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ABSTRACT: 
The workplace scenario in today’s world has seen a paradigm shift in the way we work since early 2020. The swift change in the 

workplace approach is due to emergence of  digital technologies that have had a significant impact on the future of  work- that is 

offline and online mode of  operations. HR leaders and recruiters are gearing to update all the processes of  Human Resource 

System in an automated form. Earlier HR Department were at the forefront of  addressing various internal and external 

transformative challenges imposed by external environment, such as innovative workforce models and ensuring employees' 

physical and mental well-being etc. In 2022, HR professionals will undoubtedly have to ride the waves of  transformation that 

have rippled for the last two years. Incorporation of  emerging technologies and making data-driven decisions is no longer 

restricted only to driving business. HR-related technologies like People Analytics & Digital HR will boost business productivity 

and employee engagement in diverse work settings. To achieve this goal, recognizing the changes in industry trends is critical in 

order to remain relevant in today's ever-changing business and work environment. This paper will give an overview of  all that 

data driven system that can be used for faster and efficient Human Resource utilization in the Industry. It will also focus on the 

challenge that Human resources are facing in the view of  this paradigm shift.

People analytics is the collection and use 

of  personnel data to enhance a critical 

talent pool and business outcomes, i.e., 

an organization's efficiency. Through 

the development of  data-driven insights 

to guide talent-based decisions, enhanc 

ement of  workforce procedures, and 

promotion of  good employee experien 

ce for long-term retention, the study of  

people analytics enables improved 

management of  Human Resources. 

People analytics is the process of  

gathering and turning organizational 

and human resource metrics into useful 

insights that enhance business operati 

ons. People analytics may also be 

referred to as HR analytics or workforce 

analytics, although they refer to the same 

thing.

While HR analytics focuses on descr 

iptive data analysis and decision-making 

tools, people analytics emphasiz es 

practical analytics applied to people 

management and recruitment. We must 

first grasp how the HR data analysis 

process functions in order to better 

comprehend their distinctions.
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INTRODUCTION

would be a good fit for their company, 

and then they utilize a variety of  

networking strategies to keep them 

interested until a position opens up. The 

recruitment process's complex and 

difficult domain is talent sourcing. 

Talent acquirement: The strategies, 

techniques, and procedures used to 

locate, hire, and retain the human 

resources a firm needs fall under the 

umbrella of  talent acquisition. It 

consists of  creating, putting into 

practice, and assessing programs for 

sourcing, recruiting, hiring, and orient 

ing. Source generation, attraction, 

interviewing, recruitment, and emplo 

yee onboarding are the main stages of  

talent acquisition. Onboarding Culture 

Fit and Engagement:  An effective 

onboarding plan offers an ideal 

opportunity to boost employee engage 

ment by, for example, fostering a 

supportive relationship between new 

Keywords: Emerging Technologies, Data-Driven Decisions, People Analytics & Digital HR, Challenges of 

New Improved Methods.

DIFFERENCE BETWEEN HR

ANALYTICS AND PEOPLE

ANALYTICS:

THE SEVEN PILLARS OF
PEOPLE ANALYTICS:

Employee Planning: Workforce plann 

ing involves analyzing, projecting, and 

planning workforce supply and demand, 

identifying gaps, and deciding on 

targeted talent management interventio 

ns to make sure an organization has the 

right people with the right skills in the 

right places at the right time to carry out 

its mission. Competency and Talent 

Sourcing: Employers build talent 

pipelines and talent pools through 

sourcing. They actively seek people who 
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The forecasting and prediction of  

employee departure or turnover. Decide 

on a workplace. Improving employee 

work-life balance by lowering stress 

levels. Increasing staff  retention and 

preserving a supportive and open 

culture. An increase in worker perform 

ance. Workforce planning and foreca 

sting to ensure the right worker is 

present at the appropriate time and 

location. Diversity analysis by contras 

ting different workforces based on age, 

experience, academic qualifi cations, etc. 

Better training and develop ment 

initiatives that take into account user 

needs.

relative trajectory of  PA and concept 

ually related terms over the past fifteen 

years has changed, according to an 

analysis of  academic research and 

online search volume since 2002. This 

indicates both a re-branding of  similar 

advances and a difference of  goals and 

communities of  practise. Impact of  

Artificial Intelligence on HR practices in 

the UAE: Abhilasha Singh & Apurva 

Shaurya Humanities and Social Sciences 

Communications volume 8, Article 

number: 312 (2021) Social trends and 

information technology are creating 

pressure, resulting in organizations 

being forced to update and recreate 

themselves. In light of  this, there is a 

growing tendency towards the adoption 

of  artificial intelligence technologies. 

With the use of  a mixed-method 

approach, this study intends to explore 

and investigate the impact of  artificial 

intelligence (AI) on human resources 

(HR) practices in UAE enterprises. The 

research issues were investigated and 

put to the test using a mixed-method 

approach.

hires ...

PHASES OF EMPLOYEE
ONBOARDING
Pre Preparation Phase: Once the 

employee has accepted the offer letter 

and he/she is starting off  day one at a 

new job. Placing On the Job and 

Welcoming new employees (Orientati 

on and Induction) Training and 

Development of  the employees on ana 

lysis of  Performance (Based on data 

metrics) Transformation of  Skill sets of  

employees to develop for the new role 

or job through job enlargement and 

enrichment Placement of  Employees 

On the Job is based on Four C’s -

compliance, clarification, culture, and 

connection. Performance administra 

tion and Employee Lifetime Value: an 

ongoing, continuous process of  

articulating and outlining work obligat 

ions, priorities, performance standards, 

and development plans that maximize 

performance and support organiza 

tional objectives. Talent Maintenance: 

The capacity of  an organization to 

retain its people is known as talent 

retention or employee retention. When 

employees decide against seeking 

employment elsewhere, they prefer to 

remain with their current employer. 

tactics for retaining staff  that promote 

job satisfaction Employee Health and 

Welfare: 5 ways to improve employee 

well-being and enhance satisfaction and 

Productivity in the Workplace:

EXAMPLES OF PEOPLE
ANALYTICS IN THE 
WORKPLACE

Identify possible drivers of  stress. 

Implement employee mental health 

programs. Encourage Mindfulness in 

the workplace. Offer fun activities to 

recharge  employees.  Recognize 

employees for their hard work.

REVIEW OF LITERATURE:

Nishad Nawaz Journal of  Information 

& Knowledge Management, April 2017 

The purpose of  this article is to explore 

the relationship between HR and 

technology, identify current HR 

technology trends, and recommend 

some potential directions for further 

investigation. Design/ methodology/ 

approach: Systematic reviews of  

publications and articles on HR and 

technology make up the study. Results: 

The results conclude the research of  

HR and Technology and help to provide 

a more comprehensive perspective on 

the subject. A conceptual framework is 

also suggested with the intention of  

directing and informing future research 

init iat ives.  AizhanTursunbayeva,  

StefanoDi LaurocClaudiaPagliaria    

Pages 224–247 of  Volume 43 of  the 

International Journal of  Information 

Management, December 2018. This 

mixed-method "scoping review" 

charted the development of  the phrase 

"people analytics" (PA), the value 

propositions made by providers of  PA 

technologies and services, and the skill 

sets in demand by industry experts. The 

CHARACTERISTIC FEATURES 
OF HR ANALYTICS IN AN
ORGANIZATION

By studying historical data, determine 

the fundamental reasons for and trends 

in employee attrition. Gathering inform 

ation on the productivity and engage 

ment of  human resources It is simple to 

analyze data to understand the behavior 

of  both new and existing employees. 

Interpreting data and turning it into 

usable information that may be 

presented in a variety of  dep artmental 

reports. Through the connection of  

various forms of  data, understanding 

changes and trends underlying significa 

nt issues such as low employee appraisal, 

compensation increases, etc Improving 
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As everything becomes digitally data-

based, HR management can show how 

it directly influences strategic company 

objectives. Data administration and 

listing can both be automated. It aids in 

the identification of  productivity-

related issues and the development of  

strategies to improve organizational 

performance. In this unpredictable and 

fast-changing business environment, 

success depends on businesses' ability to 

react swiftly to these changes. Human 

Resources can employ data analysis to 

create a hiring process that prioritizes 

candidates with a higher degree of  

adaptability in order to adjust to the 

dynamic enterprises of  the modern 

world. HR may use data to successfully 

recruit innovators One of  the most 

important skills in personnel managem 

ent is the capacity to foresee trends and 

impending issues or opportunities.

nalytics/how-hr-analytics-can-transfor 

m-theworkplace.html

the basis of  numerous data points, HR 

experts also provide recommendations 

for lowering attrition rates. Gains 

Employee Trust: HR analytics can help 

by gathering information on employee 

reactions when you adopt a new plan 

and want to know what they think. 

Based on the data, HR management can 

increase employee happiness. Ideal 

Work Opportunities: On the company 

website, employees can look for jobs 

based on their location, talents, and 

interests. The data pertaining to the 

aforementioned criteria is gathered and 

shown on the website's dashboard via 

HR analytics. These facts aid job seekers 

in locating an appropriate position in the 

place they prefer.
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IMPACT OF HR ANALYTICS
ON BUSINESS 

High-Qua l i ty  Recr u i tment :  HR 

professionals may gain insights into the 

hiring process by tracking data on 

recruitment parameters including cost 

per hire, application completion rates, 

quality of  hire and source, and applicant 

experience. Lower Attrition Rates: 

Employees are more likely than ever to 

quit their jobs quickly these days. Using 

employee-related data, you may use HR 

analytics to uncover your organization's 

hidden patterns and trends and learn 

what influences employee retention. On 

CONCLUSION

process models to better understand 

how an employee's performance and 

behavior relate to one another. Writing 

reports to aid in decision-making and 

formulating plans to enhance general 

performance and worker satisfaction.
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