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DX and the changing role of HR
Today, customers are highly mobile, connected and are more
demanding in their expectations. To compete, organizations
need to be more agile, something that requires businesses to
make enterprise-wide changes across people, processes and
technologies.
These new technologies and processes that organizations
deploy are so tightly linked between customers, markets and
suppliers that the boundary between internal operations
and their external ecosystem is blurring. With this increased
interconnectivity and interdependence, actions by each
and every constituent, including employees, will raise in
impact and visibility. In this environment, employees across
all functions, and at all hierarchical levels contribute to
customer experiences and the success of transformation
initiatives.
Despite technology advancements made in the last
decade, many organizations still lag in realizing meaningful
productivity improvements. Outdated “personnel”
philosophies about human resource management need to
evolve alongside technology advancements for organizations
to realize greater returns-on-assets potentials.

According to IDC’s Asia/Pacific Digital Transformation (DX) 2016
MaturityScape survey, improving employee productivity and
profitability is the number one priority for organizations’ DX initiatives in
Asia/Pacific.

What are the top 3 initiatives or priorities driving Digital
Transformation in your organization?

20%

Improve productivity
and profitability

16%

create a data-driven
and customer-centric
organization

14%

integrating digital channels
like social, mobile and
commerce, to deliver
omni-experiences

In today’s tightly networked and connected economy, work can no longer be measured by static
deliverables, but it has to be measured by relevance and contextual performance – how well each
employee’s effort adds value to the organization’s ecosystem. Only when viewed in this new light,
organizations can begin to make meaningful improvements in productivity.

DX and the changing role of HR
HR functions must also transform to support
organizations’ need for greater agility and meaningful
increase in productivity.

Human Resource (HR) professionals need to rethink
employees’ needs, and reframe how HR functions
contribute to organizational goals:

As organizations push towards
greater agility, workforce
management must cater to
diverse and fluctuating demand
and supply dynamics in talent
sourcing, management and
development.

The need for real productivity
improvements requires a
re-look of existing performance
appraisal structures, metrics
and/or processes, which
is meaningful for BOTH
organizations and employees
in the context of the digital
economy.

Addressing needs of the digital age workforce
Significant shifts are also occurring in the workforce driven by demographics, technology and emerging
business models. HR professionals are now challenged to deal with an increasingly diverse and dynamic
workforce.

“War on Talent”

4 generations at work

Mobile and connectivity

Extended workforce

Asia/Pacific organizations are facing intense
competition for talent, and are looking for
better ways to retain the best employees,
rather than replacing and retraining, which
is vital to achieve business growth and build
organizational competencies.

Today, four different generations coexist in
the workplace, and employees have different
needs and expectations – understanding
what those are is critical to improving
productivity. Performance, experience and
development needs varies across age,
gender and cultures. Amongst this crowd, HR
professionals need to identify what talents
each individual holds, what development
needs do they have, and how best to retain
the best ones.

Consumerization of IT has raised employee
expectations of HR services. What can now
be easily done via mobile shopping “should”
be as accessible and easily performed when
it comes to leave or claim applications. The
typical expectations which consumers have
of mobile experiences, apply similarly to
those which employees have of HR services
– on-demand, contextually relevant and
individualized.

Fluctuating workforce mechanics and
evolving skillset requirements are making
traditional HR processes obsolete. HR
professionals will be forced to look beyond
organizational boundaries for expertise to ‘get
things done’. This includes social recruiting,
remote work arrangements, and tapping on
“skill-based marketplaces” to match best
fit-for-roles. An enlarged and diverse resource
pool requires HR technologies, policies and
processes to be expanded beyond what
organizations would traditionally consider
“employees”.

IDC predicts that by 2020, A1000 firms will use
open innovation to allocate expertise to 15%
of new projects, aiming to increase their new
product introduction success rates by over

Managing each employee uniquely

50%

IDC’s research shows that job satisfaction alone does not necessarily
translate into higher engagement or loyalty, unless organizations
better address their employee needs, and have the right processes,
tools and metrics that help in cementing the relationship.

Which are your top 3 HR/Talent Management
priorities for the next 18 months?

Against this back drop, HR professionals now face the tumultuous
task of scaling their operations to understand a diverse employee
pool as unique individuals, applying their strengths to where
it matters and keeping them engaged. This calls for a different
approach to talent sourcing and management. In fact, an IDC A/P
2016 Software Pulse survey shows that the top 3 talent management
priorities for Asia/Pacific organizations in the next 18 months are
improving talent acquisition, talent management and employee
experiences.

Source: IDC AP 2016 Software Pulse - March 2016, #975.

Improving employee satisfaction and experience
Talent Management (including employee
retention, rewards, recognition)
Acquiring the best Talent/right
employees

1 2 3

Improving workforce sourcing, engagement and experience
The evolving workforce dynamics and employee expectations implies that a top-down driven, one-size-fits-all HR philosophy will
not scale with the agility which organizations need to compete effectively.
IDC predicts that by 2020, 50% of IT organizations will shift their culture to a start-up like work environment by embracing
agile practices and open source communities.
Instead, HR professionals need to become facilitators of ‘employed volunteers’ who choose to contribute their knowledge and talents in projects of their
choosing, aligned by corporate objectives and facilitated by collaboration technologies. In this environment, HR processes need to transform to meet the
needs of a new HR approach.

Comprehensive Talent Management
The need to formulate a comprehensive view of talent resources, with visibility into individual’s
contributions. Performance measurements is a combination of HR-related metrics, organizational metrics
and impact on external ecosystem for contextual insights. Performance indications and contributions are
available on-demand to line managers, individuals and at peer-to-peer levels for contextual feedback and
self-driven learning.

Extended Workforce
Talent management must be expanded to include talent sources like “skill-based marketplaces”, social,
remote workers and crowdsourcing. Identify areas which needs to be adapted for extended workforce. For
example, performance evaluation for crowdsourced work or skill-based hires go beyond non-traditional HR
metrics and requires greater business involvement.

Technology and Tools
A HR platform integrated to other enterprise systems to generate a comprehensive view of employees.
The platform facilitates interactions and collaborations through self-service administration requests,
performance feedback, knowledge capture, sharing and discovery across the enterprise. In doing so, the
platform creates an enterprise ‘network effect’, where value for each ecosystem constituent facilitates
participations and encourages further value for the rest of the organization.

Improving workforce sourcing, engagement and
experience
IDC DX 2016 Pulse survey shows that 55.7% of Asia/Pacific organizations are still using only HR-driven metrics for talent
management, while another 6.8% surveyed have limited to no performance metrics in place. There is a strong need for
these organizations to transform their HR functions to thrive in the digital economy.

Which statement best describes your HR and talent
management related metrics?
We have very limited
or have no metrics
in place for HR and
talent management

6.8%

55.7%

37.5%

We have a balance scorecard that
combines complex HR-related metrics
with organizational metrics, and/or its
impact on external ecosystem

As organizations go about evaluating their current
human resource practices, some of the questions to
ask themselves are:

Uses primarily
HR-driven metrics for
talent management and
performance evaluation

Does HR have visibility
into our resources pool
and their performance?

Can our employees access
information for their needs
and feedback?

Does our technology
support timely and
contextualized access
to resources and
performance information
for analysis and
feedback?

The Digital Transformation (DX) Journey is multifaceted
“Digital Transformation is the approach by which enterprises drive changes in their business models and ecosystems by
leveraging digital competencies”
IDC defines digital transformation as the
continuous process by which enterprises
adapt to or drive disruptive changes in
their customers and markets (external
ecosystems) by leveraging digital
competencies to innovate new business
models, products and services that
seamlessly blend the digital and physical
as well as the business and customer
experience.
To thrive in this hyper-digital era,
organizations must focus on progressing
in 5 key dimensions to become “The
Digital Enterprise”. DX is a customercentric business strategy and therefore
organizations must address the following
dimensions and business priorities:

Leadership
transformation

Omni-Experience
transformation

Information
transformation

Operating Model
transformation

This set of disciplines enables
This dimension describes
This dimension encompasses
This dimension describes
businesses to develop the
an omnipresent and
the focused approach to
the ability to make business
vision for digital transformation multidimensional ecosystem extracting and developing the
operations more responsive
of products, services, and
approach to continually
value and utility of information
and effective by leveraging
experiences that are optimized amplify experience excellence
relative to customers,
digitally connected products/
to deliver value to partners,
for products and/or services.
markets, transactions,
services, assets, people, and
customers, and employees.
services, products, physical
trading partners. Operating
assets, and business
Model DX defines “how” work
experiences.
gets accomplished in terms of
digital transformation.

WorkSource
transformation

This dimension covers the evolution of
the way that businesses will achieve
business objectives by effective sourcing,
deployment, and integration of internal
(full- and part-time employees) and external
(contract, freelance, partner) resources.

These 5 transformative requirements sit at the core of the business, and are driving the technology agenda. These
requirements can be addressed independently as a measure of the relative business functionality and performance of each
of these aspects.

Organizations need to focus on WorkSource Transformation
IDC defines WorkSource DX as the evolution of the way which organizations achieve business objectives by effective
sourcing, deployment and integration of internal and external skilled resources, including contract, freelance and partner
assets.
WorkSource DX reflects the “people dimension” of digital
transformation. To grow in agility and increase productivity,
organizations must flexibly and reliably access, connect and leverage
skilled human resources. Transformation and optimization are realized
by adopting strategies that leverage digital interactions, collaboration,
connections, relationships and tools.
WorkSource DX optimizes the productivity and flexibility of internal
and external contributors to organizational value. It identifies the
right people resources to achieve business goals, by leveraging an
organization’s existing talent pool, or where talent gap exists, be able
to close this gap in a timely and effective fashion by having a ready
pipeline of talent resources to tap into. It optimizes productivity by
facilitating task-driven, self-forming teams - aligned by common DX
beliefs, facilitated by collaboration processes and tools, and team
members are mutually complementing through the discovery and
management of each employee’s performance information and
contributions.
Organizations that mature in WorkSource DX will find greater leverage
through talents as a competitive advantage and be able to exploit
business opportunities as they manifest – experiment, reinforce and
scale, or to fail fast and learn; such is the tenet of agility in the digital
age.

IDC’s MaturityScape WorkSource Digital
Transformation Stage Overview
OPTIMIZED
MANAGED
REPEATABLE
OPPORTUNISTIC

AD HOC
WorkSource
Traditionalists
Talent is managed with
a “personnel” mindset;
priority for full onsite
employment. Culture
honors founder’s vision.

Business Outcome
Onsite employees,
individually productive,
but without coordinated
use of collaboration
tools.

WorkSource
Opportunists

Talent in managed in silos,
with some guidelines on
how business interact.
Collaboration is “case
by case.” Management
style generally achieves
business objectives.

Business Outcome

Talent pipeline is
overwhelmed by
low-quality applicants,
and teams are internally
competitive with
inconsistent use of
collaboration tools.

WorkSource
Progressives
Talent management
process has pockets
of integration with
broad acceptance of
remote workers. Limited
mobile, social access to
business apps/process.
Work environment and
management adapt
to achieve business
objectives.

Business Outcome
Talent and recruiting are
aligning. Team capability
is inhibited by limited
tools for collaboration.

WorkSource
Transformers

Talent management fights
a “war for new talent”:
internal development
primary tool for leaders.
Broad access to business
apps/process through
mobile and social
connection. Flexible
work environment and
management styles
consistently achieve
business objectives.

Business Outcome
Turnover reduced by
increased hire quality.
Collaboration tools
widely leveraged to align
efforts.

WorkSource
Disruptors
Talent is a competitive
advantage. Resources
are tapped through
internal development,
contingent, contract,
or freelance channels.
Business applications are
ubiquitously available.
Organizational culture
supports business
strategy and operating
philosophy.

Business Outcome
Talent, recruiting data, and
internal bench strength
leveraged to maximize role
performance. Ubiquitous
collaboration enabled by
right tools.

The 4 dimensions of WorkSource DX
IDC has identified 4 critical areas or dimensions of WorkSource transformation that are enabled by digital technologies:

Manage Talent
This optimizes the productivity and flexibility of the
internal and external skilled resources through the
acquisition, development, reward and retention
of organizational resources. Excellence in this
dimension provides a comprehensive view of the
accessible talent pool which the organization or
individuals can tap on to exploit opportunities or
address tasks-at-hand.

Source Talent
This identifies the right resources to
achieve business objectives through
implementation of policies, processes and
philosophies underlying recruitment, retention
and leveraging of service providers, vendors,
customers, contract labor and the general
public to deploy people with needed skills and
attributes. Mature organizations in this dimension
are benefitted with increased agility, through a broad
talent pipeline to address competence gaps.

Optimize Work
This drives positive business outcomes by leveraging
the tools and processes that support agile team
structures, facilitate interactions and relationships
to achieve outcome-based work. Improve
collaboration to overcome geographical, functional
and organizational boundaries, which allows
organizations to leverage resources based on
expertise as first priority.

Facilitate a DX Mindset
This facilitates the attitudes and beliefs that effect
continuously connected and entrepreneurial
culture including shared, goal-oriented beliefs and
behaviors driven by all ecosystem constituents. As
organizations mature in their DX mindset, they grow
in “anti-fragility” through self-organizing teams, shorter
and more frequent innovation cycles, using rapid failures
to inform future success and gain access to expanded
sources of innovation.

Key elements for WorkSource transformation success
WorkSource transformation is a critical aspect becoming a digital enterprise - digital transformation initiatives have to
consider the “people dimension” of change. Organizations that mature in WorkSource DX will develop greater agility, and
increase productivity by leveraging, employing and empowering their resources.
Key areas to focus on:

A comprehensive talent
view comprising HRmetrics, organization
metrics and external
ecosystem impact.

End-to-end visibility of
talent and recruiting data
to maximize the value of
internal bench strength
and key role performance.

Empower employees
with mobile, connected
services for requests,
self-driven learning and
timely performance
feedback.

Focus, incentivize and
recognize efforts related
to collaboration and
innovation.

Business applications
available to all remote and
mobile workers.

Facilitate cross-breeding
of ideas and collaborations
through digital
communication tools,
social-like information
sharing, knowledge
discovery and teamformation.

Key elements for WorkSource transformation success
Organizations need to focus on technology investments to support Workforce DX initiatives for
comprehensive talent view and stronger employee engagements.
Which statement best describes your organization’s HR and
Talent Management technology adoption?

In Asia-Pacific, WorkSource DX initiatives entails the need
to look at an organization’s current HR technology, and
determine if it supports comprehensive talent management
visibility.
IDC AP Digital Transformation Pulse survey shows that 27.7%
of organizations either have no HR technology platform,
or are using point solutions for personnel administration
and HR workflow. A comprehensive talent view comprising
HR-metrics, organizational metrics and external ecosystem
impact is one of the key factors for WorkSource transformation
success. Having an integrated HR technology platform to
track, manage and pull organizational-metrics from the wider
organization is a necessity to enable HR, and the relevant
managers, with this visibility.

27.7%

No HR technology
platform, or we have
point solutions
for personnel
administration, and/
or support basic
workflow.

30.6%

We have a strong HR
technology platform
that supports core HR/
talent priorities beyond
administration.

6.6%

We have full end-to-end
integrated HR/Talent platform
aligned to business needs.
It leverages on analytics for
employee retention.

Sage 300 People

Sage provides business solutions to customers
through its suite of accounting, ERP, CRM, business
intelligence and HR/Payroll solutions. Sage is a FTSE
100 business with 13,000 employees in 23 countries
with a global community of over 3 million customers
comprising entrepreneurs, business owners,
tradespeople, accountants, partners and developers.
Sage 300 People is developed as a unified integrated
solution for payroll, finance and HR for a single
view to support business planning. It is developed
specifically for medium-sized and large organizations
that need more detailed and complex functionalities,
which combine payroll, HR administration, employee
self-service and business reporting.

Manage
accounting and
finances

Manage people
and payroll

Manage
payments

Manage the
entire business

A HR & payroll system to increase productivity, drive
growth and empower your people
Transformation Benefits:
1. Your People Organization Information
on a single platform
2. Transparence of People Information
to Create Strategic CHRO Decisions
3. Self Serviced by Employee anytime
anywhere
4. Intuitive and user friendly interface to
engage People for productivity

Sage 300 People - HR Solutions and
Integrated Payroll
Payroll with
statutory
compliant

PR

HR

Human Resource

SS

Self
Service
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