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ABSTRACT 

According to academics and industry experts, one 

of the most alarming aspects of the current state of 

the world economy is the low level of employee 

engagement. The phenomena could have a negative 

impacton productivity at work. It is crucial to 

comprehend the idea of job engagement, as well as 

what it means for employees and what it means for 

employers. The article presents the findings of 

research on the relationship between employee 

engagement and several performance categories. It 

is a systematic evaluation of the body of 

knowledge. The goal of the study is to review 

earlier research based on how it was arranged and 

classified, to pin point knowledge gaps, and to 

suggest a research agenda for the future. The paper 

synthesizes these findings and discusses the 

ramifications for both academic and practical 

settings. According to the review's findings, there is 

a statistically significant correlation between 

employee engagement and a number of 

performance categories and sub categories in the 

majority of peer-reviewed papers. 

Keywords: Employee Engagement, Work 

Engagement, Process Performance, Outcome 

Performance 

 

I. INTRODUCTION 
Employees are one of a company's most 

important resources, regardless of the type of 

business. The capacity to efficiently manage 

relationships with employees can determine the 

long-term market advantage at a time when rivalry 

for the top specialists is frequently stronger than 

attempts to attract the client. Employers may 

improve their chances of attracting and keeping 

valuable people by creating a welcoming, 

development-friendly atmosphere that fosters 

employee engagement.  

 

Numerous studies indicate that employee 

engagement is low overall. Only 15% of workers 

worldwide can be said to be totally involved in 

their work, while 85% are either not engaged or 

actively disengaged, according to the Gallup 

Institute (Gallup, 2017). The lack of assist an 

ceprovided to workers in obtaining what they see 

for themselvesas significant achievements is the 

root of the "dis engagement crisis," which is getting 

worse [Forbes, 2014]. The issue of poor employee 

engagement and its detrimental effects on corporate 

outcomes is also recognized by the academic 

community. According to Teresa Amabile of the 

Harvard Business School, who was quoted in 

Forbes [2014], it causes a decline in the company's 

profitability metrics and lower levels of sales. The 

problem's global scope indicates the need for 

research on how employee engagement affects 

organizations, as well as synthesis of the findings 

in an effort to derive useful, general lessons. 

 

According to Tranfield et al. [2003], 

managing knowledge variety in the context of 

specificacademicresearchnecessitatestheprocessofe

xaminingtheliterature.Thisarticleisasystematiclitera

ture review with the goal of organizing and 

categorizing earlier studies on the relationship 

between employee engagement and job 

performance. Based on examination of a few 

chosenstudies,itshowstheconsequences,highlightsinf

ormationgaps,andprovidesconclusions.Paperspublis

hed between January 2002 and December 2022 are 

included in the review. The structure of the article 

is as follows. The procedure for choosing 

publications is described in the firstsection. The 

analysis's findings are then provided. The review's 

conclusions, their academic andpractical 

ramifications,andthepaper'sshortcomingsareallinclu

dedinthefinalpart. 
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II. METHODOLOGY 
The evolution of knowledge is well-

founded on an examination of the literature. It 

highlightsplaces where research has to be done and 

aids in the development of theories [Webster et 

al.,2002]. This paper is a systematic review by 

offering a structured study and the compiled 

results,it 

aimstosynthesizethecurrentstateofknowledge.Thiski

ndofevaluationenablesthepreservation of scientific 

rigour for academics. The reviewing process helps 

managers andemployers gather reliable knowledge 

from a variety of sources [Tranfield et al., 

2003].Athoroughsearchstrategywithaclearlydefined

articleselectionprocessisbeingusedtocarryoutthe 

review. The method for gathering pertinent data 

and judging articles is precise and well-defined. 

Studies can be organized into theoretically and/or 

methodologically related 

categories,andthentheirfindingscanbesystematically

arrangedanddescribedinordertojudgethestudies'qual

ity and application. Systematic reviews not only 

summarize the current level of knowledgein a field, 

but also make clear what needs further 

investigation [Petticrew and Roberts, 

2006].Theywereincluded 

toascertainthedistributionofarticlesthathadbeenexa

minedovertimeandthroughout various geographic 

regions. The applied approach provides information 

at highaggregate levels but does not permit drawing 

more specific conclusions [Van Leeuwen, 

2004].The topic of employee engagement has only 

been the subject of a small number of 

literatureevaluationstodate.Thestudyisnotonlyavalu

ableresourceforresearchers,butitisalsohelpfulfor 

practitioners who want to boost engagement in 

their businesses. This study focused on 

theresearchontheconnectionbetweenemployeeengag

ementandperformance,drawingconclusionsandoutli

ningconsequencesfororganisationalgrowthandhuma

nresource(HR) management. An engaged 

workforce can be a significant source of 

competitive 

advantage,accordingtoanalysisof20studiesthatwerec

hosenforthefinalevaluationthatshowedapositivecorr

elation between employee engagement and firm 

performance [Kim et al., 2012, p. 267].Bailey et al 

systematic review of 214 studies that looked at the 

significance, causes, and effectsof engagement was 

published in 2017. (42 studies researchedthe 

performance outcomes).Leadership, job design, 

team and organizational variables, organizational 

interventions, andpsychological states were 

identified as the five groupings of factors that 

determine 

engagement.Individualmorale,individualtaskperfor

mance,organizational performance,andextra-

roleperformancewerefoundtobepositivelyconnected

withengagement. 

 

SearchStrategy 

Only peer-reviewed publications from 

Publish & Perish are included in the review. The 

searchwas limited to English-language articles 

using the terms "employee engagement" or 

"workengagement,"whicharethemostpopularwaysto

definetheinvestigatedconstruct,intheabstract[Bakke

r and Bal, 2010]. The selection produced 1,548 

papers using the key word 

employeeengagement.Theseconddeterminantofthei

nvestigateddependency,performance,includedthepo

ol was decreased to 207 items by this restriction. 

The distribution of publications over time 

isdepicted in the following figure. The trend is 

upward, with the years 2013 to 2022 seeing 

aparticularlylargeincreaseinthenumberofarticles.

 

 

Row 

Labels 

Countof 

Year 

2004 1 

2008 5 

2009 3 

2010 2 

2011 2 

2012 7 

2013 12 

2014 10 

2015 14 
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2016 10 

2017 12 

2018 17 

2019 20 

2020 36 

2021 28 

2022 28 

Grand 

Total 

 

207 

 

 
 

Selection Criteria 

The selection was based on PRISMA 

(Preferred Reporting Items for Systematic Reviews 

andMeta-Analysis) Statement. The study focused 

on existing literature in the field of 

managementparticularly to human resource. All 

articles before 2000 were excluded. The search 

mainlyfocusedonAsianContext.207recordswereextr

actedatthisstage. 
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III. RESULT OF LITERATUREREVIEW 
The examination of papers that met the 

requirement of conducting research and outlining 

thefindings on the relationship between employee 

engagement and performance characteristicsmade 

up the literature review. The articles were printed 

in 49 publications, most of which 

dealtwiththeacademicfieldsofperformancemanagem

ent,humanresourcemanagement,andoccupational 

psychology. The investigations under consideration 

were carried out over 

fivecontinentsand25nations.Thisremarkshowshowm

anyacademiccommunitiesareinterestedinthis 

subject. The USA (25 studies) and the Netherlands 

have undertaken the majority of 

theresearch(20studies).28%ofthepapersassessedwer

epublishedinIndiaalone,asawhole. 

 

Sl.No Countrywherethest

udywas 

conducted 

Numberofresearchr

eports 

Sl.No Countrywherethestudywa

s 

conducted 

Numberofrese

archreports 

1 India 59 14 Turkey 5 

2 USA 25 15 RepublicofKorea 5 

3 TheNetherlands 20 16 Nigeria 5 

4 UK 16 17 CzechRepublic 3 

5 Pakistan 10 18 Lithuania 3 

6 Spain 6 19 Finland 3 
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7 Canada 6 20 Italy 2 

8 China 6 21 Greece 2 

9 Malaysia 6 22 Cyprus 2 

10 Germany 5 23 Indonesia 1 

11 RepublicofIreland 5 24 Jordan 1 

12 Portugal 5 25 Australia 1 

13 Israel 5    

 

Categorizationofreviewedstudies 

According to Petticrew and Roberts [2006, 

p. 170], the majority of systematic reviews are 

builtaround the systematic ordering and description 

of the study results. As a result, the 

primaryresearchgoalofthestudywastoclassifytheexa

minedstudiesandmakejudgementsaboutthembasedo

nthesequenceinwhichtheywereanalysed.Inordertoor

ganisestudiespertainingtotheperformanceelements 

analysedinconnectionwithemployeeengagement,cat

egories weredefined. Campbell et al. [1993] list the 

performance measures, which range from objective 

oneslikethequantityofpiecesproducedorthetotalvalu

eofsalestosubjectiveself-

ratingsofoverallperformance,andindicateawiderang

eofphenomenaincontemporaryresearchthatarereferr

edtoas"performance." 

Itcanalsobeviewedfromanindividual,group,ororgani

sationalperspective,whichisreflectedin the 

particular goals that are appropriate for each level 

[Roe, 1999]. Six major categories 

havebeendevelopedbasedonthisdescription,takingin

toaccountthenatureanddegreeofperformance. It 

include process performance at the individual level, 

process performance at theteam level, process 

performanceat the organisational level,and result 

performanceat theindividual 

level,teamlevel,andorganisationallevel. 

 

Theoutcomeofthecategorizati 

 Individuallevel Teamlevel Organizationallevel 

Process 

Performance 

61studies 8studies 1studies 

 DalalandBaysinger,2

012;DashandMuthyal

a,2016;Eldorand 

Harpaz, 2016; Eldor, 

2017;Farndale et al., 

2014; 

Findikli,2015;Fletche

r,2016;Freeneyand 

Fellenz, 2013; 

Gordon 

andDemerouti,2015;

Gorgievskiand 

Moriano, 2014; 

Gutermannetal.,2017;

HalbeslebenandWhee

ler,2008;KapilandRas

togi, 2017; Karatepe, 

2011;KaratepeandAg

a,2016;KaratepeandO

lugbade,2016;Kašpár

ková et al., 2018; 

Katariaetal.,2013;Kha

Fellenz, 2013;Kataria et al., 

2013;Mäkikangasetal.,2016;

Mengucand 

Auh, 2013; 

SalanovaandAgut, 

2005;SteffensandHaslam,201

4;Tims 

andBakker,2013 

Farndaleetal.,2014 
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nandMalik,2017;Kim

andKoo,2017;Kovjan

icandSchuh,2013; 

Lathabhavanetal.,201

7;Lin 

etal.,2016;Lorenteand

Salanova, 2014; 

Maden, 

2015;MedlinandGree

n,2009;Medlinetal.,2

016;MyrdenandKello

way,2015;NazirandIs

lam, 2017; Nazli and 

SheikhKhairudin,201

8;Parketal.,2017;Rah

manetal.,2017;Reijse

geretal.,2017;Saks,20

06;Schmittetal.,2016;

Shantz and Alfes, 

2013; Shantzet al., 

2016; Shuck and 

Zigarmi,2015;SuanC

hoo,2016;Suhartantoa

ndBrien,2018;Tims 

and Bakker, 2013; 

Tims etal., 2015; Van 

Beek and Taris,2014;  

Wang   et  al.,   2015; 

Xanthopoulouand    

Bakker, 

onandorderingoftheexaminedpapersinthefollowingtable.(Onlyimportantpapersmentionedinthetable) 

 

 

 2008;YalabikandPopaitoon,201

3;Zhongetal.,2016 

  

Outcomeperformanc

e 

4studies: 

GorgievskiandMoriano,2014;Laza

uskaite-Zabielskeetal.,2018; Lin et 

al., 2016; Shantz etal.,2016 

4studies: 

Coco and 

Jamison,2011;Badaland 

Harter,2014; 

Suhartantoand 

Brien,

 2018;Xanthopoulo

uetal.,2009 

3studies: 

Benn et al., 2015;Dijkhuizen et 

al.,2016;Gorgievski 

andMoriano,2014 
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Thecategorizationprocessfoundthattheexa

minedresearchweredispersedunevenlythroughoutth

esixestablishedgroups.Ninepaperslookedattherelati

onshipbetweenemployeeengagementand process 

performance on more generalised levels (team and 

organisational), and ten studieslooked at the 

relationship between employee engagement and 

various outcome 

performancecategoriesonvariouslevels,withone[Gor

gievskiandMoriano,2014]lookingatbothindividuala

ndorganisationallevels.Themajorityoftheresearchrep

orts(61outof71papers)wereassignedto the process 

performance on the individual-level category. The 

primary hallmark of 

pastliteraturethatexaminedtherelationshipbetweene

mployeeengagementandperformancewasitshighcon

centrationofstudiesinasinglecategory.Itdemonstrates

thatthereisstillawideresearchtopicinneedofadditiona

linvestigation. 

By concentrating more on associations between 

employee engagement and performance 

onaggregatelevelsaswellascorrelationsbetweenempl

oyeeengagementandoutcomeperformanceelements,

futurestudiescanaddtothebodyofknowledge. 

 

Based on established definitions, the 

primary process and outcome performance 

categories canbe further divided. While Lebas and 

Euske [2002] separate outcome performance into 

financialand nonfinancial performance, Borman 

and Motowidlo [1997] divide process performance 

intocontextualandtaskperformance.Thefollowingtab

lelisttheresearchstudiesindescendingorderbased on 

a more thorough categorization (the total number of 

studies in the subcategories ishigher than the total 

number of papers in categories due to the fact that 

many studies 

examinedmorethanonesubcategoryofperformance). 

 

Subcategorizationofreviewedarticlesbasedontypeandlevelofanalysedperformance 

 Individuallevel Teamlevel Organizationallevel 

Processperformance 61studies 8studies 1study 

Taskperformance 40studies 7studies 1study 

Contextualperformance 45studies 2studies 1study 

Outcomeperformance 4studies 4studies 3studies 

Financialperformance 2studies 4studies 2studies 

Nonfinancialperformance 2studies 2studies 3studies 

 

 

Termsanddefinitions 

Many words are used to characterise 

work-related involvement in the literature. 

"Employeeengagement," "work engagement," 

"organisation engagement," and "job engagement" 

are a 

fewoftheseinspecific.SchaufeliandBakker[2010,p.1

0]statethatthefirsttwo"aregenerallyusedinterchange

ably" and we will treat them as such for the sake of 

this review. Employee/workengagement is defined 

by Schaufeli et al. [2002, p. 74] as "a positive, 

fulfilling, work-

relatedstateofmindthatischaracterisedbyvigour(e.g.,

beinghighlyenergetic),dedication(e.g.,beinghighlyin

volvedinwork),andabsorption(e.g.,beinghighlyconc

entratedinwork)."Themajorityofauthors(76%ofthep

ublications)adoptedthisdefinition. 

 

 

Termsanddefinitionsofemployeeengagementadoptedbyvariousauthors 

Termanddefinition Author(s)of 

thedefinition 

Researchusingtheparticulardefinition 



 

      

International Journal of Advances in Engineering and Management (IJAEM) 

Volume 5, Issue 4 April 2023,   pp: 250-266 www.ijaem.net    ISSN: 2395-5252 

 

 

 

 

DOI: 10.35629/5252-0504250266         |Impact Factorvalue 6.18| ISO 9001: 2008 Certified Journal     Page 257 

Employeeengagementis―a

positive,fulfilling,work-

relatedstate of mind that is 

characterizedbyvigour,dedi

cation,andabsorption. 

Ratherthanamomentaryandsp

ecificstate,engagementreferst

oamorepersistentandpervasiv

eaffective–

cognitivestatethatisnotfocuse

donanyparticularobject,eve

nt,individual,orbehaviour‖. 

Schaufeliet 

al.[2002] 

54studies: 

Akhtar et al., 2016; Alessandri et al., 

2018;Alietal.,2018;BakkerandBal,2010;Bakkeretal., 

2012; Bal and De Lange, 2015; Barnes 

andCollier,2013;Castanheira,2016;Cesárioand 

Chambel,2017;ChongandLee,2017;Chughtai and Buckley, 

2011; Dijkhuizen 

etal.,2016;EldorandHarpaz,2016;Eldor,2017;Farndaleetal.,

2014;Findikli, 

2015;Fletcher, 2016;FreeneyandFellenz, 

2013;GordonandDemerouti,2015;GorgievskiandMoriano,2

014;Gutermannetal.,2017;HalbeslebenandWheeler,2008; 

KapilandRastogi,2017;Karatepe,2011;KaratepeandAga,20

16;KaratepeandOlugbade,2016;Kašpárkováetal.,2018;Kata

ria et al., 2013; Khan and Malik, 2017;Kovjanic and 

Schuh, 2013; Lathabhavan etal., 2017; Lazauskaite-

Zabielske et al., 2018;Lin et al., 2016; Lorente and 

Salanova, 

2014;Maden,2015;Mäkikangasetal.,2016;MengucandAuh,

2013; 

Naziretal.,2017;NazliandSheikhKhairudin,2018;Parketal.,2

017;Reijseger 

etal.,2017;SalanovaandAgut,2005; 

  Schmitt et al., 2016; Shantz and Alfes, 

2013;Shantzetal.,2016;SteffensandHaslam,2014; Suan 

Choo, 2016; Tims and Bakker,2013; Tims et al., 2015; Van 

Beek and Taris,2014; Wang et al., 2015; Xanthopoulou 

andBakker,2008;Xanthopoulouetal.,2009;YalabikandPopai

toon,2013 

Personalengagementis―theh

arnessingoforganizationme

mbers’selvesto 

theirworkroles; 

inengagement,peopleemploya

ndexpress 

themselvesphysically,cogniti

vely,andemotionallyduringrol

e 

performances‖ 

Kahn[1990] 5studies: 

AlfesandTruss,2013;BadalandHarter, 2014;KimandKoo,2017; 

Rahman et al., 2017;Zhongetal.,2016 

Jobengagementis―theextentt

owhichanindividualispsycho

logicallypresentinaworkrole

‖. 

Organizationalengagementi

s―theextenttowhichanindividu

alis psychologicallypresent 

inhisrole as a member of 

anorganization‖. 

Saks[2006] 2studies: 

AlbdourandAltarawneh,2014;Saks,2006 
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Work engagement is 

―arelativelyenduringstateof 

mindreferringtothesimultaneo

usinvestmentofpersonalenergi

esintheexperienceorperforma

nce ofwork‖. 

Employeeengagement―rep

resents 

anemployee’senthusiasm,pa

ssionandcommitmentto 

theirworkand 

totheorganization,the 

willingnesstoinvestthemselve

s and 

expandtheirdiscretionaryeffor

tto 

helptheemployersucceed‖. 

Employeeengagementis―

acognitive,emotional,andb

ehaviouralstatedirectedtowa

rddesiredorganizationaloutco

mes 

Christianet 

al.[2011] 

 

MyrdenandKellow

ay[2015] 

 

 

ShuckandWollard[

2010] 

1study: 

Bennetal.,2015 

 

 

1study: 

MyrdenandKelloway,2015 

 

 

 

1study: 

ShuckandZigarmi,2015 

Employeeengagementis 

―therelativestrengthofanempl

oyee’sinvolvementinandenth

usiasmabout hisorwork‖. 

Tritch[2003] 1study: 

Medlinetal.,2016 

 

Someauthors,citingthestateconnectedwitha

specificworkstationandthestateassociatedwithconne

ctiontotheorganisation,underlinethenecessityfordisti

nctdefinitionsandassessmentsofthetwotypesofpartic

ipation.Thefirstoftheseideasisreferredtoas"jobengag

ement"bySaks[2006, p. 604] and is described as 

"the degree to which an individual is 

psychologically presentin his work function." 

Similar to this, "organisation involvement" refers to 

how much a person"is psychologically present in a 

role as a member of an organisation." From the 

perspective oftheemployer,it'scritical 

tomeasurethelevelof 

engagementacrossthetwodimensions. 

Despite the definitions' different levels of 

specificity, they are all founded on Kahn's idea 

ofpersonalinteraction.Consequently,itisreasonableto

presumethatthepapersunderconsiderationsharethesa

meconceptualframeworkandthatcomparingtheirfind

ingsisappropriate. The authors of six papers—

Anitha (2014), Coco and Jamison (2011), Dalal 

andBaysinger (2012), Dash and Muthyala (2016), 

Medlin and Green (2009), and Suhartanto andBrien 

(2018)—mentioned various definitions of 

employee engagement without endorsing 

anyoneofthem. 

 

Scalesmeasuringemployeeengagement 

The few tools the researchers employed to 

determine the degree of employee involvement 

areconsistentwiththedefinitionstheyused.TheUtrech

tWorkEngagementScale(UWES),createdby 

Schaufeli and Bakker of Utrecht University, has 

been used in various forms in 82% of theevaluated 

papers [Schaufeli et al., 2002]. The scale originally 

included 25 items that wereconnected to the three 

work-related engagement aspects of vigour, 

devotion, and absorption 

inaccordancewiththedefinitionpreviouslydiscussed.

Usingaseven-pointscale,studyparticipantsassign a 

point value to each statement, with zero denoting 

"never" and six denoting "always."The UWES-9, in 

which three statements were given to each 

dimension, was the version of 

thescalethatwasusedthemostfrequentlyintheresearch

thatwereanalysed. 
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Scalesusedtoquantifythelevelofemployeeengagement 

Scale Researchusingtheparticularscale 

UWES-9 

 

 

 

 

 

 

 

 

UWES-17 

47studies: 

Akhtar et al., 2016; Alessandri et al., 2018; Ali et 

al.,2018;BakkerandBal,2010;Bakkeretal.,2012;BalandDeLange,2015;Cast

anheira,2016;CesárioandChambel,2017;ChughtaiandBuckley,2011;Dijkh

uizenetal.,2016;EldorandHarpaz,2016;Eldor,2017;Findikli,2015;Fletcher,

2016;FreeneyandFellenz,2013;GordonandDemerouti,2015;Gorgievskiand

Moriano,2014;Gutermannetal.,2017;KapilandRastogi, 2017; Karatepe, 

2011; Karatepe and Aga, 2016;Karatepe and Olugbade, 2016; 

Kašpárková et al., 

2018;Katariaetal.,2013;KovjanicandSchuh,2013;Lathabhavan et al., 

2017; Lorente and Salanova, 

2014;Maden,2015;Mäkikangasetal.,2016;MyrdenandKelloway,2015;Nazi

randIslam,2017;Parketal.,2017; 

 

 Rahmanetal.,2017;Reijsegeretal.,2017;Schmittetal.,2016; Shantz and 

Alfes, 2013; Shantz et al., 2016; Shuckand Zigarmi, 20151; Steffens and 

Haslam, 2014; SuanChoo, 2016; Tims and Bakker, 2013; Tims et al., 

2015;VanBeekandTaris,2014;Wangetal.,2015;Xanthopoulou and Bakker, 

20082; Xanthopoulou et al.,2009;YalabikandPopaitoon,2013 

10studies: 

BarnesandCollier,2013;Farndaleetal.,20143;Halbesleben and Wheeler, 

2008; Khan and Malik, 2017;Lazauskaite-

Zabielskeetal.,2018;Linetal.,2016;Menguc and Auh, 2013; Nazli and 

Sheikh 

Khairudin,2018;SalanovaandAgut,2005;XanthopoulouandBakker,2008 

SaksEngagementScale 5studies: 

 Albdourand Altarawneh,2014; 

Farndaleetal.,2014;KimandKoo,2017;Saks,2006;SuhartantoandBrien,2018 

GallupWorkplaceAud

it(Q12) 

5studies: 

 BadalandHarter,2014;ChongandLee,2017;DashandMuthyala,2016;MedlinandGreen,20

09;Medlinetal.,2016 

 2studies: 

JobEngagementScale ShuckandZigarmi,20151;Zhongetal.,2016 

 

ISAEngagementScale 

 

1study: 

 AlfesandTruss,2013 

  

1study: 
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JRA Employee

 Engagement 

Bennetal.,2015 

Scale  

 1study: 

 

PassionScale 
ShuckandZigarmi,20151 

 

Datasources:employeeperformance 

Authors only used self-reported 

questionnaires to gather source data on the 

outcomes of workinvolvement in 43 of the 71 

studies that were reviewed. Due to the fact that the 

data used toquantify the dependent variable and the 

explanatory variable came from the same source, 

thecorrelationbetweenbothvariablesmayhavebeenov

erestimatedtosomeamount.Therespondents' 

propensity to preserve consistency between their 

stated views and actions is whatgives rise to the 

method's subjectivity [Podsakoff et al., 2003]. In 

contrast, researchers haveemployedtried-and-

true,generallyacknowledgedquestionnairesthatenabl

eatrustworthyevaluation of researched factors. The 

authors of the remaining 28 research employed 

moreobjectivedata,suchasbusinessunitfinancialfigur

es,customersurveys,evaluationsofimmediatesupervi

sors,oracombinationof 

multipleoftheaforementioneddatasources. 

 

 

Statisticaltechnique Researchstudiesusingtheparticulartechnique 

Structuralequationm

odeling 

 

 

 

 

 

 

Multilevellinearregre

ssion 

42studies: 

Alessandri et al., 2018; Alfes and Truss, 2013; Ali et al., 2018; 

Anitha,2014; Bakker et al., 2012; Barnes and Collier, 2013; Benn 

et al., 

2015;Castanheira,2016;ChughtaiandBuckley,2011;CocoandJamis

on,2011;Eldor, 2017; Findikli, 2015; Freeney and Fellenz, 2013; 

Gorgievski andMoriano, 2014; Gutermann et al., 2017; 

Halbesleben and Wheeler, 

2008;KaratepeandAga,2016;KaratepeandOlugbade,2016;Kašpárk

ováetal.,2018;Katariaetal.,2013;KimandKoo,2017;KovjanicandSc

huh,2013;Lathabhavan et al., 2017; Lazauskaite-Zabielske et al., 

2018; Lorente andSalanova, 2014; Maden, 2015; Medlin and 

Green, 2009; Medlin et al.,2016; Myrden and Kelloway, 2015; 

Nazir and Islam, 2017; Nazli 

andSheikhKhairudin,2018;Parketal.,2017;Reijsegeretal.,2017;Sal

anovaand Agut, 2005; Shantz and Alfes, 2013; Shantz et al., 

2016; Suan Choo,2016; Suhartanto and Brien, 2018; Tims and 

Bakker, 2013; Tims et 

al.,2015;VanBeekandTaris,2014;YalabikandPopaitoon,2013 

25studies: 

AlbdourandAltarawneh,2014;Akhtaretal.,2016;BakkerandBal,201

0;BalandDeLange,2015;CesárioandChambel,2017;DalalandBaysi

nger, 2012; Dijkhuizen et al., 2016; Eldor and Harpaz, 2016; 

BadalandHarter,2014;Fletcher,2016;GordonandDemerouti,2015;

KapilandRastogi, 2017; Karatepe, 2011; Khan and Malik, 2017; 

Lin et al., 2016;Mäkikangas et al., 2016; Menguc and Auh, 2013; 

Rahman et al., 2017;Saks, 2006; Schmitt et al., 2016; Steffens 

and Haslam, 2014; Wang et 

al.,2015;XanthopoulouandBakker,2008;Xanthopoulouetal.,2009;

Zhongetal.,2016 
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Bayesianmethods 1study: 

ShuckandZigarmi,2015 

 

Canonicaldiscriminan

tanalysis 

Pearsoncorrelationco

efficient 

1study: 

DashandMuthyala,20161study: 

ChongandLee,2017 

T-Test 1study: 

Farndaleetal.,2014 

 

IV. RESULTS REPORTED BY THE 

REVIEWED RESEARCH STUDIES 
Although one study indicated that only 

organisational engagement (one of the 

engagementdimensions) is associated to the 

individual level of task performance, forty-eight 

studies found astatistically significant relationship 

between employee engagement and task 

performance [Kimand Koo, 2017].In 

46studies,therelationship betweenwork engagement 

andcontextualperformancewasexaminedintermsofth

efollowingbehaviouraltraits:organisationalcitizensh

ipbehaviour,extra-

rolebehaviour,innovativebehaviour,employeeretenti

on(positive),turnover, absence intention (negative), 

organisational and career commitment, initiative, 

activelearning behaviour, knowledge sharing, 

creativity, proactivity,counterproductive 

behaviour(negative), adaptability, and decision-

making. 36 of these investigations provided 

completeagreement with the proposed hypotheses, 

whereas 10 provided conflicting evidence. 

AccordingtoGordonandDemerouti's[2015]research,

onlydailyanalyticaldecision-

makingwasassociatedwithworkengagement;intuitiv

edecision-makingwasnot. 

 

According to Halbesleben and Wheeler's 

[2008] research, the likelihood of turnover was 

notsignificantly correlated with engagement 

(negative relation). Work engagement was not 

linkedto organisational citizenship behaviour, 

according to two studies [Tims et al. 2015; Zhong 

et 

al.2016].Onlyorganisationalengagementwasfoundto

beapredictoroforganisationalcitizenshipbehaviour, 

according to Saks [2006]. Organization 

engagement was not substantially correlatedwith 

continuance commitment, one of the organisational 

commitment components, according 

toAlbdourandAltarawneh(2014)andFarndaleetal.(2

014).Employeeinvolvement,accordingtoReijsegeret

al.[2017],wasnotlinkedtounproductiveactivity(negat

iverelation).Organizationalengagement was not 

strongly correlated with innovative behaviour, 

according to Kim and Koo's[2017] findings. The 

link between employee engagement and 

behavioural outcomes varieddepending on the scale 

used to measure engagement in the study by Shuck 

et al. [2015]. WhentheUWES-

9wasemployed,theresultswerestatistically 

significant,butwhentheWorkEngagementScalewasu

tilised,theresultswereequivocal. 

Althoughonestudycametotheconclusiontha

t employeeengagementwasonlyrelatedtoprofitand 

not turnover,sevenresearchdiscovereda statistically 

significant relationshipbetweenemployee 

engagement and financial performance (sales, 

profit, and inventory shrinkage cost).The 

relationship between engagement and non-financial 

performance was the subject of 

seveninvestigations(environmentalperformance,cus

tomersatisfaction,numberofemployees,andsafety 

level). In six of these investigations, the authors' 

assumptions were proven correct, but inone, there 

was no statistically significant correlation between 

entrepreneur engagement and 

theamountofemploymentatthecompany[Dijkhuizen

etal.,2016]. 
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V. CONCLUSIONS 
Theliteraturestudy 

ontherelationshipbetweenjobengagement 

andseveral performancecategories demonstrates 

how much interest scholars are showing in the 

topic. In order to put itinto perspective, 50 of the 71 

papers that were analysed were written within the 

last five years.Overall, authors used information 

from a variety of businesses, including financial 

services,education, construction, and hospitality, to 

perform empirical investigations in 25 

differentcountries over a widerange of geographical 

locations.Although the studiedresearch 

wasdistributedunevenlyacrosssixcategories—

whichwereintendedtoreflectthevarioustypesanddegr

ees of performance—ordering and categorization of 

earlier studies indicated this. 

Studiesaddressingtherelationshipbetweeninvolveme

ntandspecificperformancecomponentsofoutcomes 

as well as the relationship betweenengagement and 

performance on 

aggregatedmeasuresareparticularlylacking. 

 

VI.  RECOMMENDATIONS FOR FUTURE 

RESEARCH 
Thesubjectareasinneedofmoreinvestigation

wereidentifiedbycategorizationofearlierstudieson 

the relationship between employee engagement and 

performance. Further studies 

examiningconnectionsbetweenengagementandbothf

inancialandnonfinancialcharacteristicsofoutcomepe

rformanceoughttobeontheagendaoffuturestudy.Also,

futureresearchcanaddtothecorpusofknowledgebyco

ncentratingmoreontherelationshipsbetweenengage

mentandorganisationalandteamsuccess,whichareun

derrepresentedinstudiesthatjustlookatindividualperf

ormance. 

An similarly intense investigation into the causes of 

employee engagement should result from the 

expandingcorpus of scientific evidence supporting its 

beneficial consequences. Only with a solid grasp of the 

variablesinfluencing work engagement can successful 

programmes and practises be implemented, ensuring 

theexpansion of organisations in this area of their 

operations [Wollard and Shuck, 2011]. The inclusion 

ofgenerational diversity, which is present in the majority of 

firms, is crucial for the ongoing research in thiscontext. 

According to the research of AkhavanSarraf et al. [2017], 

there are considerable differences 

inemployeeengagementlevelsbetweengenerations,andindivid

ualengagementconstructscanchang 

edependingontheageofthe workforce. 

 

 

 

VII. LIMITATIONS 
The article does not entirely escape the 

drawbacks common to this type of literature 

evaluation[PetticrewandRoberts,2006].Themethodu

sedtochoosethepapersforanalysishasconstraintsthat 

are related to it. The first one relates to the 

requirements that have to be satisfied for 

theempiricalstudytobeeligibleforreview(selectionof

papersbasedonrigidlydefinedexpressionsintheirabstr

acts).Also,ithasbeensuggestedbyresearcherstodistin

guishbetweentheconceptsof performance and 

efficacy and productivity [Campbell et al., 1993], 

which, if taken intoconsideration, could potentially 

affect the final selection of articles. The second 

limitation isrelated to the small number of online 

databases that provided search support. Last but not 

least,thereviewexcludesconceptualpapers. 
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