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ABSTRACT 

Human resource management in the modern era uses a concept known as HR analytics.The act of gathering, examining, and interpreting Human Resource (HR) 

data in order to enhance an organization's workforce performance is known as HR analytics. The procedure may also be known as workforce analytics, talent 

analytics, or even people analytics. HR analytics offers organisations forecasting tools by providing data-backed insight on what is and is not functioning correctly. 

HR analytics involves compiling, examining, and summarising HR data. It is also known as people analytics, workforce analytics, or talent analytics. It helps your 

company to analyse data to determine the effect of a variety of HR KPIs on overall business performance. Organisations use it as a tool to better understand their 

strengths and limitations. Every business wants to increase efficiency, maximise cash flow, and establish a solid reputation in its industry. An organisation will not 

be able to make the necessary adjustments to achieve organisational success and development if it is unaware of where its strengths and weaknesses lie. When used 

to identify the critical elements that spur change and boost employee productivity, HR data analytics can be transformational.Understanding the contributions of 

this workforce and keeping in mind that it is the most crucial component of any organisation.The HR Analytics uses a variety of qualitative and quantitative 

measuring methodologies. Every HR staff should begin by asking themselves, "Which employees offer the highest potential to the organisation?" This 

straightforward inquiry might bring up a variety of different elements that businesses can assess and use to estimate the effectiveness of their personnel. The 

leadership and decision-making abilities of the HR staff can be greatly enhanced by HR analytics. 

Because analytics takes a data-driven approach, businesses can make judgements that are more accurate. Companies won't have to make crucial changes based 

solely on speculation. Analytics can significantly aid businesses in streamlining their hiring procedures. The skillsets required by the company to foster growth can 

be precisely identified by HR, and the profiles of present employees and future prospects can be compared to the required standards. 

Information technology-enabled human analytics is a practise that uses statistical, graphical, and descriptive analysis to determine the business impact of data on 

organisational performance, human capital, and external economic benchmarks.HR analytics track the results of HR activities in relation to the objectives and plans 

of the company. It helps the organisation develop its long-term strategies. 
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INTRODUCTION. 

Gathering, analysing, and reporting HR data is the focus of HR analytics, also known as people analytics, workforce analytics, or talent analytics. It 

enables organisations to assess how various HR metrics affect overall business performance and make data-driven decisions.A data-driven approach to 

human resource management is called HR analytics. 

Hervel & Bondrouk provided the most well-known scientific definition of HR analytics. The systematic identification and quantification of the human 

factors that influence business outcomes is known as HR analytics.Human Resource Management has undergone significant transformation in the last 

century.From being an operational discipline, it is now more of a strategic one.The term "strategic human resource management" is a good example of 

this.In keeping with this development, HR analytics use a data-driven approach. 

OBJECTIVES OF THE STUDY 

1. To understand HR Metrics used by organizations for HR Analytics. 

2. To know the pros and cons of HR analytics 

3. To study how HR Analytics works in organizations 
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REVIEW OF LITERATURE 

Kirtane (2015) - HR analytics is an integrated process that improves the individual and organizational performance by assisting to improve the quality of 

people related decisions. HR analytics mostly depends on statistical tools and analyses and requires high quality data, well-chosen targets, talented 

analysts, leadership, as well as broad-based agreement that analytics is a legitimate and helpful way to improve performance. 

Dooren, (2012) as in Lochab et al. (2018) - A methodology for understanding and evaluating the causal relationship between HR practices and 

organizational performance outcomes (such as customer satisfaction, sales or profit etc.), and for providing legitimate and reliable foundations for human 

capital decisions for the purpose of influencing the business strategy and performance, by applying statistical techniques and experimental approaches 

based on metrics of efficiency, effectiveness and impact. 

Jain and Nagar (2015) a combination of quantitative and qualitative knowledge and data that yields significant insights which enable the management in 

making judgements. 

Kapoor and Sherif (2012) - In order to analyse the collected data using business analytics models and distribute the analysed results to decision makers 

for making informed decisions, HR analytics refers to handling important HR-related data and documents. 

RESEARCH METHODOLOGY 

This research paper adds a theoretical perspective to the body of existing knowledge in HR analytics.It uses an example to propose a novel model of HR 

analytics and makes methodical attempts to address four research questions. By combining the author's logical assumptions with the desk research 

approach, a thorough literature review was conducted. 

SCOPE OF THE STUDY 

HR analytics is a technique used to develop and evaluate insights about the workforce, to identify each employee's contribution to creating income for 

the company, lowering total expenses, changing risks, and achieving strategic plans. 

It is a technique for data analysis in which HR consistently gathers employee data, which is then used to comprehend how the business can guarantee the 

success of the organisation.HR teams use the organization's goals as a benchmark for evaluation, further demonstrating how HR input supports 

organisational objectives. 

An organisation can easily identify its strengths and weaknesses using HR analytics.Given that a company's personnel is its main source of energy, 

understanding the contributions of that workforce and employing quantitative metrics will help the HR Analytics. An organisation can easily identify its 

strengths and weaknesses using HR analytics.Understanding the contributions of their staff and employing quantitative metrics will assist an organisation 

understand what works and what doesn't, keeping in mind that the workforce is the primary driving force behind an organisation.The information can be 

utilised to develop tactics that will advance organisational goals and increase success. 

HOW DOES HR ANALYTICS WORK? 

HR Analytics fofllow a structured method of acquiring and information,which can help the organizations to right decisions.HR analytics is a multi step 

process to understand thoroughly their workforce. 

 

Data Collection 

 

 

Measurement of data 

 

 

Analysis of Data 

 

 

Application of Data 

1.Data Collection. 
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This is the process of acquiring the data required for the analysis.Employer profitability, performance, information on high and low performers, 

demographics, salaries, promotions, training, attendance, engagement, retention, and turnover are all included in this data.Big data is the term used to 

describe the vast amount of information that HR gathers and aggregates in order to analyse and assess important HR practises.The information must be 

readily accessible and able to be included into a reporting system. 

2.Measurement. 

The information starts the HR Metrices process, which involves continual measurement and comparison.It evaluates the gathered facts in light of historical 

norms and institutional standards.Key metrics that are tracked in HR analytics are. 

a). Organizational Performance. 

To better understand turnover, absenteeism, and recruitment outcomes, data is gathered and compared. 

b). Operations. 

Data is monitored to assess the efficacy and efficiency of daily HR activities and operations. 

c). Process optimization. 

It integrates operational metrics with those related to organisational performance in order to determine where improvements are required. 

3.Analysis. 

The analytical step examines the metrics reporting findings to find trends and patterns that could affect an organisation. 

There are different analytical methods used for analysis. 

a). Descriptive Analytics. 

It was primarily concerned with comprehending past data and what could be done to better it. 

b). Predictive Analytics. 

In order to foresee potential hazards or opportunities, previous data is analysed using statistical models. 

c). Prescriptive Analytics 

It goes a step farther and foresees the effects of anticipated results. 

4.Application. 

Metric analysis yields information that can be utilised to inform organisational decision-making. 

PROS AND CONS OF HR ANALYTICS. 

PROS 

1.Employee retention is essential 

One of the most well-known and widely used applications of people analytics is turnover reduction. When companies focus on a particular position or 

group of people, the effects are especially noticeable. On the basis of people analytics, a targeted retention plan can significantly lower turnover. 

2.Achieve fair pay 

Equal pay can be achieved by businesses reviewing and optimising their compensation procedures. Potential candidate offers, thoughts for counteroffers, 

and promotions can all be evaluated using people analytics. 

With the aid of this function, the team is better able to compare employee traits, wage profiles, bonus results, performance ratings, and bonus scores in 

real time to those of other teams or teams playing similar roles. Additionally, it gives you an advantage over the competition when the best candidates 

are contemplating multiple job offers or when high performers are thinking about quitting. 

3. Hiring 

Talent management analytics can be used by businesses to identify the qualities of high-performing, long-term employees. It can assist businesses in 

determining where they get the best applicants and whether or not they are losing personnel in the process. 

This enables businesses to maximise their recruitment budgets and, as a result, their pipeline of potential candidates. Additionally, it can help you narrow 

down the ideal traits for candidates, maximising the use of your recruitment budget. 

4.Learning and development 
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Businesses may utilise people analytics to enhance the sources and processes of planning. Using learning analytics that relate the impact of coaching and 

growth on business outcomes, organisations can ask the appropriate questions and receive the correct answers. 

Pitney Bowes determines which tools its employees have mastered using people analytics. Before sending an employee on a tour, managers may utilise 

this to verify that the person has completed the required training. 

5. Increasing diversity 

The benefits of diversity for businesses can be enormous. Analytics may assist businesses in better understanding how to address issues, from addressing 

concerns about the level of diversity within an organisation and across the employee lifecycle to identifying areas where deliberate or inadvertent bias 

may exist. Utilising people analytics, organisations can better understand their diversity initiatives. 

CONS 

1.Data privacy. 

It goes without saying that HR departments must follow local data privacy legislation.Companies who are found to be utilising or failing to sufficiently 

secure employee personal data might be fined up to €20 million, or 4% of annual global turnover, whichever is higher. 

2. Security from data breaches 

In this stricter legal climate, HR data must be effectively protected from threats (not to mention the ongoing repercussions of high-profile data breaches). 

You're wrong if you believe that no one will attempt to steal data on your staff (as opposed to, say, consumer credit card information). You might be 

surprised to learn that fraudsters value health information 10 times more than they do credit card information. The takeaway is that any type of data can 

be beneficial if it contains personally identifiable information. 

3.Knowing how to avoid legal pitfalls 

When it comes to the use of data, HR departments must not only go by the law but also the company's ethical standards. Nowadays, an honest and open 

community is valued highly by most firms. Major morale and confidence concerns could arise if the data-driven HR operations are inconsistent with the 

culture, for as by bungling data initiatives or neglecting to convey how data is used.As a result, I consider being transparent to be one of the most crucial 

pieces of advice I can provide businesses. Transparency on the types of employee data gathered, the purposes for which they are collected, and the 

intended uses.It's crucial to provide workers value and emphasise the advantages of using their data.  

4. Governance is essential 

Good data governance will help ensure that your HR data remains a valuable asset rather than a liability. Here’s an example of what effective data 

governance looks like in the real world: 

• Create data governance processes if you haven't previously. 

• Obtain the consent of the workforce. 

• Watch how much data you use. 

• Reduce the data whenever you can. 

• Data must be made anonymous. 

• Protect and safeguard your info.  

What Metrics Does HR Analytics Measure? 

Headcount, turnover, diversity, remuneration, total cost of layers and spans of the workforce, employee engagement, talent acquisition, learning, 

workforce planning, productivity, and manager effectiveness are some of the most often used indicators in HR. 

Examples of HR Analytics 

HR data from several systems must be combined in order to begin using HR analytics. Let's say you want to assess how employee engagement affects 

business results. You must combine your annual engagement survey with your performance statistics to assess this link. The effect of involvement on the 

financial success of various stores and departments can be calculated in this way. 

Based on the knowledge obtained through HR analytics, important HR domains will alter. There will be changes to jobs including hiring, performance 

management, and learning & development. 

Imagine being able to determine how your learning and development budget would affect your business. Or consider being able to foresee which new 

workers will develop into your top achievers in two years. Or that you are able to foresee which new hires would depart your business inside the first 

year. Your hiring and selection practises and decisions will change once you get this information. 
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CONCLUSION 

The gathering and use of personnel data, commonly referred to as "people analytics," is done to enhance important business and talent outcomes. 

professionals in HR analytics assist HR professionals in creating data-driven insights to guide hiring decisions, enhance workforce operations, and foster 

a great employee experience. Human Resource Management has undergone significant transformation in the last century. From being an operational 

discipline, it is now more of a strategic one. The term Strategic Human Resource Management (SHRM) is a good example of this. HR analytics' data-

driven methodology is consistent with this development. Analytics adds to the excitement of HR. The supplied insights can guide strategic choices and 

enhance routine business operations.Additionally, you can improve the workplace atmosphere and spot potential leaders if you understand what drives 

your staff. Imagine being able to foretell which employees will depart the organisation with the greatest frequency. This knowledge is useful for strategic 

workforce planning and long-term succession planning. 
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