
[image: ]

EXPLORING EMPLOYEE ENGAGEMENT IN TWO PUBLIC ORGANIZATIONS IN THE UAE

Presented to
The Academic Faculty

By

Nada AlMehrzi (1047826)

Christopher Dixon, PhD, Supervisor
Mathew Webb, External Committee Member

A Dissertation Presented in Partial Fulfillment of the Requirements for the Degree of Doctor of Business Administration

Abu Dhabi University
College of Business

Abu Dhabi, UAE
June 13, 2017




[bookmark: _Toc478593076][bookmark: _Toc485153208]Abstract
Employee engagement is a journey of continuous practices that lead to organization success. The concept of employee engagement has gained prominence in organizations as it is associated with commitment and performance. It influences the workers’ motivation towards fulfilling their roles and pursuing organizational goals. Continuous changes in the organization can be considered as a dominant characteristic of the public sector environment in the UAE.  Such as environment can lead to negative attitudes among employees, difficulties in measuring achievements, and divergent motivators that make it more challenging to attain high levels of employee engagement.  That challenge can leverage the level of disengagement as organizational changes occur in terms of the benefits employees obtain.  This study establishes how public sector workers in the United Arabs Emirates define employee engagement and the factors that influence their engagement in the sector. The study seeks to close the gap in literature as there is little in research with regard to employee engagement in the country’s public sector. Qualitative study adopted to provide the insights needed to understand a phenomenon. A sample of 24 managers and employees from the public sector was selected for the study. Data was collected through interviews and coded manually as well as using Nvivo 11 program. Member checking and triangulation aided in enhancing the validity of the collected data and the study findings. The collected data was analyzed thematically to ascertain the ubiquitous patterns and themes based on Kahn (1990) theory. The findings indicated that there are differences in the manner in which managers and their employee define employee engagement. Employees associate the concept with aspects of the working environment such as workplace happiness, motivation, and job satisfaction while managers link it with employees’ positive attitudes towards their roles and organization’s performance. The factors that predominantly influence employee engagement in the public sector are leadership, organizational culture, perceived organization support, motivation, as well as teamwork. The study findings showed that all managers are emotionally engaged compared to their employees who exhibit gender differences in relation to their type of engagement. Female employees in the public sector demonstrate higher levels of emotional and cognitive engagement compared to their male colleagues. Organizations in the country can use the study findings to identify the areas that require an improvement in engagement levels among their employees. They can use the insights from the study to identify the means of harmonizing the differences in the managerial and subordinate perspectives in relation to engagement to create a work environment that meets the needs of each particular group. 
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UAE  				United Arab Emirates
EE				Employee engagement
POS				Perceived organizational support
SET				Social exchange theory
SME				Small and medium sized enterprise
T				Teamwork
L				Leadership
OC				Organizational culture
M				Motivation
GCC				Gulf cooperation council
HR				Human resources
CSR				Corporate social responsibility
MBI – GS 			Maslach burnout inventory general form
AWLS 			Areas of work-life scale
MPS 				Managerial process scale
R				Respondent 
[bookmark: _Toc477283341][bookmark: _Toc478593078][bookmark: _Toc485153210]IRB				Institutional review board

AHP				Analytic hierarchy process 








[bookmark: _Toc478593079][bookmark: _Toc485153211]DEDICATION
This dissertation is dedicated to the spirit of my mother, my family and friends who have supported me throughout the DBA journey and kept encouraging me.  Also, especial thanks dedicated to my manager and my interviewees who have kept praying, supporting, and enthusiastically follow my progress through the years, all of that motivate me to continue this journey successfully.

[bookmark: _Toc478593080][bookmark: _Toc485153212]ACKNOWLEDGEMENTS
Praise be to Allah, the Most Glorious, the most merciful, those blessing help me during DBA journey.

Firstly, I would like to express my sincere gratitude to my advisor Prof. Christopher Dixon for the sophisticated advisor-student relation, as well as his continuous and treasurable support through my DBA journey, for his tolerance, motivation, and massive knowledge and wisdom. His guidance assisted me in all the time of research and writing of this thesis. I could not have imagined having a better advisor for my DBA study. Dr. Dixon thank you for keeping me happy and fully engaged and motivated.

In addition, I would like to show appreciation for the rest of my thesis committee: Prof. Mathew Webb for his intuitive comments and encouragement which helped me to conduct this research.

My sincere thanks also goes to Prof. Sanjay Kumar Singh for sharing his pearls of wisdom with me during the publication process and provided me with precious support, but also for the hard question which incented me to widen my research from various perspectives.

Finally, to the many I have not named - thank you all. 


Nada Al Mehrzi


Table of Contents
 CHAPTER ONE: INTRODUCTION 

1.0 Background to the Issue	11
1.1 The Research Problem	14
1.2 Research Aims and Objectives	16
1.3 Research Questions	17
1.4 Research Methodology	18
1.5 Research Significance	18
1.6 Limitations	19
1.7 Definition of Terms	19
1.8 Organization of the Study	20

CHAPTER TWO: LITERATURE REVIEW

2.0 Introduction	21
2.1 Barriers to Employee Engagement	21
2.2 Previous Research	23
2.3 Contributors to Employee Engagement	28
	2.3.1Organizational Culture and Employee Engagement	32
	2.4.2Leadership and Employee Engagement	35
	2.3.3Teamwork and Employee Engagement	37
	2.3.4 Perceived Organizational Support (POS) and Employee Engagement	38


CHAPTER THREE: RESEARCH METHODOLOGY

3.0 Introduction	41
3.1 Research Questions and Research Objectives	42
	3.1.1Research Questions	42
	3.1.3 Research Objectives	43
3.2 Research Philosophy	43
	3.2.1Qualitative versus Quantitative Methods	46
	3.2.2 Research Approach	49
    3.2.3 Research Strategy	50
3.4Data Selection	53
	3.4.1Sample	53
3.5 Data Collection	57
	3.5.1Research Validity and Procedures	57
(i)	Research Validity	57
(ii)	Research instrument	59
(iii)	The Research Interview Procedures	60
(iv)	Research Organization Technique	62
3.6 Data Analysis	63
3.7 Ethical Considerations	63

CHAPTER FOUR: FINDINGS IN THE CONTEXT OF RESEARCH AIMS AND OBJECTIVES

4.1Introduction	65
4.2. Research Analysis Process	66
4.3. Defining Employee Engagement from the Perceptions of UAE Employees	67
	4.3.1 Employee Engagement	68
	4.3. 2. Disengaged Employee	69
	4.3. 2. Differences in the Perceptions of the Managers and the Employees on Employee
	Engagement	71
4.4. Evaluating the Driving Factors Demonstrating the Engagement Levels	76
	4.4.1. Driving Factors for Employee Engagement in the UAE	76
	4.4.2. Strategies Undertaken to Retain Employee Engagement	85
4.5. Assessing the impact of demographic factors on employee engagement	86
	4.5.1. Impact of Gender Differences on Employee Engagement	87
	4.5.2. Impact of Age Differences on Employee Engagement	92
	4.5.3. Impact of Participants’ Experience on Employee Engagement	94
4.6. Conclusion	97

CHAPTER FIVE: DISCUSSION OF RESULTS

5.0 Introduction	98
5.1 Presentation of Findings	98
	5.1.2Question 2: What Drives Employees to Demonstrate Different Levels of Engagement?	101
(v)	Leadership	102
(vi)	Organizational Culture	103
(vii)	Perceived Organizational Support	104
(viii)	Employee Motivation	105
(ix)	Teamwork	107
	5.1.3Question 3: What is the Difference in Engagement Levels between Males and Females?	108
5.3 Summary of the Results	111

CHAPTER SIX: IMPLICATIONS, LIMITATIONS, AND SUGGESTIONS FOR FUTURE RESEARCH

6.0   Significance of the Study	112
6.1 Applications to Professional Practice	113
6.2  Implications of the Study	115
6.3 Action Recommendations	116
6.4 Limitations of the Study	118
6.5 Recommendations for Further Research	118

CHAPTER SEVEN:CONCLUSION

7.0 Introduction	120
7.1Definition of Employee Engagement in the UAE’s Public Sector	122
7.2 Factors Influencing Different Levels of Employee Engagement in the UAE’s Public Sector	124
	7.2.1 Framework	126
7.3 Gender Differences in Employee Engagement	127

Bibliography	129
Appendices	149



List of Figures


Figure 1:    Employee's Perception on their Disengagement	70
Figure 2:     Managers' Perception about Disengagement	73
Figure 3:    Gender of the Respondents	87
Figure 4:     Employees Engagement Based on Gender	89
Figure 5:      Employees Engagement Based on Gender in Organization A	90
Figure 6:     Employees Engagement Based on Gender in Organization B	90
Figure 7:     Managers' Engagement Based on Gender	91
Figure 8:    Summary of Employee Engagement Based on Gender	92
Figure 9:     Age of the Respondents	93
Figure 10:     Employee Engagement Based on Age	94
Figure 11:     Employee Engagement Based on Experience	95
Figure 12:    Female Employee Engagement based on Experience	96
Figure 13:     Male Employee Engagement based on Experience	97
Figure 14:     Framework of Employee Engagement in Public Sector Organizations……..	127


List of Tables
Table 1:      Variation in the Manager’s and Employees’ perceptions on Engaged     
                     and Disengaged	72
Table 2:      L-Shape Matrix for variables and type of EE	81

List of Appendices

Appendix A Questionnaire	150
Appendix B Informed Consent	152
Appendix C Letter from ADU	153
Appendix D Scales for Literature Map	154
Appendix E Transcript Sample	158
Appendix F Nvivo Results for Important Constructs for EE	159
Appendix G IRB Permission to Conduct the Study	163






















[bookmark: _Toc485153214][bookmark: _Toc335315442][bookmark: _Toc299563848][bookmark: _Toc478593081][bookmark: _Toc335315443]CHAPTER ONE
[bookmark: _Toc482865879][bookmark: _Toc482868489][bookmark: _Toc485153215]INTRODUCTION
[bookmark: _Toc478593082]
[bookmark: _Toc485153216]1.0	 Background to the Issue

Goffman (1961) investigated how the degree of employees’ attachment to their jobs varies. Subsequently, in further developing Goffman’s notion, Kahn found that employee engagement is a force that both motivates employees and connects them with their organization, emotionally, cognitively, or physically (Kahn, 1990; Wellins and Concelman, 2005). Consequently, employee engagement is a crucial positive phenomenon in employee and organizational success (Gruman and Saks, 2011; Macey and Schneider, 2008; Saks, 2006; Shuck, 2011). To date, several conflicting conceptualizations of employee engagement have arisen from the practitioner and academic communities (Shuck et al., 2011). The most common philosophy used to investigate them is social exchange theory: this contends that social behavior is the outcome of an exchange, the purpose of which is to maximize benefits and reduce expenses (Saks, 2006). A review of the literature also identifies gaps and issues yet to be investigated, suggesting where the focus of further inquiry should be. Employee engagement is influenced by different variables, such as job resources (Bakker et al., 2008; Mauno et al., 2007; Mendes and Stander, 2011), culture (Bhuvanaiah and Raya, 2014; He et al., 2014; Suharti and Suliyanto, 2012), perceived organizational support (POS) (Alvi et al., 2014; Pati and Kumar, 2010; Saks, 2006), leadership (Kular et al., 2008; Seijts and Crim, 2006; Zhu et al., 2009), job demands (Hicks et al., 2014), rewards (Soemaryani and Rakhmadini, 2013), and teamwork (Al Mehrzi and Singh, 2016; Anitha, 2014). The first four of these variables are the most researched predictors of employee engagement, though others, such as job demands (Mauno et al., 2007), rewards (Biswas and Bhatnagar, 2013), and teamwork (Brunetto et al., 2013), are also frequently studied.

Understanding of employee needs has not been fully explored (Brad et al., 2011). Despite the aforementioned research, there remains a lack of theory and practical insights regarding the factors predicting employee engagement (Saks, 2006; Shuck, 2011). Employee engagement can be considered an essential factor as regards ability at work (Brunetto et al., 2012). Prior research has found that individuals seek more meaning in their day-to-day work than in their personal lives (Mishra et al., 2014; Ugwu et al., 2014). Therefore, managers should strive to make work meaningful, for example by ascertaining any difficulties that employees face and endeavoring to resolve them (Biswas et al., 2013). In addition, employees should be provided with clear guidance and direction, ensuring they are empowered and feel that their contributions are valued and relevant to their organization’s success (Robbins and Judge, 2012). Studies have shown that effective leaders can positively impact employees’ perceptions of their jobs and, thereby, boost retention (Macphee and Suryaprakash, 2012). Conversely, while employees initially have high levels of engagement when they enter an organization, this level tends to drop five years after initial entry (Mishra et al., 2014). Jackson and Schuler (1983) and Hawkins et al. (2012) showed that burnout after four or five years may reduce the likelihood of employees having an emotional bond with their organization and increase their turnover intention (Detached, 2005). Relatedly, Fondas (2013) found that women are more engaged with their jobs compared to men because of flexible work hours. This result, however, contradicts other studies showing that job security, career development, work-life balance, and workplace well-being lead male employees to have marginally higher levels of engagement than female employees (Schaufeli et al., 2006; Wilson, 2009). In addition, Sprang et al. (2007) concluded that female employees face more burnout and are, therefore, less engaged than their male colleagues.

Over the past years, researchers and human resource (HR) specialists have found that engaged employees who are enthusiastic employees are a productive asset to the organization (Markos et al., 2010). Furthermore, a positive relationship between engagement and the aspiration to succeed at work has been indicated in research findings (Geldenhuys et al., 2014). HR practitioners and others in the organization should consider the differences between leaders’ and employees’ needs to enable systems and policies to be tailored address those varying needs (Lockwood, 2007).

Lack of engagement among employees is potentially widespread and could be a fundamental problem to be overcome in any organization (Dyball et al., 2015). Gallup research has shown that only 13 percent of employees worldwide are engaged with their organizations (MacLeod and Clarke, 2011). Further observation indicates that levels of engagement in Japan are as low as 11 percent, while levels of disengagement are as high as 45 percent in India (Haid and Sims, 2009). Gallup has determined that, in the U.S. workforce, the ratio of engaged to actively disengaged employees is approximately 2:1; in addition, the cost of active disengagement among U.S. employees has been estimated to be approximately $450–$550 billion annually (O’Boyle and Harter, 2013).

Such country-level variations are likely due to differences in culture, values, politics, management styles, individual differences, and the national economy (Haid and Sims, 2009). Hence, for people managing across borders, it is essential to be cognizant of factors contributing to engagement in the nations where they are operating. However, most engagement studies have been conducted in Western contexts (mainly in the USA and Europe); consequently, this topic needs to be investigated in non-Western contexts (Poon, 2013). Models of engagement that work in the host nation, for example, may have no effect, or even the opposite effect to that intended, in other countries (Collins, 2013). In addition, it is important to examine employee engagement in the public sector and its effect on employee performance (Brunetto et al., 2012). Organizations in the United Arab Emirates (UAE) should attract employees not only from within the country but also globally to gain a competitive advantage; therefore, the UAE should determine the key drivers of employee engagement (Al Maktoum, 2015). Engagement, motivation, and productivity, as proven means to enhance organizational performance, are all considered organizational challenges in the Gulf Cooperation Council (GCC) region (Singh et al., 2016). Hence, the UAE provides a good example of a multinational environment in which managers need to possess awareness of and capabilities in engagement concepts (IndexMundi, 2014), for which reason it was chosen as the present study’s setting.

[bookmark: _Toc478593083][bookmark: _Toc485153217]1.1	 The Research Problem

The level of employee engagement in global modern associations is low (Choi et al., 2015). Employees who are engaged at a given point in time may not be engaged at the same level at a later point (Breevaart et al., 2014; Tims et al., 2011). Furthermore, it was clear from this study’s literature review that most research about this subject focuses principally on Western countries, with few studies investigating employee engagement in the Arab world (Aljunaibi, 2014). Based on the Arabian Peninsula , the GCC (including the UAE) has one of the highest rates of employee disengagement, which has led to high turnover due to a lack of clear roles (Al Hassani, 2012; Al Maktoum, 2015). In contrasting findings, engaged employees in the Gulf States demonstrated readiness to perform extra roles to improve organizational performance, especially in rapidly changing regions (Aljunaibi, 2014). In recent years, the UAE undertook to stimulate competitiveness in the public sector; therefore, this sector has been facing significant transformation as the Emirati government has boosted the prominence of innovation, through incentives such as excellence awards and leadership programs (Al Marashi and Bhinder, 2008). In UAE Interact’s 2014 report on global competitiveness, the UAE was ranked the 12th most competitive nation globally. Through endorsing organizational innovation, the UAE has dramatically improved its global position: over the course of a single year from 2013 to 2014, Abu Dhabi, the UAE’s capital, progressed from a global ranking of 28th in innovation, capacity, and performance to being ranked 21st (Global Innovation Index, 2014). However, the UAE’s public sector is facing management challenges in the provision of extraordinary services, such as speeding service providing (Jabnoun and Chaker, 2003), and its leaders have recognized the allied need to improve employee engagement and promote organizational excellence (Markos et al., 2010). Meanwhile, Gallup research has revealed that the percentage of engaged employees working in the UAE is only 26%, while 60% are not engaged and 14% are actively disengaged (Crabtree, 2013; Khoury and Tozer, J., 2013). Other studies have established that almost one in two employees in the UAE is either not engaged or actively disengaged at work (Maceda, 2014).

Currently, investigating the relationship between organizational leadership and employee engagement is of the utmost importance, as such relationships affect performance and productivity (Marquard, 2010; Seijts and Crim, 2006). In the UAE, there is a particular need for public sector leaders capable of actively engaging employees (Al Saleh, 2014). This requirement is reflected in the fact that 45 percent of job applicants are required to have leadership skills (Chibber, 2014). Ibrahim and Al Falasi (2014) concluded that managers should address the importance of engagement in the UAE’s public sector, as this will enhance employee performance, increase job satisfaction, and, consequently, lead organizations to achieve their goals, because employees are the core asset of any organization (Lockwood, 2007). To tackle UAE’s high employee disengagement, Sarwar (2014) asserted the need for a model to illustrate the factors impacting employee engagement in the UAE. MacLeod and Clarke (2011) stated that employees who provide competitive advantage are a valued asset and are key to enhancing productivity in the organization. It is clearly in a company’s interests, therefore, to concentrate on engaging employees, both intellectually and emotionally. 

[bookmark: _Toc478593084][bookmark: _Toc485153218]1.2	 Research Aims and Objectives

The purpose of this research is to explore factors that impact employee engagement in the UAE’s public sector.  Additionally, it aims to shed light on the definition of employee engagement through the lens of employees working in the UAE, as numerous studies assert different definitions of engagement (Gill and Dugger, 2014; Raines, 2011; Sharma and Kaur, 2014). Further aims to diagnose the difference in engagement levels between females and males employee in the UAE, as well as the effect of other demographic factor on employee engagement in order to improve the management decisions. 

[bookmark: _Toc478593085][bookmark: _Toc485153219]1.3	 Research Questions

This study seeks to understand and diagnose employee engagement in the public sector. Therefore, the research questions’ purpose is to understand the factors influencing the engagement process and explore how employees in the UAE perceive the definition of employee engagement. Furthermore, it will provide an in-depth insight into the different gender drivers of engagement. Hence, the research questions to be addressed in this study are as follows:

1. How do employees in the UAE define employee engagement?
(1.1) What does “engaged employee” mean?
(1.2) What does “disengaged employee” mean?
(1.3) What are the differences and similarities between managers’ and employees’ definitions of employee engagement?

2. What drives employees to demonstrate different levels of engagement?
(2.1) Which factors have a major impact on employee engagement in the UAE?
(2.2) What make employees stay engaged?

3. What is the difference in engagement levels between females and males?
(3.1) What is the participants’ experience?
(3.2) What drives women/men to be more engaged?
(3.3) What is the effect of demographic factors on employee engagement?

[bookmark: _Toc478593086][bookmark: _Toc485153220]1.4	 Research Methodology

Qualitative method is used to understand how participant perceived their experiences (Creswell, 2013).  A sample of 24 individuals were interviewed, as the representative sample may have 15 individuals (Creswell, 2013). The research participants include managers and employees working full time with at least five years’ experience in their current positions. The participants represent two organizations in the public sector. The researcher conduct unstructured interviews with open-ended questions in person, via telephone, or through online data collection (emails), as some of these individuals may be hard to reach. Each conversation will be recorded, transcribed, and analyzed to understand executives’ and employees’ perspectives and thoughts on employee engagement. 

[bookmark: _Toc478593087][bookmark: _Toc485153221]1.5	 Research Significance

This study’s findings will help managers and leaders in UAE public sector organizations to enhance employee engagement, which will, in turn, positively influence organizational performance. The greater demand for researchers to explore how employees define employee engagement.  In addition there is a need to identify the factors that influence their level of engagement in order to help managers to engage employees and reduce turnover and improve productivity. Thus, this study’s results will emphasize the importance of our newly developed theory and open up avenues for further research that will positively enhance employee engagement in the UAE.

[bookmark: _Toc478593088][bookmark: _Toc485153222]1.6	 Limitations

For qualitative studies, researchers face several relevant issues regarding their research design, methodology, data collection, data interpretation, and research credibility. One of this study’s limitations is its focus on the public sector in the UAE; another is that the results need further testing.

[bookmark: _Toc478593089][bookmark: _Toc485153223]1.7	 Definition of Terms

Engaged employee: an enthusiastic employee who is willing to provide extra effort that what is required in his/her job description at work (Markos et al., 2010).

Disengaged employee: an employee who is considered absent – physically, cognitively, or emotionally – from work roles to protect themselves from a threat (Kahn, 1990).

Physical engagement: employee exerts physical energies to complete their tasks (Sundaray, 2011).

Emotional engagement: the extent of an employee’s positive or negative feelings toward the organization, the leaders, and their coemployees (Lockwood, 2007; Sundaray, 2011).

Cognitive engagement: an employee focus  very hard while at work and employee’s affected by organizational culture, the organization and leaders (Sundaray, 2011).

Workaholic: a characteristic of employees who work harder than their associates and perform extra duties beyond what is required to meet organizational standards (Van Beek et al., 2012).

[bookmark: _Toc478593090][bookmark: _Toc485153224]1.8	 Organization of the Study

This preliminary chapter discusses the motivation for conducting a qualitative study to explore factors obstructing employee engagement in the public sector. This chapter also addresses the research’s purpose and defines different types of employee engagement, as well as discussing the study’s significance. Discussing the research questions and the definitions of key terms gives the reader greater insight into the subject. Chapter 2 comprises the literature review, in which barriers to, various definitions of, and factors impacting employee engagement are discussed in detail. Poon (2013) asserted the need to conduct engagement studies in non-Western contexts. The methodology in Chapter 3 describes the qualitative method used for this research, data collection and analysis, and assessment of the data’s validity. Chapter 4 presents the findings. Chapter 5 provides the study’s implications and recommendations for future research. Finally, Chapter 6 presents conclusions.
[bookmark: _Toc485153225][bookmark: _Toc478593091]
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[bookmark: _Toc485153227]2.0	 Introduction

For the past two decades, employee engagement has been a matter of concern, both in the academic literature and among leaders (Kumar and Pansari, 2015). It was originally asserted that personal engagement in the organization was indicated by the employee’s focus on performing their given responsibilities (Kumar and Pansari, 2015). This chapter includes a discussion of employee engagement barriers. While previous research has been undertaken on employee engagement, there is, as noted in the previous chapter, a lack of literature and practice regarding factors that predict employee engagement (Saks, 2006; Shuck, 2011). This chapter describes various definitions of engagement as there is not yet a uniform definition of this concept (Gill and Dugger, 2014; Raines, 2011; Sharma and Kaur, 2014). This chapter discusses the impact of leadership, teamwork, POS, motivation, and organizational culture on employee engagement: for example, it considers the role of leadership in shaping the environment and daily employee engagement (Breevaart et al., 2014). 

[bookmark: _Toc485153228]2.1	 Barriers to Employee Engagement

Employee engagement is a journey involving continuous processes leading, ultimately, to accomplishment (Lander, 2015). The path to achievement has been supported by evidence from many studies, which indicate that engagement leads to organizational success, competitive advantages, better teamwork environments, improved profitability, enhanced employee productivity and performance, and reduced employee turnover (Al Mehrzi and Singh, 2016; Aljunaibi, 2014). Hence, employee engagement has been a topic of interest for practitioners and academics for the last ten years; however, many challenges, ambiguities, and inconsistencies remain regarding the meaning, theories, and value of employee engagement (Gruman and Saks, 2011; Lewis and Heckman, 2006).

Centralization of command and supervisory control in work environments constrains employees’ intellectual, emotional, and social engagement (Frese, 2008). Further potential barriers include employees’ expectations, gender, position, type of contract with the employer, and age, all of which impact on their engagement level (Alfes et al., 2010). The overall level of employee engagement will be reflected in the organization’s success (Greenfield, 2004). Certain barriers may lead to low engagement in work, which, in turn, engenders complications for employees and challenges for leaders (Gatenby et al., 2009; Lockwood, 2007). Workload, management, unclear and shifting priorities, lack of clear processes for change, employee resistance, team work instability, unsupportive culture, and the challenges of working globally can generate barriers to incorporating white-collar activities associated with high-engagement works into day-to-day management practices (Joyner, 2015).

Moreover, a decline in employee engagement levels can affect productivity, customer service, and performance (Mone et al., 2011). Pawar and Chakravarthy's (2014) study revealed that employees generally leave for financial reasons or due to difficulties in their relationships with managers, career development, colleague cooperation, role ambiguity, or a lack of information concerning their job description, among other reasons. Correspondingly, leaders may contribute to disengagement by providing little appreciation, recognition, or feedback, leading to a lack of trust or confidence in a company’s management (Branham, 2005). Furthermore, the variety of jobs can make it difficult for organizational leaders to define roles and tasks (Lockwood, 2007). However, a culture in which employees’ jobs do not match their expectations creates further engagement barriers (Mone et al., 2011), especially if the organizational culture focuses on management requirements (Colley et al., 2012). Consequently, the death of deference, arising from declining trust in and loyalty to the organization, can also be a barrier to employee engagement (MacLeod and Clarke, 2009). 

[bookmark: _Toc485153229]2.2	 Previous Research

Employee engagement should be considered a vital element for evaluating management performance. In addition, the efficiency of HR programs such as training, compensation, and benefits can be measured by comparing engagement outcomes (Walk, 2012). Goffman (1961) investigated how the degree of employees’ attachment to their jobs varies. Subsequently, Kahn (1990) further developed Goffman’s ideas. The idea of fulfilling a hierarchy of basic human needs (Maslow et al., 1970) between Goffman (1961) and Kahn (1990) is useful as it explains how employees' are motivated to engage in their work especially when their needs and expectations are fulfilled (Shuck et al., 2011). Investigations into employee engagement have mostly concentrated on the organizational factors that may influence engagement, while factors that impact on employees have not received sufficient consideration (Rothmann and Joubert, 2007; Tladinyane and Merwe, 2016). Similarly, well-cited research from Maslach et al. (1997), Harter et al. (2002), and Saks (2006), among others, has theorized engagement to be a positive psychological concept, but did not investigate employees’ perspectives. Further, neither Macey and Schneider (2008) nor the models of Macey et al. (2011) explore employee reactions. This lack of research focused on employees’ experiences of engagement, in addition to diminishing levels of documented engagement, must be seen in the present context of organizations across the globe exploring strategies to engage their workforce (Neal and Gebauer, 2006; Shuck et al., 2011). The absence of deeper understanding leads some organizations to focus engagement interventions solely on developing managers’ skills (Joyner, 2015).

There are three main academic approaches to understanding engagement, based on: (a) Kahn’s (1990) ideas concerning psychological work presence (Cardus, 2013; Garg, 2014; Kahn, 1990; William H Macey and Schneider, 2008; Xiaomeng Zhang and Bartol, 2010); (b) social exchange theory (SET) (Abukhalifeh et al., 2013; Alvi et al.,  2014; Biswas and Bhatnagar, 2013; Saks, 2006; Soumendu et al., 2013; Brunetto et al., 2013; Mutnuru, 2016); and (c) burnout theory (Abukhalifeh et al., 2013; Bakker et al., 2008; Biswas and Bhatnagar, 2013; Brunetto et al., 2013; Geldenhuys et al. 2014; Hicks, O’Reilly and Bahr, 2014; Maslach et al., 2001). Kahn tested on counselors and employee at two summer camps in an architecture firm in the U.S., using qualitative methods; the instruments contained three questions about performance: “How meaningful is it for me to bring myself into this performance?”; “How safe is it to do so?”; and “How available am I to do so?”.  These questions measure the payback to an organization through physical, cognitive, or emotional energy (Kahn, 1990: 704). The influence of Kahn’s three paradigms on engagement was tested by May et al. (2004), who found all three concepts to be positively related to engagement. Moreover, job fit and job enrichment were positively allied with and anticipated work engagement (Banihani et al., 2013).

In contrast, SET asserts that any two parties will only enter into an obligation when it meets the needs (rewards and punishments) of one party economically or for socio-emotional motives. When such requirements are satisfied for employees, they will be obliged to repay their organization. One of the ways in which employees may so repay is through active engagement. When organizations fulfill their employees’ economic and social needs through corporate social responsibility (CSR), employees will probably be obliged to repay them through higher levels of engagement (Santhosh and Baral, 2015). Maintaining good relations between the organization and its employees requires reciprocal favors in terms of cost, energy, or convenience. However, this process is mainly related to employees’ perceptions of the costs incurred and beneﬁts achieved (Banihani et al., 2013).

A gap to social exchange where this theory fails to capture the power that emotions play in our daily lives and in our interactions with others.  This gap can be explain through using burnout theory, defined as a pattern of emotional fatigue, depersonalization, and reduced personal achievement that can occur among employees. These terms are appropriate to measure employees in human services occupations and focus attention on the stress that can occur between an employee and other employees and managers in the organization (Maslach et al., 2001: 192). Maslach (2000) formulated an organizational scale containing three scales, totaling 68 items (Schutte et al., 2000): the Maslach Burnout Inventory - General Survey (MBI – GS), measuring burnout/engagement; the Areas of Work life Scale (AWLS), assessing the six work environment aspects; and the Managerial Process Scale (MPS), evaluating organizational change, management, communication, skill enhancement, and work team unity. 

Engaged employees have positive insights of their work environment, and hold optimistic perceptions of the management processes that shaped their work environment (Hicks et al., 2014). May et al. (2004) argued that employees experience burnout because they are involved in work at a cognitive and emotional level.  However, job resources help employee to reduce stress, thereby addressing potential burnout (Brunetto et at., 2012). In addition, burnout indicates the defeat of engagement: employee engagement is, hereafter, considered the opposite of burnout. In other words, eliminating the aspects that lead to employee burnout directly promotes employee engagement (Al Maktoum, 2015). Schaufeli et al. (2002) agreed with Maslach and Leiter that engagement and burnout are conceptually opposite, but contended that the underlying factor structure in workplace engagement was slightly different; this led to emergence of the work engagement concept dividing workplace drivers of engagement into job demands (e.g., time urgency, role conflict, and workload) and job resources (e.g., social support from co-employees and supervisors, performance feedback, skill variety, autonomy, and learning opportunities) (R Hicks et al., 2014). Maslach et al. (2001) understood that very high levels of engagement can lead to burnout. There is also evidence that behavioral engagement may contribute to higher levels of employee engagement (Macey and Schneider, 2008).

Commitment is a vital aspect of employee engagement, as it encourages employees to go beyond the contents of their job description. Commitment progresses over time and is a result of mutual experiences (Kumar and Pansari, 2015). Schaufeli (2013) and Zumrah (2013) indicated that employee engagement differs  from one employee to another as it is associated with job-linked behavior leading to greater levels of commitment, moderated by job satisfaction.

In addition, prior research has shown that employee engagement intersects with commitment, emotions and organizational citizenship, and satisfaction (Keeble-Ramsay and Armitage, 2014). However, the five dimensions of employee engagement itself are employee: satisfaction, identification, commitment, loyalty, and performance (Kumar and Pansari, 2015). Moreover, employee engagement has been studied as a cognitive dimension – emphasizing the employee’s abilities and talents – and as a behavioral dimension, reflecting increases in performance via energy and readiness (Sundaray, 2011). Employee engagement is also classified as intellectual and affective engagement. This involves methods that permit employees to use active behaviors, creativity, and initiative in their job roles to foster engagement (Frese, 2008). 

Improving engagement seems to be linked with increased proﬁt levels (Robinson and Perryman, 2004). Therefore, research is needed to mature and develop engagement strategies because research supports debate between engagement, profit, and service, where levels of commercial and ﬁnancial performance and customer satisfaction are correlated (Sparrow, 2013). Despite the prominence of employee engagement, few empirical studies that have examined its antecedents find that employee engagement and business results are segmented into a directly equivalent correlation (Santhosh and Baral, 2015).

In the UAE, few studies have explored employee engagement. Ibrahim and Al Falasi (2014) investigated the significant relationship between employee loyalty (organizational commitment) and employee engagement. Their study used a quantitative approach to test 50 participants representing three different managerial levels in the public sector. Another study focused on organizational achievement through organizational leadership practices and employee engagement in various sectors (Al Maktoum, 2015). Conversely, Sarwar (2014) investigated the negative outcome of employee engagement in small and medium-sized enterprises (SMEs) in the UAE using a mixed method; that study emphasized the importance of modeling the factors that impact employee engagement.

[bookmark: _i2][bookmark: _Toc485153230]2.3	 Contributors to Employee Engagement

There are several different definitions of engagement (Gill and Dugger, 2014; Raines, 2011; Sharma and Kaur, 2014). Kahn's (1990) study of personal engagement and disengagement at work involved connecting individuals to work, with that connection characterized by the emotional, cognitive, and physical energy necessary for performance. Kahn (1990) also attributed certain psychological conditions, such as safety, availability, and meaningfulness, to employee engagement levels. Relatedly, studies published in numerous academic and specialist journals have identified variability in characterizations of employee engagement (Saks, 2006). Schaufeli et al. (2002) suggested an operational meaning that assisted emotional status. Within this definition, employees manifest specific characteristics that signify engagement: vigor, absorption, and dedication. Vigor concerns an employee’s persistence; absorption concerns the extent to which an employee can be separated from their job; and dedication describes an employee’s levels of involvement. This proposition has, however been criticized by Newman and Harrison (2008), who argued that when engagement is divided into the separate aspects of state, attributes, and manners, state engagement becomes a redundant concept as it only explains an employee’s attitude towards their occupation. Instead, Newman and Harrison (2008) contend that employee engagement is structured on three behaviors in employees, specifically their performance in terms of: occupation, citizenship behavior, and contribution. Conversely, this proposal avoids describing the psychological state of engagement and simply defines its results.

Alfes et al. (2010) explained employee engagement as a state of being positive, manifested through enthusiastic contributions of intellectual energy, attitudes of optimism, and evidence of meaningful relations with others; Robinson and Perryman (2004) similarly described it as an optimistic attitude held by a worker towards an association and its principles. On the other hand, Wellins and Concelman (2005) contended that engagement is an undefined force, inspiring employees to advanced stages of performance and illustrating the degree to which employees are satisfied with their occupations, feel appreciated in their roles, and experience teamwork and trust. Similarly, Harter et al. (2002) described engagement as an individual’s participation and satisfaction displayed through eagerness for work.

Engaged employees generally feel involved, loyal, enthusiastic, and empowered, and they exhibit those feelings in their work behavior (Truss et al., 2006). More specifically, such employees have great energy, are passionate about their work, and are often fully absorbed in it, such that their time at work passes quickly (Macey and Schneider, 2008; May et al., 2004). According to Macey et al. (2009), individuals’ feelings of reason and “centered vitality” are obvious to others in the ways they display initiative, versatility, exertion, and consistency toward organizational objectives. Further, BlessingWhite (2006) argued that engagement relates directly to top-level input. Kenexa (2011) found that the degree to which employees are motivated to add to hierarchical achievement and are willing to apply discretionary effort to fulfilling undertakings vital to accomplishing organizational objectives is directly related to the strength of the organization’s top level. On the other hand, the literature has proposed a link between employee engagement and an organization’s bottom line. It is important to note that these studies are oriented to outcomes of engagement, as opposed to its constituents (Holbeche and Springett, 2004). Jagoda et al. (2013) found that a bottom-up approach can be used in planning, supervising, and projecting productivity enhancements. In addition, engaged employees will stay with the business longer and frequently find cleverer, newer, and more effective means to increase the organization’s value. This, in turn, results in a high-quality business in which people thrive and productivity is both greater than before and sustained over time (Catteeuw et al., 2007).

Most scholars have agreed that engaged employees have high levels of energy and contribute strongly to their work through creativity, responsibility for their own professional development, teamwork, and commitment to high-quality performance standards (Paulsen et al., 2013). There are four drives that lead engaged employees to achieve more than disengaged employees: (a) positive emotions, such as happiness; (b) being healthier; (c) being capable of generating their own work and individual resources; and (d) often transmitting their engagement to others, such that employee either women and men can equally demonstrate their engagement at work (Banihani et al., 2013). Hence, the employee chooses the exact level of energy to offer the firm (Robinson et al., 2004).

Banihani et al. (2013) found no gender differences in the level of engagement among Canadian, Australian, and French samples. However, in German, Belgian, Norwegian, and Finnish samples, men were found to have higher engagement than women, whereas in the South African and Spanish samples, women were found to have higher engagement than men. Mutnuru (2016) found employees with between 10 and 14 years of experience in their organization to have a high level of employee engagement. However, employees with 15 or more years’ experience were not found to have a high employee engagement compare to other group. Although engaged employees are not workaholics, they may become so immersed in their work that they take it home with them. Consequently, an engaged employee may experience health problems and family conﬂicts (Banihani et al., 2013).

Lockwood (2007) identified the need to know what drives engagement, particularly in culturally diverse workforces. As detailed at the beginning of the previous chapter, employee engagement is influenced by different variables, a number of which have been frequently studied, such as job resources, culture, POS, leadership, job demands, rewards, and teamwork. Conversely, several potentially significant themes are not commonly explored in the literature, such as self-efficacy, self-esteem, employee empowerment, communication, self-expression, perceived supervisor support, procedural justice, perceived employer branding, and individual characteristics (Al Mehrzi and Singh, 2016; Anitha, 2014; Bakker et al., 2008; Chaudhary et al., 2012; Hicks et al., 2014; Holbeche and Springett, 2004). The results of a study conducted by Mendes and Stander (2011) suggested that engagement is best predicted by job resources and personal resources. Conversely, other studies have revealed employee development to be the principal contributing factor to employee engagement; in addition, extended employee care, rewards, and recognition have been shown to enhance employee skills, which will positively influence employees’ overall performance (Abukhalifeh et al., 2013). Another study showed that employer branding had a limited influence on using employee expectations to ensure employee engagement (Piyachat et al., 2014). Front-line supervision has been demonstrated to be vital to employee engagement, emphasizing the need for effective communication and support from managers (Mishra et al., 2014). However, the influence of procedural justice may depend on cultural context and may play a less significant role in encouraging employee engagement in Eastern cultures, in which leaders are more directive in making some decisions (He et al., 2014).

The present study focuses on the key predictors of culture, leadership, POS, and teamwork because these variables significantly affect employee engagement (Al Mehrzi and Singh, 2016; Anitha, 2014; Brunetto et al., 2013; He et al., 2014; Kular et al., 2008; Saks, 2006; Suharti and Suliyanto, 2012). The relationships between these constructs are set out in Section 3. The variables used in this study have been studied separately, so this study considered as a pioneering study to glue all these factors together in the UAE contexts.

[bookmark: _Toc485153231]2.3.1	Organizational Culture and Employee Engagement

Organizational culture can be described as a complex set of beliefs, principles, expectations, and signs that determine the techniques for conducting business and identifying stakeholders in an organization (Barney, 1986). Thus, in this context, culture refers to the creation of images and beliefs that explain, clarify, and provide legality to jobs and organizations (Banihani et al., 2013). Soemaryani and Rakhmadini (2013) stated that organizational culture is what the employees observe, and that this observation generates the outline of opinions, values, and expectations. Hence, work environments and team and peer relations can be seen as the main sources of influence on employee engagement, which, in turn, has significant effects on worker performance (Anitha, 2014).

Once an engagement-friendly culture has been created, engagement will develop naturally, as employees – considered as the core of employee engagement – tend to employ their abilities more thoroughly once an appreciative culture has been created (De Mello and Pauken, 2008; Halm, 2011; Sprangel et al., 2011). Likewise, Soemaryani and Rakhmadini (2013) found that when organizations encourage and reward their employees for high performance, this affects social relations, organizational performance, and employee engagement. A highly engaged culture often: provides employees with clear expectations and encourages them to achieve goals; emphasizes the significance of effective person-job fit and attempts to achieve it; recognizes employee needs and offers career development opportunities; and has a strong two-way feedback flow (Joyner, 2015).

In recent years, employees have been required to develop their capabilities to accommodate the new work demands of a more diverse workforce, borderless careers, and diverse cultures (Tladinyane and Merwe, 2016). During organizational growth, and especially if the organization is undertaking unclear levels of change, that activity leads to sweating assets, compared to adjusting HR practices or improving employee engagement (Keeble-Ramsay and Armitage, 2014). Knowles and Linn (2004) anticipated that resistance to change could be considered a valuable asset for engagement and strengthening the change process. Resistance could energize the search for options or techniques to resolve conflicting perspectives on the proposed change. It could, thus, be the impetus for innovation (Dyball et al., 2015). Limited research has studied the impact of career adaptability on employee engagement (Tladinyane and Merwe, 2016). Boone (2012) claimed that the effective execution of change requires sincere commitment on the part of employees and management, as resistance to change can slow or disrupt the change initiative. However, where employees perceive change as positive, they more willingly shift from a system of competitive interactions to a teamwork style categorized by cooperative working relations (Bateman and Snell, 2009). Thus, as work systems drive behaviors, organizational culture must ensure that employees are engaged, which will lead to organizational improvement (Cardus, 2013).

Improving the work relationship between employees and managers and work-life balance through training courses cannot create an engagement environment (Keeble-Ramsay and Armitage, 2014). Raines (2011) found that during organizational change, engaged employees were five times less likely to feel Secure in their jobs compared to disengaged employees, who were seven times less likely to Secure in their jobs In addition, change can positively impact motivation and employee engagement, whereas a bureaucratic organizational culture can negatively impact engagement (Pueschel, 2005). Although bureaucratic organizations can offer employees the chance to be creative during the decision-making process, employees in these organizations tend not to perform beyond their specified role behaviors (Aghaz and Tarighian, 2017). 

Janasz et al. (2013) suggested that moving toward a more family-friendly work environment might raise feelings of inequity among people without families, possibly contributing, thereby, to low job satisfaction and lower work performance. Bhuvanaiah and Raya (2014) concluded that future research should focus on the indirect influence of organizational culture, even though it might not directly impact engagement. Nevertheless, it can be inferred from the literature overall that a culture characterized by lack of cooperation could result in a steady decline in employee engagement levels (Al Mehrzi and Singh, 2016). 

[bookmark: _Toc485153232]2.4.2	Leadership and Employee Engagement

Another construct that impacts employee engagement is leadership. The manager is undoubtedly critical to employee engagement, and managers should adopt best practice approaches to engage employees (Joyner, 2015). Leaders’ daily behaviors shape the environment and employees’ daily engagement (Breevaart et al., 2014). Hawley (1993: 11) posited that today’s leaders should focus less on issues of task and structure and more on their employees’ spirit, by promoting spiritually grounded qualities at work. Qualities such as integrity, character, inspiration, belief, and even reverence are key factors in an enterprise’s success (Hawley, 1993). Similarly, Seijts and Crim (2006) found that managers adopting leadership roles and behaviors can have positive results as employees become more engaged in the organization.

Motivation can be intrinsic and extrinsic. Extrinsic motivators, such as benefits, position, bonuses, are particularly influential in command/control job situations where employees have to follow orders in their jobs. However, those motivators are insufficient in today’s organizations, in which teams who self-manage their tasks and intrinsic rewards are vital. Thus, intrinsic motivation at work can build an engaged work environment (Thomas, 2009). Empowering leadership has been found to positively affect psychological empowerment, which in turn influenced both intrinsic motivation and creative process engagement (Zhang and Bartol, 2010). According to Yukl et al. (2009), participatory leader behavior increases the positive valorization of work for subordinates who require more independence, while directive leadership behavior is considered especially effective with achievement-focused employees, as the leader will clarify objectives and guide their subordinates accordingly (Malik, 2013). Lockwood (2007) also inferred that effective communication between leaders and employees could influence employee engagement: A leader who positively conveys strategies to subordinates can inspire employee engagement among those employees. Robbins and Judge (2012) considered a leader’s core objective to be assisting subordinates to successfully achieve their objectives, by providing the necessary guidance and assistance to attain their aims and those of the organization.

Leadership studies show that the mediating role of motivation positively links the behavior of leaders and followers (Xu and Thomas, 2011). Tims et al. (2011) identified a positive correlation between transformational leaders and employee engagement on a daily basis. Leadership style components that inspire and promote opportunities for employees to exercise their abilities and, consequently, improve job-related resources have positive effects on employee engagement (Breevaart et al., 2014). Zhu et al. (2009) revealed that a transformational leadership style is linked with employee engagement and the development of dynamic, visionary, and creative employees. Leaders demonstrating high levels of engagement encourage employees to be innovative and move the organization onward, as engagement impacts employees’ cognitive and emotional aspects (Kular et al., 2008). Suharti and Suliyanto (2012) found that employee engagement mediates the influence of organizational culture and leadership style on employee loyalty. There is little literature on the impact of leadership on employee engagement as such; researchers have focused on how job design enhances job satisfaction (Walk, 2012). 

[bookmark: _Toc485153233]2.3.3	Teamwork and Employee Engagement

Teamwork is a key component of organizations (Senior and Swailes, 2004), referring to the formation of a group of employees who cooperate with one other to achieve a mutual goal. It frequently involves employees supporting and assisting one another, often through undertaking complementary tasks (Rasmussen and Jeppesen, 2006).

Sparrowe and Liden (2005) recognized that the quality of the supervisor-subordinate relationship has some influence on engagement; similarly, Brunetto et al. (2013) suggested that this relationship affects the quality of teamwork, and that effective teamwork positively impacts engagement. Supportive supervisor and coworker relationships have been found to be positively linked with psychological safety, though adherence to co-worker customs and self-consciousness were negatively linked therewith (Bakker and Demerouti, 2007); a positive link was found between resources offered and psychological readiness (Schaufeli and Bakker, 2004), whereas involvement in outside activities was found to be negatively linked with engagement (Xanthopoulou et al., 2009). 

Conversely, disengaged employees impact negatively on team engagement (Loehr and Schwartz, 2003); consequently, from a financial perspective, disengagement is very costly for organizations (Flade, 2003; Loehr and Schwartz, 2003). Highly engaged employees consider the group to be vital to both team motivation and their individual sense of self, as they share organizational needs and goals (Banihani et al., 2013).

Rasmussen and Jeppesen (2006) provided evidence linking teamwork with better organizational commitment and fewer issues leading to employee turnover. Thus, engagement has a direct effect on daily happiness, which is routinely transmitted among colleagues. Kindermann (1993) found that continuity in the motivational structure of peer groups, despite extensive variations in individual memberships, increased the engagement level of each individual. In addition, work environment and member personality characteristics both influence the level of engagement during teamwork (Liao et al., 2013). On the other hand, Markova and Ford (2011) showed that the group’s intrinsic motivation mediates the relationships between received nonmonetary rewards and performance, employee knowledge, and innovation. 

[bookmark: _Toc485153234]2.3.4	Perceived Organizational Support (POS) and Employee Engagement

A classic construct in work relations, POS is defined as employees’ beliefs that their organization values their contributions and considers their well-being (Pati and Kumar, 2010). POS is significant as it influences the quality of the supervisor-employee relationship (Wayne et al., 1997) and predicts employee engagement (Saks, 2006), organizational commitment, citizenship behavior, and retention (Pati and Kumar, 2010). Biswas and Bhatnagar (2013) indicated a direct effect of person-organization fit and POS in combination on employee engagement, leading to differences in organizational commitment and job satisfaction. Previous research has linked POS to affective commitment, motivation, and turnover intention (Van der Heijden and Engen, 2009; Sturges et al., 2000). Employees adding value can be found where individuals invest discretionary effort beyond simply meeting their basic obligations in a role; this provides a substantial competitive edge (Joyner, 2015). Acknowledgment at work and meaningful understanding are two elements that intrinsically inspire employee engagement (Herzberg et al., 1959). These two elements are combined in the two-factor theory, considered as a parallel to the concept of meaningfulness in Khan’s (1990) theory (Shuck et al., 2011). Saks (2006) also found, when monitoring POS and other job features, that rewards and recognition are not linked to work engagement (Banihani et al., 2013).

Gillet et al. (2013) found that employees who feel supported by their organization, through recognition and capability, display higher levels of self-determined motivation and work engagement. Hence, employees of organizations that ensure POS are expected to have a competitive advantage over those that do not foster their employees’ emotional attachment (Alvi et al., 2014). A link between the lack of POS and burnout and stress has been repeatedly found (Biswas et al., 2013). 

However, a considerable amount of the difﬁculty in enhancing worker engagement lies in bosses’ absence of consciousness on how to incentivize it (MacLeod and Clarke, 2009), as administrators feel uncertain about how to handle engagement (De Mello and Pauken, 2008) and what “to do” with it (Guest, 2013). Cultures, which value worker’s necessities, value the range of abilities that employees bring, outcome in worker react noticeably to enhanced organizational success (Keeble-Ramsay and Armitage, 2014). 


In summary, the above literature review has explored the research related to EE, the barriers thereto, and its determinants. The major issue that emerges from this review is how to ensure EE is important to employees who display discretionary effort in their work (Banihani et at., 2013). The present study is important to raise understanding among employees, managers, and leaders of the factors that impact employee engagement in the UAE’s public sector.
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Chapter 1 and 2 presented the challenges faced by the UAE public sector in engaging employees, recognizing employee engagement as one of the growing discussion topics in the field of labor relations and management. This chapter presents an overview of all the processes and procedures related to the study’s method and data collection. According to Smart (2008), the most significant factor in choosing a suitable research method is to choose a representative sample to enable generalization of the results. In most cases, the researcher plans the method based on the research problem, questions, and objectives, which help the researcher to formulate the plan to yield the most valuable contribution that the research will allow.

This chapter concerns the research questions and research objectives in Section 3.1. Section 3.2 describes the research philosophy to justify the chosen paradigm, particularly its relevance to the research topic. Section 3.3 explains the reasons for choosing qualitative approach as the research methodology. Section 3.4 then illustrates the data selection process, followed by discussion of data collection in Section 3.5. Section 3.6 describes the data analysis, before the study’s ethical considerations are explained in Section 3.7. Finally, Section 3.8 concludes the chapter.


[bookmark: _Toc485153238]3.1	Research Questions and Research Objectives 
[bookmark: _Toc485153239]3.1.1	Research Questions 

Developing the research questions is one of the first important stages in the research process. They guide the research, assist in creating research boundaries, and keep the researcher concentrated on what needs to be investigated (Taylor and Bogdan, 1999). This study’s research questions were derived from the gap identified in the literature review. Thus, the research questions seek to explore the patterns of employee engagement in two public organizations in the UAE. This study explores three main questions: 
(1) How do workers in the UAE define employee engagement?
(2) What drives employees to demonstrate different levels of engagement?
(3) What is the difference in engagement levels between females and males?

There is a need to scientifically explore these issues in the UAE context as the UAE is a multicultural country undergoing continuous changes, which makes it considerably different from counterparts in Western nations in relation to which current theories have been developed. 





[bookmark: _Toc485153240]3.1.3	Research Objectives

In light of the research problems identified regarding employee engagement, the research objectives are as follows:

a. to explore factors that impact employee engagement in the UAE’s public sector;
b. to elucidate the definition of employee engagement through the lens of employees working in the UAE; and
c. to diagnose the difference in engagement levels between females and males employed in the UAE, as well as the effects of other demographic factors on employee engagement, in order to improve management decisions.

The next section discusses the research design employed to achieve these objectives.

[bookmark: _Toc485153241]3.2	Research Philosophy

Research philosophies are important as they guide the researcher on how to seek information to answer the research questions. A study’s philosophy will reflect the author’s important assumptions, which provide the basis for the research strategy. In general, within the scope of business studies, in particular, there are four key research philosophies: (a) Pragmatism; (b) positivism; (c) realism; and (d) interpretivism (Creswell, 2013). However, two main philosophical schools of thought offer particularly vital perceptions for social science research: (i) positivism and (ii) constructivism (Alkove and McCarty, 1992).

Experts have various perspectives or conviction systems that control them in their research process, influencing the decisions they make about how to coordinate their surveys, constitutes genuine realizing, what is the right way to deal with the data, how should the subject matter be researched (e.g., using quantitative or subjective-based methods), and the researcher’s specific part in the process. 

The two essential models were the positivist/post-positivist perspective (associated with quantitative research) and the constructivist perspective (generally associated with subjective research). There were huge debate which of the two models was approperiate. Academics stated that only the positivist/post-positivist perspective was “certifiable science,” while others claimed that it was not suited to examining complex human and social issues. 

The post-positivist tradition was created in the nineteenth century through the work of such writers as Comte, Mill, Durkheim, Newton, and Locke. This provoked an affirmation that complete truth can never be found and examination evidence is not always reliable and not perfect. Researchers attempt to find and depict relationships and conditions. This is an advancing methodology, whereby positive revelations provide the basis for additional exploration. Data that does not support the researcher’s theory may lead to essential changes in the method subsequently subjected to additional testing (Corner, 2012). That is, each research process basically concerns the need to create knowledge in a new area of study or to add to an existing body of knowledge. How the researcher perceives that such knowledge can best be created forms the research philosophy (Kasim et al., 2013).

In the social constructivist perspective, individuals attempt to understand the world in which they live. Through collaboration with different people, they create subjective understandings and ramifications of their experience, inside a specific social, political, and recorded setting. Social constructivists assume there is not one reality. Applying this theory of reality, analysts strive to measure the ways in which people experience and comprehend the world (Creswell, 2013).

Upon critical assessment of how each of philosophical approach explains the approach to knowledge creation, the researcher selected  the philosophy of interpretivism for this study. Under interpretivism, the researcher’s perception is that knowledge exists in a value-free context, requiring that data be collected from different sources and critically interpreted to lead to the formation of knowledge (Hardy and Bryman, 2014). The main reason for selecting interpretivism is its suitability for qualitative research. As Given (2008) noted, one of the ways to make qualitative studies exploratory in nature is by subjecting the collected data to critical interpretation, based on the logical evaluation of evidence. This is one aim of using interpretivist philosophy. Through interpretivism, the researcher collects data from several people of different backgrounds. The findings from each participant will then be interpreted within a study’s context: in this case, that is finding how different factors affect employee engagement within the UAE’s public sector.

Each approach philosophical had its qualities and inadequacies, that was neither right nor wrong, and that the techniques generally used by each could even be mixed in a comparative review. This is known as the rational perspective and is, nowadays, universally acknowledged as a genuine approach to conducting research.

[bookmark: _Toc485153242]3.2.1	Qualitative versus Quantitative Methods

There are two main research methods used in any study: qualitative and quantitative research methods. Corner (2012) noted that quantitative research mainly concerns the description and measure of research variables through statistical and mathematical indices and procedures. In this study’s context, one of the main benefits the researcher would derive from using a quantitative study was the opportunity to use a very large sample size. This is because the mathematical and statistical indices used to analyze variables in quantitative research ensures that research outcomes are easily quantified in the course of their analysis (Kasim et al, 2013). Meanwhile, Given (2008) noted that when a large sample size is used in studies of this nature, this helps to enhance the generalization of research findings. That is, because the researcher can collect data from as many people within the population as practicable, it is possible to generalize the research outcome(s) for the entire population. There are, however, some inherent weaknesses in quantitative research. The main weakness is that the researcher cannot engage closely and in depth with respondents since the data collection approach is mostly descriptive, rather than explorative (Bender, 2013). It is, therefore, common for researchers to lack a deeper explanation of the issues involved in their study.

The main alternative research method is qualitative research. Qualitative research methods are conducted with the objective of exploring an observable social phenomenon within a specific research setting (Ridley, 2012). As suggested in the definition, a major advantage with using qualitative research is the researcher’s opportunity to explore the social phenomenon on which the study focuses. The whole data collection process involved in qualitative research is in-depth and thorough, allowing the researcher close contact with the study’s subjects or respondents (Moballeghi and Moghaddam, 2008). Bell (2005) emphasized that using qualitative research is, therefore, ideal when needing to understand the core factors or issues either affecting or causing a phenomenon. These advantages notwithstanding, there are certain drawbacks in using qualitative research. Bell (2005) found that the need to be exploratory when using qualitative research methods imposes notable limits on the sample size. This is because most qualitative data collection methods require researchers to personally undertake the data collection and analysis procedures (Diriwächter and Valsiner, 2006). For example, when using interviews, it may be difficult to have a very large sample size as every study is expected to be completed within a certain specified time frame.

Qualitative research methods are valuable in giving rich explanations of complex phenomena, covering distinctive or unpredicted occasions, revealing participants’ experiences of and clarification on what is happening, giving voice to those whose opinions are hardly received, and leading primary investigations to develop theories and to generate hypotheses. In addition, qualitative research is systematic and rigorous, and it pursues decreasing bias and error in categorizing data (Sofaer, 1999). However, using qualitative inquiry poses challenges by: (a) requiring researcher commitment to extensive time in the field; (b) involving a complex and time-consuming process when analyzing the data and sorting them into themes; (c) necessitating quite lengthy reporting, as researchers need to include participants’ perspectives (Creswell, 2013).

There are five qualitative approaches: (a) narrative, (b) phenomenology, (c) grounded theory, (d) ethnography, and (e) case study. Although all five approaches have some similarities, they differ with respect to the analysis. For example, the narrative, ethnography, and case study approaches are most frequently used to investigate one individual or occasion, whereas the phenomenology and grounded theory approaches are generally useful for investigating various individuals have the same experiences (Creswell, 2012). 

After comparing and contrasting the strengths and weaknesses of the main two research methods, as discussed above, the researcher settled on using qualitative research for this study. The first justification was the research phenomenon the study seeks to understand, namely the factors affecting UAE public sector employee engagement. This required the researcher to access people in human resource relations to explore how such issues as organizational culture, leadership, teamwork, and POS affect the levels and extent of employee engagement in their organizations. Qualitative research has been noted to allow for such explorative forms of data collection (Hunter and Leahey, 2008). In choosing this method, the researcher recognized the weakness that only a relatively small sample size could be used compared to the potential number of participants with quantitative research. However, regarding employee engagement, it was considered more important for the specificity and details of the influential factors be understood, rather than merely establishing the numbers of people involved with employee engagement.

This study thus employed a qualitative methodology, using interviews as the research instrument to investigate the research questions. The selection of qualitative methodology was based on the desire to understand the participants’ learned experiences (Creswell, 2012). Maanen (1979) stimulated researchers to use the qualitative approach as a basis of insight into organizational situations. The qualitative approach applies to the social sciences, including, for example, business (Bluhm et al., 2011). Researchers focus on words and observations to explain reality and attempt to describe people in those circumstances (Creswell, 2013). Qualitative researchers are aware that employee engagement have been discussed previously in the literature but this study seeks to get closer to their data than simple numbers.

The researcher recruited participants with the capacity to provide sufficiently authoritative and credible information to be generalized to the UAE’s public sector. This was intended to address the problem of generalization associated with qualitative research methods. 

[bookmark: _Toc485153243]3.2.2	Research Approach

Whereas the research philosophy underscores the researcher’s perception of how knowledge is created, the research approach focuses on the actual scheme the researcher will use to create knowledge in the perceived or intended manner (Diriwächter and Valsiner, 2006). There are two main forms of research approaches in the academic literature knowledge: deductive and inductive approaches. However, O’Leary (2006) suggested the deductive approach as being more suitable for quantitative studies, given that it deals with testing hypotheses through scientific deductions. Although hypotheses are posited in this study, they would not be tested using scientific deductions, such as inferential or descriptive statistics. Therefore, the inductive approach was selected, as this provides researchers with much flexibility in the research process, whereby the emphasis of the data collection process may be modified to suit the context being tested in a given study (Collis and Hussey, 2013). Moreover, Gerrish and Lacey (2013) noted that the inductive approach is highly suitable for qualitative methods when combined with an interpretivist philosophy. As part of the inductive approach, questions to be answered by the respondents are open-ended ; the variations in responses will be the basis for modifying the study’s emphasis, aiming to reach conclusions on how various factors affect employee engagement in the workplace.

[bookmark: _Toc485153244]3.2.3	Research Strategy

To create knowledge in any research process, in the absence of an existing useful dataset, the researchers need to collect data. The mechanism used by researchers to collect data is referred to as the research strategy (Blaxter et al., 2001). Qualitative study is a type of research strategy in which the researcher explains the common meaning for several individuals based on their experiences of a concept or phenomenon (Cresswell, 2013). For this study, the studied concept was factors influencing employee engagement, and the research setting was UAE public sector organizations. Gerrish and Lacey (2013) noted, the major advantage of qualitative is that it allows researchers obtain in-depth insight into the studied concepts.



3.3	Methodological Choice: Qualitative method

This study investigates several questions that need to be explored (as indicated in Section 3.1). The thesis’s main objective is to explore employee engagement in the UAE’s public sector and explain the factors that impact engagement in these organizations. This require flexible and in-depth insight in the research process and analysis.

As explained above, this research uses qualitative methods. To generate in-depth detail, qualitative was adopted as the research method, because it this strategy can help the researcher answer the proposed research questions and because the aim is to develop propositions for further investigation.

This method is designed to discover phenomena and extract (from the data) formerly unobserved or unnoticed subjects, as it discovers the experiences and meanings of phenomena. In addition, it discloses meanings or recognizes the effects of a phenomenon, rather than making inferences. At the same time, this approach offers rich descriptions that benefit understanding. The result of developing this knowledge is that researchers may better understand the experiences of phenomena. Moreover, it aims to improve understanding of a phenomenon through specific human experiences thereof, to better understand experiences of existing in that life-world. It assists in understanding a person’s experiences, rather than offering causal explanations thereof. The process provides descriptions that are rich and full, together with interpretations that precisely define what phenomenon means. Qualitative method is dedicated to understanding experiences of the phenomena as a whole, rather than portions of those experiences (Cresswell, 2012).

Data and information on UAE public organizations are not available publicly except what is published on the organizations’ websites: all the reports and publications are prepared in-house. In addition, all the rules and regulations applied in all UAE public sector organizations are similar, and all these organization consider their data to be highly confidential. Thus, there is a lack of understanding of what leads to high turnover and disengagement in these organizations. In these circumstances, quantitative analysis would not add value. 

With reference to the above conditions regarding the type of research questions, the nature of the study, and the accessibility and availability of data, it was concluded that qualitative method would be the most suitable and appropriate method to use in this study.

Overall, a longitudinal study would be most suitable for conducting employee engagement research, as the researcher could conduct several observations concerning the same subject over a period of time, enabling the identification of variable patterns. However, for this study, time and financial constraints had to be considered. More importantly, in the UAE context, the researcher to obtain several permissions from the top management in each organization, thus conducting a longitudinal study and gaining access to the data and information is very complicated process and time consuming.  Another challenge is the difficultly of using the same respondents in specific organizations throughout the course of a longitudinal study, as participants tend to have several responsibilities and tasks, and often have to move between offices in the Emirates.  Finally, as this study was an individual project, time and finance were fundamental constraints. For these reasons, a cross-sectional research strategy was the most practical choice for this study.

[bookmark: _Toc485153245]3.4	Data Selection

The goal of this qualitative study is not to generalize but rather to provide rich, contextualized understanding of some aspects of human experience through intensive study of particular cases. If two or more respondents support this proposition, replication may be claimed.

[bookmark: _Toc485153246]3.4.1	Sample

The foundation of sample selection for this research was participants’ experiences regarding employee engagement. All individuals contributing to this study met the following criteria: (a) an adult in full-time employment; (b) employed by their current organization for at least five years; (c) employed in a UAE public sector; (d) being a manager or employee; and (e) an English speaker. A purposeful sample of 24 individuals will be considered, as a representative sample may have 15 individuals (Creswell, 2013). Participants needed to have experience of employee engagement in order to be able to answer the research questions and, thereby, assist in achieving the study’s aim.  Reaching saturation occurs when, after a review answers to questions, no new concepts or themes emerge in the subsequent interviews (Trotter, 2012). The author reached saturation after interviewing 24 participants, comprising five managers and 19 employees.

As O’Leary (2006) noted, a study’s population comprises all the people that can potentially be directly included in data collection. This study’s population is the managers and employees within the UAE’s public sector who have worked at their present organizations for at least five years. The requirement of five years’ service was set to ensure the respondents would have several practical experiences of different factors, such as organizational culture, leadership, teamwork, and POS, within their organizations. Of 16 public organizations in the UAE, the majority there are headquartered in Abu Dhabi and a few are located in Dubai, these organizations have branch offices in other Emirates. Two public sector organizations were selected for the study because they are well representative of the phenomenon of interest, for the following reasons.

Organizations A and B are the two oldest public sector organizations that provide services at various levels to the UAE’s multicultural community. Though the rules and regulations are the same in both organizations Organization A is considered to have higher turnover than Organization B; there is an apparent tendency for some of Organization A’s employees to change their profession, seeking a position in management. Both organizations face continuous changes, either in their rules and regulations or by appointing new management.

All the respondents were English speakers and were able to understand and interpret the interview questions presented in English. Each respondent was investigated separately to enable the emergence of patterns that can be generalized across respondents. The purpose of this research is not to claim that the findings are universal and representative of all UAE’s public sector organizations. 


Nevertheless, use of the qualitative method has various limitations (Creswell, 2014; Janesick, 2011; Patton, 2002). First, the researcher’s role must include integrating their own biases, beliefs, and values up-front in the study (Janesick, 2011). A second limitation is that the process can be time-consuming and labor-intensive (Creswell, 2014; Janesick, 2011; Miles et al., 2014). The large amount of data to be analyzed could be a disadvantage as the researcher can miss information and it is time consuming: a researcher must understand this before undertaking a qualitative study (Creswell, 2014; Patton, 2002). Further, the individual circumstances in which the data are collected cannot be generalized (Maxwell, 2013; Patton, 2002). Finally, there are limitations related to credibility and reliability; as Rudestam and Newton (2015: 131) explained, the researcher is accountable for convincing themselves and their audience that the findings are based on critical investigation. Therefore, the researcher must do their best in the analysis phase to present the data and interconnect what the data discloses, with regard to the study’s purpose (Patton, 2002: 433).

In selecting a suitable sample, the researcher approached several respondents in public sector organizations to invite them to participate in the study. A formal letter from Abu Dhabi University was sent to each prospective respondent. With assistance from a professional contemporary, individuals were approached done directly by the researcher relying on existing professional relationships.

The literature considered in Chapters 1 and 2 illustrates that academic literature is very limited, demonstrating the need for in-depth studies to explore the factors that affect employee engagement, as very few studies have investigated this topic in the UAE context.

Given the above difficulties, this study’s sample size was limited to 24 individuals from two organizations for the following reasons:
1. Some of the respondents declined to be interviewed because they did not know about employee engagement, while some others declined as they could not accommodate being interviewed in their busy schedules.
1. Many organizations were not willing to allow their employees to participate in the research based on the confidentiality of their data. 

Based on the above challenges, analysis of 24 individuals was considered sufficient to address the research objectives. 

The criteria for sample selection were thus as follows:
a. The researcher can access the organization’s internal data;
b. The respondent:
i.  is willing to participate in the investigation;
ii.  knows about the concept of employee engagement;
iii. speak English;
iv. is an adult in full-time employment;
v. has been with their current organization for at least five years;
vi. is employed in the UAE’s public sector; and
vii. is a manager or employee.

As all the data and information concerning the two selected organizations are confidential, the researcher was not permitted to use such information in the research. Consequently, it was difficult to access in-depth insight into the departments in these organizations. However, the researcher has prior experience of a public sector organization, and all such organizations in the UAE have to impose the same rules and regulations.

[bookmark: _Toc485153247]3.5	Data Collection

To generate useful results, the following steps were taken:
1. Primary Data Collection: Interviews (September 20, 2016 – October 25, 2016): in-depth interviews with the top management and senior employee were conducted (Appendix A).
1. Secondary Data Collection: the goal of this activity stage was to investigate and understand the similarity and differences between the two organizations in respect of company background, employee turnover, and productivity, using various sources of information.

Due to restrictions on gathering data to conduct research in the UAE’s public sector, choosing a suitable technique for data collection is vital. Cresswell (2013) emphasized the efficacy of studying the methods of data collection and analysis in relation to the paradigm of choice. The next section will discuss issues related to the reliability and validity of the data, the research instrument, and the interview process and procedure.
[bookmark: _Toc485153248]3.5.1	Research Validity and Procedures

[bookmark: _Toc485153249]Research Validity

The primary source of data and information was a series of detailed in-depth interviews, conducted for one hour with two senior male managers and ten senior employees from Organization A and three senior female managers and nine senior employees from Organization B. The interview covered questions regarding employee engagement in UAE public sector organizations. The interviews were very important to gain insight into how employees in the UAE perceive engagement, as well as to understand the factors that impact employee engagement in the UAE’s public sector. A sample of the interview questions and transcripts are provided in Appendices B and C respectively, whereas the procedures are discussed in the following section. The key aim of these interviews was to discuss the phenomenon of interest in this study. All the interviews were semi-structured, allowing informants the freedom to express their views in their own words, giving the researcher a better understanding of the issues. The topics covered were as follows:
i.	Definition of employee engagement;
ii.	Factors that impact employee engagement;
iii.	The differences in engagement level; and
iv.	Organization and employee obligations toward engagement.

All the issues were derived from questions proposed in this research. The interview questions were checked by the research supervisor to ensure that they cover the study’s objectives. Thus, changes were made to the initial questions, including adding an introductory statement about the general definition of employee engagement, and adding two questions regarding what the organization and employees must do to enhance engagement levels.

The secondary data included both organizations’ websites, annual reports, newspaper and magazine articles, and other sources (unpublished and published materials), which were collected to increase the findings’ validity. Thus, triangulation of the data increased the quality of the research and enhanced the validity of the findings, as the data sources comprised interviews, internal documents, and external documents. The use of different sources of information helped both to improve and to progress the clarity and accuracy of the research findings (Ritchie and Lewis, 2003).In addition, member checking was used as a quality control method, which involved requesting participants to verify the accuracy and credibility of the data (Harper and Cole, 2012).

[bookmark: _Toc485153250]Research instrument

The research instrument is the tool with which researchers collect data (Becker, 2007). For this study, the research instrument was an interview guide: the main data collection procedure employed in the study was interviews. An interview guide is basically a document containing questions to be asked during an interview (Blaxter et al., 2001). Its use helps to give an appropriate degree of structure the whole interview procedure, rather than allowing it to be haphazard (Clifford and Clark, 2004). By drawing inferences, the researcher becomes well-guided in the course of conducting interview, so that the same set of questions can be posed to all respondents, ensuring that the study’s data or findings are all directed toward the same end. Moreover, the interview guide helps the researcher to plan the interview in advance, so that questions outside the scope of the study will not be posed. The interview guide used in the study was basically an extension of the research questions posed in Chapter 1. This was to ensure that the interviews became an avenue through which the study’s research questions and specific objectives would be addressed.

The researcher chose interviews because the study’s intention is to focus on gathering data on the participants’ experiences. Qualitative research usually requires interviews to gather meaningful data (Creswell, 2013). The interview included four demographic questions and 12 open-ended questions. Conducting interviews face-to-face, by phone call, and through emails (two interviews were conducted by phone and five participants were asked to verify their responses through email because they were busy after conducting face to face interview) helped the researcher to obtain reliable and valid verbal responses (Creswell, 2013). Raw data is available upon request from the researcher. Sixty minutes was allocated for the collection of data during each interview. As interview length can have an influence on response quality, the researcher was conscious to ensure the interviews were sufficiently long to obtain meaningful data (McGonagle et al., 2015). Recorded to enhance readability.  To maintain participant confidentiality, the author used numerical codes to identify participant responses. All participants signed a copy of the informed consent form before beginning the interview. The researcher tried to create a suitable atmosphere during the interview process through choosing quite places and conduct the interview with the interviewee alone.

[bookmark: _Toc485153251]  The Research Interview Procedures

The data collection process began with an invitation to participate in the study, accompanied by a cover letter from the Abu Dhabi University (Appendix C).  That happened after the research questionnaire (Appendix A) approved by the University’s IRB (Appendix G). Participants were assured of complete confidentiality regarding their responses before completing the informed consent form (Appendix B) and before starting the interview process. Invitees who did not sign the informed consent form were not permitted to participate in the study.

All participant data remained confidential; however, the author knew the identities of the participants, having personally arranged and conducted the interviews. The study used codes to refer to individual participants as a confidentiality measure (Morse and Coulehan, 2015). Therefore, the participants received a number at the beginning of the interview, which was used to identify the participant in each audio recording. All participants responded to the research questions in English language (Appendix A). At the end of each interview immediately, the author played the audio recording back and reviewed each response with the participant for validation and accuracy. The advantage of recording interviews is to capture the full detail of every answer, which allow the researcher to hear the responses and repeat it for clarity and the researcher can observe the interviewee’s tone of voice and speed of speech. Conversely, the disadvantages are technical problems in the device and some interviewee feeling nervous about being recorded, which may affect their responses during the interview (Kalpesh, 2013). To complement the audio recordings, the researcher took handwritten notes during each interview about the significant phrases related to the concept of this study such as employee engagement. Thus during the interview, the researcher focuses mainly on responses and seeks to identify any nonverbal cues.  At the conclusion of each interview, the author thanked the participant and expressed appreciation for their time and willingness to participate in the study. In addition, the researcher did not offer any incentives to the participants.

All the interviewed senior managers had decision-making responsibilities and knowledgeable about both their organizations and the concept of employee engagement, and this is the same with the rest of participants who are senior in their organizations.  For all the interviewees, using semi-structured interviews and open-ended questions allowed the respondents to reflect their perceptions, experiences, and emotions.

 There are a number of merits and drawbacks associated with the use of unstructured interviews. The main merit influencing the use of unstructured interviews in this study was that it allow respondents easily express themselves without feeling pressured in any way (Collis and Hussey, 2013). All questions asked in the interview session were open-ended in accordance with the qualitative nature of the study (Becker, 2007). Different approaches were, however, used in the data collection procedure, with telephone and online methods used to complement in-person interviews where necessary. 

[bookmark: _Toc485153252] Research Organization Technique

All interviews were audio recorded to ensure the accuracy of the recorded data (McGonagle et al., 2015). Both the audio recordings and the interview transcripts are currently kept in a private folder on the researcher’s personal computer to maintain participant confidentiality: only the researcher has access to that folder. The researcher will delete the audio recordings and transcripts after five years after receiving the Doctorate certificate. Each transcribed interview was identified by the interviewee number and the interview date. For confidentiality purposes, each participant code includes the letter “R” for “respondent,” followed by a number in parentheses. Furthermore, during the interview, the researcher took notes regarding any items that needed clarification from the participant or that could help in the analysis process. This process was helpful in determining if any researcher bias existed (Draper and Swift, 2011). All the written notes were destroyed after completing the analysis process.

[bookmark: _Toc485153253]3.6	Data Analysis
Both manual and computerized methods were used in analyzing the study’s data. The manual aspect of the analysis comprised transcribing the interviews from an audio version to a written version. Once this was completed, the researcher used computerized analysis, employing Nvivo software to code the interview responses into the form of workable data. The codes were developed based on themes developed earlier in the research process from the research questions and the study’s specific objectives.

[bookmark: _Toc482865919][bookmark: _Toc482868529][bookmark: _Toc485153254] Details of the analysis process are discussed in Chapter 4.
	
[bookmark: _Toc485153255]3.7	Ethical Considerations
Because this was a primary research study involving human participants, it was very important for the researcher to ensure the maximum level of ethical practice (Alasuutari et al., 2008). Several actions were taken in line with ethical and legal requirements for primary research of this nature. First, data were collected with the fully informed consent of the organizations and individuals used in the study before any individual was allowed to participate in data collection. For example, an invitation was sent to participants through a cover letter issued in the name of Abu Dhabi University, which is the degree awarding university. Next, the researcher ensured that respondents identity will be confidential. That is, at no point in the presentation of findings were the identities or specific workplaces of the respondents revealed. 

Furthermore, although the interviews were largely recorded, the researcher ensured that no third party had access to the recorded information. This was achieved by recording using an digital voice recorder, the memory chip of which, containing the information, was kept in a safe, to which only the researcher had access. After completing the research, the researcher ensured that the retained materials will be destroyed, as well as the notes developed in the course of analyzing of the findings. It is also important to mention that data analysis and presentation of findings were done with as much accuracy as possible: that is, no false representation of ideas from the respondents was made. 

3.8	Conclusion
This chapter has described the methods used in conducting this research. The use of a suitable research strategy is vital for achieving the research objectives: for this purpose, the researcher chose qualitative method in this study. Having justified the research methodology here, details of the analysis and findings will now be presented in Chapter 4.









[bookmark: _Toc485153256][bookmark: _Toc478593093]CHAPTER FOUR
[bookmark: _Toc482868532][bookmark: _Toc485153257]FINDINGS IN THE CONTEXT OF RESEARCH AIMS AND OBJECTIVES 
4. [bookmark: _Toc485153258] Introduction

This study founded based on the limitations in the literature about employee engagement in the UAE (see Chapters 1 and 2). Thus, this study explore employee engagement in two UAE public organizations, in order to disclose the factors that impact employee engagement and lead to high turnover. 

Generally, the UAE has spent tremendous efforts to enhance and change public sector, through incentives such as excellence awards and leadership programs (Al Marashi and Bhinder, 2008). However, the public sector is facing management challenges (Jabnoun and Chaker, 2003).  This lead to raise several questions to understand this issue.  The main objective of this study was to explore the factors that impact employee engagement in public sector in the UAE.

The current study was designed to explore the employee engagement pattern, employee and manager definition of that concept; their strategies to remain engaged; difference of gender engagement level, demographic factors that influence employee engagement; and what motivate each gender to stay engaged. 

With the purpose of exploring the aim of this study and to explain the issue, three main questions were discussed. The first is: How do employees in the UAE define employee engagement? The second is: What drives employees to demonstrate different levels of engagement? The third is: What is the difference in engagement levels between females and males? As the literature lacks from information to answers these questions.  That emphasize the need to explore that in this study.

In this chapter, the findings are interpreted, compared, and analyzed based on the literature in Chapter 2.   Section 4.2 -4.5 illustrate the research findings. Section 4.6 concludes the chapter.

[bookmark: _Toc485153259]4.2. Research Analysis Process

Data analysis in qualitative research comprise arranging and organizing the data into transcript for analysis, then reduce the data into themes through the process of coding and lastly, demonstrating the data in figures, tables or a discussion (Creswell, 2013, P180). Research questions rely on the degree to which questions touch lived experiences distinct from theoretical justifications.  Based on that, all the written transcripts are read several times to attain a general feeling for them.  From each transcript, significant phrases or words that relate directly to the lived experience of engagement are recognized. Meanings are then articulated from the significant phrases and words.  The formulated meanings are clustered into themes permitting for the emergence of the themes common to all of the participants’ transcripts.  The outcomes are then integrated into an in-depth, comprehensive description of the phenomenon (Creswell, 2013).
The data are then interpreted in the study through charts and diagrams under the segregated heads prepared, based on varied themes of the study. The result of analyzing the data for respondents from the two organizations did not claim unique differences except the type of employee engagement for each individual.

[bookmark: _Toc485153260]4.3. Defining Employee Engagement from the Perceptions of UAE Employees

The term ‘engagement’, from the employees view point, refers to “an employee’s sense of purpose that is evident in their display of dedication, persistence and effort in their work or overall attachment to their organization and its mission” (Office of Personnel Management, 2016, 3). It is a matter of deep concern for the organizations to maintain an effective work force, where the employees are intensely engaged with the work process, environment and with the organization as a whole. The presence of an engaged workforce enables the organization to establish itself as a successful agency not only by making complete utilization of its human resources, also by moving towards the attainment of their ultimate goals of sustainability in the long run (Office of Personnel Management, 2016). The aspects of employee engagement has also been defined by employee bodies as, “being focused in what you do (thinking), feeling good about yourself in your role and the organization (feeling), and acting in a way that demonstrates commitment to the organizational values and objectives (acting)” (Yu, 2013, 10-11). It therefore refers to the fact that proper integration of the three concepts of thinking, feeling and acting of the employees makes up the process of employee engagement within an organization (Yu, 2013).

[bookmark: _Toc485153261]4.3.1 Employee Engagement

Positive employee engagement within an organization entails the favorable conditions and environment that offers the employees with a higher level of motivation, encouraging them to work for the attainment of the organizational objectives. Certain factors, such as strong commitment, trust, effective flow of communication and integrity, further contributes to the creation of a positive engagement between employees in the organizational operations. The foremost reason behind this contribution is that these aspects not only help in accomplishing their common goals but simultaneously enables them to satisfy their personal requirements and obtain their targeted objectives. Notably, understanding ones job role and placing themselves as a part of the organizational team are the most significant factors associated with employee engagement. This also consists of the moral values, fairness and trust present amid the employees, which helps them to work enthusiastically for the growth of the organizations in the long run (Engage for Success, 2016). From the primary data collected using the interview process, it was inferred that the respondents had their own way of defining the concept of employee engagement. Illustratively, on one hand the employee respondent #12 had opined that considering employee engagement, “they do their best”, on the other hand, employee respondent #23 opined, “employee are interested in doing his job and every day excited, positive energy”. For the same question, answer provided by employee respondent #4was, “engaged employee gives extra: more than what is in his job description”. Hence, it can be stated that all the employees, irrespective of their job role, has their own views regarding employee engagement, which are mostly positive in nature and are primarily oriented towards the motivation and satisfaction levels of the employees.

[bookmark: _Toc485153262]4.3. 2. Disengaged Employee

Disengaged employee can be defined as “uncoupling of selves from work roles, in disengagement, people withdraw and defend themselves physically, cognitively, or emotionally during role performances” (Byrne, 2014, 77). The disengaged employees are mostly found to turn themselves passive in their performances, within the organization, rather than quitting the job as their ultimate decision. These kinds of employees primarily avoid taking active position within the organizational operations, tend to keep their identity hidden and prefer to camouflage their feelings, thoughts and aspirations during their work process. The central tendency of the disengaged employees are to avoid their tasks and force those assigned tasks upon others, especially to their subordinates when holding managerial roles (Byrne, 2014). The fundamental problem with the presence of disengaged employees within an organization is their negative effects on the workplace environment, which not only affects their performance but also distract others from working efficiently. Hence, it can be stated that these employees impose a negative impact on the business proceedings, thereby affecting its final performance largely. The negative attitude of the disengaged employees, at times, has a direct impact on the customers as well, which can be regarded as the most critical problem for any modern business concern and its long-term sustainability in the existing markets (Reitsma, 2010).  Sometimes they tend to leave the organization in order to get more money as stated by employee respondent # 20 remarked
Employee will leave the organization once he found better offer outside whereas sometimes we have an employee who can come and finish the work within two hours. We were having qualified employee who are able to finish job that required several hours within 2 hour.  Other disengaged employee if they get 1000 dirhams more in other organization he will leave us without thinking what we will suffer.

 This can more comprehensively be understood from the Nvivo results on the employees’ perceptions regarding their disengagement, as derived from the primary research process. It provides a clear inference of the fact that employee disengagement with the organizational objectives can lead to negative results, both for the company as well as for the employees, which can be understood from the Figure 1 provided below.



[bookmark: _Toc482870503]            Figure 1:    Employee's Perception on their Disengagement
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[bookmark: _Toc485153263]4.3. 2. Differences in the Perceptions of the Managers and the Employees on Employee 
[bookmark: _Toc482865929][bookmark: _Toc485153264]           Engagement

Employee engagement, when assessed from the managers’ point of view, helps in understanding that positive attitude of the employees, emphasizing their loyalty and creativity, which largely contributes to the enhancement of the organizational performance in the long run. Therefore, the managers primarily focus on the concept of employee engagement, which in turn results in the enhancement of productivity within an organization (Robinson et al., 2004). The mangers also view this concept as an element of soft Human Resource Management, as it aims at tracking down the employees’ perceptions and thought-process, thereby enhancing their level of commitment towards the working environment. Observably, the managers play a significant role in pointing the importance of the employees within an organization, which makes them feel valued and in turn engages them with the organizational environment (Mehta and Mehta, 2013). This thought regarding employee engagement as well as disengagement is substantially different from the perceptions of the employees, which had already been discussed earlier. 
The primary findings also present the differences between the viewpoints of the managers and the employees regarding the concept of engaged and disengaged employees as illustrated in the table 1 below.





[bookmark: _Toc482819896]Table 1:      Variation in the Manager’s and Employees’ perceptions on Engaged and      
                    Disengaged Employees (Primary Outcomes)

	
Type of Employee
	Managers' View
	Employees' View

	Engaged Employee
	R(21) positive attitudes, fewer leaves, sick absence reduces, pride and loyally
	R(1) committed

	
	R(3) take the tasks very seriously , satisfy the employers
	R(10) very positive, productive, encourage others, come up with change initiatives,

	
	R (6) more motivated, more willing to have a commitment in the organization.
	R(11) enjoy what you do

	
	R (7) reach the organization goals
	R(12) like their work, do their best

	
	R(8) very active, creative, and knows all the information about the organization
	R (13) effective

	
	
	R (16) stay in the organization

	
	
	R(17) add value by suggestion

	
	
	R(2) offer more ideas

	
	
	R (20) finish the work on efficient  efficiently

	
	
	R(24) work hard and stay until job is done

	
	
	R (4) communicates effectively with colleagues, gives extra: more than what is in his job description.

	
	
	R(9) motivated, problem solver

	Disengaged Employee
	R(21) bad performance
	R(10) negative

	
	R (3) not really interested in the job, interested in the salary, or interested in the conditions, do not achieve organization goals
	R(1) not focused

	
	
	R(10) don’t do their work, always complaining

	
	R(6) negative
	R(11) think about the money only

	
	R(7) they don’t like change
	R(13) always says, no

	
	R(8) do only the daily routine work
	R (14) emotional commitment to their work

	
	
	R(17) add zero value to the organization

	
	
	R(19) The difference between engaged and disengaged employee is the level of performance

	
	
	R(20) leave the organization once he found better offer outside



[bookmark: _Toc482819337][bookmark: _Toc482865930][bookmark: _Toc482868540][bookmark: _Toc485153265]Besides, it has also been inferred from the primary findings and the use of the Nvivo software that unlike the employees’ perspectives, the managers view the domain of work to be the most important aspect, which is affected due to the presence of disengaged employees. Correspondingly, the result has been provided in the figure 2 below.

[bookmark: _Toc482870504]Figure 2:     Managers' Perception about Disengagement
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The findings obtained on the views of both the employees and managers on employee engagement showed some similarity; both believed that positive attitudes significantly contribute to increased employee engagement. Managers also argued that in the public sector in the UAE significantly benefit from the positive attitudes of the employees. As such, they claimed that issues such as high employee turnover rate should be minimized if productivity and profitability are to be optimized.  Therefore, managers in the public sector should identify ways of minimizing negative employee attitudes and traits, there are various studies that suggest some of the ways that contribute to low employee turnover rate, increased engagement, and improved productivity and consequently profitability(AlMehrzi and Singh, 2016; Collins, 2013; J. James et al., 2011; Kular et al., 2008a). One the other hand, employees viewed disengagement as a negative attitude and the disengaged employee add zero value, look for money and have high potential to leave the organization.

One of such is defining employee responsibilities and expectations (Liberman et al., 2011). Managers can build healthy and close relationships with the employees by clearly and concisely spelling out and communicating what they expect from the employees. Once applicants have read the job description and understood the requirements and responsibilities attached to it, then they become aware of what they should achieve to meet the standards and expectations of the organization as regards their performance. Additionally, the manager should motivate their employees and make them feel part of the business. It also enables employees to understand the goals that they should work towards achieving. This changes their attitudes for the better and reduces cases of absenteeism from the workplace. 

Managers should also role-play as a coach (Chang et al., 2009). Previously, managers were viewed as supervisors. However, studies in the contemporary context have shown that most employees get motivated for work when working under managers who are supportive and interact with the workers to guide them. This helps workers to develop a positive attitude towards work and better understandings of the system; this positions them excellently to get promoted. Additionally, when the department manager becomes a mentor or coach, the confidence of the employees in the company is boosted. This is because it makes them feel appreciated and acknowledge that the organization is committed to helping them achieve and become the best that they can. It also boosts the bonding between employees and managers, motivating employees to develop positive attitudes and optimism towards their work; this leads to increased productivity and consequently high profitability (Branham, 2005; Breevaart et al., 2014; Marquard, 2010).

Managers should also promote the spirit of collaboration as opposed to competition at the workplace (O’Neill et al., 2009). Employees should be accorded the opportunity to collaborate and interact with the others. This allows unique, individual talents to be introduced in the organization as well as acquiring new skills as they exchange ideas and knowledge on various aspects of performance, productivity, as well as resulting profitability. Skills learned from fellow employees are then utilized in enhancing the productivity and performance of the organization. It also leads to the development of an organizational culture that aims at implementing new skills learnt from external sources. This also increases product differentiation in the organization (Boone, 2012; Geldenhuys et al., 2014; Malik, 2013).  Another way of promoting positive employee attitudes is through flexibility. Most of the employees in the contemporary society want options at the workplace if they are to be satisfied. They strive towards striking a balance between their personal and work life, and to maximize opportunities at the workplace as well as in their personal life (Allen et al.,  2010). In explaining the above statement, executive respondent # 21 remarked:

Leader play a big role in engaging employee to enhance productivity.  Leader should seek ways to motivate and let all the team member collaborate together as well as he should create the suitable environment were employee feel valued and appreciated.  So leader should not try to work alone or ask idea from employee. all team member are responsible to work in teams and work hard to achieve organization goals, but if one member was careless that attitude will impact other team members’ engagement level.




[bookmark: _Toc482819338][bookmark: _Toc485153266]4.4. Evaluating the Driving Factors Demonstrating the Engagement Levels

Business concerns in the present scenario are becoming lean as a result of the continuous transformations observed in the market conditions and innovations taking place in the business processes. In such circumstances, the pareto principle, which implies that “the vital few and trivial many is”, can prove highly effective in meeting the needs of organizations. This implies that the disengaged employees are likely to be more in numbers as compared to the engaged and active lot of work force within a particular organization. Hence, employee engagement is considered a crucial aspect for the organization in order to eliminate the potential challenges in the path of successful operations focusing both short term and long term growths. There are various factors that drive employee engagement within the work environment, thereby leading to the positive outcomes in the organizational (e.g. productivity, satisfied customer and increase retention) as well as in the individual levels (e.g. motivation, commitment, satisfaction, secured job and high performance) (Swathi, 2013). 

[bookmark: _Toc482819339][bookmark: _Toc485153267]4.4.1. Driving Factors for Employee Engagement in the UAE


The key factors, which act as driving forces for employee engagement, in majority of the organizations are organizational culture, leadership, POS, employee motivation, teamwork, job satisfaction, favorable operational conditions, recognition, quality of life, vision clarity among the most prominent ones. The ethical standards maintained within an organization are thus perceived to lead to the development of a positive organizational culture, which is one of the most important factors necessary for influencing employee engagement. Moreover, the employees’ job satisfaction also needs to be effectively managed as this contributes largely in promoting their engagement level with the organization. Job satisfaction can be obtained primarily by offering the employees with ample opportunities for personal development and career growth, which in turn helps to eliminate the threats of boredom and monotony amid the workforce. Although pay or monetary rewards drive the individuals to perform efficiently within an organization, the relationship shared between the employees and the managers also helps in determining the extent, to which it can align with the operational proceedings. The rewards and recognitions also help in augmenting employee engagement in an organization, as it helps them to understand their importance and value from the organization. Improving employees’ quality of life by providing them with incentives and additional facilities in case of needs, such as work-from-home, sick-leaves and vacations for relaxations, also motivates them to engage with the organizational environment. Moreover, including the employees in the process of organizational decision-making and providing them with a clear knowledge of its vision and mission, also makes them feel associated with the organization and its operations. This therefore increases their feeling of oneness with the company, which further boosts the degree of employee engagement therein (Saks, 2006). 


The primary research results also provide a clear understanding that there are varied factors influencing employee engagement within the public sectors of the UAE. In this regard, Appendix F illustrates that 10 out of the 24 selected respondents perceive all the factors (Leadership, POS Teamwork, employee motivation and organizational culture) as equally responsible to promote employee engagement in the UAE public sectors. 8 and 4of them opted for leadership and organizational culture to be the best option respectively. Least number of respondents however, which comprised only 2 female participants, believed teamwork to be the most important factor that could drive employee engagement in the UAE (Appendix F). Hence, it can be inferred that even the managers and employees of the public sectors established in the UAE considers the driving forces to be an essential aspect to augment employee engagement, thereby leading to the success of the organization in the long run.

A varied approach was applied instead due to the fact that the approach used was qualitative in nature (Marshall and Rossman, 2014). There is a two-step process that starts with fundamental coding as it seeks to ensure that the overall themes are distinguished; this is followed by a code that is more in-depth and interpretive. It enabled more specific patterns and trends in the current study to be established, as well as the generation of the matrix.

In this case, coding was attributed to ground coding; this implies that notable patterns and themes were allowed to emerge from the various documents. However, it is worth noting that prior to the construction of the various categories such as emotional, cognitive or physical engagement, a first cycle coding method was applied by the researcher. The method that was adopted in this case the data labeled using a word or short phrase (Saldaña, 2015). The code terms and phrases that were used by the respondents were used. This enabled the participants to significantly have a voice in the study.


In this case, it could be concluded that coding played a crucial role in the approach as it made data entry faster and more accurate, increased accuracy due to validation, reduced the amount of space that was required for the data entry, as well as increasing the ease of accessing the data and its security.

Therefore, the second step that was adopted in order to acquire an in-depth insight on the factors that impact employee engagement was posing the following question to the respondents; “Of all of the factors discussed thus far, which three factors have the greatest impact on employee engagement?” This required each of the respondents to identify and rank factors that they considered to have the greatest impact on employee engagement in organizations in the public sector in the UAE.  Based on the definition formulated by Kahn (1990), the data collected gathered from each respondent (transcript) was classified as emotional, cognitive and physical engagement.  In order to determine the type of engagement for each respondent, a literature map was generated from the below scales and it is illustrated in Appendix (D):


a. Engagement Scale: 13-item questionnaire measuring engagement (cognitive, emotional, and physical) and built mainly on Kahn’s (1990) study (May et al., 2004). 
b. ISA Engagement Scale: a new nine-item questionnaire that comprises of three dimensions: intellectual, social, and affective engagement (Soane et al., 2012). 
c. Job Engagement Measure: 18-item questionnaire drew on Kahn’s (1990) theory to describe how engagement “represents the simultaneous investment” of cognitive, affective, and physical energies (Rich et al., 2010). 
d. The Utrecht Work Engagement Scale: 17-item questionnaire to assess the relationship between engagement and burnout. Built on the burnout literature (particularly the MBI scale) (Schaufeli et al., 2006; Viljevac et al., 2012). 
e. Employee Engagement Survey: 8-item questionnaire utilized social exchange theory and Kahn (1990) and Schaufeli et al. (2002), sought to measure the cognitive, emotional, and behavioral aspects of engagement (James et al., 2011). 

The following step involved the application of the coding process. It is notable that coding is an analytical process whereby data in qualitative form is categorized to assist in analysis. In this case, the study was qualitative, and coding played a crucial role (Marshall and Rossman, 2014). After that the researcher utilized that literature map (see Appendix D) to color code each word or phrase manually and then used Nvivo 11.  So, the researcher  read each transcript several times and colored the significant phrases (see Appendix E), then the researcher counted the frequency of each type and the most frequent phrases were chosen to indicate, in other words, the highest repeated phrases, represented the type of employee engagement for each respondents.  Through combining the above two steps, an L-shaped matrix was developed as shown in Table (2) in order to see why employee demonstrate different levels.   

The horizontal column shows the constructs that was derived from the literature review.  Additionally, different letters were used to demonstrate the different constructs. Leadership was illustrated using (L), Teamwork using (T), Perceived organization support (POS), employee motivation (M), and organizational culture (OC). The vertical column illustrates the three primary sampling criteria which are the type of engagement; emotional, physical and cognitive engagement.  This is because they were considered the most significant constructs to control for the purpose of the study and they are therefore the most highly specified.  The secondary criterion was measured relatively to each of the dimensions or cells to recognize methods in which these constructs can be measured. For example, respondent # (the rank of the variable) was represented as R1(1) which indicates that respondent number one ranked this construct as the first important factor affecting his/her level of employee engagement.  This is shown in the matrix below.
 
[bookmark: _Toc477283433][bookmark: _Toc482819897]Table 2:      L-Shape Matrix for variables and type of EE

	Type of EE
	L
	T
	M
	POS
	OC

	Physical
	R1(1)                   R2(1)              R10(1)              R12(1)           R15(1)           R17(1)           R19(1)           R23(2)
	 R2(2)        R9(1)     R15(3)  R19(2)  R23(3)
	R1(3)           R9(3)   R10(3)  R12(1)  R20(1) R23(1)
	R1(2)              R2(3)         R9(2)    R10(2)  R17(2)              R20(2)
	R12(3)  R15(2) R17(3) R19(3) R20(3)

	Cognitive 
	R24(2)
	 
	R24(3)
	 
	R24(1)

	Emotional
	 R3(2)                       R4(1)                         R5(1)                  R6(2)              R11(3)            R13(2)                 R14(1)           R16(1)                  R18(1)           R21(1) 
	 R4(2)                                                R6(3)           R7(1)           R8(1)     R11(1)  R14(3)  R18(3)  R21(2)  R22(2)
	 R3(1)   R5(3)              R7(2) R11(2) R13(1)  R16(2) R18(2)
	R3(3)          R7(3)             R8(3)    R21(3)               R22(3)
	 R4(3)   R5(2)  R6(1)   R8(2) R13(3) R14(2)  R16(3) R22(1)


L= Leadership, T=Teamwork, M=Motivation,
POS=Perceived Organization Support, OC= Organizational Culture


The matrix shown above examples of theme clusters that emerged from their associated meanings:

Theme1: Physical engagement. Respondent who physically engaged considered leadership as the first most important factor that impact their engagement, that is supported by  Zhang and Bartol (2010) study which claimed that leadership as the most significant construct that affects the level of employee engagement.  Followed by perceived organization support and organizational culture were the third most important factor for them and that partially supported by (Sundaray, 2011). 
 
Theme 2: Emotional engagement. The emotionally engaged respondent also claim that leadership is the first factor that influence their engagement, followed by motivation and perceived organization support. 
 
Theme 3: Cognitive engagement. The cognitive engaged respondent claimed that organizational culture were the most important factor to determine employee engagement level and that is supported by the Corporate (2004) study , followed by leadership and motivation supported by (Sundaray, 2011).  Thus, it is noted that each type of engagement is affected by different constructs. 

It is also worth noting that most of the employee respondents involved in the survey claimed that they considered being happy and enjoying the work that they do as the main strategy to maintain a high level of employee engagement (Bakker, 2011). As such, they identified three factors as the main sources of happiness; the first of these sources is employee inner motivation to professionally develop employee own skills to match the current job and position. This was supported by the response and opinion that was given by employee respondent #5 who claimed that the government should make an effort to engage employees and make them happy.

In addition, another respondent also argued that happiness can be generated by fruitful engagement between employees and managers, as well as employee attitude such as having happy customer. This was raised by employee respondent #2 who stated that children love coming to the school. The third source is breaking daily routine work as employee respondent #11 claimed that It’s like a chocolate box, every day there is something new.  The consequences of that vary, employee respondent #11 who love challenge was struggling to save a marriage and this is the same for all the female manager respondents who have difficulty with their families. While other employee respondents receive different kinds of appreciation from the organization such as rewards as employee respondent#2 claimed, whereas, employee respondent #13 stated that she promoted to be a member in one of the administrative council. The majority claimed that they came up with creative idea and that led to improve productivity and organization performance. As such, it is recommendable for managers in organizations in the public sector in the UAE to consider these factors and integrate them within their strategies if they are to improve their level of employee engagement. However, it is worth noting that the efficiency of implementing these strategies could vary from one organization to another; they could work successfully for some business and totally fail for others (Liberman et al., 2011). 

The study also established that managers in the public sector formulate and implement strategies that aim at increasing employee and management salaries, achieving success in performance and profitability, as well as boosting productivity and promoting effective communication (Chang et al., 2009).  However, one of the challenges that the managers faced in realizing this was their need to work in teams that would enable them to appreciate and be rewarded through incentives such as promotions.  On the other hand, work responsibilities put pressure on the working mothers and hence negatively affected their level of engagement; some of them ended up resigning or getting laid off. In spite of their managerial roles, the manager female respondents claimed that they had responsibilities over their families and children. This vividly implies that their roles as mother may affect their level of engagement at the workplace.  For instance, female manager respondent #7 claimed, 
We have other responsibilities because we are mothers, raising a generation for this country, but the late Thursday tasks, weekend meetings and other managerial activities are impacting our families

 
On the other hand, all the employees and managers admit that organizational change has both a negative and positive impact on employee engagement; employee engagement affects the duration during the implementation of organizational change and due to challenges in understanding the needs of the employees. This is drawn from the response given by manager respondent#21 who claimed that:

People fear from change because some positions may be removed and other opportunities may arise.  So it is viewed either positive or negative based on the benefit each individual will get. 

And that is supported by employee respondent #20 remarked that:
If my old leader is replaced with a new leader, I think it might take time for the new leader to understand my abilities and my accomplishments, and thus he might face challenges in assessing me and boosting my motivation. As such, if the current leader stays for a long time, it is healthy and safe for the employees. However we have to not forget that our organization continuously change.
  
These responses imply that some employees find it difficult to appreciate any organizational change and they may fail to identify any positive outcomes of the change. This accounts for the high rate of resistance to organizational change in the public sector in the UAE (Chang et al., 2009). Overall organizational change depends on how employees see the benefit from the change as employee respondent#24 said.  Additionally, the responses could be used to deduce that employees dread that changes in organizational management could lead to a breakdown of communication since the new managers could take a long time to understand their needs and achievements. Such fears of organizational change also reduce employee engagement; this was particularly emphasized by manager respondent #8.

[bookmark: _Toc485153268]4.4.2. Strategies Undertaken to Retain Employee Engagement

In order to cope with the potential challenges associated with the process of employee engagement and to make complete use of its driving factors as stated earlier, certain strategies need to be formulated and implemented by the organizations. One of the most common strategies as used by the organization is the communication strategy, as effective flow of communication is must for maintaining coherence amid the employers as well as employees associated within a particular organization. Managing communication procedures efficiently can lead to better organizational performances with the continuous improvisation brought about in the domains of training, retirement plans, reward systems and employee benefits among others. The transparency within the organization, the managers and the employees as a result of open communication therefore boosts the motivation of the employees and builds strong employee engagement in the work environment (Zajkowska, 2012). The strategies of employee engagement not only help to attract employees to get involved with the organizational operations but also participate in the process of employee retention. This has a tremendous impact on the quality maintenance of the workforce, by making use of the experiences of the older employees as well as the innovative and modern thought-process and approaches of the fresh ones. The organizations therefore focus on the formulation of strategies to develop a healthy and friendly work-environment by implementing facilities, such as gym, parking, healthcare programs, travel opportunities, financial planning and other schemes to attract the younger generations to actively engage with the organization. On the other hand, the organizations must also develop strategies to retain the old and existing employees for longer durations by offering additional superannuation amounts for above two to three years of association, contract completion incentives, bonuses and anniversary allowances among others (Hutchings et al., 2011). However the finding of this study revealed that the strategies that all respondents either employees or managers used to stay engaged is the inner motivation.

[bookmark: _Toc485153269]4.5. Assessing the impact of demographic factors on employee engagement 

The demographic factors, such as age, gender, experience of working with a particular organization have tremendous impacts on the values, motivation level and satisfaction of the employees, which in turn help in the building of employee engagement within the organizational setting (Urošević and Milijić, 2012). The reason behind this impact is that the management decisions as well as the human resource of the organizations largely influence productivity as well as work behavior of the employees. It can hence be stated that determining the engagement of the employees within a particular work environment relies largely upon the demographic factors. Observably however, female employees are more actively engaged with the organizational operations in comparison to the males. Similar variations in the engagement status are also witnessed based on the nationalities and age of the employees, at varied points of time (Rotich, Cheruiyot, and Korir, 2016). 

[bookmark: _Toc485153270] 4.5.1. Impact of Gender Differences on Employee Engagement

The primary research conducted for this study through the process of interview had taken into consideration a total of 24 respondents, out of which 5 were managers and the remaining 19 were the employees. Figure 3 below depicts that majority of the respondents in both the groups were females with 3 out of 5 managers and 12 out of 19 employees.
[bookmark: _Toc482870505]Figure 3:    Gender of the Respondents



Employee engagement can be viewed as “the harnessing of organization members selves to their work roles; in engagement, people employ and express themselves physically, cognitively, and emotionally during role performances” (Agrawal, 2016, 1). It can therefore be inferred that the demographic factors such as gender and age plays a significant role in determining the nature of engagement that an employee possesses towards an organization, irrespective of their job role. This engagement can be comprehended from the passion, focus, commitment and involvement that the employees have for their work (Agrawal, 2016). While considering the impacts of the type of employee engagement amid the respondents pertaining to their gender, it was found in overall sample that 12 out of 19 selected employee respondents were females, while the remaining 7 of them were males. Figure 4 correspondingly represents that majority of the females (6 respondents) were emotionally engaged with the respective public sectors of the UAE, while 5 of them were physically engaged with the same. Only 1 female employee respondent was witnessed to be cognitively engaged with her organization, who stated: 
Everybody knows that when I am at work it is difficult for me to detach from the task that I am doing so I don’t answer my family phone calls and I realized that time pass quickly.














[bookmark: _Toc482870506]Figure 4:     Employees Engagement Based on Gender



In case of the male employees, it was witnessed that 5 of them (majority) were engaged with the respective public sectors physically, while only 2 of them were emotionally attached to it. Hence, it can be understood that the female more active in case of employee engagement in comparison to males. The females were both physically as well emotionally and cognitively engaged with their respective sectors in the UAE, whereas the males were mostly physically active therein.   However, Figure 5 below demonstrate that three female employees in organization A were emotionally engaged compared to three male who are physically engaged. Whereas, employee in organization B in Figure 6 demonstrated different type of engagement were female employees are equally physically and emotionally engaged, while one female employee are cognitively engaged.  However, male employee were physically engaged.








[bookmark: _Toc482870507]Figure 5:      Employees Engagement Based on Gender in Organization A





[bookmark: _Toc482870508]Figure 6:     Employees Engagement Based on Gender in Organization B




When considering the responses for the same question from the managers, it was further observed that both the female and the male respondents were only emotionally engaged with the respective organizations within the regional boundaries of the UAE. Figure 7 hence depicts that one out of 2 male mangers had opined: 
An engaged employee has positive attitudes and behaviors, leading to improved business outcomes, fewer leaves and lay-offs, and absenteeism reduces.

While a female manager respondent remarked: 
I think employee engagement is when they create their output as an output of the organization

[bookmark: _Toc482870509]Figure 7:     Managers' Engagement Based on Gender



It can hence be inferred from figure 8 that out of the 10 respondents, who are physically attached with their organizations, 5 of them are female and the rest 5 are males. This means that there no difference found in the opinions of physical employee engagement, implying that employee engagement is also affected by gender differences. The differences are observed in case of emotional as well as cognitive employee engagement, as both these areas are dominated by the female populations with 8 out of 13 and the 1 response respectively. 

[bookmark: _Toc482870510]Figure 8:    Summary of Employee Engagement Based on Gender



[bookmark: _Toc485153271]4.5.1. Impact of Age Differences on Employee Engagement

Another demographic factor that has an impact on employee engagement, considered in the primary research process was the age of the respondents. This can be implied from figure 9 provided below. Majority of the respondents ( 14 out of 24), irrespective of the gender differences, were found to be within the age group of 36-50 years, while 9 of them between 18-35 years of age and only 1 of them was above the age of 50 years. 

[bookmark: _Toc482870511]Figure 9:     Age of the Respondents



In the figure 10 illustrated below, it can be observed that out of the 14 respondents, belonging to the age group of 36-50 years, majority that is 7 of them were physically attached with their respective public concerns in the UAE, while 6 of them were emotionally engaged with it and only 1 of the respondents was found to be in cognitive engagement with the organization. Similarly, it was also observed that 9 of the respondents were between 18-35 years, out of which 6 of them were emotionally engaged with their organizational environment, while the rest of them were physically attached to it. The single respondent, who was above 50 years, was also found to be emotionally engaged with his organizational operations. 


	
[bookmark: _Toc482870512]Figure 10:     Employee Engagement Based on Age



[bookmark: _Toc485153272]4.5.1. Impact of Participants’ Experience on Employee Engagement

The experience of the employees as well as the managers working must also be considered as one of the vital demographic factors affecting employee engagement in the UAE public sectors. Figure 11 illustrated below clearly depicts that a majority of the female respondents had a working experience of 0-5 years, while the maximum male members, i.e. 4 of them had 6-10 years’ experience of working in public sectors of the UAE. A record of 6-10 years’ experience was also found among 3 female respondents.  3 selected females were also witnessed to be possessing working experience of both 11-15 years and 16-20 years. Thus, from 5 to 10 years female tend to have equal physical engagement but that percentage reduce to the half after16-20 year’s experience. Among the male respondents, 3 employees and 2 employees had the experience of 16-20 years and above 20 years respectively. In addition, the physical engagement tend to reduce with the experience and emotional engagement for male tend to fluctuate. So employee engagement is the hidden force that lead employee to be engaged with their organization regardless of the age group.


[bookmark: _Toc482870513]Figure 11:     Employee Engagement Based on Experience



In the present scenario, it is seen that people lack loyalty and attachment towards their work place and job role. This can be understood from the fact that they enter a sector with the strategy to work there for a short duration and then quit as per their convenience and level of satisfaction. This therefore, restricts them from engaging themselves with the organizations. Hence, it is important that the organization takes an additional initiative to improve its services and provide the employees with opportunities that will not only keep them attracted towards the job roles assigned, but will also enhance their job experience by a large extent. This will in turn contribute to the enhancement of employee engagement within the organizations (Robertson-Smith and Markwick, 2009).  Figure 12 illustrated that female employees are more emotional engaged, whereas Figure 13 shows that physical engagement dominated among male employees.  Also, figure 13 illustrates that male employee are still engaged in their organization and that is contracted with Mutnuru (2016)study.  In addition manager respondent# 3 remarked:
First of all, I am happy about what I am doing, because I can do what I was trained for, what I studied.  I've been in this field now for 42 years.  And... Yes, that the main factor, if my customer succeed, that’s very, very important to me.

[bookmark: _Toc482870514]Figure 12:    Female Employee Engagement based on Experience










[bookmark: _Toc482870515]Figure 13:     Male Employee Engagement based on Experience



[bookmark: _Toc485153273]4.6. Conclusion

Based on the results derived from primary as well as the secondary sources, it can be inferred that the method of analysis when integrated with graphs and charts, has contributed largely in deriving the desired results. The workers in the UAE public sectors feel employee engagement to be linked with the concept of job satisfaction and the employees’ level of motivation. The respondents also stated that they were highly motivated to stick to their job roles as they were some engaged with the organizational environment, either mentally, physically or cognitively. These types of employee engagement were also found to vary with the differences in the employees’ demographic factors, especially their age and gender. Their working experiences also had an impact on the perspective of employee engagement.  The driving forces namely leadership, team work and organizational culture among the most prominent ones further played a significant role not only in demonstrating the varied level of engagement but also in proving their equal importance pertaining to  employee engagement in the public sectors of the UAE. 
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[bookmark: _Toc485153276]5.0	Introduction

This chapter discuss the findings, which are then demonstrated in Chapter four, followed by considering their application to professional practice. This chapter will provide a summary and discussion of the results and conclusions 

[bookmark: _Toc485153277]5.1    Presentation of Findings

The purpose of this qualitative research was to explore the constructs that influence engaging public sector employees in the UAE. To obtain answers to the research questions, the study was conducted using the qualitative method. The research was conducted in two organizations in the UAE public sector. The qualitative method was also used to enhance understanding of the various factors affecting employee engagement in the UAE’s public sector. The main research questions were as follows:

1.	How do workers in the UAE define employee engagement?
2.	What drives employees to demonstrate different levels of engagement?
3.	What is the difference in engagement levels between males and females? 

Based on the results of the study, the answers to each of these questions are discussed below.

5.1.1	Question 1: How do workers in the UAE define employee engagement?

This study’s objective was to explore the various constructs that influence employee engagement in the UAE’s public sector. The questionnaire focused on such areas as the meaning of “engaged employee,” the meaning of “disengaged employee,” and the similarities and differences in definitions of “employee engagement” between managers and other employees. The responses provided by the study participants indicated that definitions of employee engagement vary between different individuals. This trend is expected since factors that drive individuals to commit towards their work also vary between individuals. For example, an employee’s view can be explained through respondent #24, who defined her own employee engagement as:

I focus on my work and I think that my workplace is a great and I don’t think I will leave my job. Also, everybody knows when I am at work it’s difficult for me to detach from the task that I am doing so I don’t answer my family phone calls and I realized that time past very quickly.

Conversely, a manager’s view can be clearly demonstrated through respondent #21’s claim:

It is contributing to organizational and individual performance, productivity, understanding one’s role in an organization.

This finding replicated the results of two earlier studies. Raines (2011) and Gill and Dugger (2014) both found that every employee has their own definition of employee engagement. This suggests that every single employee has a unique definition .This study also found that the views of managers and employees on what defines an engaged and a disengaged employee show slight differences. While managers focused more on an engaged employee having a positive attitude and contributing towards achieving the organization's goals, employees focused more on satisfaction and motivation. Managers and employees are at different levels of the organization’s workforce; therefore, a difference in how they view matters in the organization is expected. The employees’ views show that they consider engagement more as a product of a favorable work environment. They perceive an engaged employee as one who is motivated, satisfied with their job, and loves whatever they do. These findings are reinforced by the study conducted by Kahn (1990) on personal engagement and disengagement at work. 

The study linked employee engagement levels to certain conditions, such as safety, availability, and meaningfulness. However, managers view employee engagement more as a product of an employee’s attitude towards their work. This finding can be explained by Robinson and Perryman's (2004) description of managers’ perspective on employee engagement: managers perceive that an employee’s attitude towards their job will determine the outcomes. Managers also believe that employees with a positive attitude towards their job produce preferred outcomes for the organization consistent with its principles. This study also found similarities between the views of employees and managers concerning employee engagement. Both believed that positive attitude is an important contributor to employee engagement. The managers further argued that employees’ positive attitude towards their work has the potential of achieving desired performance in UAE public sector organizations. This finding supports those of Alfes et al. (2010), who explained that employee engagement as a positive state was manifested through enthusiastic contributions of one’s intellectual energy, attitudes of optimism, and evidence of meaningful relations with others. Based on these findings, managers in the UAE’s public sector should actively seek ways to minimize negative attitudes and traits in employees.

This research’s findings indicate the ability of employees’ positive attitude to improve engagement in their work. Managers should tap into this by using it to reduce employee turnover and increase productivity and profitability in the UAE’s public sector. One way to achieve this is through a clear and effective communication strategy conducive to a culture of trust and a feeling of being valued among employees. When employees feel valued, they are more likely to feel positive about their job; as the research findings indicate, this positive feeling will increase engagement at work. Moreover, managers should ensure that all employees are provided with a work environment where they feel motivated and that their contribution is meaningful to increase engagement. Likewise, an employee in the UAE’s public sector who wants to increase their engagement at work must first start by working on their attitude towards the job.

[bookmark: _Toc485153278]5.1.2	Question 2: What Drives Employees to Demonstrate Different Levels of Engagement?

This study found that the major constructs influencing employee engagement in UAE public sector organizations include: leadership, organizational culture, perceived organizational support (POS), employee motivation, and teamwork. The study further found that different types of employee engagement are affected to varying degrees by each construct. 
[bookmark: _Toc485153279]Leadership

According to this study, leadership is the most important factor that influences the level of physical and emotional engagement at work. Manager is indisputably the most important actor in employee engagement. The manager should always adopt best practice approaches to engage the organization’s employees. Managers’ daily behaviors play a significant role in shaping the environment and the employees’ engagement. When employees adopt the positive roles and behaviors of their leaders, they become more engaged, and this will be positively reflected in organizational outcomes. While extrinsic motivators to engagement, such as benefits, position, and bonuses, are important, particularly in command/control job situations, intrinsic motivators are important in employee teams who self-manage their tasks. Leadership that empowers employees can create a positive impact on employee psychology, leading to intrinsic motivation, which in turn leads to employee engagement.

Directive leadership is effective with achievement-focused employees, since the leader clarifies the objectives and provides guidance to their subordinates. A good leader will positively convey strategies to their subordinates and, as such, inspire them to be more engaged at work. The findings of this study clearly support those of different prior leadership studies. A study conducted by Xu and Thomas (2011) showed the existence of links between leader behavior and that of their followers through the mediating role of motivation. According to the present study, employees emulate their manager’s behavior as a result of being motivated by them. Other studies have also shown that transformational leadership is positively correlated with daily employee engagement (Breevaart et al., 2014; Marquard, 2010). They show that in an organization where the leadership components inspire employees and promote opportunities for them to exercise their abilities, employee engagement is higher. However, most prior studies have focused on how job design enhances job satisfaction, with only occasional inferences on how job satisfaction leads to increased employee engagement (Malik, 2013; Mauno et al., 2007). Overall, leadership is a very important construct that impacts physically and emotionally engaged employees in UAE public sector organizations.

[bookmark: _Toc485153280]Organizational Culture

Organizational culture is important for cognitive and physically engaged employee.  According to Barney (1986), organizational culture is the set of complex beliefs, principles, expectations, and signs that determine the techniques an organization uses to conduct business and identify stakeholders. Organizational culture is, thus, what the employees observe and it, thereby, generates an outline of opinions, values, and expectations. If a culture of engagement is developed in an organization, employees will be naturally engaged. The current study’s finding that organizational culture affects employee engagement confirms the findings of Soemaryani and Rakhmadini's (2013) prior study: they found that in organizations where employees are encouraged and rewarded for high performance, employees achieve higher levels of social relations, organizational performance, and employee engagement.

According to Knowles and Linn (2004), resistance to change in the organizational culture has the potential to inspire employee engagement. They argue that employees resistant to change can be energized to search for options or other techniques that can help them to channel their energy into finding better alternatives to the changes they oppose to determine the conflicting perspectives on the proposed change. According to Cardus (2013), work systems are drivers of behavior; as such, the organizational culture must foster employee engagement. Based on these views, it is unsurprising that continuous and rapid change in the UAE’s public sector has led to increased employee disengagement. In addition, as these organizations have multicultural employees, the organizational culture should be tailored to enhance employee engagement and provide employees with sufficient level of satisfaction needs and expectations. Moreover, most of the female managers we surveyed were requesting consideration of their family responsibilities, while other female employees also reported suffering from family-work conflict, leading to a negative impact on their marriages. Thus, it is very important to offer a family-friendly culture and work/life balance, which will, consequently, lead to increased cognitive and physical employee engagement. Furthermore, to effectively communicate change in the organization, allowing employees to participate in the change process can reduce their disengagement level.

[bookmark: _Toc485153281] Perceived Organizational Support

The study found that POS is an important construct that influences both emotional and physical employee engagement. Such a trend is expected since employees feeling that their organization supports them are more likely to develop a positive attitude towards their work, resulting in a higher level of engagement. According to Pati and Kumar (2010), POS is an employee’s belief that the contributions they make in the organization are valued. According to Saks (2006), POS influences employee engagement by influencing the quality of the supervisor-employee relationship. The results of the present study support the findings of previous studies. Two different studies by Sturges et al. (2002) and Heijden et al. (2009) have both linked POS to effective commitment, motivation, and turnover intention. Gillet et al. (2013) found that when an employee feels supported by the organization through recognition through ability, they tend to display higher levels of self-determined motivation and work engagement. Biswas et al. (2013) linked burnout and stress to lack of POS. MacLeod and Clarke (2009) argued that due to bosses’ absence of consciousness on how to incentivize engagement, they find considerable difficulty in seeking to enhance employee engagement. When employees work in an environment where they feel their role is necessary and that their range of abilities are valued, they are more likely to enhance their accomplishments and, as such, become more engaged in their work. The study’s findings indicate that the UAE public sector appreciates employee contributions; a good example is the promotion of one employee participant to the supreme counseling committee at work. Other participants reported receiving bonuses and rewards, especially if their suggestions or contributions lead to an increase in organizational productivity or to the organization achieving an Excellence award.

[bookmark: _Toc485153282] Employee Motivation

The relationship between employee engagement and motivation can be described more as a two-way street: if one is improved, the other is automatically enhanced (Thomas, 2009). In the present study, participants noted that motivation was the second most important construct influencing their levels of emotional and cognitive engagement in their work. The participants reported that their strategy for maintaining high levels of engagement involves being happy and enjoying whatever work they do. All the respondents advocating i as a strategy to stay engaged at work identified at least a single source of their happiness: according to most respondents, the most important source was an employee’s inner motivation. According to Zhang and Bartol (2010), motivation can be either intrinsic or extrinsic. Extrinsic motivators include benefits, bonuses, or promotions; intrinsic motivators include a fruitful relationship between the employee and the manager, and the employee’s attitude, such as having happy customer. A third source of intrinsic motivation, according to many respondents, was breaking their daily work routine.

According to this study, managers of UAE public sector organizations constantly formulate and implement strategies aimed at increasing managers and other employees’ salaries, achieving success in performance and profitability, and boosting productivity and promoting effective communication. However, one of the challenges facing managers as regards these strategies was the need for them to work in teams that would help them feel appreciated and rewarded through such incentives as promotions. Extrinsic motivators are insufficient in today’s organizations, formed of employee teams who self-manage their tasks. In such cases, intrinsic motivators are very important. According to Thomas (2009), intrinsic motivations at work have the potential to facilitate building an engaged work environment. The key to increasing employee engagement levels in organizations in the UAE’s public sector is, thus, to first understand what the employees’ intrinsic motivators are. Prior research has shown that intrinsic motivation will manifest, when regardless of a task’s difficulty, an employee chooses to persevere and devotes their very best efforts thereto, while collaborating effectively and following all the instructions(Zhang and Bartol, 2010). Organizational managers should, therefore, strive to ensure that their organization prioritizes their employees’ intrinsic motivators to improve the levels of employee engagement. In addition, the motivators for males differ from those of females in the UAE: the majority of males seek monetary rewards, whereas females seek to receive rewards and appreciation, and to achieve a promotion.

[bookmark: _Toc485153283]Teamwork

The current study found out that teamwork plays a role in employee engagement levels. This finding is also in line with expectations. Teamwork involves a group of employees working together to achieve a common goal. By cooperating and working together, the level of engagement among the employees is increased. According to Rasmussen and Jeppesen (2006), teamwork involves employees helping and supporting one another, often through working together on complementary tasks. While Sparrowe and Liden (2005) linked the quality of the supervisor-subordinate relationship to engagement, Brunetto et al. (2013) suggested that the supervisor-subordinate relationship also affects the quality of teamwork, which in turn positively impacts engagement. Supportive supervisor-co-worker relationships are known to result in psychological safety, which incentivizes increased levels of employee engagement in their work. However, teamwork is also associated with aspects that can negatively impact employee engagement. Adherence to co-worker customs and self-consciousness negatively impact psychological safety, consequently lowering employee engagement levels. According to Banihani et al. (2013), a highly engaged employee considers the group vital to team motivation and their individual sense of self, as they share the goals and needs of the organization. Rasmussen and Jeppesen (2006) provided evidence linking teamwork with better organizational commitment and fewer issues leading to employee turnover.
 
When employees work in teams, they can transfer daily happiness to one another, which will affect their engagement levels. According to Kindermann (1993), regardless of variations in individual membership, continuity in the motivational structure of peer groups increases the engagement level for each individual member of the group. According to Liao et al. (2013), the level of engagement in the course of teamwork is also determined by the work environment and member personality characteristics. Based on these discussions, it is obvious that public sector employees seek support from their team members, especially when performing challenging tasks. Those employees feel happy and re-energized, particularly if they talk with their colleagues when they experience low self-esteem. This is remarked by employee respondent # 10

Having friends at work is consider as a support mechanism, people do remind you, you’re doing a great job.  For example, I have been affected by bad manager, so in the morning I would feel that I don’t want to leave my house, or my bed, but I change my mind when I remember my friends who encourage me. 

[bookmark: _Toc485153284]5.1.3	Question 3: What is the Difference in Engagement Levels between Males and Females?

This study’s results clearly show that, regardless of their gender, all the employees in managerial positions are emotionally engaged in their work. The results also show higher levels of emotional and cognitive engagement in work among females than males. Even though employee engagement is known to vary between individuals, it is also known that as an employee ascends the organizational hierarchy, their engagement level is likely to increase. Promotion within the workforce increases the likelihood of an employee experiencing the key factors of control and the feeling their contribution to the organization is meaningful. Compared to other employees, a manager is at a higher workforce level; thus, they experience both of these two key factors. Additionally, no one is expected to be more aware of the company’s culture, goals, and objectives than the manager. Managers also know that employees expect more than just delegation of duties from them: employees expect them to provide leadership. For this reason, manager struggle to engage employee, which require manager to enhance leadership skills. These two reasons are possible explanations for all the surveyed managers, regardless of their gender, being found to be engaged at work.

Women were found to be more emotionally and cognitively engaged than men. A possible explanation is the divergence between the factors that drive women and men to engage in their work. While both genders are driven to engage by strategy, organizational fit, and reward, the prevailing culture typically pushes men to be more aggressive in pursuing career success; therefore, their motivation requires high intensity at work. Colleague’s preferential treatment towards females is another potential cause of this study’s findings.

While there is an huge difference between physical engagement at work and being a workaholic, the distinction is not so sharp. Workaholics have a constant feeling of being obligated to achieve and deliver at work; consequently, they are unable to disengage themselves from their work; they ruminate incessantly about their role. This can, however, be confused with being physically engaged. Employees showed signs of workaholic behavior can explain the research findings that all males and females were physically engaged at their work. 

Several studies have been conducted by different researchers to try to determine how gender influences employee engagement at work. According to research conducted by Paulsen et al. (2013), employee engagement is influenced by such factors as positive emotions, health, and capability to generate one’s own work and individual resources. They claimed that these factors are common to both genders and, therefore, an employee chooses the exact level of energy they are willing to offer their organization. Their research, thus, concluded that there is no gender difference in employee engagement levels. The current study’s results contradict this conclusion.
 
Another related study conducted by Banihani et al. (2013) yielded different results for samples from different countries. For samples from Canada, Australia, and France, the findings demonstrated no gender differences in levels of employee engagement at work. In the same research, samples from Germany, Belgium, Norway, and Finland demonstrated that men have higher levels of engagement at work than women; conversely, samples from South Africa and Spain in the same study demonstrated that women have higher levels of employee engagement than men. The findings of this current study are contrary to the findings of that study about samples from Canada, Australia, France, Germany, Belgium, Norway, and Finland. These differences can be attributed to differences between the regions from which the samples were drawn. The findings of this study show that diversity of engagement type happened aged 36-50, while those aged over 50 return to the same level of emotional engagement as those aged 18-35.  The finding demonstrated that both genders are engaged even if their experience were over than 20 years and that result contradict with study of Mutnuru (2016).  Moreover, the findings also reveal that female and male respondents believe that both genders are similarly engaged at work, thus contradicting the findings of Fondas (2013).






[bookmark: _Toc485153285]5.3	Summary of the Results

The study’s results show that each employee in the UAE’s public sector has their own definition of an engaged and a disengaged employee. The managers’ views on employee engagement differ from those of other employees. A few similarities were, however, noted in the views of managers and employees concerning engaged and disengaged employees. The study also found that the major constructs impacting employee engagement are organizational culture, employee motivation, teamwork, POS, and leadership. An organizational culture of engagement was found to naturally inspire engagement among employees. POS was also found to be a trigger of employee engagement. When an employee feels supported and that their contributions to the organization are valued, they are likely to be inspired into being engaged. Teamwork, on the other hand, is influenced by the quality of the supervisor-subordinate relationship, which, in turn, influences employee engagement. An employee constantly looks to the organization’s leadership to set the pace and direction towards the organization's strategic goals. The leader, thus, has direct influence on the ways that employees behave. The study further suggests there are differences in the types of engagement between males and females. While both males and females were found to be equally physically engaged, levels of emotional and cognitive engagement were found to be higher among females than males. The study also found variations in engagement type based on employee age and experience.

[bookmark: _Toc335315447][bookmark: _Toc478593095]


[bookmark: _Toc485153286]CHAPTER SIX
[bookmark: _Toc482865952][bookmark: _Toc482868562][bookmark: _Toc485153287] IMPLICATIONS, LIMITATIONS, AND SUGGESTIONS FOR FUTURE RESEARCH

[bookmark: _Toc485153288]6.0   Significance of the Study

While this study highlights the inadequacy of literature on factors affecting employee engagement in UAE public sector organizations, it also shows how certain constructs influence employee engagement in the public sector. The study has identified the major constructs in this regard, and presented the relationship between them and employee engagement. However, it is important to recognize other issues beyond the scope of this study that are intrinsically related to the engagement of UAE public sector employees. This study’s findings modestly add to the limited available literature on engaging employees in the UAE’s public sector. Employee engagement is an important determinant of success in any organization, including the public sector. Basic knowledge, such as awareness of the constructs that influence engagement, can facilitate great progress in forming the basis on which more assertive actions, such as fostering employee engagement, can be taken. Such knowledge is very important for both managers and other employees of UAE public sector organizations in seeking to improve employee engagement and, consequently, employee outcomes in these organizations.


[bookmark: _Toc485153289]6.1 Applications to Professional Practice

The role of employee engagement in helping an organization to achieve its goals has been emphasized in different literature and the focus of many different studies. It has been established that no single organization can succeed with employees who are not engaged.  The information generated by this research provides a critical basis for policy makers and managers in the UAE’s public sector to recognize an engaged workforce as the most important resource with which to achieve an organization’s goals. These policy makers and managers should use this information to initiate work environments fostering employee engagement, which will help these organizations to achieve their objectives and also reduce employee turnover, which is potentially very expensive for any organization. This study has both theoretical and practical significance, as it provides information that is very valuable in understanding the concept of employee engagement. 

An understanding of the various factors that can increase employee engagement will help managers and policy makers of UAE public sector organizations identify where to focus their attention in implementing strategies to improve engagement. Moreover, knowledge of how various factors affect employee engagement will help employees know on which areas of their lives to prioritize. This will improve not only their productivity but also their social, mental, and physical well-being. The information will also help to reduce employee turnover levels, since engaged employees are less likely to quit their job.

The cause of this high level of employee disengagement may be a lack of knowledge among managers and policy makers on what influences employee engagement and how to incentivize it. Another cause is continuous changes in these organizations. The current study aimed to explore the factors that drive employee engagement; in the studied context, it can be asserted that employee engagement is the result of employee motivation, organizational culture, POS, leadership, and teamwork. The management of these organizations has failed to create an organizational culture that fosters employee engagement.

From this study’s results, it is evident that the policy makers and managers of UAE public sector organizations need to focus on creating and implementing leadership strategies that will foster employee engagement. These organizations should focus on ensuring leadership motivates employees towards engagement; they should also create a culture of employee engagement and make employees feel valued and trusted. This will increase the likelihood of employees developing a positive attitude towards their job, which has the advantage of improving employee engagement. Implementation of strategies fostering employee engagement will benefit these organizations in many ways: employee productivity will increase, and both customer engagement and the quality of services will also improve. Moreover, improved employee engagement will reduce the level of employee turnover, as engagement brings greater positivity and job satisfaction, reducing inclination to quit. Improved levels of engagement will also reduce burnout and improve workers’ social, mental, and physical well-being.




 
[bookmark: _Toc485153290]6.2  Implications of the Study

A study of employee engagement is necessary to enhance understanding of which constructs influence employee engagement in public sector organizations. Compared to other nations, the UAE has very limited literature discussing employee engagement in the public sector. Research has, however, shown that approximately 60% of employees in the UAE are not engaged, while another 14% are actively disengaged (Crabtree, 2013; Khoury and Tozer, 2013). This study has revealed the five major factors that drive employee engagement in UAE public sector organizations. 

A fully engaged workforce is invaluable to any organization’s endeavors to achieve its goals. Through employee engagement, the organization not only benefits from improved employee productivity but also realizes other benefits, such as increased customer engagement and improved outcomes. Engagement is found to be the result of motivation; a positively motivated employee feels psychological safety and is, consequently, more likely to be engaged in their work.

The variables in this research have previously been presented in prior studies separately. This research was conducted to consolidate these variables and, most importantly, determine how they relate to one another and to employee engagement, as the study’s focal topic. The study’s are built on the many variables provided by existing literature, such as leadership, employee motivation, organizational culture, and POS. The primary contribution of this theory towards the overall research is in explaining the relationships between employee engagement and organizational culture, POS, employee motivation, leadership, and teamwork.

[bookmark: _Toc485153291]6.3	Action Recommendations

This study set out to improve the body of knowledge on employee engagement by providing leaders with guidance on behavioral efficiency and its impact. It also undertook to identify new opportunities for further investigation regarding employee engagement. Thus, the study’s findings lead to the following suggestions for future research and workplace application.

a. Engage employees in the change process to reduce the fear of cultural change; the leader needs to effectively communicate that change can aid reducing disengagement.
b. Utilize particular organization events, such as the organization’s anniversary, to disseminate happiness among employees. For example, “one hour of happiness,” which allows employees to leave work early, breaks the daily routine and sends a message of appreciation from the leaders to the employees. Such events can be organized in several ways, targeting different layers of employees or different genders each time. For example, use a “women’s day” to allow female employees to leave one hour early on that day. The next day, work productivity is likely to increase as these female employees return to work more refreshed.
c. One size will not fit all, so the leader should tailor different motivation initiatives for either gender. For example, most of the male respondents surveyed in this study of the UAE reported being motivated by money, whereas most of the female respondents seek to receive rewards and appreciation about their missions. Such motivation can take the form of social events or gatherings.
d. Create a healthy and family-friendly culture, for example through avoiding tasks that must be completed at the last minute on Thursday afternoon and trying to avoid training courses or meetings during weekends, as these may cause family conflicts, especially for female employees.
e. Re-appraise monetary motivators and ensure they fit with the type of job that each employee is performing: for example, the allowances for field employee should be different from those for administrative staff.
f. Provide continuous training and career development programs for employees; thereby, a leader can ensure that their employees obtain up-to-date knowledge which may help employees to become more effective. 
g. Organizations should always ensure that the job to which an employee is aligned matches their experience.

It is recommended that employee should consider the below points to enhance their engagement level: 
a. Have commitment to their job.
b. Be positivity, satisfied, perform to the best of their abilities. They also need to be passionate about their job, willing to contribute their knowledge and remain motivated.
c. Seek opportunities to develop themselves through such activities as reading books related to their job or attending courses. They should focus on more than just the financial benefits of their job.
d. Seek opportunities to provide creative ideas to enhance their organizations and personal performance and productivity.
e. Be open to everything, without discriminating between favored and less-favored aspects. Remain open to change and adapt very quickly whenever it occurs. They must understand what their organizations require of them.

6.4 [bookmark: _Toc485153292]  Limitations of the Study

This study was subject to several limitations that need to be recognized. First, all of the surveyed employees were drawn from the public sector. The study’s results cannot, therefore, be reliably extrapolated to cover employees working in the private sector. Another limitation is that the qualitative findings need to be tested using a quantitative approach. This study was further limited by the small size of the sample used: the study’s sample comprised only 24 employees drawn from two public sector organizations. The final limitation of this study was being confined to those factors identified in the existing literature as relevant to employee engagement.

[bookmark: _Toc485153293]6.5  Recommendations for Further Research

This study’s strengths and weaknesses form a very important basis on which future research can be proposed, and by which it can be guided, on the same topic or one(s) related. In future research, it is recommended that the sample size be sufficiently large to reliably represent the targeted population. It may also be very important to consider other factors influencing employee engagement, such as the cultural values in the country under consideration. Moreover, the relationships between the research variables, shown in the present study to be influential in organizations’ decisions on employee engagement strategies, need to be further studied and validated. Further research should be undertaken concerning the possible antecedents and consequences of each type of engagement, aiming to determine a clear definition of the concept. Another recommendation is to use the analytic hierarchy process (AHP) method. This is formalized method of decision making to prioritize the constructs that impact employee engagement in the public sector. AHP represents problems with a hierarchical structure, defining each problem in terms of objectives, criteria, and alternatives. (Görener, 2012). Whereas the present study concentrates on the main constructs that impact employee engagement, furutre studies could include other factors that influence employee engagement, such as communication, and career development.
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[bookmark: _Toc485153296]7.0	 Introduction
This chapter presents conclusions based on the study’s findings. It is structured around the research questions that guided the study. The research explored the definitions assigned to employee engagement by workers in the UAE; it investigated what motivates employees to demonstrate different levels of engagement; finally, it examined the influence of gender differences in relation to employees’ engagement levels. 


The concept of employee engagement, though relatively recent in the organizational management field, has gained dominance to become the focus of many different studies. The role played by employee engagement in determining the success or failure of an organization is a crucial one that cannot be ignored. Any organization that ignores the role of employee engagement is preparing for less success. The low levels of employee engagement recorded by public sector organizations in the UAE clearly emphasize the need for critically reexamining their operational procedures, seeking ways to integrate cultures that will foster employee engagement, especially as the environment is continuously changing to compete with global competitors. Rather than being confined to increased workforce productivity, the benefits of employee engagement spread over many areas. Some of the other known benefits accruing to organizations with a fully engaged workforce include excellent outcomes, higher engagement of customers, and improved job satisfaction. 

All organizations in the UAE’s public sector need to achieve these benefits. This assertion has been emphasized in the discussions within this paper. Any organization that looks ahead and decides to adopt a culture striving to attain maximum employee engagement will thereby take a step in the right direction. By actioning the recommendations discussed in this paper, organizations will tap into the potential of greater efficiency and the ability to compete not only locally in the UAE’s market but also internationally. The leadership of these organizations should be focused on formulating and implementing policies to enhance employees’ motivation, through strategies such as rewards, appreciation, revising remuneration, and creating an organizational culture that fosters employee engagement. Such policies will, in addition to promoting the organization’s success, positively impact the health of the organization’s employees. Implementing this study’s recommendations has the potential to change the current state of employee engagement in the UAE’s public sector.

This paper presents a framework of employee engagement, indicating the relationships between organizational culture, leadership, teamwork, and POS, as mediated by employee motivation. Employee engagement is a dynamic element for organizations’ accomplishments and sustainability. However, there is a scarcity of research-based literature on employee engagement in the UAE to which managers can refer. The model of employee engagement proposed in this study, grounded on a rigorous literature review and generated by interviewing public sector participants, will aid solving the problem of workplace disengagement in UAE public sector organizations. Empirical studies on the proposed framework of employee engagement need to be conducted to determine its validity. The managerial implications, as recommended in the study, will help managers and leaders to retain talented employees in their organizations.

[bookmark: _Toc485153297]7.1	Definition of Employee Engagement in the UAE’s Public Sector

Different employees have diverse perspectives on employee engagement. Moreover, managers’ definitions of the concept differ from those of their subordinates. The nature of the working environment significantly influences workers’ views of employee engagement. Workers typically associate employee engagement with a favorable work environment and such concepts as motivation and job satisfaction. They also associate the concept with workplace safety and happiness. That creates a scenario in which employees are committed to their jobs and assign considerable significance to their roles. The identified factors are integral to a favorable working environment. Consequently, positive working conditions enhance employee engagement, whereas poor settings negatively impact the level of engagement among workers. 

Managers, on the other hand, associate employee engagement with subordinates’ attitudes towards their jobs or organizations, founded on the presumption that these attitudes entirely determine employees’ job outcomes. They also believe that a positive attitude yields preferred results, and vice versa. Moreover, subordinates who embrace the right attitude more easily uphold organizational principles. This affirms the findings from previous studies indicating that employees’ attitudes significantly influence their engagement levels. However, exclusively upholding this viewpoint could prevent managers from acknowledging problems in the working environment that could minimize employees’ engagement levels. As such, there is a need to acknowledge the work environment’s influence on employee engagement and adopt measures to create a positive atmosphere in which workers feel secure, motivated, and valued.

There is a nominal convergence between the employees’ and managers’ views on employee engagement. The study’s findings also indicate that both acknowledged the influence of a positive attitude on engagement levels. The confluence is particularly evident in agreement on the concept of employee engagement itself. Furthermore, the managers indicated that employees’ attitude and engagement may influence an organization’s performance. This emphasizes the fact that a positive attitude among workers yields such benefits as optimism and fervent application of their skills in performing their jobs. Consequently, managers have the prerogative to create a work environment in which employees can work in teams and cultivate a positive attitude towards their roles. This can be attained by providing social support, learning opportunities, autonomy, and training and development to workers, enabling them to improve their emotional and cognitive engagement in their roles. This would lead, in turn, to enhance individual and organizational performance, as well as minimized employee turnover.








[bookmark: _Toc485153298]7.2	Factors Influencing Different Levels of Employee Engagement in the UAE’s Public Sector

The engagement levels exhibited by employees in the UAE’s public sector are determined by contextual factors in their work environment. The most outstanding factors are leadership, organizational culture, POS, employee motivation, and teamwork. Most importantly, the approaches adopted by leaders have a significant influence on employees’ physical engagement in their roles. This is founded on the premise that leadership, as an extrinsic motivator, not only shapes the work environment but also determines how subordinates view organizations and their roles. Notably, workers in the UAE’s public sector particularly appreciate a directive leadership approach, under which organizational goals are clearly defined. Furthermore, leaders should pay attention to benefits, such as financial bonuses, and autonomy in the workplace in order to motivate and improve engagement levels in the public sector. Relatedly, the prevalent leadership approaches in the public sector can spur intrinsic motivation by providing a positive environment to influence employee engagement levels.

Organizational culture influences employees’ level of engagement in the country’s public sector, as it shapes their opinions on their organizations, roles, values, and expectations. Notably, a positive organizational culture characterized by acknowledgment of performance through rewards, support by leaders, and meaningful social relations, spurs high levels of employee engagement. In such an environment, employees become more committed to their organizations, and they execute their roles according to the expected standards. They demonstrate engagement behavior and go beyond their job description, inspired to pursue their maximum potential. Relatedly, a favorable organizational culture evokes positive emotions among employees, leading to heightened levels of workers’ commitment and the manifestation of pro-organizational behaviors, such as optimism, teamwork, and hard work. Consequently, this leads to enhanced levels of employee and organizational performance.

There is an inherent link between POS and employee engagement in the UAE’s public sector. Workers are more committed to their roles in work environments where they feel supported by their colleagues, managers, or leaders. Notably, perceived organizational support is associated with such constructs as effective leader-subordinate relationships, recognition, and rewards, among other factors crucial in meeting employees’ socio-emotional needs. POS evokes a positive attitude towards their firm and responsibilities, and amplifies their engagement levels, self-determination, and affective commitment to their organizations. Moreover, it elicits in-role and extra-role performance and minimizes both stress and turnover intention.

Motivation influences employee engagement levels in the country’s public sector. This concept has considerable importance for employees in the UAE’s public sector. Employee motivation is determined by an assortment of factors, including those discussed above, such as POS, culture, teamwork and leadership. Again, workers attribute higher significance to innate motivation that arises from genuine happiness and satisfaction. However, there is a close relationship between innate motivation and work environment factors, founded on the fact that the nature of the work environment significantly influences employees’ happiness. To achieve both types of motivation, managers in the public sector leverage such strategies as ensuring positive relations in the work environment and salary increments. Nevertheless, there is a need for managers to understand the drivers of intrinsic motivation and to capitalize on them to improve overall employee engagement.

Teamwork is a key determinant of engagement levels in the UAE’s public sector. The concept surpasses conventional perspectives of individuals working together and lays more emphasis on the support colleagues extend to one other. Moreover, teamwork encompasses supportive leader-subordinate relationships in organizations, which improve psychological safety and employee engagement. In such environments, employees are highly motivated to achieve personal and team goals, as teamwork cannot be effectively attained without each member’s dedication to the set goals. Consequently, this results in higher levels of commitment among the workers. Public sector leaders should seek to develop and/or maintain favorable work environments in which teamwork can thrive.

[bookmark: _Toc485153299]7.2.1 	Framework

Based on this is a result of the data gathering, it can be presumed that employee engagement in the two selected public organizations depends upon several key aspects: leadership, organizational culture, teamwork, POS, and employees’ level, of motivation as proposed in Figure 14.



[bookmark: _Toc482870502]Figure 14:     Framework of Employee Engagement in Public Sector Organizations
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Organizational culture, leadership, teamwork, POS, and employee motivation, are important factors for UAE public sector organizations to develop and maintain their employees’ engagement.


[bookmark: _Toc485153300]7.3	 Gender Differences in Employee Engagement 

Gender differences in relation to employee engagement abound in the UAE’s public sector. However, they are more prevalent among employees compared to managers. This is founded on the research findings that all managers were emotionally engaged in their work, regardless of their gender. However, at the subordinate level, higher emotional and cognitive engagement was noted among female employees. For this reason, public sector managers should leverage the key influencers of employee engagement to increase emotional and cognitive engagement among male workers. This can be attained by rewarding their efforts, supporting them in executing their roles, inspiring them to achieve their career goals, and improving the physical work environment. Moreover, leaders can implement programs to influence male employees’ attitudes towards their roles, as well as meeting their development, growth, and performance needs. Nevertheless, public sector managers should not overlook the importance of creating an inclusive work environment, in which both males and females can cooperate to achieve common goals. Finally, decision makers need to create family-friendly workplaces and try to avoid all the challenges typically faced by female managers and employees, especially if they are tackling difficult and time-consuming tasks. In the Middle East, women have huge responsibilities toward their families.
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Questionnaire

Let us define employee engagement as:

“ How an employee connects to his/her organization through cognitive, emotional or physical relationship”
· Time of  interview:
· Date:
· Place:
· Interviewer:
· Position of the interviewee:

Description of the project:  Employee engagement is critical to, and an important element in, the success of an organization.  It is a positive force that motivates and connects employees with their organization, whether emotionally, cognitively or physically.  The purpose of this study is to investigate the factors that affect employee engagement in public sector organizations within the UAE.  
Questions
1- Male _______ Female________
2- What is your age? 
18–35 _____
36–50 _____
Over 50 ____
3- How many years have you worked for your workplace? 
0 to 5 years_____
6 to 10 years_____
11 to 15 years_____
16 to 20 years_____
Over 20 years_____
4- How do you define employee engagement? How do you differentiate between engaged and disengaged employees?

5- What factors help to determine your own employee engagement (e.g., leaders, teamwork, perceived organization support, motivation, organizational culture)? 

6- How does each of the above factors affect employee engagement levels? 

7- Based on your experience of employee engagement in the UAE, who is more engaged women or men? What drives women/men to be more engaged?

8- What strategies do you use to stay engaged in and cope with your organization’s internal and external factors?

9- What are the consequences of your strategies?

10- How does organizational change affect employee engagement? 

11- What are the greatest strengths of your organization?

12- What areas need the most improvement in your organization?

13- Of all of the things we discussed today, which are the three most important things for employee engagement?

14- What does an organization need to do to improve the level of employee engagement?

15- What does the employee need to do?

Thank you for sharing your thoughts with me today. I assure you that your responses will remain confidential. I may need to interview you in the future to benefit from your valuable thoughts about employee engagement.
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Consent for Participation in Interview Research
I volunteer to participate in a research project conducted by [Nada Al Mehrzi] from Abu Dhabi University. I understand that the project is designed to gather information about employee engagement in public sector in the UAE. 
1. I will be one of approximately 30 people being interviewed for this research. My participation in this project is voluntary. I understand that I will not be paid for my participation. I may withdraw and discontinue participation at any time without penalty. If I decline to participate or withdraw from the study, no one will be told. 
2. I understand that most interviewees in will find the discussion interesting and thought-provoking. If, however, I feel uncomfortable in any way during the interview session, I have the right to decline to answer any question or to end the interview. 
3. Participation involves being interviewed by a researcher from Abu Dhabi University. The interview will last approximately 45-60 minutes. Notes will be written during the interview. An audio tape of the interview and subsequent dialogue will be make. If I don't want to be taped, I will not be able to participate in the study.
4. I understand that the researcher will not identify me by name in any reports using information obtained from this interview, and that my confidentiality as a participant in this study will remain secure. Subsequent uses of records and data will be subject to standard data use policies which protect the anonymity of individuals and institutions. 
5. Faculty and administrators from my campus will neither be present at the interview nor have access to raw notes or transcripts. This precaution will prevent my individual comments from having any negative repercussions. 
6. I understand that this research study has been reviewed and approved by the Institutional Review Board (IRB) for Studies Involving Human Subjects: Behavioral Sciences Committee at the Abu Dhabi University. For research problems or questions regarding subjects, the Institutional Review Board may be contacted through [Dr. Essam Dabbour IRB contact:P. O. Box 59911, Abu Dhabi, UAE- Telephone +971 2 501 5634 at IRB office of Abu Dhabi University]. 
7. I have read and understand the explanation provided to me. I have had all my questions answered to my satisfaction, and I voluntarily agree to participate in this study. 
8. I have been given a copy of this consent form.

 My Signature ____________________________ Date ________________________ 

My Printed Name Signature of the Investigator For further information, please contact: [Nada AlMehrzi] [you can reach Nada through my mobile 0504552039 or email lovelyspirit25@gmail.com--IRB contact:P. O. Box 59911, Abu Dhabi, UAE- Telephone +971 2 501 5634]
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Literature map: means selecting words or phrases from the below scales.  Those phrases reflect different types of engagement (cognitive, emotional and physical).

1) Phases adapted from Engagement Scale: 13-item questionnaire measuring engagement (cognitive, emotional, and physical) and built mainly on Kahn’s (1990) study (May et al., 2004) 

Cognitive Engagement
Performing my job is so absorbing that I forget about everything else.
I often think about other things when performing my job
I am rarely distracted when performing my job. 
Time passes quickly when I perform my job. 
Emotional Engagement
I really put my heart into my job.
I get excited when I perform well on my job.
I often feel emotionally detached from my job. 
My own feelings are affected by how well I perform my job.
Physical Engagement
I exert a lot of energy performing my job. 
I stay until the job is done. I avoid working overtime whenever possible. 
I take work home to do. I avoid working too hard. 

2) Adapted from ISA Engagement Scale: a new nine-item questionnaire that comprises of three dimensions: intellectual, social, and affective engagement (Soane et al., 2012).

Intellectual engagement
I focus hard on my work 
I concentrate on my work 
I pay a lot of attention to my work
Social engagement
I share the same work values as my colleagues 
I share the same work goals as my colleagues 
I share the same work attitudes as my colleagues 
Affective engagement
I feel positive about my work 
I feel energetic in my work 
I am enthusiastic in my work  

3) Phrases adapted from Job Engagement Measure: 18-item questionnaire drew on Kahn’s (1990) theory to describe how engagement “represents the simultaneous investment” of cognitive, affective, and physical energies (Rich et al., 2010).

Physical engagement 
 I work with intensity on my job 
I exert my full effort to my job .
I devote a lot of energy to my job .
I try my hardest to perform well on my job .
I strive as hard as I can to complete my job .
I exert a lot of energy on my job .
Emotional engagement 
I am enthusiastic in my job .
I feel energetic at my job .
I am interested in my job .
I am proud of my job. 
I feel positive about my job .
I am excited about my job .
Cognitive engagement 
At work, my mind is focused on my job .
At work, I pay a lot of attention to my job .
At work, I focus a great deal of attention on my job .
At work, I am absorbed by my job .
At work, I concentrate on my job .
At work, I devote a lot of attention to my job

4) The Utrecht Work Engagement Scale: Built on the burnout literature (Viljevac et al., 2012)

Vigor and physical dimensions refer to
 Being full of energy and working until the job is done; 
Dedication and emotional scales refer to 
Being enthusiastic and excited about one’s job; 
Absorption and cognitive scales 
have to do with losing oneself in one’s job and forgetting about everything else

5) The Utrecht Work Engagement Scale: 17-item questionnaire to assess the relationship between engagement and burnout. Built on the burnout literature (Schaufeli, Salanova, et al., 2006).

Vigor
At my work, I feel bursting with energy. 
At my job, I feel strong and vigorous
My job inspires me
When I get up in the morning, I feel like going to work 
I can continue working for very long periods at a time
At my job, I am very resilient, mentally
At my work, I always persevere, even when things do not go well.
Dedication
I find the work that I do full of meaning and purpose
I am enthusiastic about my job
I am proud of the work that I do
To me, my job is challenging
Absorption
Time flies when I am working
When I am working, I forget everything else around me
I feel happy when I am working intensely
I am immersed in my work
I get carried away when I am working
It is difficult to detach myself from my job

6) Employee Engagement Survey: 8-item questionnaire utilized social exchange theory and Kahn (1990) and Schaufeli et al. (2002), sought to measure the cognitive, emotional, and behavioral aspects of engagement adapted from James et al. (2011).

Cognitive engagement 
It would take a lot to get me to leave my organization
I would like to be working for organization One year from now
Compared with other Companies I know about, I think organization is a great place to work

Emotional engagement
I really care about the future of my organization
I feel like I am an important part for my organization
I feel my work make an important contribution to the organization success 

Physical or behavioral engagement 
I highly recommend my organization for a friend seeking employment
I am always willing to give extra effort to my organization success
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Transcript#( 24 ) October 25, 2016

Speaker key
 
NA	Nada
IE24	Interviewee 24

NA      Today 25 October interview with a female employee, age          
between 36-50 and has experience between 11-16 years

NA      How do you define employee engagement? How do you 
differentiate between engaged and 
disengaged employees? 

IE24     Employee engagement for me is I focus on my work  and I think that my workplace is a great and I don’t think I will leave my job.  Also, everybody know when I am at work it’s difficult for me to detach from the task that I am doing so I don’t answer my family phone calls and I realized that time past very quickly .  So engaged employee is full of energy and work hard and stay until job is done and he will be happy to do that.  While disengaged employee is not concentrating at work and leave the organization as soon as they get good opportunity.

NA	What factors help to determine your own employee engagement  
(e.g., leaders, teamwork, perceived organization support, motivation, and organizational culture)? 

IE24	All but I think culture play a hidden role on the other factors

NA	How does each of the above factors affect employee engagement levels? 

IE24	if I say all the factor if they are exist in the organization it will help in engaging employee, e.g. good leader can motivate employee to do extra work… motivation will inspire employee to work and will lead his to be creative which will affect the performance and productivity of the organization. POS if I feel I contribute to the organization that mean I am important asset for it. Teamwork is all are working as one team, every member will feel committed to the task. Culture  take the big portion as it will be responsible to provide the employee with healthy and comfortable environment.

NA	Based on your experience of employee engagement in the UAE, who is more engaged women 
or men? What drives women/men to be more engaged? 

IE24	both,,, we have sort of attachment with the organization were we work.. also job market is very challenging nowadays…
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Reference 1 - 0.05% Coverage

All

<Internals\\transcript#4> - § 3 references coded  [0.48% Coverage]

Reference 1 - 0.09% Coverage

Leaders

Reference 2 - 0.11% Coverage

Team work

Reference 3 - 0.28% Coverage

organisational culture

<Internals\\transcript#5> - § 1 reference coded  [0.07% Coverage]

Reference 1 - 0.07% Coverage

leader

<Internals\\transcript#6> - § 1 reference coded  [0.42% Coverage]

Reference 1 - 0.42% Coverage

organisational culture

<Internals\\transcript#7> - § 2 references coded  [0.31% Coverage]

Reference 1 - 0.13% Coverage

teamwork

Reference 2 - 0.18% Coverage

motivation.

<Internals\\transcript#8> - § 1 reference coded  [0.24% Coverage]

Reference 1 - 0.24% Coverage

organisational culture

<Internals\\transcript#9> - § 1 reference coded  [0.19% Coverage]

Reference 1 - 0.19% Coverage

Team work
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Respondents' positions

Female	
Manager	Employee	3	12	Male	
Manager	Employee	2	7	


Overall EE type of employees

Female	
physical engagement	emotional engagement	cognitive engagement	5	6	1	Male	
physical engagement	emotional engagement	cognitive engagement	5	2	0	


EE for organization A employees
Female	
Physical engagement	Emotional engagement	cognitive engagement	2	3	Male	
Physical engagement	Emotional engagement	cognitive engagement	3	2	


EE for organization B employees
Female	
Physical engagement	Emotional engagement	cognitive engagement	3	3	1	Male	
Physical engagement	Emotional engagement	cognitive engagement	2	


EE type for managers

Female	
physical engagement	emotional engagement	cognitive engagement	0	3	0	Male	
physical engagement	emotional engagement	cognitive engagement	0	2	0	


Summary of EE based on gender

Female	
physical engagement	emotional engagement	cognitive engagement	5	9	1	Male	
physical engagement	emotional engagement	cognitive engagement	5	4	0	


Age Average

Male	
18-35	36-50	Over 50	3	5	1	Female	
18-35	36-50	Over 50	6	9	


EE based on age

physical engagement	
18-35	36-50	Over 50	3	6	0	emotional engagement	
18-35	36-50	Over 50	7	6	1	cognitive engagement	
18-35	36-50	Over 50	0	1	0	


Years of experience

female	
0-5	6y-10y	11y- 15y	16y-20y	0ver 20y	6	3	3	3	0	male	
0-5	6y-10y	11y- 15y	16y-20y	0ver 20y	0	4	0	3	2	


Female engagement based on work experience
Physical engagement	
0-5	6_10	11_15	16-20	Over 20	2	2	1	Emotional engagement	
0-5	6_10	11_15	16-20	Over 20	4	1	2	2	cognitive engagement	
0-5	6_10	11_15	16-20	Over 20	1	


Male engagement based on work experience
Physical engagement	
6_10	11_15	16-20	Over 20	3	1	1	Emotional engagement	
6_10	11_15	16-20	Over 20	1	2	1	cognitive engagement	
6_10	11_15	16-20	Over 20	
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ABU DHABI UNIVERSITY

September 2016

TO WHOM IT MAY CONCERN

This is to confirm that Nada Almehrzi is a Doctor of Business Administration (DBA) student at
the College of Business Administration, Abu Dhabi University. She is currently in the dissertation
stage of the DBA program.

We would like to ask for your assistance and support of Nada Almehrzi dissertation research. We
are all aware that confidentiality is important. Therefore, strict confidentiality will be observed. No
personal identifying information of the participants will be shared and all information provided will
be anonymous.

Thank you for your help and please do not hesitate to contact me if there is a need of any further
information.

Sincerely,

P K
Dr. Syed Zamberi
Director of the DBA program

College of Business
Abu Dhabi University
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