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Workforce  Analytics and Planning Maturity Model
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1. Ad-hoc Reporting Extension
Workforce analytics is an extension manually 
intensive HR measurement and provide 
descriptive information to the line. 

2. Stand Alone Analytics
Workforce analytics is distinguished from 
reporting and  measurement allowing HR to 
prioritize specific areas for descriptive analysis   

3. Cause and Effect Analytics
HR investigates the causes of talent 
phenomena to inform HR activities

4. Business-Led Analytics
Workforce analytics integrates with workforce 
planning to identify prioritized talent areas most 
important to the business by engaging with key 
stakeholders to identify  workforce needs of the 
future

5. Actionable Analytics
Workforce analytics and planning utilizes a 
variety of techniques to inform business 
decisions and provides actionable guidance

B
us

in
es

s 
O

ut
co

m
es

H
R

 S
op

hi
st

ic
at

io
n

B
us

in
es

s 
A

lig
nm

en
t

W
or

kf
or

ce
 A

na
ly

tic
s

W
or

kf
or

ce
 P

la
nn

in
g

Adapted from CEB’s Talent Analytics Maturity Model



Roles & Permissions

Controls & Data Quality

Systems & Access

Data Flows & Approvals
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Technology 
& System 
Portfolio

System 
Integration 

& 
Architecture

Data 
Extraction & 
Integration

Data 
Transformation 
& Visualization Standard 

Reporting

Client Portal
Advanced 
Reporting

Advanced 
Analytics

Predictive 
Analytics

Technology Strategy Data Strategy

Information and Process Flow

Target Operating Model

Line of Business
Senior Leader
Chief of Staff
Analysts
Reporters

HR
CHRO
HRLT
HRBP
HRBMOs
COEs
Analytics
Operations

Finance
CFO
Controllers
CFP&A
BFO
Planners
Analysts
Reporters
Corporate Strategy

Internal (Other)
Board
Compliance
Audits
Legal

External
Surveys
OFCCP
Benchmarking
RFPs

Requests

Fulfillment

Self Service

Stakeholders

Change Management & Communications

Continuous Improvement, Automation, & Feedback Loop
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Effecting Business Outcomes 
Through Workforce Optimization

Expressing The Business Value Of 
HR Practices And Programs

Improving The Employee Experience

Understanding The Work Environment 
Surrounding Our People

WorkplaceWorkforce

PeoplePractices

Enterprise Workforce 
Analytics and Planning

Areas of Focus



Answers: What do we want to happen? What will happen?

• Predictive Modeling
• Building and Evolving Models such as the employee movement model
• Scenario Planning as a service
• Planning and Forecasting: as practices across various subject matters: 

• Talent, Workforce, Resource, HR Programs, HR Strategy

Future Based 
Modeling

Areas of Expertise 
Answers: Where is this happening? Why is this happening?

• LOB Liaison and Trusted Partner
• Transforming Information into a Story
• Story Telling
• Performing Basic and Advanced Analytics
• Packaging Products and Information in a Standardized but Useful Way

Analytical 
Consulting

Answers What is happening? What has happened? 

• Designing User Interfaces
• Standardizing Terminology, Definitions, and Calculations
• Developing and BAU Distribution of Products Such as: Scorecards, Dashboards, Source System Reports
• Calculating Metrics
• Transforming Data Into Information

Information 
Distribution

Answers: How are we going to get this done?  

• Process and Data Integration
• Data Governance
• Tool Development and BAU Sustainment
• Data ETL
• Systems and Apps Strategy
• Product Development 

Insight
Enablement
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Value-Add Maturity Model

Infrastructure

Workforce Planning and Analytics 

Intelligence

Capacity

Engagement

Delivery

Analytics and Planning Platform

Governance
Talent 

Report
Consult
Change 

Relations  
Patterns
Principles

Report
Insights
Model

Self Service
Ad-Hoc
Multi-Channel

Mandate

Stakeholder

Application

Sentiment

Retro Reporting
Workforce Questions
Business Problems

HR to HR
HR to Enterprise
Market to Enterprise to HR

Recite 
Storytell
Decisions/Recommendations

Indifferent
Interested
Invaluable

Commitment

Aptitude
Understand
Sytnthesize
Integrate

1



Workforce:
Highest Expense Lever

Expenses:
Outpacing Revenues

Margins:
Down Market Shrinkages

70%
Target Outcomes

Headcount Plan Accuracy 
increased from 60%

95%

Hiring Plan Accuracy
Increased from 78%

95%

Cycle Time Improvement
Reduced from 3-4 wks. to 2-3 

wks.

25%

Efficiency
Gains

25%

Business Problem



Improving workforce 
productivity and experience

Improving FTE &CW Supply 
and Demand Management 

Headcount, & Hiring Plans

Improving FTE Supply 
and Demand Management 

Headcount, & Hiring Plans

An end to end process that produces a highly accurate  annual 
headcount and hiring plan and quarterly forecasts.

Develop
Human 
Capital 

Strategy & 
Talent Plan

Develop 
Financial 

Plan 
(Budget)  

Translate 
Strategies 

and Budget  
into 

Headcount 
and Hiring 

Plan

Determine 
Implications of 
Headcount on  
the Business 
Perfomance

Phase 1 Phase 2 Phase 3

Stabilize the Process Rationalize the Workforce Optimize the Workforce

Improvement Methodology 



The “Dream” Team

Black Belt and 
Continuous Improvement

Project Management and 
Technical Expertise

I/O Psychology

HR Business Partner & 
Talent development

Finance

Business 
management



There’s more than meets the eye

Isolation/causation of inaccuracies

Key Leadership
Sponsors

Common Problem Definition Integration of Siloed Data

Filtering the right data to solve the problem 
Testing with checks and 

balances

Joint Process 
Reengineering

Consistent Change
Management

Communicating in business
Language

Willingness to take 
Risks

Shifting Paradigms

Implementing both Planning & Analytics 

Seeking to gain commitment vs. compliance 

Shifting roles and responsibilities

Constituency Buy-
in

Outside-In Thinking 



Crossing the Finish Line

Success is a 
Marathon
Not a Sprint

Lead with a solution to a 
business problem1
Build a diverse team2
Plan for the whole iceberg3


