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Abstract - Human Resource Management is becoming
increasingly data-driven as organizations rely on digital HR
systems, HR analytics, and employee information to support
decision-making. While the availability of employee data can
improve the quality of HR decisions, excessive information
may create challenges such as information overload, making it
difficult for HR professionals to identify relevant insights. This
phenomenon is referred to as the Data Paradox.

The present study examines the impact of Employee Data

Availability and Information Overload on HR Decision-
Making Quality. A quantitative research approach was adopted,
and primary data were collected through a structured
questionnaire from 150 respondents. The collected data were
analysed using descriptive statistics, reliability analysis,
correlation, regression  analysis the
relationships among the study variables.

The findings are expected to provide insights into how
organizations can effectively manage employee data while
minimizing information overload to improve HR decision-
making. The study emphasizes that the quality of HR decisions
depends not only on the availability of data but also on the
ability to manage and interpret information effectively.

and to examine

Keywords: Human Resource Management, Employee Data
Availability, Information Overload, HR Analytics, HR
Decision-Making Quality, Data-Driven HRM.

1.INTRODUCTION

The rapid growth of digital technologies has transformed the
way organizations manage their Human Resource (HR)
functions. Modern organizations increasingly rely on Human
Resource Information Systems (HRIS), Human Resource
Management Systems (HRMS), cloud-based platforms, and HR
analytics tools to collect, store, and analyze employee data. This
shift has enabled HR professionals to make decisions based on
data rather than relying solely on experience or intuition.

Employee data has become a valuable resource for
organizations as it supports various HR activities such as
recruitment, performance management, workforce planning,
training and  development, employee engagement,
compensation, and talent management. Easy access to accurate
and relevant employee information helps HR professionals
make informed decisions, improve operational efficiency, and
align HR practices with organizational goals.

However, as organizations continue to collect large volumes of
employee data from multiple managing this
information has become challenging. HR
professionals often need to analyse reports, dashboards, surveys,
performance records, and workforce analytics within a limited

time. While having more data can support better decision-

sources,
increasingly

making, excessive or irrelevant information may create
confusion, increase cognitive workload, and make it difficult to
identify the information that is most relevant for a particular
decision.

This situation is commonly referred to as the Data Paradox,
where the availability of more employee data does not always
result in better decision-making. Instead, decision quality
depends on how effectively HR professionals can access,
interpret, and use relevant information while avoiding the
negative effects of information overload.

Therefore, organizations must maintain a balance between
collecting sufficient employee data and ensuring that the
information remains meaningful, accessible, and manageable.
Understanding this balance is important because effective HR
decisions contribute to improved organizational performance,
employee satisfaction, and strategic workforce management.
The present study, “The Data Paradox in Human Resource
Management: Examining the Impact of Employee Data
Availability and Information Overload on HR Decision-Making
Quality,” focuses on understanding how employee data
availability and information overload influence the quality of
HR decision-making. The study aims to provide insights into
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how organizations can effectively utilize employee data while
minimizing information overload to support accurate, timely,
and evidence-based HR decisions.

LITERATURE REVIEW AND THEORETICAL
FRAMEWORK

The growing use of digital technologies has significantly
transformed Human Resource Management, particularly in the
area of data-driven decision-making. Organizations today
collect and manage large volumes of employee information
through Human Resource Information Systems (HRIS),
Human Resource Management Systems (HRMS), performance
management systems, learning management systems,
employee engagement platforms, and workforce analytics
tools. These technologies enable HR professionals to access
employee information more efficiently and support evidence-
based decision-making across various HR functions.
Employee data has become an important organizational
resource that supports decisions related to recruitment,
performance employee development,
compensation, workforce planning, succession planning, and
retention. By using reliable and accurate employee information,
HR professionals can make better decisions, reduce
uncertainty, and improve overall organizational effectiveness.
As a result, many organizations have shifted from traditional
HR practices to data-driven Human Resource Management.

evaluation,

Employee Data Availability

Employee Data Availability refers to the extent to which
relevant employee information is accessible, accurate,
complete, and available whenever HR professionals need it for
decision-making. Organizations collect employee data from
multiple sources, including recruitment records, attendance
systems, performance evaluations, employee surveys, payroll
systems, and training records.

When employee data is well organized and easily accessible,
HR professionals can analyze workforce trends, identify
organizational challenges, evaluate employee performance,
and make timely decisions. Data availability also supports
strategic HR planning by providing factual information instead
of relying only on personal judgment or assumptions.
However, simply collecting more employee data does not
always improve decision-making. The usefulness of employee
data depends on its quality, relevance, accuracy, and
accessibility.

Information Overload

The rapid increase in digital HR systems has resulted in
organizations generating large amounts of employee
information every day. HR professionals often receive
information from multiple reports, dashboards, surveys,
analytics tools, and organizational databases.

Information Overload occurs when individuals receive more
information than they can effectively process while making
decisions. Excessive information can make it difficult to
identify the most relevant data, increase decision-making time,
create confusion, and reduce decision quality.

In Human Resource Management, information overload may
affect several activities, including recruitment, workforce
planning, employee performance evaluation, compensation
decisions, and talent management. Therefore, organizations
need effective information management practices that help HR
professionals focus on meaningful information rather than
excessive data.

HR Decision-Making Quality

HR Decision-Making Quality refers to the effectiveness of
decisions made by HR professionals in achieving
organizational objectives. High-quality HR decisions are
generally accurate, timely, consistent, evidence-based, and
aligned with organizational goals.

The quality of HR decisions depends on the availability of
relevant employee information and the ability of HR
professionals to interpret and apply that information
effectively. While sufficient employee data can improve
decision quality, excessive information may reduce efficiency
by increasing complexity and delaying important decisions.
Therefore, organizations should ensure that employee data is
properly managed so that HR professionals receive relevant
information without experiencing unnecessary information
overload.

Information Overload Theory

Information Overload Theory explains that individuals have a
limited capacity to process information. When the amount of
available information exceeds this capacity, decision-makers
may experience confusion, difficulty in identifying relevant
information, and reduced decision effectiveness.

In Human Resource Management, this theory explains why
collecting large volumes of employee data does not always
improve HR decisions. Instead, organizations should provide
HR professionals with relevant and meaningful information
that supports efficient decision-making.

Bounded Rationality Theory
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Bounded Rationality Theory suggests that decision-makers
cannot process all available information because of limitations
in time, knowledge, and cognitive ability. Instead, they make
decisions using the information that appears most relevant and
useful.

For HR professionals, this means that decision quality depends
not only on the availability of employee data but also on the
ability to identify and use the most appropriate information
while ignoring unnecessary data.

Data-Driven Decision-Making

Data-driven decision-making emphasizes the use of factual and
reliable information to support organizational decisions. In
Human Resource Management, employee data helps
organizations make objective decisions related to recruitment,
employee performance, workforce planning, training,
compensation, and talent management.

However, effective data-driven decision-making requires both
good data quality and effective information management.
Organizations must therefore ensure that employee information
remains accurate, relevant, and easy to interpret.

Overall Theoretical Perspective

The existing literature indicates that employee data has become
an essential resource for modern Human Resource
Management. Easy access to accurate employee information
supports evidence-based decision-making and improves
organizational effectiveness. At the same time, the increasing
volume of employee data has created challenges related to
information overload, making it more difficult for HR
professionals to process information efficiently.

The present study therefore examines Employee Data
Availability and Information Overload as the independent
variables and HR Decision-Making Quality as the dependent
variable. The theoretical framework suggests that while
employee data availability is expected to improve HR decision-
making, excessive information may negatively influence
decision quality if it is not managed effectively. This forms the
theoretical basis for examining the Data Paradox in Human
Resource Management.

RESEARCH METHODOLOGY

The present study adopts a quantitative and descriptive research
approach to examine the impact of Employee Data Availability
and Information Overload on HR Decision-Making Quality.
Primary data were collected through a structured questionnaire
from 150 respondents who are involved in Human Resource
Management and HR-related decision-making activities.

The questionnaire was developed around three major variables:
Employee Data Availability, Information Overload, and HR
Decision-Making Quality. Responses were measured using a
five-point Likert scale, ranging from Strongly Disagree (1) to
Strongly Agree (5). The respondents were selected using the
Convenience Sampling Technique based on their accessibility
and willingness to participate.

Secondary data were collected from research articles, academic
journals, books, conference papers, industry reports, HR
analytics publications, and other relevant online sources to
support the theoretical background and literature review of the
study.

The collected data were coded, classified, tabulated, and
analysed using appropriate statistical techniques. The
demographic profile of respondents was analysed using
frequency and percentage analysis, while the questionnaire
responses were examined using mean and standard deviation.
Cronbach's Alpha was used to test the reliability of the research
instrument. Pearson's Correlation Analysis was conducted to
examine the relationship between the independent variables
(Employee Data Availability and Information Overload) and
the dependent variable (HR Decision-Making Quality).
Multiple Regression Analysis was used to determine the impact
of the independent variables on HR Decision-Making Quality
and to test the research hypothesis.

The statistical analysis was carried out at a 5% level of
significance (p < 0.05) to determine whether the relationships
among the study variables were statistically significant. This
methodology provides a systematic approach to understanding
how employee data availability and information overload
influence the quality of HR decision-making.

THE ROLE OF EMPLOYEE DATA IN HUMAN
RESOURCE MANAGEMENT

The use of employee data has increased significantly as
organizations adopt digital technologies to improve Human
Resource Management practices. Modern HR departments
collect and manage employee information through Human
Resource Information Systems (HRIS), Human Resource
Management Systems (HRMS), payroll systems, performance
management platforms, learning management systems, and
workforce analytics tools. These systems help organizations
store, organize, and access employee information more
efficiently.

Employee data plays an important role in supporting HR
decisions related to recruitment, performance evaluation,
employee development, compensation, workforce planning,
succession planning, and employee engagement. By providing
accurate and timely information, employee data enables HR
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professionals to make objective and evidence-based decisions
instead of relying only on personal judgement or experience.
The growing availability of employee data has also encouraged
organizations to adopt HR Analytics, allowing HR
professionals to identify workforce trends, monitor employee
performance, predict future workforce requirements, and
improve organizational planning. Data-driven HR practices
help organizations improve efficiency, reduce uncertainty, and
support strategic decision-making.

However, the increasing amount of employee information also
presents new challenges. HR professionals often receive data
from multiple sources, including reports, dashboards, surveys,
and analytics systems. While access to information can
improve decision-making, excessive or irrelevant data may
make it difficult to identify useful insights and increase the time
required to make decisions.

Therefore, organizations need to ensure that employee data is
accurate, relevant, accessible, and well-managed. Effective
data management enables HR professionals to make timely,
consistent, and informed decisions while reducing the negative
effects of information overload.

The present study examines how Employee Data Availability
and Information Overload influence HR Decision-Making
Quality. It aims to understand whether the availability of
employee data improves HR decisions and whether excessive
information creates challenges that affect the quality of those
decisions.

EFFECTS OF EMPLOYEE DATA AVAILABILITY
ON HR DECISION-MAKING QUALITY

Employee data has become an important part of modern Human
Resource Management. HR professionals use information
related to employees to support decisions regarding
performance, workforce planning, training, development,
recruitment, and other HR activities. When the required
employee data is easily available, HR professionals can make
decisions with greater confidence and reduce dependence on
assumptions.

The responses collected for the present study show that
respondents generally have a positive view of employee data
availability. The statement “Employee data required for HR
decisions is easily available when needed” recorded a mean
score of 3.93, indicating that respondents generally agree with
the statement. Similarly, “Easy access to employee data helps
me make better HR decisions” recorded a mean of 3.80.

The availability of employee data also supports evidence-based
decision-making. The statement “The available employee data
supports evidence-based HR decision-making” recorded a
mean score of 3.68. These findings suggest that access to
employee information helps HR professionals use data while
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making decisions rather than depending only on personal
judgement.

At the same time, information overload is also visible in the
responses. The statement “Information overload increases the
time required to make HR decisions” recorded a mean of 3.85,
while “Too much HR data makes it difficult to identify the most
relevant information” recorded a mean of 3.57. This indicates
that although employee data is useful, managing a large amount
of information can create difficulties.

Overall, the findings highlight the Data Paradox: employee data
can support better HR decisions, but excessive information can
make the decision-making process more difficult. Therefore,
organizations need to ensure that HR professionals have access

to relevant and accurate information without being
overwhelmed by unnecessary data.
Decision-Making | Role of Employee Expected
Dimension Data Availability Outcome
Data Accessibility | Provides easy | Faster HR
access to employee | decisions
information
Data Accuracy Supplies  reliable | Better decision
and updated | quality
information
Evidence-Based Supports objective .
Decisions Hl{)lc)lecisionsJ Reduced bias
Workforce Helps analyze | Improved
Planning workforce trends planning
Performance Provides employee | Fairer
Evaluation performance data evaluations
Strategic HR | Supports long-term | Better
Management HR planning organizational
outcomes

Table 1.1: Impact of Employee Data Availability on HR
Decision-Making Quality

Dimension Mean | Interpretation
Data required for HR | 3.93 Agree
decisions is easily available
Employee information is | 3.43 Agree
accurate and up to date
Easy access helps make better | 3.80 Agree
HR decisions
Data supports evidence-based | 3.68 Agree
HR decision-making

Table 1.2: Employee Data Availability and HR Decision-

Making

ISSN (0) 3107-6696
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Figure 1.1: Employee Data Availability and HR Decision-
Making Quality
Source: Primary Data (150 Respondents)

a. Benefits of Employee Data Availability in HR Decision-
Making

Employee data availability helps HR professionals make faster,
more accurate, and evidence-based decisions. Easy access to
employee information reduces the time spent searching for data
and supports better understanding of employee performance,
skills, attendance, and workforce needs.

It also helps HR professionals reduce dependence on
assumptions and make decisions based on relevant information.
However, the data must be accurate, updated, and relevant to
be useful.

Overall, proper availability of employee data can improve the
quality and effectiveness of HR decision-making.

b. Role of Employee Data in Improving Decision Accuracy
Employee data helps HR professionals make more accurate and
informed decisions by providing reliable information about
employees and workforce conditions. Data related to
performance, skills, attendance, training, and engagement can
help HR professionals understand situations more clearly and
reduce dependence on personal assumptions.

When the available information is accurate, relevant, and up to
date, it can support better judgement and improve the
consistency of HR decisions. Therefore, effective use of
employee data can contribute to improved HR Decision-
Making Quality.

c. Impact of Information Overload on HR Decision-Making
Information overload can make HR decision-making more
difficult when professionals receive more data than they can
effectively process. Too much information may create
confusion, increase the time needed to identify relevant details,
and delay decisions.

The responses indicate that respondents experience information
overload as a challenge during HR decision-making. Therefore,
managing the amount of information available is important for
maintaining decision quality.

d. Managing Information for Effective HR Decisions

HR professionals need to identify and focus on the information
that is most relevant to a particular decision. Proper
organization of employee data can reduce confusion and make
information easier to understand.

Using clear reports, dashboards, and organized HR systems can
help professionals manage employee information more
effectively and make timely decisions.

e. Data Accuracy, Privacy, and Trust

The usefulness of employee data depends on its accuracy and
reliability. Incorrect or outdated information can lead to
inappropriate HR decisions. At the same time, employee
information should be handled carefully to maintain privacy
and trust. Therefore, organizations should ensure that employee
data is accurate, properly protected, and accessed only for
appropriate HR purposes.

f. Overall Impact of Employee Data on HR Decision-
Making Quality

Overall, employee data can positively contribute to HR
Decision-Making Quality when it is accurate, relevant, and
easily accessible. The study responses indicate that respondents
generally agree that employee data helps them make better HR
decisions. However, the benefits of data can be reduced when
the amount of information becomes difficult to manage.

g. Challenges and Limitations of Employee Data
Management

Some major challenges include excessive information,
outdated data, difficulty in identifying relevant information,
data privacy concerns, and limited ability to process large
amounts of information. These challenges can affect the speed
and quality of HR decision-making if they are not properly
managed.

h. Balancing Employee Data Availability and Information
Overload

Organizations need to maintain a balance between having
sufficient employee information and avoiding unnecessary
data. HR professionals should have access to the information
they need without being overwhelmed by excessive reports and
data. This balance can help organizations make better use of
employee data while maintaining efficient decision-making.

i. Ethical and Responsible Use of Employee Data

Employee data should be collected and used responsibly. HR
professionals should maintain privacy, confidentiality,
accuracy, transparency, and fairness when handling employee
information. Responsible data practices can strengthen
employee trust and support better HR decision-making.

j- Summary of the Impact

Overall, employee data availability can support accurate,
timely, and evidence-based HR decisions. However, excessive
information may create difficulties in processing and

identifying relevant data. Therefore, effective data
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management is essential to achieve the right balance between
data availability and information overload.

2. DATA ANALYSIS AND RESULTS

The collected responses were analyzed to understand the
perceptions of respondents regarding Employee Data
Availability, Information Overload, and HR Decision-Making
Quality. The analysis was carried out using appropriate
statistical methods, including descriptive statistics, reliability
analysis, correlation analysis, and hypothesis testing.

The responses were first coded and organized for analysis. The
demographic characteristics of the respondents were examined
using frequency and percentage analysis. The questionnaire
items were analyzed using mean and standard deviation to
understand the overall response pattern.

Further, Cronbach’s Alpha was used to assess the reliability of
the questionnaire. Pearson’s Correlation Analysis was used to
examine the relationships between the study variables, while
regression analysis was used to determine their influence on
HR Decision-Making Quality.

The results are presented through suitable tables and charts,
followed by simple interpretations to explain the findings of the
study.

2.1 Descriptive Analysis

Descriptive analysis was conducted to understand the responses
of the 150 respondents towards Employee Data Availability,
Information Overload, and HR Decision-Making Quality.
Mean and standard deviation were used to summarize the
responses.

Too much HR data makes it
difficult to identify the most
relevant information.

Information overload increases | 3.85 | 1.17
the time required to make HR
decisions.

Employee data available helps | 3.67 | 1.22
me make accurate HR decisions.
Despite the large amount of HR | 3.64 | 1.21
data, I am able to make timely and
effective HR decisions.

Agree

Agree

Agree

Overall, employee data improves | 3.76 | 1.19
the quality of HR decision-
making.

Agree

Table 2.1: Descriptive Statistics of Questionnaire Items
Source: Primary Data (150 Respondents)

Descriptive Analysis of Questionnaire Responses.

s

Figure 2.1: Mean Scores of Questionnaire Items

Interpretation

The results show that respondents generally agreed with all ten
statements, with mean scores ranging from 3.43 to 3.93. The
highest mean score was recorded for the availability of
employee data required for HR decisions (3.93). Information

Statement Mean | SD | Results overload increasing the time required for HR decisions also
Employce data required for HR | 3.93 | 1.29 | Agree received a relatively high mean score (3.85).
decisions is casily available when Overall, the results indicate that respondents recognize the
needed usefulness of employee data in HR decision-making, while also
EmpIO}./ee information available | 3.43 | 1.03 | Agree experiencing challenges associated with handling large
in HR systems is accurate and up amounts of information
to date. 2.2 Reliability Analysi
. iability Analysi

Easy access to employee data | 3.80 | 1.20 | Agree ¢ ¥ ysis
hel ke better HR
chI:sSionr;le make  betler Reliability analysis was conducted to determine the consistency
Availabl : I ot < 368 |13 A of the questionnaire items used in the study. Cronbach’s Alpha

YZI a eg mp doyé;_eIRa adsupp'o e : : gree was used to examine the internal consistency of the three major
v k?nce- ase eciston- variables: Employee Data Availability, Information Overload,
ma mg. and HR Decision-Making Quality.
I receive more employee-related | 3.72 | 1.28 | Agree
information than I can effectively Variable No. of | Cronbach’s | Interpretation
use.

Items Alpha
3.57 | 1.06 | Agree P
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Employee Data 4 0.917 Excellent
Availability Reliability
Information 3 0.887 Good
Overload Reliability
HR  Decision- 3 0.915 Excellent
Making Quality Reliability

Table 2.2: Reliability Analysis

Interpretation

The Cronbach’s Alpha values for all three variables are above
the acceptable level of 0.70. Employee Data Availability
recorded an alpha value of 0.917, Information Overload
recorded 0.887, and HR Decision-Making Quality recorded
0.915. These results indicate that the questionnaire items have
good internal consistency and are suitable for further statistical
analysis.

2.3 Correlation Analysis

Pearson’s Correlation Analysis was used to examine the
relationship between Employee Data Availability, Information
Overload, and HR Decision-Making Quality. The correlation
coefficient ranges from -1 to +1, where a positive value
indicates a positive relationship and a negative value indicates
an inverse relationship.

Variables HR Decision- p- Interpretation
Making value
Quality (r)

Employee 0.900 <0.001 | Strong Positive
Data Relationship
Availability
Information 0.937 <0.001 | Strong Positive
Overload Relationship

Table 2.3: Correlation Analysis

Interpretation
The results show a strong positive relationship between

Employee Data Availability and HR Decision-Making Quality
(r = 0.900). This indicates that better access to employee data
is associated with better HR decision-making.

Information Overload also shows a strong positive statistical
relationship with HR Decision-Making Quality (r = 0.937).
Both relationships are statistically significant at p < 0.001.
These findings indicate that the study variables are significantly
related to HR Decision-Making Quality.

2.4 Hypothesis Testing

The hypothesis was tested to determine whether Employee
Data Availability and Information Overload have a significant

relationship with HR Decision-Making Quality. A significance
level of 5% (p < 0.05) was considered for the analysis.
Hypothesis

Ho: Employee Data Availability and Information Overload do
not significantly influence HR Decision-Making Quality.

Hi: Employee Data Availability and Information Overload
significantly influence HR Decision-Making Quality.

Relationship p-value | Decision
Employee Data Availability — | <0.001 | Reject Ho
HR Decision-Making Quality
Information Overload — HR | <0.001 | Reject Ho
Decision-Making Quality

Table 2.4: Hypothesis Testing

Interpretation

The results show that both relationships have p-values below
0.05. Therefore, the null hypothesis is rejected and the
alternative hypothesis is accepted. The findings indicate that
Employee Data Availability and Information Overload have a
statistically significant relationship with HR Decision-Making
Quality.

2.5 Discussion of Results

The findings of the study indicate that Employee Data
Availability plays an important role in improving HR Decision-
Making Quality. Easy access to relevant employee information
helps HR professionals make more informed and evidence-
based decisions.

The results also show a significant relationship between
Information Overload and HR Decision-Making Quality. This
highlights the importance of effectively managing the large
amount of employee information available to HR professionals.
Overall, the findings support the presence of the Data Paradox
in Human Resource Management. While employee data
provides valuable support for decision-making, excessive
information can create challenges in identifying and using the
most relevant information. Therefore, organizations need to
focus not only on increasing data availability but also on
improving the way employee information is organized, filtered,
and utilized.

The findings suggest that effective data management can help
HR professionals make timely, accurate, and informed
decisions while reducing the difficulties associated with
information overload.

3. CONCLUSION

The present study examined the Data Paradox in Human
Resource Management by focusing on the relationship between
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Employee Data Availability, Information Overload, and HR
Decision-Making Quality. The findings show that employee
data is an important resource for HR professionals, as easy
access to relevant and reliable information can support faster,
more informed, and evidence-based decisions.

At the same time, the study highlights that having a large
amount of employee information can create challenges.
Information overload may make it difficult for HR
professionals to identify the most relevant information and may
increase the time required for decision-making. This shows that
simply having more data does not always result in better
decisions.

The study therefore concludes that organizations need to
maintain a proper balance between data availability and
information overload. Employee data should be accurate,
relevant, accessible, and properly organized so that HR
professionals can use it effectively. Overall, effective
management of employee information can help organizations
improve the quality of HR decisions and make better use of
data-driven HR practices.
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