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In the evolving landscape of human resources, organizations increasingly leverage Human Resource
analytics(HRA) to drive strategic decision-making. To harness this capability and integrate it into human
resources management processes, identifying antecedents and outcomes of human resources analytics
implementation is critical. This study aims to identify the antecedents and outcomes of human resources
analytics within the Islamic Republic of Iran Customs Administration (IRICA) using an exploratory
mixed-methods(Meta-Synthesis and Fuzzy Delphi Methods) design.The qualitative phase involved 10
academic and organizational experts, while the quantitative phase included 21 experts from Islamic
Republic of Iran Customs Administration and management scholars. Results derived from meta-
synthesis of prior studies and fuzzy Delphi analysis revealed that:Antecedents of human resources
analytics encompass 3 overarching themes: organizational factors, individual factors, and environmental
factors, supported by 40 organizing sub-themes.Outcomes of human resources analytics include 3
overarching themes: organizational outcomes, human resources unit outcomes, and individual
outcomes, supported by 29 organizing sub-themes. Finally, the results of the study indicate that the most
important antecedent factors for conducting human resource analytics in the organization under study
include the use of data analytics in decision-making, process modification and integration, the ability to
interpret data and service recipients' expectations, the interaction of related organizations, and the
connection of cross-sectoral technologies. The most important The most important consequential
indicators of human resource analytics in Iranian Customs include increasing the level of perceived
justice, improving strategic decision-making, increasing the level of employee initiatives, improving
productivity, analyzing human resource scenarios and human resource practices, and personalized
compensation and welfare services.
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In today’s volatile, dynamic, and complex
organizational environments, scholars
emphasize adopting scientific approaches like
Human Resource Analytics (HRA) to empower
organizations in making strategic decisions
(Okata et al., 2024). HRA bridges HR metrics
and  organizational analytics, enabling
evidence-based decision-making to align HR
practices with strategic goals (Margherita,
2021). It systematically quantifies and qualifies
workforce contributions to enhance HR and
organizational performance (Wendel &
Bondarouk, 2017). Emerging technologies like
Al and machine learning further expand HRA’s
scope into employee well-being, diversity, and
inclusion, positioning it as a transformative tool
for future organizational success (Adeniyi et al.,
2024). Despite its potential, HRA adoption
remains slow, particularly in public sectors like
customs administrations, where optimizing HR
management is critical amid budget constraints
and regulatory complexities (Johnson et al.,
2022). This study addresses gaps in
understanding HRA’s  antecedents and
consequences, focusing on Iran’s Customs
Administration (IRICA), a pivotal economic
and security institution.

This applied, descriptive-survey research
employs a mixed-methods approach. The
qualitative ~ phase used  meta-synthesis
(Sandelowski & Barroso’s 7-step model) to
systematically review 57 studies (2001-2024)
from Scopus, Emerald, ScienceDirect, and
Persian databases. Themes were extracted
through  content analysis, categorizing
antecedents and consequences into
organizational, individual, and environmental
dimensions. The quantitative phase applied
fuzzy Delphi with 21 organizational and
academic experts to validate and prioritize
factors. Data were collected via Likert-scale
questionnaires, converted to triangular fuzzy
numbers, and defuzzified using Minkowski’s
formula. Factors with a threshold >0.7 were
retained, and iterative rounds ensured
consensus.

The study identifies key drivers and outcomes
of Human Resource Analytics (HRA) across
organizational, individual, and environmental
dimensions. Critical organizational drivers
include strategic alignment, streamlined
processes, leadership commitment to evidence-
based decisions, technological infrastructure,
and robust data governance. Individually,
analytical skills, positive attitudes toward data
use, and trust in data security are vital.
Externally, technological advancements and
socio-legal factors like regulatory compliance
shape HRA adoption.

Prioritized drivers include data-driven decision-
making, process integration, and data
interpretation  skills. Key outcomes span
enhanced organizational productivity, agile
decision-making, and competitive advantage;
improved HR practices such as personalized
talent management and predictive analytics;
and individual benefits like skill development,
job satisfaction, and perceived fairness.
Notably, fostering innovation and equitable
practices emerged as top outcomes.

The findings reinforce the need for adaptable
structures, leadership engagement, and
workforce upskilling, consistent with prior
research. Public-sector entities, however, face
unique challenges in balancing compliance with
stakeholder demands, requiring tailored
approaches to HRA
implementation.stakeholder demands, which
necessitates tailored HRA frameworks distinct
from private-sector models.

This study delineates a holistic framework of
HRA antecedents and consequences for IRICA,
validated through meta-synthesis and fuzzy
Delphi. Critical drivers include leadership
adoption of data-driven practices, process
reengineering, and analytical skill development,
while central outcomes are fairness, strategic
agility, and innovation. To operationalize HRA
effectively, IRICA must: (1) realign HR
processes with analytics-driven goals, (2)
secure leadership buy-in while fostering data



literacy,

and (3) invest in robust IT

infrastructure and targeted employee training.
Future research should investigate sector-
specific barriers and long-term HRA impacts in
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