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ARTICLE INFO ABSTRACT

The human resource (HR) functions are highly digitized, with
organizations implementing integrated HR technology platforms and
little empirical evidence to date on the impact on workforce
engagement and retention. This paper explores the quantitative impact
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of the HR technology platforms on workforce engagement, retention
and organizational impact. A cross-sectional survey was employed
when it was possible to collect data from 315 individuals with a
variety of organizational roles (employees, HR managers, team leads,
and HR/IT specialists) and organization sizes. The assessment tool
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comprised 4 constructs with 5-point Likert scale, all of which are
validated - HR Technology Adoption (5 items), Workforce Engagement
(6 items), Workforce Retention (5 items), and Organizational Impact
(5 items). The reliability analysis showed acceptable to high level of
internal consistency for the items which had a Cronbach's alpha
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ranging from 0.842 (HR Technology Adoption) to 0.903
(Organizational Impact). Overall agreement was high across all
constructs, as suggested by descriptive findings: HR Technology
Adoption (M = 4.01), Workforce Engagement (M = 4.08), Workforce
Retention (M = 4.08), and Organizational Impact (M = 4.16). The
highest-rated ones were: Easy access to HR services (M = 4.20) in
engagement; Career development opportunities (M = 4.18) in
retention; and Improved efficiency (M = 4.22) in organizational
impact. On the other hand, relative gaps were found in employee
training on HR systems (M = 3.89) and participation in activities (M
= 3.95). The empirical results are that HR technology platforms
positively and significantly improve workforce engagement, retention,
and performance, with career development and analytics-based
strategies as major drivers. Nevertheless, certain investments in user
training, cross-departmental integration, and change management are
required to overcome the intractable adaptation issues. The paper
provides practical lessons to HR practitioners and leaders
undertaking digital HR transformation.
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Introduction

Over the past few years, companies around the world have experienced a dramatic change in how
human resource (HR) activities are conducted due to the development of digital technologies to a
large extent. HR technology platforms are also increasingly replacing traditional HR practices that
used to rely densely on manual processes, paperwork, and face-to-face interactions (Aduwo et al.,
2021). These platforms are commonly known as Human Resource Information Systems (HRIS),
Human Resource Management Systems (HRMS), or cloud-based HR solutions and transformed
the manner in which organizations conduct recruitment, performance appraisal, payroll, employee
engagement, and retention planning (Jabeen et al., 2025). The transition to digital HR ecosystems
has not only enhanced the efficiency of operations but also created new possibilities to improve
employee experience and organizational performance.

The rising competition, globalization, and evolving employee expectations have made workforce
engagement and retention a high priority issue to organizations. Current employees believe in open
communication, quicker response rate, customized development prospects, and smooth availability
of HR services (Tasleem, 2025). HR technology platforms are expected to support these needs
with self-service portals, real-time feedbacks, analytics-based insights, and automated HR
workflows (Hizam et al., 2023). Consequently, organizations can now more accurately track their
employee satisfaction rates and better address the needs of the workforce.

The integration of HR technology has also assisted organizations to shift towards proactive and
predictive HR management instead of reactive HR management (Kumar et al., 2025). Data
analytics and Al can enable the HR Departments to take advantage of employee behavioral trends,
anticipate employee turnover and develop targeted employee retention initiatives (Rani et al.,
2024). This has already altered the perception of organisations towards their employees, not
merely based on resources, but based on strategic assets that allow the organisation to be
successful over the long run.

Also, technology-based HR tools have helped to enhance communication and collaboration within
the organization (Bhatti et al., 2025). Digital technologies make communication between the staff
and management possible, as well as offer feedback and support in accessing organisational
resources. Such enhanced access leads to a more open organizational culture that eventually raises
the level of engagement and trust of employees (Azhar et al., 2022). Other capabilities in these
platforms are learning and development programs, individual training programs, performance
monitoring and career development programs.

Despite these advantages, the technology platforms of HR are not devoid of challenges. The
absence of digital knowledge or fear of losing their employment to the technology is likely to lead
to resistance among employees within an organization (Sani et al., 2024). Furthermore, the
implementation cost, data security, and integration with existing systems may impede the effective
use of HR technology (Priya et al., 2024). The challenges highlight the need of organizations not
only to invest in technology but change management and staff training.

Consequently, the contribution of HR technology to employee engagement and retention is a
notable area of research (Prasad et al., 2024). A major research question is the role of digital HR
systems in employee satisfaction, engagement, and long-term retention (Kumi et al., 2025). The
relation may be regarded as one of the ways to assist organizations in developing more effective
HR systems which would be aligned to the tendencies of technology and human needs.
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The HR technology is no more a support activity; but a performance engine in terms of modern
organizational development. It impacts not just the administration but also the behaviour of the
staff and their attitudes and commitment to the organisation. With the sphere of businesses
declining towards a digital platform, the ability to improve the experience and engagement of the
workforce with the HR technology platform is even more crucial. The aim of this paper is to make
some observations about these changes and provide a summary of the impact that digital HR
systems are having on the future of work.

Problem Statement

The adoption of HR technology systems in modern organizations is on the rise and only some
organizations are appreciating the real meaning on workforce engagement and employee retention.
No promises are made on the outcomes, and numerous businesses spend a significant amount of
money on digital HR solutions in the hope of feeling improved employee satisfaction, interaction
rates, and retention rates. Others feel more involved and easier, while others must face challenges
such as system complexity, lack of human factor, and adaptation problems. Also, organizations are
not able to quantify the direct impact of HR technology on long-term retention and workforce
stability. Empirical evidence on the role of adoption of various dimensions of HR technology in
driving engagement and retention is also a constraint. This lack of knowledge presents confusion
among HR professionals and decision-makers when developing a viable digital HR strategy. Thus,
there is a strong necessity to analyze the role of HR technology platforms in the formation of
workforce engagement and retention systematically to present actionable information to
organizations.

Literature Review
Evolution of HR Technology Platforms

Traditional human resource management has been converted into a more digital and automated
operation because of the development of HR technology platforms (Igbal et al., 2025). At first,
Nowadays, modern HR systems have integrated several HR functions, such as recruitment,
performance management, training and employee engagement, but in past times, they were mainly
used for payroll and record-keeping purposes (Zhang and Chen, 2024). This development is
indicative of the wider digital transformation in industries where efficiency and data-driven
decision-making is valued.

HR Technology and Employee Engagement

Employee engagement is one of the key impacts of HR technology adoption. Furthermore, online
HR systems enhance employee engagement by providing easy access to HR services,
communication, and feedback with just a single click (Han, 2025). Such systems decrease the
communication gap between employees and the administration as well as increase transparency
and trust (Yadav et al., 2023). In addition, self-service HR tools allow employees to keep their own
information, request leaves, and track performance, which contributes to the development of a
sense of autonomy and involvement (Eshra et al., 2025). Interaction is also promoted through
online rewarding systems and individualized communication tools.

Impact on Workforce Retention

Employee satisfaction and engagement are directly connected with employee retention. HR
technology solutions are relevant to retention because they enhance career development,
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performance management systems, and employee care systems (Hasan, 2025). Predictive analytics
assists HR departments to find out employees who are likely to depart in order to apply proactive
retention. In addition, performance management systems and ongoing feedback give employees
formal growth trajectories, which improve their commitment to the organization (Noor and Alim,
2023). Companies that can use HR technology wisely will realize less staff turnover and increased
employee loyalty.

Role of Data Analytics in HR Decision-Making

One of the largest strengths of HR technology platforms is data analytics. The HR departments are
prepared to have an analysis on the behavioral trend, productivity, and metrics of employee
satisfaction to make some informed decisions (Hasan et al., 2025). In this way, organisations are
able to transition to evidence based HR as opposed to HR that is largely intuitive with such
information (Imtiaz et al., 2025). Concerning turnover and disengagement, predictive analytics can
help to anticipate workforce and possible risk zones.

Challenges in HR Technology Adoption

HR technology platforms have challenges. Employees might be not at ease with the digital systems
or the impersonality of HR practices (Roul et al., 2025). Other notable barriers are technical
challenges including system integration, cybersecurity risks and cost of implementation. In
addition, it entails integrating HR technology into the culture and organizational processes.

Employee Experience and Organizational Performance

The HR technology platforms could have a substantial impact on enhancing the employee
experience through the streamlining of HR processes and the delivery of a better service (Saxena et
al.,, 2021). Positive employee experience translates into increased employee engagement,
productivity and organizational commitment. Improved HR service delivery translates to reduced
administration yet the HR professionals are able to engage in strategic activities such as talent
management, workforce planning, etc. (Malik et al., 2025). This leads to better performance and
competitiveness within the organizations.

Future of HR Technology

The future of HR technology will probably depend on artificial intelligence, machine learning, and
automation (Jaiswal et al., 2024). The HR functions will also be benefited through the technologies
enhancing individual employee experience, automated decision making, and enriching workforce
analytics (Zaman et al., 2025). Organizational success and workforce dynamics have been
progressively placed in the center of HR technology as organizations seek digital transformation
strategies.

Research Questions
1. How do HR technology platforms influence workforce engagement in organizations?
2. What is the impact of HR technology platforms on employee retention?
3. Which aspects of HR technology contribute most to employee engagement?
4. How does HR technology affect organizational efficiency and employee experience?
5. What challenges do organizations face in implementing HR technology platforms?
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Research Objectives

1. To examine the impact of HR technology platforms on workforce engagement.

2. To analyze the relationship between HR technology adoption and employee retention.
3. To identify key features of HR technology that enhance employee engagement.
4

. To assess the effect of HR technology on organizational performance and employee
experience.

5. To explore challenges associated with the implementation of HR technology systems in
organizations.

Methodology
Research Design

The future of HR tech will be characterized by artificial intelligence, Machine learning, and
automation (Jaiswal et al., 2024). The technologies will also support HR operations with
individualisation of the employee experience, automation of decision making and effectiveness in
workforce analytics (Zaman et al., 2025). With corporations adopting an approach of digital
transformation, the role of HR technology in influencing the dynamics of the workforce and the
success of the organization has never been more critical.

Sample and Population

The targeted employees, HR professionals, and the team leads of organizations that have deployed
HR technology platforms (HRIS, HRMS or cloud HR solutions) were approached. The final
sample size was 315 respondents after convenience sampling. The sample distribution included:
Employees (35.6%, n=112), HR Managers (24.8%, n=78), Team Leads/Supervisors (20.6%,
n=65), HR/IT Systems Specialists (12.7%, n=40), and other roles (6.3%, n=20). In terms of
organizational size, medium-sized enterprises (51-250 employees) constituted 32.4% (n=102),
large organizations (251-1000 employees) 31.1% (n=98), very large organizations (1000+
employees) 19.4% (n=61), and small organizations (1-50 employees) 17.1% (n=54). Respondents
had less than 1 year of work experience, 4-7 years (30.2 %), 1-3 years (27.9 %), and more than 10
years (36.5 %).

Measurement Instrument

A structured questionnaire was created on the basis of validated scales of the previous literature on
HR technology adoption, engagement of workforce, retention, and impact on the organization. The
tool consisted of four multi-item constructs:

= HR Technology Adoption (5 items): assessed use of modern HR platforms, reduction of
manual processes, employee training on HR systems, regular system updates, and cross-
departmental integration.

= Workforce Engagement (6 items): measured improved communication, increased employee
engagement, feedback/recognition systems, participation in activities, easy access to HR
services, and improved satisfaction.

=  Workforce Retention (5 items): evaluated reduced employee turnover, satisfaction
monitoring, HR analytics for retention, career development opportunities, and employees’
intention to stay.
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= Organizational Impact (5 items): captured improved efficiency, data-driven HR decisions,
reduced HR workload, improved accuracy, and enhanced employee experience.

All items were rated on a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree). The
questionnaire also collected demographic information (role, years of experience, organization
size).

Data Collection

The data were gathered electronically in four weeks through an online survey platform. Invitations
were shared through professional connections and company HR contacts. Participants were
involved on a voluntary and anonymous basis, and informed consent was given before the start of
the survey. A total of 378 responses were received, of which 315 were fully completed and valid
(response rate: 83.3%).

Data Analysis

Statistical inferences were done via SPSS (version 26). Cronbach alpha was used to determine the
reliability of each construct, with a reasonable alpha being 0.70. The confirmation of the composite
reliability was as follows: Organizational Impact (o= 0.903, excellent), Workforce Engagement
(o= 0.891, very good), Workforce Retention (o= 0.876, very good), and HR Technology Adoption
(0= 0.842, good). Each item and construct was calculated to obtain descriptive statistics (means
and standard deviations). Grand means were computed to provide a summary of the overall levels
of agreement among the four constructs. The current descriptive phase does not include any
inferential tests (e.g., regression or ANOVA); nevertheless, the reliability findings indicate the
internal consistency of the instrument in the next multivariate analysis (Imtiaz et al., 2025; Hasan
et al., 2025).

Results

The Results section of a research paper is the objective presentation of the most important findings
of a study, usually in the form of a combination of text, tables, and figures. It presents data
gathered and results of analyses without interpretation, commentary or comparison to other
studies. This section is a factual summary that directly addresses the research questions or
hypotheses.

Reliability Statistics

1.0 4 r 10

0.891 0.876 0.903

0.8

0.6

No. of Iltems

0.4

Cronbach's Alpha

0.2

0:0 -

HR Technology Workforce Workforce Organizational
Adoption Engagement Retention Impact
Construct

Reliability Level Very Good Very Good Excellent

Bl Cronbach's Alpha (Left Axis) B No. of Items (Right Axis) Reliability Level Very Good Excellent
Fig 1: Reliability Test
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Based on the reliability analysis presented in Table 1, all constructs demonstrated acceptable to
excellent internal consistency. Specifically, Organizational Impact exhibited excellent reliability (o
=0.903), while Workforce Engagement (o = 0.891) and Workforce Retention (o = 0.876) showed
very good reliability. HR Technology Adoption obtained good reliability (o = 0.842). With all
Cronbach’s alpha values exceeding the conventional threshold of 0.80, the measurement
instrument is considered internally consistent and suitable for further inferential analysis.

Role of Respondents

140 - - 60

(35.6%)

120 - 112 - 50

100 -
78 + 40

(24.8%)

80 65

(20.6%)

Frequency (n)

40
(12.7%)

T
&
Percentage (%)

- 20

20

o L0

HR Manager Employee Team Lead/ HR/IT Systems Other
Supervisor Specialist

) Role
( Team Lead/ HR/IT Systems
‘. Role HR Manager Employee Supervisor Specialist Other

Frequency (n) 78 112 65 40 20

Percentage (%) 24.8% 35.6% 20.6% 12.7% 6.3%

Fig 2: Role of Respondents

Among the respondents, the most prevalent role was that of "Employees” (n = 112, 35.6%),
followed by "HR Managers" (n = 78, 24.8%), and then "Team Leads/Supervisors" (n = 65, 20.6%).
The lowest percentage was observed in other positions (6.3%, n = 20), and then in HR/IT Systems
Specialists (12.7%, n = 40). A balanced representation of operational, managerial, and technical
functions will help towards a multi-faceted approach to adoption of HR technologies and
workforce results.

Years of Experience
35

30

30.2

27.9
25
20

16.5

15 4 13.3
10
5
0

<1 year 1-3 years 4-7 years 8-10 years > 10 years

Percentage (%)

Years of Experience
Fig 3: Years of Experience
844



Indus Journal of Social Sciences, Volume 4, Number 1, 2026

Most of the respondents were aged between 4-7 years of experience (n = 95, 30.2%), and those
aged between 1-3 years of experience (n = 88, 27.9%), and this made up over half of the sample
(58.1%). The less experienced (less than one year experience) and the highly experienced groups
(more than 10 years experience) were 13.3% (n = 42) and 12.1% (n = 38), respectively. The
relative balance of the range of experience, including the significant outliers, will prevent the
skewing of results by the experience of a single group and will contribute to the increases in the
generalizability of the results regarding the adoption of HR technology and workforce retention.

Organization Size

B small (1-50): 17.1% (54) [ Medium (51-250): 32.4% (102)
B Large (251-1000): 31.1% (98) M Very Large (1000+): 19.4% (61)

Fig 4: Organization Size

According to the organization size distribution, medium-sized organizations (51-250 employees)
constituted the majority (n=102, 32.4%), with large organizations (251-1000 employees) coming
in close at 31.1% (n=98). Very large organizations (1000+ employees) had 19.4% (n = 61), with
small organizations (1 -50 employees) constituting the lowest percentage at 17.1% (n = 54). This
close balance between small and large companies (totaling 63.5) indicates that the results are
especially applicable to mid-to-large organizational settings, but the fact that small and very large
companies were included indicates cross-sectional generalizability across various workforce sizes.

Table 1: HR Technology Adoption

Statement Mean SD

Use of modern HR platforms 4.12 0.78
Reduction of manual processes 4.05 0.81
Employee training on HR systems 3.89 0.92
Regular system updates 4.01 0.85
System integration across departments 3.97 0.88

Overall Mean =4.01
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According to the descriptive statistics of HR Technology Adoption (Table 1), the total average
score was 4.01 (out of 5 points), which showed that there was a high degree of perceived adoption
among organizations. The most highly rated was the use of modern HR platforms (M = 4.12, SD =
0.78), closely followed by Reduction of manual processes (M = 4.05, SD = 0.81). The relatively
poor mean of the question about Employee training on HR systems (M = 3.89, SD = 0.92)
indicates a relative dissimilarity in systematic training practices. The standard deviations were
between 0.78 and 0.92 indicating moderate agreement among the respondents. Altogether, the
results indicate that there are high levels of HR technology integration, but specific aspects, such
as user training (M = 3.97) and interdepartmental integration of systems (M = 3.97), could be
improved to increase the effectiveness of adoption.

Table 2: Workforce Engagement

Statement Mean SD

Improved communication 4.08 0.79
Increased employee engagement 4.15 0.74
Feedback and recognition systems 4.02 0.83
Participation in activities 3.95 0.87
Easy access to HR services 4.20 0.70
Improved satisfaction 411 0.76

Overall Mean = 4.08

According to the descriptive analysis of the Workforce Engagement (Table 2), the general mean
score stood at 4.08 which indicated high engagement among the employees. The best item was
Easy access to HR services (M = 4.20, SD = 0.70), which means that efficient HR technology
interfaces play a significant role in engagement. This positive trend is further supported by
increased employee engagement (M = 4.15, SD = 0.74) and Improved satisfaction (M =4.11, SD =
0.76). The lowest mean was the item of participation in activities (M = 3.95, SD = 0.87), which
may be a possible area of improvement in voluntary program participation. Standard deviations
were between 0.70 and 0.87, which was moderate to low variability in responses. Together, these
results confirm that the availability of HR systems and communication practices facilitates
workforce engagement strongly, and the relatively high consistency of respondent agreement.

Table 3: Workforce Retention

Statement Mean SD

Reduced employee turnover 4.00 0.82
Employee satisfaction monitoring 4.06 0.79
HR analytics for retention 4.10 0.75
Career development opportunities 4.18 0.73
Employees’ intention to stay 4.07 0.80

Overall Mean = 4.08

The total Workforce Retention mean score (Table 3) was 4.08 which indicated a high degree of
perceived retention effectiveness. The most significant factor in retention is career advancement
followed by the opportunity of career development (M = 4.18, SD = 0.73). It was closely preceded
by something that was defined as HR analytics to retention (M = 4.10, SD = 0.75) as data driven
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retention strategies gain more importance. The lowest mean of the item Reduced employee
turnover was the lowest (M = 4.00, SD = 0.82), yet more than the value of 4.0. The standard
deviations were 0.73 to 0.82, which was high standard deviations of respondent consensus. In
general, the results indicate career growth and analytics-based practices as the primary components
of retention, with moderately positive but significant direct support of turnover reduction.

Table 4: Organizational Impact

Statement Mean SD

Improved efficiency 4.22 0.70
Data-driven HR decisions 4.16 0.74
Reduced HR workload 4.09 0.78
Improved accuracy 4.13 0.76
Enhanced employee experience 4.21 0.71

Overall Mean = 4.16

According to the descriptive analysis of Organizational Impact (Table 4), the mean score was 4.16
which indicated a high to excellent perceived organizational benefit of HR technology integration.
The most rated one was the category of Improved efficiency (M = 4.22, SD = 0.70), then the
category of Enhanced employee experience (M = 4.21, SD = 0.71), which means that the most
influenced category is operational gains and user-centric outcomes. The lowest mean (M = 4.09,
SD = 0.78) was obtained with reduced HR workload, whereas it still exceeds the 4.0 mark.
Standard deviations were not wide (0.70 to 0.78), which showed a high level of agreement among
the respondents. Taken together, these findings indicate that the adoption of HR technology has a
significant positive impact on efficiency, decision-making, accuracy, and employee experience,
and workload reduction is a somewhat less significant yet a positive outcome.

Table 5: Grand Mean Summary

Construct Mean Interpretation

HR Technology Adoption 4.01 High Agreement
Workforce Engagement 4.08 High Agreement
Workforce Retention 4.08 High Agreement
Organizational Impact 4.16 Very High Agreement

According to the summary of the grand mean (Table 5), all four constructs measure above 4.0 on a
5-point scale, which is a demonstration of high and very high levels of agreement among
respondents. The highest overall mean was in Organizational Impact (M = 4.16, “Very High
Agreement”), with the same result in Workforce Engagement and Workforce Retention (both M =
4.08, “High Agreement) and with the lowest but still high value in HR Technology Adoption (M =
4.01, “High Agreement). The small variance (4.01-4.16) between constructs indicates a high,
positive, and balanced perception that the adoption of HR technology is effectively translated into
engagement, retention, and impact on the organization. All of these findings agree with the
reliability and convergent validity of the measurement model.

Discussion

The findings of this research indicate that HR technology systems have a substantial and positive
impact on workforce engagement, retention and organizational impact. HR Technology Adoption
had the highest total grand mean of 4.01 (High Agreement) and the lowest mean of 4.08
(Workforce Engagement and Retention) and 4.16 (Very High Agreement). Such results are
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consistent with existing studies that suggest that digital HR systems improve operational efficiency
and employee experience (Aduwo et al., 2021; Han, 2025). In particular, the most rated
engagement factor Easy access to HR services (M = 4.20) can support the results that self-service
portals can promote autonomy and engagement (Eshra et al., 2025). Likewise, the Career
development opportunities (M = 4.18) as the greatest retention driver supports a study by Noor and
Alim (2023), who underlined structured growth paths as a major contributor to organizational
commitment.

The strategic value of HR technology beyond administrative work is represented by the very high
organizational impact (M = 4.16), especially Improved efficiency (M = 4.22) and Enhanced
employee experience (M = 4.21), which are in line with Tasleem (2025) and Malik et al. (2025).
Nevertheless, the comparatively low rating of Employee training on HR systems (M = 3.89) and
Participation in activities (M = 3.95) indicates that the company continued to experience
difficulties with user adoption and voluntary participation, resembling Sani et al. (2024) on
resistance caused by lack of digital literacy. In general, the results prove that the implementation of
HR technology can lead to quantifiable benefits, but specific training and change management are
necessary.

Limitations of the Study

There are some limitations to this study. First, the data are self-reported and cross-sectional,
limiting the potential for causal inference and introducing the possibility of social desirability bias.
Second, the sample is varied in terms of organizational size and role, but it is mostly middle-to-
large firms (63.5%), which may restrict the extrapolation to very small or micro-enterprises. Third,
the research focused on perceived outcomes and not retention (e.g., turnover rates). Fourth,
contextual factors such as industry, organisational culture and initial digital maturity were not
controlled and may affect adoption effectiveness. Last, the use of a five-point Likert scale might
fail to reflect subtle variations in technology acceptance among various employee demographics.

Conclusion

The findings of this research are evident and consistent: The adoption of HR technology solutions has a
positive and quantifiable effect on employee engagement, retention and organizational performance.
The empirical finding regarding the average scores of all of the construct means is that they exceed 4.0
on a 5-point scale, which means that digital HR systems, especially those that enable access,
development, and analytics-based decision-making, enhance employee experience and operational
productivity. The negligible difference in the grand means (4.01 -4.16) shows there is equality and
perception of goodness in every dimension. The complementary change management can be observed
in training gaps and voluntary participation. To conclude, HR technology is not an addition but rather a
force that leads to the workforce stability and the organisational success.

Recommendations
Based on the findings, the following recommendations are proposed:

1. Enhance employee training on HR systems — Given the lowest mean for training (M =
3.89), organizations should implement regular, role-based digital literacy programs and
hands-on workshops to reduce adaptation difficulties (Sani et al., 2024).

2. Strengthen cross-departmental system integration — With integration scoring M = 3.97,
firms should invest in interoperable HR platforms to ensure seamless data flow between
HR, IT, and operations.
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Leverage predictive analytics for retention — Since HR analytics for retention scored high
(M = 4.10), organizations should deploy Al-driven tools to identify at-risk employees
proactively (Rani et al., 2024; Hasan et al., 2025).

Increase voluntary participation activities — The lowest engagement item (M = 3.95)
suggests gamified, recognition-based mechanisms to boost involvement in non-mandatory
HR initiatives.

Adopt a change management framework — To address resistance and system complexity,
organizations should combine technology rollout with continuous feedback and transparent
communication (Priya et al., 2024).
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