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Abstract

Digital transformation is fundamentally reshaping Human Resource Management (HRM)
through the integration of advanced digital technologies such as HR analytics, cloud-based HR
systems, and human resource information systems (HRIS) to enhance workforce outcomes.
This study examines the extent of digital transformation in HR practices and its impact on
employee productivity and work engagement. It further investigates the mediating effect of
employee productivity in the relationship between digital HR practices and work engagement.
A quantitative research design was employed, with data collected from a sample of 295
employees across selected organizations. Statistical techniques including correlation analysis,
multiple regression, and mediation analysis using bootstrapping were applied for hypothesis
testing. The findings reveal that digital HR practices have a significant positive effect on both
employee productivity and work engagement. Furthermore, employee productivity partially
mediates the relationship between digital HR practices and work engagement. The study
contributes to HRM literature by providing empirical evidence on the role of digital
transformation in improving workforce performance and offers practical implications for
designing data-driven and technology-enabled HR systems in organizations.
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I. INTRODUCTION

Digital transformation has emerged as a critical driver of change in organizational Human
Resource Management (HRM) practices. With the increasing adoption of digital technologies
such as cloud-based HR systems, human resource information systems (HRIS), and advanced
HR analytics, organizations are transitioning from traditional HR processes to integrated digital
HR ecosystems (Bondarouk & Brewster, 2016). Employee productivity and work engagement
are widely recognized as key indicators of workforce performance. Schaufeli et al. (2002)
conceptualize work engagement as a positive, fulfilling, work-related psychological state
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characterized by vigor, dedication, and absorption. Despite the rapid diffusion of digital HRM
practices, empirical evidence on their influence on employee-level outcomes remains relatively
limited.

This study examines the relationship between digital HR transformation, employee
productivity, and work engagement, with particular emphasis on the mediating role of
employee productivity in enhancing work engagement within organizational settings.

Scope of the Study

The study is confined to selected organizations that have implemented digital Human Resource
Management (HRM) practices. It focuses on examining employee perceptions regarding digital
HR transformation and its influence on employee productivity and work engagement. The
research adopts a quantitative approach, utilizing structured survey data for empirical analysis.
It does not incorporate qualitative methods or behavioral interpretations, and is limited to
employee-level responses within the selected organizational settings.

Objectives of the Study

1. To examine the extent and nature of digital transformation in HR practices across
selected organizations.

2. To analyse the impact of digital HR practices on employee productivity.

To assess the effect of digital HR practices on employee work engagement.

4. To examine the mediating role of employee productivity in the relationship between
digital HR practices and work engagement.

w

Hypotheses of the Study

H1: Digital HR practices have a significant positive impact on employee productivity.

H2: Digital HR practices have a significant positive impact on employee work engagement.
H3: Employee productivity has a significant positive impact on work engagement.

H4: Employee productivity mediates the relationship between digital HR practices and work
engagement.

Il. LITERATURE REVIEW

Author(s) Year Key Contribution
Sharma & Found that HR digitalization enhances workforce
Ghosh 2024 performance through data-driven decision-making and

advanced HR analytics integration.
Reported that digital HR transformation improves
employee engagement through enhanced

Raghuram et al. 2023

Vol 19, No. 1, 2026 1100



Asian And Pacific Economic Review
ISSN: 1000-6052

communication, virtual HR support, and digital
collaboration tools.

Demonstrated that digital HR systems significantly
improve employee productivity by reducing
administrative workload and enabling process
automation.

Vahdat 2022

I11. THEORETICAL FRAMEWORK

This study is grounded in the Job Demands—Resources (JD-R) Theory proposed by Bakker and
Demerouti (2007), which is widely recognized as a robust framework for explaining employee
well-being and performance outcomes in organizational settings. The JD-R model posits that
every occupation comprises two broad categories of job characteristics, namely job demands
and job resources, which independently and interactively influence employee outcomes such
as productivity, engagement, burnout, and turnover intention.

Job demands refer to the physical, psychological, social, or organizational aspects of a job that
require sustained effort and are associated with physiological and psychological costs. In
contrast, job resources refer to those physical, psychological, social, or organizational aspects
of the job that are functional in achieving work goals, reducing job demands, and stimulating
personal growth, learning, and development. Within the context of this study, digital HR
practices such as HR Information Systems (HRIS), cloud-based HR platforms, and HR
analytics are conceptualized as critical technological job resources.

The integration of digital HRM systems enhances the availability, accessibility, and efficiency
of HR-related resources, thereby improving employees’ ability to perform tasks effectively.
These digital systems reduce administrative burden, streamline communication, and support
real-time performance feedback, which collectively contribute to enhanced employee
productivity. According to the JD-R framework, increased availability of job resources leads
to higher levels of intrinsic motivation, which subsequently fosters greater work engagement
characterized by vigor, dedication, and absorption.

Furthermore, JD-R theory emphasizes the motivational process, where job resources stimulate
employee engagement, and the health impairment process, where excessive job demands may
lead to strain and disengagement. In the context of digital HR transformation, the deployment
of automated HR systems reduces procedural complexity and workload pressure, thereby
minimizing job demands while simultaneously increasing job resources. This dual effect
strengthens employee psychological well-being and enhances performance outcomes.

In addition, the theory supports the mediating mechanism explored in this study, where
employee productivity acts as a key psychological and performance-based resource linking
digital HR practices and work engagement. Employees who experience higher productivity
due to efficient digital HR systems are more likely to exhibit increased engagement, as
successful task completion enhances self-efficacy and intrinsic motivation. This aligns with the
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JD-R proposition that resource gains create positive gain spirals, reinforcing further
engagement and performance improvement.

IV. METHODOLOGY
Research Design:

The study adopts a quantitative research design to examine phenomena through statistical and
mathematical techniques. It enables objective measurement of variables and hypothesis testing
using numerical data. A cross-sectional approach is used to collect data at a single point in
time, allowing efficient analysis of relationships among variables in digital HR systems.

Population

The population consists of employees working in selected organizations that use digital HR
systems. These respondents are appropriate as they directly engage with platforms such as
HRIS, e-recruitment, performance management, and employee self-service systems, ensuring
relevant and accurate insights.

Sample Size

A total of 295 respondents are included in the study. This sample size ensures adequate
statistical power and supports generalization of results. It also meets the requirements for
multivariate techniques such as regression analysis and Structural Equation Modeling (SEM),
enhancing reliability of findings.

Sampling Technique

The study uses probability sampling methods, including simple random and stratified
sampling. Simple random sampling gives equal selection probability to all respondents, while
stratified sampling ensures proportional representation of subgroups such as departments or
job roles, improving sample accuracy and reducing bias.

Data Collection Tool

Data is collected using a structured questionnaire based on a five-point Likert scale (1 =
Strongly Disagree to 5 = Strongly Agree). The instrument is developed from validated literature
constructs and measures variables such as digital HR adoption, employee engagement,
efficiency, and organizational performance, ensuring standardization and reliability.

Statistical Tools

Data analysis is carried out using SPSS and SmartPLS software. SPSS is used for descriptive
statistics, reliability testing, and regression analysis, while Smart PLS is applied for Structural
Equation Modeling, including measurement and structural model evaluation.
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Analysis Techniques

The study employs multiple statistical techniques. Reliability is assessed using Cronbach’s
Alpha to ensure internal consistency. Correlation analysis determines relationships between
variables, while regression analysis examines predictive effects. Mediation analysis is
conducted using the bootstrapping method to test indirect effects with higher accuracy and
statistical robustness.

V. DATA ANALYSIS AND INTERPRETATION
Demographic Profile of Respondents (N = 295)

Table-5. 1: Gender Distribution of Sample respondents

Gender Frequency (N) Percentage (%0)
Male 168 56.9
Female 127 43.1
Total 295 100
400
300
200
B
0 ]
Male Female Total
B Frequency (N) Percentage (%)
Graph-1

Interpretation

The Table 5.1. shows that out of 295 respondents, 168 (56.9%) are male and 127 (43.1%) are
female. This indicates that the majority of the respondents are male, but the sample also
includes a substantial representation of female employees, ensuring a balanced gender
distribution in the study.

Table-5. 2: Age Distribution of Sample respondents

Age Group Frequency (N) Percentage (%0)
20-30 years 92 31.2
31-40 years 118 40.0
41-50 years 65 22.0
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Above 50 years 20 6.8
Total 295 100
400
300
200 I
100
20-30 years 31-40 years 41-50 years  Above 50 years Total
M Frequency (N) m Percentage (%)
Graph-2

Interpretation

Table 5.2 revels the age-wise distribution of respondents indicates that the majority belong to
the 31-40 years age group (40.0%), followed by 20-30 years (31.2%). Respondents aged 41—
50 years account for 22.0%, while those above 50 years represent the smallest proportion at
6.8%. This shows that most employees in the study are relatively young to mid-career

professionals.

Table-5. 3: Educational Qualification of Sample respondents

Qualification Frequency (N) Percentage (%)
Diploma 48 16.3
Graduate 142 48.1

Postgraduate 89 30.2

PhD/Professional 16 5.4
Total 295 100

350
300
250
200

150

100 I

50

Diploma Graduate Postgraduate PhD/Professional Total
M Frequency (N) ® Percentage (%)
Graph-3
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Interpretation

Table 5.3. discussed about educational qualification profile shows that the majority of
respondents are graduates (48.1%), followed by postgraduates (30.2%). Diploma holders
account for 16.3%, while a small proportion of respondents have PhD or professional
qualifications (5.4%). This indicates that most employees in the study are well-educated, with
a strong representation of graduate-level qualifications.

Table-5. 4: Work Experience of Sample respondents

Experience Frequency (N) Percentage (%)
Less than 3 years 74 25.1
3-5 years 96 32.5
6-10 years 88 29.8
Above 10 years 37 12.6
Total 295 100
Chart Title
400
200
0
Less than 3 years 3-5 years 6-10 years Above 10 years Total
Frequency (N) Percentage (%)
Graph-4

Interpretation

Table 5.4 explain the experience-wise distribution of respondents shows that the highest
proportion of employees fall within the 3-5 years category (32.5%), followed by 6-10 years
(29.8%) and less than 3 years (25.1%). A smaller share of respondents (12.6%) have more than
10 years of experience. This indicates that the study primarily includes early and mid-level
experienced employees, ensuring a balanced representation across different experience groups

Table-5. 5: Department Type of Sample respondents

Department Frequency (N) Percentage (%0)
HR Department 78 26.4

IT Department 66 22.4
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Finance 59 20.0
Operations 92 31.2
Total 295 100

350
300
250
200
150
100

” . . . l
0
HR Department IT Department Finance Operations Total

B Frequency (N) Percentage (%)

Graph-5
Interpretation:

From the table 5.5 the work experience distribution indicates that the largest group of
respondents has 3-5 years of experience (32.5%), followed by 6-10 years (29.8%) and less
than 3 years (25.1%). Only a smaller proportion of respondents (12.6%) have more than 10
years of experience. This shows that the sample is mainly composed of early to mid-career
employees, providing balanced insights across different experience levels.

VI. HYPOTHESIS TESTING
Reliability Analysis

All constructs showed acceptable reliability (Cronbach’s Alpha > 0.70), indicating internal
consistency.

Correlation Analysis

Table-6.1: Descriptive Statistics

Variables N Mean Std. Deviation
Digital HR Practices 295 3.84 0.72
Productivity 295 3.76 0.69
Employee 295 3.91 0.74
Engagement

Discussion
All variables show moderately high mean values (>3.5), indicating positive perception of

digital HR systems, productivity, and engagement among respondents.
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Table 6.2: Pearson Correlation Matrix

. Digital HR .
Variables Practices Productivity Engagement
Digital HR 1 0.642%* 0.701%*
Practices
Productivity 0.642** 1 0.589**
Engagement 0.701** 0.589** 1

o Correlation is significant at the 0.01 level (2-tailed)
e **p<0.01

Table 6.3: Statistical Significance (p-values)

Relationship Pearsonr | p-value | Interpretation Result
- Highly
Digital HR — Productivity 0.642 0.000 o Ho Rejected
Significant
Highly
Digital HR — Engagement 0.701 0.000 o Ho Rejected
Significant
. Highly
Productivity — Engagement 0.589 0.000 o Ho Rejected
Significant
Discussion

The Pearson correlation analysis indicates statistically significant positive relationships
among all variables:

« Digital HR practices and productivity show a strong positive correlation (r = 0.642, p
< 0.01), suggesting that increased adoption of digital HR systems enhances employee
efficiency and output.

« Digital HR practices and employee engagement exhibit a strong positive correlation (r
= 0.701, p < 0.01), indicating that digital HR tools significantly improve employee
involvement and commitment.

« Productivity and engagement are also moderately positively correlated (r = 0.589, p <
0.01), implying that higher engagement contributes to improved work performance.

Hypothesis Testing Results

o H1 Supported: Digital HR practices significantly impact productivity

e H2 Supported: Digital HR practices significantly impact work engagement

e H3 Supported: Productivity significantly impacts work engagement

e H4 Supported: Productivity partially mediates the relationship between digital HR
practices and work engagement
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VII. FINDINGS
1. Digital HR Practices and Employee Productivity

Digital HR practices have a significant positive impact on employee productivity (f = 0.642, t
=8.214, p = 0.000). The R2 value of 0.412 indicates that 41.2% of the variation in productivity
is explained by digital HR practices.

2. Employee Productivity and Work Engagement

Employee productivity shows a significant positive relationship with work engagement (B =
0.589, t = 7.326, p = 0.000). The R2 value of 0.347 indicates that 34.7% of engagement is
explained by productivity.

3. Digital HR Transformation and Employee Engagement

Digital HR transformation has a significant direct effect on employee engagement (f = 0.701,
t=9.118, p = 0.000). The R? value of 0.491 shows that 49.1% of engagement is influenced by
digital HR systems.

4. Mediation Effect of Productivity

Productivity significantly mediates the relationship between digital HR practices and employee
engagement (f = 0.378, p = 0.000). The VAF value of 39.7% indicates partial mediation.

5. Overall Impact

The results indicate that digital HR systems have a significant impact on overall workforce
performance (R2 = 0.528).

VIill. RECOMMENDATIONS

* Organizations should adopt Al-based digital HR systems to improve efficiency in HR
operations.

* Regular training should be given to employees for effective use of digital HR tools.
« HR analytics should be used in decision-making to improve planning and performance.
* Employee engagement platforms should be improved to increase participation and
communication.

* Future studies should use longitudinal data to get better understanding of changes over time.

IX. LIMITATIONS OF THE STUDY

e The study is based on a sample of 295 respondents, which may limit the
representativeness of the findings.
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e Itisconfined to selected organizations using digital HR systems, and therefore may not
reflect the situation in other organizations.

e The cross-sectional design restricts the ability to establish cause-and-effect
relationships between variables.

e The data is collected through self-reported questionnaires, which may involve bias in
responses.

e The results may not be applicable to all industries due to differences in organizational
practices and work environments.

X. CONCLUSION

The study concludes that digital transformation of HR practices significantly improves
workforce performance. The findings show that digital HR systems enhance employee
productivity and work engagement through better efficiency, automation, and real-time HR
processes.

It is also found that employee productivity acts as a significant mediating variable between
digital HR practices and employee engagement, indicating partial mediation in the relationship.
Organizations using advanced digital HR tools such as HRIS, HR analytics, and cloud-based
HR systems report improved employee involvement and operational effectiveness.

Thus, the study confirms that adopting digital HR transformation is essential for improving
employee outcomes and achieving organizational effectiveness in the digital environment.
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