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Core values
• We’re a customer-oriented company.

• We’re a partner in a digital 
transformation, not just a software 
vendor.

• We think in business processes, not in 
functions.

• We’re experts in what we do.

• We’re focused on: 

✔Core HR + Payroll 

✔Baltics & Poland

✔1000+ employees

✔Distributed workforce



More standard, less customization

Split for client: 30% / 30% / 30% Split for client: 45% / 45% / 10%

Core: 135 functions

Localization: 135 functions

Customization: 30 functions x 10 clients = 300 
functions

Split for AGroup: 24% 24% 52%

Core: 100 functions

Localization: 100 functions

Customization: 100 functions x 10 clients = 1000 
functions

Split for AGroup: 8% 8% 84%



HRB Mobile
Y2022 is the year of going Mobile for AGroup



MFA (Multi-Factor 
Authentication) & 
digital signature

• Bring your own device challenge

• Incorporate popular MFA tools

• Paperless as an ultimate goal



Advanced workforce 
management | AI

• Skill set-based/station-based 
scheduling

• Demand-based automatic scheduling 
using Big Data & AI



POLAND
• Many years of presence and expertise

• ADP Polska: 100000+ payslips per month

• Own office & existing customers

• Y2022: finalize Polish payroll in HRB Portal

• Y2022: implement the first customer entirely on HRB Portal



Thank You
Alexander Korshunov

alexander.korshunov@agroup.lv

www.agroup.lv







Luminor journey with Agroup
Edgars Pilips



Luminor
At 31 March 2022

Baa1
Long-term senior rating 

ECB
Regulator 

2,262
Employees

21.2%
CET1 ratio

€13.8bn 
Total assets

3.9%
Return on Equity

10.4%
Leverage ratio 

16.7%
Lending market share1

1. At February 2022



Clear strategy
Focused on customers and business growth

2017-2020: Becoming Luminor

DNB and Nordea merged their Baltic operations

Operations restructured into a single bank

Standalone systems developed

Funding diversified and former parents repaid

Re-priced and right-sized loan book

NPLs halved to 3.2% of gross loans

Regulated by the ECB

From 2021: Being Luminor

Grow mortgage, consumer and SME lending

Widen product offering and improve customer 

experience 

Raise efficiency and enhance IT operations 

Build our unique culture 

Committed to developing capital markets

Maintain financial strength and prudent risk 

management

Committed to supporting the ESG agenda and 

preventing financial crime 



Our aim for our new HRIS 
was 3+1 in 1 

- correct people with correct data
- correct time tables
- correct salary calculations
+ getting salaries paid

in 3 Baltic countries in highly regulated 
market (affects non-functional 
requirements)



Procurement > Agreement > Configuration > Launch > No issues & everyone happy 🌞



Procurement 

and demos



Payroll and 

approvals



Agreement



FDS



Testing



Final testing, data 

migration, 

communication, 

changes in 

benefits, 

aaaaaaaa



Hypercare
Next 

Developments

Changes in 

legislation

Changes in 

benefits
And so on…. 



Thank you!





HRB Portal@Nasdaq

Dalia Morkaitytė
Director - Accounting

HRB Portal Community 
Conference, June 9, 2022



Arguments to initiate 
the project for 
Lithuanian entities

Nasdaq profile in Lithuania – stock exchange and fintech 
services
• 400+ employees
• 5 legal entities
• 75 schedules with different variable shifts,

including nights and weekends
• 150+ employees regularly reporting OT, On Call,

or working on SWT schedules

• 100+ international managers



Project scope – Time and Leave 
management module implementation

Project goals/tasks:

• User friendly system & easy variable work shift schedules
creation

• Effectiveness – one stop shop for employees, approving
managers and signing persons for all entities

• Regulations & limitations according Lithuanian Labor Law

• Notifications/Reminders

• Customized reports, designed according our preferences

• Bilingual functionality

• Integration with corporate and state tools



Project scope – Time and Leave
management module implementation –
only???

Only one module, but 
several well built 
integrations:
• Workday – HR data

• Concur – Travel data

• Sodra – Sick leave data

• SSO – login to HRB Portal



• Setting clear end list of expectations

• Balancing between „written in requirements
gathering“ and what client actually had in mind

• Fulfilling unique requests – like Automated orders
according specific templates and specified signing
people

• Workday data integration

• Unusual qualities needed on client side - create
test scenarios, find and solve bugs, test solutions

• Time dedicated during implementation and after

• Updates impacting/breaking existing functionality

Challenges



Integration process & used 
approach

ONLINE 
CALLS

TRACKING 
PROGRES

S

NEVER 
HEARD NO

ASSIGNIN
G TASKS

COLLEAG
UES 

INVOLVEM
ENT

BREAKING 
SYSTEM



• Started discussions July 2018, went live in June,
2020

• Automated and digitalized Time & Attendance
module

• Time saving

• User friendly/intuitive system

• Quick & accurate reports

• Paperless – automated documents and signing

• Centralized for all companies

• System is adopted to specific company cases and
local regulations

• Easy overview and analyze data

• Additional rules/notifications & limitations

• Easy backdated corrections

• Tracking for audit purposes

Outcome & 
Benefits



Communicate 

effectively
Monitor and track 

progress regularly
Determine capacity & 

assign tasks to 

different members

Use relevant 

skillset

Invest time Dream big

Recommendations



THANK 
YOU!
Q&A





HRB and SAP HR integration for
Lidl Latvia and Estonia

Riga, June 2022



LIDL

• Lidl has been expanding strongly throughout Europe for over 40 years 

• Currently operates around ~12,000 stores in 32 countries



• On 07.10.2021 opened 15 stores

• ~2000 employees
• On 03.03.2022 opened 8 stores

• ~1000 employees

LIDL Latvia LIDL Estonia



Project: HRB Payroll system implementation as a part of HR systems 

roll-out for Lidl Latvia and Estonia

Project duration: 06.2018-07.2020

Go-live: 04.2020

Leading HR system: SAP HR

HR digital transformation

Scope:

1. HRB Payroll system implementation. Migration from outsourced 

Payroll provider

2. Integrations with SAP HR via CPI:

• SAP HR -> HRB: Master data, Time Evaluation, Absences

• HRB -> SAP HR: Payroll result, e-Payslips



Project goals

1. Implement one Payroll system for Lidl LV&EE according to best 

accounting practices, business and legal requirements of payroll 

processes

2. Deploy interfaces with SAP HR to automate HR processes

3. Meet overall HR systems project plan phases and deadlines. Parallel 

global SAP HR modules implementation for Lidl LV&EE

4. Meet Lidl country opening plan- HR systems go-live before the mass 

hiring starts for warehouse and stores



Payroll vendor selection criteria

1. Cloud payroll solution in Baltic countries

2. Vendor experience in integration with SAP HR

3. Security requirements

4. GDPR compliance

5. Implementation costs and maintenance fees

6. Easy to use and flexible system

7. Payroll calculation time

8. Recommendations



Project results

1. HRB Payroll system is implemented for Lidl LV&EE

• Payroll calculation algorithms with required complexity

• Summarized and non-summarized working time scenarios

• Global assignment tax calculation, 23 country calendars

• System usage in LV, EE, EN languages

• Authorizations concept according to Lidl requirements

2. Complex interface logic deployed

3. Simultaneous go-live of 2 Lidl countries

4. PY system go-live and effective remote work of many teams in the 

beginning of COVID19 pandemic, in conditions of travel restrictions



Thank you!





The spotlight on the legal framework for 
employment relations in 2022

Agnese Medne, attorney at law



Baltic countries

- Directives:

(EU) 2019/1152 on transparent and predictable working 
conditions

(EU) 2019/1158 on work-life balance for parents and carers

(EU) 2019/1937 on the protection of persons who report 
breaches of Union law

- Migration law 

- liability of the main contractor - payment to employees of
subcontractors



Lithuania

as of 2023-01-01

- 4-day working week for particular employees in public 
sector

- per diems and other related payments must be paid by 
bank transfer 

as of 2022-10-01

- downtime regulation and payment 

as of 2022-07-01

- amount of the daily allowance for employees



guarantees for employees in construction sector -
subsidiary liability of the contractor, as of 2021-11-
01

mobile work and eliminating compensations for such 
work

policy to prevent violence and harassment

Lithuania



- Occupational Health and Safety Act amendment 

Continuing the sickness benefits from the 2nd until 
the 5th day 

by the Estonian Health Insurance Fund from the 6th

day of illness (2022-01-01; 2022-04-01)

- Employment Act Amendment – enables to enter in 
the variable working hours agreement in the retail 
sector (2021-12-15; 2024-06-15; 2025-01-01)

Estonia



- Amendments to allow signing of short-term 
employment contracts unlimited times with 
unemployed within 6 months period

The aim is to allow short work bites with employment 
contracts without having to use other service 
contracts.

- Proposal to allow paid leave for parents to attend 
first school day with kids

Estonia 



Collective agreement vs. rights of employees by law 
– possibility to agree otherwise than stated in law if 
there is a balance of interests between the parties

Advance written information to employees – changes 
in collective agreement

Rights of employee to determine the workplace 

Latvia



- Predictable work time schedule 

- non-predictable work time schedule (rights of 
employee not to fulfill work and to receive payment)

- Extended probation period in case of collective 
agreement (3-6 months)

- accounts for each employee of downtime hours 

Latvia



Adjustment of work time for caretakers 

- Child up until the age of 8 years or

- Care for spouse, parent, child or other close
relative, or person living together with employee

If there are serious health problems

Employee may request adjustment of work time and
5 days of unpaid vacation per year

Employer has to reply regarding the possibilities of
work time adjustment in one month’s time.

Latvia



- Paternity leave

rights of a father or another person (in case of lack of
paternity) to vacation of 10 business days up until
the age of 6 months of infant

- Parental leave 

rights to take parental leave in several short 
instalments, one instalment not shorter than 1 week

Latvia



Thank you! 







Project Management from a client & a vendor viewpoints

Panel Discussion
HRB Portal Community Conference | June 9, 2022



All that we can share about the PROJECTS we’ve participated



Who in this room have participated in a Project that 
had lasted for more than 2 years until it went live? 



Who in this room have participated in a Project that 
lasted less than 6 months?



Who in this room have participated in a Project that has 
never been finished or has been cancelled at all?



Who in this room have participated in a Project that  
has been implemented in Time?



101 Essential Project Management Software Statistics: 2022 Market Share & Data Analysis - Financesonline.com

https://financesonline.com/project-management-software-statistics/


Project Management Trends 2022



Remote/Hybrid work



The Next Great Disruption Is Hybrid Work—Are We Ready? (microsoft.com)

https://www.microsoft.com/en-us/worklab/work-trend-index/hybrid-work


Mental and physical health 



Lifelong learning & knowledge management



Sustainability & social responsibility



2022 Project Management Trends: A Look Ahead - ProjectManager

There’re No Right or Wrong Methodologies

https://www.projectmanager.com/blog/2022-project-management-trends


• Please go to menti.com
• Type in code
• Create and send a response – Top 3 Project Management 

Trends you will keep eye on in 2022.

What are the three biggest project 
management trends to keep an eye on in 

2022?







Beyond 
retention
Build passion and 
purpose

Viktorija Kononova

JUNE 2022





What is retention?
TURNOVER

Successful retention practices 
result in a healthy 

attrition/turnover rate that 
allows regular turnover of 
the non-critical employees 
while retaining individuals 

who significant impact 
organizational performance 

and culture. 

TALENT MANAGEMENTRETENTION

Retention is a targeted practice
focusing on attraction and 
retention of particularly 

talented individuals that can 
be characterized through a 

variety of characteristics, such 
as competencies, skills, 

abilities, experience, 
knowledge, intelligence, 

character, and drive, or the 
ability to learn and grow within 

an organization 

Talent management  comprises of 
all policies, practices, and systems 

that influence employees’ 
behavior, attitudes, and 

performance.

TALENT MANAGEMENT

Retention is a targeted practice
focusing on attraction and 
retention of particularly 

talented individuals that can 
be characterized through a 

variety of characteristics, such 
as competencies, skills, 

abilities, experience, 
knowledge, intelligence, 

character, and drive, or the 
ability to learn and grow within 

an organization 

Talent management  comprises of 
all policies, practices, and systems 

that influence employees’ 
behavior, attitudes, and 

performance.

TALENT MANAGEMENT TURNOVER

Successful retention practices 
result in a healthy 

attrition/turnover rate that 
allows regular turnover of 
the non-critical employees 
while retaining individuals 

who significant impact 
organizational performance 

and culture. 

RETENTION

Retention is a targeted practice
focusing on attraction and 
retention of particularly 

talented individuals that can 
be characterized through a 

variety of characteristics, such 
as competencies, skills, 

abilities, experience, 
knowledge, intelligence, 

character, and drive, or the 
ability to learn and grow within 

an organization 

TALENT MANAGEMENT



How has Covid-19 influenced retention?

Communication Leadership practices Critical capabilities

Engagement Data
People’s unique 

attributes

Identification of 
talents

Evaluation of 
capabilities

Motivation

Every element of 
Talent management and 

retention practices
should be reconsidered and 
reinvented to adapt to new 

normal.



How far have you’ve come?

The first priority of the organizations during the COVID-19 pandemic has been crisis response and emphasizing health and 
safety, essential services, and the virtualization of work and education. As progress is made against respond efforts, another 
reality is forming quickly. 

Now is the time for the leaders to turn their attention toward recover, to ensure their organizations are prepared to 
thrive. This will require extraordinary focus and coordination, during what may be a protracted period.

We see three phases that all resilient leaders must face amid the COVID-19 outbreak

Respond
Dealing with the present situation and 

managing continuity

Thrive
Preparing for and shaping the 

“new normal”

Recover
Learning and emerging 

stronger



How far have you’ve come?
R

e
te

n
ti

o
n

 a
n

d
 

re
c

o
g

n
it

io
n We actively engage our 

people in the 

appropriate career 

development 

conversations to 

promote talent.

We identified new 

additional 

opportunities how to 

engage our top 

performers (e.g. 

stretch roles, team 

leadership, hack-a-

thons). 

We know how to 

celebrate behaviour 

that support work in the 

new normal. 

We re-defined and 

implemented practices 

for recognition of these 

behaviors and their 

replication it in other 

areas.

We recognized and 

celebrated teams that 

have been actively 

engaged during the 

crisis and who 

supported the shift 

towards new normal.

There are new and 

different types of 

behaviour we now want 

to recognize (e. g.  

effective ways to drive 

collaboration across 

virtual teams, 

supporting colleagues 

,…), but the processes of 

recognition are not 

established 

conceptually.

Respond Respond to recover Recover Recover to thrive Thrive

Present 1 2 3 4 5

Desired 1 2 3 4 5



How to deal with retention?

Leverage the data to identify the 
most impactful activities

*Human Capital Trends 

Remember: Create meaningful 
work

Make sure the organization is 
feeding employees’ needs for
purpose and meaningful work. 
While there is a necessary focus on 
benefits, compensation, and 
workplace flexibility, research
suggests that these are table 
stakes. A more important 
dimension for retention is the work 
itself.

Ask your employees what 
matters

Survey employees regularly—not 
just annually about how they 
experienced the organization
over the past year, but frequently 
and
“in the moment” through pulse 
surveys and roundtables—to find 
out what makes them passionate 
about work and what parts of the 
environment are irritating or
too bureaucratic.

Build a proactive retention 
model to identify potential 
problems before they occur

Adopt talent analytics to uncover 
the hidden drivers of retention. 
Several of our clients have now 
built statistically validated
retention models that help predict 
why and when an employee will 
leave. 
Design work environment solution 
sets around the findings to drive 
greater performance, passion, and 
retention stickiness.

Study retention continuously

Keep your finger on the pulse of 
the organization—regularly, not 
just annually or periodically.
Use exit surveys and manager 
interviews to understand what was 
missing. 
Provide open blogs and 
communication tools to help
people talk openly about what they 
need— and what they particularly 
value.



How 
expensive is 
to loose and 
get a new 
employee?



Business Case – Employee  Attrition  and 
Retention
Generally, there are two types of costs associated with employee attrition. 

Lost 
productivity

Lost Time

Direct CostsIndirect Costs

• Separation costs (exit interviews, administration 

procedures, etc.)

• Vacancy costs (temporary help, overtime) 

• Acquisition costs (job ads, interviews, tests, 

physicals, reference bonuses)

• Placement costs (new supplies, onboarding, 

training)

• Salary & Benefit savings



Calculation of costs associated with attrition 

Average monthly gross 
salary + benefits

1,680 

Average annual gross 
salary + benefits

20,160 

Average annual gross 
salary + benefits + 
health and social

27,115 

Number of employees 358 

Annual attrition 19%

Average separation (exit 
interviews, 
administrations 
procedures, etc.)

200 

Average vacancy 
(temporary help, 
overtime, etc.)

600 

Average acquistion (ads, 
interviews, tests)

200 

Average placement 
(new supplies, 
onboarding, training)

600 

Total 1,600 

Annual revenue per 
employee

168,660 

Workdays per year 240

Average workdays 
position is open

20

Average onboarding / 
training period

60

New hires's 
effectiveness during 
onboarding / training

65%

Supervisors 
effectiveness during 
new hire's onboarding / 
training

95%

Total 30,921 

Average annual salary + 
benefits

27,115 

Workdays per year 240

Average workdays 
position is open 

20

Total 2,260 

Illustrative example

Assumptions Direct costs Lost productivity Savings of salary + 
benefits



If we prevent just 1% of leavers, it saves €121,046

Direct costs

Lost productivity

Savings salary € 30,261 € 2,057,781

68 
leavers/year

Saved costs with attrition being reduced by:

1% (or 4 prevented employee leaves) €121,046 

3% (or 11 prevented employee leaves) € 332,876 

5% (or 18 prevented employee leaves) € 544,707 

Illustrative example (cont.)



What drives 
the attrition?



Which factors 
influence 
attrition?



Predicting 
attrition and 
developing 
retention 
measures 
{demo}



How we typically design retention projects?

Explore attrition 
problem
• How many are leaving?
• How much does it cost you?
• How do you stand compared 

to the market?

Understand and 
predict
• Why they are leaving?
• Who are the leavers?
• Who’s going to leave?

Develop retention 
measures

Immediate

Structural

Evaluate and adapt
• Retention goals achieved?
• Are the measures set 

optimally?
• How quickly achieve ROI?



DEMO



What kind of 
data we need?

Predictive Model

Mentoring statistics 
(mentor assigned, 

seniority, etc.)

Performance ratings 
history

Training records 
(courses, exams, etc.)

Project characteristics 
(duration, team size, etc.)

Client segments 
worked in

(time spent, repeat 
clients, etc.)

Personnel records 
(contract and position 

changes, salaries, 
bonuses)

Demographics
(age, education, 

background, etc.)

Timesheet data, 
utilization and travel



Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited, a UK private company limited by guarantee (“DTTL”), its network of member firms, and their related 

entities. DTTL and each of its member firms are legally separate and independent entities. DTTL (also referred to as "Deloitte Global") does not provide services to 

clients. Please see www.deloitte.com/cz/about to learn more about our global network of member firms.

Deloitte Central Europe is a regional organization of entities organized under the umbrella of Deloitte Central Europe Holdings Limited, the member firm in Central 

Europe of Deloitte Touche Tohmatsu Limited. Services are provided by the subsidiaries and affiliates of Deloitte Central Europe Holdings Limited, which are separate 

and independent legal entities. The subsidiaries and affiliates of Deloitte Central Europe Holdings Limited are among the region’s leading professional services firms, 

providing services through more than 6,000 people in 44 offices in 18 countries.

Thank you

Viktoria Kononova
Contact: vkononova@deloittece.com





The workshop on SUPPORT

Broken phone



Agenda

• AGroup support under a magnifying glass 

• Case study



Support operations’ deep dive



Team



Support process

a Client Support

R&D

Coding & Code fixing

Blockers

processing

Weekly Sprints 

deliveries

Bug
SLA based planning and 

resolution

CR Priority based queue

Zoho Desk

Zoho Books



Broken phone

Case study



Case study results



Conclusions
- Time spent on describing a test case 

saves resolution time 

- A ticket submission form helps to 
prepare a ticket in a proper way

- It has already been good now but...



Thank You







CHANGE MANAGEMENT

Why a change roadmap is needed?

Alexandra Anufrieva | Product Owner

HRB Portal Community Conference | June 9, 2022



In few words describe a change?

● Please, go to menti.com
● Enter a code
● In few words describe a change

What does it mean for you? 
What are the first associations coming up to your mind?



Why is it so important to specify requirements? Slide 1

Connect all numbers from 1 to 54 Timer:

https://www.timeanddate.com/stopwatch/



Why is it so important to specify requirements? Slide 2

Connect all numbers from 1 to 54 Let’s count time again



Let’s play a game



Reach an agreement 
and build YOUR house

Each team has the unique set 
of paper puzzles. 

Plan your strategy, keep 
talking and everybody will 
win!



Roadmap

A clear roadmap allows all parties:

• To plan what and when will be done

• To plan costs

• To plan resources from both sides



Thank You
Alexandra Anufrieva | AGroup




