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Abstract 

Human Resource Management System (HRMS) has become essential instrument in this digital era 

which basically transform traditional HR practices into efficient technology-driven processes. This 

research explores how the adoption of Human Resource Management Systems (HRMS) influences 

employees' job satisfaction, engagement, and intentions to leave their organization. Grounded in 

the Technology Acceptance Model (TAM), the study focuses on how employees' perceptions of 

HRMS—specifically its usefulness and ease of use—shape their attitudes toward the system. 

These attitudes are then examined in relation to their impact on job satisfaction, which 

subsequently affects both employee engagement and turnover intentions. By applying this 

integrated framework, the study sheds light on how employees respond to the implementation of 

HRMS and uncovers key behavioral patterns linked to technology adoption. The findings offer 

practical guidance for organizations seeking to boost employee retention and optimize 

performance within increasingly digital workplaces. Through a comprehensive framework on 

existing literature and development of testable propositions, this study identifies a significant 

research gap in linking technological and human factors within organizational settings. The 

findings aim to offer valuable insights to organizations for improving HRMS adoption and 

enhancing workforce retention strategies. 
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1. INTRODUCTION 

Today the whole world is experiencing the new era known as digitalization. Our routine is 

incomplete without using technology in any form. In the same manner, management and 

organizations are experiencing the advanced tools of technology (Maier et al., 2013). Maier et al. 

(2013) also suggested that previously, the human resource management processes were lagging 

behind when we used to talk about the technological improvements. For managing employees, the 

human resource practices used to work as a base for the maintenance of records and 

implementation of other activities such as record-keeping, performance appraisals, recruitment 

related activities (Otto, 2019). Previously, HRM was a field completely dependent on HRM 

practices and this was the only way to improve the workings of an organization (AlHamad et al., 

2022). These activities were important to manage personnel and achieve organizational strategies 

which were administrative in nature (Cristiani & Peiro, 2018). But the whole work was manual 

previously due to which the main concentration was diluted to some insignificant activities. But 

the introduction of HRMS made all the tasks and activities automated on one hand and improved 

the efficiency and effectiveness of management (Shiri, 2019). Human capital remains the most 

critical asset within any organization, and managing accurate records of employees has long been 

considered a complex and essential task (Drucker et al., 1997). With the rise of digitalization, a 

wide range of software solutions have emerged within the field of human resource management 

(HRM), streamlining and enhancing traditional HR functions. The integration of advanced 

technological tools and systems is now central to managing workforce information effectively 

(Salas-Vallina et al., 2021; Alquadah et al., 2022). Key HR activities such as recruitment, 

performance evaluation, job design, employee relations, and workforce development have been 

transformed through these innovations. As a result, these enhanced processes contribute to greater 
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employee motivation, engagement, and commitment—factors that are crucial for improving 

retention rates within organizations (Akhorshaideh et al., 2023). 

We know that talented employees are the secret for the success of an organization. That is why this 

area has shown incremental move from HRM to e-HRM. The use of e HRM is moving rapidly in 

today’s interconnected world. With private institutions, government organizations are also 

adopting this as they are becoming aware about its effective uses (Mairo et al., 2013). It works as 

a strategic tool for achieving the goals of an organization (Albercht et al., 2015) and all types of 

organizations are adapting this new technology and executing HRMS- Human Resource 

Management Systems to improve the performance of employees by decreasing their stress level 

and anxiety (Noutsa et al., 2019). HRMS boost the workings more effectively and efficiently (Lee 

, 2007; Stromehier, 2007; Bondaroul et al., 2009). 

This study aims to examine how the implementation of Human Resource Management Systems 

(HRMS) influences employee job satisfaction, and how this satisfaction, in turn, relates to levels 

of engagement and the intention to leave the organization. Central to this analysis is the role of 

employee attitudes, which are shaped by their perceptions of the system's usefulness and ease of 

use—core constructs derived from the Technology Acceptance Model (TAM). 

 

2. REVIEW OF LITERATURE  

Review of literature is considered to be the base for any study or research work as it helps to find 

out the source of the problem or the research gap. The review of literature gives a clear picture of 

the problem which is explained as follows: 

2.1 Perceived Utility and Attitude 

In order to assess the effects of HRMS implementation on prospective system users, it is essential 

to establish a foundation grounded in theoretical principles and existing models that elucidate the 

perspectives of system users (Venkatesh et al., 2003). The Technology Acceptance Model (TAM) 

stands as a fundamental framework that enjoys considerable popularity in this context (Davis et 

al., 1989). Davis and colleagues (1989) propose that a user's intention is fundamentally influenced 

by their attitude towards utilising that specific technology. In this context, the study conducted by 
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Williams et al. in 2009 establishes a foundation that asserts the connection between the attitudes 

of system users and their intentions to utilise the system. With the adoption of emerging 

technologies by organisations, it is crucial to evaluate whether these innovations will be embraced 

by the workforce. The examination of employee conduct will be explored via their perspective on 

the matter. Based on the existing body of literature, it is evident that the adoption of innovative 

technology compels organisations to evaluate the perspectives of their employees (Brown et al., 

2002). He further emphasises that the mindset of the prospective user can greatly influence the 

effectiveness of an individual. Each time a novel technology is introduced within an organisation, 

the workforce or prospective users evaluate it based on its functionality and user-friendliness 

(Davis et al., 1989). The successful implementation of HRMS hinges on the essential capabilities 

of its users, as highlighted by Panayotopoulou et al. (2007). Should it be determined that the skills 

of prospective users are insufficient to effectively utilise the new technology (Lukaszewski et al., 

2008), the adoption of HRMS may yield adverse outcomes instead of beneficial ones. The current 

research examines the perceived usefulness in connection with the attitudes of prospective system 

users. The variable “Perceived Utility” can be examined through the lens of accessibility within 

the framework of diagnosticity theory (Ahluwalia et al., 2000). The perceived utility serves as a 

foundation for influencing the intention to utilise (Renny et al., 2013). Suki and colleagues (2011) 

proposed a favourable connection between perceived utility and attitude.  

To assess the impact of perceived utility on to the attitude of a potential system user, we assume: 

Proposition 1: There is a relationship between perceived utility and attitude of employees. 

 

2.2Perceived Ease of Use and Attitude 

Experience from using the TAM framework shows that Perceived Ease of Use and Attitude are 

linked. The authors of this study, Suki et al. (2011), reported several methods to measure the link 

between online ease of use and attitude toward using technology. Research has shown that how 

easy a system is to use (PEOU) does not depend on attitude, but attitude is dependent on how easy 

the system is to use (Hong et al., 2002; Compeau et al., 1999). Many publications on ease of use 
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and attitude regard Davis’s 1989 study as the key source. Afterward, Segars and Grover carried 

out a confirmatory factor analysis (CFA) in 1993. To learn about the factors behind users’ 

intentions, Venkatesh and Davis (1996) studied the link between Perceived Usefulness (PU) and 

Perceived Ease of Use (PEOU). They indicate that user acceptance of technology is strongly 

related to the two constructs. The investigation by Kanchanatanee et al. (2000) found that PEOU 

affects a user’s intention indirectly, as it impacts a person’s attitude towards the technology. They 

originate from the Technology Acceptance Model (TAM) proposed by Davis in 1989 which 

highlights what influences people to adopt new technology. TAM features three key aspects: 

Perceived Usefulness, Perceived Ease of Use and the individual’s attitude regarding using the 

technology. A proposition can be formed after reviewing the literature, as described below: 

Proposition 2: There is a relationship between perceived ease of use and attitude of employees. 

 

 

Fig 1: Showing relationship between Perceived Utility, Perceived Ease of Use and Attitude of 

employees 

Source: Literature Review 

 

2.3 Attitude and Job Satisfaction 

The effect of new technology implementation is transformational in nature (Caldwell, 2003). It 

provides extra challenges to users (Kanter, 2003). Using new technology has made the HR related 

works automated where the third party services are used to perform HR activities (Adler, 2003; 

Hendrickson, 2003). With this automation, the HRM has become e-HRM now days impacting the 

perspectives of employees (Bondarouk & Ruël, 2009; Elkins & Philips, 2000). But while new 

technology it adapted, its consequences are significantly studied, that is why, its impact is studies 

on the work related measures first of all. These measures include job satisfaction on priority (Maier 

et al., 2013). Job satisfaction has been described by Locke (1969) as “the sum of the evaluations 

of the discriminable elements of which the job is composed,” suggesting that it is influenced by 
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multiple job-related factors. These factors not only affect how satisfied employees feel in their 

roles but also play a crucial role in shaping their level of job engagement and their intention to 

leave the organization. Turnover intention refers to an employee’s conscious desire or plan to 

resign from their current position (Tett & Meyer, 1993). Numerous studies have highlighted a 

negative correlation between job satisfaction and turnover intention—indicating that higher 

satisfaction is often associated with a lower desire to leave (Griffeth et al., 2000; Joseph et al., 

2007; Tett & Meyer, 1993). Conversely, when employees are content with their jobs, their 

likelihood of quitting significantly decreases (Vandenberghe et al., 2011). It is also important to 

note that employee attitudes, including job satisfaction, are dynamic and may evolve over time, 

reflecting shifts in work-related perceptions and behaviors (Oreg et al., 2011). 

 

Proposition 3: There is a relationship between Attitude and Jobs Satisfaction. 

 
   Fig. 2: Showing relationship between Attitude and Job Satisfaction 

   Source: Literature Review 

 

2.4 Job Satisfaction, Job Engagement and Turnover Intentions 

The main requirement in any organisation is having people who work, since their involvement is 

necessary to reach success (Wen et al., 2019). Helping employees feel satisfied is important 

because they then become engaged and it reduces their chances of leaving. Some studies point out 

that work satisfaction is linked to being more engaged at work (Vargese, 2017; Nwachukwu et al., 

2022). When someone is job satisfied, it’s due to having a positive feeling about their workplace 

and job (Anugrah Putri, 2020). A link exists between job engagement and both job satisfaction and 

job engagement (Djoemadi et al., 2019, Thokoa et al., 2021). There have been several studies on 

how job satisfaction and job engagement are related, mainly studying how structural empowerment 

is involved as a mediator (for example, Nwachukwu et al., 2022). If employees are content, it 

greatly improves their productivity and abilities at work (Setiawan et al., 2020). Many 

organisations are using games and fun activities to help employees feel better about their work 

(Dara et al., 2020; Garg & Kumar, 2012). The study by Ali and Farooqi (2014) explored how the 

two concepts of job satisfaction and employee engagement could be related. Having a job that 
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fulfills a person’s needs majorly impacts their level of engagement in their work, as well as their 

level of motivation (Diuno, 2018). When employees experience dissatisfaction with their roles, 

this discontent may lead them to resign from their positions. Randhawa (2007) proposed that a 

significant relationship exists between employee job satisfaction and their intentions to leave the 

organisation. Prior to departing from a position, the desire to exit is a precursor; hence, turnover 

intention serves as the foundational measure for predicting actual turnover (Mobley, 1977; Horn 

and Griffeth, 1995; Michaels & Spector, 1982). A multitude of elements impacts the turnover 

intentions of employees; however, job satisfaction emerges as the most significant criterion 

(Randhawa, 2007). Job satisfaction serves as a crucial foundation for establishing the relationship 

between job engagement and intentions to leave the organisation. This is the reason the present 

research investigates the connection between them. Consequently, the subsequent assertions can 

be established:  

Proposition 4: There is a relationship between Job Satisfaction and Job Engagement. 

Proposition 5: There is a relationship between Job Satisfaction and Turnover Intentions. 

 

Fig 3: Showing the relationship of Job Satisfaction, Job Engagement and Turnover Intentions 

Source: Literature Review 

 

3. Research Gap 

After reviewing the literature, it has been found out that most of the studies have discussed about 

HRMS as an advanced management system, but whenever a new technology is introduced, 

studying the attitude of its user is significant. Even the best HRMS- Human Resource Management 

System may be failed in case of non-acceptance. The acceptance is needed to be evaluated from 
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the perspective of potential users. Although HRMS has been studied extensively in the past but 

still there are many connections which are significant and need attention to answer various 

questions. The first is studying the connection between technology driven factors and the attitude 

of the users. On the other hand, there are some human factors which are related to the job 

satisfaction of the user. It is significant to study the association of attitude on job satisfaction. 

Because job satisfaction can help to determine whether it will lead towards the job engagement or 

create turnover intention among the employees. So, both the above points create an important gap 

and attract researchers to explore it. That is why the above study is kept under the title as “Impact 

of HRMS on Employee’s Satisfaction, Engagement and Turnover Intentions”. The research gap 

explained above creates some questions for which the answers will be tried to find out with this 

study. These questions are as follows: 

 (1) What is the Impact of Perceived Utility on Attitude of the employees? 

(2) What is the Impact of Perceived Ease of Use on Attitude of the employees? 

(3) What is the Relationship between Attitude and Job Satisfaction?   

(4) What is the Role of Job Satisfaction on Job Engagement and Turnover Intention of the 

employees? 

  

4. “Research Objectives 

(1) To Study the Impact of Perceived Utility on Attitude of the employees; 

(2) To Study the Impact of Perceived Ease of Use on Attitude of the employees: 

(3) To Study the Relationship between Attitude and Job Satisfaction; 

(4) To Analyze the Role of Job Satisfaction on Job Engagement and Turnover Intention of the 

employees.” 

 

 

http://www.ijsrst.com/


                           Shodhbodhalaya: An International Peer reviewed 

Multidisciplinary Journal 

                                   Volume 3 | Issue 1 | ISSN: 2584-1807 | (https://shodhbodh.com/) 

 

 
 

Peer-Reviewed |Refereed | Indexed | International Journal |2025 
Global Insights, Multidisciplinary Excellence 

288 

5. RESEARCH METHODOLOGY 

The research methodology is the way through which the specific tools are selected and applied to 

analyze the information about a research problem. In a research study, research methodology helps 

the readers to examine the reliability and validity of the study. This particular area helps to know 

the way by which the data collection will be done and on the other hand, it helps to know the 

analytical part related to the study. This is the process through which the researcher gets the 

solution of the problem with the acquisition of deep knowledge about the problem. So research 

methodology plays a vital role in research. In short, Research methodology is a path to find out 

the result of a given problem. It provides way to conduct research. It throws light on how study 

will be conducted, the way of formulating problem, types of data to be collected, method and 

technique of analysis to be used. 

 

 

6. SCOPE AND RELEVANCE OF THE STUDY 

Nowadays, the digital era is growing at a great pace. It has transformed all the areas which are 

shaping a new world with advanced technologies. Because as it is said, “Progress is impossible 

without change and those who cannot change their minds cannot grow.” So, with the advancement 

of technology in every field, the HR process has also taken a higher level which has transformed 

through HRMS now. Where the base is the same, which is to maintain database and managing the 

human resources effectively. So, it is important for the organizations also to adopt new ways of 

managing the workforce and attain the better levels of human capital management. For doing so 

the study focuses on the role of technology driven parameters on to the work performance. It 

focuses on the association between perceived utility, perceived ease of use on to the attitude of the 

employees and then analyzing the job satisfaction by measuring the job engagement as well as the 

turnover intention. So, it is a significant part and will help the organizations to understand the ways 

through which the best ways could be found out so that the job engagement could be increased and 

the turnover intention could be minimized.  
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7. Conclusion 

The objective of this research was to investigate how Human Resource Management Systems 

(HRMS) influence employee perceptions, job satisfaction, engagement levels, and intentions to 

leave, utilising the framework of the Technology Acceptance Model (TAM). The results indicate 

a favourable and noteworthy correlation between the perceived usefulness and perceived 

simplicity of use in relation to employees' attitudes towards HRMS. Moreover, this mindset was 

discovered to impact job satisfaction, which in turn influences job engagement and intentions to 

leave the organisation. These results underscore the significance of grasping employee viewpoints 

during the rollout of innovative technologies in human resource management, particularly within 

the framework of digital evolution. 

 

8. Limitations 

The approach for this study depends on secondary information and uses a model called TAM, with 

the intention of covering many different organizations. However, the study might not focus enough 

on specific behavioural reactions that come with certain organizations. Since there are no studies 

or interviews involved, the research is limited in how useful and significant it can be. Furthermore, 

the fields of analysis in this article cover perceived usefulness, user-friendliness, mindset, job 

fulfilment, involvement and intention to leave which are detailed and influenced by many details 

in the working environment, making them not part of this study. Due to missing data collected 

over time, it is complicated to monitor any lasting effects of HRMS on employee actions. Based 

on the listed constraints, the investigation team can now focus on gathering empirical evidence, 

comparing broader sociological aspects and following the outcomes over time. 
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