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May 30, 2024 Data analytics has become important in human resource management due to its ability to

provide insight based on data-based decision-making. However, integrating an analytics-based
approach into human resource management is a complex process. Therefore, many
organizations are unable to adopt human resource analytics. Using the framework synthesis
approach, the present study has identified and analyzed important themes about the role of
data-driven innovation (human resource analytics) in human resource management and
proposed an integrated framework. Based on the analysis and synthesis of the reviewed
articles, this study makes an initial attempt to integrate data-driven innovation adoption and
human resource management by developing a diffusion of innovation model with the two main
processes of pre-adoption and post-adoption, in which 29 sub-components were identified and
can be classified into the three categories of initiation/driver, diffusion/adoption, and effects.
Finally, using the snowball method, the data extracted from the framework synthesis was
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Keywor_ds: ) provided to experts from the field of human resource management and data science. The
Innovation adOptIOH, Human validity of the data was analyzed using the Lawshe validation method. As a result, based on
resource analytics, the acceptable values of Lawshe’s coefficients based on the number of experts, the validity of

Framework synthesis, Human | the proposed model was approved by the experts.
resource management, Data-
driven innovation

they achieve for organizations (Ahmed, 2019).
Therefore, it is very important to examine this
Extended abstract issue from an organizational point of view to
discover the exact picture or the reasons why

1. Introduction organizations are skeptical about adopting HR

Organizations are hesitant to adopt HR analytics analysis. Hence, this study is in line with recent
and are slow to get up to speed on HR analytics research that has widely applied innovation
regardless of the competitive business results diffusion to big data evaluation and analytics-
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based innovation adoption (Nam, Lee & Lee
2019; Oyemomi 2019; Marler & Boudreau
2017). It mentions the diffusion theory of
innovations to determine its line of question in
human resources analytics. Although the
popularity of using diffusion of innovation theory
does not necessarily mean that this theory is the
defining model for evaluating innovation
diffusion, it lends credibility to the present paper.
According to previous studies on innovation or
technology adoption, researchers proposed three
stages of innovation adoption, namely “pre-
adoption”, "decision adoption”, and "post-
adoption" (Halper & Stodder, 2015; Hameed et
al., 2012; Rogers, 2003). Similar to these stages,
Hameed et al. (2012) proposed a model of
innovation or technology adoption in a sequence
of the three stages of initiation, decision adoption,
and implementation. In addition, Park and Choi
(2019) and Fichman et al. (2014) examined the
innovation adoption model in two parts; they
examined  pre-implementation and  post-
implementation  consisting  of discovery,
adoption/diffusion, and impact based on diffusion
of innovation theory. Therefore, the current
research uses a two-step process to adopt data-
driven  innovation in  human  resource
management. In the first stage, "pre-adoption”,
according to the research of Park and Choi
(2019), the factors affecting the adoption of
human resource analytics are explained with
reference to the technology-organization-
environment framework. The second stage is
"post-adoption”, which includes "diffusion/
adoption " and "impact"; it examines the process
of the data-driven innovation (human resource
analytics) and its effects after the adoption of
human resource analytics, which shows that
human resource analytics becomes a strategic
function and human resource employees are
involved, in other words, with the adoption of
human resource analytics. (Halper & Stodder,
2015; Hameed et al., 2012).

Therefore, it can be said that the aim of this
study is to gain a better understanding of the
process of adopting human resource analytics in
organizations by determining the key factors
affecting the use of human resource analytics and
its potential effects and providing a conceptual
framework for the adoption of human resource

analytics. Based on this, the main question and
sub-questions of the research are as follows. The
main question of this research is: What is the
framework for using data-driven productivity in
human resource management?

What are the drivers of using data-driven
productivity in human resource management?

What is the process of data-driven
innovation?

What are the effects of using data-driven
productivity in human resource management?

2. Research Methods

The aim of the current study is to present an
innovative framework for the adoption of data-
driven  innovation in  human  resource
management using a hybrid method. First, the
effective components of the "framework
synthesis" method of research in the relevant field
are identified, and then their validity is measured
and evaluated using the opinions of experts in this
field and the Lawshe method.

3. Results

Taking a step-by-step approach to innovation, the
study of human resource analytics from the
perspective of diffusion of innovation theory
divides innovation into pre-adoption and post-
adoption processes, which are separated by
initiation, diffusion, and impact. In the pre-
adoption phase, the technology-organization-
environment framework explains technology
adoption in organizations and how the process of
adopting technological innovations is affected by
the technological, organizational, and
environmental context. Technological context is
defined in terms of technological readiness to
perform tasks with the help of technology.
Technology acts as a facilitator and motivator to
perform tasks with higher efficiency, skill, and
productivity levels. In this model, complexity,
perceived usefulness, data quality, access to
relevant data, and compatibility were identified
as effective factors in the context of technology.
Several organizational factors determine the
adoption of innovation. The factors considered in
this model are senior management support, IT
infrastructure  and  capabilities,  financial
readiness, training and development of
employees, and access to skilled labor. Also,
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from the point of view of the environmental
context, the business environment (industry) and
competitive pressure are important factors that
have a decisive effect on the adoption of
innovation.  Suppose competitors gain  a
competitive advantage by adopting HR analytics
and can attract and retain the best talent. In that
case, a company will be eager to implement and
employ this innovation. The post-adoption stage
includes the process of diffusion/adoption of the
innovation and related impacts. Data-driven
innovation is an emerging phenomenon that
integrates  digital data and analytics for
innovation. In the diffusion/adoption stage,
human resource analytics, as one of the outputs of
data-driven innovation, goes through a four-stage
process, including discovery, development,
diffusion, and post-publication. At each stage, the
organization’s managers must answer questions,
including, "What is the nature of this innovation?
What problems or needs can this innovation
solve? And should the innovation be the main
focus or a minor focus?" in the discovery phase,
"What are the main characteristics of the
innovation? What organizational applications can
it be used for? And what complementary products
and services does it provide for different types of
adopters?" in the development phase, "What is
the innovation diffusion trajectory (who, how,
and why?)? What types of firms are most prone
to innovation adoption? And what types of

deployment barriers are most prominent, and how
can they be overcome?" in the publication phase,
and "What effects of this innovation are seen
among the adopters, and what contingencies
affect these effects? What changes caused by the
innovation are observed at the individual,
company, market, and society levels? And how
Can adopters derive maximum value from this
innovation?” after diffusion to impact.

4. Conclusion

The current research seeks to provide a clear
understanding of the role of data-driven
innovation, i.e., data analytics, in human resource
management in the literature. Hence, important
issues were identified by reviewing research and
theories related to human resource analytics, and
an innovative framework based on the diffusion
of innovation theory and technology-
organization-environment ~ framework  was
proposed to answer the research questions.
Therefore, the present study discussed the
elements and factors of adopting human resource
analytics using the framework synthesis method
and finally proposed a framework for adopting
human resource analytics.
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