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ABSTRACT: This study examines the relationship between Human Resource Management (HRM) practices, employee
engagement, and organizational performance using a Structural Equation Modeling (SEM) approach. Drawing on Social
Exchange Theory and the Resource-Based View, the research investigates how HRM practices influence organizational
outcomes through employee engagement as a mediating variable. Data were collected from 310 employees working in leading
software companies in Bangalore, India, using a structured questionnaire based on a five-point Likert scale. The results of
Confirmatory Factor Analysis (CFA) and SEM indicate that HRM practices have a significant positive impact on employee
engagement (f = 0.65, p < 0.001), and employee engagement significantly influences organizational performance (f = 0.58, p
< 0.001). The model explains 34% of the variance in organizational performance. Further, mediation analysis using
bootstrapping confirms that employee engagement partially mediates the relationship between HRM practices and
organizational performance, with a significant indirect effect (f = 0.37, p < 0.001). The findings highlight the critical role of
engagement-driven HR strategies in enhancing organizational effectiveness. The study contributes to HRM literature by
validating a comprehensive SEM framework and offers practical insights for managers to strengthen workforce engagement
and performance outcomes.

KEYWORDS: Human Resource Management, Employee Engagement, Organizational Performance, Structural Equation
Modeling, Mediation Analysis, IT Sector.

1. INTRODUCTION

In the contemporary business environment characterized by globalization, technological disruption, and heightened
competition, organizations are increasingly recognizing the strategic importance of human resources as a source of sustained
competitive advantage. Human Resource Management (HRM) practices have evolved from traditional administrative functions
to strategic enablers that significantly influence organizational outcomes. Among the various mechanisms through which HRM
contributes to organizational success, employee engagement has emerged as a critical mediating construct linking HRM
practices with organizational performance (Albrecht et al., 2015).

HRM practices encompass a wide array of organizational activities, including recruitment and selection, training and
development, performance appraisal, compensation management, and employee relations. These practices are designed to
enhance employee capabilities, motivation, and opportunities to contribute effectively to organizational goals (Delery &
Roumpi, 2017). In recent years, the focus has shifted towards high-performance work systems (HPWS), which integrate
multiple HRM practices to create a synergistic effect on employee outcomes and firm performance.

Employee engagement, defined as a positive, fulfilling, work-related psychological state characterized by vigour, dedication,
and absorption (Schaufeli et al., 2002), has gained substantial attention in both academic and practitioner circles. Engaged
employees are more committed, productive, and aligned with organizational objectives, thereby contributing to improved
performance outcomes. The role of HRM practices in fostering employee engagement is well-documented, as supportive HR
policies create a conducive environment for employees to feel valued and motivated (Saks, 2006). Organizational performance,
on the other hand, is a multidimensional construct encompassing financial performance, operational efficiency, customer
satisfaction, and innovation capability. The relationship between HRM practices and organizational performance has been
extensively studied, with evidence suggesting a positive and significant association (Becker & Huselid, 1998). However, the
underlying mechanisms through which HRM practices influence performance remain an area of ongoing research, particularly
the mediating role of employee engagement.

Structural Equation Modeling (SEM) has emerged as a powerful statistical technique for examining complex relationships
among latent variables. Unlike traditional regression methods, SEM allows researchers to simultaneously assess measurement
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and structural models, thereby providing a comprehensive understanding of causal relationships. In the context of HRM
research, SEM is particularly useful in testing mediation effects and validating theoretical frameworks involving multiple
interrelated constructs (Hair et al., 2019).

The theoretical foundation of this study is grounded in Social Exchange Theory (SET) and the Resource-Based View (RBV) of
the firm. SET posits that employees reciprocate favorable organizational practices with positive attitudes and behaviors, such
as increased engagement and commitment (Blau, 1964). RBV, on the other hand, emphasizes the role of valuable, rare,
inimitable, and non-substitutable resources, including human capital, in achieving competitive advantage (Barney, 1991). By
integrating these theoretical perspectives, the study aims to provide a holistic understanding of how HRM practices influence
organizational performance through employee engagement. Despite the growing body of literature, there is a need for
empirical studies that employ advanced analytical techniques such as SEM to validate the relationships among HRM practices,
employee engagement, and organizational performance, particularly in emerging economies like India. The dynamic nature of
the workforce, characterized by diverse expectations and increasing reliance on digital technologies, necessitates a deeper
examination of how HRM practices can be optimized to enhance engagement and performance outcomes.

Furthermore, the COVID-19 pandemic has transformed workplace dynamics, accelerating the adoption of remote work and
digital HR practices. These changes have underscored the importance of employee engagement as a critical determinant of
organizational resilience and performance. Organizations that effectively leverage HRM practices to maintain high levels of
engagement are better positioned to navigate uncertainties and sustain performance. This study aims to develop and test a
structural equation model that examines the direct and indirect relationships between HRM practices, employee engagement,
and organizational performance. By doing so, it contributes to the existing literature by providing empirical evidence on the
mediating role of employee engagement and offering practical insights for HR practitioners and policymakers.

2. REVIEW OF LITERATURE

Human Resource Management practices have been widely acknowledged as key drivers of organizational effectiveness.
Becker and Huselid (1998) demonstrated that firms implementing high-performance HR practices experienced significantly
higher productivity and financial performance. Similarly, Delery and Doty (1996) identified universalistic, contingency, and
configurational perspectives in HRM, emphasizing the importance of aligning HR practices with organizational strategies.
Recent studies have further highlighted the role of digital HRM practices in enhancing workforce agility and responsiveness
(Bondarouk & Brewster, 2016). These findings underscore the importance of strategic HRM in achieving sustainable
competitive advantage. Employee engagement has emerged as a critical construct influencing organizational outcomes.
Schaufeli et al. (2002) conceptualized engagement as a positive psychological state, while Saks (2006) linked it to antecedents
such as perceived organizational support and job characteristics. Empirical studies suggest that engaged employees exhibit
higher levels of job satisfaction, organizational commitment, and performance (Bakker & Albrecht, 2018). Furthermore,
engagement has been found to reduce turnover intentions and absenteeism, thereby contributing to organizational stability and
efficiency.

The relationship between HRM practices and employee engagement has been extensively explored in the literature. Studies
indicate that practices such as training and development, performance appraisal, and reward systems significantly influence
employee engagement levels (Albrecht et al., 2015). For instance, Anitha (2014) found that leadership support and workplace
well-being are critical determinants of engagement. Additionally, modern HR practices leveraging Al and analytics have been
shown to personalize employee experiences, thereby enhancing engagement (Marler & Boudreau, 2017). Organizational
performance is influenced by multiple factors, including human capital, organizational culture, and leadership. Research by
Kaplan and Norton (1996) introduced the Balanced Scorecard as a comprehensive framework for measuring performance
beyond financial metrics. Subsequent studies have demonstrated that HRM practices indirectly affect organizational
performance through mediating variables such as employee engagement and job satisfaction (Jiang et al., 2012). This
highlights the need for integrated models that capture the complexity of these relationships.

Organizational performance is influenced by multiple factors, including human capital, organizational culture, and leadership.
Research by Kaplan and Norton (1996) introduced the Balanced Scorecard as a comprehensive framework for measuring
performance beyond financial metrics. Subsequent studies have demonstrated that HRM practices indirectly affect
organizational performance through mediating variables such as employee engagement and job satisfaction (Jiang et al., 2012).
This highlights the need for integrated models that capture the complexity of these relationships. The application of Structural
Equation Modeling in HRM research has gained prominence due to its ability to analyze complex relationships among latent
constructs. Hair et al. (2019) emphasized the robustness of SEM in validating theoretical models and testing mediation effects.
Recent studies have employed SEM to examine the interplay between HRM practices, engagement, and performance,
confirming the mediating role of engagement (Albrecht et al., 2015). However, there remains a gap in the literature regarding
context-specific studies, particularly in emerging markets, which this study aims to address.

40



Dr. Durga Prasad. Repakula et al: IIEBMR 2(2), 39-48, 2026

3. RESEARCH OBJECTIVES
e To investigate the demographic profile of employees working in selected software companies.
e To examine the reliability and validity of the constructs—HRM Practices, Employee Engagement, and Organizational
Performance.
e  To analyze the impact of HRM practices on employee engagement.
e To assess the influence of HRM practices on organizational performance through employee engagement.

e  To test the effect of Employee Engagement on Organizational Performance using Structural Equation Modeling
(SEM).

Hypotheses
H;: HRM practices significantly influence Employee Engagement.
H,: Employee Engagement significantly influences Organizational Performance.

4. RESEARCH METHODOLOGY

The present study adopts a quantitative, descriptive, and explanatory research design to examine the relationship between
HRM practices, employee engagement, and organizational performance in selected software companies in Bangalore, India. A
quantitative approach is considered appropriate as the study aims to test hypothesized relationships among latent constructs
using advanced statistical techniques such as Structural Equation Modeling (SEM).

The target population comprises employees from leading IT firms including TCS, Infosys, Wipro, IBM, Accenture, Cognizant,
and Oracle, given their structured HR systems and performance-driven culture. A total of 400 questionnaires were distributed
using a convenience sampling technique, out of which 310 valid responses were retained after data screening for missing
values, inconsistencies, and outliers. The sample size satisfies SEM requirements and ensures statistical robustness.

A structured questionnaire based on a 5-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree) was used. HRM
practices were measured across dimensions such as recruitment & selection, training & development, performance appraisal,
compensation, and employee relations. Employee engagement was measured through vigor, dedication, and absorption, while
organizational performance included both financial and non-financial indicators. Data analysis was conducted using SPSS
(version 29) and AMOS.

5. DATA ANALYSIS AND INTERPRETATION
Table 1 Demographic Profile of Respondents

Variable Category Frequency | Percentage
Gender Male 176 56.8
Female 134 43.2
Age Below 30 years | 90 29.0
31-40 years 150 48.4
Above 40 years | 70 22.6
Work Experience | Below 5 years | 95 30.6
5-10 years 140 45.2
Above 10 years | 75 24.2
Designation Executive 160 51.6
Analyst 95 30.6
Manager 55 17.8

The demographic profile reflects a balanced and representative sample of IT professionals. A higher proportion of male
respondents (56.8%) is observed, though female participation (43.2%) is substantial, indicating improving gender diversity.
Most respondents fall within the 3140 age group, representing a mature and experienced workforce capable of evaluating
HRM practices effectively. The majority possess 5—10 years of experience, suggesting strong organizational familiarity. The
distribution across executive, analyst, and managerial roles ensures insights from multiple hierarchical levels. Overall, the
demographic composition strengthens the reliability of the study and supports meaningful interpretation of HRM practices,
engagement, and performance relationships.
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Table 2 Descriptive Statistics
Variables Mean | S.D | Min | Max
HRM Practices 2.95 0.62 | 2.20 | 5.00
Employee Engagement 3.02 0.65 | 2.30 | 5.00
Organizational Performance | 2.98 0.60 | 2.25 | 5.00

The descriptive statistics indicate moderate to favorable perceptions of HRM practices, employee engagement, and
organizational performance. Employee engagement records the highest mean (3.02), suggesting that employees are relatively
involved and committed to their roles. HRM practices and organizational performance also show consistent mean values,
reflecting structured HR systems within IT firms. The standard deviation values indicate low variability, demonstrating
consistency in responses across participants. This homogeneity enhances data reliability and supports further multivariate
analysis. Overall, the findings suggest that organizations maintain a stable HR environment that moderately promotes
engagement and performance outcomes among employees.

Table 3 Reliability and Convergent Validity

Variables Cronbach’s Alpha | CR | AVE
HRM Practices 0.88 091 | 0.64
Employee Engagement 0.87 0.90 | 0.62
Organizational Performance | 0.86 0.89 | 0.61

The reliability and validity results confirm that all constructs meet the recommended thresholds. Cronbach’s alpha values
exceed 0.70, indicating strong internal consistency among measurement items. Composite Reliability (CR) values above 0.80
further validate construct reliability. Additionally, Average Variance Extracted (AVE) values exceed 0.50, confirming adequate
convergent validity. These findings indicate that the measurement model is statistically sound and accurately captures the
underlying constructs. The strong reliability and validity measures provide confidence in proceeding with Confirmatory Factor
Analysis and Structural Equation Modeling. Thus, the constructs are suitable for hypothesis testing and structural path analysis.

Table 4 Correlation Matrix

Variables HRM | EE | OP
HRM Practices 1

Employee Engagement 0.68 1
Organizational Performance | 0.62 0.70 | 1

The correlation matrix reveals significant positive relationships among HRM practices, employee engagement, and
organizational performance. HRM practices show a strong correlation with employee engagement (0.68), indicating that
effective HR systems enhance employee involvement and motivation. Employee engagement exhibits the highest correlation
with organizational performance (0.70), suggesting that engaged employees contribute significantly to organizational success.
All correlation values remain below the threshold of 0.85, confirming the absence of multicollinearity and ensuring
discriminant validity. These results provide preliminary support for the proposed hypotheses and justify further causal analysis
using SEM techniques.

Table 5 Confirmatory Factor Analysis (Factor Loadings)

Variables Item Code|Factor Loading
HRM1 0.78
HRM Practices HRM?2 0.81
HRM3 0.76
HRM4 0.74
EE1 0.82
Employee Engagement EE2 0385
EE3 0.79
OP1 0.80

Organizational Performance OP2 0.77

OP3 0.75

The CFA results demonstrate strong factor loadings for all items, with values exceeding the recommended threshold of 0.60.
This confirms that the measurement items are reliable indicators of their respective constructs. Employee engagement items
show particularly high loadings, indicating strong construct representation. The consistency in factor loadings across HRM
practices and organizational performance further supports the robustness of the measurement model. These findings validate
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the theoretical structure of the study and confirm that the constructs are well-defined and empirically supported. Hence, the
model is suitable for structural analysis and hypothesis testing.

Table 6 Structural Path (HRM Practices — Employee Engagement)
Path B CR | p
HRM — EE | 0.65 | 7.85 | 0.000

The structural path analysis indicates a strong positive relationship between HRM practices and employee engagement (f =
0.65, p < 0.001). The high critical ratio confirms statistical significance. This suggests that well-designed HR practices
significantly enhance employee motivation, involvement, and commitment. Effective recruitment, training, performance
appraisal, and compensation systems contribute to higher engagement levels. The results strongly support Hypothesis H1 and
align with existing literature emphasizing the role of HRM in shaping employee attitudes. This finding highlights the
importance of strategic HR initiatives in fostering an engaged workforce within IT organizations. This finding highlights the
importance of strategic HR initiatives in fostering an engaged workforce within IT organizations.

Table 7 Structural Path (Employee Engagement — Organizational Performance)
Path B CR | p
EE — OP | 0.58 | 8.60 | 0.000

The results reveal that employee engagement has a significant positive impact on organizational performance ( = 0.58, p <
0.001). The high critical ratio indicates strong statistical significance, while the R? value of 0.34 suggests that engagement
explains 34% of the variance in performance. This demonstrates that engaged employees contribute to improved productivity,
efficiency, and organizational effectiveness. The findings support Hypothesis H2 and emphasize the mediating role of
engagement in linking HRM practices to performance outcomes. Organizations should therefore prioritize engagement
strategies to enhance overall performance.

Table 8 Model Fit Indices

Fit Index | Recommended | Obtained
/df <3.00 2.41

GFI >0.90 0.92
AGFI >0.90 091

CFI >0.90 0.95

TLI >0.90 0.94
RMSEA | <0.08 0.052

The model fit indices indicate that the proposed SEM model fits the data well. The chi-square/df ratio is below the threshold of
3.00, demonstrating acceptable model parsimony. Goodness-of-Fit Index (GFI) and Adjusted GFI values exceed 0.90,
indicating a strong fit. Incremental fit indices such as CFI and TLI also surpass recommended levels, confirming model
robustness. The RMSEA value of 0.052 suggests minimal approximation error. Overall, these indices validate the adequacy of
the measurement and structural model, confirming that the hypothesized relationships are well supported by the data. In
addition to direct relationships, the mediating role of employee engagement was examined to understand the indirect influence
of HRM practices on organizational performance.

Table 9 Mediation Analysis using Bootstrapping (HRM — EE — OP)
Path Direct Effect () | Indirect Effect (§) | Total Effect (B) | p-value | Mediation Type
HRM — OP | 0.28 0.37 0.65 0.000 Partial Mediation

The mediation analysis using bootstrapping in AMOS reveals that employee engagement significantly mediates the
relationship between HRM practices and organizational performance. The indirect effect (f = 0.37, p < 0.001) is statistically
significant, indicating that HRM practices enhance performance through increased employee engagement. The direct effect (8
= 0.28) remains significant, confirming partial mediation. The total effect (B = 0.65) demonstrates the overall strong influence
of HRM practices on performance. These findings validate employee engagement as a key mechanism linking HRM practices
with organizational outcomes, supporting Social Exchange Theory.

6. MANAGERIAL IMPLICATIONS

The findings of this study offer important implications for HR practitioners and organizational leaders. Firstly, organizations
should prioritize engagement-driven HRM practices, as employee engagement plays a crucial mediating role in enhancing
performance outcomes. HR managers should focus on designing effective recruitment, training, and performance appraisal
systems that align with employee expectations and organizational goals. Second, training and development programs should be
strengthened to enhance employee competencies and motivation, thereby improving engagement levels. Performance appraisal
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systems must be transparent and linked with meaningful rewards to foster trust and commitment among employees. Third,
organizations should create a supportive work environment that promotes employee involvement, recognition, and well-being.
By doing so, firms can enhance workforce productivity and sustain competitive advantage. Overall, strategic investment in
HRM practices that foster employee engagement will lead to improved organizational performance and long-term
sustainability.

7. CONCLUSION

This study provides empirical evidence on the significant relationships between HRM practices, employee engagement, and
organizational performance within the IT sector. The findings confirm that well-structured HRM practices positively influence
employee engagement, which in turn enhances organizational performance. The SEM results further reveal that employee
engagement partially mediates this relationship, indicating that HRM practices not only have a direct impact on performance
but also operate indirectly through engagement mechanisms. The study contributes to the existing literature by integrating
HRM practices, engagement, and performance into a unified structural model and validating it using advanced analytical
techniques. From a practical perspective, the results emphasize the importance of designing engagement-oriented HR strategies
to achieve sustainable organizational outcomes, organizations that invest in employee-centric HR practices are better
positioned to improve productivity, commitment, and long-term performance. The study underscores the need for continuous
innovation in HR practices to align with evolving workforce expectations and dynamic business environments.

REFERENCES

[1] S. Sharif, Shahab Alam Malik, Nimra Arooj, and Omaima Munawar Albadry, “Human resource management (HRM) practices and
organizational commitment in higher educational institution (HEI): a mediating role for work engagement,” Global Knowledge
Memory and Communication, Jul. 2024, doi: https://doi.org/10.1108/gkmc-11-2023-0456.

[21 M. Salman, I. Anwar, Showkat Ahmad Ganie, and 1. Saleem, “Impact of Human Resource Management Practices on Organizational
Performance: Evidence From the Indian Banking Industry,” Management and Labour Studies, Oct. 2023, doi:
https://doi.org/10.1177/0258042x231187224.

[3] R. Bhanugopan, K. Aladwan, and A. Fish, “A structural equation model for measuring human resource management practices in the
Jordanian organisations,” International Journal of Organizational Analysis, vol. 21, no. 4, pp. 565-587, Oct. 2013, doi:
https://doi.org/10.1108/ijoa-09-2011-0510.

[4] M. Shaik, “Impact of Artificial Intelligence on Marketing,” East Asian Journal of Multidisciplinary Research, vol. 2, no. 3, pp. 993—
1004, Mar. 2023, doi: https://doi.org/10.55927/eajmr.v2i3.3112.

[5] M. B. Shaik, M. Kethan, T. Jaggaiah, and Mohammed Khizerulla, “Financial Literacy and Investment Behaviour of IT Professional in
India,” East  Asian  Journal of Multidisciplinary  Research, vol. 1, no. 5, pp. 777-788, Jun. 2022, doi:
https://doi.org/10.55927/eajmr.v1i5.514.

[6] S. Mahabub Basha and M. S. Ramaratnam, “Construction of an Optimal Portfolio Using Sharpe’s Single Index Model : A Study on
Nifty Midcap 150 Scrips,” Indian Journal of Research in Capital Markets, vol. 4, no. 4, p. 25, Dec. 2017, doi:
https://doi.org/10.17010/ijrcm/2017/v4/i4/120919.

[71 Brinda, “An Empirical Study On Socioeconomic Factors Affecting Producer’s Participation In Commodity Markets In
India,” Journal of Positive School Psychology , pp- 2896-2906, 2022, Available:
https://journalppw.com/index.php/jpsp/article/view/6534

[8] Dr. N. Krishnamoorthy and M. B. S, “An empirical study on construction portfolio with reference to BSE,” International Journal of
Financial Management and Economics, vol. 5, no. 1, pp. 110-114, Jan. 2022, doi: https://doi.org/10.33545/26179210.2022.v5.i1.130.

[9] M. Kethan'and B. S% “Relationship of Ethical Sales Behaviour with Customer Loyalty, Trust and Commitment: A Study with
Special Reference to Retail Store in Mysore City,” East Asian Journal of Multidisciplinary Research (EAJMR), vol. 1, no. 7, pp.
1365-1376, 2022, Available: https://pdfs.semanticscholar.org/79ab/c50c58a974f1326¢10bda0b53bc197451809.pdf

[10] Dr. V. Santhosh Kumar, and S. M. Basha, “A study of Emotional Intelligence and Quality of Life among Doctors in PandemicCovid
19,” International Journal of Early Childhood, vol. 14, no. 02, pp. 2080-2090, 2022.

[11] B. Z. Mohammed et al., “An empirical study on customer experience and customer engagement towards electric bikes with reference
to Bangalore city,” Journal of Positive School Psychology, vol. 6, no. 6, pp. 4591-4597, 2022.

[12] “WHICH DETERMINANTS MATTER FOR CAPITAL STRUCTURE? AN EMPIRICAL STUDY ON NBFC’S IN INDIA
Mahabub Basha Shaik, Koshys Institute of Management Studies Manyam Kethan, Koshys Institute of Management Studies Ibha
Rani, Kristu Jayanti College Uma Mahesh, Koshys Institute of Management Studies Chirukuri Sri Harsha, Koshys Institute of
Management Studies M K Navya, Koshys Institute of Management Studies Degala Sravani, Koshys Institute of Management
Studies.” Available: https://www.abacademies.org/articles/which-determinants-matter-for-capital-structure-an-empirical-study-on-
nbfcs-in-india.pdf

[13] A. Yahiya, Sukhavasi Santha Kumari, MahabubBasha S, Shouvik Kumar Guha, A. Gehlot, and B. Pant, “Blockchain Implementation
in Financial Sector and Cyber Security System,” Jan. 2023, doi: https://doi.org/10.1109/aisc56616.2023.10085045.

[14] M. K. Jagadeesh Babu et al., “Influence of social media marketing on buying behavior of millennial towards smart phones in
bangalore city,” PalArch's Journal of Archaeology of Egypt/Egyptology, vol. 17, no. 9, pp. 4474-4485, 2020.

[15] M. Basha et al., “Cointegration and Causal relationship between Pharmaceutical sector and Nifty—An empirical Study,” PalArch's
Journal of Archaeology of Egypt/Egyptology, vol. 17, no. 6, pp. 8835-8842, 2020.

[16] M. B. Shaik, M. Kethan, and T. Jaggaiah, “Financial Literacy and Investment Behaviour of IT Professional With Reference To
Bangalore City,” llomata International Journal of Management, vol. 3, mno. 3, pp. 353-362, Jul. 2022, doi:
https://doi.org/10.52728/ijjm.v3i3.487.

44


https://doi.org/10.1109/aisc56616.2023.10085045

Dr. Durga Prasad. Repakula et al: IIEBMR 2(2), 39-48, 2026

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]

[25]

[26]

[27]
[28]

[29]

[30]

[31]

[32]

[33]

[34]

[35]

[36]

[37]

[38]

[39]

M. Basha S. , K. Reddy, S. Mubeen, K. H. H. Raju, and J. V., “Does the Performance of Banking Sector Promote Economic Growth?
A Time Series Analysis,” International Journal of Professional Business Review: Int. J. Prof.Bus. Rev., vol. §, no. 6, p. 7, 2023,
Available: https://dialnet.unirioja.es/servlet/articulo?codigo=8994312

S. H. Krishna, N. Vijayanand, A. Suneetha, S. Mahabub Basha, S. C. Sekhar, and A. Saranya, “Artificial Intelligence Application for
Effective Customer Relationship Management,” [EEE Xplore, Dec. 01, 2022.
https://ieeexplore.ieee.org/abstract/document/10073038/

D. Durga, Harika.Palakurthi, V. Ramamurthy, and V. Bogalin, “EMOTIONAL INTELLIGENCE AND JOB PERFORMANCE: AN
EMPIRICAL STUDY AMONG MANAGERS IN THE IT SECTOR,” International Journal of Economic Social Science and
Management LAW, vol. 7, no. 2, pp. 78-91, 2026, doi: https://doi.org/10.64751/7nyxvc70.

S. M. Basha and M. Kethan, “Covid-19 Pandemic and the Digital Revolution in Academia and Higher Education: an Empirical
Study,” Eduvest -  Journal of Universal Studies, vol. 2, mno. 8, pp. 1.648-1.656, Aug. 2022, doi:
https://doi.org/10.59188/eduvest.v2i8.553.

S. Janani, M. Sivarathinabala, R. Anand, S. Ahamad, M. A. Usmani, and S. M. Basha, “Machine Learning Analysis on Predicting
Credit Card Forgery,” Lecture notes in networks and systems, pp. 137-148, Jan. 2023, doi: https://doi.org/10.1007/978-981-99-3010-
4 12.

K. Reddy, “CONSTRUCTION OF AN OPTIMAL PORTFOLIO USING THE SINGLE INDEX MODEL: AN EMPIRICAL STUDY
OF PRE AND POST COVID 19,” Journal of Pharmaceutical Negative Results, pp. 406-417, 2023, Accessed: Apr. 21, 2026.
[Online]. Available: https://www.pnrjournal.com/index.php/home/article/view/7991

S. M. Basha and Kethan Manyam, “A Study on Digital Marketing Tools amongst the Marketing Professionals in Bangalore
City,” JAC: A Journal of Composition Theory, vol. XIV, no. IX, pp. 17-23, Jan. 2021, Available:
https://www.researchgate.net/publication/360962326 A Study on_Digital Marketing Tools_amongst the Marketing Professionals
_in_Bangalore City

D. Durga, Harika.Palakurthi, V. Ramamurthy, and V. Bogalin, “EMOTIONAL INTELLIGENCE AND JOB PERFORMANCE: AN
EMPIRICAL STUDY AMONG MANAGERS IN THE IT SECTOR,” International Journal of Economic Social Science and
Management LAW, vol. 7, no. 2, pp. 7891, 2026, doi: https://doi.org/10.64751/7nyxvc70.

K. Saketh Reddy, Manyam Kethan, S Mahabub Basha, A. Singh, P. Kumar, and D. Ashalatha, “Ethical and Legal Implications of Al
on Business and Employment: Privacy, Bias, and Accountability,” vol. 8, pp. 1-6, Apr. 2024, doi:
https://doi.org/10.1109/ickecs61492.2024.10616875.

Kafila, Nalla Bala Kalyan, K. Ahmad, F. Rahi, C. J. Shelke, and S. Mahabub Basha, “Application of Internet of Things and Machine
learning in improving supply chain financial risk management System,” Sep. 2023, doi:
https://doi.org/10.1109/icidea59866.2023.10295182.

Aarti Dawra et al., “12Enhancing Business Development, Ethics, and Governance with the Adoption of Distributed Systems,” pp.
193-209, Mar. 2024, doi: https://doi.org/10.1002/9781394188093.ch12.

S. Rana, Thejasvi Sheshadri, N. Malhotra, and S. M. Basha, “Creating Digital Learning Environments,” Advances in educational
technologies and instructional design book series, pp. 1-21, Aug. 2024, doi: https://doi.org/10.4018/979-8-3693-8217-2.ch001.

D. T. Sheshadri, D. R. Shelly, D. K. Sharma, D. T. Sharma, and M. B. S, “An Empirical Study on Integration of Artificial Intelligence
and Marketing Management to Transform Consumer Engagement in Selected PSU Banks (PNB and Canara Banks),” NATURALISTA
CAMPANO, vol. 28, no. 1, pp. 463—471, Mar. 2024, Available: https://www.museonaturalistico.it/index.php/journal/article/view/106
K. M and M. B. S, “Impact of Indian Cinema on Youths Lifestyle and Behavior Patterns,” East Asian Journal of Multidisciplinary
Research, vol. 2, no. 1, pp. 27-42, Jan. 2023, doi: https://doi.org/10.55927/eajmr.v2il.1670.

S. S. Rana, “An Empirical Study on Customer Satisfaction towards Organized Retail Outlets In Bengaluru City, Karnataka,” Academy
of Marketing Studies Journal, vol. 26, no. 5, pp. 1-245, Jul. 2022, Available: https://www.abacademies.org/articles/an-empirical-
study-on-customer-satisfaction-towards-organized-retail-outlets-in-bengaluru-city-karnataka-15109.html

A. Singh, Somanchi Hari Krishna, Anupama Tadamarla, S. Gupta, A. Mane, and Mahabub Basha S, “Design and Implementation of
Blockchain Based Technology for Supply Chain Quality Management: Challenges and Opportunities,” Dec. 2023, doi:
https://doi.org/10.1109/iccakm58659.2023.10449517.

H. A. Almashagbeh, K. K. Ramachandran, Sunder. T. Shyam, S. K. Guha, B. S. Mahabub, and Z. M. M. Nomani, “The Advancement
of Using Internet of Things in Blockchain Applications for Creating Sustainable Environment in the Real Word Scenario,” Computer
Science Engineering and Emerging Technologies, pp. 278-288, May 2024, doi: https://doi.org/10.1201/9781003405580-44.

D. I. Gunday, D. M. Kethan, and M. M. B. S, “A STUDY ON CONSUMER PERCEPTION TOWARDS FAST FOOD RETAIL
OUTLETS WITH REFERENCE TO BENGALURU KARNATAKA,” Journal of Pharmaceutical Negative Results, pp. 418-424,
Feb. 2023, doi: https://doi.org/10.47750/pnr.2023.14.03.52.

S. Policepatil et al., “Financial Sector Hyper-Automation,” Advances in Finance, Accounting, and Economics, pp. 299-318, Sep.
2024, doi: https://doi.org/10.4018/979-8-3693-3803-2.ch012.

Mahabub Basha S, Manyam Kethan, Venkateswarlu Karumuri, Shouvik Kumar Guha, A. Gehlot, and Durgaprasad Gangodkar,
“Revolutions of  Blockchain Technology in the Field of  Cryptocurrencies,” Dec. 2022, doi:
https://doi.org/10.1109/smart55829.2022.10047225.

Dr.N. Venkatarathnam, L. Rao, P. C. Kiran, Dr. B. P. G. Raju, and Dr. Manyam Kethan, “An Empirical Study on Implementation of
Al & ML in Stock Market Prediction,” Indian Journal of Information Sources and Services, vol. 14, no. 4, pp. 165—174, Nov. 2024,
doi: https://doi.org/10.51983/ijiss-2024.14.4.26.

B. S. Mahabub et al., “An Empirical Analysis of Machine Learning and Strategic Management of Economic and Financial Security
and its Impact on Business Enterprises,” Recent Advances in Management and Engineering, pp. 26-32, Aug. 2024, doi:
https://doi.org/10.1201/9781003532026-5.

Dr. Suganya. S, Dr. Anilkumar. R, M. P. Joe, Mrs. Indumathi.V, and Mahabub Basha. S, “Enhancing Employability by Design:
Optimizing Retention and Achievement in Indian Higher Education Institution,” NATURALISTA CAMPANO, vol. 28, no. 1, pp. 472—
481, 2024, Available: https://www.museonaturalistico.it/index.php/journal/article/view/107

45


https://doi.org/10.1007/978-981-99-3010-4_12
https://doi.org/10.1007/978-981-99-3010-4_12
https://www.researchgate.net/publication/360962326_A_Study_on_Digital_Marketing_Tools_amongst_the_Marketing_Professionals_in_Bangalore_City
https://www.researchgate.net/publication/360962326_A_Study_on_Digital_Marketing_Tools_amongst_the_Marketing_Professionals_in_Bangalore_City
https://doi.org/10.1109/ickecs61492.2024.10616875
https://doi.org/10.1109/icidea59866.2023.10295182
https://doi.org/10.4018/979-8-3693-8217-2.ch001
https://doi.org/10.1109/iccakm58659.2023.10449517
https://doi.org/10.1201/9781003405580-44
https://doi.org/10.4018/979-8-3693-3803-2.ch012
https://doi.org/10.1109/smart55829.2022.10047225
https://doi.org/10.51983/ijiss-2024.14.4.26
https://doi.org/10.1201/9781003532026-5

Dr. Durga Prasad. Repakula et al: IIEBMR 2(2), 39-48, 2026

[40] M. Basha, A. kaur, and Dr. Kethan M, “A STUDY ON THE FACTORS AFFECTING EMPLOYEE RETENTION IN
INFORMATION TECHNOLOGY SECTOR,” The journal of contemporary issues in business and government, vol. 28, no. 4, pp.
980-996, 2022, Accessed: Apr. 15, 2026. [Online]. Available: https://cibgp.com/index.php/1323-6903/article/view/2624

[41] K. Anon, B. Anon, and K. Anon, “Impact of Task Performance on Job Satisfaction of Information Technology Employees in
Bengaluru City,” The Review of Contemporary Scientific and Academic Studies, vol. 2, no. 6, Jun. 2022, doi:
https://doi.org/10.55454/rcsas.2.6.2022.007.

[42] P. Sarkar, M. F. Hasan, A. Kumar, S. Agrawal, M. Basha S, and B. Viyyapu, “Neural Networks for Portfolio Management
Optimization,” 2024 Second International Conference Computational and Characterization Techniques in Engineering & Sciences
(IC3TES), pp. 1-5, Nov. 2024, doi: https://doi.org/10.1109/ic3tes62412.2024.10877590.

[43] Manjunath VS et al., “Strategic Marketing Transformation through Al and Digital Innovation,” Academy of Marketing Studies
Journal, vol. 29, no. 2, 2025, Available: https://www.abacademies.org/abstract/strategic-marketing-transformation-through-ai-and-
digital-innovation-17372.html

[44] M. B. Shaik, “Investor Perception on Mutual Fund with Special Reference to Ananthapuramu, Andhra Pradesh,” International
Journal of Science and Research (IJSR), vol. 4, no. 1, pp. 1768—1772, Jan. 2015, doi: https://dx.dx.doi.org/10.21275/SUB15756.

[45] Venkateswarlu Karumuri et al., “Optimizing Financial Outcomes: An Analysis of Individual Investment Decision Factors,” Indian
Journal of Information Sources and Services, vol. 15, no. 1, pp. 83-90, Mar. 2025, doi: https://doi.org/10.51983/ijiss-
2025.ijiss.15.1.13.

[46] “View of REVOLUTIONIZING RECRUITMENT: THE ROLE OF ARTIFICIAL INTELLIGENCE IN TALENT
ACQUISITION,” Granthaalayahpublication.org, 2024. https://www.granthaalayahpublication.org/Arts-
Journal/ShodhKosh/article/view/2141/1885

[47] Dr.V. Jalaja et al., “Maximizing Marketing Value: An Empirical Study on the Framework for Assessing Al and ML Integration in
Marketing Management,” Indian Journal of Information Sources and Services, vol. 14, no. 3, pp. 64-70, Sep. 2024, doi:
https://doi.org/10.51983/ijiss-2024.14.3.09.

[48] M. Basha, and A. P. Singh, An Empirical Study of Relationship between Pharma Industry and Indian Capital Market. Sustainable
finance for Better World, vol. 362, 2021.

[49] S. Prabakar, V. Santhosh Kumar, V. S. Sangu, P. Muthulakshmi, S. Prabakar, and S. Mahabub Basha, “Catalysts of Change: The
Transformative Journey from HR 1.0 to HR 5.0 — Innovations, Challenges, and Strategies in Human Resource Management with
Technology and Data-Driven Integration,” Indian Journal of Information Sources and Services, vol. 15, no. 1, pp. 47-54, Mar. 2025,
doi: https://doi.org/10.51983/ijiss-2025.ijiss.15.1.08.

[50] Mr. M. B. S, Dr. K. M, and Dr. R. A.L, “An Empirical Study on the Factors Influencing Usage of Mobile Payments with Reference to
Bangalore City,” Journal of Corporate Finance Management and Banking System, no. 31, pp. 23-34, Dec. 2022, doi:
https://doi.org/10.55529/jcfmbs.31.23.34.

[51] B. Rismayadi, “Human Resource Management Practices in Startup Companies: Challenges and Opportunities,” Lead Journal of
Economy and Administration, vol. 2, no. 4, pp. 176—182, Apr. 2024, doi: https://doi.org/10.56403/Icjea.v2i4.184.

[52] K. R. Bhavya et al., “Dynamic Beta Estimation and Time-Varying Risk Premium: Evidence from NSE Companies Using CAPM
Extensions,” Indian Journal of Information Sources and Services, vol. 16, no. 1, pp. 702-710, Feb. 2026, doi:
https://doi.org/10.51983/ijiss-2026.16.1.73.

[53] S. Mahabub Basha, A. Banu, S. Mamatha, J. Anilkumar, H. G. Aravinda, and K. Chethan Raj, “An Empirical Study on Green
Portfolio Management: Assessing the Performance of Sustainable Investment Funds,” Indian Journal of Information Sources and
Services, vol. 15, no. 3, pp. 444-449, Sep. 2025, doi: https://doi.org/10.51983/ijiss-2025.ijiss.15.3.49.

[54] Venkataramana Arangi, Krishna, Taviti Naidu Gongada, Mahabub Basha S, Kathari Santosh, and S Muthuperumal, “Hybrid Deep
Learning and Time Series Analysis for Stock Market Prediction: A Multilayer Perceptron and ARIMA Modelling Approach,” pp.
421-427, Mar. 2024, doi: https://doi.org/10.1109/icaccs60874.2024.10716884.

[55] K. Kumar, “THE EMERGENCE OF THE FINTECH MARKET: OPPORTUNITIES AND CHALLENGES,” Journal of Research
Administration, vol. 5, no. 2, pp. 9445-9456, 2023, Available: https://journlra.org/index.php/jra/article/view/1045

[56] Mahabub Basha S, Dr. Tejaswini Bastray, Dr. Sri Hari V, Dr. Siddanagouda Policepatil, and Kavita Mahar, “The Dynamics of Sectoral
Integration and Strategic Investment Diversification: Empirical Insights from NSE Sectoral Indices,” International Insurance Law
Review, 2025, doi: https://doi.org/10.64526/iilr.33.54.25.

[57] N. Venkatarathnam, M. B. Shaik, D. Kamilov, K. Reddy, and G. R. Naidu, “Al and Fintech,” Al and Fintech, pp. 143-163, Aug.
2025, doi: https://doi.org/10.1201/9781003645849-9.

[58] M. Taj, Dr. Isac Gunday, MK Navya, and M. Basha, “A Study on Consumers Awareness in Rythu Bazars with Reference to Andhra
Pradesh,” International Journal of Advanced Multidisciplinary Research and Studies, vol. 3, no. 1, pp. 1014-1017, Feb. 2023,
Available: https://www.multiresearchjournal.com/arclist/list-2023.3.1/id-952

[59] S. kumar and M. Basha, “Integrating Artificial Intelligence in Education: A Cross-Disciplinary Study on Its Impact on Social
Behavior and Cognitive Development,” International Journal of Innovative Insights in the Social and Natural Sciences , vol. 2, no. 2,
pp- 5-12, 2025, Available: https://ijiisps.remahcenter.com/index.php/ijiisps/article/view/34

[60] V. Naga, R. D. Suvaris, Divya Nimma, and B. K. Bala, “Advanced Al-Driven Predictive Modeling for Enhancing Customer
Retention in Subscription-Based Service Platforms,” Lecture notes in electrical engineering, pp. 449-463, Jan. 2025, doi:
https://doi.org/10.1007/978-981-96-9203-3 37.

[61] S. Rana, S. Mahabub Basha, F. Mobo, and Mazharunnisa, “Access to Entrepreneurial Finance and Business Performance: An
Empirical Study of Selected Women-Led Start-Ups,” Sustainable Economy and Ecotechnology, pp. 187-199, 2026, doi:
https://doi.org/10.1007/978-3-031-98141-8 15.

[62] R. B. Sontineni et al., “Artificial Intelligence and Its Influence on Online Grocery Shopping Behaviour in Bangalore,” Advances in
Consumer Research, vol. 2, no. 2, 2025.

[63] S.R. Jaladi, P. Chandran, S. Policepatil, M. S, N. Venkatarathnam, and M. B. S, “Al and Machine Learning in Portfolio Management:
Strategies and Outcomes,” 2025 Tenth International Conference on Science Technology Engineering and Mathematics (ICONSTEM),
pp- 1-9, Nov. 2025, doi: https://doi.org/10.1109/iconstem65670.2025.11374701.

46


https://doi.org/10.55454/rcsas.2.6.2022.007
https://doi.org/10.1109/ic3tes62412.2024.10877590
https://dx.dx.doi.org/10.21275/SUB15756
https://doi.org/10.51983/ijiss-2025.ijiss.15.1.08
https://doi.org/10.55529/jcfmbs.31.23.34
https://doi.org/10.56403/lejea.v2i4.184
https://doi.org/10.1109/icaccs60874.2024.10716884
https://www.multiresearchjournal.com/arclist/list-2023.3.1/id-952
https://ijiisps.remahcenter.com/index.php/ijiisps/article/view/34
https://doi.org/10.1007/978-981-96-9203-3_37
https://doi.org/10.1007/978-3-031-98141-8_15

Dr. Durga Prasad. Repakula et al: IIEBMR 2(2), 39-48, 2026

[64] D. S. Hari et al., “Digital Transformation in Banking: Assessing The Impact of Technological Innovation on the Performance of
Public Sector Banks in South India,” International Journal of Accounting and Economics Studies, vol. 12, no. SI-1, pp. 363-370,
Aug. 2025, doi: https://doi.org/10.14419/94v7¢h76.

[65] S. Basha ef al., “The Impact of Virtual Influencers on Social Media: Driving Customer Engagement and Strengthening Brand Loyalty
in the Indian Millennial  Market,” Dragoman  Journal  of  Translation  Studies, mno. 20, 2025, doi:
https://doi.org/10.63132/ati.2025.theimp.9370.

[66] A. M.V, M. V.S, S. Thilaga, T. M. S. Kumar, V. V. Kanumuri, and M. B. S, “Using Machine Learning for Dynamic Pricing Strate gies
in Retail and Online Markets,” 2025 Tenth International Conference on Science Technology Engineering and Mathematics
(ICONSTEM), pp. 1-8, Nov. 2025, doi: https://doi.org/10.1109/iconstem65670.2025.11374674.

[67]1 V. S.et al, “DETERMINANTS OF EMPLOYEE ENGAGEMENT IN ORGANIZED RETAIL: AN ANALYTICAL
STUDY,” Archives for Technical Sciences, vol. 34, no. 3, pp. 72—83, Dec. 2025, doi: https://doi.org/10.70102/afts.2025.1834.072.

[68] Rajesh Vemula, B. S. Mahabub, V Jalaja, K. V. Nagaraj, Venkateswarlu Karumuri, and Manyam Ketha, “Analysis of Social Media
Marketing  Impact on  Consumer  Behaviour,” CRC  Press  eBooks, pp. 250-255, Aug. 2024, doi:
https://doi.org/10.1201/9781003532026-44.

[69] A. Naseeb et al., “ENHANCING WORKPLACE SATISFACTION THROUGH AIl: MACHINE LEARNING STRATEGIES FOR
EMPLOYEE ENGAGEMENT,” Archives for Technical Sciences, vol. 34, no. 3, pp. 125-137, Dec. 2025, doi:
https://doi.org/10.70102/afts.2025.1834.125.

[70] “Portfolio Optimization under Uncertainty: Evidence from Behavioural Biases and Risk-Adjusted Performance,” International
Insurance Law Review, 2026, doi: https://doi.org/10.65677/iilr.34.s1.25.

[71] T. Sheshadri, “Artificial Intelligence in Industry 4.0,” Afiican Journal of Biological Sciences, vol. 6, no. 6, pp. 23162326, Jun. 2024,
doi: https://doi.org/10.48047/afjbs.6.6.2024.2316-2326.

[72] Mazharunnisa et al., “A Study on Job Stress and Productivity of Women Employees Working in the IT Sector: A Structural
Model,” Indian Journal of Information Sources and Services, vol. 15, no. 2, pp. 1-10, Jun. 2025, doi: https://doi.org/10.51983/ijiss-
2025.ijiss.15.2.01.

[73] “Al Adoption in HRM and Employee Acceptance: A Behavioral Perspective,” Journal of International Commercial Law and
Technology, vol. 6, no. 1, pp. 1951-1956, Dec. 2025, doi: https://doi.org/10.61336/jiclt/25-01-181.

[74]1 S. Varalakshmi, D. D. Kumar, and K. Lakshman, Workplace well-being programs as drivers of employee engagement and
retention, Empowering Inclusive Innovation, Routledge, pp. 725-732, 2026.

[75] D. Durga, Harika.Palakurthi, V. Ramamurthy, and V. Bogalin, “EMOTIONAL INTELLIGENCE AND JOB PERFORMANCE: AN
EMPIRICAL STUDY AMONG MANAGERS IN THE IT SECTOR,” International Journal of Economic Social Science and
Management LAW, vol. 7, no. 2, pp. 78-91, 2026, doi: https://doi.org/10.64751/7nyxvc70.

[76] D. Kumar, H. V. Vinay, S. Kiran, H. C. Channakeshava, and C. H. Raja Kamal, “The Impact of Behavioral Biases on Stock
Investment Decisions: Evidence from Bangalore, India,” Studies in Systems, Decision and Control, pp. 171-184, 2025, doi:
https://doi.org/10.1007/978-3-031-85898-7 17.

[77]1 Dr. Deepak Kumar D, “Assessment of Effectiveness of foreign currency future Hedging in India,” International Journal of Economic
Social Science and Management LAW, vol. 7, no. 2, pp. 50-60, Apr. 2026, doi: https://doi.org/10.64751/hecayx83.

[78] Dr. Deepak Kumar D, “INFLUENCE OF DIVIDEND DECISIONS ON MARKET PRICES OF IT SECTOR SHARES IN
INDIA,” International Journal of Economic Social Science and Management LAW, vol. 7, no. 1, pp. 341-352, Mar. 2026, doi:
https://doi.org/10.64751/0ze85¢36.

[79] D. K. D, “Impact of Economic Indicators on Stock Market Performance in India,” International Journal of Economics and Business
Management Research, vol. 2, no. 1, pp. 42—47, Mar. 2026, doi: https://doi.org/10.64137/31079423/ijebmr-v2ilp105.

[80] “The Impact of Workforce Diversity on Organizational Effectiveness: (A Study of Selected Banks in Tigray Region of
Ethiopia),” International Journal of Science and Research (IJSR), vol. 6, no. 1, pp. 427434, Jan. 2017, doi:
https://doi.org/10.21275/29121604.

[81] M. Mulatu and R. Durga. Prasad, “A study on factors affecting success of women entrepreneurs in Tigray region, Ethiopia. A case
study of Adigrat town entrepreneurs,” American Journal of Economics and Business Management, vol. 1, no. 1, pp. 10-19, Feb.
2018, doi: https://doi.org/10.31150/ajebm.v1il.4.

[82] M. Mulatu and R. D. Prasad, “A study on factors affecting success of women entrepreneurs in tigray region-ethiopia (A case study of
adigrat town entrepreneurs),” South Asian Journal of Marketing & Management Research, vol. 9, no. 1, p. 21, 2019, doi:
https://doi.org/10.5958/2249-877x.2019.00002.x.

[83] S. Gottiganti, T. Jaggaiah, M. Kethan, M. Basha, P. Durga, and Repakula, “Measurement of E-Commerce Determinants of Usage
Intention through Structural Equation Modelling.” Accessed: Apr. 28, 2026. [Online]. Available: https://researchstars.org/wp-
content/uploads/2025/11/Paper-Format-IRS-V414-1-24.pdf

[84] R. Durga, “The Effect of Organizational Culture Dimensions on Organizational Performance Variables: A Study of Selected IT
Companies at Hyderabad,” NVEO - NATURAL VOLATILES & ESSENTIAL OILS Journal | NVEO, pp. 353-365, 2023, Available:
https://www.nveo.org/index.php/journal/article/view/174

[85] R. D. Prasad, and P. Harika, Factors Affecting Workplace Conflict and its Outcome on Organization Performance: in Case of
Madhucon Sugar Factory,” Journal of Organizational and Human Resource Development Strategies, vol. 10, no. 4, pp. 103-114,
2020.

[86] D. Durga, “Promotional marketing experiences on Leather Factories in Ethiopia (A Case study of Sheba leather
Factory),” ResearchGate, p- 5, Oct. 2015, Accessed: Apr. 28, 2026. [Online]. Available:
https://www.researchgate.net/publication/397780704_Promotional marketing experiences_on_Leather Factories_in Ethiopia A Ca
se_study of Sheba leather Factory

[87] R. D. Prasad, and M. Tewelde, A Study on Employee Welfare Facilities and its Impact on Employee Work Satisfaction at Addis
Pharmaceutical Factory PLC-Adigrat, Ethiopia,” International Research Journal of Business and Management, vol. 8, no. 13, pp. 37-
43,2015.

47


https://doi.org/10.63132/ati.2025.theimp.9370
https://doi.org/10.1201/9781003532026-44
https://doi.org/10.48047/afjbs.6.6.2024.2316-2326
https://doi.org/10.51983/ijiss-2025.ijiss.15.2.01
https://doi.org/10.51983/ijiss-2025.ijiss.15.2.01
https://doi.org/10.1007/978-3-031-85898-7_17
https://doi.org/10.64751/hecayx83
https://doi.org/10.21275/29121604
https://www.nveo.org/index.php/journal/article/view/174

Dr: Durga Prasad. Repakula et al: IJEBMR 2(2), 39-48, 2026

[88] Tewelde Gebresslase Haile, and R. D. Prasad, Analysis of Foreign Affairs and National Security Policy with special reference to
Strategy of FDR of Ethiopia,” International Journal of Business and Management, vol. 8, no. 13, pp. 86-94, 2015.

[89] “Evaluating the Effects of HRM Practices on Employee Engagement and Organizational Culture,” typeset.io, Jun. 08, 2023.
https://typeset.io/papers/evaluating-the-effects-of-hrm-practices-on-employee-13ytig32

[90] R. Krishnaveni and R. Monica, “Factors influencing employee performance: the role of human resource management practices and
work engagement,” International Journal of Business Performance Management, vol. 19, no. 4, p. 450, 2018, doi:
https://doi.org/10.1504/ijbpm.2018.095093.

[91] Kwame Asare Duffour, E. Atiim, and E. Batuuro, “Mediation Effect of Employee Engagement on the Relationship Between
Employee Relations and Organizational Performance,” Journal of Business Management Review, vol. 5, no. 11, pp. 1030—-1045, Nov.
2024, doi: https://doi.org/10.47153/jbmr.v5i11.1192.

[92] Uttara Jangbahadur, Sakshi Ahlawat, Prinkle Rozera, and N. Gupta, “The effect of Al-enabled HRM dimensions on employee
engagement and sustainable organisational performance: fusion skills as a moderator,” Evidence-based HRM, May 2024, doi:
https://doi.org/10.1108/ebhrm-02-2023-0038.

48


https://doi.org/10.1504/ijbpm.2018.095093

