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VIEWS OF THE HRIS

HRIS has taken several different forms:
" |nput modules
= System of input, maintenance

= output function, Integration of computing
hardware,

= Collection of application modules,
= Automated Components
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DATA INPUTS
MODULE OBJECTIVES

* CAREER PLANNING

¢ EQUITY MONITORING

¢ EXPANSION FILES

¢ FOREIGN SERVICE LOCALS
® HANDICAP PROGRAM

¢ INTAKE PLANNING

¢ POSITION CLASSIFICATION
* POSITION/PERSON MATCHING
* PRODUCTIVITY EVALUATION
* PROMOTION CALCULATIONS
® RECRUITMENT

® RESOURCE ALLOCATION

* SEPARATIONS .

* TRAINING ASSIGNMENTS

* TRAINING PROJECTION

* YACANCY REPORTING
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The Hyde-Shafritz notion of
integrated Input and Output modules

» Rather than viewing their modules as internal
component of HRIS. They view them as output
and Inputs.

FIGURE 1
The Hyde-Shafritz HRIS Model

SYSTEM THRUPUTS

POSITION
DATA

-

>

PERSON
DATA

PLANNING ,’f
0"‘
’J
H'FllS
I“’
‘J
CJ
‘docouunalurv

@UIM

ST R B e

DATA OUTPUTS
MODULE DATA ARRAYS/REPORTS

* CAREER PLANNING

¢ EQUITY MONITORING

¢ EXPANSION FILES

* FOREIGN SERVICE LOCALS
* HANDICAP PROGRAM

® |INTAKE PLANNING

* POSITION CLASSIFICATION
* POSITION/PERSON MATCHING
* PRODUCTIVITY EVALUATION
¢ PROMOTION CALCULATIONS
* RECRUITMENT

¢ RESOURCE ALLOCATION

¢ SEPARATIONS

¢ TRAINING ASSIGNMENTS

® TRAINING PROJECTION

* VACANCY REPORTING
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Cont.
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Recruaitmmemnt. Monitors gualifications of @ mew com-
Ploywees, armdcd amnaly zes retention and dewelopoameent trerwcds .
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amnd potential jolb wvacamncies.
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The Simon Input/Data Maintenance/Output Model

The input function includes: procedure when
it is provided, who provides it, and it should
be processed

Maintenance: standard process of keeping

the HR database current (adding new records,
deleting records).

Out put: produce information
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The Fisher, Schoenfeldt, and Shaw Application Modules -

ldentified nine major application areas of the

TABLE 2

The Nine Fisher, Schoenfeldt, and Shaw HRIS
Application Areas

Planning. Assists management in planning future hoo-
man resource needs by identifying deficiencies in the
current workforce so that hiring and training programs
can be planned.

Job analysis. Analyzes job data for the purpose of
identifying common characteristics and job families.
This information is used to dewvelop and refine job
titles, salary structure, and promotion paths.

Equal employment opportunity (EEQO). Monitors
workforce data in terms of age, race, and sex to iden-
tify adverse impacts on certain groups so that cormmec-
tive action can be taken.

Recruitment. Scans both extermal and intermal data-
bases for the purpose of identifying candidates for
particular job openings.

Selection. Conducts computer-aided interviews, and
scores performance on personality and cognitive abwil-
ity tests as a means of determining which applicants
will be hired.

Training and development. Enables employees to use
the computer to engage in interactive training that is
tailored to particular necds.

Performance appraisal. Assists raters in focusing on
the important job-related criteria when conducting
employee performance evaluvations.

Compensation and benefits. Computes employee
eamings by using ammendance data, compules merit pay
for performance-based jobs, and maintains and moni-
tors benefits fior both current and retired employees.

Organizatiomal exit. Analyzes factors that influemce
turnover.

HRIS

TABLE 2

The Nine Fisher, Schoenfeldt, and Shaw HRIS
Application Areas

Planning. Assists management in planning future hu-
man resource needs by identifying deficiencies in the
current workforce so that hiring and training programs
can be planned.

Job analysis. Analyzes job data for the purpose of
identifying common characteristics and job families.
This information is used to develop and refine job
titles, salary structure, and promotion paths.

Egual employment opportunity (EEQ). Monitors
workforce data in terms of age, race, and sex to iden-
tify adverse impacts on certain groups so that correc-
tive actiom can be taken.

Recruitment. Scans both external and internal data-
bases for the purpose of identifying candidates for
particular job openings.

Selection. Conducts computer-aided interviews, and
scores performance on personality and cognitive abil-
ity tests as a means of determining which applicants
will be hired.

Training and development. Enables employees to use
the computer to engage in interactive training that is
Performance appraisal. Assists raters in focusing on
the important job-related criteria when conducting
employee performance evaluations.

Compensation and benefits. Computes employee
earnings by using attendance data, computes merit pay
for performance -based jobs, and maintains and moni-
tors benefits for both current and retired employees.
Organizational exit. Analyzes factors that influence
turmover.
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RESOURCE FLOW THEORY

e Forrester used recourse flows a basis for his
theory of industrial dynamics.

e Integrated the concept of flows organization
theory.

* Flows of authority material information, and
decision process between line and staff units
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Modeling of HRIS

There are 3 components in HRIS.
1) Input Subsystems
2) HRIS Database

3) Output Subsystems

L .
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Input Subsystems

A) Data processing subsystem- accounting department and HR
— Personal information
— Payroll related information
B) Human Resource Research Subsystem
— Job description and dob specification
e a) Succession Planning

— Placement of employee

b) Job description and evaluation of work

— Job description to be consigned

— It helps the employee in understanding role of his job and
needs especially in developing himself
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HR Intelligence Subsystem

HR will collect data related to HR from

organizational environment- environmental

activities

These parties are:

— Competitors intelligence
— Financial institutions-

— Union

— Supplier

— Government

©UIM
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HRIS Database

HR related data

— Data regarding the work
Non HR related data

— Public sector

— Non-government agencies
— Universities,

— Unions

©UuUIM
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Output Subsystem

It contains output related to HR, subsystems an
procedures in

Consists of:
— a) Workforce planning subsystem

Performance evaluation, power control, placemen
and current recruits

Workforce management system

Suitability of candidate

Recruiting subsystem

Organisational activities and needs analysis

functions, job analysis and division of work, training
and placement
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Continued...

d) Compensation subsystem

e Payroll related information

Benefit subsystem
— Current workers and future workers
f) Environmental reporting subsystem

Reporting to government agencies and ot
bodies which requires information related
activities of the company
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Web Based Employee Self-Service

What is web-self service??
What is HR Self-Service??
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Web-self Service

Customers on the Internet (CSS).
CRM) and (ERM) used web self-service widely.
Online Employee Interactions (ESS)

No interaction between an enterprise’s
representatives with customers and
employees on information access and perform
routine tasks using Internet

E-support
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Cont.

Challenges coming up to Human Resource managers
continuously

To level up the efficiency and provide improved
employee services

HR manager had taken dramatic way as response to
this challenge which is by deploying Web-based

solutions offering employee self-service giving
critical information access,

act as a way in attracting and retaining qualified
employees.

Makes the communication within the organization
become effective
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What is Employee Self Service?

Employee Direct-access Systems.

This human resource technology is known as
Employee Self Service.

Manager Self Service

Technology and organizational change
combination that enables users interacting
directly with their human resource data to

inquire, review and act upon transactions in
the workplace



What Features are Usually Used
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* Within each category various function can be
executed "on demand" by employees using

ESS

Organizational

Administration

Human Resource

Benefits

Payroll

Forms Request

Personal Information

Maintenance

Benefits Inquiry

Time & Labor
Reporting

Employment Verification

Emergency Contacts

Benefits
(medical, dental,
etc.) Enrollment

Duplicate W-2

Corporate Policies

Dependent/Beneficiaries

Maintenance

Flexible
Spending
Account

Selections

Federal and
State Exemption

Maintenance

Corporate Communications
(newsletter, survey, annual
report, company calendar,

announcements, etc.)

Job Postings & Applications

Primary Care
Physician

Selections

Direct Deposit
Set-up and

Maintenance

Employee Directory
(5earchable by department)

Employee Development
(training and skills

improvement

Retirement Plan

Transactions

Electronic Pay
Statement

Inquiry

Organizational Chart
(embedded pictures)

Summary Plan

Descriptions

Paid Time Off
Inquiry and
Request

Stock Purchase
Plan

Transactions
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e b)if the employee has management right

e a)if the information is regarding employee’s
own personal information and/or

e An implemented ESS company may choose to
provide employees the ability in viewing and
updating information. The updating
information ability is dependent upon two
factors:
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Most Commonly Planned or
Implemented Self-Service Applications

For Employees For Managers

e HR communications e Personnel changes
e Benefits services e Salary actions

e Personnel data updates e Job requisitions

e Job postings
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HR management addressed by ES-S

 Personal data quality — employees validate

e Employee empowerment - new levels of over
their own careers, development
opportunities, options in reward systems,
other amounts of information hat suppor
informed choices.

* Process improvements — speed delivery o
products and service to customers

* HR integration at the employee level — on
system integration of related HR program
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Main advantages

Employee and Manager Self Service results in
an important advantage for the HR
department.

When the administrative transaction
processing is handled with self-service, issues
of strategic importance can be focused more
by HR team for the company.

Personal data
Empowerment

Process improvements
HR Integration
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Class activity

e How to Implement a Successful Employ
service program? (Public Sector)

e Who can update personal data correctly
better than the employee herself or himself?

 Based on your personal experiences, list
examples showing how you did use (or have
used) employee self-service at work?
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