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HR analytics is the process of collecting and analyzing Human Resource (HR) 

data in order to improve an organization’s workforce and interpreting data related 

to human resources. This analysis gives you insights into your team and informs 

decision-making. Leveraging analytics techniques and technologies, your team can 

extract valuable information from various HR sources including employee 

demographics, performance metrics, recruitment data, and engagement surveys. 

This method of data analysis takes data that is routinely collected by HR and 

correlates it to HR and organizational objectives. Doing so provides measured 

evidence of how HR initiatives are contributing to the organization’s goals and 

strategies. 

For example, if a software engineering firm has high employee turnover, the 

company is not operating at a fully productive level. 

It takes time and investment to bring employees up to a fully productive level. 

HR analytics provides data-backed insight on what is working well and what is not 

so that organizations can make improvements and plan more effectively for the 

future. 

Why is HR analytics needed? 

Most organizations already have data that is routinely collected, so why the need 

for a specialized form of analytics? Can HR not simply look at the data they 

already have?Unfortunately, raw data on its own cannot actually provide any 

useful insight. It would be like looking at a large spreadsheet full of numbers and 

words.Without organization or direction, the data appears meaningless.Once 

organized, compared and analyzed, this raw data provides useful insight. 

They can help answer questions like: 

• What patterns can be revealed in employee turnover? 

• How long does it take to hire employees? 
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• What amount of investment is needed to get employees up to a fully 

productive speed? 

• Which of our employees are most likely to leave within the year? 

• Are learning and development initiatives having an impact on employee 

performance? 

Examples in HR analytics 

How can HR Analytics be used by organizations? 

Let’s take a look at a few examples using common organizational issues: 

1. Turnover 

When employees quit, there is often no real understanding of why. 

There may be collected reports or data on individual situations, but no way of 

knowing whether there is an overarching reason or trend for the turnover. 

With turnover being costly in terms of lost time and profit, organizations need this 

insight to prevent turnover from becoming an on-going problem. 

HR Analytics can: 

• Collect and analyze past data on turnover to identify trends and patterns 

indicating why employees quit. 

• Collect data on employee behavior, such as productivity and engagement, to 

better understand the status of current employees. 

• Correlate both types of data to understand the factors that lead to turnover. 

• Help create a predictive model to better track and flag employees who may 

fall into the identified pattern associated with employees that have quit. 

• Develop strategies and make decisions that will improve the work 

environment and engagement levels. 

https://www.valamis.com/hub/performance-management
https://www.valamis.com/hub/performance-management
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• Identify patterns of employee engagement, employee satisfaction and 

performance. 

 

Recruitment 

Organizations are seeking candidates that not only have the right skills, but also 

the right attributes that match with the organization’s work culture and 

performance needs. 

Sifting through hundreds or thousands of resumes and basing a recruitment 

decision on basic information is limiting, more so when potential candidates can 

be overlooked. For example, one company may discover that creativity is a better 

indicator of success than related work experience. 

HR Analytics can: 

• Enable fast, automated collection of candidate data from multiple sources. 

• Gain deep insight into candidates by considering extensive variables, like 

developmental opportunities and cultural fit. 

• Identify candidates with attributes that are comparable to the top-performing 

employees in the organization. 

https://www.valamis.com/hub/employee-engagement
https://www.valamis.com/hub/work-culture


MODULE-I 

5                                                                       PREPARED BY: PROF.DEEPTI BHUMIJ 
 

• Avoid habitual bias and ensure equal opportunity for all candidates; with a 

data-driven approach to recruiting, the viewpoint and opinion of one person 

can no longer impact the consideration of applicants. 

• Provide metrics on how long it takes to hire for specific roles within the 

organization, enabling departments to be more prepared and informed when 

the need to hire arises. 

• Provide historical data pertaining to periods of over-hiring and under-hiring, 

enabling organizations to develop better long-term hiring plans. 

How does HR analytics work? 

Understanding the process of HR analytics 

HR Analytics is made up of several components that feed into each other. 

1. To gain the problem-solving insights that HR Analytics promises, data must 

first be collected. 

2. The data then needs to be monitored and measured against other data, such 

as historical information, norms or averages. 

3. This helps identify trends or patterns. It is at this point that the results can 

be analyzed at the analytical stage. 

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

1. Collecting data 

Big data refers to the large quantity of information that is collected and aggregated 

by HR for the purpose of analyzing and evaluating key HR practices, including 

recruitment, talent management, training, and performance. 

Collecting and tracking high-quality data is the first vital component of HR 

analytics. 

https://www.valamis.com/hub/talent-management
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The data needs to be easily obtainable and capable of being integrated into a 

reporting system. The data can come from HR systems already in place, learning 

& development systems, or from new data-collecting methods like cloud-based 

systems, mobile devices and even wearable technology. 

The system that collects the data also needs to be able to aggregate it, meaning that 

it should offer the ability to sort and organize the data for future analysis. 

What kind of data is collected? 

• employee profiles 

• performance 

• data on high-performers 

• data on low-performers 

• salary and promotion history 

• demographic data 

• on-boarding 

• training 

• engagement 

• retention 

• turnover 

• absenteeism 

2. Measurement 

At the measurement stage, the data begins a process of continuous measurement 

and comparison, also known as HR metrics. 
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HR analytics compares collected data against historical norms and organizational 

standards. The process cannot rely on a single snapshot of data, but instead 

requires a continuous feed of data over time. 

The data also needs a comparison baseline. For example, how does an organization 

know what is an acceptable absentee range if it is not first defined? 

In HR analytics, key metrics that are monitored are: 

Organizational performance 

Data is collected and compared to better understand turnover, absenteeism, and 

recruitment outcomes. 

Operations 

Data is monitored to determine the effectiveness and efficiency of HR day-to-day 

procedures and initiatives. 

Process optimization 

This area combines data from both organizational performance and operations 

metrics in order to identify where improvements in process can be made. 

Pros and cons of HR analytics 

HR analytics is fast becoming a desired addition to HR practices. 

Data that is routinely collected across the organization offers no value without 

aggregation and analysis, making HR analytics a valuable tool for measured 

insight that previously did not exist. 

But while HR analytics offers to move HR practice from the operational level to 

the strategic level, it is not without its challenges. 

Here are the pros and cons of implementing HR analytics: 

Pros: 
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• More accurate decision-making can be had thanks to a data-driven approach, 

which reduces the need for organizations to rely on intuition or guess-work 

in decision-making. 

• Strategies to improve retention can be developed thanks to a deeper 

understanding of the reasons employees leave or stay with an organization. 

• Employee engagement can be improved by analyzing data about employee 

behavior, such as how they work with co-workers and customers, and 

determining how processes and environment can be fine-tuned. 

• Recruitment and hiring can be better tailored to the organization’s actual 

skillset needs by analyzing and comparing the data of current employees and 

potential candidates. 

• Trends and patterns in HR data can lend itself to forecasting via predictive 

analytics, enabling organizations to be proactive in maintaining a productive 

workforce. 

Cons: 

• Many HR departments lack the statistical and analytical skillset to work 

with large datasets. 

• Different management and reporting systems within the organization can 

make it difficult to aggregate and compare data. 

• Access to quality data can be an issue for some organizations who do not 

have up-to-date systems. 

• Organizations need access to good quality analytical and reporting software 

that can utilize the data collected. 
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• Monitoring and collecting a greater amount of data with new technologies 

(eg. cloud-based systems, wearable devices), as well as basing predictions 

on data, can create ethical issues. 

Benefits of HR analytics 

1. Enhanced employee insights 

With HR analytics, you gain comprehensive insights into employee behavior, 

performance, and engagement, enabling you to tailor HR programs and initiatives 

accordingly. This deep understanding empowers you to anticipate employee needs, 

identify areas for improvement, and foster a culture of continuous growth and 

development. 

2. Improved talent acquisition 

By analyzing recruitment data and candidate profiles, HR analytics helps you identify 

top talent more effectively, streamline the hiring process, and reduce time-to-fill 

positions. Predictive analytics can also forecast future hiring needs and identify 

potential sourcing channels for attracting the right candidates. 

3. Optimized performance management 

HR analytics enables you to track and analyze employee performance metrics, 

identify high-performing individuals, and recognize areas for improvement. By 

leveraging data-driven insights, you can establish clear performance goals, provide 

targeted feedback, and facilitate more meaningful performance discussions. 

4. Enhanced employee engagement 

By analyzing employee engagement survey data and feedback, HR analytics 

solutions help you understand the factors driving employee engagement and 

https://www.workvivo.com/blog/11-best-employee-engagement-platforms-ranked-rated/
https://www.thoughtspot.com/data-trends/analytics/hr-analytics-software
https://www.thoughtspot.com/data-trends/analytics/hr-analytics-software
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satisfaction. You can identify key drivers of engagement, address underlying issues, 

and implement targeted initiatives to boost morale, retention, and productivity. 

5. Strategic workforce planning 

HR analytics facilitates strategic workforce planning by analyzing workforce 

demographics, skills inventory, and succession planning data. You can identify 

critical skill gaps, develop talent pipelines, and align your workforce with 

organizational goals and objectives. 

Types of HR data analytics 

There are several types of HR data analytics, each serving different purposes and 

providing valuable insights for organizations: 

• Descriptive analytics: Descriptive analytics involves summarizing 

historical HR data to provide insights into past trends, patterns, and 

relationships. It utilizes basic statistical analysis, data aggregation, and 

visualization techniques to present a meaningful view of your HR metrics. 

• Diagnostic analytics: Diagnostic analytics goes beyond describing what 

happened to understanding why certain HR events occurred. It involves 

identifying root causes and contributing factors behind specific trends or 

anomalies in HR data.  

• Predictive analytics: Predictive analytics uses historical HR data to forecast 

future outcomes and trends. It employs statistical modeling, machine 

learning algorithms, and data mining techniques to identify patterns and 

relationships for making predictions about future HR events. 

• Prescriptive analytics: Prescriptive analytics goes beyond predicting future 

outcomes to recommending actions that should be taken to achieve desired 

HR objectives. It combines predictive models with optimization algorithms 

https://www.thoughtspot.com/data-trends/analytics/what-is-descriptive-analytics
https://www.thoughtspot.com/data-trends/analytics/diagnostic-analytics
https://www.thoughtspot.com/data-trends/analytics/predictive-analytics
https://www.thoughtspot.com/data-trends/analytics/prescriptive-analytics
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to determine the best course of action based on predefined business goals 

and constraints.  

• Real-time analytics: Real-time analytics involves analyzing HR data as it is 

generated in real-time to provide immediate insights and support decision-

making processes. It is used for monitoring key HR metrics, detecting 

emerging trends or issues, and responding to dynamic workforce changes 

quickly.  

Major Challenges in HR Data Analytics 

With all the benefits HR data analytics bring to your business, come several 

challenges to identify and overcome. Being aware of these challenges is the first 

step to avoiding pitfalls and getting the most out of the data. 

Integrating Data from Multiple Sources 

Finding, combining, and properly merging data from multiple sources is a tall task 

to begin with, but as the volume of data and its complexity increase, this becomes 

even more challenging. Data may be in different formats and languages, have 

various ranges of quality and compliance standards, and be fraught with 

inconsistencies. Implementing structured interview software can help standardise 

data collection for better analysis. And with real-time data, the challenges are 

exponential, such as with synchronization of the data. 

Skill Gaps and Training Needs in HR Analytics 

Another challenge with HR data is the lack of the skill set required to analyse the 

data. The complexity and volume of the data may be more than a traditional HR 

team can handle. A 2023 survey by XpertHR revealed that 57% of HR professionals 

believe they don’t acquire enough data to measure the performance of their own 

employees, and 32% didn’t believe their current staff had the acumen to evaluate 

https://www.thoughtspot.com/data-trends/dashboard/hr-metrics-kpis-examples
https://www.hirevue.com/platform/online-video-interviewing-software/structured-interview-builder
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data well enough to understand its value or how to take advantage of data they 

received. 

Furthermore, the data can be misinterpreted, which can render the data useless, 

and opportunities may be overlooked. Also, the fear of inaccurate interpretations 

exacerbates other challenges, such as leadership questioning the quality of the data 

and being skeptical of the data results. This leads to hesitancy in using the data to 

establish HR strategies and tactics. 

Not having the right tools to properly explore and evaluate the data compounds the 

frustration of HR teams tasked with analysing the data. Without the tools and 

expertise, it can be overwhelming to comprehend the data, glean meaningful 

insights, and implement any changes in a timely manner. Also consider that users 

may feel undo pressure for quick results, anxiety of having to adapt to new 

processes, and potentially not having the support from leadership to implement 

change from data-driven analytics. 

IT and Infrastructure Limitations 

Having the right technical infrastructure in place is tantamount to the success of 

your HR data analytics operation. It is pertinent that you have significant systems in 

place for collection, storage, integration, and parsing of data. This includes keeping 

your technology and software updated to handle these requirements. 

Furthermore, data analysis is resource-intensive for IT, which makes it especially 

challenging for smaller companies that may not have the resources to handle 

analytics programs. Make sure your infrastructure is ready to meet the demands of 

HR data analytics and is scalable to ensure it can keep pace with the evolution of 

data analytics. 
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Lastly, and perhaps most importantly, is the security of the data you collect. The 

ramifications of a data breach can be devastating, legally, financially, and for your 

reputation. Always question the vulnerability of your data, test the security of your 

infrastructure, and be mindful of internal data breaches. 

Privacy and Compliance Concerns 

Much of the data that is collected for HR data analytics includes sensitive 

information of your candidates and employees, such as personal details, private 

banking and health records, salary history, performance evaluations and more. It’s 

up to you to be aware of, and be compliant with, any laws and procedures that go 

along with the collection of personal data, such as consent management. This 

includes the California Consumer Privacy Act (CCPA) and the General Data 

Protection Regulation (GDPA). Local regulations may also be in place that affect 

your data collection processes. 

Other considerations include what and how much your company surveils 

employees, any third-party access to data, protocols in place for data breaches, and 

legal action taken by a disgruntled employee.   

Maintaining the “Human” Element in Data-Driven HR 

To many HR managers, the idea of implementing HR data analytics is simply letting 

computers decide whom to hire. Although the desire to be ethical by putting 

technology in the backseat of your hiring decisions is commendable, it’s up to you 

to use all available tools to hire the right people for the right jobs in the right 

companies. This is the ultimate ethical achievement for HR. It’s fair for employees, 

shareholders, society—everyone. 
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HR data analytics is a tool to support hiring, to help you ind the best candidates, and 

to understand what makes candidates truly successful. But human beings still make 

the final decision. Thanks to data-driven insights, they make better decisions. 

LAMP Framework 

The LAMP framework is used to pinpoint and evaluate the elements that affect 

employee performance inside a company and to comprehend how the many facets 

of employee behavior relate to one another and how they impact overall 

performance.  

Organizations may use this framework to develop a measuring system that will aid 

in understanding and enhancing employee performance, promoting strategic change, 

and enhancing organizational effectiveness. 

Logic: This framework element refers to the methodical and logical process of 

discovering the pertinent data and metrics required to assess and enhance employee 

performance. 

Analytics: This part of the framework examines the determined data and metrics to 

gather knowledge and spot patterns and trends. 

Measures: The exact metrics and indicators used to track and evaluate employee 

performance are included in this framework section. 

Process: This part of the framework refers to how the measuring system is 

implemented and managed, including how goals are created, progress is tracked, 

and decisions are made in light of the data. 

The LAMP framework by John Boudreau connects HR analytics with decision-

making. 
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Component Description 

L – Logic The story or rationale behind HR data. 

A – Analytics Applying statistical tools and techniques to data. 

M – Measures Key HR metrics used to evaluate performance. 

P – Process The process of turning analysis into business action. 

This framework ensures HR analytics is not just about data but about using it 

effectively for decision-making. 

Why is the LAMP Framework Important in HR Analytics? 

In HR analytics, the LAMP Framework is crucial since it aids firms in: 

Identify the critical aspects that affect employee performance: Organizations 

may use the framework to pinpoint the main elements that affect employee 

performance, including leadership, attitudes, and motives. 

Measure and track employee performance: Employee performance is measured 

and tracked using a framework that offers a systematic method for selecting and and 

monitoring the metrics used. 

Analyse data to generate insights: Organizations may uncover patterns and trends 

to help them understand and enhance employee performance by studying the data 

and metrics. 

Take action to improve performance: To enhance performance, take action. The 

framework offers a mechanism for doing so based on the insights drawn from the 

data, including defining goals, tracking advancement, and implementing 

adjustments. 
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Drive strategic change and organizational effectiveness: Boost employee 

performance, which in turn may boost corporate energy and strategic change: By 

utilizing the LAMP Framework, businesses can raise employee performance. 

Companies may utilize the LAMP Framework as a reliable tool to understand 

employee performance better and make data-driven decisions that can enhance the 

entire organization’s performance. 

HR Measurement and Purpose 

HR Measurement refers to quantifying various HR activities to evaluate efficiency 

and effectiveness. 

Purpose: 

• To evaluate employee and organizational performance. 

• To justify HR budgets and initiatives. 

• To identify areas needing improvement. 

• To link HR outcomes with business results. 

 Introduction to HR Data 

What is HR data?  

HR data, or human resource data, refers to information and metrics collected by the 

HR department of an organization. It encompasses data related to your employees, 

candidates, and other aspects of managing personnel. 

HR data is an essential element of HR and people analytics. It helps you make 

informed decisions about recruitment, compensation, succession planning, and 

more. You can also use it to understand workforce trends like voluntary turnover or 

engagement. 

https://www.visier.com/blog/top-10-strategic-hr-ta-metrics/
https://www.visier.com/blog/what-is-people-analytics-and-how-do-i-get-started/
https://www.visier.com/blog/compensation-planning/
https://www.visier.com/blog/hr-glossary-what-is-succession-planning/
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Examples of HR data include: 

• Basic personal information like names and addresses 

• Leave and attendance 

• Employment history 

• Performance reviews 

• Training and development 

Types of HR data 

There are dozens of types of HR data out there. Which ones you collect and analyze 

will depend on the company’s goals. Plus, it doesn’t have to be the same type of 

data each time. You can select certain types during one quarter and other types for 

the next quarter, depending on your goals and strategic priorities. Let’s look at some 

examples. 

• Compensation data. This encompasses everything related to a person’s salary, 

bonuses, overtime pay, and more. It can also include data related to benefits 

such as retirement plans or healthcare, though some prefer to collect that 

separately. 

• Diversity and inclusion data. This is a critical type of HR data for any 

company that wants to boost its DE&I efforts. It can include data on 

demographics, gender, race, ethnicity, neurotype, and more. 

• Turnover data. This includes reasons employees are leaving, how many left 

voluntarily during a certain period, how many were let go, and more. 

Analyzing this information will help you create better retention strategies so 

you can keep your top performers. 

• Recruitment data. Here we include information about job applicants, hiring 

decisions, time to hire, and more. You’ll need this data if you want to 

improve your talent acquisition process. 

https://www.visier.com/blog/diversity-equity-inclusion/
https://www.visier.com/blog/employee-retention/
https://www.visier.com/blog/hr-glossary-what-is-talent-acquisition/
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• Employee performance. Included here is data on how well people perform, 

factors that may have influenced their performance, and more. 

HR Data includes all information related to employees and workforce activities 

collected by the organization. 

Examples: Employee demographics, payroll records, training hours, performance 

reviews, attendance, and turnover. 

 Importance and Types of HR Data 

Importance: 

• Provides evidence-based HR decision-making. 

• Tracks workforce trends and behaviors. 

• Improves transparency and accountability. 

Types of HR Data: 

1. Quantitative Data: Measurable data like salary, attendance, and performance 

scores. 

2. Qualitative Data: Non-numerical data like feedback, surveys, and employee 

satisfaction. 

Sources of HR Data 

• HR Information Systems (HRIS) 

• Employee Surveys and Feedback 

• Performance Management Systems 

• Recruitment Databases 

• Payroll and Attendance Records 

• Exit Interviews 
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 common HR data sources  

HR data comes in many forms. The sources can be just as varied, though we usually 

work with three categories: HRIS data, business data, and other data. Let’s take a 

closer look at each data source. 

1. HRIS data 

HRIS data sources contain the most common types of HR data. A few examples 

include: 

• Recruitment data. This is often collected through Applicant Tracking Systems 

(ATS) and includes the number of job applicants, recruitment funnel and 

sources, and more. If you want to understand the talent acquisition process, 

these are the data sources you must look at. 

• Demographic information. Age, gender, ethnicity, date of birth, and residence 

are some examples of demographic data. The information will usually be 

under HRIS employee records and is critical for various processes, especially 

DE&I goals. 

• Learning management. Learning management systems (LMS) are an easy 

way to keep track of what courses or training each employee participated in. 

This data helps you track progress and is great to use in internal mobility and 

succession planning programs. 

• Compensation and benefits. Information regarding compensation and benefits 

is also part of HRIS data sources. Here we include everything from salary to 

bonuses and other benefits. 

• Succession planning. Another essential part of HRIS data, succession 

planning practices ensure retention and job satisfaction. Here, we can include 

information on leadership development, managerial bench strength, and 

people who are in line for succession. 

https://www.visier.com/blog/internal-mobility-skills/
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• Exit interviews. Nobody likes it when people leave their company. But the 

exit interviews can be a valuable source of information. They can help you 

understand turnover, but also other key aspects like engagement and 

productivity. 

2. Business data 

Business data sources have the widest variety. They look beyond strict employee 

data, encompassing information related to clients, budgets, sales, and more. Let’s 

look at a few examples. 

• Customer relationship management (CRM) data. There’s a lot of valuable 

data in CRM systems. Information on customer satisfaction, NPS score, or 

customer contact moments. This information will be useful in assessing 

employee performance and more. 

• Sales data. Sales are an important metric of success for most businesses. You 

can look at data such as sales per store, per department, or even per person, 

depending on the specifics of your business. 

• Financial data. This covers earnings, ROI for learning and development, cost 

per person, and other related expenses. 

3. Other HR data 

These sources include data you won’t find in HRIS systems. The data is often harder 

to collect through classical or even automated means. Here are a few examples. 

• Mentoring. Mentorship programs are essential in employee engagement, 

satisfaction, succession planning, and internal mobility. They also help reduce 

skill gaps and can create strong bonds between employees. Collect 

information on the mentees and mentors, their challenges, and their outcomes. 

https://www.visier.com/blog/learning-and-development/
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• Engagement data. You’ll usually gather this information through surveys and 

things like the NPS score. It has a degree of subjectivity, which is why you 

won’t usually find it in HRIS systems. Low engagement can often precede 

turnover, so keeping an eye on engagement metrics can help you anticipate 

problems in this area. 

• Wellness data. Some organizations may have data on wellness initiatives. 

This can help you if you’re working on improving the employees’ work-life 

balance and preventing burnout. 

Types and Scales of Data 

Scale Description Example 

Nominal Categories without order Gender, Department 

Ordinal Ordered categories Job satisfaction levels 

Interval Numerical, equal intervals but no true zero Temperature, test scores 

Ratio Numerical with absolute zero Salary, experience years 

 

Reliability and Validity of Data 

• Reliability: Consistency of data measurement over time. 

Example: A test giving the same result for the same person repeatedly. 

• Validity: Accuracy – whether data measures what it is supposed to measure. 

Example: A performance survey truly assessing performance quality. 
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Reliability and Validity of Data in HR Analytics and HRIS 

1. Introduction 

In HR Analytics (HRA) and HR Information Systems (HRIS), data is the foundation 

for all decisions. 

For HR metrics and analytics to be meaningful, the data used must be both 

reliable and valid. 

• Reliable data → consistent and stable over time. 

• Valid data → accurate and truly measures what it is supposed to measure. 

If HR data lacks reliability or validity, HR reports, dashboards, and insights can 

become misleading. 

2. Meaning of Reliability 

Reliability means consistency of data measurement. 

It shows whether the same data collection method would produce similar results 

under similar conditions. 

 Simple Definition: 

Reliability is the degree to which HR data or measurement tools produce stable and 

consistent results. 

3. Characteristics of Reliable Data 

• Produces similar results when repeated. 

• Free from random errors. 

• Stable over time and across situations. 

• Collected through standardized methods 
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4. Types of Reliability in HR Analytics 

Type Meaning Example in HR Context 

Test-Retest 

Reliability 

Checking consistency of data 

over time. 

Conducting the same employee 

satisfaction survey twice and 

getting similar responses. 

Inter-Rater 

Reliability 

Agreement between two or 

more evaluators. 

Two HR managers giving similar 

performance ratings to the same 

employee. 

Internal 

Consistency 

Reliability 

Checking whether items 

measuring the same concept 

give similar results. 

All items in a job satisfaction 

questionnaire measure satisfaction 

consistently. 

Parallel-Form 

Reliability 

Using two equivalent 

versions of the same test. 

Two sets of interview questions 

leading to the same candidate 

evaluation. 

 

HR Data Examination and Purification 

HR Data Examination and Purification refers to the process of inspecting, 

cleaning, and preparing HR data to ensure it is accurate, reliable, consistent, and 

ready for analysis. 

Poor-quality data can lead to wrong conclusions and poor HR decisions, so this 

step is essential before using data in HR Analytics. 

Before analysis, HR data must be cleaned for accuracy and usability. 

Objectives of Data Examination and Purification 

• To ensure accuracy of HR data before analysis. 

• To remove errors, inconsistencies, and duplicates. 

• To standardize data formats and values. 
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• To maintain reliability and validity of HR metrics. 

• To prepare clean data for effective decision-making. 

Steps in HR Data Examination and Purification 

Step 1: Data Collection and Inspection 

• Gather HR data from multiple sources (HRIS, payroll, attendance, surveys, 

etc.). 

• Inspect datasets for missing fields, unusual values, or incorrect formats. 

• Check for data completeness — ensure all required employee records exist. 

Step 2: Data Validation 

• Cross-check data with original documents (e.g., employee IDs, joining date, 

pay slips). 

• Verify that entries follow logical rules (e.g., joining date < resignation date). 

• Identify any outliers or abnormal values (e.g., negative salary, unrealistic 

age). 

Step 3: Data Cleaning 

• Remove duplicates: Eliminate repeated employee entries. 

• Correct errors: Fix wrong spellings, numbers, or department names. 

• Handle missing values: 

o Fill using average or estimated values, or 

o Leave blank if not critical, or 

o Remove incomplete records if necessary. 

Step 4: Data Standardization 

• Convert all data into a consistent format. 

o Example: Use one date format (DD-MM-YYYY). 

o Standardize text values (e.g., “HR Dept.” and “Human Resources” → 

“Human Resources”). 

• Ensure all numerical values are in the same units (e.g., salary in ₹ per month). 

Step 5: Data Integration 

• Combine data from various sources into a single database. 
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• Match fields correctly (e.g., employee ID should be the same across all 

datasets). 

• Resolve conflicts between different datasets. 

Step 6: Data Security and Privacy Check 

• Remove personally sensitive data that isn’t required for analysis. 

• Ensure compliance with data protection laws (e.g., GDPR). 

• Limit access to authorized HR analysts only. 

Step 7: Final Verification and Testing 

• Recheck datasets after cleaning to ensure consistency. 

• Test with sample analytics or reports to verify if data behaves correctly. 

Steps: 

1. Identify missing or inconsistent data. 

2. Remove duplicates and irrelevant entries. 

3. Standardize data formats. 

4. Validate data accuracy. 

5. Ensure data privacy and compliance with policies. 

 

 



MODULE-II 

Concept of HR Metrics 

HR Metrics are statistical measures that quantify the efficiency and 

effectiveness of various Human Resource (HR) activities.They help the HR 

department monitor, evaluate, and improve HR processes by providing data-

based insights. 

What do HR Metrics measure? 

HR metrics and workforce analytics work together. They measure a variety of 

functions at a workplace. It includes the time taken to complete jobs, quality of 

work, employee satisfaction, employee wellbeing, employee utilization, etc. 

By establishing clear HR metrics, businesses can ensure clear goals for the 

organization according to everyone’s requirements.  

Here’s how HR metrics help organizations 

They help the management in tracking the productivity of employees. They also 

identify training gaps, so support can be provided to keep the performance 

levels intact. Human Resource Metrics are quite beneficial in ensuring that the 

workers have everything they need to work towards fulfilling their goals in the 

organization. It leads to success for the entire business. Further, HR metrics 

keep workers motivated. They help in understanding the challenges employees 

are facing and also in solving them in time. Pulse surveys, etc., help in 

understanding whether employees are content with their job and facing no 

troubles at work.   

HR key metrics play a significant role in developing a sustainable work 

environment for the workforce to aid greater efficiency and productivity.  

HR Metrics Examples 

Irrespective of the size of your organization, these HR metrics will always be 

relevant for the success of any business. The HR metric list includes:   

Employee Satisfaction 

It shows whether employees would recommend their organization as a good 

place to work. Higher the rate, the happier is the workforce.  

Total Turnover Rate 

This rate calculates the number of employees who leave the company divided 

by the total number of employees, within a given time. Usually indicated as a 

percentage.   

Voluntary Turnover Rate 

http://www.keka.com/employee-satisfaction
http://www.keka.com/performance-management-software


This rate shows the turnover rate including just the employees who left the 

organization voluntarily.  

Headcount 

The total number of employees in the organization or a specific department.  

Demographics 

This metric describes different characteristics of the workforce. It includes age, 

gender, education level, length of service in the company, etc.   

Time to Hire 

The total days it took to hire a job applicant after listing the job out on platforms 

and the company website. A key metric in the list of HR metrics for 

recruitment.   

 

Talent Turnover Rate 

This metric depicts the turnover rate among the top performers and high 

potential employees.  

Retention Rate 

Retention rate is a  key metric. It shows the number of employees who stayed in 

the organization over a period divided by the total number of employees. It is 

considered a key indicator of organizational culture.   

Acceptance Rate 

It shows how many candidates have accepted the offer in comparison to the 

total number of offer letters extended by the organization.  

Cost per Hire 

For any company, it is the average cost of hiring a new employee.  

Absence Rate 

This rate is the number of days an employee is absent from work without any 

prior notice. It does not include already approved leave for a while.   

Overtime Hours 

Each employee has fixed work hours at their job for which they get 

paid. Overtime is the number of extra hours worked by employees in a given 

period.  

Revenue per Employee 

http://www.keka.com/offer-letter-format
http://www.keka.com/company-overtime-policy


The ratio of the total amount of revenue generated in a cycle is divided by the 

total number of employees in the organization.   

 

Training Expenses per Employee 

At every organization, employees require training and support. Here is a metric 

that measures the total cost of the organization’s training programs, divided by 

the total number of participating employees.  

Training Completion Rate 

It is the number of employees who complete every module of a training 

program. It is often derived as a percentage.  

Relationship between HR Metrics and HR Analytics 

HR Metrics HR Analytics 

Provides quantitative data (e.g., cost 

per hire, turnover rate) 

Interprets data to find causes, trends, 

and predictive patterns 

Focuses on measurement Focuses on analysis and insight 

Descriptive in nature Predictive and prescriptive in nature 

Example: “Turnover Rate is 12%” 
Example: “Turnover is high due to lack 

of career development” 

 

In today’s ever-changing industrial landscape, data is important for making 

informed decisions instead of intuitive ones. In this blog, we shall explore the 

differences between HR metrics and HR analytics and why they’re both crucial 

for effective HR management and, in turn, a company’s success. 

With the rise of HR metrics and HR analytics, HR professionals now have 

better access to data that can help them better understand the workforce and 

drive organizational success to new heights. 

What is HR Analytics? 

HR analytics is a powerful analytical tool used by HR professionals. It is 

the practice of using data analysis techniques and tools to extract insights 

and knowledge from HR data to support data-driven decision-making that 

is not intuitive in the human resources function.  

HR analytics involves collecting, organizing, and analyzing large sets of 

employee-related data to identify patterns, trends, and correlations that can be 

used to form HR strategies, policies and tactics. 

https://www.chrmp.com/category/human-resource-management/
https://www.chrmp.com/lm/100-excel-formulas-for-hr-professionals-2/


This can include data on employee performance, workforce demographics, 

turnover rates, engagement levels, absenteeism, sabbaticals and more. By 

leveraging HR analytics, organizations can make data-driven decisions that 

optimize the workforce, improve overall business outcomes, and enhance 

employee experience. 

What are HR Metrics? 

HR metrics are specific measurements used to track and evaluate various 

aspects of the human resources function. HR metrics are typically used to 

assess the performance, efficiency, and effectiveness of HR processes and 

practices and to provide insights into workforce trends and patterns.  

HR metrics include employee turnover rates, time-to-hire, training and 

development costs, absenteeism, skills gap and employee engagement levels. 

By tracking and analyzing HR metrics, organizations can identify areas for 

improvement, make data-driven decisions, and ensure that HR initiatives, 

practices and drives are aligned with the business’s overall goals. 

Top 8 HR Metrics used by Organizations in 2025 

Here are 8 commonly used HR metrics that organizations use to measure the 

effectiveness of their HR practices: 

1. Offer Acceptance Rate: 

The offer acceptance rate tracks the percentage of job offers extended to 

candidates that are accepted. This metric helps organizations evaluate the 

attractiveness of their compensation packages, workplace culture, and 

recruitment strategies. A low offer acceptance rate could indicate issues such as 

uncompetitive salary offers or misaligned job expectations. Improving this rate 

ensures that top talent joins the organization, contributing to its overall success. 

2. Employee Turnover Rate: 

Employee turnover rate measures how many employees leave an organization 

over a given period, typically expressed as a percentage of the total workforce. 

A high turnover rate can indicate problems with employee retention, job 

satisfaction, or other factors, while a low turnover rate may suggest a healthy 

and engaged workforce. 

3. Time-to-Fill: 

Time-to-fill is a metric that measures the length of time it takes to fill a vacant 

position, from the posting of the job opening to the offer of employment. This 

metric can help organizations evaluate their recruitment processes, identify 

https://www.chrmp.com/hr-metrics/
https://www.chrmp.com/employee-turnover-rate/


improvement areas, and assess the impact of external factors such as the 

availability of qualified candidates. 

4. Cost-per-Hire: 

Cost-per-hire is a metric that measures the total cost of recruiting and hiring a 

new employee, including advertising, recruitment fees, and other expenses. This 

metric can help organizations to evaluate the efficiency and cost-effectiveness 

of their recruitment processes and identify areas where costs can be reduced. 

5. Absenteeism Rate: 

The absenteeism rate is a measure of the percentage of employees who are 

absent from work on a given day or over a given period of time. High rates of 

absenteeism can indicate problems with employee morale, engagement, or 

workplace culture and can hurt productivity and organizational performance. 

6. Employee Engagement: 

Employee engagement measures how committed and satisfied employees are 

with their work and the organization as a whole. This metric is typically 

measured through employee surveys or other feedback mechanisms and can 

provide valuable insights into areas where the organization can improve its HR 

practices and foster a more engaged and productive workforce. 

7. Training Effectiveness Rate 

Training effectiveness rate measures the impact of training programs 

on employee performance and productivity. This metric evaluates whether the 

learning objectives of a training program have been achieved and how well 

employees are able to apply new skills in their roles. It is typically measured 

through post-training assessments, employee feedback, and performance 

evaluations. A high training effectiveness rate indicates that the organization’s 

training initiatives are well-aligned with business goals, improving workforce 

capabilities. 

 

8. Internal Mobility Rate 

Internal mobility rate measures the percentage of employees who move to new 

roles within the organization, whether through promotions, lateral moves, or 

cross-functional assignments. This metric reflects the organization’s 

commitment to employee development and career progression. A high internal 

mobility rate often indicates a strong culture of growth and retention, as well as 

effective talent management practices that keep top performers engaged. 

What’s the Difference Between HR Metrics and HR Analytics? 

https://www.chrmp.com/employee-productivity-and-its-different-aspects/


HR metrics and HR analytics are both essential for effective HR management 

but are different in terms of their scope and focus, and application. 

Organizations have to use an integrated approach of HR metrics 

and analytics for effective workforce management using these parameters. 

HR metrics are specific measurements that track, assess and evaluate various 

aspects of the human resources function. They provide insight into specific HR 

processes and practices, drives and initiatives such as time-to-hire, training 

costs, or employee turnover rates. HR metrics enable HR professionals to 

monitor the effectiveness and efficiency of HR initiatives and identify areas for 

improvement and implementation to drive the organization’s success to greater 

heights. 

In contrast, HR analytics is a broader and more complex practice that 

encompasses the collection, analysis, and interpretation of large sets of HR-

related data. HR analytics is not limited to specific metrics but instead focuses 

on identifying patterns, trends and relationships between multiple data points 

and multiple metrics from across the myriad functions of the organization. 

The purpose of HR analytics is to generate insights and knowledge that give 

relevant information for strategic data-driven decision-making in the HR 

function. HR analytics can help organizations identify workforce trends, 

extrapolate and forecast future workforce needs, and develop data-driven HR 

strategies and practices doing away with intuitional decisions altogether. 

. Types of HR Metrics 

HR Metrics can be divided into several categories depending on their purpose. 

 

A. Recruitment Metrics 

Measure the efficiency and effectiveness of the hiring process. 

1. Cost per Hire 

Cost per Hire=Total Recruitment CostNumber of Hires\text{Cost per Hire} = 

\frac{\text{Total Recruitment Cost}}{\text{Number of 

Hires}}Cost per Hire=Number of HiresTotal Recruitment Cost  

Helps determine if recruitment is cost-effective. 

2. Time to Fill 

Number of days taken from job posting to job acceptance. 

Indicates the speed of the recruitment process. 

https://www.chrmp.com/hr-analytics-certification


3. Time to Hire 

Days between a candidate applying and accepting the offer. 

Reflects efficiency of the selection process. 

4. Quality of Hire 

Measures the performance and retention rate of new hires. 

Indicates long-term success of hiring decisions. 

5. Offer Acceptance Rate 

Offer Acceptance Rate=Number of Offers AcceptedNumber of Offers Made×10

0\text{Offer Acceptance Rate} = \frac{\text{Number of Offers 

Accepted}}{\text{Number of Offers Made}} \times 

100Offer Acceptance Rate=Number of Offers MadeNumber of Offers Accepted

×100  

High rate indicates a strong employer brand. 

 

B. Retention and Turnover Metrics 

Measure employee stability and attrition patterns. 

1. Employee Retention Rate 

Retention Rate=Employees RetainedTotal Employees×100\text{Retention 

Rate} = \frac{\text{Employees Retained}}{\text{Total Employees}} \times 

100Retention Rate=Total EmployeesEmployees Retained×100  

2. Turnover Rate 

Turnover Rate=Employees LeftAverage Number of Employees×100\text{Turno

ver Rate} = \frac{\text{Employees Left}}{\text{Average Number of 

Employees}} \times 

100Turnover Rate=Average Number of EmployeesEmployees Left×100  

High turnover indicates possible issues in work culture, pay, or management. 

3. Turnover Cost 

Measures cost involved in replacing an employee (recruitment, training, 

productivity loss, etc.). 

4. New Hire Retention Rate 

Shows the percentage of new employees who stay for a defined period 

(e.g., 1 year). 

 

C. Training and Development Metrics 



Measure the effectiveness and ROI of training initiatives. 

1. Training Cost per Employee 

Training Cost per Employee=Total Training CostNumber of Trainees\text{Trai

ning Cost per Employee} = \frac{\text{Total Training Cost}}{\text{Number of 

Trainees}}Training Cost per Employee=Number of TraineesTotal Training Cos

t  

2. Training ROI (Return on Investment) 

ROI=(Training Benefits – Training Costs)Training Costs×100\text{ROI} = 

\frac{\text{(Training Benefits – Training Costs)}}{\text{Training Costs}} 

\times 100ROI=Training Costs(Training Benefits – Training Costs)×100  

3. Training Effectiveness Score 

Based on feedback, skill improvement tests, and performance appraisals. 

4. Average Training Hours per Employee 

Indicates the time invested in skill development. 

 

What is employee retention rate?  

Employee retention rate refers to the percentage of employees who remain 

employed at an organization over a certain period of time, typically over a year. 

A good employee retention rate is generally 90% or higher, but it all depends on 

the specific organization, industry, and market conditions.   

 

Employee retention rate example 

Using the technical roles example mentioned above, here is how you might 

measure the employee retention rate. 

Period 1: January 1, 2021 – June 2022 

• Start of period: 50 technical employees 

• End of period: 58 technical employees 

• New hires during period: 16 

• Retention rate = ((58 – 16) ÷ 50) × 100 = (42 ÷ 50) × 100 = 84% 

This tells us that 84% of the original 50 employees stayed through the period, 

even though the team grew. 



What is the employee net promoter score (eNPS)?  

Employee net promoter score is a useful metric for assessing an organization’s 

employee engagement. It measures how likely your employees are to 

recommend your organization as a good place to work to their friends or family. 

The metric offers a glimpse into how happy and satisfied your employees are 

and the likelihood of them staying and promoting your company to others. 

 

What are employee training metrics? 

Employee training metrics are data points used to measure the effectiveness of 

an organization’s employee training programs. Companies use training metrics 

to get insights into how well their employees learn and apply new knowledge or 

skills. 

The main focus of employee training metrics is effectiveness, but they also 

serve other functions, such as:  

• Evaluating the success of a training program 

• Using data points and insights to align the training with the organization’s 

goals. 

• Evaluating different components of a training program.  

Why should you use training metrics for training evaluation? 

Using employee training metrics in your training evaluation allows you to make 

data-driven decisions. It removes bias and avoids decisions being made based 

on thin air.  

From an organizational perspective, training metrics offer several advantages: 

• They ensure training programs focus on the skills and capabilities the 

organization needs to develop 

• Metrics help evaluate the effectiveness of training, enabling real-time 

adjustments if outcomes are lacking 

• They link training efforts to broader organizational goals by measuring 

improvements in productivity and performance 

• Metrics demonstrate ROI through tangible outcomes, such as cost-benefit 

analysis, faster time to proficiency, and measurable impact on results 

• They reduce compliance risks by ensuring adherence to regulatory 

competence standards where required. 

https://www.aihr.com/blog/measuring-training-effectiveness/
https://www.aihr.com/blog/training-evaluation/


At the individual level, training metrics underscore the organization’s 

commitment to employee growth and development. This can significantly 

enhance retention by showing employees their value to the company. 

Additionally, metrics help identify and address skills gaps, providing clarity on 

where development is needed and how progress is unfolding. They also support 

personalization by tailoring training to individual performance and needs. 

Here are 13 common employee training metrics examples: 

1. Training cost per employee 

This is a straightforward metric. It divides the total cost of training by the 

number of employees. This can be for a specific program or the sum of all 

training done in a particular year. The formula would be as follows:  

Training cost per employee = Cost of training / Number of employees  

For example, let’s say your company has 75 employees and that your annual 

training costs $100,000.  

Training cost per employee = $100,000 / 75 = $1,333.33 

2. Learner engagement  

Learner engagement measures the time and effort learners invest in the learning 

process. It means that people are taking the time to sign up and process the 

training material produced.  

While there is no exact metric to measure this, there are some engagement 

statistics you can look at. This includes time spent on modules or courses. Most 

LMS systems have these features built in. Naturally, the more time a learner 

spends on the learning platform interacting with its various features, the more 

engaged they are.  

However, this may not always be true, as in some cases, people are just 

‘clicking’ through the modules without learning. To measure engagement, you 

should combine it with other metrics such as course completion, learner 

satisfaction ratings, and employee performance.  

 

3. Training Return on Investment  

Training return on investment (ROI) measures the efficiency or profitability of 

the money you put into the training. It is usually linked to greater revenue and 

business impact. You don’t need to measure the ROI of every training initiative 

in your organization. Typically, you track this key metric for the top 5% of the 

most impactful training programs.  

https://www.aihr.com/blog/skills-gap-analysis/


A popular way to measure training ROI is:  

Training ROI = (Return of benefit – Investment cost) / Investment cost x 100 

Let’s say you spent $45,000 on training to increase the speed of your customer 

service reps resolving issues. As a result, they increased customer satisfaction 

and sales, which led to an increase of $100,000 in net profit from sales. 

Therefore:  

($100,000 – $45,000) / 45 000 x 100 = 122% return on investment of training.   

Find out moreMeasuring Training Effectiveness: A Practical Guide 

4. Training experience satisfaction  

This is one of the most popular training metrics. It is usually found in a post-

training survey and gauges how satisfied learners are with the training they 

received. 

A good way to measure this is by using the Net Promoter Score (NPS) on a 

scale from 1 to 10 with the question, “How likely are you to recommend this 

training to a friend or colleague?” This gives a clear view of learner satisfaction 

and their likelihood of recommending the training. 

NPS results can help gauge success: a score between 0 and 30 is considered 

good, above 30 is excellent, and anything below 0 may indicate issues that need 

attention. 

HR tip 

Consider ways to recognize people’s learning efforts and accomplishments. 

Encourage managers to come up with ideas together with their team members 

and think of ways to recognize people on a company level.  

5. Operational efficiency  

If done effectively, training should increase operational efficiency and address 

the specific skill gaps needed to optimize workplace processes.  

For example, if your team currently misses 40% of deadlines, a focused training 

program could help reduce that rate—ideally to 20% or even 5% over time. 

6. Course enrollment data 

This metric tracks the number of employees who sign up for the course and can 

help you refine your communication strategy for promoting training. 

A/B testing is useful here. You can test different messages, images, and email 

subject lines to see which approach gets the best response. This data also 

indicates whether the training offered resonates with employees. 

https://www.aihr.com/blog/training-roi/
https://www.aihr.com/blog/measuring-training-effectiveness/
https://www.aihr.com/blog/employee-net-promoter-score-enps/


Small actions, like encouraging managers to promote the course to their teams, 

can boost enrollment, and you can track how these efforts improve participation 

over time. 

7. Course completion rate 

Great—employees have signed up! However, if only 50 out of 1,000 

participants complete the entire course, it may indicate an issue with 

engagement or course structure. The course completion rate shows how much of 

the course each learner actually finishes. 

To boost completion rates, consider creative strategies like 

adding gamification elements or breaking the content into shorter, manageable 

segments. These approaches can make the course more engaging and encourage 

participants to see it through to the end. 

8. Learner drop-off rate 

This is again an indication of how many learners either started a course and did 

not complete it or decided to leave the course. It is a measure of the quality of 

the content of the training materials, or it may even indicate browser 

compatibility issues in online learning platforms. 

Tracking exactly where learners drop off in the course can provide insight into 

specific sections that might need improvement or adjustment. This helps 

pinpoint any content or technical issues affecting completion. 

9. Assessment pass rate and Assessment scores  

The assessment pass rate measures the number of people who passed or failed a 

course. For example, if 200 employees took a final test and only 45 passed, the 

pass rate would be 22.5%. 

A low pass rate can suggest that the assessment may be particularly challenging 

or intentionally designed to filter out top performers. If scores are unexpectedly 

low, possible causes should be investigated. Have the students taken too long to 

complete the course and forgotten what they learned at the beginning? Or were 

the questions unnecessarily detailed?  

Sometimes, passing an assessment is compulsory, and people must retake it 

until they pass. For compliance or regulatory training, tracking these pass rates 

is essential for reporting purposes, ensuring your organization meets the 

required standards. 

10. Employee performance post-training 

https://www.aihr.com/blog/gamification-in-the-workplace/


This metric tracks how employee performance improves over time following 

training. Depending on the skill’s complexity, the impact may show up 

immediately or take a while to become evident. 

You can measure this by comparing key performance metrics—such as 

individual sales numbers, first-call resolution rates, or even revenue per 

employee at the organizational level—before and after training. 

Again, like with the training ROI, you only measure this for your most 

impactful training programs.  

11. Knowledge retention rate  

The knowledge retention rate is related to the previous training metric. After all, 

the higher people’s knowledge retention, the higher their post-training 

performance should be, and the more the organization can benefit from it.  

Retention can be assessed through quizzes, post-training tests, or surveys. 

Without regular application, most people forget around 75% of new information 

within six days, a phenomenon known as the “forgetting curve.” 

This is why at AIHR, for example, we use the Tell-Show-Do-Apply method for 

all of our training courses; the learning journey naturally flows from building 

knowledge through video lessons (tell and show) to practicing its application 

and building skills with hands-on exercises and assignments (do and apply). The 

Tell-Show-Do-Apply methodology ensures that learners retain knowledge while 

maximizing the learning impact.    

 

 

 

12. Time to competence  

Time to competence measures the average time it takes people to acquire the 

skills and competencies taught during training. This metric offers insight into 

the effectiveness of both the training content and delivery method. 

For example, a longer time to competence could indicate that the course content 

doesn’t fully match employees’ needs or that the training delivery doesn’t work 

optimally. A shorter time to competence, on the other hand, may indicate that 

the course instructor is capable of delivering the content clearly and 

engagingly.    

13. Devices used 

https://www.aihr.com/blog/employee-performance-metrics/
https://en.wikipedia.org/wiki/Forgetting_curve
https://www.aihr.com/platform/


Every employee has a preferred learning method and a preferred device for that. 

Some may opt for their laptop, whereas others will choose their phone.  

Knowing the devices people use to complete their training can help you better 

adapt it and make it more user-friendly. It may also boost your learner 

engagement levels, as employees who are able to follow training on their 

favorite devices are more likely to engage with the content.  

Where do you get this training data? 

To get the data for your employee training metrics, you can look in various 

places, including:  

• The Learning Management System (LMS): If your organization has an 

LMS, it stores all master data, such as course completion rates, sign-up 

rates, assessment scores, pass rates, and a couple of engagement metrics. 

• Surveys: Employee surveys can be an excellent way to gather data such 

as satisfaction scores and qualitative data on the effectiveness of the 

training provided.  

• Focus groups: Sometimes, conducting an employee focus group to have 

an honest and open conversation about the training received can be 

helpful.  

• Employee performance data: This data reveals any performance 

improvements over time that may be linked to the training. 

• Managers: Managers can be useful sources of feedback in two ways: 

They can share insights from one-on-one discussions with team members 

about the impact of training on productivity and skills, and they can 

provide their own observations on whether team members are applying 

new skills, showing higher engagement, or taking more initiative. 

 

 

What are employee engagement metrics? 

• Employee engagement is the extent to which employees feel a passionate 

connection to the organization, are committed to their work, and put in 

the extra effort. Employee engagement metrics, thus, indirectly or directly 

measure how engaged your employees are. 

https://www.aihr.com/blog/employee-focus-group/
https://www.aihr.com/blog/one-on-one-meeting-template/


• Based on your measurements, you’re able to understand the state of 

employee engagement at your organization, take action where necessary, 

and design interventions to improve employee engagement across your 

company. 

 

 

 

1. Voluntary employee turnover rate 

Highly engaged employees are less likely to voluntarily leave – and this reflects 

in your voluntary employee turnover rate. Turnover is one of the highest costs 

for any organization, and a lower turnover leads to less disruption, greater 

productivity, and more cohesion. The more satisfied an employee is, the less 

likely they are to resign. 

When employees are supported, have good relationships, are being developed, 

and feel challenged in their work, they are likely to have a longer tenure with 

the organization. To calculate employee turnover, use the below formula: 

https://www.aihr.com/blog/voluntary-turnover/


 

You can access this report by SHRM to gain some industry benchmarks of what 

a good turnover rate looks like, depending on your industry and role. 

 

 

 

2. Employee retention rate 

Similar to turnover rate, employee retention looks at people who stay at your 

organization, which indicates their engagement. To calculate employee 

retention, use the formula below: 

 

A good employee retention rate cuts down on the costs of onboarding a new 

employee. It also increases productivity – the longer someone is with an 

organization, the better their understanding of internal processes. This allows 

employees to do things faster and with greater accuracy. 

Finally, a good retention rate will enable you to build good teams and a solid 

organizational culture while developing the same group of people. 

3. Absenteeism 

High employee absenteeism might indicate issues with employee engagement. 

Measuring the absenteeism rate helps you keep track of this. 

Workplace absenteeism is an indicator of many things, such as poor working 

conditions, poor governance, bad leadership, or a lack of work-life balance. It 

can also be an indicator of employee satisfaction – as a high absenteeism rate 

correlates with low employee satisfaction. 

https://www.shrm.org/resourcesandtools/business-solutions/documents/human-capital-report-all-industries-all-ftes.pdf
https://www.aihr.com/blog/employee-retention-rate/
https://www.aihr.com/blog/absenteeism-rate/
https://www.aihr.com/blog/absenteeism/
https://www.aihr.com/wp-content/uploads/Voluntary-Turnover-Rate-General-Formula.png
https://www.aihr.com/wp-content/uploads/Employee-Retention-Rate-Formula.png


Absenteeism is a behavior that can also have a severe knock-on effect. A higher 

absenteeism rate results in a greater workload for employees, which, in turn, 

causes more stress and job dissatisfaction rate as a result. To calculate employee 

absenteeism rate, use the below formula: 

 

Different countries have various regulations for sick leave and how absenteeism 

is viewed, so it is essential to consider this when calculating absenteeism. 

4. Employee Net Promoter Score (eNPS) 

Employee Net Promoter Score (eNPS) is one of the most well-known HR 

metrics to measure employee engagement. Organizations often measure it 

through an employee engagement survey. 

This metric is measured by the question “On a scale from 1-10, how likely are 

you to recommend this organization as a place to work?” or “Based on your 

experience, how likely are you to recommend our organization to a friend or 

colleague?” Based on the responses, you can break it down into detractors, 

passives, and promoters, for example:  

• Promoters – Employees that respond either 9 or 10, which is an indication 

that an employee is satisfied.  

• Passives – A score between 7 and 8 indicates the employee is neither 

happy nor unhappy but feels neutral. They won’t recommend the 

company to a friend, but they won’t bad-mouth them either.  

• Detractors – Any employee that gives a score below 6, which indicates 

that the employee is not satisfied. 

To calculate your eNPS, the formula is: 

https://www.aihr.com/blog/job-dissatisfaction/
https://www.aihr.com/blog/employee-net-promoter-score-enps/
https://www.employeeconnect.com/blog/complete-guide-employee-net-promoter-score-enps/
https://www.aihr.com/wp-content/uploads/Absenteeism-rate-formula-1.png


 

Qualtrics provides a clear benchmark of what a good eNPS is.  

5. Employee satisfaction 

While there is a clear distinction between employee satisfaction and 

engagement, they are intertwined, and both can be measured through similar 

metrics. 

Employee satisfaction takes into consideration external factors, such as working 

conditions, benefits, salary. 

On the other hand, employee engagement looks at things such as how an 

employee is intrinsically motivated and whether they buy into the company 

vision. One of the easiest ways to measure employee satisfaction is through a 

simple survey, which contains a combination of open-ended and closed-ended 

questions. Some questions to include in your employee satisfaction survey 

include:  

• Do you feel valued in your role?  

• Do you feel that your job is allowing you to use your skills?  

• Do you have a good relationship with your manager?  

• Do you see a career path to advance your career within the organization?  

• Do you feel the organization prioritizes your wellbeing? 

6. Employee performance 

Again, highly engaged employees are likely to perform well in their jobs, so 

your employee performance metrics are also relevant to understanding 

employee engagement. We can generally divide employee performance metrics 

into four categories:  

• Work quality metrics – Such as number of errors, net promoter score, 

or 360-degree feedback. 

https://www.qualtrics.com/uk/experience-management/employee/employee-net-promoter-score/#:~:text=eNPS%20scores%20can%2C%20theoretically%2C%20range,30%3B%20above%2030%20is%20excellent.
https://www.aihr.com/blog/employee-satisfaction-metrics/
https://www.aihr.com/blog/employee-performance-metrics/
https://www.aihr.com/blog/360-degree-feedback/
https://www.aihr.com/wp-content/uploads/eNPS-formula.png


• Work quantity metrics – Such as number of sales, number of units 

produced, handling time 

• Work efficiency metrics – Balancing the qualitative and quantitative 

employee performance metrics 

• Organizational performance metrics – Revenue per employee, human 

capital ROI 

An analysis of work performance vs. employee engagement would be a clear 

indicator that the two are highly correlated. Improving engagement would lead 

to an uplift in performance, and vice versa. 

7. Glassdoor.com rating 

Employee engagement also has a significant impact on employer branding. 

Namely, what people say about you online tells a lot about how they feel about 

working for you. Before an employee is likely to interview with an 

organization, the first thing they are likely to do is to ‘Google’ them. One of the 

most popular employer review sites that always appears is Glassdoor, which has 

established itself as a leading authority on reviewing workplace satisfaction and 

making that information publicly available. Therefore, focusing on employee 

satisfaction is not only an internal priority but also affects an organization’s 

ability to attract talent externally. 

Ratings on Glassdoor are based on employee feedback, on a 5-point scale:  

• 0.00 – 1.50 Employees are “Very Dissatisfied” 

• 1.51 – 2.50 Employees are “Dissatisfied” 

• 2.51 – 3.50 Employees say it’s “Okay” 

• 3.51 – 4.00 Employees are “Satisfied” 

• 4.01 – 5.00 Employees are “Very Satisfied” 

Glassdoor also uses an algorithm to emphasize recent reviews to give them 

more weight. This is to give viewers the most up-to-date satisfaction score at the 

company. Former employees also post their comments about what it is or were 

like to work there. Poor employee satisfaction will reflect in both the 

quantitative and qualitative data shown on Glassdoor.  

Typically, the rating you see on a company profile is the overall rating of all 

approved reviews that the company has ever received after applying our 

proprietary algorithm, which among other factors, weights recent reviews more 

heavily than older ones. It usually takes seven business days for a rating to 

update after an employee leaves a review.  

https://www.aihr.com/blog/revenue-per-employee/
https://www.aihr.com/blog/human-capital-roi/
https://www.aihr.com/blog/human-capital-roi/


8. ROI on employee engagement 

It’s also important to understand the ROI of high employee engagement. After 

all, more engaged employees are more productive, and therefore have a higher 

ROI. This is not just ‘hearsay.’ 

BestBuy, for example, was able to precisely identify the value of its highest 

engaged employees and the impact on operating income. BestBuy found that an 

increase of 0.1% in employee engagement results in more than $100,000 in the 

particular store’s annual operating income. Studies by Gallup have also found 

that organizations that prioritize employee engagement can experience a 20% 

improvement in sales.  

9. Customer happiness 

A low employee engagement rate often causes low customer satisfaction, and 

the other way around. Put yourself in any scenario when you’re dealing with 

client or customer services, and your satisfaction level when the person you’re 

dealing with is calm, friendly, and goes that extra mile. 

An Aberdeen Research report states, “Customer experiences don’t happen in a 

vacuum. They are the result of employee activities. Businesses that understand 

the importance of employee engagement and manage it through a formal 

program to align to their customer experience goals achieve far superior 

results”. 

Of course, this is a metric that needs to take into consideration other employee 

engagement metrics. Oftentimes, customers can be happy, but employees can be 

burnt out, so it’s important to strike a balance.  

10. UWES & Gallup Scales 

There are also known employee engagement scales that you can use. The two 

most well-known and tested are the UWES or GALLUP scales. Both are very 

well tested. For both scales, higher scores are related to superior business 

outcomes. 

 

https://hbr.org/2010/10/competing-on-talent-analytics
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MODULE-III 
HRIS stands for human resources information system, a software solution that helps 

companies manage and automate core HR processes and support benefits administration, 

time and attendance, payroll, and other workflows, as well as the storage of employee data, 

such as personal, demographic, and compensation information. 

A Human Resource Information System (HRIS) uses an employee database to support core 

HR processes that are more linear and quantitative in nature, like payroll processing or 

managing time and attendance. In comparison, HRMS refers to a more over-arching 

software solution that contains an HRIS, but also incorporates more qualitative and complex 

functionality involved in talent management. 

 For example, an HRIS can help to automate and streamline processes such as employee 

timekeeping, and when this data is integrated into an HRMS system – the timekeeping data 

can be analysed to improve productivity and planning – and in turn – even to help more 

efficiently automate tasks within the HRIS. 

What do HR information systems do? 

The best cloud-based HRIS solutions support a variety of HR processes and interactions. 

The technology provides smart automation of workflows across the business, including:  

Benefits administration 

• Automated benefits administration 

• Self-serve capabilities for employees to access, edit, and learn about benefits 

Time and attendance 

• Accurate management of employee absences 

• Increase administrative efficiency with time profiles to determine employee holidays, 

work schedules, and premiums. 

• Automatic calculations of time and pay by employee profile 

Embedded localisation 

• Adapt to country-specific business practices and laws with automatic legal and 

regulatory changes 

https://www.sap.com/india/products/hcm/employee-central-hris.html
https://www.sap.com/india/products/hcm/employee-central-hris.html
https://www.sap.com/india/products/hcm/what-is-hrms.html
https://www.sap.com/india/products/hcm/employee-central-hris.html


• Comprehensive inventory of globalization and localisation requirements for individual 

countries 

Employee self-services 

• Self-service capabilities that increase workforce productivity 

• Integrated HR data on a single platform 

• Trackable key HR information based on country-specific requirements 

• Provide employees with a personalised profile page, where they can manage and view 

benefits, request time off, and more 

Organisational structures 

• Analytics for real-time insight to the entire workforce 

• Identify critical positions and quickly make workforce adjustments to address gaps 

• Visualise organisational structures 

Benefits of a cloud HRIS system 

In addition to the basic functionality of a modern HRIS, cloud-based systems are more easily 

integrated with your existing systems. They are scalable and can more readily be augmented 

by new innovations and security features. 

Below are just a few of the common benefits of an integrated cloud HRIS system: 

• Makes HR admin faster and more accurate. When dealing with people’s 

livelihoods, there’s no margin for error. With its ability to automate and streamline 

admin tasks, HRIS software can free HR teams up from the delays and inaccuracies 

brought on by manual and paper-based systems. 

• Improves employee experience. Employers sometimes forget how important it is to 

their teams to be able to see the status of their benefits, payments, and time off. HRIS 

tools allow employees to directly access their personal information, produce reports, 

and issue requests – all without the inconvenience and time it takes to go through the 

HR department. 

• Improves efficiency. HRIS solutions offer a wide range of self-service tools that 

greatly minimise the need for email and paper-based forms and approval processes. 

Schedules, workflows, time-off requests, and more – can be automated and managed 

in real time, and on the fly. 



• Supports compliance efforts. With a rise in remote work and a cultural shift toward 

greater sensitivity and litigation, businesses need to be sure they’re on the right side of 

global labour and employment regulations. Cloud HRIS helps to ensure that all HR 

activities fall within the boundaries of compliance and help to support their 

workforces. 

• Keeps things secure. Within HR files are some of the most sensitive and precious 

data in your company – including employees’ medical and financial records and 

details. In the past, when this data was stored on laptops or unsecured databases, there 

was an ever-present risk of compromise. Today’s integrated HRIS systems have 

advanced security protocols built in to help minimise cybersecurity risks. 

The Need for an HRIS in Today's Workplace 

The need for HRIS arises from the fact that it can help automate and streamline several time-

consuming and resource-intensive day-to-day tasks. HR information systems may also 

reduce administrative expenses by eliminating manual processes, boosting accuracy and 

productivity, and improving data quality. 

It can also provide HR leaders with more comprehensive insights, allowing them to make 

better-informed decisions while promoting an employee-centric business strategy. Similarly, 

software users can measure and analyze employee engagement, efficiency, and various other 

important metrics more precisely. 

HR information systems offer an organized, efficient, and centralized repository for 

managing staff records, perks, and payroll. It also helps to monitor employee performance 

and attendance. 

The need for HRIS is now widely recognized because it helps in: 

• Managing multiple HR processes: As an HR executive, you can structure your work 

more efficiently than in the past. And your organization can be more systematic in the 

manner in which it controls employee information. Employees can also manage HR-

related tasks like self-reviews and benefits selection more easily, improving the 

employee experience. 

• Maintaining transparency across stakeholders: You could have various 

stakeholders in an organization and a large number of full-time and part-time HR 

employees. It is difficult to maintain a balance while keeping everyone informed. 

With an effective HRIS, you can curb uncertainty by offering only a centralized, 

single point of information for all HR-related data. 



• Reducing your efforts through automation: While being more organized is great, 

you can also optimize your work. Human resource information systems ensure that 

managers refrain from duplicating tasks and can instead focus on employee 

experiences. An HRIS streamlines your work via automation. 

5 types of HRIS and their use cases 

All HR information systems fall into five main types based on function or scope: 

1. Operational HRIS 

2. Strategic HRIS 

3. Tactical HRIS 

4. Comprehensive HRIS 

5. Limited-function/specialized HRIS 

Both limited-function and comprehensive HRIS solutions may house different quantities and 

types of data that fall across the three different functional types of information systems. 

1. Operational HRIS 

The operational HRIS category includes tools that assist HR staff and people managers with 

hiring, promotions, transfers, and other talent management needs. Operational HRIS 

solutions focus on improving existing systems by making them more efficient and impactful. 

Applicant tracking system (ATS) 

An applicant tracking system (ATS) logs all open positions within an organization and 

optimizes workflows to fill them as quickly as possible. ATS functions include syndicating 

job postings to multiple job boards, screening applications to identify qualified candidates, 

and identifying bottlenecks within the hiring process. 

Performance management system 

A performance management system stores employee information regarding performance 

appraisals. It supports employee retention, promotion, transfer, job rotation, contract 

termination needs, and other talent management concerns. A performance management 

system helps managers take action if an employee is underutilized or needs extra support. 

2. Strategic HRIS 

https://technologyadvice.com/blog/human-resources/types-of-hris-software/#1_operational_hris
https://technologyadvice.com/blog/human-resources/types-of-hris-software/#2_strategic_hris
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Modules and functions within strategic HRIS systems help with analysis, decision-making, 

and goal-setting in relation to human capital management. Strategic HRIS solutions often 

help companies plan for growth and expansion by finding and retaining the right talent. 

Workforce planning 

Workforce planning tools help HR teams identify the necessary background and skills, 

responsibilities, reporting structure, and salary for any given role. This functionality helps 

develop strategies for filling skills and role gaps in the current workforce, which has 

downstream implications for recruiting strategies as well as learning and development plans. 

Learning management system 

A learning management system (LMS) supports succession planning as operational 

decisions are made regarding job rotations or promotions. It tracks skill sets for employees 

across the company and identifies employees who are ready to pursue additional training or 

certifications based on recent changes to their roles or responsibilities. 

3. Tactical HRIS 

The tactical HRIS category targets efficiency and compliance for internal workforce 

management. The tools and functionalities that fall in this category help HR leaders make 

decisions on how to best use existing resources for functions such as compensation, 

recruiting, training, and benefits. 

External data aggregation 

Tactical human resource modules aggregate external data related to a business’s competitors, 

industry, and compliance requirements. This information provides benchmarks in areas such 

as talent acquisition, employee satisfaction, compensation, DEI, and performance 

management. 

4. Comprehensive HRIS 

As the name implies, a comprehensive HR information system functions as a one-stop shop 

for storing any information needed to perform nearly all HR management functions. It serves 

as a central repository for a wider range of data that supports operational, strategic, and 

tactical HR functions combined. 

These three functions don’t operate in a vacuum; rather, they influence each other in 

different ways. For example, information about where a role fits into the reporting structure 

and how it contributes to the company’s goals serves both operational and strategic angles of 

job analysis and design. 

https://technologyadvice.com/blog/human-resources/best-hcm-software/
https://www.valamis.com/hub/workforce-planning
https://technologyadvice.com/blog/human-resources/recruitment-strategy/
https://technologyadvice.com/learning-management-systems/


It makes sense for larger businesses to use a comprehensive HRIS since it consolidates data 

across all three types of functional systems. This information provides valuable insight so 

HR and business leaders can make informed decisions quickly. 

 

5. Limited-scope or specialized HRIS 

In contrast to a comprehensive HRIS, a limited-function HRIS focuses on one or a few core 

information systems. They typically support a narrow list of HR functions, such 

as payroll and benefits administration and are a better investment for businesses’ with 

specific tactical needs that can’t be addressed by an all-in-one solution. 

No matter what HR function(s) a company focuses on with a limited-function HRIS, an 

employee information system is essential to the HR software. This system collects, archives, 

and tracks personal and professional employee records, including name, address, minority 

status, citizenship, education, and past professional experiences. 

Limited-function HRIS platforms are often less expensive compared to comprehensive HRIS 

solutions, and solo HR professionals can manage this kind of software alone. For these 

reasons, small companies with lean HR teams may find limited-function HRIS platforms 

more manageable. 

Understanding the Basics of HRIS Needs Assessment 

An HRIS needs assessment is a detailed analysis aimed at identifying the specific 

requirements of an organization's HR department. This process involves evaluating existing 

HR processes, identifying gaps or inefficiencies, and determining the features and 

functionalities that a new HRIS must possess to address these issues. The primary purpose of 

an HRIS needs assessment is to ensure that the selected system aligns with the organization's 

strategic goals and can support its long-term growth. 

How It Differs from General Software Evaluations 

While a general software evaluation might focus on comparing different solutions based on 

their features and pricing, an HRIS needs assessment is more focused on understanding the 

unique needs of the HR department and the organization as a whole. It involves a deeper 

dive into current HR processes, user requirements, and long-term objectives. This targeted 

approach ensures that the HRIS selected is not just a good software solution but the right 

solution for the specific challenges and goals of the organization. 

Pre-Assessment Preparation 

https://technologyadvice.com/payroll-software/
https://technologyadvice.com/benefits-administration-software/


Proper preparation is key to conducting an effective HRIS needs assessment. This phase 

involves assembling the right team and setting clear objectives for the assessment. 

Assembling the HRIS Assessment Team: Key Roles and Responsibilities 

The success of the HRIS needs assessment largely depends on the team conducting it. The 

team should include key stakeholders from various departments, such as HR, IT, finance, 

and operations. Each member brings a unique perspective that can help ensure a 

comprehensive assessment. Key roles might include: 

• HR Lead: Focuses on HR processes and user needs. 

• IT Specialist: Assesses technical requirements and integration capabilities. 

• Finance Representative: Evaluates cost implications and ROI considerations. 

• Project Manager: Oversees the process, ensuring that timelines are met and 

objectives are achieved. 

HRIS Needs Analysis 

HRIS (Human Resource Information System) needs analysis is a crucial process that should 

be carried out continuously during the development of an HRIS. It involves identifying and 

assessing the requirements and expectations of the organization, its employees, and other 

stakeholders regarding the HRIS. This analysis helps in designing and implementing an 

effective HRIS that aligns with the organization's goals and objectives. 

Importance of HRIS Needs Analysis 

1. Identifying requirements: Needs analysis helps in understanding the specific needs 

and requirements of the organization. It involves gathering information about the 

existing HR processes, systems, and data, as well as the desired improvements and 

functionalities. This information forms the basis for designing and implementing an 

HRIS that meets the organization's unique needs. 

2. Aligning with organizational goals: HRIS needs analysis ensures that the HRIS is 

aligned with the organization's strategic goals and objectives. By understanding the 

organization's priorities, the HRIS can be designed to support key HR functions such 

as recruitment, performance management, training, and employee engagement. 

3. Optimizing HR processes: Through needs analysis, organizations can identify 

inefficiencies and bottlenecks in their HR processes. This analysis helps in 

streamlining and automating HR processes, leading to increased efficiency, reduced 

administrative burden, and improved employee experience. 



4. Enhancing decision-making: HRIS needs analysis helps in identifying the types of 

data and analytics required for effective decision-making. By understanding the 

information needs of different stakeholders, organizations can design HRIS systems 

that provide real-time, accurate, and relevant data for informed decision-making. 

What Is HRIS Implementation? 

Human Resource Information System (HRIS) implementation is a long-term strategic 

process that involves analyzing, creating, testing, and integrating the new platform. 

Although it requires plenty of time and careful planning, the result can be a highly 

effective cornerstone for your HR department that engages your workforce. 

Why Is HRIS Implementation Important? 

The end result of HRIS implementation includes automated processes, centralized 

data, and real-time insights. Your leadership will be able to manage processes more 

easily through automated workflows, increased compliance, and data comparison. 

• Automate processes. Implementing an HRIS system can open the door to 

streamlining your HR and business processes. Your HRIS will allow employees 

to perform transactional actions within the software. This means you’ll be able 

to focus more on strategic initiatives. Automation will reduce human errors and 

will increase efficiency. Less paperwork means reduced cost of materials. 

Automated workflows can be especially helpful if your organization operates in 

several locations so you can achieve consistent HR practices. 

• Centralize data. With your HRIS implemented, you’ll be able to centralize your 

data as opposed to having it in separate locations. With greater accessibility 

comes greater organization, which can increase compliance with government 

regulations. A few examples of data you can centralize include recruiting, time 

management, payroll, performance evaluations and employee profiles. An HRIS 

system allows you to set security levels for the various roles in your organization 

so that you can guard access to confidential information. 

• Real-time insights. Managing important numbers and data can be made simpler 

through implementing an HRIS, including turnover, salary spend, and 

headcount. Some platforms allow you to compare current to past data which can 

help predict and analyze trends. 
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The Steps of HRIS Implementation 

There are various steps you can follow to make sure that your implementation goes 

according to plan. Refer to the following as a guide for implementation. 

Step 1: Determine Company Needs 

In order to effectively implement an HRIS system, the HR department must work with 

other department leaders and management to gain a holistic understanding of company 

needs. HR should learn about the business strategy and long-term goals. Most HRIS 

systems offer a variety of modules to choose from, such as 

recruiting, benefit administration, payroll, employee self-service (ESS), etc. 

Step 2: Assess the Project Scope 

You’ll need to determine your company’s budget for implementation along with the 

IT support required for the system. Will your organization host the HRIS through an 

on-premise option, will it choose a software as a service (SaaS), or something else? 

You’ll need to consider any time constraints that might prevent your project team 

from completing the implementation in a timely manner. 

Step 3: Organize Your Project Committee 

Your committee should be made up of employees who have a good understanding of 

needs beyond the HR department. These employees typically come from 

payroll, talent acquisition, HR, training and development, IT and the operations 

department. 

Step 4: Demo and Request for Proposal (RFP) 

Once you’ve selected several systems that meet your project scope assessment and the 

needs of your company, begin requesting proposals and scheduling demonstrations. 

Demos are a great time to ask clarifying questions and measure the systems’ 

performance against your pre-determined company needs. 

Step 5: Configuration 

Your service agreement will typically outline the length of time implementation is 

expected to last. It could take from several months to several years. Expect to work 

closely with your representative and representatives assigned to you from your HRIS 

company. Continue designing, testing and configuring the various workflows, 
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processes, security settings, forms, etc. until they satisfy the demands of your project 

team. 

Step 6: Pilot the System 

“A good first impression can work wonders.” — J. K. Rowling The first impression 

your HRIS system leaves on management and employees will last a long time. Make 

sure you dedicate adequate time to pilot the software with both your project team and 

others in your organization who can provide honest feedback. Consider testing the 

system with employees with longer tenure with the company since they might be the 

most resistant to change. This will give you a great opportunity to understand possible 

concerns and overcome them before deploying the system. 

Step 7: Train Your Workforce 

A robust training program for your workforce before and after deployment will ensure 

they’re sufficiently prepared and capable of using the system. Training materials may 

already be provided by your HRIS company. Speak with your rep if you’re unsure 

where they’re located. If training materials are not provided, a third party may have 

training or you can create your own. Make sure the training is in a location where it 

can be easily accessed by your workforce. 

Step 8: Deployment 

You’re ready to deploy your HRIS system. 

Benefits Of HRIS 

Here are a few benefits of HRIS: 

Improves employee experience 

HRIS brings transparency to the organisation because it improves communication and 

relationships between managers and employees. When employees know the HRIS 

records their performance, they are aware that managers are also tracking their efforts. 

It instils a greater sense of purpose and motivates them to excel. Such a system 

provides a seamless onboarding experience and streamlines other employee processes, 

increasing employee experience and satisfaction. 

Ensures regulatory compliance 

https://www.goodreads.com/quotes/619002-a-good-first-impression-can-work-wonders#:~:text=Quote%20by%20J.K.%20Rowling%3A%20%E2%80%9CA,first%20impression%20can%20work%20wonders%E2%80%9D
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It is essential for every organisation to comply with state and central labour laws and 

regulations. A good HRIS assists the HR team and ensures the company adheres to 

labour laws and avoids costly penalties. When there is a change in the labour law, the 

HR department uses the HRIS to update employees on any new guidelines and 

policies. The HR professionals upload all the information into a single system for 

employees to access at their convenience.  

Reduces HR costs 

Depending on the role and function of the HR department, it might incur a substantial 

cost. Without an HRIS, the HR department is likely to incur different costs, such as 

training and development, recruitment fees, administration fees and development 

costs. An effective HRIS reduces expenses. An HRIS can automate processes, 

including collecting and sending documents, recording employee hours and creating 

payrolls. Such a system automates these processes, allowing HR professionals to focus 

on activities that offer a greater return on investment. 

Ensures workforce compliance 

An HRIS allows an organisation to ensure workforce compliance with industry 

standards and regulations. Depending on the organisation, employees might require 

several licences and certifications. An HRIS system records the details about these 

certifications and notifies managers when the licences or certifications are nearing 

expiry. Managers then convey the renewal requirement to their employees.  

Keeps the workplace organised 

Before HRIS, HR professionals collected, organised and retrieved employee data, 

making it a time-consuming and challenging process. With HRIS, organisations create 

searchable data of items that HR professionals can access in seconds. It eliminates the 

requirement of physical documents and storage cabinets, helping keep the workplace 

organised.Related: A Comprehensive Guide To The Full Form Of HR In A 

Company 

Increases efficiency of the HR department 

An HRIS empowers HR professionals to file, edit and retrieve employee information. 

This tool helps in validating timecards, processing payroll and approving employee 

requests. When employees complete their work without wasting time, it increases the 
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efficiency of the HR department. This can be beneficial when managing a remote and 

hybrid workforce. 

Oversees benefits and payroll 

With an HRIS, HR professionals can oversee and manage payroll and benefits to 

ensure employees receive payment and incentives on time. When an HR department 

launches a new incentive scheme to encourage and motivate employees, the HRIS 

helps ensure timely incentive payments for each eligible employee. It also provides 

employees with access to their benefits package. 

5 Limitations of HRIS Systems 

1. Lack of Employee Engagement Features 

Most HRIS systems are designed with administrators in mind, prioritizing tasks like payroll 

processing, compliance reporting, and people data storage. While these are essential 

functions, they often lack features that actively engage employees. 

Employees typically interact with HRIS systems only when updating personal information, 

reviewing pay stubs, or requesting time off. These transactional interactions fail to contribute 

to a sense of community, recognition, or career growth—critical components of employee 

engagement. 

2. Administrative, Not Strategic  

While HRIS systems excel at streamlining administrative tasks, they often fall short in 

supporting strategic HR initiatives like workforce planning, diversity and inclusion efforts, 

and talent development. These platforms are typically built for compliance and data 

management, not for fostering innovation or collaboration. 

3. Siloed Data and Limited Analytics 

While HRIS systems house a wealth of data, their built-in analytics capabilities are often 

limited to basic reporting. Extracting actionable insights can be challenging, mainly when 

data exists in silos, disconnected from other critical business systems. 

4. Inflexibility and Poor User Experience 

Many HRIS platforms are notorious for outdated interfaces and lack of customization 

options. Employees and HR teams often find these systems cumbersome and unintuitive, 

hindering adoption and productivity. 

5. Limited Support for Career Growth and Development 



HRIS systems typically lack robust role hierarchy, upskilling, and talent development 

features. They rarely provide personalized achievement records or track long-term career 

progress. This limitation can lead to disengagement and higher turnover rates, especially 

among employees seeking growth opportunities. 

 What is an HRIS system, and what are its primary functions? 

An HRIS (Human Resource Information System) is a software platform designed to manage 

HR functions like payroll, compliance, employee data storage, and benefits administration. 

Its primary role is to streamline and automate administrative HR tasks. 

Why do HRIS systems lack employee engagement features? 

Traditional HRIS systems are built to prioritize administrative efficiency over employee 

interaction. They often focus on compliance, payroll, and data management, leaving little 

room for features that promote collaboration, recognition, or engagement. 

How do HRIS limitations affect employee retention? 

Without engagement and development features, employees may feel disconnected or 

undervalued, leading to lower satisfaction and higher turnover rates. Addressing these gaps 

with complementary tools can boost morale and retention. 

Importance of Data Security in HRIS 

HR data is some of the most sensitive information a company handles. If compromised, it 

can lead to severe consequences, including identity theft, financial loss, and damage to an 

organisation’s reputation. Furthermore, companies are often legally required to protect 

employee data and may face substantial penalties for non-compliance with data 

protection regulations such as the General Data Protection Regulation (GDPR) and the 

California Consumer Privacy Act (CCPA). 

Key Security Features of HRIS 

A robust HRIS should come equipped with several security features to protect sensitive data. 

Here are some essential components to look for: 

1. Data Encryption: Encryption ensures that data is converted into a coded format that 

can only be accessed by authorised users. Both data at rest (stored data) and data in 

transit (data being transmitted) should be encrypted to prevent unauthorised access. 

2. Access Controls: Implementing role-based access controls (RBAC) ensures that 

employees can only access the information necessary for their job functions. This 

minimises the risk of unauthorised data access and potential breaches. 

https://resources.workable.com/tutorial/data-security-in-hris-implementation
https://resources.workable.com/tutorial/data-security-in-hris-implementation


3. Audit Trails: An audit trail records all activities related to data access and 

modifications within the HRIS. This feature helps in monitoring user activity and can 

be crucial for investigating security incidents. 

4. Multi-Factor Authentication (MFA): MFA adds an additional layer of security by 

requiring users to provide two or more verification factors to gain access to the HRIS. 

This reduces the likelihood of unauthorised access due to stolen or guessed passwords. 

5. Regular Software Updates: Ensuring that your HRIS software is regularly updated is 

vital for protecting against known vulnerabilities. Software vendors often release 

updates to address security flaws, and staying current can help protect your system. 

Best Practices for HR Data Security 

In addition to the built-in security features of an HRIS, there are several best practices that 

organizations should follow to enhance data security: 

1. Conduct Regular Security Audits: Regular security audits help identify 

vulnerabilities in your HRIS and other related systems. These audits should include 

penetration testing, vulnerability assessments, and a review of security policies and 

procedures. 

2. Employee Training: Educate employees about data security best practices, such as 

recognising phishing attempts, using strong passwords, and protecting their login 

credentials. Well-informed employees are less likely to inadvertently compromise data 

security. 

3. Implement Data Minimisation: Only collect and store the data necessary for HR 

processes. Reducing the amount of sensitive data held within your HRIS minimises 

the risk and impact of a potential breach. 

4. Data Backup and Recovery Plans: Regularly back up HR data and ensure that you 

have a robust data recovery plan in place. In the event of a data breach or system 

failure, this ensures that you can quickly restore essential information and continue 

operations with minimal disruption. 

5. Limit Third-Party Access: Be cautious about granting third-party vendors access to 

your HRIS. Ensure that any third parties comply with your data security standards and 

regularly review their access permissions. 

6. Develop a Response Plan: Having a well-defined response plan for data breaches can 

help mitigate damage. This plan should include steps for containing the breach, 

notifying affected parties, and addressing any vulnerabilities that led to the incident. 

https://www.hrlineup.com/hris-security-privacy-tips/
https://appstechsolution.medium.com/the-importance-of-vapt-in-human-resource-information-management-systems-hris-baf08fb50541
https://www.sap.com/australia/products/hcm/employee-central-hris/what-is-hris.html
https://www.sap.com/australia/products/hcm/employee-central-hris/what-is-hris.html
https://resources.workable.com/hr-toolkit/what-is-hris
https://www.silvercloudhr.co.uk/how-hris-enhance-data-security/


Conclusion 

In an era where data breaches are increasingly common, ensuring the security of HR data 

within an HRIS is essential. By leveraging robust security features, adhering to best 

practices, and maintaining compliance with relevant regulations, organisations can protect 

sensitive employee information and minimise the risk of data breaches. Investing in data 

security not only safeguards your employees but also enhances your company’s reputation 

and trustworthiness in the marketplace. 

 Embracing Tomorrow's HR: Unveiling the Future Trends in HRIS 

As technology continues to evolve at a rapid pace, so does the landscape of Human Resource 

Information Systems (HRIS). HRIS, once known primarily for data management and payroll 

processing, has now become a critical strategic tool for HR professionals. I will explore the 

exciting future trends in HRIS that are reshaping the HR landscape and enabling 

organizations to create more efficient, engaging, and data-driven workplaces. 

1. Artificial Intelligence (AI) and Machine Learning Integration: The integration of AI 

and machine learning into HRIS is revolutionizing HR practices. From candidate 

sourcing and screening to employee engagement and performance management, AI-

powered HRIS can automate repetitive tasks, enhance decision-making processes, and 

predict workforce trends. The application of AI-driven chatbots for employee queries 

and HR assistance is also streamlining employee interactions and improving the 

overall employee experience. 

2. Predictive Analytics for Workforce Planning: HRIS with advanced predictive 

analytics capabilities is enabling HR professionals to make data-driven decisions 

about their workforce. By analyzing historical data and real-time metrics, HRIS can 

help identify high-potential employees, forecast skill gaps, and predict attrition rates. 

Armed with this foresight, organizations can proactively address talent challenges and 

ensure a future-ready workforce. 

3. Enhanced Employee Self-Service Features: The future of HRIS lies in empowering 

employees to take charge of their HR-related tasks. Modern HRIS platforms are 

equipping employees with user-friendly self-service portals, where they can access 

their personal information, request time off, manage benefits, and participate in 

performance evaluations. These self-service features not only increase employee 

satisfaction 

4. Mobile HRIS Applications: The future of work is increasingly mobile, and HRIS is 

adapting to this shift. Mobile HRIS applications are becoming more prevalent, 

https://www.theaccessgroup.com/en-au/blog/hcm-what-is-an-hris-system/


allowing employees and HR professionals to access critical HR data and 

functionalities on the go. Whether it's checking payslips, approving leave requests, or 

conducting performance reviews, mobile HRIS apps offer flexibility and convenience 

in a fast-paced work environment. 

5. Emphasis on Data Security and Privacy: As HRIS continues to handle vast amounts of 

sensitive employee data, data security and privacy become paramount. Future HRIS 

platforms are prioritizing robust security measures and compliance with data 

protection regulations. Encryption, multi-factor authentication, and data access 

controls are becoming standard features to safeguard confidential information. 

 

 

 


