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Abstract 

 

This research paper examines how companies use HR analytics to improve employee performance. It takes a look at 

Google Inc. to see how they do things. The people who wrote this paper used an approach to gather information from 

journals, reports, and things that companies publish. They found out that Google's people analytics projects, like Project 

Oxygen, have made performance reviews less biased and more fair. This has made things better for everyone, and 

employees are happier. When you compare Google to Microsoft, Accenture, and Unilever, you can see that they are all 

at different stages when it comes to using HR analytics. The paper ends with some ideas for 2026 and after, saying that 

companies should use analytics and AI to make things better and they need to be careful with the data they use. 

 

1. Introduction 

In todays world employees are the key to success. The old ways of managing employee performance just do not work 

anymore. We have a lot of information about employees from human resource information systems, workforce 

management software and digital employee touchpoints. This information has led to something called HR analytics, 

which's the collection, analysis and interpretation of workforce data to make important decisions about the company. 

Many organizations are spending money on HR analytics tools.. There is a big difference between having information 

and actually making things better. A lot of organizations say that their analytics initiatives create charts and graphs. They 

do not really help to improve team performance. This study looks at this problem by taking a look at Google Inc, a 

company that is very good, at people analytics and also looks at what other leading companies are doing. 

 

2. Global Context 

 

The use of HR analytics has become really popular over the world. This is because companies are changing and they 

need to make decisions based on facts. HR analytics is a part of this. 

According to a survey that Deloitte did in 2024 most organizations think that people analytics is very important. In fact 

71 percent of organizations consider HR analytics a priority. 22 Percent of organizations are ready to use the information 

they have about their workforce. 

Some places are using HR analytics more, than others. For example North America and Western Europe are using HR 

analytics a lot.. The Asia-Pacific region is also starting to use HR analytics especially in India and China. HR analytics 

is growing fast in these countries. 

Some key global trends, in HR include: 

* Using data to predict when employees might leave their jobs 

* Using real-time performance dashboards and regular reviews to keep track of employee progress 

* Using Artificial Intelligence to give feedback and enable coaching for employees 

* Creating frameworks to address privacy concerns related to employee data 

The COVID-19 pandemic made HR analytics more important as organizations had to keep an eye on employee 

productivity and well-being. Today HR analytics is not a nice-to-have but a must-have for organizations to make 

strategic decisions. HR analytics helps organizations make decisions. 
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3. Objectives of the Study 

The main objectives of this study are: 

Identify HR analytics techniques that help improve employee performance. 

* Some techniques include: 

We want to understand how our employees behave at work. 

To do this we use data analysis to look at employee behavior. 

We also use modeling to figure out what our employees will need in the future. 

Then we do benchmarking to see how we are doing compared to others. 

We look at how things, like training programs and other things the human resources department does that are backed by 

data affect how well our employees do their jobs. 

We check things like: 

* Productivity numbers 

* Employee engagement levels 

*  Retention rates 

Some barriers are: 

* Lack of data 

* Not enough skilled HR staff 

*  Fear of technologies 

Analyze HR analytics practices at Google versus leading organizations 

Propose recommendations for HR analytics implementation in 2026 and beyond 

 

4. Scope of the Study 

This study focuses on organizations that have implemented HR analytics systems for least 12 months. The primary case 

study is Google Inc with references to Microsoft, Accenture and Unilever. Employee performance is defined through 

three dimensions: 

● Task productivity 

● Engagement 

● Retention stability 

The study does not cover enterprises or organizations without HR infrastructure. Geographically the focus is on 

organizations in developed and rapidly developing economies where HR analytics adoption's most advanced. 

5. Review of Literature 

  Our maturity levels are: 

● Level 1: Descriptive. What happened 

● Level 2: Diagnostic. Why did it happen 

● Level 3: Predictive. What will happen 

● Level 4: Prescriptive. What should we do 

Shrivastava and Nagdev highlight that the implementation of analytics in resources can make people-related decisions 
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objective, transparent and data-driven. 

5.1 Theoretical Foundations 

The idea behind using HR analytics in performance management comes from tested ideas. Becker, Huselid, and Ulrich's 

framework on high-performance work systems says that some HR practices affect performance.The HRM-Performance 

Link model by Guest looks at how HR practices relate to results and HR practices.The HR analytics in performance 

management use these models.HR practices have an effect on performance and HR analytics helps to understand this 

effect.The models by Becker, Huselid and Ulrich and Guest are important, for HR analytics. 

 

5.2 HR Analytics and Employee Performance 

Sharma and Sharma think that using HR analytics when evaluating how well employees do their jobs can help reduce 

bias. This means employees will think the evaluation process is more accurate and fair. Some studies have found that 

this is actually true. Sharma and Sharmas idea is that HR analytics can make a difference, in how employees feel about 

their performance appraisals. 

 

5.3 Google's Project Oxygen is really something. 

 People have talked about it a lot. The whole thing began with a question: "Do managers really make a difference at 

Google?" Googles Project Oxygen is a project and it got people thinking. Googles Project Oxygen is very important, to 

Google. 

 

Google did some research. Here is what they did: 

* They looked at over 10,000 performance reviews 

* They checked out feedback surveys. What managers said about their teams 

* They tried to figure out how what managers did affected how their teams performed 

What Google found out: Google found that good managers do things like help their teams and make sure everyone works 

together. 

What happened because of this: Google made training for managers managers got better at leading people were happier, 

at work and Google kept making their plan better. 

 

5.4 Barriers to HR Analytics 

Despite the demonstrated benefits organizations face barriers including: 

* Data quality issues 

* Skill gaps among HR professionals 

* Privacy concerns 

* Resistance 

* Integration challenges 

 

5.5 Research Gap 

While existing literature establishes the potential of HR analytics for performance management significant gaps remain, 

including: 

Empirical research on the link between analytics techniques and performance 

http://www.ijsrem.com/
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does not give a picture. 

Most studies compare a few cases within organizations. 

There are hardly any studies that track how analytics are implemented over a period. 

   Most research does not focus on guidelines for using employee data. 

This study tries to fill these gaps by giving an analysis of Google 

and getting insights, from top organizations. 

 

6. Conceptual Framework 

The conceptual framework guides this research, based on the synthesis of existing literature. The framework includes: 

Independent variables: HR analytics techniques 

Mediating variables: perceived accuracy and fairness of performance appraisal employee satisfaction with performance 

management 

Dependent variable: employee performance enhancement 

The framework shows us how different things are connected and how HR analytics affects how well employees do their 

jobs. The main goal is to make employee performance better. We need to figure out how HR analytics can help us do 

that. We want to know things like if employees think their reviews are fair if they are happy, with how their performance's 

reviewed and if they really want to get better at their jobs. These are all parts of HR analytics. HR analytics helps us 

understand these things and make decisions. We are talking about HR analytics. How it can make employee performance 

better. 

 

6.1 Research Ideas 

Based on our framework, we have some ideas: 

* When employees think their reviews are fair they are happier with the review process 

* Happy employees are more likely to want to improve their performance 

 

7. Research Method 

7.1 How We Did the Research 

We used a case study approach to explore how companies use data and statistics in employee reviews. This approach is 

useful for understanding how things work in companies. We chose Google as our case study because it is a leader in 

using data and statistics in resources. 

 

7.2 Why We Chose Google We chose Google for reasons: 

* Google is known for using data and statistics in resources 

* There is a lot of information about Googles human resources practice 

* Google has seen results from using data and statistics in resources 

 

7.3 How We Collected Data 

We used data from sources to ensure that our findings are accurate: 
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* Academic journals such as ScienceDirect, Emerald and Sage are sources. 

* Industry reports from companies, like Deloitte, Accenture and Gartner provide insights. 

* Official Google publications like blogs and executive interviews 

* Professional articles from websites like Deel, ETHRWorld and AESC 

 

7.4 How We Analyzed the Data 

We used a method called analysis to identify patterns in the data. We looked for themes like using data to make decisions 

based on statistics in employee reviews and predicting which employees might leave. 

 

 

7.5 Making Sure Our Research is Good 

We used strategies to ensure that our research is good: 

* We used data from sources to ensure that our findings are accurate 

* We described the company context in detail to help others understand our finding 

* We documented our research procedures clearl 

* We cited our source 

* We explained how we interpreted the data 

 

7.6 Ethical Considerations 

Google Inc is a company that knows how to use HR analytics to make its employees better at their jobs. They have 

shown that HR analytics can be used to improve employee performance. Google Inc uses HR analytics to figure out 

where employees need to get better and then gives them training and development programs to help them. Google Inc 

also uses HR analytics to see if their training programs are working and makes changes if they need to. 

The thing about HR analytics is that it is not just Google Inc that uses it. A lot of companies like Microsoft, Accenture 

and Unilever are also using HR analytics to improve employee performance. 

In the future HR analytics is going to be really important for companies. They will use HR analytics to improve employee 

performance. HR analytics will help companies figure out where employees need to get better and provide them with 

training and development programs. 

HR analytics will also help companies see if their training programs are working and make changes if they need to. So 

HR analytics is a tool that can be used to improve employee 

performance. Google Inc is a company thats really good at using HR analytics. They have shown that HR analytics can 

be used to improve employee performance. 

Other companies, like Microsoft, Accenture and Unilever are also using HR analytics to improve employee performance. 

HR analytics can help companies make decisions about employee performance give them training and development 

programs and see if their training programs are working. 
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8. Comparing Google to Companies 

8.1 Comparison Table 

 

Dimension Google Microsoft Accenture Unilever 

Primary Analytics 

Focus 

Manager 

effectiveness 

Employee 

engagement & 

productivity 

Retention & 

upskilling 

Retention ROI 

Key Initiative Project Oxygen AI HR chatbot & 

OKRs 

Predictive retention 

modeling 

Retention value 

demonstration 

Analytics Maturity Prescriptive Predictive Predictive Diagnostic/Predictive 

Performance 

Metrics 

8+ managerial 

behaviors 

OKRs, real-time 

feedback 

Business 

performance 

alignment 

Replacement cost savings 

Technology Used Internal people 

analytics 

platform 

AI, machine 

learning 

Proprietary models Statistical modeling 

Outcome 75% 

improvement in 

manager quality 

Reduced response 

time, 

increased 

efficiency 

Millions saved in 

retention 

Clear ROI demonstrated 

 

8.2 What Makes Google different 

Google does a lot of research to figure out what makes people work together. They had a study called Project Oxygen 

that went on for a long time. They compared groups and kept track of what happened over time. Google tells everyone 

what they found out which is really helpful for people who work in resources. Google takes the information they get 

from their research. Uses it to teach managers how to do their jobs better. Google also makes sure to keep information 

about employees private, by following special rules. 

8.3 Challenges All Companies Face 

All four companies have some things in common. They all face challenges. One big problem is that it is really hard to 

put human resources information with business information. The companies are all trying to figure out how to combine 

human resources data with business data. It is not easy. Managers often resist using data in performance conversations. 

Figuring out how to use employee data appropriately is an issue. Finding HR professionals with analytical skills is 

difficult. 

9. Detailed Findings 

 

9.1 Finding 1: Data and Statistics Reduce Personal Opinions in Employee Reviews 

 

The Google case study found that using data and statistics helps reduce opinions in employee reviews. By analyzing 

data Google identified behaviors that managers can improve. This helped eliminate areas that can be biased. 

9.2 Finding 2: Data-Driven Interventions Boost Performance 

 

Project Oxygen achieved results: 

 

● Managers who completed the training showed a 75% improvement in quality. 

http://www.ijsrem.com/
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● Employee satisfaction scores, for these managers went up significantly. 

● Team performance was linked to how managers behaved according to the metrics. 

 

9.3 Finding 3: The Next Step is Predictive Analytics 

Google has done a job with analytics in many areas. Most companies are still not as good at it as Google is. Microsoft 

has a computer program that gives employees real-time recommendations. 

9.4 Finding 4: Company Culture is Important for Analytics 

Just having the technical skills is not enough to be good, at analytics. Google has a culture that is based on data and this 

has helped their human resources analytics. Companies that make decisions based on intuition have a time adopting 

analytics. 

9.5 Finding 5: Privacy and Trust 

Google is really open about what they do with the information they get from their employees. This helps build trust. 

They can get more information from people. 

Companies that do not take care of privacy concerns have problems, with people participating and the quality of the 

information they get from Google and other companies is not good 

10. Strategic Suggestions for 2026 and Beyond:  

Strategic Priority 1: Move from Looking to Predicting 

Google now has tools that show how well employees are doing. In the future Google will have tools that can predict 

which employees will do a job. 

Google has something called Strategic Priority 2.  

This is about using Artificial Intelligence for Personalized Interventions. By the year 2026 Google will use Artificial 

Intelligence to give employees ideas on how they can improve. Artificial Intelligence will also help managers coach 

employees at Google. 

Google has another thing called Strategic Priority 3.  

This is about making sure Ethical Data Governance is in place. Google needs to make sure that employees are okay with 

how their personal data's being used. Google needs to have some rules in place for collecting and using employee data. 

Then there is Priority 4. This is about Building Analytical Capabilities, at Google. 

The HR team at Google will need to understand data. There will be experts in data working with the HR team. 

Strategic Priority 5: Connect Human Resources Analytics to Business Outcomes 

The data Google collects on its employees should be linked to how the company does. 

This will help Google understand how its employees impact the business. 

Strategic Priority 6: Enable Feedback 

Google should let its employees give feedback. 

This feedback can help the company improve. 

 

Google should do surveys often. Use AI to analyze the results. Managers should give feedback to employees regularly. 
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11. Conclusion 

This study looked at how Google uses data to improve employee performance. The results show that Googles use of HR 

analytics has reduced bias, in employee reviews. 

The framework we proposed suggests that HR analytics operates through perceived fairness and satisfaction to influence 

employee performance. The Google case study supports this framework. The comparison with companies shows that 

Google is ahead when it comes to analytics.. All organizations have the same problems. For 2026 and the years after the 

main ideas are to focus on analytics add intelligence make sure everything is fair and ethical build strong analytical skills 

link analytics to what the business actually does and make sure people can always give feedback on analytics. Google 

and other companies, like Google need to do these things to get better at analytics. 
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