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Introduction 

A human resources information system abbreviated as HRIS refers to a particular 

software program which may be employed in the department of an organization to assist the 

human resources workers as well as managers in bolstering their productivity and the 

outcomes of their efforts. When one needs to implement the HRIS program within the 

organization, then it is vital to counter check its benefits (Delorme & Arcand, 2010). 

The program will be employed in the collecting and managing the information that 

will be employed in making decisions in the firm. A complete program connects the entire 

human resources data all throughout from the moment the experts enter the pre-service 

training to the time they depart the workforce (Delorme & Arcand, 2010). The HRIS program 

is computerized and made up of a database responsible for storing information, software 

tasked with entering as well as updating data, the tools for reporting and analyzing data. The 

software when employed within the firm aims to achieve the following objectives: 

 To track individuals as they rotate within the health workforce system 

 To reduce the labor that is needed in the maintenance of the HRIS 

 To report on as well as analyzing data on a regular basis 

 To quickly aggregating as well as using data 

 To improve the availability and accuracy of the HRIS data 

Project Management Process 

This is the process that involves initiating, planning, executing, controlling as well as 

the closure of the team aimed at attaining particular goals in order to meet the specific criteria 

for success. The process involves the formulation of a process management plan that will be 

used to draw how the project will be performed all throughout from the initiation to the 
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project closure. In order to implement the HRIS software effectively within the stores, it is of 

great importance to consider some of the following steps:  

HRIS Configuration: we will need to consider the specific policies as well as the workflows 

related to the payrolls, for instance pay increments and training as well. There is also need to 

consider on how the system will be working and ensuring that the HRIS may host on the 

nature of the current business operations. 

Interfacing data or information and Historical data Conversion: the firm will be required 

to prepare adequately and as such employees will have to work separately. The training 

process will be required to be prepared adequately, may be important to roll out plan to a 

sample group prior so that the feedback is obtained regarding on how training should be 

performed. It is also fundamental to connect the HRIS with the existing systems which 

involves forming teams to handle various functions of HRIS. At times the HR members may 

find out that the original information is not updated and as such, this is the best moment to 

update the employees’ data from the workers. 

System Preparation: in this light, extensive time, money and energy will be spent when 

implementing the HRIS. In this sense, at this time plenty of issues or challenges as well as 

stress may emerge because of a number of changes occurring before and after the 

implementation of the HRIS. Therefore, there is a need to develop a plan for communication 

as well as using the teams to assist in the management of the changes. 

These steps are critical for the successful implementation of the system within the 

stores and as such they should be followed step-by-step throughout the project. 

 

 

SHARRON CREDLE
SHARRON CREDLE: not a paragraph



ASSIGNMENT: 3 PHAE III – PROJECT MANAGEMENT ROADMAP 4 

HRIS Cost Justification 

Cost justification of the purchasing and implementing the HRIS software is one of the 

greatest challenges that most human resource managers experience today (Dery, Grant, Hall, 

Wailes & Wiblen, 2013). In this light, an organization that is focusing on the replacement of 

its internal payroll system with the payroll outsourcing function is necessary to understand the 

worthiness of the benefit associated with the service. Some questions such as; what is the 

future success of the firm? Will the software reduce the cost? Or will it increase the revenue?  

Therefore, the investments within the option as well as the possible returns by the end of a 

particular period need to be studied carefully so that a decision is made. A cost benefit 

analysis is developed in order to respond to the identified questions. 

    Direct  Indirect  

Benefit 

($110,751) 

Revenue 

$20,000 

Change the employee 

work performance 
$10,000 

Faster system 

$15,384 

Better reporting options 
$12,000 

Reductions 

$16,747 
Canceled vendors 

$15,200 

Staff time such as being free 

to handle other issues 
$21,420 

Cost  

($60,000) 

New 

Implementation 
Out of pocket cost Technical challenges 

$30,000 $10,000 $20,000 

 

The above matrix displays the benefits as well as costs associated with the deployment 

of a new HRIS system in general. The challenges stemmed in the cost justification of the 

HRIS is due to quantification of some items while others are forgotten and as such the grocery 

will be required to observe both indirect and direct benefits and the cost associated. A number 

of companies are always concerned if the system may increase the revenue; in terms of direct 

benefits, the revenue will increase because the HRIS will operate faster hence giving room for 
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quicker reporting. The job performance of the workers will progress due to a system that is 

efficient. 

 On the other hand, the indirect benefits will see the firm save some money on the 

payment of the external or outside vendors to perform the work. The most effective and 

efficient system will permit the staff more time in dealing with more challenging issues or 

tasks. The expense associated with the implementation of a new system is also of great 

importance. Therefore, a firm will be required to do research in various options in order to 

identify the better system that fit its operations. On the side of direct benefits, there is the 

presence of out of pocket cost of acquiring the system as well as the hardware like modems, 

monitors, and software. In terms of indirect benefit, there is staff training to acquire skills in 

operating and running of the system as well as a technical issue which may be involved with 

the obtaining of the system and running. The firm will be able to save $110,751 from the 

deployment of the HRIS program. 

HR Metrics 

These factors may sometimes be overlooked by other businesses that assume to be 

complicated to handle. They have the potency to unveil the weaknesses as well as strengths in 

the firm and allowing the manager to focus on the areas that need to be improved and the ones 

that can be explored vividly (Dery, Grant, Hall, Wailes & Wiblen, 2013). For the case of this 

grocery, the following are the best HR metrics that should be employed to add value to the 

entity: 

Cost per hire; this is one among the rampant HR metrics and has the potency to highlight the 

costs of hiring new employees within the grocery. The firm should consider these metrics for 

it to have a clear understanding of the expenses associated with hiring new workers. 
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Revenue per employee; the firm should consider these metrics as it is able to help it unveil the 

amount each employee is earning for the firm.  This will be essential to point out how much 

earnings will the entire employee’s force earn to the firm within a certain period of time. 

Benefit cost; these metrics will enable the firm an overview of the benefits package may cost 

the company per worker. This will be essential for the firm to have a clear picture of the 

benefits package regarding its workers. 

Absence rate; the firm should be able to take these metrics into consideration as it will enable 

it to account for the number of days the workers are missing and such may indicate the 

worker’s rate of satisfaction. It is of importance to know how many days the workers are 

missing so that the payout is calculated accordingly. 
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