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A brief review based on Insight 222 reports on HR Analytics for the year 2021 

Bhashini Paranagama* 

*Lecturer at Overseas Campus of Ceylon, Sri Lanka. 

Abstract 

 
HR analytics in worldwide has turbocharged in a rapid rate in the last few years. Many 

cooperation has recognized the value of HR analytics and the era of pondering over decisions 

has been outdated with new knowledge invented. Employee experience has been prioritized as 

a part of organizations’ agendas and many other overlooking HR functions has taken a new 

turn towards as crucial interventions to create value for companies. HR Analytics is a golden 

ticket to an upward plunge. Whole world has been awakened by truly miraculous potential of 

HR analytics. Insight 222 is a globally recognized and well known organization for global 

people analytics and digital HR and the researches they have conducted holds a superior value. 

This paper is dedicated to explore the bumpy ride of HR analytics in the year of 2021 based on 

Insight 222 reports. 

Keywords: HR Analytics, Data driven culture, Growth of HR analytics, Operating model for 

HR analytics 
 

Introduction 

Contemplating on waves of changes in 

2021, HR analytics takes the lead out of 

enormous variables. This Data based 

science addresses the human frontal lobe 

with reasoning to elicit the power of HR 

which was hidden decades along. This 

century, thanks to the development of 

technology, HR management has become 

more effective. The fourth industrial 

revolution fundamentally changed the way 

people live, work, and relate to one another 

(Schwab, 2015). 

Big data in HR gifted HR analytics to the 

evidence based HRM concept to make 

accurate decisions regards to HR (Reddy 

and Lakshmikeerthi, 2017). This data 

driven approach is creating a leverage for 

HRM in an era where the value of HRM was 

plummeted. It is significant to learn the 

exact language to convince high achieving 

academics and cooperate personnel to shot 

up the perspectives of HR personnel which 

is the void that HR analytics fills up. The 

purpose of this article is to review the 

progress of HR analytics in a global level to 

exhibit the big picture particularly in 2021. 

Literature Review 

HR analytics is a relatively new term which 

first appeared in the academic literature in 

2004 (Marler and Boudreau, 2017). 

Analytics is defined as the intersection of 

computer science, decision-making, and 

quantitative methods to organize, analyze 

and explain the increasing amount of data 

generated by modern society (Mortensen, 

Doherty, and Robinson, 2015). According 

to Heuvel and Bondarouk ( 2017) HR 

analytics can be defined as a systematic 

identification and quantification of the 

people drivers of business outcomes with 

the purpose of making better decisions. 

As per Reddy (2017), there are three main 

aspects if HR Analytics: Descriptive 

analysis, perspective analysis and 
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predictive analysis. Main focus of 

descriptive analysis is past and current data. 

It provides a holistic view on what 

happened and what is happening. The 

metrics (Key Performance  Indicators, KPI) 

can be used in different areas of personnel 

functions, for example: human resource 

planning, recruitment and selection, 

learning and development strategy, 

performance management, talent and career 

management, employee benefits, pension 

and allowances, release from the 

organization, health, safety and employee 

well-being (Wawer, 2018). The predictive 

analysis, including numerous statistical 

techniques such as modelling and data 

mining, uses current and historical data to 

predict the future outcomes. On the other 

hand, prescriptive analytics uses simulation 

and optimization algorithms to predict 

outcomes and provide decision options, 

showing alternative impacts (Reddy, 2017). 

Sivathanu and Pillai (2018) pointed out two 

main benefits of Smart HR 4.0: attracting, 

developing, retaining new-age talent, and 

more efficient, faster HR operations 

resulting in leaner HR departments. As 

Karmanska (2020) mentioned in her paper, 

HR analytics is also a subject of interest of 

vendors and providers of business 

consulting. According to Karmanska 

(2020), the Deloitte Global Human Capital 

Trends Report (Deloitte Development LLC, 

2017) was based on a survey of 10,000 HR 

and business leaders, and art of the report is 

devoted to People Analytics. It was noted 

that although 71% of companies saw people 

analytics as a high priority in their 

organizations (31% very important), the 

progress of adopting this trend in 

organizations was slow. Moreover, The 

Deloitte report specified the following 

barriers of HR analytics in organizations: 

usable data (8%) and a good understanding 

(9%) of the dimensions driving 

performance. 

Methodology 

This paper is based on Insight 222 report 

findings. Insight 222 is a global hub of 

creating and disseminating people analytics 

and digital HR related knowledge with a 

huge global network of HR professional in 

fortune 500 companies. The report was 

based on a survey of 114 global companies 

conducted by Insight222 in July 2021. The 

extensive survey was sent directly to and 

completed by the people analytics leader in 

that company with accountability for the 

function. The114 organizations surveyed 

are responsible for almost 12 million 

employees and operate in more than 180 

countries (Insight222, 2021) 

Findings and Discussuion 

The researches of Insight222 discovered an 

accelerating growth of invest in and growth 

of people analytics in global companies. 

61% of companies enhance their HR 

analytics team size over the last 12 months 

of 2021 which is a green light for future 

developments. Out of 114 companies which 

surveyed by Insight222, only one company 

is planning to reduce their people analytics 

team size. 
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Figure 1: Change in people analytics team 

size over the last 12 months 

Source : Insight 222 :Accelerating People 

Analytics, A Data Driven Culture for HR, 

2021 

Another interesting finding of the survey 

was that, when comparing 2020 and 2021 

years, the ratio of people analytics was 

strengthened from 1: 4000 in 2020 to 1: 

2900 in 2021. Which means that in, for 

example, a company of 100,000 employees, 

the people analytics team size is 34 in 2021, 

compared to 25 in 2020. 

According to the findings of research, 

Covid 19 pandemic has a negligible 

negative impact on the growth of People 

Analytics. Most value adding areas were 

recognized as Diversity and inclusion 

which was a result of “Black lives matter” 

movement and employee engagement and 

listening. 

Another key finding was discovering 3 

criteria for data driven cultures; using data 

to make decisions, making data accessible 

to managers and HR professionals and 

Delivering business value from data. More 

importantly, this research discovered a 

significant relationship between a data 

driven culture for HR and the strength of the 

people analytics team. Companies with data 

driven culture for HR possess a ratio of 1: 

2700 where as companies without data 

driven culture has a ratio of 1: 4400 in 

people analytics teams. When a company 

has a data driven culture, there are actions 

that can be noticed throughout the 

company; investing more in people 

analytics teams and technology, the people 

analytics team provides data that is easy to 

use for “in-the-moment” decision-making, 

HRBPs actively develop their data literacy 

skills and the people analytics team delivers 

more value to the business. 

This survey recommends a model of data 

driven culture based on gathered data. 
 

 

 

 
Figure 2: The model of data driven culture 

Source : Insight 222 :Accelerating People 

Analytics, A Data Driven Culture for HR, 

2021 

Moreover, Insight222 report suggests an 

operating model for people analytics based 

on outside in perspective. 
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Figure 3: Insight222 Operating Model for 

People Analytics 

Source : Insight 222 :Accelerating People 

Analytics, A Data Driven Culture for HR, 

2021 

According to the proposed model, there are 

3 main engines: Demand engine, solution 

engine and product engine. Demand engine 

consisted of consulting teams which 

engages with business stakeholders and 

translates the identified challenges and 

business strategies to hypothesis in order to 

tackle by Solution engine. In solution 

engine the Advanced Analytics, Reporting 

& Enablement and Governance teams 

manage and produce analytics solutions. . In 

the Product Engine, the Implementation 

team works to ensure the effective design 

and product management of analytics 

solutions. 

Conclusion 

HR analytics is slipping to the upside of 

development curves among many global 

companies. A data driven culture is a 

monument of ensuring proper HR analytics 

within a company. The tables have turned 

towards HR teams as it is enable with 

quantitative measures to prove their points. 

The era of taking HR teams for granted or 

considered as a supportive service is 

expired. When a company can combine HR 

analytics with business goals and 

objectives, it is evident that the height of 

achievement is sky high. This brief review 

shows that many leading global 

organizations embrace HR analytics in a 

massive scale. Also, it is evident that the 

ability to invest in technology is a main 

factor of expanding HR analytics horizon. 
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