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INTRODUCTION:
Strategic  planning  become  more  complex  for  business units  and  
subsequently  for  the  Human  resource function  with  recent  
advances  in  data  driven  analytics  and  the  resultant  improved  
capabilities  in  working  with huge data sets. Most business units 
have already adopted predictive analytics to guide their decision-
making and strategy development processes.  Predictive  analytics  
offered  new  opportunities  which  are  applicable  to all  core human 
resource processes such as employee sentiment analysis, talent 
acquisition, capacity planning &  attrition risk management.

e effective approaches to the measurement of HR analytics and the 
impact of people on organization processes will enable utilization of 
human resources more effectively.  is measurement is 
accomplished by focusing  on  the  development  of  HR  analytics  
and  supporting  HR  metrics  that  meet  the  needs  of  organization 
decision makers.

HRM strategies are changing in terms of HR metrics and hr analytics 
being used in the organization for better decision making. ese 
advances will help the organization balance the costs & benefits of 
decisions.  Human resource analytics  can  help  organizations  take  
current  operational  and  strategic  data  and  convert  it  into  an  
active  approach  to tomorrow's HR issues. HR analytics has become 
an important tool for success; leveraging current data to anticipate 
future 

ROI that serves as a source of competitive advantage.

HR analytics solutions can help 
Ÿ Prioritize and target applicants who are most qualified for a 

specific position.
Ÿ Forecast workforce requirements and determine how to best fill 

open positions. 
Ÿ Link workforce utilization to strategic and financial goals for 

improved business performance. 
Ÿ Identify the factors that lead to greater employee satisfaction and 

productivity. 
Ÿ Discover the underlying reasons for employee attrition and 

identify high-value employees at risk of leaving. 
Ÿ Establish effective training and career development initiatives.

HR Analytics - A Strategic Approach to HR Effectiveness  
LITERATURE REVIEW

HR ANALYTICS - A STRATEGIC APPROACH 
TO HR EFFECTIVENESS

Original Research PaperVOLUME-6 | ISSUE-1 | JANUARY-2017 • ISSN No 2277 - 8179 | IF : 3.508 | IC Value : 78.46

IJSR - INTERNATIONAL JOURNAL OF SCIENTIFIC RESEARCH518

HR  analytics  is  playing  major  role  in  today's  business  changing  environment  with  increased  business 
requirements towards organizational efficiency. It enables better decision making about workforce using 

employee data.  HR analytics supports organizations for mapping HR metrics with strategic business goals. It majorly focus on acquiring talent 
to assessing future HR needs by improving employee morale and satisfaction.  HR  analytics  supports  data  interpretation  to  recognize  
trends  and  take  corrective  measures  for  profitable functioning  of  business.  organizations  strive  for  more  innovative  business  practices  
to  improve  efficiency  and  HR analytics has the highest impact on organizational  success. e paper highlights how the business analytics 
provides a multi – dimensional approach towards building an effective HR strategies.

ABSTRACT



Key Goals of HR Analytics and Tools 
To identify opportunities for HR impact 
To support organizational strategic planning 
To prioritize HR investments and actions 
To demonstrate the bottom line impact of HR practices and 
programs 
To enable managers make better decisions regarding workforce 
management
To better align HR strategy with corporate strategy

Steps in HR Analytics

e Future of HR Analytics 
HR analytics is an evidence-based approach for improving individual 
and organizational performance by making better decisions on the 
people side of the business. HR analytics can certainly enhance the 
credibility of the HR function by improving the effectiveness of HR 
policies and practices and contributing to the competitive advantage 
of organizations that develop it as a core competency.  As  such,  HR  
professionals  develop  new  skills  and  capabilities  so that  they  can 
effectively partner with and lead IT and finance on HR analytics 
initiatives. Along the way, HR professionals will need to address 
ethical dilemmas. 

Without a doubt, mastering the art and science of HR analytics takes 
effort. But it can result in an elevation of the status  of  the  hr  
practitioners  by  helping  them  to  guide  their  organizations  in  
finding  the  intersection  between  more profitable and more 
enlightened management and development of people. Mastering 
this effort would represent a win-win for employers and employees, 
and ultimately the society in which we live and work
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Effectiveness of HR Metrics and Analytics
Ÿ  HR Practices to Performance 
Ÿ Identify High-Impact talent 
Ÿ Assess Possible HR Programs
Ÿ Identify Poor HR Programs 
Ÿ New Business Strategies 
Ÿ Evaluating HR Practices 
Ÿ HR Measures Available in Organizations
Ÿ Impact of HR Programs on Workforce 
Ÿ Benchmark Data 

Sample Data Source Types for Analytics Use
Ÿ Electronic (on-line application, résumé)
Ÿ Social Media: e.g., a LinkedIn application
Ÿ Mobile voice information 
Ÿ Mobile or video assessment capture
Ÿ Video interview retention 
Ÿ Virtual on-boarding/e-learning data
Ÿ Social interaction, “go to” data

Assessment of HR Metrics 
It is necessary to determine the HR metrics that an organisation will 
use for decision analysis process, but several measurement 
characteristics of each objective owners of data.

Practical Road Map to Conducting HR Analytics 
HR analytics moves beyond conducting analysis and creates an 
environment of executive buy-in, cross-functional interaction, 
targeted initiative-building and a discipline of measurement and re-
focusing. It includes following steps: 

Step 1: Determine Critical Outcomes 
An organization must first determine the top two to three most 
critical outcomes on which to focus. For example, outcomes such as 
productivity, turnover and customer satisfaction are commonly 
desired outcomes—but those are not the end of the list. Financial 
indicators, costs and safety-related data are all outcomes that can be 
connected to employees. Key stakeholder interviews of the board, 
CEO, CFO or other business leaders are very helpful in the 
process—this is also a great chance to generate buy-in. 

Step 2: Create Cross-Functional Data Team 
Next,  you  will  need  to  identify  the  various  owners  of  the  
outcome  data.  ese data owners become the key members of a 
cross-functional data team (CFDT) that needs to be organized. is 
team  should consist of measurement experts,  key  line-of-business  
leaders  or  metric  owners,  and  HR  leadership.  e measurement 
experts are needed to determine data requirements, to scientifically 
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link the necessary datasets, and to conduct the requisite statistical 
analyses. 

Step 3: Assess Measures of Critical Outcomes 
e next step is to determine how data are currently captured in the 
organization. is step gets in to the details of the actual analysis 
process, but several measurement characteristics of each outcome 
measure must be assessed: 

Ÿ Frequency of measurement (e.g., monthly, quarterly, annually). 
Ÿ Level  of  measurement  (e.g.,  by  line  of  business,  by work  unit,  

by  manager,  at  the  store  level,  at  the department/function 
level). 

Ÿ Organizational  owners  of  each  of  the  outcome  measures  
(e.g.,  the  department  or  leader  of  the  particular 
measurement). 

Step 4: Conduct Objective Analysis of Key Data 
is part of the process will require advanced statistical knowledge 
to link the data. Using structural equations modelling affords us the 
ability to determine, for example, whether employee attitudes about 
work-life balance are a cause and-effect driver of increased customer 
satisfaction. 

Step 5: Build the Program and Execute 
Create interventions that will have the desired effect. At this action-
planning stage you can focus activities at the systemic, organization 
wide, line of business or work-unit level. e big opportunity is that 
t h e  i n v e s t m e n t s  f o c u s  o n  t h o s e  e m p l o y e e  
processes/skills/attitudes/demographics,  that  have  been  shown  
to  have  a  direct  impact  on  the  organization's desired business 
outcomes. 

Step 6: Measure and Adjust/Re-prioritize 
In  the  last  step,  re-measure  to  assess  progress  and calculate  
actual  return-on-investment.  Business leaders understand the 
importance of goal setting and measurement. ey also understand 
the importance of creating a culture of measurement and 
accountability. 

Golden Rules of HR Analytics 
 Strategic workforce planning & analytics 
 Combine HR analytics & intuition 
 Make analytics relevant and actionable 
 Involve legal compliance 
 Devise the skills needed 
 Realistic and simple 
 Understand model and outcomes

CONCLUSIONS 
To  play  a  more  relevant  and  strategic  role  in  the  organization,  
the  HR  function  needs  to  move  beyond  mere reporting to 
accurate prediction. Instead of just generating reactive reports, it 
needs to embrace advanced analytics and predictive techniques that 
support strategic organizational goals. Application of predictive 
analytics in HR entails utilizing relevant data to solve specific 
business problems.  e insights derived can help improve business 
performance as well as employee engagement and satisfaction. 
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