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‘ Let me introduce myself

#%s #HRTechTank

Program Director, Recruitment Process Outsourcing. Business
Development & Technology Partnerships at IBS Group

Partner at Talent Equity Ventures, a VC firm focused on HR and
Education technology startups;

Managing partner at HRTechTank, an investment boutique and a
international series of Demo Day events for HR tech startups;

Founding board member at TalentTechLabs, an Incubator for early stage
HR tech startups in New York.




E ‘ What will | be talkingabout today

1. What's is happeningin the world of HR tech?
2. Why doyou need to get the basics right?

3. How notto hit a wall?




E ‘ Evolution of HR tech
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‘ Evolution of HR tech
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‘ Evolution of HR tech
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E | From major platforms to point solutions

Human Capital Management Systems / HRIS

Talent Acquisition Learning and Development

Over 100 software tools in each category...
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1BS ‘ Devolution of monolithic HR-platforms. We vote for HR Tech Stack

Process automation
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DataSift’s HR Technology Stack

- Onboarding : TalentWise

- Total Rewards (Recognition) : PayScale
- Compensation Management : PayScale
* Recruiting : Jobvite

- HR Analytics : BambooHR

- Time/Attendance : BambooHR

- Payroll : ADP

- Performance : Small Improvements

- Learning Management

- HRIS : BambooHR

- Benefits Management : PlanSource
- Succession Management

- Wellness Management

- Engagement : FlightPath / MoodApp
- Collaboration : Facebook / Slack

- Assessment

Total of 9 HR tech systemsin a 112 ppl company
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‘ Master-Data Management
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= ‘ Employee Profile
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‘ People and organizational data Grade/Hierarchy
Performance objectives

Performance history

Time span

Span of control

Requirements

Incumbent rotation

» Bio data Ir
= Family status Attrition '
= Skills/fCompetencies Internal promotions
= Cognitive capability Peer relationships
= Career potential Employee Matrix relationships
=  Motivation
= Social profile ‘
= Trackrecord o » Geography
=  Network Organization = Size
= Engagement = Maturity
= Compensation ® = Hierarchy depth
- = Culture
» Performance
= Turnover
= Diversity
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E ‘ HR-Analytics Maturity Pyramid

How do I need to change my organization
in order to cope with the existing talent shortage?

Which profiles bring me better performance

Transformational Analytics and where do I find this talent?

Predictive Pl

’/

What is my best source of candidates?

Did we reduce first-year attrition?

Transactional Analytics
Descriptive




IBS

Evolving from tracking to analytics

Analytics
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Why?
Bizz impact?
What if?

Benchmarks

Metrics/Ratios

© copyright iNostix, 2013 ’

Degree of ‘HR Intelligence’
@ (*) Investing in People: Financial Impact of Human Resource Initiatives, by Wayne Cascio & John Boudreau, Dec 8, 2010, FT Press.
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E ‘ Workforce/Talent Management Cycle \Will Be Data-Driven

= Building and adjustingsales plans
= Reviewing performance
= Monitoring and benchmarking performance

= Recommending potential evaluation criteria
= Building and monitoring career tracks

= Monitoring attrition among HiPo

= Predicting regretted leaves

= Monitoring leadership successiongaps
= Adjusting success profile

= Building and reviewing headcount plans

= Budgeting and forecasting HR/payroll expenses
= Adopting appropriate talent models

= |nitiating HR-process improvements
= Optimizing HR/payroll expenses

Succession
Planning

Workforce
Planning

/ SuccessProfile \

!

= Setting and reviewing sourcing strategies

= Assigning sourcing budgets

= Developing HR brand/awareness programs
= Assessing sourcing effectiveness

= Optimizing sourcing expenses

= Monitoring candidate pipeline

= Designing and implementing training programs
= Selecting vendors and controllingbudgets

= Assessing training and vendor effectiveness
= Optimizing training budgets

= Adjusting success profile

Training and
Development

Omni-channel
sourcing

Retention
Management

Pre-Hire

Assocsment | ° Defining competency model, tools and budgets

= Recommending optimal success profile

= Monitoring recruitment metrics

= Evaluating effectiveness of assessment tools
= Adjusting success profile

= Monitoring and benchmarking attrition
= Recommending pay raise budgets

= |[dentifying demographic attrition risks
o |nitiating systemic improvements to HR processes
= Adjusting success profile

On-boarding

= Designing and implementing on-boarding programs
= Assigning on-boarding budgets

= Assessing effectiveness of on-boarding programs

= Optimizing on-boarding budgets

= Adjusting success profile

18




ase: Flight Risk Prediction
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1BS ‘ Prediction of Flight Risk

Problem

Undesired turnover

How we can address it

Assess an individual’s risk of leaving the company ahead of time

Data used

Employment data, transactional data, demographics

Project outcomes

Flight risk likelihood indicator for each employee =2 opportunity to
retain key employees or plan hiring needs

Financial effect

90-200% of annual compensation per employee to replace vs. 20-
35% to retain

Possible next steps

Make regular flight risk analysis a part of the standard business
process




‘ Example: Flight Risk Indicators fora major IT company

e Business Unit Size *  # of Subordinates his/her manager has

*  Employee Tenure *  Number of training days over the last 12

*  Monthly income (normalized) months

«  Length of vacation during the last 12 months *  SalaryIncrease over the last 12 months

«  Amount of page views on internal e Other people leaving the same BU
communication portal * Length of business trips during the last6

¢ Age months

* Managers’ Years of Managerial Experience

Over 200 characteristics analyzed, 20 of them make of 95% of model validity 21



| Hypothesis example

Questions

Do managers with higher individual

Manager performance retain people better?

Does a difference in seniority have an
impact on employee's retention?

If an employee received a high
Performance  narformance rating, but low talent review,
and Potential does it have an impact on his/her
retention?

Do out-of-cycle salary increases influence

retention?

Comp &

Rewards Do project recognition awards influence
retention?

Hypotheses

The higher the manager's performance rating, the less likely
is the employee to leave

The bigger the difference between grades of the manager
and employee, the more likely is the employee to leave

Employees that received a high performance rating but a low
talent review placement are more likely to leave

Employees that receive an out-of-cycle salary increase are
less likely to leave

Employees that receive more project recognition awards
compared to others with the same performance rating are
less likely to leave



‘ Hewlett Packard

* Developed a predictive model based on internal data on more than 330 000
employees

* Discovered that in HP internal promotions did not always lead to higher
motivation and engagement

* |Improved retention by decreasing the amount of infernal promotions and
transfers for certain employee groups

* According to the data published by the company, this project helped to save over
S300M in replacement costs

23

Wctounuk: http://analytics-magazine.org/predictive-analytics-the-privacy-pickle-hewlett-packards-prediction-of-employee-behavior/




Case: success profile




‘ Candidate Success Profile

Problem

High turnover among new hires during their first year

How we can address it

Develop a candidate success profile based on current employee
information

Data used

Biographical information, SHL scores, employment & performance
data, social data?

Project outcomes

Introduction of selection criteria that maximize likelihood of
success and tenure in the job

Financial effect

Cutting replacement costs and lowering recruiting volumes

Possible next steps

Regular reviews of the success profile made a part of the business
process (best achieved through master data management)




Success Profile
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Questions?
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