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Extended Abstract
There is little doubt that HR Analytics (HRA) is a hot topic and is evolving quickly (Peeters et
al., 2020). In fact, at the time of this writing, a search of the term HR Analytics returns
992,000,000 and 142,000 hits on Google and Google Scholar, respectively, and over 2,000
books on Amazon.com. Likewise, there is an intense debate on the HRA challenges
organizations are confronted with on social networking sites. For instance, LinkedIn has over
400 professional groups discussing the ins and outs of HRA. Why is HRA such a hot topic? It
is considered critical for HR functions to be strategic in organizations and drive business
performance (Marler & Boudreau, 2017; McIver et al., 2018). However, HRA practice is
lagging behind in organizations compared with other analytics-driven functions (Angrave et
al., 2016). A dilemma exists in the gap between the understanding of HR and the disposal of
analytical abilities, where researchers in the area should play an important role in understanding
both sides and bridging the gap (King, 2016). However, based on current academic findings on
HRA research, the results seem far from satisfactory.
Despite the academic literature on HRA has noticeably expanded during the last decade
(Fernandez & Gallardo-Gallardo, 2020), research on HRA has been accused of being far from
mature (e.g., Chalutz Ben-Gal, 2019; Marler & Boudreau, 2017). According to Marler &
Boudreau (2017), HRA research is still in its infancy, and many issues in the gap between
academic research and practical applications require further investigation and clarification. In
sync, Qamar and Samad (2021) argue that current HRA research has explored a limited number
of aspects of HR practices, and that variables, risks, and challenges in using and adapting HRA
remain unclear. Maybe this could be explained by the fact that the majority of the contributors
of publications on the topic are practitioners rather than academics (Tursunbayeva et al., 2018).
In fact, McIver et al. (2018, p. 402) pointed out that “much of the momentum driving workforce
analytics adoption in organizations today focuses solely on a data-driven (inductive) approach
without considering a theory-driven approach”. Also, HRA has been considered a management
fad (Rasmussen & Ulrich, 2015), and its existing practices have been viewed as unlikely to
deliver transformational change (Angrave et al., 2016). HRA can be seen as disruptive rather
than incremental, and no existing theories can fully encompass all its facets. However, to the
best of our knowledge, these statements have not been objectively verified, nor has HRA's
current state of development been assessed comprehensively.

The increasing interest and use of analytics to drive strategy and algorithms that can augment
and/or automate HR-related decision-making has been defined as a phenomenon in the
overview of this PAAM workshop. In research, a phenomenon is defined as “a perceived fact,
change, or event that can be scrutinized or studied, and especially something that is unexpected
or in question” (Schwarz & Stensaker, 2016, p. 2). According to Schwarz & Stensaker (2014),
a phenomenon is characterized by practice before the existence of relevance theory or literature,
and novel emergence in organizations. A phenomenon serves as potential evidence for theories
(Apel, 2011) and can be considered as a starting point of research (Moustakas, 1994). Taking
the above into account, along with the fact that HRA interest emerged as promoted by
consulting firms (such as BCG and KPMG), it would appear that research on HRA can be
categorized as phenomenon-driven. Schwarz & Stensake (2016, p. 1) define phenomenondriven research (PDR) as “problem-oriented research that focuses on capturing, documenting,
and conceptualizing an observed phenomenon of interest in order to facilitate knowledge
creation and advancement”. In short, PDR formulates new knowledge based on phenomena
observed in organizations.
Since, as mentioned before, academic research has failed to comprehensively examine and
understand the phenomenon of HRA, a phenomenon-driven approach may provide a solution
to facilitate such understanding. Thus, the current review takes a phenomenon-driven approach
to reviewing the HRA literature, applying methods from bibliometrics (such as science
mapping) and content analysis to come to an objective and quantifiable assessment of the
development stage of the HRA research field at the present time without making a-priori
assumptions. To do so, we ground on von Krogh et al.’s (2012) phases of the scientific study
of a phenomenon (i.e., embryonic, growth, and mature), and we will complement this
framework with detailed measurable metrics that can help with the assessment of each stage in
a quantifiable way. To do so, we will base on the works of Keathley-Herring et al. (2016) and
Edmonson & McManus (2007) that provide specific frameworks to evaluate the maturity of a
research field or the methodological fit in a research field. Such proposed metrics will be used
to assess the current development of HRA research and envision its future path. A
comprehensive and objective assessment of the stage of development of HRA research is
timely and needed. It will offer evidence and provide new avenues for future research to
advance the knowledge and theory of the phenomenon, which can drive the maturity of HRA
research.
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