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Disclaimer

The information in the Australian HR Tech Report 2010 was collected, analysed and compiled by Navigo Pty Ltd. At Navigo our aim is to re-invent
HR through strategically aligned people, process and technology: This report has been commissioned to assist in that goal by giving a snapshot

of HR technology adoption and success for organisations in Australia.

We would like to encourage all readers to freely cite, reference, share and quote information contained within this report as part of their own

works with the appropriate credit to Navigo and the Australian HR Tech Report.

We request that all references made to the report are cited as “Navigo Australian HR Tech Report 2010
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Executive Summary

In November and December 2009, primary research was conducted by phone and email in 164 Australian
organisations with over 500 employees (dubbed “enterprise-level”), representing a total of over 730,000 employees.

Respondents were HR managers (26%) or HR technologists. Their responses have been collated to form this report.

Over 70% of enterprise-level organisations in Australia use a Human Resources Information System (HRIS). HRIS
deliver the solution to over 30% of HR’s system requirements. HRIS adoption is diverse with 23 different HRIS cited,

SAP HR and Chris21 are the most popular, each appealing to different scales of organisation.

Larger organisations are more likely to adopt a human resources information system. The larger an organisation is,

the more HR solutions are technology-enabled as part of the organisation’s HRIS.

In every area surveyed, technology-based systems were rated more satisfactory than their manual counterparts.
On average, technology-based systems were 91% more satisfactory than manual or non-systems use. Despite this,

technology adoption was disparate across different solution areas, manual systems-use is common.

Increasing efficiency is the main motivation for improving HR systems & technology (32%). Strategic motivations
were also popular, but less so. HR executives believe that strategic initiatives suffer through the time-intensive
demands of transactional HR - the drive for efficiency is really a drive to free time and resources for strategy.

Technology-based systems are likely the most popular because of the operational efficiency they deliver.

Organisations were most commonly “satisfied” with systems, but least commonly “very satisfied”. Organisations
have usually identified room for improvement with current systems. This may be due to a lack of efficiency in manual

systems, or the non-perfect organisational fit of packaged solutions. Vendors should focus on flexibility to address this.

Budget is the main roadblock for improving HR systems in the post GFC climate. Yet reducing costs was an uncommon
motivation for systems improvement in organisations over 1000 employees. Despite the efficiency-led cost-saving
potential of HR systems, the return on investment (ROI) is often unquantifiable. Business cases for systems should

strive to put a dollar figure on RO, plus identify the opportunity-cost of pursuing more strategic actions.

Learning management is the most commonly technology-enabled solution area. Applicant tracking has the most
common use of stand-alone systems, employee self-service (ESS) has the most common use of HRIS-based systems.
Performance management, cited by other sources as a key differentiator, is very poorly represented in Australia with

52% of organisations employing manual systems or no systems for the task.

Only 30% of Australian enterprise employ any succession planning technology. Large Enterprise is the most
common adopter. Organisations that do adopt it are rarely dissatisfied. As Australia approaches the retirement of

the Boomer generation, succession planning systems and technology will become more important.

Large Enterprise are the most systems enabled group, Small Enterprise the least. Education is the most systems
enabled industry, Manufacturing the least. Large and small organisations have different motivations and roadblocks.
When benchmarking it is important to consider organisations with similar requirements to yours: there is no one

best-practice, only best-practices, which vary based on the needs of the individual organisation.
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Over 70% of Australian enterprise-level
organisations use a HRIS. Over 30% of HR's

solution needs are met using their HRIS.
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Introduction

Hello and welcome to the Australian HR Tech Report 2010.
The Australian HR Tech Report is a study commissioned by Navigo, HR systems and technology specialists.

At Navigo, we spend every day consulting and delivering solutions in HR and Payroll departments across a wide
range of industries using a wide range of systems. Doing so, we often wondered: What is the broader uptake of such

solutions in HR in Australia, and are they making a difference?
This is the question that inspired us to research and compile the report you now read.

In November and December 2009 we asked large Australian organisations (those with 500 or more employees)
about the systems they are using in HR, their level of satisfaction with current systems and technology and their

roadblocks and motivators for improvement.

In response we received answers from HR Managers and technologists in 164 Australian organisations representing
over 730,000 employees. We think this unique research gives insight into the current HR solution landscape in

Australia and allows for some critical analysis.

The results of our survey and analysis are presented here in the Australian HR Tech Report 2010. We hope that this

report will be a mine of useful information for everyone with an interest in HR technology.

The first half of the report looks at broader trends. First, HRIS adoption. Then the main motivators for, and
roadblocks against, organisations improving their HR systems and technology. Lastly, the levels of system adoption

across a selection of seven HR solution areas, and how these correlate with levels of satisfaction.

Our research has shown that the HR solution landscape is broadly varied. And so, to allow you to benchmark your
organisation with others in similar industry and scale, the second half of our report is devoted to more detailed

analysis where we display our findings in segments by industry type and organisation size.
We conclude with our analysis of the findings, drawn from Navigo’s own experience in Australian HR technology.

We acknowledge the limitations of our report - such as the limited survey sample size, the grey area surrounding
“level of satisfaction”, and the confusion caused by the lack of consistent nomenclature in some HR solution areas.
In order to present quantitative rather than qualitative results we have divided the solution landscape into neat

categories — We acknowledge that the real solution landscape is not so easily categorised.

This is the first industry survey we have conducted, and we have learnt a lot. We now have, not just a far clearer
understanding of the Australian HR technology landscape, but a comprehensive set of ideas for delivering a

stunning HR Tech Report 2011.
We encourage you to comment, critique, and forward this report to your friends and colleagues.

Peter Forbes and Rod Bishop

Navigo
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Method

Primary research for The Australian HR Tech Report was
conducted in the form of a survey via phone or email.
The survey was carried out between 1st November

2009 and 1st January 2010.

The phone survey was completed by organisations
around Australia. In addition to quantitative data,
qualitative notes were kept that provided additional
context to findings within the report. The email survey
was undertaken predominantly by customers of

Navigo, and was entirely quantitative.

In total 2300 Australian organisations were
approached, garnering 193 responses. Of these, 164
responses were from unique organisations and fit

our respondee profile. This report contains the results
drawn from those 164 organisations representing over

730,000 employees.

Respondent organisations have 500 or more
employees based in Australia. We have dubbed

these “enterprise-level”. The respondents themselves
were always in human resources, the most common
position title was Human Resources Manager (26% of
respondents). Other common titles included HRIS/HR
MIS/HR Systems Manager(s), HR Reporting/HR Shared

Services Manager(s) and HR Project Consultants.

The report subsets the survey population by both
industry and organisation size. The aim is to allow the
reader to benchmark their organisation against others

with similar human resource requirements.

Organisation Size
by Number of Employees

This report categorises enterprise organisations into
segments by size, based on their total number of
employees. Each segment has been named for ease of

reading. The segments are:

Small Enterprise (500 - 999 employees),

Small-Mid Enterprise (1,000 — 2,499 employees),

Mid Enterprise (2,500 - 4,999 employees),

Large-Mid Enterprise (5,000 - 9,999 employees), and
Large Enterprise (10,000+ employees).

The segments and their percentage of the survey

population are detailed in fig T below.

fig 1. Respondent organisations by number of employees

34.7%

33.5%

Forward this report at hrtechreport.com.au/2010/forward
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Market Demography

The demography of enterprise-level business in Australia is largely uncharted. The Australian Bureau of Statistics
(ABS) holds business demography data, however puts organisations with 200+ employees into a single category.
After contacting the ABS, and at the time of writing, we were not aware of any pre-compiled source of statistics on

the population proportions of enterprise-level business in Australia.

We turned to the US to provide a framework. The US Census Bureau' provides US business demography by
employee count for organisations with 500 or more employees. Given the absence of Australian data and

international nature of enterprise business, we believe that the US data provides a valid framework.

In order to achieve large enough sample sizes for every segment, the list of organisations approached was biased

towards larger enterprise. How this correlates with the demography of US enterprise business is shown in fig 2.

fig 2. Respondent organisations compared to US-Census data

. Survey data

US-Census data

Proportion of population (%)

\

500-999 1,000 - 2,499 2,500 - 4,999 5,000 - 9,999 10,000 +

Organisation size (employees)

Industry Classifications

This report also performs an analysis by industry sector, categorised using standard industry codes (ANZSIC).

The segments and their percentage of population are detailed in fig 3 below.

fig 3. Respondent organisations by industry

Agriculture, Forestry and Fishing 4.27% Communication Services 1.83%
Mining 4.27% Finance and Insurance 2.44%
Manufacturing 10.98% Property and Business Services 9.15%
Electricity, Gas and Water Supply 3.05% Government Administration and Defence 18.90%
Construction 0.00% Education 8.54%
Wholesale Trade 3.05% Health and Community Services 12.20%
Retail Trade 9.15% Cultural and Recreational Services 0.00%
Accommodation, Cafes and Restaurants 1.22% Personal and Other Services 4.88%
Transport and Storage 1.22% NONE GIVEN 4.88%
1 US Census Bureau, “U.S. sectors (large employment size groups- up to 10,000+)", 2006, http://www.census.gov/econ/susb/
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Limitations

Level of Satisfaction

This report uses “level of satisfaction” as a measure
to assess the success of an HR system adoption. The
attempt is to use the satisfaction of managers with
any system to represent the system'’s ability to meet

organisation goals.

We acknowledge that the “level of satisfaction” cited
by any individual respondent will be a response to
factors wider than the systems themselves and may
not be an accurate representation of the view of the
entire organisation. We hope that by reporting on

the combined satisfaction of 164 managers across
Australia, the picture that forms will be a real measure

of the quality and value of each solution.

Solution Areas Examined

The seven HR solution areas that are examined in

this report have been chosen to represent a broad
cross-section of HR rather than a comprehensive list.
The list includes areas that are both core and non-core,
relating to both management and reporting, operating
on both large and small scale. We have attempted to
be as specific as possible, excluding broad categories
such as Talent Management (TMS), in favour of

the more specific categories that comprise them,

such as Applicant Tracking (ATS) and Performance
Management. We hope that our choices present both
a detailed, yet also widely representative collection of

areas in HR.

Forward this report at hrtechreport.com.au/2010/forward

Systems Confusion

Lines in HR technology are sometimes grey. In
conducting the survey we discovered confusion on
what exactly constituted each category of solution.
For example, although the area of Performance
Management is very specific, Performance
Management software is coming to include areas of

broader Talent Management.

The questions on Business Intelligence (Bl) and
reporting created confusion in what comprises a
manual system or software system, when the actual
activity of reporting usually comprises a proportion of
both. We believe “manual”in this instance to be over-
represented. In the same way, individuals with limited
exposure to a system may deem it “part of HRIS” when it

is in fact very well integrated “stand-alone software”.

Lastly, even defining what is (and is not) a HRIS can be
grey. Major payroll vendors are growing their software
to include limited HR features. In this report we have
drawn a line, separating HR/Payroll systems into

“HRIS” and “Not HRIS” based on our knowledge of the
industry. HRIS include systems like SAP HR and Oracle
e-Business. “Not HRIS” include systems like Micropay
and ADP Payforce. We are happy to entertain debate on

these points.

In conclusion, despite the process of compiling this
report having highlighted the vagaries and shifting
norms of HR technology, we resolutely presentin a
black-and-white structure. The ease of quick analysis

that this provides, we hope, justifies this process.
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32% of surveyed organisations cite increasing
efficiency as their main motivator for improving

HR systems & technology.
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HRIS Adoption

Respondents were asked to identify their HRIS.

We surveyed under the assumption that most
enterprise organisations would have a human

resources system.

We were mistaken. Even in large-enterprise
organisations, respondents replied that they had no
system, a payroll system only, or payroll plus integrated
technologies only. Others responded with names of

popular payroll systems which are not full HRIS.

Excluding payroll systems, overall HRIS adoption in

Australian enterprise is 73% (see fig 4).

Respondents identified 23 different HRIS across a
mixture of local and international, traditional or

software as a service (SaaS).

fig 5. The “top five” most popular HRIS

20%

10%

0%

SAP HR Frontier Chris21

HRIS adopted

12 The Australian HR Tech Report 2010

Two stand-out HRIS were far more commonly adopted
than the others. Most popular is SAP HR, used by 17%
of respondents, second is Chris21 by Frontier Software,
used by 15% of respondents. A further analysis of

these shows that these two HRIS are adopted by
different audiences: SAP HR is most commonly used by
organisations with 5,000 - 9,999 employees, Chris 21 by
organisations with 1,000 -2,499 employees.

The “top five” most commonly used HRIS in Australasia

are shown in fig 5 below.

fig 4. HRIS adoption level

. Has HRIS

Has no HRIS

3.7%

Peoplesoft

Oracle e-Business Neller Preceda
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fig 6. HRIS adoption level by organisation size

100%

90%

80%

. Has HRIS

70%

60%

50%

500 -999 1,000 - 2,499 2,500 - 4,999 5,000 - 9,999 10,000 +

Organisation size (employees)

HRIS Adoption varies by organisation size (see fig 6) and industry (see fig 7).

Lowest adoption rates were in organisations with 500 -999 employees at 67%. Highest were organisations with
5,000 —9,999 employees where 100% of respondents have adopted a HRIS. A correlation is suggested that as
organisation size increases, HRIS adoption also increases. Due to the survey data’s emphasis on larger organisations,

the real figure for HRIS adoption across all Australian “enterprise-level” organisations may be lower than 73%.

Of the ten most common enterprise industry types, lowest adoption rates were amongst organisations in Property
and Business Services at 47%, and Retail Trade at 60%. The lower HRIS adoption rate for large-enterprise (10,000+

employee) organisations may be a result of the high proportion of retail surveyed in this grouping.

fig 7. HRIS adoption level by industry

100%
90%
80%
70%
60%
50%
40%
30%
. Has HRIS
20%
Has no HRIS

10%
0%

Education Wholesale Electricity, Agriculture,  Government  Health and Mining Manufacturing Retail Property and
Trade Gas and Forestryand Administration ~Community Trade Business
Water Supply Fishing and Defence Services Services
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Satisfaction and System Adoption

Respondents were asked to identify the system
adopted, and their level of satisfaction with it, across
seven areas in HR: Employee and manager self-service,
business intelligence and reporting, organisational
charting, applicant tracking and recruitment, learning
management, performance management, and
succession planning. These seven areas were selected
to represent a broad (but non-exhaustive) cross-section

of solutions within HR.

System adoption was segmented into groups:

Stand-alone software, Part of HRIS, Manual, or None.

In the coming sections we explore these in more detail,
examining them first against the different solution
areas in HR, secondly against industry, and finally
against organisation-size. This section shows the

broader trends.

Overall, the most commonly adopted system across
surveyed areas in HR is use of a HRIS, accounting for
32% of systems. Interestingly, in the absence of a
HRIS-based system, respondents were more likely to
use manual systems rather than purchase stand-alone

software (see fig 8).

Overall, respondents were satisfied with the systems
that they currently used. 45% of respondents were
either satisfied or very satisfied with their systems,
compared to only 28% of respondents that were
dissatisfied or very dissatisfied. Very satisfied was the
least common result, suggesting that despite systems
being generally adequate there is usually identifiable

room for improvement (see fig 9).

fig 8. Overall system adoption across all solution areas

30%

20%

10%

0%

No system

Manual system

System adopted
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fig 9. Overall system satisfaction across all solution areas

40%
30%
20%
) I
0%
Very Dissatisfied Dissatisfied Neither Satisfied Satisfied Very Satisfied
Nor Dissatisfied

The Technology Satisfaction Split

Most interesting is the correlation between the systems adoption and satisfaction (see fig 10). Here we see that
average levels of satisfaction differ significantly by system adoption. Systems were satisfactory or very satisfactory
as follows: Stand-alone software 55%, Part of HRIS 58%, Manual 29%, None 30%. On average, organisations with

technology-enabled HR systems were 91% more satisfied than those without.

Respondents who had no system for an area of HR were slightly more satisfied than those who had a manual system
but no software. This speaks to both the apathy of organisations that choose not to adopt any system in some areas

of HR (eg: succession planning) and also the general failure of attempts to meet HR goals without HR technology.

fig 10. Satisfaction with system adoption across all solution areas

Stand-alone software
Part of HRIS
Manual system

No system

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Very dissatisfied Dissatisfied . Neither satisfied Nor disatisfied . Satisfied . Very satisfied
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Motivators and Roadblocks

Respondents were asked to identify their biggest motivator for, and biggest roadblock against, improving their HR

systems and technology.

32% of Australian enterprise cite increasing efficiency
as their main motivator for improving HR systems.

Motivators

For 32% of organisations surveyed, increasing efficiency However, the motivation to reduce costs did not

is the primary motivator for improving HR systems rate as highly as expected. In lieu of the economic

and technology (see fig 17). HR’s desire to be “more crisis and tightening budgets it is interesting that
strategic, less transactional”is widely documented. HR technology was not considered as a method for

Add to this an economic crisis where hiring freezes and reducing overheads. Despite it's identified potential for
layoffs result in organisations needing to do more work increasing efficiency, organisations do not expect that
with less human resource: this result is unsurprising. this would equate to a rapid return on investment (ROI).

fig 11. Biggest motivators for improving HR systems and technology

|||||....

Reduce time  Increase workforce improve people Reduce costs Increase system Increase data Existing systems  Increase ease of ~ Meet changing Other
spent/increase intelligence / management integration accuracy / validity  are outdated use / simplicity employee
efficiency reporting expectations
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53% of Australian enterprise cite budget restraints
as the main roadblock preventing improvement in HR systems.

Roadblocks

53% of organisations surveyed cited cost or budget

as the primary roadblock preventing them from

improving their HR systems and technology (see fig 12).

There was less diversity amongst responses for
roadblocks than motivators, illustrating that whilst
organisations have a diverse set of motivations, in the

light of the global financial crisis, budget restrictions

have lately been the prevailing consideration.

With such restrictions on expenditure, HR must
be prepared to support any proposal for systems
improvement with a strong business case that

illustrates a rapid ROI.

fig 12. Biggest roadblocks for improving HR systems and technology

B

Cost / Budget Time / Resources Management

buy-in restrictions
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Different facetof HR each have different levels of

technology adoption. In every instance, technology-based

systems are rated as most satisfactory.
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System Adoption and Satisfaction by Solution Area

Respondents were asked which systems they had adopted for each of seven areas in HR. System adoption was
segmented into four groups: Stand-alone software, Part of HRIS, Manual, or None. Email surveys captured purely
quantitative data, phone surveys captured additional qualitative data such as product names, which were then

mapped to the system adoption groups.

The results show that each HR solution area has a different profile of systems adoption. No one adoption type was a
stand-out: Each of the adoption groups (Stand-alone software, Part of HRIS, Manual, or None) is most common in at

least one instance.

The trend that technology-enabled systems give higher satisfaction, explored above (see fig 10) is visible again here.

In all seven solution areas surveyed, technology-based systems are more satisfactory than other responses.

In this section each HR solution-area is analysed in turn. For each we show the level of system adoption, and then

the “solution-satisfaction” analysis similar to fig 70 above.

figis.  System Adoption Employee & Manager
ESS and MSS Self-Service (ESS/MSS)

ESS/MSS is most commonly part of an

70%

organisation’s HRIS (in 58% of organisations).
HRIS also has the highest satisfaction rating
(68% satisfied or very satisfied), justifying its

place as the most common system.

. . - - Second most common are organisations with
0%

No System Manual System Part of HRIS Stand-alone Software no ESS/MSS capability (13%) who were very
commonly dissatisfied (only 15% satisfied or
fig 14. System Satisfaction very satisfied).
ESS and MSS

Given that a successful ESS/MSS implementation

delivers large increases in operational efficiency

Stand-alone software
(the main motivating factor for improvements
Part of HRIS in HR systems technology, see fig 11 above) the
few organisations currently without ESS/MSS
Manual system

capabilities in their HRIS should investigate a

stand-alone system.

No system

0% Satisfaction 100%

Very dissatisfied Dissatisfied . Neither satisfied nor dissatisfied . Satisfied . Very Satisfied
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fig 15. System Adoption
Business Intelligence & Reporting

No System Manual System Part of HRIS Stand-alone Software

figz6.  System Satisfaction
Business Intelligence & Reporting

0% Satisfaction 100%

Very dissatisfied Dissatisfied . Neither satisfied nor dissatisfied . Satisfied . Very Satisfied

fig 17. System Adoption

Organisation Charting
No System Manual System Part of HRIS Stand-alone Software

fig1s.  System Satisfaction

Organisation Charting
0% Satisfaction 100%
Very dissatisfied Dissatisfied . Neither satisfied nor dissatisfied . Satisfied . Very Satisfied
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Business Intelligence (Bl) &
Reporting

The questions surrounding business intelligence
and reporting generated some confusion
amongst the survey group, specifically

regarding the manual system option.

From the qualitative data captured we

believe this is over-represented and includes
organisations who “manually” create reports
using their Bl or other workforce management
tools. It is an area that we can improve upon in

future studies.

Overall trends still apply. Those respondents
who cite more technology-enabled systems are

still more satisfied.

Bl and reporting tools integrated with HRIS
are the most prevalent, the cohesion and
integration again making them the most

popular and satisfactory systems.

Organisation Charting

Of the solution areas surveyed, organisational
charting had one of the highest incidences of
manual system-use (30%), with manual use of
drawing programs (such as Visio or Powerpoint)

common-place.

These organisations are generally dissatisfied
with their system. Systems are dissatisfactory, or
very dissatisfactory as follows: No system 45%,
Manual 38%, Part of HRIS 14%, Stand-alone 6%.

Stand-alone software performed best.

The most commonly mentioned stand-alone
software is OrgPlus by HumanConcepts. The

most common manual tool is Visio by Microsoft.

Manual org charting is time consuming,
stand-alone software less so. Since efficiency
is the main driver of HR systems & technology
(see fig 11) this may explain the very low

dissatisfaction with stand-alone systems.

Brought to you by Navigo. Learn more at navigo.com.au



fig 19. System Adoption
Applicant Tracking / Recruitment

45%

0% . I I I

No System Manual System Part of HRIS Stand-alone Software

fig2o.  System Satisfaction
Applicant Tracking / Recruitment

Stand-alone software
Part of HRIS

Manual system

No system
0% Satisfaction 100%
Very dissatisfied Dissatisfied . Neither satisfied nor dissatisfied . Satisfied . Very Satisfied
fig 21. System Adoption
Learning Management
45%
0% . I I

No System Manual System Part of HRIS Stand-alone Software

fig 22. System Satisfaction
Learning Management

Stand-alone software
Part of HRIS
Manual system

No system

0% Satisfaction 100%

Very dissatisfied Dissatisfied . Neither satisfied nor dissatisfied . Satisfied . Very Satisfied
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Applicant Tracking /
Recruitment (ATS)

Applicant tracking / recruitment stands-out
as the solution area where organisations most
commonly adopt stand-alone systems. HRIS-

based systems were less common.

Applicant tracking / recruitment is also the
area with the largest differential in satisfaction

amongst all the solution areas surveyed.

Satisfied or very satisfied results for those
employing stand-alone software rated 70%

versus 15% for those with manual systems.

Despite being the second most common,
manual systems are deeply dissatisfactory

compared to stand-alone software.

The large group of organisations with manual
recruiting processes will be able to achieve a
very noticeable improvement through adopting

a stand-alone system.

Learning Management (LMS)

Learning management is the most commonly
technology-enabled out of all the solution areas

surveyed.

67% of Australian enterprise employ either HRIS

or stand-alone software for this purpose.

HRIS-based systems are most common at 40%.
A number of respondents adopted HRIS, stand-
alone and internal systems in conjunction with

each other.

The most common stand-alone software cited

was Saba Learning Suite.

As in other examples technology-based systems
out performed the other options, but the
differential in satisfaction between technology-
enabled and manual is not as large as for many

other solution areas surveyed.

The Australian HR Tech Report 2010 21



fig 23.
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fig 25.
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System Adoption
Performance Management

Part of HRIS

No System Manual System Stand-alone Software

System Satisfaction
Performance Management

0% Satisfaction 100%
Very dissatisfied Dissatisfied . Neither satisfied nor dissatisfied . Satisfied . Very Satisfied
System Adoption
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Succession Planning
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Performance Management

According to the CedarCrestone 2009-2010 HR
Systems Survey: “Performance management
was the key differentiator between higher
performers and others this year. If you don’t

have that, rush to implement.” 2

Our results show that Australian enterprise-level
organisations are ill-equipt for performance
management: a combined 52% of organisations

use manual systems or no system.

Stand-alone is the most common software, and
is also the most satisfactory (57% satisfactory or
very satisfactory). HRIS-based system adoption

is low but second most satisfactory.

Commonly cited stand-alone performance
management software included Peoplestreme,
PageUp and Successfactors, many of which
include systems for other areas of Talent

Management.

Succession Planning

Succession planning is a stand out result,
with the lowest level of technology adoption

amongst all of the solution areas surveyed.

Only 30% of Australian enterprise employ any
succession planning software. Stand-alone
succession-planning software is as uncommon

as stand-alone ESS/MSS software at 10%.

This low adoption rate is not at all representative
of the success of such software. Organisations
that do employ it are rarely dissatisfied — 48%
satisfied or very satisfied for HRIS-based, 38% for
stand-alone, compared to only 17% for manual

systems, a 31 point difference.

The low technology adoption level and general
low satisfaction of manual alternatives should
be a concern given the approaching retirement

of the baby-boomer workforce.

2 CedarCrestone, “HR Systems Survey,

12th Annual Edition’, 2009-2010

Brought to you by Navigo. Learn more at navigo.com.au



E ——
=

e

i

.mu-.'flmﬂ“ | .\m
et Ll nmm\mﬁﬂﬂ“

2 .’\ﬂf i..-t.
2 AR _.._a | 1] ',fd.s
TR RS




System Adoption by Industry

The enterprise organisation landscape is vastly varied. Whilst it is possible to draw overall conclusions about HR

technology, the picture is incomplete without a more detailed analysis. The rest of this report provides that detail.
This page reviews the ten most common enterprise industry categories in our survey population.

In the HRIS section, fig 7 illustrates HRIS adoption by industry. Fig 27 below shows overall system adoption across all
surveyed HR solution areas, by industry. As before, there is a dynamic spread. Education and Wholesale Trade are the

two top performers in both HRIS and systems adoption level.

Of respondents in enterprise-level Education, the 100% HRIS adoption level drives systems adoption into 92% of
the areas surveyed (72% technology enabled). This is the highest of all industries. Wholesale trade follows the same

trend with 100% HRIS adoption, 91% solution adoption, 71% technology enabled.

Mining is a highlight industry with unique characteristics. Although rating 7th in HRIS adoption it rates third
on technology adoption across surveyed solution areas, buoyed by the highest adoption level of stand-alone
technology for any industry. It also has the highest level of solution areas with no system. A stand-out result that

illustrates, perhaps, the mining industry’s highly specialised needs.

At the low-end, Retail Trade, Property and Business Services, and Manufacturing are the industries least likely

to employ HRIS systems (see fig 7), and likewise, score lowest in terms of HR solution technology adoption. As a
consequence Retail Trade and Property and Business Services have the highest level of manual systems adoption
(39%) - this may be a problem for them, considering the correlation between manual systems adoption and

dissatisfaction (see fig 10).

fig 27. Overall system adoption across all areas, by industry

100%
90%
80%
70%
60%
50%
No system
40%
. Manual system
30%
. Part of HRIS
20%
. Stand-alone software
10%
0%
Education Wholesale Mining Electricity, Agriculture, Healthand ~ Government Retail Property and Manufacturing
Trade Gas and Forestryand ~ Community Administration Trade Business
Water Supply Fishing Services and Defence Services
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Education is the most systems-enabled industry,
with solutions adopted in 92% of HR areas surveyed.

The cause? High HRIS adoption and use.

A



System Adoption and Motivation by Organisation Size

An organisation with 10,000+ employees has vastly different technology adoption, motivators and roadblocks than
an organisation of 500 employees. In this section we analyse our survey data for groups of organisations at like

scales, and present them in turn.
Our organisational grouping method is explained in the introduction, but is summarised here:

Small Enterprise (500 — 999 employees), Small-Mid Enterprise (1,000 - 2,499 employees), Mid Enterprise (2,500 —
4,999 employees), Large-Mid Enterprise (5,000 — 9,999 employees), and Large Enterprise (10,000+ employees).

The Increasing Power of HRIS

Although level of adoption of manual and stand-alone systems do not change as organisation size increases,

technology adoption does increase overall, through HRIS use as presented below.

The larger the organisation, the more likely they are to adopt a HRIS, upgrade it or make bespoke extensions to
make it more capable. In larger organisations, areas which otherwise had no system are technology-enabled

through their HRIS (see fig 28).

fig 28. System adoption by organisation size

45%
40%
35%

30%

25% s

20% / \/
Stand-alone software

15% . Part of HRIS
. Manual system

No system

10%

5%

0%

500-999 1,000 - 2,499 2,500 - 4,999 5,000 - 9,999 10,000 +

Organisation size (employees)

The larger an organisation is, the more functional areas of HR
are technology-enabled as part of the organisation’s core HRIS.
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Small Enterprise (500 — 999 employees)

Small Enterprise are the least technology-enabled group. Only 67% use a HRIS, below the average of 73%.

Only 48% of solution areas surveyed have technology-based systems, below the average of 55%.

fig 29. System adoption by solution area

100%
50%
No system
Manual system
. Part of HRIS
. Stand-alone software
0%
Employee and Business Organisational Applicant Learning Performance Succession
manager intelligence / charting tracking / management management planning
self-service reporting recruitment
Although the least technology-enabled group, Small fig 30. Motivators for improving HR Systems & technology

Enterprise is not a larger user of manual systems than
Efficiency / reduce time
spent on operations

. Reduce costs

. Improve people management

Increase workforce
intelligence / reporting

other segments (manual-systems use is relatively
constant across all groups). Small Enterprise is most

likely to abandon certain solution areas completely.

Of surveyed HR solution areas, 25% do not have

systems in Small Enterprise. They are particularly System integration

limited in Business Intelligence & Reporting (33% Accuracy / data validity

have no system) and Succession Planning (39% have Other

no system).

Technology is most commonly used for Learning

management (61%), Self service (58%), and fig 31. Roadblocks for improving HR systems & technology
Applicant tracking (58%).
. Cost / budget

. Time / resources
. Management buy-in

IT knowledge

The recession may have hit Small Enterprise. Their
primary motivation is still increasing efficiency
(37%), but their secondary motivation is to use HR

technology to reduce costs (16%)
Other
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Small-Mid Enterprise (1,000 — 2,499 employees)

Better-equipped across the board, Small-Mid Enterprise (and larger) are above average in their use of HR

technology, 84% use a HRIS and 59% of surveyed HR areas have adopted technology-based systems.

fig 32. System adoption by solution area
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In contrast to Small Enterprise, Small-Mid fig 33. Motivators for improving HR systems & technology

Enterprise is better equipped. Only 16% of HR

. Efficiency / reduce time
spent on operations

. Increase workforce
intelligence / reporting

. Improve people management

areas are without systems (compared to 25% of

Small Enterprise). Specialist HRIS and stand-alone

software account for 59% of systems. 24.1%

Small-Mid Enterprise is the most diverse segment Reduce costs

3.7%
in terms or motivations and roadblocks, survey 3.7% System integration
e . . 6% Changi I
respondents citing 20 different motivators and 11 5.6% anging employee
7.4% expectations

different roadblocks.

Existing systems are outdated

For organisations greater than 1000 employees the Other

motivation to increase workforce intelligence is in

second position, where it stays for all organisations fig 34. Roadblocks forimproving HR systems & techn0|ogy
with less than 10,000 employees.
. Cost / budget

. Time / resources
. Management buy-in

Existing system restrictions

For Small-Mid Enterprise, common roadblocks are
the same as for Small Enterprise: Budget (54%),
time and resources (17%), and management buy-in
(7%).

Product knowledge

Small-Mid Enterprise is also concerned about the
Other

restrictions of existing systems.

28 The Australian HR Tech Report 2010 Brought to you by Navigo. Learn more at navigo.com.au



Mid Enterprise (2,500 — 4,999 employees)

It might be expected that the larger the organisation, the more systems adopted, but this is not the case. Mid

Enterprise is very similar to Small-Mid Enterprise: Systems adoption plateau between 1,000 and 4,999 employees.

fig 35. System adoption by solution area
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No system
Manual system
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0% . Stand-alone software

Employee and Business Organisational Applicant Learning Performance Succession
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Mid Enterprise with 2,000 - 4,999 employees does fig 36. Motivators for improving HR systems & technology

not out-perform Small-Mid Enterprise as expected.

. Efficiency / reduce time
spent on operations

Increase workforce

intelligence / reporting

Of the surveyed population, 80% use a HRIS

and 57% of solution areas have HR technology

Improve people management

implementations - very closely comparable to Small- B.0%
B 0

Increase simplicity / ease of use

Mid Enterprise.

0,
8.0% Existing systems are outdated

Their Motivators and Roadblocks are almost
12.0% Accuracy / data validity
identical. The top two motivations, to increase

Other
efficiency and increase workforce intelligence

account for 44% (compared to 46% in Small-Mid

Enterprise).

fig 37. Roadblocks for improving HR systems & technology

. Cost / budget
. Time / resources

. Existing system restrictions

The top two roadblocks, budget and resources

account for 67% (compared to 70% in Small-Mid

Enterprise). Existing system restrictions are a larger
roadblock for organisations at this size than Small-

Mid Enterprise (16.7%).
Other
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Large-Mid Enterprise (5,000 — 9,999 employees)

Large-Mid Enterprise have higher HR system adoption rates, driven by increasing adoption of HRIS and wide-spread

use of it's features. 100% of the surveyed population used a HRIS to address 36% of surveyed solution areas.

fig 38. System adoption by solution area
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Large-Mid Enterprise are driven by integrated systems, fig 39. Motivators for improving HR Systems & technology

and harness the most from their HRIS.
Efficiency / reduce time
spent on operations

100% of the surveyed population use a HRIS. This level

Increase workforce

intelligence / reportin
of HRIS adoption is highest of all organisation groups. et porting

System integration

Stand-alone systems for ESS/MSS were never used Other
by the survey population at this organisation size -
HRIS-based systems account for 73% of this area,
the highest adoption level for any solution area at

any organisation size.

Alongside increasing reliance on HRIS-based systems,

the solution adoption profile remains similar to

fig 40. Roadblocks for improving HR systems & technology

. Cost / budget
. Time / resources

Other

previous groups. The priorities are the same:
Learning Management is the most commonly
technology-enabled solution (67%), Succession

Planning the least (13%).

Roadblocks against improving HR systems are
dominated by budget and resource constraints.
Motivations are dominated by efficiency and workforce
intelligence concerns, but the desire for even further

integrated systems is an additional concern (14%).
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Large Enterprise (10,0004 employees)

Large Enterprise operates in a different league to other enterprise. Below 10,000 employees, increasing organisation

size is matched by incremental changes and increases. Large Enterprise has different priorities.

fig 41. System adoption by solution area
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Large Enterprise follow the trend that larger fig 42. Motivators for improving HR systems & technology

organisations use more of their HRIS. HRIS are used

by all but one surveyed organisation to deliver the Improve people management

Efficiency / reduce time

highest percentage of systems of any organisation spent on operations

size: 43% of systems to surveyed areas. Development and enhancement

Increase workforce

In large enterprise ESS/MSS is never stand-alone. intelligence / reporting

Learning management is still the most commonly
technology-enabled solution, adopted in 82% of Large
Enterprise, with the remaining organisations using

manual solutions.

This is where similarities with smaller enterprise

ends. Succession planning, seldom used by smaller fig 43. Roadblocks forimproving HR systems & techn0|ogy

organisations, is technology-enabled in 55% of Large
. Time / resources

. Cost / budget

Product knowledge

Enterprise, significantly above the average of 30%.

The motivation to increase efficiency, in smaller
organisations the main motivation, is in Large
Enterprise reprioritised below improving people

management (46%).

The budget roadblock, in smaller organisations the

main roadblock, is in Large Enterprise equal with

limitations on time and resources (46%).
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Conclusions and Recommendations

HRIS use in
Australia is diverse

The majority of organisations with 500 or more
employees use a HRIS either combined with payroll or

on it's own.

Respondents cited 23 different HRIS. This finding
correlates with our experience: The Australian market
has a rich diversity of systems despite the consolidation

of vendors that has occurred within the last decade.

International solutions such as SAP and PeopleSoft
are popular with larger enterprises but Australian
solutions will remain popular amongst the rest,
and niche solutions will always exist to service their

industry groups.

For organisations without HRIS who are looking

to invest, do not discount local options. They are
abundant, well-represented, increasingly mature and
often cost-effective. The popularity of Chris21 is a

stand-out result.

Forward this report at hrtechreport.com.au/2010/forward

Technology-based
solutions are more satisfactory

HR technology adoption is still disparate across
Australian organisations. While most have conquered
Employee and Manager Self Service, the amount of
“paper-based” systems in place is still high for other

functional areas.

This manual mentality likely continues into many
transactional areas in HR. In our experience even areas
ripe for automation and systemisation such as time-
sheets and expenses are still done manually. Given
this it is no wonder that higher functioning areas like
Performance Management and Succession Planning
are still over represented in manual or

non-systems use.

A major highlight of the report’s findings was the
trend in system satisfaction: On average, organisations
with technology-enabled HR systems were 91% more
satisfied than those without. HR departments should
be encouraged by this as it gives a clear direction:

invest in your systems - they will return results.

If not already implemented, start with ESS/MSS,
through your HRIS or a stand-alone solution, then
move to the areas that will give your organisation the
biggest increase in functional efficiency. Do not try
to boil the ocean, areas without systems can often

be started simply, then have layers of complexity and
detail added over time. Succession planning is a good

example of this.

Remember that it is careful planning, implementation,
configuration and processes that will ensure you

remain satisfied.
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Organisations satisfied but rarely
“very satisfied” with systems

Averaged across the seven solution areas surveyed,
respondents “satisfied” with their systems were the
most common, yet respondents “very satisfied” were
the least common. For implemented systems it appears

usual to have identifiable room for improvement.

When implementing a solution to an HR function, as

a first step, an organisation will usually either create
manual systems with perfect organisational fit but little
technology-based efficiency, or select a standardised

technology and attempt to fit it to their unique needs.

Technology-based systems will deliver greater
satisfaction, but no matter how flexible the technology,
there will usually be misalignment with existing
process. We would speculate that it is this misalignment
between the implemented outcome and business

needs which accounts for the lack of “very satisfied".

Bespoke solution development is an alternative, but
such development comes at a price, and with risk

involved in maintaining compatibility across upgrades.

Large vendors often have software development kits
or API functionality allowing extension of their core
ESS/MSS through flexible configuration rather than
customisation. This far superior alternative has less
overhead than customisations to a core system,

yet many local Australian vendors do not deliver

the capability.

If pursuing a “very satisfactory” fit between technology
and business process, first consider extensions rather
than customisations. If your vendor does not yet have a
toolkit allowing you to extend your system, encourage

them to develop one.

HR targets efficiency
in drive toward strategy

For 32% of Australian enterprise-level organisations,
increasing efficiency is the primary motivation for
improving HR systems and technology. Increasing
workforce intelligence and improving people
management, two more strategic concerns, were the

second and third most popular motivations.

In Accenture’s 2006 report on Australian HR they found
that“many HR executives believe they suffer from a lack
of time to work on strategic programs, largely due to

the constant demands of delivering basic HR functions.”?

Examined in this context, the efficiency motivation
may also have strategy as a driver: The by-product of
an efficient, streamlined HR department is more time
and resource to spend on higher-level and strategic

workforce activities.

Although industry commentators sometimes speak
with confusion on the direction HR should take towards
their goal of strategy, for Australian organisations the
target has been set: Reduce operational overhead to

allow more time for strategic workforce initiatives.

If your goal is to liberate HR resource for more strategic
endeavours, then pinpoint areas where manual systems
are occupying resources and investigate technology-
based solutions that can deliver the largest increases in

functional efficiency to these areas.

The streamlining and automation that technology-
based systems can deliver will result in time savings

that are not possible through more manual systems.

Start with ESS/MSS if not already implemented.

3 Accenture, “Building a High Performance HR Organisation in Australia’, 2006
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Reducing costs is
not a motivator despite the GFC

For over half of the organisations surveyed, budget was
the number one roadblock limiting the improvement
of HR systems and technology. Given the economic
climate during the survey (post GFC) this is not
surprising. What is surprising is that improving

systems and technology to reduce cost was not

a more common motivation.

Despite the clearly identified increases in efficiency
that HR systems improvement can deliver, HR does

not directly equate this to cost savings. Given the
increasing variability of technology licensing, from
subscription to Saa$ delivery, with increasingly flexible
pricing models, it does not follow that HR technology is

simply “too expensive”.

The problem lies with the difficulty of clearly stating
the potential return on investment (ROI) of a new HR
system. The return is there, in time savings, efficiency,
and the opportunity cost of pursuing more strategic

workforce planning - yet hard to quantify.

The solution lies with vendors, who need to more
accurately enumerate the potential for cost savings and
time-to-ROI on their technology in order to support

their prospect’s internal business cases.

Itis business cases with quick and quantifiable ROI that
are most likely to succeed in breaking through the

cost/budget roadblock.

Forward this report at hrtechreport.com.au/2010/forward

Organisations are
ill-prepared for an aging workforce

36% of organisations surveyed have no Succession
Planning systems or technology. Technology-based
systems are poorly represented (30%). This low
adoption is not representative of the success of such
technology. Technology-based succession-planning

systems are more satisfactory than manual systems use.

Talent Management, especially Succession Planning,
will become more important as organisations look for
ways to retain talent in the face of an aging population,
pending retirements, and the resulting lower

availability of skilled workers.

To ensure continuity in the organisation, HR should
work in the short term to develop systems and

processes for these activities.

Expanding complexity, power and efficiency through
specialist technology can be explored once time and

resources are available.

Many Talent Management toolsets couple Succession
Planning and Performance Management, another
area identified as key, yet also with a very low level of

adoption in Australia.
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True business intelligence
is elusive

The second most important motivation for all
organisation sizes above 1000 employees was to

increase workforce intelligence and reporting.

With the majority of organisations having adopted a
HRIS, the problem is knowing what data to extract and
how to present information in a way that provides value

and insight for executive level decision making.

Our survey asked about Bl/reporting systems, but the
information captured in regards to satisfaction likely
maps more to satisfaction with operational reporting.
The confusion around systems-use confirms that the

system itself is of secondary importance.

Identifying the key metrics before deciding on the
delivery tools (be it Bl or data warehouse solution)
will increase the likelihood that such tools will be

successfully adopted.

The key issues are not with system choice, but with data
accuracy and data ownership. In many instances HR still
wars with IT and other departments on the source of

truth for employee data.

The key is to ensure that your data is accurate before

you need it to be.
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No one
size fits all

The organisational landscape in Australia is varied, not
only through disparate systems use, but also through
the individual requirements that organisations have for

said systems.

While Small Enterprise pursues management buy-in
for systems which have a strong ROI proposition, Large
Enterprise struggles to find time and resources to

allocate to improving people management.

Each industry has different types and levels of adoption,
not just niche HRIS use, but greater or lesser levels of
overall system adoption, and different leanings towards

HRIS-based or stand-alone systems.

When benchmarking it is important for HR to consider
organisations which operate within the same set of
requirements, whilst also keeping an eye out for new

ideas outside this scope.

For vendors it is important to remember that no one size
fits all, and that the more flexible and configurable your
core product, the more closely it will be able to map to

your customers business process.

Remember always that there is often no one best
practice, only many best-practices, each one
situationally relevant to the unique needs of any

individual organisation.
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About Navigo

Navigo is Re-inventing HR.
Join us

Re-invent the role of HR in your organisation.
Automate the transactional, seize the strategic and
transform your human capital from overhead into
quantifiable valued asset with Navigo’s technology,

processes, consulting, training and support.

Our team of HR technology and systems specialists

support organisations across Australia and New Zealand.

With particular experience in workforce visualisation
and reporting, decision-support tools and consulting
around the Oracle technology stack, we have the skills
and expertise to help you re-invent the role of HR in

your organisation.

Learn more at Navigo.com.au

8 Reasons why Navigo is Unique

Not Just Services. Service. Guaranteed

We guarantee every professional services engagement will
deliver specific value. If any client does not experience this,

we will persevere at our own cost until value is achieved.
Full Team Support

Our consultants are backed by our established process
methodologies which are documented, repeatable and proven
on-site. With every Navigo consultant backed by the skills and
experience of the entire team, you are never really dealing

with just “one” consultant. Our work is therefore both highly

efficient and great value for money.
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Process Improvement and
Automation. More Time for Strategy

Systemisation, automation, documented and
repeatable processes, best-in-class technology
implementations, managed services and on-call

support for maximum uptime.
Efficiency.

This is what Navigo delivers every day. Whether it’s a
time consuming manual process you need streamlined,
or a gap between technology and business process
that you needed filled — we'll work with you to
understand your needs and implement a solution that
will free up your time for the more important things we

know you'd rather be doing.

Learn more at Navigo.com.au

Service from End-to-End

We provide end-to-end service. Not just technology, but
process, training, managed services and ongoing support.
As a client you benefit from higher quality, more cohesive

solutions and help any time you need it.
All we do is Solutions for HR

Our consultants draw experience from work at over 100 HR
sites every year. With such exposure to HR best-practices across
multiple industries, our clients can expect confident and quick

delivery of solutions correctly targeted to their needs.
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Automate Org Charting
and Increase Reporting Efficiency

Of areas surveyed, org charting had one of the highest
use of manual systems (30%) with dissatisfaction (34%).
Manual org charting is a process that takes months, and
by the time the charts are completed, departmental

changes will have rendered the data inaccurate.

Automating this process increases your efficiency,

liberates your resources and guarantees data accuracy.

But an intelligent charting tool does not stop there:
Deployed on your intranet, with security to lock down
your confidential data, your org chart becomes a visual
reporting tool which empowers collaborative analysis

and workforce decision-making in a new, exciting way.

Learn more at Navigo.com.au/orgchart

Vince Mackie

Independent Straight-up Advice

We're an independent consultancy that offers advice on a
range of HR systems, especially around the Oracle technology
stack. You can rest assured our HRIS advice is straight-up,

straight-forward and in your best interests.
Provenin HR

There are hundreds of reference sites across Australasia that
actively recommend our services. Our proven quality of service
means low risk for you. You can trust us to deliver, and again,

we guarantee it.

Forward this report at hrtechreport.com.au/2010/forward

Succession Plan to
Prepare for your Aging Workforce

Only 30% of Australian enterprise-level organisations
use Succession Planning technology. 36% have no
solution at all. We believe that in the near future, as
senior management begins to retire, you will want an

established succession planning system in place.

The benefit is not just for loss minimisation, nor for
senior execs: Planning career paths will help you to

reward and retain your star performers.

Where to begin? Simply, and adding layers of
complexity over time. With a toolset that takes no time
to learn and is flexible enough to grow with you as your

process evolves.

Learn more at Navigo.com.au/succession

Elegant Solutions to be Proud Of

Our solutions are designed to be straight forward for
streamlined and highly efficient operation. We focus on
automation, speed and simplicity. The result? Solutions

that reduce the total cost of your HR system ownership.
“True” Consulting

Whilst delivering your outcome, our consultants can work to
educate your team and transform our commission into an
internally repeatable process. We call this knowledge transfer
“True” consulting, designed to increase your self sufficiency

and maximise your cost savings over time.
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