
 

 

 

© 2026 IJSRET 
1 
 

International Journal of Scientific Research & Engineering Trends                                                                                                         
Volume 12, Issue 2, Mar-Apr-2026, ISSN (Online): 2395-566X 

 

 

Enhancing Workforce Performance through Digital HR 

Transformation: An Empirical Study of Employee 

Productivity and Work Engagement 
1Ms. J. Lavanya, Research Scholar, School of Management Studies, Gandhi Institute of  

Engineering and Technology University, Odisha, Gunupur. 
2Dr. Y.S.S. Patro, Supervisor, Professor SMS, GIET University, Gunupur. 

3Dr. B. Mohan Kumar, Professor and Principal Badruka College of Commerce and Arts, Kachiguda, Hyderabad

 
Abstract- Digital Human Resource Transformation (HRDT) is a key driver of workforce performance in the digital era. This 

study analyzes the impact of digital HR practices on employee productivity and work engagement using data from 140 

respondents. Statistical techniques such as correlation and regression were applied. The results show a significant positive 

relationship between HRDT, work engagement, and productivity, with engagement partially mediating this relationship. The 

study highlights the importance of technology-enabled HR systems in enhancing employee outcomes and organizational 

effectiveness. 
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I. INTRODUCTION 

 
Digital transformation is significantly reshaping organizational 

processes, particularly Human Resource Management (HRM), 

through the integration of advanced technologies such as 

artificial intelligence (AI), cloud computing, and HR analytics 

into core HR functions to enhance efficiency and employee 

experience (IJRASET). Modern organizations increasingly 

view human capital as a strategic asset, where digital HR tools 

contribute to improved employee engagement, job satisfaction, 

and productivity. Empirical studies indicate that digital 

transformation has a substantial impact on employee attitudes, 

job roles, and engagement levels (ScienceDirect). 

 

Furthermore, digital HR systems enable data-driven decision-

making and real-time performance monitoring, thereby 

strengthening strategic HR functions. They also enhance 

organizational agility by streamlining HR processes, improving 

communication, and supporting effective talent management 

practices. 

 

Need for the Study 

 Accelerated implementation and diffusion of digital HR 

systems within organizations to improve operational 

effectiveness and strategic human resource functions.  

 Insufficient empirical research examining the linkage 

between Digital Human Resource Transformation 

(HRDT), employee productivity, and work engagement.  

 Essential requirement to analyze employee-oriented 

outcomes of digital transformation, particularly with 

respect to behavioral and performance indicators.  

 Rising importance of employee experience as a key driver 

of organizational competitiveness and long-term 

sustainability in evolving business landscapes. 

 

 Objectives of the Study 

 To examine the impact of Digital Human Resource 

Transformation (HRDT) on employee productivity using 

empirical and statistical analysis  

 To analyze the relationship between digital HR practices 

and work engagement through correlation and regression 

techniques  

 To investigate the mediating effect of work engagement in 

the relationship between HRDT and employee 

productivity  

 To propose data-driven and strategic interventions for 

enhancing workforce performance and organizational 

effectiveness 

 

Data Collection Methods 

 

 Primary Data Collection 

Primary data collected through a structured 5-point Likert scale 

questionnaire to measure HRDT, work engagement, and 

employee productivity. A convenience sampling technique was 

applied to select 140 respondents. Data were gathered through 

both online and offline surveys.  

 Secondary Data Collection 
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Secondary data from journals and research articles were used 

for theoretical support. Statistical analysis was conducted using 

correlation and regression techniques. 

 

Limitations of the study 

 The relatively small sample size (n = 140) limits the 

statistical generalizability of findings across diverse 

organizational contexts  

 Use of convenience sampling may introduce selection bias, 

thereby affecting the external validity of the study  

 Dependence on self-reported questionnaire data may result 

in response bias and social desirability effects  

 Cross-sectional research design restricts causal inference 

and limits longitudinal analysis of relationships  

 Narrow variable coverage excludes other influential 

determinants such as organizational culture, leadership 

practices, and technological readiness  

 

II. REVIEW OF LITERATURE 

 

 Farawowan et al. (2025) found that HR automation 

improves employee productivity and well-being by 

reducing administrative workload and enhancing 

efficiency. (ResearchGate)  

 Jain & Chatterjee (2025) concluded that digital HR 

transformation improves decision-making, operational 

efficiency, and employee experience through technology-

enabled systems. (IJRASET)  

 Industry 4.0 Study (2024) reported that digital 

transformation positively influences employee 

engagement, job satisfaction, and performance using AI 

and analytics-driven HR practices. (ScienceDirect)  

 HRDT Study (2023) identified HR digital transformation 

as a multidimensional construct influenced by technology, 

organizational readiness, and employee adaptability. 

(ScienceDirect)  

 Digital HR & Productivity Study (2023) found that digital 

HR practices enhance productivity through innovation and 

improved work behavior, with engagement as a key driver. 

(ResearchGate)  

 Goswami & Upadhyay (2019) established that digital 

transformation significantly predicts employee 

engagement through improved communication and 

participation. (SSRN)  

 HR Gamification Study (2022) showed that gamified 

digital HR tools increase employee engagement, leading to 

higher job performance. (ScienceDirect) 

 

III. RESEARCH METHODOLOGY 
 

Research Design 

This study adopts a descriptive and empirical quantitative 

research design to examine the relationship between Digital 

Human Resource Transformation (HRDT), employee 

productivity, and work engagement. The design facilitates 

systematic variable description and hypothesis-driven 

statistical inference. 

 

Sample Design 

The sample consists of 140 employees (n = 140) selected using 

a non-probability convenience sampling technique. While 

efficient for data collection, this approach may introduce 

selection bias and limit external validity. 

 

Data Collection Instrument 

Data were collected through a structured questionnaire 

designed on a 5-point Likert scale. The instrument measured 

three latent constructs: 

 Digital Human Resource Transformation (HRDT)  

 Work Engagement  

 Employee Productivity 

The scale ensured construct consistency, reliability, and 

measurement precision.  

 

Statistical Tools and Techniques 

Data analysis was performed using descriptive and inferential 

statistical methods, including: 

 Descriptive statistics (Mean, Standard Deviation) for 

central tendency and variability assessment  

 Pearson’s correlation analysis to determine the strength 

and direction of inter-variable relationships  

 Multiple linear regression analysis to evaluate predictive 

relationships and test hypotheses at a predefined 

significance level (p < 0.05)  

 

Scope and Limitations 

The study is geographically restricted, which may affect 

external validity and cross-regional generalizability. 

Additionally, the cross-sectional design limits causal inference 

over time. 

 

IV. HYPOTHESES (ALTERNATIVE 

HYPOTHESIS) 
 

H1: Digital Human Resource Transformation (HRDT) exerts a 

statistically significant effect on employee productivity. 

H2: Digital HR practices are significantly associated with work 

engagement. 

H3: Work engagement significantly mediates the relationship 

between Digital Human Resource Transformation and 

employee productivity. 

H4: Employee productivity differs significantly across varying 

levels of Digital Human Resource Transformation adoption. 

H5: Work engagement differs significantly across different 

levels of digital HR practices. 

 

 

V. CONCEPTUAL FRAMEWORK 
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The proposed conceptual model examines the direct and 

indirect relationships between Digital HR Transformation, 

Work Engagement, and Employee Productivity. Work 

Engagement is positioned as a mediating variable in the 

relationship between Digital HR Transformation and Employee 

Productivity. 

Variables: 

 

 
 

Direct Path: HRDT → Employee Productivity  

Indirect Path: HRDT → Work Engagement → Employee 

Productivity  

Mediation Effect: Work Engagement transmits the effect of 

HRDT on productivity 

 

VI. THEORETICAL FRAMEWORK 

 
The theoretical underpinning of the study is grounded in three 

complementary perspectives. First, the Resource-Based View 

(RBV) conceptualizes human capital as a strategic, value-

generating asset characterized by VRIN attributes (valuable, 

rare, inimitable, and non-substitutable), wherein Digital Human 

Resource Transformation (HRDT) enhances workforce 

capabilities through analytics-driven talent management, 

thereby strengthening employee productivity and sustained 

competitive advantage;  

 

Second, the Technology Acceptance Model (TAM) provides a 

robust explanatory mechanism for the adoption of digital HR 

systems, positing that perceived usefulness and perceived ease 

of use significantly influence employees’ behavioural intention 

and actual system utilization, which in turn improves process 

efficiency, task performance, and work engagement;  

 

Third, Social Exchange Theory (SET) elucidates the reciprocal 

exchange relationship between employer and employee, 

suggesting that organizational investments in digital 

infrastructure and supportive HR practices foster perceived 

organizational support (POS), leading to heightened levels of 

work engagement, affective commitment, and discretionary 

effort, which ultimately mediate the relationship between 

HRDT and employee productivity. 

 

VII. DATA ANALYSIS & HYPOTHESIS 

TESTING 

 
Table 1: Descriptive Statistics 

Variable Mean 
Std. 

Deviation 

Interpretation 

(Numerical Basis) 

Digital HR 

Transformation 
3.85 0.62 

Above moderate level of 
agreement with 

moderate variability in 

responses 

Work 

Engagement 
3.78 0.58 

Moderately high 

engagement with 

relatively consistent 

responses 

Employee 

Productivity 
3.92 0.55 

High perceived 
productivity with low 

dispersion and strong 

response consistency 

 

Table 2: Correlation Analysis 

Variables HRDT Engagement Productivity 

HRDT 1.00 0.68 0.72 

Engagement 0.68 1.00 0.75 

Productivity 0.72 0.75 1.00 

 

VII. DISCUSSION 

 
The results indicate strong positive correlations among HRDT, 

Work Engagement, and Employee Productivity. The highest 

relationship is observed between Work Engagement and 

Productivity (r = 0.75), followed by HRDT with Productivity (r 

= 0.72) and HRDT with Engagement (r = 0.68). All 

relationships are statistically meaningful and support the 

proposed conceptual model without multicollinearity concerns. 

Table 3: Regression Analysis 

Variables 
Beta 

(β) 

t-

value 

p-

value 
Interpretation 

HRDT → 

Engagement 
0.68 8.45 

< 

0.05 

Significant 

positive effect 

HRDT → 

Productivity 
0.52 6.12 

< 

0.05 

Significant 

positive effect 

Engagement 

→ 

Productivity 

0.60 7.20 
< 

0.05 

Significant 

positive effect 

 

Table 4: Hypothesis Results 
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Hypothesis 
Statement 

(Summary) 

Statistical 

Evidence 

Null 

Hypothesis 

accept/Reject 

H1 

HRDT has no 

significant 

effect on 

Employee 

Productivity 

β = 0.52, t = 

6.12, p < 0.05 
Rejected 

H2 

No 

significant 

relationship 

between 

HRDT and 

Work 

Engagement 

β = 0.68, t = 

8.45, p < 0.05 
Rejected 

H3 

Work 

Engagement 

does not 

mediate the 

relationship 

between 

HRDT and 

Productivity 

Indirect effect 

= 0.41, 

Bootstrapped t 

= 5.87, p < 

0.05 

Rejected 

 

Hypothesis Testing Discussion  

All hypotheses are statistically significant at p < 0.05 and 

therefore all null hypotheses are rejected. HRDT significantly 

influences Employee Productivity (β = 0.52, t = 6.12) and Work 

Engagement (β = 0.68, t = 8.45). Additionally, Work 

Engagement significantly mediates the relationship between 

HRDT and Productivity (Indirect effect = 0.41, t = 5.87), 

confirming the proposed model. 

 

VIII. FINDINGS 

 
 Digital HR Transformation significantly improves 

employee engagement (β = 0.68, t = 8.45, p < 0.05). 

 Work Engagement has a strong positive effect on employee 

productivity (β = 0.60, t = 7.20, p < 0.05).  

 Digital HR tools enhance organizational efficiency and 

decision-making, reflected in the significant direct effect 

on productivity (β = 0.52, t = 6.12, p < 0.05).  

 Work Engagement significantly mediates the relationship 

between HRDT and employee productivity (Indirect effect 

= 0.41, Bootstrapped t = 5.87, p < 0.05). 

 

XI. SUGGESTIONS 
 

 Organizations should invest in HR analytics, AI/ML-

enabled HR systems, and predictive workforce analytics to 

strengthen data-driven decision-making and workforce 

optimization.  

 Digital upskilling and reskilling programs should be 

implemented to enhance employees’ digital literacy, 

technological self-efficacy, and system adoption behavior.  

 Adoption of Employee Experience Platforms (EXP) 

integrated with HRIS and real-time feedback systems is 

recommended to improve engagement and satisfaction.  

 A continuous learning ecosystem using LMS, KMS, and 

AI-based learning tools should be promoted to enhance 

competency development and productivity. 

 

X. CONCLUSION 
 

Digital Human Resource Transformation (HRDT) plays a 

pivotal role in strengthening organizational effectiveness 

through the integration of advanced digital technologies in 

human resource functions. The empirical findings confirm that 

the adoption of technology-enabled HR systems, HR analytics 

solutions, and digitalized HR practices significantly enhances 

employee engagement and overall workforce productivity. The 

study further demonstrates that work engagement serves as a 

key mediating mechanism, transmitting the influence of HRDT 

on employee performance outcomes. From a theoretical 

standpoint, the results reinforce the applicability of the 

Resource-Based View (RBV), Technology Acceptance Model 

(TAM), and Social Exchange Theory (SET) in explaining the 

linkage between digital HR practices and employee outcomes. 

Overall, organizations that effectively implement digital HR 

transformation strategies are more likely to achieve improved 

employee involvement, operational efficiency, and sustainable 

organizational performance. 

 

XI. NOVELTY OF THE STUDY 

 
This study integrates HRDT, work engagement, and employee 

productivity into a single empirical mediation model. It applies 

advanced statistical analysis to examine both direct and indirect 

effects, offering robust empirical validation. Additionally, it 

contributes to the literature by focusing on contemporary 

digital HR practices in explaining employee performance 

outcomes. 

 

XII. MANAGERIAL IMPLICATIONS 
 

 The study provides actionable insights for HR managers to 

design and implement effective digital HR strategies that 

enhance workforce efficiency and performance outcomes.  

 It supports data-driven decision-making by encouraging 

the use of HR analytics and digital tools for strategic 

workforce planning and performance evaluation.  

 The findings assist organizations in developing employee-

centric HR policies that improve engagement, satisfaction, 

and organizational commitment.  

 The results contribute to strengthening organizational 

competitiveness by improving productivity, operational 

efficiency, and sustainable human capital development 

through digital transformation initiatives.  
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