
What is HR Analytics

Using the Power of BI to link HR Analytics to Business outcomes. 



Critical Question
Why would we want to 
measure human 
resources…what value does it 
add?



Administrative 
specialists

Employee advocates

How CEOs and senior executives often view HR

David Ulrich — HR Champions: The Next Agenda for Adding Value & Delivering Results, 1996 

Business partners
Change agents
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Employee advocates

How HR wants to be viewed

David Ulrich — HR Champions: The Next Agenda for Adding Value & Delivering Results, 

1996

= Missed 

opportunity!



CEO/senior executive team wants ……

To capitalise on workforce potential 



The Human Resources contribution...

To optimise workforce performance 



HR perspective: Organisational  Contribution

Productivity

Wellbeing Satisfaction

Capability

Workforce



Labour costs

Labour mix and utilisation

Staff rostering and utilisation

New technology application

Cross-functional project 

teams

Employee participation/teams 

Workforce forecasting

Productivity

Workforce

HR perspective: Organisational  Contribution



Performance feedback

Induction programs

Technical and skills training

Learning centres

Tertiary assistance/MBAs 

Recruitment program

Role clarity

Capability

Workforce

HR perspective: Organisational  Contribution



Wellbeing
Leadership training

Non-discriminatory 

workplace

Fair treatment process

Safe work practices

Equipment and physical 

factors 

Work–life balance programs

Workforce

HR perspective: Organisational  Contribution



Satisfaction

Career path options

         Internal communication 

plan 

     Remuneration and incentives

Recognition and reward 

programs

Effective payroll

Human resources policy manual

Workforce

HR perspective: Organisational  Contribution





14Competences of HR professionals over 30 years
Michigan, RBL, and many global partners over the seven rounds HR competency studies

Round 1
1987

Round 2
1992

Round 3
1997

Round 4
2002

Round 5
2007

Round 6
2012

Round 7
Round 7/7

Total respondents 10,291 4,556 3,229 9,182 10,063 20,023 31,868

Business units 1,200 441 678 692 413 635 1,395
Associate raters 8,884 3,805 2,565 5,890 8,414 17,385 27,904
HR participants 1,407 751 664 1,192 1,671 2,638 3,964

[1]
Business

Business 
Knowledge

(3.17)

Business knowledge
(3.28)

Business 
knowledge
(3.27)

Business knowledge
(3.44)

Business ally
(3.50) Strategic Positioner

(3.89)

Strategic positioner

(4.13)Strategic contribution 
(3.65)

Strategic architect
(3.68)

[2]
Human Resources 
tools 

HR delivery

(3.33)
HR delivery
(3.41)

HR delivery
(3.49)

HR delivery
(3.69)

Talent manager & 
organization designer
(3.80)

HR Innovator & 
Integrator
(3.90)

(4.02)
Human capital curator (4.01)

Total rewards steward 
(3.88)

[3]
HR Information,
Analysis,
Operations 

HR technology
(3.02)

Operational executor
(3.53)

Technology or 
information 
Proponent
(3.74)

Technology and media integrator
(3.92)

Compliance manager (4.32)

Analytics designer and interpreter
(4.01) 

[4]
Change

Change

(3.65)
Change
(3.68)

Change
(3.68)

Change and culture 
were combined into 
strategic contribution
(3.65)

Culture and steward
(3.80)

Change champion
(3.93)

(4.01)
Culture and change champion 

(4.03)
[5]

Organization and 
Culture 

Culture
(3.42)

Organization 
Capability builder
(3.97)

Paradox navigator
(3.99)

[6]
Personal 

Personal credibility

(3.78)
Personal 
credibility
(4.03)

Personal credibility
(4.13)

Credible  activist
(4.19)

Credible activist
(4.23)

Credible activist

(4.33)

Dave Ulrich



The HR Value 
Chain



What is HR Analytics

Using the Power of BI to link HR Analytics to Business outcomes. 



What is HR Analytics?

• HR analytics is the process of 
collecting and analyzing Human 
Resource (HR) data in order to 
improve an organization’s 
workforce performance. 

• The process can also be referred 
to as talent analytics, people 
analytics, or even workforce 
analytics. 



HR Analytics



The Art of HR is Being Replaced by Science

Anecdotes
Scorecards

Benchmarks
Correlations Causation

Predictive 
Analytics

Optimization

The Business Questions: Where are we going? How will we get there?

Increasing complexity

What was doneIn the past and for most of us



Why ? HR 
Analytics



Why ?

• Having data-backed evidence 
means that organizations can focus 
on making the necessary 
improvements and plan for future 
initiatives. 

• With the ability to answer 
important organizational questions 
without any guesswork, it is not 
surprising that many businesses 
using HR analytics are attributing 
performance improvement to HR 
initiatives. 







What is generally measured/tracked 
today?



Critical Questions before HR



Critical Questions before HR



27

Successful organizations are able to make effective workforce 
decisions across a number of dimensions

Defining knowledge, skills, and capability 
requirements for execution of business strategy

To determine what capabilities should be 
retained/acquired to remain competitive

Evaluating workforce performance
To differentiate high performers 
and identify areas of effectiveness

Retaining valuable talent To ensure continuity of operations 
and enable future growth 

Determining strategies for reduction in 
force, redeployment, and retraining

To reallocate resources and make effective 
downsizing decisions when necessary

Understanding collaboration and 
knowledge sharing

To ensure that critical knowledge 
and social networks are protected

Developing career paths and 
succession plans

To minimize productivity losses 
due to departures



How does 
HR Analytics 
work? 

HR Analytics is made up of several 
components that feed into each other. 
• To gain the problem-solving insights that HR 

Analytics promises, data must first be collected. 
• The data then needs to be monitored and 

measured against other data, such as historical 
information, norms or averages.

• This helps identify trends or patterns. It is at this 
point that the results can be analyzed at the 
analytical stage.

• The final step is to apply insight to organizational 
decisions. 



Here are some 
examples of 

specific 
metrics that 

can be 
measured by 

HR:

Time to hire - The number of days that it takes to post jobs and finalize the 
hiring of candidates. This metric is monitored over time and is compared to 
the desired organizational rate. 

Recruitment cost to hire - The total cost involved with recruiting and hiring 
candidates. This metric is monitored over time to track the typical costs 
involved with recruiting specific types of candidates. 

Turnover - The rate at which employees quit their jobs after a given year of 
employment within the organization. This metric is monitored over time and 
is compared to the organization’s acceptable rate or goal. 

Absenteeism - The number of days and frequency that employees are away 
from their jobs. This metric is monitored over time and is compared to the 
organization’s acceptable rate or goal. 

Engagement rating - The measurement of employee productivity and 
employee satisfaction to gauge the level of engagement employees have in 
their job. This can be measured through surveys, performance assessments 
or productivity measures.



Analysis

Here are some examples of metrics at the analytics 
stage:

• Time to hire - The amount of time between a job posting and 
the actual hire is a metric that enables HR to gain insight into the 
efficiency of the hiring process; it prompts investigation into 
what is working and what is not working. Does it take too long to 
find the right candidate? What factors could be impacting the 
result? 

• Turnover - Turnover metrics that indicate the rate at which 
employees leave the organization after hire can be analyzed to 
determine what specific departments within the organization are 
struggling with retention and the possible factors involved, such 
as work environment dissatisfaction or lack of training support. 

• Absenteeism - The metric indicating how often and how long 
employees are away from their jobs as compared to the 
organization’s established norm could be an indicator of 
employee engagement. As absenteeism can be costly to the 
productivity of an organization, the metric enables HR to 
investigate the possible reasons for high absence rates. 



Time to hire - If findings determine that the time to hire is 
taking too long and the job application itself is discovered 
to be the barrier, organizations can make an informed 
decision about how to improve the effectiveness and 
accessibility of the job application procedure. 

Turnover - Understanding why employees leave the 
organization means that decisions can be made to 
prevent or reduce turnover from happening in the first 
place. If lack of training support was identified as a 
contributing factor, then initiatives to improve on-going 
training can be put together. 

Absenteeism - Understanding the reasons for employee 
long-term absence enables organizations to develop 
strategies to improve the factors in the work environment 
impacting employee engagement. 

Here are some examples of how to apply the analysis gained 
from HR analytics to decision-making:

Application



Analytics – Core Concepts & Terminologies



Analytics – Core Concepts & Terminologies



History of BI & Analytics



Business Analytics



Stages of Analytics



Stages of Analytics



Evolution of HR Analytics

Unanticipated 
truths

Challenge 
conventional 

wisdom

Novel 
interventions

“Strategic” 
mindset 

Insights

Increasing 
rigor

Linking data 
across sources 

and/or time

“Predictive” 
mindset

Analytics

Ratios and 
indexes

Single 
indicators

“Reporting” 
mindset

Metrics

Corona Virus & WFH

Woman in Machine Shops
Woman Sales Representatives

Layoff vs 4 day Week



Information Maturity Curve



Effectiveness

Efficiency

Impact

Three Levels of Metrics

Efficiency

•What range of 
resources (financial 
and non-financial) 
should be considered?

   

•What is the 
appropriate level of 
investments?

 

•How should investable 
resources  be allocated 
to maximize results?

Source: Boudreau and Ramstead



Effectiveness

Efficiency

Impact

Three Levels of Metrics

Effectiveness

•What unique 
combination of  policies 
and practices would best 
build the necessary 
human capital?

•What factors link policies 
and practices to human 
capital enhancement?

•What attributes 
distinguish effective from 
ineffective policies and 
practices?

Source: Boudreau and Ramstead



Effectiveness

Efficiency

Three Levels of Metrics

Impact

•What is the link 
between  sustainable 
strategic success and 
human resource 
management?

•Which talent pools are 
most critical for 
competitive advantage?

 

•How could improving 
human capital increase 
value?

Impact

Source: Boudreau and Ramstead





Efficiency

• Time to Hire

• Cost per Hire

• Headcount Ratio

Effectiveness

• Customer Survey

• “At the Table”

• Practice/Process    
Impact

Efficiency

• Direct Labor Costs

• Indirect Labor Costs

• Positions Unfilled

Effectiveness

• Employee Satisfaction

• Leadership Capability

• Talent Retention

• % Black Belt Leaders

• Employer Brand

Efficiency

• Cost per Unit

• Shrinkage

• Defects/Scrap

Effectiveness

• Customer Satisfaction

• Revenue Growth

• Market Share

OrganizationHR People

Metrics Model

Source: Patrick Wright



What should 
get measured ?

HR 

Metrices
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