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16" Annual CedarCrestone Survey Key Trends

Q

Adoption continues to increase
and results in value.

Newer products, later relea
higher scores. Improvement sti
needed!

Source: CedarCrestone 2013-2014 HR Systems Survey




CedarCrestone 2013-2014
HR Systems Survey Demographics

1,266 respondents
85% US, 6% EMEA, 5% Canada,
4% Australia/Asia and rest of world 21.8%
employees Sjze

represented Healthcare

Other Services
Large

10,000+
26%

Financial
Services

Medium

2,500-10,000 Higher Ed./ Agriculture/

0 Public Mining/Construction

26% Admin. _
High-tech
Mfgt.
Small @ Retail
200-2,500 Wholesale
Average number of 48% Consumer/

Other Mfgt. WAL/ Trans., Comm.,

employees = 15,876 St
Public Utilities

No response .2%
Source: CedarCrestone 2013-2014 HR Systems Survey
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CedarCrestone HCM Application Blueprint

Security Social, Collaboration, and Mobile Capabilities Workflow

Portal Framework
With Identity Management and Single sign-on

[ Administrative Excellence

. Service Delivery Excellence

Self Service and Workflow [ Workforce Mgt. Excellence
Personal, Pay & Benefits data, [ Talent Mgt. Excellence

Manager Actions: promotions, transfers, salary, Performance/Workforce
approvals & notifications . Optimization Excellence

Service Delivery & Center
HR Help Desk, Workforce
Communications, Onboarding

Core HRMS/ERP Foundation (Administrative Apps)

Data for Roles and Competencies (Profile Mgt.), Payroll and Benefit Administration

Workforce Management
Time and Labor,
Absence Management,
Labor Scheduling, Labor Budgeting

orkforce Optimization " alent Management
rce Planning, Workforce Analytics, Recruiting, Performance Mgt.,
Predictive Analytics

Learning Mgt., Compensation Mgt.,
Succession Mgt., Career
Planning/Dev. , Competency Mgt.

Business Intelligence Foundation

Reporting/visualization and BI tools '

SOA Electronic Content Management ETL Bus. Process Magt.

Projects

Source: CedarCrestone 2013-2014 HR Systems Survey
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Major 2013 Initiatives

Similar to 2012 and One Inflexion Point!

Major Initiatives n=1,215

Business process improvements and innovations 62%

Talent management processes and automation 44%

Service delivery improvements 40%

HR systems strategy 33%

Business intelligence/workforce metrics 33%

Systems integration 26%

Upgrade vs. Replacements: Inflexion Point Reached

HRMS replacement 15%

Upgrade of HRMS 14%

Source: CedarCrestone 2013-2014 HR Systems Survey
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Common Integrations of Data

e Benefit Insurance carriers
e Payroll providers

e Talent management applications including
recruiting/ATS, and performance management

e Learning management

e Workforce management applications to payroll

e Any solution to business intelligence/analytics

e HR and Finance to workforce planning

e And so many others such as identity & user access

Source: CedarCrestone 2013-2014 HR Systems Survey




Integration is Even More Complex

e Employee profile >>

e Security

e Workflow

e Content

e User experience

Challenges to Commodity Data Interchange:
1. Naming across systems

2. Formatting across systems

3. Codes and lookups across systems

Types of data to be mediated and integrated:
« Commodity Data

» Josh Bersin's "Employee Profile”

* Organization Data

Challenges to Custom Data Interchange:

1. Same as with Commodity Data

2. Widely different customization schemes
between systems (e.g., may have ability
to add "Shoe_Size" to one system, but
can only add “Custom_Field_1" to second
system

+ Custom Data

+ Complex Data
. CompelM)
+ Multiple & Matrix Organizations

+ Social Network Connections/ Influences
+ Date-effective Information

Challenges to Complex Data Interchange:
1. Same as with Custom Data

2. Increased lack of support for similar
complex data in target systems
Greater need to mediate between the
IDEAS in interfaced systems

3.

+ Solution must be vendor neutral
« Solution must be capable of
aggregation & mashup

This s part of an ongoing conversation n the LinkedIn HRTechnology

Conference group.

1. Challenges to Date Effective
Interchange:

2. Interfaced systems have markedly
effective dating schemes (even where
supported)

. Few BoB systems support full date
effectivity, and the few that do, often
store history stacks rather than in-place
history chains

. Linking between history-enabled and
non-history-enabled systems necessarily
causes loss of information

Tojoin the group and conversaton, ink to:
http://vaww.inkedn.com/groups?gxd=1772602




Common HR System Environment Today

HR Portal S hliance o AiNino E

Help Desk Case Procureme
Mgt.
HR-oriented Help Regional
Desk HRMS :

Divisional arketing/Campaid
HRMS olutio

Benefits — 401k, benefit providers, ....

Corporate HRMS

Regional Payroll 1 e —

Payroll 2 Organizational Hierarchy, Profiles

Payroll 3 and Succession Mgt.
Performance Mgt.

Time and Attendance Learning Solutions

Absence Management ddleware Recruiting
Assessment

M Solutions

Compensation and Salary Benchmarking
edarCrestone 2013-2074 HR Systems Su

Leave Management

Scheduling and
Budgeting
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What are Your Problematic
Integrations?




Process Integration is Also Part of the Holy Grail

e Common process workflow use cases:

Hiring manager’s job req. kicks off external and internal search through
onboarding of new hire: (HRMS <-> recruiting; HRMS >> Job board)

New hire is on boarded and possibly trained (ATS >> HRMS; HRMS >>
Facilities; HRMS >> LMS)

Performance review generates development plan with course suggestions
(Performance management >> |earning management)

Completion of development generates notification to ongoing performance
review and to compensation application for salary adjustment (LMS with
course completion >> performance management)

Completion of required training may also justify a salary adjustment (LMS >>
Compensation >> Payroll >> HRMS)

Ongoing compliance monitoring generates requirements for training (HRMS
>> | MS)

e Amazingly complex!

Source: CedarCrestone 2013-2014 HR Systems Survey
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What are Your Use Cases Under
Development or at Least
Under Consideration?

Source: CedarCrestone 2013-2014 HR Systems Survey




Challenges to Integration

e Protected information — much of the HR data needs to be
kept separate by design and government regulations.

e Dirty data/rules of categorization - Humans still enter
much of the data, and Humans are Human. Much of the
data is still incorrect.

e Constantly changing — HR data is always changing (skills,
languages, personal status, etc.).

e Needs to be real-time — to take action on HR data ideally
needs to be accessible in real time but many of the
Interfaces are still batch reporting and extraction models.

Source: CedarCrestone 2013-2014 HR Systems Survey
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What are Your Challenges?

Source: CedarCrestone 2013-2014 HR Systems Survey
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State of Integration from
CedarCrestone Survey

Source: CedarCrestone 2013-2014 HR Systems Survey




Two-thirds of Organizations Report Some Integration
between HRMS and Talent Management Solutions!

State of Integration of HRMS and Talent Management Solutions

HR-TM '}

No integration: totally separate processes in separate solutions 33%

Some integration 67%

Source: CedarCrestone 2013-2014 HR Systems Survey
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Less than Half of Respondent Organizations Indicate
Some Integration Among Talent Management Solutions,

State of Integration of Talent Management Solutions

T™-TM ]

No integration: totally separate processes in separate solutions 52%

Some integration 48%

Source: CedarCrestone 2013-2014 HR Systems Survey
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Types of Integration Reviewed

e None
e Manual or minimal integration
e Simple integration using vendor supplied APIs

e Two-way integration that is bi-directional and fully
automated

e Real time solution where all the TM processes and their
data and reports are available on the same platform

Source: CedarCrestone 2013-2014 HR Systems Survey




Unified Solutions Provide Some Promise
of True Process-level Integration — HRMS / Talent Mgt.

Integration of HRMS and Talent Management Solution(s) !

Manual and simple
3 integration predominates
= Not Unified HRMS-TM whether organization

uE Unified HRMS-TM

has unified solution or not

But of those specifying

Manual/minimal Simple integration Two-way integration Real time solution real time solution,
Integration 350% more have

a unified solution

%

Source: CedarCrestone 2013-2014 HR Systems Survey
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Unified Solutions Provide Some Promise
of True Process-level Integration — Talent Mgt.

Integration of Talent Management
and Talent Management Solutions

o Manual and simple
integration predominates
whether organization
o = Not Unified TM-TM has unified solution or not

m Unified TM-TM

o o But of those specifying

real time solution,

100% more have
14% a unified solution
7%

Manual/minimal Simple integration Two-way integration Real time solution
integration

Source: CedarCrestone 2013-2014 HR Systems Survey
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What Do These Integration Metrics Mean?

e Digging into the detall, we find:

— Unified HRMS and talent management solutions are currently getting more
“real integration” designation from respondents.

— Learning and development solutions are less likely to be fully integrated than
performance, recruiting, and compensation ITM components.

— Complex talent management integration efforts require as much process work
as they do technology work.

e Bottom line for Practitioners:

— The lack of integration is why most organizations can’t produce data for
decision making for managers!

Source: CedarCrestone 2013-2014 HR Systems Survey
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Value of HR Technologies from Statistical Analysis
More Bl Technologies Linked to Top Talent Retention
and to Improved Competitive Advantage

Bl
l WFA I

How are Top Performers leveraging technology to retain top talent?
Where should you spend money?

Improved Top Improved Competitive

Top Performers Talent Retention Advantage

Managers Business
Intelligence Too

They use HR business intelligence and get that data into the hands of
managers for best practice workforce decision making.
Source: CedarCrestone 2013-2014 HR Systems Survey
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And Then There’s
Application Integration — Finance and HR

e Naomi Bloom: Finance and HR are connected
iIn a business sense:

1. The bulk of most organizational costs are related to their
workforce

2. Understanding what it is about HRM that moves the dial
on revenues and profitability goes to the heart of
measuring and enhancing organizational performance

3. There’s no way to manage business outcomes without
integrating financial and HR data quickly and cleanly,
analyzing that data quickly and cleanly and then
delivering that analysis directly to decision makers at
their point of decision making.

Making the case for integration across financials and core HR.
http://infullbloom.us/?p=4964

« CedarCrestone: State of data integration for Bl (Large)

* Finance 50%
« Talent Management 36%
» Workforce Management 21%
* Operational data 149% source: CedarCrestone 2013-2014 HR Systems Survey
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http://www.linkedin.com/e/a25qg-hr7z46uc-5b/vai/1772602/5826723113965993987/member/eml-anet_dig-b_mc-ttl-cn/?hs=false&tok=0FJ2tvHeLNT641
http://www.linkedin.com/e/a25qg-hr7z46uc-5b/vai/1772602/5826723113965993987/member/eml-anet_dig-b_mc-ttl-cn/?hs=false&tok=0FJ2tvHeLNT641
http://infullbloom.us/wp-content/uploads/2014/01/Blog-Finance-and-HR-images.jpg

BlI/Analytics Adoption:

Most Organizations Are At Least Able to Pull Data for Reporting .
of Metrics. Few Have Integrated Data Available to Managers. l WFA l

Bl Delivery Approach

We can pull data for reports 92%

We can provide dashboards (metrics) 44%

We have the data to compare to external benchmarks 43%

Our data and analytics are only available (used by) IT, HRIT,
analysts

N
2
>

Our data and analytics are available "real time" 25%

(L)ur data and analytics capabilities are available for direct — )
access by managers .

We integrate data from financials, customer-facing data

, : . 15%
sources, and operational systems to provide correlations

We have contextual embedded analytics (in HRMS or TM

. 14%
solution) .

We use consulting resources/specialists for higher-level

) 8%
analytics °

We are doing predictive modeling B&EZ
Source: CedarCrestone 2013-2014 HR Systems Survey
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Simple Approaches to Integrate

e Single HRMS platform designed to connect data
including HRIS, Payroll, TM and more

e Select one or more different solutions anchored to
a PaaS (Platform as a Service) provider

e Portal offering a user interface approach to
iIntegration (i.e. Infor, Lumesse, Silkroad)

Source: CedarCrestone 2013-2014 HR Systems Survey
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LMS
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Simple Platform Integration
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, |.08iC Exchange
Py
ek at ,-,,d‘;,. vt Server
everdtype L Actwe Dvechiny

O uns
TRAVEL A
LEADERS

EXPENSEWIRE

CEDARCRESTONE)
I



Enterprise Integration Platform as a Service

Dell
Informatica . . )
Actian @
Fujitsu . MuleSoft
@)
TerraSky iBM @
.Ifl‘lerbi‘t.. .
Skywa SAP
Flowgear . Vigience . SnapLogic
NEC
@ Atunity ®
Tibco Soﬂware.

E2E Technologies @

ABILITY TO EXECUTE

COMPLETENESS OF VISION

Source: Gartner (January 2014)

Boomi

As of January 2014

Market Definition/Description
Provides capabilities to enable
subscribers to implement
Integration projects involving
any combination of cloud-
resident and on-premises
endpoints — data sources,
applications, services (in the
SOA sense), APIs and
processes by leveraging the
iIPaaS capabilities to develop,
deploy, execute, manage and
monitor integration flows
("integration interfaces") linking
multiple endpoints.

Magic Quadrant for Enterprise Integration Platform as a Service
27 January 2014 1D:G00255649
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Recommendations from 16" Annual Survey

e Get the basics right and keep it simple
e Invest in more HR technologies
e Make talent management a priority

e Put technology into the hands of your employees
and managers — especially Bl

Source: CedarCrestone 2013-2014 HR Systems Survey
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Get the Basics Right and
Keep it Simple

Standardize Processes Manage Service Integrate T™M
Delivery Globally on HRMS
Top Not Top
Performers Performers

% with Standardized Top Performers =77% Top Performers =77%
Processes Not Top Performers = 57% Not Top Performers = 59%

Source: CedarCrestone 2013-2014 HR Systems Survey
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Invest in More HR Technologies

% in Top Quartile of Plan to Increase Spending
Applications in Use on HR Technologies Next Year
[ 4
210 &P
oy
18%
Top Performers Not Top Performers
Top Not Top
Performers: Performers:
54% 43%

Source: CedarCrestone 2013-2014 HR Systems Survey
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A Forecast of Recommendations from the
17t Annual Survey

e Get the basics right and keep it simple
e Develop an integration architecture

What Else Comes Out of
This Discussion for You Today?

Source: CedarCrestone 2013-2014 HR Systems Survey
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Where to Go for More Information

e http://www.cedarcrestone.com/survey for survey report

e Sign up for survey updates on our website:

:
|Search Go

Stay conne

CeDARCRESTONE

ABOUT SOLUTIONS SERVICES INDUSTRIES eRESOURCES CEDARCRESTONE INDIA

Consulting Services | Managed Services | Middleware Services | Strategic Services & Research |Techr\0\0g‘_w' Integration Services

Annual Survey | Business Case Development & ROl | Business Process Improvement | Change Management | HR Effectiveness Assessment |
Research | Workforce Metrics & Analytics Assessment | Workforce Technology Assessment & Strategy \ Vendor/Software Evaluation & Selection

ANNUAL SURVEY

/7"?\NOW AVAILABLE!

CEDARCRESTONE ?2013-2014 HR SYSTEMS SURVEY WHITE PAPER

HR Technologies, Deployment Approaches, Value, and Metrics

16™ ANNUAL EDITION )
Register HERE to download!

NEW! CedarCrestone 2013-2014 HR Systems Survey: HR Technologies, Deployment Approaches, Value, and Metrics,
16™ Annual Edition

The White Papers, Press & Articles, and Events & Presentations below include the most recent publications in most cases. Some matenal is from prior years and will be updated
in the coming months. Please visit our Research page to learn more about benchmarking services related to our Annual Survey effort and see other available White Papers.

White Papers Events & Presentations:
+ CedarCrestone 2013-2014 HR Systems Survey White Paper « [HRIM Atlanta 4th Quarter Meeting and Holiday Reception December 5, 2013
+ Going Global with HR Technologies: 2013, Highlights and « Workday and CedarCrestone: Human Capital Management for the
Recommendations of Organizations Operating Globally Taken from Modern Enterprise Denver, CO Luncheon — November 14, 2013

CedarCrestone 2012-2013 HR Systems Survey Results « CedarCrestone and Workday: Human Capital Management for the

a Tha Qavan Drantirac nf Tan Dafarminn Cirnanizatinne Whita Danar Madarn Fatarmriea Llnictan TY Limcrhann MAvambar 12 2012



http://www.cedarcrestone.com/survey
http://www.cedarcrestone.com/survey

CEDABCRESTO%

Appendix Materials




Benchmark Service:
Application Dashboards

Sample Customer Benchmark Analysis

Same size, Optimized
Global, service
white collar  delivery

At market At market

Direct
Organization Competitors

Administrative Applications At market

Service Delivery Applications At market

Workforce Management Applications At market At market

Talent Management Applications At market At market At market

Business Intelligence Applications Lags

Workforce Optimization Applications At market At market Lags

Social Media Used Strategically Leads Lags
*Assessment by CedarCrestone based on review of all HR Adoption level Adoption level
applications in use or planned for deployment leads by 5% lags by -5%

Sample dashboard that compares you to others in your industry, of your size,
to the “top quartile” in your industry, or to overall industry top performers. It
should be the starting place of any update to your HR systems strategy.
Contact HRSystemsSurvey@CedarCrestone.com for pricing.

35 Csoém
- I



mailto:HRSystemsSurvey@CedarCrestone.com

