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Framing of the research. In today's highly competitive business environment, organizations are constantly seeking 

ways to improve their performance and gain a competitive advantage (Abbate et al., 2019; Behl et al., 2022). To do so, 

one way that is increasingly deemed as crucial for organizations is to manage their human resources (HR) in a 

strategic way (Saviano, Maria Luisa et al., 2018; Ramos-González et al., 2022). In fact, to maximize their benefits, the 

HR practices implemented by organizations have to be aligned with their general strategy (Akwei and Nwachukwu, 

2022). In order for this to happen, the HR departments of organizations are relying always more on new digital 

technologies. Among these, HR analytics has gained increasing attention in recent years (Di Prima and Ferraris, 2022; 

Margherita 2022). It is defined as «a proactive and systematic process for ethically gathering, analyzing, 

communicating and using evidence-based HR research and analytical insights to help organizations achieve their 

strategic objectives» (Falletta and Combs, 2021, p. 54). It is becoming an essential tool for HR professionals and 

business leaders alike, as it provides valuable insights into workforce trends (McCartney et al., 2021), identifies areas 

of improvement (Chalutz Ben-Gal, 2019), and helps to inform HR decisions (Marler and Boudreau, 2017). It also 

enables HR professionals and business leaders to understand employee behavior, to improve workforce planning, and 

to optimize HR practices to achieve organizational objectives (Tursunbayeva et al., 2018). By leveraging HR analytics, 

organizations can thus gain a competitive advantage by improving productivity (van der Togt and Rasmussen, 2017), 

employee engagement (Tursunbayeva et al. 2018), and retention rates (Chalutz Ben-Gal, 2019). 

In particular, HR analytics can positively moderate the relationship between HR management practices and 

organizational performance in several ways (Falletta and Combs, 2021). Firstly, HR analytics can provide 

organizations with real-time data and insights, which can help them to make more informed decisions about their HR 

practices (Cayrat and Boxall, 2022). This can lead to more effective HR practices, which in turn can lead to improved 

organizational performance (Rai and Singh, 2023). Secondly, HR analytics can help organizations to identify the 

specific HR management practices that are most effective in improving organizational performance. By analyzing HR 

data, organizations can identify which HR practices are most strongly associated with improved performance and focus 

their efforts on these practices (van der Togt and Rasmussen, 2017). This can lead to a more targeted approach to HR 

management, which can result in greater impact on organizational performance (Chalutz Ben-Gal, 2019). Thirdly, HR 

analytics can help organizations to identify areas for improvement in their HR practices. By analyzing HR data, 

organizations can identify areas where HR practices are not meeting expectations or are underperforming (Fernandez 

and Gallardo-Gallardo, 2021). This can help organizations to identify opportunities to improve their HR practices, 

which can lead to improved organizational performance. Finally, HR analytics can enable organizations to 

continuously monitor and evaluate the effectiveness of their HR practices. By collecting and analyzing HR data over 

time, organizations can identify changes in HR practices and their impact on organizational performance (Patre, 

2016). This can help organizations to continuously improve their HR practices and maintain high levels of 

organizational performance over the long term. Overall, HR analytics can positively moderate the relationship between 

HR management practices and organizational performance by providing organizations with real-time data and 

insights, helping them to identify the most effective HR practices, identifying areas for improvement, and enabling 

continuous monitoring and evaluation of HR practices. 

Despite the increasing interest in HR analytics by both academics and practitioners, some gaps can still be 

identified. First, previous research on HR analytics typically adopted a theoretical approach, without considering 

empirical evidence (Peeters et al., 2020). This is particularly true when it comes to HR analytics impact on 

organizational performance (Rasmussen and Ulrich, 2015; Marler and Boudreau, 2017; van der Togt and Rasmussen, 

2017; McIver et al., 2018) thus calling for a more complete, evidence-based understanding of the link between the two 

constructs. A notable exception to this is represented by the recent contribution by McCartney and Fu (2022), who 

developed the first validated scale to measure HR analytics. However, as admitted by the two authors, their study 

presents some evident limitations which should be addressed by future research. In particular, they used a small sized, 
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context-limited sample, as all examined organizations came from Ireland, thus exhorting future scholars to replicate 

their analysis in multi-industry, multi-sector and multi-country data sets. 

Purpose of the paper. The objective of this study is to investigate from an empirical point of view the effect of an 

HR analytics data-driven approach guiding the implementation of HR management practices on the performance of 

organizations. More specifically, we will investigate the positive effect of four HR management practices (employee 

rewards and incentives, employee training, talent acquisition and knowledge sharing) on organizational performance, 

and the moderating effect of HR analytics on these relationships. By drawing on contingency theory applied to HR 

analytics (Harney, 2016), which claims that the HR management activities will increase their effectiveness accordingly 

with their degree of fitness with the specific organizational context, we hypothesize that:  

H1: Employee rewards and incentives are positively related to organizational performance; 

H2: Employee training is positively related to organizational performance; 

H3: Talent acquisition is positively related to organizational performance; 

H4: Knowledge sharing is positively related to organizational performance; 

H5: HR analytics activities positively moderate the positive relationship between employee rewards and incentives 

and organizational performance; 

H6: HR analytics activities positively moderate the positive relationship between employee training and 

organizational performance; 

H7: HR analytics activities positively moderate the positive relationship between talent acquisition and 

organizational performance; 

H8: HR analytics activities positively moderate the positive relationship between knowledge sharing and 

organizational performance. 

Our model and hypotheses are summarized in figure 1. 

 

Fig. 1: Research Model and hypotheses 
 

 

Methodology. We developed a self-administered survey to be completed by HR managers of European organizations 

which implemented HR analytics activities in the past three years.  The online platform “Prolific” is being used to select 

participants which respect the aforementioned conditions and to deliver the questionnaire (Jabeen, et al. 2022).  

Participants were informed that their answers will be anonymous, confidential, and used for scientific research 

exclusively. Attention check and reverse coded questions were inserted to assure answers’ goodness. A pilot-test was 

conducted in collaboration with members of the Italian Association of Human Resource Directors (AIDP), from which 

emerged the need to rephrase the reverse coded questions to increase their clarity.  

The questionnaire was developed by adapting items that had been previously validated in other studies to improve 

the validity and reliability of the study (Fink, 2003; Martin, 2005; Groves et al., 2013). For the same reason, each 

variable was assessed by using a multi-item structure, and their items were measured through a 5-points Likert scale 
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ranging from 1 (strongly disagree) to 5 (strongly agree), apart from organizational performance which will be 

measured through a 5-points Likert scale ranging from 1 (much worse) to 5 (much better) (Peter, 1979; Groves et al., 

2013). 

Employee rewards and incentives will be our first independent variable. It will be measured by 7 items taken from 

Heffernan et al. (2016). Employee training will be our second independent variable. It will be measured by a total of 8 

items from Botelho (2020). Talent acquisition will be our third independent variable. It will be measured using 5 items 

from Mujtaba et al. (2022). Knowledge sharing will be our fourth independent variable. It will be assessed by 7 items 

all taken by Yang and Chen (2007) 

Organizational performance will be our dependent variable. It will be analyzed based on two dimensions. The first 

will be operational performance and will be composed of two subdimension, product and service quality, which will be 

assessed by three items each, all taken by Akhtar et al. (2019). The second will be financial performance, and will be 

measured by three items taken by Kyrgidou and Spyropoulou (2013) and Real et al. (2014). 

HR analytics will serve as the moderator of the relationship between the aforementioned HR management practices 

and organizational performance. It will be measured by a total of 14 items belonging to three main dimensions, namely 

high quality data, analytical competency and strategic ability to act. All items will be taken by McCartney and Fu 

(2022). 

Finally, the model will include three control variables, which will be firm size (measured as the logarithm of sales) 

(Gimenez et al., 2012; Longoni and Cagliano, 2016), number of employees of the organization (Akhtar et al., 2019), 

and firm ownership (public vs private) (Do et al., 2018). 

Data will be organized and processed through the IBM SPSS Statistics v.28 software, which will be used to derive 

the descriptive statistics and the correlation among variables, as well as to determine the normal distribution of data 

and that no multicollinearity or common method bias issues are present. SPSS AMOS v.28 will be then used to assess 

the validity and reliability of the measurement model, and to consequently verify the hypothesis. We will use the SEM 

technique to simultaneously assess multiple statistical relationship through visualization and model validation as, for 

example, in Chatterjee et al. (2022) or McCartney and Fu (2022). As it has been flagged as the most appropriate 

method for theory testing and confirmation in deductive studies (Hair Jr et al., 2017; Dash and Paul, 2021), a 

covariance based structural equation modelling (CB-SEM) will be used. 

Results. As we are still in the data collection phase, analysis still have to be conducted. However, we can discuss 

about our expected results. First, we expect a positive relationship to exist between the aforementioned HR 

management practices and organizational performance. In fact, several studies already demonstrated the positive effect 

of employee rewards and incentives (Hussain et al., 2015), employee training (Omar and Mahmood, 2020), talent 

acquisition (Mujtaba et al., 2022) and knowledge sharing (Hsu, 2008) on organizational performance. More 

interestingly, we also expect HR analytics to positively moderate these relationships. 

Regarding the relationship between employee rewards and incentives and organizational performance, HR 

analytics can provide insights into which rewards and incentives are most effective in motivating employees to improve 

their performance (van den Heuvel and Bondarouk, 2017). Through data analysis, organizations can identify which 

rewards and incentives are most effective for different employee groups and tailor their rewards and incentives 

programs accordingly (Chalutz Ben-Gal, 2019). This can lead to increased employee motivation, higher performance, 

and improved organizational performance. Consequently, we expect HR analytics to positively moderate the 

relationship between employee rewards and incentives and organizational performance. 

In terms of employee training and organizational performance, HR analytics can provide insights into the 

effectiveness of training programs and identify areas for improvement (Barbar et al., 2019). By analyzing training data, 

organizations can evaluate the impact of training on employee performance and identify which training programs are 

most effective (Chalutz Ben-Gal, 2019). This can help organizations to design more effective training programs and 

ultimately improve organizational performance. Consequently, we expect HR analytics to positively moderate the 

relationship between employee training and organizational performance. 

With regards to talent acquisition and organizational performance, HR analytics can help organizations to identify 

the best candidates for different job roles (Lam and Hawkes, 2017). By analyzing recruitment data, organizations can 

identify the most successful recruitment channels and recruitment sources for different positions (Chalutz Ben-Gal, 

2019). This can help organizations to target their recruitment efforts more effectively and improve their recruitment and 

retention rates, which can lead to improved organizational performance. Consequently, we expect HR analytics to 

positively moderate the relationship between talent acquisition and organizational performance. 

Finally, in terms of knowledge sharing and organizational performance, HR analytics can enable organizations to 

better manage their knowledge resources (Kashive and Khanna, 2022). By analyzing knowledge sharing data, 

organizations can identify knowledge gaps and opportunities for knowledge transfer and implement knowledge 

management strategies accordingly (Chaubey and Sahoo, 2019). This can lead to improved knowledge sharing and 

collaboration across different departments and teams, which can ultimately improve organizational performance. 

Consequently, we expect HR analytics to positively moderate the relationship between knowledge sharing and 

organizational performance. 

Research limitations. This study presents some limitations which could be addressed by future research. First, our 

sample was composed of European organizations only. Future studies could replicate our research in other contexts to 

verify if some difference exist. Second, as our questionnaire was filled out by HR managers only, future studies could 

adopt a multistakeholder approach by taking into account the perspective of other HR analytics stakeholders as, for 
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example, the employees of the organization or the top management. Finally, as we adopted a cross-sectional design, 

future studies could adopt a longitudinal approach to collect data. 

Managerial implications. This study will support practitioners from two main point of views. First, it will furnish 

them with useful insight regarding their HR management practices, as it will provide them with hints that will enable 

the maximization of their HR investments. Secondly, this study will provide HR professionals and business leaders with 

practical insights into how they can leverage HR analytics to improve the effectiveness of their HR practices and 

enhance organizational performance. In fact, the eventual confirmation of our hypotheses will further demonstrate the 

positive impact that HR analytics can produce not only within the HR management realm, but also on wider 

organizational outcomes as, in this case, organizational performance, thus furtherly increasing the acceptance of this 

practice at different organizational level. In fact, even if the popularity of HR analytics has been strongly increasing in 

the past years (McCartney and Fu, 2022), most organizations still not consider it as a relevant practice able to produce 

a real positive impact on them. 

Originality of the paper. The contribution of this research will be threefold. First, it will contribute to HR 

management literature related to HR analytics by widening the number of studies that empirically investigated HR 

analytics impact on organizational performance. In fact, previous studies typically adopted a theoretical approach 

(Rasmussen and Ulrich, 2015; Marler and Boudreau, 2017; van der Togt and Rasmussen, 2017; McIver et al., 2018). 

By doing so, we will make a step forward towards a more complete, evidence-based understanding of the link between 

the two constructs. Secondly, we will answer the call by McCartney and Fu (2022), as we considered a larger, multi-

industry, multi-sector and multi-country sample. By doing so, we will contribute to methodologically strengthen their 

conclusions, as we will demonstrate that they are generalizable not only to a wider, but also to a more heterogeneous 

sample. Finally, we will offer our contribution to contingency theory, as we will empirically demonstrate its 

applicability also with regards to a relative new topic as HR analytics. 
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