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ARTICLE INFO ABSTRACT
Big data is a set of data that analyses the computationally to reveal patterns,
trends, and associations, relating to human behavior and interactions.

The use of Big Data in employee wellbeing, and employee performance has
created new possibilities for studying human behavior and solving real-world
issues. Big databases have huge potential in psychology where a lot of
unanswered scientific problems and unfulfilled practical difficulties can be
explored. The research question ‘what are the research gaps and practical
challenges in employee wellbeing, employee relation and employee
performance’ will be answered in this paper. The variables employee wellbeing,
and employee performance and their future research directions will be studied
through the use of Big Data Analytics. In order to close this research, gap below
given objectives are framed.

1. To assess the database to study the employee wellbeing and close gaps in the
research literature through big data analytics.

2. To assess the databases to study the employee performance and close gaps in
the research literature through big data analytics.

To achieve the above objectives various Big Data Analytics tools will be used to
analyses the data.

The study will conclude with examine different possibilities for future research
on huge databases in employee wellbeing, and employee performance.

Introduction

Employee well-being is a broad term that includes mental, emotional, and physical wellness. Numerous things
impact it, such as social support, stress management, work-life balance, and job satisfaction. In this context,
the application of big data can offer useful insights into these variables, allowing companies to create focused
interventions and strategies to enhance worker performance and well-being,.

The Job features Model (JCM), which asserts that specific job features like autonomy, feedback, and skill
variation can improve employee motivation and well-being, is another pertinent theory.

Employee well-being is job satisfaction, which measures how happy workers are in their positions and
workplaces. It is a complex construct that is influenced by a number of variables, including engaging work,
valuing one's work, job security, job-specific training, competitive pay, opportunities for advancement, positive
working environments, individual loyalty, tactful discipline, empathetic problem-solving assistance, preferred
incentives, telecommuting, flexible scheduling, paid time off, retirement benefits, accident and health
insurance, asset-building loans, company transportation, and many more. Because happy workers labor more
voluntarily and contribute to organizational citizenship behavior, which increases organizational success, job
satisfaction is important. Studies have indicated a correlation between high levels of work engagement and
high employee satisfaction.
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A key component of employee well-being is work-life balance, or the ability of workers to successfully manage
their personal and professional lives. It is a complicated and multidimensional idea that is impacted by a
number of variables, such as the demands of the job, working hours, work-family conflict, and organizational
support.

The Job Demands-Resources (JD-R) model is one theory pertaining to work-life balance that contends that the
interaction between job demands and resources affects employee performance and well-being. In the context
of work-life balance, resources like social support and autonomy can help to buffer the negative impacts of job
demands like excessive work hours and work-family conflict on employee well-being.

The Effort-Recovery (E-R) model is another pertinent theory that suggests that job demands might result in a
condition of physiological and psychological weariness that can affect an employee's performance and well-
being. Recovery from job pressures is essential for preserving wellbeing and avoiding burnout in the context of
work-life balance.

Work-life balance will be examined in this dissertation as a crucial factor in worker performance and well-
being. This dissertation will offer important insights into the possibilities of big data in addressing real-world
work-life balance concerns by looking at the variables that affect work-life balance as well as the tools and
procedures available to employees to manage the demands of both their personal and professional lives.
Additionally, it will make suggestions for further study and useful applications in this quickly developing
subject.

Stress management, which includes the tools and techniques people can use to deal with stress at work, is
essential to employee performance and well-being. Stress has become a common problem in today's hectic and
demanding work situations, and it can have an adverse effect on workers' well-being, output, and general job
satisfaction. It is crucial to comprehend how workers handle and reduce stress if one is to foster a positive work
environment and encourage peak performance.

The idea of stress management in the workplace is supported by multiple theories. The dynamic interaction
between people and their surroundings throughout the stress process is highlighted by Lazarus and Folkman's
Transactional Model of Stress and Coping. According to this view, people can effectively manage stress by
identifying stressors and using coping mechanisms.

The Job Demands-Control (JD-C) model is another pertinent paradigm that emphasizes the relationship
between employee stress levels, job demands, and job control. This model suggests that high job expectations
combined with little job autonomy may make workers more stressed out.

It is critical to take into account individual characteristics, coping strategies, and organizational support
systems while discussing stress management. Access to employee help programs, social support networks, time
management abilities, and mindfulness practices are a few examples of effective stress management tactics.
Through an examination of stress management theories and their practical implementation in the workplace,
organizations can establish a favorable atmosphere that fosters employee resilience, well-being, and
productivity.

The help, inspiration, and resources that people receive from their social networks—which include their
coworkers, managers, and organizations—are referred to as social support. It can help people manage stress
related to their jobs, develop resilience, and create a sense of connection and belonging. For these reasons, it is
an essential component of employee well-being and performance.

The Social Support Theory is one theory about social support that contends that social support can act as a
buffer against stress and adversity, lessening its detrimental effects on performance and overall well-being. The
Job Demands-Resources (JD-R) model is another pertinent theory that suggests social support might function
as a resource to lessen the detrimental effects of job demands on worker performance and well-being.

The availability and caliber of help from coworkers, managers, and the organization is referred to as social
support. This comprises instrumental support, like resources and help, informational support, like counsel and
guidance, and emotional support, like empathy and understanding. This dissertation seeks to shed light on the
potential applications of big data in resolving real-world problems pertaining to social support in the workplace
by investigating the function of social support in worker performance and well-being.

A key component of corporate success is employee performance, which includes engagement, innovation, and
productivity. Managers and HR directors who want to maximize the potential of their staff have to understand
the elements that affect employee performance. Theories of motivation provide useful knowledge on what
motivates workers to put in long hours and achieve job happiness, which eventually enhances task
performance. According to Maslow's Hierarchy of Needs, human needs are ranked from most to least
significant, and people should work to make their goals more valuable. In order to inspire workers and improve
output, this idea highlights the significance of providing for their basic needs—physiological, safety,
love/belonging, esteem, and self-actualization.

Herzberg's Two-Factor Motivation-Hygiene The theory defines hygienic elements (business policy,
supervision, working environment, remuneration, and security) and motivators (achievement, recognition,
work content, responsibility, and growth). While hygienic elements protect against job unhappiness,
motivators help people be satisfied with their jobs. Maintaining a balance between hygiene and motivators can
have a big impact on worker productivity.

McGregor presents two opposing theories of employee motivation in his Theories X and Y. Whereas Theory Y
believes that workers are self-motivated and seek responsibility and independence, Theory X holds that
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workers are essentially unmotivated and need close supervision. Using a Theory Y approach can encourage a
motivated and engaged workforce, which will boost productivity.

According to Social Exchange Theory, which places a strong emphasis on the role reciprocity plays in employee
motivation, well-treated employees are more likely to have a favorable opinion of the business and be driven to
contribute to its success.

According to this notion, it's critical to have a supportive workplace culture that fosters respect and cooperation
between staff members and the company.

The three fundamental requirements of autonomy, competence, and relatedness are the core of Deci & Ryan's
Self-Determination Theory, which holds that when these needs are satisfied, workers are more likely to be
intrinsically motivated and give their best work. This theory emphasizes how crucial it is to create a work
atmosphere that values employee autonomy, fosters skill development, and strengthens bonds between
coworkers.

Vroom's Prediction According to theory, individual characteristics including personality, aptitude, education,
experience, and abilities determine an employee's performance. In order to attain desired results, this idea
emphasizes how crucial it is to match employee effort, performance, and incentive. This theory can be put to
use by managers by making sure that staff members understand how their efforts, results, and rewards are
connected, since this will boost motivation and output.

Literature Review

e The relationship between HR practices, employee well-being, and employee performance is examined by
Violetta Khoreva and Heidi Wechtler in their 2017 paper, "HR practices and employee performance: the
mediating role of well-being". Their study looks at the ways in which different HR procedures affect many
facets of worker performance and welfare. According to the study, HR procedures that prioritize developing
employees' opportunities and abilities are connected to better in-role performance, whereas procedures that
prioritize motivation are linked to more creative work. Interestingly, the study discovers that psychological
and social well-being operate as a mediator between these beneficial connections, suggesting that HR policies
that support well-being also improve worker performance.

The authors of the 2018 report "Big data: lessons for employers and employees" by Jeske and Calvard examine
the expanding influence of big data in the workplace and how it affects both parties. The study shows how
firms can gather more data on employee performance than ever before thanks to big data, which can enhance
workplace procedures. With the use of this data, training programs may be implemented more successfully
and problem areas can be found. The writers do, however, also recognize some possible negative aspects of
big data, including privacy issues and the difficulty in guaranteeing data accuracy. The study's overall findings
indicate that big data is an effective instrument for raising employee performance and well-being, but it's
crucial to use it responsibly.

Researchers in Pakistan looked into the impact of psychological elements on worker performance and well-
being in a study by Yan (2020). They concentrated on three aspects of psychology: self-efficacy, psychological
ownership, and psychological climate. Psychological ownership had no discernible effect on performance,
however the study did find that self-efficacy and psychological climate had a beneficial impact on employee
well-being and performance. This raises the possibility of a research gap in our knowledge of the connection
between psychological ownership and performance, especially in the setting of Pakistan. The interactions
between these variables and how they affect employee outcomes in various organizational contexts might be
investigated in more detail.

Miao and Cao (2023) investigate the connection between well-being, employee innovation, and high-
performance work systems. The increasing focus on innovation in China's emerging economy serves as the
driving force behind their research. They contend that encouraging creativity requires an emphasis on worker
well-being. The purpose of the study is to determine how employee creativity and high-performance work
systems are influenced by transformational leadership.

The limited sample size and non-random participant selection, which may restrict the generalizability of the
authors' findings, are among the limitations in their data collection procedure that the authors admit.
Furthermore, other facets of employee well-being, such as life and psychological well-being, are ignored in
favor of work-related well-being. This points to a possible direction for further study to investigate these many
aspects of well-being.

The potential of big data for comprehending employee attitudes and behaviors in the context of organizational
change preparedness was examined by Shah, Irani, and Sharif (2017). Their study demonstrates a useful use
of big data in human resources. They evaluate job happiness by analyzing employee data points including
loyalty, salary, and promotions, which might affect how workers react to change. Although their research
sheds light on these variables, they also note its limits. Assuming a universal approach, their model may fail
to account for the subtle differences among all organizations. This indicates a need to better understand how
big data may be tailored for certain situations in order to increase the precision of anticipating how employees
will respond to change.
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¢ Medina-Garrido et al. (2015) looked at the connection between job performance, employee well-being, and
work-family balance. According to their findings, work-family rules can improve these variables, but only if
staff members feel free to use them without worrying about unfavorable outcomes. The report also
emphasizes how crucial supportive work environments are to the success of these programs. Stated
differently, it is insufficient to merely possess work-family balance programs. Workers must be encouraged
to use them in order to strike a healthy work-life balance.
Fan et al. (2014) looked at how high-performance work systems (HPWS) affected burnout and worker well-
being in the Chinese healthcare industry. According to their research, HPWS can result in a decrease in
employee job burnout and an increase in subjective well-being (SWB). It's interesting to note that when
employees felt they had helpful coworkers and a healthy work environment, the benefits of HPWS were
greater. This study points to a knowledge vacuum regarding the impact of employee views on HPWS efficacy.
More research could examine the ways in which big data analysis of these views and customized HPWS
interventions can enhance worker performance and well-being.
In a study published in 2022, Remya Lathabhavan looked into how HR analytics might be used to enhance
workers' mental health. The relationship between HR analytics, organizational evidence-based management
(OEBM) for mental health, and mental health support within the company was investigated in this study. It
also looked at the relationship between organizational mental health support and general well-being and how
management and peer support can affect it. According to the study, HR analytics can be a helpful method for
gathering information for interventions related to mental health. Additionally, they discovered a favorable
relationship between employee well-being and mental health OEBM. Ultimately, the study shows that the
relationship between organizational mental health support and general well-being is moderated by manager
and peer support.

The relationship between work-family balance, employee well-being, and job performance is examined by

Medina-Garrido et al. (2015) in their study. Their results indicate that work-family rules can influence these

variables in a good way, but only if staff members feel free to use them without worrying about unfavorable

outcomes. The report also emphasizes how crucial it is to have supportive work cultures for these regulations
to be actually successful. To put it another way, employees must feel encouraged to use work-family balance
programs; simply having access to them is not sufficient.

The authors examine the connection between data-related elements and worker productivity in their study

paper "Impact of Data Democratization and Data Literacy on Employee Productivity" (Agha et al., 2019).

According to their research, data democratization—making data available to all employees—and data

literacy—employees' capacity to comprehend and apply data—have a favorable and statistically significant

impact on worker productivity. This implies that companies may increase worker productivity by making sure
data is easily accessible and developing a staff that is data-savvy.

In light of the role that big data plays in employee performance and well-being, Tomczak et al. (2018)

investigate the effects of electronic performance monitoring (EPM) on workers. Although EPM provides

advantages such as monitoring production, the writers draw attention to possible drawbacks. Monitoring by
coworkers can lower commitment, trust, and satisfaction. They suggest being open and honest about how

EPM is used, being conscious of how employees respond, utilizing it for training, limiting monitoring to

behavior connected to the job, and customizing it to the structure of the company in order to address these

problems. According to this study, using big data for performance monitoring can be beneficial, but it's also
critical to pay attention to employees' well-being. It points out a weakness in the way big data can be used to
boost performance and foster a happy work environment.

Authors Gerard George, Ernst C. Osinga, Dovev Lavie, and Brent A. Scott examine the possibilities of big data

for management research in their 2016 study, "Big Data and Data Science Methods for Management

Research". They give an explanation of big data and the possibilities it offers researchers. The report also

describes the difficulties in gathering and evaluating large amounts of data. Although they acknowledge the

difficulties in gathering and analyzing data, the authors contend that big data can be an effective tool for
academics interested in understanding complicated processes.

Although this study offers a solid basis for the application of big data in management research, it is still unclear

how exactly big data may be utilized to enhance worker performance and well-being. This void offers a chance

for more in-depth study in this area.

e Wright et al. (2007) looked into how employee well-being affected the relationship between job performance
and job satisfaction. They discovered that there was a favorable correlation between performance evaluations
and well-being and satisfaction in their study of customer service managers. It's interesting to note that they
found that performance and well-being are positively correlated. Stated differently, the best performance was
shown by workers who were both highly content and satisfied with their occupations, indicating a moderating
impact. This study emphasizes how important it is to investigate both satisfaction and well-being in order to
have a more complete understanding of employee performance. It creates opportunities for greater research
on how big data on employee mood and health may be utilized to develop interventions that increase
happiness and well-being, which will ultimately result in a more productive workforce.

e In a study published in 2021, Salas-Vallina et al. examine the difficulties in raising worker performance and
well-being. According to their research, employee performance and well-being-oriented human resource
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management (WBHRM) are positively correlated. Nonetheless, they contend that the efficacy of WBHRM
depends on a healthy working relationship. The moderating effect of engaging leadership in the relationship
between WBHRM and employee well-being is also examined in this study. A leadership approach that
motivates and enables staff members is known as engaging leadership. Most notably, the study presents a
fresh understanding of well-being that integrates social, psychological, and physical dimensions.

Goetzel et al. investigated the financial advantages of offering top-notch mental health services to staff
members in their 1998 study. Their study demonstrates the substantial financial burden that untreated
mental health conditions place on businesses. This covers employee turnover, presenteeism (lower
productivity at work), and absenteeism. The study highlights the possibility of higher productivity to
counterbalance these costs even if it concedes the lack of clear data on lowering healthcare expenditures
through mental health therapy. This study highlights a significant knowledge gap regarding the use of big
data in the analysis of employee wellness initiatives and the assessment of their effects on psychological well-
being, output, and overall business performance.

The impact of technologically induced changes at work on workplace mental health and employee well-being
is examined by Johnson et al. (2020) in their study. They list the growing service industry, remote work, and
automation as possible detrimental influences on mental health. Among the worrying factors mentioned in
the paper are growing screen use, social isolation, and job loss. The writers do, however, also recognize the
advantages of mental health research. Their study highlights the need for more investigation to create
countermeasures against the detrimental effects of technology on employees' mental health at work.

In a study published in 2020, Johnson et al. examine how workplace modifications brought about by
technology affect workers' mental health and general well-being. They point out that variables including
automation, remote employment, and the growing service industry could be detrimental to mental health.
Increasing screen usage, social isolation, and job loss are highlighted in the report as some of the worrying
factors. The authors do note, however, the advantages of mental health research. According to their findings,
more studies are needed to create mitigation techniques for the detrimental effects of technology on
employees' mental health at work.

Wilson et al.'s (2004) study looked into the connection between an employee's health and well-being and
their place of employment. Six components were incorporated into their concept of healthy work
environments: psychological demands, job control, social support, fairness, work-life balance, and healthy
work habits. Based on a survey of retail store employees, their research revealed a relationship between the
health and well-being of employees and their impressions of their work environment. This implies that by
fostering a more favorable work environment, workplaces can contribute to the improvement of employee
health. Although this study offers insightful information, it does not investigate how big data might be used
to analyze employee performance and well-being. To improve employee well-being and performance, future
study may look into the use of big data analytics to gather and analyze data on employee work patterns,
sentiment, and health parameters. This would allow for the development of more focused interventions.

The writers of the 2019 study "Facility management services and employee well-being" by Arampatzi and
Burger look into the relationship between FM services and employee well-being. They suggest a
comprehensive approach to evaluate this relationship, contending that FM services serve as an employee
resource for well-being. Their results show a favorable correlation between FM services and worker
satisfaction, but they also note that it can be challenging to establish a direct link. Overall, this study advances
our knowledge of the impact of FM services on worker well-being; nevertheless, more investigation is
required to demonstrate a causal relationship.

The relationship between employee performance, well-being, and human resource management (HRM)
subdimensions, according to a study by Ogbonnaya and Messersmith (2018). They looked at two opposing
viewpoints: competing goals and mutual gains. The conflicting outcomes perspective contends that HRM
methods can also result in job demands and stress, whereas the mutual gains perspective contends that HRM
practices improve employee performance and well-being. By examining the effects of particular HRM
subdimensions, such as skill-enhancing, motivation-enhancing, and opportunity-enhancing practices, the
study looked at how these points of view might be balanced. All things considered, this paper offers insightful
information about the intricate relationship that exists between HRM procedures, worker satisfaction, and
output. To investigate how these linkages change in other businesses and circumstances, more research is
necessary.

T. A. Judge, J. E. Thoresen, and D. P. Bono's "The Impact of Human Resource Management Practices on
Employee Well-being and Performance: A Meta-Analysis" (2001). The literature on the connection between
performance, employee well-being, and HRM practices is thoroughly reviewed in this study. A meta-analysis
comprising more than 100 research is included, offering a quantitative evaluation of the degree of correlation
between these variables.

L. J. Edwards and S. E. Wright's "The Role of Human Resource Management in Employee Well-being and
Performance: A Review of the Literature" (2005). An extensive summary of the research on the connection
between performance, employee well-being, and HRM practices is given in this review study. It covers the
theoretical frameworks that have been applied to research this relationship and the supporting empirical data
for these frameworks.
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Methodology

The methodology of data collection for this research study last five years research papers which was peer
reviewed in various journals on employee well-being and employee performance where taken from various
journals. Selected research papers highlight how big data is used to improve employee wellness and employee
performance.

as well as identify research gaps or practical issues in this area. publications that have not been published in
peer-reviewed journals, publications in languages other than English, and articles with a focus outside of
employee welfare and performance are all excluded.

Recently, there has been a lot of interest in using big data analytics to improve employee well-being and
performance. Organizations are increasingly using big data to investigate employee health and well-being,
identify regions of high workload intensity, and proactively analyze and intervene where health and well-being
hazards may exist. The purpose of this study is to examine employee well-being and performance using big
data analytics, identify research gaps, and offer future research topics.

Finding patterns, trends, and correlations related to worker performance and well-being is the goal of the study.
This is aligned with the objective of quantitative research, which is to analyze data to find patterns and
relationships.

seeks to give strategic organizational decision-making and future research an empirical basis; this is a feature
of quantitative research that depends on data analysis and empirical evidence.

The data collection method for this study will include accessing scholarly databases such as ScienceDirect, Pub
Med, Web of Science, Google scholar and Emerald Insight. These databases will be used to undertake a
thorough literature review of employee well-being and performance. Secondary data will be taken from these
databases in order to assess employee well-being and performance. The search results will contain articles,
research papers, and other relevant publications around employee well-being and performance.

The information collected will be analyzed using big data analytics technologies. The analysis will look for
patterns, trends, and relationships relating to employee well-being and performance. Statistical methods will
be utilized to extract relevant insights from the data.

The quantitative research design will be used for this study. This design will allow us to quantify the impact of
big data analytics on employee well-being and performance.

The data analysis findings will be presented, along with their implications for employee well-being and
performance. Future research directions will be offered depending on the study's findings.

Searching Criteria:

This study's search criteria were consist of three keywords: "big data analytics," "employee performance," and
"employee well-being" and to make sure the inclusion of the most recent research findings, the search was
limited to publications published within the last five years (2020—2024). And for the inclusion of in-depth
analyses and syntheses of previous research, the search was further limited by focusing on three article types:
reviews of published works, review papers, research papers and book chapters. These publication types were
selected as they provide comprehensive, critical overviews of the current state of research, which is well-suited
for a literature review.

The search for literature was limited to relevant fields including Social Science, Psychology, and Management
& Business to make sure the papers that were found aligned with the study's objectives.

These areas were included because they are most appropriate for understanding the organizational and human
aspects of using big data to boost employee performance, employee wellbeing.

In order to find the best and most relevant articles that meets all of the research objectives, a comprehensive
search method with many aspects was developed. Transparency and reliability are ensured by the keyword,
database, date range, article type, and field combination used

"nn

Exclusions Criteria:

o Articles published more than five years ago were not included. This was done to make sure the evaluated
material was up-to-date and relevant to the field's practices and recent research.

o Articles that did not directly link big data to employee wellbeing or performance were excluded. This was
done to ensure that the articles selected for the literature review directly addressed the research question.

o Articles with a methodological focus outside the scope, for example customer behavior research, were
excluded to ensure that the literature review focused on the specific research question.

e Articles in languages other than English were excluded to make sure that the literature review can be done
more efficiently and effectively with the resources available.

o Articles focused of technical aspects of big data analytics without exploring its implications for employee
wellbeing and performance were excluded, to stay more focused on the use of big data analytics on employee
wellbeing and performance.
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e Articles not published in peer-reviewed journals were excluded to select the high quality literature for the
study.
e Articles with limited relevance or lacking contributions were also excluded.

Two variables were taken with Big data:
e Employee Wellbeing
e Employee Performance

Database Search:

e In this table first we took two variables which is Employee performance, Employee wellbeing with
big data, and search in these databases with the applied filter of recent five years :2020-2024

Searched keywords- Employee performance, Employee wellbeing, Big data

Database Number of Number of
Articles Retrieved Relevant Articles

Science Direct 4373 1352

Pub Med 277 109

Web of Science 347 246

Google Scholar 4490 1838

Emarlad Insight 13000 6037

The search results from the databases will be examined in a systematic manner. The following

actions will be taken:

e Data Extraction: A standardized data extraction form will be used to retrieve important information from
qualifying articles.

¢ Screening: The search results will be screened using the inclusion and exclusion criteria. The title and abstract
of each article will be evaluated to establish their relevance to the study topic.

¢ The sample size or total number of data screened is 20 relevant articles from each database

Databases Data Extracted Data Screened
Science Direct 1352 20
Web of Science 109 20
Google Scholar 246 20
Pub Med 1838 20
Emerald insights 6037 20

The gathered data will be combined using a narrative synthesis method. The findings will be organized
according to the study topic, methodology, and data analysis. study gaps and practical issues will be discovered
and assessed to make recommendations for future study.

Initial Screening:

The process of inclusion and exclusion criteria was followed throughout the first screening phase of the
research, which included the utilization of resources such as Science Direct, Web of Science, Google Scholar,
Pub med, and Emerald insights. In order to ensure the quality and applicability of the papers chosen for the
study, this methodology was important. Finding and selecting the top research articles to include in analysis
becomes easier by carrying out this initial screening. Using a methodical approach made it easier to take out
unrelated articles, perform full-text reviews, and choose the ones that fit the requirements to be included in
your study. The first screening procedure must be thorough in order to ensure that the papers selected for
analysis are of the high quality, relevant to the study question, and make a meaningful contribution to the
overall study.
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o After, searching the particular keywords on databases, total articles will be counted:

Total Articles obtained
Irrelevant Articles

Total Abstract screened
Full-text Review

Articles included in analysis

22,484
12,902
100
100

22

For each search result, the following information are extracted:

Title/Description Autho | Publication Key Relevance Research
r(s) Year Findings | of study Gaps
Opportunities and | Mirim Big data | Identifies opportunities and | Big data
challenges of  using | Glennie | 2023 useful for | challenges of using Microsoft | inadequac
workforce  big  data: identifying | 365 digital activity records. y in
Insights from a mixed workforce | Provides insights into public | representi
methods study on flexible risks like | sector workforce analytics using | ng
working social big data. organizati
isolation. onal
Qualitative complexity
data Privacy
needed to and
interpret consent
patterns needed for
for data not
implement originally
ation for
insights. research
How HR analytics can | Kumar | 2023 HRA can | Minimize employee exploitation | Concerns
leverage big data to | biswas minimize Promote employee welfare for | over
minimise employees' | Sneh employee competitive advantage potential
exploitation and promote | Bhardw exploitatio misuse of
their welfare for | aj, n and HRA to
sustainable  competitive | and promote discrimina
advantage sawlat welfare. te against
Zaman Big data certain
leveraged groups.
HR Challenges
analytics in
can sustain adopting
competitiv big data
e leveraged
advantage HR
analytics.
Job Insecurity and | Praptini | 2023 Job Mental health crucial for | The study
Psychological Wellbeing: | Yulliant insecurity | employee performance. only
Is it Necessary to Foster | i positively | Job insecurity affects | focused on
Employee Performance related to | psychological wellbeing and | blue-collar
employee performance. employees
performan in
ce. Surabaya,
Psychologi Indonesia,
cal which may
wellbeing limit  the
negatively generaliza
impacts bility of the
employee findings.
performan
ce.
The Influence of Work | Yanuar Work Enhance understanding of work | R-Square
Environment and Work | yanuar environme | environment.,engagement,well | is 0.309,
Engagement on Employee 2023 nt does not | being, and performance, | indicating
Performance Mediated by significantl | ,emphasizes importance of | that only
Employee Well-Being y affect | conducive work environment | 30.9% of
employee and employee well-being. the
variation
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performan in
ce. employee
Work performan
engageme ce is
nt explained
positively by the
impacts independe
employee nt
performan variables.
ce and The
well-being remaining
60.1% of
the
variation
in
employee
performan
ce is
explained
by other
causes
outside of
this study.
Big Data-based Human Big data- | Enhances modern enterprise | Traditiona
Resource Performance | Qing 2023 based human resource management. 1 human
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Challenges with Big Databases:
When conducting research on Google Scholar, it can be challenging to extract accurate and relevant data due
to the overlap of results from different keyword searches. For instance, searching for "employee performance,"
"employee well-being," and "big data" may yield identical results for both variables, making it difficult to
differentiate between the results for each keyword. This issue can impact the accuracy and relevance of the data
extracted, potentially leading to difficulties in analyzing and synthesizing information related to distinct
variables like employee well-being, employee performance, and big data. It is essential to acknowledge this
limitation in using Google Scholar for precise data extraction and emphasize the need for more refined search
strategies or alternative databases to ensure the integrity and comprehensiveness of research findings.

Interpretations of Data
Objective 1: Assessing databases to study employee well-being
It is clear from examining the presented data that there is rising interest in using big data analytics to examine
employee performance and well-being. Numerous facets of employee well-being are highlighted by the research
in the collection, such as physical and psychological health as well as job satisfaction. To improve worker well-
being, performance, and safety attitudes, for example, Seaton (2021) offers a five-phase psychological model;
Harvathova (2021) highlights the importance of employee health for productivity.
From a Sustainable HRM perspective, Chillauki (2020) examines how workplace practices affect employee
health, emphasizing the importance of workplace well-being in reducing the negative consequences of high-
performance work systems. The study's limited applicability to other industries is due to its concentration on
executives working in Indian IT companies.
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The ability of big data analytics to improve worker happiness and productivity. Jeske and Calvard (2018), for
instance, look at the growing impact of big data in the workplace and how it impacts both sides. They discovered
that big data can improve workplace practices as well as worker performance and well-being, but it's important
to utilize it properly and take into account any potential drawbacks, such privacy concerns and data veracity.
Additionally, Shah, Irani, and Sharif (2017) show how big data may be applied to human resources in a
meaningful way by assessing job satisfaction and the ways in which employees respond to change based on
data points like loyalty, salary, and promotions. But they also point out the necessity of learning more about
how big data may be customized for certain circumstances in order to improve the quality.

The research included in the collection together imply that big data analytics can offer insightful information
about the attitudes and behaviors of employees, improving our comprehension of their performance and well-
being. There are still holes in the literature, nevertheless, such as the need to look into how psychological
variables interact with employee outcomes in different organizational contexts and how employee perspectives
affect the effectiveness of high-performance work systems. Furthermore, more studies are required to establish
a causal connection between facility management services and worker satisfaction.

The research that is now available offers insightful information about employee well-being and how it relates
to HR procedures, output, and other elements. Still, there are several fields in which further study is required.
Comprehensive research on certain well-being markers, like stress levels, work-life balance, and emotional
resilience, is lacking, for example. Such data points from various industries and geographical areas could
improve our comprehension of the dynamics pertaining to employee well-being.

The majority of the research in the existing collection are qualitative, which suggests that big data-driven
quantitative analysis is required. Big data analytics can close this gap by offering more thorough and impartial
information on worker well-being. For instance, employing programs like Microsoft 365 digital activity records
to analyze patterns in digital behaviors can provide quantitative insights into trends in employee well-being.
Organizations can improve employee well-being by implementing focused interventions by identifying possible
stressors or sources of job satisfaction.

However, while using workforce big data to investigate employee well-being, privacy and consent are crucial
factors to take into account. To protect employees' data rights, organizations need to make sure that there are
strong privacy safeguards and clear consent procedures in place. To guarantee the moral and appropriate
application of big data analytics in researching employee well-being, these issues must be addressed.
In conclusion, while previous research offers insightful information about worker well-being, more thorough,
quantitative assessments that make use of big data are required. Organizations can adopt focused actions to
support their workforce and obtain greater insights into the dynamics of employee well-being by addressing
privacy concerns and integrating varied data sources.

Objective 2: Assessing databases to study employee performance

The dataset contains a variety of studies examining factors influencing employee performance, such as job
satisfaction, work engagement, and high-performance work systems. For instance, Jihan Nanilah (2022)
emphasizes the critical role of employee satisfaction in organizational productivity, highlighting its impact on
company performance and employee discipline.

Similarly, Yanuar (2023) explores the influence of work environment and work engagement on employee
performance, emphasizing the importance of conducive work environments and employee well-being.
However, the study's R-Square value of 0.309 indicates that only 30.9% of the variation in employee
performance is explained by the independent variables studied, leaving a significant portion of performance
variance unaccounted for.

Additionally, Qing Yang (2023) introduces a big data-based Bayesian network model for human resource
performance evaluation, demonstrating its superiority over traditional methods. The model's use of Microsoft
365 digital activity records for performance appraisal provides a practical application of big data analytics in
enhancing HR practices.

Despite these insights, there are notable gaps in the literature regarding the study of employee performance
through big data analytics. Firstly, while several studies discuss the impact of various factors on employee
performance, there's limited integration of big data analytics to provide a holistic understanding. Leveraging
workforce big data, such as digital activity records or performance metrics, can offer real-time insights into
employee performance drivers and facilitate data-driven decision-making.

Moreover, the dataset lacks studies focusing on specific industries or regions, limiting the generalizability of
findings. Tailoring big data analytics approaches to industry-specific contexts can uncover nuanced insights
into performance dynamics and inform targeted interventions.



Neha Sachdeva et al / Kuey, 30(5), 3104 1441

Furthermore, ethical considerations, such as data privacy and consent, remain paramount when utilizing big
data analytics for studying employee performance. As highlighted by Glennie (2023), ensuring transparent
data practices and safeguarding employee privacy are essential to foster trust and compliance with data
regulations.

In conclusion, while existing research provides valuable insights into factors influencing employee
performance, there's a need for more comprehensive, data-driven analyses leveraging big data. By integrating
diverse data sources, addressing industry-specific contexts, and upholding ethical standards, organizations can
enhance their understanding of employee performance dynamics and drive sustainable competitive advantage
our analysis provides a thorough examination of the existing literature on studying employee well-being and
performance through big data analytics, outlining key insights and gaps. Here's a breakdown of your analysis
by objectives:

Objective 1: Assessing databases to study employee well-being

Insights Identified:

Various studies highlight different aspects of employee well-being, such as psychological health, job
satisfaction, and physical health.

Strategies to cope with work-related stressors and activities to enhance well-being are emphasized.

The role of workplace well-being in mitigating adverse effects is discussed.

Gaps Identified:

Lack of comprehensive research on specific well-being indicators.
Predominance of qualitative studies over quantitative analyses.
Limited generalizability of findings due to industry-specific focus.
Ethical considerations regarding privacy and consent.

Recommendations:

Incorporate diverse data sources to enrich understanding.
Conduct quantitative analyses leveraging big data.
Address privacy concerns and ensure ethical use of data.

Objective 2: Assessing databases to study employee performance

Insights Identified:

Factors influencing performance, such as job satisfaction and work engagement, are discussed.
The importance of conducive work environments and employee well-being is emphasized.
Application of big data analytics in performance appraisal is demonstrated.

Gaps Identified:

Limited integration of big data analytics for a holistic understanding of performance drivers.
Lack of industry-specific studies affecting generalizability.

Ethical considerations regarding data privacy and consent.

Recommendations:

Integrate big data analytics for real-time insights.

Tailor approaches to industry-specific contexts for nuanced insights.
Uphold ethical standards regarding data privacy and consent.

Overall Analysis:

The analysis effectively highlights the need for more comprehensive, data-driven approaches in studying
employee well-being and performance. By addressing gaps such as limited data integration, industry
specificity, and ethical considerations, organizations can enhance their understanding and support of the
workforce. Integrating diverse data sources and quantitative analyses can provide deeper insights into
employee dynamics, enabling targeted interventions for improved well-being and performance.
In conclusion, our analysis underscores the critical importance of leveraging big data analytics to study
employee well-being and performance comprehensively. Through a systematic examination of existing
literature, we have identified key insights, gaps, and recommendations across two primary objectives: assessing
databases for studying employee well-being and performance.

In addressing Objective 1, we highlighted the diverse dimensions of employee well-being explored in literature,
ranging from psychological health to coping strategies for work-related stressors. Despite this breadth, gaps
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persist, including the lack of comprehensive research on specific well-being indicators and the predominance
of qualitative studies over quantitative analyses. To bridge these gaps, we recommend incorporating diverse
data sources and conducting quantitative analyses while prioritizing ethical considerations surrounding
privacy and consent.

Moving on to Objective 2, our analysis revealed insights into factors influencing employee performance, such
as job satisfaction and work engagement, and emphasized the significance of conducive work environments.
However, gaps remain, particularly in the limited integration of big data analytics for a holistic understanding
of performance drivers. To address this, we advocate for the integration of big data analytics for real-time
insights, tailored approaches to industry-specific contexts, and upholding ethical standards regarding data
privacy and consent.

Overall, our analysis underscores the need for organizations to adopt more comprehensive, data-driven
approaches in understanding and supporting their workforce. By addressing gaps such as limited data
integration, industry specificity, and ethical considerations, organizations can enhance their ability to optimize
employee well-being and performance effectively. Through the integration of diverse data sources and
quantitative analyses, organizations can gain deeper insights into employee dynamics, enabling targeted
interventions for sustained improvement.

In this talk a number of topics including employee performance, well-being, workforce big data, HR analytics,
and the influence of numerous factors on organizational outcomes. It explores the benefits and drawbacks of
using big data in workforce management, the impact of HR analytics on welfare and the reduction of employee
exploitation, the impact of job insecurity and workplace conditions on worker productivity, and the application
of big data in HR performance evaluation models. It also looks at the effects of proactive personality,
networking, employee well-being, and high-performance HR strategies on the performance and well-being of
individuals.

In essence, by embracing the recommendations outlined in our analysis, organizations can navigate the
complexities of employee well-being and performance with greater efficacy, ultimately fostering a more
engaged, productive, and fulfilled workforce.
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