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ABSTRACT 

This study strengthened the understanding of three important variables that affect performance, 

namely motivation, commitment, and employee engagement. The influence of the three variables 

varied, namely direct effect or there is a mediating variable. This study also examined employee 

engagement as a mediating variable for the effect of employee motivation and commitment on 

employee performance. This study used 408 employees of manufacturing companies who 

participated by filling out a questionnaire. The results of validity testing using factor analysis and 

reliability with internal consistency (Cronbach's Alpha) proved that the measuring instrument 

used was valid and reliable. The mediation model was tested using a two-step approach of 

structural equation modeling. The results of this study strengthened several previous studies 

which found that employees who were motivated and committed would be involved and engaged 

to the organization and work, so that their performance was getting better. An in-depth 

discussion and recommendations were presented at the end of this article. 
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1. INTRODUCTION 

Employee engagement (EE) has received widespread attention from practitioners and 

academics, so many are interested in examining its causes and consequences. EE is a positive 

experience to be involved and engaged in the organization so that it has a positive impact on 

employee performance (e.g., Ahakwa et al., 2021; Bedarkar & Pandita, 2014). Employees who 

have high engagement to their work will be physically, emotionally, and cognitively engaged to 

the work and organization (Simbula & Gugliemi, 2013). High employee performance has a 

significant impact on organizational productivity (Motowidlo et al., 2018).  

Meanwhile, employee motivation (EM) which is a set of strengths that come from both 

inside and outside the individual has been widely proven to have an effect on performance (e.g., 

Kori et al., 2016; Shin & Grant, 2019; Zlate & Cucui, 2015). Motivation can come from feeling 

involved and getting attention, interesting work, or getting promotion opportunities, career 

development, and getting awards (Altindis, 2011). Because it is a factor that comes from within 

and from outside the individual, EM is an important factor that still needs to be investigated for 

its consequences (Fernet et al., 2012).  

In organizational behavior and psychology, although it is always believed to be related to 

commitment, motivation and commitment develop independently (Altidis, 2011). Organizational 

commitment (OC) is also an important issue in organizational management and has a direct 

impact on employee performance (Hanaysha, 2016; Berberoglu, 2015). Organizations can 
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develop well if they have employees who are committed to the work and the organization 

(Mitonga-Monga, 2019). Some researchers have found that OC has an effect on EM (Nguyen et 

al., 2020). Several other researchers have found that EM affects OC (e.g., Al-Madi et al., 2017; 

Ullah et al., 2020).  

Furthermore, many empirical studies support a relationship between OC and EE (e.g., 

Christian et al., 2011; Mitonga-Monga, 2019; Rich et al., 2010). Many researchers have found 

that EE is an antecedent of OC (e.g., Hanaysha, 2016; Rameshkumar, 2019; Shoko & Zinyemba, 

2014). However, other researchers have found that OC is an antecedent to EE (e.g., Davis et al., 

2021; Yalabik et al., 2013). Employees who are committed to work and organization will be 

much involved and attached to work and organization (Robyn & Mitonga-Monga, 2017). 

However, when employees are engaged physically, emotionally, and cognitively, they will also 

devote their energy and time and are committed to achieving organizational goals (Babakus et 

al., 2017).  

EE is a unique construction which is a psychological motivation that is indicated by 

enthusiasm, dedication, and absorption (Schaufeli, 2012). EM can strengthen EE (Engidaw, 

2021). OC is also associated with EM (van der Voet et al., 2017). Yalabik et al. (2013) proved 

that EE is a mediating variable for the relationship between OC and EP. The role of EE as a 

mediator variable is also supported by Teo et al. (2020). This study aims to examine the role of 

EE as a mediator of the relationship between EM and OC with EP as a consequence. 

 

  

2. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT  

A number of studies have proven that there are many factors that influence performance. 

Employees who have motivation will perform well. In addition, engaged employees will be 

involved and have a positive relationship with work and act positively to achieve organizational 

goals (Jena et al., 2017; Rees et al., 2013). This is in accordance with social exchange theory 

(Kahn, 1992). Furthermore, employees who are committed will last a long time in the 

organization, have a positive attitude and perform well. Many studies on EM, OC, EE, and EP 

have been carried out, but generally examine the direct effect of EM, OC, and EE on EP 

(Ahakwa et al., 2021).  

Employee performance (EP) is a measure of organizational success and shows the 

achievement of organizational goals (Motowidlo et al., 2018). Therefore, many studies have been 

conducted to determine what factors influence it. Practitioners and academics believe that EP is 

influenced by how an organization treats its employees and how employees respond to the 

organization. OC is believed to be able to strengthen organizational performance (Berberoglu, 

2015). In addition, employee motivation (EM) can also increase EP (Ackah, 2014). Meanwhile, 

the results also show that EP increases when EE is high (Bedarkar & Pandita, 2014; Rothmann, 

2017). In other words, EP is good when employees are motivated to work in the organization, 

interact, engage and involve in organizational activities, and do not want to leave or move to 

another organization.  

The relationship between EP and EE has been widely explained both theoretically and 

empirically (Shuck et al., 2015). EE is a new construct which is a combination of commitment, 

involvement, satisfaction, and behavior (Schaufeli, 2012). EE is even a predictor of EP in 
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addition to attitudes at work (Shuck & Reio, 2014). According to Shuck and Reio (2014), 

employees who are committed to the organization will be productive, bond positively to their 

current employer, and serve customers well. As an antecedent of performance, EE is a dimension 

of employee well-being (Zhang et al., 2013). EE is the awareness and involvement of employees 

which is shown by their passion, interest, and dedication to work and the organization (Rothman, 

2017; Saks, 2019). EE is also the level of involvement, closeness, interaction, and individual 

participation in both work and organization (Men, 2015).  

In addition to being related to EP, EE has been shown to be related to various important 

variables such as EM, OC, satisfaction, attendance in the organization (Rameshkumar, 2019). 

Caesario and Chamber (2017) have proven a correlation between EP and EE and between EP 

and OC. Organizations will thrive when employees have a strong commitment to the 

organization (Mitonga-Monga, 2019). OC is an emotional attitude towards work and 

organization which is indicated by its participation in the organization (Ahakwa et al., 2021). OC 

is considered important for the organization because if OC is built properly, it can affect EP 

(Hanaysha, 2016). In addition, employees who are committed to the organization tend to be able 

to stay long to work in the organization and reduce interest in leaving the organization. This is 

because committed employees have loyalty to the organization and are productive within the 

organization (Hanaysha, 2016).  

OC will encourage employees to identify themselves with the mission and goals of the 

organization so that employees are involved in organizational activities (Mitonga-Monga, 2019). 

OC is an individual's psychological attachment to the organization that can influence employees 

to act consistently in accordance with organizational goals, be loyal to the organization, and 

dedicate themselves to the organization (Mitonga-Monga & Cilliers, 2016; Nguyen et al., 2015). 

Organizations can perform well if they are able to ensure that their employees are motivated and 

committed through their attachment to the organization (Siddhanta & Roy, 2010).  

EE is a form of psychological closeness, so it can increase commitment (Jena et al., 

2017). Therefore, EE is often associated with OC (Steger et al., 2012). EE is a condition of 

emotional, cognitive, and individual behavior to achieve organizational goals (Shuck, 2010). 

Several researchers have proven that EE affects OC (e.g., Ahakwa et al, 2021; Hanaysha, 2016; 

Jena et al., 2017; Rameshkumar, 2019). EE must always be maintained and improved, because 

disengagement can reduce commitment to the organization (Ortiz et al., 2013). However, some 

researchers have found that OC has an effect on EE (e.g., Davis et al., 2021; Hayat et al., 2019; 

Yalabik et al., 2013; Yousef, 2017). 

EE is ability, interest, participation, effectiveness, enthusiasm, motivation, happiness. 

Therefore, EE is always associated with motivation (Aworemi, 2011; Bergstrom & Garcia, 

2016). Meanwhile, OC was also found to be a factor that increased employee motivation and 

engagement in the organization (Azeem, 2010). Research on motivation has also been shown to 

have an effect on performance (Engidaw, 2021; Yousaf et al., 2015). Costa et al. (2014) used EE 

as a mediator between antecedents and consequents. Based on theoretical and empirical studies, 

the proposed hypothesis in this study: 

H1: EE statistically mediates the relationship between OC and EM with EP.  

 

3. METHODS  
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Participants and Procedure  

This research survey was conducted using a questionnaire given to 408 employees in 

several manufacturing companies in Yogyakarta, Indonesia. The questionnaire was given to 

employees who have worked for at least two years in the company. This was because in general, 

employees who have worked for at least two years have been appointed as permanent employees 

and receive complete facilities from organizations in Indonesia. After the questionnaire was 

filled out completely, validity testing was carried out using factor analysis to ensure the accuracy 

of the research instrument and internal consistency using Cronbach's Alpha to ensure the 

consistency of the research instrument (Sekaran & Bougie, 2013). Question items that did not 

pass the validity and reliability tests were discarded and not included in the next test. 

Furthermore, correlation testing was conducted to ensure that all the variables studied were 

related to one another and to ensure that EM, OC, and EE were correlated with EP. The 

mediation model testing was carried out using structural equation modeling (SEM) using AMOS.  

 

Measurements  

This study used an instrument taken from previous research. The EM questionnaire was adopted 

from Guay et al., (2000), while the OC used the Aydogdu and Asikgil (2011) questionnaire. 

Furthermore, the EE questionnaire was adopted from Schaufeli et al. (2006) and Salanova et al. 

(2006). Meanwhile, the EP questionnaire was adopted from Griffin et al. (2003). The 

questionnaire was adapted to the condition of the company so that it could be understood by the 

research respondents. The question items were tested for validity and reliability. Validity testing 

was carried out using factor analysis using a loading factor of more than 0.50 and reliability to 

test internal consistency using Cronbach's Alpha of more than 0.70 (Hair et al., 2010).  

The results of the validity test using factor analysis showed that the four items of EM 

questions were valid with a loading factor of 0.735 to 0.853. Six items of OC questions were 

valid with a loading factor of 0.646 to 0.813. Twelve items EE questions were valid with a 

loading factor of 0.528 to 0.773. Meanwhile, nine items of EP were valid with a loading factor of 

0.556 to 0.715. Meanwhile the KMO and Bartlett's Test values which are more than 0.5 indicate 

that factor analysis is appropriate (Hair et al., 2010). Furthermore, the results of reliability testing 

by testing internal consistency with Cronbach's Alpha showed that the research variables used 

were reliable. Reliable EM with α = 0.836, reliable OC with α = 0.835, reliable EE with α = 

0.886, and reliable EP with α = 0.825. The test results indicate that the questionnaire used is very 

reliable because it has an internal consistency (α) more than 0.80 (Zikmund et al., 2010). 

 

4. RESULTS  

Before testing the relationship model, descriptive analysis was carried out to analyze the research 

sample and the measuring instrument used. The results of the descriptive analysis are presented 

in Table 1 below.  
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Table 1. Descriptive Statistics, Correlation between Variables 

 

 Mean Std. 

Dev 

α EM OC EE EP 

Employee Motivation  3.990 0.792 0.836 1.000    

Organizational Commitment 3.850 0.744 0.835 0.605** 1.000   

Employee Engagement 3.958 0.680 0.886 0.720** 0.736** 1.000  

Employee Performance 4.041 0.597 0.825 0.683** 0.705** 0.771** 1.000 

** significant < 0.01 

 

Table 1 showed that all the variables studied were quite strongly and significantly correlated with each 
other. In addition, the average of all the variables studied was high, which was more than 3.670. In 

addition, the standard deviation of more than 0.5 indicated that the individual had independence in filling 

out this research questionnaire. Furthermore, testing the structural equation model between EM, OC, and 
EP with EE as a mediating variable was carried out using AMOS. The test results of the direct 

relationship model of EM, CO, and EE on EP show that the model was recursive. This means that 

exogenous variables must be tested separately. In other words, there was a mediation model in the 

relationship between the independent and dependent variables (Byrne, 2016). The results of the direct 
relationship test showed that EM, OC, and EE were indeed independent variables that have a significant 

effect on EP. Therefore, the test was continued by testing the mediation model using SEM with a two-step 

approach (Byrne et al., 2016). The results of the model mediation test are presented in Table 2 below. 
  

Table 2. Results of the Mediation of the Relationship Model 

 

 β Critical 

Ratio 

Employee Motivation  Employee Engagement 0.509 10.210 

Organizational Commitment  Employee Engagement 10.102 0.503 

Employee Engagement  Employee Performance 26.920 0.936 

Organizational Commitment  Employee Motivation 0.704 10.285 

 

Chi-Square = 15.870                            GFI = 0.980                                NFI = 0.985 

Df = 2,  p = 0.000                                AGFI = 0.901                               IFI = 0.987 

Chi-Square/ Df = 7.935                        CFI = 0.987                                TLI = 0.961 
 

 
Based on Table 2, the research hypothesis was supported. EE fully mediated the influence of EM and OC 

on EP. EM and OC influence each other. This was indicated by the Goodness-of-Fit Index (GFI), 

Adjusted Goodness-of-Fit Index (AGFI), Comparative-Fit Index (CFI), Index (TLI) value greater than 

0.90 and a low Chi-Square value (Byrne, 2016). In other words, the model fit the existing data. The 
results of model testing can be described as shown in Figure 1 below. 
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Figure 1. Relationship Model between Fixed Research Variables with Data 
 

  

5. DISCUSSION  

The main objective of this study was to examine EE as a mediating variable in the model of the 

relationship between EM and OC on EP. This study found that EE was a mediating variable 

between motivation and work attitude with performance as the dependent variable to be 

achieved. The results of this study are consistent with several previous studies (e.g., Davis et al., 

2021; Yalabik et al., 2013). EE is an important controller of organizational activities because it 

affects employee morale and productivity and the reason why employees stay in the 

organization. EE includes the meaning and availability of oneself physically, emotionally, and 

cognitively in the organization so as to encourage employees to improve their performance. This 

supports previous studies (e.g., Barkker & Xanthopoulo, 2013; Bedarkar & Pandita, 2014; 

Caesario & Chamber, 2017; Rees et al., 2013; Yalabik et al., 2013).  

Furthermore, the results of this study also support the effect of EM on EE. EM has indeed been 

shown to be related to EE (Bergstrom & Garcia, 2016). Motivated individuals will involve and 

engage themselves physically, emotionally, and cognitively to the organization. The results of 

this study support previous studies that have proven that EM has an effect on EE (e.g., Ghosh et 

al., 2020; Kordbacheh et al., 2014; Shimazu et al., 2016). The results of this study also support 

several previous researchers, that EM can increase EP through EE (Cerasoli et al., 2014; van den 

Broek et al., 2016).  

In addition to EM and OC which have an effect on EE, the results of this study found that EM 

and OC are two variables that influence each other. Several previous studies have shown that 

commitment is an important component of motivation and is a motivational phenomenon 

(Altindis, 2011). Committed employees must be motivated to contribute to the organization. 

Vice versa, employees who are motivated to work in the organization must have a high 

commitment to remain in the organization. Therefore, both commitment and motivation are 

important components in work.  

The results of this study also support previous research that OC is associated with EE (e.g., 

Cesario & Chambel, 2017; Hanaysha, 2016; Simbula & Gugliemi, 2013). Committed employees 

naturally want to be involved and engaged in organizational activities so that they can be more 
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productive. The relationship between OC and EE has received a lot of support both theoretically 

and empirically (Field & Buitendach, 2011; Steger et al., 2012). Some researchers found that EE 

had an effect on OC (e.g., Hanaysha, 2016; Rameshkumar, 2019; Shoko & Zinyemba, 2014), but 

other researchers found that OC had an effect on EE (e.g., Davis et al., 2021; Yalabik et al., 

2013). The results of this study reinforce the findings of previous studies that OC affects EE 

(e.g., Davis et al., 2021; Yalabik et al., 2013). This encourages organizations to continuously 

increase motivation and build commitment within the company so as to form physical, 

emotional, and cognitive engagement and involvement in the company. Employee engagement 

and involvement can encourage employees to be more productive so that their performance gets 

better. 

 

6. CONCLUSION  

This study examines the mediating role of EE in the relationship between EM and work attitudes 

as measured by OC and EP. This research provides several contributions. First, EE mediates the 

impact of EM and OC on improving EP. Second, EM and OC are two different but mutually 

influential constructs. Third, the EM and OC variables are two important variables that must be 

developed by the organization in order to increase employee involvement and engagement in the 

organization, which in turn can improve EP.  

The results of this study have implications for managerial practice that in order to improve 

employee performance, it is necessary to increase employee motivation, commitment and work 

engagement. Companies must motivate employees by understanding the needs of employees and 

the company, so there is harmony between the two. 

There are several limitations in this study which open up opportunities for further research. First, 

this study uses self-assessment which can lead to confusion due to common method bias (Jordan 

& Troth, 2020). Second, longitudinal data will be better than cross-sectional as in this study, 

especially in testing mediating variables (Podsakoff et al., 2012). Third, this research was 

conducted on manufacturing companies only, so generalizations cannot be made to other 

companies, such as services or various types of small industries. This is because there are various 

internal individual factors such as personality characteristics or external factors such as working 

environmental conditions that affect the variables used in this study (Alfes et al., 2012). 

Future research on the same topic still needs to be done and is expected to use other ratings, 

especially in assessing the employees’ performance. Company diversity is also required, and data 

collection for the dependent variable can be done at intervals from data collection for the 

independent variable. 

 

Acknowledgement 

Special thanks to the respondents who participated in filling out my research questionnaire, and 

thanks to the institutions that supported my research. 

 

REFERENCES 

Ackah, D. (2014). The impact of motivation on employee performance in the manufacturing 

industry in Ghana. Global Journal of Management Studies and Researches, 1(5), 291-310. 

Ahakwa, I., Yang, J., Tackie, E.A., & Atingabili S. (2021). The influence of employee 

http://ijbmer.org/


International Journal of Business Management and Economic Review 

                                                                                                                           Vol. 6, No. 05; 2023 

                                                                                                                               ISSN: 2581-4664 

http://ijbmer.org/ Page 55 
 
 

engagement, work environment and job satisfaction on organizational commitment and 

performance of employees: A sampling weights in PLS path modelling. SEISENSE Journal of 

Management, 4 (3), 34-62. https://doi.org/10.33215/sjom.v4i3.641.  

Alfes, K., Shantz, A.D., Truss, C., & Soane, E.C. (2012).The link between perceived human 

resource management practices, engagement and employee behaviour: a moderated mediation 

model. The International Journal of Human Resource Management, 24(2), 330–351. 

http://dx.doi.org/10.1080/09585192.2012.679950.  

Al-Madi, N.F., Assal, H., Shrafat, F., & Zeglat, D. (2017). The impact of employee motivation 

on organizational commitment. European Journal of Business and Management, 9(15),134-145. 

Altindis, S. (2011). Job motivation and organizational commitment among the health 

professionals: A questionnaire survey. African Journal of Business Management, 5(21), 8601-

8609. http://doi.org/10.5897/AJBM11.1086. 

Aworemi, J.A.-A. (2011). An empirical study of the motivational factors of employees in 

Nigeria. International Journal of Economics and Finance, 3(3), 227–233. 

Aydogdu, S. & Asikgil, B. (2011). An empirical study of the relationship among JS, OC, and 

turnover intention. International Review of Management and Marketing, 1(3), 43-53. 

Azeem, S. M. (2010). Job satisfaction and organizational commitment among employees in the 

Sultanate of Oman. Psychology, 1(04), 295. 

Babakus, E., Yavas, U., & Karatepe, O. M. (2017). Work engagement and turnover intentions: 

Correlates and customer orientation as a moderator. International Journal of Contemporary 

Hospitality Management, 29(6), 1580–1598. https://doi.org/10.1108/IJCHM-11-2015-0649.  

Bakker, A.B. & Xanthopoulou, D. (2013). Creativity and charisma among females leaders: The 

role of resources and work engagement. The International Journal of Human Resource 

Management, 24(1), 2760-2773. 

Bedarkar, M. & Pandita, D. (2014). A study on the drivers of employee engagement impacting 

employee performance. Procedia - Social and Behavioral Sciences 133, 106–115. 

http://doi.org/10.1016/j.sbspro.2014.04.174.  

Berberoglu, A. (2015). Organizational commitment and perceived organizational performance 

among health care professionals: Empirical evidence from a private Hospital in Northern Cyprus. 

Journal of Economics and Behavioral Studies, 7(1), 64-71. 

Bergström, E., & Garcia, M.M. (2016). The infuence of intrinsic and extrinsic motivation on 

employee engagement: A qualitative study of the perceptions of managers in public and private 

sector organizations.  

Byrne, B.M., 2016. Structural Equation Modelling with AMOS: Basic Concepts, Applications, 

and Programming, 3rd  edition.  New York: Routledge.  

Cerasoli, C.P., Nicklin, J.M., & Ford, M.Y. (2014). Intrinsic motivation and extrinsic incentives 

jointly product performance: A 40-year meta-analysis. Psychological Bulletin. 140(4): 980-1008. 

http://dx.doi.org/10.1037/a0035661.  

Cesário, F., & Chambel, M. J. (2017). Linking organizational commitment and work engagement 

to employee performance. Knowledge and Process Management, 24(2), 152-158. 

http://doi.org/10.1002/kpm.1542.  

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, 

http://ijbmer.org/


International Journal of Business Management and Economic Review 

                                                                                                                           Vol. 6, No. 05; 2023 

                                                                                                                               ISSN: 2581-4664 

http://ijbmer.org/ Page 56 
 
 

64(1), 89–136. https://doi.org/10.1111/j.1744-6570.2010.01203.x 

Costa, P.L., Passos, A.M., & Bakker, A.B. (2014). Teamwork engagement: A model of 

emergence. Journal of Occupational and Organizational Psychology, 87, 414–436. 

http://doi.org/10.1111/joop.12057.  

Davis, J., Agrawal, D. & Guo, X. (2021). Enhancing users’ security engagement through 

cultivating commitment: the role of psychological needs fulfilment. European Journal of 

Information System, 1-12. https://doi.org/10.1080/0960085X.2021.1927866. 

Engidaw, A.E. (2021). The efect of motivation on employee engagement in public sectors: in the 

case of North Wollo zone. Journal of Innovation and Entrepreneurship, 10(43), 1-15. 

https://doi.org/10.1186/s13731-021-00185-1.  

Fernet, C., Austina, S., & Vallerand, R.J. (2012). The effects of work motivation on employee 

exhaustion and commitment: An extension of the JD-R model. Work & Stress, 26(3), 213-229. 

https://doi.org/10.1080/02678373.2012.713202. 

Field, L.K. & Buitendach, J.H. (2011). Happiness, work engagement and organizational 

commitment of support staff at a tertiary education institution in South Africa. SA Journal of 

Industrial Psychology, 37(1), 946-955. http://doi.org/10.4102/sajip.v37i1.946.  

Ghosh, D., Sekiguchi, T., & Fujimoto, X. (2020). Psychological detachment: a creativity 

perspective on the link between intrinsic motivation and employee engagement. Personnel 

Review. http://doi.org/10.1108/PR-12-2018-0480.  

Griffin, M.A., Neal, A., & Parker, S.K. (2003). A new model of work role performance: Positive 

behavior in uncertain and interdependent context. Academy of Management Journal, 50(2), 327-

347. http://doi.org/10.5465/AMJ.2007.24634438.  

Guay, F., Vallerand, R.J., & Blanchard, C.M. (2000). On the assessment of situational intrinsic 

and extrinsic motivation: The situational motivation scale (SMS). Motivation and Emotion, 

24(3), 175-213. http://doi.org/10.10231A:1005614228250. 

Hair, J. F., Jr., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (2010). Multivariate 

Data Analyisis (7th edition) Upper Saddle River, N.J: Pearson Prentice Hall. 

Hanaysha, J. (2016). Testing the effects of employee engagement, work environment, and 

organizational learning on organizational commitment. Procedia - Social and Behavioral 

Sciences 229, 289 – 297. http://doi.org/10.1016/j.sbspro.2016.07.139.  

Hayat, A., Azeem, M., Nawaz, R., Humayon, D. A. A., & Ahmed, D. M. (2019). Mediating 

Effect of Human Capital on Organizational Culture, Teamwork, Organizational Development 

and Organizational Commitment. Journal of Social Sciences and Humanity Studies, 5(3), 1-9. 

Jena, L.K., Bhattacharyya, P., & Pradhan, S. (2017). Employee engagement and affective 

commitment: mediating role of employee voice among Indian service sector employees. Vision-

The Journal of Business Perspective, 21(4): 1-11. http://doi.org/10.1177/0972262917733170. 

Jordan, P.J. & Troth, A.C. (2020). Common method bias in applied settings: The dilemma of 

researching in organizations. Australian Journal of Management, 45(1) 3–14. 

http://doi.org/10.1177/031289621987197.  

Kahn, W.A. (1992). To be fully there: psychological presence at work. Human Relations, 45(4), 

321-49. https://doi.org/10.1177/001872679204500402.  

Kordbacheh, N., Shultz, K.S., & Olson. (2014). Engaging mid and late career employees. The 

relationship between age and employee engagement, intrinsic motivation, and meaningful. 

http://ijbmer.org/


International Journal of Business Management and Economic Review 

                                                                                                                           Vol. 6, No. 05; 2023 

                                                                                                                               ISSN: 2581-4664 

http://ijbmer.org/ Page 57 
 
 

Journal of Organizational Psychology, 14(1), 11-25. 

Kori, K., Pedaste, M., Altin, H., Tonisson, E., & Palts, T. (2016). Factors that influence students’ 

motivation to start and to continue studying information technology in Estonia. IEEE 

Transaction on Education, 59(4), 1-8. http://doi.org/10.1109/TE.2016.2528889.  

Men, L. R. (2015). Employee Engagement in relation to employee–organization relationships 

and internal reputation: Effects of leadership communication. Public Relations Journal, 9(2), 1-

22. 

Mitonga-Monga, J ., & Cilliers, F . (2016) . Perceived ethical leadership: Its moderating 

influence on employees’ organisational commitment and organisational citizenship behaviours. 

Journal of Psychology in Africa, 26(1), 35–42. https://doi.org/10.1080/14330237.2015.1124608.  

Mitonga-Monga, J. (2019). Fostering employee commitment through work: The moderating 

effect of job satisfaction in a developing-country setting. Journal of Psychology in Africa, 29(6), 

546-555. https://doi.org/10.1080/14330237.2019.1665902.  

Motowidlo, S. J., Lievens, F., & Ghosh, K. (2018). Prosocial implicit trait policies underlie 

performance on different situational judgment tests with interpersonal content. Human 

Performance, 31(4), 238-254. http://doi.org/10.1080/08959285.2018.1523909. 

Nguyen, H.N., Le, Q.H., Tran, Q.B., Tran, T.H.M., Nguyen, T.H.Y., & Nguyen, T.T.Q. (2020). 

The impact of organizational commitment on employee motivation: A study in Vietnamese 

Enterprises. Journal of Asian Finance, Economics and Business, 7(6), 439 – 447. 

http://doi.org/10.13106/jafeb.2020.vol7.no6.439.  

Nguyen, P., Felfe, J ., & Fooken, I . (2015). Interaction effects of dual organisational 

commitment on retention in international assignments: The case of Western expatriates in 

Vietnam. International Journal of Human Resource Management, 26(11), 1407–1427. 

https://doi.org/10.1080/09585192.2014.935456.  

Ortiz, D. A. C., Lau, W. K., & Qin, H. (2013). Quantitative analysis of impacts of employee 

engagement on continuance and normative commitment. International Journal of Services and 

Standards, 8(4), 315-331. 

Podsakoff, P.M., MacKenzie, S.B., & Podsakoff, N.P. (2012) Sources of method bias in social 

science research and recommendations on how to control it. Annual Review of Psychology 63: 

539–569. https://doi.org/10.1146/annurev-psych-120710-100452. 

Rameshkumar, M. (2020). Employee engagement as an antecedent of organizational 

commitment – A study on Indian seafaring officers. The Asian Journal of Shipping and 

Logistics, 36, 105-112. https://doi.org/10.1016/j.ajsl.2019.11.003. 

Rees, C., Alfes, K., & Gatenby, M. (2013). Employee voice and engagement: Connections and 

consequences. The International Journal of Human Resource Management, 24(14), 2780–2798. 

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. 

http://doi.org/10.5465/AMJ.2010.51468988.  

Robyn, C.M. & Mitonga-Monga, J. (2017). Psychological capital and work engagement in 

relation to employee commitment in a South African manufacturing organisation. Journal of 

Contemporary Management, 14, 702-730. 

Rothmann, S. (2017). Employee engagement. The Wiley Blackwell Handbook of the Psychology 

of Positivity and Strengths-Based Approaches at Work, 317-341. 

http://ijbmer.org/


International Journal of Business Management and Economic Review 

                                                                                                                           Vol. 6, No. 05; 2023 

                                                                                                                               ISSN: 2581-4664 

http://ijbmer.org/ Page 58 
 
 

Saks, A. M. (2019). Antecedents and consequences of employee engagement revisited. Journal 

of Organizational Effectiveness: People and Performance, 6(1), 19-38. 

https://doi.org/10.1108/JOEPP-06-2018-0034. 

Salanova, M., Bakker, A.B., & llorens, S. (2006). Flow at work: Evidence for an upward spiral 

of personal and organizational resources. Journal of Happiness Studies, 7, 1-22. 

http://doi.org/10.1007/s10902-005-8854-8. 

Schaufeli, W.B. (2012). Work engagement: What do we know and when do we go?. Romanian 

Journal of Applied Psychology, 14(1), 3-10.  

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.  

Sekaran, U. & Bougie, R. (2013). Research Methods for Business: A Skill Building Approach 

6th edition. UK:John Wiley & Sons, Ltd. 

Shin, J. & Grant, A.M. (2019). Bored by interest: How intrinsic motivation in one task can 

reduce performance on the other tasks. Academy of Management Journal, 62(2), 415-436. 

https://doi.org/10.5465/amj.2017.0735. 

Shoko, M., & Zinyemba, A. Z. (2014). Impact of employee engagement on organizational 

commitment in national institutions of higher learning in Zimbabwe. International Journal of 

Advanced Research in Management and Social Sciences, 3(9), 255-268. 

Shuck, B. & Reio, T.G. (2014). Employee engagement and well-being: A moderation model and 

implications for practice. Journal of Leadership & Organizational Studies, 21(1) 43– 58. 

http://doi.org/10.1177/1548051813494240.  

Shuck, B. (2010). Employee engagement & HRD: A seminal review of the foundations. Human 

Resource Development Review, 9(1), 89–110. 

Shuck, B., Zigarmi, D., & Blanchard,  K. (2015). Psychological needs, engagement, and work 

intentions: A Bayesian multi-measurement mediation approach and implications for HRD. 

European Journal of Training and Development, 39(1), 2-21 http://doi.org/10.1108/EJTD-08-

2014-0061. 

Siddhanta, A. & Roy, D. (2010). Employee engagement: Engaging the 21st century workforce. 

Asian Journal of Management Research, 3, 170-189. 

Simbula, S. & Gugliemi, D. (2013). I am engaged, I feel good, and I go the extra-mile: 

Reciprocal relationship between work engagement and consequences. Journal of Work and 

Organizational Psychology, 29(3), 117-125. http://doi.org/10.5093/tr2013a17.  

Steger, M.F., Dik, B.J., & Duffy, R.D. (2012). Measuring meaningful work: The work and 

meaning inventory. Journal of Career Assessment, 20, 322–337. 

http://dx.doi.org/10.1177/1069072711436160.  

Teo, S.T.T., Bentley, T., & Nguyen, D. (2020). Psychosocial work environment, work 

engagement, and employee commitment: A moderated, mediation model. International Journal 

of Hospitaliy Management, 88, 102415. https://doi.org/10.1016/j.ijhm.2019.102415.  

Ullah, I., Elahi, N.S., Abid, G., & Butt, M.U. (2020). The impact of perceived organizational 

support and proactive personality on affective commitment: Mediating role of prosocial 

motivation. Business, Management and Education, 18(2), 183-225. 

https://doi.org/10.3846/bme.2020.12189.  

http://ijbmer.org/


International Journal of Business Management and Economic Review 

                                                                                                                           Vol. 6, No. 05; 2023 

                                                                                                                               ISSN: 2581-4664 

http://ijbmer.org/ Page 59 
 
 

Van der Broek, A., Ferris, D.L., Chang, C.H., & Rosen, C.C. (2016). A review of self-

determination theory’s basic psychological needs at work. Journal of Management, 42(5), 1195-

1229. 

van der Voet, J., Steijn, B., & Kuipers, B.S. (2017) What’s in it for others? The relationship 

between prosocial motivation and commitment to change among youth care professionals. Public 

Management Review, 19(4), 443-462. https://doi.org/10.1080/14719037.2016.1183699.  

Yousaf, A., Yang, H., & Sanders, K. (2015). Effects of intrinsic and extrinsic motivation on task 

and contextual performance of Pakistani professionals: The mediating role of commitment foci. 

Journal of Managerial Psychology, 30(2), 133-150. http://doi.org/10.1108/JMP-09-2012-0277.  

Yousef, D. A. (2017). Organizational commitment, job satisfaction and attitudes toward 

organizational change: A study in the local government. International Journal of Public 

Administration, 40(1), 77-88. 

Zhang, H., Luo, J.M., Xiao, Q., & Guillet, B.D. (2013). The impact of urbanization on hotel 

development: Evidence from Guangdong province in Chine. International Journal of Hospitality 

Management, 34(1), 92-98. https://doi.org/10.1016/j.ijhm.2013.02.013. 

Zikmund, W.K., Babin, B.J., Carr, J.C., & Griffin, M. (2010). Business Research Methods 8th 

edition. Singapore: South-Western Cengage Learning. 

Zlatea, S. & Cucui, G. (2015). Motivation and performance in higher education 

Procedia - Social and Behavioral Sciences 180, 468–476. 

http://doi.org/10.1016/j.sbspro.2015.02.146. 

http://ijbmer.org/

