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You’ve got questions? We’ve got answers

AIt’s not the size of the prize – it’s what you do
with it that makes the difference. With so much
gloom and doom in the media, employees will

not be surprised if some things change. However, there
are a few basic things to consider to make sure that you
don’t throw the baby out with the bathwater. If you have
been working hard on employee engagement, now is
the time to consolidate, not abandon the plan. If you
haven’t been formally rewarding or even recognising
people, now is the time to standout and be different. 

From our experience in dealing with our corporate
clients, the top-performing firms are spending at least 5
per cent of their payroll expense on engagement and
recognition activities. While we recommend this level
of investment, we have many great success stories with
clients who have spent far less.

HR and operational management need to show an
ROI just like the marketing team but their spend needs
to be treated as an investment, too. The question is:
what is disengagement costing you? The Gallup
Institute research shows disengaged employees cost
Australian businesses $32.7 billion per annum. 

Four things to consider:
1. Do a few small things often. Notice people, know

who they are and what is important to them. A
personalised message or handwritten note can
mean way more to them than expensive trinkets. 

2. Make sure you communicate the program. If you
are spending your entire budget on the prizes and
none on letting them know about the program, you
won’t have the opportunity to influence behaviour.

3. Don’t let Christmas get crunched. To finish off the
year, an acknowledgement is needed. Instead of
a lunch it could be drinks, or instead of a big
hamper a $30 lolly-shop-in-a-box experience. 

4. Many people are challenged by increasing work
loads, working harder, faster and longer just to
keep their jobs. A token of thanks is essential 

5. Maximise what you do by following up the
winners and getting them to share their stories.
Manage the prize giving-process with the same
dedication as you do working out who is going to
be a winner. It doesn’t cost anything to put their
photo and story in your newsletters or intranet. 

There is no doubt that you reap what you sow; but
it’s not always about how much you spend so much as
how you spend it.

By Naomi Simson, CEO, RedBalloon Days. Contact: 1300 85 09 40, email:
query@redballoon.com.au or visit: www.redballoon.com.au
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QWe have a limited budget for rewards and incentives, and want to maximise this as much as we 

can to improve employee engagement. How much do we really need to spend per employee to 
get maximum engagement?

Maximising our rewards and incentives budget

AOne of the most important aspects is the level
of integration offered within the solution being
reviewed. In other words, is there the ability to

record the data once and for this information to then
be immediately available to other related modules
within the solution? 

For example, once an applicant record is generated
within the Recruitment Module; can this information
be directly available for HR to conduct a skills match
analysis across both applicant and existing employee
data as part of a workforce profiling exercise?

Second, the solution should have available, as a
standard, user-defined fields and/or the tools to allow
the organisation to customise the database for the
purposes of capturing specific data over and above the
standard core master file data. This will allow the
solution to cater for existing and future data
requirements. How easy are these tools to use? Are the
customisations maintained and supported, following
any future upgrades? 

Finally, does the solution offer built-in reporting
capabilities that allow for the extraction of real time
data in a variety of easily accessible formats? This is
where the value of one integrated solution is realised –
the ease of analysing cross-module data in a consistent
and controlled manner. 

There are activities an organisation can do to ensure
the data input and migration process to the new system
is achieved as smoothly as possible. These include:

• Assigning someone the task of co-ordinating the
data migration process. This is to ensure a consistent
approach to the data migration process, as well as
acting as a conduit for the investigation and
rectification of data integrity issues. 

• Data cleansing exercise. Data held in existing systems
may need to be audited to ensure it is complete and
accurate. This may involve the organisation
conducting a formal request to all of its employees to
review and supply updated personal information.
When it comes to data and systems, remember the
old saying “Rubbish in – Rubbish out”!

• Grouping similar data sets together (eg Salary,
Position) and migrate these data sets one at a time.
This ensures errors can be rectified in isolation.

• Furthermore, the organisation needs to ascertain
whether there is a need to migrate historical data in
addition to the current data. This decision can be
determined by a number of factors:

• The integrity of this data in terms of accuracy,
missing values etc

• The complexity of the mapping task to convert old
codes to new.

• The volume of data to be migrated and its impact
on server performance

• Future availability of the legacy system for historical
enquiry/reporting

By Justin Corcoran, business development manager, Frontier Software. 
Tel: (02) 9956 7598, Web: www.frontiersoftware.com

QWe are about to go to market for a new HR Information System. Currently, we use a variety of
Excel/Access databases, supported by hardcopy files to hold our personnel information. We want to
record and manage all this data in one integrated system. What should we take into account in
looking for a new system that will do this and what can we do to make data input and migration to
the new system as easy as possible?

What to look for in a new HRIS
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