The Rise of Analytics in HR

Section 1:
HR Leaders’ Perspectives on
the Role of Talent Analytics
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About the report: The Rise of Analytics in HR
The need for high-performing talent has never been greater. It’s clear that by leveraging data analytics,
HR leaders are in a better position to hire, retain and grow their workforce.
But building a data-driven function across every dimension of the HR function – from talent acquisition to
performance, to workforce planning and policies, and to employee engagement and retention – can be
complex and challenging.
In this section, we gather the thoughts and experiences from HR leaders across the region to find out their
views on the role of analytics in HR, and the evolution of the function overall.
To find out more, download the full report at http://lnkd.in/riseofanalytics
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How HR leaders view the role of analytics
While LinkedIn’s data from The Rise of Analytics in HR report supports the rise of
analytics across the function in Asia Pacific, its growing importance is corroborated by
some of the region’s leading HR professionals.
To showcase this, we interviewed HR and TA leaders from 7 multi-national companies – AIA, Atlassian,
Agoda, Marriott, Schneider Electric, Telstra, and HTC – to ask their thoughts and opinions on the role of
analytics in the evolving HR function.
Here’s what they said.
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The Quest for Relevance
If you want to be business relevant, then you need to
understand the business.
Jeff Lee
VP People and Organization Development
Agoda

“I think the HR leader’s ultimate quest is the quest for relevance. All CHROs want to
have a seat at the table with the decision makers. But, if you don’t speak the language
your customers or clients speak, then how can you have a seat? In order to achieve that
relevance within the company, you need to understand the business as a whole, not just
your sector. If you think about the support function like the people function - and if you
want relevancy with your customer but do not speak their language - you are by definition
not relevant. If you want to be business relevant, then you need to understand the business.
When it comes to analytics, the reality of it lies in looking at data, and having a hunger to
go through data on a day-to-day basis to look for the signals and the noise. There are a
lot of practical things people can do right away with the datasets they have to solve the
problems their employees face today.
For example, Agoda has tripled in size, so my team’s desire to both serve the business by
supporting the workforce while also becoming increasingly quantitative and data rigorous
over time are the two things I feel very proud of.
We are on a journey to build an analytical people function – one that uses data to measure
the impact of managerial choices and decisions regarding talent. Everybody on the team
has a role to play in deriving insights, looking for patterns and changing trends, and helping
managers understand what is going on in their talent marketplace – this isn’t just the
domain of the HR analytics team.”
Photo by Alex Block on Unsplash
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HR’s Technological Revolution
In order for HR to move forward, a massive mindset
change is needed.
Annie Lee
Director of Resourcing, Leadership
Development, Culture and Engagement
AIA Hong Kong & Macau

“HR is currently undergoing the same digital transformation that marketing experienced a
few years ago – i.e., digitisation of the HR function. There’s a lot of cool HR technology that’s
coming out, whether it’s gamification or 15-minute virtual assessments that can gauge sales
and marketing competencies, human resources is experiencing a technological revolution.
						
I think the expectation from CEOs today is that HR departments will take the lead on
implementing these new tech tools in an organisation. In the past, HR analytics used to
be in the form of Excel spreadsheets and we did not know what to do with them, so they
weren’t particularly effective. Because of this data gap, we’re now assembling a team to
look into the situation; the question we have to ask is, “how do we leverage and optimise
the data to make better decisions?”
						
In my opinion, in order for HR to move forward, a massive mindset change is needed.
We need to be more than just a tactical, operational function and be receptive to feedback
and new ideas.”

Photo by Ruslan Bardash on Unsplash
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Talent Analytics for Better People Engagement
You cannot be all about
gut and instinct. You have
to use both qualitative and
quantitative data to be able
to talk to the business.
Helen Russell
Chief People Officer
Atlassian

“The HR function has shifted drastically –
certainly since I stepped into HR – to be far
more about predicting and looking around
corners as opposed to reacting and responding
to the fire of the day. I do think that the
demands around analytics have certainly
increased over the last 10 years: You cannot be
all about gut and instinct. You have to use both
qualitative and quantitative data to be able to
talk to the business.
We’re still early days on that journey, but
that will prove to be invaluable because just
knowing the questions to ask, knowing how to
think about data, and knowing how to make
data visually interesting. That’s the other thing
the market research industry are grappling with:

How do we make this really dry data visually
stimulating and interesting? I would be lying if
I said that we were all the way there; we’re still
early on our journey.
One piece of data and analytics that I think
HR teams are already good at is, ‘Show me
what’s going on today’. This includes everything
from, ‘What’s my attrition rate?’ to ‘How many
people did we hire this month?’ to’“What was
the feedback that’s come out of the employee
survey?’. It’s all that predominantly quantitative
data that you use to build an engine to spit that
information out on a regular basis. The pieces
that are still under development are all of the
predictive types of data. For example, if we are
2,500 people today and we’re going to be 5,000
people tomorrow, what are we doing today that
may not scale when we have twice the number of
people, more geographies and more complexity?
If this system becomes more complicated, what
are some of the things that we predict may start
to fall over? We’re getting better at that, but I
think it’s an area for development.
Then the other piece around predictive is how
we’re using the employee survey. These are
testing how engaged people are, and we’re
revamping our survey to build a series of
questions that help us understand how all of
the different company components feed off
each other.

This will help us better understand how
impactful our strategy, leadership, processes,
culture and people are.
To achieve this, we’re working with some
professors from Stanford, using their
congruence model. It’s a way of looking at
how an organisational system works and
then starting to do some predictive analytics
around obstacles that are getting in the way,
causing us to be incongruent. But again, I think
because there’s so much pressure – especially
in high growth – to give us the current data
picture of today, it’s carving out the time and
capacity to do some of this work that’s doing
the picture of tomorrow.
Ten years ago, companies were far more
hierarchical and top down. As a result, a lot of
the processes and ways of working would reflect
that. I think today you are hiring a generation that
has far higher expectations around what you’re
going to do for them, and as a result companies
are far less hierarchical. Processes have to reflect
that, culture has to reflect that and HR really has
to be a custodian of that. If you think about the
way that HR grew up, it was to really run in a very
hierarchical construct, so we’re having to unlearn
the ways that things have typically worked in
order to bring things in that feel more congruent
with the culture.”
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Using Data to Defend Our Candidate Choices
HR relies on legacy technology, which prevents us from
exploring opportunities in data analytics.
Rob Allen
Global Talent Leader
Atlassian

“Human resources has some catching up to do when it comes to embracing and leveraging
technology. HR relies on legacy technology, which prevents us from exploring opportunities in
data analytics. While the industry has advanced on a macro level, there’s room for improvement
in terms of effectively utilising data analytics to our advantage and exploring novel technological
concepts.
For example, in talent acquisition we currently use data to defend our choice of candidates
rather than using it to pave new ways of attracting talent. Our teams need to be trained in
how to use data to their advantage so they are able to make informed decisions. In turn, our
technological partners need to be educated on specific HR-related issues so they can better fit
into our strategies.
I think there’s an opportunity for hiring manager communities to come together with talent
acquisition functions in order to learn and develop skills, so that better talent can be attracted.
Recruiters usually end up hiring specifically based on a job description, a practise which occurs
in several industries.
Here at Atlassian, we are trying to build an ecosystem based on strong connections between
talent acquisition teams, learning and development teams and HRVP teams.”

Photo by Sam Wermut on Unsplash
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Data as a Solution
If we want to create change, it’s imperative that the HR
team plays a central role in helping people develop.
Crystal Liu
Vice President, HR
HTC

“If we want to create change within the company, it’s imperative that the HR team plays a
central role in helping people develop and grow in order to really drive the business. To achieve
that, it’s very important that both the business and also for HR leverage our internal data,
which comes from sources like employee performance management, training development
requirements and engagement.
Within my team, our data focus has extended beyond looking at HR core functions like retention
and engagement, and we now think a lot about business metrics and deep dive into the data,
which can impact productivity, workforce, high potential retention and key leaders.
My team analyses these data points to determine how they can help the organisation solve
problems and predict future trends. We look behind the scenes and work with team and
business leaders to leverage what the data is telling us and apply it in order to solve problems
even before they come up.
Looking forward, we need to invest in our HR core competencies and innovations to
future-proof the organisation, create a competitive advantage for the business and drive
transformation from within.”

Photo by Fancycrave from Pexels
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Using Data to Predict a Pipeline of Leaders
More predictive data surrounding employee skills
and characteristics will help us answer questions around
leadership potential.
Regan Taikitsadaporn
Chief Human Resources Officer
Marriott International

“Late last year, our HR team had a revelation while crafting our strategy statement for 2018. The
traditional way of creating this is by using your goals: ‘We have to double in profit by a certain date,
and how we’re going to do that is by X, Y and Z, and we need to make sure we have the right talent
to do all of the above’. But as we were drafting our most recent strategy statement, my colleagues
said, ‘You know what? We need to lead by talent. We need to lead by talking about the importance
of our associates and how they help us achieve the company vision’. This is especially true now,
since today’s CEOs really understand that talent is one of the key drivers of business success. That
being said, the challenge is how to identify and then predict who the next batch of successful general
managers in our organisation will be.
After that, the focus will be on finding answers to questions like, ‘How do we ensure that we have that
pipeline of leaders?’; ‘How do we identify leaders who will be successful?’ and ‘What does it take
to be successful in that leadership position?’ Right now, the conversation consists of, ‘I think this
person could be a good leader’, and backing those opinions with the assessments that we use. But
more predictive data surrounding employee skills and characteristics will help us answer questions
around leadership potential.
However, when it comes to implementing all of the data from other functions, HR needs to make sure
it is being used strategically. From a business perspective, when the HR organisation is at the table,
we also need to make sure we’re presenting data that supports what we want to do.”
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Powering Up HR’s Digital Disruption
We have to make a conscious effort to really adopt an
analytical mindset.
Charise Le
SVP for HR Services
Schneider Electric

“Due to digital disruptions in the talent market, scarcer candidates, and universal
democratisation of data, HR has had to become a strategic business partner that provides
better digital technologies to unite the people, better data-driven insights for decision-making,
and better talent management strategy fostering empowerment, agility and creativity.
Recently, we worked with Linkedin to understand how digital talent are shaped in the market.
These kinds of insights are extremely valuable for HR because it helps us redesign the digital
talent strategy with business stakeholders. HR teams should be able to use talent analytics
to improve business decisions and provide actionable support to key stakeholders.
Because HR is not traditionally a mature area when it comes to analytics, we have to make a
conscious effort to really adopt an analytical mindset. We have to understand how to ask the
right questions, identify the right techniques and know how to interpret the insights and take
action with the available data.
In today’s environment of increasing competition and disruption, gut feeling decision making
is not an effective nor sustainable approach anymore.”

Photo by Adi Constantin on Unsplash
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Future-Proofing Our People with Analytics
I think HR is getting serious
about data analytics for the
first time.
Paul Stratford
Director of Global Talent
Telstra

I’ve found that increasingly, a company’s board
wants to know how the HR function is going to
enable a profitable, meaningful, strategic future
for the business, which means that the CEO is
expecting HR leaders to be able to bring about
business success. What this really means is that
we will help drive growth and productivity, we will
help improve the experience of our customers,
and we will enable the right kind of bottom line
improvement year-on-year. Due to this type of
expectation, the HR function has had to evolve.
I’ve certainly noticed us move away from activity
and efficiency of activity as a key measure, and
focus on metrics that are more tightly focused
on value and return on investment. This helps
us more clearly understand the things that
we do with our organisation and how it drives
commercial outcomes, rather than just activity,
work and busyness.

I also think we need to be constant futurists
and pragmatists. The business has long-term
strategic ambitions that we need to continually
ensure we are working towards, but we also have
really fast, internal cycles that allow us to be
very nimble and quick to derive the value from
different capabilities. This includes everything
from how we go about sourcing and acquiring
talent, to how we think of our careers in the
organisation, to questions around breadths of
career paths and access to learning.
I think HR is getting serious about data analytics
for the first time. We’re no longer willing to
accept bespoke, discrete data sources where
integration and the value of aggregation is not
possible. The interoperability of our function has
really increased, and thinking about connected
data sources to help the business make timely,
data-driven decisions is certainly a big change.
Fundamentally, we use people-centered data
and analytics to achieve our goals. First,
we’re looking to empower our leaders to make
informed decisions around their strategy across
the entire workforce life cycle. We want them to
know and have access to data that will assist
them in decision making around labour mix and
attraction and development, and even at the
end of our life cycle around attrition or turnover.
We want to be data-driven in all aspects there,

tracking and understanding what is going on
so that we can make the right investments at
a local level.
Secondly, we’re really seeking to measure
the impact of the strategies, programs and
interventions that our HR function directly drives,
whether that be leadership training, diversity and
inclusion interventions, or learning interventions.
All of these require an effective measurement
strategy that underpins their execution and tracks
the value in return so that we can ensure that
we’re being diligent with our investments. They
must provide the right value to the organisation.
Externally, when we talk about understanding
the supply of talent in the market place, we rely
on partnerships with platforms like LinkedIn to
show us the size of the addressable market and
where we sit in terms of our consideration with
our peer groups. We can then use that data to
make informed decisions around our strategies
and interventions. That’s incredibly valuable to
us when we are thinking about labour strategy
and our employment branding, especially when
considering which markets we should focus on.
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Methodology

The LinkedIn
Economic Graph

The result of this analysis represents the world seen through the lens of LinkedIn data. As such, it is influenced by how members choose
to use the site, which can vary based on professional, social, and regional culture, as well as overall site availability and accessibility.
These variances were not accounted for in the analysis.
We looked at all members who list dated work experience on their profile and grouped the millions of unique, user-input job titles based
on common job roles (which have many permutations). For example, the “HR analytics” job title includes user input titles such as “people
analytics” and “workforce analytics.” We also looked at members whose functions are listed as HR, which is determined through either
member input or LinkedIn’s standardisation algorithm based on member position, occupation and/or the industry segment of the
employing company.
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