COLLECTIVE ﬁ SOLUTIONS

TECHNGLOGY + COLLECTIVE MINDS = INNOVATION

Measurements / Analytics

Organizations need to measure and monitor the positive or negative contributions of their Human Capital
(workforce) on business performance. The ability to measure the effectiveness (positive or negative) of
HR Programs on human capital and show the relationship between HR programs and business results is
critical.

HR Organizations need to measure and monitor how effective is the operational management of human
resources through the design, delivery and support of HR and Employee Services.

Collective HR Solutions applies a "Balanced Scorecard" approach to working with you in developing
meaningful metrics around Human Capital. The "workforce" perspectives include:

¢ Financial - measures such as revenue, sales, and costs as they relate to your workforce.

e Customer - things like impact to sales and customer satisfaction as a result of employee training
programs.

¢ Internal - measures of internal activity such as turnover, delivered training, leadership
development programs completed.

e Growth and Learning - gap analysis of competencies/skills, movement of people around the
organization, etc.

Our roadmap for working with you to develop measures that matter includes:

e Phase 1 - "Identification” - identifying themes of information to be tracked, consistent with
organizational goals, choosing with measures are important, and developing specifications for
their development.

e Phase 2 - "Build" - developing the tracking system and disciplines for capturing metric data,
building the appropriate scorecard, and shepherding a review process to vet them.

e Phase 3 - "Use" - presenting the measures to senior management and driving adoption.

Following is a graphics identifying some core baseline metrics for consideration across the several
domains of Talent Management. We work with our clients to assess the appropriateness of these metrics
in support of their business, and facilitate the discovery and development of those required.
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