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Brooke Campanelli: Good afternoon. I'm Brooke Camparaeili I'd like to welcome you to
today's Tech Talk, "Getting Smart about the Workforcay\&nalytics Matter. "

Before we begin, I'd like to make a few brief announagmerirst, this webinar is being
recorded, and the on-demand file will be availablenatv.ibm.com/cognos/techtaliSecond, for
an enhanced view of our presentation, please disable auoyp ftockers you may have installed,
then click the Enlarge Slides button located just benbatklide window at the bottom of your
screen. You may download a PDF version of the slide ptasen by clicking the Download
Slides button located underneath the slide window.

Our presenters welcome your questions, which may be sedmaitiany time during the webinar.
To submit a question, please type your question into the gndxik located in the lower left of
your console and hit the Submit button. We will answenasy questions as possible during our
Q&A session in the final 15 minutes of this hour-long waebcand any remaining questions will
be answered via follow-up email.

Well, now I'd like to introduce today's speakers for theinesr.

We have Chris Wright, with IBM Software Group Informoet Management Product Marketing,
and Eric Lesser, who is an Associate Partner witW ¢8nstitute for Business Value, where he
leads IBM Global Business Services Research and théeaglership in the area of human
capital management. His research and consulting hasfbausa variety of issues, including
workforce and talent management, knowledge managemegbdaboration, and the changing
role of the HR organization.

Well, now, Eric, I'd like to turn the program over tauy@elcome.
Eric Lesser: Thank you very much.

And just to give people a sense for what we're going terdgmday, I'm going to talk about a
recent study that we have done regarding how organizatrersddressing and managing their
workforce analytics, and then I'm going to turn it owemy colleague, Chris, who's going to
talk a little bit about IBM Cognos 8 Workforce analytpiatform.

So let's start, talk a little bit about the subject ofkfance analytics. We have found this to be a
topic of great interest not only to the HR and the I§amizations but to organizations at large.
Given what we're seeing in the larger economic envirohtoely, we're finding that
organizations are putting a particular focus on their wockfoso that we went out as part of this
study and talked to over 400 organizations with revenue grdate $100 million revenue per
year to understand how workforce analytics are helpiagagers improve the quality of their
business decisions and also how it's influencing HR's pencegsia strategic business partner
within the organization itself.
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Now, in today's difficult economic environment, we aneling that workforce analytics are
playing an increasingly important role. They are helpirganizations make better decisions,
more accurate decisions, about what to do with perlmgrsmost valuable resource, that being
their workforce. We are also finding that analytios elping and enabling HR professionals to
make the types of strategic business decisions that lodtee been lacking in many
organizations, but that the implementation, actual@i@t and deriving the value from these
workforce analytics are being hindered by both a serigscbhical and skill-related issues, and
we'll talk about that as part of the presentation.

So, first, let's talk about this issue of today's econ@nigronment and the role that workforce
analytics can play. In today's environment, there's besw spotlight on the workforce, that
people are being asked to do more with fewer and fewergebmy're looking to maximize

their use of their resources. They're looking to reatle resources during these difficult business
times. So we are, as we go through, we have seethénatare a number of HR issues that
organizations are facing that really have a strategigsio

So the first around defining the knowledge, skills and capyabdquirements for executing a
business strategy -- do you have the right people wathigiht skills and capabilities in order to
make decisions in how to essentially make the mostfue evorkers that you have in your
group? Given what they need to survive today, given whey&élgoing to need to be in the
future, do they have the right skills and capabilities?

We also see people asking questions about workforce perfoem@an | differentiate my high
performers, who | really want to hold onto in this maplaate, versus people who perhaps aren't
contributing the same amount? Am | able to developegjied to make sure that those high
performers feel that they're valued even in situatwmsre perhaps they might not be eligible for
raises or bonuses in a given year?

We also want to look at issues around retaining valued talenake sure that you have a
continuity of operations and you can drive future growtiemvthe economic upturn begins. You
want to look at strategies for reducing force redeployraad retraining, in the event that you do
need to reallocate your resources, that you do need petgyle off, or perhaps move them on to
different projects or different allocations. How daiymake sure you can make those decisions
from a fact base rather than just simply a gut feedjpective?

Collaboration and knowledge sharing becomes an imposdsunt.i How do you make sure that
your organizational memory is protected and preserved mftesitvhen early retirement
programs come into play and people are walking out the dolosiwginificant amount of
knowledge and relationships?

And then, lastly, the issue around developing carees atth succession plans -- if someone
leaves the organization, how do you make sure you Inawaduals with the right skills and
capabilities in place to take over their roles and resibdities and not have a potential gap in
service that could lead to customer defections or jugilgibreakdowns in operational
processes?
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All of these are strategic HR issues that we fedli@ny organizations are still trying to get
their hands around. And this chart, | think, illustrates gjuite effectively. If you look at this
overall chart, which sort of lays out the importaneesus the effectiveness in HR as they are
addressing these particular issues, this comes from owgysof over 400 companies that we
talk to. And what we found was is that there was a gmt gap between the importance that
they place on some of these strategic HR activatiestheir effectiveness in terms of addressing
them.

So if you look at some of the letters identified as A Brand H and | that are in yellow, you can
see that these are all fairly notable gaps in ternm®wafimportant these issues are to
organizations and how well they're actually performingéheasic tasks in terms of determining
the knowledge, skills and capabilities, in terms of evalgavorkforce performance,
understanding collaboration and knowledge sharing and derglepccession plans and career
paths.

We also found two other very interesting findings hergolf look at letter E, which is around
retaining valued talent within the organization, relativsggaking, companies think they're
doing well even though they state that this is perhapsitd® important thing that they're
focused on.

But we also saw on letter G that this issue around dpwe strategies for reductions in force,
redeployment and retraining, companies don't feel thaistipiarticularly important, which | felt
was kind of interesting, given the economic timewlmch we live, but that also that they're not
particularly effective. And one reason that this milgdtte come into play is the fact that in many
organizations it's not the HR organization that dictdtesamount of people or the types of
people who get laid off, but oftentimes that decisiotemulted to the finance organization,
because HR does not have this particular capability ireplac

However, what we did find, which we thought was particylarieresting, was that those
organizations that had workforce analytic applicationglace stated that they were more
effective in addressing many of these key human capitdleniges. So you can see the

difference in terms of the companies that are repteddn blue versus those that are represented
in green. Those that had a workforce analytics apmicah place found that they were more
effective in developing training strategies, retaining vahaézht, etc.

This | think is important, because organizations that as&force analytics in place are able to
make better decisions, particularly in these diffi@dbnomic times. So we're not surprised to
see that, but we believe that it's very important to tiieworkforce analytics can help you
make better strategic decisions about what to do on etyanfi topics related to human capital.

Now, when we looked at a number of these human -- gicateman capital issues, one of the
things that we found is that there are still lots of nrgations that are making decisions around
each of these topics without any use of workforce aieslythatsoever. So if you look at things
like letter H, understanding collaboration and knowledgeirsta37 percent of companies in our
survey found that they were not using workforce analwicdl to make decisions in this area.
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Similarly, around defining knowledge and skills and capabilipesround developing
succession plans and career paths. So there are stjlanganizations out there that are not
using workforce analytics at all to make these kinddezfsions.

We also found that there are a good number of companiearéhable to obtain basic workforce
data around each of these different capabilities. So ntaglyecan pull data around head count,
or they can get information around turnover. So thezeaagood percentage of organizations,
ranging between 40 to 45 percent, said that they're actidéyto get data around these
particular topics.

But when we ask people about more advanced decisionmakimgpreradvanced analytic
applications, in terms of being able to identify histortcahds and patterns, being able to look
backwards to see how are people being redeployed, orreoyoa tracking high performers
versus low performers, again, only a small percentagellydess than about a third, said that
they're able to do that. And even fewer, usually leas ) percent, said that they're able to
actually make scenarios and predict future outcomes ange rof human capital decisions.

Now, what we're finding is is that historically, orgaatibns have underinvested in this topic of
workforce analytics. So if you compare some of theeee advanced analytic capabilities, what
you would see on the customer relationship managemenbrsatethe supply chain side, it's not
surprising that workforce analytics, we believe, represantuntapped opportunity for many
organizations to put in place some of these more adsangdytics and to be able to be more
successful in making some of these strategic decisions.

So let's talk a little bit more about how workforce gheas$ directly applies to the HR
organization. One of the questions that we asked our conspaag what is your involvement,
what is HR's involvement, in developing corporate stratégy®the positive news is that we
found about 48 percent, just under half, said that trep@mactive participant in the strategy
process. So | think more and more we are starting to Reergfhnizations becoming more
active.

But when we asked people about HR organizations thatudyegroactive leaders, that are
helping to drive and provide direct input into the strateggess, we found that only 17 percent
describe themselves as being a proactive leader. Wheegmeested the responses from those
17 percent of companies, what we found was almost twiogaay companies in that particular
17 percent found that they had a current workforce anakystem in place. So more than twice
the number of organizations who said that they werecpiv@aleaders said that they were likely
to have a current workforce analytics application acel

We also found that amongst companies that are proactwetributing to strategy, that over 50
percent of them plan to have HR analytics in place thenext one or two years, so that this is
clearly an area of focus for companies where HR igusbtsimply taking orders from the
business but is serving as a true strategic partner.

Similarly, we find on the next slide that organizatiovi;ere HR makes a more proactive
contribution to strategy are also more likely to usertiore advanced analytics. And so you can
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see, again, companies that are making proactive contmisuiostrategy, as you can see in blue,
are much more likely to be using these types of analigiésok backwards at historical data and
look forwards in terms of scenarios and outcome planning a@ehpa other organizations that
are out there.

And then, lastly, what we found in the more proactived&anizations, that key stakeholders
from inside and outside the HR function were more yikeluse HR analytics, so that for
organizations where HR is seen as a key strategic paaimedytics are not just reserved for HR
executives or HR staff, but that staff in the lineduafiness are also actively using these types of
applications to make decisions, as well.

And then, lastly, we've talked about the value that &iealgan bring from a workforce
perspective, both in terms of how it's positioned imteof today's difficult economic
environment but also how it enabled HR to become a niaegic player. So overall, there's a
lot of positive things that can be attributed to workfaanalytics. But there are also some
challenges that we're seeing organizations face.

So when we asked people specifically what are some dfitingers that you are running into in
terms of implementing workforce analytics, we foundapte of issues. The first one was
around data consistency, the fact that data may bected by different business units or by
different geographies differently, and that it was harthake consistency in terms of apples-to-
apples comparisons in terms of how you both defined diftemetrics or different data points,
but then also how those definitions were interpreteditigrent groups.

We also found challenges around integration, both witlerhuman capital application, so
essentially having a recruiting system talk to a perfoomananagement system talking to a
learning and development system, but also incorporating rat&, operational types of data,
whether it has to deal with revenue numbers or saledbar or performance numbers or
operational metrics, making sure that those can besgsttht you can start to measure the
impact of your human capital programs on the restebtlsiness.

The third challenge which we see here is around acdégsithie fact that the data may be
available within a number of organizations, but actualiyiggeat that data can be very difficult,
and as a result people don't use it as much.

And then, lastly, another important issue which orgaitiratneed to take into consideration is
that of analytic capability, that end users of a worddaanalytics system may not have the same
types of quantitative backgrounds that you might find ingpky chain organization or a call
center environment, and as a result may not have theiexpe to take that data and apply it in
solving and coming up with new strategic perspectives. SoK that's an issue that
organizations need to be cognizant of, as well, not anly freople actually use the system from
a technical standpoint, but also how the data fromsygtem can then be brought together and
used to develop strategic insight.

So based on our study, what do we think are the actiabh€dmpanies should take to move
forward as they're looking to build their workforce amiak capability? We've identified sort of
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five important actions that organizations should takerimgeof making sure that they define the
actual workforce challenges that they're trying to sdlvat have an impact on organizational
effectiveness; that they are clear about what tte® requirements are and making sure that
there's data consistency in the collection acrosanizgtional units; defining a consistent
analytics platform to make sure that you can integriatd these different sources of data in one
clear and consistent environment; making it easy forrdiffiestakeholders to conduct analyses
and display results; and then making sure that you enbla@@malytic capabilities of the
professionals who are going to be using these systemake strategic workforce decisions. So
let's talk about these in a little bit more detail.

So one of the things as you're starting to think alb@lit why do | need a workforce analytics
system, is to define the actual challenges from a war&fperspective that your organization is
facing. So if your organization is going to be launching new pitscared services, how do you
make sure that you have the right skills and capabilitipéace to be able to support that
product from a launch perspective, whether it be areepaibling the right types of salespeople
to sell those types of products and services, do you havigkhdevel of customer support and
the right people who have the knowledge and the expéotiselp people with that product and
service? These are the types of questions that woekéoralytics can help you solve.

Other questions: understanding your recruiting channelypargetting the greatest bang for the
buck in terms of whether it's around college campusesth&hyou're looking at some of your
social media, how that's attracting candidates; dokyow where your high performers are
coming from and what are the right channels that akengeyour business appropriately;
understanding the difference between high performers angdoformers if you have a branch
network, and understanding what are the practices of thighgerformers and how could those
practices be shared across the organization; looking asiasoend demographic risk, are you
in a place where you have a significant number ofleyegs such as engineers who might be
retiring and taking with them a huge amount of knowledgeeapértise that might be difficult

to replicate in the outside hiring market right now?

All of these are questions that organizations shoulthin&ing about as they are then looking to
see what types of data do they need to make more stratesgieess decisions around each of
these different types of topics.

Next, looking at a variety of different data elememtsether it's data coming from sourcing or
head count or progression through the organization, ancdhghalire that there is consistency
between different geographies, different business uetsguse what we see in many
organizations, as companies have been built, let'9ogagquisition, or they've moved from
different ERP packages, what we find is is that manhede definitions and metrics have
grown, if you will, like the tax code. They haven't beelled. They haven't been adapted for
their new environments. And as a result you have a lapples-to-oranges comparisons that
make it difficult to actually do workforce analytics.

Next, making it easy for different stakeholders to condnetlysis and display results. The

information that's going to be needed from a senior execist going to be very different from
the more detailed drilldowns that might need to be dorenldyR business analyst or an HR
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specialist, so making sure that there are different wegtsyou can customize the end results,
ranging from a scorecard to doing more even of a naatieant analysis, finding out different
ways that you can start to segment and drill down thé&foace based on the needs of different
individuals.

And then, lastly, making sure that you look at your owntelBnt model, from the recruiting, the
developing, the managing performance and the connectioR @iréfessionals to make sure that
they are equipped with the right knowledge, the rightsskihd the right tools to take some of
this data and apply it solving some of the more strategmbss problems.

So, this gives you an overview of some of the survey firglihgt have come up from our work
with the APQC and also some directions that organizaigan go in in terms of truly building
an HR analytics capability that helps them make mivategjic workforce decisions.

With that, let me turn it over to my colleague Chrisighit, who's going to talk to you a little bit
more about the Cognos 8 Workforce platform.

Chris Wright: Thanks very much, Eric.

Our agenda is very brief and straightforward. Beforedive into our demo today, what | wanted
to do is provide a sense of context in terms of wheranbéytic applications fit on the IBM
Information On Demand agenda. I'll kind of give you a relbpefully a simple explanation of
what analytic applications are, traditional Bl verpaskaged Bl; take a look at our demo, which
really are vignettes both of a packaged approach to regoloiinh also how you would modulate
and modify that report to meet changing business condjtend then we'll take a quick look at
a case study.

So let's just dive right in here in terms of a typicah terms of where we sit in terms of the IBM
stack. As you can see here, this slide is just moredistextual understanding of where Cognos
software fits on the overall Information On Demandlstdn short, because | don't really want to
spend a lot of time on this, is there are really foyrikéormation requirements that
organizations must address to really unlock the businessofalermation for competitive
advantage. You can see down here InfoSphere, and afptieeG@ognos software, where the
analytic application [inaudible] in the context oistpresentation is really the workforce
optimization, the business optimization, for bett@sibess outcomes.

And that's just really some context here, but ledtstg the heart of the matter and really talk
about some of the critical pains here associated Wiiptdfessionals in the context of HR
reporting. And this is actually directly from a customexttie've had in Europe and the
challenges that they have just getting head count, begaimsarily they have a lot of contractors
that are outsourced or hired by individual, disparate branemel it's difficult to get a very good
idea on how that head count is going. And also they hawe ghallenges because it's a branch
distributed environment in terms of overall successilanrpng within those branch
environments so that they can really evaluate talergistently.
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So this presents itself for the HR professional, anduim some of you have probably
experienced this as well in your conversations with HEhasthere's really a desire to pull
different HR data from different systems so that yejot a consistent view of performance,
and not only that, that the consistent view of perforcagulls data and does an analysis cross-
functionally, so that there's a real clear perspeativhow that data is being analyzed and how
it's being ultimately used for better decisions.

And then obviously we -- they want a real clear undedstgnin terms of a consistent, cost-
effective way to really know their workforce and howdtmthat. And there's a couple of options,
which I'll review very shortly, but fundamentally folamy HR professionals this is conducted in
a number of ways. Certainly they can use spreadshedtpegndsheets, but there are certain
challenges in pursuing that, certain challenges in tefrirying to utilize these spreadsheets,
present accurate information. And also, as Eric hagiome, there's certainly inconsistent data
from which to make decisions.

And then also, as well, you've got certain challenge¢erms of multiple systems housing HR
workforce analytic data from which to pull and get thaaclee of sight on how the
organization's performing overall. And this presents itsslf=ric mentioned, both from an
analytic challenge perspective but also from a timesgomng process in order to create these
unique HR reports to provide visibility in terms of overatinkforce performance.

So this individual is likely looking for some form of pagkal, out-of-the-box reporting; a
capacity to change or modify their reporting environmenedh@s changing business
requirements; a desire for more self-serve capabjls@shere is less reliance on IT; and then
there's really very important here is that therelesare for HR metrics really to mean business
metrics so that they can, HR professionals, eleWvete&onversation they have around workforce
performance to the executive boardroom; and then at thefeéhe day the access to executive
data.

So let me just hop to the next slide here, and | thinkntleiphor aptly captures your potential
options. And, you know, we really link this to the overgdtions. You certainly have a
traditional Bl approach to a build versus buy contexyooarve got a packaged analytic
approach. And we think the metaphor best captures thiextoiYou can certainly build an
analytic application, but that would be a lot of climbiadot of stairs, to get to where you need
to go, or you can deploy a packaged analytic applicatibighareally is what we believe is like
taking the elevator. Well, let's explore this a litilefurther and see if this metaphor really works
for us.

So what are packaged analytic applications? Really, &adlfines this very well, and the first
part of it is really a defined data model extractiorotimer words, access to -- either an
application that can access and manage data from aisgsrurces, and that could be SAP, it
could be Lawson, it could be other forms of data thaténaksiding -- workforce data that's
often residing in the organization in disparate sousiEsur capacity to extract that information
and make sense of, and extract it to typically embeddedvdatdnouses or defined data model
here that has a codified set of measures and anagdisat it pulls this data from an SAP
environment, for example, puts it in an embedded data warekdese it can conduct and
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manage the data assets and measure from a measures geagective, and then from a
pushing out perspective a defined business context, and dadlysar collection of reports and
metrics that do the analytics and then push thatooydir stakeholders within the organization.

And, really, who cares? Well, if we go back to ouirsiaalogy, it's really a matter of do you
want to climb stairs or walk stairs up to the 10th floodowyou want to take the elevator? And
we really think that this is an approach that is an ¢ébe\approach and is a little bit faster.

So let's just dig this -- dig down a little bit deeper. And twh@ see in terms of what your
challenges are, certainly you can build a custom aonaygplication, but, really, the time to

value is long and complicated, in part because therearc&md of expertise required to build

an HR analytic application and then there are cern@imtenance costs and expertise involved in
terms of managing it over the life cycle of the apglmn.

If we go to the other option, certainly you can buy otgplications, but where we see the
difference, and we'll explain a little bit about thiktde bit later on, is that this requires, again,
on certainly our view, is that the content of thesdiegipons is not a one size fits all. There's a
certain amount of flexibility and adaptability that'suéed within the application so that it suits
the business needs of the organization over a long pertodeafAnd still here there's lots of
stair climbing in terms of making that customization.

And we think that the other, the nice fit in terms ofibg an analytic application, certainly our
position on this is that really what you need to cogrsid terms of your checklist of buying an
analytic application and thinking about workforce analyiscthat really, how quickly can | get
time to value? How quickly can | adopt the reporting enviremno suit changing business
circumstances, which are very critical? How quickly tamodify my reporting environment?
And how quickly can | get real-time insight? And whatis kind of best practice based content
that | can use to really get my analytics to work fe?m

And this is what we believe really serves as a founddtioour analytic applications, and in the
context of workforce it really works in the followingay. Here's really the guts of the IBM
Cognos 8 Workforce analytic applications. And more oftem not, just some background, HR
professionals and their IT counterparts really requselation that can pull and analyze reports
on information residing, or locked in different ERP eyss, as I've mentioned before, and this
data is very difficult to get analysis on.

And, in general, they've got individual capabilities, andindé/idual capabilities look at

specific areas such as business drivers here thatatoshkat are the aging workforce of my
organization? What's the demographics? What's the top tatention? How are we retaining
employees? What's the aging category of our employ#s?s the demographic breakdown of
it? And these business drivers feed into the human capatrgéas such as workforce strength,
talent acquisition, development, compensation andtietgrand then the application does a
cross-functional analysis against specific analyticesisions, which you can see here on your
left, around global visibility, demographics, diversity angexience.
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And that's just in a nutshell how it works. How itysatself out in terms of these specific areas
of capabilities or human capital capabilities is thigragle. So we've got specific analytic
packages for global strength demographic analysis. And wésse fhfackages do, they ask real
fundamental questions about how the workforce is perforagagnst specific metrics within the
organization. So, for example, and we'll see this veoytlsh is how is my workforce aging?
What's the age distribution of my workforce corporageid from, say, a region? And then even
drill down even to more specifics around a specific deatysuch as engineering. And we'll
explore that very shortly. But this is just one exégd how these analytic or human capability
areas work.

What makes us different -- | think this is an importdikes and it's really -- it's all about, in our
view, it's about automating business change and streamilrahgo that organizations spend
less time trying to customize their analytic applicatow more time spent on adding value to
that application over the life cycle of the applioatiSo really we boil it down to three core
elements of essence: create -- in other words, cameate new reports; validate that
information very quickly; and then publish it out so tbeganizations have a chance to view it.

So let's just take a look at how this looks in terms lndéne we believe we're different here. And
I'll just go to the next slide. There we go. So, in a gpieso, really, this boils down to we've
got fewer players involved in terms of making changebkéaeporting environment. And what
we have is rather than having multiple players digsgend manipulating information, we have
two, in this case.

And we have an approach that's really Model 1 [inaudiblejulti-language, multi-data model,
we'll look at that in the moment, a [inaudible] busmenodel, and all of this really drives a
consistent view of information relevant to each andyeuser community. It really reduces the
time and effort to build and maintain high-quality modelsyiour business. And really your
organization can gain confidence in the information thes/to drive performance.

What this means in a nutshell from an adaptability petsfge@nd we've talked about that, and
I'll define it here, is that really adaptability is abthg capacity to streamline the configuration
and add new reporting content quickly and cost effectivelglinyinating much of the
customization in interpreting of data involved in chandinginess requirements. And this really
occurs, as you can see here, through a single touchpainises kind of a point-and-click GUI
to create and validate and publish report editions and changes

And let's just take a look at how we do that befoegpop to our case study and then later on our
tour demo. And, as you can see here, we're able to dathé& quickly, is because we can
automate the generation of ETL code. So we can pullfdatayour difficult prebuilt connectors
or other data sources that you can see here, configw@lrees such as recruiting and learning
and staffing and more. And then we automatically gen¢nat&TL code, generate the
warehouse, generate the semantic layer, and then digaliggoublish these reports to your
different stakeholders, and giving them also, beforadtaally published, giving them a chance
to review and validate that information before it becemeailable to the wider organization.
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Also, because it's part of the Cognos 8 platform, yotaicdy have additional elements of the
application that you can use within dashboards and scdse@and this provides a very -- a
good overview of why we believe we're different.

How does this manifest itself with some of our cust&PeXnd here's just a very quick example
of how we've helped an organization. Arthur J. Gallaghan insurance company based out of
Chicago, and they've got a very branch-based businesiidhisf takes a look at some of the
priorities they had within their organization, that realle desire to build leadership DNA, the
desire to grow organically, but, more importantly, retlyalign how the organization managed
its talents consistently throughout and match it whthbusiness growth of the organization.

What they wanted to do, they wanted to, in terms ofempnting this successfully, they really
wanted to get multiple perspectives from their businastomers and users, and they went
through a very exhaustive approach to try to get a hamiehat their core needs were and then
really refine this process through the vendor selectioogss so that they came to a conclusion
that the Cognos application was best for them.

| just need to go to the right one here. Thank you. Aed fhst kind of overall benefits, really
what they were able to get is a consistent view antysisaf their workforce performance. And
what this drove was a more efficient and productiveistafif their organization and an
evaluation of how their workforce was performing, and &t&t they were able to really link HR
reporting and analysis directly to their corporate sgwt And this is really the key, | think, with
HR analytics is that it gives HR the capacity toeemhe executive board room and have a
conversation with executives on the relationship to aatpostrategy and business strategy. It
gives them a foundation for that conversation. Arad tthat we found, what A.J. Gallagher
found, was this was -- this helped them do just that.

So, what are the wider implications? Well, the witgplications for analytic applications
generally, whether that's in finance for IBM Cognos &Raial performance analytics or for our
conversation today around workforce analytics, isydh# capacity to get consistent self-serve
reporting and analysis from different data systems amdyukat analysis to pull information and
look at it in a cross-functional perspective so thatwe got different perspectives, but using the
same foundational data that's consistent and reliabtethat this will really allow the
organization to use this application and have it grow atehdxwith the evolution of its
business. And then ultimately it's about fact-basedhadiglecisionmaking using core KPIs and
leading indicators so that you get a really good read onp@rdmrmance.

For IT, it means ultimately less work, less staimbling. And for IT professional here's this
packaged capability, and its self-serve format allows org#ions to really get a sense of how
they're doing and then able to manage that with feweeddurces. And then ultimately it's the
ability to adopt the application over time so tha tlontent is continuously relevant and easier to
use within the organization. And then, of course, beciisgeart of the Cognos 8 platform,
there's an extensible Bl platform that can extendséthée of the application.

So, with this, | think we're just a little bit of delay®cthe slides here, but with this I'm going to
move to the slide, and we'll get started on it.
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So from the product, let's take a look at the demonstrafionr IBM Cognos 8 Workforce
performance to give you a real tangible sense of howtriks. And we're going to take a look
at two things. First, we're going to take a look at a packagart, and then secondly we'll take a
look at how we change that report using our application.

So let's just quickly take a look at a package report. Angoasan see here, we're taking a look
at your basic human capability areas that we mentieaddr -- workforce strength,
compensation, development and acquisition. And overergave workforce strength. So let's
just run this report here and show you how really sirtipieis. So we take a look at our
workforce strength, and we go down, and we want to taekaat employee age ranges both
corporately, country-wide and also from business fungi@mspective.

So here you can see the very simple prompt processt fiteos. We'll look at 2009, 2004 to
see how our employees are aging over that period eflissed on specific demographics. And
we can see here in the green that there is goingaabéable increase in aging for the folks
between 50 and 60, and we can go down to the operational hepe and take a look at overall
percentages and then look at what that means over [2000%nd

And the significance of this is that it begins to givesasie proof points and facts to have a
conversation with executive management over recruitstegitegies. We can also drill down to
specific countries. And here in this case, Canada, againptice that our workforce from 50 to
60 is aging fairly significantly over a period of timeveo a five-year period. And that should

help us inform at a local level potential recruitmerdtsigy and how we want to think about that.

And then we can even go deeper in terms of overalherging services, and here, too, we can
see how this shakes itself out from a business perspécwe here at the operational report.
And this, again, further informs us in terms of how wetta think about a recruitment strategy
and what that might involve. And the beauty of all thig's package reports, self-serve
reporting, that really allows us to start thinking abouttwira need to do. So we're getting really
faster insight to drive smarter workforce decisionghimiour organization.

From here let's just talk a little bit about what happeinen. And | think many of you have
experienced this kind of issue when a report needs to chamgjeinfortunately, and more often
than not, it's a new report that's needed ASAP, and nfiee than not it's needed yesterday. So
let's just take a look at what are the implicaticorstiiat.

And more often than not most organizations are facing $uson the top end of the slide here
you can see the increasing need for business inforndgimands, driven in large part the
dynamic business requirements and changing economic sitances, much of which we've all
experienced recently, and then, really, the limiteddpacity to supply and fulfill these
demands. And what that's causing is a real -- a bottlanghke capacity of IT to meet these
ongoing and changing business information demands, and @tingra certain kind of challenge
in terms of meeting the requirements of business chamg®ptimizing the organization from a
performance management perspective.
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So if we go to the next slide, what's the ideal wolid7eally the capacity to simplify the
fulfillment of business change to really, to meetibess change head on, and it's really a better
relationship between IT and in our case today HR.d##fyr what we call adaptability. And this

is really the capacity to make changes to reports andunesa your data warehouse as fast as
your business can change.

And this is really the jumping off point to what makes iffecent and really serves as the
backdrop to our next demonstration. And really that isathity to streamline the configuration
and add new reporting content quickly and cost effectielgl,really in effect eliminating much
of the customization and interpreting of data involvedhange business requirements.

And we're able to do this, quite simply, through a singlehpoint that really uses a point-click
GUI to do three things: first, create the report tha want to do; second, if we want to validate
that report; and then ultimately we want to publisht tieport to our package environment, as
I've explained earlier. And that's really what adaptahiiit our world, is all about. It's really one
touchpoint, faster configuration and a lower total cdsivenership.

So let's just take a look at changing a report. Let's gotbamlr earlier request from our HR
person, and in this case she wants to analyze or @eaport that analyzes employee transfers,
transfers in and out of the company. And here, too, witlrcompetitors' solution or even a
homegrown solution, this kind of approach would mean Ibkste nights, probably plenty of
coding and certainly uncertain outcomes and likely missak@arios just because the fulfillment
process is so long and cumbersome internally and uélynatainly driven.

So our solution, then, does and streamlines this configaratioew reports, and in this case
we've already done dimensions, mapped source data, alierddtt structure and populated our
metadata layer of the data house to be synchronized. A tthat | explained earlier in terms
of what's distinct about our approach. This is all daweautomated within the embedded data
warehouse.

So let's take a look at this kind of point-and-click appno&o this is where we want to do, this
is where we want to create, this is where we defineeport. So we have access to the
dimension hierarchies from our data warehouse, and gaing to add a location hierarchy by
dragging it to my reporting model to make it availablenfigrnew report. With this, | can create
a new report using my location hierarchy. | will add reemployee transfer calculations. And, as
a result, | can create a new report package with tiwdowation dimension becoming the
primary hierarchy of my report.

| will also identify the measures | ultimately waatanalyze, such as transfer count and hire
count. | can add as many measures that | want -- haresfar, promotion and termination, just
among others here. I'm just indicating what kind of reffat | want. I'm adding some elements
to that. | can also filter this using filters and prompts.

And once my report definition is complete, | can ask jenerate my report, as I'm doing here

on a summary detail level. So from here I'll click Sumni2etail, and I'll want to publish this.
Now, here is our opportunity to validate the informatiathwur HR stakeholder. I'm going to
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just stop it there for a moment so you can see. Here vaking a look at the period of time, at
the job area and the country, as we wanted to takekaaloit in terms of overall location
hierarchy and what are we trying to do. From here wecegainly drill down, but what's
important here is | can sit down with my HR stakeho#tt®d | can validate the merits of this
report, is this what they're looking for, before | adupublish it to my package reporting
environment. And this greatly simplifies the way thatwant to manage business change within
the organization and report on it.

And so, really, what we've done here in a very sinn@y is tried -- is basically place the power
of insight into the hands of the business user toyreathble faster insight and smarter workforce
decisions. And this ultimately allows, also, our ITfessionals to begin focusing on generating
greater value rather than more lines of code. Sdfettefve've made our customers more
responsive to business change through really one touchfasitér configuration and lower total
cost of ownership. So, in effect, we're able to chandasass our customer's business.

So, what's the benefit for your team? Well, let's @k@ok here at the old way of doing things.
The old way, slow, complex and costly, with multiplayers, layered approaches and certainly
plenty of opportunity to get things wrong. So that's kinchefttaditional way of doing it, and
what we've done is we've taken a different approach. We&eanstined this through our ability
to configure things fairly quickly, add new content famglyickly, and then follow the three core
principles of what we're able to do to optimize perfaro@of our workforce and the analysis of
our workforce data, and that's really create, validatepublish, and we can do that by
streamlining the way we manage that through what I'tesfusyn you.

So that's it for now. They're very short vignettesylite Camtasia. Granted, they're Camtasia.
But the goal here was to give you some sense of sometteigroeyou get a flavor for what we're
talking about when we mean packaged reporting and how wabkr¢o adapt our package
environment to meet business change.

Brooke Campanelli: Okay, now we are on to the questidragiswer portion of our event. And,
as a reminder, to submit a question just go ahead andayp&yestion into the question box
that's located in the lower left of your console dmehthit the Submit button.

Okay, gentlemen, well, it looks like | do have a questiere for you. First one is, how can IT
help HR justify the need for analytics within their orgaion?

Chris Wright: Eric, why don't you take a stab at thag then --

Eric Lesser: Sure. | think it's really a triumvirakéhink it's a combination of both IT and HR
plus the business. Because | think what you're ultiméieking to do is to solve some sort of
business problem associated with organizational perforenamc both HR and IT both play a
critical role in setting up and developing the analytizd tire needed to solve those problems.
But as long as those are being couched as either techrotdéms or HR problems, lines of
business aren't going to be interested. So it's really dindutg a sponsor in the line of business
so that HR and IT can jointly go together and say ihaeé better data around this particular
subject or this particular issue, it would help us eith@resthis particular problem, it would help

PDF Created with deskPDF PDF Writer - Trial :: http://www.docudesk.com



us mitigate risk more effectively, it would help us staytap of our competitors for these types
of reasons.

Brooke Campanelli: Great. Thank you. So I've got anajbestion coming in for you.
Someone's asking how much time it typically takes to deqh@yytics.

Chris Wright: Why don't | kind of jump on this one, Eric?

Obviously it always depends on the organization, but in géndrat we've found is that it takes
anywhere from 10 to 12 weeks to actually deploy and go litle these kinds of applications.
And, as always, again, it boils down to the complexitihe issue at hand, but on average that's
our typical goal in terms of how we work with organinas.

Brooke Campanelli: Let's see here. Any closing comnfemts you gentlemen, anything you'd
like to kind of give a brief closing summary of today'sgantation?

Chris Wright: Sure. Do you want to jump in, Eric?

Eric Lesser: Sure. This topic of workforce analytasswe've discussed over the last several
minutes, is, | think, an emerging area that is reallypped in many organizations. We did a
study just about -- another study just about a year ago, aasked people, to what extent can
you use data to make strategic insight around your humaalcand only found that about 6
percent of companies said that they were particularlg gothis particular area.

And we've seen this pattern play out in other functiaasyell. If you were to go back in history
and look five or 10 years ago at organizations and howwkey managing their supply chains,
and if you look even prior to that in how they were aging their customer relations, all of
these issues started out as large numbers of data tpid peeren't taking advantage of and
using to their strategic advantage. Now, within those fanst those types of applications are
commonplace. We believe that the workforce is re@lynext frontier in terms of people's
ability to make better decisions and invest in those dexssiod get better outcomes.

Chris?

Chris Wright: Well, I'd even take it a step furthidaat the context of the business environment
makes workforce analytics even more pressing. | think orgamis, as they look at their
workforce and understand where they might be going oeendlt six months of very difficult
times, the challenge for many organizations is really o we pinpoint the top performers from
those -- from the others so that we can begin havingra ooncrete approach to managing our
workforce talent more strategically but more basedata and overall performance?

And | think as Eric's mentioned, this is going to come &oftine both in good times and in
turbulent times today. So | think when we look at workfaanalytics we need to not only link it
to the broader business strategy of the organization Hiyt heav do we make decisions around
our workforce, and how do we validate these decisiortsibajood and bad times?
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Brooke Campanelli: Thanks, gentlemen. And I'm going to géveards here real quick,
because someone just sent in a question that I'd loveséoamswered. The question is, how well
does this work when there's no packaged ERP source? @oESlthuse InfoSphere DataStage
as a tool?

Chris Wright: | can take that on. The way it pullsadis that there's base connectors that are
either packaged within the application, so you have SABmetimes what we call accelerators,
SAP, PeopleSoft and Oracle. But also, because ofakibifity of the application we can

quickly configure the application to other ERP systems agdiawson and others. And we've
found that, in fact, what we're finding is that mosbaf implementations are increasingly on
nonconforming ERP systems, and we find that this conmettithe different data sources is not
very complex. Thanks.

Brooke Campanelli: Great. Well, thank you, gentlemelooks like we are at the top of the
hour here, and that's all we've got time for today. mkhau for your presentation and your
Q&A session and all your closing comments here.

And we thank all of you for joining us for today's TechHkT &or more information about today's
topic and to see our calendar of upcoming events, pteasisit www.ibm.com/cognos/techtalk

And we would like to ask all of you in our audience to justplete a brief satisfaction survey
before logging out.

Well, thanks again for participating in today's webiaad have a great day.
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