
  

 

 

 

 

 

 

 

 

 

One-Day National Webinar on  

“Role of Analytics in Talent Management”  

Organized by: Department of Commerce & Management  

(In collaboration with Krishna University, Machilipatnam) 

 3rd July, 2021 

Principal Sri E. Vara Prasad, addressing the gathering 

Principal Sri E. Vara Prasad, addressing the gathering 



 

  

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 



   

  



 

 

 

 

 

 

 

 



 
One-Day National Webinar on  

“Role of Analytics in Talent Management”  

Organized by: Department of Commerce & Management  

(In collaboration with Krishna University, Machilipatnam) 

 3rd July, 2021 

REPORT 

Session -1  2.35 pm to 3.35pm. 

Prof. S. Gomathi : OB and HR Division, VIT Business School, Vellore. 

Session Highlights. 

Role of Analytics in Talent Management 

The way we manage people has changed. HR departments are often pressured to 

become more data-driven and this has an impact on day-to-day activities. In this article, 

We will discuss the growth of people analytics and the five major ways analytics is 

impacting the way we manage people 

 The rise of People Analytics 

In the past three to five years, HR analytics has made a spectacular entrance in the HR 

space. Data analysis is seen as a crucial addition to the traditional ´gut-feeling’ that 

characterized HR professionals. For a lot of them, the main reason they went into HR was 

that they would describe themselves as people-persons who want to work with people and 

help them in their work. However, in this day and age where machines are learning faster 

than humans – and often outperform people in decision making – the call for a data-driven 

approach that complements this gut-feeling has become increasingly stronger 

 People analytics in practice 

One of my favorite examples of the impact of people analytics is an often-replicated 

study on the impact of someone’s name on the chances of being invited to an interview. 

In a recent experiment, Inside Out London sent 100 CVs to different organizations 

from two candidates, “Adam” and “Mohamed”. Adam was offered 12 interviews, while 

Mohamed was offered four. A similar experiment in 2004 showed that “John” and “Jenny” 

were 2.5 times likelier to be invited than “Nassar” and “Fatima”, even though they had the 

same CVs. In line with this research, Muslims are 76% less likely to be employed than their 

white Christian counterparts according to the University of Bristol. 



I find it hard to imagine that this is because of a conscious effort of recruiters to select people 

with white names.  

So what are the implications of people analytics for the HR function? As adoption 

increases, the impact is growing every year. Here are 5 ways people analytics will impact 

HR. 

1. HR analytics will make the HR function more strategic. The goal of people 

analytics is to see how business outcomes can be improved by changing people 

management practices. People analytics is therefore inherently strategic and data-

driven and will, therefore, impact how we attract, hire, evaluate, promote, and fire 

people. 

2. Analytics requires a data-driven mindset for HR professionals. Access to data and 

analytics changes the role of the HR business partner. Traditionally, the business 

partner followed the manager’s input. This could involve very operational activities.  

3. The data going into the systems will become more important. HR data is notorious 

for its data quality. The data going into the systems become increasingly important as 

it is now used for analysis and forms the basis of informed decision making and 

action. This requires system administrators to design better systems with a lower risk 

of errors and makes the administrative roles in the HR department more important. 

4. HR analytics will impact the tools we use. Analytics enables the optimization 

of talent management every step in the employee journey can be analyzed and 

optimized. This involves measuring how we attract, manage, and promote talent. This 

will change how we deploy our HR tools as they will have to aggregate data from 

each step in the talent management model 

5. People analytics changes HR by busting long-held beliefs. As we saw in the 

example that we started with, people analytics will challenge long-held beliefs. For 

example, a fast-food company that I worked with a few years ago was actively hiring 

people that had quit the company earlier. They were hiring them because they thought 

these people would require a shorter onboarding time and would stay longer because 

they already knew the work.  

These are some of the ways data-driven analytics will impact our HR best 

practices and the decisions that we make. The good news is that data analytics will not 

drive away the human factor in HR – and we will still need people-persons to know 

what is happening in the organization and to implement these results with 

compassion. However, the geeks have arrived in HR and this requires all of us to 

change at least a little bit. 

 

 



 

Session – 2  3.40 pm to 4.40 pm 

 Shri.Swaroop  Former General Manager - HR, ITC Ltd.  
 

  “Information is the oil of 21st century and analytics is the combustion engine”, said 

Peter Sondergaard. Well, I couldn’t find a better way to open my speech than to quote this.  

Hello ladies and gentlemen, I wish you all a very good morning/ afternoon/ evening 

and extend a warm welcome to this session on “Role of analytics in talent management”  

To be very honest this is a very vast and complex topic to talk on but keeping in mind 

the mandate and the general pool of participants I will try and keep my note in layman terms.  

Before I proceed further, I would like to break the theme of the topic into simpler terms so 

that everyone can get a general idea of topic. The theme is made up of three distinctive yet 

important words:Analytics, Talent & management.  

So what do these terms mean? We are living in a rapidly evolving technologically 

sophisticated world, a world where there is no dearth of information or data , but how do we 

use the data ? does raw data help us in any way ? the answer is a simple and short “NO”. This 

is very analytics step in, in simple perspective analytics refers to the analysis of data or 

statistics with the help of computers and software. It also includes applying data patterns to 

take better decisions.  

The next important word whose meaning we have to understand is “talent”. The word 

talent is very poorly understood in our everyday lives and very vaguely used. The very same 

problem arises when we try to describe talent from an organization’s perspective, there’s no 

standard definition for this. So let us not complicate things for ourselves too. Talent might 

mean the entire workforce of an organization and how each and every person’s aptitude at 

their job is which determines the organization’s success.  

The last word on the list is management. Any method or methodology used by an employee 

of an organization which helps to realize the goals and objectives of such organization can be 

called as management.  

Finally, as we have defined the three words and their individual meaning, let’s make 

one last attempt to simplify our today’s topic. Analytics in talent management points towards 

the use of modern analysis techniques to refine the data which an organization uses in it’s 

process of acquiring, developing and retaining prospective candidates and high performing 

employees.  

 

 

 

 

 



 

To understand this better I will try and explain the role analytics plays in the aforesaid 

processes, which are – Acquisition, Nurturing/ developing and retaining.  

Every organization requires employees, and with expansion it requires new hires and 

new workforce, but how does the organization continue in the traditional hiring techniques 

when they prove to be costly and not so effective. The ROI (return on investment) in 

traditional methods is very low. So now the organization has to move towards modern 

methods of doing things, this is where analytics comes to our rescue.  

Analytics helps the organization with new algorithms and techniques which allow it to 

accurately estimate the skill set required to be possessed by the new recruits. Analytics also 

helps to get a hold on metrics like cost per hire. With integration in various web services, data 

analytics makes the process of recruiters easy by allowing platforms like LinkedIn which 

perform background checks like referrals from other employees and certifications held by the 

candidate. Last but not the least in this is the ability of modern analytic software help to 

streamline the potential candidates list by discarding off or rejecting the profiles based on the 

profile inclination to the company’s requirements.  

With respect to nurturing or developing a candidate, talent analytics help the 

organization and the HR department by identifying the skill gap or the performance backdrop 

of a particular employee to a particular project or the organization in whole. This again helps 

in tailoring employee training programs as required. It also aids in periodic performance 

assessment of the employee by identifying repeated or particular traits and lapses that the 

employee may commit.  

Last but not the least is the arena of talent analytics in talent retention. Employees 

who quit an organization often cite compensation and other benefits as the primary reason. 

Following compensation might be other variables like job satisfaction, employee morale and 

employee engagement and participation in decision making. With regards to employee 

compensation analytics helps is arriving at the optimum compensation to be provided to an 

employee by considering data like past compensation trend, experience, contribution to the 

organization among others. Talent analytics in recent past has also been used to make 

important decisions in employee retention by using the data provide by the employees in 

periodic assessments and surveys conducted. 
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