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Abstract—In the modern business world, organizations 

are gradually moving to the data-driven form of 

management to improve efficiency and strategic 

performance. Human Resource (HR) Analytics has 

become a significant tool and it helps organizations to 

redesign the conventional HR practices into evidence-

based decision-making systems. This paper aims at 

examining the functions of HR Analytics in the 

workforce planning and decision-making at Aditya Birla 

Sun Life Insurance, Nagpur. The main aim of this study 

is to learn how HR analytics can be used to predict the 

workforce demand, manage talent better, and enhance 

the performance of an organization. Predictive and 

prescriptive analytics are improving workforce 

planning, which had typically been based on managerial 

experience and past experiences and enable 

organizations to forecast future workforce trends and 

align them with business objectives. This paper takes a 

theoretical and critical position; secondary data as in 

academic journals, industry reports, and previous 

research studies are used. It looks at the main features of 

HR analytics including employee data handling, 

predictive modeling, analysis of performance and 

forecasting attrition. The study outlines the benefits of 

these tools in determining skills deficiencies, enhancing 

the employee recruitment process, increasing employee 

engagement, and mitigating workforce- related risks. 

The results of the research are that HR analytics is a key 

factor that enhances the quality and efficiency of 

workforce planning. It helps organizations to make wise 

decisions, reduce uncertainty, and have organizations 

and human resources more aligned. Also, HR analytics 

helps achieve a higher level of productivity, cost 

efficiency and competitive advantage. The research 

concludes that advanced HR analytics practices can help 

organizations such as Aditya Birla Sun Life Insurance to 

gain a lot. The application of data analytics to HR 

processes allows companies to become more effective in 

decision-making and creates a more future-oriented and 

agile workforce. 

 

Index Terms—HR Analytics, Workforce Planning, Data-

Driven Decision Making, Predictive Analytics, Employee 

Performance, Talent Management. 

 

I. INTRODUCTION 

 

The digital transformation and the globalization are 

changing the nature of the world, and organizations 

have been in a constant search of innovative methods 

of improving their operational efficiency and 

competitive advantage. The use of data analytics in 

Human Resource Management (HRM) is one of the 

largest changes in this regard. People Analytics or HR 

Analytics is the term that is used to refer to the 

systematic data gathering, analytical and interpretation 

of the data related to employees in order to enhance 

the performance and decision making of the 

organization. 

Conventionally, human resource functions like 

recruitment, performance appraisal and workforce 

planning were mostly intuitive, experience and limited 

data based. Nevertheless, the availability of large 

volumes of employee information is being made 

available to organizations due to the rapid increase in 

information technology. HR analytics uses the data to 

create actionable insights, which allow the HR 

professionals to make more accurate and strategic 

decisions. 

Workforce planning is an important subject of HR 

management that guarantees the provision of the 

appropriate number of employees with the appropriate 

skills at the appropriate time. The importance of 
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workforce planning is key in attainment of the 

organizational objectives, enhanced productivity, and 

lowering operational expenses. Without data-driven 

strategies, workforce planning can result in an 

inefficient workforce (i.e., overstaffing or 

understaffing). 

HR analytics has transformed workforce planning by 

bringing about predictive and prescriptive. With 

sophisticated analytical procedures, organizations will 

be able to predict future workforce needs, to examine 

employee behavior and to discover trends pertaining 

to performance, absenteeism and attrition. This will 

allow proactive decision-making and organizations 

will be able to meet possible challenges prior to their 

emergence. 

Besides workforce planning, HR analytics is also 

important in the decision-making processes in 

different HR functions. It assists in strategic decisions 

involving talent acquisition, development of 

employees, performance management and retention. 

HR analytics also minimises the use of subjective 

judgement because they offer real-time insights and 

evidence-based suggestions to improve the quality of 

decisions. The insurance industry and companies such 

as Aditya Birla Sun Life Insurance are in the extremely 

competitive and dynamic environment. In this 

industry, it is difficult to handle a large and diverse 

workforce. It is possible that the implementation of 

HR analytics in these organizations may result in more 

efficient workforce, better customer service, and 

higher profitability. 

 

II. LITERATURE REVIEW 

 

Human Resource Analytics is a concept that has 

attracted a lot of attention in the past few years as 

organizations have realized the importance of 

information-based decision-making in the 

management of human capital. People analytics is also 

known as HR analytics and is the methodical 

gathering, examination, and understanding of the data 

on employees with the aim of enhancing the company 

performance. Initial researchers in the area focused on 

the shift of the traditional way of HR functioning 

which made extensive use of intuition and experience 

to more analytical methods which utilize quantitative 

data in making strategic decisions. This change is 

indicative of the overall digital transformation of 

industries in which data has turned out to be a key asset 

in creating a competitive advantage. 

One of the underlying views in HR analytics 

underscores its contribution towards better workforce 

planning. Workforce planning has long been a reactive 

process, where it was aimed to fill short term staffing 

requirements. Nevertheless, it has become a proactive 

and strategic operation since it has been integrated 

with analytics. Analysts have contended that 

predictive analytics can assist organizations to predict 

the workforce needs in the future by examining past 

data, trends, and performance in the market, and within 

an organization. This predictive power enables 

organizations to forecast skill gaps, maximize human 

resource planning and synchronize human resource 

plans with business strategies in the long-term 

perspective. 

The other significant branch of literature is on the 

effects of HR analytics on the decision-making 

processes. According to the scholars, HR analytics 

enhance the quality of decisions because it delivers 

evidence-based insights and reduces the subjective 

judgment and managerial bias. The use of data-driven 

decision-making enables an organization to weigh 

various options, determine risks and find the most 

efficient path of action. Research has indicated that 

companies using HR analytics are in a better position 

to make strategic decisions concerning recruitment, 

performance management and employee retention. 

This does not only increase the efficiency of the 

organization, but also leads to better employee 

satisfaction and involvement. 

The other valuable branch of literature is devoted to 

the effects of HR analytics on the decisions made. 

Researchers propose that HR analytics enhances the 

quality of decision-making through evidence-based 

information, thus minimizing the use of subjectivity 

and managerial bias. Evidence-based decision-making 

enables organizations to consider a variety of options, 

measure risk, and determine the most productive way 

of action. Research has found out that HR analytics 

enables organizations to make strategic decisions in 

terms of recruitment, performance management, and 

employee retention. This does not only increase the 

efficiency of the organization but also helps in 

increasing the employee satisfaction and engagement. 

The contribution of HR analytics to talent management 

is another issue that has been widely studied in 

scholarly literature. Talent management is the process 

of attracting, developing, and retaining talented 
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employees, and that is very essential to the success of 

the organization. HR analytics helps in talent 

management by enabling employees to determine high 

performers, the factors that affect employee 

performance and future trends in employee 

performance. It has been pointed out by researchers 

that analytics- based talent management helps 

organizations to develop specific training and 

development plans and thus, increase their capabilities 

and productivity of employees. Additionally, 

predictive models may be employed to determine 

which employees are prone to leaving the organization 

so that the HR managers can have timely retention 

plans. 

Besides talent management, the HR analytics is also 

important in performance management systems. The 

conventional performance appraisal practices are 

usually subjective and non-transparent. Nonetheless, 

analytics make the implementation of objectivity 

possible by based on quantifiable performance metrics 

and data-driven review criteria. Research has shown 

that those organizations that apply HR analytics in 

their performance management can be more precise 

and unbiased in their judgment of employees. This 

does not only increase the trust that employees have 

on the system but also makes employees work better 

since they are evaluated using the same and clear 

standards. 

 

III. RESEARCH METHODOLOGY 

 

Research methodology is the pillar of any academic 

research since it gives an orderly and systematic way 

of exploring a research problem. The methodology 

used in the current research is aimed at examining the 

purpose of HR Analytics in workforce planning and 

decision-making in a theoretical and analytical 

perspective. The research design used in the study is a 

descriptive and analytical research, which helps to 

comprehend concepts, frameworks, and application of 

HR analytics in an organizational setting in detail. The 

descriptive research is able to assist in clarifying the 

core features of HR analytics, such as its tools, 

methods, and its applicability to the modern human 

resource management, and the analytical research 

contributes to the investigation of the correlation 

between HR analytics and its effects on the workforce 

planning and on the managerial decision-making. 

The type of research is qualitative because it is aimed 

at the conceptual analysis as opposed to the empirical 

measurement. The qualitative method would be 

especially applicable in the present study since it will 

provide the opportunity to delve into theoretical 

concepts of predictive analytics, workforce 

optimization, and the use of data to make decisions. 

The study does not focus on numerical data gathered 

during the primary sources, but rather on interpretation 

and synthesis of knowledge that is available in 

scholarly literature and business reports. This strategy 

aids in the creation of a holistic picture of the role of 

HR analytics as a strategic instrument in 

organizations. 

The data involved in this study is purely secondary in 

nature. It is sourced out of reputable sources like 

academic journals, published research papers, books 

about human resource management, and industry 

reports about HR analytics. Secondary data gives a 

broad area of analysis and allows the researcher to 

develop the existing theories and models. Through the 

literature review, the study is able to establish the key 

trends and patterns as well as the insights which relate 

to the use of HR analytics in workforce planning and 

decision-making process. 

The study is conceptual and analytical in nature, and it 

entails a review of different theoretical frameworks 

and models related to HR analytics. This method 

assists in the realization of how data is converted to 

actionable information and the impact of this 

information in organizational decisions. It also allows 

the study to develop a rational linkage between HR 

analytics and the better workforce outcomes, 

including, but not limited to, improved productivity, 

decreased attrition, and improved talent management. 

 

IV. HYPOTHESIS DEVELOPMENT 

 

Hypothesis formulation is a significant aspect of a 

research because it gives a foundation on which 

relationships between variables can be tested. 

 

Null Hypothesis (H0):  

HR Analytics does not play an important role in the 

planning and decision-making on workforce in 

organizations. 

 

Alternative Hypothesis (H1):  

The role of HR analytics in workforce planning and 

decision-making within organizations is important. 
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The hypothesis is founded on the premise that the 

application of data analytics in HR functions have an 

effect on the efficiency and strategic decision-making 

in organizations. 

 

V. COMPANY PROFILE 

 

Aditya Birla Sun Life Insurance Company Limited is 

a top Indian based private life insurance company 

founded as a joint venture between Aditya Birla 

Group, which is one of the largest and most diversified 

conglomerates in India, and Sun Life Financial Inc., a 

Canadian based financial services company with 

branches all over the world. This is because the 

company has an excellent understanding of the 

domestic market, coupled with global financial 

expertise that allows it to provide innovative and 

customer- focused insurance solutions to its customers 

throughout the country. Since its inception, the 

organization has worked towards offering financial 

protection, long-term savings, and wealth 

management to people and corporate clients. 

The company is working in the highly competitive and 

controlled Indian insurance industry, where high 

importance is placed on the management of risks, 

customer confidence, and quality of the services. Its 

product line comprises a broad product line of life 

insurance consisting of term insurance, endowment 

plans, unit-linked insurance plans (ULIPs), retirement 

plans, and child plans. These products are meant to 

address the various financial requirements of the 

customers at different life periods hence financial 

security and stability. 

Regarding the organizational side, the company has a 

structured and hierarchical structure that has helped in 

efficient management and coordination of the different 

functional units. The company has a hierarchical 

structure where the top-level management makes 

strategic decisions, middle management supervises 

operations, and functional units which are the human 

resource, marketing, finance, and operations 

departments. The human resource aspect is one of 

them and it is a very important part in the management 

of the most important resource of the organization 

which is the workforce. 

The company has ensured a robust distribution 

channel comprising of insurance advisors, brokers, 

bancassurance alliances and online platforms. This 

multicast strategy helps the organization to access a 

large number of customers both in rural and urban 

regions. The adoption of digital technologies has also 

increased and enhanced its efficiency and ability to 

interact with customers. Online policy management 

systems and customer service platforms as part of 

digital transformation efforts have contributed to 

better overall customer experience and simplified 

internal operations. 

The organization has also in the area of human 

resource management focused on talent development 

and retention using organized HR practices. Such 

practices are recruitment and selection, training and 

development, performance appraisal, employee 

engagement and career development programs. The 

company has realized that customer satisfaction and 

business performance are direct results of employee 

performance, particularly in the services industry such 

as insurance. Thus, it is constantly engaging in 

employee development of skills and competencies to 

keep it at a competitive edge. 

Theoretically, the incorporation of HR analytics in HR 

practices of the company can be seen as a major step 

towards human resources management. HR analytics 

helps the organization to generate and interpolate 

information about employees in order to come up with 

the trends, performance patterns, and workforce 

behavioural dynamics. Such data-based process can be 

used to aid the proper workforce planning as it assists 

the organization to predict future human resource 

needs and identify the possible skills shortages. It will 

also increase the quality of decision making since it 

offers evidence-based information which will 

minimize the use of intuition and subjectivity. 

HR analytics can be deployed in the areas of 

recruitment, performance management, and employee 

retention to enable the organization to streamline its 

HR procedures. An example is with predictive 

analytics identifying the candidates who most likely 

will perform well in a particular position, and 

performance analytics which assists in assessing the 

efforts of the employees as well as where to improve. 

Likewise, the attrition analysis helps the organization 

to know the cause of employee attrition and apply 

measures to enhance retention. 

The application of HR analytics is a strategic 

advantage in the case of the insurance industry where 

the productivity of workers and their interaction with 

customers is of high importance. It assists the 

organization to enhance sales force performance, 
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better quality of customer service, and attain a greater 

fit of workforce potential and business goals. Besides, 

HR analytics assists with the management of risks 

since it helps to determine possible challenges related 

to the workforce and makes proactive choices. 

The long-term vision of the firm to attain sustainable 

growth can be seen in the efforts that the company has 

put in innovation, customer satisfaction, and employee 

development. With the help of innovative technologies 

and data-focused strategies, the organization keeps 

increasing its power in the insurance market. The 

implementation of HR analytics in its business 

processes does not only make the operations of the HR 

functions more efficient but also helps in the 

organizational performance. 

To sum up, a closer examination of Aditya Birla Sun 

Life Insurance shows the significance of the modern 

use of HR practices that are backed by analytics and 

technology. The company is a topical example of the 

discussion of how HR analytics can be successfully 

employed to enhance the workforce planning and 

decision making in a competitive business 

environment. 

 

VI. HR ANALYTICS AND WORKFORCE 

PLANNING ROLE IN DECISION MAKING. 

 

The modern Human Resource Analytics has become a 

revolutionary practice in the contemporary 

organizations, as it has essentially altered the manner 

in which the process of workforce planning and 

decision making takes place. Organizations are 

adopting the use of data-driven insights to run their 

human resources in a dynamic business environment 

full of uncertainty, competition, and rapid 

technological changes. HR analytics can be viewed as 

a scientific and methodological approach to employee 

data analysis that will allow organizations to transition 

to more evidence-based practices, as opposed to the 

conventional intuition- driven ones. 

Theoretically speaking, workforce planning is a 

strategic activity that entails making predictions 

regarding the human resource needs in the future and 

its alignment with the organizational objectives. 

Historically, workforce planning has been very 

reactive whereby it only focuses on the immediate 

needs of the staff without looking at the long-term 

effect of the same. Nevertheless, incorporation of HR 

analytics has transformed this role by bringing in 

predictive and prescriptive roles. HR analytics can be 

used to predict future workforce requirements, 

determine future potential skill gaps, and strategize on 

how to overcome these obstacles, by using historical 

data, statistical frameworks and trend analysis to 

predict the future. This change towards more proactive 

workforce planning gives the company greater agility 

and will guarantee access to the right talent when 

needed. 

HR analytics is also important in streamlining the 

talent acquisition processes. Data-driven insights are 

now relying on recruitment decisions that were 

previously conducted on subjective judgment and less 

information. These analytical solutions have the 

ability to analyze different recruitment sources, 

determine the suitability of the candidates, and 

forecast future job performance. This helps not only to 

enhance the quality of hiring decisions, but also to save 

costs and time of hiring. Through the determination of 

the features of successful employees, the organizations 

are able to develop their selection processes and 

identify individuals who have higher chances of 

succeeding in their position. 

Besides the recruitment, the HR analytics promotes the 

performance management systems greatly. There has 

always been criticism about subjectivity and lack of 

transparency of performance evaluation. Nevertheless, 

using analytics, organizations can create objective 

performance metrics and constantly track the 

performance of employees using data. This allows the 

individual and team contributions to be assessed more 

accurately and allows the performance appraisal to be 

done fairly and equally. Moreover, analytics will be 

able to detect employee performance patterns enabling 

the managers to give specific feedback and introduce 

development programs that will boost productivity. 

Another crucial area, in which HR analytics has 

proved to be important, is employee retention. The 

effect of high attrition rates on the performance of an 

organization is that they will increase the cost and 

result in operational disruptions. HR analytics can 

assist in comprehending the factors that can be 

attributed to employee turnover and analyzing data 

based on job satisfaction, engagement levels, payment, 

and working environment. The predictive models may 

be used to identify employees who are likely to leave 

the organization so that the HR managers can 

implement preventive measures which may include 

career development opportunities, better remuneration 
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packages, and better work-life balance programs. This 

is an active retention strategy that not only lowers the 

turnover, it also enhances employee loyalty and 

involvement. 

 

VII. DATA ANALYTICS AND RESULTS 

 

This current analysis is aimed at the analysis of 

employee attrition factors with the help of HR 

analytics to facilitate workforce planning and 

decision-making. Transforming data about employees 

into information that can be analyzed and interpreted 

to help the organization recognize areas of major 

issues and take action to resolve them, organizations 

may deal with the retention rates and workforce 

stability in general. 

 

7.1 Employee Attrition Factor 

Factors Number of Employees Percentage 

(%) 

Job Satisfaction 30 30% 

Work-Life 

Balance 

25 25% 

Career Growth 25 25% 

Salary Issues 20 20% 

Total 100 100% 

 

Employee Attrition Factor 

 
Fig 7.1 Employee Attrition Factor 

 

Interpretation 

The pie chart above is graphically illustrated in the 

table above where it is clear that the contribution of 

each of the factors leading to employee attrition is 

proportional. The pie chart is a simple and efficient 

method of interpreting the workforce-related data and 

facilitating the use of data to make decisions. 

Job satisfaction occupies the largest percentage of the 

pie chart (30%), which means that it is the most 

influential factor that affects employee turnover. This 

implies that employees have high chances of quitting 

when they are not satisfied with their job positions, 

managerial approaches, work conditions, and the 

organizational culture. Theoretically this brings out 

the role of employee involvement, motivation and job 

enrichment interventions. Organizations need to carry 

out frequent surveys on employee satisfaction as well 

as feedback tools to correct any concerns in advance. 

The following two are equally important segments, 

and they are work-life balance (25) and career growth 

(25). The work life balance element is feedback of the 

rising value of flexible working schedule, workable 

workloads and employee welfare. Stressed employees 

caused by poor work-life balance usually wear out 

easily, thus increasing the rates of attrition. Career 

growth on the other hand is a need of constant 

development, promotions and learning possibilities. 

When employees feel that they have limited prospects 

of improvement they are likely to leave their 

organizations. This underlines the need to have 

training programs, succession planning, and clear 

career paths in the organization. 

The least part of the pie chart is the issue of salary 

(20%), which, considerable as it is, is less influential 

compared to the rest of the factors. This means that 

employees have other non-money-oriented values like 

job satisfaction and development opportunities, and 

working environment which they consider more 

important than the payment. This observation bodes 

with the old assumption that salary is the main factor 

in employee turnover and the relevance of the 

multidimensionality of employee retention. 

 

VIII. FINDINGS AND DISCUSSION 

 

The HR analytics analysis in the workforce planning 

and decision-making shows that there are a number of 

important insights to the role played by data-based 

human resource practices in contemporary 

organization. Among the fundamental observations of 

the research is the fact that HR analytics is a vital tool 

in enhancing the precision and efficiency of workforce 

planning. Using employee data and predictive models, 

the organizations can make predictions related to the 

workforce needs more effectively and minimize 

uncertainties of the traditional planning methods. The 

change in intuitively-based to the data-driven planning 
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makes organizations more prepared, and makes human 

resources to be used optimally. 

The other notable observation is that the qualitative 

factors that affect the rate of attrition among 

employees are job satisfaction, work- life balance, and 

career growth opportunities as opposed to the purely 

financial ones like salary. This shows the 

multidimensional approach of employee behavior and 

the need to have organizations concentrate on the 

holistic well-being of employees. HR analytics allows 

companies to determine such factors by conducting a 

systematic analysis of the data, and, as a result, to 

develop specific interventions that will enhance 

employee retention and engagement. 

Another discovery made in the study is that HR 

analytics is an important tool in the decision-making 

process, as it offers evidence- based information. By 

using data and not their judgment, managers are in a 

position to make better and objective decisions. This 

decreases the chances of bias and fallacy of decision-

making and contributes to improved organizational 

performance. Besides, HR analytics helps the 

alignment of strategy connecting Hr functions with the 

general business goals, which leads to business growth 

and competitiveness. 

These findings are discussed in the sense that the 

implementation of HR analytics is a paradigm shift in 

the management of human resources. It makes HR a 

strategic partner and not just a support mechanism that 

would make organizations successful. The success of 

HR analytics, however, lies in the capability of the 

organization to unify the systems of data, build the 

capability to analyze the data, and create a culture of 

data orientation. The possible advantages of HR 

analytics will not be fully achieved without these 

elements. 

 

IX. FUTURE SCOPE 

 

The future of HR analytics is enormous and is 

constantly growing due to the development of 

technology and data science. With the rise of digital 

transformation in organizations, the HR analytics role 

is likely to develop and become more complex and 

intertwined with other business activities. 

Applications of artificial intelligence and machine 

learning in HR analytics will help organisations to 

create more sophisticated predictive and prescriptive 

model, which will allow them to predict workforce 

trends and employee behavior more accurately. 

Within the framework of HR analytics, future 

technology is set to concentrate on the real-time data 

analysis so that the organizations are able to make 

instant and proactive decisions. The accessibility and 

usability of HR data will also be increased with the 

development of interactive dashboards and 

visualization tools. Moreover, it will also be possible 

to integrate HR analytics and enterprise systems like 

ERP and CRM to see a more detailed picture of the 

organization performance. 

The other significant field of future evolution is the use 

of HR analytics in small and medium businesses that 

have long been late in implementing new 

technologies. The use of analytics is likely to go up in 

both large and small organizations as the available 

tools get cheaper and easier to use. Additionally, 

increased focus will be on ethical concerns, data 

privacy, and security in HR analytics, so that the 

information about employees is used responsibly. 

 

X. RECOMMENDATIONS 

 

Judging by the theoretical findings and the results of 

the study, it can be suggested that organizations ought 

to invest in the development and adoption of HR 

analytics systems to improve the workforce planning 

and decision-making procedures. This involves the 

incorporation of modern tools and technologies of 

analysis that are able to handle massive amounts of 

information of employees and make actionable results. 

Companies should also aim at developing analytical 

skills in the HR department through training and 

development of HR executives. This will help them to 

interpret information and use analytical information in 

making decisions effectively. Also, the culture of 

evidence-based decision-making should be developed 

in the organization, and decisions should not be made 

by using intuition. 

The other important advice is that the focus should be 

put on employee-centric strategies, which focus on job 

satisfaction, work-life balance, and career 

development. With such areas of concern, 

organizations are able to enhance employee 

engagement and retention. The data accuracy, data 

quality, and the security of data are also critical as the 

efficient HR analytics rely on the reliable data. 

Lastly, HR analytics should be incorporated with 

overall business strategy in organizations so that there 
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is alignment of HR practices with organizational goals. 

This will increase the strategic position of HR and will 

lead to the overall success of the organization in the 

long term. 

 

XI. CONCLUSION 

 

To sum up, HR analytics has become an effective tool 

that can make a big contribution to the organizational 

workforce planning and decision-making. The paper 

has shown that data-driven approaches in HR 

management have made it more accurate, efficient, 

and effective to manage human resources. Through 

HR analytics, organizations are in a position to 

pinpoint the workforce issues, anticipate the future 

trends and come up with strategies that can support the 

business aims. 

The analysis points out that employee attrition is a 

multi-factor phenomenon with job satisfaction, work-

life balance, and career development as the most 

important ones compared to salary alone. This 

highlights the need to adopt a holistic approach to 

human resource management where quantitative and 

qualitative aspects of employee experience are put into 

consideration. 

Also, HR analytics changes the image of the HR as a 

traditional administrative role into a strategic partner, 

which helps the organization grow and be competitive. 

The further development of the HR analytics by the 

application of modern technologies like artificial 

intelligence and machine learning also widens the 

range of its potential, which is why it is a critical aspect 

of the contemporary business processes. 

The HR analytics integration can bring an enhanced 

efficiency of the workforce, the improved decision-

making, and the sustainable organizational 

development in the context of Aditya Birla Sun Life 

Insurance Company Limited. On the whole, the 

research proves that HR analytics is not a mere tool but 

also a requirement of the organizations that want to be 

successful in the competitive and fast- changing 

business environment. 
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