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Abstract 

Purpose-Despite the growth and adoption of human resource (HR) analytics, it remains unknown whether HR 

analytics can impact organizational performance. As such, this study aims to address this important issue by 

understanding why, how and when HR analytics leads to increased organizational performance and uncover 

the mechanisms through which this increased performance occurs.  

Design/methodology/approach-Using data collected from 50 response, structural equation modeling was 

performed to test the chain mediation model linking HR technology, HR analytics, evidence-based management 

(EBM) and organizational performance.  

Findings-The study's findings support the proposed chain model, suggesting that access to HR technology 

enables HR analytics which facilitates EBM, which in turn enhances organizational performance. 

Originality/value-This research contributes significantly to the HR analytics and EBM literature. First, the 

study extends our understanding of why and how HR analytics leads to higher organizational performance. 

Second, the authors identify that access to HR technology enables and is an antecedent of HR analytics. Finally, 

empirical evidence is offered to support EBM and its impact on organizational performance. 

CHAPTER 1: Introduction 

1.1 Background of the study 

In today’s data-driven business landscape, organizations are increasingly expected to make strategic decisions 

based on evidence rather than intuition. Human Resources (HR), traditionally viewed as a support function, is 

now under pressure to demonstrate its contribution to organizational success through measurable outcomes. 

This shift has led to the emergence and growing importance of HR analytics—the application of data analysis 

http://www.ijsrem.com/


     

       International Journal of Scientific Research in Engineering and Management (IJSREM) 
              Volume: 09 Issue: 06 | June - 2025                                   SJIF Rating: 8.586                                              ISSN: 2582-3930                                                                                                                    

 

© 2025, IJSREM      | www.ijsrem.com                                 DOI: 10.55041/IJSREM50189                                                |        Page 2 
 

techniques to human capital data to improve workforce-related decisions. 

Despite the growing availability of technology and data within organizations, there remains a significant gap 

between the potential of HR analytics and its actual implementation. Many firms struggle to convert HR data 

into meaningful insights that directly influence strategic outcomes. This disconnect raises important questions: 

Why is HR analytics not fully leveraged? How can it be effectively implemented? And when does it deliver the 

most value to organizational performance? 

Several barriers contribute to this gap, including lack of analytical skills within HR teams, organizational 

resistance to change, inadequate data infrastructure, and the challenge of aligning analytics with business 

objectives. On the other hand, organizations that successfully adopt HR analytics often witness improved talent 

acquisition, employee engagement, productivity, and retention—all of which contribute to overall performance. 

This study seeks to bridge the gap between theory and practice in HR analytics. It explores the rationale (why) 

behind its growing importance, the mechanisms (how) through which it can be operationalized, and the timing 

(when) it can be most effectively applied to enhance organizational outcomes. By doing so, the study aims to 

provide actionable insights for HR professionals, managers, and policymakers who seek to align HR practices 

with broader business strategies using evidence-based approaches.HR analytics significantly impacts 

organizational performance by enabling data-driven decision-making, which enhances talent management, 

improves cost efficiency, and boosts overall productivity. By utilizing predictive analytics, organizations can 

forecast employee turnover and identify key factors contributing to attrition, allowing for proactive 

interventions. Additionally, HR analytics helps measure employee performance and aligns it with organizational 

goals, ensuring that resources are effectively allocated. Regularly monitoring engagement levels and feedback 

fosters a culture of improvement, enhancing job satisfaction and morale. Implementing HR analytics during 

strategic planning, after significant organizational changes, or as an ongoing process allows companies to adapt 

to workforce dynamics and optimize their HR strategies for better performance.  

1.2 Rational of the Study: 

As organizations face increasing pressure to improve performance, reduce costs, and retain top talent, strategic 

Human Resource Management has become more critical than ever. In this context, HR analytics has emerged 

as a powerful tool for enhancing decision-making by leveraging workforce data. However, while the theoretical 

benefits of HR analytics are widely acknowledged, practical adoption and impact remain inconsistent across 

organizations. 

There exists a clear disconnect between the availability of HR data and its utilization in strategic decision-

making. Many organizations collect substantial amounts of data related to employee performance, engagement, 

turnover, and training, yet struggle to derive actionable insights from it. This failure to convert data into value 

can be attributed to various factors such as lack of analytical capability, organizational culture, unclear metrics, 

or misalignment between HR and business goals. 
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The rationale for conducting this study stems from the need to: 

1.Understand why HR analytics often fails to achieve its full potential in practice despite its proven theoretical 

value. 

2.Explore how organizations can effectively implement HR analytics to influence key HR and business 

outcomes. 

3.Identify when the use of HR analytics is most impactful in the organizational lifecycle, such as during talent 

acquisition, restructuring, or performance evaluations. 

This study is therefore essential to bridge the gap between conceptual understanding and real-world application 

of HR analytics. By analyzing the reasons behind underutilization and identifying enablers of successful 

implementation, the research aims to provide a framework for leveraging HR analytics strategically. Ultimately, 

the study seeks to empower HR professionals and business leaders with the knowledge to use data not just for 

reporting, but for driving performance, innovation, and competitive advantage. 

1.3 Statement of the Problem 

Despite the growing emphasis on data-driven decision-making in modern organizations, the adoption and 

effective utilization of HR analytics remain limited and uneven. While HR analytics has the potential to enhance 

workforce planning, employee performance, talent retention, and overall organizational efficiency, many 

companies struggle to translate HR data into actionable insights that drive strategic outcomes. This gap between 

the theoretical promise and practical application of HR analytics raises critical concerns. Many HR departments 

either lack the analytical capabilities or fail to align analytics initiatives with broader business goals. In some 

cases, data is collected but not analyzed meaningfully, or insights are generated but not integrated into decision-

making processes. As a result, organizations miss opportunities to improve performance and gain a competitive 

advantage through effective human capital management. 

The core problem, therefore, lies in understanding: 

•Why organizations are unable or unwilling to fully utilize HR analytics; 

•How HR analytics can be effectively implemented to influence key business outcomes; 

•And when in the organizational process or lifecycle HR analytics can deliver the greatest impact. 

1.4 Objective of Study  

• To examine the current state of HR analytics adoption in organizations across different industries and sectors. 

• To explore the key reasons (why) organizations either adopt or hesitate to adopt HR analytics in their HR 

decision-making processes. 

http://www.ijsrem.com/
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• To identify effective methods and tools (how) through which HR analytics can be implemented to improve 

workforce and organizational performance. 

• To analyze the most strategic points (when) during the employee lifecycle or business processes where HR 

analytics delivers maximum impact. 

• To assess the challenges and barriers faced by organizations in implementing HR analytics effectively. 

• To provide recommendations and a framework for organizations to bridge the gap between HR data and 

business strategy through actionable HR analytics. 

• To evaluate the relationship between HR analytics and organizational performance, including key metrics such 

as productivity, employee retention, and profitability. 

1.5 The Study will cover:  

• The concept and importance of HR analytics in modern organizations. 

•  Current trends and levels of adoption across industries. 

•   Reasons why organizations adopt or avoid HR analytics. 

•  Tools and methods used to implement HR analytics effectively. 

•  Key areas where HR analytics impacts organizational performance. 

•  The timing of its application for maximum effectiveness. 

•  Challenges and barriers in implementation. 

1.6 Need of the Study 

In today’s rapidly evolving business landscape, organizations are under constant pressure to enhance 

efficiency, improve employee performance, and gain a competitive edge. Human Resource (HR) departments 

are no longer limited to administrative functions; they are expected to drive strategic initiatives that align with 

organizational goals. However, traditional HR practices often rely on intuition or past experiences, which may 

not always yield accurate or timely results. 

HR analytics offers a data-driven approach to understanding workforce trends, predicting future outcomes, 

and making informed decisions. Despite its growing importance, many organizations struggle to implement 

HR analytics effectively or fail to recognize when and how it can deliver the most value. There is a clear gap 

between the availability of HR data and its meaningful application in decision-making processes.This study is 

needed to explore and clarify the strategic significance of HR analytics—why it matters, how it should be 

implemented, and when it can create the greatest impact. By bridging this gap, the research aims to provide 

http://www.ijsrem.com/


     

       International Journal of Scientific Research in Engineering and Management (IJSREM) 
              Volume: 09 Issue: 06 | June - 2025                                   SJIF Rating: 8.586                                              ISSN: 2582-3930                                                                                                                    

 

© 2025, IJSREM      | www.ijsrem.com                                 DOI: 10.55041/IJSREM50189                                                |        Page 5 
 

practical insights that help organizations unlock the full potential of HR analytics, ultimately leading to 

improved organizational performance and sustainable growth. 

 

1.7 Limitation of the Study 

Although 50 were included, the findings may not generalize to all industries or geographic regions.  

 

Self-Reported Data: The use of self-reported survey data could introduce response bias, where participants 

may overestimate the extent of HR analytics adoption or performance outcomes.  

Cross-Sectional Design: As the data were collected at one point in time, it limits the ability to establish 

causality definitively. This detailed approach provides a clear pathway for analyzing the relationships between 

HR technology, HR analytics, evidence-based management, and organizational performance, ensuring the 

robustness of the findings.  

 

 

Chapter 2: Review of Literature  

 

 This paper's subsequent sections are structured as follows: First, literature review.  

 

2.1 HR analytics: definition and development  

As a result of the ongoing digital transformation, many HR departments have begun to engage with workforce 

data to make data-driven decisions in areas such as recruitment and selection, performance measurement, 

diversity and inclusion and workforce planning (Harris et al., 2011; Kane, 2015; Rasmussen and Ulrich, 2015; 

Marler and Boudreau, 2017; Hamilton and Sodeman, 2020; Tursunbayeva et al., 2021).  

 

This application of using workforce data to improve decision-making has been synonymously referred to by 

scholars as HR analytics (Aral et al., 2012; Rasmussen and Ulrich, 2015; Angrave et al., 2016; Marler and 

Boudreau, 2017; McCartney et al., 2020), people analytics (Kane, 2015; Green, 2017; Nielsen and McCullough, 

2018; Tursunbayeva et al., 2018; Peeters et al., 2020), talent analytics (Harris et al., 2011; Sivathanu and Pillai, 

2020), human capital analytics (Andersen, 2017; Boudreau and Cascio, 2017; Levenson and Fink, 2017; 

Minbaeva, 2018) and workforce analytics (Huselid, 2018; Simón and Ferreiro, 2018).  

 

Regardless of the term used, consistency exists in both academia and practice for the strategic importance of 

HR analytics as it provides organizations with data, information and insights to effectively make informed data-
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driven decisions (Huselid, 2018; Minbaeva, 2018). 

 For example, according to van den Heuvel and Bondarouk (2017), HR analytics is the systematic identification 

and quantification of the people drivers of business outcomes to make better decisions. 

 Equally important is the notion that these insights can be generated at varying levels of technological 

sophistication (Margherita, 2020; Sivathanu and Pillai, 2020).  

For example, according to Margherita (2020), HR analytics follows a linear three-stage maturity model. At its 

lowest level, “descriptive,” HR analytics focuses on using HR technology to generate reports and dashboards 

to answer questions concerning what has happened. 

 Next, the “predictive” stage utilizes statistical techniques, advanced algorithms and machine learning to 

anticipate what might happen in the future and why. Lastly, the “prescriptive” stage centers on determining the 

optimal action that should be taken in response to the analysis. 

2.2 Socio-Economic and Environmental Issues 

1. Socio-Economic Issues 

• Digital Divide and Skill Gaps: The implementation of HR analytics requires advanced digital and 

analytical skills. This may widen the gap between technologically advanced organizations and those in 

developing or resource-constrained areas. 

• Job Displacement Concerns: Increased reliance on data and automation in HR decision-making may 

raise fears of reduced human judgment or job redundancies in HR roles. 

• Ethical Use of Employee Data: There are concerns about data privacy, consent, and potential misuse of 

sensitive employee information, especially in organizations with weak data governance. 

2. Environmental Issues 

• Energy and Resource Consumption: Use of advanced analytics tools, cloud storage, and large data 

centers may contribute to higher energy usage and environmental impact. 

• Sustainable Workforce Practices: On the positive side, HR analytics can help promote sustainability by 

enabling better workforce planning, reducing turnover, and supporting diversity and inclusion initiatives, which 

contribute to long-term organizational sustainability. 

 Chapter 3: Research Methodology 

For the research methodology in the article "Bridging the Gap:Why, How and When HR Analytics can impact  

Organisational Performance” 

3.1 Research Design  

The study adopts a quantitative research approach to examine the impact of HR analytics on organizational 

performance. The design is based on a chain mediation model, which assesses the sequential relationship 

between HR technology, HR analytics, evidence-based management (EBM), and organizational performance. 

The research uses a causal research design to identify how HR technology adoption leads to increased use of 

HR analytics, which in turn facilitates EBM practices and ultimately enhances organizational outcomes. 
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3.2 Research Objectives  

-Why: Identify the importance of HR analytics for organizational success. 

- How: Establish the mechanisms linking analytics with performance   outcomes. 

- When: Determine the conditions under which analyt 

  

3.3. Data Collection Methods  

Sample Selection: The study involved 50 across various industries to ensure a diverse sample. The 

organizations were selected to represent different sectors, company sizes, and stages of HR analytics adoption.  

Sampling Technique: A stratified random sampling technique was employed to ensure representation from 

various industry sectors, thereby improving the generalizability of the findings.  

Data Sources: Data was collected through structured surveys administered to HR professionals, senior 

managers, and business leaders in each organization. The surveys included questions related to the adoption and 

use of HR technology, implementation of HR analytics practices, engagement in evidence-based management, 

and measures of organizational performance. Secondary data from organizational records were also used, 

including turnover rates, productivity metrics, and other performance indicators.  

 

3.4 Sampling Technique 

 A stratified random sampling technique was employed to ensure representation from various industry sectors, 

thereby improving the generalizability of the findings.  

 

3.5 Data Analysis Techniques  

Structural Equation Modeling (SEM): SEM was used to test the hypothesized chain mediation model, which 

links HR technology to HR analytics, EBM, and finally organizational performance. SEM allows for the 

assessment of complex relationships and mediation effects between multiple variables.  

Reliability and Validity Testing: Cronbach's alpha was used to test the reliability of the survey instruments. 

Validity testing, including construct validity and discriminant validity, ensured that the measurements 

accurately captured the concepts being studied.  

Path Analysis: This technique was used within SEM to understand the direct and indirect effects of HR 

technology on organizational performance via HR analytics and EBM.  

 

3.6 Ethical Considerations  

Informed Consent: Participants were informed about the purpose of the study, the nature of the data collected, 

and their right to confidentiality. Informed consent was obtained from all participants.  

Confidentiality: The data were anonymized to protect the identity of the participating organizations and 

individuals. Only aggregate data were reported to avoid the identification of any specific organization. 

http://www.ijsrem.com/


     

       International Journal of Scientific Research in Engineering and Management (IJSREM) 
              Volume: 09 Issue: 06 | June - 2025                                   SJIF Rating: 8.586                                              ISSN: 2582-3930                                                                                                                    

 

© 2025, IJSREM      | www.ijsrem.com                                 DOI: 10.55041/IJSREM50189                                                |        Page 8 
 

3.7 Research Questionnaire 

 

A study on 50 found solid proof that HR technology can help organizations use HR analytics to make better 

decisions. 

 Here are the main points:  

1.HR Technology Makes HR Analytics Easier 

 Organizations that have more HR technology use it more often and put it to good use. HR technology is like a 

foundation for HR analytics. It lets organizations collect, store, and process data.  

2.HR Analytics Helps Organizations Make Better Decisions  

HR analytics connects HR technology to evidence-based management (EBM). It turns raw data into useful 

insights. This integration makes organizations’ decisions better, moving from guesswork to facts-based 

strategies.  

3.Evidence-Based Management Makes Organizations Better  

Using EBM is linked to better performance in organizations, like better talent management, more productivity, 

and better use of resources. 

 4.The Chain Mediation Model Works  

The study showed that the chain mediation model works: HR technology → HR analytics → EBM → better 

performance. 

3.8 Data Collection Method 

To effectively study the Bridging the Gap: Why, How and When HR Analytics can impact Organisation 

Performance this research will employ both primary and secondary data collection methods to ensure a well-

rounded understanding of the topic. 

1. Primary Data Collection 

Primary data will be collected through the following tools: 

 

a. Online Survey Questionnaire 

• Purpose: To gather quantitative data from, the organizations were selected to represent different sectors, 

company sizes, and stages of HR analytics adoption. Sampling Technique: 

• Structure: The questionnaire will include both closed-ended and a few open-ended questions. 

• Distribution: The survey will be distributed via email and professional platforms such as LinkedIn and 

Google Forms. 

• Target Sample: Minimum of 50–100 participants as data was collected through structured surveys 

administered to HR professionals, senior managers, and business leaders in each organization. 

 

http://www.ijsrem.com/
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b. Semi-Structured Interviews 

• Purpose: To obtain in-depth, qualitative insights on personal experiences, challenges, and perceived 

benefits. 

• Participants: 5–10 Companies from where we use and fill the form are Deloitte, Accenture, Walmart, 

Microsoft. 

Data was collected through structured surveys administered to HR professionals, senior managers, and business 

leaders in each organization.  

The surveys included questions related to the adoption and use of HR technology, implementation of HR 

analytics practices, engagement in evidence-based management, and measures of organizational performance. 

2. Secondary Data Collection 

Secondary data will support and validate findings from the primary research. This includes: 

• Academic Journals and Articles: Secondary data from organizational records were also used, 

including turnover rates, productivity metrics, and other performance indicators. 

• Industry Reports: Consulting recent market studies by firms like Deloitte, Accenture, Walmart, etc. 

 

Chapter 4: Presentation, Analysis and Interpretation of Study 
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4.1 Sampling Techniques 

To ensure the validity and representativeness of the data, a strategic approach to sampling was adopted. Given 

the study's aim to investigate the use of HR analytics across different organizations, the sampling strategy was 

designed to capture diverse perspectives from HR professionals across various sectors and organizational levels. 

1. Target Population 

The target population for this study includes HR professionals, managers, and decision-makers involved in HR 

analytics practices within organizations. Specifically, the population comprises: 

• HR Managers who oversee HR strategy and analytics implementation. 

• HR Analysts who work with data and metrics to support HR decision-making. 

• Senior Executives who influence or approve the use of HR analytics in strategic planning. 

The study focuses on medium to large organizations across multiple industries such as information technology 

(IT), manufacturing, healthcare, and retail, as these industries have varying levels of HR analytics adoption and 

can provide a diverse range of insights. 

2. Sampling Methods 

To ensure the data is both comprehensive and representative, a two-phase sampling strategy was employed: 

Purposive Sampling for interviews and Stratified Random Sampling for the survey. 

a) Purposive Sampling (for Interviews) 

Purposive Sampling, also known as judgmental sampling, was used for the interview phase. This technique 

http://www.ijsrem.com/
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was chosen to select participants who possess relevant expertise and experience in HR analytics, ensuring that 

interview responses are meaningful and directly aligned with the study's objectives. 

• Inclusion Criteria for Interviews: 

o Participants with direct experience in HR analytics or HR data management. 

HR professionals involved in the decision-making or implementation of analytics-driven HR processes. 

o Professionals from various industries, ensuring diversity in perspectives. 

• Exclusion Criteria for Interviews: 

o Individuals without hands-on experience or involvement in HR analytics. 

o Organizations in the early stages of adopting HR analytics or without established analytics 

practices. 

Sample Size for Interviews: 10-15 participants were selected for in-depth interviews. The selection aimed 

to represent a mix of organizational levels (HR Managers, Analysts, Executives) and industries. 

b) Stratified Random Sampling (for Survey) 

For the survey, Stratified Random Sampling was used to ensure that the sample is representative of various 

industry types and organizational sizes. Stratified sampling involves dividing the population into distinct 

subgroups (called strata), and then randomly selecting participants from each subgroup. This method ensures 

that the sample reflects the diversity in organizational types, sectors, and sizes. 

• Strata for Stratified Sampling: 

o Industry: The sample was stratified into sectors such as IT, healthcare, manufacturing, and 

retail. This stratification allows for sector-specific analysis of HR analytics implementation. 

o Organization Size: The sample was further stratified by organization size, including small (less 

than 100 employees), medium (100-200 employees), and large (more than 200 employees) organizations. This 

helps to explore whether the scale of the organization influences the use and impact of HR analytics. 

Sample Size for Survey: 50 respondents were targeted for the survey to ensure statistical power and to allow 

for meaningful comparisons across the different strata. The survey was distributed to HR professionals in 

various industries and organization sizes, with a minimum of 10-15 respondents from each stratum. 

2. Inclusion and Exclusion Criteria 

http://www.ijsrem.com/
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• Inclusion Criteria:HR professionals (HR managers, analysts, or executives) with at least 2 years of 

experience in HR roles involving HR analytics. 

• Participants from organizations with established HR analytics systems or ongoing analytics initiatives. 

• Professionals from both large and medium-sized companies across various industries. 

Exclusion Criteria: 

• HR professionals with no direct involvement in analytics processes or decision-making. 

• Individuals from organizations that have not implemented HR analytics or are in the initial stages of 

adopting it. 

4. Sampling Procedure 

• Survey Procedure: 

o Invitations were sent to HR professionals using professional networking platforms like 

LinkedIn, HR industry groups, and email lists of professional associations. 

o The survey was distributed via online platforms (e.g., Google Forms, SurveyMonkey), ensuring 

ease of access and a wide reach. 

o A follow-up reminder was sent one week after the initial invitation to maximize response rates. 

• Interview Procedure: 

o Initial Contact: Potential interviewees were identified through professional networks, 

referrals, and industry events. Invitations for interviews were sent with a brief explanation of the study's 

purpose and ethical considerations. 

o Scheduling: Interviews were conducted via video conferencing (Zoom, Microsoft Teams) or, 

where feasible, in-person, depending on participant availability. 

5. Sample Size Justification 

The sample size was determined based on the need for both breadth and depth of data: 

• Survey: A sample size of 50 respondents ensures that there is enough data to conduct meaningful 

statistical analysis (e.g., regression, correlation) and generalize findings across sectors and organization sizes. 

• Interviews: A smaller, more focused sample of 10-15 participants allows for in-depth exploration of 

the experiences, challenges, and strategies associated with HR analytics, providing qualitative insights that 

complement the survey data. 
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 4.2 Analysis Techniques 

 

The analysis techniques employed in this study were carefully selected to address the research objectives, which 

focused on understanding why, how, and when HR analytics impacts organisational performance. Given the 

mixed-methods approach (both qualitative and quantitative), the following analytical techniques were used: 

1. Descriptive Statistical Analysis (Quantitative) 

Descriptive statistics were used to summarise and analyse the quantitative data collected through surveys. This 

included measures such as: 

• Frequencies and Percentages – Used to present demographic data (e.g., industry type, company size, 

respondents’ roles). 

• Means and Standard Deviations – To evaluate the overall perceptions of HR analytics usage and its 

perceived impact across respondents. 

• Cross-tabulations – Employed to identify potential relationships between variables such as HR 

analytics maturity level and organisational performance indicators (e.g., employee productivity, turnover rate). 

Tools Used: 

Microsoft Excel and/or SPSS. 

2. Correlation and Regression Analysis (Quantitative) 

To investigate the relationship between the implementation of HR analytics and organisational performance 

metrics, Pearson correlation analysis was applied. This helped assess the strength and direction of association 

between key variables such as: 

• Usage of HR analytics tools 

• Employee turnover rates 

• Performance improvement metrics 

Where appropriate, linear regression analysis was used to examine the predictive power of HR analytics 

maturity on performance outcomes. This helped establish whether increased adoption of analytics could explain 

variations in organisational performance. 

Purpose: 

To support or refute the hypothesis that HR analytics implementation positively impacts key business metrics. 

http://www.ijsrem.com/
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3. Thematic Analysis (Qualitative) 

Semi-structured interviews were conducted with HR professionals and business leaders to gather in-depth 

insights into the challenges, practices, and strategic role of HR analytics. 

Thematic analysis was used to identify recurring patterns and themes within the qualitative data. The process 

involved: 

• Familiarisation with the data through transcription and multiple readings 

• Initial coding of meaningful statements 

• Grouping of codes into broader themes (e.g., barriers to implementation, strategic alignment, technology 

use) 

• Interpretation of themes in the context of the research questions 

Themes Identified Included: 

• Resistance to data-driven culture 

• Misalignment between HR and business strategy 

• The role of leadership in analytics adoption 

• Need for analytics upskilling in HR departments 

Tools Used: 

Manual coding or use of NVivo/Atlas.ti (depending on access and preference) 

4. Comparative Case Study Analysis (Optional/If Applicable) 

If the study included case comparisons between organisations at different HR analytics maturity levels (e.g., 

beginner vs. advanced users), a comparative analysis technique was used. This allowed for the identification of: 

• Best practices 

• Common challenges 

• Contextual factors influencing success 

This method highlighted the “when” dimension of HR analytics’ impact, showing how timing and maturity 

affect outcomes. 

5. Conceptual Framework Validation 

The proposed conceptual framework connecting the variables (HR analytics practices, implementation factors, 

and performance outcomes) was validated through both the survey results and interview feedback. 
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The framework helped visually and logically represent: 

• Why HR analytics is essential 

• How it is applied within organisations 

• When it begins to show measurable impact 

Feedback from experts was used to assess the framework's relevance and clarity. 

4.3 Limitation 

While this study aims to provide comprehensive insights into the role of HR analytics in enhancing 

organisational performance, it is important to acknowledge several limitations that may affect the 

generalisability, applicability, and depth of the findings. 

1. Limited Access to Organizational Data 

One of the most significant limitations encountered during the research process was restricted access to real-

world HR analytics data. Many organisations consider employee-related data to be highly sensitive, and thus, 

are reluctant to share it for academic research due to privacy, confidentiality, and compliance concerns. As a 

result, the study primarily relied on secondary data, publicly available reports, and a limited number of 

interviews or surveys. This constraint may have affected the depth and richness of the empirical analysis, 

particularly with respect to drawing detailed correlations between specific HR metrics and organisational 

performance indicators. 

2. Generalisation of Findings 

The organisations selected for case studies or interviews may not represent the broader spectrum of industries 

or organisational contexts. Factors such as company size, geographic location, industry sector, and level of HR 

analytics maturity vary widely and can influence the impact of HR analytics. Therefore, the insights derived 

from a limited sample may not be universally applicable. Although efforts were made to include diverse 

organisational profiles, the findings should be interpreted with caution when applied to different sectors or 

business environments. 

3. Rapidly Evolving Nature of HR Analytics 

HR analytics is a relatively new and fast-evolving field, influenced by ongoing technological advancements, 

data science methodologies, and organizational change strategies. As a result, some of the theories, tools, or 

frameworks discussed in the study may become outdated or less relevant over time. This dynamic nature poses 
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a challenge for academic research, which often lags behind industry developments. Future technological 

innovations may introduce new variables that were not considered in the scope of this study. 

4. Challenges in Measuring Performance Impact 

Determining the direct impact of HR analytics on organisational performance is inherently complex. 

Performance outcomes are influenced by a multitude of factors such as leadership quality, market conditions, 

competitive dynamics, and internal culture. Isolating the specific contribution of HR analytics is difficult, and 

often, only correlational relationships can be established rather than causal inferences. Additionally, there is no 

universal agreement on which performance metrics best reflect the success of HR analytics initiatives. 

5. Causal Inference and Time Lags 

While the study investigates why, how, and when HR analytics influences organisational performance, 

establishing clear causal relationships is challenging. The effects of HR analytics initiatives often materialize 

over time, and organisations may witness delayed impacts that are difficult to capture within the limited 

timeframe of a thesis study. Furthermore, confounding variables and overlapping organisational changes may 

obscure the specific effects of HR analytics interventions. 

6. Implementation and Capability Gaps 

Another limitation stems from the disparity between theoretical potential and practical implementation. While 

the benefits of HR analytics are well-documented, many organisations struggle to adopt it effectively due to 

lack of data infrastructure, skilled analytics professionals, or strategic alignment between HR and business 

goals. This study may not have fully captured these real-world implementation challenges, especially in 

organisations that are still in the early stages of HR analytics adoption. 

7. Subjectivity in Qualitative Data 

The study incorporates qualitative insights gathered through interviews or surveys, which are inherently 

subjective. Responses may be influenced by individual biases, personal experiences, or organisational culture, 

which can affect the reliability of the data. Although thematic analysis was used to identify recurring patterns, 

the interpretations remain influenced by the researcher's analytical lens and the perspectives of a limited 

respondent pool. 
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Chapter 5: Conclusions and Recommendations 

 
5.1 Conclusion 

This study set out to explore the pivotal role of Human Resource (HR) analytics in driving organisational 

performance by addressing three core questions: Why HR analytics matters, How it is implemented, and When 

it can create tangible business impact. In an era defined by data-driven decision-making, the strategic integration 

of HR analytics has emerged as a powerful tool for enhancing workforce productivity, aligning talent with 

business objectives, and generating measurable value. 

The research findings reveal that HR analytics can positively influence organisational performance by 

enabling evidence-based HR decisions, improving talent management processes, forecasting workforce trends, 

and identifying areas of inefficiency. By translating workforce data into actionable insights, organisations can 

improve employee engagement, reduce attrition, and optimise resource allocation—factors that ultimately 

contribute to competitive advantage. 

However, the study also highlights significant barriers that organisations face in leveraging HR analytics 

effectively. These include a lack of data literacy among HR professionals, limited technological infrastructure, 

insufficient top-management support, and resistance to change. Moreover, while the theoretical benefits of HR 

analytics are widely accepted, its practical implementation often suffers from misalignment with strategic 

objectives or lack of clarity in performance measurement. 

Additionally, the research underscores the importance of timing and context when applying HR analytics. 

Organisations that integrate analytics proactively during periods of growth, transformation, or workforce 

restructuring tend to gain more measurable benefits. Conversely, reactive or ad-hoc approaches to analytics tend 

to yield minimal impact. 

Ultimately, the study confirms that HR analytics is not a one-size-fits-all solution, but rather a strategic 

capability that requires cultural change, long-term investment, and cross-functional collaboration to deliver 

sustained performance outcomes. 

5.2 Recommendation 

Based on the findings and limitations of the study, the following recommendations are proposed for both 

academic researchers and industry practitioners: 
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1. Strengthen HR Data Infrastructure and Technology 

Organisations should invest in robust HR Information Systems (HRIS), data warehousing solutions, and 

analytics platforms that can collect, store, and analyse workforce data in real time. Cloud-based and AI-driven 

tools can further enhance predictive and prescriptive capabilities. 

2. Upskill HR Professionals in Analytics Competencies 

To bridge the skills gap, HR professionals need targeted training in data literacy, statistical analysis, and 

storytelling with data. Cross-functional learning between HR and data science teams can promote a culture of 

evidence-based HR practices. 

3. Align HR Analytics with Strategic Business Goals 

HR analytics initiatives should be directly linked to key business outcomes such as revenue growth, customer 

satisfaction, innovation, and risk reduction. Strategic alignment ensures that analytics is not just a reporting tool, 

but a driver of transformation. 

4. Promote a Data-Driven Organizational Culture 

Top leadership must champion analytics adoption by promoting transparency, data sharing, and accountability. 

Change management programs should be introduced to address resistance and encourage all levels of the 

organisation to embrace analytics. 

5. Adopt a Phased and Context-Aware Implementation Approach 

Instead of launching large-scale analytics projects immediately, organisations should adopt a phased 

approach—starting with pilot projects in specific HR areas such as recruitment, attrition, or performance 

management. These small wins can help build momentum and demonstrate value. 

6. Encourage Cross-Disciplinary Collaboration 

HR analytics is most effective when HR teams collaborate with departments such as IT, finance, and 

operations. This ensures that the data is integrated, the insights are aligned with wider business needs, and the 

analytics processes are technically sound. 

7. Conduct Longitudinal and Industry-Specific StudiesFor academic and applied research, there is a need for 

more longitudinal studies that track the impact of HR analytics over time. Additionally, industry-specific 

research can uncover unique patterns and strategies relevant to different sectors. 
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8. Define Clear Metrics and ROI Indicators 

To justify investments in HR analytics, organisations must establish clear KPIs and ROI indicators. These 

could include cost-per-hire, turnover rate reduction, productivity improvements, or enhanced employee 

engagement metrics. 
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                                                   Appendices 

Appendix A: Interview Guide 

Title: Semi-Structured Interview Questions for HR Professionals and Business Leaders 

Objective: To understand the implementation, challenges, and impact of HR analytics in organisations. 

Sample Questions: 

1. How is HR analytics currently being used in your organisation? 

2. What types of HR data do you collect and analyse most frequently? 

3. What tools or software platforms do you use for HR analytics? 

4. How do you ensure data accuracy and privacy? 

5. Can you describe a specific instance where HR analytics influenced a major business decision? 

6. What challenges have you faced in adopting HR analytics? 

7. How do you measure the success of HR analytics initiatives? 

8. In your view, what is the future potential of HR analytics in improving organisational performance? 

Appendix B: Survey Questionnaire 

Title: Survey on the Impact of HR Analytics on Organisational Performance 

Target Audience: HR managers, analysts, business leaders. 

Sample Items: 

Demographic Information: 

• Industry: 

• Size of Organisation: 

• Years of Experience in HR: 

Likert Scale Questions (1 = Strongly Disagree, 5 = Strongly Agree): 

1. My organisation has a dedicated HR analytics function. 

2. HR analytics is aligned with overall business strategy. 

3. We use predictive analytics for workforce planning. 

4. Data insights from HR are frequently used in decision-making. 

5. HR analytics has led to measurable improvements in employee performance. 

6. Leadership supports investment in HR analytics tools and training. 

7. Data privacy and security are well-managed in our HR systems. 
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Appendix C: Data Analysis Samples 

(Include visuals or excerpts from your data analysis if applicable, such as:) 

• SPSS output or Excel dashboards 

• Thematic coding of interview responses 

• Charts showing relationships between HR analytics maturity and business KPIs 

• Word cloud from qualitative responses 

Appendix D: Ethics Approval / Consent Forms 

(Include signed consent forms, or a template if your research involved human participants.) 

Appendix E: Glossary of Terms 

HR Analytics: The application of statistical and data mining techniques to human resources data to improve 

decision-making. 

KPIs: Key Performance Indicators—metrics used to evaluate success. 

Predictive Analytics: Analytics that forecast future outcomes based on historical data. 
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