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HR’s Digital Transformation Is Here

We are in the era of digital business transformation, and there is no going back.
Disruption brings business opportunities, and your ability to maximize your pursuit of
these opportunities requires a workforce that is not only engaged — feeling supported,
trained, rewarded, and motivated — but “all in”: invested, doing work they love, and
knowing they are contributing to more than their individual experience. All-in employees
do what it takes to win — for themselves and for your organization.

HR is successful when all employees are successful,
contributing to the business and developing their
skills for the future. Yet everything about work, the
workforce, and the workplace has changed. Today's
workforce in the wholesale distribution industry is
more diverse than ever, and increasingly composed
of contingent labor. Rethinking what's needed to
create an “all-in” workforce requires moving beyond
traditional HR strategies and technology and focus-
ing on how people live, work, and build relationships
with employers and each other.

DEFINING DIGITAL TRANSFORMATION

While digital transformation has become a hot topic
today, many will remember that it has been a hot
topic before. But this time, there’s a difference.

In the past, the transformation was simply keeping
up with technology trends that would help you to

Automation Versus Digital Transformation

+ Makes existing methods easier; risks doing
bad things quickly

improve efficiency — to continue doing what you do,
only doing it better. Today, the transformation is
more pronounced. Rather than just doing the same
things better, it is about being more effective — doing
new things, in new ways, to create new processes
and new business opportunities.

Digital transformation is the evolutionary step of
using technology to bring together your entire eco-
system of employees, contingent workers, suppliers,
partners, and customers in real time. This opens up
new, more immediate opportunities to understand
what is happening in and around your business, and
to respond not just reactively, but in a proactive,
even predictive manner.

These are a few of the potential impacts of
transformation.

« Enables new actions; may involve doing
things you could not do before

« Focuses on efficiency

« Focuses on effectiveness

+ |s easier to implement; does not require a
“mind shift”

 |s often harder to implement, as it requires
thinking and acting differently

+ Tends to be easy to abandon

« |sdifficult to give up, as it often adds real value

+ Is easily duplicated

 Is hard to copy
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WHY DIGITAL TRANSFORMATION MATTERS
You've probably heard about, or experienced, how
some companies have gone beyond “improvement”
to literally transform their industries. The availability
of cloud-based capabilities, with the total reach of
the Internet and Internet of Things (IoT), coupled
with mobile devices, has changed the way people
think and act. Among the most dramatic examples
are Uber Technologies Inc. and Airbnb, both of which
have changed — globally — the way people book car
rides and guest accommodations.

What does digital transformation mean for HR
leaders? What kinds of strategies will HR need to
rethink to ensure the organization is ready?
Where will you find your talent pool to ensure future
bench strength? How can you respond faster to the
increasing needs of the business, such as increasing
simplicity and agility”? Do you have the data and
insight to make decisions with confidence? And,
do you have the technology to ensure you can keep
pace with the ever-changing needs all around?

In a May 2016 study by Oxford Economics and
SAP, we defined digital leaders (DLs) as those who,
whether individuals or organizations, have been the
“all in” adopters of digital transformation strategies
and have the most to show for it. The study notes
that DLs outperform their peers in terms of financial
performance, employee engagement and satisfac-
tion, management capabilities, and more mature,
progressive HR practices.
+ DLs are more likely to be top financial performers,
showing both revenue and profitability growth
over the past three years.

Digital transformation requires a highly
engaged, multigenerational workforce.

Engaged employees do what it takes
to win for themselves and for your
organization.

 They rate skills among management —both
midlevel and senior — more highly across a
broad range of areas. They are more likely to
value approachability and openness to new ideas
from others, and nearly twice as likely to rate
collaboration and innovation skills as priorities.
They recognize the value of diversity and take steps
to increase it. They are more likely to have seen
growth in diversity among the general workforce
and middle management over the past three years,
and report positive impact on culture and financial
performance.

» They are almost twice as likely to provide
up-to-date technology to their employees, and
do more to continually develop employee skills.

« They are more likely to offer the benefits that
matter most to their employees, and more likely to
support open communication between executives
and employees.

« DLs are more likely to make data-driven deci-
sions in real time.

DLs have more mature strategies for recruitment,
leadership and talent development, and succession
planning — and are reaping rewards in terms of
financial performance, employee engagement,
and organizational culture.

All of these findings demonstrate that HR leaders
working closely with IT and business unit leaders

have a unique opportunity to provide digital trans-
formation leadership and support across all aspects
of the business.
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HCM Technical Prerequisites for Transformation

CLOUD DELIVERY

Leveraging the cloud for your HCM software systems
provides two key benefits to help you address the
ever-increasing pace of technological and business
change.

* Increased standardization: With cloud-based
software, the ability for unlimited customization
does not exist, as was the case with typical
on-premise deployments. Using a more standard
approach to HR processes helps drive a simpler
and faster implementation. This simplicity, in turn,
can enable a much faster response to changes in
business and related strategies. No longer does
it take months to analyze the impact of these
changes, and then many more months to imple-
ment, test, and roll them out. Months become
weeks, and the overall business benefits form
the ability to respond with much greater agility.
Increased access to innovation: With cloud-
based solutions, your vendor updates the tech-
nology and applications on a regular basis (with
SAP?® SuccessFactors® solutions, this happens
every quarter). Organizations using cloud solutions
no longer need to wait for IT departments to up-
grade on-premise software. HR can leverage new
functions and approaches faster, so the entire
organization can more quickly embrace new HR
processes and business strategies.

But digital transformation goes beyond just cloud
delivery. The technology itself must encompass
new digital concepts to achieve your true digital
transformation. Too often, employees take a step
back — or 10 steps back — when they use business
software, compared to the consumer software they
use on a daily basis. This is a particular concern to
the millennials in your workforce. To engage employ-
ees fully and get the most value from your HCM
technology, new and modern approaches are
required.

CONTINUOUS

To get full value from any business software, it must

be used on an ongoing basis. HCM solutions are

no exception. However, too often people use them
only when they have to — for example, viewing pay
stubs on a pay-period basis, entering objectives on
an annual basis, or changing an address every few
years. In order to achieve the “all in” effect, HR tech-
nology must enable employees every day. It must
be seen as helpful and the place to go for answers,
rather than as software to be avoided, with logons
only occasional and obligatory. New functions
must include:

» Mobile access to processes when it's convenient
for the employee, which does not require being
at a desk

« A consumer-grade user experience

 Application features that encourage ongoing
use; for example, activity and achievement
tracking linked to individual goals, ongoing
access to learning to ensure skills are kept
up-to-date, and ongoing mentorship and
check-ins to help develop careers.

Digital transformation requires a
fresh approach to HR strategies.
Relying on outdated technology
and systems to implement them
s likely to come up short. In order
to enable your transformation, new
technologies are required.
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INTELLIGENT

A key benefit of a software implementation is pro-
cess automation, which reduces the time it takes to
complete processes and increases efficiency. Yet,
an often overlooked benefit of transformation with
cloud-based solutions is data collection and the
ability to use that data effectively. Traditionally, we've
confined data use to reporting and, in some cases,
analytics. But today'’s Big Data technology must
go much further.

« Embedded guidance: The technology must
support immediate decision making by embed-
ding relevant content and guidance directly into
the process.

Recommendations: The technology must be able
to analyze current situations and available data
in real time and transform that information into
recommendations to the user. For example, an
employee accessing a learning portal is likely to
be presented with hundreds, if not thousands, of
available courses. The technology can analyze the
current employee profile and the experiences of
other similar employees in real time, and make
recommendations about which learning options
could be best for that individual — at that specific
time and in that specific situation.

Predictions, prescriptions, and planning: Work-
force analytics can provide significant insight into
current operations and strategy measurements.
But the metrics are typically lagging, identifying
problems that have already occurred. Today, tech-
nology must be able to not only measure the past,
but also to predict the future and what could
happen given historical trends, future strategies,
and external data. Yet prediction alone is not
sufficient; the ability to suggest an appropriate
response to the future trend and the implemen-
tation of an executable plan is also required.

EXTENSIBLE

As stated earlier, a key benefit of the cloud is the
ability to drive — even enforce — HR process stan-
dardization. But HR processes, like most business
processes, are never “one size fits all.” Uniqueness
is both desired, helping to position the organization
as an employer of choice, and mandated, based on
company-specific policies and employee agree-
ments. But the fast pace of change also plays arole.

There are hundreds of HCM technology startups,
enabled by ubiquitous cloud software systems and
delivered over the Internet, all supplying new inno-
vations and features that help take digital trans-
formation to the next level. Today's technology
recognizes that there is no such thing as a “single
platform” or “100% organic development” when it
comes to HCM technology deployment. The ability
to incorporate new ideas and innovations for digital
transformation easily is mandatory in order to realize
the transformation. Enter the platform-as-a-service
(PaaS) model, which helps drive uniqueness and
an ecosystem of innovation.

To meet digital leader demands,
new solutions and capabilities
must be continuous, intelligent, and
extensible. So you spend less time
worrying about the technology, and
more time actually transforming
and driving results.
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Company-specific processes: With a connected
PaaS, HR has the ability to create unique process-
es that are desirable or required. This is especially
important as companies migrate their on-premise
environments to the cloud, as they can use the
PaaS to recreate necessary on-premise processes
and still achieve the benefits of process
standardization.

Partner-supplied innovations: A comprehensive
PaaS must actively encourage the participation
of third-party software companies to innovate
on it, offering seamless connections to the HCM
software and easy deployment by organizations
wanting to leverage these innovations. A com-
parison can be made to mobile device platforms.

The overall value of a typical mobile device is the
combination of vendor-supplied apps, as well as
the thousands of apps in an app store. This con-
cept can be applied to HCM technology as well: a
vendor can supply a set of core processes, supple-
mented with third-party apps easily accessible
through an enterprise store.

Integration services: HR software systems are
not islands; employee and organizational data
maintained in them is used throughout other
enterprise software and across multiple service
providers. A PaaS must provide a robust set of
integration services and middleware to enable
organizations to move this data easily and securely
as necessary.

The challenge for HR is to transform strategy into results by enabling people’s
success. HR must reimagine the workforce, the workplace, and the work
we do — digitally.
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Five Key Ways to Drive Transformation

The challenge for HR is to transform strategy into
business results by enabling people’s success. The
only way HR is going to succeed is to leverage digital
technology to simplify and innovate.

Along those lines, according to Mike Ettling,
President of SAP SuccessFactors, the future of HR
is no HR. What this means is that HR's best strategy
is to simplify and streamline support for your orga-
nization's people and business so completely that
the HR function becomes transparent. In this way,
HR transforms itself from a perceived complication
to a seamless enabler of the business.

To achieve this transformation, best-practice leaders
are currently focusing on new strategies that rely
on modern technology to drive continuous usage
with every employee:

ENGAGE EMPLOYEES

“All-in” employees are more productive, profitable,

customer-focused, and likely to stay with an orga-

nization, yet studies show that 66% of today's work-

force is not highly engaged. Strategies that can

help maximize employee engagement include:

» Make sure the right people are in the right roles
equipped with the right capabilities

* Provide your employees with a path and a
perspective

« |[dentify and develop next-generation talent

« Create a context within which employees
collaborate, connect, and share best practices
and ideas

« Provide easy access to software from anywhere,
on any device, with a consumer-grade user
experience

PROMOTE A LEARNING CULTURE AND DRIVE
INNOVATION

Recent research conducted by SuccessFactors and
Oxford Economics with 2,700 employees shows that
only 34% of them say that their company is able
to give them the training they need.

In order to build a true learning culture:

« Create a culture of continual learning and
collaboration

* Move away from traditional employee training,
and leverage online and mobile learning platforms

* Put collaboration rooms in place to retain and
share institutional knowledge

» Launch formal mentoring programs

« Offer incentives for pursuing further education

Drive a Learning
Culture

Only 34% of 2,700 employees
surveyed said that their company
was able to give them the training
they needed.

Stay Charged Up

Although 66% of today's work-
force is not highly engaged, the
right tools can help employees

- including millennials — recharge
and reengage.
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MANAGE THE TOTAL WORKFORCE

Some industry studies predict that one of every
two U.S. workers will either become independent
or spend part of their day as self-employed
professionals.

Consider the requirements for managing your

total workforce:

» Get one view of workforce planning needs across
all employee types

« Manage skills and certifications across all worker
types to alleviate risk

« Provide consistent onboarding and off-boarding
experience across all worker types

» Consolidate team views across all worker types

 Categorize workers accurately based on status

o'
Think Total
Workforce

Distributors are using an
increasing number of part-
time and contract workers,
with a consolidated view
of all employees required
in order to be effective.

The most successful implementation of HR
strategies occurs when HR teams partner with

IT and the business units. Implementing and
7 deploying the right technology is indispensable

for delivering people-powered results.

SIMPLIFY HR PROCESSES AND OPERATIONS

A recent benchmarking survey conducted by
SuccessFactors on “The Value of HR Simplification”
confirms that 96% of benchmarked organizations
believe running simple is important for HR organi-
zations, and that 87% agree that technology is a
key enabler for simplification in HR.

Yet, as the world gets smarter in the digital economy,
complexity is killing the workforce in this pursuit.
The 21st-century HR function needs to leverage
intelligent and predictive technology. By so doing,
we can take the complexity and guesswork out of
every HR process and reduce the expenses asso-
ciated with shared services and business process
outsourcing to respond to employee changes
across the organization.

Focus on key strategies to simplify your processes

and technology:

« Leverage standard and best practices

* Optimize your HR service delivery model

« Remove complexity and reallocate resources
to strategic initiatives

« Empower the workforce with intuitive,
easy-to-use software

* Run easy-to-use, simplified software to deliver
real-time services to the organization

Simplify Through
Technology

In one survey, 87% agreed that
technology was a key enabler for
HR simplification.
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MAKE DATA-DRIVEN DECISIONS

Companies that build capabilities in people ana-
lytics outperform their peers in quality of hire and in
retention and leadership capabilities. They are also
generally ranked higher in their employment brand.

Use data analytics to:
» Respond faster to requests coming from the
board and senior management
 Access HR information when it's needed,
in real time
« Deliver easy-to-consume executive dashboards
« Track, predict, and respond to HR trends easily
« Benchmark against other organizations

Apply People Analytics

Companies that build capabilities in people analytics outperform
their peers in quality hires, retention, and leadership.

2017 SAP SE or an SAP affiliate company. All rights reserved
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Why SAP® SuccessFactors® Solutions?

SAP® SuccessFactors® solutions are in a unique And SAP is undergoing its own digital transfor-
position to help you bring together HR expertise mation in HR. As an example, we now leverage
with leading technology to support your people.  the SAP SuccessFactors Workforce Analytics
SAP SuccessFactors solutions reinforce a12-year  solution to help rethink and improve our diversity
track record of delivering cloud-based HCM solu-  and inclusion efforts.

tions with SAP software that has been delivering

global HCM for nearly 30 years. Add enterprise

technology that has led the market for over 40 years,

and you will understand why no other software is

better suited to enable your people in delivering

superior business results.

In practice, SAP SuccessFactors solutions for HR
are simple to use and simple to run, and make it
simple for HR and the entire organization to suc-
ceed. With a unique blend of global and industry
expertise, SAP SuccessFactors solutions enable
organizations to execute a digital HR strategy and
achieve better business outcomes.

For example, SAP SuccessFactors solutions have
helped customers rethink how they interact with
employees and customers. The software has helped
by providing real-time recognition of good employee
performance and facilitating the development of
better engagement between employees and
customers.

Success is simply human.

“Success is simply human” means that our customers’
success is driven by their people, and that our solutions
must be simple to use, simple to run, and simple to suc-
ceed in order to enable that success.

© 2017 SAP SE or an SAP affiliate company. All rights reserved
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SIMPLE TO USE

Employees, managers, and HR professionals can
be more efficient with a solution that is flexible
and simple to use.

« Consumer-style experience: Every employee in
the organization — full time, part time, contingent,
contractor, manager, and executive — is a likely
user of HR software. Over the past couple of years,
the expectations of those users have changed:
they demand that business software behave like
the consumer software they use every day. They
expect the software to know who the user is, antici-

pate what that user needs, and provide the content,

data, and processes the user requires to get the
job done.

SAP SuccessFactors solutions combine a unique

blend of intuitive user interfaces, mobile access,

and built-in social functions — all to help people
work the way they expect to. For example, by
embedding collaboration and learning into busi-
ness processes throughout the organization, every
employee is a teacher and every employee is a
learner.

« Built-in decision support: In order to drive
employee engagement, the processes employees
touch must be easy to use and anticipate what the
user wants to accomplish. SAP SuccessFactors
solutions support over 19,500 HR content elements
- forms, formats, and guidance for conducting
HR tasks — fully integrated with HR processes
supported by SAP software to help people do
their jobs more easily and effectively.

With new intelligent services, we're taking self-
services to a new level. Instead of asking people
to predict all the tasks they may need to complete
when they start an HR process, intelligent software

does it for them. With intelligent services managed
in the new event center for SAP SuccessFactors
solutions, individual transactions that make up
common workforce events — but cross organiza-
tional boundaries and software modules — are
consolidated into a single experience. Instead of
managers or business partners having to guess
all of the relevant tasks when a change takes place,
or relying on shared services to fill the gaps, SAP
SuccessFactors software does it for them, freeing
up valuable manager and employee time.

For example, workforce changes triggered by core
HR software in the SAP SuccessFactors Employee
Central solution can be cascaded to other

SAP SuccessFactors solutions, such as the

SAP SuccessFactors Learning solution or the
SAP SuccessFactors Onboarding solution, as well
as to third-party software. The end result is a simpler,
more efficient employee experience and a reduction
in cost and complexity. It also decreases reliance on
HR shared services and business process outsourcing
(BPO) to process, finish, or correct the transactions.
All of this together improves HR service delivery.

simple to

USE
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SIMPLE TO RUN

As business changes, HR technology must support
innovative business strategies while remaining
flexible and simple to run.

« Better technology for a better cloud: Businesses
can no longer just implement cloud point solutions
to remain competitive in rapidly changing indus-
tries that are being disrupted every day. They need
a solution that doesn't just support HR — it must
help HR reinvent and reimagine how to make the
most of its workforce. HR must manage its data
across locations in a very secure and compliant
way. HR must integrate with other software sys-
tems, whether it is SAP software or third-party
HR applications. And HR must be able to extend
its solutions to meet the need for unique, differ-
entiated business processes.

« Deployment options — start anywhere, go
everywhere: One size doesn't fit all, because every
customer is different. Therefore, you need the
flexibility to begin an HR journey wherever you
happen to be, and to build a road map based on
your strategy, not the technical limitations of a
software vendor package. Our architecture offers
unigue support to help you start anywhere you
want: with performance management, compen-
sation, recruiting, learning, or core HR functions.
It's up to you, based on your needs, your strategy,
and the business results you are looking for.

No other major vendor provides this flexibility.

— For our SAP customers, we provide pro-
ductized integrations to allow you to deploy
SAP SuccessFactors solutions fast. These
integrations connect SAP SuccessFactors talent
solutions with the on-premise core HR software
in the SAP ERP Human Capital Management
(SAP ERP HCM) solution. They can connect
SAP SuccessFactors Employee Central with the

SAP ERP application. It is all designed, built, and
maintained by SAP, leveraging our detailed
knowledge of both platforms.

+ Easy to maintain: You can make your HR admin-

istrators heroes by giving them what they need

to run SAP SuccessFactors solutions at peak

performance:

— Admin center: Geared to HR administrators,
the admin center is designed to perform three
basic functions: (1) monitoring the functional-
ity of the SAP SuccessFactors application, (2)
managing updates, and (3) configuring the
software to work optimally.

— SAP Learning Hub: This is the simple, single
place to get education and instruction on
SAP SuccessFactors solutions.

— Accreditation: SAP SuccessFactors accredita-
tion software for experts is an in-depth training
and formal qualification program. By taking
the carefully constructed exams, admins can
become experts in a single product or in our
full set of solutions. To maintain expert status,
administrators must complete accreditation
exams annually.

simple to
RUN
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SIMPLE TO SUCCEED

Key to a company’s success is using employee

talent effectively while complying with local legal

regulations.

* Unmatched solution breadth and depth: We
offer a comprehensive suite of HCM solutions
that encompasses all pillars of talent manage-
ment, including recruiting, onboarding, learning,
performance and goals, succession and devel-
opment, and compensation management. The
software provides a set of modern global core HR
features with the SAP SuccessFactors Employee
Central solution, including employee record
keeping, organizational management, payroll,
and HR help desk. Many vendors go wide but
shallow — many solutions, but not richly devel-

oped —while others go deep but narrow, rich so-

lutions for a few functions. Only SAP Success-

Factors solutions go wide and deep, offering you
support to run nearly all of your HR processes with
leading software, all in a single suite of solutions.

Local compliance and global best practices:
SAP is committed to minimizing its customers’
burden of staying legally compliant in all parts

of the world SAP SuccessFactors HCM Suite was

developed with global and local compliance in
mind. With built-in local legal compliance and
best business practices for 73 countries, our
solutions are ready to be used around the world.

* Empowerment and support: We've assembled

services to empower and support you through-
out every stage in your lifecycle with us. The ser-
vices help you with a wide range of tasks, including
needs assessment, evaluation of cloud strategy,
implementation focused on business outcomes,
administration and support, optimization through
continual learning, and system adoption by your
people. And you can profit from a global community
of over 45,000 active users of SAP SuccessFactors
solutions — a network of relationships where
customers share, support, and educate each other.
It is a community where HR, IT, and people across
your business align and innovate for greater
success.

simple to
SUCCEED

SUMMARY

SAP® SuccessFactors® solutions operate on the assumption that success is simply human. These
HR solutions are simple to use, simple to run, and make it simple for HR and the entire organiza-

tion to succeed. Incorporating a unique blend of global and industry expertise, SAP SuccessFactors
solutions enable organizations to execute a digital HR strategy that reimagines how you can manage,
motivate, and enable your people and drive better business outcomes.
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No part of this publication may be reproduced or transmitted in any form or for any purpose without the
express permission of SAP SE or an SAP affiliate company.

The information contained herein may be changed without prior notice. Some software products marketed
by SAP SE and its distributors contain proprietary software components of other software vendors.
National product specifications may vary.

These materials are provided by SAP SE or an SAP affiliate company for informational purposes only,
without representation or warranty of any kind, and SAP or its affiliated companies shall not be liable for
errors or omissions with respect to the materials. The only warranties for SAP or SAP affiliate company
products and services are those that are set forth in the express warranty statements accompanying such
products and services, if any. Nothing herein should be construed as constituting an additional warranty.

In particular, SAP SE or its affiliated companies have no obligation to pursue any course of business
outlined in this document or any related presentation, or to develop or release any functionality mentioned
therein. This document, or any related presentation, and SAP SE's or its affiliated companies’ strategy

and possible future developments, products, and/or platform directions and functionality are all subject
to change and may be changed by SAP SE or its affiliated companies at any time for any reason without
notice. The information in this document is not a commitment, promise, or legal obligation to deliver

any material, code, or functionality. All forward-looking statements are subject to various risks and
uncertainties that could cause actual results to differ materially from expectations. Readers are cautioned
not to place undue reliance on these forward-looking statements, and they should not be relied upon in
making purchasing decisions.

SAP and other SAP products and services mentioned herein as well as their respective logos are
trademarks or registered trademarks of SAP SE (or an SAP affiliate company) in Germany and other
countries. All other product and service names mentioned are the trademarks of their respective
companies. See http://www.sap.com/corporate-en/legal/i right/index.epx for additional trademark
information and notices.

SAP SuccessFactors w




	HR’s Digital Transformation Is Here
	HCM Technical Prerequisites for Transformation
	Five Key Ways to Drive Transformation 
	Why SAP SuccessFactors Solutions? 

	Seite vor 11: 
	seite zurück 7: 
	Page 2: 
	Page 31: 
	Page 42: 
	Page 53: 
	Page 64: 
	Page 75: 
	Page 86: 
	Page 97: 
	Page 128: 

	Seite vor 7: 
	Page 2: 
	Page 31: 
	Page 42: 
	Page 53: 
	Page 64: 
	Page 75: 
	Page 86: 
	Page 97: 
	Page 128: 

	seite zurück 8: 
	Seite vor 8: 
	seite zurück 9: 
	Seite vor 9: 
	seite zurück 10: 


