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ABSTRACT 

 

The present study examines how Human Resource Analytics and Artificial Intelligence (AI) serve 

as critical pathways for advancing evidence-based decision-making in Human Resource 

Management (HRM). It highlights the transformative role of analytics and AI in improving the 

accuracy, transparency, and strategic value of HR decisions, while enhancing employee outcomes 

and overall organizational performance. Drawing on data from 62 HR professionals, business 

analysts, data scientists, and AI specialists selected through convenience sampling, the study 

employs an exploratory and descriptive design to assess current usage patterns, challenges, and 

the extent of adoption of HR analytics and AI tools. 

Findings show that while 92% of organizations identify as data-driven and 72% use advanced 

tools such as Power BI, HR analytics is still predominantly applied to recruitment and task 

automation, with limited utilization in areas such as retention, employee experience, and 

workforce planning. Key barriers include budget constraints, limited training, and implementation 

complexity. The study underscores the significant potential of AI-enabled predictive models and 

automated systems to strengthen evidence-based HR practices. It recommends broadening the 

scope of analytics, investing in AI capabilities, overcoming organizational barriers through 

leadership support and training, and fostering a data-driven culture to enhance strategic decision-

making and organizational effectiveness. 
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I. INTRODUCTION 

Human Resource Management (HRM) is undergoing a fundamental shift as advanced 

technologies — particularly HR analytics and artificial intelligence (AI) — reshape traditional 

practices. Once largely administrative and concerned with payroll, hiring, and compliance, HR 

has now emerged as a strategic partner that contributes directly to organizational performance. 

Through data-driven insights, HR professionals are increasingly able to align human capital 

strategies with broader business objectives. 

HR analytics, often referred to as people analytics, involves analyzing workforce data to generate 

meaningful insights. It spans areas such as recruitment, performance management, employee 
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engagement, retention, and talent development. This approach marks a transition from decisions 

based on intuition to those grounded in measurable evidence. By systematically collecting and 

interpreting employee data, organizations can improve decision-making processes, design more 

effective HR policies, and anticipate workforce trends with greater accuracy. 

AI further enhances this transformation by integrating machine learning, predictive analytics, and 

automation into HR systems. AI tools can scan large volumes of information, identify patterns, 

and forecast outcomes that may not be immediately visible to human analysts. Routine tasks such 

as resume screening, candidate matching, and performance tracking can be automated, allowing 

HR professionals to focus on strategic initiatives and employee development. AI also supports 

personalized HR practices by tailoring learning opportunities and career pathways to individual 

needs and aspirations. 

Technologies such as natural language processing and predictive modeling enable organizations 

to assess potential turnover risks, identify leadership talent, and address employee concerns 

proactively. However, many organizations still struggle to demonstrate clear returns on HR 

initiatives, often encountering the ―black box‖ problem—difficulty linking HR activities to 

measurable outcomes. HR analytics and AI help bridge this gap by making HR processes more 

transparent and measurable. 

By supporting evidence-based HR practices, AI and analytics encourage decisions informed by 

reliable data rather than assumptions. Ultimately, these innovations position HR as a proactive, 

strategic function capable of driving sustained organizational success. 

1.1 Problem Statement: 

Although HR analytics and artificial intelligence (AI) are widely recognized for their potential to 

transform Human Resource Management (HRM), many organizations still struggle to use them 

effectively. The integration of these tools remains limited, and HR departments often find it 

difficult to translate data insights into measurable business outcomes. Reliance on traditional, 

intuition-based practices restricts the ability to assess the impact of HR initiatives on productivity, 

retention, and overall organizational performance. 

Without a structured, data-driven framework, HR teams cannot proactively address issues such as 

engagement, talent management, and workforce planning. Implementing AI technologies is also 
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challenging, as organizations face obstacles in selecting meaningful metrics, merging fragmented 

data, and applying insights to strategic decisions. 

As HR seeks to evolve into a strategic partner, the lack of systematic analytics adoption hinders 

evidence-based decision-making. This research explores effective integration of HR analytics and 

AI, examines adoption barriers, and offers practical strategies to enhance decision quality and 

organizational outcomes. 

II. REVIEW OF LITERATURE 

Over the past two decades, HR analytics has evolved from a support tool into a strategic pillar of 

Human Resource Management. Early work in the 2000s, such as Boudreau and Ramstad (2003), 

emphasized the need for HR to adopt data-driven practices to prove its contribution to 

organizational performance. Subsequent studies by Lawler, Levenson, and Boudreau (2004) and 

Bassi and McMurrer (2007) highlighted how analytics could predict employee behavior and 

better align HR initiatives with business objectives. 

By the late 2000s, attention shifted toward embedding analytics into everyday decision-making. 

Davenport and Harris (2007) argued that success depended on cultivating an analytics-oriented 

culture supported by leadership. Research by Harris, Craig, and Light (2010) and Levenson 

(2011) demonstrated how analytics could address issues such as leadership pipelines and 

changing labor markets. The rise of big data around 2014–2015 further accelerated interest, with 

scholars like Fairhurst (2014) and Manuja and Ghosh (2014) calling for strategic integration of 

data generation, storage, and analysis. Elgendy and Elragal (2014) showed how big data helped 

HR identify patterns in retention and workforce trends. 

Between 2015 and 2020, predictive analytics and machine learning became central to HR 

strategy, enabling organizations to forecast staffing needs and enhance performance (Elgendy & 

Elragal, 2014; Mishra et al., 2016). Tools such as R, Python, and advanced HRIS systems gained 

importance (Kaur & Fink, 2017). More recent research (2020–present) explores AI’s growing role 

in predictive and prescriptive analytics while grappling with ethical issues such as fairness and 

transparency (Thite et al., 2022; Pereira & Vieira, 2023). 

Despite progress, challenges persist—particularly around cultural integration, ethical 

implications, ROI measurement, and consistent evaluation frameworks—highlighting important 

avenues for future research. 
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III. METHOD & APPROACH 

 

The objectives of the study were to assess the frequency of HR data analysis, evaluate data-driven 

decision-making, examine current analysis methods, measure HR analytics awareness, explore BI 

tool usage, understand adoption reasons, identify barriers, and assess the impact of HR analytics 

on performance and decision-making. The research design was exploratory and descriptive, with a 

sample of 62 HR professionals, business analysts, data scientists, and AI specialists selected 

through convenience sampling. Data was collected through a structured questionnaire and 

secondary sources such as journals and websites. Analysis involved frequency and percentage 

calculations, followed by conclusions and recommendations. Ethical considerations included 

confidentiality and informed consent. Limitations included potential biases, reluctance to disclose 

sensitive information, and a small, non-representative sample due to time and resource 

constraints. 

IV. RESULT & DISCUSSION 

The major results and analysis of the data is given below. 

 

Figure 1.1 presents the respondents' opinions regarding the current methods used to analyze HR 

data. According to the table, 30 respondents, representing 48% of the total sample, use business 

intelligence tools to analyze HR data. This indicates that nearly half of the respondents rely on 

advanced data processing and visualization tools to derive insights from HR data, highlighting the 

growing trend of using sophisticated technologies in HR analytics. Next, 19 respondents (31%) 

report using spreadsheets as their primary method for analyzing HR data. Spreadsheets remain a 

widely used tool due to their simplicity and accessibility, though they may lack the advanced 

features and automation capabilities offered by business intelligence tools. In addition, 13 

respondents (21%) stated that they use analytical tools, suggesting a moderate usage of 
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specialized software for data analysis, but to a lesser extent compared to business intelligence or 

spreadsheets. Notably, none of the respondents reported using manual methods to analyze HR 

data, indicating that all participants have moved beyond traditional manual data entry and analysis 

techniques, opting for more efficient and automated methods 

]  

Figure 1.2 presents respondents’ opinions regarding the reasons why their organiztion started 

using HR analytics. The most commonly cited reason is improving hiring practices, with 29 

respondents strongly agreeing and 16 agreeing that HR analytics helps enhance recruitment 

processes. This suggests that a significant portion of organizations see value in using data to 

improve their hiring decisions. Similarly, 20 respondents strongly agree and 18 agree that HR 

analytics plays a key role in improving talent acquisition, although 12 respondents strongly 

disagree, indicating that some organizations may not yet fully recognize its potential in this area. 

Task automation is also a significant reason for adopting HR analytics, with 22 respondents 

strongly agreeing and 16 agreeing, indicating that many organizations use analytics to automate 

HR tasks, leading to greater efficiency. However, there is some skepticism, as 6 respondents 

disagree and 8 strongly disagree. When it comes to process improvement, 24 respondents strongly 

agree and 13 agree, showing that many organizations believe HR analytics helps optimize HR 

processes. In contrast, improving employee experience is less widely supported, with only 8 

respondents strongly agreeing and 15 agreeing, while 16 remain neutral and 13 disagree, 

suggesting that its role in enhancing employee experience is less clear or not fully embraced. 

Lastly, employee retention sees the lowest level of agreement, with only 3 respondents strongly 

agreeing and 10 agreeing, while 23 remain neutral and 26 disagree, indicating that many 

respondents do not see HR analytics as a key tool for addressing retention issues.  
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Figure 1.3 outlines respondents' opinions regarding the reasons why organizations do not apply 

HR analytics. Among the most commonly cited barriers is budget constraints, with 28 

respondents agreeing or strongly agreeing that financial limitations prevent the adoption of HR 

analytics. However, 27 respondents disagreed or strongly disagreed, indicating that budget might 

not be the primary issue for some organizations. Time consumption is another reason, with 17 

respondents acknowledging it as a barrier, but 22 respondents disagreed, and 23 remained neutral, 

suggesting uncertainty or lack of clarity around the time commitment required. The lack of 

training was seen as an obstacle by 22 respondents, but 29 disagreed or strongly disagreed, 

indicating that many organizations may not consider training a significant barrier. When it comes 

to lack of data, 11 respondents agreed, but 37 disagreed, implying that data availability is not 

viewed as a major challenge by most organizations. Similarly, complications in procedures were 

mentioned by 10 respondents, yet 31 disagreed, and a significant portion (21) remained neutral, 

indicating mixed views about the complexity of HR analytics procedures. Unawareness of the 

usage of HR analytics was cited by 24 respondents, but 34 disagreed, suggesting that many are 

aware of its potential applications. Lastly, limited knowledge of the benefits was noted by 11 

respondents, but 38 disagreed, showing that for most respondents, the benefits of HR analytics are 

understood. Overall, while budget constraints, time consumption, and lack of training are 

significant barriers, other factors like data availability and procedural complexity are less 

frequently cited as obstacles. This indicates that the challenges organizations face in adopting HR 

analytics vary, with financial and educational gaps being the most prominent. 
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Figure 1.4 presents respondents’ opinions regarding the roles of HRIS (Human Resource 

Information Systems) and analytical tools. The table categorizes responses into five options: 

Strongly Agree, Agree, Neutral, Disagree, and Strongly Disagree, with a total of 62 respondents. 

Regarding reports and dashboards, the majority of respondents strongly agreed (27) or agreed 

(11) that these tools play a significant role in HRIS, with only 10 respondents disagreeing or 

strongly disagreeing. This suggests that most respondents recognize the importance of reports and 

dashboards for HR functions. For predictive analysis, the responses are more divided. Only 4 

respondents strongly agreed, while 13 agreed, and 23 strongly disagreed, indicating that 

predictive analysis is less commonly seen as a critical role for HRIS by many organizations. This 

could suggest that predictive analytics is not yet widely adopted or understood in many HR 

departments. 

Trend analysis was recognized by 17 respondents (9 strongly agreed, and 8 agreed) as an 

important function of HRIS. However, a substantial number (24) remained neutral, and 21 

disagreed or strongly disagreed, reflecting mixed views on the relevance of trend analysis in HR 

operations. Survey analysis received mixed responses, with 6 strongly agreeing, 11 agreeing, and 

17 remaining neutral. However, 28 respondents disagreed or strongly disagreed, which could 

indicate that survey analysis tools are either underused or not perceived as central to HR 

analytics. Regarding statistical analysis, this function was widely acknowledged, with 29 

respondents strongly agreeing and 15 agreeing, indicating that statistical analysis is seen as a vital 

role for HRIS. Only a small minority (7) disagreed or strongly disagreed, reinforcing the strong 

perception of its importance. 

Lastly, data collection and integration received moderate support, with 14 strongly agreeing and 

19 agreeing. However, 23 respondents either disagreed or strongly disagreed, indicating that, 
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while data integration is important, it may be more challenging or less universally implemented 

across organizations. 

 

Figure 1.5 presents respondents' opinions on which analytical or Business Intelligence (BI) tools 

are used in their organization. The table lists various tools, their frequencies of usage, and the 

corresponding percentages of respondents who reported using each tool. 

The most commonly used tool is Excel, with 16 respondents (26%) indicating its use, reflecting 

its widespread adoption for data analysis in many organizations. Power BI follows closely with 14 

respondents (23%), making it the second most popular tool among the respondents. AIV is used 

by 11 respondents (18%), demonstrating its notable presence in the organizations surveyed. Other 

tools include SPSS, used by 9 respondents (14%), and Tableau, used by 5 respondents (8%). Qlik 

and Cognos are less commonly used, with 3 respondents (5%) reporting the use of Qlik and 2 

respondents (3%) using Cognos. The "Others" category also accounts for 3% (2 respondents), 

indicating that some organizations are using different, unspecified tools. 
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Figure 1.6 presents respondents' opinions on the extent to which various factors contribute to the 

adoption of HR analytics in organizations, based on the presence of a suitable environment. The 

table lists factors like management support, training, staff qualifications, data models, and 

infrastructure, along with the respondents' views categorized as Strongly Agree, Agree, Neutral, 

Disagree, and Strongly Disagree, with a total of 62 respondents. 

Management support is a critical factor, with 40 respondents (7 strongly agreeing, 33 agreeing) 

indicating that support from management is present for HR analytics adoption. However, 18 

respondents (8 disagreeing and 10 strongly disagreeing) felt that management support is 

insufficient, showing some variation in opinion. Training in analytics is supported by 31 

respondents (6 strongly agreeing and 25 agreeing), though 31 respondents were neutral or 

disagreed (18 neutral, 1 disagreed, 12 strongly disagreed), suggesting that while some 

organizations offer training, there may still be gaps in its availability or effectiveness. The 

presence of qualified and competent staff is seen positively by 31 respondents (3 strongly 

agreeing and 28 agreeing), although 21 respondents (10 disagreeing and 0 strongly disagreeing) 

believe that the workforce may lack the necessary skills to effectively implement HR analytics. 

For data model development, 31 respondents (8 strongly agreeing and 23 agreeing) support the 

availability of suitable data models for HR analytics. Still, 10 respondents (7 disagreeing and 3 

strongly disagreeing) felt this was not fully in place, indicating that there may be challenges in 

developing or implementing effective data models. 

A suitable data environment is agreed upon by 33 respondents (8 strongly agreeing and 25 

agreeing), while 17 respondents (8 disagreeing and 4 strongly disagreeing) suggest that 

organizations may not always have the right data environment in place to support HR analytics. 

The availability of a built-in data infrastructure is acknowledged by 38 respondents (9 strongly 

agreeing and 29 agreeing), but 11 respondents (5 disagreeing and 6 strongly disagreeing) believe 

that the necessary infrastructure is lacking in their organizations. Awareness about analytics is 

strongly recognized by 48 respondents (18 strongly agreeing and 30 agreeing), showing broad 

recognition of HR analytics' importance. Only 3 respondents (2 disagreeing and 1 strongly 

disagreeing) felt that awareness was insufficient. Suitable knowledge about analytics also receives 

positive feedback, with 38 respondents (8 strongly agreeing and 30 agreeing) indicating that their 

organizations possess the right knowledge about analytics. However, 15 respondents (11 

disagreeing and 4 strongly disagreeing) feel there are gaps in knowledge. 
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Finally, data concerns are the most strongly endorsed factor, with 57 respondents (36 strongly 

agreeing and 21 agreeing) agreeing that data-related concerns, such as privacy and security, are a 

major consideration in HR analytics adoption. Only 5 respondents (4 neutral and 1 disagreeing) 

indicated lesser concern about data issues, showing that for most organizations, data security and 

management are key concerns. 

Table No: 1.7:  Extent of the adoption of HR analytics in the organisation's decision-making 

process. 

Decision-making process To a very 

large 

extent 

To a 

large 

extent 

Some 

Extent 

Small 

Extent 

Least 

Extent 

Total 

Enabled focus on business results 11 35 14 2 0 62 

Contributed towards effective 

change management 

19 26 15 2 0 62 

Assessing and improving HR 

department operation 

10 35 13 4 0 62 

Enabled Managerial Judgments 3 13 22 19 5 62 

Contributed in taking routine 

decisions 

10 33 14 33 2 62 

Contributed in taking strategic 

decisions 

14 29 13 5 1 62 

Increase in Productivity of the 

organization 

14 26 18 3 1 62 

Reduced Risk 15 23 15 7 2 62 

Improved Financial Performance 20 22 11 7 2 62 

Finding new ways to approach 

business issues 

19 24 15 3 1 62 
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Helps in Retention of high 

performing talent 

1 21 22 12 6 62 

Developing existing talent for 

future leadership 

11 19 19 6 7 62 

Rarely use data to inform 

workforce decisions 

4 4 6 16 32 62 

Serves as a source of competitive 

advantage 

13 38 9 2 0 62 

Track the developments and the 

trends 

28 18 15 1 0 62 

Table 1.17 outlines the extent to which HR analytics is adopted in various decision-making 

processes within organizations. The table categorizes responses into five levels: To a very large 

extent, To a large extent, Some extent, Small extent, and Least extent, based on the frequency and 

percentage of respondents who indicated each level. Enabled focus on business results is the most 

strongly endorsed decision-making process, with 46 respondents (11 strongly agreeing, 35 

agreeing) acknowledging that HR analytics significantly helps focus on business outcomes. Only 

2 respondents felt this influence was small, and none indicated it had the least impact. 

Contributed towards effective change management also showed considerable support, with 45 

respondents (19 to a very large extent, 26 to a large extent) agreeing that HR analytics plays a key 

role in managing organizational change. A small portion (4 respondents) felt this contribution was 

of lesser extent. In terms of assessing and improving HR department operations, 45 respondents 

(10 strongly agreeing and 35 agreeing) recognized that HR analytics has a substantial role in 

improving HR operations. Only a few (4 respondents) felt its impact was small. For enabled 

managerial judgments, only 16 respondents (3 to a very large extent and 13 to a large extent) felt 

that HR analytics heavily influences managerial decisions, with 19 respondents indicating a 

smaller impact, and 5 respondents seeing it as having the least influence. This suggests that HR 

analytics may not yet fully support all managerial decisions across organizations. Regarding 

contributing to routine decisions, 43 respondents (10 to a very large extent, 33 to a large extent) 

agreed that HR analytics helps in daily decision-making, while 33 respondents (14 to some extent 
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and 33 to a small extent) indicated varying levels of support for routine decision-making, with 

only 2 respondents feeling it had minimal impact. 

For contributing in strategic decisions, 43 respondents (14 to a very large extent, 29 to a large 

extent) indicated that HR analytics plays a vital role in strategic decision-making. A smaller 

portion (5 respondents) felt its influence was limited in shaping strategic directions. In terms of 

increasing productivity, 40 respondents (14 to a very large extent, 26 to a large extent) agreed that 

HR analytics drives productivity gains, although 18 respondents (18 to some extent) saw a more 

modest contribution. A few respondents (3) saw only a small impact on productivity. On the 

matter of reducing risk, 38 respondents (15 to a very large extent, 23 to a large extent) agreed that 

HR analytics helps in mitigating risk, while 7 respondents saw it contributing to a small extent. 

Improved financial performance was seen as strongly influenced by HR analytics, with 42 

respondents (20 to a very large extent, 22 to a large extent) agreeing that it contributes to better 

financial outcomes. However, some (9 respondents) felt its impact was less significant. 

When it comes to finding new ways to approach business issues, 43 respondents (19 to a very 

large extent, 24 to a large extent) agreed that HR analytics provides valuable insights into 

business challenges, while only 3 respondents felt it contributed minimally. Regarding helping in 

retention of high-performing talent, 22 respondents (1 to a very large extent, 21 to a large extent) 

felt that HR analytics is essential for retaining top talent, but 18 respondents (22 to some extent 

and 12 to small extent) believed it played a more limited role. Developing existing talent for 

future leadership is also significantly supported by HR analytics, with 30 respondents (11 to a 

very large extent, 19 to a large extent) acknowledging its contribution to leadership development, 

although 13 respondents indicated a smaller role. 

In terms of rarely using data to inform workforce decisions, 32 respondents (16 strongly 

disagreeing and 16 disagreeing) indicated that data is not infrequently used for workforce 

decisions, suggesting an area where organizations might not be fully leveraging HR analytics. 

Finally, serving as a source of competitive advantage was seen as a strong contribution from HR 

analytics, with 51 respondents (13 to a very large extent, 38 to a large extent) agreeing that it 

offers a competitive edge, and no one felt that HR analytics had no competitive advantage. 

Tracking developments and trends is the area most positively impacted by HR analytics, with 46 

respondents (28 to a very large extent, 18 to a large extent) acknowledging that it helps track 

developments and trends. Only 1 respondent felt this was of minimal significance. 
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V. MAJOR FINDINGS 

Some of the major findings of the study are as follows. 

1. The results show that 72% of respondents regularly analyze HR data and 18% do so 

frequently, indicating that data analysis is now a common practice in organizations. Only a 

small proportion analyzes data occasionally, and none reported not analyzing HR data at all, 

highlighting its importance in decision-making. 

2. Business intelligence tools are the most commonly used for HR data analysis (48%), 

followed by spreadsheets (31%) and specialized analytical tools (21%). Manual analysis is no 

longer preferred, and the relevance of AI in analytics is gradually increasing. 

3. HR analytics is mainly used to improve hiring practices, talent acquisition, and automation, 

showing a strong focus on recruitment-related activities rather than broader employee 

experience and retention. 

4.  Employee retention remains the least addressed area in HR analytics. Only a few 

respondents felt that analytics significantly affects retention, suggesting untapped potential, 

especially with AI tools that can help identify at-risk employees. 

5. Budget, time, and training are seen as barriers by some respondents, but many disagree, 

indicating that these challenges are not universal. Overall awareness and understanding of 

HR analytics remain relatively strong. 

6. HRIS and analytical tools are widely recognized for reporting and dashboards, although the 

adoption of predictive analytics remains limited and somewhat inconsistent across 

organizations. 

7. Excel is still most widely used, followed by Power BI and AIV, showing a gradual shift 

toward more advanced analytical platforms while traditional tools remain prominent. 

8. Adoption of HR analytics depends largely on management support, training, skilled staff, and 

appropriate infrastructure, although some organizations still lack one or more of these 

elements. 

9.  HR analytics plays a significant role in business results, change management, and improving 

HR operations, but its influence on managerial judgment and leadership development appears 

weaker. 
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10. Although data is not always consistently used in workforce decisions, most respondents still 

view HR analytics as a competitive advantage and an important tool for tracking 

organizational trends.  

VI. SUGGESTIONS AND RECOMMENDATIONS 

Based on the findings the study recommend the following  future areas of intervention 

1. Expand HR Analytics Beyond Recruitment: Use HR analytics not only for hiring but also 

for retention, engagement, and productivity. Predictive tools can identify at-risk employees 

and reveal engagement drivers, helping design better retention and employee-experience 

programs. 

2. Invest in AI for Predictive Insights: Integrate AI to automate analysis, forecast workforce 

trends, and support smarter decisions. AI platforms can predict attrition, identify talent gaps, 

and enhance recruitment and talent management. 

3. Overcome Adoption Barriers: Treat HR analytics as a strategic investment. Build a strong 

business case showing benefits such as reduced turnover and improved performance. 

Leadership support is essential for resources and implementation. 

4. Build Analytics Skills in HR: Provide continuous training in data analysis, predictive 

modeling, and AI tools. Encourage collaboration between HR, IT, and data science teams to 

strengthen internal capabilities. 

5. Foster a Data-Driven Culture: Promote the use of data in everyday HR decisions. Establish 

governance policies, encourage evidence-based practices, and run workshops to highlight the 

value of analytics. 

6. Improve Data Integration and Reporting: Invest in systems that connect data across HR, 

finance, and other areas. Create dashboards and reports that offer clear, actionable workforce 

insights.  

7. Use Analytics Strategically: Apply HR analytics to workforce planning, succession, 

leadership development, and organizational design to support high-level business strategy 

and risk reduction. 
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8.  Prioritize Privacy and Security: Protect sensitive employee data with strong security 

practices and compliance policies. Conduct regular audits and train HR teams on data 

protection. 

VII. CONCLUSION 

The study shows a strong shift toward data-driven HR practices, with 92% of respondents 

reporting that their organizations rely on data for decision-making and 72% regularly analyzing 

HR data. High awareness of HR analytics (95%) and the use of tools such as Power BI reflect 

growing technological adoption. However, analytics is used mainly for recruitment and 

automation, while its potential in employee retention and experience remains underutilized. 

Barriers such as budget limits, time constraints, and skill gaps persist. Increasing interest in AI 

suggests future opportunities, as AI can enhance predictive insights, automate processes, and 

strengthen talent management and retention strategies. 
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