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Abstract 

 The study aims to investigate high involving human resource practices i.e.; (training 
and development, career development, performance appraisal, compensation) on wellbeing 
and performance. The psychosocial safety climate was tested as a moderating variable on 
wellbeing and performance. The research was conducted in the primary education public 
sector in Pakistan using a total sample size of 244. The study used the quantitative research 
design while employing SPSS for the descriptive analysis and Smart PLS for the structural 
equation modeling. The findings revealed that high involving human resource practices 
are vital in achieving higher levels of wellbeing, particularly in public sector schools. The 
study revealed that the psychosocial safety climate positively moderates the relationship 
between wellbeing and performance. Further, this research could also influence the model’s 
application in other industries. The study limitations and implications are also discussed.
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1. Introduction

 Employee performance is favorably associated with high involving human 
resource practices (training and development, career development, performance appraisal, 
compensation) (Ahmad et al., 2019). Evidences showed that the critical role of human 
resource practices could play a crucial impact in improving employees’ outcomes. It is crucial 
to recognize that high-involvement human resource practices in educational context have an 
impact on gaining higher employee wellbeing and performance.

 The education sector plays a fundamental role in the uplifting and wellbeing of 
society towards a sustainable future (Cook et al., 2019). The teaching profession among 
education sectors is considered to be one of the highest stress levels while at work, leaving a 
negative impact on the wellbeing and performance of teachers (Wang & Rahimi, 2015). The 
wellbeing of human resources has always been one of the priorities in the educational sector 
(Kowalski & Loretto, 2017). In this regard, the agenda of 2030 for Sustainable Development 
Goals (SDGs), which were agreed upon in 2015 by the United Nations (UN) Member States, 
delivers a shared blueprint of peace and prosperity for people and the planet for today and the 
future. Among 17 other SDGs, “Good Health and Wellbeing” are third in number and follow 
the theme that “ensure healthy lives and promote well-being for all at all ages” (Lenkaitis, 
2022). Further, according to Helliwell et al. (2020), wellbeing is a crucial component of the 
UN’s SDG goals. The teachers’ knowledge and capabilities are essential for restructuring 
educational organizations toward sustainability (Ridge & Kippels,2019).

 Extant literature highlights the teachers’ development, wellbeing and sustainable 
future (McCallum & Price, 2016). Viac and Fraser (2020) have emphasized that a teacher’s 
wellbeing is related to his/her responses to the cognitive, emotional, health and social 
conditions pertaining to their work and profession. Despite the large number of studies that 
contribute to the literature on wellbeing, studies are limited to address the factors affecting 
teachers’ wellbeing in the context of developing nations (Ahmed, 2022). Pakistan, a third-
world country with a poor GDP, has yet to establish a will toward the development of education 
in general and school education in particular. According to Pasha (2020) Pakistan has the 
second lowest HDI value among South Asian countries, after Afghanistan. The HDI value for 
the year 2018-2019 was recorded at 0.570. A comparative study among Pakistani and Turkish 
school teachers found that Pakistani school teachers of both public and private sectors were 
less satisfied with their wellbeing than Turkish teachers. The study further advocates that 
Pakistani teachers were provided with fewer facilities at work in schools, as their score on 
facilities at work was the least among the five factors of Quality of School Work Life (Akram 
et al., 2017).

 This study provided insight into the significance of human resource practices 
in educational settings that eventually enhance the teachers’ wellbeing and sustainable
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performance. In specific to address the gap in the extant literature, this study investigated 
the impact of high involving human resource practices on wellbeing and performances. In 
addition, the study assessed the moderating impact of psychosocial safety climate on the 
relationship between well-being and performance which was rarely tested before in literature. 

1.1  Knowledge gap and objectives

 This study contributes to knowledge in several ways by exploring the relationship 
between High involving HRM practices, wellbeing, psychosocial safety climate and 
performance. This study proposes crucial insights to educational professionals and decision 
makers for establishing interventions and practices to develop the wellbeing and performance 
of the school teachers. The earlier studies have outlined the need for more research into 
contextual factors that influence the implementation of positive education (Akram et al., 
2017). Past studies have revealed that educational institutions have focused on schools’ 
economic and environmental dimensions and ignored the social ones. The social dimension 
primarily focuses on teachers’ wellbeing and development (Pagán -Castaño et al., 2021). 
Researchers also highlighted that the performance within educational institutions was mainly 
measured in terms of students’ academic achievements rather than organizational outcomes, 
such as teachers’ wellbeing (Bottiani et al., 2019). According to Pagán-Castaño et al. (2021), 
changes within the organizational working context and social environment (i.e. digitalization, 
flexibility, increased inequality) pose a severe threat to people’s general wellbeing and 
employee in particular. This research established there is a need for more research into 
employees’ wellbeing in school education within Pakistan in general and Balochistan in 
particular. 

 The dynamic of the education sector requires and demands that their employees should 
improve and update their capacity in a changing environment. In order to protect and ensure 
safety of educational professionals, policymakers may use High involving HRM practices in 
schools as a tool to promote wellbeing and their engagement. In this connection, sustainable 
education scholars argue that there is a need to balance the teachers’ performance and quality 
of work-life through the human resource practices, (Sousa et al., 2022). In addition, the study 
aims to measure the extent to which it is necessary to encourage sustainable learning in 
schools that promotes employees’ wellbeing. The sustainable learning further highlights the 
role of high involving human resource practices as key elements in maintaining the quality of 
education in societies (Viac & Fraser, 2020; Pagán - Castaño et al., 2021).

 This research is first in its nature, emphasizing on teachers’ wellbeing and performance 
through the consideration of high involving human resource practices in public schools. 
However, the psychosocial safety climate being a crucial issue for today’s organization, 
and rarely tested in literature which can play a pivotal role in enhancing the employees’ 
wellbeing towards improved performance, (Hu et al., 2022). Moreover, psychosocial safety
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climate acts as a leading indicator and works as a moderating variable which may strengthen 
the relationship between teacher’s wellbeing and performance. Thus, the study confirms the 
significant effects of high involving human resource practices on employee wellbeing and 
performance.

 Further, from the knowledge gap analysis this study has derived three main research 
objectives which are, to study the impact of high involving human resource practices on 
employee wellbeing, to study the impact of employees’ wellbeing on the performance, and 
to test the moderating impact of psychosocial safety climate on the relationship between 
employee wellbeing and performance.

2. Literature Review and Hypotheses Development 

 Human resource practices as “the process involves the development of number 
of interrelated processes that together makes an impact on the performance within the 
organization through its employees. It can be achieved by enhancing the employees’ skills, 
education, and incentives and engaging the common interests. Further, this argument is 
supported theoretically by Social Exchange Theory (SET) and Job Demands Resource (JDR). 
The social exchange is widely linked with the human resource practices and performance 
Gould-Williams and Davies (2005).It can be used to enhance the school teachers’ performance 
through the use of soft human resource approach (Pagán - Castaño et al., 2021). It is evident 
that the organizations promote their commitment by investing in employees to gain higher 
level of employees’ satisfaction and performance. In addition, the study objectives are also 
supported by JDR theory, as the teachers’ wellbeing generated by the balance among human 
resource practices, it contributes positively to school teachers’ performance. The JDR model 
focuses on the teacher wellbeing and their performance is the result of a balance between 
demand and labor force (Dollard & Bakker, 2010).

 The current study has adopted training and development, career development, 
performances appraisal and compensation as high involving human resource practices and 
tested their impact on teachers’ wellbeing and performance in the education institutions. 

2.1 Training and Development and Wellbeing

 Training and development provide employees with greater knowledge, skills, 
abilities and attitudes that further enhance the organizational performance. Cook et al. (2017) 
argues that when the teachers receive training a number of positive outcomes is expected as 
a result. Moreover, teachers’ active involvement in training and development process can 
enhance their knowledge, effectiveness, job engagement, avoid burnout situations and most 
importantly enhance students’ achievements. Mishra et al. (2020) has concluded that the 
training and development is significantly and positively related with wellbeing. Moreover,

377



Volume 25 Issue 4, January - March, 2024 Research

PAKISTAN BUSINESS REVIEW

the process of teachers’ involvement in the training and development not only improve 
teachers’ efficacy but also avoid burnout situations and further strengthens students’ 
achievement (Hervie & Winful, 2018). It can be assumed that training and development will 
improve the wellbeing of the teachers. Hence, it is hypothesized that:

H1: Training and development has a positive impact on employee wellbeing.

2.2 Career Development and Wellbeing

 McInerney and Simon (2012) defined career development as “the approach taken by 
an organization to certify that the individuals who meet the criteria and knowledge required 
for successful career. Career development is a tool of human resource practices can help the 
schools to attract as well as retain the motivated and competent teachers (Loeb et al., 2012). 
The career development among other human resource practices is unique as it emphasizes 
the organizational top management to make the human resource well prepared for the higher 
duties and rotating within the organizational growth setup. Researchers highlighted that 
career development in education sectors needs much attention in an effective and systematic 
manner (Haug & Mork, 2021). Past studies findings support that career development of an 
employee has significant impact on wellbeing of an employee. Hence, it is hypothesized that:
H2: Career development of the employee has positive influence on employee wellbeing. 

2.3 Performance Appraisal and Wellbeing

 Performance appraisal is considered as a vital tool for the development of employees 
to accomplish organizational goals (Sawaneh & Kamara, 2019). Researchers argue that 
performance appraisal is a small part in the process of a larger process in the overall performance 
management (Muguongo et al., 2015). Attaining higher organizational productivity in terms of 
performance, the performance appraisal should be widely interconnected with organizational 
goals in order to achieve effective work results (Bortolotti et al., 2015). Thus, the performance 
appraisal among other human resource practices is one that is more related to employees’ 
intrinsic motivations towards employees’ wellbeing (McInerney & Simon, 2012). Thus, the 
mechanism of performance appraisal needs to be associated with organizational objectives in 
order to achieve higher efficiency. Hence, it is hypothesized that:
H3: Performance appraisal of the employee has positive influence on employee wellbeing. 

2.4 Compensation and Wellbeing

 Compensation is referred as “all of the rewards either tangible or intangible 
employees get from their organizations as part of the relationship between employee and 
employer (Muguongo et al., 2015). The act of compensation not only benefits the employees 
but also achieves different purposes like helping in hiring or induction process and retaining
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them for a longer period of time. Some other forms of reward and fringe benefits are 
considered as parts of compensation program that are significant for both the employer and 
employees, (McInerney & Simon, 2012). According to Fuzi and Salleh (2017), compensation 
as a component of high involving human resource practices have positive impact on teachers’ 
wellbeing in the education sector. Researchers revealed that compensation is an important 
factor of high involving HR practices that could significantly improve the wellbeing of an 
employee, (Huettermann & Bruch, 2019). Hence, it is hypothesized that:

H4: Compensation of the employee has positive influence on employee wellbeing.

2.5 Employee Wellbeing and Performance

 The wellbeing of an employee has huge impact on the performance. Numerous studies 
have found the positive impact of employees’ wellbeing on organizational performances 
(Pagán -Castaño et al., 2021; Dabrowski, 2021). Researchers posited that employees who 
reported higher levels of wellbeing at work also reported higher levels of job performance 
(Bakker et al., 2004). Other researchers argued that employees who experienced positive 
emotions at work were more likely to have higher levels of job performance, as well as better 
problem-solving skills and creativity (Heslin et al., 2006). In line with this, Runhaar et al. 
(2013) found positive relationship between performance and employee wellbeing. Pagán-
Castaño et al. (2021) highlighted the significance of psychological wellbeing of teachers’ work 
practices. Another study by Huettermann and Bruch (2019) found that physical wellbeing has 
negative impact on teachers’ performances. It can be assumed that wellbeing will positively 
influence teachers’ performances. Hence, it is hypothesized that:

H5: Employees’ wellbeing has positive impact on the performance.

2.6 Moderating impact of Psychosocial Safety Climate

 Organizational studies have focused that the improvement of psychosocial safety 
climate in the organization leads to better performances of the employee, (Dollard & Bakker, 
2010; Mansour et al., 2021; Loh et al., 2018). For instance, the study conducted by Yulita et 
al.  (2014) found that psychosocial safety climate enhances employees’ performance in the 
organization. In the context of educational institutions, researchers found that establishing a 
strong climate that helps in preventing the teachers’ problems related to workplace conditions 
(Zadow & Dollard, 2015). In addition to this, others found that clear policies regarding the 
working environment improves the psychosocial climate in promoting and protecting the 
teachers’ psychological health (Idris et al., 2011). Based on the past studies, it can be assumed 
that psychosocial safety climate will enhance the relationship between the wellbeing and 
teachers’ performance. Hence, it is hypothesized that:
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H6: Psychosocial safety climate will moderate the relationship between employee wellbeing 
and performance. 

Figure 1: Conceptual framework

3. Methodology

3.1 Data Collection and sampling
 
 This study adopted quantitative research design and gathered the primary data from 
public sector high school teachers via self-administered questionnaire. The present study had 
the population of all public sector high school teachers (male and female) of Balochistan 
province in Pakistan. According to Sekaran and Bougie (2016) the population consists 
of the group of people, things of interest and events that need to be investigated by the 
concerned researcher. Moreover, the selection of the correct sample, researchers can draw 
the conclusions that could be generalized in terms of the population of interest because the 
process of identifying the target population is critical so that errors to be avoided while 
selecting the samples. The non-probability convenience sampling method was deployed for 
sampling purpose. This method was used for the easiness and cost effective to access the data 
collection. 

 As this method tends to be particularly useful for addressing basic or foundational 
research inquiries and hypotheses during the initial phases of study development or in some 
cases in exploratory investigations, it is important to note that convenience samples also 
come with certain limitations. These samples lack generalizability and are less applicable 
to broader research domains where the aim is to establish scientific patterns. In such cases, 
obtaining results that can be readily extended to the larger population may not be guaranteed 
(Saunders et al., 2007).  Further, the data were collected from twenty-eight schools among 
which eleven schools from girls and seventeen from boys. The collected samples were of mix
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caliber to avoid further biasness.  The sample size for data collection was 288. According to 
Hair et al. (2012) the number of observations for sample size should be at least five times 
as the number of variables to be analyzed in the study. Based on the above arguments, 
this study had multiplied the total number of items (48) with (5), as a result 240 was the 
minimum number of sample size. However, for more accurate results 288 questionnaires 
were distributed among respondents.

3.2  Survey Instruments

  The questionnaires were adopted which were previously used by researchers and 
their reliability and validity were significant. The instrument was tested for reliability and 
value of Cronbach’s Alpha was 0.79 which is considered as significant according to Hair et 
al. (2012). The study adopted the established scales used by the previous researchers. The 
scale for measuring high involving human resource practices were adapted from Tremblay et 
al. (1998). The scale for the employees were adapted from Guest (2002) study. The scale for 
the teacher performance was adapted from the study of Heneman and Milanowski (2004). 
The scale for the measurement of psychosocial safety climate was adapted from Idris et al. 
(2011). The questionnaire was comprised of four constructs namely, high involving human 
resource practices, teacher wellbeing, psychosocial safety climate and teacher performance. 
Each category further had 12, 20, 4 and 12 items respectively measuring on a Likert-Scale 
from 1 to 5. For example, 1= (Strongly Disagree) to 5= (Strongly Agree) and 1= (Never) 
to 5= (Always). Among the four categories, there was a concise letter of invitation with 
relevant information about the survey as well as a separate section for questions relating to 
demographic variables, such as age, gender, teaching experience, job title, qualification and 
administrative position held within school.

3.3 Results and Analysis

 The Statistical Package for Social Sciences (SPSS) version 27.0 was used to perform 
the descriptive part of the demographic variables, whereas, the Smart Partial Least Square 
(PLS) version 3.3.9 was used to carry out the measurement model and structural model. A total 
of 288 survey sheets were distributed among school teachers, only 246 were received back 
from respondents. Among 246 surveys, two (2) were not usable, therefore 244 questionnaires 
were considered for the study. The response rate for this study was 85.41%. 

3.4 Common Method Bias

 Since the study is self-reported, therefore, Harman’s Single Factor test was run in 
SPSS to check the presence of common method bias. All items from each construct was 
implemented for the factor analysis to confirm if more than 50% variance comes from a 
general factor before being rotated, (Beavers et al., 2013). However, the results of this study
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reported a variance of 44.681% for all constructs’ items. Thus, the results of this test confirm 
that there is no common method bias that may affect the results. 

Table 1
Measurement Model

To be continue
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The A.V.E shows (Average Variance Extracted) and the C.R shows (Composite    Reliability). 
Whereas, Factor Loading > 0.5, AVE > 0.5 and C.R > 0.7

3.5 Reliability and Convergent Validity

 The study examined the reliability values via two methods: Cronbach alpha’s values 
and composite reliability values (See Table I). All constructs’ value was 0.70 which is 
considered a good internal consistency (Garson, 2008). The findings show that Cronbach’s 
alpha values of individual items range between 0.73 and 0.90. The second method was based 
on the composite reliability values. Composite Reliability (CR) for all constructs obtained 
is also greater than 0.7. The highest value for composite reliability recorded was (0.89) for 
career and development construct and the lowest value was (0.73) for compensation. The 
convergent validity was also assessed. First, as the values for factor loadings are greater than 
0.5, therefore, the factor loadings are significant in this study. Second, the Average Variance 
Extracted (AVE) is greater than 0.5. Therefore, the present study fulfills all the minimum 
requirements of convergent validity. 

3.6 Discriminant Validity

  The discriminant validity was run through the Smart PLS (version 3.3.9) to examine 
the correlation among the measures of various constructs in the model. Hence, a low correlation 
between two measures shows that the specific construct does not represent the other construct 
in the model (Sarstedt & Cheah, 2019). Fornell and Larcker (1981) suggests that the square 
root of Average Variance Extracted (AVE) for all constructs should be higher than square 
of the correlation between constructs. The AVE values for all constructs were above (0.50). 
The highest and lowest values recorded were (0.836) and (0.723) for psychosocial safety 
climate and performance respectively. Furthermore, all constructs’ correlations were lower 
than the AVE of each constructs. However, based on the above arguments, the measurement 
model proved that convergent validity and the discriminant validity which demonstrates that 
the measurements of all constructs in present study were valid. Thus, based on the results of 
measurement model, the data also met the requirements for analysis. The Table-II shows the 
calculation of discriminant validity results.
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Table 2
Discriminant Validity Results

Diagonal values represent the square root of AVE; whereas, the values below the diagonal 
represent the correlation between the constructs.  

3.7 The Structural Model Assessment

 The structural model in PLS was used to reflect the paths that were hypothesized in 
the research framework of the study. The study used to the PLS Bootstrap with a subsample 
of one thousand (1000) and having the significance level at 0.05. 

Table 3
Structural Model Results

The significance levels at (t value: > 1.96 and p value:  < 0.05)

 The current study tested a total of six hypotheses in order to find the relationship as 
well as the significance of variables (Refer to Table III). The first hypothesis H1 evaluates the 
Training and Development (T&D) has a significant impact on Employee Wellbeing (EW). 
Thus, the results for H1 show that there is a significant impact of T&D on EW and there 
exists a positive relationship too. Whereas, the values calculated were (β=0.117, t=1.978, 
p = 0.000). Therefore, the hypothesis (H1) is said to be supported. The second hypothesis 
H2 was hypothesized between Career Development (CD) and Employee Wellbeing (EW) to 
determine whether a significant impact exists. The H2 was also supported as it qualified the 
minimum values required, such that (β=0.209, t=2.610, p= 0.001). Therefore, the H2 was 
also supported.  H3 was hypothesized between Performance Appraisal (PA) and Employee
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Wellbeing (EW). The results also support this hypothesis; thus, a positive relationship exists. 
The results for H3 were (β = -0.233, t = 1.983, p = 0.042). Similarly, the fourth hypothesis 
H4 is also supported. H4 was tested between Compensation (C) and Employee Well-being 
(EW). The results show that (β = 0.0198, t = 3.844, p = 0.031) a significant relationship 
exists. In addition, the fifth hypothesis H5 was tested between Employee Well-being (EW) 
and Employee Performance (EP). This hypothesis is accepted. The results for H5 are (β = 
0.210, t = 2.972, p = 0.000). Moreover, the study hypothesized the sixth hypothesis H6 as a 
moderator (Psychosocial Safety Climate) between Employee Wellbeing (EW) and Employee 
Performance (EP).  The results revealed that this relationship was supported. The hypothesis 
is therefore supported because the t value qualified the minimum requirements, (β = 0.109, t = 
2.801, p = 0.004). It is concluded that the moderating effect of psychosocial safety climate is 
between employee well-being and employee performance. It also strengthens the relationship 
between well-being and performance.

4.  Discussion and Conclusion

 The study findings strongly validate the given model. The results highlight the 
importance of human resource practices in the school context as a mechanism to attain a 
higher level of teachers’ well-being and performance. The study findings reveal that the 
obtained results are more consistent and relevant to Social Exchange Theory (SET) and 
the Job Demands Resource (JD-R) Model which explains the positive relationship between 
human resource management practices and employee performance in organizations. This 
argument was also supported by some other studies in the literature (Pagán-Castaño et al., 
2021; Gallego-Nicholls et al., 2022). The literature also supports these arguments that the high 
involvement in human resource practices towards teachers’ performance show higher level of 
commitment (Alam, 2022; Masud & Daud, 2019). The results further endorse that the four 
high involving human resource practices lead to an improved teacher performance within 
the public sector schools and also result the overall students’ achievements. Therefore, it is 
again crucial for policy makers to keep in view that without the proper human resource unit 
in educational systems the teachers’ performance may decline drastically, as a result it further 
worsens the students’ achievements. The recent studies suggest that teachers’ performance is 
directly associated with students’ performance or achievements (Esther & Paul, 2021; Goetz 
et al., 2015). Another study by Bryson et al. (2019) confirms that the elements of teacher’s 
wellbeing and satisfaction have a positive relationship and to the effectiveness of performance 
and teaching in educational institutions. This trend makes human resource practices a factor 
in boosting the teacher’s performance and competitive advantage. It is important to note 
that a human resources management unit in a school system not only makes the teachers 
performance improved but also feels them motivated, appreciated and valued.

 It is evident that the high involving human resource practices have been less studied 
in school context in Pakistan but has gained wide consideration in Western countries for a
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decade. Rehman (2018) study shows that education planning and human resources practices 
are tantamount in achieving high performance in Pakistani schools. Further, the findings of 
the study are also supported by Ahmed et al. (2019). The results show that all the proposed 
hypotheses were accepted and their relationships were supported which again validates the 
research model. It is concluded that the government must promptly act towards schooling 
systems by establishing the human resource units which not only boosts the teachers’ wellbeing 
and performance but also the overall employees’ management on a well-established manner. 
The human resource practices have been proven in the western countries by adopting its 
practices and functions in schools because without running a human resource management 
unit or department the teachers’ well-being (associated with motivation, satisfaction, and 
commitment) and performance (students’ achievements and school performance) drastically 
declines. Therefore, the study findings emphasized that establishment of HR unit and 
practicing the high involving practices of human resource management in schools on a regular 
basis to advance the overall school system. This also enhances the social sustainability in the 
desired areas.

4.1  Theoretical Implications

 There are several theoretical contributions of the current study. The positive and 
significant impact of high involving HR practices contributes to the social exchange theory. 
According to social exchange theory, people engage in social interactions with others 
based on the perceived costs and benefits of those interactions. The manner an organization 
treats its employees can greatly affect their perceptions of rewards in high HR practices. 
The satisfied employees exert more efforts due to sense of loyalty and commitment to the 
organization, enhancing productivity, commitment and satisfaction with their work. Secondly, 
it contributes to social exchange theory by indicating HR practices that improve employee 
personal wellbeing and creating trust and mutual respect among the employees. In this 
manner, employees reciprocate the by exerting more efforts on organizational performance 
and development. These efforts lead to productive work environment, where employees 
work together effectively. The significant effect of wellbeing on teachers’ performance add 
to social exchange theory by emphasizing that teachers’ wellbeing improves performance 
and development of organization. In addition, this study adds to job demand resource theory 
by establishing the link between employee’s well-being and performance. The findings 
confirmed significant positive influence of employees’ wellbeing and performance increases 
due to psychosocial safety climate. It indicates that a helpful and secure work environment 
provides satisfaction to employees and make them feel to be valued that eventually increases 
work performances. 

4.2  Practical Implications

     There are several implications of the present research with respect to employees’
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performance in the organization. High-involvement HR practices provides autonomy to 
employees and contributes to the decision-making. These results findings depict that HR 
practices positively influences employee well-being. HR practices include training and 
development programs have a positive influence on employees’ wellbeing. The training 
programs help employees to learn additional skills that help in career advancement and 
job security. Additionally, these programs provide employees to be more connected with 
the organization. Organizations provide resources and support to employees to grow and 
promote a sense of attachment with the organization. Therefore, it is recommended to schools 
to establish a learning culture and professional growth. They can implement strategies that 
soft skills and provision of training programs for learning technical skills. Schools should 
provide incentives to teacher for their participation, recognizing that confidence and increase 
competencies lead to increased employee’s wellbeing and organizational development. It is 
recommended to policies makers to allocate resources for the professional development and 
training of the teachers. The resources can be in the form grants or subsidies that engage 
teachers in continuous skill development and learning in a more dynamic environment. The 
findings of the study indicate career development positively influences employees’ well-
being. Career development help employees to nourish and achieve the targets in their work. 
These targets help employees towards career advancement, and serve to motivate and engage 
them to be efficient and productive. Based, on these findings, it is recommended policy 
makers to prioritize employees career development that help them to achieve professional 
growth and improve their wellbeing.  

            Furthermore, the findings help schools to design and implement a comprehensive 
career development plans for employees’ growth that include mentorship programs, goal-
setting mechanisms, and direction for education sector development. They can also help in 
promoting initiatives for teachers’ career goals that include leadership training, on the job 
training, and higher education scholarship. 

 Moreover, the results of this study show the constructive impact of performance 
appraisals on employees’ wellbeing. The performance appraisals help workforce to get the 
feedback about their performance. This will motivate and enhance workforce self-esteem 
and their wellbeing. Similarly, the performance appraisals provide the clears direction to the 
teachers regarding objectives they need to achieved. This way they can be more productive 
at work.  Therefore, there should be clear policies regarding teachers perks and privileges 
such as a handsome amount of salary which covers the basic cost of living and performance-
based compensations. Such efforts enhance the satisfaction level of employees. Similarly, 
the well compensated employees feel sense of financial stability and security. The teachers 
will be more secure and satisfied when they are well compensated. Such perks will be the 
reason of satisfaction that bring more work-life balance. Such benefits motivate them to take 
additional responsibility at work. These benefits reduce employees stress and enhance their 
focus towards their assigned duties. The schools can support their teachers in numerous to
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ways such as to initiate health and wellness programs, on site fitness facilities.

 Schools can also implement policies and practices that promote work-life balance, 
such as flexible working arrangements or time off for personal needs. The result of moderating 
impact of psychosocial safety climate on the relationship between teachers’ wellbeing and 
performance is strength when teachers feel psychosocial safety in the schools. A positive 
psychosocial safety climate is crucial for the well-being and performance of teachers. 
Employers can create a positive psychosocial safety climate by promoting healthy work 
practices, supporting employee well-being, and addressing and managing psychosocial risks 
in the workplace. Furthermore, schools should consider implementing peer support programs 
and providing training in conflict resolution to facilitate a psychologically safe environment. 
Finally, the policymakers play a significant role in this regard by developing guidelines for 
schools to create a psychologically safe environment. They should invest in anti-bullying 
and harassment training and policies that support a positive psychosocial safety climate, thus 
creating a nurturing and supportive work environment for teachers.

4.3  Future Research Recommendations

 The study suggests several potential future directions. First, the future researchers can 
extend the existing research model by incorporating additional high-involving HR practices, 
such as recognition and rewards, safety and health, talent management and succession planning, 
along with exploring psychological variables that may influence teachers’ performance at 
both the school and higher education levels. Second, it is advisable for researchers to conduct 
qualitative studies aimed at assessing transparent and open communication environments 
within schools, where feedback and ideas are not only welcomed but actively encouraged. 
Such investigations can shed light on opportunities for teacher training and professional 
development, while also providing a clearer path for career advancement. Third, while this 
study focuses on public sector high school teachers in Balochistan province, Pakistan, the 
same model can be applied in other provinces like Punjab, Sindh, and Khyber Pakhtunkhwa 
to compare HR practices and their impact on employee wellbeing. Finally, scholars should 
consider conducting a comprehensive systematic literature review to highlight the benefits of 
HR practices in educational institutions. This review should involve the identification of key 
performance indicators (KPIs) and the development of HR policies and practices that directly 
support the achievement of these KPIs.
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