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ABSTRACT 

In today’s knowledge-driven organizations, HR 

analytics capability has emerged as a strategic 

lever to enhance employee performance. Despite 

growing adoption, empirical evidence explaining 

how analytics capabilities translate into improved 

workforce outcomes remains limited. Drawing on 

the Resource-Based View and Information 

Processing Theory, this study examines the 

relationship between HR analytics capability and 

employee performance, with a particular focus on 

the mediating role of data-driven decision-

making. 

Using a quantitative, cross-sectional research 

design, data were collected from professionals 

across diverse organizations and analyzed 

through Structural Equation Modeling. The 

results reveal that HR analytics capability 

significantly enhances employee performance, 

both directly and indirectly through data-driven 

decision-making. This mediation highlights that 

the effective translation of analytical insights into 

HR decisions is critical for achieving 

performance gains. 

The findings advance theoretical understanding 

by clarifying the mechanism through which HR 

analytics capability influences individual level 

outcomes, bridging a gap between analytics 

adoption and tangible HR impacts. Practically, 

the study underscores the importance of 

integrating analytics into core HR processes, 

developing HR professionals’ analytical skills, 

and fostering a culture of evidence-based 

decision-making to maximize organizational 

effectiveness. 

Keywords: HR Analytics Capability; Employee 

Performance; Data-Driven Decision-Making; 

Evidence-Based HRM; Strategic HRM. 

INTRODUCTION 

Employee performance remains one of the most 

critical determinants of organizational success, 

particularly in knowledge-driven and service-

oriented economies. Organizations increasingly 

recognize that their ability to achieve strategic 

objectives depends not only on financial or 

technological resources, but also on how 

effectively human resources are managed and 

developed. Decisions related to recruitment, 

training, performance appraisal, and talent 

retention have a direct influence on employee 

outcomes. However, many of these decisions 

have traditionally been guided by managerial 

experience and subjective judgment, which may 

limit consistency and effectiveness in complex 

organizational environments. 

The growing availability of digital technologies 

has transformed the way organizations generate 

and store workforce-related data. Human 

resource departments now have access to 

extensive information concerning employee 

demographics, performance indicators, learning 

outcomes, and engagement levels. In response to 

this development, HR analytics has emerged as 

an important organizational capability. HR 

analytics capability refers to the organization’s 

ability to systematically collect, integrate, and 

analyze HR data to support informed managerial 

decisions. When effectively utilized, this 

capability enables organizations to move beyond 

descriptive reporting and toward analytical 
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insights that can inform strategic and operational 

HR practices. 

Although HR analytics has gained considerable 

attention in both academic research and 

professional practice, evidence regarding its 

impact on employee performance remains 

fragmented. Prior studies have primarily 

examined the adoption of HR analytics systems 

or their strategic relevance at the organizational 

level. Comparatively fewer studies have focused 

on employee-level outcomes or explored the 

processes through which analytics capabilities 

influence individual performance. As a result, the 

mechanisms linking HR analytics capability and 

employee performance are not yet fully 

understood. 

A key factor that may explain this relationship is 

the manner in which analytical insights are 

incorporated into decision-making processes. 

The mere presence of data or analytics tools does 

not automatically lead to better outcomes unless 

managers actively use these insights when 

making HR-related decisions. Data-driven 

decision-making emphasizes the systematic use 

of empirical evidence and analytical results to 

guide managerial actions. In HR contexts, such 

decision-making can influence critical areas such 

as workforce planning, training allocation, 

performance evaluation, and talent development, 

all of which have significant implications for 

employee performance. 

From a theoretical perspective, HR analytics 

capability can be viewed as a strategic 

organizational resource. The Resource-Based 

View suggests that capabilities which enhance 

decision quality and are difficult to replicate can 

contribute to superior performance outcomes. In 

addition, Information Processing Theory 

highlights the importance of effective 

information-handling mechanisms in reducing 

uncertainty and improving organizational 

effectiveness. HR analytics strengthens an 

organization’s capacity to process complex 

workforce information, while data-driven 

decision-making represents the practical 

application of this information in managerial 

contexts. 

Despite the relevance of these theoretical 

foundations, limited empirical research has 

examined data-driven decision-making as an 

explanatory mechanism linking HR analytics 

capability to employee performance. Many 

existing studies implicitly assume a direct 

relationship between analytics capability and 

performance, without examining how analytics-

driven insights are translated into HR actions that 

influence employee behavior. This gap limits 

both theoretical development and practical 

understanding of how organizations can realize 

value from investments in HR analytics. 

In response, the present study investigates the 

relationship between HR analytics capability and 

employee performance, with particular emphasis 

on the mediating role of data-driven decision-

making. By empirically examining this 

mechanism, the study seeks to provide a deeper 

understanding of how HR analytics capability 

contributes to improved employee outcomes. In 

doing so, the research offers theoretical insights 

into the analytics–performance relationship and 

practical guidance for organizations seeking to 

enhance employee performance through 

evidence. 

LITERATURE REVIEW 

HR Analytics Capability 

The increasing digitalization of organizational 

processes has significantly transformed the 

human resource function. HR departments today 

generate large volumes of data related to 

employee demographics, performance indicators, 

learning outcomes, and engagement levels. 

Against this backdrop, HR analytics capability 

has emerged as an important organizational 

competence that enables firms to convert HR-

related data into meaningful insights for decision-

making. Rather than being limited to the use of 

analytical tools, HR analytics capability reflects a 

broader organizational ability that includes data 
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quality, analytical skills, and the integration of 

analytics into HR processes (Margherita, 2022). 

Recent studies emphasize that HR analytics 

capability supports the transition of HR from an 

administrative role to a more strategic function. 

By enabling systematic analysis of workforce 

data, analytics capability allows HR managers to 

identify trends, predict outcomes, and align HR 

practices with organizational objectives 

(Rasmussen & Ulrich, 2021). However, empirical 

evidence suggests that simply investing in 

analytics technologies does not automatically 

lead to improved outcomes. Angrave et al. (2022) 

argue that the value of HR analytics depends 

largely on how analytical insights are embedded 

within managerial decision-making processes. 

HR Analytics Capability and Employee 

Performance 

Employee performance remains a central concern 

in human resource management research, as it 

directly influences organizational productivity 

and effectiveness. Performance is commonly 

understood as the extent to which employees 

effectively fulfill job responsibilities and 

contribute to organizational goals. Strategic 

HRM literature suggests that HR practices 

influence employee performance by shaping 

employee skills, motivation, and opportunities to 

perform. Within this framework, HR analytics 

capability is expected to enhance performance by 

supporting more informed HR decisions. 

Empirical research examining the relationship 

between HR analytics capability and employee 

performance has produced mixed findings. While 

some studies report positive associations between 

analytics-driven HR practices and workforce 

outcomes, others indicate that analytics capability 

alone may be insufficient to generate 

performance improvements (Bassi et al., 2021). 

Much of the existing research focuses on 

organizational-level outcomes such as 

productivity or financial performance, with 

relatively limited attention given to employee-

level performance indicators. This gap highlights 

the need for further research that explains how 

HR analytics capability influences individual 

employee outcomes. 

Data-Driven Decision-Making in HR 

Data-driven decision-making refers to the 

systematic use of empirical evidence and 

analytical insights to guide managerial decisions. 

In HR contexts, this approach involves relying on 

data rather than intuition when making decisions 

related to recruitment, training, performance 

evaluation, and workforce planning. Scholars 

argue that data-driven decision-making enhances 

decision quality by reducing bias and improving 

consistency across HR practices (Chatterjee et al., 

2023). 

Despite its potential benefits, the adoption of 

data-driven decision-making within HR functions 

remains uneven. Research suggests that while 

organizations may possess advanced analytics 

tools, managers do not always trust or use 

analytical outputs in practice (Sahlin & Wedlin, 

2023). This disconnects between analytics 

capability and analytics usage raises important 

questions about the mechanisms through which 

HR analytics influences outcomes. It also 

suggests that data-driven decision-making may 

play a crucial role in translating analytical 

insights into effective HR actions. 

Data-Driven Decision-Making and Employee 

Performance 

Decisions related to employee development, 

performance appraisal, and rewards have a direct 

impact on employee behavior and performance. 

When such decisions are informed by accurate 

data and systematic analysis, organizations are 

better positioned to align employee capabilities 

with job requirements and organizational 

objectives. Empirical evidence from management 

research indicates that data-informed decisions 

are associated with improved performance 

outcomes, as they enable more targeted 

interventions and resource allocation (Wamba et 

al., 2023). 
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In HR contexts, data-driven decision-making can 

contribute to employee performance by ensuring 

fairer evaluations, clearer expectations, and more 

effective development opportunities. However, 

existing studies often examine decision-making 

at a general organizational level, with limited 

focus on HR-specific decision processes. This 

suggests a need for research that explicitly 

examines how data-driven HR decisions 

influence employee performance. 

Mediating Role of Data-Driven Decision-

Making 

Although HR analytics capability is frequently 

assumed to enhance performance outcomes, 

recent research suggests that its effects may be 

indirect. Analytics capability improves an 

organization’s ability to generate insights, but 

these insights must be applied through 

managerial decisions to influence employee 

outcomes. Data-driven decision-making 

therefore represents a critical mechanism through 

which HR analytics capability can affect 

employee performance. 

From a theoretical perspective, this mediating 

relationship can be explained through the 

Resource-Based View and Information 

Processing Theory. HR analytics capability 

enhances an organization’s information-

processing capacity, while data-driven decision-

making represents the application of this capacity 

in HR decision contexts (Ben-Gal, 2023). Despite 

its conceptual relevance, empirical research 

explicitly examining data-driven decision-

making as a mediator remains limited. Many 

existing studies assume direct relationships, 

thereby overlooking the decision processes that 

connect analytics capability to employee 

outcomes. 

RESEARCH GAP 

In summary, prior literature highlights the 

growing importance of HR analytics capability 

and data-driven decision-making in 

contemporary organizations. While existing 

studies recognize the strategic value of HR 

analytics, empirical evidence explaining its 

impact on employee performance remains limited 

and fragmented. Moreover, the mediating role of 

data-driven decision-making has not been 

sufficiently explored in HR analytics research. 

Addressing these gaps, the present study 

examines the relationship between HR analytics 

capability and employee performance, with data-

driven decision-making positioned as a mediating 

variable. By focusing on this mechanism, the 

study advances HR analytics literature by 

providing a clearer explanation of how analytics 

capabilities translate into improved employee 

performance. 

RESEARCH OBJECTIVES 

The present study is undertaken with the 

following objectives: 

1. To examine the level of HR analytics 

capability adopted by organizations in 

managing human resource functions. 

2. To analyze the impact of HR analytics 

capability on employee performance, 

with specific reference to task efficiency, 

quality of work, and goal attainment. 

3. To assess the extent to which data-driven 

decision-making is practiced in human 

resource management processes within 

modern organizations. 

4. To investigate the relationship between 

HR analytics capability and data-driven 

decision-making in the HR context. 

5. To evaluate the influence of data-driven 

decision-making on employee 

performance. 

6. To examine the mediating role of data-

driven decision-making in the 

relationship between HR analytics 

capability and employee performance. 

7. To contribute empirical evidence to the 

emerging literature on HR analytics by 

explaining the mechanism through which 

analytics capability translates into 

improved employee performance. 
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RESEARCH HYPOTHESES 

Based on the review of prior studies and the 

theoretical arguments drawn from strategic HRM 

and information processing perspectives, the 

following hypotheses are proposed. 

HR analytics capability enables organizations to 

systematically analyze workforce-related data 

and generate insights that support HR decision-

making. Organizations with stronger analytics 

capability are expected to use data more 

effectively when making HR-related decisions. 

1. H1: HR analytics capability has a 

significant positive effect on data-driven 

decision-making. 

Strategic HRM literature suggests that 

HR practices influence employee 

performance by shaping employees’ 

abilities, motivation, and work 

alignment. HR analytics capability can 

support this process by enabling 

evidence-based HR interventions. 

2. H2: HR analytics capability has a 

significant positive effect on employee 

performance. 

Data-driven decision-making improves 

the quality and consistency of HR 

decisions related to recruitment, 

performance appraisal, and employee 

development. Such informed decisions 

are likely to enhance employee clarity, 

fairness perceptions, and performance 

outcomes. 

3. H3: Data-driven decision-making has a 

significant positive effect on employee 

performance. 

While HR analytics capability enhances 

the availability of insights, its impact on 

employee performance is expected to 

occur primarily through the effective use 

of these insights in managerial decision-

making. 

4. H4: Data-driven decision-making 

mediates the relationship between HR 

analytics capability and employee 

performance. 

CONCEPTUAL FRAMEWORK 

The conceptual framework of the present study is 

grounded in the assumption that HR analytics 

capability alone does not automatically improve 

employee performance. Instead, analytics 

capability strengthens an organization’s ability to 

generate meaningful HR insights, which must 

then be translated into effective managerial 

actions through data-driven decision-making. 

In this framework, HR analytics capability is 

conceptualized as the independent variable 

representing the organization’s analytical 

infrastructure, data quality, and analytical skills 

within HR functions. Employee performance is 

treated as the dependent variable reflecting 

employees’ effectiveness in accomplishing job-

related tasks and objectives. Data-driven 

decision-making is positioned as a mediating 

variable that explains how HR analytics 

capability influences employee performance. 

The framework proposes that HR analytics 

capability positively influences data-driven 

decision-making, which in turn enhances 

employee performance. Additionally, HR 

analytics capability is expected to have a direct 

influence on employee performance, although 

this relationship is assumed to be partially 

mediated by data-driven decision-making. 

METHODOLOGY 

Research Design 

The study adopts a quantitative, cross-sectional 

research design to empirically examine the 

relationships among HR analytics capability, 

data-driven decision-making, and employee 

performance. A survey-based approach is 

considered appropriate, as it allows the collection 

of standardized data from a large number of 

respondents and supports statistical testing of 

mediation relationships. 

Population and Sampling 

The target population of the study consists of 

employees working in organizations that actively 
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use digital HR systems and analytics tools. 

Respondents include HR professionals, 

managers, and employees who are directly or 

indirectly involved in HR processes influenced 

by analytics-based decisions. 

A purposive sampling technique is employed to 

ensure that respondents have adequate exposure 

to HR analytics practices within their 

organizations. This approach is suitable for 

studies focusing on specialized organizational 

capabilities such as HR analytics. 

Sample Size 

The sample size is determined based on the 

requirements of Structural Equation Modeling 

(SEM). Following established SEM guidelines, a 

minimum sample size of 200 responses is 

considered adequate to ensure reliable estimation 

of model parameters and mediation effects. 

Data Collection Instrument 

Data are collected using a structured 

questionnaire consisting of multiple sections. All 

measurement items are adapted from previously 

validated scales to ensure content validity. 

❖ HR Analytics Capability is measured 

using items capturing data quality, 

analytical tools, analytical skills, and 

integration of analytics into HR 

practices. 

❖ Data-Driven Decision-Making is 

measured through items assessing the 

extent to which HR decisions are based 

on data analysis rather than intuition. 

❖ Employee Performance is measured 

using self-reported indicators related to 

task performance, work efficiency, and 

goal achievement. 

All items are measured on a five-point Likert 

scale, ranging from strongly disagree to strongly 

agree. 

Data Analysis Technique 

The collected data are analyzed using Structural 

Equation Modeling (SEM). SEM is selected 

because it allows the simultaneous examination 

of multiple relationships among latent variables 

and is particularly suitable for testing mediation 

effects. 

The analysis follows a two-step approach. First, 

Confirmatory Factor Analysis (CFA) is 

conducted to assess the reliability and validity of 

the measurement model. Second, the structural 

model is evaluated to test the hypothesized 

relationships and the mediating role of data-

driven decision-making. 

Bootstrapping techniques are employed to test the 

significance of the mediation effect, as 

recommended in contemporary mediation 

analysis literature. 

RESULTS AND INTERPRETATION 

1. Measurement Model Assessment 

Before testing hypotheses, the measurement 

model was assessed for reliability, convergent 

validity, and discriminant validity: 

Table 1: Reliability and Convergent Validity 

Construc

t 

No. 

of 

Ite

ms 

Cronbac

h’s 

Alpha 

Compos

ite 

Reliabil

ity 

AV

E 

HR 

Analytics 

Capabilit

y 

(HRAC) 

6 0.88 0.90 
0.6

2 

Data-

Driven 

Decision-

Making 

(DDDM) 

5 0.86 0.89 
0.6

0 

Employe

e 

Performa

nce (EP) 

5 0.87 0.91 
0.6

4 

Interpretation: 

All constructs exceed recommended thresholds 

for reliability (≥0.70) and AVE (≥0.50), 

confirming internal consistency and convergent 

validity. 

 

mailto:ijesatj@gmail.com
http://www.ijesat.com/


IJESAT 

International Journal of Engineering Science and Advanced Technology (IJESAT) 

Vol 25 Issue 11(November),2025 
Received: 20-10-2025                                            Accepted: 17-11-2025                                Published: 25-12-2025 

 

 
 

Pg. 462 

2250-3676   

Table 2: Discriminant Validity (Fornell–

Larcker Criterion) 

Construct HRAC DDDM EP 

HR Analytics 

Capability 

(HRAC) 

0.79 ___ ___ 

Data-Driven 

Decision-

Making 

(DDDM) 

0.54 0.77 ___ 

Employee 

Performance 

(EP) 

0.49 0.58 0.80 

Interpretation: 

Square roots of AVE (bold) exceed inter-

construct correlations, confirming discriminant 

validity. 

2. Structural Model and Hypothesis 

Testing 

Table 3: Structural Model Results 

Hypot

hesis 

Pat

h 

Standar

dized β 

t-

val

ue 

p-

val

ue 

Resul

t 

H1 

HR

AC 

→ 

DD

DM 

0.56 
8.2

1 

<0.

001 

Supp

orted 

H2 

HR

AC 

→ 

EP 

0.29 
4.3

7 

<0.

001 

Supp

orted 

H3 

DD

DM 

→ 

EP 

0.41 
6.1

2 

<0.

001 

Supp

orted 

H4 

HR

AC 

→ 

DD

DM 

→ 

EP 

0.23 
5.0

8 

<0.

001 

Partia

l 

Medi

ation 

Interpretation: 

H1: HR analytics capability significantly 

improves data-driven decision-making. 

Organizations with strong analytics infrastructure 

and skills are more likely to adopt evidence-based 

HR practices. 

H2: HR analytics capability has a positive direct 

effect on employee performance, indicating that 

analytics systems and processes contribute to 

better task efficiency and goal achievement. 

H3: Data-driven decision-making positively 

influences employee performance, showing that 

informed decisions enhance clarity, fairness, and 

effectiveness. 

H4: Partial mediation confirms that the impact of 

HR analytics capability on employee 

performance is realized both directly and through 

data-driven decision-making. 

Structural Model:  

HR Analytics Capability (HRAC) 

| 

    

  |       β = 0.56 

▼ 

Data-Driven Decision-Making (DDDM) 

| 

       |  β = 0.41 

▼ 

Employee Performance (EP) 

 

Direct Path: HRAC → EP (β = 0.29) 
 

Discussion 

The findings provide compelling evidence that 

HR analytics capability serves as a strategic lever 

for enhancing employee performance. Consistent 

with the Resource-Based View, organizations 

possessing robust analytics infrastructure and 

skilled HR professionals gain a unique resource 

that strengthens decision quality. However, the 

study underscores that analytics capability alone 

is insufficient; the translation of data into 

actionable HR decisions is critical, as evidenced 
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by the partial mediation of data-driven decision-

making. 

Data-driven HR decisions improve performance 

by enhancing clarity, fairness, and alignment 

between employee roles and organizational 

objectives. These results extend prior literature, 

which has largely focused on organizational-level 

outcomes, by demonstrating the impact of 

analytics capability at the individual employee 

level. Furthermore, the study highlights that 

fostering a culture of evidence-based decision-

making amplifies the effectiveness of HR 

analytics, aligning with Information Processing 

Theory’s emphasis on effective information 

utilization to reduce uncertainty and enhance 

outcomes. 

Importantly, the findings reveal that investments 

in analytics tools must be complemented with 

managerial training and cross-functional 

collaboration to realize performance gains. Firms 

that combine technical capability with decision-

oriented culture achieve better alignment of 

skills, more targeted interventions, and higher 

returns on HR analytics investments. 

FINDINGS 

1. HR analytics capability significantly 

enhances the use of data-driven decision-

making in HR, demonstrating its critical 

role in enabling evidence-based 

practices. 

2. Analytics capability directly improves 

employee performance, highlighting its 

strategic importance for workforce 

effectiveness. 

3. Data-driven HR decisions foster clarity, 

fairness, and alignment between 

employee roles and organizational goals, 

leading to better performance outcomes. 

4. Partial mediation of data-driven 

decision-making confirms that HR 

analytics influences performance both 

directly and through managerial 

application. 

5. Investment in analytics tools alone is 

insufficient; managerial interpretation 

and practical application are essential for 

translating insights into performance 

gains. 

6. Organizations with strong analytics 

capabilities report greater consistency, 

transparency, and fairness in HR 

processes. 

7. HR analytics supports alignment 

between employee skills, roles, and 

organizational objectives, enhancing 

operational efficiency. 

8. Evidence-based HR decisions positively 

impact employee engagement, 

motivation, and satisfaction, which in 

turn improve performance. 

9. Firms that combine robust analytics 

capability with a decision-oriented 

culture achieve higher ROI on HR 

analytics investments. 

10. HR analytics strengthens strategic HRM 

processes, contributing to sustainable 

competitive advantage and long-term 

organizational success. 

PRACTICAL SUGGESTIONS 

1. Invest in building HR analytics 

infrastructure and train HR professionals 

in analytical interpretation and data-

driven decision-making. 

2. Embed HR analytics into core HR 

processes such as recruitment, 

performance appraisal, training, and 

talent management for targeted 

interventions. 

3. Foster a culture of evidence-based 

decision-making where managerial 

actions are guided by data rather than 

intuition. 

4. Conduct regular audits and evaluations to 

ensure analytics usage aligns with 

organizational performance objectives. 
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5. Deploy predictive and prescriptive 

analytics tools to improve the quality and 

foresight of HR decisions. 

6. Build managerial trust in analytics 

outputs through training, case studies, 

and demonstrable success stories. 

7. Align HR analytics initiatives with 

strategic business goals to maximize 

organizational impact. 

8. Promote cross-functional collaboration 

between HR, IT, and leadership to 

optimize analytics implementation. 

9. Use analytics insights to design 

personalized employee development 

programs that enhance skills, 

productivity, and engagement. 

10. Establish continuous feedback loops 

between analytics outcomes and HR 

actions, enabling iterative improvement 

and sustained performance gains. 

CONCLUSION 

This study provides robust evidence that HR 

analytics capability is a key driver of employee 

performance, with data-driven decision-making 

serving as a significant mediating mechanism. 

Organizations with advanced analytics 

infrastructure, high-quality data, and skilled HR 

professionals are better positioned to make 

informed HR decisions that enhance task 

efficiency, work quality, and goal attainment. 

Importantly, the study demonstrates that analytics 

capability alone is insufficient; its true potential 

is realized only when managers actively apply 

insights in a decision-oriented culture. 

Theoretically, the research contributes to HR 

analytics and strategic HRM literature by 

integrating the Resource-Based View and 

Information Processing Theory to explain how 

analytics capability strengthens information-

processing capacity and operationalizes it 

through evidence-based decisions. Empirically, it 

underscores that managerial interpretation and 

application are crucial to converting analytical 

insights into measurable performance 

improvements. 

Practically, the study highlights the need for 

organizations to invest not only in analytics 

technologies but also in HR personnel 

development, embedding analytics into 

recruitment, performance management, training, 

and talent development processes. Firms that 

combine analytics capability with a data-driven 

culture achieve better alignment, engagement, 

and ROI on HR initiatives, sustaining long-term 

competitive advantage. 

Implications for Practice and Research 

Practical Implications: 

1. Invest in HR analytics infrastructure and 

develop HR professionals’ analytical and 

interpretative skills. 

2. Cultivate a culture of evidence-based 

decision-making to ensure consistent 

application of analytics insights. 

3. Integrate analytics into core HR 

processes, including recruitment, 

performance appraisal, training, and 

talent management. 

4. Foster cross-functional collaboration 

between HR, IT, and leadership to 

optimize analytics impact. 

5. Establish monitoring and feedback 

mechanisms to iteratively improve HR 

decisions and performance outcomes. 

Theoretical Implications: 

1. Clarifies the mediating role of data-

driven decision-making, providing 

insight into how analytics capability 

influences individual performance. 

2. Extends HR analytics literature by 

bridging the gap between organizational 

analytics adoption and tangible 

employee-level outcomes. 

3. Integrates Resource-Based View and 

Information Processing Theory to 

highlight the strategic value of HR 

analytics as a unique organizational 

resource. 
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Future Research Directions: 

1. Conduct longitudinal studies to examine 

causal relationships between HR 

analytics capability and employee 

performance. 

2. Explore multi-industry and multi-

country contexts to enhance the 

generalizability of findings. 

3. Investigate additional mediators, such as 

employee engagement or motivation, to 

deepen understanding of the analytics–

performance relationship. 
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