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CHAPTER 1 (LITERATURE REVIEW)

1.1 Introduction to the Literature Review

The rate of digitalization of organizations has significantly intervened in human resource
management (HRM) to become a strategic and technology intensive field compared to the past
where it was an administrative activity. To enhance the efficiency of the workforce, employee
experience, and efficiency of the organization, digital HR applications, such as Al-enabled
recruitment, HR analytics applications, digital performance management applications, and
employee self-service portals, are gaining more popularity (Alexandro, 2025). Employee
engagement and retention in this aspect is now an important product of good HR practices
particularly in a competitive and knowledge-based business environment. It is observed that
employee retention is among the key indicators of long-term organizational success that lowers
the costs of recruitment and preserves the institutional knowledge (Atluri and Reddy, 2023).
Since the workforce is becoming more digitalised, scholars and practitioners began examining
how digital HR technologies influence the two most important variables. It is a literature review
and a critical analysis of the research on digital HR tools, employee engagement, and employee
retention that is available. It incorporates some of the most significant theories, empirical
findings and practical consequences to attract an influential conceptual foundation of the

contemporary research (Bella, Ramyasri and Vijayashree, 2023).

The analytical comparison of the existing literature reveals that there is a significant amount of
variation in reported results of digital HR adoption. Whereas researchers, such as (Hizam et al.
2023), paint a positive picture of enhanced employee engagement and employee retention
through analytics-informed feedback and personalised learning systems, other authors
highlight the opposite effects, i.e. the induction of technostress and degradation of autonomy
and trust as a result of the high level of digital surveillance (Hassanein and Ozgit, 2022).
Theoretical applications of models such as AMO model also vary more on the explanatory
strength as some authors believe that digital HR increases ability, motivation and opportunity
and some argue that the model does not adequately account to ethical, cultural and contextual
constraints. This type of inconsistency renders the need of contextualised and synthesised

critical research all the more pressing, particularly in a developing economy such as India.



1.2 Theoretical Framework: Ability—Motivation—Opportunity (AMO)
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Figure: Ability—Motivation—Opportunity (AMO) model
Source: (Boutmaghzoute and Moustaghfir, 2021)

The Ability Motivation Opportunity (AMO) model that centers on three aspects ability,
motivation, and opportunity is one of the most recognized HR models used to explain how the
performance of employees can be enhanced (Boutmaghzoute and Moustaghfir, 2021). These
factors are coordinable in order to enhance the effectiveness, engagement, and retention of the
workforce in question, so AMO is a relevant and applicable approach to the examination of

digital HR practices.
Components
Ability

Ability refers to knowledge, skills, and competency among employees that they need to
perform their functions effectively (Boutmaghzoute and Moustaghfir, 2021). HR interventions
such as training, skill acquisition programs, and online training are meant to enable the talents
of employees in such a way they can accommodate all the performance demands, and also,

adapt to the emerging demands of the organizations.
Motivation

Motivation involves the intrinsic and extrinsic factors that drive the employees to work. The
digital HR tools may include performance management systems, recognition and reward
mechanisms to promote motivation by providing timely feedback, recognition and engaging

based on the organizational objectives (Chapano, Mey and Werner, 2022).
Opportunity

Opportunity is the ability to grant employees the liberty, resources, and organizational support

to apply their abilities and inspiration in an effective way (Chapano, Mey and Werner, 2022).



Online collaboration tools, remote work tools, and participative decision-making tools enable
employees to make significant contributions, hence increasing the levels of employee

engagement and employee retention by delivering a positive and empowering workplace.
Strengths

The benefit of AMO model is that this is a comprehensive perspective of employee
performance and integrates individual skills, motivation drives and organizational assistance.
It provides useful information to HR intervention, aligning digital tools with the needs of
employees, building engagement, and increasing performance on retention (Chapano, Mey and

Werner, 2022). It is also simple thus easy to adapt in other industries.
Weaknesses

It is sometimes too oversimplified by the fact that the AMO model assumes that organizational
dynamics are linear, and the relationship between ability, motivation, and opportunity is linear
(El-Ghoul et al., 2024). It may not sufficiently reflect external factors of organizational culture,
type of leadership, and problem of technology acceptance, and thus it does not project well in

different or rapidly changing environment.

1.3 Digital HR Tools and Modern HR Practices

Concept and Evolution of Digital HR

Digital HR could be defined as the utilization of digital technologies in HR activities to make
the processes more effective, better in decision-making, and provide employees with
experience. According to Bondarouk and Brewster (2016), digital HR is associated with the
use of information systems, analytics, artificial intelligence, and clouds to support recruitment,
performance, learning, compensation, and employee relations (El-Ghoul et al., 2024).
Conventional HR systems are employee-centered in design, whereas digital HR systems are
focused on automization, real-time data-driven analysis, and focused on data. Remote working,
industry 4.0, and expanding access to big data have escalated the digital HR development rate.
The initial generation of the HR information systems (HRIS) was primarily related to payroll
services and record keeping, but the current digital HR systems enable predictive analytics,
personalised learning, and long-term feedback on performance (El-Ghoul et al., 2024). It is the
belief of scholars that such change enables the HR departments to be more strategic to

organizational objectives.

Types of Digital HR Tools



The digital HR tools may be separated into several functional areas. Al-based recruitment
algorithms can sift through the resumes, predict job applicant performance, and reduce hiring
biases (Haque, 2023). Digital onboarding processes enhance the absorbing new employees by
offering virtual-based training courses and computerized process. The HR analytics solutions
enable the organizations to examine the workforce data to predict the turnover, quantify the
degree of engagement, and support decision-making, which is evidence-based. The
performance management systems have also changed to the annual appraisal to the continuous
digital feedback systems that assist in aligning their objectives and in developing employees
(Haque, 2023). Mobile HR application and employee self-service portal empower employees
providing them with access to personal information, benefits and communication application

that facilitates transparency and independence.

1.4 Employee Engagement in the Digital HR Context

Understanding Employee Engagement

Employee engagement is explained by the term as a positive and fulfilling work situation
characterised by energy, commitment, and involvement (Hassanein and Ozgit, 2022). Engaged
employees are emotionally attached with regards to their work and will go out of contract to
offer discretionary efforts. The participation has been linked to improved job performance,
customer satisfaction and organizational profitability. Under the theory of engagement
introduced by Kahn, there is the possibility to engage the employees with the perception of
psychological meaningfulness, safety and availability (Hassanein and Ozgit, 2022). The digital
HR tools and present-day HR practices play a central role in facilitating such conditions by

improving the communication, feedback, and resource access.
Impact of Digital HR Tools on Employee Engagement

Available literature demonstrates that employee engagement and digital HR practices have a
positive relationship. Digital platforms also promote interaction with the streamlining of
administrative processes as now employees can focus on productive activities rather than on
the paper work that is routinely being filled (Hizam et al., 2023). Specifically, online learning
management system (LMS) provides tailored developmental possibilities and that is directly
connected with the higher degree of engagement. Engagement also includes HR analytics since
it will enable keeping managers aware of the threat of disengagement in time and mitigate it
by implementing certain actions (Hizam et al., 2023). Moreover, the frequency of feedback

systems built through the use of digital tools leads to the transparency and recognition, which



is the primary engine of the engagement. However, some studies caution that excessive
surveillance through digital means will reduce trust unless it is established in a morally upright

and open way.

1.5 Employee Retention and Technology-Enabled HR Systems

Concept of Employee Retention

Employee retention refers to the ability of an organization to keep its employees during a
certain duration and reduce instances of voluntary turnover. It has increased costs, talent loss,
and a decrease in organizational stability that is associated with high turnover rates (Mohan et
al., 2024). Some of the factors which influence retention and they are: job satisfaction, career
development opportunities, quality of leadership and the organizational culture. Theoretically,
the Social Exchange Theory suggests that the employees would have a strong desire to serve
in organisations that care about their well-being and professional growth (Mohan et al., 2024).
It is possible to strengthen this exchange relationship with the use of digital HR tools by

enhancing employee support and development.
Role of Digital HR in Enhancing Retention

The research has found that the enabled HR systems of the technology are very advantageous
in employee retention (Pea-Assounga and Sibassaha, 2024). Digital career management tools
allow the employee mapping career and availability of skills development, which also ensure
the employee is more committed in the long term by the organization. Similarly, the HR
analytics can also determine the predictors of turnover that can be applied to proactive retention
measures. Remote work technologies and tools, as well as digital collaboration, are also now
equally relevant to retention, particularly in the post-pandemic working environment. It
becomes even more significant to flexibility among workers and the companies that utilize
digital HR products to support the hybrid work model are more likely to retain the talent (Pea-
Assounga and Sibassaha, 2024). The effectiveness of these tools is identified as the results of

retention in the context of its adaptation to the organizational culture and employee needs.



1.6 Case Study: Microsoft Digital HR Practices

mt Microsoft

Figure: Microsoft company logo
Source: (Prokopenko, Garafonova and Zhosan, 2023)

Microsoft has had an opportunity to demonstrate how it manages to leverage digital HR to
increase employee engagement and retention (Prokopenko, Garafonova and Zhosan, 2023).
The business was using a hybrid online portal that included performance management, learning
and development as well as employee-feedback systems. Individualized learning, wellbeing
sources and continual feedback are provided by the organization with the assistance of
Microsoft Viva, a digital employee experience platform, and provide the employees with
control over their development and work-life balance. With the assistance of advanced HR
analytics, Microsoft will be able to track engagement rates, predict the potential risk of leaving
the company, and bring the personalized intervention to the employees (Prokopenko,
Garafonova and Zhosan, 2023). To illustrate this, the teams whose level of engagement has
declined undergo customized courses of competencies, leadership, and reward schemes. It is
an active approach that has led to measurable levels of satisfaction, employee productivity and

retention.

Microsoft is less secretive and accommodating because it employs electronic platforms that
give the employees an opportunity to leave anonymous feedback, participate in surveys, and
have career building experiences (Ravesangar and Narayanan, 2024). Such integration of the
Al-informed insights will transform the decision-making process into the evidence-based one
and decrease the bias to the minimum, rendering the talent management more objective. As
observed in this example, the successful adoption of digital HR could increase the performance
of the operations and simultaneously aid in the establishment of the culture of trust, lifelong
learning, and people-centered practices (Ravesangar and Narayanan, 2024). However,

Microsoft also pays attention to the importance of ethical data usage, privacy of the employees,



and effective change management, since overuse of analytics without human involvement can

create a rather negative effect on the engagement and trust of the organization.

1.7 Research Gap Identification

Despite the growing momentum of the role of research in the study of digital HR practices, the
current scholarly literature contains several conceptual and empirical gaps. Firstly, most of the
existing works remain piecemeal and dwell on the effects of single digital HR practices, e.g.,
recruitment or performance management, yet not a combined and strategic outcome of their
contribution to employee engagement and retention (Salunkhe et al., 2024). This localistic
perspective fails to contribute to a wholesome understanding of the digital HR change as a
system. Second, the existing literature is entirely concentrated on Western organisational
context, and there are no empirical results within the scope of the emerging markets such as
India, where organisational culture, labour market relations, and the level of digital maturity

differ considerably.

Third, although quantitative research might commonly establish the statistical correlations
among the digital HR tools and the outcomes of the employee performance, a relatively small
proportion of researches dwell upon the integrative or mixed approaches that consist of the
results of the organisational level and the perceptions and insights of employees (Salunkhe et
al., 2024). Therefore, not studied are situational and implementation-related variables that may
influence the effectiveness of the digital HR programs. The rapid advancement of Al-powered
HR solutions and analytics has put the field ahead of the scholarly research that created a gap
between present HR practices and the existing theoretical and empirical research. In order to
close these gaps, the present study will critically review the cumulative impact of digital HR
tools on employee engagement and retention within the Indian business environment, and thus,

put the context in Bayesian and theoretically informed knowledge in the literature.



CHAPTER 2 (METHODOLOGY)

2.1 Introduction

The methodology of the study is secondary research with a specific focus on the Indian context,
where the researcher is interested in the analysis of the existing literature, reports, case studies,
and organizational data on the issue of digital HR tools, employee engagement, and retention
in India. The secondary research helps the study in obtaining information about multiple
sources, digging out tendencies, and concluding evidences without necessarily having to meet
with the subjects (Shahzad et al., 2024). The methodology is economical, time saving, and
specifically, it can be applied in the general practices within an organization and the utilization

of digital HR in industries.

2.2 Research Approach — Inductive

The present study will be an inductive research design, according to which the findings will be
pegged on the already existing sources of information, secondary information, to identify the
patterns, trends, and insights (Shahzad et al., 2024). The research is not conclusive as it does
not create a hypothesis; rather, it draws broad themes in the literature, case study and
organization reports to comprehend the effects of digital HR tools in employee engagement
and retention. Inductive is the most suitable method to use in the secondary research since the
researcher would be in a position to draw a conclusion using the analyzed data and not just
make assumptions (Shahzad et al., 2024). By discussing different organizational settings and
digital HR, which can act as a basis of further primary research or practice recommendations,
the paper provides conceptualized knowledge on relationship between the workforce output

and HR technologies.

2.3 Research Philosophy — Interpretivism

The research relies on the interpretivist philosophy, which is concerned with the capacity to
understand subjective meanings, the experience of employees and organisational
circumstances regarding the use of digital HR in workplaces in India (Stachova et al., 2024).
In spite of the fact that the research is based on secondary information, the secondary research
could be classified as the interpretive approach is appropriate because the study is interested in
knowing how the employees and organisations perceive, experience, and respond to digital HR
practices, rather than studying general laws. The trends on employee engagement and retention
are also explained with references to the insights regarding qualitative and quantitative results

provided in the literature and the reports of the industry and organisational case studies. The



quantitative data of turnover rates and the engagement scores thereby turns into a situational
indicator rather than an objective data and is reviewed alongside storytelling contained in the
literature (Stachova et al., 2024). This philosophical position acknowledges the fact that social,
cultural and technological impacts within the Indian environment affect the organisational

performance and that they cannot be fully measured through a purely positivist measure.

2.4 Research Sampling — Convenience

The convenience sampling is applied in secondary research that is to select Indian-specific
literature, reports, and case studies that are readily accessible and relevant to the objectives of
the research (Suprayitno, 2024). The reason behind the choice of sources is that the information
will be recent and the sources will be chosen based on their availability, relevance, credibility
and the date they were published and hence the data obtained will capture the current trend in
the digital HR practices. This strategy will allow performing a promising and comfortable
selection of the sources, including peer-reviewed articles, organizational white papers, HR
analytics reports, and industry publications (Suprayitno, 2024). Convenience sampling may not
be adequate in terms of sampling all organizations and all situations, but it is comprehensive
and profound enough to discover trends, observations and problems of employee engagement

and retention in digital HR initiatives.

2.5 Research Design — Explanatory

The explanatory research design is adopted to understand the cause and effect of digital HR
tools on retention and engagement of employees (Suprayitno, 2024). This design will be
focused on how various HR technologies such as analytics system, Al-driven recruitment
system, and online learning applications affect the workforce motivation, satisfaction, and
loyalty. The explanatory methodology is geared at linking the HR interventions to outcomes
and identifying the dimensions that can render the adoption successful and identifying the
obstacles to implementation (Zhang and Chen, 2023). It is possible to conduct a systematic
study of these relationships in different organizations and industries and ask questions about
the best practices, pitfalls, and strategic recommendations using secondary sources. This design
will assist the study to fulfill its aim, which is to establish the practical implications of digital

HR tools as far as the organization performance is concerned.

2.6 Data Collection Techniques — Quantitative

Quantitative techniques are primarily applicable in the data collection in the secondary research

in this study to obtain quantifiable knowledge about the available research. It entails search and



retrieval of numerical data, statistics, surveying findings, and HR measures of reported papers,
company reports, and industry databases (Zhang and Chen, 2023). The rate of employee
turnover, engagement, rates of training completion, and performance appraisal parameters are
measured to measure the effect of the digital HR tool. The quantitative information will be
objective and will support the trends in the light of qualitative analysis of the cases and
literature. The study also entails comparative analysis, which entails the dissimilarity in
engagement and retention between various organizations that engage various digital HR
interventions (Zhang and Chen, 2023). Compiling diverse quantitative data, the study renders
the results more reliable, unveils the trends and empowers the researcher to come to general
conclusions regarding the effectiveness of digital HR tools to increase the outcomes of

employees.

2.7 Data Analysis

Data analysis is the scientific study of the data on the secondary sources related to Indian
organizations, where one can discriminate the patterns, relationships and insights (Alexandro,
2025). The HR metrics, organizational reports and surveys are tabulated, compared and
interpreted to assess the change in the employee engagement, retention and performance. The
outcomes of different researches associated with the influence of different digital HR tools may
be summarized with the assistance of descriptive statistics or thematic classification. This is
where comparative analysis can be done due to the possibility of comparing results, regarding
such aspects as industries, sizes of organizations, and HR practices (Alexandro, 2025). The
interpretation of the connection between some digital interventions, such as Al recruitment,
HR analytics, or performance management systems, and the increases in the engagement and
retention are the target of the analysis. The discussion is carried out based on the information
acquired following the analysis that provides evidence-based conclusions and

recommendations to the HR practitioners.

2.8 Research Reliability and Validity
Reliability

The reliability of the research will be created by the credibility of the journal articles, official
organization reports, and validated publications on the industry used in this secondary research.
The cross-referencing of multiple academic and professional sources enables the consistency
of the findings and decreases the effect of the researcher bias and enhances the repeatability

(Mohan et al., 2024). Using the available datasets and the well-documented empirical studies,



it is always possible to identify and draw a line between the tendencies and the trends related
to the utilization of the digital HR instruments, employee engagement, and retention when
comparing and contrasting these variables in different organizational environments. This
approach makes the research findings accurate and reliable in interpretation and fixes them

over time and makes them consistent (Atluri and Reddy, 2023).
Validity

The study validation is carried out with the help of a precise choice of a secondary information
which is the most suitable one in terms of reflecting the major constructs of employee
engagement, employee retention, and digital HR practices. Only the sources that are
contextually relevant, up-to-date and deal with the objectives of the research are included in
the analysis (Prokopenko, Garafonova and Zhosan, 2023). This will ensure that it is only
meaningful and representative evidence that is made to come up with conclusions rather than
old and irrelevant information. The study also maximises the construct and content validity as
it balances the theoretic concepts and research results and does away with conflicting
information. In turn, the findings provide an objective and trustworthy definition of the impact

of digital HR instruments on workforce outcomes (Atluri and Reddy, 2023).

2.9 Ethical Considerations

Among the ethical concerns in secondary research, respect of intellectual property, proper
citation, and plagiarism should also be mentioned (Bella, Ramyasri and Vijayashree, 2023). All
the data capture is conducted based on publicly accessible and trustworthy sources and is open
and responsible. It is also guaranteed through privacy and confidentiality since no sensitive
information is provided in the organization. The researchers also critically evaluate the sources
to avoid any misrepresentation or bias in documentation of findings. The research is
academically ethical because it makes legitimate interpretations and acknowledges the
shortcomings (Bella, Ramyasri and Vijayashree, 2023). The ethical secondary research also
offers the fact that knowledge acquired during the organizational case study and reports is
applied in a manner that is ethical to be used in determining the practice and policy but not at

the cost of the rights or reputation of the involved organizations.

2.10 Methodological Limitations

This study has several methodological shortcomings that will be significant in the interpretation
of the study. To start with, the secondary data limits the ability to establish the direct causal

relationships between the digital HR tools and the outcomes of employee engagement or



retention. Second, the study is also local to the Indian context and consequently constrained on
generalisation of research findings to other national or cultural set-ups. The inconsistency and
comparability may also be affected by the difference in the quality of data and data
measurement and reporting method of diverse sources of secondary data. Finally, the
unavailability of data on an individual level does not allow delving deeper into the personal

opinions and life experiences.
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