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Executive Summary
Human resources management is a core function of all organizations that employ
people, and to a significant extent the welfare of the organization and its
employees depends on their executing HR functions efficiently. Employee
satisfaction is strongly influenced by how easily and satisfactorily employees can
interact with the HR department.
To do HR well companies need to manage huge amounts of information related to
employee identification, compensation, performance, benefits and policies and
provide relevant and timely information to employees and managers whenever
needed. Employers also have to comply with a range of rules governing
employment and required benefits such as healthcare; in the United States the
Affordable Care Act in particular adds to the compliance burden.
The human resources management system (HRMS) has long been a key tool for
handling this information and communicating it
to stakeholders. Today, new technologies enable
the HRMS to perform better and make it easier to
use by HR professionals and members of the
New technologies
workforce.

enable the HRMS
to perform better
and make it
easier to use by
HR professionals
and the
workforce.

Ventana Research undertook this benchmark
research to determine the attitudes, requirements and future plans of those who use human
resources management systems and to identify
the best practices of organizations that are most
mature in it. We set out to examine both the
commonalities and the qualities specific to major
industry sectors and across sizes of organizations. We considered how organizations perform
human resources management, issues they
encounter in the process and how their use of the HRMS and related technology is
evolving.
Like the HR function itself, the core purpose of the HRMS design is to handle the
basic processes associated with employment. The research confirms the
importance of this fundamental use. Asked about the processes for which they use
the system, participants said most often that managing employee benefits
information (57%), tracking compensation processes of employees (47%) and
tracking and recording personal and business-related employee information (47%)
are very important. Nearly all (86%) organizations said they use a human
resources management system – but not many endorsed it strongly. Only 10
percent said the HRMS meets all of their business needs, half said it meets most
of them, and one in three (32%) said it meets only some needs.

www.ventanaresearch.com
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The research also finds that storing HR documentation is important to both
individual employees and employers, but that many organizations use outmoded
processes. While one in three store HR information electronically in applications
such as an HRMS, more than that (44%) store it in paper files or electronically in
folders on shared servers. These inefficient and insecure methods are used most
often, but not exclusively, by small organizations. We believe that doing so is risky
and can undermine confidence in HR’s effectiveness.
Another issue the research discovered is that despite the presence of an HRMS,
fully half of organizations commonly use spreadsheets to manage HR information.
We consistently find that these desktop productivity tools are both inefficient and
problematic when used for repetitive
enterprise tasks, and those findings are
echoed here. Three-fourths (and 89% of
manufacturing organizations) said that
using spreadsheets reduces the HR department’s productivity, and nearly half
(and two out of three participants in the
government, education and nonprofit
sector) said that their use makes it difficult to comply with regulatory requirements. These and other drawbacks
should encourage organizations to wean
themselves from spreadsheets and rely
instead on applications designed to
manage HR processes.
This recommendation is bolstered by
organizations’ assessment of the key
benefits of using an HRMS. Nearly four out of five of those that use one today
cited simplifying management of employee and related information (80%) and
improving management, actions, decisions and alignment (78%); improving the
ability to track and report on compliance requirements (72%) ranked third.
These desired benefits and the relatively low evaluations of current systems are
reflected in organizations’ near-term priorities for their HRMS. Participants most
often cited complying with the employer requirements of the Affordable Care Act
(ACA, 56%), which is a challenge for all HR departments and executives in the
U.S., but three other top priorities address aspects of making the HRMS more
capable: improving its efficiency (51%), extending it to generate more detailed
employee profiles (48%) and improving its accuracy (37%).
The ACA reappears in other research findings. Strong majorities of participants
said they understand the act as it affects their company (71%) and are prepared
to deal with its measuring and reporting requirements (70%). However, only onethird said their systems are ready to provide the information and reports the act
requires; 36 percent are making changes to get their HR systems ready for
www.ventanaresearch.com
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compliance. The research thus suggests that many organizations will struggle with
the ongoing demands of the mandate, especially if they try to use inflexible
technology.
To meet this and other emerging demands that impact the HR function, new
technologies are available, and research participants are aware of them to varying
extents. Among seven emerging technologies, organizations most often cited
business analytics (77%) and mobility (54%) as important for improving their
HRMS; one-third or more also cited cloud computing, collaboration (both business
and social) and big data.
For human resources information to be useful it must be analyzed. More than 80
percent of large organizations, which have more data than smaller ones, said that
analytics is important for HR, compared to 40 percent of small ones. They also
tend to have more resources; the very large (40%) most often use a general
analytics tool to analyze this data. About one-third (32%) of all organizations use
an analytics tool embedded in the HRMS.
To be fully effective, analytics must be based on complete, accurate data. Thus
integration with other systems that contain needed data is essential. Here the
research shows that moving information in and out of the HRMS often is done in
antiquated ways: The largest percentage (47%) of organizations use batch file
transfer, a process that typically is done only occasionally, and nearly as many
(44%) use manual data export; fewer use more modern data integration (41%)
and Web services (33%). Very large companies (77%) use data integration far
more often than other sizes and most often have dedicated integration systems to
support their HRMS. Integration automated through technology can be an efficient
way to ensure the integrity of data in
the HRMS and related systems. The
applications most tightly integrated with
the HRMS are payroll (74%), benefits
management (62%) and compensation
management (56%) – systems that
provide information most employees are
likely to care about.
The new technology second-most often
deemed important for use with an HRMS
is mobile; for three in five small
companies it is the most important, and
for those of all sizes it currently is the
most widely deployed (by 36%) in
human capital management (HCM)
applications. However, the largest
percentage (32%) of participants said
that they are only somewhat satisfied with HCM applications as accessed on
mobile technology; only 20 percent said they’re satisfied. Mobility also plays a key
www.ventanaresearch.com
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role in the near-term priority (for 44%) of supporting self-service access to the
HRMS. Almost half of organizations provide such self-service for employees and
managers; those that offer it said the vast majority (84%) of their users are
satisfied or somewhat satisfied with their mobile capabilities. It seems certain that
the role of mobility in human resources will continue to expand.
Other emerging digital technologies also are gaining adoption in HR management
but at slower rates. For collaboration used in conjunction with the HRMS most
organizations still rely on older-style applications, primarily email (72%) and the
company intranet (57%); fewer than
one in three have deployed social
collaboration tools, most often
broadcasting (as in Twitter, 32%),
discussion groups (29%) and social
recognition (23%). Greater percentages
are planning to use or are evaluating
social recognition for accomplishments
(45%) and wall posting on activity
streams (as in Facebook, 40%). Very
large organizations use all types of social
collaboration on average twice as often
as other sizes of organizations.
Cloud computing has made substantial
inroads, as more than half of
participants said they prefer to deploy
their HRMS through software as a
service (SaaS, 31%) and systems hosted by the supplier (26%). On-premises
deployment (preferred by 43%) still has the largest share, especially in very large
organizations (63%), which typically have extensive in-house IT departments. Big
data has been embraced less fully in this business area than in some more
technical ones. Almost half (48%) of participants said that big data is important or
very important to their organization’s human capital management strategy for the
next 18 months, but nearly as many (42%) said it is only somewhat important or
not important. Again very large companies most often said this new technology is
important or very important.
The newest emerging technologies predictably have drawn the least interest so
far. Gamification, in the form of tools that support earning badges, awards and
other forms of recognition, is the least used type of social collaboration technology
today, but 37 percent plan to use it or are evaluating it. It is deemed important
most often (by 61%) for the purpose of improving employee engagement. Finally,
wearable computing such as watches and glasses is just appearing in the
enterprise; 14 percent of research participants said it is important or very
important to the future, but the majority (55%) said it is not important.

www.ventanaresearch.com
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Nevertheless, HR is in some ways a social discipline, and we expect users and
vendors to find ways to make social technologies more relevant to human
resources management. Historically the HR function and the HRMS have been
viewed as lagging in innovation, but as generational change and other
demographic and social factors lead to a workforce more accepting of technology,
even demanding to use it, this likely will not continue to be the case in the future.

www.ventanaresearch.com
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Key Insights
This benchmark research yielded the following important general findings and key
insights regarding human resources management processes and systems. (We
discuss performance levels in the Performance Index portion of the full research
report; the actual questions asked in our survey are in an appendix to the
research report. Specifics of organization sizes are in the appendix “About This
Benchmark Research.”)

Performance varies in human resources management.
Our Performance Index analysis finds that the organizations participating in this
research are rather evenly distributed across the four levels of our human
resources management performance hierarchy. The smallest percentage (18%)
rank at the highest Innovative level; more than half (57%) rank at the second and
third levels; and the remaining 25 percent are at the lowest Tactical level. Analysis
of the four dimensions into which we segment performance finds a similarly broad
distribution of performance levels. In the Process dimension the largest percentage (27%) of organizations are at the Innovative
level; however, more than half (58%) rank at the
two lowest levels, the most of any dimension.
Human
resources processes are of course well
Most
established in organizations of all kinds, but the
organizations are
analysis shows that many are antiquated.

in transition to
modernize their
human resources
management
and take
advantage of
new
technologies.

More than half of organizations also are at the
two lowest levels for Technology (53%), while
participants do slightly better in Information, with
more than half (also 53%) at the two highest
levels of performance. Nearly the same number
are at the Innovative level for Information (16%)
and Technology (17%). The Performance Index
analysis indicates a pattern of organizations
modernizing their human resources management
and taking advantage of new technologies to
increase the effectiveness of HR processes used by employees and managers.

Servicing employees is the fundamental use of an HRMS.
The core purpose of a human resources management system is to handle the
basic processes associated with employment. The processes most often cited as
very important are managing employee benefits information (by 57%), tracking
compensation processes of employees (47%) and tracking and recording personal
and business-related employee information (47%).
The research also finds that storing HR documentation is important to both
individual employees and employers. The largest percentage of organizations
www.ventanaresearch.com
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(34%) store HR information electronically in HR applications such as an HRMS.
However, fully one-fourth still store it in paper files, which is the least efficient and
often least secure approach. A smaller percentage (20%) store it electronically in
folders on shared servers to which many people may have access. Even fewer
currently store employee information electronically in a content and document
management system (13%) or on the company intranet (4%). Small
organizations most often use paper files and very large ones most often use
electronic documents in HR applications.

Self-service is increasingly important for human resources
management.
In today’s work environment employees insist on having access to information
that affects them. Moreover both employees and managers need to be able to
update and make changes to pertinent information. The research finds that
providing self-service capabilities for employees
and managers is a near-term priority for almost
half (44%) of organizations. That is now widely
possible: Almost three-quarters (72%) of
Self-service can
organizations
said that their HRMS has employee
be made more
self-service capabilities, and the percentages are
accessible
greater for large (78%) and very large (85%)
through mobile
organizations as measured by number of
technology, and
employees. By industry sector, services
companies (82%) most often offer employee selfalmost half
service; manufacturing (63%) least often sup(46%) of
ports it.

organizations
have done so.

Self-service can be advanced through mobile
technology, and the research shows that almost
half (46%) of organizations have deployed this
capability. Self-service is key to providing the accessibility today’s workforce
demands.

The ACA is a substantial compliance issue.
Complying with regulations concerning pay, time off and benefits can be a
challenge. One concern is top of mind for research participants: Most (56%)
organizations said that complying with the employer requirements of the U.S.government mandated Affordable Care Act (ACA) is a near-term priority for their
HRMS use. (This benchmark research has a larger than usual segment – 96
percent – of participants from U.S.-based organizations.) Most participants said
they understand the Affordable Care Act as it affects their company very well
(42%) or understand it but have some questions (29%). Similarly most
organizations said they are prepared (40%) or well prepared (30%) for the
measuring and reporting associated with the ACA; the larger the organization, the
more often it said it’s well prepared for the ACA.
www.ventanaresearch.com
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Participants expressed less confidence about the systems they will use to comply
with the healthcare act. Only one-third said their
systems currently are ready to provide the information and reports required; a greater
percentage
(36%) are making changes to get
Only one-third of
their HR systems ready for compliance, and 22
organizations
percent are still evaluating necessary technology
said their
changes or haven’t begun to do so.

systems are
ready to provide
information and
reports required
for the ACA.

Participants delivered a mixed message about
how they will do so: Similar percentages have
built or will build internally the technology they
require (27%), will buy most of the technology
(26%) or are building some and buying some
(25%). Overall, the research suggests that
substantial percentages of organizations will
encounter difficulties in continuous management of compliance to ACA.

Spreadsheets and homegrown systems can undermine HR’s credibility.
Spreadsheets are a widely popular personal productivity tool, but our research
consistently reveals that when used for repetitive enterprise tasks they are
inefficient and error-prone. This research confirms a strained relationship in
organizations that use them for human resources management. Nearly all (86%)
participants said they use an HRMS, yet half (51%) said they use spreadsheets to
manage HR information. Among those that use them, three-fourths (76%) said
that using spreadsheets reduces the productivity of the HR department, and
nearly half (46%) said that their use makes it difficult to comply with regulatory
requirements. Among industry sectors, manufacturing organizations said most
often (89%) that spreadsheets reduce HR productivity; when it comes to
impacting compliance, though, the government, education and nonprofit sector
most often (67%) said this is an issue.
Analysis shows that only 19 percent of organizations that use spreadsheets for HR
purposes view themselves as well prepared to handle the measurement and
reporting requirements of the Affordable Care Act, compared to nearly half (47%)
of those that do not use them. The research finds that organizations that use an
in-house-developed application to manage HR information face similar problems.
While only 23 percent said they use such a system, more than half (56%) of them
said it reduces HR productivity, and 42 percent said it makes regulatory
compliance difficult. Thus, using systems not designed for HR management and
supporting processes can be a barrier to productivity and confidence in HR’s
efforts.

www.ventanaresearch.com
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Analytics and reporting are central to using an HRMS successfully.
For human resources information to be maximally useful it must be analyzed. The
research finds that organizations identified business analytics by far most often
(77%) as an important new technology for improving their HRMS (mobile
technology ranks second at 54%). Analytics grows in importance as organization
workforces get larger: 81 percent of large ones and 89 percent of the very large
said analytics is important; for small organizations analytics (40%) trails mobility
(60%) in importance.
Most (54%) participants said they are somewhat satisfied with the analytics or BI
capabilities in their HRMS; 29 percent said they are satisfied. The tools
organizations use for these analytics vary. The largest percentage (32%) said they
use a tool embedded in the HRMS. About one in four (24%) use a general
analytics or BI tool, while 14 percent rely on a dedicated tool designed specifically
for HR. A substantial 29 percent have no such tool, a lack that is most common in
small organizations (44%). Very large organizations most often use a general
analytics or BI tool (40%). Nearly all (89%) the HRMSs in use at participating
organizations include a reporting tool. However, half (49%) of them said they are
only somewhat satisfied with those reporting capabilities, while one-fifth said they
are satisfied.

Integrating employee data with applications is key for optimal HRMS
use.
Establishing the integrity of HR data is essential. To achieve it, the HRMS used by
most (56%) organizations maintains a master set of data for each employee that
can be used by HR as well as other systems. An additional 23 percent have such a
capability but have not fully implemented it.
Among industry sectors, service-related organizations (74%) most often have and use a
master set of HR data.
The research

shows that the
processes and
technology used
to transfer
information into
and out of the
HRMS often are
antiquated.

However, having master employee data doesn’t
mean it is being handled effectively. The
research shows that the processes and technology used to transfer information into and out
of the HRMS often are antiquated: The largest
percentage of organizations use batch file
transfer (47%), a process that typically is done
only occasionally, and nearly as large a percentage (44%) use manual data export; fewer use
more modern data integration (41%) and Web
services (33%). Very large companies (77%)
use data integration far more often than other sizes and most often have
dedicated integration systems to support their HR system.

www.ventanaresearch.com
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Among other applications, the most tightly integrated with the HRMS is payroll
(74%), followed by benefits management (62%) and compensation management
(56%) – systems that provide the outputs employees are most likely to be
concerned about. Looking forward, we find that the categories of systems that the
most organizations intend to integrate with their HRMS in the next year are
related to new hires: onboarding (23%) and recruiting (21%). Talent
management systems can overlap with HRMSs; about half (49%) of all
organizations have one, with the percentage increasing with size to 71 percent of
the very large. Among those that have a talent management system, all but 19
percent have integrated it with their HRMS in some way, most often as parts of a
single system from a vendor (for 35%) or through a customized interface (23%).
Integration automated through technology can be an efficient way to ensure the
integrity of data in the HRMS and related systems.

Mobile access is a natural and necessary extension of an HRMS.
Mobile technology has become pervasive for workforces. It is no surprise to find
that ever-more-pervasive mobile technology is highly valued for use in HR-related
processes. The research finds that among seven emerging technologies potentially
usable in human capital management applications, mobility is the most often
deployed (by 36% of organizations) and second-most often planned for new
deployment (by 27%; first is business analytics, 31%). Mobile technology also is
the technology category second-most often deemed important (by 54%) for
improving the organization’s HRMS (after business analytics, 77%). However, the
largest percentage (32%) of participants said that
they are only somewhat satisfied with HCM
applications on mobile technology while only 20
percent said they’re satisfied; one in four said
Mobile
they are neither satisfied nor not satisfied (11%)
technology is
or not satisfied (15%) with those capabilities.

more often
important to
business
professionals and
companies that
provide services.

Mobile technology is more often important to
business professionals (56%) than to those in IT
(46%) and more often important in companies
that provide services (64%) than across all
industry sectors (53%). For access to HR
applications through mobile technology both
smartphones and tablets are used in a majority
(54%) of organizations, but one-third of
participants said their organization does not plan to use either. Organizations so
far have deployed smartphones to the workforce more widely (71%) than tablets
(57%), but their plans for new and expanded deployments will make tablets
(85%) nearly as pervasive as smartphones (89%) by the end of 2017.
A majority (51%) of organizations did not express a preference among
smartphone technology platforms, while one in three (34%) did. Users in the lines
of business (45%) said they have a preference more often than those in IT (20%).
www.ventanaresearch.com
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Among platforms, Apple iOS ranks first for 70 percent, with Google Android (12%)
and RIM BlackBerry (18%) making up the rest. Deployment of mobile technology
is significantly more prevalent in very large organizations.

Collaboration technologies are gaining adoption in HR management.
Among newer digital models of HR-related social collaboration, organizations most
often rely on broadcasting (as in Twitter, 32%), discussion groups (29%) and
social recognition (23%). For future deployment to support social
collaboration the largest percentage (31%) are
evaluating social recognition for accomplishments,
followed by wall posting on activity streams (as in
Facebook, 25%). Very large organizations use all
Among newer
types of social collaboration on average twice as
digital models of
often as other sizes of organizations.

HR-related social
collaboration,
organizations
most often rely
on broadcasting,
discussion
groups and social
recognition.

The research also finds some interest in gamification tools such as earning badges, awards and
other forms of recognition; almost one-fifth
(19%) of organizations said gamification
technology is important or very important, though
the largest percentage said it is not important
(46%). Gamification is the least used type of
social collaboration technology today, but 37
percent plan to use it or are evaluating it. We find
a similar pattern in the use of gamification in
human capital management applications: It is deployed in 10 percent of
organizations, and 19 percent plan to deploy it or expand existing deployments.
Organizations most often (61%) said that gamification is important for improving
employee engagement.

Using an HRMS effectively can contribute to business benefits.
While human resources is a vital function in organizations of all types, it does not
always directly impact business outcomes. To be of significant benefit to an
organization, HR management processes and systems must satisfy business needs
efficiently. Regarding participants’ HRMS the research does not find strong
endorsements in this regard. Only 10 percent said that it meets their business
needs very well; half said it meets most of the business needs, and one-third
(32%) said it meets some needs but could handle others better.
Asked about the key benefits of an HRMS, nearly four out of five of those that use
one today cited simplifying management of employee and related information
(80%) and improving management, actions, decisions and alignment (78%);
improving the ability to track and report on compliance requirements (72%)
ranked third. Only about half (53%) cited increasing productivity of the workforce,
a more strategic factor, as a key benefit of the HRMS.
www.ventanaresearch.com
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Asked whether organizations plan to change their HRMS vendor in the next 18
months, the largest percentage (40%) said they do not; one-quarter (26%)
indicated that they do plan to change. Among those saying they plan to change,
by far the most common reason cited for doing so is to improve business
processes (89%), followed by increasing workforce productivity (cited by 68%).
The next two top choices are less strategic: to improve operational efficiency
through a cost savings initiative (54%) and to meet compliance requirements
(43%).
Improvements to the HRMS are funded most often by the HR budget (63%), much
less so from the general business budget (31%) or the general IT budget (30%)
and least often by a line of business IT budget (15%) or as a shared service
(12%). More generally, organizations fund next-generation technology
improvements for HR management most often from the HR budget (53%) and
less frequently from the general business (28%) and IT (27%) budgets.
Organizations considering changes to their HRMS should ensure that they have
sufficiently diverse sources of funding and support for their initiatives.

www.ventanaresearch.com
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10 Best Practice Recommendations
This benchmark research reveals significant new insights into the evolving
nature and use of human resources management processes and systems. For
organizations considering how to optimize the use of HR information by
employees, managers and executives and its value to the organization, we offer
the following recommendations.

1.

Start with the basic capabilities of managing
and servicing employees.

2.

Insist on self-service for employees and
managers.

3.

Extend access to HR information to mobile
devices.

The largest percentages of research participants said that these are very
important HR processes: managing employee benefits information (57%),
tracking compensation processes of employees (47%) and tracking and
recording personal and business-related employee information (47%). Make sure
that any human resources management system (HRMS) you evaluate can
simplify these tasks in a reliable manner. Also consider how products store HR
documentation electronically. Only one-third of organizations have systems that
do this, but it can increase security of and access to information and efficiency in
managing employment processes.

Both employees and managers need to be able to access, update and make
changes to pertinent HR information. The research finds that offering self-service
capabilities for employees and managers is a near-term priority for almost half
(44%) of organizations. It also is widely available: Most organizations that have
an HRMS said it has self-service capabilities for employees (72%) and managers
(65%). Self-service can be made more accessible through mobile technology,
and the research shows that almost half (46%) of organizations provide it.
Evaluate software in terms of how easily it enables the use of information and of
its support for mobile access.

The research finds that more than one-third (36%) of organizations have
deployed mobile technology in their human capital management (HCM)
applications and that another 27 percent plan to deploy it; in addition more than
half (54%) said mobility is important for improving their HRMS. Currently,
however, only 20 percent said they’re satisfied with access to HCM applications
on mobile technology. Make sure that software vendors offer robust mobile
capabilities on all platforms used in your organization.

www.ventanaresearch.com
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4.

Add the ability to manage compliance to your
list of qualifications.

5.

Identify the business benefits you seek from
a modern HRMS.

The majority (56%) of organizations said that complying with the employer
requirements of the U.S.-government mandated Affordable Care Act (ACA) is a
near-term priority for their HRMS use. Most (70%) said they are prepared to
deal with its measuring and reporting requirements. However, only one-third
said their systems are ready to provide the information and reports required; 36
percent are making changes to get their HR systems ready for compliance, and
22 percent have yet to take such steps. If your organization finds a gap between
its readiness and its systems’ ability to handle the ACA and other compliance
issues, consider adopting new software that can make these tasks less onerous
and risky.

Only 10 percent of organizations in this research said their HRMS meets their
business needs very well. In identifying those needs, 70 percent or more cited
simplifying management of employee and related information; improving
management, actions, decisions and alignment; and improving the ability to
track and report on compliance requirements. Among the 26 percent of
participants who said they plan to change their HRMS vendor in the next 18
months, large percentages said they will change to improve business processes
(89%) and to increase workforce productivity (68%); 43 percent said that
meeting compliance requirements is driving the change of vendor. If inadequate
software seems to be holding back your organization, list the areas of
improvement that matter most and make vendors prove that they can help you
achieve those goals.

6.

Look for analytics and reporting that
enhance your understanding of HR
information.

For human resources information to be useful it must be analyzed. Three out of
four organizations said business analytics is important for improving their HRMS,
more than any other emerging technology. A majority (54%) said they are
somewhat satisfied with the analytics capabilities of their HRMS, but we advise
against settling for mediocrity in a tool that can inform a range of employeerelated business decisions. Likewise with reporting; here again half (49%) of
organizations said they are only somewhat satisfied with those capabilities.
Having a modern reporting component linked to analytics can provide actionable
information to decision-makers in timely fashion.
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7.

Reconsider the use of spreadsheets and
homegrown systems.

Our research consistently reveals the shortcomings of spreadsheets for repetitive
enterprise tasks; they are prone to error, inefficient and produce inconsistent
information. Yet we find that even though nearly all (86%) participants said they
use an HRMS, half said they use spreadsheets to manage HR information. Those
users also acknowledged there are key drawbacks in using them, including
reducing the productivity of the HR department (76%) and making it difficult to
comply with regulatory requirements (46%). Organizations that use an in-housedeveloped application to manage HR information reported similar limitations;
more than half (56%) of them said it reduces HR productivity, and 42 percent
said it complicates regulatory compliance. The use of ineffective systems can
undermine the confidence of employees in HR’s efforts; we advise dispensing
with them.

8.

Evaluate the HRMS’s ability to integrate
employee data from other applications.

Establishing the integrity of HR data is essential. An effective means of doing
that is to maintain a master set of data for each employee that can be used by
HR and other systems. Most organizations have such a master set; insist on this
feature in products you consider. Furthermore, if you currently use batch file
transfer or manual data export to transfer information, consider data integration
systems associated with the HRMS. They should be efficient and easy to use and
able connect to other HR applications, such as payroll, benefits management and
compensation management. Integration automated through technology can be
an efficient way to ensure the integrity of data in the HRMS and related systems.

9.

Assess the need for social collaboration and
other next-generation technologies.

More than one-third (35%) of participating organizations said that collaboration
is an important technology categories for improving their HRMS, but currently
most have not gotten beyond using email and the company intranet. More
people prefer to collaborate in person and online rather than on the phone; the
latter reflects the growing interest in and use of digital technologies. To enable
employees to collaborate in more efficient ways, look into adapting for business
use popular social tools such as broadcasting (as in Twitter), discussion groups,
social recognition and wall posting on activity streams (as in Facebook), which
significant percentages of research participants have adopted or are planning to
use. Also consider even newer technologies such as gamification tools for
earning badges, awards and other forms of recognition and wearable computing
devices such as watches and glasses to enable emergency notifications to
workers and provide methods to prioritize tasks and increase productivity.
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10.

Measure your organization’s performance
in human resources management.

To understand your organization’s performance, we advise analysis in four
dimensions: People, Process, Information and Technology. Using this model, our
Performance Index analysis finds that most organizations are in transition to
modernize how they manage human resources. The components of their
performance are spread rather evenly across the four levels of our human
resources management performance hierarchy. The smallest percentage (18%)
rank at the highest Innovative level; another roughly one-fourth rank at each of
the lower levels. Human resources processes are well established in
organizations of all kinds, but the analysis shows that many are antiquated. HR
focuses on people and interactions, so performance in this dimension is worth
study. Moreover, advances in using information and the advent of new
technologies can increase the effectiveness of HR processes used by employees
and managers.
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About Ventana Research
Ventana Research is the most authoritative and respected benchmark business
technology research and advisory services firm. We provide insight and expert
guidance on mainstream and disruptive technologies through a unique set of
research-based offerings including benchmark research and technology
evaluation assessments, education workshops and our research and advisory
services, Ventana On-Demand. Our unparalleled understanding of the role of
technology in optimizing business processes and performance and our best
practices guidance are rooted in our rigorous research-based benchmarking of
people, processes, information and technology across business and IT functions
in every industry. This benchmark research plus our market coverage and indepth knowledge of hundreds of technology providers means we can deliver
education and expertise to our clients to increase the value they derive from
technology investments while reducing time, cost and risk.
Ventana Research provides the most comprehensive analyst and research
coverage in the industry; business and IT professionals worldwide are members
of our community and benefit from Ventana Research’s insights, as do highly
regarded media and association partners around the globe. Our views and
analyses are distributed daily through blogs and social media channels including
Twitter, Facebook, LinkedIn and Google+.
To learn how Ventana Research advances the maturity of organizations’ use of
information and technology through benchmark research, education and
advisory services, visit www.ventanaresearch.com.
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Appendix: About This Benchmark
Research
Methodology
Ventana Research conducted this benchmark research on the Web from January
2015 through March 2016. We solicited survey participation via email, our website
and social media invitations. Email invitations were also sent by our media
partners and by vendor sponsors.
We presented this explanation of the topic to participants prior to their entry into
the survey:
Ventana Research defines a human resources management system (HRMS) as the
set of applications and associated processes that store and manage the employee
information used by an organization’s human resources department. Today, new
technologies enable the HRMS to perform better and make it easier to use by HR
professionals and members of the workforce. The evolving technologies that are
changing the nature and use of the HRMS include business analytics, big data,
cloud computing, mobile technology, social collaboration, social media and
wearable computing. These advances enable organizations to streamline the
processes that an HRMS supports and more efficiently take advantage of
competencies that already exist in the workforce.
The following promotion incented participants to complete the survey:
What’s In It For You? Upon completion of the research, all qualified participants
will receive a report on the findings of this benchmark research to support their
organization’s efforts, along with a $5 Amazon.com gift certificate. In addition, all
qualified participants will be entered into a drawing to win one of 25 benchmark
research reports and a 30-minute consultation, a package valued at US$1,495 or
€1,232. Thank you for your participation!

Qualification
We designed the research to assess the use of and plans for spreadsheets across
organizations and industries. Qualification to participate was presented to
participants as follows:
The survey for this benchmark research is designed for HR leaders; IT leaders who
work with HR or are involved in the deployment of an HR management system;
finance executives and managers responsible for HR management; business
leaders who are power users of HR technologies; and management and managers
who direct employees as a large portion of their responsibility. Solution providers,
software vendors, consultants, media and systems integrators may participate in
the survey, but they are not eligible for incentives and their input will be used only
www.ventanaresearch.com
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if they meet the qualifications. Incentives are provided to qualified participants in
the research and also are conditional on provision of accurate contact information
including company name and company email address that can be used for
fulfillment of incentives.
Further qualification evaluation of respondents was conducted as part of the
research methodology and quality assurance processes. It entailed screening out
responses from companies that are too small, questionnaires that were not
materially complete, or those where the submission is from an inappropriate
submitter or appears to be spurious.

Demographics
We designed the survey used for this research to be answered by executives and
managers across a broad range of roles and titles working in organizations. We
deemed 115 of those who clicked through to this survey to be qualified to have
their answers analyzed in this research. In this report, the term “participants”
refers to that group, and the charts in this section characterize various aspects of
their demographics and qualifications.

Company Size by Workforce
We require participants to indicate the size of their entire company. Our research
repeatedly shows that size of organization, measured in this instance by employees, is a useful means of segmenting
companies because it correlates with the
complexity of processes, communications and organizational structure as well
as the complexity of the IT infrastructure. In this research, participants represented a broad range of organization
sizes in similar numbers, with the exception of small ones: 23 percent work in
very large companies (having 10,000 or
more employees), 37 percent work in
large companies (with 1,000 to 9,999
employees), 35 percent work in midsize
companies (with 100 to 999 employees),
and 4 percent work in small companies
(with fewer than 100 employees). This
distribution is mostly consistent with prior benchmark research and our research
objectives and provides a suitably large sample from each size category.
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Company Size by Annual Revenue
When we measured size by annual
revenue, the distribution of categories
shifted downward between the two
largest and two smallest divisions; in
particular, many more are small. By this
measure, 10 percent fewer are very
large companies (having revenue of
more than US$10 billion), but 6 percent
more are large companies (having
revenue from US$500 million to US$10
billion). Similarly, 16 percent fewer are
midsize companies (having revenue from
US$100 to US$500 million), but 22
percent more are small companies (with
revenue of less than US$100 million).
This sort of redistribution is typical in our
research when we measure by revenue instead of head count.

Geographic Distribution
A very large majority (96%) of the
participants were from companies
located or headquartered in North
America. Those based in Asia Pacific and
in Europe each accounted for 2 percent.
This result was in keeping with our
expectations at the start of this
investigation, since organizations
participating in our research most often
are headquartered in North America.
However, many of these are global
organizations operating worldwide.
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Industry
The companies of the participants in this
benchmark research represented a broad
range of industries, which we have categorized into four general categories as
shown below. Companies in manufacturing accounted for 40 percent and those
that provide services accounted for 34
percent. Those in finance, insurance and
real estate accounted for 17 percent.
Government, education and nonprofits
accounted for 9 percent and a miscellaneous other category for the balance.

Job Title
We asked participants to choose from
among 12 titles the one that best describes theirs. We sorted these responses
into four categories: executives, management, users and others. Three in five
identified themselves as having titles
that we categorize as users, a grouping
that includes director (32%), senior
manager or manager (24%), analyst
(2%) and staff (3%). One in seven are
executives, and almost one-fourth are
management, by which we mean vice
presidents. Others, in this case consultants, accounted for the balance. We
concluded after analysis that this
response set provided a meaningfully
broad distribution of job titles.
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Role by Functional Area
We asked participants to identify their
functional area of responsibility as well.
This enabled us to identify differences
between participants who have differing
roles in the organization. Predictably,
nearly two-thirds of the participants
identified themselves as being in the
human resources function; slightly more
than one-fourth work in IT; 3 percent
each are executives or work in finance.
Another six titles, none with more than 2
percent of the total, comprised the Other
category.
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