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Abstract 
Employee Experience Management (EXM) is an important field of study in modern business since 

it affects how happy, productive, and successful employees are. This systematic review brings 

together all of the current academic literature on EXM, with specific attention to its foundational 

elements, outcomes on organisations, and its effects on employees. Following the PRISMA 

framework, thorough searches in the Scopus and Web of Science databases was conducted, which 

gave 85 publications over the last 25 years. The studies were analysed across four major thematic 

dimensions: the integration of technology in shaping employee experience, the role of engagement 

and recognition, factors promoting health and wellbeing at work, and key influencers like 

leadership, work-life balance, career growth opportunities, and organizational culture. Findings 

suggest that experience of employees’ encompasses emotional, mental, and behavioural elements 

of an employee’s journey with their organisation. A positive experience correlates with improved 

job satisfaction, higher engagement, reduced attrition, and better organisational effectiveness. The 

review also highlights EXM as a layered and dynamic construct, including cultural, physical, and 

digital touchpoints within the workplace. While the research reveals compelling connections 

between EXM and desired organisational outcomes, limitations were noted—primarily concerning 

the scope of database selection. Future research should consider broader inclusion criteria to offer 

deeper insights into this evolving domain. 
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1. Introduction 
The scholarly exploration of employee experience can be traced back 

to 1998, when it was first identified as a factor that significantly 

influences workplace attitudes and behaviours (Rucci et al., 1998). 

Building upon this foundation, Harris (2007) underscored that the 

ideas behind employee experience come from customer experience 

management, an idea reaffirmed by Itam and Ghosh (2020), who noted 

its centrality in shaping organisational culture. Unlike the narrower 

concept of employee engagement, which addresses short-term 

motivational factors, employee experience reflects a deeper, long-term 

transformation in how organisations design and manage the work 

environment (Morgan, 2017). Itam and Ghosh (2020) further clarified 

that employee experience represents the blend of thoughts, emotions, 

and reflections formed throughout an individual’s interaction with the 

organisation. These experiences contribute directly to long-term 

commitment, personal development, and meaningful participation at 

work. 

Everything that happens to an employee from the time they are 

employed until they leave is part of their employment experience- 

encompassing how individuals perceive and respond to every 

interaction during their tenure (Pine & Gilmore, 2019). As argued by 

Maylett and Wride (2017), this framework treats employees as critical 

stakeholders whose insights not only impact internal dynamics but also 

reflect on the organisation’s external image. Importantly, employee 

experience extends beyond physical workspaces; it includes cultural 

alignment, access to digital tools, and meaningful connections within 

the organisation (Vischer & Wifi, 2017). Morgan (2017) proposed that 

shaping experience involves three key strategies: managing 

expectations, creating customised interactions, and crafting 

memorable moments. Hsieh (2010) also highlighted the importance of 

integrating cultural, technological, and structural components to build 

a truly experiential workplace. 

As workplaces undergo digital and cultural shifts, The idea of 

employee experience has been getting more and more attention. 

Employees today expect more than basic benefits—they look for 

meaningful roles, personal growth opportunities, and value alignment 

with their organisations. The evolving expectations of today’s 

workforce are being further intensified by the widespread use of digital 

platforms. These tools have empowered employees to voice their 

opinions, push for meaningful change, and expect timely responses 

from their organizations. Studies suggest that managing the employee 

experience effectively not only contributes to financial outcomes but 

also fosters innovation, increases employee retention, and strengthens 

customer loyalty. 

However, despite the growing importance of this area, there is still a 

noticeable lack of uniformity in how employee experience is defined 

and understood. The concept remains highly subjective, shaped by an 

individual’s personal values, career aspirations, and socio-cultural 

environment. As a result, drawing comparisons or generalizing 

findings across different organizational contexts becomes a complex 

task. Moreover, the absence of a universally accepted model for 

evaluating employee experience (EX) adds to the difficulty of 

synthesizing diverse research findings. 

In light of these complexities, it becomes essential to conduct an in-

depth literature review to gather, assess, and interpret the expanding 

academic work surrounding this topic. This paper seeks to identify and 

organize the central themes, theoretical foundations, and real-world 

applications evident in recent studies on Employee Experience 

Management (EXM). Through this effort, the study provides an 

integrated understanding of how organizations can implement EXM 

strategies to nurture a more engaged and productive workforce. The 

findings aim to inform both future academic inquiry and organizational 

practices focused on building human-centric, high-performing 

workplaces. 

2. Methodology 
To ensure a structured and transparent approach, this review adheres 

to the PRISMA (Preferred Reporting Items for Systematic Reviews 

and Meta-Analyses) guidelines. This framework facilitates systematic 

identification, screening, and inclusion of relevant scholarly literature 

on Employee Experience Management, maintaining academic 

credibility and reproducibility. 

2.1 Information Sources 

The literature was primarily sourced from two highly reputable 

databases Scopus and Web of Science. These platforms were chosen 

due to their extensive collections of peer-reviewed journals, 

encompassing fields such as management studies, organizational 

psychology, human resources, and social sciences. The final search in 

the Scopus database was conducted on 30 June 2023, while the last 

search on Web of Science was completed on 10 July 2023. 

2.2 Search Strategy 

To retrieve relevant literature, a carefully designed keyword strategy 

was implemented. Search terms included “Employee Experience” and 

“Employee Experience Management.” In Scopus, the searches were 

narrowed down by subject areas including Business, Management and 

Accounting, Social Sciences, Psychology, and Arts and Humanities. 

Only English-language articles were included. A total of 67 articles 

spanning from 1998 to mid-2023 were retrieved from Scopus without 

applying restrictions on document type or country of origin. The 

following is the search query for the Scopus database. 

"Employee Experience" OR "Employee Experience Management" 

AND (LIMIT-TO (SUBJAREA, "BUSI”) OR LIMIT-TO 

(SUBJAREA, "SOCI”) OR LIMIT-TO (SUBJAREA, "PSYC”) OR 

LIMIT-TO (SUBJAREA, "ARTS”)) AND (LIMIT-TO 

(EXACTKEYWORD, "Employee Experience”)) AND (LIMIT-TO 

(LANGUAGE, "English”)) 

In Web of Science, the same keywords were applied. The results were 

refined by excluding document types such as editorials and meeting 

abstracts. Subject categories were limited to Management, Business, 

Applied Psychology, Industrial Relations, Social Sciences 

Interdisciplinary, and Psychology Social. As with Scopus, only 

English-language records were considered. This search yielded 50 

additional entries. 

2.3 Selection Procedure and Screening 

An initial pool of 117 records was gathered from both databases. After 

removing 21 duplicate entries, 96 unique records remained. These 

were then screened through detailed evaluation of abstracts, 

introductions, and conclusions to assess relevance. At this point, six 

pieces were left out since they didn't fit the theme. An additional five 

records were discarded because full texts were either inaccessible or 

did not meet the review criteria (e.g., case studies). 



DOI: 10.5281/zenodo.18298285  Page ~ 13 ~ 

 

Ultimately, 85 research publications were retained for final analysis. 

These include empirical research articles, literature reviews, 

conference papers, and book chapters. Each selected source met the 

inclusion criteria of being directly related to employee experience, 

offering conceptual or empirical insights into the determinants, 

practices, or outcomes of EXM. Although 85 studies were included in 

the final review, only the most representative and thematically relevant 

studies are cited in the main text, while the complete list of reviewed 

articles is provided in the reference list. 

The PRISMA flow diagram (Figure 1) shows the selection process, 

which includes the phases of identifying, screening, determining 

eligibility, and including. 

 

 

(Figure-1) 

3. Reporting Results 
3.1 Study Characteristics 

Descriptive analysis looked at the data in four ways: how many years 

articles were published, how many records each country published, 

how many articles each publication house published, and what kind of 

document or paper it was. 

3.1.1 Year of Publication 

In 1998, the first real research of how employees feel came out (n=1), 

and the number of articles released has steadily grown since then, 

reaching 2022 (n=23). This trend is illustrated in detail in Table 1 and 

Figure 2. 

 Year Count of Year of 

Publication 

1998 1 

2013 1 

2015 1 

2016 7 

2017 3 

2018 5 

2019 6 

2020 13 

2021 11 

2022 23 

2023 14 

Grand Total 85 

(Table-1) 
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(Figure-2) 

Figure-2 and Table-1: The order in which research articles on 

"Employee Experience" or "Employee Experience Management" have 

been published over time 

3.1.2 Country-wise 

India has the most studies (n=16), followed by the United States (n=13). 

The United Kingdom and China were the sites of the majority of 

investigations (n=8), with Australia (n=5) and Finland (n=4) following 

in that order. (For additional information, refer to Table-2 and Figure-

3.) 

 

 

(Figure-3) 

Country Count of Articles Country Count of Articles 

Australia 5 Italy 3 

Austria 1 Netherland 1 

Belgium 1 Norway 1 

China 8 Poland 3 

Colombia 3 South Africa 3 

Finland 4 South Korea 3 

France 3 Spain 2 

Germany 1 Taiwan 1 

India 16 Thailand 1 

Indonesia 1 UK 8 

Iran 1 USA 13 

 
Vietnam 2 

Grand Total 85 

(Table-2) 

3.1.3 Articles that the publishing house has put out 

This systematic literature review offers a thorough look at research 

articles on the subject of "Employee Experience" that have come out 

from well-known publishing companies. Figure 4 shows how 85 works 
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from 25 different publishing companies are spread out. Emerald 

Publishing House (n=17) is where most of the research come from. 

SAGE Publications Inc. (n=13), Taylor and Francis (n=10), Elsevier 

Ltd. (n=9), and Wiley-Blackwell (n=8) are the next most common 

sources. The picture below shows a complete list of all the articles that 

different publishing houses have put out. 

 
(Figure-4) 

3.1.4 Type of Document or Paper 

We picked 85 publications for our systematic literature review. There 

were 34 qualitative studies, 20 quantitative studies, 15 researches that 

employed combined qualitative and quantitative methods, and 4 

qualitative conference proceedings. The whole systematic literature 

review contained 85 studies, which included 7 book chapters and 5 

review articles. Figure 5 demonstrates how the 85 chosen works are 

divided out across six different sorts of articles. 

 
(Figure-5) 

3.2 Putting the Results Together  

The study of the 85 chosen articles showed that there were some 

common themes on the growth, problems, and chances of Employee 

Experience Management (EXM). The synthesis was divided into four 

main themes that give a full picture of how different things affect how 

employees feel in different types of workplaces. 

3.3 Theme 1: Determinants of Employee Experience 

Numerous studies emphasised the foundational elements that shape the 

employee experience. These include the company's culture, the quality 

of its leaders, the work-life balance, and the prospects for career 

progression. 

3.3.1 Organisational Culture and Leadership 

A consistent finding across the literature is that a healthy 

organisational culture combined with inclusive leadership greatly 

enhances employee satisfaction and engagement. Cultures that foster 

transparency, recognition, and collaboration are more likely to develop 

workplaces where workers feel valued and dedicated. Leadership 

styles that promote open dialogue, emotional intelligence, and strategic 

alignment further reinforce a positive experience. 
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3.3.2 Balancing Work and Personal Life 

Work-life balance became a major factor in how employees felt about 

their jobs. Dhanpat et al. (2022) found that during the pandemic, 

remote working supported by digital platforms and organisational 

flexibility led to improved perceptions of balance. Pangallo et al. 

(2022) also observed that when employees received respectful 

treatment, alignment with company goals, and flexible scheduling, 

their overall experience improved significantly. 

3.3.3 Career Development and Growth Opportunities 

Opportunities for personal and professional development were 

frequently cited as influential. Employees expressed a preference for 

workplaces that invest in upskilling and career progression. According 

to Contreras-Cruz and Kirbac (2023), re-skilling initiatives can help 

organisations remain competitive while supporting employee 

aspirations. Thi (2022) observed that individuals working in 

multinational and foreign-invested firms report greater satisfaction due 

to better career pathways. Joshi et al. (2023) added that salary growth 

and skill acquisition are key factors enhancing employee experience. 

3.4 Theme 2: How technology affects the experience of 

employees 

The use of digital tools at work has come up a lot. Technologies such 

as self-service portals, AI-driven HR applications, and real-time 

communication platforms were found to streamline work processes, 

enhance autonomy, and foster more meaningful interactions. 

Malik et al. (2023) said that using AI-enhanced technologies not only 

made operations more efficient, but it also made the work experience 

better for employees. Wolf (2022) argued that employee experience is 

not just built on workflows but also on meaningful connections—with 

people, systems, and processes. As organisations transition to remote 

or hybrid modes of work, digital transformation has assumed an 

increasingly vital role. Cetindamar Kozanoglu and Abedin (2021) 

emphasised that strengthening the digital employee experience (DEX) 

is fundamental to achieving sustainable organisational success. 

Echoing this view, Malik et al. (2022) and Ludike (2018) observed that 

technologies like AI and broader digital tools enhance employee 

engagement and mitigate attrition by simplifying routine tasks and 

enabling more efficient workflows. 

3.5 Theme 3: Employee Health and Wellbeing 

Employee perceptions of their workplace are deeply shaped by their 

physical and psychological health. Organisations that invest in 

initiatives such as wellness schemes, stress relief programs, and mental 

health support often report improved job satisfaction and better 

retention metrics. Contreras-Cruz et al. (2023) noted that 

contemporary employees place high importance on flexible work 

arrangements, mental wellness, and transparent communication. In this 

context, Batat (2022) presented the EMX model, which explains how 

workplace design and cultural patterns can affect wellbeing on 

personal, social, and organisational levels. Similarly, Vignoli et al. 

(2021) advocated for embedding wellbeing practices into daily 

routines—covering areas like facilities, dining, and IT—to foster a 

sense of care throughout the organisation. 

3.6 Theme 4: Engagement and Recognition 

Engagement and recognition emerged as core drivers of a positive 

work atmosphere. Practices such as regular feedback, team cohesion 

initiatives, and formal recognition systems consistently boost morale 

and strengthen employees’ emotional commitment to the organisation. 

However, Sońta (2023) pointed out that disparities in reward and 

recognition structures can create perceptions of unfairness, ultimately 

detracting from the overall experience. Addressing such discrepancies 

through consistent, equitable practices fosters greater employee 

contribution and improved outcomes. 

4. Discussion 
The thematic synthesis of this review paints a comprehensive picture 

of how different organisational elements collectively shape employee 

experience. The insights suggest that EXM should not be seen as a 

single-point intervention but rather as a holistic approach that blends 

leadership style, organisational culture, digital readiness, personal 

growth opportunities, and health support systems. Together, these 

elements define how individuals perceive their work and their place 

within the organisation. 

Among all influencing factors, leadership and workplace culture stand 

out as particularly significant. A value-based, inclusive culture coupled 

with empathetic and strategic leadership tends to uplift employee 

morale and foster a genuine sense of belonging. Such environments 

naturally promote autonomy, trust, and collaborative effort-key 

ingredients for a strong employee experience. 

Work-life balance also plays a crucial role. Organisations that honour 

employees’ personal boundaries and support flexible arrangements are 

more likely to gain favour among their workforce. The rise in hybrid 

and remote work trends demonstrates the necessity of embedding 

flexibility into long-term planning. Digital tools, when aligned with 

human needs, support this shift by facilitating smooth communication, 

reducing bureaucratic friction, and enabling easy access to resources. 

Career development and learning opportunities surfaced as powerful 

motivators. When employees perceive genuine investment in their 

future through structured training or advancement pathways, they tend 

to exhibit greater engagement and lower turnover intentions. 

Wellbeing initiatives have become indispensable. Modern employees 

expect their employers to take active roles in reducing workplace stress 

and promoting overall wellness. These are no longer ‘nice-to-have’ 

features but essential aspects of a culture that values people. When 

employees believe their physical and emotional well-being matters, 

their productivity and commitment naturally increase. 

Recognition and feedback—whether formal or informal—also shape 

the emotional landscape of work. Even small gestures of appreciation, 

delivered in a timely and genuine manner, have a positive 

psychological impact. Conversely, the absence or inconsistency of 

recognition may lead to disengagement and erode trust within teams. 

Altogether, these themes indicate a shift toward more human-centric 

management approaches. For organisations, the message is clear: to 

stay competitive and retain top talent, they must treat employees not as 

transactional units but as evolving individuals seeking growth, value, 

and care. Investing in comprehensive EXM strategies is both ethically 

aligned and strategically essential for driving innovation and ensuring 

long-term success.  

5. Conclusion, Limitations, and Future 

Directions 
This systematic review provides a nuanced examination of Employee 

Experience Management (EXM), highlighting the array of factors that 

shape how employees interpret their work environment. The analysis 

reveals that EXM is a rich, multi-dimensional concept influenced by 
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cultural, emotional, physical, and technological aspects of the 

workplace. Organisations that proactively manage these domains tend 

to foster cultures where individuals feel respected, engaged, and 

empowered. 

The research consistently links positive employee experiences with 

improved business outcomes such as higher engagement, increased job 

satisfaction, and lower attrition rates. In addition, a strong EXM 

approach contributes to organisational competitiveness by enhancing 

internal unity and bolstering external reputation. These findings 

underscore the importance of taking deliberate steps to elevate 

employee experience throughout the lifecycle—from onboarding to 

exit. 

Moreover, EXM is not merely about enhancing surface-level 

conditions. It is about cultivating an ecosystem where individual 

growth, psychological safety, meaningful recognition, and purpose are 

deeply embedded. While leadership and culture are central to this 

transformation, strategic use of digital tools, a focus on wellbeing, and 

flexible work models are equally critical. Organisations that embrace 

such integrated approaches typically see stronger talent retention, 

higher innovation, and improved customer satisfaction. 

Nonetheless, the review acknowledges certain limitations. First, the 

literature analysed includes only publications available up to June 

2023. Given the rapid changes in the workplace landscape, newer 

trends or developments may not be captured. Second, the review is 

restricted to English-language studies drawn from Scopus and Web of 

Science databases, potentially omitting valuable contributions from 

non-English or region-specific research. Lastly, the lack of a 

universally accepted definition or measurement model for EX presents 

challenges in drawing consistent conclusions across studies. 

To bridge these gaps, future research should focus on longitudinal 

studies that track how employee experience evolves over time, 

particularly in response to organisational transformations or external 

disruptions. Investigations into cross-cultural differences in EX 

perceptions will also offer valuable insights, especially for global 

organisations. Moreover, developing standardised tools to assess 

employee experience will aid in benchmarking and evaluating the 

effectiveness of interventions. There is also a need to explore sector-

specific dynamics of EXM to understand how industry-specific 

practices influence employee perceptions. 

In summary, this evaluation offers a basic guide for researchers and 

professionals who want to learn more about and improve the 

experience of employees. As the nature of work continues to shift, so 

too must the strategies for fostering inclusive, engaging, and future-

ready workplaces. 
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