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WHO WE ARE

We are a team of 9 passionate French Canadians who have
developed a People Analytics Solution that revolutionizes
human resource management by combining business
intelligence , data analysis , and artificial intelligence , all to meet
the growing demand for data -driven decision -making .
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President and Kara
Product Manager

Passionate about business intelligence,
performance indicators and human capital, she
hosts the Kara blog and participates in several

People Analytics forums.

L« T Aanw | X CJ° «JaXT - «X -
6A , > «JKE° N . «ZH

4



Karaq anaytx,

Emmy Ruel
People Analytics
Advisor

o? «NX T Aagw (22E | J° MXX
customers implement their People Analytics

projects. She is particularly passionate about HR
#X«N|]@J3 ] «zVYec

She ensures that your talent always remain at the
center of your People Analytics project.
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Upcoming activities

A FEW DATES TO REMEMBER...

You will receive
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After this webinar: A satisfaction Unlock the secret of equity, diversity
survey and inclusion indicators

June 39 2025

The following week: The
presentation and a link to the
recording

Reqister



https://events.teams.microsoft.com/event/40ff3ad7-4470-4fe6-8a2f-8e412be9ceb1@c8f524ed-9522-4f27-92ff-73f363a85945
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HR Indicators




HR Indicators

How to choose the right indicators?

Apné6RI Ul né6 @YR N Wnl ni
A Consult with stakeholders

A Identify key HR processes

A Define performance criteria

A Select indicators

A Assess feasibility of data collection

A Establish performance thresholds

A Ensure relevance over time

A Communicate and explain

A Implement progressively

A Analyze indicators and adjust if necessary
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Span of control

Definition: Number of employees each manager
supports.

Spanof control

* managers = managers with direct supervision of at least one employee
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Hourglass organization

A Broad top: several senior managers responsible for different
sectors

A Narrow middle: few intermediate layers, lean management level

A Broad base: large number of operational employees

Hierarchical level Recommended number of
subordinates

VP 8to 9

Senior Director 6to 8

Director 3t06

Manager Sto7

Supervisor/team leader 8to 14

Best practices according to PwC: 9.9 (from 5.2 to 15.6 depending on the
business sector).
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Percentage of Inactive
employees

Why is it important?

B Increase in mental health -related disabilities

B Increased importance of work -life balance

B Promoting a culture of well -being and prevention

B Greater transparency of HR data within the organization
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Percentage of inactive

employees

Definition: An employee who retains and employment
relationship with the organization but is temporarily  unvailable

to work.
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Benchmark

Business field Average % of inactive
Public / parapublic 8to 12 %

Private (large organization) 5to 8%

€ < meZ L eZzZZn 3106 %

It's important to note that these figures vary according to
culture, HR policies, average age and sector.
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Rookie ratio

Definition: Proportion of employees with less
than 12 months' seniority.

21 T EEAD B X 100

How to analyze the rookie ratio ?

‘Too low:
A Little innovation or difficulty attracting
A Aging workforce
t Too high:
A High turnover
A Loss of organizational knowledge
A Increased onboarding burden




Benchmark

Business Field Rookie Ratio
Tech / Startups 15 to 25 %
Health , Education 8t0 12 %

Heavy industry / manufacturing 5to 10 %

Finance 7to 15 %

The rookie ratio is often higher in large organizations undergoing
transformation or in competitive sectors.
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Active generational
ratio

Definition: A workforce metrics that compare the number
of employees form younger generation ( Gen Y and Gen 2)
to those from older generation ( Gen X and Baby -

oomers). ~
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A Generation Z: 2000 and +

A Generation Y (millennials): 1980 to 1999
A Generation X : 1964 to 1979

A Baby-boomers: 1946 to 1963
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Why track this indicator?

A Ctlve It is an indicator of generational balance

A Sheds light on the age structure of the

Generational organizaion

A Helps forecast retirements

R a.tl O ' A Enables HR strategies to be adapted:

‘ A Training and mentoring

A Career management

- A Intergenerational mobilization

20
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Interpretation

Generational Ratio Possible interpretation &
NS
- NN
z Z) O Older organization, at risk of Example
departure S
e
_ _ An organization with o
n~ 2] Z Intergenerational balance 200 Y+Z and 150
_ X+Boomers Y Ratio =
s z} A Young organization, need for 1.33 Y Young, dynamic
mentoring population, but need for E o
beacons to maintain
knowledge.
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After this webinar: A satisfaction Unlock the secret of equity, diversity
survey and inclusion indicators

June 39 2025

The following week: The
presentation and a link to the
recording

Reqister



https://events.teams.microsoft.com/event/40ff3ad7-4470-4fe6-8a2f-8e412be9ceb1@c8f524ed-9522-4f27-92ff-73f363a85945

Thank You

KAraHR.com
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