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Abstract: Employee engagement is a popular concept that has become one of the top issues of modern management. 

Employee engagement is about employees' motivation, positive attitudes (towards job and organisation) and behaviours 

leading to improved business outcomes and organisational success. Since high engagement brings significant benefits 

to organizations (such as higher productivity, better performance, increased employee loyalty, increased job satisfaction 

level, increased profitability, lower absenteeism, lower turnover, etc.), organizations are making considerable efforts to 
create a supportive environment for employees. Important determinants of employee engagement include giving 

frequent feedback and recognition, career development/ advancement opportunities, challenging assignments, 

autonomy, workplace wellbeing, considerate treatment of employees, etc. In the context of the above mentioned, the 

aim of this study is to assess the level of employee engagement and to examine the impact of selected factors on the 

level of employee engagement in Slovak retail organisations (by correlation analysis). For analysis purposes, four 
aspects of engagement and four determinants of engagement were selected and assessed. 
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1. Introduction 

Nowadays, employee engagement and loyalty are more essential than ever before to an organization's success and 

competitive advantage. A huge interest in this agenda is due to fact that engaged employees are more likely to perform 

better and improve organizational success. Engagement is wrongly confused with terms employee motivation, job 

satisfaction, involvement, commitment or empowerment. Employee engagement is a combination of feelings, attitudes 

and behaviours of employee towards his/her job and organisation. However, employee engagement is an internal state 
of being and attitude to work and organization which reflects in the additional effort an employee to go the extra mile 

i.e. on a voluntary basis to do more than is required. 

2. Definition of employee engagement  

The main problem lies in the fact that there is no universally applicable definition. Emma Bridger (2015) points 

to this fact and claims that there is an absence of a single, universally accepted definition of employee engagement. 

Author states that engagement is a term used in the following ways:  

• it refers to a psychological state (e.g. involvement, commitment, attachment or mood);  

• it refers to a performance construct (effort or observable behaviour);  

• it refers to a disposition (e.g. positive affect);  

• it is a combination of above mentioned (Bridger, 2015).   

Employee engagement is defined by Schaufeli et al. (2002) as “a positive, fulfilling work-related state of mind 

that is characterised by vigour (i.e. high levels of energy and mental resilience, willingness to invest effort in one's work 

and persistence even in the face of difficulties), dedication (i.e. a sense of significance, enthusiasm, inspiration, pride 

and challenge) and absorption (i.e. being fully concentrated and deeply engrossed in one's work)”. Kahn (1990) in his 
pioneering study “Psychological conditions of personal engagement and disengagement at work” defines personal 

engagement as “the simultaneous employment and expression of a person's “preferred self” in task behaviours that 

promote connections to work and to others, personal presence (physical, cognitive, and emotional), and active, full role 

performances”.   

Alfes at al. (2010, in Bridger, 2015, p. 5) define employee engagement as “being positively present during the 
performance of work by willingly contributing intellectual effort, experiencing positive emotions and meaningful 

connection to others”. According Mercer (2007, in Robertson-Smith & Markwick, p. 12) employee engagement is „a 

state of mind in which employees feel a vested interest in the company’s success and are both willing and motivated to 

perform to levels that exceed the stated job requirements. It is the result of how employees feel about the work 

experience – the organisation, its leaders, the work and the work environment.”  

2.1 Characteristics of engaged employees 

American Psychologist and Professor William Kahn (1990) defines engaged employee as an employee who 

(during role performances) is concerned with his/her work: (1) physically conative (he/she devotes all his/her energy to 

work, he/she remains at work until he completes all his/her tasks; for his/her employer he/she is able to go very far); 

(2) cognitively (focus on heavy performance at work, respectively devotes all his/her attention to his/her work); (3) 
emotionally (emotional interconnection with his/her work, enthusiasm for work). Moreover, he/she works beyond 

his/her duties, he/she takes new tasks on his/her own initiative, and he/she strongly cares about the success of the 

company he/she works for. 

Richman (2006) characterizes the engaged employee as follows: 

• is vital, energized, and work hard to help the company succeed;  

• uses his/her skills, experience and abilities to satisfy customers; 

• works for the firm because he/she wants to; 

• sees his/her role as following through to make sure that problems he/she identifies get solved;  

• is action-oriented and knows acceptable level of risk;  

• believes he/she has a stake in the company;  
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• exerts extra effort to do whatever it takes to make and keep the company successful, and accepts the company’s 

culture. 

Based on the abovementioned characteristics we can say that typical behaviour of engaged employee involves: 

• positive attitude towards organisation and pride in work in it;   

• willingness to ‘go the extra mile’ and to do more than is required; 

• dedication to work;  

• keeping up to date with developments in the field. 

2.2 Drivers of employee engagement  

Institute for employment studies (IES) points out that many aspects of working life are strongly correlated with 

engagement levels. According the IES the strongest drivers of employee engagement are: 

• involvement in decision making; 

• the extent to which employees feel able to voice their ideas, and managers listen to these views, and value 

employees’ contributions; 

• the opportunities employees have to develop their jobs; 

• the extent to which the organisation is concerned for employees’ health and wellbeing. 

Management Study Guide present the following broad drivers of employee engagement: 

• Work/job role – employee perception and understanding of link between his/her role and the larger 

organization goal, that provides an intrinsic motivation and increased engagement.  

• Work environment and organization culture - an employee is engaged and motivated to stretch beyond the call 
of duty if he/she finds the work environment enabling and supportive and if he/she identifies with the culture 

of the organization. 

• Rewards and recognition - rewards and recognition programs enhances motivation and leads to engagement. 

• Learning and training opportunities - skill and knowledge enhancement is also important for the employees' 

engagement. 

• Performance management - an effective performance management system and correct goal setting and clear 

goal articulation contributes positively to employee engagement.  

• Leadership - employee's satisfaction with his/her “boss” is another important factor. In connection with 

leadership, it is important to add that that young workforce “looks for autonomy in decision making, increased 

responsibility and accountabilities.”  

• Other contributing factors to employee engagement – include clear and open communication; quality of 

interaction with peers; collaboration; organization policy; organization performance. 

More complex view on employee engagement factors provide Crawford et al. (2014) based on the Kahn's theory. 
Authors identified three primary psychological key drivers of employee engagement which are internally divided into 

other factors. They are: 

1. Psychological meaningfulness: it refers to the “sense of receiving a return on investment of the self in work 

role performances”. This driver includes: job challenge (high workload), autonomy (i.e. freedom 
independence), job variety, feedback, compatibility between individual and work environment, opportunities 

for development, rewards and recognition    

2. Psychological safety: this can be described as “the sense of being able to invest oneself without fear of negative 

consequences, expands their considerations of factors beyond the specific job itself to the organisational system 

in which the employee work.” This key driver includes: social support, transformational leadership, leader-
member exchange, workplace climate, organisational justice (perception about the fairness of outcome 

distribution), and job security.   

3. Psychological availability: is defined as “the sense that one is ready to personally engage at a particular 

moment, looks inward from the organizational or job to peoples' experiences of themselves within these 

systems.” This involves: role overload, work-role conflict, family-work conflict, resource inadequacies, time 

urgency, off-work recovery, dispositions, and personal resources.   
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Based on the above we can conclude that the basis for building and increasing employee engagement is to create 

conditions and environment in which employees offer more of their capability and potential by:  

• showing them that they are valued,  

• giving them autonomy and responsibility,  

• providing them the opportunities for development,  

• rewarding them for a job well done,  

• providing them clear and open communication and regular feedback,  

• providing them the job security,  

• taking care of their health and wellbeing.  

3. Data and Methodology 

The primary data were collected through survey in the form of questionnaires. The survey covers different aspects 
and factors of employee engagement. Data obtained were evaluated by methods of descriptive and inductive statistics 

using a statistical program Statistica 12 CZ. 

This paper aims to analyse the employee engagement and its determinants in Slovak retail organizations. Our 

analysis was focused on:     

• items/questions aimed at measuring the level of employee engagement (E1 – E4), 

• items/questions focusing on examining engagement determinants (D1 – D4).  

The following questionnaire questions/items were included in our analysis: 

• I feel pride in working for the organization (E1). 

• I often work beyond my job duties (doing more than required) (E2). 

• I am dedicated to my work (E3). 

• I feel strong personal attachment to my organization and I do not even think of changing my job (E4). 

• At work my views and opinions seem to count and I can express my opinions without fear (D1). 

• My job and assigned tasks allows me to use my skills and abilities (D2). 

• My organisation provides me opportunities for training and development (D3). 

• I receive regular recognition and praise on my performance at work (from my superior) (D4). 

Research sample consists of 100 employees working in different retail organizations in Slovakia. In addition to 

the identification/classification items all questions were closed. On a five-point Likert scale (from 1 - strongly agree to 

5 - strongly disagree) respondents indicated the level of agreement or disagreement with the statements. When testing 

hypotheses correlation analysis (detecting statistical relationship between two variables) has been used.  

The study tested following (null) hypotheses:  

1. There is no significant relationship between the opportunity to present own views and opinions (without fear) 

and employee engagement. 

2. There is no significant relationship between challenging assignments (enabling to use employee's skills and 

abilities) and employee engagement.  

3. There is no significant relationship between providing opportunities for training and development by the 
organisation and employee engagement.  

4. There is no significant relationship between receiving regular recognition and praise on performance and 

employee engagement.  

4. Results and discussion 

Charles Rogel states that “measuring employee engagement is tricky” and “when conducting an organization-

wide employee engagement survey, it’s critical to use the right questions to accurately assess an employee’s emotions 

regarding their job”. In our study we determined the impact of the selected four (organisational/environmental) factors 

(D1 – D4) on the level of employee engagement that was measured through four questions, that represents aspects of 

engagement (E1 – E4).    

http://www.decision-wise.com/employee-engagement-survey/
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The first hypothesis investigated the relationship between the opportunity to present own views and opinions 

without fear (D1) and employee engagement. The correlation at 0.05 (two-tailed) for n = 100 between the factor (D1) 

and the individual aspects of the engagement range from 0.1715 to 0.4117 that represents low positive correlation. The 
strongest positive linear association is between the variable D1 and E4 (feeling of strong personal attachment to my 

organization).  

The second hypothesis investigated the correlation between challenging assignments enabling employees to use 

their skills and abilities (D2) and employee engagement. Correlation coefficient (5 % critical value) between the factor 

(D2) and the individual aspects of the engagement range from 0.2389 to 0.3676 that represents low positive correlation. 

The strongest positive correlation is between the variable D2 and E4.  

The third hypothesis investigated the relationship between opportunities for training and development provided 

by organisation (D3) and individual aspects of employee engagement. According to the results there is moderate 

positive correlation between variables since correlation coefficient between the factor (D3) and the individual aspects 

of the engagement range from 0.3098 to 0.4165. The strongest positive correlation was measured between the variable 

D3 and E1 (feeling proud of working in the organization). 

The last objective was to assess the association between receiving regular recognition and praise on work 

performance (D4) and aspects of employee engagement. The correlation coefficient (significant at α=0.05 level) 

between the factor (D4) and the individual aspects of the engagement range from 0.0789 to 0.3740 that represents low 

positive correlation. The strongest correlation was measured between the variable D4 and E1. 

The study tested four hypotheses concerning the relationship between selected organisational factors and the level 

of employee engagement. All four (null) hypotheses were rejected, because there was identified a positive correlation 

between variables, although the calculated correlation points to the weak relationship between the variables. According 

to the study findings the organisational factors such as freedom to present views and opinions (D1), the use of skills 

and talent of employee while carrying out the work (D2), opportunities for training and development provided by 
organisation (D3) and providing formal pay as compensation by the organisation and informal appreciation given by 

the supervisors (D4) have an influence on individual employee engagement.  

5. Conclusions 

The aim of this article was to provide some insight on employee engagement and describe the impact of selected 

organisational factors (settings) on the level of employee engagement. The results of correlation analysis revealed a 

positive correlation between variables. From examined determinants the factor “opportunities for training and 

development provided by organisation” has the strongest impact on the level of engagement of employees working in 

retail sector. One of the limits of our research is a relatively small research sample.  
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