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Abstract

Human resources have typically been viewed as simply having a support role within an organization, but in 

today's rapidly changing and competitive marketplace, human resources are now playing a much greater role  

in influencing the success of the organization from an HR perspective than they ever have before. Historically, 

the majority of  HR-related decision-making has been accomplished through the experience or intuition of  

managers (which produced varying degrees of accuracy and consistency), but with advances in technology,  

organizations are now implementing more HR analytics as a means of collecting and then analysing (and  

using) HR data to assist them in making better, fact-based decisions. As a result of using HR analytics, many 

organizations are finding that they can achieve higher levels of performance, be more effective at managing  

their talent, and achieve overall better results. The role that HR analytics plays in organisational performance 

improvement and the ability to make better management decisions was researched using descriptive research 

design and by obtaining primary data from 80 HR professionals/managers using a structured questionnaire  

that contained close-ended and Likert scale questions regarding the level of awareness, perception and actual  

application  of  HR  analytics.  Secondary  data  were  obtained  from  scholarly  journals,  books,  and  other 

publications  available  via  the  internet  to  create  a  theoretical  base  for  the  study.  Statistical  methods  of 

description included percentage analysis, frequency distribution table, and mean score analysis, which were 

further illustrated by tables and charts to provide insight into any patterns and trends. The data indicate that a  

majority of respondents evaluate their knowledge of HR Analytics and regard HR Analytics as an important 

tool that assists in decision-making and aligns HR activities to the overall goals of the organization. The 

findings of the study indicate that HR Analytics help facilitate workforce planning, reduce employee attrition, 

improve productivity, and enhance the overall performance of the organization. In conclusion, HR Analytics 

provide an organization with a degree of strategic capability by changing the way traditional HR functions are 

performed to be more evidence-based; as a result, the organization will be able to realize ongoing, sustainable 

growth as well as an advantage over its competitors. In addition, this research study can provide managers, 
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HR professionals, and policymakers with the necessary information required for successfully implementing or 

enhancing HR analytics initiatives within their organization.
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1. INTRODUCTION

Today, due to technology-driven world; Organizations are functioning in a highly competitive and dynamic 

atmosphere. HR is not seen anymore as merely a support function but rather as a strategic asset that provides 

value  to  the  organization.  HR-related  decisions  like  hiring,  choosing  promotion  candidates,  evaluating 

performance and retaining employees were primarily based on managerial knowledge, intuition and historical 

best practices. These approaches served well in the past, but often proved inaccurate, subjective and uneven.  

Organizations today create vast amounts of employee-related data with the rapid pace of digital technologies.  

Such  data  includes  recruitment  statistics,  performance  evaluations,  attendance  records,  training  results,  

employee engagement metrics and attrition rates. It has made it difficult for people to manage and interpret all  

of this data manually, leading to inefficiencies. Statistical methods of description included percentage analysis,  

frequency distribution table, and mean score analysis, which were further illustrated by tables and charts to 

provide insight into any patterns and trends. The data indicate that a majority of respondents evaluate their  

knowledge of HR Analytics and regard HR Analytics as an important tool that assists in decision-making and  

aligns  HR activities  to  the  overall  goals  of  the  organization.  The  findings  of  the  study indicate  that  HR 

Analytics help facilitate workforce planning, reduce employee attrition, improve productivity, and enhance the 

overall performance of the organization. In conclusion, HR Analytics provide an organization with a degree of 

strategic capability by changing the way traditional HR functions are performed to be more evidence-based; as 

a result, the organization will be able to realize ongoing, sustainable growth as well as an advantage over its 

competitors.

In addition, this research study can provide managers, HR professionals, and policymakers with the necessary 

information  required  for  successfully  implementing  or  enhancing  HR  analytics  initiatives  within  their  

organization. for example, clarify to organizations which employees are at risk of attrition so that management 

can intervene when necessary. In the same way, performance analytics aids in setting objective benchmarks  

and increasing employee productivity.

Furthermore,  HR  analytics  allows  for  strategic  alignment  between  the  HR  practices  and  organizational 

objectives. HR managers can prove how HR initiatives affect business outcomes, further enhancing HR for hi-

tech ability to be more strategic. With organizations becoming more focused on reducing costs, accountability 
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and measurable outcomes, the importance of HR analytics in driving organizational performance as well as  

decision-making is more crucial than ever.

2. PROBLEM STATEMENT

HR analytics is becoming steadily more important but most organizations still do not leverage employee data 

successfully for their decision-making process. When you cannot see it, or track it, or analyze it then deriving 

any actionable insights becomes difficult. Hence, there is a need for examining the role of HR analytics in  

organizational performance and decision-making.

3. OBJECTIVES OF THE STUDY

 To Study of Concept of HR analytics

 To examine the impact of HR analytics on organizational performance

 In order to study the influence of HR analytics on management decision making

 To find out benefits HR analytics can provide in HR functions

4. REVIEW OF LITERATURE

Statistical methods of description included percentage analysis, frequency distribution table, and mean score  

analysis, which were further illustrated by tables and charts to provide insight into any patterns and trends. The 

data indicate that a majority of respondents evaluate their knowledge of HR Analytics and regard HR Analytics 

as  an  important  tool  that  assists  in  decision-making  and  aligns  HR activities  to  the  overall  goals  of  the 

organization. The findings of the study indicate that HR Analytics help facilitate workforce planning, reduce  

employee  attrition,  improve  productivity,  and  enhance  the  overall  performance  of  the  organization.  In  

conclusion, HR Analytics provide an organization with a degree of strategic capability by changing the way 

traditional HR functions are performed to be more evidence-based; as a result, the organization will be able to 

realize ongoing, sustainable growth as well as an advantage over its competitors.

In addition, this research study can provide managers, HR professionals, and policymakers with the necessary 

information  required  for  successfully  implementing  or  enhancing  HR  analytics  initiatives  within  their  

organization. HR Analytics provides organizations with a way to measure the return on investment from their  

HR investments (e.g., employee training, recruitment, and engagement). It can evaluate the performance of 

human  resources  and  support  improved  overall  organizational  performance  (Cascio  &  Boudreau,  2011). 
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Despite  the  positive  effects  of  HR  Analytics  described  in  the  literature,  there  are  still  many  challenges 

associated  with  its  implementation  by  organizations.  This  suggests  that  there  exists  a  gap  between  the  

theoretical and practical use of HR Analytics, which is the basis for the current study of the potential role of 

HR Analytics in improving organizational performance and decision making for policymakers who might be 

interested in implementing or improving their HR Analytics initiatives.

5. METHODOLOGICAL STUDY

In the current study, a descriptive research methodology was employed to investigate the potential role of 

Human  Resource  (HR)  analytics  in  strengthening  the  effectiveness  of  organizations  through  improved 

managerial  decision-making.  Descriptive  research  methodology  was  utilized  since  this  type  of  research 

produces evidence of trends, patterns, and relationships via systematic collection and analysis of data without  

any alteration to the research environment. The subjects of this study were HR professionals and managers  

employed  in  private  organizations.  They  represent  the  individuals  most  involved  with  making  human 

resources-related decisions and are the ones most knowledgeable about the use of HR analytic tools within 

their  organizations.   Data  were  gathered  through  a  structured  questionnaire  consisting  of  closed-ended 

questions and statements on the Likert scale, designed to measure the respondents’ level of awareness, their  

perceptions,  and  their  experiences  with  regard  to  HR analytics,  its  uses,  and  its  influence  on  the  overall 

performance of the organization and how it impacts the development of manager level decisions.  A sample of  

80 participants was surveyed for purposes of this research, and due to their availability and relevance to the  

purpose of the research,  participants were selected for convenience.   The sample size was determined by  

studying and collecting timely information from HR professionals in order to have current examples of the use  

of HR analytics in their specific human resource functions.. 

To complement the primary data, a variety of secondary data sources were accessed (i.e., academic journals,  

books, research papers, and internet publications) to form the strong theoretical basis for the analysis of the  

empirical data. Combining both types of data ensured a full understanding of the topic.

Descriptive statistical techniques were used to analyze the primary and secondary data. Percentage analysis  

was used to measure awareness of HR analytics; frequency distributions were used to examine the pattern of 

responses;  and  average  scores  were  used  to  measure  how HR professionals  perceived  the  impact  of  HR 

analytics on organizational performance and decision-making. The results of the analysis were displayed in a  

manner allowing ease of interpretation or visualization of trends and patterns (e.g., tables and charts) so as to  

provide  both  an  understanding  of  how HR professionals  perceive  HR analytics  and  a  means  to  provide 

quantifiable data demonstrating HR analytics' strategic value to organizations.
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6. Data Analysis and Explanation 

Sample Size: 80 total participants 

Method of Data Collection Used: structured questionnaire 

Type of Questionnaire Used: 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree) 

6.1 Employee Awareness of HR Analytics 

TABLE 1: EMPLOYEE AWARENESS OF HR ANALYTICS

AWARENESS LEVEL  NUMBER OF PARTICIPANTS PERCENTAGE % 
OF PARTICIPANTS 

AWARE                               62                                             77.5%

NOT AWARE                               18                                             22.5% 

TOTAL                                80                                              100%

An analysis of the data presented in the table and chart above suggests that a sizeable number (77.5%) of all  

survey respondents  are  aware  of  HR analytics  as  a  result  we conclude that  a  significant  portion of  both 

employees and HR professionals possess some level of familiarity with this concept. This finding supports the  

notion  that  HR  analytics  is  increasingly  being  utilized  as  a  key  strategic  resource  in  contemporary  HR 

practices,  along  with  its  continued  widespread  use  in  assisting  organisations'  decision-making  processes. 

Conversely, the 22.5% of survey respondents who are unaware of what HR analytics are represent a significant  

deficit in knowledge within the workplace. Therefore even though the vast majority of organisations continue  

to  move toward a  data-driven approach to  HR,  there  is  significant  opportunity  for  implementing training 

programs,  workshops  and  awareness  campaigns  to  ensure  that  all  employees  understand  how to  use  HR 

analytics on a daily basis as part of their jobs. Bridging these gaps with the appropriate action will not only 

improve overall effectiveness related to HR analytics but will also enable all organisations to develop their  

capabilities for making better, more informed and evidence-based HR decisions.
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6.2 Impact of HR Analytics on Decision-Making 

 

Table 2: HR Analytics and Decision-Making 

Response Category Number of Respondents Percentage

Strongly Agree 30 37.5% 

Agree 32 40.0% 

Neutral 12 15.0% 

Disagree 6 7.5% 

Total 80 100% 

The vast majority (77.5%) of those surveyed agree or have a strong agreement that HR analytics is beneficial in 

improving the decision-making process for organisations. Therefore, there appears to be a overall  positive 

perception from employees and HR professionals that using analytics to help guide management decisions will  

have  a  positive  impact  on  those  decisions.  The  small  minority  (7.5%) of  non-supporters  of  this  practice  

indicates that only a small degree of resistance exists against the implementation of HR analytical practices.  

The research results illustrate that  HR analytics is  a key support  system for managers who want to make 

informed evidence-based, data-driven decisions, particularly in key HR practices, such as hiring, employee 

performance measurement, employee engagement, and employee retention. In addition, this research supports 

the business need for greater integration of analytical methods into HR business strategies, which can lead to  

higher operational efficiency and better strategic planning for workforce needs.
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itiativr taken by the bank.(32.5%), respondent who are partially aware 25.2%,respondent who are unknown are  

and not known are 35.85. 

6.3 Mean Score Analysis of HR Analytics Outcomes 

Table 3: Mean Scores of HR Analytics Benefits 

Statement Mean Score

Improves Organizational Performance 4.3 

Supports Better Decision-Making 4.4 

Reduces Employee Attrition 4.1 

Improves Workforce Planning 4.2 

Analysis  of  mean scores  shows that  the  mean score  for  all  responses  was  greater  than 4,  indicating that 

respondents rate all HR analytics positively. Of all the statements, the highest rating was given to the statement  

about HR analytics helping to make better decisions (mean score 4.4), and the lowest rating was given to the  

statement about HR analytics improving organizational performance (mean score 4.3). Overall these analyses 

show that HR analytics are viewed by the vast  majority of people as being an essential  HR strategy that  

provides greater accuracy to managerial decision-making and significantly enhances the overall effectiveness 

of  an organization.  Additionally,  the results  indicate that  organizations using HR analytics have a greater 

ability to make data-driven workforce planning decisions, have a more effective use of their human resource 

resources and develop HR strategies that are congruent with the long-term goals of the organization, thereby 

enhancing both operational effectiveness and strategic results.
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The findings of this study support an increase in organizational performance as a result of HR analytics by 
examining how HR analytics can be utilized to make better decisions. 

7. DISCUSSION

This study was conducted to examine how HR analytics impacts an organization’s performance and decision 
making.  The  data/results  indicate  that  HR  analytics  are  becoming  increasingly  important  to  today’s 
organization..

7.1 Explanation of Results 

The  findings  indicate  a  high  level  of  awareness  of  HR  analytics  among  respondents,  suggesting  that  

organizations are increasingly adopting data-driven HR practices. The positive responses regarding the impact  

of HR analytics on decision-making demonstrate that analytical tools help managers reduce subjectivity and 

improve accuracy in HR-related decisions. Furthermore, the mean score analysis reveals strong agreement that  

HR analytics  contributes  to  improved  organizational  performance,  reduced  employee  attrition,  and  better 

workforce planning. These results highlight HR analytics as a strategic enabler rather than a purely operational 

HR function. 

7.2 Relating to Existing Studies

The results from the present research support earlier work conducted by Bassi and McMurrer (2016), where 

they  determined  that  organisations  using  HR Analytics  achieved  enhanced  productivity  and  performance 

outcomes for their workforce. Other studies that align with this finding include those of Rasmussen and Ulrich  

(2015), who found that the implementation of HR Analytics leads to improved strategic decision making by 

aligning HR Metrics to Business Objectives. This study also supports the findings of Marler and Boudreau 

(2017),  who showed a  positive  correlation between HR analytics  and decision-making and indicated that 

analytics-driven HR practices will result in better informed, more effective management decisions. Therefore, 

this research supports existing literature while also providing current empirical evidence.

7.3 Practical and Managerial Implications 

The practical implications of this research point to the importance of utilizing HR analytics tools and training 

in improving the overall efficiency of the workforce. By using HR analytics, managers can identify gaps in 

employee  performance,  anticipate  employee  turnover  trends,  and  enhance  their  recruiting  and  talent 

management  functions.  Additionally,  this  research  emphasizes  that  HR  practitioners  must  develop  their  

analytical  capabilities and ability to interpret  the data they obtain from HR analytics to inform their own  

strategic business decisions. Including HR analytics in the design and execution of HR policies can help align  

an  organization's  overall  HR  strategy  with  long-term  business  objectives,  providing  advantages  in 

competitiveness and long-term viability.
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7.4 Overall Discussion Summary 

Overall, the discussion confirms that HR analytics plays a crucial role in transforming traditional HR functions  

into a strategic partner within organizations. The findings not only support previous research but also offer  

meaningful insights for practitioners and managers seeking to improve organizational performance through 

evidence-based HR decision-making

8. FINDINGS & CONCLUSION 

The research conducted has established that: 

1. HR analytics assist managers make higher quality decisions. 

2. Employee productivity increases when HR analytics are used to support workforce planning. 

3. Employee retention improves as a result of the strategic role of HR analytics. 

9. CONCLUSION

The  analysis  presented  has  demonstrated  a  significant  gap  between  the  current  use  of  HR  analytics  by 

organizations and their perceived effectiveness relative to the four research objectives.

The initial objective of the study, to determine if there is a high level of awareness of HR analytics amongst  

employees and –HR Professionals, was successful in confirming that there is broad familiarity with the concept 

and importance of HR analytics. 

The  findings  confirm that  HR analytics  support  improved managerial  and  strategic  decision-making.  The 

majority  of  respondents  agreed that  using HR analytics  allows for  better  informed,  objective,  and timely 

decisions regarding recruitment, performance evaluation, and workforce planning.

 Finally, the findings demonstrate that organizations that utilize HR analytics will achieve higher levels of  

organizational  performance  than  those  that  do  not.  Organizations  are  expected  to  experience  increased 

productivity, better use of resources and lower employee turnover rates as a result of using HR analytics.  

Therefore, there is a direct correlation between organizational success and the use of HR analytics.
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10. RECOMMENDATIONS

10.1 Consider using Advanced HR Analytics tools

It is recommended that organizations utilize modern tools and software for collecting, analyzing, and reporting 
on HR Data, as these technologies will allow for better predictive analyses, trend identification, and aiding in  
the development of an organization’s strategic workforce plan.

10.2 Build Analytical Skills of HR Professionals

HR professionals should develop skills related to data analysis, interpretation, and presentation. This enables 
the HR Department to derive actionable intelligence from data, and use that intelligence to make informed  
decisions.

10.3 Create a Data Driven Culture in HR

Organizations should encourage the use of data in supporting various HR decision types to build a data centric  
culture in HR. Managers should also be educated about the benefits of using HR Analytics to support their  
operational processes such as recruiting, performance management and employee retention.

10.4 Include HR Analytics when Developing an Organization’s Strategic Plan

It is recommended that organizations consider HR Analytics the same as any other area of the organization, as  
HR Analytics should be integrated into the overall development of an organization’s strategic plan. This will  
support the achievement of organizational goals, enhance productivity and improve long-term viability of the 
organization.

11. LIMITATIONS OF THE STUDY 

The  research  study  offered  valuable  insight  into  how HR analytics  can  improve  the  performance  of  an  
organization as well as support decision making, but the researcher should acknowledge and disclose some of  
the limitations of the study. 

11.1 Small Sample Size 

The participants in this study surveyed 80 individuals as a sample size, which does not fully capture the total  
population of all organizations or all industries surveyed. Therefore, this study’s results cannot be considered  
generalizable for all organizations or industries. 

11.2 Geographical Boundaries 

The sample in this study came from individuals who resided in a limited geographical area, which means that  
the results are not due to organizations located in different areas of the country or internationally. 

11.3 Self-Reported Data 

The data used in the study came from a structured questionnaire where the responses were self-reported; 
therefore, there is a potential for bias in the responses received from the respondents based on a response bias, 
where the respondents may have provided socially acceptable responses. 
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11.4 Limited Statistical Tools 

The researcher primarily utilized descriptive statistical tools; including percentage and mean scores. Therefore, 
other statistical methods, such as regression analysis and correlation analysis, were not used; therefore, more  
information could have been gained if additional analytical methods had been used. 

11.5 Time Limitations 

The researcher had limited time to gather data and analyze the data; therefore, the researcher could not expand 
the number of responses collected, and a longitudinal analysis could not be performed on the long-term effect  
of using HR analytics.
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