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Analytics essentially represent information gained 
through the systematic analysis of data.  Their use 
has expanded a great deal with the advent of 
computer tracking software which has made it 
easier than ever to collect data.  This can create its 
own set of problems as organizations need to be 
able to sift through this information to ensure that 
the RIGHT data is tracked for interpretation.  
Through the course of this article, we will look at 
and examine some of the areas in which human 
resources (HR) can leverage the use of analytics, as 
well as some potential issues your organization 
may encounter when using analytics. 
 
Part of the problem with traditional HR analytic 
software, is that it is often disassociated from other 
data which the company collects.  This is especially 
true in regard to outcome measurement.  HR 
analytics generally look at the costs associated 
with items such as recruitment or training, but 
doesn’t measure their effect on sales per se.  This 
approach does not dissuade the popular opinion 
that HR represents a cost center.  In an era where 
everything must be backed up by proof, the types 
of analytics organizations keep reaffirm this 
notion.   
 
In order to move beyond this old fashioned idea, 
we need to start asking different questions.  For 
instance: 

 What was the return on investment from 

the management training program? 

 How has the training program affected staff 

morale, engagement, production, etc.? 

 How does a reduction in turnover impact 

the bottom line? 

 What is the turnover rate based on 

position?  Or department? Or Organization? 

Asking the right questions is only a small part of 
what analytics can do for your organization.  
Interpreting the data correctly provides valuable 
context as to what areas the organization needs to 
address.  Thus, HR can perform more efficiently by 
being able to use a scalpel rather than a hammer.  
Increasing the efficiency of the HR department 
allows for greater focus on the future rather than 
managing the day to day.   
 
By looking at the past, analytics provide an 
understanding of where the organization stands 
and where it can improve.  Reviewing historical 
empirical data allows for the setting of a more 
efficient organizational direction in addition to 
providing opportunity to abandon antiquated, 
irrelevant and useless methods or processes.  
Moreover, it allows for greater understanding of 
the achievement of strategic goals as well as 
improved information to set those goals in the first 
place.   Analytics permits for the finding of 
patterns, which can help anticipate the future and 
ultimately make better decisions.  It assists HR 
professionals in providing visuals and 
recommendations in the language that senior 
management is familiar with.  However, just like a 
strategic plan, analytics are only useful if they 
make it off the shelf and become an active part in 
the day-to-day operations of the organization. 
 
Although there are many benefits that exist in 
increasing the focus on analytics, as with any 
change, your organization may face some 
resistance.  It is important that you do not simply 
reduce your employees to numbers.  Things like 
initiative, enthusiasm and commitment usually 
cannot be quantified by statistics.  Analytics serve 
as an important tool; however it should not be the 
sole method of managing employees.  Additionally, 
careful consideration must be paid to ensuring that 



2 
 

the measurement process does not demotivate 
and/or demoralize employees.   
 
Today’s digital world is making it easier than ever 
to track data.  HR needs to leverage the power of 
this capability if it hopes to shed its traditional and 
longstanding “cost center” label.  Analytics provide 
a powerful diagnostic and forecasting tool for 
organizations that was unavailable in years past.  
Problem-solving can be increased significantly 
simply from having access to relevant data.  HR 
professionals who are able to ask the right 
questions and interpret the data correctly will 
ensure that their organizations remain in the 
vanguard in this ever changing world we live in.   


