HUMAN RESOURCES ANALYTICS
COURSE MATERIAL

VISION & MISSION STATEMENTS OF THE INSTITUTE

VISION

To emerge as the most preferred Business School with Global recognition by
producing most competent ethical managers, entrepreneurs and researchers through
guality education.

MISSION

Knowledge through quality teaching learning process; To enable the students to
meet the challenges of the fast challenging global business environment through quality
teaching learning process.

Managerial Competencies with Industry institute interface; To impart conceptual and
practical skills for meeting managerial competencies required in competitive
environment with the help of effective industry institute interface.

Continuous Improvement with the state of art infrastructure facilities; To aid the
students in achieving their full potential by enhancing their learning experience with the
state of art infrastructure and facilities.

Values and Ethics; To inculcate value based education through professional ethics,
human values and societal responsibilities.

PROGRAMME EDUCATIONAL OBJECTIVES (PEOSs)

PEO 1 - Placement; To equip the students with requisite knowledge skills and right attitude
necessary to get placed as efficient managers in corporate companies.

PEO 2 - Entrepreneur; To create effective entrepreneurs by enhancing their critical thinking,
problem solving and decision-making skKill.

PEO 3 - Research and Development; To make sustained efforts for holistic
development of the students by encouraging them towards research and
development.

PEO4 - Contribution to Society; To produce proficient professionals with strong
integrity to contribute to society.

Program Outcome

POL1 - Problem Solving Skill; Apply knowledge of management theories and practices
to solve business problems.



PO2 - Decision Making Skill; Foster analytical and critical thinking abilities for data- based
decision making.

PO3 - Ethical Value; Ability to develop value based leadership ability.

PO4 - Communication Skill; Ability to understand, analyze and communicate global,
economic, legal and ethical aspects of business.

POS5 - Individual and Leadership Skill; Ability to lead themselves and others in the
achievement of organizational goals, contributing effectively to a team environment.
POG6 - Employability Skill; Foster and enhance employability skills through subject
knowledge.

PO7 - Entrepreneurial Skill; Equipped with skills and competencies to become an
entrepreneur.

PO8 - Contribution to community; Succeed in career endeavors and contribute
significantly to the community.

PROGRAM SPECIFIC OBJECTIVES

PSO 1: Finance: The students should demonstrate proficiency in analyzing financial
statements, evaluating investment opportunities and making financial decision to
maximize shareholders’ value.

PSO 2: Marketing: Students should be able to create a comprehensive marketing plan
that integrates effective communication strategies, leading to customer success and the
accomplishment of marketing objectives.

PSO 3: Logistics: Students will acquire knowledge of inventory management for
domestic and global supply chains, thereby developing problem-solving skills in
logistics to optimize supply chain efficiency.

PSO 4: Business Analytics: The students should able to analyze data, communicate
insights, take data-driven decisions and solve business problems effectively.



Unitl &2

1. UNDERSTANDING HR INDICATORS, METRICS, AND DATA

Defining Key Concepts

Data Raw, unprocessed facts and figures collected from various sources without context or
meaning.

e Examples: Employee names, hire dates, salary amounts, attendance records
e Characteristics: Granular, abundant, requires processing

e HR Data Sources: HRIS, payroll systems, time tracking, surveys, performance
management systems

Information Data that has been processed, organized, and structured to provide context and
meaning.

e Examples: "30% of employees hired in 2024," "Average salary increased by 5%"
e Characteristics: Contextualized, interpretable, useful for understanding

e Transformation: Data — Information (through aggregation, calculation,

categorization)

Indicators Signals or signs that point to the presence or state of a condition; qualitative or
quantitative markers of progress or performance.

e Examples: "High number of complaints indicates low morale,” "Increasing overtime
indicates resource shortage"

e Characteristics: Directional, contextual, may be subjective

e Purpose: Early warning signals, trend identification

Metrics Quantifiable measures used to track, assess, and compare performance or processes over
time.

e Examples: Turnover rate, time to fill, cost per hire, training hours per employee



e Characteristics: Standardized, measurable, comparable, actionable

e Formula-based: Calculated using specific, repeatable methods

Key Performance Indicators (KPIs) Critical metrics that directly measure progress toward
strategic organizational objectives; subset of most important metrics.

e Examples: Revenue per employee, employee engagement score, quality of hire index
e Characteristics: Strategic alignment, actionable, limited in number (5-10 key KPIs)

e Hierarchy: All KPIs are metrics, but not all metrics are KPIs

The Data-Information-Insight-Action Hierarchy

Level 1: Data
e Raw facts: "Employee A worked 50 hours this week™

e Collection and storage

Level 2: Information
e Processed data: "20 employees averaged 48 hours/week this month*

e Analysis and contextualization

Level 3: Insights

e Meaningful patterns: "Engineering department consistently works 15% more hours than
other departments, correlating with 25% higher attrition"

e Interpretation and understanding

Level 4: Action

e Strategic decisions: "Hire 3 additional engineers, implement workload management
system"

e Implementation and impact

HR Analytics Goal: Move rapidly through this hierarchy to drive business value

Categories of HR Data

1. Demographic Data

e Employee identifiers (name, ID number)



e Age, gender, ethnicity, nationality

e Marital status, dependents

e Disability status, veteran status

e Educational background (degrees, institutions, certifications)

e Uses: Diversity analytics, workforce segmentation, compliance reporting

2. Employment Data
e Hire date, tenure
e Employment status (full-time, part-time, contractor)
e Jobtitle, role, level/grade
e Department, function, business unit
e Location (office, city, country)
e Manager/reporting structure
e Employment history (promotions, transfers, role changes)

e Uses: Organizational structure analysis, career path analysis, workforce planning

3. Compensation and Benefits Data
e Base salary
e Variable pay (bonuses, commissions, incentives)
e Equity compensation (stock options, RSUs)
e Benefits enrollment and utilization
e Total compensation value
e Pay grade/band
e Compensation history (increases, adjustments)

e Uses: Pay equity analysis, compensation benchmarking, budget planning

4. Performance Data
e Performance ratings (annual, mid-year)

e (Goal achievement percentages



Competency assessments

360-degree feedback scores

Performance improvement plans

Awards and recognition

Productivity metrics (sales, output, quality)

Uses: Performance analytics, talent identification, calibration analysis

5. Time and Attendance Data

Work hours (regular, overtime)

Attendance records

Absenteeism (sick days, unplanned absences)
Tardiness/punctuality

Leave usage (vacation, sick, parental)
Remote work patterns

Uses: Productivity analysis, burnout indicators, scheduling optimization

6. Learning and Development Data

Training courses completed
Training hours

Assessment scores
Certifications obtained

Skills inventory

Individual development plans
Learning platform engagement

Uses: Training effectiveness, skill gap analysis, development ROI

7. Engagement and Sentiment Data

Engagement survey scores



e Pulse survey results

e Exit interview feedback

e Stay interview insights

e Employee Net Promoter Score (eNPS)
e Suggestion box submissions

e Uses: Engagement analytics, culture assessment, retention insights

8. Recruitment Data
e Applicant volume by source

Time to fill

e Candidate pipeline metrics
e Interview-to-offer ratios

o Offer acceptance rates

e Recruitment costs

e Quality of hire indicators

e Uses: Recruitment optimization, source effectiveness, hiring efficiency

9. Turnover and Retention Data

e Separation dates and reasons

Voluntary vs. involuntary turnover

e Turnover by department, role, demographics
e Tenure at separation

e Retention rates by cohort

e Regretted vs. non-regretted attrition

e Uses: Attrition analysis, retention program evaluation, cost analysis

10. Behavioral and Network Data
e Email communication patterns

e Collaboration network (who works with whom)



e Meeting attendance and participation
e Internal mobility (applications, transfers)
e Referral activity

e Uses: Network analysis, collaboration patterns, influence identification

Types of HR Metrics

1. Efficiency Metrics (Operational Excellence) Measure how well HR processes are executed;
focus on speed, cost, and quality of HR operations.

Examples:

e Time to Fill = Days from job requisition opening to offer acceptance
o Industry benchmark: 30-45 days

o Indicates recruitment process efficiency

e Cost per Hire = (External recruiting costs + Internal recruiting costs) / Total hires
o Includes advertising, agency fees, recruiter salaries, technology

o Industry average: $4,000-$5,000

e HR-to-Employee Ratio = Number of HR staff / Total employees
o Benchmark: 1 HR person per 100 employees (varies by industry)

o Indicates HR operational efficiency

e Offer Acceptance Rate = (Offers accepted / Offers extended) x 100
o Indicates competitiveness of offers and candidate experience
o Target: 85%+

2. Effectiveness Metrics (Impact Measurement) Measure the quality and business impact of HR
outcomes; focus on whether HR achieves desired results.

Examples:

e Quality of Hire = (Average performance rating of new hires + Hiring manager
satisfaction + Retention rate) / 3

o Composite measure of hiring success

o Links recruitment to business outcomes



e Training Effectiveness = (Post-training performance - Pre-training performance) / Pre-
training performance

o Measures learning impact on job performance

o Can be linked to business KPIs (sales, quality, productivity)

e Internal Promotion Rate = (Internal promotions / Total promotions) x 100
o Indicates strength of talent development and succession planning
o Target: 70-80% for healthy organizations

3. Impact Metrics (Strategic Value) Measure HR's contribution to overall organizational success;
link people practices to business outcomes.

Examples:

e Revenue per Employee = Total revenue / Number of FTES
o Direct measure of workforce productivity

o Enables industry benchmarking and trend analysis

e Human Capital ROI = (Revenue - Operating expenses - Compensation costs) /
Compensation costs

o Shows return on investment in workforce

o Higher ratio indicates more productive workforce

e Employee Engagement Impact = Correlation between engagement scores and business
KPIs

o Example: "10-point increase in engagement associated with 5% increase in
customer satisfaction™

o Demonstrates strategic value of engagement initiatives

4. Leading Indicators (Predictive Metrics) Metrics that predict future outcomes; enable proactive
management.

Examples:

e Engagement Trend = Change in engagement scores over time
o Declining engagement predicts future attrition

o Allows early intervention

e Training Hours per Employee = Total training hours / Number of employees

o Leading indicator of future productivity and innovation



o Predicts skill readiness for strategic initiatives

e Succession Pipeline Depth = Number of ready successors per critical role
o Predicts future leadership capability
o Leading indicator of organizational resilience

5. Lagging Indicators (Outcome Metrics) Metrics that measure past results; confirm whether
objectives were achieved.

Examples:

e Voluntary Turnover Rate = (Voluntary separations / Average headcount) x 100
o Measures past retention success

o Outcome of engagement, compensation, culture

e Employee Productivity = Output / Input (various formulations)
o Measures past performance outcomes

o Result of hiring, training, engagement efforts

Building an HR Metrics Framework

Step 1: Align with Business Strategy
e Understand organizational strategic objectives
e ldentify people-related critical success factors

e Determine how HR enables strategy execution

Step 2: Select Relevant Metrics
e Choose metrics that directly link to strategic priorities
e Balance efficiency, effectiveness, and impact metrics
e Include leading and lagging indicators

e Limit to manageable number (20-30 total metrics, 5-10 KPIs)

Step 3: Define Metrics Clearly
e Standardize calculations and formulas
e Specify data sources

e Establish measurement frequency



e Document assumptions and limitations

Step 4: Set Targets and Benchmarks
e Establish baseline (current performance)
e Set realistic targets (internal goals)
e ldentify external benchmarks (industry standards)

e Define acceptable ranges

Step 5: Assign Ownership
e Designate metric owners (responsible for tracking)
e Clarify data providers (who supplies the data)

e ldentify action owners (who acts on insights)

Step 6: Establish Reporting Cadence
e Determine frequency (daily, weekly, monthly, quarterly, annually)
e Create reporting templates and dashboards

e Define distribution lists and review forums

Step 7: Enable Action
e Link metrics to decision-making processes
e Establish thresholds for intervention
e Create action planning templates

e Close the feedback loop

Data Quality Considerations
Dimensions of Data Quality

1. Accuracy
e Data correctly represents the real-world situation

e Issues: Data entry errors, outdated information, system glitches



e Solutions: Validation rules, regular audits, automated checks

2. Completeness
e Allrequired data is present
e Issues: Missing fields, incomplete records, non-response in surveys

e Solutions: Mandatory fields, data collection protocols, follow-up processes

3. Consistency
e Data is uniform across systems and over time
e Issues: Different definitions, multiple sources, format variations

e Solutions: Standardized definitions, data integration, master data management

4. Timeliness
e Data is current and available when needed
e Issues: Delayed updates, infrequent refreshes, batch processing lags

e Solutions: Real-time integration, automated updates, defined refresh schedules

5. Validity
e Data conforms to defined formats and rules
e Issues: Out-of-range values, incorrect formats, logical inconsistencies

e Solutions: Input validation, range checks, referential integrity

6. Uniqueness
e No unnecessary duplication of data
e Issues: Duplicate employee records, multiple entries for same event

e Solutions: Unique identifiers, deduplication processes, data governance

Data Quality Best Practices
e Appoint data stewards with clear accountability
e Implement data governance policies
e Conduct regular data quality audits

e Invest in data integration and cleansing tools



e Train employees on proper data entry

e Automate data collection where possible

e Document data lineage (where data comes from)
Impact of Poor Data Quality

e Inaccurate insights and flawed decisions

e Loss of credibility for HR analytics

e Wasted time correcting errors

e Compliance and legal risks

e Missed opportunities for improvement

2. HR ANALYTICS PROCESS
Overview of the Analytics Process

HR Analytics is a systematic, iterative process of collecting, analyzing, and interpreting people
data to drive better workforce decisions and outcomes. It's not a one-time project but an ongoing
cycle of inquiry, analysis, and action.

The Six-Stage HR Analytics Process
Stage 1: Define the Business Question
Purpose: Clarify the problem or opportunity that analytics will address
Key Activities:
Identify the Business Challenge
e What problem are we trying to solve?
e What opportunity are we exploring?

e Why does this matter to the organization?

e Examples:
o "Why is turnover increasing in our sales department?"
o "How can we improve the diversity of our leadership pipeline?"

o "Which recruitment sources produce the best performers?"



Engage Stakeholders
e Who needs this information?
e Who will act on the insights?
e What decisions will be informed by the analysis?

e Key stakeholders: CHRO, business leaders, line managers, finance

Frame the Question Properly
e Specific and focused (not too broad)
e Measurable and answerable with data
e Actionable (can lead to concrete decisions)

e Strategically relevant (ties to business goals)

Define Success Criteria
e What would constitute a useful answer?
e What level of confidence/accuracy is needed?
e What timeframe for analysis?

e What constraints (budget, data availability)?

Deliverables:
e Clearly articulated business question
e Stakeholder alignment document
e Project scope and timeline

e Success criteria

Stage 2: Identify Required Data

Purpose: Determine what data is needed to answer the question and where it can be obtained
Key Activities:

Map Question to Data Requirements

e What variables are relevant?



What level of granularity is needed (individual, team, department)?

What time period should be analyzed?

What comparison groups are needed?

Example (Turnover Analysis):

Dependent variable: Turnover (stayed/left)

Independent variables: Demographics (age, tenure, gender), performance ratings,
compensation (salary, increases), manager quality, engagement scores, job characteristics

Time period: 3 years of historical data

Level: Individual employee records

Identify Data Sources

Internal Sources:

HRIS/HCM Systems: Core employee data (demographics, job info, compensation)
Payroll Systems: Compensation details, pay changes

Applicant Tracking Systems (ATS): Recruitment and hiring data

Performance Management Systems: Ratings, goals, feedback

Learning Management Systems (LMS): Training completion, assessments
Survey Platforms: Engagement, pulse surveys, exit interviews

Time and Attendance Systems: Work hours, absences, leave

Collaboration Tools: Email, chat, meeting data (with privacy considerations)

External Sources:

Market Data: Salary surveys, industry benchmarks
Labor Market Data: Unemployment rates, talent supply
Economic Indicators: GDP, inflation, regional economics
Demographic Data: Census data, population trends

Competitor Intelligence: Public information, Glassdoor reviews

Assess Data Availability and Quality



e Does the required data exist?
e Is it accessible (permissions, technical ability to extract)?
e What is its quality (complete, accurate, consistent)?

e Are there gaps that need to be filled?

Determine Data Collection Methods
e Automated extraction from systems
e Manual data collection (surveys, interviews)
e Third-party data purchase or licensing

e New data capture (if gaps exist)

Address Privacy and Ethics
e Is employee consent required?
e What are legal/regulatory constraints (GDPR, CCPA)?
e How will data be anonymized or protected?

e What ethical considerations apply?

Deliverables:
e Data requirements document
e Data source mapping
e Data collection plan

e Privacy and ethics assessment

Stage 3: Collect and Prepare Data
Purpose: Gather the required data and transform it into analysis-ready format
Key Activities:

Data Extraction
e Pull data from identified sources

e Use appropriate tools (SQL queries, system reports, APl integrations)



e Document extraction methods for reproducibility
e Maintain data lineage (tracking origin)
Data Integration
e Combine data from multiple sources
e Create unique employee identifiers for linking
e Resolve conflicts (same employee, different IDs in different systems)
e Handle missing data from some sources
Data Cleaning

Common Issues and Solutions:

Missing Data:
e Identify extent of missingness
e Determine if missing at random or systematic
e Solutions: Deletion (if minimal), imputation (fill with mean/median), predictive modeling

e Document assumptions
Outliers:
e ldentify extreme values (statistical methods: z-scores, IQR)
e Determine if legitimate or errors
e Solutions: Correct if error, cap/winsorize if extreme, keep if legitimate

e Example: Salary of $1,000,000,000 is likely an error; $500,000 may be legitimate
executive

Inconsistencies:
e Standardize formats (dates, phone numbers, addresses)

e Harmonize categories (job titles: "Manager," "Mgr," "Mngr" — "Manager")

e Resolve conflicts (employee listed in multiple departments)
Duplicates:

e Identify duplicate records (same employee multiple times)

e Determine correct version



e Remove or merge duplicates
Data Transformation

Create Derived Variables:
e Tenure = Current date - Hire date
e Age group = Categorical bucketing of age (e.g., <30, 30-40, 40-50, 50+)
e Performance trend = Current rating - Previous rating

e Compensation ratio = Actual salary / Midpoint of pay range

Aggregate Data (if needed):
e Individual level » Team level (average engagement per team)
e Monthly — Quarterly or annual summaries
e Granular categories — Broader categories
Encode Categorical Variables:
e Convert text categories to numbers for analysis

e Example: Gender (Male=1, Female=2) or dummy coding (Male=1/0, Female=1/0)

Normalize/Standardize:
e Scale variables to comparable ranges

o Example: Engagement scores (1-5 scale) and performance ratings (1-10 scale) —

Standardize to z-scores

Data Validation
e Check transformed data for logical consistency
e Verify calculations and derivations
e Sample review: Manually inspect subset of records

e Descriptive statistics: Review distributions, identify anomalies

Documentation
e Data dictionary: Definition of each variable

e Transformation log: Record of all changes



o Data quality report: Issues identified and resolved

e Reproducibility: Document steps for future replication

Deliverables:
e Clean, integrated dataset ready for analysis
e Data dictionary
e Data preparation documentation

e Data quality report

Stage 4: Analyze Data
Purpose: Apply analytical techniques to extract insights that answer the business question
Key Activities:
Descriptive Analysis (What happened?)
e Summary statistics: Mean, median, mode, standard deviation
e Frequency distributions: Count and percentage breakdowns

e Cross-tabulations: Relationships between categorical variables

e Time series: Trends over time

Example (Turnover Analysis):
e Overall turnover rate: 15%
e Turnover by department: Sales 22%, Engineering 12%, HR 10%
e Turnover by tenure: <1 year 35%, 1-3 years 20%, 3+ years 8%

e Turnover trend: Increased from 12% (2022) to 15% (2024)
Diagnostic Analysis (Why did it happen?)

e Correlation analysis: Relationships between variables
e Segmentation: Breaking down by subgroups
e Root cause analysis: ldentifying drivers

e Statistical testing: Hypothesis testing (t-tests, chi-square, ANOVA)



Example:
e Correlation: Turnover negatively correlated with engagement (r = -0.45, p < 0.001)

e T-test: High performers have significantly lower turnover than average performers (p =
0.003)

e ANOVA: Turnover differs significantly across departments (F = 12.5, p < 0.001)

Predictive Analysis (What will happen?)
e Regression models: Predicting continuous outcomes
e Classification models: Predicting categorical outcomes (will employee leave?)
e Time series forecasting: Future trend projection

e Machine learning: Advanced algorithms for complex patterns

Example (Turnover Prediction Model):
e Logistic regression predicting probability of turnover

e Significant predictors: Engagement (OR=0.65), tenure (OR=0.88), last pay increase
(OR=0.92), manager rating (OR=0.73)

e Model accuracy: 78% correct classification
e Output: Risk score (0-100%) for each employee
Prescriptive Analysis (What should we do?)
e Optimization: Finding best allocation of resources
e Scenario analysis: Comparing outcomes under different strategies
e Simulation: Modeling complex dynamics
e Recommendation engines: Personalized suggestions
Example:

e Scenario analysis: Compare retention impact of 3% across-the-board raise vs. targeted
10% raises for high-risk high-performers

e Optimization: Determine optimal allocation of $2M retention budget to minimize
regretted attrition

Select Appropriate Techniques

Factors to Consider:



Nature of the business question (exploratory vs. confirmatory)
Type of data (continuous, categorical, time series)

Data size and quality

Analytical skill available

Interpretability needs (simple vs. complex models)

Common Analytical Techniques in HR:

Descriptive Statistics: Always start here

Correlation and Regression: Most common for understanding relationships
Survival Analysis: Time-to-event analysis (turnover, promotion)
Segmentation/Clustering: Identifying natural groupings (employee personas)
Factor Analysis: Reducing survey items to key dimensions

Propensity Score Matching: Quasi-experimental designs to establish causality

Interpret Results

Statistical significance: Is the finding unlikely due to chance?
Practical significance: Is the magnitude meaningful for business?
Confidence intervals: Range of plausible values

Limitations: What caveats apply to the findings?

Validate Findings

Test on hold-out data (if predictive model)
Cross-validate with alternative methods
Seek stakeholder feedback: "Do these results make sense?"

Check for biases or confounding factors

Deliverables:

Analytical results (statistical outputs, model results)
Interpretations and insights

Visualizations (charts, graphs)



e Technical documentation (methodology, assumptions)

Stage 5: Communicate Insights
Purpose: Translate analytical findings into clear, compelling, actionable insights for stakeholders
Key Activities:
Know Your Audience
e Executives: High-level insights, business impact, recommendations
e HR Leaders: Detailed findings, implications for HR strategy

e Line Managers: Actionable insights for their teams, practical guidance

e Analysts: Technical details, methodology, reproducibility

Tailor the Message
e Executives want "So what?" and "What should we do?"
e Technical audiences want "How did you do it?" and "How confident are we?"

e Adjust complexity, jargon, detail level accordingly
Structure the Story
Effective Narrative Arc:

1. Context: Remind audience of the business question and why it matters
Approach: Briefly explain what you did (not exhaustive technical details)
Key Findings: What did you discover? (3-5 main insights)

Implications: What does this mean for the business?

Recommendations: What should we do about it?

o 0~ v D

Next Steps: Action plan, timeline, accountability

Example Structure (Turnover Presentation):
1. Context: "Sales turnover increased from 15% to 22%, costing $5M annually"
2. Approach: "Analyzed 3 years of data on 500 sales employees who left vs. stayed"
3. Key Findings:

o "Low engagement is strongest predictor (3x higher turnover)"



o "High performers who don't get promoted within 18 months are 5x more likely to
leave"

o "Manager quality strongly impacts retention (good managers: 10% turnover, poor
managers: 30%)"

4. Implications: "We're losing our best people due to lack of development and poor
management"

5. Recommendations:

o "Implement quarterly engagement pulse and proactive interventions for low
scores"

o "Accelerate promotion timelines for high performers"
o "Provide management training and accountability for retention"
6. Next Steps: "Pilot interventions in Q3, measure impact, scale in Q4"
Use Effective Visualizations

Chart Selection:
e Trends over time: Line charts
e Comparisons across categories: Bar charts
e Distributions: Histograms, box plots
e Relationships between two variables: Scatter plots
e Part-to-whole: Pie charts (use sparingly), stacked bar charts

e Geographic patterns: Maps with color coding

Visualization Best Practices:
e Simple and uncluttered (minimize chart junk)
e Clear labels and titles
e Appropriate scales (don't manipulate to distort)
e Use color strategically (highlight key points, ensure accessibility)
e One main message per chart

e Include source and sample size
Present with Clarity
Writing:



e Use plain language, avoid jargon
e Be concise (executive summaries for long reports)
e Emphasize insights, not just data
e Use active voice and strong verbs
Speaking:
e Start with the punchline (key insight first)
e Tell a story with beginning, middle, end
e Use pauses for emphasis
e Engage with questions and discussion

e Be prepared to dive deeper if asked

Handle Objections and Questions
e Anticipate concerns and address proactively
e Be transparent about limitations and uncertainties
e Have supporting details available (appendix)
e Separate what we know from what we believe

e Be open to feedback and alternative interpretations

Deliverables:
e Executive presentation (PowerPoint/slides)
e Detailed analytical report
e One-page summary or infographic
e Dashboard (for ongoing monitoring)

e Technical appendix (methodology, data details)

Stage 6: Take Action and Measure Impact
Purpose: Implement recommendations and evaluate whether they achieve desired outcomes

Key Activities:



Develop Action Plan
e Specific initiatives based on insights
e Clear ownership and accountability
e Timeline with milestones
e Resource requirements (budget, people)

e Success metrics

The Iterative Nature of HR Analytics

The HR Analytics Process is not linear but cyclical:
e Insights from one analysis raise new questions
e Impact measurement generates new data
e Business context changes, requiring new analyses

e Continuous improvement is the goal

Maturity Model:
e Level 1 (Reactive): Ad hoc analysis in response to problems
e Level 2 (Proactive): Regular reporting and monitoring
e Level 3 (Strategic): Analytics integrated into decision-making
e Level 4 (Predictive): Anticipating problems, prescribing solutions

e Level 5 (Optimized): Real-time analytics, continuous optimization, embedded in all HR
processes

3. FRAMEWORKS FOR HR ANALYTICS

Frameworks provide structured approaches to HR analytics, ensuring rigor, comprehensiveness,
and alignment with business strategy. Two prominent frameworks are the LAMP Framework and
the HCM:21 Model.

A. THE LAMP FRAMEWORK



Overview

LAMP stands for Logic, Analytics, Measures, and Process. Developed by John Boudreau and
Wayne Cascio, this framework emphasizes the importance of logical connections between HR
activities and business outcomes, moving beyond simply measuring HR activities to
demonstrating strategic impact.

Core Philosophy: It's not enough to measure HR efficiency; we must understand the logic of how
HR creates value and use analytics to optimize decisions.

The Four Components of LAMP
1. LOGIC

Definition: The logical connections and cause-effect relationships between HR practices,
employee behaviors, and organizational outcomes.

Purpose: Establish clear hypotheses about how HR creates value before diving into measurement.

Key Questions:
e How does this HR practice influence employee outcomes?
e Which employee outcomes matter most for business success?

e What is the chain of causality from HR action to business result?
Elements of HR Logic:

Talent Pools: Critical job roles or groups that disproportionately impact business success
e Not all roles are equally important strategically
e ldentify "pivotal roles” where talent quality has greatest impact

o Example: Retail chain — Store managers are pivotal (directly influence sales, customer

experience, employee turnover)
Performance Drivers: Specific behaviors or competencies that drive success in pivotal roles
e What do high performers do differently?

e What capabilities are required?

e Example: Store managers - Customer service orientation, coaching skills, operational

discipline
HR Interventions: HR practices designed to influence performance drivers

e Recruitment, development, compensation, retention programs



e Must be targeted to pivotal roles and key performance drivers

e Example: Structured hiring for customer service skills, coaching training, bonus tied to
customer satisfaction

Business Outcomes: Tangible results that affect organizational success
e Sales, customer satisfaction, quality, innovation, productivity

e Example: Improved store manager quality - Higher customer satisfaction — Increased

sales and customer loyalty

Building the Logic Chain:
Example: Customer Service Organization
Logic Chain:

1. HR Practice: Implement structured behavioral interviewing focusing on empathy and
problem-solving

2. | Employee Capability: Hire customer service reps with higher empathy and problem-
solving skills

3. | Employee Behavior: Reps provide more effective and compassionate service
4. | Customer Outcome: Higher first-call resolution, increased customer satisfaction

5. | Business Result: Improved customer retention, reduced support costs, increased
revenue

Strategy Map Format:

HR Investment: Structured Interview Training —
Hiring Quality: Improved Rep Capabilities —
Service Performance: Better Customer Interactions —

Customer Impact: Higher Satisfaction & Loyalty —

Financial Outcome: Increased Revenue & Reduced Costs

Testing the Logic:
e Iseach link plausible? (Based on research, experience, theory)
e Are there alternative explanations?

e What evidence would support or refute the logic?



e Are there hidden assumptions that need validation?

Benefits of Strong Logic:
e Focuses measurement efforts on what matters
e Enables prediction (if we improve X, Y should improve)
e Guides intervention design

e Facilitates communication with business leaders (they understan

UNIT 3

1. STAFFING

Definition and Scope

Staffing is the systematic process of identifying, attracting, recruiting, selecting, and placing
individuals in appropriate positions within an organization. It ensures the right people with the
right skills are in the right roles at the right time.

Key Components
Workforce Planning

e Analyzing current workforce capabilities and future organizational needs
e ldentifying gaps between current and required talent

e Developing strategies to bridge these gaps through recruitment, training, or restructuring
Recruitment Sources

e Internal: promotions, transfers, employee referrals
e External: job portals, campus recruitment, recruitment agencies, social media recruiting

e Passive recruitment: maintaining talent pools and building employer brand
Selection Process

e Application screening and resume parsing

e Aptitude and skill assessments

e Behavioral and technical interviews

e Background verification and reference checks

e Medical examinations where applicable
Onboarding

e Orientation programs introducing company culture, policies, and procedures
e Role-specific training and mentorship programs

e Integration into teams and assignment of initial responsibilities

e Setting performance expectations and goals



Staffing Metrics
e Time to fill: Average days from job posting to offer acceptance
e Cost per hire: Total recruitment costs divided by number of hires
e Quality of hire: Performance ratings and retention rates of new employees
e Offer acceptance rate: Percentage of candidates accepting job offers
e Source of hire effectiveness: Which channels produce the best candidates

2. SUPPLY AND DEMAND FORECASTING

Demand Forecasting

Definition: Predicting future human resource requirements based on organizational goals, growth
plans, and strategic objectives.

Methods of Demand Forecasting
Quantitative Methods:

e Trend Analysis: Examining historical data to project future needs
e Ratio Analysis: Using ratios like employee-to-revenue or employee-to-production output

e Regression Analysis: Statistical modeling of relationships between business variables and
staffing needs

e Work Study Techniques: Time and motion studies to determine optimal workforce size
Qualitative Methods:

e Managerial Judgment: Senior management estimates based on experience
e Delphi Technique: Expert consensus through iterative questioning
e Scenario Planning: Creating multiple future scenarios and staffing implications

Factors Influencing Demand
e Business expansion or contraction plans
e Technological changes and automation
e Market conditions and competition
e Product/service diversification
e Organizational restructuring
e Budget constraints and financial performance

Supply Forecasting
Definition: Assessing the availability of human resources both internally and externally to meet
organizational needs.

Internal Supply Analysis
e Skills Inventory: Database of current employees' skills, qualifications, and experience



e Succession Planning: Identifying potential successors for key positions

e Markov Analysis: Statistical model predicting employee movements (promotions,
transfers, exits)

e Replacement Charts: Visual representation of backup candidates for critical roles

External Supply Analysis
e Labor market conditions and unemployment rates
e Demographic trends and population statistics
e Educational institutions and skill development programs
e Competitor activity and industry talent mobility
e Geographic location and talent availability
e Immigration policies and international talent pools

Gap Analysis and Action Planning

Surplus Situations (Supply > Demand):
e Hiring freezes
e Voluntary retirement schemes
e Redeployment and job rotation
e Reduced working hours or job sharing

e Layoffs or retrenchment (last resort)
Shortage Situations (Demand > Supply):

e Aggressive recruitment campaigns

e Employee referral programs with incentives
e Training and upskilling current employees
e Qutsourcing or contract hiring

e Automation and process improvement

e Retention initiatives to reduce attrition

3. TOTAL COMPENSATION ANALYSES

Components of Total Compensation
Direct Compensation

e Base Salary: Fixed pay for performing job responsibilities
e Variable Pay: Performance-based bonuses, commissions, incentives



Short-term Incentives: Quarterly or annual bonuses
Long-term Incentives: Stock options, equity grants, profit sharing

Indirect Compensation (Benefits)

Health insurance (medical, dental, vision)
Retirement benefits (pension plans, 401k matching)
Paid time off (vacation, sick leave, holidays)

Life and disability insurance

Employee assistance programs

Wellness programs and gym memberships

Non-monetary Compensation

Work-life balance initiatives and flexible scheduling
Career development opportunities

Recognition and awards programs

Positive work environment and company culture
Autonomy and meaningful work

Professional growth and learning opportunities

Compensation Analysis Techniques
Market Benchmarking

Comparing organizational pay levels with market data
Participating in salary surveys (industry-specific and geographic)
Analyzing competitor compensation packages

Positioning strategy: lead, lag, or match the market

Internal Equity Analysis

Job evaluation methods (point factor, ranking, classification)
Ensuring fair pay for comparable work

Analyzing pay compression issues

Gender and demographic pay equity audits

Compa-Ratio Analysis

Formula: (Actual Salary / Midpoint of Salary Range) x 100
Values <100 indicate below-midpoint compensation
Values >100 indicate above-midpoint compensation

Helps identify overpaid or underpaid employees

Pay Structure Design



Creating salary grades and bands

Establishing pay ranges for each grade
Determining grade overlap and separation
Designing broadbanding vs. traditional structures

Key Metrics

Compensation as percentage of revenue

Average compensation by role, department, and level
Compensation distribution and quartile analysis

Pay equity ratios across demographics

Total rewards value per employee

Return on compensation investment

4. PERFORMANCE ANALYTICS
Performance Management Framework
Goal Setting and Alignment

Cascading organizational objectives to individual goals

SMART goal framework (Specific, Measurable, Achievable, Relevant, Time-bound)
Key Performance Indicators (KPIs) and Key Result Areas (KRAS)

Balanced scorecard approach linking strategy to performance

Performance Measurement Methods

Rating Scales: Numerical or descriptive scales (1-5, exceeds/meets/below expectations)
Management by Objectives (MBO): Focus on the achievement of specific objectives

360-Degree Feedback: Multi-rater feedback from supervisors, peers, subordinates,
customers

Behaviorally Anchored Rating Scales (BARS): Specific behavioral examples for each
rating level

Continuous Performance Management: Regular check-ins and ongoing feedback

Performance Analytics Applications
Individual Performance Analysis

Performance trend analysis over time

Comparison against goals and benchmarks

Identifying high performers and low performers

Correlation between performance ratings and other variables

Team and Department Performance



Aggregated performance metrics by unit
Inter-departmental performance comparison
Identifying best-performing teams and practices
Resource allocation based on performance

Performance Distribution Analysis

Forced distribution and bell curve analysis
Identifying rating inflation or deflation
Manager rating patterns and calibration needs
Performance variability across demographics

Predictive Performance Analytics

Factors predicting high performance

Early warning indicators of performance decline
Identifying potential high performers for succession
Relationship between hiring sources and performance

Performance and Compensation Linkage

Pay-for-performance correlation analysis
Effectiveness of incentive programs

Merit increase distribution patterns
Identifying pay-performance misalignments

Key Performance Metrics

Average performance rating by department/role
Performance improvement or decline rates
Goal achievement percentages

Time to productivity for new hires

High performer retention rate

Performance review completion rates

Quality and timeliness of feedback

5. ATTRITION ANALYTICS

Types of Attrition
Voluntary Attrition

Employee-initiated resignations
Retirement
Better opportunities elsewhere



Involuntary Attrition

Terminations for performance or misconduct

Layoffs and downsizing
End of contract or project completion

Functional vs. Dysfunctional Attrition

Functional: Loss of low performers (potentially beneficial)
Dysfunctional: Loss of high performers and critical talent (costly)

Attrition Analysis Framework
Attrition Rate Calculations

Overall Attrition Rate: (Number of Separations / Average Number of Employees) x 100
Voluntary Attrition Rate: VVoluntary separations only

Involuntary Attrition Rate: Involuntary separations only

Regretted vs. Non-regretted Attrition: Based on whether organization wanted to retain

Segmented Attrition Analysis

By department, function, or business unit

By employee demographics (age, gender, tenure)

By performance level (high, medium, low performers)

By job level and role

By geographic location

By time period (seasonal patterns, tenure-based attrition curves)

Root Cause Analysis

Exit interview analysis and text mining

Stay interview insights

Manager effectiveness correlation
Compensation competitiveness analysis
Career progression and growth opportunities
Work environment and culture factors
Work-life balance issues

Predictive Attrition Models
Flight Risk Modeling

Machine learning algorithms predicting attrition probability

Key predictors: tenure, promotion history, compensation changes, performance ratings,
manager changes

Risk scoring for individual employees
Early intervention strategies for high-risk employees

Survival Analysis



e Tenure distribution and survival curves
e Identifying critical attrition periods (e.g., 6 months, 2 years)

e Half-life analysis (time when 50% of a cohort remains)
Cohort Analysis

e Tracking attrition patterns for hiring cohorts
e Comparing retention across different entry periods
e Identifying systemic issues in specific cohorts

Cost of Attrition
Direct Costs

e Separation costs (exit interviews, administrative processing, severance)
e Recruitment costs (advertising, agency fees, recruiter time)
e Selection costs (assessment, interview time, background checks)

e Training and onboarding costs
Indirect Costs

e Lost productivity during vacancy period
e Knowledge loss and institutional memory
e Reduced team morale and productivity

e Customer relationship impact

e Overtime for remaining staff
Formula: Cost of Attrition per Employee = (Separation + Vacancy + Replacement + Training
Costs)
Retention Strategies Based on Analytics

e Targeted retention bonuses for high-risk, high-value employees
e Manager training programs in high-attrition teams

e Career pathing and development interventions

e Compensation adjustments based on market analysis

e Cultural interventions based on engagement data

e Flexible work arrangements for specific demographics

6. LEARNING AND DEVELOPMENT (L&D) ANALYTICS
L&D Landscape
Types of Learning Interventions

e Formal training programs (classroom, virtual, e-learning)
e On-the-job training and job rotation

e Coaching and mentoring programs

e Leadership development programs



Technical and functional skill training
Soft skills and behavioral training
Compliance and mandatory training

L&D Analytics Framework
Input Metrics

Training budget as percentage of payroll
Training hours per employee

Number of training programs offered
Participation rates by program type
Training investment per employee
Percentage of employees receiving training

Process Metrics

Training completion rates

Assessment scores and pass rates

Training satisfaction scores (Level 1 - Kirkpatrick Model)
Learner engagement metrics (for e-learning)

Time to complete training programs

Training delivery effectiveness

Output and Outcome Metrics

Level 2 (Learning): Knowledge and skill acquisition through pre/post assessments
Level 3 (Behavior): On-the-job application of learned skills

Level 4 (Results): Business impact (productivity, quality, sales, customer satisfaction)
Skill gap closure rates

Time to competency for new hires

Internal promotion rates of trained employees

Return on Training Investment (ROTI)

Formula: [(Training Benefits - Training Costs) / Training Costs] x 100

Benefits measured through productivity gains, error reduction, improved performance
ratings

Advanced L&D Analytics
Skills Gap Analysis

Current skill inventory vs. required skills

Individual and organizational skill gaps

Prioritization of critical skills for development

Skill adjacency analysis (related skills that are easier to develop)

Learning Path Optimization



Analyzing most effective learning sequences
Personalized learning recommendations

Identifying prerequisite relationships between skills
Optimal timing and spacing of learning interventions

Predictive L&D Analytics

Identifying future skill requirements based on business strategy
Predicting training effectiveness based on employee characteristics
High-potential identification using learning agility metrics

Career trajectory prediction based on skill development

Learning Content Analytics

Most utilized and effective content

Content gap identification

User behavior patterns in learning platforms
Content recommendation engine optimization

Key Considerations

Alignment of L&D programs with business strategy

Balance between technical and soft skill development
Emphasis on continuous learning culture

Microlearning and just-in-time training effectiveness
Leveraging technology (LMS analytics, Al-powered learning)
Measuring knowledge retention over time

7. DIVERSITY ANALYTICS

Dimensions of Diversity
Demographic Diversity

Gender (including gender identity)
Race and ethnicity

Age and generational diversity
Disability status

Veteran status

Nationality and geographic origin

Cognitive and Experiential Diversity

Educational background
Professional experience



e Thinking styles and perspectives
e Cultural backgrounds
e Socioeconomic backgrounds

Diversity Metrics and Reporting
Representation Metrics

e Workforce composition by demographic categories

e Diversity at different organizational levels (entry, mid, senior, executive)
e Department and function-wise diversity breakdown

e Diversity in leadership and decision-making roles

e Board diversity composition
Pipeline Metrics

e Diversity in applicant pools
e Interview-to-hire conversion rates by demographics
e Promotion rates across diverse groups
e Succession pipeline diversity
e High-potential pool diversity
Equity Metrics
e Pay equity analysis across demographics
e Performance rating distribution fairness
e Disciplinary action rates by demographics
e Benefits utilization patterns

e Promotion velocity (time to promotion) comparisons
Inclusion Metrics

e Belonging and inclusion survey scores
e Psychological safety measures

e Voice and influence perception

e Access to development opportunities
e Sponsorship and mentorship access

Diversity Analytics Techniques
Intersectionality Analysis

e Examining experiences at intersections of multiple identities (e.g., women of color,
disabled veterans)

e Understanding compounded advantages or disadvantages
e Tailoring interventions for specific intersectional groups



Diversity Network Analysis
e Mapping communication and collaboration networks
e Identifying inclusion or exclusion patterns
e Analyzing homophily (tendency to connect with similar others)

e Breaking down silos and echo chambers
Predictive Diversity Analytics

e Forecasting diversity outcomes of hiring and promotion decisions
e ldentifying bias patterns in talent processes
e Modeling impact of diversity initiatives on business outcomes

e Attrition risk modeling for diverse groups
Diversity ROl Analysis

e Correlation between diversity and innovation metrics
e Relationship between diversity and financial performance
e Market expansion enabled by diverse workforce

e Employer brand strength and talent attraction impact
Legal and Ethical Considerations

e Compliance with equal employment opportunity regulations
e Affirmative action monitoring and reporting

e Privacy and confidentiality of demographic data

e Avoiding reverse discrimination in diversity initiatives

e Transparent communication of diversity goals and progress

e Ensuring diversity efforts don't create tokenism
Best Practices

e Regular diversity audits and gap analysis

e Setting measurable diversity goals with accountability

e Inclusive recruitment and selection processes

e Bias training for managers and interviewers

e Employee resource groups (ERGSs) and affinity networks
e Inclusive leadership development

e Supplier and vendor diversity programs

8. EMPLOYEE ENGAGEMENT ANALYTICS

Understanding Employee Engagement

Definition: The emotional commitment and psychological connection employees have with their
organization, leading to discretionary effort and advocacy.

Engagement vs. Related Concepts

e Engagement: Emotional commitment and willingness to go above and beyond



Satisfaction: Contentment with job conditions (passive state)
Motivation: Drive to achieve goals (can be short-term)
Commitment: Intention to stay with organization (loyalty)

Drivers of Employee Engagement
Job-Related Factors

Meaningful and challenging work
Autonomy and decision-making authority
Clear role clarity and expectations
Adequate resources and support
Work-life balance

Organizational Factors

Trust in leadership and senior management
Clear vision and strategy communication
Organizational values alignment

Fair policies and practices

Change management effectiveness

Manager-Related Factors

Supportive and competent managers
Regular feedback and recognition
Development and coaching

Manager accessibility and communication

Growth and Development

Career advancement opportunities
Learning and skill development
Challenging assignments
Succession planning transparency

Social and Cultural Factors

Positive team dynamics
Collaborative work environment
Diversity and inclusion

Social connections and friendships
Organizational culture and values

Measuring Employee Engagement
Engagement Surveys



Annual or pulse surveys with validated questions
Gallup Q12 framework (12 key engagement questions)
Utrecht Work Engagement Scale (UWES)

Custom engagement indices

Key Engagement Questions

"I would recommend this company as a great place to work™
"I am proud to work for this organization™

"I see myself working here in two years"

"My work gives me a sense of accomplishment™

"I have opportunities to learn and grow"

Survey Administration Best Practices

Ensuring anonymity and psychological safety
Optimal survey length (15-20 minutes maximum)
Action-oriented question design

Regular cadence (annual deep dive + quarterly pulses)
High response rates (targeting 75%-+ participation)

Alternative Measurement Methods

Stay interviews and one-on-one conversations

Focus groups and listening sessions

Employee Net Promoter Score (eNPS)

Sentiment analysis of internal communications

Behavioral indicators (attendance, productivity, voluntary contributions)

Employee Engagement Analytics
Engagement Scoring and Benchmarking

Overall engagement index calculation

Favorable response percentage

Comparison with industry benchmarks

Year-over-year trend analysis

Engagement segmentation (highly engaged, engaged, neutral, disengaged)

Diagnostic Analytics

Engagement drivers analysis (regression, correlation)
Identifying most impactful factors for the organization

Heat mapping of engagement by demographics and segments
Manager effectiveness scorecards

Department and location comparison

Predictive Engagement Analytics



Engagement as predictor of attrition
Engagement correlation with performance
Leading indicators of engagement decline
Forecasting engagement trends

Text Analytics and Sentiment Analysis

Natural language processing of open-ended comments

Theme identification from qualitative feedback
Sentiment scoring (positive, neutral, negative)
Word clouds and frequency analysis

Emotion detection in employee communications

Engagement Outcome Metrics
Business Performance Linkages

Engagement correlation with productivity
Customer satisfaction and engagement relationship
Quality metrics and engagement

Innovation and discretionary effort

Safety incident rates

Employee Outcomes

Retention rates of engaged vs. disengaged
Performance ratings by engagement level
Absenteeism and presenteeism patterns
Internal promotion rates

Referral rates by engagement

Action Planning Based on Engagement Data
Prioritization Framework

Impact-effort matrix for action items

Quick wins vs. long-term initiatives
Manager-led vs. HR-led actions
Organization-wide vs. targeted interventions

Accountability and Tracking

Manager action planning requirements
Regular progress reviews

Engagement improvement targets

Closing the feedback loop with employees



9. EMPLOYEE SATISFACTION ANALYTICS

Satisfaction vs. Engagement

Employee Satisfaction: The extent to which employees are content with their job conditions,
compensation, benefits, and work environment.

Key Differences from Engagement:

e Satisfaction is more transactional; engagement is emotional
e Satisfaction is about contentment; engagement is about commitment
o Satisfied employees may stay but not excel; engaged employees go above and beyond

e Satisfaction is necessary but not sufficient for high performance
Dimensions of Employee Satisfaction
Compensation and Benefits Satisfaction

e Base salary adequacy

e Variable pay and bonus satisfaction

e Benefits package comprehensiveness

e Pay equity perceptions

e Total rewards competitiveness
Work Environment Satisfaction

Physical workspace quality
Safety and ergonomics
Technology and tools adequacy
Commute and location

Remote work options

Work-Life Balance Satisfaction

Working hours reasonableness
Flexibility and autonomy
Leave policies

Workload manageability
Burnout and stress levels

Relationship Satisfaction

Manager relationship quality
Peer relationships and teamwork
Senior leadership accessibility
Communication effectiveness
Conflict resolution

Job Content Satisfaction

Task variety and interest
Skill utilization



e Challenge level (not too easy or too hard)
e Autonomy and control

e Alignment with interests and values
Career Satisfaction

e Promotion opportunities

e Career path clarity

e Development opportunities
e Internal mobility options

e Recognition and appreciation
Organizational Satisfaction

e Company reputation and brand
e Organizational stability

e Decision-making processes

e Policies and procedures fairness
e Change management

Measuring Employee Satisfaction
Satisfaction Surveys

e Likert scale questions (1-5 or 1-7 scales)

e Satisfaction facet measurement (specific job aspects)
e Overall job satisfaction indices

e Minnesota Satisfaction Questionnaire (MSQ)

e Job Satisfaction Survey (JSS)
Satisfaction Metrics

e Overall satisfaction score

e Facet-specific satisfaction scores

e Satisfaction distribution (% very satisfied, satisfied, neutral, dissatisfied, very dissatisfied)
e Satisfaction trends over time

e Comparative analysis by segments
Qualitative Satisfaction Data

e Exit interview themes

e Grievances and complaints analysis

e Suggestion box submissions

e Town hall and forum feedback

e Social media and review site sentiment

Employee Satisfaction Analytics



Descriptive Analytics
e Satisfaction level reporting by demographics
e Department and location comparisons
e Tenure and satisfaction relationships
e Job level and satisfaction patterns

e Demographic satisfaction gaps
Driver Analysis

e Regression analysis identifying key satisfaction drivers
e Relative importance of different satisfaction facets
e Satisfaction hierarchy (what matters most)

e Interaction effects between satisfaction dimensions
Predictive Analytics

e Satisfaction as predictor of turnover intentions
e Satisfaction impact on productivity metrics

e Early warning system for satisfaction decline
e Satisfaction trajectory forecasting

Gap Analysis
e Importance-satisfaction matrices
e ldentifying high-importance, low-satisfaction areas
e Prioritizing improvement initiatives
e Resource allocation optimization

Satisfaction Outcome Relationships
Retention and Turnover

e Satisfaction correlation with voluntary attrition
e Threshold levels for retention risk

e Satisfaction's role in retention alongside engagement
Performance Implications

o Satisfaction-performance relationship (generally positive but moderate)
e Conditional effects (when satisfaction matters more)

e Satisfaction’s role in citizenship behaviors
Health and Wellbeing

e Job satisfaction impact on stress and burnout
e Satisfaction correlation with health outcomes
e Absenteeism relationships

e Work-life conflict mediation



Improving Satisfaction Through Analytics
Targeted Interventions

e Compensation adjustments based on satisfaction data
e Benefits optimization (utilization + satisfaction)
e Work environment improvements

e Policy revisions based on feedback
Manager Training

e Coaching managers with low team satisfaction
e Best practice sharing from high-satisfaction teams

e Communication and feedback skills development
Continuous Monitoring

e Real-time satisfaction pulse checks

e Early intervention for declining satisfaction
e Celebrating satisfaction improvements

e Transparent communication of actions taken

UNIT 4
MEASURING HR CONTRIBUTION
1. DEVELOPING HR SCORECARD

Concept and Foundation

Definition: The HR Scorecard is a measurement and management system that treats human
resources as a strategic asset and demonstrates HR's contribution to organizational financial
success.

Evolution from Balanced Scorecard
e Originated from Kaplan and Norton's Balanced Scorecard concept
e Adapted specifically for HR function measurement
e Links HR activities to organizational strategy
e Demonstrates HR's strategic value, not just operational efficiency



HR Scorecard Framework

Four Perspectives Adapted for HR
1. Financial Perspective (HR as a Strategic Asset)

e Metrics: Revenue per employee, profit per employee, HR ROI
e Questions: How does HR contribute to shareholder value?

e Examples: Cost savings from reduced turnover, productivity gains from training
2. Customer Perspective (Internal Customers: Employees and Managers)

e Metrics: Employee satisfaction, manager satisfaction with HR services, internal service
quality
e Questions: How well does HR serve its internal customers?

e Examples: Manager satisfaction with recruitment services, employee satisfaction with
benefits
3. Internal Process Perspective (HR Operational Excellence)

e Metrics: Time to fill, recruitment efficiency, training completion rates, HR process cycle
times

e Questions: What HR processes must we excel at?

e Examples: Streamlined onboarding process, efficient payroll processing, compliance
adherence
4. Learning and Growth Perspective (HR's Own Capability)

e Metrics: HR staff competency levels, HR technology adoption, HR innovation index
e Questions: How can HR continue to improve and create value?
e Examples: HR team certification levels, implementation of HR analytics capabilities

Developing the HR Scorecard: Step-by-Step Process
Step 1: Clarify Business Strategy

e Understand organizational vision, mission, and strategic objectives
e ldentify critical success factors for the business

e Determine how people and talent enable strategy
Step 2: Identify HR Deliverables

e Define specific HR outcomes required to support strategy

e Examples: leadership pipeline for growth, innovation culture, operational excellence
through workforce productivity

e Ensure alignment between HR deliverables and business needs
Step 3: Align HR Architecture with Deliverables

e HR Function (Structure and roles)



e HR System (Policies, processes, procedures)
e HR Strategic Behaviors (Culture, mindsets, employee behaviors)

e Ensure all three elements support the identified HR deliverables
Step 4: Design HR Measurement System

e Select appropriate metrics (leading and lagging indicators)
e Establish baselines and targets
e Define measurement frequency and responsibility

e Create data collection and reporting mechanisms
Step 5: Establish Causality Relationships

e Map cause-and-effect chains from HR activities to business outcomes
e Create strategy maps showing linkages
e Example: Training investment — Skill improvement — Productivity increase —

Revenue growth
Step 6: Implement and Monitor

e Launch scorecard with clear communication
e Regular review meetings (monthly/quarterly)
e Adjust targets and metrics as strategy evolves
e Continuous improvement based on insights

Key Characteristics of Effective HR Scorecard
Leading and Lagging Indicators

e Leading indicators predict future outcomes (e.g., training hours)
e Lagging indicators measure past results (e.g., productivity levels)

e Balance between both types for comprehensive view
Strategic Alignment

e Every metric ties to strategic priorities
e No "vanity metrics" that don't drive decisions

e Clear line of sight from HR activities to business results
Actionability

e Metrics must drive specific actions
e Ownership and accountability assigned

e Regular review and course correction
Simplicity and Focus

e Limit to 15-25 critical metrics
e Avoid measurement overload
e Focus on what truly matters



HR Scorecard Metrics Examples
Financial Impact Metrics

e Human Capital ROI = (Revenue - Operating Expenses - Compensation) / Compensation
e Revenue per FTE
e Profit per FTE

e HR expense as % of operating expense
Customer/Employee Metrics

e Employee Net Promoter Score (eNPS)
e Manager satisfaction with HR services
e Employee satisfaction index

e Time to answer HR queries
Process Efficiency Metrics

e Time to fill positions

e Cost per hire

e Training completion rates
e Offer acceptance rate

e HR process cycle times
Learning and Growth Metrics

HR technology adoption rate

HR staff competency scores

Percentage of HR staff certified

e Innovation index for HR practices
Benefits of HR Scorecard

e Demonstrates HR's strategic value to leadership

e Focuses HR efforts on high-impact activities

e Facilitates data-driven decision making

e Improves HR accountability and credibility

e Aligns HR team around common objectives

e Enables benchmarking and continuous improvement

2. DEVELOPING HR ANALYTICS UNIT

Building Analytics Capability in HR

Strategic Importance
e HR analytics transforms HR from administrative function to strategic partner
e Enables evidence-based decision making
e Provides competitive advantage through people insights



e Supports workforce planning and talent optimization

Analytics Culture

Defining Analytics Culture A workplace environment where data-driven thinking is the norm,
decisions are backed by evidence, and there's widespread capability and comfort with using
analytics.

Characteristics of Strong Analytics Culture
Data-Driven Decision Making

e Decisions require supporting data, not just intuition
e "Show me the data™ becomes standard expectation
e Hypotheses are tested with evidence

e Anecdotes supplemented with systematic analysis
Curiosity and Inquiry

e Continuous questioning of assumptions
e "Why?" and "What if?"" questions encouraged
e Experimentation mindset

e Learning from both successes and failures
Data Accessibility and Democratization

e Self-service analytics tools available
e Data visibility across HR team
e Training on data interpretation

e Breaking down data silos
Analytics Literacy

e Basic statistical understanding across HR team
e Comfort with metrics and dashboards
e Ability to interpret visualizations

e Understanding of correlation vs. causation
Change Readiness

e Willingness to change based on insights

e Overcoming resistance to uncomfortable truths
e Action-oriented approach to findings

e Continuous improvement mindset

Building Analytics Culture: Practical Steps
1. Leadership Commitment

e CHRO championing analytics initiatives
e Leaders modeling data-driven decision making



e Investing in analytics infrastructure and talent

e Celebrating analytics-driven successes
2. Skill Development

e Analytics training programs for HR professionals
e Basic statistics and data visualization workshops
e Tool-specific training (Excel, Tableau, Power Bl, HRIS)

e External certifications and partnerships with universities
3. Quick Wins and Storytelling

e Starting with high-impact, achievable projects
e Communicating success stories widely
e Demonstrating ROI of analytics investments

e Creating analytics evangelists within HR
4. Infrastructure and Tools

e Implementing robust HRIS with analytics capabilities
e Data integration across HR systems
e Visualization and dashboard tools

e Self-service analytics platforms
5. Governance and Standards

e Data quality standards and ownership
e Privacy and security protocols
e Ethical guidelines for people analytics

e Standardized definitions and metrics
6. Collaboration and Communication

e Regular analytics review meetings

e Cross-functional analytics projects

e Sharing insights with business leaders
e Creating feedback loops

HR Analytics Unit: Structure and Roles

Analytics Team Composition
Option 1: Centralized Analytics Unit

e Dedicated HR analytics team reporting to CHRO
e Specialized roles (data scientists, analysts, visualization experts)
e Serves entire HR function

e Pros: Specialized expertise, consistency; Cons: May be distant from business needs
Option 2: Embedded Analytics



e Analytics professionals embedded in HR COEs (talent acquisition, L&D, compensation)
e Domain expertise combined with analytics skills

e Pros: Business-relevant insights, faster turnaround; Cons: Duplication, inconsistency
Option 3: Hybrid Model

e Central analytics team for complex projects and standards
e Embedded business intelligence analysts in COEs

e Best of both models

e Most common in larger organizations

Key Roles in HR Analytics Unit
Head of HR Analytics / Chief People Analytics Officer

e Strategic leader of analytics function
e Relationship with CHRO and business leaders
e Analytics vision and roadmap

e Resource allocation and prioritization
Data Scientists

e Advanced statistical modeling and machine learning
e Predictive analytics and algorithm development
e Experimental design

e Tools: R, Python, statistical packages
HR Analysts / Business Intelligence Analysts

e Descriptive and diagnostic analytics
e Dashboard and report development
e Trend analysis and benchmarking

e Tools: SQL, Excel, Tableau, Power BI
Data Engineers

e Data integration and pipeline development
e Database management and optimization
e Data warehouse architecture

e Tools: SQL, ETL tools, database platforms
Visualization Specialists

e Dashboard and report design
e Data storytelling
e User experience for analytics products

e Tools: Tableau, Power BI, D3.js
HR Business Partners (Analytics-Enabled)

e Translating business questions to analytics requirements



e Interpreting and communicating insights to stakeholders
e Driving action from analytics recommendations

Analytics Unit Development Roadmap
Phase 1: Foundation (Months 1-6)

e Assess current state of HR data and analytics

e Define analytics vision and charter

e Secure executive sponsorship and funding

e Hire core analytics team

e Establish data governance framework

e Implement or upgrade HRIS with analytics capabilities

Phase 2: Building Capability (Months 7-18)
e Develop standard HR metrics and dashboards
e Conduct analytics training for HR team
e Deliver initial descriptive analytics projects
e Build data quality processes
e Create analytics playbooks and templates
e Establish stakeholder communication channels

Phase 3: Maturation (Months 19-36)
e Advanced predictive analytics projects
e Self-service analytics tools for managers
e Integration with business analytics
e Continuous improvement of models and insights
e Expansion of analytics scope
e Building reputation as strategic advisor
Phase 4: Optimization (Ongoing)
e Real-time people analytics
e Al and machine learning integration
e Proactive insights and recommendations
e Embedded analytics in all HR processes

e Industry thought leadership
Critical Success Factors

e Strong executive sponsorship and funding
e Balance between quick wins and long-term capability
e Talent acquisition: hiring skilled analytics professionals



Clear governance and ethical guidelines for people data
Change management to overcome resistance

Integration with broader organizational analytics efforts
Focus on actionable insights, not just reports

Continuous upskilling of HR team in analytics

Measuring and demonstrating ROI of analytics investments

3. ANALYTICS FOR DECISION MAKING
The Decision-Making Framework

Types of Decisions Enhanced by Analytics
Strategic Decisions

Workforce planning and future talent needs
Organizational restructuring

Geographic expansion or consolidation

Make vs. buy decisions (hire, train, or outsource)
Investment in learning and development programs
Compensation strategy (market positioning, pay structure)

Tactical Decisions

Recruitment channel allocation
Training program prioritization
Performance management system design
Retention intervention targeting
Resource allocation across HR functions

Operational Decisions

Individual hiring decisions

Promotion and succession decisions
Compensation adjustments
Performance improvement plans
Training assignment recommendations

Analytics Decision-Making Process
Step 1: Define the Decision Problem

Clearly articulate the decision to be made
Identify stakeholders and decision criteria
Understand constraints (budget, time, resources)
Define success metrics for the decision



Step 2: Identify Relevant Data
e Internal HR data (HRIS, performance, surveys)
e External data (market benchmarks, economic indicators)
e Qualitative data (interviews, focus groups)

e Historical data for trend analysis
Step 3: Analyze and Model

e Descriptive analytics: What happened? (trends, patterns)
e Diagnostic analytics: Why did it happen? (root cause analysis)
e Predictive analytics: What will happen? (forecasting, risk modeling)

e Prescriptive analytics: What should we do? (optimization, recommendations)
Step 4: Generate Insights and Options

e Transform data into actionable insights
e Develop multiple decision scenarios
e Quantify expected outcomes of each option

e Assess risks and trade-offs
Step 5: Communicate and Recommend

e Tailor communication to audience (executives, managers, employees)
e Use data visualization for clarity
e Tell the story behind the numbers

e Provide clear recommendation with supporting evidence
Step 6: Implement and Monitor

e Execute chosen decision
e Track leading and lagging indicators
e Monitor for unintended consequences

e Adjust based on feedback and results
Step 7: Learn and Iterate

e Conduct post-implementation review
e Document lessons learned

e Refine models and assumptions

e Build organizational learning

Types of Analytics for Decision Making
Descriptive Analytics (What happened?)

e Purpose: Understanding current state and historical trends
e Techniques: Dashboards, scorecards, trend analysis, benchmarking



e Example Decision: "Our attrition rate increased 15% last year. Should we investigate?"

e HR Applications:

Monthly/quarterly HR metrics reporting

Workforce composition analysis

Training program completion tracking
o Compensation benchmarking

Diagnostic Analytics (Why did it happen?)

O

(@)

(@)

e Purpose: Understanding root causes and relationships
e Techniques: Correlation analysis, segmentation, statistical testing, root cause analysis
e Example Decision: "Why are we losing high performers in the sales department?”

e HR Applications:

Exit interview analysis to identify attrition drivers
o Performance gap analysis by demographics
o Engagement survey driver analysis
o Compensation equity audits

Predictive Analytics (What will happen?)

(@)

e Purpose: Forecasting future outcomes and identifying risks
e Techniques: Regression modeling, machine learning, survival analysis, simulation

e Example Decision: "Which employees are at highest risk of leaving in the next 6
months?"

e HR Applications:
Attrition risk modeling
o Future workforce demand forecasting
o Succession pipeline readiness assessment
o High performer identification
o Performance prediction for new hires
Prescriptive Analytics (What should we do?)

@)

e Purpose: Recommending optimal actions and decisions

e Techniques: Optimization algorithms, scenario planning, A/B testing, simulation
modeling

e Example Decision: "How should we allocate our $2M training budget to maximize
productivity?"

e HR Applications:

Optimal workforce mix determination

Training program ROI optimization

Recruitment channel allocation

Compensation budget distribution

Personalized career path recommendations

O O O O

@)

Decision-Making Use Cases



Use Case 1: Improving Recruitment Quality
e Decision: Which recruitment sources should we prioritize?

e Analytics Approach:

o Analyze source of hire data

o Compare time-to-productivity by source
Assess retention rates by source
o Calculate cost per quality hire by channel

(@)

e Insight: Employee referrals produce 30% faster time-to-productivity and 25% better 2-
year retention

e Decision: Double investment in employee referral program, reduce job board spending
Use Case 2: Reducing Regretted Attrition

e Decision: How can we retain our high performers?

e Analytics Approach:
o Build predictive model of attrition risk for high performers
o ldentify key drivers (compensation lag, promotion velocity, manager
effectiveness)
o Segment high-risk, high-value employees
o Calculate ROI of retention interventions
e Insight: High performers not promoted within 3 years are 5x more likely to leave

e Decision: Implement accelerated promotion track and targeted retention bonuses for
identified high-risk individuals
Use Case 3: Optimizing Learning Investment
e Decision: Which training programs deliver the best ROI?

e Analytics Approach:
o Measure pre/post-training performance improvements
o Calculate productivity gains and monetary value
o Compare costs across programs
o Control for selection effects

e Insight: Leadership development program yields 4:1 ROI through reduced supervisor
attrition and improved team performance

e Decision: Expand leadership program capacity by 50%, reallocate funds from lower-ROlI
technical training
Use Case 4: Workforce Planning for Growth

e Decision: What talent do we need for our 5-year growth strategy?

e Analytics Approach:
o Model revenue projections and corresponding headcount needs
o Analyze internal supply through succession and development
o Assess external talent market availability
o Scenario plan for build vs. buy vs. borrow strategies



e Insight: Critical shortage projected in data science roles; internal development timeline
too slow

e Decision: Aggressive external hiring plan for data scientists, upskilling adjacent roles,
strategic partnerships with universities

Overcoming Decision-Making Biases with Analytics
Common Biases in HR Decisions
Confirmation Bias

e Seeking data that confirms existing beliefs

e Analytics Solution: Blind analysis, pre-registered hypotheses, diverse perspectives
Recency Bias

e Overweighting recent events

e Analytics Solution: Long-term trend analysis, statistical controls
Availability Bias

e Relying on easily recalled examples

e Analytics Solution: Systematic data collection, representative sampling
Halo Effect

e Overall impression influencing specific evaluations

e Analytics Solution: Structured assessments, multi-rater data, blind reviews
Similarity Bias

e Favoring people similar to ourselves

e Analytics Solution: Diversity analytics, structured interviews, standardized criteria
Sunk Cost Fallacy

e Continuing investments based on past expenditures
e Analytics Solution: Prospective ROl analysis, A/B testing, rigorous program evaluation

Best Practices for Analytics-Driven Decision Making
1. Start with the Decision, Not the Data

e Clarify what decision needs to be made
e Avoid "data fishing" expeditions

e Focus analytics on decision-relevant insights
2. Combine Data with Domain Expertise

e Analytics provides evidence, not complete answers
e Human judgment remains critical

e Contextual understanding enhances interpretation
3. Communicate with Clarity and Transparency

e Explain methodology and assumptions
e Acknowledge limitations and uncertainties



e Present insights in accessible formats
4. Test and Validate

e Pilot programs before full rollout
e AJB testing for major initiatives

e Monitor actual vs. predicted outcomes
5. Act on Insights

e Analytics without action is wasted
e Create clear accountability for implementation
e Build feedback loops for continuous learning
6. Ethical Considerations
e Respect employee privacy
e Avoid discriminatory algorithms
e Ensure fairness and transparency
e Consider human impact of data-driven decisions

4. ANALYTICS FOR HUMAN CAPITAL IN THE VALUE CHAIN

Understanding Human Capital in Value Creation

Human Capital Definition The collective knowledge, skills, competencies, creativity, and
attributes of an organization's workforce that contribute to economic value creation.

Value Chain Concept (Porter) The series of activities an organization performs to create and
deliver value to customers:

e Primary Activities: Inbound logistics, operations, outbound logistics, marketing/sales,
service

e Support Activities: Firm infrastructure, HR management, technology, procurement
Human Capital's Role in Value Chain

e Enables execution of all value chain activities
e Creates differentiation through unique capabilities
e Drives innovation and continuous improvement

e Delivers customer value through service excellence
Measuring Human Capital Value
Human Capital Metrics Framework
1. Human Capital Efficiency Metrics

e Revenue per Employee = Total Revenue / Number of FTEs
o Industry benchmarking essential
o Trends over time indicate productivity changes

e Profit per Employee = Net Profit / Number of FTES
o More direct measure of value creation



e Human Capital ROI = (Revenue - Operating Expenses - Compensation) / Compensation
o Shows return generated per dollar invested in people
2. Human Capital Investment Metrics

e Human Capital Cost as % of Revenue = Total Compensation / Total Revenue
o Indicates labor intensity of business model

e Training Investment per Employee = Total L&D Budget / Number of FTEs
e Benefits as % of Total Compensation

e Average Compensation per Employee
3. Human Capital Quality Metrics

e Average education level

e Percentage of certified/licensed professionals
e Years of experience

e Performance rating distribution

e Innovation metrics (patents, new products per employee)
4. Human Capital Stability Metrics

e Average tenure

e Voluntary attrition rate

e Retention rate of high performers
e Succession pipeline strength

e Knowledge retention (critical role coverage)
Human Capital Value Chain Analysis
Linking HC to Each Value Chain Activity
Inbound Logistics

e Key Roles: Supply chain analysts, procurement specialists, warehouse managers
e HC Analytics:
o Supplier relationship manager effectiveness

o Inventory management accuracy (human error rates)
o Procurement team efficiency metrics

e Value Impact: Cost reduction through better negotiations, reduced waste
Operations/Production

e Key Roles: Production workers, engineers, quality specialists, operations managers

e HC Analytics:

Output per worker hour

Quality defect rates by team/shift

Safety incident rates

Equipment uptime correlation with operator skill

O O O O

e Value Impact: Higher throughput, better quality, lower costs
Outbound Logistics

e Key Roles: Distribution center staff, logistics coordinators, delivery personnel



e HC Analytics:
o On-time delivery rates by team
o Shipping accuracy rates
o Customer complaint resolution effectiveness

e Value Impact: Customer satisfaction, repeat business, reduced costs
Marketing and Sales

e Key Roles: Salespeople, marketing specialists, customer service representatives

e HC Analytics:

Revenue per salesperson

Customer acquisition cost by rep
Customer satisfaction scores by service rep
Marketing campaign ROI by team

o O O O

e Value Impact: Revenue growth, market share, brand strength
Service

e Key Roles: Technical support, customer success managers, field service technicians

e HC Analytics:

First-call resolution rates

Customer retention rates by account manager
Net Promoter Score by service team

Service ticket resolution time

o O O O

e Value Impact: Customer lifetime value, referrals, competitive advantage
Support Functions (HR, IT, Finance, Legal)

e Key Roles: HR business partners, IT specialists, financial analysts, legal counsel

e HC Analytics:

Internal customer satisfaction
Process efficiency metrics

Cost per transaction/service
Strategic project completion rates

o O O O

e Value Impact: Enabling efficiency across primary activities, risk mitigation
Human Capital Value Analytics Approaches
Approach 1: Contribution Margin Analysis

e Allocate revenue and costs to business units/teams
e Calculate human capital contribution per unit
e ldentify high-value and low-value teams

e Benchmark across organization
Example:

e Sales Team A: $10M revenue, $2M compensation = $8M contribution, 4:1 ratio
e Sales Team B: $8M revenue, $2M compensation = $6M contribution, 3:1 ratio

e Insight: Team A more efficient; investigate and replicate practices
Approach 2: Productivity Modeling



e Statistical modeling of output as function of HC characteristics
e Identify which HC attributes drive productivity

e Predict productivity improvements from HC investments
Example Model: Productivity = f(Experience, Training Hours, Manager Quality, Team Size,
Technology)

e Insight: One year of experience adds 5% productivity; manager quality has 15% impact
Approach 3: Value Driver Trees

e Decompose business outcomes into hierarchical drivers
e Map HC metrics to each driver level

e Quantify HC contribution at each level
Example for Customer Satisfaction:

e Level 1: Customer Satisfaction Score
e Level 2: Product Quality + Service Quality
e Level 3 (Service): Response Time + Resolution Effectiveness + Rep Knowledge
e Level 4 (HC): Training Levels + Experience + Engagement
e Quantify: 10% increase in service rep training — 5% better resolution — 3% higher
satisfaction
Approach 4: Human Capital Scorecards by Unit
e Create balanced scorecards specific to each value chain activity
e Include HC-specific metrics alongside business metrics

e Monitor leading indicators of value creation
Example for Operations:

e Financial: Unit cost, waste reduction
e Customer: Quality ratings, on-time delivery
e Process: Throughput, cycle time

e HC: Skills coverage, safety, engagement, training completion
Strategic Human Capital Allocation
Portfolio Analysis for Human Capital

e Map roles/departments by strategic importance and HC capability

e Star Roles: High importance, high capability —» Maintain and showcase

e Question Marks: High importance, low capability — Invest heavily (upskill, hire,

retain)

e Cash Cows: Low importance, high capability — Harvest (redeploy talent)

e Dogs: Low importance, low capability = Divest (automate, outsource, eliminate)
Optimization Modeling

e Determine optimal HC allocation across value chain

e Constraint: Limited budget/headcount



e Objective: Maximize total value creation

e Output: Recommended headcount and investment by function
Scenario Planning

e Model HC requirements under different strategic scenarios (growth, contraction, market
shifts)

e Test resilience of current HC portfolio
e Identify HC vulnerabilities and opportunities

5. BALANCED SCORECARD FOR HR
Integrating HR into Organizational Balanced Scorecard
Kaplan and Norton's Balanced Scorecard Framework A strategic management system
measuring organizational performance across four perspectives:
1. Financial: Shareholder value creation
2. Customer: Customer satisfaction and loyalty
3. Internal Process: Operational excellence
4. Learning and Growth: Innovation and employee capability
HR's Role in Each Perspective
Financial Perspective

e Human capital efficiency (revenue per employee, profit per employee)
e Cost management (HR costs as % of revenue, controllable labor costs)

e Value creation through people (HC ROI, productivity improvements)
Customer Perspective

e Employee engagement driving customer satisfaction
e Service quality linked to employee competence
e Customer-facing employee Net Promoter Scores

e Customer retention correlation with employee retention
Internal Process Perspective

e HR process efficiency (time to fill, cost per hire, HR service delivery metrics)
e Talent management process effectiveness (succession readiness, high-performer retention)

e Compliance and risk management (audit findings, legal issues)
Learning and Growth Perspective

e Employee capability development (skill gaps closed, training effectiveness)

e Leadership pipeline strength (succession depth, leadership bench)

e Innovation culture (employee ideas implemented, innovation participation rate)
e Employee engagement and retention

Strategy Maps: Linking HR to Business Strategy



Concept of Strategy Maps Visual representations showing cause-and-effect relationships
between strategic objectives across the four perspectives.

Building HR-Integrated Strategy Maps

Step 1: Start with Financial Objectives

e Example: Increase profitability by 15%
Step 2: Identify Customer Value Propositions

e Example: Superior customer service differentiation
Step 3: Determine Critical Internal Processes

e Example: Service quality assurance, rapid issue resolution
Step 4: Define Learning and Growth Requirements

e Example: Highly skilled and engaged service workforce
HR's Cause-Effect Chain Example:

e Learning & Growth: Implement comprehensive service training program + Improve
employee engagement

e | Internal Process: Improve service quality metrics + Reduce average resolution time
e | Customer: Increase customer satisfaction scores + Improve customer retention

e | Financial: Increase customer lifetime value + Achieve 15% profitability growth
Key HR Linkages in Strategy Maps
Leadership Development — Strategic Execution

e Quality of leadership — Strategic initiative success = Goal achievement

Employee Engagement — Productivity — Financial Performance

e Engagement — Discretionary effort - Higher productivity — Profitability
Talent Acquisition — Innovation -~ Market Position

e Quality of hire — Innovation capability = New products — Revenue growth

Retention — Customer Relationships — Revenue

e Employee continuity — Customer relationship strength — Customer loyalty —

Revenue stability

Balanced Scorecard Metrics for HR
Financial Perspective Metrics

e Human capital ROI

e Revenue per FTE

e Profit per FTE

e HR cost as % of operating costs
e Cost savings from HR initiatives
e Labor cost productivity



Customer Perspective Metrics

Employee Net Promoter Score (eNPS)

Manager satisfaction with HR services

Employee satisfaction index

Internal customer service level agreements (SLA) compliance
HR service delivery quality ratings

Internal Process Perspective Metrics

Time to fill open positions

Quality of hire (performance + retention)

Offer acceptance rate

Onboarding effectiveness (time to productivity)
Performance review completion rate

Training program completion rate

HR process cycle times

Compliance audit results

Learning and Growth Perspective Metrics

Employee engagement index

Voluntary attrition rate (especially high performers)
Internal promotion/mobility rate

Succession pipeline depth

Critical skill coverage %

Training hours per employee

Leadership bench strength

Innovation participation rate

Implementing HR Balanced Scorecard
Phase 1: Strategic Alignment

Understand organizational strategy and priorities
Identify HR's critical role in strategy execution
Develop strategy map showing HR linkages
Secure executive buy-in and sponsorship

Phase 2: Metric Selection and Target Setting

Select 15-25 key metrics across four perspectives
Establish baselines (current performance)

Set ambitious but achievable targets (1-3 year horizons)
Define measurement methodology and data sources
Assign ownership for each metric



Phase 3: Data Infrastructure
e Ensure data availability and quality
e Build dashboards and reporting mechanisms
e Establish measurement cadence (monthly/quarterly)

e Create audit trails and validation processes
Phase 4: Communication and Cascading

e Communicate scorecard to HR team and stakeholders
e Cascade organizational scorecard to department/team scorecards
e Link individual objectives to scorecard metrics

e Create visibility through regular reporting
Phase 5: Management Process

e Quarterly scorecard review meetings with CHRO and HR leadership
e Analyze variances and root causes

e Develop action plans for underperforming metrics

e Celebrate successes and share best practices

e Annual strategic review and scorecard refresh

Using Balanced Scorecard for HR Strategic Management
Strategic Planning

e Scorecard informs annual HR strategic priorities
e Resource allocation based on scorecard gaps

e Initiative portfolio aligned with scorecard objectives
Performance Management

e HR leader objectives derived from scorecard
e Individual performance linked to scorecard contribution

e Incentive compensation tied to scorecard achievement
Change Management

e Scorecard provides burning platform for change
e Metrics track change initiative progress

e Success stories built on scorecard improvements
Stakeholder Communication

e Regular scorecard presentations to executive team
e Dashboard access for business leaders
e Transparency builds HR credibility

6. ROl (RETURN ON INVESTMENT) IN HR
Understanding HR ROI



Definition ROI measures the financial return generated by an HR investment relative to its cost,
typically expressed as a ratio or percentage.

Basic ROI Formula ROI = [(Program Benefits - Program Costs) / Program Costs] x 100
Example:

e Training Program Cost: $100,000
e Productivity Benefits: $150,000
e ROI =[($150,000 - $100,000) / $100,000] x 100 = 50%

e Interpretation: For every $1 invested, the organization gained $0.50 in net benefit
ROI Calculation Methodology (Phillips Model)
Level 1: Reaction

e Participant satisfaction with program
e Not directly used in ROI but important for context

e Measured through: Surveys, feedback forms
Level 2: Learning

e Knowledge and skill acquisition
e Measured through: Pre/post tests, assessments, certifications

e Not monetized in ROI but indicates potential for application
Level 3: Application/Behavior

e On-the-job application of learned skills
e Measured through: Observations, self-reports, manager assessments

e Prerequisite for business impact
Level 4: Impact/Results

e Business outcomes affected by the program
e Examples: Productivity, quality, sales, customer satisfaction, turnover reduction

e This is where ROI calculation focuses
Level 5: ROI

e Monetary benefits compared to program costs
e Ultimate measure of program value

Steps for Calculating HR ROI
Step 1: Identify Business Impact Metrics

e Determine which business outcomes the program aims to influence

e Examples: Productivity increase, quality improvement, turnover reduction, sales growth
Step 2: Isolate the Effects of the Program

e Challenge: Many factors influence business outcomes

e Isolation Techniques:
o Control Groups: Compare participants to non-participants
o Trend Line Analysis: Project pre-program trends and measure variance



o Forecasting: Use statistical models to predict what would have happened without
program
o Expert Estimation: Ask managers/experts to estimate program contribution
o Participant Estimation: Ask participants what % of improvement is due to
program
o Customer Input: For sales/service programs, ask customers about impact
Step 3: Convert Impact to Monetary Value
e Methods:
o Standard Values: Use organization's existing metrics (e.g., cost of quality defect)
o Historical Costs: Analyze historical data (e.g., average cost of turnover)
o Expert Input: Subject matter experts estimate value
o External Databases: Industry benchmarks for value metrics
o Linking: Connect to measures already monetized (e.g., customer satisfaction —
revenue)
Step 4: Calculate Total Program Costs
e Cost Categories:
o Development Costs: Design, content creation, pilot testing
o Delivery Costs: Facilitator fees, materials, technology, facilities
o Participant Costs: Salaries during training time (opportunity cost)
o Evaluation Costs: Assessment, data collection, analysis
o Overhead: Administrative support, management time
Step 5: Calculate ROI
e ROI = [(Benefits - Costs) / Costs] x 100
e Also calculate Benefit-Cost Ratio (BCR) = Benefits / Costs

e ROI shows percentage return; BCR shows return per dollar invested
Step 6: Account for Intangibles

e Benefits not converted to monetary value
e Examples: Employee morale, teamwork, customer complaints, innovation culture
e Report separately but acknowledge in overall program evaluation

HR ROI Examples
Example 1: Leadership Development Program ROI
Program: 12-month leadership development for 50 managers Costs:

e Program design and facilitation: $200,000
o Participant time (50 managers x 80 hours x $75/hour): $300,000
e Materials and technology: $50,000

e Total Costs: $550,000
Impact:

e Reduced turnover in participants' teams by 5 percentage points
e 50 managers x 10 direct reports each = 500 employees affected



e 5% of 500 = 25 fewer turnovers
e Cost per turnover = $50,000

e Turnover cost savings: 25 x $50,000 = $1,250,000
Isolation: Control group analysis showed 60% of improvement attributable to program Adjusted
Benefits: $1,250,000 x 60% = $750,000
ROI Calculation:
e ROI =[($750,000 - $550,000) / $550,000] % 100 = 36.4%
e BCR =$750,000 / $550,000 = 1.36
Interpretation: For every $1 invested in leadership development, the organization gained $1.36 in
benefits, a 36.4% return.
Example 2: Employee Wellness Program ROI
Program: Comprehensive wellness initiative (gym, health coaching, preventive screenings) Costs:

e Program vendor fees: $500,000
e Administration and communication; $50,000

e Total Costs: $550,000
Impact:

e Healthcare cost reduction: $300,000 (compared to trend line)
e Absenteeism reduction: 2,000 fewer sick days x $200/day = $400,000

e Total measurable benefits: $700,000
ROI Calculation:

e ROI =[($700,000 - $550,000) / $550,000] % 100 = 27.3%
Intangibles: Improved morale, enhanced employer brand, increased productivity (not quantified)
Example 3: Recruitment Process Optimization ROI
Program: Implement applicant tracking system and structured interview process Costs:

e ATS software (annual): $100,000

e Implementation and training: $50,000
e Process redesign consulting: $50,000
e Total Costs: $200,000

e Reduced time to fill from 60 to 45 days

e 200 hires/year x 15 days faster x $500/day (productivity cost of vacancy) = $1,500,000
e Improved quality of hire (15% reduction in first-year turnover)

e 200 hires x 15% improvement x 20% turnover rate x $50,000 cost = $300,000

e Total benefits: $1,800,000
Isolation: Conservative estimate of 50% attributable to new system/process Adjusted Benefits:
$1,800,000 x 50% = $900,000
ROI Calculation:

e ROI = [($900,000 - $200,000) / $200,000] x 100 = 350%



Challenges in HR ROI Calculation
Data Availability

e HR systems may lack robust data capture
e Historical baselines may not exist

e Solution: Improve data infrastructure, start with pilot measurement
Isolating Program Effects

e Multiple factors influence business outcomes
e Difficult to attribute causation

e Solution: Use multiple isolation techniques, be conservative in estimates
Monetizing Benefits

e Not all outcomes have obvious monetary value (e.g., engagement)
e Risk of spurious precision

e Solution: Use credible standard values, report intangibles separately
Time Lag

e Benefits may take months/years to materialize
e Cost-benefit timing mismatch

e Solution: Project benefits over appropriate time horizon, use discounted cash flow
Cost of Evaluation

e Rigorous ROI studies are expensive and time-consuming

e Solution: Reserve ROI evaluation for high-investment, high-visibility programs; use
simpler metrics for routine programs

Best Practices for HR ROI
1. Be Selective

e Don't calculate ROI for every program
e Focus on significant investments and strategic initiatives

e Use simpler metrics (e.g., effectiveness, efficiency) for smaller programs
2. Plan ROI Evaluation Upfront

e Design evaluation into program from the beginning
e Establish baselines before program launch

e Define success metrics and data collection methods early
3. Use Conservative Estimates

e When in doubt, underestimate benefits and overestimate costs
e Credibility more important than impressive numbers

e Build confidence with conservative, defensible ROI
4. Employ Multiple Methods

e Use several isolation and valuation techniques
e Triangulate findings for robustness



e Present range of estimates rather than single point
5. Report Holistically

e Don'trely on ROI alone
e Include effectiveness data (Levels 1-4)
e Report intangible benefits

e Provide context and narrative, not just numbers
6. Involve Stakeholders

e Engage business leaders in defining success metrics
e Seek finance/operations input on valuation methods
e Share findings transparently
7. Act on Results
e Use ROI findings to improve programs
e Discontinue low-ROI initiatives
e Scale high-ROI programs
e Build business case for future investments

7. PREDICTIVE ANALYTICS IN HR

Understanding Predictive Analytics

Definition Predictive analytics uses historical data, statistical algorithms, and machine learning
techniques to identify the likelihood of future outcomes. In HR, it forecasts people-related
outcomes and prescribes interventions.

Evolution of HR Analytics

Descriptive: What happened? (reports, dashboards)

Diagnostic: Why did it happen? (root cause analysis)

Predictive: What will happen? (forecasting, risk modeling)

Prescriptive: What should we do? (recommendations, optimization)
Predictive analytics represents the transition from reactive to proactive HR management.

Key Predictive Analytics Applications in HR

1. Attrition/Turnover Prediction

Objective: Identify employees at high risk of leaving before they resign
Predictive Variables (Features)

e Demographics: Age, tenure, location, job level
e Performance: Ratings, trend (improving/declining), promotions



e Compensation: Pay level vs. market, pay growth, bonus history
e Engagement: Survey scores, trend over time

e Behavioral: Email/communication patterns, badge swipe data, internal network strength

e Manager: Manager changes, manager effectiveness scores
e Career: Time since last promotion, lateral moves, development opportunities

e External: Labor market conditions, competitor activity
Modeling Approach

e Algorithms: Logistic regression, random forests, gradient boosting, neural networks
e Target Variable: Binary (left/stayed) within specific time window (e.g., 6 months)
e Training Data: Historical employee data with known outcomes

e Output: Attrition probability score (0-100%) for each employee
Model Validation

e Split data: Training (70%), validation (15%), test (15%)
e Evaluate accuracy, precision, recall, AUC-ROC curve
e Test for bias across protected groups

e Monitor model performance over time (model drift)
Business Application

e Prioritize retention interventions for high-risk, high-value employees
e Manager alerts for at-risk team members

e Proactive career conversations

e Targeted retention bonuses or promotions

e ldentify systemic drivers of turnover for policy changes

Example Output:

e Employee A: 85% flight risk, high performer, critical role = Immediate retention
intervention

e Employee B: 75% flight risk, low performer — No intervention, natural attrition
acceptable

e Employee C: 20% flight risk, high performer - Monitor, maintain engagement

2. Performance Prediction
Objective: Forecast future performance based on current indicators
Applications

e New Hire Performance: Predict success before/at hire
e Promotion Readiness: Identify high-potential employees

e Performance Trajectory: Forecast performance improvement/decline
Predictive Variables for New Hire Performance



e Interview scores (structured interviews)

e Assessment results (cognitive, personality, situational judgment)
e Education and prior experience

e Previous employer reputation

e Referral source

e Job-role fit indicators
Predictive Variables for Current Employee Performance

e Historical performance trend

e Learning agility indicators (training engagement, skill acquisition speed)
e Engagement and motivation levels

e Manager quality and support

e Project complexity and challenge level

e Peer network strength
Modeling Techniques

e Regression models for continuous performance scores
e Classification models for performance categories (high/mid/low performer)
e Time series analysis for performance trajectories

e Survival analysis for time-to-high-performer
Business Application

e Hiring: Select candidates with highest predicted performance

e Succession Planning: Build pipeline of future leaders

e Development: Targeted interventions for at-risk performers

e Resource Allocation: Assign critical projects to predicted high performers

3. Workforce Demand Forecasting
Objective: Predict future headcount and skill requirements
Predictive Variables

e Historical headcount growth patterns

e Business revenue/volume projections

e Planned strategic initiatives (expansions, new products)
e Seasonal patterns and cyclicality

e Economic indicators and market conditions

e Technology and automation impact
Modeling Approaches
e Time Series Models: ARIMA, exponential smoothing for trend-based forecasting

e Regression Models: Headcount as function of revenue, production volume, or other
business drivers



Scenario Planning Models: Multiple forecasts under different strategic scenarios
(optimistic, realistic, pessimistic)

Cohort-Based Models: Tracking movement of employee cohorts through the
organization

Machine Learning: Random forests or neural networks incorporating multiple predictors

Forecasting by Dimensions

Total headcount projections
Department/function-level forecasts
Role and skill-specific predictions
Geographic location requirements
Employee level/grade distribution
Full-time vs. contingent workforce mix

Business Application

Strategic workforce planning aligned with business strategy
Proactive recruitment planning and talent pipeline development
Budget planning for compensation and HR investments

Make vs. buy vs. borrow decisions (hire, develop, outsource)
Early identification of talent shortages

Office space and infrastructure planning

Example Forecast: Current State: 1,000 employees Business Plan: 20% revenue growth over 3
years Historical Relationship: 15% revenue growth = 10% headcount growth Attrition Forecast:
15% annual voluntary turnover Predicted Need:

Year 1: +100 new hires (70 for growth, 30 for attrition replacement)
Year 2: +110 new hires

Year 3: +120 new hires

Total workforce in Year 3: ~1,320 employees

4. High Potential Identification
Objective: Predict which employees will be successful future leaders
Predictive Variables

Performance: Consistent high ratings, exceeding expectations

Learning Agility: Speed of skill acquisition, adaptability to new situations
Leadership Behaviors: Observed in current role (even if not formal leader)
Aspirations: Career goals, expressed interest in advancement

Cognitive Ability: Problem-solving, strategic thinking capability
Emotional Intelligence: Self-awareness, empathy, relationship management
Engagement and Motivation: Commitment to organization



e Breadth of Experience: Cross-functional exposure, diverse assignments
e Results Delivery: Track record of successful projects

e Network Strength: Internal relationships and influence
Modeling Approach

e Historical analysis: What distinguished past successful leaders?
e Classification algorithms: Random forests, support vector machines
e Composite scoring models: Weighted combination of multiple factors

e Talent review calibration: Combining algorithmic predictions with managerial judgment
Validation

e Compare predicted high potentials to actual promotion/success outcomes

e Monitor false positives (predicted high-pot who didn't succeed) and false negatives
(overlooked high-pots)

e Assess for demographic bias in predictions
Business Application

e Targeted development investments for high-potential employees
e Succession pipeline building for critical roles

e Retention focus on high-potential, high-risk employees

e Stretch assignments and accelerated career paths

e More equitable talent identification (reducing biases in human judgment)
Example Segmentation:

e 9-Box Grid Enhanced with Predictive Analytics:

o X-axis: Current Performance

o Y-axis: Leadership Potential (predicted probability)

o Top-Right Box (High Performance, High Potential): Succession-ready, invest
heavily

o Top-Middle Box (Moderate Performance, High Potential): Development focus,
provide challenges

o Right-Middle Box (High Performance, Moderate Potential): Valued
contributors, specialist track

5. Recruitment Success Prediction

Objective: Optimize hiring decisions and recruitment investments
Applications a. Candidate Success Prediction

e Predict performance, retention, and cultural fit of candidates

e Variables: Assessment scores, interview ratings, experience match, referral source
b. Source of Hire Effectiveness

e Predict which recruitment channels will yield best candidates
e Variables: Historical quality-of-hire by source, cost per hire, time to fill



c. Offer Acceptance Prediction
e Predict likelihood candidate will accept offer

e Variables: Candidate engagement signals, compensation competitiveness, interview
feedback, candidate characteristics

e Application: Adjust offer strategy, prepare backup candidates
Modeling Example: Quality of Hire Prediction

e Predictive Variables:
o Structured interview scores (behavioral, technical)
Cognitive ability test scores
Personality assessment results (conscientiousness, emotional stability)
Years of relevant experience
Education level and institution reputation
Referral status (employee referral vs. external)
o Culture fit assessment scores

o O O O O

e Target Variable:
o Performance rating after 1 year (composite of manager rating + objective KPIs)
o Retention at 2 years (binary: stayed/left)
o Time to productivity (days until reaching full effectiveness)

e Model Output:
o Success probability score for each candidate
o Rank ordering of candidates by predicted success
Business Application

e Data-driven candidate selection reducing bias

e Optimal allocation of recruitment budget across channels
e Improved offer strategy and acceptance rates

e Faster, more accurate hiring decisions

e Reduced reliance on gut feel in hiring
ROI Example:

e Traditional hiring: 70% of new hires meet performance expectations

e Predictive model-enhanced hiring: 85% meet expectations

e Improvement: 15 percentage points on 200 hires = 30 additional successful hires
e Value: 30 x (average productivity x time with company - cost of bad hire)

e Substantial ROI even with model development and implementation costs

6. Skill Gap and Learning Needs Prediction
Objective: Anticipate future skill requirements and identify learning priorities
Predictive Variables

e Strategic business initiatives and goals
e Technology adoption plans (automation, Al, digital transformation)



Industry trends and disruptions

Competitive landscape shifts

Current skill inventory and proficiency levels

Role evolution patterns (how jobs have changed historically)
Employee career trajectory and aspirations

Modeling Approaches

Job/Task Analysis: Predict how roles will evolve based on technology and business
trends

Skill Adjacency Models: Identify related skills employees can more easily acquire
Demand Forecasting: Project future demand for specific skills based on business plans

Supply Analysis: Predict internal skill supply through development and external supply
through labor market

Business Application

Proactive learning and development program design

Reskilling and upskilling priorities to prepare for future
Strategic hiring focus on skills that can't be developed internally
Career pathing recommendations for employees

Early warning system for skill obsolescence

Example Prediction: Analysis: Company planning digital transformation initiative Current

State:

50 employees with legacy system skills
5 employees with cloud/modern architecture skills Predicted Need (in 2 years):
40 employees with cloud skills

Only 20% of current employees likely to successfully reskill Gap: Need 40, can develop
~10 internally = 30 external hires needed Action:

Launch aggressive cloud upskilling program NOW
Begin recruiting for cloud architects
Plan for legacy skill reduction through attrition

7. Compensation and Pay Equity Prediction
Objective: Ensure fair pay and predict compensation issues
Applications a. Pay Equity Auditing

Predict expected compensation based on legitimate factors (experience, education,
performance, location, role)

Identify unexplained pay gaps across gender, race, or other demographics
Flag potential discrimination before it becomes legal issue

b. Compensation Competitiveness



Predict attrition risk based on pay level vs. market
Identify roles where compensation is uncompetitive
Forecast retention impact of compensation changes

c. Promotion Equity

Predict promotion probability based on performance and tenure
Identify systematic bias in promotion patterns

Predictive Model for Pay Equity

Legitimate Factors: Job role, level, performance ratings, tenure, education, location,
special skills/certifications

Expected Compensation: Regression model predicting fair pay based on legitimate
factors

Actual vs. Expected: Analyze residuals (difference between actual and predicted pay)
Gap Analysis: Examine residuals by gender, race, age
Statistical Significance: Test whether demographic gaps exceed random variation

Example Finding:

Model predicts women should earn $75,000 on average given their qualifications
Actual average for women: $72,000

Male average (similar qualifications): $76,000

Gap of $4,000 not explained by legitimate factors

Action: Conduct deeper audit, implement corrective adjustments, examine
promotion/hiring practices

8. Engagement and Burnout Prediction
Objective: Identify engagement risks before they lead to attrition
Predictive Variables

Engagement survey trends (not just current level, but trajectory)
Workload indicators (overtime hours, email volume, meeting time)
Manager effectiveness scores

Recognition frequency

Development opportunity access

Organizational change events

Team dynamics and collaboration patterns

Time since last promotion or development opportunity

Early Warning Indicators

Sudden decline in engagement scores (even if still above threshold)
Sustained high workload without breaks
Manager changes or leadership instability



e Extended periods without recognition or development
Modeling Approach

e Time series analysis of engagement trends
e Classification models for engagement risk categories (low/medium/high risk)

e Sentiment analysis of employee communications (emails, chat, survey comments) using
natural language processing

e Network analysis of social connections (isolation as burnout predictor)
Business Application

e Proactive manager intervention with at-risk employees

e Workload rebalancing before burnout occurs

e Targeted recognition and development for disengaged segments
e Team-level interventions for systemic engagement issues

Predictive Analytics Implementation Framework
Phase 1: Foundation (Months 1-6)
Data Infrastructure

e Consolidate HR data from multiple systems (HRIS, ATS, LMS, performance, surveys)
e Ensure data quality: completeness, accuracy, consistency
e Historical data collection: Minimum 2-3 years for meaningful models
e Data governance: Privacy policies, ethical guidelines, security
Analytics Capability
e Hire or develop data science skills within HR
e Select analytics tools and platforms (R, Python, statistical software, ML platforms)
e Establish partnerships with IT and business analytics teams

e Training for HR team on analytics concepts
Stakeholder Alignment

e Secure executive sponsorship for predictive analytics

e ldentify business problems where predictive analytics adds value

e Set realistic expectations (predictive models are probabilistic, not perfect)
e Address concerns about privacy, ethics, and algorithmic bias

Phase 2: Pilot Projects (Months 7-12)
Select High-Value Use Cases

e Start with 1-2 use cases with clear business impact
e Common starting points: Attrition prediction, quality of hire prediction

o Criteria: Data availability, business importance, feasibility
Build and Validate Models

e Exploratory data analysis to understand patterns



Feature engineering: Create meaningful predictive variables
Model development using appropriate algorithms
Rigorous validation: Accuracy, fairness, bias testing

Interpret model: What drives predictions? (feature importance)

Pilot Implementation

Deploy model for subset of population or business unit
Provide predictions to stakeholders (managers, recruiters)
Gather feedback on usability and value

Measure business impact of model-informed decisions

Iterate and Improve

Refine model based on feedback and new data
Address limitations and edge cases

Improve explainability and transparency
Document learnings and best practices

Phase 3: Scaling (Year 2+)
Expand Use Cases

Broaden to additional predictive applications
Integrate multiple models for holistic talent management
Move toward prescriptive analytics (recommendations)

Operationalize Models

Embed predictions in HR systems and workflows
Automated scoring and alerts

Manager dashboards with actionable insights
Regular model retraining and monitoring

Build Analytics Culture

Success stories and change management
Training for managers on using predictive insights
Continuous education on data-driven decision making

Governance and Ethics

Ongoing bias monitoring and fairness audits
Transparency about how models work

Human-in-the-loop: Models augment, not replace, human judgment

Regular ethics reviews

Challenges and Considerations in Predictive Analytics
1. Data Quality and Availability



e Challenge: Incomplete, inconsistent, or inaccurate data limits model effectiveness

e Solution: Invest in data infrastructure, data cleaning processes, establish data quality
standards
2. Sample Size and Statistical Power

e Challenge: Small organizations or rare events (e.g., executive turnover) may lack
sufficient data

e Solution: Start with applications where data is abundant, supplement with external
benchmarks, use simpler models
3. Algorithmic Bias and Fairness

e Challenge: Models can perpetuate historical biases (e.g., if past hiring favored certain
demographics)
e Solution: Rigorous bias testing, diverse training data, fairness constraints in algorithms,
regular audits, human oversight
4. Explainability and Trust

e Challenge: Complex models (neural networks, deep learning) are "black boxes";
stakeholders may not trust predictions they don't understand

e Solution: Use interpretable models where possible, provide feature importance, develop
model documentation, gradual adoption to build trust
5. Privacy and Ethics

e Challenge: Predictive analytics involves sensitive employee data; employees may feel
surveilled or manipulated

e Solution: Transparent communication about what's being measured and why, employee
consent where appropriate, strict data security, ethical review boards, avoid invasive
monitoring

6. Change Management

e Challenge: Resistance from managers accustomed to intuition-based decisions

e Solution: Education and training, pilot successes to demonstrate value, position as
decision support (not replacement), involve managers in model design
7. Model Maintenance

e Challenge: Models degrade over time as business conditions change ("model drift")

e Solution: Continuous monitoring of model performance, regular retraining with fresh
data, version control, A/B testing of model updates
8. Overreliance on Models

e Challenge: Treating predictions as certainties, ignoring context or unique circumstances

e Solution: Emphasize probabilistic nature, combine with human judgment, provide
confidence intervals, encourage critical thinking

Best Practices for Predictive HR Analytics
1. Start with Business Problems, Not Data

e Identify where predictions would be most valuable



e Ensure actionability: Can we do something with the prediction?

e Stakeholder involvement from the beginning
2. Invest in Data Quality

e "Garbage in, garbage out™ applies to predictive models
e Data cleaning is unglamorous but critical

e Establish ongoing data quality processes
3. Keep Models Simple and Interpretable When Possible

e Logistic regression and decision trees often perform well and are easily explained
e Use complex models only when they substantially outperform simpler ones

e Explainability builds trust and enables action
4. Validate Rigorously

e Test on hold-out data the model has never seen
e Monitor real-world performance after deployment
e Conduct fairness audits across demographic groups

e Be honest about model limitations
5. Combine Predictions with Human Judgment

e Models provide probabilities, not certainties
e Managers know context models don't capture

e Best results: Prediction + Human insight
6. Ensure Transparency and Ethics

e Communicate to employees about use of predictive analytics
e Provide mechanisms for employees to understand or appeal predictions
e Regular ethics reviews by diverse stakeholders

e Avoid using predictions in punitive ways
7. Iterate and Improve Continuously

e Start small, learn, expand
e Regular model updates as new data arrives
e Incorporate feedback from users

e Stay current with analytics methodologies
8. Measure Impact

e Define success metrics before implementation

e Compare model-informed decisions to traditional approaches
e Calculate ROI of predictive analytics initiatives

e Share results to build support for continued investment

Future of Predictive Analytics in HR
Emerging Trends



e Real-time Analytics: Continuous monitoring and instant insights rather than periodic
reports

e Al-Powered Recommendations: Prescriptive analytics suggesting optimal actions (who
to promote, what to train, whom to assign to projects)

e Natural Language Processing: Analyzing text data (emails, surveys, performance notes)
at scale

e Network Analytics: Mapping organizational collaboration networks to predict innovation,
identify influencers, detect silos

e Wearables and Behavioral Data: Ethical use of workplace sensors to understand
productivity patterns (with consent and privacy safeguards)

e External Data Integration: Combining internal HR data with economic indicators, labor
market data, social media, competitor intelligence

e Explainable Al: Advances in making complex models more interpretable

e Automated Machine Learning (AutoML): Democratizing predictive analytics by
automating model development
Strategic Vision Predictive HR analytics is transforming human resources from a reactive,
administrative function to a proactive, strategic partner. Organizations that develop strong
predictive capabilities will have significant competitive advantages in attracting, developing, and
retaining talent. The future CHRO will be as comfortable with algorithms and models as with
employee relations and organizational development



UNIT 5

1. HR Policies, Procedures, and Guidelines

HR Policies

HR policies are formal statements that define an organization's approach to managing its
workforce. They establish the framework for consistent decision-making and behavior across the
organization.

Key Components:

e Purpose and Scope: Defines what the policy addresses and who it applies to
e Policy Statement: Clear articulation of the organization's position
e Responsibilities: Identifies who is accountable for implementation

e Enforcement: Outlines consequences for non-compliance
Common HR Policies Include:

e Equal Employment Opportunity (EEO) and Anti-Discrimination
e Compensation and Benefits

e Leave and Time-Off (vacation, sick leave, parental leave)

e Performance Management

e Code of Conduct and Ethics

e Workplace Safety and Health

e Disciplinary Action and Termination

e Privacy and Confidentiality

e Social Media and Technology Use
Strategic Importance: Policies serve multiple functions: they ensure legal compliance, create
consistency in treatment of employees, communicate organizational values, reduce liability risks,
and provide clear expectations for behavior and performance.

HR Procedures
Procedures are the step-by-step instructions that operationalize policies. They answer the "how"
questions and provide detailed guidance for implementing policies.

Characteristics of Effective Procedures:
e Specificity: Detailed, actionable steps
e Clarity: Easy to understand and follow
e Accessibility: Readily available to those who need them

e Flexibility: Adaptable to different situations while maintaining consistency
Examples:

e Recruitment and Selection Procedure: From job requisition through offer letter



e Onboarding Procedure: First day through 90-day integration
e Performance Review Procedure: Timeline, documentation, meeting protocols
e Grievance Handling Procedure: Complaint submission through resolution

e Exit Interview Procedure: Resignation through final clearance
HR Guidelines
Guidelines are recommendations rather than mandatory requirements. They provide best practices
and suggested approaches while allowing for managerial discretion.
Distinction from Policies:

e Policies are mandatory; guidelines are advisory
e Policies have consequences for non-compliance; guidelines offer flexibility

e Guidelines allow for contextual judgment and adaptation
Examples:

Best practices for conducting interviews

Recommendations for team building activities

Suggested approaches to conflict resolution

Guidelines for remote work arrangements

2. Key Regulations and Reporting Requirements

Legal Framework

HR departments must navigate a complex regulatory environment that varies by country,
state/province, and sometimes municipality.

Major U.S. Federal Regulations:

Employment and Labor Laws:

e Title VII of the Civil Rights Act (1964): Prohibits discrimination based on race, color,
religion, sex, or national origin

e Age Discrimination in Employment Act (ADEA): Protects workers 40 and older

e Americans with Disabilities Act (ADA): Requires reasonable accommodations for
qualified individuals with disabilities

e Fair Labor Standards Act (FLSA): Establishes minimum wage, overtime pay,
recordkeeping, and child labor standards

e Family and Medical Leave Act (FMLA): Provides eligible employees up to 12 weeks of
unpaid, job-protected leave

e Equal Pay Act: Requires equal pay for equal work regardless of gender
Safety and Health:

e Occupational Safety and Health Act (OSHA): Ensures safe and healthful working
conditions

e Workers' Compensation Laws: State-specific requirements for workplace injury
insurance
Benefits and Compensation:



Employee Retirement Income Security Act (ERISA): Regulates private pension and
health plans

Consolidated Omnibus Budget Reconciliation Act (COBRA): Provides temporary
continuation of health coverage

Affordable Care Act (ACA): Healthcare coverage requirements for large employers

Immigration:

Immigration Reform and Control Act (IRCA): Requires verification of employment
eligibility (1-9 forms)

Key Reporting Requirements:
EEO-1 Report (Equal Employment Opportunity)

Who Must File: Private employers with 100+ employees; federal contractors with 50+
employees

Content: Employee demographic data by job category, race, ethnicity, and gender
Frequency: Annual
Purpose: Monitor workforce diversity and identify potential discrimination patterns

VETS-4212 Report

Who Must File: Federal contractors and subcontractors with contracts of $150,000+
Content: Number of employees by veteran status and job category

Frequency: Annual

Purpose: Track hiring and employment of veterans

OSHA Reports

Form 300: Log of work-related injuries and illnesses

Form 300A: Summary of work-related injuries and illnesses (must be posted annually)
Form 301: Detailed report of individual incidents

Frequency: Ongoing logging; annual summary

Reporting Threshold: Employers with 11+ employees (with some exceptions)

ACA Reporting (Forms 1094-C and 1095-C)

Who Must File: Applicable Large Employers (50+ full-time equivalent employees)
Content: Information about health coverage offered to employees

Frequency: Annual

Purpose: IRS verification of ACA compliance

Wage and Hour Records (FLSA)

Requirements: Maintain records of hours worked, wages paid, and other compensation
Retention: Minimum 3 years for basic records; 2 years for supplementary records
Purpose: Ensure compliance with minimum wage and overtime requirements



Form 1-9 (Employment Eligibility Verification)
e Requirement: Must be completed for all new hires
e Retention: 3 years after hire date or 1 year after separation, whichever is later

e Purpose: Verify identity and employment authorization
International Considerations:

e GDPR (General Data Protection Regulation): EU regulation governing personal data
protection

e Local Labor Laws: Country-specific requirements for contracts, termination, benefits

e Cross-Border Reporting: Additional requirements for multinational organizations
Compliance Best Practices:

1. Establish a Compliance Calendar: Track all filing deadlines
Designate Responsibility: Assign specific compliance tasks to qualified personnel
Maintain Accurate Records: Implement robust HRIS systems
Conduct Regular Audits: Internal reviews to identify gaps
Stay Informed: Monitor regulatory changes through professional associations
Train Managers: Ensure those making decisions understand legal requirements
Document Everything: Maintain thorough records of decisions and actions
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3. Connecting Mission/Goals to HR Benchmarks and Metrics
Strategic Alignment Framework
The Cascading Strategy Model: Organizational mission — Strategic objectives — HR

strategy = HR metrics — Operational KPIs

This alignment ensures that HR activities directly support business outcomes rather than
operating in isolation.

From Mission to Metrics: A Practical Approach

Step 1: Understand the Organizational Mission and Strategic Goals

e What is the organization trying to achieve?
e What are the 3-5 year strategic priorities?

e What capabilities are needed to execute the strategy?
Example:

e Mission: "To be the most customer-centric company in our industry"

e Strategic Goal: Increase customer satisfaction scores by 20% within 2 years
Step 2: Translate into HR Strategic Objectives

e What workforce capabilities are required?

e What talent management initiatives will support this?
HR Objectives for Example:

e Build a high-performing customer service culture
e Attract and retain customer-focused talent

e Develop employee skills in customer engagement
Step 3: Identify Relevant HR Metrics



Metrics should be SMART: Specific, Measurable, Achievable, Relevant, Time-bound
HR Metrics for Example:

Customer service training completion rate

Employee engagement scores (especially customer service departments)
Turnover rate in customer-facing roles

Time-to-fill for customer service positions

Customer service employee performance ratings

Internal promotion rate to leadership in customer service

Categories of HR Metrics
Efficiency Metrics (Operational Excellence)

Time-to-Fill: Average days to fill open positions

Cost-per-Hire: Total recruitment costs divided by number of hires
HR-to-Employee Ratio: Number of HR staff per 100 employees
Training Hours per Employee: Average annual training time
Benefits Administration Cost per Employee

Effectiveness Metrics (Quality and Impact)

Quality of Hire: Performance ratings and retention of new hires

Offer Acceptance Rate: Percentage of candidates who accept offers
Training ROI: Performance improvement or productivity gains from training
Employee Satisfaction with HR Services

Promotion Rate: Internal mobility and career development

Impact Metrics (Business Outcomes)

Revenue per Employee: Total revenue divided by headcount

Profit per Employee: Net profit divided by headcount

Employee Engagement Score: Survey-based measure of commitment and satisfaction
Voluntary Turnover Rate: Percentage of employees who choose to leave

Absenteeism Rate: Percentage of scheduled workdays missed

Employee Net Promoter Score (eNPS): Likelihood to recommend company as employer

Strategic Metrics (Long-term Value)

Leadership Pipeline Strength: Readiness of succession candidates

Diversity Representation: Workforce composition vs. goals

Critical Skills Gap: Difference between required and available capabilities
Talent Acquisition Quality: Performance and retention of new hires over time
Human Capital ROI: Value created per dollar invested in workforce

Benchmarking Approaches
Internal Benchmarking:



Compare metrics across departments, locations, or time periods
Identify best practices within the organization
Track improvement over time

External Benchmarking:

Compare against industry peers or best-in-class organizations
Sources: Industry surveys, professional associations, consulting firms
Consider: Company size, industry, geography, business model

Competitive Benchmarking:

Focus on direct competitors for talent
Particularly important for: Compensation, benefits, employer brand

Functional Benchmarking:

Compare HR functions across industries
Learn from organizations with excellent HR practices regardless of industry

Common Benchmarking Sources:

Society for Human Resource Management (SHRM)
Bureau of Labor Statistics (BLS)

Mercer, Willis Towers Watson, Aon surveys
Glassdoor, LinkedIn data

Industry-specific associations

Creating a Metrics Dashboard
Key Principles:

1.
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Limit to Critical Few: 5-10 key metrics that matter most

Balance Leading and Lagging Indicators: Predict future performance and measure past
results

Ensure Data Quality: Invest in accurate, consistent data collection

Make it Visual: Use charts, graphs, heat maps for quick comprehension

Enable Drill-Down: Allow users to explore underlying data

Regular Review Cadence: Monthly operational, quarterly strategic

Sample Strategic HR Dashboard:

Talent Acquisition: Time-to-fill, Cost-per-hire, Quality of hire

Retention: Voluntary turnover (overall and regrettable), Retention rate of high performers
Development: Internal promotion rate, Training completion rate

Engagement: Employee engagement score, eNPS

Diversity: Representation by level, Pay equity ratio

Productivity: Revenue per employee, Span of control

4. Reporting & Advising: The 4 Rules of Reporting HR Analytics



Rule 1: Know Your Audience

Understanding Stakeholder Needs: Different audiences require different information depth,
format, and frequency.

C-Suite Executives:

e What They Need: Strategic insights, business impact, ROI
e Format: Executive summary, visual dashboards, trend analysis
e Focus: "So what?" and "What should we do about it?"

e Frequency: Quarterly strategic reviews; immediate for critical issues
Senior Leaders/Business Unit Heads:

e What They Need: Department-specific metrics, competitive data, action
recommendations

e Format: Detailed reports with context, benchmarks, and comparisons
e Focus: How HR metrics relate to business unit performance

e Frequency: Monthly or quarterly
HR Team:

e What They Need: Operational metrics, process efficiency, detailed analytics
e Format: Comprehensive reports, raw data access
e Focus: Process improvement, compliance, day-to-day management

e Frequency: Weekly or monthly
Line Managers:

e What They Need: Team-specific data, actionable insights, best practices
e Format: Simple dashboards, trend reports, practical guidelines

e Focus: Managing their teams effectively

e Frequency: Real-time access to team data; periodic summary reports

Employees:
e What They Need: Transparency on programs, career opportunities, benefits
e Format: Summaries, FAQs, self-service portals
e Focus: Personal relevance and organizational context

e Frequency: Ongoing access; updates as needed
Tailoring Communication:

e Use business language, not HR jargon

e Connect to business outcomes the audience cares about
e Adjust technical depth to audience sophistication

e Consider cultural and organizational context

Rule 2: Tell a Story with Data



The Narrative Structure: Good HR reporting isn't just data presentation—it's storytelling that
drives action.

Story Elements:

1. Context (The Setup)

e Where are we now?
e What's the baseline?

e What's happening in the business environment?
Example: "Over the past 12 months, our customer service department has experienced significant
growth, adding 150 employees (a 40% increase) to support our new product launch."
2. Complication (The Challenge)

e What problem or opportunity exists?

e Why does it matter?
Example: "However, this rapid growth has brought turnover in customer service to 32%,
significantly higher than our company average of 18% and industry benchmark of 22%."
3. Data/Analysis (The Evidence)

e What does the data show?

e What patterns emerge?

e What are the root causes?
Example: "EXxit interviews reveal that 65% of departing employees cite inadequate training as a
primary reason for leaving. Our analysis shows that employees who completed our enhanced
onboarding program had 40% lower turnover in their first year."”
4. Recommendation (The Solution)

e What should we do?

e What are the expected outcomes?

e What resources are needed?
Example: "We recommend implementing the enhanced onboarding program department-wide,
which will require an additional investment of $50,000 but is projected to reduce turnover by 10
percentage points, saving an estimated $400,000 in replacement costs annually.”

5. Call to Action (The Next Steps)
e Who needs to do what by when?

e How will we measure success?
Example: "We're seeking approval to expand the program, with implementation beginning next
quarter. We'll track 90-day turnover rates and employee satisfaction scores monthly to measure
impact."”
Storytelling Techniques:

e Use Comparisons: Before/after, us vs. competitors, goals vs. actuals

e Highlight Trends: Show direction over time, not just current state

e Emphasize Outliers: Draw attention to exceptional results (positive or negative)

e Provide Context: Explain external factors affecting the data



e Make it Personal: Use anonymized employee stories or testimonials when appropriate

Rule 3: Focus on Actionable Insights, Not Just Data
The Insight Hierarchy:
Level 1: Data Raw numbers without context Example: "Turnover is 15%"
Level 2: Information Data with basic context Example: "Turnover increased from 12% to 15%
this year"
Level 3: Analysis Explaining what the data means Example: "Turnover increased from 12% to
15% this year, primarily driven by departures in our engineering department, where it reached
22%"
Level 4: Insight Understanding why it matters and what's driving it Example: "Engineering
turnover of 22% is costing us $2.2M annually in replacement costs and causing project delays.
Exit data reveals compensation and career growth as primary drivers. Competitors are offering
15-20% higher salaries for similar roles.”
Level 5: Actionable Recommendation Clear path forward with expected impact Example: "To
address engineering turnover, we recommend: (1) Conducting a compensation benchmarking
study and adjusting salaries to the 60th percentile (estimated cost: $500K); (2) Implementing
technical career ladders to provide growth without management (cost: $50K); (3) Enhancing
project variety and autonomy. Expected outcome: Reduce engineering turnover to 15%, saving
$700K net annually and reducing project delays."
Characteristics of Actionable Insights:
Specific:

e Avoid: "We need to improve retention”

e Better: "We should implement stay interviews with high performers in Q1"
Relevant:

e Connect to business priorities
e Address problems leaders can actually solve
Timely:
e Provide insights when decisions can still be influenced

e Use leading indicators to enable proactive responses
Contextual:

e Include benchmarks, trends, and comparisons

e Explain external factors (labor market, industry trends)
Forward-Looking:

e Move beyond describing what happened to predicting what will happen

e Use predictive analytics when possible
Practical Questions to Ask:

e "What decision does this information support?"
e "What would we do differently based on this insight?"
e "Who needs to take action and what action should they take?"



e "What's the cost of inaction?"

Rule 4: Ensure Data Quality and Integrity

The Garbage In, Garbage Out Principle: Analytics are only as good as the underlying data.
Poor data quality undermines credibility and leads to bad decisions.

Data Quality Dimensions:

Accuracy:

e Data correctly represents reality
e Free from errors and mistakes

e Validation: Regular audits, reconciliation with source systems
Completeness:

e Allrequired data is present
e No missing values in critical fields

e Validation: Monitor completion rates, follow up on gaps
Consistency:

e Data is uniform across systems and time periods
e Definitions remain stable

e Validation: Cross-system checks, standardized data dictionaries
Timeliness:

e Data is current and up-to-date

e Available when needed for decisions

e Validation: Monitor data freshness, automated updates
Validity:

e Data conforms to defined formats and rules

e Falls within acceptable ranges

e Validation: Format checks, range validations, logic rules
Reliability:

e Data is dependable and trustworthy

e Consistent measurement methodology

e Validation: Reproducible results, documented processes

Data Governance Framework:
1. Establish Data Standards

e Create data dictionaries defining each metric
e Standardize calculation methodologies
e Document data sources and update frequencies

e Define data ownership and accountability
2. Implement Controls



e System validations and edit checks
e Required fields and format specifications
e Approval workflows for data changes

e Access controls and security measures
3. Monitor Quality

e Regular data quality audits
e Exception reporting for anomalies
e Trend analysis to identify issues

e User feedback mechanisms
4. Maintain Documentation

e Data lineage (where data comes from)

e Transformation rules (how data is processed)
e Business rules and calculations

e Change logs and version control

Common Data Quality Challenges in HR:
Challenge: Multiple systems of record Solution: Establish clear system of record hierarchy;
implement data integration tools
Challenge: Manual data entry errors Solution: Automation, validation rules, standardized
templates
Challenge: Inconsistent definitions across departments. Solution: Centralized data dictionary;
governance committee
Challenge: Historical data gaps. Solution: Documented data collection start dates; avoid
longitudinal comparisons where data is incomplete
Challenge: Self-service reporting leading to inconsistent calculations Solution: Certified metrics
library; controlled reporting tools
Building Trust in HR Analytics:

1. Be Transparent: Explain methodologies and limitations

2. Admit Uncertainty: Acknowledge when data has gaps or quality issues
Show Your Work: Provide supporting details and calculations
Validate Results: Cross-check surprising findings before reporting
Continuous Improvement: Act on feedback to enhance data quality
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5. The Importance of Data Visualization in HR Analytics
Why Visualization Matters
Cognitive Science Principles:

e Visual Processing: Humans process visual information 60,000 times faster than text

e Pattern Recognition: Visual formats help identify trends, outliers, and relationships
quickly
e Memory Retention: People remember 80% of what they see vs. 20% of what they read



e Cognitive Load: Good visualizations reduce mental effort required to understand data
Business Benefits:

e Faster Decision-Making: Quick comprehension enables rapid response

e Improved Communication: Universal language that crosses functional boundaries
e Enhanced Engagement: Visual dashboards are more engaging than spreadsheets

e Increased Adoption: Stakeholders more likely to use and trust well-presented data

Principles of Effective Data Visualization
1. Choose the Right Chart Type
Comparison:

e Bar Charts: Compare values across categories (e.g., turnover by department)

e Grouped Bar Charts: Compare multiple series across categories (e.g., turnover by
department and year)

e Stacked Bar Charts: Show part-to-whole relationships
Trend Over Time:

e Line Charts: Show continuous data over time (e.g., monthly hiring trends)
e Area Charts: Show cumulative totals or volume over time

e Sparklines: Compact trend indicators embedded in tables
Part-to-Whole:

e Pie Charts: Show simple proportions (limit to 5-6 categories maximum)
e Donut Charts: Similar to pie but allows central text

e Treemaps: Show hierarchical part-to-whole relationships
Distribution:

e Histograms: Show frequency distribution (e.g., salary ranges)
e Box Plots: Display data distribution and identify outliers

e Scatter Plots: Show relationship between two variables (e.g., tenure vs. performance)
Geographic:
e Heat Maps: Show intensity across regions (e.g., turnover by location)

e Choropleth Maps: Color-coded maps showing regional differences
Hierarchical:

e Organization Charts: Show reporting structures

e Sunburst Charts: Multi-level hierarchical data
KPI Displays:

e Gauges: Show single metric against target

e Bullet Charts: Compact performance indicators

e Number Cards: Highlight single important metric
2. Simplify and Focus
Less is More:



e Remove chart junk (unnecessary decorations)
e Eliminate redundant labels
e Use white space effectively

e Limit to one main message per visualization
The 5-Second Rule: If viewers can't grasp the main point within 5 seconds, simplify.
3. Use Color Strategically
Color Psychology and Best Practices:

e Green: Positive, on-track, growth
e Red: Negative, alert, problem

e Yellow/Orange: Warning, caution
e Blue: Neutral, calm, professional

e Gray: De-emphasis, context
Guidelines:

e Limit color palette (3-5 colors maximum)
e Use color to highlight, not decorate

e Ensure colorblind-friendly combinations
e Maintain consistency across dashboards

e Use saturation to show intensity
4. Provide Context
Essential Context Elements:

e Baselines: Show starting point or previous period
e Benchmarks: Include industry standards or goals
e Targets: Display objectives or thresholds

e Annotations: Mark significant events or changes

e Reference Lines: Show averages, medians, or goals
Example: Instead of showing "Turnover = 15%", show:

e Current turnover: 15%

e Previous year: 12%

e Industry benchmark: 18%
e Company goal: 10%

e Trend over past 12 months
5. Ensure Accessibility
Design for All Users:

e Use high contrast ratios

e Avoid relying solely on color (use patterns, shapes)
e Include alt text for screen readers

e Make interactive elements keyboard-accessible



e Test at different screen sizes and resolutions
Dashboard Design Best Practices
Layout Principles:
Visual Hierarchy:

e Place most important information top-left (Western reading pattern)
e Use size to indicate importance
e Group related metrics together

e Progressive disclosure (summary to detail)
The Z-Pattern: Eyes naturally follow a Z-pattern, so:

e Top left: Most critical metric

e Top right: Second most important

e Bottom left: Supporting information

e Bottom right: Call to action or detail link

Consistency:
e Standardized color schemes across dashboards
e Consistent chart types for similar data
e Uniform font sizes and styles

e Regular layout structure
Interactivity:

e Filters: Allow users to customize views (date range, department, location)
e Drill-Down: Enable exploration from summary to detail
e Hover Details: Show additional context on mouseover

e Cross-Filtering: Link related visualizations
Common Visualization Mistakes to Avoid
1. Misleading Scales

e Truncated y-axes that exaggerate differences
e Inconsistent scales across comparison charts

e Solution: Start at zero for bar charts; clearly label when not
2. 3D Charts

e Distort perception of values
e Add visual complexity without benefit

e Solution: Use 2D charts almost always
3. Too Much Information

e Cluttered dashboards overwhelm users
e Every element competes for attention

e Solution: Multiple focused dashboards over one complex one
4. Inappropriate Chart Types



e Pie charts for too many categories
e Line charts for non-continuous data

e Solution: Follow chart type guidelines
5. Lack of Context

e Numbers without comparison points
e Trends without time ranges

e Solution: Always include benchmarks, goals, or historical context
6. Poor Color Choices

e Low contrast making text unreadable

e Too many colors causing confusion

e Non-colorblind-friendly palettes

e Solution: Test with colorblind simulators; limit palette

Tools and Technologies
Enterprise Bl Platforms:

e Tableau: Powerful, flexible, excellent visualization capabilities
e Power BI: Microsoft integration, cost-effective, growing capabilities

e Qlik: Associative data model, strong discovery features
HRIS-Integrated Analytics:

e Workday: Built-in analytics for Workday customers
e SAP SuccessFactors: People Analytics module

e Oracle HCM: Analytics Cloud
Specialized HR Analytics:

e Visier: Purpose-built for workforce analytics
e One Model: HR analytics and workforce planning

e Crunchr: European-focused HR analytics platform
Open Source/Coding:

e R with ggplot2: Highly customizable, reproducible
e Python with matplotlib/seaborn: Flexible, programmable

e D3.js: Web-based, interactive visualizations
Spreadsheet Tools:

e Excel: Widely accessible, improving visualization capabilities
e Google Sheets: Collaborative, cloud-based

Building an HR Analytics Visualization Strategy
Step 1: Inventory Stakeholder Needs

e What decisions do different audiences make?
e What information do they need to make those decisions?



e How do they prefer to consume information?
Step 2: Prioritize Metrics

e Identify the vital few metrics that matter most
e Eliminate vanity metrics that don't drive action
e Create metric hierarchy (strategic — operational — diagnostic)
Step 3: Design Dashboard Architecture
e Strategic Dashboard: C-suite, quarterly review, 5-8 key metrics
e Operational Dashboards: HR team, weekly/monthly, process metrics

e Analytical Reports: Deep-dive analysis, ad-hoc, detailed exploration
Step 4: Establish Design Standards

e Create style guide (colors, fonts, layouts)
e Standardize chart types for common use cases

e Build template library
Step 5: Implement and Iterate

e Start with one high-value dashboard
e Gather user feedback systematically
e Continuously refine based on usage and needs

e Measure dashboard adoption and impact
Step 6: Build Capability

e Train HR team on analytics tools
e Develop data literacy across organization
e Create community of practice for sharing best practices
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