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Abstract: HR Analytics has emerged as a global driver of evidence-based HRM. Tilburg and Rotterdam research highlights predictive 

analytics as a strategic enabler, while Indian organizations often restrict analytics to descriptive reporting. The paper compares global 

success with Indian limitations, identifies gaps and proposes a hybrid framework. Primary data from Indian employees and secondary 

insights from European research reveal that predictive analytics enhances workforce planning, while Indian employees value fairness 

and transparency. Bridging these approaches can yield sustainable competitive advantage. 
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1. Introduction 
 

HR analytics has emerged as a global success story and 

transform the human resource management into a strategic 

partner of business. The leading frame to Tilburg University 

and the Rotterdam School of Management emphasise the 

role of predictive analytics in aligning HR practices with 

organisational strategy. These models demonstrate how data-

driven insights can proactively support workforce planning, 

reduce bias and strengthen accountability. 

 

In contrast, Indian organisations have primarily adopted HR 

analytics for operational purposes such as attrition tracking, 

performance reporting and employee engagement 

monitoring. While these descriptive applications promote 

fairness and transparency, they lack the predictive depth and 

strategic integration evident in global contexts. This 

limitation is reflected in the study’s findings: 

1) Employees in India perceive HR analytics as improving 

performance and fairness (Charts 1 and 2),  

2) Yet adoption of predictive analytics and strategic 

maturity remains comparatively low (Chart 3). 

 

This gap highlights a critical research problem in Indian 

HRM— 

1) The absence of predictive modelling and 

2) Strategic alignment. 

 

Addressing this requires a framework that not only 

incorporates global predictive insights but also respects 

India’s fairness-focused practices and workforce realities. 

 

The aim of this study is therefore to propose a hybrid HR 

analytics framework that merge Indian and European 

version. 

 

2. Literature Review 
 

1) Global Studies: 

a) Davenport et al. (2010): He emphasised the role of 

HR as a strategic partner and driven by data 

informed decisions. 

b) Marler & Boudreau (2017, Tilburg): According 

the Tilburg studies, he reflected how predictive 

analytics enhances accountability and long-term 

workforce planning 

c) Rotterdam School of Management: It further 

supports that presenting HR analytics as a proactive 

tool for aligning talent strategies with organisational 

goal. 

2) Indian Studies: 

a) It focuses on descriptive analytics such as 

monitoring attrition, employee engagement and 

training needs. 

The focus on fairness and transparency rather than 

predictive models. 

b) Case studies of leading IT firms like Infosys, TCS 

and Wipro reveal that while analytics is used 

operationally.  

It adopted remains limited in predictive and strategic 

domains. 

 

3. Research Gap (Systematic Version) 
 

The literature highlights a clear divergence between global 

and Indian approaches to HR analytics. In International 

studies:  

a) Tilburg and Rotterdam, demonstrate the maturity of 

predictive analytics in workforce planning, bias 

reduction, and strategic HR integration. In contrast,  

b) Indian organisations continue to rely predominantly on 

descriptive analytics, focusing on attrition, engagement, 

and performance reporting. 

 

Case evidence from Infosys, TCS, and Wipro confirms that 

predictive adoption remains limited, reflecting infrastructural 

and capability constraints. This is further validated by the 

survey findings: 

a) While the employees strongly perceive HR analytics as 

enhancing performance and fairness (Charts 1 & 2), 

b) The comparative analysis (Chart 3) shows India trailing 

Europe in predictive adoption (30% vs. 72%) and 

strategic alignment maturity (40% vs. 75%). 

 

This disconnects between employee acceptance of analytics 

and its strategic implementation underscores the research 

gap. Indian HRM lacks robust predictive modelling and 

strategic integration. which are essential for transforming 

analytics into a true strategic lever. 
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Addressing this gap requires the development of a hybrid 

framework that blends global predictive sophistication with 

India’s fairness-oriented practices, ensuring both strategic 

foresight and employee trust. 

 

4. Objectives 
 

1) To study the global evolution of HR analytics with focus 

on predictive modelling and strategic integration. 

2) To examine the role of Human resource Analytics in 

enhances the employee performance and fairness in 

Indian organisations. 

3) To identify the gaps in Indian HRM practices separately 

in predictive analytics and strategic alignment. 

4) To assess a hybrid HR analytics framework that merges 

global predictive models such as Tilburg and Rotterdam 

with Indian realities of fairness, transparency and 

capability constraints. 

 

5. Methodology 
 

• Primary Data: A structured survey was conducted among 

50 Indian employees using a Linkert scale to capture 

perceptions of performance, fairness and analytical 

adoption.  

The findings were visualised through Chart 

1(performance), Chart 2 (Fairness) and Chart 3(India vs 

Europe comparison). 

• Secondary Data: The literature was reviewed from Indian 

HR journals and global sources including Harvard 

Business Review, Tilburg and Rotterdam HRM research. 

There is some case study from Infosys, TCS and Wipro 

were analysed to understood current situation and 

limitations in predictive analytics. 

• Analytical Approach: The study employed % analysis 

and thematic comparison to interpret survey responses and 

benchmark. The Indian practices against European 

standards. 

The visual charts were used to reflects the gaps and 

support the development of a hybrid HR analytics model. 

 

6. Data Analysis & Interpretation 
 

Table 1: Employee Perception of HR Analytics 

Statement 
Strongly 

Agree 
Agree Neutral Disagree 

Strongly 

Disagree 

HR Analytics 

improves 

performance 

20 22 5 2 1 

Analytics-based 

HR decisions are 

fair 

18 25 4 2 1 

 

 
Chart 1: Impact of HR Analytics on Performance 

(Bar chart showing majority responses in Strongly Agree 

and Agree) 

 

 
Chart 2: Fairness of Analytics-Based HR Decisions 

(Bar chart showing majority responses in Agree and 

Strongly Agree) 

 

Table 2: Current Indian Survey Data (Capterra India, 2025) 

Trend 
% of HR Leaders 

Reporting 

Upskilling as top challenge 49% 

Training employees on HR software 55% 

AI adoption in HR 62% 

Predictive analytics usage <30% 

 

Table 3: European Survey Data (HR Monitor, 2025) 
Focus Area Key Insight 

Predictive 

Analytics 
Widely adopted for workforce planning 

Employee 

Development 

Integrated strategy replacing fragmented 

approaches 

Employee 

Experience 
Strategic priority for retention 

HR Services 
GenAI and shared service cent 

transforming delivery 

 

Chart 3: Comparative HR Analytics Adoption (India vs 

Europe) 
Dimension India (%) Europe (%) 

Upskilling priority 49 70 

HR software training challenge 55 30 

Predictive analytics adoption 30 72 

Strategic alignment maturity 40 75 
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7. Findings 
 

• Global Success Trajectory: In advances economies, HR 

analytics has evolved from descriptive dashboards to 

predictive modelling. As shown chart 3, European 

organisations demonstrate high adoption of predictive 

analytics and strategic alignment maturity, enabling data-

driven workforce planning, bias reduction and proactive 

HRM. 

• Indian Limitation: Indian organisations primarily rely on 

descriptive analytics, focusing on fairness and 

transparency. It reveals from chart1 and chart 2. Yet 

chart 3 shows limited adoption of predictive tools and 

strategic maturity. This reflects a between conceptual 

acceptance and technical execution. 

• Gap: Indian HRM face challenges in HR software 

training (55%) compared to Europe ‘s 30 %. This indicates 

infrastructural constraints and a need for skill 

development to support advanced analytics integration. 

• Hybrid Insight: Combining predictive 

(Tilburg/Rotterdam) with fairness and transparency 

(India). This approach balances strategic foresight with 

ethical HR practices offering a scalable model for 

emerging economies. 

 

8. Discussion 
 

• Indian Application: Analytics helps manage attrition, 

training needs, performance evaluation. 

• Global Application: Predictive HR models align HR with 

business goals. 

• Integration: Hybrid HR Analytics model—predictive 

(global) + fairness/transparency (India). 

• Interpretation of chart 

• Chart 1: It demonstrates employee perceptions of HR 

analytics in relation to performance improvement. A 

majority of respondent selected Strongly Agree (20) and 

Agree (22), indicating that employees widely believe. 

That strong consensus highlights that data-driven HR 

practices are perceived as effective tools for enhancing 

productivity and decision-making.  

• Chart 2: It highlights employee perceptions regarding the 

fairness of analytics-based HR decisions. This indicates 

that most employees view analytics as a tool that enhances 

fairness and reduced bias in HR practices. However, a 

smaller group remained neutral or disagreed (3 in total), 

suggesting that while trust in analytics is generally strong 

and concerns about transparency and data interpretation 

persist.  

• Chart 3: It illustrates clear contrasts in HR analytics 

adoption between India and Europe. The differences 

shown in the chart suggest that while Europe is advancing 

towards strategic integration of HR analytics, India is still 

navigating foundational challenges and requiring tailored 

interventions to bridge the adoption gap 

 

9. Conclusion 
 

HR Analytics is both a global trend and an Indian necessity. 

By merging Tilburg/Rotterdam predictive frameworks with 

Indian workforce realities, organizations can achieve 

sustainable competitive advantage. The study recommends 

hybrid HR Analytics models balancing predictive insights 

with fairness and transparency. 

 

As evidenced in chart 1, a majority of employees perceive 

HR analytics as a driver of improved performance while 

chart 2 reflects strong trust in the fairness of analytics-based 

HR decisions. These perceptions validate the growing 

acceptance of data-driven HR practices among employees 

and reinforce analytics as a strategic lever for enhancing both 

efficiency and equity. 

 

However, chart 3 reveals regional disparities in adoption 

maturity. European organisations demonstrate higher levels 

of strategic alignment (75%), predictive analytics adoption 

(72%), and upskilling priority (70%) whereas Indian firms lag 

behind facing greater challenges in HR software training 

(55%) and lower adoption rates strategic dimensions. These 

gaps highlight the need for contextualised HR analytics 

frameworks tailored to India’s organisational landscape. 

 

HR analytics must evolve from a technical tool a 

transformative force-one that aligns global best practices with 

local realities, builds employee trust and drives sustainable 

growth. Indian organisations can unlock this potential by 

investing in capability building, ethical safeguards and 

transparent communication strategies. 
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