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… but where 
should I go from 
here?

Depends, where 
do you want to 
get to?

I am not really 
sure where I 
want to go?

Then it doesn’t 
matter which way 
you go!

Well, as long as I 
get somewhere?

Sure “somewhere”
will happen if you 
just keep going 
forever!!Sound familiar…

Decision to start with 
SAP
SuccessFactors



Many organizations have 
recognized the need to evolve 
technology, operations, 
business strategy & employee 
experience to succeed in a 
new digital era…

…but too often embark 
on their digital journey 

without defining a
direction…

In order to succeed you should 
know the direction, have a vision, a 
strategy and be ready to deliver the

SAP SuccessFactors Solutions.

Let’s get started



Click on an item to explore top tips for 
leading practices in each area 



Core HR

Back to Menu



Complete Value Exploration

Let us show how specific areas of 

Employee Central can meet your 

specific needs. Request a model 

company for HR demo to see how 

capability fits business scenarios.

2

Leverage a Methodology

Drive positive outcomes at every 

stage of your transformation 

program by leveraging a proven 

project methodology like SAP 

Activate.

1

Define the Scope

Look at your as-is processes to 

produce a definition of the project 

and what will be delivered by 

Employee Central capability then 

establish goals to set boundaries.  

3

Readiness Checklist

Be more prepared by completing 

the pre-implementation readiness 

checklist for Employee Central to 

hit the ground running with your 

project from day one.

4

Leverage Self Service

Drive data accountability at source. 

Empower managers and employees 

to view and maintain data and initiate 

transactions on any device at any 

time leveraging mobile.

6

8 Keep Payroll in Payroll

Payroll relevant information  

which is only required for payroll 

specific processes should be 

mastered only within the payroll 

solution for clarity & simplicity.

For success 
with Core HR 
Implementation

STEPS

7Think globally act locally

Avoid unnecessary solution 

configuration. Assess value and 

leverage data & process standards 

across geographies but provide 

country-specific localizations to 

foster engagement. 

5Think foundation data

Employee Central will drive you to 

re-define your organization 

structure, job structure, position 

data, pay structures, time rules. Be 

ready to explore this area early.  

9Manage Total Workforce

To view and manage the 

complete workforce, include 

relevant master data of all 

employees and external workers 

to include multiple employers. 10

What next?

Back to Menu

HCM to HXM

Shift the focus from traditional 

HCM to Human Experience

Management experiences that put

learners first.



Talent Management

Back to Menu



Goal Delivery

Consider how goals are 
updated and monitored to 
ensure delivery against 
business needs.

2

Transparent Objectives
Focus on a transparent 

Objective Plan as a driver of 
your organization’s strategic 

goals. 

1

Continuous Performance

Consider a continuous approach 
to performance, with mobile

access and where any annual 
reviews are seen as a stage in a 

broader process, and not the 
main focus. 

3

Approach to Ratings

Ensure your approach to 
ratings is providing relevant 
data for important processes, 
as well as being transparent to 
the user.

4

Quality Conversations

Enable regular and quality
conversations to support 
achievement of goals and 
performance.

6

8

HCM to HXM

Shift the focus from traditional 
HCM to Human Experience
Management experiences that 
engages your people in their 
own future career.

For Success 
With Talent 
Management

STEPS

7Discover Hidden Talent

Deploy succession planning 
activities beyond executive 
level, to find, develop and 

engage your hidden talent.

5Development Focus

Focus on development as the 
outcome for effective 

succession & performance, and 
in alignment with a continuous 

approach.

9
Data Driven Decisions

Clearly identify the data 
(quantitative & qualitative) 

required for talent decisions
within your organization.

10

Build Your Talent Pools

Build pools of talent that will 
support your future talent flow 
requirements.

What next? 

Back to Menu



Learning Management

Back to Menu



Learner Experience

Start with the end in mind. Be 

purposeful with the real estate in 

the LMS: simplify discovery, 

provide context, and personalize 

learning experience.

2

Leading practice 

recommendations designed to 

help you get the greatest benefit 

from SuccessFactors Learning 

and create a learning system of 

engagement.

1

Content Experience

Devise your content strategy for 

self-managed content, user-

generated content and 3rd party 

content through the OCN, to 

achieve your macro- and micro-

learning goals.

3

Mobile Experience

Prepare to launch the mobile app 

with the initial launch. Configure 

your WBT content, video content, 

programs, collections and 

recommendations for an optimal 

mobile experience.

4

Operational Reports

Identify the top 5 reports required 

for smooth business operations. 

Review standard reports, early 

on, and plan for the design and 

development of bespoke reports.

6

8 Training Plan

Be prepared for the 

implementation PTO (project 

team orientation). Plan to SFx

certify core members. This will be 

critical for long term sustainment 

and success.

For Success 
With Learning 
Management

STEPS

7Continual Learning

Integrate capabilities such as 

blended offerings, social learning, 

learning playlists, user curation,  

intelligent recommendations into 

your future-state learning design.

5Data Driven Assignments

Identify people and job related 

data points, beyond basic HR data, 

needed for granular training 

assignments. Factor these 

datasets into your data migration 

strategy.

9Governance Framework

Develop policies, standards and 

processes alongside initial 

configuration, and design reports 

for ongoing governance audit and 

compliance. 10 HCM to HXM

Shift the focus from traditional 

HCM to Human Experience

Management experiences that put 

learners first.What next? 

Back to Menu



Recruiting & Job 
Distribution

Back to Menu



2

1

Automate Not Imitate

Goal is not to imitate what you do 

today, but rather to help automate 

and create efficiencies. Leverage 

the technology first and then drive 

your process around it.

3

Make It Mobile
Ensure managers have access to 30-

second type of activities, like 

approvals and interview rating on 

their mobile devices. Likewise make 

sure candidates can easily engage 

with you via their mobile devices too. 

4

6

8

For Success 
With Recruiting

STEPS

7Don’t Forget About Internals

Engagement & marketing is not 

just for external pipelines. Ensure 

you are keeping your internals 

engaged and providing a 

welcoming internal careers page.

5Culture and Community

Candidates are not only looking at 

jobs, they also want to know what 

your culture is like and what else 

you do in the community. Ensure 

you are leveraging this as part of 

your marketing strategy.

9Your Brand Drives Everything

Often the first impression a 

candidate may have is of your 

brand. Ensure your brand is 

consistent across all marketing 

and communications when 

engaging with candidates.

10
HCM to HXM

Shift the focus from traditional 

HCM to Human Experience 

Management experiences that 

put employees first.What next?

Typically referrals have highest 

quality and conversion rate than 

any other source. Consider 

building an employee referral plan 

to drive talent to your doorstep 

with the help of your employees.

Referrals are a Powerful Tool

Start with the End in Mind

Take into consideration what you 

want to report and measure as 

part of your overall business 

goals. Ensure you include these 

data points in your process. 

Roles Matter
Who will be doing what in your 

recruiting process? Do all roles 

need to have access to the same 

information? Consider customizing 

the experience for end users, to 

ensure adoption.

Engagement at Every Step

Consider using chat, email 

campaigns, SMS and email 

triggers to help ensure candidates 

and managers are kept in the 

loop during the recruiting process.

Back to Menu



Posting Permissions

Not all sources and job boards are 

relevant to all recruiters and 

managers. Consider using 

permissions to ensure visibility to 

the right sources and to control

who posts to which boards.

2

one place To ensure consistency 

in reporting & marketing, 

compiling all your sources into is 

a great start to understanding 

and building your strategy.

1

Automate When Possible

Consider taking the thought out 

of the job posting process. Let 

the system drive those 

decisions and posting process 

for you. This ensure consistency 

and cost savings.

3

Monitor ROI

To help you drive decisions 

around ROI and conversion rates 

on sources, ensure your job 

boards and sources are all 

centralized and flowing out of the 

system.

4

Global sources can be tricky for 

recruiters to use and may have unique 

candidate experiences that are not 

ideal. Ensure you are including these 

sources in your job distribution 

strategy to create efficiencies.

6

8 Socialize Job Data

Ensure recruiters and managers 

have access to job posting data. 

This will help them to drive 

decisions around where to best 

target talent and spend job board 

dollars.

For Success 
With Job 
Distribution

STEPS

7Manual Tracking Isn’t Bad

Social networking and offline 

marketing are still commonplace. 

Ensure you are capturing 

candidates and data on these 

sources. Source tracker can help 

recruiters create tracking URLs 

and campaigns for reporting.

5Schools & Universities
Don’t forget these sources. Posting 

jobs to schools and universities can 

be a significant time waster for 

recruiters. Automate and create 

efficiencies in this area to help 

recruiters and ROI. 

9Ensure the Right Balance

Not all sources are created equal. 

Ensure you have the right mix of 

sources to help drive high volume, 

entry level, and hard to fill positions. 

Volume of candidates from a 

source does not mean good quality.

10
HCM to HXM

Shift the focus from traditional 

HCM to Human Experience

Management experiences that put 

employees first.What next?

Compile Sources

Going Global

Back to Menu



Onboarding

Back to Menu



Change Management Plan

Use your partner and SAP 

resources to develop a formal 

change management plan at the 

start of the project.

2

Know where you’ve been to 

know where you are going.

Understand and document the 

current state of the onboarding 

process. Identify KPIs to define a 

new process vs. automating the old.

1

Pick the Right Partner

Ensure that the implementation 

consultant you choose is certified

in Onboarding 2.0 and Employee 

Central.

3

Engagement Features

Onboarding is more than filling 

out forms. Engagement is the 

most important part but also 

requires the most change 

management. Make it a priority.

4

Embrace the Suite

The Onboarding module is one 

component to a robust 

onboarding program. SAP Jam, 

Learning, Goal Management can 

also add to the optimal

experience.

6

8 Embrace Governance

Make sure the Onboarding project 

and team are rolled into your 

Cloud Governance plan and that 

you have a seat on the 

committee.

For Success 
With Onboarding

STEPS

7Mobile First

Onboardees don’t have to 

download an app to do 

onboarding tasks and SAP 

Signature Management by 

DocuSign enables mobile e-

signatures. 

5Engage Your Champions

Identify all of the key stakeholders 

(HR, IT, Managers, Employee 

Health, Provisioning Partners) in 

the process and make them part of 

the implementation team.

9Prepare the Admin

Identify the Onboarding 

administrator at start of the 

project and ensure they are SFX 

certified and shadowing the 

configuration.
10

HCM to HXM

Shift the focus from traditional 

HCM to Human Experience

Management experiences that put 

employees first.What next?

Back to Menu



People
Analytics

Back to Menu



Define Your Focus

Identify which decision-makers 

you will be focusing on (HR 

leadership, HR staff, executives, 

all managers, etc.).

2

1

Recognize the Change

Assess your stakeholders to 

clearly articulate the scope and 

nature of the change that will 

move them to data-driven 

decision making.

3

Target the Right Maturity

Push for higher value-add 

deliverables while still choosing 

analysis types and complexities 

that match your organization’s 

ability to apply.

4

Develop Governance

Identify who will make decisions 

and help enforce their application 

throughout your intended 

audience (both input and output).

6

8 Address Upstream Issues

Identify and resolve issues in the 

source systems and in the 

organizational processes that 

caused them.

For Success 
With People 
Analytics

STEPS

7Consider Security & Privacy

Ensure proper security and 

employee privacy while still 

having a bias toward broadening 

appropriate access.

5Identify Your Data Scope

Identify and prioritize the data 

required to support your target 

decision-makers and monitor their

results.

9Identify Improvement

Evaluate where current reporting, 

analysis and planning can be 

made more effective and efficient, 

providing insights that make a 

real difference. HCM to HXM

Generate insights that drive the 

shift from traditional HCM to 

Human Experience Management.What next?

10

Identify the key competitive and 

operational decisions that will be 

most impacted by your people, 

or will have the greatest impact 

on their experience.

Start with the Business

Back to Menu


