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Letter From  
the Editor
Effectively developing leaders is an essential element to the 
success of any organization. Leaders can impact business 
outcomes, organizational culture and the employee experience 
— just to name a few. Despite the large amount of money 
organizations spend on leadership development programs, 
organizations aren’t always satisfied with their leaders’ 
development. We know developing leaders and managers can be 
challenging; in this journal, we provide you with several strategies 
to further develop your leaders and managers effectively. 
In this issue, we tackle ways to develop inclusive leaders who 
foster inclusivity at their organizations and encourage leaders to 
set an example of civility in the workplace to increase employee 
performance. We also highlight ways to increase leaders’ ability 
to be more effective managers. 
This issue also explores evergreen issues such as the impact 
of artificial intelligence on HR, striving to make HR more data-
driven and increasing workplace flexibility to enhance the 
employee experience. 
We hope you enjoy this issue. 
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Most Effective 
Managers

Most In-Demand 
Managers

Connector

Cheerleader

Teacher

Always On Connector

Cheerleader

Always On

Teacher

The Nuts and Bolts of 
an Effective Manager
What Makes a Good Manager Great?

Some leaders build exceptional talent,  
and others may hinder employee performance.

Of the four types of managers, there’s one clear 
winner, and it might surprise you.

26%

9% 7%

-8%

Connector managers can increase employee 
engagement and triple the likelihood of their 

employees becoming high performers. 

So how exactly do they do it?

Teacher

Teacher

Always On

Always On

Creates a positive team 
development environment

Has a hands-off  
approach to development

Teaches based  
on own expertise

Develops across a breadth 
of skills

Provides targeted 
feedback

Provides positive, 
empowering feedback

Provides advice-oriented 
feedback

Provides frequent 
feedback

Connects employees for 
coaching and development

Encourages employee self-
development

Drives employee coaching 
and development

Directs employee coaching 
and development

Connector

Connector

Cheerleader

Cheerleader

11 Essential Components of a  
Connector Manager

Management Style Impact on  
Employee Performance

47% focus feedback 
on employees’ 

personal 
development

Managers of global, 
multicultural, hybrid, 

or large teams are 
1.31x more likely to 

be Connectors

Connectors are 
more likely to have 

been managed 
by a Connector 

themselves

56%  
have often 
worked on 

high-impact 
projects

Connectors  
are 1.35x more 

likely to be 
involved in 
community 

groups outside 
of work

Connectors 
welcome feedback, 

and spend 15% 
more time learning 

from peers

Connectors enjoy 
discussing team 
successes 2.98x 
more than their 

own

50% prioritize 
employees’ 

strengths when 
giving feedback

62%  
believe their team  

members recognize 
each other’s 

contributions

40% agree 
differences 

in opinion are 
respected and 
lead to effective 
decision making

67%  
agree they  

frequently help 
colleagues on 

their teams



3 Ways to 
Build Inclusive 
Leaders
By Akshita Singla
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In the age of digitalization, 
where innovation and 
collaboration are paramount, 
a lack of inclusivity means 
missed opportunities to use 
divergent perspectives to 
push toward better ideas. 

Teams that are diverse in gender and highly 
inclusive perform 40% better than teams that 
are only diverse but not inclusive (see Figure 1). 
Furthermore, inclusive teams work 12% harder 
and are 57% more collaborative than noninclusive 
teams.1 The substantial business benefits of 
inclusivity, coupled with understanding it, have 
caused a growing number of HR functions to 
encourage leaders to model inclusive behavior. 
However, it is first important to understand what 
diversity and inclusion mean.

Therefore, to have a diverse and inclusive 
environment, it is imperative to build inclusive 
leaders by following three steps.

Use Organization-Specific Examples to 
Increase Relevance and Receptivity
Leaders may be hesitant to change or unaware  
of their biases; providing generic guidance 
doesn’t help them integrate inclusion in 
their work environment. To increase leaders’ 
receptivity to change and improve the likelihood 
of sustained behavior, HRBPs should focus on 
connecting to leaders’ individual experiences in 
their daily environments.
However, HRBPs often fail to ensure participants 
uniquely relate to the teachings and feel 
personally responsible to change their behaviors. 
For example, unconscious bias training shows 
how someone can be biased, but not how a 
specific individual can be biased in their daily 
work routine. By seeing standardized or uniform 
examples of noninclusive behaviors, leaders 
may struggle to recognize exclusion is an issue 
— or that they can improve — in their own work 
environments. 

Make Inclusive Behaviors Feel Actionable,  
Not Additive 
Show leaders prescriptive examples of how 
inclusive behaviors can easily be embedded 
in general leadership behaviors, rather than 
teaching inclusivity as an isolated skill. 

Diversity: The collective mixture 
of differences and similarities 
that includes, for example, 
individual and organizational 
characteristics, values, beliefs, 
experiences, backgrounds, 
preferences and behaviors

Inclusion: The achievement of a 
work environment in which all 
individuals are treated fairly and 
respectfully, have equal access to 
opportunities and resources and 
can contribute fully to the 
organization’s success

1.0x

1.4x

High Diversity 
and Low 
Inclusion

High Diversity 
and High 
Inclusion

Figure 1: Impact of Inclusion on  
Team Performance

1.4

0.7

0.0

n = 4,397 leaders and 2,758 teams
Source: 2016 Gartner Leadership Validation Survey
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HRBPs should embed practical inclusivity into 
leadership activities in the following two ways:
1. Demonstrate inclusive approaches to 

common leadership situations. While 
exclusionary behaviors can be easier to spot 
following unconscious bias training, leaders 
can struggle to identify inclusive behaviors. 
Behaviors such as actively listening to all team 
members in meetings and showing interest in 
members’ career development and well-being 
are not only activities good leaders should be 
doing already but also keys to inclusion. HR 
should coach leaders to recognize how they 
can implement these simple behavioral shifts 
into their routines to be more inclusive. 

2. Integrate inclusive teachings throughout 
leadership development. Leaders often 
struggle to integrate inclusive behaviors 
because they consider them separate from 
their day-to-day activities. But through every 
interaction, leaders are communicating to 
their teams the norms, behaviors and traits 
of people they value. Leaders must recognize 
all leadership behaviors can be conducted 

in an inclusive or exclusive way. In other 
words, HR should show leaders inclusivity 
is not a separate skill to develop but instead 
something that should be embedded in 
every action. For example, leaders can make 
the everyday act of decision making more 
inclusive by increasing transparency with the 
stakeholders and employees that the decision 
will impact and communicating the decision 
constraints throughout the process.

Embed Bias Mitigation Efforts Into Existing 
Processes to Sustain Behavior Change

As a supplement to inclusive leadership training 
efforts, HR can target leaders’ behaviors directly 
by tweaking existing business processes to 
prompt certain behaviors and guide leaders’ 
decision making in the moment.

These process tweaks are also known as 
inclusion “nudges,” or soft, nonintrusive 
mental pushes that nudge leaders away from 
unintentional biases and prompt inclusive 
behavior (see Figure 2). 

Source: Gartner 

Figure 2: Types of Inclusion Nudges

Type Explanation Example

Feel-the-Need Elicits an emotional trigger for behavioral 
change by making the brain feel the need 
for change, rather than using rational 
understanding

Displaying pictures in an 
org chart

Process Alters existing organizational processes to 
make them more objective and structurally 
resistant to the influence of bias

Assessing qualifications 
through blind resumes

Framing Encourages a more inclusive thought 
process by helping the brain perceive 
information that prompts more inclusive 
decision making

Using gender-neutral 
language in job 
descriptions
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Inclusion nudges make actionable, inclusive 
decision making natural and reduce reliance on 
willpower, preventing leaders from falling back 
on default behaviors. Contrary to unconscious 
bias training, inclusion nudges target behaviors 
rather than attitudes, are simple to implement 
and can be embedded into leaders’ daily tasks.

Conclusion
Inclusive leaders build inclusive teams that 
clearly outperform teams with low inclusion. 
Organizations tend to focus on unconscious bias 
training to make leaders inclusive. 
Instead, HR should make the need for inclusion 
feel relevant to leaders’ own environments, show 
them how inclusion fits into their daily activities 
and tweak everyday processes to prompt 
inclusive behaviors.

Endnotes
1 2016 Gartner Leadership Validation Survey

What type 
of manager 
are you?
Find out if your coaching 
approach causes more 
harm than good.

Take the Quiz
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Compliance 
Communication 
Strategies:  
Lessons HRBPs  
Can Apply

As an HR business partner 
(HRBP), knowing the current 
state of your business and 
recognizing emerging trends 
is vital to doing your job 
effectively. 
Understanding your organization and having 
insight into other functions can help you apply 
other functions’ best practices to your own to 
optimize efficiency. 
For example, you can learn how compliance 
teams have launched best-practice strategies 
that improved how they communicate with their 
internal stakeholders. 
Employees throughout organizations face high 
volumes of internal communication emails in 
addition to multiple chat and instant message 
systems that organizations implement to support 
collaboration (see Figure 1). As a result, employees 
are forced to sort through and make sense of an 
overwhelming and growing amount of information.
External events, such as social movements 
and current events, can impact how HR 
professionals are expected to communicate 

By Khrystian Pereira

Source: “Time Flies: U.S. Adults Now Spend Nearly Half a Day 
Interacting With Media,” Nielsen; “Death by Information 
Overload,” Harvard Business Review; “Slack Hopes Its AI 
Will Keep You From Hating Slack,” MIT Technology Review

Figure 1: Communications 
Landscape

Adults spend nearly 11 hours per 
day absorbing information.

Employees receive an average  
of 350 emails per week.

Compliance teams have to 
consider the needs to address 
social trends and evolving 
cultural expectations.

The average user sends 70 
messages daily through internal 
company chat systems.

Younger generations prefer to 
receive internal communications 
from their managers.
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with their client groups. You must be ready to 
support communication efforts as a result of or 
in preparation of a scandal, crisis or legislation 
change. These strategies can be used beyond 
these aforementioned examples and modified  
to best support changes in your organization. 

The amount of information employees receive 
overwhelms them; similar to compliance teams, 
you need to be aware of social crises, such as  
the #MeToo movement or new regulations.  
These unexpected disruptors should be 
addressed quickly to reduce the possibility of 
negatively influencing employees’ lives and 
impacting productivity. Swift and succinct 
communication, coupled with specific audience 
communication preferences — which vary 
depending on workforce demographics — are 
important tools to focus your message and 
directly deliver it to the client group audience. 

While all generations value communication 
through email, company intranet or managers 
and peers, younger generations prefer to 
receive information directly from managers 
(see Figure 2).
Over the last five years, we have identified 
several compliance communication trends 
you can apply when communicating with your 
client groups. You can effectively support 
communication initiatives within your client 
groups given your insight into client groups’ 
needs, wants and workflows. When working with 
business unit leaders to communicate messages 
to specific client groups on the leader’s behalf, 
you should consider the following to increase the 
relevance of your message: 
• Focus communication to specific workforce 

segments. Direct communications to specific 
employee populations; for example, by 

Figure 2: Preferred Internal Communication Channels
Percentage of Employees Selecting Each as a Top Preferred Channel, by Age Group

n = 28 companies and 25,154 responses
Source: 2017 Gartner Channel Effectiveness Diagnostic

0%

40%

80% 74% 74%

60%

69%

52%
55%

41%
34%

19% 19% 19% 18%
14% 13%

Your  
Manager

Company 
Email

Intranet 
Homepage

Peers on 
Your Team

Leadership 
Briefings

Communications 
Newsletter

Peers Outside  
Your Team

Millennials Other Age Groups
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department, level or role. Employees are 
more likely to give attention to messages that 
directly relate to their roles and workstreams. 
Work with your communications team 
and other stakeholders to plan and map 
high-level communication topics to target 
communication effectively. This ensures 
your communication fits with the overall 
communication plan for your organization. 

• Determine the communication channel.  
After identifying the audience for each 
message, you must support your organization 
to select the appropriate communication 
channel. By gathering survey data and 
employees’ qualitative feedback on 
communication preferences, you can cater 
communication effectively. Look at the target 
audience’s information consumption patterns 
to determine the channels they interact 
with most. Examples of communication 
channels are:

 – In-person channels — Town halls, 
presentations, group or one-on-one  
meetings and workshops

 – Virtual one-way channels — Newsletters, 
blogs, posters and intranet postings

 – Virtual interactive channels — Web 
conference, video conference or 
teleconference

• Time communication properly. Compliance 
teams use just-in-time or moments-based 
compliance communications as part of their 
approach to communicating effectively. 
Similarly, you can create a communications 
calendar to identify moments when employees 
are more receptive to messaging. For 
example, the calendar may include events 
such as holidays, role changes or promotions, 
and corporate changes, such as a merger 
or acquisition.

• Keep it simple. Your client groups will receive 
your communications better when you keep 
it simple. As the amount of information 
employees consume increases, you should 
support communication initiatives that keep 
messages concise.

Employees engage with more information 
than ever before, and you are well positioned 
to support business leaders in creating 

communications initiatives that effectively 
share required information. As HRBPs, you can 
learn from compliance teams by implementing 
concise, audience-focused messaging to 
increase its relevance. Additionally, you can 
gauge and select client groups’ preferred 
channels of information and on-time 
communication efforts after an impactful 
occurrence to increase employees’ perception  
of organization integrity.
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According to an EY global 
survey of full-time workers 
in eight countries, one-third 
of full-time workers say 
managing work-life balance 
has become more difficult, 
with younger generations 
and parents hit the hardest.1 

Such survey findings have led many 
organizations to increase their flex-related perks, 
such as remote working, floating desk spaces, 
flexible hours, unlimited vacation or a flexible 
dress code to attract and retain employees.
According to Gallup’s recent report, flexibility 
is one of the top perks employees say they 
would change jobs for.2 Employees tend to 
make job switch decisions based on the offered 
benefits and perks. They are interested in jobs 
that offer better work-life balance, a deeper 
sense of autonomy and opportunities that can 
secure their financial future. If leaders want to 
compete for top-quality candidates, they should 
consider weaving some element of flexibility into 
their culture. 
For instance, over the last few years, many 
organizations have changed their dress codes 

to promote a more inclusive work environment, 
engage better with employees and communicate 
that what an employee wears is not the measure 
of success at their company. According 
to an SHRM report, 50% of organizations 
reported allowing casual dress every day, up 6 
percentage points since 2017 and 18 percentage 
points since 2014.3

However, questions related to dress code 
policies are an ongoing source of confusion 
and concern for employees and employers. 
Organizations either don’t have a defined policy 
around dress codes or rely on employees to 
decide what is the most appropriate attire. 
A clear dress code policy sets the tone for 
employees who may feel constrained by a 
restrictive dress code without singling out 
specific groups.

Benefits of Dress  
Code Policies
Corporate dress codes establish the company 
brand. Organizations must clearly communicate 
the expected standards of appearance in the 
office. However, a lack of a comprehensive policy 
on attire or an overly casual one can break down 
an organization’s established culture. 
Having a comprehensive policy ensures a safe, 
comfortable and professional workplace for 
employees. It also ensures no employee group is 
singled out or discriminated against. Moreover, 

Implementing a Flexible 
Dress Code Policy
By Abhilasha Gupta
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clarifying why a certain style of clothing or 
footwear has been left out of the policy helps 
create a culture of transparency and ensure 
employee support. 

Examples of Companies’ Policies
In March 2019, Goldman Sachs announced 
employees would now have more flexibility in 
deciding what to wear to work. By doing this, 
it joined a growing number of financial and 
professional services firms that have embraced 
less formal dress codes compared to the extremely 
formal dress codes they were known for.
The announcement reads as follows: 

The trend of “white-shoe” firms going business 
casual took its last big step forward in the 
summer of 2016, when JPMorgan Chase and 
PwC relaxed their policies.5,6 However, these 
announcements and Goldman’s differ because 
Goldman’s contains no specific instructions to its 
employees about what is and is not appropriate, 
or how to judge when it is safe to dress casual 
and when to err on the side of more formal. 
However, these companies aren’t the only ones 
making such changes. 
Virgin Atlantic announced in March 2019 that 
its female cabin crew members are no longer 

required to wear makeup during work, and 
trousers have now been integrated as part of 
their standard uniforms. “We want our uniform 
to truly reflect who we are as individuals while 
maintaining that famous Virgin Atlantic style,” 
Mark Anderson, an executive vice president 
with the company, said in a statement. “We have 
been listening to the views of our people and as 
a result have announced some changes to our 
styling and grooming policy that support this.”7

Earlier this year, Target, a U.S.-based retailer, also 
announced that its employees can now wear 
jeans any day of the week. This isn’t a surprising 
change for Target employees; in early 2017, 
Target told its employees they would be allowed 
to wear jeans on weekends if their same-store 
sales increased for the year. Beginning 3 Feb. 
2018, Target employees had the option to 
wear jeans to work on weekends through the 
end of 2018.8

Things to Keep in Mind When 
Implementing a Flexible 
Dress Code Policy
• Communicate clearly: Don’t assume 

employees know the difference between casual 
and business casual. It’s up to HR to educate its 
client groups and provide the necessary dress 
guidelines and examples.

• Keep it simple: Communicate the dress 
code policy so employees understand what 
is expected. Multiple dress code rules and 
scenarios can be as confusing as the formal 
dress code you are trying to avoid.

• Include consequences, if applicable: If 
employees will face consequences for violating 
the dress code, ensure you explain the 
consequences in the policy. 

• Be region-sensitive: Factor in all locations 
and seasons when creating an updated 
dress policy. For instance, someone in the 
United States might interpret business casual 
differently than someone in China or India.

• Ensure leader buy-in: Ensure leaders buy into 
the policy and model the appropriate dress 
code themselves. 

• Create a comprehensive policy: Ensure the 
dress code policy accommodates exceptions 

“Given our firm philosophy and the 
changing nature of workplaces generally 
in favor of a more casual environment, we 
believe this is the right time to move to 
a firmwide flexible dress code. Goldman 
Sachs has a broad and diverse client 
base around the world, and we want all of 
our clients to feel comfortable with and 
confident in our team, so please dress in a 
manner that is consistent with your clients’ 
expectations.
“Of course, casual dress is not appropriate 
every day and for every interaction and 
we trust you will consistently exercise 
good judgment in this regard. All of us 
know what is and is not appropriate for 
the workplace. We hope this approach will 
provide flexibility for our people and create 
a welcoming environment for all.”4
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based on an employee’s religious beliefs or 
medical needs. 

• Provide relatable examples: While showing 
examples of what is appropriate, provide 
examples employees can relate to, rather than 
showing celebrity images that are heavily 
photoshopped.

Flexible Dress Code Policies 
for Diversity Groups
It is important to ensure your dress code policy 
doesn’t ban anything that discriminates against a 
specific group based on culture, religion, gender 
or even physical health. For instance, stopping 
a Muslim woman from wearing hijab is a type of 
discrimination and can expose the organization 
to legal liability. 
A report from the University of Missouri analyzed 
the professional experiences of 12 people with 

either physical or psychological disabilities to see 
what impact workplace dress codes had on their 
experiences in the job market.9 It discovered 
these rules can seriously limit the employability 
of people with disabilities. Hence, organizations 
must update or change dress codes to 
promote a more inclusive work environment, 
communicating that what an employee wears is 
not the measure of success at their company.

Endnotes
1 “Global Generations: A Global Study on Work-Life Challenges Across 

Generations,” EY.
2 “State of the American Workplace,” Gallup. (Free registration required.)
3 “2018 Employee Benefits,” SHRM.
4 “Goldman Sachs Allows Bankers to Trade Bespoke Suits for Khakis,” 

Bloomberg.
5 “JPMorgan Chase Embraces Business Casual,” The New York Times.
6 “PwC Ditches Its Outdated Dress Code for Men and Women,” The 

Telegraph.
7 “Virgin Atlantic Updates Female Dress Codes,” Human Resources.
8 “Target now Allows Employees to Wear Jeans,” American City Business 

Journals.
9 “Exploring Clothing as a Barrier to Workplace Participation Faced  

by People Living With Disabilities,” Societies.

A clear dress code policy sets the 
tone for employees who may feel 
constrained by a restrictive dress code 
without singling out specific groups.
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Big data, predictive analytics, 
data-based decision making: 
These buzz words are not new 
to HRBPs. CHROs and talent 
analytics continue to discuss 
the role of talent analytics in 
driving meaningful change.

In fact, 70% of organizations 
have increased investments in 
talent analytics, yet only 12% 
believe they effectively use 
talent data to make decisions. 
More than half of talent analytics leaders 
indicated developing the analytical capabilities 
of other HR staff (including HRBPs) is a top 
priority for 2019.1

HRBPs are the front lines of driving impact 
through analytics by turning insights into action. 
Developing analytical capability will be crucial 
for HRBP success in becoming a strategic 
advisor who uses data-driven solutions to impact 
organizational achievement.

The Case for  
Analytical Capability
In addition to CHROs expecting their teams 
to develop analytical capabilities, 84% of 
HRBPs indicated their internal clients expect 
them to use data when making talent-related 
recommendations. However, the quickly shifting 
skills expectation can make this a challenge. In 
fact, 80% of HRBPs indicated the capabilities 
they need to use data have changed in the past 
two to four years.2 By working now to build your 
analytical capability, you can develop better 
partnerships with your business unit leaders and 
set yourself apart as a strategic advisor.

Building Your  
Analytical Capability
By Chad Moore
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Therefore, taking steps to build your analytical 
capabilities will have tangible benefits for your 
relationships and your ability to deliver results 
(see Figure 1).

To develop your analytical capability, three areas 
comprise analytical capability; growing your skills 
in each adds value to the support you provide 
your client group:

1. Data decision awareness — Knowing when 
to use data when making decisions

2. Data decision clarity — Understanding what 
data and analytics you need

3. Data judgment — Having basic comfort 
and skill with using, interpreting and 
communicating data

Data Decision Awareness
As HRBPs, you have likely faced scenarios 
where your business unit leaders come to you 
requesting a change to a major process or policy 
based on their perception of a problem. Leaders 
may say things like, “My people are quitting at 
a much higher rate than usual; we need to find 
a way to retain them.” “The best candidates are 

declining my offers; we aren’t paying enough.” 
As customer-oriented HRBPs, the natural instinct 
is to respond to these requests as quickly and 
effectively as possible. However, this often 
results in missed opportunities to identify a 
problem’s root cause and implement a more 
effective solution.

Building your analytical capability includes 
knowing when a client request requires more 
analysis before reaching a decision. For 
example, when a leader is concerned about 
team turnover, you will want to verify turnover 
is actually increasing. The recency effect of a 
few high-profile departures in a short period of 
time may skew that leader’s perception of the 
actual turnover. 

A simple way to make this a reality for your 
day to day is to consistently respond to these 
requests by saying, “I understand your concern. 
Let me take some time to investigate this issue 
and gather the appropriate evidence for us to 
address it.” This will allow you to come back to 
your leader with data that either supports the 
claim or gives evidence that the leader may 
simply be reacting to recent events.

Source: Gartner 

Staff With Limited  
Analytical Capabilities

Staff Proficient  
in Analytics

Analytics Skill  
Development

   Develop unsupported hypotheses. 

   Make incorrect conclusions from the data 
and generalized recommendations. 

   Bring assumptions to conversations with 
clients and stakeholders.

    Strengthen decision making in talent with 
data-backed evidence.

    Measure individual performance based on 
business unit’s talent outcome and financial 
performance.

    Bring dashboards and data to conversations 
with clients and stakeholders.

Figure 1: Benefits of Developing Analytical Capabilities in HR
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Data Decision Clarity
HRBPs seeking to develop their analytical 
capability will also need to understand the 
talent data most relevant to your client group’s 
goals. This helps you track the most relevant 
data to effectively address your client group’s 
challenges and support your individual 
performance goals. For example, if your client 
group needs employees to develop specific 
digital capabilities, you may want to partner with 
recruiting to assess the talent pipeline or work 
with L&D to determine the training resources 
available and create a communication plan.
Use the framework below to think through your 
organization’s goals and select talent data that 
supports and drives progress toward that goal 
(see Figure 2).
Completing this exercise also allows you to tie 
your objectives to measurable business results 
and will help you prioritize your initiatives  
based on the level of impact.

Data Judgment

The third piece of analytical capability is 
the ability to comfortably use data as a core 
component of your day-to-day work. This 
involves coming prepared with dashboards 
and data to client discussions and proactively 
discussing trends that may be impacting 
the business. 

To achieve this shift, HRBPs may face a primary 
challenge of changing the relationship with 
business leaders, because leaders often come 
to HR with a solution in mind and expect 
HRBPs to execute. 

HRBPs need to drive regular meetings’ agendas 
based on data rather than using their limited 
time to respond to ad hoc leader requests. They 
should reframe ongoing meetings to primarily 
focus on progress against key talent metrics, 
gathering your clients’ feedback on those metrics 
and identifying action plans to address gaps.

Source: Gartner 

 Start With 
the Business 

Problem

Generate 
Hypotheses

 Interpret the 
Data

Tell Your 
Story

• Uncover the business  
context and why it is 
important to address 
the problem now. 

• Identify an end 
business goal 
for the problem 
or request your 
analysis may solve. 

• Identify who beyond 
your own line leader 
you should be 
working with on  
a data project. 

• Develop your own 
hypotheses. 

• Translate your 
hypotheses into 
testable questions.

• Select relevant, high-
quality data sources.

• Ask five key questions  
to interpret the data  
with a critical lens:
1. Is this what I  

was expecting?
2. Is this a one-time blip 

or a trend?
3. Is this data skewed?
4. What benchmarks 

should I use?
5. How are the variables 

related?

• Understand your 
audience.

• Introduce the problem 
and build context.

• Describe how you 
analyzed the data.

• Present your findings.
• Discuss and debate your 

recommendations.

Figure 2: Framework for Analytics Use in HR
Understanding the Elements of Data-Driven Insights
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Turnover

Q3 2013 Turnover

Q3 2012 Turnover
9%

12%

HRBP

Insight-
Focused 
Business 
Unit 
Leader

Below is an example of how Sears Holding Company changed how HRBPs interacted with business 
leaders about talent data (see Figure 3).

HRBPs can be better strategic partners by 
making data part of the ongoing conversation, 
bringing insight to clients proactively and 
discussing solutions that create business impact.

What HRBPs Can Do Now
Commit to asking your leaders probing 
questions, and avoid decision making before 
testing talent issue hypotheses.
Understand your clients’ business objectives, 
map them to talent initiatives and determine 

measurements of success. Communicate these 
to your clients, and make them part of your 
personal objectives.
Regularly discuss key metrics with your clients 
and their progress against them. Commit to 
actions based on those results, and follow up 
to ensure success.

Endnotes
1 2019 Gartner Future of Talent Analytics Survey
2 2019 Gartner HR Professional Priorities Survey

The HRBPs 
review 
progress 
against 
talent 
initiatives on 
the people 
dashboard 
with the 
business 
unit leader.

HRBPs 
realign 
metrics to 
changes in 
business 
priorities as 
needed.

HRBPs 
pressure-test 
for metric 
relevance to 
priorities by 
discussing 
upcoming 
business 
initiatives.

Source: Adapted From Sears Holdings Corporation

HRBP

HRBPs Work With the Analytics Team  
to Update the Dashboard

“We need to measure engagement 
daily, instead of using the annual 

survey results. How can we do this?”

HRBP HR  
Analytics

 Is the business doing 
anything that might impact 
progress against turnover?

 Is turnover still the correct 
metric to track for what  
you need?

HRBP
Business 
Unit 
Leader

“We want to keep  
our sales force stable 

during the holiday 
season, and we are 

going to keep our stores 
open late this year.”

Engagement

Figure 3: Analytical Capabilities Applied in Business Leader Interactions
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Chatbots  
in HR

Increasingly, digitally 
literate employees 
have higher technology 
expectations for HR. 

Although HR strives to 
become a more effective 
strategic partner that 
helps drive business 
strategy and integrate 
effective, technology-
enabled solutions into 
the business, many 
employees still expect 
HR to be tactical. 

By Amy Phelps and Royce Brosseau
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This challenge is particularly poignant for HR 
business partners (HRBPs); HRBPs are asked to 
do more than ever with greater urgency, while 
continuing to be strategic business partners.
To free up time to pursue strategic work, HR is 
turning to technology-based solutions to do much 
of the heavy lifting on tactical components of HR 
work. One such solution is chatbots. 
Chatbots are AI-powered conversational platforms 
that simulate human-like conversations with 
users through a text- or voice-based interface. If 
you have ever used Siri, Alexa or Google Home, 
you are already familiar with these AI-driven 
conversational platforms. Chatbots have been 
widely successful for customer platforms to 
more efficiently serve clients. As you consider 
your internal clients, chatbots can be your 
answer to consumer demand for just-in-time, 
personalized responses. 

Opportunities for  
Chatbots in HR
Chatbots are not a new technology, but they 
were previously implemented in customer service 
activities. As HR begins implementing chatbots, it 
is customizing them to apply to HR-specific tasks. 
Consider the following chatbot applications some 
HR functions are already leveraging.

Candidate Screening and Management
In addition to the competitive labor market, jobs 
sites and implementing features to facilitate easy 
application processes (e.g., LinkedIn’s one-
click apply) have grown dramatically. This has 
massively increased the number of candidates 
— 70% more than in 2012 — and means recruiting 
has to dedicate more time to screen applicants 
and answer routine questions, one of the biggest 
headaches recruiters face.1 Chatbots can step in 
to solve this challenge and ask candidates the 
same introductory questions so recruiters can 
focus on more complex tasks in the recruiting 
process with well-qualified candidates.
Additionally, chatbots can provide immediate 
candidate feedback and be active 24/7. This 
means chatbots can be the first filter for 
candidate inquiries throughout the recruiting 
process, answering questions when they can and 
routing them through more traditional channels 
if they cannot. This time reduction for candidate 
interactions not only alleviates the burden on 
recruiters but also leaves candidates more 
satisfied as they instantly get an accurate answer.

L&D and Onboarding
In our 2018 survey, 60% of L&D functions are 
piloting chatbots, scaling up their usage or 
planning to use them in the near future.2 This is 
because chatbots have the potential to benefit the 
learning function in many ways. 
One way is through personalizing the learning 
experience. For example, if an individual starts an 
online training, a chatbot can be deployed to ask 
a series of questions about the learner’s existing 
knowledge. Based on the individual’s responses 
to the bot-generated questions, the chatbot can 
instantly present a custom training plan made 
of existing content. This offers a personalized 
learning experience for each employee without 
the exhausting and unrealistic task of developing 
individual training sessions.
Because effective onboarding is crucial to an 
employee’s success, it is important to get the 
learning experience right, especially given the 
current job market where employees are leaving 
on their own more frequently and openings are 
being filled throughout the year. New hires are 
starting at different times and have different 
needs, and traditional onboarding models can 
be overwhelming and disengaging. 

Chatbots are not a new 
technology, but they were 
previously implemented in 
customer service activities.
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New hires are now utilizing onboarding chatbots 
to answer commonly asked questions. Most of 
these questions are predictable, so preexisting 
answers can be provided instantly, and chatbots 
can redirect inquiries to the correct person if 
they cannot answer it. While chatbots cannot 
provide the perfect answer to every inquiry, 
they can help reduce the volume of requests HR 
professionals answer, freeing up more time for 
strategic activities.

Open Enrollment
New hires are frequently overwhelmed by the 
benefits options and the myriad of processes to 
access each. As a result, they usually reach out to 
HR to inquire about the available options and the 
information about how to decide on and enroll in 
each. Chatbots can alleviate much of the burden 
this places on HRBPs and other HR professionals. 
Chatbots can take employees’ benefits inquiries 
and provide instant answers. Furthermore, they 
can interact with HR software, such as Workday, 
to actually enroll employees in benefits programs 
directly through the chatbot, as opposed to 
simply pointing the person in the right direction. 
While this presents a clear benefit to HRBPs, 
employees also have an added benefit. Instead 
of combing through many pages of company 
policies or waiting for a response from HR, 

employees can receive instant responses to 
their inquiries in most cases. In cases where the 
chatbot cannot solve the inquiry, it can still route 
the conversation to an HR member.

Obstacles and Risks to 
Implementing Chatbots in HR
It’s hard to overcome the fact that many people 
prefer face-to-face interactions when they have 
questions, and any process automation results 
in pushback to reduced human interaction. 
Admittedly, chatbots are not a perfect technology, 
and they will make errors. But they can also learn 
with time. Consider these four things if your 
organization is using or plans to use chatbots:
• Consider the types of applicants who might 

be faced with a chatbot in the recruiting 
process. Will certain roles expect a more 
“white-glove” touch? If so, potentially great 
candidates might be put off by a chatbot 
experience in the recruiting process. Eighty-
two percent of job seekers say they are often 
frustrated by an overly automated experience, 
and 87% agree technology has made the 
job search process more impersonal.3 This 
risk should be carefully weighed against the 
potential benefit of leveraging a chatbot during 
the recruiting process.

Because effective onboarding 
is crucial to an employee’s 
success, it is important to get 
the learning experience right …
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• Take caution to protect sensitive employee 
data when leveraging chatbots. Unlike many 
of the more common uses of chatbots in 
customer service functions, HR frequently 
handles sensitive organization- and individual-
level data, including staffing counts, HIPO 
status, compensation information, employee 
social security numbers and addresses, and 
more. HR should handle this information with 
respect and care; make sure the same care 
extends if you are leveraging or planning to 
leverage a chatbot to handle a component of 
HR tactical work. Examine potential legal and 
privacy risks, and coordinate with additional 
stakeholders (e.g., legal counsel, data 
security experts) when applicable. This is a 
great opportunity to apply a cross-functional 
approach, and collaborate with partners in 
legal to ensure HR’s policies are compliant with 
the organization’s and vice versa. 

• Equip your team with the skills necessary to 
fully use the new technology. As with any new 
technology implementation, new skills will be 
required to support the system. While chatbots 
substantially benefit HRBPs’ workflows, these 
roles could see a shift in their responsibilities 
and skills requirements. Furthermore, as 
chatbots are imperfect, HR staff will still have 
to support the implementation, but this can 
ultimately help make chatbots more capable.

• Monitor opportunities for updates or 
changes to chatbot technology. Technology 
is constantly changing and improving. If you 
are using a chatbot, make sure the technology 
stays relevant and helpful to your employee 
audience. Additionally, set parameters to 
measure the chatbots’ success. If no clear 
success metrics exist, including tangible 
metrics around saved time or improved 
efficiency, don’t be afraid to reconsider the 
setup or entirely pull the plug. 

Next Steps for You as an HRBP
If your HR function is already leveraging chatbots … 
• Identify ways to monitor your employee client groups 

for their feedback on the chatbots. Find out whether 
employees in your client groups are aware of the 
chatbots and are using them. 

• Ask your line leaders for suggestions on using chatbots 
to improve the employee experience. Consider asking 
them for explicit feedback on the technology. 

• Carefully evaluate potential risks and obstacles 
associated with leveraging chatbots in HR. If necessary, 
share your concerns with HR leadership.

If your HR function is considering leveraging chatbots …
• Consider monitoring opportunities to use chatbots in HR, 

and share your knowledge with the decision makers. 
• Start thinking of how to help introduce chatbot to your 

client partners, and equip your colleagues implementing the 
chatbot with essential knowledge on how to best roll it out 
to employees in your client group.

• Introduce the idea to your line leaders, and get their 
initial feedback; if possible, share your findings with the 
HR team to influence the chatbot implementation. 

If chatbots aren’t on the radar for your HR function …
• Consider the potential opportunities to leverage chatbots, 

and create a business case for your HR function. 
• Reach out to those in your organization outside of HR to 

see if they are implementing any new technologies, such 
as chatbots, to automate some of the more mundane and 
repetitive work in their respective workflows.

Endnotes
1 2018 Gartner Recruiting Effectiveness Survey
2 2019 Gartner Learning Innovations Survey
3 2017 Gartner Recruiting Innovation Survey
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Driving 
Performance 
Through 
Civility With 
Dr. Christine 
Porath
By Hailey Bebel

Dr. Christine Porath is a tenured professor at 
Georgetown University’s McDonough School 
of Business. She’s the author of “Mastering 
Civility: A Manifesto for the Workplace” and 
co-author of “The Cost of Bad Behavior.” 
Christine is a frequent contributor to the 
Harvard Business Review and has written 
articles for the New York Times, Wall 
Street Journal, McKinsey Quarterly and the 
Washington Post. She frequently delivers talks 
and has taught in various executive programs 
at Harvard, Georgetown and USC. Prior 
to her position at Georgetown, she was a 
faculty member at the University of Southern 
California’s Marshall School of Business.
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Organizations are increasingly 
shifting focus from individual 
to group performance, 
requiring employees to 
collaborate. 

To achieve personal, team and organizational 
goals in these collaborative environments, Dr. 
Christine Porath claims we need civility. Civility, 
or respect, is most commonly demonstrated 
through good manners, courtesy and emotional 
intelligence. What happens, however, when 
incivility is introduced to and allowed to fester in 
the workplace? What happens when employees 
are exposed to hostility and aggression?

Causes of Incivility and What 
Happens When It Festers
During her interview, Dr. Porath shares that uncivil 
treatment causes a chemical reaction in the brain. 
In part of her research, individuals were exposed 
to either civil or uncivil treatment and asked 
what five things they would do with a brick. Their 
answers were distinctly different, depending on 
their group. After being treated civilly, participants 
responded positively, such as saying they would 
use the brick in construction projects. Whereas 
after being treated uncivilly, answers tended to be 
more aggressive. 
According to Dr. Porath, those who are mistreated 
feel the need to take it out on others: “A lot of 
times it flows down in the organization; we take it 
out on people who have less status or power than 
us.” She also discusses the difference between 
direct and indirect incivility, with direct incivility 
occurring when you are the target of someone’s 
uncivil behaviors, and indirect incivility occurring 
when you are not the direct target but still 
experience the negative effects. 

When direct incivility is allowed to fester 
in a workplace, it begins to take up a lot of 
brain space. Through her research, Dr. Porath 
determined this negativity causes individual 
performance to decrease, because when 
employees are exposed to incivility: 
• Their working memory operates 18% slower.
• They are more likely to make errors.
• They are five times more likely to miss 

something in front of them, such as their own 
or others’ mistakes.

• They get caught up in the negative cycle and 
adopt uncivil behaviors.

Incivility can also affect employees even when 
they are not the direct target of mistreatment — 
known as indirect incivility. Dr. Porath shares that 
de-energizers, or those who foster negativity, 
have an impact four to seven times greater on 
those around them than energizers, or those who 
foster positivity. This is because people fixate on 
negativity over positivity, even when they are not 
the direct subject. In fact, Dr. Porath shares that 
when employees overhear negativity, they are 
more protective and focused on themselves. As a 
result, these employees are three times less likely 
to help others, negatively affecting their ability 
and desire to collaborate with and help their team 
members — known as their network performance. 
This indirect incivility is also more effective when 
it comes from superiors. Dr. Porath explains 
employees are more likely to “catch it” from their 
managers because they feel they have less control 
over the situation. This, in turn, affects their work, 
mental well-being and ability to innovate, and 
it can even lead to turnover. In fact, based on a 
survey she and her colleagues conducted, 12% 
of participants that experienced incivility left the 
organization as a result.

What HRBPs Can Do
Dr. Porath outlines the following three main areas 
to manage incivility in the workplace, including 
methods HRBPs can use to promote respectful 
practices within client groups. 

Manage Uncivil People
According to Dr. Porath, to manage uncivil  
people, “Leaders must take a tough stance.  
Set expectations and hold people to them.” 

Incivility in the workplace can be 
defined as a work culture rife with 
bullying, rudeness and other actions 
that disrupt the work environment’s 
behavioral norms.1
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She lays out three approaches leaders generally 
use to deal with uncivil people; however, 
these approaches are not effective at solving 
the root issue:
• Fire them. Firing these employees removes 

the incivility they brought to the team and the 
organization, but it requires recruiters and the 
hiring manager to dedicate time to backfilling 
the position.

• Isolate them. When a manager wants to retain 
an uncivil employee’s talent, one option is to 
isolate them by granting that employee the 
ability to work remotely. While this enables the 
team to retain its talent, it may be disruptive to 
team dynamics. 

• Pass them to a different team or business 
unit. Dr. Porath deems this option as the “bad 
thing that often happens” when managers 
pass around employees they feel do not fit 
with their teams. Rather than eliminating the 
incivility, it spreads the virus to other teams or 
business units.

Instead, Dr. Porath recommends HR professionals 
train them. This option involves training 
employees on the detrimental effects of incivility 
and promoting respectful practices. 
It not only solves the issue of incivility but 
allows the business to retain its talent without 
disrupting team dynamics or spreading incivility 
to other teams. 
As an example, Dr. Porath emphasizes, “Civility 
doesn’t mean you are just being nice; you can give 
negative feedback, you can disagree. This is about 
the how; you have to be respectful.” She advises 
managers to “show some warmth and then give 
harsh feedback, because then employees know 
you care.” HRBPs can use this advice to promote 
respect between employees and managers 
and train them on framing negative feedback 
constructively and respectfully. 

Foster a Civil Culture
Next, Dr. Porath expresses that organizations must 
create a civil culture to promote respect among 
employees. This happens when organizations 
identify their mission, goals and intended culture 
and define values that support them. An example 
she provides is Steven Kerr, coach of the Golden 
State Warriors basketball team. One of Kerr’s goals 
as a coach is to cultivate a culture around joy, 

HRBP Quarterly | Fourth Quarter 2019 25



mindfulness, compassion and competition. She 
explains Kerr realized that to achieve this culture, 
it “has to be a daily focus. You have to build 
practices and routines around your values.” 
HRBPs can take this example and apply it to their 
organization by working with HR and business 
leaders to define the business’s overall culture 
and values around civility and respect. They can 
then work to increase employees’ workforce 
culture alignment (WCA), or the extent to which 
employees are aligned with organizational culture, 
by removing barriers employees face when trying 
to operationalize culture. 
The first of these barriers occurs when employees 
struggle to translate the culture into their day-
to-day work. One method for HRBPs to remove 
this barrier comes from our research on the Bill 
& Melinda Gates Foundation. During a culture 
initiative, the Gates Foundation identified and 
communicated four pillars that made up its 
organization’s culture. Employees were uncertain 
about what these pillars meant for them, so 
HR released a “dos and don’ts” template teams 
could use to personalize the organizationwide 
behaviors. After implementing this customized 
template, the Gates Foundation saw a statistically 
significant improvement in 80% of the cultural 
factors it measured. 
The second barrier is when employees struggle 
to balance between cultural values, such as 
being inquisitive and behaving civilly. This may 
occur in organizations that ask their employees to 
challenge the status quo but expect them to do 
so respectfully, creating potential organizational 
tensions. HRBPs should first work with employees 
to identify whether these tensions exist in their 
environment and then work with their leaders to 
create frameworks that help employees manage 
these tensions. 

Ensure Personal Civility 
Finally, Dr. Porath says, “We don’t always have 
the ideal circumstances around civility in our 
environments, so it really starts with you.” Not 
all employees have control of their surroundings 
or their interactions, so it is crucial to ensure 
everyone is taking care of themselves. This means 
employees are taking the time to be good to 
themselves and care for their physical and mental 
health. HRBPs can take the initiative to promote 
mental wellness in the workplace by using the 
following three strategies: 
• Coach organizational leaders and employees to 

recognize signs of an employee struggling with 
mental wellness. 

• Provide support for those struggling with their 
mental health.

• Promote a culture that emphasizes mental 
health awareness.

HRBPs can also encourage employees to take 
care of their physical health by working with 
their HR leaders to provide incentives for 
physical wellness. 

Conclusion
HRBPs have a critical role in managing incivility in 
the workplace and promoting practices to ensure 
employees feel respected. Dr. Porath explains 
they can accomplish this by managing uncivil 
people, fostering a civil culture and ensuring 
personal civility. 
Dr. Porath also has a civility assessment on her 
website that quickly assesses user behaviors. 
Once users complete the assessment, they are 
directed to a page that details their strengths, 
areas for minor improvement and areas that 
require greater focus, along with advice on how 
to improve in those areas. HRBPs can distribute 
this assessment to employees and ask for honest 
feedback. They can then take the aggregate 
results and determine which areas employees 
most need to focus on as a whole, as well as 
partner with L&D to develop trainings addressing 
them to promote respectful practices.

Endnotes
1 “An Antidote to Incivility,” Harvard Business Review.
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Compensation philosophy 
is one of the key pillars of an 
organization’s employment 
value proposition (EVP).  
This philosophy not only 
impacts employees’ 
internal perception of their 
organization but also reflects 
the external market. In 
our current labor market, 
maintaining the right EVP 
is imperative for attracting 
and retaining critical talent 
segments.

Applying Market 
Data to Benchmark 
Compensation

Traditionally, the compensation policy is based 
on internal parameters such as company 
size, revenue and growth projection, growth 
outlook, industry and location. Organizations 
often benchmark against the market, their 
direct competitors and talent competitors. 
Market data plays a critical role in defining an 
equanimous umbrella for setting up standards 
to define the policy.

The market data for compensation can be 
readily extracted through various publicly 
available sources:

• Government data sources — Many countries’ 
labor statistics report salary data of various 
occupations and roles. In the U.S., the Bureau 
of Labor Statistics analyzes salary data monthly 
and reports it for various roles offering market 
salary at the median level and 10th, 25th, 75th 
and 90th percentiles.

• Job descriptions — Job descriptions are 
posted on job boards or a company career 

By Shaileja Verma 
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Source: Gartner TalentNeuron
Note: Median base salary does not include bonus, benefits and any overtime pay.

$92,400

$76,500

$58,400

Role 1

$128,900

$94,500

$71,500

Role 2

$69,150

$57,400

$39,500

Role 3

$95,400

$78,500

$57,400

Role 4

$40,500

Role 5

$71,400

$58,100

$40,500

Role 7

$71,400

$58,100

$33,800

Role 8

$37,500

$61,500

$33,800

Role 6

$50,500

$28,500

$130,000

$-

$65,000

90th Percentile
Median
10th Percentile

Figure 1: Example of Salary Representation Format
Across All Locations Defined

portal, also acting as a source for a role’s salary 
and benefits.

• Syndicated secondary salary and benefits 
reports — These reports for various 
occupations and geographies are offered 
by many survey providers such as Mercer, 
RobertHalf and TowerWatson.

• Self-reported salary data — Websites such 
as Glassdoor, Salary.com and Payscale have 
a database for salary and benefits offered to 
a company’s employees. The source of this 
database is the employee-reported values.

In cases where direct salary data is not available 
for a role and geography, data can be estimated 

based on occupation-level data or any other 
role in the job family for which data is available. 
Based on the profile and understanding of the 
role against the benchmarked, estimations can 
be applied for relative percentage variation.

Once the data points have been extracted for 
the required roles and geographies, the next 
important step is representing this data in 
consumable formats that can lead to informed 
decision making (see Figures 1 and 2).1

Endnotes
1 Gartner TalentNeuron provides talent analytics and advisory insights 

for areas such as strategic sourcing of labor, workforce planning, 
competitor analysis and diversity analysis.
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Location Hourly 
Wage

Annual Median Salary Cost (USD) Hourly 
Wage

Percentage 
Difference in 
Median Salary CostBrick and Mortar Work From Home

U.S. $15.50

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$11.60 30%

Pittsburgh, PA $15.50

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$11.90 32%

Kansas City, MO $16.50

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$12.30 28%

Dallas, TX $16.10

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$11.70 31%

St. Louis, MO $16.40

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$11.90 30%

Houston, TX $15.40

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$11.70 29%

Detroit, MI $15.30

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$11.80 29%

Nashville, TN $15.10

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$10.80 33%

Raleigh, NC $14.40

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$10.80 33%

Salt Lake City, UT $15.00

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$10.90 32%

Cincinnati, OH $14.90

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$10.90 31%

Phoenix, AZ $15.00

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$10.70 33%

Columbus, OH $14.90

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$11.20 29%

Austin, TX $14.80

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$10.50 32%

San Antonio, TX $14.50

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$10.90 29%

Jacksonville, FL $14.50

40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

$10.40 32%

Miami, FL $14.30
40,000 20,000 0

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920

0 20,000 40,000

31,380
31,730
32,630
32,490
32,600
33,370
33,590
33,710
34,190
34,250
34,270
34,920
34,940
35,880
36,040
36,070
36,920 $10.90 33%

Figure 2: Annual Median Base Salary

Source: Gartner TalentNeuron
Note: Median base salary does not include bonus, benefits and any overtime pay.
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