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Workforce Data Visualization for C Suite 
 

About MacroMicro  
Macromicro develops tools and applications that visually describe structure, scale, 
hierarchies, and employee composition of large organizations. The tools reveal 
relationships and patterns and enable entirely new methods of organizational analysis in 
a high-resolution, multivariate platform. Our interactive visualizations provide new 
perspectives and ways to understand the complexity of your organization. Leadership 
and HR can quickly and easily study troves of data in one place: interact with it, sort, 
filter, isolate, and ultimately make smarter, more informed decisions. Our team of 
business experts, technologists, and designers aim to heighten organizational 
efficiencies, aid organizational planning, increase institutional knowledge, and clarify the 
complexity associated with large, multifaceted organizations. 
 
Interview conducted by: Lynn Fosse, Senior Editor, CEOCFO Magazine 
 
CEOCFO: Mr. Peterson, what is the concept for MacroMicro? 
Mr. Peterson: We visualize workforce data by making accessible for the C Suite. 
Traditionally, workforce data has been for HR, IT geeks. Of course, an interpretation that 
information can be critically important for the governance of any large organization. We 
make the process more approachable so that someone in the C Suite can say, “I just 
want to see how many people are close to retirement in my organization,” and 
understand where in the organization they are located. 

 
CEOCFO: How does it work? What would be a typical implementation? How does that data get into your system 
or how does your system hook up with the data so that it would be available?  
Mr. Peterson: We are largely platform agnostic. We work with all different types of Human Resources Information 
Systems (HRIS); whether it is SAP inaudible implementation or a cloud based solution like Workday®. We take a periodic 
snapshot in HR data, whether that is of monthly or quarterly, and we then visualize that data. The most important thing for 
us in terms of visualization is working of a HIRARC. Therefore, we will take the line manager reporting relationships and 
we will turn an organization into a shape in a browser that is navigable. We can do that for any organization irrespective of 
size. If you have two hundred thousand employees or two thousand employees, we can turn that into a shape that 
communicates meaning. On top of that shape we will over shade that organization by different HR attributes, whatever 
they might be; an employee’s age, their performance or where they happen to be located. It is going to control everything 
you are worried about or are interested in from an HR standpoint. 
 
CEOCFO: Would you explain, “Turn into a shape”?  
Mr. Peterson: It is effectively a HIRARC. I have the individual leads to the organization represented across the top and 
different divisions beneath. Those divisions are proportional to the total number of employees in those divisions and the 
height of each one of those shapes simply relates to the number of reporting layers in that particular part of the 
organization. It is a little difficult to describe verbally of course, because it is visualization, but effectively what you have is 
a representation of the structure of an organizations structure. The underlying dynamics are that of a war chart, because 
we are working off of reporting relationships. However, you can effectively see a “war chart” for everyone in an 
organization, again, if it is two hundred thousand people or just two hundred thousand people, which is something you 
cannot do with a traditional work chart. 
 
CEOCFO: What were the challenges in creating technology to achieve these results? 
Mr. Peterson: I think it was primarily rooted in just creatively using off the shelf visualization techniques and being able to 
say, “Look, you cannot effectively represent too many people in one shape. Is there a way that we can work with 
abstraction to communicate the same and to be able to work with the key things the folks in HR are looking for and 
represent them in a meaningful, visual way?” 
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CEOCFO: Have similar efforts been tried in the past? 
Mr. Peterson: If you go into the world of HR analytics, any HRIS system will be able to spew out or regurgitate rough 
distributions of specific attributes. Take age for example, “What does age look like in my organization,” and perhaps 
represent that in a pie chart, depending on how your trend graph changes at the time. We take a very unique approach of 
visualizing that distribution across the hierarchy of the organization, so you can begin to see patterns and concentrations 
that you simply cannot with any other type of visualization. We have been doing this now for three years, going to various 
HR tradeshows and we are the only people that we are aware of that take this particular type of unique approach. We 
have patents on some of the ways that we combine information to create the shape inaudible browser. However, the 
answer to your question is no. No one has commercialized the product the way that we have.  
 
CEOCFO: When you are speaking with a prospective customer, is there a typical aha moment when they 
understand the difference, when they understand the depth of your offering? 
Mr. Peterson: It ranges. The first aha moment is when they discover that there is effectively a navigable hierarchy that is 
fluid. Traditional you click and wait and a couple of things load up. You can only see a few levels at a time. Therefore, 
when you first communicating to someone the fact that they can see every single employee in their organization at the 
same time and fluently navigate through them, that is the first aha moment. I would just like this to give us a better 
understanding of how people report to each other. Then beyond that we can say that now we will shade this organization 
by these interesting attributes. Let us say you are interested in employee turnover, identifying people who might be a flight 
risk. You could say, “Well, let us shade this by performance,” for example and then say, “We are only interested in 
exceptional performers.” Then say, “Now, let us make it exceptional performers, who might have a low compensation 
ratio, i.e.; they might be underpaid. Immediately, you are able to filter down to just those people and filter down to their 
location in the hierarchy. That is very valuable. Just one more, since we are piling on examples here; from a risk mitigation 
standpoint it is very easy to see differences in distribution, to be able to say, “Let us have a look at compensation ratios for 
males and females in a particular geography,” for example. At times you can see differences or age, for example. Let us 
have a look at promotions based by age and let us have a look at those distributions across the industry. You can begin to 
see things that might worry folks in a chart, especially if they are considering the legal consequences. 

 
CEOCFO: Do you know many HR people or many companies that are looking for a better solution or are they 
really excited when they know it exists?  
Mr. Peterson: It is a little bit of both. The traditional world of HR has been slow to adopt and embrace the new 
technological solutions. There are some existing giants in the industry that provide broad, enterprise wide solutions that 
often very expensive and do not necessarily have the capabilities that HR folks would want or even know they want. 
Therefore, we are going to trade shows saying, “We can do this for you. These series of problems that you just felt that 
you had to live with; we now have an easy practical solution to meet those particular needs. You now longer have to send 
a series of emails to some guy in IT, who then gets some data and you then have to open it up in a spreadsheet that 
requires more emails back to someone in IT to get some different type of data. It is now completely accessible in a very 
approachable form under their new browser.”  
 
CEOCFO: It sounds like you could have a lot of fun!  
Mr. Peterson: Yes! We almost see this as facilitated discover of data that is previously siloed away in HRIS systems and 
difficult to get at.  
 
CEOCFO: You have a number of different programs available. Would you tell us about some of the options? 
Mr. Peterson: We do two primary products. The first is OrgInsight. That is a full blown analytic application where we take 
your hierarchy and we overlay any number of different HR attributes. We are working with one organization now that has 
over one hundred and seventy different types of HR attributes they track for their employees. That is everything from the 
city, the state, the geography, their job grade, pay grade, right down to the NPS scores. That is a little bit exceptional, but 
OrgInsight is analytics for all of that. Then we have a second product that is just the hierarchy without the analytics. We 
sell that as PeopleMap. That is often used just as a guide to your own organization. It is served up alongside an internal 
employee phonebook, for example. Therefore, I could look up Bob Smith and see where he sits in the organization. I 
would simply click on the PeopleMap and I can immediately see Bob in context, who he reports to and his reporting chain 
all the way up to the CEO, as well as his subordinates.  
 
CEOCFO: Are you typically working with US companies? What is your geographic range today? 
Mr. Peterson: It is mostly Europe and the US.  
 

“If you are in the workforce analytics world, we provide a solution that you are not going to 
see anywhere else. That solution enables insights that you are not going to get anywhere 
else.” - Brad Peterson 
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CEOCFO: Do you find many differences? Are certain geographic areas more likely to jump on the bandwagon; 
certain types of companies? 
Mr. Peterson: There is different to the treatment of HR data and what can be used and what cannot and who has access 
to what and when and how that might help make HR determinations. There are some European geography’s that really do 
not care and HR data can be used in any way that folks in HR see fit. There are others, who are very specific. Their work 
council rules against using one type of ranking to determine particular outcomes. Therefore, it is interesting and the good 
part for us is that we leave that entirely up to the customer. They have a better understanding in their particular geography 
and their local rules, laws and regulations. Therefore, if they do not want to play around with age, then certainly they do 
not have to make that part of the inaudible.  
 
CEOCFO: How do you maintain the high graphic quality on everyone’s computer? How do you adapt to whatever 
system people are using to get the really clear cut images? 
Mr. Peterson: That is a great question. Fortunately, most modern browsers are able to render the type of visualizations 
we create. On occasion, we have corporate customers that are tied to a very specific version of IE (Internet Explorer). 
They may be working on some IE version that is two or three versions removed. At that point, you might have to limit 
some of the visualizations. However, generally as long as you have a modern browser you are able to see the 
visualizations that we create.  
 
CEOCFO: What is your revenue model?  
Mr. Peterson: We are subscription based and it depends on the number of employees that we visualize and the number 
of attributes.  
 
CEOCFO: What surprised you since the company has started and grown? How have you tweaked the product as 
it has been out and is being used?  
Mr. Peterson: What surprised us and part of the reason that we created the application is that a number of the existing 
providers just take a very basic approach to HR analytics. They just assume that if you create a dashboard and have 
couple of bar charts or histograms and a line chart, then we just call it a day and it is done. There is just so much more 
there. It is all about providing access. Once you really allow and provide for that access there is a pretty big uptake. There 
is a need for that out there. I am surprised that some of our competitors just have not been quicker on the visualization 
uptake. The surprise for us really is some of discoveries of what is important at HR. I have to admit that I did not work in 
HR before starting MacroMicro. Many of the folk that have done work for us come specifically from HR / IT. However, it is 
not until you really get out in the field with folks in HR that say, “Wow, I have a really big problem, which is visualizing 
managers who have subordinates in a different geography. Our existing HRIS system just cannot tell us that.” Then we 
walk back and say, “Well, as long as you have the hierarchy that is a pretty simple thing to do.” Then we are able to create 
it for them in short order. It is that sort of an adaptive quality that has really been quite inaudible for us.  
 
CEOCFO: What did you learn at Nokia that has been helpful in the business side of MacroMicro; such as what to 
do and also maybe what not to do? 
Mr. Peterson: I just talked about listening to the customer and that has always been an important lesson. Sometimes it is 
listening to the customer, but asking why at the same time. Therefore, we can often just flat out listen and design that 
particular result that the customer thinks they need, but it does not really get at the root of the problem. You cannot get at 
the root of the problem till you ask why a number of times. That is one of the things that I took from my experience at 
Nokia. One of the things that we apply here is to say, “Yes, you would like to visualize that, but what does that really do for 
you. What are you really trying to accomplish. Until you are sure that you are meeting “why”, you do not want to rush off to 
develop too much.  
 
CEOCFO: What is the strategy for the next year or so? 
Mr. Peterson: Organic growth. We have been growing at a pretty healthy clip. We want to continue to do that. There are 
a number of partnerships that we are looking at. We have one with a new HRIS provider called CUBES Software in 
Denmark, now, that is working out very well for us. However, I think there might be some more partnerships with some of 
the smaller HRIS providers in the near future.  
 
CEOCFO: Why should the business community look at MacroMicro? 
Mr. Peterson: If you are in the workforce analytics world, we provide a solution that you are not going to see anywhere 
else. That solution enables insights that you are not going to get anywhere else. I would encourage your readers to got 
our website www.macromicro.com, and find out more about our particular offer. 
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BIO: Brad Peterson is an entrepreneur and founding partner of Macromicro. His recent background includes a number of 
years working for Nokia at its corporate headquarters in Finland, mostly in business development functions. He holds a 
degree in Electrical Engineering from Bucknell University, and an MBA from IMD, Switzerland. Mr. Peterson is a co-
founder and carries out executive functions, business strategy, and software development for Macromicro. 

 
 
 
 
 
 

 
 

 
 
 

  
  
  
  
  

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

MacroMicro 
20 Rowes Wharf, Suite 409 

Boston, Massachusetts 02110 
617 818 1291 

www.macromicro.com 


