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DENTSPLY Overview  
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World’s largest producer of professional dental products  
• $2.9 billion sales 2012  
• Consumable-based portfolio; over 100,000 SKUs  

Global  
• More than 65% of sales outside of US  
• Sales in more than 120 countries  
• Operations in more than 40 countries  

Committed to innovation & education  
• 30+ significant new products annually  
• 2012: trained ~250,000 dental professionals  

Consolidator in a fragmented market  
• 20+ acquisitions over 5 years; over $2 billion invested  

 
 

 
 

   



HRIS RFP Results – 2010  

RFPs were distributed to: 

• 5 well known vendors, 
including SuccessFactors 

 

SuccessFactors Selected Due to: 

• Strong and comprehensive Talent 
Management Suite: 

• Performance management 

• Compensation 
Management 

• Recruiting 

• Ease of Use 

• International Presence, Language 
Support & Safe Harbor certified 

• Strong References 

• Core HRIS (New) – Employee Central 

• Ability to provide a fully integrated 
Talent Suite 

 



Business Impact – 2010 to 2013 

Baseline State (2010) 

• HR Information inconsistent 

• Reporting is accurate within an 
unknown margin of error 

• Performance Management - 
rigor and ease of administration 
varies 

• Succession Planning -
administrative to prep and lacks 
ease of global talent view 

• High administrative demands on 
People managers and HR 

Current State Post-Implementation (2013) 

• One global system of record -accurate 
reporting and analytics capability 

• Processes and workflows standardized 
globally, including globally consistent job 
codes/grades 

• Improved employee connections and 
relationships across divisions and 
regions/countries 

• Talent process admin automation - free up 
time for more value add manager and HR 
activities 

• Proactively meet the people needs of the 
business through workforce planning 

• Scalable for business growth  

• Increased alignment between businesses and 
functions 

• Strong integration across EC, Goals, 
Performance, Recruiting and Compensation 



DENTSPLY Connections –  
Project Timeline Overview 

2012 2011 2013 

CORE HRIS (Employee Central) 
(EMPLOYEE LIFECYCLEMANAGEMENT) 

Wave 1 Countries (US, Canada, UK, Brazil, Australia, NZ 

Rest of World 

PACE 

COMPENSATION MANAGEMENT 
(Merit Increases) 

RECRUITING 
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What is DENTSPLY Connections? 
 

•   A global system of record for basic employee information 

•   A way to automate approvals for employee changes (promotions, transfers, etc) 
•   A tool that can help all of our colleagues be more efficient and connected to their global 
colleagues! 

 

Astra Tech Acquisition 



Employee Central 
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Global 
Organization 

Chart 

Workflow Approval “To Do”s 

Employee Search 
User Feedback 

“I appreciate the ability to do 

approvals via my mobile device”  

 

“I have used the system often to 

better understand the global 

organization and reporting 

relationships.” 

 

“It is very helpful to have access to 

information about my team when I 

need it.” 



• Designs in place, tested, and live for 52 
countries 

• Fully live in 10 countries (for HR, People 
Managers and Employees) 

• HR team members are updating employee 
data for all remaining countries 

• German Divisions Works Councils 
approved implementation of EC in Fall 
2012 

• Two sets of “Workflows” in the system 

• For English Speaking Countries – full 
manager approval of lifecycle transactions 

• For non-English Speaking Countries – 
Limited approval workflows, only triggered 
if Corporate approval required for a 
transaction. 

 

Employee Central Core HRIS 
Status – Q1 2013 
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Recruiting – Live Feb. 2013 
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Benefits:   
•  Automation of process 

•  Recruit to Hire (EC) 

•  Permissions driven by EC reporting relationships 

•  Improved access to information  

•  Improved controls on approvals and vacancies with a global view 

•  One page view of candidates and status. 



Performance & Goal Management 
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Benefits 
•  Reduce administrative time for managers 

•  Provide managers with consistent tools for setting and managing goals, assessing and calibrating 

the performance of their employees 

•  Enable more time to focus on feedback and coaching discussions, rather than completing 

paperwork 

•  Align the performance review process more closely with the merit review process 

•  Data and analytics available for performance rating and goal data 

•  Access driven by EC reporting relationships, including matrix relationships 

•  Ability to “launch” forms based on data in EC 



Compensation 
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Consistent calculation 
and view of a manager’s 

budget and spend 

Merit Guideline based 
on Performance Rating 

and Range Position 

Benefits:   
•  Automation of process 

•  Permissions driven by EC reporting relationships  

•  Data pulled from EC and foundation files, and real time link to PM 

•  Improved access to information  

•  Improved controls on approvals and transparency with a global view 

•  Executive Review allowed for multiple levels of review real time. 



Next Steps 

• Continue roll out of all models for broader usage (MSS, ESS) globally 

• Ongoing enhancement of training for Users, including reporting capabilities 
for HR 

• Translations across all modules – 5 additional languages 

• Review requirements for Administration support globally 

• Global Payroll RFP – then integration to EC 

• Previewing Learning and T&E solutions 


