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Our purpose

Championing 

better work 

and working 

lives...

...by  improving practices 

in people and 

organisation 

development...

...for the benefit of 

individuals, businesses, 

economies and society.



Who we are

•The professional body for HR and people 
development

•Voice of a worldwide community of more than 
135,000 members

•Setting the benchmark for excellence in people and 
organisation development for more than 100 years

•Experts on the rapidly changing world of work

•Career partner of choice for our members

•Setting professional standards

•Driving the HR and L&D professions forward

•Independent and not for profit, with a highly 
respected Royal Charter.
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Our strategic priorities

5
Strengthening 

community and 

connections

6
Prioritising and 

growing our 

international 

presence 

1
Extending our 

impact and voice

2
Broadening our 

reach, relevance 

and value

3
Developing 

progression paths, 

career development 

and recognition 

4
Building 

relationships and 

support to 

organisations



Setting the agenda



2014-2015 research highlights

• Smart/agile working and links to productivity

• Conflict management

• Megatrends series

• Valuing Your Talent: phase 2

• Metrics: Asia and Middle East

• Trustworthy leadership

• Behavioural science

•Neuroscience and L&D; Performance & reward

• Changing HR operating Models

• Impact of technology on L&D capability

• Beyond the boundary (new HR partnering models)
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Initial

chaotic, ad 
hoc, 

individual 
heroics

Repeatable

documented, 
simple 

processes

Defined

Quality 
assured, 
owned, 

operational

Managed

Managed, 
standard 
metrics, 
strategic

Optimizing

process 
optimization/ 
improvement

Analytics maturity: where is your 
organisation?



Methodology

Case study interviews

•Semi-structured interviews 
of HR managers and 
directors working in 
Singapore, Hong Kong 
and Malaysia

•Explored:
•Context
•Approach to HR analytics
•Barriers and opportunities
•Future aspirations for HR 

analytics

•Participants: 13, including:
•Maybank
•Nestle
•KPMG
•Johnson & Johnson

Region-wide survey

•Online survey of 35 
questions exploring major 
themes:
•Technology
•Capability
•Aspirations
•Experience

•107 respondents



Findings

Findings clustered in to four broad themes

1. Linking HR strategy and HR analytics strategy

2. Use of data and analytics

3. Defining HR metrics: reporting HR data

4. Developing HR analytics capability



1.Linking HR strategy and HR 
analytics strategy

•Investment is coming for 
strategic priorities; 
business buy in is 
essential 

•Long-term vs short-term 
views. Analytics helps 
define a sustainable 
approach

•Analytics strategy and 
HR strategy are separate 
but complimentary

HR analytics is having a 
significant impact on our 
business performance (%)
n=107

‘For HR, we are the one who

supports the business. So we have

to support the business on the

strategy side, on their wishes, their

missions and their purposes.’ 

HR professional, PSF



Investment in HR analytics over the 
next 12 months



2. Use of data and analytics

•Specific focus on 
business issues

•Few organisations 
are leveraging 
multiple types of 
data for analytics 
(multidimensional 
data)

•Line managers are 
crucial enablers 
and users

•HR tech is a barrier 
to high quality 
analytics

Does your organisation analyse multi-
dimensional HR data? (%)



Case study 1: Maybank

•Impact of training: inadequate to measure using one 
type of data

•“Its suicidal for any Hr director to stand in front of the 
board and say, “I’m going to increase staff cost.” you 
need facts and figure… We need key indicators…”

•One indicator was being used to  illustrate training:

•“One key performance indicator, which is a favourite 
one for HR; number of days training, which if it is the 
only indicator in the balanced score card, becomes a 
behavioural and business risk’

•The business looked to use other measures alongside 
number of days training to show the reality of training –
which was important because of how training data is 
used to determine reward.



3. Defining HR metrics: reporting 
HR data
•Standardisations vs 

context specific 
measures.

•Common measures are 
vital for small 
organisations

•49.5% of organisations 
surveyed are creating 
regular reports of HR 
data including 
explanations; however 
only 8.4% write a 
dedicated human capital.

We have standardised 
definitions for all HR 
measures/metrics in our 
business (%)



Quotes: Defining and using HR 
metrics

‘We’re standardising, we’ve 
identified certain measures 
that have to be standardised 
regardless of how you 
operate across the globe. 
Things like financial goals 
and engagement 
scores…each market has 
different demands and 
different ways of doing 
business; we have to give 
them the flexibility otherwise 
they won’t be a profitable 
business.’ 

Harrison Yang, Experian

‘Our KPIs focus on tracking 
recruitment, developing our 
people and succession 
pipelines….and growing 
talent for different technical 
positions …The KPIs 
around these kinds of 
measures are pretty 
universal; however, the 
interpretation might be 
varied depending on where 
we are looking at it.’ 

HR professional, Oil and 
Gas



4. Developing HR analytics 
capability

•Delivering insights at 
speed and on 
demand

•Integration of HR 
systems with IT 
systems 

•A mix of qualitative 
and quantitative data 
is expected; 

•More narrative 
understanding of 
engagement, culture 
and wellbeing.

We use statistical tools to model 
HR data and predict future trends 
(%)

n=107



Quotes: future of HR analytics
‘Analytics is an enabler for 
two things: to make your 
decision more robust, more 
powerful, and to convince 
a lot of line managers who 
may not be as comfortable 
with a softer way of 
viewing people and the 
business. 

‘I don’t see analytics taking 
over HR… what I bring to 
the table, no data can do.’ 

Shubhro Mitra, AXA Asia

‘I hope in the future we will 
be able to just, at the press 
of a button, select some of 
the components of the data 
we want and filter them, and 
it can be generated at the 
click of a button within 
seconds.

‘I hope that from there as 
well, the team will then be 
able to list some insights 
around it, linking the external 
and internal factors.’ 

Monsy Siew, KPMG



Case study 2: Nestle
•Nestle Malaysia is at the beginning of its analytics 

journey:

•“The journey begins, in my mind, with two solid things 
in your hand. One, the technology and then secondly, 
the skill to be able to use that technology to get the 
results that you want.’

•Nestle also needed to recognise the need for the right 
mind-set and the right foundations for the first activity

•“To build the capability the first step is to build the 
correct foundation…. Ensure results are coming in from 
the first analytics activities which are having an impact 
on the business.

•The top tip? Build the right foundations including skills

•“…first get the foundations in place, to make sure that 
we know what we are doing….. Then upskill HR staff in 
analytics



Recommendations
1. Attract new analytics talent in to the profession

a. Finance, and marketing should be internal sources to leverage talent
b. Build networks of expertise
c. Promote “zig-zag” careers in and out of HR

2. Develop standards
a. Engage with the development of standards
b. Mix context-specific and broad-based standards
c. Benchmark

3. Champion better metrics and analytics internally
a. HR leaders should live and breathe HR analytics and insights 

Communication channels should be established, consistent and owned.
b. Focus on a small number of high-value initiatives

4. Develop analytics roles throughout the function
a. Analytics should be a core activity for all levels of professional
b. HRBPs play an enabling role in establishing buy in and landing 

insights
c. Create 2-way relationships



Conclusions

•HR analytic skills are in short supply

•Predictive capability is in line with global trends –still in 
its infancy and requiring significant investment

•Standardised measures are a foundation block for 
future analytics functions

•Business centred/relevant insights are of most value. 
Not inward looking HR data at the function level.

•Significant opportunity for the region to lead global 
trend for innovative analytics.



Thank you for 
listening

Any questions?
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