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Abstract: 

There is a gap between readiness and importance in HR statistics sphere. Even though 

importance is there for business firms, there is a capability gap for measuring tools of HR 

outcomes and firms’ performance due to poor data quality lack to skills and inability of 

change (Tohmatsu, D. T., 2015). Despite the significant interest in human capital analytics 

(HCA), firms have tried to shift from operational reporting to data driven statistical tools 

which is now commonly used as Human Capital Analytics. This is mainly the result of 

the inability of involved teams to establish credible internal mechanisms and 

demonstrate capability and adding its value to the firm. This research will study the 

importance of establishing the impact of data driven statistical approach on 

organizational performance and suggest a method for its operationalization within a firm 

which requires working with related dimensions such as data quality, analytical 

competencies, and strategic ability to act and respond whilst focusing on people, process, 

and structure. 
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1. Introduction  

 

Currently many organizations are looking for metrics or analytics in HR which are not 

just related to people, but also on processes such as recruitment, retention, compensation, 

succession planning, benefits, training & development; in short analytics is becoming 

more popular as companies are doing lot of efforts to cultivate and align HCM with core 

business objectives in order to achieve a competitive fringe benefits.  

 HR statistics consists in a number of processes, enabling technology that use 

descriptive, visual and statistical methods to interpret people data and HR practice 

(Marler and Boudreau, 2017). 

 HR statistics is not only for gathering data on HR; instead, it aims to provide 

understanding into each process by using data to make relevant decisions, improve the 

processes and operational performance. HR collects enough data on employee’s personal 

information, compensation, benefits, succession from time to time so it is important to 

use it properly to interpret the outcome and spots the trends.  

 Statistics is also used in HR to prepare cost and investment on their talent pool like 

cost per hire, HR statistics consists number of processes, enabling technology, that use 

descriptive, visual and statistical methods to interpret people data and HR practice 

(Marler and Boudreau, 2017). 

 Cost per participation on training, revenue and expense per employee provide 

opportunity for defining strategy for retention and hiring plan. It can also give a complete 

picture of an organizational head counts based on demographics: age, gender, 

geographical, departmental, qualifications (Minbaeva, D. B., 2018).  

 Big Data in HR refers to the use of the many data sources available in the 

organization, including those not traditionally thought of being related with HR; like: 

advanced analytic platforms, cloud based services; and visualization tools to evaluate 

and improve practices including talent acquisition, development, retention, and overall 

firms performance (Reddy, P. R., & Lakshmikeerthi, P., 2017).  

  HR statistics provides integrating and analyzing internal metrics and external 

benchmarks. Using these tools, HR department can make use of analytics and forecasting 

to make smarter and more accurate decisions, better measure inefficiencies and identify 

management blind spots (Charlwood, A., Stuart, M., & Trusson C., 2017).  

  Analyzing HR data has enabled many companies to both increase revenues by 

better knowledge and more accurately targeting customers and cut costs through 

improved business processes (Carlson, K. D., & Kavanagh, M. J., 2011). 

 Statistics has attracted the attention of human resource professionals where as they 

now can analyze mountains of structured and unstructured data to answer important 

questions regarding workforce efficiency, recruitment and selection and impact of 

training & development programs on firms performance, predictors of employee 
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attrition, and how to identify potential leaders (Ekwoaba, J. O., Ikeije, U. U., & Ufoma, 

N., 2015).  

 HR statistical process helps to understand, capture and predict the randomness of 

our world. It explains about spikes of uncertainty or hidden aspects in day-to-day HR 

processes, like recruitment or succession. Without it, we would not be able to calculate 

the ROI of HR initiatives (Gabčanová, I., 2012).  

 Measures, covering customer satisfaction, process effectiveness and employee 

development, as well as financial performance, employee performance, return on 

investment giving insides to each process by gathering data to take relevant each decision 

to improve the processes (Charlwood, A., Stuart, M., & Trusson, C., 2017).  

 HR statistics correlate business data and people; it helps to establish important 

connections. The main purpose of HR analytics is to submit data on the impact the HR 

department on organization and function in an organization in a given period. Business 

outcomes–based on HR statistics are a particular assessment of HR in a given period 

(Burkholder, N. C., Golas, S., & Shapiro, J. P., 2007).  

 HR has core functions which can be further improved through applications 

processes, in analytics. Some of these could be talent acquisition, optimization, 

performance management training and development, succession planning, attendance 

management, demographic and work floor management, future ready workforce paying 

and developing the workforce of the firm. HR analytics play a key role to dig into identify 

problems and issues, pit holes land minds in the current HR positions of the firm and 

guide the managers to find solutions and gain insights from analytical information 

available, then make appropriate decisions and take appropriate actions (Beechler, S., & 

Woodward, I. C., 2009).  

 HR analytics use statistical models and other techniques to analyze employee 

worker-related data, allowing business managers to improve the effectiveness of people-

related decision-making and human resources strategy (Carlson, K. D., & Kavanagh, M. 

J., 2011).  

 

2. Systems 

 

Systems are defined firm’s formal and informal procedures and systems that helps the 

strategy and structure (Peters & Waterman, 1982). Theoretical models assert that the 

effective human resources system of an organization support, in turn to create a positive 

impact on facilitating organization’s performance (Herdman, A. O., 2017). 

  

3. Staff 

 

A firm is directly linked to the performance of those who work for that business. By the 

same principal, under-achievement can be a result of organization failures. Because 

hiring the wrong people or failing to anticipate fluctuations in hiring needs can be costly, 

it is important that conscious efforts are put into human resource planning (Biles & 
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Holmberg, 1980; Djabatey, 2012). It has also been argued that in order for the enterprise 

to build and sustain the competitive advantage, proper staffing is critical (Djabatey, 2012). 

Thus, recruitment and selection have become imperative in organizations because 

individuals need to be attracted on a timely basis, in sufficient numbers and with 

appropriate qualifications. 

 In human resource management, qualified staff is one of the most valuable 

resources. The ability of an organization to implement company strategic plan is largely 

dependent on its ability to recruit, select, place, appraise and develop appropriate 

employees. So, it’s crucial for firms to exploit proper methods to recruit and retain 

qualified employees, and nurture, developed and maintain a high level of employees’ 

morale and motivation among them (Kim, Lee, & Gosain, 2005; Metaxiotis, 

Zafeiropoulos, Nikolinakou, & Psarras, 2005; Skok & Legge, 2002; Umble et al., 2003; 

Verville et al., 2005; Willcocks & Sykes, 2000).  

 Dimensions of staff are mostly considered in one of two ways. At the hard end of 

the dimensions, elements, appraisals systems, pay scales, formal training programs, At 

the soft end, it is about staff morale, attitude, motivation and behavior (Herdman, A. O., 

2008).  

 Firms who use people in the best manner best, rapidly shift their executives into 

positions with proper responsibility though various live support mechanism like 

assigned mentors, fast-track programs, and carefully articulated opportunities for 

reaching to top management are of their people management approach. 

 A firm is directly linked to the performance of those who contribute for that 

business. In the same manner, under-performance can be a cause of firm’s failures. 

Whereas recruiting unmatched people or the inability to anticipate fluctuations in hiring 

needs can be expensive; therefore, it is important that carefull efforts are made into 

human resource planning (Biles & Holmberg, 1980; Djabatey, 2012). Similarly, it is argued 

that in order to build and sustain the competitive advantage, proper staffing is crucial for 

the organization (Djabatey, 2012). Thus, recruitment and selection have become 

imperative in the firm because individuals need to be attracted on a timely basis, in 

sufficient numbers and with appropriate qualifications. Firms staff, as a pool of resources 

to be nurtured, developed, guarded, and allocated is one of the many ways to turn the 

“Staff” dimension into firms performance dimension with management practice (Juilen 

& Phillips, 2014). 

 

4. Skills 

 

Skills development and development assets are important as a subsystem within the 

many activities of HR functions (Riggio, 2009). It is further highlighted that human 

resources are the most dynamic element of all resources of any organization (Riggio, 

2009). Therefore, adequate attention and significance must be paid to train employee 

skills development and capabilities in the organization. Aamodt (2007) opine that skills 
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training is the preparation of individuals in a firm for a task, job or an occupation by 

getting specific skills needed. Training is usually inbuilt to the job rather than personal. 

 Armstrong (2003) affirms “employee development is a wider area of skills and knowledge 

acquisition than training, it is more career-centered; it focused on developing individuals’ 

potential rather than immediate skill; it sees personnel as flexible resources which are adjustable 

to situations.   

 Fernando et al. (2020) argued that up-skilling and developing individuals will 

have a direct impact to the performance. 

 

5. Organizational Performance  

 

Many organizations face a volatile market situation. In order to create and sustain 

competitive advantage in this type of environment, organizations must continually 

improve their business performance. Increasingly, organizations are recognising the 

potential of their human resources as a source of sustained competitive advantage. 

Linked to this, more and more organisations are relying on measurement approaches, 

such as workforce scorecards, in order to gain insight into how the human resources in 

their organisation add value (Iqbal, A., 2019). 

 The increasing interest in measurement is further stimulated by a growing number 

of studies that show a positive relationship between human resource management and 

organizational performance. The relationship between HRM and firm performance has 

been a hotly debated topic over the last two decades, with the great bulk of the primary 

scientific research coming from the USA and, to a lesser extent. 

 In a world in which financial results are measured, failure to measure human 

resource policy and practice implementation dooms this to second-class status, oversight, 

neglect, and potential failure. The feedback from the measurements is essential to refine 

and further develop implementation ideas as well as to learn how well the practices are 

actually achieving their intended results (Combs, J., Liu, Y., Hall, A., & Ketchen, D., 2006). 

 

6. Methodology 

 

The methodology consists of a research framework, research process, research deign, 

defining of variables, sampling framework, sources of the questionnaire, providing 

hypotheses to be tested based on the literature, theoretical and empirical findings. The 

information sources, types and methods of data analysis were included. 

 This study examines the impact of data driven statistics on organizational 

performance of insurance companies in Sri Lanka as well as examining whether the 

impact of statistical practices on organizational performance is contingent on 

organizations’ people factor. A multi-respondent survey of 29 licensed insurance 

companies was undertaken and data collected was subjected to correlation analysis as 

well as descriptive statistics, applying SPSS and AMOS statistical tools in pursuance of 

the study’s stated objectives. The stated research area was measured through a well 
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administered questionnaire which was developed based on SHRM functions and 

performance dimensions, systems, staff, skills, HR statistics, and organizational 

performance. The study is based literature survey; thus, it is a deductive research. The 

study is mainly based on primary data. The population is employees of insurance 

companies. The sample consists of 576 which is adequate for the study. The data was 

collected via a structured questionnaire. The questionnaire was shared to the respondents 

with online link, Google form and by email, depending on the situational requirement. 

 

7. Analysis of Data 

 

The analysis was based on the statistical analysis, findings of the survey instrument, data 

analysis and the final results of the research study. This would be depicted in charts and 

relevant tables. 

 The global talent market is more competitive than ever with the rise of new 

technologies, climbing costs of recruitment and increasing demand for new skills. To be 

successful in the rapidly changing market, HR needs to rethink their approach to 

statistical analysis on SHRM contribution of Organizational Performance (Global study 

by Oracle, 2018). The majority (80%) of organizations believe HR teams are already 

helping them to make better data-driven decisions which will be able to gain even bigger 

business benefits (Global study by Oracle, 2018). 

  

 
Figure 4.1: Initial Measurement Model for Constructs of Statistics 

  

 There are eight items (STAT1, STAT2, STAT3, STAT4, STAT5, STAT6, STAT7, 

STAT8) in the STAT construct. The descriptive summary and Inter-item correlations 

values for items in STAT construct were done . The Cronbach's alpha for STAT construct 

was 0.810, above the recommended cut-off 0.70 (De Vellis, 2003). The Inter item 

correlation matrix revealed the highest correlation values for STAT construct items were 

more than 0.3 (Hair, et al., 1998). As a result, no items were removed from the STAT 
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construct. Then, the entail measurement model for the STAT was constructed with eight 

items as shown in Figure 4.1. 

 The fit indices indicated a poor fit (CMIN/DF< 3.00, CFI< 0.3, and; RMSEA<0.08) 

in the Initial measurement model for STAT construct. Modification indices showed that 

the final model can be improved by allowing correlation of the items STAT6 and STAT7.  

 

 
Figure 4.2: Corrected Measurement Model for Constructs of Statistics 

 

 The fit indices indicated a poor fit (CMIN/DF < 3.00, CFI< 0.3, and; RMSEA<0.08) 

in the Initial measurement model for STAT construct. Modification indices showed that 

the final model can be improved by allowing correlation of the items STAT1 and STAT4.  

 

 

 

 

 

 

 

 

 

 

  

 

 

 
 

Figure 4.3: Corrected Measurement Model for Constructs of Statistics 
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 The fit indices indicated a poor fit (CMIN/DF < 3.00, CFI< 0.3, and; RMSEA<0.08) 

in the Initial measurement model for STAT construct. Modification indices showed that 

the final model can be improved by allowing correlation of the items STAT2 and STAT5 

as well as STAT7 and STAT8. 

 

 
Figure 4.4: Final Measurement Model for Constructs of Statistics 

 

 However, the fit indices for CMIN/DF and RAMSEA were not obtained. Then the 

final model of the STAT construct aligned with the data evidenced by Normed Chi-

square, CFI, and RMSEA were in the desired value (Chinna, 2013). Further, the factor 

loading of all the items was above .5, indicating adequate Individual item reliability 

(Hair, et al., 1995).  

 
Table 4.1: Regression Weights and Reliabilities for the Items in the Statistics Construct  

Estimate S.E. C.R. P 

STAT1 1.000 
   

STAT2 .924 .069 13.451 *** 

STAT3 .854 .062 13.691 *** 

STAT4 .906 .071 12.722 *** 

STAT5 .938 .066 14.318 *** 

STAT6 .804 .062 12.945 *** 

STAT7 .853 .076 11.192 *** 

STAT9 .779 .068 11.465 *** 

 

In conclusion, statistics has a significant positive relationship with Organizational 

Performance.  

 The relationship between the Independent variable of statistics and the dependent 

variable of organizational performance. The results show that there is a positive influence 

between statistics and Adoption of organizational performance (β=0.15, p < 0.05). 

Statistics has a significant positive relationship with Organizational Performance. Thus, 

it is supported by the data. 
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8. Conclusion 

  

As the hypothesis examines the relationship between organizational performance and 

adoption of HR statistics, the results showed that HR statistics had direct effect on 

organizational performance of all the main determinants. The results are consistent with 

previous studies 

 HR statistics are also known as application of talent analytics, data mining and 

techniques to human resources information and data. The objective of HR statistics is to 

give an organizational insights for effective use of human resources, as a result, business 

goals can be achieved promptly and efficiently. Role of human resources statistics is to 

identify which data to be taken and how to use the data to a model and to for see 

capabilities so that optimal return on investment on its human resources can be achieved. 

Firm can make use of statistics not only involve with collecting data on employee 

efficiency. But also, it projects to provide understanding into each process by collecting 

data and using them to make suitable and relevant decisions about how to improve the 

processes and decision making.  

  The level of implementation of practice of statistical review of SHRM functions is 

of small extent. For instance, on the issue of training, provide low support in term of 

financial resource. Also, low level of employee participation in decision making, no team 

working and poor coordination between top middle and low-level employee and large 

affecting the HR activities. It was also observed that, despite of existence of performance 

appraisal system the system works inefficiently due to lack of data driven reality check 

and low commitment from both employee and top managers. The study findings show 

that; HR strategy implementation, proper organizational structuring, talent acquisition, 

competency based employee assessment, training and development, leadership 

development, succession planning and career progression, employee profiling and work 

force planning, HR policy, processes, systems, organizational, employee rewards, 

compensation and benefits, performance appraisals, training and development, human 

resource planning, organization financial resourcing, employee participation and HRM 

implementation by managers, line managers are at large affecting the implementation of 

SHRM in insurance companies in Sri Lanka due to lack of measurement driven statistical 

tools This study was therefore, able to prove the hypotheses proposed and provide 

support to the existing theories. 
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