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ABSTRACT  

Human Resource Information System (HRIS) 
seems to matter for Human Resource Management 
(HRM) in the current digital economy.  Many firms 
transform their HRM functions from the manual 
work processes to the computerized work processes.  
Interestingly, an HRIS is utilized for administrative 
purposes rather than analytical purposes.  Moreover, 
the paper introduces the important issues to consider 
for an HRIS development and implementation: the 
HRIS’s needs analysis, the HRIS team functional 
duties, the HRIS costs, and the criteria in selecting an 
HRIS Vendor.  The author then presents the uses of 
an HRIS and the market niche of system vendors in 
Thailand. 

 
INTRODUCTION  

Since the emergence of the Internet throughout 
the world around 1995, many business functions 
have been transformed.  After dealing with 
accounting, finance, and marketing, many companies 
are shifting their attentions to find a better way of 
monitoring their Human Resource Management 
(HRM).  Many companies are transforming their 
HRM functions from manual workflow to 
computerized workflow.  Computers have made the 
tasks of analyzing the tremendous amount of human 
resource data into a simple task.  Computer 
hardware, software, and databases help organizations 
maintain and retrieve human resource records better 
and simpler.  According to Gara (2001) and Walker 
(1982), a Human Resource Information System 
(HRIS) will help organizations “keep an accurate, 
complete, updated database that can be retrieved 
when needed from reports…”  Then, Tannenbaum 
(1990) defines an HRIS as a system that will acquire, 
store, manipulate, analyze, retrieve, and distribute 
information about an organization’s human 
resources.  

Additionally, Hirunchaiyapluek (2002) claims 
that HRM in any organization in Thailand today 
faces several challenges such as information storage 
and retrieval (How to manage large quantities of 
paper?), hiring & firing (How to deal with applicant 
tracking, black lists, social security issues, and other 
reports for the Thai Labor Department?), training 
(How to develop training programs that fit the new 
digital economy?), performance tracking (How to 
track employee performance worldwide?), and cost 
figures   (How to lower the business information  

 
system costs?).  Then, he further suggests that HRM 
for the digital economy should cut down the amount 
of paper used, reduce the time for information 
seeking, reduce the workload, and automate the 
document flow for Thai companies. 

Therefore, HRIS seems to play important roles 
for HRM in many societies including Thai societies.  
This paper will explore how HRIS matter for HRM 
by examining the purposes and uses of HRIS, the 
HRIS development and implementation, the use of 
HRIS in Thailand, and the market niche of some 
system vendors in Thailand.  The data of this paper 
are drawn from the past literature, personal 
interviews, and phone interviews. 
 
THE PURPOSES AND USES OF HRIS 

Kovach and Cathcart (1999) note that an HRIS 
can be used, first, for administrative purposes in 
organizations. This purpose is related to 
administrative and operational efficiency1, which 
reduces costs and time.  Martinsons (1994) 
categorizes two types of HRIS usage according to 
their degree of sophistication.  He suggests that 
payroll and benefits administration and employee 
absence records were electronically “unsophisti-
cated” because of their “electronic replication of the 
contents” for a HR department.  For instance, the 
University of Minnesota at Rochester can generate a 
payroll distribution report, which identifies university 
employees’ salaries from different accounts such as 
academic department accounts and research grant 
accounts.  Such a report typically takes thirty hours 
to generate, but now it can be done in minutes by the 
end users with the use of an HRIS (Mathis and 
Jackson, 2002).   

Furthermore, Kovach and Cathcart (1999) state 
that the second purpose of an HRIS is to provide 
more analytical decision support.  This purpose is 
related to administrative and operational effectiveness2 
(Mathis and Jackson, 2002).  This purpose is more 
strategic and related to HR planning. Top 
management as well as managers of departments in 
organizations can make decisions based on a greater 
degree of information from an HRIS.  Ball (2002) 
identifies “sophisticated” HRIS functions with the 
use of IT in recruitment and selection, training and 
development, HR planning and performance 
appraisal because these functions will utilize 
information obtained from experts for decision 



  

 

making processes.  Interestingly, Ball (2002) further 
observes that an HRIS is seldom used in training and 
recruitment because core HR database modules had 
limited space for the storage of information about 
training and recruitment.  Moreover, small firms do 
not see these additional functions as an investment.  
Therefore, an HRIS seems to be used for 
administrative ends rather than analytical ends.  
 
THE HRIS DEVELOPMENT AND 
IMPLEMENTATION 

Rodger et. al. (1998) contend that users, 
managers, and employees who are unaware of the 
value-added potential of the HRIS system will fail in 
HRIS development and implementation.  They then 
suggest that concentration on communicating and 
educating users to become aware of the value-added 
potential of HRIS is important for the development 
and implementation stages. Likewise, Gara (2001) 
emphasizes that the key areas are getting people in 
the organization informed and educating manage-
ment and staff.   

Similar to Mathis and Jackson (2002), Gara 
(2001) recommends that a project team consisting of 
HR staff member(s), IT professional(s), and 
consultant(s) who can communicate with each other 
well should be recruited into the team.  A project 
manager who is an HR manager and has some 
technical savvy is the most desirable person to lead 
this team.  Including some staff members from field 
locations to give other perspectives that may not be 
obvious to staff members at the corporate level will 
lead to the success of the project (Gara, 2001). 

The important issues to consider during an HRIS 
development and implementation are the HRIS’s 
needs analysis, the HRIC team functional duties 
during the implementation, the costs, and the points 
to evaluate in selecting a vendor. 

The first stage of the HRIS Development and 
Implementation for Gara (2001) and Walker (1982) 
is the HRIS’s needs analysis.  The needs analysis 
should be done first to ensure legal and government 
compliance, meet growing organizational needs, use 
technology to cut costs, and provide a long range 
view for the organization.  Moreover, gaining the 
support of top management in taking an assessment 
of the organization’ s human resource needs and 
requirements is important for this stage.  Many 
researchers confirm that if the needs assessment is 
not done properly or is not well justified, the entire 
project will fail (Walker, 1982; Rodger et. al.., 1998; 
Gara, 2001).  Furthermore, Gara (2001) recommends 
that the project team needs to be responsible for 
conducting the analysis as follows: The team should 
classify and clarify the human resource activities.  
For example, compensation can be broken down to 
union, staff, and executive compensation.  Each of 
these groups requires a different compensation 
system.  Moreover, preparing a schedule/ timeline 
and taking  action  are important  tasks  for the  team.   

Helpful software such as Microsoft Project for 
developing project milestones and Gantt Charts, or 
even Microsoft Excel will serve the purpose without 
the fancy charts.  Lastly, the team should conduct 
interviews with HR staff, get the project team to 
interview the HR staff and get intimate with what 
they do to understand the process flows and 
functionality.  Then, the team should map the in/out 
on a flow chart. For a SAP project, Gara (2001) and 
his colleague simply used long rolls of papers and 
post-it notes.  For a fancier, more detailed 
presentation, Microsoft Vision is a definite asset in 
terms of combining all kinds of charts.  After 
collecting the needed information, the project team 
will analyze the collected information and make 
decisions based on it.  The organization should 
decide whether it needs just a few human resource 
modules or a complete Enterprise Resource Planning 
(ERP) system. 

In addition, Gara (2001) suggests that the heart 
and soul of any HRIS system and contribution to its 
efficiency are tied to the development of data tables 
such as Job Table, Salary Grades Table, Skill Code 
Table, and Benefits Plan Table.  Also, security and 
privacy are important issues for HRIS and IT 
systems.  If the organization enables Employee Self-
Service or Management Self-Service Systems with 
an HRIS, the IT staff should develop a tight security 
plan and expertise to counter hackers.  

The second important issue to consider during an 
HRIS development and implementation is the HRIC 
team functional duties during the implementation.  
HRIC staff members are responsible for daily 
activities of the HRIS system and are recognized as 
experts in the system.  Some examples of functional 
duties of Human Resource Information Center 
(HRIC) are preparing data for entry into system, 
editing data, troubleshooting errors, and handling 
requests for information (Gara, 2001).  Gara’s HRIC 
is similar to IBM’s national human resources service 
center (NHRSC) founded by Bob Gonzales, vice-
president of human resource operations.  The center 
emerged in re-engineering the human resource 
function of IBM in the early 1990s.  Incorporating 
the best of call-center practices, along with leading-
edge technology for self-service, IBM’s center can 
achieve a reduction in annual cost of 30 percent 
(Ashton, 2002). 

In addition, the third important issue to consider 
during an HRIS development and implementation is 
the costs related to an HRIS.  According to the results 
of a study (based upon responses from 181 firms, 
each with more than 1,000 employees) on the Total 
Cost of Ownership (TCO) for payroll and HRIS 
functions, accredited by Automatic Data Processing 
Incorporation (ADP) and independently conducted 
by PricewaterhouseCoopers (PwC), the average 
annual cost of ownership for an in-house HR system 
was USD 88 per employee and the total cost of 
ownership (TCO) for an in-house payroll system was  



  

 

on average USD 16 per check.  Moreover, only 
25% of senior financial executives realized the 
economic value added (EVA) as a result of upgrading 
current in-house systems or installing new a system.  
The study also revealed that “the non-payroll 
department costs attributable to time collection activity” 
and “the costs associated with maintaining and 
upgrading payroll and HRIS systems” were commonly 
not measured (PwC, 2003).  Additionally, ADP claims 
that companies may save an average 30% decrease in 
the TCO if they choose to outsource their HRISs 
(ADP, 2003).  Furthermore, Hirunchaiyapluek (2002) 
claims that the total cost of document cabinets for a 
medium sized company in Thailand can be up to 
174,000 baht per year and this cost can be up to 
340,200 baht per year after three years. 

Lastly, the points to evaluate in selecting a 
vendor are considered as an important aspect during 
the HRIS development and implementation.  Hosie 
(1995) suggests that a vendor’s financial stability and 
reliability in responding to problems after installation 
must be established.  Packages that are cheaper to 
purchase may become expensive to maintain.  Based 
upon the findings of studies of Walker (1982), Hosie 
(1995), Ball (2000), and Ashton (2002) along with 
phone and personal interviews, several issues and 
questions related to the points to evaluate in selecting 
an HRIS vendor are the general user-area criteria, the 
technical considerations, the cost and contract, and 
the Thai language compatibility. 

The questions for the general user-area criteria  

are as follows. What does the organization want the 
system to do? Are the experience and stability of vendors 
important for the organization? How does the vendor 
provide documentation, accuracy, and training? 

Additionally, the following questions should be 
examined for the technical considerations. How are 
database, hardware, software, security & control, 
conversion, and degree of modularity of the specific 
areas built in to the system? 

For the cost and contract aspects, it is important 
to consider the following questions. How much are 
the purchasing cost, installing cost, programming 
cost, maintaining and ongoing support costs? 

Additional criteria received from phone and 
personal interviews with HRIS vendors, customers, 
consultants (See “Personal Interviews and Phone 
Interviews”) in selecting an HRIS vendor in 
Thailand is the Thai language compatibility 
function.   How will the vendor include Thai 
language reports for different governmental entities 
such as social security compensation reports to the 
Ministry of Thai Labor and payroll reports to the 
Ministry of Thai Industry?  

 
THE USES OF HRIS IN THAILAND 

Information obtained from phone and personal 
interviews with HRIS vendors, customers, consultants 
(See “Personal Interviews and Phone Interviews”) as well 
as the companies’ web sites provide evidence that 
organizations in Thailand have employed HRIS with their 
businesses as shown in Table 1. 

 
Table 1: HRIS vendors and customers in Thailand 

Vendor Customers/ HR Functions 

PeopleSoft 

1. A major hospital in Bangkok 
1.1. Payroll management controlled by top management and payroll reports 

controlled by HR staff and IT staff 
1.2. Time and Attendance reports 
1.3. In-house customized reports for Thai government such as social 

security reports or tax reports 
2. Thai Security Market Exchange  

Employee self-services in terms of updating their own personal information 
3. A large worldwide banking and financial services organization in Bangkok 

3.1. Employee self-services in terms of submitting leave and holiday 
requests via electronic approval 

3.2. Employee self-services in terms of submitting requests or receipts for 
expenses, budget, and allowance management 

4. A major modern trade retailer in Thailand 
On-going studies and reviews for implementation in employee self-services 
and worldwide recruiting 



  

 

 

Oracle 

1. An international corporation that provides global news in Thailand 
1.1. Payroll management and reports by MIS/ HR staff 
1.2. Employee Management Information System by MIS/ HR staff 
1.3. Employee self-services in terms of submitting the requests or 

receipts for expenses, budget, and allowance management 
2. A hard disk producer in Thailand 
3. A financial corporation in Thailand 
4. A global consumer products corporation in Thailand 

SAP 
1. Bank of Thailand 
2. A petroleum company in Thailand 
3. A major automobile producer company in Thailand 

Evergreen Comware Co., 
Ltd. 

1. A Thai retailer 
2. A chocolate producer company in Thailand 
3. A dog food producer/ distributor in Thailand 

 
THE MARKET NICHE OF SOME SYSTEM 
VENDORS IN THAILAND 

The niche, strengths, and weaknesses of 
some HRIS vendors operating in Thailand are 
shown in Table 2.  This information was 
gathered through phone and personal interviews  
 

 
with HRIS vendors, customers, consultants (See 
“Personal Interviews and Phone Interviews”) in 
Bangkok, brochures from several seminars in 
Bangkok which related to HRISs, and the 
software vendors’ web sites.   

Table 2: HRIS vendors and HRIS software information  

Vendor 

Full Service 
Enterprise 
Resource 
Planning 

(ERP) 

HRIS Key Capabilities 

PeopleSoft Yes 

PeopleSoft 8 (http://www.peoplesoft.com) 
1. Employee and manager self-service applications through a role 

base portal 
2. Workforce management 

Oracle Yes 

Oracle HR 11i (http://www.oracle.com) 
1. Training administration 
2. Self-service HR 
3. Time Management 
4. Payroll (Customization for Thailand) 

SAP Yes 

MySAP HR (www.mysap.com/solutions/hr/keycapabilities) 
1. Employee life-cycle management 
2. Employee relationship management 
3. Work-force analytic 
4. Employee transaction management 

Evergreen 
Comware Co., 

Ltd. 
No 

PeoplePower V.6 (http://www.comware.net) 
1. Super bilingual ability 
2. Social Security specifically for Thailand such as social security 

registration form 
3. Full feature HR System designed to integrate with back office 

systems such as Accounting System 
4. Workflow for leave, overtime, expense requests 
5. Recruitment management and training 
(For medium to large companies, international and local 
companies, consulting companies, government agencies, and 
placement agencies or any company employing more than 100 
people) 



  

 

 

J.D. Edwards Yes 
OneWorld® Xe (Telephone 02-679-1927-33 extension 253) 

HRM, Payroll, Employee self-services, Manager self-service 
(For medium to large-sized organizations) 

Pricewaterhouse
Coopers (PwC) Yes 

HR Connection and Ramco e.Applications™ 
(http://www.pwcglobal.com/thailand, http://www.ramco.com.sg) 
1. Management of the HR data information 
2. Compliance with local social regulations  
3. Recruitment/Development and allocation of resources 

(Evaluation, training, rewarding) 
4. Leaving processes 

Ictus Co., Ltd. No 

AdminSuite V. 2 (Telephone 02-966-2260-2) 
1. Management of employees’ personal data through one 

databank 
2. Evaluation of the expense of overtime 
3. Document approval 

 
CONCLUSION 

Human Resource Information System (HRIS) 
seems to play important roles for Human Resource 
Management (HRM) because HRIS functions 
improve HRM in terms of administrative purposes 
and analytical purposes.  Although HRISs are still 
being used for administrative ends rather than 
analytical ends, the future of HRISs in decision 
support is possible.  It is important to recognize 
critical issues during the HRIS development and 
implementation in order to achieve an HRIS 
project.  Furthermore, the substantial information of 
HRISs in Thailand show that it is possible to 
conduct more detailed researches of HRISs in Thai 
context.  Last but not least, the future of HRISs 
may be implemented through mobile units like 
Personal Data Assistants (PDAs), laptops, and web 
browsers.  Furthermore, employees and employers 
in Thailand may see some more of the smart self-
service, the access to real time HR information, the 
HR analysis and decision trees, the integration of 
outside content with HR information, and the 
employee portals. 
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Personal Interviews and Phone Interviews:  
(An Assistant Sales Manager - A local HRIS 
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November 24, 2002) 

(An IT Specialist - A major hospital in Bangkok, 
phone interview, November 22, 2002) 

(A SAP Senior Consultant - SAP (Thailand) 
Corporation, phone interview, November 23, 
2002) 

(An Oracle Senior Consultant - Oracle (Thailand) 
Ltd., phone interview, November 19, 2002) 

(A Management Information System Specialist - 
An international corporation that provides 
global news in Thailand, phone interview, 
November 19, 2002) 

(An IT Specialist - A large worldwide banking and 
financial services organization, phone 
interview, November 20, 2002) 

 
Endnotes 
1 Efficiency = The capacity to produce desired 
results with a minimum expenditure of energy, 
time, or resources (Source: Merriam-Webster 
Dictionary, 1991). 
2 Effectiveness = The power to produce a desired 
effect (Source: Merriam-Webster Dictionary, 
1991). 
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