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CHAPTER 1 

INTRODUCTION 

 

1.1 Background of the Study 

Human Resources Information System or HRIS (Sometimes referred to as a human 
resource management system or HRMS) is “design to quickly fulfill the human resources 
management (HRM) informational needs of the organization” (DeCenzo et al., 2013, p.123). 
DeCenzo et al., also defined, HRIS is a computerized system that assists in the processing of 
HRM information as well as is a database system that keeps important information about 
employees in central and accessible location even information on the global workforce. 
According to Henderisk and Boudreau (1992, p.17), HRIS is the composite of data bases, 
computer applications, hardware and software necessary to college, record, store, manage, 
deliver, present, and manipulate data for HR. In recent years, roles of HRIS have increasing and it 
is more complex of HR tasks. Therefore, HR professionals also decide to use HRIS in order to 
optimize their HRM’s potential. In many cases, HRIS could be the significant tool for HRM to 
gain a competitive advantage as well. 

In this study, researcher chooses InterContinental Hua Hin Resort in order to be a case 
study of using HRIS software for this paper because there is properly organization that suitable to 
make a research and development; size, amount of employees, and budget etc. In addition, due to 
researcher used to train at there before so some information in this research come from 
experiences of researcher directly as well as, in the other hand, researcher also noticed some 
unstable of using HRIS software in InterContinental Hua Hin Resort so it could demonstrates 
problems or limitation of HRIS software when using HRIS software as well. 
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1.2 Statement of Problem 

 

 

 

 

 

 

 

 

 

 

Human resources management is a subset of the study of management that focuses on 
how to attract, hire, train motivate, and maintain employees. (DeCenzo et al., p.4, 2013) There are 
4 functions in human resources management that manager have to emphasize to planning, these 
are staffing, training and development, motivation, and maintain. To planning, need to analysis of 
information in the related part such as when managers have to planning for staffing, they need the 
information in term of any candidates who came to apply a job as well as current employees’ data 
in order to recruit and promote respectively, then it is difficult to find when the document which 
they need has storage as file on shelve. Therefore, HRIS might be helpful solution for this 
problem; easy to pull out the data and information and less likely missing data. Moreover, many 
features of the software could improve human resources management’s potential as well. 

 

 

Figure 1.2 Statement of Problem 
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1.3 Purpose of the Study  

The main purposes of this paper are, firstly, to clearly understand through advance of 
Human Resources Information System (HRIS). Second, to identify benefit and drawback 
including limitation of HRIS software. Finally, to determine, is the company suitable and valuable 
for the HRIS software or not? , and factors that related such as size of the organization, amount of 
employees as well as company’s budget. 

 

1.4 Significant of the Study 

HRIS is software that designs for optimizes human resources management in order to 
arrangement and management in term of HR’s tasks. Researcher expects that, the result of this 
study could increases clearly understanding, How HRIS is a significant tool for human resources 
management? And also provides the result after comparing between before and after using HRIS 
in the company; benefit and drawback including limitation of the software. Therefore, this study 
could be a guide for reader to understand how HRIS could optimize HRM in an organization. 

 

1.5 Limitation of the Study 

Limitation of this study is there are several HRIS software in the market and any 
software have own different point such as advantage or limitation; some software can manages 
some task which is complicate whereas other software cannot. Therefore, in this study, researcher 
has a chance to test and use just a software of all; that is Orisoft (used by InterContinental Hua 
Hin Resort), so it might not clearly identify cover all HRIS software in the market, and the 
problem that happened during use HRIS software is, it cannot guarantee that, it is a real drawback 
of all HRIS software because perhaps if the company switch to other software, the drawback that 
we saw might be an advantage as well. 

Moreover, HRIS is specific software for human resources management that was used by 
only human resources department. Therefore, to college the data, researcher can do by deeply 
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interview and the respondents are only staffs in human resources department so it is not diversity 
of perspective. 

 

1.6 Scope of the Study 

This study focuses on HRIS software which is specific software that design for human 
resources management. Researcher decides to use qualitative data in order to collage the 
information by make in-depth interview with 5 staffs in human resources department at 
InterContinental Hua Hin Resort, Prajuabkirikhan, Thailand. And the period of the interview is on 
March, 2014. 

 

1.7 Basic Assumption 

Before decide to use HRIS software,  

1. Before using HRIS, Human Resources Department of InterContinental Hua Hin Resort 
must record anything by manual such as time attendant, leave record, compensate record 
as well as overtime record etc. Therefore, after using HRIS software, many tasks these 
are complication will be done with many benefits when using the software. 

2. Human Resources Department of InterContinental Hua Hin Resort spends 1/3 of office 
spaces in order to keep employees information (Document), before using HRIS software, 
human resources department have to separates some area to keep files and documents 
that including current employees information, candidates information as well as other 
data. Therefore, HRIS can be a tool for helps human resources department to save their 
office area more because HRIS is automatic software in order to keep and arrange files as 
well as documents into the company’s data base. 

3. In term of calculation tasks which is complicate such as employees’ salary, services 
charge and other payrolls, there need many information including data to support e.g. 
time attendant, overtime record, compensation etc. so it is rather difficult when perform 
these tasks by manual. Therefore, HRIS could connect all necessary information for 
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calculation as well as HRIS provide auto-calculation function as well so It will be easier 
when HR professionals decide to use it. 

 

1.8 Definition of terms 

There are many words these are specific words of human resources management, 
therefore, in order to clearly and same understanding, the following are definition of words which 
are often use in the study;  

Human Resources (HR) 

Human Resources (HR) is a department in an organization that has a role to manages the 
administrative aspect of the employees in the organization such as recruiting, selecting, training, 
labor relations, payroll, compensation, and retirement. (Shani and Tesone, 2010) as well as human 
resources department helps to defines solutions to problems of workforce utilization, 
organizational development, performance measurement, and adaptation to evolving business 
demands as well (Rodger et al., 1998) 

Human Resources Management (HRM) 

Human resources management (HRM) is a subset of the study of management that 
focuses on how to attract, hire, train motivate, and maintain employees. (DeCenzo et al., p.4, 
2013) 

Human resources information system (HRIS) 

HRIS is a computerized system that assists in the processing of HRM information as well 
as is database system that keeps important information about employees in a central and 
accessible location even information on the global workforce. (DeCenzo et al., 2013, p.123) 
According to Henderisk and Boudreau (1992, p.17), HRIS is “the composite of data bases, 
computer applications, and hardware and software necessary to college/record, store, manage, 
deliver, present, and manipulate data for HR”. 
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Information system 

An integrated set of components for collecting, storing, processing, and communicating 
in formation. Business firms, other organizations, and individuals in contemporary society rely on 
information system to manage their operations, compete in the marketplace, supply services, and 
augment personal lives. For instant, modern corporations rely on computerized information 
systems to process financial accounts and manage human resources; municipal governments rely 
on information systems to provide basic services to its citizens; and individuals use information 
systems to study, shop, bank, and invest. (dictionary.com, 2013) 

Database  

A database is a collection of information organized to provide efficient retrieval. The 
collected information could be in any number of formats (electronic, printed, graphic, audio, 
statistical, combinations). There are physical (paper/print) and electronic databases. 

A database could be as simple as an alphabetical arrangement of names in an address 
book or as complex as a database that provides information in a combination of formats. (What is 
a database?, 2013) 

 

1.9 Research Question  

 (1) How HRIS is a significant tool for human resources management? 

(2) What benefit and drawback that found after using HRIS? 

(3) How HRIS relates with HRM functions? 

 

 In conclude, the introduction provides the purposes, significant, limitations as well as 
definition of term of this study, these are the important things that the reader should know before 
read the next chapter because it could assists the reader to understanding, why this research was 
happened. 
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CHAPTER 2 

LITERATURE REVIEW 

 

Nowadays, human resources is a major department in the organization which is very 
important and play as a significant role in hospitality. Human resources management in 
hospitality is not performs just recruitment and selection as previously; personnel department in 
the mid-1960s (Tanke, 2001) were often perceived as the health and happiness crews including 
hiring and employment practices, but today, they have become more technical and require 
employees with greater skills in training and developing skills according to Shani and Tesone 
(2010) that proposed responsibility of modern HR department that “manages the administrative 
aspects of the employees, such as recruitment, selection, training, labor relations, payroll, 
compensation, and retirement” 

With the development of ICT, technology became to increasingly significant tool for 
organizations to increase efficiency of company’s operation in the twenty-first century that know 
as “digital era”. (Doc et al., 2012) According to Kassim et al., (2012) they suggested, the most 
impacting organizations and employees today is technological change as well as they suggested 
more that “information technology (IT) has grown substantially in recent years and driven much 
of this change”. Many organizations adopt their strategies by apply new technology into their 
company for increase potential to achieve the goals.  

Due to role of human resources has increasing and technology has developing, HRIS or 
human resources information systems became an essential tool for HRM in order to assist and 
improve potential of HR operation by benefits from using HRIS. 

HRIS is computerized system or database system that keeps important information about 
employees in central and accessible location even information on the global workforce (DeCenzo 
et al., 2013, p.123) and can improve administrative efficiency through faster information 
processing, improve employee communications, greater information accuracy, lower HR costs 
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and overall HR productivity improvements. (Kassim et al., 2012; Dery et al., 2009; Wiblen et al., 
2010) 

 

2.1 Company’s background 

InterContinental is an international luxury brand of hotel and resort is under 
InterContinental Hotel Group (IHG); a British multinational hotels company headquartered 
in Denham, UK. IHG is one of the world's leading hotel companies which have 687,000 rooms in 
over 4,600 hotels in nearly 100 countries and territories around the world. IHG operates nine 
hotel brands, its brands include InterContinental, Crowne Plaza, Hotel Indigo, Holiday Inn, 
Holiday Inn Express, Staybridge Suites, Candlewood Suites, EVEN™ Hotels and HUALUXE™ 
Hotels and Resorts. The brand’s ethos is to provide insightful, meaningful experiences that 
enhance our guests’ feeling that they are in a global club. (ihgplc.com, 2014) 

InterContinental Hua Hin Resort is a luxury resort where is located in Hua Hin, 
Prajuabkirikhan, Thailand. The resort has 119 rooms including three beachfront villas with 
private plunge pools and a range of suites. There are six restaurants and bars at there. 

There are 220 employees in 9 departments in the organization, these are front office, 
housekeeping, food and beverage, human resources, sales and marketing, accounting , 
engineering, administrator and general, and spa. 

 

2.1.1 History  

2013 marked 10 years since InterContinental Hotels Group PLC (IHG) became a 
standalone company. Today, we are one of the world’s leading hotel companies with almost 
4,700 hotels in nearly 100 countries and territories, and a portfolio of nine preferred brands that 
have a deep history and heritage. Highlighted below are just some of the milestones, 
achievements and innovations that have come to define IHG and our family of brands 1777: 
William Bass sets up a brewery in Burton-on-Trent. The Bass business thrives, developing into 
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one of the UK's leading brewers.1876: The Bass red triangle becomes the first trademark to be 
registered in the UK. (ihgplc.com, 2013) 

- 1777 The story begins...It all begins in 1777 when William Bass opens a brewery in 
Burton-on-Trent in the UK. Bass makes its move into the hotel industry in 1988, buying 
Holiday Inn International. The conglomerate sells Bass Brewers and the Bass name in 
2000 and changes its name to Six Continents PLC. 

- 1946 InterContinental® Hotels & Resorts The founder of Pan American Airways has a 
vision to bring high-quality hotel accommodation to the end of every Pan Am flight 
route. This leads to the first InterContinental hotel opening in Belém, Brazil in 1949. 
Bass acquires the InterContinental brand in 1998, adding it to our brand portfolio. 

- 1952 Holiday Inn® Kemmons Wilson’s vision of an innovative hotel brand people could 
trust leads to the first Holiday Inn opening in Memphis, Tennessee in 1952. Bass 
acquires part of the business in 1988 and the remainder in 1990. 

- 1965 Holidex® Launch of HOLIDEX, the world’s first computerised hotel reservation 
system – the first programme to connect directly with travel agents and airlines. 

- 1983 Crowne Plaza® Hotels & Resorts Launch of the Crowne Plaza brand, focused on 
business travellers. 

- 1990 Holiday Inn Express® Launch of the Holiday Inn Express brand aimed at smart 
travellers.  

- 1997 Staybridge Suites® Launch of the Staybridge Suites brand – IHG’s extended-stay 
brand for travellers who spend an extended time away from home and prefer a warm, 
home-like and community environment.  

- 2003 Candlewood Suites® Acquisition of the Candlewood Suites brand – IHG’s 
extended-stay brand in North America aimed at providing guests with a relaxed, casual 
and home-like environment at a great value. 
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- 2003 InterContinental Hotels Group PLC On 1 October 2002, Six Continents PLC 
announces a proposed separation of the Group’s hotels and soft drinks business (to be 
called InterContinental Hotels Group PLC) from the retail business (to be called 
Mitchells & Butlers plc), and the return of £700m of capital to shareholders. The process 
completes on 15 April 2003 – InterContinental  

- 2004 Hotel Indigo® Launch of Hotel Indigo, IHG’s boutique brand, with the first Hotel 
Indigo opening in Atlanta, US in 2004.Hotels Group PLC becomes a separate company 
listed on the LSE and NYSE. 

- 2005 Britvic disposal IHG announces the disposal of its 100% holding in the soft drinks 
business, Britvic plc. 

- 2006 IHG® Academy Launch of IHG Academy, a pioneering collaboration between IHG 
hotels and offices and education providers and/or community organizations providing 
local people with skills development and employment opportunities in IHG hotels and 
corporate offices. 

- 2006 Room to be yourself Our employer brand giving people Room to be yourself is 
launched. 

- 2007 Holiday Inn Resort® As part of the $1bn Holiday Inn relaunch, Holiday Inn Resort, 
a new sub-brand of Holiday Inn, is developed, offering the perfect destination for family 
fun and relaxation. 

- 2008 Holiday Inn Club Vacations® Announcement of the Holiday Inn Club Vacations 
brand, a result of an alliance between IHG and the family of Orange Lake Resorts, 
Kemmons Wilson and the Wilson family.  

- 2009 IHG Green Engage® Launch of IHG Green Engage, our online system to help us 
measure, monitor, manage and report on energy, carbon, water and waste to develop and 
operate more sustainable hotels. 
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- 2011 IHG® Shelter in a Storm Programme Launch of the IHG Shelter in a Storm 
Programme, equipping our hotels to respond quickly and effectively in times of disaster, 
providing vital assistance and shelter to the local community and our employees. 

- 2012 EVEN™ Hotels Launch of the EVEN brand, which meets the large and growing 
demand for a hotel brand to help wellness-minded travellers maintain their balance on the 
road. 

- 2012 HUALUXE® Hotels and Resorts Launch of the HUALUXE brand, as the world’s 
first international hotel brand designed specifically to suit the taste and sensibilities of the 
Chinese guest. 

- 2012 London 2012 Olympic and Paralympic Games In 2012, Holiday Inn and Holiday 
Inn Express are the official hotel provider to the London 2012 Olympic and Paralympic 
Games. 

- 2013 IHG® Rewards Club Originally launched in 1983 as Priority Club® Rewards, our 
loyalty programme is the oldest and largest in the industry. In July 2013, we relaunched 
the programme as IHG Rewards Club, offering enhanced benefits for members, including 
free internet access across all our hotels globally. 

          Source: http://story.ihg.com/ 

 

2.1.2 Human Resources department’s background 

Human resources department of InterContinental Hua Hin Resort has 5 permanent staffs and a 
trainee in some period. All staffs respond any tasks that cover all of HRM; staffing, training and 
development, motivation, and maintenance. There are separate in two main sections under a 
director of human resources, these are human resources and training. 
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2.1.3 Organization chart, tasks list 

 

 

 

 

 

 

 

 

2.1.3.1 Director of Human Resources 

Director of human resources or DHR is a top level staff in human resources department, 
there is a management team of the company. Main tasks are planning, controlling, monitoring 
cover all parts of human resources department.  

Job Summary – (Role Summary)  

Manages the Human Resources function of the Hotel by developing the strategy aligned 
to the hotel’s mission, goals and objectives.  

Essential Duties and Responsibilities – (Key Activities of the role)  

Develops the hotel’s HR strategy in conjunction with the mission, goals and objectives of 
the hotel and presents to Executive Committee.  

Establishes at the property, the IHG HR framework including:  

- The organization structure  

Director of Human 
Resources 

Assistant Human 
Resources Director 

 

Talent Development 
and Quality 
Continuous 

Improvement 
Manager 

Training Coordinator 

 

Human Resources 
Supervisor 

Figure 2.1.3 Organization chart of InterContinental Hua Hin Resort 
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- HR Policies and Procedures  

- Recruitment system  

- Induction and Orientation procedures  

- Training procedures  

- Performance Appraisal system  

- Transfer and promotion procedures  

- Develops a hotel succession plan.  

- Designs HR forms, documents and processes.  

- Develops staffing policies in line with IHG guidelines.  

- Conducts training for manages in HR specialty areas. (recruitment; effective roster 
costing; appraisals, etc)  

- Assist Department Heads in customizing Job Descriptions.  

- Develops a reward and recognition system.  

- Perform the role of adviser, consultant and councilor to management and staff. 

- Develop strategies to correct operational problems relating to staff. (including 
absenteeism, turn over, retention, morale etc)  

- Manage industrial relations issues of the hotel.  

- Manage workers compensation and rehabilitation and medical insurance.  

- Manage the hotel’s superannuation scheme.  

- Develop and implement procedures for handling disciplinary and grievance interviews.  
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- Establish relationships with external organizations including government training. 
agencies; training consultants; private training providers and professional associations.  

- Provide advice to the General Manager which will assist in the meeting of strategic 
objectives.  

- Manage the legal issues of the department.  

- Respond to requests for information from internal and external sources, including 
Corporate Office.  

- Maintain remuneration scales in accordance with financial objectives.  

- Plan bonus, commission and incentive schemes for relevant staff.  

- Ensures comprehensive and regular staff communication sessions.  

- Prepares efficient work schedules considering the hotel and labor requirements.  

- Approves leave after considering hotel requirements.  

- Works with Director of Finance in the preparation and management of the Department’s 
budget. 

 

2.1.3.2 Talent Development and Quality Continuous Improvement Manager 

Job Summary – (Role Summary)  

Responsible for managing the hotel’s training function, including developing a 
complement of qualified departmental trainers and establishes a hotel system for generating 
training data and evaluating results. The Talent Development Manager position impacts on the 
skills, knowledge and attitudes of every hotel employee and ensures the availability and use of 
effective resource.  
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Perform a variety of coordination and administrative duties for the Quality & Continuous 
Improvement. Support the execution of projects and ongoing assignments in support of the 
business operations of the hotel and the brand compliance.  

Essential Duties and Responsibilities – (Key Activities of the role)  

Analyze training needs of the hotel in general and individual departments, and develop 
strategies which address needs. 

Familiarize yourself with the IHG HR and Training Standards, localizing where 
necessary.  Ensure effective training programs are in place for the following:  

- New Employee Orientation  

- Train the Trainer  

- Customer Service Training  

- Technical job specific training (through certification of departmental standards and 
procedures)  

- Supervisory Skills Training  

- Management Development  

- Fire, Life and Safety Training  

- Employee retraining  

- Monitor the progress of the Training Business Plan for each department to ensure that the 
training objectives are being achieved. 

- Maintains all hotel training records. 

- Design, produce and implement training programmes which meet specific departmental 
needs in conjunction with Department Heads, ensuring that training session plans are 
structured and that training is effective.  



 
 

16 
 

- Attend departmental training session and critique performance. 

- Assist Department Trainers in preparing and conducting departmental training and assess 
accordingly.  

- Obtain a network of specialist training professionals who can assist with the conduct of 
training programmes for advanced or specialist training. 

- Ensure that Department Heads abide by their responsibilities of employee training 
against departmental SOPs. 

- Produce monthly training reports for your Manager and the General Manager  

- Liaise with other IHG Training Managers to share experiences and resources  

- Liaise with educational institutions conducting hospitality and training courses  

- Maintain current information and records of suppliers of training resources and materials  

- Provides input for probation and formal performance appraisal discussions to Line 
Managers in line with company guidelines. 

- Coaches, counsels and disciplines staff, providing constructive feedback to enhance 
performance  

- Regularly communicates with staff and maintains good relations  

- Works with Superior in the preparation and management of the Department’s budget  

- Performs coordination activities as well as 1st line help desk to hotel on:  

- Guest Satisfaction  

- Employee Survey  

- Continuous Improvement  

- Quality Evaluation Manager  
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2.1.3.3 Assistant Human Resources Director 

Job Summary – (Role Summary)  

To assist the Director of Human Resources in handling the HR tasks including employee 
relations, welfares and benefits as well as payrolls follows organization’s policy and legal. 

Essential Duties and Responsibilities – (Key Activities of the role)  

- Familiarizes and enforces the IHG HR framework. 

- Familiarizes and enforces local HR policies and procedures. 

- Liaises with individuals outside the hotel including, but not limited to, employee benefits 
representatives, attorneys, applicants, government officials, colleges and universities, 
competitors and other members of the local community. 

- Manages Human Resource Department, ensuring compliance with all Corporate, area 
and hotel policies and procedures; and current local and government regulations 
pertaining to employment practices. 

- Assists the Human Resource Director, where appropriate, in the development and 
preparation of the Hotel’s Strategic Plan, Marketing Plan and Goals Programme. 

- Ensures clear lines of communication exist to disseminate information affecting 
employer - employee relations, employee activities and hotel policies and programmes. 

- Prepares and submits periodic reports for management’s use in accordance with 
Corporate and government requirements, such as turnover reports, personnel inventories, 
absenteeism reports, health and safety, accident reports etc. 

- Maintains and updates files on employee records, legal documents and other Personnel 
matters, efficiently and confidentiality. 

- Maintains effective communications at all levels of management and staff. 
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- Assists in maintaining and creating a positive atmosphere within the hotel that allows for 
open two way communication that ensures morale and productivity reach the highest 
possible levels. 

- Develops and implements recruiting and screening systems and procedures in order to 
attract qualified candidates for position vacancies. 

- Ensures all new employees attend the hotel’s Orientation Programme in accordance with 
ICHG guidelines.  

- Monitors the administration of the Performance Appraisal Programme and acts in an 
advisory capacity to hotel department heads on the process. 

- Participates in the ICHG Management Development and Succession Planning process by 
recommending candidates as appropriate.  

- Regularly analyses hotel manpower requirements and recommends selection and 
development activities to meet those requirements. 

- Contributes to the development and implementation of improved methods of work and 
better utilization of staff in all areas. 

- Counsels hotel personnel as needed in areas such as career planning, training and 
development, employee/personal relations and legal issues related to personnel. 

- Ensures applicable laws, regulations, IHG policies and procedures, and union agreements 
are followed in relation to Grievance and Disciplinary procedures. Consults with 
department heads on appropriate actions and recommends to management final action to 
be taken. 

- Implements and monitors an effective employee relations and welfare programme in the 
hotel. 

- Participates in developing and implementing programmes to ensure employee security 
and safety. 
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- Ensures all staff facilities are maintained in good order and meet hotel’s cleanliness 
standards. 

- Deals with all problems relating to individuals in an understanding, caring and 
confidential manner. 

- Ensures all staff are aware of company benefits and make these available. 

- Reviews hotel benefits and compensation levels in comparison with service sector 
competitors and makes recommendations to ensure the hotel remains competitive within 
the local employment market as appropriate. 

- Monitors present and future trends, practices and systems in the personnel field and 
makes recommendations as appropriate. 

- Serves as a member of the Union negotiating team and actively participates in the 
establishment of Union agreements. 

- Oversees the implementation and administration of Union agreements. 

- Maintains control of Pension plans and safeguards both Company and staff interests. 
Ensures that all Government Regulations are adhered to. 

 

2.1.3.4 Human Resources Supervisor 

Job Summary – (Role Summary)  

To implement HR policies and HR systems framework as directed by your superior 
whilst maintaining good employee relations. Promotes the desired work culture around the five 
core values of Trust, Integrity, Respect, One Team and Service of the InterContinental Hotels 
Group and the brand ethos.  

Essential Duties and Responsibilities – (Key Activities of the role)  

- Interview Line Associates.  
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- Liaison with recruitment agencies and hotel schools.  

- Co-ordinate work experience programs.  

- Manage the on-line recruitment through the Hotel Web Site.  

- Site inspections for schools, colleges, and universities.  

- Correct and timely placement of internal and external advertisements.  

- Conduct exit interviews and provide feedback on reasons for turnover. 

- Adherence to pre, during and post employment checklists.  

- Ensure Staff and Manager awareness of HR Policies and procedures.  

- Ensure information relating to industrial instruments is readily available to all Staff and 
Managers.  

- Assist managers in developing work practices that are in line with OH &S policies.  

- Manage performance management system and cycle of recruitment, induction, training, 
development, and succession for Levels 10 - 8 and ensure process is adhered to for other 
positions.  

- Assist with line staff counseling and career management.  

- Assist line managers in the recruitment, induction, training, development, and succession 
for levels 3- 6.  

- Adhere to time frames established by Head Office. 

- Works with Training Manager or designate to Co-ordinate training such as:  

- First Aid Courses, OH&S, Workplace Rehabilitation courses.  

- Issue invitations to attend internal and external programs  
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- Maintain records of training attendance  

- Implement Orientation  

- Promote and facilitate cross training, job rotation, and multi skilling  

- Conduct training for line Associates  

- Initiate programs which foster good work relations such as social club and consultative 
committees.  

- Maintenance of employee files.  

- Maintenance and administration of OH&S work place cases, as well as the management 
of rehabilitation programs.  

- Data Base Management.  

- Manage standardised responses to correspondence.  

- Assists in maintaining a comprehensive, current and guest focused set of departmental 
standards and procedures and oversees their implementation through ongoing training.  

- Prepares and administers detailed induction program for new staff.  

- Provides input for probation and formal performance appraisal discussions in line with 
company guidelines.  

- Coaches, counsels and disciplines staff, providing constructive feedback to enhance 
performance.  

- Regularly communicates with staff and maintains good relations.  

- Take responsibility in apply hotel safety & security standard into daily operation.  

- All jobs assigned by supervisor. 
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2.1.3.5 Training Coordinator 

Job Summary – (Role Summary)  

To assist the Training & QCI Manager in handling the Training tasks including 
Conducting Training Sessions, Administration, as well as Quality Continuous Improvement tasks.  
Essential Duties and Responsibilities – (Key Activities of the role)  

- To ensure, coordinate and liaise with concerned departments concerning the preparation 
of training sessions.  

- To assist Training and QCI Manager and conducting training for line associates such as 
orientation for team members and Trainees, InterContinental – You Bring it to Life and 
other related courses. 

- To assist Training and QCI Manager to conduct and to prepare training materials for in-
house mandatory training courses.  

- To prepare the monthly “ Training Development Plan” to be ready for announcement 
before the 1st of the month. 

- To input & maintain an updated record of training attendance in the system (Orisoft)  

- To assist Training and QCI Manager to prepare training report before the 5th of every 
month. 

- To administer and liaise with Department Heads for Departmental Training Records as 
well as to keep the record updated. 

- To assist Training and QCI Manager to conduct training observation on departmental 
skills training  

- To administer with Student Trainee Procedure and to help conduct monthly Trainee 
Meeting  
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- To prepare monthly Student Trainee Report and submit to Training and QCI Manager 
before the 5th of every month. 

- To assist in Site inspections for schools, colleges, and universities  

- To communicate with staff and trainees regularly and maintains good relations 

- To assist Training and QCI Manager in QCI administrative works  

- To maintain and update information and any announcement on the notice board  

- To assist Training and QCI Manager in compiling information to produce “IC Hua Hin 
Connected” Newsletter on a quarterly basis.  

- To assist Training and QCI Manager to prepare supporting documents for Skill 
Development required by the Labor Law.  

- To assist on Human Resources Function’s as needed  

- To assist in organizing staff social activities  

- To assist in compiling ad-hoc projects as required  

- To perform any duties as assigned by the Training and QCI Manager and/or Director of 
Human Resources. 

- Take responsibility in apply hotel safety & security standard into daily operation.  

- All job assigned by Superior. 

 

2.1.4 HRIS in the InterContinental Hua Hin Resort (Orisoft) 

Orisoft is the HRIS software that was establishment since 1987, there has been a leading 
Human Capital Management Solution provider through cutting-edge products and services such 
as Human Resource Management System, Time Management System, Payroll 
System and Employee Self Service solutions for both the local and international markets. Orisoft 

http://www.orisoft.com.my/en/solutions/hr-management
http://www.orisoft.com.my/en/solutions/time-attendance
http://www.orisoft.com.my/en/solutions/payrol
http://www.orisoft.com.my/en/solutions/payrol
http://www.orisoft.com.my/en/solutions/employee-self-service
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web-based technology solutions empower small and multi-national businesses to operate 
efficiently in the area of people management so that organizations can focus on what they do 
best: Growing their brands. As a prominent industry leader, Orisoft goes beyond meeting the 
standards of the industry; “we set new heights to stay ahead of the competition” (orisoft.com, 
2014). By staying ahead, Orisoft ensure that their products and services are one of the most 
sought-after in the market. (orisoft.com, 2014) 

Orisoft has several solutions to provide their customer; payroll, human capital 
management, time management system, employee self service, business analytics, and 
outsourcing. One of them; Time management system or TMS, is a solution system of Orisoft that 
HR department in InterContinental always use. It is useful and related with all functions of HRM 
in the organization when HR decided to use. 

 

2.2 Human Resources Department in Hospitality  

Tanke (2001) said, “How do you get your employees, your people, your human 
resources, to be the best they can be?; The best dishwasher, the best front desk clerk, the best 
bartender, the best bell person, the best prop cook, the best housekeeper?” Therefore, to get those 
people to be our staffs, human resources skills increasingly became to the significant thing. Tanke 
(2001) suggest more, since the late 1980s human resources has been the single most important set 
of skills for a manager to have, and will continue to be as far beyond the year 2000 as we can see. 

Human resources is a department that was established in organizations in hospitality for 
decades. In the past, before come to human resources people knows this function as man power, 
and personnel administration or personnel department. Human resources management in 
hospitality is not performs just recruitment and selection tasks but, to get advantage in 
competitive HR managers need to respond in term of training and developing skills of their 
employees with the new technology also. Moreover, they have to respond and manage their 
employees concerns by focuses on interpersonal relations skills, motivational techniques as well 
as legislative changes that became increasingly important (Tanke , 2001) 
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Role of human resources management in recent years including in the past has never 
been important as nowadays (Raub and Alvarez, 2006) because today, HR professional play a key 
role in making a business successful (Raub and Alvarez, 2006; Ulrich, 1998) According to 
DeCenzo (2013, p.31); today, human resources professionals are important elements in the 
success of any organization. Human resource department head, once a single individual heading 
the personnel function, today may be a senior vice president sitting on executive boards and 
participating in the development of the overall organization strategy. (DeCenzo, 2013, p.31) 

Nowadays, traditionally, the HR department manages the administrative tasks of the 
employees, such as recruitment, selection, training, labor relations, payroll, compensation, and 
retirement. (Shani and Tesone, 2010) According to DeCenzo (2013, p.31); HRM consists of four 
basic functions; (1) staffing or hiring people, (2) training and development or preparing them, (3) 
motivation or stimulating them, (4) maintenance or keeping them. Another source, Tanke (2001) 
proposed similarly, “human resources management as the implementation of the strategies, plans, 
and programs required to attract, motivate , develop, reward, and retain the best people to meet 
the organizational goals and operational objectives of the hospitality enterprise.” 

As part of strategic HR responsibility, HR assists decision makers in evaluating where 
the organization currently stands, deciding where the organization wants to be in the future, 
developing a plan to achieve those goals, implementing the plan, and checking process toward 
those goals. A successful plan will achieve a competitive advantage and efficiently utilize 
organizational resources, including human resources, in achievement of those goals. The 
advantage is that with a specific goal and a clear plan, the organization and the HR department 
can make better decision regarding how to focus efforts on achieving the goal on daily basis, 
resulting in less wasted effort and resources. (DeCenzo, 2013, p.31) 

Strategic human resource management creates a clear connection between the goals of 
the organization and the activities of the people who work there. All employees should see the 
link between their daily tasks and achievement of a purpose or goal. (DeCenzo, 2013, p.32) 
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2.2.1 Development stages of HRM 

In order to understand role of HRM from the past to the present, there are development 
stages of HRM that developed when new era has changing; 

Welfare and administration (1900 to 1940s) 

The first stage of HRM, this stage represents an era prior to the establishment of the 
human resource management profession. (Davidson et al., 2011) 

Welfare, administration, staffing and training (1940s to mid 1970s) 

Second stage that moved to incorporate staffing and training as well as is beginning of 
specialist approach to personnel management. (Davidson et al., 2011; Nankervis et al., 2008) 
Human relations theory, scientific management as well as behavioral has emphasized by HRM in 
this stage.  

HRM and strategic HRM (mid-1970s to late 1990s) 

This is the third stage that focuses on quality and strategic outcome of HRM; influence of 
“excellence” theories, total quality management (TQM), strategic focus on organizations’ overall 
effectiveness, and increased employment legislation. (Davidson et al., 2011) 

SHRM in the new millennium 

This stage is the new millennium in HR that focus on high performance workplaces, 
more attention to international HR models as well as emphasis on talent management, knowledge 
management and human capital management. (Davidson et al., 2011) 

 

2.3 TQM ( Total Quality Management) 

Total quality management or TQM is a set of practices that focus on meeting and often 
exceeding customer expectations and reducing the cost of defects and errors by tune-up a new 
management system and corporate culture. (Iverson, 2001, p.322) according to Ho and Fung 
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(1994), TQM is a method of removing waste, by involving everyone in improving the way things 
are done.  

Ho and Fung (1994) also defined TQM as “a management way to improve the 
effectiveness, flexibility, and competitiveness of a business as a whole.” 

Another source, The Deming Prize Committee (2007) gave definition that, TQM is a set 
of systematic activities that proceeded by the all parts of organization in order to achieve 
company’s objectives as well as provide high quality of products and services as the level that 
customers will be satisfies at the appropriate time and price. According by Iverson (2001, p.322) 
proposed, TQM is also a way of defining organization culture by emphasizes at customer 
satisfaction as the most significant factor 

Iverson (2001, p.322) suggest more, When companies adopt a corporate wide quality 
improvement program, they involve employees at all levels to determine the best practices, 
performance as well as standards and communicate openly with all employees at all level as well 
as, in term of quality-focused, companies must also empower their employees to do whatever it 
takes to make the guest happy. Finally they must develop a system of management that allows 
them to track their progress. (Iverson, 2001, p.322) According to Ho and Fung (1994), the 
techniques of TQM can be applied throughout a company so that people from difference 
departments, with different priorities and abilities communicate with and help each other. 

To achieve the goals, companies have to implement a significant change process by 
examining their corporate culture that is a personality of their organization. Companies have to 
adopt a team-based system of management that involves employees at all levels in decision 
making and problem solving, suggested by Iverson (2001, p.322) 

In conclusion, researchers gave definitions of TQM in the same way, that is, TQM is a 
set of activities that focuses and concentrates on improving of customer’s satisfaction at 
appropriate time and price while reduce costs, time, and removing waste in the same time. All 
employees in the organization participate with those activities and the organization have to 
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empowers them in order to increase decision-making powers in order to provide any services that 
customer most satisfy. 

 

2.3.1 Implementing TQM 

 Total quality management is not a quick fix or simple solutions. The implementation 
process is costly and can take years to complete. (Iverson, 2001, p.322) According to Leonard and 
McAdam (2002), they suggested, “The strategic important of TQM has been argued for some 
considerable time (at least ten years or more)”.  

 Companies that adopt this process turn themselves upside down, placing customers and 
employees at the top of the hierarchy instead the bottom. When new systems are in place, 
companies often find it all worthwhile due to increased customer satisfaction, employee loyalty, 
and product quality. 

 The following step is a series of steps that must be taken in order to implement total 
quality management principles;  

Step 1: top level involvement: Although TQM is based on bottom-up management where 
decisions made at the top are based on information supplied by front-line employees and 
managers, TQM cannot be successful without complete commitment from top management. 
Successful quality movement are initiated and championed by top management. (Iverson, 2001, 
p.322) 

Step 2: Create a Blue-Ripbon Study Group: Once top management commits to implementing 
TQM, the next step is to form a study group to assess organizational readiness. Led by top 
management, the study group typically consists of an internal or external consultant and key 
department heads. Their change is to assess the culture of the organization and evaluate its 
compatibility to TQM. This group will decide whether the company should proceed with the 
adoption of quality practices (Iverson, 2001, p.322) 
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Step 3: Establish an Action Task Force: if all systems are go and the study group recommends 
processing with TQM, the nest step is to form an internal task force or quality council. This group 
consists of representative members from various departments and includes both line employees 
and managers. The taskforce works together to create a clear vision or philosophy for the 
organization and to develop a specific plan for implementing TQM. They will also identify the 
areas where employee and management training is needed due to expanded skill requirements. 
(Iverson, 2001, p.322) 

Step 4: Implementation: The successful implementation of TQM demands involvement at all 
levels of the organization. AL-though the process is driven by top management, it is implemented 
from the bottom up. This means that line employees and middle managers are completely 
engaged in the process and work together to tackle problems relating to services and customer 
satisfaction. These teams then report to the task force and top management. Additional training 
may be needed to fine-tune decision-making skills and to teach employees how to function as part 
of a team. The TQM process is ongoing, and evaluation and assessment must take place at each 
step. Thus, continuous improvement is made throughout the implementation process (Iverson, 
2001, p.322) 

 There are three important organizational components to success of TQM process 
including long-term success are an organizational culture that supports quality management 
principles, a team-based organizational structure, the involvement and empowerment of employee 
at all levels. (Iverson, 2001, p.322) 

 

2.4 Human Resources Information System (HRIS) 

HRIS software is a computerized system that assists in the processing of HRM 
information as well as is database system that keeps important information about employees in a 
central and accessible location even information on the global workforce. (DeCenzo et al., 2013, 
p.123) According to Henderisk and Boudreau (1992, p.17) they proposed, HRIS is “the composite 
of data bases, computer applications, and hardware and software necessary to college/record, 
store, manage, deliver, present, and manipulate data for HR”. 
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Another source defined as HRIS is a dynamic database and performance information 
about each employee (Duc et al., 2012; Lippert and Swiercz, 2005) this HRIS data base contains 
information on recruitment, applicant qualifications, job specifications, hiring procedures, 
organizational structures, professional development, training costs, performance evaluation, 
workforce diversity, and employee attrition (Duc et al., 2012; Harris and DeSimone, 1994; Miller 
and Cardy, 2000) Similarly, HRIS is “a system used to acquire, store, manipulate, analyze, 
retrieve and distribute pertinent information regarding an organization’s human resourced” 
proposed by Beulen (2008);Tannenbaum (1990, p.27)  

Trend of HRIS has grown since the 1960s (Ngai and Wat, 2004; Lederer, 1994) A survey 
conducted in 1988 (Ngai and Wat, 2004; ball, 2001) showed that 60 percent of Fortune 500 
operations. “HRIS is now used not only administrative purpose but also for strategic and business 
decision- making purposes” suggested by Broderick and Boudreau, (1992); Kossek et al., (1994); 
Kovach et al., (2002). 

Ngai and Wat (2004); Kovach et al., (2002) listed several administrative and strategic 
advantage to using HRIS that according to Becker and Bsat (2002) that suggested, at least five 
reasons why companies should use HRIS as the following; 

- Increase competitiveness by improving HR operation; 

- Produce a greater number and variety of HR-related reports; 

- Shift the focus of HR from the processing of transactions to strategic HRM; 

- Make employees part of HRIS; and 

- Reengineer the entire HR function of companies. 

 

2.5 Role of Human Resources Information System in human resources management 

HRIS is a computerized system (DeCenzo et al., 2013, p.123) that composite of data 
bases, computer applications, hardware and software. (Henderisk and Boudreau, 1992, p.17) It 
plays a significant role as a helpful tool for human resources management. HRIS help and 
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operates HR department in term of database and employees information such as administrative 
tasks; record, store including keep the important information for several purposes such as in order 
to making decision, planning strategic (Broderick and Boudreau, 1992; Kossek et al., 1994; 
Kovach et al., 2002) including promote the employees and in term of payrolls. 

The followings are role of HRM that relates with HRM’s functions. HRM consists of 
four basic functions; staffing, training and development, motivation, and maintenance. (DeCenzo, 
2013, p.31) and HRIS is relevant and plays significant roles in these functions as well; 

Staffing 

There is an activity in HRM that concerned with seeking and hiring qualified employees 
into the organization. (DeCenzo, 2013) 

Candidates may be recruited using either internal or external strategies. Internal 
recruitment strategies e.g. promotion from current staff and transfers from other department) are 
often supported by career planning, skills inventories and internal job-posting systems. Many 
international organizations use sophisticated HRIS to aid in the matching of employee skills with 
job vacancies on a worldwide basis in recruitment process (D’Annunzio-Green, 2002) 

Training and development 

Activities in HRM concerned with assisting employees to develop up-to-date skills, 
knowledge, and abilities. (DeCenzo, 2013) HRIS is database software that provides features that 
relate with training and development function such as professional development, training costs, 
performance evaluation, and workforce diversity. (Duc et al., 2012; Harris and DeSimone, 1994) 
Traditionally, HRIS keeps information and details of employee (inventory report) such as name, 
education, training, prior employment, current position, performance ratings, salary level, 
language spoken, capabilities, and specialized skills, then manager uses these information for 
analysis and planning in term of training and development such as job analysis, training plan, and 
career development (DeCenzo, 2013, p.35, 123). In addition, HRIS provides HR professionals to 
evaluate core activities performance e.g. calculating return on training investment, turnover costs 
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as well as human value added in order to planning strategic for achieve goals. (Shani and Tesone, 
2010; Targowski and Deshpande, 2001) 

Motivation  

Activities in HRM concerned with helping employee exert themselves at high energy 
levels. HR professionals use database and information from “inventory report” to analyze and 
design benefits structure including welfare in order to inspire the employees in organization for 
work as great psychological. (DeCenzo, 2013) HRIS also plays a role of a computerize database 
to stores and manages compensation information in order to planning it on next step. (Beulen, 
2008;Tannenbaum, 1990, p.27)  

Maintenance 

Maintenance is an activity in HRM concerned with maintaining employees’ commitment 
and loyalty to the organization. (DeCenzo, 2013) Since 1960s, role of HRIS was begin 
increasingly important on maintenance tasks, it used by personal management in term of 
automatic payroll, benefits administration including other transaction such as employee record 
etc. (Ball, 2001; Martinsons, 1994) Until now, HRIS also improves administrative efficiency; 
faster information processing, improve employees communications, increase accuracy of 
information as well as increase overall HR productivity and reduce HR’s costs as well. (Kassim et 
al., 2012; Dery et al., 2009; Winlen et al., 2010) According to Shani and Tesone (2010); 
Danilewicz (1997, p.6) using a software can improve efficient payroll processes with saving time, 
accurate payments, and cost reduction. 

 

2.6 Advantage and Barrier of HRIS 

Broderick and Boudreau (1992) identified how HRIS can be effective cost reductions 
tool, as well as can increase quality and customers’ satisfaction through innovation. Moreover, 
HRIS is “a characterized by the time and efficiency saving in computerization of the HR 
function” (Ball, 2001) According to Sadri and Chatterjee (2003) they proposed, “when the HRIS 
function was computerized, faster decision making can be carried out on the development, 
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planning, and administration of HR because data can be much easier to store, update, classify, and 
analyze. In addition, they noted that HRIS can strengthen an organization’s character.” 

In contrast, HRIS also has barriers in order to implementation, according to Beckers and 
Bsat (2002) they suggested that first barrier can be the cost of setting up including maintaining a 
HRIS. Similarly, “a lack of money and support from top management were the biggest barriers to 
achieving the full potential of HRIS”. They suggested more, other challenges were a lack of HR 
knowledge by system designers and the lack of applications and solutions for HR users. Another 
barrier that is one of the biggest problems to managing a HRIS is lacking of information 
technology (IT) support. (Kovach and Cathcart, 1999) 

 

 After read the literature review, first the reader will know the background and history of 
InterContinental, IHG as well as background of human resources department and responsibility 
of each position in the department. And also understand in HRIS, HRM, and Hospitality in term 
of definitions, evolution, and how these relate with each other. Moreover, the literature review 
also provides advantage and barrier of the system as well. Next chapter is the research 
methodology that researcher chooses for collages information in order to uses in this study. 
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CHAPTER 3 

RESEARCH METHOLOGY 

 

This study uses qualitative method in order to collage information because the contents 
of this finding are specific and need to in depth understand through advance of Human Resources 
Information System (HRIS) as well as identify benefit and drawback of HRIS software. So, the 
information that researcher would like to collages is specific information that could response by 
staffs in human resources department who are the persons that often used HRIS and have 
knowledge about the systems. Therefore, general persons except human resources department 
might not have experience and knowledge about HRIS software, perhaps they also have but it 
might not enough. Qualitative research is largely exploratory; researcher might found a new 
factor or finding, while quantitative research tends to be conclusive (Simmonds and Gibson, 
2008). Therefore, the data that received from those persons by interview might be the most 
suitable information in order to making information analysis as well as develop the hypothesis 
also. 

- Create interview questions by getting factors from literature review and objectives of the 
study. 

- Going to InterContinental Hua Hin Resort in order to making interviews on April, 2014 
and collecting data by interview all staffs in the department that used to using HRIS to 
perform HR’s tasks with 13 interview questions. 

 

3.1 Sample 

This study decides to use semi-structured interviews with staffs in human resources 
department in InterContinental Hua Hin Resort; case study of the research. Because it will be 
flexible and able to add the questions during interview for exploratory more information and 
factors, semi-structured interview also flows more like a conversation than a structured interview 
which has set questions as well. 
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This study designs the questions for interview to six groups of questions as the figures above. In 
term of benefit(s) and drawback(s), there are divide to two groups; before using HRIS software 
and after using HRIS software in order to compare the information of both after collaged by 
interviewing.  

 

3.2 Measurement Design – Interview Questions and Table of Specification 

(1) How HRIS improves potential of HRM? 

(2) How HRIS assisted HR department in 4 main functions of HRM? 

a. Staffing 

b. Training and development 

c. Motivation 

d. Maintenance 

(3) What factors influence selecting of HRIS software for the organization? 

(4) What properly size of organization and how many employees that suitable for using 
HRIS? 

(5) What benefit(s) that HR department expects from HRIS before decided to use? 

(6) What drawback(s) and limit(s) of HRIS software which your organization used? (Orisoft) 

(7) How did you carry out with drawback(s) and limit(s) of HRIS software (Orisoft)? 

(8) What problem(s) you get from using HRIS (Orisoft) 

(9) What feature(s) of HRIS software (Orisoft) that is very useful and always used by HR 
department? 

(10) What feature(s) of HRIS software (Orisoft) that rarely used in HRM’s tasks? 
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(11) Do you thing, what will happen if the organization does not use HRIS? 

(12) Do you thing HRIS software which you used (Orisoft) worthwhile with budget that you 
spent or not, why? 

(13) How did you train your staffs in order to using HRIS software effectively? 

 

Questions Items Number of Items 

Role of HRIS  

 How HRIS improves potential of HRM? 

 How HRIS assisted HR department in 4 main functions 
of HRM? 

o Staffing 

o Training and development 

o Motivation 

o Maintenance 

 

 

 

2 

 

 

 

 

1, 2 

 

Factors influence making decision to select HRIS software 

 What factors influence select of HRIS software for the 
organization? 

 What properly size of organization and how many 
employees that suitable for using HRIS? 

 

 

2 

 

 

3, 4 

Benefits and drawbacks (before) 

 What benefit(s) that HR department expects from HRIS 
before decided to use? 

 

1 

 

5 
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Benefits and drawbacks (after) 

 What drawback(s) and limit(s) of HRIS software which 
your organization used? (Orisoft) 

 What problem(s) you get from using HRIS (Orisoft) 

 

2 

 

 

6, 8 

 

Opinion about HRIS 

 What feature(s) of HRIS software (Orisoft) that is very 
useful and always used by HR department? 

 What feature(s) of HRIS software (Orisoft) that rarely 
used in HRM’s tasks? 

 Do you thing, what will happen if the organization does 
not use HRIS? 

 Do you thing HRIS software which you used (Orisoft) 
worthwhile with budget that you spent or not, why? 

 

 

 

 

4 

 

 

 

 

 

 

 

9, 10, 11, 12 

 

 

Solutions and Recommendations 

How did you carry out with drawback(s) and limit(s) of HRIS 
software (Orisoft)? 

How did you train your staffs in order to using HRIS software 
effectively? 

 

 

2 

 

 

7, 13 

Total 13 

 

 

 



 
 

38 
 

3.3 Research Instrument 

Research instruments whish be the tool for collage information of this research are 
observation, action (participation), and in-depth interview.  

3.3.1 Observation  

 As researcher was a trainee in human resources department at InterContinental Hua Hin 
resort in the period July-October, 2013 (4 months), researcher had a chance to observe and 
experience in term of activities of human resources management which including using HRIS 
systems in order to completed HR’s tasks in human resources department e.g. using HRIS for 
administrative tasks such as payroll calculation, time attendant, schedule management, 
compensation including calculation etc. as well as recall the employees data on HRIS system for 
analyze and planning as well. 

3.3.2 Participation 

 More than observation, during researcher was a trainee in human resources department at 
InterContinental Hua Hin Resort, researcher participated with the HRIS software directly by used 
it every day on the job in order to perform the HR’s tasks such as time attendant record and 
compensation calculation e.g. overtime and night or split shift calculation. Therefore, researcher 
got experiences and knowledge about HRIS systems including advantage and drawback of the 
HRIS software which uses in the organization (Orisoft). 

3.3.3 In-depth Interview 

 This study designs thirteen questions for collages information about using HRIS software 
in human resources department at InterContinental Hua Hin Resort. The respondents are five 
staffs in the department; who are the person that used to using HRIS to perform HR’s tasks. The 
questions has designed by researcher for identify cover all area of research questions and 
objective of the research by make interviews for five respondents as the following; 
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Respondent 1: Director of Human Resources 

Respondent 2: Talent Development and Quality Continuous Improvement Manager 

Respondent 3: Assistant Human Resources Director 

Respondent 4: Human Resources Supervisor 

Respondent 5: Training Coordinator  

 

3.4 Collection of Data 

The research requires variety of primary and secondary.  

The primary data of this research had collected the information from in-depth Interview, 
observation, and participation with using HRIS software in InterContinental Hua Hin Resort. 

The secondary data collected from both internal and external, for internal, researcher 
collages information from human resources dat. Another is external, researcher collages 
information from journal and human resources management books as well as journals and 
researches. 

 

3.5 Analysis of Data 

Analysis of data uses the result from research instrument that I said above; these are 
observation, participation, and interviewed but mostly, interviewed result is the major result that I 
will use because the result is rather reliable, due to it come from professional human resources 
who have many experiences directly from using HRIS system. 

However, the researcher will collect the important data that related with the objectives of 
this research such as to clearly understand through advance of Human Resources Information 
System (HRIS) e.g. what is HRIS and how it improve potential of HRM? Another, to identify 
benefit and drawback including limitation of HRIS software e.g. easy to storage and call 
information and increase security of data etc. 
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 This chapter provides the methodology and the instruments that researcher used for 
collage information; the major instruments are observation, participation and in-depth interview. 
Almost of the data come from interviewing. Then content analysis is the followed process that 
researcher did for got the final result in order to uses in next chapter; data analysis and findings. 
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CHAPTER 4 

DATA ANALYSIS AND FINDINGS 

 

The fourth chapter is data analysis processes and findings from in-depth interview of 5 
respondents who are professional human resources in Human Resources department of 
InterContinental Hua Hin Resort.  

In this part, researcher provides data analysis includes findings of In-Depth Interview in 
term of using HRIS as well as provides findings of SWOT analysis of using HRIS and Finding 
summary; comparing the benefits and problem of HRIS before and after using HRIS.  

 

4.1 Data Analysis 

4.1.1 Findings: SWOT of using HRIS  

Strengths  

- Time saving 

- Convenience 

- High data security 

- Calculation and estimation tools 

Weakness 

- Not support in some function that 
HR’s need  

- Complication 

- User do not has knowledge about 
HRIS  

Opportunity 

- High competitive in HRIS software 
market 

- Launching of new feature that more 
useful in the future. 

Threats 

- Unable to access data when server 
down 

- Vender have a lot of customer 
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4.1.2 Finding summary: The conclusion of using HRIS in InterContinental Hua Hin Resort 
SWOT analysis 

Strength point of sing HRIS in HR department can reduces time to perform 
administrative tasks such as keep and storage data as well as time to call information, HRIS 
provides more convenience to performing in HRM’ tasks such as cut off some procedure that 
consume time to complete as well as provides automatically features e.g. calculation and 
estimation tool such as payroll etc. Another, HRIS also provides high data security of significant 
information of HRM because HRIS has backup system that user can restores when the system 
error or some data loss.  

Weakness of HRIS; refer to case study, some function is not support the report that HR’s 
need or some function is not able to adapt or edit. Moreover, there are many functions of HRIS 
software so it might be difficult for new user. (Respondent 3) Some function is too complicate for 
understanding and using such as “report that export from the software is too complicate and 
interface is not attractive e.g. font is too small, few interface information. Moreover, we cannot 
edit back the employees’ schedule so we have to edit as manual in another software” said by 
Respondent 4 

Nowadays, there are many brands of HRIS software in the market, therefore it is an 
opportunity to customer that have a chance to selects the best software that fittest with customer’s 
demand because of high competitive in HRIS software in the market. So, the company might get 
the best fit software and cheapest price in the same time. In generally, vender always launches 
new feature and it might be useful tool for HR in the future. 

Whenever the server was down, it’s a threat of using this system because, it’s unable to 
access any database and need to wait for system reboots only. It can be a big problem if HR needs 
urgent information from the system. In addition, as the vender has a lot of customer, supporting of 
vender might be slow, it’s a threat of the system when the system down or error. 
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4.2 Findings: In-Depth Interview Information 

Table of finding Summary: The Conclusion 

Factor 
Interviewee 

1 2 3 4 5 

 

1. HRIS improves potential of HRIS 

- Staffing 

- Training and development 

- Motivation 

- Maintenance 

2. Factors influence making decision to using 
HRIS 

- Price 

- Feature (fitting with organization’s demand) 

- Easy to use 

- Support service 

3. Benefits from using HRIS software 

- Time saving 

- Convenience 

- Storage information 
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 Estimation tool 

 Calculation tool 

- Data security 

4. Useful feature 

- Time attendant 

- Pay roll 

- Personal profile 

5. Drawbacks and limit of using HRIS software 

- Not support 

- Complicate 

- Cannot access data 

- Software error (some function) 

6. What will happen if the organization does not use 
HRIS 

- Time consuming 

- Inconvenient 

- low data security 

- loss some control 

- Higher expense cost 
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7. HRIS software which you used (Orisoft) 
worthwhile with budget that you spent or not? 

8. Solutions 

- Training 

- Customer support 

- Adaptation 

 

 

Findings come from interview five respondents, some questions has avoided by some 
respondent because they have not use all feature of the system, so the answer might be not 
reliable. The questions are separates to 8 areas; HRIS improves potential of HRIS, factors 
influence making decision to using HRIS, benefits from using HRIS software, useful feature, 
drawbacks and limit of using HRIS software, what will happen if the organization does not use 
HRIS, HRIS software which you used (Orisoft) worthwhile with budget that you spent or not? 
and, Solutions. 

 

4.2.1 Findings HRIS improves potential of HRM 

HRIS software is a computerized system that assists in the processing of HRM 
information as well as is database system that keeps important information about employees 
(DeCenzo et al., 2013, p.123), according to Respondent 1, “HRIS is a system that use for 
administrative tasks. It is not only use for time attendant but it will help HR in term of pay roll 
and keep or storage information”  

Major role of HRIS is to keep and storage important information of HRM, “Major role of 
HRIS system is efficacy of storage information and easy to call it when we need” said by 
respondent 5 and according to Respondent 1; Respondent 2; Respondent 3; Respondent 4.  

 

 















 
 

46 
 

Therefore, this is a key factor that improve potential of HRM when using HRIS because 
HRIS helps HR to save time, convenience, increase data security, and be a tool for calculation 
and estimation. (Respondent 1; Respondent 2; Respondent 3; Respondent 4. Respondent 5) For 
instant, “we don’t need to put the information as manual or keep as paper anymore. We can put 
the personal profile of employees including tax deduction then we keep this information for 
estimate to pay salary in each month. So, it’s easier for HR to working.” Said by Respondent 1 
and also gave another example, “we put the information into the system already then next month 
our employee has child, they will get more tax deduction so the system will update the data 
automatic” 

 Therefore, in specific, researcher separated the information to four functions of HRM 
that HRIS improves its potential to management. 

Staffing 

In term of staffing is a function that has a major role is recruitment, HRIS assist this 
function by storage candidates’ profile. (Respondent 3; Respondent 4) “we storage candidates’ 
information in the system and call it when we need” said by Respondent 3.  

Another, they use HRIS for post vacancy job such as in IHG’s website (Respondent 1), 
JobDB’s website and Alego’s website (Respondent 3). Moreover, the system will inform the 
vacancy position when it available by notification system (Respondent 1) 

Training and development 

HRIS assist HRM as much in training and development function. From the case study; 
“IHG is the large company that has wide connection worldwide, we cannot put all employees in 
the same room but we can use conference and online training to achieve the purpose, suggested 
by Respondent 1. 

Therefore, the benefits that HRIS provides to HR in training and development function 
are keeping standard of training and reduce cost of training in the same time.” (Respondent 1) 
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In addition, as the major role of HRIS is storage data, so it helps HR for keep the 
training’s information training record of the employees in the organization such as amount of 
hour that they attended and have to attend, ability and skill of them. (Respondent 2; Respondent 
3; Respondent 5) in order to planning in term of training program including career development 
as well as opportunity to growth in their career path (Respondent 2; Respondent 3; Respondent 5) 

Motivation 

To using HRIS for motivation, storage data including personal profile of employees such 
as leave record, time attendant record, and promoted history, position and salary. (Respondent 3; 
Respondent 4; Respondent 5) Then, use the information for estimation as well. According to 
Respondent 4, “we can use this information for making decision to promote our staff as well as 
estimate in term of end year bonus.”  

Another, social media likes Facebook has used in order to access and communicate with 
employees in the organization. Respondent 1 said “we also have social media to access and 
communicate with our employees such as hotel’s Facebook, HR’s Facebook etc.  

In contrast, even through, HRIS helps HR in term of motivation but it’s not much 
because some activities in motivation function is relate with employees’ touching so it cannot use 
HRIS for support much. (Respondent 1)  

Maintenance 

HRIS assists HR to storage information, and then use it for estimation in term of 
maintenance function, “storage employees’ information for estimate welfare and benefit” 
suggested by Respondent 5. Moreover, HRIS is a calculation tool for payroll. “It can help in term 
of pay roll calculation” said by Respondent 4. 

In addition, for example of using HRIS in another way, “we have monthly employee’s 
survey; there is feedback that employees give us about what their feel such as confident to 
company in term of keep the promise that the company give to employees before they had start 
working such as benefit, welfare, career and take care them in a long term” said by Respondent 1. 
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4.2.2 Findings Factors influence making decision to select HRIS software 

To choose the most suitable HRIS software for using in human resources department, 
factors that influence to making decision are price, feature of the software, easy to use, support 
service, and size of organization. 

Price 

Price is the most significant factor that influences making decision to choose HRIS 
software because to set up new HRIS system is rather expensive cost so it very important to 
making decision before selects any software. (Respondent 1; Respondent 2; Respondent 3; 
Respondent 4; Respondent 5) And price is also the primary factor that HR should consider. 
(Respondent 1; Respondent 2). “We compare the price first then consider our tasks that does it 
suitable?” said by Respondent 1.  

Feature (fitting with organization’s demand) 

Feature is a factor that has much emphasized by HR, the properly software should fitting 
with demand of user. (Respondent 1; Respondent 3; Respondent 4; Respondent 5) “First factor 
that we emphasize is the software can meet our need, we have to know what we need and what 
the software can provides.” Suggest by Respondent 3, similarly, Respondent 1 said “it can 
provide type of report that we need as well” said by Respondent 1. 

In addition, before using HRIS software, we need to know what feature that we have to 
use as well as does it can provide us, according to Respondent 4, “For this case, we choose this 
software because cheap price and demand of our using is not much” another example has 
suggested by Respondent 5 “sometime, expensive software may not meet our need such as no 
feature that we need but other cheaper software can do etc” 

Easy to use 

Easy to use is a significant factor that influences making decision to select HRIS 
software. Such as the software is not too complicate, interface is clear and easy to understand. 
(Respondent 1; Respondent 2;) 
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Support service 

Support service is also a significant factor that HR emphasizes as a primary factor 
influences to making decision to selects HRIS software. (Respondent 1; Respondent 2; 
Respondent 5) Respondent 1 suggested an example “when we have a problem, can we call to the 
customer support? And they can support us” 

In addition, reputation of vender and customer support should be a factor that HR should 
emphasize also “e.g. using software from reliable vender is more safely when we have a 
problem.” suggested by Respondent 5. 

Size of organization 

Size of organization is one of the most significant factor that influences making decision 
to choose HRIS software because HRIS software more suitable for medium and large company 
than small company (Respondent 1; Respondent 3; Respondent 4; Respondent 5) according to 
Respondent 5, “it’s not worthwhile for small size company in order to spend a lot of budget to set 
up the system if they have just few employees.” The properly amount of employees that suit for 
using HRIS software should over 50 peosons (Respondent 1; Respondent 2; Respondent 3; 
Respondent 4; Respondent 5) if less than 50 employees, there might not worthwhile for 
organization’s budget (Respondent 2; Respondent 4) 

 

4.2.3 Finding Benefits from using HRIS software 

Benefits that HRIS provides to assist HR department for increase potential of HRM are 
time saving, convenience, storage information; estimation and calculation and data security. In 
addition, features these are major of HRIS that HR uses often are Time attendant, Pay roll, and 
Personal profile. 

Time saving 

Keep and storage data and information is a major role of HRIS so it can reduces time to 
keep and call the information of HRM (Respondent 1; Respondent 2; Respondent3; Respondent 
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4; Respondent 5), similarly, “major role of HRIS system is efficacy of storage information and 
easy to call it when we need. It helps HR to save time for call information” proposed by 
Respondent 5 

Moreover, “if we keep it in paper, we have to spend more time for find the information 
but if we use HRIS we just put the keyword into the system then the information that we need, 
will show on the desktop and ready to print out” 

In addition, whenever that we can cut off some process of working, we will save more 
time that we have to spend for the practice. According to Respondent 4 “In term of time 
attendant, we can check about day off, compensation and absent of our employees as well. It’s 
better that we don’t need to see it day by day.” 

Convenience 

It’s useful for HR because in HR’s tasks, it need to use employees’ information often, so 
it’s easier than keep it in paper. (Respondent 4) according to Respondent 1, “We don’t need to put 
the information as manual or keep as paper anymore.” Therefore, if we use HRIS we just put the 
keyword into the system then the information that we need, will show on the desktop and ready to 
print out (Respondent 5) 

In addition, Respondent 4 suggested, “in term of time attendant, we can check about day 
off, compensation and absent of our employees as well. It’s better that we don’t need to see it day 
by day.” So it can cut off some process when using HRIS software. It’s improves more 
convenience in order to perform tasks. Moreover, we can access all information that maybe 
specific by very convenience way such as “we can call back the information to check 
compensation and employees’ working behavior such as when they start working; do they late?  
How many time they late or absent? etc.” proposed by Respondent 1. 

Finally, HRIS assists HR in term of create a report as well, “It’s easier to create and 
export a report from information that we put into the system.” Said by Respondent 2, according 
by Respondent 4, “HRIS assists HR to create a good report for HRM tasks” 
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Estimation and Calculation tools 

Respondent 1 provided an example, “We can put the personal profile of employees 
including tax deduction then we keep this information for estimate to pay salary in each month. 
So, easier for HR to working such as we put the information into the system already then next 
month our employee has child, they will get more tax deduction so the system will update the data 
automatic” 

Data security 

HRIS system is a system that has back up of data and information so it provides HR to 
storages an important HRM data and keep it with high security. (Respondent 1; Respondent 2; 
Respondent 3) And “if we keep the information in paper then some page loss, it can make 
negative affect to organization” said by Respondent 1. 

 

4.2.4 Drawbacks and limit of using HRIS software (Case study’s software) 

Not support 

Some function is not support the information that we need. (Respondent 1) Some feature has no 
function that we need to use e.g. we need information for create the report but information is not 
enough and we have to put the information follow the process only; difficult to adapt or edit.” 
(Respondent 5) 

Complicate 

There are many functions in a feature so it might be difficult for new user. (Respondent 
3) Some function still complicate to understanding and using such as “report that export from the 
software is too complicate and interface is not attractive e.g. font is too small, few interface 
information. Moreover, we cannot edit back the employees’ schedule so we have to edit as 
manual in another software” said by Respondent 4 
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4.2.5 Problem of using HRIS software (Orisoft) 

Cannot access data 

After using HRIS software in InterContinental Hua Hin Resort, researcher found some 
problem, that is, whenever the server was down, HR will not able to access any database and need 
to wait for system reboots only. It can be a big problem if at the moment, we have to use the 
information for urgent tasks (Respondent 1; Respondent 5), according by Respondent 1 
“Whenever the system was down, we could not access the information that we need at the 
moment, it was a big problem if the thing that we did was urgent task.” Similarly, Respondent 3 
also said, “In generally, it’s a good system and has no a problem except server down or error.”  

Software error (some function) 

Mostly were payroll problems, the report that we exported was not show information that 
we put. Respondent 4 proposed an example, “when we put the information into the system 
already then our employees had movement or promote, the report that we exported was not show 
that information, someone left our company but still have their name in the system. Therefore, we 
had to spend time to recheck it in order to protect wrong payment.” 

 

4.2.6 What will happen if the organization does not use HRIS? 

Time consuming 

HRIS assists HR to reduce time to perform task because to put and call information, 
HRIS is rather automatic system, so if HR does not use HRIS, they have to spend more time to 
call information as manual. (Respondent 3; Respondent 4; Respondent 5) According to 
Respondent 2, “Loss time in order to keep and call information as manual” as well as HRIS 
assists HR to calculate employees’ salary or payroll, we just put the information that the system 
requires, then the system will calculate it automatically. 
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In addition, to create a report, HRIS play a major role to keep the information and export 
in the kind of report. It helpful for reduce time to complete the task. According to Respondent 4, 
“spend more time for call information and making a report” 

Inconvenient 

As mentioned, HRIS is an automatic system that provides convenience working to HR 
such as automatic calculation of payroll, automatic update for time attendant and efficient storage 
information. (Respondent 1; Respondent 2; Respondent 3; Respondent 4; Respondent 5) 
However, in contrast, Respondent 3 proposed, “HR in any company has own way to working but 
HRIS system will increase potential to perform efficient tasks. We can excise it and the 
organization still keep running but we just loss convenience of working” 

Therefore, if HR does not use HRIS, they have to perform it as manual which is very 
difficult and complicate. 

  And “in term of time attendant, we can call back the information to check compensation 
and employees’ working behavior such as when they start working; do they late?  How many time 
they late or absent? etc. it’s a useful tool for recording and data storage” whereas, it will be 
difficult if we do not use HRIS. 

Low data security 

HRIS is a system that has backup system so that ensure, the information that we put into 
the system will not be loss. It’s a benefit for the organization that very emphasizes to security of 
data because if it loss; some case loss just some part but it can effect much to the organization. 
(Respondent 1; Respondent 2) “Keep and call data will easy to mistake or incorrect, security of 
data is very low e.g. if we keep the information in paper then some page lost, it can make negative 
affect to organization” said by Respondent 1. 

Higher expense cost 

HRIS is a system that assist HR to complete the tasks faster (Respondent 1; Respondent 
2; Respondent 3; Respondent 4; Respondent 5) therefore, Some task of HRM are complicate task 
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that requires more people to perform but if HR uses HRIS, it can reduces amount of HR staff so it 
also reduces expense cost in term of salary as well. According to Respondent 1. “we might need 
more HR staff in order to perform HRM task, it can reduce amount of staff as well.” 

In addition, time attendant is a feature that help us to estimates about using compensation 
to employees, it will affect to HR if we cannot control employees compensation, it can increases 
amount of budget of the organization in term of expense cost that HR have to pay compensation 
to the employees who remain vacation or day off etc. According to Respondent 4 “we cannot 
control compensation and leave of employees so it might affect to the organization, expense cost 
might increases.” 

 

4.2.7 Solutions 

Solutions for using HRIS are training and learning including; training program that 
provides by vender and training program that relay from manager or supervisor to new staff, 
customer support and adaptation. 

Training and learning  

In generally, after set up HRIS software, the vender will send their agents in order to 
train about how to use the software. (Respondent 1; Respondent 2; Respondent 3; Respondent 4; 
Respondent 5) and frequency of training depends vender’s policy and conditions, (Respondent 5) 
but normally, it is yearly training. “If set up new system, the vender will send their agent for train 
our staffs how to use the software. After set up, the vender will give training to us by yearly” said 
by Respondent 1. 

Then, if the organization has new HR staff, “own HR staff will transfer responsibility as 
well as train the new HR staff in term of basic of using HRIS or any relevance software, normally 
spend just 1-2 days for learning the basic using.” Suggested by Respondent 1, similarly, 
Respondent 2 proposed without training period of vender’s agent, “training will be relay style; 
train the new staff by own staff before they leave out the company.” 
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In addition, to increase potential of using HRIS, HR have to learn more about how to use 
because there are many functions so it might be difficult for new user (Respondent 3) 

Customer support 

Customer support is a significant factor that customer expects from vender after selected 
a software (Respondent 1; Respondent 2; Respondent 5) because any HRIS software are very 
complicate for general users, it might be error or wrong working so, good customer support from 
vender is, whenever we have the problem, they can support us as immediately as possible. 
(Respondent 3) 

Adaptation 

We have to adapt oneself for solves the problem when it occurs, not only learn and train 
but we should find a solution for the problem that occur often e.g. “we have to manual record for 
support the limit of some feature e.g. TMS. And we have to remark in some section that is not 
support in the feature” Suggested by Respondent 5. 

Moreover, we should have IT department who can handle with basic problem of the 
system as well e.g. “due to the problem of server has down, we must have server’s administrator 
who has knowledge and experience for handle with the urgent situation” said by Respondent 3. 

 

4.3 Finding summary: Comparing the benefits and problems of HRIS (before and after 
using HRIS) 

HRIS is a system provides many benefits to HRM, these are; time saving, convenience, 
storage information; estimation and calculation and data security. These are benefits that improve 
potential of HRM; assist HR to perform and complete HRM’s tasks as efficiency. The most 
significant benefits are time saving and convenience. These benefits come from efficient data 
storage such as using HRIS software will help HR to save time to keep and call information or 
data, and increase more convenience by automatically function such as automatic data update and 
calculation. 
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In term of drawback, limitations and problems of using HRIS, there are not much 
because, actually HRIS is a useful system that launch specially for HR and different software has 
different drawbacks and limitations also. Therefore, any drawbacks and limitations are not same. 
In this case, drawbacks and limitations are; not support in some function that HR’s need, 
complication of software as well as the problem of using HRIS software, these are; unable to 
access data if server has down whereas we can access data if we storage it by manual or paper 
using. Another is error of some function of the software. 

Although, HRIS has drawbacks, limitations and problems but if the organization does not 
use it, the organization will encounter with many lacking of efficient management as well, these 
are; time consuming, inconvenient, low data security, and higher expense cost. Therefore, to keep 
potential of HRM, HR should have HRIS in the department and avoids these problems by 
solutions such as training program that provides by vender and training program that relay from 
manager or supervisor to new staff, customer support and adaptation. 

 After analyzed the information from uses qualitative methodology, researcher provides 

the results and findings that could answer the research questions that researcher mentioned in 

chapter 1 e.g. HRIS improves potential of HRM, benefits and drawback from using HRIS in the 

organization in case study, and comparing benefits and drawbacks of the system in order to 

determines, is the company should have HRIS in the Human Resources department. For next 

chapter, there are the recommendations for future research and human resources department in 

order to increase the potential of the future study and using HRIS as efficiency for human 

resources department consecutively. 
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CHAPTER 5 

FUTURE RESEARCH, RECOMMENDATION AND CONCLUSION 

 

The fifth chapter includes 3 parts which are: future researches, recommendation and 
conclusion. The future researches will give advices and recommendation to people who would 
like to study, learning as well as make further researches in term of using HRIS. For the 
recommendation parts, researcher will provides suggestion to human resources department in 
order to understanding in term of using HRIS as well as identify what factor influence making 
decision to select HRIS software as well as making decision to use the system by consider from 
advantage and problem of using HRIS. Finally, the conclusion part will provides a complete 
summarize of this research. 

 

5.1 Future Research 

The researcher would like to give recommendations for further research regarding this 
topic. The researcher would suggests in term of collage information, as we know, there are 
varieties of HRIS software in the market and any software has different advantage and drawback. 
It’s better if we can access information about using HRIS in more company because, to make us 
wider understand and able to identify advantage and drawback of each software in the market for 
comparison before making decision to choose it as well as it can increase reliable of information 
in the research as well.  

Another, the researcher should collages information from several companies because 
each company has different HRIS software e.g. some company uses Orisoft but some company 
uses Eagle. So there are many factors that influence to the determine the result of research such as 
the way to use, training before using of each organization, customer support of each software, as 
well as IT supporter of each organization, for instant, some organization that have an expert IT 
supporter, the problem that we found in this research might be not found in that organization 



 

58 
 

Finally, to collage the most reliable and useful information, researcher should make 
interview with management level, because they can give you a useful information that come from 
their experience directly. 

 

5.2 Recommendations 

The author would give some recommendations for using HRIS to increase potential of 
HRM as much as possible. And also give some recommendations to HR professional in order to 
making decision to select HRIS software for using in HR department as well. 

To selects the most suitable software that fit for HR’s need, HR professionals have to 
estimate their demand that, what feature that the organization expects from HRIS software and 
which software fits with their need, because, although we require a cheap price of HRIS software, 
but actually, an expensive software is not certain that able to fits for our requiring, that mean, we 
can found the cheaper software but it can meet our need in the same time. Then, look at the 
customer support because if we have a problem, customer support is the most useful solution for 
us. Moreover, HR professionals have to look at the size of organization including amount of 
employees, that do their organization’s size suit for using HRIS or not, because, if using HRIS in 
a small company, it will not worthwhile for the budget that have to spend as well. 

To use HRIS as efficiency, HR professionals should select the most suitable software as 
mentioned above, and then, learn and train how to use as efficiency as well as adapt oneself 
always for solves the basic problem that might be happen all time. 

Finally if HRIS can achieve all recommendation that mentioned above, HRIS will be the 
useful system for assists HR to improve potential of HRM as well.   

 

5.3 Conclusion 

This research provides understanding of HRIS in hospitality industry, the case study of 
InterContinental Hua Hin Resort, the study including how HRIS improve potential of HRM, 
benefits and drawbacks including limitations as well as factors that influence making decision to 
select HRIS software. Moreover, this research provides comparing of its benefits and problem of 
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using HRIS in the company in case study. And finally, identify solutions in order to handle with 
drawbacks, limitations and problems of using HRIS software as well. 

Human resources management in hospitality is not performs just recruitment and 
selection tasks but, to get advantage in competitive (Tanke , 2001) HRM consists of four basic 
functions; (1) staffing or hiring people, (2) training and development or preparing them, (3) 
motivation or stimulating them, (4) maintenance or keeping them. (DeCenzo et al., 2013, p.31) 

HRIS software is a computerized system that assists in the processing of HRM 
information as well as is database system that keeps important information about employees. 
(DeCenzo et al., 2013, p.123) HRIS help and operates HR department in term of database and 
employees information such as administrative tasks; record, store including keep the important 
information for several purposes such as in order to making decision, planning strategic 
(Broderick and Boudreau, 1992; Kossek et al., 1994; Kovach et al., 2002) including promote the 
employees and in term of payrolls. 

Factors that influence to making decision to select HRIS software are price, feature 
(fitting with organization’s demand), easy to use, support services, and size of organization. All 
factors are same important level but feature and support services are the most significant factor 
that HR emphasizes as primary. 

HRIS improves potential of HRM by play a major role to keep and storage important 
information of HRM. There are many benefits that HRIS provides to HR department, these are; 
time saving, convenience, increase data security, and is a tool for calculation and estimation. 

In contrast, from case study, HRIM software has draw back and limitation also, these are; 
not support in some function that HR’s need, complication of software. Moreover, HRIS software 
that used in case study has problem as well, these are; unable to access data if server has down 
whereas we can access data if we storage it by manual or paper using. Another is error of some 
function of the software. 

Although, HRIS has drawbacks, limitations and problems but if the organization does not 
use it, the organization will encounter with many lacking of efficient management as well, these 
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are; time consuming, inconvenient, low data security, and higher expense cost. Therefore, to keep 
potential of HRM, HR should have HRIS in the department and avoids these problems by 
solutions such as training program that provides by vender and training program that relay from 
manager or supervisor to new staff, customer support and adaptation. 

Finally, after identified drawbacks, limitations including problems of using HRIS, 
researcher would give solutions for handle with problems of using HRIS, these are; training and 
learning including training program that provides by vender that provides training program to 
customer after set up the system and training program that relay from manager or supervisor to 
new staff in order to use HRIS software as efficiency as well as customer support is a significant 
factor that customer expect much from vender. Another is adaptation that user has adapt oneself 
to solve a basic problem by oneself. 
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APPENDIX I 

GENERAL INFORMATION OF TNTERCONTINENTAL HUA HIN RESORT 

 

InterContinental Hua hin resort is a beachfront resort in Hua, this Hua Hin resort is 
elegant in every detail and perfectly located, overlooking pristine surf and white sands. The resort 
has 119 rooms, 21 suites, 1 meeting room, and 3 restaurants; three beachfront villas with private 
plunge pools and a range of suites. Choose from six restaurants and bars, from casual to formal, 
serving authentic Thai cuisine and international flavours. Golfers who stay at this Hua Hin hotel 
can play the area's spectacular courses, including Springfield Royal Country Club designed by 
Jack Nicklaus. 

 

Type of Accomodation 

Resort Classic Rooms 

Beautifully appointed, our spacious Grand Deluxe Rooms and Premier Rooms blend 
historical design features with contemporary styling. All are equipped with advanced 
entertainment systems and luxurious amenities, while Premier Pool Terrace Rooms allow direct 
access to the pool. 

Grand deluxe rooms 

Resort Classic Rooms offer you 45-50 sqm of luxurious space. Blending contemporary 
and historical detailing, interiors are led by a palette of white and browns with touches of colour, 
while artworks depicting the resort’s heritage frame the walls. 

Outside, a spacious private balcony features an oversized daybed from which you can 
enjoy the tropical setting. 
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Resort premier rooms 

Similar to the Grand Deluxe Rooms, but with the luxury of additional space and a more 
secluded setting, nestled amidst the resort’s verdant gardens and closer to the ocean. 

Premier Rooms on the upper floor also benefit from traditional Thai-style vaulted 
ceilings, while all include a generous balcony from which you can soak up the sea views.  

Resort premier pool terrace rooms 

Dip your toes into directly into the pool from your room and submerse yourself in your 
own semi-private stretch of the resort’s winding pool. 

Sheltered by lush landscaping of greenery and palms you will have a watery sanctuary 
practically to yourself – along with all the indulgences found indoors within the Premier Rooms 
and an interior design aesthetic inspired by classic Hua Hin latticework motifs. 

Room amenities 

- 40" LCD TV with international sattlelite channels 

- CD/DVD player 

- Bose entertainment system with iPod docking station 

- Laptop-sized digital safety deposit box 

- Full-stocked minibar 

- Tea & Coffee maker 

- Daily supply of bottled water 

- Spacious marble bathroom with separate rainforest shower and bathtub 

- Luxurious bathroom amenities by L'Occitane organic verbena collection 

- Hair dryer 
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- Private balcony with oversized daybed 

- Baby crib is available on request 

Complimentary 

- Daily Breakfast delights for two ( If including in the room rate )         

- Access to 24-hour fitness center, Planet Trekkers (Kids Club)     

- WiFi Internet access throughout the resort 

- 24-hour Personalized Butler Service 

Suites Collection 

Our suites offer expansive spaces, with beautiful period detailing and modern amenities. 
Inside, you'll find a separate sitting area, while outside a large balcony includes an oversized 
daybed and alfresco Jacuzzi tub. 

Deluxe suites 

An expansive suite, evoking the elegance of the Victorian era with period detailing and 
classical touches. A luxurious-fitted bedroom opens out on the suite’s separate sitting area, while 
outside you can relax on your oversized daybed or indulge in the alfresco Jacuzzi tub. In total, up 
to 100 sqm of decadent living. 

Premier suites 

Live like royalty in this most opulent of spaces. Beautifully appointed, the expansive 
Palace Suites feature interior design details inspired by His Majesty King Rama VI’s Summer 
Palace, while the sophisticated colour scheme is inspired by the seaside setting. 

Within your spacious 130 to 140 sqm, enjoy a spacious bedroom, marble bathroom, 
living area and private balcony complete with a soothing Jacuzzi and plush oversized daybed. 
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Room amenities 

- 40" LCD TV with international sattlelite channels 

- CD/DVD player 

- Bose entertainment system with iPod docking station 

- Laptop-sized digital safety deposit box 

- Full-stocked minibar 

- Tea & Coffee maker 

- Daily supply of bottled water 

- Spacious marble bathroom with separate rainforest shower and bathtub 

- Luxurious bathroom amenities by L'Occitane organic verbena collection 

- Hair dryer 

- Private balcony with oversized daybed 

- Baby crib is available on request 

Complimentary 

- Daily Breakfast delights for two ( If including in the room rate )         

- Access to 24-hour fitness center, Planet Trekkers (Kids Club)     

- WiFi Internet access throughout the resort 

- 24-hour Personalized Butler Service 
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Oceanfront Pool Villa 

Oceanfront pool villa 

Reserve one of our Oceanfront Pool Villas and indulge yourself with one of the most 
desired spaces at the InterContinental Hua Hin Resort. Inspired by the foreign nobility who 
visited Hua Hin and made it famous, the three exclusive villas are located just steps from the 
ocean and include the luxury of their own private pool for you and your partner to enjoy at your 
leisure 

Inside, you will find 145 sqm of contemporary elegance – strong, clean lines softened 
with inspired local touches, including modern interpretations of historic design motifs from His 
Majesty King Rama VI's Summer Palace. 

Room amenities 

- 145 square meters of elegant design and refined surrounding 

- Private outdoor cabana with sundeck 

- Spacious private terrace with dining area 

- Direct access to the beach 

- 42" LCD TV with International Satellite 

- BOSE entertainment system with iPod docking station 

- Spacious marble bathroom with separate rainforest shower and Jacuzzi 

- Luxurious bathroom amenities by Bvlgari 

- Illy coffee machine and TWG finest tea selections 

- Laptop-sized digital safety deposit box 

- Full-stocked minibar 

- Tea & Coffee maker 
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- Daily supply of bottled water 

- Daily replenished seasonal fruits            

Complimentary 

- Daily Breakfast delights for two  

- Access to 24-hour fitness center, Planet Trekkers (Kids Club)     

- Access to Club InterContinental 

- 24-hour Personalized Butler Service 

- WiFi Internet access throughout the resort 

La Residence 

La residence 

A decadent residence framed by history. Step into the past with architecture and design 
echoing the details of His Majesty King Rama VI's Summer Palace. Two floors of classic Thai-
Victorian luxury feature charming white woodwork and opulent materials. 

Within the walls of the residence you have reign over 480 sqm featuring two bedrooms 
with ensuite marble baths, a sprawling upstairs balcony with panoramas of the Gulf of Thailand, a 
downstairs living room, elegant dining room, kitchen, sitting areas, marble foyer and terraces. 

Reached via a private entrance, the grounds of La Residence also provide you with your 
own infinity-edge pool, walled gardens and direct beach access. 

Room amenities 

- 220 Square meters elegantly designed villa, spread over two levels 

- One Master bedroom- King Size bed, Ensuite bath with bathtub and one Twin bedroom 

- Direct Beach Access 
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- Private Entrance with garden 

- Inviting infinity edge pool 

- Five of 42 Inch LCD TVs with International Satellite 

- BOSE entertainment system with iPod docking Station 

- Luxurious bathroom amenities by Bvlgari 

- Two spacious Living Rooms each level 

- Two Dining Rooms, flexibility to be a Meeting Room for 15-20 guests 

- Kitchen Area with Electronic Stove and Oven, SIEMENS Coffee Machine, built in 
Refrigerator and Wine Refrigerator 

- Daily supply of bottled water 

- Daily replenished Seasonal Fruits            

Complimentary 

- Daily Breakfast delights for two  

- Access to 24-hour fitness center, Planet Trekkers (Kids Club)     

- Access to Club InterContinental 

- 24-hour Personalized Butler Service 

- WiFi Internet access throughout the resort 

 

Dining and Restaurant 

At InterContinental Hua Hin Resport your culinary journey will be characterised by 
fresh, local seafood seasoned with luscious Thai flavours, the taste of Tuscany and the Via 
Romana, tropical fruits, aged single malt whiskies and rooftop cocktails. 
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Pirom 

Savor the authentic delicacies of Siam at Pirom, where fresh Hua Hin seafood and 
delicate cuts of meat are transformed into fragrant compositions and perfect balances by our 
expert chefs. Conclude your meal by immersing yourselves in the sweet sensations of Thai 
desserts. 

Guests can dine amidst contemporary interiors or in the open air where you can choose 
from terrace seating or semi-private pool niches. 

Lunch    12.00 pm – 3.30 pm 
Dinner    6.00 pm – 10.30 pm 

Felicita 

Aromas of fresh crushed tomatoes, herb-encrusted lamb, wood-fired pizzas and the rich 
sauces of pastas greet you at Felicita, our Italian restaurant. 

The casual lunch atmosphere transforms to a fine dining experience in the evening. 
Refresh after a morning in the sun or indulge in a lush dinner with an exquisite Italian wine. 

In addition to heartier fare, you are invited to choose from lighter dishes such as salads 
and mouthwatering antipasti. All cuisine will be freshly prepared in the open kitchen, so you can 
enjoy the theatre of the cucina as you sip your wine or aperitivo. 

Lunch    12.00 pm – 3.00 pm (Sat & Sun) 
Dinner    6.00 pm – 10.30 pm 

Azure 

Hip, chic and trendy, Azure has quickly established itself as a place to be, and be seen by 
diners in Hua Hin. Relish the freshest seafood selected from the local fisherman's catch who visit 
the resort each early morning or tip your toes into the water and pull up a chair at a table laid 
elegantly in the pool with our unique dining experience "Dining in the Pool". Sundays showcase 
the mouthwatering Chill & Grill Chandon brunch, while a deft Mediterranean touch is the 
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featured style of preparation. As the evening draws in, choose the comfort of Fireside, a round 
seating area, idea for chatting and relaxing under the stars.  

Lunch     12.00 pm - 3.30 pm 
Dinner     6.00 pm - 10.30 pm  
Sunday Chill & Grill Chandon Brunch  1.00 pm - 4.00 pm 

The roof 

Experience a truly unique dining experience with The Roof's once-a-month offering at 
sophisticated and romantic venue to dine in the celebrated seaside town. 

Choose from a variety of canapés and light dishes indulgence in the refined Full Moon 
Picnic Hamper treat for an experience to remember up on the roof. All accompanied with intimate 
candlelight and stunning sky & sea view, including Bossa Nova favourite tunes by our resident 
DJ, The Roof has become the perfect dining spot for a memorable Full Moon night 

5.00 pm - 11.00 pm exclusively on Full Moon Nights 

Lee la bar 

An elegant and debonair atmosphere shrouds the delightful Lee La Bar during the day. 
Afternoon Tea is served in the heritage classic lounge and you could be back in the 1920s. Come 
the evening, indulge into our premium cocktails and the cool sounds of the live jazz trio light up 
the evening and traditional masters pull up their easels to paint. The spirit of the Riviera truly 
comes alive at Lee La Bar. 

11.00 am – 11.00 pm 

Afternoon Tea Every Monday to Saturday  3.00 pm - 5.00pm 

Pool bar 

Fancy a mid-swim mojito? An ice-cold beer as you work your way to a bronzed glow? 
Local fruits blended with your favorite distilled beverage? Grey Goose Lychee? Mango Patron? 
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Visit the swim-up pool bar or ask one of our pool staff to deliver your selection to your chaise. 
You will also find a selection of sunscreens, after-sun products, relaxed diversions such as games 
and reading materials and menu of selected lunch delights and nibbles as well as freshly-squeezed 
juices and other cool fare for a sunny afternoon. 

10.00 am – 7.00 pm 

Fireside 

By day, a relaxing spot for ocean side drinks. In the evening, the drama of the bonfire 
takes centre stage. Plush cushions surround our beachside fire circle. Sip cocktails as you gaze 
into the dancing flames of the open fire. Enjoy live music or spirited conversations amidst the 
spectacular atmosphere of this cherished nightly ritual. 

Club InterContinental 

A resort within a resort, Club InterContinental has been specially created for those guests 
who desire the most lavish experience of InterContinental Hua Hin Resort. 

We invite you to savour a holiday in our most prestigious rooms and villas, accompanied 
by exclusive services and luxurious special touches. 

Enjoy the feeling of knowing you are indulging yourself and your loved ones to the very 
highest level. (huahin.intercontinental.com, 2014) 
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APPENDIX II 

INTERVIEW TRANSCRIPT 

 

Interview questions 

(1) How HRIS improves potential of HRM? 

(2) How HRIS assisted HR department in 4 main functions of HRM? 

a. Staffing 

b. Training and development 

c. Motivation 

d. Maintenance 

(3) What factors influence selecting of HRIS software for the organization? 

(4) What properly size of organization and how many employees that suitable for using 
HRIS? 

(5) What benefit(s) that HR department expects from HRIS before decided to use? 

(6) What drawback(s) and limit(s) of HRIS software which your organization used? (Orisoft) 

(7) How did you carry out with drawback(s) and limit(s) of HRIS software (Orisoft)? 

(8) What problem(s) you get from using HRIS (Orisoft) 

(9) What feature(s) of HRIS software (Orisoft) that is very useful and always used by HR 
department? 

(10) What feature(s) of HRIS software (Orisoft) that rarely used in HRM’s tasks? 

(11) Do you thing, what will happen if the organization does not use HRIS? 
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(12) Do you thing HRIS software which you used (Orisoft) worthwhile with budget that you 
spent or not, why? 

(13) How did you train your staffs in order to using HRIS software effectively? 

 

Interviewees 

The following are 5 respondents of this study; 

Respondent 1: Director of Human Resources 

Respondent 2: Talent Development and Quality Continuous Improvement Manager 

Respondent 3: Assistant Human Resources Director 

Respondent 4: Human Resources Supervisor 

Respondent 5: Training Coordinator  

 

Interview Transcript 

Q1. How HRIS improves potential of HRM? 

Res. Response Answer Code 

R1 Use HRIS for 
administrative tasks; 
keep and storage 
employees’ personal 
file, and then call the 
information to 
estimate a payroll 
includes tax 
deduction. HRIS is 
also a useful system 

“Normally as we know HRIS is a system that use 
for administrative tasks. In case the Orisoft, it is not 
only use for time attendant but it will help HR in 
term of pay roll and keep or storage information. 
How it increase potential of HRM? Exactly, we 
don’t need to put the information as manual or keep 
as paper anymore. We can put the personal profile 
of employees including tax deduction then we keep 
this information for estimate to pay salary in each 
month. So, easier for HR to working such as we put 

Time saving, 
convenience 
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to manage, time 
attendant and 
working’s behavior of 
employees. 

the information into the system already then next 
month our employee has child, they will get more 
tax deduction so the system will update the data 
automatic. And in term of time attendant, we can 
call back the information to check compensation 
and employees’ working behavior such as when 
they start working; do they late?  How many time 
they late or absent? etc. it’s a useful tool for 
recording and data storage ” 

R2 Save time to call 
information and easy 
to create a report. 

“It can help HR to save time for keep and call the 
information and easier to create and export a report 
from information that we put into the system.”  

Time saving, 
convenience 

R3 Help HR to perform 
tasks as more 
efficiency than in the 
past that we use 
manual working. 
Today HRIS help HR 
in term of time saving 
and data security. 

“Today HRIS system can improve potential of HR 
to perform administrative tasks as efficiency. 
Because in the past, HR’s working was manual style 
so it had many processes and procedures, then 
coming of HRIS system can affect and help HR in 
term of time saving and data security.” 

Time saving, 
data security. 

 

 

R4 It’s useful for HR’s 
task because we need 
to use employees’ 
information often, so 
it’s easier than paper. 
For time attendant, it 
improves more 
convenience checking 
and cut off some 

“First, on HR tasks, we have to use employees 
information often e.g. we call employees 
information, check status of our current employees, 
check the employee who left the company, 
promotion and movement history. It’s easier than 
keep it in the kind of paper. Moreover, in term of 
time attendant, we can check about day off, 
compensation and absent of our employees as well. 

Storage 
information  
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procedure.   It’s better that we don’t need to see it day by day.” 

R5 Efficacy of storage 
information is a major 
role of HRIS as well 
as we can call 
information for 
estimation in term of 
training program as 
well. 

“Major role of HRIS system is efficacy of storage 
information and easy to call it when we need. It 
helps HR to save time for call information e.g. if we 
keep it in paper, we have to spend more time for 
find the information but if we use HRIS we just put 
the keyword into the system then the information 
that we need will show on the desktop and ready to 
print out. In addition, the information will help in 
term of training estimation, because we use HRIS to 
inventory training’s record and training history of 
employees as well.” 

Storage 
information, 
estimation 
tools for 
training. 

 

Q2. How HRIS assisted HR department in 4 main functions of HRM? 

Res. Response Answer Code 

R1 Staffing: Post 
vacancy job in IHG’s 
website and using 
notification system. 

Training and 

development: online 
conference and online 
training. 

Motivation: benefit is 
not much because it’s 
relevant with 
touching, but has 

“Staffing: we can post vacancy job by put 
information that the position requires such as 
education, age, skill and ability including job 
description then if any candidates interest in that 
position they just enter to the IHG website for apply 
and send their CV. They can choose the region and 
province where they prefer to work, if the position 
that the candidate applied is vacancy, the system 
will notify the candidate via email as well,  

Training and development: HRIS help training and 
development tasks as much because IHG is the large 
company that has wide connection worldwide, we 

Post vacancy 
job, online 
conference 
and training, 
social media, 
employee’s 
survey.  
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using social media; 
Facebook for 
communicate with 
employees. 

Maintenance: there 
has employee’s 
survey to measures 
satisfaction of 
employees. 

cannot put all employees in the same room but we 
can use conference and online training to achieve 
the purpose, keep standard of training and reduce 
cost of training in the same time.  

Motivation: there is not much benefit for motivation 
because reward and compensation are activities that 
set up as monthly and annual. It’s relevance with 
touching and feeling so it’s better that we motivate 
them by create more conversation and activities. But 
we also have social media to access and 
communicate with our employees such as hotel’s 
Facebook, HR’s Facebook etc. and employees 

Maintenance: We have monthly employee’s 
survey, there is feedback that employees give us 
about what their feel such as confident to company 
in term of keep the promise that the company give 
to employees before they had start working such as 
benefit, welfare, career and take care them in a long 
term.” 

R2 Training and 

development: keep 
training’s information 
of employees. 

“Training and development: HRIS help HR for 
keep the training’s information of our employees 
such as amount of hour that they attended and have 
to attend, ability and skill of them as well as know 
about their interesting and opportunity to growth in 
their career path.” 

Training 
record 

R3 Staffing: post 
vacancy position and 
storage candidates’ 

“Staffing: we recruit staff by using both HRIS and 
outsourcing such as JobDB and Alego etc. For using 
HRIS system, we storage candidates’ information in 

Post vacancy 
position,  
training 
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information in the 
system. 

Training and 
development: record 
training’s information 
of employees in order 
to planning in the 
future. 

Motivation: storage 
employees’ 
information. 

the system and call it when we need, but some 
feature we have to learn more about how to use 
because there are many functions so it might be 
difficult for new user.  

Training and development: we use it for record 
amount of training’s hour of employees including 
skill and ability of them and help us to planning the 
training program for them as well. 

Motivation: storage personal profile of employees 
such as position and salary.” 

record, 
storage 
employee’s 
information. 

R4 Staffing: HRIS help 
HR to storages 
employees’ 
information, easier 
than keep it in paper. 

Motivation: storage 
employees’ profile, 
then use it for support 
decision making to 
promote or estimate 
bonus.  

Maintenance: help in 
payroll calculation. 

“Staffing: HRIS keep and call employees’ 
information and candidates’ profile for some case if 
our boss requires the information as well as personal 
profile of some employee e.g. birthday or work 
period etc. we can uses it to help our task as easier 
than check it from paper of each employees’ profile. 

Motivation: This software is useful tool for storage 
data including personal profile of employees such as 
leave record, time attendant record, and promoted 
history. We can use this information for making 
decision to promote our staff as well as estimate in 
term of end year bonus.  

Maintenance: it can help in term of pay roll 
calculation.” 

Storage 
employee’s 
information, 
support 
decision 
making and 
payroll. 

R5 HRIS improve 
working of all 

“Staffing: storage information of candidate for 
recruiting processes. 

Storage 
employee’s 
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function of HRM 
same, which is 
storage information. 
Then, depend on user 
that what purpose of 
using that 
information. 

Training and development: storage employees’ 
information and training record for planning in term 
of training program including career development. 

Motivation: storage employees’ information about 
personal profile as well as working behavior in 
order to reward and compensation. 

Maintenance: storage employees’ information for 
estimate welfare and benefit. 

information, 
support 
decision 
making 

 

Q3. What factors influence selecting of HRIS software for the organization? 

Res. Response Answer Code 

R1 First consider at price, 
then looks at support 
service, next, Easy to 
use and finally, 
feature can fit demand 
of user. 

“Price, we compare the price first then consider our 
tasks that does it suitable? Next, we look at support 
service e.g. when we have a problem, can we call to 
the customer support and they can support us. 
Another is size of company but actually is not effect 
much. Easy to use is a factor that important as well. 
Finally it can provide type of report that we need as 
well.” 

Price, support 
service, easy 
to use and fit 
demand of 
user. 

R2 Price, easy to use, and 
product support 
because it necessary 
when they launch new 
feature. 

“Price, easy to use, and product support are the 
important factor that influence to making decision to 
choose the software. So now we have the problem 
about customer support; sometime we would like to 
learning how to use new feature or new function but 
the responsibility of vender is not rather clear.” 

Price, easy to 
use, and 
product 
support. 

R3 Software must meet “First factor that we emphasize is the software can Meet the need 
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the need of user then 
look at the price and 
compare it. 

meet our need, we have to know what we need and 
what the software can provides. We might ask 
someone who has experience of the software about 
advantage and disadvantage. Then we will look at 
the price and compare each software in the market.” 

and price. 

R4 Price and demand of 
user; choose software 
which just can support 
our need. 

“Normally, any company has HRIS system for 
support in term of HRM tasks. For this case, we 
choose this software because cheap price and 
demand of our using is not much so we don’t need 
the great report from expensive software.” 

Price and 
demand of 
user. 

R5 First, it can meet our 
need of using, second 
is customer support, 
and last is price. 

“first thing that we should consider is the software 
can meet our need of using e.g. sometime, 
expensive software may not meet our need such as 
no feature that we need but other cheaper software 
can do etc. then we look at reputation of vender and 
customer support e.g. using software from reliable 
vender is more safely when we have a problem. 
Finally, we will compare the price of all venders 
that we interest.” 

Feature, 
customer 
support, and 
price. 

 

Q4. What properly size of organization and how many employees that suitable for using HRIS? 

Res. Response Answer Code 

R1 Medium to large / 80 
employees. 

“Medium to large company that has about 80 
employees.” 

Medium to 
large / 80 
employees. 

R2 At least 50 “Company that has employees at least 50 persons, if 
less than 50, there might not use the system because 

At least 50 
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employees. it’s not worthwhile ” employees. 

R3 Large size is properly 
/ 100 employees. 

“Size of organization is very influence to using the 
system; it’s more suitable if we use the system in the 
large organization.100 employees are properly 
amount for using the system.” 

Large size / 
100 
employees. 

R4 Medium to large / 40-
50 employees, 10-20 
employees are not 
valuable to use. 

“Properly size of company is medium to large; 
employees should be 40-50 and more. 10-20 
employees are not need because it might not 
valuable.” 

Medium to 
large / 40-50 
employees. 

R5 Medium to large / 100 
employees. Not 
worthwhile for small 
size. 

“The HRIS is suitable for medium and large size 
company that has about 100 employees because it’s 
not worthwhile for small size company in order to 
spend a lot of budget to set up the system if they 
have just few employees   ” 

Medium to 
large / 100 
employees. 

 

Q5. What benefit(s) that HR department expects from HRIS before decided to use? 

Res. Response Answer Code 

R1 Efficient storage and 
backup data, reduces 
time, reduce expense 
cost. 

“Increase efficient working of HR on administrative 
tasks; storage and backup data, reduces time to call 
the information, reduce expense cost such as amount 
of staff for respond on a task.” 

Storage and 
backup, time 
saving, 
reduce cost. 

R2 Save time, export a 
good report, and easy 
to share information. 

“Save time to perform tasks; keep and call 
information, export a good report and able to share 
information with other section.” 

Time saving, 
support 
working, 
convenience 
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R3 International system 
and increase more 
convenience for 
administrative tasks. 

“Need a system which is international system. 
Increase more convenience for administrative tasks 
in HR department.” 

convenience 

R4 Storages employees’ 
information and able 
to create a good 
report. 

“Expect that HRIS keeps and storages employees’ 
information, as well as assist HR to create a good 
report for HRM tasks.” 

Storages 
information 
and 
convenience  

R5 Require helpful 
system for storage 
information as 
efficiency and safety. 

“Require a system that helps HR to perform tasks as 
efficiency such as time saving and easy to use 
including safety of data security.” 

Storages 
information 
and data 
security. 

 

Q6. What drawback(s) and limit(s) of HRIS software which your organization used? (Orisoft) 

Res. Response Answer Code 

R1 Some function is not 
support. 

“Some function is not support the information that 
we need.” 

Not support 

R3 Problem occurs when 
server has down. 

“Whenever the server has down or error, it can be a 
problem exactly.” 

Server down 
or error 

R4 Some function still 
complicate and error 
in some menu. 

“Report that export from the software is too 
complicate and interface is not attractive e.g. font is 
too small, few interface information. Moreover, we 
cannot edit back the employees’ schedule so we 
have to edit as manual in another software” 

Complicate 
and error 

R5 Some function is not 
support. And difficult 

“Some feature has no function that we need to use 
e.g. we need information for create the report but 

Not support 
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to adapt or edit the 
software’s procedure. 

information is not enough and we have to put the 
information follow the process only; difficult to 
adapt or edit.” 

 

Q7. How did you carry out with drawback(s) and limit(s) of HRIS software (Orisoft)? 

Res. Response Answer Code 

R1 Know about how to 
use. 

“HRIS system that we will use, we need to know 
how to use it, what tasks that the system can support 
both short term and long term.” 

Training 

R3 Have IT support and 
customer support by 
vender when server 
has down or error. 

“Due to the problem of server has down, we must 
have server’s administrator who has knowledge and 
experience for handle with the urgent situation. And 
good customer support from vender when the 
problem is occur, in addition, fast or slow service 
are depend on amount of customer but if we has a 
good relation with the vender, we might get faster 
supporting as well.” 

IT support, 
customer 
support 

R4 Learning how to use 
and handle with 
experience e.g. use 
other software for 
support. 

“Learning to handle and find solution by oneself and 
use other software to support in limit point of the 
system e.g. we have to put the information that 
cannot edit back or cannot change in time attendant 
software into MS Excel one by one.” 

Learning 

R5 Manual record and 
remark in some 
feature that not 
support by the feature. 

We have to manual record for support the limit of 
some feature e.g. TMS. And, to export some report 
is not complete perfectly, we have to remark in 
some section that is not support in the feature. 

Adaptation 
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Q8. What problem(s) you got from used HRIS (Orisoft) 

Res. Response Answer Code 

R1 Cannot access any 
information when 
server has down. 

“Whenever the system was down, we could not 
access the information that we need at the moment, 
it was a big problem if the thing that we did was 
urgent task.” 

Cannot 
access data 

R3 No problem except 
server down or error. 

“In generally, it’s a good system and has no a 
problem except server down or error.” 

Cannot 
access data 

R4 Mostly were payroll 
problems, the report 
that we exported was 
not show information 
that we put. 

“Mostly were payroll problems such as when we put 
the information into the system already then our 
employees had movement or promote, the report 
that we exported was not show that information, 
someone left our company but still have their name 
in the system. Therefore, we had to spend time to 
recheck it in order to protect wrong payment.” 

Software 
error (some 
function) 

R5 Cannot access any 
information when 
server has down. 

If the server has down, we cannot do anything 
except wait to its restart only; it’s very terrible when 
we have urgent work. 

Cannot 
access data 

 

Q9. What feature(s) of HRIS software (Orisoft) that is very useful and always used by HR 
department? 

Res. Response Answer Code 

R1 Time attendant and 
pay roll 

“Time attendant and pay roll.” Time 
attendant and 
pay roll. 
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R2 Personal profile “Personal profile.” Personal 
profile 

R3 Time attendant, pay 
roll and personal 
profile. 

“Time attendant, pay roll and personal profile” Time 
attendant, pay 
roll and 
personal 
profile. 

R4 Personal profile, 
attendant, and payroll. 

“Personal Profile, TMS (time attendant), Paywin 
(payroll), time up (call data from finger scan and 
link to TMS)” 

Personal 
profile, 
attendant, and 
payroll. 

R5 Personal profile, time 
attendant, and pay 
roll. 

“Personal profile, time attendant, and pay roll.” Personal 
profile, time 
attendant, and 
pay roll. 

 

Q10. What feature(s) of HRIS software (Orisoft) that rarely used in HRM’s tasks? 

Res. Response Answer Code 

R3 Use only major 
feature. 

“In generally, we use just 3-4 features as above so 
other features are not use.” 

Use only 
major feature. 

R4 Many menu in each 
feature such as we use 
personal profile but 
we don’t use claim 
menu etc. 

“Mostly are menu in each feature e.g. in HRMwin, 
the menu or report that rarely used were claim and 
benefit etc.” 

Menu in each 
feature. 
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R5 Use only major 
feature. 

“The feature except I told you above, we rarely use 
it all, because it without our demand of the software 
” 

Use only 
major feature. 

 

Q11. Do you thing, what will happen if the organization does not use HRIS? 

Res. Response Answer Code 

R1 More difficult to 
storage information, 
low security of data 
and reduce amount of 
staff.  

“Keep and call data will easy to mistake or 
incorrect, security of data is very low e.g. if we keep 
the information in paper then some page lost, it can 
make negative affect to organization. Moreover, if 
we don’t have this system, we might need more HR 
staff in order to perform HRM task, it can reduce 
amount of staff as well. 

Inconvenienc
e, low data 
security, 
higher 
expense cost. 

R2 Time consuming and 
higher data risk. 

“Loss time in order to keep and call information as 
manual or paper. Higher information’s risk; might 
be mistake or loss some part.” 

Time 
consuming, 
low data 
security. 

R3 Loss convenience of 
working. 

“HR in any company has own way to working but 
HRIS system will increase potential to perform 
efficient tasks. We can excise it and the organization 
still keep running but we just loss convenience of 
working.” 

Inconvenienc
e 

R4 Spend more time to 
call information, 
create a report, and 
payroll, cannot 
control compensation 

“If HR don’t use HRIS system, they will face with 
many problem during perform their tasks such as 
spend more time for call information and making a 
report as well as in term of time attendant and 
schedule, we cannot control compensation and leave 

Time 
consuming, 
loss some 
control, and 
higher risk of 
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and leave of 
employees, increasing 
of expense cost, and 
higher risk in term of 
payroll. 

of employees so it might affect to the organization, 
expense cost might increases. In addition, payroll 
system help HR in order to reduce time and risk to 
make a wrong payment.” 

loss data. 

R5 Low potential of 
efficient management; 
time consuming and 
pay more for expense 
cost. 

“HR will loss potential of efficient management 
because there will loss more time for storage and 
call information. In addition, if we keep the 
information in paper, we will loss expense cost in 
term of paper that we use for keep it. ” 

Time 
consuming, 
expense cost. 

 

Q12. Do you thing HRIS software which you used (Orisoft) worthwhile with budget that you spent 
or not, why? 

Res. Response Answer Code 

R1 Worthwhile, staff is a 
major key to 
determine worthwhile 
or not. 

“Worthwhile, but it might be more if we have 
knowledge and skill about using it. Therefore, 
worthwhile or not depend on staff who use it.” 

Worthwhile 

R2 Likely worthwhile. “I don’t know how much we paid for this software 
but in my opinion, it likely worthwhile.” 

Likely 
worthwhile 

R3 Worthwhile because 
able to use for a long 
term as well as 
software has update 
always. 

“I think it is worthwhile because we can use it in a 
long term; some company use for 10 years. And the 
software has launched new update or new function 
always along new trend.” 

Worthwhile 

R4 Worthwhile because it “Worthwhile because it help us to reduce time to Worthwhile 



 

86 
 

improves comfortable 
of working. 

complete the tasks and give us more comfortable on 
working.” 

R5 Very worthwhile “Very worthwhile when compare with opportunity 
that we will might loss of don’t use HRIS.” 

Very 
worthwhile 

 

Q13. How did you train your staffs in order to using HRIS software effectively? 

Res. Response Answer Code 

R1 Yearly training 
program by vender 
and relay knowledge 
and skill to new staff 
by own staff. 1-2 days 
for able to using. 

“Mostly in term of training before using the 
software, if set up new system, the vender will send 
their agent for train our staffs how to use the 
software. After set up, the vender will give training 
to us by yearly. Except that training’s period, when 
we have new HR staff, own HR staff will transfer 
responsibility as well as train the new HR staff in 
term of basic of using HRIS or any relevance 
software. Normally spend just 1-2 days for learning 
the basic using.”  

Vender’s 
training and 
relay training. 

R2 Training by vender in 
the first use then relay 
and transfer 
knowledge to new 
staff by own staff. 

“After system has been set up, software’s agent will 
be trainer, then training will be relay style; train the 
new staff by own staff before they leave out the 
company. Therefore it is not tight knowledge as it 
should be” 

Vender’s 
training and 
relay training. 

R3 Training program by 
agent of vender. 

“Mostly, the vender will send their agent to our 
company for train us. Moreover, they will provide 
manual to us for learning more as well as provide 
customer support when we have a problem also.” 

Vender’s 
training 
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R4 Yearly training 
program by vender. 

“Normally, the vender will provide training to us for 
learning how to use the software and system every 
year.” 

Vender’s 
training 

R5 Training has provided 
by vender, frequency 
depends on policy and 
condition of the 
vender. 

“Software training has provided by vender, 
frequency of training depends on vender’s policy as 
well as condition that we did with the vender after 
making the contact.” 

Vender’s 
training 
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