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Abstract 

The rapid growth of the gig economy has transformed traditional employment patterns across the 

world. Organizations increasingly rely on freelance, contractual, and platform-based workers to 

maintain flexibility and reduce operational costs. Simultaneously, Human Resource (HR) 

functions are becoming more data-driven through the adoption of HR analytics. The present study 

empirically examines the impact of HR analytics on talent acquisition efficiency in the gig 

economy and its subsequent influence on gig workforce outcomes. Primary data were collected 

from 150 HR professionals involved in gig recruitment. Statistical tools such as descriptive 

statistics, correlation analysis, and regression analysis were applied using SPSS (Version 26). The 

findings indicate that HR analytics significantly improves talent acquisition efficiency, which in 

turn enhances gig workforce outcomes. The study highlights the strategic importance of analytics-

driven recruitment while emphasizing the need for ethical and transparent implementation. 
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Introduction: 

The nature of employment has changed significantly due to technological advancement and digital 

labor platforms (Kuhn, 2016). The gig economy refers to a labor market characterized by short-

term contracts, freelance work, and project-based employment rather than traditional long-term 

job arrangements (Wood et al., 2019). Organizations increasingly hire workers for specific 

assignments, creating flexibility while introducing new management challenges (Meijerink & 

Keegan, 2019). 

Human Resource Management has evolved with the integration of HR analytics, which involves 

the systematic use of data and statistical tools to enhance decision-making (Minbaeva, 2018). In 

recruitment, analytics improves candidate selection, reduces hiring time, and enhances workforce 

quality (Davenport et al., 2010). However, empirical evidence examining this relationship in the 

gig economy remains limited. This study addresses this gap by statistically testing the relationship 

between HR analytics, talent acquisition efficiency, and gig workforce outcomes. 

 

Statement of the Problem: 

The gig economy requires fast, flexible, and efficient recruitment systems. Traditional hiring 

methods are often time-consuming and may not suit short-term workforce demands. Although HR 

analytics offers data-driven solutions, its practical impact on gig talent acquisition is not fully 
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explored. Therefore, this study investigates whether HR analytics significantly improves 

recruitment efficiency and workforce outcomes in gig-based employment structures. 

 

Review of Literature: 

The following are the important review related to the study: 

Davenport, Harris, and Shapiro (2010) emphasized that talent analytics enables organizations to 

make evidence-based decisions rather than relying solely on managerial intuition. Their study 

highlighted that predictive models in recruitment improve workforce planning, reduce turnover, 

and enhance hiring quality. This foundational work supports the argument that data-driven 

recruitment strengthens organizational performance. 

Similarly, Harris, Craig, and Light (2011) found that organizations adopting HR analytics 

achieved higher return on investment (ROI) in recruitment processes. The authors noted that 

analytics-driven talent acquisition reduces hiring errors and improves candidate-job matching. 

Their findings align with the present study’s emphasis on recruitment efficiency and skill 

alignment in gig employment. 

In the context of the gig economy, Kuhn (2016) examined the structural transformation of work 

due to digital platforms. The study observed that algorithm-based systems increasingly control 

worker selection and task allocation. This suggests that analytics plays a central role in gig 

workforce management, although concerns about transparency and fairness remain significant. 

Meijerink and Keegan (2019) conceptualized human resource management practices within the 

gig economy and argued that traditional HR systems must adapt to platform-based employment. 

Their research identified analytics as a critical mechanism for managing flexible and remote 

workers effectively. The study supports the mediating role of recruitment efficiency in improving 

gig workforce outcomes. 

Minbaeva (2018) highlighted that human capital analytics creates competitive advantage by 

enhancing strategic workforce decisions. The study found that organizations using data-driven HR 

practices demonstrate better performance outcomes compared to those relying on conventional 

methods. This strengthens the conceptual link between HR analytics and workforce performance 

examined in the present research. 

Finally, Rasmussen and Ulrich (2015) argued that HR analytics must move beyond reporting 

metrics toward predictive and prescriptive insights. They emphasized that analytics improves 

strategic decision-making when properly integrated into organizational processes. Their findings 

support the present study’s regression results, which demonstrate a significant impact of HR 

analytics on recruitment efficiency. 

 

Objective of the Study: 

The principal objectives of the study are: 

1. To examine the impact of HR analytics on talent acquisition efficiency. 

2. To analyze the effect of talent acquisition efficiency on gig workforce outcomes. 

3. To examine the indirect relationship between HR analytics and gig workforce outcomes. 

 

Hypotheses of the Study: 

1. H01: HR Analytics has no significant impact on Talent Acquisition Efficiency. 

H11: HR Analytics has a significant positive impact on Talent Acquisition Efficiency. 

2. H02: Talent Acquisition Efficiency has no significant impact on Gig Workforce Outcomes. 

H12: Talent Acquisition Efficiency has a significant positive impact on Gig Workforce Outcomes. 
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3. H03: HR Analytics does not indirectly influence Gig Workforce Outcomes through Talent 

Acquisition Efficiency. 

H13: HR Analytics indirectly and positively influences Gig Workforce Outcomes through Talent 

Acquisition Efficiency. 

 

Research Methodology and Sampling: 

Research Design: The present study adopts a quantitative, descriptive, and analytical research 

design to examine the impact of HR analytics on talent acquisition efficiency in the gig economy. 

The study empirically tests the proposed conceptual model using statistical techniques to analyze 

relationships among the key variables. 

Nature of the Study: This research is empirical in nature and is based on primary data collected 

from HR professionals and recruitment managers involved in gig-based hiring practices. The study 

investigates the direct and mediated relationships between HR analytics, recruitment efficiency, 

and gig workforce outcomes. 

Data Collection: Primary data were collected using a structured questionnaire designed on a five-

point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The questionnaire 

measured three major constructs: 

 HR Analytics (predictive hiring tools, data-driven screening, recruitment metrics, performance 

forecasting) 

 Recruitment Efficiency (speed of hiring, cost efficiency, quality of hiring decisions)  

 Gig Workforce Outcomes (workforce productivity, project completion quality, retention 

intention, overall performance)The instrument was developed based on existing literature and 

adapted to the context of gig recruitment. 

Sampling Design: The study employed a convenience sampling technique. A total of 150 

respondents (n = 150) participated in the survey. The respondents consisted of HR professionals, 

talent acquisition managers, and recruitment executives working in organizations that engage gig 

or freelance workers.The sample size was considered adequate for correlation and regression 

analysis as per standard statistical guidelines. 

Reliability and Validity: To ensure internal consistency, reliability analysis was conducted using 

Cronbach’s Alpha. All constructs demonstrated acceptable reliability values above the 

recommended threshold of 0.70, indicating satisfactory internal consistency.Content validity was 

ensured through review of existing literature and expert consultation during questionnaire 

development. 

 

Variables of the Study: 

 Independent Variable: HR Analytics 

 Mediating Variable: Recruitment Efficiency 

 Dependent Variable: Gig Workforce Outcomes 

The study tests the mediating role of recruitment efficiency in the relationship between HR 

analytics and gig workforce outcomes. 

 Statistical Tools Used: Data were analyzed using SPSS. Following techniques were applied. 

 Descriptive Statistics (Mean, Standard Deviation) 

 Correlation Analysis 

 Simple Linear Regression 

 Hypothesis Testing (Significance level α = 0.05) 
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 Conceptual Framework: The model proposes that the use of HR analytics improves the 
efficiency and effectiveness of talent acquisition processes. When recruitment becomes faster, 

more accurate, and cost-efficient, organizations are able to build a stronger gig workforce. This 

ultimately leads to better workforce management and improved organizational performance. 

 

 
 

Data Analysis and Statistical Results: 

 

Table 1: Descriptive Statistics (n = 150) 

Variable Mean SD 

HR Analytics 4.10 0.72 

Talent Acquisition Efficiency 4.25 0.68 

Gig Workforce Outcomes 4.05 0.75 

 

The mean values indicate a high level of adoption of HR analytics (Mean = 4.10). Talent 

acquisition efficiency shows the highest mean score (4.25), suggesting that organizations perceive 

significant improvement in recruitment processes. The relatively low standard deviation values 

indicate consistency in responses, implying stable positive perceptions across organizations. 

 

Table 2: Correlation Matrix 

Variables 
HR 

Analytics 

Talent Acquisition 

Efficiency 

Gig Workforce 

Quality 

HR Analytics 1.00 0.72 0.65 

Talent Acquisition 

Efficiency 
0.72 1.00 0.70 

Gig Workforce Quality 0.65 0.70 1.00 

 

HR Analytics shows a strong positive correlation with Talent Acquisition Efficiency (r = 0.72). 

This suggests that increased use of predictive hiring tools and data-driven screening significantly 

improves recruitment effectiveness. Additionally, Talent Acquisition Efficiency is strongly 

correlated with Gig Workforce Quality (r = 0.70), supporting the conceptual framework:  

HR Analytics → Improved Talent Acquisition → Better Gig Workforce Outcomes 

 

Table 3: Regression Analysis (Impact of HR Analytics on Talent Acquisition Efficiency) 

Variable Beta Coefficient (β) t-value Significance (p-value) 

HR Analytics 0.68 8.45 0.000 

Constant 0.92 3.10 0.002 

R² = 0.52 

Adjusted R² = 0.50 

 

HR Analytics  

(Independent Variable) 

Improved Talent 

Acquisition  

(Mediating Variable) 

Better Gig Workforce 

Outcomes  

(Dependent Variable) 
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The regression model explains 52% of the variance in Talent Acquisition Efficiency (R² = 0.52). 

The beta value (β = 0.68) indicates a strong positive impact of HR analytics on recruitment 

efficiency. The p-value (0.000) confirms that the relationship is statistically significant. This means 

that as organizations increase the use of HR analytics tools, recruitment efficiency significantly 

improves. 

 

Table 4: Impact of Talent Acquisition Efficiency on Gig Workforce Outcomes 

Variable Beta Coefficient (β) t-value Significance (p-value) 

Talent Acquisition Efficiency 0.71 9.12 0.000 

Constant 0.85 2.98 0.004 

R² = 0.57 

Adjusted R² = 0.55 

 

Talent Acquisition Efficiency has a strong positive impact on Gig Workforce Outcomes (β = 0.71). 

The model explains 57% of the variance in gig workforce performance outcomes. This confirms 

that better screening, predictive hiring, and recruitment metrics lead to: 

 Higher project completion rates 

 Better skill-job matching 

 Improved gig worker productivity 

 

Hypothesis Formulation and Testing 

Hypothesis 1 

H0: HR Analytics has no significant impact on Talent Acquisition Efficiency in the gig economy. 

H1: HR Analytics has a significant positive impact on Talent Acquisition Efficiency in the gig 

economy. 

Hypothesis Testing (Based on Table 3 – Regression Analysis) 

 Beta (β) = 0.68 

 t-value = 8.45 

 p-value = 0.000 

 R² = 0.52 

Since the p-value (0.000) is less than 0.05, the null hypothesis (H01) is rejected. 

HR Analytics significantly influences Talent Acquisition Efficiency. The beta coefficient (0.68) 

indicates a strong positive relationship. Additionally, 52% of the variation in recruitment 

efficiency is explained by HR analytics practices. This confirms that predictive hiring tools, 

recruitment metrics, and data-driven screening improve gig hiring processes. 

Hypothesis 2 

H0: Talent Acquisition Efficiency has no significant impact on Gig Workforce Outcomes. 

H1: Talent Acquisition Efficiency has a significant positive impact on Gig Workforce Outcomes. 

Hypothesis Testing (Based on Table 4 – Regression Analysis) 

 Beta (β) = 0.71 

 t-value = 9.12 

 p-value = 0.000 

 R² = 0.57 

Since the p-value (0.000) is less than 0.05, the null hypothesis (H02) is rejected. 

Talent Acquisition Efficiency significantly improves Gig Workforce Outcomes. The beta value 

(0.71) indicates a strong positive impact. The model explains 57% of the variation in gig workforce 
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performance, demonstrating that efficient recruitment leads to better skill alignment, higher 

productivity, and improved project completion rates. 

Hypothesis 3  

H0:HR Analytics does not indirectly influence Gig Workforce Outcomes through Talent 

Acquisition Efficiency. 

H1:HR Analytics indirectly and positively influences Gig Workforce Outcomes through Talent 

Acquisition Efficiency. 

Testing Logic: 

From the correlation matrix: 

 HR Analytics ↔ Talent Acquisition Efficiency (r = 0.72) 

 Talent Acquisition Efficiency ↔ Gig Workforce Quality (r = 0.70) 

 HR Analytics ↔ Gig Workforce Quality (r = 0.65) 

Since all correlations are strong and positive, and both regression models are statistically 

significant (p < 0.05), the mediation pathway is supported. 

The null hypothesis (H03) is rejected. 

The findings confirm that HR Analytics improves Gig Workforce Outcomes indirectly by 

enhancing Talent Acquisition Efficiency. This validates the conceptual framework of the study. 

 

Summary of Hypothesis Testing: 

Hypothesis Relationship Result 

H1 HR Analytics → Talent Acquisition Efficiency Supported 

H2 Talent Acquisition Efficiency → Gig Workforce Outcomes Supported 

H3 Indirect impact of HR Analytics on Gig Workforce Outcomes Supported 

 

Major Findings: 

The findings of the study indicate that HR analytics plays a significant role in improving 

recruitment efficiency within the gig economy. The statistical results demonstrate that increased 

adoption of analytics-driven recruitment tools enhances hiring speed, accuracy, and overall 

decision-making effectiveness. Furthermore, talent acquisition efficiency shows a strong positive 

influence on gig workforce outcomes, suggesting that better recruitment practices lead to improved 

workforce quality and performance. The analysis also reveals strong positive relationships among 

all key variables, confirming the interconnected nature of HR analytics, recruitment efficiency, 

and gig workforce productivity. Overall, the results suggest that data-driven hiring practices 

contribute meaningfully to workforce quality, skill alignment, and organizational effectiveness in 

gig-based employment structures. 

 

Limitations of the Study: 

Despite providing valuable empirical insights, the study has certain limitations. First, the research 

is based on a convenience sampling method, which may limit the generalizability of the findings 

to a broader population. The sample size of 150 respondents, although adequate for regression 

analysis, may not fully represent all industries or geographic regions involved in gig employment. 

Second, the study adopts a cross-sectional research design, which captures responses at a single 

point in time. Therefore, causal relationships should be interpreted cautiously, as longitudinal data 

could provide deeper insights into long-term impacts of HR analytics adoption. Third, the data are 

based on self-reported perceptions of HR professionals, which may introduce response bias. Future 

studies may incorporate objective organizational performance metrics for stronger validation. 
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Finally, the mediation relationship was examined using regression-based logic. Advanced 

statistical techniques such as structural equation modeling (SEM) or bootstrapping methods could 

provide more robust mediation analysis in future research. 

 

Conclusion: 

This study empirically examines the role of HR analytics in enhancing talent acquisition within 

the gig economy. The findings indicate that HR analytics significantly improves recruitment 

efficiency by enabling faster hiring decisions, better candidate screening, and improved skill-job 

matching. The results further demonstrate that enhanced recruitment efficiency positively 

influences gig workforce outcomes, including productivity and overall workforce quality.The 

statistical evidence confirms strong positive relationships among HR analytics, talent acquisition 

efficiency, and gig workforce performance. These findings highlight the strategic importance of 

adopting data-driven recruitment practices in flexible and project-based employment 

systems.However, while HR analytics offers measurable advantages, organizations must ensure 

ethical implementation by addressing concerns related to data privacy, transparency, and 

algorithmic bias. As the gig economy continues to expand, integrating analytics into HR practices 

will be essential for sustainable workforce management and maintaining competitive advantage in 

the evolving digital labor market. 

 

References: 

1. Bersin, J. (2013). Big data in human resources: Talent analytics (people analytics) comes of 

age. Bersin by Deloitte. 

2. Brynjolfsson, E., & McAfee, A. (2014). The second machine age: Work, progress, and 

prosperity in a time of brilliant technologies. W. W. Norton & Company. 

3. Cappelli, P. (2019). Talent on demand: Managing talent in an age of uncertainty. Harvard 

Business Review Press. 

4. Davenport, T. H., Harris, J. G., & Shapiro, J. (2010). Competing on talent analytics. Harvard 

Business Review, 88(10), 52–58. 

5. Deloitte. (2017). Rewriting the rules for the digital age: 2017 Deloitte global human capital 

trends report. Deloitte University Press. 

6. Harris, J., Craig, E., & Light, D. (2011). Talent and analytics: New approaches, higher ROI. 

Journal of Business Strategy, 32(6), 4–13. https://doi.org/10.1108/02756661111180187 

7. Kuhn, K. M. (2016). The rise of the “gig economy” and implications for understanding work 

and workers. Industrial and Organizational Psychology, 9(1), 157–162.  

8. Manyika, J., Lund, S., Robinson, K., Valentino, J., & Dobbs, R. (2015). A labor market that 

works: Connecting talent with opportunity in the digital age. McKinsey Global Institute. 

9. Meijerink, J., & Keegan, A. (2019). Conceptualizing human resource management in the gig 

economy. Journal of Managerial Psychology, 34(4), 214–232. https://doi.org/10.1108/JMP-07-

2018-0317 

10. Minbaeva, D. (2018). Building credible human capital analytics for organizational competitive 

advantage. Human Resource Management, 57(3), 701–713. https://doi.org/10.1002/hrm.21848 

11. Rasmussen, T., & Ulrich, D. (2015). Learning from practice: How HR analytics avoids being 

a management fad. Organizational Dynamics, 44(3), 236–242.  

12. Tambe, P. (2014). Big data investment, skills, and firm value. Management Science, 60(6), 

1452–1469. https://doi.org/10.1287/mnsc.2014.1899 



 

 

JAMRSD | Volume No.: 05, Special Issue No.: 02(A), 2026 | ISSN: 2583-6404 

www.ijamrsd.com |  Journal of Advanced Multidisciplinary Research  | [16] 

                        Studies and Development 

13. Ulrich, D., Younger, J., Brockbank, W., & Ulrich, M. (2012). HR from the outside in: Six 

competencies for the future of human resources. McGraw-Hill. 

14. Upwork. (2022). Freelance forward 2022: The new world of work. Upwork Research Institute. 

15. World Economic Forum. (2020). The future of jobs report 2020. World Economic Forum. 

 


