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Research Paper
Question
How are HRBPs’ job roles and responsibilities changing due to Analytics & Insights and how
can they become better equipped to handle these transformations?

Introduction
The Human Resources Business Partner (HRBP) role focuses on creating value for
constituents which include customers, capital market, competitors, and communities. This role
can vary from organization to organization but traditionally features an HR professional advising
a group of customers within the organization. i Looking to the future, the HRBP role will be vital
in creating value through data analytics.
The actual analytics that a company engages in will vary drastically depending on where
they fall on a data analytics maturity model (Exhibit 1); most companies are still at a very basic
level (Level 1 - Operational Reporting) ii. Simply put, the field of HR data analytics encompasses
any business practice that involves collecting and analyzing corporate data in an effort to
improve HR performance and overall business performance. McKinsey found that nearly 60%
of CIOs and CTOs said the need for data and analytics expertise within HR personnel would be
more acute than any other skill gap within a year. iii This is particularly true for the job of an
Human Resources Business Partner. iv

Recommendations
The role and responsibility of an HRBP is rapidly changing due to Analytics and Insights.
There are four distinct steps a company can take that will help them equip their HRBPs with the
tools and expertise needed to adapt to these changes (Exhibit 2).
I.

Assess Data Maturity

The first step a company must take is to accurately assess their own level of data
maturity. This is a vital first step because, as mentioned above, every company is at a different
level in regard to their data maturity; a correct assessment must be made in order to then
determine the “best practices” that should be adopted. Worse than having no plan at all would be
having the wrong plan. One method of assessing data maturity is through the Data Management
Maturity Index (Exhibit 3) v. Another method of assessing data maturity, albeit less formal and
comprehensive, is through the use of a data maturity model (Exhibit 4). vi
II.

Upskill Human Resource Business Partners

Once you have determined the level of your company’s data maturity, the next step is to begin
upskilling your HRBPs (and other HR personnel the company sees fit to include). vii The main
question when it comes to upskilling HRBPs is “buy, build, or borrow?” viii Several avenues are
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available that a company can choose from in order to pursue relevant upskilling for data
analytics expertise (Exhibit 5).
An accurate assessment of where your company’s data maturity is will inform you on
what skills to begin developing. These two steps combined give a clear picture of what specific
data analytics and insights talents you need in your HRBPs and how to obtain them.
III.

Develop a “Data Storytelling” Competency

Storytelling is a key aspect to communicating the data in a comprehensible format. By
using storytelling tactics with data analytics, dialogue that drives action is created resulting in
positive organizational change. ix Listed below are easy steps to effective story telling:
● Find the middle. The middle of the story helps drive the direction of the data. Data may
communicate one issue, but the root cause can be a separate issue. By finding the middle,
or the opportunity, a conversation that engages leaders and increases action is created.
● Manage Emotion with HR Data. Know the data being presented and which aspects will
need action. Once you have established the most important data, create an emotional
story to attach. This can include documentary, drama, and horror. All three of these are
utilized in different settings with different data.
● Be bold in presentations. The best presentations know the material, are confident, and
create succinct messages. Use limited amounts of data that drive the story forward and
focus on visualizations.
● Record your wins and share your stories. The more practice, the better the story telling
becomes. Find a way to keep the successful presentations, helping to have more success
in the future. x
IV.

Utilize Predictive Analytics

Predictive analytics is considered the highest level of HR analytics, composed of
predictive models and scenario planning. Looking to the future, predictive analytics helps to
create and optimize new directions, offering insights to where HR investments are working and
where improvements can be made. Predictive analytics are the most critical type of data for the
future of strategic decision making. xi By evaluating where the company is currently located on
the data maturity model, there will be a clear path to reaching the predicative analytics level.

Conclusion
By identifying the company data maturity, the knowledge gap between data professionals
and HRBP can begin to close. This must be done through equipping HRBPs with the proper
tools including upskilling, storytelling, and the use of predictive models and further data
maturation. Through combining the steps as outlined, HRBPs can have more knowledge and
confidence with data analytics resulting in more successful strategic decisions being made. By
assessing data maturity, upskilling analytics expertise, developing storytelling competencies, and
orienting towards future data maturity, companies can equip their HRBPs to be more effective in
their evolving roles and responsibilities.
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Appendix
Exhibit 1 - Deloitte Data Analytics Maturity Model

Exhibit 2 - Four Step Process for HRBP Data Analytics Transformation
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Exhibit 3 - Data Management Maturity Index and Graphic
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Exhibit 4 - Data Maturity Model Assessment

Exhibit 5 – Examples of Upskilling Pathways
Upskilling Type
Borrow
Build
Borrow / Buy
Build
Build
Buy / Borrow / Build
Hybrid

Description
Partner with a university or college program
Develop and deliver upskilling training internally
Utilize online training forums (e.g., LinkedIn Learning, MOOCs)
Real-time learning and training in-house (e.g., assemble cross functional
team with analysts and HR employees where the analysts will train the HR
employees in real-time)
Go for low hanging fruit: An HR Employee doesn’t need a PhD in statistical
analysis to be able to add value to data maturity. Find skills that are needed
and also easy to develop (e.g., using Excel)
“Return and report” programs where someone goes to learn and comes back
to teach others. The original training can come from any upskilling type
Combination of all the above tips may be best
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