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Abstract

Organisations nowadays square measure more
and more turning into globalised and facing VUCA
(vulnerability, uncertainty, quality and ambiguity)
within the business setting. below such conditions,
creating the proper choices and sustaining competitive
advantage square measure the goals of any
organisation. Business analytics has emerged as a very
important tool to deal with these goals. analysis
literature  associated reports recommend that
application of analytics to manage human resources
(HR) in an organisation is smallest. in sight of this, the
analysis is undertaken to check this situation of our
analytics within the Indian context and to spot factors
that influence the acceptance of analytics among our
professionals. This paper discusses the results of the
qualitative part that relies on interviews conducted
among our professionals.

Keywords: Analytics in HR, HR analytics, acceptance
of HR analytics, Factors persuading acceptance of
analytics.

I. INTRODUCTION

The rapid growth of data technology (IT) and
its generality is that the reality of this time. within the
IT connected world, folks leave a path of knowledge
when them. Organisations have begun to grasp that
with subtle technologies offered these days, they'll use
the data to their advantage. This has, within the recent
years, fuelled the increase of business analytics (BA).
Business analytics is outlined because the “extensive
use of knowledge, applied mathematics and
measurement, instructive and prognosticative models
and fact-based management to drive selections and
actions”. The recognition of business analytics can even
be seen within the growth of the business analytics
software market that was valued at $40 million
worldwide with a rate of growth of six.5% in 2014.

Since analytics are often wont to drive human
or totally automatic selections, it is often wont to
support nearly any business method. The proof for this
could be seen within the use of analytics by finance,
sales, promoting and provide chain. Compared to those
functions, the human resources perform (HR) has been

marked as a laggard and has been considered rather late
entrant to victimization analytics. This is often rather
exceptional since he is no unknown to information.
generally hour departments in organisations possess a
treasure trove of knowledge from each among and

outdoors the organisation. These include data
associated with worker edges, compensation and
performance  management, incentive  programs,

enlisting and coaching information besides information
from alternative internal departments like consultants,
suppliers, vendors. Considering the extent of
knowledge residing among 60 minutes, it's shocking
that 60 minutes isn't a lot of actively concerned in
analytics. A full of life involvement in analytics would
conjointly mean the participation of 60 minutes workers
in analytical activities. Since the use of Associate in
Nursingalytics by 60 minutes in an organisation is
reflective of the 60 minutes professional’s involvement,
this study makes an attempt to know what will drive the
acceptance of analytics in 60 minutes from a private
perspective: that of 60 minutes professionals
themselves.

There is no  management  without
measurement. Today, HR has assumed a strategic role
in planning, determining the value of human capital in
companies. HR has taken over the role of predicting
through Analytics and provides a futuristic perspective
to organisations. HR Analytics focuses on trying to use
metrics that can be defined in any HR context,
including the HR processes and calculates the value in
business terms. Whether it be during a strategic
acquisition process or the company’s decision to get
into a new line of business or the traditional process of
recruitment or design of a performance management
plan for employees or a survey to understand employee
expectations or perception of the company culture, any
of which that directly or indirectly adds value to the
business objectives of the company, HR Analytics plays
a role in all such contexts. In order to do this people
data quantification, human capital metrics and analysis
are crucial skills in HR Analytics. Analytics is more
than analysis and more than numbers. This workshop
focuses on gaining an orientation to that.
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Il. REVIEW OF LITERATURE
Theirlots of definitions of what unit of time
analytics are; this paper adopts the one from, wherever
unit of time analytics is defined as “demonstrating the
direct impact of individual’s knowledge on vital
business outcomes”. The terms “analytics in HR” and
“HR analytics” are used interchangeably.

HR analytics is a comparatively new thought
within the field of Human Resources Management. By
victimization 60 minutes Analytics, businesses will
more effectively manage and improve performance
(Oracle, 2011). this could be done by analyzing existing
data in such some way that corporations will develop
and retain key talent pools, and address retention hassle
spots or looming gaps in required competencies.
Organizations determine these human drivers for the
purpose of structure success (Smeyers, 2010). ABN
Amro Associate in Nursing example} works since 2013
with an hour analytics team (Bekkering, 2014).Cascio
and Boudreau (2010) describe four levels of
sophistication utilized by Google’s folks Analytics
Group. These four level area unit enumeration, clever
enumeration, insight and influence. Every level needs
mastery of the lower levels.

Counting includes that each one relevant
knowledge concerning the work force area unit tracked,
organized and accessible. Clever enumeration uses the
basic knowledge from enumeration to extrapolate new
insights. Insight tries to seek out the drivers from the
trends, found by clever counting. the very best level,
influence, shapes outcomes rather than just live them.
the general objective is to confirm that managers have a
shared understanding of the goals and therefore the
levels they will pull to realize those goals. Inostix
(2014) confirms that you just still want 60 minutes to
conduct prophetical HR analytics.

Though there's a perception that unit of time
could be a soft-area wherever numerical ways can't be
applied. unit of time isn't an unknown to mistreatment
knowledge, as a measurement of individuals (or human
resources) has been a theme of interest since the time of
Fredrick Taylor, United Nations agency began the
scientific management movement. A study by Lawler
1l and Boudreau showed that use of metrics and
analytics by a unit of time increased the scope of a unit
of time being seen as a strategic partner within the
organisation. Organisations like Google, Best obtain
and Sysco is able to enhance their competitive
advantage through their use of the unit of time
analytics. Researchers have additionally ascertained
that the employment of analytics so as to grasp however
unit of time practices and policies impact structure
performance could be a powerful means for a unit of

time functions to feature price to their organization.
Also organisations nowadays have the power to access
and method a range of knowledge} compared to a
decade past because of the developments created in
information and communication technology. However,
despite these advances in technology over the years,
unit of time has not been terribly adjective to analytics.

To help a unit of time overcome this angle
towards analytics, researchers and consultants have
projected factors, steps and maturity models that might
be leveraged by a unit of time for mistreatment
analytics in its processes and practices. Davenport,
Shapiro and Harris projected a ladder of talent
analytical applications and therefore the DELTA model
- that stands for knowledge, enterprise, leadership,
target and analysts - for prosperous implementation of
analytics. Kiron et al.establish 3 factors that may be
accustomed gain analytical sophistication specifically
info management ability, analytical skills and tools and
knowledge homeward culture. Levenson suggests AN
organisation ought to have a powerful analytic culture
that is made through a stress on choices at each level to
be supported knowledge. However, there's an absence
of dialogue concerning the unit of time professionals
himself during this models and steps for mistreatment
analytics. This study aims to factors which may drive
unit of time professionals to adopt additional to
analytics.

I1l. THEORY

Since the study was focused on HR
professionals, theoretical basis for it was drawn from
the widely researched field of individual acceptance of
technology in information systems. A large number of
models were developed by researchers based on
theories in sociology and psychology to explain factors
that drive acceptance and adoption of technology by
individuals/ employees of an organisation. After a
review of existing models, it was decided that the
unified theory of acceptance and use of technology
(UTAUT) [17] would be used as a guide for the
qualitative study asitisa parsimonious model which
explained upto70%of the variance in acceptable
behaviour.

Application

The application can be defined as ‘the action
of tapping something into operation’. To describe this
theme, it has to be identified why organizations apply
HR Analytics and what are the main problems,
meetings and themes in HR Analytics. The study of
CAHRS give some examples of goals for implementing
HR analytics like recognizing and managing leaders to
drive performance, better risk management, peeling the
onion on front-line supervisor traits linked to the
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presentation and dissecting differences to uncover key
success factors.

RESEARCHOBJECTIVE

Based on the literature reviewed, the following research
objective was proposed:

. To identify factors that can impact reception of
analytics in the human resources(HR)function.

IV. RESEARCH METHODOLOGY
A. Research Design

Most studies in the literature were in the
western context and the extent to which organisations in
India use analytics was not clear from the literature, it
was decided that qualitative method would be used to
address the research objective as it can provide “well-
grounded, rich descriptions and explanations of
processes in identifiable local contexts”.

A semi-structured questionnaire with open-
ended questions was developed to probe into the
research objective. The questionnaire also contained a
short note explaining the purpose of the study. The
questionnaire is attached in Appendix1.

B. Sample

Purposive sampling was used to obtain
respondents to the study. The questionnaire was
managed to13 respondents who were HR professionals
in various industries: 3 from manufacturing, 3 from IT /
IT-related,1from FMCG and 6 from consulting / service
workers.

C. Data Collection

The responses to the questionnaire were
composed either at a face-to-face meeting, over email
or over the telephone. Where permitted, the responses
were recorded and transcribed the same day. In
confident cases where there cording was not allowed,
notes were taken during the interview.

D. Analysis

The transcripts/notes were loaded into the
qualitative data analysis software (MAXQDA) with the
aim of analysing the content of the interviews to answer
there search objective. A provincial start list of possible
codes based on there search question and the existing
variables in literature was generated to be used as a
reference. The text — words, phrases or sentences- was
first coded (open coding)and similar codes combined
into categories. This content analysis was based on
guidelines described in Miles and Huberman[18].The
results from the coding exercise were checked by
another researcher not involved in the study.

V. RESULTS AND DISCUSSION

The interview transcripts were analysed with
the intention to extract driving forces that HR
employees perceive are important in the acceptance of
analytics. Specifically, the factors were split into two
three categories :individual, organisational and
technological.

A. Individual Factors

Five categories emerged under individual
factors: readiness to change, analytical skKills,
opportunities to use, understanding importance of
analytics, and performance expectancy. Of these
analytical skills was cited as the top individual level
factor influencing the use of analytics in HR. The
frequency of the categories is shown inTablel.

Individual Factors
Categories

Frequency Percentage
Analytical skills 13 39.42
Performance expectancy |7 21.19
Readiness to change 5 15.18
Understand Importance 4 12.14
Voluntary use 3 9.11
Opportunities to use 1 3.04

B. Organizational Factors

Organisational size was also mentioned as an
important determinant of whether HR ventured into
analytics or not with a couple of respondents saying
that HR analytics could not be exploited much in a
small organisation. Organisational factors included
analytics culture, facilitating conditions like training
and resources, vision for using analytics and data
factors such as availability of data and data-sharing
between different functions. The frequency of the
categories is shown in Table2.

Categories Organizational Factors
Frequency |Percentage

Training 5 45.47

'Top management support 5 45.46

Analytical Culture 4 36.34

Organizational size 4 36.35

Vision for using analytics 3 27.26
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Data sharing and access |3 27.29
Visionary 2 18.14
Top management influence 2 18.16
Resources 2 18.19
Availability of data 2 18.20
Businesstype 1 9.11

Since some of the categories were similar, they were
combined to make a shorter list as given in Table
3.Hereagain; UTAUT was used to make the categories
more comprehensive.

C. Technological Factors

Effort expectancy emerged as the technology
factor with respondents saying that if tools and
software’s for analytics were easy touseanduser-
friendlyandtherewastechnicalsupportavailable,therewou
ldbemoreinteresting analytics from HR professionals.

VI. CONCLUSION& LIMITATION

Though efforts were taken to minimise bias, it
is possible that some bias might have crept in due to the
effect of the researcher on the respondent and vice-
versa. Although purposive sampling was used to
identify right respondents, the sample size might be
another source of bias. However, inspite of these
limitations, this study is important as the first step
towards under standing HR and its involvement in
analytics.
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