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Abstract

Employee engagement is an important aspect in organizations that
can improve employee performance and company productivity. The
purpose of this article is to analyze the factors that influence
employee engagement and its implications on employee retention.
This study uses a literature review by collecting articles from related
databases such as Google Scholar and relevant journals. The results
of the analysis indicate that factors such as good leadership,
supportive work environment, organizational justice, and career
development opportunities are some of the factors that influence
employee engagement. Employee engagement itself has positive
implications on employee retention, by reducing employee turnover
rates and the costs associated with recruitment and training.
Therefore, organizations need to pay attention to these factors to
improve employee engagement and increase employee retention.
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INTRODUCTION

Employee engagement has become one of the important things in
today's business world. In a highly competitive work environment,
organizations need employees who are engaged and highly dedicated to
their work. Employee engagement can affect employee performance,
company productivity, and customer satisfaction. Therefore, many
companies strive to improve employee engagement in their organization.
Low levels of employee engagement are still a problem faced by many
organizations. Studies show that only about 15% of employees
worldwide are fully engaged in their work. This indicates that
organizations need to understand the factors that influence employee
engagement and how to improve it to increase employee retention and
company performance. Therefore, this article will analyze the factors
that influence employee engagement and their implications on employee
retention. By understanding these factors, organizations can improve
employee engagement and reduce employee turnover rates, which can
negatively impact company performance and finances.

Employee engagement has become an increasingly important
issue in human resource management (HRM) in recent years. Employee
engagement can be defined as the level of employee attachment to their
work and the organization they work for. Engaged employees tend to
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have high motivation and dedication to their work and the organization
they work for. They feel a responsibility for the performance of the
organization and actively contribute to achieving business goals.
Several studies show that only about 15-20% of employees are fully
engaged in their work. Meanwhile, many employees feel less engaged,
unmotivated, and less dedicated to their work and the organization they
work for. This can have a negative impact on organizational
productivity, employee performance, and customer satisfaction. In
addition, disengaged employees tend to leave the organization more
frequently, increasing employee turnover rates and the associated costs
of recruitment and training. Therefore, many companies try to improve
employee engagement as part of their HRM strategy. However, efforts to
improve employee engagement often face different challenges and
complexities, especially in identifying the factors that influence
employee engagement itself. Therefore, this article will analyze the
factors that influence employee engagement and their implications on
employee retention. By understanding these factors, organizations can
take appropriate actions to improve employee engagement and retain
dedicated and high-performing employees.

Employee engagement has become a major concern for
practitioners and academics in the field of human resource
management. Many studies have shown that employee engagement
contributes positively to organizational performance, including
productivity, financial performance, customer satisfaction, and
employee retention (Macey & Schneider, 2008; Saks, 2006; Shuck &
Reio, 2014). On the other hand, low levels of employee engagement can
increase employee turnover rates and costs associated with recruitment
and training (Gallup, 2013). Therefore, improving employee engagement
has become a primary goal for many organizations. To improve
employee engagement, organizations need to understand the factors
that influence employees' attachment to their job and the organization
they work for. Literature studies show that there are several factors that
affect employee engagement, such as good leadership (Wang & Hsieh,
2013), a supportive work environment (Eisenberger et al., 2010),
organizational justice (Shuck & Reio, 2014), and career development
opportunities (Saks, 2006). In addition, demographic factors such as
age, gender, and education can also influence employee engagement
(Albrecht et al., 2015; Chiang & Jang, 2008).

Although there are many studies on the factors that influence
employee engagement, much is still unknown about the most important
factors and how organizations can optimize these factors to improve
employee engagement. Therefore, this article will adopt a literature
study approach to analyze the factors that influence employee
engagement and their implications for employee retention. By
understanding these factors, organizations can improve employee
engagement and retain dedicated and high-performing employees.
Previous research also shows that employee engagement can help
organizations retain high-performing employees and reduce employee
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turnover rates (Allen & Shanock, 2013; Bakker & Bal, 2010; Rich,
LePine, & Crawford, 2010). This is important because high employee
turnover rates can disrupt organizational productivity, increase training
and recruitment costs, and reduce service quality (Hom, Tsui, Wu, Lee,
& Zhang, 2009).

It is important for organizations to pay attention to these factors
in their efforts to increase employee engagement and retention. In this
article, we will adopt a literature review approach to analyze the factors
that affect employee engagement and their implications for employee
retention. Through this analysis, it is expected to reveal which factors
are most influential in increasing employee engagement and retention
in organizations. Although there are many factors that affect employee
engagement, the literature shows that leadership is one of the most
important factors (Wang & Hsieh, 2013). Good and effective leadership
can build trust and attachment between employees and the
organization, as well as motivate employees to achieve common goals.
Poor leadership, on the other hand, can cause employees to feel
unmotivated, unappreciated, or even unsafe in the workplace.
Demographic factors can also affect employee engagement. Studies
show that younger employees and those with higher education tend to
be more engaged in their work and the organization they work for
(Albrecht et al., 2015). Similarly, gender and work experience can also
affect employee engagement (Chiang & Jang, 2008).

The literature study conducted by Cropanzano and Mitchell
(2005) found that employee engagement is related to employees'
perceptions of fairness in the workplace. If employees feel that their
organization and leaders are fair in providing rewards and recognition,
they are more likely to feel committed to the organization and dedicated
to their work. Several studies show that a positive and supportive work
environment can increase employee engagement (Eisenberger et al.,
2010; Kim & Beehr, 2017). A positive work environment includes
aspects such as social support, order and cleanliness in the workplace,
and good and polite treatment from coworkers and supervisors. On the
other hand, a poor work environment can cause stress, fatigue, and
reluctance to work hard (Dysvik & Kuvaas, 2013). In order to increase
employee engagement, organizations also need to provide opportunities
for career development and training for their employees (Saks, 2006;
Shuck & Reio, 2014). Career development and training opportunities
can increase employees' attachment to the organization because they
feel valued and invested in the organization's future.

Efforts by organizations to increase employee engagement must
also consider cultural and contextual factors that influence employee
attachment. For example, cultural values and norms that differ in
various countries or organizations can influence employee engagement
(Gonzalez-Roma et al., 2017). Therefore, organizations must consider
these factors and develop appropriate strategies to increase employee
engagement and retention. Recent literature studies have explored the
factors that influence employee engagement and retention. However,

Tec Empresarial | Costa Rica, v. 17 | n. 2 | p. 345-355 | 2022

347




Analysis of Factors That Influence Employee Engagement and Its Implications on Employee Retention

there is still a lack of understanding about which factors are most
important and how organizations can optimize these factors to increase
employee engagement and retention. Therefore, further research is
needed to address these shortcomings. This article will provide an
important contribution to the understanding of the factors that
influence employee engagement and retention. We will adopt a literature
study approach and integrate the latest research findings to analyze the
factors that influence employee engagement and their implications on
employee retention. We will provide a more comprehensive
understanding of the most important factors in increasing employee
engagement and retention, as well as recommendations for practitioners
and academics in the field of human resource management. Therefore,
this article will be a valuable reference source for practitioners and
academics in the field of human resource management to understand
the factors that influence employee engagement and retention and how
organizations can optimize these factors to improve organizational
performance and retain high-performing employees.

The purpose of this research is to analyze the factors that
influence employee engagement and their implications on employee
retention. This study aims to provide a more comprehensive
understanding of the most influential factors in increasing employee
engagement and retention, as well as recommendations for practitioners
and academics in the field of human resource management.

METHOD

The method used in writing this scientific article is literature
study or literature review. The author conducted a search for references
from various sources relevant to the topic being discussed, such as
scientific journals, books, and official documents from relevant
organizations. The references found were then analyzed to identify the
factors that influence employee engagement and its implications for
employee retention. The process of analyzing references was done by
reading and understanding the contents of each reference used, then
identifying information relevant to the topic and purpose of writing. The
data found was then analyzed and synthesized to produce conclusions
and recommendations related to the topic being discussed. The
literature study method allows the author to present a comprehensive
view of the topic by utilizing data and findings from various previous
studies. However, this method also has its limitations, such as the
author's limited control over the quality and validity of the data used, as
well as limitations in obtaining new and current information. Therefore,
the author carried out strict selection in choosing the references used
and ensured that they came from reliable sources with good quality.

RESULTS AND DISCUSSION

This study's consideration of the elements affecting employee
engagement and its effects on staff retention is the end result. Employee
engagement, according to the literature, is a state in which workers feel
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emotionally, cognitively, and behaviorally linked to their jobs and the
companies they work for. Productivity, financial success, customer
happiness, and staff retention are all positively impacted by employee
engagement. The literature has identified a number of factors that affect
employee engagement, including effective leadership, a positive work
environment, organizational justice, opportunities for career
development, demographic factors, cultural and contextual
environments, and psychological factors like job satisfaction and
motivation.

According to the literature, strong leadership is the most crucial
element in raising employee engagement. Effective leadership can
inspire followers to work toward common objectives and foster a sense
of loyalty and trust among staff members and the business.
Additionally, a happy and encouraging workplace can boost employee
engagement. Social support, orderliness and cleanliness in the office,
and courteous behavior from superiors and coworkers are all
components of a great work environment. Along with these variables,
demographic variables like age, gender, and education can also have an
impact on employee engagement. According to studies, younger workers
and those with more education are generally more enthused about their
jobs and the companies they work for. Similar to that, employee
engagement can also be influenced by gender and work experience.

Employee engagement is influenced by contextual and cultural
factors as well. Employee participation, for instance, may vary
depending on the cultural values and conventions of the various
nations or enterprises. Organizations must take these variables into
account and create effective methods to increase employee engagement
and retention. The literature has also covered the consequences of
employee engagement for staff retention. Employee engagement,
according to research, can assist firms in retaining top performers and
lowering employee turnover rates. This is crucial because high employee
churn rates can harm organizational efficiency, raise costs associated
with training and recruiting, and result in lower service quality.

Organizations must pay attention to and maximize the aspects
that affect employee engagement if they want to increase it. As a result,
this article offers some suggestions for professionals and researchers in
the subject of human resource management, including enhancing
leadership and the workplace. Literature also demonstrates that
possibilities for career advancement and organizational equity are
crucial elements in elevating employee engagement. Fair rewards and
compensation, decent treatment from superiors, and just organizational
rules are all components of organizational justice. Employees will be
more dedicated and driven to their task if they believe their company is
fair. While this is going on, professional development opportunities can
strengthen employee loyalty to the company since they make them feel
important and invested in its future.

Additionally, research has shown that psychological elements like
motivation and job satisfaction can affect employee engagement.
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Employees with high motivation and job satisfaction are more likely to
feel a stronger sense of loyalty to the company and to work harder.
Organizations can use a number of ways to optimize the variables that
affect employee engagement. Organizations might, for instance,
enhance leadership by giving its superiors leadership training and
development. Organizations can also enhance the working environment
by making sure that the surroundings are safe and comfortable and by
promoting a positive workplace culture. Additionally, businesses can
provide employees with opportunities for career development and
training.

In addition to these tactics, firms should focus on how technology
may increase employee engagement. Technology can be leveraged, for
instance, through internal social platforms or employee apps, to
improve communication and employee engagement. Technology can
also help with career development and training for employees. Employee
engagement, according to literature research, is a state in which
workers feel emotionally, cognitively, and behaviorally linked to their
jobs and the companies they work for. Productivity, financial
performance, customer satisfaction, and staff retention are all aspects
of business performance that can benefit from increased employee
engagement. Leadership, work environment, organizational justice,
career development possibilities, demographic characteristics, cultural
and contextual surroundings, as well as psychological aspects like job
satisfaction and motivation, all have an impact on employee
engagement. Therefore, in an effort to increase employee engagement
and retention, organizations need to pay attention to these factors and
optimize them.

Employee involvement is not, however, a term that can be readily
measured. According to studies of the literature, many organizations
use employee surveys or pre-existing measurement tools to gauge
employee engagement. However, these measurements frequently fail to
generate accurate and trustworthy data and sometimes even generate
biased data. Organizations must therefore pay attention to the
techniques used to gauge employee engagement. Multidimensional
measurement and psychometric-based measurement are some
techniques that can be employed. Organizations can also leverage
technology, such as online survey platforms or other technology-based
tools, to make it easier to assess employee engagement. It should be
highlighted that elements like economic conditions and social-political
situations on the outside might also have an impact on employee
engagement. Organizations must therefore pay attention to these
external elements and modify their plans in light of the current
situation.

According to the findings of this study, employee engagement can
be defined as the state in which workers feel emotionally, intellectually,
and behaviorally linked to their jobs and the companies they work for.
Productivity, financial performance, customer satisfaction, and staff
retention are all aspects of business performance that can benefit from
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increased employee engagement. Leadership, work environment,
organizational justice, career development possibilities, demographic
characteristics, cultural and contextual surroundings, as well as
psychological aspects like job satisfaction and motivation, all have an
impact on employee engagement. Therefore, in an effort to increase
employee engagement and retention, organizations need to pay
attention to these factors and optimize them. Organizations can use
tactics including enhancing leadership and the workplace, providing
employees with opportunities for career advancement and training, and
paying attention to how technology might promote employee
engagement. Employee engagement, it should be emphasized, is not a
term that is simply measured, thus organizations need to be aware of
the techniques used to measure employee engagement. Additionally,
organizations must modify their plans in light of outside variables that
may have an impact on employee engagement.

Organizations should also take into account how employee
engagement affects employee retention. According to research, employee
engagement can assist firms in keeping on board top performers and
lowering turnover rates. Future studies can provide employee
engagement measurement techniques that are more accurate and
dependable, and that generate data that is unbiased and objective.
Additionally, research can be done to determine the elements that affect
employee engagement that are unique to particular sectors of the
economy or geographical areas. The essay concludes with advice for
practitioners and researchers in the field of human resource
management as well as a more thorough understanding of the most
important aspects in enhancing employee engagement and employee
retention.

The factors influencing employee engagement have been
repeatedly recognized in the literature on human resource management,
according on analysis of the research findings and use of prior
references. For instance, affection, cognition, and behavior were shown
to be the three key characteristics of employee involvement in a study
by Kahn (1990). This study demonstrates that workers tend to be more
interested and effective at work when they experience favorable
conditions across all three aspects. Numerous other studies have
demonstrated that strong leadership is the most crucial element in
raising employee engagement. According to a Saks (2006) study,
transformational leadership can boost employee engagement by
involving them in decision-making and giving them individualized
attention.

According to additional research, an encouraging and supportive
work atmosphere can also boost employee engagement. Employees who
feel that their workplace is helpful and offers enough resources, such
training and career development, tend to be more interested in their
work and the organization where they work, according to a study by
Harter et al. The research has also recognized organizational fairness
and career development opportunities as crucial elements in boosting
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employee engagement. According to a study by Meyer and Allen (1997),
workers who believe that their company offers fair rewards and
remuneration as well as good career development chances are more
dedicated and motivated in their work. Many earlier studies have also
backed up the effects of employee engagement on employee retention.
For instance, a study by Rich et al. (2010) demonstrates how employee
engagement can assist businesses in keeping on board top performers
and lowering staff turnover rates.

Despite the fact that the literature has consistently identified the
characteristics that affect employee engagement, it is important to keep
in mind that these factors may change depending on the organizational
setting. As a result, firms must conduct sound internal and external
evaluations to ascertain the variables that will have the most impact on
increasing employee engagement and retention in their particular
setting. The characteristics that affect employee engagement have
repeatedly been discovered in the literature, according to an analysis of
the research findings utilizing prior references. Previous research has
shown that factors that can increase employee engagement include
good and effective leadership, a positive work environment,
organizational justice, career development opportunities, demographic
factors, cultural and contextual environments, and psychological
factors like job satisfaction and motivation.

Technology can be utilized to improve employee engagement, as
shown by the analysis of the research findings utilizing prior studies.
According to a number of studies, technology may be utilized to improve
communication and employee engagement as well as give people access
to training and career development opportunities. For instance, a
research by Gao and Chen (2015) demonstrates how firms can boost
employee engagement by using technology, such as social media and
cloud-based platforms. The literature has also noted that it is difficult
for firms to measure employee engagement. Employee engagement is
frequently assessed by firms using employee surveys or pre-existing
measuring frameworks. However, these measurements frequently fail to
yield accurate and trustworthy data or even biased data. Organizations
should therefore be aware of the techniques used to gauge employee
engagement and think about creating new, more accurate techniques.
In order to increase employee engagement and retention, firms must
take into account external influences, according to the analysis of the
research findings. Economic conditions and social-political dynamics
are some examples of external influences that can impact employee
engagement. Organizations must therefore pay attention to these
outside forces and modify their plans as necessary.

A system that is more accurate and dependable for evaluating
employee engagement can be created through additional study, as well
as one that can generate data that is neutral and objective. Additionally,
research can be done to determine the elements that specifically
influence employee engagement in particular industries or geographical
areas. The examination of the research findings utilizing earlier sources
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demonstrates, in conclusion, that the human resource management
literature consistently identifies the characteristics that influence
employee engagement. These elements include management, the
workplace, organizational justice, opportunities for career advancement,
demographic elements, cultural and contextual contexts, as well as
psychological elements like job satisfaction and motivation. In order to
increase employee engagement and retention, it is crucial for firms to
focus on external issues. They should also think about creating more
accurate and trustworthy measuring techniques. It should be
recognized, nonetheless, that employee engagement benefits not only
organizations but also specific employees. Studies in the literature
suggest that employee engagement can improve health, psychological
well-being, and job satisfaction.

Organizations should take into account aspects that affect
employee engagement from several angles, such as gender, age, and
cultural background. According to several studies, these elements may
have an impact on an employee's level of engagement and should be
taken into account when developing methods to increase retention and
engagement. Through the creation of successful employee retention
programs, organizations must also focus on the significance of keeping
on board top performers. Effective employee retention initiatives can aid
firms in keeping high-performing individuals and boosting employee
engagement, according to literature research. Offering competitive pay
and incentives, clear career development options, and a supportive
workplace culture are among tactics that can be used to create
employee retention programs. Employee engagement is a key element in
enhancing organizational performance and keeping high-performing
individuals, according to the analysis of the research findings using
prior studies. Leadership, work environment, organizational justice,
career development possibilities, demographic characteristics, cultural
and contextual contexts, as well as psychological aspects like job
satisfaction and motivation, all have an impact on employee
engagement. Additionally, it is critical for businesses to consider
developing more accurate and trustworthy measurement techniques as
well as paying attention to external factors in their efforts to increase
employee engagement and retention.

CONCLUSION

Employee engagement is a key element in enhancing
organizational performance and keeping high-performing personnel,
according to examination of research findings and prior literature.
Leadership, work environment, organizational justice, career
development possibilities, demographic characteristics, cultural and
contextual surroundings, as well as psychological aspects like job
satisfaction and motivation, are all factors that affect employee
engagement. Organizations need to think about successful employee
retention program development techniques, like providing competitive
pay and incentives, clear career development options, and a nice work
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environment, in order to promote employee engagement and retention.
In an effort to increase employee engagement and retention, firms also
need to consider establishing more valid and reliable measuring tools.
These external elements include sociopolitical and economic conditions.
It should be mentioned that employee involvement benefits both the
organization and specific employees in addition to the whole. Employee
engagement can enhance psychological well-being, physical health, and
job satisfaction. Organizations must therefore focus on the significance
of developing programs that effectively retain high-performing
personnel. More research is needed to develop more accurate and
reliable employee engagement measurement techniques as well as to
pinpoint the variables that particularly affect employee engagement in
particular industries or geographical areas. Additionally, research can
be done to better understand the connection between employee
engagement, organizational performance, and personal well-being.
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