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  ABSTRACT 

This paper explores the role of HR analytics in enhancing strategic human capital management, 

particularly in areas such as workforce planning, talent development, and employee engagement. 

The findings indicate that organizations utilizing predictive analytics benefit from increased 

productivity, lower employee turnover, and more agile decision-making. Critical success factors 

include strong leadership backing, data literacy, and a solid technological foundation, while 

challenges often stem from limited analytical capabilities, inadequate data quality, and a lack of 

transparency. Case studies from multiple organizations reveal tangible gains in efficiency, cost 

reduction, and workforce engagement. Overall, the study emphasizes how HR analytics can 

elevate HR from an operational role to a strategic business contributor. 

 

KEYWORDS: HR Analytics, Strategic HRM, Workforce Planning, Predictive Analytics, People 

Analytics. 

1. INTRODUCTION 

In the current dynamic and data-driven business landscape, organizations are placing greater 

emphasis on making informed and strategic decisions across various departments. However, 

Human Resource Management (HRM) frequently trails other functions in embracing data-centric 

approaches, despite advancements in technology and analytics. Core HR activities like hiring, 

training, and performance assessment are still commonly influenced by instinct, previous 

experiences, or simplistic metrics, which restricts their ability to contribute meaningfully to 

broader strategic objectives. 

This gap poses a major obstacle, as HR is increasingly expected to contribute strategically to 

business success but often lacks the necessary tools and structured approaches. A Deloitte report 

(2017) revealed that just 10% of Fortune 500 companies utilize advanced HR analytics, and 42% 
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of HR tech initiatives fail to deliver the expected results within two years. These figures 

underscore the urgent need to embed analytics more effectively into HR functions to enhance 

areas such as employee engagement, talent planning, and leadership growth. 

The concept of HR analytics—also referred to as people analytics or talent analytics—emerged to 

address this issue. One of the early proponents of analytics in management was Thomas H. 

Davenport, who, along with Jeanne Harris, introduced the broader concept of competing on 

analytics in their landmark book competing on Analytics: The New Science of Winning (2007). 

They emphasized the value of data-based decision-making in gaining competitive advantage. 

Building on this foundation, the application of analytics in HR specifically began to evolve. 

Davenport, Harris, and Shapiro (2010) further defined HR analytics as ―an evidence-based 

approach for managing people at work,‖ where data is systematically used to support and improve 

decision-making in human capital management. According to Gartner (n.d.), HR analytics is ―the 

collection and application of talent data to improve critical talent and business outcomes.‖ This 

reframes HR from a cost center to a strategic business partner, capable of contributing directly to 

business success through data-driven insights. 

Despite these promising definitions, the reality in many organizations is still far from fully 

realized. HR teams may collect data, but often fail to turn it into actionable insights. Most 

commonly, organizations rely on descriptive analytics such as headcount or turnover rates while 

predictive and prescriptive analytics, which can forecast trends or recommend specific actions, 

remain underutilized. Furthermore, many HR professionals lack the technical skills or 

organizational support needed to adopt these tools effectively. 

This paper aims to bridge the existing gap by exploring the role of HR analytics in facilitating 

strategic human capital decisions. It concentrates on key areas such as workforce planning, talent 

development, and employee engagement. Drawing on secondary sources—including scholarly 

articles, industry publications, and case studies—it seeks to consolidate current insights into how 

HR analytics contributes to strategic decision-making across these critical HR domains. 

In doing so, this study adds to the expanding body of research highlighting the strategic 

importance of HR analytics and provides actionable insights for HR leaders aiming to implement 

more data-driven methods in people management. 

2. Objectives 

1. To investigate how HR analytics is strategically applied in areas such as workforce planning, 

talent development, and employee engagement. 

2. To explore the main factors that facilitates or hinders the successful implementation of HR 

analytics. 

3. To assess the influence of data-driven HR practices on organizational performance through 

analysis of industry case studies and existing literature. 

3. Literature Review  

Challa et al. (2025) investigated the influence of HR analytics on strategic workforce planning in 

technology-focused organizations located in urban India. Drawing on primary data gathered from 

50 HR managers and executives via surveys and interviews, the study revealed a significant 
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positive correlation between the use of HR analytics and enhancements in talent forecasting, 

turnover reduction, and alignment of HR initiatives with overall business strategy. The findings 

underscore HR analytics as a critical tool for enabling strategic decisions and optimizing 

workforce management. 

Gerber et al. (2024) carried out an exploratory study in Switzerland to assess the adoption of HR 

analytics. Based on surveys and interviews, the study found that many organizations continue to 

depend primarily on descriptive analytics and face challenges related to data quality and 

analytical skills. The research highlighted a disconnect between anticipated benefits and actual 

results, emphasizing the importance of converting data insights into actionable strategies that 

align with organizational goals. 

Yin (2024) explores the wider implications of HR analytics on employee development, 

concluding that its application not only boosts organizational effectiveness but also benefits 

individual employees and contributes to broader positive societal outcomes. 

Živilė (2024) investigates the application of people analytics in HRM using qualitative insights 

from 12 HR professionals across different sectors. The study reveals that while organizations 

commonly use descriptive analytics for tasks like workforce planning and compensation, areas 

such as recruitment, selection, and training still rely heavily on intuition. The research emphasizes 

the practical advantages of people analytics in enhancing HR practices and organizational 

performance, while also identifying persistent challenges that hinder broader adoption. 

Alrasheedi (2023) discovered that HR analytics adoption remains limited in Saudi Arabia, with 

just 36.42% of respondents in employee relations reporting its use. The study identified low 

awareness of HR analytics and insufficient support from senior leadership as the primary barriers 

to wider implementation. 

McKinsey & Company (2022) reported that organizations leveraging predictive models to 

evaluate employee performance experienced a 25% boost in productivity and a 20% drop in 

voluntary turnover. These results indicate that data-driven HR strategies empower companies to 

proactively address workforce challenges. 

Kniffin et al. (2020) emphasized that the COVID-19 pandemic highlighted the critical role of 

metrics-based information. Organizations suddenly faced unexpected challenges in managing 

their workforce, requiring HR departments to rapidly adapt to new demands such as remote work, 

digital collaboration, team leadership, and mental health support. 

Peeters, Paauwe, and Van De Voorde (2020) identify four essential components for the success 

of people analytics: enabling resources, analytics products, stakeholder engagement, and 

governance frameworks. Based on a narrative literature review, they underscore the significance 

of robust data systems, leadership commitment, and the knowledge, skills, abilities, and other 

characteristics (KSAOs) of analytics teams. Their framework offers valuable guidance for 

organizations aiming to develop or strengthen their people analytics capabilities to drive strategic 

decisions and boost overall performance. 

Reddy and Lakshmikeerthi (2017) identified HR analytics as a valuable tool for processing 

workforce data to describe, analyze, predict, and optimize employee potential. Their study also 

highlighted key influencing factors such as institutional frameworks, competitive dynamics, 
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organizational configuration, and structural design as critical in facilitating the effective use of 

HR analytics. 

Jasmit Kaur and Alexis A. Fink (2017), through 22 interviews across 16 companies, found that 

organizations are leveraging HR analytics to build predictive models for hiring, retention, and 

attrition, as well as to tailor employee benefits using demographic and turnover data. HR analytics 

is also applied to improve employee engagement through satisfaction surveys, create data-driven 

staffing plans, and track talent movement such as transfers and promotions, and analyze labor 

market trends. Additionally, feedback on managerial practices is gathered to support leadership 

development, and the effectiveness of training programs is assessed as a key application area. 

Angrave et al. (2016) emphasized that for HR practitioners to take on a truly strategic role, 

integrating analytics into HR processes is essential. Their analysis of big data and HR analytics 

theories revealed several implementation barriers, most notably a lack of analytical thinking 

among HR professionals. This skills gap was identified as a major obstacle to the effective 

adoption and advancement of HR analytics within organizations. 

4. Methodology 

This conceptual research draws on secondary sources including academic journals, articles, 

consulting firm reports (e.g., Deloitte, PwC, McKinsey, IBM), and case studies. It employs 

thematic synthesis and comparative literature review to uncover key trends, insights, and research 

gaps. Through a structured analysis of existing literature, the study investigates how HR data and 

analytics support strategic decision-making across diverse organizational settings. 

5. Research Contribution 

This study advances the field of Human Resource Analytics by synthesizing secondary data to 

illustrate how HR analytics drives strategic outcomes in areas such as workforce planning, talent 

development, and employee engagement. Unlike earlier research that typically centers on specific 

HR functions or regional contexts, this paper combines insights from recent academic studies and 

industry examples to showcase the wider strategic impact of HR analytics. It also outlines key 

facilitators and obstacles to adoption, providing practical, up-to-date relevance for organizations 

aiming to integrate data-driven approaches into HR decision-making. 

6. Key Insights from Industry Cases and Literature 

Key takeaways from both academic research and industry case studies reveal how HR analytics 

enhances strategic human capital management. The findings demonstrate how organizations use 

data to strengthen workforce planning, make informed talent-related decisions, and drive 

improved organizational performance. 

6.1 Strategic Use Cases of HR Analytics 

(a) Workforce Planning & Cost Modeling – ConAgra Foods 

After acquiring Ralcorp, ConAgra experienced an approximate 40% rise in workforce size. To 

manage this growth efficiently, the company utilized Visier‘s platform to integrate HR and 

financial data, transitioning from yearly assessments to ongoing, cost-driven planning. This 

strategic shift led to a 5% reduction in overtime and generated annual savings of US $5–10 

million (Visier, 2018). 
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(b)Productivity & Decision Speed – Chevron 

Chevron established a global people analytics network with 295 members and introduced a 

standardized curriculum to streamline inconsistent HR reporting. As a result, the company 

achieved a 30% increase in HR productivity, eliminated over 100 hours of redundant reporting 

per business unit, and enabled faster, data-driven restructuring decisions (Deloitte, 2017). 

(c)Strategic Workforce Planning – IBM 

IBM implemented an AI-driven strategic planning system that identifies employee skills and 

aligns them with organizational needs. This approach resulted in a 50% decrease in time-to-hire, a 

25% increase in learning engagement, and a 20% improvement in overall employee engagement. 

6.2 Enablers of Strategic HR Analytics 

(a)Analytical and Statistical Competencies 

Alam et al. (2025) emphasize that for HR professionals to transform raw data into actionable 

strategic insights, they must be proficient in statistical methods, data modeling, and effectively 

communicating analytical outcomes. 

(b)Managerial Support and Sponsorship 

Leadership support—referred to as ―analytical leadership‖ or ―enterprise orientation‖ in 

frameworks such as DELTA (Davenport et al., 2010) and LAMP (Boudreau & Ramstad, 2007)—

is essential for justifying analytics efforts and securing the necessary resources for successful 

implementation. 

(c)HR Technology Literacy and Infrastructure 

Research emphasizes that HR professionals need to be skilled in both fundamental HRIS systems 

and sophisticated analytics tools. Additionally, the presence of a cohesive data infrastructure 

significantly improves the accuracy and effectiveness of analytical modeling (Srivastava & 

Eachempati, 2021). 

(d)Clear Use-Case Focus 

Levenson and Fink (2017) stress the importance of focusing HR analytics on specific, business-

critical use cases like talent retention and workforce planning, instead of conducting broad or 

exploratory reporting without clear objectives. 

(e)Data Quality and Model Transparency 

Calvard and Jeske (2018) point out that uncertainties in model design, issues with interpretability, 

and potential biases can undermine trust in HR analytics. They emphasize that ensuring 

algorithmic fairness and transparency is vital to maintain credibility and stakeholder confidence. 

6.3 Barriers to Strategic Use 

Research surfaces several persistent barriers limiting HR analytics maturity: 

(a)Insufficient Analytical Skills 

Empirical studies (Angrave et al., 2016; Harris et al., 2011; Marler& Boudreau, 2017) 
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consistently reveal that many HR professionals lack the necessary statistical, technical, and 

analytical skills to develop models, interpret findings, and connect them effectively to 

organizational objectives. 

(b)Weak Leadership Support 

Fernandez and Gallardo‑Gallardo (2021) emphasize that in the absence of strong leadership 

backing and sustained executive commitment, HR analytics initiatives often face difficulties in 

obtaining necessary resources, earning credibility within the organization, and achieving strategic 

influence. 

(c)Poor Data Availability and Technical Infrastructure 

Racherla (2021) points out that disjointed HR systems, poor data quality, and obsolete 

technologies greatly impede the effectiveness, consistency, and scalability of HR analytics efforts. 

(d)Model Complexity and Lack of Transparency 

Srivastava & Eachempati (2021) note that sophisticated data modeling brings challenges such as 

fairness concerns, difficulties in selecting appropriate features, and lack of transparency. When 

models are too complex to interpret, it can hinder stakeholder trust and slow down adoption. 

(e)Cultural Resistance and Ethical Concerns 

Fernandez & Gallardo‑Gallardo (2021) highlight that resistance to change, concerns about data 

misuse, and privacy issues can obstruct the adoption of HR analytics. Overcoming these 

challenges demands a cultural shift, strong governance practices, and active involvement of 

employees to build trust and acceptance. 
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6.4 Industry Best Practices in Strategic HR Analytics 

Practice Area Description Industry Example Best Practice 

Recommendation 

Phased Implementation Aligned 

with HR Cycles 

Implement analytics modules 

gradually, aligning each phase with 

specific HR priorities and the 

organization‘s level of readiness. 

 

ConAgra introduced Success 

Factors modules gradually to 

ensure effective adoption, 

while IBM initiated its rollout 

with AI-driven learning before 

expanding to skills inference. 

It's advisable to begin with 

simple, high-impact areas such 

as training or recruitment, and 

progressively move toward 

predictive analytics. 

Begin with straightforward, 

high-value areas such as 

training or recruitment, and 

gradually expand into 

predictive analytics. 

 

User-Centered Dashboards & 

Self-Service Tools 

Tools must provide users with intuitive 

and actionable visual insights. 

 

Fam Brands used people 

analytics to discover that 

remote work enhances 

productivity, which informed 

their hybrid work policy. 

Create user-friendly 

dashboards that allow 

managers and HR 

professionals to independently 

explore and analyze data. 

 

 

Global Governance & 

Standardized Metrics 

Centralized governance maintains 

uniformity and strategic alignment 

across different departments. 

Chevron‘s governance 

structure unified HR metrics 

across global operations, while 

Cisco applies people analytics 

to optimize workspace 

utilization. 

 

Establish cross-functional 

teams to oversee analytics 

initiatives and standardize 

metric definitions. 

Integrate HR with Business Data Integrating HR data with finance and 

operations reveals strategic 

interconnections. 

 

 

Lowe‘s discovered that stores 

with higher employee 

engagement generated 4% 

more in sales per square foot. 

 

Develop unified data pipelines 

and simulate business 

scenarios for strategic insights. 

Ethical Use & Model 

Transparency 

Models should be transparent, 

unbiased, and uphold data privacy 

standards. 

 

 

IBM employs AI to enhance 

learning processes but refrains 

from using it for hiring 

decisions, prioritizing 

transparency and fairness. 

 

Establish ethical standards and 

maintain transparent model 

documentation to foster trust 

and accountability. 

Focus on Business-Relevant Use 

Cases 

Analytics initiatives should target 

specific, quantifiable business 

problems. 

 

 

General Electric applied 

predictive analytics to align its 

workforce planning with 

anticipated organizational 

demands. 

 

Focus on initiatives that offer 

measurable returns and align 

with strategic goals, guided by 

frameworks such as DELTA or 

LAMP. 

 

Predictive Analytics for Retention Apply predictive models to anticipate 

and minimize employee attrition. 

 

 

IKEA cut employee turnover 

from 20% to around 12% 

through predictive analytics, 

while Target achieved a 25% 

reduction. 

 

Target achieved a 25% 

decrease in turnover by 

analyzing employee data to 

identify high-risk individuals 

and implementing tailored 

retention strategies. 

 

Data-Driven Recruitment Use analytics and AI in recruitment 

processes to enhance candidate quality 

and promote workforce diversity. 

 

Unilever reduced hiring 

expenses by nearly 50% using 

AI-driven assessments, while 

Airbnb shortened its time-to-

fill by 30%. 

 

Leverage AI and predictive 

analytics for candidate 

selection while monitoring 

time-to-fill, hiring costs, and 

diversity outcomes. 

 

 

7. Discussion and Implications 

Insights from industry cases and academic literature indicate that although the use of HR analytics 

is growing, its maturity and strategic integration differ widely across organizations. Most 

companies still primarily rely on descriptive analytics, with limited application of more advanced 
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predictive or prescriptive approaches (Gerber et al., 2024; Živilė, 2024). However, analytics 

efforts that are tied to concrete business challenges—such as employee retention, workforce 

planning, and cost optimization—tend to yield more tangible value and strategic impact 

(Levenson& Fink, 2017; Visier, 2018). 

Key enablers like data literacy, leadership support, and robust technological infrastructure are 

essential for the effective adoption of HR analytics. As highlighted by Alam et al. (2025) and 

Srivastava &Eachempati (2021), HR professionals must develop statistical and analytical 

capabilities while leveraging user-friendly tools to generate actionable insights. Real-world 

examples such as Chevron‘s global standardization of HR metrics (Deloitte, 2017) and IBM‘s AI-

driven skill matching system illustrate how aligning analytics with core business functions can 

drive efficiency, boost employee engagement, and improve cost outcomes. 

Despite progress, several barriers continue to hinder the widespread adoption of HR analytics 

across industries and regions. Many HR professionals lack adequate training in analytics and 

struggle to interpret and apply data insights effectively (Angrave et al., 2016; Marler& Boudreau, 

2017). In the absence of strong leadership commitment, analytics initiatives often fail to scale or 

influence strategic decisions (Fernandez & Gallardo‑Gallardo, 2021). Additionally, ethical 

concerns—such as data privacy, algorithmic bias, and lack of transparency—can reduce 

stakeholder trust and slow down implementation (Calvard&Jeske, 2018). 

Leading industry practices suggest beginning with targeted, low-complexity use cases, adopting 

intuitive dashboards, upholding ethical transparency, and aligning HR analytics with wider 

business objectives. For instance, Lowe‘s identified a clear correlation between employee 

engagement and sales outcomes, while Unilever and IKEA leveraged predictive analytics to lower 

hiring costs and minimize employee attrition (McKinsey, 2022). 

Implications 

The findings of this study carry significant implications. From a theoretical perspective, they 

validate models like DELTA (Davenport et al., 2010) and the HR value proposition framework, 

highlighting HR analytics as a key strategic tool in managing human capital (Peeters et al., 2020). 

This research adds to the expanding body of literature that redefines HR‘s role from a traditional 

administrative unit to a strategic, data-driven partner in business success. 

On a practical level, the study underscores the need for HR leaders to focus on building 

capabilities in areas like statistical reasoning and data interpretation. Organizations should secure 

leadership backing, allocate sufficient resources, and roll out analytics projects in phases that 

align with HR cycles and strategic business goals. Ethical, transparent data practices are also 

essential to gain trust and ensure lasting impact. In emerging markets, such as India, the findings 

point to the need for broader institutional support through education, policies, and digital 

infrastructure to overcome gaps in skills and technology and mainstream the use of HR analytics. 

8. CONCLUSION  

HR analytics has become a vital strategic instrument for enabling data-informed decisions in areas 

like workforce planning, talent management, and employee engagement. Although some 

organizations report tangible benefits such as improved productivity and reduced costs, broader 

implementation is still hindered by challenges like insufficient analytical skills, inadequate data 
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systems, and limited backing from leadership. 

To maximize the potential of HR analytics, organizations need to develop analytical expertise, 

ensure ethical data practices, and closely align analytics efforts with overall business objectives. 

When applied effectively, HR analytics elevates HR from a traditional administrative role to a 

strategic partner that contributes directly to organizational performance and growth. 

REFERENCES 

 Alam, S., Dong, Z., Kularatne, I. et al. Exploring approaches to overcome challenges in 

adopting human resource analytics through stakeholder engagement. Management Review 

Quarterly(2025). https://doi.org/10.1007/s11301-025-00491-y 

 Alam, M., Kumar, S., & Sinha, R. (2025). Enhancing HR Capability through Statistical 

Proficiency. Journal of Human Capital Management, 12(1), 23–38. 

 Alrasheedi, R. (2023). To study the adoption and application of HR analytics among HR 

professionals in the Organizations. International Journal of Research in Finance and 

Management, 11(10), 12–19. 

 Angrave, D., Charlwood, A., Kirkpatrick, I., Lawrence, M., & Stuart, M. (2016). HR and 

analytics: why HR is set to fail the big data challenge. Human resource management journal, 

26(1), 1-11. 

 Calvard, T., &Jeske, D. (2018). Fairness and transparency in algorithmic HRM: A conceptual 

model. Personnel Review, 47(8), 1828–1847. 

 Challa, R., Kuppuswamy, D., Srinivas M, Prasoona, M., &Mididoddi, S. (2025). The impact 

of hr analytics on strategic workforce planning: a study in tech driven organizations. Academy 

of Marketing Studies Journal, 29(S5), 1-8. 

 Davenport, T. H., & Harris, J. G. (2007). Competing on Analytics: The New Science of 

Winning. Harvard Business Press. 

 Davenport, T. H., Harris, J. G., & Shapiro, J. (2010). Competing on Talent Analytics. Harvard 

Business Review. Retrieved from: https://hbr.org/2010/10/competing-on-talent-analytics 

 Deloitte Insights. (2017). Rewriting the rules for the digital age: 2017 Deloitte Global Human 

Capital Trends. Retrieved from: https://www2.deloitte.com/insights/us/en/focus/human-

capital-trends/2017.html 

 Fernandez, V. and Gallardo-Gallardo, E. (2021) Tackling the HR digitalisation challenge: key 

factors and barriers to HR analytics adoption, Competitiveness Review: An International 

Business Journal, 31 (1), 162–187.   

 Gartner. (n.d.). HR Analytics Glossary. Retrieved from: https://www.gartner.com/en/human-

resources/glossary/hr-analytics 

 Gerber, M., Krause, A., Probst, J. et al. HR analytics between ambition and reality. Group 

Interaction Organisation, 55, 225–236 (2024). https://doi.org/10.1007/s11612-024-00743-7 

https://doi.org/10.1007/s11301-025-00491-y
https://hbr.org/2010/10/competing-on-talent-analytics
https://www2.deloitte.com/insights/us/en/focus/human-capital-trends/2017.html
https://www2.deloitte.com/insights/us/en/focus/human-capital-trends/2017.html
https://www.gartner.com/en/human-resources/glossary/hr-analytics
https://www.gartner.com/en/human-resources/glossary/hr-analytics
https://doi.org/10.1007/s11612-024-00743-7


TAJMMR: Trans Asian Journal of Marketing & Management Research 
ISSN: 2279-0667       Vol. 14, Issue 4-5-6, Apr-May-June, 2025 

                A peer reviewed journal 
SJIF 2022=8.119 

https://tarj.in 
43 

 

 

 Harris, J. G., Craig, E., & Light, D. A. (2011). Talent and analytics: new approaches, higher 

ROI. Journal of Business Strategy, 32(6), 4-13. 

 Khajuria, R., Maini, A., Bukhari, S.S., & Dhawan, D. (2024). Unveiling the disconnect: Why 

HR analytics adoption lags behind the research boom. Academy of Marketing Studies Journal, 

28(6), 1-16. 

 Kniffin KM, Narayanan J, Anseel F, Antonakis J, Ashford S, Bakker AB (2020) COVID-19 

and the Workplace: Implications, issues, and insights for future research and action. 

https://doi.org/10.1037/amp0000716 

 Levenson, A., & Fink, A. (2017). Human capital analytics: Too much data and analysis, not 

enough models and business insights. Journal of Organizational Effectiveness: People and 

Performance, 4(2), 145–156. https://doi.org/10.1108/JOEPP‑03‑2017‑0029 

 Marler, J. H., & Boudreau, J. W. (2017). An evidence-based review of HR Analytics. The 

International Journal of Human Resource Management, 28(1), 3-26. 

 Peeters, T., Paauwe, J., & Van De Voorde, K. (2020). People analytics effectiveness: 

Developing a framework. Journal of Organizational Effectiveness: People and Performance, 

7(2), 203–219. 

 Racherla, S. (2021). The Drivers and Barriers of Adoption of People Analytics: A Review and 

Empirical Investigation. Sage Science Review of Applied Machine Learning, 4(1), 1–11. 

Retrieved from https://journals.sagescience.org/index.php/ssraml/article/view/38 

 Reddy, P. R., & Lakshmikeerthi, P. 2017. ‗HR Analytics‘ – An Effective Evidence Based 

HRM Tool. International Journal of Business and Management Invention, 6(7). 

 Srivastava, S., & Eachempati, R. (2021). Addressing the challenges of HR Analytics 

implementation. Indian Journal of Industrial Relations, 56(3), 521–535. 

 Stankevičiūtė, Ž. (2024). Data-driven decision making: application of people analytics in 

human resource management. In Digital Transformation: Technology, Tools, and Studies, 

239-262. 

 Wang, L., Zhou, Y., Sanders, K., Marler, J. H., & Zou, Y. (2024). Determinants of effective 

HR analytics implementation: An in-depth review and a dynamic framework for future 

research. Journal of 

BusinessResearch,170,114312.https://doi.org/10.1016/j.jbusres.2023.114312 

 Yin, J. (2024). Leveraging HR analytics for employee development: Good for Employees, 

organizations, and society. Strategic HR Review. https://doi.org/10.1108/shr-09-2024-0072 

 Visier. (2018). How ConAgra Transformed Workforce Planning Using HR Analytics. Visier 

Case Study. 

 https://www.ignitehcm.com/blog/data-driven-decision-making-the-power-of-workforce-

analytics-in-hcm? 

 https://www.shrm.org/in/executive-network/insights/people-strategy/how-ibm-incorporates-

artificial-intelligence-strategic-workforce-planning? 

https://doi.org/10.1037/amp0000716
https://journals.sagescience.org/index.php/ssraml/article/view/38
https://doi.org/10.1108/shr-09-2024-0072
https://www.ignitehcm.com/blog/data-driven-decision-making-the-power-of-workforce-analytics-in-hcm
https://www.ignitehcm.com/blog/data-driven-decision-making-the-power-of-workforce-analytics-in-hcm
https://www.shrm.org/in/executive-network/insights/people-strategy/how-ibm-incorporates-artificial-intelligence-strategic-workforce-planning
https://www.shrm.org/in/executive-network/insights/people-strategy/how-ibm-incorporates-artificial-intelligence-strategic-workforce-planning


TAJMMR: Trans Asian Journal of Marketing & Management Research 
ISSN: 2279-0667       Vol. 14, Issue 4-5-6, Apr-May-June, 2025 

                A peer reviewed journal 
SJIF 2022=8.119 

https://tarj.in 
44 

 

 

 IBM Institute of Business Value. Cognitive Computing Study: How Cognitive Computing is 

transforming HR and the Employee Experience, 2017. 

 

 

 

 

 

 

 

 

 

 


