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INTRODUCTION 



ICE BREAKER 



WHAT IS PEOPLE ANALYTICS? 



DEFINING THE PROBLEM AND THE DATA   

Information is coming from many sources 

 

People have different lenses and motivation 

 

Sometimes there is just many ways to operationalize something (turnover) 

 

Make sure the organization is aligned in its definitions 

 

Make sure that the definition is REVLEVANT 

     



TYPES OF DATA   

•  Descriptives  
•  Personnel file stuff 
•  Age 
•  Diversity 
•  Headcount  
•  Turnover ratios 

•  Organizational Health Indices  
•  Engagement 
•  Job Satisfaction 
•  Organizational Commitment  
•  Intention to Stay 

•  Recruitment Data 
•  Interview Scores 
•  Subsequent Performance 
•  Diversity 

•  Performance Data 
•  Review Scores 
•  KPIs 

•  Organizational Development Data 
•  Leadership Scores 
•  Potential 
•  Personality 
•  Training Data 



WHAT WE DO WITH DATA 

Descriptive Dashboards 

Turnover Dashboards 

Engagement Data 

Diversity 

Compensation 

Headcount Reports  

 

Boring!!! 



WHAT WE SHOULD DO WITH DATA!   

Insights!!! 
 

What is causing turnover? 
Why are people not engaged? 
How can we increase performance? 

Who should we invest in training for? 
How can we hire the right people? 
How can we build a successful team? 
How can we decide who to promote? 

  
 
 
 

 



WHY IS THE BORING STUFF NECESSARY 

Need to understand the employee population 

 

Workforce planning and budgeting 

 

Getting business leaders used to people data  

 

Finding your audience 

 

Selling the good stuff 

 



BUILDING A PEOPLE ANALYTICS FUNCTION 
1.  Data Quality & Credibility  

2.   Move the organization towards predictive analytics 

3.   Know how to demonstrate return on investment 

4.   How can scenario analysis benefit your people analytics function 

5.   Integrating data from multiple sources to inform decisions and predict outcomes 

6.   Use data to inform decision making 

7.  Make sure the data is consumable 



FIRST BREAK 



DATA QUALITY & CREDITABILITY  
Understand the organization 

 

Know the data’s context 

 

Make sure the data is clean and accurate 

 

Understand the different versions of the truth 

 

And remember to be clear on definitions   

(What is engagement at McDonald’s vs Google) 

 

 



SHARE SOME DATA CREDITABILITY ISSUES 



PREDICTIVE ANALYSIS 

To have successful People Analytics, moving from descriptive to predictive is key 

 

Why predictive? 
•  Time to react 
•  Improves decision making 
•  Future-casting! 
 

What kinds of things can we predict? 
§  Turnover 
§  Performance 
§  Leadership success 
§  Potential 



ANYONE USING PREDICTIVE ANALYTICS? 



DEMONSTRATE THE ROI OF PEOPLE ANALYTICS 

How can we demonstrate that People Analytics brings value? 

 
•  Demonstrate how analytics informed important decisions 

•  Evaluate the success of these data driven decision 
  

•  Attempt to provide some ROI data regarding the outcomes of initiatives 

One key way to ensure ROI in People Analytics is to think about metrics and 
evaluation from the beginning  
 
•  Hmm, maybe there is a session on Wednesday at 3:15 that covers this? 
 



SCENARIO ANALYSIS   

Definition:  is a process of analyzing possible future events by considering alternative 
possible outcomes 

 

The idea of this is nice, but the best predictor of future behavior is past behavior 

 

Strong People Analytics understands the past so they can predict future outcomes 

 

This doesn’t mean we should ignore the changes that may be occurring in the future 

 

 



HOW CAN WE USE PAST DATA TO PREDICT? 



INTEGRATE DATA FROM MULTIPLE SOURCES 

Recruitment 

Selection 

Training & Development 

Performance Management  

Additional Development 

Potential Assessment 

Leadership Development 

Succession Planning  

Engagement & Retention 

Good vs. Bad Turnover 

Integrated Talent 
Management 

Systems  



DO YOU INTEGRATE OR OPERATE IN SILOS? 



HOW ORGANIZATIONS MAKE DECISIONS 
Too many business decisions are made on gut and instinct 
 
Some are based on guess and check 
 

Other decisions are reactionary copying of competitors 
 
Using data to drive decision making increases the likelihood of a successful outcome 
 

Less surprises when using data to inform a decision   
 
GOAL: Move to data driven decision making! 



WHO HAS USED DATA IN DECISION MAKING? 



USE CONSUMABLE DATA   
Data is only as useful as what can be gleaned from it 
 
Ensuring that data is consumable is key 
 

Used factor reduction statistics 
 
Do data visualization well 
 

Keep it as simple as possible (even though it is advanced) 
 
Make sure the stakeholders understand   



WHO HAS BEEN OVERWHELMED BY DATA? 



SECOND BREAK 



TYPICAL TECHNIQUES 

Bar Graphs 

 

Pie Charts 

 

Averages 

 

Percentages 

 

Correlations 

 

 

 

 



ADVANCED TECHNIQUES 

Regression 
§  Linear 
§  Logistic 
§ Multinomial Logistic 

Factor Analysis 
§  Exploratory 
§  Confirmatory 

Mean Comparisons & Effect Sizes 
§  Importance of Effect Sizes 
§  ANOVA, MANOVA, ANCOVA 



TOOLS FOR PEOPLE ANALYTICS   

Excel 
 
SPSS 
 
R 
 
LISREL/AMOS 
 
Tableau 
 



CASE 1 

Turnover has spiked in the Customer Service Group at 
your organization.  Turnover has gone from 20% to 60% 
annually over the past few months.  Your HR leader has 
requested a better understanding of the situation as well 
as some possible solutions.  Anecdotal feedback has 
referenced recognition, compensation and work-life 
balance.  How would you use analytics to resolve this 
problem? 



CASE 2 

Your HR leader tells you that they want to implement 
succession planning.  They don’t know how to determine 
who should be considered, how to develop them or how 
to evaluate if the program is working.  How can you use 
people analytics to build a successful succession 
planning program?  



CASE 3 

Your HR Leader approaches you about the current hiring 
process.  Her concern is that the organization is not 
hiring the best people.  She tasks you with evaluating the 
effectiveness of the current selection program and 
making some recommendations regarding how to build a 
better selection process.  How can you evaluate and 
build a better selection process? 



CASES FROM THE GROUP 



QUESTIONS? 


