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Abstract- This case explores how Nexora Manufacturing 

Pvt. Ltd., a mid-sized Indian manufacturing enterprise, 

implemented Human Resource Analytics (HRA) to align 

its people strategies with business objectives. Drawing 

insights from leading studies (Mondore et al., 2011; 

Tomar & Gaur, 2020; Opatha, 2020; Chalutz Ben-Gal, 

2019), the case demonstrates the strategic role of HR 

analytics in enhancing workforce productivity, reducing 

attrition, and improving overall business outcomes. The 

case highlights how integrating predictive and 

prescriptive analytics enabled Nexora to transform HR 

from an administrative function to a strategic partner 

driving business growth. 
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I. INTRODUCTION 

 

The emergence of HR Analytics (HRA) has 

revolutionized the way organizations approach 

workforce management and strategic decision-

making. As noted by Opatha (2020), HR analytics 

integrates data-driven insights into HR functions to 

improve decision quality, resource allocation, and 

performance outcomes. Chalutz Ben-Gal (2019) 

emphasized that when HR analytics is linked with 

financial and operational data, it generates measurable 

returns on investment (ROI) through talent 

optimization and productivity enhancement. The 

relevance of HRA has intensified in the Industry 4.0 

era, where organizations must adapt to digital 

transformation and data-centric cultures (Wolniak et 

al., 2024). For companies like Nexora Manufacturing, 

which faced skill shortages and declining productivity, 

the adoption of HRA became essential to sustain 

competitiveness and achieve business excellence. 

 

II. ORGANIZATIONAL BACKGROUND 

 

Nexora Manufacturing Pvt. Ltd., established in 2008 

in Pune, India, specializes in automotive components 

for electric vehicles. With a workforce of over 1,200 

employees, Nexora experienced rapid growth between 

2015 and 2020. However, by 2021, challenges 

emerged in workforce retention, declining employee 

engagement, and mismatched skillsets—leading to 

production inefficiencies and high operational costs. 

The HR department’s traditional methods—manual 

performance reviews and intuition-based hiring—

failed to provide actionable insights. The management 

thus decided to adopt HR Analytics as a strategic 

initiative aligned with the company’s business goals: 

improving productivity, reducing turnover, and 

enhancing workforce planning. 

 

III. PROBLEM STATEMENT 

 

Nexora faced three interrelated HR challenges: 

1. High employee turnover (18% annually), 

particularly among skilled technicians. 

2. Declining productivity, resulting in missed delivery 

deadlines. 

3. Ineffective recruitment, leading to poor role fit and 

extended onboarding cycles. 

The leadership recognized that these issues were data-

rich but insight-poor. As Mondore et al. (2011) argue, 

HR analytics enables organizations to bridge the gap 

between data collection and strategic outcomes, 

thereby enhancing business performance. Nexora 

needed to operationalize HRA to diagnose problems, 

design targeted interventions, and track measurable 

results. 

 



© November 2025| IJIRT | Volume 12 Issue 6 | ISSN: 2349-6002 
 

IJIRT 186436 INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY 1653 

IV. APPLICATION OF HR ANALYTICS 

(HRA) 

 

Following the HR analytics framework proposed by 

Wirges and Neyer (2023), Nexora implemented a 

process-oriented analytics model in three stages: 

1. Descriptive Analytics: Using historical HR data 

(2018–2021), the team analyzed trends in turnover, 

absenteeism, and performance ratings. They found 

that 60% of resignations occurred within the first 18 

months of employment. 

2. Diagnostic Analytics: Cross-tabulation and 

regression analyses (as suggested by Zeidan & Itani, 

2020) revealed that poor onboarding satisfaction and 

lack of skill utilization were key predictors of early 

turnover. 

3. Predictive Analytics: Following Ruohonen’s (2015) 

recommendation, Nexora employed predictive 

modeling using logistic regression in IBM SPSS to 

identify high-risk employees. The model achieved 

82% prediction accuracy, allowing HR managers to 

proactively engage at-risk employees. 

4. Prescriptive Analytics: Drawing from Madhavi 

Lakshmi and Siva Pratap (2016), the company 

translated insights into strategy—designing 

customized learning modules, revising recruitment 

criteria, and introducing analytics-driven performance 

appraisal systems. 

 

V. DATA INSIGHTS AND BUSINESS 

ALIGNMENT 

 

After one year of implementing HR Analytics: 

- Employee turnover dropped from 18% to 10%. 

- Productivity per employee improved by 12%. 

- Recruitment cycle time reduced by 25%. 

- Employee engagement scores rose from 68% to 82%. 

 

These results validated the findings of Tomar and 

Gaur (2020), who emphasized that HRA supports 

proactive decision-making and enhances HR’s 

strategic role. Additionally, Sethi and Randhawa 

(2022) argue that HRA contributes to sustainable 

business development by integrating workforce 

insights into environmental and financial goals—an 

aspect Nexora is now exploring. 

 

 

 

VI. IMPACT ON BUSINESS GOALS 

 

By linking HRA outcomes with financial metrics, 

Nexora demonstrated that improved workforce 

performance translated into measurable business 

gains: 

- Operating costs decreased by 8%. 

- On-time delivery rates improved by 15%. 

- Customer satisfaction (CSAT) scores rose to 91%. 

These outcomes reaffirm Chalutz Ben-Gal’s (2019) 

assertion that HR analytics generates tangible ROI 

when integrated into corporate strategy. Furthermore, 

Valecha (2022) highlighted that while HRA adoption 

presents challenges—data privacy, skill gaps, and 

cultural resistance—these can be mitigated through 

leadership commitment and capacity-building. 

 

VII. LESSONS LEARNED AND TEACHING 

NOTES 

 

Key Takeaways for MBA Students: 

1. HRA transforms HR from a transactional to a 

strategic function. 

2. Predictive models aid in forecasting workforce 

trends and improving retention. 

3. Cross-functional data integration enhances decision 

accuracy. 

4. Successful HRA implementation requires 

leadership support and analytic competence. 

 

Classroom Discussion Questions: 

1. How did Nexora align HR Analytics with its 

strategic business goals? 

2. What were the critical success factors and 

challenges in implementation? 

3. How could Nexora extend its use of analytics to 

performance management or succession planning? 

4. What ethical considerations must be addressed 

when using employee data for predictive modeling? 

 

VIII. CONCLUSION 

 

Nexora Manufacturing’s experience illustrates that 

HR analytics, when applied systematically, can be a 

decisive enabler of organizational success. By 

embedding data-driven HR practices, the firm 

achieved both operational efficiency and strategic 

agility. As supported by literature, HR analytics is not 

merely a technological tool but a transformative 
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capability that empowers HR leaders to drive 

measurable business outcomes. 
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