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Future  Phas es  Calendar

Presenter Notes
Presentation Notes
Phase 2 business drivers Increased risks associated with the state’s current HR/Payroll system—HRMS. The work and risks associated with the Phase 1A and 1B workarounds required because HR/Payroll functions are not implemented.  HRMS must re-platform by 2030 or face high-risk support environment The state’s HR/Payroll system—HRMS—uses an on-premise version of the SAP product.  SAP has announced some major changes for this product: Starting in 2027, SAP will no longer enter into regular maintenance support contracts with customers for this product.   The state’s current support contract will expire at the end of 2027. As an existing customer, it may be possible to extend the current level of support but at an increased cost—expected to be on the order of 5% increase per year.  There are other expected cost increases and support impacts for related services and tools supporting the HRMS ecosystem.  At the end of 2030, the current on-premise version of the SAP product will be discontinued. All continuing SAP customers must either move to the cloud version of SAP by that point or opt for a very limited support model.  (e.g. No service level agreement, no updates for legal changes, limited technology updates and product fixes.) The cost for the cloud version is estimated at $3 million per year. Moving to the cloud version of SAP would be a significant effort. Due to the competition for resources, the ability to get professional services from SAP to migrate to the cloud will become increasingly difficult the closer we get to the end of the support period.    To ensure that the state has enough time to implement the elements of Phase 2 scope that would allow the replacement of HRMS well before the SAP deadline, it may be necessary to start Phase 2 work in 2025-27 biennium.  Workarounds may be burdensome, risky to maintain for extended periods Part of the power of the Workday product is in the way it leverages employee-related information to support business processes within the system.  A consequence of implementing other modules before the human capital management module has been that we must enter and maintain certain employee information in both HRMS and Workday. Current workarounds due to lack of implemented HCM/Payroll Any person in a workflow role must be added into Workday using a separate process (HRMS-WD1A record, integration). Employee reimbursements require entering employees as suppliers. Also, employee direct deposit changes will require making changes in HRMS and Workday. Additional potential workarounds for Phase 1B  There will be a significant increase in the number of workflow roles that will need to be added and maintained. Some agencies, like WSDOT, would have workarounds to achieve labor distribution requirements of cost allocation for project and grants until HCM/payroll is implemented.  While we believe these workarounds are manageable, they do create extra work and risk in keeping systems in sync.  It could be beneficial to reduce the period these workarounds are needed.   Phase 2 LSR and change management landscape – not yet evaluated We have not yet conducted an analysis of the LSR or change management landscape for Phase 2.    A Phase 1A point of reference—56 systems, from 19 agencies, are being remediated due to Phase 1A changes to HRMS.    WSDOT fit-gap analysis likely to recommend moving to Workday at Phase 2 WSDOT has engaged an experienced consultant to evaluate Workday functionality and identify where there may be gaps compared to WSDOT requirements.  Part of this review is making a recommendation on the timing of the WSDOT move to Workday.   As noted above, the functionality delivered in Phase 1B will enable WSDOT to move from TRAINS to Workday.  However, if the agency were to make this move at the conclusion of Phase 1B, the state would need to build a custom application to distribute labor and labor-related costs to WSDOT cost centers (projects and grants).  This would result in rework during Phase 2 to fully implement labor distribution functionality in Workday.    The draft fit-gap report includes a recommendation that WSDOT wait until Phase 2 to move to Workday.  



DRAFT
OneWA ESC Approved Future Phase Roll-out
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Phas e  1B
Procurement, 

Projec ts , 
Grants

PDR Phas e

Testing

End-to-End UER DeployCFG1 CFG2 

Des ign

Acronyms
CFG = Configuration Tenant Build
PC   = Payroll Compare Testing
PDR = Planning, Discovery, and Requirements
UER = User Experience Review

Phas e  2
HR/Payroll

PDR 
Phas e CFG1 CFG2 End-to-End  PC1 PC2 UER Deploy

Des ign Testing

2026 2027 2028 2029 BienniumBiennium

+3 Months  – Start Oct 25 

Local Bank 
Accounts

Non-HHS 
Allocations

PDR Phas e

PDR Phas e

GO-LIVE
Procurement for 

Other Agencies TBD

GO-LIVE
Grants Projects

DES Procurement

= Indicates possible future waves, but not exact timing= Initial deployment

Presenter Notes
Presentation Notes
This option starts with the project to replace HRMS by January 2029.  It allows 15 months of focus on this project, before beginning work on Phase 1B, in the last six months of 2025-27.   Phase 1B deployments would begin in July of 2029.   This option does a better job than most in spacing high-impact agency work. This option has two projects in flight at the same time for only 2 years, 6 months less than Option C.  There is no overlap of peak design or LSR remediation periods and no overlap of end-to-end testing periods. End-to-end testing for Phase 1B does overlap User Experience Review for Phase 2, which would place heavy demand on agencies.   This option rates somewhere in the middle of the scale for phase complexity, particularly related to the testing and deployment phase overlaps.  



Goal Se tting

Presenter Notes
Presentation Notes
Phase 2 business drivers Increased risks associated with the state’s current HR/Payroll system—HRMS. The work and risks associated with the Phase 1A and 1B workarounds required because HR/Payroll functions are not implemented.  HRMS must re-platform by 2030 or face high-risk support environment The state’s HR/Payroll system—HRMS—uses an on-premise version of the SAP product.  SAP has announced some major changes for this product: Starting in 2027, SAP will no longer enter into regular maintenance support contracts with customers for this product.   The state’s current support contract will expire at the end of 2027. As an existing customer, it may be possible to extend the current level of support but at an increased cost—expected to be on the order of 5% increase per year.  There are other expected cost increases and support impacts for related services and tools supporting the HRMS ecosystem.  At the end of 2030, the current on-premise version of the SAP product will be discontinued. All continuing SAP customers must either move to the cloud version of SAP by that point or opt for a very limited support model.  (e.g. No service level agreement, no updates for legal changes, limited technology updates and product fixes.) The cost for the cloud version is estimated at $3 million per year. Moving to the cloud version of SAP would be a significant effort. Due to the competition for resources, the ability to get professional services from SAP to migrate to the cloud will become increasingly difficult the closer we get to the end of the support period.    To ensure that the state has enough time to implement the elements of Phase 2 scope that would allow the replacement of HRMS well before the SAP deadline, it may be necessary to start Phase 2 work in 2025-27 biennium.  Workarounds may be burdensome, risky to maintain for extended periods Part of the power of the Workday product is in the way it leverages employee-related information to support business processes within the system.  A consequence of implementing other modules before the human capital management module has been that we must enter and maintain certain employee information in both HRMS and Workday. Current workarounds due to lack of implemented HCM/Payroll Any person in a workflow role must be added into Workday using a separate process (HRMS-WD1A record, integration). Employee reimbursements require entering employees as suppliers. Also, employee direct deposit changes will require making changes in HRMS and Workday. Additional potential workarounds for Phase 1B  There will be a significant increase in the number of workflow roles that will need to be added and maintained. Some agencies, like WSDOT, would have workarounds to achieve labor distribution requirements of cost allocation for project and grants until HCM/payroll is implemented.  While we believe these workarounds are manageable, they do create extra work and risk in keeping systems in sync.  It could be beneficial to reduce the period these workarounds are needed.   Phase 2 LSR and change management landscape – not yet evaluated We have not yet conducted an analysis of the LSR or change management landscape for Phase 2.    A Phase 1A point of reference—56 systems, from 19 agencies, are being remediated due to Phase 1A changes to HRMS.    WSDOT fit-gap analysis likely to recommend moving to Workday at Phase 2 WSDOT has engaged an experienced consultant to evaluate Workday functionality and identify where there may be gaps compared to WSDOT requirements.  Part of this review is making a recommendation on the timing of the WSDOT move to Workday.   As noted above, the functionality delivered in Phase 1B will enable WSDOT to move from TRAINS to Workday.  However, if the agency were to make this move at the conclusion of Phase 1B, the state would need to build a custom application to distribute labor and labor-related costs to WSDOT cost centers (projects and grants).  This would result in rework during Phase 2 to fully implement labor distribution functionality in Workday.    The draft fit-gap report includes a recommendation that WSDOT wait until Phase 2 to move to Workday.  



How the Program Uses  Goals

• Sets the Program's direction
• System decisions
• Agency support
• Assumptions regarding sustainment

• Helps us know where to make project investments
• Budget building
• Schedule of activities

• Informs decision making
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Presenter Notes
Presentation Notes
 



The Goal for the Goals

• Create by January 7, 2025 three-five clear goals  for each OneWA area: 
Human Capital Management (HCM), Strategic Sourcing, 
and Extended Financials to:

• Explain to the new administration and legislature how our 25/27 funding 
request will be of benefit

• Allow the creation of Key Performance Indicators  (KPIs) and measures of 
success

• Inspire and focus the team and stakeholders
• Enable effective and clear communication

• There are several steps. One step is  to get stakeholder feedback. That 
is  why I am here today.
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Presenter Notes
Presentation Notes
Research goal statements used in the industryReceive input from state SME/Leader stakeholdersDraft goal statementsVet the goals statements in the OneWA advisory teamsFinalize goals and receive ESC approvalPublish and communicate goals



OneWACore Financial Phase 1a Transformation Goals

• Goal #1: Improve the effectiveness of State Government through 
the replacement of Washington’s core financial system, AFRS.

• Goal #2: Transform financial business processes through 
both innovation and improvements supported by technology.

• Goal #3: Continue to provide the tools  and resources for agencies 
to develop or train and invest in the financial workforce of today 
and tomorrow

8



Phas e  2 Functiona lity

Presenter Notes
Presentation Notes
Phase 2 business drivers Increased risks associated with the state’s current HR/Payroll system—HRMS. The work and risks associated with the Phase 1A and 1B workarounds required because HR/Payroll functions are not implemented.  HRMS must re-platform by 2030 or face high-risk support environment The state’s HR/Payroll system—HRMS—uses an on-premise version of the SAP product.  SAP has announced some major changes for this product: Starting in 2027, SAP will no longer enter into regular maintenance support contracts with customers for this product.   The state’s current support contract will expire at the end of 2027. As an existing customer, it may be possible to extend the current level of support but at an increased cost—expected to be on the order of 5% increase per year.  There are other expected cost increases and support impacts for related services and tools supporting the HRMS ecosystem.  At the end of 2030, the current on-premise version of the SAP product will be discontinued. All continuing SAP customers must either move to the cloud version of SAP by that point or opt for a very limited support model.  (e.g. No service level agreement, no updates for legal changes, limited technology updates and product fixes.) The cost for the cloud version is estimated at $3 million per year. Moving to the cloud version of SAP would be a significant effort. Due to the competition for resources, the ability to get professional services from SAP to migrate to the cloud will become increasingly difficult the closer we get to the end of the support period.    To ensure that the state has enough time to implement the elements of Phase 2 scope that would allow the replacement of HRMS well before the SAP deadline, it may be necessary to start Phase 2 work in 2025-27 biennium.  Workarounds may be burdensome, risky to maintain for extended periods Part of the power of the Workday product is in the way it leverages employee-related information to support business processes within the system.  A consequence of implementing other modules before the human capital management module has been that we must enter and maintain certain employee information in both HRMS and Workday. Current workarounds due to lack of implemented HCM/Payroll Any person in a workflow role must be added into Workday using a separate process (HRMS-WD1A record, integration). Employee reimbursements require entering employees as suppliers. Also, employee direct deposit changes will require making changes in HRMS and Workday. Additional potential workarounds for Phase 1B  There will be a significant increase in the number of workflow roles that will need to be added and maintained. Some agencies, like WSDOT, would have workarounds to achieve labor distribution requirements of cost allocation for project and grants until HCM/payroll is implemented.  While we believe these workarounds are manageable, they do create extra work and risk in keeping systems in sync.  It could be beneficial to reduce the period these workarounds are needed.   Phase 2 LSR and change management landscape – not yet evaluated We have not yet conducted an analysis of the LSR or change management landscape for Phase 2.    A Phase 1A point of reference—56 systems, from 19 agencies, are being remediated due to Phase 1A changes to HRMS.    WSDOT fit-gap analysis likely to recommend moving to Workday at Phase 2 WSDOT has engaged an experienced consultant to evaluate Workday functionality and identify where there may be gaps compared to WSDOT requirements.  Part of this review is making a recommendation on the timing of the WSDOT move to Workday.   As noted above, the functionality delivered in Phase 1B will enable WSDOT to move from TRAINS to Workday.  However, if the agency were to make this move at the conclusion of Phase 1B, the state would need to build a custom application to distribute labor and labor-related costs to WSDOT cost centers (projects and grants).  This would result in rework during Phase 2 to fully implement labor distribution functionality in Workday.    The draft fit-gap report includes a recommendation that WSDOT wait until Phase 2 to move to Workday.  



Phase 2: Human Capital Management 

• Topic Areas
• Core HCM
• Payroll
• Time Tracking
• Absence Management

• Themes of the current system
• Manual entry and hand-offs
• Not adopted to a modern workforce
• Over-reliance on agency specific subsidiary systems
• Cumbersome to adopt to changes

• Anticipated functionality
• Automated updates
• Workflow automation
• Enhanced reporting and analytics

10
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Today’s  exercise: If you had a magic wand….

What would you and your team do differently 
under the new system? What is easier?

How would the interactions with others be 
improved under the new system?

How will employees benefit?

How will hiring managers benefit?
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How would you envis ion...

You and your team being more effective?

The processes you use being more 
efficient?

Your agency’s values being realized?

Your agency’s vision being realized?



Report Out



Thank you!
Mary Fliss, Deputy Program Director
mary.fliss@ofm.wa.gov

For more information visit our website:
One.wa.gov

https://one.wa.gov/agency-resources/glossary-terms
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