
           
          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/IJSREM49806                                           |        Page 1 
 

Optimizing Business Performance through Human Resource Analytics 
 

 

 

Submitted by:- Rakhi Bhati 

23GSOB2010385 

 

Under the Guidance of:- Dr. Fatima Qasim Hasan 

 

SCHOOL OF BUSINESS 

Program: MBA Dual Specialization Galgotias University, Greater Noida (Uttar Pradesh) 

 

Executive Summary 

 

This research explores the transformative potential of Human Resource (HR) analytics in driving organizational success. 

HR analytics has emerged as a critical tool that shifts decision-making from intuition-based practices to data-driven 

strategies. Through a comprehensive analysis, the study highlights the adoption of a three-stage maturity model—

descriptive, predictive, and prescriptive analytics—demonstrating how organizations evolve in their use of HR data. 

Key components of the research include a detailed literature review showcasing insights from global thought leaders, an 

exploration of methodological approaches, and real-world applications across various industries such as IT, retail, 

healthcare, and manufacturing. Primary data was collected through surveys involving 50 corporate professionals, 

providing quantitative insights into the adoption and effectiveness of HR analytics. 

The results indicate that while a significant number of organizations recognize the importance of HR analytics, maturity 

levels vary, with many still operating at the descriptive stage. Tools like Microsoft Excel, Power BI, and SAP 

SuccessFactors are widely used. Key HR functions that benefit most include workforce retention, employee 

engagement, recruitment, and leadership development. 

This study concludes that the successful implementation of HR analytics depends on data quality, technological 

infrastructure, and analytical competencies. When effectively leveraged, HR analytics enhances strategic alignment, 

improves HR processes, and significantly contributes to overall business performance. 

 

TOPIC 1 : Abstract 

 

 

Human Resources (HR) Analytics has revolutionized the way organizations manage their workforce by enabling data-

driven decision-making and strategic planning. This study delves into the role of HR analytics in enhancing business 

performance, shifting HR practices from traditional intuition-based approaches to systematic and evidence-based 

methods. The research adopts a linear three-stage maturity model to illustrate the evolution of HR analytics, highlighting 

the transition from basic reporting to advanced predictive and prescriptive capabilities. Key factors for the successful 

implementation of HR analytics are discussed, including the importance of data quality, technological infrastructure, 

and analytical skills. The study also emphasizes the integration of HR analytics in critical HR functions such as 

recruitment, performance evaluation, compensation, employee development, and reward systems, showcasing its 

potential to drive organizational growth. Through practical examples across various industries, this research 

demonstrates how leveraging HR analytics can create value, foster strategic alignment, and enhance overall business 

outcomes. 

http://www.ijsrem.com/
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TOPIC 2 : Introduction 

 

In the rapidly evolving landscape of modern business, the ability to make informed, data- driven decisions has become a 

cornerstone of organizational success. Human Resources (HR) Analytics, as a transformative tool, bridges the gap 

between traditional HR practices and the growing demand for evidence-based decision-making. Unlike conventional 

methods that often rely on intuition or hierarchical directives, HR analytics leverages data analysis, predictive modeling, 

and experimental research to provide actionable insights. 

At its core, HR analytics highlights the intrinsic value of human capital by demonstrating how people contribute to the 

creation of organizational value. It equips organizations with the ability to capture, measure, and optimize this value to 

achieve strategic objectives. As businesses increasingly adopt technology and analytics to enhance operations, HR 

analytics emerges as a critical enabler of competitive advantage, particularly in the realm of workforce management. 

This research delves into the evolution of HR analytics, tracing its journey through a three- stage maturity model that 

illustrates the progression from traditional to contemporary practices. It explores the foundational requirements for 

deploying HR analytics successfully, emphasizing the alignment of analytics initiatives with organizational goals. 

Furthermore, the study examines how HR analytics can be integrated into core HRM activities—such as talent 

acquisition, performance appraisal, compensation management, employee development, and reward systems—to 

maximize their collective impact on business performance. 

To bring these concepts to life, the research incorporates industry-specific case studies and examples, showcasing how 

organizations across diverse sectors are leveraging HR analytics to drive innovation, improve efficiency, and foster 

sustainable growth. By providing a comprehensive understanding of HR analytics and its potential, this study aims to 

serve as a guide for organizations seeking to harness the power of data-driven human resource management. 

 

TOPIC 3 : Literature Review 

 

Human Resources Analytics: Leveraging Human Resources Analytics for Enhancing Business Performance 

This literature review explores the growing importance of Human Resources (HR) analytics in optimizing HR practices 

and driving business performance. By leveraging data-driven insights, organizations can move beyond intuition-based 

decision-making and implement data-backed strategies to ensure HR functions effectively contribute to organizational 

goals. 

http://www.ijsrem.com/
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1. Predictive HR Analytics: Mastering the HR Metric (2016) 

Edwards, M. R., and Edwards, K. explore the significance of predictive HR analytics in enhancing HR 

effectiveness. In their book, Predictive HR Analytics: Mastering the HR 

Metric, they use literature reviews and case studies to demonstrate how predictive analytics supports decision-making 

by identifying workforce needs and optimizing HR strategies. 

 

2. HR and Analytics: Why HR Is Set to Fail the Big Data Challenge (2016) 

Angrave, D., Charlwood, A., Kirkpatrick, Lawrence, M., and Stuart, M. in their article published in Wiley Online 

Library analyze the limitations HR departments face in adopting big data analytics. They highlight critical barriers such 

as a lack of technical knowledge and infrastructure, which hinder HR's ability to leverage big data for improved 

performance. 

 

3. Competing on Analytics: The New Science of Winning (2007) 

Davenport, T. H., and Harris, J. G., in their book Competing on Analytics: The New Science of Winning, emphasize 

how organizations gain a competitive edge through data analytics. The authors use examples to show how data-driven 

decisions help companies outperform their competitors. 

 

4. People Analytics: Gaining Speed (2017) 

Published by Deloitte Insights, People Analytics: Gaining Speed explores the rising importance of people analytics in 

organizations. This report relies on interviews and market research to showcase how analytics enhances recruitment, 

retention, and employee satisfaction by offering insights into workforce dynamics. 

 

5. Investing in People: Financial Impact of Human Resource Initiatives (2011) 

Cascio, W. F., and Boudreau, J. W. in their book Investing in People: Financial Impact of Human Resource Initiatives 

utilize quantitative methods and empirical research to evaluate the financial contributions of HR practices. They 

demonstrate that effective HR initiatives lead to better productivity and profitability. 

 

6. The Social Enterprise at Work: Paradox as a Path Forward (2020) 

The Deloitte Human Capital Trends Report 2020 examines emerging workplace trends through qualitative surveys of 

executives. This report identifies the challenges posed by evolving social and technological dynamics and suggests 

adaptive strategies for HR to remain competitive. 

 

7. Big Data in Human Resources: Talent Analytics Comes of Age (2013) 

In his Forbes article, Big Data in Human Resources: Talent Analytics Comes of Age, Bersin, J. discusses the role of big 

data in HR analytics. By reviewing case studies and HR practices, he highlights how organizations use data analytics for 

better workforce planning, talent management, and growth. 

 

8. Unlocking Success in Digital Transformations: Insights from HR Analytics (2021) Published in McKinsey 

Quarterly, this report delves into how HR analytics drives digital transformations. By analyzing case studies and 

conducting interviews with industry leaders, the study underscores the importance of embedding analytics into HR 

functions for long- term success. 

http://www.ijsrem.com/
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9. HR Analytics: A Game Changer in HR Management (2020) 

Van Vulpen, E. in his study HR Analytics: A Game Changer in HR Management emphasizes how HR analytics is 

transforming workforce decision-making. Through real- world examples, he illustrates the positive impact of analytics 

on aligning HR strategies with business goals. 

 

10. The New HR Analytics: Predicting the Economic Value of Your Company's Human Capital Investments 

(2010) 

Fitz-Enz, J. in his book The New HR Analytics: Predicting the Economic Value of Your Company's Human Capital 

Investments presents methods to measure the financial value of HR investments. Using case studies and qualitative 

research, he explores how predictive analytics helps quantify the ROI of human capital. 

 

11. Using HR Metrics and Workforce Analytics (2016) 

Published by the SHRM Foundation, Using HR Metrics and Workforce Analytics provides guidelines for leveraging HR 

metrics effectively. The report relies on surveys and qualitative research to show how data-driven HR practices improve 

workforce management and strategic alignment. 

 

12. The Impact of Human Resource Management Practices on Turnover, Productivity, and Performance 

(2016) 

Through a literature review and real-world examples, this study by the SHRM Foundation highlights how strategic HR 

practices reduce employee turnover and enhance productivity. It emphasizes the critical role of HR analytics in 

optimizing workforce performance. 

 

TOPIC 4 : Methodology 

 

1. Type of Research: This research adopts a descriptive and exploratory research design. The study aims to explore 

the role of HR analytics in enhancing business performance and the evolution of HR practices. It also seeks to describe 

the impact of HR analytics on various HR functions and organizational outcomes. This approach will help in 

understanding how HR analytics has transformed traditional HR practices and the key factors that contribute to its 

successful implementation. 

2. Type of Data: The research will primarily use qualitative data to explore the conceptual and theoretical aspects of 

HR analytics. This will include insights from literature, case studies, and industry reports. In addition, quantitative data 

may be used where available, especially in the form of statistical evidence regarding the effectiveness and ROI of HR 

analytics across different organizations and industries. 

3. Sources of Data: 

 

● Primary Sources: Collected the data from Google Survey (Questionnaire). 

● Secondary Sources: The research will rely heavily on secondary data, including books, industry publications, 

and reports from consulting firms such as Deloitte, McKinsey, and Bersin by Deloitte. Additionally, government 

publications and HR analytics surveys will be used to provide statistical data and trends. 

4. Data Collection: 

● Surveys: Online surveys distributed to HR managers or employees to gather quantitative data on the 

effectiveness and impact of HR analytics in various organizations. 

http://www.ijsrem.com/
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5. Sampling: 

 

● Sampling Size: a sample size of 50 corporate employees, analytics experts, employees and business leaders 

will be targeted. Case studies will include 11 organizations across different industries that have implemented HR 

analytics. Surveys will target a broader audience, with a sample size of 50 respondents. 

6. Sampling Units: 

 

● Sampling for Surveys: HR professionals, managers, and employees working in organizations that utilize HR 

analytics, particularly those in mid to large-sized companies. 

7. Industry-Specific Use Cases 

 

1. Retail: HR analytics used to optimize workforce planning and improve employee retention rates. 

2. IT/Technology: Predictive models deployed for talent acquisition and turnover predictions. 

3. Healthcare: Descriptive analytics for compliance reporting and resource allocation. 

4. Manufacturing: Data-driven performance appraisals and workforce safety analysis. 

 

8. List of Tools and Technologies 

 

1. Power BI: Used for data visualization and reporting. 

2. Tableau: Widely adopted for advanced analytics and dashboards. 

3. SAP SuccessFactors: Integrated HR software for workforce planning. 

4. Microsoft Excel: Utilized by smaller organizations for basic analytics. 

 

TOPIC 5 : Result 

 

 

Response Link- HR Analytics Responses(Excel Link) 

Question 1. What is your job title? 

 

HR Manager HR Analyst 

Talent Acquisition Specialist Employee 

http://www.ijsrem.com/
https://docs.google.com/spreadsheets/u/0/d/11V3UQPnKmX0QWfMzeAp7n_XxAcroETYxWUaE5T_YNDA/edit
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Other: 

 

Interpretation: The provided data shows the distribution of job titles within an organization. HR Manager and HR 

Analyst are the most common roles, with 12 employees each. Employee is the next most common, with 7 employees. 

Talent Acquisition Specialist and a category labeled "Other" each have 7 and 12 employees, respectively. This 

information is visually represented in a bar chart, which clearly illustrates the differences in the number of employees 

across the various job titles. 

 

Question 2. How many years of experience do you have in HR? 

 

Less than 2 years 

2-5 years 

 

5-10 years 

 

More than 10 years 

 

 

Interpretation: The data presented in the image shows the distribution of HR experience among a group of individuals. 

The table and bar chart reveal that the majority of respondents have between 2-5 years of HR experience (19 

individuals), followed by those with 5-10 years of experience (11 individuals). A smaller number have more than 10 

years (11 individuals) or less than 2 years (9 individuals) of experience. This suggests that the group is composed 

primarily of mid-career HR professionals with a moderate level of experience. 

 

Question 3. What industry does your organization belong to? 

 

IT/Technology Manufacturing Retail Healthcare Other: 

http://www.ijsrem.com/
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Interpretation: The data presented in the image shows the distribution of organizations across different industries. The 

table and bar chart reveal that IT/Technology is the most common industry represented, with 15 organizations. 

Manufacturing and Retail follow with 

12 and 8 organizations, respectively. Healthcare and Other industries have 7 and 8 organizations each. This indicates a 

diverse range of industries represented within the data, with a notable concentration in the IT/Technology sector. 

Question 4. What is the size of your organization? 

 

Small (1–50 employees) 

 

Medium (51–500 employees) 

 

Large (501+ employees) 

 

http://www.ijsrem.com/
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Interpretation: The data presented in the image shows the distribution of organizations based on their size. The table 

and bar chart reveal that large organizations (501+ employees) are the most common, with 23 organizations falling into 

this category. Medium-sized organizations (51-500 employees) follow with 14 organizations, and small organizations 

(1-50 employees) are the least common with 13 organizations. This suggests a concentration of larger organizations 

within the dataset. 

Question 5. Does your organization use HR analytics in decision-making? 

Yes No Maybe 

 

 

Interpretation: The data presented in the image shows the distribution of organizations based on their usage of HR 

analytics in decision-making. The table and bar chart reveal that the majority of organizations use HR analytics in 

decision-making (21 organizations), while 

18 organizations "maybe" use them, and 11 organizations do not. This indicates a significant level of adoption of HR 

analytics among the organizations surveyed, with a smaller proportion not utilizing them at all. 

Question 7. How would you rate the current maturity level of HR analytics in your organization? 

Descriptive (Basic reporting and dashboards) Predictive (Using data to forecast trends) 

Prescriptive (Data-driven recommendations and actions) Other: 

 

http://www.ijsrem.com/
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Interpretation: The data presented in the image shows the distribution of organizations based on their perceived 

maturity level of HR analytics. The table and bar chart reveal that the most common maturity level is Descriptive, with 

15 organizations. Prescriptive is the second most common, with 14 organizations. Other and Predictive have 11 and 

10 organizations, respectively. This suggests a range of HR analytics maturity levels across the organizations surveyed, 

with a slight concentration in Descriptive and Prescriptive categories. 

 

 

Question 8. What types of tools or software does your organization use for HR analytics? 

Microsoft Excel 

Power BI Tableau 

SAP SuccessFactors Other: 

 
 

Interpretation: The data presented in the image shows the distribution of tools or software used by organizations for 

HR analytics. The table and bar chart reveal that "Other" tools are most commonly used, with 15 organizations utilizing 

them. Microsoft Excel is the second most popular, with 8 organizations using it. Power BI and Tableau follow with 11 

and 5 organizations, respectively, while SAP SuccessFactors is used by 5 organizations. This suggests a diverse range of 

tools and software are employed for HR analytics, with a notable prevalence of "Other" tools and the widespread use of 

Microsoft Excel. 

 

 

Question 9. How important do you believe HR analytics is for improving business performance? 

Very important Somewhat important 

http://www.ijsrem.com/
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Neutral 

 

Not very important Not important at all 

 
 

Interpretation: The data presented in the image shows the perceived importance of HR analytics for improving 

business performance. The table and bar chart reveal that a majority of respondents (14 organizations) believe HR 

analytics are "Not important at all" or "Not very important" for improving business performance. A smaller group (11 

organizations) views them as "Somewhat important," and a further 9 organizations consider them "Very important." 

This suggests that while some organizations recognize the potential value of HR analytics, a significant portion either 

does not see them as crucial or are unsure of their impact on business performance. 

Question 11. To what extent do you agree with the following statement: "HR analytics helps align HR strategies 

with organizational goals." 

Strongly disagree Disagree 

Neutral Agree 

Strongly agree 

 

http://www.ijsrem.com/
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Interpretation: The data presented in the image shows the level of agreement with the statement "HR analytics helps 

align HR strategies with organizational goals." The table and bar chart reveal that a majority of respondents (15 

organizations) strongly agree with this statement. A smaller group (11 organizations) disagree, and 9 organizations are 

neutral. Only 6 organizations agree with the statement. This suggests that a significant proportion of organizations 

believe that HR analytics play a crucial role in aligning HR strategies with overall organizational goals. 

 

Question 12. What areas of HR do you think would benefit the most from advanced analytics? 

Recruitment and Hiring Employee Engagement Workforce Retention Leadership Development 

 

 

Interpretation: The data presented in the image shows the perceived areas of HR that would benefit the most from 

advanced analytics. The table and bar chart reveal that Workforce Retention and Employee Engagement are seen as the 

areas with the highest potential for benefit, with both receiving 16 responses. Leadership Development follows with 13 

responses, while Recruitment and Hiring received 5 responses. This suggests that organizations believe advanced 

analytics can play a significant role in improving workforce retention, employee engagement, and leadership 

development, while the potential impact on recruitment and hiring is perceived to be lower. 

 

Question 13. Does your organization provide training on HR analytics? 

 

Yes, regular training sessions Yes, occasional training sessions No, but we plan to start 

No, and there are no plans currently 

http://www.ijsrem.com/
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Interpretation: The data presented in the image shows the distribution of organizations based on whether they provide 

training on HR analytics. The table and bar chart reveal that 15 organizations provide regular training sessions on HR 

analytics, while 13 organizations provide occasional training sessions. 10 organizations do not provide training but plan 

to start, and 12 organizations have no plans to provide training. This suggests that a majority of organizations recognize 

the importance of HR analytics training, with 28 organizations providing some form of training. However, 22 

organizations either do not provide training or have no plans to do so. 

TOPIC 6 : Discussion 

 

Key Findings: 

 

HR is a significant function: The presence of a large number of HR Managers and Analysts suggests a strong emphasis 

on HR within the organizations surveyed. 

Mid-level HR experience is prevalent: The majority of respondents have between 2-5 years of HR experience, 

indicating a workforce with moderate experience in the field. 

IT/Technology is a dominant sector: This sector has the highest representation, reflecting the potential importance of 

HR analytics in technology-driven organizations. 

Large organizations are well-represented: The data includes a significant number of large organizations, which may 

have more resources and a greater need for HR analytics. 

HR analytics adoption is high: A majority of organizations use HR analytics in decision- making, indicating a growing 

recognition of their value. 

Maturity levels vary: While Descriptive and Prescriptive analytics are prevalent, indicating a range of analytical 

capabilities across organizations. 

Excel remains a popular tool: Despite the availability of specialized tools, Microsoft Excel continues to be widely 

used for HR analytics. 

Importance of HR analytics is perceived differently: A significant proportion of organizations do not view HR 

analytics as critical for business performance, highlighting a need for further awareness and education. 

http://www.ijsrem.com/
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Alignment with organizational goals is valued: A majority of respondents believe HR analytics can effectively align 

HR strategies with organizational goals. 

Focus on retention and engagement: Organizations perceive workforce retention and employee engagement as areas 

where advanced analytics can have the greatest impact. 

Training on HR analytics is increasing: A majority of organizations provide some form of HR analytics training, 

indicating a growing emphasis on developing HR analytics skills. 

Challenges in HR Analytics Implementation: 

 

A summary of common challenges: 

1. Poor data quality and integration issues. 

2. Lack of budget for tools and training. 

3. Resistance to adopting analytics in decision-making processes. 

4. Skills gaps among HR professionals in data analysis and technical expertise. 

 

Implications: 

 

The findings suggest a growing awareness and adoption of HR analytics within the organizations surveyed. However, 

there are also areas where organizations can improve. 

Building a strong HR analytics foundation: Organizations that are still in the early stages of HR analytics adoption 

need to focus on building a strong foundation, including data collection, data quality, and basic reporting and analysis. 

Developing analytical skills: Investing in training and development programs to equip HR professionals with the 

necessary analytical skills is crucial. 

Communicating the value of HR analytics: Organizations need to effectively communicate the value of HR analytics 

to key stakeholders, including senior management, to secure buy-in and support. 

Focusing on high-impact areas: Organizations should prioritize using HR analytics to address key business challenges, 

such as improving employee retention, engagement, and leadership development. 

Leveraging advanced analytics: Organizations should explore the potential of advanced analytics techniques, such as 

predictive modeling and machine learning, to gain deeper insights and make more informed decisions. 

Overall, the research findings highlight both the promise and challenges of HR analytics. By addressing these 

challenges and capitalizing on the opportunities, organizations can leverage HR analytics to improve their HR 

practices, enhance employee performance, and drive business success. 

TOPIC 7 : Conclusion 

The research underscores the transformative potential of HR analytics in modern organizations, highlighting its ability 

to enhance decision-making, optimize HR processes, and contribute to overall business performance. While the 

adoption of HR analytics varies significantly across industries and organizational sizes, its importance is increasingly 

recognized. Larger organizations have taken the lead in implementing advanced analytics methods, while smaller firms 

face challenges such as budget constraints and skill shortages. 

Key HR functions, including workforce planning, employee retention, performance appraisal, and recruitment, benefit 

http://www.ijsrem.com/
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significantly from analytics. However, areas like leadership development and employee engagement remain 

underutilized, presenting opportunities for future exploration. Despite the advantages, challenges such as poor data 

quality, resistance to change, and a lack of analytical skills hinder the widespread adoption of HR analytics. 

Training and development emerge as critical enablers, equipping HR professionals with the technical, analytical, and 

strategic skills needed to leverage analytics effectively. Regular training programs, combined with robust data 

management practices, can help organizations overcome barriers and realize the full potential of HR analytics. 

The research also emphasizes the need for alignment between HR analytics initiatives and organizational goals. When 

analytics is integrated into strategic decision-making processes, it not only addresses operational inefficiencies but also 

supports long-term objectives like workforce sustainability, leadership development, and innovation. 

In conclusion, HR analytics represents a paradigm shift in human resource management. Organizations that invest in 

analytics infrastructure, upskill their workforce, and foster a data-driven culture are better positioned to gain a 

competitive edge. By addressing current challenges and capitalizing on emerging opportunities, HR analytics can evolve 

from a support function into a strategic driver of organizational success. 

Recommendations: 

Based on the research findings, the following training areas were identified: 

1. Technical Skills: Training on tools like Tableau, Power BI, and SAP SuccessFactors. 

2. Data Analysis: Courses on interpreting workforce trends and generating actionable insights. 

3. Business Acumen: Workshops to align analytics initiatives with organizational goals. 

4. Change Management: Training HR professionals to overcome resistance and adopt data-driven strategies. 
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○ Tableau Software. (n.d.). Official Website. 

○ Microsoft Power BI. (n.d.). Official Website. 

○ SAP SuccessFactors. (n.d.). Official Website. 
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TOPIC 9 : Appendices 

Appendix A: HR Analytics Questionnaire 

 

1. What is your job title? 

 

HR Manager HR Analyst 

Talent Acquisition Specialist Employee 

Other: 

 

 

 

2. How many years of experience do you have in HR? 

 

Less than 2 years 2-5 years 

5-10 years 

 

More than 10 years 

 

 

 

3. What industry does your organization belong to? 

 

IT/Technology Manufacturing Retail Healthcare Other: 

 

 

4. What is the size of your organization? 

Small (1–50 employees) 

 

Medium (51–500 employees) 

 

Large (501+ employees) 

 

5. Does your organization use HR analytics in decision-making? 

 

Yes No Maybe 

 

http://www.ijsrem.com/
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6. If yes, which HR functions are most influenced by analytics in your organization? (Select all that apply) 

Recruitment and Selection Performance Appraisal Compensation and Benefits Employee Retention Workforce Planning 

Other: 

 

7. How would you rate the current maturity level of HR analytics in your organization? 

Descriptive (Basic reporting and dashboards) Predictive (Using data to forecast trends) 

Prescriptive (Data-driven recommendations and actions) Other: 

 

8. What types of tools or software does your organization use for HR analytics? 

Microsoft Excel Power BI Tableau 

SAP SuccessFactors Other: 

 

 

9. How important do you believe HR analytics is for improving business performance? 

 

Very important Somewhat important Neutral 

Not very important Not important at all 

 

 

10. What challenges does your organization face in implementing HR analytics? (Select all that apply) 

Lack of analytical skills among HR professionals Poor data quality 

Insufficient budget for tools and training Resistance to change 

 

11. To what extent do you agree with the following statement: "HR analytics helps align HR strategies with 

organizational goals." 

Strongly disagree Disagree 

Neutral Agree 

Strongly agree 

 

12. What areas of HR do you think would benefit the most from advanced analytics? 

 

Recruitment and Hiring Employee Engagement Workforce Retention Leadership Development 

 

13. Does your organization provide training on HR analytics? 

 

Yes, regular training sessions Yes, occasional training sessions No, but we plan to start 

No, and there are no plans currently 

 

14. What skills do you think are most crucial for leveraging HR analytics effectively? (Select all that apply) 

Data Analysis 

 

Technical skills (e.g., software expertise) Business Acumen 

Communication and Presentation 

http://www.ijsrem.com/

