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Abstract

To improve the human resources innovation
through technology, organizations around the
world are focusing on the human resources
analytics adoption among the human resources
professional and using the human resources
analytics for more informed decision making.
This research aims to investigate the mediating
role of HRA adoption intention in the relation
between the effort expectancy, facilitating
conditions, hedonic motivation, and business
acumen on the HRA adoption level, especially
from the perspective of HR professionals and
other department’s heads, using the UTAUT
model in terms of effort expectancy and
facilitating  conditions constructs, and by
integrating business acumen as a key element
influencing HRA adoption level through HRA
adoption intention. This research uses a deductive
research approach, starting with the established
UTAUT theory to derive definite hypotheses
related to HRA analytics adoption. By utilizing
explanatory research, the result aim to confirm or
challenge current theories based on data collected
from the Egyptian banking sector’s HR workers

and other department’s heads.The data collection
strategy used is the survey; a range of SPSS (23)
statistical analysis tools was utilized to provide
validations to the model based on the data
collected through questionnaires collected from
500 HR professionals and department heads in 6
major banks in Cairo: CIB, NBE, QNB, Banque
Misr, Banque du Caire, and AlexBank.The sample
targeted was including HR junior level, HR senior
level, and HR heads, together with department
heads from other departments. Based on the
sample size calculations, the initial samples
should be 194 HR employees, and 295 department
heads. The results show that UTAUT model
dimensions in terms of effort expectancy and
facilitating conditions along with business acumen
significantly relate to the HRA adoption intention,
which mediates their indirect relationship with
HRA adoption level. HR leaders, and business
managers can incorporate these results to facilitate
the adoption of the human resources analytics at
all levels in their organizations.

Keywords: Human Resources Analytics, HRA
Adoption Intention, HRA Adoption Level, Business
Acumen, UTAUT Model
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1. Introduction

The landscape of Human Resource Management
(HRM) in Egypt is experiencing a crucial
transformation driven by technological developments;
the organizational transformation should have an
effective HRM to adapt to those technological
advancements and the market demands (Al-Shaiba &
Kog, 2017).According to Heuvel & Bondarouk
(2017), The HR analytics is expected to be a well-
established discipline by 2025 with a vital impact on
the outcomes of the business. Regardless the
perceived benefits, the HR analytics adoption among
the HR professionals still slow-moving due to the
barriers of having the adequate information
technology (IT) infrastructure Capabilities enabling
for HR analytics adoption (Vargas et al, 2018). As the
organizations often lack the ability make accurate
judgments and decisions driven by deep insights ideas
known as business acumen (Makhele & Barnard,
2020) and the essential support which both hinders the
effective implementation (Masum, 2015). The HR
analytics adoption has gained momentum in the recent
years while enabling the in leveraging data for both
strategic workforce planning and performance
management. However, these analytics adoption level
is often mediated by the adoption intention within the
organizations (De Moraes et al, 2022). So, this study
aims to investigate the influence of effort expectancy,
facilitating  conditions, and business acumen
influencing the HR analytics adaption level with a
specific focus on the HR analytics adoption intention
as being the mediating variable among this
relationship within the unique context of Egypt.

1.1 Pilot Testing Questions

1. Are you currently automating any of your HR
practices? If so, which specific practices are being
automated?

2. What tools or software does your organization
use to facilitate the automation of HR practices?

3. Are you familiar with the concept of data
analytics? If yes, do you know the difference between
general data analytics and HR analytics, and how are
these concepts applied in your organization?

4. Do you have an adequate IT infrastructure
supporting your HR practices?

5. Whether your IT Department provides you
with the adequate infrastructure?

6. If no, do you think that this affects your
analytical capabilities?

7. Does your organization work actively to
integrate HR analytics into the organization's overall
decision-making?

8. If no, does your organization have the
intention to adopt it?

9. What challenges have you faced in applying
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the HR technology for
organization?

10. How often do you employ HR analytics in
decision-making processes, and what specific
analytics do you find most precious?

11. What training or resources does your
organization provide to employees about the usage of
HR technology and HR analytics?

12.  Can you tell any specific examples where HR
analytics has informed or can inform the HR decisions
in your organization?

1.2 Pilot Testing Results

After conducting a focus group with HR members in
National Bank of Kuwait (NBK), it was found that
yes, they are automating their HR practices including
the “contract renewal & employee shift plan”.
Regarding the bank tools and software used to
facilitate the HR practices’ automation, first it was
mentioned by the members that both the “ bar
automate and mail merge” used simultaneously to
conduct the contract renewal; in addition to the
rostering system” used to report the operators with the
timings and places of operation for both white collars
and blue collars. Then, the researcher asked them
about how familiar they are with the data analytics
concept; they answered yes for sure while mentioning
that it is very familiar nowadays than before. Also,
they mentioned that the data analytics used in
different functions such as marketing, sales, and HR
but the point of difference is that it depends on each
function’s Key performance Indicators (KPIs) and
what trends should be explored.

Therefore, the focus of the HR analytics in the bank
is to explore the trends and analyze to see the
departments’ credit especially the employees within
those departments by focusing on the percentage
taken from their vacations’ balance and their absence
percentage. Moreover, they showed the importance of
their “performance analysis” importance which
focusing on the operator’s concerns including their
absence performance level and after asking them why
you are showing importance for this analysis type;
they mentioned that because our operators don’t have
a clear target, their job is based on the division of
workload on the operators. Also, they showed the
importance of both the “ time motion analysis and
predictive analysis” for the operators job by providing
me with the example of their upcoming quarter report
made by the commercials, and their role as an HR to
see the estimated volume of the operation and depend
on it they can provide an estimation for the manpower
availability of the employees and whether they had a
schedule plan for them or any announced sick leaves
to be able to know the sources that they will depend
on them in the upcoming period.

Then, the researcher asked them about their IT

HR analytics in your
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infrastructure and whether it provides an adequate
support for these mentioned HR practices; there
answer was yes for sure; we have an IT management
providing us with the full support needed as we have
also specific team for applications support which is
related to the ticketing system. In addition, they
mentioned that there previously system mentioned
‘restoring system” is an in-house system. Not only
that, but they also work on the integration of the HR
analytics into the overall decision making done by the
bank by providing me examples of focusing on the
peak working seasons and the remaining collective the
vacations balance for the employees that can be used
in other applicable durations. Also, they provide me
with another example showing that for the operators’
job, the permitted range is 29 years to 39 years
maximum due to the nature of the job and this
information is often by the dashboard.

Then, the researcher asked them to tell about the
details about the dashboard and the frequency of
checking it; they stated that it is helping them to know
our top performance and also the alerts and they are
checking it in a daily bases due to its importance,
especially it helps them in their performance analysis
and time motion analysis mentioned above due to
their urgent relation with the KPIs. Additionally, they
mentioned that there were many challenges faced by
them especially regarding the deployment of machine
allocation; the reason was due to the existence of old
machine not preferably chosen by workers. Therefore,
the restoring system facilitated this issue by just
assigning the machine automatically to the worker
without the bother of choice for each and at the time
this sounds in the decision-making part by contacting
with the technical team to ensure the adequate
maintenance of those machines; this provides us with
the ability of report generation with the purpose of the
schedule maintenance to provide them priorities.
Finally, they mentioned that they have pool access to
website “Al-HR related” assisting them in the HR
analysis.

The choice of the National Bank of Kuwait (NBK)
in the pilot testing was due to its clear commitment to
leverage advantaged technology and data integration
in addition to the recent strategic partnership with
software AG represents the forward thinking approach
of the NBK bank, which allows it to exploit a unified
platform for applications and data across multiple
international locations; this technology infrastructure
not only provides facilitations for efficient data
management but also positions the bank as a leader in
innovative solutions adoption for the HR management
( TechAfrica News, 2024).Therefore, the HR analytics
knowledge from such a dynamic and technology
driven environment helps in providing valuable
insights. In addition, it stands out as one of the top

100 banks in the Arab world for 2022, highlighting its
strong position in the market and innovation and
excellence reputation, which helps the researcher with
a rich context about their HR analytics usage and their
overall organizational performance.

Moreover, the choice of NBK was due to its
proactive engagement in partnerships including the
collaboration with Mastercard, reflecting dedication to
improve both the financial inclusion and digitalization
within the region (Mastercard,2024).Another reason
of NBK choice is its position in the Egyptian banking
sector as a formidable competitor, which came from
the bank directed focus on both the continuous
innovative solutions and service quality with the
digital infrastructure and technology advancements
(Arabtimes,2024).

2. Background of the Study

It has been demonstrated by Ahmed (2014) that age,
awareness, behavioral intention, facilitating conditions
and social influence, all affect the researchers’
existent Usage of open access. The findings show that
Effort Expectancy is the most influential UTAUT
construct. According to Ali (2017), the findings
showed that the quality of human resources systems
within the Egyptian Tourism Authority in Cairo is low
and should be developed to improve employee
performance. According to Bendary & Al-Sahouly
(2018), researchers determined that, in Mobile
commerce, social influence were fully mediated with
hedonic motivation and convenience. As of
Convenience, it attends to be the most influencing for
perceptions of consumers usefulness and ease of use
also, it has a strong mediation effect among social
influence and the perceptions of mobile commerce
user. According to Mohamed (2019), the findings
point to feasible success of analytics-based
intervention and how it influences the predictive
decision making on parameters which are decisive to
the operation in the organization. It has been
demonstrated by Qureshi (2020) that HR analytics
used appropriately to generate reports that assist
organizational executives to run routine operations
and HR-related strategic matters is contributing
considerably toward organizational sustainability.
Furthermore, organizations’ readiness to use HR
analytics and human capital mediates relationship
between HR analytics and  organizational
sustainability, which creates learning. According to
Elkot, Leat, & Masry (2022), it showed that
Digitalisation has become a necessary and key factor
for both companies and countries’ improvement and
growth. According to the Egypt strategy 2030, Egypt
has implemented a digital Transformation Strategy for
building the “Digital Egypt”, a digital society; the
digital transformation, digital skills and jobs and
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digital innovation are the main pillars for the
transformational strategy in Egypt.

3. Statement of Problem

There was previous research concentrating on the
same variables, but without the additional variable of
'‘Business Acumen’ included as an independent
variable, and it was conducted in India instead of
Egypt. (Ekka & Singh,2022).Additionally, there was
research conducted within the Egyptian context
focusing on the UTAUT and its influence on general
behavioral intention and use behavior, without being
specific to the intention and behavior related to HR
analytics adoption (Ahmed, 2014).However, there is
additional research conducted within the Egyptian
context that addresses UTAUT2 and its effect on
perceived usefulness and ease of use, but this research
focuses on mobile commerce rather than the banking
sector ( Bendary & Al-Sahouly,2018).This means that
UTAUT Model, with its valuable insights into the
determinants of the technology adoption, remains
underexplored within the Egyptian Banking Sector.
Moreover, the business acumen role as a potential
influence on the adoption has not been addressed
(McClendon et al ,2022).

4. Research Questions

1) Does UTAUT Framework constructs in terms of
effort expectancy and facilitating conditions affect the
HR analytics adoption intention within the Egyptian
context?

2) Does the Business acumen contribute to shape the
intention?

3) What is the mediating role between the UTAUT
constructs of effort expectancy, facilitating conditions,
business acumen, and the HR analytics adoption
level?

4) What is the overall influence of the HR analytics
adoption intention on the HR analytics adoption actual
level within organizations?

5. Research Objectives

1) To investigate the impact of effort expectancy and
facilitating conditions on HR analytics adoption
intention within the Egyptian Banking Context.

2) To examine the influence of business acumen on
HR analytics adoption intention within the Egyptian
Banking Context.

3) To investigate whether the Human resources
analytics intention mediate the relationship between
UTAUT Framework constructs in terms of effort
expectancy, facilitating conditions, business acumen,
and the HR analytics adoption level or not within the
Egyptian Banking Context.

4) To assess the overall effect of HR analytics
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adoption intention on the actual HR analytics adoption
level within the Egyptian Banking Context.

6. Significance of the Study

This research aim is filling a crucial gap in the
literature by examining the HR technology role,
through the UTAUT framework in terms of effort
expectancy and facilitating conditions’ constructs, in
improving the intention leading to HR analytics
adoption. By incorporating the business acumen to be
an additional independent variable and investigate its
influence alongside the constructs of UTAUT2
framework, this can contribute to a deeper
understanding for the factors driving the HR analytics
adoption in the Egyptian context. Moreover, by
emphasizing on the mediating role of the HR analytics
adoption intention, this research will provide valuable
insights for organizations which seek leveraging the
HR technology in an effective way, ultimately
adopting data-driven decision making within the
human resource management (HRM), which supports
what Egyptian banks are currently doing or attempting
to do, based on the pilot testing’s results.

Besides the significance it provides to practitioners,
it also offers considerable value to researchers; it
investigates crucial specific variables, addressing a
gap in current literature, which has concentrated
primarily on the general behavioral intention. As the
previous research conducted by the Egyptian scholars
has laid the groundwork by investigating the broader
behavior factors. But this research is narrowing the
focus to specific dynamics including analytics
intention and adoption. Knowing how the UTAUT
constructs of effort expectancy and facilitating
conditions and business acumen impact both the
intention to adopt and the actual adoption levels of
HR analytics can unlock valuable insights for future
research and practical applications within the
Egyptian banking sector.

7. Framework of the Study

The researcher includes Independent, mediator, and
Dependent Variable. The Independent Variables are
Unified theory of Acceptance and Use of Technology
model ( UTAUT), and Business Acumen. The
UTAUT model is addressed in terms of the following:

« Effort Expectancy (EF)

» Facilitating Conditions (FC)

The second independent variable for this research
consists of the construct Business Acumen. In
addition, Human Resource Analytics Adoption
Intention (HRAAI) is the Mediating construct in this
research. Finally, Human Resources Analytics
Adoption Level (AL) is the dependent variable in this
research.
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Figure 1: Proposed Research Model

8. Hypotheses Development

H1. There is a significant relationship between
UTAUT Model and Human Resources Analytics
Adoption level (AL)

Hl.a: There is a significant relationship between
effort expectancy and human resources analytics
adoption level

H1.b: There is a significant relationship between
facilitating conditions and human resources analytics
adoption level

H2. There is a significant relationship between
Business Acumen and Human Resources Analytics
Adoption level (AL)

H3. There is a significant relationship between
UTAUT Model and Human Resource Analytics
Adoption Intention (HRAAI)

H3.a: There is a significant relationship between
effort expectancy and human resource analytics
adoption intention

H3.b: There is a significant relationship between
facilitating conditions and human resource analytics
adoption intention

H4. There is a significant relationship between
Business Acumen and Human Resource Analytics
Adoption Intention (HRAAI)

H5. There is a significant relationship between
Human Resource Analytics Adoption Intention
(HRAAI) and Human Resources Analytics Adoption
Level (AL)

H6. Human Resource Analytics Adoption Intention
(HRAAI) mediates the relationship between UTAUT
Model and Human Resources Analytics Adoption
Level (AL)

H6.a: Human resource analytics adoption intention
mediates the relationship between effort expectancy
and Human resources analytics adoption level

H6.b: Human resource analytics adoption intention
mediates the relationship between facilitating
conditions and Human resources analytics adoption
level

H7. Human Resource Analytics Adoption Intention

(HRAAI) mediates the relationship Business Acumen
and Human Resources Analytics Adoption Level (AL)

9. Literature Review

9.1 History of UTAUT Framework

The history of UTAUT framework started with:
Theory of Reasoned Action (TRA), Technology
Acceptance Model (TAM), Diffusion of Innovation
(DOI), Social Cognitive Theory (SCT).

The theory of Reasoned Action (TRA) was
developed early by Martin Fishbein and Icek Ajzen in
the late 1970s; it has proven effective in the
predictions of variations in human behaviour across
different contexts, populations, and actions.

The technology acceptance model (TAM), suggested
by Davis (1989), proposes that both perceived ease of
use (PEOU) and perceived usefulness (PU) can
provide predictions regarding the information
technology acceptance. This model has been tested
with different application in many studies and become
one of the most widely applied models of both user
acceptance and usage (Ma & Liu,2011). However, it
has criticisms including concerns about common
methods bias, high reliance on self-reported data for
usage, in addition to the need for more carefulness in
models (Straub & Burton,2007).

The Diffusion of Innovation (DOI) is about the
process by which an innovation is communicated over
time between social system’s members (Garcia,
2020). It mainly focused on the organizations
innovativeness in adopting technologies. Although, it
faced many criticisms regarding its theoretical
foundations and  practical  applications; its
oversimplification fails to account for the innovation
adoption’s multifaceted nature. Also, it lacks the
gualitative insights, which may miss nuanced
understanding of the wuser experiences and
motivations. (Kee & Dearing,2024). In addition, the
theory often neglects the specific social, cultural, and
political contexts, influencing diffusion, mainly in
social innovations (Howaldt et al,2023). Moreover, it
was shown by Hidayat & Mukminin (2022) that this
model tends to focus mainly on the individual
adopters and neglect the organizations and networks
roles.

The social cognitive is a theory developed by Albert
Bandura,used for understanding the way individuals
process information about themselves and their
environment, impacting both their behavior and
decision making (DeNisi,2024). Regardless of its
wide applicability across different fields, it faces
criticisms about its comprehensiveness. First, it is
often criticized for its wide scope, leading to
imprecise and ambiguous applications in research. In
addition, it often overlooks both non-cognitive
processes and individual characteristics affecting the
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behavior. Also, there was a suggestion of a need for
more nuanced approaches incorporating additional
psychological factors and individual differences
(Myrick & Yang,2022).

The UTAUT is the extension of the Technology
Acceptance Model (TAM); it built upon the
foundational concepts of TAM while addressing the
limitations found in the original TAM framework. It
encompasses additional constructs that develop the
understanding of the technology acceptance and the
satisfaction with information system which makes it a
more comprehensive model for many contexts
(Nurrahma et al, 2023). According to Ekka & Singh
(2022), the UTAUT framework is often favored and
preferred over the TAM, especially in studying the
HR analytics adoption because of its comprehensive
nature incorporating multiple influencing factors. In
addition, it showed significant impact on both the
behavioral intention and HR analytics actual usage
among professionals (Anam & Haque, 2023).The
model shows that there are constructs including
performance expectancy (PE), effort expectancy (EE),
social influence (SI), and facilitating conditions (FC)
all of them play a vital role as being direct
determinants of both user acceptance and usage
behavior (Xue et al, 2024).
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It is believed that the focus should be on both effort
expectancy and facilitating constructs within the
UTAUT model, as demonstrated by Aljojo &
Alsuhaimi (2020), that

only two of the UTAUT Model sub constructs
including the effort expectancy and facilitating
conditions, is the main predictor for the intention to
adopt the technology.

9.2 Business Acumen Construct

The Business Acumen construct is an old concern in
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business. As previously mentioned by Prince (2008)
that business acumen is a development tool for
leadership. It was mentioned by Kaplan (2006) that
business acumen is considered the second key skill
after leadership by defining it as being the ability to
produce a product with a quality while generating
profit. It was argued that business acumen is
considered a crucial part of the HR and that HR
professionals would enhance the competency to help
increase the legitimacy of the HR in the business
world’s eyes (Jones, 2018). It was advised that HR
professionals should develop their business acumen to
compensate the perception among the corporate
leaders as the HR is often detached from the rest of
the organization (Cappelli, 2015). It was identified by
Rogers (2003) that there are three kinds of knowledge
about an innovation within the innovation-decision
process model theoretical framework including the
awareness, how-to, and principles knowledge.
Recently, it was proposed that UTAUT?2 including the
new constructs was used in organizational context
with the ability of tailoring it to the consumer use
context; this extension was undertaken for a better
understanding of the HR analytics adoption intention
and their usage behavior in the organizations (Arora et
al,2022).

9.3 The Human Resources Analytics

It involves the collection, analysis, and interpretation
of the employee data for HR functions optimization
such as recruitment, training, and retention
(Keerthiraj, 2024). It was shown by Pareek (2024) that
HR analytics is not limited to the HR department; it
serves as one of the strategic tools for the top
management level to improve the decision-making,
enhance the overall organizational performance, and
align talent management with the business objectives
across all organizational levels (Pareek, 2024).It aims
to detect the patterns existing in the employee
behavior ~and  performance  while  enabling
organizations to make informed decisions which
enhance both the productivity and employee
satisfaction (Okatta et al,2024).1t was also emphasized
by Selvaraj and Santhi (2023) that the adoption of the
HR analytics can enhance the business acumen by
allowing the HR professionals to derive insights from
data, eventually providing support to the strategic
decision making.

9.4 Effort expectancy, HRA adoption Intention,
and HRA Adoption Level

According to Teo & Noyes (2014), it was found that
the effort expectancy affects the individuals’
behavioural intention to use technology. The
intentions of the individual to use information
technology can be adopted if it is perceived by the
individuals that it is easy to use ( Education
Sector).According to Oliveria et al (2016), it was
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shown that expectancy is positively affecting both the
performance expectancy and behavioural intention
(Financial ~ Services in  Terms of Mobile
Payments).According to Chou et al (2018), it was
shown that effort expectancy has significant influence
on the behavioural intention of the individuals
especially in the mobile commerce environment ( M-
commerce).According to Morosan & DeFranco
(2019), it showed that there is no direct relationship
among the effort expectancy and intention to use
(Near Field Communication (NFC) mobile payments).

9.5 Facilitating Conditions, HRA adoption
Intention, and HRA Adoption Level

According to Mamun (2022), it showed that
Facilitating Conditions (FC) positively influence
Intention to Use (IU) in sectors such as e-government
and e-learning, although studies on cloud computing
and online learning show no substantial effect of FC
on 1U, highlighting the context-dependent nature of
these relationships. (Manufacturing and service
sectors). According to Popova and Zaqulova ( 2022),
it showed that FC has a positive influence on both
Behavioral Intention (BI) and Use Behavior (UB)
(Construction Industry).According to Rohman (
2022), it showed that FC significantly influences the
Behaviour intentions  while highlighting the
significance of the adequate resources existence and
support for effective technology adopting. (Banking
Indusrtry). According to Amelia and Syaefullah
(2023), it showed that the FC significantly influences
the use behavioural and trust between the users of the
university’s academic information system (Mobile
Banking).

10. Methods

10.1 Research Design

Since the research contains the HRA adoption in the
Egyptian banking sector, a positivist approach permits
for the quantitative data collection that can be
analyzed in an adequate statistical way, aligning with
the researcher focus on specific UTAUT Model
constructs in terms of effort expectancy, facilitating
conditions, business acumen, and their influence on
adoption intention and then the adoption level, that
can be measured in an objective way. In addition, the
researcher chooses the Deductive type, for its well
alignment with this research’s objectives. By using the
explanatory research and hypothesis testing, the
researcher can verify or argue with the existing theory
based on the data gathered from the Egyptian banking
sector through the data collection phase.

10.2 Population

There were 38 Egyptian banks, but following the
drop since 2014, there are currently 36 registered
banks operating in Egypt; This pursued the approval
done by the  Central Bank of Egypt's Board of

Directors to merge First Abu Dhabi Bank with Bank
Audi Egypt in 2022 (Statista, 2024). In terms of bank
branches, Rentech Digital (2024) reported that the
largest banks branches in Cairo, making it the selected
area for the population of interest. Therefore, there is a
total of 387 HR employees, including Juniors,
Seniors, and Heads, and 1255 heads in the other
departments within the top 6 selected banks.

10.3 Sample

The Sample calculation for the HR employees
showing that the sample size should be 193.97 which
is approximated to be 194.Then, the Sample
calculation for the Department heads showing that
sample size should be 294.27 which is approximated
to be 295. Therefore, the total sample size for both the
HR employees and Department heads will be:
194+295 = 489 for a 95% confidence level with a 5%
margin of error. The researcher chooses the
probability sampling, especially the random sampling,
to guarantee that every individual within the selected
population has the equal chance of being selected.

10.4 Instrument

The researcher chooses to be a number-based in
terms of a structured closed-ended survey; the
researcher chooses the Survey strategy by distributing
guestionnaire; this choice is due to the large number
of respondents, which necessitate an effective
collection of quantitative data.

10.5 Data Analysis

The researcher uses SPSS (23), which considered a
reliable statistical technique. The researcher will use
both Descriptive and Inferential Statistics; the
descriptive statistics in terms of calculating the mean,
median, and standard deviation, for better insights into
the central tendency and data variability. While the
inferential statistics in terms of correlation and
regression analysis, for better hypothesis testing about
the relationships between the variables.

11. Statistical Analysis & Results

The research constructs’ reliability coefficient and
intrinsic face validity are (0.976), (0.987) respectively;
highly internal consistency based on the average inter-
item correlation. The 8 constructs based on reliability
coefficient with highest Reliability coefficients are
Facilitating Conditions, Business Acumen, Human
Resources  Analytics Adoption Level, Effort
Expectancy, and Human Resource Analytics Adoption
Intention, with a Reliability coefficient (0.951),
(0.946), (0.863), (0.863), (0.846), respectively. All
constructs are above the appropriate value limits
which is (0.70), at least, (Hair et al, 2014, P 90).

11.1 Reliability and Intrinsic Validity for the
Research Constructs
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Dociorate 23 X 3 Resources Analytics adoption level: The Mediating
Total 300 L0o = Role of Human Resource Analytics Adoption
Department Head s . ) Intention in the Egyptian Context.
(ofl e PR = ~ - . 11.4 Measuring the Goodness of Fit of the (SEM)
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Emploves == == = -
e Chi-Square 139.260
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ota : - Comparative Fit Index (CFI) 0.982

11.3 Measuring the Goodness of Fit of the (CFA)



114 Foundations and Trends ® in Information Systems, Volume 11, Issue 1, 2025

Root Mean Square Residual

Approximation (RMSEA)

Cross-

The Expected
Validation Index (ECVI)

HOELTER 0.01

The default model has the lowest ECVI, showing
that it is the most generalizable and has the best
predictive power between the models considered. This
indicates that the model is not overfitting the data and
is anticipated to do well on new data. For example,
The ECVI and MECVI values imply that while your
model is suitable and potentially generalizable, there
may be potential for enhancement in terms of
parsimony or model refinement.

12. Discussion

After presenting the analysis results of this research
to examine the impact of unified theory of acceptance
and use of technology ( UTAUT ) Model in terms of
effort expectancy (EF),facilitating conditions (FC) and
business acumen on HRA adoption level with the
mediating role of HRA adoption intention in the
Egyptian context, all the research hypotheses have
been accepted.

For the First Research Hypothesis (H1): “There is a
significant relationship between the unified theory of
acceptance and use of technology (UTAUT) and
Human Resources Analytics Adoption level”. The
results of this research support Hypothesis 1 (H1)
through the acceptance of the two sub hypotheses
H1l.a, and H1.b, indicating that there is a significant
relationship between the UTAUT model specified
dimensions and the HRA adoption level. It has been
shown Quaosar et al (2024) that there is a significant
positive relationship between effort expectancy,
performance expectancy, social influence, facilitating
conditions, hedonic motivation, and HRA adoption
level; this could be due to the similarities exist
including the predominantly male demographic and
the financial nature of the organizations involved for
both research. As the research focus is mainly on the
effort expectancy and facilitating conditions sub
constructs. Therefore, both sub hypothesis: H1.a, and
H1.b are supported.

For the Second Research Hypothesis (H2): “There is
a significant relationship between Business Acumen
and Human Resources Analytics Adoption level”. It
has been demonstrated by Merkle (2022) that business
acumen is positively related to the HRA adoption
level which support this research results; this could be
due to the similarity of some of the demographics
factors, such as most of the HR professional working
in their 30s and 40s age range, most of the responses
is male gender, and having a bachelor’s degree
regarding their educational level.

For the Third Research Hypothesis (H3): “There is a
significant relationship between unified theory of
acceptance and use of technology (UTAUT) Model
and Human Resource Analytics Adoption Intention”.
There are many previous research’s results consistent
with those of this research, however there are some
previous research not supporting all of the research
hypotheses by stating that certain sub dimensions are
having stronger impact than others; this could have
resulted from variations in the demographics. The
significant positive relationship among the facilitating
conditions sub constructs and the human resource
analytics intention among the professionals for
adoption of human resources analytics was supported
(Ekka & Singh, 2022). The matches between Ekka
and Sing (2022) findings and this research results can
be due to the similarity of some of the demographics
factors, such as most of the professional working in
their 30s and 40s age range. In addition of the workers
field, the industry is the financial services, since most
of the employees in Ekka and Singh's (2022) findings
were from the financial services sector.

In contrast, it was shown by Ain et al (2015) that
effort expectancy, facilitating conditions, and hedonic
motivation have insignificant relationship with the
intention. But the mismatches between Ain et al
(2015) findings and this research results can be due to
the dissimilarity of some of the demographics factors,
such as most of the responses of Ain et al (2015)
findings were Female not male, like this research
responses. In addition, most of the responses in Ain et
al (2015) findings were the age range from 18 to 21
years, which is the ages 30s and 40s in this research
responses. Lastly, it was shown in Ain et al (2015),
that most of the responses were undergraduates, which
is the opposite of this research responses focus. In
addition, there is another finding showed that effort
expectancy, facility conditions, and hedonic
motivation, all did not exhibit a significant
relationship with intention; These differences could be
referred to the differences in education levels,
professional roles, and regional contexts (Swargjary
,2024); the Swargiary’s research focus was mainly on
IT officers, whereas this research includes HR
professionals and heads of other departments within
the banking sector. Another main difference is the
geographical context: Swargjary’s research was
conducted in the United States, while the present
research is based in Egypt. As the research focus is
mainly on the effort expectancy and facilitating
conditions sub constructs. Therefore, both sub
hypothesis: H3.a, and H3.b are not supported due to
the differences illustrated.

For the Fifth Research Hypothesis (H5): “There is a
significant relationship between Human Resource
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Analytics Adoption Intention and Human Resource
Analytics Adoption Level”.It has been demonstrated
by Ekka and Sing (2022) that there is a significant
positive influence between the HRA adoption
intention on the HRA adoption level, which support
the findings of this research’s study; this research
results can be due to the similarity of some of the
demographics factors, such as most of the professional
working in their 30s and 40s age range. In addition of
the workers field, the industry is the financial services,
since most of the employees in Ekka and Singh's
(2022) findings were from the financial services
sector. In addition, this research results are also
consistent to those of Alam et al. (2020). As, it also
showed that there is a significant direct relationship
between the intention and adoption level as highly
influential as positive. Such similarity also might be
explained by demographics factors similarity, notably
the most respondents in both studies were male
professionals aged in their 30s and 40s. Therefore, the
fifth hypothesis (H5) has been supported.

For Sixth Research Hypothesis (6): “Human
Resource Analytics Adoption Intention mediates the
relationship between unified theory of acceptance and
use of technology (UTAUT) Model and Human
Resources  Analytics Adoption Level”.  This
hypothesis has not been fully supported by not
verifying the two sub hypotheses H6.a, and H6.b with
other research findings, which showed only partial
mediation effect (Tamrakar and Shrestha, 2022). Most
of this research’s professional respondents were
holding a bachelor’s degree and were mainly
employed in HR or other department head roles in the
banking sector. Conversely, in Tamrakar and Shrestha
(2022), most respondents held a master’s degree and
came from a variety of industries, including
manufacturing, services, information technology,
healthcare, and education, rather than from a single
sector; those could be reasons of the differences
between the results.

For the hypotheses 4 &7, the acceptance of the other
independent variable related to the business acumen,
was not proven yet by other researchers, as it is one of
this research contribution.

13. Conclusion

This research focuses on the importance of the
UTAUT model in terms of effort expectancy and
facilitating conditions in understanding the human
resources analytics adoption in the Egyptian banking
sector. The results shows that the two sub constructs
of the UTAUT model including: effort expectancy
and facilitating conditions, both significantly affect
the human resources analytics adoption level. As for
the substantial sample size along with a well-planned
data collection strategy, this research provides
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valuable insights into the factors affecting the human
resources analytics adoption. The results provide also
practical recommendations for professionals within
the banking sector, focusing on the need to develop
the analytics capabilities for organizational
performance continuous improvements. In addition,
this research results, particularly the confirmatory
factor analysis (CFA) outcomes, show that the
measured constructs captured the key dimensions
related to the research purpose in an effective way.

14. Research limitations & Future Work

The first limitation is the researcher’s geographical
constrain to be only in Cairo, which may limit the
results generalizability, where both the HR practices
and technological adoption vary from one region or
culture to another. As for the second limitation, it is
about the cross-sectional over the longitudinal time
horizon choice, due to the researcher’s time constrain.
In addition, there is a high reliance on the quantitative
method.

Therefore, those limitations can open the door for
the future researcher to expand on these initial insights
by considering different regions, longitudinal time
horizon, and mixed approach by balancing both
methods, quantitative and qualitative methods. In
addition, future research could wide the scope of the
research by focusing on all constructs of UTAUT
model simultaneously, along with business acumen,
future researchers can reach more insights regarding
the  technology  adoption, enabling  more
comprehensive analyses. Also, the extended UTAUT
“UTAUT2” model with the added dimension
“Hedonic Motivation” can be added for the same
model for comprehensive intervention. In addition, the
business acumen as the additional independent
construct can be removed from the model. Moreover,
the mediator which is the human resources adoption
intention could also be eliminated, helping the future
researchers to investigate the direct impact of the
UTAUT model dimensions on the human resources
adoption level as being the dependent variable; this
could allow the researchers to measure both the
strength and clarity of the direct relationships with no
potential complexity presented in indirect effects. So,
by mediator elimination, the analysis could be more
straightforward.
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Scale Items References

Effort Expectancy

EF1: It will be easy for me to
become skilful at using HRA
EF2: Learning to use HRA
will be easy for me

EF3: | clearly understand how
to use HRA

EF4:1 do not have difficulty in
explaining why using HRA
may be beneficial

Ekka, S, & Singh, P. (2022).
Predicting HR Professionals’
adoption of HR Analytics: an
extension of UTAUT
model. Organizacija, 55(1), 77-93.

Facilitating Conditions

FC1: | have the necessary
resources to use HRA

FC2: HRA is compatible with
other systems that | use

FC3: A specific person or
group is  available  for
assistance  with  difficulties
concerning the use of HRA.

Ekka, S. & Singh, P. (2022).
Predicting HR Professionals’
adoption of HR Analytics: an
extension of UTAUT
model. Organizacija, 55(1), 77-93.

Business Acumen BAl: | am aware of the

Ulrich, D., Brockbank, W., Yeung,
A K, & Lake, D. G (1995).
Human resource competencies: An
empirical  assessment.  Human
Resource  Management  (1986-
1998), 34(4), 473.

different technologies that can
enhance HR

practices and services.

BA2: The use of technology
enables HR to provide
effective and efficient

services to its constituents.
BAZ3: The use of technology in
HR has a direct impact on my
company’s

overall business goals.

BA4: Technology allows HR
to communicate and share
information with

both internal and external
constituents.

BAS: | am aware of current
trends in the economy that can
affect my

company.

BA6: | understand the
competitive nature of the
industry where my

company is in.

BAT7: | am aware of new
regulations and legislation,
including HR-related
regulations that can impact my
company.

BA8: | can link the impact of
HR practices and activities to
my company’s

financial standing.

BA9: | am aware of practices
that maintain the knowledge
and experience

of workers.

BA10: | have knowledge

about employee development
programs that support
diversity and inclusion.

BA11:1 have knowledge about
practices that support an
inclusive environment  for
minorities.

HR  Analytics

Intention

Adoption Ekka, S, & Singh, P. (2022).
Predicting HR  Professionals’
adoption of HR Analytics: an
extension of UTAUT
model. Organizacija, 55(1), 77-93.

HRAAIL: | intend to use HRA
as often as needed

HRAAI2: Whenever possible,
I intend not to use the HRA
HRAAI3: To the extent
possible, I would use the HRA
frequently

HR Analytics Adoption Level

AL1: My company has Vargas, R., Yurova, Y. V., Ruppel,
policies in place supporting C. P, Tworoger, L. C, &
the use of HR Analytics. Greenwood, R. (2018). Individual
AL2: 1 started exploring HR adoption of HR analytics: A fine
Analytics. grained view of the early stages
AL3: Using HR Analytics is leading to adoption. International
interesting to me. Journal of Human Resource
Al4: My company should Management, 29(22), 3046-3067.
invest in HR Analytics.

ALS: | applied HR Analytics
to some of my tasks.




