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ABSTRACT: The study's main purpose was to examine the association between Employee Engagement (EE) and Job
Performance (JP) among private university faculty. To investigate influence of EE on JP, Pearson Correlation and Regression
analysis were use. Data was acquired from a participant pool of 230 participants via questionnaire distribution. Employee
engagement was assessed using the adapted UWES -17 scale, while job performance was assessed using the Goodman and
Svyantek Scale. The cross-sectional study yielded results that supported a positive connection between EE and JP. This study is
significant because it adds to the existing body of literature, particularly in the setting of private universities, where this is the

first study being conducted.
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INTRODUCTION

Employee engagement was study from many perspectives.
According to [1] engagement is an enthusiasm, [2] associate
it with the personal energy engaged in work, [3] considers it a
psychological predisposition for organizational success, and
[4] describes it as the cognitive, emotional as well as physical
connection to work. The traits, behaviors, and environmental
factors all donate to multidimensional nature of engagement
[5]. The employees that are engaged demonstrate dedication
as well as enthusiasm, which leads to proactive job execution
[6]. Engagement is linked to creativity and problem-solving
abilities, which thus improves overall performance [7-1].
Conversely, understanding how employees’ engagement and
job performance interaction is critical for the organizational
effectiveness. It is consistent with Conservation of Resources
(COR) Theory, which serves as foundation for understanding
the relationship between EE and JP. According to the CORT,
individuals try to collect, safeguard, and build their resources,
including psychological, social, and material resources, in
order to sustain well-being and reduce stress [8].

The engagement-related behaviors, such as dedication, vigor,
and absorption, match with the idea of individuals acquiring
and investing psychological resources in work. Employees
who are engaged in their jobs have good emotional ties to
their jobs, which can be consider as a manner of conserving
and improving their psychological resources. This enhanced
engagement leads to higher commitment, proactive behavior,
and, eventually, improved job performance that is compatible
with the COR Theory concepts. As a result, conservation of
resources theory provides appropriate theoretical framework
for understanding the relationship between EE and JP. Hence,
we hypothesize that EE has a significant positive impact upon
job performance.

Literature Review

Employee engagement was conceptualized by using a variety
of the interpretive frameworks. [1] emphasize it as aspects of
enthusiasm, satisfaction, and eagerness in relation to work
involvement, whereas [2] establish link between engagement
and psychological state defined by an individual's investment
of personal energy into professional behaviors. According to
[9] engagement is a psychological predisposition within the
work context that contributes considerably to achievement of
organizational goals. On the other hand [4] defines employee
engagement as cognitive, emotional and physical link formed
between the individual and their work position. This leads to
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multifaceted nature of EE, which includes self-motivation,
commitment, and a sense of responsibility, all of which serve
to drive both individual and organizational performance [10-
11]. This complex construct combines various dimensions,
such as inherent traits, temporal states, observable behaviors,
contextual elements, and organizational factors, all of which
contribute to a comprehensive understanding of both the state
and behavioral aspects of engagement [9, 5-12]. Employee
engagement is self-motivation, commitment and concern that
drives individual and organizational performance [13-4].

This complex construct includes traits, states, behaviors,
work contexts, and organizational elements that contribute to
state and behavioral engagement [5-12]; which manifests in
cognitive, emotional as well as behavioral states that foster
the innovative and adaptive performance for organizational
change [15, 16] instead, the contrast employee engagement
with burnout, representing positive and negative dimensions
on the shared continuum, while [17, 18] emphasis upon its
positive

to spend energy into work, and a conscientious attitude [2].
Dedication is characterized by a sense of the purpose, loyalty,
excitement, fervor, intrinsic motivation, personal investment,
and a readiness to interact with the problems inherent in the
fulfilment of assigned work [2]. Absorption is characterized
by focused attention, sustained concentration, and a sensation
of immersion and engrossment, all of which lead to condition
of being engaged in one's professional pursuits. It engenders
a perceptual distortion of time wherein the passage thereof is
swift, accompanied by psychological detachment from task
[18].

Finally, employee engagement is a multidimensional concept
with roots in the psychology and organizational behavior.
The scholars have studied it from a variety of perspectives,
emphasizing its link toward the job satisfaction, commitment,
and organizational performance. The research studies of the
engagement's historical, psychological, as well as behavioral
elements provide full knowledge of its importance in today's
workplaces.

Job Performance

Job performance is critical for organizational success because
it includes individual behaviors that drive goal attainment,
task and contextual characteristics [19-20]. It is influence by
factors such as employment experience's relationship with
task performance and personality alignment with contextual
performance [21-22]. The natural qualities, learned skills, and
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motivation all play a role [13]. Historically, from the results
focused toward behavior-integrated, early definitions by [23]
equated performance with outcomes, while [24] linked it with
behaviors aligned to goals. The many definitions of the job
performance range from individual outcomes [25] towards
documented results [26].

[27] addressed job performance through the behavioral and
outcome-oriented lenses. The goal-oriented driver of the job
performance is behavior, which includes customer relations,
education, and other activities [27]. The job performance is
influence by task as well as contextual behaviors [25], with
contextual performance being critical [28]. Previously, task-
related behaviors dominated the job performance perspective;
however, its multidimensional nature has been emphasized,
incorporating skills, motivation, knowledge and encompasses
behaviors required for the organizational function [29]. [30]
added elements like task, contextual performance behavior,
resulting in a full understanding of job performance's critical
role in organizational effectiveness.

[31] investigated intricacies of task performance, revealing
its varied features. Task performance, important part of job
performance, comprises functioning sure job-related activities
with precision and efficiency. It includes key responsibilities
associated with role that contribute directly to organizational
goals. Their study emphasizes the complex character of task
performance, which includes technical skills and knowledge.
Proficient task performers adeptly handle challenges, meet
deadlines, and yield high-quality outcomes.

Besides, task performance extends beyond individual duties,
involving effective collaboration within teams. Proficient task
performers exhibit communication skills, cooperation, and a
readiness to contribute to group endeavors, thereby enhancing
team efficiency and effectiveness. [31] study underscores task
performance's importance as a foundational component of the
overall job performance, offering the insights into how the
employees' competencies and execution of the core duties
significantly influence organizational success.

[31] investigated contextual performance in depth, signifying
its dimensions and value. The contextual performance refers
to employee acts that go beyond official job requirements,
considerably improving overall organizational functioning.
The study emphasis behaviors such as supporting colleagues,
providing support, and actively participating in organizational
efforts, all of which contribute to building a healthy work
environment through collaboration. Contextual performance
includes activities that demonstrate employee's dedication to
the organization's success, such as volunteering for extra
duties, proactive problem solving. These behaviors increase
adaptability and efficacy, resulting in favorable environment
for the employees and the organization. Overall, Goodman
and Svyantek's research climax’s important role of contextual
performance in the organizational success and fostering the
collaborative work environment.
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Relationship between employee engagement and job
performance

The relationship between the employee engagement and job
performance is of great interest in organizational psychology,
human resource management, and other related subjects. The
employee engagement displays an employee's enthusiasm,
vigor, and absorption for their work and the organization. Job
performance, on other hand, measures how well employees
carry out their assigned jobs. According to research, there is a
positive relationship between both characteristics, as engaged
individuals demonstrate increased dedication and enthusiasm,
leading in proactive task execution.

Their dedication results in extra effort, which improves job
performance quality, productivity and efficiency [6]. Besides,
engaged employees have higher levels of creativity, problem-
solving ability, and invention, which improves overall task
performance and the organizational efficacy. Their emotional
connection promotes sense of ownership, which is especially
noticeable in people who view their work to be important and
connected with personal values, reinforcing engagement and
subsequent job performance [32-2].

It is critical to understand that relationship between employee
engagement and job performance is not one-sided. While, the
engagement often has a favorable impact on performance, the
opposite is also true. Job performance can boost engagement
by providing the positive feedback, recognition, and intrinsic
enjoyment from successes [1]. Briefly, literature repeatedly
demonstrates mutually reinforcing affiliation amid employee
engagement and job performance. The engaged employees
demonstrate more dedication, enthusiasm, and discretionary
effort, resulting in improved task & contextual performance.
This virtuous loop of the engagement and performance has
values for organizational success, as it promotes innovation,
productivity, and harmonious work environment
Methodology

Self-administered questionnaires were used in order to collect
data from a sample of 230 teaching faculty members engaged
at different levels in the private sector universities in Khyber
Pakhtunkhwa, Pakistan. UWES - 17-item scale of W. B. [18]
was adapted to assess EE, only if strong internal consistency
with Cronbach Alpha score of 0.861. Contextual performance
was assessed by using [31] measure, which included 16 items
and demonstrated high internal reliability with a Cronbach's
alpha of 0.829.

Analysis

To examine the hypothesis suggesting a positive relationship
between engagement and performance, Pearson Correlation
and Regression analyses were used. Outcomes of correlation
analysis, as presented in Table 1, indicate notably substantial
and the positive association (p<0.01, r = 0.607) between the
engagement and performance. This outcome provides the
substantial support for the hypothesis
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Table 1: Correlation Analysis
Correlations

ISSN 1013-5316; CODEN: SINTE 8

6519

As researcher used a single continuous independent variable,
a simple regression analysis was performed to support the

EE P positive connection between EE and JP. ANOVA test results
EE  Pearson 1 607 of simple regression determined significance F=133.459 at
g%”‘éﬁ;?ﬂed) 000 p< 0.05 for connection between EE and JP, which is shown in
N 230 230 Table 2. Thus, .flnc'jl_ngs support_ the hypothesis by revealing
**_ Correlation is significant at the 0.01 level (2- that EE scores significantly predict JP.
tailed).
Table 2: ANOVA
Model Sum of Squares df Mean Square F Sig.
1 Regression 28.176 1 28.176 133.459 .000°
Residual 48.347 229 211
Total 76.523 230

a. Dependent Variable: JP

b. Predictors: (Constant), EE

It is the slope and intercept values related towards employee
engagement which reveal the robustness of this relationship.
As shown in Table 3, the constant value of 1.19 coupled with
the slope of 0.656 in the EE regression line indicates that a

single unit increase in employee engagement can be expected
to lead to a 0.656 unit increase in employee performance.

Table 3: Coefficients

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error  Beta
1 (Constant) 1.190 .229 5.191 .000
EE .656 .057 .607 11.552 .000

a. Dependent Variable: JP

The R? value of 0.365 indicates that employee engagement
scores make up 36.5% of the variability in job performance.
Table 4 gives the results.

Table 4. Model Summary

Model R R Square

Adjusted R Square

Std. Error of the Estimate

1 .607° .368

.365

45948

a. Predictors: (Constant), EE

DISCUSSION

The present research endeavor has undertaken comprehensive
exploration of the intricate interconnections existing between
EE and JP. The findings arising from this study accentuate a
notably robust and positive association between constructs of
EE and JP. This observation finds resonance in the recent
scholarly investigations. For instance, [7] conducted a study
examining the connection between weekly engagement and
performance among the teachers and identified positive bond
between EE and JP. Similarly, [33] investigated mediating
role of learning goal orientation in the relationship between
engagement and performance, substantiating a positive
association amid EE and JP. Furthermore, the reaffirmation
of this constructive and significant relationship between EE
and JP is evident in the studies conducted by [6], [34], [35]
and [36]. Notably, the current study establishes the predictive
nature of EE with regard to JP.

The further validation of this relationship finds support in the
inclusive meta-analysis undertaken by [37], systematically
substantiates the positive connection between EE and JP. It is
important to emphasize that the augmentation of engagement
levels entails allocation of dedication, vigor and absorption to
job-related responsibilities, thus exerting discernible impact
on JP. This proposition is highlighted not only by [7] but also
by scholarly insights provided by [38].

Implication of the study

The implications of study are significant for policymakers as
well as universities. The findings emphasis the relevance of
increasing employee engagement as a strategy of improving
job performance within organizations for policymakers. Thus,
recognizing the beneficial association between the employee
engagement and job performance, policymakers should put in
place initiatives that encourage supportive work environment,
opportunities for skill growth, and channels for employee
appreciation. This, in turn, results in enhanced productivity,
better results, and organizational success.

Future Research Recommendations

Building on insights gained from this study, future research
endeavors can further contribute to the understanding of the
complex relationship between employee engagement and job
performance. Exploring moderating factors that influence this
relationship, such as organizational culture, leadership styles,
as well as job characteristics, could provide a more nuanced
perspective. Longitudinal studies tracking the development of
engagement and its impact on performance over time could
yield valuable insights into causal direction of relationship.
Additionally, investigating the role of the different types of
engagement (e.g., affective, cognitive, behavioral) and their
distinct effects on the various dimensions of job performance
could provide a deeper understanding of the mechanisms at

play.
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The study's findings underscore importance of incorporating
employee engagement efforts within educational programs
for institutions. The universities can prepare students with the
skills and mentality required for the success in their future
employment by emphasizing the link between engagement
and job performance. Incorporating engagement-promoting
features, such as interactive learning, collaborative projects,
and mentorship opportunities, can help students become more
involved, productive professionals. In addition, universities
can use similar tactics to engage their own faculty and staff in
order to foster good work environment that supports teaching,
research, and overall institutional excellence.

Limitations

Despite the fact that this study offers important information,
several limitations should be acknowledged. For example, the
cross-sectional character of study precludes the development
of causal associations between employee engagement and job
performance. Longitudinal research strategies that examine
changes in the engagement and performance over time could
solve this problem. Second, relying on the self-reported data
collected via questionnaires may introduce common method
bias and social desirability bias, potentially altering the
observed associations. To reduce these biases, future studies
could incorporate objective performance measurements and
multi-source data collection approaches. Besides, the study's
focus on certain businesses or situations may limit the study's
generalizability to other sectors. Future research should look
into different organizational settings to improve the external
validity of the findings. Finally, the study makes no mention
of any likely boundary conditions/individual characteristics
that could modify the association between engagement and
performance. Investigating these variables may provide a
more complete picture of the intricacies underlying this
relationship.

CONCLUSION

In conclusion, this study sheds light on the subtle interplay
between employee engagement (EE) and job performance
(JP), indicating a strong positive association between the two
categories. Study supports previous studies by demonstrating
the predictive potential of EE for JP. The study emphasizes
the importance of engagement's impact on job performance,
emphasizing importance of allocating dedication, vigor, and
absorption as vital components. The study adds to considerate
of how employees’ engagement influences job performance
by emphasizing their interdependence and implications for
organizational success.
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