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Strategic input
elcome
to
HR
magazine’s Technology
Supplement, sponsored
by Cascade, provider of
HR and Payroll software.
With the role of
technology ever evolving, both
within HR departments and
the wider organisation as a
whole, this supplement aims
to explore the latest trends
and products that will
interest you and be relevant
to your company.
The use of technology in
business
helps
HR
professionals manage the
ever changing people
landscape – whether that
is tackling auto enrolment,
reducing the cost of absences,
or
managing
legislative
developments such as holiday
pay entitlements.
It is supporting the development of
the profession too. Recent research
commissioned by Cascade revealed
that 73% of survey participants
believe technology helps them
enhance the profile of HR throughout
the organisation. HR technology is
not simply a databank, and people
who maintain this viewpoint are very
misguided. It can in fact encourage the
incredibly powerful utilisation of that
data, informing strategic input and
driving change on a business-wide
level. The more HR professionals that
realise this, the more boardroom
appreciation we may see for the role
of HR. (You can read more about
Cascade’s survey findings on p7 of
this supplement.)
This shift in perception about the way
technology is used within the HR
function also presents new challenges
and opportunities for trusted suppliers
like Cascade. We are not just a vendor
that is kept at arms-length after the
procurement stage – we are an ongoing
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adviser and aide, who can help clients to continually
work smarter and enable them to harness the value
of the data they hold at their fingertips.
What further changes is technology bringing
about? Developments in workflow and self service
have enabled HR departments to create
better
cohesion
across
their
organisations’ workforces. We are
seeing greater autonomy among
line managers and employees,
with them being responsible for
more of their own data. As a
result, processes such as
appraisals,
holidays
and
absences are being dealt with
by those who are closer to the
individuals
concerned,
making it much easier to pick
up on workforce behaviour. At
the same time all that crucial
data is being stored and utilised at a
higher board level to understand
more business-wide trends.
There is also a perceptible shift
within HR teams in the way they use
technology to engage with employees.
While the function of self-service is a
valuable tool within HR software,
many HR departments are realising
the benefit of utilising the power of
technology to go a step further – and
are therefore driving more productivity
and increasing morale. Gathering
employee feedback and using the
system to pinpoint people within the
organisation that may benefit from
more support are just some of the
ways Cascade clients are harnessing
the power of the data at their disposal.
By investing in the right HR
technology,
HR
administrators,
managers and directors can achieve
some of the progression that the
profession has so long craved.

Oliver Shaw, CEO, Cascade HR
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Leader HR technology

round 35% of current jobs in
the UK are at high risk of
computerisation over the
next 20 years. This is
according to a recent
Oxford University and
Deloitte’s report, Agiletown: the relentless
march of technology and London’s response.
The headline no doubt sent many
scurrying to BBC News’s interactive ‘Will
a robot take your job?’ article. I was
certainly among them, breathing a sigh
of relief to learn that it’s “quite
unlikely” (with an 8% likelihood)
that my job will be taken over by a
robot by 2035 – only to then be once
again unnerved by reading that 90%
of pure, facts-based news will, in 15
years’ time, be written by machines.
What this last revelation confirmed,
however,
was
the
increased
opportunity for humans to fulfil
purely creative, rather than more
repetitive or formulaic, tasks in
future. “It means that the journalists
can extend their reach. The world of
news will expand,” Kristian
Hammond, chief scientist at
software producer Narrative Science,
told BBC News regarding the specific
example of journalism.
Commenting on the Oxford
University and Deloitte report,
London senior partner at Deloitte
Angus Knowles-Cutler confirmed
there were both “challenges” but also
“opportunities”, gesturing towards the
reality that technological innovation
often serves not to replace humans, but
enhance them.
The importance of keeping people at the heart
of business technology should, then, despite the
slightly terrifying headlines, be clear to see. And, as
explored in our cover feature on p4, it should be the
priority of every business.
Without sustained cooperation with
HR, IT risks losing sight of the
technology adoption challenge, for
example – and by not involving itself in
these conversations, HR once again risks
hrmagazine.co.uk
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relegating itself to back-office, rather
than strategic, activities.
Technological innovation brings
not just opportunity for HR, however,
but responsibility too. As our Reclaim
Your Time campaign reflects (watch
this space for an upcoming ebook,
revealing the results of our Reclaim
Your Time survey), email
overload and a technologyenabled always-on culture can
in fact harm productivity levels
– not to mention employee
mental health.
It is crucial that HR ensures
digital technologies are used
sensibly.
As
professor
of
information systems
at
Lancaster
University
Monideepa Tarafdar puts it
(p4): “As a user, you don’t always
know that your cell phone can be
addictive, that there are things like
information overload. But HR has
that information.”
And, of course, strong HR-IT
collaboration will feed back manyfold into HR’s own activities –
whether it’s deciding if a
single-supplier or jigsaw approach
is best (p11), implementing a global
roll-out of HR software (p14), or
establishing which wearable tech
should be used to monitor health and
wellbeing (p16).
Because, although the extent to
which jobs at the top of Oxford
University and Deloitte’s hit list for
automation (telephone salesperson,
typist, legal secretary, finance officer…)
will be eradicated remains to be seen,
there’s no denying the ever-rising
dominance, in all areas of life, of digital
tech. And there’s no denying that, as
in all areas, HR must get clued up – and
get involved.

Jenny Roper, supplement editor
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to IT
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Corporate IT’s rise from an intimidating and secretive dark art to a
function embracing the core of the organisation’s purpose and
people can only continue with HR’s involvement. By JENNY ROPER
ay ‘IT department’ to most and a
certain, perhaps slightly unfair and
outdated, image probably springs to
mind. Separated-off, inexplicably
darkened
rooms
full
of
nightmarish tangled wires and
multiple screens… conversations
where you’re lucky if every other
word makes sense… We’ve all had
run-ins with IT functions – often when at our most
desperate and at risk of hurling expensive items –
that leave much to be desired.
Yet IT teams of this ilk are surely nearing
extinction. Technology and software are no longer
small, supporting elements,
but rather integral to
everything that the majority
of organisations do – with
the modern, helpful and
embedded, as opposed to
siloed, IT department of
today reflecting this.
Also integral to everything
most organisations do, of
course, are those people, the
employees, actually using this
technology to enhance or
speed up processes day-to
-day. And so the meteoric rise
of the IT department, and its
status now as core to all facets
of a business’s success, can only take place through
close and ongoing collaboration with HR.
“We can see how technology is affecting our
everyday lives; we only have to look at the last five or
10 years and see how far we’ve come to imagine what
the next five or 10 years will look like,” says Trudi
Bluck, HR director at housing association Orbit
Housing. “And it’s only by HR and IT working
together that we can come up with solutions and
plans and make sure we’re fit for the future.”
“At the risk of sounding like a politician, I think
someone needs to represent the people and the
employee experience,” says Cascade HR CEO Oliver
Shaw. He points out that at its most basic level, new
technology may automate processes so radically as to
replace rather than complement a job description.
But he qualifies that, in fact, HR’s role, as in all cases
of company strategy and transformation, should go
far beyond stepping in to ease any legal disputes.

“You may have to make people redundant, close
offices. In some cases, there may be legitimate
industrial complaints about how something will
work,” he says. “But HR also needs to get people
aware and excited about what’s going to happen and
what people need to do differently now.”
As Shaw highlights, an obvious area for HR
involvement is training for, and communicating,
change. Here there are myriad issues requiring HR’s
perspective, with effective HR input ideally
transcending a reactive, ‘rolling out a couple hours of
training’ approach.
Regarding foreign exchange company Travelex’s
strategy here, head of HR Centre of Excellence Julian
Thornley says: “We’re not just
ticking boxes, making sure it’s
OK to use a certain technology
in Europe, for example. We’re
actually leading the change
plans and communication;
winning the hearts and minds
at grassroots level. What’s
happened traditionally is that
IT has gone and done the
implementation, so CTOs
have rolled out new systems
and technologies, but it has
struggled
because
the
engagement hasn’t been
there, they haven’t really
managed to host the business
change. A lot of company overspends result in IT
working in isolation.”
Even before the nitty gritty of communication and
training strategies are arrived at, HR should be
involved in helping to set up project teams for
particularly significant roll-outs, says Cascade’s
Shaw. “If you think about any significant project,
you’ll create a team around it. There may be
opportunities for existing staff, there may be people
you need to recruit, specific skills you need to find.
So there are real strategic and operational concerns
for HR on any technology investment,” he says.
HR can play a valuable role in helping the business
determine which existing staff will be best placed to
sit on such a project team and to deliver training,
says Sarah Lowe, HR manager at construction
chemical manufacturer Sika. “With the people
chosen as champions, we [HR] could say, ‘Actually,
do we think these are the best people?’,” she says

We’re not just

ticking boxes.
We’re actually
leading the

change plans

and the
communication
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regarding Sika’s roll-out of new SAP stock
control and planning software. “They [the
organisation] had identified people who had a
specific role in the business. Our challenge was
twofold: do they have the leadership skills to
do that? Because that was completely not
considered; and can they commit a period of
time away from their normal responsibilities?
We were very much able to challenge the whole
project dynamic.”
Lowe says these conversations need to
happen straight away, so HR’s involvement
right from the very beginning is crucial. She
adds that HR scrutinising the “design” of any
new technology is also vital.
Asif Iqbal, HR systems and support manager
at Orbit Housing, agrees. “One thing we are
good at at Orbit is we have a quite rigorous
project methodology, so anyone who is a
stakeholder, including HR, won’t just be
involved during the project, but also in the
selection process itself,” he reports.
In fact, a really effective HR department
should in most organisations not only
contribute to the selection process, but also be
the first in some instances to highlight a
challenge or opportunity that technology
might address, says Veronica van der Hoeven,
CHRO at Mitsubishi UFJ Fund Services. This
is because many issues rising urgently up HR’s
agenda – how to facilitate more flexible, remote
working cultures, and how to really go the
extra mile on employee engagement to aid
attraction and retention, for example – are
increasingly also questions of technology.
“If you look at our mix of staff, we probably
have two thirds to one third Gen Y and a third
Gen X, and over time it has become apparent
that what Gen Y want is fast-paced tech that
mirrors their experience outside the workplace,
and Gen X want reliable data that’s userfriendly,” says van der Hoeven.
Regarding remote working, she adds: “One
thing especially for Gen X is remote access. So
we’ve worked with IT to ensure the remote
access employees have is flexible and hasslefree and that they have everything they need at
their fingertips.”
But where technology is being implemented
to radically alter the way, and particularly
where, work is done, HR’s role should not just
be to ensure employee adoption and that the
best technology is chosen, warns Monideepa
Tarafdar, professor of information systems at
Lancaster University, and joint author of The
Dark Side of Information Technology. Rather,
HR also has a responsibility to mitigate against
some of the more harmful effects of remote
and flexible working, she says.
6 HR Supplement October 2015
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HR should
be involved as

early as
possible in

understanding
how

technology

should be used

“As a
user, you don’t
always know that your cell
phone can be addictive, that there
are things like information overload. But
HR has this information,” she says. “In the
paper, we argue that this requires a threepronged approach. It’s not just technical, it’s
not just managers; it’s HR as well. So HR
should be involved as early as possible when it
comes to understanding how technology
should be used and the potential impact.” (To
start to tackle this issue HR magazine has
launched a Reclaim Your Time survey, the
results of which will be unveiled and debated
in a special ebook, out November.)
However, this nirvana state of close and
effective HR-IT collaboration is currently by
no means a given at many organisations, warns
Tarafdar. “The latter two stages of an IT project
[of implementation and training] have not
typically been the purview of HR, and I would
say they still are not.”
So how can HR persuade colleagues of its
value here and go about establishing strong
links with IT? Orbit Housing’s approach has
been one of both appointing someone (in this
organisation’s case, HR systems and support
manager Iqbal) to act as a bridge between the
two departments, and of insisting that HR sit
on all tech-related committees.
“Our experience has taught us that
governance is important. With all the big
programmes we have IT and HR professionals
round the table. That gives an equal voice to
both parties,” agrees Travelex’s Thornley.
hrmagazine.co.uk

23/09/2015 10:24

Can HR’s strategic input
be better acknowledged
in the boardroom?
Human Resources professionals still believe there
needs to be more respect for the contribution HR
makes in the boardroom - and the impact HR has on
an organisation’s bottom line.
A survey commissioned by Cascade HR showed
that 76.22% of respondents – from administrators
to senior managers – believe HR’s strategic input
remains poorly acknowledged.

Over 76% of HR professionals believe their
strategic input is poorly acknowledged.
The statistics come as no surprise to the Cascade
team, who, with nearly 700 clients throughout the
UK, have frequently been told about this challenge.
But with discussions surrounding big data continuing
apace throughout the industry, a potential turning
point is looming, believes Cascade’s CEO Oliver Shaw.
“Some people no doubt think ‘big data’ is just the
latest fad to hit the headlines,” he said.
“However, as commentary unfolds as to the power
of the metrics that HR has at its ﬁngertips, it seems
the concept is gradually attracting more attention.
And this is important – complex data isn’t just for
scientists and analysts anymore.”
If HR can pay attention to some of the data that
so many senior business leaders don’t see, Shaw
believes the profession could start to shed this longstanding frustration with the boardroom.
“I’m a big believer that HR professionals do hold the
key to some much more powerful strategic thinking
within private sector organisations,” he continued.
“By interrogating the right data, for instance, they
could aid much smarter resource planning. It
would certainly capture my attention if someone
told me how many people I had in work today, their
productivity ratio, how many more people we need to
fulﬁl our objectives, how many CVs we’d have to see
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and interviews we’d need to conduct to ﬁll that gap,
what our recruitment pipeline looks like, how long it
will all take, and at what cost.”
Cascade is reported to be preparing a series of
practical, advice-led resources to help clients with this
challenge. Shaw concludes:
“73% of survey participants claimed that technology
helps them enhance the proﬁle of HR throughout
the organisation. The trust that clients place in their
HR software vendors, as a result, means we’re well
placed to help them with some smarter thinking.
Our aim is to show HR and payroll specialists how to
uncover and conﬁdently present information in a way
that will challenge senior management and help them
run their businesses better. This will prove key to the
profession strengthening its boardroom position.”

73% of survey participants claimed that
technology helps them enhance the proﬁle
of HR throughout the organisation.
The eleven question survey also revealed that
employee engagement, recruitment and Shared
Parental Leave (SPL) are the three topics that HR
expects to ﬁnd the most challenging throughout this
ﬁnancial year.
Oliver Shaw CEO
Cascade HR
Oliver will be speaking at the
CIPD Annual Conference and
Exhibition in November. He
will be discussing how HR
can make a truly strategic
contribution to the organisation
as a whole – using real life
examples and expert advice.
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The IT professional’s perspective
Paul Didyk, chief technology officer at Mitsubishi
UFJ Fund Services
“I think that, traditionally, IT’s focus has been on
functionality and achieving the goal; whether it was in
a clunky way or not didn’t matter. It can become
difficult – there are certainly things in the IT realm that
you wouldn’t want an HR person to be responsible for.
But now we have many success stories that are
success stories because that user-centric approach
to design has been taken.
“The HR component of that is: is the system intuitive, is it irritating to
use, does it achieve what I want to do? HR can go a long way to helping on
that because they have the tools at their disposal to gather information and
feedback. Something is often built that makes total sense from the
developer or architect’s point of view but not from the user’s. Quite often,
IT can buy software that ticks all the boxes but, if the colours are wrong
even, it can be something people reject.
“HR facilitating user training is very important. On the procurement side,
as part of a due diligence analysis process, I think there should be some
involvement around the user experience. Technologies particularly important
for HR to be involved with are dashboards and share points. It would be very
helpful if HR could participate in any proof of concept exercises, user
acceptance testing, and managing the communication. There’s a lot that
needs to be done there, and often IT aren’t the best people for that.”

HR should coordinate timely surveys and
discussion groups in order to bring valuable
information to, and prove their expertise in,
the new technology adoption challenge, says
Paul Burrin, CMO at Fairsail. He also
recommends HR professionals coax those IT
teams possessive over tech projects into greater
cooperation, through highlighting that both
functions face similar challenges, and that
partnering could be mutually beneficial.
“The simple fact is, with things like
consumerisation of IT, the whole world of IT is
beginning to change,” he says. “So as HR is
increasingly beginning to think about how
they partner with the rest of the organisation
– how they work well with the executive team
so they’re not just relegated to a back-office
admin place – so IT is also in a position now
where they’re having to think how do they
partner more with the business and add more
value. Because with things like the cloud and
mobile, things that in the past had to be done
internally can be pushed out to other
companies. So there’s an opportunity here:
changing worlds increase opportunity.”
HR should also demonstrate understanding
and respect for the specific challenges IT faces,
advises Burrin, and of what is and isn’t within
their remit. “HR has to understand the
8 HR Supplement October 2015
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boundaries that IT teams are working within.
Security, for example – there are certain things
that just have to happen from a security point
of view,” he says. “If you don’t understand that
and start asking people to do things that are
going to create security problems, you’re on a
highway to nothing from the word go.”
“It’s about HR respecting the boundaries
and expertise within the process,” agrees
Matthew Wood, client director at Thomsons
Online Benefits. “So, for example, they might
not actively challenge the selection of the new
system but instead respect that that’s someone
else’s area. Then they’ll gain trust.”
Wood adds that in many instances it will be
vital to involve those departments that will
actually be using the technology day to day. “I
personally think you need to look at where the
major usage is of the system for them to
effectively drive what the policy and potential
solutions should be. HR’s role should be much
more on supporting the implementation of
the system. So, for something like a CRM
system, you would only expect a sales or client
relationship management function to take a
lead on.”
HR’s sway will ultimately come down
though to that perennial matter of how much
clout the function has within the organisation
overall. “It’s very important for anything HR
wants to introduce that it is positioned well in
the business to begin with,” confirms Sika’s
Lowe. “If it is seen as just a support function
that’s reactive, it’s very difficult for it to
position itself to bring about change.”
The stakes here, as in all instances where HR
should be adding value, are high. “If HR hasn’t
been involved, they absolutely should get
involved now very quickly because otherwise
the function is going to become increasingly
irrelevant,” warns Fairsail’s Burrin. “The same
business needs will always exist, but what you’ll
find is different parts of the business will start
to absorb aspects of what HR should be doing.”
Most importantly, these other business
functions probably won’t add the same value
as an experienced and knowledgeable HR
function. Industrial disputes, stressed-out
employees and nowhere near the same positive
engagement and adoption levels, or even
quality of new technologies, could be the fallout of this scenario.
In the words of Lowe: “People need to realise
that technology is not there to place an order,
for example. It’s there to help an employee
place an order. Because the business is made up
of people, and if people aren’t going to embrace
it then it ain’t gonna work.” HR
hrmagazine.co.uk

23/09/2015 12:11

How can a unified
talent management system meet the top
HR challenges in business?
RECRUITMENT
• Reduce the time it takes to hire
candidates as a way of controlling costs
• Identify the most effective advertising
medium that will attract the best
candidates
• Get the best fit - know exactly what
you’re looking for

PRODUCTIVITY
• Evaluate the potential of
each individual
• Make profitable investment
decisions about training
• Review output and determine
ways of improving productivity

RETENTION
• Avoid the cost of re-hiring
through motivation and
communication
• Establish and address trends
behind resignations
• Set attractive career
developments

Are you getting the full picture from your HR system?
When it comes to effective talent
management, a unified system is a
must. Without one, it’s impossible for
managers and HR professionals to
understand how decisions made about
their workforce will impact the success
of their company.
The days of using a number of different
systems for each faculty of HR is
becoming a thing of the past. They are
being replaced by unified systems like
Deltek Talent Management, which
bring recruiting, performance, learning,
development and compensation together
into one easy to use interface.
The benefits are improved visibility,
accountability and a more in-depth
knowledge about what can be done to
improve your employee’s future, as well as
the success of your company.

The benefits of a unified talent
management system:
A single HR dashboard empowers everyone
involved in people management to see
the “bigger picture”. This will, among other
things, help set achievable yet productive
goals, assist with performance reviews and
help establish learning and development
requirements.

• Increased flexibility – configure your
dashboard to suit your particular needs
• Rapid reporting – cross modular analysis
will help evaluate the synergy of your
employees and their suitability to your
requirements
• Updates and upgrades – free upgrades
let your stay in tune with the market and
your business requirements

A single, unified platform will provide:
• A single view in a cloud based system access what you need, when you want it,
on your phone even when out and about
• Reduced time to recruit – your
dashboard will flag up skills gaps and
even evaluate your database of past
candidates
• Improved analytics – easy to read
graphics make evaluating and comparing
processes simple and straightforward

The talent management system you
choose plays a critical role in the way you
manage your employees. Show a united
front with a single interface system for a
comprehensive view of the people who
make up your business.
Visit www.deltek.co.uk to find out
about Deltek – Talent Management,
the unified system for people who
manage people.

HR has a direct impact on the success of your company.
It pays to keep a business mind.
Download our free guide to find out about the top ten
metrics every HR professional should care about.
www.deltek.co.uk/Metrics
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One way or
pick and mix?
hether it regards a mortgage,
utility
company,
insurance
provider or supermarket, gone are
the days of unswerving, lifelong
consumer loyalty. The digital age has
heralded an era of tireless shopping
around, with savvy consumers always on
the hunt for the very best deal.
And this shop-around consumer mindset is in fact increasingly
making its way into the world of business software, too. Not only
has the cloud enabled many more boutique technology providers
to enter the market, extending choice, but it has also made it far
easier for organisations to make the switch. Software can be
accessed from the cloud as and when required and no longer
involves lengthy implementation times or the expensive technology
infrastructure to run it. So the arrival of the cloud has thrown the
perennial debate of whether organisations should opt for a singlehrmagazine.co.uk
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The choice between a single
supplier, best-of-breed
approach or combination of
the two, is an important
decision for HR, writes
SCOTT BEAGRIE

supplier approach for their HR software, or choose several different
best-of-breed products from specialist suppliers, into even sharper
and more urgent focus.
There are certainly plenty now opting for the relatively new
option of a jigsaw of best-in-breed packages. “Businesses are feeling
that they have more power to their elbow and expect technology to
meet their needs rather than be told how to build their [software]
ecosystem,” says Kirstie Kelly, director of LaunchPad Recruits,
which as well as providing a video interviewing platform offers a
consultancy service on HR technology implementation.
“This is great because it means they are creating processes and
systems that work for them rather than accepting something
vanilla. And they are comfortable having multiple stakeholders
which can help them achieve this,” she continues, adding that “a
total HR solution is an aspiration” rather than an achievable reality.
Cornerstone OnDemand, which provides an integrated suite of
talent management products, reports that as many as 90% of its
October 2015 HR Supplement 11
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customers integrate its software
with other systems, including
payroll/HRIS or process-oriented
technologies such as content
authoring
tools
and
virtual
classrooms. This has prompted the
provider to introduce Cornerstone
Edge, which allows customers to
integrate and create applications on
top of its technology.
The company represents a growing
number of providers increasingly willing to
integrate with other products. According to Ian
Dowd, marketing director at NGA Human
Resources – whose product ResourceLink
provides an end-to-end solution across the
employee lifecycle – integration with thirdparty applications is a common request, with
this enabling long-term adaptation as a
business’s needs evolve.
“There are lots of single areas that present
challenges across a business, and integration
is key to solving them,” he says. “So customers
will explore new and different areas of their
HR solution as they progress and their
HR function becomes more sophisticated
and automated.”
Another key benefit is quicker reporting,
says Tony Brookes, sales director of
recruitment software company Vacancy Filler.
He contends that a single-function system can be better at cutting
to the chase when it comes to reporting. “It is often quicker and
easier to get the specific information required from smaller vendors
working on a sub-project, compared with a global enterprise-wide
system where security and access privileges are controlled and
limited, which means that obtaining information quickly can
sometimes be more difficult and can take longer,” he says.
Brookes adds that system integration is far less of an issue than
some of the larger providers would have their customers believe.
Many vendors have an open application program interface (API) or
another standard for integration. Vacancy Filler, for instance,
adheres to the HR XML standard; it has integrated software from
third parties including skills-testing provider ISV Software and
video-interviewing platform provider LaunchPad Recruits.
Brookes advises HR professionals to find a vendor with a strong
API capability, “because it shows commitment to integration,
compared with a vendor that has limited ambitions in this area and
seldom integrates”.
There are also those, however, still advocating a single-supplier
approach. Santander UK, for example, currently has different
platforms for recruitment, payroll, learning and HR, but is
undertaking a wider HR transformation programme and moving
to an integrated system from a single provider. This is designed to
enable it to manage the entire employee lifecycle from onboarding
to succession planning.
“It will be complex as we’ve built a lot of processes around these
systems,” says Hema Bakhshi, resourcing manager, people and
talent, at the company. “But how our organisation is moving in
terms of digital advancement and technology means we have no

choice but to make sure we advance our
HR processes in accordance with that.
Training will be key.”
Matthieu
Durif,
solution
consulting
director,
Northern
Europe, at Cornerstone OnDemand,
says a major benefit is employees,
managers and HR professionals
enjoying a fully unified and consistent
user experience. “When conducting
performance reviews for example,
consolidated information on competencies,
performance, compensation and learning is
easily accessible,” he explains.
Linked to this, of course, is more
consolidated reporting and analytics.
Santander’s Bakhshi claims that while
management reporting and analytics were
possible previously, it was difficult where data
was held in separate systems. “[A single
supplier system] will give us the benefit of
linking recruitment data with, for example,
performance management data, so we can be
more proactive in the area of predictive
analytics and truly manage things like quality
and performance,” she says.
Growing emphasis on big data means that
integrated system providers are keen to
highlight the importance of these features.
NGA’s Dowd reckons it is the ability to deliver
“a single source of truth” for data-driven decision-making that is
desirable to many customers.
It’s apparent, then, that there is still no clear consensus on
whether a single supplier or pick-and-mix approach is best. This, it
seems, will depend on which features – speedy data access versus
consolidated reporting and analytics, a unified user experience
versus best in breed of all technologies – are of highest priority to
the organisation and HR department in question.
Whichever is chosen, HR professionals will of course need to be
skilled up to deliver. A pick-and-mix approach will be most
demanding in this respect, points out Kelly. She says HR
professionals have yet to become adequately “tooled up” to projectmanage technical integration or technical re-engineering. What’s
needed, she explains, is the approach of several global corporates,
who are recruiting a solutions lead who is part-technical and partHR. But, she adds: “Many aren’t [doing this] and they are leaving it
to their HR population, so they are more likely to migrate to
companies that will guide them through the process.”
Organisations might also want to consider an approach that
borrows from both routes. Indeed, this is what Santander intends to
do. Once its total solution is in place, Bakhshi intends investigating
what can be bolted on to make, for example, the recruitment
experience “best in class”. “I’ll be exploring different technologies,
whether it be video interviewing or for behavioural assessment,”
she explains.
And so the hope is that in this far more open, interconnected
world, HR software choice won’t even just come down to single
supplier or best of breed. Rather HR might soon, on the whole, go
for “best of both”. HR

Businesses

have more
power to their
elbow and
expect

technology to
meet their
needs
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HR technology Going Global

Make your

global
roll-out
work

Implementing a single HR software solution makes sense for many
multinational organisations, but it is fraught with challenges.
Scott Beagrie looks at the main issues – and the solutions

‘‘T

his is the age
of ‘big data’,
the age of
relationshipbuilding, the age
of understanding
our
employees
and what makes
them be the best they can be,” comments
Matthew Jeffery, VP head of global sourcing
and employment branding at software vendor
SAP UK. “Global software that helps a business
manage its talent is critical if a business is
serious about being a great place to work and
employees reaching their full potential.”
There is little that any forward-thinking HR
professional could find to disagree with in
Jeffery’s words. What they may well
highlight, however, is the challenging nature
of rolling out one, universally effective, HR
software solution to all of an organisation’s
global operations.
Indeed, this can be so challenging that
organisations pronounce global roll-outs a
success simply “because they went live”, reports
Elizabeth Rennie, HR services research
director at Nelson Hall. But “success today
needs to be more than just a ‘go live’”, she says,
adding that “what defines success is whether
you’ve met your original objectives”.
To help organisations make true successes
14 HR Supplement October 2015
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of global roll-outs, then, HR magazine looks at
some of the main issues HR is likely to meet
and how these can be tackled.

1

Adoption and
expectation

Nelson Hall’s Rennie suggests that low usage
of a new system often stems from employees
not appreciating why they need to use it.
“People don’t log on to Facebook because it is
easy to use, they log on because it has a purpose
for them,” she explains.
Another challenge regards expectations and
the business having too high hopes for what
the software roll-out will achieve. According to
Jeffery, there can be a tendency to assume that
the software will be a silver bullet to “cure
all ills”.

Overcoming the challenge
“The key is that there is an effective
communication plan about the software rollout and users are educated in the what, why
and how of what the software is seeking to
achieve,” says Jeffery. In countries where
uptake levels are very poor “because they
decide it’s not working for them”, Rennie
recommends using “SWAT teams”.
HR professionals also need to manage the
board and senior team’s expectations and
communicate the complexities that are

involved with global roll-outs. Rennie says:
“Make sure the business policies and need are
there to use the system and senior leadership is
fully committed, otherwise there is no point in
having it.”

2

	Technical hitches

Technical challenges will arise in every
global roll-out, and in some instances won’t be
that different from those experienced in singlecountry implementations. Most notable
challenges include: integration, ensuring
standardisation of processes, and systems
stability. Determining the “source of truth” for
various categories of data is one of the biggest
issues for global HR and payroll launches,
believes Aaron Hurst, vice president, global
solutions for Ceridian. And this accurate data
source must feed into payroll, time and
attendance and HR systems across every
country involved.
While all HR disciplines are likely to
experience technical glitches in a major
software roll-out, it is payroll where they are
often most keenly felt, since it could mean the
difference between the entire workforce in one
country being paid or not.

Overcoming the challenge
It is imperative that organisations understand
their data sources, says Hurst: “Map out a path
to consolidate as many systems as possible and
reduce integration points. Seriously consider
cloud-based software applications to reduce
the internal IT burden to handle security, backups and disaster recovery.”
Rennie says that a fully functional, fit-forpurpose human resource information system
(HRIS) is also essential, and involving payroll
closely in the project will keep it “honest and
accurate” as far as the data is concerned.

3

	Language and
cultural issues

It can be easy to overlook cultural nuances and
practical cultural challenges. For instance, you
can’t assume that the domestic and mobile
infrastructure to support self-service will exist
in all developing countries. Learning and
development can be especially challenging.
“While it’s clear that courses need to be
translated, it’s also integral that content is as
jargon-free as possible and easy to understand,”
says Julian Wragg, EMEA sales director at
global learning platform Pluralsight.
“In Poland, a common working practice is
for learning to be undertaken outside of
working hours, whereas in other countries
employees can be free to consume content,
hrmagazine.co.uk
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It’s also

integral that
content is as

jargon-free
as possible

even outside of their current role, at any time
of day,” he adds. “The difficulty is guaranteeing
that a globally diverse workforce has consistent
learning opportunities, which ensures business
demand is reliably met across all locations.”

overcoming the challenge
HR professionals must ensure they and their
teams are fully aware of language barriers and
cultural differences that could impact the
success of a roll-out, and should have thorough
briefings with their counterparts or country
managers in each area.
For L&D, a global online learning platform
with access to customised local content should,
in theory, get over the time differences and
hrmagazine.co.uk
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language barriers. While you can’t abdicate
responsibility for this to the software vendors,
they can make the task much easier. Pluralsight,
which has customers in 150 countries, has
‘learning architects’ who will work with the
client as cultural ambassadors.

4

RegulAtion And
coMpliAnce

In the UK alone, the introduction of legislation
has added layers of complexity to HR processes.
In a global roll-out, this multiplies. Maria
Stark, EMEA payroll manager at Dow Jones,
which runs payroll in 27 countries in the
EMEA region alone, says: “Legislation
compliance is a big concern for us. The vendor
has to demonstrate an understanding of the
local laws and provide reassurance.”
Data protection laws also vary. In some
countries, employee data has to be stored incountry, which covers the location of the
server, and these laws can change “rapidly and
often”, says Stark. Jonathan Day, enterprise
consulting director at Thomson Online
Benefits, confirms that some markets favour
on-premise solutions as opposed to
“embracing the cloud”. “Many global HR

directors lack access to specific local market
knowledge, which can lead to potential risks in
terms of audit and compliance,” he says.
“Managing the huge number of third parties
that can be involved in a global programme
also presents a challenge, particularly when
each requires data to be provided in a
different way.”

overcoming the challenge
Day stresses the importance, in all markets, of
talking to local stakeholders. “Unions in
LATAM and work councils in EMEA should be
considered when planning for roll-outs,” he
says. “But the real key across markets is clear
communication: ultimately, it’s about drawing
out information from each local market so
that we can engineer the software in a way that
makes it viable for each location.”
Dow Jones has opted for a global provider
with an in-country presence and “very
knowledgeable internal payroll teams” located
in EMEA and APAC and the Americas. “We
have KPIs to ensure internal and external
compliance and hold regular meetings on a
global basis with the vendor and internal
payroll leads,” says Stark. HR
October 2015 HR Supplement 15
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HR TECHNOLOGY WEARABLES

Heart on

sleeve
From smartwatches to fitness trackers
to jewellery and fashionwear, employees
are donning more tech. By ROB GRAY

Smartwatches
Far more than just timepieces, smartwatches can
be synched with smartphones and provide
glance-able notifications, allowing workers to
keep track of messages, emails and calendar
events while in meetings or on the move. A handy
– or perhaps that should be wrist-y – alternative
to the often frowned-upon practice of fiddling
with a smartphone in a meeting.

he wearable technology market is
growing apace and by 2019 is projected
to top $50 billion in retail sales globally.
Wearable devices are increasingly being
pressed into service in the workplace to
address a range of issues from employee
wellbeing to security and communications.
We pick 10 of the best.
APPLE WATCH
RRP: From £299
Functionality: With a free new watchOS 2 operating system
update due to appear this autumn, and developers queuing up to
design applications, Apple Watch will become ever more powerful and
versatile. Functionality includes allowing wearers to read emails,
summon Siri and make and receive iPhone calls from their wrists.

MARTIAN NOTIFIER
RRP: £69.99
Functionality: Allows users to
PEBBLE TIME STEEL
RRP: £229.99
Functionality: Has a battery life of up to 10
days, and is compatible with both Android and
iPhone smartphones. Over 8,000 available apps,
including those aimed at improving organisation
and sleep quality to increase efficiency during the
working day, as well as thousands of sport, fitness
and music apps. Has a sleek, premium design with
a fine leather strap and a choice of three finishes:
silver, black or gold.
16 HR Supplement October 2015
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receive real-time alerts and
notifications on their wrist –
including caller ID, texts, Facebook,
Twitter, weather, email and from
thousands of popular apps.
Compatible with iOS and Android
devices, one thing that sets the watch
apart from other smartwatches in the industry is the focus on a
traditional watch face. Instead of displaying a black screen on your wrist
when inactive, the Notifier is a traditional analogue watch, but with a
discreet OLED display to alert you to all your notifications. Smart alerts
can be set for those messages that simply cannot be missed.
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Fitness trackers
With the issue of employee health and fitness rising up the HR
agenda, fitness-tracking devices are appearing in ever greater
numbers in the workplace. As these wearables have the capacity to
monitor heart rate and activity levels, there is the potential to
integrate them into corporate wellbeing programmes.

JAWBONE UP3
RRP: £129.99
Functionality: Analyses
eating, activity and sleep
patterns. Sensors measure
heart rate, respiration rate and
body temperature and
galvanic skin response, and an
“accelerometer” detects four
distinct stages of sleep: wake,
light, REM, and deep sleep.

FITBITCHARGE HR
RRP: £119.99
Functionality: Syncs wirelessly to
smartphones and computers, and has
watch and caller ID. Includes sleep and
workout monitoring, including heart
rate, calories burned, and distance
travelled. Has a long battery life of five
days-plus.

PEBBLE+
RRP: £39.99
Functionality: All-day
activity tracker that motivates
people to be active any time,
anywhere. It clips to an
individual’s shoe, waistband, belt,
pocket, or bra. The Pebble+ is
waterproof and is capable of
syncing automatically with
computers and smartphones. It
can be integrated into corporate
wellness and healthcare
programmes to encourage
employees to make smart
decisions, such as taking the stairs
instead of the lift or parking
further away from buildings.

hrmagazine.co.uk
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VÍVOSMART
RRP: £119.99
Functionality:
Activity tracker plus
smart notifications – it
displays steps, calories,
distance and time of
day. Each time you
receive a text, email or
call on a Bluetooth
Smart device, vívosmart
gently vibrates and
automatically displays
the information. Users
can touch and swipe the
screen to read more.
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Jewellery &
fashionwear
With this ring, I thee… contact. Or, with
this bling, I can unlock doors. Smart
jewellery’s time to shine has arrived.
From security access systems to
messaging and data storage, applications
in the workplace now abound.
NFC RING
RRP: From £29.99
Functionality: Anything involving NFC
readers, such as unlocking digital door locks,
unlocking mobile devices, sending website
links, sharing wifi information, etc. Payments
are a likely future use.

Regulating the use of wearable tech
When Google Glass first
appeared on the market in
2014, the technological
eyewear product sparked a
debate about privacy. Indeed,
one US poll by market
research firm Toluna found
that 72% of consumers cited
privacy concerns as the
biggest reason for not
wanting to wear it.
The product was quietly
dropped from the market
earlier this year, but Google
(or Alphabet as its parent
company is now called) is
reportedly planning to
relaunch Google Glass in
2016. Only this time it will
be positioned as an
“enterprise product” for the
corporate environment.

All of which neatly
underscores the importance
of addressing data protection
and other legal issues arising
from the use of wearable
technology in the workplace.
Wearable devices can capture
personal data, and businesses
processing it must ensure
they are doing so lawfully.
There should be a policy in
place to ensure that data
relating to employee health
and other sensitive matters
is kept private. Alongside this,
there should also be guidelines
for employees on responsible
use of wearables in the
workplace – making it clear,
for example, that they must
not be used to record images
surreptitiously.

KIROCO JEWELLERY
RRP: From £19.99
Functionality: Range of jewellery
designed specifically for sending/receiving
messages (words/photo/video) and for the
storing of information that users want to
remove directly from their phones, such as
photos, passwords, pin codes and emails.
Information is stored securely and can only be
viewed when the jewellery touches the phone
it has been associated with. A corporate
communications app to work with the
jewellery is in the pipeline.

And for those organisations
that really want to stand out…
CUTECIRCUIT
RRP: Varies
Functionality: Launched in 2004, CuteCircuit describes
itself as the world’s first wearable technology fashion label. It
has created haute couture dresses with micro LEDs that can be
controlled by Twitter users to display animations or change
colour. Phone giant EE commissioned such a dress to be worn
by Nicole Scherzinger, and CuteCircuit has also created flashy
jackets for U2. And if you’re thinking of accessories, an appcontrolled handbag is available for £1,600. So now you know
where to go if you want to dazzle at the office party! HR
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Successful HR management is about partnership.
It's a blend of your HR expertise and NGA ResourceLink, the
UK's most powerful and scalable HR and Payroll platform.
With everything from automation, self-service and detailed reporting,
to our backup team of specialists we can help you cut costs, improve
efficiency and focus on the bigger picture. In fact we're everything you
need to achieve new heights – from the inside out.
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HR tecHnology MObile

The

right
move
for HR
As well as transactional HR services,
mobile devices are being used by staff to
socialise and learn – and employers
are harnessing the engagement
gains, JENNY ROPER finds
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HR needs to
be providing
the same

he average person in the
UK now looks at their
phone around 1,500
times a week, according to
marketing agency Tecmark.
That’s an incredible 221
times a day; once every
4.3 minutes.
In fact, so attached to our
Smartphones, iPhones and Android devices
are we that recent Ofcom stats revealed twothirds of people have managed to log in and
browse Facebook without consciously realising
what they were doing, with four in 10 having,
at one time or another, automatically checked
their emails in the same way. We are, then – as
anyone who’s ever glanced around a train
carriage or indeed pub table can confirm –
now truly a nation of mobile addicts.
Unsurprisingly, then, our love of web
browsing, gaming and texting is starting to
impact how employees expect to interact
with their companies, and indeed how
organisations feel they can best interact
with them. While use of mobile devices
in our personal lives is, as you would
imagine, more advanced and highfrequency than at work, mobile to
perform business, specifically HR,
functions, is by all accounts very
much on the up.
“HR needs to be relevant;
it needs to be providing
the same experience the
workforce has when
they’re not at the
office,” says Karen
Minicozzi, VP of
HCM product
strategy EMEA
at Workday.
“That’s not

experience

the workforce
has when
they’re not at

the office

just about millennials. Other people in the
workforce are taking advantage of mobile.”
“We’re in a period of explosive growth,”
reports David Woodward, chief product and
marketing officer at Ceridian. “Anyone
watching this space would recognise that the
mobile revolution hasn’t fully hit business in
quite the same way as our private lives, but the
same has to happen in business.”
So just where has this “explosive growth” so
far taken hold? Woodward reports that mobile
to perform practical, transactional tasks, such
as updating personal details, booking holiday,
checking payslips and organising shift patterns
has gained significant traction.
“People are starting with the obvious things,
so things such as pay, things you might want
to get done while you’re on the move,”
says Woodward.
TalkTalk reports that providing mobile
access to its new Workday system, which it
launched last year, has brought benefits for
both employees and the HR team.
“I think the benefit is all-round. The benefit
to the business is that we’ve encouraged more
self-serve by managers, so managers and
colleagues are taking more accountability for
their people management issues and therefore
using HR only as specialists, not just for solving
basic queries,” says director of HR operations
Kathryn Heywood.
“It’s also about visibility for our people
managers,” she adds. “If they’ve made a
request to recruit a role, they can see where
it is and our colleagues can see whether a

manager has approved their overtime or their
holiday request.”
She adds: “So if you’re travelling between
sites, you can make decisions about whether
you want to contact your recruiting partner.
The app tells you the CV has come in so you
can actually progress things through the app.”
Woodward agrees that providing employees
with the ability to perform transactional HR
functions on their mobile devices benefits
them as well as HR.
Regarding the ability to trade shifts through
a mobile app, Woodward says: “That’s
revolutionary really when you think about
how many employees might be told when they
want to work just a few days ahead of time.”
“It’s becoming a real engagement tool,” he
adds. “If you get it right you can actually raise
the bar and give employees something that’s
quite unique – and you can become the
employer of choice.”
But mobile for transactional HR functions is
by no means the only opportunity for
enhancing the employee experience through
this technology. As shown by Pew Research
Center’s recent finding that 40% of cell-phone
owners use a social networking site on their
phone and 28% do so on a typical day, mobile
devices are synonymous for many with
socialising. And more and more organisations
are starting to harness this.
“The other big area is social,” confirms
Woodward. “We’re seeing employers using
mobile to allow people to bring up a colleague’s
details and say ‘thanks very much for helping
me out’. So on the spot you’re able to recognise
someone in your organisation, so you can
create a very virtuous circle.”
He adds: “It’s the accessibility of it again and
the immediacy. It’s a natural place for people to
carry out that type of transaction rather than
thinking, ‘I have to get to a desk, I have to get to
a computer, I have to log in.’ Then the moment
is gone.”
Communication is one of the key functions
of facility service provider ISS’s MyISS app. As
well as allowing employees to carry out
appraisal- and payslip-related transactions, for
example, the app also delivers company
updates, allows employees to communicate
with each other and enables them to feed back
to management.
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“We’ve got some contracts, like a big hospital
contract, that have more than 1,000 people on it
over a couple of sites, and we have relatively large
high-street banking contracts where we’ve got
3,200 employees over 1,900 sites. So you can
imagine that the logistics of communicating and
engaging with employees from one to the
other is quite complex,” says Richard
Bishop-Laggett, director of people
operations, UK & Ireland. He
adds: “It’s about suggesting
feedback, whether that
is taking suggestions
through
MyIdea
or
allowing people to escalate
their concerns – because we’re a
big employer and some people feel
confident about talking to their managers
about problems and others don’t.”
Other areas that HR needs to give serious
attention to in relation to mobile are learning
and development, and making people-related
stats available for easy viewing and manipulation
on Android.
“I don’t know if there’s an executive meeting
I’ve been in in the last year where every executive
didn’t have a tablet,” says Workday’s Minicozzi
regarding the latter functionality.
“I’m used to seeing infographics on my iPad
and I want that when I’m thinking about my own
business and what the HR data might be telling
me,” she adds. “Because it might be telling me
things like I have inequalities in pay across the
board, do I have areas where the cost of labour is
high or low, do I have areas where I have got a
cluster of really high-performing individuals?
Maybe I want to drill into that and understand
why that is.”
TalkTalk’s Heywood reports that this is certainly
a direction in which the HR team would like to go
in the future: “Someone might be in a meeting
saying, ‘We’re acquiring a new business and we
need some skills.’ They could just go on their
device and have a look at that skill profile, and ask:
‘What engineering split have we got or what
developers have we got?’”
Regarding the ever-more ubiquitous use of
mobile for L&D, founder of Skill-Pill Gerry
Griffin says that the role of the L&D officer is
evolving from “broker to sherpa”. “So a good
trainer is turning into a guide, allowing people to
find their own content and self-diagnose and
medicate to use it,” he explains.
Mobile is ideal for delivering “material at the
point of need, there and then”, explains Griffin.
“We know, going back to the ‘forgetting curve’,
that 60 to 80% of content gets lost almost
immediately. So mobile can act as a bridge
22 HR Supplement October 2015
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If you listen to

naysayers

who tell you
it’s all too
difficult, you

never do
anything

progressive

between the moment
of learning and the
application.
“Learning needs to
be broken down into a
series of manoeuvres and
transactions for it to work.
It’s like a Swiss army knife; you
pull out the bit you need to adjust to
the job that needs to happen,” he says,
adding: “Mobile’s not very good at
teaching new stuff. It’s better at reminding
people of stuff they should know already.”
Of course, there’s a reason why mobile has
taken longer to gain traction for business
functions than for consumer ones. Businesses
have to be wise to data concerns and security
risks, and sympathetic to the fact that not all
employees will want to interact with their
companies in these ways.
Minicozzi reports, however, that even those
in particularly highly regulated, and so
necessarily more data-security-cautious,
industries are realising that mobile-related
security risks are “not as scary as they might
think”, and so are “now moving down the path
towards mobile”.
Woodward advises HR to push back on such
blockers to harnessing mobile in business. “It’s
not uncommon for the IT function to be
placing a bit of a brake on some of these things,
especially in larger organisations. And that’s
their job, to police and be mindful of privacy
and data,” he says. “But my message to HR is to
push. Otherwise the danger is that if you listen
to the naysayers who tell you it’s all too difficult,
you never do anything progressive.”
ISS’s Bishop-Laggett says actually the most
important consideration is people’s varying
levels of comfort with using newer technologies.
“The biggest thing is not to assume everybody
will have or want to use the technology,” he
says. “So we have to assume that whatever
processes and systems we’re going to build,
we’ll need multiple ways of interacting with
our workforce – we can’t just assume one size
fits all.”
Nonetheless it’s highly likely the proportion
of employees willing – even demanding – to
use mobile to communicate with each other,
log holidays, search for talent and much more,
will become the vast majority. “It’s not good
enough to say to someone who is used to using
Snapchat, ‘This is where you go to fill in
information, this is where you get information
for your next shift’,” says Woodward. “You’ve
got to recognise that the world has moved on
massively in the last few years.” HR
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Best practice
for HR’s future
As well as attracting HR directors from across the globe, this year’s
HR Tech World will feature a panel discussion led by Sir Richard
Branson. BECKY FRITH reveals all the highlights and key themes

E

ntrepreneur
Sir Richard
Branson joins
the speakers
at this year’s
HR Tech
World event
in October.
The exhibition in Paris is the
world’s foremost congress and
expo for HR leaders and the
largest gathering of its kind on
the future of work and
technology. This year, HR experts
from across the globe will discuss
analytics, reward, learning and
maximising efficiency with
technology and software. HR
magazine will also be present as a
media partner. Look out for
members of the team.
The Virgin group founder will
be hosting a discussion on the
technical revolution sweeping
through HR with a panel of
industry experts on the Main
Stage. Other speakers at the expo
will include Josh Bersin, principal
and founder of Bersin by Deloitte,
Jason Averbook, author and chief
executive officer at The Marcus
Buckingham Company, and Lisa
Nelson, VP of human resources
for match.com
Breakout sessions will be
focusing on learning, user
adoption, recruitment, talent and
analytics, so there will be
something for every forwardthinking HR professional to bring
back to their organisation.
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Make sure you don’t miss HR magazine’s pick of the
best breakout sessions and interactive panels!

Don’t
miss

HR Tech
Live: Sir
Richard
Branson
Day 1,
Main Stage,
15:45

Join entrepreneur,
businessman and
adventurer Sir Richard
Branson for a panel
discussion on the legacy of
the technology revolution
that the next generation
will inherit.
Growing Talent
Through A Cohesive
Enterprise Social
Media Strategy
Day 1, Room 241,
12:15

Recruitment has
fundamentally changed,
according to Ambrosia
Humphrey, VP of talent,
and Lars Schmidt,
employer brand strategist,
at social media
management system
Hootsuite. The speakers at
this talk will explore the
planning and execution of
talent branding campaigns,
including how they come
together, their execution
and potential impact.

Strategic Human
Resources in an
Uncertain World
Day 1, Room 242 A,
14:15

Which HR strategies
prepare a workforce to
perform in the face of
unforeseen adversity, asks
principal analyst and
director for The Starr
Conspiracy, George
LaRocque. Join a panel of
HR experts as they examine
their approach to
contingency and succession
planning while also
improving employee
engagement.
Driving Simplification
at AZ
Day 1, Room de Maillot,
14:35

Does the idea of switching

on a new technology in 67
countries simultaneously
fill you with dread? That’s
exactly what AstraZeneca
did recently. In this session,
David Goren, VP of HR
transformation, discusses
how the company engaged
all of its stakeholders using
a ‘just-in-time’ method
of delivery.
It’s the Analytics,
Stupid!
Day 2, Room 243,
11:15

Volker Jacobs, the
managing director of
technology company CEB,
will share some of
research insights and best
practices from companies
leading the way in
using structured and
unstructured (‘big’) data.
hrmagazine.co.uk
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HR TECH WORLD HR TECHNOLOGY

The academic’s view
Nick Holley, professor at Henley
Business School, will be hosting a
breakout session on performance
management. He told HR magazine
that previous HR Tech expos have
transformed where his passions lie.

Have Fun, Making
Fun – How Company
Culture is the Best
Benefit
Day 2, Room 242 B,
12:15

A younger generation with
different values,
expectations and an
intolerance for mundane,
traditional ways of doing
things are creating
challenges for HR. Peter
Newhouse, SVP global
head of reward for
Unilever, aims to challenge
the out-dated ways of
thinking about reward that
may be holding back your
business.

Exploring The
Successful
Implementations
Checklist
Day 2, Room 212+213,
11:15

William Tincup, principal
analyst at industry analysis
provider KeyInterval
Research, will lead an
interactive session on the
implementation of HR
technology. Be ready to
share your own insights
on what went well and
what went wrong for you,
and to learn from the
other organisations in
attendance.

Shotw
ials

essen

Where?

Le Palais des
Congrès,
2 Place de la
Porte Maillot, Paris

When?

27 – 28 October

How much?

Regular tickets are
priced at ¤1,190
(£869.89) each.

Where can I
buy tickets?

www.hrtechcongress.
com/tickets
hrmagazine.co.uk
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“The best experiences I have had are not
the technology-centred approaches, but those that take
a more business- and future-focused approach,” he said.
“What I’ve found most useful in the past, and why I keep
going, is the unexpected – the theme or the nugget that
makes me go ‘wow, I hadn’t thought about that’.”
His session is titled ‘Does performance management
do more harm than good?’, where he will share the
findings of his interviews with nearly 50 organisations.
“I’ll share an eight-step process that any organisation
can apply within its unique context to challenge what it is
currently doing, and come up with a more aligned
approach that avoids the unintended consequences of
most of the current things we do in this space,” he said.
Holley is most looking forward to his understanding of
HR being challenged by “next practice, the out-of-the-box
thinking” at the event. “I am interested in the thinking
that doesn’t purport to tell me what to do but helps me
reframe the questions that help me decide what to do.”

The practitioner’s view
James Purvis, head of talent
acquisition at nuclear research
centre CERN, will be hosting a
session titled ‘Recruitment vs
Talent Acquisition: are they Light
Years apart?’.
“A lot of people throw the words talent
acquisition and recruitment around interchangeably,”
Purvis told HR magazine. “Some people say they are
recruiters, others say they are in talent acquisition, but
for me they are really, really different. In my session, we
hope to share what has gone well for CERN, but also
what hasn’t. That way it might stop people falling into
the same pitfalls that we did.”
Purvis said mobile tech should be forcing HR to rethink
how it undertakes these processes. “We’ve taken
paper-based application processes and just mapped
them into the web, the same way we did them offline. In
the future, the way people use mobile devices will force
us to have a rethink.”
He first discovered the CV parsing technology now
used by CERN at the event, and is looking forward to this
year’s product demonstrations. “There’s so many
recruitment conferences out there, but this one really is
the Mecca. You get to see the latest technologies and
test them. I’d like to share the successes we’ve picked
up at HR Tech, like the CV parsing tool we now use.”
October 2015 HR Supplement 25

23/09/2015 10:27

HR technology cio VIEW

Pipeline of talent
s the world’s largest building
society, Nationwide exists to help
our 15 million members buy
homes, save and make the most
of their money. Nationwide
has a heritage of innovation
and responding to the evolving needs of
our members. Back in 1997, we were the
first to offer an internet bank in the UK,
but
recent
years
have
seen
dramatic advancements in technology,
with the rise of social media, mobile
banking apps and new payment
technologies, to name a few, and these
have driven significant changes in
consumer behaviour.
Our investment in creating a
digital
society
represents
a
significant opportunity for us to
become even more relevant to our
members. We have already seen the
adoption of technology at a
staggering pace – Nationwide’s
mobile banking app was used over
165 million times last year, with
more than £10 million being saved
at the swipe of a finger through the
Impulse Saver feature. While the
ways in which our members choose
to interact with the building society are
changing, their needs remain the same.
They want a financial services provider
that offers the ability to manage their
money in a way, at a time and in a place
which suits them, not us.
The key to delivering these innovative,
‘always on’ services, through a channel
of choice, is to develop a world-class IT
division with a pipeline of talent to meet the
building society’s evolving technical capability
requirements. To meet this need, we introduced
our Technical Development Programme this
year, which is aimed at new recruits and existing
employees who wish to specialise in technology.
This programme will continue to develop the
technical depth of knowledge and specialist skills
needed within Nationwide, bring fresh thinking
into the organisation and provide a clear career
path for colleagues, including those already
within the division – such as our current IT
26 HR Supplement October 2015
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apprentices. The first intake of 19 colleagues
started on 7 September, and it is exciting to see
their diverse backgrounds, with 58% of those
selected being non-graduates and just over
30% drawn from existing Nationwide employees.
This programme will develop a sustainable
pipeline of technically qualified
professionals for the future, while
helping them develop their careers.
Over two years, the programme will
provide insight into Nationwide as
an organisation, with hands-on
experience balanced with training,
mentoring and delivering a technical/
innovation project as a group to
tackle a real challenge facing the
business. The programme covers
technical roles such as design,
application support and architecture
alongside business analysis. Those in
the more technical roles will work
closely with our strategic partners,
including visits to our offshore
development centres in India. As the
first intake, this year’s cohort will be
instrumental in helping to finetune the programme, including our
attraction strategy and STEM.
The Technical Development
Programme plays a major part in this
year’s wider emerging-talent intake, who
joined in early September. This year, more
than 135 graduates, apprentices, industrial
placements and technical development
candidates will take up posts within
Nationwide, demonstrating the focus on
creating a sustained pipeline of skills and
talent across the business.
Continued investment in our
technology, infrastructure and people
will ensure that Nationwide will be able
to deliver the next generation of online
and mobile services to complement
traditional face-to-face interactions
within branches, providing the choice
that members expect from an alwayson, 24/7 banking environment.
Debra Bailey is Nationwide Building
Society’s chief information officer
hrmagazine.co.uk
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Your HR office in the cloud
M eet us at
HR Tec h Wor ld
Co
on stand 351 ngress
2 7 - 28 Octo
Pa la is des Cong ber 2015
rèss, Paris
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