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IMPACTO DA GESTÃO DO CAPITAL HUMANO NO DESEMPENHO ORGANIZACIONAL COM O 

EFEITO DE MEDIAÇÃO DA ANÁLISE DE RECURSOS HUMANOS 

 

RESUMO 

Finalidade: O objetivo principal do estudo é examinar a relação entre Gestão de Capital Humano, Análise de 

Recursos Humanos e Desempenho Organizacional através de pesquisa sistemática de literatura  

Estrutura teórica: Os autores desenvolveram uma estrutura conceitual para examinar a relação entre os 

componentes da Gestão do Capital Humano (HCM ) e seu efeito sobre o desempenho organizacional com a 

mediação da análise de RH.  

Design/metodologia/abordagens: O estudo é baseado em uma extensa revisão sistemática da literatura coletada 

de estudos anteriores 

Conclusões: A revisão sistemática validou o modelo conceitual proposto e constatou que a análise de RH ajuda 

as organizações a rastrear sua gestão de capital humano e melhora o desempenho organizacional 

Pesquisa de implicação social prática: Este estudo faz contribuições significativas para o corpo de conhecimento 

existente de gestão de capital humano e aplicação de ferramentas inovadoras de análise de RH. 

Originalidade/valor: O estudo é mais relevante e praticamente aplicado à organização que se encontra na fase de 

implementação da análise de RH para a Gestão do Capital Humano para aumentar o desempenho organizacional. 

 

Palavras-chave:  Análise de RH, Desempenho Organizacional, Gestão do Capital Humano 

 

 

IMPACTO DE LA GESTIÓN DEL CAPITAL HUMANO EN EL RENDIMIENTO DE LA 

ORGANIZACIÓN CON EL EFECTO DE MEDIACIÓN DE HUMAN RESOURCE ANALYTIC 

 

RESUMEN 

Objetivo: El objetivo principal del estudio es examinar la relación entre la gestión del capital humano, el análisis 

de los recursos humanos y el rendimiento de la organización a través de un estudio bibliográfico sistemático.  

Marco teórico: Los autores desarrollaron un marco conceptual para examinar la relación entre los componentes 

de la Gestión del Capital Humano (GCH) y su efecto en el desempeño organizacional con la mediación de la 

analítica de recursos humanos  

Diseño/metodología/enfoques: El estudio se basa en una amplia revisión sistemática de la literatura recogida en 

estudios anteriores. 

Resultados: La revisión sistemática validó el modelo conceptual propuesto y descubrió que la analítica de RRHH 

ayuda a las organizaciones a hacer un seguimiento de su gestión del capital humano y mejora el rendimiento de la 

organización 

Implicación social práctica de la investigación: Este estudio contribuye de forma significativa al conjunto de 

conocimientos existentes sobre la gestión del capital humano y la aplicación de la innovadora herramienta de 

análisis de RRHH. 

Originalidad/valor: El estudio es más relevante y se aplica en la práctica a las organizaciones que se encuentran 

en la fase de implementación de la analítica de RRHH para la gestión del capital humano con el fin de aumentar 

el rendimiento de la organización. 

 

Palabras clave:  Análisis de RRHH, Rendimiento Organizativo, Gestión del Capital Humano 
 

 

INTRODUCTION 

One of the vital factors contributing to the success of an organization is human capital, 

which drives path breaking changes and creates a learning environment. Currently, organization 

performance is largely determined by the innovative technology of human resource analytics, 

which plays a key role in managing intellectual capital.Organizational performance is the most 

important dependent variable for academics interested in management disciplines (Mishra et 

al., 2019) .organization's personnel are increasingly important to its ability to succeed and 

acquire a competitive edge. Companies are therefore concentrating on increasing worker 
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productivity through significant human capital development programmers using HR 

analytics(Khayinga & Muathe, 2018). This will support both the accomplishment of business 

objectives and the organization's long-term survival. Through the Human resource analytics 

(HRA) the study investigates how human capital management affects business 

performance(Tortia et al., 2022). A thorough analysis of the pertinent research literature led to 

the development of the theoretical framework for a detailed study of the HCM components, 

with recruitment and selection, training and development, performance appraisal, compensation 

and benefits, career development, and organizational performance(Kulkarni, 2013). A review 

of the prior literature based on previous research publications and the contributions of other 

researchers are discussed in detail. A descriptive research methodology is used to investigate 

the Human Capital Management component and examine its impact on organizational 

performance In this study, it has been shown that a rationalized performance evaluation and 

proper recruitment and selection of bank employees can maximize the customer's satisfaction 

and quality of service.(Oladipupo & Olubusayo, 2020).HR analytics as part of human capital 

management improves organisational performance(Gibbons, 2020). As a innovative tool it 

provides valuable contributions to the field of human capital management  and organizations  

overall performance(Jyoti et al., 2020).  

 

Meaning of Human Capital Management 

Human capital management (HCM) is a focused strategy used by businesses to recruit, 

hire, train, develop, and keep the best employees (Gibbons, 2022).The practice of HCM is used 

to cultivate talent and inspire workers to realize their full potential. The business may increase 

staff retention and performance using HCM (Jamal & Saif, 2011). Chimoga's (2022) Study 

about the discipline of human resource management is undergoing a significant transformation 

from a narrowly defined job to a varied one that includes anything from secretarial tasks to 

assisting businesses in achieving their goals through comprehensive human capital plans. 

Salary comparisons Utilize the Indeed Pay Calculator to get customized salary information. 

The system enables businesses to make investments in their workforces, enabling their teams 

to contribute to the greatest calibre of goal achievement. Employees are seen by HCM as 

precious resources that must be exploited to reach their full potential. Organizations where 

workers eventually succeed in achieving the majority of their goals also offer tools for the 

expansion and development of the fundamental competences and abilities required for success 

(Siddiqui, 2012). The use of human capital management enables them to identify skill shortages 

and concentrate their hiring efforts on filling such gaps. Employees can work in roles that allow 
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them to share their abilities, which lead to greater job satisfaction (Gurusinghe et al., 2021). 

The organization benefits from human capital management by having a committed staff that 

supports its objectives (McCartney & Fu, 2021). 

Definition and operation of human capital management is concerned with maximizing 

the value of an organization's human resources in order to provide the greatest outcomes(Tortia 

et al., 2022). It includes activities related to human resources, pay, performance, and other 

important areas that are vital to a company's tactical and strategic goals. A method for 

improving staff productivity and effectiveness is provided by human capital management 

(Chimoga, 2022). It offers a comprehensive approach for handling hiring, training, 

development of employees and performance reviews. By determining each person's capability, 

competences, connecting them with a role that enable them to realize their full potential, this 

technique gives an atmosphere where particularized workers may succeed (Jyoti et al., 2020b). 

This allows the business to get a good profit on its training, and job satisfaction investments in 

its employees. A robust corporate culture, promotes employee development, feedback, 

dedication to organizational objectives may be developed through human capital management 

(Lawler III & Boudreau, 2012). Employees may have greater career autonomy as a result, and 

they may be able to apply their abilities and skills for the business in the long run.  

 

Human resource analytics (HR analytics)  

The research in Human resource analytics (HR analytics) has been attracted many 

researchers in recent years and is a recently emerging research area for practitioners .The 

research is still in the nascent stage.The HR analytics tool can help an organization understand 

its strengths and weaknesses. HR analytics quantify and comprehend current HR data to 

produce insights that let firms make strategic decisions about people management that are in 

line with business requirements(Lesley University, 2015). The conclusions drawn from the HR 

study should demonstrate how the firm benefits from investing in human resources. To quantify 

HR productivity and ROI, personnel management, financial, and operational data should all be 

integrated(Marler & Boudreau, 2017). People analytics, workforce analytics, and other words 

are sometimes used interchangeably when referring to HR analytics. It's crucial to remember 

that they do, however, somewhat diverge(Angrave et al., 2016). The focus of people and 

workforce analytics is on employee-related indicators. On the other hand, HR Analytics 

evaluates how well the HR function is performing (Mishra et al., 2018). It influences the 

procedures they use and the fresh ideas they encourage among staff members. It is crucial to 

comprehend how analytics may advance HR in this regard (Opatha, 2020).  
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The employee experience is influenced by a variety of touch points throughout the 

employment lifecycle. Every day the employee takes is a step in their path. They make 

observations each day and interact with other staff members and systems to discuss 

insights(Gaur, 2020). With the help of HR analytics, you may gather information at every stage 

and create plans to enhance the working environment. This can entail improving existing 

procedures or developing new ones. Employees feel appreciated when their opinions are 

included in decision-making. Gaining the trust of your staff may increase retention and 

engagement(Bapna et al., 2013). 

 

Organizational Performance Metrics 

There are three methods for evaluating an organization's performance. The three most 

often utilized metrics are productivity, effectiveness, and ranking. 

Peter F. Drucker, a renowned management expert, thought that personnel needed to 

comprehend the connection between their actions and the outcomes(Gurusinghe et al., 2021). 

Managers must set the performance indicators in advance so that employees can make the 

connection and aim for high performance, according to his statement that "Performance must 

be the organization's principal focus and the organization's driving principle(Arora et al., 

2022)." The most often used organizational performance indicators are those that measure 

productivity, effectiveness, and industry rankings(Shyaa, 2019). 

1. Productivity is the total output of goods or services divided by the inputs necessary 

to generate that output. For outcomes, organizations put forth a lot of effort. They want 

to produce a lot of goods and services with little capital outlay(Pillai & Sivathanu, 

2021a). Sales revenue from such products and services measures the productivity of an 

organization (selling price x number sold). An indication of input is the cost of gathering 

and transforming organizational resources into outputs(Mondore & Carson, 2011). To 

increase productivity, management must increase output prices while reducing input 

costs (selling price). This involves carrying out the organization's job tasks more 

effectively. Thus, organizational productivity becomes a measure of how well 

employees do their duties(Pillai & Sivathanu, 2021b). 

2. Organizational effectiveness measures how well a company achieves its goals and 

how realistically it does so. It is a common performance statistic used by managers. 

There are various definitions of organizational  effectiveness put forth by management 

researchers(Ali et al., 2019; Anwar & Abdullah, 2021; Conțu, 2020; Manoharan et al., 

2022b). For instance, the systems resource model of organizational success contends 
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that a company's effectiveness is based on its ability to make the most of its available 

resources and make good use of its surroundings. The organizational ability to 

successfully convert inputs into desired outputs is highlighted by the process model, 

which also shows the administrative transformation processes(Jamal & Saif, 2011). The 

many constituencies model also advises employing a variety of effectiveness metrics 

taking into account the varied criteria of the organization's constituents. Customers, 

advocacy groups, suppliers, and security analysts, for example, would all have criteria 

for evaluating the organization’s performance. Managers should ultimately pay 

attention to how well the organization accomplishes its goals, even if these models may 

assist assess certain aspects of organizational  performance(Ali et al., 2019). When 

creating strategies, processes, job activities, and worker efforts, management makes 

decisions based on this information(Otoo, 2019). 

3.The ranking of industries is determined by certain key performance indicators. For 

example, the best performing Fortune 500 companies are ranked based on financial 

metrics such as profitability, return on sales, and return on equity(Naisa et al., 2020). 

Growth in revenue per employee, revenue per dollar in assets, and revenue per dollar in 

equity, and earnings growth over one, five, and ten years Industry Week's best-managed 

works are companies that have excelled in a (Durai et al., 2022)variety of areas, 

including finance Performance, innovation, leadership, globalization, alliances and 

partnerships, employee benefits and training, and community engagement. As a result, 

different agencies apply different standards or metrics to assess the effectiveness of 

organizations within a particular sector or industry(Kadiresan et al., 2015).  

A number of productivity indicators, including absenteeism and revenue per employee, 

may be measured through HR analytics. High levels of absenteeism raise the cost of staffing 

while simultaneously decreasing productivity. It may also be a sign of the happiness and morale 

of the employees(Naisa et al., 2020). Total income is estimated by splitting it by the overall 

number of full-time equivalent (FTE) employees. This yields revenue per employee. This 

shows the average amount of revenue that each employee adds to the company's bottom 

line(Pillai & Sivathanu, 2021). The reference point for this statistic might differ greatly between 

industries. It is a productivity indicator that enables HR experts to comprehend the expansion 

of the company. However, in order to provide a thorough view of the company's profitability, 

labour expenses must also be taken into account (Manoharan et al.2022). 
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Proposed Conceptual Model 

 

Figure 1 conceptual framework 

 
Source: Author conceptual Model 

 

The authors developed a conceptual framework by incorporating both academic 

literature and practitioner suggestions in the field of Human capital management, HR analytics 

and organisational performance  

 

Formulation of Hypothesis  

H1(a) : The Components of Human capital management has significant influence on 

organisational Performance 

H1(b) There is a mediation effect of HR analytics between Human capital management 

and organisational Performance 

 

Objectives of the study 

1. To explore various literature and researchers findings of previous study to study the 

impact of Human capital management on organizational performance with the 

integration of HR analytics. 

2. To develop a research frame work to examine the effect of various components of 

Human capital management on organisational performance with the mediation effect of 

HR analytics 
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METHODOLOGY 

The study is based on comprehensive literature review of all pertinent studies .The  study  

is established by combining published and unpublished information. The paper examined the 

references, authors, topics, citations and journals of the studies and practitioners ideas to 

examine the impact of Human capital management on organizational performance and the 

mediating role of HR analytics in the relationship between HCM and organizational 

performance. The study aims to develop research frame work. 

 

Literature Review 

Components of HCM  

Waseef Jamal and M. IqbalSaif (2011) explained a link between human capital 

management and organizational performance, arguing that investing in human capital is a 

competitive advantage at organizational and national levels. Based on human capital 

management, the organization's future performance may be projected. Human capital 

encompasses education, training, and other employee-related activities that enhance the 

employee's values, knowledge, skills, and talents. 

Employee work happiness and improved employee and organizational performance are 

correlated. The development of human capital is essential to organizational and revolutionary 

change. Yasmeen Rizvi (2011) came to the conclusion that there is a correlation between HCM 

metrics and organizational performance. 

 

Recruitment  

Recruitment and selection are two of the HCM's primary responsibilities. The stages 

include job analysis, workforce planning, and selection. A company's success is solely 

dependent on its workforce(W, 2016). Human resources are frequently regarded as an 

organization's most significant asset. This essay's introduction defines the recruiting and 

selection procedure. The job analysis approach includes examining the purpose of jobs as well 

as their timeliness(Caron & Batistic, 2019b). Workforce planning is the process of estimating 

how many employees will be required to do a task or activity at a given period in the future. 

Recruitment and selection can only start when personnel planning has identified the 

requirement for new staff(Caron & Batistic, 2019b). Recruiting and selection processes vary 

from firm to organization (W, 2016). 

The primary determinants of human resource entrance into any organization which also 

tend to have an impact on the success and sustainability of SMEs are recruitment and selection 
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processes, according to Ongori Henry and Temtime Z (2009). If owners/managers adopt these 

principles seriously, they will likely improve human capital management practices and boost 

organizational performance. 

In the current study, the recruitment and selection processes, sources of recruitment, and 

selection mechanisms are compared and contrasted between Bangladesh's state and private 

manufacturing organizations. Mir Mohammed Nurul Absar (2012) cites recruitment and 

selection as two of the most important tasks in human resource management 

Top talent may be found and attracted with the use of HR analytics in recruitment. For 

instance, HR can identify high-performers among candidates with comparable skill 

sets(Dessain, 2016). Additionally, it can assist recruiters in making competency-based 

judgments and avoiding random bias(Sb & Soudikar, 2016). Other metrics to consider when 

hiring include: Fill time, which is determined by counting the days between the establishment 

of a requisition and its filling. Knowing this enables resource planning and better preparation 

for recruiters (Ben-Gal et al., 2022). The ratio of accepted job offers to all job offers issued by 

recruiters is known as the offer acceptance rate. Strategies to enhance the recruiting process for 

candidates can be used to lower this measure(Dessain, 2016). 

Gibbon( 2022)A human capital strategy is a collection of tactics for selecting and 

recruiting the best candidates, developing career plans for workers, teaching and mentoring 

them, motivating them to always do their best work, and overseeing performance (Arora et al., 

2021). A corporation has to know its employees inside and out if it wants to get the most from 

them. The processes and activities that must be followed for a project to be successful are 

included in a plan for executing human capital strategies; it must have dependable resources, a 

budget, and a deadline for doing so with the following components (Ferreira et al., 2022). 

 

Training and development  

New hire orientation, job skill training, development, and professional development are 

all part of the HCM function of training and development. By preparing people to operate cross-

functionally and fostering their professional talents in their existing roles, these improvement 

initiatives help workers become more valuable to the company(Khan et al., 2011). By educating 

future leaders for more responsible roles and positions of greater authority, career development 

strengthens an organizational planning strategy. The training and development aspects of 

human resources management mirror the norms of internal promotion and validate employees' 

career aspirations(Kulkarni, 2013). 
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Davis and Bates (2010) emphasize the use of role-playing, cases, simulation, mediated 

exercises, and computer-based learning to expose employees to a current and relevant body of 

information and real-world scenarios and come to the conclusion that a training programme 

will be beneficial only when a trainee can put the theoretical concepts they have learned in a 

training programme into practice in their workplace. 

From the perspectives of the trainer, trainee, designer, and evaluator, training objectives 

are crucial. According to R. Karthik (2012), the training goals explain the learner's expectations 

following the training course. 

Davis and Bates (2010) conclude that a training programme will benefit only when a 

trainee can put the theoretical concepts, they have learnt in a training programme into practice 

in their workplace. To expose Employees to a current and relevant body of information and 

real-world scenarios, they emphasized the use of role-playing, cases, simulation, mediated 

exercises, and computer-based learning. 

R. Karthik (2012) The training goals outline the learner’s expectations after the training 

course. From the viewpoints of the trainer, trainee, designer, and evaluator, training objectives 

are essential. 

 

 Performance appraisal 

According to Ahmad and Shahzad (2011), employee performance is influenced by a 

variety of factors, including remuneration practices, performance review procedures, and 

promotion procedures. They went on to say that an employee's behaviour and contributions to 

the success of the company are fundamentally reflected in their apparent performance. 

Employee performance is described by Anitha (2013) as an indication of financial or 

other employee outcomes that are directly tied to the effectiveness and accomplishment of the 

firm. It also demonstrated that crucial elements influencing employee performance include the 

work environment, leadership, connections between team members and employees, training 

and career development, incentives programmes, rules and procedures, workplace wellbeing, 

and employee engagement. 

Performance reviews, which are widely used in HCM, are a great tool for comparing 

workers' levels of performance to the required standards(Pal shikar et al., 2017). When it comes 

to determining the rate of performance of employees, a performance appraisal is (Manoharan 

et al., 2022a)a systematic, yearly or periodic procedure and system of evaluating the level of 

job performance, job production, job rotation, and yield of a specific employee in comparison 

to certain predefined condition and organizational goals Manase, K. & N. Reddy (2009). 
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Additional characteristics of certain workers are also taken into account, such as: B. The 

employee's level of performance, which is established in the target hiring, is measured taking 

into account organizational citizenship and conduct, accomplishments, room for future 

progress, and strengths and shortcomings. Etc. J. Abu-Doleh & Weir, D. In order to attain the 

best performance, performance management methods are used to coordinate and manage all 

organizational resources (physical, human, technological, and informational). (P.M. 

Muchinsky 2012). The management and maintenance of performance levels inside an 

organization heavily influences whether the organization succeeds or fails. Maintaining 

outcomes for everyone should be among the top goals of contemporary businesses. 

Improvement in performance evaluation is thus required to analyze and justify levels of 

performance. (J.P. Muczyk & M. Gable 1987). Performance evaluation is regarded as the most 

significant and essential tool for an organization because the data and findings it produces are 

very helpful in making decisions about a variety of staff issues, including promotion conditions, 

performance measurement, and rewarding long service and merit raises(Kadiresan et al., 2015). 

The effectiveness and productivity of human resources and organizational sub-departments like 

recruitment, selection, training, and compensation, motivation and performance appraisal, well-

being and health, and grievance management are assessed and quantified using performance 

metrics that correlation information gathering and decision-making processes(Naisa et al., 

2020) This study focuses on analysing how performance evaluations affect individual results, 

organizational outcomes, and output and productivity(Palshikar et al., 2017). 

 

Compensation and benefits  

A thorough understanding of how firms reward their employees is embodied in the 

Human Capital Management of Compensation and Benefits component(Biswas, 2005). Since 

employee wages can make up as much as 70% of an employer's cost to grow their business, 

according to a 2011 white paper cover by DB Squared for World at Work, an Arkansas-based 

compensation consulting firm, sham in compensation does, however, offer some understanding 

into the concept, behind HR practices. It claims that the idea and practice of employee 

remuneration is one of internal equity and outward competitiveness(Ben-Gal et al., 2022). 

In order to effectively use compensation as a motivator, human resource managers need 

to take into account four crucial components of salary systems in a business, according to 

Popoola and Ayeni (2007). These include (a) job quotas, which represent the importance a 

company places on each position; (b) performance-based compensation, which encourages 

employees by rewarding them; (c) personal or unique allowances; and (d) fringe benefits, which 
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include paid time off, pensions, etc. The performance of the company is impacted by the 

compensation management system, according to examination of the data gathered from 

respondents. Adekoya Ismaeel Adeniyi (2013) highlights how other factors, in addition to the 

economic one, may have a favourable or negative impact on an employee's performance, 

particularly in the public sector (Ports Authority of Nigeria case study). 

 

Career Development  

According to Thomas and Tymon (2009), meaningfulness, development, choice, and 

competence are four elements of intrinsic motivation. Meaningfulness is the feeling that one's 

work is worthwhile and significant. Progress is the sense that one's work is moving forward and 

being completed. Choice is the feeling that one is free to choose activities and carry them out 

correctly. Competence is the feeling that one is skilled in particular tasks. 

According to Tymon et al. (2011) author's research, a career is nothing more than a 

position or job that a person holds while employed. For different businesses, hiring individuals 

is a meticulously designed plan. For some businesses, a career is only a matter of luck. Planning 

your career does not guarantee success, in fact. 

Professional planning must be put into practice in order for employees to always be 

ready to take advantage of potential career chances, claim research by Dalia Rosa et al. (2020); 

Kang & Kaur (2020); Park et al., (2020); Verma & Kesari, (2020); Wong et al., (2020); and 

Zuo et al., (2020). Career planning is often developed by successful firms, who then work to 

accomplish their objectives. 

The study is focused on career development since HCM emphasizes the personal growth 

of each employee while also integrating several functional aspects of human resources 

management(Saleem & Amin, 2013). Knowing and defining the company's strategy, culture, 

values, expectations, and job needs is required to design an employee's career path. You also 

need to map the individual's present knowledge, skills, motivations, attitudes, and personality 

traits(Otoo, 2019). Organizational and personal objectives can thus be more effectively 

matched with the development strategy going forward. Career growth requires that individual 

aspirations and corporate objectives be in line(Tymon et al., 2011). 

 

Human resource Analytics  

According to Saraswathy et al. (2016), HR Analytics is a strategy for understanding and 

examining the causal relationship between HR practices and reliable execution results by using 

quantifiable tools and investigations dependent on the necessary proficiency and adequacy 
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measurements and effect. The HR assessment recommends making up the necessary report of 

HR data or estimates to develop HR-related forecasts. (Bassi 2011) 

According to Venkata Krishnan C et al. (2017), HR analytics will assist organizations 

in gathering current operational data into a dynamic strategy to handle upcoming HR concerns. 

Information sources that are helpful for analysis include electronics, internet media, mobile 

sound data, mobile video appraisal capture, video conversations with maintenance, virtual 

acceptance, and social communication tests. 

The way data is used in predictive analytics is different from HR analytics. HR analytics 

is used to assess performance and find areas for development(Bhat, n.d.). On the other hand, 

predictive analytics makes forecasts about specific workers or HR projects using data. 

Prognosis is another name for this. Data mining techniques are used in the procedure to generate 

a prediction model or algorithm using historical data(Guru et al., 2021). The algorithm is then 

used to forecast future events using fresh data. Predictive analytics, for instance, can forecast 

employee performance over the following five years or determine whether a worker is likely to 

leave the organization during the first year of employment (Zafar et al., 2022). It may also be 

used to assess the effects of certain HR activities, such as B. using a candidate's social media 

presence, such as LinkedIn, as a selection criterion (Arora et al., 2021). 

Implementing HR analytics begins with gathering trustworthy and high-quality data. 

This data is monitored and recorded compared to averages, norms, historical data, and 

benchmarks (Banik, 2018). Finding trends and patterns that may be used to generate actionable 

insights is another step in the analysis of HR data. Employee dashboards are a fantastic tool for 

clearly displaying key information. In order to streamline HR analytics and recruit business 

intelligence teams, many firms are investing in analytics(Banik, 2018). Executives and HR 

professionals alike may use what you learn about the workplace and current HR procedures to 

turn an organization's HR function into a competitive advantage. 

There are a few areas where it is acknowledged that information is helpful for an 

executive's work: knowledge and action are managed, including how human understanding is 

drawn in, chosen, and retained; maintained and put to use; compensated and stirred. 6.2.1 

Baron. A (2011) The aim of this research was to identify how HR professionals may advance 

the evaluation of human resources. 

 

Organizational Performance 

According to Daft (2000), organizational performance is the inevitable result as opposed 

to the projected development, which is the intended conclusion envisioned by the organization. 
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Recardo (2001) argued that performance incorporates the former and includes value, 

consistency, proficiency, worth, and many other qualities, whereas productivity just refers to 

the effort made during a given time period or schedule. 

Performance, according to Lebans and Euske (2006), is a monetary or non-monetary 

metric that demonstrates the degree to which an organization has achieved its objective. 

Managers are mainly concerned with the outcomes of all processes and activities inside 

an organization or organizational performance(Alabi et al., 2015). Managers must understand 

the factors contributing to outstanding organizational performance; it is a challenging but 

essential topic. After all, you don't want to fight way to mediocre performance(Mishra et al., 

2019). They covet the organizations, Units of work or workgroups to work with a high level of 

execution regardless of the goals, strategies or objectives pursued(Khan et al., 2011) 

Thoman & Lloyd (2018) The goal of this paper is to present a literature review that 

explains the evolution of HR from its inception as a HRM service of the organization to its 

current role as a strategic partner helping companies grow into dynamic, high-performing 

organizations. The following discussion highlights the existing literature that explains how this 

evolution has happened over time and reflects the overall progression of t. 

Managers keep an eye on and control the performance of their organizations because it 

enhances asset management, customer value production, and measures of organizational 

knowledge(Mishra et al., 2019). Evaluations of an organization's performance also have an 

impact on its reputation. Managers in high-performing companies oversee organizational 

resources to maximize value. The act of purchasing, maintaining, replacing, and selling assets 

as needed, together with the creation of business plans to capitalize on the value these assets 

may give, is known as asset management(Sivathanu & Pillai, 2020). All managers, not just the 

top ones, must deal with the issue of asset management. Managers at all organizational levels 

and work areas make decisions based on what they believe will lead to high performance levels 

for their available resources, such as personnel, data, equipment, and so on(Sivathanu & Pillai, 

2019). Since achieving high levels of organizational performance is crucial in both the short 

and long terms, managers look for strategies to manage their assets more effectively in order to 

perform well on the key performance indicators used by internal and external assessors(Mishra 

et al., 2018).Increased ability to supply consumers with value: Businesses are required to offer 

customers value. If they do not experience something useful from their interactions with firms, 

they will purchase elsewhere (Nabi et al., 2016). Managers should monitor how well they 

provide value to consumers, which they may do through monitoring performance (Khayinga & 

Muathe, 2018). 
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Impact on the organization’s reputation: Be conscious that how you come across to 

others matters a lot. It influences whether they ask their opinion, listen to what they have to say, 

or trust them to carry out their obligations. Organizations also make an effort to keep up a good 

reputation. They desire favourable opinions from other people, including their customers, 

suppliers, competitors, the community, and others (Escolar-Jimenez et al., 2019a). Benefits 

accrue when an organization's reputation and financial success are in good alignment. Why 

does one come before the other? Even if the sequence of events is not always clear, it is 

challenging to have one without the other(Kadiresan et al., 2015). A positive reputation is 

significantly associated with favourable economic metrics like profit growth and total return, 

according to research on the link between reputation and financial success(McCartney & Fu, 

2021b). 

In organizations that are still learning, organizational knowledge is just as important as 

cash, tools, or raw materials. What is organizational knowledge? Because of the knowledge 

created via cooperative information sharing and social contact, members of the organization 

behave in the right ways(Jamal & Saif, 2011). Grasp practical organizational knowledge 

requires an understanding of the relationship between information and activity. Individuals 

must share their experience and put it to use by modifying work processes, methods, or products 

in order to achieve high levels of organizational performance(Otoo, 2019). 

 (Palshikar et al., 2017b)Measuring performance is an essential part of monitoring an 

organization's progress as it compares an organization's performance results or outcomes to its 

intended goals. However, performance measurement requires a top-down approach to setting 

performance criteria, rather than a bottom-up approach that is common in many organizations.  

When assessing organizational performance, consider the following four chances to 

determine and improve the organization's effectiveness: 

a). Identify the Strategic Measurements Right Down to the Departmental Level  

(Gurusinghe et al., 2021)Deciding what and how to measure performance is never easy. 

In many organizations, one department decides what to measure (e.g. the average number of 

hours employees work per week), while another decides that these are not critical areas that 

need to be monitored. Instead, they may decide that monitoring an employee's performance or 

the degree to which they are doing their job well is more important(Manoharan et al., 2022). 

The organization suffers as a result.  

For instance, determining how to strategically gauge total customer happiness may 

eventually fall within the purview of the CEO and executive team(Cayrat & Boxall, 2022). 

Only client input and the procedures they oversee may be used to evaluate customer satisfaction 
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by an operations manager and his field personnel. The gathering of data from all departments 

and employee participation in the process will ultimately determine the effectiveness of the top-

level Customer Satisfaction Index(Chimoga, 2022). 

The evaluation of finished work that has an impact on the organization and is compatible 

with the accomplishment of organizational and departmental strategic goals are called 

performance outcomes. This task will be crucial to the business process(Ferreira et al., 2022). 

Establish criteria to identify the fundamental business processes. Consider measuring the 

effectiveness of the job that was done(Nain et al., 2022). 

The correct things should be measured, and this entails developing strategic KPIs, 

disseminating them throughout departments, identifying the crucial business processes, getting 

rid of a siloes measurement strategy, and so on(Palshikar et al., 2017). 

 

The impact of human capital management on organizational performance with the 

mediation of HR analytics  

According to Kamran, Asif et al. (2015), HR meets the basic requirements of the internal 

departments. Recruitment is the search for potential applicants for current or upcoming 

organizational positions. Communicating with current or prospective job seekers is a part of 

recruiting. 

Because of the competitive nature of the modern business environment, organizations 

can no longer gain a competitive advantage from products or services alone. HR analytics 

supports benchmarking, which uses information about successful HR practices in other 

organizations to improve an organization's HR practices. 

Instead, HR analytics can be used to distinguish an organization from its rivals and give 

it a competitive edge, according to Chaturvedi (2016). For example, according to Spahic (2015), 

HR analytics can predict employees' or customers' defections to rivals, indicate the potential 

outcomes of every critical decision the organization takes, and optimize consumer offerings, 

enhancing competitiveness (2016) 

Effective and strategic decisions that improve the validity of the organization and 

position HR as core work, according to Naula (2015). To support this assertion, researchers 

should lead return on investments-based surveys, money-saving advantage examination, and 

effective  

Businesses are embracing big data on a regular basis, bringing in fresh perspectives for 

improved decision-making. The management of people and enterprises has substantially 

benefited by sentiment analysis, network analysis, and machine learning. In order to help HR 
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professionals, establish themselves as strategic business partners, Saxena et al. (2021) have 

detailed the most recent tools and technology utilized by HRs for analytics and their influence 

on their jobs and decision-making. 

Performing HR analytics requires a different set of abilities than standard HR 

practitioners (Opatha, 2020). Since HRA is a product of both business and technology, it could 

be exciting and even advantageous for organizations to have a separate team or unit devoted to 

HR analytics. This team or unit would be responsible for data collection, processing, and 

transformation to support HR functions in making decisions while also influencing the 

company's overall strategic decisions (Caron & Batistic, 2019). 

The widespread usage of HR Analytics is radically revolutionizing the HR sector. 

Organizations must thus focus on the department in order for it to play a more strategic role and 

accomplish corporate goals and objectives (Dahlbom et al., 2020). In order to successfully 

deploy HRA in each cycle, HR professionals must reconsider their current HR policies and 

procedures. HR experts should advise departments using technology and analytics tools to 

collaborate with them to get the most out of them (Marler & Boudreau, 2017).  emphasized the 

importance of timing when evaluating workforce analytics' value to HRA and the 

organization’s performance (Opatha, 2020). 

 

 DISCUSSION AND THE CONCLUSION 

Finally, the present study, through the metadata analysis, emphasizes that Human 

Capital Management is necessary to achieve organisational performance, because organizations 

compete so hard with each other. The study by Cornachione (2010) shows how companies may 

identify the best solution by prioritizing employee expertise. Human capital management 

represents the knowledge base of its personnel and acts as a critical source of innovation (Bontis 

and Fitz-enz, 2002). HCM might therefore be considered one of the most important intellectual 

resources of a company that provides creative resources. A higher level of organizational HCM 

will result from a higher level of individual HCM, according to Moliterno and Ployhart's (2011) 

study using their model, which also indicated that the HCM is directly and favourably 

associated with "aggregated individual human capital." Ployhart's framework is portrayed as a 

tool for HC management. The paper elucidated how Human Capital Management influences 

organizations’ performance by incorporating HR analytics. 

In present scenario in every organisation  now essential for measuring HR activities' 

quality, quantity, cost, and effectiveness. Organizations use these metrics to evaluate, change 

and enhance efficient HR practices. HR analysis stimulates willingness of employees to 
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increase their performance and also the happiness of the employees with the performance 

evaluation system, which have positive impact on performance.  (Sharma and Sharma 2017). 

Organizations comprehend HR analytics’ importance when HCM get the desired results. There 

is too little evidence linking HR analytics to performance .Hence the authors proposed 

theoretical research framework will provides direction for future research on Human Capital 

Management and how it improves organization performance with the mediation of HR 

analytics. The paper provides opportunities for future investigations and practice. s. 

 

Implications of the study 

The paper provides implications for both researchers and practitioners in the area of 

Human capital management with the integration of innovative tool HR analytics for improving 

organisational performance. It also adds suggestions for future researchers to empirically 

experiment the proposed conceptual framework and developed hypothesis in different 

organisational setup. The study provides evidence that HR analytics can improve business 

performance by facilitating efficient human capital management. In addition, the study provides 

valuable contribution for organizations seeking to improve their HR technology capabilities or 

to expand their current HR analytics activity. 

 

REFERENCES 

Alabi, E., Afolabi, M. A., & Adeyemo, &. (2015). Influence of E-Recruitment on 

Organizational Performance in Nigeria. Gwagwalada, Abuja FCT, 3(3). 

Ali, Z., Bashir, M., & Mehreen, A. (2019). Managing Organizational Effectiveness through 

Talent Management and Career Development: The Mediating Role of Employee Engagement. 

Journal of Management Sciences, 6(1), 62–78. https://doi.org/10.20547/jms.2014.1906105 

Angrave, D., Charlwood, A., Kirkpatrick, I., Lawrence, M., & Stuart, M. (2016). HR and 

analytics: why HR is set to fail the big data challenge. Human Resource Management Journal, 

26(1), 1–11. https://doi.org/10.1111/1748-8583.12090 

Anwar, G., & Abdullah, N. N. (2021). The impact of Human resource management practice on 

Organizational performance. International Journal of Engineering, Business and Management, 

5(1), 35–47. https://doi.org/10.22161/ijebm.5.1.4 

Arora, M., Prakash, A., Mittal, A., & Singh, S. (2021). HR Analytics and Artificial Intelligence-



 

Intern. Journal of Profess. Bus. Review. | Miami, v. 7 | n. 3 | p. 01-27 | e0667 | 2022. 

19 

Kiran, V. S.; Shanmugam, V.; Raju, R. K.; Kanagasabapathy, J. R. (2022) 
Impact of Human Capital Management on Organizational Performance With the Mediation Effect of Human Resource 

Analytics   

Transforming Human Resource Management. 2021 International Conference on Decision Aid 

Sciences and Application, DASA 2021, 288–293. 

https://doi.org/10.1109/DASA53625.2021.9682325 

Arora, M., Prakash, A., Mittal, A., & Singh, S. (2022). Transforming Human Resource 

Management. 288–293. 

Ballinger, G. A., Cross, R., & Holtom, B. C. (2016). The right friends in the right places: 

Understanding network structure as a predictor of voluntary turnover. Journal of Applied 

Psychology, 101(4), 535–548. https://doi.org/10.1037/apl0000061 

Banik, S. (2018). Small Scale Industries in India. International Journal of Creative Research 

Thoughts, 6(1), 337–341. 

Bapna, R., Langer, N., Mehra, A., Gopal, R., & Gupta, A. (2013). Human capital investments 

and employee performance: An analysis of IT services industry. Management Science, 59(3), 

641–658. https://doi.org/10.1287/mnsc.1120.1586 

Bechter, B., Brandl, B., & Lehr, A. (2022). The role of the capability, opportunity, and 

motivation of firms for using human resource analytics to monitor employee performance: A 

multi-level analysis of the organisational, market, and country context. New Technology, Work 

and Employment. https://doi.org/10.1111/ntwe.12239 

Ben-Gal, H. C., Forma, I. A., & Singer, G. (2022a). A flexible employee recruitment and 

compensation model: A bi-level optimization approach. Computers and Industrial 

Engineering, 165. https://doi.org/10.1016/j.cie.2021.107916 

Ben-Gal, H. C., Forma, I. A., & Singer, G. (2022b). A flexible employee recruitment and 

compensation model: A bi-level optimization approach. Computers and Industrial 

Engineering, 165. https://doi.org/10.1016/j.cie.2021.107916 

Bhat, A. (n.d.). HR Analytics: Definition, Example, HR Metrics Dashboard and Predictive HR 

Analytics. https://www.questionpro.com/blog/hr-analytics-and-trends/ 

Biswas, B. D. (2005). Compensation and Benefit Design (Issue May 2021). 

Caron, E., & Batistic, S. (2019a). Knowledge hubs in competence analytics: With a case study 

in recruitment and selection. ICSOFT 2019 - Proceedings of the 14th International Conference 



 

Intern. Journal of Profess. Bus. Review. | Miami, v. 7 | n. 3 | p. 01-27 | e0667 | 2022. 

20 

Kiran, V. S.; Shanmugam, V.; Raju, R. K.; Kanagasabapathy, J. R. (2022) 
Impact of Human Capital Management on Organizational Performance With the Mediation Effect of Human Resource 

Analytics   

on Software Technologies, 585–594. https://doi.org/10.5220/0008117805850594 

Caron, E., & Batistic, S. (2019b). Knowledge Hubs in Competence Analytics: With a Case 

Study in Recruitment and Selection. Proceedings of the 14th International Conference on 

Software Technologies, 585–594. https://doi.org/10.5220/0008117805850594 

Cayrat, C., & Boxall, P. (2022). Exploring the phenomenon of HR analytics: a study of 

challenges, risks and impacts in 40 large companies. Journal of Organizational Effectiveness: 

People and Performance, ahead-of-print(ahead-of-print). https://doi.org/10.1108/JOEPP-08-

2021-0238 

Chimoga, I. (2022). Application of human capital management in organisations. January. 

Conțu, E. G. (2020). Organizational performance – theoretical and practical approaches ; 

study on students ’ perceptions. 398–406. https://doi.org/10.2478/picbe-2020-0038 

Dahlbom, P., Siikanen, N., Sajasalo, P., & Jarvenpää, M. (2020). Big data and HR analytics in 

the digital era. Baltic Journal of Management, 15(1), 120–138. https://doi.org/10.1108/BJM-

11-2018-0393 

Dessain, N. (2016). Human resources marketing and recruiting: Introduction and overview. In 

Handbook of Human Resources Management. Springer Berlin Heidelberg. 

https://doi.org/10.1007/978-3-662-44152-7_1 

Durai, S., Krishnaveni, & Manoharan, G. (2022). Leveraging HR metrics for effective 

recruitment &amp; selection process in IT industries in Chennai and Coimbatore, Tamil Nadu. 

AIP Conference Proceedings, 2418(1), 020011. https://doi.org/10.1063/5.0081942 

Escolar-Jimenez, C. C., Matsuzaki, K., Okada, K., & Gustilo, R. C. (2019a). Enhancing 

organizational performance through employee training and development using k-means cluster 

analysis. International Journal of Advanced Trends in Computer Science and Engineering, 

8(4), 1576–1582. https://doi.org/10.30534/ijatcse/2019/82842019 

Escolar-Jimenez, C. C., Matsuzaki, K., Okada, K., & Gustilo, R. C. (2019b). Enhancing 

organizational performance through employee training and development using k-means cluster 

analysis. International Journal of Advanced Trends in Computer Science and Engineering, 

8(4), 1576–1582.  



 

Intern. Journal of Profess. Bus. Review. | Miami, v. 7 | n. 3 | p. 01-27 | e0667 | 2022. 

21 

Kiran, V. S.; Shanmugam, V.; Raju, R. K.; Kanagasabapathy, J. R. (2022) 
Impact of Human Capital Management on Organizational Performance With the Mediation Effect of Human Resource 

Analytics   

Ferreira, C., Robertson, J., & Pitt, L. (2022). Business (un)usual: Critical skills for the next 

normal. Thunderbird International Business Review.  

Gaur, B. (2020). HR4.0: An Analytics Framework to redefine Employee Engagement in the 

Fourth Industrial Revolution. 2020 11th International Conference on Computing, 

Communication and Networking Technologies, ICCCNT 2020. 

https://doi.org/10.1109/ICCCNT49239.2020.9225456 

Gibbons, M. (2020). What Is Human Capital Management & Why Is It Important? People 

Managing People, 1–10. https://peoplemanagingpeople.com/topics/human-capital-

management/ 

Gibbons, M. (2022). What is Human Capital Management (HCM)? 1–14. 

https://peoplemanagingpeople.com/articles/human-capital-management/ 

Guru, K., Raja, S., Umadevi, A., Ashok, M., & Ramasamy, K. (2021). Modern approaches in 

HR analytics towards predictive decision-making for competitive advantage. Artificial 

Intelligence, Machine Learning, and Data Science Technologies: e ISBN 9781003153405 

Gurusinghe, R. N., Arachchige, B. J. H., & Dayarathna, D. (2021). Predictive HR analytics and 

talent management: a conceptual framework. Journal of Management Analytics, 8(2), 195–221. 

https://doi.org/10.1080/23270012.2021.1899857 

Indeed. (2021). What Is Human Capital Management: Overview, Function and Benefits. 

Indeed.Com. https://www.indeed.com/career-advice/career-development/what-is-human-

capital-management#:~:text=Human capital management provides a,development%2C 

performance appraisal and feedback. 

Jamal, W., & Saif, M. I. (2011). Impact of human capital management on organizational 

performance. European Journal of Economics, Finance and Administrative Sciences, 34, 55–

69. 

Jyoti, J., Sharma, P., & Rani, A. (2020a). Assessing the impact of human resource management 

practices on teachers’ performance through HR analytics. In Sustainable Business Practices for 

Rural Development: The Role of Intellectual Capital. Palgrave Macmillan. 

https://doi.org/10.1007/978-981-13-9298-6_11 



 

Intern. Journal of Profess. Bus. Review. | Miami, v. 7 | n. 3 | p. 01-27 | e0667 | 2022. 

22 

Kiran, V. S.; Shanmugam, V.; Raju, R. K.; Kanagasabapathy, J. R. (2022) 
Impact of Human Capital Management on Organizational Performance With the Mediation Effect of Human Resource 

Analytics   

Jyoti, J., Sharma, P., & Rani, A. (2020b). Assessing the impact of human resource management 

practices on teachers’ performance through HR analytics. In Sustainable Business Practices for 

Rural Development: The Role of Intellectual Capital. Palgrave Macmillan. 

https://doi.org/10.1007/978-981-13-9298-6_11 

Kadiresan, V., Selamat, M. H., Selladurai, S., Charles Ramendran, S. P. R., & Mohamed, R. K. 

M. H. (2015). Performance appraisal and training and development of human resource 

management practices (HRM) on organizational commitment and turnover intention. Asian 

Social Science, 11(24), 162–176. https://doi.org/10.5539/ass.v11n24p162 

Khan, R. A. G., Khan, F. A., & Khan, M. A. (2011). Impact of Training and Development on 

Organizational Performance. Global Journal of Management and Business Research, 11(7), 

63–69. https://globaljournals.org/GJMBR_Volume11/8-Impact-of-Training-and-

Development-on-Organizational-Performance.pdf 

Khayinga, C. M., & Muathe, S. (2018). Human Capital Development and organizational 

performance: review & critique of literature and A research agenda. International Journal for 

Innovation Education and Research, 6(2), 144–153. 

https://ijier.net/index.php/ijier/article/view/959 

Kulkarni, P. (2013). A Literature Review on Training & Development and Quality of Work 

Life. International Refereed Research Journal, IV(2), 136–143. 

Lawler III, E. E., & Boudreau, J. W. (2012). Creating an effective human capital strategy. HR 

Magazine, 57(8), 57–59. 

Lesley University. (2015). How HR Analytics Are Changing Business . 

https://lesley.edu/article/how-hr-analytics-are-changing-business 

Manoharan, G., Durai, S., & Rajesh, G. A. (2022a). Identifying performance indicators and 

metrics for performance measurement of the workforce is the need of the hour: A case of a 

retail garment store in Coimbatore. In K. M. Reddy I.R. (Ed.), AIP Conference Proceedings 

(Vol. 2418). American Institute of Physics Inc. https://doi.org/10.1063/5.0081821 

Manoharan, G., Durai, S., & Rajesh, G. A. (2022b). Identifying performance indicators and 

metrics for performance measurement of the workforce is the need of the hour: A case of a 

retail garment store in Coimbatore. In K. M. Reddy I.R. (Ed.), AIP Conference Proceedings 



 

Intern. Journal of Profess. Bus. Review. | Miami, v. 7 | n. 3 | p. 01-27 | e0667 | 2022. 

23 

Kiran, V. S.; Shanmugam, V.; Raju, R. K.; Kanagasabapathy, J. R. (2022) 
Impact of Human Capital Management on Organizational Performance With the Mediation Effect of Human Resource 

Analytics   

(Vol. 2418). American Institute of Physics Inc. https://doi.org/10.1063/5.0081821 

Marler, J. H., & Boudreau, J. W. (2017a). An evidence-based review of HR Analytics. 

International Journal of Human Resource Management, 28(1), 3–26. 

https://doi.org/10.1080/09585192.2016.1244699 

Marler, J. H., & Boudreau, J. W. (2017b). An evidence-based review of HR Analytics. 

International Journal of Human Resource Management, 28(1), 3–26. 

https://doi.org/10.1080/09585192.2016.1244699 

McCartney, S., & Fu, N. (2021a). Bridging the gap: why, how and when HR analytics can 

impact organizational performance. Management Decision, 60(13), 25–47. 

https://doi.org/10.1108/MD-12-2020-1581 

McCartney, S., & Fu, N. (2021b). Bridging the gap: why, how and when HR analytics can 

impact organizational performance. Management Decision, 60(13), 25–47. 

https://doi.org/10.1108/MD-12-2020-1581 

Mishra, D., Luo, Z., Hazen, B., Hassini, E., & Foropon, C. (2019). Organizational capabilities 

that enable big data and predictive analytics diffusion and organizational performance: A 

resource-based perspective. Management Decision, 57(8), 1734–1755. 

https://doi.org/10.1108/MD-03-2018-0324 

Mishra, D., Luo, Z., & Hazen, B. T. (2018). The role of informational and human resource 

capabilities for enabling diffusion of big data and predictive analytics and ensuing performance. 

Contributions to Management Science, 283–302. https://doi.org/10.1007/978-3-319-74304-

2_13 

Mondore, S., & Carson, M. (2011). Maximize the effect and productivity of HR analytics to 

achieve business performance. Human Resources and Policy, 34(2), 20. 

Nabi, M. N., Syduzzaman, M., & Munir, M. S. (2016). The Impact of Human Resource 

Management Practices on Job Performances: A Case Study of Dhaka Bank Pvt. Ltd., 

Bangladesh. Human Resource Management Research, 6(2), 45–54. 

https://doi.org/10.5923/j.hrmr.20160602.03 

Nain, C., Dwivedi, A., Gupta, R., & Ramdasi, P. (2022). Sense the Pulse: A Customized NLP-



 

Intern. Journal of Profess. Bus. Review. | Miami, v. 7 | n. 3 | p. 01-27 | e0667 | 2022. 

24 

Kiran, V. S.; Shanmugam, V.; Raju, R. K.; Kanagasabapathy, J. R. (2022) 
Impact of Human Capital Management on Organizational Performance With the Mediation Effect of Human Resource 

Analytics   

Based Analytical Platform for Large Organization—A Data Maturity Journey at TCS. Lecture 

Notes on Data Engineering and Communications Technologies, 71, 209–221. 

https://doi.org/10.1007/978-981-16-2937-2_16 

Naisa, S., Nadu, T., & Nadu, T. (2020). A STUDY ON IMPACT OF PERFORMANCE 

APPRAISAL SYSTEM ON EMPLOYEE ’ S PRODUCTIVITY IN SELECTED INDUSTRIES IN 

TIRUCHIRAPPALLI DISTRICT BY USING TREE. 11(11), 3458–3466. 

Okechukwu, W. (2017). Influence of Training and Development , Employee Performance on 

Job Satisfaction Among the Staff of School of Technology Management and Logistics, 

University Utara Malaysia (STML, UUM). Journal of Technology Management and Business, 

04(01), 1–16. 

Oladipupo, O., & Olubusayo, F. H. (2020). Human Resource Analytics Dimensions and 

Employee Engagement in Manufacturing Industry in Nigeria: A Conceptual Review. Journal 

of Management Information and Decision Sciences, 23(5), 629–637. 

https://www.scopus.com/inward/record.uri?eid=2-s2.0-

85099616091&partnerID=40&md5=36126c0b2bc0cf16a10034ef72d8d1ef 

Opatha, H. H. D. P. J. (2020). HR Analytics: A Literature Review and New Conceptual Model. 

International Journal of Scientific and Research Publications (IJSRP), 10(06), 130–141. 

https://doi.org/10.29322/ijsrp.10.06.2020.p10217 

Otoo, F. N. K. (2019). Human resource management (HRM) practices and organizational 

performance: The mediating role of employee competencies. Employee Relations, 41(5), 949–

970. https://doi.org/10.1108/ER-02-2018-0053 

Palshikar, G. K., Apte, M., Pawar, S., & Ramrakhiyani, N. (2017a). HiSPEED: A system for 

mining performance appraisal data and text. Proceedings - 2017 International Conference on 

Data Science and Advanced Analytics, DSAA 2017, 2018-Janua, 477–486. 

https://doi.org/10.1109/DSAA.2017.45 

Palshikar, G. K., Apte, M., Pawar, S., & Ramrakhiyani, N. (2017b). HiSPEED: A System for 

Mining Performance Appraisal Data and Text. 2017 IEEE International Conference on Data 

Science and Advanced Analytics (DSAA), 2018-Janua, 477–486. 

https://doi.org/10.1109/DSAA.2017.45 



 

Intern. Journal of Profess. Bus. Review. | Miami, v. 7 | n. 3 | p. 01-27 | e0667 | 2022. 

25 

Kiran, V. S.; Shanmugam, V.; Raju, R. K.; Kanagasabapathy, J. R. (2022) 
Impact of Human Capital Management on Organizational Performance With the Mediation Effect of Human Resource 

Analytics   

Peisl, T., & Edlmann, R. (2020). Exploring Technology Acceptance and Planned Behaviour by 

the Adoption of Predictive HR Analytics During Recruitment. Communications in Computer 

and Information Science, 1251 CCIS, 177–190. https://doi.org/10.1007/978-3-030-56441-4_13 

Pillai, R., & Sivathanu, B. (2021a). Measure what matters: descriptive and predictive metrics 

of HRM-pathway toward organizational performance. International Journal of Productivity 

and Performance Management, 71(7), 3009–3029. https://doi.org/10.1108/IJPPM-10-2020-

0509 

Pillai, R., & Sivathanu, B. (2021b). Measure what matters: descriptive and predictive metrics 

of HRM-pathway toward organizational performance. International Journal of Productivity 

and Performance Management, 71(7), 3009–3029. https://doi.org/10.1108/IJPPM-10-2020-

0509/FULL/PDF 

Reddy, A. J. M., Rani, R., & Chaudhary, V. (2019). Technology for sustainable HRM: An 

empirical research of health care sector. International Journal of Innovative Technology and 

Exploring Engineering, 9(1), 2919–2924. https://doi.org/10.35940/ijitee.A9108.119119 

Saleem, S., & Amin, S. (2013). The Impact of Organizational Support for Career Development 

and Supervisory Support on Employee Performance : An Empirical Study from Pakistani 

Academic Sector. European Journal of Business and Management, 5(5), 194–207. 

Sb, P., & Soudikar, A. (2016). Employee perception on Compensation Management and 

Benefit Policy at commercial bank of Ethiopia ( A case study on commercial banks in Dessie 

Town , Ethiopia ). Nternational Journal of Trend in Research and Development, 3(2), 163–

172. 

Shyaa, H. H. (2019). A human resource information systems and its impact on a hotel’s 

organisational performance. African Journal of Hospitality, Tourism and Leisure, 8(5), 1–9. 

https://www.scopus.com/inward/record.uri?eid=2-s2.0-

85073164370&partnerID=40&md5=881e2989ce0e35472feb482f5395add5 

Siddiqui, F. (2012). Human Capital Management: An Emerging Human Resource Management 

Practice. International Journal of Learning and Development, 2(1), 353–367. 

https://doi.org/10.5296/ijld.v2i1.1354 

Sivarethinamohan, R., Kavitha, D., Koshy, E. R., & Toms, B. (2021a). Reimagining Future of 



 

Intern. Journal of Profess. Bus. Review. | Miami, v. 7 | n. 3 | p. 01-27 | e0667 | 2022. 

26 

Kiran, V. S.; Shanmugam, V.; Raju, R. K.; Kanagasabapathy, J. R. (2022) 
Impact of Human Capital Management on Organizational Performance With the Mediation Effect of Human Resource 

Analytics   

Future by redesigning Talent Strategy in the Age of Distraction and Disruption. International 

Journal of Systematic Innovation, 6(4), 33–45. https://doi.org/10.6977/IJoSI.202106_6(4).0003 

Sivarethinamohan, R., Kavitha, D., Koshy, E. R., & Toms, B. (2021b). Reimagining Future of 

Future by redesigning Talent Strategy in the Age of Distraction and Disruption. International 

Journal of Systematic Innovation, 6(4), 33–45. https://doi.org/10.6977/IJoSI.202106_6(4).0003 

Sivathanu, B., & Pillai, R. (2019). Leveraging technology for talent management: Foresight for 

organizational performance. International Journal of Sociotechnology and Knowledge 

Development, 11(2), 16–30. https://doi.org/10.4018/IJSKD.2019040102 

Sivathanu, B., & Pillai, R. (2020). Technology and talent analytics for talent management – a 

game changer for organizational performance. International Journal of Organizational 

Analysis, 28(2), 457–473. https://doi.org/10.1108/IJOA-01-2019-1634 

Sharma, A., & Sharma, T. (2017). HR analytics and performance appraisal system: A 

conceptual framework for employee performance improvement. Management Research 

Review, 40, 684-697. 

Tortia, E. C., Gago, M., Degavre, F., & Poledrini, S. (2022). Worker Involvement and 

Performance in Italian Social Enterprises: The Role of Motivations, Gender and Workload. 

Sustainability (Switzerland), 14(2), 1–20. https://doi.org/10.3390/su14021022 

Tymon, W. G., Stumpf, S. A., & Smith, R. R. (2011a). Manager support predicts turnover of 

professionals in India. Career Development International, 16(3), 293–312. 

https://doi.org/10.1108/13620431111140174 

Tymon, W. G., Stumpf, S. A., & Smith, R. R. (2011b). Manager support predicts turnover of 

professionals in India. Career Development International, 16(3), 293–312. 

https://doi.org/10.1108/13620431111140174 

VURAL ALLAHAM, M. (2022). Bibliometric Analysis of HR Analytics Literature. Elektronik 

Sosyal Bilimler Dergisi, 21(83), 1147–1169. https://doi.org/10.17755/esosder.950426 

W, C. (2016). Best Practices and Emerging Trends in Recruitment and Selection. Journal of 

Entrepreneurship & Organization Management, 05(02). https://doi.org/10.4172/2169-

026x.1000173 

https://doi.org/10.1108/IJOA-01-2019-1634


 

Intern. Journal of Profess. Bus. Review. | Miami, v. 7 | n. 3 | p. 01-27 | e0667 | 2022. 

27 

Kiran, V. S.; Shanmugam, V.; Raju, R. K.; Kanagasabapathy, J. R. (2022) 
Impact of Human Capital Management on Organizational Performance With the Mediation Effect of Human Resource 

Analytics   

Yuan, S., Kroon, B., & Kramer, A. (2021). Building prediction models with grouped data: A 

case study on the prediction of turnover intention. Human Resource Management Journal. 

https://doi.org/10.1111/1748-8583.12396 

Zafar, N., Asadullah, M. A., Haq, M. Z. U., Siddiquei, A. N., & Nazir, S. (2022). Design 

thinking: a cognitive resource for improving workforce analytics and training evaluation. 

European Journal of Training and Development. https://doi.org/10.1108/EJTD-09-2021-0150 

View publication stats

https://www.researchgate.net/publication/364646205

