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ABSTRACT

Data-driven decision-making is now key to determining an organization's success in
the digital age. The capabilities to effectively analyze and interpret data is critical for
decisions to reflect changing market conditions. Organizations need to develop their
Human Resources (HR) skills in data analytics, as decisions that are not driven on
data are often risky and inaccurate. Providing analytical skills to all levels of the
organization, supported by the right technology infrastructure, can strengthen more
strategic and evidence-driven decision-making. This helps organizations increase
operational efficiency and create sustainable competitive advantage. In developing
these capabilities, leaders play an important role in creating a culture that encourages
the effective use of data. The success of data-driven decision-making depends on the
technology, and how a data-driven culture can develop in every aspect of the team's
work. For this reason, it is important for organizations to provide relevant training,
align the use of data in every level of decision-making, and ensure that the technology
used is able to support this process properly.

INTRODUCTION
Effective decision-making in an organization is
increasingly dependenton thedataavailableto support
the process. In recent decades, more and more
companies have adopted technology tocollect, manage
and analyze data to increase their strategic decisions.
Data-driven decision-making allows organizations to
make decisions driven on concrete evidence, rather
than mere intuition or experience (Borges et al., 2021).
The implementation of data analysis in the decision-
making process has been shown to improve results and
efficiency, especially in managerial aspects, where
decisions must consider various factors that canaffect
the running of the company (McAfee et al., 2012).
While theclear benefits of using data in decision-
making, there are still significant challenges in
effectively utilizing data. Many organizations
struggle to turnraw dataintoactionableinsights. HR
plays a key role in ensuringthat data canbe properly
interpreted and used for better decision-making
(Penn & Dent, 2016). One of the main barriersis the
inability of organizations to develop analytical skills
in their HR, which leads to suboptimal and data-
driven decisions that are not robust enough or even
misinterpreted (Brynjolfsson & McElheran, 2016).

While technology has enabled massive data
collection, organizations often struggle to optimize
the use of that data for better decision-making. One
of the main problems is the lack of analytical skills
within HR teams to process and interpret data in the
right way (Koman, 2017). Even when organizations
adopt sophisticated data analysis tools, reliance on
untrained staff to interpret data effectively can limit
their capabilities to implement data-driven decisions
(Davenport & Harris, 2007). Another problem that
arises is that lack of clarity in data management
strategiesleadstoerrorsin data interpretation, which
can further lead to inappropriate decision-making,.

Most organizations are still stuck in top-down
decision-making, where final decisions are often
made by managers or senior executives without
engaging the deeper insights that data can provide.
This creates an inequality between the potential
offered by data and the way decision-making
actuallyhappensinpractice. Thisleaves theavailable
data underutilized and risks producing suboptimal
decisions (Provost & Fawecett, 2013). Not including
data in this process hinders the effectiveness of the
organization in responding to complex and fast-
changing market dynamics.

* Corresponding author, email address: dr.diditdarmawan@gmail.com



M. Khairi, D. Darmawan: Developing HR Capabilities in Data Analysis for More Effective Decision Making in Organizations

Giventhe importance of data-driven decisionsin
increasing organizational performance, it is
important to examine how HR can be empowered to
analyze and interpret data effectively. Increasing
analytical skills within HR teams will greatly
contribute to an organization's capabilities to make
more informed and evidence-driven decisions.
Strategic decisions in HR management are increasingly
required to be based on evidence obtained from data
analysis. Neglecting to develop these capabilities will
hamper the effectiveness of the decision-making
processandreduce the organization's competitiveness
in an increasingly data-driven market.

The aim of this discussion is to examine how
organizations can develop analytical skills in their
people to make the most of data in decision-making.
This skill increase aims to make decision-makingin
organizations more effective and evidence-driven,
thereby supporting the achievement of organizational
aims more efficiently.

RESEARCH METHOD

The method used in this study is a literature study
approach that allows researchers to examine and
analyze various sources of information relevant to
the topic of data-driven decision making and HR
skills development in organizations. This approach
allowed the researcher to identify theories, concepts,
as well as best practices that have been implemented
in different types of organizations that implement
data-driven decisions. This literature study also
aimed to explore how decision-making and HRM
theories are integrated in fast-paced and dynamic
organizations (Davenport, 2013). Using the existing
literature, the researcher was able to extract insights
related to the development of theory and practice in
data-driven decision making and the importance of
HR development in organizations. This process also
included reviewing journal articles, books, industry
reports and other academic sources.

This literature study approach will provide a
solid foundation for understanding how
organizations can optimize the use of data in the
decision-making process. By checking past research,
the researcher can identify key trends, existing
problems, and tested solutions, which help answer
the research questions. The references used included
current research on data analytics in HR
management and decision-making, which provided
insights into the role of data in improving
organizational performance. This literature study
relies on a variety of valid sources to ensure that the
findings are relevant and reliable in real-world
applications (Hitt, Ireland, & Hoskisson, 2012).
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RESULT AND DISCUSSION

In the midst of accelerating digital transformation,
the capabilities to analyze and interpret data is
becoming a key competency in organizational
decision-making. As technology advances, data
becomes more abundant and varied, posing a
challenge for organizations to make optimal use of
the informationavailable. Organizations that wantto
remain competitive must develop their people
capacity in data analytics. This includes training in
data literacy, the use of modern analytical tools, as
well as strengthening interpretive e skills that are
contextualized to business needs. As a deep
understanding of how to manage and analyze data,
more informedand evidence-driven decisionscanbe
made. This is especially important given that
decisions made without sufficient data tend to be
risky and can be detrimental to the organization in
the long-term (Saravanabhavan et al., 2020).

As the trend of big data and data analytics
develops, organizations are increasingly realizing the
importance of providingadequate analytical skills toall
team members, from operational to executive levels.
Data analytics hasbecome theresponsibility of the IT or
data science team alone, and has become part of the
competencies of all stakeholders in the organization.
This reflects a paradigm shift where every stakeholder
in the organization must be able to read, interpret, and
use data to support decisions within their sphere of
responsibility. Creating a data-driven culture is a
challenge for many organizations that have yet to fully
adopt this approach. Through the development of
analytical skills, organizations can optimize day-to-day
operations, and plan more accurate long-term
strategies (Ranjan & Foropon, 2021). A successful
organization in the data-drivenera is not just one that
collects data, but one that is able to build internal
capacity to analyze and act on that information.

To achieve success in data-driven decision-making,
organizations depend not only on increasing technical

capabilities, but also on providing adequate
infrastructure to support the analysis process.
Infrastructure such as data warehouses, cloud

computing, and advanced analytics software are critical
elements to ensure that data can be accessed in real-time
and used effectively by decision-makers at all levels.
Without the support of systems that support effective
data processing and storage, even with skilled human
resources, the immense potential that exists in data will
not be fully utilized. It is important for organizations to
approach the problem of data-driven decision-making
holistically, which includes the equipping of human
resources, the adoption of appropriate technology, and a
culture that supports data utilization (Choi et al., 2021).
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In an era dominated by technology and big data, it
is important for organizations to develop their HR
capabilities in analyzing and interpreting data for more
effective and data-driven decision making.
Organizations can no longer rely solely on specialized
teams such as data analysts or IT departments to
translate data into decision-making. Every part of the
organization, from operational lines to top
management, isrequired tohave adequate dataliteracy
in order to contributeto a fast, accurate, and adaptive
decision-making process. One of the first approaches
organizations should take is to provide comprehensive
training in data analytics. With the right skills,
employees can utilize data to support strategic
decisions, increase operational efficiency, and identify
previously unseen opportunities (Ekka, 2021). This
education is not only limited to technical training but
also includes developing critical capabilities to assess
data quality and identify relevant trends (Miiller, 2016).

Training and skill development in data analysis
is essential to ensure that employees can utilize data
effectively in decision-making. Training and skill
development in data analysis can be done through
various methods, including classroom-driven
training, online courses, as well as internship or
rotation programs in analytics teams. Empowering
HR in understanding and using advanced data
analysis tools is also very important. These analytics
tools can include statistical software, predictive
models, and data visualization tools that allow
employees to analyze and understand patterns in
data more easily. In some cases, organizations can
engage data experts or work with educational
institutions to develop a training curriculum tailored
to their organization's specificneeds (Brynjolfsson &
McAfee, 2014). Proper training, accompanied by the
use of appropriate tools, will enable organizations to
optimize the full potential of their data.

Creating a data-driven culture within the
organization is an important step to ensure that data is
used optimally inevery aspectof decision-making. This
culture should encourage employees at all levels to
utilize data in every decision they make, be it daily
operational decisions or long-term strategic decisions.
Organizations need to provide incentives for
employees who demonstrate the capabilities to process
data effectively, as well as introduce management
systems that support data accessibility. Implementing
technology that enables efficient data sharing between
departments is also crucial to strengthening cross-
functional collaboration. The implementation of
technology that supports data sharing between
departments canalsohelpincreasetheengagementand
effectiveness of data analysis (LaValle et al., 2011).
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HR capabilities development also engages
developing soft skills related to data interpretation.
Employees need to be trained to not only understand
data technically but also to think critically about the
business implications of the analysis results. They should
be able to evaluate whether the data is representative
enough, identify biases in data collection, and formulate
relevant questions driven on data analysis. The
capabilities to effectively communicate findings from
data analysis to non-technical stakeholders is critical in
ensuring that data-driven decisions are well accepted
and implemented within the organization (Davenport,
2013). Training that involves developing these skills will
enrich the analysis performed by employees and support
wiser and more targeted decision-making. These skills,
which combine technical acumen and critical thinking,
are essential to meet the challenges of a data-driven
business environment.

Organizations need to provide opportunities for
HR to collaborate in multidisciplinary teams that
cover a wide range of expertise, including data
science, finance, marketing and strategy. In an
increasingly data-driven business environment,
data-driven decision-making does not only rely on
technical data analysis, but also requires a broad
perspective from various departments. This
interdepartmental cooperation can enrich the way
data is analyzed and used in decision-making,
Shared learning enables an exchange of perspectives
thatcanenrichtheunderstandingof how datacanbe
translated in different settings. This is especially
important in complex organizations, where data can
be used to make decisions that affect multiple
business areas at once (Shmueli, 2016). This
collaborative approach allows organizations to use
data more effectively, produce more evidence-based
decisions, and minimize the risks associated with
making decisions that are unilateral or limited to a
single perspective.

Developing data analytics capabilities within HR
also engages major challenges in terms of access and
quality of the data itself. One of the major obstacles
many organizations face is the problem of inaccurate
or incomplete datacollection. Many organizationsstill
struggle with issues related to collecting and cleaning
inaccurate or incomplete data. Without the right data,
data-driven decision-making is limited, and can even
be misguided. It is important for organizations to
develop policies that ensure the data collected is
accountableand can be used effectively in theanalysis
process (Redman, 2016). Organizations that ignore the
data quality aspect will risk making wrong decisions,
which in turn can be detrimental to their performance
and competitiveness in the market.
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Developing HR capabilities in data analysis also
requires significant investment in technology and
infrastructure. To truly harness the potential of data
in decision-making, organizations must adopt the
latest technologies that enable faster and more
accurate data processing and analysis. Without the
right technology support, even if employees have
great analytical skills, the potential of data owned by
the organization still cannot be fully utilized.
Investments in cloud computing, data storage
systems, and advanced analytics tools will greatly
support the success of data-driven strategies. These
technologies enable easier data access, better
collaboration between teams, and more efficient data
storage and processing (Chui et al., 2016). All of this
supports  better  decision-making, improves
operational efficiency,and helps organizations adapt
to market changes.

Organizations should also pay attention to the
importance of providing constructive feedback to HR
on their data analytics skills. This includes assessing
how they apply their analytical skills in real-life
situations. Sustainable evaluation of these capabilities
allows for the identification of areas that need
improvement and provides opportunities for
employees to continue to develop in their analytical
capabilities. Effective feedback is not only limited to
providing an assessment of the work done, but also
offers insights on ways to improve the quality of data
analysis and application in real-life situations. This
process gives employees the opportunity tounderstand
their strengths and weaknesses, which can accelerate
the process of improvement and skill development. In
thisway, organizations canensure that HR continuesto
beat the forefront of analytical skillsand canimplement
their knowledge practically (Salgado, 2014).

In multinational organizations, developing HR
capabilities in data analysis also requires an
understanding of how data should be interpreted in
different cultures and markets. Data-driven
decisions in different regions require attention to
local nuances, differences in market habits, and
regulations that apply in each country. The ability to
adapt data interpretation to the local context is
essential so that data-driven decisions are not only
globally relevant, but also fit the specific needs and
realities of each market. This adds to the complexity
of developing HR capable of managing and
analyzing data on a global level (McAfee &
Brynjolfsson, 2017). Ignorance or negligence in
understanding these regulatory differences can be
risky for organizations, both in terms of legal
compliance and in building trust with customers in
various markets.
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To maximize the effectiveness of data-driven
decision-making, organizations need to develop
leadership capacity that is adaptive and responsive
to such needs. Effective leaders must be able to
understand and implement more objective and data-
driven decision-making methods, which include the
ability to critically analyze data and interpret the
results within the relevant scope. This engages not
only a technical understanding of data analysis tools
and techniques, but also the capabilities to
communicate the findings to the team in a clear and
understandable manner. Leaders act as a bridge
between data and action, ensuring that decisions are
based on accurate and relevant information. The
leader must be able to direct the team to use data as
a toolto achieve commonaims. This engages creating
a culture where data is considered a valuable asset
that can be used to improve performance and
innovation. Leaders who are competent in data-
driven decision-making will encourage team
members to collaborate in analyzing data, sharing
insights, and developing evidence-based solutions.
By engaging teams in the decision-making process,
leaders not only increase employee engagement, but
also strengthen ownership of the results. This is in
line with Gartner's (2014) findings that organizations
with leaders who are skilled in using data tend to
perform better and more efficiently.

The development of leaders who are competent
in data-driven decision-making also contributes to
overall HR development (Pak & Desimone, 2019).
When leaders demonstrate the capabilities to use
data in decision-making, they create a learning
environment that encourages team members to
develop their own analytical skills. Training and
development that focuses on data literacy and
analysis can help employees feel more confident in
using data to support their decisions (Ghasemaghaei
et al, 2018). According to Weigert (2017),
organizations increase their decision-making
capabilities, and build more skilled and adaptive
teams, which can then contribute to the long-term
success of the organization in the face of constantly
evolving challenges in the market.

Data-driven decision-making should not only
focus on the technical side of analytics, but should
also include data integration with the broader
business scope. The use of data must be aligned with
the vision and strategy of the organization to
maintain the relevance of the decision. As Porter and
Hepperlmann (2019), every decision made must be
considered from various aspects, such as long-term
aims, potential impact on customers, and overall
business sustainability.
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Overall, developing HR capabilities in data
analysis and interpretation is key to more informed
and data-driven decision-making in organizations.
This process requires support from all levels of the
organization, including leaders who are able to
provide clear direction and encourage a data-driven
culture (DiClaudio, 2019). Not only can organizations
increase operational efficiency, but they canalsoadapt
faster to market changes and make smarter decisions
in the long-term (Liu et al., 2020).

After understanding how important it is to
develop HR capabilities in data analysis and
interpretation, we can conclude that organizations
must prioritize the development of these skills in
order to remain relevant and competitive in the
digital era. By increasing analytics capabilities in
decision-making, organizations will not only
increase operational efficiency, but also create more
targeted strategies. This will bring sustainable
competitive advantage as data-driven decisions tend
to be more accurate and more resilient to rapid
market changes (Cusi & Bernal, 2020).

This process requires careful planning, from
providing relevant training to the establishment of a
work culture that encourages the use of data in every
aspect of decisions. To achieve optimal results, it is
important for organizations to continuously invest in
the latest technologies that support data collection,
storage, and processing (Boakye & Lamptey, 2020).
Data-driven decision-making is not just a matter of
technique, but also how all team members can see and
utilize data as a valuable resource. When the entire
organization can operate with data-driven insights,
better and more profitabledecisionsfor the futureof the
organization will be created (Konovalova et al., 2021).

Developing HR capabilities in analyzing and
interpreting data not only helps organizations make
better decisions, but also plays a major rolein creating
sustainable competitive advantage. Developing these
skills requires a holistic and sustainable approach,
where technology, training and a data-driven culture
support each other to create a more responsive,
efficient and innovative organization.

CONCLUSION

Developing HR capabilities in analyzing and
interpreting data is an important step for organizations
looking to increase the effectiveness of their decision-
making, In an increasingly data-driven world, evidence-
driven decisions tend to be more informed and effective
in meeting the challenges of a dynamic market.
Organizations need to allocate resources to equip their
HR with adequate analytical skills, ensuring that all
team members, from operational to managerial levels,
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have the capabilities to understand and use data
effectively. The right technology is also needed to
support the collection, storageand analysisof data at
scale, and to create an environment that encourages
data-driven decisions.

To achieve optimal results, it is important for
organizations to create a data-driven culture that
promotes  transparency and  collaboration.
Organizations should provide sustainable training for
employees and build an infrastructure that enables
efficient data processing. The role of leaders in
facilitating the use of data in decision-making is crucial
to ensure that all decisions taken are in line with the
long-term vision of the organization. Successful data-
driven decision-making will increase the organization's
competitiveness and help them achieve greater aims.
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