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ABSTRACT

Thisarticlepresentstheresultsofanexploratorystudyoftheuseofbusinessintelligence(BI)toolsto
helptomakedecisionsabouthumanresourcesmanagementinPortugueseorganizations.Thepurpose
ofthisarticleistoanalyzetheeffectiveuseofBItoolsinintegratingreports,analytics,dashboards,
andmetrics,whichimpactsonthedecisionmakingtheprocessofhumanresourcemanagers.The
methodology approach was quantitative based on the results of a survey to 43 human resource
managersandtechnicians.Thedataanalysistechniquewascorrelationcoefficientandregression
analysisperformedbyIBMSPSSsoftware.Itwasalsoappliedqualitativeanalysisbasedonafocus
grouptoidentifytheimpactsofbusinessintelligenceonthehumanresourcesstrategiesofPortuguese
companies.Thefindingsofthisstudyarethat:businessintelligenceispositivelyassociatedwith
HRMdecision-making,andbusinessintelligencewillsignificantlypredictHRMdecisionmaking.
TheresearchalsoexaminestheprocessoftheinformationgatheredwithBItoolsfromthehuman
resourcesinformationsystemonthedecisionsofthehumanresourcesmanagersandthatimpacts
theperformanceoftheorganizations.Thestudyalsogivesindicationsaboutthepracticesandgaps,
bothintermsofhumanresourcesmanagementandinprocessesrelatedtobusinessintelligence(BI)
tools.Itpointsoutthedifferentfactorsthatmustworktogethertofacilitateeffectivedecision-making.
Thearticleisstructuredasfollows:aliteraturereviewconcerningtheuseofthebusinessintelligence
conceptandtoolsandthelinkbetweenBIandhumanresourcesmanagement,methodology,andthe
mainfindingsandconclusions.
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1. INTRodUCTIoN

Inthepresentcontextofincreasingglobalization,rapidtechnologicaladvancement,andthemove
towardsaknowledge-basedeconomy,companiesneedtobecometechnologicallyempoweredtoact
incompetitiveenvironments.

ThisarticlepresentstheBIconceptanalysisappliedtohumanresourcesmanagement,identifying
practicesanddimensionsthatarecrucialforthedecision-makingprocessoforganizations.Themain
contributionoftheresearchistheproposalofamodelthatappliestheBItoolstotheHumanresources
managementeffectivedecision-makingprocess.

Thisarticle,originallypublishedunderIGIGlobal’scopyrightonDecember13,2019willproceedwithpublicationasanOpenAccess
articlestartingonJanuary14,2021inthegoldOpenAccessjournal,InternationalJournalofBusinessIntelligenceResearch(converted
togoldOpenAccessJanuary1,2021),andwillbedistributedunderthetermsoftheCreativeCommonsAttributionLicense(http://cre-

ativecommons.org/licenses/by/4.0/)whichpermitsunrestricteduse,distribution,andproductioninanymedium,providedtheauthorofthe
originalworkandoriginalpublicationsourceareproperlycredited.
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BusinessIntelligencehelpsorganizationstousetheinformationtogainacompetitiveadvantage
overcompetitors. It combinespeopleskills, technologies,andbusinessprocesses tomakebetter
strategicbusinessdecisions.Thetechnologiesandapplicationsincludedatamanagementmethods
forplanning,collecting,storing,andstructuringdataintodatawarehousesanddatamartsaswell
asanalyticaltasksforquerying,reporting,visualizing,generatingonlineactivereports,andrunning
advancedanalyticaltechniquesforclustering,classification,segmentation,andprediction.Adata
warehouse focuses on enterprise-wide data, and data mart is restricted to a single process or a
department,suchasHumanResources(HR)department.

BI helps organizations to face growing difficulties in analyzing essential data to manage
organizationalchanges.Thesechangeshavehadasignificantimpactontheroleofthehumanresources
management(HRM),increasingstrategicemphasisandalignedwithbusinessstrategies(Mishra&
Akman,2010;Parketal.,2004).Itiscrucialtobeabletomeetthemarketneedswithwell-qualified
employees(Hustad&Munkvold,2005).

IThaveallowedincreasedflexibility,speed,andqualityofdecision(Ball,2001;Kashive,2011;
Mishra&Akman,2010)inHumanresourcesManagement.Today,organizationswishingtocompete
intheknowledge-basedeconomycanuseITasapowerfultooltostrengthentheircapacityandalso
managementactivities(Hempel,2004;Snelletal.,2002;Tansley&Watson,2000;Teoetal.,2007).
MishraandAkman(2010)notethatorganizationscompetitiveadvantageisseekingtoimplement
targetedactionsfortheimplementationofITinthecriticalareaoftheHRfunction.

Organizationsusuallydevelopandimplementinformationsystemstoaddressspecificbusiness
needs like as to help decision-makers resolve complex problems, respond to crises, and seize
opportunitiesneeds(Martinsons&Chong,1999).AnimportantinnovationwithintheHRMfunction
istheuseofIT,whichhasledtothedevelopmentofcomputer-basedhumanresourcesinformation
systems(HRIS).Hendrickson(2003)observesthatHRISisthe‘backbone’ofcontemporaryHRM
function.

HRISisaconceptwhichutilizesthedevelopmentofITforeffectivemanagementoftheHR
functions(Hendrickson,2003).Thiskindofsystemcanacquire,store,manipulate,analyze,retrieve,
anddistributeinformation(Haines&Petit,1997;Hendrickson,2003;Kavanaghetal.,1990;Kashive,
2011; Tannenbaum, 1990). It combines two critical resources in a knowledge-based economy
whichcanaffecttheoverallperformanceofabusiness:peopleandinformation(Martinsons,1994;
O’Daniell,1999).

2. BUSINeSS INTeLLIGeNCe

2.1 Business Intelligence Concept
TheconceptBusinessIntelligence(BI)wasreportedbyHansPeterLuhn(1896-1964)tobedefined
as“theabilitytograsptherelationsofthefactspresentedtoguidetheactiontothedesiredgoal.”
HowardDresnerFor(1989)considerstheBIasanumbrellatermtodescribe“conceptsandmethods
toimprovebusinessdecision-makingsupportedonsupportsystems.Theideaincludesthearchitecture,
tools,databases,applications,andmethodologies(Raisinghani,2004).It0llowinteractiveaccess
tothedata(sometimesinreal-time)andprovidestomanagersandanalyststheabilitytoconducta
properanalysis(Turbanetal.,2008).Ingeneral,theBIistheevolutionaryprocessinwhichthedata
issubjecttoitstransformationintoinformationandthenintoknowledge.Thedatarepresenttheraw
material(OLTP),whichafterselection,processingandincorporationofsummarizationtechniques
(ETL)arestoredindatabasesandtablesthemselvesanalysissystem(DataWarehouse),givingthe
variousstakeholdersknowledgemoreextendeddatathroughthemultipleanalyticaltechniquessystem
andvisualization.

Today’shighlycompetitiveandrapidlychangingbusinessenvironmentrequiresagilityfrom
organizationsandhigh-qualitydecisions.Withtherightcapabilities,BIplaysanessentialroleto
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enhanceorganization’sskillstopredictchangesinseveraldomainscanbeeitherthechoiceofsurviving
orthriving(Alhyasatetal.,2013;Isiketal.,2013;Vuksietal.,2013).

Business Intelligencehasbecomeastrategic initiative(Watson&Wixom2007)and isnow
recognizedasinstrumentalindrivingbusinesseffectivenessandinnovation.Itisconsideredtobea
processbywhichanorganizationsystematicallygathers,manages,andanalyzesessentialinformation
(Skyriusetal.,2013).Thisinformationhelpstounderstandthecustomers,andthecompetitors,to
facilitateorganizations’planningandoperationaldecisions(Negash,2006).

BIsystemsaredefinedasspecializedandanalyticaltoolsfordataanalysis,query,andreporting,
thatsupportorganizationalplanninganddecision-making.Itenhancestheperformanceofarange
ofbusinessprocesses,intendingtoimprovethetimelinessandqualityoftheinputtothedecision
process(Elbashiretal.,2014;Negash,2006)andcreatenewopportunitiestoimprovetheperformance
(Kesti,2013).

2.2 Business Intelligence Tools
TheBIsystemconsistsofseveraltoolswhichworkinasintegratedelements.Thecentralliteratureuses
thefollowingclassification(Kapooretal.,2010):datamanagement,analytics,businessperformance
management,andinformationdelivery.

DataManagementincludescomponentsasdatawarehouses,datamarts,andonlineanalytical
processing(OLAP).Themaingoalistomanagethedevelopment,implementation,andoperations
ofadatawarehouseordatamart,includingextraction,transformation,cleaning,andloadingofdata
fromdifferentsources.Italsoincludesmeta-datamanagement,securitymanagement,backupand
recovery,anddatadistribution.Thepastdatatoanswerquestions,suchas-Whathappened?Whydid
ithappen?Forexample,theemployees‟recentdatacanshedlightonemployeeattritionfluctuations
andfactorsthatwereresponsibleforthevariations.

TheAdvancedAnalyticssub-systemincludesanalyticfunctionsbasedonstatistics,datamining,
forecasting,predictivemodeling,predictiveanalytics,andoptimization.Dataminingisanextension
ofstatisticaltechniquessuchasclassicalandartificialintelligence.Analyticalmethodsaregenerally
appliedtorelativelysmallsizerandomsampledataspecificallycollectedtovalidateahypothesis,
andthemethodsconformtoasetofassumptionsabout thepopulation.Thesetechniquescanbe
regardedasdiscoveringinformationbyexploration(Kim,2002;Tan,Steinbach&Kumar,2006;
Shmueli,Patel&Bruce,2010).TheAdvancedAnalyticssubsystemenablesorganizationstoanswer
questions,suchas-Whatifthetrendcontinues?Whatarethebestactionstotake?Whatwillhappen
asaresultoftheseactions?

TheBusinessPerformanceManagementconsistsofprocessesforstrategicgoalsandobjectives,
performancemeasurementandmentoring,analyzingperformance,andmakingdecisionstoimprove
businessperformance.

TheInformationDeliverygivesthebusinessuserstheabilitytoaccessreportsandcontinuously
monitororganizationalperformanceatenterpriseandlowerlevels.Itispossibletomonitorcritical
activities such as trends, metrics, and KPIs in easy-to-understand designs, such as configurable
informationportals,scorecards,anddashboards.

3. HUMAN ReSoURCeS MANAGeMeNT ANd BUSINeSS INTeLLIGeNCe

3.1 Human Resources Management
In today’scompetitiveandcomplexbusinessenvironment, the roleofHumanResource (HR) is
continuallychanging.HR,withitsincreasingalignmenttocorebusinessandintegrationtothebottom
line,isareflectionoftheconstantlychangingnatureofHRfunction.

Being responsive to globalization, demographic and technological change, and turbulent,
competitive,andcomplexenvironmentofbusiness,HRitselfhasbeenchangingdramatically.A
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transformationaljourneyfromtheconventionalroleof‘administrativeexpert’(Ulrich1997citedin
Reilly2006,p.8)totheevolvingandfosteringfunctionofstrategicHRpartnerdescribesthevalue
contributionoftheHRfunction.Moreprecisely,HRgoesstrategicandbecomesmorebusiness-
integrated. This intended reorientation contributes HR not only to play a critical role in overall
strategicplanningofthebusinessbutalsotoactasamessengertoclarifyanddirectemployeesabout
thedesiredgoaloftheorganization.

TheevolutionofHRfunctionleadstoitsintegrationintoorganizationalstrategyandthisvertical
integrationofHRwithotherdisciplinesofbusinessinvolvesHRprofessionals’directparticipationin
strategicplanningandimplementationofcorporatemission,values,culture,strategy,andgoal.This
kindofdirectinvolvementoftheHRleaderwithcorebusinessplanningrevealsthenewacceptance
ofHRasavaluedcontributorinbusiness.

AligningHRpracticestoastrategywhichmeansthateachinvestmentofHRdisciplinemust
reflectthepolicyand‘realitiesofthecustomer’(Ulrichetal.,2009,p.29).Moreprecisely,intoday’s
organizationsallHRactivities,includingselectionandrecruitment,traininganddevelopment,reward
andcompensationsystems,aredesignedandpracticedsuchaneffectivewaywhichmustexhibitHR’s
alignmentwithbusinessstrategy.

3.2 Business Intelligence as a driver for Human Resources Strategic Management
BusinessIntelligenceisafieldthatcombinespeopleskills,technologies,applications,andbusiness
processestomakebetterstrategicandtacticalbusinessdecisions.Thetechnologiesandapplications
includedatamanagementmethodsforcollecting,storing,andstructuringdataintodatawarehouses
ordatamartsaswellasperforminganalyticalqueries,reporting,visualizing,andusinganalytical
techniquesforprediction.Adatawarehousefocusesontheextensivedatafromthewholecompany,and
datamartisrestrictedtoasingleprocessoradepartment,suchashumanresources(HR)department.

HRdataisextensiveinitsvariety,soaneffectiveHRISmustaddressarangeofadministrative,
statutory, functional, and technological requirements to support organization-wide planning and
decision-making.ThedataprovidedbyInformationSystemHumanResources(HRIS)enableHR
specialists to become relevant partners, both for specialists from other management functions,
such as for top managers. (Mishra & Akman, 2010; Singh et al., 2011). Becker and Huselid
(2006)haveidentifiedthefollowingvariablestoassessthebenefitsofHRIS:WorkforcePlanning;
Employee Benefits Administration; Payroll Administration; Recruitment; Induction; Orientation
andOn-boarding;TrainingandDevelopment;SkillsManagement;PersonnelAdministration;Time
Management;TravelManagement;PersonnelCostPlanning;andPerformanceAppraisal.

Overthelasttwodecades,thenumberoffirmsinvestinginHRISandtheirdepthofapplications
within the organizations has increased. Thus, HRIS implementation success has emerged as a
significantchallengefororganizations(Ball,2001;Lippert&Swiercz,2005;Kashive,2011).There
isaconsensusthatthesesystemscontribute,inaverysignificantway,tothedevelopmentofHRIS.

Teo,Lim,andFedric(2007)referthatfororganizationswhichhaveadoptedHRIS,theinvestments
aresmallandusuallyaddresstacticsandadministration(e.g.,transactionprocessingforpayrolland
benefitsadministration)withfocusonadministrativeefficiency,ratherthanstrategy(e.g.,inknowledge
managementandworkforceplanning)orientedtostrategicapplicationsthatmakeorganizationsmore
productiveandcompetitive.

AccordingLengnick-HallandMoritz(2003),HIRShasdevelopedthroughthreemainways,from
themoststraightforwardway,throughprovisionofinformation,consideringanintermediatelevel
withtheautomationoftransactions,toformmorecomplexandsophisticatedthatmodifieshowthe
HRfunctionisperformedandbecomesastrategicbusinesspartner(Kashive,2011).

WhenweexaminethebenefitsofHRISfoundtwoextremepossibilities-aregulatoryapproachand
astrategicapproach-andifbothareorientedtopromoteorganizationalefficiencyandeffectiveness
-onlyastrategicapproachtoHRISallowsforgreatercompetitiveness(Beadlesetal.,2005).Asa
consequence,HRIShaveevolvedintosophisticatedITsolutionsdesignedtomanageawidevariety
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ofhumanresourcedataandtoprovideanalyticaltoolstoassistmanagementinHRdecision-making
(Hendrickson,2003).

AnHRIScanbedesignedindifferentways,dependingontheperceptionsandknowledgeofthose
involvedandtherefore,theroleoftheHRfunction.Itmaybeusedforautomating.HRIScanvary
frombeingjustaspecific‘stand-alone’personnelsoftwarepackagefortheuseofstored,personal
data,toasystemwhichoperatesbeyondtheusualfunctionalHRdepartmentboundaries.

ThereplacementoftheinterventionofHRspecialistsandtheautomationofprocessesinthe
currentHRMactivitiescanincreaseefficiencythroughHRinformationmanagementallowedby
HRIS(Kashive,2011;Mishra&Akman,2010;Tansley&Newell,2007)aswellasprovideessential
informationfordecision-makingonissuesstrategic,promotingthevaluegeneratedfortheorganization
byHRIS(BeadlesIIetal2005).

Wearefacinganewparadigminwhich,inadditiontoefficiencygainsintheHRfunction,are
presentthenecessaryconditionsforHRspecialistsassumeauniqueroleintherelationshipestablished
withexpertsfromothermanagementfunctionsaswellasthemanagementtop,theachievementof
strategicorganizationalobjectives(Tansley&Newell,2007).

4. MeTHodoLoGy

Thisresearchwasbasedonasurveyresearchdesignmethod.Itinvolvedaself-designedquestionnaire
incollectingdata.Thesamplesizeforthestudywas43clientsofahumanresourcessoftwarecompany
inPortugalwhichsendamassiveemailtotheiralmost1000clientstodisseminatethequestionnaire
andtohelpgatherresponses.Conveniencesamplingmethodwasused.Theconveniencesamplingis
abasicsamplingdesign,whichallowsequalrepresentationandselectionofsamples.

Thesubject’sfill-inthequestionnaireonlineandinstructionsonhowtofillthesurveywasgiven
onthequestionnairefirstpage.Confidentialtreatmentofinformationwasassured,andquestionswere
rangedfrom7-pointscaleinthefollowingpattern.Stronglyagree–7&Disagree–1.

Fortheanalysesoftheimpactsofbusinessintelligenceonthehumanresourcesstrategies,from
Portuguesecompanies,threefocusgroupswererealizedtocreatedynamicdiscussionsaboutthat
issue.Thegoalwasthatqualitativeanalysisprovidedbythefocusgroupsmightaddessentialinsights
totheresearchhelpingtotheinterpretationoftheresultsfound.

4.1 Hypothesis
Inthisstudy,ithasanalyzedtheexpectationsoftwomainstakeholderscomprisingofHumanResources
ManagersandHumanResourcesTechnicians.Thisismeasuredintermsofthefollowingparameters:

(i) HRManagerssatisfactionwithinformationgatheredfromtheHRMISbybusinessintelligence
toolsregardingtheirdecision-makingprocess.

(ii)HRTechnicianssatisfactionwiththequalityofdecisionsmadebyHRmanagersaccordingto
thebusinesstoolsused.

Inthiscontextandalignedwiththeliteraturereview,twohypothesesweredefined:

H1:BusinessIntelligenceispositivelyassociatedwithHRMdecisionmaking.
H2:BusinessIntelligencewillsignificantlypredictHRMdecisionmaking.

Themethodsofdataanalysistoverifythesehypotheseswerethecorrelationcoefficientand
regressionanalysisperformedbySPSSsoftware,asexplainedlaterinthispaper.
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5. FINdINGS

5.1CorrelationAnalysis

H1:BusinessIntelligenceispositivelyassociatedwithHRMdecisionmaking.

PearsoncorrelationtablehasdevelopedforfindingassociationandtestingfirsthypothesisofBusiness
Intelligenceasindependentvariablesanddecisionmakingasdependentvariable,thebelowTable1
isstatinghumanresourcesmanagerssatisfactionwithdecision-makingvariableversusBIvariable
reportinghavecorrelation(R)=38%,analysisR=63%,andmeasures/metricsR=31%positive
Correlation is significant at the 0.01, dashboard has 60% negative correlation with 0.01 level .
Technicianssatisfactionwiththequalityofdecisions:reportingR=14with0.05level,analysisis
86%,measures/metricshas87%positivecorrelationwith0.01levelanddashboardhavinganegative
correlationwith93at0.01level.Techniciansexpressedsatisfactionwiththedecisionmakingbased
onBItools;allvariableshavemorethan50%correlationatthe0.01level.Majorityofthevariables
arehavingpositivelysignificantinthatcaseH1canbeaccepted.

5.2 Regression Analysis

H2:BusinessIntelligencewillsignificantlypredictHRMdecisiontaking.

For fulfilling the second Hypothesis, below Regression analysis, is generated. There were done
regressionanalysisusingSPSS20versionandappliedentermethodforprovingthesecondHypothesis.
Majorityof the independentvariablesarehavingreasonableestimating indicationswhileweare
comparingwithHRManagersatisfactionwithdecisionmakingcorrelateswith78%,andRSquare
is61.IfRSquareexceeds50%,itindicatesthatthereisagoodpredictor.Alldependentvariables
havestrongassociations,thatisacorrelation,Rsquare,andAdjustRsquarestronglyrecommends
thatmaximumindependentvariablesaregoodpredictorsforestimatingdependentvariables.Itis
possibletostatethatBIcansignificantlyeffectivelypredicttheHRMdecision(Table2).

Table 1. Multiple regression analysis

Business Intelligence HR Managers HR Technicians

Reporting .380** -.143*

Analysis .631** .864**

DashBoard -.605** -.938**

Measures/Metrics .313** .875**

**. Correlation is significant at the 0.01 level (2-tailed), *. Correlation is significant at the 0.05 level (2-tailed).

Table 2. Multiple regression analysis

Dependent 
Variables

BI Independent Variables

Constant Reporting Analysis Dashboard Measures/ 
Metrics

R 
(%)

R square 
(%)

Adjusted 
R square 

(%)

HRManagers -12.67 3.45*** 0.35* -0.61*** -0.32* 78 61 60

HRTechnicians 4.51 -0.04 .41** -.43*** 0.37*** 96 93 93
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5.3 Implications of BI Applied to Human Resources 
Management Strategies in Portuguese Companies
Thefocusgroupsprovidedaverydetaileddescriptionandexamplesofthepracticaldimensionsthat
contributetoabetterdecision-makingprocessbasedontheBItools.Therefore,themainsresults
thatemergedfromthefocusgroupstatethattheBIprocesscanallowtoanalyzetheworkforceof
anorganizationandmakeastrategicdecisionontheworkforceplanningandpredictionintermsof:

−Workforceplanning,usingworkforcedemographicdata,throughtheuseofpredefinedreportsto
analyzeheadcountdevelopment,turnoverrates,andworkforcecomposition.Thisinformation
canbelinkedtoheadcountplanning,budgeting,andcriticaltalentprocesses,suchasrecruiting
andlearning.

−Workforcecostplanningandsimulation,providingaccesstoabroadrangeofdatatofacilitate
simulatedplanningscenariosandenablecontinuousmonitoringofperformance.

−AnalyticsandmeasureshelptoanalyzeHRprocesses,suchaspayroll,employeeadministration,
timemanagement,andbenefitsandalsoorganizationalstructures,relationships,andattributes
ofjobsandpositions.

−Alsohelpstoanalyzetalentmanagement,employeeskills,andqualifications.Helpingtoexplain
ifsuccessionprogramsprepareemployeestoassumekeypositions–andensurecontinuityof
operationsandanalyzethecost-effectivenessofemployeecompensationprograms.

−StrategicAlignment,ensuringthatallbusinessactivitiesareinlinewiththestrategicgoalsofthe
organization.

5.4 How Portuguese HRM departments Applies Business Intelligence Tools
Intheglobalcompetitionandtheconnectedworld,decision-makinginorganizationshasbecome
increasinglycomplexanddependingonaccuratedata.ThissituationcreateschallengesforPortuguese
organizationsandHumanResourcesManagersbecausetheyareunderpressurestoanswerquickly
todynamicconditionsof themarket.Theorganizationtries toredesigntheirstructures,redefine
thepracticesandthebusinessprocesses.BusinessIntelligenceandanalyticsaretoolsthatcanhelp
the decision-making process in those contexts. Literature shows that most of the organizations
thathavesuccessfullyimplementedBIcanmakedecisionsquicklyandwithmoreaccuracy.These
organizationshavebetterandfasteraccesstothekeyactivitiesandprocessesthattheorganizations
andtheirfunctionaldepartmentsmustpursuetomeetsitsgoals.

AccordingtoPortugueseHumanResourcesManagers,theKeyPerformanceIndicator–KPI-is
theleadingmanagementtooltoanalysesthestrategicobjectivesinHRM.However,thevastvolumes
ofdataand thedifficultiesdue to theirdispersion inanorganizationmake their integrationand
processingdifficultfordecision-making.Theliterature(WawerandMuryjas,2011)alsoshowsthat
theabilityofthehumanmindisnowinsufficienttomakeoptimalbusinessdecisionsintheeraofthe
growingamountofinformationandthecomplexityofanalyticalrequirements.Businessintelligence
thenbecomesanessentialtoolwhichcombinesthebusinessandinformationtechnology(IT)issues,
deliveringvaluableinformationtodecision-makers,throughtoolsassimulationsandscenarioswhich
canhelptheoptimizationoforganizationdevelopmentandalsotoforecastingbusinessresultsand
customerbehaviors.

Analyzing the Portuguese case in light of the Laursen and Thorlund (2010) scenarios it’s
possibletofindthesameorientationandalignmentofBIonthestrategiclevel:1)BIandHRstrategy
separation–BIdoesnotdeliverdatatothestrategiclevel,itisonlyusedtoanswersomequestions
ontheoperationallevel;2)PassivesupportforthestrategybyBI–theonlyroleofBIistoproduce
reportstosupportstrategyperformance;3)DialoguebetweenBIandHRstrategy–theresultsof
BIanalysesmaymodifythestrategy;4)InterpenetrationofBIandHRstrategies–theresultsofBI
analyticsaretreatedasastrategicresourceofanorganization,whichdeterminestheHRMstrategy.
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ToconcludetheanalysisofthePortuguesecontext,itispossibletosaythatHRMsupported
byBIdependsonthematurityoftheorganizationbecauseitconditionstheuseofBItoachievethe
HRMstrategy.

6. BUSINeSS INTeLLIGeNCe APPLIed To HRM SUPPoRTING 
BeTTeR deCISIoNS ModeL PRoPoSAL

Based on previous literature and in the focus group results the model proposal consists of two
dimensionsHRISmodules,whichincludes:payroll,HRdevelopment,SelfService,Workflowand
alertsandbusinessprocessautomation,andBItoolswiththefollowingsetofvariables:reporting,
analysis,dashboardandmeasures/metrics.Thesevariablesarehypothesizedtobeassociatedwith
theprocessofdecisionmakingbytheHumanResourcesManagers(Table3).

ThemodelshowsthepotentialrelationamongHRIS,BI,anddecision-makingprocessinHuman
Resourcesmanagement.ItrepresentshowBItoolscanhelptoanalysesemployee’sdevelopment
andevaluatetheefficiencyoftherecruitingandselectionprocesses.Ithelpstoassesshowwellthe
successionplanspreparetheemployeestoassumekeypositionsintheorganizationandmonitorthe
progressofaligningemployeegoalswithcorporategoals.Italsohelpstoanalyzethecost-effectiveness
ofemployeecompensationsystems.

7. CoNCLUSIoN

Organizationsthatcompeteintoday’sknowledge-basedeconomyrecognizethegrowingimportance
ofthedataanalysisaccuracyinpromotingcompetitivenessandhelpingtoimprovebetterorganizations
performance.Theevolutionofinformationtechnologyhascontributedtotheincreasingsophistication,
andpotentialofBIappliedtoHumanResourcesManagement,automatingprocesses,andhelpingto
analyzedatatobetterdecisionmaking.ThesetransformationsareaparadigmshiftintheHRfunction
hastoassumeanewroleasapartneroftopmanagementindecision-makingonstrategicissues.

In this context, Business Intelligence is a fundamental part of any organization, and HRM
department’sdealswithparticularinformationassociatedtotheintellectualcapitaloftheorganization
andneedstomakeitavailableefficientlyandconsistentlytotheotherdepartmentsoftheorganization.
For organizations, making use of BI is an effective means of reducing development time and
supplementingalackofin-houseskills.

InthiscontextthisresearchmaingoalwastoverifyifBIispositivelyassociatedwithHRM
decisionmakingandthatalsoifithelpstopredictHRMdecisionsintermsoffutureworkforceplanning
andmanagementandbothofthishypothesiswerevalidatedbythesampleoftheconductedsurvey
to43PortugueseHumanResourcesManagesandbyfocusgroupswhichprovideddescriptionsand
examplesofthepracticaldimensionsthatcontributesforabetterdecisionmakingprocessbasedon
theBItoolsintermsofworkforceplanning,workforceprocessanalyticsandmeasurement,talent
managementanalyticsandmeasurementandstrategicalignment.

Insummary,itispossibletosaythatBIfacilitatestheprocessofdataanalysistomakebetter
decisionsandhelpsorganizationstoachievetheirstrategicgoals.

Acknowledgments:WewanttoacknowledgeTalentiaSoftwareparticipationinthisresearch.The
principalanalysiswasdevelopedusingtheirHRMsoftwareandalsoforthehelpwiththequestionnaire.
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Table 3. Model BI applied to HRM supporting better decisions dimensions

HRIS

Payroll Implementationandexecutionofthepayrollsystemstomakeitaccurateandintimefor
employeesandalsotogiveinformationformanagerstomakedecisionsabouttheretentionand
progressofemployees.

HRDevelopment Analysisofthetraininganddevelopmentprocessestomaximizeemployeeperformance.

SelfService Facilitationoftheaccessofemployeestotheirprofilesandtheirdata.

Workflow&Alerts Utilizationofalertsforemployeesandmanagerstomaintaintasksontimeandseverallevelsof
approvals.

BusinessProcess
Automation

Aknowledgebaseaboutjobfunctions,positions,roles,andcapabilitiesthatarerequiredto
drivethebusinessperformance.

BI

Reporting Givebusinessuserstheabilitytoaccessreportsandcontinuouslymonitororganizational
performance

Analysis KPIsarecomparedtostrategicgoalsandobjectives.Theresultsareutilizedtomonitor,
furtheranalyze,andacttoimproveperformance.Theadvancedanalyticssubsystemenables
organizationstomakeinformeddecisionstoaligntheirgoalsandobjectives,aswellas
programsandbudgetstotheperformanceindicators.

Dashboard Deliveriesofperformanceindicatorsconcerninghumanresourcesmayincludeemployee
retention,jobsatisfaction,compensationandrewards,employeetraining,accidentlevels,
employeeabsenteeism,andemployeeperformance.

Measures/Metrics MeasureandanalyzetypicalcoreHRprocesses,suchaspayroll,employeeadministration,time
management,andbenefits.Analyzeorganizationalstructures,relationships,andattributesof
jobsandpositions.

Outputs

CostSavings SupportHRprofessionalsinallworkforcecost-planningtasks.

Alignindividualand
organizationalgoals

Ensurethatallbusinessactivitiesareinlinewiththestrategicgoalsoftheorganization.Help
Employeeteamsworktowardcommonobjectives,regardlessoflocation.Useabalanced
scorecardframework,withpredefinedworkforcescorecardsthatcanbeintegratedinto
departmentandindividualmanagement-by-objectivedocumentstoalignemployeegoalswith
corporatestrategy.

Recruittalent Monitorworkforcedemographicsinlinewithrecruitmentandretentionobjectives.Analyze
theefficiencyoftheentirerecruitmentprocesslifecycle,understand,andpreventthedriversof
employeeturnover.

Betterdecision
making

EmpowerHRexecutivestodevelopeffectivestrategies,providingaccesstoabroadrangeof
workforce-relateddatatosupportaccurateplanning,facilitatesimulatedplanningscenarios,
andenablecontinuousmonitoringofactualperformancerelativetoplantoachievebetter
strategicdecisions.
Theorganizationscanadjusttheirgoalsandobjectives,modifyprograms,andre-allocate
resourcesandfunds.Performancemeasures,inessence,provideafeedbackloopintheprocess
ofbusinessperformancemanagement.
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