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BambooHR is the number one HR software for small- and medium- sized 

businesses. BambooHR’s cloud-based system has beautifully designed, intuitive 

features including an applicant tracking system (ATS), onboarding with electronic 

signatures, automated time-off tracking, and innovative performance management. 

This gives HR managers more time for meaningful work; executives get accurate, 

timely reports; and employees can self-service their time off using a convenient 

mobile app. Clients include many industry leaders like Stance, Soundcloud, and 

FanDuel, among thousands of others in over 80 countries worldwide. 

Visit bamboohr.com to watch a free demo and start a free trial today. 

http://www.bamboohr.com/


Executive Summary                 4 

The Data Squad       18 

Competencies and Capabilities    11 

Prescribe and Apply             24 

Projects and Processes     6 

About the Research              29 

Talent Pulse from the Human Capital 
Institute (HCI) explores the latest 
trends and challenges in talent 
management. Each quarter, a new 
report is released in conjunction with 
one of the four HCI Communities.  
 
Talent Pulse is designed to provide 
practitioners and decision makers 
with prescriptive methods to 
rehabilitate the health and wellness 
of human capital, and to empower 
employees and leaders to effectively 
address future challenges. 
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People analytics (also known as HR/talent/workforce 
analytics) is the process of using data to measure, predict, 
and influence the most business-relevant human capital 
outcomes such as turnover, engagement, and selection. 
Although the majority of the HR respondents we 
surveyed report their senior leaders still use gut feel to 
make talent decisions (62% agree), 92% say people 
analytics skills are becoming more important for HR 
professionals. However, 62% report their HR functions are 
lacking the people analytics skill sets they need. To 
address this reality, 58% are developing people analytics 
capabilities as a strategic priority at their organizations. 
 
HCI believes that all talent decisions should be made with 
the combination of data and experience. Because 
organizations are able to amass data quickly and readily 
and we understand the inherit biases in human decision-
making, the age of relying on gut feel to make talent 
decisions is over. To prove and communicate the value of 
HR and talent programs to the business, HR practitioners 
and leaders need to possess the foundations of analytical 
skills. One individual is unable to embody all the skill sets 
required for successful people analytics projects, thus HR 
functions must build, buy, and borrow this talent.  
 
 

In September and October of 2016, we surveyed HR 
leaders and practitioners to understand how they were 
building people analytics capabilities. In a study of 271 
organizations we found: 
 It’s the beginning of the journey. Organizations with 

a data squad are no more likely than those without 
one to be effective at measuring the impact of HR 
programs. Data squads are three times more likely 
to use predictive analytics but the rate of usage is 
still low (34%).  

 Uncovering the priority areas. Organizations are 
deploying data squads to answer these important 
questions: what talent do we need? (workforce 
planning), who should lead and when? (succession 
planning), and how do we get talent to stay? 
(retention). 

 The most wanted. HR is filling people analytics skills 
gaps by training and developing its people. The 
most desired skills are predictive modeling, 
experimental design, and storytelling with data. 

 Why is it so hard?  Lack of time, money, and staff 
are the top reasons for why people analytics 
capabilities are not fully developed.  
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Measure Impact Communicate Insights 

Develop Data Literacy  
and  

Analytical Thinking 

Assemble Your  
Data Squad 

 

Integrate and Manage  
Your Data 

E x e c u t i o n   

F o u n d a t i o n   

HCI believes the following components are critical to fostering the adoption 
and growth of people analytics in your organization. This Talent Pulse report 
focuses on building the foundational components.  
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“The biggest issue is not technology 

or skills on the analytics team - it is 

cultural. We need the partnership of 

the HRBP community, for which 

analytical thinking does not come 

naturally and frankly scares them. It is 

constant hand-holding.” 

—Survey respondent  
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Most organizations are focused on reporting and benchmarking talent data 
and unable to realize the power of more advanced analyses.  
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Workforce planning, 
compensation/benefits, 
performance 
management, and training 
and development are the 
most heavily analyzed  
talent management areas. 
Unfortunately, only 34% of 
respondents use data and 
analytics to make hiring 
decisions.   
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45% of HR respondents report they are satisfied with their technology 
solutions for people analytics. Of our sample, analytics solutions from SAP 
SuccessFactors are the most widely used.  
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“ 
” 

I think the majority of our predictive capabilities have really centered around 

turnover. As we’ve seen the job market improve, as unemployment has gone 

down, we’ve really wanted to start to focus even more, on how we can retain 

our top talent. In order to be proactive, we’ve really started to model out and 

predict turnover.  

Anthony Walter  
Director, Workforce Analytics 
Gap, Inc.  

http://www.hci.org/lib/hcipodcast-power-predictive-modeling-gap
http://www.hci.org/lib/hcipodcast-power-predictive-modeling-gap
http://www.hci.org/lib/hcipodcast-power-predictive-modeling-gap
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“I would love to develop some 

workable knowledge in this area.  I 

just don't have the time nor the 

money. My executives would like all 

HR managers in the central office to 

have analytical skills, but not many of 

our constituents would care.” 

—Survey respondent  
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HR relies on their HR information system and other business functions to store 
and manage people data. Data visualization is the skill that is most desired 
(34% of all respondents). 
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Predictive modeling (to create statistical models of future behaviors) and 
experimental design (to explain causality of relationships) are the most desired 
analytics skills.  
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Managing the data and analyzing the data the first two steps. Knowing the right 
questions to ask and communicating the results are just as important. The 
most-wanted skill is the ability to communicate results effectively. 
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Only 38% of respondents agree that HR has the skill sets they need for people 
analytics. Building the needed skills in their people is the number one way 
organizations are closing these skills gaps. 
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People analytics skills are being trained through on-demand resources, 
conferences, and social learning platforms. 
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65% 

41% 

41% 

35% 

31% 

30% 

26% 

26% 

19% 

18% 

17% 

14% 

Lack of resources (time, staff, budget) 

Lack of clarity around the questions important to leaders 

Lack of data integration  

Inadequate technology to aid the process 

Over-reliance on gut-feel for making talent decisions 

Lack of access to quality data 

Lack of skills sets required 

Failure to follow a plan (focus on ad hoc requests) 

Lack of executive sponsorship 

Perceptions of HR as lacking credibility 

Inadequate training  

An over-reliance on single-source data 

The top challenge for people analytics capabilities is lack of resources. 
Leaders need to decide if it is worth the risk not to allocate resources for 
people analytics.  
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“Budget, not having the statistical 

skills, and not having a dedicated 

analytics team are the biggest 

constraints to developing people 

analytics in our organization.” 

—Survey respondent  



19 

43% 

14% 

17% 

26% 

No 

No, but considering it within 1 
to 3 years 

No, but we leverage other 
teams to get the job done 

Yes 

Only one-quarter of organizations have a team/function (aka data squad) with a 
sole people analytics mission. Of those organizations surveyed with a 
dedicated team/function, 88% of them have 1,000 or more employees.  

Organizations with a data squad 
(34%) are almost three times more 
likely to use predictive analytics (i.e., 
regression analysis) versus those 
without dedicated resources (13%).  
 
These analyses help organization 
understand the roots of turnover and 
drivers of engagement, among other 
important outcomes.  
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Organizations with stand-
alone people analytics 
teams/functions report they 
are more effective at all of the 
components of HCI’s People 
Analytics model (see page 5). 
Interestingly, respondents 
with or without a dedicated 
people analytics function 
report they are ineffective at 
measuring the impact of HR 
programs. Most organizations 
are just starting their people 
analytics journey.  

3.1 

3.0 

3.1 

2.8 

3.1 

2.7 

2.4 

2.3 

2.6 

2.7 

Develop data literacy and 
analytical thinking in the HR 

function 

Assemble portfolio of skills and 
expertise to support people 

analytics needs 

Integrate and manage data 
across organizational systems 

and silos 

Measure the impact of people 
and HR/talent management 

programs 

Clearly communicate insights to 
key business stakeholders 

With a Data Squad (n=67) Without (n=187) 
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60% 

31% 

30% 

20% 

14% 

7% 

7% 

4% 

4% 

3% 

3% 

3% 

HR analyst 

Data analyst 

Team/program/project leader 

Workforce planning specialist 

Business analyst 

Data engineer 

Data scientist 

Data visualization expert 

HRIS advisor 

Industrial-organizational … 

HRBP 

Workforce economist  

On average, organizations have four full-time employees on a people analytics 
team. HR analyst, data analyst, and team leader are the most common job 
titles, and this function reports to the VP of HR.  

36% of organizations surveyed plan to 
hire at least one full-time person in 2017 
for people analytics projects. 

18% 

46% 

27% 

9% 

C-level 

VP-level 

Director-level 

Manager-level 
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In the past two years, the focus of people analytics teams has been workforce 
planning, retention, and succession planning at the expense of other talent 
management areas.  

84% 

46% 

41% 

26% 

30% 

53% 

47% 

51% 

63% 

60% 

65% 

45% 

53% 

35% 

34% 

59% 

59% 

37% 

47% 

62% 

Workforce planning** 

Sourcing  

Recruiting  

Selection decisions  

Onboarding  

Performance management  

Training and development  

Succession planning** 

Retention** 

Compensation and benefits  

With a Data Squad (n= 70) Without (n =195) 
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When organizations do not allocate resources for people analytics, the 
responsibilities are divided among others without a full-time focus. HR 
practitioners, finance professionals, and HRIS specialists usually contribute to 
this work.  

51% 

23% 

23% 

20% 

14% 

14% 

11% 

11% 

11% 

6% 

6% 

17% 

HR/Talent Management  

Finance/Accounting 

HRIS 

Business intelligence/Process improvement 

Executive Operations 

IT 

Compensation/Benefits 

L&D 

Recruiting 

Leadership 

Plant Production 

All others cited < 5% 
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Our members share their best practices for building people analytics capabilities. 

Take the first step and realize the journey is a long one 
 “Set specific goals and start with reporting. This will allow you to meet needs in a 

specific area, build team skills, and familiarize your team with the people data. Then 
build out people analytics strategically to meet the needs of the company.” 

 “Don't try to do everything at once. Find high value opportunities working with HR 
leaders and continue to show your value. These leaders will become strategic data-
driven decision makers once they understand that there is a team that can answer all 
their questions with data-supported answers.” 

 “People analytics change management is a difficult process that takes significant 
time and effort.” 

 “This is an ongoing process and must be viewed as such. If viewed as a periodic 
exercise, the efforts will not be effective.” 

 
Obtain executive support 
 “Know it starts at the top and without that support and understanding it won't work.” 
 “Buy-in from the executive leadership team is essential for success.” 
 “Demonstrate the value through a pilot project to create the demand.” 
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Develop a purpose and strategy for the data and analytics team 
 “Build the right mindset first, because people not only need to understand the value 

and application of analytics but need to use that as the starting point so as to collect 
the right data in the right formats. Analysis needs to be planned and prioritized with 
end value in mind: do not run analysis for the sake of analysis.” 

 “Know the purpose and know why you are gathering the data. Don't just gather data 
to gather data. Have a purpose.”   

 
Tie all work back to the business strategy  
 “It's key to tie analytics to the business strategies, but don't get too hung up on that if 

the strategies or the link to people analytics aren't clear. I have to put out a ton of 
information so that our executives can determine their priorities, and then I can 
analyze accordingly.”   

 “Answer the questions the business is asking, while mining data for insights [that] the 
business doesn't yet know should be the focus of their questions.” 

 “Begin by getting a clear understanding of what you're looking to accomplish 
regarding your people analytics, why it's important (ask the five whys), what success 
looks like, and how will you apply it.” 

 
Determine the skill sets needed 
 “HR expertise and change management are essential knowledge components 

needed to define what is to be measured.  Business acumen is required to ensure 
business results are achieved.” 

 “Knowing the data is the most important thing. You cannot draw conclusions or make 
recommendations if you do not understand what you are working with.” 
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Build capability within the organization 
 “Allow for training courses to develop skills, work with others with established skills, 

encourage self development, and allow time/capacity to improve.” 
 “Hire people with the analytics skills/experience who can tell the story and are great 

communicators. This combination of skills is quite difficult to find in one person.” 
 “We have people analytics analysts working with HR professionals and Strategic 

Workforce Planners. The non-analysts have very low levels of people analytics 
capabilities, so we have implemented building block-type training to develop basic 
people analytic competency.” 

  
Fill gaps by leveraging people outside of HR  
 “Grab someone from outside of HR (e.g., an engineer) who has data and analytics 

capability.” 
 “You need to develop partnerships with key stakeholders in your organization, i.e. 

finance, marketing, recruiting, managers, and executives.” 
 “Don't forget to work closely with Finance. They represent a different set of numbers 

than HR typically works with, but they have historically been considered more 
involved with senior leadership.” 

 
Communicate findings to all stakeholders 
 “Make the messages/findings available to the businesses ongoing; transparency of 

data is important.”  
 “Involve all levels of staff; cheerleaders are needed at all levels.” 
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Find the right technology 
 “Get the right technology first. HR in our organization is only 18 months in existence, 

and implementing a good HRIS system has been our first priority. From here we will 
grow our skills as the system starts to provide richer data.”  

  “Having a strong data warehouse/data mart and views is really important. We've 
started all this working from Excel snapshots, but we're moving to live feeds from the 
data mart(s) which will eliminate a fair amount of manual processing to update our 
analytics and visualizations every month.” 

  “Most technology solutions I have encountered up to this point have not replaced 
human insights into the data.” 

 
Influence talent management practices  
 “Ensure that there is accountability for leaders at all levels in the organization around 

the outcomes driven by the analytics (i.e., are they held accountable for negative 
turnover?).” 

 “Identify one or two stories to tell or problems to solve that are manageable but high 
impact and collect the data. This will help others see the value of using analytics to 
solve problems and create buy-in for future projects.” 

 “Create strong role modeling from the CEO down about importance of using solid 
data to make informed business decisions.” 
 

Understand that it is an art and a science  
 “Remember that mistakes may be made, especially in the interpretation or 

misinterpretation of data that can result from the occasional human error…bad 
decisions can be made because of it. Have the ability to recognize the mistake 
quickly, learn from the experience, and then do what it takes to maintain accuracy. 
Develop a passion for your job, but allow yourself the time to develop.” 
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Education 

 Analytics for Talent Management (ATM) Certification 

 People Analytics Learning Path (HCI Corporate Members only) 
 

Research 

 Insightful HR: Integrating Quality Data for Better Talent Decisions 
 Connecting Workforce Analytics to Better Business Results 

 

Events and Keynotes 

 2017 Workforce Planning & People Analytics Conference 
 Link Engagement Data with Business Metrics 
 Using Workforce Analytics to Become a True Business Partner 

 

Podcasts and Webcasts 
 The Past, Present, and Future of Workforce Analytics at International Paper 
 Big Data Analytics: A Game-Plan for the HR Executive 
 Workforce Intelligence: How HR Can Make Data-Driven Decisions that 

Move the Needle for the Business 

 

http://www.hci.org/hr-training-courses/analytics-for-talent-management
http://www.hci.org/hr-research/insightful-hr-integrating-quality-data-better-talent-decisions
http://www.hci.org/lib/connecting-workforce-analytics-better-business-results
http://www.hci.org/hr-conferences/2017-Workforce-Planning-Analytics/overview
http://www.hci.org/lib/link-engagement-data-business-metrics
http://www.hci.org/lib/using-workforce-analytics-become-true-business-partner
http://www.hci.org/lib/hcipodcast-past-present-and-future-workforce-analytics-international-paper
http://www.hci.org/lib/big-data-analytics-game-plan-hr-executive
http://www.hci.org/lib/big-data-analytics-game-plan-hr-executive
http://www.hci.org/lib/big-data-analytics-game-plan-hr-executive
http://www.hci.org/lib/workforce-intelligence-how-hr-can-make-data-driven-decisions-move-needle-business
http://www.hci.org/lib/workforce-intelligence-how-hr-can-make-data-driven-decisions-move-needle-business
http://www.hci.org/lib/workforce-intelligence-how-hr-can-make-data-driven-decisions-move-needle-business
http://www.hci.org/lib/workforce-intelligence-how-hr-can-make-data-driven-decisions-move-needle-business
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Level of Seniority 

C-level 7% 

VP-level 8% 

Director-level 31% 

Manager-level 30% 

Individual Contributor 21% 

Role 

Human Resources / 
Talent Management 

55% 

People Analytics 19% 

Executive Management 10% 

Learning and 
Development  

8% 

Industry 

Financial Services/Real 
Estate/Insurance 

13% 

Business/Professional 
Services 

11% 

Manufacturing 10% 

Healthcare 9% 

IT Hardware/Software 8% 

Chemicals/Energy/ 
Utilities 

7% 

From September 16 to October 11, 2016, 

a survey link was distributed via e-mail 

to a 24-item questionnaire to opt-in 

members of HCI’s Survey Panel and 

electronic mailings. The results of this 

questionnaire, subject-matter expert 

interviews, and secondary sources form 

the basis of this research.  

 

Duplicate entries, careless survey 

respondents, and those who indicated 

they were not involved with people 

analytics (n = 26) were filtered out of 

the dataset, for a total of 271 

respondents. 

 

Only categories with at least 6% of the 

sample are displayed here, and 78% of 

respondents’ organization are 

headquartered in North America.   

 

Number of Employees 

Fewer than 101 12% 

101 to 1,000 31% 

1,001 to 10,000 30% 

Greater than 10,000 27% 
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