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ABSTRACT
HR Analytics is an information-technology based HR practice that includes descriptive, visual and statistical analysis and uses to
understand and measure business impact and make data-driven decisions. The study has adopted a conceptual and integrative
research design based on a systematic review and synthesis of relevant theoretical and empirical literature on HR Analytics
adoption. The study has examined five established theoretical perspectives: Technology Acceptance Model (TAM), Theory of
Planned Behaviour (TPB), Unified Theory of Acceptance and Use of Technology (UTAUT), Diffusion of Innovations (DOI), and
Technology—Organisation—Environment (TOE) framework. The theoretical basis of the study sees HR analytics adoption as a multi-
dimensional phenomenon that encompasses individual cognition and behavior, organizational and social support, innovation
characteristics and broader technological and environmental conditions.
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1. INTRODUCTION

Hamilton et al. (2016) conceptualise decision-making as a cognitive and behavioural process through which individuals assess
available alternatives and select an appropriate course of action. This process may follow a rational approach based on systematic
information collection and analysis or an intuitive approach that relies on experience, feelings, and personal judgement. In the
managerial context, effective decision-making further depends on a combination of relevant skills, competencies, accuracy,
experience, and strategic understanding (Covin et al., 2025).

HR Analytics is not just about relying on managerial judgment, it also allows organizations to analyze patterns in areas of
recruitment, employee performance and productivity, employee turnover, absenteeism, employee engagement, workforce planning
and talent management. HR Analytics is an information-technology based HR practice that includes descriptive, visual and statistical
analysis and uses to understand and measure business impact and make data-driven decisions.

HR analytics plays an increasingly important role in managerial decision-making by facilitating data-driven and evidence-based
decisions. Through the systematic analysis of workforce information, it supports rational decision-making, enhances organisational
productivity, and helps managers anticipate potential workforce-related challenges (Arora et al., 2024). The integration of artificial
intelligence (Al) has further expanded the capabilities of HR analytics by enabling predictive and prescriptive insights, thereby
supporting managers in areas such as employee retention, recruitment, and the personalisation of HR practices (Brink et al., 2024).
Human Resource Analytics (HRA) has emerged as an important component of the decision-making process for human resource
management professionals. Over the past two decades, organisations have experienced significant transformations driven by
globalisation, rapid technological advancements, the growth of the knowledge-based economy, increasing competition, and other
environmental changes. These developments have consequently led to substantial changes in HR functions and practices as
organisations seek to align their workforce strategies with evolving business requirements. The integration of information
technology (IT) with HR has increasingly enabled organisations to manage human resources more strategically and enhance the
effectiveness of HR processes. Within this context, HR Analytics has emerged as a significant and evolving area of Human Resource
Management. The literature uses several related terms, including Workforce Analytics, People Analytics, and Talent Analytics,
to describe HR Analytics. Broadly, HR Analytics can be understood as a systematic process of applying statistical and analytical
techniques to examine the relationship between HR practices and organisational performance.

2. OBJECTIVE OF THE STUDY
e To examine the theoretical foundations of HR Analytics adoption through TAM, TPB, UTAUT, DOI and TOE
perspectives.

3. RESEARCH DESIGN

The study has adopted a conceptual and integrative research design based on a systematic review and synthesis of relevant theoretical
and empirical literature on HR Analytics adoption. The study has examined five established theoretical perspectives: Technology
Acceptance Model (TAM), Theory of Planned Behaviour (TPB), Unified Theory of Acceptance and Use of Technology (UTAUT),
Diffusion of Innovations (DOI), and Technology—Organisation—Environment (TOE) framework.
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4. THEORETICAL EXPLANATION

The determinants of HR analytics adoption are shaped by factors at individual, organisational, technological, and environmental
levels. Thus, following lines of research on the adoption of technology, this research paper aims to develop a consolidated theoretical
foundation for the comprehensive study of the determinants of HR analytics adoption and usage in HR practices using relevant
technology adoption and behavioural theories. The technological perspectives considered in this research paper are: Technology
Acceptance Model (TAM), Theory of Planned Behaviour (TPB), Unified Theory of Acceptance and Use of Technology (UTAUT),
Diffusion of Innovations (DOI) and the framework of Technology-Organisation-Environment (TOE). These perspectives
collectively explain the individual, organisation, technology and environment factors that affect technology adoption.

4.1: Technology Acceptance Model (TAM): offers a theory of the adoption of technology at the individual level. Davis (1989)
proposed that an individual's intention to adopt a technology is mediated by perceived usefulness and perceived ease of use;
perceived usefulness is the degree to which a user believes a technology will enhance his or her job performance, and perceived
ease of use is the degree to which an individual believes a technology is easy. Within the context of HR analytics, TAM is relevant
because HR professionals' perceptions of the usefulness and ease of using analytical tools may influence their willingness to adopt
them. Analytical tools perceived as useful for improving HR decisions and sufficiently manageable in practice are more likely to
receive acceptance, whereas perceptions of complexity or limited usefulness may discourage adoption.

4.2: Theory of Planned Behaviour (TPB): It extends the behavioural explanation of adoption by emphasising attitudes, subjective
norms, and perceived behavioural control as determinants of behavioural intention (Ajzen, 1991; Ajzen, 2001). The theory therefore
recognises that adoption is influenced not only by perceptions of a technology but also by social expectations and an individual's
perception of their ability to perform the relevant behaviour. In HR analytics adoption, TPB is useful for understanding the influence
of attitudes towards data-driven decision-making, social expectations within the organisation, and confidence in using analytical
tools. Resistance to change, low confidence, or perceptions that analytics is incompatible with established HR practices may
therefore reduce the intention to adopt analytical tools.

4.3: Unified Theory of Acceptance and Use of Technology (UTAUT): It integrates important determinants of technology
acceptance within an organisational context. The model identifies performance expectancy, effort expectancy, social influence, and
facilitating conditions as important factors influencing technology acceptance and use (Venkatesh et al., 2003).

The relevance of UTAUT to HR analytics lies particularly in its recognition of organisational and social influences. Leadership
support, peer influence, appropriate organisational resources, and facilitating conditions can strengthen the likelihood that HR
professionals will use analytical tools. Thus, adoption is considered not only as an individual decision but also as a behaviour
influenced by the organisational environment.

4.4: Diffusion of Innovations (DOI): It explains how an innovation spreads through a social or organisational system and how
individuals or organisations differ in their readiness to adopt it (Rogers, 2003). The diffusion process is influenced by characteristics
of an innovation, including its relative advantage, compatibility, complexity and observability.

In relation to HR analytics, DOI helps explain how characteristics of analytical technologies can influence their acceptance and
spread within organisations. HR analytics tools that demonstrate clear advantages, fit existing HR practices, and are relatively
understandable may be adopted more readily. Conversely, perceived complexity or incompatibility with existing practices may slow
diffusion.

4.5: Technology Organisation Environment (TOE) Framework: It provides an organisational-level perspective on technology
adoption. It proposes that adoption decisions are influenced jointly by technological conditions, organisational characteristics, and
the external environment (Tornatzky & Fleischer, 1990).

The technological dimension includes factors relating to technological preparedness and infrastructure. The organisational
dimension considers resources, organisational readiness, leadership, and internal capabilities, while the environmental dimension
reflects external pressures and contextual conditions. TOE is therefore particularly relevant to the present study because it helps
explain why HR analytics adoption may differ across organisations, industries, and geographical settings.

4.6: Integrated Theoretical Perspective: The five theoretical perspectives offer a multi-level explanation for the adoption of HR
analytics. TAM and TPB mainly account for individual perceptions, attitudes, behavioral intentions and perceived capabilities of
using analytical technologies. UTAUT adds to this view by including variables of the organisation and society such as facilitating
conditions and social influence. The key difference between DOI and TOE is that the former is concerned with the attributes and
spread of the innovation, while the latter is concerned with the larger setting or the adoption of the innovation, which include both
the technological and organisational context as well as the environment (Davis, 1989).

The theoretical basis of the study sees HR analytics adoption as a multi-dimensional phenomenon that encompasses individual
cognition and behavior, organizational and social support, innovation characteristics and broader technological and environmental
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conditions. These theory bases can serve as a foundation to understanding inhibitors and enablers of the use of HR analytics and

how these affect the use of analytics in HR practices and HR decision making.

5. SIGNIFICANCE AND KEY AREAS OF TECHNOLOGICAL PERSPECTIVES IN HR ANALYTICS

Table 1: Table showing significance and key areas of technological perspectives in HR Analytics

Theory / Framework

Significance for HR Analytics

Key Areas / Constructs

Technology Acceptance Model
(TAM)

Explains employees’ and HR

professionals’ acceptance and

intention to use HR Analytics
technologies.

Perceived usefulness; perceived
ease of use; attitude; behavioural
intention; actual technology use

Theory of Planned Behaviour
(TPB)

Explains behavioural intention to
adopt HR Analytics based on
individual attitudes, social
influence and perceived control.

Attitude; subjective norms;
perceived behavioural control;
behavioural intention; actual
behaviour

Unified Theory of Acceptance
and Use of Technology (UTAUT)

Provides an integrated explanation
of technology acceptance by
considering individual, social and
facilitating factors.

Performance expectancy; effort
expectancy; social influence;
facilitating conditions; behavioural
intention; use behaviour

Diffusion of Innovations (DOI)

Explains how HR Analytics
innovations spread and are adopted
within organisations over time.

Relative advantage; compatibility;
complexity; trialability;
observability; adoption process

Technology—Organisation—
Environment (TOE)

Examines HR Analytics adoption
from an organisational perspective
by considering technological,
organisational and environmental
conditions.

Technological readiness;
organisational resources;
management support;
organisational culture; external
environment;
regulatory/competitive pressure

6. CONCLUSION
HR Analytics has emerged as an important technology-enabled approach for strengthening evidence-based HR practices and
managerial decision-making. The present conceptual study demonstrates that its adoption cannot be explained through a single
theoretical perspective. TAM highlights perceived usefulness and ease of use, while TPB emphasises attitudes, subjective norms
and perceived behavioural control. UTAUT incorporates performance expectations, social influence and facilitating conditions,
whereas DOI explains the influence of innovation characteristics and diffusion. TOE further extends the perspective by incorporating
technological, organisational and environmental conditions. Collectively, these theories provide a comprehensive multi-level
foundation for understanding the enablers and barriers influencing HR Analytics adoption and its application in contemporary HR
decision-making.
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