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Abstract: This study examines the nexus between employee engagement and the performance man-
agement process using the example of Fruška Gora National Park, Serbia. The main scientific problem
is to refocus awareness on performance management systems and to investigate methods to upgrade
employee engagement. The paper starts with the main hypothesis that employee engagement is
a main factor for increasing employee efficiency. The practical tasks of this study are to define the
relationship between employee engagement and performance management processes, and to find out
what creates employee engagement. Since national parks have a lot of specifics as an organization,
we proposed that their employee engagement is much more pronounced. The research was carried
out on 103 employees of the Fruška Gora National Park, Serbia. Our findings indicate that employee
engagement is directly proportional to the feeling of belonging to the company; further, if employees
feel that a superior appreciates their work and effort, this will also increase employee engagement.
Finally, a successful performance management process will positively impact employee engagement.

Keywords: human resource management; employee engagement; performance management; Fruška
Gora National Park; Serbia

1. Introduction

Motives are the driving factor behind every individual’s activity. Motivation has
mostly been interpreted as actions leading to excitement about activities in order to accom-
plish personal aims. Baron [1] defined motivation as an accrual of various processes with
their direct influence on our behavior to realize some certain goal. In today’s environment,
it is a dynamic process that clearly generates and engirdles a beneficial direct impact on
a task.

Bearing in mind that the goal of each business entity is to accomplish greater results,
we arrive at the notion of the performance management process. According to Cardy [2],
performance assessment is the main part of performance management, providing the
complete procedure that encompasses all organizational practices, strategies, and policies.
This process interrelates to generate employee output. Its multidimensional viewpoint
characterizes a quality perspective to strategical human resources management. According
to Delery and Doty [3] and Gruman and Saks [4], this process, which is an integral part of
human resource activities, is required to realize organizational objectives.

When it comes to business organization, the best output is achieved by having the
most-loyal employees, which can only be accomplished by motivating the employees.
Modern businesses focus on two things: how to motivate employees and how to make

Sustainability 2022, 14, 11489. https://doi.org/10.3390/su141811489 https://www.mdpi.com/journal/sustainability

https://doi.org/10.3390/su141811489
https://doi.org/10.3390/su141811489
https://creativecommons.org/
https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/
https://www.mdpi.com/journal/sustainability
https://www.mdpi.com
https://orcid.org/0000-0001-8684-4228
https://orcid.org/0000-0001-5140-1515
https://doi.org/10.3390/su141811489
https://www.mdpi.com/journal/sustainability
https://www.mdpi.com/article/10.3390/su141811489?type=check_update&version=1


Sustainability 2022, 14, 11489 2 of 13

them satisfied, with the aim of more efficient and effective business. This leads to the notion
of engagement. It goes above job satisfaction, and it is not simply motivation. According to
Kahn [5] and Bedarkar and Pandita [6], engagement implies psychologically appearances
while absorbing and executing an organizational role. These authors also claim that people
who are psychologically present feel more and are also careful, integrated, cohesive, and
focused in the performance of their roles.

Even more, authors have emphasized that engagement encourages people to instan-
taneously express their desires and to entirely satisfy the requirements for their role [6,7].
Thus, when workpeople are engaged, they keep themselves within the function they
are performing. In other words, engagement involves putting a lot of energy into one’s
work [8,9], which ensures a nexus among employee engagement and organizational per-
formance management processes [6,10,11]. In the case of engaged workpeople becoming
physically involved in their duties, they are cognitively attentive, and heatedly connected
to other employees in kind who express their character (e.g., impressions, values, feelings,
ideas, etc.). Hence, employee engagement and organizational performance management
processes are a subject of interest for managers in companies all over the world, as they are
seen as a crucial part of defining the scope of organizational productivity.

Our research began with the main Hypothesis H0:

H0. Employee engagement concerning the performance management process is a primary element
of employee efficiency.

Significant interest has been given to the relation between employee engagement
and performance management processes. Some studies have indicated that employee
engagement primarily ensues higher employee performance, which later leads to greater
performance management processes [6,12]. According to Harter et al. [13], there is a nexus
between engagement of employees and their productivity, which, ultimately, leads to
increased likelihood of performance management processes. These authors used met
analysis of 3 companies with 7393 business units to test their hypothesis. For testing our
hypothesis H0, it was helpful to respond to an important question: How can employees be
stimulated to engage at the workplace and become more productive? Keeping employees engaged
and motivated is the essence of each organization’s achievement. Unluckily, there is no
particular research for motivating employees, because various people are motivated by
unique things at different moments. In accordance with this, the main scientific problem is
to refocus observation of performance management systems and to investigate methods
to enhance employee engagement in the case of Fruška Gora National Park, Serbia. The
purpose is to identify the nexus and the interaction between employee engagement and the
performance management process.

The practical tasks of this study were:

(a) to define the relationship between employee engagement and performance man-
agement processes by considering employee motivations to understand how each
individual likes to be managed;

(b) to find out what creates employee engagement. Since national parks have a lot of
specifics as an organization, we propose that in this case employee engagement is
much more pronounced.

The business years 2020 and 2021 were defined by a pandemic that caused both
limited business opportunities in all segments of business as well as the opportunity to
plan activities for improving business processes [14]. It is necessary to point out that the
consequences of the pandemic were felt in many businesses, including NP. In 2021, due to
all the factors mentioned above, a portion of business activities was slowed down.

The object of this research is to spotlight the contribution to employee engagement
based on performance management processes.

We used a survey to collect data for this research, whereby 103 questionnaires were
analyzed. The paper is divided into two parts. In the first part, Khan’s model [5] is used.
Participants were asked some questions (in relation to their personal experiences—they were
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giving specific answers). The second seeks to define which instruments contribute and to
what extent to higher employee engagement. We conclude that a sense of belonging to the
organization, assessment of employee efforts, etc., significantly impact employee engagement.

2. Literature Review

Recent studies express performance evaluation as the measurement of business pro-
cess performance, and define this as Performance Management [15,16]. According to
Bacal [17] and Awan et al. [16], Performance Management is management to attain the
best outcome for the organization and its employees by understanding, financing, and
handling the performance of teams according to a decided context of scheduled goals. The
organization should use this process in the analysis of results, because in this way, they
can collect information on required improvements. Bacal [17] has studied performance
management and recognized it as a type of network that works within a much bigger
network. Such a network can be recognized as a set of specific elements that work together
in similar or interdependent ways to achieve a specific goal. Performance management can
also be described as an operation that intends to upgrade the potential and expectations of
employees to develop an enterprise while increasing its work cycle. Banks and May [18]
found that traditional performance management assessment is suitable for stable jobs that
are easily discernible with procedural workflows. This is opposite the current situation,
as much fewer jobs at present are stationary [19]. Armstrong [20] indicated that specific
performance management involves: defining goals in relation to responsibilities and ac-
countabilities; aligning the personal goals of employees with organizational goals; setting
goals with expectations; providing opportunities to employees (as individuals) to develop
professionally and to recognize their strength in the organization; identifying the skills
the organization needs and how employees should behave; and last, selecting procedures
to develop the performance of specific employees or groups to enhance organizational
performance [19].

Current economic practices influence organizations to improve results by expanding
their awareness of performance management [21]. According to Cardy [2], the most
important aspect of organizational efficiency lies in performance management. Based
on reviews by Gruman and Saks [4], this process is the weakest link in human resource
management and should therefore be a highest priority for managers. Yet, according to the
same authors, this is the lowest ranked topic in employee satisfaction surveys. Even more,
less than a third of employees consider that their organization performance management
process can support them to improve output [4,22]. Buchner [21] claims that existing trends
that organizations need to monitor and implement focus mostly on systems of organization
performance management and strategies to improve employee performance. Employee
engagement was recognized as a relative variable, with rising attention as a crucial factor
of performance management [23].

Some other authors have identified employee engagement as fulfillment, dedication,
and voluntary effort [24]. According to Bakker and Demerouti [25], performance manage-
ment and customer relationship management strategies must be linked in an efficient and
direct manner to the concepts of employee satisfaction and customer satisfaction. In this
way, the organization will improve its results and future business opportunities. Likewise,
managers obtain an interest in the application of different programs to motivate employees
on higher levels of engagement and satisfaction. Other parts of the literature argue that the
realization of organizational objectives should be related to both non-task and task-related
performance. Such organization and goals lead to higher levels of employment [26]. The-
orists are still looking for way to promote engagement that characterizes important but
unverified progress in performance management studies [27]. Furthermore, as structure
is a decisive feature related to employee behavior [4,28], and a positive attitude towards
organizational trends is necessary. Significant among the previous literature are scholars
concerned with issues of constructive organizational performance [29] and organizational
culture [4,30].
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Kahn [5] and Macey et al. [23] indicated that employee engagement has two di-
mensions (state and behavioral), and there is a nexus between them. For example, the
condition of engagement leads to engagement behaviors, which are precisely associated
with performance outcomes. Several models and theories suggest how to increase em-
ployee engagement. Mone and London [31] believe it is necessary to evaluate performance
management processes in order to encourage employee engagement. This will lead to
increased levels of performance. According to Cimbaljević et al. [32], most scholars agree
that employee engagement is an up-to-date phenomenon for which the component that
generates engagement might vary.

Both the literature and practice have shown that employee engagement is most often
used to promote success and competitiveness of the organization. For example, Schaufeli
and Salanova [11] argued that every modern (or current) organization is under numerous
challenges, and engagement is the key to success. Macey et al. [23], on the other hand, state
that employee engagement can be used as a strategy for greater competitiveness of the
organization. Several theorists have identified engagement as a crucial factor for individual
opinions, manners, and performance, and also organizational and financial performance,
maintenance, productivity, and even stockholder returns [6,33,34].

Similarly, Harter, Schmidt, and Hayes [13] linked employee engagement to enthusiasm
for work, and employee satisfaction as involvement. In some previous studies [4,8–10,35],
the authors analyzed engagement through the professional feelings of employees and
their efficiency. Namely, these authors stated that employees are energetic when perform-
ing personal activities that fulfill them. This process of engagement is the opposite pole
of combustion, and encompasses involvement, energy, and efficacy [36,37]. Previously,
Kahn [7] studied engagement as a personal phenomenon and found that engagement
entails a process in which people are employed and work both physically and emotionally
in their roles, keeping in mind their different cognitive characteristics. Even more, this
process helps employees fulfill their roles in the organization. Further, Kahn [7] emphasizes
three psychological characteristics that link engagement to employee contract logic. The
first characteristic is psychological meaningfulness—employees accept contracts that have
clearly visible benefits. The second is psychological security, related to protective guaran-
tees. The last one is psychological availability, associated with believing the organization
possesses the resources to honor their commitments.

Schaufeli et al. [38] likewise see engagement as the theoretical opposite of “physical
or mental collapse”, also known as “burnout”. These authors argue that the concepts are
autonomous states with opposite structures requiring measurement with distinct instru-
ments. In the same study, engagement is analyzed as a positive emotion characterized by
dedication to work, greater efficiency, and greater enthusiasm. Rothbard [39] also considers
assimilation a crucial part of engagement, but further gives importance to attention as an-
other important factor. According to Schaufeli and Salanova [11] and Gruman and Saks [4],
the engagement process is close to Csikszentmihalyi’s [40] “flow”, bearing in mind the great
commitment and assimilation in the work role of employees. Schaufeli and Salanova [11]
indicated that engaged staff are forcefully and essentially linked to their work efforts. Their
further analysis of Csikszentmihalyi [40] states that “flow” is a more complex phenomenon
that includes various experiences gained outside of work commitments. From the other
side, engagement is a stubborn work state. According to Rousseau [41] and Gruman and
Saks [4], employees in the organization have constant implicit but also explicit expectations
from the organization itself, related to their different goals. Rousseau [41] claims that these
expectations refer to a number of internal targets, contracts, and relationships of employees
and employers, taking into account their mutual obligations.

Everyday changes in workplaces (such as the growing share of knowledgeable em-
ployees out of the total number of employees) make it difficult for managers to guide
and evaluate performance [42,43]. In relation to this claim, Pulakos, Mueller-Hanson and
O’Leary [44] found that in knowledge-dominated economies, it is challenging to operate
and set goals for employees. As a solution to this problem, the authors state that current
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performance management processes must be organized in innovative economies and envi-
ronments where there are conditions for hiring workers with knowledge in order to increase
employee efficiency and better contribute to the performance of the organization. In other
words, contemporary performance management is as related to the environmental manage-
ment process in which performance appears as it is about managing performance [45,46].
Some other authors, such as Fletcher and Perry [42], highlight that quality of job perfor-
mance is very variable and depends on emotional intelligence. These authors argue that
emotional intelligence strongly influences the dynamic and multidimensional being of per-
formance. This theory is supported by Gruman and Saks [4], who also add the importance
of the distinction between goals and contextual performance. Pulakos et al. [44] noted
that performance should be linked to the concepts of versatility, Tierney and Farmer [47]
to inventiveness, and Bateman and Crant [48] and Grant and Ashford [49] to leadership.
Lastly, these represent the results associated with employee engagement [22,50].

3. Research Methodology
3.1. Case Study

Fruška Gora is a mountain located in the northern part of Serbia, in the province
of Vojvodina. This mountain is part of the vast Pannonian Plain, covering 24.3% of the
Republic of Serbia, with a total surface area of 21,500 km2 [51]. One of the geographical
characteristics of this mountain is that it is only eighty kilometers wide in the West–East
direction. Secondly, this is a very low mountain, with the highest peak named Crveni Čot
(539 m). Fruška Gora is a mountain with a unique benefit for the development of different
tourism features [52], such as sport and recreational tourism [53,54]. This mountain is also
a national park, declared in 1961 with the goals of providing long-lasting protection and
development of its value and natural beauty.

3.2. Data Sources

Fruška Gora National Park was founded on 10 February 1961 as an area of special
value, and the public company “National Park Fruska Gora” was founded according
to the Law on National Parks (“Official Gazette of the Republic of Serbia”, No. 39/93)
with the purpose of business management of the national park. This public company
has 161 employees, and the head of the company is the director. The director of the
public company is appointed by the founder (the Republic of Serbia) for a period of four
years based on open competition conducted in accordance with the law. Founding of the
public company was entered in the register of Commercial Court in Novi Sad, registry
entry No. 1-714, court decision No. 7107/93, from 8 July 1993, and was entered in the
Register of Business Entities in the Business Register Agency by decision No. BD 1270/2005
on 13 May 2005. The assessed physical range of activities of public company “National
Park Fruška Gora” was achieved in 2021, with 35,380 m3 of wood pulp cut and exported,
35.531 m3 of wood pulp sold (supplies from previous years and production from 2021), and
117,14 hectares of meadows were mowed and maintained; also, activities were conducted to
protect, maintain, and improve forests; the national park was visited by a smaller number of
visitors than in previous years (the dawn on May Day was not included, and the traditional
marathon of Fruska Gora was postponed and had a modest number of participants, and
activities dealing with promotion and popularization of protected areas were held, but on
a smaller scale due to well-known problems connected to epidemics). Business income for
the period from 1 January 2021 until 31 December 2021 was approximately EUR 3,861,423.

The study included 103 participants, who were employees in the national park. The
survey was conducted between January and March 2020.

3.3. Methodology

This paper has two parts. In the first part, we use Khan’s model [7]. As an author with
enormous significance in the employee engagement movement, we use his definition of
employee engagement as a multilayered construct. In accordance with his analysis, we



Sustainability 2022, 14, 11489 6 of 13

started with the research statement that the more we give ourselves to a role, the more our
performance will be stimulating and comfortable.

Kahn [7] proposed that three psychological features can be used as a precursor to
individual engagement: mental and perceptual meaningfulness, rational safety, and psy-
chological availability. Participants were asked specific questions and gave specific answers
based on their personal experiences.

According to Khan [7], mental and perceptual meaningfulness refers to an individual’s
understanding of the relevance of their role. Khan [7] said that this is connected to the
motivation to attract and the observation that someone is obtaining a return on investment
of one’s “self-in-role”. Mental and perceptual meaningfulness is realized when employees
sense useful, valuable, hardworking, and personal self-recognition. The three pillars
proposed by Khan [7] present meaningfulness with assignment characteristics, role in the
organization characteristics, and work interchanges. With this in mind, the respondents
were asked: What makes you feel useful, valuable, and recognized?

Rational safety means that personnel feel safe doing quality work without fear of
losing career, self-image, rank, etc. This process is related to dependable, foreseeable social
conditions that have clear frontiers of suitable behavior within which employees perceive
it safe to risk self-expression. Kahn [7] noted that there are four pillars that influence
psychological safety: norms, group and intergroup dynamics, interpersonal relationships,
and management methods. With this in mind, the respondents were asked: How safe do
you feel in expressing personal opinions?

Psychological availability relates to personal perception of how open one is to engaging
oneself. Kahn [7] indicated that four disturbances influence psychological availability:
exhaustion of physical energy, exhaustion of emotional energy, lack of confidence, and
outside lives. In this regard, the respondents were questioned: What gives you a clear
boundary inside of which you feel safe?

Regarding the second part of the paper, certain mechanisms for increasing employee
engagement are introduced, i.e., we defined how and to what extent these mechanisms
increase employee engagement. The mechanisms are: relationships between work and
work performance, initiative, and innovativeness. Respondents were asked to circle certain
values that were given to them in advance on a five-point Liker scale ranging from 1 (does
not meet) to 5 (fully meets). The data were evaluated with the following values: min., max.,
mean, std. deviation, and variance. As the concluding outcome was calculated based on the
mean score of all criteria, this was a guide to an appropriate mechanism for engagement,
i.e., assessment of employee engagement.

We set certain sub-hypotheses:

H1. If employees feel that they belong to the company, i.e., that they are its integral part, then
this will have a positive influence on employee engagement. Employee engagement will be directly
proportional to the feeling of belonging to the company.

H2. The feeling that a superior appreciates employee work and effort increases employee engagement.

H3. If goals are clearly set inside the company, employees will feel more secure, and therefore they
will be more engaged.

H4. The successful performance management process has a positive impact on employee engagement.

4. Results and Discussion

Business excellence is synonymous with quality, i.e., business longevity, and all this
comes with the uniqueness and recognition on the market that a company seeks. It is a fact
that a human, i.e., a human resource, is the first step or the cornerstone of this process. If
an employee is satisfied with his job, it is clear that he will be properly engaged and will
give his maximum. Further, in this case, job satisfaction, i.e., employee dissatisfaction, is an
indicator of the overall situation in a company.
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In this paper, it can be seen that there were two supporting factors that affected
employee engagement at work. The first factor is shown in Table 1 and Attachments
1, 2, and 3 (using Khan’s method), specifically: a rewards and recognition system. The
recognition system and rewarding can be recognized as important tools that management
can employ to guide employee motivation in required directions. Such models can provide
systems to motivate people to be loyal to their organization with adequate motivation and
efficiency of performance at the highest level in the organization [55].

Table 1. Mechanisms for employee engagement.

Attachment 1. What makes you feel worthwhile and valuable? Frequency Valid Percent

a. The feeling that an important job is done makes me feel significant. 12 11.7
b. Delegating more rights and responsibilities for conducting the whole job gives me
the feeling of more liberty. 13 12.6

c. I take part in decision-making processes. 20 19.4
d. I am informed about everything that is happening in the National Park; I have
access to all data and have regular communication with the director and
supervisory board.

14 13.6

e. Here we work in a team; you can feel a team spirit. 8 7.8
f. There is a system of cash bonuses depending on engagement. 11 10.7
g. The salary and requirements differ. 12 11.7
h. There is a system of wages for management positions. 13 12.6
Total 103 100

Attachment 2. How safe do you feel to express personal opinions? Frequency Valid Percent
i. There are group incentives that refer to all employees. 18 17.5
j. There are types of rewards that are available to all employees. 21 20.4
k. This is a safe place to express one’s opinion. 17 16.5
l. Good relationships are made here. Managers influence these. 12 11.7
m. When recruiting is in question, only quality professionals are employed here, and
it is not only the directors’ decision. 17 16.5

n. Here we invest in education and training and create surroundings for applying
knowledge and skills. 18 17.5

Total 103 100

Attachment 3. What gives you a clear boundary inside of which you feel safe? Frequency Valid Percent
o. Here there is an employee self-assessment of performance, based on which wage
bonuses are given. 21 20.4

p. Awards are given regularly, as well as punishments. 9 8.7
q. There is a system of strict control of everything that is done. 16 15.5
r. All work results are important. 19 18.4
s. Development goals are set. 14 13.6
t. Employees take part in sharing the profit. 13 12.6
u. Certain clauses define ways of giving awards. 11 10.7
Total 103 100

Rizwan and Ali [56] precisely analyzed this factor of recognition and rewards. Based on
their analysis, managers in the organization must also spend informal time with employees
(in terms of conversations) in order to identify and reward employees. For example,
managers may spend time with employees during a combined dinner, with conversation
about their families, life, or other things that can informally bring employees closer to
management [55]. Second, the authors also believed that the mere existence of recognition
and awards brings a positive atmosphere in the organization, affects a favorable work
environment, and motivate employees. However, financial rewards are not the most
motivating factor. Perry and Lois [57] proved this in their study. Based on analysis of
survey data, Perry and Lois [57] believed that monetary awards are not only a motive for
employees, but in some cases, they are also demotivating or negatively impact employees.

The second factor is shown in Table 1 and is named “effective communication chan-
nels”. This factor differs from rewards and recognition. It can be recognized as the
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motivational factor that affects greater engagement of employees in the organization. Or-
ganizational communication channels must be effective and used in order to enhance
employee motivation in the organization. The model provides better understanding of
employees. According to Mahazril et al. [58], managers and leaders can encourage mo-
tivation by providing appropriate information in communications with their employees
and focusing them on the right viewpoint. It is also important to have a positive percep-
tion in an organization’s communications, with the aims of both encouraging employee
understanding of work and uplifting motivation levels among current employees [57].

Open communication affects greater employee loyalty and motivation. In that way,
employees feel valued in the organization and will not have the desire to change the
organization [58]. The responses to the first question confirmed that if employees feel
that they belong to the company, i.e., that they are its integral part, it positively influences
employee engagement. Employee engagement is directly proportional to the feeling of
belonging to the company. Thus, Hypothesis H1 is accepted. The respondents indicated
that taking part in decision-making processes (19.4%) was the most valuable for them.

The responses to the second question showed that if employees feel that a superior
appreciates their work and effort it increases employee engagement, supporting Hypothesis
H2. Awards available to all employees were marked as the most significant mechanism
in this group (20.4%). Giving rewards is a powerful means to initiate competition, and
when we are talking about work, every sort of positive competition is welcomed because
it influences productivity at work. When we are talking about a National Park, this is
especially seen in the tourism sector, where employee creativity is the most visible.

The responses to the third question point to the fact that if goals are clearly set inside
the company, the employees feel more secure, and therefore they will be more engaged,
supporting Hypothesis H3. Giving wage bonuses based on employee self-assessment of
performance (20.4%) and showing that all work results are important (18.4%) describe clear
boundaries in which employees will feel safe. The possibility of unpredictable situations
is one of the main characteristics of business inside National Parks. On the other hand,
weekly work self-assessments can help in reaching better insight into an individual’s work
performance, so they should be performed regularly.

In the second part of our research, certain mechanisms for increasing employee en-
gagement were introduced, i.e., we defined how and to what extent these mechanisms may
increase employee engagement. Questionnaires to assess certain mechanisms for increasing
engagement were given to the employees. The results presented in Table 2 indicate that the
National Park’s employees met the criteria, and that the mean score for their engagement
was four, which is acceptable. The provision of proposals for improving the quality of work
was the worst-rated measure (3.647), while the best-rated were “respect of working hours”,
“relationship with colleagues in a team”, and “teamwork”. The presented results indicated
that a successful performance management process has a positive impact on employee
engagement, supporting Hypothesis H4.
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Table 2. Mechanism and measures for incentivizing employee engagement.

N Min. Max. Mean Std.
Deviation Variance

Statistic Statistic Statistic Statistic Std. Error Statistic Statistic

Interrelations—work
Accomplishment of work tasks within the prescribed period 103 1 5 3.50 0.104 1.056 1.115
Expediency 103 1 5 3.14 0.098 0.991 0.981
Orderliness 103 1 5 3.28 0.101 1.023 1.047
Efficiency 103 1 5 3.57 0.090 0.914 0.835
Compliance with all the rules of the employer 103 1 5 3.66 0.082 0.835 0.697
Average score: 3.430

Interrelations—work performance
Respecting working hours 103 1 5 3.75 0.097 0.987 0.975
Relationship with colleagues in a team 103 1 5 3.87 0.089 0.904 0.817
Teamwork 103 1 5 4.21 0.087 0.882 0.777
Average score: 3.940

Initiative
Providing proposals for enhancing the quality of work 103 1 5 3.41 0.090 0.912 0.832
Average score: 3.410

Innovativeness
Providing ideas and ways to improve the quality of work conditions 103 1 5 3.81 0.103 1.048 1.099
Average score: 3.810

Total average score on all criteria: 3.647 4
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5. Conclusions

There is a dependency between organization and employees to accomplish the best
results. Because of this, such a process is continuous in employee engagement, and it should
be integrated in the performance management process of the organization. This continuous
process in employee engagement concerns knowledge, learning, progress, and activities.

The main contributions and conclusions of this research are emphasized:

• In order to achieve long-term trust in the organization, employee commitment is
very important, because it helps employees build this trust. In other words, the
organization must constantly take into account the happiness of employees and their
well-being as one of the most important priorities of successful organizations. In this
way, the organization will satisfy its customers and achieve good results. Individual
commitment to the organization’s major functions is the most significant factor of
employee engagement.

• Innovations in an organization, learning new skills, and supporting employees with
innovative proposals enables the engagement of employees to work more efficiently
and to be motivated in the organization. Here, we emphasize the empowerment of
employees, which strongly influences the building of trust, self-confidence, greater
creativity, and motivation of employees. If employees make more decisions, they
become more engaged and there is a greater chance of having a successful business.
Support from leadership is considered a component of psychological safety that leads
to employee engagement. Although many believe that employee dissatisfaction with
salaries or rewards is the main reason for less engagement, the facts have shown
otherwise. For most employees, how they are valued by senior managers and whether
they are considered as the company’s highly valuable resource are more important.
Therefore, the management in the organization should constantly meet their needs and
expectations. Employees are more engaged if they know that the employer appreciates
their opinion, and if they fully understand what is expected from them and know how
their work contributes to the company’s results.

• If employees believe in what they are doing and that it will bring results to a clearly set
company goal, employee engagement will be visible. This means that clear company
goals positively influence employee engagement. For example, we can point out how
to help employees be the best example of an organization’s representative through
effective reflection of products and services. Employees will be committed to the
ethics and standards of the organization and will have a greater sense of engagement
if they fully understand the values of their company. The accomplished performance
management process will have an encouraging influence on employee engagement;
that is, meeting the company’s goals is much easier when the engaged employee is
highly motivated and performs his tasks with greater passion. We can conclude that
employee engagement is a positive approach to managing an organization. Since
performance management is a very significant trend in the organizational sciences lit-
erature, employee engagement has become the center of the performance management
process and has replaced the standard performance management process to achieve
greater efficiency. Lastly, our study can encourage future research to discover other
factors for engagement with possible considerable and significant consequences.

The findings of our study verified the main hypothesis that employee engagement
within the performance management process is a primary item for employee efficiency.
Engaged employees have a need for flexible jobs that enable a balanced life during and after
working hours. Likewise, employees want management that will approach them through
respect, building mutual trust, enabling them to make their own decisions, allowing them to
have access to the highest level of management, and working with full inspiration. Besides,
engaged employees also want to manage others, to have access and participate in important
projects, and to work in an open-communication environment that supports individual
development. Employee ideas need to be recognized by the organization and rewarded
with financial incentives and career advancement incentives. Thus, employee engagement
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within the performance management process should meet the expectations of employees
with the highest satisfaction. Then, the productivity and results of the organization will be
much higher.
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