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ABSTRACT

The development of digital technology has brought significant transformation in human resource
management, one of which is through the implementation of Human Resource Analytics (HRA). HRA is a
data-driven approach that allows organizations to analyze employee behavior, performance, and potential
more accurately and predictably. This research aims to examine the role of HRA in increasing workforce
productivity and supporting strategic decision-making in modern organizations. The research methods
used are systematic literature studies and conceptual analysis of various empirical studies and industry
reports related to the implementation of HRA. The results show that the implementation of HRA can
improve operational efficiency through data-driven performance measurement, optimization of workforce
planning, and identification of employee training and development needs. In addition, HRA also supports
more objective and evidence-based managerial decision-making, thereby contributing to increasing the
competitiveness of the organization. These findings confirm that the adoption of HRA is not just a
technological trend, but an important strategy in realizing adaptive and sustainable HR management in the
era of knowledge-based economy.
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ABSTRAK

Perkembangan teknologi digital telah membawa transformasi signifikan dalam manajemen sumber daya
manusia, salah satunya melalui penerapan Human Resource Analytics (HRA). HRA adalah pendekatan
berbasis data yang memungkinkan organisasi menganalisis perilaku, Kinerja, dan potensi karyawan secara
lebih akurat dan dapat diprediksi. Penelitian ini bertujuan untuk mengkaji peran HRA dalam meningkatkan
produktivitas tenaga kerja dan mendukung pengambilan keputusan strategis di organisasi modern. Metode
penelitian yang digunakan adalah studi literatur sistematis dan analisis konseptual terhadap berbagai studi
empiris dan laporan industri yang berkaitan dengan implementasi HRA. Hasil penelitian menunjukkan
bahwa implementasi HRA dapat meningkatkan efisiensi operasional melalui pengukuran kinerja berbasis
data, optimasi perencanaan tenaga kerja, dan identifikasi kebutuhan pelatihan dan pengembangan karyawan.
Selain itu, HRA juga mendukung pengambilan keputusan manajerial yang lebih objektif dan berbasis bukti,
sehingga berkontribusi pada peningkatan daya saing organisasi. Temuan ini menegaskan bahwa adopsi
HRA bukan hanya tren teknologi, tetapi strategi penting dalam mewujudkan manajemen SDM yang adaptif
dan berkelanjutan di era ekonomi berbasis pengetahuan.

Kata kunci: Analisis Sumber Daya Manusia, Produktivitas Tenaga Kerja, Pengambilan Keputusan.

INTRODUCTION environment, characterized by

The era of a knowledge-based technological disruption, globalization,
economy, human resources (HR) are no and accelerating digital transformation,
longer seen as just a factor of production, require organizations to manage human
but as a strategic asset that determines resources in a more adaptive and
the competitiveness of organizations at evidence-based manner. Conventional
the national and global levels(Delfi administrative HR management is no
Kurnia Zebua et al., 2024). Changes in longer adequate to answer the
the highly dynamic business complexity of modern organizational
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needs(Srivastava, 2025); (Tessema et al.,
2025). In this context, digital technology
and the use of big data provide a great
opportunity for organizations to build a
more sophisticated and scalable HR
management system. One approach that
has emerged as a strategic innovation is
Human Resource Analytics (HRA),
which is the process of using data,

statistical analysis, and predictive
models to support more objective
decision-making in HR
management(Asnur et al., 2024,

Oktarina et al., 2021).

The implementation of HRA is
getting higher as the pressure on
organizations to increase productivity,
operational efficiency, and strategic
decision effectiveness (Alabdali et al.,
2024). Through this analytical approach,
organizations can identify employee
behavior patterns, productivity trends,
and workforce training and development
needs comprehensively and in real-time.
HRA not only functions as a tool to
support decision-making, but also as a
strategic  instrument in  designing
sustainable and performance-based HR
policies(Rosaline, 2019). By leveraging
HR analytics, organizations can improve
the quality of workforce planning,
optimize resource placement, and reduce
the risk of speculative or subjective
decisions. Therefore, research on the role
of HRA in increasing workforce
productivity and supporting
organizational  decision-making  is
particularly relevant in the context of
today's digital transformation and global
competition (Nurbaiti, 2021).

Although the development of
digital technology has provided great
opportunities in human resource
management, many organizations still
rely on conventional approaches that are
intuitive and subjective in strategic
decision-making(Hris & Integration,
2025). Decisions based on intuition often
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do not reflect factual conditions and lead
to a lack of effectiveness in the planning
and implementation of HR strategies. In
fact, employee data that is available in
large quantities should be used as a basis
for evidence-based decision-making.
Unfortunately, such data is often not well
structured, not analyzed in depth, and is
only used for administrative, not
strategic purposes (Marler & Boudreau,
2017; Angrave et al, 2016). This
condition creates a gap between the
potential use of HR data and actual
implementation in the field, so that
organizational productivity and
efficiency are not optimal ( Dutta et al.,
2024).

In addition, the lack of integration
between HR information systems and
business analytics systems is one of the
main obstacles in accelerating fast,
accurate, and adaptive decision-
making(Kessi et al.,, 2025). Many
organizations do not have adequate
technology infrastructure or strong
analytical competencies to process HR
data into valuable strategic
information(Ma’rifat & Suraharta, 2024).
There is still a competency gap in the
mastery of analytics technology by HR
practitioners, which ultimately slows
down the overall adoption process of
Human Resource Analytics (HRA)
(Rasmussen & Ulrich, 2022; Minbaeva,
2018). As a result, HR's role as a
strategic partner of the organization
becomes limited, as decisions that
should be data-driven often revert to
manual and subjective approaches. This
problem shows that there is an urgent
need to build stronger HR analytics
capabilities that are integrated with
organizational strategies (John &
HAJAM, 2024).

Recent research developments
show that Human Resource Analytics
(HRA) has a strategic role in supporting
modern HR management functions.
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HRA has been shown to improve the
effectiveness of workforce planning,
strengthen  talent  retention, and
significantly  improve  performance
management  systems (Marler &
Boudreau, 2017; Rasmussen & Ulrich,
2022). Through the integration  of
predictive analytics and machine
learning, HRA allows organizations to
conduct predictive analysis of various
employment indicators, such as turnover
rates, engagement rates, and employee
workload distribution. This predictive
ability is key to making strategic
decisions that are more accurate and
responsive to labor market dynamics.
Furthermore, this approach changes the
paradigm of HR management from an
administrative function to a strategic
function that contributes directly to the
organization's competitive advantage
(Khan et al., 2024).

Global trends are also showing a
significant increase in HRA adoption,
especially in multinational companies
that have strong digital infrastructure and
data-driven  organizational cultures.
However, its implementation is still
limited in the public sector and small and
medium enterprises (SMEs) due to
limited technology resources and
analytical  competencies  (LinkedIn
Global Talent Trends, 2023). In the
context of research, the current direction
of the study leads to evidence-based
Human Resource Management
(EBHRM), which emphasizes the
importance of quantitative data-driven
decision-making rather than the intuition
or subjective experience of HR managers
(Angrave et al., 2016). This indicates
that the development of a more inclusive
and adaptive conceptual framework and
HRA implementation model is crucial to
bridge the gap between theory and
practice. Therefore, an in-depth study of
the role of HRA in increasing workforce
productivity and supporting strategic
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decision-making has high relevance in
the context of the digital transformation
of modern organizations (Atwal, 2025)
Previous research on analytics in
organizations has generally focused on
finance, marketing, and operations,
while its application in human resource
management (HR) functions has
received relatively little  in-depth
attention. In fact, human resources are a
strategic component that greatly
determines the success of an
organization in facing global market
dynamics. Most studies related to
Human Resource Analytics (HRA) still
focus on general benefits such as
increased decision-making effectiveness
and operational efficiency, but not many
have examined the direct causal
relationship between the implementation
of HRA and increased labor productivity
(Marler & Boudreau, 2017; Minbaeva,
2018). Thus, there is a conceptual and
empirical gap regarding how HR
analytics can  specifically affect
organizational performance. This gap
points to the need for more targeted
research to understand the contribution

of HRA to improving employee
performance and achieving
organizational strategic goals (Kiran et
al., 2022).

In addition, there are still

limitations in understanding how HRA
can be systematically integrated into HR
management processes in  various
industrial sectors, especially the public
and education sectors which have
different organizational characteristics
from the private sector. The lack of
cross-industry comparative research has
led to a lack of HRA implementation
models that are adaptive to diverse
organizational contexts (Rasmussen &
Ulrich, 2022; LinkedIn Global Talent
Trends, 2023). While in the private
sector, the adoption of HRA has shown
positive results in workforce planning
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and talent retention, but empirical
evidence in other sectors is still very
limited. Therefore, further comparative
and contextual research is urgently
needed to fill the literature gap, develop
a comprehensive HRA implementation
framework, and make practical
contributions to data-driven strategic
decision-making in various types of
organizations.

RESEARCH METHODS

ThisThis study uses a systematic
literature review method to analyze the
role of Human Resource Analytics

(HRA) in improving workforce
productivity and organizational
decision-making effectiveness. This

approach was chosen because it was able
to provide a comprehensive overview of
the development  of  concepts,
implementation trends, and empirical
findings related to HRA from various
organizational contexts. The literature
review process is carried out by
browsing scientific publications from
internationally reputable databases such
as  Scopus, Web of Science,
ScienceDirect, and Google Scholar. The
research inclusion criteria include
articles published in the 2015-2025
range, using English, and relevant to
HRA topics, workforce productivity, and
strategic decision-making. The literature
selection process is carried out through
several stages, namely identification,
screening, feasibility assessment, and
final synthesis. This approach allows
researchers to obtain a strong theoretical
and empirical foundation to understand
the dynamics of HRA implementation in
various industrial sectors.

Furthermore, data analysis was
carried out using content analysis and
thematic synthesis techniques to identify
patterns, trends, research gaps, and
conceptual contributions from various
previous studies. The selected articles
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were then categorized based on key
variables, such as the dimensions of
HRA (workforce planning, performance
tracking, predictive analytics), its impact
on workforce productivity, and its role in
supporting strategic decision-making.
The results of the thematic synthesis are
used to formulate a deeper conceptual
understanding of how HRA functions as
a data-driven managerial instrument.
With this approach, the research not only
provides a comprehensive review of the
existing literature, but also identifies the
direction of further research and the
practical relevance of HRA
implementation in the context of an
organization's digital transformation.

RESULTS AND DISCUSSIONS
The Impact of HRA on Labor
Productivity

The implementation of Human
Resource Analytics (HRA) has shown a
significant impact on improving the
efficiency and effectiveness of the
workforce in various industrial sectors.

Through data-driven analytics,
organizations can more accurately
identify workforce needs, allocate

resources optimally, and design more

targeted employee development
strategies. The literature shows that HRA
allows  for  balanced  workload

management, more adaptive workforce
planning, and reduced operational costs
due to inefficiencies in HR management
(Marler & Boudreau, 2017; Minbaeva,
2018). This has direct implications for
increasing productivity because
organizations are able to ensure
employees work at optimal capacity
according to their competencies and
strategic roles (Srinivas et al., 2024)

In addition, HRA serves as an
instrument for improving performance
both at the individual and collective
levels. With the support of real-time data,
organizations can monitor employee
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performance continuously and
objectively, making the performance
evaluation process more accurate and
transparent. HR analytics also help
identify individual competency gaps, so
that training and development can be
carried out in a targeted manner. At the
team level, HRA can identify patterns of
collaboration  and  group  work
productivity, thus enabling more
strategic managerial interventions in
improving  collective  performance
(Rasmussen & Ulrich, 2022). This
approach strengthens the role of HR not
just administratively, but as a driver of
organizational performance (Wibowo &
Anhara, 2025).

The relationship between the
implementation of HRA and labor
productivity indicators can be seen from
the increase in work output, employee
engagement, and operational efficiency.
Research by Angrave et al. (2016) shows
that organizations that integrate analytics
in HR management experience an
increase in productivity of up to 15-25%
compared to organizations that still rely
on conventional approaches. This
happens because analytics allow
organizations to identify the drivers and
drivers of productivity more quickly and
accurately. For example, predictive
analytics can predict the potential
turnover of high-performing employees,
so organizations can intervene early to
retain that talent(Al-Shammari et al.,
2025; Dewanto et al., 2024; Winiasri et
al., 2023).

Operational efficiency is also
increased through the use of HRA,
especially in strategic decision-making
related to assignments, work rotation,
and human resource allocation(Ojika et
al., 2024). With the support of historical
and predictive data, management can
place employees according to their
competencies and organizational needs,
reduce job lead times, and reduce
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resource waste. This has a direct impact
on increasing productivity in aggregate,
especially in labor-intensive  and
knowledge-based industries (Schiemann
& Seibert, 2017). HRA also allows for
more accurate productivity measurement
through data-driven key performance
indicators (KPIs), rather than subjective
assumptions or perceptions.

In addition to the short-term
impact on work efficiency, a number of
studies have also revealed the long-term
influence of HRA on organizational
competitiveness.  Organizations  that
consistently implement HRA tend to
have a higher adaptability to changing
labor markets and industry dynamics.
They can anticipate changes in
competency needs and proactively
conduct workforce strategic planning.
This provides a sustainable competitive
advantage because the organization is
able to maintain productivity stability
even in uncertain business environment
conditions (Minbaeva, 2018; Rasmussen
& Ulrich, 2022). In other words, HRA
not only impacts on current productivity
increases, but also on productivity
resilience in the future (Ramakrishna et
al., 2024).

An important implication of these
findings is that HRA is not just an
analytical tool, but a strategic enabler for
modern organizations. The
implementation of HRA strengthens the
relationship between business strategy
and HR management, where workforce
productivity is a key factor in the success
of the organization. Organizations that
are able to make optimal use of HR
analytics will have an advantage in
increasing efficiency, retaining top
talent, and building a data-driven work
culture.  Therefore, the literature
emphasizes that the development of
HRA capabilities needs to be a strategic
priority in the digital transformation of
human resources, so that organizations
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can get the maximum benefit from data
in driving long-term productivity and
competitiveness.

The Impact of HRA on Strategic
Decision Making

Human Resource Analytics (HRA)
plays an important role in supporting
evidence-based managerial decision-
making. In the context of modern
organizations,  decision-making no
longer relies solely on the manager's
intuition, experience, or subjective
perception, but is underpinned by
accurate, real-time, and verifiable data
analysis. HRA enables organizations to
collect, process, and analyze HR data
from various sources such as HRIS
(Human Resource Information System),
employee surveys, productivity data, and
work performance to generate strategic
insights. Literature findings show that
organizations that adopt evidence-based
HRM are better able to make consistent,
transparent, and measurable decisions
compared to organizations that still rely
on intuition (Rasmussen & Ulrich, 2022;
Marler & Boudreau, 2017).

In addition to improving the
quality of decisions, HRA has also been
proven to speed up the managerial
decision-making process. In a highly
dynamic business environment, speed in
responding to changes is a crucial
competitive advantage. HRA enables the
data analysis process to take place faster
through the use of predictive analytics
and machine learning technologies, so
that strategic decisions can be made
without waiting for a long manual
process. For example, in a rapidly
changing employment
situation(Gowrishankkar et al., 2025),
organizations can immediately identify
an urgent need for new hires or training.
The literature notes that organizations
that use HRA can cut decision-making
time by up to 30-50% compared to
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conventional approaches
2018; Angrave et al., 2016).

The implementation of HRA also
plays an important role in reducing
subjective bias in the HR decision-
making process. So far, decisions related
to promotion, recruitment, performance
appraisal, and career development are
often influenced by  personal
preferences, stereotypes, or subjective
perceptions of managers. HRA helps
minimize such bias through the
presentation of objective data that
supports every strategic decision. For
example, predictive algorithms can
provide recommendations for the best
candidates  based on  historical
qualifications and performance, rather
than on subjective factors. Thus,
decisions become more fair, transparent,
and accountable (Schiemann & Seibert,
2017). This reduction in bias not only
increases employee trust in the HR
management system, but also positively
impacts the overall performance of the
organization.

HRA is also an important
instrument in supporting organizational
strategic planning, especially in the
fields of workforce planning, training,
promotion, and  recruitment. In
workforce planning, HRA can predict
long-term HR needs based on
productivity trends, turnover rates, and
business growth. In recruitment, HRA
helps select the best candidates with high
speed and accuracy through performance
data analysis and competency suitability.
While in training and promotion, data
analytics allows organizations to identify
the potential of individuals who can be
developed to fill strategic positions
(Rasmussen & Ulrich, 2022). Thus, HR
strategies become more targeted and
aligned with the organization's long-term
goals (Tuli et al., 2018).

A comparison of decision-making
effectiveness between organizations that

(Minbaeva,
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use HRA and those that do not use it
shows significant differences.
Organizations that have integrated HRA
in the decision-making process have a
higher level of accuracy, speed, and
consistency of decisions. A study by
Angrave et al. (2016) noted that
companies with mature HRA are 2.5
times more likely to achieve strategic
goals  than  organizations  with
conventional decision-making. On the
other hand, organizations that still rely
on intuition or manual systems tend to
experience delays in responding to
market changes, inaccuracies in HR
planning, and low effectiveness of
employee development programs.

The implications of this literature
finding are very strategic for modern
organizations. HRA does not just
function as an administrative tool, but as
a strategic intelligence system that
strengthens decision-making at all levels
of the organization. With more
transparent data, decisions become more
accountable, evidence-based, and
professionally accountable. The use of
HRA also strengthens the role of the HR
function from just an administrative
implementer to a strategic partner in

long-term  organizational  planning
(Minbaeva, 2018). Therefore, the
adoption of HRA is not just a matter of
technology, but a  fundamental

transformation of the way organizations
think and act in making strategic
decisions.

Dimensions and Practices of HRA
Implementation

One of the main dimensions in the
application of Human Resource
Analytics (HRA) that appears in the
literature is workforce planning. In this
context, HRA serves as a strategic tool to
anticipate the organization's HR needs
based on  projected  workload,
productivity levels, and labor market
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trends.  Analytics-based  workforce
planning allows organizations to map the
availability and competency needs more
accurately, thereby reducing the risk of
underwriting or overwriting (Marler &
Boudreau, 2017). Several studies have
also shown that organizations with data-
driven workforce planning are able to
increase resource planning efficiency by
up to 30%, as well as speed up the
recruitment decision-making process
(Minbaeva, 2018). Thus, this dimension
becomes an important foundation for the
implementation of HRA because it
ensures the organization has the right
workforce at the right time and position
(Delfi Kurnia Zebua et al., 2024).

The second dimension that is often
the focus in the literature is talent
retention & acquisition. HRA supports
organizations in identifying the
characteristics  of  high-performing
employees, predicting turnover risk, and
designing more effective retention
strategies. For example, by analyzing
data on job satisfaction, employee
engagement, and performance history,
organizations can anticipate potential
strategic talent losses and intervene early
(Schiemann & Seibert, 2017). In
recruitment, HRA allows the candidate
selection process to be more objective
and efficient through candidate profile
analysis tailored to the competency
needs of the organization. Thus, hiring
becomes more targeted and talent
retention is more guaranteed, which
ultimately has a positive impact on the
stability of organizational productivity
(Kessi et al., 2025).

The third dimension is
performance management. HRA
provides the ability to monitor and
analyze employee performance in real-
time through key performance indicators
(KPIs), attendance records, work
outcomes, and 360-degree feedback.
This approach replaces conventional
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performance evaluations that are
periodic and subjective in nature with a
more evidence-based approach. By using
analytics, organizations can identify
performance patterns, competency gaps,
and individual and team development
needs more precisely (Rasmussen &
Ulrich, 2022). In addition, this system
also allows decision-making related to
promotions, training, and awards to be
more transparent, consistent, and fair.
Therefore, performance management is a
key dimension in creating a performance
and data-based organizational culture
(Rosaline, 2019).

The fourth dimension that is
growing rapidly is predictive analytics
which is used to predict turnover,
employee engagement, and workforce
productivity. Predictive analytics allows
organizations to use historical data and
predictive algorithms to anticipate
changes in workforce behavior and
productivity trends before problems
arise. For example, by analyzing
attendance patterns, work interactions,
and performance outcomes, predictive
models can identify employees at high
risk of leaving the organization (Angrave
et al., 2016). In addition, predictive
analytics also help measure engagement
levels dynamically, provide early signals
related to decreased motivation, and
support strategic decisions to improve
job satisfaction. Dimensi ini sangat
penting dalam konteks era digital karena
memberikan keunggulan proaktif bagi
organisasi dalam mengelola SDM.

In addition to the functional
dimension, the literature also discusses a
lot of the types of data and analytical
tools used in the implementation of
HRA(John &  HAJAM, 2024).
Commonly used data types include

employee demographic data,
employment  history,  performance
metrics, attendance data, employee

engagement, and organizational survey
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results. To analyze this data, various
tools and technologies are used, such as
Human Resource Information Systems
(HRIS), Business Intelligence
dashboards, machine learning, and
Artificial Intelligence (Al). These tools
support the process of collecting,
integrating, visualizing, and predicting
HR data in real-time (Minbaeva, 2018;
Marler & Boudreau, 2017). With the
advent of analytics technology, HR
decision-making has become faster,
more precise, and based on strong
evidence, thereby strengthening the
effectiveness of HRA implementation.

The general pattern of HRA
implementation also varies depending on
the industry sector. In the private sector,
especially multinational corporations,
HRA is widely applied to support long-
term strategic decision-making, such as
global talent planning and cross-border
workload optimization. In the public
sector, HRA implementation tends to
focus more on improving administrative
efficiency and transparency in the
staffing process (LinkedIn Global Talent
Trends, 2023). Meanwhile, in the
education and health sectors, HRA is
used to manage a large and diverse
professional workforce, with a focus on
talent retention and increased service
productivity. Despite differences in
implementation focus, all sectors show
an increasing trend of adoption of HRA
as part of HR digital transformation. This
indicates that HRA has evolved into a
cross-sectoral strategic approach, no
longer limited to conventional HR
functions (Atwal, 2025); (Wibowo &
Anhara, 2025)

CONCLUSION AND SUGGESTION

Based on the results of the
literature review, it can be concluded that
Human Resource Analytics (HRA) plays
a strategic role in increasing workforce
productivity and organizational
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decision-making effectiveness. HRA
enables organizations to move from a
conventional HR management approach
to an evidence-based approach, where
decisions are made with reference to
accurate and measurable data. Through
the application of various Kkey
dimensions—such as workforce
planning, talent retention & acquisition,
performance management, and
predictive analytics—organizations are
able to identify performance patterns,
predict turnover risk, and design
appropriate strategic interventions. This
approach  not  only  strengthens
operational efficiency, but also increases
employee engagement and
organizational competitiveness on an
ongoing basis.

In addition, HRA serves as a
catalyst for digital transformation in
human resource management. The
application of analytics technologies
such as Artificial Intelligence (Al),
machine learning, and HRIS accelerates
the decision-making process, reduces
subjective bias, and expands the
organization's capacity to manage talent
more strategically. The results of the
literature  synthesis  showed that
organizations that adopted HRA had
higher levels of decision accuracy,
workforce planning efficiency, and
productivity than organizations that still
relied on managerial intuition. Thus,
HRA is not only an operational tool, but
also a strategic foundation in building an
adaptive, highly competitive, and data-
based organization. The implications of
these findings underscore the importance
of investing in analytics infrastructure
and strengthening HR capabilities as part
of modern management strategies.

REFERENCES

BAI-Shammari, M., Al Bin Ali, F. A.,
AlRashidi, M. A., & Albuainain,
M. S. (2025). Big Data and

1146

Predictive Analytics for Strategic
Human Resource Management: A
Systematic Literature Review.
International Journal of
Computing and Digital Systems,
17(2).
https://doi.org/10.12785/ijcds/157
1015706

Alabdali, M. A., Khan, S. A, Yaqub, M.
Z., & Alshahrani, M. A. (2024).
Harnessing the  Power  of
Algorithmic  Human Resource
Management and Human
Resource  Strategic  Decision-
Making for Achieving
Organizational ~ Success:  An
Empirical Analysis. Sustainability
(Switzerland) : 16(11).
https://doi.org/10.3390/su1611485
4

Asnur, L., Jalinus, N., Faridah, A., Apra,
T., Ambiyar, R. D., & Utami, F.
(2024). Video-blogs ( Vlogs ) -
based Project: A Meta Analysis.
14(5), 1553-1557.

Atwal, H. (2025). Leveraging HR
Analytics : A Theoretical
Exploration Of Its Impact On
Decision Making And
Organizational Outcomes. 13(3),
756-762.

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
(NEET), 2(2), 363-368.
https://doi.org/10.61991/ijeet.v2i2
.69

Dewanto, D., Santosa, T. A., Ratih, A.,
Asrizal, A., & Hardeli, H. (2024).
The Influence of the Stem-Based
Guided Inquiry Model on Students’
Creative  Thinking  Skills in
Science Learning: A Meta-
Analysis Study. Jurnal Penelitian



2025. COSTING: Journal of Economic, Business and Accounting 8(5):1138-1148

Pendidikan IPA, 10(3), 88-95.
https://doi.org/10.29303/jppipa.v1l
0i3.6777

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, 4(April), 79-81.
https://doi.org/10.59256/ijrtmr.20
240402014

Gowrishankkar, V., Shanmugam, V.,

Jagajeevan, R., Muthukumar, E.,
Vaishnavi, D., Jomit, C. P., &
Kalimuthu, M. (2025). Enhancing
decision-making effective
communication of human capital
analytics insights. Generative Al
for Business Analytics and
Strategic Decision Making in
Service Industry, 113-136.
https://doi.org/10.4018/979-8-
3693-7026-1.ch005

Hris, R., & Integration, P. A. (2025). 1 St

GRI Conference 2025. April, 215-
246.
https://doi.org/10.63125/xgew7q2
2

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://ijimes.ir/index.php/ijimes/a
rticle/view/145

Kessi, A. M. P., Pananrang, A. D.,

Muchsidin, F. F., Rizal, M., &
Ramlah, R. (2025). The Role of
Leadership in Effective and
Efficient Human Resource

1147

Nurbaiti,

Management Decision Making.
Paradoks : Jurnal Ilmu Ekonomi,
8(2), 509-524.
https://doi.org/10.57178/paradoks.
v8i2.1153

Khan, N. A., Malik, A., & Khan, A. A.

(2024). Human resource analytics:
A novel approach to bridge the gap
between human resource functions
and organizational performance.
International Journal of Human
Capital in Urban Management,
9(2), 267-278.
https://doi.org/10.22034/1IJHCUM
.2024.02.06

Kiran, V. S., Shanmugam, V., Raju, R.

K., & Kanagasabapathy, J. R.
(2022). Impact of Human Capital
Management on Organizational
Performance With the Mediation
Effect of Human Resource
Analytics. International Journal of
Professional Business Review,
7(3), 1-27.
https://doi.org/10.26668/businessr
eview/2022.v7i3.0667

B. (2021). HR Analytics:
Predicting and Enhancing
Financial Performance through
Human Resource Data. Atestasi:
Jurnal llmiah Akuntansi, 4(2),
446-462.
https://doi.org/10.57178/atestasi.v
4i2.819

Ojika, F. U., Onaghinor, O., Esan, O. J.,

Daraojimba, A. I., & Ubamadu, B.
C. (2024). Designing a Workforce

Analytics Model to Improve
Employee  Productivity  and
Wellbeing: A Conceptual
Framework for Talent

Management and Organizational
Efficiency. International Journal of
Multidisciplinary Research and
Growth Evaluation, 5(1), 1635-
1646.
https://doi.org/10.54660/.ijmrge.2
024.5.1.1635-1646



2025. COSTING: Journal of Economic, Business and Accounting 8(5):1138-1148

Oktarina, K., Suhaimi, Santosa, T. A.,
Razak, A., Irdawati, Ahda, Y.,
Lufri, & Putri, D. H. (2021). Meta-
Analysis: The Effectiveness of
Using Blended Learning on
Multiple Intelligences and Student
Character Education During the
Covid-19 Period. International
Journal of  Education and
Curriculum  Application, 4(3),
184-192.
http://journal.ummat.ac.id/index.p
hp/IJECA/article/view/5505

Ramakrishna, K., Balaji, S., & Kumar,
M. S. (2024). The Impact of HR
Analytics on Enhancing Human
Resource Management Practices
and Employee Performance in
Indian IT MNCs. Cuestiones de
Fisioterapia, 53(3), 2312-2321.

Rifka Alkhilyatul Ma’rifat, I Made
Suraharta, 1. 1. J. (2024). No Title
% No Title No Title No Title.
2(August), 306-312.

Rosaline, E. (2019). Strategies for Using
Analytics to Improve Human
Resource Management - ProQuest.
https://www.proquest.com/openvi
ew/f64cb476f623ee6dbd37db9d5
038e1bf/1?pg-
origsite=gscholar&chbl=18750&di
ss=y

Srinivas, S. K., Kumar, A. A., Basavaraj,
S., & Sivalingam, K. C. (2024).
Examining Human  Resource
Factors Influencing Analytical
Decision Making and
Organizational Effectiveness in
Technology Driven Companies.

International Journal of
Professional Business Review,
9(2), e04296.

https://doi.org/10.26668/businessr
eview/2024.v9i2.4296

Srivastava, S. (2025). The Adoption of
HR Analytics in Decision-Making:
Challenges and Opportunities.
International Journal of Innovative

1148

Research in Engineering and
Management (IJIREM) ISSN, 12,
100-104. www.ijirem.org

Tessema, S. A., Yang, S., & Chen, C.

(2025). The Effect of Human
Resource Analytics on
Organizational Performance:
Insights from Ethiopia. Systems,
13(2).

https://doi.org/10.3390/systems13
020134

Tuli, F. A., Varghese, A., & Ande, J. R.

P. K. (2018). Data-Driven
Decision Making: A Framework

for Integrating Workforce
Analytics and Predictive HR
Metrics in Digitalized

Environments. Global Disclosure
of Economics and Business, 7(2),
109-122.
https://doi.org/10.18034/gdeb.v7i
2.724

Wibowo, C. A., & Anhara, A. (2025).

Human Resource Analytics: an
Integrative Review of Data-Driven
HR Decision Making. 5(03), 349—
358.

Winiasri, L., Santosa, T. A., Yohandri,

Y., Razak, A., Festiyed, F., &
Zulyusri, Z. (2023). Ethno-
Biology Learning Model Based on
Design Thinking to Improve
Students’ Critical Thinking Skills.
Jurnal Penelitian Pendidikan IPA,
9(9), 77677774,
https://doi.org/10.29303/jppipa.v9
19.4213



