
  
 

   

 

 
 

 
 
 

 
 
 
 
 
 
 

 
 

Sadly today many HR departments are assessing employee engagement 
at most only once per year (and often far less frequently).  These assess-
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HR has always had a challenge engaging employees in ways that were effective for both the 

employee and the organization. HR departments need to be on the leading edge of this next 

revolution by continually engaging employees through the use of mobile application technolo-

gy. If you do not have a strategy for the engagement through the use of this new and incredi-

bly effective communications method your organization’s HR department will find itself with a 

failing grade from the most important asset – your employees. 
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ment techniques utilize surveys which require months of data gathering and 
analysis.  Then results are reported back only to a select group of execu-
tives. With the advent of mobile HR apps, employees will be continually engaged and provide instanta-

neously feedback on a wide range of issues that can increase the effectiveness of the workforce.   

Would marketing launch a major advertising initiative based on once a year customer 

surveys?  No, they would not.  Would the finance department think of evaluating the effectiveness 

of its Accounts Receivable, cash flow, banking relationships, asset inventory, or any major performance 

indicators for the organizational financial health of an organization on a once a year basis? Not any worth 

their salt!  We’re sure that the folks in R & D wouldn’t consider for a moment the management of their pa-

tents, knowledge, skills inventories, research, and insights to be done on a yearly basis with only a few 

key individuals having access to the results. 

Historically human resource departments 

were evaluated on their effectiveness with re-

gard to three major levels of contribution (stra-

tegic, problem-solving and administration) as 

those three levels applied to HR’s eight major 

functional areas (human resource strategy, employee relations, legal compliance, compensation, bene-

fits, organization design, talent management and managing HR information).   Over the last several dec-

ades, HR has faced a growing need to TRANSFORM, that is, to restructure the HR service delivery mod-

el to optimize ROI of human capital. HR Transformation has reduced costs and improved service in are-

as such as benefits administration and employee and manager self-service and has expanded to other 

types of HR services such as recruitment.   These changes allow for necessary services to be delivered 

with fewer people.  HR Transformation (and HR headcount reduction) continues but in the coming years 

transformation must reflect the growing need for an effective mobile strategy that can engage key stake-

holders while supporting new business models and organizational strategies.   This won’t be a “nice to 

have”, but rather it will become a threshold condition for HR effectiveness.    Those HR departments with 

mobile strategies will simply be more effective than those without.  In fact, without mobility, the HR func-

tion risks becoming unemployed relics of an earlier time.  Using  mobile strategies HR can move away 

from providing traditional information to providing insight that delivers value.  Let’s see how… 

 

With mobile applications…HR can better under-

stand employee needs and their level of en-

gagement.  This will position HR to become bet-

ter problem solvers and strategic contributors. 

… That is the level of engagement required for employees to become key stakeholders. 
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In most large organizations, other functions have developed substantial 

and extremely effective mobile applications using cloud computing, by developing sophisticated 

applications to aggressively engage their key stakeholders.  As usual sales and marketing are leading the 

way.  Operations, logistics, and engineering are following rapidly behind. What about HR?  It would be 

equally affective to address the changes 

in employee demographics (discussed on 

the following page) with mobile applica-

tions; or to address and communicate the 

various requirements of local, state, feder-

al and international governments.  Where traditional methods supported by traditional information sys-

tems and communication tools will not be effective in 

the new global economy, relevant mobile applications 

would be a natural fit.   HR departments need to take 

a page from marketing. Marketing has shown great 

success with customer and prospect sensing.   With real time information on employee engagement, 

available through mobile applications, HR can better understand employee needs and their level of en-

gagement.  This will position HR to become better problem solvers and strategic contributors. 

 

The specific use to which something is put; the use of:: 1. To address needs of changing workforce;  3.  To reduce 

cost and save money; 4. To use for performance reviews; 5. To use for training & development. 
 

H R  N e e d s  t o  A d d r e s s  t h e  N e e d s  o f  a  D i v e r s e  

a n d  C h a n g i n g  W o r k f o r c e   The workforce has changed; in 

fact, for the majority of companies it’s no longer one workforce.  It may be 10 or 

even 100 different workforces that are aligned like layers of an onion.  HR understands that a single plan-

ning, management, rewards system or communications program doesn’t work in these complex environ-

ments.  But when you add the fact that workforce differences can be geographic, generational, economic, 

educational, and now more than ever before based on employment status such as temporary, contingent 

and part-time workers, the manner and means by which HR engages these varied constituencies become 

complex.  Mobility can help to manage these challenges.  

Without mobility, HR risks becoming unemployed 

relics of an earlier time. 

Traditional methods supported by traditional information 

systems and communication tools will not be effective in 

the new global economy.  

mobile apps: (mō’bəl ăpps) 
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Yet another layer… the culture of the individuals has changed.  For some time now, it has been clear that 

from an employee’s perspective it’s “all about me.”   Regardless of generational differences, more and 

more workers are “free agents.”   They expect the company to “do the right thing” and by that they mean 

“the right thing for them.”  HR must recognize that there is, essentially, a series of often unwritten individ-

ual employment agreements between the talent and the business. HR’s role in strategy, advocacy, ad-

ministration and compliance must recognize and address this situation.  Mobility provides a platform for 

employees to have an individualized relationship with the organization and provide meaningful feedback 

and reaction to any and all HR related changes.  That is the level of engagement required for employees 

to become key stakeholders.  And it is an approach that will vastly differentiate HR’s capabilities evolving 

the function from administration and problem solving, to that of strategic contributors… to the success of 

the organization. 

Save T ime & Mone y  

Going mobile reduces costs 
and complexity while increas-
ing   HR effectiveness. Mobile 
applications are wherever  our  in-
ternal and external key stakeholders are. Smartphones, tablets and other ways of interfacing 
with the organization, its employees, its customers, vendors, suppliers, and partners are leading 
a substantial revolution in communication and engagement. This revolution in capability coin-
cides with the evolution of the workforce.  It offers the opportunity for robust value exchange be-
tween and among the key stakeholders within organizations of all sizes.  Mobile apps allow HR 
to exchange value in the form of information that supports meaningful contribution in ways that 
were impossible to envision just a few short years ago.   HR automation has long been part of 
the transformation process.  But the transformative programs and tools have been 
developed with a focus only on administrative effectiveness or cost reduction, im-
portant considerations, no doubt. However, providing tools and applications that contribute to 
problem-solving and strategic enhancement will better engage stakeholders. Mobile apps can 
save time and money by allowing employees and stakeholders to “self administer”. For example 
with employees they can interact directly with programs like benefits enrollments, training 
courses, checking personnel policies, performing performance reviews, and even changing their 
addresses and personal information. For stakeholders it can develop improved engagement via 
self-selected information streaming from the organization which provides them with an engaged 
event rather than being “part of the crowd”. 
 
P e r f o r m a n c e  R e v i e w s  So if employees are an important re-

source to an organization’s success, HR must demand and obtain sufficient information 

to assess engagement and performance of this key resource.  This can be accomplished 

most effectively by a mobile app that utilizes key stakeholder input for the 

performance of   individuals, departments, and divisions. Mobile apps permit evaluations to 

be done effectively on a 360° basis including supervisors, subordinates, customers, suppliers, 

owners, partners, and other key stakeholders.  An organization’s entire talent pool needs to be 

In the coming years transformation must reflect the grow-

ing need for an effective mobile strategy that can engage 

key stakeholders while supporting new business models 

and organizational strategies. 



  
 

   w w w . T H E E X C H A N G E f o r p e o p l e s t r a t e g y . c o m  J A N U A R Y  2 0 1 4  

evaluated and necessary development needs to be determined as frequently as possible. Mo-

bile apps can help HR in recruiting, assessing the critical IQ, EQ, and AQ aspects of all posi-

tions and help determine who  is contributing to the success of an organization on a real-time 

basis.  
T r a i n i n g  a n d  D e v e l o p m e n t  Mobile apps can contribute 

greatly to training and development. Mobile apps provide for training and development 

experiences to be tailored directly to each employee’s needs in their current position and for 

longer term development that will enhance the employee’s candidacy for advancement while 

addressing their specific career interests.  
Mobile apps can increase HR effectiveness, that’s the bottom line. What’s wonderful 

about human resource mobile applications is that an organization doesn’t have to be 
high tech, high finance, or even very big to create, utilize, and benefit from 
them.  In addition, the use of mobile apps changes the perception of the HR department. To-

day most HR departments are avoided like the plague.  HR is still, after years of efforts to trans-

form, seen as non-strategic, addressing only administration and handing “people related” is-

sues.  Mobile apps allows HR to create a more service-oriented approach with real time facili-

tated solutions that are critical to the development of effective and engaged work forces , which 

in turn creates key stakeholders out of the employees.  Going forward HR department effective-

ness will not be quantified on how well it handles recruiting, compensation, and benefits, nor 

whether it contributes as a strategic partner.   Rather HR will be evaluated on this enhanced en-

gagement of key stakeholders…which will in turn develop  a competitive advantage for the or-

ganization.  Transitioning to mobile apps technology could be the most simple upgrade for HR 

to utilize, in order to engage all key stakeholders in the complete value exchange of the organi-

zation.◘◘  
 

 
 
 
 
 
 
 

mobi le  apps are  fo r  everyone 


