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“You can’t manage what you don’t measure.”

Peter Drucker
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WHAT IS PEOPLE ANALYTICS? ?

• Terms have evolved:  “Big data”, “Analytics”, “Data Science”, “Predictive 
Analytics”, “Talent Analytics”, “Workforce Analytics”

• “People Analytics” encompasses the use of both data and analysis in 
recruiting, retention, succession, and other people-oriented processes 
by predicting the probability of an outcome for a specific individual.

• It’s a method of analytics that can help managers and executives make 
informed decisions about their employees or workforce.



4

TURN YOUR DATA INTO SMART TALENT DATA 

Most Companies have large 
datasets to analyze; 

Relatively few leverage the 
benefits;

Using smart data can provide 
insights into your business;

Ensures you ask the right 
questions and draw correct 
conclusions. 
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PEOPLE ANALYTICS GROWTH
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VISION FOR EXECUTIVES
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VISION FOR EMPLOYEES
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HOW DO WE >>>>>HR: HOW DO WE…….
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WHAT IS GENERALLY MEASURED TODAY ? ?

Source: Bersin by Deloitte
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PEOPLE ANALYTICS MODEL

Source: Bersin by Deloitte
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PEOPLE ANALYTICS: LIMITATIONS 

Source: Bersin by Deloitte
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PEOPLE ANALYTICS: HYDRO ONE 
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CLASSIC BARRIERS 
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COMMON HR THEMES TO ANALYZE 

Source: Linkedin
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STAKEHOLDER FEEDBACK



A Case Study on People Analytics 
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Project Summary

Science Fiction Turned Into Reality

1. Maximize our candidate experience, 
2. Dramatically improve our quality of hire and increase our internal 

efficiency and 
3. Reduce bias and increase our talent diversity
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CASE STUDY: HYDRO ONE

• 8,000+ Skilled Trade Apprentice Candidates apply annually across 5 Skilled Trade Roles;

• Powerline, Arborist, Truck & Coach, Electrician and Meter Tech Apprentices;

• Worked with Joint Apprenticeship Council (Hydro One and Power Workers Union) to build a 
framework to modernize the recruitment process;

• Created an online platform (Talent NestTM)  integrated with an 8 minute validated online 
survey to assess: Education, Experience, Character Traits including Attitudes & Behavior’s and 
Customer Orientation;

• Each candidate is ranked 1-5 based on key job criteria;

• Produce annual analytic validation study examining sourcing, candidate data, scoring engine, 
key trends, and EE data to ensure consistency and recommendations on key findings.
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CANDIDATE SCORECARD

6 People Analytic 
Findings contributed 

to reducing early 
attrition and job fit

Rank Scoring 
Model 1-5

Survey 
Question 

Responses 
used for 

screening 
interview 

Candidate 
Contact 

Information
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CANDIDATE SCORECARD

Demographic Scorecard Ratings of Hydro One: Apprentice Profile

1) High School or College Education
2) Currently employed (full-time or part-time)
3) Held ≤ 2 full-time positions in the past 5 years
4) Held ≤ 2 previous positions in a skilled trade
5) ≤ 5 years on-the-job experience in a skilled trade
6) Available to relocate within Ontario for ≥ 1 year

The higher number of Scorecard 
variables the better the overall 
rating and the higher the Scale 
scores 
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DNA CHARACTER TRAITS 

Source Traits:

• Proactivity
• Motivation
• Team Orientation
• People Orientation
• Analytical 

Orientation
• Comfort with 

Conflict

Attitudes:

• Confidence
• Stress
• Attitudes towards 

Service
• Next: Safety Bias

Candidate 
Details & 
Interview 
Questions 
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PEOPLE ANALYTICS: SOURCES

• Hydro One Careers Website and Existing Hydro One employee referral were the top two sources

27%

16%

27%

19%

2%5% 4%

Referral Source of hires

Hydro One Careers Website

Power Workers Website

Existing Hydro One Employee
Referral

Family/Friend

High School, College, University
Placement

Indeed.ca
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PEOPLE ANALYTICS: EDUCATION

13%

57%

0%

23%

7%
Attended but did
not graduate

College

Did not complete
High School

High School
Graduate

University

7%

75%

14%

4%
Attended but did not
graduate

College

High School Graduate

University

Highest Education Achieved:

All Applicants Hired Apprentices

Education in 2018:
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PEOPLE ANALYTICS: GENDER

96.4
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• A significantly higher proportion of females are applying for positions in 2018 compared to previous years
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DEMOGRAPHICS: WOEN 

2018

Hired Not Hired

FEMALE 7 (4.1%) 194 (0.4%)

MALE 160 (94.7%) 4,657 (96.1%)

Female Skilled Trades Recruitment 

PEOPLE ANALYTICS: GENDER
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PEOPLE ANALYTICS: EMPLOYMENT EQUITY

Percentage Hired:

• 2014 highest for Metis

• 2015 highest First Nations Status and Non 
Status, and Aboriginal Status

• 2017 highest for Visible minorities and 
Disabled

• 2018 highest for Metis
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PEOPLE ANALYTIC SCORECARD 
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REAL-TIME ANALYTICS
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PEOPLE ANALYTICS: ROI 

Source: Workforce Live
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KEY OUTCOMES 

• Time to Hire reduced 65%; 

• Every candidate is reviewed and scored (over 75,000+ people to-date);

• Consistent approach for all candidates; 

• Recruiter bias is mitigated, less grievance's, candidate/brand experience 
enhanced;

• People Analytic Data is reviewed & calibrated annually, adjustments to the 
model are made based on validated findings;

• Decisions on media spend (sourcing) improved;

• Collection of EE Data has improved diversity goals in real time;

• Expand to other analytic data points: safety bias, counter productive 
behavior, performance data, attrition, leadership potential etc.
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WHERE CAN YOU START ??

• Select a project or one area that is no overly complex and that will 
deliver results relatively quickly;

• Avoid your first project that has too many dependencies and 
uncertainties;

• Select a project with enough impact it will be noticed beyond the 
HR function;

• Choose a project that you or your team can execute relatively 
quickly & make a noticeable/tangible difference (ROI);

• Partner with a service provider for advice;

• Leverage Technology !
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BUILD YOUR ANALYTIC DASHBOARDS
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TOOLS & SOFTWARE PARTNERS 

Vendors:

• Self Management Group – Talent Analytic Advisory Services (Toronto)
• People Insights (Ottawa), 
• Visier (Vancouver)

Software: 

• ERP/HCM/ATS Reporting Tools & Dashboards 
• Statistical Software: SAS, SPSS
• Tableau 



“………Without data, you are just another person with an opinion”..

W. Edward Deming

Thank You !!

Warren Collier, CHRL
Director HR Strategy & Talent Attraction Solutions 

wcollier@selfmgmt.com

Self Management Group 
416-746-0444 x 289
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