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Discussion: The Strategic Value of HR Analytics
Researcher Feffer (2017) discusses that using digital tools and data to measures, report and understand employee performance is such a high priority in the undertakings of any modern organization. His insights in human relations call for the measurements that can be used to determine whether or not the HR policies work in an organization. These measurements are the HR metrics and they range from one company’s needs to another. In this paper, therefore, the familiar organization I will use to address the questions is the McKinsey and Company (Arellano, DiLeonardo & Felix 2017). It is a multiple chain running restaurant business.
The three metrics that HR professional use to support their organizational goals are: revenue growth per store. This entails the productivity that can be given out in a workplace when the organization correctly outlines how to work out the ratio of inputs to that of outputs. It should be noted that in the ratios the output should outweigh the input in order to record the right productivity attainment.  The second metric is on average customer satisfaction. This metric can only be determined through the right and procedural understanding of the employee characteristics. In this case the organization needs to engage their employees in a manner they are to understand their cultures motives and total capabilities. Conversely this will improve the service delivery to the consumers of the company’s products. The last of the three metrics covers the average speed of service to the customers. This metric can only be ascertained when the company has estimated the proper time it takes to implement the workers turnabout. It serves the number of employees attending to the customers. The amount of time it takes to fill the gap needed for effective customer service.  This estimation provides for accurate business planning from understanding the recruitment strategies.
The chosen metrics which deals with the average speed of service to customers is essential in offering strategic value to the organization by allowing the company to estimate the correct time it will take to fill the open position as is posited by Feffer (2017). This metric occasionally offers problems such as ineffective advertisement, inaccurate business planning among others. These problems are, however, solvable when the estimated time set for the process works to the advantage of the organization. In much simpler terms, if the time is set to be within 30 days and not 45 days of getting a new employee for the given position, it means, therefore, that the company will have adequately catered strategically for those 30 days. It means the business will be productive and as efficient as before for those 30 days.  If the company fails to find the right personnel for the post and the set time of filling the position is not clearly outlined, then the business will be inconvenienced. Equally, productivity and employee engagement metrics are correlated in that the organization firstly determines the nature, the history and the typical attributes of their workers. In so doing, the organization certifies its confidence in the service delivery of its workforce, which ultimately offers strategic value in terms of productivity.
Human Relations (HR) professionals can leverage human capital analytics to support organization change through determining the workforce driven components of the business.  In this case, taking the sampled organization of the study (McKinsey and Company), the amount of revenue generated depended primarily on the number of employees it had (Wiley Connections 2018). That is before the study and after the application or piloting of human resource metrics (People Analytics). This company, being a global chain of restaurants, the reputations is held high across the United States and other subsidiary states where it is partnered. In addition, to meet the number of customers day and night, HR professionals determined that workable shifts be implemented among the changed policies in running the company. In the case, during the business hours of the company, the management team can observe and note when there is a higher surge in customers. That will be the effective period to leverage the human capital. A similar case is during the peak seasons in the business. The company’s head of operations can engage a large number in human capital as would be opposed to during the low business seasons.
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