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A Bit about Monash

▪ A ‘Group of 8’ University

▪ Have around 17,500 staff

▪ Have around 78,000 students

▪ A range of international campuses and relationships

▪ Have annual revenues in excess of $2b

▪ Spend about $1.3b on staff and related costs annually



Re(Defining) What Workforce Information Means

▪ Like many other organisations we have silos, and talking to people in other silos can be difficult, 

and there is always more that you can do within your own silo…..so often we focus on our own 

silo (and it’s a big silo)

▪ So we consciously stopped talking about ‘HR data’ (because I’m not sure I believe there is such 

a thing)

– and we started talking about ‘Workforce data’

– and workforce data is data about our workforce regardless of the silo that it resides in

– and that made it a lot easier for us to tackle

• and besides no-one else was really working in this space anyway
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Improving Access to Workforce Information - HRBPs

▪ Replacing ‘on demand’ reporting with scheduled reporting and ‘self serve’ solutions

▪ Scheduling reporting for the whole university, not just the requesting area

– There is a business driver to the reporting request; we are all in the same business; if one area needs 

the information it stands to reason others need it too (often they just don’t know to ask)

▪ Improving the ‘visualisation’ of reporting

– It gives Business Partners something they can take to their clients

– Investigate the capabilities of your current tools….you might be pleasantly surprised

▪ Inducting new Business partners to the reporting environment

– We get better penetration with new staff than existing staff

– This is, for us, just an extension of our reporting on ‘new starters’



Improving Access to Workforce Information - in Practice

▪ We negotiated some enhanced access to 

our Business Intelligence platform with our 

IT area. Through this we have 

– deployed an additional 46 self-serve 

reports to our HR Community

– developed an additional 30+ reporting 

templates that we use to standardise other 

reporting we deliver

– And we are piloting a wider deployment 

with the Faculty of IT

▪ Some of our biggest successes have been in 

deploying out of the box visualisations 

(heatmaps, pyramid graphs etc.) in contexts that 

others hadn’t thought of



Areas where we’ve made a difference - Service Delivery

▪ We embraced HR Service Delivery Reporting as a core service offering of our Workforce 

Analytics function

▪ The biggest change we made was the frequency of our reporting (internally)

– We started reporting weekly on our quarterly KPI’s

– We’ve started to add additional measures (internally) that we know influence our KPI performance

▪ We really started to look at where our KPI reporting didn’t align with feedback we were receiving

– And we focussed on refining those measures, often unpicking years of legacy

– This made a lot of people uncomfortable….but we couldn’t improve a service if we thought it was 

already perfect

– This gives us more reasons to engage with our fellow HR staff and to build relationships



Service Delivery Reporting - Weekly

▪ We report weekly on a ‘rolling 

quarter’

▪ We compare against prior and prior 

comparable periods

▪ We provide metrics that directly 

support our KPI delivery

– Eg. The proportion of re-issued 

letters impacts our overall service 

level….there was a time when we 

weren’t reporting on these at all



Areas where we’ve made a difference – TEQSA

▪ The Tertiary Education Quality Standards Agency (TEQSA) has a standard colloquially referred 

to as ‘AQF+1’

– Simply put it refers to the qualification level that an Academic staff member should have to 

teach into a particular course

– The qualifications that staff members hold are recorded in our HRIS, SAP (HR data)

– The units and courses that they teach into are recorded in the timetable system, Syllabus+, 

(Student Services data)

– Once we decided that the units that someone taught into was Workforce data it was easier 

to access and use

• We had a valid business reason to request the timetable data, and a specifically 

defined scope of what we wanted



Areas where we’ve made a difference – CEED

▪ Continuing Education Excellence Development (CEED) is an internal program looking at the 

continuing development of the Teaching capabilities of our Academic Staff

▪ …and it’s the moment when I really knew we were doing the ‘right thing’

▪ They record the training they offer in our HRIS

▪ They approached us looking for an accurate staff list so that they could report monthly on the 

program

▪ In the meeting we offered to deliver the reporting for them end to end (it was after all held entirely 

in systems that we could access and were familiar with)

▪ Not only did they thank us for our help, but they let the wider business how much help we’d been



Changing Our Focus…again

▪ When we started making information more available we implemented a shared folder location 

where we refreshed on a weekly basis over 180 reports in 14 operational and strategic subject 

areas

▪ Our Business Partners and Business Support teams loved it….we’ve migrated most of this now 

to our self serve platforms (and they are still talking to us)

▪ We are actively moving our focus now to not running reports. 

– We have over 1800 staff in a supervisory or management position we can’t run reports for them all

– We make people aware of their self serve options and help them to become competent in their use

▪ We focus now on ‘Creating Information’, ‘Helping People to Access Information’, and ‘Helping 

People to Understand What the Information Means’



Where to next

▪ Workforce Planning

▪ Extrapolative Analytics (I don’t like the ‘magic’ phrase predictive)

▪ ???



Wrap up & take-aways

▪ Report it first, work how to make the reporting sustainable later

– Necessity is, after all, the mother of invention

▪ Make use of the tools you have

– If you are not making the most of what you have now, then you won’t make the most of a 

new tool when you get it

▪ Leverage your core capabilities in new and interesting ways

– Report on the HR workforce

– Make yourself a recipient of the reports you need to do your job in the best way you can

▪ Questions….?


