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1. [bookmark: _Toc138794300]Introduction
Businesses, now a days, are in the race of sustainability and persistent competition where acquiring the right talent and retaining it is one of the most critical aspects for organizational success. People analytics is the emerging yet one of the highly adopted interventions that the HR managers employ in order to determine the people-oriented stability of an organization (Albrecht et al., 2016). The organizations either conduct an internal survey or hire the professional experts to collect and analyze different data metrics collected about the employees which further guides them towards making improved and the most appropriate employee-related decisions (Khan & Millner, 2023). A plethora of metrics is generally employed by the HR leads which extracts numerous values and determinants from the performance cards and previous survey results that capacitate them to design an effective business strategy with a specific focus on people-orientation (Carlson & Kaghangh, 2011).
This report presents an analytical view of different people metrics that were calculated based on the information provided by the HR lead of a software house followed by using these metrics to determines their impact on the organizational stability. The selected metrics include diversity turnover, learning and growth opportunities, preventable turnover, new hire turnover and number of vacant days for a position. 
1.1. [bookmark: _Toc138794301]Diversity turnover
Diversity turnover refers to the percentage of number of employees from different ethnic, religious or lingual backgrounds who left the organization for any reason including termination, resignation or layoff divided by the total number of diverse employees of an organization, within a specific period of time (Khan & Millner, 2023). The time period for the calculation is generally recorded to be one year; however, the calculation of diversity turnover rate may occur quarterly or after six months within the company for internal evaluations and strategic purposes. 
The selected company employed a total of 334 new employees including managerial, technical and administrative positions in the year 2022 recording the total number of employees to be 1781; however, in the beginning of 2023, the total number of employees is recorded to be 1545. Therefore, the number of terminated employee contracts was 236 and hence the turnover of the company was recorded to be 13%. However, among these 334 employees, 57 employees were either expatriates or had a different lingual or ethnic background; however, 10 employees from diverse backgrounds left the organization, therefore, the diversity turnover was recorded to be 17%. This is certainly a worrisome situation for the company considering both the total turnover and diversity turnover rate which means that the company needs to reevaluate her employee engagement and cultural assimilation strategies.
1.2. [bookmark: _Toc138794302]Learning and growth opportunities
In order to understand the satisfaction level of employees within the company analyzed through the  lens of learning and growth opportunities available for them. The company’s internal survey results were evaluated highlighting interesting information about the company. According to the latest internal survey, approximately 65% employees are satisfied with the career advancement and learning opportunities provided to them by the company, most of which are Pakistani female employees within the age group of 25 years to 50 years. However, the results of company’s internal survey also highlighted the high inclination of male employees on managerial positions towards looking for new opportunities with an age range from 35 to 50 and above. These findings clearly reveal that the company provides satisfactory learning and growth opportunities to the new joiners or mid-career professionals where the high retention of females is due to the benefits provided to them in the form of maternal leaves and inhouse child care. On the contrary, the male mid-career and senior professionals have a considerably less satisfaction level with the growth and learning opportunities and hence have a high turnover rate.  
1.3. [bookmark: _Toc138794303]Preventable turnover
Preventable turnover refers to the notion of understanding the reasons for employees to leave the company and hence making strategic decisions accordingly in order to retain them (Dulbohn & Johnson, 2013). In the selected company, majority of the employees at their exit interviews has mentioned about career advancement as a key reason for their resignation, the percentage of which was recorded to be 37% in 2022 as per the company’s internal reports. Besides that, 20% employees mentioned about the market competitive package whereas the remaining number of employees recorded miscellaneous reasons. The considerable high percentage of employee’s turnover due to lack of career advancement opportunities and competitive package is certainly a preventable construct, where the company can re-consider her existing performance evaluation mechanism and devise a new strategy for promotions and salary revisions or additional benefits (Armstrong and Taylor, 2020). 
1.4. [bookmark: _Toc138794304]New hire turnover rate
The turnover of new hires refers to the percentage of the newly hired employees who left the company as compared to the number of total new hires at the beginning of a specific time period (Khan & Millner, 2023). In the selected company, a total of 334 new employees were hired. The company recorded the termination of 236 contracts in total, amongst which 25 were new hires. Based on these statistics, the new hire turnover rate of the company is recorded by dividing 25 new hires by 334 total new hires in the year 2022 which is 7%. This percentage is not significantly high for the new hires; however, can be prevented if the company focuses on conducting research about the reasons for the new hires to leave the organization. The company can also devise a new hire cultural assimilation program as a strategy to improve their retention and satisfaction in the organization. 
1.5. [bookmark: _Toc138794305]Days of position vacancy
The average number of days that a position remained vacant in the company was 30 days for the senior level project management and data science related opportunities. For the beginner level positions, the average number of days for vacancy were recorded to be 7-10 days. The selected company employees a huge team of HR professionals. Therefore, the company can consider shrinking the average number of days for the vacant position at the senior level by involving more recruitment professionals into the process. The company may also employ head hunting approach which capacitates the recruitment managers to get in direct contact with the senior level professionals through any of the social network platforms, discuss the opportunity and pace up the process of interviews and hiring skipping the initial screening and telephonic conversation. Currently, the selected company is already struggling to retain the senior level professionals; therefore, apart from reducing the hiring time, the company’s management need to focus on devising a more integrated and career-oriented strategy to retain the senior employees.   
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