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Abstract 

This study examined the impact of user-centric UI/UX design in HR applications on employee 
learning and retention. With the growing use of digital platforms for employee training and 
development, the effectiveness of these tools depended significantly on an intuitive and 
engaging design. This research identified key design principles, such as simplicity, accessibility, 
and personalization, which enhanced user engagement within HR applications. Findings 
indicated that interactive features like progress tracking and real-time feedback created a more 
satisfying learning experience. The results demonstrated that user-centered UI/UX design 
improved training retention, as employees were more likely to engage with and retain 
information presented in a visually appealing and accessible format. 
Keywords: User-centric design; UI/UX; HR applications; employee learning; training retention.   
 
1. Introduction 

The transition towards digitalization in human resource (HR) management has 
underscored the importance of user-friendly interfaces and engaging user experiences in HR 
applications. As more organizations rely on digital platforms to deliver employee training and 
professional development, the effectiveness of these platforms depends largely on their user 
interface (UI) and user experience (UX) design. The quality of UI/UX plays a crucial role in 
shaping employee engagement with learning materials, influencing both the effectiveness of 
training sessions and information retention over time[1]. This shift towards digital HR solutions 
necessitates a closer examination of design practices that directly impact learning outcomes. 

Despite the widespread adoption of HR applications, a gap remains in how these tools 
are crafted to meet employees' learning needs effectively. Many digital HR platforms are 
designed with a functional focus but lack the nuanced design elements required to create an 
engaging and impactful learning environment[2]. Research has shown that while user-centric 
design principles can significantly enhance user engagement and satisfaction, these principles 
are often underutilized in HR applications[3]. This oversight leads to missed opportunities for 
improving employee learning and long-term retention of training content. 

One challenge that digital HR training programs face is the complexity of their 
interfaces, which can act as a barrier to user engagement. Studies, such as those emphasize 
that simplicity and ease of use are key motivators for employees to interact with digital training 
resources[4]. When the interface is intuitive, users can navigate learning content without 
frustration, which contributes to a more positive and productive learning experience. However, 
many HR applications still employ complex interfaces that detract from user engagement and 
reduce the effectiveness of training initiatives. 

In addition to simplicity, accessibility is another essential element in designing effective 
HR applications[2]. A well-designed interface should be usable across different devices and 
platforms, allowing employees to access learning content from any location[5]. This accessibility 
promotes a more inclusive learning environment and supports flexible, on-the-go training, which 
is increasingly valuable as remote work becomes more common[6]. Yet, research highlights that 
many current HR applications do not fully capitalize on the benefits of accessible design, limiting 
their impact on employee learning and retention. 

https://issn.lipi.go.id/terbit/detail/1560841321
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Personalization is also a critical component of effective UI/UX in HR applications. When 
digital tools are tailored to meet the specific needs and preferences of individual users, 
employees are more likely to feel invested in the learning process. Digital learning tools 
demonstrates that personalization through customizable learning paths, relevant content 
suggestions, and adaptive feedback can enhance engagement and retention[7]. However, 
many HR platforms fail to incorporate these features, leading to a one-size-fits-all approach that 
does not resonate with all users. 

Interactivity within HR applications further enhances the learning experience by allowing 
users to engage actively with content. Interactive elements, such as quizzes, progress tracking, 
and real-time feedback, create a more dynamic learning environment. Real-time feedback, in 
particular, has been shown to reinforce learning by enabling employees to correct mistakes and 
reinforce knowledge as they progress. That interactive features are essential for creating an 
engaging user experience in HR applications, yet these elements are still underrepresented in 
many platforms[8]. 

The purpose of this study is to explore how specific UI/UX elements simplicity, 
accessibility, personalization, and interactivity can be systematically integrated into HR 
applications to enhance employee learning outcomes[9]. By analyzing existing literature and 
examining design practices, this paper addresses the need for HR platforms to move beyond 
mere functionality and adopt user-centered designs that cater to employees’ learning 
preferences. This approach not only improves immediate engagement but also supports long-
term retention, making training initiatives more sustainable and impactful. this study contributes 
to the fields of digital HR management and user-centered design by providing practical 
recommendations for optimizing HR applications. By focusing on the user experience, HR 
applications can become powerful tools for continuous employee development, aligning digital 
training initiatives with the broader goals of engagement and retention. Through this research, 
the paper aims to offer actionable insights for designers and HR professionals seeking to create 
effective digital learning environments that empower employees and enhance organizational 
growth. 
 
2. Literature Review 

Research on user-centered design within HR applications has gained significant 
attention as organizations increasingly integrate digital solutions for employee training and 
development. Studies indicate that UI/UX design plays a crucial role in shaping user 
engagement and satisfaction, which are vital for effective learning retention. The impact of 
intuitive design on employee engagement in digital platforms[10], concluding that user-friendly 
interfaces with accessible navigation improve employee motivation to participate in training 
programs. Their findings underscore the importance of simplicity and accessibility, especially in 
the context of HR applications. 

Another studie focused on personalization in digital learning environments, emphasizing 
that personalized learning paths can enhance user satisfaction and increase the likelihood of 
skill retention[11]. By tailoring the interface and content to individual needs, HR applications can 
provide a more engaging and effective learning experience. However, their research was 
primarily centered on general e-learning platforms rather than HR-specific systems, highlighting 
a gap in the application of personalized UI/UX for targeted HR functionalities[9]. 

The importance of real-time feedback as a UI/UX component has been explored, who 
demonstrated that feedback mechanisms can reinforce learning by providing employees with 
immediate insights into their progress[12]. Their study showed that interactive features, such as 
progress indicators and feedback notifications, contribute to higher retention rates. This finding 
is particularly relevant for HR applications, as real-time feedback can enhance training 
programs by allowing employees to assess their performance continuously. However, the 
integration of such features in HR platforms remains underexplored. 

In addition to feedback mechanisms, the role of gamification in HR applications has 
been investigated, who found that gamified elements, like badges and leaderboards, can boost 
user motivation and make learning experiences more enjoyable[13]. While gamification is widely 
applied in general educational platforms, its use in HR applications is relatively limited. Park et 
al.'s research suggests that gamification could potentially enhance user engagement within HR 
systems, yet further studies are required to validate its impact in professional training contexts. 
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Another notable examined the effects of visual aesthetics on user engagement in digital 
platforms. Their findings revealed that aesthetically pleasing designs tend to increase user 
interaction and satisfaction [14]. This insight is particularly relevant for HR applications, as a 
visually appealing interface could reduce resistance to engaging with training modules. 
However, while Singh and Kumar’s research emphasizes aesthetics, the role of aesthetics 
combined with functional UI/UX elements in HR applications needs further exploration. 

Recent research has highlighted accessibility as a critical factor in digital learning 
environments[15]. Their study indicated that accessible design, including adaptive layouts and 
user-friendly navigation, is essential to ensuring all employees can participate fully in training, 
regardless of technical proficiency. Although their findings focus broadly on digital tools, 
applying these accessibility principles to HR applications could support inclusivity and equitable 
access to training resources[16]. An emerging area in UI/UX research is the integration of 
artificial intelligence (AI) to create dynamic and adaptive learning environments. According to 
Zhou et al. [7], AI-driven UI/UX design can offer personalized recommendations and adapt 
content to individual learning paces. This adaptive approach, though primarily applied in 
educational software, has potential applications in HR, where tailored learning experiences 
could significantly improve employee retention of training materials. However, practical 
implementations of AI in HR applications are still in the early stages. 

State of the art in this study combines the aforementioned principles to propose an 
integrative model of user-centered UI/UX design specific to HR applications. Unlike previous 
studies that focus on isolated UI/UX elements, this research introduces a holistic approach that 
combines accessibility, real-time feedback, personalization, and gamification within HR-specific 
digital platforms. This integrated framework addresses existing gaps by enhancing HR 
application functionalities to support sustained employee engagement and retention. This 
study's novelty lies in its comprehensive, user-centric design approach aimed explicitly at 
optimizing HR applications for learning retention. 
 
3. Methodology 

This study utilizes a product development approach specifically aimed at creating a user-
centric UI/UX design model tailored for HR applications. The methodology follows a modified 
Prototyping development model to iteratively test and refine UI/UX features that enhance 
employee learning and retention. The development process comprises five stages: needs 
analysis, design, prototyping, testing, and evaluation. 

1) Needs Analysis: This stage involved identifying functional and non-functional 
requirements essential for HR applications. Through a survey of existing HR 
applications and analysis of user feedback, key features such as ease of navigation, 
real-time feedback, personalization, and gamification were identified as critical elements 
to support learning engagement. These insights guided the design requirements for the 
prototype.  

2) Design: The design phase included the creation of system architecture, functional flow, 
and database models. System architecture was structured to integrate interactive UI 
components effectively with feedback mechanisms, personalization options, and 
gamification features. Design tools such as Data Flow Diagrams (DFD) and Entity-
Relationship Diagrams (ERD) were used to illustrate data flow and structure. UML 
(Unified Modeling Language) diagrams supported the layout and interactions of the user 
interface and outlined component functionality, which aligns with the functional 
requirements established in the needs analysis.   

 
Fig 2. Ilustrations Flow Diagram 
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3) Prototyping: In this stage, an initial prototype of the HR application interface was 
developed, focusing on core features. Each feature—such as personalized learning 
paths and feedback notifications—was prototyped with an emphasis on simplicity, 
accessibility, and usability. The prototype was iteratively improved based on user 
testing feedback to ensure alignment with user needs.  

4) Testing: The functionality and usability of the prototype were tested with a sample of 
employees who used the application for learning modules over a two-week period. 
Testing metrics included user engagement rates, time spent on each feature, and 
completion rates of learning tasks. Additionally, surveys and feedback forms were 
collected to assess user satisfaction and perceived effectiveness of UI/UX elements.  

5) Evaluation: Data collected from testing were analyzed using descriptive statistics to 
quantify user engagement and satisfaction. Qualitative feedback was used to refine 
UI/UX elements further, ensuring that the final design model could effectively enhance 
user experience and learning retention. Verification was achieved by comparing 
performance metrics and user satisfaction levels pre- and post-prototyping adjustments, 
confirming the model’s efficacy in improving the HR application's learning 
functionalities.  
The output of this methodology is a validated, user-centered UI/UX model for HR 

applications that emphasizes interactivity, personalization, and accessibility. This design model 
can be applied to HR platforms to enhance employee training and foster a more engaging 
learning experience, contributing to long-term retention of knowledge and skills. 
 

 
Fig 1. Illustrating the methodology 

 
The flowchart diagram illustrating the methodology for developing a user-centric UI/UX 

design model for HR applications. It outlines the five stages: Needs Analysis, Design, 
Prototyping, Testing, and Evaluation, along with key sub-processes at each stage. 

 
4. Results and Discussion 

The findings demonstrated that implementing user-centered UI/UX design in HR 
applications significantly improved training retention rates, with employees showing a higher 
tendency to engage with and retain information when it was presented in an accessible and 
visually appealing format. This aligns with prior research underscoring the importance of 
intuitive design in digital learning environments. For instance, founding that visual appeal and 
usability directly influence user engagement, where a simplified and attractive layout reduces 
cognitive load, enabling users to focus on content without distraction[17]. This effect not only 
enhances user satisfaction but also improves retention of the material covered. The initial 
prototype of the HR application interface was developed with key features such as personalized 
learning paths and feedback notifications. User testing led to several iterative improvements, 
including: 
1) Enhanced Navigation: Simplified menu structure for better accessibility. 
2) Improved Feedback Mechanism: Real-time notifications were adjusted for better clarity. 
3) Personalization Refinements: Learning paths adapted based on user role and preferences. 
4) Gamification Adjustments: Reward system optimized to encourage engagement. 



Jutisi  e-ISSN: 2685-0893     ◼ 

 

User-Centric UI/UX Design in HR Applications ……… (Dematria Pringgabayu) 

2681 

The prototype was tested over two weeks with a sample of 50 employees. Key testing 
metrics were recorded, as shown in the table below: 
 

Table 3 Testing Metrics Results 
No Metric Pre-Prototyping Value Post-Prototyping Value Improvement (%) 

1 User Engagement Rate 55% 78% +23% 

2 Average Time Spent per Session 12 minutes 18 minutes +50% 

3 Learning Task Completion Rate 60% 85% +25% 

4 User Satisfaction Score (1-7) 4.5 6.2 +37.8% 

Source: Research data, 2024 
 

After analyzing quantitative and qualitative feedback, the following conclusions were 
drawn: 
1) User Engagement Increased: The gamification elements and improved feedback 

mechanisms led to higher participation rates. 
2) Learning Retention Improved: Users reported better comprehension and task completion 

post-prototyping. 
3) Higher Satisfaction Scores: Surveys indicated a positive perception of UI/UX 

improvements. 
4) Validation of Effectiveness: A comparison of pre- and post-testing data confirmed that the 

model effectively enhanced learning functionalities. 
To ensure that the functional features identified in the needs analysis phase were properly 

implemented, a system validation test was conducted. This validation aimed to assess the 
usability, responsiveness, personalization, and gamification aspects of the HR application. The 
testing methods included usability testing using the System Usability Scale (SUS), response 
time measurement, and functional testing of personalization and gamification features. The 
following table presents the validation results: 

 
Table 2. Validation Results of HR Application Features 

No Feature Tested Testing Method Success Criteria Test Results Status 

1 Ease of 
Navigation 

Usability testing with SUS 
(System Usability Scale) 

SUS score ≥ 70 (good 
category) 

SUS score = 
78 

Valid 

2 Real-Time 
Feedback 

System response time 
measurement 

Response time ≤ 2 seconds Average 1.5 
sec 

Valid 

3 Personalization User preference testing Content adjusts based on 
selected preferences 

Functions as 
expected 

Valid 

4 Gamification Interaction testing with game 
elements 

Users receive points/badges 
after completing tasks 

Functions as 
expected 

Valid 

Source: Research data, 2024 
 

Based on these table 4.1. validation results, all key features identified in the needs 
analysis phase have been successfully tested and met the success criteria. This indicates that 
the HR application is well-developed and ready for broader implementation. 

Moreover, research highlighted the role of accessibility in user-centered design, 
showing that applications optimized for accessibility across various devices create consistent 
and flexible learning opportunities[8]. This flexibility encourages continuous engagement, as 
employees can easily revisit training content, further reinforcing their understanding. 
Additionally, progress-tracking and feedback features integral elements of user-centered design 
have been shown to support motivation, who observed that interactive components like real-
time feedback allow users to monitor their progress effectively, increasing satisfaction and 
retention[18]. Table 1.  presenting the statistical impact of implementing user-centered UI/UX 
design in HR applications, focusing on training retention, user engagement, and satisfaction: 

 
Table. 3. Impact Of Implementing 

Aspect 
Investigated 

Findings Statistical Impact Interpretation/Conclusion 

User-Centered 
UI/UX Design 

User-friendly and visually 
appealing design 
significantly improves 
engagement and retention of 
information. 

Positive correlation 
(r = 0.82, p < 0.01) 

A visually appealing design reduces 
cognitive load, helping users focus on the 
content, leading to better retention. 

Accessibility and Applications optimized for Significant increase Accessibility across devices enhances 
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Aspect 
Investigated 

Findings Statistical Impact Interpretation/Conclusion 

Flexibility accessibility across various 
devices support flexible and 
continuous learning. 

in engagement (t = 
4.15, p < 0.01) 

flexibility, allowing users to revisit training 
material, improving understanding. 

Progress Tracking 
and Feedback 
Features 

Interactive features like real-
time feedback increase 
motivation and retention of 
users. 

Positive impact on 
satisfaction (β = 
0.88, p < 0.01) 

Real-time feedback features boost 
motivation and satisfaction, directly 
contributing to better retention of the 
material. 

Source: Research data, 2024 
 
Explanation: 

1) User-Centered UI/UX Design shows a strong positive correlation (r = 0.82) between 
visual appeal and information retention, suggesting that users are more focused and 
better able to retain material when the design is aesthetically pleasing. 

2) Accessibility and Flexibility highlights a significant impact on user engagement (t = 
4.15), indicating that applications that can be accessed across multiple devices provide 
greater flexibility for continuous learning, thus enhancing retention. 

3) Progress Tracking and Feedback Features demonstrates a high beta coefficient (β = 
0.88), meaning real-time feedback plays a crucial role in increasing user motivation and 
satisfaction, which in turn improves training retention. 
Collectively, these findings support the interpretation that user-centered UI/UX design 

doesn’t just create a more engaging experience but also cultivates a more effective learning 
environment. By reducing barriers to information access and enhancing visual and interactive 
appeal, such design principles empower employees to interact with and retain essential training 
content more effectively. Here are visual of three different software interfaces: 

1) Input Interface: This interface captures user details for HR applications. Fields include 
name, department, job title, and training module selection, with submit and cancel 
buttons for a clear, straightforward user experience. 

2) Processing Interface: Displaying real-time data processing for employee training, this 
screen shows a progress bar and step-by-step indicators such as data validation, 
module assignment, and feedback generation, keeping users informed of the process 
flow. 

3) Output Interface: A dashboard summarizes results, showing completion rates, 
performance analytics, and feedback through charts and graphs, making data easy to 
interpret for managers and HR staff. 

Each interface is designed with a clean, modern aesthetic to maximize readability and 
engagement. 
 

  
Fig 2. Output Interface HR 

 
The analysis demonstrates that user-centered UI/UX design has a profound impact on 

employee engagement and retention in HR applications. Numerous studies emphasize that an 
intuitive and engaging interface encourages users to interact with learning content more 
effectively. Desaign elements that prioritize simplicity and accessibility contribute to a smoother 
user experience, reducing friction and allowing employees to focus on content[19]. This finding 
aligns with the Theory of Cognitive Load, which suggests that reducing extraneous cognitive 
load enables learners to process information more effectively, leading to higher retention 
rates[20]. 
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In addition, personalization features such as customized content and feedback systems 
play a crucial role in enhancing the user experience, making learning more relevant to individual 
users. When digital applications cater to users' specific needs and preferences, they feel more 
engaged and invested in the learning material[21]. This concept is consistent with Self-
Determination Theory, which posits that personalized experiences meet users' autonomy and 
competence needs, leading to sustained engagement and, ultimately, improved learning 
outcomes. 

The importance of visual appeal and interactivity cannot be overstated, as these design 
aspects also contribute to a more enjoyable and engaging experience. Found that aesthetically 
pleasing layouts and interactive elements like real-time progress tracking significantly boost 
motivation and satisfaction[22]. This notion is further supported by Aesthetic Usability Effect 
Theory, which suggests that users are more likely to perceive visually attractive designs as 
functional and user-friendly. Thus, applications that are both visually appealing and interactive 
create an environment conducive to continuous learning and retention. 

Moreover, feedback mechanisms within HR applications have shown to be a critical 
factor for user retention and satisfaction. According to real-time feedback not only keeps users 
engaged but also allows them to adjust their approach in real-time, resulting in better knowledge 
retention[23]. Feedback aligns with Constructivist Learning Theory, which asserts that learners 
build knowledge actively and that immediate, actionable feedback enhances this process. 
Implementing such feedback mechanisms helps employees feel more supported and motivated 
throughout their learning journey. 

To enhance retention and engagement further, recommendations include the 
implementation of ongoing usability testing to ensure that the design remains relevant and 
intuitive as user needs evolve. Continuous testing, as supported enables developers to identify 
and address pain points, thereby maintaining high levels of user satisfaction[24]. Additionally, 
incorporating data analytics to track user interactions can provide insights into user behavior 
and engagement patterns, allowing for targeted improvements in UI/UX design. 

Finally, these findings emphasize the need for HR departments to invest in user-
centered design training for developers working on HR applications. By understanding the 
critical impact of UI/UX on learning and retention, development teams can prioritize design 
choices that meet employee needs effectively. Training and investment in user-centered design 
can help ensure that HR applications serve not only as training tools but also as platforms that 
drive long-term learning and development, benefiting both the organization and its employees. 

 
5. Conlussion 

This study underscores the significant role of user-centered UI/UX design in enhancing 
employee engagement and knowledge retention within HR applications. The findings reveal that 
design elements like simplicity, accessibility, personalization, visual appeal, interactivity, and 
real-time feedback contribute to a more satisfying and effective learning experience. By 
prioritizing these design principles, HR applications can better engage users and facilitate 
retention, ultimately supporting long-term employee development. This analysis aligns with 
established theories, including Cognitive Load Theory and Self-Determination Theory, which 
validate the positive influence of intuitive and personalized design on learning outcomes. The 
study highlights that consistent usability testing and data analytics are essential for adapting the 
application to evolving user needs, ensuring sustained engagement. Moving forward, investing 
in user-centered design training for HR application developers is recommended to foster an 
understanding of effective design choices that align with employee learning requirements. In the 
broader context, this focus on UI/UX in digital HR tools sets the foundation for a culture of 
continuous learning and improvement, benefitting both individuals and organizations. 
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