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Software Scenarios for Starters

AN ABC TO HELP HRO BUYERS FIND THE RIGHT SOFTWARE. BY NAOMI BLOOM

n my July/August column, 1 intro-

duced scripted scenarios—what

they are, how they are structured,

and why they dre needed. As part

of the spectal technology feature
in this issue, this column will provide more
information on how they are structured
atong with a “starter kit” of potential sce-
nario topics.

Let’s recap for those of you who missed
the first column on scenarios {or whase
dogs ate their homework assignments.}
First, you need to identify your own

“starter kit" of scenario topics. Come up
with a list of HRM business processes,
business rules, and data that are a source of
confusion, administrative complexity, or

Starter Topics

ar scripted scenarios)
mployee life cycle 7
sition-seeker life cycle
" B Payroll, from time-to-gross through gross
i nel o distribution and accounting
_: ® Ongoing organization complexities, e.g. .
.+ employees holding multiple part-tima positi
& Total compensation, induding cash and
sditional and non-traditional benefits
: ®Timekeeping, attendance management, &
workforceiwork scheduling
: & Staffing process fife cycle, including suce
+ “sion planning
- WCompetency-centered performance manags
" mient and workforce development, includi
leadership development
i - MEEnvironmental, safety, and health proces
- mWorkfworkforce analytics and decision s
“ port for alt * customers”
" ‘mWorkforce and labar organization relatio
! ._il_f.bcludiﬂg unionized processes
* mWarkforce and work planning, including o
'~ sourcing and contracting

B [Mergers, acquisitions, and other disconti
_ ous organizational changeds}
% Global and HRM processes, business ruj
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high cost. Are there obvious groupings?
Could some of these elements be standard-
ized, simplified, or even eliminated under
an HRM delivery system (HRMDS) over-
haul? Once you have this list of “must
change” HRM elements, you are ready to
start developing scenarios.

“One of the most valuable benefits of out-
sourcing (but only when it's done well, i.e.
strategically), and one of the best ways of
addressing your “must change” list, is mak-
ing the transition to an cutsourcer whose
HRMDS platform and service level agree-
ment enable or even require you to make
those important changes.

A scripted scenarios package will be used
intemally and externally, but with certain
details “hidden” in the external presenta-
tion {see sidebar). Wrapped around your
scenario package will be the processes and
additional materials you use to identify

potential providers, create your short list,
orchestrate the scripted scenario demos,
orchestrate your evaluation bascd on those
demos, and then proceed through the rest
of the provider evaluation process.
However, whatever the rest of your process,
an excellent scripted scenario package pro-
vides a solid foundation from which to
compare offerings as well as to understand
the strengths and limitations of specific
offerings. It's easy to promise resulss; it's
much harder to demonstrate them.

Scripted scenarios must be made specific
1o your organization and expanded as need-
ed to hit your HRM “hot buttons.” They
must also be fleshed out so that evaluators
reatly understand what each scenaric means
and what you are expecting to see. But the
time you spend putting your scenario pack-
age together is time very well spent, so let's
get started, XD

Scripted Scenario Packages
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ts and terminolegy here,
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hort, written description of the organization that provides the context for all of the scenarios that f
o, It's usually easier to write the scenarias first, and then collect the facts that you found yourself re
as well as all of the other information that an outsider would need to make sense of your scenari

glossary for terms used in the scenarios, whether industry- or organization-specific, for which you've: -
" developed very precise definitions. It's best to define your terms rather than presume that every reader

will understand them and how you intend them to be used. For example define what you mean by
“amployee,” * competency,” “business unit,” and “cost center.” If you're using Bloom & Wallace's HRM
Business Model “Starter Kit” ar the work of the HR-XME Consortium, you can indude the relevant ¢

ontext — the business context specific fo this scanario & Scenario — the actual scenario ® Basic

lemonstration points, with the expected result by item or group — these are the specific points that
© provider must demonstrate credibly # Extended demanstration peints, with the expected results by
% or group — these are the specific points whose demonstration by a provider will help iluminate their .
- competitive advantages ® Evaluation sxpactations {this section is to be shared only internally and wit
evaluator) describes how you will interpret what you see in the provider's demanstration. YWhat are yau
5 hbping to see and why? Are there particular HRMDS behaviors, manual or automated, that you're trylg:
Ilummate? Are there specific underlying data structures, service delivery models, or processes for
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