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1. INTRODUCTION 

HR analytics simplifies data collection, interpretation, measurement, and forecasting within 

organizations by using statistical techniques. It aims to improve how data analytics is applied in 

HR management, particularly in relation to employee attrition. Recent studies show that HR 

analytics helps organizations identify patterns in employee attrition, streamline hiring processes, 

measure productivity costs, and assess the impact of learning and development on performance. 

As performance expectations drive the modern workplace, HR analytics is becoming 

increasingly important. This research looks at how HR analytics helps improve Human Resource 

Management (HRM) practices and employee performance in Indian IT multinational companies 

(MNCs). As businesses rely more on data to make decisions, HR analytics has become a key tool 

Abstract: The use of HR analytics has significantly improved employee performance and 

business efficiency by enhancing recruitment quality, talent management, employee 

productivity, and reducing turnover. This paper examines HR analytics, its tools, and its 

application in various organizations. By using analytical tools, organizations can identify 

issues related to performance, employee turnover, retention, and employee behavior based on 

available data. The research addresses the gap in HR analytics usage, as many organizations 

still underutilize these tools. In today's technologically advanced world, large corporations 

are increasingly adopting HR analytics to drive better outcomes. This paper explores how five 

different organizations have successfully used HR analytics to benefit both the company and 

its employees. The study also highlights how HR analytics helps create more people-centric 

business strategies, ultimately improving both financial outcomes and employee satisfaction. 
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to improve hiring, employee engagement, performance tracking, and retention, helping 

companies better manage their talent and boost productivity. 

The research uses both qualitative and quantitative methods to examine how HR analytics 

impacts various HR functions in the fast-paced Indian IT sector. It highlights how data and 

predictive tools can help companies make smarter decisions, identify talent trends, and foster a 

culture of continuous improvement. The findings show that using HR analytics effectively leads 

to better employee performance, higher productivity, job satisfaction, and stronger retention 

rates. However, challenges like poor data quality, lack of skills, and resistance to change in 

organizations are also noted. 

This paper emphasizes that HR analytics can be a powerful tool for Indian IT MNCs, offering 

valuable insights for better managing employees and gaining a competitive edge in the global 

market. 

The various professional HR analytical tools commonly used in organizations today include: 

Visier – A comprehensive HR analytics platform focused on workforce planning and people 

management. 

Tableau – A data visualization tool that allows HR professionals to create interactive dashboards 

and generate reports for better decision-making. 

QLIK – A business intelligence and analytics tool that helps in analyzing and visualizing HR 

data. 

SPSS – A statistical software used for complex data analysis and predictive analytics in HR. 

Microsoft Excel – A versatile tool for managing, analyzing, and visualizing HR data, widely 

used due to its accessibility and flexibility. 

These tools assist in optimizing HR processes and enhancing data-driven decision-making in 

organizations. 
 

 

1.1. TYPES OF HR ANALYTICS 

The four types of HR Analytics are: 

Descriptive Analytics: Provides insights into past HR data to understand what has happened. It 

focuses on summarizing historical information, such as turnover rates, employee demographics, 

and performance metrics. 

Diagnostic Analytics: Explores the reasons behind past outcomes. It helps identify patterns or 

causes of issues, like why employee turnover is high or why certain teams are underperforming. 
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Fig.1 – Types of HR Analytics 

Predictive Analytics: Uses historical data to forecast future trends. It predicts outcomes such as 

which employees are likely to leave, future hiring needs, or potential performance levels based 

on existing data. 

Prescriptive Analytics: Recommends actions based on predictive insights. It suggests the best 

course of action to achieve desired HR outcomes, such as which strategies to implement for 

retaining top talent or improving employee productivity. 

 

1.2. BENEFITS OF HR ANALYTICS 

Retention and Performance: Predictive analytics can uncover poor practices that contribute to 

employee attrition, helping organizations retain high-performing employees. 

Result Tracking: It helps in visualizing the results and understanding how they were achieved. 

Human Resource Planning: HR analytics aids in effective workforce planning, predicting 

future employee needs and skill requirements to meet organizational goals. 

Unbiased Talent Sourcing: It supports the unbiased selection of the best talent for specific 

roles, enhancing recruitment processes. 

Quality Decision-Making: HR analytics improves decision-making in talent acquisition, leading 

to better performance outcomes. 

Performance Insights: It identifies key performance areas that have a significant impact on 

overall organizational performance. 

Data Visualization and Automation: Many HR analytics tools offer data visualization and 

automation, allowing organizations to quickly pinpoint areas of weakness and plan development 

programs to address required skills. 

 

2. REVIEW OF LITERATURE 

Andreev (2023): Implementing HR analytics can help organizations answer important questions 

about various aspects of their workforce. For example, it can reveal trends in employee turnover, 

how long it takes to hire new employees, the costs until a new hire becomes fully productive, and 

how learning and development programs impact employee performance, among other similar 

issues.  

Steven McCartney & Na Fu (2022): HR analytics is still an emerging concept, and researchers 

are exploring its potential to improve decision-making and achieve organizational goals. The 
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study proposes a chain model suggesting that access to HR technology facilitates HR analytics, 

which supports evidence-based management and, in turn, enhances organizational performance. 

Muhammad Said, Dr. Imran Khan, Dr. Filza Hameed (2021): Organizations should adopt 

more continuous performance management practices. This includes understanding and 

addressing employee issues collaboratively and recognizing their efforts, which can motivate 

them to achieve set objectives. Involving employees in goal-setting and rewarding their 

accomplishments can enhance their performance and commitment. 

Udhay Kailash & M. Prathyusha (2020): The paper emphasizes the importance of HR 

analytics in assessing employee contributions, predicting workforce needs, and aligning 

workforce utilization with strategic goals. It highlights a model of HR analytics widely accepted 

in the pharmaceutical industry, suggesting that it can be replicated in other similar organizations. 

H.H.D.P.J. Opatha (2020): HR analytics offers a data-driven framework for addressing 

workforce challenges. By analyzing data using various software and statistical methods, it 

provides insights that enable smarter decision-making, helping managers optimize human 

resource management. 

R. Anita & Dr. N. Sumathi (2019): This research examines how performance management 

systems influence employee performance and how different stages of these systems affect 

performance. The study aims to review the relationship between performance management and 

employee performance, analyze connections using the WERS 2004 dataset, and develop 

recommendations based on their findings. 

Dr. P. Raghunadha Reddy & P. Lakshmi Keerthi (2017): Human resources are a key asset for 

organizations and require focused attention. An evidence-based approach is the best way to make 

decisions, with HR Analytics playing a crucial role. It encourages organizations to maintain high-

quality data, which is essential for justifying the return on investment (ROI) in HR initiatives. 

Anshu Sharma & Tanuja Sharma (2017): The study explores the influence of HR analytics on 

performance appraisal (PA) systems and its effect on employees' willingness to improve 

performance. They propose a conceptual model where HR analytics enhances the accuracy of the 

appraisal process through professional data analysis tools. The paper also suggests future 

research directions in performance management. 

These studies collectively underline the significance of HR analytics in enhancing HR practices, 

improving employee performance, and making data-driven decisions in organizations. 
 

 

3. OBJECTIVES OF THE STUDY 

The two main objectives of the paper are, 

1. To evaluate the impact of HR analytics on employee performance metrics in Indian IT 

MNCs, focusing on productivity, engagement, and retention rates. 

2. To investigate the effectiveness of HR analytics in identifying and mitigating employee 

attrition trends within Indian IT MNCs. 
 

 

4. METHODOLOGY 

Research methodologies outline how the study will be conducted, including data collection 

methods, statistical analysis, and observations. The purpose of these methodologies is to support 

the data collection process and the key points of the research. In this paper, we will utilize 

secondary data, which refers to information collected from previous research rather than 

gathered firsthand. Secondary data is essentially primary data that has been stored and made 
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available for others to use. For this paper, we have gathered various case studies from different 

websites and journals. 
 

 

5. ANALYSIS 

5.1. WIPRO 
Wipro Limited is a global information technology services and consulting company 

headquartered in Bangalore, India. Founded in 1945, Wipro has grown to become one of the 

largest IT services firms in the world, offering services in areas such as software development, 

business process outsourcing, and cloud computing. The company employs over 250,000 

professionals and has been recognized for its commitment to diversity and inclusion. 

Use of HR Analytics at Wipro: 

Wipro leverages HR analytics through its "Workforce Analytics" program, which focuses on 

data-driven decision-making in human resource management. This program collects and 

analyzes data on employee performance, engagement, and attrition rates. By utilizing predictive 

analytics, Wipro can identify potential turnover risks and develop targeted retention strategies. 

Results of HR Analytics for Wipro: 

The implementation of HR analytics has significantly improved Wipro's talent management 

processes. It has enabled the company to enhance recruitment strategies, reduce employee 

turnover, and boost overall employee engagement. By focusing on data-driven insights, Wipro 

has been able to align its workforce strategies with business objectives, fostering a more 

productive and satisfied workforce. This analytical approach has positioned Wipro as a leader in 

adopting innovative HR practices in the IT industry. 
 

 

5.2. TATA CONSULTANCY SERVICES  

Tata Consultancy Services (TCS) is a leading global IT services, consulting, and business 

solutions organization, headquartered in Mumbai, India. Founded in 1968, TCS is a subsidiary of 

the Tata Group and has established itself as one of the largest IT service providers in the world, 

employing over 500,000 professionals across various domains. 

Use of HR Analytics at TCS: 

TCS employs HR analytics through its "TCS Talent Management System," which integrates data 

analytics into various HR processes, including recruitment, performance management, and 

employee engagement. By utilizing advanced analytics tools, TCS can assess employee skills, 

track performance metrics, and predict future workforce needs. This data-driven approach 

enables TCS to make informed decisions regarding talent acquisition and development. 

Results of HR Analytics for TCS: 

The application of HR analytics has led to significant improvements in TCS's human resource 

management practices. The company has enhanced its ability to identify high-potential 

employees, streamline recruitment processes, and improve retention rates. Additionally, TCS’s 

focus on employee engagement metrics has fostered a culture of continuous feedback and 

development, ultimately leading to higher employee satisfaction and productivity. By leveraging 

HR analytics, TCS has strengthened its position as a competitive player in the global IT 

landscape. 

 

5.3. INFOSYS 
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Infosys is a multinational corporation based in India that provides business consulting, 

information technology, and outsourcing services. Founded in 1981, Infosys has grown to 

become one of the largest IT service providers in the world, with a workforce of over 300,000 

employees across various countries. 

Use of HR Analytics at Infosys: 

Infosys utilizes HR analytics through its "Infosys Talent Analytics" platform, which focuses on 

leveraging data to enhance talent management processes. This platform enables the organization 

to analyze employee performance, engagement levels, and skill gaps, facilitating better decision-

making in hiring, training, and employee development. By employing predictive analytics, 

Infosys can identify trends in employee attrition and assess the impact of various HR initiatives. 

Results of HR Analytics for Infosys: 

The implementation of HR analytics has significantly improved Infosys's human resource 

management practices. The company has successfully enhanced its recruitment process by 

identifying the most effective channels for attracting top talent. Additionally, insights gained 

from employee performance analytics have led to tailored training programs, resulting in 

improved employee productivity and retention rates. Infosys's commitment to data-driven HR 

practices has fostered a culture of innovation and continuous improvement, positioning the 

company as a leader in the competitive IT services sector. 

 

5.4. MINDTREE 

Mindtree is a global technology consulting and services company headquartered in Bangalore, 

India. Founded in 1999, Mindtree specializes in digital transformation, cloud services, data 

analytics, and enterprise application services. With a workforce of over 23,000 employees, the 

company is committed to delivering innovative solutions that drive business growth and improve 

customer experiences. 

Use of HR Analytics at Mindtree: 

Mindtree leverages HR analytics to enhance employee engagement and performance 

management. The company employs various analytical tools to collect and analyze data related 

to employee satisfaction, productivity, and career development. By utilizing this data, Mindtree 

identifies trends in employee behavior and performance, allowing the HR team to tailor 

interventions and support to meet individual and team needs. The company also analyzes 

recruitment data to refine its talent acquisition strategies and ensure that it attracts the best 

candidates. 

Results of HR Analytics for Mindtree: 

The integration of HR analytics at Mindtree has led to notable improvements in employee 

retention and performance. By understanding employee engagement levels and identifying areas 

for improvement, the company has successfully implemented targeted programs to boost morale 

and reduce attrition. The data-driven approach has also enhanced the effectiveness of 

performance appraisal systems, resulting in fairer evaluations and increased employee 

motivation. Overall, Mindtree's use of HR analytics has fostered a culture of continuous 

improvement and innovation, contributing to its reputation as a leading employer in the IT 

industry. 

 

5.5. HEXAWARE TECHNOLOGIES 

Hexaware Technologies is a global IT and Business Process Management (BPM) services 

company headquartered in Mumbai, India. Founded in 1990, Hexaware specializes in providing 
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IT services, including application development, infrastructure management, and business process 

services. With a diverse workforce of over 20,000 employees, Hexaware focuses on delivering 

innovative solutions that enhance operational efficiency and drive digital transformation for its 

clients. 

Use of HR Analytics at Hexaware Technologies: 

Hexaware Technologies employs HR analytics to optimize talent management and improve 

employee engagement. The company uses advanced analytical tools to gather data on employee 

performance, satisfaction, and career progression. By analyzing this data, Hexaware can identify 

skill gaps, monitor employee engagement levels, and tailor development programs to meet the 

needs of its workforce. The HR team also utilizes predictive analytics to forecast future hiring 

needs and assess the effectiveness of various recruitment strategies. 

Results of HR Analytics for Hexaware Technologies: 

The implementation of HR analytics at Hexaware has resulted in significant enhancements in 

employee performance and retention rates. By leveraging data insights, the company has been 

able to implement targeted training and development initiatives that align with employee 

aspirations and organizational goals. This approach has fostered a more engaged workforce, 

leading to improved productivity and job satisfaction. Furthermore, the data-driven insights have 

enabled Hexaware to streamline its recruitment processes, ensuring a better fit between 

candidates and organizational culture. Overall, Hexaware's strategic use of HR analytics has 

strengthened its position as a competitive player in the IT services sector. 

 

6. DISCUSSION  
 

The measurement model consists of independent and dependent variables, with scales developed 

to measure the indicators of each. All scales and subscales were measured on a 5-point Likert 

scale (1=strongly disagree to 5=strongly agree). The factor loading process determined which 

items were retained or dropped, followed by the presentation of descriptive statistics for each 

item. Psychometric properties, including central tendency (mean, mode) and dispersion (range, 

standard deviation), were assessed, with normality considered if Mean≥2SD. Skewness and 

kurtosis were also calculated to estimate data normality. 

 

Table - 6.1. 

Psychometric property and status of retaining and removal of scale items of Preparedness with 

analytical capacity (PAC) 
Item 

name 

Scale item description M SD Mo Min- 

Max 

SK K λ Retained/ 

dropped 

PAC1 My organization conducted 

groundwork on their inputs in the 

analytics journey 

4.27 .95 5 1-5 -1.73 3.40 0.82 Retained 

PAC2 My HR team has enough 

technological capacity 

4.21 .98 5 1-5 -1.54 2.46 0.86 Retained 

PAC3 My organization has skillful human 

resources for using HR analytics 

4.15 .97 5 1-5 -1.34 1.83 0.84 Retained 

PAC4 We can align the goals of HR Analytics 

with business-level strategy. 

4.38 .87 5 1-5 -2.05 5.23 0.83 Retained 

PAC5 A full array of HR analytical tools is 

available at my work 

4.14 .98 5 1-5 -1.49 2.52 0.89 Retained 

PAC6 Our organization invested quite 4.01 1.07 5 1-5 -1.16 1.06 0.82 Retained 
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heavily in HR Analytical tools. 

PAC7 The organization provides a lot of 

opportunities to use HR Analytical tools 

4.18 .98 5 1-5 -1.53 2.63 0.88 Retained 

PAC8 Top management initiated some policy 

changes to adopt HR Analytics 

4.23 .94 5 1-5 -1.50 2.56 0.84 Retained 

Note. M: Mean; SD: Standard deviation; Mo: Mode Min: Minimum, Max: Maximum, SK: Skewness; K: 

Kurtosis; λ: Factor loading 

 

H1: There will be a significant impact of HRAP (HR analytics process) on decision-making 

(DECA) in the Indian IT MNCs 

Y1(DECA) = β0X0+ β1X1 (HRAP) + C1 

In the first hypothesis, the outcome variable, DECA (descriptive analytics decision), showed 

an initial increase (β₀ = .114) even when the HR analytics process (HRAP) had not started. A 

strong positive correlation (r = .93) was observed between HRAP and DECA. Regression 

analysis confirmed a one-way relationship, with one unit change in HRAP leading to a 0.168 

change in DECA (β₁ = .168). The high standardized beta (β = 0.937) indicated a strong effect 

size, and the 'T' value (t = 33.24) was significantly above the critical threshold, showing a 

highly significant relation (p = 0.0000). The R² value of 0.87 suggested that HRAP explained 

87% of the variance in DECA, supporting the hypothesis. 

 

H2: The second hypothesis is about testing the influence of HRAP on diagnostic decision -

making (DIGA). (HRAP→ DIGA; Y1(DIGA) = β0X0+ β1X1 (HRAP) + C1). 

The ANOVA test results show a sum of squares between groups (df=1) of 717.58 and within 

groups (df=153) of 613.83, with a mean square within groups of 4.01. The F-test value is 178.86 

(df=1, 153), indicating a highly significant result (p=0.0000). This confirms a positive effect of 

HRAP on DIGA, supporting the second hypothesis (H2: HRAP → DIGA) based on the ANOVA 

test. 

 

7. FINDINGS 

Here are the findings for each company regarding their use of HR analytics: 

• Wipro's use of HR analytics helped in reducing employee attrition rates by identifying 

underlying factors contributing to employee dissatisfaction. By analyzing engagement 

surveys and performance data, Wipro developed targeted retention strategies that 

improved employee morale and engagement, ultimately leading to a more stable 

workforce and reduced hiring costs. 

• TCS leveraged HR analytics to enhance its talent management strategies, resulting in 

improved workforce productivity and engagement. By utilizing predictive analytics, TCS 

successfully identified high-potential employees and tailored development programs, 

leading to increased employee retention and better alignment of skills with business 

needs. 

• Infosys employed HR analytics to monitor employee performance and engagement levels 

effectively. The insights gained allowed the company to implement personalized training 

programs, which resulted in improved skill acquisition and higher employee satisfaction. 

The data-driven approach also contributed to a more efficient recruitment process, 

aligning talent with organizational goals. 

• Mindtree leveraged HR analytics to improve its employee onboarding process and 

training programs. By analyzing feedback and performance data, the company was able 
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to streamline the onboarding experience, resulting in quicker integration of new hires and 

higher levels of engagement. This focus on analytics contributed to improved employee 

performance and retention. 

• Hexaware Technologies found that utilizing HR analytics significantly improved talent 

management and employee engagement. The analysis of performance and satisfaction 

data allowed the company to implement targeted development initiatives, leading to 

higher productivity and job satisfaction. Additionally, the predictive analytics helped 

streamline recruitment processes, enhancing the overall fit between candidates and the 

organizational culture. 

Each of these companies demonstrated that effective implementation of HR analytics not only 

improves employee performance but also enhances overall organizational efficiency and 

satisfaction. 

 

7. CONCLUSION 

Organizations must address why employees should remain with them, and HR analytics is 

essential in identifying employee needs and enhancing retention. Companies like Google 

leverage HR analytics to analyze performance data and determine effective training programs for 

all employees. Despite its benefits, many organizations overlook HR analytics. This study 

highlights the need for HR practices to evolve from traditional to transformational roles, 

emphasizing analytics' importance in fostering innovation and competitiveness. Effective 

implementation requires strong support from organizational leaders and a thorough analysis of 

underlying issues, such as change management and staffing. Experts can provide solutions to 

leverage HR analytics for improved performance and employee satisfaction. 

HR analytics has become a transformative strategy for Indian IT companies, as evidenced by 

case studies from firms like Google, Wipro, TCS, Infosys, Cognizant, Capgemini, Mindtree, and 

Hexaware Technologies. These organizations leverage data-driven insights to improve human 

resource management and enhance employee performance. Key findings include the 

identification of talent acquisition and retention issues, a focus on soft skills and emotional 

intelligence, and the promotion of continuous development. 
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