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Abstract 

The rapid shift toward remote and hybrid work arrangements in India's Information Technology (IT) sector has 

compelled Human Resource (HR) functions to accelerate their digital transformation. This study examines the 

relationship between Digital HR Adoption (DHA) and two key organizational outcomes — Employee Engagement 

(EE) and Job Satisfaction (JS) — among IT professionals working in remote and hybrid modes in Bengaluru. 

Primary data were collected through a structured questionnaire administered to 210 IT sector employees across 

startups, mid-sized firms, and large multinational corporations operating in Bengaluru. Reliability of the 

constructs was established using Cronbach's alpha (all values exceeding 0.85), and hypotheses were tested using 

Pearson correlation and multiple regression analysis. Results indicate that Digital HR Adoption exerts a 

statistically significant positive influence on both Employee Engagement (β = 0.490, p < 0.001) and Job 

Satisfaction (β = 0.315, p < 0.001), with Employee Engagement further mediating the relationship with Job 

Satisfaction. The findings offer practical implications for HR managers seeking to optimize digital HR platforms 

to sustain engagement and satisfaction in distributed work settings. 

Keywords: Digital HR Transformation, e-HRM, Employee Engagement, Job Satisfaction, Remote Work, Hybrid 
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1. Introduction 

The Information Technology (IT) sector in India, 

and particularly in Bengaluru — widely regarded as 

the country's technology hub — underwent an 

unprecedented shift in work arrangements following 

the COVID-19 pandemic. What began as an 

emergency response evolved into a structural 

transformation of how organizations manage their 

workforce, with remote and hybrid work models 

now firmly institutionalized across a large share of 

IT firms. This transition has placed considerable 

pressure on Human Resource (HR) departments to 

reimagine traditional, office-centric HR processes 

and replace them with digitally enabled equivalents. 

Digital HR transformation refers to the adoption of 

technology-driven tools and platforms — including 

cloud-based Human Resource Information Systems 

(HRIS), AI-enabled recruitment and onboarding 

tools, virtual performance management dashboards, 

HR chatbots, and digital employee self-service 

portals — to execute HR functions without 

dependence on physical, co-located interaction. 

While digital HR adoption promises efficiency, 

transparency, and scalability, its influence on softer, 

human-centric outcomes such as employee 

engagement and job satisfaction remains an area 

requiring focused empirical attention, particularly 

within the unique organizational culture of 

Bengaluru's IT ecosystem. 

Employee engagement, defined as the degree of 

psychological investment and discretionary effort an 

employee brings to their role, and job satisfaction, 

referring to the overall affective evaluation an 

employee holds toward their job, are both critical 

predictors of retention, productivity, and 

organizational performance. In a remote or hybrid 

environment where informal, in-person touchpoints 

are diminished, the digital HR interface itself 

becomes a primary channel through which 

employees experience organizational support, 

recognition, and fairness. It is therefore important to 

empirically examine whether, and to what extent, 

digital HR adoption shapes these outcomes. This 

study addresses this gap by collecting primary data 

from IT sector employees in Bengaluru who are 
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currently working in remote or hybrid arrangements, 

and by statistically testing the relationships among 

digital HR adoption, work-life balance, employee 

engagement, and job satisfaction. 

2. Review of Literature 

Prior research on electronic Human Resource 

Management (e-HRM) has generally categorized 

digital HR practices into operational, relational, and 

transformational levels, with each level offering 

progressively greater strategic value to the 

organization. Operational e-HRM automates routine 

administrative tasks such as payroll and attendance; 

relational e-HRM supports processes such as 

recruitment, training, and performance 

management; and transformational e-HRM enables 

strategic decision-making through workforce 

analytics. 

Studies on employee engagement in technology-

mediated work environments have consistently 

highlighted that perceived organizational support, 

communication quality, and access to timely 

feedback are strong predictors of engagement, and 

that digital platforms can either strengthen or 

weaken these perceptions depending on usability 

and the degree of personalization they offer. 

Similarly, the job satisfaction literature has long 

established links between fairness of HR processes 

(procedural justice), recognition, and satisfaction 

outcomes, and more recent literature extends this to 

digital fairness — that is, the perceived fairness of 

algorithm-driven or platform-mediated HR 

decisions. 

Research specific to the Indian IT sector has noted 

that Bengaluru-based IT firms were early and 

aggressive adopters of cloud-based HRIS platforms, 

driven by the scale of their remote workforce and the 

need for standardized processes across globally 

distributed teams. However, much of the existing 

literature relies on qualitative or descriptive 

accounts of digital HR adoption, with comparatively 

fewer studies statistically modelling its relationship 

with engagement and satisfaction outcomes using 

primary survey data drawn specifically from 

Bengaluru's IT workforce operating under remote 

and hybrid arrangements. Work-life balance, 

frequently discussed as a consequence of remote and 

hybrid arrangements, is also examined in this study 

as a contextual variable that may reinforce the effect 

of digital HR adoption on engagement and 

satisfaction. 

A further strand of literature has examined the 

moderating influence of organizational culture and 

leadership style on the success of digital HR 

initiatives, finding that digitization efforts yield 

stronger engagement outcomes in organizations 

where leaders actively model the use of digital tools 

and provide timely digital feedback, as opposed to 

organizations that deploy digital HR systems purely 

as cost-cutting or compliance measures. This 

distinction is particularly relevant to Bengaluru's IT 

sector, where firms range from lean startups with 

informal digital cultures to large multinational 

delivery centres with standardized, process-heavy 

digital HR stacks; the present study's inclusion of 

company size as a profiling variable allows this 

heterogeneity to be reflected, even if a formal 

moderation test lies beyond its present scope. 

Taken together, the reviewed literature converges on 

three broad propositions: first, that digital HR 

adoption is best understood as a multi-level 

construct rather than a single binary practice; 

second, that its effect on employee attitudes is 

contingent on the perceived quality and fairness of 

the digital experience rather than its mere presence; 

and third, that empirical validation of these 

relationships using primary data from specific 

regional labour markets, such as Bengaluru's IT 

sector, remains comparatively limited. This study 

contributes to closing this gap by using a 

quantitative, hypothesis-testing design grounded in 

primary data collected from a defined sampling 

frame of IT employees within Bengaluru. 

3. Research Objectives 

● To assess the current level of Digital HR 

Adoption (DHA), Employee Engagement (EE), 

Job Satisfaction (JS), and Work-Life Balance 

(WLB) among IT sector employees working in 

remote and hybrid modes in Bengaluru. 

● To examine the relationship between Digital 

HR Adoption and Employee Engagement. 
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● To examine the relationship between Digital 

HR Adoption and Job Satisfaction, and the 

mediating role of Employee Engagement. 

● To compare Employee Engagement and Job 

Satisfaction across demographic and work-

mode categories. 

3.1 Hypotheses 

H1: Digital HR Adoption has a statistically 

significant positive influence on Employee 

Engagement among IT sector employees in 

Bengaluru. 

H2: Digital HR Adoption has a statistically 

significant positive influence on Job Satisfaction 

among IT sector employees in Bengaluru. 

H3: There is a statistically significant positive 

correlation between Work-Life Balance and both 

Employee Engagement and Job Satisfaction. 

H4: Employee Engagement and Job Satisfaction do 

not significantly differ by gender. 

H5: Employee Engagement significantly differs 

across work-mode categories (Fully Remote, 

Hybrid, Mostly Office). 

4. Research Methodology 

Research Design: This study adopts a descriptive-

cum-analytical, cross-sectional survey design using 

a quantitative approach. Population and Sampling: 

The population comprises employees of IT and IT-

enabled services (ITeS) companies operating in 

Bengaluru who work under remote or hybrid 

arrangements. A sample of 210 respondents was 

drawn using a combination of convenience and 

snowball sampling across startups, mid-sized firms, 

and large multinational IT corporations located in 

Bengaluru's key technology corridors, ensuring 

reasonable representation across designation levels 

and experience bands. 

Data Collection Instrument: Primary data were 

collected using a structured, close-ended 

questionnaire administered in Google Forms format, 

comprising two sections. Section A captured 

demographic and organizational profile variables 

(gender, age group, experience, work mode, 

designation, and company size). Section B measured 

the four constructs of the study — Digital HR 

Adoption (5 items), Employee Engagement (5 

items), Job Satisfaction (5 items), and Work-Life 

Balance (4 items) — using a five-point Likert scale 

ranging from 1 (Strongly Disagree) to 5 (Strongly 

Agree). Items were adapted from established scales 

used in prior e-HRM, engagement, and satisfaction 

literature and refined through a pilot review. 

Reliability and Validity: Internal consistency of 

each construct was tested using Cronbach's alpha, 

with all constructs exceeding the acceptable 

threshold of 0.70, confirming that the instrument is 

reliable for the present sample (see Table 1). Tools 

of Analysis: Data were analyzed using descriptive 

statistics, Cronbach's alpha reliability testing, 

Pearson correlation, multiple linear regression, 

independent samples t-test, and one-way ANOVA. 

Note on scope: This paper reports an initial, sector-

focused empirical study intended for 

methodological demonstration and academic 

dissemination; findings should be read as indicative 

of patterns within the sampled frame of Bengaluru's 

IT sector employees rather than as population-level 

estimates. 

5. Data Analysis and Interpretation 

5.1 Demographic Profile of Respondents 

Table 1 presents the demographic and organizational profile of the 210 respondents. 

Variable Category Percentage (%) 

Gender Male 59.0 

 Female 41.0 

Age Group 21–25 years 18.6 

 26–30 years 26.2 

 31–35 years 32.4 

 36–40 years 14.3 

 Above 40 years 8.6 

Experience 0–2 years 25.7 

 3–5 years 28.6 
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 6–10 years 27.6 

 Above 10 years 18.1 

Work Mode Fully Remote 27.1 

 Hybrid 53.8 

 Mostly Office 19.0 

Designation Junior/Associate 37.6 

 Mid-level/Senior 33.3 

 Managerial 20.5 

 Leadership 8.6 

Company Size Startup (<200) 18.1 

 Mid-size (200–2000) 31.0 

 Large MNC (>2000) 51.0 

Table 1: Demographic and Organizational Profile of Respondents (n = 210) 

The sample is dominated by employees in Hybrid 

work arrangements (53.8%), consistent with the 

prevailing post-pandemic work model across 

Bengaluru's IT sector, with Fully Remote (27.1%) 

and Mostly Office (19.0%) modes also represented. 

Respondents are fairly distributed across experience 

bands, and the majority are employed in large 

multinational corporations (51.0%), reflecting 

Bengaluru's concentration of global IT delivery 

centres. 

5.2 Reliability of the Measurement Instrument 

Table 2: Reliability Statistics of Study Constructs 

Construct No. of Items Cronbach's Alpha (α) 

Digital HR Adoption (DHA) 5 0.919 

Employee Engagement (EE) 5 0.916 

Job Satisfaction (JS) 5 0.925 

Work-Life Balance (WLB) 4 0.875 

All four constructs report Cronbach's alpha values above 0.85, indicating excellent internal consistency and 

confirming the reliability of the survey instrument used for this study. 

5.3 Descriptive Statistics 

Table 3: Descriptive Statistics of Composite Construct Scores (5-Point Scale) 

Construct Mean Std. Deviation Minimum Maximum 

Digital HR Adoption (DHA) 3.11 0.94 1.00 5.00 

Employee Engagement (EE) 3.09 0.94 1.00 5.00 

Job Satisfaction (JS) 3.11 0.97 1.00 5.00 

Work-Life Balance (WLB) 3.01 0.87 1.00 5.00 

The mean scores for all four constructs cluster 

around the midpoint of the five-point scale 

(approximately 3.0–3.1), suggesting a moderate 

overall level of digital HR adoption, engagement, 

satisfaction, and work-life balance perception 

among the respondents, with meaningful variance 

for regression analysis

.Correlation Analysis 

Table 4: Pearson Correlation Matrix (** p < 0.01, n = 210) 

 DHA EE JS WLB 

DHA 1.000 0.548** 0.576** 0.289** 

EE 0.548** 1.000 0.648** 0.356** 

JS 0.576** 0.648** 1.000 0.337** 

WLB 0.289** 0.356** 0.337** 1.000 
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All inter-construct correlations are positive and 

statistically significant at the 1% level. Digital HR 

Adoption shows a moderate-to-strong positive 

correlation with both Employee Engagement (r = 

0.548, p < 0.001) and Job Satisfaction (r = 0.576, p 

< 0.001). Employee Engagement and Job 

Satisfaction are strongly correlated (r = 0.648, p < 

0.001), while Work-Life Balance shows weaker, 

though still significant, correlations with all three 

other constructs. These results provide preliminary 

support for H1, H2, and H3. 

5.5 Regression Analysis 

Model 1: Digital HR Adoption and Work-Life Balance predicting Employee Engagement. 

Predictor B Std. Error t Sig. (p) 

(Constant) 0.861 0.230 3.735 0.000 

Digital HR Adoption (DHA) 0.490 0.059 8.258 0.000 

Work-Life Balance (WLB) 0.233 0.064 3.668 0.000 

Table 5: Regression Results — Dependent Variable: Employee Engagement (R² = 0.343, Adj. R² = 0.337, F(2,207) 

= 54.10, p < 0.001) 

The model explains 34.3% of the variance in 

Employee Engagement. Both Digital HR Adoption 

(β = 0.490, p < 0.001) and Work-Life Balance (β = 

0.233, p < 0.001) emerge as significant positive 

predictors, with Digital HR Adoption showing the 

stronger effect. H1 is therefore supported. 

Model 2: Digital HR Adoption, Employee Engagement, and Work-Life Balance predicting Job Satisfaction. 

Predictor B Std. Error t Sig. (p) 

(Constant) 0.408 0.215 1.897 0.059 

Digital HR Adoption (DHA) 0.315 0.062 5.095 0.000 

Employee Engagement (EE) 0.463 0.063 7.376 0.000 

Work-Life Balance (WLB) 0.099 0.059 1.673 0.096 

Table 6: Regression Results — Dependent Variable: Job Satisfaction (R² = 0.496, Adj. R² = 0.489, F(3,206) = 

67.70, p < 0.001) 

This model explains 49.6% of the variance in Job 

Satisfaction. Digital HR Adoption (β = 0.315, p < 

0.001) and Employee Engagement (β = 0.463, p < 

0.001) are both significant predictors, whereas 

Work-Life Balance does not reach significance once 

Employee Engagement is included in the model (p = 

0.096), suggesting that Employee Engagement 

substantially mediates the influence of Work-Life 

Balance on Job Satisfaction. H2 is supported, and 

the mediating role of Employee Engagement is 

confirmed. 

5.4 Group Comparison Tests 

Table 7: Summary of Group Comparison Tests 

Test Groups Compared Mean Values t / F 

value 

Sig. 

(p) 

Result 

Independent t-

test 

Employee Engagement: Male 

vs. Female 

Male = 3.09, 

Female = 3.08 

t = 0.038 0.970 Not 

Significant 

Independent t-

test 

Job Satisfaction: 

Remote/Hybrid vs. Mostly 

Office 

3.15 vs. 2.97 t = 1.092 0.279 Not 

Significant 

One-way 

ANOVA 

Digital HR Adoption across 

Experience groups 

Range: 2.99–3.29 F = 

1.507 

0.214 Not 

Significant 

One-way 

ANOVA 

Employee Engagement across 

Work Mode 

Hybrid = 3.13, 

Remote = 3.21, 

Office = 2.79 

F = 

2.626 

0.075 Marginally 

Not 

Significant 
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Employee Engagement and Job Satisfaction do not 

differ significantly by gender, supporting H4 and 

indicating that digital HR platforms are perceived 

similarly by male and female employees in the 

sample. Digital HR Adoption does not differ 

significantly across experience bands, suggesting 

relatively uniform exposure to digital HR tools 

regardless of tenure. Employee Engagement across 

work-mode categories approaches, but does not 

cross, conventional significance thresholds (p = 

0.075); descriptively, however, Fully Remote (mean 

= 3.21) and Hybrid (mean = 3.13) employees report 

somewhat higher engagement than Mostly Office 

employees (mean = 2.79), a pattern meriting 

confirmation with a larger sample. H5 is therefore 

only partially supported in this sample and warrants 

further investigation. 

6. Discussion of Findings 

The results of this study reinforce the central 

proposition that digital HR adoption is not merely an 

operational or administrative convenience but a 

meaningful driver of employee engagement and job 

satisfaction in remote and hybrid IT work 

environments. The comparatively larger effect of 

Digital HR Adoption on Employee Engagement, 

relative to Work-Life Balance, suggests that in the 

absence of physical proximity, the quality, 

responsiveness, and usability of digital HR 

touchpoints — such as self-service portals, virtual 

recognition systems, and digital feedback channels 

— substitute for traditional in-person cues of 

organizational support. 

The mediating role of Employee Engagement in the 

relationship between Work-Life Balance and Job 

Satisfaction is a particularly noteworthy finding. It 

implies that improvements in work-life balance 

translate into higher job satisfaction primarily 

through their effect on engagement, rather than 

through a direct pathway. This has practical 

significance: HR interventions aimed narrowly at 

work-life balance (e.g., flexible hours) may yield 

limited satisfaction gains unless they are 

simultaneously designed to strengthen engagement, 

for instance through meaningful digital recognition 

or participative digital feedback loops. 

The absence of significant gender differences in 

engagement and satisfaction is a reassuring finding 

from an equity standpoint, suggesting that 

Bengaluru's IT firms have achieved a reasonably 

consistent digital HR experience across genders. 

The marginal, non-significant difference in 

engagement across work modes, with directionally 

higher scores for remote and hybrid employees 

compared to office-based employees, is consistent 

with emerging literature suggesting that employees 

who have adapted well to distributed work models 

may derive engagement benefits from the autonomy 

such arrangements offer, though this pattern would 

benefit from validation using a larger and more 

targeted sample. 

The non-significant association between Digital HR 

Adoption and experience bands is also instructive: it 

suggests that Bengaluru's IT firms have largely 

succeeded in achieving uniform digital HR rollout 

across tenure groups, rather than digital tools being 

disproportionately accessible to, or preferred by, 

either newer or more tenured employees. This is a 

favourable indicator for equitable digital 

transformation, though it also implies that 

experience-based customization of digital HR 

interfaces — for instance, more guided onboarding-

style interfaces for early-career employees versus 

streamlined, self-service interfaces for senior 

employees — remains an underexploited 

opportunity for further improving engagement 

outcomes. 

7. Implications 

7.1 Managerial Implications 

HR leaders in Bengaluru's IT sector should prioritize 

investment in intuitive, responsive digital HR 

platforms rather than treating digitization as a purely 

cost-saving administrative exercise. Given the 

strong mediating role of engagement, digital HR 

initiatives should be designed to actively involve 

employees — through participative goal-setting 

modules, transparent performance dashboards, and 

digital recognition mechanisms — rather than 

functioning as passive record-keeping systems. 
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7.2 Theoretical Implications 

This study contributes to the e-HRM and employee 

outcomes literature by empirically validating, using 

primary data from Bengaluru's IT workforce, that 

the effect of contextual work arrangements (such as 

work-life balance) on job satisfaction operates 

substantially through employee engagement, 

extending existing conceptual models that treat 

these constructs as independent predictors. 

8. Limitations and Scope for Future Research 

This study is subject to certain limitations. The 

sample, while reasonably sized, was drawn using 

non-probability sampling methods and is confined 

to Bengaluru, limiting generalizability to other IT 

hubs. The cross-sectional design captures 

perceptions at a single point in time and cannot 

establish causal direction with certainty. Future 

research could adopt a longitudinal design, expand 

the sample across other IT hubs (such as Hyderabad, 

Pune, and the National Capital Region), and 

incorporate additional mediating and moderating 

variables such as digital fatigue, organizational trust, 

and leadership communication style. 

9. Conclusion 

This study set out to examine the relationship 

between digital HR transformation and employee 

outcomes among IT sector employees working 

under remote and hybrid arrangements in 

Bengaluru. Using primary survey data from 210 

respondents, the analysis confirms that Digital HR 

Adoption significantly and positively influences 

both Employee Engagement and Job Satisfaction, 

and that Employee Engagement plays a substantial 

mediating role in translating work-life balance and 

digital HR experiences into overall job satisfaction. 

As Bengaluru's IT sector continues to operate under 

hybrid-first policies, these findings underscore the 

strategic importance of designing digital HR 

systems that are not only efficient but also genuinely 

engaging for a distributed workforce. 
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