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Abstract
In HR analytics, one important thing that has been looked at over the past few years is the impact of HR analysis. The act of collecting, analysing, and making sense of HR data is called analytics for human resources, and it's what helps people make smart decisions. The point of this study is to look into how HR analytics are used to help strategic management make decisions in the UK food business. The UK food industry is an important part of the country's income, and it has several problems that need to be solved at the organizational level. The literature review chapter focuses on comprehending analysis and how it is closely related to the elements of strategy decision-making. This chapter is all about connecting the parts of making plan decisions that can help ensure a big area of knowledge and attention. 
Getting started with a big area of knowledge is what this chapter is all about. The main focus is knowing how strategy can be added to or improved with the help of HR analytics. Secondary data collection was used as a way in this section to gather information about the subject. In this part of the study, the research philosophy, research method, research design, data collection, data analysis, and ethical considerations are all talked about. The findings part of the study gives statistical information about the subject and looks at the subject as a whole by comparing it to related articles and journals. This chapter also gives a theoretical background, a critical assessment of how the results relate to each other, and some useful suggestions. The discussion chapter showcases how the food industry in the UK can improve their general work activities and become more financially stable with the help of HR analytics. 
These HR analytics give the company useful data that helps them study market trends and customer tastes, giving them important ways to make better decisions. Human resource analytics help food companies improve the work of their workers by giving them several tools to get them to do more. In the last chapter of the study conclusion, the researcher has developed crucial recommendations. Moreover., this chapter also portrays the future scope of the study and the limitations of the research. Lastly, this chapter identifies how each objective is met in this research. 
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Chapter 1: Introduction
1.1 Background
Organisations nowadays must keep up with the most recent developments in incorporating creative strategies to enhance corporate decision-making procedures. The influence of HR analysis is a crucial component that has come under examination in HR analytics over the past few years. The process of gathering, analysing, and interpreting HR data is known as human resource analytics, and it serves as the foundation for strategic decision-making. The goal of this study is to investigate how HR analytics are used by the UK food industry to inform strategic management decisions (Madhani, 2023). The food business in the UK is a vital component of the nation's economy, and it faces a variety of issues that call for organisational-level solutions.
Data analysis is an essential component of HR analytics, but HR analytics itself is no longer seen as an aid in strategic decision-making. Corporations have found that these techniques provide strong performance and increase their chances of competing in marketplaces, which has led to the increasing popularity of this approach (Korherret al. 2023). HR data provides information at the time of hiring, throughout performance reviews, during employee retention, and talent optimization. Through careful examination of the data, organisations may find several associated patterns and correlations. They will land in a position from where they can decide with the knowledge to achieve their objectives and reach their strategic objective.
Given the increasing significance of HR analytics, HR managers are in a prime position to implement significant organisational changes. This could be accomplished by implementing a plan that, using the information gathered, makes the appropriate decisions. Businesses say that by adopting an analytical strategy, they made for deep digging into data-driven business insights. As a result of these data, businesses have access to talent acquisition tactics, staff retention programs, and more nuanced workforce planning insights (Nudurupatiet al. 2024). Businesses can find brilliant individuals, reduce a new time-to-hire ratio, conduct recruiting more efficiently, and ensure that staffing levels are appropriate even in the event of erratic fluctuations in labour market indices by using HR analysis. Ultimately, a thorough HR analysis of the food industry supports the success of the organisation and improves worker performance.
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Figure 1.1: HR analytics in strategic decision- making
(Source: Abdul et al., 2024) ‌
1.2 Aim
The study aims to investigate the role of HR analytics in strategic decision-making in the UK food industry.
1.3 Objectives
· To evaluate the UK food industry's present implementation of HR analytics.
· To identify the key factors preventing the use of HR analytics in businesses in the food industry.
· To determine if strategic decision-making has benefited from the evidence-based contributions made by HR analytics units.
· To offer suggestions for improving HR analytics in the food industry's strategic decision-making process.
1.4 Research Question
1. To what extent are UK companies in the food sector adopting HR analytics?
2. What are the key issues and obstacles preventing UK food companies from implementing HR analytics?
3. Has the implementation of HR analytics resulted in fact-based backing for strategic decisions made by UK food industry companies?
4. Why is not HR analytics current enough to support strategic decision-making in the UK food sector?
1.5 Problem Statement
HR analytics play a significant role in ensuring that the entire process of operations that are supposed to take place in any kind of decision in the food industry is initiated in the most basic manner. The main problem is to find the exact scenario of each analysis and its association with that of the food industry so that strategic application of decision-making can be initiated and implemented (Korherret al., 2023). There are a lot of studies that simply suggest the role that is played by each and analytics in the overall decision-making proceed that is seen to be taking place all over the organisation that is operating all over the world but then its association and integration with that of its decision making role in the key procedure of food industry is getting to be analysed or evaluated and that is why this particular factor or statement is itself a problem that needs proper assessment (Bauer et al., 2023). This particular problem statement will be researched thoroughly so that detailed attribution of all the associated significant development of literature along with basic facts can be attributed. Therefore, these research problems will be analysed to gather all significant data attributes. 
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Figure 1.5: Elements of HR Analytics
(Source: GonanBozacet al., 2021‌)
1.6 Rationale
HR Analytics tends to suggest significant strategic decision making which helps in the entire execution of strategic operations conducted in the food industry. This particular research topic is immediately important because it helps in gathering all comprising data which can easily suggest the mannerism through which HR lighting plays a significant role in determining the absolute strategies which can easily help the food companies in gaming computer advantage when brought in comparison with that of the others to a great extent (Nyathani, 2023). This particular area of research rationale is emphasised because they are some significant areas that have not yet been researched and in this regard analysis of HR attribution or analytics in the modern-day food operations executive in different Global companies operating all over the world needs to be evaluated at the earliest with proper studies and facts altogether (Nilashiet al., 2023). Modern days strategic complications require more and solutions that can only be made possible with the help of implication of HR analytics and that is why it is immensely important to ensure that all the factors of emphasis and not only implemented but are also shaved together or sort of basic information and articulating firm decisions. Therefore, this particular area of research is well-strategised and emphasised. 

1.7 Significance of the study
In the UK, the food industry's primary differentiators that may be used to its advantage for competitive growth and the creation of the required organisational value is still its human resources. Human resource management is predicated on the idea that employers and employees can collaborate to achieve common objectives within the functional framework of hierarchies and organised processes in the UK food sector (Özemreet al., 2020). Decision-making is one of the most important organisational activities. It has an impact on employee behaviour, output, motivation, and stress levels. One important aspect of HR analytics that has received current research is the impact of HR analysis.
Strategic decision-making is based on the process of human resource analytics, which comprises the collection, examination, and interpretation of HR data (Nilashiet al., 2023). The purpose of this study is to look into how HR analytics are used in strategic management choices made in the UK food business. As per Korherret al., (2023), analysing HR analytics via the innovation adoption lens aligns with the latest developments in the theories explaining why businesses employ particular practices. Numerous academic studies have examined the potential strategic significance of human resources practices, indicating that HR may serve as an essential strategic ally within an organisation. There is still a lot to learn about HR analytics because it is still a relatively new field. 
1.8 Structure of Dissertation
Introduction
The introduction to the study provides an in-depth analysis of the use of HR analytics for strategic decision-making in the UK food industry, along with a summary of the research findings. It provides an overview of the previous development in the subject and emphasises how fast certain practices, such as HR procedures, change into strategic decision-making processes. 
Literature Review 
The literature study section offers an analysis of current research and a detailed analysis of the use of HR analytics in strategic decision-making, using the UK food sector as a case study. References to scholarly publications, investigations, and empirical studies demonstrate the various approaches and techniques the industry used to uphold HR standards for decision-making procedures. 

Methodology 
The methodology of this section utilised secondary data collection to collect data related to the topic. This section of this study includes the research philosophy, research approach, research design, data collection, data analysis, and ethical considerations.
Findings and discussion
This chapter of the study provides statistical data on the subject topic and analyses the overall topic with relevant articles, and journals. This chapter also provides a theoretical framework, a critical evaluation of the connections between the findings, and practical recommendations for adjusting the findings in light of earlier studies.
Conclusion
The conclusion section provides the main findings from the study on the use and effectiveness of HR analytics in making strategic choices across the UK food industry. Reliable outcomes and in-depth analysis make it possible to discern between the various projects and tactics the company uses to stay profitable.
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Figure 1.8: Structure of Dissertation
(Source: Self-Developed)
1.9 Theoretical framework
Predictive analytics is one of the four HR analytics models that is the best framework to assess and evaluate methods to offer predictions that can aid in realising the role it plays in determining strategic decision-making policies in the food industry (Nyathani, 2023). This can be significantly administered from the below image:
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Figure 1.9.: Theoretical framework
(Source: Alam et al., 2023)
This is the perfect and efficient model of HR analytics that can easily ensure to gather of all sorts of attainable data to ensure that all the decision-making factors are likewise taken and developed to avoid any kind of errors in this particular arena of focus suggestively (Alam et al., 2023). HR analytics model is the basic theoretical framework that can aid in determining the possible ways through which predictive analysis can help in framing perfect strategic decisions in the food industry.  

Chapter 2: Literature Review
2.1. Overview
This chapter brings into account all the existing literary articles that can help in understanding the role that is played by HR Analytics in initiating strategic decision-making. This is thoroughly directed towards initiating a study understanding its effectiveness and implementation in the UK food industry. The research approach that has been initiated to investigate this particular topic is to incorporate all possible recent literary articles that can help in gathering more information based on all the persistent facts on this particular topic (Gardas and Narwane, 2024). This research has been designed to solve the unsolved factors where analytics and its integration and effectiveness in the food industries are yet to be known or analysed suggestively. This particular research is ground-breaking because the topic itself HR analytics has been easily evaluated but then its integration in the decision-making by assessing the case study of food industries in the UK is significantly unique (Traynor et al., 2024). This particular research topic was built and strengthened because of the persistent knowledge that has been gathered from different literature so that the existing knowledge in the academic dimension can easily be enhanced. This particular chapter tends to ensure that all the methods of implementing an assessment of HR analytics in the food industry of the UK are brought into proper assessment with the help of significant academic literature. 
2.2. Evaluation of the implementation of HR analytics in the UK food industry
Technology plays a significant role in every possible business operating all over the world. It significantly ensures that all the methods through which the attributes of the working dimension can easily be enhanced with the help of incorporation of HR analytics most possibly and efficiently (Muhammad et al., 2024). HR analytics helps in ensuring all the assessment of historical data that largely helps in turnover rapes employee performance and recruitment patterns which in short helps the food industry to develop our larger basis where all the identification of any kind of advancement and risk and highly oriented and initiated most efficiently (Khurana and Ataniyazova, 2024). However, HR Analytics does bring in significant challenges in the food industry altogether because of the technical advances that are immensely oriented with this particular dimension where the maximum of the ground staff working within the food industry of the UK and not quite well-adapted research kind of changes or advancement and does create the sensitive level of challenges are created which can only worsen the entire scenario (Kebede et al., 2024). This can significantly bring on more challenges than anticipated benefits.
HR analytics help enrich the food industry operating in the UK because it specifies the objectives and distributes that particular knowledge among the working culture are the employees to ensure that all the work is initiated and easily accomplishes desired business objectives (Alshawabkehet al., 2024). However, without proper training in handling HR analysis can easily version the tired existing scenario because it will only complicate the situation where all the present or the existing attributes will not be suitable even for the skilled worker or the professional at the workplace (Pham et al., 2024). In short, skill and development are some of the basic skills or attributes that are required to get acquainted with the prospects and advantages of eternity because if thorough understanding is not initiated or conveniently understood then there are immense chances for the food industry or any other business dimension to fail (Hawkins and Rundle, 2024). HR analytics also helps in training and retraining the existing staff of HR so that all the intended operations immensely required for executing exercise decision-making or formulating strategies within an organisation, especially in the food industry of the UK can easily be solved by initiated through training procedures on an overall basis. 
The entire training procedure that is initiated within the HR dimension of the food industry helps not only inform eating proper decisions but also helps in understanding the strategies that can immensely benefit a particular food industry to avail competitive advantage when compared to that of its other competitors (Salame et al., 2024). Collecting data to analyse or rather evaluate the existing issues in an organisation is another attributive factor that is highly organised with HR analytics and this largely helps an entire company to not I ensure that proper advances are made but any kind of processing issues are solved immediately so that it cannot find out the entire productivity of the food industry (Pham et al., 2024). The eminent market of the UK HR analysis is illustrated below which will give a significant idea about the same in ensuring that the focus and implementation of each analytics into different aspects of the UK business and highly audited and are expected to grow soon:
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Figure 2.2.: UK HR analytics market
(Source- Muhammad et al., 2024)
The HR analytics UK market was evaluated to be USD 200.8 million in the year 2022 with the expectation of expanding by about 15.2% from 2023 to the year 2030. This well shows that the implementation and impact of HR analytics within the UK is large enough that its proportion of enhancement is found to be growing at a severe rate (Muhammad et al., 2024). HR analytics and its development or integration into the food industry are highly noticed because of the mannerisms through which both of them are interrelated to each other (Khurana and Ataniyazova, 2024). The food industry in the UK dimension is highly growing and so is HR analytics in its sphere of dimensions both of them when inculcated into each other sphere can easily bring out the most effective productivity in the food industry while advanced and technology factors are ensured (Kebede et al., 2024). Therefore, the effectiveness of HR analytics in the UK food industry is severe and immense because it evaluated its existing effectiveness altogether. 
2.3. Key factors creating barriers to HR analytics implementation in the food industry
HRIS functions as an all-inclusive database that holds employee-specific data, such as contact details, work history, training materials, performance reviews, and salary information. Performance reviews offer insightful information on both team and individual performance, as well as ratings, comments, and target accomplishments. This data aids in evaluating performance patterns and pinpointing areas in need of development (Khurana and Ataniyazova, 2024). Employee surveys, which include satisfaction, engagement, or pulse measurements, are used for gathering input and views from employees evaluating their experiences, attitudes, and levels of engagement with the employer (Muhammad et al., 2024). Survey data can be used to identify regions that want improvements as well as to understand employee thoughts. 
Insightful external data can be obtained through the analysis of market trends, industry reports, and economic indicators. Using this data, businesses can gain a better understanding of external factors that could affect talent acquisition, employee retention, and HR strategy as a whole. Long-range informal communication destinations might give HR examination an abundance of information (Pham et al., 2024). By keeping an eye on social media sites, businesses can learn about employee attitudes, employer branding, and new talent management developments. The turnover rate is the percentage of employees who leave the company in a given period. It helps with deciding areas of worry that could require consideration and in assessing the outcome of maintenance strategies. The time it takes to fill a position after starting the hiring process is referred to as "time to hire" (Contractor et al., 2024). It helps determine how well the hiring process worked and identifies bottlenecks that could slow down talent acquisition. Engagement scores are used to assess the level of employee involvement within the organization. 
Companies may focus on increasing engagement by using this statistic, which provides insight into employee motivation, commitment, and satisfaction. HR analytics can be used to measure and understand levels of employee engagement and satisfaction. By analysing the results of employee surveys and other relevant metrics, businesses can determine the factors that influence employee engagement, devise focused solutions, and cultivate a contented work environment (Gardas and Narwane, 2024). By assisting in the identification of individuals with high potential, HR analytics contributes to talent development and succession planning. Associations might recognize future pioneers, offer centred improvement to open doors, and assurance a flood of qualified labourers for significant jobs by assessing execution and capability information. HR analytics is useful for determining the factors that lead to employee turnover and developing effective retention strategies (Manafe et al., 2024). Through the assessment of turnover rates, post-employment surveys, and commitment scores, firms might pinpoint the root reasons for the representative steady loss, take care of worker concerns, and execute centred maintenance crusades. HR investigation has a chance to hugely affect organizations and deal with a ton of benefits. Utilizing data-driven insights, HR professionals can enhance HR procedures, make well-informed decisions, and boost corporate performance. HR investigation gives data on various HR techniques and practices, which work with proof-based direction (Bauer et al., 2023). 
The IoT impacts direction. When they make decisions based on data, HR professionals may be able to better manage concerns regarding the workforce, optimally allocate resources, and match HR strategies with company objectives. HR analytics can be used to optimize HR procedures and resource allocation, which can save money (Nyathani, 2023). Examining workforce data, for instance, enables businesses to identify inefficiencies, optimize staffing levels, and reduce wasteful expenditures. Utilizing HR analytics, HR practitioners can match HR strategy to organizational goals. Associations can assess what HR rehearses mean for business results, coordinate HR exercises with key objectives, and show how significant HR is to generally hierarchical accomplishment by looking at information on significant HR markers (Nilashi et al., 2023). HR analytics depends on having access to accurate and reliable data. Nonetheless, entities can encounter difficulties with the accuracy, comprehensiveness, and usability of their data. Inadequate system integration, inconsistent data, and disparities in the data can all compromise the accuracy and dependability of HR analytics results.   HR analytics works with sensitive personnel data regularly (Özemre et al., 2020). Companies must make sure that the right safeguards are in place to preserve data security and preserve employee privacy. To prevent future legal and moral dilemmas, ethical data processing procedures and compliance with data protection laws are essential. HR analytics has several benefits and the potential to significantly impact enterprises (Alam et al., 2023). By applying data-driven insights, HR practitioners may enhance HR processes, make informed decisions, and advance business performance. HR analytics provides data on various HR policies and practices, enabling evidence-based decision-making.    
2.4. Strategic decision-making in benefitting from the evidence-based contributions initiated by HR analytics units
Human Resource Management is ever-changing with the existing industry trends and HR analytics has stood out to be enhancing the overall decision-making procedure in a strategic format whereas invaluable insights are extracted to help and ensure that the entire process is tentatively done without committing any kind of errors (Rahmatullohet al., 2024). HR Analytics is finally gaining significant ground because of its contribution and development of sincere aspects in the strategic decision-making procedure with the help of all the existing invaluable inside that it gathers from existing large data sets (Jones et al., 2024). The prospective landscape associated with the primary benefits of HR analytics is immensely organised in gaining all sources of advantages that are proving to be immensely fundamental by ensuring that all the statistical technological methods are grounded into consideration as far as HR analytics is concerned (Contractor et al., 2024). HR analytics is the domain that initiates all possible strategic decision-making by steering all existential invaluable insights and facts gathered from the company operations in ensuring that the positive workforce along with recruitment procedures are initiated most effectively (Lee and Hammant, 2024). The technology ground-breaking approach of HR analytics has initiated all possible methods through which the HR dimension can easily initiate decision-making procedures without committing any kind of errors. 
The entire decision-making approach that is seen to be taking place in any organisation is highly data-driven which can only be initiated with the help of HR Analytics (Rahmatullohet al., 2024). The decisions are the informed strategy that is seen to be inculcated or initiated by HR in the present-day situation and are not at all based on their gut feelings but on facts and figures (Gardas and Narwane, 2024). Employee data is thoroughly evaluated by the HR professionals and that has been made possible because of the presence and integration of HR analytics into the company it operates by identification of the persistent pattern's friends and areas for development so that an effective procedure of decision making can be taken (Traynor et al., 2024). This is a significant advantage that is highly oriented with that of inculcation of HR analytics which is highly helping professional to make evidence-based strategic decisions within their company operations. This can be illustrated with the below figure:
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Figure 2.3.: HR analytics and strategy marketing
(Source-Lee and Hammant, 2024)
HR analytics is found to enrich strategy decision-making of all the food industries that are seen to be operating in the UK by ensuring that the talent retention and acquisition procedure are immensely verified in finding out only the skilled workers who will be immensely adaptable with all the frequent changes and operations initiated within the company premises (Lee and Hammant, 2024). HR analytics ensure that all the procedures of working in thought process and the training required can easily be offered with the help of the talent acquisition and retention procedure which is only made available or clear to each professional with the help of assessing the existing employee data set in understanding which employee requires skills and training and which cannot be a part of the company anymore (Traynor et al., 2024). HR analytics make sure that all the attributions of all sources of development are found to be immensely organised and signified a great action because of the factors considered (Jones et al., 2024). These are some of the important attributes found to be immensely initiated and associated with HR analysis and its contribution and effectiveness in the aspects of offering evidence-based contributions to the companies that are seen to be oriented and initiated into the HR analytic dimension. 
2.5. Suggestions to improve HR analytics in the strategic decision-making process of the food industry
Production tracking management 
In the food industry tracking every activity plays a crucial role which helps organisations to enhance their production capacity. HR gets feedback from the employees about the production process statutes which help to improve the product process. This feedback result helps HR to make efficient decisions that could be beneficial for the organisation. Leicht-Deobald et al. (2022) argued that HR is currently adapting algorithm-based technologies to track every activity of their team members for effective decision-making. Algorithm-based decision-making is the most efficient process to predict future trends and challenges for the business. In the case of the food industry, their HR with the adoption of this decision-making process can collect a large amount of data from their production unit that will help to determine future challenges in their manufacturing unit. However, Greer (2021) mentions that HR strategic skills play a vital role in making innovative decisions by analysing the perception of employees towards their work. The HR manager of the food industry strategic approach would help to determine employees' perceptions toward their management and implementation of the tracking system helps to understand that.  In the production tracking systems, HR enables assessment of each employee's capability to produce quality work, when they observe employees' production quality does not match with expectations of the organisation then HR guides them to uplift their productivity.
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Figure 2.5.1: Function of HR in organisation 
(Soruce: Alzoubi et al. 2022)
Energy management 
Energy consumption in the food industry is very high which impacts negatively on the management system of the organisation. HR analytical skills help organisations to develop good energy management strategies that would contribute to energy management in the food industry. According to Shroufet al. (2020), HR is responsible for developing a strategy that helps organisations to improve their management capacity. In this situation, the decision-making skills of HR allow them to determine suitable strategies, such as the food industry and their energy management systems. The HR department is considering communicating with each employee and getting a report on the product quality every week. HR analytical skills help to analyse such data effectively and cut out unnecessary data and factors down their business process which is increasing energy consumption. On the contrary, Collins (2021) mentions that a resources-based approach of HR is to help them produce necessary material that contributes to the decision-making process. It can be coded that the decision process is a complex procedure where HR is required to bend a latex number set of data. HR is in communication with the CEO and proposes a plan to manage energy consumption in their food industry. 
[image: ]
Figure 2.5.2: Flow chart of HR decision-making process 
(Source: Collins, 2021)
Predictive analytics 
The success rate of the business is brandy dependent on analysing current and future trends of business and it provides flexibility to the organisation trio to sustain their competitiveness. HR is influencing organisation tree disease which analytical tools are beneficial for their brand growth in the food industry. Alzoubi et al. (2022) argued that HR is responsible for evaluating the performance of employees in the organisation's working cultures. At the time HR is analysing employees work productivity is reducing which could influence predictive analytics in the food industry, then HR consider training of employees to enhance their capabilities. In this scenario, decision-making skills play a crucial role in finalising proper training programs which participate in reductive analytics. HR conducts market surveys to finalise the predictive analytics pool then they income about the tool to the leaders and leaders help to exist such tools in the workforce. However, Leicht-Deobald et al. (2022) state that algorithm-based analytical tools are the most effective predictive tools that allow HR to make efficient decisions. In the food industry currently their leaders in adopting the tools to improve HR decision-making capabilities that increase production capacity and meet with trends of the business world. 
2.6. Theoretical framework
Strategic human resource management (SHRM) is the theoretical framework that is seen to be working because of HR Analytics (Alzoubi et al., 2022). This particular analytical framework ensures that the aspects of initiated significant development are only designed together as far as digital knowledge that can be easily gathered for human resource management into practice because these are the only approaches that are only enhancing the overall HR dimension to a great extent (Eshete and Amentie, 2024). Four factors are associated with this particular strategic human resource management which comprises performance, strategy, human capital, and HR systems (Gürolet al., 2024). This is a theory of SHRM that covers all the factors of strategy along with performance dimension right from the beginning of the company operations which is highly necessary to look up as far as operations of the food industry in the UK are concerned (Ando et al., 2024). Strategic decision-making policies are found to offer a competitive advantage to any company that is operating on the base of which because of the last data set and revaluation altogether which comprises not only assessing large data sets of different employees and their productivity but also ensuring that the company's future is aligned with that of the company objectives. 
Strategic decision analysis along with his theoretical framework is found to be immensely associated with aspects of HR analytics in the most effective manner through which all functions and effectiveness of HR proportions and decision-making abilities can easily be initiated and implemented together (Eshete and Amentie, 2024). SHRM is an important theoretical framework that is found to be immensely oriented and implemented in the presentation where all the aspects of integration are based on different assessments of evidence that are associated with or present within a company (Peng, et al., 2024). Strategic management is all about the approaching procedure through which organisational objectives have with policy development so that paradigms and programs are well-instructed and implemented within the HR phenomena (Patil and Priya, 2024). HR analytics along with its immensely oriented with that of the strategy formulation and implementation that are only interconnected with that of the HR dimensions of the food industry operating in the UK. HR analytics and its roles are immensely oriented in ensuring all the factors of strategic management in the most humane form. This is proved by the below illustration:
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Figure 2.6.: Theoretical framework 
(Source: Archana and Gerald, 2024)
Associated with the HR approaches are found to be immensely associated and implemented by ensuring that the analytics of human resources are found out to be in the assessment of all kinds of depreciation that can take place and this particular theory of SHRM is all about ensuring that all the factors are inculcated with the help of taking proper decisions by evaluation of every existing present data (Peng, et al., 2024). These are some of the important approaches of human research that are found to be immensely oriented with that of HR Analytics because these are some of the extensive thought procedures through which the existing strategies can easily be inculcated in all possible manners (Patil and Priya, 2024). This is done so that all possible solutions can easily be gathered in articulating massive solutions. 
SHRM is all about the strategies that are oriented and operated within the company functions and operations in the UK food industry because all of them are designed in such a manner that the effective approach can easily help in enhancing the overall development that is initiated within the business (Alshammari and Asaari, 2024). This particular theoretical framework is the best one because of its initiation with that of each analysis and its relation with that of the strategic decision-making that takes place within a company which can immensely help engineering the best decisions and gathering computer advantage to a great extent (Archana and Gerald, 2024). There are possible attributes based on which all those theoretical aspects are associated in the best and the most effective manner because of the existing way out through which HR analytics is found to be based entirely on the evaluation of the existing strategies and the data set that are significantly suggesting in a clarified manner all about the productivity and the operations that are inducted by the employees on each particular day. 
2.7. Efficiency of HR analytics in enhancing the decision-making process in the UK food industry
In the fast-paced UK food business, HR analytics may be used for identifying the best recruitment channels, evaluating candidate fit using analysis of data, and forecasting future employment objectives. HR departments can maximise their recruitment tactics to draw in top talent by utilizing predictive analytics (Traynor et al., 2024). Corporations in the UK food sector can monitor key performance indicators (KPIs) which include sales per employee, consumer happiness scores, and staff turnover rates by using HR analytics. The aforementioned data can be utilized to pinpoint high-achieving staff members, deal with issues related to performance early on, and put in place focused training campaigns to boost output (Patil and Priya, 2024). Appraisal of employee happiness through surveys, social media sentiment analysis, and additional relevant data sources can provide important information on employee involvement levels in the food company. HR specialists who are aware of what motivates workers and boosts loyalty can design strategies to improve workplace culture as well as minimize attrition. 
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Figure 2.7.: HR Analytics process 
(Source: Archana and Gerald, 2024)
With the use of HR statistics, businesses in the UK food sector can anticipate their labour demands in the future after taking into account variables like projected company expansion, skill gaps, and changes in demographics. By maintaining a proactive stance, corporations can guarantee an applicant pipeline for future posts of leadership and create succession plans for important roles (Leicht-Deobald et al. 2022). In the food sector, monitoring all activities is essential for organizations looking to increase production capacity. Employee input on production process statutes is gathered by HR and is used to enhance the product process. The feedback result aids HR in making effective decisions that may prove advantageous to the organization. According to Leicht-Deobald et al. (2022), HR is presently implementing algorithm-based solutions to monitor each team member's activities to make informed decisions. The most effective method for projecting future business trends and issues is algorithm-based decision-making. When this decision-making process is used, HR in the food business can gather a lot of info from the place of production, which will be useful in identifying potential problems in the manufacturing unit along the road. 
Nonetheless, Greer (2021) points out that by studying how people view their jobs, HR strategic abilities are vital to making creative judgments. The deployment of a monitoring system aids in understanding how members feel about their management, which is something the HR manager of the food sector employing a strategic strategy could assist with ascertaining. Establishing data accuracy and consistency across several systems is an important challenge that firms face when implementing HR analytics (Eshete and Amentie, 2024). In the UK food industry, incorporating data from many sources can be difficult because businesses might possess multiple businesses spanning several nations or activities. Confidential employee data must be collected for HR analytics analysis, thus it is critical to preserve anonymity and abide by legislation like the General Data Protection Regulation (GDPR). The food business is subject to a growing number of regulations regarding labour laws, health and safety standards, and diversity programs (Ando et al., 2024). To properly monitor compliance indicators, HR analytics can assist organizations. Businesses can reduce risks and maintain legal compliance by examining data on employee demographics, training certifications, and occupational occurrences.    
2.8. Usage of HR analytics in enhancing business development of the UK food industry
Leveraging performance tracking systems, HR enables an assessment of each worker's ability to produce high-quality work. HR presents recommendations on how to boost efficiency if they detect that a worker's production is below what the company requires. Organizations must have comprehensive data protection protocols to secure employee information and obtain valuable insights from analytics (Patil and Priya, 2024). Analysing past, present, and future business patterns is crucial to the company's success rate as it gives the three-person organization the flexibility it needs to remain competitive. HR has an impact on organizational tree disease and the analytical tools that help their brand expand in the food sector. According to Alzoubi et al. (2022), HR is in charge of assessing how well workers function within the working cultures of the company. When HR analyses worker productivity, which may have an impact on predictive analytics in the food sector, HR takes into account employee training to improve skills. In this case, the ability to make decisions is essential for deciding on appropriate training programs that involve reductive analytics.  After conducting market research to narrow down the pool of candidates for predictive analytics, HR informs executives about the tool and gets their support for its availability in the workforce. However, algorithm-based analytical tools are the most successful prediction tools that enable HR to make effective decisions, according to Leicht-Deobald et al. (2022). Currently, leaders in the food industry are implementing tolls to enhance HR decision-making capabilities, which raises production capacity and keeps up with business developments. 
2.9. Literature gap
There is a significant gap that is found to be existing within the HR analytics that is found to be immensely oriented with the strategy decision making especially in the food industry that is prevalent in the UK (Alzoubi et al. 2022). The gap that purchase is all about ensuring the fact that technical advancements that are not at all evidence or being lastly discussed in the food industry in the UK is a sector that needs to be analysed and properly evaluated altogether because of the prominent way out through which all the aspects of HR dimension can easily initiate in the most effective way of articulated and executed strategy to a great extent. These are some of the important attributes that are found to be immensely missing in this particular area of academic knowledge which needs to be brought into proper evaluation to ensure the fact that all the aspects of significant development can only be initiated if this particular academic knowledge or aspired factor when easily be processed out in the most efficient way out to which all the extent of program and assessment of evidence can easily be driven to permanent companies strategies (Collins, 2021). These are some of the articulated literature that is found to be invested in this work and emphasis is directed toward the particular academic literature because all of such kinds of concerns and academic factors are well missing while researching this particular topic (Leicht-Deobald et al., 2022). These are some of the attributes for which this particular initiation of the literature gap can easily be extremely implemented. 
2.10. Summary
[bookmark: _GoBack]This particular chapter is all about understanding analysis and its association with the aspects of strategy decision-making to a great extent. This chapter is all about associating the aspects of strategy decision-making that can immensely help in ensuring a significant area of knowledge and focus. This chapter is all about associating and initiating a significant area of knowledge to which all the focus is initiated on understanding how strategy is to be incorporated or enhanced with the help of HR analytics. This particular chapter is all about bringing out significant secondary literature where all the articles are properly packed with different other articles that can well acknowledge and suggest the academic literature and provide distinctive ideology as to how distinctive is implemented and associated most effectively. This particular chapter comprises all the details that can easily be oriented and implemented in gathering significant ideas about the advantages and effective days of HR analytics that are seen to be required to be well implemented into the aspects of strategic decision-making in the food industry of the UK. These are all about the factors that are effective enough in gathering and executing all sorts of evidence, which can highly aid in enhancing such kinds of aspects to a great extent. 

2.11. Conceptual framework
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Figure 2.11: Conceptual framework
(Source: Self-created)

Chapter 3: Methodology
3.1 Research Philosophy
The philosophy of research refers to the path of collection and analysis of data. In this study interpretivism research philosophy is used to investigate HR roles in the decision-making of the food industry. The interpretive research philosophy is characterised by subjectivity, while positivism examines intricate aspects of the investigation (Taherdoost, 2021). interpretivism affords scholars the ability to tailor their investigations to social realities. This research philosophy permits us to assess critical aspects of HR's role in the food industry. Interpretivism's primary benefit is that it permits the researcher to conduct the study at their convenience. The disadvantage is that interpretivism and research philosophy demand an extended period to focus on a study. Whenever time permits, this is the primary reason why interpretive approaches are utilised in this study. interpretivism as a research philosophy enhances understanding of a subject matter, thereby elevating the calibre of studies. 
3.2 Research Approach
The research technique shapes the problems, the way the study is designed, and the method used. At the study level, people use both inductive and deductive thinking. In this study to investigate the objective of the study deductive research approach is used. Reading about the subject could help to figure out what might get in the way of the success of this study (Rahman, 2020). when logical methods were used, there was not enough approach available to conduct the investigation process. There is a basic problem with accepting logical study methods. Because they did not have any other options, the experts working on this study might need more time to gather and analyse data. deductive thinking is popular with teachers because it gets students involved in their learning. However, the deductive approach helps to instigate every possible option that could relate to the HR role in the food industry.
3.3 Research Strategy
To plan a research strategy, one needs to look at important facts that will help the study and make a plan. There are two types of study methods: qualitative and quantitative. In this particular study, qualitative research methods are used to reduce investigating study objectives and goals. Findings from qualitative research depend on the social setting and the way the data is gathered, which includes social analysis. Qualitative research looks at ideas and cannot check the accuracy of technical details (Vindrola-Padros and Johnson, 2020). It is one of the key reasons in many studies this method did not refer to. A qualitative study looked at what happens to hotel staff after they get cross-cultural training. 
3.4 Data Collection
Research papers rely on the collection of data to locate credible sources. There are both primary and secondary methods for obtaining data. This research would collect data from peer-reviewed journals and prepare case studies via secondary data collection methods. secondary data collection is the most economical and uncomplicated method, facilitating the investigation's data acquisition process (Mezmir, 2020). The effectiveness of implementing an online marketing matrix in digital marketing is investigated in this research. Secondary data collection strategies reduce the duration of research by utilising information from peer-reviewed journals. Transparency is critical for research papers, and secondary data collection methods may help ensure this. This is demonstrated by the research, which verifies each secondary source and accumulates such information. Historical insights into Internet marketing metrics can be obtained through research by employing study and data collection methodologies (Roy and Uekusa, 2020). Secondary research methods have numerous limitations that impede the investigation's progress. The investigative process is unable to obtain dependable case studies that fulfil their intended research objectives.  
3.5 Data Analysis
Analysing data evaluates the primary data perspectives and research objectives. To accomplish research objectives, the initiative conducts data classification. Qualitative and quantitative methods of data analysis exist. Concepts are generated through the application of qualitative thematic data analysis in this study (Roberts et al. 2021). The present study employs thematic data analysis to categorise unprocessed data into datasets about metrics in online marketing. that thematic data analysis offers a dataset with comprehensive content and rapid analysis. This investigation initiated thematic data analysis to modify and revise data sources. Analysis of thematic data condenses and explains investigational data. Insufficient thematic data analysis restricts the implementation and efficacy study of online metrics. Data analysis necessitates data dependability (Taherdoost, 2021). The inaccessible sources of the case studies and periodicals pose challenges to the interpretation and reliability of the data in this study. Case studies and articles from reputable sources are utilised in this research. Time is required for qualitative data analysis because the sources of the data cannot be examined. 
3.6 Ethical Consideration
The researcher for this study assessed ethical considerations about participant consent and confidentiality and subsequently ratified the Data Protection Act of 2018. Researchers adhere to ethical principles throughout this investigation. The Data Protection Act 2018 is employed in this study to secure the collected journals and to access them, participants are required to adhere to a strike rule (Government of UK, 2018). Researchers are permitted to ensure the confidentiality of collected data by the Data Protection Act of 2018. 
3.7 Limitation
Among the main problems with the study is that there was a measuring error, which in this case means that the variable was not measured correctly. This is also related to the event because of things like data lesson mistakes and unclear measuring standards. The limits are also caused by the risk of variety. Check to see if the readings were correct for each of the different designs and frames to cast questions on the study's results and ability to be believed. The study's trustworthiness is at risk because it does not look into ethical problems, which is another major limitation. The question has a due date, so the finished work needs to be turned in by that date. The investigation is also limited by a lack of time, money, and easy access to data-gathering tools. 

Chapter 4: Findings and analysis
4.1 Overview
HR analytics is one of the significant key elements of the organisation to enhance their work productivity as well as improve their human resource practices. These HR analytics help the organisation by improving employee involvement, and other activities (Özemreet al., 2020). This chapter will discuss the research topic such as the role of HR analytics in the decision-making process of the UK food sector. The research utilised various statistical information and other significant evidence that helped the research to improve the data quality as well as maintain the data accuracy. In this research, various resources are utilised to collect the information which helps the researcher fulfil the research requirement. 
4.2 Findings and Analysis
4.2.1 Findings 1: Implementation of HR analysis in the UK food sector
HR analytics help the UK food industry to improve their work pattern as well as it helps to increase their brand reputation and financial stability. As per Nudurupatiet al., (2024), HR analytics has various advantages to enhancing the UK food sector business. The HR analytics help the companies identify the employees by their skills. It also helps the UK food sector improve its employees' performance by providing training, education, and various workshops. The UK food sector spent around 567 million dollars in 2023 to provide various training, educational seasons, and projects that help employees improve their skills (Korherret al., 2023). The HR analytics provide various types of data that help the organisation leaders to make difficult decisions as well as it helps to improve their decision-making process. According to GarousiMokhtarzadehet al., (2020), with the help of HR analytics, the UK food sector utilises various modern technologies such as AI, ML, blockchain, and IoTs to enhance their work activity. 
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Figure 4.2.1: UK food sector revenue
(Source: Statista, 2019)
It helps the lesser to improve their product quality as well as it improves their services. As per Al-Surmiet al., (2023), the UK food sector generated 789 billion dollars in revenue in 2023 with the help of HR analytics. HR analytics help the organisation with its market analysis and reduce extra expenses. These HR analytics help the UK food industries to improve their employees' involvement by providing various facilities including rewards, incentives, flexible work, and others that help to establish an effective work environment in the workplace (Vrontiset al., 2022). In 2021, the UK food industries spend 650 million dollars on employee rewards, and incentives to encourage employees to increase their work performance (Meijerinket al., 2021). HR analytics help the UK food sector to understand customer preferences and it helps them to customise their product as per their customer requirement. Although there are various issues with the implementation of HR analytics in the UK food sectors that impact their financial status (Knai et al., 2021). The HR analytics setup cost is high and impacts the UK food sector's yearly revenue. 
HR analytics is one of the significant modern technologies which helps to improve overall work productivity but utilising HR analytics enhances the gaps between the management and employees (Youssef et al., 2022). The communication gaps increase the work conflict and it also impacts the creative innovation in various departments. The HR analytics UK market enhance up to 200 million dollars in 2022 and it increase by about 16% from 2023 to 2030 (Abbate et al., 2023). This growth helps the UK food sector to improve its financial stability and it also improves its brand reputation in the global competitive market. HR analytics provide a wider range of information from various sources such as HR systems, payroll, and most importantly performance management which sometimes makes it difficult to find the correct information.
4.2.2 Findings 2: Key elements that impact HR analytics implication in the UK food sector
HR analytics has various key elements that impact the UK food sector business growth as well as improve their brand reputation in the global competitive market. As per the 2020 survey, the maximum number of respondents these HR analytics provide accurate information that helps the organisation to improve their overall work productivity as well as increase their employees' engagement in every department (Oesterreich et al., 2022). Technological infrastructure is one of the key significant variables that help the various UK food organisation s to enhance their work productivity, creative innovation, and most significant their services. As per Abbate et al., (2023), various modern technologies including AI, Machine learning (ML), HR Information Systems (HRIS), other performance management tools, and payroll applications help the organisation to analysis their work activities as well as their performance. Cloud computing and data storage help organisation leaders to analysis records and identify errors which helps mitigate the issue and improve work activities. 
Amentaeet al., (2021) mention that the UK food sector will spend 450 million dollars in 2022 on modern technology in HR analytics to improve their work performance.  Data quality and management is another significant key element that helps the UK food sector to collect past records and abuse this so they can improve their work pattern (Rejebet al., 2022). This data helps to improve the employee's performance by providing proper training, education, workshops, and other activities. This data also helps the UK food sector to understand the current market trends as well as it helps them to develop their strategies as per their market demands. As per Nudurupatiet al., (2024), with the help of HR analytics, they conduct various surveys to collect feedback which helps the organisation to improve their work. This survey data can be used to identify the impresses to achieve long-term success. For example, Morrisons spends 120 million dollars to utilise HR analytics which helps them to identify the current market trends and as per that, they improve their work activities (Özemreet al., 2020).  The UK food sector collaborates with general Data protection regulations (GDPR) which help the food organisation to maintain its brand reputation by utilizing employees' safety, packaging guidelines, and others. 
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Figure 4.2.2: Annual growth of the UK food sector in 2023
(Source: Statista, 2024)
HR analytics help food organisation maintain this regulation and help them increase transparency and effectiveness which helps to create a loyal base of customers. There are various sector-based regulations to increase The employee's well-being and their labour practices (Reklitiset al., 2021). Batters utilised HR analytics to maintain this guideline for achieving future goals. HR analytics also emphasis the organisation structure as well as leadership. Batters use HR analytics to improve its organisational infrastructure by spending 89 million dollars to enhance the work environment and effective communication by utilising various modern technology and conducting various activities (Al-Surmiet al., 2023). These HR analytics helps the food organisation to analysis the culture and traditions that impact the business growth. In the process training and change management activities are involved to provide their employees with effective facilities to enhance their involvement (Bivona et al., 2021). Employee involvement helps the food organisation increase transparency and work quality. 
4.2.3 Findings 3: Recommendation to enhance the HR analytics in the decision-making process in the UK food sector
HR analytics help the organisation to improve their decision-making process in the UK food sector to increase their work productivity, employee engagement, and most significant operational effectiveness. As per Arcese et al., (2021), in the UK food sector, a total of 657 million dollars are spent by overall food organisations on HR analytics tools that help them to improve their work productivity as well as increase their brand reputation in the global competitive market. To improve work productivity HR analytics, provide predictive analysis to identify market trends, which help to improve the HR strategies (Ray et al., 2021). To improve their work activities, the UK food organisation needs to emphasise their selecting appropriate tool that helps them to identify their errors and they need to emphasise employee training that helps them to use these tools. 
As per Hassoun et al., (2023), the UK food sector needs to emphasise developing data management practices that help the UK food sector to improve data accuracy, consistency, and most significant completeness. This information helps the UK food organisation to decide in complex situations. UK food organisations adopt HR strategies to improve the employee's work productivity and also improve product quality. Morning Foods spends 89 million dollars on its HR analytics to improve its decision-making process and increase its work productivity (Sharma et al., 2021).  The HR analytics emphasise the employee's safety and well-being. The UK food Sector also collaborates with GDPR to increase customer safety, and labour well-being and most significantly improve legal compliance. The HR analysis in the UK market size is approx. 267 million in 2022 which increase up to 12 % by 2024 (Alam et al., 2024). This development of the HR analysis market helps the UK food sector to increase its financial revenue. Energy management is one of the significant key elements that help companies enhance their work activities and it helps in maintaining financial stability. 
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Figure 4.2.3: HR analysis market size
(Source: Alam et al., 2024)
HR analytics help UK food organisation s to improve their ey management approach that helps to provide energy resources for food companies (Kumar et al., 2023). HR analytics help UK food organisation s to improve their management approach and it also helps to improve their communication increase work effectiveness and reduce the unnecessary data that the organisation stores in their system. As per Rezaei et al., (2022), these strategies help the business organisation to increase their work productivity by up to 12% every year. HR analytics help UK food companies maintain their product quality, and services as well as improve their employee's involvement via their monitoring systems.
4.2.4 Findings 4: Effectiveness of HR Analytics to enhance business improvement in the UK food sector
HR analytics is one of the significant activities that utilise various information and statistical methods to analysis market trends and improve overall work productivity. These HR analytics include HR metrics, employee performance, recruitment, and the most significant understanding of customer preferences (Vrontiset al., 2022). These HR analytics also help UK food companies to improve their organisational performance and decrease turnover rates with HR activities. The UK food sector's yearly revenue is approximately 789 billion dollars which impacts the food companies' financial stability (Knai et al., 2021). As per UK food sector revenue, the UK companies spend 340 million dollars to improve their business infrastructure and emphasis their employees' well-being (Ray et al., 2021). HR analytics help UK food companies such as Mars UK to provide their employees rewards, incentives, and other facilities to improve their employee's involvement. 
[image: ]
Figure 4.2.4: UK food sector workforce in 2022
(Source: Statista, 2023)
These HR analytics help UK companies improve employees' satisfaction levels and their performance. These HR analytics help premier foods develop their organisational infrastructure by analysing the market trends and most significant customer preferences (Kumar et al., 2023).  In the UK food sector, the food companies conduct various servers, and other activities to collect feedback and with the help of HR analytics practices that improve their strategies such as a customer-centric approach, marketing approach and most significant collaboration with various stakeholders, investors, and distributors that help the food organisation increase their viability and help to maintain their openness (Debnath et al., 2024). HR analytics is an effective management practice that helps UK food companies to increase their yearly revenue as well as improve their work activity by providing various data that help the organisation leader to analyse and create an effective strategy. With the help of HR analytics, the organisation increases its work productivity by up to 14% every year if they follow the GDPR guidelines (Olarewaju et al., 2024). UK food companies improve their employee hiring strategy by using HR analytics practices which help them to select skilled employees. Diageo uses HR analytics management practices to improve their employee's hiring activities which help the organisation to improve their overall business up to 8% in 2023 (Kaggwa et al., 2024). HR analytics help food companies to the strategic decision-making process which impacts their business growth. With the help of HR analytics, the UK-based food company Premier Foods emphasis its workforce, improves its work effectiveness, and reduces the extra expenses. This strategy helps them to achieve 189 million dollars in revenue in the 2023 financial year (Manafe et al., 2024). In the end, HR analytics practices help UK food companies to improve their decision-making activities by analysis the various data that came from market analysis, and others.
4.3 Summary
One of the important components that help an organisation improve its human resource management procedures and increase worker productivity is HR analytics. The organisation benefits from these HR analytics in a number of ways, including increased employee involvement. This chapter has gone over the research issue, which is the function of HR analytics in the UK food industry's decision-making process. The study made use of a variety of statistical data and other noteworthy pieces of evidence that supported and enhanced the data's correctness and quality. To help the researcher meet the research need, a variety of resources are used in this study to gather information.

Chapter 5: Discussion
5.1 Overview
HR analytics is one of the important key variables that help the organisation or overall sector to enhance their work productivity as well as help to maintain their financial stability. In the UK food sector, several organisations utilised HR analytics to improve their work productivity as well as improve their brand value in the global competitive market (Okattaet al., 2024). In HR analytics there are several important key elements such as employee engagement, effective communication, modern technology utilisation, and most significant collaboration with several partners. As per Yalcin et al., (2022), these HR analytics helps the organisation to analyse current market trends to understand current customer requirements, which helps them to improve their strategies as per their requirements. With the help of HR analysis, the organisation can track overall work activities that help the management identify the issues that impact the business's success (Özemreet al., 2020). This chapter discusses several aspects regarding HR analytics in the UK food sector which are linked with the literature review as well as findings. With the help of several articles, information, and statistical data this chapter provides a detailed discussion about how HR analytics help the UK food sector to improve their overall business activities. This chapter also explores several strategies to improve the decision-making process to improve the effectiveness of HR analytics. 
5.2 Utilising HR analytics in the UK food sector
In modern days, organisations utilise advanced technology to improve their business activities and maintain brand reputation in the global market, and other activities. In the UK, the food sector utilised HR analytics to improve its business activities and maintain its financial stability (Gurusingheet al., 2021). HR analytics help the UK food sector develop its work pattern by using several approaches that help achieve long-term success in the global market. With the help of HR analytics, UK food organisations can improve their workforce management. As per Youssef et al., (2022), these HR analytics help the organisation to hire skilled employees and identify their weaknesses and strengths that help them to decide on work as per their workability. The UK food sector spent 350 million dollars on its hiring procedure (Sharma et al., 2021). HR analytics provide information that helps the organisation to analyse overall activities and with this data, the UK food sector improves its decision-making process. Babu et al., (2024) mention that the UK food sector helps organisations to improve employee involvement which helps to improve their work performance and develop a loyal -base of customers. 
According to Malik et al., (2020), HR analytics help the UK food organisation to analyse records to identify employees' performance and retention, which also helps them to improve their work productivity. Several analytics tools help the organisation to analyse the efficiency of online channels, and others help the HR department of an organisation to allocate its resources (Boudlaieet al., 2020). The UK food sector utilised HR analytics tools to improve their workforce activities by analysing employees' skills, and the total number of employees. This analysis tool helps the UK organisation to distribute the work according to employees' abilities, market demands, and most significantly the deadlines of particular work (Kaggwa et al., 2024). This HR analysis helps the UK food sector to generate 560 million dollars in revenue in 2022 which also helps to improve the UK's financial stability (Zameer et al., 2022). This revenue helps the UK food sector to achieve future objectives and maintain the organisation's brand value in the global market. To achieve long-term success, the UK food organisation emphasises utilising several modern technologies such as AI, IoT, blockchain, ML, and other technologies to improve their overall activities (Persis et al., 2021). These technologies help HR analytics tools to improve their effectiveness and their performance. The overall workforce of the UK food sector is mentioned below;
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Figure 5.2.1: Workforce in the UK food factor
(source: Statista, 2023)
The HR analytics help the UK food organisation to improve their employees' engagement in the workplace. The UK food organisation conducts surveys, and events, to collect feedback regarding work, skills, and other significant things that help the HR department to understand their employee's emotions, requirements, and other important information that help the organisation to maintain their work efficiency (Gupta et al., 2022). The UK food organisation utilised performance metrics to track their employees' work activities, market trends, and others to develop effective strategies to improve their business. As per GarousiMokhtarzadehet al., (2022), with the help of HR analytics, the UK food organisation provides training, educational sessions, and customised learning approaches that help the organisation to improve the faculties that help them to improve their business. For providing training, education, and other facilities, the UK food sector spent 609 million dollars in 2023 (Meijerinket al., 2023). HR analytics help the UK food sector to manage the detailed information of manual reports that are used to prepare yearly audits and maintain transparency towards the customers. These HR analytics help the organisation to maintain safety and other health in the workplace and help to establish an effective relationship with their employees (Chatterjee et al., 2022). This HR analytics health organisation to their risk management procedure that allows them to operate their business in the competitive market (Ali et al., 2023). With the help of HR analytics, the organisation can utilise several regulations and policies to provide effective services to their customer.

5.3 Key Elements that affect HR analytics utilisation in the UK food sector
HR analytics can improve the organisational employee's engagement, work productivity, partnership with several partners, maintain financial activities, and most significant compliance. As per Akyaziet al., (2020), multiple key variables impact the HR analytics implication in the UK food sector. HR analytics provide significant information that helps the UK government to analyse and provide significant insights to improve the UK food organisations' work activities (UmaMaheswaran et al., 2022). In the UK food sector, organisations spend approximately 340 million dollars on technological advancement to improve employee engagement (Edwards et al., 2024). With the help of HR analytics, the food organisations emphasise several approaches surveys, performance management, and most importantly learning management approach to identify the employees' skills, their errors, and other significant data. According to Duong et al., (2020), the HR department also emphasises the user-friendly technologies that operate by employees easily and enhance their work performance. Data security and privacy are other significant key elements that affect the implication of analytics in the UK food sectors. As per Babu et al., (2024), Baxter spent 450 million dollars on their HR analytics to improve their employee engagement helping them increase their work productivity and enhance the overall business growth.
Ali et al., (2022), opine that the UK food sector emphasises data protection laws, such as GDPR and others which help food organisations to operate their business in the global market. These laws and policies help the organisation to analyse the current market trends, and customer preferences that help to improve their work productivity as well as help them to maintain their financial stability (Raut et al., 2020). To operate their business in the global market, UK food organisations need to utilise HR analytics with GDPR to enhance their overall activities and analyse the market to develop their strategies (Lezocheet al., 2020). With the help of HR analysis, the UK food sector generated 890 million dollars in revenue in the last 2 years which helped them to improve the UK's overall financial status (Sovacoolet al., 2021). The overall growth of the UK food sector by utilising HR analysis is mentioned below. This HR analysis helps The HR department of an organisation to maintain its effectiveness and transparency and helps to establish a loyal base for customers (Trivellaset al., 2020). This HR analysis emphasises data-driven technologies to analyse the information and provide the leader a correct, detailed information regarding market trends, companies' financial status, and others. 
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Figure 5.3.1: UK food sector growth by utilising HR analytics
(source: Statista, 2022) ‌

As per Jagtap et al., (2021), with the help of HR analytics, the UK food organisation emphasis on strategies alignment that helps the organisation to improve its strategic objectives. This strategic alignment helps the organisation improve its overall organisational infrastructure as well as improve business outcomes (Del Giudice et al., 2021). To improve organisational activities, HR leaders emphasise utilizing modern technologies, skilled employees, and other activities with the help of HR analytics. The HR analytics tool helps the HR department to analyse the employee's records and helps to provide customised training and education facilities that can help the employees to address their issues (Carmela Annosiet al., 2020). The HR department collaborates with several data scientists to analyse the information more effectively.  These data scientists can help the organisation to provide significant insights through their advanced analytical procedures. HR analytics can be impacted by data-driven factors (Zameer et al., 2022).  In these data-driven factors, the HR department emphasises the data gathering procedure to collect accurate information This will help them to improve their work activities and help maintain their brand reputation. For instance, Nestlé's emphasis on spending 560 million dollars on their HR analytics to analyse market trends will help to improve their market strategies as well as provide important insights to enhance their work productivity (Costa et al., 2020). These HR analytics help the HR department to analyse the market and provide significant information to their online platforms that help to maintain transparency and effectiveness toward their customer. This helps the organisation to enhance the customer range and enhance trust.
5.4 Strategies to improve the HR analysis in the decision-making procedure in the UK food sector
HR analytics is one of the significant tools that help the organisation to enhance its decision-making procedure. This decision-making procedure includes several key variables such as advanced technology, data management, business culture, and most importantly leadership approach. As per Yalcin et al., (2022), to enhance the decision-making procedures, the HR department emphasises utilising modern technologies such as AI, ML, blockchain, IoT, and others to improve their analytical abilities. In the UK food sector, FoodCycle spends 234 million dollars on their modern technology utilisation in HR analytics to enhance the decision-making process and it helps them to enhance their work performance and provide quality service as well as products (Özemreet al., 2020). This modern technology utilisation helps the UK food sector to enhance the customer satisfaction level as well as enhance the trust toward the customer and multiple partners (Okattaet al., 2024). For effective HR analytics, HRIS is one of the significant approaches that help companies to organised surveys to improve their performance management as well as training activities. 
As per Gurusingheet al., (2021), AI and ML help HR departments to improve their activity patterns and provide significant strategies to improve their work performance as well as help them to improve their recruitment procedure, meeting strategies, organised an effective work environment, and others. This modern technology also helps the UK food organisation to enhance the mobile accessibility rate helps the HR analytics to improve the decision-making procedure and provides access to the HR department to analyse the data and insights at anytime and anywhere (Youssef et al., 2022). To enhance the decision-making process by utilising HR analytics, the UK food sector needs to emphasise improving data management activities which help the food organisation enhance data accuracy, consistency, and most importantly completeness. This approach helps the UK food organisation to make difficult decisions in complex situations (Babu et al., 2024). For instance, Aldomark emphasises data management practices which helped them to generate 400 million dollars in 2023 (Kaggwa et al., 2024). The UK food organisation also needs to emphasize regular data audits to analyse the important data and identify the actual issues that impact the business decision-making procedure (Malik et al., 2020). This approach emphasises an automatic data entry system that reduces human error and helps in effective decision-making procedures. The HR analytics market growth is discussed below;
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Figure 5.4.1: HR Analytics Market Growth
(source: Meijerinket al., 2023)
According to Persis et al., (2021), the UK food organisation needs to emphasise improving data analytics abilities with the help of the HR department. To improve the data analytical skills, the HR department needs to emphasise providing effective training, education sessions, seminars, and other facilities to enhance the skills that help the employees to enhance their professional and personal lives. In this approach, the HR department emphasizes using analytics tools to enhance their work productivity (Zameer et al., 2022). To improve the decision-making procedure, the HR department needs to hire skilled data scientists to improve the HR analytics activities and provide crucial insights to the management that increase the decision-making procedure (Meijerinket al., 2023). For instance, Nestle analyses skilled data scientists to analyse important data and provide them with accurate information regarding market trends, employees' well-being, and others (Gupta et al., 2022). For improving the decision-making procedure, Nestle spent 255 million dollars in 2022 on their organisational infrastructures (Edwards et al., 2024). To improve the decision-making procedure, the HR department of the UK food organisation needs to emphasise a data-driven culture that enhances the efficiency of HR analytics (Costa et al., 2020). To improve the data-driven culture, they need to improve their leadership advocacy to improve overall activities as well as improve the decision-making procedure. Akyazi et al., (2020) mention that to improve the decision-making procedure, the UK organisation needs to emphasise their effective communication to communicate with global stakeholders, local distributors, and investors to understand their feelings and requirements which also helps to improve the strategic plan to enhance the decision-making procedure.
5.5 Advantages and disadvantages of HR analytics in the UK food Sector
HR analytics has several key elements that impact the organisational growth in the global competitive markets. The main advantages of utilising HR analytics are enhancing the recruitment procedure, employee involvement, performance management, and most significant compliance as well as risk management (Sovacool et al., 2021). There are also a few disadvantages including data privacy, higher utilising costs, change management, and lastly dependence on data. These key variables also influence the decision-making procedure in the UK food sectors. As per Lezoche et al., (2020), HR analytics help the UK food organisation to improve their hiring procedure by analysing candidates' documentation, and their experiences. To improve overall work productivity, the UK food organisation emphasises providing training, educational sessions, seminars, and other activities which help the HR department to improve their skills as well as identify their weakness, and based on their abilities the management provides them work (Duong et al., 2020). This approach helps the organisation to improve overall work productivity. 
As per Zameer et al., (2022), HR analytics also help the UK food sector to improve the employees' involvement which also improves the work activities and helps the organisation to improve their decision-making procedure. To enhance the employee's involvement, the HR department gathers feedback to develop a strategic plan and help to achieve long-term success. With the help of HR analysis, Batchelor spent 345 million dollars on their employees' well-being to improve their overall business activities (Del Giudice et al., 2021). These HR analytics help the UK food sector to improve the workforce by emphasising records of business activities and business future objectives. With the help of HR analytics, 54% of UK food organisations achieve their future objectives and help them maintain their brand reputation in the global market (Jagtap et al., 2021). In performance management, HR analytics helps the organisation to track the employee's performance matrix which makes sure work effectiveness and helps the organisation to identify the top-performing employees. This encourages the employees to improve their work activities.
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Figure 5.5.1: Big data analytics in the UK food sector
(Source: Lee et al., 2022)
According to Kee et al., (2021), data privacy and security is one of the significant disadvantages of the impact on the UK food sector business growth. Managing a wider range of employee data increases the chance of data being stolen. This also increases the cyber threats and other issues which also improve the relationship towards the employees. To reduce this risk, the UK food organisation needs to emphasis on GDPR to operate their business effectively. UK food organisations such as Nestle followed the Customer Safety Act, GDPR, and employee wellbeing in 2020 which helps them to operate a business in the global market and also increases the transparency and effectiveness towards the employees (Kang et al., 2021). In the UK food sector, utilising HR analytics is highly cost-effective that impact on the organisational financial status. In 2021, Aperito spent 670 million dollars on utilising HR analytics to improve their business activities but due to higher costs they faced a financial crisis and reduced their overall business growth.
5.6 Effectiveness of HR Analytics to improve the business activities in the UK food sector
HR analytics help the UK food sector to improve their business activities by providing information regarding market trends, and customer preferences, and most importantly it helps the UK food organisation to collect feedback via surveys, seminars, online platforms, and other sources to improve their strategic plan as well as identifying the human errors (UmaMaheswaran et al., 2022). These HR analytics help food companies to improve their performance management by tracking the overall business. With the help of HR analytics, the UK food sector increased its yearly revenue up to 12% in 2022 and they emphasised achieving 25% revenue growth in 2025 (Kang et al., 2021). HR analytics help the UK food organisation to identify the challenges during business growth including data safety, employees' well-being, customer satisfaction, partnership with several stakeholders, and others which also impact the decision-making process of the UK Food sector. As per Sharma et al., (2021), UK food organisations such as Aldomak emphasise using HR analytics to increase employee involvement by providing several facilities such as flexible hours, remote work, health insurance, and other facilities to motivate the employees to improve their work performance. 
As per Del Giudice et al., (2021), these HR analytics improve strategic planning by emphasising employees' demands. To understand their employees' well-being, and customer demands the UK food sector emphasises effective communication. With this approach, the HR department communicates with their employees, partners, and customers to understand their feelings and provide them with effective services as well as support (Okattaet al., 2024). HR analytics help food organisation improve their decision-making procedure by emphasising on competitive analysis to identify accurate data to improve their strategies. HR analytics provide important insights regarding data safety and guide to follow GDPR to operate their business in a competitive market. These HR analytics help the UK food sector with their change management which plays an important role in their decision-making procedure (Raut et al., 2020). In this change management, there are several key variables including effective communication, employee training, and most significant leadership approach. With the help of HR analytics, Baxter emphasis their performance management to improve their work activities by analysing their employees' performance, current market trends, and most significant customer preferences. With this HR analytics, Baxter enhance their business by up to 14% in 2023, and they also emphasis achieving 890 million dollars in 2029 (Jagtap et al., 2021). These HR analytics help the UK food sectors to enhance their effective management to enhance their yearly revenue. HR analytics emphasis on organisational partners that help the organisation to improve its marketing approach, strategic planning, and others. The UK food organisation improves the decision-making process through HR analytics management practices.
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Figure 5.6.1: Effectiveness of HR Analytics to improve the business activities in the UK food sector
(source: Mirvis, 2020)
5.7 Strategic decision-making in benefitting from the evidence-based contributions initiated by HR analytics units
HR analytics helps HR professionals make data-driven choices that drive business success. Over 70% of CEOs prioritise people analytics. Over the next three years, HR analytics will rise 90% to $3.6 billion (Khan and Millner, 2023). If the HR department is embracing HR analytics to boost company efficiency, HR can stay caught up as more companies digitize. HR management has historically relied on trends, biases, or short-term remedies. What HR experts consider desirable and effective may differ from what data shows. Internal data, research results and studies, expert opinion, real-life experience, beliefs, and concerns inform evidence-based HR choices. This method allows HR professionals to make judgments based on data rather than intuition. Starbucks’s HR staff utilized HR analytics to assess incentive plan risk (Ćosić, 2020). This clarified certain duties. Instead of eliminating bonus policies, they built a structure to reduce risk. Finding qualified candidates is a major challenge for companies. Furthermore, early attrition might cost a corporation a lot. A shocking 66% of CFOs admit to hiring poorly based on culture fit (Ćosić, 2020). To maximize corporate performance and productivity and decrease attrition and recruiting costs, HR must know who to employ. 
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Figure 5.7.1: Data-driven decision-making in HR
(Source: Di Lauro et al. 2024)
HR analytics may use algorithms to match new applicants' applications to company’s top performers' abilities and habits and create a shortlist of the best prospects (Di Lauro et al. 2024). Customized situational judgment tests help guarantee applicants have the skills for a job. This saves recruiters time and money and improves HR’s chances of hiring the correct person the first time.  KFC worked with Aon to cut drop-out rates by using a shorter, more interesting evaluation to identify top applicants (Kee et al. 2021). Online exam takers completed 98% of them. Employee interactions and department cooperation may be shown via analytics. It may also demonstrate how workers use apps and how this impacts productivity. Optimizing internal procedures and streamlining staff workflows improves performance, cooperation, and production. For instance, a business may utilize remote worker productivity data to alter its remote working policy.
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Figure 5.7.2: HR Analytics Market Growth
(Source: Kang and Lee, 2021)
Analyzing compensation data lets HR find and resolve pay differences to achieve internal and external pay fairness (Kang and Lee, 2021). It may also help HR discover which advantages workers appreciate most. Adjust HR’s pay and perks appropriately. HR may also determine whether a bonus % improves retention or performance or has no effect. According to Mirvis (2020), data on recruiting, tenure, performance, position, compensation, promotion history, and location helped IBM cut crucial role turnover by 25% over four years. Over- or understaffing may be measured using analytics. A Zimbabwean mining business determined that 22.5% more activity calls are needed to justify each recruit to sustain workloads and prevent burnout
5.8 summary
In conclusion, HR analytics help the UK food sector to enhance their overall work activities and help them to improve their financial stability. These HR analytics provide significant information that helps the organisation to analyse the market trends, and customer preferences, providing important strategies to impress their decision-making procedure. HR analytics help the food organisation to improve their employees' performance by providing several facilities to encourage them to increase their activities. tithe HR analytics help the organisation to collect feedback from their online platforms that help to develop their activities, identifying the issues during the business growth. This also helps to improve the decision-making procedure. HR analytics help the UK food organisation to analyse the employees' experience which helps the HR department to identify the strengths and weaknesses that impact their business work performance. For risk management, the UK food organisation needs to emphasise tracking the market trends, customer preferences, and most importantly overall work activities to improve the effectiveness of the business and help to improve the decision-making process, HR analytics help the UK food sector to provide significant data-driven culture, develop a yearly audit and most significant transparency toward the customer as well as stakeholders, investors to improve their business reputation.

Chapter 6: Conclusion
6.1 Conclusion
The food industry in the UK relies heavily on HR analytics to improve HR procedures, boost employee efficiency, and boost overall corporate success. The results show that recognizing employee talents, enhancing performance via education and training, and using cutting-edge technologies like AI, ML, blockchain, and IoT are all made possible by HR analytics. These technological advances contribute to the industry's income growth in 2023, the food sector in the UK is expected to generate $789 billion, in part because of the strategic use of HR analytics. HR data analytics deployment is not without its difficulties, however. Exorbitant setup expenses and possible misunderstandings between staff and management might stifle creativity and cause tensions. In the UK the food industry is highly dependent on HR analysts. It has been found that HR analytics help to develop employee efficiency, and all types of HR procedures and also enhance the entire organisational success. From the research, it has been found that recognising the crucial employee talents and developing performance through the help of training and education such as blockchain, AI, ML and also IoT are all possible through HR analytics. In 2023 this technological tool will have a significant impact on industrial revenue growth. In the case of the food sector, each analytics helped to generate $789 billion which indicates the contribution of HR analytics in the food sector of the UK. The HR analytics market is projected to expand between the time of 2023 and 2030 by 16%. This market growth indicates a high chance of increasing the brand image of different types of food companies in the global market as well as helping to improve the financial stability of these companies. This study portrays that data quality is highly important for technical infrastructure and it also influences the manager's jobs and how well they do HR analytics. Moreover, it has also identified that the use of modern technology and following legal compliance with GDPR and the well-being of employees help to improve business growth. Thus it can be concluded that HR data analytics play the most significant role in the UK food business sector. It has also been found that if an organization strategically use HR analytics then that company can easily improve their business growth and also assist to create competitive advantages in the global market.
6.2 Linking with Objectives
Objective 1: To evaluate the UK food industry’s present implementation of HR analytics.
This objective links with the findings of the study and analysis of existing literature. The research has highlighted that the UK food sector increased its investment in HR analytics which helps to enhance the employee engagement rate in the company and assist to enhance the business stability. In 2023, the business spent about $567 million on training and development programs. This indicates the effort of UK businesses to enhance their business growth. Companies like Mars UK and Morrisons use HR analytics to find out what skills their employees have, teach them, and hold classes. All of these things help employees do better at their jobs and the company run more smoothly.
Objective 2: To identify the key factors preventing the use of HR analytics in businesses in the food industry
There are a few effective factors that prevent the use of HR analytics in the UK food sector. This objective is met in the findings and literature chapter of this research. These include the high costs of setup, communication problems and managing data. Moreover, implementation of HR analytics systems can be hard on finances because they are hard to understand and cost a lot of money. However, communication problems can cause arguments and stop new ideas from coming up. Problems with data quality and control can also make it harder to use HR analytics effectively.
Objective 3: To determine if strategic decision-making has benefited from the evidence-based contributions made by HR analytics units
According to the study, HR data play a big role in making strategic decisions in the UK food business. Companies use HR data to learn more about the market, figure out what customers want, and make their business plans better. For example, HR analytics helps make goods more relevant to customers and get employees more involved by offering awards and benefits. Using new technologies like AI and ML makes it easier to make decisions by giving us information about market trends and predictions.
Objective 4: To offer suggestions for improving HR analytics in the food industry’s strategic decision-making process
The findings of the study have portrayed that HR analytics can help make better strategy decisions by giving correct and up-to-date information. This crucial objective has been met in the findings and literature review chapter of the research. In order to get the most out of HR data, however, there needs to be constant improvement and new ideas. To make HR analytics work better, companies need to fix problems with the quality of their data, their technology systems, and the training they give their employees.
6.3 Recommendations
Addressing present hurdles and building on HR analytics' capabilities is crucial to using them in the UK food industry. These ideas increase HR analytics utilization to improve decision-making, productivity, and competitive advantage.
· Technological Infrastructure Investment
To use HR data, the company need a solid technology base. It could also mean that the food industry in the UK should put money into AI, machine learning, and blockchain to improve how they look at data. These technologies also help people make better decisions by giving them better predictions and insights. This will help the company grow in the future. Updating and maintaining systems daily is needed to keep up with changes in technology and keep them from becoming obsolete.
· Creating Good Data Management Policies
Another important suggestion is to make good data management policies, which help to make sure that data is correct, consistent, and full. Standardizing how data is collected, stored, and analysed cuts down on mistakes and raises the quality of the data, which helps the brand's image in the UK market. In line with GDPR, data governance models encourage the ethical and responsible handling of data.
· Train and develop employees
Companies must provide training to their employees on how to use HR analytics technologies, as it is beneficial to educate employees on data-driven decision-making. Moreover, employees may learn to comprehend and act on analytical findings through the help of workshops, seminars, and hands-on training. Companies may keep their employees skilled and interested by encouraging ongoing learning.
· Improving Management
Managers are key to strategic HR analytics decision-making. Integrating data-driven techniques into daily operations improves management processes. Managers should learn HR analytics to make recruiting, training, performance management, and employee engagement choices which help to improve the entire management system. Encourage managers to use data to make better, more transparent decisions.
· Prioritize Compliance and Employee Well-being
GDPR compliance is essential for legal compliance and consumer and employee confidence. HR analytics strategies should comply with all rules and regulations to protect employee data. HR analytics may also boost employee well-being by detecting workplace improvements, providing tailored development, and developing fair and transparent incentive systems.
· Strategic Market Insights via HR Analytics
HR analytics has the ability to uncover market trends and improve corporate strategy and Mars UK and Morrisons are the biggest example of that. On the other hand, other UK food firms could also strategically use HR analytics to understand market trends, consumer preferences, and competitive positioning. Moreover, HR analytics combined with market research and business intelligence which will also help organizations establish better strategies and remain ahead in the industry.
· Promoting Innovation and Improvement
Innovative solutions that boost productivity and efficiency might result from encouraging people to try new things. HR analytics procedures should be reviewed and improved regularly to meet company objectives and market changes.
In conclusion, UK food firms may use HR analytics to expand by investing in technology, data management policies, staff training, compliance, and well-being. These suggestions will help firms make smart judgments, boost efficiency, and succeed in a competitive industry.
6.4 Limitations of the Study
In this study, few effective limitations have been identified. First, it mostly relies on secondary data, which might not give a full picture of how the UK food business is changing right now. It has been found that only bigger companies may be able to afford them, the huge costs and complicated nature of implementing HR analytics tools may also lead to biases. However, it has also been pointed out that study findings might become useless very quickly because of how quickly technology changes. Finally, the study mostly uses numbers to measure things, and it might not have looked at emotional factors like how happy employees are or how the culture affects them. In order to get more information, this study needs to use more data sources and methods from different fields.
6.5 Future Scope
Future research may examine the incorporation of cutting-edge technology such as block chain, sophisticated artificial intelligence, and machine learning within HR analytics for improving decision-making in the UK food business. The long-term benefits of HR data on business success may be better understood through continuous study. HR analytics may be better understood by evaluating qualitative factors like worker morale and cultural changes. In contrast, including small and medium-sized businesses (SMEs) will widen the view and make it more inclusive. Different types of studies could also compare how HR data is utilized and how it impacts different types of businesses.
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