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Abstract

This study aimed to examine how employee engagement can be increased
through the perceived desirability of disruptive Human Resource Management
(HRM) technologies where sociological phenomena like gender stereotype
change and work realities as work- family conflicts derive lower employee
engagement. This study is a literature review in which employee engagement,
gender stereotype change, work-family conflicts, and disruptive HRM
technologies literature were surveyed and reviewed from two perspectives. Both
perspectives developed a conceptual framework that focuses on three impacts.
The first is the role of work-family conflicts in mediating the impact of
changing gender stereotypes on employee engagement. Second, the perceived
desirability of disruptive HRM technologies has a direct impact on increasing
employee engagement. The third effect is that the perceived desirability of
disruptive HRM technologies has a moderating effect on the impact of work-
family conflicts on employee engagement. The paper provides directions for
empirical research basedon the predicted impacts.

Keywords: Disruptive HRM Technologies, Employee Engagement, Gender
stereotypes, Work-Family Conflict

1. INTRODUCTION

Employee engagement involves detrimental factor to the success of
energy, dedication, and work any organization. However, global
absorption (Bakker & Schaufeli, employee engagement is currently
2008). It has more benefits like at only 20% (Gallup, 2021),
improved financial performance, indicating that eighty percent of
customer satisfaction, retention, and workers are disengaged from their
well- being (Macey & Schneider, jobs. Which means they mentally
2008; Rana et al. 2014; Schaufeli et quit while physically remaining at
al.,, 2002). Moreover, it predicts work  (Turner, 2020). It is
organizational performance and detrimental to the firm (Purcell,
strategic benefits (Turner, 2020). 2014) because employees are paid
Thus, employee engagement is a and receive benefits despite their
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energy not being available to the
organization Osborne &
Hammoud, 2017; Pech & Slade,
2006).

Among many factors, the nature of
contemporary work realities creates
many factors that can inhibit
employee engagement. Notably, the
contemporary work realities reveal
more  complexities due to
employees’ extensive work hours
(Poelmans et al., 2008) and more
diversities due to an increase in the
number of women in the workplace,
dual- career families, single-parent
families, and an aging population
(Brough & Kelling, 2002; Frone &
Yardley, 1996). Such complexities
and diversities have changed the
family  structures  where the
stereotypes of traditional gender
roles have been changed (Blau &
Kahn, 2006; De Vaus & Wolcott,
1997). Thus, people engage in
different role performances than
expected in traditional gender-
biased activities (Eagly et al., 2020;
Haines et al., 2016; Priyashantha et
al., 2021a, 2021b). Those different
role performances create multiple
roles within both work and family
domains. As all those roles must be
fulfilled in a limited time and
energy, participation in one role
makes participation in another more
complicated and strains the worker
(Greenhaus & Beutell, 1985). Such
a strain is known as work-family
conflict. Work- family conflicts
positively impact employee burnout
(Bowen et al., 2018; Huyghebaert et
al., 2018; Molina, 2021; Taylor et
al., 2019) or job exhaustion (Hill et
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al., 2006). As employee burnout
feelings reduce the employees’
level of engagement (Bakker &
Schaufeli, 2008; Turner, 2020),
researchers treat employee burnout
as the opposite reaction of employee
engagement (Bakker & Schaufeli,
2008; Kular et al., 2008; Maslach et
al., 2001). As a result, work- family
conflicts limit employees’ ability to
engage intheir jobs (Kengatharan &
Kunatilakam, 2020; Wayne et al.,
2017).

Furthermore, changing gender
stereotypes produce normative role
expectations based on job needs,
job descriptions, social identity,
rules, and regulations that make
employees feel obligated to perform
them (Biddle, 1986; Eagly et al.,
2020; Goffman, 1961). As a result,
changing gender stereotypes can
positively  influence  employee
engagement (Artz et al., 2021;
Garcia-Arroyo et al., 2019; Li etal.,
2021; Ushiro & Nakayama,2010).

In  this context, employee
engagement is  critical. One
implication is that HRM activities
increase employee engagement
(Albrecht et al., 2015; Guest, 1997,
2011; Turner, 2020). Another is that
technology increases employee
engagement (Turner, 2020;
Waddill, 2018). Thus the combined
effect of both HRM and
technology, known in reality as
Electronic HRM (EHRM) (Oswal
& Narayanappa, 2015) Digital HRM
or Disruptive HRM Technologies
(Bersin, 2017; Waddill, 2018),
would positively impact employee
engagement. It creates boundless
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opportunities to increase employee
engagement innovatively (Bersin,

2017; Turner, 2020; Waddill,
2018). Disruptive HRM
technologies are web-based

technologies that use computers and
smartphones to automate HRM
operations. (Bersin, 2017; Jazdi,
2014; Sareen & Subramanian,
2012). It includes social media,
cloud computing, big data/data
analytics, 10T, and  mobile
technologies. (Waddill, 2018). They
give employees greater autonomy
and flexibility in making decisions
and managing their workload
(Garibaldo & Rebecchi, 2018;
Jazdi, 2014). They increase
employee engagement using user
engagement models and behavioral
modeling capabilities (Golestani et
al., 2018; Jha et al., 2019; Turner,
2020). They also help integrate
work and family, creating more
permeable transitions between the
two domains (Allen et al., 2014;
Carlson et al., 2018; Turner, 2020)
and  well-being (Macey &
Schneider, 2008; Rana et al., 2014;
Schaufeli et al., 2002). Thus
employees would be desirable to
adopt such technologies (Bersin,
2017). It is known as the perceived
desirability of disruptive HRM
technologies. It is defined as a belief
that individual desires disruptive
HRM technologies that automate
and streamline HRM processes,
which are more efficient and
worthwhile than existing
technologies (Buhalis et al., 2019).
The scholarly thoughts highlight
that the perceived desirability of
disruptive HRM technology
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positively  impacts  employee
engagement (Ginac, 2018; Kossek
et al., 2014; Waddill,2018).

The main goal of this concept paper
was to spot unexplored factors to
promote employee engagement. To
address that, we highlight the
possibility —of the perceived
desirability of disruptive HRM
technologies’ capacity to increase
employee engagement in the
context of changing gender
stereotypes' impact on employee
engagement through work- family
conflicts.  Separate  systematic
literature  reviews on gender
stereotypes changes (Priyashantha
et al, 2021b, 2021a, 2021ic,
2021d), work- family conflicts
(Priyashantha et al., 2022b), and
disruptiveHRM technologies

(Priyashantha, 2022; Priyashantha et
al., 2022a) were conducted based on
the empirical publications. They
revealed that researchers had not
investigated these variables with
employee engagement in a holistic
model. Thus, this idea is presented
in a conceptual framework, and
underlined theoretical grounds for
such a framework are explained
from two perspectives. In the first
perspective, we provide literature to
support the impact of changing
gender stereotypes on employee
engagement through the mediation
impact of work-family conflicts.
Researchers have found that gender
stereotype has changed in every
region of the world in contemporary
societies (Mergaert, 2012) due to
females entering the labor force
activities (World Bank, 2011).
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Thus, our review found that
changing gender stereotypes impact
work-family conflicts (Duxbury et
al.,, 2018; Michel et al., 2011),
reducing employee engagement
(Bakker & Schaufeli, 2008). The
impact of changing  gender
stereotypes on work-family conflict
is explained by the organizationrole
theory and role conflict theory
(Biddle, 1986). Furthermore, the
impact of work-family conflict on
employee engagement is grounded
in the job demands resource
model(JD-R), as it explains that
providing resources can mitigate
work- family conflicts and increase
employee engagement (Haines et
al., 2020; Wayne et al., 2020).
Given these foundations, we
predicted a mediation role of work-
family conflicts of the impact of
changing gender stereotypes on
employee engagement.

The second perspective highlights
two impacts. The first is the impact
of the perceived desirability of
disruptive HRM technologies on
employee  engagement. It is
supported by similar studies (Ginac,
2018; Parvari et al., 2015; Waddill,
2018). The second is the
moderation impact of the perceived
desirability of disruptive HRM
technologies' capacity to strengthen
the work impact of work-family
conflicts on employee engagement.
This impact is supported by other
similar studies' theoretical
groundings (Opie & Henn, 2013).
Besides, the two impacts predicted
are supported by the JD-R model
(Demerit et al., 2001; Bakker &
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Demerouti, 2007).
2. LITERATURE REVIEW

Employee engagement was initially
known as personal engagement. It
was defined as the simultaneous
employment and expression of a
person’s ‘preferred self’ in task
behaviors that promote connections
to work and others, personal
presence, and active full-role
performances” (Kahn,1990). People
engage in work for three reasons;
Meaningfulness, Safety, and
Availability (Kahn, 1990).
Meaningfulness is the return on self-
investments in role performance (p.
705). Safety is showing oneself
“without  fear or  negative
consequences to self-image, status,
or career” (p. 705). Availability was
defined as the “sense of possessing
the physical, emotional, and
psychological resources necessary”
(p.705). All these are required to
complete the work. Once they are
provided, the employees will fully
engage in their work. Apart from
this definition, researchers have
given various other definitions for
employee engagement and some
important of which are mentioned in
the following Table 1.

Concerning the definitions in Table
1, they seem to highlight Kahn’s
argument that employees increase
their  physical, cognitive, and
emotional engagement by being
authentically involved. It includes
satisfaction, enthusiasm,
involvement, and commitment, the
simultaneous  employment  and
expression of one's preferred self
(Turner, 2020). Moreover,
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the definitions of
employee  engagement,  Kruse
(2012) noted that employee
engagement is a commitment and
care the employee has to the work,
organization, and its goals. They do
not work just for a paycheck or the
next promotion but on behalf of the
organization’s goals. Therefore,
engagement refers to a more
persistent and pervasive affective—
cognitive state that is not focused on
any particular  object, event,
individual, or behavior’ (Schaufeli
et al.2002).

2.1. Antecedents of
engagement

considering

employee

The antecedents are the factors that
promote employee engagement.
Studies have found that employee
engagement can vary daily and is
influenced by various factors
(Turner, 2020). Most of the
researchers have organized those
factors under common categories as
individual factors, job factors, and
organizational factors (Harter et al.,
2002; W. A. Kahn, 1990;
Langelaan et al., 2006; May et al.,
2004; Turner, 2020; Wollard &
Shuck, 2011; Yi-wen & Yi-qun,
2005). Thus in this research, the
antecedents were categorized under
the same categories shown in Table
2.

When carefully analyzing each
main category of antecedents, more
attention has been given by the
researchers to organizational and
individual factors other than job-
related factors. However,
concerning the individual factors,
our survey found gaps in individual
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factors like religiosity (Nwachukwu
et al., 2021), individual character
(lddagoda & Opatha, 2017), and
attitudes toward gender roles (lyer,
2016; Ushiro & Nakayama, 2010).
The emphasis on the attitudes
toward gender roles and their
impact on employee engagement is
critical since employee engagement
is in a crisis worldwide (Gallup,
2021), and gender role attitudes
worldwide are changing (Brown,
1991; van de Vijver, 2007). Even
though few studies on the work-
family interface and employee
engagement have been conducted
(Lieke et al., 2010; Peeters et al.,
2005; Shuck et al., 201la), we
discovered gaps in which gender
role attitude changes impact work-
family conflicts, resulting in lower
employee engagement. More on
this will be explained in the
perspective one of this paper that
will  provide future research
directions.

Additionally, the implications of
technology (Turner, 2020) and
HRM activities on increasing
employee engagement (Albrecht et
al., 2015; Guest, 1997, 2011,
Turner, 2020) are essential.

This idea makes the rationality of
the combined effect of those two,
known as Electronic HRM (EHRM)
(Oswal & Narayanappa, 2015),
Digital HRM, or Disruptive HRM
Technologies (Bersin, 2017;
Waddill, 2018), would positively
impact employee engagement. It has
gaps in the empirical literature, and
the idea is discussed under
perspective two of the article that
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will  provide future research

directions.
3. METHODOLOGY

The article is designed as a
conceptual paper. The conceptual
articles include literature rather than
data (Gilson & Goldberg, 2015;
Rana et al., 2020). We intend to
follow this pattern to establish a
conceptual framework to promote
employee engagement. The
arguments are structured and
developed by complying with the
notions in framework development
indicated by the literature
(Maclnnis, 2011) and then provide
future research directions. As non-
empirical studies suffer from a lack
of universally accepted samples, we
took the methodology provided by
(Jaakkola, 2020) for this conceptual
article development. The goal was
to spot unexplored factors to
promote employee engagement. In
achieving that, we haveincorporated
concepts from social psychology,
technology adoption, and human

resource  management in  our
investigation  to  justify  the
theoretical contribution of the

present research.

Moreover, numerous examples are
provided to review the present
phenomenon and the need for the
subject to be presented more
clearly. The journal articles on

gender stereotypes, work-family
conflicts, and employee
engagement published between

1970 and 2022 were considered.
The articles were accessed through
Scopus, Web of Science Ebscohost,
Lens.org, and Google Scholar. This
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paper considered 15 articles for
gender stereotypes change, 420 for
work-family  conflicts, 62 for
disruptive HRM technologies, and
260 for employee engagement for
reviewing.

The paper is organized into two
phases: the first phase attempts to
investigate the current knowledge
on factors promoting employee
engagement. The second phase is
developing a conceptual framework
with unexplored factors in gender
stereotype change, work-family
conflicts, and disruptive HRM
technologies. The impacts predicted
in the conceptual framework are

explained with example
justifications presented as
perspectives. It required  formal

reasoning and was supported by
research from several areas and
real- world applications (Huang &
Rust, 2018; Jaakkola, 2020). In
other words, the authors employ
method theories and deductive
reasoning to explain the effects of
key variables and are aided by the
theories in use (Maclnnis, 2011). In
each perspective, future research
directions are also provided that can
contribute to more effective
promotion in employee
engagement.

3.1. A conceptual framework for
promoting employee engagement

In this article, among other factors
unexplored in promoting employee
engagement, we highlight the
possibility of the perceived
desirability of disruptive HRM
technologies’ capacity to increase
employee engagementin the context
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of changing gender stereotypes'
impact on employee engagement
through  work-family  conflicts.
This idea is presented in the
conceptual framework shown in
Figure 1. This paper presents two
perspectives on promoting
employee engagement to address the
research objectives.

Perspective 1: Do work-family
conflicts mediate the impact of
gender stereotype change on
employee engagement?

Gender role attitudes (Davis &
Greenstein, 2009) or gender
stereotypes (Berridge et al., 2009;
De Silva & Priyashantha, 2014;
Eagly et al., 2020; Priyashantha et
al.,, 2021a, 2021b) are society's
perceptions about the suitable roles
for men and women in the division
of paid jobs, domestic work, and
care for children. According to
social psychologists, such gender
stereotypes stem from men's and
women's assumed characteristics
(Eagly & Karau, 2002). Thus, men
are assertive, independent, rational,
competitive, and decisive, while
women are assumed to show
concern for others, warmth,
helpfulness, and nurturing (Hoyt et
al., 2009). Most studies label such
distinct characteristics as the
agency/masculine (male stereotype)
and feminine/communion (female
stereotype) (Bakan, 1966; Eagly et
al., 2020; Priyashanthaet al., 2020).
Based on these  assumed
characteristics, there isa typical neo-
traditional labor division in which
women perform most domestic
work, accounting for the caregiver
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role, and men, accounting for the
breadwinner role (Bianchi et al.,
2014).

The females entering into the labor
force activities in the contemporary
world of work inevery region of the
world (World Bank, 2011) has
resulted in people having multiple
roles as employers, employees,
volunteers, friends, spouses, and
siblings (Najeema, 2010). Thus,
men's and women's traditional roles
have become far more complicated
than ever, resulting in changing
gender stereotypes over the past 50
years (Mergaert, 2012).
Such a change in gender
stereotypes refers to egalitarian
gender attitudes (Boehnke, 2011),
where men and women share
equally the division of paid jobs,
domestic work, and care for
children. Thus, gender stereotype
change is people’s attitudes toward
engagement in different activities
while engaging in traditional social
roles (Eagly et al, 2020).
Organization role theory proposes
roles in organizations formed by
preplanned, hierarchical, and task-
oriented social systems (Biddle,
1986). In those, the normative
expectations and job demands
determine the scope of the roles
(Biddle, 1986). These roles may vary
among the individuals depending on
their positions in the organization
(Kahn et al., 1964). Since each role
is associated with social positions,
the social role expectations,
organizational  normative  role
expectations, and job demands
create multiple roles (Biddle, 1986;
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Colombo & Ghislieri, 2008). These
multiple roles are subject to role
conflicts, opposing role
expectations from organizations,
and social positions (Biddle, 1986).
Such role conflicts are said to
produce strains (Biddle, 1986). This
theory has been wused as role
conflict theory concerning work-
family conflicts (Biddle, 1986). The
role conflicts defined in theory
represent the various work-family
conflicts and have been widely used
in research (Madsen & Hammond,
2013). Thus the roles conflict
theory states that experiencing
ambiguity or conflict within a role
(e.g., whether performing this duty

or that duty) results in an
undesirable state (Carlson &
Kacmar, 2000) that leads to a
personal conflict (Grandey &

Cropanzano, 1999). This idea has
been examined as gender stereotype
change impacts  work-family
conflicts (De Silva & Priyashantha,
2014; Duxbury et al., 2018; Michel
et al.,, 2011; Priyashantha et al.,
2021c, 2021d; Theunissen et al.,
2003).

The work-family conflicts can be
mitigated by producing resources
(Haines et al., 2020; Wayne et al.,
2020). Otherwise, that can harm
employee engagement (Kengatharan
& Kunatilakam, 2020; Wayne et al.,
2017). It is grounded in the job

demands resource model(JD-R).
Job  demands represent role
overload, unfavorable

environmental conditions, emotional
demands, time constraints, and high
work  pressures  (Bakker &
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Demerouti, 2007). They can be
managed by providing more job

resources such as  social,
psychological, personal,
physical, and organizational

resources (Bakker & Demerouti,
2007; Demerouti & Bakker, 2011;
Schaufeli & Bakker, 2004). The
JD-R highlights two psychological
processes; motivation and job strain
(Bakker & Demerouti, 2007). Job

resources provide motivational
potential that leads to positive
outcomes such as employee

engagement (Bakker & Demerouti,
2007). Extensive job demands may
result in adverse outcomes such as
depletion of psychological resources
and cause more strain (Lorente
Prieto et al., 2008), like work-
family conflicts (Bakker et al.,
2010; Derks et al., 2016). This idea
is examined in studies as the impact
of  work-family  conflicts on
employee engagement
(Kengatharan & Kunatilakam, 2020;
Wayne et al., 2017). Moreover,
work-family conflicts positively
impact employee burnout (Molina,
2021; Taylor et al., 2019), emotional
exhaustion (Bande et al., 2019;
Boles et al., 1997), or job exhaustion
(Hill et al.,, 2006). Since job
burnout and emotional exhaustion
are the exact antitheses of employee
engagement (Bakker & Schaufeli,
2008), thus, those facts prove that
work-family conflicts lower
employeeengagement.

Other than that, people define
gender roles based on their gender
identity (Haines et al., 2016). The
social role theory highlight that
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gender identity is derived based on
socially defined roles (e.g., mother,
employee, wife) (Biddle, 1986;
Eagly & Wood, 2012; Skelly &
Johnson, 2011). Scholars confirm
that the changing nature of gender
stereotypes is also explained in
social role theory because modern

societies have transformed
traditional gender stereotypes into
changing  gender  stereotypes

(Haines et al., 2016; Priyashantha et
al., 2021a). As a result, almost all
employees believe men and women
should have an equal share of
socially defined traditional gender
roles. Accordingly, people may
perform any role regardless of
socially segregated roles
(Priyashantha et al.,, 2021b,
2021c). In other words, men and
women are willing to work in

employment  and household
activities. In terms of
employment, job  descriptions
define the work demands,
regulations, and normative

expectations (Biddle, 1986). As a
result, job engagement increases
(Goffman, 1961). This idea is also
examined in studies as the positive
impact of changing gender
stereotypes on employee
engagement (Artz et al., 2021;
Garcia-Arroyo et al., 2019; Li et
al.,, 2021; Ushiro & Nakayama,
2010).

In sum, the first perspective
highlights that changing gender
stereotypes impacts work- family
conflicts that result in lower
employee engagement.
Additionally, the changing gender
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stereotype  impacts  employee
engagement to rise. Thus, these
effects prove that there is a
theoretical rationale for having a
mediation impact on work-family
conflict to the impact of changing
gender stereotypes on employee
engagement. Future researchers
must consider this effect for
empirical investigations to verify
this proposition. It will contribute
to promoting the employee
engagement

Perspective 2: Do the perceived
desirability of disruptive HRM
technologies impact employee
engagementand weaken the effect
of work-family conflicts on
reducing employee engagement?

The perceived desirability of
disruptive HRM technologies is the
perception of somebody who wants
technologies that automate and
streamline processes of Human
Resource Management that are
more efficient and worthwhile than
the existing technologies (Buhalis
et al., 2019). Major disruptive HRM
technologies are Social Media,
Cloud Computing, Big Data/Data
Analytics, and Mobile
Technologies (Priyashantha et al.,
2022a; Waddill, 2018), which
facilitate employee management
and work activities more than ever
before. Job resources include social,
psychological, personal, physical,
and organizational resources that
aid in meeting job demands or
lowering job- related costs (Bakker
& Demerouti, 2007; Demerouti &
Bakker, 2011; Schaufeli & Bakker,
2004). Any job resource can
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motivate employees, leading to
positive  outcomes  such  as
employee engagement (Bakker &
Demerouti, 2007). Thus, the
technology provided is a resource
that facilitates employee
engagement. Besides, the belief is
that receiving technology resources
or the perceived desirability of
disruptive HRM technologies can
be treated as a psychological
resource that can increase employee
engagement. Related findings and
viewpoints  support this idea,
including the positive impact of
attitude toward information
technology (IT) on employee
commitment (Parvari et al., 2015)
and the intention for technology
disruptions in HRM will help
employee engagement (Ginac, 2018;
Waddill, 2018).

Additionally, perceived ICT
resources reduce employee burnout
(Ninaus et al., 2021). Attitude
toward IT, the intention for
technology disruptions in HRM, and
the Perceived ICT resources are
related to the perceived desirability
of disruptive HRM technologies.
Employee commitment is reflected
as  dedication in  employee
engagement (Kahn, 1990).
Employee Burnout and engagement
are the opposites of a single
continuum that a single instrument
can fully cover (Maslach et al.,
1997). Accordingly, burnout and
employee engagement are
overlapping concepts (Bakker &
Schaufeli, 2008; Taris et al., 2017).
Thus, decreasing burnout will result
in increased employee engagement.
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Accordingly, the perceived
desirability of disruptive HRM
technologies increases employee
engagement.

Moreover, as per the JD-R model,
work-family conflicts arise due to
work demands (Bakker et al., 2010;
Demerouti et al., 2001; Mauno et
al., 2006). Providing physical,
emotional, or mental resources can
reduce such work-family conflicts
and promote employee engagement
(Bakker & Demerouti, 2008b;
Demerouti & Bakker, 2011) or
reduce employee burnout (Bakker
et al., 2014). The JD-R postulates
an interaction effect between job
demands and job  resources,
affecting employee motivation and
job strain (Bakker & Demerouti,
2007; Demerouti et al.,, 2001).
Specifically, job resources will
buffer the effects of job demands on
job strain (Bakker & Demerouti,
2007). In other words, if job
resources are not  provided,
extensive job demands may deplete
psychological resources and cause
more strain outcomes (Lorente
Prieto et al., 2008). One such strain
outcome is the  work-family
conflicts (Bakkeret al., 2010; Derks
et al., 2016) that can reduce
employee engagement (Halbesleben
et al, 2009; Kengatharan &
Kunatilakam, 2020; Wayne et al.,
2017). This idea can be the
foundation for the impact of the
perceived desirability of disruptive
HRM technologies to dampen the
negative impact of work-family
conflicts on employee engagement.
It is a moderation effect of the
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perceived desirability of disruptive
HRM technologies on the impact of
work-family conflicts on employee
engagement.

Prior empirical research on this type
of moderation effect is limited,
specifically on technology-related
interaction effects (Mauno et al.,
2006; Poelmans et al., 2005).
However, other studies can be the
foundation for this perspective. For
example, job autonomy and less job
control (as job resources) moderate
the relationship between work-
family conflicts and stress (Opie &
Henn, 2013). It meansthat the stress
due to work- family conflicts can be
minimized by providing resources
like more autonomy or less job
control. Moreover, contemporary
arguments on the JDR approach
postulate that more psychological
resources like mental energies or
characteristics can reduce the
adverse effects of job demands (for
example, Work-family conflicts) on
employee well- being outcomes (for
example, burnout and employee
engagement) (Demerouti & Bakker,
2011). Without such resources,
work-family conflicts can reduce
engagement (Mauno et al., 2006).
Consistent with that, employees'
demand for technology resources is
the perceived desirability for
disruptive  HRM technologies (a
psychological resource), which can
exist due to increased work- family
conflicts resulting from changing
gender stereotypes. Such a demand
on the employees' side means
psychological energy, which can be
treated as a psychological resource.
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As a result, having psychological
resources will diminish employee
burnout (Bakker et al., 2014). As
burnout is treated as the antithesis of
employee engagement (Bakker &
Schaufeli, 2008; Kular et al., 2008;
Maslach et al., 2001), the reduction
in burnout can be treated as
increasing employee engagement
on the other hand. In other words,
the decreasing employee
engagement due to work-family
conflicts derived from the changing
gender stereotypes can be increased
by the perceived desirability of
disruptive HRM technologies.

In  summary, this perspective
highlights mainly two impacts.
Firstly, the impact of the perceived
desirability of disruptive HRM
technologies on employee
engagement. Secondly, the
perceived desirability of disruptive
HRM technologies strengthens the
impact of work-family conflicts on
reducing employee engagement.
Those two impacts suggested have
not been empirically tested. Thus,
future research must verify this
proposition, which will promote
employee engagement.

4. DISCUSSION

The present conceptual paper aims
to develop a conceptual framework
that postulates the perceived
desirability for disruptive HR
technologies’ ability to strengthen
the reduction of employee
engagement due to work-family
conflicts derived from changing
gender stereotypes. It emphasized
that employee engagement is further
reduced due to the perceived
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desirability for disruptive HR
technologies. It may be paradoxical
for an average reader to introduce a
moderating effect of the perceived
desirability of disruptive HRM
technologies to strengthen the
reduction in employee engagement
due to the work-family conflicts
derived from changing gender

stereotypes. We  wanted to
introduce disruptive HRM
technologies and discuss the

possibility of increasing employee
engagement through a theoretical
lens. However, we took the
perceived desirability of disruptive
HRM technologies rather than
disruptive HRM technologies. The
reason for that is the general
application of this model to any
context. For example, not all
organizations have adopted
disruptive HRM technologies; such
organizations may exist,
particularly in developing nations.
The employees in those
organizations do not have any
experience with the benefits of
such technologies. At the same
time, if  disruptive HRM
technologies were incorporated
into the proposed framework, the
model could not be tested in those
nations as there is no employee
experience with such technologies.
Thus we used the perceived
desirability of disruptive HRM
technologies, which denotes the
intention rather than the adoption of
disruptive  HRM  technologies.
According to the innovation
diffusion theory (Rogers, 1962),
media or prior adopters provide
their perceived benefits of those
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technologies. Thus, whether they
adopt disruptive HRM
technologies, almost all employees
are desirable of such technologies
(Bhattacherjee, 2012;  Rogers,
1962). Thus taking the perceived
desirability for disruptive HR
technologies is reasonable.

It then introduces the perceived
desirability of disruptive HRM
technologies that positively impact
employee engagement.
Additionally, the changing gender
stereotypes have positively impacted
employee engagement through
theoretical lenses. However, as far
as the moderation effect is
concerned, the perceived desirability
of disruptive HRM technologies
dampens the reduction of employee
engagement due to work-family
conflicts that derive from the
changing gender stereotypes. It can
happen as the perceived desirability
of disruptive HRM technologies are
a psychological resource according
to the JDR approach, so the negative
impact of work- family conflict on
employee engagement can dampen.
This notion is developed as
empirical investigations show that
providing psychological resources
can reduce the adverse effects of
high work demands on positive
work  outcomes  (Bakker &
Demerouti, 2008b; Demerouti &
Bakker, 2011).

5. CONCLUSION

Employee engagement is acritical

factor in any organization's success.
However, global surveys (Gallup,
2021) state that engagement is a
crisis, with a meager percentage of
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employees engaged. Thus, research
is needed to find how engagement
can be promoted. This study aimed
to examine how  employee
engagement can be increased
through perceived desirability of
disruptive HRM technologieswhere
sociological phenomena like gender
stereotypes change and work
realities as work- family conflicts
derive lower employee engagement.
The literature on  employee
engagement, gender  stereotype
change, work-family conflicts, and
disruptive HRM technologies was
surveyed.

The literature was reviewed from
two perspectives. In the first
perspective, the impact of changing
gender stereotypes on work-family
conflicts that decrease employee

engagement and the impacts of
gender stereotypes change on
employee engagement are

highlighted. Similarly, the second
perspective highlights the impact of
perceived desirability for disruptive
HRM technologies on increasing
employee engagement. Further, in
the second  perspective, the
moderation effect of the perceived
desirability of disruptive HRM
technologies on the impact of work-
family conflict derived from the
change in gender stereotypes on
employee engagement is
highlighted. =~ Both  these  two
perspectives developed a conceptual
framework (Figure 1) that future
research can empirically test.in
addition, managerial and academic
implications are also provided from
the study findings.
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6. IMPLICATIONS OF THE
STUDY

6.1. Managerial implications

The present study shows how
employee engagement can be
increased through disruptive HRM
technologies. The idea is vital for
HR practitioners as it provides a
novel way to incorporate HRM
technology to increase employee
engagement. The present study's

findings commonly imply that
practitioners  assess  employee
engagement  levels and find
remedies. Particularly the first

perspectives in this study convince
HR  practitioners  about  the
contemporary nature of employee
engagement. At the same time, the
second perspective implies that
managers adopt disruptive HRM
technologies. Some HR practices
must alter due to the deployment of
disruptive HR technology. For
example, flexible working patterns,
remote working, and changes in
labor regulations (Bersin, 2017a;
Schwab, 2016; Waddill, 2018), the
study's findings can encourage the
applicable authorities and
institutions to do so. Furthermore,
the findings suggest that managers
should be aware of preparing staff to
aid in such technology adoption and
vendor businesses releasing more

disruptive HRM technology
solutions.
6.2. Academic and research
implications

This study contributes substantially
to our understanding of disruptive
HR technologies' perceived
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desirability to promote employee
engagement. Further, the study
revealed that work- family conflicts
reduce employee engagement,
whereas changing gender
stereotypes drive increased
employee engagement. Further, the
moderated mediation model
proposed in the present study is the
other implication for academia. It is
new knowledge to understand and
improve employee engagement.

Additionally, three domain theories,
namely Organization Role Theory
(Biddle, 1986; R. L. Kahn et al.,
1964), Social Role Theory (Eagly et
al., 2020; Goffman, 1961), and the
Job Demand Resource Model
(Bakker & Demerouti, 2007;
Demerouti et al., 2001; Schaufeli &
Bakker, 2004) were used to gound
the phenomenon of the present

study. The Organization Role
Theory, in particular, shows the
impact of changing  gender
stereotypes on work-family

conflicts. The Social Role Theory
supports the impact of changing
gender stereotypes on employee
engagement. The Job Demands
Resource Model illustrates the
impact of work- family conflicts on
employee engagement and the
perceived desirability of disruptive
HR technologies on employee
engagement. Furthermore, the Job
Demands Resource Model supports
the moderating impact of perceived
desirability for disruptive HR
technology on the negative impact
of work- family conflicts on
employee engagement (the
moderated mediation impact). The
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underlying assumption of all three
theories is that the negative
consequences (work-  family
conflicts) of role attitude changes
(gender roles) can be minimized by
providing resources (disruptive HR
technologies).

Aside from that, the perceived
desirability of disruptive HR
technology is a newly established
construct. The concept explicitly
refers to disruptive HR
technologies' desirability rather than
the desirability of conventional
technology. Only the term
technology intention can be found in
the existing literature (Davis &
Davis, 1989; Moghavvemi, 2017).
However, contemporary human
resource management technologies
are disruptive HR technology
(Bersin, 2017b, Bersin 2019;
Dharmasiri, 2017; Ginac, 2018;
Khanna, 2019; Sivathanu & Pillai,
2018; Ulrich, 2017; Waddill, 2018).
As a result, the construct is
contemporary,relevant, and specific.

Concerning future research
directions, the proposed model was
presented in terms of two
perspectives that future researchers
can empirically test. In the exercise
of empirical investigations,
establishing measurement scales is
vital. Thus, changing the gender
stereotype and work-family
conflicts can be measured through
prevailing scales, as there is much
in the literature. However, as the
newly established variable, the
perceived desirability of disruptive
HRM  technologies lacks a
comprehensive measure; future
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researchers can develop a
measurement scale using the items
in the technology acceptance
theories in the literature. Thus the
findings of the study imply that

study.

APPENDIX

future researchers to empirically
test and validate the measurements
of the variables proposed in this

Table 1: Definitions of Employee Engagement

Definition

Author

High levels of activation and pleasurecharacterize
employees' persistent, positiveaffective-motivational
state of fulfillment.”

(Maslach et al., 2001)

Individual’s involvement and satisfaction withas well
as enthusiasm for work.”

(Harter et al., 2002)

Simultaneous employment and expression of a person’s
“preferred self” in task behaviors thatpromote
connections to work and to others,personal presence
(physical, cognitive, and emotional), and active, full-
role performance

(Saks, 2006)

An employee’s cognitive, emotional, andbehavioral
state is directed toward desired
organizational outcomes.

(Shuck & Wollard,
2010)

“a positive, fulfilling, work-related state of mind
characterized by vigor, dedication, and absorption.”
Vigor is characterized by being energetic and resilient
at work, investing one’s effort, and being persistent
during difficulties. Dedicationrefers to feeling valued,
inspired, proud, and passionate at work. Absorption is
regarded as having high levels of concentration and
focus atwork or energetic involvement with fulfilling
activities that enhance the person’s sense of professional
efficacy.

(Albrecht et al., 2015;
Bakker, 2011; Harter et
al., 2002; Maslach &
Leiter, 2008; May et
al.,2004; Schaufeli et
al.,2002; Schaufeli &
Bakker, 2004;

Turner,

2020)

Source: Authors Construct, (2022)

Table 2: Antecedents of Employee Engagement

Antecedents, Authors, and Year of Publication

(Andrew & Sofian, 2012) Job Design and
Characteristics (Rana et al., 2014)

Job factors: task characteristics, role characteristics, work interaction (Kahn,1990),
work environment (Harter et al., 2002), job enrichment (May et al., 2004), job
characteristics (Saks, 2006), Job Fit (Shuck et al., 2011b), Co-Employee Support
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Organizational Factors: group and inter-group dynamics, management style and
process, organizational norms (Kahn,1990), direct supervisor, senior management
team, colleagues (Harter et al., 2002), work role fit, rewarding co-workers,
supportive supervisor (May et al., 2004), support, sense of fairness, interpersonal
consumption, and conflict (Yi-wen & Yi- qun, 2005),: available job resources
(Bakker & Demerouti, 2008a; Montgomery et al., 2003; Salanova & Schaufeli, 2008;
Schaufeli & Bakker, 2004), Job Control, Job Participation, Job Feedback, Job
Rewards, Job Security, Supervisor Support (Salanova & Schaufeli, 2008),
Autonomy, Performance Feedback, Social Support, Supervisory Coaching (Bakker
& Demerouti, 2008a) corporate culture (Brunetto et al., 2014), clear expectations,
corporate social responsibility, encouragement, feedback, hygiene factors, job
characteristics, job control, Job Fit, Leadership, Level of Task Challenge, Manager
Expectation, Manager Self-Efficacy, Missionand Vision, Opportunities for Learning,
Perception of Workplace Safety, Positive Workplace Climate, Rewards, Supportive
Organizational Culture, Talent Management, Use of Strength (Wollard & Shuck,
2011), Strategy, Talent Management and Culture (Turner, 2020), Job Demands, Work
Home Interference (Montgomery et al., 2003; Peeters et al., 2005),rewards and
recognition, procedural justice, distributive justice (Saks, 2006), Supervisor and Co-
Worker Relationships, Workplace Environment, HRD Practices (Kura et al., 2019;
Memon et al., 2021; Rana et al., 2014), Internal Communication (Tkalac Ver¢ic,
2021), participation in CSR activities (Nazir et al., 2021), Transformational
Leadership (Edelbroek et al., 2019), opputunities for creativity(Ghosh et al., 2020),
Organizational identification (sense of belongingness) (Men et al., 2020)
Trust:Senior Management (Holland et al.,, 2017), Supervisor (Mohanty &
Arunprasad, 2021), Co- Worker (Mohanty & Arunprasad, 2021).

Individual factors: physical energies, emotional energies, insecurity, outside life
(Kahn,1990), Family Work Interference (Lieke et al., 2010), Home Demands, Home
Work Interference (Peeters et al., 2005), Home Resources (Montgomery et al.,
2003),self-consciousness (May et al., 2004), neuroticism, extraversion and mobility
(Langelaan et al., 2006) resilience (Bakker et al., 2006) Optimism, Self-Efficacy,
Resilience, Self Esteem (Bakker & Demerouti, 2008) Absorption, Available to
Change, Coping Style, Curiosity, Dedication, Emotional Fit, Employee Motivation,
Employee Work-Family Status, Feelings of Choice and Control, Higher Levels of
Corporate Citizenship, Involvement in Meaningful Work, Link Individual,
Organizational Goals, Optimism, Perceived Organizational Support, Self-Esteem,
Self-Efficacy, Vigor, Willingness to Direct Personal Energies, Work-Life Balance,
Core Self-Evaluation, Value Congruence (Wollard & Shuck, 2011) Affective
Commitment, Psychological climate (Shuck et al., 2011b), Team Relationships,
Positive events, Empowerment, Opportunity to Voice Ideas or Concerns, Employee
Welfare, Recognition of Individual Contribution, Career and Professional
Development, Reward and Recognition (Turner, 2020),perceived organizational
support (Bentley et al., 2019; Saks, 2006; Sihag, 2021), perceived supervisor support
(Saks, 2006), Psychological capital (Chen & Peng, 2021; Y. Li et al., 2018; Sihag,
2021), Job Satisfaction (Hameduddin & Lee, 2021), Continuance

Commitments (Ibrahim & Al Falasi, 2014)

Source: Author conception, (2022)
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Perceived Desirability of
Disruptive HRM

Work-Family Technologies

Confleits /
Gender Employee
Stereotype Engagement
Change >

Figure 1. Conceptual Framework

Source: Authors’ compilation (2022)
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