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PART- A (10 × 1 = 10 Marks)
Answer any TEN questions.

1. Human Resource Analytics is the systematic use of data, statistical tools and analytical techniques to understand, predict and improve HR decision-making and workforce performance.
2. Predictive analytics focuses on forecasting future workforce outcomes such as attrition, performance and manpower requirements?         
3. HRIS – Human Resource Information System
4. Business Process Analytics refers to the use of data analysis to evaluate, improve and optimise organisational business processes including HR processes.
5. Data reliability refers to the consistency and stability of data when measured repeatedly under similar conditions.
6. HR metrics are quantitative measures used to assess the efficiency, effectiveness and impact of HR practices..
7. Quantitative HR data refers to numerical and measurable data such as attrition rate, absenteeism rate and training cost.
8. Big Data in HR refers to large, complex and high-volume HR data generated from multiple sources for advanced workforce analysis
9. Data visualization is the graphical representation of data using charts, graphs and dashboards to improve understanding and decision-making.
10. Root cause analysis is a systematic method used to identify the underlying causes of HR problems rather than just their symptoms.
11. Predictive modelling in HR involves using statistical techniques to forecast future HR outcomes based on historical data.
12. Data mining is the process of discovering patterns, relationships and trends from large datasets using analytical techniques.
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Answer any FIVE questions.

13. Discuss the importance of HR Analytics in modern organisations.
HR Analytics plays a crucial role in strategic decision-making.
1. Improves quality of HR decisions
2. Supports workforce planning and forecasting
3. Reduces employee attrition
4. Enhances employee performance and productivity
5. Aligns HR strategy with business objectives
14. Describe the challenges faced in adopting HR Analytics.
Major challenges include:
1. Poor data quality and data inconsistency
2. Lack of analytical skills among HR professionals
3. Resistance to change
4. Data privacy and ethical concerns
5. High cost of analytics tools and infrastructure
15. Describe the HR research tools and techniques used in analytics.
Common HR research tools and techniques include:
1. Surveys and questionnaires
2. Interviews and focus groups
3. Observation techniques
4. Statistical tools (mean, correlation, regression)
5. HRIS and analytics software
16. Explain the role of HR dashboards in managerial decision-making.    
HR dashboards:
1. Provide real-time HR data
2. Support quick and informed decisions
3. Track HR KPIs and metrics
4. Improve transparency and accountability
5. Help managers identify trends and issues                                  
17. Explain the tools and techniques used for data visualization in HR.
Common data visualization tools include:
1. Bar charts and pie charts
2. Line graphs and histograms
3. Heat maps
4. Dashboards
5. Software tools like Excel, Power BI and Tableau
18. Explain the role of Big Data in Human Resource Management.
Big Data helps HR by:
1. Improving talent acquisition
2. Predicting employee turnover
3. Enhancing employee engagement
4. Supporting performance management
5. Enabling evidence-based HR decisions
19. Describe the different phases of predictive modelling in HR analytics.
The phases include:
1. Problem definition
2. Data collection
3. Data preparation
4. Model building
5. Model validation and deployment
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Answer any FOUR questions

20. Explain in detail the concept, evolution and importance of Human Resource Analytics.
Human Resource Analytics involves analysing HR data to improve organisational performance.
Evolution:
· Traditional HR → Administrative role
· HR Metrics → Measurement focus
· HR Analytics → Data-driven decisions
· Predictive Analytics → Strategic role
Importance:
· Improves decision-making
· Enhances workforce productivity
· Reduces HR costs
· Supports strategic planning
Conclusion:
HR Analytics transforms HR into a strategic business partner.
21. Explain various HR Analytics models used for workforce planning and performance management.
Key models include:
1. Workforce forecasting model
2. Attrition prediction model
3. Performance management model
4. Competency mapping model
5. Talent pipeline model
These models help optimise manpower and improve productivity.

22. Explain the steps involved in developing a statistical HR research model.
Steps include:
1. Identifying research problem
2. Defining objectives
3. Data collection
4. Data analysis using statistical tools
5. Interpretation and conclusion
23. Discuss the various types of HR metrics and their applications in organisations.
Types of HR metrics:
1. Recruitment metrics – time to hire
2. Training metrics – training ROI
3. Performance metrics – productivity
4. Retention metrics – attrition rate
5. Compensation metrics – cost per employee
Applications include performance monitoring and strategic planning.
24.Explain the concept of root cause analysis and its application in solving HR issues.
Root cause analysis identifies the actual cause of HR problems.
Applications:
· High attrition
· Low employee engagement
· Poor performance
· Absenteeism
· Training inefficiencies

25. Examine the use of software solutions in building and implementing predictive HR models.
Software solutions help in:
1. Data collection and storage
2. Data cleaning and preparation
3. Statistical modelling
4. Prediction and forecasting
5. Reporting and visualization
Examples include SPSS, R, Python, Power BI and HRIS platforms.
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