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 ABSTRACT 

In light of this current digital disruption, human resource analytics appears to be taking on an 

even greater level of significance in terms of a means by which firms that wish to continue to be 

considered a competitive force in this industry might go about achieving their goal of doing so. 

The goal of this current study was to determine ways in which HR analytics might be of benefit 

to firms in their efforts to increase productivity and performance among their workforce. The 

conventional role of human resource management has evolved over time owing to the use of 

technology, which has made human resource management a more knowledgeable profession. 

Businesses can use HR analytics to analyse different employee-related data in order to grow and 

improve their workforce in different areas such as hiring employees, trainingemployees, 
employee performance, employee productivity, etc This study has highlighted the importance of 

HR analytics in predicting the behaviour of the workforce as well as the trends in the workforce. 

The importance of the digital transformation process has been recognized in the development of 

a knowledgeable workforce for the future. This has enabled them to improve their employee 

development programs, make the best out of their resources and create a sustainable work 

environment through the integration of analytical insights in their business strategies. The 

success of HR analytics implementation in businesses has helped them achieve competitive 

advantage in the digital world 

Keywords: Sustainable workforce development, Employee productivity and performance, 

Data-driven decision making, HR analytics, Digital transformation. 
 

 

INTRODUCTION: 

Human resource management has changed considerably 

as a consequence of the rapid progress made in the 

development of digital technology and the emphasis 

placed on data-driven decision-making. In the digital era 

of transformation, many organizations are utilizing human 

resource analytics to improve labour management. HR 

analytics refers to the application of employee data and 

statistics to better comprehend organizational strategies, 

human resource practices, and employee behaviour. Due 

to HR analytics, many businesses are now in a position to 

know more about employee performance, behaviour, 

management, and productivity levels. 

Sustainable staff development is now very important for 

many businesses that are seeking to grow as a company 

and remain competitive in the market. This aspect of staff 

development has been greatly enhanced by HR analytics, 

which enables many businesses to identify gaps in their 

talent pool, forecast future needs, improve their workforce 

development efforts, and boost employee engagement. 

Many businesses are now in a position to make informed 

decisions regarding their HR due to HR analytics. 

OBJECTIVES 

• To investigate the impact of HR analytics in 

improving worker performance and 

organizational decision-making in the context of 

digital transformation. 

• To investigate how data-driven HR policies help 

to sustain workforce development and long-term 

organizational growth. 

• To Assess the impact of digital technologies and 

analytical tools on employee engagement, 

productivity, and retention. 

REVIEW OF LITERATURE 

1. The research carried out by Marler & 

Boudreau (2017) was based on the role of HR 

data and the importance of data in facilitating 

strategic decisions in firms. From the research, 

it is clear that HR Analytics has made a 
significant contribution to the role of HR 

professionals in utilizing data information to 

understand the behavior of the employees. 

2. Fitz-enz (2010) pointed out the importance of 

HR analytics/metrics in evaluating the 

effectiveness of HR functions in different 

businesses. Employers who use HR analytics are 
able to monitor the performance and 

productivity of the employees, and this 

information is useful in determining the 

strategies to use in managing the employees. 
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3. A research was conducted by Angrave et al. 

(2016) with the aim of evaluating the increase in 

HR analytics in managing HR practices in 

modern organizations. From the research, it was 

established that HR analytics has helped 

organizations to go beyond traditional HR 

practices in developing an effective HR strategy, 
and this has helped them to improve their 

performance. 

4. Davenport, Harris, and Shapiro (2010) argue 

that an organization is able to attain a 

competitive edge in the market based on a 

decision that is made using analytics. From the 

research, it was established that HR analytics has 
helped organizations to identify patterns in 

employee performance to develop an effective 

employee 

5. plan.Levenson (2018) conducted a study aimed 

at examining the importance of HR analytics in 

improving HR management strategies. From the 

study, it is clear that HR analytics has enabled 
organizations to use different analytical tools to 

measure employee engagement, develop 

successful performance management strategies, 

and develop successful workforce strategies. 

6. Bondarouk & Brewster (2016) conducted a 

survey aimed at examining the impact of digital 

transformation on HR functions in different 
organizations. From the survey, it is clear that 

HR digital technology, like HRIS, is effective in 

developing successful HR functions and 

successful workforce strategies. 

7. It was noted by Minbaeva (2018) that HR 

analytics had an opportunity to make a 

contribution to the support of human resource 
management by using the data related to the 

employees. This study was keen to highlight the 

significance of HR analytics in the development 

and retention of talents. This was considered 

crucial in the development of a sustainable 

workforce. 

8. A study was carried out by Van den Heuvel & 

Bondarouk (2017) with the aim of examining 

HR analytics in firms. This study noted that HR 

analytics helps firms make better decisions. 

9. The research by Jain and Chatterjee (2021) 

explored the relationship between digital 

transformation and HR analytics. Based on their 

report, it is clear that companies that ave 
incorporated technology such as artificial 

intelligence and big data analytics in their 

operations can enhance employee performance 

and productivity. 

10. Wamba et al. (2020) proposed that big data 

analytics and digital technology can be useful in 

workforce development strategies in companies 
in the future. Based on their research, it is 

evident that HR analytics-based strategies 

enhance employee engagement, innovation, and 

firm growth. 

STATEMENT OF THE PROBLEM 

The rate of change in the industry of digital technology is 

extremely fast. This is a major change in the management 
of the workforce in the given industry. There are many 

organizations that have been successful in managing the 

workforce with the help of modern technology like big 

data, AI, and HRIS. There is a concern about the 

contribution of HR analytics to the sustainability of the 

workforce. 

The concern about HR analytics and the sustainability of 

the workforce is more about the contribution of the 

workforce in the short term rather than sustainability. 

There are many organizations, mostly in the developing 
world, that face challenges in managing the workforce 

with the help of HR analytics. 

RESEARCH GAP 

Research studies have been carried out to prove the 

significance of HR analytics in improving the 

effectiveness of the organization. However, there is a 

scarcity of research studies carried out to prove the 
significance of HR analytics in building a sustainable 

workforce in relation to digital transformation. Most of 

the research studies were carried out to improve the 

productivity of employees, skills of employees, and 

effectiveness of HR in an organization. Moreover, 

previous research studies have not adequately covered the 

significance of HR analytics and workforce sustainability. 

Additionally, research studies have been carried out to 

prove the significance of digital transformation in relation 

to HR services, big data, AI, and HRIS. 

Despite the importance of digital transformation in the 

contemporary business climate, few studies have included 

all of these concepts, including workforce development 

and HR analytics. Furthermore, the vast majority of 

research studies have been conducted in the environment 

of wealthy countries and multinational corporations. 

There are few studies looking at developing countries or 

specialized sectors. The majority of companies in 

developing nations are still in the early stages of their 
digital transformation. Therefore, this research project 

will attempt to fill the knowledge vacuum in this area by 

examining the role of HR analytics in the development of 

a sustainable workforce in the digital era. 

RESEARCH METHODOLOGY 

The importance of HR analytics in assisting long-term 

workforce development in digital transformation 

initiatives was examined using a descriptive study 

approach. The relationship between HR analytics and 

long-term workforce development in firms can be better 

understood and clarified through descriptive research. The 

descriptive study advances the researcher's knowledge of 

how HR analytics affects the long-term workforce growth 

of businesses. 

Data source 

Primary Data: 
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A standardized questionnaire is used to collect the 

population's primary data. Employee opinions and 

thoughts on HR analytics and its effects on long-term 

workforce development are gathered through primary 

data. 

Secondary Data: 

Secondary data on HR analytics, digital transformation, 

and sustainable workforce development is gathered from 

books, journals, research papers, company reports, the 

internet, and earlier studies 

Sampling Techniques 

One of the probability sampling techniques employed in 

this investigation is the simple random sample strategy. 
Every member of the population has an equal probability 

of getting selected for the study when this strategy is used. 

Selection bias is reduced because survey respondents are 

selected at random from the workforce, leading to more 

reliable findings. 

Sample Size 

Sample Size: 120 employee respondents. 

Methods of Data Analysis 

The data collected has been analysed by employing the 

following methods: 

• Multiple Regression Analysis 

• Factor Analysis 

• Structural Equation Modelling (SEM) 

The purpose of data analysis is to HR analytics for 

sustainable workforce development in the era of digital 

transformation are related. 

LIMITATIONS OF THE STUDY 

Limited Scope of Sample 

The study has a limited scope of sample. It is not known 

whether the sample selected in this study represents all 

industries. 

Time Constraint 

The study has a limited time constraint. It is not known 

whether the results would have been affected due to this 

constraint. 

Reliance on Primary Data 

The results are based on primary data. However, it is not 

known to what extent primary data would be accurate. 

Focus on Specific Variables 

The results are based on specific variables. However, 

other variables may also be neglected in this case. 

Generalization 

The results may not be applicable to organizations that are 

operating in different economic and technological 

conditions. 

Technological Variability 

There may be variability in the use of technology, and it 

may have an impact on the implementation of HR 

analytics. 

DATA ANALYSIS AND INTERPRETATION 

1. Multiple Regression Analysis 

 

Table 1: Multiple Regression Analysis-Effect of HR Analytics on Sustainable Workforce Development 

Independent 

Variables 

 

Beta Coefficient 

 

Standard Error 

 

t-value 

Significance 

(P-Value) 

Data-driven HR 

decision making 
 

0.42 

 

0.08 

 

5.21 

 

0.001 

Digital HR 

technologies 
 

0.36 

 

0.07 

 

4.89 

 

0.002 

Employee 

performance analytics 
 

0.31 

 

0.06 

 

4.10 

 

0.003 

Workforce planning 

analytics 
 

0.28 

 

0.05 

 

3.76 

 

0.004 
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Dependent Variable: Sustainable Workforce 

Development 

Interpretation: 

The regression study results show a substantial and 

favorable link between HR analytics methodologies such 

data-driven HR decision-making, HR technology 

, employee performance analytics, and workforce 

planning analytics, and long-term workforce 

development. This shows that organizations can use HR 

analytics to improve staff productivity and workforce 

sustainability 

2. Factor Analysis 

Table 2: Factor Analysis - Major Factors Affecting HR Analytics Implementation 

 

Variables 

Factor 1 Digital HR 

Infrastructure 

Factor 2 Data-

Driven HR 

Decisions 

Factor 3 

Employee 

Development 

Factor 4 

Workforce 

Sustainability 

HR 

information 

systems 

0.82 0.31 0.21 0.15 

Digital HR tools 0.79 0.35 0.22 0.18 

Data-based HR 

decisions 

 

0.28 

 

0.84 

 

0.26 

 

0.17 

Workforce 

analytics 
0.30 0.80 0.33 0.19 

Employee 

training 

programs 

 

0.25 

 

0.29 

 

0.83 

 

0.30 

Employee 

engagement 
0.21 0.33 0.79 0.28 

Employee 

retention 

 

0.20 

 

0.25 

 

0.34 

 

0.81 

Workforce 

sustainability 
 

0.18 

 

0.22 

 

0.31 

 

0.84 

 

Interpretation: 

The factor analysis identifies four critical factors 

influencing the adoption of HR analytics. These 

components include "Data-Driven HR Decision Making," 

"Digital HR Infrastructure," "Employee Development," 

plus "Workforce Sustainability." These components 

underline the importance of IT infrastructure, data-driven 
decision-making processes, and human development 

initiatives for firms to successfully implement HR 

analytics. 

3. Structural Equation Modelling (SEM) 
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Table 3: Structural Equation Model Results 

 

Relationship Path 

Standard ized 

Coefficie 

nt 

 

t-value 

 

p-value 

 

Result 

Digital Transformation → HR Analytics  

0.68 

 

6.45 

 

0.001 

 

Significant 

HR Analytics → Employee Performance  

0.61 

 

5.92 

 

0.002 

 

Significant 

HR Analytics → Workforce Sustainability  

0.64 

 

6.10 

 

0.001 

 

Significant 

Employee Performance → Sustainable 

Workforce Development 

0.59 5.40 0.003 Significant 

Interpretation: 

The SEM study clearly shows that digital transformation 

has a big influence on HR analytics adoption, which has a 

favourable impact on employee performance and 

sustainability. The findings show that HR analytics acts as 

a mediator between digital technologies and workforce 
sustainability. This enables businesses to better manage 

their workforce. 

FINDINGS 

According to the study's conclusions, HR analytics are 

essential for assisting with workforce development in the 

era of digital transformation. Workforce development was 
positively impacted by HR analytics activities, including 

data-driven HR decision making, digital HR technology, 

employee performance analytics, and workforce planning 

analytics, according to the multiple regression analysis. 

Data-driven HR decision making has been determined to 

have the most impact across HR analytics initiatives. This 

means that by using data-driven HR decision making, 

businesses can increase workforce growth in terms of 

worker productivity and workforce planning. 

Workforce, Employee Development, Data-Driven HR 

Decision Making, and Digital HR Infrastructure are the 

four elements. Workforce development has been found to 

be impacted by sustainability during the period of digital 

transformation. This indicates that both the 

vailability of contemporary technical systems in 

businesses and well-planned HR activities have an impact 

on workforce expansion during the digital transformation 

era. In this era of digital transformation, workforce 

development is impacted by employee development 

initiatives including engagement and training. 

SUGGESTION 

To enhance their HR analytics capabilities, businesses 

should concentrate on modern digital technology. By 

incorporating information technology into the HR 

department, for instance, businesses may gather 

employee-related data more effectively. HR managers can 

therefore make better judgments regarding recruiting, 

performance assessments, and other personnel-related 

matters by utilizing information technology. Additionally, 

employers should prioritize offering training and 

development opportunities to their staff. By attending 

frequent training sessions, staff members can increase 

their proficiency in a range of areas. This makes it possible 
for workers to adjust to the always evolving workplace 

technology. A skilled and informed workforce is essential 

to maintaining workforce sustainability. 

CONCLUSION 

According to the study's conclusions, HR analytics are 

essential for assisting with workforce development in the 

era of digital transformation. HR analytics uses employee 

data and analysis technologies to help businesses make 

trustworthy HR decisions. Businesses may boost 

employee productivity, engagement, and organizational 

success by utilizing analytics in workforce planning, 

employee performance, and talent management. 

Employee data can be studied using HR analytics, and 

analysis tools can assist you in making well-informed HR 

decisions. 

In conclusion, businesses that successfully implement HR 

analytics are better positioned to generate informed, 

adaptable, and driven employees. This not only boosts 

organizational effectiveness but also provides companies 

with a competitive advantage in the ever changing digital 

market. Therefore, employing HR analytics is essential to 

ensuring both long-term employee sustainability and 

business performance.. 
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