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T he term “software as a service” (SaaS), or 
cloud-based technologies, describes soft-
ware functionality that is delivered over 
the Internet from a single application and 

then shared across all users. It’s a dramatic change 
from legacy systems that were installed on physical 
servers and owned and operated by the organization. 
For end users, benefi ts of SaaS technologies range 
from enhanced scalability to align with the organi-
zation’s business needs, to vendor-managed main-
tenance and central ized real-time upgrades, which 
takes the burden off the organization and allows it to 
carry on its business without disruption.

SaaS is experiencing tremendous growth. Startups 
are building their platforms on this model, and many 
existing organizations are replacing their current 
systems with SaaS-based systems. Companies such 
as Salesforce.com (CRM) and Workday (a leading 
provider of cloud-based applications for human 
capital management and fi nancial management), 
and services such as Google Apps, are all technology 
businesses focused on SaaS applications. According 
to CIO.com, it’s estimated that 90 percent of Fortune 
1000 companies plan to replace their human resources 
information management (HRIS) software in the next 
four years, and the majority of the new systems will 
be cloud-based.

Cloud-based systems are transforming the mul-
tinational payroll landscape from a series of frag-
mented, manual processes into standardized systems 
across geographic footprints and are providing HR, 
payroll, and fi nance professionals with granular-level 

visibility into their total workforce costs. Pre-built 
integrations and customized software integrations are 
solving one of the greatest global payroll challenges 
that organizations face—a lack of global payroll data 
integration to and from an organization’s HRIS, tax 
and accounting, and vendor management systems 
and the local payroll providers. Great value is gained 
by solving that challenge.

CLOUD COMPUTING VS. 
LEGACY SYSTEMS FOR HR
Cloud computing has changed the way HR profes-
sionals are managing their global workforce. Before 
this revolutionary technology, only multinationals 
with full enterprise resource planning (ERP) solu-
tions rolled out across their global footprint had the 
luxury of at least some level of global HR consistency 
and process. Many of these applications could be 
customized, which met immediate business needs; 
but due to a lack of standards, migrating to future 
platforms was still a challenge. For most companies, 
global workforce management had to be handled in 
separate parts, with a domestic program and then a 
regional, multinational, or even country-by-country 
solution. Today, with the emergence of clouds, HR 
professionals are able to administer their entire global 
workforce program with one system of record that 
manages all of their HR data.

This new HRIS cloud comes in many shapes and 
forms, with different functionalities that meet the 
needs of different global HR footprints. It offers a 
host of modules, ranging from talent management 
to recruitment and payroll. It’s a paradigm shift in 
workforce management, from a geographic to an HR 
discipline approach, one that provides HR profes-
sionals with a holistic look into each discipline from a 
global perspective.

One of those disciplines is payroll. Multinational 
payroll is particularly challenging, with coun-
try-specific compliance requirements and the inev-
itable foreign currency exchange, language, and 
cultural issues. For many, global payroll actually 
consists of a series of fragmented processes—spread 
across multiple systems, multiple vendors, and 
multiple geographic locations.

With all of that complexity, access to consistent 
and accurate global payroll analytics has been 
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cycle and for every country in scope. This approach is 
labor-intensive and time-consuming, while the nature 
of manual processing lends itself to poor quality and 
jeopardizes the integrity of the data.

THE GLOBAL PAYROLL 
INTEGRATION SOLUTION
There are a number of approaches an organization 
can take to map the identifi ed data into the local 
payroll provider’s technology system(s). The most 
effi cient process will be dictated by the organiza-
tion’s technology systems, existing processes, global 
footprint, payroll complexities, and scope, as well its 
business objectives. One option is for the organization 
to acquire middleware software that maps the data 
fi elds from the organization’s systems to the in-coun-
try payroll providers. The software would have to be 
tailored to address the organization’s specifi c data 
fi elds, but it is a viable option, should the organiza-
tion will be willing to make the investment in these 
technical integrations.

Another option is to outsource the technology 
integrations to a company that focuses specifically 
on this global payroll challenge. The advantage of 
choosing a payroll outsourcing company is that 
some of them have already established pre-built 
integrations with in-country payroll processors 
all around the world. That means the hard work 
has already been done. Organizations can lever-
age those existing integrations and enjoy a faster 
implementation time from a time-tested system. 
Furthermore, the service providers, who are man-
aging this process for scores of organizations, have 
experience with other organizational challenges, 
such as determination of changes that have actually 
taken place between pay periods, reconciliation 
processes, etc.

Bjorn Reynolds, founder and CEO of SafeGuard 
World International, says, “The really powerful 
element of any pre-built integration is that it removes 
the pain of the integration build and maintenance. 
This is a highly complex area, and integration means 
that organizations don’t have to become experts in 
building country-specifi c integrations to their local 
payroll solutions.”

THE VALUE FOR HR
Even if an organization does not have a consistent 
system across the globe, it can still benefi t from inte-
grating. It may choose to develop integrations within 
its high populations or those with high volumes 
of changes, or with just a certain group of payroll 
entities, but each completed integration will be a 
steppingstone on a journey from global payroll chaos 
toward global payroll harmony. 

Once the integrations are complete, the reporting 
analytic options include:

• Consolidate global total labor cost reporting—
every payroll, every worker type, in a consis-
tent format for all countries.

• Cross-correlate data over the course of time.
• Identify how much certain cost components of 

the payroll have gone up or down in line with 
head count growth or decline.

• Analyze costs for the same group or same types 
of workers across different geographies.

• Compare and contrast disparities in overtime 
pay across different countries.

• Calculate C-level compensation as a percentage 
of total workforce costs.

Integration is about being able to pull all of that 
data together and then really being able to analyze 
it in any shape or form that the organization needs. 
It provides the ability to use object-based reporting 
to tag up different structures and cross-reference the 
data. If that’s done on a global, regional, and local 
basis, it can become very powerful.

Regardless of how an organization chooses to 
tackle these challenges, it’s clear that a new world of 
options has emerged along with the SaaS model. HRIS 
and global payroll providers have been enjoying the 
beautiful clouds and building powerful integrations 
that are transforming the way multinational payroll is 
administered. A whole new level of global workforce 
analytics will forever change the way companies look 
at people costs—provided they can access the data!  M

Chris Draeger is vice president of global marketing for 
SafeGuard World International. She can be reached at 
+1 919 827 1185 or by email at christinedraeger@
safeguardworld.com.
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