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ABSTRACT : 

This research examines the impact of automation and empathy on human resource (HR) practices and employee retention, with a particular focus on ATQ Metro 

Pvt. Ltd., an engineering company specializing in industrial metrology and dimensional measurement. As HR automation becomes increasingly prevalent, this 

study explores the role of Human Resource Information Systems (HRIS), such as PagarBook, in streamlining administrative tasks like attendance tracking, payroll, 

and leave management. Additionally, the research investigates the importance of maintaining a human-centric approach in HR, emphasizing empathy in 

communication, employee well-being, and personalized learning and development. By combining automation with empathetic HR practices, organizations can 

enhance employee engagement, job satisfaction, and retention. The findings reveal that ATQ Metro has successfully integrated automation into HR processes while 

retaining a strong focus on employee welfare. The company’s low attrition rate (less than 5%) and high retention rate (over 90%) demonstrate the effectiveness of 

this dual approach. The research concludes with recommendations for optimizing HR automation, strengthening empathetic communication, and enhancing 

employee development programs to sustain high employee satisfaction and retention rates. This study underscores the critical role of blending technology with 

empathy to foster a productive and supportive work environment. 

INTRODUCTION : 

Background: 

In the evolving landscape of human resources, automation and empathy have emerged as pivotal elements that shape modern HR practices and influence 

employee retention. This research explores the impact of these elements on HR practices at ATQ Metro Pvt. Ltd., a specialized engineering company 

based in Pune with branches across India. Established in 2011, ATQ Metro is ISO 9001 certified and recognized for its expertise in industrial metrology 

and dimensional measurement. The company’s commitment to precision, quality, and customer-centric solutions drives its success across industries, and 

a robust HR strategy is essential to support and sustain this growth. 

Objectives: 

1. Examine the Role of Automation in HR Practices 

2. Analyze the Impact of Empathy on Employee Engagement and Retention 

3. Assess the Integration of Automation and Empathy in Enhancing Employee Satisfaction 

4. Evaluate the Effectiveness of HR Practices in Reducing Attrition 

5. Provide Recommendations for Optimizing HR Practices at ATQ Metro 

6. Examine the Role of HR Analytics in Decision-Making 

Significance:  

Automation, a transformative force in HR, involves the use of software to streamline repetitive administrative tasks, thereby enabling HR professionals 

to focus on strategic activities that add value to the organization. ATQ Metro’s adoption of PagarBook HRIS represents a significant step in modernizing 

its HR operations. By automating attendance, payroll, and data management, ATQ Metro has reduced administrative burdens, improved efficiency, and 

facilitated data-driven decision-making. These technological advancements contribute to an efficient HR system that enhances productivity and 

compliance, aligning with ATQ’s standards of quality and precision. 

However, technology alone is not enough to ensure a satisfied, engaged workforce. Empathy and a human-centered approach remain critical in fostering 

a supportive work environment, reducing turnover, and enhancing employee retention. Empathy in HR involves understanding and addressing the 

http://www.ijrpr.com/
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individual needs of employees, creating a culture of inclusivity, and promoting well-being through initiatives like employee engagement events and 

wellness programs. At ATQ Metro, these efforts have led to improved employee satisfaction and reduced attrition, ensuring that the company retains top 

talent to maintain its competitive edge. 

This research will examine the role of automation and empathy in shaping HR practices at ATQ Metro, emphasizing how a balanced approach that 

combines technological efficiency with a human-centric focus contributes to better employee retention and overall organizational success. By analyzing 

ATQ Metro’s HR practices, this study seeks to offer insights into the potential benefits and challenges of integrating automation with empathetic HR 

management in high-tech industries. 

LITERATURE REVIEW : 

The integration of automation in HR practices has been a transformative trend across various industries, reshaping traditional processes and redefining 

employee management. The literature on HR automation reveals a spectrum of perspectives on how automation impacts efficiency, employee 

engagement, and overall HR effectiveness. This review synthesizes key insights from recent research to provide a foundation for understanding the role 

of automation and empathy in modern HR practices. 

HR automation, as defined by Techtarget, involves using software to streamline repetitive HR tasks such as payroll processing, attendance tracking, and 

benefits administration, allowing HR professionals to redirect their focus toward strategic, value-adding activities (Techtarget, 2024) option of HR 

automation can reduce errors, increase operational efficiency, and provide HR teams with tools to manage large amounts of data accurately. However, 

implementing automation effectively requires both initial investment and training, which can pose challenges in resource allocation for organizations new 

to this approach. 

Peoplebox elaborates on the benefits of HR automation, highlighting that automated systems can reduce manual administrative work, allowing HR teams 

to focus on employee engagement, career development, and retention strategies. For instance, automation tools enable data analytics that help HR 

professionals track employee sentiment and analyze turnover trends (Peoplebox, 2024) . With fke employee self-service, HR systems empower employees 

to independently manage tasks such as updating personal information and requesting time off, which leads to higher engagement and satisfaction. 

AIHR also emphasizes the strategic advantages of HR automation in transforming HR departments from administrative units into strategic partners within 

organizations. Automated systems such as HRIS (Human Resource Information System) streamline workflows, from recruitment to on boarding, and 

foster a data-driven approach to decision-making (AIHR, 2024) . HR automation it only internal operations but also external recruitment processes by 

reducing the time-to-hire and enhancing candidate experiences. 

Workato’s exploration of HR automation presents practical examples of automation tools in action, showing how automation can manage processes like 

employee onboarding, compliance checks, and performance management (Workato, 2024) . These tools also supported by standardizing procedures and 

reducing the risk of non-compliance with legal and organizational standards, which is critical for ISO-certified companies such as ATQ Metro. Workato’s 

analysis reinforces the importance of combining automation with empathy to address the nuanced needs of employees, ensuring they feel supported and 

valued despite the technological shift. 

Collectively, these studies highlight that while automation enhances efficiency and accuracy, a purely mechanized approach may not suffice for 

maintaining employee satisfaction. The human-centric elements of HR—empathy, active listening, and personalized engagement—remain essential to 

fostering a supportive work environment and reducing attrition. As HR departments continue to evolve, a balanced approach that integrates automation 

with empathetic management appears most effective for sustaining employee well-being and organizational success in the long term. 

COMPANY PROFILE : 

Company Name: ATQ Metro Pvt Ltd 

Company Website: www.atqmetrology.com (update as per actual website) 

Founded: 2019 

Director: Mr. Sanjay Desai & Mrs. Dhanashree Desai 

No. of Employees: 45+ 

Address: Mahasainik Industrial Estate No. 51, Plot No. T-153/1 MIDC BHOSARI,  

Pune-411026, Maharashtra 411026 

 

ATQ METRO is an ISO 9001 engineering company specialized in the field of Industrial 2D/3D Metrology, Dimensional Measurement, Reverse 

Engineering and Traceability. Thanks to the experience of its employees, ATQ METRO offers its customers the best solutions right to the needs, using 

advanced technologies to create efficient inspection systems. ATQ METRO is committed to ensuring that all of our Products are of the highest possible 

ACCURACY unmatched TRUST and superior QUALITY. We offer a wide range of products for contact and non-contact measurement used in 

production, quality control, manufacturing and research. 

Overview: 

ATQ Metro Pvt Ltd, an ISO 9001-certified company, is a leading Indian manufacturer of precision metrology instruments. Known for quality and 

innovation, ATQ Metro caters primarily to SMEs and MSMEs across 40+ industry sectors, offering over 50 specialized products. 

Market Positioning and Growth: 

Operating with a robust distribution network across six Indian states, ATQ combines advanced tech centers with a customer-focused approach to drive 

informed purchases. Recognized as a fast-growing company in 2022, ATQ Metro is committed to addressing market needs in the capital-intensive 

metrology sector. 

 

http://www.atqmetrology.com/
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Strategic Focus: 

ATQ Metro emphasizes engineering excellence and customer satisfaction, striving to improve its market presence and expand digital outreach to bolster 

its competitive edge. 

RESEARCH METHODOLOGY : 

Statement of the problem: 

To study automation in day-to-day HR practices and evaluate the role of empathy and human-centric behaviour in employee attrition and retention. 

Need for Study: 

In the current business environment, human resources (HR) play a crucial role in ensuring organizational success. As organizations grow and evolve, 

managing human capital efficiently becomes more complex. Automation in HR practices is seen as a solution to streamline processes, reduce 

administrative burdens, and increase accuracy. However, while automation enhances efficiency, there is a growing concern that it may lead to a decrease 

in the personal touch that is essential for employee satisfaction and engagement. 

Empathy and human-centric approaches are vital in HR to ensure that employees feel valued and understood. This study aims to explore how automation 

can be balanced with empathy to enhance employee retention and reduce attrition. Understanding this balance is crucial, especially in a time when 

organizations are facing high turnover rates and the need for a stable, motivated workforce is more critical than ever. 

Objectives: 

• To analyse the impact of automation on day-to-day HR practices: Understand how automation tools are being implemented in HR 

operations such as recruitment, onboarding, performance evaluation, and employee engagement. 

• To evaluate the role of empathy in HR processes: Investigate how empathy and a human-centric approach can be integrated with automated 

systems to improve employee experience. 

• To assess the relationship between HR automation, empathy, and employee retention: Examine whether the inclusion of empathy in 

automated HR processes affects employee loyalty and reduces attrition rates. 

• To provide recommendations: Offer strategies for balancing automation with human-centric approaches to achieve optimal HR outcomes. 

Scope of Study: 

This study will focus on: 

• The current state of automation in HR practices within small-to-mida-sized organizations. 

• The perceptions of employees and HR professionals regarding the effectiveness of automated systems. 

• The impact of automated HR processes on employee satisfaction, engagement, and retention. 

• The role of empathy in enhancing the effectiveness of HR automation. 

• Case studies of organizations that have successfully integrated automation with human-centric HR practices. 

Research Methodologies: 

• Literature Review: Extensive review of existing research papers, articles, and case studies on HR automation, empathy in HR, and employee 

retention strategies. 

• Surveys and Questionnaires: Distribution of structured surveys to HR professionals and employees to gather quantitative data on their 

experiences and perceptions of HR automation and empathy. 

• Interviews: Conducting in-depth interviews with HR managers and employees to gain qualitative insights into the practical challenges and 

benefits of integrating empathy into automated HR processes. 

• Data Analysis: Use of statistical tools to analyse survey data and identify trends and correlations between automation, empathy, and employee 

retention. 

Limitations: 

• Sample Size: The study may be limited by the availability and willingness of participants to engage in surveys and interviews. 

• Bias: Responses may be subject to personal bias, especially in self-reported data. 

• Time Constraints: The project timeline may limit the depth of data collection and analysis. 

• Generalizability: Findings may not be universally applicable across all industries and organizations, particularly those with unique HR 

practices or organizational cultures. 

• Technological Variability: The rapidly changing nature of HR technology may affect the relevance of the findings over time. 
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This detailed problem statement sets the foundation for a comprehensive study on how HR practices can evolve with the integration of automation while 

maintaining the critical elements of empathy and human-centric behaviour. The goal is to find a balance that supports both operational efficiency and 

employee well-being, ultimately contributing to improved retention and reduced attrition. 

DATA ANALYSIS AND INTERPRETATION 

Questionnaire: 

 
The age group ratio upon which the survey was conducted: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Sr.No. Options No. of Responses Percentage 

1 18-25 28 41.8  

2 26-33 10 14.9 

3 34-41 9 13.4 

4 42-49 17 25.4 

5 50+ 3 4.5 

 Total 67 100% 

 
Interpretation:  

The data shows the distribution of survey responses across different age groups. 

• The largest age group (41.8%) falls within the 18-25 year old range. 

• This is followed by the 42-49 year old group (25.4%). 

• The remaining age groups (26-33, 34-41, and 50+) have a smaller proportion of respondents (ranging from 4.5% to 14.9%). 

We can conclude that the survey attracted a significant number of young adults (18-25 years old), followed by a moderate representation of middle-aged 

adults (42-49 years old). The participation from other age groups was relatively lower. 

 

Sex Ratio: 
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Interpretation : 

 
The data shows the distribution of survey responses across genders. 

• Almost an equal number of males (53.7%) and females (46.3%) participated in the survey. 

• We can conclude that the survey had a fairly balanced gender representation. 

 
Educational Qualification 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Secondary 0 0 

2 Higher Secondary 0 0 

3 Graduate 19 28.4 

4 Post graduate 47 70.1 

5 Doctorate 1 1.5 

 Total 67 100% 

 
Interpretation: 

The data shows the distribution of survey responses across educational attainment. 

• The majority of respondents (70.1%) hold a Post Graduate degree. 

• A significant portion (28.4%) hold a Graduate degree. 

• No respondents reported having a Secondary, Higher Secondary, or Doctoral degree. 

We can conclude that the survey participants were highly educated, with a majority having postgraduate qualifications. 

 
4. Industries respondents work in: 

 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Male 36 53.7 

2 Female 31 46.3 

 Total 67 100% 
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Sr.No. Options No. of Responses Percentage 

1 IT 28 41.8 

2 Engg/ Manufacturing 15 22.4 

3 Hotel  0 0 

4 Health care 2 3 

5 Education 5 7.4 

6 Bank 2 3 

7 Other 15 22.4 

 Total 67 100% 

 

Interpretation: 

The data shows the distribution of survey responses across different industry sectors. 

• The largest proportion of respondents (41.8%) work in the IT sector. 

• The second largest group (22.4%) works in Engineering/Manufacturing. 

• Smaller proportions of respondents work in Healthcare (3%), Education (7.4%), Banking (3%), and other sectors (22.4%). 

We can conclude that the survey was taken by a population with a significant representation from the IT and Engineering/Manufacturing sectors. There 

is a less significant representation from other sectors. 

 

Automation (the punch in, punch out, automatic salary slips generation)/ HR systems implemented in your org / HRIS systems such as 

Pagaarbook, Keka, Darwin box etc have positively impacted on my day-to-day routine job role. (linear scale) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
Interpretation: 

The data shows the positive impact of automation (punch in, punch out, automatic salary slips generation)/ HR systems implemented in the organization 

on the day-to-day job role, as perceived by the respondents. 

• Over a third (34.3%) of respondents find automation to be very important. 

• Including those who find it important, a total of 50.7% (34.3% + 16.4%) view automation as a positive influence on their work. 

• Almost three-quarters (77.6%) of respondents find automation to have some level of positive impact (very important, important, or neutral). 

We can conclude that automation has been a welcome change for a significant portion of the respondents, making their daily tasks more efficient. 

However, a notable minority (22.3%) find it not very important or a waste of time. 

Sr.No. Options No. of Responses Percentage 

1 Very Important 23 34.3 

2 Important 11 16.4 

3 Neutral 18 26.9 

4 Not Important 7 10.4 

5 Waste of time 8 11.9 

 Total 67 100% 



International Journal of Research Publication and Reviews, Vol (5), Issue (11), November (2024), Page – 3310-3323                            3316 

 

HR Function according that benefits the most through Automation 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Recruitment 2 3 

2 Payroll 16 23.9 

3 Performance management and attendance 10 14.9 

4 All  39 58.2 

 Total 67 100% 

 
Interpretation: 

The data shows the areas most impacted by HR automation systems. 'All' (covering a variety of functionalities) is the most popular response, selected by 

All (58%) of the respondents. Payroll is the second most popular option, chosen by 16 (23%) of the respondents. Performance management and attendance 

and Recruitment are mentioned by a smaller portion of the respondents (14% and 3%, respectively). 

 

7. Primary benefit of implementing HRIS/ Automation in the organizations 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Data Accuracy 2 3 

2 Fast data retrieval 15 22.4 

3 Data security 5 7.4 

4 All 45 67.2 

 Total 67 100% 

 
Interpretation: 

The data shows the most valued benefits of HR automation systems. 'All' (encompassing various advantages) is the most popular response, selected by 

All (67%) of the respondents. Fast data retrieval is the second most popular benefit, chosen by 15 (22%) of the respondents. Data Accuracy and Data 

security are mentioned by a smaller portion of the respondents (3% and 7%, respectively). 

We can conclude that automation is valued for its comprehensive benefits, with 'All' functionalities being the most prominent advantage. 
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8.  Obstacle while implementing a HRIS or Automating practices in the organization 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Adapt to the new system /Getting used to the newsystem 32 47.8 

2 Difficult to migrate data 7 10.4 

3 High cost of implementation 12 17.9 

4 Time Consuming 5 7.5 

5 No obstacles 11 16.4 

 Total 67 100% 

 
Interpretation: 

The data shows the most common obstacles faced during HR automation implementation according to the survey respondents. 

• The most common obstacle is adapting to the new system or getting used to it, mentioned by 32 (47.8%) of the respondents. 

• This is followed by high cost of implementation (17.9%) and difficulty migrating data (10.4%). 

• Less frequently mentioned obstacles include time consuming (7.5%) and no obstacles (16.4%). 

We can conclude that the biggest challenge in implementing HR automation is getting users to adapt to and learn the new system. Other concerns include 

the cost of implementation and the complexity of data migration. 

 

9. Factor that shows strong commitment to employe wellbeing. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Flexible working schedules  17 25.4 

2 Employee Assistance and mentoring programs 21 31.3 

3 Recognition and rewards 17 25.4 

4 Wellness initiatives such as Mental Health Wellness, 

Health checkups 

12 17.9 

 Total 67 100% 
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Interpretation: 

The data shows the most valued employee benefits after HR automation implementation, according to the survey respondents. 

• The top two valued benefits are:  

o Employee Assistance and mentoring programs (31.3%) 

o Recognition and rewards (25.4%) 

• These are followed by:  

o Flexible working schedules (25.4%) 

o Wellness initiatives (17.9%) 

We can conclude that after HR automation freed up some time from HR professionals, employees felt that programs focused on well-being and recognition 

became more important. 

 
10. Most important element in an organization for employee  retention 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Performance feedback and appraisals 20 29.9 

2 Training and development 14 20.9 

3 Compensation and Benefits 25 37.3 

4 Rewards and Recognition 8 11.9 

 Total 67 100% 

 
Interpretation: 

The data shows the areas HR professionals felt were most important to focus on after HR automation implementation. 'Compensation and Benefits' was 

selected by 25 (37%) of the respondents. This suggests that after HR automation freed up some time from HR professionals, they felt Compensation and 

Benefits became more important. 

 

11. Importance of  Empathy and Humanistic approach in the work organizations 
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Sr.No. Options No. of Responses Percentage 

1 Very Important 28 41.8 

2 Important 15 22.4 

3 Neutral 8 11.9 

4 Not Important 7 10.4 

5 Waste of time 9 13.4 

 Total 67 100% 

 
Interpretation: 

 
The data shows a positive sentiment towards empathy and a humanistic approach in work organizations. Here's a breakdown: 

• Strong Support (64.2%) - 41.8% of respondents consider it "Very Important" and another 22.4% view it as "Important." This signifies that a 

significant majority believe empathy and a humanistic approach are crucial in workplaces. 

• Neutral and Minority Opposition (22.3%) - 8% expressed a neutral stance, while 7% and 9% found it "Not Important" or a "Waste of Time" 

respectively. This suggests a small portion of the population is indifferent or disagrees with its importance. 

 
Importance of Empathy and Humanistic Approach: 

• Improved Employee Relations: Empathy fosters understanding and compassion between colleagues and leaders, leading to better 

communication, collaboration, and trust. 

• Enhanced Employee Engagement: When employees feel valued and respected as individuals, they are more likely to be engaged, motivated, 

and productive. 

• Reduced Conflict: A humanistic approach that prioritizes fairness and respect can help prevent conflict and create a more harmonious work 

environment. 

• Stronger Employer Brand: Organizations known for their empathy and humanistic approach attract and retain top talent. 

 
12. Impact of leadership or the management style upon employee morale and retention 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Very Important 36 53.7 

2 Important 16 23.9 

3 Neutral 4 6 

4 Not Important 4 6 

5 Waste of time 7 10.4 

 Total 67 100% 

 
Interpretation: 

 
The data shows a strong correlation between leadership style and employee morale and retention, with a significant majority of respondents perceiving it 

as important. Here's a breakdown: 

• Overwhelming Agreement (77.6%) - 53.7% consider leadership style to be "Very Important" and an additional 23.9% view it as "Important." 

This signifies that a vast majority of respondents believe leadership style significantly impacts employee morale and retention. 
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• Minority with Neutral or Negative Views (12.4%) - A small portion (4+4) expressed neutral views, and another 7% consider it a "Waste of 

Time." This suggests a minority is indifferent or disagrees with the importance of leadership style. 

 

Leadership and its Impact: 

• Positive Influence: Effective leadership styles, such as transformational or democratic styles, can motivate employees, create a positive work 

environment, and foster a sense of purpose. This leads to higher morale, engagement, and ultimately, retention. 

• Negative Influence: Conversely, poor leadership styles, such as authoritarian or micromanaging styles, can demotivate employees, create a 

stressful work environment, and lead to dissatisfaction. This can contribute to low morale and high turnover. 

 
13. Challenges in building employee engagement 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Lack of communication 19 28.4 

2 Unclear expectations 15 22.4 

3 Poor leadership 12 17.9 

4 Lack of confidence 4 6 

5 Poor work life balance 17 25.4 

 Total 67 100% 

 
Interpretation: 

 
The data shows that lack of communication is the most common reason for employee turnover, with 28.4% of respondents citing it. Other significant 

factors include unclear expectations (22.4%) and poor leadership (17.9%). 

 

14. Factors that influence employees the most, to stay back at an organization 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sr.No. Options No. of Responses Percentage 

1 Recognition 4 6 
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2 Growth opportunity 29 43.3 

3 Work life balance 15 22.4 

4 Healthy work environment 19 28.4 

 Total 67 100% 

 
Interpretation: 

The data shows that growth opportunity is the most important factor for employee retention according to the survey respondents, with 43.3% of 

respondents selecting it. Here's a breakdown of the responses: 

• Growth Opportunity (43.3%) - This is the most desired factor, highlighting the importance of employees feeling they can develop their 

skills and advance their careers within the organization. 

• Healthy Work Environment (28.4%) - A significant portion of respondents value a positive and supportive work environment. 

• Work Life Balance (22.4%) - Maintaining a healthy balance between work and personal life is also important for employee satisfaction and 

retention. 

• Recognition (6%) - While receiving recognition for achievements is desirable, it appears to be a less significant factor compared to growth 

opportunities. 

Importance of Growth Opportunities: 

• Employee Motivation: Providing opportunities for learning, development, and career advancement can keep employees motivated, engaged, 

and satisfied in their roles. 

• Reduced Turnover: Employees who feel they have a future with the company are less likely to leave for other opportunities. 

• Attracting Top Talent: Organizations that offer clear growth paths can attract and retain high-performing individuals.. 

 
Importance of Growth Opportunities: 

• Employee Motivation: Providing opportunities for learning, development, and career advancement can keep employees motivated, engaged, 

and satisfied in their roles. 

• Reduced Turnover: Employees who feel they have a future with the company are less likely to leave for other opportunities. 

• Attracting Top Talent: Organizations that offer clear growth paths can attract and retain high-performing individuals. 

FINDINGS : 

1. Automating Routine Tasks: PagarBook or any HRIS can manage administrative tasks like attendance tracking, payroll, and leave 

management. By automating these repetitive functions, HR professionals can focus on higher-level tasks such as employee engagement and 

well-being. 

2. Empathy in Communication: While PagarBook/HRIS facilitates seamless communication across teams, HR should ensure that critical or 

sensitive conversations are conducted in person or through empathetic means, not just through automated responses. This builds trust and 

openness among employees. 

3. Customized Learning and Development: PagarBook/HRIS can help track employees' growth needs and learning outcomes but offering 

tailored development programs based on employees' feedback can ensure that HR maintains a human touch. 

4. Regular Employee Feedback Loops: Although automation can streamline surveys or feedback collection, maintaining a human connection 

means HR teams should actively listen to feedback and provide personalized responses, showing that each employee’s voice is valued. 

SUGGESTIONS : 

Building upon the insights gained from your SIP, consider these suggestions for enhancing HR practices at ATQ Metro: 

 
1. Optimize HR Automation: 

• Identify areas for improvement: Analyze the data collected to identify areas where HR automation can be further optimized or expanded. 

• Implement new tools: Explore and implement additional HR automation tools that can streamline processes and increase efficiency. 

• Continuously evaluate: Regularly assess the effectiveness of HR automation tools and make necessary adjustments. 

 
2. Strengthen Empathetic Communication: 

• Train HR professionals: Provide training to HR professionals on empathetic communication techniques, active listening, and conflict 

resolution. 

• Encourage face-to-face interactions: Promote face-to-face meetings or video calls for important or sensitive discussions. 

• Foster a culture of empathy: Create a workplace culture where empathy and understanding are valued and encouraged. 

 
3. Enhance Customized Learning and Development: 

• Expand development programs: Offer a wider range of development programs tailored to individual employee needs and career aspirations. 
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• Utilize employee feedback: Actively seek and incorporate employee feedback into learning and development initiatives. 

• Track progress and outcomes: Monitor employee progress and measure the effectiveness of development programs. 

 
4. Deepen Employee Feedback Loops: 

• Regular feedback mechanisms: Establish regular feedback mechanisms, such as employee surveys, one-on-one meetings, and suggestion 

boxes. 

• Act on feedback: Take proactive steps to address employee feedback and demonstrate that their input is valued. 

• Foster a culture of open communication: Create a workplace where employees feel comfortable sharing their thoughts and concerns. 

 
5. Leverage HR Analytics: 

• Collect and analyze data: Continuously collect and analyze HR data to identify trends, patterns, and areas for improvement. 

• Use data-driven decision-making: Make informed decisions based on data-driven insights. 

• Share insights with employees: Communicate HR analytics findings with employees to foster transparency and trust. 

 
By implementing these suggestions, ATQ Metro can further enhance its HR practices, improve employee satisfaction and engagement, and ultimately 

contribute to the organization's long-term success. 

 
ATQ Metro's impressive retention rate of over 90% and low attrition rate of less than 5% are significant achievements that reflect a positive 

and supportive work environment. These figures indicate that employees are satisfied with their jobs, feel valued and appreciated, and are 

committed to the organization. 

 
This high retention rate has several benefits for ATQ Metro, including: 

1. Reduced turnover costs: High retention rates help to minimize the costs associated with recruiting, hiring, and training new employees. 

2. Increased productivity: Experienced and tenured employees tend to be more productive and efficient, leading to improved overall 

performance. 

3. Enhanced employee morale: A positive work environment with high retention rates can boost employee morale and create a sense of loyalty 

and belonging. 

4. Stronger company culture: A stable workforce contributes to a strong and cohesive company culture. 

 

To maintain and further improve these positive metrics, ATQ Metro should continue to focus on: 

5. Providing a supportive and inclusive work environment: Ensure that all employees feel valued, respected, and have opportunities for 

growth and development. 

6. Offering competitive compensation and benefits: Maintain competitive salary levels and benefits packages to attract and retain top talent. 

7. Promoting work-life balance: Encourage a healthy work-life balance to prevent burnout and improve employee well-being. 

8. Recognizing and rewarding employee performance: Acknowledge and reward employees for their contributions to the organization. 

 

By continuing to prioritize employee satisfaction and well-being, ATQ Metro can maintain its high retention rate and low attrition rate, fostering a positive 

and thriving work environment 

CONCLUSION : 

The findings from the questionnaire and the suggestions for enhancing HR practices at ATQ Metro highlight the significant role of HR automation in 

improving efficiency while emphasizing the need for maintaining empathy and personalized communication. HR automation tools like PagarBook and 

other HRIS can streamline routine administrative tasks, such as attendance tracking and payroll management, allowing HR professionals to focus on 

higher-value functions such as employee engagement, well-being, and development. However, despite the advantages of automation, the human touch 

remains essential in areas like empathetic communication, employee feedback, and customized learning and development. 

The insights indicate that while automation can help manage day-to-day tasks, it cannot replace the critical interpersonal aspects of HR, such as trust-

building, conflict resolution, and personalized employee interactions. Thus, a balance between automation and human-centered practices is vital for 

maintaining employee satisfaction and fostering a supportive work environment. 

ATQ Metro’s impressive retention rate and low attrition rate reflect a strong, positive workplace culture where employees feel valued and supported. 

These figures underscore the importance of maintaining a workplace that prioritizes empathy, engagement, and growth opportunities. By continually 

optimizing HR automation tools, strengthening empathetic communication, enhancing learning and development programs, and deepening employee 

feedback loops, ATQ Metro can further enhance its HR practices, ensuring long-term employee satisfaction and organizational success. 

In conclusion, ATQ Metro is well-positioned to maintain its high retention rates and cultivate a thriving work environment by integrating HR automation 

with human empathy. By prioritizing these elements and making data-driven decisions, the company can continue to strengthen its culture, improve 

employee morale, and sustain its positive work environment. 
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