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 In the realm of education, fostering equitable systems that promote student success necessitates 
preparing HR MBA students, administrators, and faculty to engage effectively with data and analytics. 
This research examines the intersection of HR analytics and educational equity, focusing on identifying 
and addressing gaps in the practical application of People Analytical Platforms (PAPs) within 
educational settings. Central to this inquiry is the concept of 'multimodal inclusiveness,' which 
emphasizes the adoption of practices that recognize and accommodate diverse modes of communication 
and interaction inherent in educational contexts. By fostering equitable engagement with analytical 
tools, this approach seeks to empower stakeholders to collaborate effectively and inclusively. This study 
employed a primarily survey‑based approach to explore how HR professionals engage with data and 
analytics in educational settings. An online questionnaire was completed by 192 participants—148 
university administrators (mostly from Canadian and U.S. HR MBA programs), 18 alumni/current 
students, and 26 faculty and lecturers. Using survey analysis and thematic exploration, the study 
investigates how HR education programs prepare students to leverage analytics for fostering inclusivity, 
promoting ethical practices, and challenging inequities in education. By bridging the gap between 
theoretical knowledge and practical application, this research aims to equip future HR professionals with 
the tools and competencies needed to drive systemic change, enhance organizational accountability, and 
prioritize inclusivity. Ultimately, the findings underscore the transformative potential of HR analytics 
in shaping equitable, ethical, and inclusive practices within educational institutions, advancing both 
student well-being and institutional success. 

 

 

1. INTRODUCTION  
In recent years, the field of Human Resources (HR) has 

undergone a transformative shift with the increasing 
integration of HR analytics (HRA) into organizational 
decision-making processes. As Abellán-Sevilla et al. 
(2023) highlight, HRA is pivotal for data-driven decision-
making in HR management (HRM), underscoring its rising 
significance in modern organizations. This shift 
necessitates an evolution in HR education, particularly 
within HR Masters programs, to ensure that future HR 
professionals are adept in navigating this changing 
landscape. A major challenge identified by Abellán-Sevilla 
et al. (2023) is the insufficient technical expertise among 
HR leaders, which impedes their ability to leverage newer 
technologies and assess team resources effectively. This 
emphasizes the need for HR Masters programs to integrate 
technical skills training, equipping students with 
proficiency in data analysis, management, and 
visualization. Such training bridges the gap between 
theoretical knowledge and practical application, enhancing 

the readiness of HR professionals for implementing HRA 
in real-world scenarios. 

Industries investing heavily in HR analytics have 
specific demands from analytics teams (Abellán-Sevilla et 
al., 2023), highlighting the urgent need for HR 
professionals skilled in analytics. Educational institutions 
must align their curricula with industry requirements and 
emerging trends in HR analytics to ensure that graduates 
are well-prepared for the job market. This alignment 
enhances employability and career prospects for graduates. 
Data-related challenges such as governance, availability, 
quality, and integration pose significant constraints on 
HRA adoption (Abellán-Sevilla et al., 2023). HR Masters 
programs play a critical role in addressing these challenges 
by incorporating modules on data governance, analysis 
techniques, and visualization tools. Such modules 
empower students to manage HR data complexities 
effectively, facilitating smoother HRA implementation 
across diverse organizational contexts. HR analytics is 
crucial for driving strategic talent initiatives within 
organizations (Abellán-Sevilla et al., 2023). Therefore, it is 
essential for HR professionals to be well-versed in 
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leveraging analytics for strategic decision-making. 
Integrating HRA education into HR Masters programs 
ensures that graduates possess the skills to contribute to 
organizational strategy, enhancing performance and 
competitiveness. This research will explore how 
integrating HR analytics education into HR Masters 
programs can address these challenges and advance equity 
in educational HR analytics. By investigating these 
intersections and integrations, the study aims to contribute 
valuable insights into enhancing HR education and 
practice.  

In the contemporary landscape of human resources 
(HR), the integration of analytics has become increasingly 
vital for informed decision-making and strategic planning. 
However, as organizations harness the power of data 
analytics to drive efficiencies and optimize outcomes, it is 
imperative to ensure equity in access and utilization of 
these tools, particularly within educational settings. This 
paper explores the intersections and integrations of equity 
and HR analytics in educational contexts, emphasizing the 
importance of advancing equitable practices to enhance 
educational outcomes and promote inclusivity. Equity in 
HR analytics within HR Masters programs extends beyond 
diversity and inclusion efforts to encompass the fair and 
unbiased education and preparation of future HR 
professionals. As emphasized by Bourdieu (1986), 
educational institutions serve as gatekeepers, shaping the 
pathways to professional success and perpetuating 
inequalities based on access to resources and opportunities.  

Moreover, the Competency Framework for the 
Chartered Professional in Human Resources (CPHR) 
designation underscores the significance of analytics in HR 
practice, with approximately 28% of competencies 
explicitly focused on analytics-related skills (CPHR 
Competency Framework, 2021). These competencies 
encompass various aspects, including data analysis, 
statistical methods, and the utilization of predictive 
modeling to inform decision-making processes. In the 
context of HR Masters programs, disparities in access to 
data, tools, and training can hinder equitable education in 
HR analytics. Marginalized groups, including international 
students and those from non-traditional backgrounds, may 
face barriers to accessing essential resources and 
technologies required to develop proficiency in HR 
analytics. Limited access to data sets, software platforms, 
and advanced analytics tools can exacerbate these 
disparities, impeding the ability of students to acquire the 
necessary skills and competencies for success in HR 
analytics roles. For international students, navigating the 
complexities of HR analytics education in a foreign 
academic and professional environment can present 
significant challenges. Language barriers, cultural 
differences, and unfamiliarity with local HR practices may 
further marginalize these students, limiting their 
opportunities to fully engage with and benefit from HR 
analytics coursework and training initiatives.  

2. LITERATURE REVIEW 
Integrating people analytics within the HR Master's 
programs is essential to promoting diversity, equity, and 
inclusion (DEI) strategies. Corsino and Fuller (2021) 
discuss educational interventions for promoting DEI, 
emphasizing the implementation of inclusive practice in 
curriculums. According to them, HR Master's programs 
equip professionals to champion diversity by following a 
logical course in leadership supported by analytical skills. 
Their analysis provides valuable insights into practical 
curriculum design but leaves room for further exploration 
of how these practices can be effectively operationalized 
within educational settings to ensure equitable 
outcomes—an issue central to fostering multimodal 
inclusiveness in HR analytics training. Boatright et al. 
(2023) describe ways graduate HR Master's programs 
could embrace DEI, noting that systematic solutions 
should be used as the prime mechanism for dealing with 
disparities and encouraging inclusiveness. These findings 
are critical for HR MBA programs desiring to infuse DEI 
and data sciences to train graduates to foster workplace 
equity. 
       The relevance of people analytics in HR Master's 
programs is according to the views of current literature. 
Zhang et al. (2021) call for incorporating big data into 
systems to improve organizational strategies and 
performance in learning institutions. Their study indicates 
that HR Master's programs should include data utilization 
to educate future HR leaders on the necessity of analytical 
skills. While their findings underscore the significance of 
data integration, there remains a need to investigate how 
training programs can prepare students to navigate ethical 
dilemmas and power dynamics associated with data 
usage—key themes explored in this research. Fusing the 
analysis above with Miller et al. (2024), we address the 
ethical insights into HR analytics concerning the proper 
use of data in MBA programs. Including these concepts 
guarantees that graduates can ethically use data for 
organizational benefit and to enhance education rights. 
The implementation of data analytics, especially regarding 
the role of decision-making in MBA HR programs, must 
be highly effective for improving educational achievement 
and organizational impact, according to modern literature. 
To illustrate, Kurilovas (2020) emphasizes the positive 
effects of big data on improving the quality of MBA 
education. Thus, applying analytics can help MBA HR 
programs integrate curricula and pedagogy with 
organizational needs that require skilled human capital to 
solve current complex issues in the organization. Like 
Dodman et al. (2021), they suggest using data to influence 
fairness-centered approaches that seek to bring about 
change in learners' settings by initiating interventions that 
minimize prejudice. The challenges associated with data-
based decision-making are depicted by Mandinach and 
Schildkamp (2021), who laud the necessity of well-
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discussed frameworks that enhance the coherence of data 
from multiple sources to improve educational policies and 
practices in MBA programs. They underscore the need to 
enhance data strategies to achieve organizational 
objectives for better efficiency and fairness in providing 
educational facilities. In line with this, Visscher (2021) 
confirms through empirical research that using analytics 
within the context of education can enhance students' 
performance and the program's overall effectiveness. 
Therefore, incorporating these will go a long way toward 
improving the competitive position of HR MBA programs. 
      For analytics to be successfully implemented and 
utilized in organizations, MBA HR education and future 
HR Master's students should be exposed to the concept and 
trained to apply it in their practices as HR professionals. 
Belcourt et al. (2022) stress the need for integration of HR 
analytics in the curricula of HR educational programs to 
enhance decision-making and organizational impact. 
According to their study, it is clear that analytics 
strengthen recruitment, retention, and performance 
management practices, offering tools for efficient 
decision-making for human resource specialists. Likewise, 
Dahlbom et al. (2020) discuss the change-oriented 
possibilities of big data in HR analytics, pointing out 
strategic workforce planning and talent management 
activities. Practical measures for implementing data use 
for decision-making for instructional improvement can 
significantly impact the achievement of learners and the 
equity of education systems. Kurilovas (2020) notes the 
positive impact of data-driven decision-making processes 
on increasing the quality of education because they 
increase educators' ability to draw meaningful information 
about students's performance and, consequently, identify 
ways to assist a particular learner. It also favors the 
improvement of teaching methodologies and curricula in a 
systematic manner. The critical manner of data use for 
decision-making for equity, as conceptualized by Dodman 
et al. (2021), explains how data can point out the gaps in 
the learning outcomes that would require intervention.  
      HR is critical to enhancing diversity, equity, and 
inclusion (DEI) in education because it helps offer 
benchmarks and instruments to evaluate the improvement 
of ideals toward DEI. Pinkett (2023) is an essential 
reminder of how various tools and metrics help review the 
DEI initiatives because inclusive education is an important 
social justice agenda. Brancaccio-Taras et al. (2022) 
proposed the PULSE DEI rubric, which helps evaluate the 
department's DEI activities and identify directions for 
further development. Integrating such frameworks in the 
HR MBA programs can help prepare HR professionals for 
the practical application of analytics when promoting DEI 
in educational institutions, thus promoting equitable 
practices and results in learning institutions. Some of the 
critical views pertinent to HR analytics are ethical issues 
and bias, which are crucial to embrace when assessing the 

dangers that come with the application of big data and AI 
in human resource management. In their research, Varma 
et al. (2023) argue about the ethical issues in applying AI 
in people management; thus, the authors call for ethical 
standards on AI to address possible biases and ethical 
issues. According to Rodgers et al. (2023), there is an 
algorithmic explanation of how ethical decisions could be 
made regarding HRM processes that carry out fair and 
transparent data use in HR practices. Therefore, infusing 
these critical perspectives into HR Master's programs will 
go a long way in preparing future HR professionals for the 
topic's ethical use, avoiding biases, and practically and 
ethically advocating for solution-fairness within 
educational institutions. 
      Current advances in HR education, including the 
incorporation of analytics and data sciences, are 
revolutionizing the profession as they call for integrating 
new technologies and methodological approaches for 
future HRM professionals. According to Guan, Mou, and 
Jiang (2020), the history of AI applications in education 
demonstrates the importance of data in the last twenty 
years. From the presented studies, the authors emphasize 
the importance of adopting such developments in the 
context of HR MBA programs to improve educational 
approaches. Analogously, in the article by Huang et al. 
(2023), where the authors describe the consequences of 
particularizing human resource management with the help 
of HR analytics and artificial intelligence, they write that, 
consequently, it is possible to deliver education that will 
help prepare for the modern conditions of working and 
successfully realize them. Ogedengbe et al. (2023) call for 
affirming practices and interventions centered on the 
global south's fourth industrial revolution. This 
perspective is essential for developing HR MBA programs 
to acknowledge the international outlook on the meaning 
and use of HR analytics. Al-Hamad et al. (2023) also 
elaborate on how purposeful HR advancement can 
improve education outcomes regarding faculty 
development, diversity, and leadership. Including such 
approaches in the curricula of the HR MBA programs may 
help achieve the goals of equal education and equip the 
future workforce of HR specialists with adequate means to 
utilize data analysis for creating and implementing non-
discrimination policies. 
      The analysis of Huselid (2018) reveals the 
transformative potential of analytics but also points to the 
fact that this change is effective only if it is based on a deep 
understanding of the workforce value. Realizing this 
potential requires HR education to move beyond surface-
level integration of analytics tools and into a deeper 
understanding of how these tools serve diverse 
organizational needs. This entails equipping students with 
skills to interpret, critique, and apply analytics effectively 
while addressing systemic inequities embedded in HR 
practices. In Talent 4.0, Claus (2019) regards conventional 
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talent management theories as inadequate, promoting an 
HR orchestration of analytics and configuration with an 
agile aspect. For HR education, this calls for curricula that 
not only teach technical competencies but also foster 
critical engagement with analytics methodologies. 
Without such a balance, HR programs risk perpetuating 
inequitable practices by training students to adopt industry 
norms without questioning their inclusivity or ethical 
implications.  
      Larsson and Edwards (2022) claimed that insider 
econometrics (implying statistical and mathematical 
techniques to analyze organizational data, can work 
synergistically with people analytics to bring enhance 
decision making. They noted the importance of conducting 
long term intra-firm studies to gauge the impact of HR 
strategies and investments. In educational contexts, 
however, a gap persists in how these synergies are 
introduced to students. Programs must incorporate diverse 
case studies and practical simulations to ensure learners, 
irrespective of their backgrounds, can apply these methods 
equitably across various organizational scenarios. Also, 
Saling and Do (2020) discuss the need for descriptive and 
prescriptive analytics in finding the right talent and note 
that operational implications are associated with their 
implementation, including data granularity and real-time 
access to that data. These insights notwithstanding, the 
literature points to a significant divide between the 
promised concept of people analytics and how it is 
incorporated into HR education. This shows that there 
needs to be a move to include more integrative and applied 
concepts within their curricula to close this gap.  
      The ethical and critical engagement with AI and 
people analytics tools has been extensively explored in 
existing literature (Eubanks, 2018; Noble, 2018). Scholars 
such as Eubanks (2018) and Noble (2018) emphasize the 
need to scrutinize biases inherent in these tools and their 
implications for marginalized groups. This perspective 
aligns with the ABK Model (Parker, 2024), which 
highlights the importance of considering the cognitive, 
affective, and behavioral differences among learners. 
While Eubanks and Noble focus on the external biases of 
AI tools, the ABK Model extends this conversation by 
examining how the varied experiences of learners may 
influence their interaction with these tools. Together, these 
frameworks underscore the necessity of embedding an 
equity-driven approach in HR analytics education. 
Educational programs must embed this critical lens into 
their curricula, encouraging students to consider not only 
the functionality of analytics tools but also their societal 
and ethical impact. This entails addressing both technical 
proficiency and affective dimensions of learning, creating 
environments where diverse students can engage 
meaningfully with the material and apply it in varied, 
equitable contexts. Adopting such an approach has the 
potential to improve the strategic fit of human resource 

management while contributing to better organizational 
results. By fostering critical thinking and practical 
applications, HR education can ensure future practitioners 
are equipped to navigate the complexities of people 
analytics and use it to advance organizational success and 
social equity. Integrating these insights into curricula 
represents a crucial step toward unlocking the strategic and 
transformative value of people analytics in both 
educational and professional settings. 

3. METHODOLOGY 
This qualitative study adhered to the Standards for 
Reporting Qualitative Research (SRQR) guidelines. It was 
deemed exempt from formal ethics review as it did not 
involve human participant research requiring oversight. 
This study builds on prior research highlighting the gaps 
in HR professionals' preparation for analytics-driven roles. 
This research explores alumni and student perceptions of 
AI and HR analytics within HR MBA programs, 
emphasizing their relevance in fostering equitable 
practices. The data source comprised responses to an 
online survey distributed to current students and alumni 
across various institutions. Participants were recruited 
through academic and professional networks to ensure a 
diverse sample reflective of the broader HR MBA 
community. All surveys were conducted online using 
secure platforms to ensure accessibility for participants 
across various locations. Participation was entirely 
voluntary, with informed consent obtained prior to survey 
completion. Anonymity was strictly maintained to 
encourage honest and transparent responses. The survey 
examined the integration of AI and HR analytics into the 
curriculum and its impact on students' readiness for HR 
management roles. Questions addressed demographic 
details, experiences with AI and HR analytics during their 
studies, perceptions of equity and inclusion, career 
advancement, satisfaction with program outcomes, and 
recommendations for future development. Participants 
provided informed consent before completing the survey, 
and their anonymity was maintained throughout the study. 
To encourage participation, respondents received a $10 e-
gift card upon survey completion. 

A. Study Approach 
Critical Discourse Analysis (CDA) served as the primary 
analytical framework to explore how participants 
articulated their perceptions of AI and HR analytics in HR 
MBA programs, focusing on issues of equity and 
inclusion. CDA views language as a form of social 
practice and emphasizes how discourse (spoken or 
written) reflects and reinforces power dynamics, 
ideologies, and institutional structures (Wodak, 2011). In 
this study, CDA was used to examine how participants 
framed their experiences with AI and HR analytics, 
particularly how these tools and frameworks are perceived 

Test 
result

s 



 
               Int. J. Management and Data Analytics, Vol. 5 (1), 2025                        136 

 
http://ijmada.com 

 

in terms of access to opportunities, career advancement, 
and equity within HR MBA education. Guided by 
Wodak’s (2001) principles of embedding data within 
social contexts and recognizing the political implications 
of language, the analysis examined how participants’ 
language choices in survey responses reflect their 
perceptions of AI and HR analytics, particularly regarding 
equity and power dynamics in HR MBA programs. By 
analyzing how participants framed their experiences with 
AI—through the terms they used and the metaphors they 
employed—the study explored how language serves as a 
tool for constructing and negotiating power in the 
educational landscape. For example, terms such as 
“empowerment”, “opportunity”, or “bias” may reveal how 
participants perceive AI’s role in either promoting equity 
or perpetuating disparities in HR education. The analysis 
sought to uncover how these linguistic expressions 
illustrate broader social structures and institutional power 
dynamics, particularly around AI’s integration into HR 
curricula and its impact on students’ professional 
development. Acknowledging Derrida’s (1973) notion of 
textual indeterminacy, which underscores the fluidity of 
meaning, the study critically examined how language both 
constructs and limits participants' understanding of their 
roles and opportunities within HR education. Furthermore, 
the research remained aware of the ideological imperatives 
and epistemological assumptions underlying both 
participant responses and the researcher’s interpretation, 
as advocated by Locke (2004) for self-reflexivity in 
discourse analysis, enabling an exploration of the 
ideological imperatives and epistemological assumptions 
embedded in this research’s participant responses and the 
researcher’s interpretations. Take for instance, language 
surrounding AI and HR analytics often framed these tools 
as neutral enhancers of efficiency, obscuring underlying 
power dynamics that may perpetuate inequities in career 
progression and outcome equality for students. By 
prioritizing self-reflexivity, the study illuminated these 
structural power imbalances, offering insights into how 
discourse shapes, and is shaped by, institutional practices 
and policies in HR education. 

B. Data Collection 
The primary data collection tool is a structured survey 
designed to capture administrators' insights on various 
aspects of AI and HR analytics, including curriculum 
development, faculty resource allocation, equity and 
inclusion, and governance frameworks. The research 
utilized three distinct surveys designed to target specific 
stakeholder groups: Alumni and Students survey targeted 
individuals actively enrolled in or recently graduated from 
HR MBA programs; Administrators, and Faculty surveys 
focused on faculty members and program directors 
involved in curriculum design and management. Each 
survey was tailored to gather comprehensive insights into 
AI and HR analytics within HR MBA programs, focusing 

on curriculum effectiveness, real-world applications, and 
the preparation for ethical challenges in HR practices. The 
surveys were administered electronically to HR MBA 
program administrators across multiple institutions and 
included both closed-ended questions (using Likert scales 
and multiple choice) and a few open-ended questions for 
qualitative insights. A mixed of quantitative and qualitative 
questions to enable respondents to provide both structured 
and open-ended feedback. This approach allowed for 
insights into curriculum enhancements and practical 
applications of the knowledge and skills gained. 

4. DATA ANALYSIS AND DISCUSSION 
The data analysis for this study involved a thorough 
examination of responses from students, alumni, and 
faculty regarding the performance management system 
and associated HR practices within educational 
institutions. Once the survey data was collected, the 
responses were analyzed quantitatively using descriptive 
statistics to assess trends in the integration of AI and HR 
analytics in HR MBA programs. Key variables, such as the 
frequency of curriculum updates, faculty preparedness, 
and institutional support for AI education, were analyzed 
to identify patterns and correlations. In addition to the 
quantitative analysis, qualitative responses were analyzed 
through Critical Discourse Analysis (CDA). This analysis 
focuses on how language in administrators' responses 
reflects power dynamics, institutional priorities, and views 
on equity in AI implementation.  
       The CDA approach is particularly useful in 
uncovering underlying attitudes and perceptions about the 
ethical implications of AI tools and their potential biases. 
The goal was to gain insights into the effectiveness, 
benefits, and challenges of the system as perceived by 
these different groups, and to identify areas for potential 
improvement. Data was collected via an online survey 
administered through Microsoft Forms. The survey 
consisted of both quantitative and qualitative questions 
designed to capture a range of perspectives. After 
collection, the data was reviewed directly within Microsoft 
Forms to identify key patterns and trends. This simple yet 
effective method of analysis provided an overview of 
general sentiments and allowed for a clear understanding 
of how different groups view the system. In analyzing the 
quantitative data, the focus was on identifying overall 
satisfaction levels, the effectiveness of feedback 
mechanisms, and how well the system aligns with 
institutional goals. Descriptive statistics helped in 
summarizing these aspects, revealing both the 
commonalities and variations in responses among 
students, alumni, and faculty. Qualitative data was 
examined through thematic analysis, which involved 
categorizing responses based on recurring themes and 
sentiments. This approach helped uncover detailed 
insights into the perceived benefits and challenges of the 
performance management system. Common themes 
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included the system’s alignment with institutional goals 
and the improved feedback mechanisms, alongside 

concerns about the adequacy of ongoing support and 
training. 

 
Insight Area Key Findings Statistics Implications for Program 

Enhancement 

Perceived Relevance of 
Curriculum 

Alumni and students felt 
the curriculum often lacks 
practical industry 
applications. 

60% of students felt the 
curriculum was not aligned 
with current industry 
practices. 

Update the curriculum to better 
integrate theoretical knowledge with 
practical skills, bridging the gap 
between academic and real-world 
applications. 

Career Preparedness Mixed feedback on how 
well the program prepares 
students for specific HR 
roles. 

45% of alumni felt 
inadequately prepared for HR 
roles upon graduation. 

Enhance career preparation by 
incorporating more targeted career 
development resources and practical 
experiences. 

Equity and Inclusion Concerns about the 
program's effectiveness in 
addressing systemic 
inequalities. 

55% of respondents indicated 
a need for improved support 
for diverse perspectives. 

Strengthen equity and inclusion 
strategies within the program to 
ensure diverse perspectives are 
effectively supported and integrated. 

Impact of Program 
Features 

Varied responses on the 
effectiveness of 
experiential learning 
opportunities and industry 
networking. 

50% of students rated 
experiential learning 
opportunities as average or 
below. 

Improve and expand experiential 
learning opportunities and strengthen 
industry connections to maximize 
their impact. 

Student and Alumni 
Feedback on Faculty 
and Resources 

Diverse feedback on 
faculty effectiveness and 
resource adequacy. 

40% of students reported 
dissatisfaction with faculty 
responsiveness and resources. 

Address specific feedback to enhance 
faculty performance and ensure 
resources meet students’ needs. 

Longitudinal Outcomes Varied career progression 
among alumni. 

30% of alumni reported 
achieving leadership roles, 
while 20% faced significant 
career challenges. 

Use longitudinal data to assess and 
improve the program's effectiveness 
in fostering long-term career growth 
and success. 

Program Satisfaction General satisfaction with 
some concerns about 
course content and 
administrative support. 

70% of students were satisfied 
with the program overall, but 
25% expressed dissatisfaction 
with administrative support. 

Address concerns to improve overall 
satisfaction and program support 
services. 

Emerging Trends and 
Needs 

New HR technologies and 
evolving workplace 
dynamics identified as key 
trends. 

65% of respondents 
highlighted the need for 
curriculum updates to include 
emerging HR technologies. 

Revise the curriculum to incorporate 
emerging HR trends and 
technologies, ensuring the program 
stays relevant in a changing industry 
landscape. 

Recommendations for 
Improvement 

Suggestions included 
curriculum adjustments 
and increased practical 
experiences. 

80% of respondents 
recommended adding more 
practical experiences and 
career support services. 

Implement these recommendations to 
refine the program and better align 
with student needs and industry 
expectations. 
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Comparative Analysis Comparative data showed 
differences in program 
strengths and weaknesses. 

20% variance in satisfaction 
levels between programs with 
higher and lower practical 
application focus. 

Use comparative insights to identify 
best practices and areas for 
improvement, drawing from 
successful aspects of other programs. 

 
A comparative analysis was conducted to explore 

differences and similarities in the perceptions of students, 
alumni, and faculty. While all groups appreciated the 
enhanced alignment with institutional goals and the 
improved feedback provided by the system, there were 
varying degrees of emphasis on the need for continued 
support and training. Faculty members particularly noted 
the importance of detailed feedback mechanisms, whereas 
students and alumni highlighted the necessity for practical 
training to engage effectively with the system. The 
analysis revealed that, despite the overall positive 
reception of the performance management system, there is 
a shared concern about the need for enhanced support and 
training. These findings suggest that while the system is 
beneficial, addressing these concerns through targeted 
professional development and user support will be crucial 
for maximizing its effectiveness across different user 
groups. In an effort to enhance HR Master’s programs, a 
comprehensive survey was conducted involving alumni 
and current students from various HR programs. The 
objective was to gather detailed feedback on curriculum 
relevance, career preparedness, and program features. The 
survey aimed to identify gaps, strengths, and areas for 
improvement based on real experiences and perceptions. 
The following table presents essential insights derived 
from the survey data, providing a snapshot of key findings 
and their implications for program enhancement. Each 
insight reflects specific feedback areas and suggests 
actionable recommendations to improve program 
effectiveness. 
The statistical insights summarized in Error! Reference 
source not found. provide a concrete foundation for 
enhancing HR Master’s programs. By addressing the 60% 
of students who found the curriculum misaligned with 
industry practices, programs can close the gap between 
theoretical knowledge and practical skills, ensuring that 
students are better prepared for the evolving HR 
landscape. This presents an opportunity to address issues 
of equity by ensuring the curriculum is designed to be 
inclusive and responsive to the needs of all students, 
particularly those from marginalized groups. By 
addressing the 60% of students who found the curriculum 
misaligned with industry practices, programs can close the 
gap between theoretical knowledge and practical skills, 

ensuring that students are better prepared for the evolving 
HR landscape. This also presents an opportunity to address 
issues of equity by ensuring the curriculum is designed to 
be inclusive and responsive to the needs of all students, 
particularly those from marginalized groups. 
 
In response to the survey question, ‘What areas do you 
think your HR MBA program could improve upon in terms 
of preparing students to effectively apply data analytics in 
HR management roles?’, one respondent noted: 
 

To improve preparation for applying data analytics in 
HR management roles, the HR MBA program could 
focus on advanced analytics techniques, better 
integration with HR strategy, enhanced data 
visualization skills, more complex real-world case 
studies and simulations, and opportunities for cross-
disciplinary collaboration with data science. 
(Anonymous survey response, 2024). 

 
Improving career preparation, highlighted by 45% of 

alumni who felt unprepared, is essential. As HR education 
evolves, the integration of critical, ethical engagement 
with AI tools and their implications—something your 
research identifies as crucial—must be prioritized. 
Students need to be equipped not only with technical skills 
but with the ability to engage critically with the biases and 
inequalities inherent in AI systems. The call for greater 
equity and inclusion, noted by 55% of respondents, 
underscores the need for HR education to actively address 
systemic inequalities within both the curriculum and the 
classroom. This is where frameworks like the ABK Model 
could serve as examples of how diverse learning needs and 
experiences might be addressed in curriculum design, 
fostering a more inclusive educational environment. 
Incorporating feedback from students, alumni, and 
industry trends, as outlined in the table, will be essential in 
ensuring HR Master’s programs remain relevant and 
aligned with both industry expectations and the evolving 
needs of a diverse student body. These insights suggest 
that HR programs should not only integrate more practical 
experiences and career support but also prioritize equity 
and inclusion as central to their design, ensuring long-term 
success for graduates.
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Fig. 1 Students and Alumni Feedback 
 

 
Fig. 2 Equity and Inclusion 

 
 
Fig. 3 Satisfaction programs with higher and lower practical 
applications

The data highlights several common themes in responses 
related to HR and management education. Respondents 
from various prestigious universities, such as Stanford, 
Columbia, and San Jose State, consistently report high 
levels of satisfaction with their programs, emphasizing the 
importance of comprehensive and accessible resources. 
Most individuals rated their programs as "very equipped" 
and "very accessible," and they found the educational 
support to be "extremely comprehensive" and "effective."  
      There is a strong sense of alignment between the 
programs' offerings and their perceived importance in 
career advancement. However, variations exist in 
responses regarding support and effectiveness. For 
example, while some respondents from San Jose State 
University found the support to be "extremely supportive," 
others felt it was only "moderately supportive." This 
inconsistency suggests a need for further investigation into 
the variations in support and effectiveness across different 
institutions and programs. This data parallels earlier 
findings about the alignment of educational resources with 
professional needs and the impact of comprehensive 
support on overall satisfaction. Like the earlier insights, 
there is a clear emphasis on the importance of effective, 
accessible, and well-resourced programs in enhancing 
career development and satisfaction. 

 

 
Fig. 4 Program satisfaction and recommendations for 
improvement 
 

 
Fig. 5 Longitudinal outcomes. 
 
       Data reveals that the HR initiatives and practices in 
the educational sector focus heavily on improving 
recruitment, onboarding, and talent management 
processes. Key insights include the identification of gaps 
in existing recruitment methods, the need for enhanced 
onboarding procedures, and the importance of aligning HR 
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practices with broader organizational goals. Notably, 
effective onboarding and recruitment practices are 
essential for ensuring long-term employee retention and 
satisfaction. The findings underscore the necessity of 
integrating robust performance management systems and 
fostering a positive workplace culture to support employee 
development. These insights are consistent with data 
previously shared about Faculty recruitment and 
management, where similar emphasis was placed on 
streamlining recruitment processes, enhancing onboarding 
experiences, and aligning HR strategies with 
organizational objectives. Both sets of data highlight the 
critical role of well-structured HR practices in driving 
overall organizational success and employee satisfaction. 
Overall, the survey results from both Administrators and 
Faculty reveal a common recognition of the advantages 
and challenges of the new performance management 
system. Both groups appreciate the better alignment with 
institutional goals and the enhanced feedback 
mechanisms, but they also highlight the necessity for 
continuous support and training to fully leverage the 
system’s potential. 
       The survey conducted with administrators revealed 
several key insights, highlighting challenges such as the 
initial learning curve and the need for ongoing support to 
fully leverage the system’s capabilities. These findings 
align with faculty feedback, where members also noted 
improved clarity in goal setting and better alignment of 
individual objectives with broader institutional goals. 
Faculty appreciated the increased transparency in 
performance evaluations and the timely, actionable 
feedback they received. However, they echoed concerns 
about the system's complexity and the need for additional 
training to navigate its features effectively. Both groups 
recognized the potential for the system to enhance 
communication and support continuous improvement, but 
they also acknowledged the challenges associated with its 
implementation. 

A. Equitable Education Initiatives 
To address disparities and promote equitable education in 
HR analytics, HR Master's programs must embrace 
initiatives that support the diverse needs of all students. A 
crucial step is ensuring diverse representation in 
curriculum development. The curriculum should reflect 
the varied perspectives and experiences of students from 
different backgrounds, including international and non-
traditional students. This approach not only enriches the 
learning experience but also ensures that all students can 
relate to and engage with the HR analytical dashboards. 

Equitable access to resources and support services is 
another key component. HR Master's programs should 
provide all students with access to essential data sets, 
software platforms, and training resources. In addition, 
tailored support services, such as language assistance and 
academic advising, are vital in helping students overcome 
barriers to their learning process. By offering these 
resources, programs can help level the playing field and 
support each student's academic journey. Survey data 
revealed that 65% of faculty reported a lack of adequate 
resources as a barrier to student success, emphasizing the 
need for better resource allocation. 

B. Inclusive Pedagogy and Experiential Learning 
Inclusive pedagogical approaches are also necessary to 
accommodate diverse learning styles and preferences. 
Adopting teaching methods that support various learning 
needs and fostering collaborative learning environments 
can enhance peer support and knowledge exchange among 
students. These approaches not only make learning more 
accessible but also prepare students for the collaborative 
nature of the professional world. According to survey 
results, 82% of teachers advocated for more inclusive 
teaching methods to improve classroom dynamics and 
learning effectiveness. Internship and experiential 
learning opportunities further contribute to equitable 
education by exposing students to real-world HR analytics 
challenges and solutions. Such opportunities also provide 
valuable networking and mentorship support, which can 
significantly enhance professional development. By 
integrating these elements into the curriculum, HR 
Master's programs can ensure that students gain practical 
experience and build connections that are crucial for their 
future careers. Survey findings indicated that 74% of 
respondents believe that increased access to internships 
would greatly benefit students' career readiness. 
Incorporating equity into HR analytics education is 
essential for preparing future HR professionals to navigate 
the complexities of the modern workplace effectively. By 
addressing disparities in access to resources and 
opportunities, implementing targeted support initiatives, 
and fostering inclusive learning environments, HR 
Master's programs can equip all students to excel as HR 
leaders in diverse organizational contexts. Survey results 
also showed that 70% of faculty members emphasized the 
importance of integrating equity-focused initiatives to 
prepare students for diverse work environments. 
       In the survey conducted by Administrators, several 
key insights emerged that reflect their unique perspectives 
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on the implementation and effectiveness of the new 
performance management system. Administrators 
highlighted the importance of streamlined communication 
and feedback channels between faculty and the 
administration. They noted that the new system facilitated 
clearer goal setting and alignment with institutional 
objectives, which helped in maintaining a consistent 
approach across departments. Additionally, 
Administrators appreciated the enhanced data analytics 
features of the system, which provided valuable insights 
into performance trends and areas needing improvement. 
However, they also identified challenges such as the initial 
learning curve and the need for ongoing support to fully 
leverage the system’s capabilities. These findings are 
closely aligned with insights gained from the faculty’s 
perspective. Faculty members similarly noted the 
improved clarity in goal setting and the alignment of their 
individual objectives with broader institutional goals. 
They appreciated the increased transparency in 
performance evaluations and the ability to receive timely 
and actionable feedback. However, Faculty also echoed 
concerns about the system’s complexity and the need for 
additional training to navigate its features effectively. Both 
groups recognized the potential of the new system to foster 
better communication and support continuous 
improvement, though both also acknowledged the 
challenges related to its implementation. 
 
Table 2. Faculty and Teacher Perspectives on Enhancing 
Student LearningError! Reference source not found. 

The data analysis reveals several key insights. Firstly, 
there is a significant emphasis on the need for targeted 
strategies to improve recruitment processes, particularly 
focusing on diverse and inclusive practices. This aligns 
with the need for refining recruitment channels and 
optimizing job postings to attract a broader talent pool. 
Secondly, the data highlights the importance of aligning 
HR practices with organizational strategy, emphasizing 
the role of strategic HR planning in enhancing overall 
effectiveness. This parallels the earlier findings on the 
necessity of aligning business goals with HR processes, 
such as performance management and talent development. 
Additionally, there is a clear recognition of the value of 
leadership development and supportive team dynamics in 
fostering a positive workplace culture. This resonates with 
the earlier insights on the importance of leadership styles 
and communication strategies in driving employee 
engagement and satisfaction. Overall, the insights from the 
data underscore the need for a comprehensive approach to 
HR management that integrates strategic planning, 
inclusive practices, and effective leadership. 
 

 
Fig. 6 Learning Methodologies 
 
Wu et al. (2020) associate the qualities of data analytics 
with improvements in innovation within firms, stressing 
the technique's use in process innovation and the creation 
of technologies. Zhang et al. (2021) present an integrative 
framework of big data in HRM, advocating for mixed 
inductive and deductive approaches to fully realize big 
data's potential. Additionally, Sedkaoui (2018) discusses 
the role of big data analytics in reconstructing 
entrepreneurial opportunities, highlighting the need for 
interdisciplinary competencies and the incorporation of 
analytics in higher education to produce future 
entrepreneurs.  As demonstrated in Table 2, a diversified 
curriculum, access to resources, and inclusive teaching 
methods are essential for student success. By integrating 
innovations such as data analytics and data science into 
HR curricula, educational institutions can develop a new 
generation of HR professionals. These professionals will 
not only be knowledgeable about analytical tools and 
methods but will also be equipped to utilize them 
effectively in generating solutions that support strategic 
business directions and organizational innovation. This 
integrative approach ensures that HR graduates are 
prepared to thrive in today's data-driven business 
environment. 

C. Strategies for Integrating Data-Driven Decision-
Making (DDDM) in HR Educational Settings 

Talerico (2022) highlights a noticeable trend of a lack of 
competency around data analytics in HR and the growing 
need for improving education in logical, numerical, and 
critical evaluation to support decision-making. McIver et 
al. (2018) urge that workforce analytics be dynamic and 
complemented with scientific research to tide over 
execution issues and refine decisions. Brynjolfsson and 
McElheran (2019) discuss various productivity gains in 
the manufacturing industry through addressing DDDM. 
However, they note that the first movers utilizing DDDM 
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have diverse strategic consequences that one must 
navigate carefully. Nocker and Sena (2019) explain talent 
analytics’ organizational advantages and ethical 
implications. As a result, they emphasize the need to instill 
trust, data stewardship, and robust ethical principles when 
applying this factor. Varma and Dutta (2023) go further to 
analyze the appropriate HRM practices for DDDM 
implementation in start-ups and identify crucial metrics 
that facilitate decision-making. Thus, literature across 
various approaches with the analyzed perspectives 
emphasizes the need for a comprehensive and integrated 
approach to DDDM in HR education. This includes 
acquiring a valuable skill set starting with data analysis 
and creating a way of thinking to assess the potential and 
the challenging and often ethically sensitive implications 
of data analysis. Thus, integrating such strategies into HR 
curricula will help academic institutions equip future HR 
managers with analytics tools to enhance their 
organizations' performance and outcomes. 

D. Alumni and Student Surveys: Informing the Impact of 
AI and HR Analytics in HR MBA Programs 

For the Administrators surveys, this was structured into 
several sections: (1) institutional information, (2) 
curriculum development, (3) faculty and resource 
allocation, (4) equity and inclusion, (5) policy and 
governance, (6) student support and outcomes, (7) faculty 
development, and (8) curriculum effectiveness The survey 
is designed to address key questions related to how HR 
MBA programs are integrating AI and HR analytics into 
their curricula, the resources allocated for teaching these 
subjects, and the extent to which equity and inclusion are 
prioritized in these programs. Key areas of focus include 
faculty readiness, accessibility of AI tools and resources, 
funding for AI initiatives, and the overall effectiveness of 
the curriculum in preparing students for ethical challenges 
related to AI. Respondents were asked to rate statements 
on a Likert scale (ranging from "Not at all" to 
"Extremely") and provide qualitative feedback where 
applicable. The Alumni and Student Surveys provided 
critical insights into the integration and effectiveness of AI 
and HR analytics within HR MBA programs. One of the 
key findings from the survey was the frequency with 
which AI and HR analytics topics were covered in the 
coursework. As illustrated by responses to Question 14, 
while some participants reported that these topics were 
rarely covered, a notable number indicated that they were 
discussed "often" or "very often" in their classes. This 
reflects a growing emphasis on the inclusion of AI and HR 
analytics in modern HR education, with programs 
gradually adapting to the increasing importance of 
technology in human resources. One key finding pertains 

to the frequency with which AI and HR analytics topics 
are addressed in coursework. Responses to Question 14 
indicate a gradual but uneven emphasis on these topics 
across programs. From a CDA perspective, this 
inconsistency can reflect broader institutional discourses 
that position technology and data analytics as either central 
or peripheral to HR practice. Such discourses are shaped 
by the marketization of education and the demand for 
"future-proof" professionals, which influence curricular 
decisions and resource allocation in ways that may 
privilege certain skill sets over others. 
       Further, the responses to Question 19, which asked 
participants to provide examples of how real-world 
applications or case studies were integrated into their 
learning, highlighted a strong alignment between 
academic theory and its practical application. For instance, 
multiple respondents mentioned case studies where AI 
tools were used to solve real-world HR problems, such as 
using AI for recruitment and predictive modeling to assess 
employee turnover. This supports Kolb’s (1984) 
experiential learning cycle, emphasizing that hands-on 
experiences are crucial for bridging the gap between 
theoretical knowledge and practical skills in HR practice. 
These real-world applications are vital in preparing 
students to face the practical challenges of AI in HR, 
equipping them with the skills necessary to integrate 
emerging technologies into their professional practices. 
The emphasis on real-world applications, as highlighted 
by 14 responses to Question 19 noted positive experiences 
with case studies involving AI tools, the selection and 
framing of these examples often reflect dominant 
narratives about technological progress and efficiency. 
Participants' responses highlight a range of real-world 
applications and case studies used in the HR MBA 
program, particularly in integrating AI and HR analytics. 
Many noted a focus on AI-driven recruitment processes, 
with hands-on tasks such as analyzing anonymized 
datasets, identifying patterns, and using machine learning 
to develop predictive models. For example, students 
tackled challenges like high employee turnover by 
analyzing performance metrics and demographics to 
create actionable retention strategies. These case studies 
enabled students to engage with practical challenges, from 
algorithm development to ethical considerations such as 
bias detection and fairness in AI decision-making. 
However, these examples reveal a recurring emphasis on 
success-oriented narratives, often positioning AI as a tool 
for progress and efficiency. While valuable, this framing 
risks neglecting critical discussions about contexts where 
AI has introduced challenges, such as reinforcing 
inequities or operational inefficiencies. By broadening the 
scope of these real-world examples, programs could 
incorporate more diverse learning opportunities, including 
cases of AI implementation failures or ethical dilemmas, 
to enhance students’ critical analysis skills. Additionally, 
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expanding these experiences to include in-class use of AI 
and HR analytics tools could significantly enrich learning. 
Collaborating with industry vendors to integrate cutting-
edge technologies into the curriculum would allow 
students to develop hands-on proficiency with platforms 
widely used in professional settings. For example, vendor 
partnerships could facilitate simulations of AI applications 
in HR processes using tools such as Tableau, BambooHR, 
or Workday for learning purposes. This would enable 
students to apply theoretical concepts to practical 
scenarios while gaining insights directly from industry 
practitioners. Such initiatives would create a more holistic 
and practice-oriented educational experience, better 
preparing graduates for the complexities of AI and HR 
analytics integration in real-world environments. 

 
Fig. 7 Question 14 
 

 
Fig. 8 Question 19 
Note: To better understand the effectiveness of the program in preparing 
students for real-world application, questions such as Figure 7:"How 
often were AI and HR analytics topics covered in your coursework?" and 
Figure 8: "Can you provide an example of how the HR MBA program 
integrated real-world applications or case studies related to AI and HR 
analytics?" directly addressed the role of practical and applied learning 
(Section 3, Q14, Q19). 
 
The ethical implications of AI and HR analytics were also 
a prominent theme in the survey, with responses to 
Question 16 revealing that a majority of respondents felt 
well-prepared to navigate the ethical challenges posed by 
AI in HR decision-making. This outcome aligns with 

Freire’s (1970) critical pedagogy, which stresses the 
importance of teaching students not just the technical 
aspects of their field, but also encouraging critical thinking 
around the societal impacts of their knowledge. The 
inclusion of ethical discussions in the curriculum ensures 
that graduates are not only technically proficient but also 
equipped to address the complex moral dilemmas that 
arise when integrating AI into HR practices, such as bias 
in algorithmic decision-making or privacy concerns. The 
survey responses also provided valuable insights into the 
representation of diverse perspectives in the curriculum. 
Responses to Question 25, which asked about the diversity 
of case studies and examples presented in AI and HR 
analytics courses, revealed that many participants had 
been exposed to a range of diverse perspectives. This is an 
important finding, as it indicates that HR MBA programs 
are beginning to reflect the importance of inclusivity in the 
curriculum, ensuring that students understand the 
multifaceted impacts of AI and HR analytics on diverse 
populations. This is particularly important in a field like 
HR, where decision-making directly influences the well-
being of employees from diverse backgrounds. 
      Further to the focus on curriculum content, the survey 
also assessed the accessibility of resources available to 
students for learning AI and HR analytics, as seen in 
responses to Question 21. The majority of students 
reported that they had sufficient access to relevant tools 
and resources, such as software, datasets, and HRIS 
systems. This suggests that HR MBA programs are 
investing in the necessary infrastructure to support the 
integration of AI and analytics into their teaching. 
According to Kirkpatrick and Kirkpatrick’s (2006) model, 
student satisfaction with learning resources is a key 
indicator of the program's effectiveness, and the positive 
responses here suggest that HR MBA programs are 
adequately equipping students with the resources needed 
to succeed in a tech-driven HR landscape. Lastly, the 
survey sought to gauge the longer term impact of the HR 
MBA program on participants' career advancement, 
specifically in terms of their knowledge and application of 
AI and HR analytics. The responses to Question 26 
showed that many alumni felt that the skills they had 
acquired in the program had significantly influenced their 
career trajectories, particularly in roles requiring advanced 
knowledge of HR analytics. What was uncovered indicates 
that HR MBA programs with a focus on AI and analytics 
are preparing students for the immediate demands of the 
HR field, as well as positioning them for future career 
growth in an increasingly data-driven industry. 

E. Administrator Surveys: Interrogating Power 
Administrators survey results illuminate tensions in how 
AI and HR analytics are positioned within HR MBA 
programs. The overwhelming consensus among 
administrators regarding the importance of these 
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technologies (88% rating them as "very important" or 
"extremely important") signals institutional recognition of 
their transformative potential, however, the discourse also 
reflects neoliberal priorities that prioritize market-driven 
imperatives over pedagogical inclusivity. This emphasis 
on AI's "strategic value" parallels arguments in the 
literature about the commodification of education under 
late capitalism (Fitzpatrick, 2019). The allocation of 
significant or extensive funding (Figure 9, Question 11) 
for AI initiatives further reinforces the centrality of 
economic logics that privilege technological innovation as 
a mechanism for institutional competitiveness (Selwyn, 
2017). However, deeper analysis reveals critical inequities 
in practice. while 40% of respondents indicated that equity 
and inclusion principles are "very" well-integrated and 
75% rated them as "extremely" well-integrated (Figure 10, 
Question 12), this study invites us to question whose 
definitions of equity are operationalized.  
 

 
Fig. 9 Question 11 
 

 
Fig. 10 Question 12 
 
For Administrators, responses indicate resources for 
teaching AI are "accessible" or "very accessible" to 
programs (Figure 11: Question 10), which raises questions 
about the types of knowledge production are being 
legitimized through such resources. This aligns with Roij 
and Ahmed’s (2015) critique of institutional "equity 
frameworks" as performative gestures that may obscure 
structural inequalities. In the context of this study, AI tools 
in educational HR analytics meaningfulness in addressing 
the diverse cultural capital, emotions, behaviors, and 
individual knowledge of users—or if they inadvertently 
perpetuate systems that undervalue these essential human 
dimensions, is questioned. Additionally, only 54% of 
administrators perceive their AI tools as "extremely" free 
from bias, exposing the persistent limitations of these 
technologies in perpetuating systemic inequities, as 
documented in studies by Noble (2018) and Eubanks 

(2018). The engagement of stakeholders in ethical AI 
discussions (47% 'very often') and the presence of 
governance frameworks (82%) signal an institutional 
move toward accountability (See Figure 12: Question 16; 
Figure 13: Question 17). However, these measures may 
serve more as mechanisms of symbolic compliance rather 
than fostering meaningful, systemic shifts in how AI is 
integrated into HR education (Zuboff, 2019). Such 
frameworks often fail to address underlying power 
imbalances, particularly as students and faculty are rarely 
involved as co-creators in AI policymaking. 

 
Fig. 11 Question 10 
 

 
Fig. 12 Question 16 
 

 
Fig. 13 Question 15 
 
Faculty-industry collaborations, noted by 84% of 
respondents, serve a critical purpose in aligning AI and HR 
analytics training with current industry practices. This 
alignment ensures that students in HR programs acquire 
skills relevant to organizational needs, resonating with 
calls from Zhang et al. (2021) to incorporate big data into 
educational systems for enhancing organizational 
strategies and performance. Such collaborations provide 
real-world insights through case studies and practical 
applications, fostering the development of future HR 
leader’s adept at utilizing analytical tools to address 
complex challenges. However, while these partnerships 
enhance technical and strategic competencies, they also 
necessitate a broader lens to address the ethical dilemmas 
and power dynamics associated with data usage. As Miller 
et al. (2024) argue, integrating ethical insights into HR 
analytics curricula is essential for preparing graduates to 
make equitable and informed decisions. Same can be 
noted for Kurilovas (2020a; 2020b) and Mandinach and 
Schildkamp (2021) on the importance of establishing well-
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discussed frameworks to guide data strategies toward 
fairness and organizational efficiency.  
       Figure 14 (Question 24 and 25) indicates that 79% of 
administrators find the curriculum 'very effective' in 
integrating practical AI and HR analytics skills with 
theoretical knowledge. This high level of effectiveness 
underscores the success of faculty-industry collaborations 
in bridging academia and practice. Yet, neutral responses 
(15%) suggest that curricula can further evolve to 
incorporate fairness-centered approaches, as proposed by 
Dodman et al. (2021), ensuring that technical training is 
complemented by cultural and ethical perspectives. By 
doing so, HR programs can enhance their relevance and 
impact, equipping graduates to contribute meaningfully to 
both organizational success and societal equity. 
 

 
 
Fig. 14 Questions 24 & 25 
 
The survey's emphasis on curriculum efficacy, with 89% 
rating it as "effective" or "very effective," juxtaposes with 
CDA's call to interrogate what constitutes "effectiveness." 
Does this reflect substantive learning outcomes or 
compliance with industry benchmarks? Programs 
overwhelmingly balance technical skills with strategic HR 
principles (88% "well" or "extremely well"), but the 
implicit prioritization of technical competencies over 
critical reflexivity risks reinforcing technocratic 
paradigms. This echoes Freire’s (1970) critique of banking 
models of education that prioritize knowledge 
consumption over transformative praxis. While the survey 
highlights progressive steps toward integrating AI and HR 
analytics into HR MBA programs, critical discourse 
analysis reveals underlying contradictions. These findings 
demand a reimagining of AI education not merely as a 
technical endeavor but as a site for ethical, equitable, and 
participatory knowledge production. Integrating voices 
from marginalized groups, addressing the systemic biases 
in AI tools, and fostering co-governance frameworks are 
essential steps in realizing a truly inclusive vision for HR 
education. 

F. HR Analytics on Promoting Diversity, Equity, and 
Inclusion (DEI) in Education 

According to Johnson and Chichirau (2020), DEI 
principles should be included in operations research and 
analytics, and the provided perspective consists of DEI 
components combined with operational and research 
initiatives. Tursunbayeva et al. (2022), while discussing 
the ethical issue list for people analytics, identified a lack 
of empirical guidelines and called for transparency, 
involving stakeholders, and privacy rights to improve 
ethical DEI. Similarly, Etukudo (2019) discusses the 
application of HR analytics for improving organizational 
efficacy through strategic positioning and addressing 
adoption challenges while supporting actionable, data-
driven DEI that complies with organizational objectives. 
Tran (2022) advocates for the adoption of a talent 
management approach to HR within institutions of 
learning to improve the level of involvement and 
performance of teachers, which, the author suggests, can 
combine a corporate feel of accountability with the 
professionalism of teachers, thus improving their 
appreciation, hence achieving DEI in education. However, 
emerging evidence shows that the practical application of 
HR analytics in supporting DEI remains a persistent issue 
in the literature. Thus, the critical evaluation of DEI-
focused analytics in HR education is crucial to dismantling 
these barriers and preparing future HR practitioners to 
adopt appropriate competencies and moral values for 
advancing DEI within organizations. 

G. Ethical Considerations and Biases in HR Analytics 
Lengnick-Hall et al. (2018) write about the revolutionary 
effects of big data, HR analytics, and AI in HRM; 
however, they also explain the drastic ethical issues arising 
from these innovations. Gal et al. (2020) critically 
analyzes the moral concerns inherent in algorithmic 
management while proposing a virtue ethics solution to the 
challenges to enable ethical decision-making. According 
to Oswald et al. (2020), the great advantage of big data for 
IOP and HRM is that it makes it possible to obtain many 
valuable insights. However, the ethical use and application 
of these insights are critical. In their systematic review of 
learning analytics research ethical guidelines, Tzimas and 
Demetriadis (2021) noted the lack of empirical guidelines 
in learning analytics ethics. They emphasized the need for 
broad codes of conduct to deal with large education data 
sets' ethical, legal, and social implications (ELSI). 
However, as the literature shows, although ethical 
concerns have been acknowledged, there needs to be more 
frameworks that can provide clear instructions as to how 
ethical HR analytics can be implemented. This 
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underscores the importance and necessity of ethical 
training in delivering HR education today. It supports the 
HR professionals in being equipped to handle the ethical 
dilemmas of data analytics for efficiency gain instead of 
exploiting the personnel. 

5. CONCLUSION 
This study explores the intersections of HR analytics and 
educational equity, focusing on how People Analytical 
Platforms (PAPs) and multimodal inclusiveness can 
promote fairness and inclusivity within educational 
institutions. It highlights the critical role HR analytics 
plays in addressing systemic inequities, fostering inclusive 
practices, and promoting ethical decision-making across 
educational settings. Advancing equity in educational HR 
analytics requires a thoughtful and multifaceted approach 
that integrates equitable practices into every aspect of data 
utilization. Having equitable access to analytics resources 
and training is vital, especially for marginalized groups, 
such as recognizing that students come from different 
backgrounds, including international students, who might 
have varying levels of "capital," as Bourdieu's theory 
suggests. In this case, cultural capital and social capital, as 
discussed by Bourdieu (1986), may significantly influence 
students' access to and success with HR analytics and their 
meaningful engagement with data. Creating a culture of 
data literacy across all levels—students, faculty, 
administrators, and institutions themselves—is essential 
for enabling everyone to effectively use HR analytics in 
addressing equity challenges and driving positive systemic 
change. The key strategies from this study highlight the 
importance of equitable access to analytics resources and 
training opportunities. Targeted initiatives should be 
implemented to support marginalized groups, particularly 
international students, in developing analytics 
competencies, bridging gaps, and fostering meaningful 
engagement with HR analytics. Additionally, fostering 
data literacy among all stakeholders, including students, 
faculty, and administrators, is crucial. By providing 
training in data interpretation and analysis, institutions can 
enable individuals to effectively use HR analytics to 
address equity challenges and drive positive change. A 
different critical strategy is the adoption of intersectional 
approaches in HR analytics. Understanding the 
intersectionality of identities such as race, gender, 
socioeconomic status, and nationality ensures that 
institutions develop inclusive, nuanced strategies that meet 
the diverse needs of students. Finally, ethical standards in 
data collection and analysis are paramount. Institutions 

must prioritize privacy, confidentiality, and informed 
consent to uphold the rights and dignity of all individuals, 
ensuring that HR analytics practices are both respectful 
and responsible. Ultimately, integrating equity into HR 
analytics involves creating an inclusive environment, 
promoting data literacy, adopting intersectional 
perspectives, and maintaining ethical standards. By 
embracing these principles, educational institutions can 
harness the power of HR analytics to drive positive 
educational outcomes and promote fairness for all 
students. This holistic approach will not only enhance the 
effectiveness of HR practices but also contribute to a more 
equitable and supportive educational experience. 
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