
 
Use Technology to Grow Your Capabilities in Compensation & 
Benefits 
By Tam Nguyen, CEO and Human Capital Principal of NB Business Solutions 
 
Modern technology is continuously introducing new ways of conducting business that allow us 
to communicate more effectively, work more securely, and get more done in less time.  
 
In our most recent history, the 5G network has allowed thousands of companies to hold web 
conference meetings during the 2020 pandemic without crashing telecom networks. 
Simultaneously, advancements in cybersecurity combined with collaborative online tools have 
enabled employees to work safely and efficiently from home. 
 
When thinking of technology as it pertains to HR, often our mind goes to the practical day-to-day 
tasks of the office, such as filing systems, employee data security, and communications. 
However, advancements in technology have created tremendous value in supporting strategic, 
high-level decision-making around Total Rewards (TR) to benefit employees. 
 
Advances in Technology Applied to Compensation & Benefits 
 
The challenge for HR leaders to use technology in a more strategic way is moving beyond 
process-oriented thinking. HR can often be very tactical -- completing forms, verifying 
compliance, and supporting other transactional activity. And, while process automation has 
allowed HR leaders to achieve more efficiencies, HR leaders need to shift their thinking to 
become more strategic and providing solutions. In order to provide solutions, it is absolutely 
necessary to know why a solution is needed, not simply knowing there is a problem or what the 
problem is. 
 
Instead of focusing on “what” is happening around Total Rewards, HR leaders can use 
technology to focus on the “why,” the impact of “why” on the overall organization, and how this 
should impact strategy and decision-making. This is the real opportunity to utilize today’s 
technology because gaining a deeper understanding of the data can help HR leaders support 
the overall health of the organization. Below are just a few examples: 
 
- Use data to understand why employees are leaving the company. 
 
- Use data to understand whether the company is allocating too many funds or not enough 
funds to certain employee programs. 
 
- Use data to understand whether training programs are actually helping, or if the conventional 
wisdom about the effectiveness of programs needs to be challenged. 
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- Use data to support the recruitment aspect of compensation and benefits by understanding 
whether your packages are competitive in the marketplace. 
 
- Use data to find ways to offer a more competitive compensation and benefits package (e.g. 
working from home and other ancillary benefits). 
 
- Use data to support incentivizing talent to remain with the company as part of the larger TR 
strategy. 
 
Being able to use data to find these answers is your true value to the company, not merely 
supporting processes and executing tasks. However, being able to perform this analysis 
requires a certain skill set and the development of new skills. 
 
Data & Automation 
 
One of the key steps in collecting data is to define the data set. Sit down with business leaders 
and department heads to learn about the data that is meaningful to their function. Understand 
how certain data is used to transform into information and reports. Have a set of choices and 
limit the choices as it relates to a data field. If at all possible, don’t allow data entry to be 
free-form. 
 
The goal is to have data consistency. This becomes more and more critical the bigger and more 
wide-spread the organization is. Of course, involving the IT/Technology department in your 
organization is also a must to ensure that systems are connected appropriately. 
 
Next, data automation starts with having a clear understanding of business operations and 
processes. For those working in HR especially, knowing how data is captured in the various 
organizational systems during the employee’s life cycle may help with providing useful 
information when creating policies, procedures, guidelines, and recommendations for 
employee-centered programs. 
 
Because of the sheer volume of available data, you want to ensure that you are using data you 
actually need, not having to spend time manually filtering through useless or irrelevant data. 
Having data definitions and understanding business processes will help expedite this. 
 
Using Technology to Grow Critical Thinking 
 
Another key skill to support strategic decision-making is critical thinking. Consider the basic 
math equation of 3 + 3 = 6. Math is absolute and a universal language, and as such, the answer 
will always be 6. However, as an example, if HR or the Total Rewards department spent the 
majority of time on inefficient, process-oriented activity, they would only be single-focused on 
the process and the absolute answer of 6. 
 



 

But, if technology is enabled, useful data is available, and time is created in the absence of 
trying to create manual reports and spreadsheets and searching for the right information, 
perhaps there is time to find insight as to why the answer is 6 and why the equation is 3 + 3. 
What are the impact and implications with an answer of 6? And, could the equation be 
something else? 
 
The value of time and technology and the skill set of critical thinking are the value-added 
“widgets” that HR can bring to the executive table. Creating insights from enabling technology 
into HR processes is the key to thoroughly analyzing, interpreting, understanding business 
challenges, and finding appropriate solutions. This type of thinking is what your company 
needs. 
 
From a budgetary or financial standpoint, your company needs HR to be able to think through 
different scenarios, interpret the data, compare the data against the company’s objectives and 
strategy, and examine different outcomes. 
 
HR leaders need to develop this advanced competency of analysis to support bigger-picture 
thinking. It’s about taking intuition that many of us are gifted with and tying that intuition to 
critical thinking skills to develop a deeper understanding of what’s happening and then 
presenting solutions that align with the larger TR strategy, HR strategy, and, ultimately, the 
business strategy and objectives. 
 
In Conclusion: Embrace Technology for Strategic Purposes 
 
Technology is ubiquitous and HR data is everywhere. You may feel overloaded with data at 
times, preventing you from using data effectively in your function. So, start with developing the 
right systems that can aggregate the data and make sense of the data. Then, develop your 
skills around data analytics and critical thinking to create and present solutions. 
 
It will take time to earn the trust of the C-Suite to see the value of your strategic contributions. 
Be patient. Strive for consistency, continue to optimize your systems, and continue to learn 
about the latest technology (e.g. AI and Big Data) that can be used to support data analytics. 
 
You don’t have to settle for a tactical, process-driven approach to compensation and benefits 
and making TR decisions. You can be strategic. Technology is available to make it happen. 
After working to develop new skills and core competencies, your value will increase to the 
company and you will be better positioned for career growth. And, during this time of pandemic 
recovery, you will be equipped to help your company achieve growth objectives by utilizing your 
data-driven, analytical, and strategic approach using today’s technology. 
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