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Major changes in the regulatory universe are underway. Uncertainty is the norm as the landscape of human
resource management regulation and compliance evolves with the times. From immigration to wage and hour to
the future of health care, change isn’t coming. It’s here.
To navigate in these choppy waters, you need immediate
access to accurate and comprehensive people data.
HR departments today have access to more information than
ever before, but having the data isn’t enough. Technology
alone isn’t going to solve all your issues. Many organizations
are drowning in a sea of unorganized information, unable to
leverage its full potential.

Employers can expect:
• More immigration enforcement
• Less wage & hour and EEOC enforcement
• Challenges to federal health care law

If you can’t manipulate that data in real time, you will find it difficult—if not impossible—to comply with increasingly
complex and changing workplace regulations. Even worse, you might not be able to serve your employees effectively.
Large or small, if manual processes bog down your HR department, you can’t access or analyze your own data.
If you can’t use your planning tools, then you can’t sit at the table when corporate policies are set that affect the
employee experience.
Recent and Upcoming Developments
Here’s the challenge: Labor laws are complex and fluid, making it increasingly difficult to manage compliance.
You have to keep on top of:
• work hours and overtime,
• when people can work,
• union regulations,
• health care coverage,
• equal employment opportunity, and
• workplace harassment.
In addition to all of this, you have business goals to meet.
Existing rules and regulations are already complex and ubiquitous, and inevitable changes have to be
accommodated as seamlessly as possible.
One clear example is immigration compliance. Expect to see an increased focus on Immigration and Customs
Enforcement. The old version of the I-9 form expired on January 22, 2017, and the new form expires August 31, 2019.
Failure to use the new form and other I-9 violations expose you to penalties—which employers saw double in 2016.
Despite the strong wave of Form I-9 compliance audits several years ago, expect them to increase. Federal
enforcement authorities are targeting screening and management processes, particularly Form 1-9 paperwork errors.1
Another example is the Labor Department’s regulations and rules, such as the federal Fair Labor Standards Act
and wage and hour compliance. These regulations penetrate every aspect of American business, especially the
HR function. This regulatory landscape is the target for many pro-business changes championed by the new
administration, including changes in minimum wage laws and equal employment opportunity enforcement.
For example, the Labor Department published new overtime thresholds in May 2016, raising the salary
requirement to qualify for the FLSA’s “white collar” exemption to $47,476 per year. The rule was set to take effect
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in December 2016. However, a federal judge in Texas blocked the rule one week before its implementation
date. The fate of the rule is uncertain, as the Labor Department has appealed the Texas court’s decision and
the new administration has yet to present the actions it would like to take with the overtime rule. If the Labor
Department’s appeal is successful and the regulations go into effect, the new Labor Secretary may be stuck with
them—unless Congress acts to amend the FLSA or the Labor Department undertakes a new rulemaking process
to dial back the changes.2
Significant change is almost inevitable where immigration and wage and hour issues are concerned. But the
fate of the Affordable Care Act is more complex. Employers are at risk in the event of any upheaval, and the HR
department is in the line of fire for any mistakes. You must be ready to respond quickly and accurately when the
changes come.
Reporting and Data Visibility: The Key to Compliance
The ACA and Labor Department regulations are just two examples of why you need to have HR automation
in place. Doing so gives you the ability to quickly and easily access a variety of employee information for
compliance with changing rules.
Meticulous documentation—whether it’s your I-9 forms, leave requests, W-2s, or overtime data—is critical.
Inaccurate or missing information opens you up to liabilities and a disgruntled workforce.
Most companies still don’t have a single system for fundamental processes such as the split between hourly and salaried workforce, vacation approval, and managed leave for the entire workforce. According to a 2016 Deloitte survey,
only 15 percent of HR managers gave their organization high marks for data accuracy.3
This figure maps out the journey from paper and spreadsheets to a data-driven unified platform.
What if your HR staff could spend less time on paperwork and more time supporting the organization’s strategic
objectives? The fact is that HR leaders often are so immersed in run-of-the-mill compliance tasks that they can’t
tackle strategic endeavors.
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Whether you desire the responsibility or not, this compliance risk falls on the
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and compliance tasks. Mundane and monotonous though it might be, the
importance of well-kept records can’t be understated. Proper records and forms
are crucial to maintaining and demonstrating compliance with laws and

At the bottom of the maturity curve, you’re spending all your time on manual tasks. Moving up the curve to datadriven HR enables organizations to select, train, engage, and develop talent more strategically. This doesn’t make
compliance requirements disappear, but your HR team now has more time to focus on people rather than process.
Regardless of your industry or the size of your company, HR is shifting from a support function toward becoming
a more crucial part of the leadership team. But how can you make that shift if you’re stuck in the lower left corner
of this journey map?
How to Streamline Compliance Efforts and Drive Employee Engagement
Human capital management solutions—with tools to manage HR, time and attendance, and payroll—minimize
compliance risk in three ways:
1. centralized policy administration,
2. enforcement, and
3. detailed auditing and tracking.
Centralized Administration: Labor and pay policies are always changing. HR leaders need to interpret the
changes and then apply them. The challenge is that many times corporate leadership and legal departments do
the interpretation—and this interpretation is communicated to the workforce, bypassing HR. Therefore, you have
people throughout the organization interpreting the regulation in various, sometimes contradictory, ways. This
results in haphazard and inconsistent application of the policies.
Enforcement: Even if you interpret policies correctly and administer them accurately, they still need to be enforced. In a manual environment, many times supervisors don’t have the tools they need to ensure the policies
are being followed, pay rules are being applied, and mandatory paperwork is being completed.
With a human capital management solution in place across your entire workforce, the definitions and rules
around these policies are managed and automated, so you no longer have individuals and people at various sites
doing their own random policy enforcement.
Audits: Full auditing is a key requirement if the Labor Department comes calling. If you’re faced with an audit or
lawsuit, you need to be able to get the data you need when you need it. If you are still working with disconnected
software applications and manual processes, your employment data may be out of sync and out of date.
Advanced human capital management (HCM) technologies include auditing and reporting tools in the package.
Envision a paperless process that maintains a single employee record, including:
• EEO capture during the recruitment process,
• W-4s and I-9s tied to the employee record,
• alerts and notifications within the system to ensure compliance,
• time codes to track all FMLA types, and
• the ability to track multiple codes for the same time (FMLA, PTO, etc.).

The Power to Move Forward: Engaging the Workforce with Automation
An engaged workforce is critical to every organization’s success. Truly innovative ideas come from an engaged
and inspired workforce. And every high-performing organization depends upon a highly motivated and
productive workforce to achieve its goals. Yet a recent Gallup poll reveals that while only a third of U.S. workers say
they are “engaged,” 16 percent state they are “actively disengaged.” The remaining 51 percent are simply there,
watching the clock and waiting to collect their paycheck.4
This figure shows the many different ways that employee engagement can affect bottom-line results, according
to Gallup.
Organizations in top quartile of employee engagement vs. organizations in bottom quartile:

21 percent higher profitability

20 percent higher sales

17 percent higher productivity

10 percent higher customer metrics

24 percent lower turnover

28 percent less shrinkage

41 percent lower absenteeism

70 percent fewer safety incidents

Source: State of the American Workplace, Gallup, Feb. 2017
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HR metrics don’t just inform management of structural issues and bottom line costs. The availability of data collection tools—such as employee surveys or self-service portals for managing pay statements, vacation time or
overtime—improves employee engagement and satisfaction.
Having the right metrics available at the right time is critical. Real time, easily accessible data can support policies
and practices that reward performance and encourage creativity and self-motivation.5
Engagement depends on employees believing that their employer cares. Employees want to be rewarded for
their efforts, along with being paid accurately and adequately. If payroll keeps getting their deductions wrong or
accidently taking vacation time away, if the interface with HR is confusing and the information is inaccurate, that is
all going to weigh down enthusiasm and engagement.
In addition to top-line factors such as payroll and benefits, senior management is keenly aware of the risks inherent in high turnover and rocky labor relations. They may want you to drill down to identity departments with high
turnover and determine how long it takes to hire replacements. Advanced workforce analytics and benchmarks
can help you retain top talent and safeguard corporate value and profitability. The availability and sophistication
of this kind of data analysis is critical in today’s economy.
Sophisticated automated processes—with an employee interface to request time off, check deductions, and
calculate deductions—will go a long way to diminish errors and raise engagement no matter what curve balls are
thrown at you.
Conclusion
So set yourself up for success, get rid of Excel and stop worrying about over-stuffed file cabinets and desk drawers.
If there’s an audit, no sweat. You can pull the information together almost instantly. Since regulations are bound to
change, make sure you have a system that can adapt to that change.
Beyond the basics, the sophistication of HR data analysis in the latest HCM systems is critical in today’s economy.
About two-thirds of corporate value is invested in human capital. Make sure you have the tools to manage that
asset and avoid mistakes that can lower that value. Your organization’s survival over the next decade may very
well depend on HR’s ability to roll with the punches.
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