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Using People Analytics to drive Business Performance: A Case Study
People analytics/metrics refers to “the application of advanced analytics and large data sets to talent management” (Arellano et al., 2017). It is the new trend being witnessed in business in which  most organizations are shifting their focus to its application in many other aspects of business management including to human resource management and overall in driving business performance to its optimum levels. The term ideally denotes a “deeply data-driven and goal-focused method of studying all people processes, functions, challenges, and opportunities at work to elevate these systems and achieve sustainable success” (HR Technologist, 2019). As a function of the human resource (HR) department, where it has received wide application, it confers several benefits including those of significantly reducing employee turnover. The benefits of people analytics stem from the amount of data that it accords an organization which comes in handy in the decision-making process. The data provided by people metrics helps the HR managers to make objective decisions and one that are statistically more likely to culminate in ultimate success. Therefore, as a benefit, people analytics helps to strengthen the decision-making process (Holland, 2016) in any organization with resultant strategically right decision that would drive the organization to achieve their objectives. Secondly, people analytics helps to improve employee retention by way of providing a predictive model that is more relevant in this aspect of HR (Holland, 2016). This is by way of offering insight into the employees who are more likely to leave a firm before they do. This prompt and prior identification accords the employer enough time to take proactive steps in convincing and encouraging the potential flight-risk employee to stay, and with that, they are able to avoid the costs that incurred for losing an existing employee. Thirdly, the metrics has received numerous appraisals for ushering in the age of transparency in business management (Holland, 2016). Thanks to the principles that drive data presentation as a vital aspect of the metric, employees can now enjoy simply put data sets on the performance of various organizations and this way they can gain insight into the performance of the organization in which they are working for. Fourthly, application of people analytics helps to improve employee satisfaction by way of using the metric to identify employee’s attitudes towards the work environment and the organization general in addition to being instrumental in deciphering the kind of effects that certain policies and programs have on employee satisfaction (Holland, 2016). Thereafter, mitigation strategies can be implemented to address the fallacies in these attitudes and effects with the implication that that these efforts would be most impactful in improve employee satisfaction. Lastly, the metrics helps the HR departments to hire better employees (Holland, 2016). This is by way of applying its predictive model to assess for the performance capabilities of the potential hire in comparison to the current top performers in the organization. This way, the statistics derived, therefore, can help inform the HR knowledge while assessing the candidates during interviews or the hiring process so that the mostly candidates to perform within the organization are selected, hence, creating the most competent workforce for an organization.
The impacts of people analytics in this case study included helping the quick-service restaurant to achieve successful turnaround (employee retention), it helped the organization in improving the level of customer satisfaction, and lastly, it was instrumental in driving up the revenue and hence increasing the growth of revenues for the restaurant. Theirs was the objective to use the metric in improving the overall business performance and with regards to the actualization of this goal, the company was able to make significant improvements in their customer satisfaction, they greatly improved the service performance of its frontline staff, and successfully improved the overall business performance especially in their group sales in the pilot market where the business witnessed a 5% increase in group sales which significantly helped to grow their revenue (Arellano et al., 2017).
What surprised me most was the ability of the company, through their study, to translate the full range of the frontline employee behavior and experiences into data that could be applied by the company in making comparisons against the actual outcomes by the restaurant and to do so in all its franchise.  In their methodology, it was the level of expertise that they demonstrated in determining the personal traits of the employees that would explain the differences in their performances through the shifts by way employing an online game and specialist in their psychometric assessments, which I find to be very interesting and an act of true genius given the explicit and valuable results that this method yield. With regards to the result, what surprised me was the discovery that the personality or the personal traits of the employees had significant impacts on their and the organizations’ performance in which case the ability of the employee to focus on their work and minimize distraction was demonstrated as the ideal personal traits that an employee should possess in a bid to demonstrate high performance capabilities and hence subsequent success of the business through the actualization of improved performance throughout the organization. In addition, it was astonishing to realize that we are living in an era where financial compensation has been faced out as a key motivational strategy for employees. This is as is denoted by the results which suggested that “higher and more frequent variable financial incentives…were nit strongly correlated with stronger store of individual performance. Conversely, career development and cultural norms had a stronger impact on outcomes” (Human Resource (HR) Technologist, 2019). This finding was news to me and it helped to significantly change my perception of the current trends in motivational strategies that are more effective for and applicable to today’s workforce. 
Before this assignment, I would like to think that my perception of people analytics had assumed such a narrow view that only envisioned the use of the metric to derive the kind of relationships between the employees only and not these relationships applied to the rest of the organization. Mine was the idea that people analytics assumed a major role in HR management with limited vision of how it would be of help to the overall organization. It was not clear to me that the metric would assume such a central role in the organization to the effect that its successful and efficient implementation and use within the organization would imply overall improvement in the business’s performance and with such significant implications to an organization’s financial statements. It follows therefore, that my perception of this metric has significantly changed after this assignment. I have been able to acquire such a deeper insight into what this metric is and how and in which other departments of the organization it can be applied. I have learnt a lot on how people analytics helps to improve employee and consumer satisfaction which stems from its application as a predictive model that can also help organizations in achieve successful turnarounds. It is clear to me now how the metrics assume its application and the benefits that can be acquired from using this metrics which all stem from the amount of quality and in-depth data that the analytics provides to the organization. These benefits include being able to improve and strengthen the decision-making process in addition to enabling the organization to hire the best employees with promise of top performances within the organization and the ability to retain employees with subsequent increase in the overall business performance. 
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