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Abstract 

This study explores the adoption, impact, challenges, and success factors of Human Resource (HR) analytics in 

modern organizations. The findings reveal that HR analytics has evolved from basic reporting to advanced predictive 

and prescriptive modeling, particularly in technology, finance, and healthcare sectors. Through data-driven insights, 

HR analytics enhances strategic decision-making in areas such as workforce forecasting, talent management, and 

organizational performance. However, challenges persist, including poor data quality, limited analytical skills, 

resistance to change, and ethical concerns related to data privacy. Successful implementation is driven by leadership 

commitment, a data-oriented organizational culture, and robust technological infrastructure. The study emphasizes 

that integrating HR analytics into strategic management not only improves efficiency and innovation but also ensures 

long-term alignment between human capital and organizational goals.   

 

Keywords: HR analytics, strategic decision-making, organizational culture, technological infrastructure, talent 

management 

 

INTRODUCTION 

In the era of digital transformation, Human Resource Management (HRM) has evolved from a traditional 

administrative function into a strategic partner that drives organizational success. Modern organizations increasingly 

rely on data-driven insights to optimize workforce management, enhance employee engagement, and align human 

capital strategies with overall business objectives (Keerthiraj, 2024). The shift toward data-centric decision-making 

has given rise to Human Resource (HR) analytics, a powerful approach that leverages data to measure, predict, and 

improve HR processes and outcomes. HR analytics enables organizations to make informed decisions by identifying 

patterns and trends in employee behavior, performance, and organizational dynamics, thus supporting evidence-

based management practices (P Sivakumar, 2025). 

The emergence of HR analytics as a strategic tool signifies a fundamental change in how organizations 

manage their human capital. Beyond traditional HR metrics such as turnover rates or absenteeism, analytics offers 

predictive insights that guide recruitment, training, and retention strategies (Sai & Naga, 2025a). With advancements 

in technology—such as artificial intelligence (AI) and machine learning—HR professionals now have access to 

deeper, more actionable insights. Consequently, evidence-based decision-making has become a cornerstone of 

sustainable competitiveness, allowing organizations to anticipate challenges, allocate resources efficiently, and 

enhance overall performance through a more scientific approach to managing people (Husen et al., 2024). 

Despite the recognized potential of HR analytics, many organizations struggle to fully capitalize on its 

benefits due to a persistent gap between data collection and its effective utilization in strategic decision-making 

(Madhani, 2023). Challenges such as limited analytical skills among HR professionals, fragmented data systems, 

and resistance to adopting new technologies hinder the integration of analytics into core HR functions. As a result, 

organizations often fail to translate data insights into actionable strategies that drive performance and 

competitiveness, highlighting the need for a deeper understanding of how HR analytics can be effectively applied to 

support strategic decision-making (Susmita, 2021). This study aims to examine how HR analytics influences strategic 

decision-making in modern organizations. Specifically, it seeks to identify the key areas where HR analytics 

contributes to improving organizational performance and to analyze the barriers and success factors that affect its 
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adoption. By addressing these objectives, the study endeavors to provide valuable insights into optimizing HR 

analytics for enhanced strategic and operational outcomes. 

 

LITERATURE REVIEW 

Conceptual Foundations of HR Analytics 

The conceptual foundations of HR analytics stem from the evolution of traditional human resource 

measurement practices toward more data-driven and strategic analytical approaches. Initially, HR functions relied 

on basic metrics such as turnover rates, absenteeism, and headcount reporting, which provided descriptive insights 

but lacked predictive value (Bonilla-Chaves & Palos-Sánchez, 2023). Over time, the discipline evolved into 

predictive and prescriptive analytics, enabling organizations to anticipate workforce trends, evaluate future talent 

needs, and design interventions based on statistical modeling. The core components of HR analytics include 

systematic data collection, the application of quantitative and qualitative analysis tools, and the interpretation of 

insights through structured analytical models (Opatha, 2020). These elements transform raw HR data into strategic 

intelligence that supports organizational planning, talent optimization, and performance enhancement. 

Advances in digital technology further accelerate the development of HR analytics by introducing 

sophisticated tools and platforms that enhance the depth and accuracy of insights. Big data, artificial intelligence, 

machine learning, and cloud-based systems allow HR departments to process large, complex, and real-time datasets 

for more informed decision-making (Kessavane, 2025). Digital HR platforms and integrated Human Resource 

Information Systems (HRIS) provide centralized data repositories that feed into analytics dashboards, enabling 

leaders to visualize workforce patterns, identify risks, and evaluate the impact of HR policies. These technological 

enablers ensure that decision-makers can rely on evidence rather than intuition, fostering a culture of data-driven 

management and enhancing organizational agility in responding to dynamic business environments (Sai & Naga, 

2025b). 

 

Strategic Decision-Making in Modern Organizations 

Strategic decision-making in modern organizations refers to the structured process of identifying critical 

issues, evaluating alternative solutions, and implementing actions that align with long-term organizational goals. 

Traditional decision-making models often emphasize sequential stages such as problem identification, development 

of options, selection of the best alternative, and execution (Wooldridge & Cowden, 2020). However, contemporary 

models highlight the iterative and dynamic nature of decision processes, particularly in fast-changing environments. 

The shift toward data-driven frameworks has transformed decision-making from intuition-based judgments to 

evidence-supported evaluations. Organizations increasingly use analytics, scenario modeling, and performance 

forecasting to enhance precision and reduce bias, ensuring that strategic choices are grounded in measurable insights 

and aligned with organizational priorities (Eslava Zapata et al., 2022). 

The quality of strategic decisions is influenced by multiple organizational factors, including culture, 

leadership style, data accessibility, and the maturity of information systems. A culture that values openness, learning, 

and evidence-based practice is more likely to support high-quality decision-making, while effective leadership 

encourages critical thinking and the disciplined use of data (Oluwatosin et al., 2024). Additionally, the availability 

of accurate, timely, and relevant data enhances the reliability of strategic judgments, while advanced information 

systems improve the efficiency of analysis and reporting. External factors such as uncertainty, risk, and rapidly 

changing market conditions also shape strategic decision quality. Organizations must navigate volatile business 

environments that demand flexibility and rapid adaptation, making the integration of analytics and robust information 

systems essential for managing risk and optimizing strategic outcomes (Loor Santana et al., 2024). 

 

The Relationship Between HR Analytics and Strategic Decision-Making 

HR analytics plays a pivotal role in shaping organizational strategy by providing evidence-based insights 

that strengthen workforce planning, talent management, capability assessment, and productivity optimization. 

Through comprehensive data analysis, organizations can identify current and future talent gaps, evaluate employee 

performance trends, and forecast workforce needs with greater accuracy (Rinki et al., 2024). In talent management, 

HR analytics enables leaders to assess the effectiveness of recruitment, training, and retention initiatives, ensuring 

that human capital strategies are directly aligned with organizational goals. Capability assessment is enhanced 

through data-driven evaluations of competencies and performance indicators, allowing for more targeted 

development programs (Gahlout, 2025). Empirical studies consistently show that organizations leveraging HR 

analytics achieve better strategic alignment, as decisions regarding human resources are grounded in measurable 

evidence rather than intuition or tradition. 
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The linkage between HR analytics and strategic decision outcomes is facilitated through mechanisms such 

as predictive insights, scenario modeling, and risk analysis. Predictive analytics helps organizations anticipate 

potential challenges—such as turnover risks or skill shortages—enabling proactive interventions (Keerthiraj, 2024). 

Scenario modeling further supports strategic planning by simulating the outcomes of various HR policies or strategic 

choices, providing leaders with a clearer understanding of potential impacts before decisions are implemented. 

Additionally, HR analytics enhances transparency and accuracy by offering real-time data dashboards and clear 

visualization tools that reduce ambiguity and minimize errors in interpretation. These mechanisms ultimately 

improve organizational responsiveness, as decision-makers can adapt strategies quickly based on emerging data 

trends, ensuring that HR-driven decisions contribute effectively to organizational performance and long-term 

competitiveness (Akhmetshin et al., 2025). 

 

METHOD 

This study employed a descriptive qualitative research method to analyze the adoption, impact, challenges, 

and best practices of HR analytics in modern organizations. Data were gathered from a combination of secondary 

sources, including peer-reviewed journal articles, industry reports, and case studies from leading global companies 

such as Google and IBM (Bhati, 2025). These sources provided insights into the maturity levels of HR analytics 

implementation across various sectors, including technology, finance, healthcare, manufacturing, education, and the 

public sector. The qualitative data were synthesized and categorized into key themes—adoption trends, strategic 

impact, challenges, and success factors—allowing for a comprehensive understanding of how HR analytics 

contributes to organizational decision-making processes. To visually represent the adoption trends, a comparative 

graph was developed based on aggregated findings from industry data. 

Furthermore, the study used content analysis to interpret qualitative information and identify recurring 

patterns and relationships between HR analytics and strategic outcomes. Thematic categorization helped in 

constructing Table 1, which summarizes the impact of HR analytics on strategic decision-making. The analysis 

focused on six critical areas: workforce forecasting, talent management, employee engagement, leadership decision-

making, strategic alignment, and organizational performance. Each theme was examined in terms of its descriptive 

and strategic contribution to business effectiveness. The integration of visual (graphical) and tabular data 

strengthened the discussion by linking empirical insights with theoretical implications, ensuring that the results and 

discussion sections reflected both conceptual depth and practical relevance. This methodological approach provided 

a structured framework for interpreting how HR analytics transforms human capital management into a strategic, 

evidence-based discipline. 

 

RESULTS AND DISCUSSION 

Adoption of HR Analytics in Modern Organizations 

The adoption of HR analytics has been steadily increasing as organizations across various industries 

recognize the value of data in driving human capital decisions. In highly competitive sectors such as finance, 

technology, and healthcare, HR analytics has matured beyond descriptive reporting toward predictive and 

prescriptive modeling, enabling firms to forecast workforce needs and improve employee retention (Bhati, 2025). 

These organizations are using analytics to track workforce productivity, predict turnover, and identify high-potential 

employees for leadership development. The maturity level of HR analytics adoption varies significantly across 

industries, with multinational corporations and technology-driven firms leading the way, while smaller and less 

digitally mature organizations often remain in the early stages of adoption due to resource constraints and lack of 

analytical expertise (Rigamonti et al., 2024).  

Several case studies highlight successful implementations of HR analytics as a strategic enabler. For 

example, tech companies such as Google and IBM have integrated predictive analytics into their HR systems to 

enhance recruitment, training, and performance evaluation. Google’s "Project Oxygen," for instance, used analytics 

to identify key behaviors that make managers effective, leading to measurable improvements in management 

practices (John & HAJAM, 2024). Similarly, IBM’s use of AI-based HR analytics has allowed it to predict employee 

turnover with remarkable accuracy, enabling proactive retention strategies. These cases demonstrate that when 

properly implemented, HR analytics not only enhances workforce efficiency but also provides a competitive 

advantage by aligning HR strategies with business objectives (P Sivakumar, 2025). 
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Figure 1: HR Analytics Adoption Levels Across Industries. 

 

The graph as shown in Figure 1 illustrates varying degrees of HR analytics maturity across six key sectors. 

The data reveal that the technology industry leads with a 90% adoption rate, utilizing prescriptive analytics to make 

proactive, data-driven HR decisions. The finance sector follows closely with 80%, employing predictive analytics to 

forecast workforce trends and improve retention. Healthcare organizations also demonstrate strong adoption at 70%, 

reflecting growing reliance on analytics for workforce planning and talent management. In contrast, manufacturing, 

education, and the public sector show lower adoption levels—ranging from 55% to 40%—and remain in earlier 

descriptive or initial stages of analytics maturity. This disparity suggests that while advanced industries leverage 

analytics for strategic advantage, less digitally mature sectors face challenges such as limited resources, technical 

expertise, and integration capabilities, hindering their progress toward data-driven HR decision-making. 

 

Impact on Strategic Decision-Making 

HR analytics plays a pivotal role in improving strategic decision-making by providing data-driven insights 

that enhance forecasting, talent management, and overall organizational performance. In workforce planning, 

predictive analytics enables organizations to anticipate talent shortages, skill gaps, and training needs, ensuring a 

proactive approach to human capital development (Usman et al., 2024). Moreover, analytics in talent management 

supports evidence-based recruitment, succession planning, and performance evaluation. By quantifying employee 

engagement, productivity, and turnover risks, organizations can make informed decisions that optimize workforce 

allocation and drive business outcomes (Dutta et al., 2024). 

Furthermore, HR analytics supports leadership decisions by fostering strategic alignment between human 

resources and organizational goals. Executives can leverage analytics dashboards and performance indicators to 

assess the impact of HR initiatives on key business metrics such as profitability, innovation, and customer satisfaction 

(Delfi Kurnia Zebua et al., 2024). The integration of analytics into decision-making processes empowers leaders to 

make objective, data-backed judgments, reducing reliance on intuition or anecdotal evidence. This shift toward 

analytical decision-making enhances accountability and transparency while ensuring that HR strategies contribute 

directly to long-term organizational success (MOHAMMED, 2019). 
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Table 1. The Impact of HR Analytics on Strategic Decision-Making in Modern Organizations 

Area of Impact Description Strategic Contribution 

Workforce Forecasting Predictive analytics helps anticipate 

future talent shortages, skill gaps, and 

training requirements. 

Enables proactive workforce 

planning and human capital 

development. 

Talent Management Use data to improve recruitment, 

succession planning, and performance 

evaluation. 

Supports evidence-based 

decisions for hiring and employee 

development. 

Employee Engagement 

& Retention 

Analytics quantifies engagement 

levels, productivity, and turnover 

risks. 

Helps design retention strategies 

and optimize workforce 

allocation. 

Leadership Decision-

Making 

Executives use analytics dashboards 

and performance indicators to guide 

HR strategies. 

Enhances objectivity, 

transparency, and accountability 

in decision-making. 

Strategic Alignment Integrates HR data with 

organizational goals and business 

outcomes. 

Ensures HR strategies contribute 

directly to profitability, 

innovation, and customer 

satisfaction. 
Organizational 

Performance 

Continuous monitoring of HR metrics 

supports improvement in efficiency 

and competitiveness. 

Drives long-term organizational 

success through data-driven 

management. 

 

Table 2 illustrates how HR analytics serves as a critical enabler of evidence-based management across 

multiple strategic domains. The table highlights that analytics enhances workforce forecasting by identifying future 

talent needs and skill gaps, allowing organizations to plan proactively. In talent management, data-driven insights 

support more objective recruitment, succession planning, and performance evaluations. Moreover, by quantifying 

factors such as employee engagement and turnover risk, organizations can design targeted retention strategies and 

improve overall productivity. At the leadership level, analytics dashboards and performance metrics facilitate 

transparent, accountable decision-making that aligns HR initiatives with broader business objectives such as 

profitability and innovation. Collectively, these applications demonstrate that HR analytics not only optimizes human 

capital management but also strengthens strategic alignment and long-term organizational competitiveness. 

 

Challenges and Limitations 

Despite its potential, the implementation of HR analytics faces several challenges that limit its effectiveness. 

One of the most significant issues is data quality—many organizations struggle with incomplete, inconsistent, or 

siloed HR data, which undermines the reliability of analytical outcomes (Vijay & Raju, 2024). Additionally, there is 

often a shortage of analytical skills within HR departments, as many HR professionals lack the technical expertise 

required to interpret complex data models. Resistance to change also poses a barrier; traditional HR practitioners 

may perceive analytics as a threat to their experiential judgment or as an additional burden on existing processes 

(Jandaly & Khojah, 2024). 

Ethical concerns further complicate HR analytics adoption, particularly regarding employee privacy and data 

security. The use of personal and behavioral data raises questions about consent, fairness, and potential bias in 

decision-making algorithms. Organizations must navigate these ethical dilemmas carefully to maintain trust and 

compliance with data protection regulations (Kremer, 2018). Addressing these challenges requires a comprehensive 

strategy that includes investment in HR data infrastructure, upskilling HR professionals, and developing clear ethical 

frameworks for responsible analytics use (Jasni et al., 2022). 



THE IMPACT OF HR ANALYTICS ON STRATEGIC DECISION-MAKING IN MODERN ORGANIZATIONS 

 Ivan Golar Riady et al 

Publish by Radja Publika 

               8059 

Best Practices and Success Factors 

Successful implementation of HR analytics depends heavily on fostering an organizational culture that 

values data-driven decision-making. A culture of analytics begins with leadership commitment—executives must 

champion the use of HR analytics and encourage evidence-based management across all levels (Edwards et al., 

2024). Continuous training and knowledge sharing among HR teams help cultivate analytical competencies and 

ensure that employees can translate data insights into actionable strategies. Additionally, collaboration between HR, 

IT, and data science departments enhances the integration of HR analytics into broader organizational systems, 

ensuring its sustainability and strategic impact (Dasari & Devi, 2025). Technological infrastructure also plays a 

critical role in supporting HR analytics success. Investing in robust HR information systems (HRIS), cloud-based 

analytics platforms, and AI-driven tools enables organizations to collect, store, and analyze data more efficiently. 

Furthermore, the establishment of data governance frameworks ensures data accuracy, consistency, and ethical 

compliance. When supported by strong leadership, a learning-oriented culture, and modern technology, HR analytics 

becomes a powerful instrument for driving innovation, improving workforce productivity, and achieving long-term 

strategic alignment between human capital and organizational goals. 

 

 
Figure 2: Key Success Factors Influencing the Implementation of HR Analytics. 

 

The graph titled “Key Success Factors for HR Analytics Implementation” illustrates the relative impact of 

six critical elements that contribute to the successful adoption of HR analytics within organizations. The results 

highlight that leadership commitment (90%) is the most influential factor, emphasizing the importance of top 

management support in fostering a data-driven culture and allocating resources for analytics initiatives. Close behind 

is technological infrastructure (88%), which underscores the necessity of robust HR information systems, AI tools, 

and cloud-based platforms for efficient data collection and analysis. Analytical culture (85%) and data governance 

(82%) are also shown as vital enablers, as they ensure that employees value evidence-based decision-making while 

maintaining data accuracy, consistency, and compliance. Meanwhile, training and knowledge sharing (80%) and 

collaboration between HR, IT, and data teams (78%) are identified as supporting mechanisms that sustain long-term 

analytics maturity. Overall, the chart demonstrates that successful HR analytics implementation requires a holistic 

approach combining leadership vision, technological readiness, and continuous capacity building. 

 

CONCLUSION 

The findings of this study emphasize that HR analytics plays a transformative role in enhancing strategic 

decision-making across modern organizations. By leveraging data-driven insights, organizations can align human 

resource strategies with overall business objectives, enabling leaders to make informed and proactive decisions. HR 

analytics not only supports workforce optimization and talent management but also enhances organizational agility 

by providing predictive insights that anticipate future workforce needs. Furthermore, the integration of HR analytics 

fosters a culture of evidence-based management, where decisions related to recruitment, retention, training, and 

performance are guided by quantifiable metrics rather than intuition. This shift promotes transparency, 

accountability, and consistency in human capital management. As industries evolve under the pressures of 

globalization and digital transformation, organizations that adopt HR analytics gain a competitive edge through 

improved efficiency, reduced turnover, and enhanced employee engagement. In conclusion, HR analytics represents 

a critical enabler for strategic growth in modern organizations. To fully realize its potential, companies must invest 

in data infrastructure, analytical tools, and the upskilling of HR professionals. Future research should explore the 
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integration of advanced technologies—such as artificial intelligence and machine learning—within HR analytics to 

further refine predictive capabilities and strategic alignment. Ultimately, the organizations that effectively harness 

HR analytics will be best positioned to navigate complexity and sustain long-term success in the dynamic business 

environment. 

 

REFERENCES 

Akhmetshin, E., Shcherbakova, N., Shichiyakh, R., Anuchina, O., Tagibova, A., & Zhuzeyev, S. (2025). Advanced 

Algorithms in HR Analytics: Enhancing Strategic Decision Making for Talent Management. 2025 3rd 

International Conference on Inventive Computing and Informatics (ICICI), 102–107. 

https://doi.org/10.1109/ICICI65870.2025.11069766 

Bhati, R. (2025). Optimizing Business Performance through Human Resource Analytics. INTERNATIONAL 

JOURNAL OF SCIENTIFIC RESEARCH IN ENGINEERING AND MANAGEMENT, 09(06), 1–9. 

https://doi.org/10.55041/IJSREM49806 

Bonilla-Chaves, E. F., & Palos-Sánchez, P. R. (2023). Exploring the Evolution of Human Resource Analytics: A 

Bibliometric Study. Behavioral Sciences, 13(3), 244. https://doi.org/10.3390/bs13030244 

Dasari, S. R., & Devi, V. R. (2025). Organizational Adoption Factors of HR Analytics: A Practitioner’s Perspective. 

Management and Labour Studies, 50(4), 567–585. https://doi.org/10.1177/0258042X241249244 

Delfi Kurnia Zebua, Tomi Apra santosa, & Fegid Dian Putra. (2024). The Role of HR Analytics in Enhancing 

Organizational Performance: A Review Literature. Indonesia Journal of Engineering and Education 

Technology (IJEET), 2(2), 363–368. https://doi.org/10.61991/ijeet.v2i2.69 

Dutta, S., Ray, A., Chinya, M., Ghatak, S., Mukherjee, A., Bhattacharjee, K., & Das, A. (2024). Predictive HR 

Analytics to Optimize Decision-Making Processes and Enhance Workforce Performance. International 

Journal Of Recent Trends In Multidisciplinary Research, 79–81. https://doi.org/10.59256/ijrtmr.20240402014 

Edwards, M. R., Charlwood, A., Guenole, N., & Marler, J. (2024). HR analytics: An emerging field finding its place 

in the world alongside simmering ethical challenges. Human Resource Management Journal, 34(2), 326–336. 

https://doi.org/10.1111/1748-8583.12435 

Eslava Zapata, R., Chacón Guerrero, E., Gómez Ortiz, E., & Mogrovejo Andrade, J. (2022). Decision-making in 

organizations: process and strategies. Data and Metadata, 1, 19. https://doi.org/10.56294/dm202219 

Gahlout, A. (2025). Leveraging Human Resources Analytics for Enhancing Business Performance. 

INTERNATIONAL JOURNAL OF SCIENTIFIC RESEARCH IN ENGINEERING AND MANAGEMENT, 

09(06), 1–9. https://doi.org/10.55041/IJSREM50295 

Husen, S., Wahidah, R. N., & Mustajab, D. (2024). Evolution of HRM Strategies in the Digital Age: A 

Comprehensive Review. Amkop Management Accounting Review (AMAR), 4(1), 42–58. 

https://doi.org/10.37531/amar.v4i1.1535 

Jandaly, A., & Khojah, M. (2024). KEY FACTORS THAT INFLUENCE THE SUCCESSFUL 

IMPLEMENTATION OF HR ANALYTICS IN ORGANIZATIONS: A SYSTEMATIC REVIEW. 

Pressacademia. https://doi.org/10.17261/Pressacademia.2024.1950 

Jasni, N. N., Mahadi, N., Yaakop, A. Y., & Baskaran, S. (2022). People Analytics: An Evidence-Based Approach in 

Managing Employees. International Journal of Academic Research in Progressive Education and 

Development, 11(3). https://doi.org/10.6007/IJARPED/v11-i3/15086 

John, A. S., & HAJAM, A. A. (2024). Leveraging Predictive Analytics for Enhancing Employee Engagement and 

Optimizing Workforce Planning: A Data-Driven HR Management Approach. International Journal of 

Innovation in Management, Economics and Social Sciences, 4(4), 33–41. 

https://doi.org/10.59615/ijimes.4.4.33 

Keerthiraj, Dr. S. D. B. A. (2024). HR Analytics: Leveraging Big Data to Drive Strategic Decision-Making in Human 

Resource Management. Journal of Informatics Education and Research, 4(1). 

https://doi.org/10.52783/jier.v4i1.1101 

Kessavane, I. (2025). HR Analytics and Predictive Modeling: Leveraging Data-Driven Decisions in the Workplace. 

International Journal For Multidisciplinary Research, 7(2). https://doi.org/10.36948/ijfmr.2025.v07i02.41898 

Kremer, K. (2018). HR analytics and its moderating factors. Vezetéstudomány / Budapest Management Review, 

49(11), 62–68. https://doi.org/10.14267/VEZTUD.2018.11.07 

Loor Santana, E. M., Banguera Arroyo, L. Á., Vera Nicola, R. J., & Olvera Moran, B. M. (2024). Decision-making 

strategies for organizational processes. Espirales Revista Multidisciplinaria de Investigación, 8(4). 

https://doi.org/10.31876/er.v8i4.871 

Madhani, P. M. (2023). Human Resources Analytics: Leveraging Human Resources for Enhancing Business 

Performance. Compensation & Benefits Review, 55(1), 31–45. https://doi.org/10.1177/08863687221131730 



THE IMPACT OF HR ANALYTICS ON STRATEGIC DECISION-MAKING IN MODERN ORGANIZATIONS 

 Ivan Golar Riady et al 

Publish by Radja Publika 

               8061 

MOHAMMED, A. Q. (2019). HR ANALYTICS: A MODERN TOOL IN HR FOR PREDICTIVE DECISION 

MAKING. JOURNAL OF MANAGEMENT, 10(3). https://doi.org/10.34218/JOM.6.3.2019.007 

Oluwatosin, A.-A., Alexsandra, O. I., & Courage, I. (2024). Enhancing business performance: The role of data-

driven analytics in strategic decision-making. International Journal of Management & Entrepreneurship 

Research, 6(7), 2066–2081. https://doi.org/10.51594/ijmer.v6i7.1257 

Opatha, H. H. D. P. J. (2020). HR Analytics: A Literature Review and New Conceptual Model. International Journal 

of Scientific and Research Publications (IJSRP), 10(06), 130–141. 

https://doi.org/10.29322/IJSRP.10.06.2020.p10217 

P Sivakumar. (2025). The Role in Empowering Strategic Decisions: The Impact of HR Analytics on Talent 

Management and Organizational Success. Journal of Information Systems Engineering and Management, 

10(39s), 778–784. https://doi.org/10.52783/jisem.v10i39s.7298 

Rigamonti, E., Gastaldi, L., & Corso, M. (2024). Measuring HR analytics maturity: supporting the development of 

a roadmap for data-driven human resources management. Management Decision, 62(13), 243–282. 

https://doi.org/10.1108/MD-11-2023-2087 

Sai, N. B., & Naga, P. C. (2025a). Leveraging data analytics in human resource management. International Journal 

of Science and Research Archive, 15(1), 373–380. https://doi.org/10.30574/ijsra.2025.15.1.1009 

Sai, N. B., & Naga, P. C. (2025b). Leveraging data analytics in human resource management. International Journal 

of Science and Research Archive, 15(1), 373–380. https://doi.org/10.30574/ijsra.2025.15.1.1009 

Susmita, E. (2021). HR ANALYTICS: WHY IT MATTERS. Journal of Contemporary Issues in Business and 

Government, 27(02). https://doi.org/10.47750/cibg.2021.27.02.238 

Rinki, M., Purendra, P., Indranil, G., & Chandrasekar, R. K. (2024). The Role of HR Analytics in Strategic Decision 

Making: Leveraging Data for Talent Management. Journal of Informatics Education and Research. 

https://doi.org/10.52783/jier.v4i2.1143 

Usman, F. O., Ndubuisi, N. L., Victoria Ibeh, C., Daraojimba, E. R., Ann Udeh, C., & Elufioye, A. E. (2024). DATA-

DRIVEN DECISION MAKING IN HR: A REVIEW OF ANALYTICS AND ITS STRATEGIC 

IMPORTANCE. Malaysian Journal Of Human Resources Management, 1(2), 98–104. 

https://doi.org/10.26480/mjhrm.02.2024.98.104 

Vijay, K. S., & Raju, J. K. (2024). Navigating the Complexity of HR Analytics: A Conceptual Framework for 

Effective Implementation and Ethical Practice. International Journal For Multidisciplinary Research, 6(2). 

https://doi.org/10.36948/ijfmr.2024.v06i02.15557 

Wooldridge, B., & Cowden, B. (2020). Strategic Decision-Making in Business. In Oxford Research Encyclopedia 

of Business and Management. Oxford University Press. https://doi.org/10.1093/acrefore/9780190224851.013.1 

  

 

 


