Trends in workforce analysis and modeling

When change is constant, constantly change

Most businesses are not ready to respond to the new future of work.

0

1in 5ceos

believe they have a sufficient
strateqy to address this.®

: 'Areat of

automation

. Transformation on this scale demands an
/ [ HR function that'’s fit for the digital age.

) ey 3in 5ceos

‘3(;}@ agree and are looking to
transform their HR.!

of HR executives aren’t

o sure they have the right Digital
70 people to execute on disruption

business strategy.’

New war
for talent

of CEOs are concerned that
7 7 % key skills shortages could impair
their company's growth.?
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The exec disconnect

When disruption delivers disorder as it inevitably will,
executive collaboration is crucial to steer the business to succeed.

And because collaboration is crucial, then so is the data that enables it.
It's shocking that so few leaders use HR data to inform decision-making.

of business leaders have

o changed a decision in
° the past year as a result

of HR data.®

CEOs believe there is
significant opportunity to use
their human capital strategy
to better explain performance to
investors.”

42.

of finance professionals
state that they have access
to people data.’

>60 -

of variable cost is
human capital.’

18

of employees have managers
who understand what they do.’

W r
of HR execs say they are or
have reorganized in the past

three years.”

of HR execs expect
more change to come.®

Collaboration is needed

Design for disruption

HR and Finance leaders need a new way to work together to manage the organization.

They need to plan for what might happen, so that when it does, they're ready for it.

What high-performing organizations do:

70.

use analytics for 5 'I
strateqgic workforce %
planning.® say the CFO is
“heavily involved”
in identifying

Half or more I_-_-_I__-‘ and tracking
of CFO and CHRO C HR metrics

time is spent
10
L]
mym
84

collaborating.®
viewed people |
analytics as

important or very J-
important.’” &

Get ahead with workforce analytics 79
It sure beats playing catch up. Workforce analytics gives of organizations ';erct e
you a head start, and you’re not alone on the journey. increase talent analytics.®
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50. 70.

of CEOs say they're are in the midst of major

using data analytics projects to analyze and

to find and keep the integrate data into their
right people.® decision-making."
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Fail to plan? Plan to fail

Build a capability in organizational planning and analysis (OP&A), akin to FP&A in Finance.
Give strategic direction on the workforce and overall health of the organization.

Day-to-day and backward-looking Forward-looking
Finance operations Financial planning and analysis
;LU * Produces guarterly statements * Budgeting and forecasting financial performance
% * Performs regulatory due diligence * Evaluates new projects and investment opportunities
g » Maintains accounting » Optimizes financing structure (e.q. debt and equity)
LL » Conducts internal audits and reviews « Analyzes financial and operational performance
HR operations Organizational planning and analysis

) * Workforce visualization and analysis
+* HR operations

* Scenario modeling and comparative analysis

* Compensation and benefits
» Activity-based costing and management

* Employee onboarding

HR

» Organization design

* Diversity and inclusion
* Future talent planning, e.g. succession planning

(1 o m—_—
i ’ T
e T ——
Fi= = N _I_,l'r ! = J
L —— e 0 r'-L-_.— -
- b d
e o, 4 | S - -III
- o - - —
¥ i e -
= e Y0 S
o - = . T——
=]

_, = of Finance’s budget .
e is used for FP&A." —

Invest for the future

OP&A enables faster, more effective response to disruption. As FP&A typically absorbs
25% of total departmental budget in Finance, can OP&A aspire to the same in HR?

Start the conversation — share this with your Finance or HR colleagues

People l—l Roles ——  Competencies — Activities —| Business objectives

What if HR and Finance could analyse and model the workforce

so the business knows who's doing what work and at what cost and impact?

www.orgvue.com
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