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ABSTRACT 
In today’s corporate climate, human resources analytics is essential since it provides 
trustworthy proof and information to support the development of fresh approaches and 
the implementation of current ones. It seeks to be an emerging field when it comes to 
solving different HR problems and coordinating human resource planning with company 
strategy. HR managers may make informed decisions on recruiting, continuation, 
education, incentives, job development, and the efficacy and efficiency of their 
organizations with the use of HR analytics. With a variety of additional data from earlier 
studies, this article offers a thorough review of HR analytics, aiding in the understanding 
of the idea and advantages of using analytics in HR as an instrument in businesses. The 
study concluded that problems with the accuracy of information, administration, and a 
shortage of experience and expertise of HR experts make it difficult to apply and utilize 
HR analytics in businesses. Nonetheless, these difficulties may be overcome and 
substantial corporate development can result from the use of HR analytics. 
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1. INTRODUCTION 
Through the years, the subject of human resources strategy has undergone substantial change, with HR practitioners 

depending more and more on information and technologies. HR analytics is an operational instrument which assists 
businesses analyse their advantages and disadvantages as a result of this. HR analytics may assist firms in developing 
strategies for increased success by assisting them in understanding what deserves to be performed or not performed. 
HR analytics is crucial in assisting CEOs create plans that provide them with a competitive edge over other firms by 
coordinating human resources planning with overall company strategy (Alshammari, 2020). Additionally, it assists 
human resources teams in concentrating on more intricate facets of HR, such as gathering data on competing HR. 
Managers strive for adaptation and lessen the effect of changing circumstances, which have a significant influence on 
company” operations. Both interior (people, structures, strategies, and technologies) and exterior (rivalries, economics, 
politics, and technical advancement) changes are possible. Companies use a variety of organizational growth strategies, 
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including force, empowering and involvement, information and interaction, assistance and facilitating, barter and 
discussion, and bargaining, to attempt to lessen the adverse impacts of change. Human capital is essential to the 
reduction process’s effectiveness, and staff participation and direction are key factors in implementing meaningful 
management improvement. The acceptance of staff and good sentiments about change are often increased when they 
participate actively in organizational reform. To sum up, HR analytics is essential for coordinating HR strategy with 
overarching company strategy, helping firms further comprehend the impact of their staff and make wise choices. 

 
1.1. AIM AND OBJECTIVES 

Aim: The study aims to explore the Impact of HR Analytics on Organizational Culture and Change Management. 
 

1.2. OBJECTIVES 
• To explore the Development of HR Analytics. 
• To analyse the Impact of HR analytics on organisational culture. 
• To focus on the Impact of HR analytics on change management. 

 
2. LITERATURE REVIEW 

Although Human resources managers have plenty of work still to go until attaining analytics maturation, HR 
analytics has grown in acceptance and fascination in the last few years. Research reveals that HR is shifting onto a more 
proactive nature and participating less in the strategic planning process of the company. Businesses that have used HR 
analytics at the greatest levels have witnessed increases in earnings of 8%, net operating margin increase of 24%, and 
income per person of 58%. It has been shown that HR analytics significantly enhances company operations, aiding In 
making choices and boosting output. Several variables like as setup, organizational framework, operating capital 
proportion, financial sustainability, innovative guidance, enterprise shape, and regulatory and competing mechanisms, 
influence human resources analytics (Dahlbom et al. 2020). The method via which companies transition from their 
current condition to a potential future state to maximize performance is known as changing management. Since any kind 
of shift will ultimately affect the human capital Inside that business, HR professionals are crucial to the procedure and 
results of transformation. In every company going through a transition process, HR experts are seen as key partners. 

The study's themes include direction, human assets, staff governance, changing agents, opposition to shifts, and 
direction. The term “change” describes the act of changing, conversion, shifting, adapting, evolving or reforming an 
organization (Bagga, et al. 2023). Any mindset or action that shows a lack of motivation to back up or implement an 
objective improvement is considered a protest to change. The sum of knowledge, abilities, and experience that gives a 
company Its unique identity is its workforce. 

 
3. THE DEVELOPMENT OF HR ANALYTICS: 

 
Figure 1 HR Analytics 

 
Since the beginning stages of British administration across India, HR analytics has changed from being an area of 

expertise focused on rule and submission to one that is now essential to contemporary industrial employees, democratic 
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beliefs, and the idea of a welfare system. Data is the foundation of HRM; the idea of calculating how HR initiatives affect 
an organization’s bottom line was first presented in 1978. Studies on prediction and assessment models began in 1990, 
but HR analysis was still relatively new to many businesses (Fernandez, and Gallardo-Gallardo, 2021). New facets and 
criteria for measuring HR developed in 2000 with the introduction of HR finance and profit calculation. Scholars have 
deduced findings from several sources, including Billy Beane’s “Moneyball” idea, which has been extensively embraced 
by institutions since the year 2006. 

 
3.1. IMPACT OF HR ANALYTICS ON ORGANIZATION CULTURE 

HR analytics, which provides knowledge about worker efficiency and the workplace, are essential for improving 
organizational culture. The thorough employment report that the human resources office keeps is utilized to investigate 
candidates, provide more insightful analysis, and reach sophisticated recruiting selections. Organizations that use this 
data to better control their workforces and boost productivity get increased returns on investment. HR analytics gather 
data on staff members, recruiting standards, pay, and turnover (Trushkina, et al. 2020). In addition to gathering worker 
productivity records, it also aims to use the data gathered to provide businesses with knowledge about every method so 
they may take the necessary actions to improve it. 

 
3.2. ENHANCE THE EMPLOYMENT PROCEDURE 

Because HR professionals can now make more accurate choices according to previous data, HR analytics enhances 
the recruiting process. This takes the place of depending on gut instinct or perception. HR professionals may quickly pick 
and choose the most qualified candidates with the help of an efficient tool, which also gives recruiters access to additional 
prospect data from internet-based database programs, social networking accounts, and other sources. 

 
3.3. BOOST TALENT ACQUIRING 

Well-designed recruitment strategies provide the information needed to correctly cast a selection net and build a 
stronger pipeline. When a need emerges in the organization, it’s simpler to determine who to focus on for a certain role 
with the aid of HR analytics. It is easier to identify the skills and personality needed, as well as other factors that are often 
disregarded in the everyday affair of acquiring knowledge. If there’s a lack of skill for a certain position, it may seem as 
if presently is none at all. The abilities are there; however, it would need fresh approaches to draw them in or make an 
effort to locate it. 

 
3.4. LOWER RATE OF RESIGNATIONS: 

The reasons and trends of staff loss may be readily found and understood with the aid of HR analytics. It explains 
the reasons for staff members’ departures and stays. Unsatisfactory negligence, overload, low wages, problems with 
leadership, unfavourable working conditions, and more may all be contributing factors. Gaining insight into the precise 
cause of your workers’ early departures may assist manage solving the obstacle and improve the connection with the 
staff. HR analytics assist in identifying areas of weakness where workers are having difficulty meeting targets and 
aims.HR professionals may use a variety of techniques, including departure and remain inquiries, team assessments, and 
employee polls, to learn why workers are leaving and create retention plans.  

 
3.5. IMPROVED INSTRUCTION 

Growth and instruction are critical to the longevity of the organization. Lacks in the method of instruction will result 
in unforeseen issues and higher expenditures for the company.  Many businesses’ education initiatives will consume a 
disproportionate amount of their money if they are not effectively handled (Peeters, et al. 2020). It is thus highly advised 
that businesses engage in training by organizing vast amounts of data and identifying trends. HR analytics will make it 
possible for firms to acquire or use the best educational initiatives. It will make it easier for businesses to ascertain if 
employees are taking advantage of the possibilities and knowledge offered to them during training initiatives and to 
what extent it is important to them. 

https://www.granthaalayahpublication.org/Arts-Journal/index.php/ShodhKosh


The Impact of HR Analytics on Organizational Culture and Change Management 
 

ShodhKosh: Journal of Visual and Performing Arts 1206 
 

 
 

3.6. IMPACT OF HR ANALYTICS ON CHANGE MANAGEMENT 

 
Figure 2 HR Analytics process 

 
In change management, HR analytics is essential since it emphasizes innovative approaches over recurrent ones. HR 

practitioners should take a plan of action, focusing on understanding people’s issues and worries in light of the current 
problems and technology improvements (Alqudah, et al. 2022). Although some consider human resources as favourable, 
others see them as facilitators. To ensure that a broad spectrum of individuals comprehends the transformation goal, HR 
communication has to be prompt, accurate, and transparent. Workforce Preparation, Employment & Workplace 
Relations, Overall Benefits, HRD (T&D + Productivity Administration), and risk control are the five HR tasks. HR must 
guarantee that job rotation is crucial for efficient execution, building their strategy on the new Idea, and adjusting to fluid 
structures. Businesses may lessen opposition and enhance their general work environment by recognizing and resolving 
these issues using HR analytics. 

A company's capacity to successful” navigate change and move throughout its entire existence depends on effective 
recruitment and hiring practices. This is because choosing your employees carefully may save expenses and boost 
output. Management of performance and instruction and growth are the two primary roles that the development of 
human resources performs in the procedure of transformation (Shet, et al. 2021). Modular training via seminars is the 
newest approach to learning and development. But instead of education and instruction, companies need to prioritize 
creativity and interaction. The entirety structure, from corporate development to assessment, should be implemented 
for handling performance. A change management approach that promotes comprehension, facilitates acceptance and 
concentrates on achieving desired outcomes should be used to execute the full reward. A successful change management 
strategy also includes handling risks and labour and staff relations. 

To ensure effective interaction and dispute management techniques, labour relations and staffing (ELR) are 
essential to the transformation process. To maintain balancing work and life, HR leaders must reduce risks while and 
after change adoption. Transition planning is made easier by HRM, and guidance is necessary to keep the transition going. 
Strong and long-lasting ties bind handling changes and human resources as HRM integrates every shift with HR activities 
to bring about change. However, just 25% of managing change projects succeed, and many executives don’t explain why 
changes are necessary inside their organizations. 

 
4. METHODOLOGY 

A secondary data analysis method is used in this study to look into how HR analytics affects organisational culture 
and how to handle change. Secondary data came from a number of places, such as academic journals, business reports, 
books, and trustworthy online publications. Database searches on Google Scholar, JSTOR, and PubMed were used to find 
key studies and literature (Taherdoost, 2021). The searches focused on works released within the last ten years to make 
sure they included the newest developments and trends in HR analytics. The chosen literature was carefully studied to 
find useful details about how HR analytics has grown, how it has changed the culture of organisations, and how it helps 
with managing change. The data included numeric results from case studies, empirical studies, and theoretical analyses. 
This gave a full picture of how HR analytics affects these areas. This method makes it possible to get a good picture of the 
current state of HR analytics by combining information from several different sources. It points out the best ways to do 
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things and suggests areas where more study could be done. Using extra data is helpful in this situation because it gives 
us access to a lot of different ideas and facts, which makes it easier to look at the subject in a lot of different ways. 

 
5. DISCUSSION 

Significance of HR Analytics 

 
Figure 3 HR Analytics and Predictive Decision-making model 

 
HR analytics used to be just about following the rules, but now it's a strategic tool that all current businesses need. 

HR analytics has been around since 1978 and its first purpose was to measure how HR efforts affected the performance 
of an organisation. In the 1990s, it started using advanced analytical models. In the 2000s, it combined HR finance and 
profit estimates. These were both big steps in its development. The 2006 movie "Moneyball" made the idea of HR 
analytics even more famous in businesses (Moorefield, 2021). This change is part of a larger trend in many business 
tasks towards making decisions based on data. HR teams can now give better information about how employees work 
together by switching from simple data collection and reporting to more advanced predictive analytics. This change has 
given HR professionals more power to help with strategic planning, making sure that HR projects are in line with the 
general goals of the business. 

 
5.1. HR ANALYTICS AND ORGANIZATIONAL CULTURE 

By giving information about employee success and how the workplace works, HR analytics is a key part of shaping 
the culture of an organisation. It improves the hiring process by letting HR professionals make choices based on data, 
which means they can choose better candidates and rely less on gut feelings. When HR analytics are used correctly, they 
help managers better control their employees, boost productivity, and get better returns on investment (McCartney and 
Fu, 2022). 

 
Figure 4 Organisational culture and human resource 

 
HR analytics improves the hiring process by letting HR professionals make choices based on data, which leads to 

better candidate selection and less reliance on gut feelings. Recruiters are able to use past data to find patterns and 
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trends that help them guess how well a candidate will do and validate they are a better fit for the commerce. In addition, 
HR analytics helps figure out what skills and traits are needed for different jobs, which makes tactics for hiring better. 

To make effective plans for keeping employees, people need to know why people leave their jobs. HR statistics gives 
people information about the things that make employees leave, like not being happy with their job, not getting enough 
money, bad leadership, and bad working conditions. Companies can use these factors to help keep employees and lower 
turnover by putting in place focused interventions. 

To keep a staff competitive, HR’s need training and development programmes that work. By keeping track of how 
well employees did before and after training, HR analytics helps companies figure out how well their training 
programmes are working. Training programmes should be in line with company goals, and workers should learn the 
skills they need to help the business succeed (Dahlbom et al., 2020). 

By finding skill and competency gaps, HR analytics helps companies plan their workforces more efficiently. 
Companies can guess what their employees will need in the future and plan ahead for it by looking at data about their 
current employees. In this way, the company makes sure that the right people are in charge at the right time, which 
increases output and efficiency. 

 
5.2. HR ANALYTICS ON ORGANISATIONAL CHANGE MANAGEMENT 

HR analytics is an important part of change management because it helps companies try new things and deal with 
employee issues in a good way. HR can help people understand change efforts better by communicating in a clear, timely, 
and accurate way. Key HR tasks like preparing the workforce, job relations, overall benefits, and risk management are 
essential for making transitions go smoothly (Olawale et al., 2024). 

HR analytics helps companies figure out if they are ready for change by looking at how employees feel and finding 
places where they might be resistant. By looking at what employees say and how engaged they are, HR professionals can 
create targeted training and communication programmes that address concerns and build support for change efforts. 

HR analytics gives real-time information about the effects of change efforts throughout the change process 
(Fernandez and Gallardo-Gallardo, 2021). This lets organisations make the changes they need to and deal with problems 
as they come up. Companies can make sure that change efforts are on track and having the desired effects by keeping an 
eye on employee performance and motivation all the time. 

Change management depends on people being able to talk to each other clearly. By giving data-driven insights into 
the change process, HR analytics makes conversation more open (Loi, 2020). This helps people write messages that 
employees will understand and deal with their issues in a good way. Clear communication builds trust and lowers 
resistance to change, which makes change efforts more successful overall. 

Change initiatives often come with risks, such as the chance that they will mess up business processes and lower 
employee morale. HR analytics helps companies find and reduce these risks by showing them where problems might 
happen. Companies can avoid problems and make the transition go more smoothly by carefully managing risks. 

 
6. ORGANISATIONAL CULTURE AND GETTING AN EDGE IN THE MARKET 

A company that keeps good HR records may be able to see changes in the way they work that give them an edge 
over their competitors. Hasan et al. (2020) say that the company may do better generally if the workers are happy and 
interested in their jobs. Companies can learn more about their employees' thoughts and actions with HR data. This helps 
them build a culture of always getting better. 

As Dahlbom et al. (2020) say, when HR analytics are used, people are told to make choices based on data. People are 
more likely to trust facts over their gut thoughts now that the company culture has changed. This makes them smarter 
about what to do. People who have learned about new ideas and methods from the data are more likely to try them out. 
The reason for this is that the society is based on facts. 

This tool makes sure that HR plans are in line with the overall business goals. This way, HR work can help the 
company reach its strategic objectives. Giving HR staff data-driven insights can help them come up with plans that 
improve worker performance, help the business grow, and make it more competitive (Verma et al., 2021). 
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HR analytics helps businesses figure out what motivates workers and then create targeted ways to boost that 
interest. When employees are interested in their work, they care more about its progress and are more likely to come up 
with new ideas. By making the workplace more engaging, companies can keep workers longer and get better work from 
them overall. 

Aspect Summary 

Development of HR Analytics HR analytics has evolved into a strategic tool, enabling data-driven decision-making and strategic HR 

contributions. 

Impact on Organizational 

Culture 

HR analytics shapes culture by enhancing recruitment, talent management, and training, fostering 

engagement and retention. 

Impact on Change Management HR analytics facilitates effective communication, monitors change impact, and enhances readiness for smooth 

transitions. 

Org. Culture and Competitive 

Edge 

HR analytics cultivates a positive culture, driving innovation, aligning strategies, and fostering engagement for 

competitiveness. 

 
7. CONCLUSION 

Human Resources divisions utilize HR analytics, a way to analyze data, comprehend staff data and match their HR 
plans with the company’s goals. It helps businesses determine staff involvement in the execution of strategies, generating 
income, cutting expenses, correcting risks, and identifying strengths and shortcomings. However, owing to an absence 
of requisite skills, bad quality data, or problems with regulation among HR experts, the introduction and usage of HR 
data analytics in firms may be difficult. Thus, to secure their popularity, firms have to make investments in HR analytics.  
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