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We have grouped questions with common themes that were asked during the 
recent webinar held on Thursday 21 October 2021 on Key HR Metrics:  What you 
Should be Measuring & Why. Below are the answers of general nature; if you need 
guidance specific to your business requirements; please contact the HR Partner 
team at Employment Innovations. 

 

Q:  What is HR tech?   

A:  When we talk about “HR Tech” we are referencing a system that is used to 
automate and streamline the HR function. HR Technology can enable you to 
dramatically reduce administration through functions such as paperless onboarding, 
automated inductions, onboarding checklists etc. Using HR Technology will also 
allow you to automatically capture a wide range of data relating to your workforce 
making reporting on and analysing metrics much easier. HR Technology may also be 
referred to as an HRIS (Human Resources Information System). An example of 
software that we use is Employment Hero. 

 

Q:  Can you give an example of useful metrics vs not useful?   

A:  The usefulness of a particular metric is dependent on what it is that you are trying 
to measure and achieve. The same metrics may be deemed as useful for one 
company, but irrelevant for another. Metrics should be picked based on their 
relevance to the goals you are trying to track and achieve.  

 

Q:  Do you have any templates to assist with starting to measure some 
common metrics? 

A:  Our Complete Guide to HR Metrics eBook contains a list of common HR Metrics 
and the calculation method for each. These are a great starting point; you can 
download your copy here.  

https://www.employmentinnovations.com/contact-us/
https://employmenthero.com/?utm_source=employmentinnovations.com&utm_medium=referral&utm_campaign=webinar-hr-metrics
https://insights.employmentinnovations.com/complete-guide-to-hr-metrics
https://insights.employmentinnovations.com/complete-guide-to-hr-metrics
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Q:  What is a healthy retention rate?  

A:  There is no particular rule on what is or is not a healthy rate of retention. 
Ordinarily, 90% retention (or a turnover of 10%) is seen as being objectively healthy. 
You should take into consideration other factors when determining whether this is 
relevant to your organisation. Factors such as your industry or workforce 
demographic (highly casualised) may significantly impact your retention rate. It may 
be healthy to have a retention rate that is higher than 10% in particular industries. 

 

Q:  Is there a standard timeframe to measure turnover, so far, I have 
heard of monthly & six monthly? I would have thought annual makes 
sense.   

A:  How often you report on Turnover (or any metric) is dependent on its importance 
and relevance to your business goals. If turnover is deemed to be an issue that you 
are wanting to monitor, you could (and should) measure this more frequently. It is a 
great practice to run a diagnostic at least annually (perhaps in line with your HR 
planning process) so if turnover is not deemed as a high priority, you can include it as 
part of this process.   

 

Q:  Do you have any tips on the best way to work out the cost of 
turnover?  

A:  It can be quite lengthy to calculate the accurate cost of turnover within your 
organisation and particularly difficult to quantify any indirect costs of turnover. In 
terms of direct costs, you should consider recruitment (cost of advertising, 
interviewing), training and induction. A direct cost could even go as far as a loss of 
revenue or loss of clients. The difficulty lies in quantifying your indirect costs which 
include loss of productivity and loss of expertise. Another indirect cost may extend to 
a loss of productivity across the broader team where there are morale impacts. 
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Q:  Where do you find industry standards to compare your metrics 
against e.g. turnover in manufacturing?   

A: The Australian HR Institute releases a benchmark survey which can be helpful to 
review. Some industry bodies also release industry-specific information which may 
help in building out relevant benchmarks.  

 

Q:  How many employees do you need to be able to run a meaningful 
survey? What if less than 5 employees?   

A: There isn’t a maximum or a minimum. If you are running a benchmark question 
such as “How happy are you at work?”, then the more respondents you have the 
more accurate your data will be. If you are running an engagement survey to 
retrieve more specific qualitative data, then you can run this at any headcount; any 
feedback is important feedback. Even as a small organisation, running an 
anonymous survey may result in more honest feedback being provided. In some 
cases, the survey response rate can be an even more important metric to run than 
the result itself. If can be an indication of how engaged your workforce is and how 
willing they are to contribute to improving the employee experience.    

 

--- END ---  

https://www.ahri.com.au/

