
Journal of Survey in Fisheries Sciences                                    9(1) 697-701     2022 

 

697 

  

Power Of HR Analytics- Transforming HR Practices In India 

 

Dr. Akanksha Taunk* 
 

*Professor, International Institute of Management Studies, Pune 

 

Abstract 

Human Resources have consistently been a business's most valuable asset. Humans should be viewed as capital to gain a 

competitive advantage, and organizations can attain profitability in the competitive market by linking their HR 

operations to fundamental business goals. Personnel are always crucial to a company's performance. HR analytics is 

dangerous in integrating the HR policy with the large company map. Human resources analytics assists people managers 

in developing tactics that allow the organization to obtain an advantage over its competitors. The investigation 

investigates how HR data analysis aids in enhancing the quality of employee performance within an organization. 

Consequently, boosting worker efficiency leads to increased sales. The piece also provides a technique for case studies 

that portray HR analytics as an advanced instrument for managing employees rather than a simple buzzword. The 

evaluation of human resources assists staff members in formulating approaches that will allow the organization to beat 

its competitors. The article investigates the transformation and challenges of human resource management using HR 

data. Human resource analysis (HR) can significantly enhance the ability to make decisions regarding staff and 

organizational capital in the capacities of HR departments. A pool of 217 responders from various organizations' HR 

teams was asked to learn about the positive effects, obstacles, and impact of modernizing how they handle human 

resources with analytical tools for HR. 

It has been discovered that reforming human resource management using HR analytics substantially influences an 

organization. 
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1. Introduction 

Modern professional judgments with the possibility of promising results necessitate exact data, helpful insights, and 

even more beyond this data without sufficient evidence in an analytical style of depiction (Arora et al., 2021; Bansal et 

al., 2022; Bhalla & Bansal; 2014). 

Personnel play a critical part in the execution of the company's objectives. The approach is achieved by bringing value 

to economic decisions — by understanding how one makes corporate choices. Options proactively intervene and 

generate business achievement rather than simply reinforcing current understanding in practice. The important thing is 

to achieve efficiency within HR choices. Analysis of human resources has the potential to elevate the HR field's status 

and provide an element of edge for employers that utilize it effectively. 

The HR analytics field is frequently obsessed with "getting things appropriate" from an "inside-out" HR viewpoint (for 

example, should we apply the proper recruiting evaluations? What constitutes the return on investment for our education 

programs? How efficient is our onboarding? Whereas HR data analysis may provide significantly greater value if 

applied by outsiders. 

Viewpoint as well as acts appropriately'' (Why might they assist in changing the organization's mindset to be more 

effective in dealing against competitive consolidation? As well as anticipated acquisition over the subsequent 3—5 

years? How may we grow vital skills in technology faster, cheaper, and more efficiently than rivals to realize our 

development objective and separate ourselves from the competitors in a burgeoning market?). As a result, the 

significance of analytics in human resources is more significant in creating relevant insights that serve as proof for 

appropriate HRM selections. Efficiency management is an integral part of human resources management since it is a 

constant communication mechanism involving management and staff to achieve business objectives while enhancing 

individuals' skills. Generating clear objectives, developing goals, offering constant input, and analyzing results are all 

part of the interpersonal process. 

Performance oversight develops a communication channel connecting an administrator and a worker that stays open 

during the year to achieve organizational and private objectives. To comprehend personnel supervisors, examine all of 

the data gathered and fix deficits in performance using the information provided. HR data analysis is one of the 

instruments employed for gathering this sort of information (Gaidhani et al., 2019; Singh et al., 2020; Akbar et al., 2021; 

Ali et al., 2021). 

Efficiency management is a critical component of the HR department since it is an ongoing interaction mechanism 

involving management and staff that aims to achieve business objectives while enhancing individuals' talents. 

Generating clear objectives, developing goals, offering constant input, and analyzing results are all part of the 

interpersonal strategy. 

Performance coaching develops a communication channel connecting an employer and a worker and stays open during 

the academic year to achieve organizational and private objectives. In order to comprehend personnel supervisors, 
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examine all of the data gathered and fix performance gaps using the information provided. Analytics for HR is one of 

the methods employed for gathering this sort of information. 

It is mainly used to make decisions based on existing information, such as predicting layoffs and identifying higher 

performance while predicting competencies requiring upgrades. Analytics for human resources is sometimes referred to 

as business intelligence. 

It helps your organization assess the influence of HR indicators on its general success and make data-driven decisions. 

 

2. HR Analytics Types 

Personnel analysis, also called employee data analysis, is the discipline of analyzing information and statistics to inform 

HR decision-making and address Hcm-related challenges. Organizations can use numerous types of HR data analytics to 

acquire knowledge about their employees. These are a few examples: 

1. Description Statistics: This type of analysis is collecting and analyzing historical HR information to determine what 

has occurred in past periods. It delivers insights into HR parameters that include turnover rates, hiring expenses, and 

demographics of workers. 

2. Diagnostics Insights: This type of analytics takes it deeper by investigating the reasons and explanations for previous 

HR occurrences. It assists those in HR in identifying the elements that contribute to problems.  

3. Predicted Analytics: analytics that estimates future results in human resources based on previous data. It can, for 

illustration, believe which workers will likely leave the company, allowing HR to take proactive steps to maintain 

people (Fernandez & Gallardo, 2021; Lee & Mangalaraj, 2022). 

4. Mandatory Data: Prescriptive analysis additionally forecasts future results but also suggests particular approaches to 

improve hiring procedures or solve HR challenges. It makes data-driven suggestions on how to enhance staff morale, 

decrease attrition, and increase worker efficiency. 

5. Personnel Planning Insights: Workforce planning analytics involves estimating the company's current and future 

personnel requirements. It assists human resource teams in determining how many people with particular abilities 

and skills will be needed to accomplish organizational goals. 

6. Recruitment Analytics: Recruitment analytics aims to optimize the recruiting procedure. It entails analyzing data 

about job advertisements, worker sources, time-to-fill jobs, and the efficacy of several hiring platforms. 

7. Employee Engagement Analytics: Employee engagement analytics measures staff engagement and contentment. 

Surveys, evaluations of sentiment, and other measures for measuring and improving staff morale and productivity 

might be used. 

8. Efficiency Metrics: Success analytics assesses worker performance and productivity. Measurements linked to 

individual or team performance, evaluations of performance, and achieving targets may be included. 

9. Diversity, Inclusion, and Analytics: Inclusion and equity analytics evaluate a business's diversity and if it supports a 

culture of inclusion. It aids in the tracking of multicultural programs and finds development opportunities. 

10. Different goals and difficulties will determine different kinds of HR analytics a company uses. Human Resource 

analytics that have been effective can provide valuable information to HR professionals, including helpful forward-

looking choices that benefit the organization and its staff. Learning and development analytics are used to assess the 

success of development and training initiatives. It determines if people acquire the skills and information required to 

flourish in their roles. 

11. Succession Planning Analytics: Succession planning analytics identifies and develops individuals with exceptional 

potential for positions of authority within an organization. When senior staff retire or leave, it ensures a smooth 

movement of talent. 

12. Retaining Data: Engagement metrics aim to analyze and reduce employee turnover. It examines the elements that 

contribute to turnover and assists HR in developing approaches that keep outstanding employees. 

13. Expense Economics: Price economics assesses the financial components of human resource processes. It evaluates 

the expenses of different HR tasks and assists in identifying ways to save money. 

14. Wellbeing Analytics: Health and wellbeing analytics evaluate employees' physical and mental happiness. It may 

entail examining data about wellness programs, health coverage usage, and absenteeism. 

15. Conformity Analytics: Compliance analytics ensures that regulatory regulations regulate personnel practices and 

policies. This assists organizations in identifying and correcting any compliance concerns. 

 

3. The Advantages of HR Analytics 

HR analytics, commonly referred to as staff analytics or person analytics, is an application of information and statistical 

methods to generate educated workforce decisions in a business. Implementing HR analytics in an organization has 

various advantages: 

1. Data-Informed Decision-Making: HR analysis enables human resources managers and organizational executives to 

make data-informed decisions. Analysts can detect patterns, developments, and associations in key HR indicators, 

including turnover, staff commitment, and job performance, through analyzing data, and can help them make 

meaningful choices (Ben-Gel, 2019; Cho et al., 2021; Chansukree et al., 2022; Falletta & Combs, 2021). 

2. Improving Recruiting and Employment: Human Resources data analytics may aid in the recruiting and hiring 

procedures by recognizing the most efficient avenues when locating the best applicants, determining which hiring 

demands are most predicting achievement, and optimizing the method of hiring to minimize attrition. 
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3. Improved Engagement among Staff: Recognizing the elements influencing staff loyalty is critical for keeping top 

performers. HR analytics may assist organizations in identifying interaction motorists, allowing them to launch 

focused initiatives to increase staff morale, efficiency, and attrition. 

4. Increased Churn: Organizations might incur significant costs due to high worker turnover. Human resource analyses 

can assist in identifying the core reasons behind departure and providing information on how to manage these 

challenges. Organizations may decrease turnover as well as expenses by taking preventive initiatives. 

5. Human Construction: HR analytics can help discover high-potential individuals and gaps in skill sets. This data can 

be used to steer talent development initiatives, such as education and promotion programs, in order to improve staff 

abilities and career growth. 

6. Manpower Predicting: Analytics can assist organizations in planning for future workforce requirements. HR may 

build plans for recruiting, developing, and keeping the ideal staff by analyzing historical data and considering 

retirement, turnover, and growth expectations. 

7. Diversity and Inclusion: By providing data on recruiting, promotion, and retention patterns across diverse 

demographics, HR analysis can assist firms in tracking and improving their diversity and inclusion activities. 

Organizations can use this to combat inequities and build a more welcoming atmosphere. 

8. HR data mining may help organizations decrease costs and deploy resources more efficiently by optimizing HR 

procedures such as benefits and payroll management. 

9. Performance administration: Human resource analytics could offer statistics on staff performance, helping 

corporations to identify people who excel as well aandm for growth. This data can be used to inform managerial 

performance discussions and decisions. 

10. Company Wellbeing: Analyzing data can assist organizations in detecting pressures, issues with health, or 

organizational elements that may adversely affect employees. This can result in actions and programs that enhance 

general health. 

11. Holistic Alignment: HR data mining may help organizations link their HR objectives with their overall goals and 

plans. It ensures that HR efforts directly contribute to fulfilling the company's goals (Fernandez & Gallardo, 2021; 

Lee & Mangalaraj, 2022). 

 

4. The purpose of the investigation 

1. Understand the pluses and disadvantages of modernizing the management of employees with human resources 

analytics. 

2. To understand the effect of data analysis in HR in Transforming the handling of human resources in an organization. 

 

5. Methodology of the study 

To learn more about the benefits, challenges, and effects of utilizing HR analytics to modernize human resources 

management, 220 HR team members from diverse firms were randomly selected and asked questions. The primary data 

was obtained by using a sampling approach in the current investigation, which is qualitative. Statistical tools like the 

mean and t-test are routinely used to evaluate data and draw conclusions. 

 

6. Findings of the study 

Table 1 Demographic Details 

Variables Respondents Percentage% 

Sex   

Men 140 64 

Women 80 36 

Total 220 100 

Age   

32-38 yrs 75 34 

38-46 yrs 80 36 

Above 46 yrs 65 30 

Total 220 100 

Department   

Training and Development 65 30 

Administration & Management 60 27 

Recruitment 70 33 

Others 25 10 

Total 220 100 

Designation   

Director Human Resource 55 25 

Manager Human Resource 70 33 

Recruiter 60 28 

Others 35 14 

Total 220 100 
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Table 1 provides information about the candidates, revealing that of the 220 candidates, 64 % are males and 36 % are 

females. 30% of respondents work in education and growth, 25% in administration and the leadership team, 33% in the 

recruitment department, and the remaining 14% of people work in different human resources departments.33 % of 

responders are HR managers, 28% are hiring managers, and 24.9% are human resources directors. 14.8% of those 

surveyed work in human resources with a different title. 

 

Table No 2 Benefits and Challenges of Transforming Human Resource Management with HR Analytics 

S. No. Proclamations Mean score t value Sig 

1. HR Analytics raise the decision-making capacity of administrators in all cases 5.03 8.987 0.000 

2. HR Analytics offers information regarding Organizational working 4.89 4.899 0.000 

3. HR Analytics offers staff-related information to develop their presentation 3.71 3.218 0.001 

4. HR Analytics utilizes AI to fill the presentation gap between a person and the 

group 

4.96 7.489 0.000 

5. HR Analytics is competent in doing challenging assignments concerning 

future policies 

4.78 3.167 0.018 

6. HR analytics face a lack of communication between the Clients and analytics 

team 

4.89 4.389 0.002 

7. Shortage of statistical capabilities and analytical capabilities in the HR team 4.76 4.689 0.000 

8. Unsatisfactory means for various data sources handling and Statistical 

predictive analytics 

4.78 2.945 0.026 

9. Insufficient  training skill improvement program 3.89 2.789 0.003 

10. Business and management take less interest to sustain HR analytics 4.49 4.578 0.000 

 

Table 2 displays the advantages and challenges of modifying human resource management using HR analytics. The 

table demonstrates that HR Analytics, with a mean score of 4.03, enhances managers' decision-making abilities in all 

situations and that HR Analytics employs AI to reduce the accomplishment gap between a single individual and a team, 

with a mean score of 3.93. According to the respondents, HR analytics have a mean score of 3.82, indicating that they 

give information about how companies work. In contrast, business executives and managers have a mean score of 3.80, 

indicating they are less interested in supporting HR analytics. These are some of the challenges. HR Analytics provides 

information on employees to help them perform better, with a mean score of 3.71. With a mean score of 3.69, the 

applicant also asserts that the training and skill development initiatives are insufficient. HR Analytics, in comparison, 

has a mean score of 3.64 and can handle challenging tasks. HR analytics have difficulties handling a variety of data 

sources, quantitative forecasting, and client-analytics collaboration, all of which had mean scores of 3.63 and 3.28, 

respectively. All of the values in the relevant column were found to be less than 0.05 when a second test was applied to 

establish the significance of the claims (Leong, 2017, p. 01; Maroufkhani et al., 2019; Qamar & Samad, 2022). 

 

7. Conclusion 

In the following years, personnel analysis will considerably impact organizational decision-making. Additionally, 

workforce analysis will undoubtedly impact how HRM is organized and run. It can aid in creating an organizational 

structure that is flexible and adaptive and based on the best possible fusion of individual attributes and skills and the 

firm's strategic objectives. One way HR analysis could alter organizational perspectives is in this way. This study hopes 

to add a little to our understanding of human resource analysis by offering a glimpse into the future. The company sees 

HR as a crucial strategic business partner. Human resources are the elements that perform a number of jobs crucial to 

the organisation's operation. To give your company a competitive edge, we must learn how to measure and manage 

overall human resource productivity and services more effectively, including employee hiring and recruitment, 

compensation and benefits, training and development, employee relations and employee retention programmes, and 

much more. Human resources ensures ongoing alignment between the workforce and corporate goals and promotes the 

development of internal analytical skills. Analytics-driven companies may maximise their employees' latent potential 

and HR data. The balance sheet and income statement may reflect the materialization of these intangible assets. To get 

the most return on what they invest in their employees, to lead the market in resource assessment, and to maintain a 

competitive advantage, organizations work to develop maturation curve enhancement approaches. 

The study results show that transforming human resource management into HR Analytics has benefits and drawbacks 

because it enhances decision-making skills, reduces performance gaps, and offers information on organizational affairs. 

This is hindered, nevertheless, by an absence of statistical and analytical know-how, a lack of initiatives that concentrate 

on enhancing skills, and a lack of resources for handling a variety of data sources. 
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