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As a leader in human resources, you understand how your field has evolved over time from personnel 
administration that operates in tandem with the payroll function into a strategic and comprehensive Human 
Capital Management (HCM) think tank. It’s your charge to take a proactive approach to all workforce issues 
from talent management, to institutional learning and development, to compliance. But that’s not all. Other 
executives increasingly rely on CHROs and their teams not only to analyze the people data, but also to 
provide strategy and guidance. The HR department has been growing by leaps and bounds in the last decade 
as technology and analytical capabilities have evolved to support the many business units that compose the 
office of the CHRO.  From talent acquisition to training, retention to payroll, there are various moving pieces 
that need to be connected, understood, and optimized

TOP 5 MOST 
IMPORTANT GOALS 
FOR TALENT 
MANAGEMENT:

1. Talent acquisition (64%)

2. Employee engagement (59%)

3. Talent retention (58%)

4. Goal alignment (55%)

5. Training (53%)
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4 WAYS ANALYTICS SUPPORTS  
HCM GOALS
HR leaders are often forced to make key decisions without analytics or hard evidence to back them up. But 
with the right analytics platform in place, HCM professionals can both ask and answer the right questions at 
the right time for a better understanding of talent and workforce in the organization. According to a report 
by the Harvard Business Review Analytic Services, “human resources leaders are confronting the challenges 
of shifting  workforce  demographics,  mobility,  and  the  need  for  complex  new  skill  sets  as  they  are  
searching for new methods to acquire, retain, and manage their most important resource—human capital.”    
Let’s take a closer look at what the right analytics platform can offer.
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No matter how quickly HCM evolves, attracting top talent continues to be a problem. Isaac 
Getz of ESCP Europe Business School says the need to attract top talent is not new, but what 
is new is the way companies are meeting these challenges in a world filled with volatility, 
uncertainty, complexity, and ambiguity ii. Understanding which recruiting sources yield the 
most effective performers and least turnovers is just one way the right analytic insights can 
help your organization stay competitive. You also need to be able to retain that talent, and 
predict the potential turnover. There are many contributing factors that add to this potential – 
is your organization poised to do this sort of prediction? 

Data gathered about potential employees job-seeking via social media presents another 
challenge to recruiting top talent. That analytic outputs from that data are typically  
messy, presenting a number of complex variables that are difficult to interpret. HCM  
professionals need a more effective system to gain actionable insights from social  
analytics to inform recruiting.

According to Harvard Business Review Analytic Services, talent managers say employee 
engagement and retention are some of their most important goals. However, with online tools 
that make finding jobs and reviewing workplaces easier than ever, transparency is increasingly 
important. And with younger, more mobile workers, along with a greater percentage of part-
time and contingent workers, it’s harder to gain a full understanding of your employees and 
the landscape in which they operate vs. performance metrics or total HCM investment. 
The reasons why some people love their jobs, some want to leave, and some are on the fence, 
are more complex than ever. The fact is, it takes a deep level of analytics to put your arms 
around the employee experience. While a seemingly elusive goal, with the right predictive 
capabilities, HR can model retention and talent development to maximize each hire.

Any organization needs to know how to identify its top performers. Even if you are able to 
do that, how well can you link individual or departmental performance with that of the 
entire organization? With so many potential data sources to pull from, wouldn’t it be great 
if you had a single analytic platform that allowed you to understand the productivity of the 
workforce? If any of these challenges seem familiar to you, you aren’t alone. Nearly 90% 
of HR professionals feel they lack the capability to quickly deliver workforce and talent insight 
from their HCM systems alone.² 

You know that in order to seize the opportunities that are within reach, you must lead a data-
driven department. Your current HCM systems collect a myriad of information, but getting to 
the point where you can deliver comprehensive digital insight to your leaders may seem like 
a distant dream. The difficulties are compounded by the fact that the data required to make 
an informed decision is spread across multiple systems, and multiple spreadsheets. This 
added confusion makes it difficult to analyze the links between corporate strategy and the 
requirement for talent.
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ATTRACTING TOP TALENT

UNDERSTANDING THE EMPLOYEE EXPERIENCE

CONNECTING PEOPLE PERFORMANCE WITH 
CORPORATE PERFORMANCE

BUILDING AN ANALYTICS DRIVEN 
HCM ORGANIZATION 
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CREATING VALUE FROM DATA
Organizational psychologist Adam Grant, from Wharton’s School of business says it is all about the data. 
Grant remarks, “We are leaving the age of experience and moving into the age of evidence. One of my 
big goals professionally is to get more leaders to stop acting on intuition and experience—and instead 
be data-driven.”iii   And though HR departments have long been seen as the softer, intuition-based side 
of business, the potential to make a major impact with robust analytics is not to be overlooked.

It is also crucial to be able to tap into data outside the four walls of the organization - data around 
employees, potential recruits, general population trends, education trends, Department of Labor data, 
just to name a few. Combining external data on larger population trends with internal data, can paint 
a more accurate picture of what is happening, and how the industry at large is shifting and impacting 
the business. 

Also key to creating value from data is the ease at which one can construct a narrative from that data. 
With modern data visualization techniques, the burden to do this has been lifted. Now, it’s easy to 
spot trends and patterns buried in data. Better yet, this can be done on the business side, without the 
need for IT. Imagine being able to take your corporate data, and blend it with your own personal files 
without skipping a beat. This is not an out of reach luxury anymore, thanks to the advancements in 
both data visualization and cloud technology. But rest assured – if you are not ready to take that leap 
into the cloud, Oracle Analytics Cloud can work with your on-premise applications, cloud applications, 
or a hybrid of both. 

According to Deloitte’s study, High-impact Talent Analytics: Building a World-Class HR Measurement 
and Analytics Function, only 14% of surveyed HR organizations use advanced or predictive analytics 
today — the other 86% are still focused on creating basic reports and dashboards of talent metrics. 
This means some questions are going unanswered (or even worse – unasked). Are you keeping your 
top talent? Are you paying too much in overtime? Not enough? Answers to these questions lend 
insight into the success of your company’s bottom line – the last thing you want is your super stars 
to head over to the competition. The right insights can flag when an employee might leave, and give 
you the opportunity to intervene. 
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THE NEXT STEPS IN YOUR HCM 
TRANSFORMATION
In addition to advanced data insights, one of the most exciting capabilities of HR analytics is 
the introduction of Machine Learning (ML). These are self-learning algorithms that go beyond 
predictive capabilities because there is no bias in the rules based programming to begin with. 
The potential for bias is more expressed in HR than in other areas of business, because the data 
itself is largely about people, perception, and behavior. Machine learning can help bypass any 
predispositions, and launch directly into the analytics analysis. This is a major advantage in a 
business that is so people-centric. Combined with leaders who can impart their own judgment 
and ask the right questions, ML will yield the most effective way to predict future events that can 
inform overall business strategies.

CHROs and HR executives are challenged with managing workforce trends, optimizing people 
performance, developing and retaining talent. Oracle Analytics Cloud is the robust analytics 
platform to create that unmatched people advantage every company needs. People are what makes 
companies successful, so ask yourself if you have the technology to know that your talent is happy, 
eager, and contributing to your organizational goals.

ANALYTICS FOR HCM

Connect all data from inside and outside the organization, on 
premises and in cloud.

Collaborate with business partners and share insight on talent to 
build the best organizational design for the business.

Blend data from multiple sources for deeper insight – e.g. predict 
top performers, future workforce trends.

Put more data into decisions by creating visualizations, adding 
your own metrics and sharing your story with colleagues.

Find the right people to develop and the future leaders to hire; 
measure workforce productivity, attrition; explore skills gaps and 
training needs; review headcount mix and diversity.

Go all cloud or blend on-prem HR data with cloud-generated 
recruiting and talent information.
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Start your analytics journey in the cloud.

START YOUR FREE TRIAL TODAY

https://cloud.oracle.com/tryit&intcmp=WP-AnalyticsCloud-HR&SC=WWMK161110P00076

