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ABSTRACT

Online teaching has become an inevitable trend in education to enhance employee
engagement during the COVID-19 pandemic. Changes in the workplace have
disrupted employee experiences and caused psychological distress. Therefore, this study
aims to examine the relationship between key drivers of employee engagement during
COVID-19. The AON Hewitt Employee Engagement Model was adapted. Three main
factors rewards and recognition, workplace culture and leadership were identified to
further investigate the phenomenon. The design of the study was cross-sectional and
the research instruments were adapted from a number of prior studies. A total of 132
online questionnaires were filled out by Malaysian employees of private institutions of
higher education. Research hypotheses were evaluated using SPSS version 26.0. All key
drivers were found to have a positive and statistically significant effect on employee
engagement. The findings of this study are intended to provide insights into the key
drivers that influence employee engagement. This study sheds light on how to
incorporate business strategies aimed at improving employee engagement and
organizational performance during the COVID-19 pandemic.

Contribution/Originality: This study examines the influence of rewards, workplace culture and leadership on

employee engagement in Malaysian private higher education during the COVID-19 crisis. It highlights the critical

role of rewards and recognition, offering strategic insights for human resource practitioners in challenging

circumstances.

1. INTRODUCTION

The workplace faces numerous obstacles to managing employee engagement as a result of the changes brought

about by COVID-19 (Pass & Ridgway, 2022). Employee expectations are shifting as a result of COVID-19, the

lockdown and social distancing as well as the safety precautions implemented which have had a significant impact
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on the labour force. Psychological pressure and uncertainty had a negative impact on employees (Rubeena & Naz,
2021). Employers realise that it is difficult to return to "normal" and that there may be an increase in concerns
regarding personal emotions and physical and mental safety (Surma, Nunes, Rook, & Loder, 2021). According to
De-La-Calle-Duran and Rodriguez-Sanchez (2021), a comprehensive understanding of the main factors influencing
employee engagement seems to be lacking. It is unclear how the role of human resource development should adapt
to the work. The goal is to enable employees to become adaptive and agile in any situation particularly during any
stage of a crisis. Moreover, identifying the most effective engagement strategies that employers can utilize in such
situations also remains a challenge. According to SHRM's research (2020), 41% of employees feel burned out,
drained or exhausted as a result of their work during COVID-19. The COVID-19 has impacted the work pattern of
the labour force, the workplace, employee experiences and psychological distress. According to the meta-analysis
by Gallup (2020), the company with the highest employee engagement had 23% higher profitability, 18% higher
sales productivity and 81% lower absenteeism. Employers must find new ways to connect, recognise and support
employees during this challenging time (Chanana & Sangeeta, 2021). As a result of their shifting behaviours, it is
crucial to comprehend the needs and expectations of employees in order to increase employee engagement.

It is essential for Malaysia’s private higher education institutions to understand the main factors that influence
employee engagement (Arokiasamy & Tat, 2020). Colleges and universities adopt preventive measures in order to
protect their staff and reduce financial risk during COVID-19. Many studies have shown that rewards and
recognition have a positive relationship with employee engagement and are crucial for organizations to achieve
their objectives, boost productivity and retain talent (Baqir, Hussain, Waseem, & Islam, 2020; Chioma, 2021; Ewool,
Azinga, & Kamil, 2021; Mesepy, 2016). Private higher education institutions in Malaysia are compelled to
implement cost-cutting measures such as layofts, salary reductions, the continuation of a pay freeze etc. in order to
survive during COVID-19 (Babulal & Solhi, 2020). Organizations redesign their human resource practises to
increase employee engagement after COVID-19 (Luthia & Sathiamoorthy, 2021).

Additionally, COVID-19 has posed significant challenges to education due to the abrupt shift to online
instruction (Pokhrel & Chhetri, 2021). Business leaders and human resource professionals in charge of private
higher education institutions must recognise the need for cultural transformation in order to maintain a sustainable
organisational value that shapes workplace culture and steer positive culture shifts during the COVID-19 pandemic
(Al Omari & AT'Abri, 2021). According to 75% of working Americans, 94% of managers agree that a healthy
workplace culture fosters the development of resilient team members (SHRM, 2021). The COVID-19 crisis has
created a difficult environment particularly in terms of human resource management (Hamouche, 2021). Due to the
unpredictability of the labour force, dealing with labour issues is more difficult than it was before the pandemic
(Carnevale & Hatak, 2020). Leaders were expected to demonstrate a high level of leadership by guiding employees
towards achieving an organization's objective during the COVID-19 pandemic. Employee engagement impacts a
company's culture, productivity and the workplace within which employees interact.

Consequently, the purpose of this study is to answer the research question, what are the key drivers of
employee engagement in Malaysia's private higher education institutions? Identifying the key drivers is essential
because there is still insufficient empirical data on management's involvement in enhancing employee job
engagement during COVID-19 (Darwish, Ahmed, & Pahi, 2020). The findings of the study are intended to be used
by academia, government and the human resource industry to build and create an academic and institutional

excellence-supportive environment in higher education.

1.1. Underlying Theory
An employee engagement model describes the framework for ensuring that people are content, empowered and
productive in their jobs. Each approach relies on organisational psychology to help businesses create employee

engagement strategies (Vandana & Murthy, 2021). The ultimate goal of employee engagement is to make sure
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that organizations are better equipped to take action to maintain an adaptable and dedicated workforce (Chiwawa
& Wissink, 2021; Sun & Bunchapattanasakda, 2018). The current research framework was constructed using the
AON Hewitt Employee Engagement Model as its theoretical foundation.

Engagement can be characterized as the zeal, enthusiasm and intense commitment that employees harbor
towards their employer. It is the emotional and intellectual commitment of individuals to an organisation
(Baumark, 2004). The Aon Hewitt Employee Engagement Model is comprised of six engagement factors that are
classified as foundations and differentiators. The foundational engagement factors include the basics, company
practices and work which are fundamental and critical factors that can have a significant impact on an
organization's ability to engage its employees. Benefits, job security, safety, the working environment and a healthy
work-life balance are fundamental requirements for hiring employees. Company practices include communication,
staffing, customer-centricity, infrastructure and inclusivity to support employees. Collaboration and empowerment
must also be designed to promote engagement. The differentiating engagement factors include brand, leadership
and performance. These factors distinguish a company from its competitors and enable it to become a place where
employees are proud to work. The brand consists of the company's reputation, employee value proposition and
corporate social responsibility to increase employee engagement. Two essential components of an organization
leadership are its senior and business unit leaders. The final motivator is performance. Career opportunities,
rewards and recognition systems, learning and development programmes, performance management and people
management will substantially increase employee engagement.

It is the responsibility of leaders to serve as role models, foster an inclusive workplace culture, communicate
effectively be supportive and maintain high levels of motivation through rewards and recognition (Chanana &
Sangeeta, 2021). Consequently, the researcher identifies two fundamental engagement drivers: rewards and
recognition which are components of the performance driver and workplace culture. According to the researcher,
these two factors may impact an organization's ability to engage its employees during the COVID-19 pandemic.
Moreover, leadership would assist the organisation in differentiating itself from its competitors and evolving into a
place where employees are happy and willing to work. These variables will influence the engagement outcomes and

the business will strive to perform at its highest level to contribute to its expansion.

2. LITERATURE REVIEW
2.1. Rewards, Recognition and Employee EEngagement

Rewards and recognition programmes are effective ways to increase employee engagement (Baqir et al., 2020).
The rewards that are given to workers can be split into two categories: intrinsic and extrinsic. Extrinsic rewards
are effective forms of compensation offered to employees, primarily in the form of pay, bonus, benefits, promotions
and allowances. On the other hand, intrinsic rewards are those that come with the profession, such as recognition,
responsibility, career advancement and learning opportunities. Reward and recognition are broad concepts that
need to be progressively re-defined to cover traditional methods of thanking and rewarding employees in order to
instill in them a greater sense of significance (Ngwa, Adeleke, Agbaeze, Ghasi, & Imhanrenialena, 2019). A positive
relationship between employers and employees can be fostered by rewards and recognition programmes. In
Pakistan's higher education institutions, employee engagement helps to cultivate a spirit of cooperation and sparks
high levels of performance (Khalid & Aftab, 2017). According to Azmy (2019), salary is an important factor in
fostering employee engagement in higher education institutions. Employee engagement will increase if they feel
obliged to respond after receiving rewards and recognition from their employers (Altehrebah, Yusr, & Salimon,
2019). A fair bonus payout system and transparent promotion policies all contribute to employee engagement. On
the other hand, Chioma (2021) found that reward systems have a significant and positive relationship with all
employee engagement measures such as physical engagement, cognitive engagement and emotional engagement.

However, Manjaree and Perera (2021) reported that rewards and recognition are of the lowest priority during
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COVID-19 and technological readiness is the most important factor in determining employee engagement.
Nevertheless, the use of rewards and recognition as motivating tools for employees leads to higher levels of
engagement which in turn helps to increase employee retention and create a more positive working environment.
Therefore, we hypothesise that:

H.: Rewards and recognition have a positive effect on employee engagement.

2.2. Workplace Culture and Employee EEngagement

Workplace culture can be described as “the structures and procedures that guide employee behavior within an
organization as well as how employees perceive and evaluate their working environment” (Chiwawa & Wissink,
2021). Enhancements or reinforcements in workplace culture can lead to increased employee engagement. A
company with a positive and healthy culture fosters employee engagement and motivation. Nurcholis and Budi
(2020) found a strong relationship between company culture and employee engagement. According to the findings
of a study conducted at the University of Negros Occidental-Recoletos in the Philippines by Manalo and Manalo
(2019), the culture of the workplace has the strongest relationship with employee engagement while rewards and
recognition play the least significant role. Highly motivated employees have a robust and positive culture. On the
other hand, working for a company with a poor culture may demotivate an individual from performing well (Babu,
Mohan, & Manivannan, 2020; Nurcholis & Budi, 2020; Pepra-Mensah & Kyeremeh, 2018). Therefore, we
hypothesise that:

H.: Workplace culture has a positive effect on employee engagement.

2.8. Leadership and Employee Engagement

According to McCarthy, Moonesinghe, and Dean (2020), a leader is someone who can boost productivity,
influence organizational culture, inspire and motivate staff and act with integrity. These qualities contribute to
higher employee engagement and satisfaction. Hasibuan, Akbar, and Suyatno (2018) emphasized the importance of
effective leadership in guiding employees to increase their productivity when completing tasks. In Azmy's (2019)
research, leadership was identified as crucial for achieving success and help employees understand the significance
of achieving organizational goals. According to Manjaree and Perera (2021), there is a positive relationship between
leadership and high levels of employee engagement. Their research revealed that a leader's vision, beliefs and values
are crucial, with an emphasis on adapting to changing conditions. The ability of leaders to apply the most effective
leadership techniques will positively impact employee engagement during the COVID-19 pandemic. According to
Bulinska-Stangrecka and Bagienska (2021), leaders are essential in fostering interpersonal trust among coworkers
and managers. Consequently, we hypothesize:

H: Leadership has a positive effect on employee engagement.

The following conceptual framework was built based on a literature review and the underlying theory (see

Figure 1).

Reward and recognition

Emplovee

Workplace culture
engagement

Leadership

Figure 1. Conceptual framework.

274
© 20238 Conscientia Beam. All Rights Reserved.



Humanities and Social Sciences Letters, 2023, 11(3): 271-281

3. METHODS
3.1. Samples

The present research focused on employees of a private higher education institution located in Malaysia. The
adequacy of the sample size in this study was determined through G-Power analysis. The calculation was based on
a statistical power of 0.95, a significance level (a) of 0.05 and an effect size of 0.15. The minimum sample size
required to meet these criteria was found to be 119. The research used a snowball sampling technique for data
collection. The survey instrument was distributed electronically through social media platforms such as WhatsApp,
Facebook and LinkedIn, using a hyperlink generated from a Google Form. The initial participant who met the
specified eligibility criteria was chosen to participate in the survey. Subsequently, these participants were asked to
suggest additional individuals from the sample whom they considered suitable for inclusion as survey respondents.

Table 1 displays the demographic characteristics of the participants.

Table 1. Demographic profile of respondents (N=162).
Demographic Categories Frequency Percentage (%)
Gender Male 58 35.8
Female 104 64.2
Age 18-20 years old 3 1.9
21-30 years old 52 32.1
31-40 years old 66 40.7
41-50 years old 38 23.5
51 years and above 3 1.9
Education qualification SPM or STPM 5 3.1
Diploma 13 8.0
Bachelor’s degree 88 54.3
Master’s degree 54 33.3
PhD 2 1.2
Job position Clerk 3 1.9
Officer 7 4.3
Executive 46 28.4
Senior executive 30 18.5
Assistant manager 16 9.9
Manager 28 17.3
Senior manager 19 11.7
Other 18 8.0

The smallest proportion was identified as male (35.8%, n = 58) while the larger portion was identified as female
(64.2%, n = 104) in the gender distribution. When considering age groups, the largest portion of respondents fell
within the 81-40 years old category (40.7%, n=66) followed by the 21-30 years old group (82.1%, n=52), 41-50
years old group (23.5%, n=38), 8—20 years old category (1.9%, n=3) and finally 51 years old and above (1.9%, n=3).
From an educational perspective, most respondents possessed a bachelor’s degree (54.3%, n=88) followed by those
holding a master’s degree (33.8%, n=54), a diploma (8.0%, n=13), Sijil Pelajaran Malaysia/Sijil Tinggi
Persekolahan Malaysia (SPM/STPM) (3.1%, n=5) and a smaller fraction were Doctor of Philosophy (PhD) holders
(1.2%, n=2). Most people who participated in the study were executives (28.4%, n=46) followed by senior
executives (18.5%, n=30), managers (17.3%, n=28), senior managers (11.7%, n=19), assistant managers (9.9%,

n=16), employees in other positions (8.0%, n=13), officers (4.3%, n=7) and clerks (1.9%, n=3).

3.2. Measures

This study uses a questionnaire to collect data from employees of private higher education institutions. The
final form has 5 sections adopted from Soliman and Wahba (2019). The first four sections include 5 items for
employee engagement, 5 items for rewards and recognition, 5 items for workplace culture and 5 items for
leadership. The last sections are demographic variables which include gender, age, educational level and job
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position. All items were measured on a 5-point Likert scale of 1-5 (strongly disagree - strongly agree). The

Cronbach alpha ranges from 0.784 to 0.925.

3.3. Data Analysis

The data analysis was conducted using the Statistical Packages for the Social Sciences (SPSS) software version
27.0. We carried out multiple layers of analysis to meet the objectives of the study. A preliminary descriptive
analysis was performed to determine the frequency distribution of the respondents' backgrounds and the variables
under investigation. Pearson's correlation coefficient was then employed to explore the relationships between
rewards and recognition, workplace culture, leadership and employee engagement. Lastly, the researcher applied
multiple regression analysis to identify the distinct predictors of employee engagement. All statistical tests were

based on a significance threshold of 0.05.

4. RESULTS

Table 2 displays the results of the Pearson correlation between rewards and recognition, workplace culture,
leadership and employee engagement. Rewards and recognition were found to be positively associated with
employee engagement (r = 0.598, p < 0.001). The relationship between workplace culture and employee
engagement is also highly significant (r = 0.617, p < 0.001). Employees who perceive a positive workplace culture
typically report greater levels of engagement. Leadership and employee engagement were found to be significantly

associated (r = 0.605, p < 0.001).

Table 2. Descriptive statistics and relationships among variables (N = 132).

] Standard

No. Variables Mean deviation (SD) 1 2 3 4

1. Employee 3.97 0.486 1
engagement

2. Rewards and 8.72 0.497 0.598" 1
recognition

3. | Workplace culture | 3.60 0.691 0.617""|0.572" 1

4. Leadership 3.63 0.731 0.605""|0.532™ [ 0.624™" | 1

Note:  *¥p <0.001.

Table 8 displays the results of the multiple regression analysis examining the predictors of employee
engagement. 51.3% of the variance in employee satisfaction was found to be significantly explained by the
combination of rewards and recognition, workplace culture, leadership and employee engagement. The strongest
predictor of employee engagement was rewards and recognition (beta = 0.292, p < 0.01) followed by workplace

culture (beta = 0.277, p < 0.01) and leadership (beta = 0.276, p < 0.01). Hypotheses H1, H2, and H8 are thus

supported.
Table 3. Predictors of job satisfaction (n = 162).
Criterion . . Degrees of T- P-
. Predictor variable F R® & Beta
variable freedom (Df) value | value
Emplo Rewards and recognition | 44.965%* | 0.513 -3,128 0.292 3.742 0.00
ee
en I; e)rlnent workplace culture 0.277 3.276 0.00
538 Leadership 0.276 3.369 0.00

Note: *¥p <0.001.

5. DISCUSSION
This study aims to determine the impact of rewards and recognition, workplace culture and leadership on

employee engagement in Malaysian private higher education institutions. The results indicate that all three
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independent variables had a positive effect on employee engagement during COVID-19 in Malaysian private higher
education institutions.

This study's findings indicate that rewards and recognition are the most important predictors of employee
engagement in private higher education in Malaysia thereby supporting Hypothesis 1. Our results support those of
earlier research by Alzyoud (2018), Liu, Yu, Guo, and Li (2022), and Elsafty and Ragheb (2020). When an
organization provides socio-emotional resources to its employees, those employees are bound to respond with
reciprocal engagement. When the organization neglects adequate compensation, employees are more inclined to
disengage (Kwon & Kim, 2020). Economic uncertainty during COVID-19 and the ongoing financial crisis have
significantly influenced people's lives and financial situations (Fei, Sabri, Mohamed, Wijekoon, & Majid, 2020). It is
recommended that policymakers, institutional management or Human Resource (HR) practitioners re-assess the
elements of rewards and recognition which include performance-based compensation, fringe benefits and talent
recognition as a means of adapting to a new normal for driving employee engagement in maintaining workplace
productivity. Wages play a role in the attraction and retention of employees (Mabaso & Dlamini, 2018). In addition,
a performance-based pay system may be used in an organization to boost productivity and provide salaries that are
competitive with the market as well as additional allowances. It acts as a motivational factor in which employees'
compensation is based on their achievement of specific goals which has an indirect influence on the performance of
an individual. According to Ogbonnaya, Daniels, and Nielsen (2017), it is asserted that performance-related pay has
a direct positive relationship with employee commitment. Yu, Park, and Hyun (2021) demonstrated that the
attributes of pandemic concerns had a significant effect on work stress. Educational assistance, lodging, meal
subsidy, medical coverage, etc. organizations may consider providing unique fringe benefits such as comprehensive
health insurance, mental health support or counseling, flexible work arrangement, childcare assistance, etc. to
enhance employees' physical and psychological wellbeing. According to Van Der Westhuizen (2017), fringe benefits
are kinds of indirect compensation offered to employees to attract, retain and motivate them to stay with the
company. Compensation, benefits and wellbeing may not be enough to keep employees motivated towards
excellence in performance and loyalty. As a result, one of the employees' recognition tactics might be talent
development. Career development increases employee motivation by affording them opportunities to advance
professionally within the organization (Baharin & Hanafi, 2018).

The study’s second hypothesis proposes that organizational culture has a positive influence on employee
engagement. This outcome supports the findings of studies by Babu et al. (2020), Manalo and Manalo (2019) and
Nurcholis and Budi (2020) which align with previous studies. Additionally, the study's concluding insight,
corresponding to hypothesis 3, underscores the significant role of leadership in fostering employee engagement in
the context of Malaysian private higher education. This observation aligns with the conclusions drawn in the
studies by Manjaree and Perera (2021), McCarthy et al. (2020), and El Toufaili (2018). Many organizations have
impacted the workplace culture and must adjust their approaches to managing their employees and customers
(Mustajab et al., 2020). Organizations with a positive culture foster strong relationships among employees, share
common values and offer a comfortable, healthy environment where employees may develop, grow and perform to
their best ability (Mushtaque & Siddiqui, 2019). There have been significant shifts in how employees experience
their own cultures and adhere to the new rules and regulations brought about by the pandemic (Wiedemann, 2020).
An efficient culture motivates individuals to perform their work with vigor and energy to achieve optimal results
(Diab-Bahman & Al-Enzi, 2020). Additionally, leaders need to establish an environment in which employees have
the opportunity to engage in creative activities to achieve their goals (El Toufaili, 2018). Leaders may look into

diversity, equity and inclusion efforts to create a healthy and pleasant culture in the workplace (Baum, 2021).
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6. LIMITATIONS, FUTURE RESEARCH AND CONCLUSION

Employees who are enthusiastic about their work produce better outcomes for the organisation and for
themselves (Osborne & Hammoud, 2017). The purpose of the findings is to provide the relevant authority, such as
the Ministry of Higher Education (MoHE), with a deeper understanding of the needs of employees at private higher
education institutions in Malaysia serve as a reference for the ministry to plan its development strategies. These
strategies contribute to the development of competent, inventive and virtuous individuals in order to achieve
national goals. This study may also help human resource practitioners in private higher education institutions in
Malaysia gain a deeper understanding of the impact of employee engagement and develop a more effective strategy
to enhance human capital management which aims to improve employee retention, increase productivity and foster
better employee relationships.

This study has several limitations that must be taken into consideration. All preliminary data collection in
Malaysia must be performed online due to the Movement Control Order. Future researchers may extend the survey
period by combining a quantitative survey with a qualitative survey, such as through interviews, focus groups,
observation, etc. Qualitative research is more targeted allowing researchers to take a significantly more theoretical
approach to selecting issues for further study. The researcher may expand the data collection to include both
Malaysian public and private higher education institutions. Therefore, a more in-depth study that provides a more
comprehensive picture of employee engagement in Malaysia's entire higher education sector could be more
beneficial for policymakers. By comparing the data from different perspectives, policymakers can more effectively
address the challenges.

Next, the researcher may enhance the research framework by incorporating more independent variables that
may promote employee engagement in Malaysian private higher education institutions. It is recommended to
include additional variables in the Aon Hewitt employee engagement model in order to produce more
comprehensive and significant results. The Aon Hewitt model is comprised of six key drivers that shape the
organization experience. Engaged employees can be described as those who 'advocate, commit and excel'. They
speak highly of the organization, show loyalty by staying with it and tirelessly aim for excellence in their roles and
for the organization as a whole. Ultimately, such behavior contributes to the company's specific outcomes such as
increased productivity, improved customer satisfaction and growth in sales (Hinzmann, Rasticov4, & Sacha, 2019).

Lastly, rewards and recognition have the greatest impact on employee engagement. This could be helpful for
human resource professionals and organisation management in developing a more effective employee engagement

strategy to increase long-term productivity and employee retention.

Funding: This study received no specific financial support.

Institutional Review Board Statement: The Ethical Committee of the INTI International University,
Malaysia has granted approval for this study (Ref. No. INTT/UEC/2023/005).

Transparency: The authors state that the manuscript is honest, truthful, and transparent, that no key
aspects of the investigation have been omitted, and that any differences from the study as planned have been
clarified. This study followed all writing ethics.

Competing Interests: The authors declare that they have no competing interests.

Authors’ Contributions: All authors contributed equally to the conception and design of the study. All
authors have read and agreed to the published version of the manuscript.

REFERENCES

AL-Omari, A. A,, & AlI'Abri, K. M. (2021). The impact of Covid-19 on organizational culture: Sultan Qaboos University case
study. Journal of Higher Education Policy and Leadership Studies, 24), 141-153.
https://doi.org/10.52547/johepal.2.4.141

Altehrebah, S. S. A. S, Yusr, M. M., & Salimon, M. G. (2019). Factor influencing employee engagement: A study of Sana’a

University. International Journal of Modern Trends in Business Research, 2(9), 23-37.

278
© 20238 Conscientia Beam. All Rights Reserved.


https://doi.org/10.52547/johepal.2.4.141

Humanities and Social Sciences Letters, 2023, 11(3): 271-281

Alzyoud, A. A. Y. (2018). The influence of human resource management practices on employee work engagement. Foundations of
Management, 10(1), 251-256. https://doi.org/10.24:78/fman-2018-0019

Arokiasamy, A., & Tat, H. (2020). Exploring the influence of transformational leadership on work engagement and workplace
spirituality of academic employees in the private higher education institutions in Malaysia. Management Science Letters,
10(4), 855-864- https://doi.org/10.5267/j.msl.2019.10.011

Azmy, A. (2019). Employee engagement factors in a higher education institution. Binus Business Review, 10(3), 187-200.
https://doi.org/10.21512/bbr.v10i3.5857

Babu, A. L., Mohan, A. C,, & Manivannan, S. K. (2020). Impact of work culture on employee engagement. Test Engineering and
Management, 83(9758), 9758-9764.

Babulal, V., & Solhi, F. (2020). Learning institutions (floundering. New Straits Times Online. Retrieved from
https://www.nst.com.my/news/nation/2020/06/601611/learning-institutions-floundering

Baharin, N. L., & Hanafi, W. N. W. (2018). Effects of talent management on employee retention: A case study of hospitality
industry. Global Business and Management Research, 10(3), 697-707.

Baqir, M., Hussain, S., Waseem, R., & Islam, K. A. (2020). Impact of reward and recognition, supervisor support on employee
engagement.  American  International — Journal — of  Business —and  Management  Studies,  2(3), 8-21.
https://doi.org/10.4654:5/aijbms.v2i3.256

Baum, B. (2021). Diversity, equity and inclusion policies: Are organizations truly committed to a workplace culture shift? Journal
of Business and Behavioral Sciences, 33(2), 11-23.

Baumark, R. (2004). The missing link: The role of employee engagement in business success,(report of a Hewitt
Associates/Michael Treacy study). Workspan, 47(11), 48-52.

Bulifiska-Stangrecka, H., & Bagiefiska, A. (2021). The role of employee relations in shaping job satisfaction as an element
promoting positive mental health at work in the era of COVID-19. International Journal of Environmental Research and
Public Health, 18(4), 1903. https://doi.org/10.3390/ijerph18041903

Carnevale, J. B, & Hatak, I. (2020). Employee adjustment and well-being in the era of COVID-19: Implications for human
resource management. Journal of Business Research, 116, 183-187. https://doi.org/10.1016/].jbusres.2020.05.037

Chanana, N, & Sangeeta. (2021). Employee engagement practices during COVID-19 lockdown. Journal of Public Affairs, 21(4),
€2508. https://doi.org/10.1002/pa.2508

Chioma, B. E. (2021). Reward systems and employee engagement of selected deposit money banks in Port Harcourt, Rivers
State, Nigeria. International Academic Journal of Management & Marketing, 6(6), 25-33.

Chiwawa, N., & Wissink, H. (2021). Determinants of employee engagement in the South African hospitality industry during
COVID-19 lockdown epoch: Employee perception. Afiican Journal of Hospitality, Tourism and Leisure, 10(2), 487-499.
https://doi.org/10.46222/ajhtl.19770720.118

Darwish, S., Ahmed, U., & Pahi, M. H. (2020). Innovative work behavior during COVID-19 for medical representative in the
pharmaceutical industry: Test of a moderation model in Bahrain. International Journal of Pharmaceutical Research, 12(4),
1927-1934. https://doi.org/10.81838/ijpr/2020.12.04.277

De-La-Calle-Duran, M.-C., & Rodriguez-Sanchez, J.-L. (2021). Employee engagement and wellbeing in times of COVID-19: A
proposal of the 5Cs model. International Journal of Environmental Research and Public Health, 18(10), 5470.
https://doi.org/10.8890/ijerph18105470

Diab-Bahman, R., & Al-Enzi, A. (2020). The impact of COVID-19 pandemic on conventional work settings. International Journal
of Sociology and Social Policy, 40(9/10), 909-927. https://doi.org/10.1108/ijssp-07-2020-0262

El Toutaili, B. (2018). The influence of subjective factors on the development of the transformational style of leadership. Revista
De Management Comparat International, 19(2), 124-185. https://doi.org/10.24818/rmci.2018.2.124

Elsafty, A. S., & Ragheb, M. (2020). The role of human resource management towards employees retention during Covid-19

pandemic in medical supplies sector-Egypt. Business and Management Studies, 6(2), 50—59.

279
© 20238 Conscientia Beam. All Rights Reserved.


https://doi.org/10.2478/fman-2018-0019
https://doi.org/10.5267/j.msl.2019.10.011
https://doi.org/10.21512/bbr.v10i3.5857
https://www.nst.com.my/news/nation/2020/06/601611/learning-institutions-floundering
https://doi.org/10.46545/aijbms.v2i3.256
https://doi.org/10.3390/ijerph18041903
https://doi.org/10.1016/j.jbusres.2020.05.037
https://doi.org/10.1002/pa.2508
https://doi.org/10.46222/ajhtl.19770720.113
https://doi.org/10.31838/ijpr/2020.12.04.277
https://doi.org/10.3390/ijerph18105470
https://doi.org/10.1108/ijssp-07-2020-0262
https://doi.org/10.24818/rmci.2018.2.124

Humanities and Social Sciences Letters, 2023, 11(3): 271-281

Ewool, E. M., Azinga, S. A, & Kamil, N. M. (2021). The influence of employee recognition on employee engagement: The
moderating role of salary satisfaction. International Journal of Academic Research in Accounting, Finance and Management
Science, 11(3), 433—456. https://doi.org/10.6007/ijarafms/v11-i3/10554

Fei, C. K, Sabri, M. F., Mohamed, N. A., Wijekoon, R., & Majid, A. (2020). Determinants of financial vulnerability among young
employees in Malaysia. Journal of Critical Reviews, 7(15), 3097-3107.

Gallup. (2020). Gallup 2020 Q12® meta-analysis report. Retrieved from https://www.gallup.com/workplace/ 321725/ gallup-q12-
meta-analysis-report.aspx

Hamouche, S. (2021). Human resource management and the COVID-19 crisis: Implications, challenges, opportunities, and future
organizational directions. Journal of Management & Organization, 1-16. https://doi.org/10.1017/jmo.2021.15

Hasibuan, P. E., Akbar, M., & Suyatno, T. (2018). The effect of leadership, employee engagement, and self learning on
effectiveness of employee’s work. International Journal of Scientfic Research and Management, 6(7), 522-529.
https://doi.org/10.18535/ijsrm/v6i7.em03

Hinzmann, R., Ragticova, M., & Sé4cha, J. (2019). Factors of employee engagement at the workplace. Do years of service count?
Acta Unaversitatis Agriculturae et Silviculturae Mendelianae Brunensis, 67(6), 1525-1533.

Khalid, K., & Aftab, S. (2017). Employee’s intrinsic and extrinsic rewards as stimulus of increased organizational commitment: A
study of higher education institutions of Pakistan. International Journal of Law, Humanities & Social Sciences, 1(4), 9-12.

Kwon, K., & Kim, T. (2020). An integrative literature review of employee engagement and innovative behavior: Revisiting the
JD-R model. Human Resource Management Review, 30(2), 100704. https://doi.org/10.1016/j.hrmr.2019.100704

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. https://doi.org/10.1108/ijchm-12-2021-1512

Luthia, D., & Sathiamoorthy, M. V. (2021). Impact of organizational support through employee communication and rewards on
employee  engagement: A study in the post-covid era. Towards Excellence, 13(2), 634-663.
https://doi.org/10.87867/te130251

Mabaso, C. M., & Dlamini, B. I. (2018). Total rewards and its effects on organisational commitment in higher education
institutions. 84 Journal of Human Resource Management, 16(1), 1-8. https://doi.org/10.4102/sajhrm.v16i0.913

Manalo, H. D., & Manalo, M. R. T. (2019). The personal & organizational drivers of employee engagement in higher education
institution. International Journal of Management and Applied Science, 5(10), 75-81.

Manjaree, H., & Perera, D. (2021). Determinants of employee engagement during COVID 19 pandemic (Case of Sri Lanka
Technological Campus). International Journal of Research and Innovation in Social Science, 5(7), 2454-6186.
https://doi.org/10.47772/1ijriss.2021.574:3

McCarthy, I. O., Moonesinghe, R., & Dean, H. D. (2020). Association of employee engagement factors and turnover intention
among the 2015 UsS federal government workforce. Sage Open, 10(2), 1-11.
https://doi.org/10.1177/2158244020931847

Mesepy, S. S. (2016). The impact of reward and recognition on employee engagement at pt. Bank Sulutgo, Manado. Jurnal
Berkala Ilmiah Efisienst, 16(1), 289-301.

Mushtaque, T, & Siddiqui, D. A. (2019). Impact of organizational culture on job stress and employee engagement in Pakistan.
Available at SSRN 3510644 https://doi.org/10.2139/ssrn.35 10644

Mustajab, D., Azies, B., Irawan, A., Rasyid, A., Akbar, M. A., & Hamid, M. A. (2020). Covid-19 pandemic: What are the
challenges and opportunities for e-leadership? Fiscaoeconomia, 4(2), 483-497.
https://doi.org/10.25295/fsecon.2020.02.011

Ngwa, W. T, Adeleke, B. S., Agbaeze, E. K., Ghasi, N. C,, & Imhanrenialena, B. O. (2019). Effect of reward system on employee
performance among selected manufacturing firms in the Litoral region of Cameroon. Academy of Strategic Management

Journal, 18(3), 1-16.

280
© 20238 Conscientia Beam. All Rights Reserved.


https://doi.org/10.6007/ijarafms/v11-i3/10554
https://www.gallup.com/workplace/321725/gallup-q12-meta-analysis-report.aspx
https://www.gallup.com/workplace/321725/gallup-q12-meta-analysis-report.aspx
https://doi.org/10.1017/jmo.2021.15
https://doi.org/10.18535/ijsrm/v6i7.em03
https://doi.org/10.1016/j.hrmr.2019.100704
https://doi.org/10.1108/ijchm-12-2021-1512
https://doi.org/10.37867/te130251
https://doi.org/10.4102/sajhrm.v16i0.913
https://doi.org/10.47772/ijriss.2021.5743
https://doi.org/10.1177/2158244020931847
https://doi.org/10.2139/ssrn.3510644
https://doi.org/10.25295/fsecon.2020.02.011

Humanities and Social Sciences Letters, 2023, 11(3): 271-281

Nurcholis, G., & Budi, W. (2020). The impact of organizational culture and perceived organizational support on employee engagement.
Paper presented at the 5th ASEAN Conference on Psychology, Counselling, and Humanities (ACPCH 2019). Atlantis
Press.

Ogbonnaya, C., Daniels, K., & Nielsen, K. (2017). Does contingent pay encourage positive employee attitudes and intensify
work? Human Resource Management Journal, 27(1), 94-112. https://doi.org/10.1111/1748-8583.12130

Osborne, S., & Hammoud, M. S. (2017). Effective employee engagement in the workplace. International Journal of Applied
Management and Technology, 16(1), 50—67. https://doi.org/10.5590/1jamt.2017.16.1.04

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.

Pepra-Mensah, J., & Kyeremeh, E. A. (2018). Organisational culture: A catalyst for employee engagement in the Ghanaian public
sector. Global Journal of Human Resource Management, 6(3), 11-28.

Pokhrel, S., & Chhetri, R. (2021). A literature review on impact of COVID-19 pandemic on teaching and learning. Higher
Education for the Future, 8(1), 133-141. https://doi.org/10.1177/2347631120983481

Rubeena, S., & Naz, R. (2021). Impact of COVID-19 on employee engagement in 2020. Journal of Management Research and
Analysis, 7(4), 137-141. https://doi.org/10.18281/).jmra.2020.033

SHRM. (2020). Navigating COVID-19: Impact of the pandemic on mental health. Retrieved from https://www.shrm.org/about-
shrm/press-room/press-releases/pages/shrm-survey-41-percent-of-workers-feel-burnt-out-during-pandemic.aspx

SHRM. (2021). 2021 workplace culture report. Retrieved from https://www.shrm.org/hr-today/ trends-and-forecasting/research-
and-surveys/pages/202 1-workplace-culture-report.aspx

Soliman, M., & Wahba, M. S. (2019). Investigating influencers of employee engagement in travel agents in Egypt. Anatolia,
30(1), 75-89. https://doi.org/10.1080/13032917.2018.1503965

Sun, L., & Bunchapattanasakda, C. (2018). Employee engagement: A literature review. International Journal of Human Resource
Studies, 9(1), 63-80.

Surma, M. J., Nunes, R. J., Rook, C, & Loder, A. (2021). Assessing employee engagement in a post-COVID-19 workplace
ecosystem. Sustainability, 13(20), 1144:3. https://doi.org/10.3390/s5u13201144.3

Van Der Westhuizen, E. (2017). Human resource management in government: A South African perspective of theories, politics and
processes (1st ed.). Cape Town, South Africa: Juta & Co.

Vandana, & Murthy, T. P. R. (2021). Employee engagement — A theoretical perspective. International Journal for Research in
Engineering Application & Management, 6(12), 96-106.

Wiedemann, C. (2020). The great transformation? The cultural implications of Covid-19. Barrett Values Centre. Retrieved from
https://www.valuescentre.com/resource-library/covid

Yu, J, Park, J.,, & Hyun, S. S. (2021). Impacts of the COVID-19 pandemic on employees” work stress, well-being, mental health,
organizational citizenship behavior, and employee-customer identification. Journal of Hospitality Marketing &

Management, 30(5), 529-548. https://doi.org/10.1080/19368623.2021.1867283

Views and opinions expressed in this article are the views and opinions of the author(s), Humanities and Social Sciences Letters shall not be responsible or
answerable for any loss, damage or liability etc. caused in relation to/arising out of the use of the content.

281
© 20238 Conscientia Beam. All Rights Reserved.


https://doi.org/10.1111/1748-8583.12130
https://doi.org/10.5590/ijamt.2017.16.1.04
https://doi.org/10.1177/2347631120983481
https://doi.org/10.18231/j.jmra.2020.033
https://www.shrm.org/about-shrm/press-room/press-releases/pages/shrm-survey-41-percent-of-workers-feel-burnt-out-during-pandemic.aspx
https://www.shrm.org/about-shrm/press-room/press-releases/pages/shrm-survey-41-percent-of-workers-feel-burnt-out-during-pandemic.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/2021-workplace-culture-report.aspx
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/pages/2021-workplace-culture-report.aspx
https://doi.org/10.1080/13032917.2018.1503965
https://doi.org/10.3390/su132011443
https://www.valuescentre.com/resource-library/covid
https://doi.org/10.1080/19368623.2021.1867283

