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https://www.linkedin.com/in/davidrgreen
https://twitter.com/david_green_uk

Opportunities and Challenges

| A AT L
Digital Political
Transformation Disruption e.qg.
Brexit, GDPR

(Never ends!)

Industry

Disruption e.g. Blockchain,
cryptocurrencies,

platform marketplaces
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How do challenges impact firm survival?

u DISAPPEARING ACTS
AVERAGE COMPANY LIFESPAN IN THE S&P 500 INDEX

™ Average company lifespan on S&P 500 Index
M Projections based on current data

Years

Why Companies That Are Built to Last “llhr = » wl””l“

Underperform the Market—and How to

Successfully Transform Them ll I || II I' I II ” I I”
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RICHARD FOSTER ... SARAH KAPLAN
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Firms can thrive by cultivating the right types of assets

Cultivate assets that are

Valuable (V)

Rare (R)

Inimitatble (1)
Non-Substitutable (N)

Professor Jay Barney
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Which assets are VRIN?

Land, buildings and Or People?
factories?
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Predictable Less Predictable!
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Workforce Analytics helps make HR more predictable

THE

POWER
~*BN PEOPLE

LEARN HOW SUCCESSFUL ORGANIZATIONS
USE WORKFORCE ANALYTICS
TO IMPROVE BUSINESS PERFORMANCE

------

li‘t L L

NIGEL GUENOLE ~ JONATHAN FERRAR  SHERI FEINZIG
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Power of People Contributors!
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GROUPON Note: Vignettes are short stories that emphasize key points in workforce analytics. They are
’ taken from interviews with experts who work for or who worked at these organizations.
E R Icsso N o> The use of logos does not mean that any of these organizations endorse The Power of
’ People book. They are being used for illustrative purposes only.
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Group Exercise: How many can you answer yes to?

Q1. A vision and mission for workforce analytics

Q2. Clear governance, accountability, and privacy standards

Q3. Stakeholders who want to solve business problems with analytics

Q4. A strategy for prioritizing workforce analytics projects

Q5. Senior sponsors who will champion analytics

Q6. Sponsorship and involvement from the CHRO

Q7. A skilled analytics team leader

Q8. The right skills: HR, psychology, statistics, data science, consulting, storytelling
Q9. Clear guidelines about if/when to use external consultants/vendors

Q10. The right analytics technology for your needs

Q11. The right data to analytically answer business challenges

Q12. A development and succession planning strategy for important analytical skills
Q13. The ability to show impact and return on investment from workforce analytics
Q14. Analytics embedded throughout the HR function

Q15. A standardized approach to undertaking analytics projects



So how ready are you to deliver analytics projects in HR?

1BM Collaboration and Talnt
Thought Leadsrehip Whitepaper

IBM" Smarter Workforce Institute

HR Analytics Readiness:

et Within Europe:

DavaHm

& Top third = 8 or over
i- Middle third = 5, 6, or 7
Bottom third = 4 and under
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And now for something entirely new

5 truths (propositions?) about
workforce analytics

I'll present these, and we’ll use the wisdom of
the crowd to refine, refute, or replace them!
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You don’t always need analytics in HR

A. When problems are well
understood, trust the sciencel!

B. When simple analysis
produces dramatic results, go for
it!

C. When expert opinion is better
than novice analysis
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Research design compromises are costly!

\ Practlcalrty Confidence in causal inferences

Quasi- experlments No randomization Control group Moderately difficult Moderate

Correlational studies No randomization No control group Relatively easy Low (unless advanced methods and careful
de5|gns are used)

Qualltatlve studies Usually no randomization Usually no control group Moderately difficult
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Data novelty Is inversely related to utility

Location apps. Recording apps. Notification apps are
generally fine.

When it comes to new approaches to measuring
worker knowledge and abilities, be wary.
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Data Utility is Inversely related to Data Novelty

O @guenolen



You can’t manage your workforce without
knowing who they are!

Measure your workers’ KSAOs!

The Fascinating Psychological
Microfoundations of Strategy and
Competitive Advantage

Annual Review of Organizational Psychology and Organizational Behavior

Vol. 1:145-172 (Volume publication date March 2014)
First published online as a Review in Advance on January 10, 2014
https://doi.org/10.1146/annurev-orgpsych-031413-091312
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Workforce analytics needs to include two way
Influence!

Worker attributions about
organizational intentions will impact
cooperation

Worker attributions about
analytics really matter!

:'gure 1: Distribution of employee preferences in Germany (left) and
India (right)

Privacy preferences: India
0 @guenolen versus Germany
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5 Truths about workforce analytics
Some HR problems don’t require analytics
Research design compromises are expensive
Data novelty is inversely related to utility
You need to measure your worker KSAOs

Workforce analytics requires two way dialog
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THANK YOU!

in linkedin.com/in/davidrgreen - @guenolen

x n.guenole@gold.ac.uk o #HRTechWorld
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