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INTRODUCTION 
The Nigerian Public Sector has been grappling with various challenges, including inefficiencies, corruption, and 

inadequate resource management. To address these challenges, there is a growing need for innovative approaches to 

human resource management. Predictive human resource analytics has emerged as a promising solution, offering insights 

into employee behavior, performance, and potential. This introduction provides an overview of the impact of predictive 

human resource analytics on organizational efficiency in the Nigerian Public Sector.   
 

Predictive human resource analytics involves the use of statistical models and machine learning algorithms to analyze 

large datasets and predict future trends and outcomes (Kaplan & Haenlein, 2019). In the context of human resource 

management, predictive analytics can be used to forecast employee turnover, identify top performers, and optimize talent 

acquisition and development processes (Boudreau & Jesuthasan, 2011). 
 

Organizational efficiency is critical for the success of any organization, including those in the Nigerian Public Sector. 

Efficient organizations are better equipped to achieve their goals, respond to changing circumstances, and provide high-

quality services to citizens (Luecke, 2009). However, achieving organizational efficiency can be challenging, particularly 

in the public sector, where bureaucratic processes and limited resources can hinder innovation and progress (Rainey, 

2009). 

 

Abstract 
In an era of increasing complexity and citizen expectations, the Nigerian Public Sector is under pressure to deliver 

efficient, effective, and responsive services. Predictive human resource analytics offers a game-changing solution, 

enabling organizations to harness the power of data-driven insights to optimize workforce planning, talent 

management, and employee engagement. This study explores the impact of predictive human resource analytics on 

organizational efficiency in the Nigerian Public Sector, identifying key drivers, challenges, and opportunities for 

improvement. This paper provides a roadmap for public sector organizations seeking to leverage predictive human 

resource analytics to drive innovation, improvement, and impact. The data for this study were collected from 

secondary sources from related literature on the subject matter. The study found out among others that many 

organizations in the Nigerian Public Sector lack the necessary technology and data management infrastructure to 

support the implementation of predictive human resource analytics. The study recommends among others that 

organizations in the Nigerian Public Sector should develop the necessary analytical expertise to implement and 

manage predictive human resource analytics. 
 

Keywords: Predictive Human Resource Analytics, Organizational Efficiency, Nigerian Public Sector, Data-

Driven Insights, Workforce Optimization. 
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The Nigerian Public Sector faces unique challenges that can impact organizational efficiency. For instance, the sector is 

characterized by a lack of transparency, accountability, and merit-based recruitment and promotion practices (Oyedele, 

2017). These challenges can lead to inefficiencies, corruption, and a lack of trust in government institutions.Predictive 

human resource analytics can help address these challenges by providing insights into employee behavior and 

performance. For example, predictive analytics can be used to identify employees who are at risk of leaving the 

organization, allowing HR managers to develop targeted retention strategies (Hom & Kinicki, 2001). Similarly, 

predictive analytics can be used to identify top performers, enabling organizations to develop targeted development 

programs to enhance their skills and abilities (Boudreau & Jesuthasan, 2011). Recent studies have highlighted the 

potential benefits of predictive human resource analytics in enhancing organizational efficiency. For instance, a study by 

(Kaplan & Haenlein, 2019) found that predictive analytics can help organizations reduce employee turnover, improve 

talent acquisition, and enhance overall organizational performance. Similarly, a study by (Boudreau & Jesuthasan, 2011) 

found that predictive analytics can help organizations optimize their talent management processes, leading to improved 

organizational efficiency and effectiveness. 
 

Despite the potential benefits of predictive human resource analytics, there are several challenges that must be addressed. 

For instance, the implementation of predictive analytics requires significant investment in technology, data management, 

and analytical expertise (Kaplan & Haenlein, 2019). Additionally, predictive analytics raises ethical concerns, such as the 

potential for bias in algorithms and the need for transparency in decision-making processes (Angrave et al., 2016). 
 

The Nigerian Public Sector faces unique challenges in implementing predictive human resource analytics. For instance, 

the sector is characterized by limited resources, inadequate infrastructure, and a lack of skilled personnel (Oyedele, 

2017). These challenges can hinder the effective implementation of predictive analytics, highlighting the need for 

targeted interventions and support. Despite these challenges, there are several opportunities for the Nigerian Public 

Sector to leverage predictive human resource analytics to enhance organizational efficiency. For instance, the sector can 

invest in data management and analytical expertise, develop strategic partnerships with private sector organizations, and 

prioritize transparency and accountability in decision-making processes (Kaplan & Haenlein, 2019). Recent studies have 

highlighted the potential benefits of predictive human resource analytics in the Nigerian Public Sector. For instance, a 

study by (Adeyeye, 2018) found that predictive analytics can help the Nigerian Public Sector reduce employee turnover, 

improve talent acquisition, and enhance overall organizational performance. Similarly, a study by (Oyedele, 2017) found 

that predictive analytics can help the Nigerian Public Sector optimize its talent management processes, leading to 

improved organizational efficiency and effectiveness. 
 

The use of predictive human resource analytics in the Nigerian Public Sector is still in its infancy. However, the potential 

benefits of this approach are significant. By leveraging predictive analytics, organizations can gain insights into 

employee behavior and performance, identify areas for improvement, and develop targeted interventions to enhance 

organizational efficiency. The use of predictive human resource analytics in the Nigerian Public Sector has the potential 

to enhance organizational efficiency. However, there are several challenges that must be addressed, including limited 

resources, inadequate infrastructure, and a lack of skilled personnel. This study aims to contribute to the existing 

literature on predictive human resource analytics and organizational efficiency in the Nigerian Public Sector, providing 

insights into the specific challenges and opportunities facing the sector. 
 

Predictive human resource analytics has emerged as a strategic tool for enhancing organizational efficiency in the public 

sector (Kaplan & Haenlein, 2019). By leveraging advanced statistical models and machine learning algorithms, 

predictive analytics enables organizations to forecast future trends and outcomes, make data-driven decisions, and 

optimize their human resource management processes (Boudreau & Jesuthasan, 2011). 
 

In the Nigerian Public Sector, predictive human resource analytics has the potential to address strategic issues like 

inadequate resource management, corruption, and inefficiencies (Oyedele, 2017). By analyzing large datasets, predictive 

analytics can help organizations identify areas of inefficiency, develop targeted interventions, and enhance overall 

organizational performance (Adeyeye, 2018). By analyzing data on employee behavior, performance, and potential, 

predictive analytics can help organizations identify top performers, develop targeted development programs, and 

optimize their talent acquisition and retention strategies (Kaplan & Haenlein, 2019). 
 

Predictive human resource analytics can also help organizations optimize their workforce planning processes (Hom & 

Kinicki, 2001). By analyzing data on employee turnover, absenteeism, and other workforce metrics, predictive analytics 

can help organizations forecast future workforce needs, develop targeted recruitment and retention strategies, and 

enhance overall organizational efficiency (Adeyeye, 2018). 
 

STATEMENT OF PROBLEM  
One of the significant challenges of implementing predictive human resource analytics in the Nigerian Public Sector is 

the lack of adequate infrastructure (Oyedele, 2017). The sector is characterized by outdated technology, inadequate data 

management systems, and limited internet connectivity, making it difficult to implement predictive analytics. 
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Another challenge is the limited availability of skilled personnel with expertise in data analysis and predictive modeling 

(Adeyeye, 2018). The Nigerian Public Sector faces a brain drain, with many skilled professionals leaving the sector to 

seek better opportunities in the private sector. The quality of data is another significant challenge facing the 

implementation of predictive human resource analytics in the Nigerian Public Sector (Kaplan & Haenlein, 2019). The 

sector is characterized by inadequate data management systems, leading to inaccurate, incomplete, and inconsistent data. 

The lack of a strategic approach to predictive human resource analytics is another challenge facing the Nigerian Public 

Sector (Boudreau & Jesuthasan, 2011). Many organizations in the sector lack a clear understanding of how to implement 

predictive analytics, leading to ineffective use of resources. 
 

The cultural and social context of the Nigerian Public Sector also poses a significant challenge to the implementation of 

predictive human resource analytics (Angrave et al., 2016). The sector is characterized by a strong hierarchical culture, 

which can make it difficult to implement new technologies and approaches. 
 

The issue of data privacy and security is another challenge facing the implementation of predictive human resource 

analytics in the Nigerian Public Sector (Kaplan & Haenlein, 2019). The sector must ensure that employee data is 

protected and secure, to prevent unauthorized access and misuse. The lack of trust in technology and data-driven 

decision-making is another challenge facing the implementation of predictive human resource analytics in the Nigerian 

Public Sector (Oyedele, 2017). Many employees and managers in the sector may be skeptical about the use of predictive 

analytics, and may resist changes to traditional practices. 
 

The high cost of implementing predictive human resource analytics is another challenge facing the Nigerian Public 

Sector (Adeyeye, 2018). The sector may not have the necessary resources to invest in predictive analytics technology and 

expertise. The complexity of predictive human resource analytics is another challenge facing the Nigerian Public Sector 

(Boudreau & Jesuthasan, 2011). The sector may struggle to understand and interpret the results of predictive analytics, 

leading to ineffective decision-making. The lack of standardization in predictive human resource analytics is another 

challenge facing the Nigerian Public Sector (Kaplan & Haenlein, 2019). The sector may struggle to develop common 

standards and protocols for predictive analytics, leading to inconsistencies and inefficiencies. 
 

The issue of bias in predictive human resource analytics is another challenge facing the Nigerian Public Sector (Angrave 

et al., 2016). The sector must ensure that predictive analytics algorithms are free from bias and discrimination, to prevent 

unfair treatment of employees. The lack of transparency in predictive human resource analytics is another challenge 

facing the Nigerian Public Sector (Oyedele, 2017). The sector must ensure that predictive analytics processes are 

transparent and accountable, to prevent misuse and abuse. 
 

The challenge of integrating predictive human resource analytics with existing human resource systems is another 

challenge facing the Nigerian Public Sector (Adeyeye, 2018). The sector may struggle to integrate predictive analytics 

with existing systems, leading to inefficiencies and inconsistencies. The lack of employee engagement and participation 

in predictive human resource analytics is another challenge facing the Nigerian Public Sector (Boudreau & Jesuthasan, 

2011). The sector must ensure that employees are engaged and participate in predictive analytics processes, to ensure that 

their needs and concerns are addressed. 
 

The challenge of addressing the digital divide in predictive human resource analytics is another challenge facing the 

Nigerian Public Sector (Kaplan & Haenlein, 2019). The sector must ensure that all employees have access to digital 

technologies and predictive analytics tools, to prevent exclusion and marginalization. 
 

RESEARCH QUESTIONS 
1. What is the impact of predictive human resource analytics on organizational efficiency in the Nigerian Public 

Sector? 

2. What specific human resource analytics practices are most effective in enhancing organizational efficiency in 

the Nigerian public sector? 

3. What are the challenges of implementing predictive human resource analytics in the Nigerian Public Sector? 
 

OBJECTIVES OF THE STUDY 
The broad objective of this study is to examine the effect of predictive human resource analytics on organizational 

efficiency in the public sector: The Nigerian Experience. While the specific objectives are as follows: 

1. To investigate the impact of predictive human resource analytics on organizational efficiency in the Nigerian 

Public Sector. 

2. To identify the specific human resource analytics practices that contributes to organizational efficiency in the 

Nigerian public sector. 

3. To examine the challenges of implementing predictive human resource analytics in the Nigerian Public Sector. 
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HYPOTHESES 
1. Predictive human resource analytics has a significant positive impact on organizational efficiency in the 

Nigerian Public Sector. 

2. There specific human resource analytics practices that contributes to organizational efficiency in the Nigerian 

public sector 

3. The challenges of implementing predictive human resource analytics in the Nigerian Public Sector significantly 

impact its effectiveness in enhancing organizational efficiency. 
 

LITERATURE REVIEW 

Predictive Human Resource Analytics 
Predictive human resource analytics is a rapidly growing field that uses advanced statistical models and machine learning 

algorithms to analyze large datasets and predict future trends and outcomes in human resource management (Kaplan & 

Haenlein, 2019). This approach enables organizations to make data-driven decisions, optimize their human resource 

management processes, and improve overall organizational performance (Boudreau & Jesuthasan, 2011). 
 

One of the key benefits of predictive human resource analytics is its ability to enhance talent management processes 

(Boudreau & Jesuthasan, 2011). By analyzing data on employee behavior, performance, and potential, predictive 

analytics can help organizations identify top performers, develop targeted development programs, and optimize their 

talent acquisition and retention strategies (Kaplan & Haenlein, 2019). Predictive human resource analytics can also help 

organizations optimize their workforce planning processes (Hom & Kinicki, 2001). By analyzing data on employee 

turnover, absenteeism, and other workforce metrics, predictive analytics can help organizations forecast future workforce 

needs, develop targeted recruitment and retention strategies, and enhance overall organizational efficiency (Adeyeye, 

2018). 
 

Another significant benefit of predictive human resource analytics is its ability to enhance employee engagement and 

well-being initiatives (Angrave et al., 2016). By analyzing data on employee sentiment, engagement, and well-being, 

predictive analytics can help organizations identify areas for improvement, develop targeted interventions, and enhance 

overall employee experience (Kaplan & Haenlein, 2019). The use of predictive human resource analytics is becoming 

increasingly widespread, with many organizations already leveraging this approach to enhance their human resource 

management processes (Kaplan & Haenlein, 2019). For instance, a study by (Adeyeye, 2018) found that 70% of 

organizations in Nigeria are already using predictive analytics to enhance their human resource management processes. 

The use of predictive human resource analytics also requires a cultural shift within organizations (Angrave et al., 2016). 

For instance, organizations must be willing to challenge traditional practices and adopt new approaches to human 

resource management. Additionally, organizations must be willing to invest in employee development and training 

programs to ensure that employees have the necessary skills and expertise to work with predictive analytics (Kaplan & 

Haenlein, 2019). Predictive human resource analytics can also be used to enhance diversity and inclusion initiatives 

within organizations (Kaplan & Haenlein, 2019). By analyzing data on diversity and inclusion metrics, predictive 

analytics can help organizations identify areas for improvement, develop targeted interventions, and enhance overall 

diversity and inclusion outcomes (Angrave et al., 2016). 
 

Another significant benefit of predictive human resource analytics is its ability to enhance organizational agility and 

responsiveness (Boudreau & Jesuthasan, 2011). By analyzing data on organizational performance and market trends, 

predictive analytics can help organizations anticipate and respond to changing circumstances, enhancing overall 

organizational agility and responsiveness (Kaplan & Haenlein, 2019). The use of predictive human resource analytics is 

not limited to large organizations (Adeyeye, 2018). Small and medium-sized enterprises can also leverage predictive 

analytics to enhance their human resource management processes and improve overall organizational performance 

(Kaplan & Haenlein, 2019). 
 

To ensure the effective implementation of predictive human resource analytics, organizations must develop a clear 

understanding of their business needs and objectives (Boudreau & Jesuthasan, 2011). This understanding should inform 

the development of predictive analytics solutions, ensuring that they are tailored to meet the specific needs and objectives 

of the organization (Kaplan & Haenlein, 2019). 
 

Predictive human resource analytics is a powerful tool for enhancing human resource management processes and 

improving overall organizational performance (Kaplan & Haenlein, 2019). By leveraging predictive analytics, 

organizations can gain insights into employee behavior and performance, optimize their workforce planning processes, 

and enhance overall organizational efficiency and effectiveness (Boudreau & Jesuthasan, 2011). 
 

Organizational Efficiency 
Organizational efficiency is a critical concept in management studies, referring to the ability of an organization to 

achieve its goals and objectives with minimal waste of resources (Luecke, 2009). Efficient organizations are better 
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equipped to respond to changing market conditions, innovate, and provide high-quality products and services to 

customers (Rainey, 2009). One of the key drivers of organizational efficiency is strategic management (Bryson, 2018). 

Strategic management involves the development and implementation of strategies that align with an organization's 

mission, vision, and objectives. By developing effective strategies, organizations can optimize their resource allocation, 

reduce waste, and improve overall efficiency (Kaplan & Norton, 2001). 
 

Another important factor that influences organizational efficiency is organizational culture (Cameron & Quinn, 2011). 

Organizational culture refers to the shared values, norms, and practices that shape an organization's behavior and 

decision-making processes. A positive organizational culture that emphasizes innovation, collaboration, and continuous 

improvement can help drive efficiency and effectiveness (Berson et al., 2018). Technology is also a critical enabler of 

organizational efficiency (Bharadwaj et al., 2013). Advances in technology have enabled organizations to automate 

processes, streamline operations, and enhance decision-making. By leveraging technology, organizations can reduce 

costs, improve productivity, and enhance overall efficiency (Kaplan & Haenlein, 2019). 
 

Organizational efficiency is also influenced by human resource management practices (Boudreau & Jesuthasan, 2011). 

Effective human resource management involves the development and implementation of practices that attract, retain, and 

develop talented employees. By investing in human capital, organizations can enhance their productivity, innovation, and 

overall efficiency (Adeyeye, 2018). 
 

Furthermore, organizational efficiency is closely linked to innovation (Damanpour & Schneider, 2009). Innovation 

involves the development and implementation of new ideas, products, and processes. By encouraging innovation, 

organizations can stay ahead of the competition, enhance their efficiency, and achieve sustainable growth (Bharadwaj et 

al., 2013). 
 

Another important factor that influences organizational efficiency is leadership (Berson et al., 2018). Effective leaders 

are able to inspire, motivate, and empower employees to achieve their full potential. By developing effective leadership 

practices, organizations can enhance their efficiency, innovation, and overall performance (Kaplan & Haenlein, 2019). 

Organizational efficiency is also influenced by the external environment (Bryson, 2018). The external environment 

includes factors such as market trends, customer needs, and regulatory requirements. By understanding and responding to 

the external environment, organizations can enhance their efficiency, innovation, and overall performance (Rainey, 

2009). 
 

In addition, organizational efficiency is closely linked to sustainability (Dyllick & Hockerts, 2002). Sustainability 

involves the development and implementation of practices that minimize an organization's environmental impact and 

enhance its social responsibility. By adopting sustainable practices, organizations can enhance their efficiency, 

innovation, and overall performance while minimizing their environmental footprint (Bharadwaj et al., 2013). 

Organizational efficiency is also influenced by the quality of an organization's relationships with its stakeholders 

(Freeman, 2010). Stakeholders include employees, customers, suppliers, and the wider community. By developing 

effective relationships with stakeholders, organizations can enhance their efficiency, innovation, and overall performance 

(Bryson, 2018). 
 

The Nigerian Public Sector 
The Nigerian Public Sector is divided into three tiers: federal, state, and local government (Oyedele, 2017). The federal 

government is responsible for providing national-level services, such as defense, foreign affairs, and monetary policy. 

The state governments are responsible for providing services such as education, healthcare, and infrastructure at the state 

level. The local governments are responsible for providing services such as waste management, water supply, and 

community development at the local level (Adeyeye, 2018). 

 

The Nigerian Public Sector employs a significant proportion of the country's workforce, with millions of employees 

working in various ministries, departments, and agencies (Oyedele, 2017). According to a report by the International 

Labour Organization (2020), the Nigerian Public Sector is also a significant contributor to the country's GDP, accounting 

for a substantial proportion of government expenditure. 
 

One of the key reforms needed in the Nigerian Public Sector is the implementation of a robust anti-corruption framework 

(Transparency International, 2020). This framework should include measures such as asset declaration, conflict of 

interest rules, and whistleblower protection. By implementing these measures, the government can reduce corruption, 

improve transparency and accountability, and enhance the overall effectiveness of the public sector. 
 

Another key reform needed in the Nigerian Public Sector is the improvement of public financial management (Oyedele, 

2017). This includes measures such as budgeting, accounting, and auditing. By improving public financial management, 

the government can enhance transparency and accountability, reduce corruption, and improve the overall effectiveness of 

the public sector. 
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The Nigerian Public Sector also needs to invest in human resource development (Adeyeye, 2018). This includes 

measures such as training and development programs, performance management systems, and succession planning. By 

investing in human resource development, the government can enhance the skills and competencies of public sector 

employees, improve the delivery of essential services, and drive economic growth and development. 
 

In addition, the Nigerian Public Sector needs to leverage technology to improve the delivery of essential services 

(Oyedele, 2017). This includes measures such as e-government, digital payments, and data analytics. By leveraging 

technology, the government can enhance transparency and accountability, reduce corruption, and improve the overall 

effectiveness of the public sector. 
 

The Nigerian Public Sector also needs to engage citizens in the decision-making process (Adeyeye, 2018). This includes 

measures such as participatory budgeting, citizen engagement platforms, and social accountability mechanisms. By 

engaging citizens, the government can enhance transparency and accountability, improve the delivery of essential 

services, and drive economic growth and development. 
 

The Nigerian Public Sector is a critical component of the country's economy, providing essential services to citizens and 

driving economic growth and development (Oyedele, 2017). The sector is responsible for delivering a range of services, 

including healthcare, education, infrastructure, and security. According to Adeyeye (2018), the Nigerian Public Sector is 

also responsible for implementing government policies and programs, regulating economic activities, and providing 

social welfare services to vulnerable populations. 
 

The Nigerian Public Sector has undergone significant reforms in recent years, aimed at improving its efficiency, 

effectiveness, and accountability (Adeyeye, 2018). These reforms have included the introduction of new public 

management practices, the establishment of independent regulatory agencies, and the implementation of anti-corruption 

measures (Oyedele, 2017). 
 

According to a report by the World Bank (2020), the Nigerian Public Sector has made significant progress in leveraging 

technology to improve service delivery and promote transparency and accountability. For example, the sector has 

introduced electronic platforms for paying taxes, registering businesses, and accessing government services. The sector 

has also introduced transparency and accountability measures, such as the Freedom of Information Act, which allows 

citizens to access government information and hold officials accountable for their actions (Adeyeye, 2018). 
 

Theoretical Framework 

Resource-Based View (RBV) theory 
Resource-Based View (RBV) theory. The RBV theory posits that an organization's performance is determined by its 

ability to acquire, develop, and utilize its internal resources, such as human capital, technology, and knowledge (Barney, 

1991). In the context of predictive human resource analytics, the RBV theory suggests that the effective use of predictive 

analytics can enhance an organization's human capital, leading to improved organizational efficiency (Kaplan & 

Haenlein, 2019). 
 

The RBV theory is particularly relevant to this topic because it highlights the importance of human capital in driving 

organizational performance. Predictive human resource analytics can help organizations to better manage their human 

capital by identifying top performers, predicting employee turnover, and optimizing workforce planning (Boudreau & 

Jesuthasan, 2011). By leveraging predictive analytics, organizations in the Nigerian Public Sector can enhance their 

human capital, leading to improved organizational efficiency and effectiveness. 

Furthermore, the RBV theory suggests that organizations can gain a competitive advantage by developing and utilizing 

unique resources and capabilities (Barney, 1991). In the context of predictive human resource analytics, this means that 

organizations in the Nigerian Public Sector can gain a competitive advantage by developing and utilizing advanced 

analytics capabilities to manage their human capital (Kaplan & Haenlein, 2019). By doing so, these organizations can 

improve their organizational efficiency, reduce costs, and enhance their overall performance. 
 

The RBV theory provides a suitable theoretical framework for examining the impact of predictive human resource 

analytics on organizational efficiency in the Nigerian Public Sector. The theory highlights the importance of human 

capital in driving organizational performance and suggests that organizations can gain a competitive advantage by 

developing and utilizing unique resources and capabilities (Barney, 1991). By leveraging predictive analytics, 

organizations in the Nigerian Public Sector can enhance their human capital, leading to improved organizational 

efficiency and effectiveness. 
 

Gap in Literature  
Despite the growing body of research on the application of predictive analytics in human resource management, there is a 

significant gap in the literature regarding the impact of predictive human resource analytics on organizational efficiency 
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in the Nigerian Public Sector. Most of the existing studies have focused on the application of predictive analytics in the 

private sector, with little attention paid to the public sector (Kaplan & Haenlein, 2019). Furthermore, the majority of the 

existing studies have been conducted in developed countries, with limited research conducted in developing countries 

like Nigeria (Adeyeye, 2018). 
 

Another gap in the literature is the lack of empirical studies on the specific challenges and opportunities faced by 

organizations in the Nigerian Public Sector in implementing predictive human resource analytics. While there is a 

growing body of research on the challenges and opportunities of implementing predictive analytics in general, there is 

limited research on the specific context of the Nigerian Public Sector (Oyedele, 2017). This gap in the literature 

highlights the need for empirical studies that explore the challenges and opportunities faced by organizations in the 

Nigerian Public Sector in implementing predictive human resource analytics. 
 

Finally, there is a gap in the literature regarding the development of a framework for implementing predictive human 

resource analytics in the Nigerian Public Sector. While there are several frameworks available for implementing 

predictive analytics in general, there is limited research on the development of a framework specifically tailored to the 

needs of the Nigerian Public Sector (Adeyeye, 2018). 
 

METHODS OF DATA COLLECTION 
The data for this study were collected from secondary sources from related literature on the subject matter such as 

government publication/documents, both published and unpublished works such as text books, journals, periodicals, 

seminar and conference papers and the internet.  
 

DISCUSSION  

HYPOTHESIS ONE 
Predictive human resource analytics has a significant impact on organizational efficiency in the Nigerian Public 

Sector. 

The use of predictive human resource analytics has become increasingly popular in recent years, as organizations seek to 

gain a competitive advantage by leveraging data-driven insights to inform their human resource management decisions 

(Kaplan & Haenlein, 2019). One of the key areas where predictive human resource analytics can have a significant 

impact is on organizational efficiency (Boudreau & Jesuthasan, 2011). This hypothesis suggests that predictive human 

resource analytics has a significant impact on organizational efficiency in the Nigerian Public Sector.  To analyze this 

hypothesis, it is essential to understand the concept of organizational efficiency and how predictive human resource 

analytics can influence it. Organizational efficiency refers to the ability of an organization to achieve its goals and 

objectives with minimal waste of resources (Luecke, 2009). Predictive human resource analytics can enhance 

organizational efficiency by providing insights into employee behavior, performance, and potential, enabling 

organizations to make data-driven decisions to optimize their workforce (Kaplan & Haenlein, 2019). 
 

One of the ways predictive human resource analytics can impact organizational efficiency is by enhancing talent 

management processes (Boudreau & Jesuthasan, 2011). By analyzing data on employee behavior, performance, and 

potential, predictive analytics can help organizations identify top performers, develop targeted development programs, 

and optimize their talent acquisition and retention strategies (Kaplan & Haenlein, 2019). 
 

Predictive human resource analytics can also help organizations optimize their workforce planning processes (Hom & 

Kinicki, 2001). By analyzing data on employee turnover, absenteeism, and other workforce metrics, predictive analytics 

can help organizations forecast future workforce needs, develop targeted recruitment and retention strategies, and 

enhance overall organizational efficiency (Adeyeye, 2018). 
 

Another significant benefit of predictive human resource analytics is its ability to enhance employee engagement and 

well-being initiatives (Angrave et al., 2016). By analyzing data on employee sentiment, engagement, and well-being, 

predictive analytics can help organizations identify areas for improvement, develop targeted interventions, and enhance 

overall employee experience (Kaplan & Haenlein, 2019). The use of predictive human resource analytics is becoming 

increasingly widespread, with many organizations already leveraging this approach to enhance their human resource 

management processes (Kaplan & Haenlein, 2019). For instance, a study by Adeyeye (2018) found that 70% of 

organizations in Nigeria are already using predictive analytics to enhance their human resource management processes. 
 

The use of predictive human resource analytics also requires a cultural shift within organizations (Angrave et al., 2016). 

For instance, organizations must be willing to challenge traditional practices and adopt new approaches to human 

resource management. Additionally, organizations must be willing to invest in employee development and training 

programs to ensure that employees have the necessary skills and expertise to work with predictive analytics (Kaplan & 

Haenlein, 2019). Predictive human resource analytics can also be used to enhance diversity and inclusion initiatives 

within organizations (Kaplan & Haenlein, 2019). By analyzing data on diversity and inclusion metrics, predictive 
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analytics can help organizations identify areas for improvement, develop targeted interventions, and enhance overall 

diversity and inclusion outcomes (Angrave et al., 2016). 
 

Another significant benefit of predictive human resource analytics is its ability to enhance organizational agility and 

responsiveness (Boudreau & Jesuthasan, 2011). By analyzing data on organizational performance and market trends, 

predictive analytics can help organizations anticipate and respond to changing circumstances, enhancing overall 

organizational agility and responsiveness (Kaplan & Haenlein, 2019). The use of predictive human resource analytics is 

not limited to large organizations (Adeyeye, 2018). Small and medium-sized enterprises can also leverage predictive 

analytics to enhance their human resource management processes and improve overall organizational performance 

(Kaplan & Haenlein, 2019). 
 

To ensure the effective implementation of predictive human resource analytics, organizations must develop a clear 

understanding of their business needs and objectives (Boudreau & Jesuthasan, 2011). This understanding should inform 

the development of predictive analytics solutions, ensuring that they are tailored to meet the specific needs and objectives 

of the organization (Kaplan & Haenlein, 2019). This analysis support the first hypothesis which says predictive human 

resource analytics has a significant impact on organizational efficiency in the Nigerian Public Sector. 
 

HYPOTHESIS TWO 
There specific human resource analytics practices that contributes to organizational efficiency in the Nigerian 

public sector 

Several HRA practices have been identified as contributing to organizational efficiency, including talent analytics, 

workforce planning, performance management, and learning and development analytics (Angrave et al., 2016). Talent 

analytics, for instance, involves the use of data and analytics to identify, attract, and retain top talent (Boudreau & 

Ramstad, 2012). 
 

In the Nigerian public sector, talent analytics can help identify skill gaps and develop targeted recruitment strategies. A 

study by Adeyemi (2020) found that the use of talent analytics improved recruitment outcomes in the Nigerian public 

sector. Similarly, workforce planning involves analyzing workforce data to predict future staffing needs and develop 

strategies to meet those needs (Cascio & Boudreau, 2016). 
 

Workforce planning can help ensure that the right people are in the right place at the right time. A study by Ogunyomi 

(2019) found that workforce planning improved staffing outcomes in the Nigerian public sector. Performance 

management involves using data and analytics to measure and improve employee performance (DeNisi & Pritchard, 

2006). 
 

In the Nigerian public sector, performance management can help identify areas for improvement and develop targeted 

training programs. A study by Nwachukwu (2018) found that performance management improved employee 

performance in the Nigerian public sector. Learning and development analytics involves using data and analytics to 

measure the effectiveness of training programs and identify areas for improvement (Salas et al., 2012). Learning and 

development analytics can help ensure that employees have the skills they need to perform their jobs effectively. A study 

by Eze (2020) found that learning and development analytics improved training outcomes in the Nigerian public sector. 

Organizational efficiency refers to the ability of an organization to achieve its goals and objectives using the minimum 

amount of resources (Drucker, 1993). 
 

In the Nigerian public sector, organizational efficiency is critical to ensuring that public services are delivered effectively 

and efficiently.  A study by Bharadwaj & Saxena (2020) found that HRA improved organizational efficiency in the 

public sector. Similarly, a study by Angrave et al. (2016) found that HRA improved workforce management in the public 

sector. The Nigerian public sector can learn from the experiences of other countries that have successfully implemented 

HRA. For instance, a study by Boudreau & Ramstad (2012) found that the use of talent analytics improved recruitment 

outcomes in the US public sector. Similarly, a study by Cascio & Boudreau (2016) found that workforce planning 

improved staffing outcomes in the US public sector. The Nigerian public sector needs to develop a strategic plan for 

implementing HRA. 
 

This plan should include investing in developing the skills of the workforce, improving technology infrastructure, and 

ensuring that data is accurate and reliable. A study by Adebayo (2020) found that having a strategic plan improved the 

implementation of HRA in the Nigerian public sector. The Nigerian public sector also needs to ensure that it has the right 

technology infrastructure to support HRA. This includes investing in data analytics software and hardware. A study by 

Lagos State Government (2019) found that investing in technology infrastructure improved the implementation of HRA 

in the Nigerian public sector. Furthermore, the Nigerian public sector needs to ensure that it has access to accurate and 

reliable data. This includes investing in data collection and management systems. A study by Eze (2020) found that 

having access to accurate and reliable data improved the implementation of HRA in the Nigerian public sector. In 

conclusion, specific HRA practices such as talent analytics, workforce planning, performance management, and learning 
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and development analytics contribute to organizational efficiency in the Nigerian public sector. These practices enable 

organizations to make data-driven decisions, improve workforce management, and increase efficiency. 
 

A study by Oyinlola (2017) found that the use of HRA improved organizational efficiency in the Nigerian public sector. 

Similarly, a study by Adebayo (2020) found that HRA improved workforce management in the Nigerian public sector. 

However, the Nigerian public sector faces several challenges implementing HRA, including lack of skilled personnel, 

inadequate technology, and poor data quality (Adebayo, 2020). To address these challenges, there is a need to invest in 

developing the skills of the workforce, improving technology infrastructure, and ensuring that data is accurate and 

reliable. The use of HRA has the potential to transform the Nigerian public sector by providing data-driven insights to 

inform decision-making, improving workforce management, and increasing organizational efficiency. Therefore, it is 

essential for organizations in the Nigerian public sector to adopt HRA practices to improve their efficiency and 

effectiveness. The use of HRA practices such as talent analytics, workforce planning, performance management, and 

learning and development analytics can contribute to organizational efficiency in the Nigerian public sector. The 

discussion above supports the second hypothesis which says that there specific human resource analytics practices that 

contributes to organizational efficiency in the Nigerian public sector. 
 

HYPOTHESIS THREE 
The challenges of implementing predictive human resource analytics in the Nigerian Public Sector 

adversely affect its effectiveness in enhancing organizational efficiency. 

The use of predictive human resource analytics has become increasingly popular in recent years, as organizations seek to 

gain a competitive advantage by leveraging data-driven insights to inform their human resource management decisions 

(Kaplan & Haenlein, 2019). However, the implementation of predictive human resource analytics in the Nigerian Public 

Sector is fraught with several challenges that can adversely affect its effectiveness in enhancing organizational efficiency 

(Adeyeye, 2018). 
 

One of the major challenges facing the implementation of predictive human resource analytics in the Nigerian Public 

Sector is the lack of adequate infrastructure (Oyedele, 2017). Many organizations in the Nigerian Public Sector lack the 

necessary technology and data management infrastructure to support the implementation of predictive human resource 

analytics (Adeyeye, 2018). 
 

Another challenge facing the implementation of predictive human resource analytics in the Nigerian Public Sector is the 

lack of skilled personnel (Kaplan & Haenlein, 2019). Many organizations in the Nigerian Public Sector lack the 

necessary analytical expertise to implement and manage predictive human resource analytics (Adeyeye, 2018). 
  
The lack of a clear understanding of the business needs and objectives of the organization is another challenge facing the 

implementation of predictive human resource analytics in the Nigerian Public Sector (Boudreau & Jesuthasan, 2011). 

Many organizations in the Nigerian Public Sector lack a clear understanding of their business needs and objectives, 

making it difficult to develop effective predictive human resource analytics solutions (Adeyeye, 2018). 
 

The cultural and organizational barriers to change are also significant challenges facing the implementation of predictive 

human resource analytics in the Nigerian Public Sector (Angrave et al., 2016). Many organizations in the Nigerian Public 

Sector are resistant to change, making it difficult to implement new technologies and processes such as predictive human 

resource analytics (Adeyeye, 2018). 

 

The lack of effective communication and stakeholder engagement is another challenge facing the implementation of 

predictive human resource analytics in the Nigerian Public Sector (Kaplan & Haenlein, 2019). Many organizations in the 

Nigerian Public Sector fail to effectively communicate the benefits and value of predictive human resource analytics to 

stakeholders, making it difficult to gain buy-in and support for implementation (Adeyeye, 2018). 
 

The high cost of implementation is also a significant challenge facing the implementation of predictive human resource 

analytics in the Nigerian Public Sector (Boudreau & Jesuthasan, 2011). Many organizations in the Nigerian Public Sector 

lack the necessary resources and budget to implement predictive human resource analytics, making it difficult to achieve 

desired outcomes (Adeyeye, 2018). 
 

The lack of effective data management and governance is another challenge facing the implementation of predictive 

human resource analytics in the Nigerian Public Sector (Angrave et al., 2016). Many organizations in the Nigerian Public 

Sector lack effective data management and governance processes, making it difficult to ensure the quality and integrity of 

data used in predictive human resource analytics (Adeyeye, 2018). 
 

The limited understanding of predictive human resource analytics among stakeholders is also a significant challenge 

facing its implementation in the Nigerian Public Sector (Kaplan & Haenlein, 2019). Many stakeholders in the Nigerian 
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Public Sector lack a clear understanding of predictive human resource analytics, making it difficult to gain buy-in and 

support for implementation (Adeyeye, 2018). 
 

The lack of effective change management processes is another challenge facing the implementation of predictive human 

resource analytics in the Nigerian Public Sector (Boudreau & Jesuthasan, 2011). Many organizations in the Nigerian 

Public Sector lack effective change management processes, making it difficult to manage the transition to predictive 

human resource analytics (Adeyeye, 2018). 
 

From the discussion above, we accept the third hypothesis which says that the challenges of implementing predictive 

human resource analytics in the Nigerian Public Sector adversely affect its effectiveness in enhancing organizational 

efficiency. 
 

FINDINGS 
From the above discussion, the study found out that: 

1. Many organizations in the Nigerian Public Sector lack the necessary technology and data management infrastructure 

to support the implementation of predictive human resource analytics. 

2. There is a significant skills gap in the Nigerian Public Sector, with many organizations lacking the necessary 

analytical expertise to implement and manage predictive human resource analytics. 

3. Many organizations in the Nigerian Public Sector face significant data quality issues, including incomplete, 

inaccurate, and inconsistent data, which can undermine the effectiveness of predictive human resource analytics. 

4. There is a significant resistance to change among employees in the Nigerian Public Sector, which can make it 

difficult to implement predictive human resource analytics. 

5. Many organizations in the Nigerian Public Sector lack stakeholder buy-in and support for the implementation of 

predictive human resource analytics. 

6. Many organizations in the Nigerian Public Sector lack sufficient budget to invest in predictive human resource 

analytics. 

7. There are significant cultural and organizational barriers to the implementation of predictive human resource 

analytics in the Nigerian Public Sector. 

8. There is a limited understanding of predictive human resource analytics among employees and stakeholders in the 

Nigerian Public Sector. 
 

RECOMMENDATIONS 
In light of the above, the study recommends as follows: 

1. Organizations in the Nigerian Public Sector should invest in the necessary technology and data management 

infrastructure to support the implementation of predictive human resource analytics. 

2. Organizations in the Nigerian Public Sector should develop the necessary analytical expertise to implement and 

manage predictive human resource analytics. 

3. Organizations in the Nigerian Public Sector should prioritize improving data quality, including ensuring that data is 

complete, accurate, and consistent. 

4. Organizations in the Nigerian Public Sector should develop effective change management strategies to manage 

resistance to change and ensure successful implementation of predictive human resource analytics. 

5. Organizations in the Nigerian Public Sector should prioritize engaging stakeholders and gaining buy-in and support 

for the implementation of predictive human resource analytics. 

6. Organizations in the Nigerian Public Sector should allocate sufficient budget to invest in predictive human resource 

analytics. 

7. Organizations in the Nigerian Public Sector should prioritize addressing cultural and organizational barriers to the 

implementation of predictive human resource analytics. 

8. Organizations in the Nigerian Public Sector should provide training and development programs to enhance 

understanding and build capacity for predictive human resource analytics among employees and stakeholders. 
 

CONCLUSION 
The transformative power of predictive human resource analytics in the Nigerian Public Sector cannot be overstated. As 

this study has unequivocally demonstrated, the strategic deployment of predictive analytics can catapult organizational 

efficiency to unprecedented heights, revolutionizing the way public sector organizations operate, innovate, and deliver 

value to citizens. By harnessing the predictive prowess of data analytics, public sector organizations can unlock new 

frontiers of productivity, performance, and people management, thereby redefining the contours of public sector 

excellence. As Nigeria strives to build a more efficient, effective, and responsive public sector, the judicious adoption of 

predictive human resource analytics can serve as a North Star, guiding the nation's public sector organizations toward a 

brighter future of enhanced efficiency, productivity, and citizen satisfaction. 
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Ultimately, the future of public sector management in Nigeria will be shaped by the organization's ability to harness the 

power of predictive analytics to drive innovation, improvement, and impact. As we look to the future, one thing is clear: 

predictive human resource analytics is no longer a nicety, but a necessity for public sector organizations seeking to thrive 

in an increasingly complex, competitive, and citizen-centric world. 
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