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EXECUTIVE SUMMARY
IDC’s research shows that digital leaders in Europe have the mandate from the CEO to transform their
organisation and seize the opportunities this presents. In response, they are facing the challenge of
driving digital transformation (DX) efforts to scale for their respective organisations, and delivering
results within a short period of time.
IDC recently interviewed 400 digital leaders across France, Germany, the Netherlands, Sweden and the
UK. The survey reveals that digital leaders find their finance and HR systems are adequate for today’s
requirements but lack the flexibility and sophistication to deliver on the broader DX mandate. Indeed,
the survey shows that four in five organisations find it difficult or impossible to adapt finance and HR
processes to evolving business requirements in the face of new data sources, evolving business models
and new interactions with customers and the ecosystem.
Of the 400 organisations interviewed, IDC identified 34 that we would consider as “best-in-class”
when compared to their peers in terms of DX maturity. IDC classifies best-in-class as a business that
aggressively disrupts the status quo in the use of new digital technologies and business models to
affect markets. Ecosystem awareness and feedback are constant inputs to drive business innovation.
Continuous improvement is a core business management philosophy. And leadership embraces risk
taking and experimentation to develop innovative, ground-breaking capabilities (see the Appendix for
key traits).
For the purposes of this project, IDC also interviewed four Workday customers and shared their
insights in the form of short case studies. Below are the three core areas that stand out as critical
success factors for these organisations in relation to driving enterprisewide digital transformation:

1. Creating a digital dream team to cut across finance, IT, HR and the broader business: 73% of bestin-class digital leaders are actively engaged in discussions with the head of HR and head of finance
regarding digital transformation.
2. Supporting new business models through finance and HR: 76% viewed this as very or extremely
important. There is an understanding that to do this the ability to reconfigure finance and HR
systems in a dynamic fashion is critical.
3. Modernising Finance and HR: Best-in-class organisations are making significant investments in
finance and HR systems. In fact, 88% of these organisations are investing in advanced finance and
86% in advanced HR systems to support the digital transformation journey.

By working to emulate these practices
organisations can embark on their
transformational journey with renewed
confidence.
Throughout this paper, IDC also discusses the business impact
of deploying “state-of-the-art” systems in HR and finance with
AstraZeneca, BlaBlaCar, Puma Energy and Club Med, illustrating key
messages through a series of case studies.
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DIGITAL TRANSFORMATION IS HAPPENING
The role of the digital leader in any organisation
is synonymous with a set of difficult challenges.
Many of these digital leaders have already
undergone the initial stages of DX, where
embedded processes, existing systems and
traditional business models have been shaken up
and re-established.

Figure 1:
Is Your Core Business Undergoing or About
to Undergo a Formal Digital Business
Transformation Effort?

59%

Yes, currently undergoing

17%

Yes, about to start

15%

No, but we are planning our digital
transformation efforts
No, and have no digital
transformation plans yet

8%

Transformation of the Business
as a Whole
While many respondent organisations feel they
are well underway with their transformation
process, success is often limited to parts of their
operations. And for many these are contained
in virtual silos. When asked which parts of the
business are undergoing or about to undergo
DX, most respondents cited sales and customer
experience (77%), with finance (72%) and HR (65%)
second and third.
This points to the fact that DX is not only about
transforming the external customer-facing
elements of the business, but also about the
internal transformation of functions such as HR
and finance.
The proximity of finance and HR to sales and
customer experience suggests that both internal
and external elements are crucial in delivering
digital transformation, yet 57% of non-finance
and HR respondents want to see modernisation
in these areas of the business. This suggests that
despite the intentions to transform, these core
operational elements of the organisation are less
likely to meet changing demands.

Source: Digital Leaders Survey, IDC, 2018

The survey showed that 76% of European
organisations were either undergoing or were
about to start their digital transformation journey,
and a further 15% reported being in the planning
process of their DX initiative. However, most
organisations are now realising that DX is very
much a radical transformation of the organisation
as a whole. This includes the processes and
functions that support the core business.
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“

Asked whether HR and finance are currently meeting business requirements, the
overwhelming majority find their systems adequate or reasonably modern. Just
19% (finance) and 10% (HR) would class their core systems as state-of-the-art.
While these adequate and reasonably modern
systems may be fit for purpose in the context
of current requirements, the question digital
leaders need to ask is will they be fit for purpose
in 12 to 24 months’ time? More specifically, will
they be able to support the wider transformation
of the business and deliver competitive
advantage? Being prepared for the future is
essential to delivering on DX.

Figure 2:
How Would You Characterise Your Core
Finance and HR System?

FINANCE
37%

We wanted to leave behind
a system that was broadly
considered an inhibitor
to our digital efforts and
have a system that allowed
collaboration, visibility and
efficiency across the business
locations and functions.

43%

40%

David Smoley
CIO, AstraZeneca

HR
40%

19%

Outdated

10%

8%

4%
Adequate

Reasonably
modern

State-of-theart

Even delivering on the here and now was a
challenge for some respondent organisations,
with a proportion of them calling their systems
“outdated”, as shown in Figure 2.
However, one significant take-away that stands
out from Figure 2 is that while respondents
appear to be generally satisfied with their systems
in finance and HR, only a small percentage (1 in
5 in finance and 1 in 10 in HR) really view their
systems as state-of-the-art. Such a system would
easily integrate digital solutions, offer timely
insights and information, and be easy to adapt to
new business requirements.

Outdated

Adequate

Reasonably
modern

State-of-theart

great disconnect between current and future
capabilities; in short the current finance and HR
systems can just about handle the tasks and
workloads of today, but as the responses of
the same digital leaders show, they are hardly
prepared to deliver great performance on several
key functions that are considered important for
the organisation.
In a time of rapid digital disruption, this “middle
of the range” approach is not a recipe for success,
and more detailed questions in the survey reveal
that gap. More specifically, the digital leaders IDC
surveyed admitted that in their organisations:

Furthermore, having 40% of the respondents
rating their systems as “adequate” points to a
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80

integrate
% Cannot
new digital

solutions with
existing finance
and HR processes
or require effort to
do so

80

%

Require effort or
cannot get realtime forecasts and
dashboards

80

%

Find it difficult or
impossible to adapt
finance and HR
processes to new
requirements

DX initiatives can often centre on specific elements of the business, while traditional departments
and functions such as HR and finance fall behind. The danger here is that while the business feels it is
transforming it does not have the processes or operations to support this change — both immediately
and, of more concern, in the longer term.

Getting Existing Systems to Support Transformation at Scale
One of the key reasons why so many organisations are getting “stuck” as they
look to scale DX is the absence of the right technology architecture to facilitate
new ways of working. This is exacerbated by the fact that new technology
platforms are often set up separately from the traditional enterprise IT
platforms, with APIs and integration services connecting them.
This creates a digital deadlock as organisations are effectively limited by
their own systems creating insufficient operational visibility and agility, siloed
organisational structures, limited collaboration and sharing of expertise.
In short, finance and HR systems may be adequate for the tasks they are
handling now or they have dealt with in the past, but they are not positioned
to handle the DX challenges of the near future.
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Delivering a New Age of HR With State-of-the-Art Tools
AstraZeneca is a multinational pharmaceutical company with operations around the globe with
approximately 60,000 employees. At the forefront of pharmaceutical innovation for almost
three decades, AstraZeneca bases its strategy on achieving and maintaining scientific leadership,
fostering business growth and making the company a great place to work.
AstraZeneca’s coordinated efforts to foster business growth and turn the company into a
great place to work has led to numerous investments in CRM, SCM and of course HCM. A
decentralised culture with strong regional focus and functions meant that the work of the IT and
HR department to deliver a new HCM experience would be both challenging and exciting. The
pre-existing systems were largely inefficient, did not offer transparency and provided limited
functionality user experience.
With the deployment of Workday, AstraZeneca managed to make HR data more coherent, cleaner
and much more visible. This also allowed the company to update and redesign HR processes,
enabling a continuous improvement of best practices that enabled significant changes to support
new digital initiatives. The new solution is very flexible and accessible through different platforms
— mobile, tablet and PCs.
When selecting its HCM application, the organisation placed emphasis on the ability to analyse
reliable data in almost real time and on continuous planning and forecasting capabilities. This
is crucial, especially at a time when the war for talent is so intense and skill shortages can derail
long-term projects and plans. AstraZeneca also wanted to have self-service reporting and a high
degree of intuitive user experience for managers and employees.

“

What are Digital Leaders Looking for in this New Architecture?
European organisations seek to deploy HCM and
finance applications that will offer significant
improvements in the way these two important
functions add value to the organisation, but also
support the wider DX aspirations of the business.
This is crucial to a successful transformation
journey as described above — not only changing
and reshaping the way employees, managers
and leaders work, but also affecting the way the
company competes.

We came from a very unsophisticated
point of departure for our human
resources systems. We could not yield
more than from the previous system
as it was. It was not modern and it was
difficult for us to consolidate, absorb
and on-board the acquisitions our
group had made in the last 6 or 7 years
from an HR perspective.
Sean Craig
Head of HR Operations, Puma Energy

At the top of the list there is the need for high-level security and auditability of finance and HR,
followed by a simple and intuitive user experience. Continuous planning and forecasting capabilities,
with configurable self-service reporting, are also very important for digital leaders, as is the need for
organisationwide actionable insights into financial and people performance. This includes the ability for
employees and managers to self-serve key functions.
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Figure 3:
For Your Role as a Digital Leader, What Are the Most Important
Requirements for Your Finance and HR Systems?
46%
37%

High level of security
and auditability of
finance and HR

34%

Simple and intuitive
user experience for
me as a user

Continuous planning
and forecasting
capabilities

31%

29%

Configurable
and self-service
reporting

Actionable insights
into financial and
people performance

28%

Employee and
manager self-service
features

Digital leaders are effectively creating a narrative that seeks new digital capabilities around customers,
employees, data and scale — capabilities that transform these operations-led departments from
systems of record to engaging functions of intelligence and insights.
In response, these digital capabilities require the bringing together of technology, talent, governance,
processes and data. IDC believes that not enough organisations are actively working towards this.
Rather, they are preoccupied with building the piece parts of DX in isolation, rather than focusing on
the whole picture.
Digital leaders must look for tools and processes around them that will help break the digital deadlock.

Think Business Requirements and Work Backwards
First and foremost, systems need to be created to help organisations
understand and attune to customer needs, allow the streamlined adoption of
technological innovation, and have deep operational, financial and workforce
insights on hand. Secondly, DX requires a set of skills and technologies that
supports continuous innovation.

“

Configurable, self-service reporting is the most
important requirement for my finance system.
It needs to be a simple and intuitive experience
for me as the user.

7
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Using State-of-the-Art Tools to Open New Markets
Club Med is a well-known private French company specialising in premium all-inclusive holidays.
The company’s model is built around the operation of “vacation villages” in more than 70
locations around the world. It has around 23,000 employees and revenues of more than $1.5
billion a year.
As a global leader in the tourist industry the company faced a number of challenges with its
expansion arising from a demanding recruitment process and growth plan. With more than
20 new resorts in the past three years, including three to five each year in China, the company
needed additional ground and managerial staff, and better operational workforce planning at
a massive scale. Club Med needed a robust back-office backbone to deliver on these goals and
complete its HR digital transformation objectives.
Club Med’s requirement for a more intuitive and easy-to-use system for line managers and
employees meant that all the processes, workflows and user experience were redesigned with
the workforce in mind; this was part of a coordinated strategic project named People First. The
core tenets of this new strategy were a more decentralised HR function offering more value
with a high degree of self-service for employees and autonomy for managers. One key goal
of the strategy was to improve employee turnover, but also allow for changes happening in
the workforce and the new generation of employees. A new generation of workers expects a
workplace that is more engaging and gives everyone enough visibility and perspective about their
role in the company.
With the deployment of Workday, Club Med is currently expecting better management of
recruitment, especially in the vast Chinese market, and will be rolling out a personalised and
bespoke learning and development environment for its employees. A key requirement that
featured heavily in the selection of Workday was the ability to access the application any time and
on any device, especially given the widespread use of mobile devices.

All the above points to two main conclusions: on the one hand, irrespective of DX maturity, business
size or country of operations, digital leaders have a very clear set of requirements when it comes to the
finance and HR systems and their DX journey.
In many cases these requirements match the expressed need to redefine old and rigid processes in
these functions and have better informed decision making across the business; however, all the above
are ultimately tied to a wider disruption that has the long-term success of the business at its core.
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How Are Digitally Mature Organisations Achieving This?
The survey provided insight into the correlation between organisations that are DX leaders and the
impact of having state-of-the-art systems in place for finance and HR departments.
Digital leaders need to focus on delivering simple and intuitive user interfaces with self-service
capabilities, enabled around an environment of auditability and security. As a result, outside of these
departments, other business functions are struggling to navigate finance and HR to progress their
broader DX strategies.
However, the survey also revealed several businesses that have been very successful in their DX
projects. These organisations have a best-in-class classification when compared with their peers and
have reached a high level of DX maturity.

Future-Proof Finance to Support the Digital DNA
BlaBlaCar is an online marketplace for carpools. Its website and mobile apps connect drivers
and passengers willing to travel together between cities and share the cost of the journey. The
company does not own any vehicles but helps connect the two interested parties to complete
the journey together. It is an exciting case of innovation, quick entrepreneurial thinking and
technology coming together to create a new service.
BlaBlaCar has been a digital company since its beginning; its model is built around a digital
product and a strong digital DNA is an integral part of the company. Given this strong digital DNA,
BlaBlaCar focuses on using technology that supports its broader business model. Technology
isn’t just used to support the customer (or ecosystem) experience — it also relates to systems for
operation of business units such as finance.
In this respect, according to the company’s finance systems manager, “... disruptive companies
look for a good balance between a pioneering tool and the provider’s innovative spirit; it is
important to have a technology provider that can understand and match our company’s DNA.”
When selecting its financial application, BlaBlaCar had a key focus on configurable, self-service
reporting. It needed to be a simple and intuitive experience for users. As the company is quickly
scaling up in multiple countries, it is equally important to be auditable and capable of managing
complexity across different jurisdictions. Based on these selection criteria, BlaBlaCar chose
Workday Financials as part of its strategy to put in place a future-proof finance system to support
its dynamic and disruptive business model.

The time to disrupt is now, not in the future or when “adequate” becomes outdated. Understanding
what can be learnt from these successful organisations and what can be emulated is critical to
establishing a complete pathway to successful DX.
Below are the three core areas that stand out as critical success factors for DX leaders in relation to
driving enterprisewide digital transformation.
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“
“
“

1. Create Digital Dream Teams Across Finance, IT, HR and the Business
Digital leaders from organisations rated best-inclass have stronger relationships with the finance
or HR department heads (73%) than those with
lower levels of DX maturity.

Highly successful organisations want
the ability to reconfigure HR and
finance systems as business changes
require.

Equally, digital leaders from organisations with
perceived state-of-the-art systems have stronger relationships with the finance or HR department
heads (63%) than those with older or adequate systems.
This is coupled with greater eagerness to drive the digital team to improve systems; those deemed to
be best-in-class show strong eagerness (87%) to implement new digital processes in their department,
compared with just 40% for those lagging in DX.
Overall, there is a strong correlation between a digital-savvy, frequently engaged and dedicated
team and an organisation’s overall DX success. As a result, this should be the starting point on the
transformation journey.

2. Support New Business Models Through Finance and HR
As organisations adopt and excel at the use of
digital technologies, they are better placed to
maintain flexibility, profitability and innovation,
delivering what their customers want in terms
of new products and business models, while
expanding their reach to other domains. 76%
of best-in-class businesses rate the ability for
finance and HR to support new business models
as very or extremely important.

Finance and HR systems may be
adequate for the tasks they are
handling now, but they are not
positioned to handle the DX challenges
and at least one important or very
important task cannot be completed
with the current systems.

It is a fact that the best-performing businesses — equipped with digital-native culture, applications and
trend-setting best practices — are effectively widening the gap with market peers. This deep divide is
being realised in market growth, share capture, stock valuation and employer brand, and is adding to
the strain that less advanced organisations are feeling from powerful globalised market dynamics.

3. Modernise Finance and HR
Disruptive businesses place greater emphasis
on the role of finance and HR in the process
of digital transformation. Best-in-class
organisations invest in advanced finance (88%)
and HR (86%) systems to support the digital
transformation journey.

HR and finance systems that have
aged and cannot keep up are holding
digital transformation back and create
a gap between the organisation and its
competition.

Organisations have rethought and reconfigured the role these departments play and are now
reimagining a more comprehensive and strategic part for them in the immediate future. This
means they are leaving behind transactional and functional tasks and manual tools and need more
sophisticated solutions to complete their new responsibilities.
In response, best-in-class organisations (70%) see the ability to quickly reconfigure finance and HR to
business requirements as very or extremely important. When compared with the digital resisters, that
number drops to 22%. This is a significant difference between the rating of the requirements and the
capabilities successful businesses prioritise on their path to DX success.
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As a direct response, finance and HR must gain this acknowledgement of their newly important role
from all levels of management. This is also indicative of the importance of the culture change needed
for these departments to be included in this process.

Using Technology to Deliver Strategic HR
Puma Energy is a global energy business with integrated midstream and downstream operations
in 48 countries across five continents. With more than 8,300 employees across the globe, the
company is positioned in diverse and dynamic markets with a lot of growth potential. Operating
efficiently is a key principle behind its business model and putting in place better systems,
infrastructure, technologies and processes is the gold standard for the company.
Puma Energy has been investing in technology to enable its decentralised operating model. This
has allowed it to effectively absorb new entities and consolidate its growth in recent years.
Given its strategic emphasis on flexibility and efficiency, Puma Energy focused on future-proofing
its HCM solution, as well as the management of acquisitions, which have become a key feature
for the business. Puma Energy needed to apply data policies and best practices across the
business and run them efficiently in different geographies.
Deploying Workday allowed Puma Energy to “… achieve a new level of discipline towards
administrative activities and ensure that the quality of data was significantly improved. In the end,
this helped us to redesign delivery from an HR perspective — from a centralisation perspective it
became easier to determine what was possible and what we could deliver, changing the way HR
delivery was perceived in the organisation,” said Sean Craig, Puma Energy’s global head of HR.
When selecting its HCM application, the organisation placed a lot of emphasis on configurable
and self-service reporting, along with a high degree of agility and quick pace of change. Puma
Energy also sought a high level of security and auditability, along with a simple and intuitive user
experience. Workday HCM was well positioned to cover these requirements, along with a flexible
SaaS delivery and a single platform architecture.

Conclusion
With DX placing new and challenging requirements on finance and HR, the question is whether existing
infrastructure is fit for purpose in supporting this transformation.
In response, organisations need to view DX as an opportunity to update and renew their infrastructure in
finance and HR, and at the same time radically redefine the roles of these departments.
Finance and HR are the operational backbone of true digital transformation, but many organisations will
struggle if they remain in their current state. This is especially true of the need to create finance and HR
solutions that support new business models and the creation of increasingly flexible businesses.
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Eventually, digital will be just a part of the core business, yielding digitally native cultures and the
blurring of any distinct lines between digital and physical operations. Part of this will see more and
more organisations develop a fully articulated digital platform strategy.
Now is the time to rethink that approach through the implementation of a new technology architecture,
the DX platform. Organisations that can rearchitect for scale will find it far easier to break the digital
deadlock within their business operations in the coming years.
The survey showed that a culture of teamwork and dialogue is crucial in DX and that successful
companies excel at having strong relationships and eager leadership to foster and facilitate change.
In addition, having a digitally agile finance and HR backbone is the foundation for success in digital
transformation. While the status quo in terms of systems is adequate and acceptable, it is becoming
less and less clear how the crucial tasks and the flexibility required for DX can be delivered with those
legacy systems. The businesses that are proven to be best-in-practice recognise the need to build the
platform for the future and have made this part of their transformation from the onset.
It is time for digital leaders to start asking some serious questions when it comes to their organisations’
readiness for full-scale DX and the kind of tools they are using:
• Are our finance and HR capabilities fit for purpose for our digitally transformed business?
• Am I working closely enough with finance and HR to make this work?
• Do we have the finance and HR technology platform to meet our requirements for DX?
If the answer to any of these questions is no, then not only is there risk to the digital journey your
business is embarking on, but you are hardly in a position to begin disrupting your core business at
scale.
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Appendix
Best-in-Class Description
IDC classifies best-in-class as a business that aggressively disrupts the status quo in the use of new
digital technologies and business models to affect markets.
Below you will find the key traits of such an organisation in each of IDC’s digital transformation dimensions.

Key Traits of Best-in-Class Organisations

LEADERSHIP
Leadership is fully enabled and empowered to make correct and effective decisions to
drive company DX strategies, goals and objectives.

OMNI-EXPERIENCE
DX products have fully exploited all channels of stakeholder (e.g., customers, citizens,
employees, partners and employees) experience and reach to optimally impact buying
decisions.

INFORMATION
The organisation information assets have been optimised for decision making
and operations and to drive DX revenue generation through the incorporation of
information into the product mix.

OPERATING MODEL
The organisation processes, talent and ecosystem have been fully reengineered with DX
capabilities to maximise cost efficiencies and deliver new DX revenue streams.

WORKSOURCE
The organisation culture, talent and capabilities are designed to effectively compete and
disrupt in the DX marketplace.

Source: IDC, 2018
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Country Results
In this country-focused appendix, IDC shares a closer view of the more specific issues by country. The
appendix offers many interesting and country-specific data points that can help readers discern and
ultimately decipher local differences, and provides some understanding into how wider trends affect
local markets and decision makers.

Digital Transformation Status by Country
Looking at the country level, differences are not immediately evident. The pattern that emerges closely
mirrors that of the overall survey, but there are some points to highlight.
Figure 4:
Is Your Core Business Undergoing or About to Undergo a Formal Digital Business Transformation
Effort?
66%

70%
60%

66%
58%

55%

54%

50%
40%
30%
20%
10%
0%
France

Germany

Netherlands

Sweden

No, and have no digital transformation plans yet

Yes, about to start

No, but we are planning our digital transformation efforts

Yes, currently undergoing

United Kingdom

Source: Digital Leaders Survey, IDC, 2018

In the UK and the Netherlands, 1 in 10 respondents has no plans for digital transformation. The lowest
proportion appears in Germany with only 5%.
Conversely, Germany and Sweden show the highest proportion of those that are currently undergoing
digital transformation efforts, at 66%. The UK and France are at the other end of the spectrum with 54%
and 55% respectively. Not surprisingly, these two countries lead in the planning segment, with 20% of
French respondents and 19% of UK organisations saying their DX is in the planning phase now.
The next chart compares the status of DX maturity between the country respondents, and when viewed
together with the previous figure can offer a deeper insight into country differences.
This brings into question how respondents in these countries view their finance and HR systems and
how they rate them.
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Figure 5:
How Would You Characterise Your Core Finance and HR System?

FINANCE SYSTEM

State-of-the-art

Reasonably modern

Adequate

Outdated

60%
50%
40%
30%
20%
10%
0%
France

Germany

HR SYSTEM

Netherlands

State-of-the-art

Sweden

Reasonably modern

United Kingdom

Adequate

Outdated

60%
50%
40%
30%
20%
10%
0%
France

Germany

Netherlands

Sweden

United Kingdom

Source: Digital Leaders Survey, IDC, 2018

For the finance systems, we see that the UK has the highest ratio of “state-of-the-art” systems, with
24%, closely followed by Sweden with 22%. France and Germany lead in the “reasonably modern”
category, but quite alarmingly for these two countries, they also lead in the “outdated” category, with
6% and 7% respectively.
Both countries have been traditional investors in financial application software and as such this
proportion of outdated respondents could be reflecting organisations that have ageing and heavily
customised, on-premise deployments that are no longer able to deliver here and now.
For the HR systems, France leads in “state-of-the-art”, closely followed by the UK. However, France is a
repeat offender in the “outdated” category, with 12% of respondents dissatisfied with their current HR
systems. Sweden follows with 8% in the same category. Again, France here may be the victim of early
investments that have simply stopped performing at their peak and need to be replaced sooner rather
than later.
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In a time of rapid digital disruption, this “middle of the range” approach is not a recipe for success
for any of the countries examined, and more detailed questions in the survey reveal that gap, as
demonstrated in this paper. More specifically, the digital leaders that IDC surveyed admitted that in
their organisations:
FRANCE
•

75% cannot integrate new digital solutions with existing finance and HR processe or
require effort to do so

•

81% require effort or cannot get real-time forecasts and dashboards

•

82% find it difficult or impossible to adapt finance and HR processes to new
requirements
GERMANY

•

76% cannot integrate new digital solutions with existing finance and HR processes or
require effort to do so

•

75% require effort or cannot get real-time forecasts and dashboards

•

74% find it difficult or impossible to adapt finance and HR processes to new
requirements
NETHERLANDS

•

80% cannot integrate new digital solutions with existing finance and HR processes or
require effort to do so

•

84% require effort or cannot get real-time forecasts and dashboards

•

84% find it difficult or impossible to adapt finance and HR processes to new
requirements
SWEDEN

•

82% cannot integrate new digital solutions with existing finance and HR processes or
require effort to do so

•

80% require effort or cannot get real-time forecasts and dashboards

•

80% find it difficult or impossible to adapt finance and HR processes to new
requirements
UK

•

86% cannot integrate new digital solutions with existing finance and HR processes or
require effort to do so

•

82% require effort or cannot get real-time forecasts and dashboards

•

80% find it difficult or impossible to adapt finance and HR processes to new
requirements

What Are Digital Leaders Looking for in This New Architecture?
European organisations are looking to deploy HCM and finance applications that offer significant
improvements in the way these two important functions add value to the organisation, but also
support the wider DX aspirations of the business.
This is crucial to a successful DX journey, as described above — not only changing and reshaping the
way employees, managers and leaders work, but also affecting the way the company competes.
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From a country point of view and their role as a digital leader, these are the most important
requirements for their finance and HR systems:

Country

1st Requirement

2nd Requirement

3rd Requirement

FRANCE

Security/auditability

Planning and forecasting

Self-service

GERMANY

Security/auditability

User experience

Agility and pace

NETHERLANDS

Security/auditability

Planning and forecasting

User experience

SWEDEN

User experience

Security/auditability

Actionable insights

UK

Security/auditability

Planning and forecasting

Actionable insights

Despite some country differences, the message here is clear: digital transformation is happening in
Europe and one of the major obstacles that digital leaders face irrespective of country of operation is
their ageing systems and their inability to deliver what is needed.
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