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INTRODUCTION

Conceptual Framework of Employee and Organisation 
related variables: A Review and Synthesis of Literature

*
Vaibhav Sharma and Rameez Iqbal Khan

Abstract The current environment poses plenty of challenges for practitioners to calculate the inter-

relation of variables about organizational growth. Although, ample studies delineate the 

status of the relationship among variables related to employee and organization but 

studies bringing all the variables in single dice are at a nascent stage. Hence, this study has 

attempted to explicate the relationship among all variables necessary for organizational 

growth and proposed a conceptual framework for future researchers. Based on the 

propositions taken, this literature probe has found variables including employee 

satisfaction, employee commitment, employee performance, human capital, socially 

responsible HRM, and firm performance is linked with each other. In the last, this study 

also sheds a light on future research agenda, limitations, conclusions, and implications for 

practitioners and researchers.

Keywords: Employee Satisfaction, Employee Commitment, Employee Performance, 

Human Capital, Socially Responsible HRM and Organizational Performance.

In the 21st century, Organizations are facing various challenges owing to cut-throat competition in the 

environment. Thus, management of organizational performance has become a need of hour (Mowdey et al. 2003). 

Organizations are witnessing the high value of association among employee behavior and organizational 

performance (Sageer et al. 2012). Consequently, organizations put their efforts to maintain a harmonious 

relationship with their employees directly and indirectly (Kickul, 2001; Locke and Latham, 1990). Employees are 

considered to be an asset to the organization. Therefore, Employee performance, satisfaction, and Human capital 

are coined as the contributor to organizational performance (Hensen and Deimler, 2001; Shore and Martin, 1989; 

Mowdey et. al. 2003; Bontis and Serenko, 2007). It becomes crucial for an organization to look for socially 

responsible activities pertained to employee well being. Newman et al. (2014) stress on prevailing rapid 

environment where the cost of employee turnover has been high. Therefore, organizations are striving hard to 

engage in such activities where they can mitigate the risk of high employee turnover, and eventually, they can 

retain their employees for reciprocating the human capital for better organizational performance. In the present 

literature, these activities are coined as SRHRM (Socially Responsible Human Resource Management) (Newman 

et al. 2014; Shen and Benson, 2016; Orlitzky and Swanson, 2006; Shen and Zhu, 2011).

Although, there are several studies conducted on employee-related variables like employee satisfaction, 

employee performance, employee commitment but a study on a linkage of all these variables with SRHRM is still 
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at a nascent stage (Greening and Turban, 2000; Trucker, 2009). Hence, this paper aims to propose a conceptual 

framework explicating the relationship between employee-related variables and Socially Responsible HRM. The 

shadow of this study is also shedding a light on the network of all the variables with organizational performance as 

the variables including Employee Satisfaction, Employee Performance, Employee Commitment, Human Capital, 

SRHRM are associated with organizational performance.

MethodologyLiterature review is explicated as a systematic, clear, and retrieval source for ascertaining and 

interpreting the group of traced documents pertained to the research topic (Fink, 1998). The objective of the 

methodology is analyzing the existing research so that related themes, patterns, and keywords can be mapped 

(Seuring and Muller, 2008). In this paper, the author(s) explicated the literature in terms of propositions and thus, 

shaped a conceptual framework. In this regard, a study can be done by implementing content analysis (Seuring 

and Muller). Content analysis is a method focusing on quantitative as well as qualitative aspects (Kassarjian, H.H, 

1977). According to Malhotra and Dash, 2009, Content analysis helps elaborate detailed information regarding 

past studies.

In this paper, the author(s) have studied 112 research papers and found 106 papers relevant to the concerned issue. 

This paper has used the following sources to comprehend past literature.

1. Emerald Full Text

2. Wiley Online

3. Taylor and Francis

4. Proquest Online 

5. Science Direct

6. JSTOR

1. Propositions

2.1 Employee performance and Employee satisfaction

According to Mathis and Jackson (2000), “Employee performance is the contribution of employees towards the 

organization. It can be considered a crucial parameter to analyze the outputs and yields of an organization. 

Employee performance has also been viewed as a function of ability, motivation, and opportunity (Robbins, 

2006). The relationship between employee performance and employee satisfaction has been perceived as an 

important research practice in industrial-organizational psychology (Judge et al. 2001). Several authors have 

suggested their views to justify the relationship. Locke's Goal setting theory also delineates that rewards mediate 

the relationship between employee performance and employee satisfaction (Locke, 1968). This link between 

employee performance and employee satisfaction has been coined as the “Holy Grail” of the industrial 

psychologist (Landy, 1989; Judge et al. 2001). The expectancy theory of motivation believes that employee 

performance exhibits employee satisfaction through rewards and recognition offered to employees (Naylor, 
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Pritchard, llgen, 1980; Judge et al. 2001). It has assessed that if employee performance is rewarded then it sheds a 

light on the positive impact on the satisfaction level of employees (Locke and Latham, 1990, Lawler and Porter, 

1967). Satisfied employees tend to show better performance that leads to organizational performance and growth 

(Ahmad et al. 2014; Biswas and Verma, 2011). According to Ostroff (1992), organizations having satisfied 

employees perform better than those organizations having dissatisfied employees. 

According to Judge et al. (2001), the relationship between employee satisfaction and employee performance is 

positive but this relationship is mediated by some mediators. These mediators can be job autonomy, 

organizational culture, organization's reward, and recognition policies, etc. Although plenty of studies are 

captured in the context of the relationship still, this relationship is considered to be a debatable concern (Judge et 

al. 2001; Crossman and Zaki, 2003). Due to the debatable nature of the relationship, some studies are reporting 

negative (Laffaldano and Muchinsky, 1985; Pawirosumarto et al., 2017; Crossman and Zaki, 2003)and spurious 

link, as well as there, are some studies reporting a positive link between performance and satisfaction (Judge et al. 

(2001); Norris and Niebuhr, 1984; Jalalkamali et al. 2016; Locke and Latham, 1990). Furthermore, it has been 

observed that the spurious relationship between two is owing to the relation of these two variables to the third 

variable which is unmeasured (Judge et al. 2001). Moreover, these statements about the relationship exhibit 

different propositions. These propositions are as follows.

Proposition 1(a): Employee satisfaction is positively related to employee performance.

Proposition 1(b): Variables like Job autonomy, rewards, compensation, organization culture, leadership, etc 

mediate the relationship between employee satisfaction and performance.

Proposition 1©: Employee satisfaction is negatively or spuriously related to employee performance.

2.2 Human capital and Employee performance

Human capital expresses in terms of accumulated knowledge and skills of the workforce within the period 

(Danchev and Sevinc, 2012). Individuals who invest higher in Human capital expect to achieve a higher rate of 

personal job inputs than individuals who invest less in the Human capital (Danchev and Sevinc, 2012; Wan, 

2007). It suggests that employees with higher Human capital tend to have a higher expectation of benefits that 

they should receive from the employer in contrast to employees who have lower Human capital (Balkin and 

Griffeth, 1993). It is an important component of intellectual capital (Bontis and Serenko, 2007). Organizations 

that assert inimitable Human capital possess a competitive advantage in the long run (Nonaka and Takeuchi, 

1995). Human capital has also been seen as a source of employee innovative performance and employee strategic 

renewal performance (Bontis and Serenko, 2007). Following 'resource-based theories', employee's human capital 

makes employee effective performer achieve competitive advantage (Huselid, 1995). 

Human capital is reflected by the capabilities of the employee (Bontis and Serenko, 2007). Employee capabilities 

refer to employee possession of their knowledge, skills, and abilities to perform any task (Bontis and Serenko, 

2007). Hence, a significant positive relationship has been noticed between human capital and employee 

performance (Bontis and Serenko, 2007; Zadeh, 2014; Huselid, 1995). Bansen(2003) also reported a positive 

relationship between Human capital and employee performance. Furthermore, it has examined that human 

capital influences employee performance through knowledge sharing (Hsu, 2008). Knowledge sharing aims to 

improve employee performance and human capital development for the organization's growth (Hsu, 2008). 

Knowledge sharing improves employee performance either by affecting factors of human capital such as 
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knowledge, skills, and abilities or by increasing the motivation level of knowledge workers (Hsu, 2008). All the 

statements about the relationship between human capital and employee performance lead to some propositions as 

follows.

Proposition 2(a): Employee performance is positively related to Human capital.

Proposition 2(b): Knowledge sharing mediates the relationship between human capital and employee 

performance.

2.3 Employee performance and Employee commitment

Employee commitment refers to the psychological attachment of employees with their work-place (Allen and 

Meyer, 1990; O' Reilly and Chatman, 1986). Employee commitment is positively related to outcomes such as 

employee satisfaction (Bateman and Stressor, 1984; Mowday, Porter and Steers, 1982), intention to stay (Mathieu 

and Zajac, 1990; Steers and Rhodes, 1978). Although, the Meta-analysis of organizational commitment shows the 

relationship between employee performance and employee commitment is positive but weak (Mathieu and Zajac, 

1990; Chen et al. 2002). Although, overall commitment to the organization tends to be unrelated to employee 

performance dimensions of employee commitment are found to be related to employee performance (Becker, 

1996; Steers, 1977; Wiener and Vardi, 1980; Chen and Francesco, 2003). Essentially, employee commitment is 

considered as an element having different dimensions (Meyer and Allen, 1991). These are related to their desire, 

need, and obligation and are termed as affective commitment, normative commitment, and continuance 

commitment (Meyer and Allen, 1991). Affective commitment demonstrates the emotional attachment of 

employees with the organization (Meyer and Allen, 1991; Chen et al. 2002) and it has been examined that 

employee performance can lead to an emotional attachment of employees (Chen et al. 2002). Therefore, affective 

commitment is found to be positively correlated with employee performance (Meyer et al.1989; Mathieu and 

Zajac, 1990; Chen et al.2002). Continuance commitment shows a kind of compulsion over employees to continue 

existing jobs (Meyer and Allen, 1991; Chen et al. 2002) which negatively influences employee performance. 

Therefore, continuance commitment is found to be negatively related to employee performance (Meyer et al. 

1989; Mathieu and Zajac, 1990; Chen et al. 2002). Normative commitment shows that employees prefer to stay 

with the organization based on a sense of duty, loyalty, or obligation (Chen et al.2002). It moderates the 

relationship between affective commitment and employee performance (Meyer et al.1989). These findings lead to 

considering that not overall employee commitment but the certain dimension of employee commitment might be 

related to employee performance (Becker, 1996).

Hence, these statements lead to derive propositions as follows:

Proposition 3(a): Employee performance is having a weak relationship with Overall commitment.

Proposition 3(b): Employee performance is positively related to affective commitment.

Proposition 3©: Normative commitment moderates the relationship between affective commitment and 

employee performance.

Proposition 3(d): Continuance commitment is negatively related to employee performance.
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2.4 Employee performance and Organizational performance

The resource-based theory considers employee performance as a source of sustained competitive advantage. 

Furthermore, employee performance is also considered as a determinant of organizational performance (Mathis 

and Jackson, 2002). Various studies have reported a positive relationship between employee performance and 

organizational performance (Testa et al. 1998; Hallowell et al. 1996; Heskett et al. 1994; Rucci et al. 1998; 

Grandzol, 1998; Ryan et al. 1996; Koys, 2001). Employee efficient performance demonstrates that employee is 

motivated committed and satisfied (Locke and Latham, 1990; Judge et al. 2001; Mathieu and Zajac, 1990). 

Consequently, satisfied and committed employees generate innovative ideas for new products and services and it 

improves quality performance, operating performance, and customer satisfaction and reduces employee turn-over 

costs (Sedikoglu and Zehir, 2010). Improvement in quality performance, operating performance, and level of 

customer satisfaction positively influence organizational performance (Testa et al. 1996; Grandzol, 1998; 

Sedikoglu and Zehir, 2010). These improvements assist the organization in reducing quality costs and operating 

costs and consequently, bring progress in the level of organizational performance. Positive employee 

performance makes customers delighted for the product they want to consume and extends their consumption by 

making them loyal to the organization (Hallowell et al. 1996; Heskett et al. 1994; Rucci et al. 1998). This impact of 

employee performance on customers positively influences organizational performance (Sedikoglu and Zehir, 

2010; Grandzol, 1998; Ryan et al. 1996). These statements lead to the following proposition.

Proposition 4(a): There is a positive relationship between employee performance and organizational 

performance.

2.5 SRHRM and Employee performance

Corporate social responsibility is defined as the voluntary incorporation of social and environmental concerns 

into business operations and their interaction with stakeholders (European Commission, 2002). It is also known as 

socially responsible human resource management (SRHRM) (Shen and Bensen, 2014). CSR literature asserts on 

the management of stakeholder groups and perceives employee as an important stakeholder for the organizations 

(Story and Neves, 2014; Pederson, 2011). Turker (2009) explicates CSR in the context of stakeholder interest and 

defines it as organizational behavior that aims to affect stakeholders positively. SIT (Social Identity Theory) also 

emphasizes employee engagement with CSR. SIT states that people engage themselves with CSR to obtain a 

positive social identity. As result, they get affiliated with high esteemed and socially responsible organizations 

(Hogg and Abrams, 1988; Trucker, 2009). Employees are considered as a major group demanding CSR 

(McWilliams and Seagal, 2001). If employees realize that their firm is only chasing profitability and not chasing 

ethical and legal practices then it decreases their performance and commitment level (Story and Neves ,2014). 

According to Porter and Kramer (2006), Employees work hard in a socially responsible environment even they 

don't focus on the monetary gains when they get engaged with socially responsible organizations. In addition to 

this, it has examined that when an employee perceives himself or herself to be a member of a socially responsible 

entity, it enhances a shared sense of identification among employee and organization (Nahapiet and Ghoshal, 

1998). Therefore, socially responsible organizations foster employee commitment and morale, and consequently, 

strong commitment leads to greater employee productivity (Porter and Kramer, 2006).

An organization with CSR activities can retain an effective and efficient employee for work on the contrary 

organization without CSR activities cannot retain an effective and efficient workforce (Story and Neves, 2014; 

Mirvis, 2012). Therefore, the Organization's CSR activities have been perceived as positive for the organizational 

performance through their employee performance (Porter and Kramer, 2006). Employee engagement with CSR 
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leads to pride in the company (Trucker, 2009; Mirvis, 2012) This engagement is positively related to employee 

performance and negatively related to employee's intention to quit (Mirvis, 2012). The impact of CSR on the 

employee is coined as a game-changing trend for the organization (Story and Neves, 2014; Chaudhary, 2018). The 

literature on CSR or SRHRM and employee performance generate a proposition as follows.

Proposition 5(a): There is a positive relationship between SRHRM and Employee performance.

2.6 Employee satisfaction and employee commitment

Employee commitment is considered as an important employee attitude to achieve organization-level outcomes. 

Employee commitment is viewed as an element having different dimensions. These dimensions are related to 

desire, need, and obligation which are represented as affective commitment, normative commitment, and 

continuance commitment (Meyer and Allen, 1991). Meyer and Allen (1991)'s multidimensional model of 

commitment stated that employee organizational commitment is a mediating variable between individual job 

related antecedents such as employee satisfaction and organizational outcomes such as organizational 

performance (Mayer and Allen, 1991; Clugston, 2000). Employee satisfaction is a positive psychological state 

resulting from one's job (Locke, 1976) and its relationship with employee commitment can be a determinant link 

for Organizational performance (Angle, 1981; Riketta, 2002) and effectiveness (Laschinger, 2001). Some studies 

have reported a positive correlation between employee satisfaction and commitment (Benkhoff, 1997; Shore and 

Martin, 1989; Knoop, 1995; Bateman and Stressor, 1984; Locke and Latham, 1990; Koh and Boo, 2004; Forese 

and Xiao 2012). Therefore, different concepts have been made in the context of the relationship between employee 

satisfaction and employee commitment. The concept of employee commitment attempts to understand and 

elucidate employee's dedication to the organization (Lumley et al. 2011) on the other hand, the concept of 

employee satisfaction involves employee's affective attachment with the organization and it influences the 

organization's well being concerning organization's productivity (Morrison, 2008; Spector, 2008). Bateman and 

Strssor (1984) delineate the positive link between employee satisfaction and commitment and consider employee 

commitment as an antecedent of employee satisfaction instead of the outcome. Employees, who are committed, 

show a higher level of satisfaction and performance (Mathieu and Zajac, 1990; Wiener and Vardi, 1980; Darden, 

Hampton and Howell, 1989). When employees are dissatisfied at work then they tend to be less committed and 

look for opportunities to quit the job (Lok and Crowford 2004). If employees don't get the opportunities then they 

seek to withdraw from the organization emotionally and mentally (Lok and Crowford, 2004). The level of 

employee's organizational commitment demonstrates their suitability with extrinsic rewards including 

remuneration and benefits and psychological rewards including employee satisfaction and attachment with fellow 

employees (Lumley et al. 2011). These statements regarding the relationship between employee commitment and 

employee satisfaction form the following proposition for the study. 

Proposition 6 (a): There is a positive relationship between employee satisfaction and employee commitment.

Proposition 6 (b): Employee satisfaction and employee commitment are positively related to Organizational 

performance

2.7 Human capital and Employee satisfaction

The relationship between Human capital and employee satisfaction delineates a positive connection between each 

other (Bontis and Serenko, 2007; Bontis and Fitz-enz, 2002; Echdar, 2015). Human capital can be defined in 
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terms of accumulated knowledge and skills of the workforce within the time (Danchev and Sevinc, 2012). 

Employees who invest more in Human capital attain a higher level of education and expect higher rates of return 

in terms of benefits or other rewards (Psacharopoulos, 1985; Balkin and Griffeth, 1993). Human capital 

development is an important effort to gain cost-effective firm performance (Bontis and Serenko, 2007). Hence, 

firms seek to achieve Human capital that would enhance employee satisfaction and performance (Marmuthu et al. 

2009). Human capital development lies in employee sentiments. Moreover, employee sentiments can be defined 

as a composition of employee satisfaction, commitment, and motivation (Bontis and Fitz-enz, 2002). The 

development of Human capital is positively influenced by the education level of employees and their overall 

satisfaction (Danchev and Sevinc, 2012; Marmuthu et al. 2009). Employee satisfaction is an individual's 

emotional attitude toward his or her job (Locke, 1976). Employee satisfaction has a substantial influence on the 

Human capital development of the firm directly or indirectly (Bontis and Fitz-enz, 2002). A high level of 

employee satisfaction provides incentives for employees to improve their performance and to expand their 

knowledge and skills or to develop their creativity (Danchev and Sevinc, 2012). Human capital involves 

processes related to training, education, and other initiatives to increase the level of knowledge, skills, abilities, 

and assets of employees which lead to positive employee satisfaction and eventually positive Organizational 

performance (Marmuthu et al. 2009). This statement leads to the following proposition.

Proposition 7 (a): Higher the level of Human capital, the greater the expectation of benefits or rewards from the 

employer.

Proposition 7 (b): Human capital is positively related to employee satisfaction.

2.8 Employee satisfaction and Organizational performance

Employee satisfaction is considered as a positive attitude that contributes effectively to organizational outcomes 

(Harter et al. 2002). According to the service-profit chain “Satisfied employees create value in services rendered 

to the customers”. Consequently, this value addition improves Organizational performance (Hasket et al. 1994). 

Essentially service profit chain is a conceptual model about the link between employee satisfaction and customer 

satisfaction, customer satisfaction and loyalty, loyalty, and financial performance (Hasket et al. 1994; Loveman, 

1994). As whole employee satisfaction is positively related to customer satisfaction and fundamentally, customer 

satisfaction leads to positive Organizational performance (Wiele, Boselie and Hesselink, 2002; Loveman, 1994; 

Haskett et al. 1994). The link between employee satisfaction and performance at the organizational level is 

stronger than the same link at the individual level (Ostroff,1992). This link describes the contribution of employee 

satisfaction towards organizational financial performance (Based on ROA) and Market performance (Schneider 

et al.2003). Financially successful organizations are likely to provide perks to employees that enhance the level of 

employee satisfaction with both job and employing organization(Schneider et al. 2003; Dimitriades and 

Papalexandris, 2012).

It has been perceived that Organizational performance is gained through the satisfaction of employees and 

attention to their physical and emotional needs (Ostroff, 1992). Moreover, Employee satisfaction emphasizes the 

creation of routine patterns. To this, employees create relationships at work that fall into routine patterns, and these 

patterns influence behaviors. Hence, Employee positive attitudes and behavior in these patterns are directed to 

achieve organizational goals (Roethlisberger, 1959).  Employee satisfaction is a crucial factor in determining 

employee's behavior and response at work and these behaviors and responses develop organizational 

effectiveness. Hence, employee satisfaction can result in organizational effectiveness through behaviors about 

significant productivity (Roethlisberger, 1959; Kopelman et al. 1990). Organizational behavior is reflected by 
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organizational effectiveness which promotes Organizational performance (Ostroff, 1992). According to Harter et 

al. (2002, p.276) “Employee satisfaction has a positive relationship with a business performance at a magnitude 

that is crucial to many organizations”. Employee satisfaction and employee commitment together can be a 

determinant of Organizational performance (Angle, 1981; Riketta, 2002) and effectiveness (Laschinger, 2001). 

According to Ostroff (1992, p.963) “Organization with more satisfied employee tends to be more effective than 

organizations having the less satisfied employee”. These statements lead to developing the following proposition.

Proposition 8 (a): Greater the employee satisfaction, higher the Organizational performance.

2.9 SRHRM and Employee satisfaction

The concept of CSR can be understood through the stakeholder theory (Freeman, 2004). Organizations need to 

focus on the interest of their stakeholders such as employees, customers, clients, etc during the incorporation of 

CSR in strategy formulation (Freeman, 2004; Kundu and Gahlawat, 2015). Employee-oriented Corporate social 

responsibility is a commitment of the organization to employees through responsible leadership. It depicts the 

extent of employee rights and employee outcomes in a form of employee satisfaction (Cheruiyot and Maru, 2012). 

CSR is having the potential to create high performance and employee goodwill (Aguilera et al., 2005). CSR 

literature asserts on the management of stakeholder groups and treats an employee as an important stakeholder for 

the organizations (Story and Neves, 2014; Pederson, 2011).Trucker (2009) explicates CSR in the context of 

stakeholder interest and defined it as organizational behavior aims to affect stakeholder positively. SIT (Social 

Identity Theory) also emphasizes why people engage with CSR. SIT states that people engage with CSR to seek a 

positive social identity. As a result, employees affiliate with high esteemed and socially responsible organizations 

(Hogg and Abrams, 1988; Trucker, 2009). Moreover, 'Soft HRM' or CSR helps in developing the employee social 

identity to a new level which in turn enhances employee satisfaction. (Kundu and Gahlawat, 2015; Brammer et al. 

2007). Employees are considered as a major group demanding CSR (McWilliams and Seagal, 2001). If employees 

realize that their firm is only chasing profitability and not chasing ethical and legal practices then it decreases their 

satisfaction and commitment level (Story and Neves ,2014). According to Porter and Kramer (2006), Employees 

work hard in a socially responsible environment even they don't focus on the monetary gains when they get 

engaged with socially responsible organizations. When an employee perceives himself or herself to be a member 

of a socially responsible entity, it enhances a shared sense of identification among employees and the organization 

(Nahapiet and Ghoshal, 1998). Therefore, socially responsible organizations foster employee commitment and 

morale, and consequently, strong commitment leads to greater employee satisfaction (Koh and Boo, 2004). 

Social exchange theory proposes a framework to explain how employee perception of socially responsible HRM 

is associated with employee satisfaction (Masterson, 2000). Kundu (2013) states that an organization's 

appreciation of employees as an ethical HR strategy helps in enhancing positive employee satisfaction. 

O'Donohue and Nelson (2009) state that CSR or socially responsible HRM practices frames better alignment of 

interests, goals, and values of employees with the organization. Employee satisfaction is positively related to 

socially responsible HRM or CSR (Glavas and Kelley, 2014; Closon et al 2015; Kundu and Gahlawat, 2015).

Proposition 9 (a): Socially responsible HRM Practices are positively related to employee satisfaction.             

2.10 Human capital and Employee commitment

Organizational commitment theory states that employees in an organization may prefer to stay and apply their 

Human capital in an organization even if the monetary return on their investment is low (Verkhohlyad and 
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Mcclean, 2012). Human capital consists of employee's qualities, abilities, skills, knowledge, and experience that 

make employees economically productive (Becker, 1964; Heckman, 2000). The human capital theory aims to 

invest in the development of Human capital to obtain qualified individuals. It has been perceived that the more the 

organization invests in Human capital via HRM activities, the higher the potential for employee's contribution 

towards the firm (Chan and Chen, 2011). Employee commitment and Human capital both are considered strong 

contributors to HPWS (High-performance work practices) (Mansour et al. 2014). Employee affective 

commitment and Human capital mediate the relationship between High-performance work practices of an 

organization and employee performance (Chang and Chen, 2011). 

Proposition 10(a): Employee commitment and Human capital mediate the relationship between high-

performance work practices and employee performance

2.11 Employee commitment and Organizational performance

Employee organizational commitment is a psychological state that demonstrates an employee's bonding with the 

organization (Rashid et al. 2003). A committed employee stays with the organization in a hard time, works 

regularly, and protects an organization's assets, shares, goals, and others. Thus, having committed employees is an 

additional advantage to the organization (Meyer and Allen, 1997). Lee and Miller (1999) stated a positive 

relationship between employee commitment and ROA (Return on asset). This implies that employee commitment 

could positively influence organizational performance. It has been found that the more committed the employees, 

the greater the return to shareholders (Conchas, 2000). Allen and Meyer(1990) established a commitment model 

describing three types of commitments. These commitments are affective, continuance, and normative. 

Affectively committed employees contribute more towards Organizational performance than continuance and 

normative commitment (Rashid et al. 2003; Riketta, 2002). Attitudinal organizational commitment or affective 

commitment positively influences all those behaviors which are beneficial to the organization such as 

Organizational performance, attendance, staying with the organization (Mathieu and Zajac, 1990; Meyer and 

Allen, 1997; Randall, 1990). Employee commitment has been considered as an extent to which an employee 

identifies his or her firm and shares its value and goals (Fields, 2002; Meyer et al. 1993). Employees with high 

commitment treat their company as an organization for which they feel proud to work (Alfalla-Luque et al. 2012). 

Consequently, they start working hard for the high performance of the organization and tend to be prepared for 

accepting any task (Kuo, 2013). The literature on workforce management considers employee commitment as an 

important construct for explaining Organizational performance (Guest and Conway, 2011; Alfalla-Luque and 

Marin-Garcia, 2013). These statements develop a proposition as follows.

Proposition 11(a): Employee commitment is positively related to organizational performance.

2.12 Human capital and Organizational performance

Human capital is a key component of the intellectual capital of contemporary organizations (Nonaka and 

Takeuchi, 1995). Companies that emphasize Human capital possess a competitive advantage for a prolonged 

period (Nonaka and Takeuchi, 1995; Bontis and Serenko, 2007). Human capital is an important source of 

organizational growth as well as the economic prosperity of a country (Ulrich, 1998; Bontis, 2004). Human 

capital is a tool of innovation and strategy renewal (Bontis and Serenko, 2007). Human capital depicts the 

employee knowledge stock of an organization as shown by its employees (Bontis, 2001). According to Roos et al. 

(1997), employees generate intellectual capital via their competence, attitude, and intellectual agility. 

Competence consists of skills and education, while attitude refers to a behavioral component of an employee, and 
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intellectual agility specifies the capability of the employee to think the innovative solution to problems (Bontis et 

al. 2000). Human capital demonstrates the knowledge, skills, and abilities of employees (Bontis and Serenko, 

2007), and KSA's in employees facilitate the creation of organization well-being where the employees are 

working (OECD, 2001, p.18). Human capital is a fundamental source of economic productivity (Romer, 1990) as 

well. Furthermore, Human capital philosophy states that there is a positive relationship between innovativeness 

and organizational performance. Bontis (1998) elucidates Human capital as the firm's collective ability to elicit 

the best solutions from the knowledge of its employees to obtain positive Organizational performance. Several 

studies reported that Human capital will result in greater competitiveness and performance (Agarwala, 2003; 

Bontis and Serenko, 2007). These statements lead to developing the following proposition.

Proposition 12(a): There is a positive relationship between Human capital and Organizational performance.

2.13 SRHRM and Employee commitment

Several studies have been conducted in the context of the relationship between socially responsible human 

resource management (SRHRM) and employee commitment (Turker, 2009; Ellemers et al. 2011; Shen and Zhu, 

2011). Socially responsible human resource management is concerned with stakeholders including employee, 

customer, shareholder, etc (Carroll, 1998; Hopkins, 2003; Lee, 2008). Although, it is widely known that effective 

HRM contributes to Organizational performance (Wright et al. 2005). Socially responsible HRM impacts 

Organizational performance through its influence on employee attitudes and behaviors such as commitment and 

performance (Storey, 1989). Prior studies have found that socially responsible HRM fosters organizational status 

with customers, encourages employees (Wilson 1997), and enhances Organizational performance (Hannon and 

Milkovich, 1996). According to McWilliams and Seagal(2001), Employees are considered as a major group 

demanding CSR. If employees realize that their firm is only chasing profitability and not chasing ethical and legal 

practices then it decreases their satisfaction and commitment level (Story and Neves ,2014). According to Porter 

and Kramer (2006), Employees work hard in a socially responsible environment even they don't focus on the 

monetary gains when they get engaged with socially responsible organizations. Employee prefers to stay at such 

organizations which promote socially responsible activities (Nahapiet and Ghoshal, 1998). According to Stawiski 

et al. (2010), the Good deeds of the organization create a sense of belongingness among the employees. 

Organizations with socially responsible HRM and high employee commitment tend to perform better so it can be 

said that both are the determinants of organizational performance (Ali, et al. 2010; Stawiski et al. 2010). 

Furthermore, a study by Shen and Zhu (2011) concludes that higher the socially responsible HRM leads to higher 

employee commitment.

These statements lead to developing the following propositions.

Proposition 13 (a): SRHRM is positively related to employee commitment

Proposition 13(b): SRHRM and Employee commitment both are positively related to organizational 

performance.

2.14 SRHRM and Organizational performance

Research on Corporate Social Responsibility or Socially responsible HRM practice is a considerable concept that 

has highlighted the positive bonding between social responsibility and business opportunities in terms of 
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productivity, competitive edge, and employee competence (Porter and Kramer, 2002). It has been argued that 

good social and environmental practice adds value to the organization in terms of performance and productivity 

(Lu et al, 2009). According to Caroll (1979) and Joyner and Paine, (2002), A CSR oriented firm can enhance the 

value of its intangible assets such as knowledge, a trust which underpins the value process of value creation. In 

addition to this, the resource-based view suggests that firms that have valuable assets possess a competitive 

advantage and may get efficient Organizational performance (Roberts and Dowling, 2002). Furthermore, it has 

also been perceived that firms whose assets are difficult to imitate may gain superior financial performance 

(Barney, 1991). 

 Previous studies have hypothesized socially responsible HRM and Organizational performance to be positively 

related (Lu et al. 2009). According to an OECD report (2001), organizations involved in SRHRM initiatives drive a 

range of benefits. (1). It shrinks the risk of costly criminal prosecutions, litigation, (2). It improves an 

organization's morale, (3). It improves the organization's goodwill, (4). It improves sales and makes customers' 

brand loyal, and so on. According to Orlitzky (2005), SRHRM enhances the share value of the company in the 

financial market. 

Several studies have reported a positive relationship between SRHRM and organizational performance (Caroll, 

1979; Lu et al. 2009; Barney, 1991; Orlitzky, 2005; Rettab et al. 2008; Torugsa et al. 2012). The above statements 

lead to the following proposition.

Proposition 14 (a): SRHRM is positively related to Organizational performance

2.15 SRHRM and Human capital

Human capital is considered as a component of intellectual capital derived from employee's competencies (Bontis 

and Serenko, 2007; Casalegno et al. 2017). Most of the studies have found that Human capital enables the firm to 

face competition by making them competitive (Casalegno et al. 2017). According to Casalegno and Pellicelli, 

(2008) organizations with more Human capital can create a high value of share-holders in contrast to 

organizations with less Human capital. The relationship between CSR and Human capital has been perceived as 

positive (Casalegno et al. 2017; E, Startseva et al. 2015). Human capital can be strengthened by the 

implementation of CSR activities. CSR concept promotes responsible practices and it cannot be denied that these 

responsible practices lead to derive positive repercussions in the context of business organization (Porter and 

Kramer, 2011). Therefore, every organization strives tough to become responsible (Coulon, R. 2006). CSR has 

been perceived as a subject of strategy implementation, marketing, products, communication, and human 

resource management, finance, stakeholder relations, and many more (Casalegno et al. 2017). Fundamentally, 

Human capital is recognized as a set of employee's knowledge, skills, competencies, and other qualities (Schultz, 

1961; Becker, 1964). Management of knowledge, skills, and abilities promote employee well being along with 

social and economic well being which are the dimensions of CSR or SRHRM (Keeley, 2007). According to 

Casalegno et al. (2009), SRHRM practices have a positive impact on Human capital management. CSR practices 

towards Human capital can be summed up as Health and Safety practices for employees, Employee rights, Work-

Life Balance, Training and Development, etc.  

All these statements lead to the following proposition

Proposition 15(a): SRHRM is positively related to Human capital
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CONCEPTUAL FRAMEWORK

IMPLICATIONS FOR INDUSTRY

SRHRM significantly predicts organizational competitiveness, which in turn leads to organizational 

performance. This study has a valid implication for the industry part. Understanding the multivariate concept shall 

enhance the organization's efficiency as a whole and employee as an individual. Employee satisfaction, employee 

performance, employee commitment, Human Capital, SRHRM all have been considered to be turning points in 

the development of positive organizational performance (Lu et al. 2009; Rettab et al. 2008; Sedikoglu and Zehir, 

2010; Laschinger, 2001; Ostroff, 1992; Harter et al. 2002), that is why a study on employees and organizations is 

All the variables in the above framework are inter-related, as has been seen from the literature studied. None of the 

variable acts as an independent variable as the commitment of one depends on the other. All five variables, i.e., 

employee performance, human capital, employee commitment, employee satisfaction, and SRHRM, directly 

relate to organizational performance. So for the growth of an organization, it is necessary to study the relationship 

between all the employee-related variables individually with SRHRM and study their relationship cycle. This 

conceptual framework depicts that for organizational performance, employee performance is vital. For employee 

performance, SRHRM will perform as a crucial part. SRHRM leads to employee satisfaction, which positively 

affects employee commitment and paves the path for human capital. And this whole process contributes to 

organizational performance.
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an ingredient for the healthy literature. Moreover, this study ascertains that all these variables simultaneously are 

important for an organization's health. This study will be a helping concern for managers to frame strategic 

policies for their companies. Hence, this paper will assist managers and practitioners in their working endeavors.

IMPLICATIONS FOR RESEARCHERS AND PRACTITIONERS

This study is also vital from an academic perspective. It sheds light on past studies elaborating all the variables, 

including employee performance, human capital, employee satisfaction, employee commitment, socially 

responsible human resource management, and last organizational performance. Even though this study is 

explicating all the possible linkages and proposing a conceptual framework established by past literature, 

literature based on past studies consists of certain limitations. For instance, past studies could have restricted 

because of gaps about small sample size, method of collecting the data, common method biases, meta-analysis, 

etc. Therefore, this study stresses on academic researchers and practitioners to consider these gaps for their 

research agenda. Future research can use the proposed framework for empirical research. Empirical studies 

pertained to this framework will help in providing more valid results. 

CONCLUSION & FUTURE RESEARCH AGENDA

In this study, literature pertained to all variables necessary for organizational performance has been studied. It has 

been found that all the variables are related to each other and are contributors to positive organizational 

performance. In this paper, the authors have delineated the pattern of links among all the variables, and thus, 

elaborated their status of relationship whether it is positive or negative.

Authors have relied on past literature to form propositions. However, to investigate generalizability, it is required 

to test propositions empirically in different conditions. The nature of the paper is conceptual, so empirical research 

is must get conclusive results. To this, proper fieldwork and case studies are required to strengthen the 

relationships among variables. Furthermore, different countries give different results owing to different markets 

and industries. Hence, it is impossible to replicate one country's result in another (Business system theory, 

Whitley, 1992). It suggests that future researchers need to test the propositions for different countries, industries, 

markets, and other environmental variables. According to Arora and Rahman (2016), testing propositions for 

different industries, countries, and markets can generate knowledge for researchers and practitioners.

LIMITATIONS

Moreover, this paper puts forth limitations regarding variables, sample, Methodology. In the context of this, this 

study incorporates a simple methodology for selecting past literature based on the variables taken. It can be 

possible that papers addressing the same variables with different terminology might have been excluded. 

Likewise, SRHRM has been coined as CSR in ample of studies. Moreover, some papers delineating the variables, 

not at the core, can get included and presented as a reference in review research. 
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