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Topics to be discussed
• INTRODUCTION TO HRM FUNCTIONS

• STAGES OF ANALYTICS

• TYPES OF ANALYTICAL MODELS

• HR ANALYTICS, PEOPLE ANALYTICS, AND WORKFORCE 
ANALYTICS: WHAT IS THE DIFFERENCE?

• CRITICAL AREAS FOR HR  PREDICTIVE ANALYTICS

• TOOLS & SOFTWARE USED

• REAL WORLD CASE STUDIES

• HOW DOES HR ANALYTICS DRIVE BUSINESS VALUE?



RECAP: SESSION 2
• Core concepts terminology
• BI versus Analytics
• Realtion between what ,why and how
• Levels of Analytics
• Pay off
• Past to future
• HR’s Evolution
• Background of HR Analytics
• Why HR Analytics?-What should/could be measured?

Hr Analytics Solutions can
• Advantage of Using HR Analytics



HR DEFINED
• Human resources are the total knowledge, talents and aptitudes of an

organisation as well as the values, attitudes, approaches and beliefs of
the individuals involved in the affairs of the organisation.

• It is the sum total of the inherent abilities, acquired knowledge and
skills represented by the talents and aptitudes of the persons
employed in an organisation.

• According to Edwin B. Flippo, "human resource management is the
process of planing, organising, directing, controlling of procurement,
development, compensation, integration, maintenance and separation
of human resources to the end that individual, organisational and
social objectives are accomplished.“

• HRM is the process of bringing an oranisation and its employees
together so that they work together to achieve their goals. It is a
management function which includes recruitment, selection, training
and development, appraisal, compensation, rewards, motivation and
growth, industrial relations, employee welfare, grievance redressal, etc
in relation to the employees of an organisation.



Introduction to HRM functions
• Human Resource Management (HRM) as a concept is

of recent origin. Its gradual acceptance in
organizations, across the globe, could make it the most
important function in any organization, in terms of
competitive advantages, strategic relevance and
sustainability.

• HRM as a function has developed primarily to promote
the concept of humanization of work

• Organizations, across the globe, are now facing the
challenges of technological change, rising competition,
rise of consumerism, structural change in employment
relationships and various other macro-economic and
social changes.



Trendwise Analytics – HR analytics capabilities(Three 
levels of HR analytics and reporting)



Stages of Analytics



Types of Analytical Models



HR Analytics, People Analytics, and Workforce 
Analytics: What is the Difference?

• HR analytics focuses primarily on the HR function
and is not – as is largely believed – exactly
interchangeable with people analytics or
workforce analytics.

• The terms HR analytics, people analytics, and
workforce analytics are often used
interchangeably. But there are slight differences
between each of these terms.

https://www.hrtechnologist.com/articles/hr-analytics/what-is-people-analytics/?zd_source=hrt&zd_campaign=3595&zd_term=pujalalwani&zd_source=hrt&zd_campaign=3595&zd_term=pujalalwani


Difference
• HR analytics: HR analytics specifically deals with the metrics of the HR

function, such as time to hire, training expense per employee, and time until
promotion. All these metrics are managed exclusively by HR for HR.

• People analytics: People analytics, though comfortably used as a synonym
for HR analytics, is technically applicable to “people” in general. It can
encompass any group of individuals even outside the organization. For
instance, the term “people analytics” may be applied to analytics about the
customers of an organization and not necessarily only employees.

• Workforce analytics: Workforce analytics is an all-encompassing term
referring specifically to employees of an organization. It includes on-site
employees, remote employees, gig workers, freelancers, consultants, and
any other individuals working in various capacities in an organization.

• In the HR context, some workforce analytics metrics and HR analytics
metrics may overlap, which is why the two terms are often used as
synonyms. The goal of the two may also be the same.

• For instance, data on employee productivity and performance informs both
HR and workforce analytics, and the goal is to improve retention rates and
enhance the employee experience.



Critical areas for HR  Predictive analytics



TALENT ANALYTICS

Is more qualitative and is basically 
for processes from talent 
management like personal 
development, recruitment, 
succession planning, retention etc. 

• It can help organizations to analyze
turnover, identify top performers, 
identify the gaps and develop the 
proper training for them.

• It can also find out reasons for 
attrition and provide options to 
take strategic decision for retention 
as well.



WORKFORCE ANALYTICS
• It helps leaders to develop 

recruiting methods and 
specific hiring 
decisions,optimizing
organization structure, 
identify quantify factors for 
job satisfaction.

• It also helps the 
organization to identify, 
motivate and prepare its 
future leaders.

• Align and motivate 
workforce and continuously 
improve the way of work.



PREDICTIVE ANALYTICS
• Data is generally presented in 

graphic, statistical reports, 
dashboards that is easy to take 
more strategic decisions based 
on the facts. 

• It helps them in determining 
critical situations like tacking 
pay gaps,set of workers who 
are always at risk of resigning, 
understanding the 
psychographics (personality, 
interest, work styles etc.) of 
employees.



Tools & Software Used

• Typical tools / software:

• Microsoft Excel (max used)

• BI reporting tools

• ERP reporting tools, dashboards

• Statistical software like SAS, SPSS etc.



HCM Analytics consumers by role Stakeholders across the 
organization



Real world case studies



Real world case studies



How Does HR Analytics Drive Business Value?

• HR has access to valuable employee data. How can this data be used to 
enable change in the organization?

• There is a great deal of discussion on replicating the consumer experience
in the employee experience. Essentially, the data on consumer behavior
and mindset can help develop strategies to maximize sales by capitalizing
on those factors. Similarly, the data useful for the HR function can be used
to improve employee performance, the employee experience, and in turn,
maximize business outcomes.

• HR analytics can be used to enhance business value. “HR analytics could
be used to measure investments in reskilling, which will deliver the right
competencies to support a new revenue model, using data-driven insights
to modify the training offering as sales results emerge.”

• This is definitive granular data that can not only impact the bottom line, it
can also transform employee engagement in an organization.

• ‘ROI’ of HR analytics being that of increasing the business value derived
from using data for talent decisions.”

https://www.hrtechnologist.com/articles/employee-engagement/what-is-employee-engagement/?zd_source=hrt&zd_campaign=3595&zd_term=pujalalwani&zd_source=hrt&zd_campaign=3595&zd_term=pujalalwani
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