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What's in a System?

How workforce management can help you achieve
long-term strategic alignment
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Introduction

When it comes to strategic planning — and the implementation of that strategy — too many organizations are facing
a disconnect. One out of two leaders acknowledge that strategy implementation is just as important as strategic
planning, yet there is a 67% chance that their organizations are failing to successfully implement planned strategies.
Challenges like poor communication, lack of leadership, and using the wrong measures to accurately assess progress
are common, but one challenge leaders may not be considering is the need for strategic organizational alignment.

Defining strategic organizational alignment

Strategic organizational alignment occurs when all the major components of an organization — including people,
marketing, operations, and systems — are interconnected and directly linked to the mission, vision, and values of an
organization. You need to be able to answer these questions: What do we currently do? and What do we want to do?
By aligning your organization’s decisions and actions so that they support the achievement of your strategic goals,
you’ll be positioned to reach strategic organizational alignment.

How aligned is your organization? Consider the following questions,
ideally with your team. You might ask them about the enterprise overall,
or about a single strategically important business line, activity, or function,
such as the implementation of a workforce management system.
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When we examine organizational alignment, management information systems such as workforce management and
human capital management systems are good examples to explore. A company can have a detailed purpose, strategy,
value proposition, and source of differentiation, as well as skilled resources for achieving profit, but those employees
may also be forced to spend countless hours manually calculating timesheets, creating schedules, and ensuring
proper staffing at peak and nonpeak times.

This increase in overhead spending can threaten not only the company’s breakeven financials, but also the capabilities
of its available resources, due to inherent opportunity costs. In this example, the argument can be made that

implementing a workforce management solution not only is an avenue for achieving short-term goals but should also
be viewed as a long-term strategic tool that can help organizations achieve overall strategic organizational alignment.

Or take the example of an organization that touts itself as being “employee-focused,” but its internal processes are
difficult to use and lack the consumer-style application features that users have become accustomed to. Getting
answers on benefits, available time off, and changing contact information is cumbersome and often results in errors.
As aresult, the company experiences low levels of employee engagement and high turnover rates. More efficient
workforce management solutions could mitigate these challenges and help the organization meet both its short-term
and long-term goals.

Let’s look at some of the best practices that companies can use to reach overall workforce management goals and
achieve organizational alignment efforts.

Take a fresh look at organizational practices

Identify your mission

Before you can achieve long-term strategic alignment, it’s important to identify what your organization is trying to
achieve. What are your organization’s vision, values, and purpose? When the mission of the organization is developed,
is everyone made aware of it? These are the questions that must be answered by executives before any changes can
be made. The long-term strategic goal must be identified and communicated to everyone in the organization or any
changes will cause confusion and frustration among employees.
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Ifyou’re looking to grow, you have to have software that can grow with you,
and UKG is a tool that has helped us expand our business.
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Assess the organization

Once your organization’s mission and long-term goals are identified, the next step to achieving long-term strategic
alignment is assessing whether the current processes are aligned with your long-term goals. Ask questions such as
these: Why do we do it this way? How are we monitoring this process? What are our current pain points? Can we make
this process better? You may find that answers range from “I don’t know” to “We’ve always done it this way.” The key
is to identify processes that don’t align with the mission and values of the organization so they can be adjusted.

Case Study:

Getting others on board with changing processes

With your organization’s mission developed and communicated and the process gaps in creating long-term strategic
alignment identified, now it’s time to create the process changes. This can be achieved by following the foundational
building blocks of organizational change management.

Communication. Communication is critically important throughout the entire process of long-term strategic
alignment. All impacted groups must be aware of the mission of the organization, the processes that are being
changed to create long-term strategic alignment, as well as the purpose of the process changes. Information and
details should be shared repeatedly through commonly used, accessible communication vehicles. Examples include
in-person meetings, remote/town hall meetings, corporatewide emails, company websites, newsletters, blogs,

and posters.

Case Study:




And be sure to reinforce the message that information related to organizational change management is coming
directly from leadership and is going to affect the entire organization. If employees do not feel that the information
is relevant to them, it might be dismissed and ignored.

Ability. Once employees are aware of the changes and understand their purpose, it’s important to ensure they receive
proper training to begin using the new strategically aligned processes. To accomplish this, you need to have sufficient
resources dedicated to rollout and training and be prepared to respond quickly to any roadblocks that may emerge.

Case Study:

Reinforcement. Reinforcement is the most overlooked component to creating long-term strategic alignment.
Often, leaders spend most of their time focused on the front end of the process of creating the strategic alignment
but fail to maintain the effort over the long term. This leads to short-term alignment that dissipates as competing
priorities distract the organization from its long-term mission.

Executives need to maintain active visibility in the process of creating long-term strategic alignment. To drive
sustainability, executives must provide feedback channels that foster continuous improvement, identify leaders to
monitor and report on the progress of alignment, and maintain robust communication of the mission. These efforts
will demonstrate the involvement of leadership in driving strategic alignment for the organization and help sustain the
long-term change.

Closing

How close is your organization to achieving strategic organizational alignment? Are the core values of your business
understood at every level of the organization, reflected in the day-to-day operations of individual employees,

and aligned to support the organization’s overall purpose? When well planned, implemented, and maintained wisely,
UKG workforce management and human capital management solutions are powerful tools that enable organizations
to achieve organizational alignment. Once organizations fully understand and assess the changes that are needed and
reinforce the associated behavior, UKG not only can assist with transactional day-to-day activities, but may also truly

transform an organization’s long-term strategy and outcomes.
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About UKG

At UKG (Ultimate Kronos Group), our purpose is people™. Built from a merger that created one of the largest cloud companies
in the world, UKG believes organizations succeed when they focus on their people. As a leading global provider of HCM, payroll,
HR service delivery, and workforce management solutions, UKG delivers award-winning Pro, Dimensions, and Ready solutions
to help tens of thousands of organizations across geographies and in every industry drive better business outcomes, improve
HR effectiveness, streamline the payroll process, and help make work a better, more connected experience for everyone. UKG
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numerous awards for culture, products, and services, including consecutive years on Fortune’s 100 Best Companies to Work For
list. To learn more, visit ukg.com.
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