LEX LOCALIS-JOURNAL OF LOCAL SELF-GOVERNMENT . S
ISSN:1581-5374 E-ISSN:1855-363X LEX -
VoL. 23, No. $2(2025) LOCALIS

HR ANALYTICS AND ITS INFLUENCE ON RECRUITMENT IN THE IT SECTOR:
AHYDERABAD-BASED STUDY

Mrs. J. Jayalakshmi, 2Dr. M. Geeta, 3Mrs. Battula Shiva Lakshmi, “Dr. K. Suguna,
SDr Manabhanjan Sahu, ®Dr Kiran Kumar Thoti

!Research Scholar, KLH Global Business School, Koneru Lakshmaiah Education Foundation, (Deemed to be)
University, Hyderabad, India, ORCID: 0009-0009-5611-8538.
2Associate Professor, KLH Global Business School, Koneru Lakshmaiah Education Foundation, (Deemed to be)
University, Hyderabad, India, ORCID: 0000-0001-7682-0134.
3Research Scholar, Aurora University, New Nallakunta, Hyderabad, Telangana, India,
“Professor, Department of MBA, Loyola Academy (Degree and PG College)
Alwal, Secunderabad, Telangana, India, ORCID: 0009-0004-9195-6397.
SSVKM'’s Narsee Monjee Institute of Management Studies (NMIMS), Deemed to be University,
SProfessor & Dean, Vidya Vikas Institute of Engineering and Technology, Mysuru, India,
ORCID: 0000-0002-6678-9425

jaya.lakshmi22@gmail.com?
sivageeta@klh.edu.in?
shivalakshmirishi@gmail.com?
sugunakondata@gmail.com*
sahumana2016@gmail.com®
kirankumar.thoti@vidyavikas.edu.in®

ABSTRACT

This study examines the strategic function of marketing in advancing sustainable consumption, specifically
addressing gender equality, consumer behaviour, and logistics. Data were obtained from 200 HR and marketing
professionals in IT organizations in Hyderabad using a quantitative research design and a standardized
questionnaire. The poll evaluated opinions of sustainable practices, gender inclusivity in marketing, consumer
attitudes, and the environmental effects of logistics operations. The results indicate a significant correlation
between sustainable marketing techniques and favourable consumer behaviour, especially among firms that
promote gender equality and ethical standards. Most respondents recognized the impact of sustainability and
inclusion on their purchase choices, suggesting that marketing strategies based on social responsibility
substantially improve brand loyalty and confidence. The study emphasizes the significance of sustainable
logistics, with participants indicating a preference for environmentally friendly delivery alternatives and
transparent supply chain procedures. Correlation and regression analysis demonstrated that the incorporation of
sustainability and equality-oriented marketing significantly influences consumer involvement and perceived
brand efficacy. These observations highlight the imperative for firms to have a comprehensive strategy for
sustainable consumption, incorporating inclusive marketing, eco-friendly logistics, and consumer-focused
approaches. This study enhances the existing literature on sustainable marketing by providing practical
recommendations for organizations seeking to connect their business practices with changing social and
environmental standards.

Keywords: Human Resources, Management, Information Technology, Recruitment

1. Introduction:
The Information Technology sector is known for changing quickly and having a lot of rivalry
for competent workers. In this area, HR analytics has become an important tool for improving
hiring tactics (Bharti & Mahindra, 2014). HR analytics uses statistical methods, data mining,
and predictive modeling on HR data to give organizations useful information about their
workforce. This lets them make decisions based on data in many HR areas, such as hiring,
managing talent, and keeping employees (Bonilla-Chaves & Palos-Sanchez, 2023; Saxena et
al., 2021). This data-driven approach goes beyond traditional HR methods to give a more
detailed picture of how the workforce works and make it easier to match HR initiatives with

384


mailto:jaya.lakshmi22@gmail.com
mailto:sivageeta@klh.edu.in
mailto:shivalakshmirishi@gmail.com
mailto:sugunakonda6a@gmail.com
mailto:sahumana2016@gmail.com
mailto:kirankumar.thoti@vidyavikas.edu.in

LEX LOCALIS-JOURNAL OF LOCAL SELF-GOVERNMENT . S
ISSN:1581-5374 E-ISSN:1855-363X 1EX-
VoL. 23, No. $2(2025) LOCALIS

the company's goals (Boakye & Lamptey, 2020; Saxena et al., 2021). Integrating HR
analytics into the hiring process helps companies find the best applicants faster, streamline
their hiring efforts, and improve the overall efficiency of their hiring operations (Kess-
Momoh et al., 2024).Traditional hiring methods frequently have built-in problems that make
them less effective, such as manual evaluations, subjective biases, and inconsistencies. These
problems can lead to bad hiring decisions and lower quality talent acquisition (Palshikar et
al., 2018). Data and text mining technologies have changed the way people are hired by
making the process more effective and efficient. This is because they use the huge amounts of
information stored in electronic Human Resource Management (eHRM) systems, like
candidate profiles, job descriptions, and task outcomes (Palshikar et al., 2018). In addition,
the strategic effects of HR analytics include giving companies a competitive edge by
improving HR's impact on the bottom line (Boakye & Lamptey, 2020). By using HR
analytics, companies can learn more about what makes employees perform well, stay
engaged, and stay with the company. This lets them create targeted programs and
interventions to make the most of their workforce and gain a long-term competitive edge
(Mohammed, 2019). Using predictive analytics in HR lets companies look at employees both
before they are hired and while they are working for the company. This has a big impact on
the company's bottom line (Reena et al., 2019). Using data-driven insights makes the hiring
process more objective and based on facts. This lowers the risks of making decisions based
on feelings and increases the chances of finding candidates who have the right skills,
experience, and cultural fit to succeed in the organization.HR professionals' jobs are
changing, and they need to learn how to think strategically about how people contribute to the
success of an organization. This means that analytics need to be based on a deep
understanding of data and its context to produce useful insights (Bonilla-Chaves &
Palos-Sanchez, 2023). As HR departments change, it's becoming more important for HR
professionals to not just know how to use HR analytics, but also how to use them well to
make decisions and plans (King, 2016). As more and more decisions are made based on data,
HR professionals need to have a strong grasp of statistical concepts, data analysis techniques,
and HR metrics so that they can accurately interpret data, spot trends, and turn insights into
useful suggestions. The rise of HR analytics is part of a bigger trend in many fields toward
making decisions based on data. This lets companies use data insights to make their
operations better, boost their performance, and get ahead of the competition (Wirges &
Neyer, 2022). HR analytics shouldn't be limited to predetermined strategic goals, though.
Instead, it should encourage ongoing study to find out what factors are affecting the
performance of individuals and organizations (Falletta & Combs, 2020). Even though more
people are starting to see the benefits of HR analytics, there are still a lot of problems that
need to be solved before it can be used and put into practice. One of these problems is how
employees feel about how their data is being used and how it might affect their outcomes
(Khan & Tang, 2016). Companies need to deal with these issues by being open about how
they acquire and utilize data, respecting employees' privacy, and showing how they use HR
analytics to make things better for employees. Some companies have problems such not
having the right tools or money, while others are afraid to face the risks that come with using
sophisticated analytics (Ravesangar & Narayanan, 2024). Also, companies need to spend
money on improving the analytical skills and talents of their HR staff by giving them the
training and tools they need to use HR analytics tools and methodologies successfully. It is
hard to put theoretical knowledge into practice because there aren't clear processes, models,
and outcomes (Alvarez-Gutiérrez et al., 2022). Also, a lot of firms have problems with HR
data that is hard to understand, not having enough experience with HR analytics, and not
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being able to combine HR analytics with their current HR procedures.Analytics is very
common in developed countries but developing countries haven't fully benefited from it yet.
This is why educational, and professional institutions should look over their course
catalogues to make sure they contain HR analytics courses to teach specialists in the field
(Boakye & Lamptey, 2020). It's important to remember that HR analytics isn't brand new.
The idea of using data to help make decisions and plan HR strategy has been around for a
while, but the technology and data are now more advanced (Falletta & Combs, 2020).
Companies need to go beyond standard HR measurements and use more advanced analytical
methods, such machine learning, natural language processing, and predictive modelling, to
get the most out of HR analytics (Margherita, 2021). Organizations may get more information
on their employees, find hidden trends, and create better HR strategies and interventions by
broadening the range of HR analytics and using more complex analytical methods
(Rasmussen & Ulrich, 2015).

2. Review of Literature:

HR analytics is becoming increasingly important for making smart decisions about the
workforce and making sure that structured procedures are in line with the aims of the firm
(Cho et al., 2023). Some people think that HR analytics is only a way to collect information
about employees (Levenson & Fink, 2017), but it helps make decisions by using data to make
sure that HR practices are in line with the goals of the organization. To use HR analytics
effectively, there needs to be a clear framework that helps HR leaders and professionals use
analytical methods to solve specific HR problems. A whole approach to HR analytics
includes not just gathering and analysingdata but also making sense of the results and coming
up with useful insights (Falletta & Combs, 2020). The strategic value of HR analytics comes
from its capacity to give companies an edge over their competitors by optimizing their
personnel, lowering expenses, and keeping employees engaged and on the job (Madanchian,
2024) (Margherita, 2021). HR analytics is important for making smart choices regarding the
workforce and making sure that HR plans fit with the aims of the firm (Cho et al., 2023)
(Marler & Boudreau, 2016). Insights that help firms come up with new analytics projects can
be quite helpful for HR analytics projects (Margherita, 2021). Integrating IT infrastructure is
important for getting the most out of employees in competitive marketplaces. This shows
how important human resources are for helping organizations expand and create value
(Mohammed, 2019). People are becoming more interested in HR analytics since it helps
firms learn more about their employees and improve their HR processes. HR departments
have had a hard time showing their worth in the past because they didn't have any data-
driven, business-focused suggestions. This can be fixed by improving the analytical skills of
HR services (Patre, 2016). The move toward digitization makes HR analytics a key part of
business analytics, which looks at value chains with human resources as just one part
(Rasmussen & Ulrich, 2015). HR analytics gives HR departments a way to make decisions
based on data, see how HR programs affect the company, and show how valuable HR is to
the business. HR analytics may help businesses find ways to make their HR practices better,
streamline their HR procedures, and make sure that their HR strategies are in line with their
company goals (Falletta & Combs, 2020). HR departments are pushed to adopt a data-driven
perspective to help with digital transformation, but this can be hard to do in the historically
conservative field of HR (Andrade, 2020). Using HR analytics can help companies
understand workforce trends, make better HR decisions, and boost the performance of the
whole company (Fernandez & Gallardo-Gallardo, 2020). HR analytics is a growing subject
that uses data, technology, and statistics to help people understand how HR works and what
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happens as a result. This helps people make better decisions and improves the performance of
the organization (Levenson, 2005). HR analytics can help you make decisions about hiring,
training, managing performance, and keeping employees, which will make your staff more
engaged and productive in the end. HR analytics helps businesses swiftly adapt to changes in
their business model by gathering information about employees and their activities from a
variety of sources (Akhmetova & Nevskaya, 2020). HR analytics is great for managing
employee data, automating data collecting, and making HR management better (DiClaudio,
2019). Data privacy is becoming more and more critical in HR analytics, especially as more
data becomes available and the lines between using data for corporate growth become less
clear (Schultz, 2021). HR analytics is the use of management science in HR. It improves
several organizational outcomes, including safety, cybersecurity, and profitability (Togt &
Rasmussen, 2017). HR analytics may help businesses make better decisions, work more
efficiently, and make sure that HR procedures are in line with company goals (Etukudo,
2019). HR analytics helps businesses find, train, and keep the best employees, organize their
workforces better, and get employees more involved and productive.HR analytics has a big
effect on hiring because it lets companies make decisions based on data that improve
processes and results (Ramzi et al., 2021). HR analytics helps people make decisions based
on facts by looking at the effects on the business and employing visual, descriptive, and
statistical analyses of HR data (Alvarez-Gutiérrez et al., 2022). HR analytics has become a
strategic instrument for improving decision-making, managing human resources, and making
organizations work better (Kinange, 2023). Companies may make their HR processes better
by using data-driven insights. This includes hiring, managing personnel, and getting
employees involved. HR analytics could change the way HR works, but it can be hard to use
and apply since there are several things that can make it hard to integrate into HR procedures
(Marler & Boudreau, 2016). There isn't a lot of empirical research on HR analytics, and most
of it is either normative or industry-driven, which makes it less scientifically legitimate
(Boakye & Lamptey, 2020). It helps form teams to reach goals, support new business models,
and use fresh ideas (Akhmetova & Nevskaya, 2020). The strategy makes for- and non-profit
companies more productive and less expensive by making better use of their human capital
and getting rid of biases that come up in techniques that aren't founded on evidence (Togt &
Rasmussen, 2017).HR departments need to embrace HR analytics to remain ahead of the
competition and make sure they are hiring the right people (Nowicka et al., 2024). To make it
easier for people to use HR analytics, companies need to do rid of obstacles to individual
decision-making in the beginning. The field is still very new, nevertheless, and it is important
to methodically identify and categorize the most important topics and give a thorough
explanation of the ideas and fields of research that are connected to HR analytics (Margherita,
2021). Even if there are possible benefits, problems including bad data, not having enough
analytical skills, and not wanting to change might make it hard to use HR analytics
successfully (Akhmetova & Nevskaya, 2020). A lot of companies have been slow to use this
new idea. To make sure that HR analytics helps HR do its job as a value producer,
organizations need to think about maturity, mindset, organization, and skills (Andersen,
2017).

3. Research Objectives:
e To find out how HR analytics can help IT companies in Hyderabad improve their
hiring procedures.
e To find the most useful HR metrics for predicting effective hiring results.
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e To look at the problems and chances that come with using HR analytics in the hiring
process.

4. Research Methodology:

This study used a quantitative research approach to examine the influence of HR analytics on
recruitment processes in the IT sector of Hyderabad, Telangana. The quantitative method
enables the gathering and examination of numerical data to discern patterns, correlations, and
possible causal linkages. Demographics and Sample Size:- The target market comprises HR
experts working in IT firms situated in Hyderabad. A stratified random selection technique
was utilized to guarantee representation across various organizational scales, from startups to
huge multinational organizations. A sample size of 200 participants was chosen to guarantee
statistical validity and reliability. Instrument for Data Collection- Data were collected through
a systematic, closed-ended questionnaire specifically designed to evaluate the utilization,
advantages, problems, and results of HR analytics in recruitment operations. The
questionnaire included diverse item types, such as Likert scale statements, multiple-choice
questions, and binary (yes/no) replies, to facilitate comprehensive quantitative analysis.
Variables and Measurement Independent Variable: Execution of HR analytics, quantified by
the frequency and scope of analytics application in recruitment procedures. Dependent
Variables: Recruitment efficacy (e.g., duration to hire, expenditure per hire), Caliber of
recruitment, Applicant experience, Comprehensive recruitment efficacy, Regulatory
Variables: Organizational scale, Categories of Information Technology Services, Extent of
HR investment. Data Acquisition Methodology: The questionnaire was disseminated
electronically to chosen HR professionals through email and professional networking sites
like LinkedIn. A reminder was dispatched after two weeks to promote participation. The data
collection period extended from March 1, 2025, to March 31, 2025. Analytical Methods for
Data: The gathered data were examined utilizing statistical software, including SPSS.
Descriptive statistics were utilized to encapsulate the data, whereas inferential statistical
methods, including correlation and regression analyses, were applied to investigate the
associations between the application of HR analytics and recruiting outcomes. The findings
are displayed via detailed tables and graphical illustrations for clarity and comprehension.

5. Data Analysis:
Table 1: Demographic Profile of Respondents

Demographic Variable Frequency Percentage
Company Size 50 25%
Small (<50 employees) 50 25%
Medium (51-200 employees) 80 40%
Large (>200 employees) 70 35%
Years of Experience in HR 1-3 years 40

4-6 years 60

7-10 years 50

>10 years 50

According to table 1; Demographic Characteristics of Participants: The demographic
distribution reflects a balanced representation across different organizational sizes and levels
of experience:Medium-sized enterprises (51-200 employees) were the predominant segment
at 40%, succeeded by large enterprises (>200 people) at 35%, and small enterprises (<50
employees) at 25%. This indicates that the results are predominantly affected by medium and
big enterprises.Years of Experience: A considerable percentage of HR professionals has over
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4 years of experience, with 30% having 4-6 years, and 25% in both the 7-10 and above 10-
year categories. Merely 20% possessed 1-3 years of experience, signifying that the insights
predominantly originate from seasoned workers.

Table No. 2: Usage of HR Analytics in Recruitment

Statement Strongly Agree | Neutral | Disagree | Strongly
Agree Disagree

We use HR analytics in our | 30% 50% | 15% 3% 2%

recruitment process.

HR analytics tools are integrated | 25% 55% | 10% 7% 3%

with our HRIS.

According table 2; Application of HR Analytics in Recruitment: A significant majority of
participants indicated active utilization of HR analytics:80% either concurred or highly
concurred that HR analytics is utilized in their recruitment operations.Integration with HRIS
is substantial, with 80% confirming it (25% strongly agree, 55% agree). This signifies robust
usage and integration of HR analytics solutions within the IT recruitment sector of
Hyderabad.

Table 3: Benefits of HR Analytics in Recruitment

Benefit Strongly Agree | Neutral | Disagree | Strongly
Agree Disagree

HR analytics improves the | 35% 45% | 10% 5% 5%

quality of hires.

It reduces the time-to-hire. 40% 40% | 10% 5% 5%

It lowers the cost-per-hire. 30% 50% | 10% 5% 5%

According to table 3: Advantages of HR Analytics in RecruitmentThe advantages of HR
analytics are widely acknowledged.Quality of hire: 80% concurred or highly concurred that it
is enhanced by HR analytics.Time-to-hire: 80% concurred that HR analytics facilitates its
reduction.Cost-per-hire: Once more, 80% saw cost reduction as an advantage.These
consistent findings underscore that HR analytics is broadly seen as improving recruitment
efficiency and effectiveness.

Table 4: Challenges in Implementing HR Analytics

Challenge Strongly Agree | Agree | Neutral | Disagree | Strongly Disagree
Lack of skilled personnel | 40% 35% | 15% 5% 5%

Data privacy concerns 25% 30% | 20% 15% 10%

High implementation | 30% 40% | 15% 10% 5%

Costs

According to the table 4; Obstacles in Executing HR AnalyticsNotwithstanding the
advantages, several obstacles persist:The deficiency of trained individuals is the foremost
challenge, recognized by 75% of respondents.Elevated implementation costs constituted a
considerable obstacle, with 70% concurrence.Data privacy concerns registered a smaller,
although significant level of apprehension, with 55% indicating agreement.This underscores
the necessity for capacity building and data governance mechanisms to facilitate sustainable

adoption.
Table 5: Correlation Between HR Analytics and Recruitment Outcomes
Variables Correlation Coefficient
HR Analytics Implementation & Quality of Hire 0.65**
HR Analytics Implementation & Time-to-Hire -0.58**
HR Analytics Implementation & Cost-per-Hire -0.50**
HR Analytics Implementation & Recruitment Effectiveness | 0.70**
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Note: ** denotes significance at the 0.01 level.

According to table 5: Relationship Between HR Analytics and Recruitment Results
The correlation analysis demonstrates robust and statistically significant correlations.The
quality of hire exhibits a significant positive association (r = 0.65) with the application of HR
analytics.The time-to-hire and cost-per-hire have a negative correlation (r = -0.58 and r = -
0.50, respectively), suggesting that increased utilization of analytics diminishes these
measures.The overall recruitment effectiveness exhibits the most significant positive
correlation (r = 0.70).All correlations are significant at the 0.01 level, indicating that these
associations are improbable to be coincidental.

Table no. 6: Regression Test

Variable B SE | B t p

HR Analytics Implementation | 0.45 | 0.10 | 0.50 | 4.50 | 0.000**
Company Size 0.20 |0.08|0.15]2.50 | 0.013*
HR Investment 0.30 | 0.09|0.25 ]| 3.33 | 0.001**
R? 0.55

F 35.00 0.000

According to table 6; A multiple regression model was employed to forecast recruitment
effectiveness, yielding statistically significant results (F = 35.00, p < 0.001, R? = 0.55),
indicating that 55% of the variance in recruiting efficiency is accounted for by the
independent variables.The implementation of HR Analytics exerted the most significant
impact (B = 0.50, p < 0.01), showing its essential role in enhancing recruitment
effectiveness.Human Resource Investment (B = 0.25, p < 0.01) and Company Size (B = 0.15,
p < 0.05) exhibited substantial, albeit lesser, benefits. The regression model is statistically
significant (F = 35.00, p < 0.001) and explains 55% of the variance in recruitment
effectiveness (R? = 0.55). HR analytics implementation positively and significantly affects
recruitment effectiveness (B = 0.50, p < 0.001), indicating that higher utilization of HR
analytics is associated with better recruitment outcomes. Company size and HR investment
also have positive and significant effects on recruitment effectiveness.

7. Conclusion:

The study highlights the revolutionary capacity of HR analytics in the recruitment field
within Hyderabad's IT industry. Organizations that strategically allocate resources to HR
analytics tools and training are more likely to achieve substantial enhancements in recruiting
efficiency, quality of hire, and overall organizational performance. Future research may
investigate the long-term effects of HR analytics and examine analytical methods that
produce the most significant findings. The study aids in the development of a plan to
facilitate the comfortable adoption and acceptance of HR analytics among its users (Saxena et
al., 2022). This study highlights the substantial influence of HR analytics on recruitment
methods in the IT sector of Hyderabad, Telangana. The results indicate that the application of
HR analytics enhances recruiting efficiency, improves the quality of hires, and decreases
recruitment expenses. The favourable link between HR analytics and recruiting outcomes
corresponds with the Resource-Based View, emphasizing HR analytics as a strategic asset
that cultivates competitive advantage. The study reveals significant hurdles, including a
shortage of experienced individuals, data protection issues, and elevated implementation
costs. Confronting these problems is essential for firms seeking to optimize HR analytics in
their recruitment procedures. Recommendations encompass investing in training initiatives to
enhance analytics capabilities, instituting comprehensive data privacy policies, and
investigating economical analytics solutions. In Hyderabad's expanding IT sector, the
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implementation of HR analytics may greatly enhance the attraction and retention of premier

talent,

ultimately fostering organizational growth and success. Future research may

investigate the longitudinal effects of HR analytics on recruiting and broaden the study to
encompass additional sectors and geographies for a more thorough comprehension.
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