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Getting started with People Analytics

Help might be closer than you think



“l was looking for something like baseball,
where there's a lot of data and the
competition was pretty low.”

Nate Silver, Guardian interview



http://www.theguardian.com/world/2012/nov/17/nate-silver-interview-election-data-statistics

GETTING THE RESOURCES



What people analyst teams need

Programming

People analytics

Business & HR Data

visualization

knowledge



http://drewconway.com/zia/2013/3/26/the-data-science-venn-diagram

Growth in the jobs advertised for HR analytics
Occurrence of the following terms in job advertisements.Values were originally percentage of total jobs and were changed to index values based Jan 2005
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Data: Indeed.com job trends, captured 31/10/14. Data vsualisation by OrganzationView



Operations

| Marketing
Workforce scheduling & Understandine choice
productivity <
[ o
. People Analytics .
o
Risk Finance
Operational risk & fraud Strategic planning
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Understand HR processes

Graduate recruitment status report
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Automated process
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Dynamic simulation modelling
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Churn - a major concern for telecoms firms

"Verizon Wireless Store, Norwalk, CT 06854, USA - Feb 2013" by WestportWiki - Own work. Licensed under CC BY-SA 3.0 via Wikimedia Commons - Link


https://commons.wikimedia.org/wiki/File:Verizon_Wireless_Store,_Norwalk,_CT_06854,_USA_-_Feb_2013.jpg#/media/File:Verizon_Wireless_Store,_Norwalk,_CT_06854,_USA_-_Feb_2013.jpg

Objective - to predict shape




Objective - to predict shape

Pie represents
the base split




An example decision tree for attrition




Contagion is an issue with employee attrition
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MARKETING



Introducing NPS—How leading firms transform
ordinary customers into promoters

QUESTION

Driving Good Profits
and True Growth

FRED REICHHELD
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Embracing open text questions

| haven't had a

career discussion

Everyone is leaving and getting much higher pay, )
In years

but we are told we are paid at market rate. I think
your data is wrong

| dont see any
change from
last year

\

Our coffee machine has been broken for
ages. We have to walk 5 minutes to get a
drink.

_/




Text analytics & feedback

Comment Explorer Selection: concept = Target
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Text analytics & feedback

Comment Explorer Selection: concept = Target

StaffiagiLevel

Contexts
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targets. Not through a lack of skill on their part; but because of the
Stores South B

pressure on them by the company; who don't seem to get that if they



Text analytics & feedback

. What we said in June
m Stores

LATEST

This month’s theme:
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Monitoring data in real time

Responses overview

Daily response rate
Application numbers per day
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andrew.marritt(@organizationview.com
@andrewmarritt

OrganizationView GmbH

WWw.organizationview.com
Tel: +41 44 586 2152



http://www.organizationview.com
mailto:andrew.marritt@organizationview.com

ADDITIONAL SLIDES



Marginal Benefit

Realising value

Early stages of analysis
typically yield the bighest
rate of marginal benefit.

Cost



amazon.jobs
N——

Job ID 281649 Location US-WA-Seattle
Posted Date 3/2/2015 Company Amazon Corporate LLC
Position Category Business Intelligence

Apply for this job online

Email this job to a friend

Job Description

“If you’ve never considered applying your talent in data sciences to the field
of HR, you should: HR Analytics is a rapidly growing area of research and
application where you can really make your mark.”

operationalize those outcomes in ways that can be measured and ultimately predicted.
¢ Drive the collection of new data and the refinement of existing data sources.

¢ Interpret data and communicate complex findings to leaders in HR and across business.
e Write research papers for internal audiences.

Basic Qualifications

8+ years of industry experience

Master’'s degree in Industrial - Organizational Psychology, Behavioral Economics, Statistics, or related field

Strong statistical skills (HLM, regression, ANOVA, IRT methods, Structural Equation Modeling, etc)

Strong technical skills and proficient in programs such as SPSS, R, Excel, Access

You document your approach for reference and reproducibility in the future

Self-starter with the ability to work independently

Great organizational skills and attention to detail; you are able to prioritize multiple tasks simultaneously without sacrificing the ability to dive
deep

Ability to communicate complex quantitative analysis in a clear, precise, and actionable manner

e Impeccable customer service focus with a demonstrated desire to exceed expectations; a team player with a solid work ethic

Preferred Qualifications

¢ PhD strongly preferred in Industrial - Organizational Psychology, Statistics, Behavioral Economics, Statistics, or related field
¢ Experience with RedShift and/or Hadoop; preferably with design and deployment
¢ Previous work experience in applying statistics to HR and business outcomes



’

“Issues for employee engagement surveys’

. Not frequent enough

2. Single scoring leads to issue distortion

3. Aggregation reduces meaning

4. Does not capture the specifics
(context seldom captured)

5. Lengthy or poor response planning

6. Managers are busy & have no incentive to
implement any actions

/. Lot of resources & monitoring

8. Surveys get old

9. Causality not clear

Source: Measuring Employee Engagement: Off the Pedestal and into the Toolbox; Andrew Graham - School of Policy Studies, Queen’s University, Dec 2014



Always start here




Data comes from multiple systems

University contacts

HR system

Performance management
system



Data visualisation

OUR RELATIONSHIP ENTERED
ITs DECLINE AT THIS POINT.

THAT's WHEN YOU
STARTED GRAPHING
O EVERYTHING.
\

V. COINCIPENCE!

"Decline” from XKCD,


http://xkcd.com/523/

Are performance ratings influenced by a country’s attitude to gender equality’
Female ratings in a typical global employer. Bubbles show countries, scaled to reflect employee population
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UNDP Gender Inequality Index



Visual Information-Seeking Mantra:
overview first, zoom and filter, then details
onh demand.

Ben Schneiderman



Data visualisation to help people understand and explore
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