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Note: This presentation has been enhanced with interactive
elements. Below is a legend of these items that you will see
throughout the document for quick reference.

Your Response

A Framework for Member Conversations

The mission of Gartner’s CEB Leadership Councils is to help executives and their teams harness their growth potential by taking
insights from the best companies to save time and make better decisions. When we bring leaders together, it is crucial that our
discussions neither restrict competition nor improperly share inside information. All other conversations are welcomed and
encouraged.

Confidentiality and Intellectual Property

These materials have been prepared by Gartner, Inc. and/or its affiliates (“Gartner”) for the exclusive and individual use of our
CEB Leadership Council member companies. These materials contain valuable confidential and proprietary information belonging
to Gartner, and they may not be shared with any third party (including independent contractors and consultants) without the
prior approval of Gartner. Gartner retains any and all intellectual property rights in these materials and requires retention of the
copyright mark on all pages reproduced.

Legal Caveat

Gartner, Inc. and/or its affiliates (“Gartner”) is not able to guarantee the accuracy of the information or analysis contained in
these materials. Furthermore, Gartner is not engaged in rendering legal, accounting, or any other professional services. Gartner
specifically disclaims liability for any damages, claims, or losses that may arise from a) any errors or omissions in these materials,
whether caused by Gartner or its sources, or b) reliance upon any recommendation made by Gartner.
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KEY LEARNING ADVISOR SKILL SETS

The Learning Advisor Model

“Traditional” L&D Expertise “Emerging” Business Expertise

L&D Terrain Analytical
Knowledge Skills
Client-
L&D o
Specific
Process ‘
Skills Business

Acumen

Source: CEB analysis.
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KEY LEARNING ADVISOR SKILL SETS

The Learning Advisor Model

“Traditional” L&D Expertise “Emerging” Business Expertise

L&D Terrain Analytical
Knowledge Skills
Advisory
Capability
Client-
L&D o
Specific
Process .
Skills Business

Acumen

Source: CEB analysis.
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ROADMAP

How Can | Use

Why Is Using
} Analytics?

Analytics
Important?

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769
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How Do
| Develop a
Compelling
Story Using
Data?

How Can |

Apply My
Analytics
Skills?
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LEARNING ANALYTICS

Defeieniction

Learning Analytics is the science and art of
gathering, processing, interpreting and reporting
data with the goal of making more informed
decisions and thus improving individual and
organizational performance.

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769
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ANALYTICS NOT LEADING TO INSIGHTS OR IMPACT

L&D’s Perspective

Q: L&D Team Is Proficient in Using Metrics
to Analyze Line Needs and Demonstrate ROI
of Interventions

Percentage of Heads of L&D

10%
Agree

90%
Disagree

n="2.
Source: CEB 2016 Head of L&D Digital Learner Survey.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Q: L&D Function Has Necessary Skills to
Analyze Employee Learning Behavior Data
Percentage of Heads of L&D

81% 19%
Disagree Agree
n="2.

Source: CEB 2016 Head of L&D Digital Learner Survey.
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ANALYTICS NOT LEADING TO INSIGHTS OR IMPACT

The Business and HR’s Perspective

Q: HR Analytics Has Led Me to Change a
Business Decision in the Past Year
Percentage of Senior Business Leaders

15%
85% Agree
Disagree
n =1590.

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

HR’s Point of View

There’s a lot of data
out there, but not a
lot of information.

Vice President, HR
Mining Company

Source: CEB analysis.
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ANALYTICS CAN INCREASE YOUR IMPACT

[llustrative Example

x Anecdotal Conversation

Line Leader “Let’s run the change management course for
leaders virtually next time.”

L&D “Leaders really enjoyed the in-person training
Professional last time, so I’'m not sure we should change
the format.”
L&D doesn’t

understand my business’s
problems or know how to
compromise...

Line Leader
Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769



ANALYTICS CAN INCREASE YOUR IMPACT

[llustrative Example
./ Data-Driven Conversation

Line Leader “Let’s run the change management course for “Let’s run the change management course for
leaders virtually next time.” leaders virtually next time.”

L&D “Leaders really enjoyed the in-person training “While virtual trainings can certainly have

Professional |ast time, so I'm not sure we should change many benefits, the previous virtual training
the format.” on this topic resulted in 56% lower learning

application rates compared to the in-person
format. I'll need to do some more research
and then we can discuss the best way to
move forward.”

| had no idea that
classroom training was so
much more effective in
this scenario. I'll have to
rethink my original plan.

L&D doesn’t
understand my business’s
problems or know how to

compromise...

Line Leader Line Leader

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769 '|5



WHAT IS HARD?

Barriers to Using Learning Analytics

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769




WHAT IS HARD?

Barriers to Using Learning Analytics

| lack insight into the
business’s context.

Presenting the data is
always a struggle.

| don’t know what
I’m trying to prove.

How should | fit this into the
wider business strategy?

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Creating easily consumable
results is difficult.

We often begin

to manipulate

data without a
predetermined plan.

| don’t know
where to start.

Should | rely on the line
manager’s input for direction?

Business leaders have
vague expectations.

| don’t know what
data | need or where
to get it.

Once I've got my answer, what

should | do with it?

o
v

17



ASSESSING YOUR ABILITY TO USE ANALYTICS @

1. Do | understand how talent priorities connect to O Yes
meeting business goals and vice versa? O No

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769 '|8



ASSESSING YOUR ABILITY TO USE ANALYTICS

2. Do | identify the right data to help me understand and O Yes
solve line challenges? O No

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769



ASSESSING YOUR ABILITY TO USE ANALYTICS

3. Do | build a story when communicating data to line O Yes
partners? O No

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769
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ASSESSING YOUR ABILITY TO USE ANALYTICS @

4. Do | use data and analytics to help guide my O Yes
recommendations to line partners? O No

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769 2'|



ASSESSING YOUR ABILITY TO USE ANALYTICS %

5. Do | help leaders understand results and make better O Yes
informed business and talent decisions? O No

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769 22



Result

If you selected “No” for
any of these guestions,
then let’s get started.



ROADMAP

| Use
Important? Analytics?

Why Is Using How Can
Analytics }

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

How Do
| Develop a
Compelling
Story Using
Data?

How Can |

Apply My
Analytics
Skills?

24



DATA HELPS US INFLUENCE ACROSS MANY ACTIVITIES

Design, Develop, > \g
Qo Jf e s

= Getting business leaders to = Analyzing cost versus impact of = Setting up metrics collection
quantify the business problem various design and development protocols in alignment with the
and ROI of solving it options and communicating plan established during needs
® Presenting the cost-benefit them to key stakeholders analysis
analysis of different solutions = |dentifying and measuring » Collecting and scrubbing data
= Making a business case for the impact of issues that arise ®» Presenting data in a visually
a new approach in design, development and appealing and relevant way for
» Establishing the right success implementation of a project various audiences
metrics and data collection ® Receiving input on data and
methodology to be used expanding assessment if needed
Planning Meetings |
= Understanding key cost = Communicating performance of
and revenue drivers for the L&D solutions to the business
organization in the future leader’s region or function
= Sjzing the impact of skills and ® Sharing insights around
capability gaps on key business resource allocation and whether
outcomes development for key talent and
= Communicating the ROI of the key roles is sufficiently prioritized
total L&D investment portfolio = Communicating how L&D
= Communicating L&D function budgets and priorities are shifting

performance data

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769 25



TELL A STORY AROUND THE DATA

Learning Analytics Process

Foundation-Building

Understand business
unit goals and talent
priorities, and have
a clear grasp of how
talent outcomes
affect business
results.

Source: CEB analysis.

Scene-Setting

Generate hypotheses
that could address
the business concern
at hand and pinpoint
the data needed.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Plot Development

Find trends that
can build the

story and compile
evidence that
builds a persuasive
argument.

Resolution

Based on the
identified trends,
determine potential
implications

and make
recommendations to
help leaders achieve
their goals.

26



ROADMAP

How Do
i | Develop a
Why'ls U_smg How Can | Use p
Analytics . Compelling
Analytics? .
Important? Story Using

Data?

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

How Can |

Apply My
Analytics
Skills?

27



DEVELOPING A STORY USING DATA

X

Foundation
Building

%

Plot
Development

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Scene-
Setting

v

Resolution

28



UNDERSTAND YOUR CONTEXT

Components of Business Context

Business Model

How does the
business succeed in
the marketplace?

Source: CEB analysis.

Operations

What happens in a
typical business day?

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Competition

What is the
competition doing?

Strategy

What are the
business’s plans for
future success?

29



DEVELOPING A STORY USING DATA

X

Foundation
Building

%

Plot
Development

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Scene-
Setting

v

Resolution

30



GENERATE HYPOTHESES

Questions to Ask

What are the key
factors at play behind
the problem?

Do | believe there
are solutions that
address the root of
the problem?

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Can | measure
these factors?

What am |
expecting to find?
Could there be
alternative theories?

31



GENERATE HYPOTHESES

Scenario: Low Productivity Among New Hires

Problem

Line partners are reporting lower than usual productivity

levels in new hires.

| wonder if lower
productivity levels
are linked to our

onboarding program.

If we find new hires

think the content is

irrelevant, | know we
can revamp it!

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

| know we ask
employees to fill out a
survey at the end of the
onboarding program.

| hypothesize that
the program isn’t as
relevant as it used
to be.

32



DETERMINE THE RIGHT METRICS

Common Use Cases and Appropriate Metrics

Are you measuring efficiency?
(e.g., investing in a learning
channel, resourcing a program)

Employee Participation Rate
Training Hours per FTE
Average Course Utilization
Training Expense per Employee
L&D Cost per FTE

External Vendor Expense/
Savings

L&D Staff-Learner Ratio

Savings-Cost Ratio

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Hypothesis

Are you measuring effectiveness?
(e.g. revamping a training,
evaluating a facilitator)

» Satisfaction with Training

= Net Promoter Score

= Content Relevance

= Delivery Channel Effectiveness
= | earning Retention Rate

= [nstructor Quality

= Effectiveness of Materials

= Qualitative Feedback on L&D
Solutions

Are you measuring an outcome?
(e.g., showing ROI of a program,
expanding a program)

Employee Application of
Learning On-the-Job

ROI of L&D Solutions
Employee Engagement
Employee Retention

Employee Performance
Percentage of High Performers

Employee Skill Preparedness

33



DETERMINE THE RIGHT METRICS

Scenario: Low Productivity Among New Hires

Problem

levels in new hires.

Line partners are reporting lower than usual productivity

\2

Hypothesis

The content in our onboarding program is no longer

relevant to new hires.

!

Are you measuring efficiency?

(e.g,, investing in a learning
channel, resourcing a program)

= Employee Participation Rate

®» Training Hours per FTE

= Average Course Utilization

®» Training Expense per Employee

m | &D Cost per FTE

= External Vendor Expense/
Savings

» | &D Staff-Learner Ratio

= Savings-Cost Ratio

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

J

Are you measuring effectiveness?
(e.g. revamping a training,
evaluating a facilitator)

Satisfaction with Training

Net Promoter Score

Content Relevance

Delivery Channel Effectiveness
Learning Retention Rate
Program Instruction/
Facilitation Quality
Effectiveness of Materials
Qualitative Feedback on L&D
Solutions

i

Are you measuring an outcome?

(e.g., showing ROI of a program,
expanding a HIPO program)

Employee Application of
Learning On-the-Job

ROI of L&D Solutions
Employee Engagement
Employee Retention

Employee Performance
Percentage of High Performers
Employee Skill Preparedness

34



SELECT THE RIGHT DATA SOURCES

Examples of Key Sources of Evidence

Data from Internal L&D Systems and Reports Data from External Reports

® |ndividual program effectiveness metrics

= | MS metrics (e.g., participation rates, number of
courses offered)

= |nternal design and development costs
= | &D budgets
= | &D portfolio and resource allocations

= | &D functional effectiveness and efficiency
dashboards

Internal Talent and Business Demand
Data (for Conducting Needs Analysis)

= Annual workforce plan

= Formal performance review data

= Talent review and talent pipeline outputs
= Engagement surveys

= Focus groups

» External benchmarking on L&D metrics (e.g.,
Learning & Development benchmarks)

= Benchmarking data on average L&D design and
development costs

= Macroeconomic projections and trends

Business and Talent Performance
Data (for Measuring L&D Impact)

= Business performance and productivity of
different talent segments (e.g., sales revenue,
manufacturing productivity)

= Performance reviews

= Employee engagement surveys

= Turnover and exit data

® | eadership and manager assessments

= Customer satisfaction and retention

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769
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IDENTIFY QUESTIONS AND METRICS @

Exercise

Instructions: Considering the common talent challenges listed below, write out questions that could lead to
the solution for these challenges, which metrics you could use to answer those questions and brainstorm in
what data sources you could find the metrics.

Common Talent Challenge Questions to Consider Metrics and Sources

Attrition rates have been high

in business unit B, with most
employees citing poor managers
as their main reason for leaving.
Business unit B’s leader asks for
your help.

How dotheattrition ratescompareacrosghe
company?

Despite having attended training,
junior sales staff are struggling to
close deals. A line leader requests a
re-run of the classroom training to
make it stick this time.

Wheredid theoriginal traininggo wrong?

During needs analysis, a business How do theseskills connecto business
leader asks L&D to develop staff outcomes?

skills that are disconnected from
the larger talent strategy for the
business unit and organization.

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769 36



DEVELOPING A STORY USING DATA

X

Foundation
Building

%

Plot
Development

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Scene-
Setting

v

Resolution
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UNCOVER PATTERNS AND MEANING FROM DATA *.

Types of Patterns

Look for....

What It Can Tell You...

Trend
‘_/ Comparison of the same data point over

time

Is there a pattern of change?

Target
A data point that indicates results

or projected results

Range

|(_)| Data points between determined
upper and lower limits; data on a scale

What is acceptable?
What is happening?
How much?

How many?

Relationships
Patterns and connections between data

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Is one group like another group?

How are segments of the population
significantly different?

38



IDENTIFY PARTNERS TO HELP INTERPRET DATA

Potential Data-Focused Collaborators

Finance

1
Corporate
Strategy P
Learning HRBPs
Advisor
/ T

Marketing

Sales

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Benefits of Using Diverse Perspectives

v’ Collaborators learn from a broader
knowledge and experience base.

v Collaborators can flex application
to new situations and environments.

v’ Collaborators learn how things work
in other parts of the organization.

v’ Collaborators can more easily move to
other L&D teams in the organization.

Source: CEB analysis.



IDENTIFY PATTERNS AND PARTNERS

Exercise

Instructions: Reflect on a previous problem you have addressed using data by answering the questions

below.

Question Your Response

What is the most recent problem you’'ve
addressed at work using data?

(e.g., Which learning channel should we

use? Should we bring an additional L&D

staff member on this project? Should we
repeat this training?)

What patterns did you identify in the
data? What was your original response to
the problem?

Assuming you had access to any learning
metric you needed, what are some other
patterns or trends you could have looked
for within the data to solve this problem?

In the future, who could help you
analyze the data outlined in the previous
guestion?

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

40



DEVELOPING A STORY USING DATA

X

Foundation
Building

%

Plot
Development

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

Scene-
Setting

v

Resolution
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CONVEY DATA CLEARLY

Tips for Presenting Data

= Know your audience.

Be transparent about your data and assumptions.

Point out the relationships between metrics,
if applicable.

Emphasize insights through storytelling.

Select the appropriate charts.

Prepare for potential questions and pushback.

» Ask for feedback on improving future insights.

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769
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USE DATA TO MAKE RECOMMENDATIONS

Scenario: Low Productivity Among New Hires

‘ Since our last conversation, I've gone through the data to get a better
understanding of our current onboarding program and found some
. interesting things.

L&D
Great! What did you find?
Line
Partner
‘ While we have a satisfaction rate of 90%, new hires are reporting the content
is only 60% relevant after 3 months on-the-job. It appears new ways of working
. have impacted how they actually get their work done on a daily basis.

That’s interesting. Have you thought about how you might change the
onboarding program moving forward?

We have—let me show you some more of the relevant data we’ve uncovered

. before | walk you through potential solutions.

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769 43



WALK CLIENTS THROUGH A STORY

NGA Slide

Use This Headline to Describe a Finding

And use the top-left quad chart to introduce
a story at the high level...

Overarching Issue

...and the top-right quad chart begins to drill down
on a more specific story...

Reasons that Employees Use Quad Charts to Tell Stories (%)

47%

Reason # 1 Reason # 2 50%
- . 27%
Implication... (25%) Detail... (41%) 25% 23%
Implication... (18%) Detail... (36%)
0%
They're Easy They're Linear They're Bite-Size
Implication... (17%) Detail... (26%) Chunks

...the bottom-left quad chart continues the story
with more and more detail...

Reasons that Employees Want Easy-to-Follow Slides (%)

90%
62%
48%
45%

0%
Want to Want to
Get Promoted Get Noticed

..while the bottom-right quad chart has the punch-

line or main takeaway, next steps, etc.

Timeline for Next Steps and Way Ahead

Source: National Geospatial-Intelligence Agency; CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769




SELECT THE APPROPRIATE CHART

Chart Selection Tree

v

Single Bar Variable Width Multiple Bar Table or Table with Circular Area Line Chart Column Chart Line Chart
Chart Column Chart Charts Embedded Charts Chart
M“
aln aln N/\/ N/
ain ~
One Variable Two Variables Few Items Many Items Cyclical Data Noncyclical Data Single or Few Items Many Items

T
Three or More Variables
|

Scatter Chart Static
<’ Comparison
o0 o —— Two Variables
o0 o
° [ )
Relationship What would you

like to show?
Bubble Chart

Composition

—— Three Variables

T
Many Periods
1

Changing Over Time

Distribution

Changing Over Time

| 1
Few Periods Many Periods

I_I_I

Static

Few Periods

Column Line Histogram
Histogram
T T
Few Items Many Items

Single Variable

Two Valriables

Three Vlariables

Scatter Chart

3-D Area Chart

Only Relative Relative and Absolute

Only Relative

I
Simple Share

Relative and Absolute Accumulation or Components
Differences Matter  Differences Matter Differences Matter Differences Matter of Total Subtraction to Total of Components
L L L L L L L
Stacked 100% Stacked Stacked 100% Stacked Area Pie Chart Waterfall Stacked 100%
Column Chart Column Chart Area Chart Chart Chart Column Chart with
- g Subcomponents
-_— ! | /
. . —— / ,
=1 e — Q [ gy |

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769
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ROADMAP

How Do
Why Is U_smg How Can | Use I Develop a
Analytics Analvtics? Compelling
Important? y ' Story Using
Data?

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769

How Can |
Apply My

Analytics
Skills?
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ACTION PLAN

Instructions: Plan how you will use analytics to enhance one of your current projects by answering the
guestions below.

Step 1: Identify a current project (e.g., learning program, learning platform) that you could start tracking
metrics for or could be improved through the use of analytics.

Step 2: What questions should you ask to identify potential areas for improvement?

Step 3: List the data and metrics you need to answer your questions.

Step 4: How will you source or start tracking these data and metrics?

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769
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ACTION PLAN @

Instructions: Plan how you will use analytics to enhance one of your current projects by answering the
guestions below.

Step 5: After collecting the data, consider the following questions for analysis.

Question Answer

Which data points differ from what was
expected?

Why might the data differ from what
was expected?

Is this part of a long-term pattern
of change or just a one-time anomaly?

Who can you talk to and see if something
like this has happened before?

Are there benchmarks, internally or
externally, we can compare our data to?

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769 48



ACTION PLAN

Instructions: Plan how you will use analytics to enhance one of your current projects by answering the

guestions below.

the guidance you provide to leaders.

What are the key takeaways from my
analysis that | need leaders to know?

Step 6: Once you have completed your analysis of the data, ask yourself the following questions to sharpen

What were some of the factors that led
me to the current result?

What additional data can | provide
to support these points?

What must L&D and business leaders
do differently to achieve the next goal?

What would | recommend as next steps?

Where do | expect pushback from the
business leader?

Source: CEB analysis.
© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769
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EICEB
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is now Gartner
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DEFINE A “GOOD” METRIC

Key Characteristics of a “Good” Metric

1. Actionable—Metrics should either decisively answer a business question, point to an underlying cause or
suggest a possible solution. Metrics that do not do any of these are unlikely to influence business decisions.

2. Specific—Rather than providing too much information, much of which may be only remotely relevant,
target a few metrics that directly and definitively address a problem or a business need.

3. Business Oriented—Identify metrics that are linked to talent and business outcomes that your stakeholder
cares most about, engaging them in the process of helping you to identify relevant metrics.

Source: CEB analysis.

Tips for Gathering Quality Data

= Avoid analyzing data simply = Provide oversight to data = Refresh data frequently, ideally
because of ease of collection and collection and analyses to ensure whenever new training instances
analysis. that insight is applicable to the take place or when recurring HR

= Gather data that has relevance problems it intends to address. processes (e.g., performance
to business leaders’ business and | ® Keep data collection methods reviews, engagement surveys,
talent objectives. consistent over business units, etc.) oceur.

= Make sure data collected can be regions and functions to ensure = Ensure that ad hoc data can be
segmented by specific business accurate comparisons at the collected in a timely manner, so

functional level. information supporting business

units, functions or regions so o s
decisions is updated.

strengths/weaknesses can be = Ensure that accurate

pinpointed. thresholds are in place to notify = Keep KPIs/metrics and data
management when data indicates collection methods consistent
declining performance. over time for accurate tracking of

progress and improvement.

Source: CEB analysis.

© 2017-2018 Gartner, Inc. and/or its affiliates. All rights reserved. LDR181769 5‘|



PARTNER WITH THE LINE ON METRICS SELECTION

Stakeholder Responsibilities

L&D must share metric selection responsibilities with the line to ensure it is focusing on the right metrics.

Identify key stakeholders across
business areas the L&D function
is aiming to impact.

Communicate the importance of
partnering with the line during
the measurement process.

Align L&D priorities with goals of
business units.

Involve business partners in
identifying measures of success
for the most important learning
interventions.

Consistently track the agreed
upon metrics and provide
updates to stakeholders.

Share the business unit or
region’s priorities and concerns
with L&D.

Communicate how L&D can
support desired business goals.

Work with L&D to identify the
right measures of success for
L&D in that region or business
unit.

Provide feedback to L&D on their
data and insights, and help to
align metrics with key business
and talent goals on an ongoing
basis.

Key Reasons to Involve Business Leaders

= Ensures L&D and the business share the same goals and expectations

= Creates less debate later over L&D’s decision-making and prioritization

= Drives a common understanding of what is being measured and why

= Aligns L&D priorities to true business and organizational needs

= Help L&D understand the talent

and business outcomes that need
to be impacted by the learning
solution.

Help to identify the best way
to measure those outcomes
(realistically).

Agree on a measurement
approach for the L&D solution.

Support data-gathering (e.g,, if
L&D will be asking managers of
learners for feedback, enlist the
manager’s assistance in driving
response rates).

Source: CEB analysis.
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