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COVER ARTICLE

“Demand For
Higher Compensation
In Healthcare Will
Continue Into 2022”
Jane Lock,

Exclusive interview with
CPO, Connections Health Solutions

“One major trend in the pay and
compensation space is the increase
in sign-on bonuses to nearly all
job levels to attract candidates
in a tight labor market. There is
also higher compensation growth,
especially in healthcare, as we
approach 2022 due to employment
churn and an increasing labor
market participation rate. However,
with more open jobs and fewer
not enough candidates in many
cases, I predict another year of stiff
competition in attracting talent
throughout many industries,”
said Jane Lock, SPHR, SHRM,
Chief People Officer, Connections
Health Solutions.
In an exclusive interview with
HR.com, Jane touches upon how
they are preparing employees for the
hybrid work culture, the new trends
in pay and compensation, and more.
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Excerpts from the interview:

many employees working remotely
Q. With
or working in a hybrid model, what are

the compliance challenges that HR will face
in terms of pay and compensation? What has
been your experience?

Jane: At Connections Health Solutions, we are not faced

with many compliance issues because of the structure of
our organization. We operate crisis centers 24/7 and have
done so throughout the pandemic to continue serving the
community.
Supporting the centers from afar are our corporate team
members, who work remotely or in a hybrid model and we
have found this works well for all team members. At the
end of the day, it’s imperative that we continue treating
every person with the compassion, respect, and support
they need to achieve recovery from mental health or
substance use conditions.
In future, we will move corporate employees (except those
who live out of state) to a hybrid model working onsite
three days per week and the balance remotely.
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Straight Talk with HR.com

from the SEC and CRD IV
Q. Rulings
directives mandate that compensa-

tion policies need to be compliant.
How can HR ensure that they are in
compliance with these rulings? What
are the challenges they would face with
regards to this in 2022 and beyond?
Jane: These directives do not impact us as a private
company with employees in the United States only.
For compliance in general, compensation policies
are reviewed in-depth starting in November to ensure
compliance in the upcoming year.

are some of the new pay and
Q. What
compensation regulations that HR

should be mindful of in 2022?

Jane: Not related to a specific regulation, but HR

should be mindful of job descriptions in 2022. The
ways organizations can leverage job information and
technology to adapt to changing work, competition
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for talent, business disruption, DE&I are all dependent
on powerful, agile and adaptable job descriptions.
This allows organizations to use skills-based recruiting to attract a larger talent pool for a more diverse
and inclusive workforce.

are the new trends you see
Q. What
coming in terms of pay and

compensation in 2022?

Jane: One major trend is an increase in sign-on

bonuses to nearly all job levels to attract candidates in a tight labor market. There is also higher
compensation growth, especially in healthcare, as
we approach 2022 due to employment churn and an
increasing labor market participation rate. However,
with more open jobs and fewer not enough candidates in many cases, I predict another year of stiff
competition in attracting talent throughout many
industries.
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We have reframed this conversation from one that
focuses on where work is done to discussions that
focus on the definition of productivity. We believe
that the future of work is more dependent upon the
nature of work being done and the best environment
that is needed to accomplish a task or goal. Some
activities are best suited for independent focus while
others require collaboration.
Our leadership team is working alongside team
members to identify and outline a plan that works
for the individual and the teams, and ultimately the
patients, we support. We are working to be more
intentional with our time and space. In healthcare, the
majority of our employees are patient-facing, which
does not lend to flexibility to work remotely, however,
we are working to provide more flexibility to some of
our attendance policies and leave policies to allow
for a better work/life balance.

could be the probable answer to
Q. What
this situation in future?
Jane: We are in the process of building both a Lead-

ership Academy and a Career Lattice that will offer
development opportunities for all team members in
our efforts to retain and attract talent. We continue to
review our compensation structure and strategy on
an annual basis to ensure our wages are competitive.

Q.

The divide between executives and
staff over flexible work models is
growing. How have you been addressing
this issue at your company?
Jane: I expect that almost all companies are wres-

tling with this issue. We have developed a hybrid
model for all corporate employees, including the
executive staff, and equal treatment does help lessen
any divide.
We wanted to be fair and reasonable, recognizing
that even moving to a hybrid model after working
fully remote for most corporate employees is a significant shift that will impact family life. We have also
given corporate employees four months to prepare to
return to work using the hybrid model with an effective date January 2, 2022, after the holidays.
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The pandemic fundamentally changed work in all
industries, especially healthcare. It is incredibly
important that the needs of the individuals working
for a company and providing services and care to
others are balanced against the operational needs of
the company. I think it is more important than ever
to listen to the employees and consider all aspects
of the work as we develop and guide policy for the
company.

Would you like to comment?
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‘Hours Worked’: What
Does FLSA Mean
Tips for tracking and calculating hours worked
By Grace Ferguson, GracenFerguson.Com

Y

our business is likely subject to the Fair Labor
Standards Act (FLSA), which requires covered
employers to pay employees for all hours worked.
But what exactly are “hours worked?” While this may
seem self-explanatory, “hours worked” has numerous
layers influencing compliance.

What Are Hours Worked?

The United States Department of Labor (DOL) says,
“In general, “hours worked” includes all time an
employee must be on duty, or on the employer’s
premises or at any other prescribed place of work.
Also included is any additional time the employee is
allowed (i.e., suffered or permitted) to work.”
In other words, the employee must be paid for all
time spent working, or all time they’re required to be
on duty, regardless of whether they work remotely or
at the job site.
Note that this definition is specific to the FLSA.
States may have their own definitions of what
constitutes “hours worked” under state law.

The Many Variants of Hours Worked

1. “Suffered or permitted” to work
The DOL explains, “Suffer or permit to work means
that if an employer requires or allows employees
to work they are employed and the time spent is
probably hours worked.”

OCTOBER 2021

For example, an onsite employee who takes work
home to finish up later in the evening or on the
weekend should be compensated for the time spent
working on these tasks. Furthermore, a remote
employee may be entitled to compensation for the
time spent responding to work emails from home,
accessing the company network, or performing
additional work.
2. Waiting time
If the employee is “engaged to wait,” then they are on
duty and should be paid for the time spent waiting.
For instance, the employee is “engaged to wait” if
they are reading a book while waiting for something
work-related to happen. But if they are “waiting to be
engaged,” then they are off-duty and do not have to
be paid for time spent waiting.
3. Meetings and training time
Time spent in training or meetings is hours worked,
except when the training or meeting:

FLSA “hours worked” comes in various forms,
including those listed below.

HRIS & Payroll Excellence presented by HR.com

Generally, if you know or have reason to believe that
the employee performed work for the benefit of your
company, then you must pay them for the time spent
working — even if you did not authorize them to do
the work.

10

● Is not job related;
● Is voluntary;
● Occurs outside of normal work hours; and
● Does not have the employee performing any
productive work
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4. Rest breaks and meal periods
These are not required by the FLSA. But if you offer
short rest breaks — which typically last around 5 to
20 minutes — the time must be counted as hours
worked. If the employee takes longer than the
authorized rest break, you do not have to pay them
for the extra time taken.
Meal periods — which usually last 30 minutes or
more — do not need to be paid if the employee is
completely relieved of their duties. If the employee
performs any work (whether actively or inactively)
during their meal period, then they are not fully
relieved and must be paid for the meal period.
5. On-call time
If the employee is not able to use their time freely
while on call, then they are on duty and should be
paid for on-call time.
6. Travel time
Travel time is generally considered “hours worked”
if it’s part of the employee’s principal activity —
meaning the work you hired them to perform.
For example, the following types of travel
are compensable:
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● Commuting to different worksites during
the workday
● Any driving that you (the employer) requires
● Job-related travel to a different city during
regular work hours
Note that you do not have to pay employees for
ordinary home-to-work travel.
7. Covid-19 implications
Due to the Covid-19 pandemic, employees are
working from home in record numbers, and many
employers plan to stick with this trend or at least
a hybrid model. Now, more than ever, it’s important
to know what’s regarded as “hours worked” for
home-based employees.
For example, a home-based employee, who is
required to visit the worksite from time to time for
meetings, should be paid for the time spent traveling
to these meetings.
Also, if you require your employees to take a Covid-19
test, you must pay them for the time spent waiting to
receive the test plus time spent undergoing the test
during regular work hours.
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Tracking Hours Worked
1. Non-exempt employees
As an FLSA-covered employer, you’re required to keep
certain records for non-exempt employees, including
their hours worked each day and each workweek.
While you can use whatever timekeeping system
you choose, the simplest, most accurate, and least
time-consuming method is an integrated time and
scheduling platform that enables employees to clock
in and out from anywhere.
To help ensure accurate time tracking, educate your
employees on:
● What’s considered “hours worked”

2. Overtime pay
Under the FLSA, non-exempt employees must receive
overtime pay (at 1.5 times their regular rate of pay)
for work hours exceeding 40 in a workweek. You
must include all hours worked (as defined by the
FLSA) in the employee’s total weekly hours when
calculating overtime pay.
Hours not worked, such as holiday or vacation time,
should be excluded from overtime calculations.
3. Rounding hours worked
FLSA regulations permit employers to round
employees’ time when determining hours worked.
According to the DOL, you can round employees’ start
and end times to the nearest 5 minutes, 1/10th of
an hour, 1/4 of an hour, or 1/2 hour “as long as you
are rounding averages out so that the employees are
compensated for all the time they actually worked.”

● The significance of recording all of their
hours worked
● Who to contact for clarification on
hours worked
2. Exempt employees
The FLSA does not require you to track hours worked
for exempt employees who are subject to the FLSA’s
salary basis rule because they are not paid according
to hours worked. These employees must receive
their full salary for any workweek in which they
perform any work, unless there’s a legally permissible
deduction. That said, you can require exempt
employees to work a specific number of hours per
week and you can choose to track their work hours.
You may, for example, choose to track exempt
employees’ hours for attendance, PTO, or Family
Medical and Leave Act purposes.

You can eliminate rounding errors by using an
automated time and labor system that integrates
with payroll.
This article originally appeared here.

Grace Ferguson is a Business
Writer and Blogger covering payroll,
employee benefits, and human
resources. She has vast experience
serving as a payroll and benefits
administrator for large and small
businesses.

Calculating Hours Worked
1. Federal minimum wage
Generally, the FLSA mandates covered employers
to pay all hours worked in a workweek at no less
than the federal minimum wage (currently, $7.25/
hour) — regardless of whether the employee is paid
on an hourly, daily, or piece rate basis. In limited
cases, an employee can be paid at less than the
minimum wage.
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How To Choose The
Best Payroll Service
For Your Needs
By Rebekah Cuevas, BambooHR

A

t its best, payroll software can dramatically
improve the payroll process, minimizing errors,
streamlining data entry, and reducing stress for
everyone involved. But at the opposite end of the
spectrum, the wrong payroll service will likely cause
more headaches than it cures. Whether you’re
upgrading from a manual bookkeeping process or
on the lookout for a new payroll software that better
meets your company’s needs, you’re in the right
place. We’ll help you investigate what your current
solution is missing, outline the most important
features to look for, and then walk you through the
process of choosing a payroll service that will provide
the best fit (and experience) for you and your team as
your organization grows.

Why Choose a New Payroll Service?
Switching from one established process to a new
one is a chore that’s easy to postpone, especially
when the function is as critical as payroll. The fear
of introducing complications combined with the
sheer overhead involved in making the switch is
enough to make any payroll admin feel tempted to
leave well enough alone. Unfortunately, by the time
“well enough” becomes “enough is enough,” the
inefficiencies, inaccuracies, or even IRS penalties
that can arise from errors will have disrupted more
than your culture, employer brand, and employee
satisfaction initiatives. A broken payroll process
traps admins in a laborious, time-wasting cycle that
stunts individual and organizational growth.
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Setting yourself free with a new, efficient process
means reallocating time toward meaningful, strategic
work. That’s why we’re here to help you bite the
bullet, rip off the band-aid, pull the ripcord—choose
your favorite metaphor—and help you identify what’s
going wrong so you can find a solution that doesn’t
repeat the mistakes of the past.

What Are Your Payroll Solution Options?
There are four main options when it comes to
payroll administration:
● Purchasing a third-party payroll software
● Hiring a professional employer organization
(PEO)
● Developing a homegrown solution
● Using a local or national accounting firm

Submit Your Articles
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Third-Party Payroll Software
This is software developed by a third-party human
resources technology company and designed to be
used in-house by payroll admins to store, organize,
and automate payroll, tax filings, etc. Advanced
payroll software should easily integrate with an
HRIS, accounting software, and other existing
company processes.
Professional Employer Organization
Full-service PEOs essentially act like an outsourced
HR department, and can often handle everything
from benefits administration to talent acquisition in
addition to payroll. While PEOs remove much of the
overhead involved in HR, the downsides of a PEO can
be a lack of cohesive culture and the loss of security
and control over your people data and processes.
Accounting Firm
Standard accounting services include bookkeeping,
financial planning, and filing taxes, but some
accounting firms differentiate themselves by adding
payroll to their suite of services. An accounting firm
doesn’t handle HR responsibilities as a PEO would,
but it still saves you time and worry by combining all
the organization’s financial tasks into one solution.
Like a PEO, however, outsourcing payroll to an
accounting firm comes with some loss of control
and visibility.
Homegrown Solution
Some organizations allocate resources to develop
an internally managed, custom-built payroll
software system. While a homegrown solution
saves on third-party software costs and allows
the organization full control of features and
functionality, it puts the burden of payroll accuracy,
compliance, tax filing, and software maintenance on
the organization, which may reduce the ROI in time,
money, and risk mitigation.

What’s the Most Cost-Effective Option?
The front-end investment of a homegrown solution
is hard to accurately predict, but here’s a statistic for
you: one in six IT projects overrun cost predictions
by 200 percent. A perfect scenario sees homegrown
software being cost-effective in the long-run, but ROI
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is always at risk with software you’re responsible
for maintaining and keeping up to date. Your
outsourcing options, including local and national
accounting firms, are generally on the costlier end
of the spectrum, with full-service PEOs coming in
as the most expensive payroll solution. When an
organization can develop their own HR team and
initiatives in-house, a third-party payroll software is
typically the most cost-effective option.

Which Payroll Solution Should You
Choose?
In her employer guidebook Hire Your First Employee,
business consultant Rhonda Abrams recommends
using a payroll service instead of paper and
spreadsheets from day one of your first hire, pointing
out that “the penalties for screwing up are so much
more expensive than the cost for payroll.”
Investing in a payroll service is an investment in risk
mitigation and time-savings, but which type of payroll
solution should you choose? Weigh the pros and
cons of each payroll option carefully and consider
these questions:
● Do you want to manage your own payroll or
would you rather outsource the whole process?
● Do you have the bandwidth to manage payroll?
● How important is culture development to your
long-term goals?
● How hands-on do you want to be with directing
employee experience?
● Which payroll option would best support your
mission and values?
● How much are you spending on payroll now in
time and money?
● Are you willing to pay more for a better
experience or are you looking to cut
costs overall?
● What size is your HR team and how
experienced are they?
● How much control do you want to have over
the software?
● How custom-tailored does your payroll solution
need to be?
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At a minimum, payroll software should be a
dependable resource for handling these the basic
functions of accuracy, timeliness and tax form. There
are many more factors and features that can make
your life even easier, depending on your particular
circumstances. You should consider factors like;
Geographic reach, compliance, functionality,
reporting, customer support and variety of service
options as you explore your payroll options.
If you can collect and categorize your procedural
pet peeves, your must-have features, and your
long-term needs, you can better identify the software
that will give you the capacity for growth without
overserving you.
Finally, when you’ve found your golden solution,
you’ll finalize a contract setting clear mutual
expectations, notify your current provider of the
upcoming switch, and then arrange the transfer of
necessary clerical info (i.e., local and state tax ID
numbers, EIN, payroll schedule, etc.). Plan on running
payroll simultaneously with the old system at least
once to make sure your results are matching up, and
schedule the switch for the beginning of the year
or at the end of a quarter to set yourself up for the
smoothest transition.

The pain of starting over with a new provider may
feel like it’s enough to justify prolonging the pain of
a clunky payroll process. But right now, all you have
to do is start looking. Whether your top condition is
stellar customer support or an integration with your
current HRIS, the right provider can quickly get you
up and running again with your new payroll service,
happier and more efficient than ever.
To read the full blog post please visit https://www.bamboohr.com/
blog/how-to-choose-the-best-payroll-service-for-your-needs/

Rebekah Cuevas is a Copywriter at
BambooHR. Rebekah is obsessed
with empowering the “human” in
human resources. As a next-gen,
Latinx, and LGBTQ+ author and
editor with over a decade of
B2C, B2B, and creative writing
experience, she connects HR pros
to impactful HR solutions through
research-driven narrative with a
special interest in promoting DEI
initiatives that build stronger, safer,
and more profitable workplaces
for all.
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The Importance Of
Developing Your
HCM BOM
When and how you develop a bill of material for HCM
impacts your negotiation leverage
By Jeff Lazarto, UpperEdge

Y

our bill of materials (BOM) plays an essential role
in your negotiation process, and it can impact
your negotiation leverage
As you evaluate SaaS solutions, it is critical to
develop your bill of materials (BOM). Your BOM
plays an essential role in your negotiation process,
and when and how you develop it can impact
your negotiation leverage. Here are some key
considerations and why they are important.

Product Mapping to Requirements
The first step is to define your project goals and
business process requirements. Try to get as detailed
as possible, down to level 3 business processes.
You should provide your prospective supplier with
a spreadsheet identifying each of these business
processes and request they identify the SaaS
products they offer that are required to address each
of the business processes (see table on the right
side).
It is not uncommon to have HCM initiatives
combined with finance and other business
processes, so be sure to include all that are in
scope or could be in scope in the future. Your goal
is simply to get an understanding of their product
capabilities as part of your vendor evaluation and to
map the different solutions to each of your business
process requirements.
HRIS & Payroll Excellence presented by HR.com
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Be sure to let your prospective supplier know that
these business processes might not all be in scope,
but that you want to evaluate all of them as part of
your selection process, since this purchase would
represent a long-term partnership commitment.
Therefore, it is important that your evaluation
is comprehensive enough to include potential
longer-term business scenarios.
It is critical that the prospective suppliers understand
this is not a confirmed BOM at this point in time.
Once they believe they have a confirmed BOM and
they start internally forecasting a revenue stream, it
becomes extremely difficult to remove items from
the BOM without having a negative impact on the
discounting and commercial terms.

BOM Development
After you have completed your product mapping
exercise with your prospective supplier, now your
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team can meet to determine or reevaluate your actual
requirements and deployment sequencing. You most
likely have a multi-year product roadmap developed
prior to even evaluating product solutions.
Based on what you have learned from your product
mapping exercise and capabilities evaluation, you
can now determine if there are any changes you
want to make to your roadmap and also identify
your requirements timing over each of the next three
years. This will enable you to identify exactly what
products you will need and when you will need them
and allow you to only include products in your BOM
that you are 100% confident in deploying.
For the remaining outer year product requirements,
you can include those in a separate list requesting
your prospective supplier price-protect them based
on the same discount you receive for your current
purchase. Remember that during negotiations you
always have the option to increase your BOM by
adding in some of the outer year requirements in
order to sweeten the deal for better discounting and
commercial terms.
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Positioning Your BOM
Only after you have completed the above exercises
and have internal alignment on your BOM should you
communicate your BOM to your prospective supplier
and request a pricing proposal, along with price
protections for the products you have identified as
outer year requirements. The supplier will, of course,
present you with different proposal options, with
buying everything up-front as the most attractive
pricing option.
The downside to this is that you would be paying
for products you may never deploy, as outer year
requirements or organizational priorities may change.
Additionally, any renewal term price protections
will be conditioned on your renewing for the same
products and quantities or at least the same spend
level. Therefore, you risk significant renewal term
price increases should you decrease your BOM at
renewal, or you risk continuing to pay for products
not deployed into your renewal years.
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deal being your most important as this is when your
negotiation leverage is highest. Your supplier will tell
you that SaaS deals are only for three-to-five years
and that you always have the option to not renew,
and therefore have negotiation leverage in the future.
While you legally have the right to not renew, this
is hardly ever a practical option for customers, and
suppliers know this. Besides, if you decide not to
renew, they will simply turn off your access, leaving
you in a bind to figure out how to maintain business
operations. It’s not like you can just migrate to a
new solution overnight, plus your team will lose
substantial internal political capital for suggesting
migrating to a new solution upon expiration of your
initial term.

When you communicate your BOM, be sure to let
them know that this purchase represents a strategic
long-term commitment and that your BOM represents
what your organization is comfortable committing
to at this time. Your goal is to get them to provide
you with pricing and commercial terms reflective
of the longer-term opportunity and not just this
initial purchase.

Negotiating with Your Prospective
Supplier
Negotiations can be extremely challenging and
frustrating for customers that do not know what
a highly competitive deal construct looks like, in
which case, you’re in a position of having to try to
read the supplier’s willingness to improve their offer
during your communications and interactions. Sales
teams are experts at playing this game because
they do it every day and their deal data is not
publicly available, which puts customers at a severe
disadvantage. If you believe you will find yourself
in this type of situation, you may want to consider
hiring a third-party advisory firm that has relevant
benchmarks and experience negotiating with HCM
suppliers every day.

To maximize your negotiation leverage, be sure to
only communicate your BOM and request pricing
after you have completed your product mapping
exercises, determined your product deployment
sequencing, and have a clear understanding of your
immediate and longer-term requirements.

As Practice Leader: Commercial
Advisory for Oracle, Workday & AWS,
Jeff Lazarto heads UpperEdge’s
California office. In this role, Jeff
is responsible for ensuring overall
client satisfaction, developing
UpperEdge’s service and product
offerings, and leading business
development efforts. Jeff also
manages client engagements as part
of sourcing, commercial advisory,
and contract optimization services,
providing clients with strategic
advice to improve their technology
supplier relationships and achieve
best-in-class commercial constructs.

Would you like to comment?

Each deal you enter into creates a precedent that is
very difficult to overturn in the future, with your first
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How To Avoid Top
6 Common Payroll
Compliance Mistakes
Non-compliance with state and federal
payroll laws can be costly
By Timothy Diassi, Unicorn HRO

P

ayroll practices are governed
by both federal and state
regulations and non-compliance
can lead to serious penalties.
As regulations vary by state,
it is vital that HR managers
are aware of the regulations
that apply to their workforce.
In the absence of regulations,
managers should ensure that
they have implemented their
own standardized policies and
procedures relating to payroll
practices.
Below are six common mistakes
made in payroll practices that HR
managers should be familiar with.
1. Missing Timesheets
In instances where a non-exempt
employee forgets to have their
timesheet signed by a manager
or fails to complete it in time,
employers must continue to
pay the worker under Fair Labor
Standards Act and request
that the employee submit their
timesheet as soon as possible.
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2. Final Pay
For employees who leave the
company before their regular
paycheck date, federal law
requires that payment is
continued to be paid at the next
scheduled date, however, this
regulation is state-specific. Some
states have implemented rules
requesting shorter timeframes,
such as payment being made
within 72 hours after resignation,
as is the case in California.
3. Unused Vacation Time
Unless a company has
implemented a specific policy
to address what happens to the
payment of unused vacation
time at the time of resignation
or termination, companies are
typically required to pay back
any unused vacation time. This
may vary based on whether
an employee was terminated
or resigned.
4. Payroll Paperwork
Areas that commonly cause
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difficulties for HR managers are
errors in filling out W-2 forms
and 1099-MISC forms, missing
deadlines for tax deposit and
filing, miscalculating state
unemployment tax, poor data
gathering and record keeping.
Fortunately, many software
solutions such as SaaS-based
applications allow for the
automation of many of these
processes.
These tools provide modules
that notify HR managers of
important tax deadlines, as well
as modules that accurately
track the number of hours
worked, accrued vacation time,
overtime calculations and
pay-check administration.
5. Employee Misclassification
One of the most common
mistakes made by companies
is the misclassification of
workers as employees or
contractors, a mistake that
can have serious tax penalties.
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payroll management. Today,
cloud-based payroll solutions
enable HR managers to quickly
calculate and run payroll with a
single click.

There are many instances
in which companies have
purposefully classified workers
as independent contractors in
order to avoid paying workers
compensation, social security,
state unemployment insurance,
employee benefits, vacation,
holiday and sick pay.
Understanding the level of
control a worker has over their
workload is one way in which HR
departments can determine how
workers should be classified.
If workers are responsible for
setting their own time and hours,
determining how their work
will be carried out and using
their own tools and equipment,
it is likely that they are
independent contractors.

to provide their workers with pay
stubs, such as Alabama, whereas
states, such as Connecticut
require that all employers provide
their workers with pay stubs on
each payday. For paydays that
fall on public holidays, some
states mandate that payments be
made the business day before the
holiday.
For states with no regulations,
companies may set their own
guidelines and choose to pay
their workers either the day
before or after the holiday period.
In terms of payment method,
some states do stipulate that
employers cannot mandate their
workers to receive payment by
direct deposit unless a worker
specifically chooses to use direct
deposit.

6. Frequency and Method of Pay
Frequency and method of
payment will vary by state and,
in some cases, it may vary by
industry. The federal law does
not provide regulations on the
frequency of payment but some
states do regulate weekly or
biweekly payments.

Streamline Payroll
Management

Special rules may also apply to
government employees. Some
states do not require employers

The use of a human capital
management (HCM) solution
can significantly reduce these
common mistakes and streamline
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In states which do not have these
regulations, federal law does
permit employers to pay via direct
deposit with written authorization
from their employees.
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The ideal solution should
automate the processing and
distribution of checks, vouchers,
and W-2s and also provide tax
management to help managers
handle tax compliance and
computations, including
multi-state taxing rules and
reciprocity. With real-time access
to payroll data and tax updates,
HR managers can prevent
costly penalties associated with
non-compliance to state and
federal regulations.

Timothy Diassi is the Senior Vice
President of sales, marketing,
and partnerships at Unicorn
HRO. He joined Unicorn HRO
in 1995 as a financial and human
resources consultant and has
since served as the company’s
director of product management,
EVP and GM. Throughout the
past, he has been responsible for
reshaping Unicorn HRO from a
software vendor to a SaaS-based
HCM platform supporting the
human resources industry with a
suite of solutions.
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Why State Wage Hour
Rules May Be Tougher
Than FLSA’s
How can employers comply with the new state wage hours
By Mark Tabakman, Fox Rothschild

I

always tell clients they must
comply with both federal and
state law, whatever state they are
situated in, and that complying
with one is not a defense to not
complying with the other, tougher,
law. A sterling example of this
concept has just arisen in a travel
time case. Travel time issues
are often murky, anyway, and the
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vagaries of a particular state may
prove difficult to be aware of,
before “something” happens.
A recent Washington state case
highlights this point. The case is
entitled Port of Tacoma v. Sacks,
and issued from the Washington
Court of Appeals, as a rule, under
the FLSA employers do not have
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to compensate employees for
time traveling outside of their
normal workday. If an employee’s
workday is 9 am- 5 pm, and that
employee catches a plane at 9
pm, then that travel time (and
the time going to the airport) is
not compensable.
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If the plane leaves at 3 pm,
then the travel is compensable,
including the commute to the
airport. An important note—
these principles apply only to
non-exempt workers, as exempt
workers do not receive overtime
(or compensation beyond their
salary) regardless of whether the
travel would be compensable.
The Washington decision
expands the protection of the
wage-hour laws to that travel time
beyond the end of the shift. The
court ruled that four non-exempt
workers employees who
traveled to China to monitor the
erecting of four cranes must be
compensated for all their travel
time to and back from China.
The court held this, notwithstanding that the employer and the
union representing the workers
negotiated an eight-hour per day
compensation arrangement.
By doing so, the court held
true to the State Department
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of Labor & Industry position
that went beyond federal law
and held that all travel time
that was related to the job
was compensable. The State
Department of Justice’s (DOL)
position is that the timing of the
travel is irrelevant, i.e. whether it
happens during the normal shift
or after and it also includes the
travel time to the airport.

The Takeaway
This case shows that employers
must be cognizant of the
wage-hour laws, not just cases,
but the positions and perspective
of the particular Department of
Labor, in every jurisdiction they
do business in. This Washington
case is a bit of an anomaly as
it significantly expands the
compensability of travel time
and may also apply to other
preliminary and postliminary
activities. It is not enough to
defend by showing compliance
with the FLSA.

This article originally appeared here.

Mark Tabakman is a Partner
at Fox Rothschild LLP. He is a
Labor and Employment Lawyer
who handles both union and
non-union matters for employers.
He counsels Human Resource
Professionals and in-house
counsel in complying with the
myriad federal/state employment
laws to provide creative, practical,
and cost-effective solutions to
employment issues and problems.
Mark concentrates on wage-hour
law.
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Don’t be unpleasantly surprised…
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An Employer Of Record:
The Future Of Global
Business Expansion
Managing the nuances, complexities,
and underlying costs of global expansion
By Rick Hammell, Elements Global Services

I

n today’s global economy, it is the ultimate goal of
most organizations to grow not only their product
offerings and workforce, but also expand their
services into new markets, industries and regions.
Global expansion brings significant advantages to
organizations looking to gain a competitive edge:
diversification, cost savings, increased revenue
potential, new market entry, new customer base and
access to new talent.
Looking at the benefits, it can be easy to romanticize
global growth, but many leaders overlook the
nuances, complexities, and underlying costs of such
an exciting endeavor.
Realistically, global expansion is a difficult and
lengthy process, where companies are often forced
to navigate new legal systems, taxes, global payroll,
cultures, languages and more. Fortunately, today’s
technological infrastructure and HR solutions are
empowering businesses to expand their footprint
beyond borders and adopt a globalized workforce.
The simplest way for businesses to enter a new
market at speed is through an employer of record
(EOR).

An employer of record is an HR employment solution
that assumes HR, tax and local compliance responsibilities on behalf of employees working in a country
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The company partnered with an EOR provider
remains the managing employer and maintains
control over HR functions, such as the hiring strategy,
employee’s daily assignments and compensation.
Whereas, an EOR provider acts as the legal
employer that oversees onboarding processes,
full compliance with local employment laws and
payroll administration.
An EOR hires employees in a country under its
local business entity, shouldering all legal risk and
responsibility for:
● Visa, immigration and work permits
● Country compliant payroll and taxes
● Advice on cultural and language awareness
● Benefits and payroll administration
● Compliance with local labor laws
● Advice on required notice periods and
termination rules

What is an EOR?
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where their employer lacks a legal entity. An EOR is
responsible for keeping businesses compliant with
local employment laws and tax policies.
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What Differentiates an EOR from Other
HCM Models?
A company cannot grow at a sustainable rate unless
there are proper human management strategies in
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place. Every organization has different workforce
management needs, so it is important to understand
what capabilities the different strategies provide.

handled visa requirements and ensured the employer
was compliant with local employment laws and
guaranteed distribution of wages in local currency.

The two most common human capital management
(HCM) models are an employer of record and
professional employer organization (PEO).

The Two Types of EOR Models

While the two services have a few similarities,
such as the ability to process payroll, they operate
differently. Partnering with an EOR provider is
optimal for organizations looking to expand internationally because the provider assumes greater
legal responsibility, reducing liability for the growing
company. In contrast, a PEO model leverages
third-party vendors to handle various payroll
administration and tax responsibilities for their
clients, and is sometimes referred to as an employee
leasing organization.
Under both EOR and PEO models, companies
still maintain control over their day-to-day people
management operations; the primary difference
is that an EOR model assumes far more legal
responsibility, making it a much safer solution for
companies embarking on high-risk ventures, such as
global expansion.
Despite their different functions, an EOR is often
miscategorized as a recruitment service or
head-hunting firm.
Although an EOR can widen an organization’s talent
pool by enabling companies to easily hire around
the globe, it still leaves companies with the freedom
and responsibility to recruit and establish their talent
pipeline. An EOR model empowers organizations with
the most comprehensive and streamlined system for
workforce management.
A testament to an EOR’s superiority as the most
effective HCM strategy was seen during the
pandemic. Due to the nature of pandemic era
policies, many people chose to relocate to new
cities or even new countries and work remotely.
Companies that operated on an EOR model were
able to seamlessly adapt because the EOR provider
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If an organization chooses to utilize an EOR model,
it is crucial to understand the two different models:
direct EOR and indirect EOR.
Indirect EOR providers leverage a model that depends
on third parties and contracting local vendors who
provide employment and payroll services in the
country of origin. This means that you must go
through several contacts to obtain the information
you’re seeking. The information or question is first
relayed from you to the indirect EOR provider, which
is then passed to the local vendor(s), before coming
back to your organization in the reverse order.
Time is critical to the success of every business and
you cannot afford lengthy processes to delay your
execution, such as paying employees and processing
invoices swiftly and accurately.
The alternative is a direct EOR model, which does
not outsource services because the EOR provider
owns its local entities in each country. A direct EOR
model provides a streamlined solution for global
expansion with no third parties or multiple layers
of communication. In-country experts with local
knowledge are available to provide on-the-ground
assistance and guidance.
It is common for companies to work with a direct
EOR when they are looking to have a globally
dispersed workforce—this helps to avoid multiple
time zones and points of contact that would create
delays, miscommunications and lengthy processes.

The Benefits of Using an EOR to Expand
Globally
Companies at any stage of their growth cycle can
benefit from an EOR solution, but it is extremely
advantageous for those looking to expand globally
as it cut costs, eliminates bureaucratic hassle, and
reduces time to market. An EOR breaks down the
barriers to global expansion.
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For example, if a company is expanding in Africa, new
talent in different countries across the continent can
be simultaneously onboarded, effectively managed
and quickly paid. Once the new hire’s information has
been collected, an EOR’s team of experts will handle
the paperwork and ensure all hiring and onboarding
processes are compliant with local laws.
An EOR handles international HR and payroll, local
tax and compliance, benefits administration, visa and
mobility needs for employees.
There is no need to hire a new HR and legal team in
every country your organization wants to operate
in, which can be expensive and time-consuming to
implement. Instead of spending excessive amounts
of time or money establishing a legal business
entity, companies can dedicate resources to their
expansion and growth strategy, giving them the
competitive edge.
From an economic perspective, setting up operations
in a new country can be expensive. The average
market cost to set up an entity in a new country is
approximately $80,000. Here is a breakdown of the
average costs:
● Entity Registration/Set-Up: $10,000
● Statutory & Labor/Employment: $5,000
● Entity Tax Compliance & Registrations: $5,000
and up

a direct EOR model can reduce that time to a month
or two. This increased speed to market provides your
company with an advantage over your competitors.
This also applies to ensure full compliance in the
target country. For example, if your company has a
workforce that is spread across multiple countries,
you need to spend a lot of time and energy to keep
up with ever-changing country-specific industry
regulations, local laws and tax policy adjustments.
In contrast, an EOR has a team of experts who are
constantly kept up-to-date with the latest changes in
regulations, laws and policies. They will ensure that
your company is in full compliance with changes in
every country.

An EOR Is a Powerful Driver of Business
Growth
Whether your organization is aiming to hire new
talent, tap into emerging markets, or simply be closer
to customers, there are plenty of reasons why a
company would want to expand globally. However,
the path to global expansion is one traditionally
marred with risks and high costs. An EOR is a
streamlined and comprehensive HR solution that
provides companies who are looking to grow and
work on a global level with the strategy, expertise, and
infrastructure to do so legally. Partner with a direct
EOR provider today to pursue global opportunities for
your organization in a simple, swift and cost-effective
manner.

● Bank Setup & In-Country Capital Requirements:
$20,000
● Legal & Financial Counsel: $10,000 and up
● Internal Staff to Manage Process & Payroll:
$30,000 and up
In comparison, a direct EOR solution costs
approximately $10,000 and effectively manages all
the items above.
Depending on the company, industry, and target
country, it can take as long as 20 weeks for some
businesses to legally and compliantly establish
themselves in a new country. For example, it can take
18 months for a business to expand to China, while
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Rick Hammell is CEO and founder of
Elements Global Services. He comes
with more than 20 years of experience.
Rick has been in the domestic and
international PEO arena since 2008.
He developed and grew his former
PEO through its split from its parent
company, where he served initially as
director of human resources for a short
period before becoming vice president
& COO.
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On-Premise Or Cloud
HR Technology
How to build an adaptable, open HR technology
By Meredith Henson, Totara

A

s the events of the last two years have shown
us, adaptability is key for organizations in all
sectors. When things change, as they inevitably do,
you need control over how you differentiate, integrate
and pivot in response to market change. A big part of
this revolves around whether your HR systems live
on-premise or in the cloud.
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HR systems are vital for managing and monitoring
the people in your organization. External and internal
factors impacting your organization will also directly
affect your people, meaning you need maximum
control over the systems you use every single day to
keep your people productive, engaged and performing
at a high level.
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Why Choose Cloud Hosting for Your HR
Systems
If you don’t want the hassle of hosting your HR
systems in-house, you’ll want to go for an ecosystem
hosted in the cloud by a third-party vendor. This
option means you’ll have access to specialist site
admins and developers who can tackle any issues
and minimize downtime, and you will have provision
for out-of-hours and emergency support. This is ideal
for organizations delivering learning and HR services
to a global audience, as employees worldwide won’t
be left without services for hours if something
goes wrong.

Hosting can be an intimidating topic, and it’s
tempting to continue with the status quo regardless
of the impact on your organization. However, for
HR teams looking to adapt to the times, there is a
growing need to find out whether or not your current
approach is giving you the flexibility you need to keep
up in the ever-changing world of work.

Cloud or On-Premise Hosting?
For most organizations, there are two key
considerations when it comes to hosting an
HR ecosystem:

●● On-premise hosting - hosted within your
organization and managed internally
Each approach has its benefits and drawbacks, so
the way you choose to host your HR ecosystem
depends on the needs of your organization, your
resources, your budget, your technical expertise and
your available time.
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However, bear in mind that managed cloud hosting
comes at a cost - you will be paying an external team
to manage your learning management system (LMS),
performance management system, payroll system
and more. Integrations with other systems may also
come at an additional cost, and direct control of your
site will be handed over to your hosting provider.

Why Choose On-Premise Hosting for Your
HR Systems

●● Cloud-based managed service - hosted outside
your organization by a third-party vendor
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Additionally, opting for managed cloud hosting
makes it easy to upscale as user numbers increase.
In our unpredictable world, this is vital. If you were
to merge with another company tomorrow, managed
cloud hosting means you can upscale seamlessly
without having to manage the process yourself. Your
hosting partner will also support you with software
upgrades, security patches and infrastructure
updates, keeping your people’s data safe and your HR
systems running smoothly.
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If you need exclusive control of your HR system
hosting, an on-premise solution is a way to go. For
instance, if you have extremely sensitive data stored
on your systems and a robust internal hosting team,
this may be your preferred approach.
On-premise hosting also removes the external costs
associated with managed hosting, meaning you
can redirect this budget into creating new learning
content and improving the HR systems themselves.
Also, you won’t need to pay an external hosting
provider to manage any integrations. So if you
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have an especially complex HR ecosystem, it could
save you a significant amount of money by hosting
and managing it yourself.
The main barriers to on-premise hosting are the
capabilities and capacity of your in-house IT team
and the complexity of your HR ecosystem. Hosting
issues can escalate quickly, and without the right
expertise on hand you could face lengthy periods of
downtime, while the problem is identified and solved.
It’s also not, as you might think, completely free,
as you will need to purchase the server and pay for
ongoing maintenance, as well as the internal cost of
software maintenance and applying updates.

Organizations Who Chose Cloud or
On-Premise Hosting
St Helens Council made the switch from on-premise
to managed hosting for their LMS, helping them
remove the burden of hosting in-house so they
could focus on creating powerful content for their
employees while also maintaining over 99.9%
platform uptime.
Retailer Halfords opted for managed hosting as
part of a three-stage plan with their new learning
technology partner. Along with managed hosting,
Halfords’ partner also took over the project
management and support of their LMS to maximize
return on investment without too much admin work
for Halfords. The improvements in hosting stability
led to a 20% increase in employees using the site,
which in turn boosted employee engagement and
learning outcomes.
New Zealand Customs opted for on-premise hosting
to maximize their control over their site. They
worked with a partner to help them implement their
on-premise solution with single sign-on integration,
and to migrate legacy HR records into their new LMS.
The ability to manage their LMS in-house brought
with it the freedom to customize the solution to their
exact needs by giving employees the opportunity to
manage their own learning and development.

they don’t have a large HR budget, so they needed
a way to deliver learning for in-office and remote
employees at the lowest possible cost. In the future,
they may expand their learning content to an external
audience, which would significantly increase their
hosting needs.

Which Is Right for My Organization?
An HR ecosystem is an integral part of any
organization’s overall IT infrastructure. HR teams
will need to work closely with their IT team to make
the right decision. In general, the larger and more
experienced your IT team, the easier it will be to
self-host, whereas smaller organizations will likely
prefer the simplicity of managed hosting.
Whichever you choose, the most important factor
is choosing adaptable, open HR technology to
maximize your flexibility. Going forward, the vast
majority of organizations will be digitally-led, so
having control over how you differentiate, integrate
and move in response to market change is a strategic
imperative.

Meredith Henson is the Head of
Solutions Consultancy at Totara.
Meredith has 20 years’ experience in
the learning technologies industry,
and has more recently focused on
creating and maintaining initiatives
to support key stakeholders with
outstanding customer service.

Would you like to comment?

Similarly, Child Care Resource Center chose to
self-host their LMS. As a non-profit organization,
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SaaS vs. On-Premise
HR Systems: What
To Choose?
Weighing the pros and cons of
a cloud and on-premise HR system
By Tushar Bhatia, Empxtrack

W

hat would be the most
suitable HR solution for
my organization? What is the
difference between software-as-aservice (SaaS) versus on-premise
HR systems? This has become
the most common concern for
organizations that believe in
agility, reliability and innovation.
This article highlights the
comparison between on-premise
software vs. SaaS with an
intention to help you make the
right choice.

Role of HR Systems
Human resources are
the backbone of any
successful organization.
HR is no longer limited to
managing employee data or
onboarding new hires. In fact,
human resource professionals
are increasingly becoming
strategic partners, influencing
business decisions.They can
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only do so by automating and
integrating all aspects of core
human resource processes. As
a result, they save a significant
amount of time and become
game players.

often referred to as SaaS.
These solutions are hosted
and maintained on a server of
the system provider. Users can
access the data anytime, and
from anywhere in the world.

Gone are the days when HR
used to store paper files in
the cabinets. After all, it had
longer access time, difficult
data modification and
inefficient management.

In short, due to data being stored
in the cloud, SaaS HR systems
provide easy and quick access to
data. It saves you from investing
in expensive infrastructure. It,
furthermore, prevents you from
having to hire IT professionals to
maintain your system.

Adoption of automated HR
systems seems to be a popular
choice among businesses
these days. However there is
still confusion about SaaS vs.
on-premise HR systems. Hence,
it is necessary to understand the
benefits of SaaS vs. on-premise
HR products before making
a choice.

What is a Cloud-based HR
Solution?
Cloud-based HR systems are
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Users are typically charged a
monthly or annual fee to access
the cloud services. Hence, it
reduces the time and effort
required to manage a system.
Thus allowing users to focus on
their core business functions.

What Is an On-Premise HR
System?
An on-premise system is an
in-house HR solution.
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Its maintenance and development
are carried out within the
company (by its own IT team).
As a result, the company has
complete control over any
changes or updates.
An on-premise HR solution
has a one-time perpetual
license fee. But it requires huge
expenditure in infrastructure as
well as management of a team of
IT experts.

Pros and Cons of SaaS vs.
On-Premise HR Systems
Choosing an automated system
improves efficiency and accuracy
in the HR processes. If you are
implementing for the first time,
choosing the right solution, cloud
vs. on-premise HR systems, can
be a daunting task.
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Check out the list of
considerations mentioned below.
These would help you make the
right choice between Saas vs.
on-premise HR systems.

Affordability of Cloud vs.
On-premise HR Solutions
A SaaS HR system is more
affordable than an on-premise
solution. In fact, cloud-based HR
software comes at a fraction of
the cost of on-premise software.
The total costs for procuring the
SaaS solution and implementing
the technology are significantly
lower. However, it is important to
point out that the subscription
fee for a cloud HR solution is
recurring, but it is less.
In contrast, an on-premise HR
system has a high upfront cost
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for purchasing the license.
But you don’t have to pay any
monthly subscription fee.
In short, a SaaS HR system is
considered more affordable.
Hence, more organizations are
investing in cloud solutions
as compared to on-premise
systems. According to the
Gartner report on Market Trends,
organizations using cloud
services are allocating 40% of
their IT budget to cloud-related
spending. Moreover, 78% of these
organizations planned to increase
their spending on the cloud.
One thing to keep in mind is that
cloud HR products eliminate
the maintenance, upgrades and
additional customization costs.
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It is definitely a user-friendly
option for organizations. In
addition, SaaS HR systems are
highly customizable that can
easily map to the changing needs
of a business.
Even though on-premise HR
software provides enhanced functionalities and interface. IT staff
still require customization of the
system and meet rapidly evolving
business needs.

Real-time Data Availability

Data Security in
On-premise Software vs.
SaaS Product
When it comes to comparison
between cloud vs. on-premise
HR systems – security is a
major concern.
An organization using an
on-premise human resources
management system (HRMS) is
solely responsible for any breach
in security or data loss. As it
hosts data in-house and manages
the system on its own.
Cloud solution providers, on the
other hand, give high priority
to data security. They ensure
that customer data is kept in
a highly secure environment.
Cloud vendors usually protect
users’ data by encrypting it.
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The confidentiality of sensitive
customer information is a key
focus for service providers.
On the other hand, maintaining
the same level of security with
an on-premise solution is difficult
and expensive.

Adaptability to Growing
Needs
Each business has its own
unique requirements, irrespective
of the industry domain. These
requirements scale up as
the business grows. Hence,
organizations require the most
reliable solution that can adapt to
growing business needs.
To begin with, a cloud-based HR
system is simple to use and users
do not require additional training.
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The world is moving towards
cloud computing. Are you? If not,
let us tell you what you’re missing
out on. With 24×7 accessibility
of data, cloud solutions are
considered the best. Users can
improve business efficiency with
round-the-clock data access, even
on the move.
On the contrary, an on-premise
HR application does not meet
the expectations of providing
real-time data.

Implementation of SaaS
vs. On-Premise HR
Systems
A cloud-based HR software
can be quickly set up in just
a few hours over the internet.
Additionally, this reduces
the time taken to start using
the application and quickly
streamlines HR processes.
Whereas, implementation and
deployment of on-premise HR
software are time-consuming
and complex.
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Thus, organizations prefer SaaS
products due to quick deployment
and implementation. This is an
important aspect when making
a choice between on-premise
software vs. SaaS products.

Regular Upgrades
As far as product upgrades and
patches are concerned, there is
a vast difference between both
types of HR solutions.
A SaaS HR system doesn’t
require manual upgrades. In
general, these updates occur
on a regular basis and are free
of cost to users. A software
provider is responsible to take
care of maintenance and product
upgrades, whenever needed.
Users are usually pre-notified
about the updates. Besides, these
take place outside business hours
to ensure business continuity.
Although updates do not take a
long time to complete.
In contrast, a user using an
on-premise system needs to
manually look for upgrades. In
fact, these upgrades come at an
additional cost to the user.

Flexibility in SaaS vs.
On-Premise HR Systems
Any small -to large-sized
organization can easily upscale
with a cloud-based HR system.
Users can avail SaaS HR software
on subscription basis. Hence, it is
convenient to pay only for what
you are using.
In comparison, the user has
to pay for additional software
packages and hardware while
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using on-premise solutions.
Thus, it is difficult to upscale,
as installation, preparation,
configuration and implementation
take time.

Internet Connectivity
Last but not the least, you
should also know about the
impact of internet connectivity
on both cloud vs. on-premise
HR solutions.
To begin with, a reliable internet
connection is required to work
efficiently on a SaaS HR system.
However, on-premise HR software
works well with poor or limited
internet connectivity. But it has
some limitations. It is difficult for
people to access the software
from outside the workplace.
Whereas, a cloud-based
application can be accessed from
any corner of the world.

go for a SaaS HR solution. Your
data would be completely safe
and secure in the system. In
addition, availability of real-time
data makes HR a strategic
partner and allows them to focus
on core business functions.
But if you are looking for a
one-time perpetual license fee,
then opt for an on-premise HR
system. But, the entire data
security would lie with you.
Ensure you make the right
choice that improves efficiency
and supports profitability of
your organization.
Which one of these solutions is
used by your company – SaaS vs.
on-premise HR systems? Tell us
in the comments below.

Concluding Thoughts –
SaaS vs. On-Premise HR
Systems
After a thorough review of the
benefits of SaaS vs. on-premise
HR systems, you would easily
make the right choice for
your organization. Consider
all the pros and cons of both
the solutions and important
factors that matter most to
your organization.
Before you decide the type of
HRMS you wish to opt for, make
sure you are aware of your
company’s requirements.

Tushar Bhatia is CEO & Founder of
Empxtrack. His key goal is to help
companies streamline their HR
function, reduce costs and make
employees engaged & productive. He
writes on various HR-related issues
and trends that include strategic
HR, performance management, best
practices for recruitment, employee
engagement and retention, etc.

Would you like to comment?

For instance, if your main concern
is accessing data anytime,
anywhere, from any device then
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How HR Can Help
Employees To Be
Digital Workforce
8 ways HR can drive competitive
advantage in a digital workplace
By Jeff Ryan, AWCape

O

ver the past 18 months,
South African businesses
have accelerated their adoption
of digital technologies. While
they have shown remarkable grit
and adaptability in reinventing
their businesses for an era of
lockdown and social distancing,
some gaps are becoming
apparent in the change programs
they have implemented.

Given that the human factor
is key in driving successful
technology transformations, it
thus stands to reason that the HR
function has a critical role to play
in catalyzing change — especially
at the layer of skills development
and culture. This entails both
supporting digital change across
the business and embracing
digitalization of the HR function.

One of the major challenges lies
in humans coping with the speed
of technology change.

Here are 8 ways HR and people
advocates can help to enable
and drive digital transformation
across the business:

A recent international survey from
Headspring found that 36% of HR
and learning and development
decision-makers see resistance
from team members as the
number one obstacle to change.
However, 62% also agreed that
technological trends are likely
to impact their operations and
workforce this year.
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1. Check the Digital Pulse
of the Business
If HR leaders want to play a
bigger role in supporting digital
change, a good place to start
is to take stock of the current
business strategy, employee
readiness to embrace technology,
and current pain points in
technology adoption. From here,
HR teams can craft strategies to

OCTOBER 2021

40

support digital enablement in the
wider business.
It’s also important for HR to focus
on the digitalization of its own
processes if it wants to become
a digital partner to the business.
A survey of 1,400 companies
around the world shows that there
is much work to be done — only
20% of respondents have adopted
modern, digital HR capabilities in
key areas such as reskilling and
coaching, mentoring and training,
and real-time analytics.

2. The Automated HR
Function
According to global Gartner
research, even with one-third of
HR leaders planning for budget
cuts this year, 90% still plan to
either maintain or increase their
investment in technology. This
is not surprising, given how the
pandemic has highlighted the
gaps in their capabilities as well
as how tech can help improve
efficiency in their processes.
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With everything else they have
on their plates, HR departments
should minimize time spent on
administrative functions, like
leave approvals and updating
records. They should look for
opportunities to streamline
and automate routine business
processes, so they can focus on
the employee experience and
strategic partnership with the
business.

3. Get a Seat at the Tech
Table
HR is traditionally seen as a
policy or admin hub, and is often
excluded from the table where
decisions about technology
strategy get made – to the
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detriment of the business. One
international survey found that
one-third of respondents agreed
that involving the HR department
from the beginning was key to
digital transformation success,
yet one quarter admitted that
they had not done so in the past.
HR can play an invaluable role
in bringing a human perspective
to discussions about digital
transformation — from insight
into employee readiness and
skills availability to supporting
cultural change. HR leaders
should ask to be included, and
be prepared to offer data that will
help drive the right technology
decisions.
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4. Transform the
Employee Experience with
Tech
If employees still need to phone
the payroll manager to get a copy
of their payslip or email HR and
their team leader to file expense
claims or apply for leave, they’re
not working in a digital business.
Modern employee self-service
platforms can transform their
interactions with the company,
helping to integrate them into
a digital business — all while
saving large amounts of time for
employees, HR and managers.
Focus on using intuitive mobile
apps and cloud solutions to
streamline routine transactions.
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5. Join Forces with the
Finance Team
CFOs and HR leaders can help
drive organizational success
by collaborating to understand
workforce costs, the potential
impact of HR digitalization
and automation, and how
technology decisions will drive
metrics like productivity and
revenue generation.
By collaborating, they can make
smart decisions about future
hiring and training investments to
ensure a smooth and sustainable
growth path. Seamless
integration and sharing of data
across finance and HR systems
can enable business intelligence
to align people and financial
decisions and optimize the
performance of the business.

6. Data = Track and
Measure Impact
A major part of digital
transformation is using data
to make better decisions
across the board, including
talent recruitment and talent
management. HR teams should
be prepared to use analytics to
delve into performance metrics,
in order to support digital
investment decisions in the
wider business and to track and
optimize performance within HR.
This is especially important in a
work from anywhere environment,
when traditional monitoring tools
and metrics can be poorly suited.

7. Where Do You Find Your
Talent?
The work-from-home pivot has
challenged organizations to think
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about how work is done and
who does it in new ways. One
implication is that they needn’t
necessarily think of talent as only
the people who come in and out
of the office each day. If a job
can be fulfilled remotely, does
it need to be done by a full-time
employee? Or by a person living in
the same city as the business?

HR has a key
role to play in
facilitating change
as a company
transforms
and automates
processes with
digital technology.
With today’s talent marketplaces
and collaboration tools, HR
should think about different ways
of accessing rare talent — from
contractors and freelancers to
outsourcing firms and the gig
economy. This can help the
organization secure the skills
and capabilities it needs to drive
digital transformation, from cloud
architects to data scientists.

The strain of change can be
overwhelming; HR needs to
stand ready to help employees
navigate challenges, such as
working from home for the first
time or adjusting to how their
job description has changed
following the introduction of new
technology. Change management
is now a full time responsibility
of HR.

HR – Think of it as Human
Relationships
HR has a key role to play in
facilitating change as a company
transforms and automates
processes with digital technology.
As the voice of the employee,
it can articulate the fears and
aspirations of the company’s
people in a digital age. It can also
help drive adoption, partner with
people in using technology to
meet their potential, and create
a culture where technology
serves humans in building a more
successful business.

8. Focus on the Human
When focusing on digital
transformation, HR functions
should focus on the human
experience in the workplace.
In addition to upskilling and
reskilling programs for employees
that may be affected by new
technologies, HR should also
consider how tech change may
affect health and mental wellness
and workplace relationships.
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Jeff Ryan is the MD of AWCape, a
Sage Business Partner

Would you like to comment?
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