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HR and Payroll System - Overview of our current requirements
1. Background information

[bookmark: _GoBack]The Royal Borough of Windsor and Maidenhead (RBWM) currently uses iTrent (supported by Business Objects reporting) for its HR and payroll processing, and like many other organisations the Council requires an integrated HR management and payroll software (HRMS) which addresses all its needs for workforce management.

The HR service customer base covers c4,500 people, c600 are core RBWM staff, the rest are partner organisations and schools. The key objective is to provide an intuitive, streamlined, technology-based service to support employees and managers. This is underpinned by a large amount of regular management information which helps drive and shape our business.  

We are increasingly being approached by external organisations to provide payroll related and/or transactional HR services. In terms of the HRMS this means that the fundamentals around payroll processing, online transactions (at both employee and manager level) and robust management information are essential requirements for when looking for a new system.  

As our current contract maximum term expires on the 28 May 2023, we wish to undertake the initial market engagement to understand the current HRMS market in terms of the suppliers and software available. This document should give you a broad overview of RBWM’s requirements, please note that this is not an exhaustive specification nor the tender specification. 

2. Payroll
The RBWM HR service administers different payrolls on behalf of other employers (partners) in addition to our own RBWM payroll. Currently we have one payroll system which allows us to run a number of different payrolls for different employers (i.e. our service provision partners, schools and  Academy schools), this means the setup can be different across each of these payrolls; they may have different pay dates, pay elements or terms and conditions set-up within each one. 
In total RBWM manages 15 monthly payrolls which cover c4,500 employees, broken down as follows:

· 12 are for academies/schools who have their own payrolls
· 2 are for partner organisations
· 1 is the core RBWM employees and RBWM school’s payroll (35 schools) – c 1,200 employees
RBWM is both the HR and payroll provider for 14 of these payrolls, for the remaining one we run a payroll bureau service only. 
The reason for this set up is that although the staff within an Academy school are not RBWM employees, the school remains within the LEA area and therefore we are the provider of choice, as we have the historical knowledge to support their requirements. Also, a number of the Councils services are provided by the 3rd parties (some are fully outsourced, some are delivered through a community interest company and/or a local authority trading company) who are considered as our partners and an extension of our workforce, therefore the payroll provisions were absorbed into our current contract. 

3. Essential/core requirements currently identified
Detailed below are a list of essential functionalities for RBWM: 

· Comprehensive HR and Payroll administration.
· Workflow process including emails and task authorisation.
· Supports grades, spinal points and spot salaries.
· Allows for a person to have multiple job roles with terms and conditions individual to each role/payroll/organisation.
· Employee and Manager Self-service for absence recording, overtime, casual hours, annual leave, mileage and other expenses.
· Fully customisable stationery and online delivery in terms of branding.
· Supports Teachers pension monthly data collection/reconciliation.
· Supports LGPS including use of iConnect.
· Management information – fully user customisable reporting.
· Recording of performance management outcomes.
· Online recruitment and application tracking which feeds the core system.
· Online learning event booking and recording of outcomes.
· Multiple testing environments (at least 2).
· Enables establishment monitoring and reporting, including FTE’s.
· Customised GL interface (currently we use Unit 4, Agresso financial system) fully supported by the supplier for the life of the contract.
· Ability to delete/redact data as per organisation/legislative requirements.
· Fully customisable system audit.
· Flexibility to increase and decrease the number of people on the system.
· Works across a wide range of devices/platforms/browsers.
· Ability to provide data in the format compatible with Civica Digital360 Document Management System. 

4. Optional functionalities
Detailed below functionalities which are currently, considered as optional:
· Performance management processing.
· Facilitates Personal development plans/CPD.
· Health and safety data recording.
· Rostering functionality for a small area of the workforce working shifts.
· Any other functionality the solution provides that may be of interest given our organisation set-up and delivery model.
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5. Technical considerations
The technical considerations are:
Hosting
Currently our preferred option would be Platform as a Service/Software as a Service (PaaS/SaaS) with:
· Data storage in the United Kingdom with dual site resilience.
· Web-based application with security using TLS 1.2 (with approved cipher suites) or higher.
· Publicly available to support schools and partners.
· MS-SQL database or similar for ease of administration and back-up.
In the event of an On-premise solution, the above stated requirements would also apply plus: 
· Windows Server 2019
Security Requirements
· The HRMS must have a multi-tiered architecture with a minimum of 3 independent layers.
· Presentation layer (browser interface or client app)
· Application server (business logic - security checks)
· Database server (data layer).  The presentation layer must not communicate directly with the Database server.

· Data must be protected by strong encryption which is stored on an encrypted file system.
· SSL certification for encrypted communication between the browser and webserver.
· Passwords:  The HR system must store passwords as hashes and not passwords. 
· Authentication: Two factor authentication.  User authorisation controlled by user role-based security - access should be in accordance with roles and responsibilities.
· The development, operations and delivery of the HRMS must be certified by BSI to ISO 27001:2013.

6. General requirements 
In summary the HRMS needs to:
· offer functionalities which we require (as outlined above)
· have a proven good track record
· be robust and reliable 
· have an excellent support
· offer high level of data security
· be easy to navigate, intuitive
· be scalable and flexible

7. What do you need to do/the next steps 
We would like you to complete the attached questionnaire to the best of your ability.  Once all the information is gathered, we plan to engage further with a small number of suppliers to gain further insight into the software functionality and follow up with any clarifications which we may need.  Depending on the Covid-19 situation this may take form of virtual or face to face meetings, demo sessions etc.
Please note that this is a market engagement exercise not a formal tender and be assured that all information provided will be treated in the strictest confidence. 

We very much appreciate your participation in this process and interest in RBWM.
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