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[bookmark: _gjdgxs]Introduction
These days, organisations need to stay updated with the latest trends in implementing innovative approaches to improve business decision-making processes. Another critical factor that has faced scrutiny in HR analytics in the last few years is the impact of HR analysis. Human resource analytics involves collecting, analysing, and interpreting data gathered on HR to provide the basis for making strategic decisions. This research intends to examine how the food industry in the UK harnesses HR analytics in the decision-making process as far as strategic management is concerned (Özemre and Kabadurmus, 2020). The UK’s food sector represents a critical link in the country’s economy, and the food industry is always subject to different challenges that require organizational-level strategies. The challenges faced are managing a diverse workforce, perfect talent acquisition and retention, and ensuring that standards are regulatory. HR analytics provides a tool of great potency for the organisations of the food industry, enabling them to solve the challenges mentioned here in a grounded and comprehensive way.
[bookmark: _30j0zll]Methodology
[bookmark: _1fob9te]Research Philosophy
[bookmark: _3j2qqm3]HR Analytics training in the UK food industry is crucial for the business’s growth. Involving a positivist research approach, this paper analyses HR analytics implementation and its impact on strategy. HR professionals will develop themselves to act on data-driven insights to provide informed decisions aligned with their organisation's objectives. This will improve the company’s performance as a whole. The analysis of such data derives patterns and trends with HR. This saves food companies from lands where problems are easier to see and takes advantage of them faster (Park et al., 2020). Consequently, the company's HR analytics will extract market and fact-based conclusions. It ultimately paves the way towards better HRM systems that help attract competent human capital, improve employee team spirit, and aid the organisation's long-term development. In the end, a conclusion can be drawn that HR analytics enormously transforms strategic decision-making processes and changes economic structure. 
[image: HR Analytics Market Size, Share & Analysis Report, 2032]
Fig 1: HR Analytics Market
(Source: Global Market Insights Inc., 2024)
[bookmark: _3znysh7]Research Design
Regarding HR analytics impacting operational decisions within the UK Food Industry, determining whether that impact is positive is pivotal to the organisation's success. The paper entails a descriptive research design using a survey to investigate whether HR analytics are applied across food industry organisations (Doyle et al., 2020). Additionally, the study looked into ways that human resource departments gather, inspect, and use data supporting rational decision-making that coincides with a firm's strategic objectives. The results suggest that organisations that realise HR analytics reduce service levels, knowledge-based decision-making, and business performance. 
[bookmark: _2et92p0]Research Approach
The study we will conduct will also include both perspectives of the deductive approach and the business sector’s HR analytics. It allows businesses to choose details of hiring, keeping and developing talent by objective data; thus, the company is equipped with a potent competitive tool. The incorporation of HR analytics into HR planning allows on the one hand, optimised or even perfect solutions, freeing up resources and a higher level of performance (Grinchenko and Shchapova, 2020). In a sector where narrow profit margins change from time to time and consumer tastes are fickle, HR analytics is one of the critical aspects that can make significant improvements for an organisation to be sustainable. With the rapid, unstoppable technological advances, which have been revealed to be just a phase, HR analytics will change the food industry’s future and enable it to achieve unprecedented growth and inventions.
[bookmark: _tyjcwt]Data Collection Method
[bookmark: _GoBack]By using Secondary method, companies may transform their HR data into a valuable resource that managers could use to make the right choice. This method consistently gives a better insight into inter-individual relationships from within. It helps to define better the competitive dimension of the same issues, such as the productivity of the workforce, involvement of the employees, and retention rates (Chatfield, 2020). Therefore, Companies can strengthen their strengths and minimise weaknesses to form strategic movements that will match their business purpose. Moreover, businesses adopting HR analytics can improve their competitive edge by making data-driven and strategic decisions. With the use of qualitative data collection methods use of journals and studies will be analyses and taken into consideration related to the topic.
[bookmark: _3dy6vkm]Data analysis
Henceforth, the study of HR analytics done through a thematic analysis shows that it works because it can shed light on vital HR functions such as recruitment, training, and performance management. Thus, businesses are now better equipped to make decisions that align with their strategic goals with a data-oriented approach (Braun and Clarke, 2023). The conclusion of this study points out that human resources have been revolutionised. The sector is faced with an unacceptable decrease in the workforce, which is accompanied by highly high labour expenses. 
[bookmark: _1t3h5sf]Aim, Objectives & Research Questions
Aim
The study aims to investigate the role of HR analytics in strategic decision-making in the UK food industry.
Objectives of the Research
· To analyse the current HR analytics application level in the UK Food industry.
· To determine the significant forces undermining the deployment of HR analytics in food sector companies.
· To assess whether the HR analytics functions have resulted in evidence-based contributions to strategic decision-making.
· To provide recommendations for enhancing HR analytics in strategic decision-making in the Food Industry.
Research Questions
1. How much is HR analytics being adopted by UK Food sector companies?
2. What are the essential areas and challenges that power down the adoption of HR analytics in UK food companies?
3. Has adopting HR analytics led to fact-based support for the tactical choices in UK Food sector companies?
4. Why is HR analytics not modern enough to be helpful in strategic decision-making conducted in the UK Food industry?
[bookmark: _4d34og8]Literature Review
[bookmark: _2s8eyo1]Introduction
The systematic literature review is academic research that incorporates looking for and analysing scholarly works on a specific topic. It is also a compiled list of previous literature that saves a researcher the time needed to identify gaps in existing work, trends, or relevant issues. Moreover, this process lays a strong foundation for the succeeding research and makes the paper more impactful for existing works (Martins et al., 2023). Through the assessment of relevant sources thoughtfully and by bringing in different viewpoints, scholars can show everybody that they know the issue, why they are asking research questions in that way, and prove that their study is necessary at the time because of the current academic discussions and debates. This research also humanises the very scholars who undertake it more than it strengthens the command of research quality and credibility. As a result of this tactic, the chance for scholars to get a system-changing core from their scientific research results, which diversify and develop the field of study, rises.
[bookmark: _17dp8vu]HR Analytics in Strategic Decision-Making
HR analytics is no longer considered a supporting tool in strategic decision-making, whereas data analysis is a critical element of HR analytics. This approach has become ever more popular, having been discovered by businesses that these strategies give good performance and give them a better chance to compete in the markets (Korherr et al., 2023). HR data reveals information during the recruitment of employees, performance management of employees, retention of employees, and optimisation of the talent of employees. By delicately reviewing the data, organisations might discover different correlated patterns and relationships. They will land where they can make informed decisions to meet their aims that align with their strategic goal. Since HR analytics is deemed growing in importance, HR managers are ideally placed to bring about organisations’ large-scale changes. This could be realised by adopting a strategy that makes the right calls based on the gathered data.
[bookmark: _3rdcrjn]HR Analytics in the UK Food Industry
America yet again emerges as one of the biggest food producers in the world, with berries like these coming out as complete propaganda. However, due to human resource analysis, the most famous technique made by rapidly increasing foreign markets and capricious customers, food production has the upper hand. Companies report that they made for deep-diving into data-driven business insights by taking an analytic approach. Due to such insights, companies are equipped with strategies for acquiring talent and courses for employee retention, and they are provided with more subtle perspectives for workforce planning (Romanello and Veglio, 2022). Through HR analysis, companies can decrease a new time-to-hire ratio and smoothly conduct recruiting, identify talented people, and adjust for the proper staff flow in the case of unpredictable changes in the labour market indices. Finally, adequate HR analysis of the food business produces better workforce performance and ensures the company`s success.
[bookmark: _26in1rg]Implementing HR Analytics in the UK Food Industry
Using HR analytics by the UK food industry players is essential for those companies interested in attaining an edge in the competitive industry through data. The food industry in the UK comprises a broad spectrum of environments, and the HR workforce is peculiar. Therefore, it may be challenging to apply HR analytics to both (Fernandez and Gallardo-Gallardo, 2021). Businesses in the food industry are often presented with decision-making problems of enormous complexity, such as keeping up with rises in demand during seasons and ensuring that food safety laws are met (Garousi Mokhtarzadeh et al., 2020). Also, the issue of privacy is sensitive because it can be linked to personal information, which raises issues about data security and privacy.
Nevertheless, there are also several cases in which applying HR analytics can look advantageous for the UK food industry. With data analytics, the company can boost its recruitment and retention strategies, understand the factors influencing employee performance, and improve decision-making. For instance, by examining the personnel turnover rate data, you may discover some patterns that can then be used to figure out why people quit and to take appropriate steps accordingly (Akyazi et al., 2020). Strategic methods should be used to implement HR analytics in the Food Industry. In collaborating with IT departments, human resource divisions must guarantee that the data is obtained, analysed and interpreted correctly. Along with that, the top management should also have their involvement (Amentae and Gebresenbet, 2021). This occurs because HR analytics needs to be in tandem with business goals and secure the resources required for implementation. Moreover, they count on establishing an internal capacity through HR personnel obtaining formal training and acquiring data analysis and observation skills.
[bookmark: _lnxbz9]Effectiveness of HR Analytics in Strategic Decision-Making
HR analysis is essential because it can isolate an organisation's critical performance indicators (KPIs). HR analysis depends on employee performance metrics to identify those factors that either promote or hinder success within an organisation and devise strategies for improvements. In addition, HR analysis allows them to anticipate employee turnover using tools such as employee satisfaction ratings, engagement levels and past behaviour (Blöcher and Alt, 2021). This includes identifying and keeping top talent by taking rapid measures before you incur a turnover of staff, which may prove costly.
HR analysis is undoubtedly the most decisive element in improving organisational efficiency by improving employee output. Evaluating issues, including training effects, worker satisfaction level, and performance rate assessments, indicates where the organisation needs to be focused on for intervention concerning motivation or quality work (Kumar et al., 2021). HR analysis contributes to the field in yet another manner; it also helps design effective talent management strategies by identifying competent individuals, profiling gaps in skills and implementing training programs to develop employee competence within an organisation.
[bookmark: _35nkun2]Limitations
Despite the benefits, HR analytics is also not without the associated challenges. Therefore, it is necessary to be mindful as you implement them. The second factor is the bad quality of the data. Only reliable or complete information may lead to unfaithful analysis and how the decision is made. Also, in the food industry in the UK, it is essential to ensure data privacy and security when dealing with HR information of a sensitive nature if HR analytics is to succeed, which is a fundamental factor in the general strategy-making processes (Rauber et al., 2021).
[bookmark: _1ksv4uv]Ethical Considerations
The results of a comprehensive study assessing the applicability and usage of HR data analytics indicate it is a very efficient mechanism for making rational decisions about HR concerning the workforce. In addition, it demonstrates its ethical edge. Companies need to follow stringent ethical standards when they build up databases and analyse data to comply with protecting rights related to employees' privacy (Suri, 2020). As a result of what has been said, the food products industry will be able to employ analytical applications derived from HR to assist decision-making and, at the same time, maintain a level of faith and fairness within their workforce.
[bookmark: _44sinio]Time Frame
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[bookmark: _2jxsxqh]Conclusion
Today, organisations must embrace innovative HR analytics for strategic decision-making. This study focuses on the UK food industry's utilisation of HR analytics to tackle challenges and improve operations. The research applies a positivist approach, emphasising data-driven insights to enhance organisational performance. It examines the adoption and impact of HR analytics, aiming to provide recommendations for strengthening strategic HR decision-making. Through thorough data collection and analysis, HR analytics has the potential to revolutionise workforce management and drive business success.
[bookmark: _z337ya]
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