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Introduction
Human Resources (HR) in the cannabis industry is too often 
viewed as an administrative function, a cost center that 
manages payroll, compliance paperwork and disciplinary 
issues. For many companies, HR only becomes visible when 
something goes wrong, and by then it is often too late to 
redirect outcomes. This reactive posture diminishes HR’s 
potential to influence strategy and drive growth.

The goal of this whitepaper is to help HR professionals in 
cannabis shift from merely transactional, back-office roles 
to proactive, strategic partners for operations and finance. 
By doing so, HR leaders not only increase their value to the 
organization, but also secure their own career trajectories as 
essential contributors to company success.

Methodology
FlowerHire is an executive 
search and placement 
firm with over 8 years of 
experience exclusively 
serving the cannabis space. 
They have deep connections 
to the human resources 
departments through 
their daily operations and 
by hosting the first-ever 
cannabis HR-focused 
conference. 

Gemini Twin Consulting 
is a consulting practice 
with deep integration in the 
cannabis HR space. Through 
numerous engagements 
with operators of all sizes, 
they have garnered expertise 
in advising on this topic via 
varied scenarios.

This white paper is also 
made possible by the 
contributions of cannabis 
HR leaders from various 
multi-state operators.
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Why shifting from transactional HR
to strategic HR is vital to company
success...and your career

Elevating HR in Cannabis: From Transactional to Strategic Partner

Many HR professionals in cannabis find themselves excluded from strategic planning 
and decision-making. Instead of shaping workforce strategy, they are often left 
reacting to rapid changes imposed by regulators, operators, or financial constraints. 
This keeps HR in a support-only lane, disconnected from long-term business goals.

When HR is left out of 
strategic planning, companies 
face preventable pitfalls: 

•	 Turnover costs rise because hiring is 
reactive rather than planned.

•	 Compliance risks increase when 
people-related legal obligations are 
overlooked.

•	 Operational inefficiencies develop as 
staffing becomes misaligned with 
production cycles, retail traffic, or 
financial projections.

When HR is engaged 
strategically, the outcomes  
shift dramatically: 

In short, leaving HR out of planning costs money, while bringing HR in creates value.

•	 They can anticipate headcount 
needs tied to product launches, 
new cultivation cycles, or wholesale 
revenue changes.

•	 They can partner with Finance to 
balance overtime, attrition, and 
temporary labor against productivity 
goals.

•	 They can model labor impacts as 
cash flow drivers, earning credibility 
in financial discussions.
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Case study 
Using HR as a strategic partner to
reduce headcount costs
A mid-sized cannabis operator 
in the Midwest faced growing 
labor costs despite stagnant 
revenue growth. Leadership 
had adopted a routine practice 
of automatically backfilling 
any role immediately after an 
employee departed, without 
assessing whether that position 
was still necessary. This 
reflexive approach resulted in 
bloated organizational charts, 
overlapping responsibilities, 
and increased overtime costs 
in specific departments where 
staffing levels were misaligned.

When the company brought 
HR into the discussion, the 
first step was to design a 
Full-Time Equivalent (FTE) 
assessment process that would 
be triggered at the time of every 
employee’s departure. Rather 
than defaulting to backfilling, 
HR partnered with department 
heads and Finance to evaluate 
whether the position remained 
essential to the business. The 
assessment included reviewing 
productivity metrics, revenue-
per-employee ratios, overtime 
trends, workload distribution, 
and upcoming operational 
changes.

For example, when a sales 
coordinator left, HR collaborated 
with Operations and Finance 
to analyze sales coverage data 
and customer support metrics 
instead of immediately reposting 
the position. The review 
revealed that through improved 
CRM automation and minor 
redistribution of responsibilities, 
the team could absorb the 
workload without compromising 
service levels. This saved 
the company from adding 
unnecessary labor costs.

Over the course of six months, 
this process helped avoid the 
need to backfill 10% of vacated 
roles. In dollar terms, the 
avoided hires translated into 
more than $500,000 in annual 
savings in salary, benefits, 
and associated payroll taxes. 
Additionally, by avoiding 
unnecessary hires, the company 
reduced its long-term risk 
exposure in future layoffs, where 
severance and overtime backfill 
could have been far costlier.

Perhaps most importantly, 
this approach helped reshape 
leadership’s view of HR. Instead 
of being perceived as a cost 

center or an administrative 
function, HR became a trusted 
partner in maintaining workforce 
efficiency and aligning staffing 
levels with revenue reality. The 
FTE assessment became a 
strategic tool for maintaining 
nimbleness, ensuring that every 
headcount decision tied back 
to business needs rather than 
default habits.

This case demonstrates how HR, 
when integrated into workforce 
planning conversations, can 
directly impact profitability 
and organizational agility. 
By shifting from tactical 
replacement to strategic 
workforce assessment, HR was 
able to deliver measurable ROI 
while strengthening its role as 
a partner in operational and 
financial decision-making.

See Full-Time  
Equivalent assessment 
in the appendix.
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How to shift from transactional  
HR to strategic HR

Elevating HR in Cannabis: From Transactional to Strategic Partner

The first step toward becoming strategic is self-assessment. HR leaders 
must ask themselves where they are spending their time. If most of 
the day is consumed by reacting to problems, resolving conflicts, 
or processing paperwork, the function is operating transactionally. 
Strategic HR necessitates anticipating needs before they escalate into 
crises. It also demands building strong relationships with department 
heads, speaking in terms of business outcomes rather than compliance 
checklists, and automating low-value work so that time can be 
redirected toward higher-level contributions.

Once the self-assessment is complete, HR professionals should shift 
to proactive engagement. This entails closely monitoring operational 
developments, such as new strains, equipment changes, or retail 
expansion, and proactively identifying workforce needs before they 
become vocal. Directly tie staffing plans to revenue forecasts by 
anticipating headcount changes from new wholesale contracts, 
projected retail traffic, or competitive pressures. Proactive HR does not 
merely point out problems but brings solutions, such as cross-training 
strategies, attrition planning, or models showing the cost tradeoffs of 
overtime versus new hiring.

Becoming a strategic partner also requires building credibility with other 
leaders. HR must engage department heads regularly, treat them as 
customers, and earn trust by consistently providing actionable insights. 
Speaking the language of finance is especially critical. Finance leaders 
evaluate every decision in terms of cost, ROI, and cash flow. When 
HR frames staffing decisions in financial terms—such as the cost of 
turnover compared to the investment of retention programs—it begins to 
change its reputation from cost center to value driver. Seek participation 
in quarterly planning meetings, but earn it by delivering reliable data and 
thoughtful recommendations.

See self-assessment 
form in appendix

See more case 
studies for strategic 
HR in appendix
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Opportunities and risks

Elevating HR in Cannabis: From Transactional to Strategic Partner

The opportunities that arise when HR becomes strategic are considerable. Turnover costs decline 
when workforce planning is proactive. Staffing aligns more closely with demand cycles, reducing 
unnecessary overtime or understaffing during peak times. Compliance improves, reducing litigation 
risk and protecting the company’s license. Employee morale strengthens when HR integrates 
workforce planning with growth and training opportunities, which improves retention and reduces the 
constant expense of replacing staff.

The risks of leaving HR in a transactional role are equally clear. Imposing hiring freezes without 
labor modeling can lead to a spiral in overtime costs. Overlooking workforce regulations leads to an 
increase in compliance fines and lawsuits. Staffing misalignment with customer traffic or cultivation 
schedules leads to inefficiencies that undermine profitability. Leadership loses visibility to workforce 
risks, creating blind spots that eventually turn into crises.

Teaching HR teams to 
think strategically
For HR to operate at a strategic level, it is not enough 
for leadership to think strategically. The entire HR 
team must be trained and empowered to connect 
people strategy to business outcomes in practical, 
measurable ways. For example, recruiters should not 
simply fill requisitions but should be briefed on the 
company’s three- or five-year growth trajectory. If a 
cultivation facility is expanding production, recruiters 
can proactively build talent pipelines of specialized growers or compliance-trained technicians, rather 
than waiting for turnover or new positions to appear. This ensures hiring keeps pace with demand 
instead of creating costly delays in operations.

HR business partners, likewise, must go beyond reacting to turnover reports and instead anticipate 
workforce risks by monitoring early indicators such as absenteeism, overtime costs, or seasonal 
turnover trends in retail. For instance, if logistics drivers are consistently logging overtime, HR can 
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partner with operations to assess whether automation, route restructuring, or staggered shifts could 
reduce strain before attrition sets in. By bringing forward these kinds of data-driven solutions early, HR 
prevents disruptions that would otherwise impact revenue or compliance.

Training and development professionals can also adopt a forward-looking approach. Instead of 
offering generic compliance refreshers, they can design learning programs that anticipate upcoming 
operational changes, such as new packaging regulations, point-of-sale software, or extraction 
methods. A practical example would be launching a training module three months before a regulatory 
deadline so employees are fully compliant on day one. Similarly, as new product lines are introduced, 
HR can ensure frontline staff receive customer education training in advance, reducing customer 
service issues and increasing sales confidence.

HR professionals should also learn how to manage upward communication effectively. This means 
framing insights in terms that resonate with executives, i.e., revenue, cost savings, or risk reduction, 
rather than using only HR-centric language. 

Elevating HR in Cannabis: From Transactional to Strategic Partner

Example:

Instead of reporting that “turnover in retail associates increased 15%,” HR could present the 
impact as “an estimated $250,000 in lost productivity and retraining costs due to increased 
retail associate turnover.” 

Likewise, when proposing leadership training, HR can tie the initiative to reduced error rates, faster 
onboarding times, or customer satisfaction scores. By consistently translating people insights 
into financial and operational impact, executives begin to see HR not as a cost center, but as an 
essential business partner that directly influences profitability and risk management

See case studies  
in appendix
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Why metrics matter

Metrics are the language of strategy. Chief Financial Officer (CFO) and operators rely on predictability, 
and since labor is one of the largest expenses in cannabis operations, HR must provide data that 
demonstrates how workforce stability impacts financial outcomes. Metrics allow CFOs to quantify 
the ROI of labor investments, to predict cash flow risks, and to model the financial implications of 
expansion, turnover, or retention strategies. HR cannot rely on anecdotes or intuition; it must deliver 
measurable, evidence-based insights.

The most effective metrics include workforce stability measures such as headcount, turnover, 
retention, and absenteeism. Labor cost and efficiency can be assessed through fully loaded labor 
cost, labor cost per employee, and labor cost as a percentage of revenue. Productivity metrics, 
including revenue per employee, time-to-hire, and training hours per employee, help tie people 
management to output. Compliance and safety indicators, such as litigation costs and benefit 
utilization, provide further visibility into organizational health. Talent metrics such as internal 
promotion rates and new hire ratios demonstrate whether HR is supporting long-term growth.

The value of these metrics lies not only in tracking them but also in applying them strategically. For 
example, when overtime costs rise sharply, HR should model whether additional hiring reduces costs 
in the long run. If turnover is increasing in a particular retail location, HR should assess whether 
competitor activity is drawing away talent. If litigation risks climb, HR should evaluate compliance 
training and safety protocols. In every case, HR strengthens its position by linking workforce metrics 
directly to financial performance.

See Metrics table 
in the appendix
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Elevating HR in Cannabis: From Transactional to Strategic Partner

Conclusion
HR in the cannabis industry cannot afford to remain reactive and transactional. To succeed, HR 
leaders must position themselves as strategic partners by using data, proactive insights, and strong 
cross-departmental relationships to drive company growth, reduce risk, and stabilize costs.

When HR earns its seat at the table, it becomes a vital contributor to company strategy rather than 
a back-office function. This transformation benefits the organization by improving compliance, 
efficiency, and profitability. It also benefits HR professionals themselves, elevating their role from 
administrators to leaders who are essential to the success of the business.

FlowerHire is an executive search and placement firm with over 8 years of experience 
exclusively serving the cannabis space. They have deep connections to the human resources 
departments through their daily operations, consulting engagements and by hosting the 
first-ever cannabis HR-focused conference. The next Cannabis HR Leadership Conference is 
happening in Las Vegas on December 3,2025. Find out more here.

Contact: 
David Belsky, CEO, FlowerHire 
david@flowerhire.com

Gemini Twin Consulting is a consulting practice with deep integration in the cannabis HR 
space. Through numerous engagements with operators of all sizes, they have garnered 
expertise in advising on this topic via varied scenarios. They provide expertise in building 
infrastructure to ancillary service companies, start-ups, and multi-state operators in 
cannabis, psychedelics and other emerging markets.

Contact: 
Leah Heise, Founder, Gemini Consulting
founder@leahheise.com

https://flowerhire.ac-page.com/landing-page-only2025-cannabis-hr-leadership-summit-las-vegas?test=true
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AppendixHR professional self-assessment form

Name: _ ________________________________________
Position:________________________________________
Date: ___________________________________________
Assessment Period:_____________________________

This self-assessment is designed to help you reflect on whether your activities are primarily tactical (admin-
istrative, reactive, short-term) or strategic (proactive, forward-looking, business-aligned). Read each section 
carefully, provide written reflections, and then assign yourself a score based on the framework provided.

Self-assessment questions

1. Focus of work

How much of your time is spent on daily administrative tasks versus forward-looking strategic planning?

Your response: _____________________________________________

Score (1–5): _____

2. Role in decision-making

Do you typically react after leadership makes decisions, or do you contribute during the planning process?

Your response: _____________________________________________

Score (1–5): _____

3. Alignment with business goals

How do you connect HR activities (recruiting, training, retention, policies) to organizational objectives?

Your response: _____________________________________________

Score (1–5): _____

4. Proactive vs. reactive problem solving

When challenges arise, do you primarily react to issues, or anticipate and prevent them?

Your response: _____________________________________________

Score (1–5): _____

5. Use of data and metrics

Do you rely on workforce data to guide decisions and influence financial/operational planning?

 Your response: _____________________________________________

 Score (1–5): _____
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6. Relationships across departments

Do you mainly provide support when asked, or do you proactively engage department heads as partners?

Your response: _____________________________________________

 Score (1–5): _____

7. Talent development and culture

Do you focus more on immediate staffing needs, or long-term workforce health and culture?

Your response: _____________________________________________

Score (1–5): _____

8. Self-reflection on role

Do you see yourself primarily as an administrator, or as a leader shaping organizational outcomes?

Your response: _____________________________________________

Score (1–5): _____

Scoring framework
For each question, score yourself on a scale of 1 to 5:

1 = Fully tactical: Primarily administrative, compliance-driven, and reactive.
2 = Mostly tactical: Some influence beyond administration, but limited impact on broader strategy.
3 = Transitional: A balance of tactical and strategic; shifting toward partnership.
4 = Mostly strategic: Frequently aligned with business needs, proactively influencing outcomes.
5 = Fully strategic: Consistently integrated into decision-making, recognized as a strategic partner.

Results
8–16 points (Tactical): Your work is primarily administrative and reactive. You may not yet be seen as a 
business partner. Consider focusing on metrics, building relationships with Finance and Operations, and 
proactively tying HR actions to business goals.

17–28 points (Mixed/Transitional): You are balancing transactional and strategic responsibilities. With 
intentional effort, you can shift toward strategic HR by focusing on proactive engagement, scenario planning, 
and using data to influence decision-making.

29–40 points (Strategic): You are operating as a strategic HR leader. You likely influence financial and 
operational decisions, anticipate risks, and demonstrate HR’s value through metrics and business alignment. 
Continue reinforcing your position as a trusted partner at the leadership table.

HR professional self-assessment form
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AppendixFull-time Equivalent (FTE) assessment form

This form is to be completed whenever an employee leaves the organization. It ensures that 
backfilling decisions are based on operational need, financial impact, and strategic priorities rather than 
default practices.

Section 1: Role overview
Employee name (departing): _______________________________________
Position title:_ _____________________________________________________
Department: _______________________________________________________
Manager:__________________________________________________________
Date of departure: ___________________________________

Section 2: Workload assessment
1. Criticality of work performed

_____Low: Tasks are non-essential or can be absorbed by automation/other roles (Score: 1)
_____Medium: Some tasks are critical but alternatives exist (Score: 2)
_____High: Role is essential to revenue, compliance, or core operations (Score: 3)

2. Workload redistribution feasibility

_____High: Team can absorb workload without risk (Score: 1)
_____Moderate: Redistribution is possible but may increase overtime or risk (Score: 2)
_____Low: Redistribution not feasible; critical tasks would be dropped (Score: 3)

3. Process or technology alternatives

_____Strong: Current or upcoming tools/automation can cover most tasks (Score: 1)
_____Limited: Some tools exist but gaps remain (Score: 2)

_____None: No viable alternatives (Score: 3)

Section 3: Financial impact
4. Revenue contribution

_____Low: Role is indirectly tied to revenue (Score: 1)
_____Medium: Supports revenue but not directly responsible (Score: 2)
_____High: Directly responsible for revenue generation (Score: 3)
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5. Cost avoidance potential

_____High: Not backfilling saves significant labor costs with low risk (Score: 1)
_____Medium: Some savings but risk of lost productivity (Score: 2)
_____Low: Not backfilling could lead to revenue loss, higher overtime, or compliance exposure (Score: 3)

Section 4: Strategic alignment 

6. Future business needs

_____Low: Business direction suggests reduced need for this role (Score: 1)
_____Medium: Role may evolve but will still be somewhat necessary (Score: 2)
_____High: Role will become more critical with planned growth/changes (Score: 3)

7. Risk if role is unfilled

_____Low: Little to no operational or compliance risk (Score: 1)
_____Medium: Some disruption or delays possible (Score: 2)
_____High: Significant operational, compliance, or customer risk (Score: 3)

Section 5: Scoring & recommendation
Total score (out of 21): _________

Full-time Equivalent (FTE) assessment form

Decision framework:
7–11: Do not backfill. Consider automation, redistribution, or attrition.
12–15: Delay backfill. Monitor workload, revenue impact, and turnover before deciding.
16–21: Backfill strongly recommended. Role is critical to operations, revenue, or compliance.

Section 6: Approvals

HR reviewer: ____________________________ Date: ____________

Department head: ________________________ Date: ____________

Finance representative: __________________ Date: ____________

Final decision:    Backfill    Do not backfill    Delay / reassess
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AppendixCase Studies in Strategic HR

Case Study: how strategic HR reduces risk and improves performance
A multi-state cannabis cultivation and retail operator in Colorado was preparing to expand into two new mar-
kets. Rather than simply reacting to requisitions from department heads, HR positioned itself as a strategic 
partner early in the expansion planning. The HR Director requested a seat at the leadership meetings and in-
troduced a workforce planning framework that tied headcount decisions directly to projected revenue, compli-
ance risks, and operational needs.

One of the first changes HR implemented was an FTE assessment process. Instead of automatically back-
filling every vacant role, HR partnered with finance and operations to evaluate the impact of attrition. When a 
cultivation technician resigned, HR worked with the cultivation director to determine if cross-training existing 
employees could cover the gap without hiring. This saved the company $55,000 annually in payroll while main-
taining productivity and avoiding overtime spikes.

HR also established a compliance training roadmap to stay ahead of evolving regulations. By implementing 
quarterly refreshers and assigning compliance “champions” within each department, the company reduced 
audit risks and passed inspections with no fines, protecting its licenses in multiple states.

On the cultural side, HR launched a career pathing program for retail employees. Entry-level budtenders were 
given clear pathways into lead and assistant manager roles, with training modules aligned to those steps. 
Within 12 months, the company promoted 30% of supervisors from within, cutting external recruitment costs 
by nearly $100,000 and boosting retention by 18%.

Finally, HR played a central role in labor cost forecasting with finance. By building a headcount cash flow mod-
el, HR showed executives the cost trade-offs of different staffing scenarios during expansion. This visibility 
allowed leadership to make informed decisions that balanced growth with financial discipline.

As a result, the company avoided over-hiring, reduced turnover, passed compliance audits, and improved 
profitability during its expansion. HR was no longer seen as a “cost center” but as a business-critical partner in 
ensuring sustainable growth.
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Case study: cultivation expansion
A mid-sized cannabis operator was preparing to expand its cultivation facility by 25%. In the past, operations 
launched expansions and backfilled staff reactively, which led to expensive overtime and rushed hiring. This 
time, HR proactively reviewed production forecasts, built pipelines of specialized cultivation staff, and cross-
trained existing post-harvest workers to support peak demand. As a result, the facility avoided costly delays 
and reduced overtime by 40%, saving nearly $500,000 in labor costs during the first year of expansion.

Case study: retail staffing stability
A multi-state operator faced high turnover among budtenders, averaging nearly 70% annually. HR shifted from 
focusing only on filling vacancies to analyzing the root causes of attrition. By correlating turnover data with 
scheduling, HR discovered that inconsistent hours and a lack of career progression were driving resignations. 
HR worked with operations to pilot predictable scheduling, introduced a tiered training program with wage pro-
gression, and created an internal pipeline for lead budtender roles. Within 12 months, turnover dropped to 38%, 
reducing recruitment costs and improving customer satisfaction scores by 20 percent.
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Case study: logistics and distribution
A distributor was struggling with driver burnout and rising overtime costs. Instead of authorizing immediate 
new hires, HR partnered with operations to conduct a workload analysis. The review showed that inefficien-
cies in routing (not insufficient headcount) were the main cause of overtime. By collaborating with logistics 
on scheduling software and introducing staggered shifts, HR helped reduce overtime hours by 35% without 
increasing headcount. This not only improved retention but also cut $200,000 in annual labor costs.

Case study: compliance readiness
A cannabis manufacturer was fined heavily for failing to comply with new packaging and labeling regulations. 
Traditionally, HR training was reactive, rolled out after penalties were already incurred. After leadership in-
cluded HR earlier in planning, the training team created a compliance readiness calendar tied to regulatory 
deadlines. For the next round of packaging changes, employees completed training three months before the 
deadline. The company avoided fines, reduced errors by 3%, and maintained uninterrupted product distribution 
to dispensaries.
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AppendixMetrics table
Below is a table of potential metrics to be used and how they can be calculated. Human Resources 
professionals are encouraged to work closely with their operations leaders and finance department to align 
with them on which metrics they’d like to see in monthly and quarterly dashboards.

Metric Description Formula Why a CFO cares

Headcount Total number of employees 
currently on payroll

Count of all employees Establishes a baseline for cost & 
FTEs

Turnover rate (%) Rate at which employees leave 
the organization

(#Separation/Average Headcount) 
x 100

Highlights labor volatility and 
replacement cost

Retention rate (%) Percentage of employees retained 
over a period of time

(1-(Separations/Avg Headcount) 
x 100

Inverse of turnover; predicts 
stability

Absenteeism rate Percentage of total scheduled 
work time missed

(Total Hours Absent/Total Hours 
Scheduled) x 100

Indicates growth or backfill rate

Overtime hours per FTE Measures workload intensity and 
labor strain

Total Overtime Hours/Total FTE 
Employees

Indicates workload strain and 
cost risk

Overtime % of total hours Measures overtime hours as a 
percentage of revenue

(Overtime hours/total hours 
worked) x100

Identifies an overreliance on 
premium pay

Fully loaded labor cost The true costs of an employee (Wages+OT+Benefit+Payroll 
taxes)/Avg. Headcount

True labor cost per employee

Labor cost per employee Average Labor expense per 
employee

Total Labor Costs/Avg. 
Headcount

Evaluates efficiency of labor 
spend

Labor cost as a % of revenue Indicates labor efficiency vs. 
revenue

(Total Labor Costs/Total Revenue) 
x 100

Links labor costs to revenue 
generation

Training hours per employee Tracks employee development 
investment

Total training hours/avg 
headcount

Evaluates additional employee 
burden

Time to hire (days) Average days to fill a vacant 
position

Sum of (Filled Position Days 
Open)/#of hires

Hiring lags cost money

Cost per hire Cost of recruitment efforts per 
new hire

Total Recruitment Coss/# of hires Helps with understanding cost of 
attrition and rehire

Employee productivity  
(revenue per employee)

Revenue generated per employee Total revenue/avg headcount Helps to inform COGS

Turnover cost per employee Estimated Cost to replace an 
employee

(Separation costs + Hiring Costs 
+Training Costs)/#of separations

Quantifies cost of losing staff

Internal promotion rate (%) Measures upward mobility and 
retention

(# Internal promotions/Avg 
Headcount) x 100

Helps to inform commitment to 
company

Benefits utilization rate (%) Tracks employee benefit 
management

(#Employees using benefit/
eligible employees) x 100

Informs the employee burden 
costs

Shift coverage rate Measures schedule adherence in 
cultivation/retail/processing

(Shifts covered/shifts scheduled) 
x 100

Overtime % of total hours Helps manage labor costs in retail 
& processing

(Overtime Hours/total hours 
worked) x 100

Informs FTE/PTE counts

New hire rate (%) Helps identify turnover costs and 
is indicative of workplace stability

Number of new hires/average 
headcount x100

Longer tenure generally lowers 
turnover costs

Litigation (%)
Helps identify where safety,  
diversity issues may be a risk

(Number of employment related 
litigations/headcount) x 100

Higher percentage indicates 
increased dissatisfaction or 
safety concerns

Litigation wins/losses

Identifies where SOPs and internal 
culture may need a fix

List of types of employment 
litigation by category and whether 
the company won or lost (e.g. 
workers compensation, EEOC)

Assists in future trend analysis 
and impact on costs
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