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1. What are HR Metrics and why do they matter?
2. How to integrate HR Metrics into your strategic 

planning
3. Common metrics explained practically
4. Using metrics into the future
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● Many business units are measured & tracked, why not HR?

● Show a direct correlation between HR initiatives and the 

achievement of business objectives;

● Make a genuine assessment of your business needs and measure 

the metrics that mean the most.

HR Metrics: what and why?
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● Utilise metrics strategically by:

○ Identifying the current state of HR;

○ Estimating the future state of HR;

○ Measuring the progress of HR.

● Can metrics be used to help generate your priorities rather than 

being the outcome? 

Integrating HR Metrics into your 
HR Strategy
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Strategic human resource management is the connection between a 

company’s human resource function and its business strategies, 

objectives and goals. Metrics give us a way to qualify the health of an 

organisation back by facts instead of hunches. 

In this case study the business was having trouble gaining traction 

towards strategic plan goals. 

Case Study 1
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Case Study 1

When we commenced working with them on this project, we identified 
what the business outcomes were that mattered most to the 
organisation by conducting some interviews and reviewing their 
strategic plan for 2018-2023. 

A strategic plan, or business goal needs to provide specific details 
about what the company’s expectations are for meeting their goals. 
Whilst the goals might be broad, the objectives should be SMART. 
Specific, Measurable, Actionable, Realistic and Time bound. 
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Whilst we worked with the business in several areas, for this case 
study we will focus on the strategic goal of retaining their staff. 

Business’ Strategic goal: To retain our talented workforce 

We worked this goal into a SMART objective, so we knew what to 
measure to indicate that the goal was tracking to being achieved. 

Case Study 1
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SMART GOAL: To better retain our existing talent we want to increase 
our current annual retention rate of 45% to 65% by 2021.

Specific: Increase our annual retention rate
Measurable: to 65% by 2021
Attainable: from 45% in 2020 to 65% in 2021.
Relevant: to better retain existing talent 
Timely: From 2020-2021.

Case Study 1
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Employee retention is a set of tactics and strategies aimed at optimizing your 
workplace to ensure employees are satisfied and qualified enough to excel in their 
current jobs rather than leave for another position. 

Employee retention rate example: 

Total of 100 employees. 

In one month, two of your employees leave, divided by the total number of 
employees. That would give you a retention rate of 98 per cent for that period.            

(100-2)/100=0.98
 

Case Study 1
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On commencement of this project the business had a retention rate of 
45%. 

We followed the following steps to develop a strategy for achieving 20% 
growth in retention over a 12 month period. 

1. Reviewed the exit data for patterns and trends;
2. Analyse Employee survey data  for trends that indicated some high 

impact changes could be actioned in a short period of time;
3. Review current programs in place.

Case Study 1
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Continuous engagement in key metrics is required to continue to see 
results and programs you implement should be flexible to allow for 
changes based on what story the data is telling you at that point in 
time.  

Over the 12 month period measured, we saw an increase of 21% in 
employee retention.

Case Study 1
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● Employees who have left the company / headcount. E.g. 20/100 = 20%

● Implications

○ Good turnover; fresh ideas, managing underperformers

○ Cost of turnover; recruitment costs, loss of productivity, training. 

● Related Metrics: Voluntary Turnover, Involuntary Turnover

Common Metric 1 - Turnover

#
#
#
#


● Percentage of employees with tenure of less than 6 months (or 12 
months).

● Implications:
○ Make sure you consider your industry;
○ Indicator of health of the early stage of the employee lifecycle 

(recruitment, induction, training);
○ Important for fast growing organisations.

● Related Metrics - time to hire, cost of turnover, exit interview 
responses.

Common Metric 2 - New Hire 
Retention

#
#
#
#


Employee Happiness 

Companies with happy employees outperform their competition by 20%. 

But it isn’t enough to rely on anecdotes and gut-feel.

If you can make work a genuinely enjoyable place to be, your employees will be 
more productive. Your developers will develop faster, your salespeople will sell 
more, and your marketers will market better. When it comes to safety in the 
workplace, the correlation is simple focusing on happiness as part of a wider 
employee wellbeing strategy could reduce burnout, fatigue and psychosocial 
risks while improving culture. 

Case Study 2
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In this case study, the business wished to improve on their positive work environment. 

The SMART GOAL:  Increase the percentage of workers who express we have a positive work 
environment from 75% in 2020 to 80% in 2021.

Specific: To maintain a positive work environment.

Measurable: Increase the percentage of positive employee feedback from 75% to 80%.

Attainable: From 75% in 2020 to 80% in 2021.

Relevant: Staff happiness and wellbeing are essential to employee productivity. 

Timely: From 2020 to 2021  using Monthly happiness surveys, Bi annual workplace survey.

Case Study 2
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Each month, all employees were asked a single question “How happy are you 
at work?” with a rating scale 1-10 as potential answers. This quick engagement 
serves as a pulse for overall happiness at work and was identified as key 
metric when implementing our HR strategy. 

Our commencement score was 7.2 

Case Study 2
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1. Link employee feedback directly to their real business outcomes 

2. Prioritize interventions based on the data that would have the 
greatest impact on their business outcomes

3. Focus directly on the areas that would improve their business 
outcomes

4. Show the business impact of improving their key business drivers, 
providing data for other areas of the business to support strategic plans.   

Case Study 2
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This organization was able to leverage the power of its people data to most 

effectively pinpoint where to focus to improve their business outcomes. By 

using metrics to demonstrate that the resources spent on people initiatives 

would provide true value to the company and drive their bottom-line. 

We implemented strategies, targeted to improve the Positivity score and 

overall exceeded the business goal over the 12 month period.

Case Study 2
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Defining and monitoring the right metrics is important for a 
successful HR strategy. But what are the right metrics, and how 
do you measure them?
Download our free eBook; The Complete Guide to HR Metrics.

The Complete Guide to HR 
Metrics - eBook
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https://insights.employmentinnovations.com/complete-guide-to-hr-metrics


For more information on how Employment Innovations’ HR Partners 
can help your business, contact our team...

For HR & workplace advice, contact the Employment Innovations 
Advisory team:

Phone:  1300 144 120
Email:  info@employmentinnovations.com

Alternatively, you can schedule a free 1:1 with one of our HR experts! 
https://www.employmentinnovations.com/book-a-free-30-minute-hr-
consultation/

Need Further Advice?

https://www.employmentinnovations.com/book-a-free-30-minute-hr-consultation/
https://www.employmentinnovations.com/book-a-free-30-minute-hr-consultation/

