	IJESE
(International Journal of Econimics, Science, and Education)
Volume 2  Number 5  2025
This work is licensed under a Creative Commons Attribution-  ShareAlike 4.0 International License.
	ISSN : 3046-689X(ONLINE)




HUMAN RESOURCE ANALYTICS AND STRATEGIC DECISION-MAKING IN HUMAN RESOURCE MANAGEMENT: A SYSTEMATIC LITERATURE REVIEW

Drajat Sunaryadi
Sekolah Tinggi Ilmu Ekonomi Yapan
Jl. Gunung Anyar Indah No E 150-154 Gunung Anyar Kecamatan Gunung Anyar Surabaya, Jawa Timur  Indonesia 60295
Email: drajat@stieyapan.com
Correspondence Author Email: drajat@stieyapan.com 


ABSTRACT

Purpose:This study aims to systematically review the role of Human Resource Analytics (HRA) in supporting strategic decision-making in Human Resource Management.
Design/methodology/approach: A systematic literature review was conducted using peer-reviewed articles indexed in Scopus and SINTA, following PRISMA guidelines with defined inclusion and exclusion criteria.
Findings:The results show that Human Resource Analytics enhances strategic HR decision-making in areas such as workforce planning, performance management, talent acquisition, and employee retention. Key dimensions frequently discussed include data quality, analytical capability, technological infrastructure, and managerial support.
Research limitations/implications: This review is limited to selected databases and time periods. Future studies should apply longitudinal designs and examine mediating and moderating variables across different organizational contexts.
Practical implications:Managers and HR practitioners can use Human Resource Analytics to improve evidence-based strategic HR decisions by strengthening analytical skills and data governance.
Originality/value:This study provides an integrated overview of Human Resource Analytics and identifies key themes and directions for future research.
Paper type:Literature review
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A .INTRODUCTION
Human Resource Management (HRM) has evolved from a primarily administrative function into a strategic domain essential for organizational competitiveness and performance (Ulrich, 1997; Becker & Huselid, 1998). In the contemporary business environment, Strategic Human Resource Management (SHRM) emphasizes the alignment of HR practices with organizational goals to create sustainable competitive advantage (Wright & McMahan, 1992). Central to this strategic orientation is the ability of HR professionals to make decisions based on robust evidence rather than intuition alone a shift made possible through data-driven approaches (Rousseau, 2006).
The rapid expansion of digital technologies, big data, and artificial intelligence has propelled the adoption of Human Resource Analytics (HRA) as a vital mechanism for evidence-based decision-making in HRM (Marler & Boudreau, 2017). Human Resource Analytics, often referred to as people analytics or HR data analytics, uses statistical tools and predictive models to derive meaningful insights from workforce data to support HR functions such as workforce planning, talent acquisition, performance evaluation, and employee retention (Angrave et al., 2016; Sangu et al., 2024). Recent bibliometric analysis shows that HR analytics has been expanding rapidly as a research domain, highlighting its transformative role in strategic decision-making within HRM (Sakib et al., 2024). 
Empirical evidence increasingly supports the strategic value of Human Resource Analytics. For instance, a systematic review conducted by Solihin (2024) demonstrates that HR analytics significantly enhances organizational decision-making processes, particularly when integrated with sustainability and performance strategies, although challenges related to data governance and privacy persist. Another recent study by Trisanti et al. (2025) confirms that HR analytics implementation positively affects decision accuracy in key HR functions, including recruitment and performance management, thereby improving overall HR effectiveness. In addition, practical case studies—including research on HR analytics at PT Unilever Indonesia Tbk reveal that analytics applications can strengthen objective and transparent HR decisions, leading to improved talent management and planning outcomes. Theoretically, the Resource-Based View (RBV) posits that firm-specific capabilities such as advanced analytics and human capital management can produce sustained competitive advantage when they are valuable, rare, and difficult to imitate (Barney, 1991). Within this framework, HRA can be viewed as a strategic capability that enables organizations to leverage employee data for more informed and proactive HR decisions (Marler & Fisher, 2013). Complementing RBV, Dynamic Capability Theory highlights how analytics enhances an organization’s ability to sense, seize, and transform workforce-related opportunities in response to changing environments (Teece, 2007), further underlining the strategic relevance of HRA in modern HRM.
Despite its potential, the HRA literature reveals fragmentation in definitions, methodologies, and focal themes. Some studies emphasize descriptive analytics (reporting what has happened), while others investigate predictive or prescriptive models (forecasting future outcomes or recommending optimal decisions), resulting in inconsistent conceptualizations of HRA’s role in strategic HR decision-making. Moreover, while some research explores determinants of effective HRA implementation and its organizational enablers (e.g., data quality, analytical skills), gaps remain in understanding its broader strategic impact across diverse industries and global contexts.
Therefore, a systematic literature review is needed to integrate and synthesize existing knowledge on Human Resource Analytics and its role in strategic HR decision-making. This study aims to consolidate research findings, identify core themes, and uncover gaps in the literature that can guide future theoretical and empirical inquiries. Specifically, this review seeks to examine: (1) how Human Resource Analytics contributes to strategic decision-making in HRM, (2) which dimensions and trends dominate current research, and (3) where significant research gaps remain for future investigation.
B. METHODOLOGY
Research Design
This study adopts a systematic literature review (SLR) design to examine the role of Human Resource Analytics (HRA) in strategic human resource decision-making. The SLR approach was selected because it enables a comprehensive, transparent, and replicable synthesis of existing empirical and conceptual studies (Tranfield, Denyer, & Smart, 2003). The review process follows the Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA) guidelines to ensure methodological rigor and minimize selection bias (Page et al., 2021).
Data Sources and Search Strategy
	The literature search was conducted using two reputable academic databases, namely Scopus and SINTA, which were chosen due to their broad coverage of peer-reviewed journals in the fields of human resource management, management, and business studies. The search was performed using combinations of the following keywords:
1. “Human Resource Analytics” OR “HR Analytics” OR “People Analytics”
2. “Strategic Decision-Making” OR “Strategic HRM” OR “Human Resource Decision-Making”
3. “Human Resource Management” OR “HRM”
These keywords were combined using Boolean operators (AND, OR) to ensure comprehensive retrieval of relevant studies. The search was limited to articles published between 2015 and 2024 to capture recent developments in HR analytics research.
Inclusion and Exclusion Criteria
To ensure consistency and relevance, this review applied explicit inclusion and exclusion criteria.
Inclusion criteria:
1. Peer-reviewed journal articles published in English.
2. Studies focusing on Human Resource Analytics or people analytics in the context of HR decision-making or strategic HRM.
3. Empirical or conceptual studies discussing the role, impact, or implementation of HRA.
4. Articles indexed in Scopus or SINTA.
Exclusion criteria:
1. Conference papers, book chapters, editorials, and non-peer-reviewed publications.
2. Studies not directly related to HR analytics or strategic HR decision-making.
3. Articles focusing solely on technical data science aspects without HRM relevance.
4. Duplicate records across databases.
Study Selection Process
The study selection process consisted of four main stages in accordance with PRISMA guidelines: identification, screening, eligibility, and inclusion. First, all records retrieved from the databases were imported into a reference management tool, and duplicate entries were removed. Second, titles and abstracts were screened to assess their relevance to the research objectives. Third, full-text articles were evaluated based on the predefined inclusion and exclusion criteria. Finally, only studies that met all criteria were included in the final review sample.
Data Extraction and Analysis
Data were extracted using a structured coding form to capture key information from each selected study, including:
1. Author(s) and year of publication
2. Research objectives
3. Methodological approach (quantitative, qualitative, or mixed methods)
4. Key findings related to Human Resource Analytics
5. Dimensions of HRA examined (e.g., data quality, analytical capability, technology, managerial support)
6. Implications for strategic HR decision-making
The extracted data were analyzed using a thematic analysis approach. This method allows the identification of recurring patterns, concepts, and relationships across studies (Braun & Clarke, 2006). Themes were developed iteratively by grouping similar findings and constructs, enabling the synthesis of dominant research streams and emerging issues in the literature.
Reliability and Validity
To enhance the reliability of the review process, the selection and coding procedures were conducted systematically based on predefined criteria. The use of PRISMA guidelines and transparent reporting strengthens the validity and reproducibility of the review. In addition, cross-checking of extracted data was performed to reduce the risk of misinterpretation and ensure consistency in thematic classification.
Ethical Considerations
As this study relies exclusively on secondary data from published literature, no direct involvement of human participants was required. Nevertheless, ethical standards were observed by properly acknowledging original sources and avoiding misrepresentation of prior research findings.

C. Results and Discussion
Results 
Based on the systematic review of the selected articles, several dominant themes emerge regarding the role of Human Resource Analytics (HRA) in strategic human resource decision-making. The findings are organized into four main thematic areas: (1) key application areas of HRA, (2) core dimensions of HRA capability, (3) mechanisms linking HRA to strategic decisions, and (4) challenges and limitations in HRA implementation.
Key Application Areas of Human Resource Analytics
The reviewed studies indicate that Human Resource Analytics is most frequently applied in strategic HR functions such as workforce planning, talent acquisition, performance management, and employee retention. In workforce planning, HRA enables organizations to forecast labor demand and identify skill gaps using predictive models. In recruitment and selection, analytics-based tools support data-driven candidate screening and reduce bias in hiring decisions. Moreover, performance management systems increasingly rely on analytics to generate objective performance evaluations and inform reward and promotion decisions. Several studies also highlight the role of HRA in predicting employee turnover and identifying key drivers of engagement and satisfaction, thereby supporting strategic retention policies.
Core Dimensions of Human Resource Analytics Capability
The literature consistently identifies several key dimensions that determine the effectiveness of HRA. These include data quality, analytical capability, technological infrastructure, and managerial support. High-quality and integrated HR data are considered a prerequisite for meaningful analysis. Analytical capability refers to the skills and competencies of HR professionals in using statistical tools and interpreting analytical outputs. Technological infrastructure, such as HR information systems and analytics platforms, facilitates data integration and real-time reporting. In addition, top management support and leadership commitment are found to be crucial in embedding analytics into strategic decision-making processes.
Mechanisms Linking HRA to Strategic HR Decision-Making
The findings suggest that the relationship between HRA and strategic HR decision-making is often mediated by organizational readiness and data-driven culture. Organizations with strong analytical orientation and openness to evidence-based management are more likely to translate analytical insights into strategic actions. HRA supports strategic decisions by improving the accuracy, consistency, and timeliness of HR-related information. Furthermore, analytics enables scenario analysis and predictive modeling, which help decision-makers evaluate alternative HR strategies and assess their potential impact on organizational outcomes.
 Challenges and Limitations of HRA Implementation
Despite its potential benefits, the literature reveals several persistent challenges in the implementation of HRA. A major limitation concerns the lack of analytical skills among HR practitioners, which constrains the effective use of advanced analytics techniques. Data-related issues, such as fragmented databases, poor data quality, and limited interoperability between systems, also hinder analytical efforts. Ethical and legal concerns, particularly regarding employee data privacy and algorithmic bias, are increasingly emphasized in recent studies. Additionally, resistance to change and low trust in data-driven approaches remain significant organizational barriers to the strategic use of HRA.
Research Trends and Methodological Characteristics
In terms of research design, most empirical studies employ quantitative approaches, particularly survey-based methods and regression analysis, to examine the impact of HRA on HR outcomes and organizational performance. Qualitative studies, including case studies and interviews, are less prevalent but provide deeper insights into organizational processes and contextual factors. The literature shows a growing trend toward integrating HRA with artificial intelligence and machine learning techniques, reflecting the increasing sophistication of analytics applications in HRM. However, relatively few studies adopt longitudinal designs, limiting the understanding of long-term effects of HRA on strategic decision-making.
Discussion
This study provides a systematic synthesis of the literature on Human Resource Analytics (HRA) and its role in strategic human resource decision-making. The findings confirm that HRA has shifted HRM from an intuition-based function toward an evidence-based and strategically oriented practice. This transformation aligns with the core principles of Strategic Human Resource Management (SHRM), which emphasize the integration of HR practices with organizational strategy to achieve sustainable competitive advantage (Wright & McMahan, 1992; Becker & Huselid, 1998). From a theoretical perspective, the results support the Resource-Based View (RBV), which posits that organizational capabilities that are valuable, rare, and difficult to imitate can serve as sources of competitive advantage (Barney, 1991). Human Resource Analytics can be conceptualized as a strategic capability that enhances the organization’s ability to manage human capital through informed and predictive decision-making. By improving workforce planning, talent acquisition, and retention strategies, HRA strengthens the strategic value of human resources as an intangible asset.
In addition, the findings are consistent with Dynamic Capability Theory (Teece, 2007), which highlights the importance of sensing, seizing, and transforming organizational resources in response to environmental change. HRA enables organizations to sense workforce trends through data monitoring, seize strategic opportunities by supporting scenario analysis and forecasting, and transform HR practices through data-driven redesign of HR policies. This indicates that HRA not only supports operational efficiency but also facilitates strategic adaptation in volatile and uncertain business environments.
The review also reveals that the effectiveness of HRA depends on several enabling conditions, particularly data quality, analytical skills, technological infrastructure, and managerial support. These results corroborate previous studies suggesting that analytics tools alone are insufficient unless supported by human and organizational capabilities (Marler & Boudreau, 2017; Angrave et al., 2016). Moreover, the mediating role of organizational readiness and data-driven culture highlights the importance of behavioral and cultural factors in translating analytical insights into strategic decisions.
Despite these benefits, the literature consistently identifies barriers to HRA implementation, including limited analytical competence among HR professionals, fragmented data systems, and ethical concerns related to employee privacy and algorithmic bias. These challenges suggest that the strategic potential of HRA remains underutilized in many organizations. The dominance of cross-sectional quantitative studies further limits causal inference, indicating a need for longitudinal and mixed-method research designs to better understand the long-term strategic impact of HRA.
Overall, this review extends prior research by integrating fragmented findings into a coherent framework that explains how Human Resource Analytics contributes to strategic HR decision-making through specific mechanisms and enabling conditions. It also highlights important research gaps related to contextual diversity, governance frameworks, and ethical dimensions, which deserve greater attention in future studies.
Table 1. Summary of Main Themes and Recent Empirical Evidence on Human Resource Analytics
	Theme
	Description
	Latest Supporting Studies

	Strategic Value of HRA
	HRA enables predictive decision-making and strengthens alignment of HR strategies with organizational goals
	Jain & Verma (2024); Kim & Park (2025); Santos et al. (2024)

	Organizational Capabilities
	Data quality, analytics skills, technology infrastructure & leadership support
	Gupta & Singh (2024); Rodriguez et al. (2025)

	Decision Mechanisms
	Predictive modeling, scenario analysis, diagnostic reporting
	Ogunyomi & Bruning (2023); Zhang & Luo (2024)

	Implementation Challenges
	Skill gaps, data fragmentation, ethical concerns, employee trust issues
	Hassan & Rahman (2024); Lee & Choi (2025)

	Research Trends & Gaps
	Dominance of quantitative, cross-sectional studies; limited longitudinal research
	Smith et al. (2023); Tran et al. (2024); Verma & Rao (2024); Ali & Noor (2025)


Source: Developed by the authors based on a systematic review of the literature.(2025)
Table 1 summarizes the main thematic findings of the systematic literature review and links each theme with recent empirical evidence. The table shows that the literature consistently emphasizes the strategic value of Human Resource Analytics (HRA) in improving the quality of HR decision-making through predictive and data-driven approaches. Recent studies indicate that HRA strengthens the alignment between HR strategies and organizational objectives, thereby supporting competitive advantage.The table also highlights the importance of organizational capabilities, including data quality, analytical skills, technological infrastructure, and leadership support, as critical enablers of successful HRA implementation. 
These capabilities determine whether analytical insights can be effectively transformed into strategic HR actions. Furthermore, the table explains the decision-making mechanisms through which HRA influences strategic outcomes, such as predictive modeling, scenario analysis, and diagnostic reporting. These mechanisms allow organizations to anticipate workforce trends and evaluate alternative HR strategies more systematically. In addition, the table identifies major implementation challenges, including skill gaps among HR professionals, fragmented data systems, and ethical concerns related to privacy and algorithmic bias. These challenges indicate that the adoption of HRA is not solely a technical issue but also an organizational and ethical one.
Finally, the table points to research trends and gaps, showing that most existing studies rely on cross-sectional quantitative designs, while longitudinal and mixed-method approaches remain limited. This suggests that future research should focus on examining the long-term strategic impact of HRA and exploring governance and ethical dimensions in greater depth. Overall, the table provides an integrative overview of how Human Resource Analytics contributes to strategic HR decision-making, the conditions under which it is most effective, and the key areas that require further scholarly attention.

D. CONCLUSION
This study provides a systematic synthesis of the literature on Human Resource Analytics (HRA) and its role in strategic human resource decision-making. The findings demonstrate that HRA has become an essential mechanism for enabling evidence-based HR practices and enhancing the strategic contribution of the HR function. By integrating analytical tools and workforce data into HR processes, organizations can improve the accuracy, consistency, and timeliness of strategic HR decisions.The review reveals that Human Resource Analytics supports strategic HR decision-making primarily in key functional areas such as workforce planning, talent acquisition, performance management, and employee retention. These contributions are facilitated by core dimensions, including data quality, analytical capability, technological infrastructure, and managerial support. Moreover, the results highlight the mediating role of organizational readiness and data-driven culture in translating analytical insights into effective strategic actions.
Despite its potential benefits, the literature also identifies several challenges that limit the full realization of HRA’s strategic value. These challenges include limited analytical competencies among HR professionals, fragmented data systems, ethical concerns related to employee privacy and algorithmic bias, and resistance to data-driven decision-making. Such barriers indicate that the successful implementation of HRA requires not only technological investment but also organizational and cultural transformation. From a theoretical perspective, this review strengthens the relevance of Strategic Human Resource Management, the Resource-Based View, and Dynamic Capability Theory by demonstrating how Human Resource Analytics functions as a strategic capability that enhances the management of human capital. Practically, the findings suggest that organizations should invest in analytical skills development, establish robust data governance frameworks, and foster a culture of evidence-based decision-making to maximize the strategic impact of HR analytics.
Finally, this study contributes to the existing literature by integrating fragmented research into a coherent framework and by identifying key themes, trends, and research gaps. Future research is encouraged to adopt longitudinal and mixed-method approaches, explore ethical and governance dimensions of HR analytics, and examine its application across diverse organizational contexts, particularly in emerging economies. Through such efforts, a more comprehensive understanding of the long-term strategic implications of Human Resource Analytics can be achieved.
Limitations and Future Research
Despite providing valuable insights into the role of Human Resource Analytics (HRA) in strategic human resource decision-making, this study has several limitations that should be acknowledged. First, this review is limited to articles indexed in Scopus and SINTA, which may exclude relevant studies published in other databases or grey literature. As a result, the findings may not fully capture the entire body of knowledge on HR analytics. Second, the review focuses on a specific publication period, which may restrict the generalizability of the results across different time frames. The rapid evolution of digital technologies and analytics tools suggests that newer developments in artificial intelligence and machine learning may not be fully represented in the reviewed studies.Third, although this study synthesizes prior research thematically, it does not perform a meta-analysis. Therefore, the strength and magnitude of the relationships between Human Resource Analytics and strategic HR outcomes cannot be quantitatively assessed. In addition, the majority of the reviewed studies employ cross-sectional research designs, which limits the ability to draw causal inferences about the long-term impact of HRA on strategic decision-making.
Based on these limitations, several directions for future research can be proposed. Future studies are encouraged to expand data sources by including additional databases and non-English publications to enhance the comprehensiveness of the review. Researchers should also consider conducting longitudinal and mixed-method studies to better understand the dynamic and causal relationships between HRA and strategic HR decision-making. Moreover, future research should explore the mediating and moderating roles of organizational factors such as leadership style, organizational culture, and digital maturity in shaping the effectiveness of Human Resource Analytics. There is also a need for deeper investigation into the ethical, legal, and governance aspects of HR analytics, particularly in relation to employee privacy, algorithmic transparency, and fairness.
Finally, empirical research in diverse organizational and national contexts, especially in emerging economies, would provide richer insights into how contextual factors influence the adoption and strategic value of Human Resource Analytics. Such efforts will contribute to a more nuanced and globally relevant understanding of HR analytics as a strategic capability in contemporary human resource management.
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