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Chris Keach:  Good morning, good afternoon or good evening, depending upon where you are in the world, and welcome to today's webcast, "Unlock Your HR Department With an Open Systems Approach," featuring Bersin by Deloitte and IDC. I'm Chris Keach, and I'll be your moderator today.  We have just a few brief announcements before we begin. 

First, this webcast will be interactive. At the bottom of your console, you'll see a number of widgets that will allow you to have greater control over the way you view today's webcast. You can also submit questions at any time by typing them into the Q&A box and then clicking the Submit button. Please note that we'll answer as many questions as we can during the question-and-answer session at the end of the webcast, but if we're not able to get to your question today, we will respond to you directly shortly after the webcast is over.

Also, to download today's slides, just click on the Resource widget and you'll see the Download Slides link. At this time, we recommend you disable your computer's popup blockers. This will allow the slides to advance automatically throughout the event. 

And if you're experiencing any technical difficulties, please visit our webcast help guide by clicking on the Help widget below the presentation window. In addition, you can contact our technical support help line, which is also located on the Help widget.

And now, let's move on to the presentation, "Unlock Your HR Department With an Open Systems Approach," featuring Bersin by Deloitte and IDC. Discussing today's topic, we have Josh Bersin, principal and founder of Bersin; Lisa Rowan, research vice-president, HR and talent management services, IDC, and Rob Ingram, senior product manager, IBM Smarter Workforce. Welcome, Josh, Lisa and Rob, and I'll now turn things over to Rob to get us started. Rob?

Rob Ingram:  What is an open systems approach? This is pretty common in the industry of technology and other realms outside of HR, and it's really something that we think in IBM is important for HR professionals to consider as they're building out their IT environment.

Open systems allow different vendor systems to connect together through a unified approach, unified interfaces and unified data formats that allow information to flow around freely between disparate systems. 

At IBM, we're introducing this for HR under the umbrella name of Open HR, and Open HR really is about connecting applications and content as well as data from multiple systems to provide the best systems that you want to put together that's tailored to your particular organization, and giving you the choice you need so you don't have to go out and choose everything from a single vendor, as you might have thought was necessary.

Josh and Lisa are now going to take us through what's going on in the landscape of HR from their perspective, to give you some real insights on what's going on. I'll be back later to describe a little bit more detail on what Open HR can deliver.  Josh?

Josh Bersin:  Thank you, Rob. I think this is a really important initiative for everybody to learn about, and I want to spend a couple minutes explaining to you why the word "open" is such an important topic in HR.
As you can see from this picture, which is a little bit complicated, HR is actually a much more complex function than you might understand. Even small companies and medium-sized companies have an environment that's just as complex as this. In the middle of the HR world is the world of payroll and HRMS and core HR systems because of course if we can't get people paid, we're not doing our jobs at all. 
But you can see just in that world alone there's many different systems and service providers and applications that have to be included, including payroll, benefits, 401(k), time and attendance, mobile applications, how we manage our daily life and even sensor information that's now being a part of the world of work and soon the world of HR.

And as HR organizations try to manage those core functions and those core services, they also have to deal with recruitment. They have to deal with assessment and talent management. They have to deal with learning and the world of learning content, and then the world of employee feedback and engagement.  And that's what I'm showing around this center box.

So as you can see, in each one of those areas--recruiting on the upper left, performing and talent management on the upper right, learning on the lower left and then engagement and feedback on the lower right--there are a myriad of solutions that are part of the HR infrastructure that companies need to adopt. So even if you're a medium-sized company or certainly if you're a large company, you're going to have a lot of recruitment applications. You're going to have data coming from these applications. You're going to have recruitment data coming from candidates, and you're going to be dealing with advertising, reference checking, external marketplaces and social networks. All of which, by the way, are separate systems, proprietary in nature, with some form of application program interface. 

On the upper right, you can see all the internal data that you collect inside HR as you decide how much to pay people, whether to promote someone, to give someone a performance rating, and move them from role to role. That's creating an enormous amount of data, too, and there's external data coming from assessment providers, compensation and data providers, coaches, mentors and others.

On the lower left is the world of learning, and the world of learning, as many of you know, has exploded in the last couple of years with content, almost free content, all over the Internet from experts and MOOCs and learning marketplaces and then in learning systems, like learning management systems, assessment platforms, video learning systems, directories and so forth.

And then of course in the lower right is the commonly used engagement surveys and the whole myriad of new tools that are being used by HR to monitor pulse, feedback, wellness, activity. I just, for example, met with a company yesterday that does behavioral tools for your phone that help you improve your health and wellness. All of which are important in the HR landscape.
And the reason that I think Open HR is such a good idea and so important is there's two problems with this entire ecosystem. The first is data. The data about you as an individual or you as a company or you as a team is all over the place, and so when you want to make a decision about who to hire, who to promote, who to move to a new role, whether somebody needs more training, whether somebody needs compliance, whether somebody's unhappy and why they're unhappy, or why the organization might be struggling in different areas, you as an HR department have to figure out how to collect that data from all these different little boxes, and it's extremely difficult.

Usually what companies are doing is, frankly, downloading files into a CSV and loading it into their core system, but if the Open HR initiative from IBM is successful, all that will happen in a more organized way. 

And of course, in a large organization there are security issues of who's allowed to see what. There are organizational issues, so that when data comes in, say, from the survey, the engagement survey, that may reflect an organization's structure that existed at the time of the survey but has changed. And then of course there's issues of who at what levels gets to see what information.

So all of those interchanges of data have to be architected, and that's the purpose, I believe, of the Open HR initiative.

The second reason that I think the Open HR initiative has the potential to be so powerful is that one of the biggest problems we have in the HR technology world is making these systems easy to use and actually making them engaging. 
We've done research the last couple of years and uncovered that one of the biggest challenges at work today is what we call the overwhelmed employee. We are all pretty much overwhelmed by our phones, our emails, our conference calls, our webinars like the one we're on today, and all the other things that are happening and coming at us at work. The last thing we want is a bunch of new systems from HR that we're supposed to do to finish our compliance, to fill out our forms, to do our ratings, whatever it may be. 
If those systems aren't easy to use and highly engaging for the employee--not for the HR department, for the employee--they typically are not used, or they're not used well and the data that's put into them is not very accurate or useful.

So hopefully as the IBM initiative takes hold and companies do more integration, you as an organization and your consulting partners will be able to build a much more seamless, integrated environment for all of your HR applications. 
The final thing I'll just say as I wrap this up is that the HR function is going through a major transition. Most of us in the HR world understand that HR started as an administrative personnel back office part of business. Today, HR organizations are expected to be valued consultants on talent issues. They're expected to have data about the organization to make proactive, data-driven recommendations on hiring and promotion and talent mobility and comp and all the different things that we do on the people side of the business. And more and more, HR is being asked to make decisions about productivity. How should we reorganize this team to make it more productive? How can we drive more innovation into the organization? How can we create more creativity and attract Millennials? Those are all issues that require a seamless, integrated set of tools that we offer to employees, and the marketplace is not integrated, so we need initiatives like IBM's to help pull all these together.
So I think this initiative from IBM has an enormous opportunity. There's clearly a lot of need for this, and I would applaud IBM for taking on such a large task and trying to build interfaces between many of these different systems. Lisa, over to you.

Lisa Rowan:  Thanks, Josh. I think you set up very well what I was going to share with everybody this afternoon. I want to put some numbers around what we're looking at. We're all at all the HR conferences and we attend webcasts like this, and we understand that a lot of vendor solutions out there are coming out as suites. So you could get recruiting and learning, etc., from a single vendor. You could have core and talent together. 
But the reality is that that's not the case. That's not the way that organizations are adopting HR technology, and why an open approach like that from IBM with Open HR is so important.

In my first little vignette here, if we look at the various talent areas--and Josh's slide had a great view of everything involved with learning, everything involved with recruiting--there's performance, there's succession, there's compensation, etc. If we look at the competitive landscape, no one vendor has dominance across all of those. So the average market share that IDC puts together every year tells us that the average market share in each area, or the largest market share, is 16 percent. Which means that most of you out there have somebody for recruiting and somebody else for learning, etc., and that means that learning is not talking to recruiting, recruiting is not talking to compensation, performance management is not talking to everybody else. And by the way, you probably have a whole set of capabilities out there for pre-hire assessments and background checking. All those various little boxes that Josh had on his prior slide.
And as a result of all of that different capabilities, what I've seen when I've been out talking with a variety of different organizations of size pertaining to their environment, I found out that on average--it sometimes is quite a bit more, but on average--if you look at Fortune 1,000 firms, they have about 23 different HCM applications or services in place. It's just amazing how do they manage all of that. 

And last but not least here in terms of my little facts and figures here, there's not a huge amount of interest out there in the buying public to consolidate on a single vendor. About 40 percent of firms are saying they have no interest in coming to a one-stop HCM solution. And even if they were, you cannot get everything from one vendor. 

And so, the reality is we're out there in a very heterogeneous environment. As Josh talked about, employees, managers, recruiting, etc., are using a ton of different applications every day. There isn't any major thrust that this is going to change in the very short term. And so, somebody has to do something about it because it's running out of control.
Add to all of the applications, all the services, you bring in social, you bring in mobile, and your head can spin in terms of all the different interfaces, ways in which the workforce and management are going to have to interact with workforce-related application systems and data. 

And so, that is why I think it's so important, and I really think that IBM is taking a very visionary step with Open HR by recognizing these realities and bringing to the table an approach that I think can work. In my view, one of the things that I talk about with the buyers that I work with on a day-to-day basis when they're looking at solution providers is I ask them to make sure that they're looking at vendors that what I call play well with others. In other words, have an understanding as a supplier of HCM technology to be able to have a good solution for being well integrated with the rest of the capabilities that HR has to work with every day.
And with that, I'll turn it back to Rob. 
Rob Ingram:  Thank you, Lisa. Let me take you now through what IBM and Kenexa, part of IBM, are doing to address this, and give you an idea of what we're really focused on. We use this term, which we introduced, the Kenexa Open HR initiative, and its really high-level purpose is to give you or HR departments choice and flexibility of what products to adopt, when to adopt them and how to manage the investments required to make that an effective set of solutions to address the needs that both Josh and Lisa identified.
I think the first of these is financial and related because essentially the economics of switching out everything to a single vendor, were that to be available, just becomes a very daunting question for many organizations.  It certainly in many cases makes sense to retain perfectly good technology and unify it and reunify these disparate environments and essentially not pour money down recreating systems that are perfectly functional already. And then put the money into things where you really can get payback from the new technologies that are out there. 
A second dimension is that although Josh characterized the world of HR very well, you can probably bet that next year there will be three or four other categories of innovative solutions appearing from the venture capital world, and these solutions will be solutions you may want to adopt because they're really solving new problems that haven't been solved before. So you don't want to be blocked from using things that you haven't yet seen and bringing those into your complete solution. So integrating new HR technology and innovations rapidly is really an important part of future-proofing your investment.

Another part of this that was mentioned is the data. If you can imagine understanding everything about your employees or even identifying which employees would make a best-fit candidate for promotion or a particular job or skill, that data is very likely scattered in many places. And it's also very difficult to analyze and get reports and views and insights from that data. Analytics is an extremely hot topic both at IBM and in the industry as a whole, and really what we're really setting about doing in part of Open HR is to really easily analyze data that comes from these multiple system by bringing it together and providing really easy tools, not for specialists and data specialists and analytics specialists but for HR professionals to really use themselves to go explore that data, to discover what they need to do, without having to call on specialists to do that work for them.

These are the outcomes of what an Open HR initiative might lead to. We will probably find that customers will want to choose and focus on pieces of this rather than doing it all at once. 
Let me take you through a few of the initiatives here that we're working on at IBM to give you a taste of what's possible and what's coming. The first of these is really the ability to integrate the user experience for employees, for managers, for HR professionals, and really to bring together the disparate solutions into a common experience so they can sign on to one system and find access to everything they need, to have that customized for their particular role and to bring in the applications that are most appropriate for your organization.

You see two styles of this on this screen, where we have social media, social integration, on the left and we have a recognition system on the right. We have a launch bar that takes you to all the other applications such as recruiting, performance management, learning and so forth. And then the bottom right, you see integration into another third-party performance management system. But all of this has been unified so the user can navigate very quickly back and forth or the manager can go to one place to find all the information they need to help an organization.

We've seen a case of this, talking to customers, where they have in a retail environment a manager that's on the retail floor may have a set of tools that combine their need to recruit and hire people very fast and rapidly, the ability to give spot recognition, the ability to go and check into time and attendance, all from a single dashboard. This is really a good example of why the systems that are all from different vendors need to be brought together for the purpose of making a manager's life just sane and productive.
Another area we're working on is integrating data from different providers so that you can get insights that combine, for example, who are the people that are getting the best recognition and correlating that with their performance or their ratings inside the company from managers, so that you get a 360 view of how they're doing and who might be a best fit when compared to the learning and skills and knowledge. 

So there's a lot of things we're doing at Open HR. We're introducing a few of them now, and there's more on the way at IBM. This is a journey that many of you will have to consider and hopefully you will want to consider with us. I'm going to hand you back now to Chris to see if you have any questions.

Chris Keach:  Thank you, Rob. And now on to the final segment of our webcast, which is the question-and-answer session. As a reminder, to ask a question just type your question into the Ask a Question box and then click the Submit button. Please note that we'll answer as many questions as we can during the time that we have left, but if we don't get to your individual question today, we will get back to your directly via email.

And now let's move on to our first question. Our first question looks like it's for Josh. Josh, we hear so much about analytics these days and HR. Is it possible to pull analytics across different vendor solutions? 
Josh Bersin:  Absolutely. It's not only possible, but it is really a requirement. The problem as I mentioned earlier is that most of the data you want is in multiple places, but the questions you ask and want to answer involve many, many factors. So, for example, if you're trying to figure out why you have high turnover in the sales organization, it could be because of who you hired. It could be because of how much you're paying them. It could be because of the management and the skills and the capability of the management or the experience of the management. It could be because of the training. It could be because of the organizational structure and the span of control.

And the only way you're going to figure that out is to get data about all those different issues together and correlate it against sales performance, and you might find, lo and behold, that there's one thing that has a direct impact on sales productivity that wasn't what you thought. And that's really what we now call people analytics is all about. So if you absolutely have to do that, then initiatives like IBM's and many of the tools on the market are very important in helping you pull that data together.  
Chris Keach:  All right. Thanks, Josh. Our next question is for Lisa. Lisa, besides integration, what else should HR be thinking about to bring things all together, given disparate systems? 
Lisa Rowan:  Sure. That's a good question. I think we've talked an awful lot about technology today, but I believe that HR organizations ought to be looking at their processes themselves before they even look at technology to see how well their processes are integrated. We've got a lot of silos still out there. Recruiting doesn't talk to learning, etc. And I think that having a set of activities or core kinds of functional ideas that bring together the organization so that they start to talk across each other and start to talk together and work together and collaborate, I think that comes before we even start talking about how do we integrate systems. 
Chris Keach:  All right. Thank you, Lisa. Our next question is for Josh. Josh, what are some of the new trends in HR technology that have changed the technology landscape with the advent of the cloud, feedback systems, big data and advanced analytics? 
Josh Bersin:  Well, you hit on a couple of them right there. One is of course the cloud and that most of the HR apps you want now, you can just buy them online and you don't have to install the software and get your IT department too involved. 

The second is that many, many of the most powerful HR apps are in fact apps that run on your phone, and they are organized and designed very, very differently from the web-based systems. So it's very important when you look for new HR solutions that you make sure you're looking for an app version because we spend 50 to 60% of our time on our phones now and not on our computers.
The third is the explosion of data and analytics as part of HR. Almost every app, whether it be learning, recruiting, performance management, succession management, compensation, benefits is now being informed by data. And so, these systems are now recommending things. They're telling you what other people like you do. They're giving you hints. They're using behavioral economics to try to make it much, much easier for employees to do things that will make their work life better without HR having to get directly involved in everything. And of course, giving HR much more data.

And then the final one is something I personally think is really exciting, and that's the explosion of tools for feedback. It used to be, and it usually is true, in most companies people are afraid to speak up to their managers because if they have something that isn't positive to say, they're afraid of being labeled. And sometimes managers are not necessarily open to input on things that aren't working very well. But with a lot of the new anonymous feedback apps, survey apps and even social tools that allow employees to communicate anonymously if necessary, we can get information about the workforce and about the work environment in a very, very rapid, open way that we couldn't get before. And as long as you have an organization that's respectful of that information, you'll quickly learn things that you didn't know about your own company that you can use to make your company better.

So those are all areas, as well as many others, that are really being disrupted by lots of new technology and tools for HR. 
Chris Keach:  All right. Thank you, Josh. Our next question is for Lisa. Lisa, why are buyers still using best of breed? 
Lisa Rowan:  Well, I think Josh just touched on a couple of areas where we're being kind of inundated with new apps all the time. He talked about feedback systems. Those may be separate from what you're using today for other talent functions, so that's a case where it's new, so of course it's best of breed. 
But if we look at some of the older, more established applications, like recruiting and compensation specifically, you've got people within the HR organization--in recruiting you've got your recruiting team; compensation, you've got your benefit and compensation analysts--that are very accustomed to the applications that they use for those different functions. They're highly complex. There's a lot going on, and they tend to be fairly customized, if you will, to their particular way of doing things. And so, there's very little onus on them to want to make a change.

And I'll go back to a little bit the prior question I'd answered about integration. There just isn't as much cross-organizational discussion and collaboration, and so people do tend to stay in their wheelhouse. 
Chris Keach:  All right. Well, thank you, Lisa. We have time for just one more question. This one's for Rob. Rob, how is the HR multi-vendor landscape changing, and how is Open HR more important than ever? 
Rob Ingram:  Well, I think the landscape has changed a lot in the last few years. A number of years ago, a few years ago, some of the bigger vendors were acquiring companies and consolidating the HR landscape in some of the more well-known areas of the HR software space. At IBM we bought Kenexa, and other vendors were bought up. But at the same time, there's been an even faster explosion I think of new companies who are doing really creative things. There are companies that we talk to every day that just amaze me in what they're doing to progress one of these other fields, be that learning or recruitment or talent. 

So I think the pace of innovation is going to continue. We're in a technology market where innovation rules, and it's not always the leading big companies that bring you that innovation, so I think we have to keep our eyes out beyond traditional vendors and watch for new things that may help your business, and try to work with a vendor that can not only deliver those innovations but integrate them into the mainstream things that you already have. That's I think what's changing the most, to me. 

We were talking about analytics earlier, and we actually have a white paper that's available to you, if you want to download it and get access to some ideas or things that you might take as steps, ten critical steps in building that analytics capability into your HR function. There's a link here that you can follow to go get that information. 
Chris Keach:  All right. Well, thank you, Rob, and also thanks to Josh and Lisa. That's all the time that we have for our question-and-answer session for today. If we didn't get to your question, again, someone will get back to you via email. Once again, we'd like to thank all of you for attending today's webcast, "Unlock Your HR Department With an Open Systems Approach," featuring Bersin by Deloitte and IDC. This webcast will be available for replay on demand, and we will send you an email indicating its availability.

That concludes today's IBM webcast. I'm Chris Keach. On behalf of our speakers, Rob Ingram, Josh Bersin and Lisa Rowan, we'd like to thank you for joining us, and we hope you have a great day.
