GETTING STARTED WITH
PEOPLE ANALYTICS
10 COMMON CONCERNS AND HOW TO
OVERCOME THEM

It’s not always
easy getting
started with
something new.
Sometimes it’s all good and we launch straight in, embracing change full-on. Other times
we may know that a particular change is for the better, but we can be pretty comfortable
with the way things are. When that happens we can be a little reluctant towards the
change, even putting up barriers (intentional or unintentional) against it. There are also
times when we’re ready for change but we have questions and we need answers before we
tuck in.
For many in HR, getting serious about people analytics represents a change to the way
things have been. To help navigate this change, we’ve put together answers to 10 of the
most common concerns and questions we get asked by HR professionals as they are
looking to get started with people analytics.
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1 . I don’t have time to start another initiative right now.
Time-crunched? The thought of adding
something else to the mix, making you a bit
nauseous? We get it. We’re all busy and, in HR,
that’s an understatement given the current
climate. There are priority projects, the flash
fires that need dousing, and the 25 other
tasks you have to do – all with deadlines of
yesterday. And who needs another item added
to this? Well… actually, the answer to that
question is… you!

With data available and accessible in
real-time, you’ll be able to make better
decisions faster. And here’s a key thing
to consider – it doesn’t have to take a
lot of time or energy to get started.
With a few hours of effort on your part
(literally) expert providers like
PeopleInsight can have you up and
running in days…yes, days.

You need to add data-driven HR and people
analytics to the agenda. While the specific
nature of the future of work is up for debate,
one things is for sure, this future state will be
increasingly data-driven.
So by carving out time to get going with
analytics now, you’ll be creating the conditions
for having more time and more resources to
devote to the entire realm of HR activities –
including thinking and acting strategically.
Once you’re up and running with people
analytics you’ll realize immediate time savings
as team members are no longer burdened with
manipulating spreadsheets and preparing adhoc reports.
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2. We don’t have the skills needed for analytics.
You may not have data scientists or those with deep analytics skills on your team. That’s
perfectly okay and most HR groups are in the same situation. This shouldn’t have any
impact on getting started with people analytics. In fact, there are a number of ways you
can address a skills gap in analytics.
Teaming up with a cloud-based people
analytics partner like PeopleInsight is an
obvious approach. This provides access
to subject matter experts in the
business of HR, in workforce data, in
metrics, and in analytics. The nice thing
is this type of relationship removes the
risk and need to hire or develop inhouse capabilities in analytics. A people
analytics solution will deliver integrated
workforce data as well as visualizations
and dashboards that make digesting the
information and insight easy. It
provides you access to all the analytics
you need, delivered in a way you can
understand and act upon, without
requiring you to become a data guru or
algorithm aficionado.
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Another good alternative if you’re
looking for help in the realm of analytics
is to seek assistance from other parts
of the organization where there are
experts in this area. See if you can
borrow and learn from sales, marketing,
IT or finance as you get started with
analytics. In other words, you don’t
have to be the expert yourself, draw on
those that can help, whether they are
inside or outside the organization..
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3. I don’t have the budget.
Money is always tight and making the case for a new initiative in HR might not be easy.
However, if you’re carrying around the thought that getting started with people analytics is a
big project requiring a big investment, think again.
Times have changed with cloud solutions and truth be told, you can be up and running with a
solution in just a few days and, depending on the size of your organization, the cost of this
can be as little as a few thousand dollars a month. For many companies, the annual
investment is less than the cost of turnover of one employee. In fact, over the course of a
year, one client saw a 25% reduction in turnover in one key technical role, with a ~$725K
return on a $25K PeopleInsight investment.

Here are some ways you can justify the cost of an analytics solution:
At the most practical level, you can speak to time and productivity gains for your HR
team. Add up the time spent mining and muscling around in spreadsheets, creating
reports, and responding to ad hoc requests for information, you’ll be surprised at the
number of days, hours, even weeks you’ll save. Another PeopleInsight customer
streamlined Quarterly Report creation from 32 hours to 20 minutes – and it looks
“1000x better”.
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At the level of business outcomes, there are a number of key areas where people
analytics can prove its worth (and more) very quickly and with impact. Here are just a
few examples:
Building a precision view of turnover and its associated costs can ensure that efforts
are put in the right places to reduce turnover and increase retention
In areas of absenteeism/sick leave, deep understanding of what is happening and
where within the different groups can lead to activities that curb unwanted trends
Connecting recruitment and first year outcomes data can reap quick rewards in
identifying recruiting sources/investments that are working and those that are not
Not to be overlooked is the ability of people analytics to elevate HR to a position of
stronger influence in the organization. People analytics can bring added credibility to
your group and can help you speak the language that resonates with executives and
other stakeholders in the business.
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4. Can’t my HR systems provide these analytics?
This is a great question and it’s one that gets asked a lot. The short answer is no, HR and
Talent systems on their own do not provide the insight HR Leaders require. The reason is
very simple – these systems only capture a portion of the information required to
understand outcomes associated with HR programs and activities. Read more about this
here, and how transactional HR Tech vendors have tried to hoodwink you.
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4. Can’t my HR systems provide these analytics?
When considering the depth and breadth of analytics that HR Leaders need to demonstrate
business value, 2 key shortcomings of HR and Talent systems surface:
HR and Talent systems are designed to
automate business processes. Analytics
is not the core competence of these
solutions and, although each system has
“analytics/reporting”, the reality is
these provide only basic reports on their
individual process. These reports may
be sufficient for managing the process
(efficiency) but they don’t provide the
insight needed for HR Leaders to make
smarter decisions.

Each system captures its own data. The
reality is that any reporting that comes
from these systems is disconnected
from the rest, and therefore limited in
business value. It is difficult, timeconsuming, and often futile to work inhouse and try to make connections
between the data sources.

True people analytics requires data to be unified from disparate HR sources, at all points in
time, into an HR-specific data warehouse.
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5. What about IT, isn’t analytics their turf?
Well, the answer to this one is both yes and
no. Yes, data integration can fall within the
domain of IT but there are a number of
reasons why it can be challenging for IT to
deliver a people analytics solution.
IT is often stretched thin by initiatives –
and HR does not always top the list of
priorities
IT is IT and, as such, they do not have
strong HR subject matter and metrics
experience – it’s not their forte, so
creating a custom solution is difficult.
Plus, HR data is extremely complex.
The requirement for IT to support
systems they have built in-house can
often result in cumbersome and slow
processes to get modifications done.
The reality is, they’re busy, just like you.
You may worry you’ll get resistance from IT
in bringing in a 3rd party analytics provider
but interestingly enough, in our experience,
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once IT is brought up to speed with the
requirements and the desired outputs they
are happy to work alongside HR to bring the
solution to reality.
With cloud-based solutions there are no
changes to your infrastructure required, no
software downloads, no burden on internal
systems, no need for IT to learn HR data and
metrics, and no need for IT to worry once
they have assessed the security and IT
capabilities of the solution.
Bring the key stakeholders from IT into the
early stages and they’ll have access to the
information they need to come onside. And
guess what? They can even become some of
your biggest supporters in getting to a
people analytics solution.
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6. Our data isn’t clean. It needs work before we can start.
It’s a common myth that before getting started with people analytics you need to spend hours
and days in the daunting task of data clean-up. That’s enough to turn anyone off but it’s not
the case! Sure, if your data is a real mess you might need to devote some time to it, but it’s
important to recognize that your data isn’t perfect and it never will be.
A good approach is to accept this and get started in spite of it. We find that once the data is
represented visually it is easier to identify the areas that need immediate attention. That’s
right, instead of spending time beforehand trying to fix the data, let the data direct you to
the areas that need fixing. For more information on data cleansing, refer to the Data-Driven
HR Business Partner Playbook #3 – Pages 79-81. Download it for free here.
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7. We’ve just installed a new HRIS (or we’re just about to)…
shouldn’t we wait?
Making an HRIS system change is typically a
major undertaking. With all that’s going on,
it might seem like the best course of action
is to wait for the change to be complete
before getting started with multi-source
people analytics. But… in fact, it can be
beneficial to start your analytics journey
sooner rather than later and here’s why:
When you change systems, conversion
of data from the old system to the new
one is a critical - and often painful experience because it can involve some
serious data clean up. It can also mean
you throw away some historical, yet
relevant data because you’ve decided to
not convert to your new system.
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However, if you’re up and running with
PeopleInsight, you can take advantage
of easily loading all your historical data
(which will be connected to your new
system’s data in perpetuity), and using
the simple, easy to digest visualizations
to quickly and easily find anomalies or
problem areas. This provides an
opportunity to sanity check data as it is
converted in the new system - and, in
the end, you not only have validated
data, but you be ready to accelerate
your analytic journey in a more holistic
way.
Finally, starting with the end in mind will
help you identify the data you need to
support and achieve your business
objectives. This information is
especially useful as you design your new
HRIS system - you will be able to build
the system to capture data to meet
both operational and analytic
requirements.
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8. How do I convince others that people analytics is an
important investment?
This is a popular question. Sometimes even those who are the most passionate about the
value of people analytics need a little help positioning it within the organization.

Here’s what we suggest:
Start simply and build the story. If you
can garner agreement that your
organization’s most valuable asset is its
people, then gaining deep insight into
the workforce to understand what’s
working and what isn’t, is certain to be
supported. That’s step one.
Next you can demonstrate how analytics
and insight can make a difference to the
business. Here don’t just use words…
offer up a show and tell of the value it
can deliver. One approach is to read the
Data-Driven HR Business Partner
Playbook and adopt the example
provided in Pages 56-74, Playbook #3.
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Follow this up with a demonstration of
the types of meaningful analytics you
could be reporting. Use your own data
or use examples. Start simply, and
introduce the ability to segment
turnover data with precision. Where you
may have talked about 12% companywide turnover rates previously, show
how you can dissect turnover by
demographics, tenure, role,
performance, geography, source of hire,
hiring manager, etc. Demonstrate how
an analytics solution can pinpoint that
you are actually losing 25% of top
performers in a particular role. We’ll
bet this type of reporting catches their
attention, sparks dialogue, and speaks
volumes about the value of people
analytics.
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9. It seems overwhelming. I don’t know where to begin.
Don’t worry, you’re not alone if you’re feeling
overwhelmed before you even begin. It
makes sense – people analytics is new
territory for Human Resources, there’s a lot
of hype around it, and it’s not easy to know
how to get started or where to begin. It
requires stepping out of the comfort zone
and this can be daunting.
Not to mention the fact that once started,
you know you’ll have at your fingertips all
kinds of data and insight that was previously
inaccessible. What to do with all of this?

Maybe you want to initially tackle turnover
and absenteeism/sick leave, or perhaps you
have succession planning on the agenda.
Whatever your priorities, place the focus on
these at the start and use the Data-Driven
HR Business Partner Playbook as your
guide. Once you approach analytics with a
targeted focus, you’ll be able to relax and
revel in the insights. You’ll achieve clarity
within your priority areas, build confidence
in your decisions and gain credibility. The
key is to start small, focus on the lowest
hanging fruit, and build as you go.

Well, the answer to that is to take a moment
before you start and plan out your
approach. Take the time at the outset to
identify 1 or 2 key objectives or business
priorities where you’d benefit from a deeper
understanding. Find a financially relevant
problem, one that will resonate with
executives. If you like, ask your business
partners what their biggest data challenges
are right now. Add one of their priorities to
your list.

PEOPLEINSIGHT

13

10. How do I select a people analytics partner?
1. Ensure you know an apple from an orange.
2. Assess whether you will be a fit for the provider’s business model.
3. Do your due diligence.
Assess each provider on your key criteria. If you’re not sure, here’s a few to start:
Time to first insights
The ability of the solution to: integrate all data sources; perform powerful
segmentation; produce high impact executive dashboards; deliver results fast
(quick filtering, ability to slice & dice on the fly)
Human Resources & Analytics subject matter expertise
Cost
Ask questions – and lots of them. Find
out who will be working with your data
and your team, find out what their
background is… it matters that they’re
knowledgeable in Human Resources.

See the solution in action. Ask to
drive so you can check its power,
speed, agility and the look and feel
of the visualizations.

Find out what kind of ongoing
relationship you will have. Make sure
you’re teaming up with a true partner
who will be involved in helping you get
the most of the solution and continually
working with you to elevate your game
within the organization.

Go to the Source. Make sure you speak
to current clients. This is the best way
to really get a sense of how each
provider operates and what you can
expect in the relationship on an ongoing
basis.
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1, 2, 3, 4, 5, 6, 7, 8, 9… 10!
So there you have it… answers to 10 of the most common concerns and questions related to
getting started with people analytics. Hopefully by addressing these, we’ve helped bring you
closer to people analytics and have provided you with information to overcome obstacles and just
get started!
Want more insight? Read our document:

Have a concern or question not tackled here? Get in touch…we’d love to connect and provide our
point of view.

Contact us
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