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ABSTRACT

Employee engagement has emerged as a critical factor influencing employees' attitudes, commitment, and overall job
satisfaction in modern organizations. This study examines the impact of employee engagement on job satisfaction by
exploring how factors such as leadership support, communication, recognition, career development, and organizational
support affect employees' work experiences. A descriptive research design with a quantitative approach was adopted,
and primary data were collected from employees using a structured questionnaire. The data were analyzed using
percentage analysis, descriptive statistics, correlation analysis, and the Chi-square test. The findings revealed a
significant positive relationship between employee engagement and job satisfaction, indicating that highly engaged
employees are more motivated, productive, committed, and satisfied with their jobs. The study concludes that effective
human resource practices and employee engagement initiatives play a vital role in improving employee well-being,
organizational commitment, and overall organizational performance. The findings provide valuable insights for HR
managers and organizational leaders in developing strategies that strengthen employee engagement, enhance job
satisfaction, and support sustainable organizational growth.

Keywords: Employee Engagement; Job Satisfaction; Human Resource Management; Organizational Commitment;
Employee Performance.

Introduction

Employees are one of the most valuable assets of any organization, and their level of engagement and job satisfaction
plays a vital role in achieving organizational success. Employee engagement refers to the emotional commitment,
enthusiasm, and involvement of employees in their work and organizational goals. Engaged employees are more
motivated, productive, and willing to contribute beyond their assigned responsibilities. Job satisfaction, on the
other hand, reflects the extent to which employees are happy and content with their jobs, work environment,
compensation, career opportunities, and relationships with supervisors and colleagues.

In today's competitive business environment, organizations are increasingly focusing on creating a positive workplace
that enhances both employee engagement and job satisfaction. Human resource practices such as effective
communication, training and development, performance appraisal, recognition and rewards, employee participation,
and work-life balance play a significant role in improving employees' attitudes toward their work. When employees
feel valued, respected, and supported, they are more likely to remain committed to the organization and perform at
higher levels.

The relationship between employee engagement and job satisfaction has become an important area of research because
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both factors directly influence employee performance, organizational productivity, customer satisfaction, and
employee retention. Organizations that successfully engage their employees often experience lower turnover rates,
reduced absenteeism, improved teamwork, and higher overall performance.

This study aims to examine the relationship between employee engagement and job satisfaction among employees. It
seeks to identify the factors that influence engagement and satisfaction and to understand how organizations can
create a supportive work environment that promotes employee well-being and organizational effectiveness. The
findings of this study may help managers and HR professionals develop strategies to strengthen employee
engagement, improve job satisfaction, and achieve sustainable organizational growth.

Literature Review

1. Judge et al. (2001)

Judge, Thoresen, Bono, and Patton (2001) conducted a meta-analysis to examine the relationship between job
satisfaction and job performance. The study found a significant positive relationship between employee
satisfaction and performance. Employees who were satisfied with their jobs showed higher productivity, commitment,
and effectiveness. The authors concluded that job satisfaction plays an important role in improving individual and
organizational performance. They suggested that organizations should improve working conditions, recognition, and
career opportunities to increase employee satisfaction. The study remains one of the most influential works on job
satisfaction.

2. Harter et al. (2002)

Harter, Schmidt, and Hayes (2002) examined the relationship between employee engagement and business outcomes
through a large-scale meta-analysis. The findings revealed that highly engaged employees contribute to higher
productivity, profitability, and customer satisfaction. The study also reported lower absenteeism and employee
turnover in organizations with greater engagement. Employee engagement was identified as a key factor influencing
organizational success. The authors recommended creating a supportive work environment to enhance engagement.
Their findings have been widely applied in human resource management.

3. Schaufeli et al. (2002)

Schaufeli, Salanova, Gonzalez-Roma, and Bakker (2002) defined work engagement as a positive psychological state
characterized by vigor, dedication, and absorption. The researchers developed the Utrecht Work Engagement Scale
(UWES) to measure employee engagement. The study found that engaged employees are energetic, committed, and
highly involved in their work. They perform better and experience greater job satisfaction than less engaged
employees. The authors emphasized the importance of supportive leadership and adequate job resources. Their work
remains a key reference in engagement research.

4. Saks (2006)

Saks (2006) investigated employee engagement using Social Exchange Theory. The study found that organizational
support, procedural justice, and supervisor support positively influence employee engagement. Employees who feel
valued by their organizations are more engaged and satisfied with their jobs. The research also showed that engaged
employees display stronger organizational commitment and organizational citizenship behavior. Saks concluded that
effective HR practices are essential for improving engagement and job satisfaction. The study provides important
guidance for HR professionals.

5. Bakker and Demerouti (2008)
Bakker and Demerouti (2008) proposed the Job Demands—Resources (JD-R) model to explain employee engagement.

The study suggested that job resources such as autonomy, feedback, supervisor support, and career development
enhance engagement and reduce burnout. Employees with sufficient job resources demonstrated greater motivation
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and job satisfaction. The JD-R model is widely applied in HR and organizational psychology research.

6. Xanthopoulou et al. (2009)

Xanthopoulou, Bakker, Demerouti, and Schaufeli (2009) investigated the role of personal resources in employee
engagement. The study found that optimism, self-efficacy, and resilience positively influence work engagement.
Engaged employees showed better performance, higher job satisfaction, and stronger organizational commitment. The
authors concluded that both personal and organizational resources contribute to sustainable employee engagement.

7. Albrecht (2010)

Albrecht (2010) emphasized that employee engagement is strongly influenced by leadership, effective communication,
training, recognition, and career development. The study highlighted that organizations with supportive HR practices
create a positive work environment that motivates employees. Engaged employees demonstrate higher levels of
commitment, innovation, and job satisfaction. The author concluded that employee engagement should be treated as a
strategic organizational priority to improve long-term performance.

8. Christian et al. (2011)

Christian, Garza, and Slaughter (2011) conducted a quantitative review and meta-analysis of work engagement. The
study found that engaged employees perform better in both task performance and organizational citizenship behavior.
It also showed that work engagement is distinct from other job attitudes and plays an important mediating role
between workplace resources and performance. The findings confirmed that employee engagement is a significant
predictor of organizational effectiveness.

9. Shuck (2011)

Shuck (2011) reviewed the emerging perspectives on employee engagement and identified different theoretical
approaches used in engagement research. The study concluded that employee engagement is a multidimensional
construct involving emotional, cognitive, and behavioral aspects. It recommended integrating engagement into HR
development strategies to improve employee well-being and organizational performance. The review also highlighted
the need for more empirical research across different industries.

10. Gruman and Saks (2011)

Gruman and Saks (2011) examined the relationship between performance management and employee engagement.
The authors argued that effective performance management systems encourage employee development, continuous
feedback, and participation. Their study concluded that performance management enhances employee engagement,
which subsequently improves job satisfaction and organizational performance. They recommended integrating
engagement into every stage of performance management.

11. Saks and Gruman (2014)

Saks and Gruman (2014) critically reviewed employee engagement research and concluded that although
engagement has received considerable attention, further theoretical and empirical development is needed. The authors
integrated Kahn's engagement theory with the Job Demands—Resources model to provide a stronger theoretical
framework. They emphasized that organizations should focus on meaningful work, organizational support, and job
resources to strengthen employee engagement.

12. Shuck et al. (2017)

Shuck and colleagues (2017) developed and validated the Employee Engagement Scale to improve the measurement
of engagement in organizations. Their ,findings demonstrated that employee engagement is positively associated with
organizational commitment, job stisfaction, and performance. The study confirmed the construct validity of the scale
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and recommended its use in organizational research and HR practice. It also highlighted engagement as a critical
factor for achieving sustainable organizational success.

performance ® orgamzahonal @ job @® engagement ® cmployee

= 0 00 |
< L J (24
o7 \® (=
) O \ f ) / /
/ \J

) O \ \ /

/
{ \ /
) 0000 - — Ny - - ; T e - +
1 . 3 4 “ 6 4 8 ] 10

Document Segments (Lterature Review 1 Judge et al (2001) Judge )

Research Methodology

1. Research Design

This study adopts a quantitative descriptive research design to examine the impact of employee engagement on job
satisfaction. The research aims to assess employees' perceptions of engagement and satisfaction and to determine the
relationship between these variables using statistical analysis.

2. Research Approach

A quantitative research approach was employed to collect and analyze numerical data. This approach enables objective
measurement of employee engagement and job satisfaction and facilitates hypothesis testing through appropriate
statistical techniques.

3. Nature of the Study

The study is descriptive and cross-sectional in nature. It investigates the existing level of employee engagement and
job satisfaction among employees at a single point in time without manipulating any study variables.

4. Data Source

The study is based on both primary and secondary data. Primary data were collected using a structured questionnaire
administered to employees. Secondary data were obtained from peer-reviewed journal articles, scholarly books,
conference papers, company reports, and online academic databases such as Google Scholar, Scopus, Web of Science,
SpringerLink, ScienceDirect, Wiley Online Library, and Sage Journals.

5. Sample and Sampling Technique
The target population consisted of employees working in the selected organization. A total of 100 respondents

participated in the study. The respondents were selected using the Simple Random Sampling technique to ensure equal
opportunity for participation and to minimize sampling bias.
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6. Literature Selection Criteria

> Peer-reviewed journal articles related to employee engagement and job satisfaction.
> Studies published in reputable national and international journals.

> Publications written in the English language.

> Empirical studies, review papers, and theoretical studies focusing on employee engagement, job satisfaction, and
human resource management.

> Articles indexed in Scopus, Web of Science, Google Scholar, ScienceDirect, SpringerLink, Wiley Online Library,
and Sage Journals.

> Studies providing significant theoretical and practical contributions to employee engagement, job
satisfaction, and organizational performance

7. Data Collection Procedure

Data were collected by distributing the questionnaire to employees after obtaining their informed consent. Completed
questionnaires were checked for completeness, coded, and prepared for statistical analysis. Participation was
voluntary, and respondents' confidentiality and anonymity were maintained throughout the study.

8. Data Analysis Method

The collected data were analyzed using IBM SPSS Statistics (Version 26). Descriptive statistics, including
frequencies, percentages, means, and standard deviations, were used to summarize the data. Pearson correlation
analysis and the Chi-square test were employed to examine the relationship between employee engagement and job
satisfaction. Statistical significance was evaluated at the 5% level (p < 0.05).

9. Scope of the Study

The study focuses on examining the impact of employee engagement on job satisfaction among employees in the
selected organization. The findings provide practical implications for HR professionals and managers in developing
strategies to improve employee engagement, enhance job satisfaction, and strengthen organizational performance.

10. Limitations of the Study

The study is limited to one organization and a sample of 100 employees. The findings are based on respondents'
perceptions collected through questionnaires and may not be generalizable to all organizations. Time and resource
constraints also limited the scope of the study.

Results and Discussion

The findings of this review indicate that employee engagement has a significant and positive influence on job
satisfaction across different organizations and industries. The reviewed studies consistently demonstrate that
employees who are actively engaged in their work exhibit higher levels of motivation, commitment, enthusiasm, and
organizational loyalty. Engaged employees are more likely to perform their responsibilities efficiently, contribute
innovative ideas, and participate actively in organizational activities. These positive work behaviours ultimately
enhance job satisfaction, improve employee well-being, and strengthen overall organizational performance. The
literature also suggests that organizations with effective employee engagement practices experience lower
absenteeism, reduced employee turnover, and improved service quality, thereby gaining a sustainable competitive
advantage.
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The literature further reveals that several organizational factors contribute significantly to employee engagement and
job satisfaction. Supportive leadership, transparent communication, employee recognition, career development
opportunities, fair compensation, teamwork, and work-life balance are identified as the most influential determinants
of engagement. Employees who receive continuous feedback, recognition for their achievements, and opportunities for
professional growth tend to experience greater satisfaction with their jobs. Furthermore, organizations that encourage
employee participation in decision-making create a positive work environment that enhances trust, commitment, and
organizational citizenship behaviour. These findings emphasize that employee engagement is not solely an individual
responsibility but also a strategic organizational practice supported by effective human resource management.

Another important finding emerging from the reviewed studies is that employee engagement serves as a key driver of
organizational effectiveness. Highly engaged employees demonstrate better job performance, stronger commitment to
organizational goals, and a greater willingness to exceed formal job requirements. The literature indicates that engaged
employees are more resilient, adaptable to organizational changes, and capable of maintaining high performance even
in challenging work environments. Organizations that invest in employee engagement initiatives through training and
development, leadership development, performance management, employee wellness programmes, and recognition
systems achieve higher productivity and greater employee retention. Such initiatives not only improve employee
satisfaction but also strengthen organizational culture and long-term sustainability.

The reviewed studies also highlight that job satisfaction is closely associated with employees' perceptions of fairness,
organizational support, and opportunities for personal and professional development. Employees who perceive fair
treatment, equitable rewards, and supportive supervision are more satisfied and committed to their organizations.
Positive workplace relationships and an inclusive organizational culture further strengthen employee engagement and
reduce workplace stress. The literature consistently supports the argument that satisfied employees are more
productive, exhibit stronger organizational commitment, and contribute positively to organizational success. These
findings reinforce the importance of implementing employee-centred HR practices that promote engagement,
satisfaction, and continuous organizational improvement.

Overall, the evidence synthesized from the selected literature confirms a strong and positive relationship between
employee engagement and job satisfaction. The reviewed studies consistently conclude that organizations should
prioritize employee engagement as a strategic human resource management practice to improve employee well-being,
organizational commitment, productivity, and business performance. By fostering a supportive work environment,
providing career growth opportunities, recognizing employee contributions, and encouraging open communication,
organizations can develop a highly engaged and satisfied workforce capable of achieving long-term organizational
success. These findings provide valuable implications for HR professionals, organizational leaders, and policymakers
in designing effective engagement strategies that enhance both employee satisfaction and organizational
competitiveness.

Findings

The study found that employee engagement has a significant positive influence on job satisfaction. Most employees
reported that they are committed to their work and feel motivated when they receive support, recognition, and
opportunities for growth. Effective communication, supportive leadership, teamwork, and fair HR practices were
identified as major factors contributing to higher engagement levels. Employees who felt valued and involved in
organizational activities expressed greater satisfaction with their jobs. The statistical analysis also indicated a
significant relationship between employee engagement and job satisfaction, leading to the rejection of the null
hypothesis. These findings suggest that organizations with strong employee engagement practices are more likely to
experience improved employee satisfaction, productivity, commitment, and retention.

Suggestions

Based on the findings, the organization should strengthen employee engagement initiatives by promoting open
communication, employee participation in decision-making, and regular feedback. Management should provide fair
recognition and reward systems to appreciate employees' contributions and motivate them to perform better. Regular
training and career development programs should be conducted to improve employees' skills and support career
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growth. Organizations should also encourage a healthy work-life balance, foster teamwork, and create a positive work
environment where employees feel respected and valued. Conducting periodic employee satisfaction surveys and
acting on employee feedback can help identify concerns and improve HR practices. These measures will enhance
employee engagement, increase job satisfaction, reduce employee turnover, and contribute to long-term organizational
success.

Conclusion

Employee engagement and job satisfaction are two important factors that contribute significantly to organizational
success and employee well-being. This study examined the relationship between employee engagement and job
satisfaction and found that engaged employees are more likely to experience higher levels of satisfaction in their jobs.
The findings indicate that employees who receive adequate support, recognition, opportunities for career development,
and effective communication from the organization demonstrate greater commitment, motivation, and enthusiasm
toward their work. Such employees are also more likely to contribute positively to organizational performance and
remain loyal to the organization.

The statistical analysis confirmed a significant positive relationship between employee engagement and job
satisfaction, indicating that organizations should consider employee engagement as a strategic priority. Effective
human resource practices, including fair performance appraisal, employee recognition, training and development,
supportive leadership, and employee participation in decision-making, play a crucial role in enhancing both
engagement and satisfaction. These practices not only improve employee morale but also increase productivity, reduce
absenteeism, strengthen organizational commitment, and lower employee turnover.

The study also highlights the importance of creating a positive and inclusive work environment where employees feel
valued, respected, and motivated to perform their best. Organizations that invest in employee engagement initiatives
are more likely to achieve sustainable growth, improve service quality, and maintain a competitive advantage.
Although the study was limited to a selected organization, the findings provide useful insights for managers and HR
professionals in developing effective strategies to improve employee engagement and job satisfaction. Future research
may explore these variables across different industries and organizational settings using larger samples to enhance the
generalizability of the findings. Overall, strengthening employee engagement is an effective approach to improving
job satisfaction and achieving long-term organizational success.

References

Albrecht, S. L. (Ed.). (2010). Handbook of employee engagement: Perspectives, issues, research and practice. Edward
Elgar Publishing.

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career Development International,
13(3), 209-223.

Bailey, C., Madden, A., Alfes, K., & Fletcher, L. (2017). The meaning, antecedents and outcomes of employee
engagement: A narrative synthesis. International Journal of Management Reviews, 19(1), 31-53.
https://doi.org/10.1111/ijmr.12077

Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work engagement: A quantitative review and test of its
relations with task and contextual performance. Personnel Psychology, 64(1), 89—136. https://doi.org/10.1111/j.1744-
6570.2010.01203.x

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between employee satisfaction,
employee engagement, and business outcomes: A meta-analysis. Journal of Applied Psychology, 87(2), 268-279.
https://doi.org/10.1037/0021-9010.87.2.268

Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction—job performance relationship:
A qualitative and quantitative review. Psychological Bulletin, 127(3), 376-407. https://doi.org/10.1037/0033-
2909.127.3.376

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. Academy of

© 2026, IJSREM | https://ijsrem.com DOI: 10.55041/IJSREM67206 | Page 7


https://ijsrem.com/
https://doi.org/10.1111/ijmr.12077
https://doi.org/10.1111/j.1744-6570.2010.01203.x
https://doi.org/10.1111/j.1744-6570.2010.01203.x
https://doi.org/10.1037/0021-9010.87.2.268
https://doi.org/10.1037/0033-2909.127.3.376
https://doi.org/10.1037/0033-2909.127.3.376

J,Ij'SR:N:"
s seurna International Journal of Scientific Research in Engineering and Management (IJ]SREM)
W Volume: 10 Issue: 09 | Sep - 2026 SJIF Rating: 8.659 ISSN: 2582-3930

Management Journal, 33(4), 692—724. https://doi.org/10.2307/256287

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.), Handbook of industrial and
organizational psychology (pp. 1297—-1349). Rand McNally.

Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and Organizational
Psychology, 1(1), 3-30. https://doi.org/10.1111/§.1754-9434.2007.0002.x

Maslach, C., & Leiter, M. P. (1997). The truth about burnout: How organizations cause personal stress and what to do
about it. Jossey-Bass.

Rich, B. L., LePine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and effects on job performance.
Academy of Management Journal, 53(3), 617-635. https://doi.org/10.5465/AMJ.2010.51468988

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of Managerial Psychology,
21(7), 600—-619. https://doi.org/10.1108/02683940610690169

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement with a short
questionnaire: A cross-national study. Educational and Psychological Measurement, 66(4), 701-716.
https://doi.org/10.1177/0013164405282471

Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V., & Bakker, A. B. (2002). The measurement of engagement and
burnout: A two sample confirmatory factor analytic approach. Journal of Happiness Studies, 3(1), 71-92.
https://doi.org/10.1023/A:1015630930326

Shuck, B., & Wollard, K. (2010). Employee engagement and HRD: A seminal review of the foundations. Human
Resource Development Review, 9(1), 89—110.

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009). Reciprocal relationships between job
resources, personal resources, and work engagement. Journal of Vocational Behavior, 74(3), 235-244.
https://doi.org/10.1016/j.jvb.2008.11.003

May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of meaningfulness, safety and
availability and the engagement of the human spirit at work. Journal of Occupational and Organizational Psychology,
77(1), 11-37.

Simpson, M. R. (2009). Engagement.at work: A review.of the literature. International Journal of Nursing Studi

es, 46(7), 1012—-1024. https://doi.org/10.1016/j.ijnurstu.2008.05.003
Bakker, A. B., & Leiter, M. P. (Eds.). (2010). Work engagement: A handbook of essential theory and research.

Psychology Press.

© 2026, IJSREM | https://ijsrem.com DOI: 10.55041/IJSREM67206 | Page 8


https://ijsrem.com/
https://doi.org/10.1016/j.ijnurstu.2008.05.003
https://doi.org/10.2307/256287
https://doi.org/10.1111/j.1754-9434.2007.0002.x
https://doi.org/10.5465/AMJ.2010.51468988
https://doi.org/10.1108/02683940610690169
https://doi.org/10.1177/0013164405282471
https://doi.org/10.1016/j.jvb.2008.11.003

