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Fuel your business success with Oracle’s powerful HCM Cloud Suite

Leveraging Oracle’s powerful suite of HCM cloud solutions — sourcing, recruiting,
onboarding, talent management, learning, compensation, and core HRIS will give you
an edge on the competition. Baker Tilly works seamlessly with Oracle to understand the
client’s business challenges, diagnose their current state, identify gaps, and map out
the best course to a transformed and modernized HR organization and workforce.
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The Human Capital Storm — Talent Scar-™"

April 2016

CC g out of the recession, the US hac
over 8% unemployment, now it’s around

0%, about 7.9 million people 5.4 million jObS

July 2014

A_6 million jg That’s about 1.

unemployed people
or every open job !
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The Human Capital Storm — What’s it Costing Us?

TALENT CONSTRAIN
creating many lost opportunities

hese unfillec UNABLE TO INNOVATE

EFFECTIVELY

jobs cost the USA
approximately $160 Billion |

GDP per year

ANCELED STRATEGIC
INITIATIVES
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We have the attention of the CEO

1.Human Capital

United Latin

1 Global States  Europe* Asia China India ASEAN  America

2. Innovation N=943  Challenges 2015 N=230 N=133 N=332 N=99 N=100 N=121 N=80
3. Customer Relatiohships Human capital HE B
Innovation 5 4 4

4. Operational Excellence Customer relationships P 3
2 2

Operational excellence

5. Sustainability

Sustainability

»
THE CONFERENCE BOARD @
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What is HR doing about it ?
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Reporting and Analytics have been around while...
Babylonian tablet 1800 BCE

© 2016 Baker Tilly Virchow Krause, LLP SOURCE: O. Neugebauer and A. Sachs, Mathematical cuneiform texts, American Oriental &
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... there were some ‘enhancements’ over about 4,000 years

Farm Census 1850
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Last 75ish years brought us integrated business analytics...

“Break down barriers
between departments.
People in research, design,
sales, and production must
work as a team, in order to
foresee problems of
production and usage that
may be encountered with
the product or service.”

“In God we trust,
all others bring data.”

W.E. Deming

Statistics and Quality Hero

© 2016 Baker Tilly Virchow Krause, LLP ?)
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Last 75ish years brought us integrated business analytics...

“Information responsibility,
then, begins correctly
identifying the information you
need to effectively carry out
your job and extends to
ensuring that the information
flows to people in other areas
who stand to benefit from it and
in a form in which those people

Peter Drucker will readily understand it.”

Business Management Guru

“What's
measured,
improves.”

© 2016 Baker Tilly Virchow Krause, LLP ?)
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Now, analytics are embedded in our lives...

Free Agents conng Leaders Progections

Free Agents
Goc )

Position: All | QB | RE | WR | TE | FLEX | D/ST | K Ruant Al
Avallability: 4 | Available | On walvars | Fres &

Watch List: Al | On watch Lizz | Not On wateh Lizz

Last Nome: | (Ssarch) [Clesr] Yeams Al E‘)

warver Order (2)

OVERVIEW  REWIS PROJECTIONS SCHEDULE  RAJNKS
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Jazh Erseman. TE Q8 A B eona sunlgg 12 233 146 - 42 389

Carson Palmar, Ari QB FA [+ 3 e Sun &;23 18| 214 134 33 2535

shitctiers 5008 FAGam Vinatieri = =4 24 AR

Shnatian Ponder, Min QB Inganapols Cote . - , " ' 0 . 4.0
5 5 ELIG: X ¥
Jay.Cutler Chi Q2 STATUS FA @ [~ - 3 1 y ! 0.8
Ryan Tanashill, Mia QB PRK: 18 AVG:7S
ROWN: 2.0 (42

Michaa! Crabtrea®. §F 'M'Q
Lhargarz OIST O/ST

. . oo

Jasen Hansen, FAK | Yds: 0/0/0, TO=: 0

surence Tynas, TBK | in the twilight of his career
| Vinatierl haz 3 chanca to team up
Shayne Grakam,. Cle K | mith Andrew Luck. but the hard
| truth is that the formerly heroic
Mishasl Tumar. FARE | kicker waz rarely 3 fant stud
even vhen Peyton Man s
Conner Barth®, TE X IR .{\ satting him up 'lu did have

S0
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We are literally swimming in data

Every 2
much in
from th

until 2003

If yc : "2 data
cree y onto

top of each other and reach the
moon, twice.

Over 90°
in the w
th
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The point of this little parable ?

What the heck
iIs water ?

e Sometimeswhat’s most vital
is all around us — but tricky
to see

hhysihdikzavater for the fish,

e data you are
ly swimmigg in
might be extremely vValt
—So, how’s the water?

© 2016 Baker Tilly Virchow Krause, LLP ?)
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The Evolution of Talent Analytlcs
From Descriptive to Predictive

What might be happening?
e —

=
i i i ? —;? ﬂ
Why is it happening? ‘o ~

: g o == « Predictive Analysis
What happened? &os 2 | #w” | Fas o e 1T+ Workforce Budgeting and Plann
— > . PR Big Data; recruiting benchmarks
) * Optimize & Model Org Structure

o (0 (TR =Ll + Monitor KPIs in real-time
- Rz « Intelligence in context
Ill.l ELEAE Ml . 0/l down to take action

Analysis
o Las o l.

B ‘Delivered dashboards&reports
PEIERC:ELTAN . nclude external data sources
Reporting « Configure your own Insights

Past: Transactional Present: Increasing Business Value Future: Strategic
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But, what if we
knew what was
coming before it
actually
happened?

© 2016 Baker Tilly Virchow Krause, LLP ?)
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Here’s when the ball hits you in the back of the head Q
Meet John, he’s a critical talent... s

Q1: John’s Retention Q2: John's Q3: You Find Out Q4: John’s
Issues Emerge Performance I John Goes to Replacement

Drops Competition

’ .
* Wouldn’t it be
Mean of responses from 410 corporate officers ,Th
t hE Smlm ga me |( “How much more does a high performer generate e

annually than an average performer?”

» Afjd ﬁijana thereis an 82%,... =
plzo fltys §ie) nwiII qmt in, |
néxtC?meEm '

Mark :
* Op, thﬁsﬁriﬁfmvﬁr Y mcreasgoaaadna(.nq;ey |
week off would reduce tH4t'td*$2%” Saratoga Institute, 2008

That's the power of talent analytics . . .

remaining staff
Lost know?edge

© 2016 Baker Tilly Virchow Krause, LLP
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How do organizations do this?
Use the “scientific method” - take a hypothesis from-the business'and test it

Scientific Method Google’s People Analytics Value Chain

Metrics

se fhe *heor’y Opinion Data Summarize and
1'0 I’\'\Clke a Explain the Data

Gut Feel, Anecdotal Observable, Repeatable,
D 5
redlc.hon Qualitative,

Quantitative l

experimen :
to test the - G— — Analytics
prediction

ConnectThe Dots
Find Relationships

’ ; =
© 2016 Baker Tilly Virchow Krause, LLP . . . >
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Example: Liberty Mutual Insurance

Theory and Prediction: Operated
under a belief system that sales
candidates with good grades who come
from highly ranked colleges will make
good performers.

Experiment: Performed a statistical
analysis of sales performance over the
first two years of a new employee and
correlated total performance and
retention rates against a variety of
demographic factors.

\"'/‘, be | \
“\ \ pl;iutlla P b"’ ‘

TV =
@G Lty Ve [Euss, LD Source: HR, Leadership, Technology, and Talent Management Predictions "

BAKER TILLY
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Example: Liberty Mutual Insurance

Observations:

 What DID predict sales performance:
* An accurate, grammatically correct resume
* Having completed some education from beginning to end
* Having successful sales experience in high priced items
* Demonstrated success in some prior job
e Ability to work under unstructured conditions

e What DID NOT matter:

*  Where the candidate went to school » )
«  What GPA they had The traditional belief was wrong.

e The quality of their references

Within 6 months of implementing a new
screening process revenues increased by $4mm

— =
© 2016 Baker Tilly Virchow Krause, LLP . . &
Baker Tilly refers to Baker Tilly Virchow Krause, LLP, an independently owned Source: HR, Leadership, Technology, and Talent Management
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Example: AMC Theatres

Theory and Prediction: Believed that
highly successful concession sales
associates are best measured by cash
register adeptness, and that high turnover
in this segment was unavoidable.

Experiment: Performed statistical
analysis to test which traits were the
best predictors of successful concession
workers, and which most influenced
retention.

. " =
© 2016 Baker Tilly Virchow Krause, LLP Source: Taking an Analytic Approach to Managing Talent, Eric Lesser, IBM, 2014 &
BAKER TILLY
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Example: AMC Theatres

Observations:

 What DID predict successful concession
workers (Higher sales, better retention)
e Traits such as
* Social Sophistication

* Initiative
* Integrity
« What DID NOT matter: The traditional belief was wrong.
e (Cash register adeptness
. Age * Factored findings into screening of new hires and on-

going training.
» Reduced turnover by 50% (10,000s PT workers)

* Increased bottom line margin by 1.5% (razor thin
business)

e Education level

© 2016 Baker Tilly Virchow Krause, LLP
Baker Tilly refers to Baker Tilly Virchow Krause, LLP, an independently owned
and managed member of Baker Tilly International.
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Another HR example?
Dilbert does predictive analytics too...

© 2016 Baker Tilly Virchow Krause, LLP ?)
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So what commonly gets measured...

ament

Types of data insights considered critical for helping C-level

Rate

executives make decisions
(% respondents)

zzoop

al Participation Rate

Distribution
Pay Differential
jent Pay Prevalence

Future (eg, predictive)
Trends (eg, sales)

Tr .
u enario (eg, performance)

M Cross-functional (eg, flowchart) 1 by Pafomance Ralig
.n. Current status (eg, quality)

Historical (eg, energy use)

Qualitative (eg customer experience)

Real time (eg, customer interactions)

Source: Economist Intelligence Unit survey, August 2012.

© 2016 Baker Till o
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So, how do we for,muvlate forward IOoking_jns_ights?_

(%

i35 n Y
/ .!’;’ S

g
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Gap starts with these questions . ..

Turnover and Retention
1. What is our voluntary turnover rate among individuals in critical roles? What are the associated costs to the business?
2. What percentage of our high performers are at high risk for departure?

3. What is our voluntary turnover rate among top performers? What are the associated costs to the business?

Talent Infrastructure

4. What is the depth and quality of the successor pool for key positions?

5. What percentage of our workforce moves internally each year between lines of faucia o
Workforce Demographics and Diversity 13. Is the ROI on Human Capital higher than the ROI on working capital,
6. What percentage of our workforce is promoted annually? How does this compg| 1 What percentage of our workforce will retire in the next year or next five invested capital or plant and equipment?
years? 14. In the last five years, has workforce productivity increased, decreased
7. Which lines of business or managers are the best developers of talent as measy| 2 What s the average age in our organization? In the last five years has of remained fhe same? What is our relaive performance against

it increas

3. What is th| 54 \hat percentage of our workforce moves internally each year between
itincreasd| * ines of

Workforce Turnover and Mobility ‘

Workforce Planning ‘ |

38. Are we over-staffed?

Workforce Productivity

4. What is o| 25. What is oyf| *
vears has || 26 What perc
5. What is of compare 3 -
- .. . R back-offid| 27. What is thd| __
9. In the last five years, has workforce productivity increased, decreased, or remaif remained ||  across den
6. What per 28. Which line
10. Are we under-staffed in areas, where if we added people, we would increase ou oy womer|l jf:;‘f:: E
7. What per from termil| S
or minorit]

| Workforce compensation and Benefits ‘

8. How differently do we pay our top contributors from our average contributors?

30. Which linej

Diversity & How manf| s messur

ourorganl| 3 which line;
. - - - . . I
11. How diverse is our managerial population? How does it vary across our lines of || werktorceprgl _ ="'
L . . . . . . . . 9. What is ot are the as| &
12. Is the recruiting pipeline appropriately diverse to ensure diversity in hires and th How does 33 what is ouf| _
10. How does| are the as
13. Is our successor pool sufficiently diverse? of ourdird) 54 what = o
1. How man; N

invested if| 35. What s ouf
positions?

Employee Engagement 12 What perql 2o o e retd

in compe: our best c«

37. What is o | 68

14. What percentage of our employees are fully engaged and are “doing their best Worrat| * /1224
of business? 5

f all HR employees have work experience in a line

sfaction with HR's transactional

isfaction with HR's consultative (value

15. What percentage of our employees would say they are commmitted to the organization? Why are they corm|

© 2016 Baker Tilly Virchow Krause, LLP
Baker Tilly refers to Baker Tilly Virchow Krause, LLP, an independently owned
and managed member of Baker Tilly International.
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SOURCE: CLC “The Analytics Era: Transforming HR’s Impact on the Business, 2015




Where:are youon the, Analytics MtuntyModel'-’ T e b

o Advanced—proficient at predictive g ;
y talent analytics to understand the - P >
future. Multiple sources of internal )

and external data

5 Integrated—proficient at talent N

y analytics using multiple data < =
' sources across business functions '

:

!

' - “4 e
' S — Getting started—proficient at talent / L (— I
S " analytics of single-source data. —y— ="
4 ' Some dashboards _’J -

Insightful HR: Integrating Quality : 4 \'Q S

o e P gon
' Data for Better Talent Decisions C )
1 In partnership with . 5 /
S —— . ; Foundational—proficient at basic

ORACLE
compliance reporting

Where are your competiia's?

=
BAKER TILLY
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For those doing it well, it really pays off . . .

Mature analytics organizations are:

2x more likely to improve their recruiting efforts

2x more likely to improve their leadership pipelines

3x more likely to realize cost
reductions/efficiency gains

2.5x more likely to improve talent mobility -
moving the right people into the right jobs

Data driven organizations are
6% more productive and 5% more profitable

© 2016 Baker Tilly Virchow Krause, LLP Source: Bersin, 2013; Davenport et al., 2012 y
Baker Tilly refers to Baker Tilly Virchow Krause, LLP, an independently owned BAKER TILLY
and managed member of Baker Tilly International.



Implications for HR

5> o "™\ - First time this element has
& apabi y appeared in their study

Executives in the study

e Crecible Sennolog indicated this is the
competency that will have

the greatest impact on the

J business, yet that their HR

IS partners are currently least

effective at demonstrating >

And, | would add... a proponent of analytics and the skills needed to provide
organizations with consumable information for fact-based decision making.

— =
© 2016 Baker Tilly Virchow Krause, LLP rce: The State of the HR Profession 2011, RBL Gr &
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and managed member of Baker Tilly International.



At a high level, these capabilities form a sound
foundation for analytics

L i
Opportunities Trust
Build a culture of innovation Data Establish trust among consumers
and experimentation. usage to enable broad use of their data.
Platform Organization
Leverglgt-:_ flexible, scalable, Data Develop capabilities to implement
and efficient data systems. engine and leverage relevant data applications.
i B —
\ Participation Relationships
‘ Identify strategic partners that can Data Create an open culture to support
help unlock new economic opportunities. ecosystem partnering and the sharing of data.

. =
Ovia ELey Ul Uiy b, 2 Source: The Boston Consulting Group, Enabling Big Data, 2014 &

Baker Tilly refers to Baker Tilly Virchow Krause, LLP, an independently owned
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What'’s holding HR back ? Time to move
forward?

86%

Percent of PwC Saratoga
Difficulty in demonstrating | members who reported that
28% return on investment (ROI) | ereating or maturing their

Lack of skills/resources/
experience to perform
required analytical activitie

' arragement
tends to regard evidence-
based HR as a fad

Other

(please specify) in evidence-based HR people analyties function is a
Lack of HA strategic priority over the next
management . . .
capacity Silos wuth.m A 1-3 years
the organization

Lack ot Source: PWC/Saratoga Trends in People Analytics (2015)

financial

resources

Source: Evidence Based HR: The bridge between your people and delivering business strategy, 2015

© 2016 Baker Tilly Virchow Krause, LLP =
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The next step...HR Data Scientists...

* HR is increasingly seeking individuals with advanced degrees and
experience working with statistical tools and models to improve the
impact of talent data.

* Who are they? Statisticians, business intelligence, I/O psychologists,
econometricians, consumer marketing and even musicians and artists

— What SKIIIS are require?

v Persuasive: Aware of the importance of visualization of data analysis in order to lead the viewer to the required
decisions. Able to tell a story with data using facts, opinion, anecdote and metaphor. Makes the analysis come
to life.

¥ Questioning: Able to frame hypotheses with business leaders. Doesn’t need to be a data scientist, but will want
access to someone with those skills.

v Systems Thinker: Capable of understanding how people drive value in the organization and can distinguish cause
from effect, as well as able to interpret the downstream consequences of past, present and future interventions.

v Creativity: Ability to look at a problem in a variety of ways — including visualization. Understanding that answers
exist outside of basic metrics. Being able to identify hidden internal/external variables impacting people and the
organization. Asking questions outside the normal realm.

@G Lty Ve [Euss, LD SOURCES: “The Analytics Era: Transforming HR’s Impact on the Business”, CLC (2015)
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The next generation of HR is here...

Job Scope
The value Google places on our employees knows no bounds. We This role will have responsibility for building and managing a global HR
revolutionized search, and now we're redefining human reporting service and tools, leading the detailed statistical analysis of our

resources in the way we work closely with our management Human Capital to identify actionable insights, and building predictive

teams to attract, hire, develop and reward talented people. ™ models. The insight from this analysis will be used to drive HR
Google’s HR team - which we call People Operations - is focused investments and talent management decisions, and assess HR program
on bringing this discipline to the next level. The people who work ¢ effectiveness. The position will create and statistically analyze large data
with us have a wide variety of talents and experience, including = —7 sets of internal and external data and communicate the results across the
HR, program management, marketing, team management and v organization in a way that informs and drives the organization to action.

analytical skills. Our common trait is that we share a commitment

to preserving Google’s uncommon culture as we continue to grow
worldwide.

Duties & Responsabilities

Deliver reporting solutions - Provide expert level consulting and

management of expert level consultants to identify and support HR and
business reporting and data needs, initiate and prioritize reporting tool
enhancement, and prepare report and reporting solution specifications.
o Build partnerships with development teams - work closely with internal

As an analyst on the People Analytics team, you will use data, research and
improve existing Career Development, Learning and Talent Management P
with internal clients to design and execute talent-related experiments, laun

improve People Operations processes and solve HR- related challenges creg "We are looking fo technology teams and vendors to deliver tools and system solutions, provide monthly review and assessment
oriented. conscientious (alwavs fnllows_thmua.h_on_mmmumen.tsl_an.ajvnr aets excited ahout using data insights to drive HR of the business solution performance and adoption
Responsibilities: mployee related | ¢ Responsible for the design and implementation of self-services reporting tools and data management that

the company’s in o . N o . . . B
In this new and challenging role as HR Analytics Analyst you'll support fur role will be to reflects the complexity of multiple separate and unique networks, inconsistent business unit platforms, and

evidenced-based decision making on Human Capital. Together with and analyze HR d the complexity of g|0ba! company )
your colleagues you’ll provide strategic and analytical input to senior and other busing Responsible for the design and maintenance of HR analytics
management and HR. You'll ad quantitative perspective to discussions Provide leadership in the identification and description of reporting required to make HR investment and

on new and existing HR processes and procedures. talent management decisions and recommendations regarding the creation of analytical reports to achieve
Shel I The HR Analytics Team’s mission is to identify people related c team which req client, program, and business objectives for resource optimization.
opportunities and risks by combined analysis of HR data and business {ligence function ¢ o« Summarize written findings, publicize results, and participate and share with senior leadership as
data. The team works seamlessly across the organisation and the culture within the team is results driven, reform- ?trfi)tri]otr?e complete appropriate.
minded, highly supportive and has high standards on data privacy. bil HR and Recruit  ® Lead the interpretation of human data in order to identify significant differences, relationships, and trends in
As a front runner in HR Analytics, we are cooperating with universities, applying the latest scientific findings to Shell. {erformance mana data, as well as factors that could affect the results of research. Report results of statistical analyses in the
g future talent n form of graphs, charts, and tables.

analysis: forecasti
all internal emplg
team, HR Busine

Further responsibilities:

Develop predictive models for attrition, high performance, and recruiting demand
Develop, own and optimize existing HR reports (e.g. HR Scorecard, HR Functional Dashboard, etc.) to drive

. Exelcut.e advelltl?lced Iand ||)re_dic§ivi a_nalytlicg; e(.jg. !'ggl'e':s.sion ; bns to understand meaningful business results

;r;ag?;ilzgnrglua[;:;;«;sana ysis, factor analysis, decision tree an :ﬁﬁ?iicgﬁ?ﬁ :ﬁ  Manipulate and analyze large datasets using analytic features of multiple tools
« Identify statistical analysis techniques required to deliver HR o Identify statistical analysis techniques required to deliver insights.

insights hing on use and it ¢ Advance the use of complex analytical techniques and statistical thinking across Human Resources
e Deliver high quality analysis, reporting and presentations analysts » Serve as an active participant on cross-functional project teams and provide guidance and training to teams
* E°'S'.an'f;;;aet: with subject matter experts across HR and the in asking appropriate questions, interpreting data, and translating into action.
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« Comprehend scientific publications and translate them into Shell  Develop and maintain appropriate benchmarks with other organizations.

context elligence, data mining or OD WOrK at a leadersnip 1evel

ting, Finance, Economics, Business, I/O Psychology or related field. Ph.D. degree

Develop material for and train HR professionals in evidence based
HR

in the field: publications, public speaking, research
and influencing skills

s, mastery of business intelligence or related discipline
h-growth, performance focused environments a plus

Requirements:

* Master’s Degree in a mathematical field such as Statistics, Econometrics, Operations Research or Applied sly and lead large scale projects in fast paced matrix organizations
Mathematics. tation skills: ability to distill and present actionable information from complex
© 2 * Experience with analyzing large amounts of data and consulting clients . o .
Bak e Experience with formulating hypotheses, interpreting and communicating results nce in §tat|st|cal analys@ software (e.g., SPSS, Excgl) - -
* Experience with executing advanced and predictive analytics i-experimental and applied research design, including multivariate statistical
e Experience with HR data analysis is an advantage but not a requirement
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Stop using analytics to
"prove the worth of
HR” =

10=1(
0

00 »

Remember: Test a "J
hypothesis from the
business | .
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n’t w perfect’ to

e the emy otw"”

“If it’s worth doing,
|t’s worth doing bad

| -G. K. Chesterton \ r
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Technology can only take us so far. ..

Interrogate Estabhsh

results for full programs to “CO W\]OuteVS are MS@(@SS.
understanding address root

s = They can only give you
answers.”’

-Pablo Picasso

Refresh the data What to do with Decide whether

on an ongomng results from a ndindualized ce A t ’ ’ t I/\
outreach is ction | S e

basts predictive model? appropriate .
foundational key
to all success.”

Integrate

results into Communicate to -Pablo Picasso
existing stakeholders
technologies
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 Analytics are not necessarily a new concept, but technology and data abu;%fﬁef
have brought it to the fore as an insightful tooI 3

* Analytics allow HR to get in front of trends and add tremendous vaIue don’t try to
prove the worth of HR — focus on strategic organizational issues

power the right people to work on these
let the perfect be the enemy of the good”

e HR Mustiacqu —

initiatives, and remember:

a“
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Please feel free to continue the conversation
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Jeffrey A. Haynes
Director — Human Capital Services

1 Jeffrey.Haynes @bakertilly.com
L www.linkedin.com/in/jeffreyahaynes
w @CompWonk
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