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Blueprint of HR Big Data
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HR is being pushed to take on a
larger role in helping organizations
to be digital, not just do digital.
The process starts with digital

transformation in HR, as HR leaders
explore new technologies,
plaiforms, and ways of working.

Digital HR: Plafforms, peoples, and work
Deloitte Insights

DIGITAL WORKFORCE

How can organizations drive “digital
DNA" facilitating a new network-based
organization?

DIGITAL WORKPLACE

How can organizations design a digital
working environment enabling
productivity; promotfing engagement,
wellness?

DIGITAL HR

How can organizations change the HR
operation to be more digitalized through
continuously experiment and innovatione




Too often still, companies seem to
give in to peer pressure; their
competitors all ‘do digital’ so they
feel like they have to do
something too. It leads to the

implementation of (expensive)
technology that doesn’t meet the
actual needs of the business.

HR Digital Transformation: Everything you Need to Know
Digital HR Tech.

Innovative and
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www.digitalhrtech.com

Most companies’ HR Digital
Transformation is still at “Present
and active” or YFormalized” stage




Causes of Organization more “Be Digital”

Organization want an integrated, digital experience at work
one designed around teams, productivity, and empowerment.

Figure 1. Digital HR: Percentage of respondents rating this trend “important” or “very

€ Fifty-six percent of surveyed companies are important”
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How to start with HR digital franstormatione

Rewriting the Rules for Digital HR

Establish a clear Mission & get Everyone on board
Adapt to the digital way of thinking

Upgrade Core Technology, not Overcomplicate ones
Implement digital infrastructure respected Experience

Prioritize ideas
Develop a multiyear HR technology strategy

Build a digital HR team
Rotate younger “Digital People” into the HR profession

Make innovation as HR core strategy
HR Digital Transformation is resulted from Innovation

Culture is important

Digital Innovation is key Benchmark of company culture.

Figure 2. Digital HR: Old rules vs. new rules

Old rules New rules

HR departments focus on process design and
harmonization to create standard HR practices

HR selects a cloud vendor and implements out-of-
the-box practices to create scale

HR technology teams focus on ERP implementation

and integrated analytics, with a focus on “ease of use”

HR centers of excellence focus on process design and
process excellence

HR programs are designed for scale and consistency
around the world

HR focuses on “self-service” as a way to scale services
and support

HR builds an employee “self-service portal” as a
technology platform that makes it easy to find
transactional needs and programs

“productivity at work”

HR departments focus on optimizing employee
productivity, engagement, teamwork, and career
growth

HR builds innovative, company-specific programs,
develops apps, and leverages the platform for scale

HR technology team moves beyond ERP to develop
digital capabilities and mobile apps with a focus on

HR centers of excellence leverage Al, chat, apps, and
other advanced technologies to scale and empower
employees

HR programs target employee segments, personae,
and specific groups, providing them with journey
maps relevant to their jobs and careers

HR focuses on “enablement” to help people get work
done in more effective and productive ways

HR builds an integrated “employee experience
platform” using digital apps, case management, Al,
and bots to support ongoing employee needs

Deloitte University Press | dupress.deloitte.com



Big Data is factor of successful HR
Digital Transformation, which has
become revolutionized biz sectors
from marketing to finance, Now it
is HR’s turn.

Wendy Murphy
Head Chief Human Resources Practice
RSR Partner
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e Commit to using data to make decisions
* Master the basic of analyzing data

e Collect good data on a continuous basis
e Start small and do it right

e Link HR data to biz outcomes

Most companies’ HR Big Data is still
at “I THINK"” stage




A Whole New World of Data-Driven HR

Digital Transtormation

Everything you Need to Know

Investor expect to get answer
through “HR Big Data”

when consulted fast growing company

Are we top heavy

Is our span of control and layers
appropriate?

Are we gaining economies of scale as

Talent Lifecycle

Learning &
Development

Are people taking
advantage of our

Org Structure

Are we top heavy?

* Is our span of control

and layers
appropriate?
* Are we gaining

economies of scales

as we grow?

offerings?

Are people
completing courses?
Do courses effect
performance?

Performance

How's revenue per
employee trending?
How are sales
employees performing
How quickly are sales
employees ramping?
How are we delivering
to our product
roadmap?

Engagement
How is engagement
at the company?

What factors drives

s _&

Retention
How's is our attritio
trending?

Are we keeping our
best people?

Why do we lose
people?

What's the cost of
turnover?

engagement? -
* How is our
employment brand on Rewards

o Glassdoor? * Are salaries

competitive?

Do our top performers

& high potentials have

sufficient holding

power to retain?

* How have actual
rewards compare to
target rewards?

Career Growth

Are we promoting
our employees?
Are we providing

lateral career

Employee Experience
How's our new hire
orientation experience?
How's our onboarding
experience?

Are we creating a culture of
volunteerism?

development?
HR Service Efficiency

How's HR expenses per FTE

trending?

Are we efficiently providing

employee benefits?

What's our facilities vacancy
rate?

we grow?

Part of the dashboard which is excerpted from the book “The CMO of People: Manage Employees Like
Customers With an Immersive Predictable Experience That Drives Productivity and Performance” by
David Creelman and Peter A. Navin.



Status of HR Big Data in China

HR sub-function is responsible
for HR data management.
HR decisions are more basec
on intuition, instead of
predictive analytics

Excelis still No. 1 tools for HR
reporting/analytics.

It seems that HR reporting is
not on the agenda of HR, les
than 20% responded monthly
reporting.

HR foresee high value of big
data & analytics, however,
only a few would like to
invest in big data & analytics
Challenges of applying HR
big data & analytics

Junhong Wang
Director, People Analytics and Big Data Center

HR is in the Age of Big Data
Figure 7 Summarvofthe challenges of applving HR big dara & analvtics«
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HR's Future is Big Data

Power of HR Big Data

Eiggest Obstacles to Achiaeving Baetter Use of Data, Matrics, anmnd Analysis

Imnaccurate, iINconsistent, or hardd -to-acocess data reguirimg oo moech manual manigeualatiomn

Lack of amalwywtic acurmenrn or skills amoaonog HR professionals

Lack of adeoguate imnmeestrmeaent im mnecessary HR Jtalent amnalyvtical swsterms

Lack of percesived wvalus of a data-drivemn culture; moaot a data-driven culture

Lack of swupopeaort or expeaectations by C-suite axaecutiwems

HRFE does mnaot kmnow Fow to talk about HR data bt relates it to business outcoaormeaes

Source: Harvarnd Business Reaeview, HR Joins the SAnalytics Rewoluticmn, 207, " ‘ I‘|,.|i"IE._I EH

.




Consideration of HR Big Data Strategy
IN WuXi AppTec

Make HR BIG DATA to Boost HR & Organization
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