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Abstract  
This study explored the role of people analytics in enhancing strategy execution, focusing on 
its impact on workforce alignment, decision-making, and organisational performance. Using a 
Systematic Literature Review (SLR) approach grounded in the PRISMA framework, 30 high-
quality peer-reviewed studies were analysed to synthesise recent advancements in the field. 
The findings demonstrated that people analytics enabled organisations to align workforce 
capabilities with strategic objectives by leveraging data-driven insights into employee 
performance, engagement, and predictive modelling. Organisations adopting people analytics 
report significant improvements in workforce efficiency, retention, and adaptability, 
contributing to better execution of strategic goals. However, challenges such as ethical 
concerns, technical complexity, and resistance to adoption remain prevalent, highlighting the 
need for robust governance frameworks and investment in training. This review provides 
valuable insights into the transformative potential of people analytics as a strategic enabler, 
offering a foundation for future research and practical applications in organisational 
management. 
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Introduction 
In today’s rapidly evolving business landscape, executing strategy effectively has become a 
cornerstone of organisational success, particularly in the face of increased competition and 
market volatility. Organisations are under immense pressure to adapt to dynamic environments, 
align their workforce with strategic goals, and achieve measurable outcomes in shorter 
timeframes (Jasiulewicz-Kaczmarek, 2024). However, many businesses continue to grapple 
with significant challenges in this regard, largely due to a lack of actionable insights into 
employee performance, engagement, and overall alignment with organisational objectives. 
This disconnect often stems from traditional decision-making approaches that rely on intuition 
rather than data-driven strategies, resulting in inefficiencies, misaligned goals, and inconsistent 
performance outcomes (Bhatt, 2024). The inability to harness workforce data effectively not 
only impacts an organisation’s ability to execute strategies but also hinders its capacity to 
respond proactively to emerging challenges and opportunities in a competitive market (Fehrer, 
2024). Organisations are increasingly recognising the need for innovative approaches that 
leverage technology and analytics to close these gaps and enhance execution capabilities 
(Munasinghe, 2025). 
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People analytics has emerged as a powerful tool to address these challenges and drive strategic 
alignment by leveraging advanced technologies such as machine learning, artificial intelligence 
(AI), and predictive modeling to derive actionable insights from workforce data (Shah et al., 
2024). By using these tools, organisations can gain a deeper understanding of employee 
performance, identify skill gaps, forecast future workforce needs, and design targeted 
interventions to optimise resource allocation and engagement (Obaidat, 2024). For example, 
predictive analytics can help identify high-risk employees prone to disengagement or turnover, 
enabling managers to implement preemptive measures that improve retention (Siddiqui & 
Gupta, 2024). Despite its transformative potential, the adoption of people analytics is not 
without challenges. Organisations face barriers such as data privacy concerns, the complexity 
of implementing advanced analytics tools, and resistance from employees who may perceive 
these tools as invasive or threatening to job security (Muniratnam et al., 2024). Addressing 
these barriers requires a comprehensive approach that includes transparent data governance, 
investments in upskilling employees, and fostering a culture of trust and collaboration 
(Ishwarya et al., 2024). As people analytics continue to evolve, it offers organisations an 
unparalleled opportunity to align their workforce more effectively with strategic priorities, 
ultimately enhancing their ability to execute strategies in an agile and informed manner 
(McKinsey & Co., 2024). The development of the article was guided by the following 
objectives: to examine how people analytics improves workforce alignment with strategic 
goals, to highlight key tools for analytics-driven strategy execution and to assess organisational 
outcomes associated with integrating people analytics in strategy execution. 
 
This study draws upon established theoretical frameworks that explain the role of 
organisational resources, adaptability, and behaviour in achieving strategic goals to explore 
how people analytics contributes to strategy execution. These frameworks provide a foundation 
for understanding how data-driven insights from people analytics can enhance workforce 
alignment, optimise resource allocation, and foster organisational agility (Teece, 2007). By 
integrating theories such as the Resource-Based View (RBV), Dynamic Capabilities 
Framework, and Behavioral Theory of the Firm, the study examines how organisations can 
leverage their human resources and decision-making processes to gain a competitive advantage 
(Barney, 1991). These theoretical perspectives not only highlight the importance of unique 
organisational assets, such as employee capabilities and adaptability, but also emphasise the 
value of behavioral insights in addressing complex challenges (Cyert & March, 1963). 
Together, these frameworks offer a multidimensional understanding of how people analytics 
transforms HR practices into strategic enablers, aligning workforce capabilities with the 
dynamic demands of modern business environments. The following sections outline each 
framework in detail, illustrating their relevance to people analytics in strategy execution. 
 
The Resource-Based View (RBV) suggests that an organisation’s ability to achieve and sustain 
a competitive advantage is rooted in its possession and strategic utilisation of unique and 
valuable resources that are rare, inimitable, and organised (Barney, 1991). The acronym VRIO 
standing for valuable, rare, inimitable and organised offers some criteria for strategic managers 
to assess if the resources in their organisations provide a competitive advantage or not. 
Resources that meet the VRIO criteria offer a sustainable competitive advantage albeit on a 
temporary basis due to the fact that competitors will soon learn same processes or product 
development thereby eroding the competitive advantage. Where this happened the incumbent 
firm and the competitor(s) would be at competitive parity. Among these resources, employee 
capabilities play a pivotal role, as the workforce represents the driving force behind innovation, 
productivity, and organisational adaptability. In a competitive environment, having a skilled, 
engaged, and strategically aligned workforce provides an organisation with a distinct edge over 
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competitors. However, simply possessing talented employees is not enough; organisations 
must actively manage and optimise these capabilities to fully realise their potential. This is 
where people analytics becomes critical. By transforming workforce data into actionable 
insights, people analytics enables organisations to make informed decisions about talent 
acquisition, development, deployment, and retention, ensuring that employee capabilities are 
strategically aligned with business goals (Fehrer, 2024). For example, organisations can use 
people analytics to identify high-performing employees, match them to critical projects, and 
provide them with tailored development opportunities, thereby maximising their contributions 
to organisational success. 
 
Moreover, people analytics enhances the RBV framework by providing tools to continuously 
assess and refine workforce capabilities in response to changing market demands (McKinsey 
& Co., 2024). Through predictive modeling and advanced analytics, organisations can 
anticipate future skill requirements, enable proactive workforce planning and minimising the 
risks associated with skill mismatches. Additionally, people analytics allows organisations to 
address inefficiencies in resource allocation by identifying underutilised talents or areas where 
employee performance can be improved through targeted interventions, such as training or 
mentorship programmes (Shah et al., 2024). These insights help organisations build a 
workforce that is not only aligned with current strategic objectives but also adaptable to future 
challenges. Furthermore, by leveraging workforce data, organisations can gain a competitive 
edge in innovation, as people analytics uncovers insights into collaborative patterns, team 
dynamics, and engagement drivers, fostering a culture of continuous improvement and 
creativity (Siddiqui & Gupta, 2024). Ultimately, people analytics strengthens the RBV by 
enabling organisations to transform workforce data into a strategic asset, ensuring that their 
human resources remain a source of sustained competitive advantage. 
 
The Dynamic Capabilities Theory emphasises the ability of organisations to adapt, integrate, 
and reconfigure their internal and external competencies to address rapidly changing 
environments (Teece, 2007). This adaptability is increasingly vital in today’s volatile and 
complex markets, where organisations must respond swiftly to shifting demands, technological 
advancements, and competitive pressures. Dynamic capabilities focus on three key processes: 
sensing opportunities and threats, seizing opportunities through resource mobilisation, and 
transforming the organisation to maintain a competitive edge. In this context, people analytics 
serves as a powerful enabler by providing real-time insights into workforce trends, skill gaps, 
and employee behaviors, allowing organisations to align their human resources with strategic 
priorities effectively. For instance, predictive analytics can identify emerging skill shortages or 
anticipate employee turnover, enabling organisations to implement targeted interventions such 
as upskilling programmes or retention initiatives (Ingale, 2024). These capabilities ensure that 
the workforce remains agile and prepared to meet evolving business needs, thereby enhancing 
the organisation’s ability to adapt and thrive in a competitive landscape (Ishwarya et al., 2024). 
 
Beyond workforce planning, the integration of real-time analytics into the dynamic capabilities 
framework also fosters organisational resilience and continuous learning. Real-time analytics 
enables organisations to monitor key performance indicators, assess the effectiveness of 
ongoing strategies, and make necessary adjustments promptly. This fosters a culture of agility, 
where decision-making is informed by timely and accurate data. Additionally, people analytics 
can reveal patterns in team collaboration, employee engagement, and performance, helping 
organisations to identify areas of improvement and optimise workforce productivity (Obaidat, 
2024). For example, during periods of significant change, such as digital transformation or 
market disruptions, people analytics can support leaders in reallocating resources to critical 
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areas, identifying change agents, and monitoring the impact of these initiatives in real time. 
This ability to adapt rapidly and strategically is central to dynamic capabilities, as it ensures 
that organisations remain competitive and aligned with market demands. Ultimately, by 
leveraging people analytics within the dynamic capabilities’ framework, organisations can 
create a workforce that not only responds effectively to current challenges but is also 
proactively positioned for future opportunities (Sharma et al., 2024). 
 
The Behavioural Theory of the Firm, introduced by Cyert and March (1963), emphasises the 
role of human behavior and decision-making processes within organisations. Unlike traditional 
economic theories that view firms as rational, profit-maximising entities, this theory highlights 
that decisions are shaped by bounded rationality, competing goals, and the dynamic 
interactions between stakeholders. For example, organisational decisions often balance 
employee satisfaction, operational efficiency, and long-term financial sustainability, rather 
than focusing solely on profit. People analytics directly supports this behavioral perspective by 
offering insights into workforce dynamics and identifying barriers that may affect 
organisational performance. By analysing data on employee engagement, performance, and 
turnover trends, organisations can better understand behavioral patterns that impact 
productivity and strategy execution. For instance, leaders can use people analytics to detect 
disengagement in specific departments and design targeted interventions to address these 
challenges, improving overall alignment with strategic goals (Cyert & March, 1963). 
 
People analytics enhances the learning and adaptation processes central to the Behavioral 
Theory of the Firm. Through tools such as sentiment analysis and engagement surveys, 
organisations can identify underlying behavioral challenges, such as resistance to change or 
poor collaboration, and implement evidence-based solutions. For instance, a company 
introducing a new technology system may use analytics to monitor how employees are adapting 
to the change, identifying areas where additional training or support is needed. Additionally, 
by continuously tracking the impact of policies and initiatives, organisations can refine their 
approaches and develop strategies that better align with employee needs and organisational 
objectives. For example, analytics tools can measure the effect of leadership development 
programmes on team performance, providing real-time feedback for iterative improvements. 
This aligns with the Behavioral Theory’s emphasis on adaptation and incremental learning, 
allowing organisations to make data-driven adjustments that foster a more engaged and 
productive workforce (Dahake, 2024). 
 
Furthermore, people analytics enable organisations to optimise workforce strategies by 
leveraging predictive models to assess employee behavior and performance patterns. This 
approach aligns with the Behavioral Theory’s perspective that firms evolve through learning 
and feedback mechanisms. By tracking how employees respond to workplace policies, 
leadership styles, and incentive programmes, organisations can make informed decisions that 
foster motivation and engagement (Goel et al., 2025). Additionally, advanced analytics allows 
firms to tailor interventions to individual, or team needs, enhancing efficiency and alignment 
with strategic priorities. For example, real-time workforce data can be used to adjust team 
structures dynamically, ensuring that collaboration and productivity are maximised 
(Munasinghe, 2025). These applications reinforce the behavioral approach by integrating 
empirical data into decision-making, reducing uncertainty, and improving organisational 
responsiveness (Marinchenko, 2024). 
 
By incorporating behavioural insights into workforce management, organisations can also 
improve employee well-being and retention. People analytics can reveal patterns in workplace 
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stress, burnout, and job satisfaction, allowing leaders to implement initiatives that enhance 
employee experience and performance (Siddiqui & Gupta, 2024). Moreover, by continuously 
evaluating the impact of managerial decisions, firms can refine leadership strategies to create 
a more inclusive and adaptive workplace culture. This continuous learning process supports 
the core principles of the Behavioural Theory by ensuring that decision-making is based on 
empirical evidence and employee feedback rather than assumptions (Chaini, 2024). Ultimately, 
people analytics serves as a bridge between behavioral insights and strategic execution, 
empowering firms to navigate complexity, optimise human capital, and achieve long-term 
success (Bhatt, 2024). 
 
The literature on people analytics has grown substantially in recent years, reflecting its 
increasing significance in organisational strategy. Scholars and practitioners alike recognise 
the transformative potential of people analytics in bridging the gap between strategy 
formulation and execution. By leveraging data-driven insights, organisations can align 
workforce capabilities with strategic goals, address performance bottlenecks, and enhance 
decision-making processes. This section delved into the existing body of knowledge, examined 
the role of people analytics in achieving strategic alignment, the tools and methodologies that 
underpinned its implementation, and the challenges associated with its adoption. The review 
not only synthesised key findings from recent studies but also identified gaps in the literature, 
offering a roadmap for future research in this rapidly evolving field. 
 
People analytics plays a transformative role in strategy execution by providing organisations 
with actionable insights into critical workforce metrics such as employee performance, 
engagement levels, and turnover trends. By analysing these metrics, organisations gain a deeper 
understanding of how employee behaviour and organisational dynamics influence strategic 
outcomes. For example, detailed performance analytics can identify high-performing 
employees, enabling organisations to align their efforts with key business objectives or assign 
them to critical roles where they can drive strategic success (Siddiqui, 2024). Similarly, 
engagement data help leaders understand the drivers of employee satisfaction and motivation, 
which are vital for maintaining productivity and commitment during the execution of complex 
strategies. For instance, if engagement metrics reveal declining morale in a particular 
department, leaders can take proactive measures to address these concerns, ensuring the team 
remains focused on strategic priorities (McKinsey & Co., 2024). Moreover, by monitoring 
turnover trends, organisations can identify the root causes of attrition and implement retention 
strategies tailored to the needs of their workforce (Fehrer, 2024). These capabilities underscore 
how people analytics not only enhances visibility into workforce dynamics but also fosters a 
culture of continuous improvement and alignment with organisational goals (Sharma, 2024). 
 
Predictive modelling, a key component of people analytics, further amplifies its impact on 
strategy execution by enabling organisations to anticipate and address potential challenges 
before they escalate. For example, predictive tools can analyse historical data to forecast 
workforce needs, such as identifying departments at risk of being understaffed due to employee 
turnover or retirement (Donthu, 2024). This allows organisations to plan recruitment and 
succession strategies in advance, ensuring that critical roles remain filled during key strategic 
initiatives. Additionally, predictive models can be used to identify employees who may be at 
risk of disengagement or leaving the organisation, providing leaders with an opportunity to 
intervene with targeted retention strategies such as training programmes, career development 
opportunities, or adjustments to workloads (Ingale, 2024). By addressing these issues 
proactively, organisations can maintain a stable and engaged workforce, which is essential for 
the successful execution of long-term strategies (Goel et al., 2025). Furthermore, real-time 
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analytics can assist organisations in optimising team structures and decision-making processes 
by identifying collaboration patterns that contribute to high performance (Munasinghe, 2025). 
Ultimately, people analytics empowers leaders to make data-driven decisions that align 
workforce activities with strategic objectives, improving productivity, employee satisfaction, 
and overall organisational performance (Bhatt, 2024). 
 
Advanced tools such as sentiment analysis platforms, predictive dashboards, and machine 
learning algorithms have revolutionised workforce management, enabling organisations to 
align their human resources with strategic goals effectively. Sentiment analysis platforms, for 
example, provide valuable insights into employee emotions and attitudes by analysing text-
based data from surveys, emails, and internal communications. These insights help leaders 
identify issues like declining morale or dissatisfaction within specific teams, allowing them to 
implement targeted interventions to improve engagement and productivity (Jasiulewicz-
Kaczmarek, 2024). Predictive dashboards, on the other hand, enable organisations to monitor 
key workforce metrics in real-time, such as attendance, performance, and turnover rates. This 
capability allows leaders to spot emerging trends and addresses potential disruptions before 
they affect strategic outcomes (Ishwarya et al., 2024). For instance, a sudden drop in 
engagement scores on a predictive dashboard may signal a need for enhanced leadership 
communication or policy adjustments (Nayem, 2024). By leveraging these tools, organisations 
not only gain a deeper understanding of their workforce but also enhance their ability to make 
timely, informed decisions that support seamless strategy execution (Marinchenko, 2024). 
 
AI-driven tools and machine learning algorithms further expand the capabilities of people 
analytics by enabling predictive and prescriptive workforce planning. These tools analyse 
historical data to forecast future workforce needs, such as skill gaps or recruitment demands, 
ensuring that organisations are adequately prepared to execute their strategies (Chaini, 2024). 
For example, machine learning algorithms can analyse patterns in workforce data to predict 
attrition rates, allowing HR leaders to proactively implement retention programmes or 
succession planning (Donthu, 2024). Additionally, AI tools enable organisations to match 
employees with roles that align with their skills and career aspirations, enhancing employee 
satisfaction and performance while optimising resource allocation (Ingale, 2024). In large 
organisations, these tools can also be used to model the potential outcomes of various strategic 
scenarios, such as how shifting resources from one project to another may impact overall 
productivity (Munasinghe, 2025). By incorporating such advanced tools into their strategy 
execution processes, organisations can create agile, data-driven frameworks that adapt to 
changing conditions, ensuring that their workforce remains aligned with both current and future 
business needs (Goel et al., 2025). 
 
Despite its many advantages, the widespread adoption of people analytics continues to face 
significant barriers, primarily due to ethical concerns, technical limitations, and resistance 
within organisations. Ethical concerns often stem from fears surrounding data privacy and 
misuse of employee information. Employees may worry that their personal data, such as 
performance metrics or engagement scores, could be used against them, leading to distrust in 
the system (Bhatt, 2024). Furthermore, concerns about algorithmic bias and fairness in 
predictive models also create hesitancy among organisations to fully embrace people analytics. 
For instance, biased algorithms could inadvertently reinforce existing inequalities in hiring or 
promotions, which could damage an organisation’s culture and reputation. Another challenge 
is the lack of technical expertise among HR professionals and managers, many of whom are 
unfamiliar with the advanced tools and technologies required to implement people analytics 
effectively. This knowledge gap limits the ability of organisations to interpret data insights 
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accurately or leverage them for strategic decision-making. Additionally, organisational 
resistance, both at the leadership and employee levels, poses a significant hurdle. Employees 
may perceive people analytics as overly invasive or a threat to their job security, while leaders 
may be reluctant to shift from intuition-based to data-driven decision-making, further slowing 
its adoption. 
 
Addressing these barriers requires a comprehensive approach centred around robust 
governance frameworks, transparent communication, and active stakeholder engagement. 
Governance frameworks should establish clear policies for ethical data collection, storage, and 
use, ensuring that employee privacy is protected and that analytics tools are applied fairly 
(Muniratnam et al., 2024). For example, organisations can adopt consent-driven data collection 
processes and regularly audit their analytics systems to identify and mitigate biases. 
Transparency is equally important; leaders should clearly communicate how employee data 
will be used, emphasising its role in driving organisational success rather than penalising 
individuals. Additionally, investing in upskilling and reskilling initiatives is critical for closing 
the technical expertise gap. Training programmes for HR professionals and managers can equip 
them with the skills needed to interpret and apply analytics insights effectively. Finally, 
fostering a culture of collaboration and trust is essential for overcoming resistance. Leaders 
must involve employees in the design and implementation of people analytics systems, 
addressing their concerns and demonstrating the tangible benefits of data-driven decision-
making for both individuals and the organisation as a whole. By implementing these strategies, 
organisations can overcome adoption barriers and fully realise the transformative potential of 
people analytics (Muniratnam et al., 2024). 
 
Empirical studies underscore the significant role of people analytics in improving 
organisational performance by providing data-driven insights that enable informed decision-
making. One of the most notable impacts is its ability to reduce employee turnover, a critical 
challenge for many organisations. By leveraging predictive analytics, companies can identify 
employees who are at risk of leaving and take proactive measures to improve their engagement 
and retention. For example, advanced models can analyse factors such as performance trends, 
workload, and employee sentiment to flag potential attrition risks. Organisations can then use 
this information to implement targeted interventions such as offering personalised career 
development plans, adjusting workloads, or improving workplace conditions. In one notable 
study, organisations that implemented predictive analytics experienced up to a 25% reduction 
in turnover rates, demonstrating the tangible benefits of data-driven retention strategies 
(Sharma, 2024). Beyond reducing attrition, predictive tools also help ensure that organisations 
maintain continuity in critical roles, minimising disruptions to strategic initiatives and fostering 
a more stable work environment. 
 
People analytics also enhances employee satisfaction and engagement by aligning 
organisational strategies with the needs and preferences of the workforce. For instance, 
sentiment analysis tools can identify factors that contribute to employee dissatisfaction, such 
as ineffective leadership, lack of recognition, or limited growth opportunities. Armed with 
these insights, leaders can make data-backed decisions to address these pain points, resulting 
in a more motivated and engaged workforce. Additionally, people analytics enables 
organisations to tailor benefits, rewards, and development programmes to meet the unique 
needs of employees, further enhancing their satisfaction and commitment. This approach not 
only improves individual performance but also contributes to stronger team dynamics and 
overall organisational productivity. Furthermore, data analytics-driven insights can foster a 
culture of inclusivity and equity by identifying gaps in representation or pay disparities, 
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prompting organisations to take corrective actions. As a result, companies that leverage people 
analytics often see not only increased satisfaction among employees but also improved 
business outcomes such as higher productivity, innovation, and customer satisfaction, making 
it a key driver of organisational success (Sharma, 2024). 
 
Research Methodology 
This research adopted a Systematic Literature Review (SLR) approach to synthesise existing 
knowledge on the role of people analytics in improving strategy execution. The study adhered 
to the Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA) 
framework, a globally recognised standard for ensuring rigor, transparency, and replicability 
in systematic reviews. The SLR method was chosen for its ability to consolidate findings, 
identify emerging themes, and uncover gaps in the literature, making it particularly suited for 
exploring the intersection of people analytics and strategy execution. 
 
The review process encompassed several stages, including the formulation of a research 
protocol, the development of inclusion and exclusion criteria, systematic database searches, 
rigorous screening of identified studies, and detailed analysis and synthesis of the final 
selection. By adhering to PRISMA guidelines, the study ensured transparency in the review 
process, minimising bias and enhancing the credibility of the findings. The approach provided 
a comprehensive foundation for addressing the research question: How can people analytics 
enhance strategy execution in organisations? 
 
This study adopted a Systematic Literature Review (SLR) approach, guided by the globally 
recognised Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA) 
framework. This methodology was selected for its ability to systematically synthesise existing 
literature, ensuring transparency, rigor, and replicability. The systematic review aimed to 
address the core research question: “How does people analytics contribute to improving 
strategy execution within organisations?” The PRISMA framework provided a structured 
process, including study identification, screening, eligibility assessment, and inclusion, 
enhancing the reliability and credibility of the findings (Rippstein, 2025). 
 
The inclusion criteria were developed to ensure the selection of relevant, high-quality studies. 
First, the scope was limited to articles exploring the application of people analytics in strategy 
execution, ensuring that the selected research aligned with the study objectives. Second, the 
source criteria required articles to be published in high-impact, peer-reviewed journals such as 
those indexed in Elsevier, Sage Journals, and Wiley Online Library, ensuring academic rigor 
(Munasinghe, 2025). Third, both qualitative and quantitative studies were included to provide 
a diverse perspective on how people analytics contributes to strategic outcomes. Fourth, only 
studies published in English were considered to ensure consistency and accessibility. Finally, 
studies addressed key topics, such as predictive modeling, workforce analytics, or employee 
engagement, in the context of strategy execution (Shah et al., 2024). 
 
Exclusion criteria were established to filter out irrelevant or low-quality studies. Articles 
unrelated to people analytics in strategy execution were excluded, as were studies without 
abstracts or with insufficient methodological details. Additionally, duplicate studies were 
removed to avoid redundancy. Articles published in non-English languages and those with 
outdated information were excluded to maintain relevance and consistency (Abadi & Abdullah, 
2024). Through this process, 30 high-quality studies were identified as meeting the inclusion 
criteria. The selection process was documented in a PRISMA flow diagram, ensuring full 
transparency in the systematic review methodology (Goel et al., 2025). 
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The search and screen process was meticulously designed to ensure a comprehensive and 
rigorous selection of studies relevant to the research question. An organised combination of 
keywords and phrases was employed to locate pertinent literature. Key search terms included 
people analytics, workforce analytics, strategy execution, predictive analytics, and employee 
engagement in strategy. These keywords were chosen to capture a broad spectrum of research 
within the domain of people analytics and its contribution to strategy execution. The search 
was conducted across multiple reputable databases, including Google Scholar, Scopus, Web of 
Science, and ProQuest, ensuring access to both academic and practitioner sources. This 
comprehensive search strategy aimed to capture a diverse range of perspectives and 
methodologies, providing a holistic understanding of the topic. By leveraging advanced search 
filters and Boolean operators, the process ensured that relevant articles were systematically 
identified while excluding those that fell outside the scope of the review. 
 
The initial search yielded a total of 220 articles, which were subjected to a rigorous multi-step 
screening process. To maintain focus and quality, 65 articles were excluded as duplicates, 
followed by the removal of 15 articles deemed irrelevant to the research objectives. 
Additionally, 15 articles lacking abstracts were excluded, as they did not provide sufficient 
detail to assess their relevance. Furthermore, 25 articles were excluded for failing to meet the 
required methodological rigor, leaving 100 articles eligible for full-text review. However, 20 
of these articles were inaccessible due to paywall restrictions, reducing the number of studies 
retrieved to 80. A final round of screening led to the exclusion of 50 additional articles: 15 
were published in non-English languages, 25 contained insufficient data or failed to meet the 
inclusion criteria, and 10 relied on outdated information. Ultimately, 30 studies met the 
rigorous inclusion criteria and were selected for the systematic review. This detailed filtering 
process ensured that the final selection comprised high-quality, relevant studies, which are 
summarised in the PRISMA flow diagram (Figure 1.0). The systematic nature of this process 
enhanced the reliability and validity of the findings, providing a strong foundation for the 
review. 
 
The 30 selected studies underwent a systematic and detailed analysis to extract insights directly 
relevant to the research question: How does people analytics contribute to improve strategy 
execution? Each study was meticulously examined to identify its core components, such as the 
research objectives or questions, methodological approaches, and data collection techniques. 
This process also involved analysing the sample size, demographic characteristics, and study 
context to ensure a nuanced understanding of the findings. Key conclusions from each study 
were recorded to highlight their contributions to the field. Once extracted, the data were 
synthesised to identify recurring themes, emerging trends, and notable gaps in the literature. 
The synthesis process categorised the studies based on their specific focus areas, such as the 
role of predictive modeling in forecasting workforce needs, the impact of workforce alignment 
on strategic goals, and the use of employee engagement metrics to drive organisational success. 
This structured approach provided a comprehensive overview of how people analytics is being 
leveraged to enhance strategy execution, offering actionable insights while pinpointing areas 
where further research is needed to deepen understanding and application in practice. 
 
The final stage of the systematic review involved organising and presenting the findings in a 
coherent and comprehensive manner. This phase resulted in a structured document that not 
only addresses the research question but also highlights practical and theoretical implications. 
The systematic approach ensures that the findings contribute meaningfully to the academic 
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discourse while providing actionable insights for practitioners seeking to leverage people 
analytics to enhance strategy execution. 
 
PRISMA Flow Diagram 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. illustrates the source selection process, capturing each stage of the review, from the 
initial database search to the final inclusion of studies. 
 
Results and discussion 
The findings from the systematic review revealled significant insights into the ways people 
analytics contributed to organisational success, particularly in the context of strategy execution. 
By analysing workforce data, organisations could identify patterns, trends, and opportunities 
to optimise their human capital. This section explored the key outcomes of integrating people 
analytics into strategic frameworks, focusing on critical areas such as workforce alignment, 
decision-making, and engagement. Each finding was supported by evidence from the reviewed 
studies, highlighting how data-driven approaches enabled organisations to achieve higher 
levels of efficiency, adaptability, and competitive advantage. The subsequent sections provided 
a detailed examination of these findings, beginning with the impact of people analytics on 
improving workforce alignment. 
 
Organisations that adopted people analytics tools demonstrated substantial improvements in 
aligning workforce capabilities with strategic objectives by leveraging data-driven insights to 
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inform decision-making. These tools enabled leaders to gain a clearer understanding of how 
individual and team performance aligns with broader organisational goals, ensuring that 
resources are allocated effectively. For instance, predictive analytics can identify skills within 
the workforce that are underutilised and match employees to roles or projects where they can 
have the most significant impact (Obaidat, 2024). Moreover, people analytics facilitates the 
identification of performance gaps and supports the development of targeted training 
programmes, ensuring that employees possess the necessary skills to contribute to strategic 
initiatives (Dahake, 2024). Tools such as real-time dashboards also allow organisations to 
monitor progress toward strategic goals and adjust workflows dynamically to address 
inefficiencies or changing priorities. 
 
Organisations using people analytics not only achieve better alignment between workforce 
activities and strategic objectives but also experience enhanced productivity, greater employee 
engagement, and improved overall organisational performance.  Additionally, the use of people 
analytics supports evidence-based decision-making, allowing companies to anticipate and 
mitigate potential workforce-related risks before they escalate. By leveraging workforce data, 
organisations could create adaptive strategies that respond to market shifts and ensure sustained 
competitive advantage (Bhatt, 2024). 
 
People analytics empowers leaders to make informed and strategic decisions by leveraging 
real-time data on employee performance and engagement. By analysing key workforce metrics, 
such as productivity levels, attendance patterns, and employee sentiment, leaders gain valuable 
insights into the factors influencing individual and team effectiveness. For example, real-time 
analytics can highlight performance bottlenecks within specific departments, enabling leaders 
to implement targeted solutions such as process improvements or leadership support (Chaini, 
2024). Similarly, engagement data provides a clear picture of workforce morale, identifying 
areas where employees may feel disengaged or undervalued (Marinchenko, 2024). This allows 
leaders to proactively address concerns through initiatives such as recognition programmes, 
workload adjustments, or career development opportunities (Munasinghe, 2025). 
 
Furthermore, the ability to access and analyse data in real time ensures that decisions are timely 
and responsive to emerging challenges, reducing delays and inefficiencies (Sharma, 2024). By 
utilising predictive analytics, organisations can also anticipate future workforce trends, helping 
leaders develop proactive strategies to mitigate risks such as employee turnover or skill 
shortages (Ingale, 2024). Additionally, AI-powered analytics tools assist organisations in 
optimising resource allocation by identifying teams or individuals that require additional 
support, ensuring that human capital is utilised efficiently (Goel et al., 2025). Ultimately, the 
integration of people analytics into decision-making processes enables organisations to align 
their workforce more effectively with strategic objectives, driving better outcomes and 
fostering a culture of continuous improvement (Jasiulewicz-Kaczmarek, 2024). 
 
Despite its transformative potential, the adoption of people analytics faces considerable 
challenges, with ethical concerns and technical complexity being among the most significant 
barriers. Ethical concerns often revolve around issues of data privacy, employee consent, and 
potential misuse of sensitive workforce information. Employees may feel uneasy about how 
their performance data is collected and analysed, fearing that it could lead to unfair judgments 
or violations of their personal privacy (Shaikh et al., 2024). Additionally, technical complexity 
presents another hurdle, as implementing advanced analytics tools requires specialised 
knowledge, robust IT infrastructure, and seamless integration with existing systems (Nunes & 
Nunes, 2024). Many organisations struggle with a lack of technical expertise among HR 
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professionals and managers, limiting their ability to interpret and act on analytics insights 
effectively (Mamun, 2025). 
 
These challenges underscore the critical need for organisations to establish clear governance 
frameworks that define the ethical boundaries for data collection, storage, and usage while 
ensuring compliance with legal regulations and best practices (Banda, 2025). Moreover, 
investing in employee training and upskilling programmes is essential to address the technical 
knowledge gap (Ahmed et al., 2025). By equipping HR professionals and decision-makers with 
the skills needed to leverage people analytics tools, organisations can maximise the value of 
these systems while mitigating ethical and technical risks, fostering greater trust and confidence 
in their use (Costa & Cipolla, 2025). 
 
The findings from this review underscored the transformative potential of people analytics in 
reshaping how organisations execute their strategies. By leveraging advanced tools and data-
driven insights, businesses can bridge the gap between planning and implementation, ensuring 
greater alignment between workforce capabilities and organisational goals. This discussion 
synthesised the key outcomes of the study, highlighting their broader implications for 
organisational success, leadership practices, and the future of strategic management. The 
following sections delved into these insights, beginning with the strategic implications of 
integrating people analytics into decision-making processes and its role in driving 
organisational agility and competitive advantage. 
 
People analytics has revolutionised traditional HR practices by transforming them into strategic 
enablers that directly contribute to the execution of organisational priorities. By harnessing the 
power of data-driven insights, people analytics allows HR functions to move beyond 
administrative tasks and actively shape organisational strategy. For instance, predictive 
analytics enables HR teams to anticipate workforce needs, such as identifying upcoming skill 
shortages or forecasting recruitment requirements, ensuring the organisation is prepared to 
meet future demands (Mohajeran, 2025). Additionally, tools like sentiment analysis and 
performance dashboards provide actionable insights that help HR align employee engagement 
initiatives with broader strategic objectives, fostering a more motivated and productive 
workforce (Lamba et al., 2025). 
 
Through these capabilities, people analytics bridges the gap between HR activities and 
organisational goals, ensuring that talent management decisions are directly aligned with the 
company's mission and long-term plans (Purba & Sutanto, 2024). Furthermore, by enabling 
HR teams to measure the impact of their initiatives, such as training programmes or leadership 
development efforts, people analytics ensures that resources are invested in areas that yield the 
highest strategic value (Hariri et al., 2024). Organisations leveraging people analytics not only 
enhance their workforce management but also position their HR departments as critical drivers 
of strategy execution and business success (Ochoche, 2025). The increasing adoption of data-
driven HR practices highlights the growing recognition of analytics as a key determinant of 
competitive advantage in today’s dynamic business environment (Mikulski & Riegner, 2025). 
 
Effective leadership plays a pivotal role in overcoming resistance to the adoption of people 
analytics, as leaders set the tone for organisational culture and drive the acceptance of new 
technologies. Resistance often arises from employees' fear of being monitored, concerns about 
job security, or skepticism about the fairness and accuracy of analytics systems (Barua, 2024)., 
Leaders must actively champion a culture of data-driven decision-making by clearly 
communicating the benefits of people analytics for both employees and the organisation to 
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address these challenges (Maini et al., 2024). For example, leaders can emphasise how 
analytics supports employee growth by identifying development opportunities, improving 
workplace conditions, and fostering equitable decision-making (Nzima, 2024). 
 
Leaders also have a responsibility to establish and enforce ethical practices to build trust among 
employees. This includes ensuring transparency about how data is collected and used, 
maintaining strict data privacy protocols, and addressing potential biases in analytics tools 
(Khajuria et al., 2024). Leaders must also invest in education and training to empower 
managers and employees to understand and utilise analytics insights effectively, thereby 
reducing fear and promoting a collaborative approach to analytics adoption (Idowu, 2024). 
Ultimately, strong leadership that prioritises trust, transparency, and ethical use of data can 
pave the way for successful integration of people analytics, enabling organisations to unlock 
its full potential while maintaining employee confidence and engagement (Aschbacher et al., 
2024). 
 
Emerging technologies like artificial intelligence (AI) and machine learning (ML) are poised 
to significantly expand the capabilities of people analytics, driving more advanced and 
proactive workforce management. AI-powered systems can process vast amounts of workforce 
data in real time, identifying trends, patterns, and anomalies that may otherwise go unnoticed 
(Fadhel et al., 2025). For example, AI tools can predict employee turnover by analysing factors 
such as engagement levels, workload, and career progression, enabling organisations to 
implement retention strategies before issues escalate (Almubaydeen et al., 2025). Machine 
learning algorithms further enhance these capabilities by continually learning and improving 
from data, making predictions and recommendations increasingly accurate and tailored to the 
organisation’s specific needs (Altheebeh et al., 2025). 
 
These technologies facilitate more personalised employee experiences by identifying 
individual strengths, preferences, and career aspirations, allowing organisations to align roles 
and development opportunities with each employee’s potential (Iqbal et al., 2025). 
Additionally, AI and ML enable real-time adjustments to workforce strategies, such as 
optimising shift schedules, reallocating resources during peak demands, or identifying gaps in 
team collaboration (Kapur & Williams, 2025). By leveraging these emerging technologies, 
organisations can move beyond reactive workforce management and adopt a proactive 
approach, ensuring that their talent strategies remain agile and aligned with both current and 
future business goals (Kulkarni, 2025). 
 
Transparent policies on data usage and employee consent are crucial for fostering trust among 
the workforce and ensuring a sustainable adoption of people analytics. Employees need to feel 
confident that their data is being used ethically, securely, and solely for purposes that benefit 
both them and the organisation (Alhamad et al., 2024). Organisations must clearly 
communicate how data is collected, stored, and analysed, as well as the specific ways in which 
it will be used to drive decisions (Sinha, 2024). For example, transparency can be reinforced 
by sharing how predictive analytics will be used to design personalised training programmes 
or identify career development opportunities (Vaezi et al., 2024). In addition, obtaining explicit 
employee consent for data collection and usage demonstrates respect for privacy and 
autonomy, fostering a culture of trust and collaboration (Mbuagbaw, 2024). Organisations 
should also establish robust data governance frameworks to ensure compliance with privacy 
laws and ethical standards, including measures to prevent unauthorised access or misuse of 
sensitive information (Naumova, 2024). Organisations can create a foundation of trust by 
addressing concerns about potential biases or data misuse and involving employees in the 
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design and implementation of analytics systems. These transparent practices not only 
encourage employee buy-in but also ensure that people analytics is adopted in a way that aligns 
with ethical principles and long-term organisational sustainability (Mirick et al., 2024). 
 
Conclusion and recommendations  
The study concluded that people analytics improves workforce alignment with strategic goals. 
This is crucial in enhancing strategy execution. It could therefore be concluded that firms that 
leverage people analytics can substantially enhance strategy execution. Key tools and 
technologies for analytics-driven strategy execution included sentiment analysis platforms, 
predictive dashboards and machine learning. Moreover, the study found out that the outcomes 
of people analytics integration in firms included improved organisational performance, 
enhanced employee satisfaction and engagement and tailor-made benefits, rewards and 
development programmes in line with the unique needs of employees. 
   
References 
Akande, A., Tserere, M. M., & Akande, E. T. (2025). Optimising workforce efficacy and people 

analytics: An inclusive model of human resource management for effective training. 
Springer. https://link.springer.com/chapter/10.1007/978-3-031-69610-7_23 

Alhamad, A. M., Hilan, I. M., Alghowl, I. S. M., & Eljaiebi, M. I. (2024). Predicting employee 
turnover through advanced HR analytics: Implications for engagement strategies. 
Theory and Practice, KUEY. 
https://kuey.net/menuscript/index.php/kuey/article/download/2995/1904 

Alhamad, S. H., Bani Hani, S. I., Dakhli, A. C., et al. (2024). The effectiveness of applying the 
economic and technological dimensions of Saudi Arabia’s Vision 2030 to achieve a 
competitive advantage in the energy industry. Frontiers in Energy Research. 
https://www.frontiersin.org/journals/energy-
research/articles/10.3389/fenrg.2024.1337349/full 

Almubaydeen, T., Alkabbji, R., & Hadi, M. O. A. A. (2025). Learning to artificial intelligence: 
The future of workforce analytics and automation. Springer. 
https://link.springer.com/chapter/10.1007/978-3-031-76011-2_79 

Altheebeh, Z., & Jodeh, I. (2025). From machine learning to artificial intelligence: The impact 
on business decision-making. Springer. https://link.springer.com/chapter/10.1007/978-
3-031-76011-2_43 

Altheebeh, Z., & Awad, A. M. W. (2025). The extent of using the Extensible Business 
Reporting Language (XBRL) in industrial companies listed in Amman Stock Exchange. 
From Machine Learning to Artificial Intelligence. 
https://link.springer.com/chapter/10.1007/978-3-031-76011-2_15 

Aschbacher, K., Mather, M., Lehrer, P., & Gevirtz, R. (2024). Real‐time heart rate variability 
biofeedback amplitude during a large‐scale digital mental health intervention differed 
by age, gender, and mental and physical health. Psychophysiology. 
https://onlinelibrary.wiley.com/doi/abs/10.1111/psyp.14533 

Banda, K., Crestaz, E., Seliger, R., & Mengistu, H. (2025). Zambezi River Basin aquifer 
systems: Opportunities and challenges in using freely available data sources and 
groundwater flow modelling for spatial exploratory studies. Groundwater for 
Sustainable Development. 
https://www.sciencedirect.com/science/article/pii/S2352801X25000189 

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of 
Management, 17(1), 99-120. 
https://journals.sagepub.com/doi/10.1177/014920639101700108 



   
 

793 
 

Barua, T. (2024). Economic transformation of data analytics through AI: Emerging 
opportunities and challenges in the workforce. SSRN. 
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=5049011 

Bhatt, A. M. (2024). The flourish culture: Liberating human potential. Taylor & Francis. 
https://www.taylorfrancis.com/books/mono/10.4324/9781003221258 

Chaini, C., & Jha, V. K. (2024). A review on deep learning-based automated lunar crater 
detection. Earth Science Informatics. https://link.springer.com/article/10.1007/s12145-
024-01396-2 

Costa, M. F. B., & Cipolla, C. M. (2025). Critical soft skills for sustainability in higher 
education: A multi-phase qualitative study. Sustainability. 
https://www.mdpi.com/2071-1050/17/2/377 

Dahake, N. S., & Dahake, P. S. (2024). Beyond the hype: A critical evaluation of predictive 
analytics accuracy in high-stakes business decisions. IEEE Xplore. 
https://ieeexplore.ieee.org/document/10842857 

Donthu, S. (2024). AI and human experience: An architectural perspective for Industry 5.0. 
IGI Global. https://www.igi-global.com/chapter/ai-and-human-experience/348212 

Fadhel, M. A., Abdulredah, A. A., & Alzubaidi, L. (2025). Towards unbiased skin cancer 
classification using deep feature fusion. BMC Medical Imaging. 
https://pmc.ncbi.nlm.nih.gov/articles/PMC11786435/ 

Fehrer, T. (2024). Enhancing process improvement: Tackling challenges and leveraging 
technological advancements in business process management. University of Bayreuth. 
https://epub.uni-bayreuth.de/id/eprint/6872 

Goel, S., & Bano, Y. (2025). Chitosan-based nanofibrous membranes for antibacterial filter 
applications. Antimicrobial Materials and Coatings. 
https://www.sciencedirect.com/science/article/pii/B9780323954600000137 

Hariri, A., Prasetio, R., & Al-Shammari, A. (2024). Leveraging big data analytics for talent 
management and prediction in human resources. Journal of Social Sciences. 
https://www.journal.ypidathu.or.id/index.php/jssut/article/view/1780 

Idowu, D. L. (2024). Perspectives, opportunities, and implications for Nigeria and South 
Africa. In African Women in the Fourth Industrial Revolution. Google Books. 
https://books.google.com/books?hl=en&lr=&id=XGkpEQAAQBAJ 

Ingale, A. (2024). Financial inclusion through mobile banking in emerging economies. SSRN 
Electronic Journal. https://papers.ssrn.com/sol3/papers.cfm?abstract_id=5060697 

Iqbal, M. M., Iftikhar, H., Tariq, A., & Mahmood, A. (2025). Enhanced deep learning-based 
X-ray analysis for COVID-19 identification. Journal of Computing & Biomedical 
Informatics. https://jcbi.org/index.php/Main/article/view/801 

Jasiulewicz-Kaczmarek, M., Rojek, I., Piszcz, A., & Galas, K. (2024). Review of the 6G-based 
supply chain management within the Industry 4.0/5.0 paradigm. Electronics. 
https://www.mdpi.com/2079-9292/13/13/2624 

Kapur, P., & Williams, J. D. (2025). Balancing efficiency and human touch: The role of AI and 
robotics in hospitality. AI, Machine Learning, & Robotics in Business. 
https://journals.flvc.org/aimlrb/article/view/138286 

Khajuria, R., Maini, A., & Bukhari, S. S. (2024). Bridging the gap: HR analytics adoption in 
the VUCA world of Industry 5.0. Global Knowledge, Memory and Communication. 
https://www.emerald.com/insight/content/doi/10.1108/gkmc-06-2024-0335/full/html 

Khajuria, N., & Kaushik, S. P. (2025). Dynamic trends in land surface temperature and land 
use/land cover transitions in a semi-arid metropolitan city, Jaipur. Environmental 
Monitoring and Assessment. https://link.springer.com/article/10.1007/s10661-024-
13370-y 



   
 

794 
 

Kulkarni, A. J. (2025). Advances in intelligent systems for sustainable workforce management: 
Proceedings of ICISA 2024. Springer. 
https://books.google.com/books?hl=en&lr=&id=oxBDEQAAQBAJ 

Kulkarni, G. S., Black, P. C., Sridhar, S. S., et al. (2025). 2025 Canadian Urological 
Association Expert Report: Muscle-invasive bladder cancer. Canadian Urological 
Association Journal. https://pmc.ncbi.nlm.nih.gov/articles/PMC11790035/ 

Lamba, D., Dereje, D., Gemechu, T., & Kenea, C. (2025). Unlocking the potential of serious 
games for rehabilitation in low and middle-income countries: Addressing potential and 
current limitations. Frontiers in Digital Health. 
https://www.frontiersin.org/journals/digital-
health/articles/10.3389/fdgth.2025.1505717/full 

Mamun, Q. (2025). Technology and social media's hidden cost: Social dilemma, mental health, 
misinformation, and manipulative practices. Preprints.org. 
https://www.preprints.org/manuscript/c6379d3a0bb319f593018a09391d0ef2/downloa
d_pub 

Marinchenko, T., Voinash, S., & Sokolova, V. (2024). Innovative activity of Russia: Dynamics 
and position in international comparisons. AIP Conference Proceedings. 
https://pubs.aip.org/aip/acp/article-abstract/2969/1/030019/2933558 

McCartney, S. & Fu, N. (2024). Linking HR analytics with business: Exploring its adoption, 
implementation, and evaluation. Elgar Online. 
https://www.elgaronline.com/edcollchap/book/9781035301096/chapter8.xml 

McKinsey & Co. (2024). The future of work and HR digitalisation. McKinsey Reports. 
https://www.mckinsey.com/business-functions/mckinsey-digital/our-insights 

Mbuagbaw, L., Fernando, S., Lee, C., Owino, M., et al. (2024). Barriers and facilitators to 
improving the cascade of HIV care in Ontario: A mixed-method study. BMC Health 
Services Research. https://link.springer.com/article/10.1186/s12913-023-10481-z 

Mikulski, C., & Riegner, K. (2025). Workload estimation for a military ground vehicle crew 
using supervised machine learning of FACS action unit intensity data. SAE Technical 
Paper. https://www.sae.org/publications/technical-papers/content/2025-01-8340/ 

Mirick, R. G., Bridger, J., & McCauley, J. (2024). Trauma-informed practice with individuals 
with suicidal thoughts and behaviors. Clinical Social Work Journal. 
https://link.springer.com/article/10.1007/s10615-024-00955-w 

Mohajeran, B. (2025). Designing a skills training model in public universities (case study of 
Urmia University and Kurdistan University). Research in Teaching. 
https://trj.uok.ac.ir/article_63628_en.html?lang=fa 

Naumova, E. N. (2024). Navigating the ethical landscape: A review of ethical reasoning and 
practice in HR analytics. Journal of Public Health Policy. 
https://link.springer.com/article/10.1057/s41271-024-00508-y 

Naumova, V. (2024). Professional development of teachers of natural and mathematical 
education and technologies in the digital educational environment. Continuing 
Professional Education: Theory & Practice. 
https://search.ebscohost.com/login.aspx?direct=true&profile=ehost&scope=site&auth
type=crawler&jrnl=16098595&AN=178080253 

Nunes, M. G. V., & Caseli, H. M. (2024). Processamento de linguagem natural: Conceitos, 
técnicas e aplicações em português. Universidade de São Paulo Repository. 
https://repositorio.usp.br/directbitstream/e08f9e8a-8f5b-42fb-a1f5-
9a1c54d8d72f/3200366.pdf 

Nzima, S. (2024). The role of leadership coaching in supporting junior leaders with role 
transitioning. University of Johannesburg. 



   
 

795 
 

https://ujcontent.uj.ac.za/esploro/outputs/graduate/The-role-of-leadership-coaching-
in/9942609907691 

Obaidat, M. A., Rawashdeh, M., & Alja'afreh, M. (2024). Exploring IoT and blockchain: A 
comprehensive survey on security, integration strategies, applications, and future 
research directions. Big Data and Cognitive Computing. https://www.mdpi.com/2504-
2289/8/12/174 

Ochoche, G. (2025). An investigation into the effects of external factors on employee 
engagement in the Nigerian hotel sector (a study of selected hotels). Salford Repository. 
https://salford-repository.worktribe.com/output/3591975 

Purba, M. N., & Sutanto, A. T. (2024). The effect of work facilities and organisational 
commitment on employee performance through motivation as an intervening variable. 
Social Economics. https://periodicals.karazin.ua/soceconom/article/view/24829 

Purnomo, H., Soejoko, D. K. H., & Leksono, P. Y. (2025). Recent trends in human resource 
management in the digital age. International Journal of Financial Economics. 
https://ijefe.my.id/index.php/economic/article/view/156 

Rahimnia, F., Eslami, G., & Farahi, M. M. (2024). Hot topics and directions of human resource 
analytics based on a hybrid method (Bibliometric Analysis, Fuzzy Delphi Method and 
SWARA). ISC Journal. 
https://ijism.isc.ac/article_718773_be448ff1b01078d0cf18f9524e09411b.pdf 

Raj, R., Lalhall, A., & Raj, S. (2024). Evolution of HR analytics in India—a detailed analysis. 
Journal of Economics and Management. 
https://nepjol.info/index.php/jem/article/view/72893 

Shaikh, M. S., Faiyazuddin, M., Khan, M. S., et al. (2024). Chikungunya virus vaccine: A 
decade of progress solving epidemiological dilemma, emerging concepts, and 
immunological interventions. Frontiers in Microbiology. 
https://www.frontiersin.org/journals/microbiology/articles/10.3389/fmicb.2024.14132
50/full 

Sharma, P., Le, T. T., Bora, B. J., Tran, V. D., & Truong, T. H. (2024). Fueling the future: A 
comprehensive review of hydrogen energy systems and their challenges. International 
Journal of Hydrogen Energy. 
https://www.sciencedirect.com/science/article/pii/S0360319923039988 

Siddiqui, M. K., & Gupta, J. (2024). Predictive analytics in workforce strategy. Value in 
Health. https://www.valueinhealthjournal.com/article/S1098-3015(23)01137-
2/fulltext 

Teece, D. J. (2007). Explicating dynamic capabilities: The nature and microfoundations of 
(sustainable) enterprise performance. Strategic Management Journal, 28(13), 1319-
1350. https://onlinelibrary.wiley.com/doi/abs/10.1002/smj.640 

Vaezi, A., Shahbazi, R., Sheikh, M., & Lak, R. (2024). Environmental pollution and human 
health risks associated with atmospheric dust in Zabol City, Iran. Air Quality, 
Atmosphere & Health. https://link.springer.com/article/10.1007/s11869-024-01582-7 

Vaezi, R., Mozafari, N., & Koshki Jahormi, A. (2024). The challenges of selecting and 
appointing managerial jobs in Iran's administrative system. Journal of Human Resource 
Studies. https://www.jhrs.ir/article_195963_en.html 

Vinson, M. (2024). Post-COVID HR transformation: How AI is reshaping employee 
performance and development. ResearchGate. 
https://www.researchgate.net/publication/388218441_Post-
COVID_HR_Transformation_How_AI_is_Reshaping_Employee_Performance_and_
Development. 

 


	Leveraging People Analytics to Improve Strategy Execution: A Systematic Review
	Lawrence Poperwi1, Thanks Hondoma1, Augustine T Mataba2

