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ACCOUNTANTS SHOULD MAKE THE MOST OF HUMAN RESOURCES INFORMATION SYSTEMS

Human resources management is an opportunity for accountants to add value beyond the numbers.  Salaries and wages represent the a significant expenditure in most organizations.  It is prudent to carefully manage the risks and rewards associated with human resources.

Human resources management includes hiring, training, retention and termination.  It is in a critical success factor for most organizations and fraught with significant risk.

Accountants in public practice, industry, education and government are often used to help with staffing issues; usually on a case by case basis, generally relating to payroll and/or costing.

Human Resource Information Systems (HRIS) are not substitutes for knowing and understanding the multitude of rules associated with volatile personnel concerns which vary by province, type of work, health and safety issues, termination, employment standards, directors’ liabilities, union certification, employment equity, workplace accommodation, sexual harassment and more.
HRIS software is very prevalent.  Over 10,000 organizations in North  America use Abra, which is designed for use in circumstances ranging from 50 to more than 1,000 employees.  Accountants should encourage the organizations they work with to consider these issues, even if the size of an organization precludes a sophisticated HRIS, which would help manage these issues.
HRIS products such as Abra by Best Software Limited, electronically link to accounting packages such as Solomon, Accpac, People- Soft and others, with separate American and Canadian versions.  One Abra installation accommodates up to 254 companies and 999 paygroups; providing significant economies of scale in multi-company operations and/or where several clients would benefit from

sophisticated HRIS.
Widely dispersed locations, data security and technology concerns may lead organizations to prefer the accountant be responsible for storing such sensitive and important information.  HRIS are designed for managing individuals in numerous groupings and with many different requirements.  Much of the information needed to manage people is standard, however, because of the plethora of circumstances

relating to organizations in general, HRIS are inherently versatile and usually customized to each

situation and/or industry.   Associated training and customization represent a significant portion of the value added for HRIS.
Recruiting functionality includes resume scanning and populating of

skills databases, ranking of candidates and automating your responses to them, tracking the hiring process, and automated transfer of applicant into payroll and other systems.
Attendance management often requires exception reporting for staff with different attendance and timeoff plans and documentation required for unscheduled absences and/or accumulated holidays not yet taken.
HRIS include variable read and edit privileges, checklists and linked reference material, workflow  planning and scheduling. These capabilities facilitate effective and efficient operation by both frequent and infrequent users in local and in remote locations. It also enables people to update their own personal information.
HRIS provide a single place to store, report on and analyze information. Information is collected from

the very decentralized tasks of recruiting, payroll, training and maintenance of certifications, attendance

management, and other standard HR tasks.  Maintaining and reporting on information including job and pay history; education, previous employment and skill sets; detailed performance review information; and other information, are important HR functions.  Organizations often store and report on atypical information for accounting, regulatory, marketing and operational needs unique to them and/or their sector of the economy.

HRIS need not be restricted to managing employees. Other potential uses exist, including managing volunteers, independent contractors, and recipients of services in residential and/or social service and health care settings.

This article originally appeared in the September  2001 edition of The Bottom Line and is presented by permission of Butterworths Canada Ltd.  At the time the author was a member of The Bottom Line Editorial Advisory Board.  The author can be reached at joe@macdonald.ca   or www.macdonald.ca . 
