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ABSTRACT 

Today, organizations use digital applications to enhance their HR operations, especially during the COVID-19 

pandemic. Many organizations compete to improve business performance as well as having a competitive 

advantage in their business areas. The business strategic plans depend on business' facts and data that support 

these plans. HR analytics promises to provide evidence-based initiatives, data-driven decision making, 

prioritize the impact of HR investments and enhance the business value and performance. This study tries to 

gain insights into the reasons for not using HR analytics among Saudi HR professionals to enhance business 

performance and maintain a competitive advantage. It uses the descriptive survey research design. This paper 

focuses on the individual-level adoption of HR analytics by human resource professionals. The main objective 

of this paper is to understand the importance of HR analytics and to gain insight into the barriers that affect the 

full implementation of HR Analytics among Saudi HR professionals. The total population used in this study is 

168 HR professionals who work in the Dairy Products Manufacturing Companies in Saudi Arabia. The primary 

data used in this study collected through the Unified Theory of Acceptance and Use of Technology (UTAUT) 

questionnaire, which was sent through the work's official email, WhatsApp, and LinkedIn to the target sample. 

The study finds positive relationships between HR analytics adoption and the other factors. Also, the results 

show the main barriers that affect the implementation of HR Analytics by Saudi HR Professionals. 
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INTRODUCTION:  

Today, the Saudi Arabian society is living in a modern 

era and enjoying a welfare life, unlike the simple 

nomad life dominated in the past years. Lately, the 

evolution, transformation, and change are even greater 

after the introduction of vision 2030 in late April 2015. 

The establishment of the KSA under one ruler, Oil 

exploration, and the need for inexpensive and safe oil 

sources after World War-II for the rebuilding of 

Europe, which enhanced the Saudi Arabian oil Indu-

stry, and shaped the Saudi economy's current structure. 

In the Arabian Peninsula before the discovery of oil, 

the concept of the labor force was different from 

Western societies. It did not exhibit a clear division of 

classes and it was limited to application. Most of the 

Saudi people were engaged in self-employment or 

practicing traditional types of working (Al-Asmari, 

2008).  
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The focus of this paper is to explore the perception of 

HR professionals about HR analytics and the factors 

that affect the adoption of HR analytics among them. 

This study tries to cover the perception of Saudi HR 

professionals working on dairy products manufact-

uring companies in Saudi Arabia. It focuses on the 

factors that affect the implementation of HR analytics 

among HR professionals. Saudi Arabia is the biggest 

producer of dairy products compared with other Gulf 

Cooperation Council (GCC) countries. This due to the 

highest per capita level in Saudi Arabia.  
 

This paper is important because it covers the adoption 

of HR analytics by HR professionals. Today, organi-

zations use digital applications to enhance their HR 

operations, especially during the COVID-19 pandemic. 

It provides recommendations to improve the adoption 

level of HR analytics. The findings of this study are 

expected to fill the gap in the literature especially that 

related to the HR analytics adoption among HR 

professionals in Saudi Arabia. 
 

Literature Review 

HR Analytics - Organizations view human capital as a 

significant factor in corporate development and eco-

nomic growth, in addition to being a source of com-

petitive advantage (Delery & Roumpi, 2017). Organi-

zations are competing to attract, select, retain and 

motivate talented employees (Andrijević Matovac et 

al., 2010). The business environment and our lives are 

affected by digitalization. The world of business is 

depending heavily on technology. Conducting business 

without technology will be impossible during these 

years (BarNir et al., 2003). The huge increase and 

availability of data amount, storing techniques, and 

processing speed are contributing to the development 

of technology and positively affecting organizations 

and the systems of work (Strassmann, 1985). Having 

high-volume data along with the analytics tools helped 

organizations making data-driven decisions and fore-

casting in different aspects and areas (Angrave et al., 

2016). 
 

The data-driven decisions used to support decision-

making in human resource management (HRM) and 

the availability of big data is considered as the oppor-

tunity for potential growth in the field of HR analytics 

(Milon, 2019). Many studies have shown that under-

standing Human Resources Analytics (HRA) and 

leveraging it in daily operations improve the data-

driven HRM and support the business function. The 

adoption and implementation of analytics have been 

growing and likely to continue in the HR field (Fitz-

Enz & John Mattox, 2014). Many organizations today 

believe that human capital management (HCM) is one 

of the most valuable assets in all business operations. 

Analytics offers great managerial support for mana-

ging human capital (Levenson & Fink, 2017). Organi-

zations can attain a competitive advantage when ace-

pting and using HRA. HRA will enable organizations 

to build a better link for hiring and retaining top talent. 

However, failure of accepting HRA will affect the 

organization's competitive advantage adversely (Min-

baeva, 2018). 
 

Some of the factors, which affect the acceptance of 

using these innovations in HR, include the lack of 

business intelligence and mathematical knowledge that 

HR professionals have lack of understanding the quan-

titative data and not being able to deal with it (Fitz-

Enz, 2010). The decision that is taken based on evi-

dence drawn from data analysis is more likely to be 

better than an intuition-based decision. Accepting to 

use HR analytics will enable organizations to build a 

better link for hiring and retaining top talent through 

supporting the HRM dissection making process. On 

the contrary, they fail to use HR analytics will negat-

ively affect the organization's competitive advantage 

(Fitz-Enz, 2010). HR analytics promises to provide 

evidence-based results, decisions based on data, prior-

itize the impact of HR investments, and enhance the 

business value and performance (Hoque et al., 2020). 

Thus, the present study aims to gain insights into the 

reasons for not using HR analytics among Saudi HR 

professionals to enhance business performance and 

maintain a competitive advantage. The development of 

human capital (HC) will play a major role in the Saudi 

Vision of 2030. Following the vision, 450,000 new 

jobs will be created by the end of the year 2020. From 

now up to fifteen years, the unemployment rate expe-

cted to reduce from 11.6% to 7%, and the Saudi labor 

force will approximately reach 8.6 million. Estimation 

shows that Saudis entering the labor market will dras-

tically as an average of 203 thousand jobs is needed to 

accomplish the vision of 2030. HR analytics adoption 

http://www.universepg.com/


Alsuliman and Elrayah / Canadian Journal of Business and Information Studies, 3(2), 29-37, 2021 

UniversePG l www.universepg.com                                                                                                                                            31 

will enable organizations to build a better link for 

hiring and retaining top talent and will help in 

supporting the HRM dissection making process (Fitz-

Enz, 2010).  
 

Organizations are considering HC as an important 

source of competitive advantages and it’s essential for 

business development (Andrijević Matovac et al., 

2010; Pradana et al., 2020). According to Rasmussen 

& Ulrich, (2015), many organizations are still not 

taking advantage of using HR analytics or still at the 

early stages of implementation. The number of the 

published papers that HR analytics is enhancing busi-

ness strategies and value creation is weak. Organiz-

ations rarely share success stories of the impact of HR 

analytics on business performance. However, to the 

contrary, Google, IBM, and some companies like them 

have already taken bigger steps in the area of analytics 

to get a head start. The available examples are few and 

more research is required on how organizations get 

affected by implementing HR analytics (Kim, Dibrell, 

Kraft, & Marshall, 2021; Rasmussen & Ulrich, 2015; 

Zhou, Liu, Chang, & Wang, 2021). As stated by many 

publishers, using HR analytics will increase an organi-

zation's productivity and enhance its overall value. 

Although, very few HR experts enrolled in this pro-

cess. This work aims to discover the hindrance and 

barriers to adopting HR analytics among Saudi HR 

professionals. 
 

HR Professionals - There are international standards 

that impact hiring, orienting, promoting, training, and 

assessing HR professionals (Ulrich et al., 2013). HR 

professionals use to provide organizations with assis-

tant and guidance that comply with the international 

people management standards. Today, many HR certi-

fication bodies like the Chartered Institute of Personnel 

Development (CIPD), the Society of Human Resource 

Management have developed their professional map 

that design to cover the main knowledge areas, skills, 

and competencies required by the HR profession. 

Many factors affect HR professionals include the 

technological impact (Acemoglu & Restrepo, 2019; 

Kochan, 2007; Parry & Strohmeier, 2014). Besides, 

the HR profession is faced with many challenges that 

might affect its existence in the future (Guest & Con-

way, 2011; Kochan, 2004; Rucci, 1998; Tzafrir et al., 

2007). 
 

The Conceptual Model of the Research 

 

 

 

 

 

 

 

 

 

 

 

 

Fig1: Conceptual model of the research. 
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 H1: There is a relationship between the self-

efficacy factor and the adoption of using HR 

analytics. 

 H2: There is a relationship between the social 

influence factor and the adoption of using HR 

analytics. 

 H3: There is a relationship between the social 

influence factor and the adoption of using HR 

analytics.  

 H4: There is a relationship between the tool 

availability factor and the adoption of using 

HR analytics.  

 H5: There is a relationship between the data 

availability factor and the adoption of using 

HR analytics.  

 H6: There is a relationship between the self-

efficacy factor and the adoption of using HR 

analytics. 

 

METHODOLOGY:  

This study uses a descriptive survey research design. It 

uses quantitative data. A questionnaire was used to 

find the reasons affecting HR professionals in adopting 

HRA. The UTAUT questions were sent to the Saudi 

HR professionals who are working in the dairy pro-

ducts manufacturing companies in Saudi Arabia. A 

questionnaire was sent through emails, WhatsApp, and 

LinkedIn to the target sample. The total population of 

this study was 168 HR professionals. 
 

This study has used Steven K. Thompson's, (2012) 

sampling formula to identify the sampling size from 

total population. The equation suggested as follows: 
 

   𝒏 =
𝑵∗𝒑(𝟏−𝒑)

[[𝑵−𝟏∗(
𝒅𝟐 

𝒁𝟐 )]+𝒑(𝟏−𝒑)]
  

 

Where, the sample size is n, the total population is N, 

Z is the confidence level at 95%, d is the error pro-

portion (0.05) and p is the probability (S. Thompson, 

2012). The sample used in this study was 117 HR 

professionals. 
 

The primary data collected to explore the relationship 

between the adoption of HR analytics and the 

following factors: effort expectancy, performance exp-

ectancy, social influence, tool availability, data avail-

ability, and self-efficacy. The questionnaire was sent to 

each employee personally to answer through social 

media applications (WhatsApp & LinkedIn), through 

work email (colleagues of the researcher), or through 

calling the staff and asking them, the needed questions 

to fill the questionnaire. The questionnaire was deve-

loped according to the Unified Theory of Acceptance 

and Use of Technology (UTAUT) and modified by the 

researchers using the Google survey form. The data 

collected and analysed using statistical software 

(SPSS). 

 

RESULTS AND FINDINGS:  

The Demographic Analysis - The below table shows 

that about 117 HR professionals have completed and 

returned the questionnaire which represents about 

100% of the total sample. The Table 1 shows that 

about 43.6% of the respondents are female, while 

56.4% are male. The Saudis represent 97.4% of the 

total sample that used in this study. About 59% of the 

respondents have a bachelor's degree, 29.9% have a 

diploma, 3.4% have a doctorate, 6.8% have master's 

degrees and only 0.9 have other qualifications.  
 

All respondents are working in the main HR areas and 

the majority of them (79.5%) have more than five 

years' experience in the HR profession. 
 

Table 1: Demographic Characteristics of the Respon-

dents 
 

Characteristics Frequency Percentage 

  Age 

25 – 35 

36 - 45 

46 – 55 

Over 56 

 

38 

45 

32 

2 

 

32.5 

38.5 

27.4 

1.7 

  Gender 

  Female 

  Male 

 

51 

66 

 

43.6 

56.4 

  Nationality 

  Non-Saudi 

  Saudi 

 

3 

114 

 

2.6 

97.4 

  Education 

  Bachelor's 

degree 

  Diploma 

  Doctorate 

  Master's 

degree 

  Other 

 

69 

35 

4 

8 

1 

 

59.0 

29.9 

3.4 

6.8 

0.9 
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The Descriptive Analysis - This study was conducted 

on the participants mentioned earlier, to measure the 

correlations between the dependant variable (Adoption 

of HRA) and the 6 independent variables (Social In-

fluence, Self-Efficacy, Tool Availability, Data Avail-

ability, Performance Expectancy, and Effort Expec-

tancy). 
 

Adoption of HRA 

Pearson Correlation Analysis - The Pearson correla-

tions were tested for the single new value of each 

independent variable with the dependent variable’s 

new value to determine the contribution of each IV on 

individual adoption of HR analytics. The tables below 

summarize the results where r indicates the Pearson 

correlation coefficient, n indicates the total responses, t 

statistics equals =
𝑟∗√𝑛−2

√1−𝑟2
 , DF indicates the decrease 

of freedom. 
 

H1: There is a relationship between the self-efficacy 

factor and the adoption of using HR analytics. 
 

Table 2: Correlation between self-efficacy and HRA 

adoption 
 

 Self-Efficacy 

 

 

Adoption of 

HRA 

 

Pearson Correlation 

Coefficient 0.6211 

n 117 

t statistics 8.4985 

DF 115 

p-value (2-tailed) 0.0000 

 

The p-value equals 0.000 which indicates that the 

observations are inconsistent with the null hypothesis 

(The null hypothesis states that there is no relationship 

between self-efficacy and HRA adoption), the null 

hypothesis can be rejected (Table 2). 
 

H2: There is a relationship between the social influ-

ence factor and the adoption of using HR analytics. 
 

As shown in the table above, the Pearson correlation 

between the two variables equals 0.6607 which indi-

cates a positive relationship between the social influ-

ence factor and the adoption of HR analytics (Table 

3). 

Table 3: Correlation between social influence and 

HRA adoption 
 

 Social Influence 

 

 

Adoption 

of HRA 

 

Pearson Correlation 

Coefficient 0.6607 

n 117 

t statistics 9.4395 

DF 115 

p-value (2-tailed) 0.0000 

 

The p-value equals 0.000 which indicates that the 

observations are inconsistent with the null hypothesis 

(The null hypothesis states that there is no relationship 

between social influence and HRA adoption), the null 

hypothesis can be rejected (Table 3). 
 

H3: There is a relationship between the tool avail-

ability and the adoption of using HR analytics. 
 

Table 4: Correlation between tool availability and 

HRA adoption 
 

 Tool Availability 

 

 

Adoption 

of HRA 

 

Pearson Correlation 

Coefficient 0.6673 

n 117 

t statistics 9.6089 

DF 115 

p-value (2-tailed) 0.0000 

 

As shown in the table above, the Pearson correlation 

coefficient value between the two variables equals 

0.6673 which indicates a positive relationship between 

the tool availability factor and the adoption of HR 

analytics. The p-value equals 0.000 which indicates 

that the observations are inconsistent with the null 

hypothesis (The null hypothesis states that there is no 

relationship between tool availability and HRA adop-

tion), the null hypothesis can be rejected (Table 4). 

 

H4: There is a relationship between the data avail-

ability and the adoption of using HR analytics. 
 

As shown in the table above, the Pearson correlation 

coefficient values between the two variables equal 

0.6474 which indicates a positive relationship between 

the data availability factor and the adoption of HR 

analytics (Table 5). 
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Table 5: Correlation between data availability and 

HRA adoption 
 

 Data Availability 

 

 

Adoption 

of HRA 

 

Pearson Correlation 

Coefficient 0.6474 

n 117 

t statistics 9.1082 

DF 115 

p-value (2-tailed) 0.0000 

 

The p-value equals 0.000 which indicates that the 

observations are inconsistent with the null hypothesis 

(The null hypothesis states that there is no relationship 

between data availability and HRA adop-tion); the null 

hypothesis can be rejected (Table 5). 
 

H5: There is a relationship between the effort expect-

ancy and the adoption of using HR analytics. 
 

Table 6: Correlation between effort expectancy and 

HRA adoption 
 

 Effort expectancy 

 

 

Adoption 

of HRA 

 

Pearson Correlation 

Coefficient 0.6403 

n 117 

t statistics 8.9393 

DF 115 

p-value (2-tailed) 0.0000 

 

As shown in the table above, the Pearson correlation 

coefficient values between the two variables equal 

0.6403 which indicates a positive relationship between 

the effort expectancy factor and the adoption of HR 

analytics. The p-value equals 0.000 which indicates 

that the observations are inconsistent with the null 

hypothesis (The null hypothesis states that there is no 

relationship between effort expectancy and HRA adop-

tion), the null hypothesis can be rejected (Table 6). 
 

H6: There is a relationship between the performance 

expectancy and the adoption of using HR analytics. 
 

As shown in the table above, if Pearson correlation 

coefficient values between the two variables equal 

0.5929 which indicates a positive relationship between 

the performance expectancy factor and the adoption of 

HR analytics (Table 7). 

Table 7: Correlation between performance expectancy 

and HRA adoption 
 

 

Performance 

expectancy 

 

 

Adoption 

of HRA 

 

Pearson Correlation 

Coefficient 0.5929 

n 117 

t statistics 7.8951 

DF 115 

p-value (2-tailed) 0.0000 

 

The p-value equals 0.000 which indicates that the 

observations are inconsistent with the null hypothesis 

(The null hypothesis states that there is no relationship 

between performance expectancy and HRA adoption), 

the null hypothesis can be rejected (Table 7). 

 

DISCUSSION: 

As stated by many publishers, the use of HR analytics 

increases an organization's productivity and enhances 

its overall value, then why HR professionals are not 

involved in analytics, specifically HR analytics? The 

purpose of the present research was to discover the 

hindrance and barriers of adopting HR analytics 

among Saudi HR professionals. This study discusses 

the adoption of technological innovation theory at the 

individual-level and the adoption of HR analytics by 

HR professionals HRM field. Having the necessary 

tools to perform analytics is an important factor that 

has a great impact on the decision of HR professionals 

to use HR analytics. The availability of tools means 

having the right systems or applications, along with 

having the necessary skills to understand and perform 

the required tasks on the systems (Mondore et al., 

2011). 
 

According to Rogers, (2010), the first step of the 

process of accepting or rejecting the adoption of the 

innovation is the knowledge step. Individuals at this 

step are seeking to understand and learn more about 

innovation. In this research, the importance of tool 

availability in the decision of adopting HR analytics 

can be demonstrated through the estimated correlation 

between HRA adoption and tool availability. The 

correlation coefficient revealed a positive relationship 

(r  0.6673) and it was the highest among other 
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factors. This research has found that the perception of 

HR professionals of how simple using HR analytics 

has a great impact on adopting the use of it. In other 

words, if HR professionals are expecting that the 

adoption of HR analytics requires very little effort, it 

would be more likely that they will use it (Venkatesh 

et al., 2012). 
 

In this study, around 71% of the respondents claim that 

they adopt HR analytics (the level of adoption varies), 

and approximately 63.84% of the respondents believe 

that learning and using HR analytics is not difficult. 

The perception of HR professionals of how the adop-

tion of HR analytics is willing to increase their job 

performance is another factor that impacts their deci-

sion of adopting the use of HR analytics. Performance 

expectancy can be explained as; the level of an 

individual's willingness or unwillingness to use an 

application if they believe it will enhance performing 

their tasks.  
 

Previous papers have shown that the impact of 

performance expectancy on an individual's intention of 

using technology is very high (Davis, 1989). Even 

though the correlation coefficient between the HRA 

adoption and performance expectancy was the lowest 

compared with other factors, it was estimated at 0.592 

which indicates a positive relationship between the two 

variables. 
 

CONCLUSION AND RECOMMENDATIONS: 

This study has also found that HR professionals who 

believe that they are capable of learning and perfor-

ming the required process of analytics are more likely 

to adopt using it. The correlation coefficient between 

self-efficacy and HR analytics adoption was the 

second-highest score in this study, which indicates the 

high contribution of this factor on the HR profession-

nals’ decision of adoption. Data availability is another 

important factor of this study. The correlation coeffi-

cient between data availability and the adoption of 

using HRA was estimated as (.647) which is consi-

dered as an indicator of a positive relationship among 

the two factors. 
 

Applying this study to a larger sample is highly recom-

mended as it may present different results. Another 

recommendation for further studies is to increase the 

scope and cover different Saudi HR professionals 

working in different areas. This study also could 

include larger diversity and international scope. It is 

recommended for further studies also to measure other 

factors external and demographic factors and not being 

limited to only the factors of the unified theory of 

acceptance and use of technology. 
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