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Abstract  During the past two decades, employee engagement became a very popular managerial construct. 
Organisations use different engagement building tools in order to stay competitive and improve performance. 
Though there is an increasing contribution in human resource consulting agencies on the concept of employee 
engagement, yet there is a shortage of academic studies on that construct, especially in emerging economies 
countries. This engagement gap grew more in importance amidst the waves of ongoing recession and resource 
scarcity battles prevailing in the Middle Eastern Region, in general, and in Egypt in particular. This is an exploratory 
study that aims to identify the key drivers of employee engagement within the Egyptian context. It also studies the 
impact of employee engagement on job performance and organisational commitment based on social exchange 
theory (SET). A survey questionnaire was developed and validated. Regression analysis was used to predict and 
explain the proposed relationships. The study was conducted on 245 bank employees from several private and public 
banks operating in Cairo-Egypt with a response rate of about 81.6 % ( 200 employees) Pearson correlation matrix 
and regression were used to predict and estimate the relationships. Regression results indicated that leadership and 
organisational justice were the most significant drivers of employee engagement.. The mediation effect was 
confirmed. Employee engagement had significant impact on job performance, but less impact on organisational 
commitment. This study adds to the very few academic studies that have empirically investigated a comprehensive 
model of employee engagement drivers and outcomes. To the best of the author's knowledge, such a study is the first 
of its kind undertaken in the Egyptian context. 
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1. Introduction 
Employee Engagement is conceptualized as the individual's 

investment of his complete self into a role [54]. Engagement 
is a positive attitude where an individual goes above and 
beyond the call of duty, so as to heighten the level of 
ownership, and to further the business interest of the 
organisation as a whole [75]. Moreover, it is also a 
discretionary effort or a form of in-role or extra role effort 
or behavior that fosters change [61], and practically affects 
the employee morale, productivity, commitment, loyalty 
to internal and external customers, employee absenteeism 
and turnover in the organisation [20,27]. Thus, employee 
engagement has been popularized by practitioners as well 
as the research/academic community and is regarded as 
the barometer that determines the association of the individual 
with the workplace [83]. There remains an academic 
knowledge gap in employee engagement literature, which 
continuously elicits the need for further empirical research 
in this area within diverse contexts and different demographic 

segments. Egypt remains an emerging economy country 
where the term and practice of employee engagement is 
still under researched. Explicitly, this study attempts to fill 
this engagement gap. To do so, it explored five drivers and 
two outcomes of employee engagement amongst 
employees working in both public and private banks in 
Cairo – Egypt. The five drivers of employee engagement 
were namely: leadership, organisational justice, compensation, 
work policies and procedures, training & development. 
Job performance and organisational commitment were the 
two tested outcomes of employee engagement. Egypt's 
banking sector continues to play a pivotal role in the 
development of country's economy. According to year 
2013 fiscal statistics of The Central Bank of Egypt there 
are 40 operating banks in Egypt, 8 public banks, 12 
national banks and 20 foreign banks [87]. 

2. Objective of the Study 
2.1. To identify key factors affecting employee 

engagement in the Egyptian banking sector. 
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2.2. To investigate the relationship (if any) between 
employee engagement, job performance and organisational 
commitment. 

2.3. To suggest best practices needed to improve employee 
engagement and address the so-called 'engagement-gap' in 
the Egyptian working culture.  

3. Literature Review 

3.1. Employee Engagement – Defined 
The verb ‘to engage’ has many meanings, varying from 

a straightforward emotional state of being 'in gear', that is 
being involved and committed, to another transactional 
state of working in return for a fair economic exchange at 
workplace [77]. 

There are differences among attitude, behaviour and 
outcomes, in terms of engagement. As employee might 
perform with pride and commitment (attitude); exhibit 
three positive behaviours, namely Say (employees speak 
positively about the organisation to others inside and out), 
Stay (employees display an intense desire to be a member 
of the organisation) and Strive (employees exert extra 
effort and engage in behaviours that contribute to business 
success) [49]. Outcomes may then lead to sustainable 
business success. Considerable studies have shown the 
existence of a statistical positive relationship between 
employee engagement and business productivity, 
profitability, employee retention, safety and customer 
satisfaction [21,26,49,68]. All these three dimensions– 
attitudes, behaviours and outcomes – need to be perceived 
as part and parcel of the ongoing engagement process [60]. 

The term employee engagement, coined by the Gallup 
Research group, remained attractive for three main 
reasons. First, as mentioned previously, employee 
engagement is interwoven significantly with crucial 
business outcomes. An organisation with 'high' employee 
engagement might therefore be expected to outperform 
those with 'low' employee engagement, all else being 
equal [32,90]. According to Gallup's study that was 
conducted on 142 countries in year 2014, results showed 
that 13% of Egypt's employees are "engaged" and 
psychologically committed to their jobs and likely to be 
making positive contributions to their organisations. 
Whilst, 55% of Egypt's employees are "not engaged" 
meaning they lack motivation and are less likely to invest 
discretionary effort in organizational goals or outcomes; 
and 32% are "actively disengaged" indicating" they are 
unhappy and unproductive at work and liable to spread 
negativity to coworkers [39] This means that roughly 87% 
of Egyptian employees in the workforce are not fully 
engaged or they are disengaged. This may account for 
Egyptian employees' productivity gap and the on-going 
national economic hardships [47,89]. 

Second, employee engagement mirrored the growing 
importance of human capital and psychological involvement 
of employees in business [86]. Businesses have no choice 
but to produce more output with less employee input. In 
trying to do so, corporates need to engage not only the 
physical body, but also the mental mind and the innate 
soul of every individual employee. 

Third, the increasing scientific interest in positive 
psychological movement research that aims to discover 

and promote the factors that allow individual, organisation, 
and societies to grow and provide the required fertile 
ground that encourages the growth of engagement 
research in academia [77]. 

The concept of engagement as a multi-dimensional 
construct was first introduced by Khan in 1990, the 
academic pioneer of the employee engagement movement. 
Personal engagement was defined as the harnessing of 
employees' selves to their work roles where they express 
themselves physically, cognitively and emotionally during 
role performances [53]. To explain said phenomenon, 
reference [53] associated three psychological conditions 
demonstrated in the work role performance, viz. 
meaningfulness (feeling that one is receiving a return on 
the investment of the self), safety (a sense of being able to 
show and employ the self in the work role performance 
without the fear of negative consequences), and 
availability (a sense of possessing the physical, emotional 
and psychological resources needed at work). Kahn’s 
model was then tested and findings supported that the 
psychological conditions of meaningfulness, safety and 
availability are positively linked to engagement [65]. 

Burnout researchers defined engagement as the positive 
antithesis of burnout [62,63]. However, reference [78] 
took a different perspective to define work engagement as 
a state of mind characterized by vigour (energy and 
mental resilience), dedication (feeling proud about one's 
job and inspired by it) and absorption (feeling of 
contentment while performing work). 

Further on, Saks' comprehensive model on antecedents 
and consequences of job engagement (work role), and 
organisation engagement (employees' role as members of 
an organisation) was tested and validated [76]. 

Another study presented a hierarchical model of 
engagement similar to Maslow’s hierarchy model of need 
[71]. In the bottom level there are the basic need of pay 
and working hour's conditions. Once an employee becomes 
satisfied he then starts to look at the second, third, and 
fourth level for further advanced employment needs at 
work (career development, promotion, trustworthy leadership 
style … and so on). These needs may be regarded as the 
drivers or enablers of employee engagement at workplace. 

3.2. Employee Engagement Theoretical Basis 
The social exchange theory (SET) is the most accepted 

and widely used theory in the recent research on employee 
engagement [76]. The essential principle of SET is that 
individuals make social decisions based on perceived 
costs and mutual benefits [17]. It proposes that employees 
will be motivated to engage in their jobs when jobs are 
based on a fair and balanced system of exchange [17]. 
This exchange relationship then evolves over time into 
trusting, loyalty and mutual commitments [34,54,62,75]. 
In summary, SET theoretical foundation justifies the 
reasons why employees decide to engage more or less on 
their work, either positively or negatively, contingent 
upon the economic and socio-emotional resources 
received from their organisation, or even decide to stay 
with their organisation [3]. 

3.3. Drivers of Employee Engagement  
There are key drivers that lead to employee engagement 

which are common in most business organisations. 
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However, the components and the relative strength of each 
driver are likely to alter depending on the type of 
organisation, sector and demographic variations in the 
country or region. This study attempts to identify the main 
drivers of employee engagement within the Egyptian 
banking context. 

3.3.1. Leadership was found to be a significant 
antecedent of engagement. This factor comprised 
indicators of effective leadership behaviour and perceived 
supervisor support (PSS). Effective leadership behaviour 
that supports engagement reflected self-awareness, 
communication of information, transparency, and 
respectful treatment of employees and organisation's 
standards of ethical behaviour [4]. Leadership according 
to engagement literature embraces also inspirational 
motivation, by which leaders provide meaning and 
challenge to assigned employees' work; also, intellectual 
stimulation, whereby leaders support employees' 
adaptively and creativity in a blame free context [14,15]. 
As a result, employees develop trust in their leaders and 
management, and accordingly reciprocate by attempting to 
fulfill their obligations to the organisation by becoming 
more engaged [16,76].Trust in the leader, support from the 
leader, and creating a blame - free environment are 
components of psychological safety which enable 
employee engagement [53,65]. Further, adaptively and 
proactivity, as encouraged via intellectual stimulation, are 
elements of engagement [61]. Therefore, hypothesis one 
was developed as follows-: 

H1: Leadership will be positively related to 
employee engagement 

3.3.2- Organisational justice is a term coined by 
Wendell French in 1964 and is applied by organisational 
psychologists to refer to the just, fair and ethical manner 
in which organizations treat their employees[33,34,41]. It 
is also based on fairness perceptions [1,30]. If employees 
perceive an organisation is fair and just to them, they will 
reciprocate by putting more to work and by increasing 
their engagement, in accordance to the exchange ideology 
[76]. The feeling of safety presented by reference [53] is 
influenced by the predictability and consistency of the 
fairness in assigning rewards, resources or even inflicting 
punishment at work. Organizational justice is concerned 
with the ways in which employees determine if they have 
been treated fairly in their jobs and the ways in which 
those determinations influence other work-related 
variables [67]. It influences employees' attitude and 
behaviour and consequently their performance and the 
organisation’s success [25]. Various contemporary 
theorists have argued that justice may range from a single 
holistic construct to a four-tiered one [29]. These multiple 
dimensions of organisational justice construct include: 
distributive justice that refers to the fairness of outcomes 
or final decisions in comparison to what others receive; 
procedural justice refers to perceived fairness of 
procedures; and interactional justice refers to the 
interpersonal treatment employee receives when 
procedure are implemented. [30]. Greenberg’s four- factor 
model of justice proposed that interactional justice might 
actually be subdivided into two factors. The first factor is 
interpersonal justice that reflects the degree of which 
employees are treated by their supervisors whilst 
executing procedures or determining outcomes. The 
second factor, labeled informational justice, focuses on the 

information provided to employees about why procedures 
are implemented in a certain way or why outcomes are 
distributed in a certain pattern [42]. 

This study used organisational justice as a multi-
dimensional construct comprising Greenberg’s four 
components of organisational justice (distributive justice, 
procedural justice and the two classes of interactional 
justice, i.e. interpersonal and informational justice) [42]. 
Therefore, hypothesis two was developed as follows-:  
H2: Organisational justice will be positively related to 
employee engagement 

3.3.3 -Compensation and benefits is another 
indispensable antecedent to employee engagement. It 
involves both financial rewards, and non- financial 
benefits such as recognition and other perks exemplified 
by: on-site day care, employee assistance programs, 
subsidized cafeterias, travel discounts, extra holidays and 
others. The level of an employees’ engagement depends 
on employee's attractiveness of received compensation 
and benefits. [4] According to SET, employees after 
receipt of said rewards and recognition feel obliged to 
respond with higher levels of engagement [76]. Top 
performing employees prefer to be distinctively rewarded 
and recognized for the outstanding work they do, 
especially when pay is related to performance [69]. A 
study demonstrated that the level of rewards and 
recognition may be an important part of work experience 
and a strong predicator of engagement when performance 
related pay culture prevails at work [55]. On the other 
hand, lack of sufficient remuneration package can lead 
employees to a state of job burnout [62]. In support with 
the literature, the factor of rewards and recognition 
remains a significant predictor of engagement. Therefore, 
hypothesis three was developed as follows-: 

H3: Compensation will be positively related to 
employee engagement. 

3.3.4- Work policies and procedures encompass both 
HR policies and procedures and perceived organisational 
support (POS). HR policies and procedures include hiring 
practices, flextime, work-life balance policies, performance 
management and safety issues [4]. To create a culture of 
engagement at workplace, HR systems need to work hand 
in hand with other managerial practices when dealing with 
employees [58]. The hiring process involves dealing with 
employees starting from the selection process to the end of 
the contract, by maximizing the person-job fit which is 
important for further employee engagement [79]. Work 
Life Balance in its broadest sense is defined as a 
satisfactory level of involvement or ‘fit’ between the 
multiple roles in a person’s life. Whilst flextime permits 
the employees to vary their start and finish times provided 
a certain number of hours are worked. [12]. There exists a 
positive correlation between flextime and work-life 
balance and employee engagement. [74]. Performance 
management that sets meaningful goals and builds 
employer-employee trust acts as a holistic measure that 
enhances employee engagement [66]. Also, encouraging 
employee health and safety programs can maximize 
employees' wellbeing physically and mentally, which 
accordingly reinforces employee engagement. Said 
programs include employee assistance programs for 
alcohol and drug addiction, wellness screenings, stress 
management training, counseling and safety training [40]. 
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Perceived organisational support (POS) refers to the 
employees’ beliefs that an organisation values their 
contributions and cares about their well-being [72], which 
was empirically proven to have a positive influence on job 
and organisation engagement [76]. The amount of support 
and care employees’ perceive to receive from organisation 
influences their psychological safety, and enables them to 
employ their selves without fear of negative consequences 
[53]. POS makes employees feel obligated to care about 
their workplace welfare and to help their organisation 
reach its objectives [73]. This confirms the principles of 
SET theory of employee – employer pay back. Therefore, 
hypothesis four was developed as follows-: 
H4: Work policies and procedures will be positively 
related to employee engagement 

3.3.5 -Training and development is another influential 
antecedent of engagement. This driver is consistent with 
the scope of job resources as proposed in Job Demands - 
Resources (JD-R) model [9]. It bears dual importance to 
ambitious employees. Training, development and learning 
can be looked at as an intrinsic motivator that supports 
employees' growth and enhances individual development 
plans by fulfilling basic human needs such as needs for 
autonomy, relatedness, and competence [19,35]. It can 
also be perceived as an extrinsic motivator, because it 
provides employees with tools and resources, as 
knowledge, skills and competencies that are applied on the 
job and are imperative for employees' goal achievement 
and career growth opportunities. [8] For instance, job 
resources such as encouragement from team members, 
informative comments and supportive actions from the 
leader/supervisor may aid employees to reduce their 
physiological and psychological costs at work, which 
assist them accordingly to complete their job smoothly [7]. 
Furthermore, these job resources motivate them to 
dedicate more energy and time in their work [57]. 
Therefore, hypothesis five was developed as follows:- 
H5: Training and development will be positively 
related to employee engagement 

4. Consequences of Employee Engagement  

4.1. Job Performance  
The overarching purpose of this study is to provide 

insight into the role that engagement plays in relationships 
with both job performance and organisational commitment. 
Here we define job performance as the aggregated 
financial or non- financial added value by the employees 
in contribution to the fulfillment both directly and 
indirectly to the targeted organisational goals [18,23]. 

Studies have shown that employee engagement has a 
positive influence on organisational performance 
indicators such as: employee satisfaction, productivity, 
employee turnover, organisational commitment, and 
safety [36,46,48,76]. However, not all researchers totally 
agreed with the idea that employee engagement motivates 
business success. For example, reference [10] suggested 
that the link between employee engagement and 
organisational performance is insignificant. Alternatively 
they supposed that there is a reverse connection between 
organisational performance and employees' attitudes; thus, 
when the organisational performance indexes are high it 

evokes positive attitudes among workers. Reference [76] 
showed that engagement is an individual-level construct 
that needs to impact the employee at first, and then 
follows by affecting the organisation at large. In similar 
vein, job performance and not organisational performance 
was tested as a direct consequence of employee 
engagement.  

4.2. Organisational Commitment  
The performance benefits accrued from increased 

employee commitment have been widely demonstrated in 
the academic literature. To list but a few, these include: 
increased job satisfaction [88]; increased job performance 
[64]; decreased employee turnover [11,27], decreased 
absenteeism [28]. Organisational commitment embraces a 
strong belief and acceptance of the goals and values of the 
organisation; a willingness to exert considerable efforts on 
behalf of the organisation; and a strong desire to continue 
working with the organisation [72,82]. 

Commitment exists as a multidimensional construct that 
encompasses three types of organisational commitment. [2] 
First type is affective commitment which is employees' 
emotional attachment towards their organisation; second 
type is continuance commitment that is the recognition of 
costs associated with leaving the organisation; and the 
third type is normative commitment which is the moral 
obligation to remain with the organisation [2,75]. 
Employee commitment and engagement have developed 
as a vital constructs in the organisational research on 
account of their positive relation with employees' behaviours, 
which promote organisational retention as well as 
performance [24]. Nevertheless, affective commitment 
remains the most potential benefit for an organisation, as it 
directly influences how employees perform their jobs and 
reciprocate with engagement in supportive working 
environment [75]. Therefore, hypothesis six, seven and 
eight were developed as follows:- 
H6: Employee engagement will mediate the 
relationship between drivers and outcomes. 
H7: Employee engagement will be positively related to 
job performance.  
H8: Employee engagement will be positively related to 
organizational commitment 

5. Conceptual Model of This Study 
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6. Methodolgy 
Testing the hypotheses proposed in the previous model 

involved developing and administering a questionnaire to 
a convenience sample of bank employees in Egypt, 
assessing the reliability of the scales employed, and 
conducting a regression analysis to examine the impact of 
organizational factors on employees’ engagement, and its 
effect on job performance and employees commitment. 
The statistical analysis was conducted using SPSS version 
(21).  

6.1. Sample 
A total of 245 bank employees were included from 

several private and public banks operating in Cairo-Egypt, 
out of which 223 agreed to participate in the study. After 
removing 23 incomplete questionnaires we had a usable 
sample of 200 questionnaires yielding a reasonably high 
response rate of about 81.6 percent. Participants were 
asked to fill the questionnaires during their regular 
working hours in the bank. Before distributing the 
questionnaire, all participants were assured that their 
participation was voluntary and anonymity was 
guaranteed.  

The age of participants ranged between 21 to 45 years 
with mean 34.25 years and standard deviation 8.75 years. 
Compared with male employees, female employees were 
the majority in the sample 58.5%. 69% of the sample 
received a bachelor degree, 25% received a master degree, 

and only 6% received a professional banking degree. The 
highest percent of employees 37.5% worked in non-
managerial position, 26% worked in lower management 
jobs, 25.5% worked in middle management posts, and 
only 11% worked in senior managerial posts. Their work 
experience ranged between 6 and 17 years with mean and 
standard deviation of 12.5, and 3.75 respectively. These 
characteristics indicate a reasonable mix of demographic 
groups represented in the data. 

6.2.Measures 
Eight-part questionnaire was used to assess the study 

variables; leadership was measured using 15 items; 
training and development was measured using 7 items; 
Compensation and benefits were measured using 4 items; 
policies and procedures was measured using 8 items; Job 
performance was measured using 3 items. All previous 
measures were adopted from reference [4]. Employee 
engagement was measured using 9 items adopted from 
[84] ; Organizational commitment was measured using 6 
items adopted from [76] ; and organizational justice 
(Procedural, distributive, interpersonal and informational) 
was measured using 17 items adopted from [56]. 

Demographic variables including gender, age, 
education, current position, previous experience were also 
assessed. All items were measured on a five-point Likert 
scale. Answers ranged from 1 (strongly disagree) to 5 
(strongly agree). The descriptive statistics and reliability 
coefficients of these scales are shown in Table 1. 

Table 1. Descriptive statistics and reliability coefficients of variables used in this study 
Variable Mean Standard Deviation Cronbach’s Alpha 

Leadership 52.61 2.75 .825 

Training & Development 26.21 3.42 .836 

Compensation & Benefits 13.15 2.83 .838 

Policies & Procedures 30.38 3.94 .851 

Organizational justice 53.54 3.72 .919 

Employee engagement 36.63 3.93 .934 

Job performance 11.86 4.63 .811 

Organizational commitment 22.19 2.26 .756 

The reliability measures, in terms of Cronbach’s alpha, 
reached a recommended level of 0.70 as an indicator for 
adequate internal consistency [45]  

6.3. Data Analysis and Results 

To investigate the relationships between organisational 
factors, employee engagement, job performance and 
organizational commitment, Pearson correlation coefficients 
were calculated as shown in Table 2.  

Table 2. Correlation matrix for variables in this study 
Variable 1 2 3 4 5 6 7 

1. Leadership 1       

2. Training & Development .163* 1      

3. Compensation & Benefits .417** .321** 1     

4. Policies & Procedures .268** .145* .239** 1    

5. Organizational justice .377** .255** .301** .575** 1   

6. Employee engagement .790** .172* .350** .348** .436** 1  

7. Job performance .319** .577** .386** .724** .768** .386** 1 

8. Organizational commitment .172* .229** .234** .405** .397** .209** .757** 
* Correlation coefficient is significant at p < 0.05; ** Correlation coefficient is significant at p < 0.01. 
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It can be shown from the previous results that all 
different organisational variables are significantly 
correlated with employees’ engagement, which in turn 
significantly correlates with both of job performance and 
organisational commitment. In order to examine the 

predictability of job engagement using organisational 
variables and the predictability of organisational outcomes 
(performance and commitment) using job engagement, a 
series of simple regression analysis was conducted. Table 3 
demonstrates the results of the regression analysis.  

Table 3. Simple regression analyses to predict employee engagement and organizational outcomes 
Predictor Outcome Variable R-square F Regression coefficient t 

Leadership employee engagement .624 329.15** 2.648 18.14** 

Training & Development employee engagement .029 4.26* 0.987 2.21* 

Compensation & Benefits employee engagement .122 27.61** 1.569 5.25** 

Policies & Procedures employee engagement .121 27.31** 1.731 5.22** 

Organizational justice employee engagement .190 46.54** 2.027 6.82** 

Employee engagement Job performance .149 34.64** 0.249 5.88** 

Job engagement Organizational commitment .044 9.031 0.056 3.01** 
* Regression coefficient is significant at p < 0.05,  
** Regression coefficient is significant at p < 0.01. 

It can be concluded from the previous results that 
leadership has the highest predictive power of employee 
engagement; it can explain 62.4% of the total variance of 
employee engagement. Organizational justice was the 
second important predictor of employee engagement. It 
can explain 19% of its total variance. Compensations and 
benefits and policies and procedures appear to have 
similar predictive power of 12.2% and 12.1% respectively. 
Finally, training and development was the least 
predictive variable of employee engagement. In addition, 
employee engagement appears to be a better predictor for 
job performance, where it can explain 14.9% of its total 
variance, compared with organizational commitment in 
which it can explain only 4.4% of its total variance.  

The reliability measures, in terms of Cronbach’s alpha, 
reached a recommended level of 0.70 as an indicator for 
adequate internal consistency [45]. 

 

7. Discussion 
This study emphasized the importance of employee 

engagement and identified the key drivers that have 
significant effect on it. It also suggested that employee 
engagement mediates the relationship between antecedent 
variables and dependent outcomes within the Egyptian 
banking sector. According to reference [13] two 

conditions need be met to establish mediation. First the 
independent variable(s) (drivers of engagement) must be 
related to the mediator (employee engagement). Second 
the mediator (employee engagement) must be related to 
the dependent variable(s) (the outcomes of engagement.. 
Conditions one and two have been met in this study as 
described above. Therefore the linkage amongst 
engagement, performance, and commitment is consistent 
with engagement antecedent and consequences models, 
theory and research. 

Regression analysis predicted that the leadership has 
the highest predictive power (62.4 %) of employee 
engagement amongst the researched sample of Egyptian 
bankers. The national culture of Egypt, like that of many 
developing countries, has been characterized by high 
collectivism. As in references [51], [6] emphasized in a 
collectivistic culture there is high conformity, 
interdependence and more responsibility–taking for others, 
paternalism is also viewed positively. This is because 
employees perceive that life is built around a community 
or a group, and the way in which the leader relates to the 
group is very important. Employees want to be 
encouraged and recognized by their leaders. Leaders who 
stay in touch with the work group, listen and show 
concern for employees' well-being are deemed to be 
mostly successful in leading by example and being 
influential at inspiring others to achieve organizational 
goals. This finding is in collaboration with the findings of 
previous work in paternalistic cultures in the Middle-East. 
[5,70] and in Asia [6,31,91]. Empirical leadership research 
has provided evidence that a positive link exists between 
effective leader behaviours and followers' attitudes and 
behaviours in association with engagement [85]. On one 
hand It supported the existence of a positive relationship 
between effective leadership vision and employees' 
adaptively and proactivity in performing their jobs [43] ; 
also it emphasized the positive nexus between leadership 
and organisational commitment [37]. 

The issue of supervisor relations has been considered 
by Saks [76] in his seminal antecedent-consequences 
model as Perceived supervisor support, which was found 
to be significant predictor of employee engagement. 
However, Saks model [76] considered only distributive 
and procedural justice and not interactional justice. In this 
study the interactional justice - which includes 
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interpersonal and information justice - along with the 
other two dimensions of justice were tested and found to 
be strong predicators to employee engagement. 

This explains why the factors of leadership and 
organisational justice followed one another as the most 
important drivers of employee engagement. For effective 
managers' approach is all about treating employees with 
fairness and respect and looking after their well-being 
[80,81]. 

Organisational justice ranked the second important 
predictor of employee engagement (19%). This variable 
can be explained from the perspective of the social 
exchange theory (SET) It argues that relationships at work 
evolve over time into trusting, loyal and mutual 
commitment as long as all parties involved abide by 
reciprocity or repayment rules. [77]. In the same vein, 
Saks [76] argued that one way for employees to repay 
their organisation is through engagement.  

Another explanation may be contributed to the political 
turmoil and economic recession that Egypt has been 
witnessing since the eruption of the financial global crisis 
at 2008, followed by the political unrest that took place 
after January 2011 revolution. Thus, the safety condition 
associated with engagement/disengagement at work [53] 
became threatened and jeopardized in all Egyptian 
businesses, including banks and financial institutions. Said 
psychological safety condition involves predictability and 
consistency of the distribution of rewards, resources, 
information at work and others, as well as the procedures 
used to allocate them. To overcome the threats of 
economic and political unrest, Egyptian banks had to be 
more competitive, effective and innovative to be able to 
survive and improve the financial performance of the 
Egyptian economy [59]. Consequently, organisational 
justice became an imperative necessity to optimize 
scarcity in resources and insure sustainability and stability 
in the Egyptian economy. Reference [44] pointed out that 
employees who perceive procedural justice show greater 
absorption at work, employees who perceive distributive 
performance practices exhibit greater dedication and 
vigour, and employees who perceive information justice 
are more physically, cognitively and behaviourally engaged 
in their work. Also they are more likely to show greater 
overall commitment to their job, feel excited and take 
pride in their work, search for new ways of doing things 
and try to go an "extra mile" in order to their work well 
[80]. 

Compensations and benefits and work policies and 
procedures ranked the third and four predicators of 
employee engagement. They appeared to have similar 
predictive power of 12.2% and 12.1% respectively. 
Training and development scored the least predicative 
factor influencing employee engagement (2.9 %).  

These findings are in line with the subsistent problems 
of work policies and the inefficient implementation of HR 
practices in the developing countries; and the Egyptian 
working environment is a living proof of said failure. 
Some of these problems are as follows: employment 
measures that do not catch the attention of properly skilled 
people (selection and recruitment are based on social 
connection and favoritism), low levels of salary, pay 
unrelated to performance criteria, limited number of 
incentives assigned to top performers, deficiency of useful 
performance values, lack of ability to fire employees 

( especially in public banks), promotion guidelines that are 
based more on seniority rather than on actual employees' 
performance, adoption of cost-leadership strategies to 
minimize expenditures and maximize profits, no investment 
in employee training and development, unsupportive 
management and lack of balanced work-life policies 
(flexitime, well-being programs, health and medical care 
for employees and their families, day care for female 
employees….. and others) [6,22,92].  

Fredrick Herzberg showed that pay and work 
conditions are important factors in attracting people to 
organisations, but subsequently act as more of a ' hygiene 
factor.' In other words if said motivating drivers are 
handled badly or perceived as unfair, they will become 
demotivating factors [38]. This perhaps is in practice at 
the working environment of Egyptian banking sector.  

Another reason that could possibly explain these 
findings, is the given majority of the respondents who are 
aged less than 40 years and are highly educated (had 
bachelor degree or higher) the need for them to seek other 
job opportunities is high. Given the high demand for their 
talents in the Arab oil countries, their tendency to resign is 
likely. This kind of perception might be attributed to their 
lack of engagement and commitment, and explains the 
low percentage of organisational commitment in this 
model only (4.4%) of the total variance. 

The results of this study agrees with the results of [52] 
that signifies the importance of work policies and HR 
practices (compensation and training) in formulating 
negative employees' perception that might be reciprocated 
in the form of low commitment. Also, as noted by [50] 
efficient work policies and effective HR practices have 
powerful impact on employees' engagement and 
commitment that would eventually be exhibited in 
positive job performance that is then reflected in high 
organizational performance capable of implementing 
competitive strategies.  

8. Recommendations and Directions of 
Future Research 

Any organisation needs to recognize employees as its 
human capital. Employees remain the most powerful 
contributors to any business and the drivers to its 
competitive position. Therefore, engagement awareness 
levels across the Egyptian economy need to higher so as to 
meet the current and future challenges of global 
competition and be able to bridge the actual gap in 
employees' productivity rates. Workable engagement 
measures can combat the scarcity of resources and 
overcome the constrained measures of supply. 

There remains a pressing need for studies from 
emerging economies countries to unearth employee 
engagement levels. The Central Bank of Egypt needs to 
review the performing plans for the financial sector by 
taking into consideration the factors that may influence 
employee behaviour. Then these plans are to be articulated 
and communicated to insure consistency in performance 
along all banks in Egypt. 

More future research is required to focus on genuine 
HRM practices and not focus only on personal individual 
needs' satisfaction. The following HR policies are 
recommendable: implementation of performance-related 



145 Journal of Business and Management Sciences  

 

pay systems, effective and fair means of positioning and 
selecting employees, designing employee feedback system 
in respect to leaders' behaviour, and finally improving 
alignment between HR strategies and the corporate 
banking strategy. Younger employees leaving their banks 
in search for better work opportunities are inevitable. 
However, by improving work policies and HR practices, 
employees' retention and commitment may improve 
substantially. 

Employees are the key assets to any organisation and if 
they are not given the right space and time to make a 
perfect blend of work and fun at workplace, then the sense 
of dis-engagement sets in the employees [60]. 

The concept employee engagement should not be 
regarded as another HR strategy. Organisation and 
employees are both dependent on each other to fulfil their 
goals and objectives. Therefore, employee engagement 
should not be understood as a one-time exercise but it 
should be integrated in the culture of the work place and 
embedded in its policies and procedures. Employee 
engagement needs to be part and parcel of the business 
DNA in any success story. It needs to be culturally fit and 
linked to the core tenants of business like as, values and 
managerial philosophy. 

Conducting similar studies on other influential sectors 
in Egypt, or even longitudinal studies are recommended 
for future research. Moreover, comparative studies 
between non-western countries or western countries may 
enrich the understanding and application of employee 
engagement as a business tool leading to success. 

9. Conclusion 
Employee engagement is a positive attitude held by the 

employees towards the organisation and its working 
culture. This study emphasized the importance of engaged 
manager or leader in inspiring and engaging the work 
force, in contrast to human resource management practices 
alone. Although there is a great deal of published 
academic work on what drives engagement. Nevertheless, 
a practical limitation of this study like any similar 
sectoral studies is the fact that there is no " one size fits 
all" model of engagement, different employees, diverse 
organisations will vary in their needs and their approach 
[75]. This study is based on a small number of employees 
working in the banking sector, which limits the 
generalizability of the results ; time constraints is 
considered another limitation which the researcher faced; 
in addition to the difficulty to access banks and to collect 
required data. 

Egypt as an emerging economy state is undergoing 
transformational changes following the chaotic aftermath 
of January 2011, and is still striving to improve its 
national economic performance figures to realize socio-
political stability. Thus, the theoretical implication of 
this study is to confirm the fact that engagement can be a 
triple win; for the individuals at work, the organisations or 
service sector(s), and for the country as a whole. A 21st 
century developing economy as in Egypt should thus 
recognize employees, more than any other variable, as 
powerful contributors to its competitive position. Engaged 
employees can help their organisation achieve its mission, 

execute its strategy and generate important business 
results.  

Therefore, organisations today should actively look 
forward to fulfil employee`s expectations and thus, create 
an impact on the performance of employee, which directly 
affects the organization’s performance. 

References 
[1] Adams, J., 1965. Inquiry in social exchange. In: Berekowitz, L,. 

(Ed.) Advances in Experimental Social Psychology. s.l.:Academic 
Press, New York, NY, pp. Vol. 2 pp. 267-299. 

[2] Allen, N. and Meyer, J., 1990. The measurement and antecedents 
of affective, continuance, and normative commitment to the 
organisation. Journal of Occupational Psychology, Volume 63, pp. 
1-18. 

[3] Andrew,O. & Sofian, S., 2011. Engaging people who drive 
execution and organizational performance, American Journal of 
Economics and Business Administration).[Online] Available at:  
http://www.researchgate.net/publication/225034035_Individual_F
actors_and Work Outcomes of Employee Engagement.[Accessed 
29 January 2015]. 

[4] Anitha, J., 2014. Determinants of employee engagement and their 
impact on employee performance. International Journal of 
Productivity and Performance Management, Volume 63 Iss 3, pp. 
308-323. 

[5] Aycan, Z. Kanungo, R. Mendonca, M.Yu, K., Deller, J., Stahl, G. 
and Kurshid, A., 2001. Impact of culture on human resource 
management practices: a 10-country comparison. Applied 
Psychology, Volume 49(1), pp. 192-221. 

[6] Bakar, R. A., March 2013. Understanding factors influencing 
employee engagement: a study of the financial sector in Malaysia. 
PHD thesis (unpublished), School of Managemetn, RMIT 
University.. 

[7] Baker, A.B., and Demerouti, E., 2008. "Towards a model of work 
engagement". Career Development International, Volume 13(3), 
pp. 209-223. 

[8] Bakker, A.B. and Leiter M.P., 2010. Work engagement: a 
handbook of essential theory and research. s.l.:New York, NY: 
Psychology Press. 

[9] Bakker, A.B.. Demerouti. E. and Verbeke, W., 2004. Using the 
job demands-resources model to predict burnout and performance. 
Human Resource Management, Volume 43 No. 1, pp. 83-104. 

[10] Balain S. and Sparrow P., 2009. Engaged to Perform: A new 
perspective on employee engagement : Executive Summary, 
Lancaster University Management School. 

[11] Balfour, D. and Wechsler, B., 1996. Organizational commitment: 
Antecedents and outcomes in public organizations. Public 
Productivity and Management Review, Volume 29, pp. 256-277. 

[12] Baltes, B.B., Briggs, T.E., Huff, J.W., Wright, J.A., Neuman G.A, 
1999. Flexible and Compressed Workweek Schedules: A Meta-
analysis of Their Effects on Work-Related Criteria. Journal of 
Applied Psychology, Volume 84 No. 4, pp. 496-513. 

[13] Baron, R.M. and Kenny, D.A., 1986. The moderator-mediator 
variable distinction in social psychological research: 
conceptual,strategic and statistical consideration. Journal of 
Personality and Social Psychology, Volume 51, pp. 1173-1182. 

[14] Bass, B., 1985. Leadership and Performance beyond Expectations. 
Free Press: New York, NY. 

[15] Bass, B.M, Avolio, B.J, Jung, D.I. and Berson, Y., 2003. 
Perdicting unit performance by assessing transformational and 
transactional leadership. Journal of Applied Psychology, Volume 
88 No. 2, pp. 207-218. 

[16] Bies, R.J. and Tripp, T.M, 1995. Beyond distrust: getting even and 
the need for revenge. In: Karmer, R.M. and Tyler, T.T (Eds), Trust 
in Organisations. Sage, Newbury Park, CA., pp. 246-260. 

[17] Blau, P., 1964. Exchange and power in social life.,. Annual Review 
of Psychology, Volume 78(118), 32,, pp. 363-366. 

[18] Borman, W.C. and Motowidlo, S.J., 1993. Expanding the criterion 
domain to include elements of contextual performance. In N. 
Schmitt and W.C. Borman (Eds.), Personnel selection in 
organizations. San Francisco; Jossey-Bass., pp. 71-98. 

[19] Broeck, A.v.d, Vansteenkiste, M. Witte, H.D. and Lens. W, 2008. 
Explaining the relationship between job characteristics, burnout 



 Journal of Business and Management Sciences 146 

 

and engagement : the role of basic psychological need satisfaction. 
Work & Stress, Volume 22 No.3, pp. 277-294. 

[20] Buchingham,M&C.Coffman, 1999. first, Break All the Rules: 
What the World's Greatest Managers Do Differently. New York: 
NY: Simon & Shuster. 

[21] Buckingham, M., June/July 2006. Canadian Government 
Executive. [Online] Available at:  
http://www.tbs-sct.gc.ca/rp/pstc-eng.asp [Accessed 1st July 2009]. 

[22] Budhwar, P.S., Debrah, Y.A, 2001. Human Resource Management 
in Developing Countries. s.l.:London: Routledge, pp. 1-15. 

[23] Campbell, J., 1990. Modeling the performance prediction problem 
in industrial and organizational psychology. In: In M.D. Dunnette 
and L.M. Hough (Eds.) Handbook of industrial and organizational 
psychology. Palo Alto, CA; Consulting Psychologists Press, pp. 
Vol 1 (2nd edition); 687-732. 

[24] Chalofsky, N. and Krishna, V., 2009. Meaningfulness, 
commitment, and engagement: the intersection of a deeper level of 
intrinsic motivation. Advances in Developing Human Resources, 
Volume II No. 2, pp. 189-203. 

[25] Coetzee, M., 2005. The fairness of affirmative action: an 
organizational justice perspective, Master's Thesis, University of 
Pretoria, Pretoria.. 

[26] Coffiman, C. and Gonzalez-Molina G., 2002. Follow this Path : 
how the world's greatest organizations drive growth by unleashing 
human potential. New York: New York Warner Books, Inc. 

[27] Cohen, A., 1991. Career stage as a moderator of the relationship 
between organisational commitment and its outcomes: A meta-
anlaysis. Journal of Occupational Psychology, Volume 64, pp. 
253-268. 

[28] Cohen, A., 1993. Age and tenure in relation to organisational 
commitment : A meta-analysis. Basic and Applied Social 
Psychology, Volume 14, pp. 143-159. 

[29] Colquitt, J., 2001. On the dimensionality of organizational justice : 
a construct validation of a measure. Applied Psychology, Volume 
86 No. 3, pp. 425-445. 

[30] Colquitt, J.A., Greenberg, J and Zapata-Phelan, C.P., 2005. What 
is organizational justice? A historical overview. In: Greenberg, J. 
and Colquitt, J.A. (Eds) Organizational Behavior and Human 
Decision Processes, Vol. 100 No. 1 pp 110-127. 

[31] Cooke, F. L., 2009. A decade of transformation of HRM in China: 
a review of literature and suggestions for future studies. Asia 
Pacific Journal of Human Resources, Volume 47 (1), pp. 6- 40. 

[32] Crim, Dan and Gerard H. Seijts, 2006. "What Engages Employees 
the Most or, the Ten C's of Employee Engagement ". P. Ivey 
Business Journal. 

[33] Cropanzano, R.(Ed.), 1993. Justice in the Workplace: 
Approaching Fairness in Human Resource Management. Erlbaum, 
Hillsdale, NJ. 

[34] Cropanzo, R. and Mitchell, M.S, 2005. "Social Exchange Theory: 
An Interdisciplinary Review". Journal of Management, Volume 
31, pp. 874-900. 

[35] Deci, E.L.Koestner, R. and Ryan, R.M, 1999. A meta-analytic 
review of experiments examining the effects of extrinsic rewards 
on intrinsic motivation. Psychological Bulletin, Volume 125 No.6, 
pp. 627-628. 

[36] Demerouti, E. and Cropanzano, R., 2010. From thought to action: 
employee work engagement and job performance. In: Bakker, A.B. 
and Leiter, M.P (Eds) Work Engagement : A Handbook of 
Essential Theory and Research. Psychology Press, Hove, pp. 147-
163. 

[37] Erkutlu, H., 2008. The impact of transformational leadership on 
organizational and leadership effectiveness: the Turkish case. 
Journal of Management Development, Volume 27 No. 7, pp. 708-
726. 

[38] Frederick, H., 2003. 'On More time: How Do you Motivate 
Employees?'. Harvard Business Review. 

[39] Gallop Study 2015. State of Global Workplace. [Online] Available 
at: 
 http://www.gallup.com/services/178517/state-global-
workplace.aspx [Accessed 30 June 2015]. 

[40] Grawitch, M.J., Gottschalk, M. and Munz, D.C., 2006. The path to 
a healthy workplace: A critical review linking healthy workplace 
practices, employee well-being, and organizational improvements.. 
Consulting Psychology Journal: Practice and Research, Volume 
58 (3), pp. 129-147. 

[41] Greenberg, J., 1990. Organizational justice: yesterday, today, and 
tomorrow. Journal of Management, Volume 16 No. 2, pp. 399-
432. 

[42] Greenberg, J., 1993. The social side of fairness: interpersonal and 
informational classes of organizational justice. In: Corponzona, R. 
(Ed.) Justice in the Workplace : Approaching Fairness in Human 
Resource Management. s.l.:Lawrence Erlbaum Associates, 
Englewood Cliffs, NJ., pp. 79-103. 

[43] Griffin, M.A., Parker, S.K. and Mason, C.M., 2010. Leader vision 
and the development of adaptive and proactive performance : a 
longitudinal study. Journal of Applied Psychology, Volume 95 No. 
1, pp. 174-182. 

[44] Gupta, V. and Kumar. S.,, 2012. Impact of performance appraisal 
justice on employee engagement: a study of Indian professionals. 
Employee Relations, Volume 35 No. 1, pp. 61-78. 

[45] Hair, J.F., Anderson, R.E., Tatham, R.L., and Black W.C., 2003. 
Multivariate Analysis. s.l.:Pearson Education, Inc, Delhi. 

[46] Hallberg U.E. and Schaufeli W.B., 2006. "Same same" but 
different ? Can work engagement be discriminated from job 
involvement and organizational commitment? European 
Psychologist, Volume 11(2), pp. 119-127. 

[47] Hanan M., Antoine L., and Sanchez., C., 2014. Growing without 
changing : a tale of Egypt's weak productivity growth. Working 
paper No. 172, European Bank for reconstruction and 
development. 

[48] Harter, J.K., Schmidt, F.L. and Hayes, T.L.., 2001. Business unit - 
level relationship between employee satisfaction, employee 
engagement, and business outcomes: A meta-analysis. Journal of 
Applied Psychology, Volume 87, pp. 268-279. 

[49] Hewitt Associates, L., 2004. Research Brief: employee 
engagement higher at double digit growth companies. [Online] 
Available at:  
www.hewitt.com[Accessed 25 March 2013]. 

[50] Hiltrop, J., 1996. Managing the Changing Pscyhological Contract. 
Employee Relations, Volume 18 No (1), pp. 36-49. 

[51] Ho, D.Y.F, and Chiu, C.Y., 1994. Component ideas of 
individualism, collectivism, and social organization: an 
application in the study of Chinese culture. Sage Publications, Inc.. 

[52] Juhdi., N., Pa'wan, F., Hansaram, R.M.K. 2013. HR practices and 
turnover intention: the mediating role of organizational 
commitment and organizational engagement in a selected region 
in Malaysia. The International Journal of Human Resource 
Management, Volume 24 No. 15, pp. 3002-3019. 

[53] Kahn, W. A., 1990. Psychological conditions of personal 
engagement and disengagement at work. Academy of Management 
Journal, Volume 33, pp. 692-724. 

[54] Khan, A. W., 1992. To be fully there; Psychologial presence at 
work. Human Relations, Volume 45, pp. 321-349. 

[55] Koyuncu, M., Burke, R.J. and Fiksenbaum, L., 2006. Work 
engagement among women managers and professionals in a 
Turkish bank: potential antecedents and consequences. Equal 
Opportunities International, Volume 25, pp. 299-310. 

[56] Kumar, V., 2012. Impact of performance appraisal justice on 
employee engagement : a study of Indian professionals. Employee 
Relations, 35 (1), pp. 61-78. 

[57] Llorens, S. Bakker, A.B. Schaufeli, W.B. and Salanova, M., 2007. 
Testing the robustness of the job demands resource model. 
International Journal of Stress Management, Volume 13 No. 3, pp. 
378-391. 

[58] Lockwood, N., 2007. Leveraging Employee Engagement for 
Competitive Advantage: HR's Strategic Role. HR Magazine, 
Volume 52 (3) Special section, pp. 1-11. 

[59] Maati, H. & Zeid, I., 2011. The Role of the Banking Sector during 
the Economic Turmoil on the Short Run. Bankers: The Egyptian 
Banking Institute, December, pp. 10-15. 

[60] Macleod, D. and Clarke, N., Engaging for success: enhancing 
performance through employee engagment - A report to 
Government,.: Office of Public Sector Information, Information 
Policy Team, United Kingdom. 

[61] Marcey, W.H.and Schneider, B., 2008 b. The meaning of 
employee engagement. Industrial and Organizational Psychology, 
Volume 1 No. 1, pp. 3-30. 

[62] Maslach, C., Schaufelli, W.B. and Leiter, M.P., 2001. Job burnout. 
Annual Review of Psychology, Volume 52 No. 1, pp. 397-422. 

[63] Maslach, C.,Jackson, S.E, and Leiterm, M., 1996. "Maslach 
Burnout Inventory Manual. 3rd ed ed. Palo Alto, CA: Consulting 
Psychologists Press. 

[64] Mathieu, J. and Zajac, D., 1990. A review and meta-analysis of the 
antecedents, correlates, and consequences of organisational 
commitment. Psychological Bulletin, Volume 108, pp. 171-194. 



147 Journal of Business and Management Sciences  

 

[65] May, D.R., Gilson, R.L and Harter, L.M,, 2004. "The 
psychological conditions of meaningfulness, safety and 
availability and the engagement of the human spirit at work.". 
Journal of Occupational and Organizational Psychology, Volume 
77, pp. 11-37. 

[66] Mone, E.M., and London, M., 2010. Employee Engagement : 
Through Effective Performance Management- A Practical Guide 
for Managers..:Talyor & Francis Group NY. 

[67] Moorman, R., 1991. Relationship between organizational justice 
and organizational citizenship behaviors: do fairness perceptions 
influence employee citizenship?. Journal of Applied Psychology, 
Volume 76 No. 6, pp. 845-855. 

[68] Murlis, H.. and Schubert, P., Hay Group, 2001. Engage Employees 
and Boost Performance, s.l.: Hay Group - Working Paper. 

[69] Ologbo, C.A. and Saudah, S.,, 2011. Engaging People who Drive 
Execution and Organizational Performance. American Journal of 
Economics and Business Administration, Volume 3(3), pp. 569-
575. 

[70] Oner, Z. H., 2012. Servant leadership and paternalistic leadership 
styles in the Turkish business context: a comparative empirical 
study.. Leadership & Organization Development Journal, Volume 
33 (3), pp. 300-316. 

[71] Penna, 2007. Meaning at Work Research Report cited in Bhatla, N. 
(2011) To study the Employee Engagement Practices and its effect 
on Employee Performance with special reference to ICICI and 
HDFC Bank in Lucknow.. IJSTER 2(8). 

[72] Porter, L.W., Steers, R.M., Mowday, R.T.,and Boulian, P., 1974. 
Organizational commitment, job satisfaction and turnover among 
psychiatric technicians. Journal of Applied Psychology, Volume 
59, pp. 603-609. 

[73] Rhoades, L., Eisenberger, R. and Armeli, S., 2001. Affective 
commitment to the organization: the contribution of perceived 
organizational support.. Journal of Applied Psychology, Volume 
86, pp. 825-836. 

[74] Richman, A.L.,Civian, J.T., Shannon, L.L., Hill, E.J. and Brennan, 
R.T, 2008. The relationship of perceived flexibility, supportive 
work-life policies and use of flexible arrangements and occasional 
flexibility to employee engagement and expected retention. 
Community Work and Family, Volume 11 No. 2, pp. 183- 197. 

[75] Robinson D., Perryman S.and Hayday S, 2004. " The Drivers of 
Employee Engagement", UK: Institute for Employment Studies, 
IES Report 408.. 

[76] Saks, M. A., 2006. Antecedents and consequences of employee 
engagement, Vol.21, No.7. pp. 600-619.. Journal of Managerial 
Psychology, 21 No. 7(DOI 10.1108/02683940610690169), pp. 
600-619. 

[77] Schaufeli, W. B., 2013. What is engagement? In C. Truss, K. Alfes, 
R. Delbridge, A. Schantz & E. Soan (Eds), Employment 
Engagement in Theory and Practice. London: Routledge. 

[78] Schaufeli, W.B., Salanova, M., Gonza'lez-Roma', V. and Bakker, 
A.B.,, 2002. " The measurement of engagement and burnout: A 
two sample confirmatory factor analytic approach". Journal of 
Happiness Studies, Volume 3, pp. 71-92. 

[79] Schneider, B. Marcey, W.H and Barbera, K.M, 2009. Driving 
customer satisfaction and financial success through employee 
engagement. People and Strategy, Volume 32 No. 2, pp. 23-27. 

[80] Sinha, P. G. A. R. A., Organizational justice and employee 
engagement: Exploring the linkage in public sector. Personnel 
Review, Volume 43 Iss 4, pp. 628-652. 

[81] Stern, S., 2008. The Strategy: Leaders Must Engage Hearts as 
Well as Minds. Management Today, 1 November.  

[82] Suliman, A. and Al-Junaibi, Y., 2010. Commitment and turnover 
intention in the UAE oil industry. The International Journalof 
Human Resource Management, Volume 21. No. 9, pp. 1472-1489. 

[83] Sundaray, B., 2011. Employee Engagement: A Driver of 
Organizational Effectiveness. European Journal of Business of 
Management, Volume Vol. 3 No. 8, pp. 53- 60. 

[84] Thomas, C., 2007. A new measurement scale for employee 
engagement : scale development, pilot test, and replication. 
Academy of Management Proceedings, pp. 1- 6. 

[85] Thomas, J. X. H. C., 2011. How can leaders achieve high 
employee engagement ?. Leadrship & Organization Development 
Journal, Volume 32 iss 4, pp. 399-416. 

[86] Ulrich, D., 1997. Human resource champions. Boston: MA: 
Harvard Business School Press. 

[87] Union of Arab Banks, 2015. The Egyptian Banking sector. [Online] 
Available at: www.uabonline.org/at/magazine. 

[88] Vandenberg, R. and Lance, C., 1992. Satisfaction and 
organisational commitment. Journal of Management, Volume 18, 
pp. 153-167. 

[89] Wahba, D., 2013. The impact of foreign currency crisis on bank 
procedures and operations in Egypt during 2011-2013. Magazine 
of Egyptian Banking Institute, pp. 5-15. 

[90] Watson, T., 2012. Engagement at risk: driving strong 
performance in a volatile global environment. Global Workforce 
Study. [Online] Available at:  
http://www.towerswatson.com/assets/pdf/2012-Towers-Watson-
Global [Accessed 20 August 2015]. 

[91] Zhu, C. J., Zhang, M. and Shen, J.,, 2012. Paternalistic and 
transactional HRM : the nature and transformation of HRM in 
contemporary China. The International Journal of Human 
Resource Management, Volume 23 (19), pp. 3964-3982. 

[92] Zulfqar Ahmed Bowra, Bilal Sharif, Affan Saeed and 
Mouhammed Kabir Niazi, 2011. Impact of human resource 
practices on employee perceived performance in banking sector of 
Pakistan. African Journal of Business Management, Volume 6 (1), 
pp. 323-332. 

 


