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Abstract

The digital transformation in HR can be seen as related to people
analytics, artificial intelligence, and cloud computing concepts. The
advancement has led organizations to capture employee data for
strategic decision-making. The evolution of metrics to big data in
Human Resource Management is through HR analytics. HR analytics
has completely transformed the way HRM is carried out in
organizations. This research aims to unfold and provide insights intoHR
analytics' role in transforming Human Resource Management through a
conceptual approach.For this purpose, this study considers secondary
data from databases such as Wiley Online Library, Emerald Insights,
Inder Science Publishers, and Sage Publication.The paper silhouettes
the pros and cons of HR analytics adoption and implementation and talks
about the transformation HR analytics has done in management.This
study uncovers the scarcity of research on HR analytics in the non-
western context. HR analytics has the vast unexplored potential to
transform Human Resource Management completely. The practical and
efficient way to use HR analytics to improve employees and
management is yet to be discovered. This paper provides ethical
recommendations for the implementation of HR analytics in
organizations. The managerial implications for the firms and institutions
are a thorough understanding of how HR analytics influences the
working of HRM.

Keywords- HR analytics, Workforce Analytics, Talent analytics, People
analytics, Human Resource Management

Introduction

Employees are the most vital resource of an organization as they
possessthe potential, skills, and knowledge required to achieve the goals
and objectives of an organization and have a competitive advantage.The
greater the number of employees in an organization, the harder it
becomes for management to direct their energies in the same direction.
Hence, managing these becomes the most crucial task for the
administration.Bondarouk & Ruél, 2009((p.507)) defines e-HRM as an
umbrella term covering all possible integration mechanisms and
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contents between HRM and Information Technologies
aiming at creating value within and across organizations for
targeted employees and management. The significant effect
of digitalization of HRM has enhanced the firm
performance(Zhou et al., 2020). The incapability of
existing e-HRM software to provide analytical insights due
to the inefficiency and effectiveness in data collection
followed by inappropriate data quality, the incapabilities
and lack of knowledge of analytics by human resource act
as barriers in adopting data analytics in HRM (Shet et al.,
2021). Mclveretal., (2018) considers strategic HRM as one
of the salient building blocks for developing agile
workforce analytics, workforce analytics capability, and
workforce analytics vision, among others.The supporting
role is well played by technology in the evolution from EDP
to HRIS to e- HR to HR analytics(Kim et al., 2020).
Technology offers the potential to store, analyze and
interpret a vast amount of data. The advancement of
technology has made it easier fororganizations to manage
big data. As perBlackburn et al., (2017) big data analytics
can affect the time ahead of HRM.

The discipline of analytics offers the potential for
understanding human resource phenomena. The interaction
between HR analytics and HR technology(antecedent)
facilitates evidence-based management, indirectly
contributing to organizational performance (McCartney &
Fu, 2022). HR analytics adds value to the HRM domain and
offers effective decision-making and better
performance(Ulrich & Dulebohn, 2015). HR analytics is an
opportunity to upraise HRM for its strategic position in the
organization (Marler & Boudreau, 2016). Through
competitive and enterprise analytics, organizations can
improve their strategic execution (Levenson, 2017).
Samson & Bhanugopan, (2022) supports the positive
connection between organizational performance and
strategic performance measurement. This further secures
the statement supporting decision-making determining the
extent to which strategic human capital analytics improves
corporate and market performance (Samson &
Bhanugopan, 2022). People analytics and insider
econometrics aids in exploring the strategic HRM field as
both deal with intra-firm people data to explore the value of
the investment in human resources (Larsson & Edwards,
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2021).
analytics, this study aims to provide insights about the

Given the vast unexplored potential of HR

transforming HRM practices through HR analytics.
Methodology

The research is a comprehensive literature analysis of HRM
practices and HR analytics. For this purpose, secondary
data was used. Online databases were Emerald Insights,
SAGE Publications, Wiley Online Library, Inder Science
Publishers, etc. This paper follows a conceptual approach
for discovering the transformation in HRM practices
through HR analytics. The study also provides
suggestionsfor ethical recommendations for implementing
HR analytics in organizations.Critically assessing the pros
and cons of HR analytics adoption and implementation, a
total of six sections this study is divided into. The paper
covers the introduction of HRM, technology, big data, and
HR analytics in first section.The literature review on HR
analytics and HRM is stated in the second section. The third
section discusses the methodology and data sources. The
third section unlocks the result part of the study covering
the transformation in HRM practices (recruitment and
selection, training and development, performance appraisal
and retention)through HR analytics. The fourth section has
critically analyzed the benefits and challenges
ofimplementing HR analytics and the ethical
recommendations for implementing HR analytics in
organizations. Finally, the conclusion is covered, providing
the future scope of the study and its contribution.

Results

HR analytics performs a strategic role in the organization
and has the potential to change the functioning of HR
departments. Kappelman et al., (2018)identified analytics
as the most prominent IT investment area. However, the
adoption rate of HR analytics still suffers (Shetetal.,2021).
Providing prospects in business decision-making, HR
analytics is favored by most banking organizations,
enhancing organizations' productivity and efficiency.
Consequently, achieving data-driven results and long-term
sustainability would be through the factors identified in HR
practices(Nagpal & Mishra, 2021). Among the different
human resource practices and functions, employee

33



Pacific Business Review (International)

recruitment and selection, training, talent management, and
employee engagement have gained the scholar's attention.
The following are the Human Resource Practices which
have been transformed through HR analytics.

Recruitment and selection

Keeping in mind the value of employees, recruitment and
selection is one of the most crucial HR practices for the
organization. The traditional recruiting process doesn't fit
the progressive organization in the competitive
environment anymore. From defining candidate success
profiles, conducting root cause of attrition, job profiling,
forecasting workforce requirements, source mapping,
selecting candidates, and connecting performance data to
getting to know the picture of the right talent and improving
the overall recruitment experience can be easily done using
analytics(Mohapatra & Sahu, 2017). Analytics works right
from the beginning of the recruitment process or even
before that, figuring out the required skill set, knowledge,
and characteristics for the right post. With redefined
recruitment processes, retention algorithms, and improved
diversity, Google has enhanced the effectiveness of HR
practices through big data analytics(Mohapatra & Sahu,
2017).

For mass recruitment, organizations need less time-
consuming methods that reduce workload. According to
Davenport et al., (2010), talent analytics adds to HR
through helping the management in workforce forecasting,
key indicators, key points, talent supply chain, talent value
model, and people investment analysis. Big-data analytics
can significantly impact recruitment and selection (Berk et
al., 2019), performance management, decision-making
(Mcabee et al., 2016), and talent management as
per(Margherita, 2022; Prokesch, 2017). People analytics
can influence the planning, hiring, and changing of the
behavior of employees (Thakur, 2017). Therefore, the
recruitment process should be supported by evidence-
based decision-making for HR analytics. Identifying the fit
for the job, like candidate, attrition, and reducing cognitive
bias, can be done by predictive data modeling(Peisl &
Edlmann, 2020). HR attitude, opinion, strategies, and
technical capabilities of an organization influence the
recruitment process, if applied with HR marketing
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instruments. Posthumus et al., (2018), analyzed the market
data, using the instruments of segmentation and targeting
for recruitment of employees in the pharmaceutical
industry, which proved helpful. Organizations collect
efficient data useful for decision-making and build
recruitment strategies to make better decisions in the future
through HR analytics. Empirical and conceptual studies
have discovered an association between HR analytics and
organizational effectiveness (Ben-gal, 2019).

According to the study conducted byLam & Hawkes,
(2017), Shell combined HR analytics and assessment
specialists for recruitment on a project reviewing the
recruitment methodology. The findings suggested updating
assessment exercises as a long time between the interview
slot and offer,and utilizingnew online assessments.The
better quality of recruitment process was ensured through
rigorous evaluation and good candidate experience by
analytics and assessment specialists. Accordingly, training
programmes were developed to make the internal assessors
understand how to make robust decisions on a digital
platform and their role in the assessment changes.

Training and development

To compete, adapt, excel, innovate, produce, be safe,
improve service, and achieve goals,employees must be
trained in the organization. Research on training by Salas et
al., (2012) concludes that the way a training program is
developed, designed, delivered, and executed influences
the effectiveness of an organization. The organization
always wants to ensures its resources, to learn and grow
continuously to face competition. Analytics allows the
organization to identify the training program to be
developed, delivered, and implemented to meet future
demands. HR analytics can be seen as an employee
management tool. Since most of the research focuses its
attention of the fairness of the recruitment process, the
research on the fairness of algorithmic decision-making
and HR development is still in its infancy (Kochling &
Wehner, 2020). The employee-related data stored in HRIS
systems regarding their job status, performance, hours
worked, health information, and personal data is utilized as
it is available to HR function for shifting their focus from
predicting the performance of candidates to developing
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existing employees and talents. The employees' effective
performance, well-being, motivation, enthusiasm, and
skills require good training programs after identifying
suitable training needs through HR analytics (Cotes &
Ugarte, 2019).

Barbar et al., (2019) concluded that older organizations
with more employees more frequently go with HR analytics
for employee development and training purposes than
younger organizations with fewer employees. Big
organizations provide career management solutions and
advise employees for online and offline training based on
their requirements. They usually rely on recommender
systems for evaluating employees for performance
analysis. The pitfalls with the recommender system evoke
or direct the fall toward HR analytics.Lee, (2018)
concluded the decision-maker was manipulated by
analyzing the fairness perception of managerial decisions
in an online experiment. Hence, the perceived fairness
executed by algorithms is less fair and trustworthy.

The effectiveness of a training program can also be judged
by HR analytics. Analytics allowsmanagement to assess the
performance outcomes overtime with the gathered data
required to track and review employees' training and
development needs. Barbar et al., (2019)sees HR analytics
as an invaluable tool for all small and large businesses.

Performance Appraisal

The use of formal performance management systems
increased from 69 to 87 percent by organizationsfrom 1998
to 2004 in USA and UK (Armstrong & Baron, 2005).
Performance is a management tool for evaluating
employees based on work hours, productivity, workplace
behavior, and/or specific criteria. Performance appraisal
dispenses a crucial perspective onthe potential for
employee feedback that relates actively to increasing
motivation, career development, and an opportunity to
clarify goals and achieve long-term individual
performance(Prowse & Prowse, 2009).The appraisal
system requires performance measurement to be carried out
in the organization. Performance measurement criteria
being subjective differs from organization to organization.
Different research like (Laird & Clampitt, 1985; Maas &
Torres-Gonzalez, 2011)has raised the issue of biased
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performance evaluation. Organizations prefer following
evidence-based performance appraisal systems as HR
analytics owing to the demerits. According to A. Sharma &
Sharma, (2017),the transformation from diary keeping to
reduce inaccuracy to storing data in HRIS and applying
analytics was not overnight.The precise, objective, and
opportune flow ofperformance information determines the
speed and quality of HR decision-making(Hill, 2013).

Artificial Intelligence combination with human resources,
improves analytics. HR analytics works to uplift employees
in various ways through organizational and their personal
information. By analysing and evaluating the stored
information about the employees for strategic decision-
making and has completely transformed the way
performance appraisal was carried out before. Now, by
providing relevant information about efficient and
productive employees, analytics decodes the pattern of
their employee's performance and aids to discover the
cause.

The aim of performance appraisal by HR analytics is not
only to find the employees worthy of the promotion but also
to find the reason behind the lack of unproductive
performance of the other employees and provide solutions
to them. The more an organization indulges in analytical
practices, the more the analytical ability and individual
performance improve (Kryscynski et al., 2017). Analytics
can be seen as a medium for evaluating the organization's
worth of human factors and HR practices. HR analytics
provide organizations with the required information for
performance appraisal decision-making of the employees.
This kind of unbiased, timely, and accurate information
analyzes by HR analytics reduces the chance of subjective
decision-making.

Retention

Retention of employees is one of the crucial challenges
faced by the organization. The leaving of competent
employees leaves a long-lasting negative impact on the
stability and performance of the organizations. Therefore,
retaining productive employees is an important issue in
front of management. Retention is an organization's ability
to hold on to its employees with their willingness to serve
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the organization throughdifferent employee engagement
strategies. According to Singh et al., (2022) the significant
role in improving the retention rate of employees under the
mediation effect of big data predictive analytics cannot be
neglected. The continuous efforts by management to retain
employees and keep turnover at a minimum can be reduced
through HR analytics.

The forms of analytics such as descriptive analytics analyze
about current & past data and pattern events about what has
happened; predictive analytics describes what will happen
next and how it will impact business in the future;
prescriptive analytics talks about what should be done to
overcome the problem can be taken into consideration.
Predictive HR analytics connects to employee retention,
development and acquisition as per Gurusinghe et al.,
(2021) and also amplifies organizational performance and
influences HR practices by favorable decisions for
upgrading employee management. The research by
Avrahami et al., (2022) associates turnover with
competencies, cultural values, commitment, and trust as
antecedents. Rombaut & Guerry, (2019)analyzed the effect
of employee retention strategies on employee turnover
through a data-driven approach and found compensation
and recognition to impact employee turnover significantly.
Mohammed, (2019) analyses models which show the use of
data to discover the causes behind employees leaving the
organization and how the organization can utilize that
information to develop strategies for their retention.

Kaur & Fink, (2017) found predictive models to be used by
organizations for hiring, attrition, designing employee
benefits based on employee demographics and patterns,
and retention. The use of HR analytics by the organization
for needs and rating the management practices, for
improvement is practiced for making alternate employee
engagement strategies through surveys. Big data predictive
analytics mediated the role played by strategic HRM in
improving the retention rate (Singh et al., 2022).H. Sharma
& Shukla, (2020)concluded that retention makes the
organization understand their personnel, the crucial root
variables required by them to be engaged, and the points for
which they are ready to turn to organization.

36

Discussion

Doubtlessly HR analytics brings value addition to the
organization. The transformation HR analytics has done to
HRM is magnificent. The evolution from intuition-based
decision making to evidence-based decision making
reducing the bias was possible through HR analytics. The
advancement of technology has made big data and HRM
work together for the efficient management of resources by
pointing out the importance of understanding the workforce
attitudes, behavior, opinions, and feedback. The decision
making of an organization is crucial as it affects the
performance and efficiency. The use of HR analytics by
organizations like Google, IBM, Tata Groups, Shell, etc.,
are live examples with improved decision-making,
productivity, performance, and efficiency. The stored data
regarding the employees aids the management in different
HR practices and functions such as recruitment and
selection, employee engagement, retention, training, and
development and overcome challenges of turnover.Batistic
& Laken, (2019) points toward the scarcity of research
linking big data analytics and organizational performance.
While Samson & Bhanugopan, (2022) has favoured the
enhanced performance of organization by HR analytics
mediated by decision-making. HR analytics, add strategic
value to the organization by enhancing the employees'
knowledge and skills, thereby improving performance
(Gurusingheetal.,2021).

By providing insights about the employees, HR analytics
makes the privacy, ethical concerns, and security of the
employees and the vitals of the organization vulnerable
(Chatterjee et al., 2022). Analyses of data done through HR
analytics includes their workhours, performance,
efficiency, workplace behavior and their personal
information, which the employee may or may not risk
sharing.For collecting this data organizations use cameras,
surveys, audio recordings, call recordings, mail and
location tracking with or without their acknowledgement
and permission. HR analytics creates an illusion of control
due to its high dependence on algorithm processes, leading
to problems like transparency, accountability, employees'
autonomy, and marginalization of human reasoning
(Giermindl et al., 2021). Also, the measurementof
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subjectivedata is done in numerical form, most likely
through thelikert rating scales which clearly doesn't provide
the exact measurement of variable such as loyalty,
commitment, satisfaction therefore the results after
analyses are approx. not exact.Hence the evidence-based
decision making through HR analytics is not exact
description of the situation.The advantages of having HR
analytics can be many but the concerns before
implementing HR analytics are more severe.

Suggestions and Recommendations

Following are the suggestions and recommendation
organization can follow for better implementation of HR
analytics.

* Opacity, datafication of the workplace, and nudging as
the primary virtue ethical challenges should be
addressed by organizations.

» Before implementing HR analytics in organizations, the
privacy and security of the employee's data should be
taken utmost care of while maintaining transparency.

 Providing training and workshops to develop
employees' confidence, and creating an agile workforce
isnecessary for the acceptance of HR analytics.

* Organizations should have the post of ethical data
managers, who will supervise the analytics process to be
carried out ethically and reduce its negative impact.

 Organizations should build organizational,
technological, and environmental capabilities
considering the challenges for smooth implementation.

Conclusion

This research suggest that HR analytics has the
undiscovered potential to completely transform the
management of resources in organization.Based on this,
HR analytics can be concluded as evidence or data-based
approach for strategic management and decisions in the
organization to enhance performance and effectiveness by
transforming the various HR.This study uncovers the
scarcity of research on HR analytics in the non-western
context. Owing to the infancy stage of research on HR
analytics, the practical and efficient way to use HR
analytics to improve employees and management is yet to
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be discovered. Also, the ethical approach while the
implementation of HR analytics in organizations has not
been covered in research. Keeping in mind the negative
consequences analytics brings to the management, HR
analytics can potentially transform the working of HRM.

Managerial and Practical Implications

The managerial implications for the firms and institutions
are a thorough understanding of how HR analytics
influences the working of HRM. The study promotes the
use of HR analytics in an organization by highlighting
improved, decision-making, and performance.The study
adds to the existing literature how HRM practices are
transforming by HR analytics through a conceptual
approach. Ethical concerns, safety and security measures,
and psychological consequences of HR analytics before
implementing analytics in the organization are generally
ignored. Policy makers and organizations can come
together and address the issue of ethical safety of
employees through policies, rules, and regulation. A team
for the ethical discharge of information can be formed in
organizations working with transparency, responsibility
and accountability.
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