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People analytics is defined as “the systematic identification and quantification of the people-drivers of business out-
comes, [to] make better decisions” (Van den Heuvel & Bondarouk, 2017, p. 160). I-O psychology is defined as “the scien-
tific study of working and the application of psychological principles to workplace issues facing individuals, teams, and
organizations” (SIOP, 2018, p. 5). Psychological theory reveals why people behave as they do. People analytics reveals
patterns at scale for better decisions about people—organizations, teams, and individuals. Together, they transform HR
from reactive administration to strategic business partners delivering competitive advantage through talent.

People analytics’s transformation of HR has come at a timely moment because it directly addresses organizations” most
urgent and pressing workforce challenges: talent shortages, hybrid work shifts, employee well-being, and, with the
advent of generative and agentic artificial intelligence (Al), a radical change in how work is done as well as the nature of
the workforce. Al generates excitement about new opportunities but also creates anxieties among workers and causes
strategic and operational disruptions across organizations and industries. HR functions, with their increased adoption

of people analytics and data-driven decision making, can and should play a leading role in organizations’ adoption of Al
with its influence through leadership (in the C-suite, via digital leadership competencies, and through modeling of how to
adopt a new technology), stewardship of culture, and accountability for learning and development (Mohindra, 2024).

I-O psychology and people analytics are both interdisciplinary at heart, with elements of behavioral science and data
science overlap as core commonalities (see Figure 1). They both address the challenges faced by individuals, teams, and
organizations in complex and evolving modern workplaces by drawing on diverse paradigms, ways of thinking, and tool-
sets that reflect their multifaceted natures.

1-O BEHAVIORAL PEOPLE

PSYCHOLOGY | SCIENCE ANALYTICS
THEORIES

Figure 1. Cross-Disciplinary Nature of I-O Psychology and People Analytics

I-O psychology offers theories for understanding employee behavior, motivation, and organizational dynamics through
interdisciplinary practice to tackle complex workplace and worker experiences.

Although the work of people analytics is functionally not new, the convergence of skills, strategic positioning of the func-
tion in business settings, and unified branding is a renaissance. People analytics has grown apace since the 2010 Harvard
Business Review article on talent analytics (Davenport et al., 2010). Presently, most modern organizations with more
than 500 employees report having a formal people analytics team, ranging in size from a single person to more than 100
people (Insight222, 2025).
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People Analytics

People analytics teams serve as strategic enablers across public, private, and not-for-profit sectors. A new professional
society was founded in 2024—the Society for People Analytics, modeled after SIOP. People analytics presentations are
increasingly frequent at professional conferences such as SIOP’s annual conferences. A recent Society for People Ana-
lytics survey of the people analytics community identified SIOP as one of the top three most popular people analytics
conferences in the world (One Model, 2025). In 2025, SIOP hosted a Leading Edge Consortium, titled Advancing People
Analytics, co-chaired by two prominent people analytics leaders who hold doctorates in I-O psychology: Cole Napper and
Stephanie Murphy. The increasing cross-discipline interest in people analytics demonstrates its sustainability.

People analytics draws from different academic and professional fields to enable organizations to derive meaningful
insights from workforce data. People analytics teams are typically found in a human resources (HR) function, which
provides the business context, domain expertise, and practical applications for workforce data and analytics. They can
also be found outside the HR function, reporting to strategy, technology, or operations—functions that are less likely to
employ I-O psychology expertise.

1-O Psychology

Applied psychology research for workplace applications is not new; it is what catalyzed I-O psychology through U.S.
Department of Defense funding during World War | and Il and demonstrated the utility of science applied to industry
through Munsterberg’s Hawthorne Studies in the 1920s and ‘30s.

Whereas |-O psychology has underpinned the practice of HR for generations, people analytics is repositioning its rele-
vance for HR and people operations, much as finance revolutionized accounting and marketing revolutionized sales. Peo-
ple analytics increases the rigor of HR through its strategic focus and evidence-based approach. People analytics extends
the traditional I-O psychology purview to leverage data in broader ways, understanding and optimizing human behavior
in organizations through data infrastructure and engineering, analyses and research, workforce planning, expert consul-
tation, and insights-to-action functional leadership within a human resources or people operations framework.

As a relatively new centralized HR function, people analytics often leverages analysts trained in I-O psychology as a crit-
ical area of expertise and anchor role. People analysts often find themselves offering research and data-driven consul-
tation within various business and HR functions (e.g., Bock, 2015), a skill set closely aligned to I-O psychology. As people
analytics work has experienced greater centralization, the function has broadened its focus on data-driven mechanisms
to enhance the efficiency of talent processes and HR'’s criticality for business outcomes.

Bringing Theory to Practice: How I-O Psychology Transforms People Analytics

The symbiotic relationship between I-O psychology and people analytics is a prime example of how communities of
science and practice, when combined, create the strongest expertise and drive innovation and advancement. Much like
a ship needs both an energy source to keep it running and a rudder or sail to steer, so too does the modern application
of data science to employee experiences; in this case, I-O psychology serves as a rudder, and people analytics powers the
ship with its diverse bench of skill sets, such as data engineers, psychometricians, and data scientists.

The symbiotic relationship between I-O psychology and people
analytics is a prime example of how communities of science and
practice, when combined, create the strongest expertise and drive
innovation and advancement.
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Abstractly, the complementary nature of I-O psychology and people analytics natu-
C led with rally combine for better analyses, improved products, and more well-rounded out-

ouplied wi comes. In practice, their intersection is often more subtle, as skilled people analytics
peop|e ana|ytics’ and I-O psychology practitioners apply data science and psychological scholarship to
positively influence organizational outcomes.

organizations
can find strategic Example 1: Understanding People as a Strategic Advantage in People Analytics*
inSightS that can For the last 5 years, healthcare organizations have faced a retention crisis. High

improve employee burnout and staffing shortages have plagyed the industry. Tra.dmon.al employee syr-
. veys capture symptoms but frequently miss nuanced underlying drivers. Introducing

weII-belng. personality assessments could contribute to understanding why people experience
burnout. Coupled with people analytics, organizations can find strategic insights that

can improve employee well-being.

A healthcare system’s survey of nurses illustrates this gap. Nine out of 10 nurses
found their work meaningful, yet only half felt valued by their organization. Just one-
third achieved work-life balance without burnout. These numbers told a story but
not the complete one.

The Breakthrough: Layering Personality Data

Researchers organized the results based on a personality assessment, grounded in four traits. When personality profiles
were overlaid with survey responses, clear patterns emerged. Nurses fell into two groups: Results-oriented nurses (domi-
nance and conscientious) reported feeling less valued, experienced worse work—life balance, and burned out at twice the
rate of relationship-oriented nurses (steadiness and influence).?

Why This Matters

These findings challenged standard retention approaches. Leaders realized results-oriented nurses struggled with healthcare’s
increasing relational demands and lacked the natural decompression strategies their relationship-oriented colleagues used.

From Insight to Action

The healthcare system created actionable strategies for leaders. This approach transforms how people analytics teams
work. Instead of describing problems, they prescribe solutions. Instead of addressing surface symptoms, they target
root psychological drivers. The key is leveraging psychological knowledge to turn personality data into real organizational
change (Ledet et al., 2020).

Example 2: Behavioral Frameworks as a Strategic Advantage in People Analytics

A federal agency pioneered a workspace transformation before remote work became mainstream. Directors lost their
private offices to hot desking, breaking well-established government norms. The transformation team focused on logis-
tics—furniture, technology, and space allocation—while missing the human element.

The Hidden Psychological Challenge

Directors retained formal power but lost visible status symbols. Organizational science shows this combination increases
interpersonal conflict and reduces team effectiveness (Anicich et al., 2016). Power without status creates tension. Tradi-
tional people analytics could capture drops in engagement or turnover as lagging indicators. However, the root psycho-
logical cause remained hidden.



SI@P SIOP White Paper Series

The Behavioral Framework Solution

I-O psychology provided the missing behavioral framework. Stakeholder interviews revealed underlying drivers. The
research by Anicich et al. (2016) uncovered workplace dynamics beyond surface metrics. The approach enabled early
intervention before negative outcomes materialized. Alternative status markers were implemented, strategic communi-
cation addressed concerns, and feedback channels were established.

From Insight to Prevention

Without I-O psychology insight, this initiative risked failure. Instead, the interdisciplinary approach succeeded by com-
bining “workspace” and “headspace” considerations. The transformation team gained trusted advisors who understood
both numbers and human behavior. Mixed-method expertise translated organizational challenges into actionable re-
search questions rather than simply measuring problems after they occurred (Leonardi & Contractor, 2018).

The Strategic Advantage

This case demonstrates how I-O psychology shifts people analytics from reactive reporting to proactive understanding.
Rather than just measuring what happened, we reveal why it happened and identify interventions that create change.

Innovation Sits at the Crosshairs of Knowledge Communities

These examples underscore a fundamental truth: Robust advancements often emerge from the convergence of diverse
perspectives and specialized knowledge. Communities of science, like I-O psychology, generate foundational theories,
rigorous research methodologies, and validated instruments. Communities of practice, like people analytics, apply these
principles in real-world settings, leverage data, identify new challenges, and generate invaluable insights. When these
communities actively inform each other, the result is a powerful feedback loop that drives innovation and creates more
effective solutions.

In conclusion, the relationship between I-O psychology and people analytics is not merely one of assistance or co-ex-
istence but one of fundamental integration that is jointly building a community of impact. I-O psychology is not simply
informing people analytics; it is driving its evolution by providing the unique and critical expertise necessary to move be-
yond superficial data analysis to deep, contextualized insights. Just as occupational health psychology and other interdis-
ciplinary fields have benefited immensely from the foundational knowledge and practical applications of I-O psychology,
so too does people analytics find its strongest footing when grounded in the rich scientific traditions of I-O psychology.
This convergence exemplifies what happens when scientific rigor meets practical application, creating something greater
than either discipline could achieve alone.

Notes People analytics find its

! Contact Paul Tsagaroulis for more information about this pilot study. strongest footing when

? Binary (j,I?ssiﬁcation requires further validation given Iim-. grounded in the rich
ited empirical support for such groupings and the complexi-

ty of personality—behavior relationships in healthcare settings. scientific traditions of
I-O psychology
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