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When your Human Resources organization directly 

contributes to the execution of the business strategy, 

it adds value. 

Sounds simple, doesn’t it? 

Then why is it so difficult for HR to demonstrate how 

it affects business growth and profitability? 

One reason: More often than not, HR does not provide 

tools for business users to understand how their 

workforce directly supports the ability to execute 

top-line business goals. HR “talks” about aligning to 

overall business strategy, but “walks” administrative 

transactions and employee advocacy. For example, most 

HR organizations still simply look at turnover instead 

of looking at the impact turnover will have on customer 

satisfaction. Further, HR struggles to best deliver the 

services, programs, and information required by their 

internal business customers. Because HR supports a wide 

variety of stakeholders—including candidates, employees, 

former employees, managers, executives, colleagues, and 

various governmental agencies—it is often challenged 

to deliver the right information or service to the right 

person at the right time.

Even with a well-articulated human capital strategy 

and service delivery model, many organizations find 

themselves held back because they are spending time and 

resources maintaining outdated and expensive legacy HR 

systems and poorly integrated point talent solutions that 

do not provide consistent, sufficient, or timely support 

for critical human capital decisions. 

It’s not your fault. You purchased the best tools available 

at the time and have used them as well as you can, given 

the constraints. Your current HR systems were designed 

to streamline administrative processes twenty-five years 

ago, not to provide the strategic workforce decision 

support that is required today. 

Business has changed significantly since your current HR 

systems were designed, and so has your workforce. It’s 

impossible to be operationally relevant—i.e., deliver value—

on systems that weren’t designed to support the faster, 

leaner, and more connected world of modern business.

Bottom line: Your current HR systems have become 

a major roadblock in delivering and communicating 

business value. In this brief, we’ll explain why, and 

introduce a unified Human Capital Management (HCM)

solution equipped to help you achieve your objectives.

 Your current HR systems 
were designed to streamline 
administrative processes 
twenty-five years ago, not 
to provide the strategic 
workforce decision support 
that is required today. 
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What’s Wrong with the HR Systems I Have?

Your current system landscape probably looks something 

like this: 

 

A few barriers to operational relevance are immediately 

apparent in this picture:

•	 The workforce data is captured in multiple systems 

with different data models and update schedules.

•	 Performance is managed separately from the 

workforce and the work your employees do.

•	 Workers, performance, and work are managed 

separately from cost controlling. 

This outdated delivery model is unable to support 

modern global business. It’s rigid and difficult to change, 

even as the business changes around it. Modern business 

requires agility.  

 

In addition, maintaining key business information in 

disconnected systems results in interrupted processes, 

inconsistent user experience, and incomplete decision 

support. Finally, business intelligence in this landscape of 

siloed systems tends to be either hard-coded or bolted 

on in a separate system. As a result, business users lack 

context for business decisions and their potential impact.

This means finding the answers to operationally 

relevant questions like the following requires significant 

additional investment:

•	 Am I hiring to plan? If not, what is causing the delay?

•	 What are my people working on? Do I have the 

“right” people working on our most important 

initiatives? Am I at risk of losing important people?

•	 Where is the work happening? How much is it 

costing us? Is it more economical to staff these 

functions at one business site vs. another?

•	 What are the results? Are we meeting our goals? 

It hardly seems fair. You made a considerable investment 

in your HR infrastructure, and perhaps you are still 

reeling from an enormous ERP implementation just a few 

short years ago. Instead of being propelled forward by 

your application investments, your progress is hindered 

by a lack of cohesive business on which you can act. 

You’re unable to put workforce decision support tools in 

the hands of the people who need them the most: the 

business users.  

Contingent
Labor

Benefits

Projects

Payroll

Core HR

Talent
Management
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What Is Unified HCM?

Today’s business leaders have little visibility into what 

people are working on, how much they are spending, or 

how their work impacts the business. This is because 

current HR systems lack the unified workforce, talent, and 

spend information needed to uncover potential problems, 

plan for the future, and predict likely outcomes for 

different levels of investment.

Unified HCM solutions are different—they combine the 

processes and information business leaders need in order 

to make informed workforce investment decisions with 

the latest technology, pervasive business intelligence, 

and an intuitive user experience.

Let’s take a closer look at how unified HCM supports 

today’s business needs:

Agility - In today’s modern business world, change is 

constant. Whether in response to a merger, acquisition, 

investiture, geographic expansion, or a new product line, 

today’s business leaders must be able to make decisions 

and execute quickly. 

Most on-premise solutions can be customized, so agility 

was not considered important when these systems 

were designed. Customization is sometimes mistaken 

for agility; in reality, the upgrade effort required to 

maintain customizations makes on-premise solutions less 

responsive to business changes.  

 A unified HCM solution 
is easy to configure 
and re-configure as the 
business changes, with no 
programming and no  
upgrade impact.  

Global Business – To avoid creating “multi-local” 

information silos, unified HCM solutions focus on 

similarities in global business practices rather than 

differences. This approach makes it possible to track and 

manage talent on a truly global basis.

Unified HCM solutions should include: 

•	 Standardized job profiles across countries with 

local job information captured and displayed 

appropriately, allowing customers to compare job- 

and workforce-related costs worldwide.

•	 Standardized performance criteria and rating 

scales for competencies and skills, providing a fair 

basis of talent assessment and comparison.

•	 Transparency into qualified and “ready” talent 

regardless of location to support talent mobility 

and sharing worldwide.

On-Demand – Modern business has embraced the 

software-as-a-service (SaaS) model because it is the most 

cost-effective, secure, and flexible service delivery model 

available today. But not all SaaS solutions are created 

equal—an essential component of SaaS is multi-tenancy, 

which allows multiple customer instances to co-exist 

securely in a single environment. Because all customers 

share computing resources and the vendor has to support 

only a single code line, customers experience significant 
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cost savings over traditional on-premise systems. 

Designed for Business People – Most HR systems 

currently in use were designed for back-office 

administrators. In contrast, unified HCM solutions are 

designed for business users. They offer a rich, engaging 

user experience that presents relevant information, 

promotes communication, facilitates collaboration, 

improves user productivity, and encourages the user 

to complete the transaction. Users can easily drill into 

information and take action from anywhere instead of 

being forced to navigate complex menus or stylized 

homepages. By granting managers access to the data 

they need to make informed decisions and the tools 

to understand how those data points were formed, 

managers naturally extend their intellectual curiosity, 

increase their critical thinking, and become more 

involved in the business.

Decision Support – Current HR systems tend to be siloed, 

tracking duplicate information in multiple business 

applications. Information silos are created when 

companies manage information in multiple systems—for 

example, human resource and financial systems, local 

or homegrown applications, and third-party or best-of-

breed solutions. Silos may even exist within a single 

application, if the application is not built according to 

a design paradigm that reuses common objects such as 

people, organizations, and business events. Unified HCM 

solutions provide a non-siloed view of all business data 

at the point of process with built-in decision support, 

such as hyperlinks, drillable numbers, inline look-ups, 

and embedded graphical analysis tools that can slice and 

dice any information in the system according to different 

business needs.  

Unified HCM solutions are designed 
with mobility in mind and open 
integration standards—a simple, 
consistent, intuitive user experience 
that easily ports to mobile devices.

Open Integration Standards – Most HR applications 

were originally designed as standalone solutions. As a 

result, entire functional areas such as recruiting were 

often designed as massive processes, making it difficult 

to integrate to other systems. One customer might 

want to create job requisitions in the HR system and 

then post them to a job board, while another customer 

might want to create job requisitions externally and 

pull them back into the HR system as an open position. 

And both customers have to deal with a rigid block of 

tangled process logic that was extremely difficult to 

untangle. With clear entry and exit points, unified HCM 

solutions are designed as small, encapsulated chunks 

of functionality that can be configured into business 

processes or incorporated by web services to or from 

external systems. This allows customers to outsource 

process steps with surgical precision and minimizes the 

integration impact as new features are added.

Mobility – The mobile device is commonly referred to as 

“the desktop of the future,” and with the popularity of 

the iPhone, Droid, and other smartphones, the current 

trends certainly seem to point that way. Modern Web 2.0 

standards allow today’s technology solutions to deliver 

business processes on any mobile device, which enables 

business people to connect, collaborate, and add value 

to the business from any location. Unified HCM solutions 

are designed with mobility in mind and open integration 

standards—a simple, consistent, intuitive user experience 

that easily ports to mobile devices. 
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 Unified HCM solutions 
don’t just ‘link’ to social 
media platforms—they are 
inherently social in every 
process and transaction. 

It’s not enough to know who works at your company. 

Managers need to understand what people are working 

on, if the right work is getting done, if the right people 

are doing the work, what the work is costing, and most 

importantly, the business results of the work being done. 

Your current HR systems hold you back from uncovering 

this information because they are disconnected, built 

with inflexible technology, cluttered with millions of lines 

of outdated programming logic, and cost way too much to 

maintain. In contrast, unified HCM solutions not only help 

you contribute to the execution of the business strategy 

but also demonstrate the value added by HR services.

Unified HCM empowers you to:

1. Uncover problem areas and risks with trend data in 

order to respond quickly to changing business needs, 

such as:

•	 Business units or managers consistently losing  

top performers;

•	 Business units and employees not meeting 

performance goals;

•	 Skills shortages across the organization;

•	 Gaps in the leadership pipeline; and,

•	 Potential retirement risk in the next two to five years.

Social – Most business applications today incorporate 

”social” in their marketing messages and may provide 

a link to an existing social media platform from the 

application. However, linking to a social media platform 

from a business application provides little business 

value unless it helps people perform their work faster 

and with higher quality. Unified HCM solutions allow 

business users to easily find and connect with colleagues 

or associates based on faceted search criteria. Managers 

and administrators can comment on transactions and 

business processes. Employees can work in teams 

that are independent of their reporting hierarchy, and 

their progress can be tracked against team goals and 

organizational initiatives. The applications are designed 

to communicate and integrate with other applications. 

In other words, unified HCM solutions don’t just ‘link’ 

to social media platforms—they are inherently social in 

every process and transaction.

The bottom line: You need a unified HCM solution to 

provide operationally relevant information and services 

that support the needs of your business.

How Will Unified HCM Help Me Deliver Real 
Business Value?

Remember what we said at the beginning: When your 

Human Resources organization directly contributes to 

the execution of the business strategy, it adds value. A 

huge portion of total enterprise resources are flowing 

though the workforce. To be operationally relevant, HR 

systems should provide insight and decision support to 

line managers on their operational challenges. The most 

valuable information is not who works here. The real value 

is in the question: How are we creating value with the 

labor we are paying for?
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2. Optimize resources for certain business conditions or 

a set of business constraints, such as:

•	 How do we mobilize talent across the organization?

•	 How can we reduce workforce cost?

•	 What will our leadership bench strength look like 

in two years? 

•	 Where should we develop targeted capabilities?  

3. Take advantage of pervasive contextual business 

intelligence to help answer complex questions, such as:

•	 Which jobs drive the highest value?

•	 What are the key factors for the loss of top 

performers?

•	 What makes an employee a top performer?

Imagine empowering your business users with the tools 

they need to answer these and other questions with a 

few clicks of the mouse.  

Are There Any Unified HCM Systems Out  
There Today?

Traditional HR solutions fail to deliver operational 

relevance for three reasons: 

1. They are typically implemented with bolt-on 

talent solutions, resulting in information silos. 

2. They lack an embedded business intelligence 

framework, so deriving decision support information 

requires a great deal of technical expertise.

3. Customers are required to upgrade to the latest 

version to take advantage of new capabilities, a 

prohibitively expensive and complex process. 

Best-of-breed talent management solutions offer impressive 

capabilities, but lack the underlying business information 

needed to support strategic workforce planning.

That’s why both types of solutions—traditional HR and 

talent management—are moving toward a more unified 

HCM model that includes workforce information, talent 

management, and spend analysis. In short, traditional ERP 

vendors realize talent management is a core business 

function, and talent management solutions realize they 

need access to core business data in order to offer 

effective decision support. 
 

Only Workday HCM is designed to solve modern  

business challenges.

Core HRMS
Now offering

talent management
functionality

Talent 
Management
Now offering core 
HR functionality
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Built with the business user in mind rather than the 

back office, Workday provides decision support on the 

full data for each worker, allowing you to truly know 

your workforce, and for them to know you. A single 

profile for each worker contains everything about them 

and everything you spend on them, allowing economic 

analysis and optimization that talent management suites 

cannot deliver. With Workday, the cost of those point 

solutions can be eliminated.

Workday is delivered on a software-as-a-service model, 

which means you get continuous innovation at no 

additional cost. A single system that is easily configurable 

to your organization and doesn’t require costly 

customizations that must be re-engineered with each 

functional upgrade.

Workday HCM

Workday delivers a unified HCM solution for optimizing 

your investment in the people doing the work of your 

organization. Workday gathers all your workforce, talent, 

and spend data in one system, giving you visibility into 

trends that make a difference. 

Additionally, you can go from insight to action in that 

same system, making the moves you need to optimize 

your spend on work. For the first time, you have a 

management tool for the people part of your business 

on par with accounting tools like financial statements 

or sales forecasts or cash flow analyses. Data becomes 

discovery, discovery becomes insight, and insight 

becomes action.

 Workday gathers all your 
workforce, talent, and spend 
data in one system, giving 
you visibility into trends that 
make a difference. 


