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Measurement And People Analytics

Interest in people data and HR analytics
remains high. Organizations are eager
to leverage it, but does the use of
people data impact the bottom line?

Brandon Hall Group’s latest Workforce Management
Measurement and Analytics Study shows that 75% of
companies have at least four people working full-time on
people data and one in three have more than 30 working in
that capacity.

Despite the interest and dedicated resources, many
companies still struggle with effective analytics; nearly three
in four (72%) report their use is confined to functional or
tactical measures and do not take full advantage of more
robust analytical applications.

Number of Current Employees Working at Least Partly
with People Data
0
1to3
4to6
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11to 20
21to 30
More than 30

We use a third-party/
vendor for our people data

Source: 2018 Brandon Hall Group Workforce Management
Measurement and Analytics Study (N=247)
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What will it take to improve your organization’s analytical
abilities? Our research reveals four areas for organizations to
improve their analytical process.

Key Findings

NEARLY HALF

598 oF COMPANIES 759 OF ORGANIZATIONS

Analyze Your Needs to Prioritize
Your Spending

have a minimum of four
people at least partly
working with employee data.

say they are at the tactical
level for measurement

) Levels of analytical ability were presented to survey-takers as
and analytics.

the following:

_____________ T~~~ =-=-=-=-==7 Level 1 “We mostly rely on ad-hoc metrics

Tactical and reports”

64% 55% 65% 53%

“We regularly update benchmarks

MEASURING TURNOVER and dashboards, and share with
INTERNAL all stake-holders”

MOVEMENT

RATING WORKFORCE
EMPLOYEES  PLANNING

are the most common
decisions that depend
heavily on workforce data.

“We have integrated data and consider

are the most common ourselves an analytics-driven company”

ways organizations struggle
with using data, rating

themselves as “not at al Level 4
or “only somewhat” Strategic
effective in those areas.

“We regularly utilize predictive analytics
to inform prescriptive talent decisions
and actions.”
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Brandon Hall Group High-Performance Analytics Model

» Milestone reporting
Operational . Organized around objects

Analytics-driven « Integrated learning and talent systems
Business Unit
Level

on-Financial)
Financial) Metr

« Advanced data collection

© 2018 Brandon Hall Group
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Those definitions are informed by Brandon Hall Group’s High-Performance Measurement Model (previous page). By delineating
levels, we see where organizations have deficits in their analytical abilities. In this case, it is the lack of access to regularly updated
dashboards across the organization that prevents improving the functional level of analytics.

Of the companies that rated themselves according to these

definitions, 73% said they were at the tactical (45%) or / « Advanced data collection

functional (28%) levels. Tactical analytics are a necessity * Basic reporting by key business stakeholders
for day-to-day operations and form the foundation
of higher-level analytics. In some cases,
organizations may be restricted to tactical-level
analytics because they are limited by their
capabilities, and only tackle problems they
know they can handle. In other cases,
those are the only types of analytical
problems they need to solve.

If your organization can’t create high-level predictive models or use big-data analytics to solve
complex problems, you need not be left behind. You may not require those capabilities, just as

some organizations function without a vehicle fleet, for example.
e But if you understand how measurement analytics can address your business needs, you can
develop and execute a plan to improve your analytical abilities accordingly. In some cases, this
may mean improving breadth not depth (or vice versa). Your plan could have several layers

and take months or even years to complete. Avoid the urge to move too quickly. Improve your
ability deliberately and intelligently. Our measurement model can serve as a guide.
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m Dedicate More Resources

The top obstacle to becoming a more strategically-minded organization, according to our research, was insufficient time (46%
listed this as their top obstacle), followed by a lack of funding/budget (30%).

Top Obstacles to Becoming and Analytics-Driven Organization

Our systems are not advanced enough to
support it

Lack of analytical skills in our workforce 22%

Other 15%

Source: 2018 Brandon Hall Group Workforce Management Study

Working with people data requires more than the latest software, statistical analyses or smart data visualization. To be successful
with HCM data, the entire process — from data collection to change-management — must be planned, implemented and
executed by experts in this field. While many organizations say they know the importance of human capital measurement and
analytics, they won’t invest in the people and time required to move to the next level.
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m Improved Integration is Essential for Higher-Level Analytics

The top obstacle to becoming a more strategically-minded organization, according
to our research, was insufficient time (46% listed this as their top obstacle), followed
by a lack of funding/budget (30%).

Workforce Management Measurement and Anlytics
Security 42%
Integration 33%
Ease-of-use 31%
On-premise 25%
Real-time updating 25%
Customization 23%
We have no analytics technology platform in place 21%
Benchmarking 15%
Visual analytics 15%
Automated data collection 15%
Cloud-based 15%
Big data 12%
Predictive analytics 12%
Text analysis 10%
Other | 24

Source: 2018 Brandon Hall Group Workforce Management Study

Some of the inability to analyze data at
an operational or strategic level results
from the limitations of the technology
systems in use. When asked about the
most effective features available to
them under their current systems, only
33% of respondents listed integration.
Though this was the second most-
common effective feature after security,
that number should be much higher.

Without integrated systems and access
to external data, analytics can never get
very far off the ground. Think of it as
an alignment issue: your internal data
must be aligned, which requires systems
that “talk” to one another to create a
single source of data. That data must
then align with the data of the outside
world so you know where you stand
competitively. Reliability is key here:
you must be able to count on getting
the same, accurate data throughout
the company.
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Formalized Data Governance is the Final Piece
of the Puzzle

When asked about the biggest m
obstacles in becoming a more
analytically driven organization: lack of funding/budget

o our systems are not
o advanced enough
to support it

Governance for HR data lags behind many other departmental functions
and the lack of attention given to people data now comes back to haunt
practitioners. Working with people data requires more than statistical
analysis or smart data visualization. To truly be successful with HCM data,
the entire process — from data collection to change management — must
be planned, implemented, and executed by experts.
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Key Takeaways
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There’s no secret to successful HCM measurement and
analytics. Companies that succeed with analytics tend to
be those that succeed overall. Simply making a decision
to get better at analytics will not cause a company to
change. Evaluation, planning and execution must occur.

Understand where you are and where you want to be.
Look inward to determine what questions you want
answered and where the critical gaps are between what
you have now and what you need for the future.

Invest wisely. It takes people, processes, technology
and time to succeed with measurement and analytics.
Determine priorities and allocate resources accordingly.

Four Ways To Improve
Measurement And People Analytics

Data Governance is critical. Common definitions must
be established (a data council is highly recommended)
and standards must be kept and maintained for people
data entry, storage and retrieval.

Embrace change. There will be an increasing reliance

on people data for decision-making this year and the
pace and rate of adoption of new data will continue to
grow. Human resources professionals, having accepted
the inevitability of the people data revolution, must now
lead their organizations further in this direction.
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About Brandon Hall Group

Brandon Hall Group is a HCM research and advisory services firm that provides insights around key performance areas,
including Learning and Development, Talent Management, Leadership Development, Talent Acquisition, and HR/Workforce
Management.

With more than 10,000 clients globally and almost 25 years of delivering world-class research and advisory services, Brandon
Hall Group is focused on developing research that drives performance in emerging and large organizations, and provides
strategic insights for executives and practitioners responsible for growth and business results.

Authors and Contributors

Cliff Stevenson (cliff.stevenson@brandonhall.com) co-wrote this report. He is Principal Analyst, Workforce
Management Practice. His expertise includes data and analytics, performance management, recruitment,
acquisition, retention, and attrition. He also served as the HR leader for a Boston consulting firm.

Richard Pachter (richard.pachter@brandonhall.com) edited this report. He is the Content Manager at
Brandon Hall Group and is responsible for editing all types of content related to research. He has experi-
ence as a journalist, copywriter, editor, marketer, blogger, and social media marketing manager. He also
served as the business books columnist for the Miami Herald for more than a decade.
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Subscribe To Our Interactive Data-Benchmarking Tool: Data

All the data from our studies is available by subscription to DataNow®. DataNow® is Brandon Hall Group’s interactive data-benchmarking tool. Orga-
nizations use it to make data-based decisions, find leading practices, benchmark, and more. You can also filter the data by company size, revenues,
and industry segments to give you a fully customized view. Learn more about DataNow?®.

Our Services
GET HELP TO DRIVE RESULTS FOR YOUR TALENT

In today’s volatile and global business climate, managing talent for high-performance plays an increasingly crucial role in an organization’s growth and
future success. Effective talent management is a top priority in organizations everywhere because, while organizations recognize the need to obtain
and retain people with the very best skills, they continue to struggle to implement effective strategies to do so. HR and Learning professionals need
to be able to successfully define organizational talents needs and skills, identify talent strengths and career goals, and align organizational needs to
individual needs. Rethink your strategy, validate your assumptions, transform your business, and optimize your time with the use of reliable data,

tools, and guidance.

PLAN ATTRACT DEVELOP PERFORM RETAIN OPTIMIZE

GET HELP WITH YOUR HR SERVICES MANAGEMENT & DELIVERY

As described in the employee lifecycle, processes are linked to employee transactional processes (e.g., compensation, benefits, compliance, contin-
gent workforce management, etc.) via workforce planning and analytics.
e Policies/Process/Procedure

e Contingent Workforce Management

* Payroll e Compliance

* Expense Management e Time & Labor Management

e Benefits & Compensation


http://datanow.brandonhall.com/
http://datanow.brandonhall.com/
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Our Services (Continued)
GET CONSULTING HELP WITH...

e Strategy and Planning e Measurement & Analytics e Organizational Structure

 Governance & Business Alignment e Program Design & Deployment e Measurement & Analytics

e Technology Selection, Manage- ¢ Change Management

e Executive Management .
ment & Integration

e Team Development * Budgeting & Forecasting

Membership Offers Tailored Support

At the core of our offerings is a Membership Program that combines research, benchmarking and unlimited access to data and analysts. The
Membership Program offers insights and best practices to enable executives and practitioners to make the right decisions about people, processes,
and systems, coalesced with analyst advisory services which aim to put the research into action in a way that is practical and efficient. Membership
also provides you direct access to our seasoned team of thought leaders dedicated to your success, backed by a rich member community, and proac-

tive support from our client services team.

RESEARCH ACCESS & EVENTS CLIENT SUCCESS PLAN
e Reports e Ask the Expert * Your Priorities

e (Case Studies, Frameworks & Tools e 1o0n 1 Consultations e Executive Sponsor
e DataNow® & TotalTech® * Research Briefings e Client Associate

e Webinars and Research Spotlights e Benchmarking e Monthly Meetings

e Annual HCM Conference
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