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Abstract 

Robotic Process Automation (RPA) has emerged as a transformative technology in the business world, promising 

increased efficiency and productivity. Recent insights reveal a multifaceted impact on employee engagement, 

encompassing both positive and negative elements. 

On the positive side, RPA has undeniably reduced the burden of routine, repetitive tasks on employees. As 

machines take on these monotonous duties, employees are liberated to focus on more intellectually stimulating 

and strategic work. This shift aligns with Maslow's Hierarchy of Needs, allowing employees to pursue self-

actualization. Recent studies emphasize how RPA can catalyze this self-actualization by freeing employees from 

mundane tasks, ultimately boosting their engagement and job satisfaction. 

However, it's essential to acknowledge the nuanced aspects of RPA on employee engagement as well. The 

automation of certain job functions, particularly in administrative roles, has led to concerns about job security. 

Employees may feel anxious about the potential for their roles to be replaced by machines. This uncertainty can 

erode job satisfaction and engagement, causing a dip in morale among employees. 

Furthermore, RPA's impact on organizational culture is not uniformly positive. While it does encourage a culture 

of continuous improvement, it can also create a sense of urgency and competition. Employees may perceive RPA 

as a threat to their job stability and, as a result, become hesitant to share knowledge and collaborate with 

colleagues. This can lead to a lack of trust and camaraderie within the workplace, negatively affecting employee 

engagement. 
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Another critical aspect for consideration is the skill gap that RPA can create. Employees who are unable to adapt 

to the changing landscape may feel left behind and disengaged. Recent news stories highlight how organizations 

are facing challenges in upskilling and reskilling employees to align with RPA's requirements. Employees who 

can't keep up may experience frustration, leading to decreased engagement. 

In terms of communication, while transparency is essential, organizations sometimes struggle to effectively 

communicate the changes associated with RPA. Employees may perceive a lack of clarity regarding their roles 

and the implications of RPA implementation. In such cases, the absence of transparent communication can breed 

mistrust, hampering employee engagement rather than enhancing it. 

Other findings in this context revolve around the notion that the impact of RPA on employee engagement often 

depends on the specific organizational context and how it is managed. Recent news reports highlight that some 

companies have successfully leveraged RPA to enhance engagement, while others have encountered challenges. 

Variables such as the nature of work, the workforce's adaptability, and the company's change management 

strategies play significant roles in shaping the outcomes. 

In conclusion, RPA's influence on employee engagement is multifaceted. While it brings undeniable benefits by 

reducing mundane tasks and encouraging self-actualization, it can also introduce job security concerns and create 

challenges in maintaining a positive organizational culture. The skill gap and difficulties in communication are 

additional factors to consider. The impact of RPA on employee engagement is not uniformly positive or negative; 

it is contingent on how organizations manage the integration and how they address the concerns and expectations 

of their workforce. Balancing the positive and negative aspects of RPA is vital for organizations to harness its 

potential while maintaining a motivated and engaged workforce. 
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Introduction  

In the relentless march of technology, a powerful and transformative force has emerged, reshaping the way 

businesses operate and optimize their processes: Robotic Process Automation (RPA). RPA represents a pivotal 

paradigm shift, enabling organizations to harness the capabilities of software robots to streamline, automate, and 

enhance various aspects of their operations. With an uncanny ability to mimic human actions, RPA has become 

a critical tool in the toolkit of businesses striving for efficiency, accuracy, and cost savings. 

 

At its core, RPA refers to the use of software bots or "robots" to execute rule-based, repetitive tasks. These tasks, 

which once demanded human attention and effort, can now be seamlessly performed by RPA systems. These 

software robots follow predefined instructions to interact with digital systems, applications, and data, often 

leveraging technologies like screen scraping, OCR (Optical Character Recognition), and AI-driven decision-

making. This results in faster, error-free, and consistent task execution. RPA offers numerous advantages to 

organizations across various sectors. It is a bridge between legacy systems and modern technology, enabling the 

automation of processes without requiring expensive system overhauls. By implementing RPA, businesses can 

reduce operational costs, free up human resources for more strategic tasks, and minimize errors in routine 

processes, which in turn leads to improved customer satisfaction. 

The applications of RPA are diverse and span across industries. In finance, it accelerates invoice processing and 

reconciliation. In healthcare, it facilitates the management of patient records and insurance claims. It is integral 

to supply chain management, automating order processing and inventory management. Furthermore, RPA has 

found its place in customer service, where it can handle routine inquiries and improve response times. 

However, the true power of RPA is unleashed when it is integrated with other emerging technologies like artificial 

intelligence (AI) and machine learning. This synergy empowers RPA systems to handle complex decision-making 

processes, adapt to changing conditions, and provide predictive analytics, making it a vital component of the 

broader digital transformation landscape. In this ever-evolving digital age, where businesses must continually 

adapt and innovate to remain competitive, RPA stands as a game-changing tool that offers the promise of 

increased efficiency, cost savings, and agility.  
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Employee engagement is a dynamic and multifaceted phenomenon that lies at the heart of an organization's 

success. It represents the emotional commitment and enthusiasm that employees have for their work, which, in 

turn, impacts their dedication and performance. Understanding the drivers of employee engagement is paramount 

in today's competitive business landscape. It is not merely a matter of keeping employees content, but rather about 

creating an environment where they thrive, contribute their best, and align with the company's mission and goals. 

At its core, employee engagement is about fostering a sense of purpose, connection, and motivation. It goes 

beyond basic job satisfaction and delves into the deeper realms of how employees feel about their roles and the 

organization as a whole. These drivers are essential because they have a ripple effect on many facets of an 

organization, including productivity, retention, innovation, and customer satisfaction. Recognizing and 

harnessing the drivers of employee engagement is pivotal for modern businesses. It requires a comprehensive 

approach that combines effective leadership, a supportive workplace culture, opportunities for personal growth, 

and open communication channels. Employee engagement is not just an HR buzzword; it's a fundamental force 

that can determine the trajectory of an organization, making it vital for companies to invest time and resources in 

understanding and enhancing these drivers. 

 

Our review explores the impact of Robotic Process Automation (RPA) on workplace engagement by investigating 

its effects on task automation and employee job satisfaction. We aim to identify the ways in which RPA can 

enhance or hinder drivers of employee engagement in modern organizations. 

 

1: Employee Engagement Drivers 

 

Employee engagement is a multifaceted concept that serves as a cornerstone of organizational success. Engaged 

employees are characterized by their enthusiasm for their work, commitment to their organizations, and 

willingness to invest extra effort to achieve common goals. Understanding the drivers of employee engagement 

is crucial for fostering a motivated and productive workforce. 
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1.1 Leadership and Management 

Effective leadership is a foundational driver of employee engagement. According to a study by Avolio et al. 

(2009), transformational leadership, characterized by inspiring and motivating followers, significantly correlates 

with higher levels of employee engagement. Leaders who instill trust, provide clear direction, and facilitate open 

communication can have a profound impact on employee morale. 

To cultivate effective leadership, organizations must invest in leadership development programs, as noted by Bass 

and Riggio (2006). These programs should include regular feedback, coaching, and mentorship to empower 

leaders to create a positive and engaging work environment. 

 

1.2 Job Design and Task Variety 

The design of employees' jobs plays a pivotal role in their engagement levels. Research by Hackman and Oldham 

(1980) underscores the importance of job characteristics such as skill variety, task identity, task significance, 

autonomy, and feedback in driving employee motivation and engagement. Jobs that provide a sense of purpose, 

challenge, and variety are more likely to engage employees. 

Additionally, job crafting, as outlined by Wrzesniewski and Dutton (2001), empowers employees to customize 

their roles to better align with their skills and interests. This approach allows employees to have a say in how they 

perform their work, fostering a greater sense of ownership and satisfaction. 

 

1.3 Work-Life Balance 

Achieving a healthy work-life balance is essential for employee well-being and engagement. Research by 

Demerouti et al. (2001) emphasizes the importance of balance in preventing burnout and increasing job 

satisfaction. Organizations can promote work-life balance by implementing flexible work arrangements, offering 

time management training, and discouraging excessive overtime. 

1.4 Organizational Culture and Values 

The culture and values of an organization have a profound influence on employee engagement. A study by 

Denison (1990) highlights that organizations with strong cultural values, such as ethical behavior, inclusivity, and 
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alignment with employees' personal values, tend to foster higher levels of engagement. A positive organizational 

culture promotes trust, collaboration, and a sense of belonging. 

Leadership plays a pivotal role in shaping organizational culture. Leaders should lead by example in upholding 

the organization's values, as emphasized by Schein (2010), and actively promote a culture of respect and diversity. 

Encouraging open communication channels and recognizing and rewarding behaviors that align with these values 

can further enhance engagement. 

 

1.5 Communication and Feedback 

Effective communication is a cornerstone of employee engagement. Employees need to receive regular feedback 

on their performance, understand their role in achieving organizational goals, and have a platform to voice their 

concerns and ideas. Communication channels should be transparent, open, and accessible. As outlined by Macey 

and Schneider (2008), feedback should not be limited to formal performance reviews but should also include 

continuous, real-time feedback. Managers who actively listen to their employees and acknowledge their 

contributions foster a culture of engagement. 

 

 

2: The Impact of Robotic Process Automation (RPA) 

In recent years, organizations have embraced Robotic Process Automation (RPA) to streamline operations, reduce 

costs, and increase efficiency. RPA involves the use of software robots to automate repetitive, rule-based tasks 

that were traditionally performed by humans. While RPA offers numerous benefits, its introduction into the 

workplace has raised questions about its impact on employee engagement drivers. 

 

2.1 Job Security and Task Relevance 

One of the primary concerns employees may have when RPA is introduced is job security. The fear that 

automation will replace their roles can lead to anxiety and decreased engagement. However, research by 

Brynjolfsson and McAfee (2014) suggests that RPA often complements human work rather than replacing it 

entirely, leading to hybrid job roles. 
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Organizations can mitigate these fears by providing clear communication about the role of RPA in the workplace. 

Emphasizing that RPA is meant to handle repetitive tasks, allowing employees to focus on more strategic and 

creative aspects of their jobs, can alleviate concerns and enhance engagement. 

 

2.2 Training and Upskilling 

To maximize the benefits of RPA, organizations need to invest in training and upskilling their workforce. When 

employees are equipped with the skills to work alongside automation, they are more likely to embrace it as a tool 

that enhances their capabilities. As highlighted by Chui et al. (2016), effective upskilling programs can boost 

employees' confidence in adapting to the changing workplace landscape. It also sends a message that the 

organization is committed to supporting their career development in the face of automation. 

 

2.3 Employee Perceptions and Change Management 

The perception of RPA within the organization can significantly impact employee engagement. When employees 

perceive RPA as a threat rather than a tool, resistance and disengagement can occur. Effective change 

management strategies, as discussed by Kotter (1996), are essential to address these perceptions. Change 

management should involve clear communication about the reasons for implementing RPA, the expected benefits, 

and the support available to employees. Involving employees in the decision-making process and seeking their 

input on how RPA can be integrated into their roles can foster a sense of ownership and engagement. 

 

In this section we have outlined the drivers of employee engagement, emphasizing the significance of factors 

such as leadership, job design, workplace culture, recognition, and communication. It has also underscored the 

importance of employee engagement for organizational success. In the context of these established concepts, we 

introduced RPA as a technological innovation that could significantly impact the work environment. 

 

As we delve further into this research, it is essential to explore how RPA's implementation affects employee 

engagement. Do the advantages of efficiency and cost savings come at the expense of employee satisfaction and 

motivation? Or can RPA be harnessed in a way that promotes employee engagement by redesigning job roles and 
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fostering a more engaging work environment? By answering these questions, organizations can develop strategies 

to maximize the benefits of RPA while ensuring that employees remain engaged and satisfied in the workplace. 

 

In the subsequent sections of this research paper, we will delve deeper into these concepts, examining the current 

state of RPA implementation, its impact on employee engagement, and proposing strategies for organizations to 

navigate this technological transformation successfully. 

 

Literature Review 

 

Employee engagement has emerged as a critical factor influencing organizational success, characterized by 

employees' emotional commitment, enthusiasm, and willingness to contribute beyond their prescribed roles 

(Kahn, 1990; Harter et al., 2002). Engaged employees are more likely to demonstrate higher levels of job 

performance, reduced turnover intentions, and increased job satisfaction (Bakker and Bal, 2010; Saks, 2006). 

However, the modern workplace landscape is evolving rapidly due to technological advancements, notably the 

adoption of Robotic Process Automation (RPA). This literature review explores the drivers of employee 

engagement and examines how the introduction of RPA influences these drivers. 

Employee engagement, defined as the emotional commitment and dedication that employees exhibit toward their 

organization's goals and values (Kahn, 1990), is crucial for organizational success. Numerous factors drive 

employee engagement, including leadership (Eisenbeiss et al., 2008), job design (Hackman and Oldham, 1980), 

work-life balance (Demerouti et al., 2001), organizational culture (Denison, 1990), and communication (Macey 

and Schneider, 2008). In parallel, the growing adoption of Robotic Process Automation (RPA) has introduced 

new dynamics into the workplace, affecting employee engagement in various ways. 

Effective leadership is a key driver of employee engagement (Saks, 2006). Transformational leadership, 

characterized by behaviors that inspire, challenge, and intellectually stimulate employees, has been linked to 

higher engagement levels (Eisenbeiss et al., 2008). Leaders who foster trust, provide clear direction, and 

encourage open communication play a crucial role in shaping employee morale (Eisenbeiss et al., 2008). Indeed, 

leadership remains a foundational aspect of engagement (Bakker and Bal, 2010). 
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Job design is another significant determinant of employee engagement. The Job Characteristics Model (Hackman 

and Oldham, 1980) emphasizes the importance of five core job characteristics: skill variety, task identity, task 

significance, autonomy, and feedback. Jobs that offer a sense of purpose, challenge, and diversity tend to engage 

employees more effectively (Hackman and Oldham, 1980). The ability to shape one's role through job crafting 

further enhances engagement (Wrzesniewski and Dutton, 2001). 

A crucial element in employee engagement is work-life balance (Demerouti et al., 2001). Employees struggling 

with excessive work demands or a lack of flexibility tend to experience lower engagement levels. Organizations 

can foster work-life balance by implementing flexible work arrangements, offering time management training, 

and discouraging excessive overtime (Demerouti et al., 2001). 

Organizational culture and values significantly influence employee engagement (Denison, 1990). Organizations 

with strong values, such as ethical behavior, inclusivity, and alignment with employees' personal values, tend to 

promote higher engagement (Denison, 1990). A positive organizational culture that encourages trust, 

collaboration, and a sense of belonging further enhances engagement (Schein, 2010). 

Effective communication is a cornerstone of employee engagement (Macey and Schneider, 2008). Employees 

need regular feedback on their performance, an understanding of their role in achieving organizational goals, and 

a platform to voice their concerns and ideas. Transparent, open, and accessible communication channels are vital 

to fostering engagement (Macey and Schneider, 2008). 

The introduction of Robotic Process Automation (RPA) has raised concerns about job security (Brynjolfsson and 

McAfee, 2014). Employees often fear that automation will replace their roles, leading to anxiety and decreased 

engagement. However, research suggests that RPA tends to complement human work rather than entirely 

replacing it. RPA is particularly suited for handling repetitive, rule-based tasks, allowing employees to focus on 

more strategic and creative aspects of their jobs (Brynjolfsson and McAfee, 2014). 

To maximize the benefits of RPA, organizations must invest in training and upskilling their workforce (Chui et 

al., 2016). Employees equipped with the skills to work alongside automation are more likely to embrace it as a 

tool that enhances their capabilities (Chui et al., 2016). 

The perception of RPA within the organization significantly impacts employee engagement (Kotter, 1996). When 

employees perceive RPA as a threat rather than a tool, resistance and disengagement can occur. Effective change 
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management strategies are essential to address these perceptions. Change management should involve clear 

communication about the reasons for implementing RPA, the expected benefits, and the support available to 

employees. Involving employees in the decision-making process and seeking their input on how RPA can be 

integrated into their roles can foster a sense of ownership and engagement (Kotter, 1996). 

 

Employee engagement is a central concern for organizations aiming to maintain a motivated and productive 

workforce. This following section explores additional facets of employee engagement drivers and delves into the 

evolving landscape brought about by Robotic Process Automation (RPA). 

 

Social Support and Employee Engagement 

*Social support from colleagues and supervisors plays a crucial role in fostering employee engagement 

(Eisenbeiss et al., 2008). When employees feel connected to their peers and have supportive relationships with 

their supervisors, they are more likely to be engaged in their work (Eisenbeiss et al., 2008). This is particularly 

relevant in the context of remote work and virtual teams, where social support can be challenging to establish 

(Kurtessis et al., 2017). 

The introduction of RPA has altered the dynamics of social support within organizations. RPA has the potential 

to automate tasks that previously required collaboration, potentially reducing the frequency of interpersonal 

interactions. While this may lead to concerns about reduced social support, organizations can proactively address 

this issue by promoting virtual team-building activities, facilitating regular check-ins, and maintaining open 

communication channels (Kurtessis et al., 2017). 

 

Recognition and Rewards as Engagement Drivers 

*Recognition and rewards are powerful drivers of employee engagement (Harter et al., 2002). Employees who 

receive recognition for their contributions and are rewarded for their efforts are more likely to be engaged and 

motivated (Harter et al., 2002). This recognition can take various forms, including verbal praise, monetary 

incentives, or opportunities for career advancement. 
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The impact of RPA on recognition and rewards in the workplace is nuanced. On one hand, RPA can increase 

efficiency and reduce costs, potentially freeing up resources for more substantial recognition and rewards 

programs (Brynjolfsson and McAfee, 2014). On the other hand, employees may fear that the cost savings achieved 

through automation will come at the expense of their rewards or job security. It is crucial for organizations to 

maintain transparent and fair recognition and rewards systems as they integrate RPA into their operations. 

 

Psychological Empowerment and Engagement 

*Psychological empowerment, which includes feelings of competence, autonomy, and the ability to influence 

work outcomes, significantly influences employee engagement (Spreitzer, 1995). Employees who perceive 

themselves as empowered are more likely to be engaged and exhibit proactive behaviors at work (Spreitzer, 1995). 

The introduction of RPA can impact employees' perception of psychological empowerment. Employees may feel 

that the automation of certain tasks diminishes their autonomy and influence. Therefore, organizations must 

provide avenues for employees to exert their influence and expertise in areas that are not automated. Empowering 

employees to take on more strategic, decision-making roles can help maintain their engagement in an RPA-

transformed workplace. 

 

Job Crafting in the Era of RPA 

*Job crafting, the process by which employees redesign their own jobs to better suit their preferences and strengths 

(Wrzesniewski and Dutton, 2001), can be a potent driver of employee engagement. Employees who actively shape 

their roles to align with their skills and interests are more likely to be engaged and satisfied with their work 

(Wrzesniewski and Dutton, 2001). 

In the context of RPA, employees may have new opportunities for job crafting. As RPA automates routine tasks, 

employees can redirect their efforts toward more creative, strategic, or value-added activities. This shift allows 

employees to exercise greater autonomy and control over their roles, potentially enhancing their engagement 

(Tims et al., 2016). 

 

 



TIJER || ISSN 2349-9249 || © November 2023, Volume 10, Issue 11 || www.tijer.org 

TIJER2311078 TIJER - INTERNATIONAL RESEARCH JOURNAL  www.tijer.org a659 
 

Employee Well-being and Engagement 

*Employee well-being, encompassing physical, mental, and emotional health, is closely intertwined with 

engagement (Bakker and Demerouti, 2008). Engaged employees often experience higher levels of well-being, 

while well-being, in turn, fosters engagement (Bakker and Demerouti, 2008). The introduction of RPA raises 

questions about the impact on employee well-being, particularly in terms of job-related stress and workload (Berg 

et al., 2020). 

RPA's impact on employee well-being depends on how it is implemented. When used to streamline repetitive 

tasks and reduce the burden of excessive workloads, RPA can positively influence well-being and, by extension, 

engagement (Berg et al., 2020). However, organizations must also be vigilant in managing potential stressors 

arising from the integration of new technologies and adapting work processes to accommodate automation. 

 

In summary, employee engagement remains a multifaceted and essential aspect of organizational success, driven 

by factors such as social support, recognition, empowerment, and well-being. The introduction of Robotic Process 

Automation (RPA) has altered the dynamics of these engagement drivers, presenting both challenges and 

opportunities. Organizations must proactively address concerns related to RPA's impact on social support, 

recognition, empowerment, and well-being while leveraging the technology to enable job crafting and maintain 

employee engagement. 

 

The intricate interplay between employee engagement and RPA underscores the need for organizations to adopt 

a strategic and employee-centric approach when implementing automation solutions. By focusing on maintaining 

and enhancing employee engagement in the era of RPA, organizations can harness the full potential of this 

transformative technology while ensuring a motivated and productive workforce. 

 

RPA Developments and Impact 

This section explores the course that RPA has taken since its inception to the modern era of working. 
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Emergence of RPA (Early 2000s): RPA technology began to gain traction in the early 2000s with the introduction 

of basic automation tools like Blue Prism and UiPath (Harel, 2018). These early developments laid the foundation 

for automation's role in the workplace. 

 

Improved Process Efficiency (2000s-Present): RPA evolved to include more sophisticated algorithms and AI 

capabilities, enabling the automation of repetitive tasks across various industries. This has reduced the burden of 

mundane work on employees (Srivastava et al., 2020). 

 

Integration of Cognitive RPA (2010s-Present): The integration of cognitive technologies like machine learning 

and natural language processing into RPA systems enhanced their ability to handle complex tasks, freeing up 

employees for more creative and strategic work (Vasin, 2017). 

 

RPA in Customer Service (2010s-Present): RPA has been extensively used in customer service applications, 

automating queries, and providing quick responses. This has led to improved customer satisfaction and reduced 

employee stress (Khan et al., 2019). 

 

RPA in HR and Payroll (2010s-Present): HR and payroll processes have benefited from RPA, reducing 

administrative burdens on HR professionals and allowing them to focus on employee development and 

engagement (Bhutada, 2021). 

 

Workforce Augmentation (2010s-Present): RPA has shifted from job replacement to workforce augmentation, 

working alongside employees to enhance productivity. Employees are less concerned about job security and more 

engaged in enhancing their skills (Marr, 2020). 

 

RPA Analytics and Reporting (2010s-Present): RPA analytics tools provide valuable insights into workflow 

optimization. Employees can leverage these insights to make informed decisions and contribute to process 

improvements (Furst, 2019). 
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RPA and Remote Work (2020-Present): The COVID-19 pandemic accelerated the adoption of RPA to facilitate 

remote work, enabling employees to maintain productivity and engagement in virtual environments (Chui et al., 

2021). 

 

These developments in RPA have transformed the workplace by automating routine tasks, improving efficiency, 

and enhancing employee engagement. By reducing the burden of repetitive work, RPA has allowed employees to 

focus on more fulfilling and strategic activities, ultimately contributing to a more engaged and productive 

workforce. 

 

Theories of Employee Engagement and How RPA plays an important intermediary in employee 

engagement 

Job Characteristics Theory: 

Job Characteristics Theory, as developed by Hackman and Oldham, posits that the design of jobs significantly 

impacts employee engagement. When organizations implement RPA, they often automate routine, repetitive 

tasks, allowing employees to focus on more meaningful, complex aspects of their roles. This can enhance the 

perceived meaningfulness of work, leading to higher engagement levels. 

 

Expectancy Theory: 

According to Expectancy Theory, employees are more engaged when they believe their efforts will lead to desired 

outcomes. RPA can boost employee engagement by streamlining processes, reducing errors, and increasing 

efficiency, which, in turn, can lead to greater rewards and job satisfaction. 

 

Social Exchange Theory: 

Social Exchange Theory suggests that employee engagement is influenced by the reciprocity between the 

organization and its employees. When employees witness the organization investing in RPA to improve work 
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processes, they might reciprocate with increased engagement, assuming that their well-being and job security are 

maintained. 

 

Self-Determination Theory: 

Self-Determination Theory emphasizes the importance of autonomy and self-control in fostering employee 

engagement. RPA can provide employees with more autonomy as they oversee automated processes, making 

decisions and troubleshooting, leading to higher engagement through a sense of self-determination. 

 

Job Demands-Resources Model: 

This model posits that job demands and resources influence employee well-being and engagement. RPA can 

reduce the demands associated with repetitive tasks while providing employees with the resources (automation 

tools) to accomplish tasks more effectively, potentially increasing engagement. 

 

Psychological Contract Theory: 

The implementation of RPA can potentially affect the psychological contract between employers and employees. 

When changes are communicated effectively and employees are involved in the transition, trust and engagement 

can be maintained or even enhanced. 

 

Motivation-Hygiene Theory (Two-Factor Theory): 

Herzberg's theory suggests that certain factors (motivators) contribute to job satisfaction, while others (hygiene 

factors) prevent dissatisfaction. RPA can act as a hygiene factor by eliminating mundane tasks and reducing stress, 

which can indirectly enhance engagement. 

 

Goal-Setting Theory: 

RPA can facilitate goal setting and achievement by streamlining processes and providing employees with clear, 

measurable objectives. Setting and attaining these goals can increase employee engagement. 
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Resource Conservation Theory: 

RPA can conserve employees' cognitive and emotional resources by taking over repetitive tasks, reducing stress 

and mental fatigue. This conservation of resources can contribute to higher engagement as employees can focus 

on more meaningful aspects of their work. 

 

Stress-Strain-Coping Support Theory: 

RPA can serve as a coping support mechanism by handling stress-inducing tasks. Reduced stress can contribute 

to improved mental health and, in turn, enhance employee engagement. 

 

In summary, various academic theories link robotic process automation and employee engagement. RPA can 

positively impact engagement through mechanisms like task enhancement, increased autonomy, improved job 

design, and reduced stress. However, the actual impact of RPA on employee engagement may vary depending on 

factors such as organizational culture, communication, and the extent to which RPA is integrated into the 

workplace. Moreover, it's crucial for organizations to consider these theories and manage the introduction of RPA 

thoughtfully to maximize the benefits on employee engagement. 

 

RPA-Engagement Models & Strategies 

In recent years, RPA has gained significant traction across industries, promising increased efficiency, cost 

savings, and accuracy in various business processes. While RPA is often associated with automation and job 

displacement concerns, it can also have a profound impact on employee engagement when implemented 

thoughtfully. One model to understand this relationship is the "RPA-Engagement Matrix." This matrix, derived 

from a synthesis of various reports and industry insights, outlines the intersections between RPA and employee 

engagement based on different scenarios: 

 

Process Enhancement Model: 

In this model, RPA is deployed to enhance existing processes. Employees work alongside bots, leveraging 

automation to tackle repetitive, time-consuming tasks. This not only reduces their administrative burdens but also 



TIJER || ISSN 2349-9249 || © November 2023, Volume 10, Issue 11 || www.tijer.org 

TIJER2311078 TIJER - INTERNATIONAL RESEARCH JOURNAL  www.tijer.org a664 
 

allows them to focus on more strategic and creative aspects of their roles, improving job satisfaction and 

engagement. 

 

Empowerment through Upskilling: 

RPA can serve as a catalyst for upskilling employees. Companies that invest in training and development 

programs to help their workforce learn how to design, manage, and optimize bots can significantly boost employee 

engagement. This model empowers employees by giving them the skills to control automation, leading to 

increased job security and a sense of ownership in the digital transformation journey. 

 

Collaborative Automation Model: 

RPA can be used to create synergistic human-bot teams. Employees collaborate with bots, complementing each 

other's strengths. This fosters a culture of collaboration and co-innovation, where employees feel that automation 

is an asset rather than a threat, leading to higher engagement. 

 

Transparency and Communication Framework: 

Open and transparent communication is essential in addressing employees' fears and concerns about automation. 

Companies that establish clear communication channels and change management strategies can minimize the 

anxiety associated with RPA deployment. A well-communicated roadmap for automation can build trust and 

maintain engagement. 

 

Performance Recognition and Rewards: 

Recognizing and rewarding employees for their contributions to automation and process improvements can 

enhance engagement. Incentives linked to key performance metrics tied to automation projects can motivate 

employees to actively participate in the automation journey. 
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Human-AI Ethical Framework: 

Developing an ethical framework that defines the boundaries of RPA and AI in decision-making can ensure that 

human values and ethics are preserved. This model fosters a sense of purpose and responsibility among 

employees, as they understand that automation is designed to align with their ethical standards. 

 

Wellness and Work-Life Balance: 

RPA can alleviate the burden of monotonous tasks, contributing to improved work-life balance. Employees can 

dedicate more time to personal and professional development, leading to reduced burnout and higher engagement. 

 

Feedback Loops and Continuous Improvement: 

Creating mechanisms for employees to provide feedback on automation processes and suggest improvements can 

make them feel valued and engaged. Companies that actively involve employees in the ongoing optimization of 

RPA solutions demonstrate a commitment to their well-being and job satisfaction. 

 

The future of RPA and its impact on employee engagement will depend on how organizations navigate these 

models and the strategies they implement. Reports and insights from organizations like Deloitte, McKinsey, 

KPMG, NASSCOM, and others can offer specific case studies and best practices for achieving a balance between 

automation and employee engagement. However, it's crucial for each organization to tailor its approach to its 

unique culture, workforce, and objectives. By considering these models and adapting them to their specific needs, 

companies can harness the power of RPA to drive both operational excellence and enhanced employee 

engagement. 

 

The Future of RPA: Transforming Employee Engagement 

Robotic Process Automation (RPA) has rapidly evolved in recent years, fundamentally changing the way 

businesses operate. As we look ahead, the future of RPA holds several exciting developments that promise to 

have a profound impact on employee engagement. This section entails a critical analysis of these developments 

and their implications for the modern workforce. 
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Enhanced Automation Capabilities 

One of the key future developments in RPA is the enhancement of automation capabilities. RPA is moving beyond 

routine and rule-based tasks to handle more complex, cognitive tasks. This will free up employees from mundane, 

repetitive work and allow them to focus on more creative and value-added activities. According to a report by 

McKinsey, such automation can lead to a 20-25% increase in employee productivity. 

 

Integrating AI and Machine Learning 

The integration of artificial intelligence (AI) and machine learning with RPA is set to be a game-changer. 

Intelligent RPA systems will be able to adapt, learn, and make decisions based on data and past experiences. This 

will lead to more personalized customer interactions and improved decision-making processes, boosting overall 

employee engagement by providing opportunities for skill development and strategic thinking. 

 

Citizen Development 

The rise of citizen development in RPA empowers non-technical employees to create and implement their 

automation solutions. This democratization of automation tools can enhance employee engagement as it 

encourages innovation at all levels of the organization. Employees can design and implement solutions that 

directly impact their workflow, fostering a sense of ownership and engagement. 

 

Ethical and Responsible Automation 

As RPA continues to grow, ethical and responsible automation practices will become essential. Employees will 

expect organizations to use RPA in ways that respect privacy, data security, and societal well-being. Ensuring 

responsible RPA usage can positively impact employee trust and engagement, as employees will feel their work 

is contributing to a more socially responsible organization. 
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Human-AI Collaboration 

Collaboration between humans and AI-driven RPA will be a defining characteristic of the future workplace. This 

partnership will require upskilling and reskilling of employees to effectively work alongside RPA. Companies 

that invest in employee training will see higher levels of engagement, as employees will feel more valued and 

equipped to work in synergy with AI. 

 

Impact on Employee Engagement 

 

With these future developments in mind, let's explore how RPA will impact employee engagement: 

 

Reduced Administrative Burden 

As RPA takes over routine administrative tasks, employees will have more time and mental bandwidth to focus 

on meaningful work. This can lead to increased job satisfaction and motivation, ultimately improving engagement 

levels. 

 

Skill Enhancement 

The integration of AI and machine learning with RPA will necessitate employees to develop new skills. 

Organizations that invest in training and development will see higher levels of engagement, as employees 

appreciate the opportunity for professional growth. 

 

Increased Job Satisfaction 

RPA can handle repetitive tasks with precision, reducing the risk of human errors. This can lead to a sense of 

achievement and job satisfaction among employees, knowing that their work is more accurate and impactful. 
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Enhanced Collaboration 

The collaboration between employees and RPA systems will encourage teamwork and knowledge sharing. 

Employees will work with automation tools to improve processes, leading to a more engaged and collaborative 

work environment. 

 

Work-Life Balance 

With RPA handling time-consuming tasks, employees can enjoy a better work-life balance. This can have a 

positive impact on overall well-being and, consequently, on engagement levels. 

 

Hence, we can note that the future of RPA promises to bring significant changes to the workplace, with enhanced 

automation capabilities, AI integration, citizen development, and responsible automation practices. While these 

developments have the potential to transform employee engagement positively, they also come with challenges. 

 

To fully harness the benefits of RPA for employee engagement, organizations must prioritize employee training 

and development, create a culture of responsible automation, and foster a collaborative environment where 

humans and AI work together seamlessly. In doing so, businesses can look forward to a future where RPA is a 

catalyst for increased productivity, job satisfaction, and employee engagement. 

 

 

Conclusion 

Our systematic literature review on the impact of Robotic Process Automation (RPA) on employee engagement 

has provided valuable insights into the complex relationship between automation and workforce engagement. The 

evidence gathered from various studies highlights the multifaceted nature of this interaction. While RPA is often 

perceived as a potential threat to employee engagement due to concerns about job displacement, our review 

reveals a more nuanced picture. 
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Numerous studies, including Smith (2018), have emphasized that when implemented strategically and 

transparently, RPA can positively affect several drivers of employee engagement. The findings of Johnson and 

Lee (2019) underscore the importance of clear communication and the involvement of employees in the 

automation process. Such practices can lead to a sense of empowerment and ownership, ultimately boosting 

engagement levels. 

 

Moreover, the research conducted by Adams (2020) emphasizes the role of RPA in reducing monotonous, 

repetitive tasks, freeing employees to focus on more meaningful and creative aspects of their roles. This shift 

aligns with the findings of Brown and Garcia (2017), who suggest that a sense of purpose and autonomy are vital 

drivers of engagement. 

 

However, it is crucial to acknowledge the potential downsides outlined by Miller and Turner (2019) and Jones 

(2021). Job insecurity and the fear of displacement remain challenges associated with automation. These concerns 

can erode employee engagement, making it essential for organizations to provide reskilling opportunities and 

support during the transition. 

 

In light of these diverse findings, our review highlights that the impact of RPA on employee engagement depends 

significantly on the approach taken by organizations. It is not the technology itself but how it is integrated and 

managed that determines its influence on engagement levels. Organizations that prioritize employee well-being, 

participation, and professional development alongside automation are more likely to experience positive 

outcomes. 

 

As we move into an era where automation technologies, including RPA, continue to advance, it is essential for 

both scholars and practitioners to stay attuned to the evolving dynamics of this relationship. Future research 

should explore long-term effects and delve deeper into the role of leadership, culture, and organizational policies 

in shaping the impact of RPA on employee engagement. This area of study holds great potential for contributing 

to our understanding of how automation can be harnessed to create a more engaged and productive workforce. 
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In conclusion, the systematic literature review presented here underscores the importance of striking a delicate 

balance between automation and employee engagement. By taking a holistic approach that considers the well-

being and development of the workforce, organizations can unlock the full potential of RPA to enhance 

engagement. This research contributes to a growing body of knowledge on the transformative effects of 

automation and highlights the need for continuous adaptation in the workplace to ensure that employees remain 

engaged and empowered in the age of RPA. 
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