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[bookmark: _Toc144674369]Abstract


The aim of this study is to analyse the value proposition that people analytics offers to human resources, for companies in the Information Communications and Technology (ICT) sector of Sri Lanka.  The study will analyse what the benefits and challenges are, how companies in this sector are currently using people analytics in human resources (HR) and propose a recommendation on how to leverage the full potential of people analytics in HR.

Due to the relatively new nature of people analytics in HR, there is need for further study into the topic. For this reason, this topic was chosen by the researcher. 

The chose methodology is a qualitative method, that will consist of 5 interviews. The participants in the interviews are employees in HR departments that oversee people analytics in their firms. The information gathered from these interviews assisted in the completion of this study.

The results of the study conclude that firms in this sector are currently using people analytics in HR, however in a descriptive form. They are doing basic analytics by analysing past data manually and using this for data driven decision making. None of the firms in this study used predictive or prescriptive analytics.

Finally, the study concludes by proposing a framework these firms can adopt to further leverage the full potential of people analytics in human resources. 
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[bookmark: _Toc144674372]Introduction

The purpose of this research project is to identify the value proposition people analytics provides to the Human Resources (HR) department to Information Communications Technology (ICT) firms in Sri Lanka. 
[bookmark: _Toc144674373]1.1 Industry Background and Economic Situation of Sri Lanka
The ICT sector in Sri Lanka is the second largest export earner of the country, the export revenue generated by the industry grew from USD 166 Million in 2006 to USD 1.2 Billion in 2021. The ICT sector in the country consists of over 500 companies and employees over 120,000 people (Sri Lanka Export Development Board, 2023).  Sri Lanka’s information technology and business services sector is the country’s fourth largest export earner (International Trade Administration, 2022).

The Information Communications and Technology Agency (ICTA) of Sri Lanka states that aims to reach a revenue of USD 3 billion from the industry by the year 2024 (ICTA, 2023). The country has a combination of skilled talent and operational capabilities which enables its ICT industry to be profitable (International Trade Administration, 2022). 
[image: ][bookmark: _Toc144655841]Figure 1- Next Wave of Technology Industry Growth (ICTA, 2023)

Figure 1 - Next Wave of Technology Industry Growth (ICTA, 2023)
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[bookmark: _Toc144655842]Figure 2 - Technology Industry Five Year Strategy and Goals (ICTA, 2023)
In 2022 Sri Lanka faced the worst economic crisis the country had ever faced to date. Due to bad economic policies and the COVID pandemic, the country ran out of foreign reserves and defaulted on foreign debt payments. This resulted in soaring inflation rates over 50% (Shukla, 2023). To tackle the issue of the financial crisis the country has resorted to reducing imports and increasing taxes, the increase in taxes has affected all companies operating in the country (Parkin, 2022). This financial crisis has also contributed more towards the increased migration of skilled and educated workers in Sri Lanka to developed countries. The increasing need for skilled software engineers overseas has resulted in many ICT firms loosing skilled employees (Samarawickrama, 2022). 
[bookmark: _Toc144674374]1.2 What is HR? 
Thompson and Beardwell (2017) define human resource management as a collection of policies used to organise work in the employment relationship. It centres around the management of work and management of people who undertake this work. They further state that there is much disagreement and ambiguity in the definition of human resource management, but it is commonly used as a generic term to describe how companies approach managing people. 

The CIPD (2023) states that through the people that work in it the HR function, the HR function helps an organisation deliver its corporate strategy and objectives by effectively recruiting and developing people and managing their performance.
[bookmark: _Toc144674375]1.3 Introduction to People Analytics 
People analytics is a science that involves collecting and analysing data about people and using this data to make smarter and more informed people-related decisions (PWC, 2021).

As society becomes increasingly digitised, there is a growing use of big and small data. Data analytics techniques are being used for several different uses, ranging from predicting election results to tailor consumer marketing (Tursunbayeva et al, 2018). 

Management analytics is a rapidly evolving field and leveraging the use of analytics allows firms to gain a competitive advantage (Gurusinghe, Arachchige and Dayarathna, 2020). Even though human resource analytics is part of management analytics, it is a latecomer in the field (Ibid, 2020).

Deloitte (2017) states, that people analytics is going through a seismic change and that companies around the world are redesigning their technical analytics groups to build out digitally powered enterprise analytical solutions. However, it also states that although 71 percent of companies see people analytics as a high priority only 8 percent of companies have usable data, only 9 percent have a good idea of what talent dimensions drive performance and only 15 percent have broadly deployed HR and talent scorecards to managers. Dykes (2016) sates Forrester reported that 74 percent of firms reported they want to be data driven but only 29 percent have successfully connected analytics to action.

Due to HR being one of the last departments to capitalise on data analytics and data analytics being a relatively new topic, there is limited academic research on the matter. However, a search on related key words such as a human resource analytics, workforce analytics and employee analytics bring about research on the relatively new topic. 

The aim of this research is to analyse the value proposition of people analytics to companies in the ICT sector in Sri Lanka and to understand how the companies can better utilise data analytics in the department to achieve a competitive advantage in a highly competitive industry.



The main objectives of the research project are as follows:

· Define the nature of people analytics and how it creates value for firms.
· Identify and analyse how ICT firms in Sri Lanka currently use people analytics.
· Propose a framework that firms can adopt to leverage the benefits of people analytics in HR .  

Marler and Boudreau (2017) state that even though there are many benefits to be gained using Human Resource Analytics (HRA), management research has not given the topic adequate attention. Shet et al (2021), states this is because there is very little information available on the process in which HRA affects businesses and their performance, they also state it is not clear how firms can utilise HRA to achieve beneficial outcomes. Therefore, this topic requires further investigation and research, which is the reason for selecting this research topic. 
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[bookmark: _Toc144674377]2.1 Introduction to Human Resource Management

The HR function helps organisations deliver their corporate strategy and objectives by effectively recruiting and developing people and managing their performance, this is done through the professionals that work within it (CIPD, 2023). 

Chappuis and Rizzo (2022) state that since the birth of HR in the 1900s the function of HR was defined as “HR function’s overall purpose is to ensure that the organisation is able to ‘achieve success’ through people”. HR was initially considered as a super-administrator providing services that produce more efﬁcient organisations.  HR leaders have increasingly gained in strategic importance and their own value proposition has evolved; these value prepositions are based around the following main areas:

• Knowing the external business realities (technology, economics, globalization, demographics)
• Serving external and internal stakeholders (customers, investors, stakeholders, employees)
• Creating HR practices (people, performance, information, work)
• Building HR resources (HR strategy and organisation)
• Ensuring HR professionalism (HR roles, competencies, development)

They further state that HR is now at a crossroad in an environment that is very demanding and constantly evolving, HR can now choose whether to endure the changes or to shape the changes. They state it is a unique opportunity for HR to grow, evolve and showcase its strategic importance in the as a cornerstone of the organisation. 

Leatherbarrow and Fletcher (2019, p-108) state that the HR process needs to add value to organisations, if it fails to do so then it has no place in the organisation. The HR function would then become a drain on an organisation’s resources. Ulrich (2009, p.6) states there should be a clear line of sight between what HR does and the businesses bottom line outcomes, the business partner model allows HR professionals to integrate better into the business processed and align their day-to-day activities with the business outcomes. This would imply that the HR personnel would focus more on deliverables and business results rather than just HR activities. 

Rothwell, W.J., Prescott, R.K. and Taylor, M.W. (2008, p. 17) state one of the primary focuses of the HR function is building organisational capability. They define organisational capability as what an organisation must do to act on its strategies. They state the capabilities must be identifies, developed, and then measured by comparing current workforce performance against business goals, the key to this performance is in the hands of the human capital. They further state that HR professionals at present day have never been challenged as much as they are now. 

Hard and Soft Human Resource Management

HRM styles are often regarded in two different ways: as hard or as soft. Hard HRM style assumes that people do not want empowerment; it assumes people want to be told what is required of them, be given resources and training required to achieve those requirements and be remunerated if they achieve beyond those requirements. Hard HRM style is based on people being attracted to good pay, clear objectives, and unambiguous job duties (Clegg, Kornberger and Pitsis, 2011). This approach would belong within the concept of utilitarian instrumentalism and has strong links to McGregor’s Theory X (Ibid).

Soft HRM on the other hand assumes that work is an integral part of life and should provide a fulfilling, empowering and positive experience for people. People are attracted to jobs that provide opportunity for growth and advancement; they will stay in organisations that they perceive to invest in them as valued assets. This approach would belong within the concept of developmental humanism and has strong links to McGregor’s Theory Y(Ibid).

Legg (1995, pp 66) states that hard and soft HRM are not mutually exclusive. Hard HRM can sometimes be defined in terms of the policies in a company that stress a cost-minimisation strategy and emphasise on leanness in production, the use of labour as a resource and have a utilitarian instrumentalism approach in the employment relationship. Hard HRM is also defined in terms of the tightness of fit between organisational goals and strategic objectives on one side and HRM policies on the other. In contrast to this, soft HRM is at times viewed as developmental humanism, where an individual is integrated into a work process that values trust, commitment, and communication. 
Strategic Human Resource Management

Strategic Human Resource Management (SHRM) integrates strategy and operations, the classic approach to SHRM advocates that HR planning should be integrated with corporate strategy. SHRM makes it difficult to make a clear distinction between strategy and operations. Cascio (2015) states “Strategic Human Resource Management is the choice, alignment, and integration of an organisation’s HRM system so its human capital resources most effectively contribute to strategic business objectives”.

SHRM Best-fit Model

The best-fit model of SHRM assumes the vertical integration of the business, there is therefore a natural flow of corporate business strategy to inform the various functional strategies. This has, traditionally been perceived as a logical way to manage an organisation. The model implies a link between corporate, business, and operational strategies and the performance of every employee. Wright, McMahan and McWilliams (1994) state vertical integration therefore ensure a link between internal people processes and policies and the external market or business strategy, and thereby ensures that competencies are created, that have a potential to be a key source of competitive advantage. 
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[bookmark: _Toc144655843]Figure 3 - Top-down Model of SHRM (Leatherbarrow and Fletcher, 2019, p.97)

Resource-Based View Model

The resource-based view (RBV) has been largely influential across all areas of management, and most researchers agree that it is the central pillar of theory in the strategic HRM field (Kaufman, 2015). RBV has a focus on internal factors, rather than developing competitive strategies to address the environment, the resource-based view suggests firms look inward to their resources, both physical and intellectual, for sources of competitive advantage (Wright and Allen, 2008). Bareny (1991) suggests that resources that are valuable, rare, inimitable, and non-substitutable will lead to competitive advantage.

RBV however has been criticised due to two main factors. The first factor being that RBV is thought not to be a theory, that RBV is mainly tautological in its definition of key constructs (Priem, 2001). Barney (2001) notes that “if a firm's valuable resources are absolutely unique among a set of competing and potentially competing firms, those resources will generate at least a competitive advantage” essentially requires definitional dependence. The second criticism of RBV theory is the inability of testing the theory, this is mainly due to its focus on having definitional dependence. The theory also has been criticised for its focus on internal factors and lack of consideration of external factors. 

[bookmark: _Toc144674378]2.2 What is People Analytics
More than 70% of companies now say they consider people analytics to be a high priority (Contractor, 2018). Gomez (2019) states that the number one field in data science for businesses is people analytics. 

Gartner (2023) defines people analytics as:

the collection and application of talent data to improve critical talent and business outcomes. HR analytics leaders enable HR leaders to develop data-driven insights to inform talent decisions, improve workforce processes and promote positive employee experience. 

CIPD (2023) explains that people analytics is about analysing data on people to solve business problems. People data can be found from other departments such as IT or external services, this data can be used to drive organisational change (Garcia-Arroyo and Oscar, 2021). HR analytics is a growing area of HR practice this has implications for the role and influence of HR professionals in the workplace and these developments are taking place within the context of changes in academic knowledge and the growing influence of evidence-based management (Greasley, K. and Thomas, P. (2020).

Most companies will have a centralised point or department that collects and manages the data, however some companies will have a more decentralised approach where individual HR analysts will manage data for a specific need. Many companies use a hybrid approach to people analytics (CIPD, 2023). Motivation for implementing an effective PA function balances on a historic backdrop of low data quality undermining the success of projects. This can be caused by data being inefficiently fragmented across multiple departments and/or data lacking completeness or being outdated. The challenge of integrating an effective, clean data system into what may be an outdated legacy information technology infrastructure is therefore considerable. Addressing this problem would require an expert team that is also cross-skilled in other value adding areas like change management and storytelling (Ibid).

CIPD (2023) explains that there are three types of data analytics that are used in HR: descriptive, predictive, and prescriptive analytics. These types of analytics are often used to describe the maturity of data analytics within a firm. Most organisations have descriptive analytics already available at their disposal whereas few companies have prescriptive analytics available, however this is changing with the increasing use of new software and apps that are enabling firms the opportunity to capture and use people analytics better.


The CIPD describes the four different levels of data analytics in the following way:

Level 1a – descriptive analytics: Describes a particular point in time or a historical trend, employee turnover and ‘lost time’ rate due to absence. 

Level 1b – descriptive analytics using multidimensional data: Combines different types of data to investigate a specific idea. Like combining leadership capability data with engagement scores to measure leadership effectiveness. 

Level 2 – predictive analytics: Uses data to predict future trends. For example, looking at historical workforce data and external labour market trends to build a model that predicts the organisation’s future workforce needs. The data needs to be relevant, high quality and robust for predictions to be reliable. 

Level 3 – prescriptive analytics: Uses the results of descriptive and predictive analytics to automatically recommend actions. For example, an online learning platform that recommends courses for a learner based on their interests, career goals and past courses. 

Quantitative, Qualitative Data, Correlation and Causation

People analytics can help firms to identify whether one or more things can reliably predict something else. This is done using quantitative or qualitative data, by building a predictive model. If the model can reliably predict something else, then there is thought to be a correlation, the strength of this relationship is then described by a number. However, the presence of correlation does not always imply there is causation. 

Organisations exist in an open system with several external factors that influence the data, therefore when analysing the data external factors must also be taken into consideration. For example, a lack of diversity of front-line staff could be due to lack of investment in public transport or residential segregation (CIPD, 2023).

· Quantitative data: This is data that can be described in numbers, the data is quantifiable and objective. An example quantitative data is the number of employees a company has. 
· Qualitative data: this describes the qualities that have been observed by someone and is subjective. An example is performance appraisal which is subject to the opinion of the person conducting the appraisal.
· Correlation: Correlation is when two or more things that happen around the same time might be connected with each other. For example, a survey found a link between employee perceptions of corporate social responsibility (CSR) and their work engagement. But the survey cannot prove that positive perceptions of CSR result in high work engagement. 
· Causation: Causation is when something happens which then causes something else to happen. An example is when there are school holidays employees which children going to school may go on leave. To prove causation, usually you will need to analyse data from different points in time.



The CIPD states that people analytics should have three main aims, which are as follows:

1. ‘Connect people data with business data to inform business leaders and help them make decisions.

2. ‘Enable HR leaders to use insights from the analytics to design and implement appropriate HR activities.’

3. ‘Measure HR’s effectiveness in delivering against its objectives. A sizeable minority of the people profession find this part challenging.’


People Analytics Process

The people analytics process is defined as follows by the CIPD (2023).

1. Plan: Develop the objectives for the analytics activity. Define the requirements of the stakeholder and plan questions which will be answered by the analytics process. 
2. Define critical success factors and the measures that will show if the project has been a success. 
3. Data audit: Identify what data is currently available and grade its quality. This will show where gaps in data may be, which should be filled before moving forward.
4. Design the process: Define the roles and set objectives for team members. Define resource requirements and map stakeholders for the project. 
5. Design the data collection strategy: Design the collection and processing stages of the analytics activity. 
6. Data collection: Collect data from existing data sets (for example, absence records) or collect new data (for example, run an engagement survey). 
7. Analyse data: Analyse the data in line with the stakeholders’ requirements.
8. Report data: Report solutions to the problem clearly and recommend further areas of investigation if needed. 
9. Evaluate: Review the process and evaluate impact. Update process as required.

Rasmussen and Ulrich (2015) point out that HR analytics is at a risk of being another management fad, something everyone talks about doing but seldom implement properly and benefits from. They advise firms to adopt the following steps in order to avoid it being just a fad and for companies to benefit from HR analytics:

· To start by focusing on the problem at hand and how HR analytics can help solve these problems. 
· HR analytics needs to be cross functional; it needs to involve other departments such as finance. HR analytics must transcend HR issues and become part of existing cross functional business analytics, just like the analytics from other functions must transcend their functional areas.
· Data analytics should not focus solely on the data but also consider external factors that can influence decision making in addition to using data analytics.
· Train HR professionals to have an analytical mindset and have the necessary training to understand how to capture and use data analytics.
[bookmark: _Toc144674379]2.3 Importance of People Analytics
For around four decades research has been building to theoretically explain and empirically measure and analyse the link between HRM and performance (Guest, 2011). Central in this research is the notion that certain HRM practices affect both firm and employee performances, SHRM has an emphasis on the degree to which HRM practices and systems affect this performance. People analytics as a relatively new field in HRM offers new opportunities for firms to explore links between HRM and organisational performance (Larsson and Edwards, 2022).  

Allamano (2022) states people analytics collects data and applies data-driven insights to improve hiring decisions, enhance employees’ work life and introduce better work processes that connects people strategy to business strategy. 

Ben-Gal (2019) states that HR analytics has several goals, the three main goals are as follows:

1. Collect and maintain data to predict short-term and long-term trends in labour supply and demand across industries and occupations and to help global organisations make decisions related to optimal acquisition, development, and retention of human capital.

2. To provide organisations with insights for effectively managing employees in order to achieve business goals quickly and efficiently. 

3. To positively influence the successful execution of an organisation’s strategy.

Kapoor and Sheriff (2012) state that many scholars believe that accurate and timely information is key to the success of any 21st century business. They go on to explain that data analytics in HR can help businesses predict and influence an organisations future. It can help HR answer questions such as such as "in what ways human capital investments will contribute to business performance?", "how much do HR activities impact employee performance?" or "what skill needs and opportunities lie ahead?".

CIPD (2021) also highlights the ability of people analytics to allow firms to analyse best practices within a firm and duplicate this elsewhere in the company. A good example of this is Google’s Project Oxygen, where Google analysed how the company would work with very few managerial positions and overall came to the conclusion that management was necessary but arrived at the optimal number of managers to allow the firm to be efficient and avoid micromanagement and give employees some independence in their work (Garvin, 2013). 

Similarly, people analytics also played an important role in helping companies deal with the challenges brought about by the COVID pandemic. “Companies used analytics to limit the spread of the virus across the workforce. People analytics helped them to redistribute workload by redeploying staff to departments experiencing a spike in demand, e.g. frontline call centre staff in a bank dealing with extra calls from business customers during COVID,” said May Leng Kwok, Regional Head at the CIPD Asia.

Another example of the successful use of people analytics is when people analytics allowed firms to identify that there was a rise in the reports of mental health issues in the world place. The CIPS’s 2020 Health and wellbeing at work survey report that surveyed over 1,000 people professionals - representing 4.5 million employees - from across the United Kingdom, found that three-fifths of organisations surveyed saw an increase in reported mental health conditions like anxiety and depression among employees in the last 12 months. This knowledge allows firms to take action to mitigate the issue and increase employee happiness, performance, and retention. 



[bookmark: _Toc144674380]2.4 Competitive Advantage of People Analytics in ICT
Competitive advantage is defined as the significant advantages that an organisation has over competitors. These advantages allow an organisation to add more value than competitors in the same market (Lynch, 2018, p.653). It is anything that gives a company an edge over competitors, which helps the company to attract more customers and grow its market share (Business Development Bank of Canada, 2023).

Rivera (2013) points out that both HR and corporate strategy have the same goal in mind: achieving competitive advantage. However, despite their agreement on this, the two seldom agree on the means of achieving a competitive advantage. HR is more concerned with the right people, right place, right time, right role, and right training, while corporate strategy is more concerned with what industry, what product mix, what segment, and above all, what value the company is delivering to customers.

Espregen (2019) states that current literature emphasises the strategic importance of HR analytics. Instead of just justifying the existence of the HR function (HR efficiency) to executing organisational strategic through HR, literature now links HR analytics to HR strategy which in turn can be linked to the overall business strategy. 

Hueslid (2018) highlights the impact of organisational workforce on organisational success, he states businesses can build value creation and competitive advantage via using HR analytics. van den Heuvel & Bondarouk (2017) point to the connection between HR data and business outcomes with the purpose of better decision making. They see HR analytics as systematic identification of how organisational HR impact business outcomes. Minbaeva (2018) defines HR analytics as the organisational capability for strategy implementation aiming at achieving competitive advantage. Fitz-enz & Mattox (2014) link HR analytics with metrics of efficiency, effectiveness and outcomes arguing for HR analytics should maximize value added to organisation. 

There are several reasons why people analytics is very important in the ICT sector. KPMG (2019) highlight some of them as follows:

1. The need for digital business services – IT companies require HR analytics to efficiently have a hire to retire program, an end-to-end service.
2. Behavioural science for effective culture and mindset change – People analytics can help businesses understand employee behaviours in order to help them with the need for change in culture and mindset, with the implementation of change that comes with HR analytics this will be important to firms.
3. The War for Talent – the tech industry is characterised by an increase in demand for skilled talent with a reduced amount of supply of such skilled workers, therefore large companies in the industry have to work harder to attract and retain talent, HR analytics can help firms achieve this.
4. Workforce Forecasting – with firms growing and the scarcity of skilled talent, this is increasing important and HR analytics can assist with this, especially with the use of predictive analytics. 
5. Managing Multiple Employee Value Propositions for a Multi-Generational Workforce – employees in tech companies come for varying generations, HR analytics will help firms understand the varying needs of each generation. 

[bookmark: _Toc144674381]2.5 Future of People Analytics

The future of People/HR analytics is about leveraging data to make informed decision with regard to the workforce of an organisation. Through measuring, analysing and interpreting HR metrics and data, firms can gain valuable insights into employee performance, turnover, engagement and so much more. Using data mining, statistical techniques, machine learning and predictive analytics, firms can identity and deal with workforce issues effectively (chrmp, 2023). 

Some of the emerging trends in HR Analytics is as follows:

Machine Learning and AI

Artificial Intelligence (AI) and machine learning are now a fixture in our online interactions, communication and working life. Advancements in AI are enhancing people analytics and improving methods of responding to the complexities of recruiting and managing the modern workforce.  Machine learning proposes that computers can be deployed in problem-solving contexts by making informed, general inferences from given data sets. When this is integrated into a feedback system, strong, plausible inferences and correlations can be measured against performance. Machine learning was once a subdomain of AI, however now it’s a field of its own.
Through AI, HR can automate repetitive or time-consuming tasks which should liberate time and make space for human (and humane) interactions. Likewise, if recruitment processes are rationalised, compliance can be secured and unconscious bias, identified and reduced 

Digital automation is not replacing work, rather it is changing work and shifting our focus and attention towards a different skill set which is vital for the success of developed economies; they are known as the “3 Cs” – curiosity, creativity, and critical thinking (Gulliford and Dixon 2019).

Predictive Analytics

Predictive analytics uses historic data, statistical algorithms, and machine learning to predict future events (Huda and Ardi 2021). Prediction allows firms to gain knowledge about the behaviour of employees and the opportunity to take the required action in order to have a required outcome. 

Predictive analytics in HR is about evaluating current human resource data, to get a perception of patterns and make a forecast about the future. It is thought to be able to really change the relationship between employees and employers within an organisation. 
With the use of predictive analytics, a well-calibrated and focused pipeline can be created where past hiring records, current standards, and future delivery benchmarks are actioned and monitored. Teams will be able to easily understand where they’re going wrong, assess future pathways, and achieve standardization. 

Further, HR professionals use data analytics to upgrade strategic planning, enhanced decision making, it empowers the employee to get smarter, more engaging, and efficient development in the organisation. It can also renovate core human capital management (HCM) processes such as employee sentiment monitoring, talent acquisition, attrition management, capacity planning, performance mapping, up-skilling, and outplacement (Shijo, 2020).

Natural Language Processing

Natural language processing is gaining momentum for its ability to automatically analyse and comprehend human language (Kang et al, 2020). Natural language processing is a computer assisted analytical technique which is aimed at automatically analysing and comprehending human language (Manning & Schütze 1999), it allows users to easily extract beneficial insights (Collobert et al, 2011).

NLP can benefit HR due to its focus on people and communication. A good example of NLP is useful in HR is during the recruitment process. NLP can revolutionize how Human Resources departments are run.  HR teams often struggle to deliver personalized support to every employee, this leads to some workforce members to feeling undervalued and underappreciated. To improve this, NLP can be used to free up some time for HR professionals so they may focus on the human-to-human contact. For example, when recruiting, HR departments often have to manually go through hundreds, if not thousands, of applications and CVs. Using NLP, recruiters can screen candidates automatically as applications come in. In addition to this it can even help to overcome the subconscious bias, leading to a more productive HR team and a more diverse workforce, given that the algorithms are also built by a diverse pool of people (Kairinos 2023).
[bookmark: _Toc144674382]2.6 How People Analytics Will Shape the Future of HR
Some of the changes that people analytics will have on the HRM department are as follows:

1. Business Strategy Integration 

Using people analytics, it is thought that people analytics and company strategy will merge more seamlessly in the future. Employers will use it to understand how human resource contributes towards achieving the overall company strategy and business executives will use it as a tool for making workforce related decision that help the company move towards achieving its strategic goals, this will not be limited to the HR department (chrmp, 2023).

An evolved people analytics system will ensure alignment and integration within human resources with the organisation and consequently of human resources with the environment of the company. This will be achieved by gathering data from functions beyond human resources from the organisation’s larger context (Suri and Lakhanpal, 2022).



2. Real time Analytics

Many data sources are now available in near real time, this gives decision makers a greater chance of gaining insight into underlying patterns and immediate options for possible interventions (Hamilton and Sodeman, 2020). 

3. Data protection and Ethics 

Ethics and data privacy will be given more weight as HR analytics develops. Organisations have to ensure employee data is gathered and used in an ethical and open manner as they gather more information on their workforce. Businesses will need to guarantee their HR analytics procedures are safe and secure in order to protect employee data (chrmp, 2023). 

4. Integration of Additional Technology

The integration of HR Analytics with other technologies, like AI, machine learning, and NLP, will increase in the future. Organisations will be able to automate several HR procedures, acquire greater insights into their workforce data, and make better decisions through the use of these technologies. (chrmp, 2023). 

5. Automation 

Automation will free up time for HR professionals to concentrate on other takes such as data analysis, modelling and strategic decision making. Automating routine operations will revolutionise HR analytics (CHRMP, 2023). Baska (2018) gives the example of how the Queen’s University in Belfast automated its visa for foreign nationals, when visas were nearing expiration, it would automatically send out reminders to renew visas, it allowed the University to ensure it was aware of when visas were expiring and ensure employees were renewing their visas by not paying those who failed to renew theirs. 
[bookmark: _Toc144674383]2.6 Challenges of Implementing People Analytics
People analytics can be very helpful to organisations and give them the insights needed to benefit from data available in organisations or data that can be collected and used to gain a competitive advantage. However, it does not come without several challenges, as people analytics is fairly new, there are several challenges that organisations will encounter during its implementation, some of them are identified below:

1. Data Quality – One of the biggest challenges is the quality of the data being used. If the data quality is not of a certain standard, then this will distort the information gathered from this data. There are several challenges associated with data such as wrong entries, data duplication, and issues with the absence of formal and centralized coordination of data-gathering activities (Minbaeva, 2018). 

Better insights from HR analytics are enabled by improved HR systems offering better data (Jorrit Van and Thomas, 2017). Organisations must know exactly the data they need in order to support HR analytics. Many organisations have large amounts of data available, however the quality of the data is more important than the quantity. The HR departments may not even need to use all the data available to them (Yahia, Hlel and Colomo-Palacios 2021). 

Minbaeva (2018) suggest s that organisations must build systems and establish workflows to continuously support data quality, linking the results of analytics projects with existing organisational processes. At the structures level, she proposed the necessity of continuous investments in formal, centralized coordination of data collection and organisation, creating a culture of inquiry, making evidence-based decisions a habit, and equipping top management with tools for action linked to current and future strategy discussions. 

2. Lack of skills and expertise – To leverage the benefits of HR analytics, companies need professionals that have the right skills and expertise to take advantage of the data. Dahlbom, et al, 2020 highlight the lack of strong mathematical knowledge and thinking needed which is a rare skill within HR, there is a lack of skill available to leverage already existing data within the company and lastly there was a very narrow focus in analytics, where data was typically perceived from the HR function’s internal perspective alone, without considering the overall perspective. 

Dahlbom et al. (2020) states that it is not enough just to train employees with the skills needed to handle the data, he suggests it is important that employees understand the overall benefits they can gain from the use of data analytics. They instead suggest that firms could build a canter of excellence around analytics where experienced people that are able to interpret value from analytics and then facilitate the rest of the organisation to benefit from that knowledge.

3. Data Privacy – Privacy is a security concern; data is valuable to companies as they often contain confidential and proprietary information. Companies need to think about privacy protocols that need to be put in place in order to adhere to data privacy laws and protocols within a company. Transparency is seen as an important factor to consider when thinking about data privacy, employees should have access to whatever digital data is being collected about them, and employees should be aware of the level of data collections within the firm. Having good privacy for the data means incorporating data privacy into every step of the data collection and utilisation process (Leonardi and Neeley 2022, p. 131). 

4. Resistance to Change – Like all changes within a company, the implementation of people analytics in a company may come with some resistance, especially when employees may feel that the implementation of people analytics could affect their privacy or threaten their jobs (Shet et al, 2021). Therefore, of the key starting points in the transformational journey would be to implement a top-down approach, spearheaded by a business leader in order to get a ‘buy-in’ from the rest of the organisation. The company will also need a clear strategy and business case in place which would enable the company to overcome the resistance to change. HR employees will have to become the ‘champions for change’ this will be an essential part of any change management (Vidgen, Shaw and Grant, 2017).
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Ethical considerations are a very important topic, when implementing people analytics in a company. Arguments that favour the implementation of People Analytics solutions is based on the notion that they are objective, which is true to a certain extent. Most of the programmes are designed with good intentions which enable HR decisions to be based on data rather than on flawed and bias human reasoning. However, we must consider that these systems are designed by humans, therefore the potential for prejudice, misunderstanding and bias being encoded into the algorithms of these programs does exist (Tursunbayeva, et al. 2022). 

One example of where this happened was in 2015 in the case of Amazon. Amazon discovered that its recruitment engine which was designed to screen and prioritise potential software engineers, it had been systematically discriminating against female applicants. The system had been trained, using machine learning, to look for key patterns and terms in resumes submitted to the company over ten years, primarily from men. “In effect, it had taught itself that male candidates were better” (Dastin, 2018). 

Amazon did try to correct this bias; however it abandoned the system in 2018. This example shows how a purely algorithmic people analytics system could have unintended discriminatory consequences, which is acquires by using data about race, age, gender, sexual orientation and disability to sort through candidates (Tursunbayeva, et al. 2022).

As people analytics is relatively new, organisations lack an extensive history of legal, ethical and risk precedents to consult, existing risk management strategies are not fully applicable to people analytics projects and therefore organisations are unable to recognize the risk indicators of potential failure (Calvard and Jeske, 2018).

Due to the lack of ethical models for people analytics, companies should aim to develop their own ethical guidelines, to tackle potential issues that are not covered by current legislations. These can be based on general human resource ethical guidelines, for example, the Chartered Institute for Personnel and Development (CIPD) draws on a range of perspectives when considering HR ethics, at the heart of which is fairness, a concept grounded in moral philosophy (Clark, 2015).
[bookmark: _Toc144674385]2.8 Conclusion 
People analytics has a lot of potential and can provide organisations with a competitive advantage should they implement it. The purpose of the human resources department is to manage the human capital and ensure that it is in line with the overall company strategy. People analytics allows HR to engage with the other departments in the company and combine KPIs to meet the overall company strategy.

With the IT industry in Sri Lanka being highly competitive and since IT companies are already leveraging people analytics, any company failing to jump on the trend may be left behind. Although some researchers believe people analytics is just a fad, failing to use it might result in competitors leveraging a competitive advantage and being able to hire and retain skilled workers, that are scarce in the IT industry.

Firms must look at analysing their current use of people analytics, and data collections. They must analyse where they are now and come up with a plan on how to better utilize data they might already have captured. They must also keep in mind the challenges involved with strong and using this data. Security will be an important concern, transparency is key, employees must be aware of the data being captured and used. There will be need for investment in better infrastructure to be able to use all data available within the company and not just available in the HR department. There will also be the need to invest in training employees to have the skills necessary to understand and utilize the data available.
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[bookmark: _Toc144674387]3.1 Introduction
This chapter will give an overview of the research problem at hand, it will describe the need for this research and the aims of the research project. It will then go on to describe the research design, explain the reasoning behind it and why this particular data collection method was selected.

It then describes how the data collected is analysed and the validity of the data, the ethical dilemmas, and the limitations of the research.
[bookmark: _Toc144674388]3.2 Research Rational
The Online Cambridge Dictionary (2023) defines research as ‘a detailed discovery of a subject, especially in order to discover (new) information or to reach a (new) understanding’. As detailed earlier in Chapter One, People Analytics is a new topic and there is limited research available on this topic, this study is focused on People Analytics in the ICT sector in Sri Lanka which is a more concentrated area and therefore has limited information available about it. People Analytics has a lot of potential that can be leveraged by companies; however, some scholars are sceptical about its practical usage in companies. 

Cargan (2007) states that some researchers embark on their research without having a clear idea as to what the end goal of the research is, he states having a clear idea about the aim of the research will make the research easier to execute and reduce the risk of omitting items. The overall aim of this research is to analyse the benefits of People Analytics, specifically to the I.C.T. companies in Sri Lanka and to propose a framework that these firms can use to properly implement people analytics in their firms and leverage the benefits available by doing so. Therefore, it can conclude that the aim of the research is an evaluative one, an evaluative study aims to understand how well something is working, in a business context it allows us to research the effectiveness of PA in the organisations being questioned (Saunders, Thornhill and Lewis, 2015, p.176).
[bookmark: _Toc144674389]

3.3 Research Design
Cargan (2007) states that prior to collecting data, several other important decisions need to be made. These decisions include a number of factors such as: theoretical guidelines for the study, sample selection, properties involved, ethical standards, time factors, location of the study, the use of control and data collecting methods. 

The chose method of research is a qualitative design. Dawson (2009, p.14) explains that qualitative research explores attitudes, behaviour, and experiences, using interviews or focus group, in this study the research will be done with interviews. Yin (2016, p.83) highlights that even though all research usually has a design, research design in qualitative research does not have a fixed type of assured value. 

The research will follow a deductive research method. Deductive research involves analysing a theory, deriving a hypothesis from it, testing the hypothesis, and revising the theory (Jaana and Urs, 2018). Schwester (2015) states that a formal research question is the basis for the entire research question, deductive research is identifying a relationship, on how a factor affects another factor. There is a need to transition from a broader topic, into a specific research question.
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[bookmark: _Toc144655844]Figure 4 - Formulating a Deductive Question (Schewester, 2014)
The chose method of this research is a semi structured interview. This type of research method is part of the phenomenology theory, which falls under the interpretive theory. ‘Interpretivism is a paradigm that provides an organised set of assumptions about the nature of reality and how to study that reality through empirical methods. It focuses on how people make sense of the world around them, and over the course of time how collective definitions of reality shape and direct human thought and behaviour’ (Atkinson, 2012). The phenomenology theory aims to identify and describe subjective experiences of respondents, it studies everyday experience from the point of view of the subject (Yin, 2016, p.70). This study will be based on the feedback of HR managers in ICT companies in the Sri Lanka, the study will be based on the feedback and viewpoints they have with their practical experience and use of PA within their firms.

Dawson (2009, p. 28) explains that semi structured interviews are the most common type of interview used in qualitative research. It allows the researcher to collected specific information that can later be compared against information gathered in other interviews, however at the same time allows for the respondent to give additional information that could be important to the overall aim of the research. This method allows the interview to be flexible. This is the main reason why this method was selected over a structured interview. The additional information gained will also allow for the research questions to be modified and additional questions to be added depending on the response received. The interviews itself will be conducted online on Microsoft Teams or Zoom provided this is convenient for the interviewee is it will allow us to easily obtain a transcript of the interview to analyse the data thereafter. 
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[bookmark: _Toc144655845]Figure 5 - Forms of Interviews (Saunders, Lewis and Thornhill, 2015, p.392)

Although a semi structured interview is seen as the best method to collect information that is in line with the overall aim of the research project, there are some drawbacks of using this method of research that need to be taken into consideration. Saunders, Lewis, and Thornhill (2015, p. 396) touch on the problem of data quality, these issues are to do with: reliability/dependability, bias, cultural differences, generalisability/transferability, and validity/credibility. The authors mention that due to the lack of structure in semi structured interviews, the concern of whether alternative researchers would have arrived at similar conclusions. 

Another concern is bias, there are three main types of biases: interviewer bias, interviewee/response bias and participation bias. Interviewer bias is concerned with the response of the interviewee being influenced by the way the interviewer conducts the interview, this could include comments, tone, or non-verbal behaviour. The interviewer may pose their own beliefs or thoughts into the questions being asked. Lack of trust between the interviewer and interviewee will also affect how the interviewee answers the questions asked (Ibid). 

The second form of bias is response bias or interviewee bias, due to the sensitivity of the questions being asked, the interview may only give a partial ideal of the real situation of what is going on in their organisations. Interviewees may also be affected in how they respond to questions based on the questions being asked or how they are asked. 

The final form of bias is participation bias, as the interviews are though to take 20-30 minutes each, respondents may not wish to participate due to lack of time. This will bias the sample from which the data is collected from (Ibid). 
[bookmark: _Toc144674390]3.4 Sampling Framework and Size
The selected sampling framework for this project is purposive sampling. With purposive sampling, the target sample is decided upon by focusing on a sample that will best enable us to obtain the information required to meet the aims and objectives of the research project (Saunders, Lewis and Thornhill, 2015, p. 301). Bickman and Rog (2009) state that this sampling strategy where particular persons are deliberately selected due to the important information that they can provide, which would not have been available from other sources. In this research project, the selected target sample are HR managers who work for ICT companies in Sri Lanka. This is a very specific target group that can give us insight into how PA is currently helping organisations in this sector and geographical location. 

Saunders, Lewis and Thornhill (2015, p. 297) state that unlike probability sampling, there are no rules on selecting a sample size when it comes to non-probability sampling. Rather the sample size is selected by deriving a logical relationship between the sample selection technique and the purpose and focus of the research. Creswell (2007) suggests that an appropriate size of interviews would be 5-25 in depth interviews should be conducted to develop possibilities of experience. Considering the target group, a sample size of 5 will be targeted during this study. In qualitative research a small and purposive sample may be utilised with the aim of increasing the depth of the of understanding of the topic being researched (Campbell et al. 2020). Purposive sampling is ‘used to select respondents that are most likely to yield appropriate and useful information’ (Kelly, 2010). 

In many guidelines for qualitative research the gold standard for the right sample size is based on theoretical saturation, however there is no description of how saturation might be determined or any guidelines for estimating sample sizes for purposive sampling (Guest, Bunce and Johnson, 2006). The selected size of 5 interviews must also consider the possibility of non-responsiveness, therefore a total of 8 potential participants will be targeted and contacted. Should need arise more participants will be contacted to reach the goal of a total of 5 interviews in order to reach a sufficient number of interviews in order to reach the required credibility and quality of information gathered. 
[bookmark: _Toc144674391]3.5 Data Analysis Techniques
The data analysis technique that will be used in the project is thematic analysis. Braun and Clarke (2006) refer to Thematic Analysis as a ‘foundational method for qualitative analysis’. Thematic analysis is a method of data analysis, which is often used in qualitative research as it allows you to identify, analyse and report patterns of themes in the data, it is used commonly because it allows you to address a wide variety of research questions and topics (Castleberry and Nolan, 2018). There are several steps involved with this method of data analysis, they can be categorised as follows: transcription, coding, theme development and review.

The first step in thematic analysis is compiling data, to compile the data into useable form. This means transcribing the interviews into text that can then be analysed. Once the data from the interviews is transcribed, it will need to be separated. Disassembling data involves taking the data apart and creating meaningful groups (Ibid). This step is identified as coding, coding is defined as the process during which raw data is converted into useable data through the identification of themes, concepts and ideas that have relationships with each other (Ibid).
 

The next step is to reassemble the data. The data that has now been assigned codes, will then be put into contact with each other to create themes. A theme can capture something important in the data in relation to the research question. Themes allows us to identify patterns in the responses or meanings within the data sets (Ibid). The next step is to refine themes and test propositions, in this step the data will be reviewed against the set themes, it may be necessary to merge some themes, remove some or introduce new ones. Thereafter the propositions that arise from the data analysis should than be tested. This testing can be done by seeking alternative explanations and seeking negative examples that do not conform with the pattern (Saunders, Lewis and Thornhill, 2015, p. 586). 
[bookmark: _Toc144674392]3.6 Research Quality
Saunders, Lewis and Thornhill (2015, p.202) state that reliability and validity are both central to judgements about the quality of research in social sciences. They state that the reliability of a study refers to replication and consistency, if a researcher is able to replicate an earlier research design and achieve the same findings, then the research is seen to be reliable. Validity refers to the appropriateness of the of the measures used, accuracy of the analysis of results and generalisability of the findings. 

Noble and Smith (2015) state that qualitative research is often criticised for the lack of scientific rigour, they state it often criticised for its lack of justification of the methods used, lack of transparency in the analytical procedures used and that findings are distorted due to interviewer bias. 

Duke, Global Health Institute (2018) states the following tactics can be adopted by interviewers to improve research quality, for research conducted through interviews. Interviewers should explain the questions clearly to the participants and explain the intent of the doing the research, knowing this would encourage participants to give feedback more relevant to the study. Secondly, interviewer and interviewee biases must be kept to a minimum, how this will be done is covered in research design. Thirdly, the first interviews can be seen as test runs and give way to how the next interviews can be modified, some questions can be changed or updated to get more relevant data. Finally, the interviews should be reviewed as soon as they are done, while the information is fresh in the mind of the interviewer, therefore notes can be taken down and responses can be better interpreted, than if the data is reviewed on a later date. 
[bookmark: _Toc144674393]3.7 Ethics
Miller et al (2012, p. 14) states ethics is concerned with the morality of human conduct. They state that in relation to social sciences ‘it refers to the moral deliberations, choice, and accountability on part of the researcher throughout the research process’. Dawson (2009, p. 149) states that we are unable to conduct research without the participation of the interviewees, as they are devoting their valuable time to us, it is important that we treat them with respect and honesty and that this is referred to as research ethics. 

In order to conduct this research in the most ethical method possible, the following will be taken into consideration. Participants will be informed of the aims of the study and be sent a list of the questions that will be asked prior to them confirming their willingness to participate, this will provide transparency and not force anyone into participating and ensure they are open and willing to participate in the interview beforehand. A code of ethics will be provided along with the interview request e-mail. This code of ethics will provide details about the researcher, the purpose of the research, what will happen with the results, the guarantee of anonymity of the interviewee and how the data will be stored and handled. Interviewees will be given the option to request a copy of the final research should they want it. 

Careful consideration is also placed in the fact that the respondents may be disclosing sensitive information about their companies (Olive, 2010, p. 49), therefore written confirmation will be given of how the data will be handled, where it will be available after completion and emphasis placed on the anonymity of the respondent. 
[bookmark: _Toc144674394]3.8 Limitations
Several limitations were faced during the data collection process. The first limitation was the lack of participants, several HR professionals were contacted the participate in the interviews, however due to the interview being 20–30-minute interview some participants never responded to the follow up and did not wish to participate, this could be due to the lack of time during their workday to allocate for the interview process.

The second limitation was the geographical location, more participants may have likely been interested in participating and been more responsive, had the interviews been conducted face to face, however due to the interviewees being located in Sri Lanka, and the researcher being located in Europe, this was not physically possible. 

The third limitation identified, is due to the time constraint of the interviews, the interview time has to be limited to a maximum of 30 minutes, as the HR professionals are taking this time out of their working day to participate, it was important to not have a long interview, for this reason only 17 questions are asked in the interview. 
[bookmark: _Toc144674395]3.9 Conclusion
Careful consideration has been placed into the methodology of the research project. This methodology has been dynamic and has been updated as the research progressed. It shows a picture of how the research will be conducted, its limitations and ethical concerns. Despite its limitations the research aims to collect its findings with minimal bias. 
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[bookmark: _Toc144674397]4.1 Introduction 
This chapter will present the findings from the qualitative research conducted. As mentioned in the methodology 5 interviewees were conducted with a 17-question interview that lasted between 20-30 minutes. Each of the people interviewed were HR professionals that dealt with HR analytics in their firm. All of these firms are in the ICT sector in Sri Lanka.

[bookmark: _Toc144674398]4.2 Current Use of HR Software and its Benefits

[bookmark: _Toc144655923]Table 1- Number of Participants Currently Using HRIS Software
	
	Yes
	No

	Currently Uses HRIS
	5
	0




A HRIS (Human Resource Information System) is a database that stores comprehensive information on employees, it entails personnel tracking and hiring, counting staff hours, and analysing processes (Factsuite, 2023). An HRIS system can helps HR departments collect and parse workforce data, which can help streamline HR processes, it can help firms keep data organised (Martins, 2023). It allows firms to leverage the use of technology to ‘oil the cogs’, to create a happier and more productive workforce (Reitsma, 2023). 

All the respondents replied that they did use a HRIS currently in their firms, some responded that they were currently improving this software to have more capabilities, but everyone agreed that they had benefited from the use of a HRIS. Another common theme was, they stated that being in the ICT sector meant that the management of the company was more aware of the benefits and more receptive to using software for day-to-day HR functions. They stated there were no limits to the use of HR software and were often given a budget to purchase the software necessary. 

“Our HRIS let’s us keep track of all our employees, to store the data and all. And the HRIS functions as an enterprise social network. It's similar to Facebook where we let our employees connect with each other through the system”.
“We use People HRIS for, you know, data related, headcount, personnel related things and then we do have. So our the company had built an app for us as well to manage have the leave management portal ordering food portal and like going on and you know for pot, for performance related portals. So for specific functions like that, we do have a different kind of apps. We don't do anything manually at the moment”. 
“Being in the IT sector can like provide certain advantages and the resources that that that can facilitate the implementation of the HR analytics. But I think that it is not the main supportive factor because the other than other there are other factors such as the organisational culture”.
Although a few companies did develop HR software in house, in which case of course this was implemented without charge. Since the companies were already in the ICT field and some even already had HRIS software that they were selling, there was no lack of expertise within the company to justify using an in house HRIS as opposed to one purchased from outside, (Kopolous, 2023) points out this is one of the key factors to be considered when deciding where to source your HRIS from. 

“We are developing HRIS like in house HRIS system and my main focus is on identifying and communicating the requirements to the development teams”.

“So, um, this product has all the functions, but in terms of catering to our requirements, now that that's where the mismatch comes in. Um so because of that, we only use it for w core module. That is where we record all employee details and also for performance management use it heavily. But it has options like recruitment then later generation off boarding etc. But they are not up to our standard”.

Maier, (2013) states that even though software implementation for business intelligence is quite common now, we often see that HR lags behind. However, on speaking to the respondents we see that this hasn’t been the case and HR has been given the same importance, we may also contribute this towards the management being more aware of its benefits. Alam, (2016) states that the adoption of HRIS software in developing nations is quite different to that in developed nations where this type of information systems have been implemented previously, however many of the software companies in Sri Lanka are affiliated with foreign companies and thus seem to be quite adaptive to the need for HRIS software. 

The respondents also stated that the software was used to hold employee data, mostly for monitoring staff recruitment and turnover. It was also used for appraisals and to record employee performance. Few stated that they used artificial intelligence or the HR software for recruitment, but 2 stated this could be something they might implement in the future. LinkedIn, (2023) highlights that using HRIS in conjunction with AI could help firms to find the right candidate, in passive candidate pools that are within current HRIS systems that firms already have. 

“The system, the software that we're using is not really, to be honest, is not user friendly or. It has a lot of limitations, so it's it's actually People HR. It's like it was if I remember correctly it was something that was started in Sri Lanka, so with the limitations it does not really allow us to incorporate AI”.

Roger (2013) states that often, we see that HR departments have software with more capabilities than what is being utilised by firms, but firms need to use all the functionalities to maximise benefit, in this case we see that firms are starting only with what they need and expanding as they see fit. 
[bookmark: _Toc144674399]4.3 Benefits of Using HR Analytics
[bookmark: _Toc144655924]Table 2 - Number of Participants Currently Using HR Analytics
	
	Yes
	No

	Currently Uses HR Analytics
	5
	0




All respondents replied that they did use HR analytics. Some of the firms did have HR analytics already integrated into their HRIS system. 

“We have a tool that lets us have a at a glance view of, uh what is the cost for each entity. What is the payroll cost, attrition rates. What are the, uh, current rates for that. Based on the target. So we can set targets for certain attrition rates. So, on these targets, where do we stand? The all of these things are connected. So we, uh, pull the data from these sources”. 
“Our HRIS does not support HR analytics. So whatever the analytics that we do, we basically download reports report from the system and then we do it on our own like on an Excel or we keep separate reports, we maintain separate reports”. 
One respondent said using HR analytics allowed them to provide quantitative data with regard to HR and this paved a way for them to be taken more seriously by top management. 

“And also I believe that the HR field is in the process of converting this, whatever this qualitative results into quantitative results. And HR professionals are also now like speaking the same language of finance professionals which is which is basically the most of the time is in quantitative data and I think HR analytics serves as a bridge that fills the gap between the qualitative and quantitative results. So and therefore I believe that HR analytics will become the most useful and common area of HR professionals in coming years.”

Vella (2020) states effective HR leadership is an increasingly analytical role, decisions need to be made based on evidence and this can pave the way to making measurable changes to engagement and organizational performance. Short (2019) also points out that historically companies never focused on data analytics in HR, rather this was a focus for other departments such as marketing or finance, and the use of data had given those departments power and budget. One respondent pointed out that historically HR was always seen as a cost center and that analytics is giving them the power to change this point of view. 

“We have like sort of biweekly meetings with our CEO and the entire presentation is on numbers, right. Um it is like a number driven. I mean, he hates when we put the like phrases and words.Yeah. So it's a very number driven. I mean at his level for him. Um have making decisions by looking at numbers is much more, you know, effective”. 
Khan (2021) argues that for years HR managers have been having to balance cost-efficiency, that applies analytics and big data into current HR policies. He states companies are now seeing the need to focus on more people centric strategies and not just numbers, in order to maintain creativity and innovation in order to attract the right candidates. Firms need to find the right balance between the two. 

Even though the companies did respond that some of them used data analytics, they were not at the liberty to disclose very specific data about what they were using. Some did have a data analytics arm which is crucial to advanced use of data analytics, without just the use of basic reporting which can be referred to as data analytics (Ledet, et al. 2020).
[bookmark: _Toc144674400]4.4 Do Employees have the Adequate Training
Although HR analytics has been around for a long time, management had not typically given it as much focus as it had done with other departments, this has resulted in HR being new to the data analytics playing field and also in HR professionals lacking in experience with data analytics (Dahlbom et al. 2020). All the respondents replied that their companies were very data rich, as they all had HRIS systems, and capturing data was part of their corporate culture, being in the ICT sector itself meant that this was nothing new to these companies and data was always being collected, and these companies were rich in data. Having employees and a culture, open to the technological advances in HR is key to the adoption of data analytics (Dalhbom et al. 2020).

“Ohh yes, that's like the best thing about, you know, being in an IT company it's you know kind of being in the IT industry data all IT companies are rich in data. So data at all times and it's everywhere since it's all maintained through systems. So data is not accessible or it's pretty restrictive then getting that data service is not a problem since the leadership team they value analytics that are being produced so because”.

The companies interviewed had a dedicated person in their team that handled HR analytics, however none had a whole team and sometimes this person had other responsibilities outside their responsibilities of HR analytics. All of these employees had a background in HR, none had a background in mathematics, data analytics or statistics. Some of them however had had some training in HR analytics, two respondents mentioned that most of what they had learnt was acquired through online training and videos on the internet. Through the interviews, the respondents mentioned that they believed that they had suffient training in HR analytics and should they expand their team, that they themselves would train the new member in the analytics team on how to conduct analytics. One respondent mentioned that they had also received in house training from the data analytics team within their company. 

“But in here we need to train our existing staff as well as we need to hire a few other analysts in the future. If we are planning to expand this area”.

“So I self learned. So since I learned about analytics in my previous company, there's only LinkedIn certifications that I have on a HR analytics. At the moment I'm actually going through and it turns 6 course through one of the institutions in Sri Lanka”. 

“So training, it's mostly on the job. It's like learning to drive. I mean you can learn it. Through classroom trainings, and you can watch tutorials etcetera. But at the end of the day you have to do it yourself and get the experience so”. 
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The above-mentioned table from McKinsey & Company (2020) highlights the capabilities required by teams in order to go up the data analytics ladder. By comparing the companies interviewed to this ladder, we could place them either in step 2 and 3, they all had HRIS systems, where data was input and captured. However not all of them had report generating capabilities built into their systems, and a couple had analysts dedicated to the HR center. These companies however were far off from steps 4 and 5 which is depicted as advanced analytics and reliable predictions, they lacked advanced analytical specialists, and statistical tools, and predictive analytics were not available to them. 

Wright (2016) states that in the United States of America, 54% of companies now require HR professionals to have data analytics skills. They also state that 78% of companies stated that they found it hard to find the right candidate with these skills. Sri Lanka being a much smaller country, and newer to the analytics playing field, it might be harder to acquire HR individuals with these capabilities, like many companies they have to look at training candidates within the companies. Zielinkski (2019) states that smaller firms are usually forced to retrain existing HR staff or move staff from other areas into the HR analytics team.

Therefore, if we look at these companies, we see that many are starting out with data analytics, they have made good progress and have reliable data at their disposable. However, they did not have the adequate tools or expertise at their disposal for predictive analytics. Some of these firms are looking to acquire or build better capable systems in house to facilitate them with this ability, but until they do so, they would not require such specialised skills in analytics. The skills available to the HR team now, might be sufficient for their capabilities and required in HR analytics, but should they wish to improve HR analytics, this is something they will have to look into improving. One respondent mentioned that they did analytics together with finance as they had a more analytical outlook on things, this collaboration, could be good to make decisions not only on data, but together with an HR outlook.
[bookmark: _Toc144674401]4.6 Collaboration between HR and other Departments in the use of Analytics in the Company

Ulrich and Rasmussen (2015) advise that in order to integrate HR analytics better into a company, the company needs to take HR analytics outside of HR. They state that when HR analytics matures, firms many initially begin with a collaboration between HR and finance for examples. A few respondents mentioned that they worked closely with finance in their HR analytics, as finance was able to make more analytical decisions and help HR with critically analysing data. When data analytics matures further, it becomes a part of a cross functional/end to end analytics, where human resource analytics is looked at in the entire value chain of the company.  The goal is for HR analytics to transcend HR issues into a cross functional business analytics model (Ibid). 

However, when we analyse where these companies stand in their data analytics journey, as analysed before, and compared to the data analytics ladder by McKinsey and Company in figure 6, we see that these companies are not yet in the level of advanced data analytics, this is reflected in where they are in terms of collaboration with other departments for data analytics. Most respondents said they liaised with other departments and had help from managers of other departments without issues when collecting data. However, in the analytical part the only collaboration was with finance and IT. The reason IT might have collaborated with HR in these firms, may be due to the fact that these companies are in the ICT field, many had HRIS systems that were even developed in house. As per an end-to-end data analytics center in the company where data was shared and analysed together with those of other departments, these companies have not yet reached this stage of advanced analytics. It is something they will need to look into implementing in the future once they have advanced in their HR analytics journey. 

“With the finance team, there are more, you know kind of capable in kind of doing the forecasting and prediction analysis part cuz they think of the cost element as well. So with that collaboration, we are able to produce kind of a fulfilled analytical report. So that's getting that in those insights in and two, it has been helpful when it comes to decision making. So when we see kind of a holistic picture of what's happening for example”.

“Of course, we work with finance and operations closely. They have access to many of the data that we collect on the HRIS. The analytics we have, we mostly analyse them together with other heads of departments in our higher level management meetings”. 
“Yes, we work a lot with finance. Try to understand what are the different options we have.
Um, with the new regulations, they were doing a lot of research trying to understand the new laws and the regulations, and then to see how we can model it into those calculations that we did in terms of other departments. We do a lot of analysis in terms of say like skill loss”. 



[bookmark: _Toc144674402]4.7 Data Analytical Culture and Management Assistance
 
The advantage that all of these companies interviewed had in this area of HR analytics, was that they all came from the ICT sector. All respondents agreed that being in the ICT sector meant that their management and company culture placed high important on data analysis in all areas of their firms and this was backed by their management. Bondarouk et al (2017) states that IT-friendly culture, supportive leaders and trust are key factors in the successful adoption of e-HRM. 

We often see that it is hard for companies to convince management to invest in HR analytics, this may be due to the fact that often management of companies lack understanding of how HR analytics works (Angrave et al., 2016), however in a company that already understands the important of data driven decision making this isn’t a problem. A few respondents highlighted the fact that decisions within their company were all data driven and seldom done by gut instinct. Additionally, some of the companies interviewed had the capability to build data analysis software inhouse, which can be much cheaper than getting tailor made software from outside, this evidently makes it easier for management to be more open to and invest in HR analytics. 

All of the respondents highlighted that management gave them assistance with whatever software they deemed necessary for their day to day HR activities, 3 of the respondents were using inhouse software, however they all mentioned that the inhouse software needed to be improved for better data analysis, they stated that this is acknowledged by the management, however due to resources being needed in other departments especially in developing the software that they were selling, this was given more priority over resources being allocated to developing HR analytics software. However, HR software improvement had not been given priority as the use of the software engineers was allocated to developing software to generate revenue. This could be due to the current economic situation in Sri Lanka, which means companies are more focused on surviving. 

“because the HR head and the top management are concerned about fostering a data-driven culture and also data-driven decision making. So they are actively motivating and supporting the HR team to take like new initiatives in implementing HR analytics in their respective areas”. 

“since we are an oragnisation that uses a lot of data, it is given that we have this type of culture. It is very common in IT companies, since we store a lot of data. Of course, everyone, every CEO of a company would want to take informed decisions. They will need data they of course, gather data as well, whether you have a system or not, right”. 

“Yeah, I mean, because it's predominantly a software development company. Everybody, they have come from software development background right, from every city, you know they have studied maths. So hey can be very number driven. Ohh, these database decision making is, maybe slightly more than the other side, right? The qualitative decision making”. 


The respondents also stated they did not have problems gathering data and getting assistance from other departments and their heads as an analytical culture already existed within their firms, once again this may be due to the industry, they work in. However, one respondent stated it was easier to gather data from junior staff than senior staff.

“They are very helpful, yeah, but some you know, when it comes to the leadership, it will be bit difficult for us to get the information from the senior people. But the juniors, of course, they are very helpful”. 
[bookmark: _Toc144674403]4.8 Ethical Challenges of Data Protection and Privacy
The challenge of data privacy in using HR analytics is a very complicated one currently in Sri Lanka. Sri Lanka had just implemented a new law for data privacy in 2022 (ICTA, 2022, however it has not yet been enforced, one candidate mentioned that this will be where the real struggle of data privacy comes in. The candidates do acquire consent of employees to hold their data, but they do not fully comply with the data privacy law yet.

Petrescu and Krishen (2018) state that even large firms such as Facebook and Cambridge Analytics have faced challenges with data privacy, they state the firms’ challenges highlights the difficulties involved with data privacy and protection in a digital environment. One of the biggest ethical challenges of the use of machine learning in HR is data privacy (Hamilton and Davison, 2022). Companies will use employee data, track and manipulate it to learn more than employees consent to (Ibid). 

As the companies interviewed were all ICT companies that use HRIS they too might face similar challenges. 

Hamilton and Davison highlight that for companies to address the ethical and legal issue of data privacy, firms must commit to transparency and care by the employer and gather consent from the employees. Firms must gather all consent required and keep employees informed on how data is being manipulated and used. All data gathered must also be accurate and kept up to date. Following this firms can try to mitigate the ethical dilemma of data privacy when it comes to HR analytics. 

“Whatever the information that we are collecting, it will be through Google form. And there, whatever the information that they provide only we will consider a certain instance let's say like for a survey we will send out a questionnaire and get the answers. And of course, we do mention at the beginning of the survey that we will be using for the particular analysis or whether we are recording their name or not. Everything will be mentioned in the form and even their personal information. Whatever we collect in, just let them know that this is only collect that you know for the analysis purpose or the recording purpose”.
“Not only looking at analytics, if you look at even the HR system itself captures a lot of personal data. We do give them the trainings. And our system is fully compliant with all these personal data protection laws. Right so what we, uh, in in as per the legal department of the country, what is important for us to manage the system so that there are no breaches or unauthorised users”. 

Another ethical issue to be considered is the lack of human element in data driven decision making. One respondent mentioned that it is important to have a balance between data driven decision making and not forget then human element of HR analytics. Khan et al. (2021) states that there is need to move back to human centric decision making and not only focus on data driven decision making. He states after the COVID pandemic HR managers are now recognising the need for a more human element in HR. He future states this is how HR can attract and develop talent. 

“Um, the numbers are important. But recently I was actually at ‘Great Places to Work’ at a forum and they were talking about the same thing. I mean all this time, sometime back people they were saying, you know, somewhere around early 2000 people each other making a lot of decision based on their gut and experience. And then data came in. So the HR moved into data and they started making all these decisions based on data. And again, now they want us to go back and start looking at the people as people and start making decisions based on the, you know. Ohh, looking at both sides, actually you need to have a balance”. 
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[bookmark: _Toc144655847]Figure 7 - Four Areas Where Chief HR Officers' in Europe Want to Focus On (McKinsey & Company, 2021)













[bookmark: _Toc144674404]Conclusion and Recommendations 

This chapter will evaluate the conclusion and recommendations derived from the literature review and research findings. It will analyse the conclusions against the objectives of the study and provide recommendations for companies based on the research findings.

The main aim of this study was to analyse the value proposition people analytics offers to companies in the ICT field in Sri Lanka. The literature review found that PA is relatively new and in the field of HR it had not been implemented in a large number of companies. The literature review found that many companies are interested in implementing it, but there were many challenges with implementing it. The companies interviewed all used HR analytics, which may have been due to their industry being ICT. However, the extent to which they used HR analytics was not very advanced. No company interviewed used predictive analytics or prescriptive analytic. 

Another factor to consider is that Sri Lanka is currently facing an economic crisis and companies are making surviving a priority and thus not allocating their resources towards analytics in the HR department. 

[bookmark: _Toc144674405]5.1 Define the nature of people analytics and how it creates value for firms

This objective was fulfilled through the literature review, an analysis of the nature of people analytics was discussed. It was found that people analytics, is new and that firms had a lot to gain from adopting people analytics. It was found that it comes with many challenges and costs, however deemed necessary in this fast-paced industry. 

Some articles evaluated whether HR analytics was just a fad, many firms have spoken about it but very few have implemented it, with the right steps taken firms can successfully implement and leverage the full potential of people analytics. It comes with several challenges which companies need to consider and work to mitigate. 




[bookmark: _Toc144674406]5.2 Identify and analyse how ICT firms in Sri Lanka currently use people analytics
The interviews conducted helped conclude that people analytics has many different stages, and that most companies are using analytics in some shape or form. However, the real gains and competitive advantages lied in adopting predictive and prescriptive analytics which most companies had not yet achieved. They lacked resources, they lacked software necessary for the implementation, lacked human resources to perform analytics and not enough training was given to those who were currently doing the analytics. 

Implementing people analytics in an advanced way would give firms a competitive advantage over others, but due to the lack of financial resources being allocated to it, it was on the top of priorities list for most firms. The current economic situation of the company also moved companies more towards a survival mode and away from advancing in people analytics. 

[bookmark: _Toc144674407]5.3 Recommendation - Propose a Framework that Firms can Adopt to Leverage the Benefits of People Analytics in HR  
When analysing the current use of people analytics in HR, we see that the firms in the study are adopting very basic analytics. Often firms used data available to them to analyse current trends and predict trends in the future. However, none of this was automated, none of the firms had the right software to do this for them, most of it was done manually. It is recommended that firms adopt the necessary software that can automate HR analytics that can predict future trends on their own and provide prescriptive analytics on what decisions firms should take based on analytics.

It is important that the firms maintain quality data that is up to date, only then will the prescriptive analytics be relevant and accurate. It was also seen that data analytics in HR was not automated throughout other departments. Collaborations between finance and HR happened when firms organized this manually. However, data analytics across departments on an automated system was not yet seen.

Firms need to invest more in resources, more employees dedicated to the function, there was also a need for investment in training, most of the companies did not provide such training unless it was requested. However first it is necessary to have the right resources available so employees can then be trained on how to use them.

Firms must also take into consideration the challenges of data privacy and ethical issues involved with HR analytics. It was seen that Sri Lanka is currently enforcing a new law on data protection. Firms will have to take into consideration all the requirements of this new law and adhere to any changes required. 

The following framework is proposed for firms to utilise when implementing HR analytics.

Plan
· Evaluate current data.
· Design data collection processes. 
· Audit data to ensure data is up to date and is of good quality.
· Ensure data privacy laws are adhered to. 
Data
Integration
· Integrate HR analytics with other software.
· Ensure HR analytics is closely integrated with analytics used across the business. 
Automation
· Automate routine HR processes.
· Enable predictive and descriptive analytics. 





· Identify objectives of People Analytics in HR.
· Identify stakeholders involved. 
· Identify resources required.  


















[bookmark: _Toc144655848]Figure 8 - Framework for Successful Adopting of People Analytics in HR



The above-mentioned framework is proposed for firms to utlise to leverage the benefits of people analytics in HR. The first two elements of Plan and Data are based on the CIPD (2023) People Analytics Process. The last two elements of Integration and Automation are based on the needs of firms in order to reach the 

Plan

Frims must analyse what they hope to achieve through the use of analytics in HR, then the relevant stakeholders that will be involved. It will also be necessary to analyse the resources required. In this study we found that the companies interviewed, needed software capable of doing predictive and prescriptive analytics, more training was also required for HR employees handling analytics and in some cases more people were required.

HR analytics is only as good as the quality of the data used, firms must collect data, audit data they currently have and ensure data is up to date and correct. All the while they must adhere to strict laws on data protection, employees should be made aware of what data is being stored and how it is being used, this is an ethical concern for firms as well as a legal one.

Firms must strive to integrate HR analytics with other departments, prescriptive analytics can not work without integration. The software will need data from other departments in order to offer analytics that are useable and accurate. 

Lastly the process must be automated, firms will need to invest in software with these capabilities, this software will enable predictive and prescriptive analytics which will allow firms to make data driven decisions, fast. 

With the use of the above-mentioned framework these firms can implement more advanced people analytics in HR and thus leverage the full protentional it has to offer. This will allow the firms to gain a competitive advantage over competitors in the industry, especially with the competitive nature of HR in the industry. However, firms must consider that it will involve investing in significant amount of resources. 
5.4 Opportunity for Future Research
The study conducted with a small research size; the researcher recommends that future research is conducted with a larger sample size. 

Future research can be conducted to test the framework proposed in the study. The next study can research the implementation of the proposed framework for implementing HR analytics in ICT firms in Sri Lanka and evaluate how efficient the framework is. Further research can then recommend how the framework can be amended and analyse if there are limitations during implementation. 
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I: Interviewer
R: Respondent 

I: I just need to ask you first can if you can tell me a little bit about small introduction to your company and what the HR function in your company does?

 R: Okay we are a IT solution providing company and like where we we offer global IT solutions like for the tourism industry and mainly for the tourism industry and also our services include like developing booking platforms, chat bots and also we are actively involved in developing IT solutions for HR management as well.

I: How many employees are there in your company?
R: Yeah, we have around 800 employees at the moment.

I: OK. And are they all based in Sri Lanka?
R: Ohh yeah, most of them yeah, but few of them ployees we have in other countries as well.

I: Alright, OK. And so can you tell me a little bit about your role?
R: Yes, Okay, I'm currently working as a senior executive in HR and my main responsibility as in that I'm responsible for the HRIS development and also for HR Analytics. So we are developing HRIS like in house HRIS system and my main focus is on identifying and communicating the requirements to the development teams.

I: Okay so you don't have the system yet? You're developing at the moment?
R: No. We have a system and we are using it at the moment, but there are further developments for the system as well. Currently we are using the system to run the HR functions in the company.

I: Right. And what functions does the software that you use at the moment do? Is it for recruitment?
R: Yes. Yeah. Like we have a HR functions like all the day to day, HR functions such as EMI, Employee Information management and we have an attendance in this module and we have separate module for reservations book taxis and forward transportations the way and all of that. And also we have a we have the appraisal module. We are using at the moment and developing it at the moment.

I: And do you use it for recruitment? Do you have artificial intelligence, for example they use?
R: At the moment, no. But we have the almost developed the module for the recruitment, but we have not like implemented.

I: And what about for training? Not yet either.
R: No. We have an LMS for training, but this is that is separate from the HR software. I guess you have a separate system like LMS in the LMS which is not in my scope.

I: Right, OK, alright. So could you if you have an idea, does your current like how does it benefit your department, the use of the software and how does it benefit your company?

R: Yeah. Our HRIS let’s us keep track of all our employees, to store the data and all. And the HRIS functions as an enterprise social network. It's similar to Facebook where we let our employees connect with each other through the system.

And actually it  supports the HR team in the making, their work more efficient and effective.

I: Right, OK. And you said your company already does use HR analytics, right?
R: Yeah.

I: In your opinion on HR analytics not only for your company, but in general, how does it benefit companies?
R: Ok so we are in the process of enhancing the people analytics within the company. So like we have data entry operating teams as possible for the gathering and gathering the data that required for HR analytics and at the same time our HRIS also plays a major role in analysing the data we already have and providing us with details on employee behaviours, LDO changing the distributions service.And likewise many other areas. So and also we are in currently that we are planning to implement the tool called ENPS.

And and also time to hire, time to fire and source effectiveness likewise analytics in the company.

And yes, when it comes to my opinion and all, I believe that the era where HR has considered a cost centre has come to an end. Because now the voice of HR is heard at top management meetings and companies are increasingly appointing directors of HR and Chief HR officers as well. 

And also I believe that the HR field is in the process of converting this, whatever this qualitative results into quantitative results.
And HR professionals are also now like speaking the same language of finance professionals which is which is basically the most of the time is in quantitative data and I think HR analytics serves as a bridge that fills the gap between the qualitative and quantitative results.

So and therefore I believe that HR analytics will become the most useful and common area of HR professionals in coming years.

I: OK, so now you mentioned that because with HR Analytics now you're able to kind of speak the same language as the finance department because you're using quantitative data. 
And do you see, like HR Analytics also helping HR to work in collaboration with other departments, not just finance?
R: Yes, like. In our our company we have not reached that stage yet like like but based on the analytical areas that the organisation intends to implement there can be dependencies and collaborations with other departments. But however in our company we have not reached that stage yet.

I: Okay alright, but you can see that in the future.
R: Yeah. Yes.
I: Okay before the HR analytics process, do you have a software that you use specifically for that or some companies use Excel or anything like that? Or do you have the software at the moment?
R: Yes we are using Excel Google sheets and also sometimes power BI.

I: What are the advantages that you see in the future for your company by enhancing the way you use HR analytics? For example, if you use it in recruitment?
R: Ohh actually when it comes to like the HR analytics, you are basically asking about the benefits, right?

I:Yeah, but something that you don't currently have, but something you see that your company could have in the future.
R: Yeah, I would say like data-driven decision making like using HR Analytics that enables us to make informed decisions based on the data and insights.

And also it if you have HR to improve the workforce planning because through HR analytics we can gain a better understanding of the work for workforce composition and our skill gaps and future needs as well.

And also we will be able to like enhance the recruitment and also the retention because as I mentioned earlier that through HR analytics we can identify the most successful recruitment channels, sources and recruitment strategies as well. Likewise, it would be very beneficial in the future.

I: OK. And do you see where the disadvantages or challenges that you have with using HR analytics or anything that you foresee in the future?
R: The disadvantages no, I would say challenges. Yeah, because the there can be challenges in implementing analytics. We have, like data privacy concerns and also challenges in data quality and reliability issues.And also we need the skilled and analyst to do the job.

I: Do you see that your HR department has the adequate skills and training at the moment, or would you need to hire people or train current people?
R: Yes, like it depends on the company. But in here we need to train our existing staff as well as we need to hire a few other analysts in the future. If we are planning to expand this area. 

I: And do you feel that since you're already in the IT field and does that give an advantage to your company, to the HR department?
R: Ohh yeah. Being in the IT sector can like provide certain advantages and the resources that that that can facilitate the implementation of the HR analytics. But I think that it is not the main supportive factor because the other than other there are other factors such as the organisational culture.
What are the resources we have and leadership support also play a significant role in implementing HR analytics in any company?

I: Do you see that your top management supports the use of HR analytics? Are there in favour of it?
R: Yes, because the HR head and the top management are concerned about fostering a data-driven culture and also data-driven decision making. So they are actively motivating and supporting the HR team to take like new initiatives in implementing HR analytics in their respective areas.

I: OK. So you see that your company has a data-driven culture in all of it, not just the HR department?
R: Yeah, we are merging like we are chainging our culture it to be a data-driven.

I: Right. So probably we is it because you know your company already is an IT company and uses BI software?
R: Yeah, yeah, that can be one of the reasons, yeah.

I: Another question is on the ethical issues, do the employees? Are they aware of the data that's being collected and how it's being used?
R: Yes, yes. Ohh there are, because we are conducting, we are making them aware during their inductions and all.

I: OK, alright. And is data analytics used in other departments in your company?
R: You know, in other departments, not really, they don't like focus on specifically in analytics like HR but in R&D department they're using analytics.

I: Just to kind of understand if if the analytics part is given more importance in R&D than it is in HR, do you feel that it's given more importance or is it this the same?
R: Ohh, I think the importance is just the same, but they might be putting some extra effort on it because all of their results are based on the analytics. 

I: OK. And I don't know if you have any idea, but do you know if your competitors are using HR analytics and if in any way does that motivate your company to do the same?
R: I'm actually I'm not aware of what the competition is doing. However, considering the current trend and the benefits that companies can gain through implementing HR Analytics, I think there is a high chance that all companies in the future will move towards towards HR analytics and making it a common area of expertise for any company in the future.

I: Do you see that it happening in Sri Lanka the same way that's happening in other countries?
R: Yes, because now I've seen the few training programmes and study materials and courses that are related to HR analytics it means that there's a need in the industry.

I: And if you look at kind of the employees that you have, do you see that you know it's kind of quite competitive to get skilled employees in the IT sector?
R: There is, yes, actually, yeah.
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I: Interviewer
R: Respondent 

I: OK. All right. So just to start, if you could tell me a little bit down the background of your company, what your company does and a little bit about the HR function in the company.

R: Yeah, sure. OK. So the Mr two. So we started out in 2005. By two individuals, Sanjeeva and the other one was called. They actually were a part of IBM, and the whole idea was like, why aren't we doing something in Sri Lanka about middleware? It's always like other companies come into Siri Lanka and getting their work done from us, right? So he. So that's where kind of the open source middleware idea was born.

So, like if we Fast forward to, you know, 18 years later, so next month actually we're celebrating our 80th anniversary. So we yeah so so the business strategy has progressed into not just limiting themselves to open source software but moving into offering a large range of application development and IAM technologies. So they could be available as open source and or SAS. So they're products which are open source and there are some which are SAS.

It's too. So they what they do is they enable companies and enterprises to create their digital experiences quickly, easily and securely. So that's the kind of, you know, kind of tagline. I would rather say that we follow by. So we at the moment have over 700 direct customers. So we range over 90 different countries with our customers.

In terms of people wise, we are coming up to like about 859 in terms of headcount globally. So that also we do have about 12 offices around the country, but we do have our employees located in other countries because in Sri Lanka was the whole economic, you know, struggle that went on and you know, people wanna just leave the country. So that was supported relocating them to somewhere else.You know country, you know, so they can kind of evade that situation. So we have companies like, you know, I would say 20 countries, but we are officially we have offices in 12.

I: You have offices in 12. OK, so the others, they kind of work remotely?

R: Yeah. Correct, exactly.

I: OK. And the HR function, so for all of these countries, does is everything centralised in Sri Lanka?

R: Yeah. So we everything is centralised and Sri Lanka, however we do have like a key individual who is responsible for a region. So this is because, you know, different regions rather different countries, there are different laws and different structures to kind of follow regulations and all of that. So we have key individuals like for us, for LATAM, for APAC, for us or region wise we have a responsible individual. But all the decision making processes.
And all that thing is kind of centralised in Sri Lanka, while collaborating with the key HR person in set regions to make sure we follow all the regulations and things like that.

I: Okay. And then could you tell me a little bit about your role in the company?

R: Yes. So I actually started in WC2. Let's see now it's 2023 at the moment. So yeah, so I think two years ago.
Going on my second year at the moment, so I kind of joined as a part of recruitment in the beginning and then so that was my main role and then we kind of had, we went through a hiring freeze and that's where I kind of was like what can I do now? There's no recruitment. So I got myself involved in the process of HR and I actually learned. So one thing that I did, I actually learned about HR analytics in my previous company.

So since I have a lot of time on my hands, that was something I wanted to bring into the company too, so I became more focused on HR analyticsand improving processes making using, kind of making things automated where I can.

So that became my core focus and at the moment on top of kind of early career recruitment, I handle the HR analytics part as well as, internship performance and the career performance, that kind of part. But the main core is on the HR analytics. 

I: And just to kind of know a little bit about your background, is your background in HR or is it in an like analytics mathematics or?R: How I wish, but no moments of my I actually had the I did my degree in HR leadership and then I did my MSc is in entrepreneurship and innovation. So I self learned. So since I learned about analytics in my previous company, there's only LinkedIn certifications that I have on a HR analytics.  At the moment I'm actually going through and it turns 6 course through one of the institutions in Sri Lanka.

So that is my background at the moment, but in my I have about 7 years of experience, most of them being in recruitment and come with the latter, I would say before I joined up this company, like half a year on analytics.

I: And in your company, is it just you who handles analytics or there is a team?

R: Yes, it's just me at the moment it is so how that works is like since the introduction like came through me, we did whoever's interested in mechanics, we would like to teach. So I would teach them about it and then they would get involved with it. So that had mainly been interns. We don't really have a dedicated team for HR analytics, per se, although it's available outside of it , for now it's just me at the moment who handles the HR analytics.

I: Right. So, I I wanna talk a little bit more about that, but I'll just kind of go through the other questions first. Does your company use a HR software?

R: Yeah. Yeah. So being an IT company, we kind of have to. So we use. So we use People HR  for, you know, data related, headcount, personnel related things and then we do have. So our the company had built an app for us as well to manage have the leave management portal ordering food portal and like going on and you know for pot, for performance related portals. So for specific functions like that, we do have a different kind of apps. We don't do anything manually at the moment.

Yeah, even I I think the only thing we do manually at the moment that is kind of half manually is like the resignation process.

But apart from that, everything else is on the system.

I: Just to kind of understand, do you also use it for recruitment? Like do you use AI or anything like that?
R: So the system, the software that we're using is not really, to be honest, is not user friendly or.

It has a lot of limitations, so it's it's actually People HR. It's like it was if I remember correctly it was something that was started in Sri Lanka, so with the limitations it does not really allow us to incorporate AI. So for analytics I use an Analytics tool called local studio.

And sorry you asked that question. There was something else. I kind it just went through my head.

I: If you're using AI for recruitment, but you said that you you have a different software that allows you to do that, right?

R: Yeah. So we use uh another software for the data analytics part ,for recruitment per se, and there's no AI integrated with the system since it's.a bit, limited in its capabilities and what it can do. So what we use it for to capture the data like if we our our interviewing 10 people all the 10 people's profile will be in the system and their feedback that's it that's all we can do with it. There's no way for us to kind of pull out analytical reports out of it.

I: And do you use your HRIS to also for learning and training anything like that?

R: We don't. So for learning and training we have a separate platform that was created. This is outside of the HRIS that was built inhouse. So it's kind of separate. It's a web service application. So all our learning and training is stored on that. So certifications, self learning, tutorials, videos, all that is on that.

I: So you said that the people, people, HR thing, that was one that you said that you're using, you said it wasn't very good. So is there any reason why you haven't changed to a different software or built something in house that could be better?

R: Need to find a look for a? You know something? You know the next level at that moment. So as we were growing, the need for a much improved software was brought up and we did want to go and fill it in house because we are an IT company after all. If we want something, we have to build it ourselves. Process pretty pricey to get like another software that can do whatever we want. So that part also played into it. So at the moment.

This kind of stopping us is per more the future strategy per se, and where the team teams capabilities being used at the moment. So the priority could get in house built software is not at the top level to be honest. So it's something list, but it's not at the top at the moment. So probably it's might come along in another two years time, but that could change.

I: Alright, so your current HR software, what are the benefits that you see that it gives to your department and the company?

R: So current address offer. The only benefit I can see at the moment is is data capturing and report pulling. So with so we are able to tweak people HR  to a certain extent and kind of maintenance of that data is also available. So it also captures kind of the historic trends of what has been changed.

Which is very helpful. So we have it's, it's that system at the moment. It's really good for just being the data source and pulling out reports.

I: OK, alright. OK. So you said that when you kind of joined the company and maybe two years ago, it's when you really started introducing HR analytics into your company, so previously they didn't use any HR analytics.

R: Not for HR, not within HR, NO, but also to HR, yes.

I: And do you see a lot of benefits improvements since the use of HR analytics?

R: Ohh yeah, very much so. So currently we do. I don't think dashboards on, you know attrition on customer satisfaction rates on. We also have like we handle the laptop system as well that it's like issuing laptops and all that. So kind of looking at the time to deliver time to fix and all those key metrics that's also being captured. So one thing for sure is it brought a lot of insight so that data.

So the analytics that we are showing at the moment is mainly descriptive and diagnostic.

Since there are limitations with the tools that I'm using at the moment, we can't go to the predictive analysis mode, so that's something that we do with the help of our finance team.

Um pointed out, which I think there's a question on that, so I will reserve beyond.

I: No, you can go ahead now if if you prefer because.

R: OK, so with the finance team, there are more, you know kind of capable in kind of doing the forecasting and prediction analysis part cuz they think of the cost element as well. So with that collaboration, we are able to produce kind of a fulfilled analytical report. So that's getting that in those insights in and two, it has been helpful when it comes to decision making. So when we see kind of a holistic picture of what's happening for example.

Patrician OK, like from last quarter is gone like one team has specifically gone down by 50% and when we look at the reasons we could see that migration has increased drastically. So we can build relationships easily and we can then make decisions based off of that. Of course, we do have to keep in mind the external factors, but this is just a hypothetical situation like.

You know in how we kind of helped us with decision making.

So it also helps us to improve our processes. So for example, we do have a recruitment dashboard as well. So in this recruitment dashboard, we can see kind of what sources kind of give us more high performing candidates, which is you know we use quantitative and qualitative data for that to make that decision.

Kind of seeing where most time is being taken on and kind of seeing the pain points and what we can do about it. So that and then it helps us to be proactive and kind of ready for what we can expect the future to look like with the help of finance predictive analysis part. So there's that as well.

I: So when you said that you work with finance, is there somebody in finance specifically for this kind of analytics or is it just in general?

R: Yeah. So there's one person, actually. He's actually he relocated to Canada. So he is the person that is we go to for all the analysis because his position resolved revolves around that.
So that's one person. So he analyses from headcount, HR related and also from the cost perspective as well.

I: Does he have any kind of HR background or?

R: He's from the finance background thoroughly so he does understand kind of. So headcount is technically numbers for them. So it's not that difficult to understand and he does use his main tool of getting all this analysis done, his excel. So here we use Google Sheets so that's his main source.

I: And you said that now you've already explained that you've worked, you worked closely with finance. Is there any other department that helps you with HR Analytics?

R: With helping with HR analytics specifically, it would be solely financed at the moment, but in the future we do hope that you know our AI and research team would be able to produce you know, analytical solutions for us in the future, so this is something, this is a conversation actually that has to be brought up and initiated. But for now, it's just the finance department.

I: And how about like for data that you need to collect for your analytics, do the other departments, department heads managers help you with that?

R: Ohh yes, that's like the best thing about, you know, being in an IT company it's you know kind of being in the IT industry data all IT companies are rich in data. So data at all times and it's everywhere since it's all maintained through systems. So data is not accessible or it's pretty restrictive then getting that data service is not a problem since the leadership team they value analytics that are being produced so because.

So we have competition, right? We wanna be the best. We wanna be do better than that. It does. So every little thing counts and we are a data-driven company so.

They would want to. They usually give us all the information we need in order to produce the analytics and all of that.

So yeah, there's no issue with accessing data.

I: OK, perfect. So how about any challenges or disadvantages that you see you've seen since implementing HR analytics?

R: So one is, I would say that data. So once you get data usually have to transform it into something that's readable, right? So that bit tricky because sometimes data is maintained in a different way.

So for example, the data that finance maintains is usually in in pivot tables or probably in the use a lot of tonnes of formulas just to create a table or something like that. So it's pretty difficult to compile everything into something meaningful and for that reason there is an option to merge data. But to do it it's a bit tricky, so there's a little bit of technical issue as well when it comes to it, I guess that would be the first challenge to get that sorted out.

Cleaned out and the second thing is. At the moment there is a kind of. Lack of I would say, functions in the tool that I'm using. In the two of them, using incorporating a I using data science and also rather big data and kind of linking our HR system with HR has been a challenge because that feature is not. It's not a very available for free, so that's something that we pay and bought for. And if if we do happen to pay and buy it, the relationship building with our system is not available.

So because people HR is very like nobody really has heard about it and like work day and all the other popular systems. So that challenge is also there.

Ohh, I guess those are the two main challenges I would say, yeah.

I: OK. And would you consider like in your company itself, you've mentioned that?

Some that building something in House would have been would be the ideal thing, but they're not put, you know, out allocating those resources towards that and making it a priority. And it is that because HR is not up there in priorities.

R: So that's a bit of a tricky question, so it's like it's just that. So we have, we have the customer related apps that's going on and then we have the new improvement products that's going on, which a lot of AI and machine learning all of that focus is going on to that. So I would have to actually admit that we are not in terms of our priorities, think HR being up there, it is definitely.

I would say it's heard, but it's kind of, I would say the next steps given to the power rather this the go ahead given to us. Do it is there, but the resources is not there to do it because they are priority is like elsewhere because ever since the hiring freeze we have been reducing in numbers. So people have been leaving for some the situation in Sri Lanka. So because of that we had to.

We have to kind of regroup and replan of what to focus on.

So it's right now. So this year was all about that kind of refocusing and restarted sizing to see what's important. And at the moment that's the customers and products right now since our numbers are reducing.

Definitely. I think next year that would be something prioritised to build.

And I think we're, we'll be, will be restarting hiring at that time as well. So there would be a dedicated group just to build the app because it will take, it's a long term project.

I: So the the economic challenges in Sri Lanka has also contributed towards this.

R: Towards the hiring freeze?

I: No, no towards a not being able to kind of allocate resources and budgets and everything towards.

R: Yeah, for sure.

I: OK. So now we did talk about kind of training since it's just yourself. Do you think that in the future you would expand the team? What? What, what do you believe is critical in terms of having adequate training to do HR analytics?

R: So I think there is a there's no combination brought up at the moment to expand the analytical team, nor did I think it was necessary at the moment. So the information that is produced from analytics is sufficient for now, but for the long run, this is something that I definitely see that has to be expanded. So being I mean to be honest, to do HR analytics, you don't really, you can, it's always.

You know they self learn it all the materials are learning. You know, learning materials all out there for free. So I wouldn't, we wouldn't necessarily look for kind of a specific person with the background if we happen to come across then that's great. If not, that's fine. If somebody was looking to learn, we always have our AI and data analytics team. You know out there as well. So I believe that you know kind of sharing knowledge and kind of working together in that spectrum would really add a lot of value to what we can produce as a team in terms of HR analytics. Yeah. So that's something we will have to think about haven't thought about it yet though.

I: Is that something that you've kind of had some training with working with the data Analytics team already?

R: Yeah. So I did have a a few trainings in the sense of kind of how to kind of there was some technical related questions that I had on producing the analysis, which was I got it covered and trained by them. But in general kind of my go to is just a self learning on YouTube or learning from LinkedIn learning as well. So that's kind of my main source of how I'm kind of surviving as of now. 

I: Do you think it would be useful? For example, imagine that your company would kind of enrol you in a in a programme for data analytics specifically. Anything like that?

R: Ohh yeah, for sure there's no harm in learning, right? There's always something that probably don't know, so that's why I'm actually doing the HR course on my own. Like analytical course on my own to see what's if I'm missing anything.

So that's one part of it. But if there is like if there was like in House encouragement, I guess I would say to kind of go and do a challenging and that would be amazing. But the kind of culture we have at the obvious two is everything is in your in your own hands if you wanna do something you go research, you go find it, you go do it. So that's the kind of culture we have here. There's not like a lot of they don't hold hands I would say so.

But if something is like if something would come across their table and it, they would prove it to be useful, then they would do share it company wide. So there's no kind of kind of disadvantage in that part.

I: Okay. Alright, so we we talked a lot I think already about how the management kind of helping you with the.Supporting you with the HR analytics, you said that they they more or less do right.

R: Yeah.

I: Yeah, the and the top management, they they see the benefits of HR analytics, would you say?

R: Ohh yeah, so all this dashboards that I make are shared company wide, especially to the CEO and the leadership team who are at top level. So they kind of use these reports to in their board meetings to kind of make decisions as well. So they need it.

I: OK, right. So they see the importance of it.

R: Yeah.

I: And in your company overall, is there a data analytis culture?

R: Yep, there is. So, since we are a, you know data-driven, you know where focus on data-driven decision making and obviously too. So the how the quality here is about data is that decisions are based on data rather than gut instinct. So this means that they're always constantly collecting and analysing data, identifying trends and patterns to help improve our products and services and all of operations altogether. So in this way there's a lot of collaboration.

Our data analytics team, they work closely with all the other teams like our marketing team, sales team, product teams and so on to ensure that data is being used to its full potential. So this means like providing data-driven insights and giving solutions and reliable actions that can really help improve their performance. And also with that always the company in general, especially the data teams always willing to. 

Our team is always looking to keep brushing up their skill set, looking for you, new technologies and new ways to really help pump up the analytics and the kind of information that's been translated out of that.

I: And do you feel like it's been given more importance in other departments than it has in HR?

R: Well, actually, yes, that is the case. So I wouldn't, I would say. Um importance wise I would say yes because the data analytics and research team, they all they kind of work the main role of this kind of working with customers.

And products and ensuring that you know they are giving their best for the products and customers and seeing where they can infuse AI and machine learning with them wherever possible. So that focus I would say is priority compared to HR analytics.

I: Right, OK. And just the final question, do your competitors use HR? I think you mentioned they do and does that in anyway motivate your company to give a lot lot of push.

R: In the sense you're asking like, since like our other functions are using data analytics, would that motivate our HR department to use more?

I: Yeah, exactly.

R: Yeah, for sure, I think, but it's all about the people in their chat team. I wouldn't believe. And who would find it motivating and kind of who won't? I would say so it's kind of.
For one, yes, it does motivate, but to a certain extent there is a motivation where be like ohh that kind of data is kinda cool. What they're doing is cool, but then there's this other kind of motivation that we like. Ohh, let's cool. I wanna do it too. For a chair.

So that kind of, I would say it's in the middle, but definitely so if it's solely since it's me doing their transex, it does definitely motivate me to see what's happening out there and kind of trying to bring what I can to the HR team as well to make things better and improve them as well. So definitely.

I: So when you joined and you kind was, your previous company also in the IT back IT field.

R: Yeah. Yeah, correct. Yeah, they're all my whole 7 years have been in IT industry.

I: And when you kind of told them, hey, the other companies also using it did, was that a factor? By any chance? Yeah, it was.

R: Well, yeah, I mean, so when I so when actually that was why they hired me when I told them.

Well, I was like, I was like, I can't do this kind of analytics for the company at the moment. It's something I could bring in for your company and then that's how I got hired. So then that kind of I would say that answer would kind of answer your question on, yes, it does motivate them to kind of pursue to use agencies because in anyway because even our competitors.

Also, they do use authentic heavily and we know about it in the reports that they produce. So yeah, it does motivate and it's something that the company does want for sure.

I: Is it also just to kind of understand the in in Sri Lanka the IT sectors quite competitive in terms of employees to get good employees and there's limited number of people and that is that also a factor?

Yes, Sir. Because the the kind of the industry, the market for employees and the IT sector, so competitive is it important to kind of also do analytics in order to maintain retain employees?

R: Yeah, yeah, for sure. So I think that's where kind of the analytics that we do on attrition and employee satisfaction come into play. So because it's in the IT industry, it's a lot of skipping and hopping jobs all around the. It tends to happen, right. So people have hired in the previous companies are ending up in this company and then vice versa. So having that retention with the help of the help of data analytics is there for sure, but of course.

Let's do a limit that we can control. We tension. But compared to how we were before to now, after the implementation of HR analytics, it does help with the competition in the IT workforce market in kind of getting the right people in.

I: Right. So you, you kind of use the data analytics together with the kind of creative ways to keep HR way of thinking to kind of maintain, retain the employees and keep them happy.

R: Yeah, yeah, for sure.
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I: OK, so I just want to kind of know a little bit about what the function of your company and what HR does in your company just to brief idea.

R:It's a IT company and they are maybe working on the automotive industry and it's a it's a that there are two directors. One is in UK and one is in Sri Lanka, so in the UK the director is in UK is the one who's giving us business and the developement is in Sri Lanka.

I:How many employees?

R: Yeah, there are around 50 including interns.

I: What's the main function of the HR function?

R: HR, so my designation goes as people and culture where I manage the entire lifecycle of the employees, from recruitment to on boarding off boarding, compensation, appraisal, everything.

I: Does your company use a HR software at the moment?

R: Yes, we use Zoho people. But yeah, we have a plan to change it. 

I: At the moment, does Zoho people help you with all ends of the HR function or just some?

R: Just the, you know, keeping the information employee information and lead tracking and recording. That's all we use it for so appraisals, it's happening now manually.

I: Does your company use HR analytics?

R: Umm, not for the moment, but in previous companies I worked in we used the analytics for them. But since I started here recently, it's pending, you know.

I: Since your company doesn't use it at the moment, do they intend to use it in the future?

R: Umm yes, of course, because uh, as soon as I joined what I did was like created a master database and having a salary increment sheets where from the information from the beginning up until now. So using those information, we're gonna have a analytics there, dashboards and everything in future.

I: So you'd like to use it for increments and kind of benefits?

R:For everything, for everything. You know when when we have a proper database in our hands, it's easy for us to take a decision to easily. And then especially when it comes to compensation and then employee satisfaction, those records would be utilised, yeah.

I: OK, so at the moment, since they don't have HR analytics, is there anything that's preventing them or had prevented them from having used it so far?

R: Ohh, not actually because the this is small company. This is kind of startup company, although we have like they have started five years ago but still the processes and policies are not in place in a proper way. So now only they are, you know, having people and culture lead on board and head of operations. So now only they are getting used to everything and make it in a proper way.

I: Is there do you think there's a lot of costs involved with implementing HR Analytics? Is that factor for not having had HR analytics yet?

R: Umm, I don't think so because if you are hiring a person separate person for analytics, then of course there will be a cost. But I think data analytics can be done by the HR people you know, and even there are softwares that we can use like power BI, even Excel also fine.
But there are some softwares that we also can use. They have this FOC options.

I: OK, so when you do use kind of HR analytics in your past experience as well do does that involve a lot of like a coordination between HR and other departments?

R: Yes, at the beginning you will have to because you know if you don't have any data in your hand when you start creating analytics, then of course you will have to liase with the other departments to get information like for an example, if you are analysing data with regard to sales, then of course you will have to work with the sales team to get their records and update it, and if you if you are mainly focusing on HR, then if you don't have any database in your hand with all the information, let's say uh from onboarding to the off boarding, then of course you will have to talk to the different people and get their information. Maybe you will have to talk to the individuals and get their information. If you don't have the records in your hand, yeah.

I: Do the employees and other departments cooperate, or is it quite difficult to gather this information?

R: Yeah, of course, they do. They are very helpful, yeah, but some you know, when it comes to the leadership, it will be bit difficult for us to get the information from the senior people.
But the juniors, of course, they are very helpful.

I: Another question is, in your experience, have you seen any kind of disadvantages or things that you know kind of come along with using people analytics kind of issues with ethics and data protection?

R: So if if you don't have a proper system, then there will be like it will be time consuming because every time when I employ leaves you will have to update the records, but if it if you can automate that to update it automatically then that will be really helpful. But if it's like a manual thing, then it will be really time consuming. But at the beginning, of course, it will take you time because we will have to, you know, if you are doing it manually, you will have to have the punch. If you are doing it in Excel then you will have to have the functions updated, calculations, everything. You will have to do manually, so at the beginning it will be really time consuming. But if you have a proper system in place, then there are a lot of advantages I would say,  rather than disadvantages and at the same time as you said, sometimes there will be issues with the data protection. Um, but the that I think from the back end you can have a proper system to, you know, protect your data. And having certain restrictions that you're gonna share these information and everything, yeah.

I: And do employees know? Are they aware of the data that's being collected?

R: Yeah, of course. Whatever the information that we are collecting, it will be through Google form. And there, whatever the information that they they provide only we will consider a certain instances let's say like for a survey we will send out a questionnaire and get the answers. And of course, we do mention at the beginning of the survey that we will be using for the particular analysis or whether we are recording their name or not. Everything will be mentioned in the form and even their personal information. Whatever we collect in, just let them know that this is only collect that you know for the analysis purpose or the recording purpose.

I: And do you think that in the HR department itself, now that you are going to implement HRanalytics in your company, do you think that you have everybody in the team, has the adequate training to maximize the potential of HR analytics or if not, what do you think I mean, what kind of training would enable them to do that?

R: It's only me in my department, so I have the right skills, but in my previous companies, yes. In the previous companies, sometimes the let's say if if I want someone to train to take care of my take care of what I did, then I will train them and select a person who has a best analytical skills for the role. If not, of course we will give them training.

I: And do you think that they need to have a bit of an IT background or anything like that to to work with HR analytics or would that be useful?

R: I think that having an IT background would be handy, but basically they will need to have these analytical skills because let's say if they want to take the retention rate then they would, they need to know how to calculate the retention rate. And likewise, yeah, not the IT skills, but you know the the certain mathematics you're right now. Yeah.

I: So now that since you are specifically working in the IT industry, do you think that makes it easier for your company to use HR analytics?

R: Yes, of course. Because these companies, they they do like to have data and they have these dashboards and have everything in their hand. So they are really supportive parent company. They don't have any restrictions, you know, or you, whatever. Whatever I want, I can use it. 

I: And so you receive the adequate support from the top management as well.

R: Yes.

I: And do you see like a data analytical culture in your company?

R: Yes, because they are planning to have analytics for finance and operation everything. So we have a culture like that.

I: So it's given importance in other departments also, not just in nature.

R: Yeah, yeah.

I: And do those other departments also see the benefit of using HR Analytics?

R: Yes, but The thing is, sometimes they are too busy with their own work. Uh, so in that case we it will be very difficult for us to, you know, get their inputs and get them on board.
So in that case, we will have to support them.

I: And do you use the analytics that you get from other departments in conjunction with the HR Analytics overall to make decisions?

R: Yes, yeah, yeah.

I: Yeah, the but that would be the top management I suppose.

R: Yeah, yeah.

I: Alright, just the last question, do you know if your competitors use HR Analytics and does that in any way affect your company or or motivate your company to use it as well?

R: Of course, the competitors are also used in the analytics, but that doesn't mean like it has any negative impact for us because, basically what in my personal view it's they do analytics to get an idea about their company. They are current stage state of the company and also to get an idea about where they are heading so uh, I don't see any you know a negative impact of other companies having analytics rather than it's some, some companies they happily share their analytic information with the other companies which is really you know a good thing especially like during these let's say like if we take a question, if good example would be like linked tools, they have some have like recruitment questions like what is what are the best recruitment method that we can use for to recruit a software engineer then a lot of people will walk their recommendations which is a really good thing.

So yeah, there are no like negative impact, but of course a positive impact will be there when other companies are also using analytics. 

I: Ohh OK, so they share it with each other and like surveys and things like that.

R: Yeah, some companies, they do.

I: And that say, now that your company doesn't use it, is one of the factors to implement it,
the fact that other companies are using it?

R: No, not like that. That's because we want it for our own benefit, because that's so much easy for us to, you know, to have an idea about our company current state and also where we are heading, let's say like if you want to understand about the companies retention rate and if we have the analytics already in our hand. So the leadership team can easily look at that and have an idea. 
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I: Could you tell me a bit about your company?

R: We are an IT company that sells HR software, it’s available on your desktop and there is an app for, your phone as well. So apart from that we also do global payroll outsourcing. We do consulting as well. You know, we work with a lot of shipping lines. 

I: Could you tell me a bit about your role in the company?

R: I am the Head of Human Resources in the company. 

I: Do you use the software in your own company?

R: Of course 

I: OK. And can you tell me, what are the benefits that your company has received from using the software, for HR analytics? 

R: We have a tool that lets us have a at a glance view of, uh what is the cost for each entity. What is the payroll cost, attrition rates. What are the, uh, current rates for that. Based on the target. So we can set targets for certain attrition rates. So, on these targets, where do we stand? The all of these things are connected. So we, uh, pull the data from these sources. 

I: And can other departments access this information? 

R: Yes other departments can also access the information, our admin has decided which departments can access which data. 

I: So I just want to get your opinion because you're an HR professional on the general topic. Do you see any disadvantages that companies could face for ethical issues of using HR analytics? Do you foresee any disadvantages that companies could face or problems or ethical issues for using and recording this data?

R: Yeah. So it's like this now when it comes to information, data, privacy. I think you spoke about GDPR, right? Now Sri Lanka has its own data privacy law. Have you heard about that? So there is if there was an act which was enacted, I think, as I remember from March or April of last year, personal data protection act. Right. So likewise, there are certain acts to safeguard the interest of data users and processes and also the data subjects. So if you are within the those if your system that you use is compliant with all of these, uh, rules and regulations.

So, you need to have all of these things in mind, you know, when you're using a system and then giving access to people, there could be issues. And at the same time, of course, when you are interpreting employee data like we talked about, you know, let’s say if you have a large number of people leaving, right, you need to first of all, diagnose the problem, isn't it? You need to know which, who are these people leaving? What are the age groups? What are their service links? What are the issues they are facing? Uh, and maybe, uh, look at what other departments they are in. 

OK, right. And for what reason? So, if you can analyse these factors through a tool, I think that will save you a lot of time. That will help you to diagnose the problem. 

I: Do you think the employees have the adequate training to use this information correctly? In your opinion, do you think that they have it or is there something specific that they need to know because they're HR professionals and they may not have any knowledge about analytics? 

R: Yeah. I mean, not only looking at analytics, if you look at even the HR system itself captures a lot of personal data. We do give them the trainings. And our system is fully compliant with all these personal data protection laws. Right so what we, uh, in in as per the legal department of the country, what is important for us to manage the system so that there are no breaches or unauthorised users. 

We do penetration tests to ensure that our system security and all firewalls are in place that there are no loopholes for outsiders, But those are mostly, the preventive measures that we can take. 

I: What kind of training do you provide your employees to use HR analytics better?

R: Like the system training is already available. We have prerecorded videos that you can see so we will share all of these things. We also do some live trainings. 

I: Ok. Do you think that the top management in your company, because in the past, what we saw is that HR wasn't always included in the C suite. Do you think that the top management in the companies in Sri Lanka are now giving more importance to HR analytics and the HR department? 

R: Um, I would say, not all. But look, if you look at companies, you know, uh, who are in the top, sphere of businesses, that you look at there are a few companies in Sri Lanka. So those organisations, would definitely look at would give the preference and, equality with all other senior management And now the same time If you look at the large corporates in the country, definitely HR is one of the key areas, but at the same time now, you know Sri Lanka is going through a crisis, right? In that case, of course, the first place wouldt reducing cost. It's very hard to say, uh, I mean, I would say majority don't but, the minority, uh, large organisations do, which helps them to have a competitive edge over the others. 

I: Does your company have a data analytics culture? 

R: Yes, since we are an oragnisation that uses a lot of data, it is given that we have this type of culture. It is very common in IT companies, since we store a lot of data. Of course, everyone, every CEO of a company would want to take informed decisions. They will need data they of course, gather data as well, whether you have a system or not, right. 

I: Is data analytics used in other departments outside of HR? 

R:, So if you look at, our organisation that is service oriented, it's known as the customer is always right. So, you invest a lot in systems that the customer or your client is interested right and gives less priority for operational systems. So we see that data analytics has always been used for customer data analysis, but now we are moving towards the same in HR. 

I: Do you collaborate with other departments in the use of HR analytics?

R: Of course, we work with finance and operations closely. They have access to many of the data that we collect on the HRIS. The analytics we have, we mostly analyse them together with other heads of departments in our higher level management meetings.
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I: If you could give me a brief idea of what your company does and a little bit about the HR function in the company?

R: So our company is predominantly a software engineering company. We develop softwares, mainly products and our customers are in Europe. So now we actually are in the process of expanding into countries like USA, then Australia and Brazil.

I: Ok and how many employees do you have?

R: We have about 400 employees.

I: OK. And the HR function, which is what you do, do you have everything in house?

R: Um, yeah. Yeah. So in terms of HR function. Majority of the functions are in house except for like payroll. We don't do it in house. We have outsourced it.

I: OK.

R: And then in certain functions like recruitment, we actually get the support of the headhunters. Um, that's actually different. Different business model where we freelance employees through a third party company. 98% of the HR functions are actually managed the in house.

I: OK, alright. And could you tell me a little bit about your role in the company?

R: So I head the HR function.

I: OK. And do you currently use any HR software?

R: Yes we use a Sri Lankan HRIS system and we have been using it for about 5 years now.

I: And what do you use it mainly for? Is it for all the HR functions or recruitment only training only?

R: Yeah. So, um, this particular product has all the functions, but in terms of catering to our requirements, now that that's where the mismatch comes in. Um so because of that, we only use it for w core module. That is where we record all employee details and also for performance management use it heavily. But it has options like recruitment then later generation off boarding etc. But they are not up to our standard. So for things like recruitment. What are we actually use, there is another platforms like SaaS based platforms called a workable which is like a. It's called a TS applicant tracking system which is like a foreign product and it it's has far better options and you know much more user friendly than. Ohh better tan the system we have.

I: OK, so you more than one a system.

R: Yeah.

I: For a different functions and are they. Is that something that you can kind of integrate with each other or no?

R: Normally. Some internal systems, like the renowned ones in the world like work day , those systems has that integration ability. But ours doesn’t have that capacity.

I: Everything's kind of done separately?

R: Yeah.

I: Okay, is there any  benefits that you see from using HR software for your department or does it help you cooperate with other departments and overall for your company?

R: Oh yeah, so I think in any case in any company the purpose of using HR software is for like documentation purposes and record keeping etc. So in our case I think one of the main modules that we use is the core module. That's where we keep all the employees details from their personal details to their work details, their leave be record leave on the system.

Um, so whenever we want to run a report, say we suddenly a very practical scenario would be suddenly the government would say OK next month where we are gonna have the government, some some election, right. So then the criteria would be depending on the distance you get sort of a leave if you are less than more than 150 kilometres you get like one daymore than 200 kilometres, you get 2 days leave.

So how can we do? How can we identify who's getting what kind of leave and how can we plan it with the operations we have to inform the customer saying that you know some of these members will be off. So what we can do is we can quickly run a report on the system depending on the you know, resident address we can quickly sort of calculate the distance and sort of get an estimation.

Um, what kind of lead that we have to give might not be 100% accurate, but at least like 95, so things like that we use the HR system than for performance.

I: It really helps you in decision making then?

R: Yeah. So that's one example. Um, and then the on performance management is completely done on the HRI system. Um, starting from all the reviews, the competence in the KPIs. Everything is on the system and then the reviewers would go on the system. They would do all the reviews. They are then the score is calculated and we generate the reports.

And yeah, everything related to performance management is done on the system.

I: OK, so do you use HR analytics at the moment?

R: Yes we do, but our HRIS does not support HR analytics. So whatever the analytics that we do, we basically download reports report from the system and then we do it on our own like on an Excel or we keep separate reports, we maintain separate reports.

I: Your current system doesn't allow you to have like predictive analytics or anything like that?

R: It's not that advanced. Uh, I mean, we have looked into other softwares as well, like workday. Other, HR systems in the world. You know at the end of the day when it comes to decision making, every time the the the requirement from the management is very different. You know you can't have customised reports. What happens is sometimes you have to get the the data downloaded from some sort of a system, and then we do it on our own on excel. 

I: OK, so even with the most advanced software, you still have to customise it yourself.

R: Most of the cases, yes.

I: OK. And is there any reason that you haven't kind of moved towards a different software like work day?

R: Yeah, it's expensive. It's it's really expensive.

I: Right. And and now I guess with the economic situation in Sri Lanka it's a bit difficult, right?

R: Ohh yeah yeah. At the end of the day, you know, I mean, for any company when the on boarding, HR system end of the day, it has to make business sense, right? I mean, we can of course buy another system. But is it cost effective. 

Right now it's it's not a like a major requirement for us. They might seem we can manage it, if they might, you know, whatever the analytics that we need to do, we do it on Excel but eventually say like big companies like even some of the IT companies they are using better HRIS systems. 

I: Okay, what are the benefits that you've seen in using HR analytics at the moment your company?

R: So, HR analytics is so mainly to see the trend right to look at the historical events. One of the biggest issues we had during last year and the year before was migrations, the end time industry was hit by you know, knowledge workers migrating from Sri Lanka to you know, all these Western countries and and normally in the software industry in the companies the the labor turnover is around say around 20%. But it it went up to around 40% in certain companies.

Right. So that means if you had hundred software engineers, 50 software engineers would leave within a year, which is like half? Right. So for us to understand in what in what months they went into, they migrated. Um in to which countries they migrated? What was like the they experience levels like how many people between one to three years experience migrated three to five years migration so migrated. So from that we can understand the amount of skill loss. Right. So one thing is for us to look at the past data and you know understand the trends and the other thing is obviously to look to the future, right? So we can do a lot of forecasting.

For instance, our government recently introduced a new tax. So it’s like a massive tax increase. It was around 5 to 10% tax, but it went up to 30% tax. So with that, we did some compensation analysis to understand how many people would get effected right with the tax and the amount. So from that we can understand you know, how many people would leave the company. So we can get an idea about the future. Ohh we can do analytics to understand the past and also the future.

I: Is that something that you do in collaboration with other departments, for example with finance or operations?

R: Yes, we work a lot with finance. Try to understand what are the different options we have. 
Um, with the new regulations, they were doing a lot of research trying to understand the new laws and the regulations, and then to see how we can model it into those calculations that we did in terms of other departments. We do a lot of analysis in terms of say like skill loss. 

I: Right. And are they collaborative? I mean do they assist you or is it easy for you to gather data?

R: Yeah. Yeah, pretty much.Yes, I mean we at the end of the day, we are all playing for the same side, like same team, so.

I: So OK, it's it's not too difficult. Well, have you faced any challenges with them using HR analytics for example with the data privacy?

R: Yeah. Now with the introduction of new data protection act. The GDPR has been there for like in the Europe it has been there because and since we were working with Scandinavian customers all this time we were bit aware and we were anyways we had to, you know structure our processors accordingly and we had ISO standards. So GDPR was built into these ISO. So we were pretty much OK. But when I think in Sri Lanka also they introduced it last year.

And now they're in the process of executing it and they haven't put ,they have when put like a they haven't made it mandatory, but they are in the process of doing it. So the challenges would be now that I mean there are so many practical challenges. HR is all about keeping personal data.

Ohh from recruitment we collect CV then once employees come in we collect their personal information and even when employees leave we still keep data so I don't know how we are going to manage that sort of a situation. Of course we get the consent. But um, I think in.
As per the law, we once they leave, we have to actually get rid of all those information. We can't keep it.

Right. So there are so many practical situations like that and even. Everybody's trying to figure it out.Um, how are you gonna do it? But yeah, it's like a journey for us. Also, we're going step by step.

I: So it hasn't. It's not something that you kind of had to deal with before.

R: Ohh yeah, not to that extent. 

I: And when you look at HR analytics and you look at your HR department, is it just yourself that's dealing with HR analytics or are there more people on your team that handle it?

R: So,  I mean for high level analytics, I get involved because most of the time. Do we need to lay off anybody or do we need to change any compensation? Um, something? So if it's like a very high level or a sensitive analytics only, maybe it analytics is kept at a very high level. But I think analytics is done by everybody. Um, I mean, everybody has to do some sort of an analytics. Might not be into a very advanced level. But they do everybody. There's some sort of analytics using the data that they have.

I: And do they get any kind of training on that? How do you use it?

R: So training, it's mostly on the job. It's like learning to drive. I mean you can learn it. Through classroom trainings, and you can watch tutorials etcetera. But at the end of the day you have to do it yourself and get the experience so.

Um, so much of the analytics learning and you know you how to use Excel. All that stuff is on on the job basis.

However, if if if you feel like it, if somebody says OK, I need a bit more, you know, training on this particular area. So some software or power BI, you know that's also a lot very popular these days or some Excel training or some other software training. We would always send there would ask them to you know. 

I: So do you feel that, I mean, doing this kind of training or courses would kind of enhance the way that you do analytics, is something that maybe you aren't currently using that you could kind of discover or anything like that?

R: Yeah. So the thing about the training now that the return on investment might not come immediately next day, right.

In my personal experience, I would most of the things that I've learned is through self learning. I would try to watch a video on YouTube and experiment it. But yeah, I mean in the long run they have some sort of a benefit. I won't say it's zero, but I would say self learning is more effective nowadays.

I: OK. And do you feel that you're getting enough support from top management for HR analytics growing it for example, or investing in more different softwares?

R: Yeah, yeah, of course. We have like sort of biweekly meetings with our CEO and the entire presentation is on numbers, right. Um it is like a number driven. I mean, he hates when we put the like phrases and words.Yeah. So it's a very number driven. I mean at his level for him. Um have making decisions by looking at numbers is much more, you know, effective. 

I: But do you think that if HR always looks into numbers that you lose the human element of HR?

R: Ohh, so that that's also true. I mean that's that's where you need to have that balance, right.
Um, the numbers are important. But recently I was actually at ‘Great Places to Work’ at a forum and they were talking about the same thing. I mean all this time, sometime back people they were saying, you know, somewhere around early 2000 people each other making a lot of decision based on their gut and experience. And then data came in. So the HR moved into data and they started making all these decisions based on data. And again, now they want us to go back and start looking at the people as people and start making decisions based on the, you know. Ohh, looking at both sides, actually you need to have a balance.

I: It's important to have the right balance, right?

R: Yeah.

I: OK. And what about the culture in your company? Do you see a data analytics culture?

R: Yeah, I mean, because it's predominantly a software development company. Everybody, they have come from software development background right, from every city, you know they have studied maths. So hey can be very number driven. Ohh, these database decision making is, maybe slightly more than the other side, right? The qualitative decision making.

I: Do you see that data analytics is given more importance than other departments?

R: Yeah, yeah. I mean. Um, like I said, it's a very number driven organisation now.

I: But do you see that? Like for example, there's more importance for data analytics in other departments? Would you say that that's because HR analytics is fairly new to analytics is more common in other departments?

Yeah. So I mean it’s in all department that because I think the from the top there's a lot of emphasis on data. The drive for data on our, like I said, up from from the CEO level, from the management level.

I: Right, OK, alright. And you, are you aware if your competitors are using HR Analytics and does that in anyway motivate your company to use it?

R: Yeah, I mean. I'm pretty sure all the other quote companies are also doing the same thing.
I haven't seen it, but I'm sure they are using it and they're putting a lot of focus on that.

I: And is that is that driving your company towards using it more as well?

R: Yeah.

I: OK, because you have to kind of since the industry is just so competitive ready, I'm sure that you see employees move between companies all the time.

R: Yeah, yeah.















[bookmark: _Toc144674415]6.6 Interview Questions
1. Can you tell me a bit about your company and the HR function in the company? 
2. Can you explain a little about your role in the company?
3. Does your company currently use any HR software and if so, what is its main function?
4. How does your current HR software benefit your department and company?
5. Does your company use people/HR Analytics? If not does your company intend to use People/HR analytics in the future?
6. What is your opinion on the benefits of using People/HR Analytic?
7. If you currently use People/HR Analytics, could you explain how it is currently being used in your company?
8. If your company has not yet implemented People/HR Analytics, is there anything that is preventing you from doing so?
9. Is there collaboration between HR and other departments in the People/HR Analytics process?
10. What are the advantages your company has gained using People/HR Analytics or what advantages do you believe your company can gain if you plan to use it in the future?
11. Have you faced any disadvantages or challenges through implementing People/HR Analytics, or do you foresee any if you plan to implement People/HR Analytics in the future?
12. Do you believe the employees in the HR department have adequate training to leverage the benefits of People/HR Analytics, if not, in your opinion what training would they require to do so?
13. Does People/HR Analytics receive adequate support from the top management of your company?
14. Is there a data analytics culture in place in your company, could you explain a little more about it?
15. Are data analytics used in other departments within your company, could you explain a little about this?
16. Is data analytics given more importance in other parts of your company than in the HR department?
17. Do your competitors use People/HR Analytics if so did/does this motivate your company to use People/HR Analytics?



[bookmark: _Toc144674416]6.7 Coding List
· Benefits of using an HRIS
· HRIS use
· Use of HR analytics
· Balance between number and people
· Data culture
· Sufficient training
· Work closely with other departments
· Developing HR Software Inhouse
· Gathering data
· Data privacy
· Ethical challenges
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How do you formulate a “researchable” question?

To be “researchable” a question must examine a relationship.

By relationship, we mean “something” impacts “something else.”

Example: Do students that attend research methods class more frequently
perform better than students that attend class less frequently?

Relationship =

Attendance —_—
(x)
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