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ABSTRACT

Integrating HR Analytics into organizational decision-making processes is crucial for modern businesses
looking to improve human resource management practices and drive better decision-making outcomes.
This systematic literature review explores the importance of HR Analytics integration, its key
determinants, and its impact on organizational performance and decision-making effectiveness. Through
an analysis of existing literature, this review identifies factors that influence HR Analytics integration,
such as data collection practices, technology availability, managerial skills, and organizational policies.
This review also revealed a research gap regarding the optimal use of HR Analytics for strategic decision
making, highlighting the need for further research in this area. Overall, these findings underscore the
importance of HR Analytics in driving better HR management practices and better organizational
decision-making outcomes.

Keywords: HR Analytics, human resource management, decision making, systematic literature review,
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ABSTRAK

Integrasi HR Analytics ke dalam proses pengambilan keputusan organisasi menjadi hal yang krusial bagi
bisnis modern yang mencari untuk meningkatkan praktik manajemen sumber daya manusia dan
mendorong hasil pengambilan keputusan yang lebih baik. Tinjauan literatur sistematis ini menjelajahi
pentingnya integrasi HR Analytics, penentu utamanya, dan dampaknya pada kinerja organisasi dan
efektivitas pengambilan keputusan. Melalui analisis literatur yang ada, tinjauan ini mengidentifikasi
faktor-faktor yang memengaruhi integrasi HR Analytics, seperti praktik pengumpulan data, ketersediaan
teknologi, keterampilan manajerial, dan kebijakan organisasi. Tinjauan ini juga mengungkap adanya
kesenjangan penelitian mengenai pemanfaatan optimal HR Analytics untuk pengambilan keputusan
strategis, yang menekankan perlunya penelitian lebih lanjut di bidang ini. Secara keseluruhan, temuan ini
menegaskan pentingnya HR Analytics dalam mendorong praktik manajemen SDM yang lebih baik dan
hasil pengambilan keputusan organisasi yang lebih baik.

Kata Kunci: HR Analytics, manajemen sumber daya manusia, pengambilan keputusan, tinjauan
literatur sistematis, kinerja organisasi, analisis data, integrasi, pengambilan keputusan strategis.

Introduction

The integration of HR analytics and decision-making is an important topic, but the given search
result is not directly related to it. The search result discusses the integration of Balanced Scorecard and
Analytic Hierarchy Process as a tool for determining the priority of the program strategy in a hospital.
However, the Analytic Hierarchy Process (AHP) method mentioned in the search result can be used to
capture both subjective and objective aspects of a decision, which can be useful in HR analytics and
decision-making. AHP can help reduce bias in the decision-making process by combining techniques that
are useful for checking the consistency of decision-making evaluations. Therefore, AHP can be a valuable
tool for HR professionals to make informed decisions based on both subjective and objective data
(Mohammed,2019).

HR Analytics, or Human Resources Analytics, is an analytical approach that uses data and
statistical methods to analyze various aspects related to human resources in an organization. The main
goal of HR Analytics is to understand and improve organizational performance through a better
understanding of the factors that influence productivity, employee satisfaction, and the success of
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employee recruitment and retention (Dahlbom,2020). HR Analytics covers various areas in human
resource management, such as recruitment, training and development, performance evaluation, talent
management, compensation and benefits, and employee satisfaction analysis. By using data analysis
techniques, HR Analytics helps organizations make better and more focused decisions in managing their
human resources (Sousa,2018).

HR analytics can help organizations improve employee performance in several ways: (1)
Identifying high-performing employees: HR analytics can help identify top performers based on their
performance data, which can inform succession planning and talent management strategies. Predicting
employee turnover: By predicting employee turnover, organizations can take proactive measures to
retain their top talent, such as offering training, development opportunities, or competitive
compensation packages. (2) Enhancing employee engagement: HR analytics can help organizations
understand employee engagement levels and identify factors that contribute to engagement, such as job
satisfaction, work-life balance, and career development opportunities. (3) Improving employee training
and development: HR analytics can help organizations identify areas where employees need additional
training or development, which can improve their performance and contribute to the organization's
overall success. (4) Reducing bias in performance appraisals: HR analytics can help reduce subjectivity in
performance appraisals, which can improve employees' perceptions of fairness and accuracy, leading to
increased motivation and performance. (5) Aligning performance with organizational goals: HR analytics
can help organizations align employee performance with their strategic goals, ensuring that employees
are working towards the organization's overall succes. (6) Measuring the effectiveness of HR initiatives:
HR analytics can help organizations measure the effectiveness of HR initiatives, such as training
programs, employee engagement efforts, and talent management strategies, which can inform future
decision-making. (7) Identifying trends and patterns: HR analytics can help organizations identify trends
and patterns in employee data, such as performance, turnover, and engagement, which can inform
decision-making and improve organizational performance. (8) Improving employee well-being: HR
analytics can help organizations understand the factors that contribute to employee well-being, such as
work-life balance, job satisfaction, and stress levels, which can inform HR strategies and improve
employee performance. (9) Enhancing organizational competitiveness: By improving employee
performance, HR analytics can help organizations enhance their competitiveness and sustainability in
the market (Sousa,2018) (Jain,2020).

Through data collection, processing and analysis, HR Analytics can provide valuable insights into
trends, patterns and relationships between variables that influence employee performance and the
organization as a whole (Sousa,2019). With this deeper understanding, management can identify areas
where improvement is needed, as well as develop strategies and policies that are more effective in
managing human resources. Thus, HR Analytics is becoming an essential tool for modern organizations in
optimizing their human resource management, increasing operational efficiency, and achieving larger
business goals (Jain,2020).

HR analytics refers to the application of data, statistical methods, and predictive modeling to
human resources (HR) processes and functions. It aims to provide HR professionals with insights and
evidence-based decision-making to improve organizational performance, employee engagement, and
talent management. HR analytics is used in decision-making by (Zeidan,2020)(Chalutz ,2019): (1)
Identifying trends and patterns: HR analytics can help identify trends and patterns in employee data,
such as performance, turnover, and engagement. This information can be used to make informed
decisions about HR strategies and initiatives. (2) Predicting future outcomes: HR analytics can help
predict future outcomes, such as employee turnover, performance, and engagement. This information
can be used to make proactive decisions and prevent issues before they arise. (3) Evaluating the
effectiveness of HR initiatives: HR analytics can help evaluate the effectiveness of HR initiatives, such as
training programs, employee engagement efforts, and talent management strategies. This information
can be used to make data-driven decisions about which initiatives are most effective and which ones
need to be improved. (4) Reducing bias in decision-making: HR analytics can help reduce bias in
decision-making by providing objective data and evidence-based insights. This information can be used
to make more informed and fair decisions about employee performance, promotions, and other
HR-related matters. (5) Improving employee engagement and satisfaction: HR analytics can help improve
employee engagement and satisfaction by providing insights into employee needs and preferences. This
information can be used to make data-driven decisions about employee benefits, training programs, and
other HR initiatives.
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One tool that can be used to capture both subjective and objective aspects of a decision in HR
analytics is the Analytic Hierarchy Process (AHP). AHP is a decision-making technique that helps reduce
complex decisions into a series of paired comparisons, and then synthesizes the results to capture the
subjective and objective aspects of a decision (Fernandez,2021) AHP can help reduce bias in the
decision-making process by providing objective data and evidence-based insights. The use of HR
Analytics, or human resources data analysis, has become increasingly important in organizational
decision-making processes. Especially in this digital era, where data is available in large quantities and
analytics technology continues to develop rapidly, the integration of HR Analytics with decision making
has become a key focus for many companies (Reddy,2017).

The importance of this research cannot be underestimated considering the crucial role of HR
Analytics in providing deep insights into employee performance, recruitment trends, retention and other
key aspects of HR management. However, despite its clear importance, challenges remain in effectively
integrating HR Analytics into organizational decision-making processes. This research problem
phenomenon is seen in the gap between the potential of HR Analytics and its actual application in
organizational decision making. Although many organizations have collected significant HR data, there is
still a lack of optimal utilization of this data to support strategic decision making. This can be caused by a
variety of factors, including a lack of understanding of complex data analysis technologies, a lack of data
analysis skills at the managerial level, and organizational cultural barriers to adopting a data-driven
approach. Therefore, this study aims to explore these issues in more depth through a systematic
literature review.

Research Methods

The research method used in this research is a systematic literature review. First of all, the
research begins by identifying relevant keywords such as “HR Analytics”, “Decision-Making”,
“Integration”, and other related phrases. These keywords are then used to search for articles and related
scientific literature in academic databases such as Web of Science, ScienceDirect, Scopus, IEEE Xplore
and Google Scholar.

After keywords are identified, the search process is carried out by looking for articles that are
relevant to the research topic. The number of articles found varies depending on the database used and
the time span of the search. These articles were then screened based on certain inclusion and exclusion
criteria, such as relevance to the research topic, year of publication, and methodological quality of the
research.

After the screening process was complete, articles that met the inclusion criteria were then
analyzed in detail. The main information and findings from each article are recorded and synthesized to
form a comprehensive understanding of the research topic. The results of this analysis are then used to
develop a systematic literature synthesis that describes trends, findings, and research gaps in the
integration of HR Analytics with decision making.

Results and Discussion
Level of Integration of HR Analytics in Organizational Decision Making Process

It reflects the extent to which HR Analytics is integrated into an organization's decision-making
process. This variable can be measured based on factors such as the existence of a technological
infrastructure that supports HR Analytics, the availability of relevant data, the level of analytical skills and
understanding among HR personnel and management, and the level of adoption of HR Analytics
practices in daily decision-making processes.

1. The amount and type of HR data collected

The amount and type of HR data collected is an indicator that describes how comprehensive the
organization is in collecting data related to employees and human resource management (HR) activities.
The amount of data collected covers various aspects, such as employee demographic data, employment
history, performance, experience, as well as data related to recruitment, training and development.
Meanwhile, the types of data collected include quantitative data (for example sales numbers,
attendance rates, or turnover figures) and qualitative data (for example employee feedback,
performance evaluation results, or interview results) (Arora,2021)

Hypothesis: The more complete and diverse the types of HR data collected by an
organization, the higher the level of integration of HR Analytics in the organization's decision-making
process. This is based on the assumption that the existence of more complete and diverse data will
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provide a stronger basis for applying HR Analytics analysis in decision making, thereby increasing the
effectiveness and accuracy of decisions made.

2. Availability of data analysis technology

The availability of data analysis technology reflects the extent to which an organization's
information technology infrastructure is able to support human resource (HR) data analysis. This
includes aspects such as the existence of sophisticated database management software and systems,
large data storage and processing capabilities, and accessibility to data analysis tools such as machine
learning or artificial intelligence techniques. Apart from that, the availability of experts and IT personnel
who are trained in applying data analysis technology is also an important consideration in assessing the
availability of data analysis technology (Barbar,2019).

Hypothesis: The more advanced an organization's information technology infrastructure is in
supporting HR data analysis, the higher the level of HR Analytics integration in the organization's
decision-making process. This is assumed to be because advanced data analytics technologies enable
organizations to manage, analyze and extract deeper insights from HR data more efficiently and
accurately. Therefore, the availability of good data analysis technology can improve an organization's
ability to use HR Analytics to support better decision making.

3. Level of data analysis skills at managerial level

The level of data analysis skills at the managerial level is a measure of management's
understanding and practical ability in applying human resource (HR) data analysis in decision making.
This includes an understanding of the basic concepts of data analysis, skills in processing and analyzing
data using various statistical techniques, and the ability to interpret and apply the results of data analysis
in the context of HR decision making (Shet,2021).

Hypothesis: The higher the level of data analysis skills at the managerial level, the higher the
level of integration of HR Analytics in the organizational decision making process. This is based on the
assumption that management who have strong data analysis skills will be better able to understand
and apply the insights gained from HR Analytics in making strategic decisions regarding human
resources. Therefore, improving data analysis skills at the managerial level can strengthen the
integration of HR Analytics and improve the quality of decisions made in HR management.

4. Availability of policies and procedures related to HR Analytics

The availability of policies and procedures related to HR Analytics is an indicator that describes
the extent to which an organization has a clear and structured framework to support the use of HR
Analytics in decision making. This includes the existence of policies governing the collection, processing
and use of HR data, as well as procedures detailing the steps to be followed in applying data analysis to
support HR decision making. These policies and procedures may cover things such as data collection
standards, data privacy and security, responsibilities for managing data, and guidelines for the
interpretation and use of analysis results (Hearne,2023).

Hypothesis: The more complete and clear the policies and procedures related to HR Analytics,
the higher the level of integration of HR Analytics in the organization's decision-making process. This is
assumed to be because the existence of supporting policies and procedures provides clear direction
for the use of HR Analytics, reduces uncertainty and increases confidence in the use of data in decision
making. Therefore, organizations that have a strong framework of policies and procedures regarding
HR Analytics are likely to have better integration of HR Analytics in decision making.

Organizational Performance or Decision Effectiveness

This variable evaluates the results of using HR Analytics in the organization's decision-making
process. This can be measured through various organizational performance indicators, such as employee
productivity, retention rates, employee satisfaction, operational efficiency, and achievement of business
goals. The higher the integration of HR Analytics, the more effective the resulting decisions, and as a
result, the higher the overall organizational performance (Wirges,2023) (Belizon,2022)..

1. Financial performance

Financial performance is an indicator that measures the financial results of an organization,
which includes revenue, net profit and profit growth from period to period. An organization's financial
performance can be influenced by decisions made using HR Analytics in human resource (HR)
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management. For example, strategic decisions regarding employee recruitment, training, promotion,
and development can impact employee productivity, efficiency, and satisfaction, which in turn can affect
an organization's overall financial performance (Gurusinghe,2021).

Hypothesis: The level of HR Analytics integration in an organization's decision-making process
has a positive relationship with the organization's financial performance. This is based on the
assumption that effective use of HR Analytics can help organizations make more precise and informed
HR decisions, which can ultimately increase employee productivity, efficiency and quality, thereby
having a positive impact on the organization's financial performance.

2. Employee Satisfaction

Employee satisfaction is an indicator that measures the level of employee satisfaction,
motivation and involvement with their work and work environment. This reflects the effectiveness of
human resources (HR) decisions in supporting employees. Satisfied and engaged employees tend to have
better performance, lower absenteeism rates, and higher retention rates (Jensen,2021).

Hypothesis: The level of integration of HR Analytics in the organization's decision-making
process has a positive relationship with employee satisfaction. By using HR Analytics effectively,
organizations can make better decisions when it comes to recruiting, developing and managing
employees, which in turn can increase employee satisfaction and engagement. This can create a more
productive and positive work environment, which can ultimately improve the overall performance and
success of the organization.

3. Recruitment and Retention Performance

Recruitment and retention performance is an indicator that measures the effectiveness of
human resource (HR) decisions in managing the employee recruitment and retention process. It includes
a variety of metrics, such as employee turnover rate, time to hire, and employee retention rate. Low
turnover rates and fast hiring times usually indicate that HR decisions in employee recruitment and
retention are working effectively (Arora,2020).

Hypothesis: The level of HR Analytics integration in an organization's decision-making process
has a positive relationship with employee recruitment and retention performance. By using HR
Analytics effectively, organizations can analyze and understand recruitment patterns and factors that
influence employee retention. This can help them make more strategic decisions in terms of employee
recruitment, placement and development, which in turn can improve employee recruitment and
retention performance.

4. Organizational Innovation

Organizational innovation is an indicator that measures the extent to which an organization is
able to generate new ideas, adopt new technology, and adapt to changes in the business environment.
This reflects the organization's ability to continuously develop and compete in a dynamic market. Human
resources (HR) decisions supported by HR Analytics can influence an organization's level of innovation by
assisting in the identification of employee talents and competencies, facilitating collaboration and
communication between teams, and supporting the development of an inclusive and
achievement-oriented work culture (Margherita,2022).

Hypothesis: The level of integration of HR Analytics in the organization's decision-making
process has a positive relationship with the level of organizational innovation. By using HR Analytics
effectively, organizations can better identify and utilize employee potential, strengthen collaboration
between teams, and develop more appropriate HR development strategies. This can encourage the
creation of a more innovative and adaptive work environment, which can ultimately increase the
organization's ability to create added value and maintain a competitive advantage in the market.

By observing and measuring these variables, we can understand the extent to which HR
Analytics integration impacts organizational performance and the effectiveness of their decisions.
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Research Framework

HR Analytics
¢ The amount and type of HR data Decision Making
collected ¢ Financial performance
e Availability of data analysis e Employee Satisfaction
technology ¢ Recruitment and Retention
s |evel of data analysis skills at | > Performance
managerial level ¢ Organizational Innovation

¢ Availability of policies and
procedures related to HR Analytics

Figure 1. Research Framework

This framework shows that HR Analytics integration can have a significant impact on various
aspects of organizational performance and results, such as financial performance, employee satisfaction,
recruitment & retention performance, and organizational innovation. Therefore, this study aims to
understand more deeply the relationship between HR Analytics integration and various performance
indicators and outcomes of these organizations through a systematic literature review.

Conclusion

Integrating HR Analytics into an organization's decision-making process has become essential
for modern businesses looking to optimize their human capital management. Through a systematic
literature review, it is seen that HR Analytics offers valuable insights into employee performance,
recruitment trends, retention strategies, and other key aspects of HR management. However, while the
potential benefits of HR Analytics are clear, there are challenges in effectively integrating it into an
organization's decision-making process. Key findings from the literature review include the importance
of collecting diverse HR data, ensuring the availability of advanced data analysis technology, fostering
data analysis skills among managerial staff, and establishing supporting policies and procedures for the
implementation of HR Analytics. These factors contribute to the level of HR Analytics integration within
an organization, which in turn influences organizational performance and decision-making effectiveness.

The literature review also highlights the existence of a research gap regarding the optimal use of
HR Analytics for strategic decision making. Although HR data is increasingly available, many organizations
struggle to leverage it effectively to support strategic decision making. This gap emphasizes the need for
further research to explore barriers to HR Analytics integration and identify best practices to maximize
its impact on the decision-making process.

In conclusion, HR Analytics serves as an important tool for organizations to improve their
human resource management practices and drive better decision-making outcomes. By overcoming
challenges and harnessing the potential of HR Analytics, organizations can improve employee
satisfaction, performance, and overall organizational success.
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