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Abstract

Employee engagement is a pertinent global issue as the percentage of engaged employees is less
than the percentage of disengaged employees in the world. Therefore, the purpose of this review
paper is to provide an understanding on the factors influencing employee engagement in both
private and public sectors. A review of 15 journal articles published during 2017 to 2022 was
performed to identify the influencing factors in both sectors and to ascertain the knowledge gaps
in the literature. The findings indicate that influencing factors in private sector are focused on
personal factors while the public sector has concerns on human resource and organizational
aspects. The common factors for both sectors were rewards & recognition, leadership, training
& development, communication, and supervisor relationship. Most of the research has applied
Kahn’s engagement theory and social exchange theory. The findings have also indicated the role
of employee engagement as a mediator for variables of employee performance, organizational
performance, productivity, job satisfaction and service delivery but there is a dearth of research

on the role of employee engagement as a moderating variable.

Keywords: employee engagement, influencing factors, literature review, public sector, private
sector.
Introduction

In the past three decades, several scholars have researched on the various aspects of engagement
as it is critical even at present context in the world. Engaged employees in the world in 2020 is
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20% which is only 2% less before the Covid 19 pandemic in 2019 (Gallup, 2021). Employee
engagement is a crucial phenomenon as it is related to the performance, productivity, turnover
intention and success of an organization (Moletsane, Tefera, & Migiro, 2019; Sun &
Bunchapattanasakda, 2019). The relationship of engagement with the performance outcome of
276 organizations in 96 countries indicate that well-being, patient safety incidents, absenteesm,
quality (defects), loyalty of clients, safety incidents and productivity have strong effect while
profitability, shrinkage, turnover and organization citizenship behaviour have low correlation
with employee engagement (Harter, et al., 2020). The lower level of employee engagement
which hinders the organizational performance can be improved with providing basic human
needs such as, relationships in the workplace, regular recognition, continuous performance
discussions, personal development opportunities (Gallup,2017).

The performance of private-sector organizations is geared on profit generation while for the
public-sector entities is service oriented, and hence, similarities and differences in employee
behavior are evident in these two sectors (Monte, 2017). For instance, the majority of men work
in the private sector offers a higher income level while majority of women prefer to work in the
public sector which has a higher job security (Monte, 2017). Also, young people are working in
the private entities as they wish to change jobs frequently in order to get professional experiences
while the elders work in the public organizations with long tenure (Monte, 2017). Though the
plethora of literature has found on different topics related to employee engagement, there is a
dearth of review research on understanding the influencing factors on employee engagement in
the private and public sectors. Alnuaimi (2022) has suggested to compare the influencers and
similarities in the public and private sector organizations. Also, Othman et al. (2019) have
pointed out the need of continuous analysis of numerous factors affecting employee engagement
as it is a persistent global issue. Therefore, this article is focused to review and compare the
influencing factors on employee engagement in the private and public sector entities. This article
will also identify any knowledge gaps in the literature published from 2017 to 2022.

Theories/models related to employee engagement.
Several scholars have presented different aspects of engagement with different theoretical
frameworks in the literature. This paper is confined to present three theories/models related to
employee engagement which are explained next in this section.

Kahn’s Theory of Engagement

William A. Kahn (1990) has introduced the concept of engagement as psychological conditions
of meaningfulness, availability and safety. Psychological meaningfulness was described as the
benefit or the return on investment that an individual gains through the work role involvement,
while psychological safety was explained as the confidence on the self-image, trustworthy
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situations and no threatening social environment to work, and psychological availability was
elaborated as the availability of resources in performing the role of the individual. The
psychological meaningfulness is influenced with the nature of the job task, role and interaction
of the work. The psychological safety is affected by the work environment such as, inter-
personal relationships, dynamic interactions with group and intergroups, administration style or
procedures, and organizational standards. The psychological availability is influenced by the
resource availability in terms of physical energy and emotional energy, level of confidence and
issues outside the life. If these conditions are not satisfied the individuals withdraw from their
tasks performed. Furthermore, he explained that individual engagement as connected to work
and to others, the individual presence (physical, cognitive and emotion), and active role
performance. On the other hand, disengagement is withdrawal from the connection and absence
of physical, cognitive and emotion.

Social Exchange Theory

This theory is mostly applied in social psychology research and applied in relation to
engagement as a reciprocal exchange between individuals or groups which was elaborated by
Peter Blau (as cited in Cook & Rice, 2003). This theory was developed with the contribution
made by four figure heads namely George Homans (1958), John Thibaut and Harold Kelley
(1959) and Peter Blau (1964) (as cited in Emerson, 1976). Blau (1964) explained this exchange
process as an economic exchange, which specifies the ‘give and take’ concept (as cited in Cook
& Rice, 2003). His explanation was based on utilitarianism which originates from economics to
social behaviour and further argued that someone does favour to another with an intention of
future return. This theory is applied in principle of economics, sociology and psychology to
explain the relationships of interpersonal, groups and organizations (Redmond, 2015). As he
explained this exchange process is linked to reward (which can be financial or nonfinancial) and
linked to the value of it. If the value is higher than the reward the outcome is negative while
reward is higher than the cost, the outcome is positive. Likewise. the engagement and
disengagement depend on the exchange of reward and cost as elaborated by the social exchange
theory.

Aon Hewitt’s Model of Engagement

This engagement model is comprised with six organization drivers namely, brand, leadership,
performance, the work, the basics, company practices and business outcomes with three
individual engagement dimensions. These three characteristics of engaged employees were
identified as “Say” who talks positively about the organization, “Stay” who always think as
belonging to the organization, and “Strive” who are inspired to work more to achieve the success
of the organization (Aon Hewitt, 2015).
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As reported by Aon Hewitt (2015), the performance of the organization is determined by the
psychological state of employee such as thoughts, emotions and intentions and the behavioral
outcome. The higher level of engagement has proved the higher achievement of sales targets and
higher customer satisfaction as reported by the Aon Hewitt (2015). Moreover, in the
manufacturing industry the higher engagement has caused for fewer quality defects.

Employee Engagement in Private Sector vs. Public Sector

The general belief is the level of engagement in the public sector is lower than the private sector.
The level of engagement in the public sector is 38% while the private sector has 44% as reported
by a national survey done by CPS HR institute in United States (Bakota, 2019). It is impossible
to achieve higher performamnce without having highly engaged employees though the right
people with the right skills are available at the right time (Lavigna, 2019). The engagement
outcomes in the government sector are related with achieving the strategic goals, delivering
customer service, retaining good personnel, encouraging innovation, improving attendance and
maintaining safe workplace. Moreover, highly engaged workforce will provide better service to
satisfy their customers which leads to higher trust upon the government sector’s services and
staff. In return, employee engagement, attraction and retention will increase (Lavigna, 2019).

The impact of engagement on the business outcomes in the industry is significant as shown
below which is reported by the Gallup (2022):

e Absenteeism 81%

e Patient safety 58%

e Turnover for high turnover organizations 18%
e Turnover for low turnover organizations 43%
e Shrinkage (theft) 28%

e Accidents (safety incidents) 64%

e Defects (quality) 41%

e Customer loyalty 10%

e Productivity (sales) 18%

e Profitability 23%

However, the lifestyle of the employees as well as the organizational behavior were changed
with the Covid 19 pandemic spread throughout the world. The employees had to work remotely
without physically reporting to work, and for some employees they had to quit from their jobs
due to business closure, technology emersed with flexible working environment at everywhere.
The Gallup report has also mentioned that the level of engagement of remote workers were high,
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and their stress level also has increased. The disengaged employees were leaving the jobs while
125 million fulltime job opportunities were available in United States (Gallup, 2022). In most
research the influencing factors on employee engagement have categorized as individual,
organizational, job related, team related and work environment (Kaaviyapriya & Xavier, 2020,
Sun & Bunchapattanasakda, 2019;Van & Nafukho, 2019;Sharma, 2016).

Factors associated with engagement in the private and public sectors

The success of an organization depends on the efficiency and productivity of its employees and
the worker’s effort in the private sector is higher than the public sector employees (Monte,
2017). As a result, the engagement of employees will increase the job satisfaction, retain talented
workers and increase the productivity (Mamari, Busaidi, Balushi, & S.Porkodi, 2019).

Identifying the influencing factors on engagement in the private sectors are important as their
consequences are related to profitability, productivity, performance, committtment and turnover
intention. Similarly, the engagement in service organizations in public sector has effected on the
service delivery, job satisfaction and employee performance. Several factors influencing the
employee engagement have been identified in empirical studies in both private and public sectors
and they can be categorized as organizational and personal factors.

Organizational Factors

Work Environment

The success of the organization depends on the performance of the engaged employees.
Therefore, the organization has to pay attention on the influencing factors to develop the morale
of employees and increase the level of engagement. To do so, the banking sector organizations
provide good working environment with no barriers between the relationship of supervisor and
co-worker as well as the opportunities for employee training and development (Nagesh, Kulenur,
& Shetty, 2019). In the hospitality sector, service climate is a very important organizational
aspect. When the employee feels that the work environment recognizes their work, rewarded and
supported them, the employee provides a quality service for the customers which has a strong
relationship with employee engagement which strongly mediated turnover intention (Kang &
Busser, 2018).

Leadership

Managers are encouraged to engage staff through delegating the authority and responsibility
down the hierarchy. This will motivate employees to take part in decision making, solving their
problems by themselves, and enhance employee engagement. Managerial leadership style has
shown significant positive association with employee engagement in the construction industry in
Malaysia. This leadership style increases the engagement of workers in coordinating with multi-
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corporations, while a fair and equitable payment mechanism motivates the level of engagement
of staff (Othman et al. 2019). During Covid 19 pandemic in 2020 has drastically affected the
tourism and hospitality industry in the world and made employees disengaged due to the
uncertainty of their employment. Similarly, the tourism and hotel trade in collectivism country
like China have shown that significant impact of leadership empowerment and collaborations on
employee engagement which has positive significant influence on employee performance (Liu,
Yu, Guo, & Li, 2022).

Rewards and recognition

Fair and equitable payment mechanism motivates the level of engagement of staff which has
strong power to change the attitudes of employees and has limitless impact on engagement
(Othman et al., 2019). As explained in social exchange theory, compensation is exchanged with
the performance of the employee. If employees are not fairly rewarded and no proper recognition
mechanism of their performances, this situation will lead to employee burnout (Liu, Yu, Guo, &
Li, 2022). Organizations should establish fair and equitable rewards and recognition process to
enhance employee satisfaction and the feeling of positive return on investmnet in order to
increase the level of engagement. Sana’a University is one of the public universities in Yemen,
which offers poor service delivery relative to the private universities in Yemen, identified the
requirements of fair rewards and recognition, and transparent promotion policy to increase the
level of engagement of their employees (Altehrebah, Yusr, & Salimon, 2019).

Communication

Communication is one of the key factors that leads the engagement of the staff as it is required to
provide information about the organizational objectives, activities and changes happening in the
organization. As a result, the employees will engage in work efficiently with maximum usage of
time, resources and funds (Altehrebah, Yusr, & Salimon, 2019). Moreover, an effective
communivation system will increase the level of engagement of the staff. Moletsane, Tefera, and
Migiro (2019) found that communication has a positive relationship with engagement of staff in
a sugar factory in South-Africa.

Image of the organization

This is an important characteristic that induces the inner feeling of an employee about the values,
safety and stability of an organization and will lead to engagement and connect the employee to
the organization (Dhir & Shukla, 2019). The management in HDFC bank in India has identified
that image of the organization has a positive relationship with employee engagement (Nagesh,
Kulenur, & Shetty, 2019). How employees are perceiving their organization, its products and
services are critical in lean manufacturing organizations (Weerasooriya & Alwis, 2017).
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Human Resource Practices

Management has to pay attention to the Human Resource practices as they improve the job
satisfaction of employees and in return increase the level of engagement as explained in Social
Exchange Theory (Pradhan, Dash, & Jena, 2019). These practices include the provision of
training to enhance employee capabilities, providing more career opportunities, ensuring job
security and getting employees involved in the decisison making process make employee happy,
energetic and enthusiastic in performing the job. These HR practices have significant positive
associations with employee engagement in public-sector entitites in India and employee
engagement acted as a mediator between human resource practices and job satisfaction (Pradhan,
Dash, & Jena, 2019).

Perceived Organizational Support (POS) and Perceived Supervisor Support (PSS)

POS and PSS are the beliefs of employees on the assistance that they receive from the
organization and the extent of organizational caring of employee well-being which influences
employee engagement (Burns, 2016). POS is a broad characteristic in an organization as it links
to financial and non-financial rewards, recognition, promotions, compensation, work
environment, job conditions, training, resoucers, procedural justice, policies, etc.

PSS is the employee belief on the support extended by the supervisor with regard to value of
employee contribution, respect and caring of the employee well-being (Burns, 2016). Both POS
and PSS have positive significant influences on employee engagement of lecturers attached to
both state and private sector universities in Indonesia (Margaretha, Widiastuti, Zaniarti, &
Wijaya, 2018).

Organizational Culture

Culture of the organization, which is a collection of values, beliefs, assumptions, behaviours
which are unique to the institution, is one of the key driving forces of engagement (Pepra-
Mensah & Kyeremeh, 2018;0thman et al., 2019). If the organizational culture provides a good
working environment, employee feels psychologically safe which will lead to employee
engagement (Shehri, McLaughlin, Al-Ashaab, & Rashid, 2017). Othman et al. (2019) also found
that organizational culture has a significant impact on employee engagement.

Personal Factors
Personal Feelings
Individual feelings have significant impact on employee engagement as they feel that they are
part of the organization (Moletsane, Tefera, & Migiro, 2019). Moreover, the employee’s
personal feeling about the organization will increase if the organization praises and recognizes
the employee’s work, listens and responds to the worker, provides the needs of the employee,
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and allows the employee to contribute in the decision making process. Moletsane et al. (2019)
also found a positive relationship between engagement and the productivity and employee
engagement influenced commitment and turnover intention of employees. The feelings of an
employee influence the level of engagement as explained by Kahn (1990) in relation to
psychological state of mind (as cited in Anitha, 2014).

Self-efficacy

Self-efficacy is one’s belief on his own abilities in performing assigned tasks well (Arifin, et al.,
2021) and it has been identified as an individual resource in Job-Demand Resource theory
(Albrecht & Marty, 2017). Similarly, Kahn (1990) has explained self-efficacy as the level of
confidence on one’s ability to cope up with the work. According to Bandura (1977), people
avoid threatenening situations if they do not believe with their coping skills while, on the other
hand, they will involve with the work and behave confidently if they believe with their
capabilities on managing situations. Self-efficacy has positive significant impact on engagement
(Albrecht & Marty, 2017) while engagement positively mediated the self-efficacy and
performance (Chhajer, Rose, & Joseph, 2018).

Distributive justice and procedural justice

This concept was explained by Blau (1964) based on the Homan’s rule of distributive justice that
reward is an expected propotion to the investment cost. Moreover, people compare the rewards
they receive with others. If they do not receive a fair rate of return in this social exchange
process as expected, they will be dissappointed. The rule of justice is a social acceptance that
people must receive a fair retun on the service rendered and cost of investment should be
propotionate with the rewards which will enhance the employee engagement.

Procedural justice involves employee perception of fair and transparent policies and procedures
in decision making process for distribution of resources and benefits which will increase
employee engagement (as cited in Liu, Yu, Guo, & Li (2022).

Work-life Balance (WLB)

WLB is the psychological, emotional and cognitive state of an employee which needs to
maintain balance between work and personal life (Jaharuddin & Zainol, 2019). If WLB is
maintained well with the support of the organization, it will increase the level of enagement and
employee performance. But poor WLB will cause stress and lead to employee turnover intention
(Jaharuddin & Zainol, 2019). WLB is considered as a significant aspect in engagement which
organization has to avoid employee stress by providing an adaptable work environment
(NGUYEN & PHAM, 2020).
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The analysis of influencing factors on employee engagement in both private and public sector
extracted from the reviewed journal articles explained above, is summarised in the Table 1

below.
Table 1: The analysis of results of the reviewed articles
Author  and | Research Theory Sector and | Factors Results
year instrument Industry
Liu, X., Yu, | Questionnaire Social Private e  Leadership All factors have
J.,Guo, Q., & Exchange empowerment positive
Li, J. Theory Hospitality in e Collaborations significant
2022 China e Rewards & impact on
recognition employee
e Distributive engagement
justice which has
e Procedural justice | Significant
e« Engagement re!atlonshlp
(mediator) with employee
performance
Alnuaimi, Y. | Questionnaire N/A Public sector o Workplace Workplace
M. in UAE conditions conditions have
2022 e Workplace positive
experience significance
relationship
with employee
engagement
and experience
has not
significant
impact on
engagement
NGUYEN, L. | Questionnaire Kahn’s Public e Leadership Work-design
G., & PHAM, theory e Work-design and work-life
H.T. Not For Profit | o  Learning & balance have
2020 JD-R Organizations development significant
theory (NFPOs) in e  Recognition impact on
Vietnam e Work-life balance | €ngagement
while other
three factors
have not
significant
impact
Nagesh, P., Questionnaire N/A Private e  Working Except decision
Kulenur, S., environment making all
& Shetty, P HDFC Bank e Training & other factors
2019 In India development have positive
e Image of the significance
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organization relationship
Supervisor and with employee
co-worker engagement
relationship
Decision making
Moletsane, Questionnaire N/A Private individual All five factors
M., Tefera, feelings have positive
0., & Migiro, Sugar industry work enviornment | relationship
S. in South commitment with
2019 Africa leadership style engagement
communication whi_ch has
engagement positive
(mediator) relationship
with
performance
Othman, R. Questionnaire N/A Private Leadership All factors
B., Rapi, R. Compensation indicated
B., Alias, N. Construction Organizational significant
E., Jahya, A. industry in culture positive
B., & Loon, Malaysia relationship
K. W. with
2019 engagement
Pradhan, R. Questionnaire Social Public sector Human resource Human
K., Dash, S., Exchange in India practices resource
& Jena, L. K. Theory Employee practices have
2019 engagement significant
(mediator) positive
relationship
with
engagement
while it is fully
mediated the
human resource
practices and
job satisfaction
Altehrebah, Questionnaire N/A Public Employee All factors have
S. S., Yusr, University in communication significant
M. M., & Yemen Rewards & positive
Salimon, M. recognition relationship
G. Employee
2019 development
Wushe, T., & | Questionnaire Social Public Effective All four factors
Shenje, J. Exchange leadership have significant
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= |UMR™

2019 Theory Government Training & career | positive
departments in development relationship
Harare, Compensation & | with
Zimbabwe incentive engagement
programs which has
Organizational positive
policies & association with
procedures service delivery
Employee
engagement
(mediator)
Dahkoul, Questionnaire N/A Private Employee All three factors
ZM. satisfaction have positive
2018 Manufacturing Management significant
industry in standards impact on
Jordan Training engagement
Employee which has
engagement significant
(mediator) influence on
performance
Kang, H. J. Questionnaire Social Hospitality Service climate Strong
A.,& Busser, Exchange Psychological relationship of
J. A. 2018 Theory capital predictors on
Engagement engagement and
Turnover strong
intention mediation effect
Organizational of engagement
hierarchy on turnover
intention and
strong
moderation
effect of
organizational
hierarchy
Margaretha, | Questionnaire Kahn’s Public and Job characteristics | All predictors
M., engagemen | private Rewards & are significantly
Widiastuti, t theory recognition influenced the
R., Zaniarti, Perceived engagement
S., & Wijaya, State and organizational
H. 2018 private Support
universities Perceived
supervisor support
Albrecht, S. Questionnaire N/A Public Social boldness Social boldness,
L., & Marty, Diligence diligence and
A. Education, Sentimentality sentimentality
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2017 health care, Liveliness have positive
Professional, Self-efficacy significant
scientific and (mediator) impact on
technical engagement
service through self-

efficacy

Raza, S., Questionnaire Kahn’s Public Rewards and All factors have

Ansari, N. u., engagemen recognition significant

Humayon, D. t theory Education Leadership positive

A., Hussain, Social support relationship

M. S, & Exchange Training and

Aziz, K. 2017 theory development

Weerasooriya | Questionnaire N/A Private Employee Co-employee

, N., & Alwis, communication support and

A. C. 2017 Lean Employee Rewards &
Manufacturing development recognition
industry Co-employee have no

support significant
o Image of the impact on
organization engagement and
e Rewards & other four
recognition factors have
e Leadership significant
Impact on
engagement
N/A - not available
Conclusion

This paper has reviewed the literature on employee engagement, related theories and identifying
the influencing factors of employee engagement in both public and private sector. The results of
this review have shown that many empirical studies have focused more on identifying
organizational factors than the individual factors. The influencing factors on employee
engagement in the public sector have focused on human resource practices and organizational
factors while the private sector has concentrated more on personal factors. As shown in Table 1,
most empirical research has applied Kahn’s Engagement Theory and Social Exchange Theory.
However, both sectors in common have considered rewards and recognition, training and
development, leadership, communication, and relationship of supervisor. The reputation of the
organization, individual characteristics, culture of the organization are less researched areas in
the public sector. In many studies, engagement has acted as a mediator and affected to several
outcomes in the organization as shown in Figure 1. The factors which have significantly
influenced on employee engagement in the private and public sectors and the outcomes of the
employee engagement is also shown in Figure 1
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Figure 1: Summary of the Influencing factors in private and public sectors and outcome

Public Sector

Organizational Factors

Job Security

Training

Decision Making

Career Opportunities

Job description
Communication

Rewards & recognition
Employee development
Job characteristics
Perceived organization
support

Perceived supervisor support
Workplace condition
Leadership support
Training & development
Effective leadership
Compensation & incentive
programs

Policies & procedures
Work design

Personal Factors

Work-life balance

Employee
engagement

Private Sector

]

Organizational Factors

Image of the organization
Training & development
Work environment
Relationship of supervisor &
co-worker

Leadership empowerment
Collaborations

Rewards & recognition
Service climate
Psychological capital
Leadership
Compensation
Organizational culture
Communication
Management standards

Outcome of Employee

Engagement
e Employee/
Organization
performance

e Productivity

e Service delivery

e Turnover intention
e Job satisfaction

e Service delivery

Personal Factors
Distributive justice
Procedural justice
Individual feelings
Commitment

Social boldness
Diligence
Sentimentality
Self-efficacy
Employee satisfaction

Source: Author
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Most of the research related to influencing factors on employee engagement has been based on
Kahn’s engagement theory and Social Exchange theory. Therefore, future research should
explore on other theories such as JD-R model, Aon Hewitt model etc. As been highlighted
earlier, there is a dearth of research on personality traits, reputation of the organization, culture of
the institute, psychological aspects etc. in the public sector which need to be investigated for
future research. In addition, this paper has discovered that employee engagement is a strong
mediator to several organizational outcomes such as performance, turnover intention,
productivity, job satisfaction, and service quality. Therefore, it is important to understand the
impact of other influencing factors on employee engagement in both sectors. Also, it is proposed
to further investigate on the moderating effect of employee engagement in future research. This
review paper has discovered that little attention has been given on the impact of demographic
factors of employees.

With the outbreak of Covid 19 in the world, the work style of employees has changed from
physical office environment to online, remote and flexible working environment. Accordingly,
the attention of the management is especially required on the influencing factors on engagement.
The Quantum Workplace report on “The Impact of Covid-19 on Employee Engagement” has
mentioned that employee communication and leadership, pay and benefits offered to employees,
health, well-being and work-life balance were important factors to consider on employee
engagement. Furthermore, recent research has emphasized the significance of involvement of
employees in the HRD strategy of the organization, aligned engagement activities suit to
individuals, and increased freedom of individuals and accountability in their engagement (Pass &
Ridgway, 2022). Accordingly, it is important for further research on individual factors,
characteristics, behavior, the impact of demographic factors and HR-related factors on employee
engagement to cope up with challenges emerged after pandemic in addition to focusing the
research gaps explained in this article.

69 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




onal Jo,
International Journal in Management and Social Science
Volume 11 Issue 3, March 2023 ISSN: 2321-1784 Impact Factor: 7.088 X o;_:j
Journal Homepage: http://ijmr.net.in, Email: irimss@gmail.com M

Double-Blind Peer Reviewed Refereed Open Access International Journal

References

Albrecht, S. L., & Marty, A. (2017). Personality, self-efficacy and job resources and their
associations with employee engagement, affective commitment and turnover intentions.
The International Journal of Human Resource Management, 657-681.
d0i:10.1080/09585192.2017.1362660

Alnuaimi, Y. M. (2022). Impacts of Workplace Factors on Employee Engagement in the Public
Sector. European Journal of Marketing and Economics, 8(1), 59-73.

Altehrebah, S. S., Yusr, M. M., & Salimon, M. G. (2019). Factors Influencing Employee
Engagement: A STUDY OF SANA’A UNIVERSITY. International Journal of Modern
Trends in Business Research, 2(9), 23-37.

Anitha, J. (2014). Determinants of employee engagement and their impact on employee
performance. International Journal of Productivity and Performance Management,
63(3), 308-323. d0i:10.1108/1JPPM-01-2013-0008

Aon Hewitt. (2015). Aon Hewitt’s Model of Employee Engagement. Aon Hewitt. Retrieved from
https://www.academia.edu/34109036/Aon_Hewitts_Model _of Employee Engagement

Arifin, Z., Hanifah, Husein, N. M., Jihadi, M., Rini, H. P., Prasada, D., & Wijoyo, H. (2021).
The Role Of Employees Engagement And Self-Efficacy On Employee Performance: An
Empirical Study On Palm Oil Company. Natural Volatiles and Essential Oils, 8(4),
10177-10190. Retrieved from
https://eprints.umm.ac.id/88968/1/Arifin%20Hanifah%20Husein%20Jihadi%20Rini%20
Prasada%20Wijoy0%?20-
%20Employee%20Engagement%20Self%20Efficacy%20Employee%20Performance%?2
0Palm%200il1%20Company.pdf

Bakker, A. B., & Demerouti, E. (2007). The Job Demands-Resources model: state of the art.
ournal of Managerial Psychology, 22(3), 309-328. doi:10.1108/02683940710733115

Bakota, E. (2019). ARE GOVERNMENT EMPLOYEES LESS ENGAGED THAN THOSE IN
OTHER SECTORS? Washington D.C.: govloop. Retrieved from
https://www.govloop.com/community/blog/are-government-employees-less-engaged-
than-those-in-other-sectors/

Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change.
Psychological Review, 84(2), 191-215. Retrieved from
https://psycnet.apa.org/record/1977-25733-001

70 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




onal Jo,
International Journal in Management and Social Science
Volume 11 Issue 3, March 2023 ISSN: 2321-1784 Impact Factor: 7.088 X o;_:j
Journal Homepage: http://ijmr.net.in, Email: irimss@gmail.com M

Double-Blind Peer Reviewed Refereed Open Access International Journal

Blau, P. M. (1964). Justice in Social Exchange. Sociological Inquiry, 34(2), 193-206.
d0i:10.1111/j.1475-682X.1964.tb00583.x

Burns, K. L. (2016). Perceived Organizational Support and Perceived Supervisor Support as
Antecedents of Work Engagement. California: San Jose State University.
doi:10.31979/etd.8nf7-dh9p

Chhajer, R., Rosg, E. L., & Joseph, T. (2018). Role of Self-efficacy, Optimism and Job
Engagement in Positive Change: Evidence from the Middle East. VIKALPA, 43(4), 222—
235. d0i:10.1177/0256090918819396

Dahkoul, Z. M. (2018). The determinants of employee performance in Jordanian organizations.
Journal of Economics, Finance and Accounting, 5(1), 137-143.
doi:10.17261/Pressacademia.2018.811

Dhir, S., & Shukla, A. (2019). Role of organizational image in employee engagement and
performance. Benchmarking: An International Journal, 26(3), 971-989. do0i:10.1108/BI1J-
04-2018-0094

Emerson, R. M. (1976). Social Exchange Theory. Annual Review of Sociology, 2, 335-362.
Retrieved from https://www.jstor.org/stable/2946096

Gallup. (2017). State of the Global Workplace. New York: Gallup.

Gallup. (2021). State of the Global Workplace. Washington D. C.: Gallup Inc. Retrieved from
www.gallup.com

Gallup. (2022, 01 01). 7 Gallup Workplace Insights: What We Learned in 2021. Retrieved from
gallup.com: https://www.gallup.com/workplace/358346/gallup-workplace-insights-
learned-2021.aspx

Harter, J. K., Schmidt, F. L., Agrawal, S., Blue, A., Plowman, S. K., Josh, P., & Asplund, J.
(2020). The Relationship Between Engagement at Work and Organizational
Outcomes:2020 Q12® Meta-Analysis: 10th Edition. Washington D C: Gallup.

Jaharuddin, N. S., & Zainol, L. N. (2019). The Impact of Work-Life Balance on Job Engagement
and Turnover Intention. The South East Asian Journal of Management, 13(1), 106-118.
doi:10.21002/seam.v13i1.10912

Kaaviyapriya, K., & Xavier, D. P. (2020). A Study about the Factors Affecting Employee
Engagement and its Outcomes. International Journal of Management, 11(12), 536-554.
d0i:10.34218/1JM.11.12.2020.050

71 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




onal Jo,
International Journal in Management and Social Science
Volume 11 Issue 3, March 2023 ISSN: 2321-1784 Impact Factor: 7.088 X o;_:j
Journal Homepage: http://ijmr.net.in, Email: irimss@gmail.com M

Double-Blind Peer Reviewed Refereed Open Access International Journal

Kaaviyapriya, K., & Xavier, D. P. (2020). A Study about the FactorsAffecting Employee
Engagement and its Outcomes. International Journal of Management , 11(12), 536-554.
doi:10.34218/1JM.11.12.2020.050

Kahn, W. A. (1990). Psychological Conditions of Personal Engagement and Disengagement at
Work. Academy of Management Journal, 33(4), 692-724. doi:10.5465/256287

Kang, H. J., & Busser, J. A. (2018). Impact of service climate and psychological capital on
employee engagement: The role of organizational hierarchy. International Journal of
Hospitality Management, 75, 1-9. doi:10.1016/j.ijhm.2018.03.003

Lavigna, B. (2019). Why Employee Engagement Matters for Government Financial
Management. Government Finance Review, 8-14. Retrieved from https://assets-
global.website-
files.com/6027035e7f0406c257f4cee6/6027035e7f0406616df4d29b_WhyEng-
Matters.pdf

Liu, X. R, Yu, J. J., Guo, Q., & Li, J. J. (2022). Employee engagement, its antecedents and
effects on business performance in hospitality industry: a multilevel analysis.
International Journal of Contemporary Hospitality Management, 34(12), 4631-4652.
d0i:10.1108/1JCHM-12-2021-1512

Mamari, A. A., Busaidi, A. K., Balushi, A. A., & S.Porkodi. (2019). A Comparative study of
Employee Engagement in Private and Public Companies in Oman oil and Gas Sector.
Journal of Research in Management, 2(4), 41-48. Retrieved from http://irs-
managementstudies.com/index.php/irs

Margaretha, M., Widiastuti, R., Zaniarti, S., & Wijaya, H. (2018). Employee Engagement and
Factors that Influence:Experiences of Lecturers in Indonesia. International Journal of
Management Science and Business Administration, 4(6), 34-42.
d0i:10.18775/ijmsba.1849-5664-5419.2014.231.1004

Moletsane, M., Tefera, O., & Migiro, S. (2019). The Relationship between Employee
Engagement and Organisational Productivity of Sugar Industry in South Africa: The
Employees’ Perspective. African Journal of Business and Economic Research, 14(1), 113
—134. doi:10.31920/1750-4562/2019/v14n1a6

Monte, P. A. (2017). Public versus private sector: Do workers’ behave differently? EconomiA,
229-243. doi:10.1016/j.econ.2017.01.001

Nagesh, P., Kulenur, S., & Shetty, P. (2019). The Study on Factors Affecting Employee
Engagement. International Journal of Engineering Research & Technology, 8(6), 426-
430. Retrieved from www.ijert.org

72 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




onal Jo,
International Journal in Management and Social Science
Volume 11 Issue 3, March 2023 ISSN: 2321-1784 Impact Factor: 7.088 X o;_:j
Journal Homepage: http://ijmr.net.in, Email: irimss@gmail.com M

Double-Blind Peer Reviewed Refereed Open Access International Journal

NGUYEN, L. G., & PHAM, H. T. (2020). Factors Affecting Employee Engagement at Not-For-
Profit Organizations:A Case in Vietnam. Journal of Asian Finance, Economics and
Business, 7(8), 495-507. doi:10.13106/jafeb.2020.vol7.n08.495

Othman, R. B., Rapi, R. B., Alias, N. E., Jahya, A. B., & Loon, K. W. (2019). Factors Affecting
Employee Engagement: A Study among Employees in the Malaysian Construction
Industry . International Journal of Academic Research in Business and Social Sciences,
9(7), 784-797. doi:10.6007/IJARBSS/V9-i7/6178

Pass, S., & Ridgway, M. (2022). An informed discussion on the impact of COVID-19 and
‘enforced’ remote working on employee engagement. Human Resource Development
International, 25(2), 254-270. doi:10.1080/13678868.2022.2048605

Pepra-Mensah, J., & Kyeremeh, E. A. (2018). Organizational Culture: A Catalyst For Employee
Enagement In The Ghanaian Public Sector? Global Journal of Human Resource
Management, 6(3), 11-28.

Pradhan, R. K., Dash, S., & Jena, L. K. (2019). Do HR Practices Influence Job Satisfaction?
Examining the Mediating Role of Employee Engagement in Indian Public Sector
Undertakings. Global Business Review, 20(1), 119-132. doi:10.1177/0972150917713895

Raza, S., Ansari, N. u., Humayon, D. A., Hussain, M. S., & Aziz, K. (2017). Factors affecting
Millennials Employee Engagement in Government Sector . International Journal of
Management Excellence, 10(1), 1195-1200. Retrieved from
https://www.researchgate.net/profile/Khurram-
Aziz/publication/321600886_Factors_affecting_Millennials_Employee_Engagement_in_
Government_Sector/links/5a28e4afaca2727dd8870e76/Factors-affecting-Millennials-
Employee-Engagement-in-Government-Sector.pdf

Redmond, M. V. (2015). Social Exchange Theory. In English Technical Reports and White
Papers (pp. 1-36). lowa State University. Retrieved from
http://lib.dr.iastate.edu/engl_reports

Sharma, D. (2016). Factors Affecting Employee Engagement: a Brief Review of literature.
International Journal in Management and Social Science, 4(8), 240-246. Retrieved from
http://www.ijmr.net.in

Shehri, M. A., McLaughlin, P., Al-Ashaab, A., & Rashid. (2017). The Impact of Organizational
Culture on Employee Engagement in Saudi Banks. Journal of Human Resources
Management Research, 1-23. doi:10.5171/2017.761672

73 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




-n“a“lo,-
International Journal in Management and Social Science
Volume 11 Issue 3, March 2023 ISSN: 2321-1784 Impact Factor: 7.088 g 5\_;(;

Journal Homepage: http://ijmr.net.in, Email: irimss@gmail.com
Double-Blind Peer Reviewed Refereed Open Access International Journal

Sun, L., & Bunchapattanasakda, C. (2019). Employee Engagement: A Literature Review.
International Journal of Human Resource Studies, 9(1), 63-80. doi:10.5296/ijhrs v 9i 1
14167

Van, H. T., & Nafukho, F. M. (2019). Employee engagement antecedents and consequences in
Vietnamese businesses. European Journal of Training and Development, 44(2), 89-103.
doi:10.1108/EJTD-03-2019-0036

Weerasooriya, N., & Alwis, A. C. (2017). Impact of Employee Engagement on Lean
Manufacturing: An Empirical Study in Sri Lanka. FIIB Business Review, 6(2), 33-42.
Retrieved from https://www.researchgate.net/profile/A-De-
Alwis/publication/319502431 Impact_of Employee Engagement_on_Lean_Manufactur
ing_An_Empirical_Study_in_Sri_Lanka/links/5e43c929a6fdccd9659be98e/Impact-of-
Employee-Engagement-on-Lean-Manufacturing-An-Empirical-Study

Weerasooriya, N., & Alwis, A. C. (2017). Impact of Employee Engagement on Lean
Manufacturing:An Empirical Study in Sri Lanka. FIIB Business Review, 6(2), 33-42. doi:
10.29368/F11B.6.2.2017.33-42

Workplace, Q. (n.d.). The Impact of COVID-19 on Employee Engagement Benchmark Report
and Analysis. California: Quantum Workplace. Retrieved from
https://www.quantumworkplace.com/impact-of-covid-19-on-employee-engagement

Wushe, T., & Shenje, J. (2019). The antecedents of employee engagement and their effect on
public sector service delivery : the case study of government departments in Harare. SA
Journal of Human Resource Management, 17(1), 1-11. Retrieved from
https://journals.co.za/doi/abs/10.4102/sajhrm.v17i0.1082

74 International Journal in Management and Social Science
http://ijmr.net.in, Email: irjmss@gmail.com




