
Rewriting the rules for the digital age



People analytics in HR is undergoing a seismic shift. Driven by the widespread adop-
tion of cloud HR systems, companies are investing heavily in programs to use data 
for all aspects of workforce planning, talent management, and operational improve-
ment. People analytics, a discipline that started as a small technical group that ana-
lyzed engagement and retention, has now gone mainstream. Organizations are 
redesigning their technical analytics groups to build out digitally powered enterprise 
analytics solutions. These new solutions, whether developed internally or embedded 
in new digital solutions, are enabling organizations to conduct real-time analytics at 
the point of need in the business process. This allows for a deeper understanding of 
issues and actionable insights for the business.

• While 71 percent of companies see people analytics as a high priority in their orga-
nizations (31 percent rate it very important), progress has been slow. The percent-
age of companies correlating HR data to business outcomes, performing predic-
tive analytics, and deploying enterprise scorecards barely changed from last year.

• Analytics is being applied to a wide range of business challenges: Recruiting remains 
the No. 1 area of focus, followed by performance measurement, compensation, 
workforce planning, and retention. We see an explosive growth in the use of orga-
nizational network analysis (ONA) and the use of “interaction analytics” (studying 
employee behavior) to better understand opportunities for business improvement.

• -
cent report they have usable data; only 9 percent believe they have a good under-
standing of which talent dimensions drive performance in their organizations; and 
only 15 percent have broadly deployed HR and talent scorecards for line managers.

People analytics
Recalculating the route
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NEW TOOLS PROVIDE DEEP NEW 
INSIGHTS TO DRIVE PERFORMANCE
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Percentages by region:
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75 75
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85 81
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France  48
77  Japan

Figure 1. People analytics: Percentage of respondents rating this trend “important” or 
“very important”
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IMAGINING NEW USES FOR DATA 
TO DRIVE BUSINESS RESULTS
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Predictive analytics 
tools from many HR 
technology vendors 

have arrived, making it 
possible to analyze data 
regarding recruitment, 

performance, 
employee mobility, 
and other factors.
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Lessons from the front lines
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Start here

• Invest at a senior level in people analyt-
ics:

-

• Establish clear leadership:

• Prioritize clean and reliable data across 
HR and the organization:

-

-

• Understand that analytics is multidis-
ciplinary: 
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FAST FORWARD

Over the next few years, the number of data sources will continue to rise, leading 
to a fusion of external and internal data in predicting employee behavior. At leading 
companies, analytics will become even more interdisciplinary, along the lines of ONA. 
Eventually, people analytics will be fully integrated into systems and always in the 
background, rather than a separate source of information. 

Going forward, analytics technology will have the capability to deliver increasingly 
personalized recommendations. Due to the sensitive nature of some people analytics 
programs, organizations will likely need to become far more serious about data 

public disclosure of private information on the organization and its employees.

• 
the organization:

-

-

• Develop a two- to three-year roadmap for 
investment in analytics programs:

• -
-

• Integrate HR, organizational, and exter-
nal data:

-

-



Old rules New rules

People analytics is viewed as an HR team focused on 
advanced analytics within HR

People analytics is viewed as a business analytics 
team that works across the business to drive 
business results

Analytics focuses on HR topics such as retention, 
engagement, learning, and recruitment metrics

Analytics focuses on business problems such as sales 

retention, fraud, accident patterns, and other 
operational needs

The organization makes a business case for better 
data integration, quality, and tools

The organization has already committed to accurate 
and integrated data, and has tools and processes to 
ensure quality and ease of analysis

The people analytics team has a strong 
understanding of HR data

The people analytics team understands HR data, 

relationships with all the other analytics groups in 
the company

The people analytics team lives in HR operations and 
reports to HR technology, or in functional areas

The people analytics team operates at a senior level, 
reports to the CHRO, and serves business leaders 
across the company

The people analytics team is a small set of technical 
experts with data management and statistical skills

The people analytics team is a multidisciplinary 
team, with a focus on business consulting, visual 
communications, and problem solving

primary focus is the development of models and 
data warehouses

People analytics is a consulting function that helps 
business leaders solve problems

People analytics focuses on employees People analytics focuses on the entire workforce, 
including employees and contingent labor

The people analytics team focuses heavily on 
engagement survey data and employee happiness 
and culture

The people analytics team moves beyond 
engagement to understand the detailed drivers 
of engagement and builds culture models to 
understand what drives the workforce
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