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1. THE CORE

Your 30-question assessment across five operational zones mapped into two core dimensions. Operational
Maturity reflects how reliably your HR engine runs. Strategic Readiness measures how people-centric and
change-ready your systems are.

Operational Maturity
Does the system work safely and efficiently?
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Strategic Readiness
Is the system people-centric and future-proof?
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Early Developing Optimized
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Your Operational Maturity Profile: Optimized

High reliability and high throughput; automation and controls scale with minimal manual touchpoints. 

Initial Best of Suite Leading

1 2 3 4 5 6 7 8 9

Your Strategic Readiness Profile: Standard

Functional and consistent; meets baseline needs without strongly differentiating on experience or adaptability. 
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2. DIGITAL EXCELLENCE RATING

6.7
POINTS

TIER 2: CONNECTED ENTERPRISE

"You have built a strong digital foundation. Core systems communicate well, and
major risks are governed. The next leap requires closing the 'Last Mile'
gaps-automating manual handoffs in onboarding, exceptions, and service."

HR SERVICE EFFICIENCY

10 ELITE

"Your service layer is frictionless. Policies
cascade automatically, and employees
resolve needs instantly via mobile or AI-
leaving HR free for high-value strategy."

Inputs: Q4, Q5, Q25, Q26, Q27

FINANCIAL CONNECTIVITY

10 ELITE

"HR and Finance operate on a single
heartbeat. Data flows instantly from
headcount to GL, enabling real-time cost
control and rapid month-end close."

Inputs: Q2, Q15, Q16, Q28

TALENT MOMENTUM

1.7 FOUNDATIONAL

"Talent acquisition is burdened by manual
admin. Candidates face delays in
communication, and new hires frequently
wait for access and assets on Day 1 due to
disconnected workflow."

Inputs: Q7, Q8, Q9, Q10, Q11, Q30

PAYROLL PRECISION

7 ADVANCED

"Core payroll is solid, but 'Last Mile' friction
remains. You have achieved stability, but
specific inputs-often variable pay, retro
adjustments, or attendance exceptions-still
require manual calculation or correction."

Inputs: Q1, Q3, Q6, Q13, Q18

COMPLIANCE INTEGRITY

9.2 ELITE

"Compliance is embedded, not enforced.
The system auto-updates laws, flags risks in
real-time, and maintains a defense-ready
audit trail."

Inputs: Q19, Q20, Q21, Q22, Q23, Q24

STRATEGIC INSIGHTS

2.5 FOUNDATIONAL

"Blind Spots. Strategic visibility is limited.
Decisions regarding retention, cost, and
hiring performance are often made on gut
feel or lagging data."

Inputs: Q12, Q14, Q17, Q29
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3. THE 360° STAKEHOLDER FRICTION MAP

Converts maturity scores into role-specific friction diagnostics across two organizational layers. Outcomes are
mapped to six key stakeholder perspectives defining primary concerns, current experience lens, and friction
status for each role.

Tier 1: Strategic Leadership (Boardroom)

THE CFO (Finance & Risk) ENABLED

Primary concern: Financial accuracy, cost control, audit liability.

STAKEHOLDER LENS: The Strategic Partner: "Real-time assurance. 'I have automated, continuous visibility into labor
costs, allowing for dynamic forecasting with reduced compliance anxiety.'"

THE CIO (Technology & Security) OPERATIONAL

Primary concern: Data integrity, security, integration maintenance.

STAKEHOLDER LENS: The Complexity Gap: "Managed complexity. 'Our integrations are functional but fragile. Any
change to the core system requires significant testing and stabilization time.'"

THE CHRO (Talent & Culture) OPERATIONAL

Primary concern: Retention, Time-to-Hire, employee sentiment.

STAKEHOLDER LENS: The Engagement Gap: "Transactional function. 'We are effectively filling seats, but our tools
focus on administration rather than the candidate or employee experience.'"
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Tier 2: Operational Execution (Management & Employee)

THE HR MANAGER (Administration) OPERATIONAL

Primary concern: Efficiency, workload, data accuracy.

STAKEHOLDER LENS: The Volume Gap: "Task saturation. 'Routine processes are under control, but volume spikes
(like payroll cut-off) create significant operational backlogs.'"

THE TEAM MANAGER (People Leader) OPERATIONAL

Primary concern: Speed of approvals, visibility into the team.

STAKEHOLDER LENS: The Visibility Gap: "Information latency. 'I can approve requests, but I lack real-time visibility into
my team's attendance and leave balances to make informed staffing decisions.'"

THE EMPLOYEE (End User) OPERATIONAL

Primary concern: Ease of use, mobile access, transparency.

STAKEHOLDER LENS: The Convenience Gap: "Functional access. 'I can access what I need, but the interface is
desktop-first, making it difficult to complete tasks while away from the office.'"
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4. YOUR UNIFIED STRATEGY

Operational Maturity

Optimized

HIGH STABILITY

Strategic Readiness

Standard

MID EXPERIENCE

SCALE THE SERVICE

The Strategic Diagnosis

Your employees are happy because your HR team does the heavy lifting. This model doesn't scale due
to manual follow-up chasing.

The Strategy: Deploy AI Assistants to maintain service quality while removing manual labor to enable
growth.

PHASE 1 MONTHS 1-3

Payroll Variance Control

PRIORITY ACTION

Automatically pull in bonuses,
commissions, and back-dated pay
changes directly into the pay cycle-no
more manual spreadsheets.

PHASE 2 MONTHS 3-6

Zero-Touch Onboarding

PRIORITY ACTION

Connect your hiring tool (ATS) to your
HR system to auto-create employee
files and set up IT access the moment
an offer is signed.

PHASE 3 MONTHS 6-9

Fast-Track Hiring Workflows

PRIORITY ACTION

Run background checks, document
signing, and equipment setup at the
same time so new hires can start
working on Day 1.
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5. COMPLETE 30-POINT CAPABILITY BREAKDOWN

Detailed granular question-level analysis of all 30 touchpoints, translating each response into specific capability
strengths and improvement opportunities.

Zone 1: Payroll, Compensation & Compliance Agility

  QUESTION STATUS   ANALYSIS

Q1

Does your system
automatically stay compliant
with each countrys statutory
rules - updating itself
whenever regulations
change?

YES CAPABILITY

Statutory rule updates are automated for
the operating jurisdiction(s).

IMPLICATION

Compliance change handling stays
predictable and audit response becomes
faster.

BENCHMARK CONTEXT

Automated statutory updating is strongly associated with fewer compliance incidents.

OPTIMIZATION SUGGESTION

Maintain governance: periodic statutory review cadence + documented change evidence for
audits.

Q2

Is HR, Payroll, and Time built
on a single data model so
updates flow instantly without
fragile integrations?

YES CAPABILITY

HR, payroll, and time run on one
database; updates propagate instantly
across modules.

IMPLICATION

Reconciliation effort reduces and
pre-payroll validation becomes lighter.

BENCHMARK CONTEXT

Single-record architectures consistently reduce manual data movement and reconciliation
effort.

OPTIMIZATION SUGGESTION

Build cross-functional dashboards anchored on the governed system record.

Q3

Do commissions, bonuses,
and overtime flow directly
into payroll without
spreadsheets or manual
uploads?

YES CAPABILITY

Variable pay flows automatically from
source systems into payroll without
manual manipulation.

IMPLICATION

Payroll cut-off pressure reduces because
variable pay is not a spreadsheet
exercise.

BENCHMARK CONTEXT

Automated variable-pay flow is associated with lower variance and fewer corrections.

OPTIMIZATION SUGGESTION

Maintain rule governance: periodic review of variable-pay calculation logic and exception
rules.

Q4

Can employees access
payslips, upload
reimbursement bills, and
view tax worksheets
independently through a
mobile-friendly portal?

YES CAPABILITY

Mobile self-service supports payslips, tax
docs, and reimbursements with minimal
HR involvement.

IMPLICATION

Tier1 workload reduces, freeing capacity
for higher-value work.

BENCHMARK CONTEXT

Self-service is strongly associated with reduced HR administrative workload.

OPTIMIZATION SUGGESTION

Monitor adoption and remove friction so self-service remains the default resolution path.
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  QUESTION STATUS   ANALYSIS

Q5

When you update a
compensation or leave policy
once, does it automatically
cascade across Payroll,
Benefits, and Time without
duplicate setup?

YES CAPABILITY

Policy updates cascade across
payroll/benefits/time instantly, ensuring
consistency.

IMPLICATION

Change deployment becomes fast and
controlled, reducing policy drift risk.

BENCHMARK CONTEXT

Centralized rule engines consistently reduce rollout time and configuration inconsistency.

OPTIMIZATION SUGGESTION

Pilot policy changes with guardrails and measurable outcomes.

Q6

Does the system
automatically recalculate
retro pay and tax
adjustments for past periods
without manual intervention?

NO CAPABILITY

Retro is recalculated in spreadsheets,
increasing tax filing errors and re-run risk.

IMPLICATION

Higher cycle time and operational fragility
during arrears-heavy months.

BENCHMARK CONTEXT

Manual retro handling is associated with higher rework and higher mismatch risk.

OPTIMIZATION - STRATEGIC PRIORITY

Implement automated retro-processing to streamline arrears management and reduce
correction loops.

Zone 2: Hiring, Onboarding & Talent

  QUESTION STATUS   ANALYSIS

Q7

When a job is approved, is it
instantly published across job
boards and your Career
Page through automatic
distribution?

NO CAPABILITY

Jobs are posted manually across boards
by copying/pasting content.

IMPLICATION

Distribution becomes a bottleneck;
candidate flow starts later and drop-off
risk rises.

BENCHMARK CONTEXT

Benefits of automated distribution remain unrealized under manual posting.

OPTIMIZATION - STRATEGIC PRIORITY

Implement automated distribution with centralized templates and tracking to eliminate
repetitive work.

Q8

When a candidate accepts
an offer, does their data flow
into HRIS, Payroll, and
Benefits without any
re-entry?

NO CAPABILITY

Offer data is manually typed into HR and
payroll systems.

IMPLICATION

Onboarding slows and error probability
increases; downstream corrections
become routine.

BENCHMARK CONTEXT

Benefits of single-entry remain unrealized with full retyping.

OPTIMIZATION - STRATEGIC PRIORITY

Automate offer-to-core-system data flow and standardize mappings for compensation and
statutory fields.
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  QUESTION STATUS   ANALYSIS

Q9

Can IT setup, background
checks, and document
signing run in parallel so new
hires become productive
faster?

PARTIAL CAPABILITY

Some tasks are parallel, but key
dependencies remain (e.g., IT waits for
HR).

IMPLICATION

Cycle-time improves slightly but stalls still
occur at dependency points.

BENCHMARK CONTEXT

Partial parallelization typically captures only a portion of the speed benefit.

OPTIMIZATION SUGGESTION

Remove unnecessary dependencies and implement automated triggers based on event
completion.

Q10

Does the system
automatically trigger
reminders and workflows to
collect missing documents so
HR doesnt have to follow up
manually?

NO CAPABILITY

Document collection is tracked manually
and followed up via manual messages.

IMPLICATION

Follow-ups consume capacity and delays
cascade into background checks.

BENCHMARK CONTEXT

Manual tracking forfeits the completion-rate benefits of automation.

OPTIMIZATION - STRATEGIC PRIORITY

Implement automated document workflows with status tracking, deadlines, and escalations.

Q11

Does the system auto-create
provisioning tasks (email,
system access, assets) so
new hires are fully equipped
on Day 1?

PARTIAL CAPABILITY

Tickets are generated, but execution
depends on reminders; variability
persists.

IMPLICATION

Escalations still occur for missing
access/assets.

BENCHMARK CONTEXT

Partial automation leaves execution manual and inconsistent.

OPTIMIZATION SUGGESTION

Add SLA tracking, automated reminders, and role-based provisioning bundles.

Q12

Do recruiters and hiring
managers have real-time
visibility into bottlenecks
(e.g., offers pending,
approvals delayed) to
prevent drop-offs?

PARTIAL CAPABILITY

Reports exist but require manual runs;
visibility is delayed.

IMPLICATION

Bottlenecks are discovered late;
interventions happen after
disengagement.

BENCHMARK CONTEXT

Delayed reporting reduces the achievable impact of intervention.

OPTIMIZATION SUGGESTION

Move from scheduled reports to live stage dashboards with alerts for delays.
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Zone 3: Data Quality & Analytics

  QUESTION STATUS   ANALYSIS

Q13

Does attendance and leave
data flow into payroll in real
time, eliminating month-end
reconciliation rush?

YES CAPABILITY

Attendance, shift, and leave data sync
into payroll in real time.

IMPLICATION

Payroll execution becomes less
dependent on end-of-month
consolidation.

BENCHMARK CONTEXT

Real-time time data significantly reduces payroll processing time and error rates.

OPTIMIZATION SUGGESTION

Maintain event monitoring and data-quality checks to protect accuracy.

Q14

Does the system use AI to
automatically surface insights
(like overtime spikes or pay
gaps) without you building
complex reports?

PARTIAL CAPABILITY

Reporting exists, but analysis is
manual/dashboard-driven; surfacing isn't
proactive.

IMPLICATION

Insights arrive late; issues can escalate
before detection.

BENCHMARK CONTEXT

Manual analysis delays intervention windows.

OPTIMIZATION SUGGESTION

Add automated anomaly detection and schedule proactive insight digests.

Q15

Is there a true single source
of truth where updates in one
module instantly reflect
across Payroll, Benefits, and
other systems?

YES CAPABILITY

One authoritative employee record
reflects changes instantly across all
systems.

IMPLICATION

Data corrections reduce and audit
response improves due to consistency.

BENCHMARK CONTEXT

A unified record can eliminate most data discrepancy errors.

OPTIMIZATION SUGGESTION

Enforce governance on the 'golden record' to prevent drift.

Q16

Do HR and Finance systems
automatically reconcile
headcount costs and GL
codes to ensure FP&A
alignment?

YES CAPABILITY

Headcount costs and GL codes reconcile
automatically between HR and Finance.

IMPLICATION

Month-end close accelerates and
variance conversations reduce.

BENCHMARK CONTEXT

Automated reconciliation reduces financial close time and improves accuracy.

OPTIMIZATION SUGGESTION

Extend reconciliation to scenario forecasting using aligned cost structures.

Q17

Does the system use
predictive AI to forecast
attrition risks and flag key
talent at risk before they
resign?

NO CAPABILITY

No predictive insight; attrition feels like a
surprise.

IMPLICATION

Retention actions are reactive; risk
knowledge isn't operationalized.

BENCHMARK CONTEXT

Absence of predictive signals leaves retention value untapped.

OPTIMIZATION - STRATEGIC PRIORITY

Implement predictive signals gradually, starting with baseline risk scoring.
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  QUESTION STATUS   ANALYSIS

Q18

Does the system flag roster
vs. actual attendance
discrepancies daily so
managers can fix issues
before payroll?

PARTIAL CAPABILITY

Alerts exist but exceptions accumulate;
resolution happens close to cut-off.

IMPLICATION

Corrections cluster near payroll, keeping
pressure high.

BENCHMARK CONTEXT

Late resolution reduces the benefit of discrepancy management.

OPTIMIZATION SUGGESTION

Shift resolution to daily workflows with ownership SLAs.

Zone 4: Compliance, Risk & Audit

  QUESTION STATUS   ANALYSIS

Q19

Do statutory rule changes
(tax rates, labor codes)
update automatically without
manual configuration or IT
support?

YES CAPABILITY

Statutory rule changes apply
automatically without manual
configuration.

IMPLICATION

Risk of missed updates drops and
compliance becomes continuous.

BENCHMARK CONTEXT

Automated statutory updates reduce regulatory error exposure significantly.

OPTIMIZATION SUGGESTION

Maintain release governance: change visibility and validation sampling.

Q20

Can you instantly view a
complete, field-level timeline
of every change made to an
employee record for audit or
compliance checks?

YES CAPABILITY

Full field-level timeline exists for
employee record changes.

IMPLICATION

Audit preparation compresses to hours;
traceability is defensible.

BENCHMARK CONTEXT

Field-level history reduces audit preparation time significantly.

OPTIMIZATION SUGGESTION

Extend audit trail usage to internal controls and anomaly patterns.

Q21

Does the system detect and
prioritize critical compliance
risks (visa expiry, labor hour
violations) in real time?

YES CAPABILITY

System detects and prioritizes critical
compliance risks in real time.

IMPLICATION

Risks are addressed before fines or
disruption.

BENCHMARK CONTEXT

Real-time risk monitoring reduces compliance incidents significantly.

OPTIMIZATION SUGGESTION

Define risk thresholds and playbooks to ensure alerts convert to action.

Q22

Are managers and
employees automatically
notified of expiring
documents or certifications
with direct links to update
them?

YES CAPABILITY

Automated expiry alerts include direct
links to update documents.

IMPLICATION

Compliance stays high with minimal
chasing; renewals are self-correcting.

BENCHMARK CONTEXT

Automated expiry management can drive near-100% adherence.

OPTIMIZATION SUGGESTION

Add escalation ladders and block/non-block rules based on risk.
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  QUESTION STATUS   ANALYSIS

Q23

Can the system generate
government reports and
statutory filings in the exact
required formats, ready for
submission?

YES CAPABILITY

Statutory reports generate in required
formats, ready for submission.

IMPLICATION

Reporting cycle compresses and error
risk reduces.

BENCHMARK CONTEXT

Automated filings save weeks of effort and reduce errors.

OPTIMIZATION SUGGESTION

Centralize templates and maintain version control.

Q24

Does the system surface
context-aware policy
reminders to managers while
they take actions (e.g.,
approving requests or
updating pay)?

PARTIAL CAPABILITY

Reminders exist but are generic/late;
decisions lack full context.

IMPLICATION

Mistakes continue; corrections happen
later.

BENCHMARK CONTEXT

Generic reminders reduce the impact on adherence.

OPTIMIZATION SUGGESTION

Move nudges into the decision moment with specific rules.

Zone 5: Experience & Adoption

  QUESTION STATUS   ANALYSIS

Q25

Is the mobile app strong
enough for employees and
managers to complete core
tasks (requests, approvals,
payslips) on the go?

YES CAPABILITY

Mobile supports completion of routine
tasks (requests, approvals), not only
viewing.

IMPLICATION

Adoption rises and HR ticket volume
reduces as desktop dependency falls.

BENCHMARK CONTEXT

Robust mobile experience increases adoption and reduces ticket volume.

OPTIMIZATION SUGGESTION

Expand mobile coverage to remaining high-volume workflows.

Q26

Does an AI assistant
instantly answer HR queries
(policies, leave, benefits,
request status) to reduce
helpdesk load?

YES CAPABILITY

AI assistant resolves policy and status
queries with multi-step capability.

IMPLICATION

Tier-1 helpdesk load reduces and
response times compress.

BENCHMARK CONTEXT

AI assistants deflect significant ticket volume and speed up response.

OPTIMIZATION SUGGESTION

Extend assistant coverage to workflow actions (raise request, check status).

Q27

Can managers approve
workflows securely from
Email, Slack, or Teams
without navigating the full HR
portal?

YES CAPABILITY

Managers approve securely from
Email/Chat with minimal friction.

IMPLICATION

Cycle time reduces; approvals don't stall.

BENCHMARK CONTEXT

In-flow approvals reduce cycle times and increase completion rates.

OPTIMIZATION SUGGESTION

Expand in-flow approvals to all high-frequency workflows.

Page 12



  QUESTION STATUS   ANALYSIS

Q28

Can your payroll cycle be
completed within hours - not
days - even at high employee
volumes?

YES CAPABILITY

Payroll completes in hours; performance
remains stable under load.

IMPLICATION

Month-end becomes predictable and
operational drag reduces.

BENCHMARK CONTEXT

Automated payroll engines are significantly faster and more reliable.

OPTIMIZATION SUGGESTION

Stress-test peak loads and standardize pre-run validations.

Q29

Does the system detect early
flight-risk indicators
(engagement drops,
attendance patterns) and
alert managers proactively?

NO CAPABILITY

No early-warning indicators; resignations
occur without visibility.

IMPLICATION

Attrition remains reactive; risk knowledge
isn't operationalized.

BENCHMARK CONTEXT

Absence of early warnings preserves preventable attrition risk.

OPTIMIZATION - STRATEGIC PRIORITY

Implement early-warning indicators in phases.

Q30

Does the system
automatically identify skill
gaps based on role
requirements and
recommend personalized
learning paths for
employees?

NO CAPABILITY

Learning is generic/compliance-only; no
personalized paths.

IMPLICATION

Upskilling is inefficient; internal mobility
missed.

BENCHMARK CONTEXT

Generic learning limits the impact on skill retention.

OPTIMIZATION - STRATEGIC PRIORITY

Implement role-based skills mapping and personalized recommendations.

Disclaimer: This diagnostic is provided for informational and benchmarking purposes. The analyses presented reflect an interpretation of your
inputs using a structured evaluation framework supported by AI-assisted benchmark research. The outputs function as comparative indicators
similar to those found in an industry benchmarking report and represent directional insights rather than assurances of legal compliance,
operational performance, or financial outcomes. Variability should be expected based on data quality, internal processes, system
configurations, and regulatory environments. These results are intended to support internal reflection and decision context and do not replace
formal audits, professional advice, or independent verification.
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