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A B S T R A C T K E Y W O R D S 

This article summarizes modern psychological approaches to increasing 

employee engagement and maintaining long-term high productivity. Key 

theoretical models (conditions of engagement, the Job model) are 

considered. Demands - Resources theory, self-determination theory), 

practical methods (job design, job crafting, psychological safety, goal-

setting, feedback, and recovery), as well as principles for implementing 

and evaluating the effectiveness of interventions. Conclusions are drawn 

that a combination of organizational (resources, design) and individual-

psychological (autonomy, meaning, and recovery) measures ensures the 

greatest sustainability of results. 
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INTRODUCTION 

The scientific novelty of the study lies in the integration of evidence-based psychological methods for 

increasing employee engagement and sustainable productivity into a single structured implementation 

model that takes into account the mechanisms of action, empirical validity, and conditions for practical 

implementation in organizations. 

Increasing employee engagement and maintaining consistently high productivity is one of the central 

issues in modern organizational psychology and management. Engagement ( work Engagement is 

considered as a positive, energetic and purposeful attitude towards work, manifested in such 

components as energy/vitality, dedication and absorption; high levels of engagement correlate with 

increased productivity, adaptability and proactive behavior of employees [1]. 

However, simply increasing work activity without attention to psychological conditions and recovery 

leads to the risk of burnout and a decline in effectiveness over time. Therefore , the task of 

organizations is not only to "increase the efforts" of employees but also to create conditions for 

maintaining these efforts over the long term. Classic studies on burnout and its prevention emphasize 

the importance of systematic work with work resources and organizational culture [2]. 

The theoretical paradigm linking motivational and resource mechanisms of engagement is the Job 

model. Demands – Resources (JD-R). According to JD-R, the balance between work demands 

demands ) and resources ( job (Resources ) determines the development of two parallel processes: 
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motivational (leading to engagement and positive results) and erosive (leading to burnout and 

deteriorating health). In practice, this means that interventions should simultaneously reduce excessive 

demands and strengthen resources (social support, autonomy, learning) [3]. 

The psychological mechanisms of intrinsic motivation are explained by the self -determination theory. 

Theory ): Satisfying basic psychological needs (autonomy, competence, and relatedness) enhances 

intrinsic motivation and task performance. Interventions aimed at expanding employee autonomy, 

developing their competencies, and strengthening interpersonal connections in the workplace 

demonstrate a sustained positive impact on engagement and well-being [4]. 

Kahn made a qualitative contribution to understanding the psychological conditions under which an 

employee is ready to “invest himself” in a role by identifying three conditions of personal involvement 

: meaning ( meaningfulness ), security ( psychological Safety and availability of personal resources . 

These conditions serve as a "filter": even under high external demands, an employee will only reveal 

their physical, emotional, and cognitive resources if they feel the meaning of their work, the safety of 

self-expression , and the availability of internal resources. 

At the team and organizational level, the concept of psychological safety is particularly important: in 

an environment where employees feel safe expressing ideas and admitting mistakes, learning from 

mistakes, innovation , and team effectiveness are enhanced, which in turn supports sustainable 

performance and engagement . 

Finally, practical approaches to improving job-personality fit Crafting allows employees to actively 

tailor task content, social connections, and cognitive perceptions of work to their strengths and 

interests, which increases meaning, initiative, and engagement at the individual level. A combination 

of organizational changes (resources, job design, leadership) and methods that enhance personal 

competence and autonomy (training, coaching , job crafting ), gives the greatest chance of achieving 

a lasting effect [5]. 

Despite a significant body of research on employee engagement and performance, a gap remains 

between theoretical models and their practical implementation. Many organizations focus on 

individual tools—material incentives, formal goal setting, or short-term performance improvement 

programs—without considering the psychological mechanisms underlying sustained engagement and 

long-term performance. Current empirical evidence shows that such fragmented measures often lead 

to only a short-term boost in engagement and can be accompanied by accumulated stress and the risk 

of burnout. 

Organizational psychology has developed a number of evidence-based approaches that enable 

systematic interventions to address key psychological determinants of engagement : balancing job 

demands and resources, satisfying the basic needs of autonomy, competence, and relatedness, 

experiencing meaning and psychological safety, and recovery processes from workloads. These 

approaches are based on validated theoretical models ( JD - R , self-determination theory, and the 

concept of psychological safety) and have been supported by both longitudinal studies and 

intervention programs in real-world organizational settings. 

In this regard, it seems appropriate to move from an abstract discussion of engagement factors to a 

systematic review of specific psychological methods whose effectiveness has been confirmed by 

empirical research. The next section examines key interventions, the mechanisms by which they 

influence engagement and sustainable performance, and summarizes data on the results of their 

application in organizations across various industries. 



American Journal of Pedagogical and Educational Research 
Volume 41 October 2025 

  

P a g e  | 33  www.americanjournal.org 
 

1. Strengthening autonomy and meaningful motivation ( Self - Determination Theory ). 

Description and mechanism. Self-determination theory ( SDT ) identifies three basic psychological 

needs: autonomy, competence, and relatedness. Satisfaction of these needs enhances autonomous 

(intrinsic) motivation, task performance, and employee well-being. Interventions include delegating 

decision making, flexible work arrangements, skill development, and transparent input-output 

communication. 

Empirical evidence. Numerous reviews and meta-studies demonstrate a consistent link between SDT 

needs satisfaction and increased engagement , better adaptation, and sustained motivation in work 

contexts. Practical programs that enhance autonomy (e.g., participation in goal setting, choice of task 

completion methods) consistently increase work engagement [4]. 

Practice. Introduce elements of participation in decisions, a "development plan" with individual goals, 

coaching for competence development, and 1-1 sessions to align the meaning of work with the 

employee's values. 

2. Job Crafting is a proactive "reformatting" of work by an employee. 

Description and mechanism. Job Crafting - behavior in which an employee modifies tasks, social 

interactions, or perceptions of work to increase its fit with personal interests/strengths ( task , 

relational, cognitive) Crafting ). Mechanism: increased meaning and relevance → increased 

engagement and initiative. 

Empirical evidence. Meta-analyses and longitudinal studies show a positive relationship between job 

crafting with engagement , job satisfaction, and decreased quitting intentions; effects depend on the 

type of crafting (increasing challenging demands " and resources are more often positive). A 

longitudinal meta-analysis found a significant positive effect of job crafting on subsequent 

engagement (standardized effect ≈ 0.3–0.4 in some samples) [6]. 

Practice. Conduct training sessions on job crafting (skills for reframing tasks and relationships), 

coaching sessions, checklists for redesigning tasks, and pilots with results monitoring. 

3. Balance of requirements and resources ( Job Demands – Resources , JD - R ). 

Description and Mechanism. The JD - R model divides job factors into demands (e.g., workload, 

emotional demands) and resources (autonomy, support, training). The balance between them 

determines two processes: motivational (resources → engagement → results) and erosion (demands 

→ burnout → decline in performance). Therefore, the goal of interventions is to simultaneously 

increase resources and manage demands. 

Empirical evidence. Numerous empirical studies and reviews support the predictive relationships of 

the JD - R model with engagement and burnout; the model has been successfully used in various 

industries and settings (including crisis periods). Results indicate that enhancing resources weakens 

the negative effects of demands and strengthens the motivational process [7]. 

JD - R surveys ), task redistribution, increased management support, competency development 

programs, implementation of personal resources (regulation and self-management skills). 

4. Psychological safety of teams ( Psychological Safety ). 

Description and mechanism. Psychological safety is a shared feeling within the team that talking about 

problems, mistakes, and new ideas is safe and will not result in punishment. Mechanism: open 

information sharing and tolerance for mistakes → team learning, innovation, improved solutions, and 

sustained performance. 
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Edmondson's classic work and numerous subsequent studies link psychological safety to improved 

team learning, innovation, and performance; meta-studies confirm its importance as a predictor of 

positive team outcomes [8]. 

Practice. Training leaders in inclusive leadership techniques (questions, active listening), 

retrospectives/ debriefs without blame, recognizing mistakes as a source of learning. 

5. Goal setting and regular constructive feedback. 

Description and mechanism. Goal setting theory ( Goal Setting Theory ) argues that specific, 

challenging, but achievable goals enhance performance; feedback is needed to adjust behavior and 

maintain motivation. The combination of goals and autonomy enhances this effect (to prevent goals 

from becoming demotivating ). 

Empirical evidence. Hundreds of experiments and field studies demonstrate the robust effect of goal 

setting on performance; more frequent and constructive feedback is associated with improved 

performance and engagement [9]. 

Practice. Implement SMART goals, intermediate checkpoints, regular short progress reviews, and a 

focus on development ( feed - forward ), not just performance evaluation. 

Recovery and burnout prevention . 

Description and mechanism. Recovery research identifies four key recovery experiences: 

psychological distancing from work, relaxation, mastery of unimportant tasks, and control over 

leisure. Mechanism: recovery restores mental/physiological resources, reducing stress accumulation 

and supporting daily/long-term engagement . 

Empirical evidence. Systematic reviews and meta-analyses confirm that recovery (especially 

psychological distancing ) is associated with less burnout, better sleep, and higher daytime 

engagement ; interventions to enhance recovery have positive effects [10]. 

Practice. "Right to disconnect" policies, organizing breaks and "micro-breaks," training in sleep 

hygiene and relaxation techniques, vacation planning, and recovery monitoring. 

7. Combined interventions and systems approach. 

Why combination is important. The JD - R model and SDT indicate that individual interventions 

(goals alone, training alone) often produce short-term effects; sustained high performance requires 

comprehensive actions: strengthening resources, reducing excessive demands, developing autonomy, 

and supporting recovery. Most successful programs combine organizational changes (job design, 

resources, leadership) and individual interventions ( coaching , job crafting , restoration). 

Empirical evidence. Reviews of interventions show that comprehensive programs (e.g., manager 

training + organizational change + personal coaching) have a more sustainable effect on employee 

engagement and health than “single-point” measures [7]. 
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Table 1 - Psychological methods for increasing employee engagement and sustainable productivity 

No. Method (intervention) Brief mechanism of action Implementation examples 

(practical) 

1 Autonomy 

Enhancement (SDT) 

Satisfaction of the need for autonomy → intrinsic 

motivation ↑, quality of performance ↑ 

Delegation of decisions, 

flexible schedule, individual 

development plans 

2 Job crafting Employee changes tasks/relationships/perceptions 

→ meaning and congruence ↑ → engagement ↑ 

Job-crafting training, 

checklists , coaching 

3 Balance of 

Demands/Resources 

(JD-R) 

Resources soften demands; resources → 

motivation → engagement 

JD-R audit, task 

redistribution, increased 

support 

4 Psychological safety Openness → team learning/innovation → 

sustainability of results 

Retrospectives, leadership 

training, encouraging error 

reporting 

5 Goal setting + feedback Clear, challenging goals + feedback improve 

performance 

SMART goals, frequent 

checkpoints, feed-forward 

sessions 

6 Recovery Distancing /relaxation/mastery → resource 

restoration → long-term sustainability 

Unplugging policies, micro-

breaks, sleep/relaxation 

training 

7 Combined systems 

approach 

The combination of organizational changes and 

individual interventions produces a sustainable 

effect. 

Management training + 

organizational redesign + 

individual coaching sessions 

 

Despite a vast empirical base confirming the effectiveness of individual psychological methods for 

increasing employee engagement and sustainable productivity, their practical application in 

organizations remains methodologically uneven. A significant portion of interventions are 

implemented piecemeal, without preliminary diagnostics, clear justification for the choice of methods, 

or systematic evaluation of results, making it difficult to interpret their effectiveness and reproducibly 

assess the effects obtained. 

Contemporary models of organizational psychology emphasize the need to move from isolated 

practices to a structured implementation process, including diagnostics, targeted selection of 

interventions, guided implementation, and subsequent evaluation of results. This process-based 

approach allows for consideration of the specific organizational context, mitigating the risk of negative 

side effects (such as increased work demands), and ensuring the sustainability of the changes achieved. 

In this regard, a sequence of practical steps for implementing evidence-based psychological 

interventions is proposed below, focused on integrating scientific models and empirical data into real-

world organizational settings. The recommendations presented are aimed at increasing the 

replicability, transparency, and long-term effectiveness of employee engagement and productivity 

development programs. 

Step 1. Diagnosis of the initial state. 

At the initial stage, it is recommended to conduct a comprehensive assessment of employee 

engagement, job demands and resources, and psychological well-being indicators. The use of 

validated questionnaires (e.g., engagement and burnout scales) in combination with organizational 

indicators (turnover, absenteeism, productivity) allows for the establishment of a baseline for 

subsequent evaluation of the intervention's effects. 
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Step 2. Identification of priority influencing factors. 

Based on diagnostic data, key resource gaps and excess demands that have the greatest impact on 

engagement and performance sustainability are identified. At this stage, it is advisable to rely on the 

Job model framework. Demands – Resources for selecting targeted interventions. 

Step 3. Design and implement interventions. 

It is recommended to use a combined approach that combines organizational changes ( task redesign 

, strengthening management support, developing psychological safety) and individually oriented 

methods ( job (crafting , development of autonomy, recovery programs). Implementation should be 

carried out in stages, starting with pilot units. 

Step 4: Prepare and engage managers. 

Leaders are key change agents; therefore, targeted interventions are needed to develop supportive 

leadership behaviors, feedback skills, and create a psychologically safe environment. 

Step 5. Evaluate effectiveness and make adjustments. 

The effectiveness of implemented measures is recommended to be assessed using repeated measures 

and, where possible, quasi -experimental designs. Analyzing the dynamics of engagement , well-

being, and productivity allows for the adjustment of interventions and increased sustainability over 

time. 

Thus, sustainable improvements in engagement and long-term high performance require a systemic 

approach: improving work resources and design, developing autonomy and meaning, fostering 

psychological safety in teams, and ensuring employee recovery. The most sustainable results are 

achieved through a combination of organizational changes and interventions aimed at developing 

individual capacity to influence their work. 
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