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Rigorous research.
Reliable results.
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Six 3-hour sessions 

spread over 3 weeks

(two sessions per week)

Featuring:

• Alec Levenson, USC Marshall 

Center for Effective 

Organizations

• Maura Stevenson, CHRO, 

MedVet

• Paul Taffinder, CEO, Taffinder

Consulting

https://ceo.usc.edu/event/2022-

people-analytics-and-change-

masterclass/

https://ceo.usc.edu/event/2022-people-analytics-and-change-masterclass/
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Who in HR should lead transformation?
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HR, O D a nd  Pe o p le  Ana lytic s

HR function key strategic roles

• HR business partner (HRBP)

• Organizational development (OD)

• People analytics (PA)

HRBP

PAOD
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Effective transformation requires an 
integrated systems approach
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Ana lytic s vs. O D

Da ta  a nd 

log ic

Pe ople  a nd 

proc e ss

Ana lytic s c ompe te nc ie s vs. 

OD c ompe te nc ie s?

Le ft 

bra in

Rig ht 

bra in

ve rsus
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O D a nd  Ana lytic s p rinc ip le s

• OD principles: How to improve the organizational system in the interest of both the 
shareholders and the humans who work in it

• Central scientific focus: Behavioral science

• People analytics principles: How to improve efficiency and effectiveness of people 
“stuff” in the system (HR processes, talent management, etc.), including linking 
people data to business outcomes

• Central scientific focus: Data science / statistical analysis
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HRBP Ro le s: C la ssic  mo d e l
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HRBP Ro le s: A mo re  future -o rie nte d  mo d e l?
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Productivity 

Architect

Data & 
Analytics 
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Talent 
Practices &
Processes 
Enabler

Educator and 
Coach

Introduction to People Analytics: A Practical Guide to Data Driven HR – Nadeem Khan and Dave Millner
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Whe re  d o e s tra nsfo rma tio n le a d e rship  ha p p e n?
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Who  sho uld  b e  re sp o nsib le  fo r wha t?

• The HRBP role has become the place “where the buck stops”

• Everything of importance ends up on their plate

• Does this lead to them being a “jack of all trades and master of none”?

• OD is a “classic” skillset that is underinvested in most organizations

• CHROs: If our HRBPs are strong enough, is there a strong role still for OD?

• “Global” OD functions in very large orgs with only a handful of people

• People analytics is growing in importance and resources

• Challenges of integrating their work with the HRBPs

• Are the HRBPs closely aligned and integrated in working with PA?
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Sho uld  we  b e  inte g ra ting  a t the  ro le  le ve l?

• Rather than OD and PA being treated as standalone functions, should there be better 
integration at the role and task levels?

• Diagnostics (analytics) and change are best if they can be done seamlessly

• OD experts need to understand & incorporate elements of PA in their work, and vice versa

• Should we integrate principles of OD and PA directly into the HRBP role?

• This may look like it would increase the demands on HRBPs but only if they currently 
struggle to find time to do the strategic work

• Should provide the tools to spend more time working as strategic partners rather 
operations manager, employee mediator and emergency responder
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Analytics vs. OD processes
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Ana lytic s vs. O D p ro c e sse s

Analytics process

1. Ask the right question

2. Identify right methods to answer 

the questions

3. Locate or generate the data 

needed for answers

4. Analyze the data

5. Develop insights based on the 

analysis

6. Take action based on the insights

7. Measure results to determine if 

the action was effective
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Ana lytic s vs. O D p ro c e sse s

Analytics process OD process #1

1. Ask the right question 1. Initial diagnosis

2. Identify right methods to answer 

the questions
2. Data collection

3. Locate or generate the data 

needed for answers
3. Data feedback

4. Analyze the data 4. Planning strategy

5. Develop insights based on the 

analysis
5. Intervention

6. Take action based on the insights 6. Team building

7. Measure results to determine if 

the action was effective
7. Evaluation
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Ana lytic s vs. O D p ro c e sse s

Analytics process OD process #1 OD process #2

1. Ask the right question 1. Initial diagnosis 1. Organizational diagnosis

2. Identify right methods to answer 

the questions
2. Data collection

2. Identification of alternative 

strategies

3. Locate or generate the data 

needed for answers
3. Data feedback

3. Development of the change 

strategy

4. Analyze the data 4. Planning strategy
4. Implementation of the change 

strategy

5. Develop insights based on the 

analysis
5. Intervention 5. Measurement

6. Take action based on the insights 6. Team building 6. Evaluation

7. Measure results to determine if 

the action was effective
7. Evaluation 7. Feedback
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Ana lytic s vs. O D p ro c e sse s

Analytics process OD process #1 OD process #2

1. Ask the right question 1. Initial diagnosis 1. Organizational diagnosis

2. Identify right methods to answer 

the questions
2. Data collection

2. Identification of alternative 

strategies

3. Locate or generate the data 

needed for answers
3. Data feedback

3. Development of the change 

strategy

4. Analyze the data 4. Planning strategy
4. Implementation of the change 

strategy

5. Develop insights based on the 

analysis
5. Intervention 5. Measurement

6. Take action based on the insights 6. Team building 6. Evaluation

7. Measure results to determine if 

the action was effective
7. Evaluation 7. Feedback
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Putting it all together
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HRBP e nd -to -e nd  rig o ro us p ro c e ss: OD + Ana lytic s

• Identify strategic 
context for the 
issue

• Identify & engage 
key stakeholders 
early on

• Identify needed vs. 
feasible change 
options

• Identify likely 
causal factors 
(hypotheses to test)

• Identify right 
method to answer 
the questions

• Locate or generate 
the data needed

• Effectively analyze 
the data

• Develop insights 
based on the 
analysis (feedback)

• Take actions based 
on the insights, 
including:

• Planning strategy / 
develop the change 
strategy

• Intervention / 
implement the 
change strategy

• Team building

• Measure results to 
determine if action 
was effective

• Evaluate the 
measurements

• Feedback and 
sense making with 
stakeholders

• Adjust the actions 
or change path 
depending on the 
data & feedback

Org diagnosis Analysis Action Evaluation
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Ana lytic s ne e d s to  e mp lo y O D to o ls to  …

• Become a trusted business partner on par with high quality OD

• Master the science of interpersonal dynamics, not just individual competencies

• Engage senior leaders to address big picture challenges, not just incremental 
improvements in HR and business processes where ROI measurement is easier

• Learn how to help drive change

• Engage senior leaders in change processes from the beginning, before you can collect all 
the relevant data to do a thorough analysis

• Embrace ambiguity and incomplete data

• Deploy systems diagnostics using non-statistical techniques (logic models, etc.)

• Embrace the ambiguity of working on issues with missing or incomplete data – where 
you have to rely more on interviews and case study analysis
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O D ne e d s to  b e tte r inte g ra te  a na lytic s to  …

• Measure impact while changing

• Effective use of data increases stakeholder buy-in

• Make real-time, data-based adjustments to the change

• Prioritize alternatives

• Narrow down and prioritize the interventions with the biggest potential impact

• Add more data and statistics to increase storytelling effectiveness

• Data visualizations

• How meaningful are the outcomes: ROI, effect sizes, etc.
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… and HRBPs need to do a bit of 
everything to successfully lead 

transformation
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Re so urc e s

https://www.linkedin.com/pulse/analytics-
od-twins-separated-birth-alec-levenson/

“Analytics and OD: 
Twins Separated at Birth?

Chapter 1: Are OD and Analytics Twins 
Separated at Birth? Toward an 
Integrated Framework, by Alec 

Levenson, Maura Stevenson, Alexis Fink
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• Alec Levenson, USC Marshall 

Center for Effective 

Organizations

• Maura Stevenson, CHRO, 

MedVet

• Paul Taffinder, CEO, Taffinder
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