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ABSTRACT 

This Study investigates the relationship between employee engagement, HR analytics 

utilization, and their impact on driving business outcomes. Through a mixed

approach incorporating surveys and interviews with HR professionals a

insights are gleaned into the strategic importance of HR analytics in shaping organizational 

performance. Through literature review, case studies, and quantitative analysis, it explores 

how HR analytics adoption correlates with organiza

organizations aligning HR initiatives with business objectives and prioritizing outcomes over 

metrics see improved performance. HR analytics enable continuous improvement, enhance 

operational efficiency, and provide a 

emphasizes the necessity for HR leaders to embrace data

organizational success in today's dynamic business environment.

Keywords: Organizational performance, HR Analytics, Decision

INTRODUCTION 

In today's rapidly evolving business landscape, organizations face increasing pressure to 

optimize their human capital and drive strategic decision

utilization of Human Resource (HR) analytics. As organiza

edge and navigate through challenges such as talent acquisition, retention, and performance 

management, HR analytics emerges as a powerful tool to unlock insights from HR data and 

inform evidence-based HR practices.

This research delves into the optimization of HR analytics to drive business outcomes 

effectively. The study aims to explore the current landscape of HR analytics adoption, 
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This Study investigates the relationship between employee engagement, HR analytics 

utilization, and their impact on driving business outcomes. Through a mixed

approach incorporating surveys and interviews with HR professionals and business owners, 

insights are gleaned into the strategic importance of HR analytics in shaping organizational 

performance. Through literature review, case studies, and quantitative analysis, it explores 

how HR analytics adoption correlates with organizational success. Findings suggest that 

organizations aligning HR initiatives with business objectives and prioritizing outcomes over 

metrics see improved performance. HR analytics enable continuous improvement, enhance 

operational efficiency, and provide a competitive edge in talent management. The study 

emphasizes the necessity for HR leaders to embrace data-driven decision

organizational success in today's dynamic business environment. 

Organizational performance, HR Analytics, Decision making  

In today's rapidly evolving business landscape, organizations face increasing pressure to 

optimize their human capital and drive strategic decision-making through the effective 

utilization of Human Resource (HR) analytics. As organizations seek to gain a competitive 

edge and navigate through challenges such as talent acquisition, retention, and performance 

management, HR analytics emerges as a powerful tool to unlock insights from HR data and 

based HR practices. 

search delves into the optimization of HR analytics to drive business outcomes 

effectively. The study aims to explore the current landscape of HR analytics adoption, 
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identify challenges hindering its effectiveness, and develop a unified framework for asses

the holistic business impact and Return on Investment (ROI) of HR analytics initiatives. By 

understanding the factors influencing the adoption, implementation, and outcomes of HR 

analytics initiatives, organizations can better align their HR strategie

objectives and enhance organizational performance.

Need for the study 

The need for this study arises from the growing recognition of Human Resource (HR) 

analytics as a strategic tool for driving business outcomes effectively. In tod

business environment, organizations are increasingly leveraging HR analytics to gain 

actionable insights into their workforce and make data

potential benefits of HR analytics, there exist challenges a

effectiveness and impact on business performance.

The necessity for this study emerges from the burgeoning acknowledgment of Human 

Resource (HR) analytics as a strategic instrument for effectively driving business outcomes. 

In the contemporary competitive landscape, organizations are progressively harnessing HR 

analytics to attain actionable insights into their workforce dynamics and to facilitate data

driven decision-making. Nonetheless, despite the promising potential of HR ana

numerous challenges and barriers impede its efficacy and impact on business performance.

Scope of the Study 

This study encompasses HR professionals and business owners actively involved in HR 

analytics initiatives across various industries. It 

encountered and strategies employed in enhancing the impact of HR analytics on business 

outcomes. With a broad geographical focus, the research endeavours to capture insights 

applicable to diverse organizational conte

pertaining to HR analytics implementation, the study seeks to provide valuable insights 

that transcend geographical boundaries and industry sectors, fostering a comprehensive 

understanding of effective HR analytic

higher rate through this Study.
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identify challenges hindering its effectiveness, and develop a unified framework for asses

the holistic business impact and Return on Investment (ROI) of HR analytics initiatives. By 

understanding the factors influencing the adoption, implementation, and outcomes of HR 

analytics initiatives, organizations can better align their HR strategies with overall business 

objectives and enhance organizational performance. 

The need for this study arises from the growing recognition of Human Resource (HR) 

analytics as a strategic tool for driving business outcomes effectively. In tod

business environment, organizations are increasingly leveraging HR analytics to gain 

actionable insights into their workforce and make data-driven decisions. However, despite the 

potential benefits of HR analytics, there exist challenges and barriers that hinder its 

effectiveness and impact on business performance. 

The necessity for this study emerges from the burgeoning acknowledgment of Human 

Resource (HR) analytics as a strategic instrument for effectively driving business outcomes. 

he contemporary competitive landscape, organizations are progressively harnessing HR 

analytics to attain actionable insights into their workforce dynamics and to facilitate data

making. Nonetheless, despite the promising potential of HR ana

numerous challenges and barriers impede its efficacy and impact on business performance.

This study encompasses HR professionals and business owners actively involved in HR 

analytics initiatives across various industries. It endeavours to delve into the obstacles 

encountered and strategies employed in enhancing the impact of HR analytics on business 

outcomes. With a broad geographical focus, the research endeavours to capture insights 

applicable to diverse organizational contexts. By examining challenges and solutions 

pertaining to HR analytics implementation, the study seeks to provide valuable insights 

that transcend geographical boundaries and industry sectors, fostering a comprehensive 

understanding of effective HR analytics practices for driving business outcomes at the 

higher rate through this Study. 
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Objective of the Study 

 To align HR Analytics with organizational strategies and enhancing adaptation ethical 

concerns and drive business outcomes

 To develop a unified framewor

return on investment (ROI) of HR analytics initiatives.

 To explore effective change management strategies facilitating seamless adoption of 

HR analytics within organizations.

REVIEW OF LITERATURE

Hota, R., & Gosh, S. (2013) A Study of Human Resource Analytics and Organizational 

Effectiveness," investigates the link between implementing HR analytics and an 

organization's overall effectiveness. They examine the current state of knowledge on the 

topic, including both its potential benefits and the challenges hindering its widespread 

adoption. By exploring this relationship, the study aims to identify opportunities for 

organizations to leverage HR analytics for improved performance.

Kumar, S., & Sharma, A (2023)

Performance," shows the crucial role of HR professionals' analytical skills in driving 

organizational success. The study emphasizes the importance of data

in HR, suggesting that by developing these analytical competencies within HR teams, 

organizations can potentially enhance their overall performance. This research is particularly 

relevant in today's data-driven business landscape, where leveraging HR data effectively can 

be a significant competitive advantage.

Smith, M., & Welling, M (2017)

investment (ROI) of HR analytics initiatives, essentially helping organizations quantify the 

tangible business impact of their people

guidance on measuring ROI, this book empowers HR professionals to showcase the financial 

benefits of data-driven HR strategies, potentially influencing resource allocation and gaining 

buy-in from stakeholders. 
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To align HR Analytics with organizational strategies and enhancing adaptation ethical 

concerns and drive business outcomes 

To develop a unified framework for assessing the holistic business outcome and 

return on investment (ROI) of HR analytics initiatives.  

To explore effective change management strategies facilitating seamless adoption of 

HR analytics within organizations. 

REVIEW OF LITERATURE 

& Gosh, S. (2013) A Study of Human Resource Analytics and Organizational 

Effectiveness," investigates the link between implementing HR analytics and an 

organization's overall effectiveness. They examine the current state of knowledge on the 

ng both its potential benefits and the challenges hindering its widespread 

adoption. By exploring this relationship, the study aims to identify opportunities for 

organizations to leverage HR analytics for improved performance. 

Kumar, S., & Sharma, A (2023) Impact Of Hr Analytics Competencies on Organizational 

Performance," shows the crucial role of HR professionals' analytical skills in driving 

organizational success. The study emphasizes the importance of data-driven decision

by developing these analytical competencies within HR teams, 

organizations can potentially enhance their overall performance. This research is particularly 

driven business landscape, where leveraging HR data effectively can 

gnificant competitive advantage. 

Smith, M., & Welling, M (2017) The paper delves into methods for measuring the return on 

investment (ROI) of HR analytics initiatives, essentially helping organizations quantify the 

tangible business impact of their people-related decisions. By providing frameworks and 

uring ROI, this book empowers HR professionals to showcase the financial 

driven HR strategies, potentially influencing resource allocation and gaining 
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Impact Of Hr Analytics Competencies on Organizational 

Performance," shows the crucial role of HR professionals' analytical skills in driving 

driven decision-making 

by developing these analytical competencies within HR teams, 

organizations can potentially enhance their overall performance. This research is particularly 

driven business landscape, where leveraging HR data effectively can 

The paper delves into methods for measuring the return on 

investment (ROI) of HR analytics initiatives, essentially helping organizations quantify the 

related decisions. By providing frameworks and 

uring ROI, this book empowers HR professionals to showcase the financial 

driven HR strategies, potentially influencing resource allocation and gaining 
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Tzafrir, S., & Baruch, Y (2018)

underscores the critical need for alignment between HR analytics initiatives and the 

organization's overall business strategy. Their review likely emphasizes the importance of 

ensuring that data-driven HR decisions derived from analytics 

to achieving the organization's broader strategic goals. This alignment is crucial for 

maximizing the effectiveness and value of HR analytics in driving organizational success.

RESEARCH METHODOLOGY

Research Design 

The research design for investigating the maximization of HR analytics' impact on driving 

business outcomes incorporates a mixed

quantitative and qualitative data to provide a comprehensive understanding of the topic. This 

approach involves the utilization of online surveys to collect quantitative data, interviews to 

gather qualitative insights from HR professionals and business owners, and a thorough 

literature review to supplement and contextualize the findings.

Sample Design 

Population The population for this includes HR professionals and business owners across 

various industries, with a focus on those engaged in utilizing or overseeing HR analytics 

initiatives within their organizations.

Sample Size The study aims to gathe

professionals and business owners, to comprehensively explore the utilization of HR 

analytics and its impact on driving business outcomes.

Tools of Analysis 

Regression analysis was employed to explore the relationship between different variables, 

such as the utilization of HR analytics and its impact on various business outcomes. This 

statistical technique allows for the identification of significant predictors and the strength 

their association with the outcome variables.

AD EDUXIAN JOURNAL 
Quarterly Multidisciplinary Blind Peer Reviewed & Refereed, Open Acces & Google 

Scholar Indexed International E- Journal 
Vol (1&2), Issue (3), Nov -Jan 2024-25                               E-ISSN: 3048

Copyright@adeduxianpublication, DOI: 02.2025-91992841      Email:  adeduxian@gmail.com

Tzafrir, S., & Baruch, Y (2018) "Aligning HR Analytics with Bu

underscores the critical need for alignment between HR analytics initiatives and the 

organization's overall business strategy. Their review likely emphasizes the importance of 

driven HR decisions derived from analytics directly support and contribute 

to achieving the organization's broader strategic goals. This alignment is crucial for 

maximizing the effectiveness and value of HR analytics in driving organizational success.

RESEARCH METHODOLOGY 

ch design for investigating the maximization of HR analytics' impact on driving 

business outcomes incorporates a mixed-methods approach, aimed at gathering both 

quantitative and qualitative data to provide a comprehensive understanding of the topic. This 

pproach involves the utilization of online surveys to collect quantitative data, interviews to 

gather qualitative insights from HR professionals and business owners, and a thorough 

literature review to supplement and contextualize the findings. 

The population for this includes HR professionals and business owners across 

various industries, with a focus on those engaged in utilizing or overseeing HR analytics 

initiatives within their organizations. 

The study aims to gather insights from 120 respondents, comprising HR 

professionals and business owners, to comprehensively explore the utilization of HR 

analytics and its impact on driving business outcomes. 

was employed to explore the relationship between different variables, 

such as the utilization of HR analytics and its impact on various business outcomes. This 

statistical technique allows for the identification of significant predictors and the strength 

their association with the outcome variables. 
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Chi-square tests were utilized to analyze categorical data and examine the relationships 

between different categorical variables. This statistical tool helped in determining whether 

there were significant differences or associations between, for example, the effectiveness of 

HR analytics practices and the type of industry or organization size.

 Frequency

 

Valid 

21-30 35 

31-40 64 

41-50 16 

51-60 5 

Total 120 

Interpretation 

The table shows that the most common age group among the respondents is 31

with 64 respondents (53.3% of the total). The next most common age group is 21

old, with 35 respondents (29.2% of the total). The remaining two age groups, 41

years old, have a much smaller sample size, with 16 respondents (13.3%) and 5 respondents 

(4.2%).     

Regression Analysis 

Employee engagement, Alignment Statement, Business outcome

Regression analysis was employed to examine the relationship between employee 

engagement, Alignment Statement, and their impact on driving business outcomes. By 

utilizing regression models, we sought to identify the extent to which employee 

engagement and the effective utilization of Alignment Statement serve as predictors of 

various business outcomes. Through this analysis, we aimed to elucidate the direct and 

indirect effects of these factors on organizational success. The regression models allowed 

us to assess the significance and strength of the relationships between employee 

engagement, Alignment practices, and key business performance indicators, providing 

valuable insights into the mechanisms through which these variables contribute to business 

outcomes. This statistical technique facilitated the identification of specific HR practices 
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were utilized to analyze categorical data and examine the relationships 

between different categorical variables. This statistical tool helped in determining whether 

fferences or associations between, for example, the effectiveness of 

HR analytics practices and the type of industry or organization size. 

Table showing Age of the Respondents 

Age of the Respondents 

Frequency Percent Valid Percent Cumulative Percent

29.2 29.2 

53.3 53.3 

13.3 13.3 

4.2 4.2 

100.0 100.0  

The table shows that the most common age group among the respondents is 31

(53.3% of the total). The next most common age group is 21

old, with 35 respondents (29.2% of the total). The remaining two age groups, 41

years old, have a much smaller sample size, with 16 respondents (13.3%) and 5 respondents 

Employee engagement, Alignment Statement, Business outcome 

Regression analysis was employed to examine the relationship between employee 

engagement, Alignment Statement, and their impact on driving business outcomes. By 

utilizing regression models, we sought to identify the extent to which employee 

the effective utilization of Alignment Statement serve as predictors of 

various business outcomes. Through this analysis, we aimed to elucidate the direct and 

indirect effects of these factors on organizational success. The regression models allowed 

assess the significance and strength of the relationships between employee 

engagement, Alignment practices, and key business performance indicators, providing 

valuable insights into the mechanisms through which these variables contribute to business 

es. This statistical technique facilitated the identification of specific HR practices 
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Cumulative Percent 

29.2 

82.5 

95.8 

100.0 

The table shows that the most common age group among the respondents is 31-40 years old, 

(53.3% of the total). The next most common age group is 21-30 years 

old, with 35 respondents (29.2% of the total). The remaining two age groups, 41-50 and 51-60 

years old, have a much smaller sample size, with 16 respondents (13.3%) and 5 respondents 

Regression analysis was employed to examine the relationship between employee 

engagement, Alignment Statement, and their impact on driving business outcomes. By 

utilizing regression models, we sought to identify the extent to which employee 

the effective utilization of Alignment Statement serve as predictors of 

various business outcomes. Through this analysis, we aimed to elucidate the direct and 

indirect effects of these factors on organizational success. The regression models allowed 

assess the significance and strength of the relationships between employee 

engagement, Alignment practices, and key business performance indicators, providing 

valuable insights into the mechanisms through which these variables contribute to business 

es. This statistical technique facilitated the identification of specific HR practices 
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and strategies that significantly influence employee engagement levels and, consequently, 

impact organizational performance. Additionally, regression analysis enabled th

exploration of potential moderating or mediating effects, shedding light on the complex 

interplay between employee engagement, HR alignments, and business outcomes, thereby 

offering actionable insights for strategic decision

practices within organizations.

 Impact of Employee Engagement & Alignment Statement to drive outcomes

Model Variables Entered

1 Employee Engagement,

a. Dependent Variable: Business outcome

b. All requested variables entered.

 

Mode 

l 

R R 

Squar 

e 

Adjusted R 

Square

1 .777a .604 .597 

a. Predictors: (Constant), Employee Engagement, Alignment Statement

b. Dependent Variable: Business outcome
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and strategies that significantly influence employee engagement levels and, consequently, 

impact organizational performance. Additionally, regression analysis enabled th

exploration of potential moderating or mediating effects, shedding light on the complex 

interplay between employee engagement, HR alignments, and business outcomes, thereby 

offering actionable insights for strategic decision-making and human capital mana

practices within organizations. 

Impact of Employee Engagement & Alignment Statement to drive outcomes

Variables Entered/Removeda 

Variables Entered Variables Removed

Employee Engagement, Allignment_statement 

Business outcome 

b. All requested variables entered. 

Model Summaryb 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R 

Square 

Change 

F 

Chang e 

df1

.28931 .604 88.543 2

Employee Engagement, Alignment Statement 

Business outcome 
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and strategies that significantly influence employee engagement levels and, consequently, 

impact organizational performance. Additionally, regression analysis enabled the 

exploration of potential moderating or mediating effects, shedding light on the complex 

interplay between employee engagement, HR alignments, and business outcomes, thereby 

making and human capital management 

Impact of Employee Engagement & Alignment Statement to drive outcomes 

Removed Method 

. Enter 

df1 df2 Sig. F 

Change 

2 116 <.001 
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Model Sum of Squares

1 Regression 14.822 

Residual 9.709 

Total 24.532 

a. Dependent Variable: Business outcome

b. Predictors: (Constant), Employee Engagement, Alignment Statement

 

Model 

1 (Constant) 

Allignment_statement 

Employee 

Engagement 

a. Dependent Variable: Business outcome
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ANOVAa 

Sum of Squares df Mean Square F

 2 7.411 88.543

116 .084  

 118   

Business outcome 

Employee Engagement, Alignment Statement

Coefficientsa 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

B Std. Error Beta 

1.169 .169  

.285 .058 .364

.381 .056 .500

Business outcome 

Quarterly Multidisciplinary Blind Peer Reviewed & Refereed, Open Acces & Google 

ISSN: 3048-9751 

adeduxian@gmail.com     181 

F Sig. 

88.543 <.001b 

 

 

Employee Engagement, Alignment Statement 

t Sig. 

6.935 <.001 

.364 4.942 <.001 

.500 6.797 <.001 
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Interpretation 

The R-square value of 0.604 indicates that the model explains 

business outcome. This means that the independent variables (employee engagement and 

alignment statement) together account for 60.4% of the variation in business outcomes. 

The remaining 39.6% of the variance is due to other factors

The coefficients in the table show the relationship between each independent variable and 

the dependent variable. The coefficient for employee engagement is 0.381, which is 

positive and statistically significant (p

relationship between employee engagement and business outcome. In other words, as 

employee engagement increases, business outcome is predicted to increase as well.

The coefficient for the alignment statement 

statistically significant (p-value < 0.001). This means that there is a positive relationship 

between the alignment statement and business outcome. In other words, as the alignment 

statement score increases, business outcome is 

The constant term in the model is 1.169. This value represents the predicted business 

outcome when both employee engagement and the alignment statement score are zero.

The results of the linear regression analysis suggest tha

alignment statement are both important predictors of business outcome. The model 

explains a significant portion of the variance in business outcome, and the coefficients for 

both independent variables are positive and statisticall

Chi Square Analysis 

Table showing Satisfaction factor 
Factors of Sat
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value of 0.604 indicates that the model explains 60.4% of the variance in 

business outcome. This means that the independent variables (employee engagement and 

alignment statement) together account for 60.4% of the variation in business outcomes. 

The remaining 39.6% of the variance is due to other factors not included in the model.

in the table show the relationship between each independent variable and 

the dependent variable. The coefficient for employee engagement is 0.381, which is 

positive and statistically significant (p-value < 0.001). This means that there is a positive 

relationship between employee engagement and business outcome. In other words, as 

employee engagement increases, business outcome is predicted to increase as well.

The coefficient for the alignment statement is 0.285, which is also positive and 

value < 0.001). This means that there is a positive relationship 

between the alignment statement and business outcome. In other words, as the alignment 

statement score increases, business outcome is predicted to increase as well.

in the model is 1.169. This value represents the predicted business 

outcome when both employee engagement and the alignment statement score are zero.

The results of the linear regression analysis suggest that employee engagement and 

alignment statement are both important predictors of business outcome. The model 

explains a significant portion of the variance in business outcome, and the coefficients for 

both independent variables are positive and statistically significant. 

Table showing Satisfaction factor –  
Factors of Satisfactory & Metrics of Business Impact
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60.4% of the variance in 

business outcome. This means that the independent variables (employee engagement and 

alignment statement) together account for 60.4% of the variation in business outcomes. 

not included in the model. 

in the table show the relationship between each independent variable and 

the dependent variable. The coefficient for employee engagement is 0.381, which is 

). This means that there is a positive 

relationship between employee engagement and business outcome. In other words, as 

employee engagement increases, business outcome is predicted to increase as well. 

which is also positive and 

value < 0.001). This means that there is a positive relationship 

between the alignment statement and business outcome. In other words, as the alignment 

predicted to increase as well. 

in the model is 1.169. This value represents the predicted business 

outcome when both employee engagement and the alignment statement score are zero. 

t employee engagement and 

alignment statement are both important predictors of business outcome. The model 

explains a significant portion of the variance in business outcome, and the coefficients for 

Impact 
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Pearson Chi-Square 

Likelihood Ratio 

Linear-by-Linear Association

N of Valid Cases 

a. 68 cells (90.7%) have expected count less than 5. The minimum expected count is .01.

Interpretations 

Chi-Square test of independence was conducted to examine the relationship 

Satisfaction Factors and Factors of Satisfactory 

Square statistic (X²) is 215.848 with 56 degrees of freedom (df), and a p

0.001. The Chi-Square statistic (215.848) is statistically signific

indicates a strong rejection of the null hypothesis, which states that there is no association 

between Satisfaction Factors and Factors of Satisfactory 

other words, there is a statistically sign

p-value (less than 0.001) suggests that the observed distribution of Satisfaction Factors across 

the categories of Factors of Satisfactory 

due to chance. 

While the Chi-Square test indicates a statistically significant association, it doesn't reveal the 

direction of the relationship. Further analysis, such as examining the expected vs. observed 

values, can help identify the specific nature of the asso

sensitive to sample size. With very large samples, even small differences between observed 

and expected counts can lead to statistically significant results. It's important to consider the 

magnitude of the associations along

 

 

 

AD EDUXIAN JOURNAL 
Quarterly Multidisciplinary Blind Peer Reviewed & Refereed, Open Acces & Google 

Scholar Indexed International E- Journal 
Vol (1&2), Issue (3), Nov -Jan 2024-25                               E-ISSN: 3048

Copyright@adeduxianpublication, DOI: 02.2025-91992841      Email:  adeduxian@gmail.com

Chi-Square Tests 

Value df Asymptotic

Significance (2

215.848a 56 

184.731 56 

Linear Association 62.553 1 

120   

a. 68 cells (90.7%) have expected count less than 5. The minimum expected count is .01.

Square test of independence was conducted to examine the relationship 

Satisfaction Factors and Factors of Satisfactory - Metrics for Business Impact. The Chi

Square statistic (X²) is 215.848 with 56 degrees of freedom (df), and a p

Square statistic (215.848) is statistically significant (p-value < 0.001). This 

indicates a strong rejection of the null hypothesis, which states that there is no association 

between Satisfaction Factors and Factors of Satisfactory - Metrics for Business Impact. In 

other words, there is a statistically significant relationship between the two variables. The low 

value (less than 0.001) suggests that the observed distribution of Satisfaction Factors across 

the categories of Factors of Satisfactory - Metrics for Business Impact is very unlikely to be 

Square test indicates a statistically significant association, it doesn't reveal the 

direction of the relationship. Further analysis, such as examining the expected vs. observed 

values, can help identify the specific nature of the association. The Chi

sensitive to sample size. With very large samples, even small differences between observed 

and expected counts can lead to statistically significant results. It's important to consider the 

magnitude of the associations alongside the statistical significance. 
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Asymptotic 

Significance (2- sided) 

<.001 

<.001 

<.001 

a. 68 cells (90.7%) have expected count less than 5. The minimum expected count is .01. 

Square test of independence was conducted to examine the relationship between 

Metrics for Business Impact. The Chi-

Square statistic (X²) is 215.848 with 56 degrees of freedom (df), and a p-value of less than 

value < 0.001). This 

indicates a strong rejection of the null hypothesis, which states that there is no association 

Metrics for Business Impact. In 

ificant relationship between the two variables. The low 

value (less than 0.001) suggests that the observed distribution of Satisfaction Factors across 

Metrics for Business Impact is very unlikely to be 

Square test indicates a statistically significant association, it doesn't reveal the 

direction of the relationship. Further analysis, such as examining the expected vs. observed 

ciation. The Chi-Square test is 

sensitive to sample size. With very large samples, even small differences between observed 

and expected counts can lead to statistically significant results. It's important to consider the 
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Factors of overall Satisfactory 

Overall Satisfaction with Age Factor * Crosstabulation

Count 

 

Overall Satisfaction 1.90

2.00

2.20

2.30

2.40

2.50

2.60

2.70

2.80

2.90

3.00

3.10

3.20

3.40

3.50

Total 
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Factors of overall Satisfactory – Age wise 

Overall Satisfaction with Age Factor * Crosstabulation

Age 

21-30 31-40 41-50 51

1.90 1 0 0 

2.00 0 2 0 

2.20 2 0 0 

2.30 3 5 2 

2.40 3 2 2 

2.50 3 7 4 

2.60 1 4 2 

2.70 1 2 0 

2.80 3 2 1 

2.90 1 9 2 

3.00 6 4 0 

3.10 6 14 0 

3.20 0 1 2 

3.40 1 0 0 

3.50 4 12 1 

35 64 16 

Chi-Square Tests 

Value df Asymptotic

Significance (2
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Overall Satisfaction with Age Factor * Crosstabulation 

Total 

51-60 

0 1 

1 3 

0 2 

0 10 

0 7 

3 17 

0 7 

0 3 

0 6 

0 12 

0 10 

1 21 

0 3 

0 1 

0 17 

5 120 

Asymptotic 

Significance (2- sided) 
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Pearson Chi-Square 

Likelihood Ratio 

Linear-by-Linear Association

N of Valid Cases 

a. 53 cells (88.3%) have expected count less than 5. The minimum expected count 

 

Interpretations 

The provided data presents a crosstabulation of overall satisfaction scores across different age 

groups, ranging from 21-30 to 51

falling within a specific satisfactio

insights can be drawn. Firstly, it's evident that the majority of respondents fall within the 31

40 age group, with a total count of 64 individuals, followed by the 21

individuals. This suggests that these age groups are more represented in the survey.

The chi-square tests performed on the data reveal several important findings. Firstly, the 

Pearson Chi-Square statistic is 57.565 with 42 degrees of freedom, yielding a p

Similarly, the Likelihood Ratio statistic is 56.632 with 42 degrees of freedom and a p

of .065. These results indicate that there is a borderline significance in the association 

between age and overall satisfaction. Although the p

threshold of .05 for statistical significance, they are close to this threshold, suggesting that 

there might be a potential relationship between age and overall satisfaction that warrants 

further investigation. The Linear

1.831 and 1 degree of freedom, yields a p

linear association between two variables, in this case, age and overall satisfaction. The non

significant p-value suggests that there is no significant linear trend in the association between 

age and overall satisfaction. 

Findings 

1. Shift from Administrative to Strategic Role

administrative tasks but are recognized as strategi

success. 
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57.565a 42 

56.632 42 

Linear Association 1.831 1 

120   

a. 53 cells (88.3%) have expected count less than 5. The minimum expected count 

The provided data presents a crosstabulation of overall satisfaction scores across different age 

30 to 51-60. Each cell in the table represents the count of individuals 

falling within a specific satisfaction score range and age bracket. Upon analysis, several 

insights can be drawn. Firstly, it's evident that the majority of respondents fall within the 31

40 age group, with a total count of 64 individuals, followed by the 21-30 age group with 35 

This suggests that these age groups are more represented in the survey.

square tests performed on the data reveal several important findings. Firstly, the 

Square statistic is 57.565 with 42 degrees of freedom, yielding a p

Similarly, the Likelihood Ratio statistic is 56.632 with 42 degrees of freedom and a p

.065. These results indicate that there is a borderline significance in the association 

between age and overall satisfaction. Although the p-values are greater than the conventional 

.05 for statistical significance, they are close to this threshold, suggesting that 

there might be a potential relationship between age and overall satisfaction that warrants 

further investigation. The Linear-by-Linear Association test, with a chi

1.831 and 1 degree of freedom, yields a p-value of .176. This test assesses whether there is a 

linear association between two variables, in this case, age and overall satisfaction. The non

value suggests that there is no significant linear trend in the association between 

Shift from Administrative to Strategic Role: HR leaders are no longer confined to 

administrative tasks but are recognized as strategic partners crucial for organizational 

Quarterly Multidisciplinary Blind Peer Reviewed & Refereed, Open Acces & Google 

ISSN: 3048-9751 

adeduxian@gmail.com     186 

.055 

.065 

.176 

a. 53 cells (88.3%) have expected count less than 5. The minimum expected count is .04. 

The provided data presents a crosstabulation of overall satisfaction scores across different age 

60. Each cell in the table represents the count of individuals 

n score range and age bracket. Upon analysis, several 

insights can be drawn. Firstly, it's evident that the majority of respondents fall within the 31-

30 age group with 35 

This suggests that these age groups are more represented in the survey. 

square tests performed on the data reveal several important findings. Firstly, the 

Square statistic is 57.565 with 42 degrees of freedom, yielding a p-value of .055. 

Similarly, the Likelihood Ratio statistic is 56.632 with 42 degrees of freedom and a p-value 

.065. These results indicate that there is a borderline significance in the association 

eater than the conventional 

.05 for statistical significance, they are close to this threshold, suggesting that 

there might be a potential relationship between age and overall satisfaction that warrants 

ear Association test, with a chi-square statistic of 

value of .176. This test assesses whether there is a 

linear association between two variables, in this case, age and overall satisfaction. The non-

value suggests that there is no significant linear trend in the association between 

: HR leaders are no longer confined to 

c partners crucial for organizational 
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2. Adoption of HR Analytics

decision- making and strategic workforce management, empowering HR leaders to 

leverage data for impactful insights.

3. Focus on Business Outcomes

outcomes over isolated HR metrics improvements, aligning HR initiatives with 

broader business objectives.

4. Holistic Approach to HR Strategies

engagement scores, HR leaders should adopt a holistic approach, addressing 

underlying drivers of business performance like productivity, profitability, and 

innovation. 

5. Implementation of Analytics

strategic function by providing insights into workforce dynamics, anticipating talent 

needs, and optimizing HR processes for efficiency.

CONCLUSION 

The proper implementation of HR analytics emerges as a key initiative in making HR a 

strategic function within any organization. By 

HR leaders can gain deeper insights into workforce dynamics, anticipate future talent 

needs, and optimize HR processes for maximum efficiency and effectiveness. 

Furthermore, the strategic use of HR analytics enab

edge in talent acquisition and retention, diversity and inclusion initiatives, and overall 

workforce management. 
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Adoption of HR Analytics: The adoption of HR analytics enables data

making and strategic workforce management, empowering HR leaders to 

leverage data for impactful insights. 

Outcomes: HR leaders should prioritize achieving business 

outcomes over isolated HR metrics improvements, aligning HR initiatives with 

broader business objectives. 

Holistic Approach to HR Strategies: Instead of solely focusing on employee 

, HR leaders should adopt a holistic approach, addressing 

underlying drivers of business performance like productivity, profitability, and 

Implementation of Analytics: Proper implementation of analytics elevates HR to a 

oviding insights into workforce dynamics, anticipating talent 

needs, and optimizing HR processes for efficiency. 

The proper implementation of HR analytics emerges as a key initiative in making HR a 

strategic function within any organization. By harnessing the power of data and analytics, 

HR leaders can gain deeper insights into workforce dynamics, anticipate future talent 

needs, and optimize HR processes for maximum efficiency and effectiveness. 

Furthermore, the strategic use of HR analytics enables organizations to gain a competitive 

edge in talent acquisition and retention, diversity and inclusion initiatives, and overall 
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: The adoption of HR analytics enables data-driven 

making and strategic workforce management, empowering HR leaders to 

: HR leaders should prioritize achieving business 

outcomes over isolated HR metrics improvements, aligning HR initiatives with 

: Instead of solely focusing on employee 

, HR leaders should adopt a holistic approach, addressing 

underlying drivers of business performance like productivity, profitability, and 

: Proper implementation of analytics elevates HR to a 

oviding insights into workforce dynamics, anticipating talent 

The proper implementation of HR analytics emerges as a key initiative in making HR a 

harnessing the power of data and analytics, 

HR leaders can gain deeper insights into workforce dynamics, anticipate future talent 

needs, and optimize HR processes for maximum efficiency and effectiveness. 
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