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Comment

Professional services organisations live or die by the
quality of their staff and the ability to maximise their
fee-earning potential. This puts HR and project
management at the core of their competencies.

This issue of Industry Reports helps HR
professionals optimise their staff recruitment and
development at a time when the competition for high-
calibre people has reached new levels.

It features new survey data from PMP Research
(pages 4-7) on the primary investment areas for HR
departments.

It includes expert comment from Beth Patterson and
Steve Lindsey of Deloitte (pages 16-18) on the best
way for HR to gather the hard analytical business data
expected of key corporate players. And it features a
case history (pages 10-15) of how consultancy firm
Mott MacDonald pulled together its HR and financial
data using Lawson software.
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are unable to accept, and hereby expressly disclaim, any liability for the consequences of any inaccuracies, errors or omissions in the information contained within this report, whether occurring during

the processing of such information for publication or otherwise.
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HR faces up to new
demands

Cliff Mills reports on research into the changing role of HR in
professional services organisations.

Professional services organisations live and die by the quality of their staff
and their ability to maximise the use of employees on fee-earning
assignments. With intense competition in the market for high-calibre
people, the HR department has a key role to play in developing good-
quality processes for staff recruitment, development and retention. In
addition, maximising the efficiency and deployment of employees requires
the adoption of effective project management and professional services
automation (PSA) tools. To find out how successful professional services
firms have been in both these areas, PMP Research interviewed a cross-
section of leading companies for their views.

The primary investment areas for the HR department are employee
performance management, mentioned by 28% of the respondents,
recruitment (24%) and learning management (20%). Also high on the list
are the internet-enabling of HR activities and processes (26%) and
replacing existing HR administration systems (20%).

This latter area reflects the increased demands being placed on the HR
function and the need to make routine work less onerous. This ties in with
the fact that the major driver for investment in HR systems is the need to
improve HR operational efficiency — mentioned by 58% of respondents —
and the development of self-service facilities (34 %).

Improving staff retention and recruitment is cited by 36% of the
organisations. Compliance and regulatory issues are also seen as a major
investment driver by 24%, and providing a more strategic focus for HR
activities by 22%.
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Half the organisations do not measure the return on investment (ROI) for
their HR systems spending. Just 10% of companies routinely calculate
ROI on all HR system implementations, with a further 8% doing so for
major developments.

This may be concerning because many companies are considering a
totally new approach to HR called human capital management (HCM) —
which takes HR’s strategic input to the next level by emphasising that
employees are an asset to be managed, rather than a cost to control. Of
the companies interviewed, 12% have already adopted this approach with
a further 12% considering it (see Figure 1).

The focus for many professional services organisations is to retain and
develop their staff. To this end, 47% of companies have a ‘talent
management’ strategy in place, with a further 18% planning to introduce
one.

In addition, while 72% of organisations have implemented a system that

Is your organisation considering implementing an HCM approach?

Are looking at implementing
an HCM approach

Have already implemented

an HCM approach No plans

Don’t know

Not familiar with HCM

Source: PMP Research
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provides up-to-date information on employees’ skills and competencies,
there are mixed feelings as to their effectiveness. While 17% and 33%
respectively feel they are ‘very easy’ or ‘easy’ to use, a further 6% and
19% respectively think it is ‘very difficult’ or ‘difficult’ to allocate resources
and the skillsets of their consultants/personnel to projects.

The main motivation for using project management tools is seen as
improving resource allocation on projects, cited by 78%, followed by
improving project visibility — mentioned by 68%. Reducing milestone
delivery risks (50%), along with creating metrics for use on subsequent
projects (48%), are also seen as key goals.

The integration of project management software with other key
applications can greatly improve the visibility of information in an
organisation and prevent errors when transferring data between
applications. Overall integration levels are still relatively low (see Figure 2),
with financial systems showing the highest level — 34% of respondents say
they are ‘well integrated’ or ‘very well integrated’ with their project
management software.

Human resource and procurement systems show much lower levels of
integration and very few companies have close links between their PSA
and their project management software.

There are mixed views on the impact of compliance and regulatory
legislation. International Financial Reporting Standards (IFRS) and the
Companies Act 2004 have had the most effect, with 43% and 42%
respectively stating they have had a major impact on their organisation.

The attitude to Sarbanes-Oxley legislation depends on the structure of
the company, with 43% of organisations seeing a major impact, compared
to 31% who have seen little or no impact. The Freedom of Information Act
also attracts mixed responses, with 31% seeing a major impact compared
to 27% seeing little or no effect.

Half the respondents feel the HR department has had little involvement
in overseeing the implementation and observance of governance and
compliance issues, against 24% who say they have had a significant role
to play.
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O O O O O
How well do your project management systems integrate with the following systems?

Mean 2.1

HR systems 44 ‘ 10 ‘
Mean 3.0

Financial systems 6 | 2 |4
Mean 1.9

Procurement systems 48 ‘ 12 ‘
Mean 1.7

Professional services
automation (PSA) systems

0% 20% 40% 60% 80% 100%
Percentage of respondents

M Very well integrated Little integration
Well integrated No integration
[l Moderate integration Don’t know

Source: PMP Research

The major challenges here for the HR function are seen as finding
sufficient resources and time for governance and compliance projects;
achieving consistent governance and compliance standards across the
organisation; and training and educating staff in governance and
compliance issues.

In conclusion, it is clear that the HR department is trying to move away
from its past role of simply implementing and administrating corporate
policy, to a more strategic function within the organisation. If successful,
HR can then go on to adopt new management concepts — such as the
current trend to see employees as an asset to nurture, rather than a cost
to control. In addition, the importance now attached to corporate
governance and compliance and regulatory issues means this is an area
where HR will have a much more central role to play in the future.

m CIiff Mills is research manager with PMP Research. Tel: 0870 908
8767. Email: cliffm@pmpresearch.co.uk.
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Lawson Software

Lawson is a leading provider of collaborative industry-tailored enterprise
software solutions designed to improve organisations’ business
processes. The open architecture of the solutions offers users the choice
of directly deploying a pre-configured solution, or customising the
product offerings to conform to their business processes.

Lawson’s solutions include financials, HR, procurement, enterprise
performance management and services automation. Lawson has over
2,000 customers worldwide, has global headquarters in the US and
European headquarters in the UK, and partners that serve South
America, Europe, Asia, Africa and Australia.
®m | awson Financial Suite is an integrated, web-enabled set of business
applications for medium to large service enterprises. It aims to shift the
focus of the financial team from data collection and management to
budget strategy and analysis. The suite includes accounts payable and
receivable, asset management, financial reporting self-service, general
ledger, lease management, payables management, project and activity
accounting, strategic ledger, budgeting and planning, grant management
and time and expense modules.
®m | awson Business Intelligence suite provides solutions for interpreting
and making sense of an organisation’s key ‘numbers’. It includes a
budgeting and planning solution, enabling users to conduct budgeting,
periodic forecasting and dynamic planning. The reporting solution
includes Smart Notification, Reporting Services, Scorecard, ProcessFlow,

Analytic Architect and Lawson Data Marts.

COMPANY m Lawson Services Automation suite helps
Turnover (UK) N/P professional services organisations and
Turnover (W) $363m corporate service divisions optimise their
Profit Before Tax (UK) N/P processes, from opportunity to delivery.
Profit Before Tax (W) N/P The suite includes Services Automation,
Number of Employees (UK) | 120 Portfolio Manager and Time and Expense
Number of Employees (W) |1,600+ software.
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PRODUCT
Name Lawson Software
First installed (year) 1995
No. of UK sites/new sites last 12 months AOR

No. of World sites/new sites last 12 months 2,500 — AOR

Financial services, retail, professional
services, public sector, technology

v8.1 — Dec 03
Unix, Windows, iSeries
Database independent

Key markets

Current version — date of release
Operating system(s) supported
Database(s) supported

Min/max no. of users supported 10-1,000+
Implementation timescales AOR
Does product support employee self-service? Yes
Does product support a portal-based environment? Yes
Does product support internet submission of Yes

payroll/tax details?

Can product operate in a web services environment? | Yes

Services Automation includes opportunity management, which allows
users to manage their pipeline; project management, which provides
strategic analysis of current investments and opportunities; and resource
management, which lets users analyse their resource capacity. Portfolio
Manager provides a side-by-side analysis of all engagements, whether
they are active projects or new engagements coming down the pipeline.
It can help users determine which opportunities will deliver the greatest
margins. Time and Expense gathers all time and expense information in
one place, accommodating traditional employees, offsite workers, non-
employees and international staff.

Lawson says its industry focus and adaptable product design
supports rapid enterprise deployment. Lawson believes that knowledge
of its target services industries allows its industry-focused services
teams to implement the software with an in-depth understanding of the
business needs of the client, thereby reducing time, effort and expense.
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Mott MacDonald
builds on success

Engineering consultancy Mott MacDonald has adopted an
integrated IT system to help it manage globalisation and
growing business demands.

Mott MacDonald is an independent engineering, management and
development consultancy. The company has a heritage stretching back
to the late 1890s when two of its founders, Basil Mott and David Hay,
were working on the construction of London’s underground railway
network. They formed a partnership which saw the birth of a company
that today has over 9,000 staff in more than 100 countries.

Mott MacDonald is now contributing to a spectrum of developments
around the globe - ranging from urban regeneration in the UK, river
basin management in central Asia and transport systems in Taiwan and
the US, through to healthcare initiatives in India and Africa, education
planning in China and environmental capacity building in Romania.

Challenges and opportunities

With its diversity of projects and staff in numerous countries, Mott
MacDonald needed a solution that would integrate all aspects of the
business and provide fast reporting in multi-currencies.

The need to capture and disseminate accurate information fast,
whether that be financial or HR information, was a key driver. To have
better control over that data and to standardise the processes for
capturing and sharing it were important to the business. Mott
MacDonald wanted to improve its decision making by having access to
fast and reliable information from across the global organisation.

It chose the Lawson solution and worked with Lawson to adapt the
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the globe

system to its specific requirements where necessary, building a strong
inhouse development team. That team has continued to work closely
with Lawson since implementation on upgrades and system
enhancements using new technologies where added value to the
business can be proved.

Financial solution
As a global organisation with projects in more than 120 countries, Mott
MacDonald found the capture and presentation of information was
mismatched and there was often a conflict with the data. The Lawson
solution has made it easier for project and other managers to access
accurate, up-to-date information, leading to better decision making.
“The project managers are able to manage their projects more
effectively and can use the solution to input information on their project
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themselves, which has
led to an increase in data
accuracy,” explained
Andy Newman, group
credit manager.

There has been a
significant reduction in
project losses over the
five years that the system
has been in place, driven
both by better
information and
increased awareness of
the need to deliver
profitability. With about
one in 10 employees
using the project
manager desktop, there
are approximately 800
users in total worldwide.

Mott MacDonald
worked with Lawson to
mould the financial
solution to meet its specific needs and now has a more efficient process
for capturing, analysing and reporting its financial data. Lawson’s
General Ledger allows the company to customise reports to match its
requirements, and manage multiple reporting cycles, all while complying
with statutory regulations. Monthly management reporting deadlines are
now within a week of each period end and managers have real-time
access to project information.

As a large global organisation, the multi-currency facility offered by the
Lawson solution was also an important part of Mott MacDonald’s
requirements. The ability to capture data in any currency, consolidate in

The new IT system has helped reduce project
losses

PP

a choice of currency,
budget in the most
appropriate currency and
then report in any
currency is where the
company needed to be.

HR solution

As its staff numbers
grew, Mott MacDonald
needed one
comprehensive,
integrated system that
would manage all of its
human resources
requirements.

There are
approximately 200
employees using the HR
solution worldwide. Mott E
MacDonald wanted to be Mott MacDonald needed one comprehensive,
able to capture, retain integrated system
and manage its global
staff information through one source, as well as link staff costs to
financial systems and projects. In addition it needed to be able to
standardise processes and ensure that like-for-like information was held
by HR no matter where the employee was based in the world.

The first step was to make sure that the quality of the data that the
company had was accurate; only then could the system be fully effective.

Lawson Human Resources automates the core administrative functions
of the HR department. With these time-consuming administrative tasks
taken care of and the number of HR processes and forms streamlined,
the department could focus on more strategic initiatives.

©
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HR staff can build an improved database of candidates; analyse the
organisation’s effectiveness using standard benchmarks; and keep up
with continuous change in areas like benefits and regulatory reporting.
The process for graduate recruitment is much easier now that all the
information required can be pulled together within the one system.

Mott MacDonald was also able to look at rationalising its benefits and
insurance packages so that it could put a company-wide policy in place
that would benefit all employees.

Key for Mott MacDonald was the ability to use its HR data to share
resources across the organisation. Previously, individual business units
managed a portfolio of employees; the new centralised system has given
them the ability to ensure that they have the right level and quality of
resource assigned to each particular project. Also, the previous system
provided a limited means of reporting and it was important to improve on
this so that information could be quickly and efficiently shared.

Rachel Marshall, HR information systems manager, explained: “Now
that we use the Lawson solution, there has been a reduction in our
reliance on paper and a significant improvement in the quality of our
data. Also, using the one solution for the various tasks involved, for
example in graduate recruitment, has led to an improvement in time
efficiencies.”

Summary
Lawson’s Financial and Human Resources solutions have provided Mott
MacDonald with a solid foundation on which to run and grow its
business.

Projects are now managed more efficiently. Having an integrated
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“Lawson’s solution underpins what Mott MacDonald does as a business”

solution that enables accurate financial data to be captured and shared
globally through fast, effective reporting has undoubtedly been a
contributing factor in this. The workforce can be utilised effectively and in
turn benefit from a solution that retains and manages HR information
through one source.

As a global company that continues to grow, Mott MacDonald
recognises the value in having a system in place that supports the
business worldwide and grows with it. As always there continues to be a
lot to do but Mott MacDonald is confident that its investment over the
last five years in Lawson, business process changes and developing a
multi-cultural understanding will produce results that match its world-
class reputation.

“Lawson’s solution underpins what Mott MacDonald does as a
business. We now have a solid solution in place that enables us to drill
out all the financial and HR information that we need as a business,”
concluded managing director Keith Howells.
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Data route to
competitive edge

Beth Patterson and Steve Lindsey of Deloitte & Touche show how
organisations can benefit from HR data analysis.

The human resources function has changed. Over the last decade the role
of HR has migrated from an isolated back-office and occasionally
bureaucratic function to one that is viewed and leveraged as a competitive
advantage to achieve strategic business objectives.

Technology has been a critical enabler of this transformation; however, it
is our experience that most organisations do not realise the full potential of
the benefits that technology offers. An immense amount of data is
available within any organisation, but often it is not being leveraged to
identify potential areas in which to gain competitive advantage.

While some organisations have embraced the concept of a strategic HR
function, others still have not. The latter are losing competitive ground and
eventually will be forced to re-evaluate their HR delivery models. The days
of HR solely filling the role of a transactional taskmaster — submitting forms
and filling staff openings — will soon disappear.

By marrying good-quality people information with key business data,
decision makers can gain a better understanding of business processes
and drivers. The four key nuggets in which competitive advantage, or the
‘gold’, can be achieved by leveraging HR data are:

1. Turnover analysis. Understanding turnover and its drivers can provide
an organisation with key information to manage its staffing needs and
proactively manage the associated costs. Significant competitive
advantage can be gained in the marketplace if an organisation proactively
manages and controls its turnover.

The widespread focus on talent shortages in the late 1990s helped to
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put HR practices in the spotlight and to gain HR leaders a seat at the
executive table. The ageing workforce (see Figure 1) and the low
unemployment rate, in conjunction with other shifting demographics of the
workforce — mass exodus of baby boomers, increase in minority
representation, etc — and the huge demand for technical skills, forced
C-level executives to educate themselves on the importance of culture as
a key differentiator in the marketplace.

2. Cost analysis. Aside from the obvious cost implications that
employee turnover presents, consider additional costs such as labour,
benefits, incentives, etc. Labour cost is usually one of the largest
expenses, if not the largest, for most organisations. Instant access to
labour-cost information is critical to determine not only how vital resources
are allocated, but also whether the organisation is successful in its hiring,
retention and development practices.

As with turnover, by comparing trends and ramp-up costs for new hires,
a cost per employee can be calculated to include both opportunity and
new-hire training costs.

3. Workforce planning. Competitive advantage is achieved by having the

Percentage of

workforce
30% - 1980
250, ] 1996
’ M 2006

20% |
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necessary business-related talent available to execute your business
strategy. Workforce planning is the constant review and management of an
organisation’s workforce needs.

Effective workforce planning is achieved when the process of
maintaining current workforce data, forecasting future workforce needs
and identifying current talent gaps is streamlined.

A fundamental function for most HR systems is to build positions and
job descriptions, including the key competencies, educational and physical
requirements and experience necessary to successfully perform a
particular job. Armed with this information, along with an understanding of
the market forecasts and business strategy, an HR leader can more
efficiently source, recruit and staff for future business needs.

4. Employee development. A key differentiator for many organisations is
how well they provide development opportunities for employees.
Employee development provides competitive advantage by (1) enhancing
the skills and knowledge of the workforce and (2) increasing the retention
rates of key employee groups. Employee development occurs in a number
of methods, most notably through formal training programmes and
development assignments.

In summary, once at the executive table, very few HR leaders have been
able to provide the hard analytical data to support strategic business
decisions, even though the data exists. We see HR executives becoming
much more analytical in their approach and much more business focused
with recommendations and guidance.

There is no question that leveraging HR data provides competitive
advantage in the areas of turnover analysis, cost analysis, workforce
planning and employee development. The question that remains is: can
HR provide the analysis in a timely and well-understood format? To survive
in a competitive market, the answer should be a resounding ‘yes’!

m Beth Patterson is a senior manager and Steve Lindsey is a senior
consultant with the US Human Capital Advisory Services practice of
Deloitte & Touche.
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Contact details:

LAWS@N

Lawson Software, Trinity Court, Wokingham Road, Bracknell,
Berkshire RG42 1PL

Tel: 01344 360273

Fax: 01344 868351

Email: information@lawson.com

Website: www.lawson.com

WANT MORE INFORMATION?

To register to receive Industry Reports please visit the online
registration page at
www.conspectus.com.

For more information about Conspectus publisher PMP (UK) Ltd
and its services please visit PMP's home page at
WWW.pmp.co.uk.

PMP'S FREE PUBLICATIONS:

Conspectus is the only report which authoritatively addresses a
different IT topic every month. It is acknowledged as one of the
leading journals in the IT industry and is used by many
organisations to help them in their selection of IT software and
technology. Please click here to subscribe.

PMP Conferences:
www.conferencepage.com.

PMP Research:
www.pmpresearch.com.




