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Abstract:  
Every organization is struggling to stay competitive since the pandemic has forced everyone 

into difficult situations. The only way to cope with this situation is to enhance development 

and advancement in human resources. HR Analytics, a critical tool for creating, analyzing, 

and storing a vast amount of employee data to make efficient decisions, played a significant 

role. Human resource analytics helps understand how the investments in human capital 

assets can contribute to the depreciation of expenses, reducing risk, generating revenues, and 

executing the strategic plan. In this paper the prime focus is on studying the existing 

literature on HR analytics and how it helps in making predictive decision-making. The paper 

also explores the periodic developments done in Human resource analytics as it is having a 

very crucial role in effective decision–making which gradually result in the success of an 

organization. 

 

Keywords: HR Analytics, HR information system, Human Resource Management, big data, 

decision making. 

 

1. Introduction 

HR Analytics is versatile accession towards the decision making using data. The data can be 

small or big in an excel sheet or other kinds. HR Analytics is a systematic computational 

analysis of data and statics that helps improve the performance and retention among the 

employees. There are ample words connected to analytics, such as talent analytics, 

performance analytics, people analytics, and workforce analytics. Analytics speak about the 

people/ employee who would quantify their behavior and then predict when they will leave 

and stay within the organization. The decision can be taken based on previous experience. In 

layman's terms, we can say that HR Analytics is collecting, sorting, and inspecting data for 

the functioning of HR like recruiting, employee performance, employee engagement, talent 
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managing and retention of employees, and especially for decision making in these areas and 

related. 

HR has played a significant role in the formation and distribution of different strategies of an 

organization. Human resource contribution to the success of an organization can be 

interpreted from the linkage of human resource activities to the business result. This process 

proved to be very effective and successful by directing those business decisions that lead to a 

strong business not only based on existing knowledge in practice. An effective HR decision is 

what every organization essentially requires.HR Analytics ensures the competitive influence 

of an organization and elevates its employees' status. 

How HR Analytics help in an organization:  

1. Gauge labor force prerequisites and decide how to fill open positions best  

2. Distinguish the elements that lead to more noteworthy worker fulfillment and efficiency.  

3. Distinguish the elements that lead to more noteworthy worker fulfillment and efficiency.  

4. Set up powerful preparation and professional advancement drives. 

 

2. Literature Review 

HR examination is the actual distinguishing proof and measurement of an individual’s drivers 

of business results (Heuvel and Bondarouk, 2016). The HR assessment measures staff 

execution, turnover, cycles, and methodologies, contingent upon which the  :                                                     

organization can channel its time and cash on basic drives. HR Analytics changes the crude 

information into wise data, which helps in methodology detailing lastly brings about an 

innovation [W. Yancey, 2015]. The idea of HR Analytics was first instituted by Dr. Jac 

Fitzenz, who proposed the possibility of creating measurements that will gauge the effect of 

HR exercises on an association's baseline (Handa &Dimpy, 2014). In the significant part of 

organizations, announcing through dashboards has become obsolete, and the focus is now on 

predictive models .Organizations have also moved away from being solely dependent on 

office information to using individual data to their most perfect advantage 

(W.Y.Momin,2016). The article related to Talent Analytics unmistakably expresses that HR 

investigation is the complex utilization of data mining and business examination methods to 

human asset information (Rouse, M. 2012). HR investigation gives approaches to deal with 

its representatives viably and helps accomplish business objectives rapidly and effectively.  

SAP Success Factors, ADP, Visier, Cornerstone, and Oracle are some of the most widely 

used HR tools that enhance the HR department's prospective outcomes in improving the 

viability of representation. Many of these gadgets are linked to cutting-edge features such as 

worker maintenance indications. HR analytics may even aid with tactics like making position 

moves to improve—data-driven judgments are made easier with HR analytics. 

 

 

3. Types of HR analytics: 

 

For having a clear understanding of HR analytics role and goals, we first need to know about 

its types: 
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3.1. Descriptive Analytics: 

 

This analytics helps the managers, 

stakeholders, investors, and others to know 

about the raw data related to the organization. 

These analytics provide an estimation and 

analysis of historical data to have a clear 

picture of the organization's past. Data mining 

and data aggregation-like tools are used in 

descriptive analytics to answer questions like 

how a particular event happened why these 

results occurred. This also plays a massive 

role in improving employee engagement and increasing productivity. 

 

 

3.2. Diagnostic Analytics:                                                     

 

After knowing what had happened, now it's time to understand why it happened?. The answer 

to this question will be given with the implication of Diagnostic Analytics. This advances 

analytics evaluates the data to know why a particular thing had happened. It becomes easier 

for an organization to implicate diagnostic analytics if insights on descriptive analytics are 

clear. 

It clarifies the root cause, focusing our efforts on reducing the problem. 

 

3.3. Predictive Analytics:                                                  https://blog.neocasesoftware.com/   

 

As the name suggests, these analytics predict the future outcome or inevitable unknown by 

analyzing the historical data. 

Predictive analytics examines the relationships among various factors to assess risk within a 

particular situation to provide weightage. If an organization successfully implements 

predictive analytics, it becomes effortless to interpret big data for its benefit. But an 

organization needs to have knowledge of statistics and programming languages like r and 

python for hassle-free implementation of predictive analysis. 

Many businesses may lack the internal skills required to implement a predictive model 

efficiently. 

 

3.4. Perspective Analytics: 

 

The greatest and most advanced level of analytics is prescriptive analytics. Prescriptive 

analytics is a sort of data analysis that seeks to answer the question, "What should I do?" This 

is the most difficult level to complete. Prescriptive Analytics' reliability is determined by the 

effectiveness of the three tiers of analytics as listed.How successfully a corporation has 
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completed each stage of analytics determines the procedures needed to acquire an adequate 

result from a prescriptive analysis. 

 

This is not an easy undertaking, considering the high quality of data necessary, the 

appropriate data architecture required, and the expertise required to construct this design. Its 

significance stems from the fact that it allows a company to make decisions based on data 

rather than gut instincts. 

 

4. Aspects of HR Analytics 

HR Analytics is used in different businesses and other areas related to those businesses. 

Nowadays, HR analytics is adopted by big multinational organizations like GOOGLE, 

AMAZON, FACEBOOK, CREDIT ISSUE, and LINKEDIN. The decisions made with the 

help of HR analytics are more reliable and effective. Many around the world have 

implemented Hr analytics and many more to follow. There are different tools root to get the 

better outcome in HR Analytics, or we can say it a business HR analytics.    

  

1. Employee Retention Analytics: Organization has to spend a lot in hiring an employee and 

then training to generate revenue for the organization.  

 

2. Employee engagement Analytics:  One of the most critical and challenging areas to analyze. 

Employee engagement is a vital metric for determining a workforce's engagement and 

productivity. Employees disengaged are less productive and bring a few more individuals 

down with them. As a result, having the proper techniques and procedures at your disposal to 

correctly analyze employee engagement levels becomes critical. 

 

3. Performance Analytics: For a firm to develop and survive, it requires great performers in its 

workforce. As a result, they invest in employee performance analytics to analyze individual 

employee performance. Managers can recognize high-performing staff and provide assistance 

or training to those who need it. Employees will be able to maximize their performance and 

offer competitive results due to all this. 

 

4. Recruitment Analytics: Recruitment Analytics is undoubtedly the second most popular HR 

analytics topic after employee turnover. Managers must determine the most successful 

methods and locations for recruiting. They need to figure out and track where the talent 

comes from, as well as repeat what worked with previous successful personnel. Employee 

turnover analytics is a subset of recruitment analytics. A great manager can reduce the 

organization's turnover rates by detecting patterns in the recruitment data. 
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5. Why do we need HR Analytics? 

HR Analytics helps HR professionals have data-driven decisions to improve employee 

management and employee retention. It allows the professional to become better leaders, 

create a good working environment, and improve employee productivity.  

1. Improved Recruiting Procedures. 

The recruitment process could be made faster and more efficient once the organisation has 

enough data to break down into trends. Hired managers will understand which roles in the 

firm require specific talent, individuals, backgrounds, and expertise, as well as who will not 

be considered. Then it's a lot easier to focus on a specific talent pool. 

 

2. Help in reducing talent scarcity. 

 

Structured and data-driven recruiting strategies will provide you with the data you need to 

cast a more accurate hiring web and, as a result, build a stronger pipeline. HR analytics make 

it easier to know who to target for a given function when a need arises in the company. It's 

easier to understand the type of person required, the knowledge required, and other variables 

that can be neglected in a traditional talent acquisition strategy. When talent for a given 

business or role is in scarce supply, it may appear that skill does not exist at all. The talent is 

out there, but finding it will require new techniques for attracting or searching it. 

 

3. More accurate employee Insight. 

 

HR analytics aid the organization in acquiring a better knowledge of an employee's 

professional life by capturing, exchanging, and evaluating performance-related data. This is 

why businesses monitor and record their employees' interactions with clients, coworkers, and 

how they spend their time. Furthermore, the hiring manager could leverage the employee's 

performance data to find excellent talent. This information gives you more information about 

your staff and helps you develop ways to improve employee morale, retention, and 

engagement. 

HR Analytics 

Recruitment  

Employee 

Engagement 

Employee 

Performance 

Employee 

Retention 

Talent 

Management 

Employee 

payroll 
Employee 

learning 

outcomes 
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4. Productive workforce. 

 

It's easier to foresee and better forecast employee performance and productivity when firms 

have a better understanding of the types of people they wish to hire for a job. With analytics, 

you may gain a deeper understanding of your employees and, as a result, figure out what kind 

of environment, policies, and teams will drive them to work hard and improve corporate 

performance. 

 

Data analysis has become a crucial tool to get beyond gut instinct in recruitment. Human 

resource management solutions must be carefully chosen to reach goals once people's fears 

about moving beyond traditional methods are removed. We can now understand trends and 

automate business processes using Machine Learning. Resume parsing, for example, 

expedites the screening process by selecting individuals with the appropriate skills and 

education based on the previously collected information. 

 

6. What to do with the data?  

Describe, explain, predict, and optimize performance are the four main motivations for 

obtaining data for business goals. As we report and analyze the data, keep these 

considerations in mind. 

 

1. Describe: Performance is quantified and characterized using simple statistical concepts like 

frequency counts, means, and standard deviations to provide insight into an organization's 

current situation. The performance of employees is explained in simple words with the help 

of performance appraisal. An employee is graded from 1 to 9 using a nine-box methodology. 

Individual performance is summarised by one single digit. It can also be aggregated to 

characterize a sample or a population's performance. 

 

2. Explain: The most common method for explaining performance is to explore deeper into the 

data, interpret it, and look for differences or relationships. We divided all professionals into 

three categories, for example: novice, experienced, and advanced. The best performers are the 

most experienced experts, according to the nine-box model; newcomers received the lowest 

rating, and seasoned professionals were rated in the middle. 

 

 

3. Predict. Future performance can be predicted using inferential statistics, correlation, 

regression, analysis of variance (ANOVA), and other methods. Significant differences 

between groups can be discovered using an ANOVA (e.g., performance among inexperienced 

and experienced employees). The use of correlation and regression analysis can uncover 

relationships between variables, such as how experience influences performance. Experience 

tends to predict success, but what if the company can't afford to wait for people to get 

experience? Could performance be improved by development programs such as coaching or 

training? They certainly can. 
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Furthermore, a development dose-response curve is likely. When employees are given more 

activity, their performance improves faster. Based on the coaching and training obtained, 

commission can be expected in a large number of cases. Because the business can estimate 

how much to invest in improving performance, such a model is invaluable. 

 

 

4. Optimize. Once a prediction model has been built, the company can boost performance by 

offering the right amount of coaching and learning. A feedback loop is generated by 

monitoring the inputs and actual performance, allowing the company to maximize its 

investment in performance enhancement. The full data collection (e.g., efficiency, 

effectiveness, and outcome metrics) should be used to maximize organizational performance, 

according to the Boudreau and Ramstad approach. 

What does the optimization process look like? It can take various forms but consider a 

scenario in which a training budget has been reduced significantly. Still, the development 

goals have remained the same, such as educating X number of employees each year and 

ensuring proficiency within a month. In this case, efficiency will be impacted. The chief 

learning officer and learning and development (L&D) managers must change the curriculum 

according to the available budget. This could indicate a higher proportion of e-learning versus 

instructor-led classes. Alternatively, it could mean the removal of specific high-cost courses 

from the curriculum. Both approaches have ramifications. By matching training volume 

while removing the costs associated with instructor-led training, the change to more e-

learning can save money. As a result of less face-to-face connection during exercise, there 

may be less employee engagement or cross-functional networking. Alternatively, if required 

courses are eliminated from the curriculum, the company may not achieve quality 

requirements or manufacture a product because new information and skills are not acquired. 

The executive suite thrives on making data-based decisions. It's a hit-or-miss situation to 

make decisions without data. Using a framework like TDRP, HR can provide valuable 

information to executives to make data-driven decisions. The executive suite thrives on 

making data-based decisions. Making decisions without data is a hit-or-miss proposition. 

Using a framework like TDRP, HR can provide valuable information to executives to make 

data-driven decisions. 

 

7. Exploring the few shreds of evidence based on previous studies 

 

Challenges faced in HR Analytics:  

 

1.  Dealing of data from N- number of countries 

2. Lack of motivation for sharing data across jobs 

3. Control and govern the data while it is being shared and linked.\ 

4. There has been a lack of communication skills while the potential data utilizers analyze the 

data. 
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8. Software used for HR Analytics:  

R-Studio was used extensively, and it proved to be highly beneficial for statistical analysis 

and interpretation, as well as for exploring a large data set. 

1. It helps in getting precise data for analysis.  

2. A python is often compared with R; it can be used in place of R as it has the fastest learning 

curve. 

3. Next comes Excel. We all know about it. It is the most accessible software to access by any 

HR professional and at any level. 

4. To access the file from any source like SQL database or live feed by social media (kind o 

Facebook.), we usually use POWER BI, which enables by its pivot table multi-use of the 

same kind of data. 

5. The last and the usually used software is SPSS, but it needs a bit of knowledge of statics, and 

it is easy to examine the data. 

  

Impact of Big data: Big data is a real-time example that has the potential for improvement in 

the internal efficiency of the employees and achieving target marketing, improves decision 

making. Different government agencies are formulating several policies to get big data. 

Previously, these data were deployed by businesses with the kind of technology and channels 

to get the big data. 

 

Conclusion 

In today’s era, no business industry can stay without predictive data as people are more 

specified in utilizing their resources. There has to be specific proof to have good decision-

making.  

HR analytics may be helpful for organizations in managing people. It creates a situation of 

being successful which would turn into overall effectiveness in the organization in every area. 

Last but not least, there is much evidence that needs to be explored more to get a new insight. 

People analytics is a new way to improve organizations by making evidence-based decisions. 

However, in the early days, most businesses were more concerned with individuals' 

characteristics than their interactions with coworkers. Looking at details will take firms only 

so far. However, if organizations harness relational analytics correctly, they can estimate the 

chances of achieving performance goals by their employees. Algorithms can also tailor staff 

assignments to changes in employee networks or a managerial need.  

HR operations are on the edge of exponential development in terms of contributing to the 

whole organization, due to excellent vertical and horizontal alignment using the big data 

methodology. However, for HR analytics to have the greatest impact, variables such as 

determining the optimal goal and timing of interventions, implementing appropriate analytics 

methods, collaborating with others, and scaling up HR as a point of intervention must all be 

properly implemented. 

 

 

 

 

 

YMER || ISSN : 0044-0477

VOLUME 21 : ISSUE 7 (July) - 2022

http://ymerdigital.com

Page No:643



References: 

1) Aanon. (2018). People Analytics retrieved, from 

http;//searchsoftware.techtarget.com/definition/human-resource-analytics-talent 

2) Angrave, Charlwood, A., Kirlapatric, Lawrence, & M. S. (2016). HR and Analytics: Why are 

we set to fail the big data challenge. Human Resource Management Journal, 26(1), 1-11. 

3) Bhallinger, G. A., & R. (2016). The right friends in right places: Understanding network 

structures as a predictor of voluntary turnover. Journal of Applied Psychology, 535-548. 

4) Bharti, & A. (2017). Human resource analytics. South Asian Journal of Marketing & 

Management Research, 68-77. 

5) Chatopadhyay, D., Biswas, B.D., & Mukherjee. (2017). A new look at HR analytics. . GMJ, 

(1), 41-51. 

6) Chattopadhyay, D., Bsiwas, B.D., & Mukherjee. (2017). 

7) Conboy, K., Dennehy, D., O'Conner, & M. (2020). Big Time: An examination of temporal 

complexity and business value in analytics. Information 7 Management, 57(1), 1-13. 

8) Coolen, & P. (2015). a practitioner's view on Hr Analytics. 

9) C., W. F. Boudreau, (2016). The search for global competence: From international HR to 

talent management. Journal of World Business, 103-114. 

10) Dahlbom, P., Sikanen, N., & Sajasalo. (2020). Big data and HR analytics in the digital era. 

Journal of Management , 15(1), 120-138. 

11) Davenport, T.H., Harris, J.G., & Morrison. (2010). Analytics at Work; Smarter Decision, 

Better Results. Harward Business School, Boston. 

12) Gal, B. (2019). An ROI -based review of HR analytics: practical implementation tools. 

Personnel Review, 1429-1448. 

13) Hamilton, R., & Sodeman. (2020). The question we ask: Opportunities and challenges for 

using big data analytics to manage human capital resources strategically. Business Horizons, 

85-95. 

14) Heuvel, S., & Bondarouk. (2017). The rise of hr analytics; a study into the future application, 

value, structure, and system support. Journal of organizational effectiveness; People and 

performance, 127-148. 

15) Kremer, K. (2018). HR Analytics and its moderating factors. Management Review, 62-68. 

16) Ledford, G. E. (2016). Aligning Research and the Current practice of Management. Industrial 

and Organizational Psychology, 253-260. 

17) Lakshami, M., & Pratap. (2016). HR Analytics; A strategic approach to HR effectiveness. 

International Journal of Human Resource Management & Research, 21-28. 

18) Machington, M., Wilkinson, Donnelly, & Kynighou. (2016). human resource management at 

work. 

19) Marler, J.H., Boudreau, & J.W. (2017). An evidence-based review of HR Analytics. 

International Journal of Human Resource Management, 28(1), 3-26. 

20) Meena, R., Parimalarani, & G. (2019). Human Capital Analytics: A game-changer for Hr 

Professionals. International Journal of Recent Technology and Engineering, 3963-3965. 

21) Mishra, S. N., & Lama. (2017). HR Analytics: A Effective Evidence-Based HRM Tool. 

International Journal of Business and Management Invention, 6(7). 

YMER || ISSN : 0044-0477

VOLUME 21 : ISSUE 7 (July) - 2022

http://ymerdigital.com

Page No:644



22) Mohammad. (2019). HR Analytics; A Modern tool in HR for predictive decision making. . 

Journal of Management, 51-63. 

23) Naula, & S. (2015). HR Analytics: its use, techniques, and impact. . International Journal of 

Research in Commerce & Management, 47-52. 

24) Pape, T. (2016). Prioritizing data item for business analytics; Framework and application to 

human resources. European Journal of Operational Research, 687-698. 

25) Ramusen, T., & Ulrich. (2015). Learning from Practice: How HR analytics avoids being a 

management fact. Organizational Dynamics, 236-242. 

26) Reddy, P. R., & Lakshmikeerthi. (2017). HR Analytics- An Effective Evidence-Based HRM 

Tool. . International Journal of Business and Management Invention, 6(7), 23-24. 

27) Sharma, & A. (2019). Hr Analytics and performance appraisal systems: A conceptual 

framework for employee performance improvement. Management Research Review, 1429-

1448. 

28) Simon, C., Ferreino, & E. (2018). Workforce analytics; A case study of scholar-practitioner 

collaboration. Human Resource Management, 781-793. 

29) Sousa, M., Pesqueira, A., Lemos, & C. (2019). Decision-Making based on Big Data 

Analytics for People Management in Healthcare Organizations. Journal of Medical Systems, 

1-10. 

30) Sripathi, K., Madhavaiah, & C. (2018). Are HR professionals ready to adopt HR Analytics? 

A study on analytical skills of HR professionals. Journal of Advanced Research in Dynamical 

and Control Systems, 10(8), 303-308. 

 

 

 

 

 

 

 

 

 

YMER || ISSN : 0044-0477

VOLUME 21 : ISSUE 7 (July) - 2022

http://ymerdigital.com

Page No:645


