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Abstract: This paper examined the strategic role of automated administrative HR systems in enhancing 
employee engagement, focusing on AI-driven performance management and self-service portals as 
critical tools to improve job involvement and retention. The shift towards automation in HR has 
fundamentally altered traditional engagement practices, positioning these technologies as central to 
creating an engaged, committed workforce. Grounded in the Technology Acceptance Model (TAM) and 
Social Exchange Theory (SET), the paper explored how automated HR systems foster a positive 
employee experience by enhancing access, fairness, and autonomy, thus addressing issues of 
disengagement in modern workplaces. Findings indicate that these systems support sustainable 
economic transformation by boosting productivity, reducing turnover costs, and enhancing workforce 
stability. However, the paper acknowledged challenges in implementation, such as data privacy 
concerns and resistance to change, recommended robust data governance, scalable solutions, and 
effective change management to maximize the impact of HR automation. Overall, automated HR 
systems emerge as pivotal to building resilient organizations that adapt to the evolving demands of a 
modern workforce, contributing to economic resilience. 

Keywords: Automated Administrative HR Systems, Employee Engagement, AI-Driven Performance 
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Introduction 
The digital transformation of human resource (HR) management has fundamentally 
reshaped how organizations manage their workforce, aiming to increase both 
efficiency and employee satisfaction. Automated administrative HR systems, which 
leverage artificial intelligence (AI) and self-service technologies, have emerged as 
crucial tools in facilitating these shifts. These systems enable more agile and 
responsive HR processes, promising to enhance employee engagement and, by 
extension, contribute to organizational resilience and sustainable economic growth 
(Suwaji et al., 2024). Employee engagement, as Kahn (1990) originally defined it, 
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represents a meaningful alignment between individuals and their work, impacting 
organizational performance significantly. Recent studies highlight that AI-driven 
performance management and automated employee self-service portals can directly 
impact employee engagement dimensions, such as job involvement and retention. 
According to Barbahan (2024), AI-powered tools enhance employees' experience by 
making performance appraisals more objective and data-driven, which in turn fosters 
a greater sense of fairness and transparency. Automated self-service portals, 
meanwhile, give employees greater control over personal HR matters benefits that 
have shown to correlate positively with job satisfaction and organizational loyalty 
(Torres Rico, 2023). 

As global economies face challenges like talent shortages and shifting workforce 
demographics, employee engagement has been increasingly recognized as essential 
to organizational sustainability (Nikolić, 2023). Automated HR systems play a pivotal 
role in addressing these challenges by aligning employee experiences with 
organizational goals, ultimately supporting broader economic resilience. However, 
while literature acknowledges the transformative potential of automation in HR, 
empirical investigations are limited on how these systems impact specific aspects of 
employee engagement, such as job involvement and retention, within diverse 
organizational contexts (Qawasmeh et al., 2024). The paper therefore aims to bridge 
the gap by exploring the the strategic role of automated administrative HR systems in 
enhancing employee engagement. Specifically, it examines the impacts of AI-driven 
performance management and self-service portals on job involvement and employee 
retention, offering insights into how these technologies can support sustainable 
economic transformation by fostering a committed and productive workforce. 

Statement of the Problem 

The challenge addressed in this paper revolves around the implications of ineffective 
employee engagement facilitated by traditional HR practices in the face of rapid 
technological advancement. As organizations increasingly adopt automated 
administrative HR systems, there is a growing concern regarding their effectiveness 
in genuinely enhancing employee engagement. Research by Gallup (2024) reveals 
that only 36% of employees feel engaged in their work, indicating a pressing need to 
understand the factors contributing to this disengagement, particularly in the context 
of automation. Automation, while promising efficiency, can inadvertently lead to 
employee alienation if not implemented with a focus on human-centric design. A study 
by Braganza et al. (2021) highlights that automation often replaces traditional HR 
functions without adequately addressing the psychological contract between 
employees and organizations. This gap can lead to a lack of trust and commitment 
among employees, negatively impacting their job involvement and retention (Bakker 
et al., 2023). Consequently, organizations risk losing not just productivity but also 
valuable human capital as employees may opt for disengagement rather than active 
participation in their roles.  

Moreover, the transformation of the workforce demographics, particularly with the 
influx of Millennials and Generation Z, necessitates a shift in HR strategies. These 
younger generations place a premium on work-life balance, meaningful engagement, 
and career development opportunities (Burke & Ng, 2006). The 2024 Deloitte Global 
Human Capital Trends report emphasizes that organizations failing to adapt to these 
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changing expectations face significant risks of high turnover rates and decreased 
organizational performance. In light of these factors, this paper seeks to investigate 
how automated administrative HR systems, specifically AI-driven performance 
management and automated employee self-service portals, can effectively enhance 
employee engagement and mitigate the adverse effects of disengagement. The focus 
will be on understanding the strategic role these technologies can play in fostering a 
more engaged workforce, ultimately contributing to sustainable economic 
transformation. 

 

Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework for Automated Administrative HR Systems and 
Employee Engagement 

Source: Researcher's Desk (2024): Dimensions of Automated Administrative HR 
Systems (Halwai, 2024; Adigun, 2023); Employee Engagement Measures (Bakker & 
Demerouti, 2017; Burke & Ng, 2006). 

Purpose of the Study 

The aim of this paper is to explore the strategic role of automated administrative HR 
systems in enhancing employee engagement, with a specific focus on employee job 
involvement and employee retention, as a pathway to sustainable economic 
transformation. This will be achieved through the following specific objectives: 

i. Examine the role of AI-driven performance management in enhancing 
employee job involvement. 

ii. Explore the influence of automated employee self-service portals on 
employee retention. 
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iii. Assess the overall impact of automated administrative HR systems on 
employee engagement, considering both job involvement and retention. 

iv. Identify the potential benefits of enhanced employee engagement through 
automation in supporting sustainable economic transformation. 

v.  

Research Questions 

In line with these objectives, the following research questions were put forward: 

i. What role does AI-driven performance management play in enhancing 
employee job involvement? 

ii. How do automated employee self-service portals influence employee 
retention? 

iii. In what ways do automate administrative HR systems impact overall 
employee engagement in organizations? 

iv. How does enhanced employee engagement, facilitated by automated HR 
systems, contribute to sustainable economic transformation? 

Literature Review 

Concept of Automated Administrative HR Systems 

Automated Administrative HR Systems are designed to streamline and optimize 
human resource functions through the use of technology, enabling organizations to 
manage their workforce more efficiently (Deloitte, 2024). These systems integrate 
various HR processes, such as recruitment, payroll, performance management, and 
employee self-service, into a cohesive platform (Kavanagh et al., 2021). This 
integration not only enhances efficiency but also improves the accuracy and 
accessibility of HR data (Cascio & Montealegre, 2016). By automating administrative 
tasks, HR professionals can focus more on strategic initiatives that drive organizational 
success (Sparrow, Brewster, & Chung, 2016). Research indicates that leveraging 
cloud-based services like Platform as a Service (PaaS) can significantly enhance the 
effectiveness of Human Resource Information Systems (HRIS) in large organizations 
(Gabriel, Zeb-Obipi, & Tamunomiebi, 2021), especially in sectors such as oil and gas, 
where data management needs are extensive (Gabriel, Jaja, & Edenkwo, 2024). 

One of the core functionalities of these systems is the HRIS, which centralizes 
employee data management. This centralization allows for easy access to personnel 
records, compliance documentation, and reporting capabilities (Johnson, Carlson, & 
Kavanagh, 2020). Moreover, Applicant Tracking Systems (ATS) automate the 
recruitment process, improving the efficiency of candidate selection and 
communication (Chavan et al., 2024). The integration of payroll management systems 
further enhances operational efficiency by automating payroll processes, thus 
reducing errors and ensuring compliance with labor regulations (Sparrow, Brewster, & 
Chung, 2016). The adoption of Automated Administrative HR Systems is also 
associated with enhanced employee engagement. Employee Self-Service Portals 
empower individuals to manage their HR-related tasks independently, fostering a 
sense of ownership and accountability (Roehling et al., 2020). Such portals enable 
employees to access information, enroll in benefits, and submit requests without direct 
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HR intervention, thus improving satisfaction and engagement levels (Ganeshan, 
2024). 

Challenges exist in the implementation of these systems, particularly concerning initial 
costs and resistance to change. Organizations may face significant upfront 
investments for software and training, which can be a barrier for smaller enterprises 
(Brewster et al., 2020). Additionally, employees may resist transitioning to automate 
systems due to fear of job displacement or unfamiliarity with technology (Sparrow et 
al., 2016). Addressing these challenges requires comprehensive change management 
strategies and stakeholder involvement in the implementation process (Deloitte, 
2024). Looking ahead, trends such as the integration of artificial intelligence and 
machine learning into Automated Administrative HR Systems are expected to enhance 
predictive analytics and decision-making capabilities (Prasad, Hamraaia, Sharma, 
Sahana, & Pereira, 2024). These advancements will enable organizations to make 
more informed HR decisions and proactively address workforce challenges. The 
potential for real-time analytics and improved mobile access will further shape the 
future of these systems, ensuring that they remain adaptable to the evolving demands 
of the workplace (Deloitte, 2024). 

Dimensions of Automated Administrative HR Systems 

AI-Driven Performance Management 

AI-driven performance management is a transformative approach that leverages 
artificial intelligence to analyze employee performance data, identify key trends, and 
deliver personalized feedback. Using machine learning algorithms and data analytics, 
AI systems examine a wide array of performance indicators, such as productivity 
metrics, task completion rates, and behavioral patterns, to generate insights that were 
previously time-consuming or challenging to obtain. Through continuous data analysis, 
AI identifies areas for improvement and tailors feedback to the unique needs of each 
employee, helping organizations create a more personalized and effective 
performance management experience (Subhadarshini, Nayak, & Biswal, 2024)). This 
AI-driven approach facilitates an objective, data-backed process that minimizes the 
limitations of traditional performance evaluations. AI-driven performance management 
offers numerous benefits, including more accurate performance evaluations and a 
reduction in subjective bias. By relying on data, AI enables fairer assessments, as it 
reduces the influence of personal opinions that might otherwise affect evaluations.  

Moreover, this technology promotes the delivery of constructive feedback, ensuring 
that employees receive guidance relevant to their growth areas and strengths (El-
Ghoul et al., 2024). In addition to improving accuracy and fairness, AI aids in identifying 
development opportunities that align with organizational goals, helping employees 
grow in directions that benefit both the individual and the organization (Terblanche, 
2024). The integration of AI-driven performance management significantly impacts 
employee engagement by fostering an environment of transparency and growth. Fair 
and timely feedback, a key component of AI-driven systems, empowers employees to 
understand their progress and areas for improvement. This immediacy in feedback 
encourages employees to actively engage with their roles, which ultimately increases 
job satisfaction and productivity (El-Ghoul et al., 2024). When employees know their 
contributions are being measured accurately and fairly, they are more likely to be 
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motivated to perform at higher levels, thus enhancing overall engagement within the 
organization.  

AI-driven performance management contributes to heightened job involvement by 
aligning feedback with organizational objectives and ensuring that employees have a 
clear understanding of their role’s value to the company's mission. AI systems enable 
personalized feedback tailored to an employee's specific responsibilities and growth 
path. This personalization fosters a deeper connection between the employee’s daily 
tasks and the organization’s goals, creating a sense of purpose and motivation 
(Tortorella et al., 2024). Moreover, by continuously tracking performance metrics in 
real time, AI tools provide a precise measurement of each employee’s contributions 
and highlight areas where they can further excel. This not only builds employee 
confidence but also strengthens their commitment to organizational success. Real-
time data processing plays a vital role in AI-driven performance management, enabling 
immediate analysis of employee performance data. This capability empowers 
organizations to make swift, data-backed decisions that improve performance 
management outcomes (El-Ghoul et al., 2024). Real-time processing detects 
performance trends as they arise, allowing for instant feedback and timely corrective 
measures (Nawaz, Arunachalam, Pathi, & Gajenderan, 2024). For instance, real-time 
tracking of sales performance enables personalized coaching based on current data, 
thereby optimizing employee development on a continual basis (El-Ghoul et al., 2024). 
Additionally, by rapidly processing vast volumes of employee data, AI systems identify 
potential risks, mitigate them proactively, and foster an environment of constant 
improvement ((Tortorella et al., 2024).). 

Automated Employee Self-Service Portals 

Automated employee self-service portals represent a modern HR solution that enables 
employees to independently access and manage a variety of personal and job-related 
information. These portals provide employees with direct access to HR services such 
as updating personal information, reviewing payroll details, managing benefits, and 
accessing organizational resources without the need for HR intervention (Ganeshan, 
2024). Through a centralized platform, employees can easily perform tasks that 
traditionally required manual input from HR staff, thus fostering a culture of 
empowerment and self-management. The simplicity and efficiency of self-service HR 
portals are transforming how employees interact with essential administrative 
processes, making HR resources more accessible than ever. Self-service HR portals 
offer several key benefits, including convenience, accessibility, and an increase in 
employee autonomy. By allowing employees to independently complete routine HR 
tasks, these systems streamline administrative processes, saving time for both 
employees and HR personnel (Myers, 2024). With round-the-clock access, 
employees can review and manage personal information at their own convenience, 
resulting in a seamless experience that reduces dependency on HR. 

 Additionally, self-service portals foster autonomy by enabling employees to handle 
their own HR needs, which can lead to a stronger sense of ownership over their roles 
(Torres Rico, 2023). This not only enhances efficiency but also contributes to a more 
organized and productive workplace. The implementation of self-service portals has a 
positive impact on employee engagement by reducing administrative bottlenecks and 
empowering employees to take ownership of their information. With fewer procedural 
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delays, employees experience quicker access to the resources they need, which can 
improve their overall work experience and job satisfaction (Ganeshan, 2024). By 
reducing the need for direct HR assistance on simple administrative tasks, employees 
feel more in control, which can increase their involvement and commitment to the 
organization. Furthermore, the streamlined accessibility of self-service portals 
minimizes disruptions, enabling employees to focus on their core responsibilities, thus 
enhancing job engagement and contributing to a more motivated workforce (Nguti & 
Mose, 2021). 

Automated employee self-service portals also play a significant role in employee 
retention. By empowering employees to access and manage their information 
independently, these portals foster trust and transparency between employees and 
the organization. The immediate availability of HR resources improves employees' 
perception of the organization’s responsiveness to their needs, leading to increased 
satisfaction and loyalty (Nguti & Mose, 2021). Furthermore, the ability to access 
personal information and manage benefits with ease can positively impact employees' 
sense of security within the organization, contributing to a lower turnover rate. This 
satisfaction builds a foundation of trust, as employees feel their time and autonomy 
are valued, ultimately improving retention rates (Myers, 2024). Real-time data 
processing plays a crucial role in the functionality of self-service portals, allowing 
employees instant access to up-to-date information. This immediacy is essential for 
seamless HR service delivery, as it minimizes delays and ensures that employees 
have current information at their fingertips, which can support timely decisions (Burnett 
& Lisk, 2021). For instance, employees can quickly access the latest benefits 
information or verify a recent payroll change, which foster transparency and reduces 
the risk of misunderstandings. Real-time processing not only improves operational 
efficiency but also enhances employee satisfaction by providing them with responsive, 
reliable access to important data (Ganeshan, 2024). Additionally, integrating real-time 
processing with automated portals allows for the continuous updating of information, 
which can better support predictive HR analytics and decision-making (Burnett & Lisk, 
2021). 

Employee Engagement  

Employee engagement refers to the emotional commitment and level of enthusiasm 
employees have towards their work and their organization, often resulting in higher 
productivity and job satisfaction (Faridullah, 2022). Engaged employees are more 
likely to invest discretionary effort in their roles, thereby contributing to improved 
organizational outcomes and overall performance (Kahn, 1990). This concept goes 
beyond mere job satisfaction, encompassing an intrinsic motivation that aligns 
personal goals with organizational objectives, which is critical to fostering a supportive 
and productive work environment (Byrne, 2022). Employee engagement also reflects 
the connection employees feel towards their organization, driving both loyalty and a 
strong work ethic (Harter, Schmidt, & Hayes, 2002). The positive impact of employee 
engagement on organizational success is well-documented. High engagement levels 
are associated with lower turnover rates, as engaged employees are more likely to 
stay with their organization (Gallup, 2024).  

Engaged employees tend to demonstrate enhanced productivity, innovation, and 
resilience, which strengthens organizational performance and profitability (Rich et al., 
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2010). Furthermore, companies with high employee engagement often experience 
better customer satisfaction, as engaged employees typically provide a higher quality 
of service (Faridullah, 2022). This benefit extends to creating a supportive workplace 
culture where employees feel valued, motivated, and committed to the organization's 
vision and goals (Bailey et al., 2023). Several factors influence employee engagement, 
including management support, recognition, and opportunities for personal growth and 
career development. Research indicates that when managers demonstrate effective 
leadership and provide regular feedback, employees are more likely to feel engaged 
and invested in their work (Bakker & Albrecht, 2018). Additionally, recognition 
programs and rewards foster a sense of achievement, which reinforces positive 
behavior and further deepens employees’ commitment to the organization (Meswantri 
& Ilyas, 2018). Moreover, offering training and career development opportunities 
enhances engagement by enabling employees to acquire new skills and advance 
within the organization, creating a culture of continuous improvement (Christian, 
Garza, & Slaughter, 2014). 

Employee engagement significantly affects both retention and performance. Engaged 
employees typically exhibit lower levels of absenteeism and higher levels of job 
satisfaction, which contribute to their likelihood of remaining with the organization long-
term (Harter et al., 2002). This retention benefits organizations by reducing turnover 
costs, which can be substantial due to hiring, onboarding, and training expenses 
(Faridullah, 2022). Additionally, engaged employees demonstrate a greater ability to 
work collaboratively and respond effectively to challenges, improving team dynamics 
and overall productivity (Rich et al., 2010). Organizations with high engagement levels 
often experience enhanced financial performance and a competitive advantage in their 
respective markets (Bailey et al., 2023). In recent years, organizations have 
increasingly adopted digital tools and analytics to measure and enhance employee 
engagement. AI and data analytics can provide insights into employee sentiment, 
identifying engagement trends and areas for improvement (Griep, Vranjes, van Hooff, 
Beckers, & Geurts, 2021)). Automated feedback systems and employee self-service 
portals are further empowering employees to take control of their development, 
creating a more autonomous and proactive workforce (Nguti & Mose, 2021). Looking 
ahead, the integration of artificial intelligence and predictive analytics into employee 
engagement strategies is expected to enhance customization and accuracy, allowing 
organizations to address engagement issues proactively (Priya, Sadik Khan, Sharma, 
& Verma, 2024). Furthermore, the rise of remote work and hybrid models is influencing 
the future of engagement strategies, with a focus on building connections and 
maintaining organizational culture across virtual environments (Gallup, 2024). 

Measures of Employee Engagement 

Employee Job Involvement 

Job involvement is defined as an employee’s level of commitment, psychological 
identification, and active participation in their role within the organization (Diefendorff, 
Nolan, Tseng, Kenworthy, & Fiorentino, 2020). It reflects the extent to which an 
employee sees their job as integral to their personal identity and feels genuinely 
invested in the work they perform (Bhagwandeen, 2021). Highly involved employees 
are more likely to be motivated, take ownership of their tasks, and strive to contribute 
meaningfully to organizational goals, as they view their job as a significant and fulfilling 
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part of their life (Ali & Mehreen, 2024). Job involvement is a key factor in enhancing 
productivity, job satisfaction, and overall engagement within the workplace (Brown, 
1996). Automated HR systems, particularly in performance management, play a 
critical role in fostering job involvement by creating a supportive work environment that 
values employee contributions. Streamlined HR processes reduce administrative 
burdens, allowing employees to focus more on meaningful aspects of their work 
(Brewster et al., 2020). AI-driven performance management systems, for instance, 
automate data collection and feedback generation, which offers employees 
personalized insights into their performance and development areas (Griep, Vranjes, 
van Hooff, Beckers, & Geurts, 2021). These systems enable real-time feedback and 
goal tracking, enhancing the employee’s connection to their role and helping them feel 
actively involved in the organization’s success (Rao, Chitranshi, & Punjabi, 2020). 
When employees perceive that the organization values their work and supports their 
growth, they are more likely to feel committed and engaged in their roles (Harter, 
Schmidt, & Hayes, 2002). 

AI-driven performance management is instrumental in fostering job involvement by 
aligning employees’ work with organizational objectives, thereby creating a sense of 
purpose and motivation. By analyzing individual performance data and generating 
tailored feedback, AI systems encourage employees to focus on areas that contribute 
to personal and organizational success (Tummalapalli, Rao, Kamal, Kumari, & Kumar, 
2024). This targeted approach allows employees to better understand their strengths 
and development needs, fostering deeper involvement and commitment to their role 
(Gowda, Kureethara, & Jaiwant, 2025). Furthermore, HR automation extends beyond 
performance management to improve overall employee engagement. Automated 
administrative systems, such as self-service portals, empower employees to 
independently manage HR-related tasks, enhancing their sense of control and 
autonomy (Nguti & Mose, 2021) The integration of AI into these systems supports 
proactive engagement strategies by enabling timely responses to employee needs 
and continuously optimizing performance management, fostering a culture of 
continuous improvement and recognition (Madanchian, Taherdoost, & Mohamed, 
2023). By providing employees with tools that support their growth and simplify 
administrative processes, AI-driven HR automation contributes significantly to 
employee engagement and job involvement, resulting in a more motivated and 
committed workforce. 

Employee Retention 

Employee retention refers to an organization’s ability to retain talented employees over 
an extended period, minimizing turnover and maintaining a stable, skilled workforce 
(Hausknecht, Rodda, & Howard, 2009). Effective retention strategies focus on creating 
a workplace environment that meets employees’ professional and personal needs, 
promoting loyalty, job satisfaction, and commitment (Kyndt et al., 2009). High retention 
rates are often indicators of positive organizational culture, competitive benefits, and 
opportunities for professional growth, all of which are essential for sustaining an 
organization’s long-term success and reducing the costs associated with frequent 
hiring and training (Hom, Mitchell, Lee, & Griffeth, 2012). Automated HR systems play 
a significant role in employee retention by providing a streamlined, efficient, and 
supportive work environment that meets employees’ needs more effectively. By 
automating routine HR functions like payroll, performance reviews, and benefits 
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management, these systems reduce the administrative burden on employees and HR 
staff alike, creating a workplace that values employee time and efficiency (Seipalla, 
Liem, Siregar, Martdana, & Paramarta, 2024). This efficiency not only enhances 
employee satisfaction but also contributes to a more positive overall work experience, 
which can reduce turnover rates (Kadirov, Shakirova, Ismoilova, & Makhmudova, 
2024).  

Engaged employees, who feel their needs are met and receive timely support, are less 
likely to leave, thereby enhancing organizational stability and contributing to long-term 
sustainability (Braganza, Chen, Canhoto, & Sap, 2022). Automated performance 
management systems further support retention by offering continuous feedback and 
development opportunities, which are essential to employee growth and satisfaction 
(Nguti & Mose, 2021). Through automated systems, employees receive regular, 
personalized feedback that helps them understand their strengths and areas for 
improvement, boosting their engagement and aligning their goals with organizational 
objectives. When employees see opportunities for growth and know that their 
contributions are valued, they are more likely to remain with the organization, 
contributing to lower turnover and fostering a culture of loyalty and commitment 
(Braganza, Chen, Canhoto, & Sap, 2022). 

Self-service portals are particularly impactful on employee retention as they empower 
employees to manage HR-related tasks independently, such as updating personal 
information, reviewing payroll, and accessing benefits without needing direct HR 
assistance (Ganeshan, 2024). This autonomy fosters a sense of trust and control, 
making employees feel valued and reducing frustration that can arise from 
administrative delays. By simplifying access to essential HR services, self-service 
portals contribute to an improved employee experience, increasing job satisfaction and 
reducing the likelihood of turnover (Nguti & Mose, 2021). Employees who are 
empowered to manage their own HR needs are more engaged in their work and feel 
a greater sense of ownership over their role, which strengthens their commitment to 
the organization and lowers the desire to leave. Additionally, self-service portals are a 
critical component of the broader impact of HR automation on engagement. When 
employees can independently access important HR services and support systems, 
they feel more connected to the organization and its resources, fostering a higher level 
of engagement (Kadirov, Shakirova, Ismoilova, & Makhmudova, 2024). This 
connection builds trust and loyalty, which are essential to retention. By providing tools 
that enhance both job satisfaction and engagement, self-service portals and 
automated HR systems contribute to a cohesive retention strategy that supports 
employees’ long-term commitment to the organization. 

Theoretical Review 

This paper adopted the Technology Acceptance Model (TAM) and Social Exchange 
Theory (SET) to explore how automated administrative HR systems can enhance 
employee engagement and contribute to sustainable economic transformation. 

The Technology Acceptance Model (TAM), developed by Fred Davis in 1989, is 
fundamental in understanding how individuals accept and utilize technology in 
organizational settings. TAM posits that two primary factors influence technology 
acceptance: Perceived Usefulness (PU) and Perceived Ease of Use (PEOU) (Davis, 
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1989). PU refers to the belief that using a particular technology will enhance job 
performance, while PEOU indicates the belief that using the technology will be free 
from effort. In the context of automated administrative HR systems, these constructs 
are vital for assessing employee engagement. A system perceived as useful, such as 
one that streamlines HR processes, enhances communication, or provides timely 
feedback, will likely encourage employees to engage with it positively. Additionally, if 
the system is user-friendly and requires minimal effort to navigate, employees are 
more likely to embrace it (Popoff, 2024). This acceptance is crucial, as engaged 
employees are more productive, innovative, and aligned with organizational goals, 
thereby contributing to sustainable economic transformation. 

The Social Exchange Theory (SET), articulated by George Homans in the 1950s, 
posits that social behavior is the result of an exchange process to maximize benefits 
and minimize costs (Homans, 1958). In organizational contexts, SET suggests that 
employees assess their relationships with their employer based on the perceived 
rewards and costs associated with their engagement. Automated administrative HR 
systems can enhance these exchanges by providing employees with greater access 
to information, recognition, and support. For instance, by offering self-service portals 
where employees can manage their benefits, performance feedback, and professional 
development opportunities, organizations can foster a sense of empowerment and 
ownership among employees. This enhanced interaction and support can lead to 
increased employee commitment and satisfaction, as employees perceive that their 
contributions are valued and reciprocated by the organization. The positive cycle of 
exchanges thus established contributes not only to enhanced employee engagement 
but also to sustainable economic transformation by promoting a culture of mutual 
benefit and collaboration (Jose, 2012). 

 

Pathway to Sustainable Economic Transformation 

Employee engagement is critical for economic growth, as engaged employees boost 
productivity, innovation, and performance. Automated HR systems foster engagement 
by streamlining tasks, enabling real-time feedback, and offering personalized 
development opportunities, which increase efficiency and output (Barišić, Barišić, & 
Miloloža, 2021). Engaged employees make companies 21% more profitable (Gallup, 
2024), contributing to economic sustainability through reduced turnover and improved 
performance (Deloitte, 2024). AI-driven HR systems enhance employee experience 
by automating management, payroll, and training, allowing employees to focus on 
strategic tasks, driving innovation and competitiveness (Thangaraja et al., 2024; 
Okatta, Ajayi, & Olawale, 2024). Companies like Google use automated feedback 
systems to sustain high employee engagement, leading to growth (Biriowu & Ofurum, 
2020). HR automation helps develop an adaptive, motivated workforce that drives 
economic resilience and innovation (Sundari et al., 2024). As more companies adopt 
automated HR systems, labor markets become more skilled, boosting productivity and 
supporting sustainable economic growth (Ekuma, 2024). Automated HR systems also 
improve workforce stability by reducing turnover and recruitment costs (Myers, 2024). 
Deloitte’s use of engagement surveys helps managers address employee needs, 
enhancing retention and organizational contributions (Deloitte, 2024). Despite these 
benefits, challenges such as data privacy, implementation costs, and employee 
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resistance may arise. These can be addressed through strong data governance, 
scalable solutions, and change management programs to ease technology adoption 
(Adigun, 2023; Deloitte, 2024; Okatta, Ajayi, & Olawale, 2024). Overcoming these 
challenges can maximize HR automation’s impact on engagement and economic 
transformation. 

Automated Administrative HR Systems and Employee Engagement 

Automated administrative HR systems play a crucial role in optimizing human resource 
management by streamlining essential functions such as payroll, recruitment, 
performance management, and employee self-service. This integration results in a 
cohesive and efficient HR platform that enhances operational effectiveness (Ramya, 
Saikrishnan, Sumathi, Kamalakannan, Keerthana, & Indhumathi, 2024). According to 
Ramya et al. (2021) the primary aim of these systems is to minimize manual tasks and 
improve data accuracy, thereby allowing HR professionals to redirect their focus 
toward strategic initiatives that foster employee engagement and enhance 
organizational performance. In this regard, Fory, Simamora, Nadeak, Nugraha, 
Prasetia, and Hendriarto (2021) emphasize that the centralization of HR processes 
not only facilitates quicker responses to employee needs but also cultivates a positive 
workplace environment that contributes to enhanced job satisfaction. The relationship 
between automation in HR and employee engagement is well-documented. 
Automated systems create a work environment where employees feel valued, 
empowered, and supported (Worgu & Nwaeke, 2021). For instance, AI-driven 
performance management systems are designed to provide real-time feedback, 
enabling employees to actively track their performance and align their individual 
objectives with those of the organization. Giamos, Doucet, and Léger (2024) posits 
that continuous feedback mechanisms are instrumental in fostering personal growth 
and recognition, both of which are critical components of employee engagement.  

Furthermore, the automation of routine administrative tasks, such as benefits 
enrollment and leave requests, enhances employee autonomy and alleviates 
administrative burdens, which contributes to overall employee satisfaction 
(Ganeshan, 2024). 

Among the most significant features of these automated HR systems are employee 
self-service portals, which empower employees to independently access and manage 
their personal information, review payroll details, and administer benefits (Nguti & 
Mose, 2021). Empirical research indicates that the self-service functionality fosters a 
sense of control and flexibility among employees, serving as a vital driver of 
engagement (Myers, 2024; Nguti & Mose, 2021). Myers (2024) asserts that employees 
who leverage self-service portals report heightened levels of satisfaction and 
engagement. For instance, Microsoft’s implementation of self-service portals has 
enabled employees to oversee their professional development and HR-related needs 
effectively, leading to marked increases in both satisfaction and engagement levels 
(Myers, 2024).  

Moreover, AI-enabled performance management systems significantly enhance 
employee engagement by delivering tailored, data-driven feedback that promotes 
equitable and transparent evaluation processes (Nyathani, 2023). Such data-driven 
methodologies are effective in reducing biases inherent in traditional performance 
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evaluations, thereby fostering trust and engagement among employees. As noted by 
Burnett and Lisk (2021), real-time feedback not only enhances engagement but also 
augments motivation and productivity, as employees perceive themselves as 
consistently recognized contributors to the organization’s success. Nevertheless, the 
transition to automated HR systems is fraught with challenges. Organizations often 
encounter significant hurdles, including high initial implementation costs, concerns 
regarding data privacy, and resistance to technological change (Shanmugam, Sibi, 
Bhavani, Paneru, & Karumpan, 2025). To navigate these challenges, organizations 
can adopt scalable solutions that allow for incremental implementation, enforce robust 
data privacy measures, and provide comprehensive training programs to facilitate the 
transition to automated systems (Sidana et al., 2024). It is imperative for organizations 
to develop thorough change management strategies that clearly articulate the benefits 
of automation for enhancing the employee experience, thus mitigating resistance and 
maximizing engagement. 

Conclusion 
The integration of automated administrative HR systems is transforming employee 
engagement in contemporary organizations, making HR processes more efficient, 
transparent, and aligned with employees' needs. The use of AI in performance 
management and self-service portals demonstrates significant positive impacts on job 
involvement, retention, and overall satisfaction, directly linking engagement with 
sustainable economic outcomes. The findings underscore that organizations 
leveraging automation in HR can foster a workforce that is not only more productive 
but also more resilient and adaptive to change. By enhancing employee engagement, 
these automated systems promote a stable and committed workforce, which in turn 
supports economic transformation through increased operational efficiency and 
reduced turnover costs. Nonetheless, organizations must be mindful of potential 
implementation challenges, such as data privacy issues and the need for proper 
employee training and communication, to ensure these technologies are effectively 
integrated. Automated HR systems offer a promising pathway to sustain economic 
growth by fostering a motivated, loyal workforce that drives organizational success. 
 
 

Recommendations 
To enhance data privacy in automated HR systems, organizations should enforce 
robust data protection protocols, including clear policies on data handling, regular 
audits, and adherence to regulations like GDPR, to mitigate privacy risks and foster 
trust. For smaller organizations, adopting scalable, modular HR automation solutions 
enables a gradual implementation, allowing adjustments as resources grow, reducing 
initial costs, and minimizing disruption. Additionally, HR departments should 
implement change management programs focused on training, transparent 
communication, and ongoing support to ease employee resistance and build 
confidence. Feedback tools and user-friendly self-service portals empower employees 
with direct access to essential HR functions, promoting autonomy and engagement. 
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