International Journal for Innovative

€Engineering and Management Research

PEER REVIEWED OPEN ACCESS INTERNATIONAL JOURNAL

WWW.1jilemr.org
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ABSTRACT

Organizations today face a variety of operational challenges, with
employee involvement emerging as a critical factor in strategic
planning and organizational growth. This element is especially
vital for achieving goals and sustaining high levels of performance
and productivity. Human Resource Management plays a pivotal
role in fostering employee engagement, which is intrinsically
linked to the workforce — the most valuable asset of any
organization. The success and future direction of an organization
heavily depend on how effectively it engages its employees. This
study focuses on assessing the influence of employee engagement
on both performance and job satisfaction within Bank. An
exploratory and descriptive research design was used, involving a
review of prior literature and studies relevant to the topic. The
study covered all branches of Bank across various governorates
in the Sultanate of Oman, with a randomly selected sample of 100
employees. Data was collected through primary sources such as
surveys and interviews, along with secondary sources including
previously published research. The gathered data was analyzed
using Microsoft Excel, employing statistical tools like regression
analysis, correlation, frequency distribution, and descriptive
statistics to interpret the findings. The study concluded that
employee engagement significantly enhances both employee
performance and satisfaction. A strong positive correlation was
found between engagement levels and employee outcomes at
Bank, attributed to the bank’s provision of incentives, training
programs, and robust internal communication. Furthermore, the
findings revealed that Bank adopts various methods to strengthen
and sustain employee engagement. Based on these insights, the
researcher recommends that the bank continue investing in
engagement strategies, leverage digital tools to foster
collaboration across departments, and recognize employees’
contributions to encourage motivation and loyalty.
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I. INTRODUCTION

This project looks into how employee engagement affects
performance and job satisfaction at Bank. The reason for
choosing this topic is the clear link between engaged employees
and the success of the bank. Over the years, Bank has shown
strong financial results, which can be seen in its annual reports.
This made the researcher curious about whether employee
engagement plays a part in those results. Being one of the top
banks in Oman, Bank is well known for its modern services and
strong customer trust. The bank has around 3,800 employees
(Bank, 2018), making it a great place to study this topic.

Employee engagement is important in every type of
organization, no matter its size or industry. In simple terms,
employee engagement is the dedication and emotional
connection an employee has toward their organization. This can
be seen in how they think, act, and feel about their work and
workplace (D’Alessandro, 2024). When employees are
engaged, they are usually more satisfied with their jobs and
motivated to perform better. Open and ongoing communication
with employees is also key to keeping them engaged.

Highly engaged employees are usually the ones who perform
the best and stay committed to the company's values and goals.
That's why it’s important for managers and the HR department
to actively support and encourage engagement. They can do this
by making sure employees have what they need to succeed —
whether that’s proper tools, training, or emotional support.
When employees feel supported and satisfied, they naturally
become more productive and focused on helping the
organization reach its goals. In short, putting people first pays
off — not just for employees but for the organization as a whole
(Smith, 2023).

II. RELATED WORK

Numerous studies have been conducted to examine the role of
employee engagement in enhancing both performance and job
satisfaction. Eldor et al. (2017) emphasized that employee
engagement involves physical, emotional, and cognitive
dimensions, which collectively contribute to an employee's level
of involvement and commitment in their organizational role.
Turner et al. (2020) further noted that organizations increasingly
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consider employee engagement a strategic element that directly
influences operational efficiency and service quality. Sungmala
and Verawat (2021) found a significant positive relationship
between engagement and performance, highlighting that
employees who are highly engaged are more productive,
innovative, and motivated to exceed performance expectations.
Similarly, Vasani and Pillai (2019) pointed out that when
employees are engaged, they contribute more actively to
organizational growth by offering ideas, solving problems, and
participating in training programs that enhance their skills and
outputs.In terms of job satisfaction, research by Djoemadi et al.
(2019) and Noercahyo et al. (2021) revealed that employee
engagement contributes substantially to higher satisfaction
levels by creating a positive work environment, fostering
communication, and building strong interpersonal relationships.
When employees feel heard and appreciated, they are more
likely to remain loyal and emotionally connected to their
workplace. Furthermore, studies by Tambunan (2019) and Perez
(2021) underlined that clear job roles, goal alignment, and
opportunities for career advancement also improve job
satisfaction and deepen engagement. These findings collectively
demonstrate that fostering employee engagement is a critical
strategy not only for improving performance but also for
achieving long-term employee satisfaction and organizational
success.

engagement practices and organizational strategies. Secondary
data will be sourced from academic journals, previous research
studies, and credible online databases to provide theoretical and
contextual grounding. This will help validate the primary data
and support the analysis with well-established concepts and
frameworks. The study will focus on key engagement factors
such as work environment, career development opportunities,
recognition, goal clarity, and communication, and will examine
how these factors affect performance outcomes and satisfaction
levels. analysis will be conducted using Microsoft Excel,
employing tools such as descriptive statistics, frequency
distribution, correlation analysis, and regression techniques to
examine patterns, trends, and relationships among the variables.
Ethical, legal, and social considerations will be strictly followed
throughout the research process to maintain the confidentiality,
accuracy, and integrity of the data. By combining qualitative and
quantitative methods, this proposed work aims to offer
actionable insights and practical recommendations that can
assist Bank in enhancing its employee engagement strategies to
drive improved performance and employee satisfaction across
the organization

III.LPROPOSED WORK

The proposed study is designed to explore and analyze the
impact of employee engagement on employee performance and
satisfaction within the context of Bank. Recognizing the critical
role that human capital plays in organizational success, the
research aims to provide empirical insights into how employee
engagement practices influence individual performance levels
and overall job satisfaction. The study adopts a comprehensive
exploratory-descriptive research design, which enables the
researcher to first explore the topic through existing literature
and then describe relationships between the key variables using
primary data. To achieve the research objectives, both primary
and secondary data collection methods will be employed.
Primary data will be collected through a well-structured,
electronically distributed questionnaire designed via Google
Forms. The questionnaire will consist of 20 close-ended
questions aimed at gathering detailed information on employee
demographics, as well as their perceptions, experiences, and
attitudes related to engagement, motivation, performance, and
satisfaction. A total of 100 employees, selected randomly from
various departments, branches, job levels, and genders within
Bank, will participate in the survey, ensuring a diverse and
representative sample. In addition to the questionnaire, a
semistructured interview will be conducted with the branch
manager of Bank Firq branch to obtain managerial insights on

IVIMPLEMENTATION

To explore the impact of employee engagement on performance
and satisfaction at Bank, a structured implementation strategy
was developed and followed. The research was executed
through a combination of quantitative and qualitative methods
to ensure a comprehensive understanding of the subject matter.
A descriptive-exploratory approach was adopted, beginning
with a detailed review of existing literature to build a theoretical
foundation, followed by primary data collection to examine real-
world applications within the bank.The data collection process
began with the preparation and distribution of an online
questionnaire, which was developed using Google Forms. This
questionnaire included a mix of demographic questions and
closed-ended items specifically aligned with the study’s
objectives. A random sampling technique was used to select a
diverse group of 100 employees from various departments,
branches, and job levels within Bank. This approach ensured
that the sample represented a wide range of perspectives across
the organization. The responses were automatically recorded
and exported into Excel for analysis.In addition to the survey, a
one-on-one interview was conducted with the branch manager
of Bank Firq branch. This interview provided valuable
qualitative insights into the managerial perspective on employee
engagement strategies and their effectiveness in real operational
settings.For analysis, the collected quantitative data were
subjected to statistical techniques such as frequency distribution,
descriptive statistics, correlation, and regression analysis. These
techniques were used to identify patterns, relationships, and the
degree of impact that engagement had on performance and
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satisfaction levels. The analysis was carried out using Microsoft
Excel, which enabled the presentation of findings in tabular and
graphical formats.Ethical considerations were strictly adhered to
throughout the research process. Participation was voluntary,
confidentiality was maintained, and the data was used solely for
academic purposes. The implementation strategy ensured the
alignment of research activities with academic integrity,
accuracy, and relevance to the study objectives.

V.RESULTS

Fig 1: Average Scores by Department.

This bar graph titled "Average Scores by Department” displays
three different scores—Engagement, Performance, and
Satisfaction—across five departments: Finance, IT, HR, Sales,
and Operations. Each department has three bars representing
these scores, measured on a scale of 1 to 5. HR consistently
shows the highest scores across all three categories, with
Engagement and Satisfaction scores exceeding 4.5. IT generally
has the lowest scores. Finance, Sales, and Operations
departments show relatively similar score patterns, with
Engagement and Satisfaction scores usually higher than
Performance scores within those departments. The graph
provides a clear visual comparison of these key metrics across
different organizational functions.

fnarnce

Fig 2 : Employee Distribution by Department.

This pie chart illustrates the distribution of employees across
five different departments. The "Sales" department accounts for
the largest share of employees at 30.0%, indicating it's the
biggest department in terms of headcount. "IT" follows with
25.0% of the employees, suggesting a significant tech presence.
"Finance" comprises 20.0% of the workforce, while "HR"
represents 15.0%. The smallest department in terms of employee
count is "Operations," with 10.0% of the total employees. The
chart effectively visualizes the proportional size of each
department within the organization.
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Fig 3: Engagement vs Satisfaction by Department

This line graph compares Engagement and Satisfaction
scores across five departments: Finance, IT, HR, Sales, and
Operations. The scores are plotted on a scale, likely out of 5.
Both metrics generally follow similar trends, with HR showing
the highest scores for both Engagement (around 4.5) and
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Satisfaction (above 4.6), indicating a strong correlation in this
department. Conversely, IT registers the lowest scores for both,
suggesting a potential area for improvement. Finance, Sales, and
Operations departments show moderately similar scores, with
Engagement slightly lower than Satisfaction in Finance, and
Satisfaction slightly higher than Engagement in Sales and
Operations. The graph effectively highlights departmental
variations in employee sentiment.
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Fig 4: Engagement vs Performance

This scatter plot visualizes the relationship between
Engagement Score and Performance Score across five different
departments: Finance, IT, HR, Sales, and Operations. Each point
represents a department, with its position determined by its
respective Engagement and Performance scores. HR stands out
with both the highest Engagement (around 4.45) and
Performance (around 4.6) scores, indicating a strong positive
correlation in this department. Operations, on the other hand,
shows the lowest scores for both metrics. IT, Finance, and Sales
fall in between, with Sales having a slightly higher Performance
score for a moderate Engagement score. The graph suggests a
general trend where higher engagement tends to correlate with
higher performance.
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Fig 5: Correlation Between Scores

This heatmap displays the correlation coefficients between three
different scores: Engagement Score, Performance Score, and
Satisfaction Score. The values range from 0.91 to 1, with darker
shades of blue indicating stronger positive correlations. As
expected, the diagonal shows a perfect correlation of 1 for each
score with itself. Engagement Score has a very strong positive
correlation with Performance Score (0.96) and a strong positive
correlation with  Satisfaction Score (0.93). Similarly,
Performance Score also shows a strong positive correlation with
Satisfaction Score (0.91). This suggests that these three metrics
are highly related and tend to move in the same direction.

VI.CHALLENGES AND LIMITATIONS

During the course of this study, several challenges and
limitations were encountered that may have impacted the overall
scope and outcomes of the research. One of the primary
challenges was the limited timeframe of approximately four
months, which restricted the ability to expand the sample size or
explore deeper organizational contexts. The short duration
posed difficulties in conducting follow-up interviews or
revisiting incomplete responses. Another significant limitation
was the sample size, which consisted of only 100 employees out
of a total population of 3,800 at Bank. While the sample was
randomly selected and fairly representative, a larger sample size
could have provided more robust and generalizable results.
Additionally, response bias was a concern, as some employees
may have provided socially desirable answers rather than their
honest opinions, especially on sensitive topics like satisfaction
or management practices. The study was also limited to a single
organization—Bank—which affects the generalizability of the
findings to other banks or industries. Lastly, the researcher faced
constraints in obtaining accurate and recent secondary data, as
some existing literature was either outdated or not fully relevant
to the local Omani banking context. Despite these limitations,
careful methodological planning and ethical practices were
implemented to ensure the validity and reliability of the research
findings

CONCLUSION

This study has successfully examined the impact of employee
engagement on employee performance and satisfaction within
Bank. The findings clearly demonstrate that higher levels of
employee engagement contribute significantly to improved job
performance, increased motivation, and overall satisfaction
among employees. Through the use of questionnaires and
interviews, the research highlighted how engaged employees are
more productive, committed, and aligned with the bank’s
objectives. Furthermore, the analysis revealed a strong positive
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correlation between employee engagement and both
performance and satisfaction, emphasizing the importance of
fostering a supportive and inclusive work environment. Bank
implementation of engagement strategies—such as training
programs, recognition, feedback mechanisms, and career
development—has played a vital role in sustaining high levels
of employee morale. Despite limitations such as time constraints
and a limited sample size, the research provides meaningful
insights and practical implications for enhancing employee
engagement not only in Bank but also in similar organizational
settings. Strengthening employee engagement is not only a
driver of individual excellence but also a strategic tool for
organizational growth and long-term success.

FUTURE WORK

This study has provided meaningful insights into the impact of
employee engagement on performance and satisfaction within
Bank ,however, it also opens up several promising avenues for
future research. One of the primary opportunities lies in
expanding the study across multiple organizations and industries
to compare engagement practices and outcomes in varied work
environments, both within Oman and globally. Such
comparative studies could reveal sector-specific factors that
influence  employee engagement and enhance the
generalizability of the findings. Furthermore, while this research
employed a cross-sectional approach, future studies could adopt
a longitudinal design to examine how engagement strategies
affect employee behavior and organizational performance over
an extended period. Another area for exploration is the inclusion
of additional variables such as leadership styles, emotional
intelligence, organizational culture, mental well-being, and
digital transformation, which may moderate or mediate the
relationship  between engagement, performance, and
satisfaction. With the rise of data-driven HR practices, future
research can also incorporate advanced tools like predictive
analytics, machine learning, or sentiment analysis to uncover
hidden trends and patterns related to employee engagement.
Additionally, the global transition to remote and hybrid work
models presents a timely opportunity to investigate how virtual
environments and technology-enabled collaboration impact
engagement levels. Researchers may also benefit from using
mixed-method approaches that combine quantitative data with
in-depth qualitative insights to create a richer, more nuanced
understanding of engagement in dynamic organizational
contexts. Overall, there is significant potential to extend this
research in ways that align with the evolving nature of work, the
integration of technology in HR, and the growing recognition of
employee well-being as a critical driver of organizational
success.
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