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Abstract
This research report explores the background and current position on IT systems within HR. It aims to show the benefits and challenges posed of LBS Builders Merchants Ltd implementing a Human Resource IT System (HRIS). This has been done by reviewing secondary sources of information such as academic journals, online news articles, books, websites and magazine articles surrounding the topic area of HRIS. Through critical review, this research report concludes that evidence supporting the benefits of introducing a new HRIS far outweighs the challenges, and looks to provide a sound recommendation on the best course of action for LBS.
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1.0 Introduction
This research report is to the Board of Directors, Line Managers and employees at ‘LBS Builders Merchants Ltd' (LBS) outlining the current problematic task of manually entering and maintaining accurate employee data in regards to working hours, sickness absence and annual leave. With the aim of improving time and attendance recording, this report will explore the avenue of digitalising this HR function and introducing an electronic clocking in system. LBS have significantly grown in the last few years. As featured in Swansea Bay Business Life Magazine, LBS has achieved 14.9 % growth and was named as number 28 fastest growing Companies by turnover in 2017-2018 (Swansea Bay Business Life, 2018, p.24-25). LBS have successfully achieved this growth whilst remaining family-run since the year 1931 (LBSBM, n.d). The HR department has not grown in line with the Company growth rate to accommodate ‘large-sized companies'. The criteria of a ‘large' Company as per EU statistics definition of large companies being 250 or more persons employed (Eurostat, n.d). LBS currently have 330 members of staff and were number 11 in the running of fastest growing companies by staff achieving 17% growth in staff from 2017 – 2018. (Swansea Bay Business Life, 2018, p.24-25). With a high volume of data for each employee being manually entered by the Line managers and HR Assistant, these tasks are high risk for human error, therefore, inevitable unnecessary costs. (See Appendix 1). Furthermore, this research report will examine the academic perspective on adding value to the organisation's HR department by introducing a digitalised system and the fundamental concepts that underpin its value.
2.0 Literature Review
For this literature review, the various published academic literature and news articles have been explored in relation to how IT systems in business can improve performance, in particular within the HR Department. It will critically review the literature around past and current usage of ‘HR IT Systems' (HRIS) otherwise known as Management IT system (MIS) and the benefits and challenges that they impose.
Workforce is changing. It's more digital, more global, diverse, automation-savvy, and social media proficient. At the same time, business expectations, needs, and demands are evolving faster than ever before. We see it as an opportunity to re-imagine HR, talent, and organisational practices and an opportunity to take the lead in what will likely be among the most significant changes to the workforce that we have seen. (Deloitte,2017,p.19).
This statement about an increasingly digitally enhanced workforce environment is also backed up by Deepak's article which refers to automation being the new ‘norm' and the preferred way of doing things (Deepak,2017). This information suggests that LBS is at risk of being left at a disadvantage with various companies already harnessing the benefits of a digitalising HRIS from as early as 1960-1980 when the IBM/360 machines were introduced and MIS systems. (Bhuiyan, et al,2014, p.). Perry Oostdam, co-founder and CEO of a Company called Recruitee also says that HR is used to being a paperwork led department but the automation of tasks such as payroll, employee records, and benefits has taken away the scheduled data entry workload and freed up HR to focus on strategy and HR analytics (White, 2016). Thus also suggesting that LBS has less time than competitors with a digital HR system to focus on strategic activities, leaving the Company at a disadvantage to competitors. These views on digitally enhancing HR administrative process are highly significant to LBS as it reinforces the idea of a HRIS being beneficial for future growth. Also, with Deepak advocating automation as the ‘norm' it suggests that employees will have an increased interest in becoming more digital in the workplace and being on par with other organisations rather than working for a Company that operates out of the ‘norm'. Thus, we can reasonably assume this would be a factor of ease within challenges of change management based on the above.  Bhuiyan et al also believe that the technical era and emergence of Strategic Human Resource Management stems from 1990 to the present and focuses on harnessing the Human Capital within organisations as a competitive advantage with reference to the HR department as a strategic partner (Bhuiyan, et al 2014).

2.1 Benefits: The main benefits outlined
Reduction in error costs
Introducing an automated system to automate HR tasks such as collating time and attendance data will reduce the money lost through human error and inaccurate data. This is backed up by Deepak's survey that found 81% of executives said the cost saving is due to the reduction in errors (Deepak,2017). In relation to LBS a reduction in costs would have a positive effect on overall Company performance, which is directly in connection with the Company performance related bonus scheme, therefore, promoting an increase in employee satisfaction and motivation as per Taylor's scientific management theory which identifies money as the main motivational factor to employee's satisfaction and productivity (Mindtools,2010).  A Case study of a Company who claims to have cut costs is through the implementation of a HRIS is Aviva. The Head of HR at Aviva claims to have cut HR staff costs and improved operations through an online self-service HR system. (Churchard, 2009).
Enabling HR analytics
Another direct benefit would be the allowance of producing a range of analytic data reports. The CIPD define HR Analytics as also being known as "people analytics." And defines it as "The use of people-data in analytical processes to solve business problems. HR analytics uses both people-data, collected by HR systems such as payroll, absence management and other business information" (CIPD, 2018). According to (Tripahi,2011,p.10) MIS has been important in Human Resources Management in a bid to help organisations understand their workforce as a whole through the use of Man power and IT systems for crucial decision making which directly affects organisational performance. Therefore, the benefits of LBS introducing a HRIS would allow the Company to start using HR analytics to improve on organisational functions and support Company growth through informed decision making. (Bosman,2017, p.) also summarises these functional benefits as obtaining higher levels of employee engagement and satisfaction, staff retention, effective training and development, and better performance management. An article in The International Journal of Information Management explores the trends in HR analytics through the search platform Google, and finds that HR Analytics, most commonly known as People Analytics has emerged alongside various related terms describing digital innovations for modeling and optimising organisational human capital and also finds that People Analytics extends beyond HR or management, with the data and computer sciences playing an increasing role (A. Tursunbayeva et al, 2018). Therefore, backing up the theory of LBS benefitting across all organisational functions with the implementation of a HRIS to allow scope for HR analytics.
Informed decision making
Linking directly to HR analytics, T. Lucey's book ‘Management Information Systems' defines HRIS or otherwise stated in this book as Management IT System (MIS) as "a system to convert data from internal and external sources into information and communicating to managers at all levels in all functions to enable them to make timely and effective decisions for planning" (Lucey, 2005, p.1). Suggesting that a HRIS would support the Line managers at LBS in making their own informed decisions with the support of a HRIS in particularly attendance and sickness records. Thus, enriching Managers and motivating them through the means of job satisfaction, as per Herzberg's motivation theory (Business Balls, n.d).
Up-skilling human capital
At present the HR Assistant at LBS spends a vast amount of time on the task of inputting attendance data and annual leave on a weekly basis. (See Appendix Table. 2) Thus implementing a HRIS would result in freeing up more time for the HR department to partake in further learning and development opportunities and up-skilling the HR team again relating to Herzberg's theory of motivational factors of job satisfaction through knowledge and job progression. The LBS HR department structure is currently a team of 2 - i.e. HR Manager and HR Assistant. The implication of not introducing the automation of HR administrative tasks hinders the scope for the HR department to grow and develop its human capital and HR strategies. As featured in the NAHR book defining the new role of HR Leaders (Wright et al, 2011, p.1) The HR function was traditionally a heavily administrative function within organisations, however circa the last 30 years the HR function has evolved in too much more, with new responsibilities and pressures. 
Increase workload efficiency
Another benefit would be a faster completion of workload. The Office of National Statistics (ONS) has implemented a digitalised HR system and predicts it to deliver over £1m of efficiencies for ONS by 2019 to 2020 (ONS, n.d). (People Management, 2018) also reported that introducing a new IT system for HR would allow more time for HR to concentrate on people rather than paperwork. LBS would benefit from adding more efficiency and value to the HR department through the means of more time for employee relations and case management rather than data entry. 91% of surveyed respondents agreed that manual processes are affecting skilled HR professionals carrying out their jobs effectively and that too much time is being wasted on administrative tasks which in turn affect the experience employees have when they interact with HR (Deepak,2017,p.). The result of the above workload efficiency would impact employee engagement, as per Taylor's Scientific Management theory of simplifying job's to increase productivity amongst employees. (Mindtools,2010). A. Gabriel's case study article on Time and Attendance system solution for Community First Bank (CFB) also outlines that the result of CFB implementing their Attendance on Demand HRIS, keeping accurate employee data records was a plus for employee respect and retention (A. Gabriel, 2008). In relation to LBS, with the HR Department having more time for employee relations, employee satisfaction would increase, therefore reinforcing Bosman's claims on organisational benefits (Bosman,2017).
It is evident that LBS has been successful in achieving continued growth for the past few years, as displayed in Swansea Bay Business Life Magazine 2018. With the increasing number of employees LBS gains in line with growth, this will impact the HR department drastically in servicing employee relations if automation is not introduced for the HR administrative tasks. (Deloitte,2017p) Claims that business productivity has not kept pace with technological progress as technology is advancing at an unprecedented rate. With the vast amount of manual data entry tasks at LBS, it's reasonable to say that LBS fall into that category of not keeping up with technologies. As previously mentioned, LBS has experienced a high level of human errors in data processing which have proved costly to the Company, as noted above, with increasing its number of employees through new acquisitions and new branch openings it is highly possible that the number of human errors will increase in line with growth. ‘The Office For National Statistics' (ONS) have implemented a digitalised HR system as part of their wider transformation programme and believes that the technology will enhance service. (ONS, n.d) Therefore, evidencing a link between technology and increased satisfaction in service.
Data Security
In relation to the new GDPR and compliance with other data storage legislation. A HRIS would create an easier route for LBS to manage and store sensitive Company data and easily comply with data access requests with the collaboration of the IT Department and HR through the HRIS. (White,2016).
2.2 Challenges
The academic literature reviewed has also stated challenges posed through introducing a digitalised system. The main challenges are:
Re-training aging workforce 
T. Lucey identifies a challenge of implementing a HRIS as lack of Management with knowledge of using Computer Systems (Lucey,2005,p.2). This would be a reasonable challenge for LBS as the average age of Line Managers is 48. (See Appendix Table. 3) Hence indicating a low-level knowledge of Computerised systems. However, this theory could be disproved with a news article from the CIPD showing that with a training scheme launched from the CIPD for older workers piloted in Hackney, Stoke-on-Trent, the evaluation report showed a significant increase in labour productivity, workplace relations and financial performance. Hence, proving that older workers can be effectively re-trained (Meagher,2018). This is also supported by (Donoghue,2017) who reported that Companies should not give up on employees who are not competent in advanced IT skills. Instead, Donoghue says Companies should empower people with the skills and execute a plan that is supported from the top-down to lower risk of failure when embarking on technological change.
Organisational change management
(People Management,2018) reported a case study where an Australian Government Department were introducing a HRIS had assumed the supplier (a High-street Bank) would help them integrate the system into the business. The supplier's goal was to get the system in as quick as possible. Therefore, incorrect assumptions about the business were made, which led to rebuilding the whole system. As an end result, it was a hugely costly mistake for the Business. The key point in this case study article is that LBS finding the correct system for the company is only partly important, the risk of not integrating it properly with employees could lead to drastic implications as above and adding more cost to the implementation. Also, a possible after effect of this could be the level of employee's buy-in towards the new system i.e. Poor implementation of a digital HRIS could cause Individual/ and or group resistance to change. The CIPD defines two different types of resistance to change i.e. Resistance to the content of change. "For example to a specific change in technology, or to the introduction of a particular reward system." And Resistance to the process of change. "This concerns the way a change is introduced rather than the object of change in itself. For example, management re-structure of jobs without prior consultation of affected employees." (CIPD,2017). This could be from any group of employees. In fact, Deloitte's research shows many consulting firms report that <70 % of re-organisations fall short because of "creative disobedience" from the executive team (Deloitte, 2017). The CIPD States that in any event of implementing a new strategy, process or system, organisational change management will be a huge factor in its success (CIPD,2017). In relation to LBS implementing HRIS if organisational change management is not managed effectively the implications could be drastic, however, they can undoubtedly be managed correctly through knowledge and effective management. The Aviva Case Study says that prior to implementing a HRIS, Aviva is continuing to improve the system to address the concerns of people who now claim that "HR is invisible" and are reluctant to change (People Management, 2009). They are achieving this through keeping their systems as up to date and easily accessible as possible, hence re-enforcing the effective management of change.
3.0 Methodology
Primary and Secondary Research Methods – Definition and Value. When choosing researching resources around the subject area of HIRS, digitalisation and automation the publications between 2017 and 2018 contained the most relevant information for the subject area. The 3 Key resources chosen were:
	Source Name
	Source Type
	Critical Evaluation

	Deepak
	Journal Article
	

	Deloitte
	Online Article
	

	CIPD
	Website
	



4.0 Conclusion
To conclude, there is an overwhelming amount of evidence to suggest that automation is the way forward for organisations who want to achieve growth and have a competitive edge. (Deepak,2017) As also stated Deloitte University Press, technology will continue to enhance and Companies will need to become more digitalised to keep up with IT enhanced Companies and to remain competitive. (Deloitte,2017). The Number of benefits for HRIS implementation far outweighs the challenges. Also, the challenges posed are susceptible to be of low risk through effective Leadership and Management in regards to organisational change and some elements of adequate Training (Donoghue,2017). In summary, the Benefits vs Challenges are as below:
	Benefits
	Challenges

	Reduction of Payroll Errors
	Re-Training Aging Managers

	Increase Workload Efficiency
	Risk of Poor organisational change management

	Increased Job Satisfaction
	

	Upskilling Human Capital
	

	HR Analytics
	

	Informed Decision Making
	

	Increased Data Storage Security
	

	Competitive Advantage
	



5.0 Recommendations
Based on the above conclusion that automation through the implementation of a HRIS is the key for LBS to achieve growth across all organisational departments. The Recommendation would be to implement a HRIS through collaboration of the IT and HR department to effectively project manage the integration of a new HRIS. In regards to change management, this will include Companywide communication early on for inclusion of staff. To achieve support from the board of Directors, a member of the Board will be involved in the decision process and the HRIS design process, with HR and IT. Through primary research of a cost and feature analysis of 4 different HRIS suppliers, the recommendation is for SOFTWORKS to be the supplier of choice based on the features offered, cost and return on investment potential as featured in the below table. (See Appendix Table. 4)




6.0 Appendices
Table 1.
	Informed Payroll Errors  2017
	 
	 

	Payroll errors
	Total Cost 
	Monies recovered
	Company Loss (Total)

	8 
	£3,366.00
	£0.00
	£3,366.00

	 

	Informed Payroll Errors  2018
	 
	 

	Payroll errors
	Total Cost 
	Monies recovered
	Company Loss (Total)

	10
	£4,593.75
	£166
	£4,427.75

	 

	Predicted Payroll Errors 2019
	(Based on previous increase)
	 

	 Payroll Errors 2018
	Total Cost 
	Monies recovered
	Company Loss (Total)

	12
	£5,821.50
	 
	 


Description: This table shows the informed payroll errors only. It is an approximate representation of errors through payroll at LBS. The exact amount is un-traceable, therefore, this suggests the Company loss could be significantly more than the above.
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Table 3.
	Oct-18
	Managers Age Analysis

	Branch
	AGE
	MALE
	FEMALE

	Llandeilo
	33
	x
	 

	Ammanford
	48
	x
	 

	Home Centre
	53
	 
	x

	Ystradgynlais
	49
	x
	 

	Carmarthen
	49
	x
	 

	Llanelli
	43
	x
	 

	Port Talbot
	52
	x
	 

	Civils
	34
	 
	x

	Pembroke Dock
	56
	x
	 

	Swansea
	30
	x
	 

	Cardigan
	58
	x
	 

	Neath
	50
	x
	 

	Casey's
	59
	x
	 

	Maesteg
	50
	x
	 

	Finance
	35
	x
	 

	Aberdare
	30
	x
	 

	HR
	50
	 
	x

	Marketing
	38
	 
	x

	Online Sales
	36
	x
	 

	Training
	49
	x
	 

	Stock Control
	50
	x
	 

	
TOTAL Plumbing Port Talbot
	55
	x
	 

	
TOTAL Plumbing Pembroke Dock
	33
	x
	 

	TOTAL Plumbing Swansea
	38
	x
	 

	TOTAL Plumbing Cardiff (East)
	40
	x
	 

	TOTAL Plumbing Cardiff (West)
	36
	x
	 

	Area Contracts
	56
	x
	 

	Tenby
	49
	x
	 

	Milford Haven
	59
	x
	 

	Haverfordwest
	39
	x
	 

	Timber Merchants
	60
	x
	 

	Truss Engineering
	61
	x
	 

	Total Combined Age
	1478
	 

	Average Age of LBS Managers
	48
	 


Table 4.
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LBS Builders Merchants

Total Potential Savings for the business when purchasing Capture-it £194,341.95 l £55,520

Total 10 year savings

Contracto
Agency
Analysis of Stolen Minutes Employees | Staff
| Number of Employees o 330
Hourly Payroll Cost 9
Minutes per day lost - 15
Minutes per week (based on 5 day week) o 75.00
Hours per week 1.25 0.00
Hours per year lost (based on 46 weeks) 58 0

£588.92 £0.00

£0.00

| Total loss, per employee (inc NI for employees not contractors)

Total Employee and/or Contractor Losses £194,341.95

£194,341.95

Total loss across Employees and others

Analysis of Time Savings For Admin Employees
Number of Employees 2
Hourly Payroll cost to the business (including on costs) per employee 40
' Areas For Time Savings (alﬁ minutes) ]
| Chasing time sheets from line managers (per month) o 300
| Checking time sheets and overtime paymerﬁ(pﬂmon!h) 2400
Checking holiday allowance,Toil, and authorising holidays (per month) 240
Checking and following up sick and abs_gnt;a?m’(per month) 240
| Calculating the overs and ungsﬂon‘; previous pay (per month) 240
Inputting information into pay system (per month) 240
Total time spent on Admin to manage allowances and pay. 3660
_Coﬂ)f&minis(ra(ion perﬂnpliyee - o £2,440
Monthly cost per team | £4,880

Annual cost £58,560

Cost over 10 years £585,600
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System Provider Hardware Software Services/Support YEAR 1 (INC SET UP) ANNUAL  Notes

Vizual £24,058.00 £9,990.00 £7,245.00 £41,293.00 £7,308.00 Annual Licenses costs only, maintenance additional.

Elas £10,080.00 £9,600.00 Not offered on quoteNot offered on quote £19,680.00 Annual Licenses and maintenance costs only HR Services additional fee.

Mitrefinch £25,767.00 £12,210.00 £14,950.00 £43,042.00 £7,670.98 Annual Licenses and maintenance costs only HR Services Additional fee £5880.00.

Softworks £18,950.00 £6,979.50 £12,375.00 £39,104.50 £7,504.50 Annual Licenses, Maintenance costs and HR Services included.

System Costs Analysis


