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Proposal: Human Resource Information System (HRIS) for AKPerog Ltd.
“Investing in our people is investing in customers and in the future.”

[bookmark: _Toc216606229]1. Introduction
AKPerog Ltd. is a fast-growing consumer electronics retailer with 30 physical stores and an increasingly significant online shopping platform. From the outside, the company appears highly successful: sales have increased by 35% in the past two years, customer demand is high, and expansion plans are aggressive but beneath the obvious, operational challenges are increasingly visible, threatening sustainable growth.
Delays in order processing, incorrect stock availability, slow response to customer queries, and inconsistent reporting highlight a deeper structural issue within the organization. Often, businesses facing such operational issues point directly to technology as the source of inefficiency, although research consistently shows that technology alone cannot compensate for weak human infrastructure (Stone & Deadrick, 2015).
The real problem lies in the people who operate, manage, and interact with these systems.  According to Maslach & Leiter (2016), employee stress, burnout, lack of training, and low motivation frequently lead to mistakes and inefficiencies. Even the most sophisticated digital platforms cannot prevent errors if workforce capacity, skill, and engagement are mismanaged.
AKPerog fundamental question is how can the company strengthen its human foundation to ensure that technology investments trigger performance improvements?
The answer lies in implementing a Human Resource Information System (HRIS) that will not only digitize HR operations but, crucially, provide actionable insights into employee skills, workload, wellbeing, and engagement, enabling leadership to make informed decisions that drive operational excellence.

[bookmark: _Toc216606230]2. Evaluation of Existing Systems and Root Causes 

Currently, AKPerog relies on a mixture of manual processes and disconnected systems, including spreadsheets, paper logs, and fragmented digital tools. This creates inefficiencies across multiple business areas:
(Table 1)
	Area
	Current Process
	Resulting Problem

	Inventory tracking
	Manual spreadsheets and store logs
	Delays, errors, stock discrepancies

	Customer data
	Scattered across CRM, email, and store systems
	Lack of personalized service and slow response times

	Sales reporting
	Manual compilation from multiple sources
	Outdated data, slow decision-making

	Employee information
	Minimal tracking, mostly paper files
	No visibility into workload, training gaps, or engagement



[bookmark: _Toc216606231]2.1 Root Cause Analysis
While these are visible symptoms, the underlying causes are more human-centric.
[bookmark: _Toc216606232]2.1.1 Staffing Pressures
Some stores operate with below-optimal staffing levels, forcing employees to take on excessive workloads. Research indicates that overworked employees are 2.6 times more likely to make errors and experience decreased job satisfaction (Alsaad, et al, 2025). Over time, these pressures increase turnover rates, creating a vicious cycle of understaffing and mistakes.
[bookmark: _Toc216606233]2.1.2 Limited Training
Employees often receive minimal training for complex tasks, from advanced inventory management to troubleshooting customer complaints. Errors are rarely due to negligence but rather insufficient guidance and knowledge gaps (Boon et al., 2019).
[bookmark: _Toc216606234]2.1.3 Weak Communication
Departments often operate in isolation, creating “information silos.” Without shared communication tools or standardized processes, cross-department coordination suffers, leading to delayed responses, conflicting information, and poor customer experiences.
[bookmark: _Toc216606235]2.1.4 Low Motivation
Based on Deci & Ryan (2017), Self Determination Theory, when employees feel undervalued, overworked, or unsupported, motivation declines. This negatively impacts customer service quality, operational efficiency, and overall employee retention.
Insight: The core operational weakness at AKPerog is not technology failure, it is people struggling without the right support.
Attempting to improve technology without addressing workforce issues risks turning new systems into expensive headaches. Before implementing sophisticated inventory or CRM solutions, AKPerog must solidify its human foundation.

[bookmark: _Toc216606236]3. Recommended Solution: Human Resource Information System (HRIS)
The proposed solution is a Human Resource Information System (HRIS). Unlike conventional HR software focused only on administrative tasks, this system will analyse, manage, and optimize workforce capabilities, creating a feedback loop that drives organizational improvement.
[bookmark: _Toc216606237]3.1 Core Functions of the HRIS
The HRIS will collect and analyse a broad range of employee data:
· Skills and certifications: Identify capability gaps and training needs
· Training history and requirements: Monitor skill development and compliance
· Workload and overtime trends: Highlight overburdened staff to prevent burnout
· Stress and wellbeing indicators: Detect early signs of fatigue and disengagement
· Collaboration and communication patterns: Measure teamwork effectiveness
· Job satisfaction and engagement: understand motivation drivers
· Performance and productivity: Track KPIs, output quality, and areas for improvement
By analysing this data, the HRIS will empower management to make informed decisions:
· Adjust staffing levels strategically
· Implement targeted training programs
· Reduce burnout and turnover risk
· Enhance customer service through empowered employees
· Introduce future technologies confidently with trained staff

[bookmark: _Toc216606238]3.2 HRIS Benefits and Business Impact

(Table 2)

	HRIS Benefit
	Expected Impact on AKPerog

	Workforce analytics
	Optimized staff allocation, increased productivity

	Real-time burnout insights
	Fewer errors, reduced absenteeism, lower turnover

	Targeted training programs
	Faster onboarding, improved skill application, reduced mistakes

	Employee wellbeing measures
	Higher morale, better service, stronger brand reputation

	GDPR-secure HR data
	Lower legal and cybersecurity risks

	Enhanced communication
	Improved collaboration, unified company culture



Case Study Example: Walmart implemented an HRIS system focused on workforce analytics and training management, leading to a 15% reduction in operational errors and a 12% increase in employee retention (Walmart Annual Report, 2020).
Conclusion: HRIS strengthens the human foundation, enabling AKPerog to expand operations and adopt new technologies successfully.

[bookmark: _Toc216606239]4. Implementation Plan
Digital transformation is a journey, not an event. A phased approach ensures steady adoption and minimal disruption.
Phase 1 — People First (Months 1–3)
· Conduct wellbeing and engagement surveys to understand employee sentiment
· Map skills and workload distribution across stores
· Hold leadership workshops on communication, motivation, and change management
· Gather requirements for HRIS functionalities in consultation with employees
Phase 2 — HRIS Deployment (Months 4–7)
· Evaluate vendors
· Ensure secure transfer of existing HR data with GDPR compliance
· Pilot HRIS in 5 stores to test functionality and adoption
Phase 3 — Staff Training & Culture Building (Months 7–10)
· Conduct HRIS training for managers and staff
· Launch coaching and mentoring programs to support change acceptance
· Maintain transparent communication to minimize resistance
Phase 4 — Review and Full Rollout (Months 10–12)
· Analyse workforce metrics from HRIS to confirm improvements
· Implement HRIS across all 30 stores
· Use HRIS insights to prepare for future inventory management and CRM upgrades
Risk Assessment (Table 3)
	Risk
	Level
	Mitigation Strategy

	Resistance to new systems
	Medium
	Early involvement, pilot programs, celebrate small wins

	Training delays
	Medium
	Dedicated training schedules, peer support programs

	Budget constraints
	Medium
	Phased investment, cost-benefit analysis for approval

	Data migration issues
	Low
	Backup and testing prior to rollout, vendor support

	
	
	









[bookmark: _Toc216606240]5. Cost-Benefit Analysis

Estimated Costs (Table 4)
	Cost Category
	Estimated Cost (GBP)

	HRIS software licensing
	120,000 per year

	Implementation & configuration
	60,000 one-time

	Staff training
	40,000

	Data migration & security
	25,000

	Ongoing support & maintenance
	20,000 annually

	Total First-Year Investment
	245,000



Projected Benefits (Table 5)
	Benefit
	Estimated Annual Value (GBP)

	Reduced turnover (5% improvement)
	80,000

	Fewer errors / operational improvements
	60,000

	Productivity gains
	50,000

	Training efficiency
	20,000

	Total Annual Benefit
	210,000



ROI & Payback Period: With first-year costs at $245,000 and annual benefits at $210,000, the payback period is -1.2 years. Long-term savings increase as HRIS drives continuous improvement, reducing errors, improving retention, and optimizing workforce allocation.

[bookmark: _Toc216606241]6. Key Performance Indicators (KPIs)
To measure HRIS success effectively, it is essential to focus not only on organizational metrics but also on individual and team capabilities. Employees are the foundation of operational performance, and KPIs must reflect their contributions, growth, and wellbeing.
Key KPIs Relevant to AKPerog: (Table 6)
	KPI
	Target / Benchmark
	Relevance to AKPerog

	Employee engagement score
	80%+ satisfaction
	Indicates motivation and willingness to perform; highly relevant given low motivation issues

	Voluntary turnover rate
	<10% annually
	Reducing turnover ensures workforce stability and continuity in customer service

	Training completion rate
	95% of required courses
	Ensures employees have the right skills, reducing errors and inefficiencies

	Average overtime hours per employee
	<5 per month
	Highlights overburdened staff and risks of burnout; ties into work-life balance initiatives

	Error rate in operational tasks
	15% reduction within 12 months
	Direct measure of quality improvement through employee support and training

	Customer satisfaction (CSAT)
	+10% improvement within first year
	Demonstrates the link between employee engagement, capability, and customer experience

	Individual performance improvement
	10–15% per evaluation cycle
	Assesses growth and productivity of each employee, aligning with HRIS insights for development plans

	Team collaboration score
	Improvement of 15% within 6 months
	Evaluates communication and cooperation between departments, addressing the “islands” problem



Insight: By measuring KPIs at the individual and team levels, AKPerog ensures that improvements are not only organizational but also personal, fostering growth, engagement, and accountability.
The proposal emphasizes people-first strategies, not just technology, and aligns KPIs with individual capabilities and team performance, which is highly relevant to AKPerog’ s internal challenges.



[bookmark: _Toc216606242]7. Technical Specifications of the HRIS
· Modules Required:
· Core HR and payroll
· Performance management
· Learning management system
· Time and attendance tracking
· Recruitment and onboarding
· Integration Needs:
· ERP system (for inventory and sales data)
· CRM system (customer data insights)
· Communication platforms (Teams)
· Security & Compliance:
· GDPR-compliant data handling
· Multi-factor authentication
· Regular security audits
· Accessibility & Scalability:
· Cloud-based system for remote access
· Mobile-friendly applications for store staff
· Scalable architecture for expansion to new stores
· Technical Considerations:
· Data migration from spreadsheets and legacy systems
· API availability for integration with future tools
· User-friendly dashboards for managers
[bookmark: _Toc216606243]7.1 Ethics and Their Importance in HRIS Implementation
Implementing an HRIS involves collecting sensitive employee data, making ethical considerations critical to maintain trust and compliance.
Key Points:
· Data Privacy: Handle employee information securely and in line with GDPR.
· Transparency: Clearly communicate what data is collected and how it is used.
· Fairness: Ensure decisions based on HRIS insights are unbiased and objective.
· Wellbeing: Use analytics to support, not penalize, employees.
· Accountability: Assign responsibility for ethical data use and provide channels for concerns.
Importance for AKPerog:
Ethical HRIS use builds trust, supports engagement, reduces legal risk, and reinforces a culture of fairness and integrity.


[bookmark: _Toc216606244]8. Long-Term Strategic Outlook
Implementing HRIS is not just an operational improvement; it is a strategic investment that positions AKPerog for long-term growth.
· Data-Driven Workforce Planning: Predictive analytics can forecast staffing needs based on sales patterns, seasonality, and store expansion.
· Talent Management & Succession Planning: Identify high-potential employees and plan internal promotions.
· Continuous Improvement: Ongoing HRIS insights guide adjustments in training, workloads, and communication strategies.
· Foundation for Digital Transformation: Once HRIS strengthens workforce management, AKPerog can confidently upgrade inventory, CRM, and e-commerce systems.
· Competitive Advantage: Companies investing in employee wellbeing outperform competitors in customer satisfaction, productivity, and retention (Gallup, 2021).
The HRIS is not an expense, but an enabler of sustainable success, linking employee support to customer satisfaction and business growth.

[bookmark: _Toc216606245]9. Focus on Work-Life Balance and Building Individuals & Teams
A critical element of AKPerog’s HRIS strategy is supporting employees’ wellbeing and fostering high-performing teams. Research shows that companies emphasizing work-life balance experience 21% higher productivity, 41% lower absenteeism, and 25% lower turnover (Society for Human Resource Management, 2025). (Figure 1)
[image: A graph of a graph showing different colored bars]

[bookmark: _Toc216606246]9.1 Work-Life Balance
HRIS will track and support factors that influence employee wellbeing:
· Overtime and workload management: Monitoring to prevent burnout
· Flexible scheduling: Tailored shifts that balance operational needs with personal time
· Wellbeing surveys: Regular assessments to capture stress, satisfaction, and morale
· Recognition and reward programs: Reinforce positive behaviours, encourage engagement, and reduce stress
[bookmark: _Toc216606247]9.2 Building Individuals
AKPerog’s HRIS will identify employee strengths, development areas, and career aspirations, allowing managers to:
· Provide personalized training programs
· Offer career development plans and mentoring
· Track individual performance improvements and adjust support accordingly

[bookmark: _Toc216606248]9.3 Building Teams
Strong teams are essential for a unified company culture and operational efficiency:
· HRIS will map team collaboration patterns and identify silos
· Managers can reorganize teams based on complementary skills and workload balance
· Team-based KPIs will track collaboration, project completion, and overall team engagement
Outcome: By combining work-life balance initiatives with individual and team development, AKPerog creates a resilient, motivated workforce. This not only reduces errors and absenteeism but directly improves customer satisfaction and positions the company for sustainable growth.

[bookmark: _Toc216606249]10. Suggestions for Maximizing HRIS Impact
To ensure that the HRIS delivers tangible results and supports AKPerog’ s strategic objectives, the following suggestions are recommended:
[bookmark: _Toc216606250]10.1 Leadership Engagement
· Visible executive support: Leaders should actively endorse HRIS adoption, participate in training sessions, and communicate its benefits regularly.
· Role modelling behaviour: Managers demonstrating proper use of HRIS encourage adoption at all levels.
[bookmark: _Toc216606251]10.2 Continuous Training and Development
· Ongoing learning programs: Beyond initial HRIS training, provide refresher courses and skill-building workshops.
· Cross-functional training: Encourage employees to understand other departments’ workflows, improving collaboration and reducing silos.
[bookmark: _Toc216606252]10.3 Promote Work-Life Balance
· Flexible scheduling policies: Implement shift-swapping and remote options where feasible.
· Wellbeing initiatives: Introduce mental health days, employee assistance programs, and stress management workshops.
· Recognition and reward system: Regularly acknowledge achievements and contributions to boost morale and engagement.
[bookmark: _Toc216606253]10.4 Data-Driven Decision Making
· Leverage HRIS analytics: Use data to proactively manage workload distribution, identify skill gaps, and plan training initiatives.
· Regular reporting: Share insights with managers and teams to reinforce transparency and accountability.
[bookmark: _Toc216606254]10.5 Encourage Team Development
· Team-building programs: Organize collaborative projects, workshops, and on and  offsite activities to strengthen interdepartmental bonds.
· Balanced teams: Use HRIS data to ensure complementary skill sets and even workload distribution across teams.
[bookmark: _Toc216606255]10.6 Integrate HRIS with Future Technology Investments
· ERP and CRM integration: Connect HRIS insights to inventory and customer management systems for holistic operational improvements.
· Continuous improvement feedback loop: Use employee and team performance data to inform future system upgrades and process enhancements.
[bookmark: _Toc216606256]10.7 Regular KPI Review and Adjustment
· Monitor KPIs at individual, team, and organizational levels quarterly.
· Adjust targets based on trends in engagement, productivity, and operational performance.
· Recognize not only high performers, but each performance based on individual traits considering the body ergonomics and age and address gaps proactively.
Outcome: By following these suggestions, AKPerog ensures that the HRIS is not just a system, but a strategic enabler for a motivated workforce, improved operational performance, and superior customer experience, a practical roadmap of actions beyond implementation, helping AKPerog maximize the value of HRIS and sustain workforce improvements over time.




[bookmark: _Toc216606257]11. Conclusion
AKPerog’ s current operational challenges are not a reflection of technological shortcomings but of an under-supported and overburdened workforce. This proposal demonstrates that the path to sustainable growth lies in strengthening the human foundation before, or alongside technology investments. Implementing an ethicality based Human Resource Information System (HRIS) provides a strategic win-win solution, enabling data-driven workforce management, targeted training, improved engagement, and proactive wellbeing support, according to Sofi F. (2025) “…psychosocial factors shape HRIS adoption and effectiveness, suggesting HRIS success depends on organisational dynamics, not purely technical implementation.”
By following the phased implementation plan, focusing on work-life balance, and building both individuals and teams, AKPerog can transform its human resources into a competitive advantage as supported by Gov.Uk, 2025 report. HRIS adoption will reduce errors, lower turnover, optimize productivity, and enhance customer satisfaction, while creating a resilient, motivated workforce ready for future technological and operational advancements.
In essence, HRIS is not just a digital tool, it is an enabler of organizational excellence, aligning employee wellbeing with operational performance, driving strategic growth, and securing AKPerog’ s position as a leading, sustainable, and customer-focused retailer.

[bookmark: _Toc216606258]12. References 
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