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ABSTRACT 

Aim: Human resource management (HRM) increasingly relies on artificial intelligence (AI) to leverage 
workforce data; the implications of AI-driven HR analytics for broader sustainability outcomes remain 
underexplored. This conceptual paper investigates how organizations can align technological 
capabilities with environmental, social, and governance (ESG) goals. 

Design/Methodology/Approach: This study develops a theoretical model linking AI-driven HR 
analytics to organizational sustainability. The framework posits digital leadership and ESG integration 
as boundary conditions that dictate the efficacy of these analytical tools.  

Findings/Framework: The proposed model illustrates that HR analytics serves as a strategic resource 
for sustainable growth only when supported by digitally competent leadership and robust ESG 
governance frameworks. This triadic relationship is conceptualized particularly for the Indian IT 
sector, a highly digitized yet sustainability-pressured environment. 

Originality/Value: By synthesising technological capacity, leadership dynamics, and sustainability 
governance into a single cohesive model, this paper addresses critical gaps in the sustainable HRM 
literature. It offers concrete propositions to guide future empirical testing and provides managers 
with a strategic roadmap for extracting sustainable value from HR technology investments. 

Keywords: AI-Driven HR Analytics, Organisational Sustainability, Digital Leadership, ESG Integration, 
Indian IT Sector, Sustainable HRM. 

INTRODUCTION 

Contemporary human resource management (HRM) operates at the intersection of two critical 
organizational shifts: the ubiquitous transition toward data-driven decision-making and an escalating 
global mandate for sustainable business practices. Artificial intelligence (AI) and advanced HR 
analytics now allow firms to synthesize complex workforce data into actionable intelligence. 
However, while the operational benefits of these technologies such as optimized talent acquisition, 
predictive attrition modeling, and targeted performance management are well documented, their 
strategic utility in driving long-term organizational sustainability remains remarkably obscure in 
current literature. Firms are no longer evaluated solely on financial performance; stakeholders 
demand accountability regarding social responsibility, diversity, employee wellbeing, and 
environmental stewardship metrics collectively captured under environmental, social, and 
governance (ESG) frameworks. Consequently, organizations face the complex challenge of utilizing 
their technological investments to achieve these diverse sustainability outcomes. 

The Indian Information Technology (IT) sector offers an ideal context for examining this 
phenomenon. Characterized by advanced digital infrastructure, massive global workforces, and 
intense pressure to comply with international ESG reporting standards, Indian IT firms are at the 
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forefront of AI adoption in HR. Yet, a critical knowledge gap persists regarding how the deployment 
of AI-driven HR analytics translates into tangible sustainability advantages. To address this, the 
current study bridges the literature on digital capabilities and sustainable HRM. We argue that 
deploying analytics in isolation is insufficient for achieving social and environmental goals. Instead, 
extracting sustainable value from HR analytics depends heavily on specific organizational boundary 
conditions. Specifically, we conceptualize a framework wherein the relationship between AI-driven 
HR analytics and organizational sustainability is moderated by two distinct yet complementary 
forces: digital leadership and ESG integration. 

LITERATURE REVIEW 

Marler and Boudreau examined the evolution of HR analytics and its contribution to evidence-based 
human resource management. The authors argued that HR analytics enables organizations to make 
data-driven decisions regarding workforce planning, talent management, and performance 
improvement. Their review highlighted that organizations increasingly view HR analytics as a 
strategic capability rather than merely an operational reporting tool. The study established a strong 
foundation for understanding how analytics contributes to organizational effectiveness and 
long-term competitiveness. (1) Angrave and colleagues critically evaluated the adoption of HR 
analytics within organizations. Their findings suggested that many firms struggle to convert 
workforce data into strategic insights because of insufficient analytical capabilities and leadership 
support. The study emphasized that organizational readiness and managerial commitment are 
essential for realizing the benefits of analytics initiatives. This finding supports the relevance of 
digital leadership as a moderating variable in analytics-driven organizational transformation. (2). 
Tursunbayeva et al. conducted a comprehensive scoping review of people analytics literature and 
identified its growing importance in workforce management. The study revealed that analytics 
applications support workforce optimization, employee engagement, and organizational 
performance improvement. The authors also noted the increasing integration of digital technologies 
and data science within HR functions. Their findings demonstrate the strategic role of analytics in 
enhancing organizational sustainability through informed workforce decisions.(3). Margherita 
systematically reviewed HR analytics research and identified major themes shaping the future of the 
discipline. The study highlighted that advanced analytics capabilities enable organizations to improve 
decision quality, workforce productivity, and strategic HR outcomes. The review further suggested 
that HR analytics has become a critical driver of organizational performance and innovation. These 
findings support the proposition that AI-driven HR analytics contributes to sustainable organizational 
development. (4) Minbaeva investigated the concept of human capital analytics and its strategic 
value for organizations. The study concluded that analytics capabilities help organizations develop 
sustainable competitive advantages by improving workforce decision-making and talent utilization. 
The author emphasized that analytics-driven HR systems can enhance organizational resilience and 
adaptability in dynamic business environments. (5) The authors explored the future applications and 
value of HR analytics in organizations. Their findings revealed that leadership commitment, 
technological infrastructure, and organizational culture significantly influence successful analytics 
implementation. The study emphasized that organizational readiness is a prerequisite for translating 
analytics investments into measurable organizational outcomes.(6) Rasmussen and Ulrich examined 
how organizations can avoid treating HR analytics as a temporary management trend. Their study 
found that successful implementation requires strategic alignment between analytics initiatives and 
organizational goals. The authors argued that leadership support and organizational commitment are 
essential for sustaining analytics-driven transformation.(7) Wamba and colleagues investigated the 
relationship between big data analytics capabilities and organizational performance. The study 
demonstrated that analytics capabilities significantly improve organizational outcomes when 
supported by dynamic organizational capabilities. The findings suggest that analytics technologies 
contribute to sustainability by enhancing organizational adaptability and strategic responsiveness.(8) 
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Mikalef et al. examined the relationship between big data analytics capability and competitive 
performance. Their findings indicated that organizations with strong analytics capabilities achieve 
superior innovation, efficiency, and performance outcomes. The study reinforces the argument that 
analytics-driven decision-making can support long-term sustainability and organizational 
competitiveness. (9) 
Coolen and colleagues conducted a systematic literature review on workforce analytics adoption and 
institutionalization. The study found that organizational leadership, digital maturity, and strategic 
alignment significantly influence analytics adoption and value realization. The authors recommended 
integrating analytics with broader sustainability and governance objectives, which closely aligns with 
ESG integration perspectives.(10) 

RESEARCH GAP 

Existing studies have primarily examined HR analytics as a tool for improving organisational 
performance, talent management, and workforce productivity. The limited research has investigated 
its influence on broader organisational sustainability outcomes. The digital leadership and ESG 
integration have largely been studied independently from HR analytics literature. Very few studies 
have explored how these factors jointly strengthen the relationship between AI-driven HR analytics 
and organisational sustainability, particularly within Indian IT organisations. This gap highlights the 
need for an integrated conceptual framework that combines technological capability, leadership 
capability, and sustainability governance. 

CONCEPTUAL FRAMEWORK 

 

PROPOSITIONS 

P1: AI-driven HR analytics capabilities positively influence organisational sustainability. 

P2: Digital leadership positively moderates the relationship between AI-driven HR analytics 
capabilities and organisational sustainability. 

P3: ESG integration positively moderates the relationship between AI-driven HR analytics capabilities 
and organisational sustainability. 

P4: Organisations possessing both strong digital leadership and high ESG integration derive greater 
sustainability benefits from AI-driven HR analytics capabilities. 

THEORETICAL FOUNDATION 
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The study is grounded in Dynamic Capabilities Theory, which suggests that organisations must 
continuously develop capabilities to respond to changing environments. AI-driven HR analytics 
represents a dynamic capability enabling organisations to sense, seize, and transform workforce 
opportunities. The Resource-Based View further positions analytics capability as a strategic resource 
capable of generating sustainable competitive advantage. Stakeholder Theory and Green HRM 
perspectives provide the sustainability rationale by emphasising responsible workforce management 
and stakeholder value creation. 

DISCUSSION 

The framework proposed in this paper advances the contemporary discourse on digital 
transformation by repositioning HR analytics from an administrative utility to a core driver of 
corporate sustainability. While previous studies (1)  focused on the immediate operational gains of 
analytics, our model illustrates that the true strategic value of these tools is unlocked only when they 
interface with progressive leadership and robust governance protocols. 

Particularly within the Indian IT sector an industry heavily scrutinized for high employee turnover, 
gruelling work hours, and intense globalisation pressures this framework offers a diagnostic tool for 
firms. It suggests that investing heavily in AI technology without simultaneously cultivating digitally 
competent leaders and formally integrating ESG into the corporate charter will yield fragmented 
results and fail to satisfy broader stakeholder expectations. 

 

CONCLUSION 

This paper contributes a novel conceptual framework to the burgeoning fields of Sustainable HRM 
and People Analytics. By drawing upon dynamic capabilities and the resource-based view, we outline 
a structured mechanism through which AI-driven HR analytics influences organizational 
sustainability. The identification of digital leadership and ESG integration as boundary conditions 
provides nuance to the often-oversimplified narrative that "data leads to better outcomes." 

Future research must empirically test these conceptual boundaries. We recommend the use of 
Partial Least Squares Structural Equation Modeling (PLS-SEM) to validate the proposed relationships, 
potentially utilizing a cross-sectional survey of HR executives and Chief Sustainability Officers within 
Indian IT firms. Longitudinal studies tracking organizations before and after the integrated 
deployment of AI-driven HR analytics would further solidify the causal pathways theorized in this 
work. 
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