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Abstract 

In order to shed more light on various issues regarding the processes 

involved, latest emerging trends, antecedents, and consequences, and 

specifically on organizational effectiveness, as well as the factors that affect 

its advertising success, this paper's primary goal is to conduct a systematic 

study of human resource analytics by collecting secondary data from 

published topics. Human resource analytics are rarely used and 

implemented, even though numerous empirical studies have connected them 

to organizational success and market competitiveness. Numerous issues with 

the fact-gathering approach surfaced as a result of the study's novelty as 

well as the significance and accessibility of research pertinent to its 

application and employment.  

Research suggests that HR professionals still have a long way to go 

before achieving analytical maturity, despite the growing significance and 

interest in HRA. Furthermore, our data reveal that HR is becoming more 

strategic and less involved in organisational decision-making. Our research 

indicates that a lack of data gathering inside HR, an inadequate IT structure, 

and a lack of business investment are some of the implementation challenges 

that Workforce Analytics encounters. We're witnessing increasing issues and 

obstacles as more businesses integrate analytics into their regular HR 

operations. It will completely change, or perhaps disrupt HR as we know it 

now. Consequently, we support more analytics and research on HRA 

implementation. 

 

Keywords: Human Resource Analytics, Human Resource Information 

Systems, Organizational Effectiveness, People Analytics, 

Strategic Human Resource Management 

 

Introduction 

A contemporary idea that has lately gained traction is human resource analytics, or HR 
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analytics. In the parts that follow, HRA is referred to by other terms that are interchangeable with 

human resource analytics, such as staff analysis and individual analysis. The definition of analysis 

is "the use of systematic logic for interpretation, data, and decision making". Human resource 

analytics and the many tools, methods, and functions that go into it are essential when it comes to 

making common data-based decisions. Businesses find analysts' opinions intriguing and crucial 

because it is widely known that things cannot be changed until they are first measured. 

According to Boudreau and Ramstad (2005), "the traditional service-oriented HR focus 

must be extended to a decision science that enhances decisions about human capital," and "the 

conventional service-oriented HR focus must be applied to a "decision science" that enhances 

decisions about human capital" (p. 129). A vital tool for corporate development, human resource 

analytics gives organizations a competitive edge by enabling them to predict possible returns on 

investment using available data. 

Workforce analytics reveals personnel, processes, performance indicators, and business 

results. Human Resource Analytics, according to Jones (2014), is a technique that gives HR 

professionals the data they need to make decisions that will reduce attrition, enhance the hiring 

process, and more accurately forecast the efficacy and efficiency of their organizations. Analytics 

are therefore essential for any business trying to maintain its competitiveness. Due to the research 

gap generated primarily by the discovery of workforce analytics in the human resources area, 

academics have faced numerous obstacles and hurdles when doing workforce analytics research. 

Literature is few, and studies are hampered by transient issues. In the past, human interpretation 

has been neglected. 

Review of Literature  

Human Resource Analytics 

Human resource analytics, talent management analytics, human capital analytics, 

workforce analytics, and talent analyst are terms used to describe the use of data in the human 

resources domain. This essay will utilize the term Human Resource Analytics (HRA). Data is 

abundant, and HRA has been found to have the capacity to produce the most trustworthy 

analytically supported evidence-based HR choices to date. 

"Paints a coherent and actionable picture of the current state and potential outcomes," as 

Reddy and Lakshmikeerthi (2017) put it, HRA is a variety of communication tools. Instead of 

altering HR data or communicating HR performance, HRAs are a unique combination of the 

capacity to extract information from data and solve issues at a higher level based on these 

observations. Human Resource Analytics include collecting, processing, and reporting data from 

external sources using a variety of internal HR functional data and information technologies. "An 

information technology-enabled HR activity that assesses business impact and data-driven 

decisions using descriptive, visual, and factual analytics of data related to HR processes, human 

resources, organisational efficiency, and external economic metrics," it stated.  

Havel and Bandarock (2017) talk about how human resource analytics has become more 

and more important, moving from basic automation to big data and the new era of artificial 

intelligence (AI). In HR, the automation of certain processes and administrative duties began in 

the 1980s. At the time, the deployment of HR Information Systems (HRIS) was just getting started, 

but it started a movement advocating for human resources to automate their procedures. At this 
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point, academics began to show interest in these technological know-hows, but HR professionals 

made an effort to introduce them with varying degrees of success.  

The 1990s saw a rise in interest and advancement in the subject as academic researchers 

and occupational therapists began to gain a greater understanding of the potential applications of 

these developments. Although the world was not prepared and there were many experts and 

educators who were sceptical, more educators wanted to study and test HRIS. In addition to the 

Internet, a number of other technologies became accessible and open to industry in the 2000s.  

The term "electronic HRM" was coined for the first time, and it has drawn interest from numerous 

scholars and professionals in the industry due to its numerous uses in management, efficiency, 

talent acquisition, and pay. 

Additionally, terms that overlapped multiple similar features, such as e-HRM, HRA, HCA, 

HRIS, and others, were used in the literature to refer to shared meanings. Rather than serving as a 

support function, we view HR as a strategic and decision-making enabler for the digital 

transformation and big data. Because of technological developments, e-HRM solutions have 

expanded their scope and shifted their emphasis to more strategic uses. Data-driven technologies 

are being used to tackle a number of significant business and human resource problems and to 

make better, more informed decisions. The idea of human resource analytics has gained popularity 

in the commercial sector in recent years. The phrase is becoming more widely used and is 

increasingly seen as a crucial human resource tool due to the benefits of business and human 

resources as a service. 

The Human Resource Analytics Process  

The process of collecting and evaluating Human Resources (HR) data to improve an 

organization's operational efficiency is known as human resources analytics. People measurement 

is another name for the process of assessing employee talent, staff, individuals, or employees. In 

order to analyze HR data using analytical techniques and models, an HR analyst must be 

knowledgeable about how it is gathered, retrieved, transformed, and managed. From an empirical 

perspective, a strategic business plan should be aligned with human resources. A deeper 

comprehension of the connection between HRM and ideas like employee engagement, retention, 

efficiency, and success is made possible by the same method, which applies HRM data to business 

links between HRM practice and policy. 

Precursors of Human Resource Analytics  

Dahlbom et al. (2020) state that three main factors- people, organizations, and technology- 

have an impact on the adoption of HR analytics. Due to the various obstacles to HRA deployment, 

there is still a great deal of scepticism and uncertainty over the effectiveness of these tools and 

models, even with the many advancements in analytics and HRA. Dahlbom and associates (2020). 

Three aspects were identified: individual skills and capacities, organizational knowledge of the 

impact of analytics, and data quality and IT infrastructure (technology). 

According to a number of specialists, these outcomes are more harmful than helpful and 

can be observed in children. To begin with, there are several problems with the usefulness and 

quality of the data, in addition to outdated IT systems and infrastructure. E-HRM's main goal is to 

collect, store, and make data available so that the business can create dashboards and reports, but 
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most companies haven't done this yet. 

Dahlbom (2020) asserts that this goal is changing as well, with HR being repositioned as a 

strategic component. Second, businesses are still methodical in how they handle data and big data 

in HR and how they impact overall organizational results. HRA adoption is hampered by certain 

businesses' comfort level with data manipulation and their incomplete understanding of its benefits 

and uses. Lastly, the most talked-about concern among academics is the HR department's 

deficiency in data analytics abilities, which is a significant barrier to HRA implementation. 

One of the main concerns of HR experts and practitioners has been the question of whether 

HR analytics can be incorporated into traditional business practices. The scale of the business, 

financial resources and ability to invest in these technologies, institutional procedures, and 

organizational structure are some of the additional elements that impact the impact of HRA. It's 

important to remember that these factors have the potential to help or hinder the application of HR 

analytics and, consequently, business results. 

Often referred to as workforce analytics or talent analytics, human resource analytics is a 

practice that will assist firms in handling human resources data in an effective and efficient 

manner, hence promoting their expansion. (Lee and others, 2022) Anticipating important elements 

that enable effective decisions to be made using a lot of employee data is essential. The goal of 

HR Analytics is to facilitate data collection, interpretation, measurement, and forecasting by 

integrating statistical approaches. 

We can assess if the results are adequate by using HR performance metrics. The majority 

of HR analytics are correct. The effectiveness and efficiency of the business's human resources 

policy can be ascertained with its assistance. What is happening, why it is happening, and the result 

are all explained by analytics. The corresponding metric, which may include the cost of lost 

productivity, absenteeism productivity, cost of hire, and other significant metrics, is examined if 

the organization's management level has an opinion regarding the parameters of the employees. 

Data is gathered to update the opinion. Analytics aids in figuring out the causes and their effects 

on the company. 

By providing evidence-based data that helps businesses achieve their strategic goals and 

desired outcomes, human resource analytics places HR in a more strategic role. Additionally, 

Lakshmi and Pratap (2016) found that HR professionals need to embrace analytics and delve 

deeply into its tools and methodologies if they want to play a more strategic role and have a greater 

impact on the organization and, ultimately, its performance. The organization would benefit from 

increased productivity, employee happiness, and engagement, among other things.  

In order to drive strategic business decisions, HR professionals need to focus on analytics 

by defining key indicators and logically presenting them, claims Ingham (2011). In a similar vein, 

Ben-Gal (2019), who is setting the standard both academically and practically, contends that firms 

can only follow and increase their investment in HRA by comprehending the Return on Investment 

(ROI). HR data analytics has changed, with a more strategic role being performed to propel market 

growth and generate competitive advantages, claim Chattopadhyay et al. (2017). 

When applied properly, HRA can make HR more flexible and economical, which can 

improve business outcomes. Additionally, "only those organizations that manage to build and 

retain a balanced blend of different applicable capabilities will be competitive in Human Resource 

Analytics," claim Coolen and IJselstein (2015). Data and big data have completely changed how 
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we think about and do business in the modern world. Businesses have come to realize that the best 

approach to achieve their goals and objectives is to use data and analytics. To guarantee 

organizational effectiveness and enable more informed, evidence-based decision-making, HRA 

must be integrated into operations.  

According to Marler and Boudreau (2017), human resource analytics is a practice that gives 

managers the information and abilities they need to connect HR procedures to employee behaviour 

and, ultimately, to the results of the company. Their findings indicate that HRA and organizational 

efficiency are positively correlated. Ben-Gal (2019) supports this claim in his ROI-based analysis 

of HR Analytics, coming to the conclusion that there is a relationship between organizational 

effectiveness and the amount of money and work invested in HR Analytics. 

Human Resource Analytics Implementation  

The digital revolution has made it possible for HR professionals to acquire and analyse 

large amounts of data in order to solve complicated HR issues and reach well-informed 

conclusions (Dahlbom et al., 2020). There are several problems with leveraging HR data to 

promote HR growth, even if data analytics and its benefits are well recognized. Additionally, only 

a small percentage of businesses have fully incorporated HR analytics into their operations, despite 

the fact that many are interested in learning more about predictive and prescriptive analytics. It 

appears that HR is only beginning its data analysis journey because, in practice, the majority of 

organizations are still trying to automate HR report automation and integrate basic HR data 

analysis tools.  

Data and big data will therefore be utilized to improve HR operations, answer workforce-

related queries, and support strategic decision-making. The sluggish adoption of data science in 

an organization is a result of the slow adoption of human resource analytics, according to 

Chattopadhyay et al. (2017). This is due to the fact that using big data requires system and cultural 

changes. For organizations that can't get over the embarrassment of a protracted meeting, this is 

still a barrier. To apply analytics, you'll need a strong visionary leader. To a great extent, a change 

agent needs to be analytically successful in the public sector, especially in the public sector.  

In order to attain HRA maturity and choose for effective deployment, HR professionals 

must first simplify the data gathering process in order to connect the damaged IT environment and 

embrace and integrate Human Resource Analytics. Instead of one or a team of analysts working 

across all business areas, Marler and Boudreau (2017) contend that an effective deployment of HR 

analytics requires analytically trained personnel in the HR department. Therefore, in order to turn 

data into business-boosting initiatives, HR departments need to keep honing their customer and 

analytical skills.  

According to Sousa (2018), the organization must first reach a particular level of analytic 

maturity in order for analytics to accomplish the intended HRM goals and completely support and 

profit HRM.  

Human Resource Analytics Future  

A research-based technique called human resource analytics aids individuals in making 

better choices regarding HR-related tasks. Using this data-driven analytical tool improves the 

overall value of the human resources department. Data and analytics still have a long way to go 
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before their full potential is realized, even with the growing interest in academics and HR analytics 

in business. In order to better understand the benefits of HRA and the obstacles to its adoption, 

Dahlbom et al. (2020) conducted qualitative interviews with nine top Finnish enterprises. 

Research Question 

Our research produced a list of all the most cited publications that have been screened in 

order to gather high-quality analytics. After reviewing these articles, we were able to develop the 

following queries. 

1. What predisposing factors affect analytics for human resources?  

2. What are the essential elements of a successful HR analytics operation?  

Few studies have examined anticoagulants and success factors for HRA implementation, 

despite extensive research and studies on the influence of HR Analytics on organizational 

effectiveness. Therefore, we support additional empirical research and exploration into the real-

world applications of HR analytics. 

Objectives of the Study 

1. To identify the challenges and barriers organizations face in implementing and 

utilizing HR analytics effectively.  

2. To provide practical recommendations and guidelines for organizations to maximize 

the benefits of HR analytics 

Methodology of the Study  

In the recent paper, we used secondary data and a systematic literature review to look at 

the causes, impacts, and effective reasons for implementing HR analytics. Gathering prior 

scholarly literature, classifying capture papers, and then classifying them according to quality 

assurance were the three main processes in the technique. The initial step was to collect scholarly 

research by searching for pertinent human resource analytics publications. We used EBSCO's 

transdisciplinary online platform to do our study, searching for publications and comments on 

subjects such as "Workforce Analytics" and "Human Resource Analytics." 

The second step was categorizing the papers and journals published between 2005 and 

2020 that contained search terms in the abstract or title of the most cited and solely peer-reviewed 

journals. Additionally, some of the data are from Scopus journals that were published between 

2012 and 2021 (10 years of the previous study). 

In the third step, the quality of prior research was evaluated using the categorization 

approach, and those that satisfied the quality requirements were chosen. All points of view and 

thinking have been clarified by this approach, which has assisted us in formulating proposals and 

recommendations for further study. 

Result and Discussion  

Research connecting Human Resource Analytics to outcomes is few. We recommend areas 

for additional study and practice as well as potential reasons for this research. Even while 

businesses are very interested in HRA, our research shows that the resources and goals required to 

mature analytically are significantly different. Administrative roles are giving way to more 

strategic ones that contribute to impact organizational choices. Understanding the need of building 
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a strong IT infrastructure that will assist you in making better decisions is the driving force behind 

our study. 

 

Companies must realize how critical it is to build Human Resource Analytics skills and 

that doing so necessitates spending more money on HR technology. Additionally, according to our 

research, HRA investment is substantial, with strong returns on investment made by the HR 

department and, eventually, organizational outcomes. 

Practical Implication 

The competencies expected of typical HR practitioners are necessary for Human Resource 

Analytics. There is a distinct organization or team devoted to data collecting, analysis, and change 

in HR analytics, which provides comprehensive business strategic information when choosing to 

support the other HR tasks. This is because HRA is derived from both business and technology. 

Does the business have the potential to make exciting and profitable decisions? The Department 

of Human Resources has seen a radical transformation with the advent and use of Human Resource 

Analytics. Therefore, in order to play a more strategic role and accomplish company goals and 

objectives, enterprises must concentrate more on the department. In order to successfully integrate 

HRA into every procedure, HR physicians should examine HR policies and procedures. 

To optimize the use and advantages of the technological and analytical tools, we advise 

HR professionals to collaborate with the departments putting them into place. We wish to highlight 

the temporal features of data when assessing workforce analytics' significance for industry and 

human resources. 

Future scope of study 

Empirical study will expand the scope of future studies on human resource analytics and 

factors. We propose to collect empirical data from many businesses to get general results. More 

research is needed to completely comprehend and define these associations with particular human 

resource processes like restriction production, performance management, and compensation, as 

there aren't many studies that examine the impact of HR analytics on particular organizational 

outcomes. 

Conclusion 

Examining workforce analytics' foundational ideas and procedures, as well as any existing 

implementation flaws or gaps, was the primary goal of the systematic study. In order to better 

understand how HRA has changed over time and how it is revitalizing our field by adopting our 

strategic approach and making a greater contribution to organizational decision making, we have 

examined workforce analytics in this study, offering a cogent framework for research. 

Additionally, this study finds three antioxidants that have an impact on workforce analysts, 

people's human technologies, and businesses; each of these factors is crucial to the deployment of 

HRA.  

This led us to further investigate the elements that affect its integration, and we found 

several shortcomings, including a lack of long-term vision, a misalignment between the HRA plan 

and the organization's strategy, and a lack of in-house analytical competence. Specifically, the 

agency. In actuality, these characteristics are all impeding businesses' ability to successfully apply 
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workforce research. Lastly, we investigated the effects of HR Analytics and found a substantial 

relationship between HRA and both successful business outcomes and favourable employee 

actions. 
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