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Abstract: Human resources (HR) analytics is the new weapon to enhance workforce performance, increase employee
engagement and retention. The purpose of the study was to empirically examine the effects of HR practices on three organisational
outcomes — employee satisfaction, turnover, and the effectiveness of training. The data from 150 information technology (IT) sector
employees were subjected to correlational and regression analysis. Research indicates that both satisfactions with salary and
work-life balance are important predictors of turnover, so this analysis underscores the need for HR approaches to be informed
by data in addressing employee attrition and skill shortages. The research also reinforces the significance of predictive analytics
and artificial intelligence (Al) in driving strategic workforce intelligence, enabling businesses to enhance productivity and secure
sustainable competitive advantage in an ever-shifting business climate. In addition, the study highlights the growing importance
of integrating advanced analytical tools into HR decision-making processes to improve organisational efficiency and workforce
planning. The findings suggest that evidence-based HR interventions can support better alignment between employee expectations
and organisational goals. By leveraging real-time workforce data, organisations can proactively identify performance gaps, enhance
training effectiveness, and foster a culture of continuous improvement. Overall, the study emphasises that strategic use of HR
analytics contributes not only to improved employee outcomes but also to long-term organisational sustainability and competitiveness.
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This study aims to examine the impact of HR analytics on the
KPIs such as employee satisfaction, training effectiveness,
and turnover. These dimensions are of special importance as
they have a direct impact on organisation resilience, talent

INTRODUCTION

Human resources (HR) analytics is a method for the

systematic analysis of data that provides organisations
with information to optimise the workforce and support
decision making on personnel issues and context. Faced
with the rapidly growing global competition and dynamic
organisational environments, organisations are increasingly
using HR analytics to improve employee productivity, retain
employees, and make certain that HR policies truly deliver
on the broader business agendas (Davenport et al., 2010). By
transforming traditional HR practices into evidence-based
strategy, HR analytics enables organisations to identify
critical workforce trends, predict employee behaviour,
and design interventions, which optimise sustainable
performance.

retention, and the ability to sustain competitive advantage. It
also aims to provide empirical evidence of how HR analytics
can support the optimisation of human capital management
and help surmount current workforce paradoxes using
advanced statistical techniques and theoretical constructs.

The Research Questions Guiding this Study
are:

e How does employee satisfaction affect retention rates?

e How do training programmes influence employee
performance?
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e What are the main challenges in implementing HR
analytics?

Objectives of the Study

The primary objectives of this research are:

e To analyse the effect of HR analytics on employee
retention and job performance.

e To evaluate the connection between training
effectiveness and employee productivity.
e To identify the main challenges organisations

encounter in adopting HR analytics.

e To explore future trends in HR analytics, including
artificial intelligence (Al) and predictive modelling.

LITERATURE REVIEW
Evolution of HR Analytics

HR analytics, people analytics, or talent analytics is one
of the current trends in HR management (HRM) known to
integrate data more closely to decision making. Historically,
HR’s operations have been largely administrative and
intuitive in nature with less reliance on quantitative
information (Fitz-enz, 2000). Nevertheless, due to the rise
of digitalisation, globalisation, and competitive pressures
HR has developed into a more evidence-based area
(Davenport, Harris & Shapiro, 2010). Academics propose
that HR analytics was created as a means to demonstrate
strategic HR contribution to organisational performance
(Marler & Boudreau, 2017).

HR Analytics and Organisational Performance

Previous studies have consistently highlighted the positive
relationship between HR analytics implementation and
organisational performance. HRM practices are also linked
to business strategy, and when strategically aligned with
general organisational goals (i.e., causal chain performance
model) results in the improvement of employee productivity
as well as company level outcomes (cf., Huselid, 1995). In
addition, new studies have shown that HR analytics enables
managers to more accurately recognise turnover trends,
skill gaps, and employee engagement fluctuations (Bersin,
2019). Rasmussen and Ulrich (2015) argue that analytics
allows firms to move beyond descriptive HR metrics (e.g.,
headcount, turnover rates) towards rather predictive and
prescriptive insights for strategic workforce planning.

Employee Satisfaction, Retention and Turnover

Employee satisfaction has been well known to have an
impact on turnover and organisational security. According
to Locke’s (1976) job satisfaction theory, satisfaction
has a direct impact on the employees’ intention to stay.
Empirically, for example, salary satisfaction, career
development opportunities, and work-life balance are strong
predictors of employees’ intentions to stay (Mitchell et al.,
2001). HR analytics provides instruments to systematically
track these factors and develop statistical models, predicting
which employees are likely to leave (Minbaeva, 2021).
For example, regression analysis has shown job pay
dissatisfaction and poor work-life balance to be serious
determinants of voluntary turnover (Kaur & Fink, 2017).

Training Effectiveness and Employee
Performance

The evidence indicates that training and development
have an important impact on commitment of employees’
engagement and organisational competitiveness (Noe,
2010). However, evaluating the performance of training
has been difficult. Kirkpatrick’s (1998) four-level model
of training evaluation provides a basic approach; however,
recent advances in HR analytics made it possible to measure
the return on investment (ROI) on training more directly.
Analytics allows HR managers the ability to measure
the effects of training programmes on job performance,
productivity, and employee retention (King, 2016). Evidence
from the information technology (IT) industry indicates that
employees who receive formal development have greater
job satisfaction and lower turnover intentions (Bhatnagar,
2014).

Predictive Analytics and Al in HR

New research demonstrates how predictive analytics and
Al is reshaping HR’s future. Whereas descriptive analytics
is concerned with the ‘what happened’ of employee data,
predictive analytics is concerned with the ‘what will
happen’, or future events like attrition, performance issues,
and leadership capabilities (Bersin, 2019). Al, including
natural language processing (NLP) and machine learning
(ML) in particular, are being utilised to analyse this
sentiment, monitor engagement from employees, and reduce
recruitment biases (Tambe, Cappelli & Yakubovich, 2019).
Yet moral issues such as data privacy or algorithmic fairness
remain challenging (Minbaeva, 2021).
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Research Gaps

Although the literature highlights the strategic role of
HR analytics, there are a number of gaps. The literature
is dominated by empirical research on large-category
firms, which is less the case for small to medium-sized
enterprises (SMEs) where adoption challenge differs
(Marler & Boudreau, 2017). Furthermore, there is very little
empirical evidence helping to validate the long-term ROI
of HR analytics activities (Angrave et al., 2016). Further,
the cultural and organisational barriers to analytics-driven
HR practices are under-explored in emerging markets. Last
but not least, even if predictive analytics and Al tools in HR
have rapidly developed, very few cross-industry studies can
be found in literature so that the conclusion drawn is limited
to the specific context considered.

Summary

Previous studies in the literature find HR analytics has a
compelling effect on enhancing organisational performance
through employees’ satisfaction, retention, and training
performance being increased. Still, the evidence is
piecemeal, especially in sector-specific areas such as IT.
This paper aims to partially cover these gaps by providing
cross-sectional empirical evidence about the HR analytics
practices in IT industry and its consequences such as salary
satisfaction and work-life balance or job burnout, which are
used as proxies for turnover.

RESEARCH METHODOLOGY
Research Design
Sampling Technique

The study employed a stratified random sampling
method, ensuring the selection of diverse employees from
various roles (e.g., developers, managers) across the IT
sector. Respondent demographics included age, gender,
experience, and job role, which were recorded to improve
the generalisability of the findings. In total, the sample
comprised 150 employees at different career stages (junior,
mid-level, senior professionals).
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Reliability and Validity

This study assessed the reliability of measurement
instruments with Cronbach’s alpha. The Likert scale
constructs for training effectiveness, salary satisfaction,
and work-life balance all showed acceptable internal
consistency, with Cronbach’s alpha values above 0.70
confirming reliability. In addition, the scales’ validity was
supported through face validity checks conducted with HR
experts.

This study used a quantitative research approach, allowing
for objective measurement and statistical analysis of how HR
practices connect to organisational outcomes. A structured
questionnaire was given to a sample of 150 employees
working in the IT sector. The responses were recorded on a
five-point Likert scale (1 = strongly disagree to 5 = strongly
agree), ensuring standardised assessment of employee
perceptions.

Variables and Data Collection

e [ndependent Variables (HR Factors):

e Training Hours — measured as the number of hours
of formal training received annually.

e Salary Satisfaction — measured through self-
reported perceptions on the Likert scale.

e Work-Life Balance — measured
perception-based Likert-scale responses.

through

® Dependent Variables (Employee Outcomes):

e Employee Turnover Intention — likelihood of
leaving the organisation within one year.

e Job Performance — measured through supervisor
ratings and self-assessments on productivity,
quality, and goal achievement.

Statistical Tools

e C(Correlation Analysis — to determine the strength and
direction of relationships among independent and
dependent variables

e Regression Analysis — to predict turnover intention
based on HR factors.
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Table 1: Sample Data (Illustrative)

Employee Training SatsisafI::;{ion Work-Life Turnover Job Performance
ID Hours (1-5) Balance (1-5) Intention (1-5) (1-5)
E01 20 4 3 2 4
E02 10 2 2 4 3
E03 15 3 4 3 4
E04 30 5 5 1 5
EO05 8 1 2 5 2
Results If training programmes are viewed as irrelevant or go

Correlation Analysis

The absence of a significant link between training hours
and turnover intention (p > .05) suggests several theoretical
implications. It may reflect a disconnect between the training
provided and employees’ career development expectations.

unrecognised, they are less likely to impact turnover
intentions. In addition, as noted in studies by Noe (2010)
and Mitchell et al. (2001).

Pearson’s correlation coefficients were calculated to assess
the strength and direction of relationships among the study
variables. The results are summarised in Table 1.

Table 2: Correlation Matrix

Variables Training §alary_ Work-Life Turnoyer Job
Hours Satisfaction Balance Intention Performance
Training Hours 1 0.21 0.18 -0.18 0.25
Salary Satisfaction 0.21 1 0.48%* -0.62%* 0.47%*
Work-Life Balance 0.18 0.48%* 1 -0.55%* 0.42%%*
Turnover Intention -0.18 -0.62%* -0.55%%* 1 -0.39**
Job Performance 0.25 0.47%%* 0.42%* -0.39%** 1

Note: **p < .01 (significant correlations).

Key Findings
e Salary satisfaction and work-life balance show strong
negative correlations with turnover intention.

e Job performance is positively correlated with both
salary satisfaction and work-life balance.

e Training hours show only weak, non-significant

Regression Analysis

A multiple regression analysis was performed to assess
the predictive effect of HR factors on employee turnover
intention. The overall regression model proved to be
statistically significant.

e F(3,146) = 12.76,p < .001

relationships. e R?=0.58 — 58% of variance in turnover intention is
explained by HR factors.
Table 3: Regression Results Predicting Turnover Intention
Predictor B (Coefficient) | t-Value | p-Value Interpretation
Salary Satisfaction -0.42 -3.85 0.001 Significant negative predictor
Work-Life Balance -0.31 -2.97 0.004 Significant negative predictor
Training Hours -0.12 -1.25 0.214 Not statistically significant
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Interpretation of Findings

The analysis demonstrates that:

e Salary Satisfaction (B =-0.42, p <.001) and Work-Life
Balance (B=-0.31, p <.01) are significant predictors of
turnover intention. Employees with higher satisfaction
and better work-life balance are less likely to leave the
organisation.

e Training Hours (B =-0.12, p >.05) did not significantly
predict turnover intention, indicating that training
alone may not directly influence retention unless
linked to career development or recognition.

e The overall model emphasises that data-driven HR
practices centred on fairness in pay and work-life
balance are more successful in reducing attrition than
merely increasing training hours.

DISCUSSION

The objective of this study is to investigate the influence of
HR-related factors such as training hours, salary satisfaction,
and work-life balance on employees’ TOI and JP in the IT
industry. The findings have meaningful implications for
turnover and organisational productivity to both academia
and practitioners.

Salary Satisfaction as a Key Predictor of
Retention

The sense of salary satisfaction significantly decreases the
turnover intention ( =-0.42, p <.001). The more employees
believe their pay is fair, the less likely they are to leave the
company. This finding is consistent with the work of Kaur
and Fink (2017) and Huselid (1995), who emphasised that
compensation was crucial in retaining good employees, and
for their level of performance. In an industry like IT, where
finding good people is tough and staff turnover comes with
the territory, it is an HR strategy that cannot be ignored. The
results highlight the necessity of the implementation of just
remuneration systems to attract and retain employees in
competitive labour markets.

Work-Life Balance and Employee Well-Being

Work-life balance as well plays a role predicting in turnover
intention (f = -0. 01). This was consistent with previous
research, which had shown that work-life integration
influences employees’ engagement and loyalty (Mitchell
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et al., 2001; Bhatnagar, 2014). The negative relationship
between work-life balance and leave intention and its
positive role in job performance, means that organisations
with supportive practices will experience reduced turnover
levels and higher productivity. Flexible work arrangements
as well as wellness programmes could be useful tools in
increasing organisational commitment among employees
who have long hours and strict project deadlines in fields
such as IT.

Limited Role of Training Hours in Predicting
Turnover

The number of early training hours was not an important
predictor of turnover intention (f = -0.12, p > .05) despite
only a weak positive relationship with job performance (r
= (.25). This indicates that training may not decrease staff
turnover on its own unless the training fits with employees’
career vision and organisational appreciation (Noe, 2010).
To achieve effective retention, include training programmes
into career and performance management programmes.

Implications for HR Analytics and Strategic
Workforce Management

The variance of the turnover intention was explained
by 58%, underscoring the contribution of HR analytics
to predict, and shape employees’ behaviour. Overall,
perceiving salary satisfaction and work-life balance as
important to retention will also give organisations useful
insights. These findings provide additional support
to the increasing evidence of HR-related data-driven
strategies (Rasmussen & Ulrich, 2015; Minbaeva, 2021).
Furthermore, the results indicate that addressing positive
HR data with a predictive perspective enables managers
to intervene at an earlier stage and thus reduces unwanted
turnover.

Theoretical and Practical Contributions

This study theoretically supports the job satisfaction and
turnover models embodied by Locke (1976) and Mitchell
et al. (2001), adapting them to the IT industry. At a more
practical level, what these results suggest to HR leaders is
that evidence-based approaches around fair pay and work-
life balance are stronger weapons against attrition than the
same-old-same-old-format of training programmes. Firms
can use these learnings to inform more comprehensive
HR programmes that touch all three facets of employee
experience — financial, psychological, and developmental.
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Limitations and Future Research Directions

Although the study is valuable, it has some limitations that
should be acknowledged. The data were collected using a
cross-sectional survey, which limits the possibility to infer
causality. Future research should also consider longitudinally
how HR factors influence turnover. Second, the research
was focused only on the IT industry and this might restrict
the generalisability of these results to other industries.
Future research could explore alternative industries, such as
SMEs, whose HR analytics are developing. Finally, further
understanding of the turnover process can be facilitated
by taking other factors into consideration (for example,
organisational culture, leadership styles, and psychological
contract fulfilment).

CONTEMPORARY ISSUES IN HR ANALYTICS

The proliferation of HR analytics has transformed the way
companies nurture talent, elevate employee engagement, and
drive workforce productivity. However, a number of current
issues still remain with regard to successful application and
sustainability.

Data Privacy and Ethical Considerations

The big thing in HR analytics is the privacy of employee
data and how to use it ethically. As institutions collect ever
more sensitive information — including performance metrics,
health measurements, and behaviour data — the threat of
misuse or unauthorised access increases. Compliance with
data protection regulations such as GDPR is also crucial,
and espousing moral principles to maintain employees’ trust
(Minbaeva, 2021). Transparent on data capture, consent,
and the exercise of ethically sound governance is crucial for
ethical HR analytics adoption.

Skill Gaps in HR Analytics Implementation

Another pressing problem is a lack of analytical capability
in HR teams. Although HR practitioners are typically well-
versed in employee relations and organisational behaviour,
many have limited skills in advanced data analysis, statistical
modelling, or digital analytics platforms. This is frequently
due to a shortage of skills gap, which may result in reliance
on consultants or data scientists as an on-tap ‘solution’,
limiting the strategic use of HR analytics. Building internal
capabilities through training, cross-functional collaboration,

and upskilling for the digital world lies at the heart of
effective analytics-led HRM.

Integration with Al and Predictive Analytics

Fusing Al and predictive analytics in HR brings a range of
benefits, including predicting employee turnover, planning
talent development programmes. However, companies do
not find it smooth sailing, with high costs of implementation,
data integration problems, and reluctance among HR
professionals to trust decisions provided by the Al In
addition, risk of algorithmic bias, which can inadvertently
perpetuate disparate impact also poses ethical and managerial
issues. To overcome these barriers, companies must strike
the right equilibrium between technological advancement
and human judgement for fairness and inclusivity as well as
strategic alignment.

FUTURE RESEARCH DIRECTIONS AND
EMERGING OPPORTUNITIES

Future research could include additional variables such as
organisational culture, leadership style, and psychological
safety to better understand their impact on turnover and
performance. These factors may offer a more comprehensive
view of what influences employee outcomes beyond just
compensation and work-life balance.

Future research should explore how Al, blockchain, and
quantum computing can be combined with HR analytics.
Using these technologies can enhance organisations’
capacity to forecast talent trends, assess employee sentiment,
and oversee performance in real-time.

This study highlights the significant impact of salary
satisfaction and work-life balance on employees’ intention
to leave in the IT sector. Although these findings contribute
to HR analytics and organisational performance discussions,
they also open up several new avenues for future research.

Longitudinal and Multi-Sectoral Studies

Future research could employ longitudinal designs to track
employee behaviour over time, thereby offering deeper
causal insights into the evolving relationships between HR
practices, employee satisfaction, and turnover. Expanding the
scope to include sectors such as healthcare, manufacturing,
and education would also improve the generalisability of
findings beyond the IT industry.
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Integration of Advanced Predictive Models

With the rise of AI and ML, there is an opportunity to
create advanced predictive models that surpass traditional
regression analysis. Such models could reveal complex, non-
linear patterns in employee behaviour, allowing HR leaders
to identify hidden attrition risks and forecast performance
outcomes more accurately.

Linking HR Analytics with Employee
Experience (EX)

This study primarily examined HR variables such as
training, compensation, and work-life balance. Future
research could broaden this scope to encompass the full
Employee Experience (EX), including aspects such as
psychological safety, workplace inclusivity, and employee
voice, to provide a more complete understanding of the
factors influencing organisational outcomes.

Exploring the Role of Digital HR Platforms

The swift adoption of digital HR systems and cloud-based
platforms offers a promising area for future research.
Researchers could examine how digitalisation, automation,
and self-service HR portals affect employee engagement,
lessen administrative workload, and improve data-driven
decision-making.

Ethical and Privacy Dimensions in HR Analytics

As organisations increasingly depend on employee data,
future research must also explore the ethical and privacy-
related issues associated with HR analytics. Studies could
investigate frameworks for responsible data governance,
employee consent, and transparency to balance
organisational efficiency with ethical responsibility.

Cross-Cultural and Global Perspectives

Given the globalisation of talent markets, future research
could utilise a cross-cultural perspective to investigate
how HR analytics strategies vary across countries and
cultural contexts. Comparative studies between developed
and emerging economies may provide insights into the
contextual effectiveness of HR practices.
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Linking HR Analytics to Strategic Business
Outcomes

Finally, a promising approach involves connecting HR
analytics directly with financial and operational performance
indicators. By empirically showing how HR factors
affect revenue growth, innovation capacity, or customer
satisfaction, researchers can strengthen the business case for
HR analytics as a vital driver of competitive advantage.

CONCLUSION

HR analytics is transforming workforce management by
enabling decisions based on data. This research indicates
that salary satisfaction (p = -0.42) and work-life balance (p =
-0.31) significantly reduce turnover intention, while training
is positively correlated with job performance (r = 0.46).
HR variables explain 58% of the variability in turnover
intention (R? = 0.58), highlighting HR analytics as a vital
strategic tool. It can enhance retention and performance by
optimising pay, encouraging flexible working options, and
implementing targeted training initiatives.

The cross-sectional design limits the ability to infer causality,
and focusing solely on the IT sector restricts how broadly
the findings can be applied. Future studies should adopt
longitudinal approaches, explore multiple industries, and
examine emerging technologies such as Al, blockchain, and
quantum computing. These steps will improve predictive
accuracy and support secure, ethical data management.

In summary, HR analytics serves as a strategic tool that
enhances organisational competitiveness, offering a robust
path to sustainable workforce strategies within a dynamic
business landscape.
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