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Introduction

HR professionals lead the charge at organisations worldwide

to drive meaningful change, create value, and positively impact
the world of work. In order to succeed, they need expertise in
what the CIPD Profession Map calls “core knowledge areas.” One
of the most important of these is defined as “technology and
people.”

Technology isn’t going anywhere, and development is only
getting faster and more complex. Expertise in “technology and
people,” according to CIPD, demands that HR professionals
stay on top of the tech that’s currently available and what’s in
development.
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Being tech-savvy in HR also means having an in-depth
understanding of how you can integrate certain technologies
into an organisation’s daily workflows and people operations. It
means clearly understanding how to use and apply tech across
the business to boost agility, automate processes, and narrow
skills gaps (e.g., introducing an intelligent chatbot to CS and
Sales teams to build workforce knowledge and cut down on
training time).

But how can HR professionals leverage HR software and people
data, and how does the way they use it change according to the
size of their organisation? This joint research by CIPD and HiBob
explores the close relationship between people technologies
and how they boost efficiency in the workplace.


https://www.hibob.com/resources/
https://www.cipd.org/uk/views-and-insights/thought-leadership/insight/ai-chatbots/
https://www.hibob.com/hr-glossary/hr-software/
https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/core-knowledge/technology-people/
https://www.cipd.org/uk/the-people-profession/the-profession-map/explore-the-profession-map/core-knowledge/technology-people/

Organisations of all
sizes use similar HR
tech and people data

Despite larger organisations using more people metrics and tech
to support a larger variety of HR programs than their smaller
counterparts, the ways in which different-sized organisations use
the data and tech are very similar (see the light and dark bars in
Figure 1 and Figure 2).

In this study, we separated respondents’ data according to
organisations’ size, defining medium-sized organisations as
those with 50-165 employees worldwide and large organisations
as those with over 5,000 employees worldwide. For the sake

of brevity, we’ve omitted organisations between these two
sizes. However, the study showed that larger organisations tend
to use a wider variety of HR software and workforce metrics.
Additionally, for clarity, respondents who did not say “Yes,”
responded “No” or “Don’t know.”
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According to the research, organisations with 50 or more
employees use HRIS and payroll software more than any other
variety of people tech (see Figure 1). While recruitment still
stands as HR's most well-known responsibility, respondents at
large companies reported using recruitment tech twice as much
as their counterparts at medium-sized organisations.

Furthermore, when we look at the free-field responses,
respondents at large companies often talked about their
organisations using paid applicant tracking systems (ATS) as
opposed to other kinds of recruitment tech (e.g., free social
networking platforms).


https://www.hibob.com/resources/
https://www.hibob.com/hr-glossary/hris/
https://www.hibob.com/research/research-hr-tech-improves-modern-hr-functions/
https://www.hibob.com/hr-glossary/applicant-tracking-system/

Figure 1: Availability of HR software or platform where activity is within HR remit (by respondents’ organisation size)
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UK decisionmakers with HR responsibility. For each HR remit (X, Y), X is the base for those from organisations with 50 to 165 employees globally
while Y is the base for those from organisations with over 5,000 employees globally: recruitment (226, 225), learning and development (157,

191), performance management (152, 191), people analytics (109, 188), employee engagement - surveys (148, 203), onboarding (163, 189), employee
engagement - social plaform (148, 203), workforce planning (89, 166), reward and recognition (143, 211), work scheduling (93, 109), payroll (151,

187), HR systems (206, 234).
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It’s also interesting to note that according to Figure 2,
respondents at organisations of all sizes said they report on

and compare absenteeism rates with quality or cost of hire. It is
evident that the majority of HR leaders today consider comparing
these metrics a top priority: Respondents from both medium

and large organisations reported on the comparison between
absenteeism rates and quality or cost of hire, with the difference
in the rate of reporting standing at only 6.7 and 7.1 percentage
points, respectively.

However, respondents from very large organisations said they
reported on pay gaps at more than twice the rate of their
colleagues at medium-sized companies. This may reflect the
statutory reporting obligations to which England, Scotland, and
Wales hold large organisations.
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Today, more companies of all sizes are adopting HRIS/HCMs
and other HR tech. This allows HR tech vendors to step up and
narrow the workforce reporting gap—especially at mid-sized
companies. An HRIS’s intuitive dashboards and automated data
collection help can ease processes, lower HR team stress, and
increase companies’ use of hard data (see Figure 2) in critical
decision-making.



https://www.hibob.com/resources/
https://www.hibob.com/blog/how-to-be-a-great-hr-leader/
https://www.gov.uk/government/publications/gender-pay-gap-reporting-guidance-for-employers
http://HR tech

Figure 2: Workforce metrics reported to management (by respondents’ organisation size)

54.8%
Number of formal disciplinaries and grievances _060.9%
_ 67.7%
A T | 7 .4%
. : 31.6%
st O e N 35 7%
60.9%
ROy oSt | 70.3%
63.3%
Employee headcount Change | 3. 1%
19.0%
Career path ratio (lateral movement vs promotion) — 39.1%
, 26.9%
Oy T N 7 4%
_ 61.2%
Sy e O O |  G2.7 %
o 36.4%
oy e M Ao | 5°. 4%
: _— . 27.2%
T om0 T | 55.5%
_ _ 37.4%
Oy o O e POt ST () | G5 5%
28.6%
Pay gaps Dl 64.3%

37.1%

D oS | 76.7°%

. > 5000 employees worldwide 50 - 165 employees worldwide

UK decisionmakers with HR responsibility from organisations with 50 to 165 employees globally (base: 294) and with over 5000 employees globally
(base: 266).

Guides by Bob | Visit our Resource Center


https://www.hibob.com/resources/

The relationship
between effective HR
tech and levels of use

The level of HR tech adoption across an organisation depends
on how effective it is and how satisfied HR professionals (and
other employees) are with it. We asked survey respondents to
let us know if people in their organisation make good use of
technologies to enable them to work effectively, on a scale of 1
(strongly agree) to 6 (strongly disagree).

Figure 3 shows respondents’ satisfaction levels with HR tech often
pivot between satisfied (2.4) to fairly satisfied (3.4). Interestingly,
when we asked respondents to consider how well they see
themselves and their teams using HR tech at work, their rates of
satisfaction with HR tech didn't vary as much.
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Considering respondents’ answers, we concluded that one of
the best ways to make the most of HR tech (and any other
technologies you may use in the workplace) is to ensure a
superb digital experience for anyone who uses it. Employee
satisfaction with technologies also depends on how intuitive the
tech is for people who don’t use its self-service features on a
regular basis.


https://www.hibob.com/resources/
https://www.cipd.org/uk/views-and-insights/thought-leadership/insight/hr-systems-large-organisations/
https://www.cipd.org/uk/views-and-insights/thought-leadership/insight/hr-systems-sme/

Figure 3: Average (mean) satisfaction with HR software grouped by respondents’ perception of whether
people in their organisation make good use of technologies to enable them to work effectively

Strongly agree - 1
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satisfaction with HR software (1 = very satisfied)

Base: 1,174 UK decisionmakers with HR responsibility.
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How to be a tech-savvy

HR pro

The key to becoming a tech-savvy HR professional is
incorporating HR tech and people data into your daily workflows
so that it improves people’s lives in the workplace. Ways you can
do this include:

1. Creating automated workflows. For example, set up trigger
reminders for recurring HR tasks and processes like onboarding,
offboarding, and compensation reviews to ensure getting tasks
done at the right time by the right team members.

2. Examining existing data sources. Before conducting another
pulse survey, study the data you already have to understand how
your workforce feels about specific workplace issues. To examine
your existing data, you tap into your HRIS (or other HR tech’s)
analytics, listen carefully to conversations with employees, and
check out what people are saying about their experience with
your organisation on social media platforms and job sites like
Glassdoor.
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3. Pay attention to the HR tech your colleagues are using. How
are your HR colleagues using tech to enhance and evolve their
professional acuity? Bear in mind that different people may use
technology differently. It’s essential to consider how you can use
people tech to boost your career, improve your workforce’s daily
experience, and keep everyone future-ready.


https://www.hibob.com/resources/
https://www.hibob.com/hr-glossary/offboarding/

Summing it up:
Modern HR tech is
vital to achieving
positive business
outcomes

While larger companies tend to have more budget for HR tech,

it’s important for companies of all sizes to prioritize it. Being
future-ready in HR depends on adopting and adapting to new
technologies in the workplace. Long-term business success
depends on it.
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Meet Bob

At HiBob, we’ve built a modern HR platform desighed for modern In a short time, Bob can be deployed to enable communication,
business needs—today and beyond. collaboration, and connectivity that drives stronger engagement,

We focused on building something robust yet intuitive and easy
to use, which has led Bob to be the company culture platform of
choice for thousands of fast-growing modern, mid-sized organisations.
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For HR For managers
It automates many common processes, It provides access to data and
allows greater oversight and visibility of the insights to help them lead more
business, and centralises all people data in effectively and streamline processes.

a secure, user-friendly environment.
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productivity, and business outcomes.
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For employees

It’s the tools and information they
need to connect, develop, and
grow throughout their journey.
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Now 1s the time to make smarter
decisions when it comes to
your people and organisation

To learn more about HiBob and our data-driven tools, get in touch
with us at contact@hibob.com

SCHEDULE A DEMO
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NEW YORK AMSTERDAM TEL AVIV LISBON BERLIN
275 7th Ave, Vijzelstraat 68, 28 Ben Avigdor St. Avenida Liberdade Factory Berlin Mitte,

New York, 1017 HL Amsterdam Tel Aviv 36, Piso 7,1250-147 Rheinsberger Strasse
NY 10001 Netherlands 6721848 Lisboa, Portugal 76/77, 10115, Berlin

SYDNEY
Redlich, Level 65 19

Martin Place Sydney
NSW 2000

bob

hibob.com

LONDON
The Buckley Building,

49 Clerkenwell Green,
London ECIR OEB
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