
  
 

 

  www.frontiersoftware.com 

 

 

 

 
 
Payday Super has changed the rules 
So, change how you use the data 

Whitepaper 

 

 
 
 
 

 

July | 2026 



 

 
 
 

 

2 | Payday Super as a workforce cost management tool                                                                                             Public 

HR and Finance leaders take note. Systems are live, contributions are flowing, and most 
organisations have cleared the first hurdle, compliance. For many, that was the sole focus in the 
months leading up to the change. Avoiding the revised Super Guarantee Charge framework, with its 
significantly higher penalties, was reason enough to act. But treating that deadline as the finish line 
risks missing the more important shift now underway. 
 
Payday Super has not simply changed when contributions are made. It has changed the rhythm of 
workforce cost itself. Each pay cycle now produces a complete picture of wages, superannuation, 
and workforce composition, reported almost immediately through Single Touch Payroll. What was 
once delayed and reconciled after the fact is now visible as it happens. The gap between a pay event 
and its reporting has narrowed to the point where delays and inconsistencies show up quickly, and 
often publicly.  
 
 

 
 
 

 
 
That buffer also allowed fragmented processes to persist. HR, payroll, and finance could operate 
with different datasets and different timings, relying on reconciliation to bring everything back into 
line. That approach is far harder to sustain now. When contributions are tied directly to each pay 
cycle, misalignment between systems is no longer an inconvenience. It becomes a cost, and in some 
cases, a compliance issue. 
 

What Real-Time Payroll Data Means for Workforce Cost 
 
This is where the opportunity begins. Payroll has always held detailed information about workforce 
cost, but it has rarely been used at the moment decisions are made. Finance has typically worked 
from budgets and forecasts, while HR has relied on headcount and reporting snapshots. The two 
functions have often struggled to present a single, consistent view of workforce cost, particularly in 
board settings. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The value lies not in having more data, but in having it at the right time. 
 
 
 
 

Current Numbers 
 

Each pay run now produces 
a current, consistent set of 
numbers that can be used to 
understand what the 
workforce is costing the 
organisation right now, not 
what it cost several weeks or 
months ago.  
 
 

Earlier Pattern Detection 
 

Overtime costs increasing in 
a specific area, changes in 
allowance payments, or the 
impact of an agreement 
update can all be seen within 
one or two pay cycles. In the 
past, these patterns often 
appeared in quarterly 
reports, by which time they 
were harder to address. 

 
Shared Ownership 

 
The change is not just about 
speed. It also alters how 
different parts of the 
organisation work together. 
When payroll data becomes 
a current view of workforce 
cost, it can no longer sit 
solely within the payroll 
function. It becomes part of 
how the organisation plans, 
monitors, and adjusts its 
operations. 

In the past, the quarterly contribution cycle provided a buffer. Errors could be 
corrected, data could be aligned, and funding could be adjusted before obligations 
were finalised.  
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Moving Beyond Compliance: Managing Workforce Cost Each Pay Cycle 
 
In practical terms, this shift requires changes in how organisations manage payroll data and 
processes. 
 
It starts with ownership. Data quality in 
payroll has often been seen as an 
administrative concern. Under Payday 
Super, it becomes a shared responsibility 
between HR and finance. Employee 
classifications, pay elements, and 
employment terms all feed directly into 
workforce cost on a much shorter cycle. 
When those inputs are wrong or delayed, 
the impact is felt quickly. 
 
The pay run itself is also changing in 
nature. It is no longer just a process that 
calculates pay and triggers a payment. It is 
a point at which payroll data is confirmed, 
reported, and relied upon by multiple 
stakeholders. That places more emphasis 
on getting things right before the pay run is 
finalised. Employee details such as fund 
choice, employment status, and pay 
conditions need to be correct at the point 
of entry, not corrected later. 
 
At the same time, organisations need to pay closer attention to what the data is showing them. 
Variances, such as unexpected increases in overtime or allowances, should be understood as they 
arise. Addressing these early reduces the need for rework and limits the risk of errors flowing through 
to super contributions or reporting. 
 

A more commercially grounded example can 
be seen during enterprise bargaining. 
Organisations often enter negotiations with a 
clear view of the proposed wage increases, 
but less certainty around how changes to 
allowances, penalties, or work patterns will 
play out in practice. Under the previous 
model, the full cost impact might only become 
clear after several months, once payroll data 
had been consolidated and reviewed. 
 
With Payday Super, that delay shortens. 
Once an agreement is implemented, the 
effect of those changes begins to appear 
within the first few pay cycles. If overtime 

usage rises in response to new rostering rules, or if allowances are applied more broadly than 
expected, those patterns can be identified earlier. This does not remove the need for careful 
modelling, but it does provide a faster feedback loop. 
 
 

When inputs are wrong or delayed, the 
impact is felt quickly and the margin for 

correction is far smaller than it used to be. 
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From a commercial perspective, this matters. Workforce cost is often one of the largest operating 
expenses. If cost pressures begin to emerge shortly after an agreement takes effect, organisations 
have a window to respond. That response might involve adjusting staffing levels, revisiting 
scheduling practices, or tightening the application of specific pay elements. In service-based 
environments, it may also prompt a review of pricing or delivery models to ensure margins are 
maintained. None of these decisions are new, but the timing improves. Instead of reacting to a fully 
realised cost position, organisations can respond while the impact is still forming. 
 
At a governance level, the questions being asked also need to shift. Compliance remains important, 
but it should not be the only focus. A more useful line of enquiry is whether the organisation is using 
real-time payroll data to understand changes in workforce cost. Are emerging patterns being 
identified early enough to influence decisions? Are HR and finance working from the same numbers 
when they assess performance and plan ahead? 
 

The Opportunity After Payday Super 
 
For many organisations, this represents a shift in how the people function contributes to the 
business. The long-standing discussion about HR needing a stronger voice in financial planning 
becomes less about influence and more about information. When HR can point to current, consistent 
payroll data on workforce cost, it changes the nature of the conversation. It becomes easier to link 
people decisions to financial outcomes, using evidence that reflects current conditions. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
This does not remove the operational pressure on payroll teams. Expectations are higher, and the 
margin for error is smaller. But it does create a clearer path forward. Organisations that continue to 
treat payroll as a back-end process will find the new environment demanding and reactive. Those 
that treat each pay cycle as a source of insight will begin to see different results. They will identify 
issues earlier, respond more quickly, and build a clearer understanding of how workforce decisions 
affect cost over time. 
 
Payday Super has introduced real-time visibility into workforce cost. Organisations that use payroll 
data at each pay cycle, rather than relying on retrospective reporting, will be better placed to manage 
cost, risk, and performance. The change is already in place. The advantage will come when HR and 
Finance teams choose to capitalise on it. 
 

 

 

Move beyond compliance to real-time workforce cost management. 
Use payroll data at each pay cycle to improve visibility, strengthen decision-making, and reduce risk. 

Explore more at www.frontiersoftware.com  

http://www.frontiersoftware.com/
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About Frontier Software 
 
Frontier Software is a software and services organisation specialising in payroll and HR 
transformation. With more than 40 years’ industry experience, Frontier supports organisations to 
streamline payroll and HR operations, improve consistency and compliance and make better use of 
workforce data. Whether you’re looking to optimise your current Frontier solution or design a new 
approach, we help teams build HR processes that are clear, defensible and ready for what’s next. 



 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Commitment to customer  
service is our number one priority. 

Michael Howard, Founder 

This document is provided for informational purposes only and may include proprietary or 
confidential material. While care has been taken to ensure the accuracy and reliability of the 
information presented, the content reflects our understanding and views at the time of 
publication and is provided on an “as is” basis. The information does not form part of any 
contract and should not be relied upon as the sole basis for making decisions, nor should it 
be interpreted as a commitment, warranty, or guarantee of any kind, including regarding 
future products, features, or outcomes. 
 
No representations are made as to the completeness, accuracy, or suitability of the material, 
and we disclaim all implied warranties, including warranties of merchantability and fitness for 
a particular purpose. To the maximum extent permitted by law, we accept no liability for any 
direct, indirect, incidental, or consequential loss or damage arising from the use of, reliance 
on, or interpretation of this document, including any inaccuracies, omissions, or subsequent 
changes. 
 
The content may be updated or modified without notice, and we are under no obligation to 
revise or maintain the information unless required by law. This document may not be copied, 
distributed, or reproduced without prior written permission. Readers should seek independent 
advice or verification where appropriate. 
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