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Abstract— This study's main goal is to look into how successfully business analytics can be used to find fresh talent. We
investigated the relationship between the usage of business analytics in the talent acquisition process and its efficacy in this
article. Talent acquisition functions include recruitment and attraction, interviewing and evaluation, hiring, and
onboarding. We obtained information from both secondary and primary sources. We obtained secondary sourcing material
from a variety of publications and papers. A questionnaire with 20 items was developed, submitted, and data from 450
participants was gathered using a random sampling method. The data was then analyzed with SPSS software.
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. INTRODUCTION

Human resource management is a tactical method to managing an organization's human capital effectively and efficiently.
Effective management of a company's or organization's people or human resources can provide a strategic edge over competitors.
The human resource department is responsible for several tasks such as recruiting and selection, interviewing and assessing, hiring
and onboarding, compensation management, training and development, and so on. We concentrated on the talent acquisition aspect
of Human Resource Management for this study (HRM).

Human Resource Management (HRM) employs an approach that is data driven and helps managing personnel at work. Business
analytics, further stated as “HR analytics”, “people analytics”, or “talent analytics” when applied to the HRM process, analyses data
to measure business performance and make decisions based on it. Today, the use of analytics has increased in all aspects of HR
activities, but it is increasingly being used in recruiting and talent acquisition. According to [14], Al and analytics save time and
money by matching skills to appropriate job descriptions, assisting in the immediate resolution of candidate queries, utilizing large
amounts of data for unbiased recruitment, and eliminating human prejudices.

Il. BACKGROUND LITERATURE

The core of the HR process is finding and selecting qualified candidates for appropriate roles. According to the report [1,] Al can
speed up the recruiting process by reviewing resumes and digitally answering candidate questions. It can also help in the selection
process by examining the applicants' values and behaviours.

A study [16] gathered information from a variety of well-known corporations. It investigated how artificial intelligence could
eliminate numerous biases in the hiring process. Al has made staff selection easier and faster. The success of using Al is dependent
on the data that is supplied to the computer and by whom. The research indicated that the data given to the system is not biased and
does aid positively to remove biases from the recruitment process. By utilising technological breakthroughs to their fullest potential,
human resource management is becoming more productive in the twenty-first century. Businesses work hard to make wise choices,
from hiring the best candidates to keeping them. Decision-making in HR is significantly more reliant on relationships and trust than
it is in other management functional regions. When analysed, HR is frequently disregarded compared to other functional areas, despite
the fact that any business operation needs the correct people to provide superior results, according to a research opinion [19]. But
after the Great Recession of 2008, the majority of firms realised the value of evidence-based people management strategies.
Thankfully, the evidence-based HRM concept has access to HR analytics thanks to big-data in HR. To create the most effective HR
decisions, data- driven and based on evidence Analytics, decision-making, and problem-solving should all be practised by HRM. As
a result, the idea of HRM based on evidence and its superb HRanalytics tool increases the precision of HRM's decision-making. The
significance of HRanalytics, its methods, and its applicability to particular issues are emphasised in this paper. We also concentrated
on accumulating recurring updates in HR analytics, a superb tool for evidence-based HRM. The company's greatest asset has always
been its human resources. Employees should be viewed as resources in order to acquire a competitive edge, and organisations can
succeed in a competitive market by coordinating human resource activities with fundamental business objectives.

One study [20] found that an organization's success is always centred on its human resources. The alignment of the strategy of
HR with the entire business strategy depends on HR analytics. Managers of HR may create plans to provide their company an edge
over rivals with the use of HR analytics. The study looks into how HR analytics are affecting HR managers and the HR department.
The study looks into how HR Analytics helps an organization's staff perform better, which in turn increases productivity of the
workers and, as a result, production of revenue. The report also uses a case study methodology to show how HR analytics are not
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simply hype but actually a cutting-edge tool for managing human resources. It can go a long way toward making India a destination
for human capital investment.

A study[21] to determine whether HR analytics contains the possibility of enhancing the standing of the HR profession and if it
can provide competitive advantage for organisations that have successfully employed it for the service industry is now underway.

This pledge is subject to both our individual and group success in mastering the art and science of HR analytics. If we can get
agreement or even consensus on a number of subjects where neither is now possible, then this will happen much more quickly. HR
Analytics has been used to make significant improvements to recruiting practises all over the world as a result of the expanding
internationalisation of the labour market, a growing shortage of skilled workers, and technology advancements. Future studies might
focus on creating a validated model using the provided theoretical frameworks and analysing the effects of evidence-based
management practises on organisational and human resource performance. Another study

[22] review article discusses how HR departments must be as effective as possible while maximising the way their organisations
employ human resources. They need to make decisions more quickly and effectively, better match personnel to job requirements,
and simultaneously reduce expenses. You know as an HR director that greater data use can help you accomplish your objectives more
successfully. For instance, you must be able to quickly evaluate whether you can look outside or have the right person on hand when
a business need arises. In the latter situation, you typically also have to deal with the challenge of sifting through a sizable number of
applications or CVs/résumés. Fortunately, Most of the effort matching criteria to people can be automated thanks to modern
technology. Additionally, you may utilise a combination of structured and unstructured data to better understand your current
employees’ potential, and you can leverage data from social networks to learn more about possible new hires. These days, it's possible
to accomplish all of this without making a big investment in technology or related expertise. Our new offering, People Analytics, has
as its goal the effective application of modern analytics to HR difficulties.

The majority of those polled believe that "technology cannot replace the human interaction required to properly recruit.”
According to a survey conducted at software companies in Bangalore and Hyderabad, the majority of HR experts believe that Al is
superior to human recruiters. They claimed that Al outperforms humans in the early stages of recruiting. [2]

There is also research. Al will replace human labour and have both positive and negative effects on employability in many
industries, according to a Report [3]. It implies that, while Al approaches will be responsible for reducing complete routine tasks,
high-skill employment will persist in the future. Consider how artificial intelligence (Al) is currently used in recruiting and how
important it is. According to a study[4,] the key benefits of Al include saving time and money by better matching talents to appropriate
job profiles, assisting in the prompt resolution of applicant inquiries, leveraging large amounts of data for impartial recruiting, and
eliminating human prejudices. A research paper [9] discusses the new talent management techniques that HR professionals in the
twenty-first century are subjected to as a result of the fourth industrial revolution's technological, demographic, and globalisation
implications. It addresses all aspects of talent management. Work-life balance, lifestyle, financial planning, and productivity are all
prerequisites for employee longevity. The new talent management focuses on adaptability, agility, and tailoring solutions. HR
solutions should consider the mutual benefit of the organisation and personnel.

In relation to productivity, research[5] has been conducted for investigation of the use, advantages, and future of Al in recruiting.
Al- based chatbots, according to this study, reduce the time required to select a large number of employees. It enables applicants to
receive regular updates on the status of their applications. To forecast acquisition success, Al analyses public profiles of applicants.
Al can also help to eliminate prejudices associated with human recruiters. According to the findings of this study, Al-based HR
technologies have a high potential for increasing employee productivity and assisting HR professionals in improving employee
performance. The impact of Al on business recruiting, training, and development. Al algorithms can help companies recruit the best
candidates for open positions by modifying job descriptions. Furthermore, Al-enhanced training programmes enable employees to
receive personalised training and do a better job of meeting individual needs. Overall, this research shows that using Al in the
recruiting, training, and development processes helps firms make better people selection decisions.

Furthermore, when we examine personnel selection procedures from both a theoretical and practical standpoint. There is a paper
on this[10], which shows that using personality in this context is not in vain and that small dimensions may be more valid than larger
dimensions. This study investigates the connections between supervisory ratings and sub-dimensions and job performance. It implies
that conscientiousness is ineffective as an indicator of job performance. In addition, a research [15] on employee retention employs
a chi-square test to assess employee retention and turnover. According to the findings, there is a strong link between training and
development and employee retention. This study delves into various factors and their level of association with employee retention.
The combination of these variables can improve retention while decreasing turnover.

The correlation between Al and recruitment is 0.6112, according to a study[7], which used 35 male and 15 female samples to
conduct the investigation across various companies. The correlation study was carried out using IBM SPSS Statistics. which is
considered moderate and indicates a strong relationship between Al and recruitment or personnel selection According to the study,
Businesses should employ Al to categorize resumes according to the abilities, knowledge, and competencies needed for all open
positions. To probe into the fact whether “artificial intelligence” can be used in the hiring procedure. There is an article[8] that
investigates the use of various technologies and techniques that various businesses use these days for their recruitment operations. It
seeks to determine the advantages and disadvantages of Al-based recruitment over traditional human-based techniques. The study
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concludes by claiming that while Al has allowed HR personnel to focus on more strategic areas by reducing the workload of repetitive
labour and automating various aspects of the recruitment process, the major barrier of firms' lack of technological competence
remains. A study [11] on the Al tools used in recruitment, their benefits, and the challenges they face when using Al for recruitment.
Arya, Mya, RAI, and other tools are among them. Arya is a research tool. When a candidate applies for a job, Mya initiates contact
with them. These solutions contribute to the automation of the entire recruitment process. Starting discussions, scheduling interviews,
and so on. The advantages are reduced time, lower costs, and higher quality in the hiring process. Although it has many advantages,
this study shows that the connection formed by Al is merely superficial, not true, and lacks the human touch. There are numerous
research papers that discuss various approaches and methods for implementing these tools and techniques. For example, in a study
[17], the author used the system grams modelling technique to refine the talent management system and demonstrated how Al and
data science can improve decisions. It demonstrates how Al can assist in screening initial candidates for specific requirements. Al
tools can predict individual retention and assist in finding jobs that are best suited to the individual's talents. This study also suggests
that advanced sentiment monitoring can alert leaders when a group's behavior changes abruptly, allowing the leader to properly
manage the talents.

A study was conducted as part of the research [12] by reviewing 21 organizations from various industries and analyzing the data
using Fuzzy Relational Maps (FRM) (FRM). This study proposes patterns for talent management, and if an acceptable pattern is used
during recruitment, it may result in lower employee turnover. It implies that people are a company's most valuable asset, and that
companies should invest time and effort in developing HR processes to recruit, select, and retain such talent. The goal is to investigate
the use, benefits, and challenges of Al in recruitment. According to one study [13], the Mya Al bot has automated 75% of the
recruitment process. Mya searches social media and begins positive responses if she thinks the candidate is interesting. It demonstrates
that Al provides answers to simple questions from candidates, reducing the burden on recruiters and HR professionals. It also assists
employees in becoming acquainted with the company's policies. It aids in maintaining frequent communication during the selected
individual's notice period. According to this study, Al is the "next big thing" in the recruitment process. yet another The study [18]
outlines a number of Al applications used throughout the business, including Skillate, SAP Lab's Al platform for scanning resumes,
Koru automated online talent screening used in investment banks, and others. It seeks to determine whether using Al in recruiting
can reduce recruitment costs while increasing productivity. The results were obtained using a one-way ANNOVA. The findings were
that, when used strategically, Al improves personnel performance.

And social media, where platforms use massive data analytics to approach people, is a major source of recruitment. There is a
study on this [14]. The goal of this study was to see how HR personnel use social media to select candidates for organizational
recruitment. The information was gathered through a survey and then analyzed with statistical tools. The research discovered two
stages of social network usage. There are single and multiple stages. The findings indicate that the use of social networks is more
complex, and that it can be influenced by a variety of organizational factors.

I11. HYPOTHESIS
HO: Knowledge and usage of HR analytics has a significant relation in successful recruitment process.

1V. RESEARCH APPROACH AND METHODOLOGY

This investigation's goal is to determine how effectively the HRM function of talent acquisition connects to middle-market
analytics., as well as the application of business analytics in various organisations across industries. Quantitative techniques were
used to plan the investigation. The questionnaire was based on an analysis of the literature and previous research. For the survey two
portions of the questionnaire were included. The first segment included research topic-related questions, while the second included
participant demographics and industry they work in. The questionnaire contained 20 items, the majority of which were multiple
choice with Likert-scale replies such as “(5) Strongly agree, (4) Agree, (3) Neither agree or disagree (2) Disagree (1) Strongly
Disagree”. Our guide reviewed the questionnaire, and changes were made based on his feedback. The final questionnaire covered
various aspects of how business analytics can influence talent acquisition. The questionnaire was divided into four sections. 1)
Understanding of Business Analytics. 2) Application of Business Analytics 3) Recruitment process efficiency; and 4) Recruitment
process success. The data was analysed and a conclusion was reached. To analyse the data and reach our conclusion, we used SPSS
software.

Data Collection

Our mentor reviewed the question to ensure its validity, and it was based on a literature review. To collect data, we chose a diverse
range of companies from various industries, with a focus on the IT sector. The main requirement was that the participant have
knowledge of or be associated with HR and Talent Acquisition in some way. For primary data, we used a questionnaire; for secondary
data, we used a survey with 20 questionnaires and collected submissions from those who volunteered. We first distributed the
questionnaires by phone to 623 managers. If they agreed to participate, we e-mailed them the questionnaire. Out of 623 managers,
450 agreed to participate. The aim of this study is to ascertain the connection in middle of business analytics and the efficiency of the
HRM function of talent acquisition, as well as the application of business analytics in various organisations across industries. The
investigation was planned using quantitative methods. The questionnaire was adapted from a literature review and previous research.
The questionnaire had two sections. The research topic-related questions were in the first segment, and the participant demographics
and industry they work in were in the second. The questionnaire contained 20 items, the majority of which were multiple choice with
Likert-scale like “(5) Strongly agree, (4) Agree, (3) Neither agree or disagree (2) Disagree (1) Strongly Disagree”.
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V. OUTCOME/FINDINGS:

ANOVA
Sum of Mean
Squares df Square F Sig
Between 1231187 153 8047
People
Within Between 55167 12 4 597 5090 0.000
People ltems
Residual 1658 372 1836 0903
Total 1713 538 1848 0927
Total 2944 725 2001 1472
Grand
Mean =
364

Reliability Test

We used Cronbach's Alpha to conduct a reliability test for this study. "Cronbach's alpha is a method of assessing reliability by
comparing the amount of shared variance, or covariance, among the items that comprise an instrument to the amount of overall
variance,"” writes L.M Collins. (From L.M. Collins' 2007 Encyclopaedia of Gerontology (Second Edition). It is most commonly used
to describe multiitem scales with noncategorical data. The alpha of a multiitem scale can be calculated by looking for co-relationships
between other items. Its goal was to assess the reliability of multiple-choice surveys using the Likert scale. Cronbach's alpha for this
survey's questionnaire indicates a 0.888 correlation between business analytics and talent acquisition. Cronbach's alphas for the
variables are greater than 0.70, which is considered adequate for research analysis. in agreement with [25]. Table A displays the
Cronbach's Alpha test results. Table B displays the results of the ANOVA.

The fact that the reliability test results were greater than 0.7 confirms that the information is appropriate for regression-analysis.

Reliability Statistics
Cronbach's
Alpha
Based on
Cronbach's| Standardiz
Alpha ed ltems | N of ltems
0.888 0.891 13

Table A: Test of “Cronbach's Alpha Reliability” Findings
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Table B Re“ablllwlgmyusn;npgm%y{? N%MA Recritment-Emplogee | Reciment | Fecrment | Recniment | Recniment | - Recruiment
HR AnalitiesUsage1 | HR Analiivs Usage? | HR AnaltiosUsage3 | HR Andlytis Usage Efiiency1 Emploges Efftiensy 2 Efciency 3 Proess | Process? | Processd | Prosessd Proess§
HR Andluics Usage | Peatson Conelaion |
i [eaed]
i B
HR Analyics Usage 2 Peason Conelzian 174 1
S [aed) 0]
1 T il
HR Analyics Lsage 3 Pearson Conelion 2 5 f
Sig (taled) 10 [T
i T4 ) B4
HR Analyics Usage ¢ Pearson Conelzian 0085 20 )
i (Leaed] 124 i 10 [
N B4 i o B
Reecruitmen - Emplogee Effciency 1 Pearson Conelzion 20 il W 390"‘
S [aed] [ 5T 1 [
N T il i | T
Recnutmen - Emploge Effciency 2 Peatson Conelion bl el bl 359"‘ (1
Slg [aled) 000 001 0z lll]U(‘é (.00
i 4 ) B4 IEE; 4 15
Recruitmen -Emploges Efficiency Peatson Conelian E3 ar kil ‘245'2 W 5
S (aled) 100 0000 0000 i .00, 2000
\ C 5 ! | B B 7
Sucoestul Recruitment Progess | Pearson Conelzian 0088 kg kit 459"‘ 15 o B 1
S (aled) 0m 000 0000 i 0,000, o000 000
N 1 il B | T 13 1 i
Taess? Peason Coneltion i) oy 4o uz‘f 45 El ki 595 |
Sl [aled) 000 000 0000 00| (.00, 0000 0000 0000
i B4 ) B4 IEI% 4 15 14 154 154
Sucoesful Recruitment Progess 3 Peatson Conelaian Ei3 i B ‘375"1 I W K W I 1
S (2aled) 100 0000 0000 DDU(‘? 0.000 il 0000 0000 0.000)
i B4 i L | [ 18 1 19 1 Y
Sucoashl Recrutment Progess Pearson Conelzion A9 19 m _317'% o W Uy g 54 13 1
Sl (aled) 02 0000 Tt | (000, 0000 0000 1000 .00 0000
N T il i | T 18 14 1] ] il 18|
Succeshl Rectutment Pragess 5 Peason Coneltion b &t %) | kA 4 5 50 5 51 47 |
Sl (2aled) 000 0000 0000 lll]UE“f (000 o000 0000 0000 .00 0000 6000
il 4 i B4 | i 15 14 154 154 ) i} 154
" Correlation s signifizant atthe 0.0lewel [2+4aied).
* Carrelation s sgnificant at the 0.05 evel[2talled]

In order to determine if and how much each of the individual indicators loads on its respective dimensions, we have additionally
evaluated the item reliability using an exploratory factor analysis. According to the analysis, all indicators load to their respective
constructs as predicted, and majority of them do so by a factor more than 0.7.

Component

I 1 r 2 P ]
HR Analytics Usage 1 0.838
HR Analytics Usage 2 T 0.793
HR Analytics Usage 3 0637

Recruitment - Employee
Efficiency 1
Recruitment - Employee
Efficiency 2
Succesful Recruitment

0.824

0.844

0.827

Process 1
Succesful Recruitment -
0.792

Process 2
Succesful Recruitment 0.669
Succesful Recruitment 0.880

Proce:

Extraction Method
Principal Component
Analysis
Rotation Method
Varimax with Kaiser
Normalization
a Rotation converged in
4 iterations

Table C: Factor Analysis
Analysis and Discussion

The One model was created to test the theory. Figure 1 depicts a model with three independent variables and one dependent
variable. According to the model, knowledge of HR analytics, use of HR analytics, and efficient recruitment have resulted in a
successful recruitment process. We tested for multicollinearity because there were more than one independent variables. When
independent variables in a regression model exhibit strong correlations with one another, this is known as multicollinearity. It makes
the model difficult to understand and may lead to overfitting issues. The multi collinearity test eliminates these possibilities and
ensures the viability of these variables. The Multi Collinearity test results are reported in Table D.
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ANOVA®
Sum of Mean
Model Squares df Square F Sig.
[ Regression 55.032 3 18.344 38.485 000°
Residual 71.499 150 0.477
Total 126.531 153
a. Dependent Variable
SuccessfulRecruitmen
tProcess
b. Predictors
(Constant),
RecruitmentEmployee
Efficiency,
UsageofHRAnNalytics,
Knowledge about HR
Analytics - 1
Coefficients®
Unstandard Standardiz
ied Table D} Corgglation
Coefficient Coefficient Collinearity
Model s s t Sig Statistics
B Std. Error Beta Tolerance VIF
[i (Constant) 1.381 0.234 5905 0.000
UsageofHR 0216 0.061 0.250 3.555 0.001 0.764 1.309
Analytics
Knowledge 0.141 0.053 0.189 2681 0.008 0757 1.321
about HR
Analytics -
1
Recruitme 0.331 0.058 0.398 5712 0.000 0.776 1.288
ntEmploye
eEfficiency
a. Dependent Variable
SuccessfulRecruitmen
tProcess

As there we no Multi collinearity present in the indicators that we chose, we went on with the regression Model and performed
linier regression. The explanatory power R2 was not powerful but significant. This indicates that the variables can explain the
dependent variable. The Table 5, Table 6 and Table 7 indicates the regression results.

Model Summary
Adjusted R S EH Change
Madel B Square ofthe | gitistics
R Square Estimate
R Square Sig. F
Change F Change df1 df2 Change
1 659° 0.435 0.424 0.69040 0.435 38.485 3 150 0.000
a. Predictors
(Constant),
RecruitmentEmployee
Efficiency,
UsageofHRAnNalytics,
Knowledge about HR
Analytics - 1

In conclusion, the regression analysis revealed that all three variables, Knowledge of analytics (KOA), Usage of HR analytics
(UHRA), and Recruitment efficiency (RE), have a significant impact on the successful Talent Acquisition (STA) process. Knowledge
of HR analytics, application of HR analytics, and recruitment efficiency all have a notable and positive effect on the successful
recruitment process.
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The derived regression equation for the same is:
STA =1.381+ 0.216 UHRA + 0.141 KOA + 0.331 RE

V1. HYPOTHESIS TESTING

To test the study's hypothesis, we used linear regression analysis. Understanding HR analytics has a 99% significance level,
according to the results of the liner regression study. The t value also suggests that the impact is significant. Furthermore, the
regression equation shows that Knowledge of HR analytics and Successful recruitment process are positively related. As a result, if
the knowledge is greater, the Recruitment process will be more successful.

Regression analysis also confirms that the use of HR Analytics has a significant influence on successful recruitment. As shown
in Table 6, the significance is 99%. The t value also suggests that the impact is significant. Furthermore, we can see from the
regression equation that Usage. Furthermore, the regression equation shows that the use of HR analytics and a successful recruitment
process are positively related.

VI1l. CONCLUSION

According to the firm's employees and managers, the relationship between HR analytics knowledge and application and talent
acquisition success is moderate. The hypothesis test results were accepted using SPSS. By reviewing resumes and speaking with
individuals or potential candidates, analytics can be beneficial. According to the study, a significant barrier to the use of analytics is
a scarcity of knowledgeable HR experts. The study's findings suggest that:

1. There should be extensive upskilling and reskilling of HR professionals in this area.

2. Organizational leaders should be enthusiastic about transforming the HR function.

3. Apotential disadvantage of using analytics is that it may discriminate due to poor programming and learning models. When
using analytical models to remove biases, organisations should exercise extreme caution.
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