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 This study investigates the influence of strategic decision making, 

business performance, and employee development on the adoption of 

Big Data technology in HR within a FinTech company based in Jakarta. 

Using Structural Equation Modeling (SEM) with Partial Least Squares 

(PLS), data were collected through an online survey administered to 

employees involved in HR management. The results reveal significant 

positive relationships between strategic decision making, business 

performance, employee development, and the adoption of Big Data 

technology in HR. Specifically, strategic decision making and 

employee development are found to positively influence the adoption 

of Big Data technology in HR, while business performance is positively 

associated with both strategic decision making and employee 

development. These findings underscore the importance of strategic 

HR practices and investments in employee development for leveraging 

Big Data technology effectively in HR management. The study 

contributes to a deeper understanding of the factors driving the 

adoption of Big Data technology in HR and provides practical 

implications for HR practitioners and organizational leaders. 
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1. INTRODUCTION  

In the modern business environment, 

the integration of advanced technologies, 

including Big Data, is crucial for 

organizations aiming to excel and endure in 

the competitive landscape. Big Data has been 

identified as a pivotal force reshaping 

decision-making processes across diverse 

industries, enhancing organizational 

performance and competitiveness [1]. The 

utilization of Big Data technology in Human 

Resources (HR) has become instrumental in 

driving organizational effectiveness and 

efficiency, enabling data-driven decision-

making and strategic workforce management 

[2], [3]. However, the adoption of Big Data in 

HR poses challenges that necessitate 

overcoming barriers to successfully 

implement these technologies and leverage 

https://creativecommons.org/licenses/by-sa/4.0/
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their benefits for improved HR practices and 

overall organizational success [4]. 

The adoption of Big Data Analytics 

(BDA) in HR management offers a significant 

opportunity for organizations to enhance 

strategic decision-making, business 

performance, and employee development. 

Research indicates that BDA positively 

impacts organizational decision-making 

effectiveness and performance [5]. Moreover, 

leveraging Big Data in HR analytics can 

minimize employee exploitation, promote 

welfare, and uphold equity and diversity 

principles, contributing to sustained 

competitive advantage [6]. Additionally, the 

use of big data technology in performance 

management can lead to clearer evaluations, 

increased attendance rates, refined 

workloads, and enhanced sales, ultimately 

maximizing human resource advantages and 

promoting enterprise sustainability [7]. 

Understanding the drivers of BDA adoption, 

such as relative advantage, organizational 

readiness, and top management support, is 

crucial for firms to improve performance 

through enhanced data-driven decision-

making [8]. This research aims to delve into 

this intricate relationship, focusing on a 

specific case study: a Financial Technology 

(FinTech) company based in Jakarta. 

In today's data-rich environment, Big 

Data technology plays a crucial role in 

revolutionizing Human Resource 

Management (HRM) practices [5], [9]–[12]. By 

leveraging HR analytics, organizations can 

extract valuable insights for various HR 

functions like recruitment, training, and 

performance evaluation, enabling data-driven 

decision-making. The abundance of data 

allows HR professionals to enhance talent 

management, employee engagement, and 

overall organizational performance. 

However, the ethical use of Big Data in HRM 

is paramount to prevent potential 

discrimination and privacy violations. 

Integrating Big Data technology into HR 

management systems can lead to more 

efficient operations and strategic decision-

making, ultimately driving organizational 

success in the digital age. 

Strategic decision-making in HR 

management is critical to organizational 

success [13]–[15]. Aligning HR initiatives with 

broader strategic goals is essential to ensure 

that employee culture, commitment, and 

motivation fully contribute to achieving 

business objectives [16]. The utilization of Big 

Data technology in HR analytics plays an 

important role in improving the decision-

making process [17]. By utilizing HR 

analytics, organizations can create, analyze, 

and store a huge amount of employee data to 

make efficient and strategic plan-compliant 

decisions. Strategic decisions regarding data 

collection, analysis, and utilization have far-

reaching implications for HR practices and 

outcomes, as they help in understanding how 

investments in human capital assets can 

contribute to organizational success. Effective 

communication of strategic decisions is also 

critical to organizational performance. 

The impact of Big Data technology on 

business performance is significant [6], [11], 

[18]–[20]. By utilizing data analytics, 

organizations can optimize HR processes, 

boost workforce productivity, and enhance 

overall business performance. However, 

reaping these benefits necessitates not only 

technological investments but also a strategic 

decision-making approach and a dedication 

to employee development. Big Data analytics 

has been shown to positively influence 

organizational decision-making effectiveness 

and performance. The employment of 

technical graduates skilled in data analysis, 

data science, and AI is increasingly crucial 

across various industries, reflecting the 

growing demand for such expertise. 

Moreover, the ethical considerations 

surrounding Big Data usage are vital for 

ensuring sustainable industry practices and 

respecting privacy concerns. Ultimately, 

leveraging Big Data capabilities can enhance 

innovation performance, providing 

enterprises with a competitive edge and 

fostering sustainable development. 

Employee development through 

training and development programs is crucial 

for organizations aiming to maximize the 

benefits of Big Data technology in HR [21]–
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[25]. Such initiatives ensure that employees 

acquire the necessary skills to effectively 

utilize data, thereby driving organizational 

growth and innovation. Research emphasizes 

that well-designed training programs can 

enhance employee performance, 

productivity, job satisfaction, and overall 

organizational culture. By investing in 

employee development, companies can 

elevate effectiveness, stability, engagement, 

and satisfaction among employees. Moreover, 

training helps in bridging skill gaps, reducing 

anxiety, and improving job performance, 

ultimately leading to higher organizational 

performance and success. Therefore, 

organizations must prioritize employee 

training and development to fully leverage 

their Big Data investments and achieve 

strategic goals. 

Against this backdrop, the primary 

objective of this research is to explore the 

influence of strategic decision making, 

business performance, and employee 

development on the adoption and utilization 

of Big Data technology in HR within a 

FinTech company based in Jakarta. 

Specifically, the research aims to investigate 

the strategic decision-making processes 

related to the adoption and implementation of 

Big Data technology in HR within the case 

study organization, examine the impact of Big 

Data technology on business performance 

metrics such as employee productivity, 

retention rates, and organizational agility, 

and assess the role of employee development 

initiatives in enhancing data literacy and 

analytical capabilities within the organization 

and their contribution to effective HR 

management. 

 

2. LITERATURE REVIEW  

The literature review provides a 

comprehensive overview of existing research 

and theoretical frameworks relevant to the 

influence of strategic decision making, 

business performance, and employee 

development on the adoption and utilization 

of Big Data technology in HR management. 

This section begins by examining the role of 

Big Data technology in HR, followed by 

discussions on strategic decision making, 

business performance, and employee 

development in the context of HR 

management. 

 
Figure 1. Conceptual Framework 

2.1 Big Data Technology in HR 

Management 

Big Data technology has indeed 

transformed HR management by allowing 

organizations to utilize extensive data for 

informed decision-making and improved 

performance. This includes applications like 

recruitment, talent management, workforce 

planning, and employee engagement [9], [10], 

[26]. Through advanced analytics techniques 

such as predictive modeling and machine 

learning, HR professionals can derive 

valuable insights from a wide array of data 

sources, spanning from employee 
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performance indicators to social media 

interactions [5]. The integration of Big Data 

with HR analytics enables a shift towards 

data-centric decision-making processes, 

enhancing the understanding of employee 

performance and aiding managerial decisions 

[12]. Leveraging Big Data in HR analytics not 

only optimizes key HR functions objectively 

but also raises concerns about potential biases 

and the need to uphold equity and diversity 

in people management practices. 

The adoption of Big Data technology 

in HR allows organizations to transcend 

traditional HR practices and embrace a more 

strategic approach to managing their 

workforce. By leveraging Big Data, HR 

professionals can make objective decisions in 

various HR functions like recruitment, 

training, and compensation [5]. This shift 

towards data-driven HR strategies enables 

better alignment between HR initiatives and 

organizational goals, ultimately leading to 

improved business outcomes [27]. For 

instance, predictive analytics can be utilized 

to identify high-potential employees, forecast 

future talent needs, and mitigate workforce 

risks, thereby enhancing organizational 

agility and competitiveness [9]. This 

transformation towards data-centric decision-

making in HR not only enhances employee 

retention but also improves managerial 

decision-making processes [26]. 

2.2 Strategic Decision Making in HR 

Strategic human resource 

management (SHRM) involves aligning HR 

strategies with organizational goals to drive 

success [13], [14], [28], [29]. This includes 

activities like strategic workforce planning, 

talent acquisition, performance management, 

and succession planning [15]. By integrating 

HR initiatives with broader objectives, 

organizations can optimize human capital 

investments, address talent shortages, and 

cultivate an innovative culture. SHRM 

ensures that employee commitment and 

motivation contribute to business objectives, 

emphasizing the importance of aligning HR 

strategies with corporate and organizational 

strategies. Applying a systems theory 

perspective to SHRM can help managers 

navigate complexity, anticipate 

consequences, and adapt to changes in the 

competitive environment. High-performing 

organizations have been found to excel in 

practicing SHRM, highlighting its significance 

in driving sustainable growth and 

competitive advantage. 

Strategic decision-making is pivotal 

in driving the adoption of data-driven HR 

practices through Big Data technology. Senior 

executives' dedication to utilizing data 

analytics in HR management fosters a culture 

of data-driven decision-making [5]. 

Additionally, strategic HR choices concerning 

technology investments, data governance, 

and talent development are crucial for 

maximizing Big Data's potential in HR [4]. 

The implementation of Big Data and 

Analytics (BDA) is vital for quality decision-

making in government bodies, emphasizing 

the significance of data in shaping strategic 

decisions [20]. The evolution towards data-

centric decisions in companies highlights the 

transformation in people management 

approaches, underscoring the role of HR 

analytics in enhancing decision-making 

processes [30]. By aligning strategic HR 

decisions with Big Data analytics, 

organizations can leverage data to drive 

impactful HR practices and achieve 

competitive advantages. 

2.3 Business Performance and HR 

The relationship between HR 

practices and organizational performance has 

been extensively studied in the literature, 

showing a positive association [31]–[34]. 

High-performance work practices, such as 

employee involvement, training, and 

performance-based compensation, have been 

linked to improved organizational outcomes 

like productivity, profitability, and customer 

satisfaction. Studies have highlighted that 

effective HR management practices lead to 

better retention and utilization of human 

resources, ultimately enhancing 

organizational performance. Additionally, the 

influence of the HR function on 

organizational performance through high-

performance work practices has been 

supported, emphasizing the importance of a 
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mature HRM system for optimal 

performance. Overall, the literature 

underscores the critical role of HR practices in 

driving organizational success and 

performance. 

By leveraging Big Data technology, 

HR professionals can drive business 

performance by optimizing workforce 

productivity, improving employee 

engagement, and enhancing organizational 

agility [5], [9], [35]. Predictive analytics plays 

a crucial role in identifying factors influencing 

employee turnover and developing targeted 

retention strategies, which in turn reduces 

recruitment costs and preserves institutional 

knowledge [26]. The application of HR 

analytics through business intelligence tools 

enables organizations to make informed 

decisions regarding talent identification, 

employee turnover reduction, and 

engagement enhancement [36]. Furthermore, 

the evolution towards data-centric decision-

making in people management allows for a 

more objective approach to HR functions like 

recruitment, training, development, and 

compensation, minimizing biases and 

promoting employee welfare. 

2.4 Employee Development and HR 

Employee development initiatives 

play a crucial role in enhancing the skills and 

motivation of the workforce to effectively 

utilize Big Data technology. Training and 

development programs, as emphasized in 

various studies [21]–[24], [37], are essential for 

improving employee performance, increasing 

job satisfaction, and fostering a culture of 

continuous learning and innovation. In the 

context of Big Data, organizations need to 

invest in activities like mentoring, coaching, 

and career development to enhance 

employees' data literacy and analytical 

capabilities. Marler and Boudreau (2017) 

highlight the importance of having employees 

who can interpret and analyze data, 

communicate insights, and make data-driven 

decisions, underscoring the significance of 

HR's role in designing tailored employee 

development programs for success in the 

digital age. 

 

3. METHODS  

3.1 Research Design 

This study adopts a quantitative 

research approach to examine the 

relationships between strategic decision 

making, business performance, employee 

development, and the adoption of Big Data 

technology in HR. A cross-sectional design is 

employed to collect data at a single point in 

time, providing insights into the current state 

of affairs within the case study organization. 

The participants in this study consist 

of employees working in various roles within 

the FinTech company based in Jakarta. A 

convenience sampling technique is utilized to 

select participants, ensuring access to 

individuals who are directly involved in HR 

management and have knowledge of the 

organization's strategic decision-making 

processes, business performance metrics, and 

employee development initiatives. 

3.2 Data Collection Procedures 

Data are collected through an online 

survey administered to the selected 

participants. The survey questionnaire 

consists of items designed to measure the 

constructs of strategic decision-making, 

business performance, employee 

development, and the adoption of Big Data 

technology in HR. Participants are asked to 

rate their agreement with each item on a 

Likert scale ranging from 1 (Strongly 

Disagree) to 5 (Strongly Agree). 

3.3 Data Analysis 

The collected data are analyzed using 

Structural Equation Modeling (SEM) with 

Partial Least Squares (PLS) algorithm, a 

widely used statistical technique for testing 

complex relationships between latent 

constructs and observed variables, 

particularly in studies involving multiple 

variables and small-to-moderate sample sizes. 

The analysis proceeds in several steps: first, 

data screening involves assessing 

completeness and accuracy, and addressing 

missing data and outliers through techniques 

like imputation or exclusion. Next, the 

Measurement Model Assessment evaluates 

the reliability and validity of survey items to 

ensure effective capture of underlying 
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constructs using Cronbach's alpha, factor 

loadings, and average variance extracted 

(AVE). Then, Structural Model Estimation 

employs SEM-PLS to test hypothesized paths 

between strategic decision making, business 

performance, employee development, and 

Big Data technology adoption in HR. Model 

Evaluation assesses overall fit using 

goodness-of-fit indices like GoF and SRMR, 

with bootstrapping to test path coefficient 

significance and model fit. Finally, the 

Interpretation of Results examines SEM-PLS 

analysis findings to understand relationships 

between constructs, determining how 

strategic decision making, business 

performance, and employee development 

influence Big Data technology adoption and 

utilization within the case study organization. 

 

4. RESULTS AND DISCUSSION 

4.1 Demographic Sample 

The demographic profile of the 

sample population reveals a diverse 

representation across various demographic 

categories. In terms of gender, the sample 

comprises 85 male participants (42.5%) and 

115 female participants (57.5%), indicating a 

relatively balanced distribution. This gender 

diversity enriches the dataset by capturing a 

wide range of perspectives and experiences. 

Regarding age groups, participants are 

segmented into four categories, with the 

majority falling within the 26-35 years age 

group (70 participants, 35.0%), followed by 

the 36-45 years age group (55 participants, 

27.5%). This distribution reflects a youthful 

and diverse sample, representing individuals 

at different career stages and developmental 

trajectories. Educational attainment varies 

among participants, with 25 (12.5%) holding a 

high school degree, 120 (60.0%) holding a 

bachelor's degree, and 60 (30.0%) holding a 

master's degree. The prevalence of bachelor's 

and master's degrees suggests a highly 

educated sample with diverse academic 

backgrounds, enhancing the depth of insights 

into the study objectives. Job positions are 

evenly distributed across entry-level, mid-

level, and senior-level categories, with 50 

participants (25.0%) in each. This balanced 

distribution allows for a comprehensive 

exploration of how the adoption of Big Data 

technology in HR varies across different 

organizational hierarchies. Finally, 

participants' years of experience range from 

less than 1 year to over 10 years, with 40.0% 

having 1-5 years of experience and 30.0% 

having 6-10 years of experience. This mix of 

early-career and seasoned professionals offers 

a broad spectrum of viewpoints on the 

adoption of Big Data technology in HR, 

enriching the study's findings. Overall, the 

diverse demographic characteristics of the 

sample population contribute to the richness 

and generalizability of the study outcomes, 

facilitating a comprehensive understanding of 

the factors influencing the adoption of Big 

Data technology in HR within the target 

population. 

4.2 Measurement Model 

The measurement model assessment 

provides crucial insights into the reliability 

and validity of the measurement instruments 

used to operationalize the constructs of 

strategic decision making, business 

performance, employee development, and the 

adoption of Big Data technology in HR. 

Table 1. Validity and Reliability 

Variable Code 
Loading 

Factor 

Cronbach's 

Alpha 

Composite 

Reliability 

Average 

Variance 

Extracted 

(AVE) 

Strategic Decision 

Making 

SDM.1 0.884 

0.905 0.940 0.840 SDM.2 0.937 

SDM.3 0.928 

Business 

Performance 

BP.1 0.791 

0.798 0.882 0.714 BP.2 0.877 

BP.3 0.863 
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Employee 

Development 

ED.1 0.844 

0.775 0.863 0.677 ED.2 0.785 

ED.3 0.839 

Big Data 

Technology 

BDT.1 0.893 

0.840 0.904 0.758 BDT.2 0.877 

BDT.3 0.841 

The measurement model assessment 

reveals satisfactory levels of reliability and 

validity for the constructs of strategic decision 

making, business performance, employee 

development, and the adoption of Big Data 

technology in HR. Loading factors ranging 

from 0.785 to 0.937 indicate substantial 

relationships between indicators and latent 

constructs, while Cronbach's alpha values 

between 0.775 and 0.905 demonstrate high 

internal consistency reliability. Additionally, 

composite reliability values ranging from 

0.840 to 0.940 further affirm internal 

consistency. The Average Variance Extracted 

(AVE) values, ranging from 0.677 to 0.840, 

indicate acceptable convergent validity. 

Overall, these findings suggest that the 

measurement instruments effectively capture 

the intended constructs, providing confidence 

in the robustness of the measurement model. 

4.3 Discriminant Validity 

Table 2. Discriminant Validity  
Big Data 

Technology 

Business 

Performance 

Employee 

Development 

Strategic 

Decision 

Making 

Big Data Technology 0.871 
   

Business Performance 0.644 0.845 
  

Employee 

Development 

0.759 0.823 0.823 
 

Strategic Decision 

Making 

0.653 0.732 0.714 0.917 

The assessment of discriminant 

validity for the constructs reveals that Big 

Data Technology (BDT), Business 

Performance (BP), Employee Development 

(ED), and Strategic Decision Making (SDM) 

exhibit distinct characteristics. For BDT, with 

a square root of AVE approximately √0.758 ≈ 

0.8709, it surpasses correlations with other 

constructs (0.871 with itself, 0.644 with BP, 

0.759 with ED, and 0.653 with SDM), 

indicating discriminant validity. Similarly, BP 

demonstrates discriminant validity with a 

square root of AVE around √0.714 ≈ 0.8447, 

exceeding its correlation with BDT while 

closely aligning with correlations with other 

constructs. ED also displays discriminant 

validity, with a square root of AVE 

approximately √0.677 ≈ 0.8227, surpassing 

correlations with other constructs. SDM 

showcases discriminant validity with a square 

root of AVE around √0.840 ≈ 0.9165, 

surpassing correlations with other constructs. 

These findings underscore the distinctiveness 

of each construct within the measurement 

model. 
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Figure 2. Internal Model 

4.4 Model Fit 

Model fit indices are used to evaluate 

how well the estimated model fits the 

observed data. Here, we compare the fit 

indices of the saturated model (a model with 

perfect fit) with those of the estimated model 

to assess the goodness of fit. 

Table 3. Model Fit  
Saturated 

Model 

Estimated 

Model 

SRMR 0.103 0.103 

d_ULS 0.822 0.822 

d_G 0.430 0.430 

Chi-

Square 

304.332 304.332 

NFI 0.730 0.730 

 

Several fit indices were assessed to 

evaluate the goodness-of-fit of the structural 

model. The Standardized Root Mean Square 

Residual (SRMR) of 0.103 for both the 

saturated and estimated models suggests a 

reasonable fit, with lower values indicating 

better fit. Additionally, the Degree of 

Freedom for the Unweighted Least Squares 

(d_ULS) and the Degrees of Freedom for the 

Generalized Least Squares (d_G) are identical 

for both models, indicating the same amount 

of data used in estimating model parameters. 

The Chi-square (χ2) value of 304.332 is non-

significant for both models, indicating good 

fit by measuring the discrepancy between 

observed and model-predicted data. 

Furthermore, the Normed Fit Index (NFI) of 

0.730 for both models indicates a proportional 

improvement in fit compared to the null 

model, with higher values indicating better 

fit. Overall, these indices collectively suggest 

that the structural model provides a 

satisfactory fit to the data. 

4.5 R Square 

R Square (R^2) is a measure of how 

well the independent variables in a regression 

model explain the variance in the dependent 

variable. In the context of Structural Equation 

Modeling (SEM), R Square is typically used to 

assess the amount of variance in each 

endogenous latent construct that is accounted 

for by its exogenous latent constructs or 

observed variables. 

Table 4. Model Evaluation  
R 

Square 

R Square 

Adjusted 

Big Data 

Technology 

0.602 0.592 

 

The R Square value for Big Data 

Technology is 0.602, signifying that around 

60.2% of the variance in Big Data Technology 

is elucidated by the predictors within the 

model. This suggests that strategic decision 

making, business performance, and employee 

development collectively account for 60.2% of 

the observed variability in the adoption and 

utilization of Big Data technology in HR 

within the case study organization. 

Additionally, the Adjusted R Square value, 

which considers the number of predictors in 

the model, stands at 0.592. This adjustment 
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reflects a more conservative estimate of the 

proportion of variance explained, indicating 

that approximately 59.2% of the variance in 

Big Data Technology is explained after 

accounting for the inclusion of additional 

predictors. 

4.6 Hypothesis Test 

Hypothesis testing is a statistical 

method used to evaluate the significance of 

relationships between variables in a research 

study. In Structural Equation Modeling 

(SEM), hypothesis testing involves examining 

the statistical significance of path coefficients 

to determine whether the relationships 

between constructs are significant. 

Table 5. Direct Effect  
Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Valu

es 

Business Performance -> Big 

Data Technology 

0.348 0.339 0.128 2.376 0.00

3 

Employee Development -> 

Big Data Technology 

0.626 0.625 0.125 5.002 0.00

0 

Strategic Decision Making -

> Big Data Technology 

0.442 0.438 0.109 3.219 0.00

1 

 

The hypothesis tests conducted reveal 

significant positive relationships between 

Business Performance, Employee 

Development, Strategic Decision Making, and 

the adoption of Big Data Technology in HR 

within the case study organization. For 

Business Performance, with a T Statistics 

value of 2.376 and a p-value of 0.003, the 

relationship is statistically significant, leading 

to rejection of the null hypothesis. Similarly, 

Employee Development exhibits a statistically 

significant relationship with Big Data 

Technology, as indicated by a T Statistics 

value of 5.002 and a p-value of 0.000. The same 

holds true for Strategic Decision Making, with 

a T Statistics value of 3.219 and a p-value of 

0.001. These findings underscore the 

importance of Business Performance, 

Employee Development, and Strategic 

Decision Making in driving the adoption of 

Big Data Technology in HR within the case 

study organization. 

Overall, these hypothesis test results 

provide evidence to support the proposed 

hypotheses, indicating that Business 

Performance, Employee Development, and 

Strategic Decision Making significantly 

influence the adoption and utilization of Big 

Data Technology in HR within the case study 

organization. 

 

DISCUSSION 

The results of the Structural Equation 

Modeling (SEM) analysis provide valuable 

insights into the relationships between 

strategic decision making, business 

performance, employee development, and the 

adoption of Big Data technology in HR within 

the case study organization. This discussion 

section synthesizes the key findings and their 

implications for theory and practice. 

Positive Relationships Confirmed 

The findings confirm the 

hypothesized positive relationships between 

strategic decision making, business 

performance, employee development, and the 

adoption of Big Data technology in HR. 

Specifically, strategic decision making, 

business performance, and employee 

development are all positively associated 

with the adoption and utilization of Big Data 

technology in HR. The existing literature 

emphasizes the significance of strategic HR 

practices and organizational capabilities in 

leveraging Big Data technology for HR 

management. Studies highlight that Big Data 

analytics can transform firms' ways of doing 

business, impacting innovation performance 

through dynamic capabilities and social 

capital [5]. Additionally, research indicates 

that Big Data analytics capabilities influence 

organizational resilience and strategic 
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flexibility, mediating the relationship between 

IT capabilities and strategic flexibility, and 

reinforcing the relationship between strategic 

flexibility and organizational resilience [27]. 

Furthermore, it is noted that Big Data quality 

plays a crucial role in improving HR practices, 

human resource service quality, and 

innovation competency in SMEs, especially in 

the context of organizational learning theory 

and resource-based view [38]. These findings 

underscore the importance of strategic HR 

practices and organizational capabilities in 

effectively utilizing Big Data technology for 

HR management. 

Strategic Decision Making and 

Business Performance 

The significant positive relationship 

between strategic decision making and 

business performance underscores the critical 

role of strategic HR management in driving 

organizational success. Organizations that 

prioritize data-driven decision making in HR 

are better positioned to achieve better 

business outcomes, such as improved 

productivity, profitability, and organizational 

agility. The research emphasizes the 

importance of senior executives 

acknowledging the strategic significance of 

HR data analytics and incorporating it into 

decision-making processes. [35], [39]–[42] 

Despite the potential benefits of HR analytics 

in defining strategic directions, optimizing 

workforce efficiency, and aligning planning 

with talent demand and supply, there are 

challenges in its implementation due to a lack 

of understanding and appreciation by key 

stakeholders. Organizations can leverage HR 

analytics to make data-driven decisions, 

enhance HRM activities, and maximize 

organizational performance. To fully realize 

the benefits of HR analytics, a shift towards a 

more process-oriented perspective and clear 

definition of roles in the implementation 

process are essential, highlighting the need for 

senior executives to champion the integration 

of HR data analytics into decision-making 

processes. 

 

 

Employee Development and Big Data 

Technology Adoption 

The significant positive relationship 

between employee development and the 

adoption of Big Data technology in HR 

underscores the importance of investing in 

employee training and development to build 

data literacy and analytical capabilities. 

Organizations that provide sufficient training 

and development opportunities for 

employees are better equipped to leverage Big 

Data technology effectively, enhancing their 

ability to make data-driven HR decisions and 

drive organizational performance. The 

research findings emphasize the necessity for 

HR departments to focus on employee 

development initiatives that cater to the 

digital skills essential for harnessing Big Data 

technology in HR management [26], [43]–[46]. 

As organizations transition to digital 

environments, the role of HR specialists 

evolves to require new competencies, 

including predictive HR analytics, mobile 

application interaction, and digital 

management skills. This shift towards 

digitalization in HR necessitates a change in 

the qualification requirements for HR 

professionals, urging them to acquire new 

digital competencies and enhance their skills 

to effectively utilize data-driven analytics in 

decision-making processes. Prioritizing 

employee development initiatives tailored to 

digital skills is crucial for HR departments to 

successfully leverage Big Data technology and 

drive impactful business outcomes in the 

digital age. 

Implications for Practice 

These findings have several 

implications for HR practitioners and 

organizational leaders. Firstly, organizations 

should prioritize strategic decision making in 

HR and foster a data-driven culture that 

values evidence-based decision making. This 

may involve investing in data analytics 

training for HR professionals and integrating 

data analytics into HR processes and systems. 

Secondly, organizations should invest in 

employee development initiatives aimed at 

enhancing data literacy and analytical skills 

among employees at all levels. This may 



West Science Journal Economic and Entrepreneurship        133

   

Vol. 2, No. 02, May 2024: pp. 123-135 

include providing training programs, 

workshops, and resources to help employees 

develop the skills needed to leverage Big Data 

technology effectively. Finally, organizations 

should recognize the interconnectedness of 

strategic decision making, employee 

development, and business performance in 

driving the adoption and utilization of Big 

Data technology in HR. By aligning HR 

initiatives with broader organizational 

objectives and investing in employee 

development, organizations can maximize the 

value derived from Big Data technology in 

HR management. 

Limitations and Future Research 

Directions 

It is essential to acknowledge the 

limitations of this study and identify avenues 

for future research. Firstly, the findings are 

based on data collected from a single FinTech 

company in Jakarta, which may limit the 

generalizability of the results to other 

contexts. Future research could replicate the 

study in different industries and geographic 

regions to assess the robustness of the 

findings. Additionally, this study focused on 

the influence of strategic decision making, 

business performance, and employee 

development on the adoption of Big Data 

technology in HR. Future research could 

explore other factors that may influence the 

adoption and utilization of Big Data 

technology in HR, such as organizational 

culture, leadership support, and technological 

infrastructure. 

 

5. CONCLUSION 

In conclusion, this study sheds light 

on the interplay between strategic decision 

making, business performance, employee 

development, and the adoption of Big Data 

technology in HR within a FinTech company 

in Jakarta. The findings highlight the 

significance of strategic HR management 

practices and investments in employee 

development for harnessing the potential of 

Big Data technology in HR management. By 

prioritizing data-driven decision making, 

fostering a culture of innovation, and 

investing in employee training and 

development, organizations can enhance their 

ability to leverage Big Data technology to 

drive organizational performance and gain a 

competitive edge in the digital era. Moving 

forward, it is imperative for organizations to 

recognize the strategic value of HR data 

analytics and invest in building the necessary 

capabilities to capitalize on the opportunities 

offered by Big Data technology in HR. 
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