
If employees are truly your greatest asset, are you using them to the fullest? Are you capturing their 
insights, comments and suggestions? Are you attracting and capturing the best and the brightest 
in the way you manage your recruitment process? Do your employees really connect with your 
mission, values and culture?  Employee engagement can increase organizational commitment and 
make your business or organization better.  Listening to and analyzing the voice of your employees 
can lead to greater efficiency, effectiveness and profit. As Strauss (2006) observed, getting em-
ployees’ voice “provides a win-win solution to a central organizational problem — how to satisfy 
workers’ needs while simultaneously achieving organizational objectives” (p. 778) Most companies 
conduct employee surveys, regular, detailed performance reviews, exit interviews and gather other 
forms of employee feedback. But are employers maximizing the value of the data they collect? 
Are they listening to, analyzing and developing a voice of the employee? 

We believe that’s where Provalis Research text analytic tools can be a difference maker. QDA Miner 
and WordStat can improve HR’s ability to act as a true strategic asset in any organization. They give HR 
leaders the capability to manage large volumes of data, thousands or tens of thousands of pages 
of unstructured text, to identify topics, trends and patterns in employee surveys. Careful analysis 
of employee surveys can identify common themes across departments or divisions, impacting 
labor relations, contract negotiations, continuity planning, safety issues and customer concerns. 
These same techniques can be used to analyze exit interviews, employee performance reviews, 
job applications and other sources of feedback. Comprehensive and ongoing analysis of exit 
interviews will identify issues in areas of a company or organization allowing one to spot pro-
blems and make recommendations for improvements. Text analytics can aid HR departments in 
recruitment by extracting critical information from hundreds or thousands of resumes and cover 
letters helping you identify the top candidates for key positions. A similar analysis can help HR 
professionals craft better job postings by seeing how the best applicants describe themselves 
and then using that analysis to create job postings that will resonate with and attract the best 
candidates.
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Surveys
HR managers can import all open-ended responses into 
QDA Miner and WordStat and explore the results by using 
exploratory text mining tools like cluster analysis or topic 
modeling that will allow them to quickly identify the main 
themes. The proximity plot will identify relationships between 
a main word and all other words in the document. For 
example, when people mention the word “salary” what 
other words do they tend to mention?  Words like “low”, 
“unsatisfied”, “competition” are frequently related to 
“salary.” Another way to identify insights that might not 
otherwise be apparent to management is to use the cross-
tab and correspondence analysis plot of WordStat. The 
Crosstab feature allows one to measure the relationship 
between a numeric variable such as rating and all frequently 
used words and phrases used in the open-ended surveys. It’s 
a good way to determine if certain concepts correlate with 
a high or low performance rating.

To classify the open-ended responses of employee surveys, 
two features can be used: The cluster extraction function of 
QDA Miner can help group all similar sentences into clus-
ters. One can easily drag and drop similar sentences into a 
specific category or new category. The other way is to build 
a categorization dictionary in WordStat based on themes 
defined by HR managers and those automatically identified 
by the software. WordStat provides tools like the AutoSug-
gested button and WordStat Dictionary builder that help to 
speed up the process of dictionary building. Once the dic-
tionary has been built, HR managers can apply the dictionary 
to the responses and they will be automatically categorized. 
The Crosstab and correspondence analysis plots can then 
be used to assess the relationship between numerical rating 
and categories and see which concepts are related to high 
or low rating. Proximity Plots or clusters are also useful to 
explore relationships among concepts.

Recruiting
HR managers can build their own categorization dictionaries 
based on words that determine the required qualification for 
specific jobs. Every organization has its own language and 
culture and this lets HR leverage its on-the-ground knowl-
edge and show the value of that knowledge.  Once the dic-
tionary is built one can upload all resumes received for the 
job into WordStat. The software will scan all resumes and 
automatically identify all candidates that are highly qualified 
for the specific job based on words and phrases. Statistics 
can be used to assess the relationship between a resume 
and job description.  With the assistance of taxonomies, re-
cruiters can also quickly retrieve specific information from 
resumes and cover letters like university majors, GPAs, spe-
cializations, experience, or other key factors that are critical 
to selecting the best candidates.

The document classification feature of WordStat can also 
be used to automatically classify resumes into one or several 
predefined categories based on an inductive learning pro-
cess performed on a set of previously classified documents. 
This machine-learning approach of classification is known 
to achieve superior accuracy compare to classification 
performed by people. 

The software gives HR managers a powerful tool to perform better and more 
meaningful analysis using existing processes or by developing new ones. HR 
managers are able to capture additional insights about their company, its 
strategies and tactics, and use those insights to propose actionable plans to 
improve performance. 
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Performance Evaluations
Performance evaluation often includes a rating and com-
ments. Depending on the amount of comments to analyze, 
HR managers can use QDA Miner or WordStat to categorize 
and analyze the textual data. With the manual approach of 
QDA Miner, users can define codes based on inductive or 
deductive approach. The seven text retrieval tools of QDA 
Miner will help them speed up the manual coding process. 
Once the coding is done, users can perform several analysis 
such as code frequency to identify the topics most frequently 
mentioned during the evaluation, explore relationships be-
tween the different themes using the co-occurence feature 
of QDA Miner or link numerical rating to concepts using the 
coding by variable function and see which concepts are high-
ly related to a good or bad performance score. The software 
can also be used to determine if managers use systematic 
bias in how they describe candidates. At least one published 
study (Stetz, T. & Ford, J.M. (2010). Leadership and same-
gender bias: A content analysis of promotion recommenda-
tions. Journal of Psychological Issues in Organizational 
Culture, 1(3), 6-18) using WordStat determined that by the 
“numbers” alone didn’t tell the true story. 

Interviews
QDA Miner is the right tool to codify all types of interviews. 
Usually, this type of data needs to be codified manually 
and carefully. With more than seven text search tools, QDA 
Miner helps researchers to quickly retrieve all text segments 
related to a specific concept and carefully codify all 
sentences or paragraphs related to this concept. These 
features make rapid categorization of large volumes of 
responses possible and effective. Once the coding is done, 
the advanced analysis features of QDA Miner such as 
clustering, multidimensional scaling, heatmaps or corre-
spondence analysis, allow HR managers to quickly retrieve 
comments about specific to-pics and explore relationships 
between concepts or topics.

These are just a few examples as to how you can use text 
analytics in Human Resources Management. There are 
many others. If you would like a demonstration of how 
our software can be part of your HR strategy, contact us at 
info@provalisresearch.com.

For more information, go to provalisresearch.com



To schedule a web demo or for more information on our products, 

contact us: TOLL FREE 1 855 355-5252 or 1 514 899-1672
sales@provalisresearch.com, provalisresearch.com

Some Studies in Human Resources Management 
using QDA Miner and WordStat 
«

DOWNLOAD A TRIAL VERSION AT: provalisresearch.com/trial

González-Loureiro, M., Dabic, M., & Puig, F. (2014). Global 
organizations and supply chain: New research avenues in the 
international human resource management. International Journal 
of Physical Distribution & Logistics Management, 44(8/9), 689-712.

Janand, A. (2015). Quelle signification pour la mobilité interne 
des cadres? La mobilité interne aux quatre visages. Revue de 
gestion des ressources humaines, 96(2), 42-59.

Sodhi, M.S., Son, B.-G. & Tang, C.S. (2008). ASP, the art and science 
of practice: What employers demand from applications for 
MBA-level supply chain jobs and the coverage of supply chain 
topics in MBA courses. Interface, 38(6), 469-484.

St-Hilaire, F., Gilbert, M.-H., & Brun, J.-P. (2017). What if subordinates 
took care of managers’ mental health at work? The International 
Journal of Human Resource Management, 1-23.

Stetz, T. & Ford, J.M. (2010). Leadership and same-gender bias: 
A content analysis of promotion recommendations. Journal of 
Psychological Issues in Organizational Culture, 1(3), 6-18)

Thompson, J. R. (2015). Value Shifts in Public Sector Human 
Resource Management A Congressional Perspective. Review of 
Public Personnel Administration, [Online].

Other references
Strauss, E.; Sherman, E. M. S.; Spreen, O. (2006). A Compendium of 

neuropsychological tests: Administration, norms, and commen- 
tary. (3rd. ed.). New York, NY: Oxford University Press.

«

Amabile, T. and Kramer, S. (2010). What really motivates workers 
(#1 in breakthrough ideas for 2010). Harvard Business Review, 
88(1), 44-45.

Amabile, T.M., & Kramer, S.J. (2011). Meeting the challenges of 
a person-centric work psychology.”Industrial and Organizational 
Psychology, 4(1), 116-121.

Amabile, T.M., & Kramer, S.J. (2011) The Progress Principle: Using 
Small Sins to Ignite Joy, Engagement, and Creativity at Work. 
Harvard Business Press.

Blair, C. A., Charles Allen, G., Helland, K., & Delise, L. (2014). The 
smart leader: examining the relationship between intelligence 
and leader development behavior. Leadership & organization 
development journal, 35(3), 241-258.

Dabic, M., González-Loureiro, M., & Harvey, M. (2013). Evolving 
research on expatriates: what is ‘known’ after four decades 
(1970–2012). The International Journal of Human Resource 
Management, 26(3), 316-337.

Ford, J.M. (March, 2006). The Merit Principles Survey 2005. PTC 
Quarterly, 2(1), Personnel Testing Council, Washington, DC.

Ford, J.M. (October, 2007). Teach me leadership: What training 
do federal supervisors say they need? IPMA-HR News.

Ford, J.M. (October, 2009). Targeting the best competencies, 
IPMA-HR News.

Ford, J.M., Stetz, T.A., Bott, M.M. & B.S. O’Leary. (1999). Automated 
content analysis of multiple-choice test item banks. Social Science 
& Computer Review, 18, 258-271.


	W:\Marketing\White papers\Print version\English\Voice of Employee\WP_VoiceEmployee_FRONT-BACK.pdf
	W:\Marketing\White papers\Print version\English\Voice of Employee\WP_VoiceEmployee_SPREAD_INT.pdf
	W:\Marketing\White papers\Print version\English\Voice of Employee\WP_VoiceEmployee_FRONT-BACK.pdf
	W:\Marketing\White papers\Print version\English\Voice of Employee\WP_VoiceEmployee_SPREAD_INT.pdf



