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data-driven tools to find 
actionable insights



With people analytics, HR finally has the data-driven tools that other 
organizational departments have long since enjoyed to find actionable 
insights and make significant, lasting improvements to businesses of all 
shapes and sizes. 

As a purely analytical approach that allows HR to quantify levels of 
performance, contentment, and sense of belonging for every employee to 
maximize efficiency and effectiveness, people analytics is redefining how 
organizations can best take advantage of their human capital.

In short, people analytics is the process of collecting and analyzing data 
to assess and improve HR practices, programs, and processes. Through a 
combination of employee engagement surveys to generate the data as well 
as algorithmic-based computing technologies to process it, people analytics 
removes human biases and skewed perspectives to allow HR departments 
to rely on data to make important personnel-related decisions that impact an 
entire organization.

As evidence regarding the potential and potency of people analytics, one need 
look no further than the trove of recent statistical data speaking to both its 
growing popularity. Between 2015 and 2016 alone, adoption of data-driven 
HR decision-making rose by 29% with 71% of companies now seeing people 
analytics as a high priority, 31% classifying it as very important.

However, since people analytics is still a relatively new concept for HR 
departments, best practices are still being refined as companies search for 
analytical solutions that best fit their specific needs. 

As such, trends in people analytics are still emerging and evolving, including 
different means of implementation, interpreting and acting upon results, 
and creating a global thought process that is impactful and applicable to 
organizations that stretch across multiple offices, regions, or even continents.
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https://blog.gethyphen.com/blog/how-people-analytics-will-take-hr-to-the-next-level
https://venturebeat.com/2017/02/27/how-ai-is-radically-streamlining-the-onboarding-process/
https://www2.deloitte.com/insights/us/en/focus/human-capital-trends/2017/people-analytics-in-hr.html


As an example of these trends, KPMG recently undertook a people analytics 
initiative to try to understand what drives its employees so the firm could 
ultimately improve levels of engagement and retention. 

The initiative centered around a survey system used to quantify each 
employee’s level of engagement with the firm, the amount of pride they 
felt towards it, and an interactive content program that allowed employees 
to create their own posters and banners to summarize and celebrate that 
pride.

The wide-sweeping program was called their Higher Purpose Initiative 
and has become the cornerstone to the firm’s people-driven philosophy. 
As a result of these endeavors, KPMG concluded that instilling a more 
purpose-driven environment that includes refined and specific employee 
goals creates significant improvements in engagement and morale that 
strengthens the relationship between employees and the firm. 

KPMG continually updates the program in to constantly monitor the 
metrics from their people analytics program and generate consistent, real-
time reporting to track progress and results.

How KPMG Takes Advantage  
of People Analytics

EX
AM

PL
E 

O
F 

PE
O

PL
E 

AN
AL

YT
IC

S 
IN

 A
CT

IO
N

https://gethyphen.com/
https://hbr.org/2015/10/how-an-accounting-firm-convinced-its-employees-they-could-change-the-world
https://hbr.org/2015/10/how-an-accounting-firm-convinced-its-employees-they-could-change-the-world
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THE 7 PILLARS   
OF PEOPLE ANALYTICS
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This involves analysis of current and future organizational needs 
that rely on a quantitative, sometimes even predictive approach, 
that leverages technology to identify insights and guide people-
based decisions to achieve business goals and objectives. 

Several companies have already successfully combined financial 
forecasting with talent acquisition programs to create predictive 
models that can help identify, analyze, and strategize for future 
disruptions in their workforce. 

Pacific Gas & Electric, for instance, has designed a workforce-
planning platform that takes a comprehensive approach in 
helping managers identify potential workforce issues before they 
can significantly impede operations.

https://gethppy.com/talent-management/hr-analytics-workforce-planning
https://gethppy.com/talent-management/hr-analytics-workforce-planning
https://gethyphen.com/
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In a tight and competitive labor market, integrating talented new 
employees into your workforce on a consistent basis is the lifeblood 
of any successful organization.

Talent sourcing involves using data to optimize the effectiveness 
of the channels and sources used to identify and hire the most 
engaging potential candidates possible. 

Genpact, a professional services firm, 
has been an early adopter to talent 
sourcing
having integrated many of its concepts into its candidate profiling 
system over a decade ago.

By using an analytical approach to quantify the traits of their most 
successful existing employees, they are able to use those data 
points to quickly and efficiently identify candidates who possess 
those very same qualities. 

Coupled with a highly cultivated corporate image, Genpact is able 
to save significant time and effort in finding the talent that would be 
most beneficial to the organization.

http://searchhrsoftware.techtarget.com/feature/How-to-start-using-people-analytics-tools-for-recruitment
http://searchhrsoftware.techtarget.com/feature/How-to-start-using-people-analytics-tools-for-recruitment
https://gethyphen.com/


 | 10

TALENT AQUISITION
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As a companion pillar to talent sourcing, talent acquisition 
optimizes the interview process and helps an organization properly 
vet candidates to ensure wise talent investments are being made 
for both short and long-term success. 

As an example of the talent acquisition pillar in practice, Visier, a pioneer in technology-based HR solutions, has developed 
a suite of tools that is able to whittle down the often laborious and time-consuming recruiting process to its essence, 
retaining what’s need to find the right candidates but eliminating the excessive steps that can damage both recruiting 
efforts as well as a brand itself.
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https://diginomica.com/2016/11/17/visier-taking-hr-analytics-into-talent-acquisition/
https://gethyphen.com/


 | 12

ONBOARDING &
ENGAGEMENT
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Once candidate offers have been extended and accepted, the onboarding process 
is essential in creating the best possible first impression from your organization. 

This pillar includes training, mentoring, 
coaching, and immersing new employees with 
the values, vision, and culture that will breed 
continuous loyalty and productivity. 

Once achieved, engagement levels between employees and companies are 
intensified, creating a more productive relationship for all involved. 

Companies like Kin Hr specialize in simplifying the onboarding process, 
transforming it from an unwieldy experience for both the employer and employee 
into a streamlined, finely tuned exercise that accomplishes important tasks like 
training and HR paperwork while optimizing a healthy first impression of the 
organization that will have lasting benefits. 

It’s also imperative to check-in with your new employees throughout the 
onboarding process. Utilize a solution like Hyphen to deliver onboarding surveys. 
These will provide data-driven insights about where new employees are engaged 
and where your team could improve. 

Hyphen also provides a platform for open-ended, crowdsourced feedback, just in 
case your survey questions don’t cover all the bases.

https://kinhr.com/
https://www.gethyphen.com/product
https://gethyphen.com/
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This comprehensive pillar allows a company to quantify 
the lifetime value of an employee in any given role, just as 
customer lifetime values are calculated to estimate future 
revenue streams. 

In this particular case, however, retention strategies can be changed to evolve along with an employee’s 
relationship with the company. Performance management analytics work in conjunction with lifetime 
value metrics by giving regular assessments on performance.

When combined with corresponding surveys, pulse polls, and open-ended feedback to identify current 
strengths, weaknesses, and emerging trends, employers are equipped with both the people-driven data 
and ability to draw actionable insight from that data to create tangible, impactful change for entire 
organizations. In order to effectively collect wide-ranging feedback from your people and translate the 
data into actionable insights, HR and management will need an employee feedback platform like Hyphen.

GE has integrated a system called PD@GE that establishes clear lines of 
communication between employees, managers, and executives 
so the entire organization is able  to easily keep track of 
operational goals. Perhaps even more importantly, the 
system also creates a feedback system that provides 
robust,  real-time metrics to help quantify employee 
performance, identify strengths and weaknesses, 
and ensure everyone is properly tracking 
towards personal and company-wide goals.

https://www.gethyphen.com/product
https://www.mckinsey.com/business-functions/organization/our-insights/ahead-of-the-curve-the-future-of-performance-management
https://gethyphen.com/
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A successful organization is one that can 
maximize efficiency by limiting employee 
turnover in the constant churning that plagues 
so many companies. 

This pillar involves identifying top performers as well as their most likely reasons for 
leaving in order to proactively create retention measures to prevent the loss of talent 
that can cripple even the most solid businesses over the long-term. 

Using a platform like Hyphen, you can measure and create actionable heat maps 
identifying the leading contributors to attrition, in addition to collecting employee 
feedback to understand which facets of the employee experience should be improved 
or expanded upon. 

Despite being synonymous with statistical data used within nearly every imaginable 
industry, Nielsen didn’t actively adopt Big Data into its talent retention efforts until 
2015. In a short amount of time, however, they have developed a highly efficient 
20 point model that helps them accurately gauge future turnover rates and make 
necessary changes before attrition becomes a systemic, expensive issue. 

Nielsen continues to hone the system and allow it to evolve along with a dynamic, 
constantly changing workforce to keep the system relevant and impactful.

https://gethyphen.com/
https://www.gethyphen.com/product
https://business.linkedin.com/talent-solutions/blog/employee-retention/2017/how-nielsen-used-people-analytics-to-increase-retention-and-saved-millions-of-dollars
https://business.linkedin.com/talent-solutions/blog/employee-retention/2017/how-nielsen-used-people-analytics-to-increase-retention-and-saved-millions-of-dollars
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This pillar is essential in creating an 
environment and corporate culture that is 
conducive to every employees well-being, 
health, and safety. 

Well-placed and deliberate investments into these areas can promote a sense 
of security that will ultimately foster higher levels of engagement and reduce 
and employees desire to leave your organization down the road. 

However, the key is to measure how these wellness programs improve – or 
don’t improve – the overall employee experience. 

Organizations need to provide pulse polls throughout wellness programs to 
analyze how their people feel about various aspects and measure overall 
satisfaction.
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https://gethyphen.com/


The IMPACT Cycle 
is Built on Those Pillars

1   IDENTIFY THE QUESTION
2   MASTER THE DATA
3   PROVIDE THE MEANING
4   ACTIONABLE RECOMMENDATIONS
5   COMMUNICATE INSIGHTS
6   TRACK OUTCOMES

Data is only as good as it is useful. Relying on this cycle helps a company 
turn data-driven insights into positive results with a measured, consistent 
approach.

Collectively, those seven pillars provide the framework for people analytics 
success that can be further analyzed through the IMPACT Cycle, a six 
stage application of talent lifecycle management that creates value from 
people sourced data, as evidenced by their distinct steps.

To put it in context, the pillars and IMPACT cycle represent the two 
different sides of the same coin and only create value when both are 
properly implemented. 

A coin only imprinted on a single side doesn’t carry any value. In the case 
of people analytics, the data derived from the pillars is processed through 
the IMPACT cycle to reveal its true insight and, thus, the real value to an 
organization. 

While these six stages of the application are straightforward, their 
potential impact can be revelatory if applied correctly.

THE IMPACT CYCLE | 20

THE IMPACT CYCLE

https://hiring.monster.ca/hr/hr-best-practices/market-intelligence/partners/successful-analytics-implementation.aspx
https://hiring.monster.ca/hr/hr-best-practices/market-intelligence/partners/successful-analytics-implementation.aspx
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Like most broad-based concepts within the workplace, people analytics is an overarching 
approach with a wide variety of types and applications. In other words, it is not a narrow field but 
can provide benefits across a wide range of operations. That said, there are four main types of 
people analytics – descriptive, cognitive, predictive, and prescriptive. 

• Descriptive Analytics, which use data aggregation and data mining to provide insight into the 
past and answer: “What has happened?” These are metrics that can be used for interview-
to-hire ratios or to measure average training attendance levels. They rely on the tremendous 
amount of historical data companies retain over the years and processes it in a way that is 
both understandable and beneficial for the present and future. 

• Cognitive Analytics are used to learn about certain types of business-related functions with 
uncertain problems, by providing insights and solutions from unpredictable unstructured data 
sets. Given the highly diverse and often immense sets of data points collected from a wide 
variety of sources, cognitive analytics uses technology to transform all of that data into useful 
insight and perspective.

• Predictive Analytics, which use statistical models and forecasts techniques to understand the 
future and answer: “What could happen?” These analytics can be used to forecast expected 
skill gap for various recruitment scenarios. This concept relies both on historical data as 
well as algorithmic computing to create models that can predict future based on the past. 
When there is insufficient data to generate a fully-functioning model, the algorithms fill in the 
missing pieces to create likely scenarios. Along with the skill gap example, adding the ability 
to predict possible attrition based on benchmarked engagement levels.

• Prescriptive Analytics, which use optimization and simulation algorithms to produce advice 
on possible outcomes and answer: “What should we do?” These analytics can be useful for 
gaining a sense of direction to gauge what training do employees require to address that skill 
gap. This is the newest of the group and creates models that are intended to provide advice 
to decision-makers. Prescriptive analytics helps organizations analyze a number of different 
possible paths in order to choose the one most likely to provide the desired outcome. AI based 
assistants are turning out to be great investments for the same.

Collectively, these branches of people analytics help companies identify and analyze both current 
and future needs while creating solutions based on the insights provided.

Types of People Analytics

Cognitive Analytics

Predictive Analytics

Prescriptive Analytics

Descriptive Analytics

https://halobi.com/blog/descriptive-predictive-and-prescriptive-analytics-explained/
https://halobi.com/blog/descriptive-predictive-and-prescriptive-analytics-explained/
http://www-03.ibm.com/software/products/en/category/hr-analytics
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Process of Implementing 
People Analytics
Harkening back to a previous thought, the insights derived from people analytics are essentially 
useless if they’re not successfully implemented and integrated into an organization’s framework. For 
that reason, an organized and measured approach to implementation is needed to derive the most 
benefit from people analytics.

Businesses need to start with the red flag metrics or as some might phrase, the lowest hanging fruit. 
Any data that results from a company’s testing, survey or internal communication programs that is 
glaringly obvious and needs to be immediately addressed should take precedence over other actions 
before issues grow and become unmanageable.

Properly defining goals and the corresponding metrics 
is another critical component of implementing people 
analytics.

In doing so, this provides the framework needed to build a successful program upon. Internal data 
sources can also be continually mined for relevant information that can provide further insight into 
those goals and the procedures needed to reach them.

Analysis for any correlation between key variables as well as a constant interpretation of insights 
from the data is necessary to create an ongoing and reliable people analytics program. Once in place, 
and organization is ready to implement this system and measure its impacts on a consistent basis.
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https://blog.bonus.ly/how-to-use-people-analytics-and-recognition-to-strengthen-culture
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LEARN FROM OTHERS: Study what others have done successfully and glean your own insights  

COLLECT DATA: Implement a system to track and quantify employee contributions and they’re recognized.

CLEAN DATA: Since your credibility depends on the quality of your data, make certain your systems are 
capable of providing prompt, accurate results.

SHARPEN TECHNICAL SKILLS IN HR: Your team needs to be able to efficiently use the technological tools 
now being provided to them.

BUDGET CREATIVELY: With the help of your finance department, analyze the costs and benefits of taking 
action or staying passive with regards to adopting new technologies.

TOOLS/PILOT: Take advantage of trial subscriptions and other offers that will allow you to store, access, and 
interpret your own people analytics data.

BRING TOGETHER DIVERSE SKILLS: Look to leaders from a number of different departments and fields to 
assemble a “group think” mentality.

FOCUS ON BUSINESS: Look at operations, customer service, and innovation to see what truly drives growth. 
Pay careful attention to the impact your culture and values has on such metrics. 

REMEMBER THE PEOPLE IN PEOPLE ANALYTICS: Human being are at the root of your data and should be 
treated justly. Transparency should be a common thread in all of your decisions.

COMMUNICATE VALUE: Everyone stands to benefit from people analytics. An internal social feed enhances 
the value of recognizing success and emphasizes employee contributions.

Ultimately, the entire point of people analytics is to enrich the people-based decision making that impacts 
the success and stability of an organization in the future. These recommendations will help you make such 
decisions in order to take advantage of your data-driven process:
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Going Forward

https://gethyphen.com/


 | 24PARADIGM SHIFT | 24

A Paradigm Shift
HR has long been considered a department that lurks in the shadows of an 
organization, an indispensable but almost invisible backbone to a company. 

With the innovations revolving around the emerging field of people analytics, 
however, there’s a paradigm shift taking place that is suddenly moving HR from 
the shadows into the spotlight. 

HR should embrace this new and empowering position as it begins to wield 
even more control over the future health, stability, and success of every 
organization willing to embrace people analytics.

Especially as it relates to the pillars of Employee Engagement, Talent 
Retention, Employee Wellness, Employee Lifetime Value and Performance 
Management, collecting frequent employee feedback is absolutely imperative 
to measuring and understanding People Analytics. 

However, collecting feedback alone is useless without deciphering actionable 
insights to improve leadership, management, and HR operations. 

Your people organization needs a platform like Hyphen to deliver surveys, 
frequent pulse polls, and provide a medium for crowdsourced open-ended 
employee feedback. 

Hyphen can then transform this people data into actionable insights enabling 
proactive actions that will positively affect overall business outcomes.

COLLECTING FREQUENT  
EMPLOYEE FEEDBACK IS  

ABSOLUTELY IMPERATIVE TO 
MEASURING & UNDERSTANDING 

PEOPLE ANALYTICS

https://gethyphen.com/
https://www.gethyphen.com/
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Ranjit Jose 
Chief Growth Officer 

ranjit@gethyphen.com

Learn more on how you can solve  
engagement & retention problems  

at your company using People Analytics.

SIGN UP FOR A HYPHEN DEMO

https://gethyphen.com/
mailto:ranjit%40gethyphen.com?subject=I%20want%20to%20learn%20more%20about%20people%20analytics
https://hubs.ly/H09MK600

