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As global HR teams navigate the complexities of 

managing diverse workforces, mitigating risks, 

and fostering a dynamic and productive work 

environment, the need to upgrade their capabilities 

has become paramount. In today’s rapidly evolving 

business landscape, emerging HR technologies 

present a transformative opportunity for HR 

professionals to enhance their effectiveness and 

streamline operations. 

This comprehensive checklist aims to guide 

HR generalists in gaining executive buy-in for 

investing in HR technologies. By harnessing the 

power of technology, HR teams can overcome 

challenges, improve decision-making, and elevate 

the employee experience, ultimately propelling 

their organizations to greater heights of success. 

Embark on this journey to embrace innovation 

and unlock the full potential of HR technologies 

in shaping a thriving and future-ready workforce.

F O R E W O R D

A podcast series that shares the experiences, stories, and 

strategies used by people leaders, business strategists, and 

organizational savants in the industry for decades, made available 

to today’s people and business leaders to propel them into the 

#futureofwork.
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Inspiring, informative  
& insightful

T H E  P E O P L E  S T R A T E G Y  L E A D E R S  P O D C A S T

W I T H  S R I K A N T  C H E L L A P P A

https://www.audible.com/pd/People-Strategy-Leaders-Podcast-Podcast/B0B5LWF4C6?qid=1657303657&sr=1-2&ref=a_search_c3_lProduct_1_2&pf_rd_p=83218cca-c308-412f-bfcf-90198b687a2f&pf_rd_r=9VYS5K6VBY9MGHRRZ0B9
https://podcasts.apple.com/us/podcast/people-strategy-leaders-podcast/id1632674832
https://podcasts.google.com/search/People%20Strategy%20Leaders
https://open.spotify.com/show/3tHgTQT8C5MEWP4uFy2qri?si=f25929373d7342a7&nd=1
https://engagedly.com/people-strategy-leaders-podcast/
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A comprehensive needs assessment is the first step towards securing buy-in for HR technology 

investment. This section will delve into the current HR processes, challenges organizations face, and 

alignment with business strategy. By identifying pain points and understanding their impact on business 

operations, productivity, and employee experience, you can pave the way for a more strategic alignment 

between HR and business strategies. This synergy enables leadership to craft well-defined objectives for 

implementing HR technologies, integrating efficiency, employee development, and enhanced operational 

outcomes. Such a holistic approach ensures that HR technology investments not only address immediate 

challenges but also proactively contribute to the attainment of your organization’s strategic goals, thereby 

elevating overall business performance.

S E C T I O N  1

Strategic Need Assessment:  
Identifying the Gaps

1 . 1  I D E N T I F Y  C U R R E N T  H R  P R O C E S S E S  A N D  C H A L L E N G E S

To understand the existing HR landscape holistically, you must conduct in-depth interviews and 

workshops with key stakeholders, including HR Generalists, HR C-suite executives, department heads, 

and employees. This collaborative approach will help identify and map out the current HR processes 

and pain points that different teams and individuals face. Examples of current HR processes and pain 

points may include:

Recruitment and Onboarding: Lengthy and 

manual recruitment processes leading to delays 

in hiring, affecting talent acquisition and time-to-

fill critical positions.

Performance Management: Outdated 

performance appraisal methods that do not 

provide valuable feedback and hinder employee 

development and motivation.

Training and Development: Limited access 

to personalized learning opportunities hinders 

employee skill development and knowledge 

enhancement.

Employee Engagement: Inadequate 

mechanisms for measuring and improving 

employee engagement reduce morale and 

productivity.
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1 . 2  E V A L U A T E  T H E  I M P A C T  O F  T H E S E  O P P O R T U N I T I E S

1 . 3  D E T E R M I N E  D E S I R E D  O U T C O M E S  A N D  G O A L S

Understanding the impact of these HR challenges on your organization is essential for building a compelling 

case for HR technology investment. Assess how these challenges affect your business operations, 

productivity, and employee experience. Potential impacts may include

Once the current HR challenges and their impact are well understood, work closely with your organization’s 

HR stakeholders to define the desired outcomes and goals for implementing HR technologies. Examples 

of desired outcomes and goals may include:

Data Management: Cumbersome manual data 

entry and management processes increase the 

risk of errors and data inconsistencies.

Business Operations: Inefficient HR processes 

can slow down organizational workflows, 

resulting in missed opportunities and decreased 

agility in responding to market demands.

Productivity: HR tasks reduce employee 

productivity, diverting focus from strategic 

initiatives.

Talent Retention: Inadequate performance 

management and employee engagement efforts 

may contribute to higher turnover rates and the 

loss of valuable talent.

Employee Experience: A poor employee 

experience can lead to decreased job 

satisfaction, increased absenteeism, and 

ultimately lower customer satisfaction.

Developing New Managers and Leaders:  

Utilize HR technologies to implement leadership 

development programs and mentorship 

initiatives, nurturing the growth of future leaders 

within the organization.

Enhancing Retention: Leverage HR 

technologies to identify retention strategies, 

implement stay interviews, and create an 

environment where employees feel valued and 

motivated to stay with the company.
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Reskilling Employees: Implement a learning 

management system (LMS) to provide tailored 

training and development opportunities, allowing 

employees to acquire new skills and adapt to 

evolving job roles.

Streamlined Recruitment: Implement an 

applicant tracking system (ATS) to automate 

recruitment processes, significantly reducing 

time-to-fill vacancies and attracting top talent 

efficiently.

Effective Performance Management: Adopt 

performance management software that enables 

continuous feedback and goal tracking, fostering 

employee growth and motivation, which, in 

turn, aligns with developing new managers and 

leaders.

Enhanced Employee Engagement: Implement 

an employee engagement survey platform to 

regularly measure employee sentiment and use 

the insights to develop targeted engagement 

initiatives, improving overall job satisfaction and 

retention.

Improved Data Management: Adopt an 

integrated HRIS that not only automates data 

entry and ensures data accuracy but also 

provides real-time insights for informed decision-

making. This aligns with enhancing retention 

and reskilling efforts by leveraging data-driven 

strategies.

A comprehensive exploration  
of AI’s role in HRM

This in-depth analysis talks about AI’s role in HRM 
and its alignment with business strategy. Access the 
full research paper Here.

https://engagedly.com/ai-in-hr-2023-report/
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S E C T I O N  2

Alignment with Business Strategy

Demonstrating alignment between the proposed HR technologies and your organization’s overarching 

business strategy is crucial to securing executive buy-in for the investment. By thoroughly reviewing 

your strategic objectives and identifying how HR technology implementation can synergize with your 

broader goals, you can position the adoption of HR technologies as key drivers of organizational agility, 

innovation, and an employee-centric culture. Examples of alignment with a business strategy may include

Agility and Innovation: Implementing HR 

technologies can enhance organizational agility, 

enabling faster and more data-driven  

decision-making.

Employee-Centric Culture: Investing in HR 

technologies that prioritize employee experience 

aligns with an employee-centric culture, fostering 

loyalty and higher productivity.

2 . 1  D E T E R M I N E  H O W  T E C H N O L O G I E S  C A N  S U P P O R T  O R G A N I Z A T I O N A L  G O A L S

To ensure executive support, you need to highlight how the selected HR technologies can directly support 

the achievement of specific organizational goals. Examples of technology support for organizational goals 

may include:

Revenue Growth:  HR tech that optimize talent 

acquisition & retention contribute in bulding a 

high-performing workforce, positively impacting 

revenue growth.

Cost Efficiency: Automation of HR processes 

reduces administrative overhead, leading to cost 

savings and improved profitability.

7A  C O M P R E H E N S I V E  C H E C K L I S T  F O R  G L O B A L  H R  T E A M S
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2 . 2  A S S E S S  T H E  P O T E N T I A L  I M P A C T  O N  K E Y  B U S I N E S S  M E T R I C S

2 . 3  C O N S I D E R  T H E  A B I L I T Y  O F  H R  T E C H N O L O G I E S  T O  E N A B L E  S T R A T E G I C  

W O R K F O R C E  P L A N N I N G :

By assessing their potential impact on key business metrics such as productivity, talent acquisition, cost 

efficiency, employee satisfaction, and overall performance, organizations can make informed decisions 

to create a more competitive and successful workforce. Examples of potential impacts on key business 

metrics may include:

Strategic workforce planning is critical for future-proofing your organization. Explore how the selected HR 

technologies can provide valuable insights and data to support strategic workforce planning initiatives. 

Examples of how HR technologies enable strategic workforce planning:

Revenue:  Improved talent acquisition and 

performance management can lead to higher 

productivity and revenue growth.

Profitability: Streamlined HR processes 

reduce operational costs, positively impacting 

profitability.

Operational Efficiency: Automation of routine 

HR tasks frees up resources and enhances 

overall operational efficiency.

Skill Gap Analysis:  HR technologies can help 

identify current and future skill gaps, enabling 

proactive training and recruitment strategies.

Succession Planning: Implementing HR 

technologies for succession planning ensures 

a talent pipeline for key roles and reduces 

leadership gaps.

By thoroughly assessing the alignment with 

business strategy and the potential impact on 

key business metrics and strategic workforce 

planning, build a compelling case for investing in 

HR technologies that drive sustainable growth 

and competitive advantage for your organization.
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S E C T I O N  3

Cost-Benefit Analysis

Conduct a comprehensive cost-benefit analysis to evaluate the financial implications of investing in HR 

technologies. You can make an informed decision regarding HR technology investment by assessing the 

potential cost savings, return on investment (ROI), long-term cost implications, and impact on employee 

productivity and engagement.

3 . 1  E V A L U A T E  P O T E N T I A L  C O S T  S A V I N G S  F R O M  A U T O M A T I O N  

A N D  S T R E A M L I N E D  P R O C E S S E S

One of the primary benefits of HR technologies 

is their ability to automate manual tasks 

and streamline processes. As you consider 

various HR technologies, identify areas where 

automation and process optimization can lead 

to cost savings. For example, implementing an 

automated applicant tracking system (ATS) can 

significantly reduce the time and effort spent on 

recruitment, resulting in cost savings associated 

with reduced hiring cycle times and improved 

talent acquisition efficiency. Similarly, automating 

payroll processing can save time and resources, 

reducing administrative overhead.

3 . 2  A S S E S S  T H E  R E T U R N  O N  I N V E S T M E N T  ( R O I )  O F  I M P L E M E N T I N G  H R  T E C H

Measuring the ROI of HR technologies hinges on 

more than just cost savings. It revolves around 

elevating the employee experience. Tangible 

benefits like reduced turnover and streamlined 

processes are crucial, but equally vital are 

intangible gains like enhanced satisfaction and 

engagement. 

HR technology platforms improve engagement, 

enhance productivity, cut down on absenteeism, 

and nurture loyalty. These tools also enable 

efficient access to services and development 

opportunities, contributing to employee growth. 

Furthermore, regular feedback mechanisms and 

recognition platforms foster a positive workplace 

culture. By considering these elements, your ROI 

assessment transcends finances, presenting 

a holistic picture of how HR tech uplifts the 

workforce, & translate into sustainable financial 

rewards.
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3 . 3  C O N S I D E R  L O N G - T E R M  C O S T  I M P L I C A T I O N S ,  I N C L U D I N G  M A I N T E N A N C E  

A N D  S U P P O R T

3 . 4  D E T E R M I N E  T H E  P O T E N T I A L  I M P A C T  O N  E M P L O Y E E  P R O D U C T I V I T Y  

A N D  E N G A G E M E N T

While evaluating the immediate cost savings 

and ROI, it’s equally crucial to consider the 

long-term cost implications of implementing 

HR technologies. This includes ongoing 

maintenance, support, and potential upgrade 

costs.

Assess the vendor’s pricing structure, service 

agreements, and post-implementation support 

offerings to understand the total cost of 

ownership over time. Ensure that you clearly 

understand any additional costs arising as your 

organization scales or adopts new features.

Beyond the financial aspects, HR technologies 

can also significantly impact employee 

productivity and engagement. Consider how 

the new tools and streamlined processes can 

free up time for employees to focus on strategic 

initiatives and higher-value tasks.

Improved employee experience and engagement 

often lead to increased productivity and reduced 

absenteeism, positively affecting overall business 

performance. Employee satisfaction with HR 

tools can also contribute to a positive workplace 

culture and attract top talent.

1 0A  C O M P R E H E N S I V E  C H E C K L I S T  F O R  G L O B A L  H R  T E A M S
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S E C T I O N  4

Data Security and Compliance

Data security and compliance are critical considerations when investing in HR technologies. Assess 

the data security measures provided by the HR technology vendor, their compliance with relevant data 

protection regulations, and their track record of safeguarding sensitive information. Additionally, consider 

potential risks associated with data breaches and outline mitigation strategies.

4 . 1  E V A L U A T E  T H E  D A T A  S E C U R I T Y  M E A S U R E S  P R O V I D E D  B Y  T H E  

H R  T E C H N O L O G Y  V E N D O R

4 . 2  A S S E S S  C O M P L I A N C E  W I T H  R E L E V A N T  D A T A  P R O T E C T I O N  R E G U L A T I O N S  

( E . G . ,  G D P R ,  C C P A )

Before finalizing any HR technology investment, 

thoroughly assess the data security measures 

offered by the vendor. Look for features such 

as encryption of sensitive data, robust access 

controls, and secure data storage protocols.

Inquire about their data protection policies, 

including how they handle data transfers, data 

retention practices, and disaster recovery plans. 

A strong commitment to data security is vital, 

especially when handling sensitive employee 

information.

Ensure that the HR technology vendor is 

compliant with relevant data protection 

regulations, such as the General Data Protection 

Regulation (GDPR) in the European Union or the 

California Consumer Privacy Act (CCPA) in the 

United States.

Ask the vendor about their data privacy policies 

and how they handle personal data, particularly 

data belonging to EU or California residents. 

Compliance with these regulations is crucial to 

avoid potential legal and financial consequences.
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4 . 3  R E V I E W  T H E  V E N D O R ’ S  T R A C K  R E C O R D  A N D  C E R T I F I C A T I O N S  F O R  D A T A 

P R I V A C Y  A N D  S E C U R I T Y

4 . 4  C O N S I D E R  P O T E N T I A L  R I S K S  A S S O C I A T E D  W I T H  D A T A  B R E A C H E S  

A N D  M I T I G A T I O N  S T R A T E G I E S

Look into the vendor’s track record concerning 

data privacy and security. Investigate whether 

they have experienced any data breaches in the 

past and how they responded to such incidents.

Furthermore, inquire about industry certifications 

or third-party audits that attest to their data 

security practices. Certifications such as ISO 

27001 demonstrate a commitment to maintaining 

high information security standards.

Data breaches pose significant risks to 

organizations, including reputational damage, 

financial loss, and legal liabilities. Develop a 

comprehensive plan to mitigate the potential 

risks associated with data breaches.

Work with the vendor to create a data breach 

response plan outlining the steps to be taken 

in the event of a security incident. Additionally, 

consider investing in proactive monitoring and 

intrusion detection measures to detect and 

prevent unauthorized access.

By thoroughly assessing data security measures, 

compliance with data protection regulations, 

the vendor’s track record, and implementing 

mitigation strategies, you can ensure that your 

organization’s sensitive HR data remains secure 

and protected throughout the implementation 

and usage of HR technologies.

1 2A  C O M P R E H E N S I V E  C H E C K L I S T  F O R  G L O B A L  H R  T E A M S
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S E C T I O N  5

Integration and Scalability

Integration and scalability are crucial considerations when implementing HR technologies. This section 

will guide you through assessing the compatibility of the HR technology with existing systems, evaluating 

ease of integration, support, and training resources, and determining scalability to accommodate future 

growth.

5 . 1  A S S E S S  T H E  C O M P A T I B I L I T Y  O F  H R  T E C H N O L O G Y  W I T H  E X I S T I N G  S Y S T E M S

5 . 2  E V A L U A T E  T H E  E A S E  O F  I N T E G R A T I O N  A N D  P O T E N T I A L  D I S R U P T I O N S  D U R I N G  

I M P L E M E N T A T I O N

Before finalizing the HR technology investment, 

evaluate its compatibility with your organization’s 

existing systems, such as the HRIS and payroll 

software. Ensure the new technology can 

seamlessly integrate with these systems to avoid 

data silos and duplicate efforts.

Consider whether the vendor offers pre-built 

integrations or APIs (Application Programming 

Interfaces) to facilitate smooth data exchange 

between systems. Conduct thorough testing to 

validate compatibility and identify any potential 

integration challenges.

During the implementation process, assessing 

the ease of integrating HR technology with 

existing systems is essential. Evaluate whether 

the integration requires extensive customization 

or if it can be done with minimal disruption to 

ongoing operations.

Identify any potential points of contention or 

conflicts during the integration process and 

develop mitigation strategies to minimize 

disruptions. Engage with IT and relevant 

stakeholders to ensure a coordinated and well-

planned integration process.
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5 . 3  D E T E R M I N E  T H E  L E V E L  O F  S U P P O R T  A N D  T R A I N I N G  P R O V I D E D  F O R  S Y S T E M  

I N T E G R A T I O N

5 . 4  C O N S I D E R  T H E  S C A L A B I L I T Y  O F  T H E  T E C H N O L O G Y  T O  A C C O M M O D A T E 

F U T U R E  G R O W T H

Effective training and support are critical for 

successful system integration. Work with the HR 

technology vendor to understand the level of 

support and training resources they offer.

Ask about the availability of comprehensive 

training programs, user guides, and support 

channels. Ensure that your employees can 

access the necessary resources to adapt to the 

new technology seamlessly.

As your organization grows, it’s important for 

HR technology to scale accordingly. Evaluate 

the scalability of the selected technology 

to accommodate an increasing number of 

employees, expanded functionalities, and 

evolving HR requirements.

Inquire about the vendor’s ability to handle 

increased data volumes and user loads without 

compromising system performance. A scalable 

HR technology solution will save you from future 

investment in replacing the system due to 

outgrowing its capabilities.

1 4A  C O M P R E H E N S I V E  C H E C K L I S T  F O R  G L O B A L  H R  T E A M S
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S E C T I O N  6

Employee Adoption and User Experience

The successful implementation of HR technologies relies heavily on employee adoption and user 

experience. This involves evaluating factors such as ease of use and user interface, the availability of 

training and support resources, gathering employee feedback and engagement, and understanding the 

potential impact on overall employee experience and satisfaction.

6 . 1  A S S E S S  T H E  E A S E  O F  U S E  A N D  U S E R  I N T E R F A C E  O F  T H E  H R  T E C H N O L O G Y

6 . 2  E V A L U A T E  T H E  A V A I L A B I L I T Y  O F  T R A I N I N G  A N D  S U P P O R T  

R E S O U R C E S  F O R  E M P L O Y E E S

The success of HR technology implementation 

hinges on employee adoption. Evaluate the 

user-friendliness and intuitiveness of the HR 

technology’s user interface.

Consider whether the system offers a clean, 

intuitive design that meets modern user 

expectations. A user-friendly interface reduces 

the learning curve and encourages widespread 

adoption among employees.

Comprehensive training and support resources 

are essential for helping employees navigate 

the new HR technology. Inquire with the vendor 

about the availability of training sessions, user 

guides, and online tutorials.

Ensure that employees can access ongoing 

support channels, such as a dedicated helpdesk 

or online support chat. This support will 

empower employees to make the most of the HR 

technology’s features and functionality.

1 5A  C O M P R E H E N S I V E  C H E C K L I S T  F O R  G L O B A L  H R  T E A M S
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6 . 3  C O N S I D E R  E M P L O Y E E  F E E D B A C K  A N D  E N G A G E M E N T  D U R I N G  T H E 

D E C I S I O N - M A K I N G  P R O C E S S

6 . 4  D E T E R M I N E  T H E  P O T E N T I A L  I M P A C T  O N  E M P L O Y E E  E X P E R I E N C E  

A N D  S A T I S F A C T I O N

Involving employees in the decision-making 

process is key to a successful implementation. 

Gather employee feedback on their preferences 

and pain points related to the HR processes that 

the technology will address.

Engage employees in focus groups or surveys to 

understand their needs and expectations from 

the new technology. Incorporate their feedback 

into the technology selection process to ensure 

the chosen solution meets their requirements.

The user experience of HR technology 

significantly impacts employee experience and 

satisfaction. A well-implemented and user-

friendly system can boost productivity and job 

satisfaction.

Conversely, a challenging or cumbersome 

system may lead to frustration and reduced 

engagement. By focusing on the user experience, 

you can create a positive and supportive work 

environment that encourages employees to 

embrace new HR technology.

1 6A  C O M P R E H E N S I V E  C H E C K L I S T  F O R  G L O B A L  H R  T E A M S
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S E C T I O N  7

Change Management

Change management is a linchpin for a seamless 

HR technology implementation. Identifying and 

mitigating potential resistance points, assessing 

employee and manager readiness, and evaluating 

executive support are all vital components. 

To ensure widespread adoption, a dedicated 

training section is incorporated, targeting not 

only executives and managers but all employees.

This unique training approach includes innovative 

methods such as “Lunch and Learn” sessions, 

interactive workshops, and personalized 

onboarding programs. These initiatives are 

designed to demystify the technology, making it 

accessible and user-friendly for everyone within 

the organization.

By fostering a culture of continuous learning 

and adaptation, this comprehensive training 

strategy reinforces technology adoption, 

enhances proficiency, and ultimately maximizes 

the benefits of HR technologies. It’s a proactive 

step towards ensuring a smooth transition and an 

empowered, digitally-savvy workforce.

7 . 1  I D E N T I F Y  P O T E N T I A L  R E S I S T A N C E  T O  C H A N G E  W I T H I N  T H E  O R G A N I Z A T I O N

Change often brings about resistance. 

Identify potential resistance areas within your 

organization by conducting stakeholder analysis 

and assessing the organizational culture.

Analyze historical responses to previous changes 

to understand any patterns of resistance. 

Addressing potential challenges proactively will 

help ease the transition to the new HR tech.

7 . 2  A S S E S S  T H E  R E A D I N E S S  O F  E M P L O Y E E S  A N D  M A N A G E R S  T O  A D O P T  N E W  H R 

T E C H N O L O G I E S

Assessing employee & manager readiness is 

crucial to gauge the level of preparedness for 

the upcoming changes. Conduct readiness 

assessments to understand gaps in skills, 

knowledge, or willingness to adopt technology. 

Offer targeted training and support to address 

these gaps and build confidence in using HR 

technology effectively.
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7 . 3  D E T E R M I N E  T H E  L E V E L  O F  E X E C U T I V E  S U P P O R T  A N D  I N V O L V E M E N T  

I N  C H A N G E  I N I T I A T I V E S

Executive support stands as a pivotal thread in 

making change initiatives successful. Engaging 

HR C-suite executives and other influential 

leaders at the outset of change initiatives is 

paramount. It’s not just about getting buy-in 

for budget allocation but also igniting genuine 

commitment to the HR technology investment.

To accomplish this, it’s crucial to effectively 

communicate the substantial benefits of the 

technology. Highlight how it intricately aligns 

with the overarching strategic objectives 

of the organization. Showcase how the HR 

technological evolution will not only resolve 

current challenges but will also help elevate the 

entire organization to new heights.

Beyond mere buy-in, encourage executives to 

embrace their role as champions of change. 

When leaders embody the change they wish to 

see, it sends a powerful message throughout the 

organization. Their advocacy instills confidence 

in employees, helping them navigate the 

transition phase with enthusiasm.

Remember, executive support isn’t just a 

checkbox in a project plan; it’s a driving force 

that propels the organization into a future where 

HR technologies optimize processes, foster 

innovation, and elevate the employee experience.

1 8A  C O M P R E H E N S I V E  C H E C K L I S T  F O R  G L O B A L  H R  T E A M S
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7 . 4  D E V E L O P  A  C H A N G E  M A N A G E M E N T  P L A N  T O  A D D R E S S  C O M M U N I C A T I O N 

A N D  T R A I N I N G  N E E D S

A well-defined change management plan is 

essential to address communication, training, 

and stakeholder engagement needs. Develop a 

comprehensive plan that outlines the key steps 

and timelines for HR technology implementation.

Ensure communication is clear, transparent, 

and targeted to different stakeholder groups. 

Offer regular updates, town hall meetings, and 

opportunities for employees to provide feedback 

throughout the implementation process.

By addressing potential resistance, assessing 

readiness, securing executive support, 

and developing a comprehensive change 

management plan, you can confidently navigate 

the implementation of HR technologies and 

achieve a successful outcome.



2 0A  C O M P R E H E N S I V E  C H E C K L I S T  F O R  G L O B A L  H R  T E A M S

S E C T I O N  8

Stakeholder Engagement and 
Communication

Stakeholder engagement &  effective communication are vital to successful HR technology implementation. 

Identifying key stakeholders, understanding their needs and expectations, developing a communication 

plan, and addressing feedback and potential resistance is essential to ensure a smooth adoption process.

8 . 1  I D E N T I F Y  K E Y  S T A K E H O L D E R S  I M P A C T E D  B Y  T H E  I M P L E M E N T A T I O N  O F  

H R  T E C H N O L O G I E S

Identify the key stakeholders who will be directly 

impacted by the implementation of HR tech. 

These stakeholders may include HR Generalists, 

HR C-suite executives, department heads, & 

employees across various teams.

By understanding the diverse perspectives of 

these stakeholders, you can tailor your approach 

to meet their specific needs and concerns.

8 . 2  A S S E S S  T H E I R  N E E D S ,  C O N C E R N S ,  A N D  E X P E C T A T I O N S  R E G A R D I N G  T H E  

P R O P O S E D  C H A N G E S

Engage in discussions with the identified 

stakeholders to perceive their needs, concerns, 

& expectations regarding implementing HR 

technologies.

Ask open-ended questions and conduct focus 

groups or individual interviews to gather 

comprehensive feedback. This process will 

provide valuable insights into their challenges 

with existing HR processes and their 

expectations for improvement.
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8 . 3  D E V E L O P  A  C O M M U N I C A T I O N  P L A N  T O  K E E P  S T A K E H O L D E R S  I N F O R M E D  

A N D  E N G A G E D  T H R O U G H O U T  T H E  P R O C E S S

8 . 4  D E T E R M I N E  S T R A T E G I E S  F O R  M A N A G I N G  A N D  A D D R E S S I N G  S T A K E H O L D E R 

F E E D B A C K  A N D  P O T E N T I A L  R E S I S T A N C E

Develop a comprehensive communication plan to keep all stakeholders informed and engaged 

throughout the implementation process. The plan should include

Proactively manage stakeholder feedback and address potential resistance by incorporating the 

following strategies:

Regular Updates: Provide periodic updates on 

the progress of the implementation, milestones 

achieved, and upcoming activities.

Town Hall Meetings: Conduct town hall 

meetings to address stakeholder questions and 

concerns, fostering open communication.

Dedicated Communication Channels: 

Establish channels such as emails, intranet 

portals, and newsletters to share important 

information and address queries.

Active Listening:  Actively listen to stakeholder 

feedback and acknowledge their concerns.

Transparent Decision-making: Communicate 

the rationale behind decisions to build trust.

Involvement in Decision-Making: Involve 

stakeholders in the decision-making process 

where appropriate, making them feel valued and 

included.

By implementing effective stakeholder 

engagement and communication strategies, you 

can foster stakeholder support and collaboration, 

creating a conducive environment for successful 

HR technology implementation.
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S E C T I O N  9

Project Timeline and Implementation

The successful implementation of HR technologies relies on establishing a realistic project timeline 

and ensuring the availability of internal resources. Defining a timeline, assessing resource availability, 

considering dependencies and risks, and determining the required budget are crucial steps to successful 

implementation.

9 . 1  D E F I N E  A  R E A L I S T I C  T I M E L I N E  F O R  T H E  I M P L E M E N T A T I O N  O F 

H R  T E C H N O L O G I E S

9 . 2  A S S E S S  T H E  A V A I L A B I L I T Y  O F  I N T E R N A L  R E S O U R C E S  F O R  P R O J E C T 

M A N A G E M E N T  A N D  S U P P O R T

Work with your project team and HR technology 

vendor to define a realistic timeline for the 

implementation. Consider factors such as the 

technology’s complexity, the project’s scope, and 

the availability of resources.

Set clear milestones and deadlines for different 

implementation phases to track progress and 

ensure timely completion.

Determine the availability of internal resources 

for project management, training, and ongoing 

support. Assign dedicated project managers and 

teams responsible for different aspects of the 

implementation.

Provide sufficient training to these teams to 

ensure smooth execution of the project and to 

handle any challenges that may arise.
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9 . 3  C O N S I D E R  P O T E N T I A L  D E P E N D E N C I E S  A N D  R I S K S  T H A T  M A Y  I M P A C T  T H E 

T I M E L I N E

9 . 4  D E T E R M I N E  T H E  R E Q U I R E D  B U D G E T  A N D  A L L O C A T E  N E C E S S A R Y  R E S O U R C E S 

F O R  S U C C E S S F U L  I M P L E M E N T A T I O N

Identify potential dependencies that may 

impact the implementation timeline. These 

dependencies may include data migration, 

integration with existing systems, or third-party 

vendor involvement.

Assess potential risks that may arise during the 

implementation and develop contingency plans 

to mitigate these risks.

Create a detailed budget that includes costs 

associated with the HR technology vendor, any 

additional hardware or software requirements, 

training expenses, and ongoing support.

Allocate the necessary financial and human 

resources to ensure a successful implementation. 

A well-planned budget and resource allocation 

will prevent cost overruns and ensure a smooth 

implementation.

2 3A  C O M P R E H E N S I V E  C H E C K L I S T  F O R  G L O B A L  H R  T E A M S
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S E C T I O N  1 0

Continuous Improvement and Evaluation

Continuous improvement and evaluation are essential for optimizing HR technologies to meet the 

organization’s evolving needs. This involves establishing a process for ongoing evaluation and feedback, 

identifying key performance indicators (KPIs), developing a plan for continuous improvement, and 

assessing the flexibility and adaptability of HR technologies.

1 0 . 1  E S T A B L I S H  A  P R O C E S S  F O R  O N G O I N G  E V A L U A T I O N  A N D  F E E D B A C K  O N  H R 

T E C H N O L O G I E S

1 0 . 2  I D E N T I F Y  K E Y  P E R F O R M A N C E  I N D I C A T O R S  ( K P I S )  T O  M E A S U R E  T H E  

S U C C E S S  O F  T H E  I M P L E M E N T A T I O N

Create a systematic process for collecting 

feedback from users and stakeholders on the 

implemented HR technologies. Regularly solicit 

feedback through surveys, focus groups, and 

one-on-one discussions.

Actively review and analyze this feedback to 

identify areas for improvement and address any 

emerging issues promptly.

Identify specific KPIs to measure the success of the HR technology implementation. These KPIs should 

align with the goals and objectives defined earlier in the process. Examples of KPIs may include the 

following, but will ultimately depend on the business objectives of the organization:

User Adoption Rate:  The percentage of 

employees and managers effectively using 

the new HR technology, indicating successful 

integration into daily workflows.

Employee Engagement Scores: Regularly 

assess improvements in employee engagement 

levels as an outcome of technology 

implementation.
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Turnover Rate:  Monitor changes in employee 

turnover rates to gauge the impact on retention 

and workforce stability.

Cost Savings: Assess the financial savings 

achieved through streamlined processes and 

reduced administrative overhead, directly 

impacting the bottom line.

Training Completion Rates: The percentage 

of employees who complete training and 

development programs showing the commitment 

to employee growth.

Quality of Hire: Evaluate the quality of 

candidates hired after implementing the 

technology to ensure the workforce’s 

effectiveness.

Strategic Alignment: Assess how well the 

HR technology aligns with overall strategic 

objectives, ensuring that the investment 

contributes to organizational goals.

1 0 . 3  D E V E L O P  A  P L A N  F O R  C O N T I N U O U S  I M P R O V E M E N T  A N D  O P T I M I Z A T I O N  O F 

H R  P R O C E S S E S

1 0 . 4  D E T E R M I N E  T H E  F L E X I B I L I T Y  A N D  A D A P T A B I L I T Y  O F  H R  T E C H N O L O G I E S  F O R 

F U T U R E  N E E D S

Based on feedback and KPIs, develop a plan 

for continuous improvement of HR processes 

enabled by the implemented technologies. 

Collaborate with relevant stakeholders to refine 

processes and enhance the user experience 

continually. 

Monitor the effectiveness of the improvements 

and adjust the plan as needed to ensure optimal 

performance.

Assess the flexibility and adaptability of 

HR technologies to meet future needs and 

accommodate changing business requirements.

Consider factors such as adding new 

functionalities, integrating with emerging 

technologies, and scaling the system to support 

a growing workforce.
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By prioritizing continuous improvement, evaluating performance through relevant KPIs, and ensuring 

flexibility, you can maintain a dynamic HR technology ecosystem that aligns with the organization’s 

changing needs and drives long-term success. Refer to the following questions to assess how HR 

technologies may evolve in the future:

•	 Can the HR technology easily incorporate 

additional features or modules as our 

organization’s HR processes evolve?

•	 How does the technology handle integration 

with emerging tools and platforms, such as 

AI-driven analytics or virtual reality training? 

•	 What scalability options does the system 

offer to accommodate the growth of our 

workforce or expansion into new markets? 

•	 Is the technology designed to support remote 

work and distributed teams, considering 

potential shifts in our workforce structure?

•	 Does the vendor provide regular updates 

and enhancements to keep the technology 

aligned with industry best practices and 

evolving HR trends?

•	 How does the system handle compliance 

with future data privacy and HR regulatory 

requirements?

•	 Can the current technology adapt to 

changes in employee expectations, such 

as preferences for mobile access and self-

service options?

•	 What strategies are in place to ensure 

ongoing user training and support as the 

technology evolves?
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Conclusion

Investing in HR technologies is not just necessary for modern organizations; it is a strategic imperative to 

thrive in today’s dynamic business landscape. This comprehensive guide demonstrates how a thoughtful 

needs assessment, alignment with business strategy, cost-benefit analysis, data security measures, 

integration and scalability, user experience, change management, stakeholder engagement, and continuous 

improvement are all crucial factors in securing executive buy-in. By embracing HR technologies, you can 

unlock untapped potential, drive operational efficiency, elevate employee experiences, and position our 

organization for sustainable growth and competitive advantage. 

The Executive Buy-In Checklist

Go to Checklist

Checklist
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