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Analytics is Definitely Coming to HR
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Big Data 1n the talent economy

Bersin & Associates, 2012



There are 4 staged to HR Big Data

HR Analytics Maturity Model

Stage 4: Predlctwe Analytics
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Stage 2: Proactive - Advanced Reporting

Operational reporting for benchmarking and
decision-making, muti-dimensional analysis and dashboards

Stage | i Reactlve - Operattonal Reportlng
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yData n HR Research Study

The problem is that HR Ls too often seew as being reactive,
but how do we know this?



Big Data brings challenges

6% of HR departments
pelieve they are "excellent’
N analytics and more than

00% feel they are poor or
pbehind.

Bersin & Associates, 2012



Big Data brings challenges

HR draws tnsight from data to
stimulate change and tmprovement i
the organtisation (% agreeing)

6 3 % HR Leaders

2% Business Leaders

CIPD, 2013




Building relationships with colleagues throughout
48 the organisation and understanding their priorities

X

J7 2% Developing the ability to clearly demonstrate HR's
contribution to the business

Developing influencing skills to gain stakeholder
support and commitment

Developing HR leaders for the future

Developing the ability to use data to inform
organisational decisions

Developing understanding of what drives
competitive advantage for the organisation

Building courage and confidence to debate and
challenge issues for the benefit of the organisation

Improving ability to communicate effectively with
all stakeholders in the language of the organisation

Building specialist HR expertise, for example
reward, learning and development

Building organisational development and change
management skills

Building HR's capability to coach line managers on
people management issues

Building understanding of the wider business
context your organisation operates in

Reorganising HR work, for example through
centralising or outsourcing activities

Don't know

Not applicable - no identified key priority areas for
building HR capability

Other
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Source: CIPD HR Outlook, autumn 2013: a variety of leader perspectives.



Big Data brings challenges

Peter Turner of Ricoh explains it as
follows:

“The challenge for HR is that CII'ICII)’HCCII peop|e
don’t live in HR. HR people are better at

managing ambiguity than analysis. The challenge is to
bring in more business-like people who have that

approach.”

CIPD, 2013



Fall in love with the problem
NOT the solution EMPATHIZE

start with the problem: What
pIg decisions would you like
to be able to make” What
oroplems would you like to
solve”

Bersin & Associates, 2012



HR analytics starts with curiosity

Is curiosity the key?

Curiosity (Lowenstein, the psychology of curiosity):

1. Caused by gaps in knowledge that the individual is motivated to explore

2. The perceived ability of missing information to close the gap - gap needs to feel
familiar and small enough to seem achievable (jumping a brook versus leaping the
Grand Canyon)

i. Pose a question

ii. Exposed to a problem (a sequence of events with an anticipated but unknown
resolution

iii. Challenge the norm - a position is posed that violates the accepted outcome
iv. Social competition - the need to know what someone else knows

v. Feeling of familiarity -the challenge feels intimate/close to experience

curiosity is what will bring you great decisions and
models. And data analysis is always iterative - one
guestion leads to one answer, which in turn leads
to the next question. If you don't have that never-
ending curiosity to dive deeper and deeper, it

doesn't matter how much math you know.
Bersin & Associates, 2012



Big Data brings challenges

...don't let the tools drive your
orogram. T'he hardest work anad
most valuable results come from

people: the questions you ask, the
oeople you hire, and the process
yYOU USe.

Bersin & Associates, 2012



Big Data & HR = Challenges

Skills &
Smarts

..Yes, but what does this mean?

CIPD, 2013



Big Data & HR = Challenges

Silos are the structural and
systems obstacles to timely and
efficient access to data and the
ability to use and share it.
This is caused by a combination
of structural barriers within
both HR and the business which
impede the sharing of data. The
system silos are those
pertaining to infrastructure
around data analysis with issues
such as systems incompatibility,
security and hosting concerns,
and IT skills issues.

Structures Systems
¢ HR compartments * Incompatible technology

¢ Business unit isolation ¢ Permission problems

e Projects and programmes e [T skills issues

® Legacy systems

CIPD, 2013



Big Data & HR = Challenges

Skills &
Smarts

This includes

This involves deciding
whether to make or buy capability, what kinds of
capability are required and how it 1s developed.

CIPD, 2013



Big Data & HR = Challenges

the cultural and
professional obstacles to
integrating and embedding an
analytical approach within
HR

Biases, beliefs, Fears

behaviours e Data reduces and

¢ HR data has been dehumanises people to
backward-looking and units of analysis.

insular. * Expectations treadmill.

¢ Many have preference for

big picture and ambiguity * Dependency on external

) capability means HR could
OUREANAGS: be left behind in the skills
¢ Conflicting demands race.
and expectations of
organisations.

CIPD, 2013



Big Data & HR = Solutions

..Yes, but what does this ‘Look’ Like?

CIPD, 2013



Big Data & HR = Solutions

e develops analytics as a
continuous improvement
strategy

e puts people analytics at the
centre of business priorities

e accelerates the requirement
for analytic bandwidth up the
HR capability agenda.

Transformational

Make analytics
a continuous Collaborate

transformation project. and connect

Focus it on key business
priorities. through data.

Move it up the HR
capability agenda.

CIPD, 2013



Big Data & HR = Solutions

* Identitfy and promote the skills necessary as
part of the overall HR talent and capability
agenda.

Source more key talent from subjects such
as occupational psychology, economics and
other social sciences to supplement the
normal reliance on natural scientists and
engineers.

Develop aligned analysts who understand Tactical
and connect with the people agenda and are Map and tap the skills

: : : necessary. Develop
capable of translating data into actionable aligned analysts.

insight. Attract more capability
from HR/OD-cognate
areas such as
psychology, economics
and anthropology.

Make stories from the
stats.

CIPD, 2013



Big Data & HR = Solutions

CIPD, 2013, Adapted from Gartner’s 3 “Vs” of Big Data
Derived from McAfee and Brynjolffson



It’s all about creating wvalue

Figure 2: The value creation process:
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Big Data & HR = Challenges

HUMAN Social Intellectual
Capital Capital Capital

CIPD, 2013



Big Data & HR = Challenges

Human capital — People’s competencies,
capabilities and experience, and their
motivations to innovate, including their:

HUMAN * alignment with and support for an
organization’s governance framework, risk
management approach, and ethical values

Capital

* ability to understand, develop and
implement an organization’s strategy

* loyalties and motivations for improving
processes, goods and services, including
their ability to lead, manage and collaborate

CIPD, 2013



Big Data & HR = Challenges

Social and relationship capital - The institutions and
the relationships within and between communities,

Social
groups of stakeholders and other networks, and the _ -
ability to share information to enhance individual and Capital
collective well-being. Social and relationship capital

includes:

o shared norms, and common values and behaviours

o key stakeholder relationships, and the trust and
willingness to engage that an organization has
developed and strives to build and protect with
external stakeholders

o intangibles associated with the brand and reputation
that an organization has developed

CIPD, 2013



Big Data & HR = Challenges

HUMAN

Capital

Human capital — People’s
competencies, capabilities and
experience, and their motivations to
innovate, including their:

o alignment with and support for an
organization’s governance framework,
risk management approach, and ethical
values

o ability to understand, develop and
implement an organization'’s strategy

o loyalties and motivations for
improving processes, goods and
services, including their ability to
lead, manage and collaborate

CIPD, 2013



