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Why People Analytics?
Using People Analytics tools is the difference between an
organisation making educated guesses and making factbased decisions about their people and their
experience. People Analytics refers to the collection and
analysis of data gathered from various data points.

Our experience with clients across a variety of
industries, both locally and internationally,
demonstrates a movement towards understanding the
importance of people analytics within an organisation.

Although historically associated with reporting on attrition
rates or overhead, we now move into an era where data is
more focused on understanding more about the employee
experience. More and more organisations are looking at
making data-driven decisions that benefit both employer
and employee.
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Research also supports the importance of People Analytics
whereby we see that an organisation with a thriving culture
and overall positive employee experience is:
• 13 times more likely to have highly engaged
employees;
• 3 times less likely for their employees to experience
burnout; and
• 3 times less likely to have layoffs 1.
Further to that, organisations that invest in employee
experience have more than 4 times the average profit.
They additionally have more than double the average
revenue compared to those that don’t 2.

It is for this reason that KPMG People & Change Advisory
sought out to develop People Analytics tool that would
support organisations in this respect. Our tools focus on
the employee experience by targeting two important pillars:
Employee Engagement and Company Culture.

MEASURE | DEFINE | ACTION
1 OC

Tanner, 2020, Global Culture Report
Business Review, 2017

2 Harvard
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Our People
Analytics Tools

The KPMG Culture Assessment Survey (1/3)
It is possible for an organisation to evaluate its culture as well as to
measure the system of values and behaviors throughout the organisation.
This assessment is carried out via a short, online, anonymous survey

8 main organisational
culture drivers

Employee
Autonomy

Strategic
Alignment

Senior
Leadership

Employee
Development

Customer
Orientation

Rewards and
Recognition

Openness
to change

Collaboration
and Inclusion
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The KPMG Culture Assessment Survey (2/3)
The KPMG Culture Assessment also includes an analysis of satisfaction
and dissatisfaction with different talent management areas:

Development
opportunity

Future career
opportunity

Collaboration in
my department

Satisfaction with:

People
Management

Rewards and
recognition

Work-life balance

Salary and
benefits
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The KPMG Culture Assessment Survey (3/3)
To provide deep insights into the culture of the organisation, data
related to the areas below are also collected.

Company Values

Company Descriptors

Respondents are given the
opportunity to express
what they believe are the
main values of the
organisation

Respondents are given the
opportunity to express
how they would describe
the company in three
words

Employee Qualities
Respondents are asked
what they believe are the
most important qualities
for the ideal employee of
the organisation

Leadership Qualities
Respondents are asked
what they believe are the
most important qualities
for the ideal leaders of the
organisation
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The KPMG Employee Engagement Plus Index Survey
The KPMG Employee Engagement Plus Index does not solely look at employee
engagement as a standalone concept.
This assessment is carried out via a short, online, anonymous survey.
Work
Engagement

Organisational
Citizenship
Behaviour

Satisfaction

Personal Initiative

Implicit
Leadership

Communication

Feedback and
Recognition

Resourceful
and
Challenging
Work

Organisational
Commitment

Positive
Affectivity

Work Resources

11 main employee engagement drivers

The KPMG Employee Engagement Plus Index also includes an analysis of your
organisation’s NET Promoter score, explaining how likely your organisations are
to recommend working at your organisation. The NET Promoter score
categorises respondents into 3 groups:

Promoters

Loyal employees who
would recommend
working at your
organisation to others

Passives

Satisfied employees,
but not really
enthusiastic enough to
promote or recommend
employment at your
organisation

Detractors
Employees that require
proactive outreach to
mitigate brand damage,
not particularly satisfied
with the organization to
the extent that they may
even discourage others
from potential
employment at your
organisation
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Our Approach to
People Analytics

Our Approach to Data Analysis
After collecting data from a people analytics tool, analysis is
carried out as explained below:

Responses to qualitative
questions (i.e. open questions
with write-ins) are analysed
individually (per question) using
thematic analysis which are
then divided into themes and
categories, to provide accurate
and specific results.

Results from the quantitative
data analysis (i.e. quantitative
questions with a rating scale of
1-4) are provided and a
comparison analysis of results
per driver and additional
questions between categories
in demographic groups is
provided.

DATA
DATA

This analysis is used to identify
significant differences between
demographic groups (i.e.
ANOVA). In addition, analysis is
used to identify the most
critical demographic groups in
the organisation.
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Our Approach to Deep Statistical Data Analysis
Outcomes of People Analytics
We use deep statistical analysis in order to examine significant
differences between demographic groups. This analysis will allow us to
identify Critical Demographic Groups in the organisation. These
identified groups would signify the individuals who have a greater retention
risk, are more likely to be dissatisfied and are unlikely to promote
employment at the organisation.

Critical
Departments

DATA REVIEW
(including
analysis of soft
data, hard data
and deep
statistical data
analysis)

Critical Job
Levels
Critical Age
Groups
Critical Group
based on Gender

Critical Groups
based on Tenure

Once these Critical Demographic Groups are identified a targeted
approach to transition them out of being Critical Demographic Groups can
be developed. Similarly, just as Critical Demographic Groups can be
identified, those groups that may be viewed as more positive can also be
identified and thus, ambassadors of the organisation will also emerge.
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Our Approach to Recommendations
An ever changing and rapidly evolving working environment has resulted in an
urgent need for more effective people decisions. In order to achieve success, an
organisation must be able to use data from a variety of people analytics tools to
determine the root cause of any issues, suitably select interventions and predict
any future developments.
Our Recommendations will first be categorised into ‘Areas of Critical Concern’,
‘Areas for improvement’ and ‘Company Strengths’.

Areas of
Critical
Concern

Areas for
Improvement

Company
Strengths

After being categorised they will be split based on the KPMG Organisational
Performance Framework and grouped as follows:

Organisational Design

Workforce Capacity

Workforce Capability
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Output of
People Analytics

Output of People Analytics
Quantitative results focus
on numerical data and the
‘WHAT’; Qualitative data
focus on semantic data and
the ‘WHY’
Quantitative and Qualitative
results work together to
give you a full picture of
the perceptions of your
workforce and realities of
your organisation.

Comparison
Analysis
(department/ age/
tenure etc.)

The results allow
organisations to make
targeted people decisions
that will directly impact
areas the workforce have
highlighted as needing
some improvement.
Having these results will
also create a baseline for
the organisation, with the
possibility of retesting for
improvement at a later
stage.
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Our Credentials

Our Selected Credentials (1/3)
Client

Financial
Institution
(Malta)

Financial Bank
(Malta)

Regulatory
Authority
(Caribbean)

Project

Description

Employee
Engagement
Survey

KPMG was engaged to use the tool created by the
KPMG People & Change Unit The KPMG
Employee Engagement Plus Index to evaluate the
level of employee engagement, delivering result
focusing on the drivers of engagement and people
management practices. This was carried out twice,
over two consecutive years (2019 and 2020).

Employee
Engagement
Survey

KPMG was engaged to use the tool created by the
KPMG People & Change Unit The KPMG
Employee Engagement Plus Index to evaluate the
level of employee engagement, delivering result
focusing on the drivers of engagement and people
management practices.

Employee
Engagement
Survey

KPMG in Malta, along with KPMG in the Cayman
Islands, was engaged to carry out a KPMG
Employee Engagement survey. This was done
through the implementation of the KPMG
Employee Engagement Plus Index. Analysis was
done across departments, job levels, age and
tenure. Critical demographic groups were also
identified.
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Our Selected Credentials (2/3)
Client

Insurance
Company
(Malta)

Insurance
Company
(Malta)

Manufacturing
Company
(Malta)

Project

Description

Employee
Engagement
Survey

KPMG was engaged to use the tool created by the
KPMG People & Change Unit The KPMG
Employee Engagement Plus Index to evaluate the
level of employee engagement, delivering result
focusing on the drivers of engagement and people
management practices.

Talent Business
Partnership

KPMG was engaged by the client to create the
core competencies for success in the workplace,
together with a capacity building toolkit for the
enterprise in order to ensure that its future state is
achieved. Ongoing training delivery (with over 50
hours of training conducted) was carried out,
together with performance management reviews
and employee engagement monitoring. An
Employee Engagement and Opinion Survey was
also carried out.

Strategic
Workforce Plan

KPMG developed a workforce plan which
required validation and endorsement from several
stakeholders including approval of scenarios and
future state of workforce needs. Organisational
structure was updated, together with job
descriptions of various roles. The KPMG
Employee Engagement Plus Index and The
Culture Assessment tools were used to evaluate
the level of employee engagement and to
evaluate the culture of the organisation
respectively.
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Our Selected Credentials (3/3)
Client

Central Bank
(Caribbean)

Government
Institution
(Caribbean)

Marketing
Company
(Malta)

Project

Description

Strategic
Workforce Plan

KPMG in the Caribbean, along with KPMG in
Malta, designed and executed a workforce
assessment and capacity building program for
the bank. The scope included examining both
internal and external forces and performing a gap
analysis to understand and forecast future talent
needs in order to develop a talent management
framework and suitable action plan. This project
included the administration of the KPMG
Employee Engagement Plus Index, the KPMG
Culture Assessment and the KPMG Skills
Assessment.

Analysis of Pay
and Benefit
Structure

KPMG in Malta, along with KPMG in the
Caribbean, was engaged to carry out a job
evaluation, job grading (using The KPMG sKale
Job Grading Methodology) and salary
benchmarking exercise. This initiative also includes
The KPMG Culture Assessment.

Strategic
Workforce Plan

KPMG was conducting an evaluation of the current
state of the organisation with reference to the
culture, leadership and talent management of the
organisation. This includes validation and
endorsement from several stakeholders including
approval of scenarios and future state of workforce
needs. The KPMG Culture Assessment tool was
also being used to evaluate the culture of the
organisation.
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About the Team

Get to know us
Background

Claudine Borg
Azzopardi
Director
Advisory Services,
People and Change,
KPMG Malta

Claudine has extensive knowledge and experience in supporting
leaders through personal and organisational change, utilising her
robust skills as a counselling psychologist and executive coach. She
has a particular interest in leadership development with a focus on
assessment and executive coaching.
Prior to joining the KPMG team, Claudine’s professional career
spanned periods of work as a Psychologist working for the NHS in
the UK, before moving into Leadership Consultancy and Executive
Coaching.
Having worked with and supported a diverse range of nationalities
and industries in the UK, Switzerland, and Malta, Claudine has over
20 years experience in enhancing top-leadership capacity and agility
at moments of personal and organisational transitions, supporting
transformational change by catalysing change agents and embedding
behaviours and mind-sets in everyday work.

Background

Ema Marie Attard
Manager
Advisory Services,
People and Change,
KPMG Malta

Ema has a Masters degree in Organisational Psychology (Birkbeck
College, University of London) and Bachelor degree in Psychology
(University of Malta). She is an organizational psychologist by
profession.
Prior to joining KPMG, Ema was a management executive at P5+
Management. She was responsible for career advisory, training and
development, performance management, people analytics and
organisational restructuring. Upon joining KPMG in 2017, Ema
continued to provide talent management consultancy services to
organisations.
Ema’s work has mainly focused on supporting organisations, in a
variety of industries, both locally and overseas, in translating their
business objectives and strategies into people strategies, with the
ultimate aim of improving organisational performance and the
employee experience.

Background

Eva Hruscova
Manager
Advisory Services,
People and Change,
KPMG Malta

Eva received a PhD degree in General and Experimental Psychology
at Institute of Psychology, University of Presov in Slovakia, is certified
Lean Six Sigma Yellow Belt and has a Talent Management
Masterclass Certification.
Prior to joining KPMG, Eva worked at LafargeHolcim European
Business Services in Slovakia where she implemented mentoring and
career counselling programs, was responsible for talent development
and led the end-to-end recruitment process. She led HR strategic
improvement projects in the United Kingdom and Austria.
Eva is the author of more than 20 psychological articles published in
scientific psychological journals and was a part of psychological
research project teams in Slovakia and Armenia. She received ‘The
Young Talent Award 2017’ in Learning and Development Awards in
Slovakia and ‘The HR Talent Award 2018’ in Slovakia.
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Team’s professional and industry experience
• Assisted with the operational and organisational review of an national insurance institution

in the Caribbean region with the intent of developing an organisational and reporting
structure based on current needs, future needs, and best practices.

• Conducted a job grading exercise for several government institutions in Caribbean region;

conducted a salary benchmarking for and iGaming company in Malta.

• Provided performance management support for an employment agency in Malta.
• Supported a bank in Malta and a government institution in the Caribbean region with a job

tasks analysis (job evaluation).

• Supported a bank (Caribbean), a government agency (Malta), marketing company (Malta)

and manufacturing company (Malta) with its strategic workforce planning; created the
mission, vision and values for a financial institution in Malta.

• Conducted an Employee Engagement & Opinion Survey and provided recommendations

and action plan to a regulatory authority in the Caribbean region.

• Worked on a number of people analytics engagements for the companies in the

insurance, manufacturing and marketing industries in Malta, and financial institutions and
banks in Malta and the Caribbean region.

• Provided talent data analysis and planning services to support the improvement of

expatriate retention for large charitable organisation in the Caribbean region.

• Identified core competencies for an iGaming company, insurance company and

government organisation in Malta,

• Worked on a talent business partnership with an insurance company in Malta in order to

assist with setting up the HR foundation and surrogacy services for the company,
including the development and launch of a tailored performance management system.

• Provided a talent business partnership to a European airline in order to create a core

competencies, a capacity building toolkit and carry out ongoing soft skills training delivery.
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Contact us
Claudine Borg Azzopardi
Director
Advisory Services, People and Change
cborgazzopardi@kpmg.com.mt

Ema Marie Attard
Manager
Advisory Services, People and Change
emamarieattard@kpmg.com.mt

Eva Hruscova
Manager
Advisory Services, People and Change
evahruscova@kpmg.com.mt

Links:
People & Change
People Analytics
The KPMG Culture Assessment Survey
The KPMG Employee Engagement Plus Index Survey
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