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Abstract 
 

In today’s fast-moving work environments, where talent retention and agility define success, employee engagement is no longer a side 

strategy—it is a foundational force. This paper explores how embedding engagement within an organization’s purpose, culture, and lead-

ership can reduce voluntary turnover and strengthen long-term performance. Drawing from academic and applied research, the study high-

lights strategic approaches such as alignment with mission and values, generationally inclusive design, and adaptive learning ecosystems. 

These findings reveal that high-performing companies treat engagement as a shared value system rather than a set of HR initiatives. By 

integrating personal motivation with organizational identity, engagement becomes a sustainable advantage, not just a morale booster. The 

review concludes with actionable insights for leaders seeking to humanize retention, improve workforce agility, and design organizations 

where people choose to stay and grow. 
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1. Introduction 

Employee engagement has evolved from a background HR metric to a core driver of organizational strength. In India and around the world, 

companies are beginning to understand that how people feel at work directly influences how they perform. Engagement is no longer about 

checking boxes in annual surveys—it’s about creating a daily environment where people feel connected, heard, and motivated. 

In high-skill, high-stakes sectors like IT, healthcare, and finance, the cost of disengagement is immense. Turnover disrupts not only teams 

but customer experience, institutional memory, and strategic continuity. Worse still, disengaged employees who remain within the organi-

zation may quietly erode morale, undermine innovation, or contribute to workplace toxicity. These silent risks are harder to detect but no 

less harmful than actual resignations. 

This paper looks at engagement not as an isolated initiative, but as a strategic system—one that must be built into culture, leadership, and 

operations. It examines how companies can design engagement to reduce attrition, strengthen purpose, and create a culture where people 

want to stay, not because they must, but because they feel aligned. 

Disengagement has crippling economic repercussions especially in Indias high-skilled industries. Research indicates that when accounting 

for hiring, onboarding, and lost productivity, voluntary turnover in the finance and IT sectors costs Indian companies between 15 and 20 

percent of each employee’s yearly salary (Timsina 2024). Disengagement impairs organizational performance in addition to direct costs. 

disengaged workers contribute to a 23% decrease in productivity when compared to their engaged counterparts (Allam 2017). On the other 

hand, businesses with high levels of engagement report higher profitability due to better retention and innovation (Zelles 2015). These 

numbers highlight the necessity of engagement tactics that support labour economics and organizational resilience while producing quan-

tifiable financial gains.  

Importantly, the nature of engagement has changed. With the rise of hybrid work, generational diversity, and shifting social values, tradi-

tional approaches no longer work. Employees today are not simply looking for stable jobs or benefits—they’re searching for organizations 

that reflect their values, offer learning journeys, and recognize them as individuals. 

This review explores the strategic pillars of employee engagement that help reduce turnover and strengthen performance. It highlights five 

key levers: alignment with mission and values, inclusive leadership, learning and development, recognition systems, and generational 

responsiveness. In doing so, it offers a roadmap for building organizations that are as human as they are high-performing. 

http://creativecommons.org/licenses/by/3.0/
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2. Literature review 

Over the last two decades, employee engagement has steadily moved from being a “nice-to-have” to a defining variable in organizational 

strategy. Early models often treated it as a byproduct of satisfaction or loyalty, but more recent research presents it as a multi-dimensional 

construct—one that includes emotional connection, psychological investment, and purposeful alignment with one’s work. 

Kahn’s (1990) foundational work positioned engagement as the harnessing of the self to the job. When people are fully engaged, they bring 

their head, heart, and hands to what they do. Since then, scholars like Bakker and Demerouti (2007) have advanced this view through the 

Job Demands–Resources (JD-R) model, which argues that engagement thrives when job demands are balanced with meaningful resources, 

like autonomy, feedback, and growth opportunities. 

Maslach and Leiter’s (2008) research reframed engagement as the opposite of burnout. In their view, employees disconnect not only from 

stress but from misalignment—when values, recognition, or leadership fall short. This shift from burnout prevention to engagement culti-

vation has been pivotal, especially in industries where long hours and emotional labor are part of the norm. 

More recently, scholars have focused on the role of purpose and psychological safety. According to Edmondson (2018), workplaces where 

people feel safe to express themselves, take risks, and offer dissenting views are more likely to see sustained engagement. Meanwhile, 

companies like Google and Netflix have found success through engagement strategies grounded in meaning and trust, rather than rules and 

metrics. 

Several studies in the Indian context also highlight the importance of recognition, career growth, and inclusive leadership as key drivers of 

engagement, especially for younger employees and women re-entering the workforce post-career breaks. However, most engagement strat-

egies still operate on a “one-size-fits-all” model, missing the chance to adapt to life stages, cultural nuances, and generational differences. 

International studies offer important comparative insights, even though the focus of this review is India. An action research study at Mirac 

Company in Yangon Myanmar, aimed at boosting employee engagement to lower turnover intention and boost job satisfaction is presented 

by Swe (2019). The study is useful and based on actual business difficulties. Swe uses a systematic approach to action research putting 

several interventions into practice to improve leadership participation, communication and recognition procedures. Higher levels of en-

gagement are significantly positively correlated with lower intentions to leave, as well as higher employee satisfaction, according to the 

study. The study's regional focus offers valuable perspectives from Southeast Asia, which is frequently underrepresented in the international 

HR literature.  

In their book chapter on global talent retention, Allen and Vardaman (2021) give a more comprehensive worldwide overview of employee 

turnover. They stress that institutional, cultural and economic factors cause turnover drivers to differ between nations. Organizations that 

have multiple locations or want to create HR strategies that are relevant worldwide will find this work useful. The authors use a variety of 

theoretical frameworks to explain turnover patterns, including organizational commitment models, job embeddedness, and psychological 

contracts. This works comparative and comprehensive approach, which goes beyond a one-size-fits-all interpretation of employee turnover, 

is one of its strong points.  

A more scholarly journal article by Smith and Macko (2014) explores the relationship between employee engagement and turnover. Their 

research investigates the direct relationship between employees' intentions to remain or depart an organization and their levels of emotional 

and cognitive engagement. Their results support the notion that highly engaged workers are less likely to think about quitting. The paper 

persuasively argues for incorporating engagement strategies into leadership development initiatives and company culture. The necessity of 

context-specific engagement strategies is highlighted by these cross-cultural differences, which also serve to reinforce universal drivers 

such as growth and purpose.  

In short, the literature confirms that engagement is not a single switch to be flipped—it’s a system to be designed, nurtured, and continuously 

adapted to changing employee expectations. This review builds on that understanding by outlining five strategic pillars that make engage-

ment both authentic and sustainable. 

3. Methodology 

This study followed a structured narrative review approach, focusing solely on India-based research related to employee engagement, 

workplace culture, and turnover reduction. Unlike a systematic review that aims to answer a narrow research question with strict inclusion 

criteria, this approach was chosen to surface strategic patterns, best practices, and practical insights from diverse sources. This approach 

suits the study’s goal of exploring engagement as a strategic system, integrating qualitative and quantitative findings to offer actionable 

recommendations for practitioners and policymakers. 

4. Scope and source selection 

The review focused on peer-reviewed articles, whitepapers, and case-based studies published between 2005 and 2024 that directly exam-

ined employee engagement in Indian organizations. Studies were selected from databases including Scopus, Google Scholar, EBSCO, and 

Web of Science, using combinations of the following keywords: 

4.1. “Employee engagement” + “India” 

4.2. “Workforce retention” + “Indian organizations” 

4.3. “Employee turnover” + “IT sector India” 

4.4. “HR strategies” + “Indian workplace” 

A total of 197 studies were initially identified. After screening abstracts and removing duplicates or unrelated content, 42 studies were 

chosen for full-text review. Out of these, 28 India-based studies were analyzed in-depth for their strategic focus and relevance to turnover 

and engagement. 



332 International Journal of Accounting and Economics Studies 

 

5. Inclusion criteria 

5.1. The study must focus on Indian organizations or employees based in India 

5.2. It must address at least one core theme: engagement, retention, turnover, or strategic HRM 

5.3. It should provide actionable insights related to leadership, culture, or workforce practices 

Both qualitative and quantitative studies were included 

The focus on India-based studies ensures contextual relevance, given India’s unique workforce dynamics, including high turnover in IT 

and finance sectors and a multi-generational workforce. The 2005–2024 timeframe captures the evolution of engagement practices in 

India’s digital economy. The inclusion of both qualitative and quantitative studies balances depth and generalizability, while the thematic 

analysis aligns with the study’s aim to identify strategic pillars. 

6. Review approach 

The selected studies were thematically organized based on recurring strategic themes such as leadership style, learning and growth, gener-

ational preferences, recognition systems, and purpose alignment. Each article was analyzed for its contributions to understanding how 

Indian companies design engagement to impact retention. 

This thematic narrative review provides a grounded, India-centric lens to understanding employee engagement not just as a behavioral 

outcome, but as a deliberate organizational design choice. 

 

 
Fig. 1: Conceptual Model. 

 

Source: Haddon, B. (2007). Work-life balance: Towards an integrated conceptual framework. 

The conceptual framework depicts the interrelated elements influencing employee engagement and their impact on organizational results. 

Three main domains comprise the model, which was adapted from Haddon (2007): organizational drivers, employee experience, and out-

comes. The five strategic pillars of organizational drivers—purpose alignment, inclusive leadership, recognition systems, career growth 

opportunities, and generational sensitivity—are shown in teal boxes on the left. These factors affect the employee experience, which is 

depicted in the middle with purple boxes that stand for motivation, engagement, psychological safety, and work meaning. Lower Turnover, 

Higher Productivity, Greater loyalty, and talent resilience are among the outcomes that are shown in yellow boxes on the right, and arrows 

show the flow from organizational drivers to employee experience and then to outcomes. This model emphasizes engagement as a dynamic 

system in which employee experiences are shaped by strategic inputs, ultimately improving retention and organizational performance.  

7. Findings and thematic synthesis 

This review surfaced five strategic themes that consistently appear across India-based studies on employee engagement and workforce 

retention. These pillars reflect not only what companies are doing, but also what employees value in the evolving Indian workplace. 

8. Purpose alignment: more than just a paycheck 

Across the studies reviewed, a recurring theme was that employees—particularly from millennial and Gen Z cohorts—seek alignment 

between their values and the organizational mission. This resonates strongly in India's evolving knowledge economy, where work is no 

longer just a source of income but an extension of one’s identity. Scholars like Biswas & Bhatnagar (2013) and Garg (2019) assert that 

employees are more engaged when they find intrinsic meaning in their tasks and when the organizational purpose is communicated. When 

the purpose is unclear or reduced to branding jargon, engagement tends to become transactional and shallow. Conversely, when purpose is 

consistently reflected in leadership language and operational decisions, employees demonstrate greater emotional investment and resilience 

during organizational transitions. The researcher finds that purpose alignment, when authentically embedded, not only fuels commitment 

but also acts as an anchor during change. 

The economic benefits of purpose alignment are evident in reduced turnover costs. Biswas and Bhatnagar (2013) found that organizations 

with clear purpose-driven cultures saw a 12% lower voluntary turnover rate, translating to savings of approximately ₹10-15 lakh per 

retained employee in IT firms, based on average hiring costs (SHRM, 2021). Purpose alignment thus serves as a cost-effective retention 

strategy. 
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Globally, purpose alignment is a universal driver. Swe (2019) found that aligning individual goals with company vision improved job 

satisfaction. Globally, Allen and Vardaman (2021) highlight that purpose-driven work is a retention factor across cultures. Smith and Macko 

(2014) emphasize the motivational power of meaningful work over monetary incentives. 

Source: Biswas & Bhatnagar (2013); Garg (2019); Gopal & Chowdhury (2014); Swe, (2019); Allen & Vardaman, (2021); Smith & Macko, 

(2014) 

9. Inclusive leadership: being seen and heard 

Leadership was consistently highlighted as one of the strongest predictors of employee engagement in Indian IT/ITES environments. 

Notably, employees reported higher engagement not because of the employer brand, but due to the empathy, accessibility, and fairness 

exhibited by their direct supervisors. This observation aligns with Gupta & Sharma (2016) and Bose & Biswas (2020), who emphasize that 

inclusive leadership—characterized by transparent communication, shared decision-making, and respect for individual voices—enhances 

both trust and discretionary effort. Especially in high-stakes industries like tech and finance, employees under inclusive leaders were less 

likely to exit during organizational turbulence. The researcher notes that this kind of leadership acts as an emotional stabilizer, turning the 

workplace into a psychologically safe space, which is crucial for long-term engagement. 

Inclusive leadership yields economic gains by stabilizing workforce dynamics. Gupta and Sharma (2016) reported that teams under inclu-

sive leaders had 18% lower attrition rates, saving organizations an estimated ₹8-12 lakh annually per team in recruitment costs. This 

highlights leadership’s role in driving cost efficiency alongside engagement. 

International research reinforces inclusive leadership’s impact. Employees who felt heard were more likely to stay and less likely to disen-

gage. Smith and Macko (2014) noted that leadership style plays a direct role in fostering loyalty. Allen and Vardaman (2021) link inclusive 

leadership with stronger global talent retention across diverse teams. 

Source: Gupta & Sharma (2016); Bose & Biswas (2020); Narayanan & Mathew (2021); Allen & Vardaman, (2021); Smith & Macko, 

(2014) 

10. Recognition systems: Celebrating contribution 

Recognition emerged as a powerful yet underutilized driver of engagement in the Indian context. The literature reviewed highlights that 

while monetary rewards have their place, employees deeply value recognition that is timely, personalized, and emotionally sincere. Studies 

by Bhatt & Sharma (2020) and Singh & Shukla (2019) show that formal systems—like peer recognition platforms and manager-led appre-

ciation—significantly enhance morale, especially among early-career professionals. The researcher finds that in hybrid and remote settings, 

informal channels such as digital shoutouts and appreciation boards have become vital in sustaining a sense of belonging and visibility. 

Recognition, when authentic and frequent, reinforces employee contribution and fosters a culture of gratitude that boosts retention.  

Effective recognition systems deliver a strong ROI. Bhatt and Sharma (2020) noted that firms with robust recognition programs saw a 10% 

increase in employee productivity, equating to ₹5-7 lakh in annual revenue gains per 100 employees in IT settings. Recognition thus acts 

as a low-cost, high-impact engagement lever. 

Formal and informal recognition mechanisms were found to boost morale and reduce feelings of being undervalued (Swe, 2019). Cele-

brated contributions led to stronger team cohesion and lower turnover intentions. Smith and Macko (2014) emphasize the psychological 

importance of acknowledgment in driving engagement. 

Source: Bhatt & Sharma (2020); Singh & Shukla (2019); Nair & Pandey (2015) 

11. Career growth and learning: the loyalty multiplier 

One of the most consistent findings across the Indian IT and BFSI sectors is the direct link between structured growth opportunities and 

employee loyalty. Employees disengage not from a lack of effort, but from a lack of future. As Pradhan & Jena (2016) and Kulkarni & 

Saxena (2019) illustrate, when organizations offer mentorship, upskilling pathways, and internal mobility, employees report higher job 

satisfaction and reduced intent to leave. The researcher notes a compelling case of an Indian tech firm that launched a mid-career reskilling 

program and observed over a 30% drop in attrition within a year. This suggests that investment in employee development signals not just 

opportunity, but trust—trust that the organization sees a future with them. 

Investment in learning yields measurable returns. Kulkarni and Saxena (2019) documented that reskilling programs reduced attrition by 

30%, saving ₹25-30 lakh annually for a 500-employee firm. These savings, coupled with enhanced productivity, position learning as a 

strategic economic driver. 

Global studies confirm that Employees engaged in learning initiatives exhibited higher commitment and satisfaction. Smith and Macko 

(2014) link perceived career growth with lower voluntary exits. Allen and Vardaman (2021) argue that global retention efforts must prior-

itize continuous learning and internal mobility. 

Source: Pradhan & Jena (2016); Kulkarni & Saxena (2019); Das (2021); Allen & Vardaman, (2021); Smith & Macko, (2014) 

12. Generational sensitivity: one workforce, many journeys 

Indian workplaces are now multi-generational ecosystems, with employees from Gen Z to late Gen X working side-by-side. The reviewed 

literature reveals that engagement strategies that ignore this diversity often fall short. According to Khanna & Sehgal (2020) and Chaudhary 

& Rangnekar (2018), younger employees value real-time feedback, digital recognition, and rapid career progression, while older employees 

prefer stability, respect, and autonomy. The researcher observes that organizations customizing engagement strategies through flexible 

work arrangements, tailored communication, and life-stage-sensitive recognition reported significantly better retention and employee sat-

isfaction. This finding affirms that one-size-fits-all approaches are obsolete; engagement must evolve with generational expectations. 

Tailored engagement strategies reduce turnover costs across generations. Khanna and Sehgal (2020) found that generationally sensitive 

policies lowered attrition by 15% among Gen Z employees, saving ₹6-10 lakh per year for mid-sized firms. Customization thus enhances 

economic efficiency. 
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Allen and Vardaman (2021) stress that generational preferences vary globally, influencing turnover risks. Smith and Macko (2014) found 

that younger employees seek flexibility and purpose, while older workers value stability and respect. Understanding these nuances is key 

to retaining a multi-generational workforce. 

Source: Khanna & Sehgal (2020); Chaudhary & Rangnekar (2018); Pathak & Srivastava (2017); Allen & Vardaman, (2021); Smith & 

Macko, (2014) 

13. Strategic discussion 

This review offers more than just a summary of what drives employee engagement in India—it reveals how engagement can be transformed 

into a strategic asset when embedded across leadership, culture, and employee experience. 

At its core, the findings point to a central truth: people stay where they feel seen, where they feel they're growing, and where their work 

has meaning. When these conditions are present, retention improves not through policy enforcement, but through emotional connection. 

13.1. Designing engagement as a business strategy 

Traditionally, employee engagement has been siloed within HR departments—treated as an HR initiative rather than a strategic enabler. 

However, the literature indicates a decisive shift: when engagement is embedded in the broader business architecture—strategy, customer 

experience, leadership development, it yields measurable benefits in performance, innovation, and retention (Anitha, 2014; Saks, 2006). 

The researcher strongly believes that in sectors such as IT and finance, where high stress and turnover are endemic, engagement must be 

structurally integrated, not left to chance or periodic surveys. This means transitioning from fragmented activities to cohesive systems 

aligned with business values. Engagement is not an add-on; it is a strategic core. 

Source: Anitha (2014); Saks (2006); Pradhan & Jena (2016). 

13.2. Economic benefits of strategic engagement 

Embedding engagement as a business strategy delivers quantifiable economic benefits. Research indicates that high-engagement organi-

zations reduce turnover costs by 20-30%, saving millions annually in recruitment and training expenses (Anitha, 2014). For instance, a 

1,000-employee IT firm with a 20% turnover rate could save ₹50-75 lakh yearly by reducing attrition by 5% through engagement initiatives. 

Additionally, engaged employees drive a 15% increase in productivity, contributing to revenue growth. These outcomes align with labor 

economics, demonstrating its role in cost management and performance optimization. 

Sources: Anitha, J. (2014) 

13.3. The manager’s role is pivotal 

The reviewed studies consistently demonstrate that frontline leadership—particularly the manager-employee dynamic—is pivotal in deter-

mining engagement levels. Employees often don't leave jobs; they leave managers. Indian research (Gupta & Sharma, 2016; Gopal & 

Chowdhury, 2014) underscores that empathetic, communicative, and people-oriented managers dramatically lower attrition rates and boost 

team morale. The researcher believes that leadership development should go beyond performance tracking to include emotional intelli-

gence, coaching, and psychological safety. When leadership KPIs include engagement behaviors, organizations foster environments of 

trust and accountability, making employees feel valued and heard. 

Source: Gupta & Sharma (2016); Gopal & Chowdhury (2014); Edmondson (2018) 

13.4. Recognition and growth are more than perks 

Many organizations rely on annual awards or compensation revisions to drive engagement. However, research shows that Indian employ-

ees—especially from younger generations—seek consistent, authentic recognition and visible growth paths (Bhatt & Sharma, 2020; Kul-

karni & Saxena, 2019). The researcher observes a critical insight: it's not about occasional perks, but about daily signals that say, “You 

matter here.” This includes celebrating progress, offering development before stagnation sets in, and communicating internal mobility 

proactively. Ignoring these factors can lead to what scholars term “ambition leakage”—the unnoticed exit of high-potential talent (Das, 

2021). Sustained engagement grows not from grand gestures, but from meaningful, everyday acknowledgment. 

Source: Bhatt & Sharma (2020); Kulkarni & Saxena (2019); Das (2021) 

13.5. One size doesn’t fit all 

The Indian workforce is marked by deep diversity—not just generational, but also geographic, socio-economic, and life-stage related. The 

review finds that uniform engagement strategies often fail to resonate across such varied segments (Khanna & Sehgal, 2020; Chaudhary 

& Rangnekar, 2018). The researcher firmly believes that tailoring is not optional—it’s foundational. For instance, hybrid flexibility may 

matter more to a young mother in a Tier 2 city, while a mid-career manager might value autonomy and purpose. Engagement is not diluted 

when customized—it’s strengthened through relevance and inclusivity. Reverse mentoring, flexible work options, and targeted recognition 

are not indulgences but tools of equity. 

Source: Khanna & Sehgal (2020); Chaudhary & Rangnekar (2018); Singh & Shukla (2019) 

13.6. Engagement is culture, not a campaign 

Perhaps the most profound insight from this review is that engagement is cultural, not episodic. It is not something organizations do 

quarterly; it is something they embody daily. The researcher finds compelling evidence that organizations with embedded engagement 

values—reflected in how meetings are conducted, decisions made, or conflicts resolved—see lower turnover and deeper employee loyalty 

(Ghosh & Gurunathan, 2015; Saxena & Srivastava, 2021). These companies understand that engagement lives in the micro-moments: in 

how feedback is delivered, in how setbacks are handled, and in how dignity is preserved under pressure. When engagement becomes 

everyone’s job, culture evolves—and so does retention. 
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Source: Ghosh & Gurunathan (2015); Saxena & Srivastava (2021); Macey & Schneider (2008) 

13.7. Policy implications for engagement 

Engagement strategies intersect with India’s labor and economic policies, particularly in the digital economy. The Code on Wages, 2019, 

emphasizes fair compensation, which complements recognition systems that enhance perceived equity (Bhatt & Sharma, 2020). Addition-

ally, engagement aligns with Environmental, Social, and Governance (ESG) frameworks, as inclusive leadership and generational sensi-

tivity promote diversity and social responsibility, key ESG pillars (Sarma & Agarwal, 2022). In India’s digital transformation, policies like 

the Digital India initiative encourage upskilling, aligning with learning ecosystems that reduce turnover (Kulkarni & Saxena, 2019). Or-

ganizations can leverage these policies to design engagement strategies that comply with regulations while enhancing workforce resilience, 

contributing to national economic goals. 

14. Conclusion 

`In the opinion of the researcher, employee engagement in India’s digitally transforming, multigenerational workforce can no longer be 

treated as a side initiative. It has become a strategic imperative that influences not only retention and productivity but also innovation, 

organizational culture, and emotional well-being. As evidenced throughout this review, engagement is most effective when reframed as a 

daily organizational mindset, not a one-off initiative or HR metric (Anitha, 2014; Saks, 2006). 

The researcher believes that engagement flourishes in organizations where employees are emotionally connected to purpose (Garg, 2019), 

respected by inclusive leaders (Gupta & Sharma, 2016), celebrated for contributions (Bhatt & Sharma, 2020), empowered to grow (Kul-

karni & Saxena, 2019), and understood through a generationally sensitive lens (Khanna & Sehgal, 2020). In such ecosystems, loyalty and 

performance are not extracted—they are freely offered. However, where engagement is generic, inconsistent, or transactional, even high-

potential talent begins to silently detach (Das, 2021). 

Indian organizations are at a pivotal point. The future of work will not be won by those offering the highest salaries, but by those creating 

the most human-centered experiences. Building systems that respond to the realities of emotional, psychological, and demographic diver-

sity is not optional—it is essential. In doing so, organizations transform engagement from a metric into a movement. 

The five pillars uncovered in this study—purpose alignment, inclusive leadership, recognition systems, continuous learning, and genera-

tional sensitivity—are not short-term programs. They are long-term cultural commitments that lead to stronger retention, higher produc-

tivity, deeper trust, and more resilient teams (Macey & Schneider, 2008). As the researcher concludes, people don’t leave companies—they 

leave cultures. And cultures are built deliberately, with empathy, equity, and everyday actions that reflect shared values. This review ana-

lyzed 28 India-based studies in the IT/ITES sector and revealed that employee engagement is multidimensional, shaped by leadership 

behavior, recognition practices, growth opportunities, and cultural alignment. Inclusive leadership and psychological safety emerged as the 

most influential predictors of retention, while flexible work arrangements and meaningful recognition enhanced work-life balance. Studies 

showed that generational diversity requires tailored engagement approaches to avoid “one-size-fits-all” pitfalls.  

To maximize impact, organizations must align engagement with policy frameworks. Integrating engagement with labor regulations, such 

as the Code on Social Security, 2020, ensures compliance while fostering well-being. Similarly, embedding ESG principles into engage-

ment strategies enhances social sustainability, appealing to socially conscious talent. Policymakers can support this by incentivizing firms 

that prioritize human-centered engagement, aligning with India’s vision for a digitally empowered workforce. 

Engagement strategies rooted in authenticity—not compliance—were consistently linked to improved well-being, reduced burnout, and 

greater organizational loyalty. These findings reinforce that engagement is a strategic design choice, not a passive byproduct of policy. 
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