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Creating a Workforce Analytics Team 
 

When conducting workforce analytics, it can be helpful to adopt a team approach and involve various experts 
and stakeholders, each of which can make a valuable contribution.  

The Big Picture 
• Ensure that you have the commitment and buy-in from leaders who control the agency’s budget and 

policies. 
• Team membership may vary depending on the analytics goals and the stage of the work, but potential 

participants include representatives from agency leadership, Human Resources (HR), child welfare, 
Information Technology (IT), and training. 

• It’s likely that no one person is going to possess all the skills needed; building a strengths-based, 
interdisciplinary team can be considered the pooling of cognitive resources. 

• Focus on who has the specific skills and capacities needed to engage in workforce analytics, rather than 
focusing on specific roles or titles. 

 

Identifying Key Personnel 

• Agencies will need to consider who will need to be involved to launch a successful workforce analytics 
partnership by determining: 

o Who the champions are among HR and child welfare staff to facilitate partnership conversations 
o The key personnel in HR and child welfare who will need to access, manipulate, and analyze the 

data 
o The key personnel in HR and/or child welfare who can present findings to stakeholders in 

relevant and actionable ways 
• Agencies will also need to identify the primary staff in HR and child welfare who will need to see, use, 

and understand the data 
 

Key Skills Needed 

The following skills should be represented in your interdisciplinary team (CIPD, 2018): 

Macro Skills 

• Ability to link HR and business strategies 
• Ability to assess organizational readiness for analytics initiatives 
• Ability to build the business case for analytics 
• Ability to demonstrate the credibility and value added by HR 
• Ability to use analytical insights to improve talent management processes 
• Ability to define the roles, capabilities, and structures required to maximize analytics effectiveness 
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Micro Skills 

• Question-driven mindset 
• Ability to calculate descriptive statistics (e.g., means, ranges, and percentiles) 
• Ability to analyze trends in the data and interpret the meaningful aspects of that information within the 

context of the agency 
• Ability to test plausible hypotheses to establish the root cause of workforce issues 
• Ability to segment data and metrics to highlight specific areas of concern or opportunity 
• Ability to effectively and convincingly present insight and conclusions 
• Ability to examine the correlation, and level of causation, between two or more metrics 
• Ability to build multivariate models (Note that this is a very advanced skill) 

 

Resources for Improving Data Skills 

Free Resources 

• LinkedIn Learning  
o Online courses offered in People Analytics, Statistics, Data Science, Excel Data Analysis, Data 

Fluency Excel Data Visualization, Creating Basic Dashboards in Excel 
• Introduction to People Analytics 
• HR Analytics 101 

Paid Resources 

• CIPD Evidence Based HR Management course 
• AIHR Academy 

o Data Analyst course 
o People Analytics Certificate 
o Statistics in HR course 
o Strategic HR Metrics course 

• SHRM People Analytics Specialty Credential 
• eCornell HR Analytics Certificate 
• The Practical Guide to HR Analytics: Using Data to Inform, Transform, and Empower HR Decisions 
• Predictive HR Analytics: Mastering the HR Metric 

Other alternatives 

• Examine other agency departments that may possess these skills (e.g., IT, finance) 
• Utilize a university partner 

 

Resources/Additional Reading 

CIPD. (2018). Getting started with people analytics: A practitioner’s guide.  
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