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1. Objectives

Business intelligence and analytics have been important and very critical tools for
organizations along with a significant increase in the usage of data in almost all HR
functions [1-3]. As seven of the UN sustainability goals can be related to the successful
management of human resources, business analytics has proven to be a crucial tool for
sustainability in all organizations. This study aims to summarize what data analytics is
and how it can be utilized in HR to support sustainability goals [4,5].

2. Methodology

We followed a qualitative research methodology for this research. First, we sum-
marized the theories, different models, and processes of business intelligence and data
analytics in HR. We also carried out a literature review to find out how HR analytics can
contribute to sustainability goals in the organizations. By providing examples, including
the COVID-19 pandemic, we intend to present how this tool can be utilized for promoting
sustainability and how it can be crucial for managers in the decision-making process.

3. Results

In the systematic review, we provide a detailed definition of business intelligence and
data analytics in HR and their differences from pure statistics. We also explained different
phases of HR analytics step by step by providing detailed examples and explanations.
Different analytics models are also introduced. Examples from different cases and indus-
tries showed that HR analytics can enable managers to plan proactively and significantly
contribute to sustainability goals.

4. Implications

Technologies, such as databases, artificial intelligence, big data, cloud computing,
machine learning, and mobile technologies and devices, have offered organizations new
tools and ways to collect, store, assess, and analyze employee-related data to establish a
reliable basis for decision-making. HR Analytics, by using these data and processing them
through several phases of data analytics, can provide vital information for HR managers to
take proactive actions that contribute to sustainability.
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5. Originality Value

Our study is one of the pioneer studies that systematically explore and summarize
the usage of HR analytics for reaching sustainability goals. HR managers and decision
makers cannot ignore the data science perspective anymore. The increasing usage of
data and artificial intelligence in almost every field has provided managers with smart
tools to diagnose the situation and predict the future status [6-8]. For that purpose, our
study provides significantly valuable information to better understand the current trends
and techniques.

6. Contribution

In almost every industry, business intelligence and data analytics have been used
to improve all types of functions [6,7]. HRM is a field dealing with all HR functions, as
well as human attitudes and behaviors [8-10], which are difficult to measure and analyze.
Furthermore, ethical considerations must also be taken into consideration in HR activities,
such as diversity and well-being. Hence, our study introduced HR analytics, a crucial
methodology and tool, that might shed light for managers and decision makers by helping
them significantly contribute to sustainability.
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