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Chapter 1:
Introduction

In today’s dynamic business landscape, effective
workforce management has become a cornerstone of
organisational success. As companies strive to navigate
the complexities of talent acquisition, compliance,

and employee engagement, the need for streamlined,
efficient, and flexible solutions is paramount.

This playbook explores the importance of workforce management, the challenges and opportunities

it presents, and how unified Human Resources (HR) and Employer of Record (EOR) solutions can drive
efficiency and effectiveness in workforce management. By leveraging these tools, businesses both large and
small can enhance their operational capabilities, improve employee satisfaction, and ultimately drive growth.
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Chapter 2:

Why Workforce Management is Crucial

Workforce management encompasses a range of
processes that ensure the right people are in the
right roles at the right time. It includes everything
from recruitment and onboarding to performance
management and compliance.

With rapid technological advancements and evolving
workforce demographics shaping the landscape,
effective workforce management is more crucial
than ever.

The 2024 Kelly Global Re:work Report indicates that
62% of organisations are investing in technologies to
enhance employee performance and areas such as:

Operational Efficiency

Efficient workforce management enables
organisations to optimise their operations,
reduce costs, and increase productivity.
Streamlined processes ensure that resources
are allocated effectively, minimising waste and
maximising output.

Talent Acquisition and Retention

With a competitive labour market, attracting and
retaining top talent is more challenging than ever.
Companies must create appealing workplace
cultures and offer competitive benefits to attract
skilled employees.

Compliance

Regulatory requirements vary widely by region
and can be complex. Companies must stay
informed and compliant with labour laws, tax
regulations, and employment standards, which
can vary significantly across jurisdictions.

3

of organisations are investing
in technologies to enhance
employee performance.

62%

Employee Engagement

Engaged employees are more productive and
less likely to leave the organisation. Effective
workforce management strategies that focus on
employee satisfaction can significantly impact
overall business performance.

Adaptability

In a fast-evolving business landscape,
organisations need to stay agile. Strong workforce
management enables companies to respond
swiftly to emerging challenges and opportunities,
building resilience amid uncertainty.
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Chapter 3:

Challenges and Opportunities in
Workforce Management

Despite its importance, workforce management is fraught with challenges. Significant hurdles include:

Fragmented Systems

Many organisations use disparate systems for
HR functions, leading to inefficiencies, data silos,
and communication gaps. ==

This fragmentation can result in
-C)- errors, compliance issues, and a
poor employee experience.

Technological Complexity

With numerous tools available, selecting the
right technology can be daunting. Companies
may struggle to integrate multiple platforms,
leading to increased operational overhead
and reduced efficiency.

Changing Workforce Dynamics

The rise of remote work, gig economy jobs,
and changing employee expectations require @
organisations to rethink their workforce strategies.

., Companies must find ways to
Q manage diverse and dispersed
teams effectively.

Compliance Risks

As regulations evolve, companies face
@ increasing scrutiny and penalties for

O non-compliance. Ensuring adherence to
laws across different jurisdictions can be a
significant burden.

However, these challenges also present opportunities for organisations willing to innovate and adapt. By embracing
unified HR and EOR solutions, businesses can streamline their operations, improve compliance, and enhance the
employee experience.
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Chapter 4:

Options and Tools for Facilitating
Workforce Management

The market offers various tools and solutions to facilitate effective workforce management. Some of the most widely

available choices include:

;08 Human Resource Management
a Systems (HRMS)

These software solutions streamline HR functions,
including recruitment, onboarding, payroll, and
performance management.

@ An integrated HRMS can help companies
¥°  manage their workforce more effectively.

‘é.‘r Employer of Record (EOR) Services

EOR providers handle employment related tasks,
including payroll, compliance, and benefits
administration, allowing companies to focus on their
core business activities.

A This is especially beneficial for
Q organisations looking to expand into new
markets without the administrative burden.

o1 Time and Attendance Solutions

Tools that track employee hours and attendance can
help organisations manage labour costs and improve
workforce efficiency.

®. Performance Management Tools

These solutions enable companies to monitor
and enhance employee performance through
goal setting, continuous feedback, and evaluation
processes.

Bri‘; Learning Management System (LMS)

LMS platforms facilitate employee training and
development, ensuring that the workforce is
equipped with the skills necessary to meet evolving
business demands.

The Role of Business Intelligence (BI)

Tools and Data Analytics

In addition to unified HR and EOR solutions,
incorporating business intelligence (Bl) tools and
data analytics into workforce management strategies
is becoming increasingly important.

According to a 2022 Workday Global Study, 44% of
executives struggle to keep their digital strategy up to
speed with the changing demands of their business.
There has been a rising importance for companies

to swiftly adapt to regulatory requirements and
industry trends, and hence, technologies like Bl

and data analytics enable organisations to make
informed, data-driven decisions, recognise patterns,
and anticipate future workforce requirements.
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I The Importance of Bl in Workforce Management

Enhanced Decision-Making

Bl tools empower HR leaders with real-time insights into workforce metrics, such as turnover
rates, employee performance, and engagement levels. This data enables informed decision-
making, allowing organisations to identify and address issues proactively.

Predictive Analytics

Advanced analytics can help organisations forecast future workforce trends,
such as hiring needs, skill gaps, and employee turnover. By anticipating these trends,
companies can develop strategies to mitigate risks and capitalise on opportunities.

Employee Insights

Data analytics can provide deeper insights into employee behaviour and engagement. By
analysing factors such as performance ratings, training completion rates, and feedback,
organisations can tailor their workforce strategies to enhance employee satisfaction and
productivity.

Operational Efficiency

Bl tools can help identify inefficiencies in workforce management processes. By analysing
data related to time and attendance, payroll accuracy, and compliance adherence,
organisations can streamline operations and reduce costs.

Strategic Workforce Planning

@ By leveraging data analytics, organisations can develop comprehensive workforce plans that
align with their business goals. This includes identifying the skills and competencies needed
for future growth and creating targeted recruitment and training strategies.
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Critical Metrics for Measuring HR Efficiency

To ensure HR operations are aligned with organisational goals and deliver maximum value, measuring and tracking key
performance indicators (KPls) across the entire employee life cycle is essential. These metrics provide valuable insights
into HR functions’ efficiency, productivity, and effectiveness.

By leveraging these metrics, HR leaders can identify areas for improvement, optimise processes, and make data-driven
decisions that positively impact both the workforce and the organisation.

Time to Hire

e The average time it takes to fill a vacant position from job posting to acceptance.
e Measures the efficiency of the recruitment process.

Formula Date of Hire — Date Job Posted

Cost per Hire

e Average cost of hiring a new employee includes advertising, agency fees, HR staff time, etc.
e Assesses the cost-effectiveness of the recruitment process.

Formula Total Hiring Costs / Total Hires

First-Year Turnover Rate

e Tracks the percentage of new hires who leave within the first year of employment.
e High first-year turnover can indicate poor onboarding, mismatch of expectations, or dissatisfaction.

Formula [New Hire Attrition / Total New Hires] x 100

Employee Productivity Rate

e Measures employees’ output or results relative to the input (work hours or resources).
e Tracks workforce efficiency and contribution to business outcomes. Helps identify areas for improving individual
or team productivity.

Formula Total Output / Total Input

Absenteeism Rate

e Tracks the number of workdays missed by employees due to unplanned absences.
¢ Measures employee well-being and productivity.

Formula [Total Unplanned Absences / Total Workdays] x 100

HR-to-Employee Ratio

e Ratio of HR staff to total employees in the organisation.

¢ A well-balanced ratio ensures HR can support the workforce efficiently. Too low a ratio can indicate HR strain; too
high suggests inefficiency.

Formula [Number of HR Staff / Total Employees] x 100
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Revenue per Employee

¢ Measures the amount of revenue generated per employee.
¢ Indicates the efficiency and productivity of the workforce and how well human resources are being utilised.

Formula Total Revenue / Total Employees

HR Service Delivery Time

e Measures the time taken for HR to respond to and resolve employee requests.
e Faster delivery time improves employee satisfaction and demonstrates HR’s efficiency.

Formula Time taken from employee request to resolution

Quality of Hire

e Measures hiring effectiveness by assessing performance and retention of new hires.
e Aligns recruitment efforts with company’s goals for talent acquisition and development.

Formula [Average Performance Score of Hires + Retention Rate] / 2

Source: 25 Workforce Management Metrics You Should Track (AIHR - Academy to Innovate HR)

Choosing the Right Bl and Analytics Tools

When selecting Bl and analytics tools for workforce management, organisations should consider the following:

Integration Capabilities User-Friendly Interface

Look for tools that can seamlessly Choose solutions with intuitive
integrate with existing HR and EOR interfaces that allow HR teams to easily
platforms to ensure data consistency navigate and interpret data without

requiring extensive training.

./

and accessibility.

=

S

Customisable Dashboards Scalability

Bl tools should offer customisable As your organisation grows, your B
dashboards that enable HR leaders and analytics needs will evolve. Select
to visualise key metrics and track solutions that can grow with your
performance over time. business and adjust to evolving needs.
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Leveraging Outsourced
Expertise for HR Efficiency

There also may be instances where outsourcing certain
key functions and operational tasks are more beneficial
than running HR and payroll in-house. To elaborate,
the 2022 Deloitte Global Outsourcing Survey indicates
that 45% of executives capitalise on the deep industry
knowledge and expertise of third-party services to
navigate evolving regulatory requirements. To add to this,
in instances where the organisation is exploring options
to expand and scale into a new market with minimal
investment as a start, outsourcing could be the winning
(interim) solution.

of executives capitalise

For example, outsourcing certain operational tasks can on the deep industry
enhance HR efficiency and enable a stronger focus on 450/ knowledge and expertise
strategic initiatives. While essential, functions such 0 of third-party services

as payroll processing, benefits administration, and to navigate evolying
compliance management can consume valuable time and regulatory requirements.

resources. By outsourcing these tasks, organisations can
streamline operations, reduce administrative workload,
and ensure regulatory compliance.

A powerful solution in this approach is partnering with an EOR partner. An EOR
O manages payroll, taxes, and legal compliance, particularly in global operations,
“¥"  allowing HR to shift its focus toward talent management, employee
engagement, and long-term workforce planning.

What is an EOR and How Does it Work?

An EOR is a third-party service provider that officially employs workers on a company’s behalf. It allows companies
to hire in countries without establishing a local entity. The EOR manages essential administrative tasks, including
payroll, taxes, employment contracts, and compliance with local labour laws, while the client retains control over the
employee’s daily responsibilities and performance.

EORs are ideal for companies expanding internationally. They offer a cost-effective solution for hiring globally, ensuring
compliance, and minimising risks associated with labour regulations and worker misclassification. This enables
businesses to focus on their core operations without the complexity of setting up legal entities in multiple locations.

9
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I Benefits of Using an EOR

228 Streamlined Global Hiring and

Onboarding

EORs streamline the hiring process, making it easy for
businesses to hire internationally without setting up
local entities. They handle employment laws, work
permits, and legal contracts, allowing companies to
hire talent quickly globally. Additionally, EORs handle
onboarding, ensuring new employees are seamlessly
integrated with compliant employment agreements,
background checks, and payroll setup.

This enables companies to expand their
@ workforce efficiently in multiple countries
“¥"  and reduce the time it takes for new hires
to become productive.

% Comprehensive Compliance
9 Management

EORs manage payroll processing, ensuring employees
are paid in local currencies while complying with
local tax laws, including social security contributions
and income tax withholdings. They also file taxes

and ensure timely payments to local authorities,
protecting businesses from penalties.

Besides payroll processing, EORs manage

., lissues like worker misclassification,

@ statutory benefits, and evolving labour
laws, helping companies to stay updated
and compliant and minimising legal risks.

A%y Risk Mitigation and
¥  Legal Protection

EORs help businesses mitigate risks associated
with international employment, including legal and
financial liabilities. As the legal employer, EORs
assume responsibility for compliance with local
labour laws, employment standards, and benefits.

10

@ Reduced Administrative Overhead

EORs significantly reduce the administrative
workload related to managing a global workforce.
They handle routine HR tasks such as employee
benefits administration, payroll processing, and
regulatory paperwork, freeing internal teams to
focus on core strategic functions.

By consolidating these tasks under a single
@ provider, businesses benefit from more
=" efficient operations and reduced internal
HR management costs.

_
M Cost-Effective Global Expansion

EORs provide a cost-effective alternative to setting
up legal entities in foreign markets. They enable
businesses to access global talent and enter new
regions quickly without the financial and operational
burden.

., This eliminates the need for significant
@ upfront investments and allows companies
to test new markets with minimal risk.

Access to Local Expertise

EORs bring specialised knowledge of local
regulations, minimising the need for businesses to
build internal legal or HR expertise in every region
they operate. By handling local hiring, compliance,
and payroll tasks, EORs facilitate rapid market entry,
helping businesses seize opportunities and outpace
competitors.
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Guide to Selecting the Right EOR Partner

Choosing the right EOR is a critical decision that impacts how a company manages its global workforce, compliance,
and operations. With a myriad of providers in the market, each offering various services and specialisations, it’s crucial
to evaluate every possible aspect. Here’s a simplified guide to key factors to consider:

Global Reach and Coverage

1. Does the EOR currently operate in the countries where you plan to hire, and are they actively
expanding into new regions?

2. Do they own legal entities in these countries, or do they partner with local entities to provide services?

3. Can they provide localised expertise, particularly in areas such as employment laws, employee
benefits, and tax regulations specific to each country?

4. Can they scale as your business grows?

Payroll and Benefits Administration

1. Are they experienced in local payroll, tax compliance, and multi-currency handling?
2. Do they offer competitive, compliant benefits packages?

3. Can employees access self-service tools for payroll and benefits management?

4

How transparent are their payroll processes, and is real-time payroll reporting available?

& Technology and Usability

1. Does their platform integrate with your HR systems and provide real-time reporting?
2. Are employee self-service options available for leave and payroll management?

3. How secure is their platform, and are they compliant with data privacy laws?

Transparent Pricing

1. s pricing flat per employee or based on a percentage of salary?
2. Are there any hidden fees for additional services?

3. Are contract terms flexible to adapt to your changing needs?
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Guide to Selecting the Right EOR Partner (Continued)

Risk Mitigation and Compliance

1. Does the EOR have a strong compliance record with local labour laws in your target regions?
2. Are they up to date on local labour laws, including visas and statutory benefits?

3. Do they manage risks like employee misclassification and IP protection?
4

What legal and insurance protections do they offer?

Customisation and Flexibility

1. Can they tailor contracts, benefits, and employment models to your needs?
2. Are they equipped to handle full-time, part-time, and contract roles?

3. How do they manage terminations and regional severance laws?

£ Support and Responsiveness

1. Is24/7 global support available with a dedicated account manager?
2. How quickly do they address payroll, compliance, and legal issues?

3. Is multilingual support offered for your global workforce?

G7 Reputation and Experience

1. What do client testimonials say about their performance in your industry?
2. Do they have experience in your sector, especially if compliance needs are unique?

3. Can they provide client references for additional insight?
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I The Key to Efficiency: Unified Platforms for HR and EOR

To overcome the challenges of fragmented systems,

organisations should consider using a unified platform

that integrates HR and EOR functionalities.

A unified platform like BIPO HRMS that integrates

with its Athena Bl and Butter EOR Order Management

System consolidates various workforce management

processes, enabling seamless communication and data

sharing across departments.

This integrated approach offers several advantages:

& Enhanced Visibility

A unified platform provides a comprehensive view
of workforce data, enabling HR leaders to make
informed decisions.

., This visibility helps identify trends, track
Q employee performance, and monitor
compliance in real time.

@ Streamlined Processes

By centralising HR and EOR functions, organisations
can automate routine tasks (like payroll, leave
application and approval), reduce administrative
burdens, and improve efficiency.

This streamlining allows HR teams to focus
@ on strategic initiatives rather than getting
bogged down by manual processes.

i Better Employee Experience

A cohesive platform provides employees with

a centralised portal for accessing information,
managing benefits, and communicating with HR.
This enhanced user experience can result in greater
engagement and satisfaction.
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Improved Compliance

A unified platform ensures that all aspects
of workforce management are aligned with
regulatory requirements.

., Byautomating compliance tracking and
Q reporting, organisations can mitigate risks
and avoid costly penalties.

Seamless Integration

With a unified solution, organisations can integrate
other business systems, such as accounting and
project management software, enhancing overall
operational efficiency.
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I Benefits and Limitations of Using a Unified Platform

While the advantages of a unified platform for HR and EOR are significant, it is essential to recognise potential

limitations:
Benefits Limitations

e (Cost Efficiency e Initial Investment
By reducing the need for multiple vendors Transitioning to a unified platform may
and systems, organisations can save on require a significant upfront investment, both
licensing and maintenance costs. in terms of time and resources.

e Simplified Training e Change Management
A single platform is easier to learn and use, Organisations may face resistance from
reducing the time and resources spent on employees accustomed to existing processes.
training employees across different systems. Effective change management strategies are

essential for a successful transition.

e Data Consistency

A unified platform ensures data integrity and
consistency, minimising the risk of errors and
discrepancies.

14
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CASE STUDY:

BIPO’s EOR Solution for a Global Smartphone Manufacturer

1. About the Company 3. Solutions Implemented

@) A global smartphone manufacturer BIPO’s EOR service enabled the company to

N headquartered in Asia manage its workforce across regions without
establishing legal entities, ensuring compliance

[312)2)

(7N 1’000 employees and accurate payroll.

Their HRMS streamlined payroll operations with
multi-currency support and integrated compliance
features.

@

Across Asia and the Middle East,
including Cambodia, Indonesia,
and Turkey

a2\

>
{I}
jc") :

| BIPO aligned global compensation and

benefits with local regulations, aided by a

888. dedicated project team that facilitated smooth
communication through weekly meetings.

2
s

W,
0,
20%
efficiency
2. Business Challenge
The company faced significant HR
@ and operational challenges while
&) transitioning from a local partner )
model to self-owned operations. 4. Impact
® BIPO’s EOR solution streamlined workforce
HQ’s unfamiliarity with local laws ?3"9(9 management, reducing HR burdens during the
and market practices complicated company’s transformation.
~  workforce management. Moving
%9 in-house mean’F managing a larger Adopting BIPO’s HRMS :
workforce and internal process @ ] .
transfers while scaling HR operations v Boosted operational efficiency by 20%
proved difficult due to limited e Cost savings of up to UsD144,000 annually
resources.
The project team approach improved
Inefficient coordination with local « collaboration between HQ and local teams,
% vendors further hindered effective (UF¢  enhancing efficiency and ensuring compliance
workforce management. across regions for smooth global operations.
_J _J
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How BIPO’s Unified Solutions Fit for MNCs & SMEs Globally

BIPO offers comprehensive unified solutions that cater to both multinational corporations (MNCs) and small and
medium-sized enterprises (SMEs) globally. Their total HR solutions encompassing BIPO HRMS, Athena Bl and Butter
platform integrates HR and EOR functionalities and Bl tools, providing a holistic approach to workforce management.

For MNCs

MNCs often face complex challenges related to
managing a diverse workforce across multiple
jurisdictions. BIPQO’s unified solutions enable
MNCs to:

Streamline Global Operations

@ BIPQ’s platform facilitates seamless
management of employees in various
locations, ensuring compliance with local
regulations and labour laws.

Centralise Data Management

”3\’%} MNCs can benefit from consolidated
data and reporting capabilities, enabling
informed decision-making and strategic
workforce planning.

Enhance Employee Experience

¥t
With a user-friendly portal, MNCs can
provide employees with easy access to
information, benefits, and resources,
improving engagement and satisfaction.
16

For SMEs

SMEs often lack the resources to manage
complex HR and compliance tasks effectively.
BIPO’s solutions empower SMEs to:

Reduce Administrative Burden

%0 By outsourcing HR and compliance
functions to BIPO, SMEs can focus on their
core business activities, driving growth and
innovation.

Access Expert Support

g BIPO’s expertise in global employment
regulations ensures that SMEs remain
compliant, minimising risks and potential
liabilities.

Scalable Solutions

BIPO’s platform is designed to grow with
the business, providing SMEs with the
flexibility to adapt as their workforce needs
evolve.
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A Step-by-step Guide to Enhancing Workforce Management

with Technology

PwC's report, Digital HR Transformation Survey 2022: Southeast Asia cites 96% believe in HR role as employee
experience designers, change agents or talent developers. If your organisation is gearing towards using technology to
enhance workforce management, consider the following steps:

9 Assess Current Processes

Evaluate your existing workforce
management processes to identify
inefficiencies and pain points. Gather
input from HR teams, management,
and employees to gain a comprehensive
understanding of challenges.

Q Define Objectives

Establish clear objectives for what you
hope to achieve by implementing a
unified HR and EOR solution. Consider
factors such as compliance, employee
engagement, and operational
efficiency.

3 Research Solutions

Explore available unified HR and
EOR platforms, comparing features,
pricing, and customer reviews. Look
4 Engage Stakeholders for solutions that align with your
organisation’s goals and needs.
Involve key stakeholders, including HR,
IT, and Finance, in the decision-making
process. Their insights will be valuable

in selecting the right solution.

6 Plan for Implementation

Develop a detailed implementation plan
that outlines timelines, responsibilities,
and resources required. Consider how
to minimise disruptions to ongoing
operations during the transition.

G Provide Training

Offer training and support to
employees to ensure they are
comfortable using the new platform.
This can help ease the transition and
encourage adoption.

0 Monitor and Evaluate

After implementation, continuously
monitor the performance of the unified
platform. Gather feedback from users
and adjust as needed to optimise
processes and improve user experience.
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Industry Best Practices to Get You Started

-

Having in place a set of best practices is crucial as they represent proven strategies that have delivered successful

outcomes in the industry.

By adopting these practices, HR leaders can avoid common pitfalls, enhance efficiency, and build a solid foundation for

achieving goals:

1. Talent Acquisition and Retention

Actionable Step 1

Ensure your organisation adopts a Retention-
First Hiring mindset, where leaders evaluate
both hiring needs and retention strategies from
the outset.

Best Practices
e Develop a Top Talent Heat Map for critical
roles to proactively recruit.

e Create Stay Interviews to get insights from
top performers on retention factors.

e Establish tailored benefits programmes
that meet both generational and role-
specific preferences.

18

Actionable Step 2

Implement predictive analytics tools to identify
high-retention talent profiles and reduce
turnover risk.

Best Practices

Predictive Hiring Models: Use analytics to
identify characteristics of high-performing
employees, targeting similar profiles in
future hiring.

Retention Predictors: Analyse factors that
correlate with employee turnover (e.g.
role type, engagement levels) to anticipate
potential exits and proactively improve
retention strategies.

Engagement Metrics: Monitor engagement
scores across departments, demographics,
or tenure to tailor retention initiatives.
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2. Compliance

Actionable Step 1

Create a compliance roadmap that covers all
regions of operation, using EOR support for
quick implementation.

Best Practices

e Schedule quarterly compliance reviews
with local EOR teams to ensure adherence
to changing regulations.

e Assign a compliance champion within
HR who regularly liaises with the EOR to
streamline updates on policy changes and
mitigate risks.

Actionable Step 2

Establish a compliance analytics dashboard
that tracks regional regulations, minimising risk
and avoiding costly penalties.

Best Practices

e Compliance Scorecards: Use Bl tools to
create a compliance scorecard with key
metrics like audit scores, compliance rates,
and incident reports by region.

e Regulatory Alerts: Set up automated
notifications for changes in regulations
impacting payroll, benefits, or employee
contracts, especially in high-risk regions.

e Risk Heatmap: Develop a compliance
risk heatmap by jurisdiction to prioritise
resources and mitigate risks proactively.

3. Operational Efficiency

Actionable Step 1

Map out high-impact, low-effort changes that
improve efficiency and reduce costs.

Best Practices

e Perform a Process Audit to identify and
streamline HR workflows that impact day-
to-day operations.

e Automate payroll and attendance
tracking where possible to reduce manual
intervention.

e Set up monthly or quarterly KPIs on
time-to-hire, cost-per-hire, and employee
satisfaction scores to track efficiency.
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Actionable Step 2

Use data analytics to identify bottlenecks
and inefficiencies within HR processes, then
prioritise areas for automation or process
improvement.

Best Practices

e Process Efficiency Analytics: Track metrics
like time-to-hire, average onboarding time,
and task completion rates to pinpoint and
address inefficiencies.

e Resource Allocation Insights: Analyse
workforce costs per department or region
to identify areas where resources can be
redistributed or reduced for cost efficiency.

e Automation Impact Analysis: Measure
the impact of automation initiatives (e.g.
payroll automation) on time savings,
error reduction, and productivity to refine
ongoing process improvements.
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4. Employee Engagement

Actionable Step 1

Implement a Voice of Employee programme
that uses regular pulse surveys and feedback
loops to enhance employee satisfaction.

Best Practices

* Partner with EOR services to ensure a
seamless onboarding experience, which is
foundational to engagement.

e Develop an Engagement Playbook
with strategies tailored to different
demographics and job roles.

e Schedule regular check-ins with remote
teams and conduct bi-annual engagement
assessments.

Actionable Step 2

Implement an employee engagement BI
platform to track key metrics, such as pulse
survey scores, training participation, and career
development interest.

Best Practices

e Engagement Heatmap: Create a heatmap
of engagement levels by department,
location, or tenure to identify areas
needing improvement.

e Sentiment Analysis: Use sentiment analysis
tools on employee feedback to gauge
morale and satisfaction trends.

e Predictive Retention Models: Apply
machine learning models to predict which
employees may be at risk of leaving based
on engagement data.

5. Technology and Integration

Actionable Step 1

Conduct a tech audit to identify any
overlapping or redundant HR tools.

Best Practices

¢ Implement a unified HR and EOR system if
it is not already in place.

e Prioritise integrations that reduce
repetitive tasks, such as payroll processing
or time tracking.

e Develop a plan to consolidate data for
smoother reporting and data-driven
decision-making.
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Actionable Step 2

Use Bl to analyse tool usage and effectiveness
across HR systems to ensure seamless
integration and eliminate redundancies.

Best Practices

e System Utilisation Reports: Analyse which
HR tools are most frequently used and
which features are underutilised to identify
training needs or integration gaps.

e Data Silos Identification: Leverage Bl tools
to identify data silos across HR functions
(e.g. payroll vs. performance management)
and implement cross-functional data
sharing.

e Vendor Performance Analysis: Track
performance data of HR tech vendors
to ensure they meet Service-Level
Agreements (SLAs) and provide necessary
support and use these insights for
renegotiation or switching vendors if
needed.
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6. Metrics for HR Efficiency

Actionable Step

Establish a Bl dashboard that tracks essential HR metrics, providing real-time insights into HR’s contribution
to business objectives.

Best Practices

e Track Specific KPIs: Develop a dashboard showing metrics such as time-to-fill, cost-per-hire, employee
satisfaction, turnover rates, and compliance adherence to monitor HR’s performance in
real-time.

e ROI Tracking for HR Initiatives: Set up a system to calculate the ROI of key HR initiatives (e.g. EOR
implementation, training programmes) and assess their impact on business outcomes.

e Use monthly or quarterly metrics reviews to adjust workforce management strategies as needed.

e Trend Analysis: Conduct monthly or quarterly reviews of HR metrics, using historical trend analysis to
make data-driven adjustments to workforce strategies.

7. Strategic Workforce Planning

Actionable Step

Establish a Bl dashboard that tracks essential HR metrics, providing real-time insights into HR’s contribution
to business objectives.

Best Practices

e Skill Gap Analysis: Identify skill shortages by analysing employee skill data against projected business
requirements, then develop targeted recruitment or training plans.

e Workforce Demand Forecasting: Use Bl to model future workforce demand based on historical data,
business growth projections, and turnover rates.

e Retention and Succession Planning: Track retention trends and potential retirement rates to

proactively develop succession plans for key roles, minimising disruption in leadership or critical
positions.

By incorporating these Bl and analytics-focused steps, Chief HR Officers (CHROs) and C-suites will have practical ways

to leverage data and technology for strategic workforce management, ensuring their decisions are both informed and
future-ready.
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Chapter 5:

Conclusion: What’s Next for CHROs?

As the role of CHROs continues to evolve, they must
stay ahead of the curve by embracing innovative
technologies and strategies to enhance workforce
management.

Here are some key expectations for CHROs moving
forward:

® Adoption of Unified Solutions

CHROs should prioritise the implementation of
unified HR and EOR platforms to streamline
operations, enhance compliance, and improve the
employee experience.

., This shift will enable HR teams to operate
@ more efficiently and focus on strategic
initiatives.

Leveraging Data Analytics

Embracing data analytics will be crucial for CHROs
seeking to make informed decisions based on real-
time insights. By leveraging Bl tools, they can identify
trends, anticipate

workforce needs, and tailor strategies to enhance
employee engagement and retention.

Emphasising Employee Well-Being

As employee well-being becomes increasingly
important, CHROs should develop initiatives that
prioritise mental health, work-life balance, and
professional development.

.., This focus on employee well-being will not
only enhance satisfaction but also improve
productivity and retention rates.
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&

Championing Diversity and Inclusion

In a globalised workforce, fostering diversity and
inclusion will be a key priority for CHROs. They
should implement strategies to attract and
retain diverse talent while creating an inclusive
culture that values different perspectives.

£2 Driving Continuous Improvement

The business landscape is constantly evolving,
and CHROs must foster a culture of continuous
improvement within their organisations.

By encouraging innovation and

O adaptability, they can ensure their

“s"  workforce remains agile and responsive to
changing market conditions.
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By taking proactive steps toward implementing unified HR and EOR solutions, leveraging data analytics, and
prioritising employee well-being and diversity, CHROs can position their organisations for success in a rapidly changing
business environment.

As CHROs navigate these changes, partnering with industry leaders like BIPO can provide the necessary support and
expertise to enhance workforce management strategies and drive organisational growth.

Are you ready to take the next step in enhancing workforce management? Consider exploring BIPO’s unified HR and
EOR solutions. BIPQ’s total HR solutions (HR Management System, Global Payroll Outsourcing and Employer of Record
services) are designed to streamline operations, ensure compliance, and improve employee engagement for MNCs
and SMEs alike.

Visit www.biposervice.com to learn more about how we can support your global workforce management needs across
more than 160 global markets, and help your organisation thrive in today’s competitive landscape.
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About BIPO

Established in 2010 and headquartered in Singapore, BIPO is a trusted provider of payroll and people
solutions in over 160 global markets. Our comprehensive HR offerings include Human Capital Management
solutions, Global Payroll Outsourcing, and Employer of Record services, powered by our award-winning

HR Management System and Athena BI (Business Intelligence) platform. At BIPO, we deliver customised
services and scalable tech-enabled solutions that automate processes, simplify workflows, and generate
actionable insights.

About hrtech

hrech is a Singapore-headquartered HRTech solutions firm dedicated to facilitating workplace and
workforce transformations that drive impactful business and HR outcomes. Since our establishment in
2018, we have delivered world-class HR technology solutions to B2B customers across Asia and the Middle
East, with a strong presence in Singapore, India, and the UAE.

Our platform connects over 100,000 HR professionals with over 425 HR technology providers, fostering a
tech-driven, data-centric ecosystem for successful workplace and talent transformation. With over 9,000
new users joining our marketplace monthly, hrtech is committed to empowering organizations and HR
teams to become strategic business partners.
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http://www.biposervice.com
https://www.biposervice.com/
https://www.hrtech.sg/

B l PO | Make Life Easier.

Total HR Solutions
for your Global Workforce

Master and conquer the multi-country payroll maze with BIPO as your trusted partner.
Connect with our team of experts for a personalised consultation and experience the
peace of mind from knowing that your global payroll is in expert hands.

Contact Us

Learn more about our HR Management System, Global Payroll Outsourcing,
and Employer of Record service.

www.biposervice.com

Stay connected with us @ 0 @
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