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talent

acquisition?




DEFINITION OF TALENT ACQUISITION (1)

Talent Acquisition (TA) is an
important function within HR,
responsible for recruiting high

quality people for given job

positions through various
sources under stringent
deadlines and cost constraints.




DEFINITION OF TALENT ACQUISITION (2)

Source: https.//www.smartrecruiters.com/resources/glossary,/talent-acquisition/

Talent acquisition refers to
the process of identifying and
acquiring skilled workers to
meet your organizational
needs.

The talent acquisition team is
responsible for identifying,
acquiring, assessing, and hiring
candidates to fill open positions
within a company.




KEY FUNCTIONS OF TALENT ACQUISITION

It is the responsibility of the Talent Acquisition
(TA) function within HR to recruit the
workforce of highest possible quality.

The TA function often works under highly
variable (and often unclear) demand
pipeline of future business requirements.

The TA function needs to attract the best
possible talent from a complex supply

chain of:

« educational institutes,

« job portals,

« employment agencies,

* recruitment consultants,

« direct sourcing through buddy,

« emails, advertisements, walk-ins and web.




DATA MANAGEMENT IN TALENT ACQUISITION

The channels
differ in terms of
the number and

quality of resumes
sourced, time and
cost for sourcing,
selection ratio and
joining ratio for
sourced
candidates etc.

HUMAN &
ECONOMIC
FACTORS

The recruitments
themselves need to be
done under stringent goals
such as shortest possible
times-frames, lowest
possible recruitment
costs/efforts and working
at many locations and
dealing with diverse
domains and technical
skills. Moreover, a variety
of human and economic
factors affect recruitments.

AUTOMATION

Automation of
workflow and
data management
functionality
required within TA
business
processes is
supported by
modern eHRM
software systems

DATA

SOURCES

Typical TA data
consists of job
requirements,
sourcing interactions,
resumes with
annotations,
interview teams,
locations and
schedules, selections,
offers, joining,
placement and
induction.



MAJOR STEPS IN A TYPICAL TA PROCESS
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What is the
role of HR
| Jy analytics in

talent
acquisition?




COST OF A BAD HIRE

Recruitment advertising fees & staff time

~ Relocation and training fees for replacement
. hires

 Negative impact on team performance

Compromised work quality
Less productivity
Disruption to projects

" Lost customers




NEGATIVE EFFECTS OF A BAD HIRE

HIRING

INTERNAL RELATIONS
damaging team work, peer
communication and
collaboration

b EMPLOYEE ENGAGEMENT
-ﬂ' decrease in employee

morale

-.;
= CULTURE

elements

24 of employee turnover is due to bad hires

COSTS

HR staff costs, cost of other

involved employees in the

recruitment & interviewing
& TRAINING COSTS process,

e ﬁ.p training the new employee
TEAM & COMPANY

|/VJ PERFORMANCE
drop of effectiveness, sales

and quality

advertising costs

EXTERNAL RELATIONS
decreased customer
satisfaction, loss of clients

ORGANIZATIONAL

negative effects on the

of the culture etc.

www.dejanmadjoski.com




The short answer IS:

Leveraging Data




THE ROLE OF HR ANALYTICS IN TA

«
Given the importance of TA in the overall successful

operations and growth of any organization, it is clearly
useful to analyse past TA data using suitable statistical
analysis techniques to discover novel patterns/insights
and actionable knowledge which can help in
improving the cost, efficiency and quality of
recruitments.

>

Such work is part of the general
task of workforce analytics (i.e.,
statistical analysis, modeling and
mining of HR data), which is
gaining importance.




IMPORTANCE OF HR ANALYTICS IN TA

COST OF A BAD HIRE

Nearly three in four
employers say they
have hired the
wrong person for a
position, and that
their companies
lose an average
$14,900 on ev

bad hire.

Source: https//www.talentlyft com/en/blog/article/233/talent-acquisition-analytics-what-it-is-why-it-matters



Talent acquisition (TA) analytics

In short, talent acquisition analytics can
be defined as using data to inform
hiring strategies and processes.

According to LinkedIn’s Global
Recruiting Trends 2018, 50% of hiring

professionals use big data as part of their
strategy, which has helped them with

Source: talent acquisition and increased their
httos.//www.talentlyft.com/en/blog/article/233/talent-

acquisition-analytics-what-it-is-why-it-matters emp | oyee rete n ti on by 5 6 % .
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TIME TO.FILL
AN OPEN
POSITION

HR
EXPENSE
FACTOR

EXAMPLES OF HR ANALYTICS FOR TA

This HR analytic helps organizations measure the total cost of a new

hire.

* As recruiters working with HR talent professionals, it's important to be
aware of this cost, but we have an even greater opportunity and
responsibility to make sure this money is used to hire the right people.

Using this HR analytic, HR teams might look to reduce costs by
shortening the length of time it takes to find a job replacement.

Recruiters can build efficiencies into this process by finding the
right talent to fill the advertised vacancies.

This HR analytic measures HR expenses against the organization’s
expenses as a whole.

This helps senior leaders to determine if HR practices are too
expensive in relation to the company's overall expenses.




BENEFITS OF TAANALYTICS

| PREDICT CANDIDATE'S SUCCESS

MI » Organisation can use HR analytics to predict a job applicant's future

performance.

They can pinpoint what a successful employee looks like and develop a
persona that matches.

That way, they can look for similar characteristics, education and experience
when making hiring decisions.

TARGET JOB CANDIDATES |

» Predictive analytics can help recruiters to quickly identify the right candidates, find I m
them and connect with them.

Once you have targeted the specific skills and characteristics you are looking for

in a candidate, you can use data to figure out where that group is (some social

media sites can help you pinpoint this) and post your job ads where they will see

them.

* You can even craft the language in the ad/job description to suit the personality of
the candidates you are trying to attract.




BENEFITS OF TAANALYTICS

| ELIMINATE BIAS

| + Data doesn't care about the age, gender or race of an applicant. People on
I the hand are flawed.

» Often times, hiring managers may have bias. They aren't even aware of that
are getting in the way of making the right hiring decisions.

» Qur brain forms unconscious biases using knowledge about social situations,
attitudes, cultures, stereotypes, emotional reactions and more.

 If you want to avoid bias in recruitment, you can't go wrong with making the
decision based on cold, hard facts and data.

TAILOR EMPLOYEE BENEFITS

* You can entice top candidates to join your team by matching benefits to their
individual values, personality, and behaviours.

» For example, a job candidate with an introverted personality that thrives in quiet
environment may appreciate the chance to work from home once a week.

* Not only, will this appeal to the candidate and potentially make the difference in
whether or not they accept a position at your company but it will also help
maximise their potential as an employee and improve employee satisfaction.




FRAMEWORK FOR HR ANALYTICS IN TA

BUSINESS

TALENT
ACQUISITION
STRATEGIES



Framework

Analysis spectrum

Business, HR, TA strategies

Efficiency Effectiveness Impact

Resource utilization, Talent outcomes Business outcomes

process outcomes

Key analytics

Volume/time/cost Quality of candidates TA influence on
and source and hires business outcomes

Hiring volume, vacancies
Time tofill

Source of hires

External benchmarks

Quality of candidate
Quality of hire
Candidate pool depth
New hire performance, retention Woarkforce requirements planning

Critical role hiring
Staffing vs. requirements
Net hires

Speed to competency TA: business results
ATS/CRM/HCMS/ERP/Warehouse

Dashboard/visualization

Reporting system and governance

Analytics team staffing
Statistical analysis tools

Infrastructure

End user requirements

Internal Internal Talent, P
TA data HR data Analytic business Predictive
data
— @— -.
/hat is occurring How well are we What is the What will the
How much/many/long? performing? relationship? future look like?
From where? Which tactics work best? Between activity and What tactics

outcomes? Between cost
and effectiveness?

How do we compare
to others?

most influence TA,
business outcomes?

» TA analytics refers to the
systematic discovery of meaningful
patterns in data to support
decision making related to
recruitment and onboarding
processes, activities, and outcomes.

» Three primary categories of
measurement (efficiency,
effectiveness, impact) are
leveraged across four types of
analysis (descriptive, relative,
analytic, and predictive).

» As the framework progresses from
left to right, the model increases
in complexity of data used,
systems tapped, and the
sophistication of analytics
techniques used.

» A robust infrastructure enables the
analyses, with multiple data
sources, repositories, analytic tools,
staff capabilities, and visualization
all focused on the business and
information needs of the end
users.

Source: https.;/wwwe.deloitte.com/us/en/pages/human-

capital/articles/talent-acquisition-analytics.html/



HOW TO USE TAANALYTICS TO ADVANTAGE?

*By tracking your hiring
process, you can better
manage your candidate
pipeline and determine the
right platforms for sourcing
candidates.

*The more data you gather,
the more insight you will
have into whether or not
your current talent
acquisition strategy is
working. You can update
and revise your "perfect
employee” persona,
application process, and job
offers over time according
to what makes the most
sense according to the data.

eInclude employees in your
decision-making process
and provide the business
reasons behind what you
are doing.

*Turn to a collaborative
recruiting and hiring model
and include your
employees in the process
of customizing certain
employee benefits to meet
individual needs.

«Examine and track market

trends, hiring finances,
workforce demographics,
and any other information
you need to analyse your
organization’s human
capital.

*You may want to invest in a

dashboard software that
can help you quickly and
efficiently find trends,
correlations, and insights
with your data.

«Some of the modern all-in-

one-recruiting software
have built-in hiring analytics
solutions which will save
your money and time while
enabling you to make more
informed decisions.

Let automation do the
heavy lifting

«If you work in human
resources, chances are that
you don't have a lot of
extra time on your hands to
organize recruiting and
hiring information.

*Many recruiting tasks that
used to require hours of
manual labour can now be
automated, such as:
candidate screening,
application tracking, and
interview scheduling.



What are
the
challenges
“.’

( -

U 2 8 of using
Jﬁ; analytics in
* talent
acquisition?



CHALLENGES OF USING ANALYTICS IN TA

« There is no unified representation for the many different types of
knowledge extracted (decision rules, clusters, associations etc.), making
it difficult for end-users to relate extracted knowledge elements.

« The volume of extracted knowledge tends to be large, making it difficult
for end-users to filter and use it.

« There is a huge gap between the extracted knowledge and practical
business goals of the end-user (e.g., reducing TA costs, improving
quality of recruited people etc.)

« This requires a lot of expertise (domain expertise & data mining skills)
to select and understand the extracted knowledge and use it to solve
business problems.
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