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ABSTRACT:

Human Resource metrics are very crucial for the organizational strategy as they triggers to the data-driven decision making process. The factual analysis is regarded
as one of the most significant components of strategic planning process and inevitably required for long term business sustainability. This paper provides a
comprehensive review of the existing literature to explore critical HR metrics, its importance in business and also challenges on the uses of HR metrics through
analyzing a good number of relevant articles. The findings of the study underscore the conceptual understanding of HR metrics and also recognize the essential HR
metrics that has significant impact on enhancing organizational performance through data-driven insights. The study also explores the challenges of implementing
HR metrics such as leadership support, knowledge gap, data quality, confidentiality matters, communication, resource allocation and resistance to change. Areas
for further investigation include embedding artificial intelligence (Al) to observe the impact of HR metrics, understanding cultural impacts on adoption of HR
metrics and also evaluating the influence of HR metrics on different parameters of organizational performance. This review aims to bridge the gap between theory
and practice, offering valuable insights for HR professionals, policymakers and researchers to leverage HR metrics for strategic decision-making and competitive
advantage.
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1. Introduction

Human Resource (HR) metrics has emerged as a transformative tool in modern business management, providing data-driven insights to support decision-
making processes. As organizations face increasing competition and complexity in the global marketplace, the ability to leverage HR metrics to enhance
strategic planning and operational efficiency has become paramount. Human Resource metrics are dimensions used to regulate and drill down the value
and usefulness of various HR functions and processes, usually naming as recruitment efficiency, employee turnover, training, return on human capital,
costs of labor and expenses per employee etc. for evaluating the value of the time and money spent on HR initiatives in their organization. HR’s challenge
is to stipulate business leaders with data that helps them make judgments about investments, formulating strategies and planning for new business and
new products. This review thus, aims to explore the current state of HR metrics, its conceptual understanding, its applications in decision-making, its
efficacy uncover the challenges in using HR metrics in business and management. By systematically analyzing the existing literature, this paper seeks to
identify key trends, challenges and future research directions in the field of HR analytics.

Doe and Smith (2018) point out that the conventional HRM job was mostly concerned with administrative duties like hiring, onboarding, payroll and
compliance. However, HR departments are in a unique position to access the availability of information that exists within their firms due to technological
improvements and the exponential growth of data. Talent acquisition, employee engagement, performance management, training and development,
succession planning and other aspects of the workforce management can be better understood by HR professionals by connecting this data through HR
metrics and analytics. One of the major advantages with HR metrics is that it is an evidence based study, which helps the HR professionals in making
rational decisions whilst enhancing the strategic impact of HR on the business performance (Singh et al., 2017). HR specialists can find trends, patterns,
and correlations by examining these indicators, which aid in strategic planning and decision-making. Thus, HR metrics has moved from an operational
partner to a more strategic center of excellence (Malla, 2018) and an area of research work.

Rapid digital transformation has increased the requirement of HR metrics solutions and services and this has caused the world including the Asia pacific
region to grow fastest in HR analytics (Gurusinghe et al., 2019). It was in 1978 that Dr. Jac Fitz-enz emphasized the idea of developing metrics that can
determine the impact of HR activities on organization’s bottom line and developed the notion as HR metrics and analytics (Jain and Nagar, 2015). After
the great recession period 2008, most of the organizations recognized the necessity of accurate evidence based people management practices which
involve analytics, decision making and problem solving (Reddy and Lakshmikeerthi, 2017). Big data in HR gifted HR analytics to the evidence based
HRM concept to make accurate decisions regards to HR (Reddy and Lakshmikeerthi, 2017). In Bangladesh only several researches have been done on
HR metrics. Thus, there is a contextual gap regarding the HR metrics literature in Bangladesh and also there is an intellectual curiosity to know detail
about HR metrics. This paper is an attempt to explore the conceptual understanding of HR metrics and recognize the crucial HR metrics that have
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significant impact on organizational performance, and also the challenges exist in implementing HR metrics. It aims to investigate how HR practitioners
may use data-driven insights to enhance organizational performance, streamline HR procedures, and participate in strategic decision-making process.

2. Research Objectives

The research has been conducted keeping following objectives in mind:
o To explore the definition of HR metrics
o  Toidentify the uses and importance of HR metrics
o  To assess the essential HR metrics that have significant impact on enhancing business performance

o  To recognize the challenges that exist for HR metrics

3. Literature Review

i. Conceptual Understanding of HR Metric

HR metrics are specific measurements used to track and evaluate various aspects of the human resources function. HR metrics are typically used to assess
the performance, efficiency, and effectiveness of HR processes and practices and to provide insights into workforce trends and patterns. HR metrics
include employee turnover rates, time-to-hire, training hours, development costs, absenteeism, skills gap, employee satisfaction and employee
engagement level etc. By tracking and analyzing HR metrics, organizations can identify areas for improvement, make data-driven decisions, and ensure
that HR initiatives, practices and drives are aligned with the business’s overall goals. Human resource management has become one of the most critical
functional fields in an organization (Opatha and Uresha, 2020). Opatha (2009) defines HRM as the efficient and effective utilization of human resources
to achieve goals of an organization and the generic purpose of HRM is to generate and retain appropriate and contented employees who give their
maximum contribution to achieve organizational objectives and goals. Human resources include all types of employees who work for the organization.
In present competitive business environment human resource has become a strategic asset to the company as it is rare, valuable, inimitable and non-
substitutable. The realization that HR departments can use metrics and analytics to improve their operational and strategic planning processes and obtain
insightful information about their personnel has been the driving reason for this change (Thompson & Garcia, 2021). This method, referred to as HR
metrics and analytics, entails gathering, examining, and interpreting data about different HR tasks and operations.

The terms HR metrics and HR analytics are frequently used interchangeably. However, HR metrics are the specific data points used to track the
performance of HR functions, while HR analytics uses these metrics as a foundation to provide insights and predictions for better decision-making
(CHRMP 2025). HR metrics and HR analytics are both essential for effective HR management although they are different in terms of their scope and
focus, and application. Regardless of their differences in definition, organizations have to use an integrated approach of HR metrics and analytics for
effective workforce management using appropriate parameters that have greater impact on organization performance (CHRMP 2025). Different scholars
and researchers have defined HR metrics in different ways and some of which are referenced in the subsequent paragraphs.

Kaplan and Norton's (1996) proposition challenges the traditional notion of HR Metrics as mere assessment tools, positioning them instead as operational
manifestations of theories elucidating how human contributions propel organizational success and how corresponding HR investments facilitate that
success. This perspective significantly enhances the evolving understanding of the multifaceted role of HR Metrics. 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 mixture of quantitative and qualitative data and information that derives important insights which
help to support in making decisions by the management. Vihari and Rao (2013) as in Ben-Gal (2018) - The application of sophisticated data mining and
business analytics techniques to the field of HR. Reddy and Lakshmikeerthi (2017) - Evidence-based HR (EBHR) is a decision-making process combining
critical thinking with the use of the best available scientific evidences and business information. Treacy and Wiersema's (1997) exploration introduces
the concept of "strategic reference points" in evaluating strategic options. Their observation that the selected metric can influence the strategic response
underscores the intricate interaction between HR Metrics and strategic decision-making, providing valuable insights for organizations navigating complex
strategic landscapes. Boudreau's (1996) examination of HR Metrics delves into their potential to either create value or cause harm based on their effects
on key stakeholders. His advocacy for adopting a "choice” model in HR measurement, where systems are chosen with communication goals and
anticipated receiver responses in mind, enriches discussions on the strategic utilization of metrics. HR metrics are the quantitative measurements used to
evaluate the efficacy and performance of HR initiatives and processes, according to Williams and Anderson (2020).

Considering the scholarly definitions mentioned above, HR metrics can be defined “quantitate and qualitative measurements used to determine the value
and effectiveness of Human Resources Management (HRM) programs, activities and initiatives throughout the organization in order to achieve
competitive advantages for business”.

ii. Uses and Importance of HR Metrics
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HR professionals can find trends, patterns, and correlations that help them make better decisions by the use of various indicators which are simply
recognized as HR metrics. In this hyper-competitive business environment, over and beyond descriptive analysis, HR metrics and analytics seek to make
jobs easier for the 21st century HR managers. According to Becker and Huselid (2019), there are many advantages towards using an HR metrics and
analytics approach. First of all, it makes it possible for HR managers to quantify and show how their efforts affect important business results. Additionally,
HR analytics and metrics can direct evidence-based decision-making and point out areas that need improvement. HR professionals can make evidence-
based decisions that are more likely to produce favorable results by using metrics to assess trends, patterns, and correlations rather than depending solely
on their gut feelings or presumptions (Court & Darnell, 2020). Additionally, because it enables firms to gauge and assess the success of their HR activities
and programs, HR metrics are a performance evaluation tool. Organizations can find areas for improvement and implement data-driven changes to
increase performance by monitoring indicators like employee engagement, attrition rate, or training efficacy. It also makes resource optimization possible.
By offering insights into workforce planning, talent acquisition, and retention, HR metrics assist firms in making the most of their resources. HR
practitioners can find bottlenecks and put plans in place to more successfully attract, develop, and retain top talent by examining KPIs pertaining to
employee turnover, time-to-fill vacancies, and recruiting efficiency (Delbridge & Keegan, 2017). By measuring and tracking HR metrics, organizations
can identify areas for improvement, make data-driven decisions, and ensure that their HR initiatives are aligned with their overall business goals. As with
many scholars Kiran et al. (2018); Bhattacharyya (2017); Kirtane (2015); Reena et al. (2019); Reddy and Lakshmikeerthi (2017); Fred and Kinange
(2015); Court & Darnell (2020) and Delbridge & Keegan (2017) affirm that applying data-driven approach in managing people bring a great deal of
benefits for the organization notably:

Establish Factual Decision-Making: HR metrics and analytics provide insights to make informed decisions rather than relying on intuition. Fact-based
decision making is a systematic approach that prioritizes the use of empirical evidence and data over intuition or personal experience when making
choices. This methodology is grounded in the belief that decisions should be informed by objective information, which can be gathered through various
means such as investigation, analysis and observations. By relying on facts, organizations and individuals can mitigate the risks associated with subjective
judgment, leading to more reliable outcomes.

Optimize Workforce Management: They help identify trends in employee performance, engagement and retention for better workforce planning.
Workforce optimization (WFO) is a set of strategies and practices that aim to improve employee and organizational efficiency and decrease operational
costs through using data. The overall goal is to achieve organizational success.

Identify Patterns and Trends: These tools reveal valuable correlations, such as reasons behind high turnover rates or employee disengagement.

Align HR Strategies with Business Goals: Metrics and analytics ensure HR initiatives directly contribute to organizational success. Aligning HR with
the business allows HR to collaborate with business leaders, leverage data-driven insights, and foster a culture supporting employee needs and strategic
business growth.

Improve Efficiency and Reduce Costs: Measure the financial impact of human resource practices. Streamline HR processes and remove bottlenecks
which ultimately leads towards cost savings and better resource allocation.

Enhance Employee Experience: By presenting and addressing various facts, figures and data proactively, employees are found enthusiastic to contribute
with higher job satisfaction and engagement.

Improve ROI (Return on Investment) of HR: Analyze human capital return and take necessary steps for improving employee performance

Establish performance based transparent culture: Provide opportunity to assess how employees contribute to the organization and assesses the extent
to which they can meet their career expectations. Managers sit together with their subordinates to set performance standard and guide employees towards
reaching their goals and provide reward accordingly.

Reduce employee grievance and improve retention: Discovers the underlying reasons for employee attrition and identifies high-value employees at
risk of leaving. Address the employee’s area of concern and identify the factors that lead to greater employee satisfaction and productivity.

Drive for skill development: Establish effective training and development opportunities, help implementing focused learning interventions, training
programs and cultural enhancements to address specific challenges.

iii. Essential HR analytics

There are many ways to categorize HR metrics. The metrics and their categorization can also vary by organization size, country, culture and other
company attributes. A generic categorization is being used by the most companies (Indzara, 2025). This process of HR metrics involves collecting and
analyzing workforce data to make educated decisions that increase employee engagement, productivity, and overall performance (Crunchr 2025). In
today's competitive talent market, metrics revolving around talent acquisition, retention, and engagement are crucial. Awareness of measuring success in
these areas is paramount as competitors vie for talent. Not all HR metrics are equally important in context of their value addition to the organizational
performance. HR professionals pinpoint key HR metrics which can considerably influence organizational performance by providing data-driven insights
into workforce effectiveness and efficiency. These metrics help organizations make informed decisions, optimize HR processes and ultimately drive
business success strategically. The study organize a list of fifteen HR metrics relevant today in terms of their greater significance in business and
management under both categories: Quantitative and Qualitative.
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1. Headcount: Describes the number of employees at an organization. It can be broken down into initial headcount and final headcount. Also
headcount growth can be calculated as the percentage increase of employees at an organization during a particular time period.

2. Average time to hire: The time in days between the manpower requirement date and the offer accepted date.
3. Cost Per Hire (CPH): Average cost of hiring a candidate for a job. [Total Hiring cost / Number of Hired Positions]

4.  Employee Stability Index (ESI): The percentage of employees who have spent more than one year of service at the organization. It is a metric
used to measure how well a company retains its experienced employees. It is calculated by dividing the number of employees with a year or
more of service by the total number of employees and multiplying by 100 to get a percentage.

5. Cost of turnover: Arguably, one of the most important HR metrics for any business to establish and track is the cost of turnover. This one is
pretty self-explanatory; it’s the annual cost of replacing leavers for the business and also the initial investment to make them operational.

6. Compa Ratio: Compa Ratio, or comparative ratio, is a metric that compares an individual’s or group’s salary to the midpoint of a defined
salary range. It indicates whether an employee or a group of employees is paid below or above market rates and is one of the most widely used
compensation metrics. Organizations compare the average ratio of groups or departments or teams to see differences between groups or
departments or teams. Identifying those results help HR managers establishing pay equity in and across the groups in the organization and
determine pay raises and promotion potential.

7. Revenue per employee: Revenue per employee is calculated by dividing the total revenue generated by the company with the total number of
employees, providing insight into individual productivity and overall company performance.

8.  Cost per employee: Total expenses of company during the period divided by average headcount

9.  Employee turnover rate: Turnover rate is the percentage of employees who leave a company during a specific period, usually a year.
10. Training ROI: Return on Investment for training. [(Training Benefits — Training Cost) / Training Cost]

11. Training Hours per employee: Average hours of training completed per active employee, the formula is as: [Hours Trained/Headcount]
12. PCPM: Per capita per month (Per person sales per month) indicates per person productivity of sales team.

13. Absenteeism rate: A metric that reflects the frequency of employee absences, typically calculated as a percentage of scheduled workdays
missed. Absenteeism Rate = (Total Absences / (Number of Employees x Workdays)) x 100.

14. Employee satisfaction index: An Employee Satisfaction Index is a metric that quantifies how happy, engaged, and content employees are
within an organization.

15. HCROI: Human Capital Return on Investment (HCROI) is a financial metric that quantifies the value created by an organization's human
capital investments relative to the associated costs. HCROI = (revenue — human capital cost) / human capital cost.

These HR metrics serve as crucial tools for well-performing organizations, offering a basis for comparison with others, regardless of size or revenue
differences. Chief Executive Officers (CEOs) and Chief Human Resources Officers (CHROs) collaborate to select, understand and improve these metrics
aligning them with the organization's goals. Needless to say that the strategic use of HR metrics is instrumental in achieving organizational objectives.

iv. Challenges of Implementing HR Metrics

As the attributes of human resources are very difficult to measure and quantify understanding and predicting the human behavior is a big challenge that
every organization has to face today. Due to the fact that human aspects are hard to measure, HR managers face various challenges in evaluating the
performance of HR processes. Major impediments to the application of HR metrics are extracted from the articles quoted by the numerous authors and
scholars namely Momin and Mishra (2016), Malla (2018), virtual HR services (2023), Kushwaha (2024), Fernandez & Gallardo-Gallardo (2021), Tomar
& Gaur (2020), Kiran et al (2018), Jabir et al. (2019) which are outlined in the subsequent paragraphs.

Data Quality

It is vital to organize and integrate data, collected from many operations and departments within the organization in order to implement HR metrics. Poor
data quality can lead to incorrect conclusions and ineffective decision-making. HR metrics often require data from multiple sources, such as HRIS,
performance management systems, and employee surveys. Integrating these disparate data sources can be complex and time-consuming, requiring careful
planning and coordination.

Leadership Support

Support from senior leaders is also essential to successfully carry out the HR metrics within the organization. If they do continuously encourage a data
driven culture within the organization, it becomes a source of motivation for other managers to engage in evidence based processes and they try to make
more accurate people related decisions based on data experiments.

Confidentiality Matters
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HR metrics involve handling sensitive employee data. Employers must adhere to the data privacy regulations and ensure that data is protected from
unauthorized access. HR professionals must consider privacy when collecting data from employees. Collecting personal details of employees may
sometimes lead the company to have legal troubles.

Resistance to Change

Implementing HR metrics requires a cultural shift within the organization. Resistance to change can arise from HR professionals, employees, or
management who may be accustomed to traditional HR practices. Resistance may stem from fears of job displacement, concerns about the accuracy of
analytics outcomes, or skepticism regarding the value of HR metrics. Change management strategies that involve communication, education, and
involvement of stakeholders are essential to address resistance, build acceptance, and foster a data-driven culture that embraces HR metrics.

Knowledge Gaps

Implementing HR metrics requires a skilled workforce proficient in data analysis, statistical modeling, and data visualization. Organizations may face
challenges in developing a talent pool with the necessary analytical skills within the HR function. Providing adequate training programs and professional
development opportunities is crucial to bridge the skill gaps and enable HR professionals to leverage analytics tools and techniques effectively.

Communication

Lack of communication between different departments like HR, IT and the business, creates issues in the implementation. HR professionals also have
the skills to analyze and interpret the data and communicate the information and recommendation to the stakeholders. For the adoption of required
technology, communication should be solid between the business and the HR metrics and analytics team.

Resource Allocation

Implementing HR metrics requires financial investment in technology infrastructure, analytics tools, and data management systems. Organizations must
allocate resources for data collection, integration, storage, analysis, and reporting. Cost considerations and resource allocation can pose challenges,
particularly for smaller organizations with limited budgets. Organizations must carefully balance the costs and benefits of HR metrics and make strategic
decisions regarding resource allocation.

Addressing these challenges requires a holistic approach that combines technological, organizational, and human factors. Organizations should invest in
data quality management, establish robust privacy protocols, provide training and development programs, implement change management strategies, and
perform cost-benefit analyses to effectively navigate the challenges of adopting HR metrics. Overcoming these challenges enables organizations to unlock
the full potential of HR metrics and reap its benefits in driving evidence-based HR practices and improving organizational outcomes. Organizations are
required to apply an integrated approach that combines technology and skilled manpower to implement human resource analytical solutions for better
results.

4. Conclusion and Recommendations

In conclusion, HR metrics are crucial for organizational success which provide data-driven insights of quantitative and qualitative measurements used to
determine workforce performance and ultimately improve the effectiveness and value of HR management. The concept of HR metrics is an emerging
discipline that enables HR to fulfill the promise of becoming a true strategic partner (Levenson, 2005). HR Metrics can enhance the power of data enabling
HR professionals to integrate their knowledge with these data to take appropriate actions while helping them in making predictions about future
(Bhattacharyya, 2017). Despite of having some challenges in implementing HR metrics, the adoption of HR metrics presents organizations with immense
opportunities to leverage data and analytics for strategic HR decision-making. By embracing HR metrics organizations can enhance their talent
acquisition, employee engagement, performance management and succession planning initiatives that will eventually lead to the improved organizational
outcomes.

HR metrics implementation requires a holistic approach that addresses challenges related to data quality, privacy, skill gaps, change management and
resource allocation. The study find out the recommendations for the worthwhile uses of HR metrics which include developing data governance and
security policies, establishing clear objectives and KPIs, providing training and development opportunities, focusing on metrics aligned with business
goals, using analytics to gain actionable insights and continuously evaluating and refining the HR metrics framework. Organizations must establish the
system for adopting technology in order to gain a competitive advantage in today's digital business world through leveraging the full potential of human
capital, the valuable asset of the business.

Although this paper provides an overview of the benefits and challenges of HR metrics adoption, there are several areas that need further research work
which should focus on exploring the impact of HR metrics on organizational performance drivers such as employee productivity, profitability, innovation
and employee return. Additionally, examining the use of Al on the impact of HR metrics and understanding the cultural impacts on adoption of HR
metrics in organization could also be the scope of further investigation.
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