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ABSTRACT: This research explains the effect of human resource management practices (HRM) 

on employees’ engagement in the Egyptian context. Egyptian organizations need to have more 

attention to the importance of employee’s engagement that plays a major role in enhancing 

organizations’ sustainability, profitability and developing of their employees. The objective of this 

study is to develop a more in-depth understanding of the concepts of organizations’ practices and 

its impact on employees’ engagement. The contribution of this thesis it is one of the few studies 

that examine this relationship. This study is a quantitative in nature, using a sample of 226 

managers, through using survey questionnaire as a tool to collect their perceptions and opinion. 

The findings showed that there was a strong positive relationship between HRM and engagement. 

Since HRM practices selection and hiring, job design additionally reward and payment were 

empirically found to have a dynamic role in the improvement of employees’ engagement in most 

of its dimensions. 
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INTRODUCTION 

The core of organization’s success is its employees as they are the assets that cannot be replicated 

or could be substituted (Zayas-Ortiz et al., 2015). Their integrated skills, knowledge, expertise and 

well-trained staff connected to create what indicates the company and differentiate it from others. 

Also business world is more challenging than before and in order for an organization to survive it 

needs to remain steady and maintain its competitive edge to do so it has to face difficulties to keep 

with the pace of changing surroundings and enhance their performance (Stephens and Russell, 

2004; Boonstra, 2004). 

 

Many companies realized that employees are organizations best assets that they can compete with 

internal and external organizations in their sectors (Bailey et al., 2016). In today's business world, 

employees’ requirements go beyond the basic salary, which has shifted the focus of employers to 

understand the true essence of the employee engagement practices. Employees, in the present 

context, expect to be engaged in the organizational working, that is, their role should contribute 

and affect the business in a greater sense (Deeb et al., 2019).  

Researches in the area of employee engagement since the 1960’s have been concentrating on the 

antecedents and consequences of employee engagement. Saks (2006) suggests that one way in 

which employees responds to their organization’s support is through their levels of engagement. 
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Researchers argued about the motives that can make an employee engaged, and how this will have 

an effect on the organization overall performance and profitability (Rashid et al, 2011; Welch, 

2011).  

 

The employees’ first dimension is the cognitive engagement; i.e. to fully concentrate on delivering 

one’s mission as expected, and the second is the emotional engagement; indicating to the how the 

employees feels towards the company and its management (Purcell, 2010). Lastly the Behavioral 

engagement; it refers to the actual presentation of the other two dimensions (Shuck and Reio, 

2014). 

Thus, another important factor that organizations are taking care of and affecting employees’ 

engagement as discussed before is the human resource management practices (Lee and Bruvold, 

2003; Vance, 2006; Albdour and Altarawneh, 2012; Dajani, 2015; Gamil, 2016). In this research 

study these practices contain five main activities which are recruiting and selection processes for 

employing new staff. Training and development to develop employees’ skills and knowledge 

(Cheng and Ho, 2001; Karia and Asaari, 2006). Job design that forms how to utilize employees’ 

in their jobs (Rathnaweera, 2010; Gamil, 2016). Job security that assure employees not being afraid 

of losing their jobs in the future (Van Zyl et al., 2013). Last but not least organizations cannot 

maintain institutional performance without providing rewards and payments to their employees 

based on their efficient and effective work (Barrick et al., 2015). 

 

Research Questions  
 

What is the effect of the HRM practices on employees’ engagement dimensions? 

  

Structure of this paper  

 

First this paper begins with the introduction and research background, and then it moves to state 

and explain the research question. Second reviews the literature and the research model. It will 

also examine the concepts of HRM practices, Engagement. Third provides the research questions 

and hypotheses which will be tested and followed by the research methodology and target 

population i.e. sample size, sampling technique, procedures and data analysis methods. Fourth 

explores the data collected from the survey, and provides a thorough analysis of the information 

gathered. Then it moves on to discuss the main findings of this research. Fifth discusses how the 

research questions have been answered. Finally it provides conclusions, contributions, 

recommendations and suggestions for future studies. 

 

LITERATURE/THEORETICAL UNDERPINNING 

 

An Overview of Human Resource Management 
 
Since last 80s, scientists have been discussing the expanding role of human resource management 

and whether it impacts achieving the organization’s goals and strategy (Caliskan, 2010). Later 
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studies in the 90s examined the new theme of HRM and to what extent it can benefit the 

organization (Harris and Tregidga, 2012). SHRM focuses on the overall HR strategies adopted by 

business units and companies and tries to measure their impacts on performance (e.g. Dyer 1984; 

Delery and Doty 1996).  Much of the ‘big push’ in the recognition of the field of HRM came  from 

landmark works in the 1980s which sought to take a strategic perspective, arguing  that general 

managers, and not simply HRM specialists, should be deeply concerned with  HRM and alert to 

its competitive possibilities (e.g. Beer et al. 1984). The area now has  major texts reviewing a 

research domain in which HRM bridges out to theory and  research in strategic management as 

well as industrial relations and organizational  behavior (e.g. Boxall and Purcell 2003; Paauwe 

2004).  

 

For organizations to keep steady and maintain its competitive edge, it should be equipped with 

knowledge and well-trained staff. Business world is more challenging than before and in order for 

an organization to survive, it has to face the difficulties by preparing and equipping the staff with 

the required knowledge to keep with the pace of changing surroundings and enhance the 

organizational performance (Stephens and Russell, 2004; Boonstra., 2004). Other drivers towards 

employees’ engagement include the Human Resource Practices applied in the company. These 

practices include recruiting and selection procedures for hiring new staff, training and development 

to enhance employees’ skills, abilities and knowledge, job design that shapes how to utilize 

employees’ in their jobs (Rathnaweera, 2010) and job security where employees do not have the 

continuous fear for the loss of their job (Van Zyl et al., 2013). 

In light of this, the SHRM function may involve a variety of practices and activities; key among 

them as indicated by  (Francis, 2014; Allui and Sahni, 2016) are recruitment and selection, The 

overall purpose of recruitment is to obtain at minimum cost the quality of employees required to 

satisfy the strategic needs of the organization, whereas selection implies judging applicants on a 

variety of criteria, ranging from the objective and measurable ones (e.g. years of experience) to 

the subjective and personal ones (e.g. leadership potential).  

Training and career development, They are the formal activities undertaken by the company to 

assist employees acquire the knowledge, skills, abilities and experience needed to perform current 

or future jobs. Performance appraisal, it is the process of judging how well employees perform 

their tasks compared to a set of placed standards. Compensation and benefits, they are the 

cumulative monetary and non-monetary rewards paid to employees in return for their efforts. 

Given the lack of integration across the various HRM activities, early attempts concentrated on 

linking each functional area to the organization’s strategy independently from other activities.  

 

Human Resource Practices 

 

Past researches such as (Ashill and Rod, 2011; Yeh, 2013; Presbitero, 2017) stated that employee 

engagement, particularly for service organizations, is more critical as the level of engagement 

highly depends on the job-related factors such as human resource management (HRM) practices. 

Furthermore, Chen (2017) noted that the different HRM practices may have different impact on 

employee behavior, so it is important to develop effective HRM practices rather a bundle of HRM 

practices to give a comprehensive knowledge of good practices to HRM practitioners. In addition, 
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Arrowsmith and Parker (2013) concluded that HRM practices and employee engagement link is 

still unclear and there is a need for further research in HRM field.    

 

Actually, when a well-trained employee leaves the firm, he or she creates a vacuum, so that it loses 

indispensable skills, knowledge and business relationships (Latha, 2017), in addition to the 

financial cost that is buried in line items like temporary recruitment, selection and training (Holtom 

et al., 2008). Especially, that good employees have more external employment offers compared to 

average ones, and hence they are more likely to quit. High rates of voluntary turnover of such 

employees are often harmful or disruptive to the organization’s performance. The problem is 

further compounded by the fact that most companies, particularly large entities, seem to reward 

and satisfy new hires more than their current loyal employees (Hemalatha and Savarimuthu, 2013).        

Excellence in performance, operations and customer relations are all essential to ensure that 

organizations are on the right path towards success; though, none would be possible without 

training employees (Lee and Bruvold, 2003). Training and development involve three key 

activities: training, education, and development (Rathnaweera, 2010). The researcher specified 

that organizations that provide training and employees’ development make a noticeable investment 

in employees. Amongst its positive consequences, such efforts exerted in training would 

improvement the practicability and attainability for the individual employee (Bashir and Long, 

2015). Developing an organization’s workforce is essential and vital to maintain and develop both 

the employer and employee competences (Lee and Bruvold, 2003). 

 

According to Dhar (2015) training and development programs can be seen from three different 

perceptions, i.e. personal benefits, job-related benefits, and career benefits. The researcher 

discussed that Personal benefits are the advantages that the attending employee expects to 

accomplish in terms of improving his job performance, develop his network, and achieve personal 

growth and development. Furthermore; Job related benefits, on the other side, are the benefits that 

lead to developing the work relationships among colleagues, supervisors and that break the daily 

routine. As for career benefits, the researcher showed that they are ones that result from the 

employee’s participation in training programs as it assists the employees to attain their career 

objectives and follow future endeavors that help them to further maintain and develop their careers.  

 

According to Rathnaweera (2010) job design is an HRM practice that contains diversity, 

flexibility, accountability, and the use of formal teams. Marescaux et al. (2013) discussed that job 

designed in a manner where employees have pleasure, flexibility, and opportunity to perform and 

contribute in addition to autonomy, increase employees’ engagement. It is also recommended that 

job design has a positive relation with numerous employees’ related factors such as retention, 

loyalty as well as commitment to their organizations (Rathnaweera, 2010). All would be related 

eventually to the overall performance of the organization. 

   

Adam Grant (2007) reviews evidence that makes a strong case for “relational job design” that 

enables people to express their prosocial motives by making “positive difference” in other people’s 

lives. Learning in the form of training and gained knowledge, while development in the form of 

career path and growth were also identified as possible antecedents to engagement. Harter et al. 

(2003) stated that for employees to be engaged that must see opportunities to learn and grow. 
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Similarly Fleming and Asplund (2007) stressed that employees must feel that they have the 

opportunity to grow, develop, and learn.  

   

According to Van Zyl et al. (2013) job insecurity is defined as the anticipations an employee has 

regarding the continuity of the job. It is perceived as a threat to the employees since it presents a 

sense of instability and uncertainty inside the workers causing stressful life for them (Stander and 

Rothmann, 2010). Van Zyl et al. (2013) pointed that job insecurity is an individual phenomenon 

as it is grounded on the worker's insights and readings of the direct work settings.  

 

This denotes that feelings of job insecurity, besides reaction to the perceived job risks, may vary 

from one employee to another even if they were exposed to the same situations. Yet, employees 

with job insecurity will eventually be unsatisfied (Shuck and Herd, 2012)  Several studies have 

discussed the consequence of such perceptions by stating that two dimensions may lead to a sense 

of job insecurity, namely the perceived likelihood of being unemployed and the perceived severity 

of the consequences of job loss (Van Zyl et al, 2013).  As a result of their negative feelings, 

employees with a sense of insecurity would lead to financial costs resulting from undesirability of 

performing and absenteeism (Stander and Rothmann, 2010). Saridakis et al. (2013) confirmed that 

employees who are satisfied with their works are likely to show more positive feelings, beliefs and 

actions towards their jobs, and be more committed to the organization than those who are lacking 

satisfaction. Furthermore high turnover rates affect organizational profits and create a disruption 

in operations, as leaders must recruit, select, and train employees to fill vacant positions (DiPietro 

& Bufquin, 2018).    

 

According to Barrick (2015) discussion concerns the reward and compensation, he stated that 

formal performance appraisals and merit-based compensation provide clarity and increase 

consistency regarding performance expectations the firm has for its employees (Batt and Colvin, 

2011). Pay equity and job security are HRM inducements and investments that signal to employees 

that the firm is committed to them, values their well-being and stability, and is investing in their 

long-term career development (Shaw, Delery, Jenkins, and Gupta, 1998). Crawford et al. (2014) 

argues that although it appears that in most situations, rewards and recognition are beneficial for 

engagement, he recommends more study under which it can be detrimental to recognition and 

reward. However, training, empowerment and reward are three important HR practices which 

largely contribute towards quality performance and high levels of productivity in organizations 

(Deepak et al., 2003; Boselie et al., 2005; Combs et al., 2006; Takeuchi et al., 2007; Tang and 

Tang, 2012; Karatepe, 2013). 

 

Human Resource Practices effect on Employees’ Engagement  

 

Vance (2006) argued that organizations can increase employee engagement “by selecting the 

candidates who are best suited to the job and the organization’s culture”. Further employees are 

considered as an important source of competitive advantage on which organizations should give 

more focus in order to compete in the market with others. Organizations superior performance will 

depend on the degree that these important and inimitable employees not only adequately perform 

their required job but exert efforts that are beyond necessities (Lee and Kim, 2010).  High 

performance HRM practices will communicate employees about the humanistic values. It will 
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convey that the organization cares about their happiness and is ready to trust them. Therefore, 

organizations by adopting high performance HRM practices will be able to achieve competitive 

advantage through discretionary behaviors those are not included in the job description but lead to 

organizational effectiveness if performed by the employees (Dash and Pradhan, 2014).  

Also Alfes et al. (2013) showed a positive association between perceived HRM practices and 

employee engagement in two independent samples. Contemporary HRM research and practice 

recognizes that high caliber job applicants are increasingly looking for job roles that include 

opportunities for challenge, growth and engagement (Collings and Mellahi, 2009; Harter and 

Blacksmith, 2010).  Therefore, to attract and retain high caliber, high achieving, productive, 

committed and “engaged” employees, organizations need to provide working contexts that provide 

a good “fit” between the role expectations of prospective employees and their subsequent working 

environment (Herriot, 2002; Morgeson and Dierdorff, 2011). 

 

An Overview of Employees’ Engagement 

 

Many companies realized that employees are organizations best assets that they can compete with 

internal and external organizations in their sectors (Bailey et al., 2017). In today's business world, 

employees’ requirements go beyond the basic salary, which has shifted the focus of employers to 

understand the true essence of the employee engagement practices.  

The first engagement conceptualizing was realized by Kahn (1990) as "the harnessing of 

institutional members' selves to their job role. In the engagement, people employ and express 

themselves physically, cognitively and emotionally during role performance. Also based on 

Kahn’s definition (1990, cited in Albdour and Altarawneh, 2012) who described it as a complete 

dedication by employees to their work. Jung and Yoon (2016) have claimed that engagement is a 

constructive, satisfying, job-related mood that is categorized by dynamism, devotion, and 

absorption; concluding that engaged employees’ are not only happier but also spend remarkably 

more time at their work. This is consistent with Marescaux et al. (2013) who confirmed that 

personalized employment preparations agreed and took place between employees’ and 

organizations produce personal initiative and work engagement. Succeeding Khan’s work, Saks 

(2006) added that engaged employees are those who feel obligated to perform in a certain way 

towards their organization because of its support, which motivates them to enhance their 

performance.   

Kahn (1990) study determines three psychological engagement conditions needed for people to be 

correctly engaged, and whose absence influenced the personally disengage namely: 

Meaningfulness are related work elements that can encourage or not encourage engagement in the 

workplace. It is the return on investment that one’s feel in the role performance (Kahn, 1990). 

Safety which is associated with social elements, including manager style, organizational norms 

that affect personal engagement or disengagement. The employee can show self-fear of negative 

consequences (Kahn, 1990). Availability is a sense of possession of different resources; the 

physical, emotional and psychological required for role performance (Kahn, 1990). 
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Employees’ Engagement Dimensions 

 

Ashforth and Humphrey (1995, cited in Rich et al., 2010) basically indicated that engagement 

involves actively using the “hands, head, and heart” for a full performance at work. This was 

highlighted in the same definition by Kahn (1990, cited in Albdour and Altarawneh, 2012) 

expressed for Employee Engagement, presenting three dimensions of what the staff would be eager 

to be fully devoted to their organizations. These were physical, cognitive, and emotional types of 

investment of oneself. Though Valentin et al. (2015) outlined the dimensions of employees’ 

engagement as a “determined manner and stimulated state of mind towards work role effort”; the 

positively related results of such state would have an internal influence on employees and an 

external impact on the organization.  

The definition itself emphases on the perception of employees’ engagement as a state of mind, and 

on a set of behavioral actions. Luthans and Peterson (2002) contended that the main dimensions 

of the organizational behavior and psychological engagement are the cognitive and emotional 

engagement. Moreover Employee engagement is defined as the cognitive, emotional, and 

behavioral energy an employee directs toward positive organizational outcomes (Shuck and 

Wollard, 2010). Research has suggested that engaged employees are more likely to be productive 

(Saks, 2006), remain with their current employer (Harter,Schmidt, and Hayes, 2002; Saks, 2006; 

Shuck, Reio, andRocco, 2011), and interact positively with customers (Chalofsky, 2010).   

 

Kahn (1990) proposed that levels of cognitive engagement originate from an employee’s appraisal 

of whether their work is meaningful, safe (physically, emotionally, and psychologically), and if 

they have sufficient levels of resources to complete their work. This interpretation of the work 

environment is used to determine the overall significance of a situation and serves as the catalyst 

toward the intention to engage. Research literature suggests that this psychological interpretation 

of work reflects a level of engagement, or movement, toward their work (Brown and Leigh, 1996), 

paralleling the broadening of resources as proposed by Fredrickson (1998, 2001); those who 

believe their work matters embrace and engage (Kahn, 2010).  On the other side, employees who 

experience negative work circumstances (i.e., a negative workplace climate) develop a downward 

spiral of emotions resulting in a narrowing of resources that end in feelings of loneliness, 

ostracism, and burnout (Fredrickson and Joiner, 2002; Maslach et al., 2001).  

Cognitive engagement revolves around how employees appraise their workplace climate, as well 

as the tasks they are involved in. As an employee makes an appraisal, they determine levels of 

positive or negative affect, which in turn influences behavior as demonstrated in previous studies 

(e.g., Nimon, Zigarmi, Houson, Witt, and Diehl, 2011). Besides; a cognitively engaged employee 

is someone totally concentrated on his/her mission and delivering his/her tasks as expected if not 

better (Purcell, 2010). It is related to the beliefs that employees have about their organizations, 

management and working environment (Kular et al., 2008). Luthans and Peterson (2002) pointed 

that such employees would be so fascinated by their work. Purcell (2010) determined that this type 

of engagement by indicating that individuals who are cognitively engaged would even be directed 

to the means through which their own performance, as well as that of the organization, could be 

boosted.   
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Emotional engagement, on the other side, is a worker’s positive feelings and affective association 

to his/her employing organization (Purcell, 2010). It is associated to the feelings that affect 

employees’ attitude, whether negative or positive, to the firm and its leaders (Kular et al., 2008). 

Employees’ positive emotional experiences in their organizations, as well as their relations with 

others, would form meaningful connections with the company (Luthans and Peterson, 2002). A 

research study managed by Boyd (2009) revealed that gender plays a role in the development of 

emotional engagement of employees. It was found that males show greater levels of engagement 

when the company’s performance and goals are completely established as well as when they are 

delivered with guidelines through the long term strategies. Females’ emotional engagement level, 

alternatively, was related to what support their daily working activities such flexibility to 

communicate with their family and the balancing between their work and family (Boyd, 2009). 

Accordingly, these feelings of positive emotion momentarily broaden an employee’s available 

resources and enhance critical and creative thinking processes often displayed during moments of 

engagement. During the emotional engagement process, feelings and beliefs an employee holds 

influence and direct outward energies toward task completion (Rich et al., 2010).    

 

Furthermore behavioral aspect is another part of employees’ engagement (Kular et al., 2008). 

Behavioral engagement stated as the physical display of the other two dimensions namely, 

cognitive and emotional engagement (Shuck and Reio, 2014). According to the Shuck and Reio 

(2014) behavioral engagement can be explained as an increased level of effort exerted by 

employees. It is also the augmentation of an employee’s existing resources that are obviously 

presented (Rich et al., 2010). The previous authors also specified that employees who are engaged 

behaviorally would drive themselves over others’ expectations for the sake of their organizations. 

Kuler et al. (2008) indicated that such employees are “willing to go the extra mile.”  

As a final focal point, behavioral engagement is the most overt form of the employee engagement 

process. It is often what we can see someone do. Understood as the physical manifestation of the 

cognitive and emotional engagement combination, behavioral engagement can be understood as 

increased levels of effort directed toward organizational goals (Macey and Schneider, 2008; Shuck 

and Wollard, 2010). Put another way, behavioral engagement is the broadening of an employee’s 

available resources displayed overtly. From this context, employee effort in the context of 

engagement is linked to increased individual effort.      

The Importance of Employees’ Engagement to employees 

 

Organizational leaders view employee engagement as creating employee satisfaction to increase 

productivity (Ismail, Iqbal & Nasr, 2019). Employee engagement provide a path for an 

organization to strive to gain competitive advantage over their competitors (Smith and Bititci, 

2017), hence becoming a key conduit for organizational performance. For example, a systematic 

review by Bailey, Madden, Alfes and Fletcher (2017) on the concept of employee engagement 

from the (1990-2013), revealed that the fourty-two studies that examined performance outcomes 

(that is, organizational or team performance and individual performance) and employee 

engagement found a positive relationship between them.  

 

According to Khalid et al. (2015), contemporary organizations rely on their employees for long-

term success, thus managers have recognized the value of involving all stakeholders, employees 
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in the organization’s short and long-term strategies. Khalid et. al., (2015) argue that employees in 

general prefer working for organizations that engage them in the business decision making process. 

This is in keeping with growing interest in Employee Engagement (EE) in recent years. According 

to Albrecht et al. (2015), EE has become instrumental in organizational life to the extent of 

predicting organizational success, employee outcomes, and stakeholder returns with its foundation 

anchored in building sound employee relations.   

 

Highly engaged employees’ exhibit traits that enhance performance as well as improves the 

general atmosphere of the work environment. Engaged employees also learn to strive for 

excellence, increase the variety of skills and talents used at work to meet job requirements, 

motivated to seek feedback from their colleagues and superiors with the utmost view of performing 

better, which consequently leads to high psychological and financial rewards such as promotion, 

salary and a positive self-esteem (Bakker and Bal, 2010; Lu et al., 2014). Interest in the concept 

of engagement has caught the attention of many organizations in the global business environment, 

with employers and policy formulators determined to look out for new ways of influencing high 

levels of employee performance through engagement (Bailey et al., 2017).  

Last important note by Glavas and Kelly (2014) who pointed that it is very critical to recognize 

employees’ perceptions about their organizations’ practices because it will in return reflect on their 

attitudes and behaviors at work along with their performance. While compensation for 

performance through salaries is a well-known and preferred model in many organizations, other 

motivating approaches could be essential along with having an effective tactic for attracting 

employees to have a positive perception of the company and become more engaged and committed 

to driving sustainable business success (Barrick et al., 2015). One of these motivating factors was 

discussed to be the organization’s engagement in corporate social responsibilities’ activities 

(Albdour and Altarawneh, 2012) and the organization’s human resource practices undertaken 

towards employees (Barrick et al., 2015).  

 

METHODOLOGY 

 

Based on the previous literature, the researcher formulated the following research 

hypothesis: 

 

 Hypothesis 1: HRM practices are significantly and positively influencing the cognitive 

engagement  

  

 Hypothesis 2: HRM practices are significantly and positively influencing the emotional 

engagement  

 

 Hypothesis 3: HRM practices are significantly and positively influencing the behavioral 

engagement  
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3.2 The research study Conceptual Model  
 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1 Conceptual Model - The impact of organizations’ practices on employees’ engagement. 

 

Data Collection Instrument and Source 

 

The human resource management practices sources were derived from the work of the following 

researchers Lee and Bruvold (2003); Vance (2006); Stander and Rothmann (2010); Albdour and 

Altarawneh (2012); Dajani (2015); Barrick et al. (2015). 

The Employees’ engagement dimensions sources were derived from the work of the following 

researchers Rich et al. (2010); Shuck and Reio (2014). 

 

Target Population and Sampling Methods 
 

Consequently, The targeted population in this study presents all the managers who are occupying 

jobs in the field of academic, operations, sales, marketing, finance, accounting, engineering, 

management, physician, pharmacist and human resource management and working in the Egyptian 

organizations’ inside the Egyptian market. In the choice of non-probability sampling technique, a 

core characteristic of non-probability sampling techniques is that samples are selected based on 

the subjective judgment of the researcher, rather than random selection. The non-probability 

convenience sampling technique is where you collect data from sources that are convenient or easy 

for us to contact. The most convenient source used was managers that are working in private and 

public Egyptian organizations, in addition to; using the self-selection techniques in distributing an 

online google forms survey for participants to fill in online. With regard to the sample size, the 

targeted sample size is 300 subjects who participated in the study. The survey has been mainly 

(HRM) 

- Selection and Hiring 

- Training & Development 

- Job Design 

- Job security 

- Reward & Payment 

 

 

Behavioral 

Engagement 

Emotional 

Engagement 
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Engagement 

(Employees’ Engagement) 

 

 

 

H1 

31.8% 

H2 

44.3% 

H3 
23.3% 
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administered to employees; their input to the survey is assumed to be based on their perceptions 

and involvement in this study. Out of the 300 targeted managers only 226 have participated, 74 

participant surveys were eliminated because they were incomplete or didn’t reply back. The valid 

response rate was; therefore, 75.3%. 

 

Procedures 
 

Using the self-selection techniques the survey was distributed with the help of “Google Forms”, 

which is available online. This facilitated sending out the survey to the chosen respondents. Within 

“Google Forms”, collection and display of data is feasible. Furthermore for participants who faced 

difficulties in accessing the online survey, we distrusted it by printing it out, delivered it hand to 

hand to them to answer and send it back to us.  The data collected from the surveys were analyzed 

with the help of an IBM software tool SPSS version 25, since with “Google Forms” data can be 

exported to “Microsoft Excel” and later imported in the SPSS software. 

 

Data Analysis Methods 

 

To ensure reliability, Cronbach’s alpha will be used to test the internal consistency of each of the 

survey subscales, and each exhibited acceptable internal consistency. Followed by Pearson 

correlation of the variables to determine the direction and the strength of the relationship between 

the constructs and regression analysis to predict the change in the relationship between the 

variables. 

 

RESULTS/FINDINGS 
 

The Cronbach alfa 
 

Variables Cronbach's Alpha No. of Items 

Selecting and Hiring 0.872 5 

Training and Development 0.880 4 

Job Design 0.783 4 

Job Security 0.734 4 

Reward and Payment 0.861 4 

Employee’ Cognitive Engagement 0.842 5 

Employee’ Emotional Engagement 0.914 5 

Employee’ Behavioral Engagement 0.924 5 

Table 1 Cronbach’s Alpha Source: Spss Data Based 
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The Cronbach alfa results all the variables are accepted with alfa more than (0.7) this has been 

accepted in all the tested variables. Therefore, it’s confirmed that our questionnaire scale has an 

internal consistency and is reliable to start with the analyses of the data. 

 

Correlation Analysis 

Concern (HRM) construct, the first variable is (SH) it was found out that the relationship between 

(SH and EE) were the highest (r= 0.506) which is a moderate to high positive relationship, on the 

other side the relationship between (SH and BE) were the lowest (r= 0.381) which is a moderate 

positive relationship. The second variable was found out that the relationship between (TD and 

EE) were the highest (r= 0.517) which is a moderate to high positive relationship, on the other side 

the relationship between (TD and BE) were the lowest (r= 0.341) which is a moderate positive 

relationship. The third variable is (JD) it was found out that the relationship between (JD and EE) 

were the highest (r= 0.628) which is a moderate to high positive relationship, on the other side the 

relationship between (JD and BE) were the lowest (r= 0.461) which is a moderate positive 

relationship.  

 

The forth variable is (JS) it was found out that the relationship between (JS and EE) were the 

highest (r= 0.492) which is a moderate to high positive relationship, on the other side the 

relationship between (JS and BE) were the lowest (r= 0.378) which is a moderate positive 

relationship.  The fifth variable is (RP) it was found out that the relationship between (RP and EE) 

were the highest (r= 0.532) which is a moderate to high positive relationship, on the other side the 

relationship between (RP and BE) were the lowest (r= 0.314) which is a moderate positive 

relationship.  

 

Regression Analysis 

 
 Hypothesis 1: HRM practices are significantly and positively influencing the cognitive 

engagement (RQ2) (H4>>ACCEPTED). 

 

The results of the first test indicated that there is a positive relationship with (R=0. 564) and the 

independent variables can predict the change in the dependent variable by around (R2=31.8%). 

This result from the Anova table was also presented to be statistically significant at (p-value 

=0.001), which is less than (0.05) so we reject null hypothesis H0 and accept the H4 and this 

indicating that this regression result is statistically significant in this study. For the HRM practices, 

not all of the tested constructs were able to contribute to the change in (CE). As shown above (SH, 

JD) had a significant impact on (CE) as its (p-value was equal to 0.003) which is less than (0.05) 

with (beta=0.240).   

 

 Hypothesis 5: HRM practices are significantly and positively influencing the emotional 

engagement (RQ2) (H5>>ACCEPTED). 

 

The results of the tested variables indicated that there is a positive relationship with (R=0. 666) 

and the independent variables can predict the change in the dependent variable by around 
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(R2=44.3%). This result from the Anova table was also presented to be statistically significant at 

(p-value =0.001), which is less than (0.05) so we reject null hypothesis H0 and accept the H5 and 

this indicating that this regression result is statistically significant in this study. The HRM practices 

(JD) had significant impact on (EE) as its (p-value is equal to 0.001) which is less than (0.05) with 

(beta=0.381) also (RP) had significant impact on (EE) as its (p-value is equal to 0.026) which is 

less than (0.05) with (beta=0.162). 

 

 Hypothesis 6: HRM practices are significantly and positively influencing the behavioral 

engagement (RQ2) (H6>>ACCEPTED). 

 

The results of the final test outcome showed that there is a positive relationship with (R=0. 483) 

and the independent variables can predict the change in the dependent variable by around 

(R2=23.3%). This result from the Anova table was also presented to be statistically significant at 

(p-value =0.001), which is less than (0.05) so we reject null hypothesis H0 and accept the H6 and 

this indicating that this regression result is statistically significant in this study. For the HRM 

practices, not all of the tested constructs were able to contribute to the change in (BE). As shown 

above only (JD) had a significant impact on (BE) as its (p-value was equal to 0.001) which is less 

than (0.05) with (beta=0.310).  

 

DISCUSSION   
 

When analyzing in our study findings the correlation between (HRM) practices and engagement 

(CE, EE, BE) constructs, (JD) had the highest relationship were with (EE) and (RP) was the lowest 

with (BE) of (r= 0.314). For the (SH) the highest relationship were with (EE) and the lowest were 

with (BE). For the (TD) the highest relationship with the engagement were with (EE), the least 

were with (BE). For the (JD) the least was with (BE). The (JS) the highest relationship with the 

engagement were with (EE), the least were with (BE). Lastly the (RP) the highest relationship with 

the engagement were with (EE). All the presented results are in line with what Vance (2006) 

discussed that the management of human resource practices must include employing the correct 

person in the right place. Further Harter et al. (2003); Fleming and Asplund (2007) stressed that 

employees must feel that they have the opportunity to grow, develop, and learn.  Gamil (2016) 

results indicated that (TD) correlated positively with all employees’ engagements dimensions, 

namely cognitive engagement, emotional engagement and behavioral engagement. Though these 

results were stronger, they are harmonizing Albdour and Altarawneh (2012) findings where (TD) 

had a positive correlation with employees engagement.  

 

The regression analysis of Dajani (2015) looked into the impact of (SH), among other constructs, 

under the variable practices and procedures, and found that it can produce a significant prediction 

of (12%) of the change in engagement. Gamil (2016) concluded that selecting and hiring had no 

significant contribution to the change explained on cognitive, emotional and behavioral 

engagement. In different means, our research indicated that (SH) was only significant with (CE). 

This agreed with Dajani (2015) findings and with Vance (2006) who argued that organizations can 

increase employee engagement “by selecting the candidates who are best suited to the job and the 

organization’s culture”.  
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As well as, when looking at the regression test where the impact of training and development, 

among other constructs, which was investigated on engagement, Albdour and Altarawneh (2012) 

research indicated that the (TD) was able to significantly influence employees’ job engagement. 

Dajani (2015) also found that (TD) practice was a predictive variable of employee engagement but 

with the least impact among the researcher’s other tested variables.  This contradicts the results of 

our research findings where (TD) had no significant contribution to any of the engagement’s 

dimensions. Similarly, Gamil (2016) had the same findings. 

 

Barrick et al. (2015) argued that applying certain human resource management practices, such (JD) 

and (JS), would enhance employees’ engagement. The authors’ investigations’ outcomes 

demonstrate that (JD) characteristics had a positive contribution to the change in level of the 

employees’ engagement. This is in the same view of Herriot (2002); Morgeson and Dierdorff 

(2011) that stated in order to attract and retain high caliber, high achieving, productive, committed 

and “engaged” employees, and organizations need to provide working contexts that provide a good 

“fit” between the role expectations of prospective employees and their subsequent working 

environment. Gamil (2016) research also concluded that there was a strong correlation between all 

engagement dimensions, i.e. cognitive, emotional and behavioral engagement. Our results as stated 

before are in similarity with that of the authors’ as we found that (JD) correlated with all (CE), 

(EE) and (BE).  Bakker et al., (2007); Idris and Dollard, (2011); Bailey et al. (2017) showed in 

their research findings that there is a positive association between aspects of job design and 

engagement.   

 

Job design is also presenting a very important variable in our research study that lead to (CE) its 

contribution is perceived higher in (EE). Yet the behavioral engagement was lowest. On the same 

manner Gamil (2016) research findings were same with our results that the higher contribution 

was with (EE) and the least was the (BE). Barrick et al. (2015) also examined the impact of other 

HRM practices such job design among others and found that they collectively positively impact 

engagement with correlation. Finally Rathnaweera (2010) and Marescaux et al. (2013) supported 

our findings and discussed that taking care of job designed in a manner where employees have 

pleasure, flexibility, and opportunity to perform and contribute in addition to autonomy, increase 

employees’ engagement. 

 

Our findings postulate that job security has a significant positive correlation with all engagement 

constructs. An important remark that in our results in the regression analyses the (JS), (TD) were 

insignificant with all employees’ engagement constructs but (RP) were only significant with (EE) 

variable. Several empirical studies (Strazdins et al., 2004; Ugwu and Okojie, 2016; Chen, 2017) 

found that employees who have poor feelings of job security may have poor psychological 

conditions which, in turn, give employees in stress and burnout which is opposite of engagement. 

 

Next when examining the effect of human resource practices on different types of engagement 

among employees, only Selecting and hiring variable and Job design variable affected the 

Cognitive engagement others were insignificant with cognitive engagement. This can be in the 

same thoughts of (Vance, 2006; Rathnaweera, 2010) they stated that management of human 

resource practices in mainly includes employing the correct person in the right place, i.e. 
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“Employee skills and organizational structure” that would in return contribute to higher 

productivity. Additionally the research of Gamil (2016) discovered that selecting and hiring, 

training and development, had no significant impact on cognitive, emotional or behavioral 

engagements. For training and development variable such a results, contradicts that of Dajani 

(2015) and of Albdour and Altarawneh (2012).  

 

Next our study results that (RP) were found significant with (EE) this was in line with the same 

results as Barrick et al (2015), in addition to; the only practice of the human resource management 

that was found significantly impacting all engagement dimensions is job design variable which 

also affected cognitive, emotional and behavioral engagement. Job design had the highest impact 

on emotional than cognitive and behavioral engagement. Our findings fully agreed with Bakker et 

al. (2007); Idris and Dollard (2011); Bailey et al. (2017) their studies examined per their review 

showed an association between aspects of job design and engagement. In Gamil (2016) results 

were different that only job design and job security were found significantly impacting these 

dimensions with this latter being the strongest contributor to the change in each dimension were 

job design had an effect on all engagement dimensions. 

 

Job security with training and development had no contributing and were insignificance with the 

3 constructs cognitive engagement, emotional engagement and behavioral engagement. To 

conclude our results partially agreed with both researchers such as Barrick et al. (2015) and Gamil 

(2016) as they found out that there is a significant impact of both job design and job security on 

engagement dimensions. Our results agree with researchers as Turker (2009); Glavas and Piderit 

(2009); Lin, Lyau, Tsai, Chen, and Chiu (2010); Glavas (2012); Mirvis  (2012); Glavas and Kelly  

(2014) that CSR plays a major role for employees’ engagement and there is a relationship between 

them also as CSR is used todays as an “instrument” through which companies attract, recruit 

competent and talented employees, in addition to; retain and engage employees. Our research 

findings also agree with Sparrow and Balain (2010); Ashill and Rod (2011); Truss et al. (2013); 

Alfes et al. (2013); Yeh (2013); Guest (2014); Sparrow (2014); Presbitero (2017) they proposed 

that employee engagement relationship with HRM finally provide the key to understanding how 

effective HRM practice can lead to higher individual and organizational performance.    

 

Implication to Research and Practice 

 

Although some human resource management practices were not seen influential in this study, it is 

still recommended that the organizations in question have proper selection and recruitment 

policies, in order to pick organization’s “fit employees” who would have similar values with the 

organization. Adam Grant (2007) reviews evidence that makes a strong case for “relational job 

design” that enables people to express their prosocial motives by making “positive difference” in 

other people’s lives. Learning in the form of training and gained knowledge, while development 

in the form of career path and growth were also identified as possible antecedents to engagement. 

In the same thoughts as past researcher Harter et al. (2003) stated that for employees to be engaged 

that must see opportunities to learn and grow.  
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Since selection and hiring, job design additionally the reward and payment were empirically found 

to have a dynamic role in the improvement of employees engagement in most of its dimensions, 

Egyptian organizations have to establish a fair selection and hiring base on employees 

competencies also a well-planned, studied and creative job description and job specification to suit 

employees skills and abilities, stimulate employees’ sense of responsibility and enhance their 

creative thinking  further more they should concentrate on the design of the job to contain  

diversity, flexibility, accountability, and the use of formal teams. It is the management main task 

to thoroughly plan for any work needing to be accomplished by employees. A proper job plan 

could be designed through job rotation, job enlargement and job enrichment. Once this is 

accomplished, employees’ productivity should be enhanced, and in return they become even more 

encouraged to sustain the good efforts. Similarly Fleming and Asplund (2007) stressed that 

employees must feel that they have the opportunity to grow, develop, and learn.    

 

Additionally the reward and payment was empirically found to have a dynamic role in the 

improvement of employees’ emotional engagement. Therefore management should implement a 

continuous praising and assurance that employees’ efforts and services are needed and that they 

are the key to their success. Similarly a motivational tone set in the working environment and 

management displayed appreciation and gratitude for the values added by employees would 

enhance their sense of security and make them strive to make the company continuously thrive. 

Motivation tone could be by simple gestures such as a “thank you,” notes sent to employees’ email 

or left on their desks, last but not least the importance of suitable and competitive reward and 

payment which will provide clarity and increase consistency also will signals to employees that 

the firm is committed to them, values their well-being and stability, and is investing in their long-

term career development. 

Managers working in the Egyptian companies need to concentrate a lot on the problem of when a 

well-trained employee leaves the firm, he or she creates a vacuum, so that it loses indispensable 

skills, knowledge and business relationships (Latha, 2017), in addition to the financial cost that is 

buried in line items like temporary recruitment, selection and training (Holtom et al., 2008). 

Especially, that good employees have more external employment offers compared to average ones, 

and hence they are more likely to quit. High rates of voluntary turnover of such employees are 

often harmful or disruptive to the organization’s performance. The problem is further compounded 

by the fact that most companies, particularly large entities, seem to reward and satisfy new hires 

more than their current loyal employees (Hemalatha and Savarimuthu, 2013). 

 

The current research is one of the few studies to empirically examine employees’ engagement 

antecedents and consequences for managers working in the Egyptian organizations in addition to 

studying the relationship between HRM and engagement. The majority of previous studies, no to 

say all, have always considered these constructs separately. Likewise, the study investigated these 

antecedents impact on the three acknowledged dimensions of engagement rather that examining 

the impact on the overall employees’ engagement. Concentrating on each engagement type 

separately provided valuable knowledge regarding key factors contributing to enriching each 

construct.   
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CONCLUSION AND LIMITATIONS 

  

There were not enough previous researches or studies conducted in terms of CSR dimensions 

towards engagement dimensions. The same is applicable for the HR practices towards engagement 

dimensions and especially in the Egyptian context. There were not enough previous researches or 

studies conducted in terms of the relationship between employees’ engagement and its effect on 

employees’ commitment and especially in the Egyptian context, most studies explored the opposite 

direction of the relationship. Human resource practices were measured using only five types of 

practices. The study depended just on a quantitative method to collect data and studying these 

phenomena. 

The non-probability sampling technique with the convenience and self-selection sampling which 

is used to gather the sample of the employees working in the Egyptian context cannot be 

generalized, in the future we should consider larger sample size and different sampling technique. 

This study is cross sectional study due to the tight time to finish this thesis, the main suggestions 

in the future research to conduct longitudinal study. The results were based on individual 

perceptions and opinions, although the results were tested for the internal consistency of answers, 

the outcomes reflected individual perceptions and opinions. The researcher must trust that the 

answers were disclosed honestly (Spicer and Sadler-Smith, 2005).  

 

Future Research       

  

This research looked at five human resource practices; additional practices could be included such 

as work safety to see their influence on engagement. The research covered only the managers 

working in Egyptian organizations, it is advised to include other companies and organizations to 

cover the entire industry, which will increase the sample size and help in developing a comparison 

between the sectors. Furthermore a comparison between industry players could be positioned as 

well in the future.  A future research could cover other industries’ employees, specifically to 

service providers’ employees.   Engagement is advised to be measured and tested over a longer 

period of time through a longitudinal research timeframe to detect changes in employees’ 

perspectives about these concepts.  This research data was collected through quantitative approach. 

Hence, a further research could be supported through a qualitative methodology for the top 

management, and then compare the results with those of employees.   
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