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Abstract 

This paper examines the utilization of mobile analytics in enhancing decision-making within the HR domain through the 

analysis of real-time data insights. With the increasing prevalence of mobile devices and advancements in technology, mobile 

platforms have become indispensable tools for HR professionals to collect, analyze, and interpret data. By leveraging the 

capabilities of real-time analytics and reporting, professionals can access accurate and timely information on various metrics 

such as turnover, engagement, and productivity. This research investigates how mobile analytics empowers HR professionals 

to gain deeper insights into trends and patterns, enabling informed decision-making. The ability to analyze data in real-time 

allows for the identification of emerging issues, critical trends, and proactive decision-making. Moreover, the study explores the 

implications of mobile analytics for strategic planning, talent management, and employee engagement. By harnessing the power 

of mobile analytics, organizations can identify talent gaps, assess workforce capabilities, and develop targeted strategies to 

attract, retain, and develop top talent. Additionally, real-time data insights enable professionals to identify engagement drivers, 

personalize experiences, and tailor interventions to enhance employee satisfaction and productivity. This research underscores 

the significance of leveraging mobile analytics to unlock the full potential of HR data and elevate decision-making processes. 

The availability of real-time data empowers HR professionals to make evidence-based decisions, optimize strategies, and drive 

organizational success. By embracing mobile analytics, organizations can gain a competitive advantage in today's dynamic 

and data-driven business environment. 
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Introduction 

In today's digital era, organizations are increasingly relying on technology to streamline their HR 

processes and gain valuable insights into their workforce. One area that has gained significant 

attention is the use of mobile HRM analytics, which offers real-time data insights to enhance HR 

decision-making. Mobile HRM platforms, coupled with advanced analytics capabilities, have 

revolutionized how HR professionals gather, analyze, and interpret HR data, enabling them to 
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make informed decisions based on timely and accurate information. The proliferation of mobile 

devices, such as smartphones and tablets, has transformed the way people access information and 

perform various tasks. This shift towards mobile technology has extended to the realm of HR, 

where mobile HR platforms have become indispensable tools for HR professionals to manage HR 

processes and interact with employees. These platforms provide functionalities for self-service HR, 

recruitment, performance management, learning and development, and more. Alongside these 

features, mobile HRM analytics has emerged as a powerful tool for HR professionals to leverage 

data insights and drive strategic decision-making. 

Mobile HR analytics enables HR professionals to access real-time data on key HR metrics, such as 

employee turnover, engagement, and productivity. By collecting and analyzing this data on a 

continuous basis, organizations can gain valuable insights into their workforce and make data-

driven decisions. Real-time data insights provide a comprehensive view of HR trends and patterns, 

allowing HR professionals to identify emerging issues, spot critical trends, and respond promptly 

to challenges. This capability enables proactive decision-making, empowering HR professionals to 

optimize HR processes, address employee concerns, and align HR strategies with organizational 

goals. 

HR analytics has profound implications for strategic HR planning and talent management. With 

access to real-time data, organizations can identify talent gaps, assess workforce capabilities, and 

develop targeted strategies for attracting, retaining, and developing top talent. HR professionals 

can utilize data insights to align talent acquisition strategies with business objectives, identify high-

potential employees for succession planning, and implement personalized development plans 

based on individual employee needs. 

Employee engagement is another critical area where mobile HR analytics can make a significant 

impact. By analyzing real-time data on engagement drivers, organizations can identify factors that 

contribute to high levels of employee satisfaction and productivity. With these insights, HR 

professionals can create tailored initiatives to enhance employee engagement, such as targeted 

training programs, recognition and rewards systems, and flexible work arrangements. The ability 

to provide personalized experiences based on data insights can foster a culture of engagement and 

drive overall organizational performance. 

The mobile HR analytics lies in its ability to provide HR professionals with real-time data insights 

that enhance HR decision-making. By leveraging these insights, organizations can proactively 

address challenges, optimize HR strategies, and drive business success.  

Mobile HR analytics enables HR professionals to gain a comprehensive understanding of HR 

trends, identify talent gaps, and develop targeted initiatives for talent management and employee 

engagement. Embracing mobile HRM analytics is crucial for organizations seeking to gain a 

competitive advantage in today's dynamic and data-driven business environment. 
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Literature Review 

Verma, Rana, and Meher (2023) conducted a study on the enablers of HR digitalization and 

analytics. The key findings highlighted change management as a crucial enabler for implementing 

HR digitalization and analytics. Other factors, such as learning culture, training and development, 

e-learning management, and HR transformation, were also identified as important for successful 

HR analytics implementation. The study emphasized the significance of AI adoption in HR 

practices. Recommendations included prioritizing continuous learning in organizations and 

promoting awareness of the implications of HR transformation for effective HR analytics and AI 

utilization. 

Kim et al. (2022) emphasized the potential of HR Mobile analytics in fostering a data-driven culture 

within organizations. They found that when HR professionals have easy access to mobile analytics 

tools, it promotes a mindset shift towards evidence-based decision-making, leading to improved 

HR practices and organizational outcomes. 

Lee et al. (2021) highlighted the transformative impact of HR Mobile analytics on HR service 

delivery. They noted that mobile-enabled HR analytics empower HR professionals to provide 

timely and personalized support to employees, resulting in improved employee satisfaction and 

engagement. 

Brown and Smith (2020), this enables HR professionals to identify trends, patterns, and anomalies 

in employee data, allowing them to proactively address potential issues and optimize HR strategies. 

The study suggests that HR Mobile analytics offers a user-friendly and convenient platform for HR 

professionals to monitor and track key HR metrics. 

Anderson et al. (2020) highlighted the role of HR Mobile analytics in promoting employee self-

service and empowerment. By providing employees with mobile access to HR data and resources, 

organizations can enhance employee satisfaction, increase HR process efficiency, and foster a 

culture of self-reliance. 

Liu and Zhang (2020) explored the impact of HR Mobile analytics on employee engagement and 

retention. They discovered that organizations leveraging mobile analytics to monitor employee 

sentiment, track career progression, and provide personalized development opportunities 

experienced higher levels of employee satisfaction, leading to increased retention rates. 

Johnson et al. (2019) highlighted the benefits of HR Mobile analytics in enhancing HR decision-

making. They found that the ability to access and analyze HR data on mobile devices enables HR 

professionals to respond promptly to changing workforce dynamics, make informed decisions, and 

drive organizational performance. 

Chen and Wang (2019), HR Mobile analytics has the potential to revolutionize HR processes by 

providing real-time access to data on employee performance, productivity, and well-being. This 

allows HR professionals to make data-driven decisions that positively impact employee 
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engagement and organizational effectiveness. 

Martinez and Garcia (2018), suggests that HR Mobile analytics facilitates evidence-based decision-

making in HR.  As discussed by the availability of real-time data insights on employee 

demographics, training needs, and performance metrics enables HR professionals to identify areas 

for improvement, implement targeted interventions, and measure the impact of HR initiatives 

more effectively. 

Smith and Jones (2018), the adoption of HR Mobile analytics has revolutionized HR practices by 

providing real-time access to critical HR data. This allows HR professionals to make data-driven 

decisions and gain valuable insights into employee performance, engagement, and retention. 

White and Green (2017) emphasized the importance of HR Mobile analytics in enabling HR 

professionals to align HR strategies with organizational goals. By providing real-time data insights 

on workforce demographics, skills, and performance, HR Mobile analytics enhances workforce 

planning, talent management, and succession planning efforts. 

Statement of Problem 

The problem addressed in this study is the limited understanding of the extent to which mobile 

HRM analytics can effectively enhance HR decision-making through real-time data insights. The 

lack of comprehensive research on the impact and benefits of mobile HRM analytics hinders 

organizations' ability to leverage data-driven strategies. Furthermore, the scope and implications of 

mobile HRM analytics in talent acquisition, workforce planning, and employee engagement remain 

unclear. The challenges and opportunities associated with implementing and adopting mobile 

HRM analytics are also poorly understood. Addressing this problem is crucial for organizations 

seeking to optimize their HR strategies and outcomes in an increasingly data-centric business 

environment. 

Scope of the Study 

This study aims to investigate the scope of mobile HRM analytics in enhancing HR decision-

making through real-time data insights. The research will focus on exploring the potential of mobile 

HRM analytics to provide timely and accurate data that can inform and improve HR strategies, 

processes, and outcomes. The study will encompass a comprehensive analysis of the various 

dimensions of mobile HRM analytics, including its impact on talent acquisition, workforce 

planning, employee engagement, and productivity. It will delve into the specific ways in which 

mobile HRM analytics can contribute to these areas, such as identifying talent gaps, optimizing 

recruitment strategies, and developing personalized employee engagement initiatives. 

The study will employ a mixed-methods approach to achieve its objectives. Quantitative data will 

be gathered through surveys and analyzed statistically to explore the relationship between mobile 

HR analytics and HR outcomes from a decision-making perspective. The study will focus on a 

diverse range of organizations from different industries and sizes to ensure the findings are 
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applicable across various contexts. The research will target HR professionals, managers, and 

employees who utilize or are affected by mobile HR analytics.  

It is important to note that the study will have limitations. The findings may be influenced by the 

specific sample size and characteristics of the organizations and participants involved. Additionally, 

the study will primarily focus on the positive aspects and potential benefits of mobile HR analytics, 

while limitations and challenges will be acknowledged but not extensively explored. 

Research Objectives 

1. Explore the role of mobile HR analytics in enhancing HR decision-making. 

2. Investigate the impact of real-time data insights on HR strategies and processes through 

HR analytics. 

3. Assess the effectiveness of mobile HR analytics helps in talent acquisition and workforce 

planning. 

4. Examine the role of mobile HR analytics in fostering employee engagement and 

productivity. 

5. Identify challenges and opportunities in the implementation and adoption of mobile HR 

analytics. 

Methodology 

This study employs a quantitative research design to investigate the impact of mobile HRM 

analytics on HR decision-making. The research utilizes a survey methodology to collect data from 

HR professionals in organizations that have adopted mobile HR analytics. A survey questionnaire 

is developed based on the research objectives and hypotheses, addressing variables such as mobile 

HR analytics adoption, real-time data insights, HR decision-making effectiveness, and perceived 

impact on decision-making outcomes.  

The questionnaire is pilot tested for clarity and reliability before being administered to the selected 

sample through online platforms or email. The collected data is analyzed using descriptive statistics 

to summarize respondent demographics, as well as inferential statistics including regression analysis 

to examine the relationships between variables and test the hypotheses.  

Ethical considerations are taken into account, ensuring informed consent, confidentiality, and 

anonymity of the participants. The limitations of the study, such as sample bias and self-reporting 

biases, are acknowledged. The findings of the study will be summarized, implications discussed, 

and areas for future research will be identified. 

Hypothesis 

H1: The use of Mobile HR Analytics significantly affects HR decision-making in managing  
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       and reducing the employee turnover ratio. 

H2: Real-time data insights provided by mobile HR analytics have a positive impact on talent  

       acquisition outcomes. 

H3: Utilization of mobile HR analytics significantly improves the effectiveness of workforce  

       planning. 

H4: Implementation of mobile HR analytics has a positive impact on employee engagement  

      and productivity. 

H5: Mobile HR Analytics has a significant influence on the identification of trends and patterns. 

H6: Mobile HR analytics positively influences HR decision-making. 

Data Analysis 

The purpose of this study is to examine the influence of Mobile HR Analytics on HR decision-

making, specifically focusing on the employee turnover ratio, talent acquisition, effective workforce 

planning, employee engagement and productivity and identifying HR trends and pattern. Mobile 

HR Analytics refers to the use of mobile technologies and applications for data analysis, allowing 

HR professionals and decision-makers to access real-time insights and make data-driven decisions 

on the go. 

Employee turnover poses considerable challenges to organizations, including financial costs, loss 

of talent, decreased productivity, and potential negative effects on employee morale. By harnessing 

the power of Mobile HR Analytics, organizations can gain deeper visibility into the factors 

contributing to turnover, identify trends, and devise effective strategies to mitigate its impact.  

This study aims to explore the extent to which the utilization of Mobile HR Analytics influences 

decision-making related to the employee turnover ratio, talent acquisition, effective workforce 

planning, employee engagement and productivity and identifying HR trends and pattern. By 

analyzing HR data, such as turnover rates, employee demographics, performance metrics, and 

other relevant factors, decision-makers can gain a comprehensive understanding of dynamics and 

make proactive decisions to reduce problems and its associated consequences. 

The study utilized a quantitative methodology, gathering and analyzing data from a diverse sample 

of 30 organizations representing various industries including IT, Finance, Education, Hospitals and 

Retailing Businesses. Statistical techniques, including regression analysis, were employed to 

investigate the correlation between the utilization of Mobile HR Analytics and the outcomes of 

HR decision-making. 

H1: The use of Mobile HR Analytics significantly affects HR decision-making in managing  

       and reducing the employee turnover ratio. 
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Table-1: HR Analytics outcome reducing employee turnover ratio 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression .715 1 .715 7.282 .012b 

 Residual 2.751 28 .098   

 Total 3.467 29    

a. Dependent Variable: Decision Making 

b. Predictors: (Constant): Employee Turn Over 

*0.05 Significance Level 

Table-1 reveals a significant influence of the predictor variable (Employee Turnover) on the 

dependent variable (Decision Making). The regression model, which explains 21% of the variance 

in Decision Making, demonstrates a statistically significant effect (F = 7.282, p = 0.012). These 

results indicate that Employee Turnover plays a meaningful role in influencing Decision Making 

within the organization. Therefore, the formulated hypothesis “The use of Mobile HR Analytics 

significantly affects HR decision-making in managing and reducing the employee turnover ratio” 

is accepted.  

H2: Real-time data insights provided by mobile HR analytics have a positive impact on talent 

acquisition outcomes. 

Table-2: Real time data insights impact on Decision Making 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1.798 1 1.798 30.174 .000b 

 Residual 1.669 28 .060   

 Total 3.467 29    

a. Dependent Variable: Decision Making 

b. Predictors: (Constant): Real time Data Insights 

*0.05 Significance Level 

It is clear from the Table2, a significant effect of the predictor variable (Real-time Insights) on the 

dependent variable (Decision Making). The regression model accounts for a substantial portion of 

the total variance in Decision Making, with an R-squared value of 0.514, indicating that 51.4% of 

the variance in Decision Making can be explained by Real-time Insights. The F-value of 30.174 is 

highly significant (p < 0.001), indicating that the relationship between Real-time Insights and 

Decision Making is unlikely to occur by chance alone. The mean square value for the regression 

model is 1.798, indicating the average amount of variance in Decision Making that can be attributed 

to Real-time Insights. The residual mean square value is 0.060, indicating the average unexplained 

variance in Decision Making. The findings indicate that real-time insights have a vital role in 

influencing decision-making within organizations, demonstrating that HR analytics yields such 

outcomes. 
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H3: Utilization of mobile HR analytics significantly improves the effectiveness of workforce 

planning. 

Table-3: Outcome of HR Analytics in Workforce planning influence on workforce planning  

                                                                 ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 2.100 1 2.100 43.032 .000b 

 Residual 1.367 28 .049   

 Total 3.467 29    

a. Dependent Variable: Decision Making 

b. Predictors: (Constant): Effective Workforce Planning 

*0.05 Significance Level 

It is found from the Table-3, the results indicates a significant influence of the predictor variable 

(Effective Workforce Planning) on the dependent variable (Decision Making). The regression 

model explains a substantial amount of the total variance in Decision Making, with an R-squared 

value of 0.605, suggesting that 60.5% of the variance in Decision Making can be attributed to 

Effective Workforce Planning. The F-value of 43.032 is highly significant (p < 0.001), indicating 

that the relationship between Effective Workforce Planning and Decision Making is not likely due 

to chance alone. The mean square value for the regression model is 2.100, indicating the average 

amount of variance in Decision Making that can be explained by Effective Workforce Planning. 

The residual mean square value is 0.049, representing the average unexplained variance in Decision 

Making. The findings suggest that the impact of HR analytics on decision-making, specifically in 

terms of effective workforce planning, is significant. Therefore, the formulated hypothesis 

“Utilization of mobile HR analytics significantly improves the effectiveness of workforce planning” 

is accepted. 

H4: Implementation of mobile HR analytics has a positive impact on employee engagement and 

productivity. 

Table-4: Outcome of HR Analytics impact on decision making in employee engagement and 

productivity 

                                                                    ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1.213 1 1.213 15.077 .001b 

 Residual 2.253 28 .080   

 Total 3.467 29    

a. Dependent Variable: Decision Making 

b. Predictors: (Constant): increased productivity 

*0.05 Significance Level 

According to the Table-4, the results reveal a significant effect of the predictor variable (Increased 

Productivity) on the dependent variable (Decision Making). The regression model explains a 
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considerable portion of the total variance in Decision Making, with an R-squared value of 0.350, 

indicating that 35% of the variance in Decision Making can be attributed to Increased Productivity. 

The F-value of 15.077 is statistically significant at the p < 0.001 level, suggesting that the 

relationship between Increased Productivity and Decision Making is unlikely to occur by chance 

alone. The mean square value for the regression model is 1.213, indicating the average amount of 

variance in Decision Making that can be explained by Increased Productivity. The residual mean 

square value is 0.080, representing the average unexplained variance in Decision Making. These 

findings suggest that the HR analytics outcome helps in Decision Making in increasing the 

productivity of employees within the organization. Hence, the formulated hypothesis 

“Implementation of mobile HR analytics has a positive impact on employee engagement and 

productivity” is accepted. 

H5: Mobile HR Analytics has a significant influence on finding the trends and patterns in HR 

decision making. 

Table-5: HR Analytics influence on Finding HR trends and patterns useful in Decision Making 

                                                                   ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression .794 1 .794 8.314 .007b 

 Residual 2.673 28 .095   

 Total 3.467 29    

a. Dependent Variable: Decision Making 

b. Predictors: (Constant): Assessing Trends and Patterns 

*0.05 Significance Level 

Table-5 indicates a significant influence of the predictor variable (Assessing Trends and Patterns) 

on the dependent variable (Decision Making).  

The regression model accounts for a portion of the total variance in Decision Making, with an R-

squared value of 0.229, suggesting that 22.9% of the variance in Decision Making can be explained 

by Assessing Trends and Patterns.  

The F-value of 8.314 is statistically significant at the p < 0.05 level, indicating that the relationship 

between Assessing Trends and Patterns and Decision Making is unlikely to occur by chance alone. 

The mean square value for the regression model is 0.794, indicating the average amount of variance 

in Decision Making that can be attributed to Assessing Trends and Patterns.  

The residual mean square value is 0.095, representing the average unexplained variance in Decision 

Making. These findings suggest that Assessing Trends and Patterns are helped by HR Analytics in 

Decision Making process. Hence, the proposed hypothesis “Mobile HR Analytics has a significant 

influence on finding the trends and patterns in HR decision making” is accepted. 

H6: Mobile HR Applications positively influences HR decision-making. 
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Table-6: HR Applications influence on HR Decision Making ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression .664 1 .664 6.629 .016b 

 Residual 2.803 28 .100   

 Total 3.467 29    

a. Dependent Variable: Decision Making 

b. Predictors: (Constant): Mobile HR Applications 

*0.05 Significance Level 

A significant effect of the predictor variable (Mobile HR Applications) on the dependent variable 

(Decision Making) found from Table-6. The regression model accounts for a portion of the total 

variance in Decision Making, with an R-squared value of 0.191, suggesting that 19.1% of the 

variance in Decision Making can be explained by Mobile HR Applications. The F-value of 6.629 is 

statistically significant at the p < 0.05 level, indicating that the relationship between Mobile HR 

Applications and Decision Making is unlikely to occur by chance alone. The mean square value for 

the regression model is 0.664, indicating the average amount of variance in Decision Making that 

can be attributed to Mobile HR Applications. The residual mean square value is 0.100, representing 

the average unexplained variance in Decision Making. These findings suggest that Mobile HR 

Applications play a significant role in influencing Decision Making within the organization. 

Therefore, the formulated hypothesis “Mobile HR Applications positively influences HR decision-

making” is accepted. 

Findings 

The findings from the data analysis highlight several significant influence of HR analytics outcomes 

in HR decision-making processes. Firstly, employee turnover emerges as a crucial predictor, 

indicating that organizations need to consider turnover rates when making HR-related decisions. 

Additionally, the impact of Mobile HR Analytics on decision-making is evident, emphasizing the 

importance of utilizing mobile technologies and applications to access real-time insights. Real-time 

insights also play a significant role, indicating that timely access to relevant information is crucial 

for effective decision-making. Effective workforce planning is identified as another influential 

factor, suggesting that organizations should focus on strategic workforce planning to inform their 

decision-making processes. The impact of increased productivity on decision-making further 

highlights the importance of optimizing productivity levels within the workforce. Assessing trends 

and patterns also emerges as a significant factor, emphasizing the need to analyze data to identify 

patterns and trends that can guide decision-making. Lastly, the presence of mobile HRM 

applications in decision-making processes indicates the value of leveraging technology for HR-

related decisions. These findings collectively underscore the multidimensional nature of HR 

decision-making and emphasize the need for organizations to consider various factors and employ 

analytical tools to inform their HR strategies effectively. 
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Suggestions and Recommendations 

Based on the findings from the analysis, several key suggestions and recommendations can be made 

to enhance HR decision-making processes by using Mobile HR analytics. Firstly, organizations 

should prioritize strategies to manage and reduce employee turnover, as it has been identified as a 

significant factor influencing decision-making. This may involve implementing initiatives to 

improve workplace culture, provide career development opportunities, and implement effective 

talent management practices. Secondly, investing in mobile HR analytics and real-time insights is 

crucial. Organizations should adopt technologies and tools that provide access to real-time data 

and analytics, enabling HR professionals to make data-driven decisions promptly and effectively. 

Thirdly, workforce planning efforts should be strengthened to align with business goals. This 

entails forecasting future workforce needs, identifying skill gaps, and developing strategies to 

attract, develop, and retain talent. Moreover, organizations should focus on productivity 

improvement initiatives to optimize workforce performance. This can be achieved through training 

programs, process improvements, and performance management strategies. Additionally, 

embracing data-driven decision-making processes is essential. Organizations should establish 

robust data analytics capabilities to gain insights into employee behavior, performance, and 

engagement. This enables HR professionals to make informed decisions based on evidence and 

data. Furthermore, the adoption of mobile HRM applications can streamline HR processes and 

improve decision-making efficiency. Finally, organizations should continuously evaluate and adapt 

their HR strategies by measuring key HR metrics and analyzing outcomes. This enables them to 

identify areas for improvement, make necessary adjustments, and ensure their decision-making 

processes remain aligned with business objectives. By implementing these suggestions, 

organizations can enhance their HR decision-making capabilities, leading to improved outcomes 

and overall organizational success. 

Conclusion 

In conclusion, the analysis of the HR metrics results provides valuable insights into the factors 

influencing HR decision-making. The findings emphasize the significance of employee turnover, 

mobile HR analytics, real-time insights, effective workforce planning, increased productivity, 

assessing trends and patterns, and mobile HRM applications in shaping decision-making processes. 

To enhance decision-making, organizations should focus on reducing turnover, investing in mobile 

HR analytics and real-time insights, strengthening workforce planning efforts, prioritizing 

productivity improvement, embracing data-driven decision-making, adopting mobile HR 

applications, and continuously evaluating and adapting HR strategies. By implementing these 

recommendations, organizations can make more informed and effective HR decisions, ultimately 

driving organizational success and employee satisfaction. 
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