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ABSTRACT 

Hiring and selecting the right candidate is a critical business process in today’s cutthroat competition. HR 

Analytics, also known as Human Resource Analytics, provides unique insights into talent acquisition and helps 

organisations to improve their strategies based on fact. This research paper aims to establish the use of the HR 

Analytics in improving the talent acquisition practices since this will help in identifying the different candidates 

sourcing, screening, selection, and onboarding processes. In doing so, the work employs the study of different 

techniques of HR Analytics including but not limited to the predictive analytics, data mining, and talent market 

analysis with the main view of understanding how different techniques can be used to give the organizations 

competitive advantage in talent management and attraction. The research will focus on a few real-world 

solutions such as the use of HR Analytics for social media talent acquisition, the use of prediction models for 

screening and the use of data analytics for selection. Also, the paper will discuss the problems and drawbacks 

that may be encountered while adopting HR Analytics in recruiting. In it, we will highlight the data quality 

issue, the privacy issue, and the need that HR professionals must have skills and knowledge to use the HR 

Analytics tools. Lastly, this research aims at contributing to the existing body of knowledge that seeks to help 

organizations that aim at increasing on their Strategic Human Resources Management Talent Acquisition 

approach based on the design and use of HR Analytics. Day by day organizations are becoming more rational 

and by using this technique organizations can arrive to better decisions about employer branding and, 

consequently, about attracting and retaining the best talent in today’s job market. 

 

1. Introduction 

It has become obvious that it is very important for organizations in the current fiercely competitive 

environments to employ and retain professional employees. Recruitment and selection is a core 

business process since it is at this stage that employee potential for delivering organisational goals is 

determined. But, the conventional techniques of TA have many loopholes, and recruiters mostly 

operate using personal bias and gut feeling. 

Human Resource Analytics (HR Analytics) is another approach that can be used in the process of 

recruitment inorder to get data on candidate sourcing and on boarding among others. That is why, 

utilizing the HR Analytics methodologies, an organization can enhance decision-making processes, 

refine the corresponding strategies and have a competitive advantage in the talent market. 

In this research paper we look at how HR Analytics can help improve talent acquisition strategies. It 

looks at how one can apply HR Analytics to aspects of talent acquisition, starting from sourcing, 

through to screening and selection, and even onboarding. Further, the paper outlines the drawbacks 

and limitations of applying the HR Analytics and gives the suggestion for the organization that wants 

to apply this effective tool. 

Through realization of the gains possible in talent acquisition through HR Analytics and proper 

practice, organizations will see massive changes in their capacity to deliver on talent acquisition 

hence good business performance. 
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2. Literature Review 

When it comes to implementing talent management, Aina and Atan (2020) stress the need of HR 

analytics. Organisational performance might be enhanced via better talent identification and 

development with the use of HR analytics, according to them. With the use of HR analytics, businesses 

may monitor and assess the efficacy of their personnel management strategies.  Companies may 

improve employee performance and organisational results by connecting personnel management with 

strategic objectives, thanks to data-driven insights. Corporate credibility and decision-making are both 

enhanced by HR analytics, say Belizón and Kieran (2021). They claim that insights based on evidence 

are provided via HR analytics.  As a result, stakeholders support HR initiatives, which boosts 

productivity.  According to his explanation of the problem, data integration has the potential to improve 

talent management by optimising personnel operations and understanding the workforce (Asfahani, 

2024). Cho, Choi, and Choi (2023) provide a perceptive analysis of how HR analytics have affected 

government agencies.  Despite difficulties, public companies may benefit from human resource 

analytics in terms of personnel planning and performance. Social media data should be used to inform 

and enhance talent management initiatives (Castillo et al., 2021).  The results show that modern 

companies may improve their people management and long-term performance with the use of HR 

analytics.  

Asfahani (2024) investigates how data integration could affect talent management.  He stresses that 

HR solutions have the ability to integrate data effortlessly, which can improve worker visibility and 

efficiency in human operations.  This all-encompassing view allows HR professionals to make better 

decisions about recruiting, training, and staff retention.  Using recruiting statistics, employee surveys, 

and performance reviews, you may assess the strengths and areas that need development inside your 

firm.  Asfahani (2024) posits that data integration has the potential to improve people management 

and, by extension, organisational performance.  

According to Guerra, Danvila-Del-Valle, & Méndez-Suárez (2023), HRM benefits from digital 

transformation initiatives like data integration since it allows for better, more data-driven decision-

making. Dutta (2018) argues that HR analytics provide credibility to HR operations by improving 

strategic alignment and decision-making using data-driven insights.  Nocker and Sena (2019) also look 

at how HR using big data may improve talent management by understanding employees' behaviours 

and outputs better. Talent strategies could therefore be enhanced. Integrating various data sources into 

HR systems allows for a more responsive and flexible organisational structure that can adjust to 

evolving business demands and make the most of the workforce's potential. According to Kristophersen 

et al. (2021), this allows for an all-encompassing and strategic method of managing talent. 

The effects of social media on an organization's data exploration and utilisation capabilities are 

explored in depth by Castillo et al. (2021). Experts in business analytics are essential, as they point out.  

So, they emphasise the significance of finding and employing talented business analytics professionals 

who are adept at using social media. These professionals are vital for extracting valuable insights from 

social media data, which may then guide talent management strategies.  Studying social media 

interactions to identify market sentiment, spot new trends, and monitor the activities of rivals is one 

way these professionals may remain ahead of the competition in today's fast-paced business 

environment (Okatta, Ajayi, and Olawale, 2024). 

Using social media to discover trends, monitor employee morale, and interact with potential workers 

is a great way for business analytics professionals to assist companies remain ahead of the competition 

(Haziazi, 2021).  Data collected from social media platforms may teach businesses a lot about human 

resource management, employee engagement, and recruitment practices.  Organisations may develop 

more targeted and effective talent management strategies by learning more about their employees' likes 

and dislikes.  In conclusion, Castillo et al. (2021) highlight the need of incorporating business analytics 

expertise into HR processes for organisations to use social media insights for competitive advantage 
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and success. 

Belizón and Kieran (2021) explore the manner in which HR analytics builds trust in firms, highlighting 

how it might improve organisations' credibility and decision-making.  According to them, HR analytics 

provides evidence-based insights that assist verify HR initiatives and their effect on business success.  

Gaining the support and conviction of influential people is crucial to establishing HR analytics as a 

legitimate field.  Using data-driven measures like staff performance, turnover rates, and recruitment 

efficacy is one approach to demonstrate the significance of HR analytics for strategic decision-making. 

This improves the company-wide confidence in HR analytics in the long term. 

Nocker and Sena (2019) argue that HRM practices may be "validated" by demonstrating their efficacy 

using big data.  In addition, as pointed out by Kaliannan et al. (2023), HR analytics may be more 

credible if data integration were to provide a comprehensive understanding of labour dynamics.  

According to Zhang and Chen (2023), HR analytics may help companies embrace and use data-driven 

operations more effectively. Strategies may be more easily aligned with business objectives and a 

culture of continuous improvement can be more easily fostered. 

Objectives of the study 

• Find out the importance of human resource analytics in improving the process of talent 

acquisition. 

• Explore how effective the use of HR Analytics can be across the different areas of Talent 

Acquisition like sourcing, screening and selection and even onboarding. 

• Analyse corresponding HR Analytics techniques and software which experience proved their 

efficiency in the field of talents acquisition. 

Hypothesis of the study 

HR Analytics can significantly improve various stages of the talent acquisition process, including 

candidate sourcing, screening, selection, and onboarding, leading to more efficient and effective hiring 

practices. 

3. Methodology  

This research work, in this regard, makes use of both quantitative and qualitative research designs in 

order to come up with a holistic analysis of the functions of HR Analytics in the area of talent 

acquisition. A quantitative survey would be developed and administered with a focus on sample group 

of HR professionals in organizations they are from small, medium, large and have multination 

companies in different industries. The survey had items covering the general adoption of HR Analytics 

for talent acquisition, particular techniques applied, perceived advantages, and disadvantages of its 

application. As a part of the data collection process, semi-structured interviews were planned and 

performed with the HR leaders and experts in order to enhance the understanding of the specific 

application and difficulties of HR Analytics, in specifically the aspect of talent acquisition. The 

interviews focused on the learning about what has been done to utilize and incorporate HR Analytics, 

the effects that it has on the achievement of talent acquisition, and what has been learned from actual 

experiences. 

The quantitative data obtained from the survey and interviews were analyzed quantitatively by the use 

of frequency tables, correlation co-efficiency and thematic analysis. Socio-demographic data of the 

respondents and their establishments were adopted from the study by use of descriptive statistics. 

Pearson correlation coefficient test was used in an attempt to establish the nature of association between 

factors for instance, the use of specific HR Analytics techniques and the effectiveness of talent 

acquisition. The analysis of the qualitative interview data followed a thematic approach with the view 

of making cross over thematic comparisons. The use of this approach of research enables us to 

understand the role of HR Analytics in talent acquisition based on the quantitative as well as qualitative 
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results. Thus, by using the data triangulation approach, this study provides comprehensive and credible 

response to the research questions. 

4. Result and Discussion 

Table 1 – Descriptive statistics 

Variable Category/Value Frequency (n) Percentage (%) 

Gender 
Male 50 66.7 

Female 25 33.3 

Age Group 

25-35 20 26.7 

36-45 30 40 

46-55 20 26.7 

Educational 

Background 

Bachelor's Degree 30 40 

Master's Degree 35 46.7 

Doctorate 10 13.3 

Years of Experience 

5-10 25 33.3 

11-15 30 40 

16+ 20 26.7 

Organization Size 

Small (1-100 employees) 15 20 

Medium (101-500 employees) 30 40 

Large (500+ employees) 30 40 

Industry 

Technology 25 33.3 

Healthcare 20 26.7 

Finance 15 20 

Others 15 20 

HR Department 

Size 

1-5 10 13.3 

6-10 25 33.3 

11+ 40 53.3 

Years of HR 

Analytics 

Experience 

1-3 20 26.7 

4-6 30 40 

7+ 25 33.3 

HR Analytics Tools 

Used 

Power BI 35 46.7 

Tableau 20 26.7 

Excel 15 20 

Others 5 6.7 

Challenges with HR 

Analytics 

Data Quality 25 33.3 

Lack of Skills 20 26.7 

Resistance to Change 15 20 

Privacy Concerns 10 13.3 

Others 5 6.7 

 

Table 1's descriptive statistics give light on the characteristics of the HR professionals and executives 

polled. Demographic Profile: Men make up 66.7% of the sample, while women make up 33.3%. The 

age distribution is very even, with 40% of the total population lying between the ages of 36 and 45. 

Nearly half of those who took the survey had a Master's degree, while nearly as many have a Bachelor's 

(40%). A modest amount of competence in HR Analytics is indicated by the majority of respondents 

(40%), who have 5-10 years of experience in the sector. 

 

Organisational Features: Medium-sized organisations employ a disproportionate share of respondents 

(40%), whereas big organisations account for 40% and tiny organisations for 20%. With 33.3% of the 
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total, the IT sector has the highest representation. 53.3% of HR departments have eleven or more 

people, indicating that they are often well-staffed. 

Tools and Experience in HR Analytics: 40% of respondents have worked in HR Analytics for four to 

six years, which indicates a considerable amount of knowledge with the topic. Among HR analytics 

tools, Power BI ranks highest (46.7% use), followed by Excel and Tableau. Concerns about data quality 

(33.3%) and a lack of expertise (26.7%) are the most often mentioned obstacles to HR Analytics. 

In general, the data shows that HR professionals and executives are embracing HR Analytics more and 

more in their companies. However, there are still major obstacles to overcome concerning data quality 

and skill development. 

Hypothesis testing 

Table 2 – Correlation analysis 

Variable HR Analytics 

Use 

Candidate 

Sourcing 

Screening Selection Onboarding 

HR Analytics Use 1 0.82 0.75 0.7 0.65 

Candidate Sourcing 0.82 1 0.65 0.55 0.5 

Screening 0.75 0.65 1 0.7 0.6 

Selection 0.7 0.55 0.7 1 0.75 

Onboarding 0.65 0.5 0.6 0.75 1 

 

Table 2's correlation study sheds light on the connection between HR Analytics use and the efficacy of 

different talent acquisition process phases. 

Important results: 

An very good correlation of 0.82 between the two variables indicates that companies with more HR 

Analytics use also have better candidate sourcing procedures. This shows that HR Analytics may assist 

in determining the best channels to use in order to recruit competent applicants. 

Screening using HR Analytics: A modest positive correlation of 0.75 suggests that HR Analytics may 

help improve screening efficiency and effectiveness. One approach may be to use predictive analytics 

to spot warning signs, or to use automated systems to pre-screen applicants according to predetermined 

criteria. 

Data-driven insights into applicant appropriateness may be provided by HR Analytics, which can boost 

the selection process (moderate positive correlation of 0.70). One such approach is to use predictive 

models to find out how well a candidate would fit in with the company's culture and the position. 

Improvements in Onboarding Processes Can Be Attributed to HR Analytics, according to a Moderately 

Positive Correlation of 0.65. Implementing a data-driven approach to employee onboarding, training 

needs assessment, and progress tracking is one possible way to achieve this goal. 

In sum, the results show that HR Analytics may greatly enhance several parts of the talent acquisition 

process, which in turn improves the effectiveness and efficiency of recruiting. Better choices, shorter 

time-to-hire, and higher-quality recruits are all possible when businesses use data-driven insights. 

These results show how crucial it is to use HR Analytics in talent acquisition plans to stay ahead of the 

competition in the modern employment market. 

 

5. Conclusion and future scope 

This research supports the hypothesis that the HR Analytics has the potential to improve and optimise 

diverse phases of the talent acquisition process, and thus, contribute to the effectiveness of the hiring 
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processes. In this way, organizations are able to more effectively source, screen, select, and onboard 

candidates which will lead to acquisition of the best talent. 

In this case, the organization may apply the use of HR Analytics to see which channel yields the best 

result for sourcing applicants, meaning more and better quality applicants. A screening of candidates 

can thus be done based on their suitability through predictive analytics hence saving time and 

increasing the probability of right hires. Proper selection which is made based on the results from the 

HR Analytics can help to hire the best employees which are safe to work with. Onboarding programs 

may also be monitored and evaluated using HR Analytics with a view of making improvements and 

ensuring the new comers are nurtured effectively. 

It is therefore important for organisations to promote the use of HR Analytics tools and technologies 

in order to improve Talent Acquisition decisions. In view of this, HR professionals should acquire the 

relevant skills and knowledge to enable them apply HR Analytics techniques. One of the important 

recommendations is that organizations should be aware of the quality of their data and have ability to 

obtain necessary and accurate data for analysis. As we have seen, Talent Management and particularly 

HR Analytics should be aligned with the overarching Talent Management Framework so as to mean 

business in terms of talent attraction, development and maintenance. In light of these findings, 

organizations are able to apply these recommendations to optimise the use of HR Analytics and 

ultimately mitigate the risk of being disadvantaged in the talent market. 
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