





AI Acknowledgement

I acknowledge the use of My bib referencing programme 
https://www.mybib.com/#/projects/kN13rY/citations 

I confirm that I have not presented any AI generated text as my own work. 


Executive summary

The study looks at ways to invest in Human Resource (HR) technology because of the rise of digitalisation, competition, and changing expectations of workers. The analysis concentrates on two critical HR domains: employee engagement and learning and development, as both are significantly associated with organisational performance, employee retention, productivity, and workforce capabilities. The report looks at how certain HR technologies can provide value, give a business an edge over its competitors, support sustainable business practices, and solve problems in the hotel industry. It does this through a qualitative case study and secondary research.
The research paper talks about how HR technology has changed throughout time, from manual methods to AI-powered digital platforms. It also talks about the pros and cons of using these new technologies. A SWOT and PESTEL study is used to look at the things that affect investment decisions both inside and outside the company. Culture Amp and Microsoft Viva Glint are looked at for employee engagement, and Connecteam and Workday are looked at for learning and development. The results show that HR technology can make things more efficient, help people make better decisions, improve the employee experience, onboarding, retention, and workforce development. However, it may also come with problems including high costs, integration issues, employee resistance, and data privacy concerns.
The paper says that investing in HR technology makes sense from a strategic point of view as long as it meets the needs of the organization and is done in an ethical way. It says that Culture Amp is the best tool for getting employees involved and Connecteam is the best tool for learning and growth in the hospitality industry.
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HR Technology Investment Report

[bookmark: _Toc227236903][bookmark: _Toc227236936][bookmark: _Toc227240056]Introduction
As businesses try to meet the needs of their shifting workforces, the fast digitalisation of the workplace, and the growing pressure from competitors, human resource (HR) technology has become an important part of modern corporate strategy Mohdzaini (2023). AI, machine learning, robotic process automation, and conversational interfaces are all making HR better by making it possible to manage people more quickly, accurately, and personally (Mortensen, 2023). HR technology now supports strategic goals including improving the employee experience, growing the skills of the workforce, and boosting the performance of the organization, rather than only providing an administrative purpose (Charan, Barton and Carey, 2015). In this situation, putting money into HR technology is becoming more and more seen to create long-term value for the organisation and support growth.
The focuses is on two important HR areas: learning & development and employee engagement. The following has been chosen due to they are strong relation to how well employees do their jobs, how long they stay with the company, how much work they get done, and how well the company as a whole works. The report's goal is to find out how digital HR solutions may help with current problems in the organisation while also providing strategic and operational benefits. The need to look at how they can provide value, give the company an edge over the competitors, helps run the business in a way that is good for the environment, and meet the needs of the organisation must be smart in implementing the technology and focus on the mid-career morale professionals (Mohdzaini, 2026). When an organisation wants to use an AI system, it needs to think about important factors like costs, potential hazards, and ethical considerations that come up when using new technology Mohdzaini (2023). Lastly, the report will look at two suggestions for investments, one for each priority area, this will help senior management make smart choices and steer future HR changes.
[bookmark: _Toc227236904][bookmark: _Toc227236937][bookmark: _Toc227240057]Methodology
This report employs a qualitative case study methodology supplemented by secondary research to assess investment opportunities in HR technology. This approach is appropriate as the report seeks to analyse the strategic, operational, and ethical ramifications of HR technology investment rather than quantify numerical results. The analysis concentrates on two designated HR priority domains: employee engagement and learning and development, evaluating the prospective value of various technology solutions within a practical organisational context. By using this context, the report can look at how HR technology could meet the needs of a specific organisation and help the business do well over the long term.
The report draws on secondary sources, including academic journal articles, industry reports, company websites, and practitioner publications. These sources gives both a theoretical and a practical look at the latest HR technologies. By looking at things like how well the technology can deliver value, give the company an edge over its competitors, support sustainable business practices, and solve problems within the organisation. Costs, implementation needs, risks, and moral issues are also considered. This method has a flaw because it uses secondary data, which means that the results may not accurately show the costs or results of implementing something in a certain organisation.

[bookmark: _Toc227236905][bookmark: _Toc227236938][bookmark: _Toc227240058]HR Technologies 
Over time, human resource technology has come a long way (Westford University College, 2022), It has gone from simple, manual personnel management to advanced digital systems that help with strategic decision-making throughout an employee's life cycle. Before, most HR tasks were done in person and on paper. Candidates often came into companies, filled out paper applications, and were interviewed right away or soon after by a manager. Most of the time, hiring decisions were based on people's judgement, limited records, and first impressions. HR also had to do training, performance reviews, and communication with employees by hand, which made the processes slower, less consistent, and harder to keep an eye on.
As companies got bigger and the business world got more competitive, HR started using digital tools to make things run more smoothly and keep better records. This started with simple systems for attendance, payroll. (See appendix 1-4)

[bookmark: _Toc227236906][bookmark: _Toc227236939][bookmark: _Toc227240059]Background of HR Technology
Automation and AI are changing how HR services are delivered, which is why HR technology is so important for modern businesses. In the 2018 communicate, McKinsey says that automation is a key part of HR which means that needs to go beyond just managing people and start providing consistent, high-quality service to employees while getting more value from their skills. Robotic process automation, machine learning, and cognitive agents are some of the technologies that can automate many "hire-to-retire" tasks, like onboarding, writing offer letters, and using chatbots to answer employee questions (Bustamante and Gandhi, 2018). This makes things faster, more accurate, more compliant, and less expensive, and it frees up HR staff to do more important work. The text also says that automation in HR needs to be redesigned and may be harder to justify in smaller HR functions unless it is part of a larger business strategy.
Durth, Goran and Hancock (2026) change this point of view by showing how AI is now a part of daily work. AI use has grown quickly, but employees' priorities have stayed mostly the same. They still care most about meaningful work, flexibility, career growth, supportive leadership, and recognition. AI is also changing how people work, especially for people just starting out in their careers and those who are very good at using AI. The main point is that businesses need to use technology, have strong leaders, train their workers, and have specific plans to keep their best employees to stay competitive in the future of work.

[bookmark: _Toc227236907][bookmark: _Toc227236940][bookmark: _Toc227240060]SWOT
Strengths 
· Efficiency (Damnjanović et al., 2025)
· Accuracy
· Automate tasks (Hourani, 2025)
· Communication
· Cuts down mistakes
· Remote access
· Record keeping
Weaknesses
· Big data gathering needs (Arwen Tech, 2025)
· Employee resistance (Evans-Pughe, 2017)
· Remote workers engagement (Ledet et al., 2020)
· Employee relations (Mortensen, 2023)
· Integration
Opportunities
· Competitive advantage (Pricewater House Coopers, 2025)
· Talent retention
· Development (Schaudt and Schlegel, 2023)
· Engagement (CIPD, 2021)
· Detailed analytics
· Planning
Threats
· Cybersecurity
· Data privacy
· Moral issues
· Loss of founds
· Poor implementation
· Poor update
· Poor Clarity
· Negative culture impact
· Trust
(Fenech, Richards and Formosa, 2024)
(See Appendix 5).

[bookmark: _Toc227236908][bookmark: _Toc227236941][bookmark: _Toc227240061]Priority HR Areas to focus the new technology Employee Engagement

Many businesses are worried about employee engagement because it has a direct impact on productivity, retention, employee well-being, and the overall performance of the business. Poor communication, feedback, unclear career paths, and inconsistent management practices all make it harder for people to get involved in their work (Charan, Barton and Carey, 2015). It's also harder for leaders to keep strong ties with employees and spot early signs of unhappiness especially when people work from home or in a hybrid setting (Vyas, 2022). Therefore, companies may have more employees who don't show up for work, less motivation, less teamwork, and more staff turnover, these problems make it hard to run a business and cost money, so HR technology should focus on employee engagement.
[bookmark: _Toc227236910][bookmark: _Toc227236943][bookmark: _Toc227240062]Microsoft Viva Glint

It is an engagement platform that works with Microsoft and has surveys, dashboards, manager advice, and AI-assisted analysis. It adds value by making it easier to measure engagement and add it to daily work systems. Its competitive edge comes from how well it works with other Microsoft tools, which can make it easier to use and less of a hassle to set up. Viva Glint helps businesses that want to be more environmentally friendly by encouraging efficient digital processes and helping companies make their workplaces more supportive. It is a good choice for businesses that already use Microsoft 365 and want a practical, all-in-one way to get people involved (Microsoft, 2026).
[bookmark: _Toc227236911][bookmark: _Toc227236944][bookmark: _Toc227240063]Culture Amp

Is an employee experience platform that offers retention insights, engagement surveys, analytics, and AI-supported comment analysis. It helps HR teams get feedback from employees in real time and turn that feedback into actions that can be measured. The platform can give you a competitive edge by helping you keep employees, build a stronger culture, and make decisions based on evidence. It also helps businesses be more sustainable by promoting employee health, lowering unnecessary turnover, and fostering a healthier workplace culture. Culture Amp is a good fit for organisations that want to boost engagement, improve people analytics, and give managers clearer insights into their employees (Culture Amp Pty Ltd, 2026).
[bookmark: _Toc227236912][bookmark: _Toc227236945]Presentation and comparison of Culture Amp and Microsoft Glint Employee engagement technologies (See appendix 6).
[bookmark: _Toc227236913][bookmark: _Toc227236946][bookmark: _Toc227240064]Employee Learning and developing

Learning and Developing is important because AI is changing the skills needed for many jobs, so upskilling and reskilling are necessary for staying competitive, flexible, and resilient in the workforce. According to (Morandini et al., 2023) It says that companies need to figure out what skills they need, offer development opportunities on the fly, and create a culture of continuous learning so that employees can use new technologies and stay employable.
[bookmark: _Toc227236914][bookmark: _Toc227236947]
[bookmark: _Toc227240065]Connecteam 

Connecteam (2026) is a useful Learning and Development tool for businesses that need quick, easy, and mobile-first training, especially for employees who work on the front lines or don't have a desk. Connecteam is different from traditional learning systems because it sends training directly to employees' phones. This makes it great for workforces that are spread out, work shifts or work in the field. Mobile training courses, onboarding tools, quizzes, real-time progress tracking, compliance records, pre-made templates, and an AI course creator that can make course content quickly are some of its best features. This makes the platform especially helpful for businesses that need to train employees quickly and keep things consistent across teams and locations.
[bookmark: _Toc227236915][bookmark: _Toc227236948]
[bookmark: _Toc227240066]Workday

Workday (2026) is a talent management program is meant to help companies build and keep an AI-enabled workforce by bringing together hiring, training, talent development, and employee experience into one platform. One of the best things about the program is that it uses artificial intelligence to help with every step of the talent journey, from finding and hiring people with a lot of potential to helping them improve their skills and encouraging them to grow in their careers over time. Workday connects hiring, learning, and development into one system instead of treating them as separate HR tasks. This lets companies manage talent more strategically.
One of the most important parts of the program is its dynamic skills foundation, which stores skills data throughout the employee's career. This helps businesses find gaps in their employees' skills, support individualised growth, and make better plans for their workforce. The platform also encourages internal mobility with tools like talent marketplaces, succession planning, and AI-powered talent mobility solutions. These help businesses use talent better and keep employees happy and, on the job, longer.
Presentation and comparison of Connecteam and Workday (See Appendix 7)

[bookmark: _Toc227236916][bookmark: _Toc227236949][bookmark: _Toc227240067]Why Organisations Invest in HR Technology

Putting money into HR technology is a smart move because it makes employees more capable, keeps them engaged, and helps managers make decisions based on data (Mcrae et al., 2025). When it comes to money, businesses need to think about the costs of buying or subscribing to something, the costs of setting it up and training employees, and the costs of ongoing maintenance or licensing. Even though these costs are high, the expected benefits include better compliance, more efficient work, less administrative work, better retention, and faster employee development. There are, however, risks, such as people not wanting to change, low adoption, problems with integration, and the chance that the expected benefits won't happen. Ethics are also important, especially when it comes to data privacy, openness, and possible bias in systems that use AI. In general, the return on investment can mean both saving money and making the organization work better.

[bookmark: _Toc227236917][bookmark: _Toc227236950][bookmark: _Toc227240068]PESTEL Analysis for HR Technology Investment in Hospitality

Political
Investing in HR technology is in line with the UK's larger goals, but systems should be chosen and put into place in ways that make people management fairer and up-to-date (Quilliam, 2025).
Economic
Technologies that cut down on turnover, speed up onboarding, and boost productivity are good for business because they can lower replacement costs and make the workforce more stable (Raza et al., 2025).
Social
This strengthens the case for engagement platforms and digital learning tools that improve employee voice, manager support, career development, and continuous upskilling (Duran et al., 2025).
Technological
Lopes et al. (2026) say that hospitality businesses should focus on platforms that are easy to set up, work well on mobile devices for front-line teams, and can handle analytics, skills tracking, and quick manager action.
Environmental
HR technology can help the environment by cutting down on paperwork, limiting training that requires a lot of travel, and making digital workflows more efficient (Al-Ghalabi et al., 2024).
Legal
HR platform must have strong data governance, privacy safeguards, clear employee communication, and careful oversight of AI-supported analytics or decision-making (Spulbar, 2026).

[bookmark: _Toc227236918][bookmark: _Toc227236951][bookmark: _Toc227240069]Conclusion 

Investing in HR technology is not just a way to make things run better it's also a strategic necessity, the study shows that learning and development and employee engagement are the most important areas to focus on because they have a direct effect on retention, productivity, employee health, and the overall performance of the organisation.
The platforms that were looked at show that HR technology can add value by giving better insight into the workforce, increasing engagement, speeding up training, and making better decisions. Culture Amp and Microsoft Viva Glint both have great ways to get people involved, while Connecteam and Workday have different ways to learn and grow, these technologies are especially useful for hospitality businesses because they can help with high turnover, the need for faster onboarding, and the difficulty of managing employees who work in person and remotely. In general, investing in HR technology is a good idea if it meets the needs of the organization, is set up and run in a fair way, and is used in a way that is fair. There are risks, like costs, problems with integration, and worries about data privacy, but the long-term benefits are likely to be better employee performance, a better employee experience, and a more sustainable business.

[bookmark: _Toc227236919][bookmark: _Toc227236952][bookmark: _Toc227240070]Recommendation

Analysis suggests Culture Amp for staff engagement and Connecteam for learning and development as technological investments is a good pick as Culture Amp is ideal for companies that want to boost employee engagement, retention, and culture. For detecting employee complaints and converting them into quantifiable solutions, its real-time feedback, retention insights, and people analytics are invaluable. This is crucial in hospitality, where staff turnover is significant and employee experience affects service quality. Culture Amp promotes sustainable company practices by boosting employee well-being and decreasing recruitment and onboarding costs caused by low retention.
Connecteam's mobile-first, practical solution for fast, regular training is suggested for learning and growth. It's ideal for frontline, shift-based, or remote professionals that need training at work. Managers can swiftly build, distribute, and track course completion, making training more efficient and manageable. This can speed up onboarding, compliance, and workforce capability while lowering administrative overhead.
These two platforms mix strategic importance and usability well: Culture Amp improves engagement and retention, while Connecteam accelerates learning. Both systems require successful installation, manager involvement, and data protection, but they may improve workforce stability, employee growth, and organisational performance over time.
(See appendix 8)
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lanalyses responses through surveys and
lanalytics tools, uses Al-supported comment
lanalysis to identify patterns, and helps HR and
Imanagers turn insights into measurable actions.

(Collects employee feedback through surveys,
presents results through dashboards and reports,
uses Al-assisted analysis to identify patterns and
issues, and provides managers with guidance for
laction planning.

Improves employee feedback processes,
provides real-time workforce data, supports
levidence-based action planning, helps measure
lengagement and retention trends, and
strengthens HR’s strategic role.

Makes engagement easier to measure, supports
regular monitoring of employee sentiment, helps
integrate engagement into everyday work systems,|
land improves decision-making through accessible
dataand insights.

Helps retain employees, supports a stronger
organisational culture, improves decision-making
[through workforce data, and enables managers to|
respond more effectively to employee needs.

Its main advantage is strong integration with
Microsoft 365 and other Microsoft tools, making
ladoption easier, reducing setup complexity, and
creating efficiency through a familiar digital
lenvironment.

Promotes employee wellbeing, reduces
unnecessary turnover, supports a healthier and
more inclusive culture, contributes to long-term
|workforce stability, and lowers indirect

recruitment costs.

Supports efficient digital processes, reduces
reliance on paper-based engagement methods,
helps create a more supportive workplace, and
imay improve employee wellbeing and retention.

Best suited to organisations aiming to improve
lengagement, retention, people analytics, and
manager insight. Particularly relevant where
lculture and retention are major concerns.

Best suited to organisations already using
Microsoft 365 and looking for a practical,
integrated engagement solution with accessible
reporting and streamlined implementation.

IStrong focus on engagement and retention, useful|
for measurable HR outcomes, but effectiveness
ldepends on whether managers act on the
linsights. May also require staff training and
lchange management.

Strong in convenience, integration, and ease of
ladoption, but may be less distinctive for
lorganisations wanting a highly specialised
'standalone engagement platform. Its success also|
ldepends on manager action.

Best use case

(Organisations seeking a specialist employee
lexperience platform with strong analytics and
lculture-building capability.

(Organisations already embedded i the Microsoft
lecosystem and looking for an integrated all-in-one
lengagement solution.
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Workday

Connecteam is a mobile-first
Leaming and Development
platform designed for quick,
practical training, especially for
frontline, non-desk, shift-based, or
field employees. It delivers training
directly to employees’ phones,
making learning highly accessible.

Workday is a talent management
and workforce development
platform that integrates hiring,
learning, talent development, and
employee experience into one Al-
enabled system. It is designed to
support long-term workforce growth
and strategic talent management.

Mobile training courses,
onboarding tools, quizzes, real-
time progress tracking, compliance
records, pre-made templates, and
an Al course creator.

Integrated hiring, learning, talent
development, employee experience
tools, dynamic skills foundation,
talent marketplace, succession
planning, and Al-powered talent
mobility solutions.

How the platform
\works

Sends training and onboarding
directly to employees’ phones,
tracks progress live, supports
compliance monitoring, and allows
managers to create courses
quickly using templates or Al-
generated content.

Connects recruitment, leaming, and
development into one system, using
/Al and skills data to track employee
growth, identify skill gaps, support
development, and promote internal
mobility.

How it delivers
value

Speeds up training delivery,
improves accessibility, reduces
administrative burden, supports
consistent onboarding, and helps
organisations train workers quickly
across multiple locations.

Delivers value by managing the full
talent journey in one place, helping
organisations identify capability
gaps, personalise development,
and link leaming with workforce
planning and long-term career
growth.

Competitive
advantage

Provides an advantage through
fast, mobile, and scalable leaming
for distributed workforces. It is
especially useful where quick
onboarding and operational
consistency are important.

Provides competitive advantage
through its integrated and strategic
approach to talent development, Al-
supported workforce insights, and
ability to improve internal mobility,
retention, and long-term capability
building.

Reduces paper use, lowers the
need for face-to-face training, cuts
travel and logistical costs, and
supports continuous learning at
lower cost.

Supports sustainable workforce
development by promoting internal
growth, reducing dependence on
external hiring, and helping
organisations make better long-
term decisions about skills and
talent.
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Criteria   Culture Amp   Connecteam  

Priority HR area   Employee Engagement   Learning and Development  

Main purpose   Improves employee engagement,  retention, and workplace culture  through surveys, feedback, analytics,  and retention insights   Delivers fast, mobile - first training and  onboarding for frontline, shift - based,  and remote employees  

Strategic fit for  hospitality   Strong fit where high turnover, low  morale, and inconsistent feedback  affect service quality and retention   Strong fit where rapid onboarding,  compliance training, and consistent  learning are needed across dispersed  teams  

Key benefits   Real - time employee feedback, stronger  people analytics, better manager  insight, improved wellbeing, lower  turnover   Faster training delivery, easier  onboarding, real - time completion  tracking, improved compliance,  reduced admin burden  

Competitive  advantage   Helps retain staff, strengthen culture,  and support evidence - based people  decisions   Helps staff become productive faster  and ensures more consistent service  standards across locations  

Sustainability  contribution   Supports healthier workplace culture,  improved wellbeing, and lower  recruitment waste caused by high  turnover   Reduces paper use, travel - based  training, and time costs while enabling  continuous digital learning  

Risks /  disadvantages   Success depends on manager follow - up; possible survey fatigue; may require  change management and staff training   May be less suitable for advanced  enterprise talent development; depends  on employee access to mobile devices  and digital confidence  

Ethical  considerations   Data privacy, confidentiality of  feedback, responsible use of analytics,  transparency in how employee data is  used   Fair access to digital learning, data  privacy, transparency in monitoring  completion, avoiding over - surveillance  

Implementation  considerations   Requires clear communication,  manager training, and action planning  after surveys   Requires mobile adoption, content  setup, manager oversight, and regular  updating of training material  

Potential business  impact   Higher retention, stronger engagement,  better employee experience, improved  service quality   Faster onboarding, stronger  compliance, more consistent training,  improved workforce capability  

Overall appraisal   Best choice for improving engagement  and reducing turnover in a hospitality  environment   Best choice for practical, scalable, and  cost - effective frontline learning in  hospitality  

 


