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The research has focused on the fact people analytics have been the future 
practises for enhancing organisational behaviour. Organisations of the 
contemporary era have been transforming through the adoption of new 
technologies concerning people analytics to enhance the potential of 
Human Resources (HR) functionalities and practices. The aim of the  
research is to analyse the effectiveness of using people analytics in future 
practices and business operations to enhance organisational behaviour. 
The research has been conducted through the secondary data collection 
method by collecting qualitative data from the previous and existing 
literature. A systematic literature review has been conducted through 20 
scholarly journals to interpret the findings and meet research objectives. 
The findings of the research replicate that people analytics helps in 
improving employee productivity and performance by enhancing 
organisational behaviour. Firstly, the future scope and limitations of the 
study have been discussed significantly.  

INTRODUCTION   
Background  
Organisations have been transforming nowadays through the adoption of new technologies such as 
people analytics to enhance the potential of Human Resources (HR) in the identification of 
behavioural patterns, picking the best-fit roles in the vacancies as well as designing development 
plans for boosting employee engagement. The rise of people analytics has been shaping the future of 
organisational performance by enhancing the daily activities performed by employees with the help 
of algorithms & use of data (Polzer, 2023; CIPD, 2024). Additionally, people analytics have been 
enhancing the quality of decisions along with efficiency by integrating the overall outcomes with 
innovative technology and business processes (Suri and Lakhanpal, 2022). This approach aims to 
raise the efficiency of the HR functions for optimising the organisational & employee performance 
which has been enabled by information technology in using statistical, visual & descriptive analytics.  
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Problem statement  

Incorporating people analytics to enhance organisational behaviour might lead to challenges relating 
to upskilling and reskilling programs, employee experience and business analytics. The research will 
address the issues to evaluate the importance of people analytics in organisational HR practices. The 
rationale of the research lies in the fact that the adoption of people analytics has been increasing the 
performance of organisational behaviour by becoming more data-driven to sustain the overall 
competitive advantage. People analytics has been important for HR practices to align with the 
business environment to attain more trust & legitimacy outside the organisation (Peeters, Paauwe 
and Voorde, 2020). It also focuses on leveraging data analytics for gaining insights regarding 
employee engagement, performance and retention which focuses on enhancing the overall health of 
the organisation. Hence, it has been analysed that organisations face barriers in the adoption of 
people analytics in organisational practices.  

Research Aim & Objectives 

Aim 

This research aims to analyse the effectiveness of using people analytics in future practices and 
business operations to enhance organisational behaviour. 

Objectives 

 To achieve the research aim, four research objectives need to be met empirically. 

• To investigate the importance and growth of people analytics in organisational behaviour.  
• To evaluate the technological advancements that have enabled the incorporation of people 

analytics in organisations. 
• To analyse the impacts of people analytics on organisational performance that includes 

productivity, talent management, employee engagement, data-driven decision-making, and 
retention. 

• To assess how organisational performance can be managed by balancing data analytics usage 
concerning maintaining employee privacy and ethical standards. 

Research question  

• What is the importance and growth of people analytics in organisational behaviour?  

• What technological advancements have enabled the incorporation of people analytics in 
organisations? 

• What are the impacts of people analytics on organisational performance that includes 
productivity, talent management, employee engagement, data-driven decision-making and 
retention? 

• How can organisational performance be managed by balancing data analytics usage 
concerning maintaining employee privacy and ethical standards? 

LITERATURE REVIEW  
Overview of People Analytics  

People analytics have been regarded as the practice for transforming & collecting organisational as 
well as HR data into actionable insights for improving the procedures of business operations. 
According to Jasni et al. (2022), people analytics, also known as workforce or HR analytics facilitates 
solving the problems of the business to drive and manage the organisational change. It facilitates 
applying and collecting organisational, talent & people data for improving the critical outcomes of 
the business by enabling the HR departments to maintain data-based and analytical decision-making 
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to maintain well-functioning people analytics for managing the overall talents. As per the viewpoint 
of Ledet et al. (2020), people analytics tends to make evidence-based decisions regarding the 
employees, such as improving well-being, EDI, and performance. It has been analysed that people 
analytics have been evolving the HR systems through the utilisation of well-functioning systems 
which have been important for winning the talent war. Hence, it has been observed that people 
analytics have been quantifying the social as well as financial value of communicating strongly with 
external and internal stakeholders.  

Application of people Analytics in organisational behaviour  

People analytics have been regarded as a powerful tool for HR professionals which has enabled 
strategic workforce management and decision-making practices for the employees. As illustrated by 
Vassakis et al. (2018), people analytics have been improving employee experience, improving the 
acquisition of talent as well as helping in enhancing the overall performance of the organisation. It 
has been evaluated that people analytics help in managing the HR metrics significantly which include 
cost per hire, gender pay equity, employee engagement, lowering turnover rates, and managing as 
well as acquiring employees. The application of people analytics refers to incentive programs that 
have been motivating the employees to maximising productivity (Claus, 2019). It helps in providing 
insights to focus mostly on influential non-monetary and monetary benefits where employees have 
been receiving bonuses. People analytics also helps in providing the information needed for making 
data-driven decisions which impacts the most important areas of the organisation such as the bottom 
line & people (Spurk et al., 2020; Nocker & Sena, 2019). It has been analysed that people analytics 
have been helping businesses, people leaders as well as HRs in making data-driven decisions for 
maximising the business results and employee potential to attain organisational success. Hence, the 
application of people analytics in organisational behaviour has been focused solely on goal-focused 
and data-driven methods for analysing the functions, processes, opportunities, and challenges in the 
workplace for elevating the systems as well as achieving the overall success of the business. 

Technological advancements in people analytics 

HR technology has been transforming people analytics by enabling the analysis and collection of data, 
streamlining the overall HR procedures, improving the quality of data, and enhancing predictive 
analytics which helps in making the data easier to understand as well as more accessible. As per the 
viewpoint of Giermindl et al. (2021), the emerging trends and technologies in people analytics 
include Artificial Intelligence (AI), Machine Learning (ML), Cloud Computing & Predictive Analytics. 
It has been evaluated that people analytics has been pursuing data-driven insights regarding the 
organisational workforce through new technological developments. Big Data Analytics as well as 
Cloud Computing facilitates organisations to collect and process data relating to employee 
information and HR practises (Sandhu, 2022; Dahlbom et al., 2019). The above-discussed 
technologies employ data analytics in the operational and HR practices for transforming activities 
through digital transformation. Artificial Intelligence (AI) and Machine Learning facilitate the 
evaluation of complex sets of data by revolutionising HR practices and transforming the future trends 
in workforce management (Nawaz et al., 2024). Furthermore, Machine learning and AI in people 
analytics help in automating the tasks of HR by analysing the data of massive candidates and 
shortlisting the potential employees to enhance employee turnover, engagement, and performance 
(Paigude et al., 2023; Murugesan et al., 2023). Hence, the adoption of AI and machine learning in 
people analytics have been focusing on in-depth understanding regarding the cultural issues and 
employee morale which enables improving relations with employees and providing timely as well as 
regularised feedback. Thus, these are some of the technological advancements in people analytics 
that help enhance the potential of HRM in analysing and collecting data for improving the insights of 
informed and strategic decisions to build a strong workforce by improving organisational behaviour.  
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Benefits of People Analytics 

People analytics has been benefitting organisational behaviour through strategic workforce planning 
which helps them to forecast the talent needs of the future by identifying the skill gaps as well as 
developing effective retention & recruitment strategies. People analytics help in focusing on the 
behaviours and skills of the new candidates which match significantly with the organisational goals 
and shortlisting the potential ones (Karmańska, 2020; McCartney & Fu, 2023). It has been observed 
that people analytics focuses on the key metrics of recruitment during the talent acquisition and 
hiring process about the completion rates of application, hiring quality, and experience of the 
candidate. People analytics has been focusing on managing employee productivity and performance 
by assessing the Return on Investments (ROI) of the employees (McCartney & Fu, 2022b; Khaliq & 
Saritha, 2023). It has been observed that people analytics have been effective in understanding the 
efficiency, motivation, and productivity of the employees which helps them improve their 
performance to contribute towards the bottom line of the organisational behaviour to attain 
immense success. Furthermore, people analytics have been playing a major role in mitigating the 
turnover rate of employees which is most visible when organisations target employees to attain 
innovation or creativity (Gerber et al., 2024; Zander & Zieglmeier, 2023). It has been observed that 
people analytics have been reducing the turnover rate substantially by understanding the 
motivations, needs, and requirements of the employees in the upcoming years. People analytics have 
been playing a major role in achieving fair pay and effective talent acquisition by focusing on the best 
hiring practices and compensation practices (Tursunbayeva et al., 2018). It has been observed that 
the hiring, as well as compensation, practices help organisations to look after the employees with the 
help of people analytics for producing high-performing and long-term employees to attain 
organisational success (Bonilla-Chaves & Palos-Sánchez, 2023). It acts as the overall pinpoint for 
evaluating the right & significant attributes for the future potentials for maximising the overall 
investment for recruitment. Thus, people analytics possess opportunities to enhance organisational 
behaviour concerning equal pay, hiring practices, and employee productivity. 

Theoretical framework  

Human Capital theory: Heman capital theory focuses on the experience, knowledge and skills of the 
employees for representing the organisational value to meet its goals, objectives and mission. This 
theory acts as the most important pillar and factor for the socio-economic development of the 
organisation with respect to HRM practises (Kang & Mok, 2022; Aliu & Aigbavboa, 2019). The concept 
of the theory relates to the fact that people analytics have been analysing and quantifying the overall 
impacts of human capital on the overall performance of the organisation. The significance of the 
theory lies in the fact that human capital concerning people analytics has been helping optimise 
employee development as well as talent management strategies. Hence, the concept of the theory has 
been relevant to people analytics which prepares the organisation for using and analysing the people 
data more proactively and effectively to enhance organisational behaviour and HR practices.  

Expectancy theory: Expectancy theory focuses on the fact that employees are motivated if they think 
that their efforts as well as desired performance have been acknowledged by the employers resulting 
in appreciation and rewards. The three components of expectancy theory include expectancy (effort 
relates to performance), valence (outcome relates to reward) and instrumentality (performance 
relates to outcome) (Zboja et al., 2020; Osafo et al., 2021). The concept of the theory states that people 
analytics focuses on the factors that motivate the employees which yield better outcomes and 
enhanced organisational success as well as behaviour. The significance of the theory also depicts that 
through analysis of employee feedback and data based on performance, organisations possess a 
better understanding of designing incentive programs which align solely with these motivations. 
Hence, the aspects of expectancy theory have been beneficial for HR management to understand 
motivation through people analytics to maintain employee management.  
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Research Gap  

This chapter has focused on the opportunities and applications of people analytics in the future 
enhancement of organisational behaviour. It has been observed that the research has not attained 
significant information regarding the negative impacts of people analytics on organisational 
behaviour which leads to high turnover, damaged reputation and hiring of unskilled candidates to fill 
the job vacancy. This chapter needs to focus both on the positive and negative effectiveness of people 
analytics in HRM practices. Additionally, the research has only focused on the existing and previous 
research articles to attain information regarding the topic. However, the existing articles do not 
possess up-to-date information regarding opportunities attained through the implications of people 
analytics in attaining organisational success. Hence, this proposed research will address the 
unexplored research areas in the previous literature to attain significant and appropriate outcomes. 

RESEARCH METHODOLOGY  
This research study has been based on qualitative data attained by following a secondary method of 
data collection procedures. The study has focused on a systematic literature review by analysing 
about 20 authentic, credible and reliable journals for interpreting the data to meet the research 
objectives. Credible and authentic sources have been significant for the research as it is free from 
biases and can be backed up with strong evidence followed by in-text citations (Taherdoost, 2022). 
It has been observed that credible sources from which information has been taken align with the 
topic that meets the proposed research aim. Thus, the sources which have been used need to be re-
verified so that they contain information regarding the role of people analytics in the enhancement 
of organisational performance and behaviour.  

DATA ANALYSIS  
Systematic literature review  

Table 1: Systematic Literature Review 

Sl. 
No

. 

Title Author & 
Year 

Aim & 
Objectives 

Methodology Key Findings 

1 The ethics of 
people analytics: 
risks, 
opportunities 
and 
recommendation
s 

Tursunbayeva 
et al., 2021 

The research 
has focused on 
the existing 
academic 
literature to 
analyse the 
practises and 
technologies 
involved with 
people 
analytics by 
concerning the 
ethical 
considerations 

The iterative and 
significant 
scoping review 
method was used 
for synthesising 
the academic 
literature to focus 
on the emerging 
areas of people 
analytics related 
to 
recommendation
s and 
opportunities  

The 
recommendation
s and 
opportunities of 
people analytics 
relate to 
diversified 
stakeholder 
inclusion, 
concerned 
transparency, 
respecting the 
rights of privacy, 
proportionate 
data use, 
delivering 
employee 
benefits, 
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fostering ethical 
practises, 
following 
legalised 
compliance and 
managing the 
moral outcomes 
of the business 
models.  

2 Human resources 
analytics: A 
systematization 
of research topics 
and directions for 
future research 

Margherita, 
2021 

The study aims 
to analyse the 
impacts of 
people 
analytics in the 
emerging 
globalised 
workforce and 
the business 
relevance as 
the strategic 
organisational 
capability 

The study was 
conducted 
through a 
systematic 
literature review 
process by 
deconstructing 
the concept of 
people analytics 
through the 
identification of 
106 key topics 
associated with 3 
main areas: 
enablers of HR 
analytics, value 
and applications 

The findings of 
the study depict 
that HR/people 
analytics have 
been enabled 
through cognitive 
technologies as 
well as artificial 
intelligence to 
support the 
innovative 
analytics design 
of the projects 
within the 
organisation. 

3 Bridging the gap: 
why, how and 
when HR 
analytics can 
impact 
organizational 
performance 

McCartney & 
Fu, 2022a 

The study aims 
in addressing 
the important 
issue by 
analysing the 
how, when and 
why factors 
relating to the 
fact that HR 
analytics leads 
towards 
enhanced 
organisational 
performance 

The data was 
collected from 
about 155 
organisations in 
Ireland through 
the help of 
structural 
equation 
modelling for 
testing the 
linkage of the 
chain mediation 
model with HR 
analytics, HR 
technology, 
organisational 
performance and 
evidence-based 
management 
(EBM) 

The study depicts 
with respect to 
the chain model 
that HR 
technology has 
been enabling HR 
analytics 
facilitating EBM 
resulting in 
enhanced 
organisational 
performance.  

4 Examining the Shet et al., The article A systematic The study 
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determinants of 
successful 
adoption of data 
analytics in 
human resource 
management – A 
framework for 
implications 

2021 focuses on 
exploring the 
challenges 
faced by HR 
practitioners 
in the adoption 
of HR analytics 
through 
promoting it 
with the 
practice of 
analytics and 
big data in 
HRM 

literature review 
has been 
conducted by 
analysing the 
existing articles 
with 23 sub-
dimensions that 
influence the 
implementation 
of HR analytics 
within the 
organisation 

revealed that the 
key aspects that 
act as barriers to 
the adoption of 
HR analytics 
include 
organisational, 
data governance, 
environmental, 
individual and 
technological 
factors.  

5 Employees 
recruitment: A 
prescriptive 
analytics 
approach via 
machine learning 
and mathematical 
programming 
 
 

Pessach et al., 
2020 

The goal of the 
research 
relates to the 
development 
of an analytic 
framework 
which can be 
implemented 
as a decision 
support tool 
for the HRs to 
hire potential 
candidates 
with the help 
of people 
analytics 

The methodology 
has comprised 
two parts, first 
the scheme of 
localised 
prediction and 
second following 
a robust 
mathematical 
model for 
attaining success 
in the 
recruitment 
process  

It has been 
observed that HR 
analytics have 
been playing an 
important role in 
the recruitment 
process and 
workforce 
planning by 
influencing the 
return on 
investments 
(ROI) of the 
organisations.  

6 When eliminating 
bias isn’t fair: 
Algorithmic 
reductionism and 
procedural 
justice in human 
resource 
decisions 
 
 

Newman et al., 
2020 

The research 
aims to justify 
that HR 
algorithms 
along with 
people 
analytics may 
have been 
removing the 
bias and 
discrimination 
in the 
organisational 
decision-
making 
process  

Laboratory 
experiments and 
large-scale 
randomised 
experiments 
based on 
organisational 
settings were 
conducted to 
confirm the 
research 
hypotheses and 
attain findings 

The research 
findings posit 
that algorithm 
decision-making 
has focused solely 
on computer-
based algorithms 
which have been 
increasingly 
prevalent 
practice referred 
to as people 
analytics which 
provides efficient, 
cost-effective and 
simple ways for 
improving the 
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organisational 
decision-making 

7 Algorithmic bias: 
review, synthesis, 
and future 
research 
directions 
 
 

Kordzadeh & 
Ghasemaghaei
, 2021 

The goal of the 
research is to 
synthesise, 
review and 
evaluate the 
biases of 
algorithms 
with respect to 
people 
analytics  

A well-
established 
systematic 
literature review 
method was 
conducted to 
synthesise and 
analyse the 
algorithmic bias 
in the 
organisational 
behaviour by 
focusing on the 
articles from the 
databases JSTOR, 
EBSCO, ACM, 
IEEE Digital 
Library and 
others.  

The findings of 
the study depict 
that algorithmic 
bias occurs due to 
perceived 
fairness, 
behavioural 
responses, 
individual, 
technology and 
task 
characteristics 
with respect to 
people analytics 

8 Tackling the HR 
digitalization 
challenge: key 
factors and 
barriers to HR 
analytics 
adoption 
 
 

Fernandez & 
Gallardo-
Gallardo, 2020 

This paper 
aims to 
evaluate the 
factors 
hindering 
organisations 
from adopting 
HR analytics to 
enhance HR 
digitalisation  

The methodology 
was conducted 
through the 
framework of a 
comprehensive 
literature review 
comprising 64 
manuscripts from 
2010-2019 to 
evaluate the 
analytics 
incorporated in 
HR digitalisation 

The findings 
revealed that the 
adoption of HR 
analytics has 
been important in 
enhancing 
organisational 
behaviour by 
focusing on four 
main elements 
which act as the 
barrier to the 
successful 
implementation 
of HR analytics: 
software and 
technology, 
models and data, 
people as well as 
management.  

9 Unlocking the 
value of artificial 
intelligence in 
human resource 
management 
through AI 

Chowdhury et 
al., 2023 

The research 
aims to review 
systematically 
the existing 
literature to 
understand 

A bibliometric 
and systematic 
review of 
multidisciplinary 
literature has 
been analysed to 

It has been 
analysed the 
findings that AI 
plays an 
important role in 
facilitating HR 
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capability 
framework 
 
 

the 
requirement of 
AI capability in 
HR analytics 
for the 
development 
of 
organisational 
resources 

understand the 
importance of the 
implementation 
of advanced AI in 
HRM  

analytics by 
providing 
potential impacts 
on both the 
practises and 
processes of HRM 
resulting in an 
automatic 
increase in the 
performance of 
the firm by 
focusing on 
complementary 
organisational 
resources 

10 Preparing 
Workplaces for 
Digital 
Transformation: 
An Integrative 
Review and 
Framework of 
Multi-Level 
Factors 
 
 

Trenerry et al., 
2021 

The aim of the 
research is to 
prepare a 
theoretical 
understanding 
regarding the 
importance of 
digital 
transformatio
n and 
advanced 
technologies in 
the HRM areas 

An empirical 
study was 
conducted with 
the help of high-
quality published 
journals to attain 
the research 
findings  

The findings 
depict that 
technology 
adoption and 
acceptance have 
been important in 
the workplaces 
which needs to be 
implemented by 
the HRM through 
the help of 
electronic HRM 
systems as well as 
HR analytics to 
maintain a strong 
relationship with 
organisational 
effectiveness 

11 Human resource 
management in 
the age of 
generative 
artificial 
intelligence: 
Perspectives and 
research 
directions on 
ChatGPT 
 
 

Budhwar et al., 
2023 

The goal of the 
study is to 
analyse the 
importance of 
generative AI 
in the HRM  

The research has 
undergone 
secondary 
method by 
collecting 
information from 
generative AI, 
such as Chat GPT 
and other 
domains 

The study depicts 
that AI has been 
facilitating the 
processes of 
people/HR 
analytics by 
possessing 
positive impacts 
on HRM practices 
to enhance 
organisational 
behaviour, 
employee 
experiences and 
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simplified 
onboarding as 
well as the 
recruitment 
process 

12 Digital human 
resource 
management: A 
conceptual 
clarification 
 
 

Strohmeier, 
2020 

This research 
aims to 
provide 
conceptual 
clarification 
regarding the 
effectiveness 
of digitalised 
HRM along 
with its related 
concepts, such 
as HR 
analytics, 
digital 
disruption and 
technological 
advancements 

Empirical 
investigations 
were done 
regarding this 
research topic by 
focusing on 
mixed, qualitative 
and quantitative 
approaches to 
analyse the 
interrelation 
between 
digitalised HRM 
and 
organisational 
elements 

The findings of 
the study 
showcased that 
HR analytics have 
been regarded as 
a great example 
of digitalised 
HRM which helps 
in improving 
overall 
information 
systems based on 
the 
organisational 
setting by 
systematically 
creating a shared 
value for the 
organisations 

13 The questions we 
ask: 
Opportunities 
and challenges 
for using big data 
analytics to 
strategically 
manage human 
capital resources 
 
 

Hamilton & 
Sodeman, 
2019 

The research 
aims to 
evaluate the 
effectiveness 
of big data 
analytics in 
HRM to 
enhance the 
screening 
techniques for 
job candidates 
through 
strategic 
questions 

A secondary data 
collection method 
was used in the 
research to 
answer the 
strategic 
questions of the 
research by 
examining new 
sources of data 
which replicate 
the HRM 
practices 
assessing the 
performance of 
the workforce in 
real-time 

The research 
findings 
demonstrate that 
the 
implementation 
of people 
analytics in HR 
operations helps 
enhance the 
overall 
performance of 
the firm by 
overcoming both 
ethical as well as 
regulatory 
challenges to 
facilitate overall 
strategic changes 

14 People analytics 
and the rise of 
HR: how data, 
analytics and 
emerging 

DiClaudio, 
2019 

The research 
aims to 
evaluate the 
growing 
expectations of 

A survey was 
conducted by 
focusing on the 
evolution of the 
“Future of HR” 

The findings 
suggested that 
HR analytics 
helps in 
identifying the 
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technology can 
transform human 
resources (HR) 
into a profit 
center 
 
 

HR functions 
to understand 
the fact that 
HR analytics 
informs 
organisational 
behaviour and 
fuels immense 
success 

and how it is 
moving from 
“descriptive and 
diagnostic” to 
“prescriptive and 
predictive” of 
KPMG 2019 
among the top 
managerial 
individuals 

reasons and areas 
for an increase in 
turnover rate. 
The study 
observed that the 
capabilities of HR 
analytics with the 
help of 
technological 
advancements 
have been the 
greatest 
contributor to 
attaining 
organisational 
success 

15 People Analytics 
Enabling HR 
Strategic 
Partnership: A 
Review 
 
 

Suri & 
Lakhanpal, 
2022 

The objective 
of this 
research is to 
synthesise and 
identify the 
previous 
literature 
based on 
people 
analytics to 
identify its 
conceptualised 
efficacy 

Systematic 
reviews and 
meta-analyses 
were done in the 
research with the 
help of the 
PRISMA 
framework to 
address the 
objective of the 
research by 
analysing about 
90 articles 
related to the 
topic  

The study 
depicted that 
people analytics 
focuses on the 
external, 
horizontal and 
vertical 
alignment of the 
HR function, 
facilitates 
improvised 
integration of the 
HRM within the 
strategic 
planning 
procedure of the 
organisation, 
enhances 
business 
performance and 
organisational 
behaviour as well 
as attains 
credibility  

16 Insider 
econometrics 
meets people 
analytics and 
strategic human 
resource 
management 

Larsson & 
Edwards, 
2021 

The research 
aims to 
analyse the 
benefits 
attained in the 
field of 
Strategic 

A survey was 
conducted by 
analysing the 
research in the 
Insider 
Econometrics for 
empirically 

The findings of 
the study depict 
that people 
analytics have 
been acting as a 
boon in the HRM 
field which helps 
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Human 
Resource 
Management 
(SHRM) 
through the 
implication of 
people 
analytics 

estimating the 
overall value of 
people analytics 
in HR practices 

in enhancing the 
performance of 
the firm through 
technological 
advancements 

17 People Analytics 
of Semantic Web 
Human Resource 
Résumés for 
Sustainable 
Talent 
Acquisition 
 
 

Necula & 
Strîmbei, 2019 

The study has 
focused on the 
effectiveness 
of people 
analytics in the 
sustainable 
acquisition of 
talents 

Case-study-based 
prototype and 
proposed 
architecture were 
selected as the 
method where 
the case study 
was conducted 
through random 
forest, k-nearest 
neighbours, naive 
Bayes, regression 
as well as 
decision tree 
algorithms to 
interpret the data 

The findings of 
the study depict 
that people 
analytics have 
been acting as an 
important tool for 
hiring job seekers 
by identifying the 
skills based on 
the job vacancy 

18 People Analytics 
and Human 
Resource 
Development – 
Research 
Landscape and 
Future Needs 
Based on 
Bibliometrics and 
Scoping Review 
 
 

Yoon et al., 
2023 

The study has 
focused on the 
comprehensiv
e examination 
of the current 
landscape of 
the business to 
evaluate the 
importance of 
people 
analytics from 
the 
perspectives of 
the Human 
Resource 
Department 
(HRD) 

The 
methodologies of 
the research have 
focused on topic 
modelling and 
bibliometrics 
through 
comparative 
analysis as well as 
grouped themes 
from 
bibliocoupling to 
analyse the data 

The findings of 
the study 
replicate that 
people analytics 
have been 
effective in 
certain areas 
which include 
workforce 
management & 
planning, 
enhancing HR 
functions and 
making data-
informed 
decision-making 
by emphasising 
societal and 
ethical 
implications 

19 Leveraging 
People Analytics 
for an Adaptive 

Saling & Do, 
2020 

The objective 
of the research 
is to leverage 

The 
organisational 
effectiveness 

The findings of 
the study 
revealed that 
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Complex Talent 
Management 
System 
 
 

the 
effectiveness 
of people 
analytics in 
enhancing the 
operational 
activities of the 
complex talent 
system  

model was used 
to analyse the 
decision by 
documenting the 
overall impacts 
made to those 
decisions in 
relation to people 
analytics  

people analytics 
helps in building 
a new system of 
talent 
management to 
decode and map 
out potential 
candidates 
through the 
augmentation of 
artificial 
intelligence and 
data science 

20 Integrative 
Literature 
Review on People 
Analytics and 
Implications 
From the 
Perspective of 
Human Resource 
Development 
 
 

Lee & Lee, 
2023 

The research 
aims to 
identify the 
importance of 
the fast-
emerging field 
such as people 
analytics with 
respect to HRD 

The study has 
examined the 
impacts of people 
analytics through 
the lens of HRD 
by performing an 
integrative 
literature review 
with about 91 
articles 

The findings 
showcased that 
people analytics 
have been 
contributing 
significantly to 
the development 
of HR practices 
for leveraging 
operational 
activities to 
enhance 
organisational 
success  

FINDINGS  
People analytics have been related to organisational behaviour through its restructuring and design 
method by analysing the job roles, performance metrics and employee data for providing insights to 
optimise the organisational structure by aligning with teams for improving overall efficiency.  Based 
on the above discussion, organisations have been leveraging advanced technologies in people 
analytics to enhance overall performance as well as HR practices. People analytics have been 
regarded as the application of both statistical methodologies and data analysis of HR-related 
information to gain insights regarding the diversified portfolio of stakeholders and workforce 
(Tursunbayeva et al., 2021). It has been analysed that the importance of people analytics lies in 
enhancing the engagement and performance of employees related to retention, managing the overall 
workforce and recruitment. Organisations of the contemporary era have been using people analytics 
to analyse and measure the attitudes, behaviours and performance of the employees to enhance 
organisational behaviour by fulfilling its goals. Furthermore, the integration of AI and other advanced 
technologies helps in enhancing the advancement of people analytics by facilitating EBM as well as 
improving the overall performance of the organisation (Margherita, 2021; McCartney & Fu, 2022a). 
It has been analysed that the incorporation of advanced technologies such as AI, predictive analytics 
and others in people analytics helps in evaluating the internal equity, performance and market rates 
regarding the fulfillment of job vacancies by potential candidates. This helps in providing 
recommendations regarding the salary structure which has been retaining and incentivising top 
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talent to ensure that the HR practises have been leading the way in the development of effective talent 
acquisition as well as a compensation strategy. 

As per the systematic, literature review, it has been analysed that organisations have been facing 
immense challenges with the implementation and working procedures of people analytics in the 
HRM practises. The barriers faced by organisations in the adoption of people analytics relate to the 
field of technological factors, models and data analysis, management & people, data governance and 
organisational factors (Shet et al., 2021; Fernandez & Gallardo-Gallardo, 2020). On the other hand, 
people analytics has been offering cost-effective ways for the enhancement of organisational 
decision-making and impacting the HRM systems in building strong relationships within the 
organisational process (Newman et al., 2020; Trenerry et al., 2021). It has been analysed that HR 
analytics has been used by the organisation for identification of the areas where organisations have 
been improving the organisational behaviour, streamlining procedures, focusing on transformative 
operations, improving decision-making as well as employee experience. People analytics has been 
also focusing on improving HR practises which include talent management, recruitment workforce 
planning as well as the development of organisational performance (Budhwar et al., 2023; Lee & Lee, 
2023). It has been analysed that people analytics helps in uncovering biases and discrimination in 
the talent management process which enables organisations to develop HRM strategies relating to 
equitable and fair practices. Hence, it has been evaluated that HR analytics has been regarded as the 
vital component for the implementation of digitalised HRM by improving the data information 
system, and organisational behaviour as well as creating shared value for facilitating strategic 
changes in the HRM practises and operational procedures.  

DISCUSSION  
Importance and growth of people analytics in organisational behaviour 

People analytics facilitates the reduction of employee turnover by improving the experience of the 
employees significantly. People analytics has been important in the identification of metrics which 
affect the performance as well as productivity of the employees by enabling organisations to make 
changes in the workplace environment (Cho et al., 2023). It facilitates the transformation of the HR 
as well as organisational data by collecting through data analytics to attain actionable insights which 
have been improving the procedures of doing the business by enhancing organisational behaviour. 
The rise of people analytics has been associated with new opportunities initiating from the behaviour 
of individuals to team functioning along with focusing on larger procedures of organisational 
behaviour (Polzer, 2023). It has been observed that people analytics have been growing at a faster 
pace with the help of technological advancements to increase the efficiency of the recruitment 
process. Hence, people analytics possesses immense growth and importance in HR practises to 
evaluate the change in the experience of employees to retain them to attain organisational success.  

Technological advancements with the incorporation of people analytics in organisations 

The technological advancements involved with people analytics include AI, chatbots, advanced and 
predictive analytics, Cloud-based HR systems, Augmented reality (AR), Virtual Reality (VR), 
blockchain, automation as well as gamification. All these new and advanced technologies have been 
transforming the overall work procedures of the business by positively impacting organisational 
success with the incorporation of people analytics (Reena et al. 2019). It has been observed that 
people analytics with the help of these technologies have been focusing on organisational growth 
integrated with the Human Resource Management System (HRMS) for opting for reactive as well as 
transactional strategies to make effective decisions. People analytics with technological 
advancements have been helping HRs to fulfill their job responsibilities more efficiently by making 
better decisions for the enhancement of organisational behaviour. Hence, technological 
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advancements with people analytics help in attaining organisational success by maximising the 
productivity and potential of the employees to maintain the paradigm shift in the industry.  

Impacts of people analytics on organisational performance 

People analytics possesses positive impacts on organisational performance by increasing the 
motivation of employees through involving them in the decision-making procedures. The positive 
impacts of people analytics relate to evidence-based decision-making procedures as well as the 
strategic workforce (Ledet et al., 2020). It has been observed that the positive impacts result in 
improving employee experience, organisational performance and talent acquisition. On the other 
hand, the implementation of people analytics in organisations also possesses a dark side which 
includes the formation of more invasive and serious consequences for employees and 
underestimating human complexity (Giermindl et al., 2021). It has been observed that the 
consequences lead to the underlying assumptions of the capabilities and role of people analytics 
leading to moral and ethical challenges. However, people analytics have been benefitting 
organisations in recruiting potential ones by matching the skill sets of the employees with the job 
responsibilities (McCartney & Fu, 2023). It has been analysed that people analytics has been focusing 
on managing employee productivity and performance through effective onboarding and recruitment 
processes. Hence, people analytics possess both positive and negative impacts on organisational 
performance.  

Managing organisational performance by balancing data analytics usage in maintaining 
employee privacy and ethical standards 

The organisational performance has been managed through data analytics usage by identifying the 
patterns and trends to maintain ethical standards as well as privacy policies. Balancing the 
information and data with employee privacy has been regarded as the foremost ethics of people 
analytics as nowadays it has been increasingly popular for improving their decision-making 
procedures as well as optimisation of the workforce (Tursunbayeva et al., 2021). It has been observed 
that as people analytics has been growing rapidly, hence, it is important to consider the ethical 
implications related to data analysis and collection. People analytics possess the potential for non-
violating employee privacy resulting in anti-discriminatory practices. It has been observed that it is 
vital for HR professionals to prioritise ethical standards and moral principles during the usage of HR 
analytics to find a balance between employee privacy and data collection. Hence, organisational 
performance needs to be managed by following the legal landscape of people analytics and focusing 
on the ethical and moral considerations of the organisation.  

Practical Implications  

The practical implications of the research depict the fact that people analytics have been focusing on 
data-driven decisions for enhanced organisational performance to improve the effectiveness as well 
as efficiency of HR practices and functionalities. People analytics in the organisation possess great 
importance in increasing trust, transparency, fairness, employee experience, compliance and 
integration of strategic HRM processes (SHRM, 2024). This helps in maintaining the overall 
consistency and anti-discrimination policies in the HR practises. The implication of the study is to 
analyse the effectiveness of the adoption of people analytics to enhance the future of organisational 
behaviour. Thus, as per the implications of the research, people analytics tends to build the culture 
of the enhanced recruitment process as well as workforce planning by managing the overall 
organisational change. 

CONCLUSION  
Based on the above discussions, it has been observed that people analytics have been the practice for 
maintaining the organisational as well as HR data into actionable insights for improving the 
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procedures of business operations. It has been observed that people analytics have been focused on 
improvising and developing HR practices to ensure efficiency as well as efficacy in the recruiting and 
selection process, talent management, employee production and retention. It has been observed that 
the research study has conducted a systematic literature review to interpret the findings and meet 
the proposed aim and objectives. It has been analysed that the applications of people analytics in 
organisational behaviour help in the management of strategic workforce in the decision-making 
process regarding organisational activities. It has been also recognised that people analytics have 
been playing an important role in influencing workforce planning by focusing on the organisational 
ROI through algorithmic decision-making which acts as the cost-effective, effective and simple way. 
It has been also analysed that people analytics possesses positive impacts on HRM practices to 
enhance organisational behaviour, employee experiences and simplified onboarding as well as the 
recruitment process. Hence, people analytics has been increasing at a rapid rate globally in the 
contemporary business environment which helps in enhancing both organisational behaviour as well 
as employee productivity.  

LIMITATIONS AND FUTURE SCOPE  
The study has been conducted by focusing on the secondary method of data collection through the 
data analysis technique relating to a systematic literature review. The limitations of systematic 
literature review include bias in potential publications, heterogeneity in the designs of the study and 
differentiation in the levels of maintaining the quality of the evidence. The limitations of the research 
also relate to depending upon qualitative data, smaller size of samples and lack of updated 
information concerning the research topic. Despite these, authentic and reliable articles have been 
selected for accumulating appropriate information related to the research study.  

The future scope of the research depicts the fact that organisations with the help of people analytics 
can proactively plan for the future needs of the workforce priorly to enhance their performance. It 
can focus on succession planning training, identification of skill gaps and smoother transitions in the 
leadership positions to achieve organisational success. The research might also focus on the strategic 
approach which helps in preparing the workforce for fighting against the upcoming challenges and 
opportunities related to people analytics. Hence, the future scope of the study will relate to the 
advancements and opportunities attained by the organisation through people analytics resulting in 
enhanced performance, productivity, success and behaviour.  
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