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Synopsis 
 
The federal government collects vast quantities of data on its workers throughout the 
employee lifecycle, and a major opportunity exists to apply advanced data analytics to 
enhance its workforce. Examining best practices from industry, academic experts, and 
government, this paper and roadmap will identify how the U.S. government can leverage 
cutting-edge statistical computing technology, analytics field expertise and effective HR 
practices to attract and retain the most talented and mission-ready federal workforce.  
 
The potential of applying fact-based decision-making to workforce planning is vast, 
including: enhancing performance management programs, increasing diversity, studying and 
predicting retirements and regretted turnover, and tracking the effectiveness of training 
systems. Recruiting has always been an art, but now big data brings in elements of hard 
science. By leveraging best practices and lessons learned in this study, agencies can equip 
themselves with the skills, build the culture, implement processes, and incorporate the 
technology to support effective use of talent analytics, which will enable smarter recruiting 
and management decisions.  
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American Council for Technology-Industry Advisory Council (ACT-IAC) 

The American Council for Technology (ACT) – Industry Advisory Council (IAC) is a non-profit 

educational organization established to create a more effective and innovative government.  ACT-IAC 

provides a unique, objective and trusted forum where government and industry executives are 

working together to improve public services and agency operations through the use of technology.  

ACT-IAC contributes to better communications between government and industry, collaborative and 

innovative problem solving and a more professional and qualified workforce. 

The information, conclusions and recommendations contained in this publication were produced by 

volunteers from industry and government advisors supporting the objective of more effective and 

innovative use of technology by federal agencies.  ACT-IAC volunteers represent a wide diversity of 

organizations (public and private) and functions.  These volunteers use the ACT-IAC collaborative 

process, refined over thirty years of experience, to produce outcomes that are consensus-based.  The 

findings and recommendations contained in this report are based on consensus and do not represent 

the views of any particular individual or organization.  

To maintain the objectivity and integrity of its collaborative process, ACT-IAC does not accept 

government funding.  ACT-IAC welcomes the participation of all public and private organizations 

committed to improving the delivery of public services through the effective and efficient use of IT. 

For additional information, visit the ACT-IAC website at www.actiac.org.  

 

Evolving the Workforce Community of Interest  

The mission of the Evolving the Workforce Community of Interest is to enhance the federal workforce 

by bringing industry and government together to exchange information, improve understanding, 

solve issues, build partnership and trust, thereby increasing the government’s ability to serve the 

public. 

 

Disclaimer 

This document has been prepared to contribute to a more effective, efficient and innovative 

government. The information contained in this report is the result of a collaborative process among 

multiple participants. This document does not – nor is it intended to – endorse or recommend any 

specific technology, product or vendor. Moreover, the views expressed in this document do not 

necessarily represent the official views of the individuals and organizations that participated in its 

development. Every effort has been made to present accurate and reliable information in this report. 

However, ACT-IAC assumes no responsibility for consequences resulting from the use of the 

information herein.  
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Further Information 
For further information, contact the American Council for Technology-Industry Advisory Council at 
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Introduction and Executive Summary 

While the U.S. government collects vast quantities of data about its employees, a major opportunity 
exists to fully leverage the latest techniques in statistics, predictive analytics and data visualization for 
a wide range of human capital issues. This paper will provide a roadmap for establishing effective 
human capital analytics initiatives at federal agencies. The roadmap will explore best practices and 
recommendations from large organizations at various stages of maturity with integrating analytics 
into their human capital management programs. It also incorporates academic insight from 
researchers and academics that specialize in preparing analysts to leverage statistical techniques and 
modeling in human capital management.  
 
Finally, combining industry and academic expertise, the paper will illustrate how to create (or refine) 
a human capital analytics program, including the ideal makeup of its team, the most pertinent 
skillsets, and the role of such a program in the hierarchy of an agency.  
 
Some of the benefits of human capital analytics include: 

• Boosting organizational performance through the use of data-driven insights and decisions, 
• Enabling HR to reallocate funds to more effective and beneficial employee initiatives,  
• Improving recruiting, on-boarding, training and retention processes, 
• Producing tangible outcomes, measurable by return on investment (ROI), that benefit both 

employees and help support the agency mission. 
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Background  

The need for federal agencies to apply data analytics to optimize their HR management practices is 
more pressing today than ever before. Agencies face greater demand for federal services from a 
growing U.S. population with fewer employees to handle the work. According to the U.S. Office of 
Personnel Management (OPM), the number of executive branch civilian employees (excluding 
uniformed military) has steadily declined from a peak of 3.067 million in 1990 to 2.663 million in 
20141 (a 13 percent decline), despite an increase in the U.S. population to 317 million in 2014 from 
about 249 million in 1990 (a 27 percent increase)2.  
 
Executive branch agencies have faced continued pressure to operate under reduced budgets and 
headcounts, highlighting the need for applying advanced data analytics to ensure that their remaining 
positions are filled and retained with the most talented and engaged employees and are able to meet 
the growing demand for their services in a resource-limited environment.  
 
These long-term challenges present an opportunity to capitalize on the rapidly expanding technology 
and new skills available in the HR analytics domain. This can enable agencies to maximize the utility of 
their employee data and drive effective results. Cloud-based storage services are continuing to 
reduce the costs of maintaining large datasets, while new analytics tools enable rapid information 
gathering, statistical analysis and visualization.  
 
A large, emerging talent pool of capable HR analysts is now beginning to enter the workforce to help 
agencies make best use of their data. New academic programs, such as the University of Pennsylvania 
Wharton School’s Coursera courses on People Analytics, 3 and Northwestern University’s Master of 
Science program in Predictive Analytics,4 focus specifically on practical business analytics including 
applications that are HR-related. Other skillsets for effective analytics teams include industrial-
organizational (I-O) psychologists, statisticians, data scientists and HR subject matter experts (SMEs).  
 
Sponsored by the OPM, this roadmap is intended to provide agencies with: 

1) An understanding of the importance of human capital analytics and its role in talent 
management, 

2) Best practices of leading companies that are utilizing analytics effectively to support a 
meritocracy and enable smarter recruiting and management decisions,  

3) Insights and direction on how to create or further refine a talent management program, 
4) The most critical skillsets to build an analytics team, 

                                                      

1 U.S. Office of Personnel Management, Historical Federal Workforce Tables; https://www.opm.gov/policy-data-
oversight/data-analysis-documentation/federal-employment-reports/historical-tables/total-government-employment-
since-1962/ 

2 U.S. Census Bureau, Population Estimates, Historical Data, https://www.census.gov/programs-surveys/popest.html 

3 https://www.coursera.org/learn/wharton-people-analytics 

4 http://sps.northwestern.edu/program-areas/graduate/predictive-analytics/ 
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5) Considerations for sponsorship support, data management and access. 
 

Methodology  

As part of the data-gathering process, ACT-IAC project team members reviewed literature and 
surveyed human capital analytics experts from business, academia and government to outline best 
practices. The team interviewed HR leaders from several large private sector organizations at various 
levels of maturity in adoption of analytics in their programs and processes. 
 
The corporations interviewed are identified throughout the paper as Company 1, 2, and 3: 

 Company 1. A large, U.S.-based multinational corporation at the beginning stages of HR 
analytics maturity. This company is beginning to consolidate its major HR data sources and to 
build a multidisciplinary analytics team with aspirations of creating strong data-driven HR 
decision-making capabilities.  

 Company 2. A large, U.S.-based multinational corporation at the intermediate level of HR 
analytic maturity, featuring a team already in place conducting targeted, historical statistical 
analysis of HR data. Company 2 is transitioning from descriptive statistics to building 
capabilities for advanced predictive analytics.  

 Company 3. A large, multinational social media corporation with analytics embedded in every 
aspect of the organization. The human capital analytics team is proactively shaping new 
research questions that are directly impacting strategy and decisions—not only in HR, but also 
across the entire business.  
 

Government Focus Group: 

 An interagency focus group brought together four federal agency HR leaders and a non-profit 
science and technology federal consultant. The goal was to understand current practices and 
plans for incorporating human capital analytics into their talent management initiatives.  
 

Academic interviews:  

 Dr. Donald Wedding, Northwestern University – Instructor of Data Science classes in the 
Northwestern University Master of Science of Predictive Analytics (MSPA) program. He 
teaches and continues to develop courses concentrating on statistics, predictive models, and 
Statistical Analysis System (SAS) programming. 

 Dr. Aric Labarr, North Carolina State University – Assistant Professor of Analytics at the 
Institute for Advanced Analytics. He teaches courses in statistics, mathematics, financial risk, 
and operations research for the nation's first Master of Science in Analytics degree program. 

 
The goal of the interviews was to collect feedback from the participants on their experiences and 
perspectives on the role of human capital analytics at their organizations and to create a holistic 
account of the state of these programs and processes at a small sample of organizations. The 
interviews revealed common challenges and tangible benefits of applying human capital analytics 
throughout HR functions of an organization. 
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Best Practices and Considerations 

People and Culture 

Before building an analytics team, first consider which operating model or hybrid model best suits 
your agency: 

• Hub-and-spoke Model: Human capital analytics team is allocated to the spokes, but the hub 
coordinates the activities. The team shares experiences and best practices with the hub as a 
knowledge repository. The hub is a project-management office that determines priorities and 
staffing. 
 

• Centralized Model: The team resides in a central group where they serve a variety of 
departments by working on diverse projects. Centralized unit sets the analytical direction of 
the enterprise. The team can be deployed to special projects upon assessing strategic 
priorities. 

 
Company 1 was at the early stages of establishing a human capital analytics team and has opted for 
the hub-and-spoke team model. Historically, the company’s workforce data had been managed and 
analyzed within the distinct HR functions such as recruiting and talent management. Each portion of 
HR was responsible for its own data management with limited integration and centralization. One VP 
for Company 1 described that the subcomponents have their own data and are considered to be 
distinct functions. Because HR analytics has not been a centralized function, the goal is to centralize 
and establish governance to build consistency in analysis. 
 
Going forward, Company 1’s plan is to create a hub-and-spoke model with a distinct human capital 
analytics function at the center responsible for consolidating and analyzing all aspects of HR data. The 
spokes are SMEs collecting and preserving the quality of specific HR function data. In choosing the 
hub-and-spoke model for its analytics division, the company stressed the importance of keeping the 
data close to the people who own it, and ensuring good business processes around inputting data, 
with studies and analysis coordinated at the central human capital analytics division.  
 
Recommendation 1:  Define a communication plan in order to gather support and buy-in. 
 
A major challenge in centralizing human capital data analysis is a cultural shift in HR professionals 
towards applying quantitative methods in people-based decisions. Company 1 is formulating a 
communications plan to drive the change, recognizing that the communications plan is critical to 
gathering support. The organization made clear that incorporating analytics skills into HR functions is 
a cultural shift, since HR is not traditionally versed in advanced data skills.  
 
A senior analytics manager at Company 3 explained that when seeking support for a human capital 
analytics initiative, communications should start with a key strategic business question in mind. The 
business question should then be deconstructed into smaller questions that can be answered by the 
data. As an example, the organization applies statistical analyses to answer the key questions of 
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which sources of hires yield the highest quality employees, connecting performance ratings to 
education, field of study, and work experience. The senior analytics manager recommends 
conducting analyses and consolidating ideas to answer big questions. When presenting insights, the 
goal is to build a narrative that addresses the overarching question, “So what?”  
 
Recommendation 2:  Build a culture of analytics across the organization. 
 
During the background research for this roadmap, Google stood out as an organization with a strong 
culture of analytics in HR.5 Google’s People Analytics team found success in providing senior 
managers with data-driven evidence. The team allows the data to tell a compelling story, rather than 
attempting to force change. According to an article in TLNT magazine by Dr. John Sullivan, the team is 
now embedded throughout the organization, and “has a representative in each major HR function. It 
produces many products, including employee surveys that are not anonymous, and dashboards. It 
also attempts to identify insightful correlations and to provide recommended actions. The goal is to 
substitute data and metrics for the use of opinions.”6 Google People Analytics publishes case studies 
of its human capital analytics research on its re:Work website.7  

In the interagency focus group, one cabinet-level national security agency emphasized that building 
an analytical culture involved garnering widespread support throughout the organization. This ranged 
from an analytics team that reports directly to the agency secretary, down to individual employees 
learning to use data tools for the first time. From the very beginning, the agency found success in 
holding a roadshow to demonstrate the usefulness of data in employees’ daily work.  
 
One especially popular human capital analytics tool was an interactive career explorer posted on the 
internal employee website. The tool allows employees to choose their grade and series, then returns 
a “Top 10” list of positions previous employees in that grade and series have moved into, to support 
career development. The interactive tool has proven widely popular at the agency and has garnered 
support for more data-based communication and decision-making throughout the organization.   
 
Company 3 also adopted a similar approach to Google’s in building a culture of analytics by 
proactively examining the HR data and looking for meaningful results. According to a talent analytics 
manager, the team should be a major driver in building an analytical culture by setting its own brand 
and mission. Instead of asking management, “What do you need,” the talent analytics team instead 
proactively answers business questions that contribute to strategic decisions.   

 

 

                                                      

5 How Google is Using People Analytics to Completely Reinvent HR, TLNT, Feb. 26, 2013 

6 How Google is Using People Analytics to Completely Reinvent HR, TLNT, Feb. 26, 2013 

7 https://rework.withgoogle.com/ 
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Recommendation 3:  Create a team with the right set of skills. 
 
Team members need a robust set of skills including teamwork, problem solving, and communications. 
Soft skills and communication skills are the most essential to gaining support for human capital 
analytics, but often hardest to teach. Dr. Wedding, Instructor of Data Science at Northwestern 
University, explained that communication skills are often underestimated. A key to making complex 
statistical findings actionable to senior leaders is to convey results in an understandable and useful 
manner. Wedding said he engages those with limited analytical expertise with analogies and stories 
to help them visualize the message.  
 
Dr. Labarr of North Carolina State University also stressed the value of soft skills when building a 
human capital analytics team. He explained that a data analyst can’t be just a math expert, but also 
needs problem-solving skills. Dr. Labarr said human capital data analysts must possess the following 
strengths: teamwork, problem solving, and good communication skills. “These soft skills are the 
hardest to teach so it’s important that the analysts are equipped with these skills. Analysts are in high 
demand, and it’s a competitive field with few people who have all of the necessary skills,” he said.  
 
On the federal side, one focus group member shared the significance of having “Pi shaped people 
(referring to the Greek letter π)” conducting human capital analytics. These are people with one foot 
in statistics, one foot in computing (database management), and one in domain expertise in the 
community. All interviewees consistently noted that industrial and organizational psychologists are 
very good at bringing people together.  
 
Top tips on people and culture:  

 
 Ensure that a governance structure is in place early on, 
 Build trust within the organization, 
 Start small: A few quick wins will go far in gaining buy-in and to sustain support, 
 Identify a team structure that works best with your organization, 
 Clearly define roles and responsibilities among the human capital analytics team and across 

coordinating departments, 
 Once objectives and near-term goals are established, assess the necessary skill sets and 

experience to meet your team’s requirements.  

Processes 

The establishment of a sustainable process for human capital analytics is key to gaining organizational 
buy-in and success. Effective processes should have the ability to: 
 

 Determine a set of high priority human capital analytics questions or outcomes for the team 
to focus 

 Tap a cross-functional team with mixed skillsets 

 Ensure the availability of hardware and software infrastructure and skills for data analysis 
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 Translate data insights into actionable outcomes, as well as quantify and effectively 
communicate and disseminate those outcomes 

 Learn and adjust analyses and outcomes for evolving HR initiatives 
 
Recommendation 1:  Determine a set of high-priority human capital analytics questions or outcomes 
for the team to focus. 
 
Company 2 has found success in targeting specific, actionable questions on high-priority human 
capital analytics challenges to build confidence in its analytic capabilities. The first step towards 
determining these priorities is deriving concrete definitions for the subjects of the analysis.  
 
When starting to build reports, it is useful to come up with a “cookbook.” Company 2 stressed the 
ingredients and their measurements need to be very specific and clear. “For example, the number of 
hires needs to be defined. Is it measured by quarter based upon when they actually applied? Or does 
it include part-time or seasonal? Every variable must be documented and well defined in HR terms.”  
 
The specific statistical techniques employed to arrive at analytical conclusions often vary depending 
on the preference of the analyst and the business question being asked. According to Dr. Wedding, 
the technique is usually based upon “whoever is building a model and whatever their taste is. Certain 
industries tend to be weighted for certain models. Other than a few specific areas, nobody says there 
is one technique that everyone uses.” From his experience, people use what they are most 
comfortable with and if people are given a choice, they usually use regression and decision trees. 
“Regression is the easiest to understand and gives pretty accurate results which is why it has been 
around for hundreds of years,” Wedding said. 
 
Recommendation 2:  Tap a cross-functional team with mixed skillsets. 
 
In moving towards a dedicated HR analytics function, Company 1 is building a multidisciplinary team 
to handle the diversity of data inherent in human capital. As human capital analytics is an emerging 
field, finding an analyst with unique dual expertise in both HR and quantitative analysis can prove 
challenging, while a blended team can meet the technical and subject matter needs.  
 
According to Company 1, specific HR data science experience is either very expensive or very junior. I-
O psychologists, engineers and data scientists tend to have the right mix of the needed skills. I-O 
psychologists are best suited and excellent at teaming up HR with analytics. Engineers or data 
scientists are also often a good fit. 
 
Recommendation 3:  Ensure the availability of hardware and software infrastructure and skills for 
data analysis. 
 
According to an agency participating in the focus group, the ability to apply analytics software to 
mine HR data and produce custom reports enabled the agency to produce its interactive career 

http://www.actiac.org/


American Council for Technology-Industry Advisory Council (ACT-IAC)  
3040 Williams Drive, Suite 500, Fairfax, VA 22031  

www.actiac.org ● (p) (703) 208.4800 (f) ● (703) 208.4805 

Advancing Government Through Collaboration, Education and Action Page 8 

explorer tool. In advancing its analytic maturity, the agency is looking to develop more interactive 
data reporting products.  
 

Recommendation 4:  Translate data insights into actionable outcomes, as well as quantify and 
effectively communicate and disseminate those outcomes. 
 
According to Dr. Wedding, the ability to translate statistical findings into meaningful results for 
decision-makers is crucial to the success of a human capital analytics program.  
 
Wedding recommends focusing on actionable insights rather than delving into the details when 
communicating analytics findings. “Just make the key points, for example: the bigger the ROC 
[receiver operating characteristic] curve, 8 the better the model, the more money an employee 
makes, the more likely he is to stay, the bigger the coefficient, the more likely something is to 
happen. Keep ideas simple and digestible presented in a way that people get it without crawling into 
the statistical weeds. It’s the result of the analysis, not the method used, that is of most interest to 
the stakeholders,” Wedding said.  
 
Other interviewees also noted that the ability to meaningfully explain the strengths and limitations of 
statistical human capital analyses is paramount for building trust and support for new initiatives. “It is 
critical to not oversell a predictive capability or gloss over issues with the data. When conveying big 
conclusions, it is not necessary to explain from the technical perspective, but rather demonstrate that 
a meaningful analysis of the confidence of the predictions was conducted. By explaining the range of 
confidence in statistical predictions, leadership will have more trust in the conclusions,” one federal 
participant explained.  
 
Recommendation 5:  Learn and adjust analyses and outcomes for evolving HR initiatives. 
 
The modification of analyses is most impactful when research questions are refined to target tangible 
human capital business-line challenges. One interviewee provided an example, “Customers’ needs 
are very operational focused. For example, the time to hire is a critical data point. Try to leverage 
interest in that data point then link to other data. Draw the connection to actions and decisions that 
aren’t human capital decisions and not necessarily hiring decisions. Have a change in this area to 
provide value – broadening customers’ scope of thinking—then provide data in a way that’s useful.” 
 
At the higher levels of analytics maturity, agencies are building on successes of studying specific 
human capital initiatives to provide broader value. “Moving beyond to look at organizational health 
and the predictive value of analytics is a far-reaching goal of applying human capital analytics. If 
agencies can get an understanding of the components/work units that are in state of organizational 
pain - at risk of failure - leadership or talent management efforts can be better targeted,” explained 
one federal participant. 

                                                      

8 A receiver operating characteristic curve is a method of measuring classification model performance. 
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Top process tips: 
 

 An organization that endorses analytics at the leadership level, and communicates the 
importance of analytics, will provide a supportive environment for the human capital team 
and its future success; a focus on data-driven analytic insights and actions may present a 
culture shift to some organizations or individuals, 

 Establishing a governance structure upfront with HR, IT, business units and leadership will go 
far in ensuring the success of a human capital team, 

 Create a roadmap or plan for prioritized analyses and consider agile methodology where 
feasible, 

 Although ROI may be challenging to quantify, it’s an important factor in sustaining support. 
 

Technology 

Employee data is available from multiple avenues; data ownership, data access and a centralized data 
model should all be considered in defining a human capital analytics roadmap. 
 

Recommendation 1: Consider technology that allows for visualization and is easy to implement. 
 
A major component of effective technology use for human capital analytics is to ensure that all HR 
metrics are consistently entered, measured and reported. In terms of designing processes for 
inputting HR data into a database, Company 3 recommends taking all possible interpretations out of 
the data entry process. Automation helps to make this happen.  
 
Paul Lones, senior vice president of IT at Fairchild Semiconductor, in a CIO magazine article, gave a 
telling example of the significance of consistently reporting HR metrics. Prior to Fairchild moving to a 
cloud-based HR system, tabulating seemingly straightforward facts about the organization, such as its 
headcount involved coordinating summary reports from disparate HR systems calculating different 
variables, with succession planning involving Microsoft Word documents. After moving to a single HR 
system, managers across the globe were able to access data about their employees at any time from 
any location, with succession planning, turnover reports and salary data in the cloud.9 
 
One of the interviewees pointed out that much of the difficulty in deriving analytical findings involves 
appropriately handling ‘messy data.’ “There are many different sources which are not standardized, 
are in different formats that may be either raw or normalized. There are also struggles about 
integrating data on multiple time scales, however, addressing data management challenges enables 
advanced analytical techniques.” Using techniques such as, natural language processing, prescriptive 
mathematics, and email scanning may improve connections being made to the mission of the 

                                                      

9 “HR Departments Invaded by Data Scientists,” CIO, Aug. 27, 2013 
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company. Solving data consistency and management issues opens the door to more impactful 
analytics.  
 
Recommendation 2:  Digitize everything and create a centralized data model. 
 
Dr. Labarr said that understanding connections between HR data and outcomes could be best 
achieved by ensuring all aspects of the employee lifecycle can be analyzed electronically. “Digitize all 
information, i.e., employee evaluations. Everything must be in a database and accessible for analysis. 
An organization needs the people and the IT infrastructure to make sure data is available. The 
security of private information should be a major focus.” 
 
Nearly all of those interviewed agreed that while many software platforms are available for high-
powered analytics, nothing could replace having clean, well-organized data to obtain meaningful 
results. “The single most important thing is to have good data in a good database,” Dr. Wedding said, 
“Once you have good data, the rest of it is going to be easy.” 
 
The challenges of compiling clean, accurate data can be extensive for large organizations. Surveys 
conducted by System Integrators indicate that large companies can have more than 10 HR 
applications, with core HR systems over six years old, taking effort and energy to bring this data 
together and make sense of it."10  
 

Organizations across government and industry have benefitted from building HR data warehouses 
(HRDWs) to develop sources of consolidated, clean data.11 An HRDW can provide unified data on the 
lifecycle of an employee by merging disparate data sources and serving as a central hub for 
connecting analytics and visualizations software for data analysis. In the early 2000s, the Defense 
Acquisition University (DAU) used an HRDW to link multiple HR systems into a unified database, 
which was used as a platform for advanced analytics. Dynamic dashboards updated managers on the 
HR data within the HRDW and key HR metrics.12 
 
Top technology tips: 
 

 Start small. A holistic, rich data source is not necessary to get started; begin with a few key 
questions and clean data required to address those questions, 

 As you gain buy-in, work with IT or other data owners to identify data sources of interest and 
develop data management and access plans and procedures, 

 Use data visualizations to share information and invest in high-value data cleansing, 
 Don’t neglect historical data or external sources of data, 

                                                      

10 “The Benefits of Big Data”, by Bill Roberts, published in SHRM Magazine, October 1, 2013. 

11 Id. 

12 Id. 
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 Protecting data and PII is essential—avoid collecting high-risk data where possible. Involve HR, 
operational managers, IT, and legal counsel on data security and privacy matters. 
 

Other Best Practice Recommendations 

Examples of high-value analyses from industry 
 
• Standard human capital analytic applications include: 

• The use of machine learning for applicant screening as well as proximity scoring for 
applicant-resume comparisons  

• Identifying candidates for succession planning 
• Efficiently staffing new projects using demand planning and forecasting techniques 
• Uncovering the characteristics of high-performing individuals or those at risk for attrition 

• Google has applied analytics to improve diversity in retention, recruiting and promotion with 
dramatic results 

• Using data to refine office and workspace layouts to encourage collaboration and productivity 
 
Collaboration and Continuous Learning Opportunities 
 
Collaboration Opportunities: 

• Academic / private industry partnerships 
• Cross agency networking (lunch-and-learns, meetups, collaborative calls) 
• Establishment of an Analytics Community of Practice (CoP) for people in human capital 

analytics-based roles 
 

Continuous Learning Opportunities: 
• SIOP Leading Edge Consortium ‘Talent Analytics: Data Science to Drive People Decisions and 

Business Impact’ http://www.siop.org/LEC/2016/  
• Predictive Analytics World for Workforce - 

http://www.predictiveanalyticsworld.com/workforce/2016/  
• The TMA human capital Analytics Summit - http://the-tma.org/wp-

content/uploads/brochures/HCA-2016.pdf  
• Memberships to professional organizations 
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Discussion 

Key takeaways and recommendations: 
 

 Establish an adaptive operating model early on, which includes a well-defined governance 
structure, communications plan and processes for prioritizing human capital analyses as well 
as data management and access to gain buy-in. 

 Recruiting or integrating the right talent is key to success. Skills and expertise range from data 
and HR SMEs to data scientists, statisticians and I-O psychologists. 

 Centralized data is a critical enabler to a successful human capital analytics team, but it is not 
a requirement. If you are starting from scratch, identify the most critical HR questions to focus 
to gain buy-in from leadership and other business units. 

 A partnership with the IT cannot be overemphasized: IT leaders are uniquely qualified to help 
navigate the issues ranging from infrastructure, data sources, data quality, to data security, 
privacy and access.   
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