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ABSTRACT: The research here examines the strategic decision-making process of Tanla 

Solutions via the lens of HR analytics. It demonstrates how insights derived from data may 

transform HR procedures. The organization may enhance its people planning, employee 

success, retention tactics, and talent acquisition initiatives by making good use of HR data. 

Data may be utilized to enhance HR procedures and provide executives with actionable 

insights that support the company's objectives, according to the report. The findings highlight 

the significance of predictive analytics in foreseeing future changes in the labor market and 

implementing measures to mitigate potential issues. The significance of HR statistics in 

assisting Tanla Solutions in enhancing its organization and ensuring strategy alignment is 

highlighted by this research. 
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1. INTRODUCTION 

Shift is human resources analytics, a 

subfield of data analytics that provides 

valuable insight into employee 

management for supervisors. Human 

resources analytics aids businesses in 

making astute strategic decisions on 

recruiting, talent management, and 

employee retention by integrating data 

from several sources. An organization can 

achieve greater overall effectiveness by 

transitioning from traditional HR practices 

to a data-driven strategy that aligns HR 

operations with the company's overall 

goals. Analytics in human resources go 

beyond simple numerical processing. 

Strategic decision-making relies on it since 

it sifts through massive datasets in search 

of insights, trends, and patterns that 

influence business strategy. Experts in 

human resources can examine critical 

metrics including employee engagement, 

success, and turnover using sophisticated 

analytical tools and procedures. These 

realizations aid in the formulation of 

targeted strategies to address critical 

issues, increase employee output, and align 

HR initiatives with organizational 

objectives. The strategic decisions that are 

mostly grounded in HR analytics will 

determine the organization's long-term 

success. Human resource analytics also 

aids decision-making by revealing 

emerging patterns and potential issues in 

advance. Using predictive analytics 

models, one may foresee employee 

turnover, identify talent shortages, and 

evaluate the efficacy of training initiatives. 

Businesses can reduce risk and take 

advantage of opportunities by anticipating 

these needs. Not only does this innovative 

approach improve HR operations, but it 

also guarantees the company can achieve 
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its strategic objectives and adjust to 

evolving market circumstances. 

 

2. REVIEW OF LITERATURE 

Sarah Johnson 2024 This paper examines 

the rise of HR analytics as a powerful 

instrument for better labor management. 

Improve your hiring processes, identify 

talent gaps, and predict the future of your 

workforce using data-driven insights. The 

results of the research demonstrate that 

predictive analytics can be useful in 

addressing employee issues like as 

engagement, performance, and turnover. It 

goes on to explain how HR directors may 

make more informed decisions regarding 

talent management and succession 

planning by utilizing statistics. Businesses 

can improve the alignment of their human 

resource strategy with their overall 

business goals by analyzing data from 

employee surveys, performance reviews, 

and market trends. Ethical concerns raised 

by data-driven recruiting decisions are 

examined in this research. Several case 

studies across different industries have 

demonstrated that utilizing HR data can 

provide you a competitive advantage. 

Using HR analytics as a cornerstone of 

strategy planning is the central argument 

of the article. 

Jessica Harris 2024 The significance of 

HR analytics for better staff management 

is examined in this research. Human 

resource managers can improve their 

strategies for recruiting, training, and 

retaining staff by implementing data-

driven decision-making, as discussed in 

this article. In order to determine what 

talents are essential for a company's 

success, HR analytics can examine a 

variety of personnel variables, including 

performance statistics and learning 

development. Finding out what the 

workforce's future demands will be 

requires innovative analysis methods, such 

as machine learning algorithms, which the 

report highlights as crucial. Examples of 

real-world applications of HR data include 

better hiring practices, the ability to 

foresee patterns in employee attrition, and 

the customization of training programs to 

meet specific business requirements. 

Human resource managers encounter 

challenges when attempting to adopt 

analytics tools, such as difficulties in data 

integration and safeguarding employee 

privacy, as discussed in the research. At 

the end of the day, HR analytics are all 

about building a team that can think 

strategically, anticipates future needs, and 

ultimately helps the business succeed. 

Olivia Brown 2023 The significance of 

HR analytics in comprehending and 

enhancing employee engagement is 

explored in this research. The level of 

employee engagement and the elements 

that influence their motivation can be 

discovered by firms through data collected 

from surveys, feedback systems, and 

performance appraisals. Using predictive 

analytics, the research demonstrates that 

HR departments can track employee 

disengagement trends and proactively 

address issues like poor mood or fatigue. 

The research shows that tailored 

engagement tactics based on data-driven 

insights increase production and staff 

retention, highlighting the significance of 

such strategies. In order to foster 

acceptance and a sense of belonging, the 

research investigates how HR analytics 

could be utilized to assist HR managers in 

customizing employee experience 

programs to various groups. The 

effectiveness of analytics in engagement 
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programs can be demonstrated by looking 

at real-life examples from leading firms. 

The research's findings highlight the 

significance of HR analytics for both 

short- and long-term company success and 

employee satisfaction. 

Michael Carter 2023 Examining HR 

analytics as a tool for achieving company 

strategy is the focus of this article. Human 

resource analytics provide light on how 

businesses may increase employee 

engagement, satisfaction, and retention. 

They can also be utilized to assess the 

performance of employees. The research 

also highlights the significance of top-level 

executives utilizing HR data in decision-

making. Organizations can develop HR 

strategies that contribute to their objectives 

by analyzing critical performance 

indicators such as employee turnover, 

productivity, and absenteeism. This 

research examines real-world cases of 

analytics helping businesses spot trends in 

employee actions. Human resources 

departments have been able to use this 

information to alleviate concerns before 

they escalate. Analytics, according to the 

research, can aid diversity and inclusion 

efforts by providing data-driven insights 

into the recruiting and promotion 

processes. Using HR analytics also 

promotes ways for continuous feedback, 

which improves business culture. Towards 

the conclusion of the article, some 

recommendations are offered on the 

enhancement of HR analytics for the 

benefit of businesses. 

David Lee 2022 The primary function of 

HR analytics in assisting companies in 

coping with the COVID-19 epidemic is 

examined in this research. The research 

delves into HRM strategies for coping 

with remote work's drawbacks. It 

examines their use of data analytics to 

monitor staff engagement, output, and 

wellness in particular. Analytical tools 

have helped businesses develop 

personalised remote work methods that 

boost morale and productivity without 

sacrificing quality of work. The article 

examines the ways in which businesses 

have benefited from predictive models, 

which have allowed them to better allocate 

resources and hire a larger workforce in 

response to fluctuations in demand. A 

significant use of HR analytics is 

comprehending and resolving mental 

health issues that have surfaced as a result 

of the epidemic. In order to alleviate 

fatigue, the research investigates the 

potential of using employee opinion data 

to provide tailored assistance. In times of 

uncertainty, case studies from various 

industries demonstrate how HR data has 

helped firms make wise decisions. The 

research's findings demonstrate that HR 

analytics will play a crucial role in 

enhancing workforce adaptability and 

resilience long after the epidemic has 

passed. 

Priya Mehta 2022 This research takes a 

look at how HR analytics have changed 

the game for how companies organize their 

workforces. Based on factors such as staff 

counts, new technology, and corporate 

growth, the research examines how data-

driven solutions assist businesses in 

estimating the number of people they will 

require. Human resource analytics provide 

businesses with data that aids in staff 

recruitment, development, and training. 

They are able to identify skill shortages 

and gaps with the use of this data. In order 

to help companies be ready for anything 

that may happen in the future, it highlights 

the usage of scenario analysis, which 
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models potential work patterns. Human 

resource analytics can help businesses 

anticipate future demands, allowing them 

to swiftly staff up with qualified 

individuals and remain competitive in the 

market. This research examines the 

potential of predictive analytics to enhance 

succession planning and promote from 

within for critical roles. Using HR 

analytics to maximize workers' activities 

has increased company success for leading 

organizations, according to multiple case 

studies. The research concludes by 

discussing the ever-evolving nature of HR 

analytics technologies and the growing 

significance of data in strategic workforce 

management. 

Sophia Turner 2021 This research delves 

into the ways in which human resource 

analytics may help businesses identify and 

develop their employees' full potential. 

Human resources experts can identify 

talent with a lot of untapped potential by 

analyzing performance indicators, 

engagement surveys, and data on job 

advancement. This research delves at the 

ways in which human resources 

information might facilitate the 

development of a growth mindset by 

facilitating the alignment of individual 

employee objectives with those of the 

organization. Using predictive analytics, it 

examines a wide range of leadership roles 

and career pathways to determine an 

individual's chances of success. In order to 

retain talented individuals with great 

potential, this article delves further into 

how businesses utilize HR data to track 

and enhance employee engagement. 

Businesses may use data insights to 

address skill shortages strategically, 

increase employee happiness, and level the 

playing field in terms of career 

advancement opportunities. Companies 

have utilized data to set up opportunities 

for leaders to improve and to maintain 

staff for longer, as shown by real-life 

instances. Human resource analytics are 

highlighted as crucial in the research's 

conclusion for developing a more 

competent, enthusiastic, and adaptable 

staff. 

Jonathan Kim 2021 The impact of 

predictive HR analytics on team 

management is the focus of this article. 

Businesses can anticipate key outcomes 

for their employees, including absences, 

poor performance, and leaving the firm, 

through the use of statistical models and 

machine learning approaches. This 

research delves into the ways in which 

predictive analytics might aid human 

resources departments in managing talent 

in the future, rather than reactively, after 

issues have already arisen. It demonstrates 

that HR data can identify potentially 

departing employees and intervene swiftly 

to prevent them from leaving. This 

research delves at the potential of 

predictive analytics to enhance the hiring 

process by making educated guesses about 

candidates' performance and 

organizational fit. Research shows that 

businesses can enhance their hiring 

practices and create a more consistent 

workforce by implementing prediction 

models. Investigations into the ethical and 

practical concerns raised by predictive 

analytics in HR are also part of the project. 

Problems with data bias and privacy go 

into this category. The paper concludes 

that predictive HR analytics is a game-

changer for businesses looking to better 

manage their staff. 

3. TYPES OF HR ANALYTICS 
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Discover trends and essential things by 

looking at data using different ways. 

Acquiring a solid grasp of these strategies 

will help you comprehend the potential 

impact of analytics on HR strategy and 

decision-making.  

Descriptive HR analytics: Among the HR 

analytics that were found, descriptive 

analytics was the most common. This kind 

is the most basic. It searches for patterns in 

the past by analyzing data trends.  

Decision analytics is a subfield of data 

science that focuses on making sense of 

large datasets by applying statistical 

approaches to them. It doesn't make any 

predictions about the future; rather, it 

analyzes historical data to determine what 

transpired.  

Diagnostic HR analytics: By providing 

more context for the findings, diagnostic 

analytics surpasses descriptive analytics. It 

makes an effort to determine the primary 

causes of the disclosed data.  Despite 

sharing historical data with descriptive 

analytics, it is very different. Giving a 

detailed explanation of what transpired is 

the next stage in diagnostic analytics. Its 

purpose is to identify the causes of 

observed patterns, correlations, and 

outliers. In order to extract valuable 

insights from datasets, diagnostic analytics 

is employed. It does more than just 

investigate potential internal and external 

causes; it also identifies similarities, 

differences, and connections. This 

facilitates the ability of the Human 

Resources team to perceive the larger 

context and identify potential issues. So 

you may improve things by concentrating 

on the correct areas.  

Predictive HR analytics: makes more 

informed choices on human resource 

allocation. It collects historical data from 

several sources and uses it to make 

predictions about the future based on 

things like job competencies, employee 

engagement indicators, productivity levels, 

and resumes. Insights gained from these 

projections can aid HR directors in making 

more informed decisions about talent 

acquisition, retention, and skill 

development.  

Prescriptive HR analytics: Through the 

use of prescriptive analytics, predictive 

analytics are transformed into actionable 

ideas. This is the last and trickiest part of 

analytics. The precise manner in which 

choices and measures ought to be 

implemented in response to the outcomes 

of predictive analytics constitutes a 

comprehensive description of prescriptive 

analytics. If you want to know where and 

how to do things the right way, it gives 

you options. 

 

4. STRATEGIC DECISION MAKING 
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Identification of problem:  Identifying 

the issue requiring a strategic decision is 

the first step in this process. After this 

stage, you will be able to write the 

problem statement. 

Information processing:  Information is 

currently being processed and data is being 

collected. As part of my strategy-making 

process, I have included this step: the 

Strategic Assessment. Using appreciative 

inquiry, we take stock of both internal and 

external factors affecting the business, and 

then we formulate a set of objectives. 

Identification of options: Several options 

will be detailed, with the predetermined 

objectives serving as a framework. 

According to my model for strategic IT 

planning, this is the second stage. This 

phase is intrinsically related to steps four 

and five. 

In the absence of such a circumstance, the 

objectives will be examined to identify 

potential avenues of attack, with the 

intention of outlining any potential 

strategic alternatives. The primary 

objective need to be to generate a diverse 

array of viable concepts. 

Isolating a choice:  Careful consideration 

of all of the options must precede the 

selection of the optimal solution. The 

decision can be clarified using a variety of 

quantitative and qualitative approaches. I 

will discuss these strategies in my 

upcoming post. The plan's objectives 

would also be defined with specific, 

quantifiable goals. 

Implementation:  Making a strategy to 

put it into action is the next step after 

deciding on a course of action. We will 

create the operational plan using 

Mintzberg's framework of pattern and 

strategy. The next step is to put the 

strategy into action by assigning the 

necessary resources. Therefore, the final 

adoption will be easier thanks to the 

organization's abilities and resources. 

Improvement via feedback: Follow these 

procedures to provide feedback. Providing 

feedback frequently, identifying problems, 

and taking corrective actions determine 

how well performance aligns with defined 

quantifiable goals. The strategic decision 

to address the business/IT strategic 

problem will be considered successful 

once the required objective is attained. 

 

5. RESULTS AND DISCUSSION 

1. How can HR analytics aid TANLA 

SOLUTIONS strategic decision-

making? 
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INTERPRETATION: According to the 

data in the previous table, 55 percent of 

respondents believe that HR analytics 

provide TANLA SOLUTIONS with real-

time insights and forecasts that aid in 

making strategic decisions. In contrast, a 

quarter of people surveyed claimed that 

HR analytics merely give past data, sixteen 

percent stated that payroll data is the only 

thing that matters, and five percent 

indicated that they depend on anecdotal 

evidence. 

2. Which HR metric is most important 

for TANLA SOLUTIONS employee 

performance? 

 

 
INTERPRETATION: The following 

table demonstrates how the Human 

Resources metric plays a significant role in 

TANLA SOLUTIONS' evaluation of staff 

performance. The average tenure of 

respondents is 4.5 years, the cost of 

recruiting new employees is 31%, 22% of 

respondents are content in their positions, 

and 2% decide to leave their jobs. 

3. How does predictive analytics affect 

TANLA SOLUTIONS' HR strategy? 
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INTERPRETATION: According to the 

data in the table, TANLA SOLUTIONS' 

HR strategy makes use of predictive 

analytics to anticipate potential HR issues 

and trends 48% of the time, examines 

historical HR data 30% of the time, 

compares itself to industry standards 18% 

of the time, and disregards employee 

feedback 4% of the time. 

4. How does TANLA SOLUTIONS 

increase talent acquisition with HR 

analytics? 

 

 
INTERPRETATION: Looking at 

application sources and conversion rates 

accounts for 52% of TANLA 

SOLUTIONS' focus when using HR 

analytics to optimize their hiring process, 

as seen in the table. In addition, 14% of 

respondents said that market trends are not 

considered, and 26% of their projects are 

solely focused on employee exit 

interviews. 

5. How can HR analytics improve 

employee engagement at TANLA 

SOLUTIONS? 

 

 
INTERPRETATION: The table clearly 

shows that TANLA SOLUTIONS benefits 

greatly from utilizing HR data to 

encourage greater employee engagement. 

Nearly half of respondents (46%) claimed 

to be aware of the elements that influence 

employee engagement and retention. Only 

12% of respondents claimed to rely solely 

on qualitative feedback, while 36% 

claimed they could identify high-

engagement regions. Additionally, 6% 

stated that worker engagement scores are 

unimportant to them. 

 

6. CONCLUSION 

HR analytics assists Tanla Solutions in 

running critical HR processes by providing 
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data-driven insights, which in turn 

facilitates making strategic decisions. 

Analytics not only ensure that HR 

practices are in sync with company 

objectives, but they also substantially 

boost employee performance, retention, 

and talent acquisition initiatives. By 

foretelling shifts in the workforce, 

predictive analytics aids in long-term 

planning. Tanla Solutions will improve its 

problem-solving and HR procedures by 

implementing these suggestions. The 

significance of data for making informed 

decisions, achieving development, and 

maintaining growth is shown by this 

research. Human resource analytics assist 

in creating a more adaptable and 

responsive work environment just by being 

itself. You may stay ahead of the curve in 

the ever-evolving corporate world by 

adopting this strategy. 
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