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S. A Study on the Efficiency of HR Metrics at Work

Dr. Deepmala Biradar (Hallale)
Head & Associate Professor in Department of Management Science,
ICEEM College, Aurangabad. (MS)

HR performance indicators for an organization's ROI. The modifications to the corporate
environment, it for HR Metrics drive to quantify the efficiency of cost-effective decision for the
organizations to rationalize their cost components and return on investments, A human resources
survey has been undertaken.

For HR professionals to better understand their perceptions and expectations of HCM
content, its relationship to strategy, and its effects on performance

This study is based on a quantitative analysis of survey questions that were completed by
50 HR professionals from various organizations of Maharashtra and scored on a five-point scale.
Following preliminary examination for reliability, validity, and normalcy, the overall model was
tested using multiple regression analysis, with the findings demonstrating a high correlation
between organizational performance as measured by return on investment and HR measures.

The study's conclusions agreed with those of past research. The results' implications for
managers will aid those responsible for creating policies and processes for enhancing HR
productivity and decision-making.

Introduction’

Metrics for tracking human capital and gauging the success of human resources efforts
are known as HR metrics, or human resources metrics. These data include, among others (we'll
discuss more of them later), turmover, cost-per-hire, benefit participation rates, and others,
Organizations may better understand their people by measuring this type of information about
what's functioning well, what needs improvement, and what trends to expect in the future. We
discovered that CEOs and HR specialists both believe that it is crucial to measure HR and its

effects on an organization. In fact, a lot of CEOs desire more frequent and thorough HR reports

from their staff.
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Objectives of the Study

To investigate HR metrics [rom various angles

° To determine the effect of HR on work metrics.

Factors taken into account when creating and impl

Scope of the Study

e This study intends to remove obstacles to information collection,

activity execution.

Literature Review
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ementing metrics.

decision-making, and

This study tries to determine how various factors afTect HR Matrix

Author

Title

Source

Findings

Susmita Ekka
(2021)

HR analytics: Why
it matters

Journal of
Contemporary Issues
in Business and
Government

Digital transformation across the
globe is seen. Organizations
should feel the need to move
over {radition HR and bring
about HR Analytics. Decision
making should be based on
analytics rather than on the
traditional tried and tested
methods of HR. Use of analytics
will give competitive advantage
to both the organizations as well
as the employees of the
organizations. HR Analytics also
help in improving various roles
like attrition, retention,
workforce  planning,  talent
management etc.

Hila Chatuz

An ROI Based

Ben Gal
(2019)

Review of HR
analytics: Practical
Implementation
tools

Emerald Publication

The review paper found two
notable fields in the HR analytics
system, namely, empirical and
conceptual research. The review
also found that despite HR
analytics being a popular topic
there is absence of high quality
evidence based research on the
field of HR analytics.
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P.M Lakshmi
and P.S
Pratap (2016)

HR Analytics- A
Strategic Approach
to HR effectiveness

International  Journal
of Human resource
Management and
Research

The study sheds light on ~ﬂ
multidisciplinary approach to HR
which involves

most important

analytics,
selecting the
oulcomes, assembling a cross-
functional data team, evaluating
the measures of the most
important outcomes, and
conducting unbiased analysis of
the most important data. The
survey also showed that HR
functions should go beyond
simple reporting to accurate
prediction in order to play a
more strategic role in the
organization.

R. Jayanthi
(2018)

A Study on
effectiveness of HR
Metrics

International  Journal
of Science and
research

The study provided information
on the qualities of effective
metrics, factors taken into
accouni  while  generaling
measures, methods to HR
metrics, the necessity of HR
metrics,  benefits of HR
measurements, and the essential
elements of HR metrics, among
other topics.

Bassi and
McMurran
(2006)

Human capital and
organizational
performance: Next
Generation metrics
as a catalyst for
change

White paper

The article discussed embracing
new methods in place of HR
analytics' traditional approaches.
The research also highlighted a
wide range of HR analytics,
including employee engagement,
leadership styles, and knowledge
accessibility. Human  capital
obstacles were also considered.

Treacy, M. &
Wiersema, F.
(1997).

The discipline of
market leaders

Reading, MA:

Addison--Wesley

emphasised the significance of
“strategic reference points”" in
determining  how  decision-
makers assess strategic
alternatives. Consequently, the

CAMPUS DIRECTOR
£ €rnational Centre of
cellence In Engg. & MGMT,

Aurangabad

il
mZQ:mIM\(.&. _11/ lbeer Reviewed Refereed and UGC Listed Journal No. : 40776 26




- 2023 .e ’
O X aaN 2277 mwwm.._ﬁz@me FACTOR - 7.428 (wiww.sjifactor com)

AJANTA - ISSN 227

\

reaction ~ may be
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influenced by the chosen 39:0:
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i . sted that metrics Ires
Boudreau, The Motivational | Journal of .:EEE sugge choice” 46l of HR
John W. | Impact of Utility | Resource Costing and | adopt a . S such
. measurement, 10 whic
(1996) Analysis and HR | Accounting, ; .
‘ are adopted depending
Measurement systems :
i oals and
on communication 8
likely recipient responses. It «e.‘mm
emphasised that HR Metrics
provide value  (or harm)
according to their effects on key
constituencies. o
Abrahamson | Managerial  fads | Academy of [ The value of HR measurements
(1991) and fashion: The | Management Review | depends on how many decisions
giffusion and they help make better, how
rejection of valuable those decisions are, and
innovations. how expensive those measures
are. B
Research Methodology

The source from which the data were gathered to carry out the study is referred to as the

data source. Primary data and secondary data are the two forms of data.
The main data are the ones that the researcher is gathering for the first time. They consist

of data that was directly obtained from the respondents. Primary data for this study collected
from Industrial area of Marathwada with help Questionnaire and interview schedule.

Data that have already been obtained by another entity are known as secondary data.
Secondary data sources include the internet, publications, and unpublished documents.

The current study's sample size is 182. In social science study, a sample size of more than
5% is deemed to be favorable. A sample of 182 people, representing 53% of the total population,
was chosen for the current study. At a 95% confidence level and a 5% margin of error, the

sample size is computed.
Due to the study's exclusive selection of HR Personnel, the sample units were uniform in

character.

6,
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Data Analysis and Interpretation

Zm. Satisfaction Level | No of Respondents | Percentage
0

I Highly Dissatisfied | 0 0

2 Dissatisfied 0 0

3 Neutral 0 0

4 Satisfied 96 52.6

h] Highly Satisfied 86 47.4

| Total 182 100

Source: Primary Data
Respondents’ Opinion towards Work Environment
Interpretation
According to the above data, 47.4% of respondents fall into the Highly Satisfied
category, 52.6% of respondents fall into the Satisfied category, 0% of respondents fall into the
Neutral category. 0% of respondents fall into the Dissatisfied category, and 0% of respondents

fall into the Highly Dissatisfied category. Majority The satisfied group includes 52.6% of the

responses.

S. No | Satisfaction level | No of Resonance | Percentage

1 Highly Dissatisfied | 0 0

2 Dissatisfied 0 0

3 Neutral 46 25.4

4 Satisfied 86 47.0

5 Highly Satisfied 50 27.6

TOTAL 182 100.0
Source: Primary Data
Respondents’ opinion towards Retaining a workforce

Interpretation

According to the above table, 27.6% of respondents fall into the Highly Satisfied
category, followed by 47.0% of respondents who are Satisfied, 25.4% of respondents who are
Neutral, 0% of respondents who are Dissatisfied, and 0% of respondents who are in the Highly

Dissatisfied category. 47.0% of respondents, or the majority, identify as satisfied.

)
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S. No | Satisfaction Level | No of Response Percentage

1 Highly Dissatisfied | 0 0

2 Dissatisfied 1 8

3 Neutral 49 27.0

4 Satisfied 80 442

3 Highly Satisfied 51 28.0
TOTAL 182 100.0

Source:

Primary Data

Opinion of Respondents towards Preserving Cost-Effectiveness

Interpretation

According to the preceding table, 28.0% of respondents are classified as Highly Satisfied,
44.2% as Satisfied, and 27.0% as Neutral.8% of respondents identify as dissatisfied, while 0%

identify as quite dissatisfied. 44.2% of respondents, or the majority, identify as satisfied.

Interpretation

According to the above table, 21.0% of respondents fall into the Highly Satisfied
category, followed by 43.8% in the Satisfied category, 35.2% in the Neutral category, 0% in the
Dissatisfied category, and 0% in the Highly Dissatisfied category. Majority 43.8% of those

S.No | Satisfaction level | No. OF Resonance | Percentage
1 Highly Dissatisfied | 0 0

2 Dissatisfied 0 0

3 Neutral 46 25.4

4 Satisfied 86 47.0

5 Highly Satisfied 50 27.6

TOTAL 182 100.0
Source: Primary Data
Respondents' views on HR Cost

surveyed fall within the Satisfied category.

S. No | Satisfaction Level | No. of Resonance | Percentage

1 Highly Dissatisfied | 0 0

2 Dissatisfied 0 0

3 Neutral 70 38.2

4 Satisfied 70 38.6

5 Highly Satisfied 42 23.2
TOTAL 182 100.0
~ " Source: Primary Data

m_:.:o: towards Efficiency and Effectiveness
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Interpretation

Accordin
- i 8 10 the above table, 23.2% of respondents fall into the Highly Satisfied
alegory, 38.69 .
) % of respondents are Satisfied, 38.2% of respondents are Neutral, 0% of
respondent issati
: S are Dissatisfied, and 0% of respondents fall into the Highly Dissatisfied category.

38.69 )
%o of respondents, or the majority, are satisfied.

Conclusion

Three main categories can be used to classify HR metrics. They are "strategic
realignment, operational effectiveness, and HR process efficiency. Each one stands for a
different domain in which businesses can and do use workforce analytics.

The most significant HR indicators for employers today are those that should be based on
the business climate. while others should be based on the aspects that are most crucial to the
company, not on what others may have done or on a passing fad. Impactful metrics ultimately
combine both of these.

The efficacy of the HR department's execution of crucial HRM procedures that support
organizational effectiveness is the focus of the HR process efficiency "metrics. Metrics in this
area might be the cost per hiring, the time it takes to fill a position, the percentage of timely
completed performance evaluations, and the cost of the HR department as a share of overall costs
or as a share of sales. The HR department gains credibility thanks to these measures. Even
though they Bmmi not have a direct impact on organizational effectiveness overall, they are
crucial to ensuring that the HR department is functioning at its best.

Measuring eflectiveness is similarly crucial in terms of human resources, as these metrics
frequently reflect the results of any organizational capability-building activity.

A modest number of headline efficiency indicators are required to measure cost-effectiveness,
while measures of effectiveness and impact will be most pertinent for leadership groups and the
organization as a whole.
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