
Workforce Analytics for Impact

Overcoming challenges in building HR analytics functions and 
harnessing the true power of your workforce data.

NOCA People Analytics Day

June 13, 2024

Dana Minbaeva, Professor of Strategic Human Capital



Evidence-based management

https://nhca.dk/ 

https://nhca.dk/


Definitions 

• Workforce Analytcs (WA) involves 
quantitative and qualitative analyses of 
data or information concerning the 
individuals employed by an 
organization, their tasks, roles, 
relationships, and contributions to 
organizational outcomes. 

• It explores how individuals collectively 
engage in their work, the impact their 
work has on them, and their 
contributions to job, team, unit and 
organizational performance

Data-Information-Knowledge Hierarchy

Source: Nygaard and Minbaeva (2020)



ACAI
Phase 1: Ask the right questions

Phase 2: Collect the right data 

Phase 3: Conduct the right Analyses

Phase 3: Influence the right decisions



Push & Pull

Push factors

• Relevant proper knowledge, 
skills, abilities, and other 
characteristics (KSAOs)

• Data quality procedures and 
processes in place

• Ability to partner with the 
business. 

Pull factors

• Analytical Requests Derived 
From the Digitalization of 
Business Processes 

• Analytical and Data-Driven 
Culture
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Levels of WA Capabilities

Aspiring Established Advanced

Analytical 
Competencies:

Uses reporting tools via HCM 
interface, basic visualization 
skills. is an Excel superuser.

Enables trusted diagnostic 
reporting and delivers insights 
via dynamic BI tools.

Bespoke predictive analytics, 
produced with SPSS, Stata, R, 
Python, or similar software; open 
to experimentation with AI and 
ML. 

Data Quality and 
Processes:

At best, uses clean and reliable 
data, typically from just a single 
source (e.g., HCM system).

Uses data from multiple sources, 
which are organized and 
transformed within a single 
environment, e.g., DW/SQL.

Uses structured and 
unstructured data from across 
business functions, with high-
volume data processing tools.

Business 
Partnering 
Ability:

Delivers basic HR reporting 
leading to increased 
understanding.
Limited decision-making impact.

Offers advanced insights to 
leaders and HRBPs that may 
guide some operational and 
tactical decision-making.

Influences business planning or 
HR strategy. Offers tactical 
sparring and hypothesizing 
about foreseen HRM issues. 



Organizational Demand for WA

Low Medium High 

Analytical Requests 
Derived from the 
Digitalization of 
Business Processes: 

Reporting figures (e.g., head 
count trends, hires, promotions, 
and exits), internal comparisons.
Teams or functions review HR 
data

Linking HC KPIs to organizational 
priorities (e.g., time to hire).
Linking HC practices to costs 
using external benchmarks, 
insights into employee 
experiences.
Functions or BUs apply insights.

Knowledge about internal 
collaboration patterns and 
networks.
Linking the root causes of HC 
issues to business outcomes. 
Forecasting, simulating HC 
impacts of business scenarios.
BUs or enterprise adapt 
significant changes.

Analytical and Data-
Driven Culture

Limited implementation of data 
and analytics for decision-making.
Decisions based on personal 
experience rather than evidence.
Reactional decision-making 
processes.

Functional or BU decisions based 
on data and analytics.
Analytics focus on answering 
functional or unit challenges. 
Analytical and data-driven culture 
enacted by functional or BU 
leader.

Strategic business decisions 
encompass data from all facets 
of the organization.
AI and ML outputs highly 
influence strategic decision-
making and change management 
activities.
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Workforce Analytics

“DOING DIGITAL”
Digitization is about achieving 
operational excellence using 

the advances offered by 
digital technologies. 

“BEING DIGITAL”
Digitalization is about the creation of 

information-enriched customer           
solutions delivered as seamless, 

personalized customer experiences 

Automation

Augmentation
&



Automation vs augmentation
• AI-based automation is a choice driven by arguments regarding rationality and 

efficiency. 

• Augmentation, on the other hand, is a co-evolutionary process during which 

humans learn from machines and machines learn from humans

There are paradoxical tensions between augmentation and 

automation

Overemphasizing one of the two will have negative organizational 
and societal outcomes. 

With the arrival of digital technologies, focusing on individuals 
alone may be too limited. 

HR and technology
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Doing things 
better Doing things 

differently

Doing things to 
become 

successful Doing things to 
stay successful 

Doing things 
right Doing the right 

things
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Get in touch:
dana.minbaeva@kcl.ac.uk
www.nhca.dk
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