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Abstract- This research synthesizes empirical and 

theoretical contributions across multiple domains of 

employee engagement, organizational performance, 

human resource (HR) practices, well-being, and 

sustainability. Drawing upon studies across Indian IT 

firms, MSMEs, and manufacturing sectors, this paper 

presents a multi-dimensional model incorporating social 

exchange theory, self-determination theory, conservation 

of resources (COR), attribution theory, and the AMO 

framework. We explore how strategic HRM, employee 

well-being, green HRM (GHRM), and perceived 

organizational support (POS) collectively influence 

employee engagement and organizational outcomes. Our 

integrated review aims to guide practitioners in 

implementing evidence-based HR strategies that enhance 

both performance and employee fulfilment in 

contemporary work settings. 

 

I. INTRODUCTION 

 

In the rapidly evolving landscape of global business, 

organizations are increasingly recognizing employee 

engagement as a critical driver of success. Once 

regarded as a supplementary human resource function, 

engagement is now considered a strategic imperative 

that influences productivity, innovation, employee 

retention, and overall organizational performance. In 

highly competitive and knowledge-driven sectors such 

as IT, manufacturing, and MSMEs, engaged employees 

are instrumental in maintaining agility, driving 

innovation, and achieving sustainable growth. 

Employee engagement is commonly understood as the 

emotional, cognitive, and behavioral investment that 

individuals make in their work. It involves enthusiasm, 

dedication, and a deep sense of purpose. However, 

engagement is not a stand-alone outcome; it is shaped 

by a constellation of factors, including organizational 

culture, leadership, human resource management 

(HRM) practices, perceived organizational support 

(POS), employee well-being, and more recently, green 

human resource management (GHRM) initiatives. As 

the demands on employees increase in a post-

pandemic, digitized, and sustainability-conscious 

world, understanding these interdependencies becomes 

essential for designing effective engagement strategies. 

Several theoretical perspectives underpin this 

multidimensional view of engagement. Social 

exchange theory (SET), self-determination theory, 

conservation of resources theory (COR), attribution 

theory, and the Ability-Motivation-Opportunity (AMO) 

framework all provide valuable lenses through which to 

analyze how HR practices, employee psychology, and 

environmental policies collectively influence 

engagement and performance. Yet, despite a growing 

body of literature, research remains fragmented, and an 

integrated understanding of how these variables 

interact is still emerging. 

This study aims to bridge that gap by synthesizing 

recent empirical findings and conceptual models from 

diverse organizational contexts. By combining insights 

from Indian IT firms, manufacturing units, and 

MSMEs, this paper presents a holistic framework for 

understanding how HR strategies, employee well-

being, and sustainability-driven practices foster 

engagement and improve organizational outcomes. The 

objective is not only to deepen theoretical 

understanding but also to provide actionable insights 

for HR practitioners and leaders aiming to build 

resilient, high-performing, and people-centric 

organizations. 
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II. REVIEW OF LITERATURE 

 

Dr. N. Deepalakshmi et al. (2024) explore the 

multidimensional nature of employee engagement, 

emphasizing its strategic significance for enhancing 

organizational performance. Drawing from Social 

Exchange Theory (SET) and Self-Determination 

Theory, the authors argue that affective, cognitive, and 

behavioral components of engagement are crucial for 

achieving optimal outcomes. The paper highlights how 

HR practices—such as recruitment, training, 

performance appraisal, and recognition—are key 

enablers of engagement. The study further reveals that 

engaged employees contribute to increased innovation, 

customer satisfaction, productivity, and profitability, 

while disengaged employees may result in high attrition 

and decreased morale. However, the authors stress the 

need for more longitudinal studies to fully understand 

the mediating mechanisms linking HR strategies to 

performance outcomes. 

Ms. Payal Katkar, Mr. Ashish Waghe, and Dr. Shivaji 

D. Mundhe (2024) investigate how HR practices 

influence employee well-being and performance. They 

emphasize that the post-COVID workplace requires 

organizations to prioritize emotional and psychological 

resilience alongside physical wellness. Their findings, 

based on quantitative analysis, show a significant 

relationship between well-being and productivity. 

Drawing from the AMO framework, they suggest that 

employee well-being is enhanced through skill-

building, motivational incentives, and opportunities for 

participation. Notably, their study links well-being with 

performance by showing that resilient employees—

those who feel supported and valued—are more likely 

to demonstrate higher engagement and contribute 

positively to organizational sustainability. 

Anjali Gupta and Sapna Jangra (2024) examine the 

emerging role of Green Human Resource Management 

(GHRM) in enhancing employee engagement within 

manufacturing industries in India. Using structural 

equation modeling and drawing on Conservation of 

Resources (COR) theory and attribution theory, the 

study finds that green practices such as eco-conscious 

recruitment, green training, and sustainability-based 

performance evaluations significantly influence 

engagement. Managerial support and HRM 

performance attributions act as mediators in this 

relationship. Employees who perceive their 

organizations as environmentally responsible are more 

likely to reciprocate with higher engagement, 

particularly in terms of dedication, absorption, and 

vigour. This study highlights that GHRM is not just an 

environmental strategy but also a powerful engagement 

tool when integrated with HRM systems. 

M. Malathi and Prabir Chandra Padhy (2024) explore 

how Perceived Organizational Support (POS) 

influences employee engagement in MSMEs, with dual 

mediating effects of Emotional Intelligence (EI) and 

Innovative Work Behavior (IWB). The authors argue 

that employees are more engaged when they feel 

emotionally supported and intellectually stimulated. 

The study finds that POS boosts EI and IWB, which in 

turn enhance engagement outcomes such as dedication, 

focus, and initiative. These findings suggest that 

support mechanisms and workplace culture play a 

critical role in shaping the emotional and cognitive 

engagement of employees, especially in resource-

constrained environments like MSMEs. 

Shaikh Faridullah and Dr. Usha Srivastava (2024) 

conduct a systematic review of employee engagement 

practices in Indian IT firms. The study identifies trust—

in colleagues, supervisors, and the organization—as a 

key mediating factor between organizational culture 

and employee engagement. Using the Job Demands-

Resources (JD-R) model and Kahn’s Engagement 

Theory, the authors argue that job satisfaction, 

motivation, and participation significantly influence 

performance outcomes. Structural equation modeling 

reveals that these elements form a feedback loop that 

either amplifies or diminishes engagement levels. The 

authors also underscore the practical implication of 

customizing engagement strategies based on firm-

specific and sectoral needs. 

 

III. RESEARCH OBJECTIVES 

 

• To examine the role of human resource practices 

including recruitment, training, performance 

management, and recognition in fostering 

employee engagement across various industries. 

• To analyze the impact of employee well-being and 

psychological resilience on job performance and 

organizational sustainability, particularly in the 

post-pandemic work environment. 

• To explore the influence of green human resource 

management (GHRM) on employee engagement, 
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including the mediating role of managerial support 

and HR performance attributions. 

• To assess the effect of perceived organizational 

support (POS) on employee engagement, with a 

focus on emotional intelligence and innovative 

work behavior as mediating factors. 

• To develop a comprehensive framework that 

integrates theoretical perspectives such as Social 

Exchange Theory, Conservation of Resources 

Theory, AMO framework, and the Job Demands-

Resources model to explain the dynamics between 

employee engagement and organizational 

performance. 

 

The Role of Human Resource Practices in Fostering 

Employee Engagement Across Various Industries 

 

Employee engagement, defined as the emotional 

commitment an employee has toward their organization 

and its goals, is significantly influenced by the quality 

and effectiveness of human resource practices. Across 

various industries, HR practices such as recruitment, 

training, performance management, and recognition are 

critical in creating a work environment where 

employees feel valued, motivated, and aligned with 

organizational objectives. These practices not only 

enhance employee satisfaction and retention but also 

lead to improved organizational performance. 

1. Recruitment and Selection: Effective recruitment 

ensures that individuals with the right skills, values, and 

cultural fit are selected, which sets the foundation for 

high engagement. When employees perceive fairness 

and transparency in the hiring process, their trust in the 

organization increases. Additionally, strategic 

recruitment practices that emphasize employer 

branding and realistic job previews help in attracting 

candidates who are more likely to be engaged once 

hired. Industries such as IT and healthcare, where skill 

alignment is crucial, benefit significantly from 

competency-based recruitment strategies. 

2. Training and Development: Training equips 

employees with the knowledge and skills required to 

perform their roles efficiently and adapt to changing 

demands. Continuous learning opportunities signal that 

the organization is invested in the growth of its 

employees, thereby increasing engagement levels. 

Industries like manufacturing and finance have shown 

that structured development programs lead to higher 

employee morale, improved performance, and reduced 

turnover. Moreover, training fosters innovation and 

problem-solving, particularly in knowledge-intensive 

sectors. 

3. Performance Management: A robust performance 

management system that includes clear goal setting, 

regular feedback, and developmental coaching 

contributes significantly to engagement. When 

employees understand how their work contributes to 

organizational success and receive timely, constructive 

feedback, they are more likely to remain committed and 

motivated. In fast-paced sectors such as retail and 

logistics, performance management systems that 

promote agility and continuous improvement are 

especially effective in sustaining engagement. 

4. Recognition and Rewards: Recognition is a powerful 

driver of engagement. Acknowledging employee 

contributions—both formally and informally—fosters 

a sense of appreciation and belonging. Reward systems 

that are aligned with employee values and performance 

outcomes enhance motivation and loyalty. In industries 

like hospitality and customer service, where employee 

interaction directly affects customer experience, 

recognition programs have been shown to improve not 

just engagement but also service quality and client 

satisfaction. 

 

The Impact of Employee Well-being and Psychological 

Resilience on Job Performance and Organizational 

Sustainability, Particularly in the Post-Pandemic Work 

Environment 

 

The COVID-19 pandemic radically altered work 

environments, intensifying the need for organizations 

to prioritize employee well-being and psychological 

resilience. As remote work, job insecurity, health 

anxieties, and work-life imbalances surged, 

organizations increasingly recognized that sustainable 

performance is deeply rooted in the mental, emotional, 

and physical well-being of employees. In the post-

pandemic era, promoting employee well-being and 

fostering psychological resilience have become 

strategic imperatives that directly influence job 

performance and long-term organizational 

sustainability. 

 

1. Employee Well-being and Job Performance 

Employee well-being refers to the holistic state of an 

individual’s mental, emotional, and physical health. 

Well-being is positively correlated with productivity, 



© November 2025| IJIRT | Volume 12 Issue 6 | ISSN: 2349-6002 

IJIRT 186987       INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY 4127 

creativity, and workplace satisfaction. When employees 

feel healthy, supported, and psychologically safe, they 

are more engaged, cooperative, and capable of 

sustained high performance. Studies post-pandemic 

have shown that organizations investing in wellness 

initiatives—such as flexible work policies, mental 

health support, and work-life balance—have witnessed 

lower absenteeism, higher retention, and improved 

team collaboration. 

 

2. Psychological Resilience as a Performance Driver 

Psychological resilience—the capacity to recover from 

stress, adversity, or trauma—is critical in navigating the 

uncertainties of the modern workplace. In the face of 

post-pandemic disruptions, resilient employees are 

better able to manage workloads, adapt to change, and 

maintain performance under pressure. Industries such 

as healthcare, education, and IT, which faced intense 

operational shifts, have especially highlighted the value 

of resilience training and emotional intelligence 

development in sustaining employee performance and 

reducing burnout. 

 

3. Post-Pandemic Organizational Strategies for Well-

being 

Organizations that integrated well-being into their core 

culture—rather than treating it as a supplemental 

benefit—saw the most enduring results. Initiatives such 

as hybrid work models, mindfulness programs, peer 

support groups, and manager training in empathetic 

leadership have become more prevalent. These 

approaches contribute not only to individual health but 

also to a positive work climate and organizational trust. 

As a result, companies with strong well-being cultures 

are more adaptable, innovative, and attractive to talent 

in the evolving job market. 

 

4. Well-being and Organizational Sustainability 

Organizational sustainability encompasses long-term 

viability, including environmental, social, and 

governance (ESG) factors. Employee well-being plays 

a crucial role in this by supporting human capital 

development, ethical culture, and social responsibility. 

An engaged and resilient workforce is more aligned 

with sustainable practices, less prone to turnover, and 

more likely to contribute to organizational goals. In the 

post-pandemic context, organizations that value their 

employees' well-being are seen as more socially 

responsible and better equipped to handle future crises. 

The Influence of Green Human Resource Management 

(GHRM) on Employee Engagement, Including the 

Mediating Role of Managerial Support and HR 

Performance Attributions 

 

In recent years, Green Human Resource Management 

(GHRM) has emerged as a strategic approach aligning 

environmental sustainability with human resource 

practices. GHRM not only contributes to organizational 

ecological goals but also plays a pivotal role in shaping 

employee behavior and attitudes—particularly 

employee engagement. By integrating eco-conscious 

policies in HR functions such as recruitment, training, 

and performance management, organizations can 

promote a sense of purpose and shared values among 

employees. The effectiveness of GHRM, however, is 

significantly influenced by managerial support and the 

way employees interpret the motives behind HR 

practices—known as HR performance attributions. 

 

1. GHRM and Employee Engagement: Green HRM 

practices, such as green job design, eco-friendly 

training, and sustainability-linked rewards, foster a 

work culture where employees feel their efforts 

contribute to a greater environmental mission. This 

enhanced sense of purpose and alignment with personal 

values can lead to higher emotional and cognitive 

engagement. Employees tend to show greater 

enthusiasm, dedication, and persistence in their roles 

when they perceive that their organization is committed 

to meaningful causes like environmental sustainability. 

 

2. Mediating Role of Managerial Support: Managerial 

support acts as a critical bridge between GHRM 

practices and employee engagement. When managers 

actively support and promote green initiatives—by 

communicating their importance, providing necessary 

resources, and modeling eco-friendly behavior—

employees are more likely to engage with these 

practices. Managerial encouragement enhances 

employees’ perception that green efforts are valued and 

recognized, thereby increasing intrinsic motivation and 

deepening engagement levels. In contrast, a lack of 

managerial reinforcement can weaken the impact of 

even well-designed GHRM policies. 

 

3. HR Performance Attributions and Employee 

Interpretation: Employees form attributions about why 

organizations implement specific HR practices. These 
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attributions can be performance-enhancing (e.g., to 

improve productivity or organizational commitment) or 

compliance-driven (e.g., to meet regulatory 

requirements or enhance corporate image). When 

employees perceive GHRM as a genuine and 

performance-enhancing effort rather than a superficial 

or symbolic gesture, they are more likely to respond 

positively. These perceptions affect the psychological 

contract between employee and employer, influencing 

trust, engagement, and proactive environmental 

behaviors. 

 

4. Cross-Industry Relevance: Across industries—

particularly in manufacturing, energy, and service 

sectors—GHRM has shown varied levels of influence 

based on organizational culture and leadership 

commitment. In environmentally sensitive industries, 

employees are more likely to appreciate and engage 

with green policies. However, the mediating effect of 

managerial support and attributions remains consistent 

across sectors: organizations that communicate 

authenticity and involve line managers in promoting 

GHRM see the strongest engagement outcomes. 

 

Integrated Theoretical Framework: Linking Employee 

Engagement and Organizational Performance 

 

Employee engagement is widely recognized as a 

critical driver of organizational performance, yet its 

underlying mechanisms are best understood through a 

multi-theoretical lens. This integrated framework 

combines Social Exchange Theory (SET), 

Conservation of Resources (COR) Theory, the Ability-

Motivation-Opportunity (AMO) framework, and the 

Job Demands-Resources (JD-R) model to offer a 

holistic understanding of how engagement mediates the 

relationship between HR practices, individual 

psychological factors, and organizational outcomes. 

 

1. Social Exchange Theory (SET): The Foundation of 

Reciprocal Commitment 

Core Idea: Employee engagement arises when 

employees perceive favorable treatment from the 

organization and feel obligated to reciprocate. 

• Application: When organizations provide support, 

recognition, and development opportunities (e.g., 

through HR practices), employees respond with 

increased engagement, loyalty, and discretionary 

effort. 

• Mechanism: Engagement is a form of reciprocal 

behavior—employees give back in the form of 

enhanced performance and commitment. 

Example: A supportive supervisor or fair reward system 

cultivates trust, leading employees to invest more 

emotionally and cognitively in their roles. 

 

2. Conservation of Resources (COR) Theory: 

Engagement as a Resource Investment 

Core Idea: Employees strive to acquire, retain, and 

protect valuable resources (e.g., time, energy, 

autonomy), and stress arises when these resources are 

threatened. 

• Application: Organizations that enrich employee 

resources (via training, autonomy, wellness 

support) foster a state of psychological safety and 

energy, which enhances engagement. 

• Mechanism: Engaged employees are better able to 

cope with job demands and avoid burnout, 

maintaining consistent high performance. 

Example: Access to supportive leadership and flexible 

work conditions preserves mental energy, enabling 

sustained engagement even under pressure. 

 

3. AMO Framework: HR Practices that Enable 

Engagement 

Core Idea: Performance is a function of employees’ 

Ability, Motivation, and Opportunity. 

• Application: Strategic HRM practices (e.g., 

training, incentives, participative decision-

making) enhance: 

o Ability – through skill development and 

knowledge sharing, 

o Motivation – via recognition, feedback, and 

rewards, 

o Opportunity – by enabling involvement in 

meaningful tasks and innovation. 

• Mechanism: When all three components are 

aligned, employees are empowered to engage more 

deeply, leading to improved job and organizational 

performance. 

Example: Employees with the skills (A), incentives 

(M), and autonomy (O) to innovate will naturally 

engage more and contribute to organizational goals. 

 

4. Job Demands-Resources (JD-R) Model: Balancing 

Challenge and Support 
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Core Idea: Every job has demands (e.g., workload, 

emotional strain) and resources (e.g., autonomy, 

feedback) that influence engagement and performance. 

• Application: Job resources buffer the negative 

effects of job demands and act as motivational 

factors that enhance engagement. 

• Mechanism: Resources foster engagement, which 

in turn improves outcomes like performance, 

innovation, and well-being. 

Example: In high-demand roles like healthcare, access 

to resources like supervisor support and professional 

development sustains engagement and reduces burnout. 

 

Integrated Framework Dynamics 

Bringing these theories together, we can describe a 

dynamic process: 

1. HR practices, based on the AMO framework, 

shape the organizational context. 

2. These practices influence employees’ perceptions 

of support and fairness, activating Social Exchange 

Theory. 

3. The presence of resources, aligned with COR and 

JD-R models, fosters energy, resilience, and 

psychological safety. 

4. As a result, employees become more engaged—

affectively (enthusiasm), cognitively (focus), and 

behaviorally (effort). 

5. Engagement, in turn, leads to enhanced 

organizational performance through improved 

productivity, innovation, customer satisfaction, 

and retention. 

 

IV.CONCLUSION 

 

Employee engagement has emerged as a vital strategic 

priority for organizations across sectors, influencing 

not only individual job performance but also broader 

outcomes such as innovation, retention, customer 

satisfaction, and overall organizational success. This 

study synthesized insights from diverse scholarly 

works to present an integrated perspective on the 

multifactorial nature of employee engagement and its 

connection to organizational performance. The review 

highlights that effective human resource practices—

including recruitment, training, performance 

management, and recognition—form the backbone of 

engagement strategies. These practices, when aligned 

with employee needs and organizational goals, 

significantly enhance motivation, well-being, and 

organizational citizenship behavior. Moreover, the 

inclusion of sustainability initiatives through Green 

Human Resource Management (GHRM) adds a new 

dimension to engagement by fostering a sense of 

purpose and environmental responsibility. Equally 

important is the role of perceived organizational 

support (POS), emotional intelligence, and innovative 

work behavior, especially within resource-constrained 

sectors like MSMEs. These psychosocial and 

behavioral factors mediate how employees interpret 

organizational actions and translate them into 

engagement and performance outcomes. By integrating 

theories such as the AMO framework, Social Exchange 

Theory, the Job Demands-Resources model, and 

Attribution Theory, this research provides a holistic 

conceptual foundation for understanding employee 

engagement in today’s dynamic workplace. The 

findings reinforce that employee engagement is not the 

result of isolated HR interventions but the outcome of 

a comprehensive, employee-centered strategy that 

values well-being, trust, sustainability, and inclusion. 

In conclusion, organizations seeking to thrive in a 

competitive environment must go beyond surface-level 

initiatives and invest in deeper, evidence-based 

engagement practices. Doing so will not only enhance 

employee experience but also drive long-term 

organizational growth, resilience, and sustainability. 
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