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Abstract:  
Human resource management is an important element of the strategy and policy of any organization. Application of systems for 

automated execution of activities related to the management and remuneration of human resources gives competitive advantages of 
organizations. The article identified the main systems and forms of software applications for managing human resources in Bulgaria and 
analysis of their essential functions. Presented are the features and benefits of cloud technologies in process automation in human resources 
management and the risks and disadvantages inherent in their use. The recommendations on the use of cloud technologies and software 
solutions for managing and rewarding of staff in the organization. 
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1. Introduction 

Nowadays managers of organizations realize the need 
to take adequate, accurate and timely solution for the 
management of human resources. Decision making related to 
staff is impossible without full information support of processes 
and information processing with modern automated systems. 
Consolidation of information activities related to human 
resources management with information on the overall activities 
of the organization provides a link between them and facilitates 
the management of business processes. 

The application of software for human resource 
management supports activities related to the recruitment and 
selection of staff, effective organization of labor, tracking key 
indicators of performance and efficiency. Almost every 
organization in Bulgaria uses software for managing human 
resources [1]. 

Most of them develop more 20 years and are updated 
more often than any other type of software.  

The development and renovation of business-oriented 
software is implemented in the following areas:  

• needs and requirements of users; 
• development of information technology; 
• Changes in regulations related to the tax and labor laws 

in the country.  
1. IT business applications 
Development of IT business applications and service 

activities related to human resources management passes in three 
phases: 

• Automation of payroll calculation;  
• Automation of accountability related to staff in the 

organization;  
• Automation of the processes of decision-making 

related to human resources management. 
Initially computer processing includes routine and most 

labor-intensive operations related to the calculation of wages, 
accruals and deductions for social security and health insurance 
and taxes.  

These operations are suitable for automation, as they 
are computing, clearly regulated and can easily fit into the 
algorithms [1].  

At a later stage to the functionality of the software 
added new opportunities for gathering and storing information:  

• the composition and structure of the staff in the 
organization, systematized in units and departments;  

• Files for accounting personnel data for each employee, 
the history of their changes and others similar functions 
[1]. 
Automation of processes in making decisions related to 

human resources management is related to coverage of the 
parameters that would be difficult formulated. If the software 
application must support profile for the competence of the 

employee, and in it than the traditional staffing accountability 
information (education, employment, etc.), account and not 
subject to precise measurement indicators such as the ability to 
adapt, leadership skills, ability to work in a team, etc. [1, 2]. 

There are Five Key Functions of an HRMS System [3]:  
• Payroll 
• Benefits Administration 
• Training Systems 
• Recruiting 
• HR Metrics 

According to analysts at Forrester Research [1] 
"modern Forrester Research blocks unevenly distributed across 
three levels: "User", "Strategic" and "Field", which include: 

Self - service interaction layer:  
-Employee self-service;  
-Manager self-service; 
-Employee communications;  
-Management reporting and analysis.  
Learning management processes: 
-Training administration;  
-Learning content management; 
-Learning delivery; 
-Recruitment processes; 
-Candidate sourcing.  
Workforce management processes: 
-Time and attendance;  
-Forecasting and scheduling;  
-Absence management;  

  -Employee records and personnel actions;  
-Benefits administration;  
-Payroll;  
-Position management;  
-HR compliance.  
Software companies are in a new stage of development 

in terms of the software available on the market. The 
development of automated systems for wage becomes more 
complicated for firms developing such products process as 
legislation in the country continuously compounded. The changes 
came into force on 01.01.2014 г. (Declaration 1 is equal to the 
Declaration 6 and simultaneous submission) difficult as 
companies working with software applications for salary and 
companies that develop them [2]. 

Decisions on staff remuneration reflects the strategy 
and policy of the organization in the field of human resources and 
the result of evaluation of performance of staff. Highlights of 
remuneration are: 

-financial reward (monetary, cash); 
-non-financial remuneration (non-monetary, moral). 
Characterization of wages in terms of national 

legislation and international labor law proves that pay is an 
important material incentive to work. 
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Classic element of the remuneration of labor of 
employees is wages as consideration of the work on labor 
contract. Wages monetary remuneration determined in 
accordance with the agreement under a contract for hire, the 
employer shall pay employees for their service. 

Salary is a structure element of the cost of labor. In 
parallel, it is also independent economic category, which is 
determined by factors outside the market. Wage focus socio-
economic, political, and legal and other processes in society. 

Complete and accurate classification systems and 
varieties of salary is a complex task, as is practice they are 
considered trade secret and information about them is not 
disclosed [4, 5]. In practical activities most commonly used 
systems of wages are: 

-Payment of the length of the work - the amount of the 
salary is determined by multiplying the amount of waste during 
working days or hours daily and hourly rate for a particular job or 
position; 

-Payment according to the output - an assessment 
criterion for the work they have made workers by the amount of 
output; 

-Percentage fee - in its use as a criterion for evaluation 
of the work using the amount of revenue realized a worker as an 
employee or group of workers; 

-Combined payment - criteria are output as output and 
hours worked.  

In organizations apply other forms of wages such as: 
pay according to work efficiency, merit, etc. 

Notwithstanding the application system or form of 
wages, it should be competitive (respecting market levels of 
remuneration), deservedly (according to the quantity and quality 
of the work), and to take into account the influence of factors 
affecting it [6, 7]. 

Almost all companies use software to calculate the 
wages according to their needs. SMBs are satisfied with basic 
opportunities for formation and calculation of remuneration and 
insurance and tax rates. Automation of management of human 
resources of larger companies with distinct divisions requires a 
richer functionality - maintaining a database of job applicants 
modules for training and qualification of personnel options to 
compile specific information and analyzes, etc. 

• Core HR encompasses the three traditional human 
resources management functions:  

• benefits administration -  time off, medical/dental/life 
insurance policies; 

• personnel tracking - Centralizes employee data such as 
contact information, past employment and 
demographic information; 

• payroll – tracking employee salaries, bonuses, health 
and other deductions; calculates withholding for taxes.  

The companies will require these functions when they have 
reached a critical mass of employees e.g. when, for instance, 
manually running payroll and managing employees with 
spreadsheets becomes difficultly a task. 

Workforce management comprises of software solutions 
intended to effectively track workforce. These solutions are for 
organizations whose employees work in shifts, and include 
applications to track time and attendance, monitor compliance 
with labor laws and usually include payroll functionality.  

Strategic HR involves growing the company by attracting 
and developing the best people and provide a combination of 
applicant tracking and recruiting, learning management as well as 
performance review functionality. This type of software ensure 
that a company is using its staff as efficiently as possible, and 
that employees are continuing to grow and develop, increasing 
employee satisfaction and retention rates. 

• Workforce Management   
-Time and attendance - Helps staff track employee 

attendance and absences. Many software solutions track 
accrual and usage of sick days. Rules-based engines provide 

alerts when employees miss or perform established amounts 
of work.  

-Provides functionality for scheduling employee shifts 
and attendance to ensure compliance with staffing needs. 
Systems can schedule employees across departments, 
locations and projects, and provide alerts to employees when 
schedules change and when staffing levels are inadequate.  
• Strategic HR   

-Applicant tracking systems - Provides a centralized 
database that lets recruiters store applicant information and 
employment applications throughout the application 
process. Features include candidate tracking, applicant 
status monitoring and direct integration with other HR 
applications. 

-Employee evaluation - Also known as performance 
review software, these applications offer a centralized 
system where supervisors can conduct and track reviews 
with employees. Features performance measuring, tracking 
and management by objectives. 

-Learning and development - Established a centralized 
hub to monitor new employee training and the ongoing 
skills development of existing employees. Features include 
content authoring and management, curriculum and 
certification path definition. 

2.Automated salary 
Companies developing software for wage offer 

different versions of software applications with the functionality 
and parameters suitable for large and small companies, to 
companies with different numbers of staff with different financial 
capabilities and different activity. In our country have created a 
large number of software systems for human resources, which 
include a wide range of features that can be summarized in the 
following areas:    

Omex 2000 [8] is an integrated software system that is 
designed for automation of departmental activities "Wages" and 
"Personnel" in all types of companies, regardless of the form of 
ownership and the system of remuneration. The program is built 
on modern tools and technology and is consistent both with the 
frequent changes in employment, tax and social legislation and 
with the rapid development of information technology. The 
system works with a single database, which frees the user to use 
parts of it without compromising the integrity of the information. 

The rich functionality of the system, timely and 
professional support make the software Omex 2000 reliable and 
preferred means of supporting the management and remuneration 
of human resources in organizations. 

ТЕRES [9] is a system which automates the work of 
planning and reporting of labor, wage and fee statements in civil 
contracts. Liaise via file export to the most common accounting 
products with different types of banking software and a personal 
register of the National Social Security Institute. 

Microinvest "Work, salary and personnel" Pro [10] is a 
comprehensive system for processing and control of data for 
company staff. The program offers features such as access 
control, entering and editing data from remote workstations. Has 
a complete set of forms and documents necessary for 
organization of the activity of bringing staff; preparation of data 
files for export to the National Revenue Agency and the National 
Social Security Institute; generating intensive inquiries as 
Certificates of retirement, references to statistics, etc.. 

Program suitable for companies with different activity 
is Payroll Atlas [11]. The system is a software solution for the 
department "Labor and wages", intended for the implementation 
of personnel policy and management wages. The program 
provides estimates of wages with opportunities to use monthly, 
daily and hourly tariff rates and individual earnings, calculating 
regulated by law charges and deductions, etc. 

SysHR [12] is a system for automated calculation of 
accruals, deductions and remuneration of staff to meet the 
regulatory requirements in the country. The system maintains 
information on wages and personal files of the employees of the 
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company. Used by financial institutions, manufacturing 
companies, hotels, trading companies and budget organizations. 
Advantage of the system SysHR new type of service - SysHR for 
Rent. 

The new service SysHR for Rent provides its customers 
to use the same product for rent, it saves significant investment, 
work pressure and excessive, unnatural responsibility for the 
preservation and maintenance of the database. 

The initial cost of license fees, software, equipment, 
certainly borne by the organization, providing software.  

With the new type of service SysHR For Rent 
consumer guarantee: 

-modern technology platform - Oracle; 
-full functionality of the system "Management of 

human resources and salary"; 
-maximum flexibility of service according to user 

needs; 
-high level of security for the database, guaranteed by 

highly qualified specialists and modern equipment; 
-modern means to protect information from 

unauthorized access over the Internet - electronic certificates and 
encrypted connections; 

-continuous process of work – 24 х 7; 
-rapid response and recovery capability of the system in 

crisis; 
-data protection technical failures, disasters, accidents, 

theft of office equipment, etc.; 
-reflecting the normative changes in the system SysHR 

For Rent; 
-ensuring and improving accountability to the National 

Insurance Institute.  
 According Common Features HR Software can be 
summarized as [13]:  
 3. Cloud HR software and Payroll calculation 
 -Automated payroll calculation than speed, timeliness 
and ease of use allows for the use of information from past 
periods, automated software updates, which in the dynamic 
change of law is essential.  
 -Manual payroll calculation is applied less frequently. 
Preferably of companies with a small number of staff (one,two), 
as in these cases it is advisable to invest in the purchase of 
software. 

-Autoskrining – functions of processing and calculation 
of salary transferred to specialized companies in these activities 
(accountants, etc.). It is preferred by small companies [14].  

The companies start a new war for talent, this $14+ 
billion market continues is with growth - 57 % of companies plan 
to make a major new HR software purchase in the next 18 
months. 

According J. Bersin there are the top 7 reasons of 
growth of HR software: 

1.  HR software systems are aging. 
The average HRMS system in large companies today is 

more than 5 years old.   
2.  Cloud HR software is now easy to buy. 
Nearly every major HR software provider now offers 

their solution in the cloud, making it possible for corporate HR 
managers to stop of upgrading systems every year. And once the 
company buy a cloud-based system, it is out of the cycle of major 
upgrades every few years because the vendor does this.  

3. New User Interfaces are a top driver for replacement. 
Our research now shows that the driver of change is the 

need for a more compelling, consumer-like, experience. Most of 
the vendor solutions now have mobile applications also, enabling 
employees to manage their vacation, time sheets, and employee 
directories on the road. 

4. Companies have too many systems and are ready to 
consolidate. 

Only 13% of organizations have a single HR system 
and on average companies have 3-4 different HR applications 
(one for learning, another for recruiting, for example). 

5. The Potential for Big Data Analytics  
Second on the list of buying criteria is the desire to 

create better talent analytics. While much of the core HR 
technology has now become a commodity, analytics is still a new 
area of technology and vendor solutions here vary greatly. 

6. Cloud Technology makes it Easier to Switch 
Vendors. 

Since more and more companies now have cloud-based 
systems for recruiting, learning, and other HR applications, it is 
now easier than ever to switch. Unlike traditional software which 
is highly customized by IT, these new systems can be replaced. 

7. Talent become one of the most important issues for 
CEO of the company 

For the global economy recovers more and more 
companies realize that human resource are their biggest 
challenge. Strategic recruiting, employee development, social 
networking, and internal employee communications are all 
critical business issues. The hottest categories according J. Bersin 
are: 

• New generation of recruiting (social recruiting tools, 
assessment, Big Data) 

• Mobile applications (mobile learning, recruiting, 
collaboration, and employee management) 

• Analytics (Big Data tools to analyze the job market, 
recruitment advertising), and new tools to enable social 
learning, knowledge management, and training 
administration. 

It’s a great time to „be buying and selling HR software 
today: lots of options and they are all getting better“.  

CONCLUSION 
Notwithstanding the application system and form of 

remuneration in the organization and management decision taken 
for the implementation of an automated system to calculate the 
wage is necessary to take into account the following objectives:  

-attracting and retaining highly qualified and 
experienced staff;  

-maintaining high motivation by providing 
remuneration commensurate with performance,  

-improving the image and competitiveness of the 
organization;  

-maintaining high performance and quality of the 
products and services to be achieved as the objectives of the 
organization and the personnel working in it. 
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