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Abstract

The article deals with the conceptual principles and practical aspects of the implementation of
HR analytics as an effective tool for improving the effectiveness of management and development
of personnel in the conditions of digital transformation of business processes. The relevance of
the study is due to the need to move from traditional, intuitive approaches to making personnel
decisions based on a modern, data-oriented personnel management system. The study analyzes
modern approaches to the use of HR analytics in domestic and foreign companies, revealed
barriers to the implementation of analytical approaches in the field of personnel management (in
particular, lack of competencies, data fragmentation, personnel resistance, etc.), as well as the
main areas of use of analytical means of analytical tools, rebounding.
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At the same time, in the practice of many organizations, the

Introduction level of integration of HR analytics remains low. There is

In today's context of digital transformation that has covered often insufficient data systematization, fragmentary use of
all spheres of socio-economic activity, personnel management analytical tools and the lack of a methodological base for the
is also undergoing significant changes. Particular attention is use of information obtained in the process of personnel
drawn to the development of HR analytics as a tool that management.

allows you to transform management decisions from intuitive

into evidence. Digitalization of personnel processes creates The purpose of the study

the preconditions for a deeper analysis of personnel data, The study provides for modern approaches to the use of
which makes it possible to make strategically prudent analytics in the HR sphere, identify existing problems and
decisions on staff management and development, reduction of offer an analytically oriented personnel management model.

staff turnover, productivity and involvement.

Materials and Methods

The study uses a set of theoretical and applied methods that
provided a comprehensive approach to the analysis of

Analytics plays a key role in the management decision -
making process, providing the opportunity to evaluate the

effectiveness of training programs, identify risks and forecast problems. The theoretical basis of the study were the scientific

personnel needs. Due to this, HR units gain more weight as works of domestic and foreign authors on issues of HR

strategic business partners, focused on the result and analytics, strategic  personnel management, digital

optimization of human capital (Gridin, 2024). transformation in human resources management.
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The research methodology is based on the combination of
theoretical and applied approaches, which allows you to
comprehensively evaluate the role of HR analytics in
managing the development of staff. The study uses the method
of analysis and synthesis to study the scientific foundations of
HR analytics, its structure and functional content, as well as
the possibilities of integration of analytical approaches into
the personnel management system. The systematic approach
has provided HR analytics as part of a holistic management
system that interacts with the goals of the organization, digital
tools and personnel processes. The comparison method made
it possible to evaluate the practices of the implementation of
HR analytics in international and domestic contexts. In
addition, an analysis of expert surveys of HR specialists was
used to find out the barriers and prospects for the
implementation of HR analytics in personnel management in
the practice of domestic and foreign companies.

Results

Successful implementation of HR analytics into the practice
of personnel management, similar to  structural
transformations in the world's leading economies, is based on
the transition from intuitive decision-making to systematic,
data-oriented personnel management model. This transition
covers both "vertical" development-from fragmentary use of
indicators to the implementation of strategic analytics in the
field of personnel development, as well as "horizontal" spread
of analytical tools to key HR processes-selection, adaptation,
training, motivation and management of personnel. This
integration of HR analytics not only increases the validity of
management decisions, but also strengthens the adaptive
potential of organizations to changes in the dynamic
environment of the labor market (McCartney & Fu, 2022).

In domestic companies, the main directions of use of HR
analytics are the planning of the number of staff (22%of
respondents), management of systems of payments and
compensation (20%), as well as recruiting and assessment of
personnel (16%). At the same time, the application of
analytical approaches in the field of career planning and
maintenance of workers is much less developed. In foreign
companies, in particular in Europe and the US, HR analytics
is much more common: it uses about 80% of medium and
large enterprises for strategic decision-making. Analytics is
especially active in the formation of rewards and
compensation systems (98%) and in recruiting (95%). The
defining feature of foreign practice is the high level of
complexity of HR analytics and its complete integration into
the overall corporate analytics system (Shaulska & Krimova,
2020).

The main areas of application of analytical tools in HR
practitioners cover the key stages of the employee's life cycle
in the organization and are aimed at improving the efficiency
of management decisions based on data (Amupria & Preetha,
2023). In particular, in the field of recruitment, HR analytics
allows you to optimize the sources of candidates 'search,
reduce the time of job closure and improve the quality of
hiring by analyzing historical data and building successful

workers' profiles. At the stage of adaptation of employees,
analytical tools provide monitoring of the level of integration
of newcomers into the corporate environment, allow to
identify the risks of fluidity and to adjust adaptation programs
in a timely manner. In the field of training, HR analytics are
used to evaluate the needs for advanced training,
personalization of training routes, analysis of the effectiveness
of educational measures and determining the impact of
training on the results of employees. The assessment of labor
productivity using analytics allows you to identify trends in
tasks, compare the results with the CPI set, analyze the factors
that affect efficiency, and form sound programs of incentive
and development (Kostyshina and et al., 2023).

The introduction of HR analytics in organizations faces a
number of barriers that complicate its effective use. According
to the study, the main obstacles are (Kushwaha, 2024):

i data variety: HR departments manage a large
amount of data related to various aspects of personnel
management, such as recruiting, training and
compensation. Collection, processing and interpretation
of this data is a difficult task, especially when data comes
from different sources and have different formats. Errors
and duplicates in data can lead to inaccurate conclusions,
which complicates the decision making;

ii. insufficient communication between departments:
the lack of effective interaction between HR, IT and
other business units can lead to problems in the
implementation of analytical tools. Successful integration
of HR analytics requires close cooperation between all
interested parties;

iii. employee Resistance: Employees can show
skepticism or resistance to the use of analytical systems,
especially if they believe that these systems can
misinterpret  their  productivity or affect their
confidentiality. This may complicate the introduction of
new technologies in the field of personnel management;

lack of skills: Effective use of HR analytics requires HR
specialists not only with basic analytical skills, but also
knowledge in statistics, work with digital data analysis tools
(Bi-systems, HRIS, machine learning), as well as the ability to
interpret results and clearly communicate. The lack of such
competencies in staff creates a barrier to integrate analytics
into decision-making processes and reduces the potential
efficiency of HR analytics as a strategic management tool.

HR analytics tools cover a wide range of functionality-from
the analysis of recruiting channels and evaluating the
effectiveness of adaptation programs to the forecasting of staff
turnover, measuring staff involvement, optimization of
training and performance management (Mohammed, 2019;
Danilenko, 2021; Edwards et al., 2024; Ostroverh & Kubitsky
2024; Wang, 2024). Taking into account the characteristic
features and functional purpose, it is advisable to present HR
analytics tools in a systematic form, which is given in Table 1.
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Table 1 HR Analytics tools in HR management

A Name Functionality
characteristic
feature
Collecting HRIS Automation of accounting,
and adjusting | (Human storage and updating of
data Resource personnel data
Information
System)
Analysis of KPI- Measuring the
staff dashboard performance of employees
efficiency by key indicators
Predicting Predictive HR | Predictions of staff
employees' Analytics turnover, burnout risk and
behavior Tools replacement needs

Assessment of

Employee

Monitoring the level of

involvement | Engagement | involvement, analysis of
and Surveys causes of dissatisfaction
satisfaction

Optimization |LMS Analysis of teaching

of learning (Learning programs, determining
and Management | development needs
development | System)

Supporting People A comprehensive analysis
decision Analytics of HR-data to support
making Platforms strategic planning

The HR analytics tools in the table provide companies with
the ability to identify risks in a timely manner, to rationally
use available resources, to adapt the policy of personnel
development to changes in the environment, and to form a
long-term personnel policy based on objective analytical
indicators.

Understanding the logic of HR analytics is important for
ensuring effective management and development of staff
according to the challenges of digital transformation and
dynamics of the modern labor market. In this context, it is
advisable to present HR analytics in the form of an
analytically oriented model, which takes into account the key
stages of collection, processing and use of data to make sound
management decisions in the field of personnel management

(Fig. 1).

ANALYTICALLY ORIENTED PERSONNEL MANAGEMENT MODEL ‘

— Algorithm for making management decisions
Key elements
/—{ Collection and structuring of HR data }
Input data Preliminary analysis and
visualization of indicators

v

Identification of problem areas and
personnel development potential

Analysis tools

Y
Building analytical models for
Performance forecasting
metrics v

AN / Developing individual and group
solutions for problem areas

) f
Monitoring results
s + B
\_ Adjusting management decisions

based on new data

Figure 1. A analytically oriented personnel management
model in HR analytics system

The analytically oriented personnel management model in the
HR analytics system is an integrated management system that
combines key data elements, analysis tools and performance
metrics in a single decision-making algorithm, focused on
improving the efficiency of personnel development processes.
The model is structurally divided into two interdependent
parts: the key elements that determine the conceptual basis of
the analytical approach, and the algorithm for making
management decisions, which formalizes the stage of
implementation of the analytical process in the HR.

The key elements of the model belong:
e input, which covers both quantitative and qualitative
HR indicators (staff turnover level, performance
assessment results, training data, involvement, etc.);
e analysis tools, including BI platforms, HR-
dashboard, regression models, machine learning methods
and employee life cycle analytics;
e  performance metrics that allow you to evaluate the
efficiency of the implemented HRs, including the
involvement index, ROI curricula, the level of internal
mobility, etc.

The managerial action algorithm that forms the basis of an
analytically oriented personnel management model covers
seven logically consistent stages, each of which plays an
important role in ensuring evidence-based and flexible
adoption of HR decisions:
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1. HR-data collection and structuring: at this stage, all
important data are collected from the internal
sources of the company (personnel accounting
systems, LMS, CRM, surveys, performance, etc.)
and their unification according to certain standards.
This provides adequate quality, completeness,
relevance and mutual consistency of data for further
analytical use;

2. pre -analysis and visualization of indicators:
includes primary data processing, construction of
Dashboards, graphs, heatmaps that allow you to see
key trends, detect deviations, patterns or imbalances
in working with personnel;

3. identification of risk and developmental zones: on
the basis of analytical review and correlation
relationships, zones of risk are determined - for
example, departments with high fluidity, reduced
level of involvement, insufficient development of
competencies. Also identified areas with high
potential for development, improvement or
optimization of HR processes;

4. Construction of analytical models for predicting
staff behavior: machine learning tools, regression
and cluster analysis are used, which allows you to
model the probability of release, the level of
readiness to increase, evaluate the need for training
or predict the effectiveness of personnel measures;

5. development of personalized learning, adaptation,
motivation decisions: targeted interventions are
created on the basis of forecasts — individual
development plans, adaptation programs, incentives
or compensatory packages aimed at maintaining and
developing the potential of specific groups of
workers;

6. results monitoring: implemented measures are
evaluated through key performance indicators —
involvement index, satisfaction, turnover,
productivity, completion of training, internal
mobility, etc.;

7. Adjustment of management decisions according to
updated data: re-viewing and adjusting HR
decisions in accordance with new analytical
conclusions, which ensures adaptability and
continuous improvement of the organization's
personnel policy.

Such a step -by -step algorithm allows to provide a
systematic, sound and dynamically managed approach to
personnel management and its development in the
organization.

Conclusion

Summarizing the results of the study, we can conclude that
HR analytics plays a key role in the transformation of modern
personnel management — from fragmented, intuitively
formed solutions to a holistic, scientifically and analytically
based and data-oriented model that provides strategic value to
HR functions, contributes to increasing the transparency of
management actions, optimizing resources and strengthening

the adaptive potential of the organization in a rapidly
changing external environment. The analytically oriented
personnel management model in the HR analytics system
demonstrates the possibility of systematic integration of
digital tools, metrics and algorithms of action to improve the
efficiency of all stages of the employee's life cycle-from
recruiting to retention and development. Comprehensive
implementation of HR analytics ensures timely identification
of risks, adaptation to changes in the labor market, well-
founded construction of training and motivation programs, as
well as the formation of a flexible HR policy based on
evidence-based data. Successful application of this approach
is possible provided that the barriers - lack of digital
competencies, data fragmentation and organizational
resistance. Thus, HR analytics not only ensures the efficiency
of personnel management in the digital era, but also acts as a
strategic factor in strengthening the personnel potential and
competitiveness of the organization.
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