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ABSTRACT

Human resource management practises (HRMPs) and employee engagement have attracted a lot of attention
from researchers. For that reason, this research study is conducted based on the primary survey on 230
employees. Human Resources Management (HRM), Employee Engagement, and Human Resource Management
Processes (HRMP) are all studied to illustrate how our understanding of the connection between HRMP and
employee engagement has evolved through time. Recent studies have shown the positive effects that HRM plans
may have on employee involvement and emotional wellbeing. This term suggests a structure. As a conclusion,
we discuss the research issues and potential future paths.

Keywords: Employee Involvement, Emotional Wellbeing HRM Practices, Organizational Persistence,
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INTRODUCTION

Global study has been done on the association between HRM programmes and employee morale. These studies
aim to clarify the link between HRM programmes and effective employee involvement. By exploring this link,
we may better understand how it contributes to the lifespan, growth, and excellence of organisations. Several
authors and scholars feel that HRMP are crucial to a successful firm and increase worker performance (Alfes et
al., 2013). Khan (1990) is credited with creating "Employee Engagement." "engagement” replaced "agreement"
to do anything "for" employees. "engagement" refers to recruiting and employing individuals via HRM.

A comprehensive HRM system requires great HRMP. Talent development and use to attain business goals. Our
review found no HRMP approach (Armstrong, 2000). Some customs are universal. Human resource
management practises (HRMP) were initially recognised as 16, but have subsequently been refined to 7:
employment stability, targeted recruiting, self-managed teams/teamwork, high compensation connected to
organisational success, thorough training, low status discrepancy, and open communication (McConville, 2006).
Motivated and engaged employees are vital to increasing the firm's production and profitability. Effective
HRMP implementation is key to a flourishing staff. Businesses with ambitious aims hire line managers who,
owing to rigorous training, can supervise their workers quickly and effectively. These activities affect HRM and
help workers develop their abilities. An organization's workforce is one of its most important assets, therefore
it's important that organisations discover the appropriate individuals, recruit them, train them, and help them
develop professionally. Improving public sector personnel’ skills is another challenge. The graphic showed how
HRMP's innovation leads to diverse employee productivity outcomes, which affects business performance.
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Strategic HRM performance indicators focus on how employee attitudes affect productivity, quality, and
customer satisfaction. Workplace environments may also affect workers' passion for the firm or their profession.
The present research first analyses HRM, HRMP, and employee engagement's prior achievements to highlight
their conceptual growth and extension. This article explores the criteria and process used to choose the papers
under review. Third, it examines HRMP and employee involvement over time. How does HRMP influence
worker morale? In the last part, we explore the paper's boundaries, provide recommendations, and conclude.

Literature Review

This paper's study reveals how employee engagement has evolved. "Employee engagement” featured in the
"Academy of Management Journal" article "Psychological Conditions of Personal Engagement and
Disengagement at Work." " Khan says traditional sociology causes "people execute role performances with
transient attachments and detachments.” in role performances. Khan's dissertation was motivated by Goffman
(1961). Khan's first grounded theory discusses how roles encourage and hinder active involvement. Employees
feel more connected to their job and others when they can show their "preferred self" Presence and dynamic
roles indicate this.

This means that utility, safety, and convenience of use influence a person's motivation to connect. Employee
engagement factors explain why a worker gives a job or undertaking their full attention and effort. (2000)
Khan's concept of safety includes speaking up "without fear of adverse effects on one's self-image, position, or
job." "convenience"” is "feeling of owning the physical, emotional, and psychic resources necessary” for any
labour or activity, according to Khan.

This study assessed employee engagement and business unit production. Massive information repository (Harter
et al., 2002). This study analysed case studies from diverse industries' business units and data from 7,939
participants. When workers are happy in their positions, the organisation and its customers benefit.

A research found a favourable association between human resource plan implementation and manager approval.
Saks (2006) proposed dividing employee engagement into "job engagement™ and "organisational engagement"
to test assumptions about its advantages. A unique, comprehensive idea of employee engagement "an
independent entity composed of mental and affective components" has emerged. This study found that
"antecedent variables such as supportive atmosphere, work features, and fairness promoted the development of
engagement and that employee engagement mediated the link between antecedent and outcome variables"
(Saks, 2008). Reio and Rocco (2011) included social and behavioural factors. Sacks (2006) witnessed their
activities. This time, employee engagement is exhibited from 1990 to after 2005, with each era labelled by
author and pertinent theories.

The influence of Human Resources Management Practices on Employee Engagement

Internet surfers were surveyed on a 6-point scale on different companies. Medical, retail, financial, nonprofit,
and hotel were examples. Job satisfaction, emotional engagement, and psychological safety impact retention, as
do discretionary effort and turnover intent. Engaged employees boost task, situational, and learning
performance.

Research shows HRM affects personal and organisational performance. According to research, collaboration
and trust are key to organisational success. Employee engagement is a business culture, not a one-time event.
Professional development helps retain employees. Employee engagement is evolving, research reveals (Shuck et
al., 2011; Taghipour et al., 2013). Another study's test model of work-related antecedents included work
motivation, job satisfaction, psychological empowerment, and moral climate (Taghipour et al., 2013). This study
related these attributes to employee engagement and HRMP.

Common are annual surveys. Gruman, Macey, and Saks (2015) advised HRMP implementation often. They
argued HRM designs need participation. Training, development, and teamwork are comparable. We also
analysed happy employees and lucrative companies.
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Human resources professionals and line managers may help boost employee commitment, study finds.
Employee engagement influences HRM-influenced organisational results, according to many research. It's also
important to show how employee engagement affects team performance. This analysis demonstrates which
divisions are prospering, treading water, and failing. It proposes ways the organisation may better use
measurement data. These KPIs may help managers boost corporate performance (Robertson, Birch, & Cooper,
2012). Leadership programmes should be implemented. Training courses will help with information transfer and
effort effectiveness. The group's prominence will increase. This increases communication and community.

Research aim and objectives

On the basis of above discussion it is found that though various researches have been conducted on HRM
practices and employee engagement, but very few studies have been conducted to analyse the employee attitude
on the relationship between HRM practices and employee involvement. Thus, the research study is conducted
with following objectives:

Objectives

To identify various HRM practices being followed in their organizations

To identify the impact of these practices on employee involvement and emotional wellbeing.
Material and Methods

The research study has been conducted based on the descriptive research design and the data is collected from
total of 100 employees. Likert questionnaire is being used to collect the data and the data is analyzed through
basic descriptive analysis.

Findings and Analysis

The below figure shows the detailed description of age of the respondents.
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Figurel: age of the respondents

The below figure shows the description of gender of the respondents
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Gender
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Figure 2 : Gender of the respondents

Various HRM Practices being implemented in your company
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Figure 3 HRM practices

The above figure explains that the various HRM practices are being implemented in the companies. The most of
the employees agree that training and development is being followed in almost all the companies and few
companies are following internal promotions and job securities. At the same time it is explored that companies
are moving towards implementing rewards and recognition and performance appraisalas important HRM
practice.

Impact of HRM Practices on Employee involvement and engagement
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HRM practices -~employee 0.170 0.030 5.639%*
performance

Training and development -> employee 0.503 0.035 14.323%*
performance

Compensation -> employee 0.191 0.025 7.520%*
performance

Job security -> employee performance  0.249 0.019 13.05%*
Promotion -> employee performance 0.292 0.020° 14.336%*
HRM practice -> employee 0.603 0.056 10.782%*
engagement

Employee engagement -> Employee 0.751 0.029 26.160%*
performance

Source: (Taib et al 2018)

As the above table is showing significant relationship between various HRM practices and employee
engagement. Thus it is explored that people have a psychological perception that employee engagement and
involvement can be improved with HRM practices.

CONCLUSION

HRMP's influence on employee engagement has been slow, but it's becoming apparent as new elements and
techniques are created. Greater focus on teamwork promotes an enthusiastic crew. These advantages increase
employee involvement, emotional wellbeing and morale. When a good HRM strategy is executed via training
and creative programmes to increase individual and team performance, employees are more involved in the
company's success. Therefore, employee involvement promotes an organization's success. High involvement at
work leads to job happiness, corporate loyalty, production, profitability, and lower turnover.
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