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Abstract:

Employee performance can be increased with the assistance of coaching. Coaching helps managers to
engage employees and this helps employees to acquire the knowledge and abilities needed to meet
organizational performance. This study examines how employee empowerment affects employee
performance, the mediating role of employee engagement. A cross-sectional survey research design
was employed. A sample of 202 respondents from the centre of national culture, Kumasi, Ghana was
used. The study employed partial least squares structural equation modeling (PLS-SEM) to analyze
data collected via structured questionnaires. Findings revealed that psychological empowerment
positively impacts employee performance. Structural empowerment and psychological empowerment
had a positive and significant effect on employee engagement. Furthermore, the results showed that
employee engagement positively influences employee performance. However, it was revealed that
structural empowerment does not significantly influence employee performance. This research
contributes to the existing literature by providing empirical evidence on the interplay between
empowerment, engagement, and performance in a cultural institution context, highlighting the

importance of HRM practices in fostering a motivated workforce.
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Introduction

For any successful organization, the management of human capital is completely important. Today,
companies are constantly looking for opportunities to improve their competitiveness and employee
development is considered one of the priorities to achieve this goal. Among the other ways used in
human resource development, coaching is considered an important and appropriate tool (Faustin, M. et
al., 2025). Organizations broadly utilize coaching to form social and prosperity change. It empowers
long-term arrangements by creating modern propensities, behaviors, and work hones through a
systemic approach (Nicolau A. et al., 2023). The recent change in economies, societies and institutions
have emerged for a continuous existence of humans. Hence, there must be a development agenda that
will ensure the production of goods and services to satisfy the needs and insatiable wants of humans.
Employees play an instrumental role in organizational objectives and accomplishment (Koshy & Suguna,
2014). In a similar vein, employees' ability to carry out organizational strategy and planning depends
on their possession of the necessary skills, knowledge, and competences (Fu, 2013; Ismail et al., 2015).
Practices in human resource management have an impact on employee development and behavior,
which in turn affects organizational performance. It is commonly acknowledged that employee behavior
plays a role in the success of institutions and that employee conduct contributes to organizational
growth. There are numerous debates surrounding the theoretical comprehension, practical
implementation, and performance-related linkage of human resource management schemes (Dundon
& Rafferty, 2018). For this reason, a number of HR procedures and approaches have been proposed to
guarantee that workers are managed well in order to boost output (Pirzada, Hayat, lkram, Ayub &
Waheed, 2013). Effective hiring, screening, training, and development procedures are among these
activities (Cherif, 2020). Empowerment also occurs as a result of leadership action (Chhotray, 2017).
Concerned with enhancing profitability, engagement, and organizational citizenship behavior
(Tamunomiebi, 2020), organizations are demonstrating interest in these strategies (Saad, Gaber &
Labib, 2021). According to Marin-Garcia & Bonavia (2021) and Saad et al. (2021), among other factors,
employee engagement, empowerment, and organizational citizenship behavior become crucial
strategies for enhancing both employee and company success. Results show that there is inadequate
oversight, poor management of the authority delegated to subordinates, and only modest progress being
made (Turkmenoglu, 2019). Conversely, empowerment has also been connected to positive outcomes
for individuals and organizations. These outcomes include higher employee motivation (Khan, Malik &
Saleem, 2020), gaining a winning edge (Jordan, Migli¢, Todorovi¢ & Marig, 2017), reducing intentions of
leaving the company (Arefin et al., 2018), being more responsive to demand for jobs (Jung, Kang &

Choi, 2020), and enhanced organizational achievement (Araghi, 2018).
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A number of studies (Chiang & Hsieh, 2012; Muafi & Marfuatun, 2021) have discovered employee
engagement to be a substantial mediator on the relationship between empowerment and employee
performance; nevertheless, other studies have produced inconsistent findings (Kariuki & Kiambati,
2017). Furthermore, even though employee engagement is widely recognized in the writings as a key
umpire between empowerment and performance (Natrajan, Sanjeev, & Singh, 2019), it is being viewed
as the range of rules that has made it seem as the most challenging issue that many firms must adhere
to and how they affect profitability (Osborne & Hammoud, 2017). There is still much to know when it
comes to the relationship between employee empowerment and employee success, including how other

individual behaviors like employee engagement impact this relationship.

The research outlines step that public organizations should take to successfully inspire their staff to
achieve at their highest level since the study is crucial to knowing what drives employee performance.
This study has potential because it makes various recommendations for businesses, legislators, HR
managers, current and potential employees. Additionally, the study assists local top management in
recognizing the empowerment factors that influence workers to enhance their performance. In order to
give institutions and businesses a competitive edge, this also assists managers and administrators in

understanding the demands of their workforce and maximizing staff effectiveness and efficiency.
Literature Review

Within the fields of management and related fields such as sociology and social psychology, social
exchange theory is a highly recognized conceptual perspective. Nonetheless, a noteworthy criticism of
social exchange theory pertains to its limited theoretical precision, hence restricting its practicality
(Cropanzano et al., 2017). People base their social decisions on perceived costs and advantages,
according to the fundamental principle of the social exchange theory (Cropanzano and Mitchell, 2005).
This presumption confirms that people assess every social contact to ascertain the advantages they
would experience from it (Ethugala, 2011). Social exchange theory, according to Cropanzano and
Mitchell (2005), is a thorough conceptual framework that covers a number of social science disciplines,
such as management, social psychology, and anthropology. All theories of social exchange see social
interactions as a series of exchanges between two or more individuals (Mitchell, Cropanzano, &
Quisenberry, 2012). Cropanzano, Anthony, Daniels, and Hall (2017) state that while social exchange
has many variations, most modern organizational behavior models have the following characteristics in
common: Relationship building, the target's reciprocal reactions to the action (behavioral and attitude),
and the actor's first handling of the target are the three main concerns. According to Eisenberger, Lynch,
Aselage, and Rohdieck (2004), treat a target individual positively or negatively, and this initiates the
social exchange proceedings. A manager or employee is usually a structural actor or culprit.

Researchers propose that positive beginning actions could be early behaviors (Cropanzano et al., 2017)
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or initial actions (Riggle, Edmondson, & Hansen, 2009) such delivering organizational support or
pursuing justice (Cropanzano & Rupp, 2008). Additionally, it is mentioned that rudeness (Anderson &
Porath, 2005), obscene guidance (Tepper, Carr, Breaux, Geider, Hu, & Hua, 2009), and intimidation
(Ayner & Keashly, 2005) are examples of negative beginning activities. The social exchange offers a
theoretical framework to support the cause for a worker to remain with their firm or to participate in their
work to varying degrees. The emotional and psychological ties that exist between workers and their
employer are known as employee engagement, and they have the power to influence whether workers

behave negatively or positively at work.
Hypothesis Development

Psychological Empowerment and Employee Performance

PE is a cognitive skill that influences and inspires people's choices made at work (Spreitzer, 1995).
Employee autonomy in the workplace (Beuren, Santos & Bernd, 2020) and the ability to complete tasks
are derived from an inner motivation (Thomas & Velthouse, 1990). This state of enabling rather than
delegating is referred to as a motivational construct by Conger and Kanungo (1988). According to
Springer (1995), empowerment requires the presence of four cognitive abilities: interpretation, capability,
sovereignty and influence. Elucidation is the worth that a person assigns to a task and completes it
according to their own criteria. Competence is the capacity to work hard and demonstrate a high degree
of proficiency when completing a task. Self-determination is the ability to initiate and carry out an activity
from beginning to end. According to Thomas and Velthouse (1990), impact is the capacity to affect work
results for the entire organization. According to Silvitonga and Widodo (2017), EP is defined as the
accomplishment of a company's goal. While some research (Al-Makhadmah, Al Najdawi & Al-Muala,
2020) find the reverse, the literature generally shows a favorable relationship between PE, productivity
(Murray & Holmes, 2021), and a company's overall performance (Tamunomiebi, 2020). Notwithstanding
these contradictory findings, psychologically empowered staff members can provide more satisfactory
service in organizations, handle the majority of urgent client concerns, and serve customers more
effectively thanks to their increased sense of confidence (Al-Makhadmah et al., 2020). Based on the

theoretical underpinning and evidence from existing research, the following hypothesis is formulated:
H1: PE has a significant and positive relationship with EP.
Structural Empowerment and Employee Performance

SE depends on having entry to organizational form that provide employees the authority to act (Kanter,
1993). These structures include chance, knowledge, assets, and assistance. The ability to advance
professionally, get a promotion, and learn new things is known as access to opportunity. According to

Orgambidez-Ramos and Borrego-Alés (2014), access to information is the chance to learn from
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coworkers and management about an organization's plans, processes, duty, and foresight in order to
help accomplish work-related tasks. Approach to aid is assistance from acquaintance, coworkers, and
supervisors. According to Spreitzer (1996), access to resources includes having the necessary
equipment, funding, time, and materials to complete a task. The notion of structural empowerment within
an organization allows employees to have the freedom to make decisions by giving them more power
independently, the way to build up their self-assurance, engagement, and drive (Abdeldayem, 2021).
Research indicates a robust link between organizational success and structural empowerment
(Rajendra & Neupane, 2020; Tyagi and Shah, 2018). It fosters closer communication between the
company and its workers by giving them the chance to actively participate in decision-making (lbua,
2017). However, structural empowerment causes organizations' decision-making processes to lag
(Elnaga & Imran, 2014) and results in employees not having enough authority to carry out their
responsibilities, which makes it challenging for workers to live up to expectations at work (Turkmenoglu,
2019). Positively, structural empowerment makes it possible for employees to adhere to organizational

policies and processes (Echebiri, Amundsen & Engen, 2020).
H2: SE has a positive and significant impact on EP.
Psychological Empowerment and Employee Engagement

Social exchange theory (SET) leads the way in terms of EE. According to Jawahar (2020), social
exchange theory comprises three main components: (a) duty, wherein the parties involved rely on each
other through their interactions; (b) principles of exchange, that foster fidelity, faithfulness, and credence
between the parties; and (c) the reciprocal response to each other's actions based on the rules of
exchange. As businesses seek out novel solutions to their workplace challenges, psychological
empowerment and employee engagement are becoming increasingly significant from an individual and
organizational standpoint (Moura, Orgambidez-Ramos & de Jesus, 2015). According to Jose and
Mampilly (2014), employees who have PE demonstrate high levels of job satisfaction, devotion, and a
strong desire to produce favorable results for both the organization and the individual. Psychiatric
empowerment and employee engagement have been linked in numerous research (Azlan & Wahab,
2020; Gull, Khan & Sheikh, 2020). Studies reveal that definition, devotion, effect, and self-determination.
The four components of PE have a major impact on worker engagement (Al-Dmour et al., 2019). But
engagement suffers when workers feel more emotionally exhausted due to unpleasant and acrimonious

circumstances (Menon & Priyadarshini, 2018).

H3: PE has a positive and significant impact on EE.
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Employee Engagement and Employee Performance

What motivates an individual to pursue and achieve organizational objectives is called engagement
(Ahmed et al, 2021). Researchers have seldom ever looked into the relationship between performance
and engagement (Kim et al., 2019). A limited number of research (Dajani, 2015; Moletsane et al, 2019;
Sun & Bunchapattanasakda, 2019) have examined the relationship between engagement and employee
performance and have seen no correlation. According to Shrestha's (2019) research, there are
differences in the correlation between engagement and performance among workers in organizations.
According to Moletsane et al. (2019), through promoting a human asset administration approach that
encourages suitable collaboration and good delivery, organizations can increase productivity through
engagement. According to Osborne & Hammoud (2017), engagement is expected to be delicate and
difficult in the upcoming years; yet, engagement on an individual basis boosts service oriented and
promotes organizational effectiveness and coherence (Horvathova, Mikusova & Kashi, 2019). Research
indicates that increased job engagement in the service sector is positively correlated with financial gain,
and that individual differences in work engagement are favorably correlated with performance (Bledow
et al, 2011).

H4: Employee engagement has a positive and significant impact on EP.

Conceptual Framework

Structural
Empowerment

¥
Employee
Performance

Employee Engagement

h

[

Psychological
Empowerment

Figure 1: Conceptual Framework (Source: Researchers own construction (2024))
Methods and Data

The population earmarked for the study is employees of the Center for National Culture, Kumasi. The
total number of employees is 250. The sector's significance for the national economy has necessitated
many studies by scholars to adopt participants within the industry as their population in order to solicit
for their views. Quantitative method (Neuman, 2000) was be employed in gathering data. The principal
data collection tools were including semi-structured questionnaire consisting of opened and closed
ended questions. Purposeful sampling, which highlights the value of the researcher's discretion in

selecting study participants, was used to select the respondents. As a result, 202 responses were the
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sample size used for this investigation. The Statistical Package for Social Sciences (SPSS) was used
to analyze the study's data. Three standardized questionnaires will be utilized to measure the constructs:
the shortest version of the Utrecht Work Engagement Scale (nine items) was used to measure
engagement and the empowerment questionnaire (five items) will be adapted from Hayes (1994) which
include questions such as "I am empowered to solve customer problems" and "I am encouraged to

handle customer problems by myself."

Results

Demographic Background of Respondents

The demographic profile of the participants is detailed in Table 1. The table highlights key characteristics
such as gender, age, job designation, level of education, and tenure within the organization. The sample
comprises a nearly equal gender distribution, with males at 48.5% (n = 98) and females at 51.5% (n =
104), ensuring balanced representation. Most participants are aged 25-44 years (75.8%), suggesting a
young, adaptable workforce. Regular employees form the largest group (51.5%), followed by
supervisors (18.8%), managers (7.9%), and others (20.8%). Educationally, 45.0% hold a Bachelor's
degree, with diplomas (21.8%), SSCE/WASSCE (14.9%), Master's (15.3%), and PhDs (2.0%) also
represented, reflecting a well-educated workforce. Tenure-wise, 52.0% have 1-5 years of experience,
followed by 6-10 years (23.3%), and longer tenures forming a smaller percentage. This distribution
highlights a stable yet evolving workforce, critical for implementing organizational strategies and

employee engagement initiatives.

Variable Category Frequency (n) Percentage (%)
Gender Male 98 48.5
Female 104 51.5
Age 18-35 years 21 10.4
25-34 years 68 33.7
35-44 years 85 421
45-54 years 13 94
55 years and above 9 4.5
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Job Designation

Level of Education

No of Years in

Organization

Total

Manager
Supervisor
Regular Employee

Others

SSCE/WASSCE
Diploma (HND)
Bachelor's Degree
Masters
PhD

Others

1-5 years
6-10 years
11-29 years
30-49 years

50 years and above

16

38

104

42

30

44

91

31

105

47

37

11

1

202

7.9

18.8

51.5

20.8

14.9

21.8

45.0

15.3

2.0

1.0

52.0

23.3

18.3

54

0.5

100

Table 1: Demographic Background of Respondents (Source: Survey Data (2024))

KMO and Bartlett’s Test

The KMO Value for the study was 0.853, indicating excellent sampling adequacy for the factor analysis
(Kaiser, 1974). Also, Bartlett's Test of Sphericity tests the null hypothesis that the correlation matrix is
an identity matrix, which would indicate that variables are unrelated and thus unsuitable for factor

analysis. The chi-square statistic (776.510) is used to determine whether the observed correlations

among variables are significant (Bartlett, 1950).
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KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.853
Bartlett's Test of Sphericity Approx. Chi-Square 776.510
df 78
Sig. 0.000

Table 2: KMO and Bartlett’s Test (Source: Survey Data (2024))
Reliability and Validity

Table 3 displays the Cronbach's alpha (CA) and composite reliability (CR) values for the constructs. The
CA for SE is .710, indicating acceptable internal consistency (Nunnally & Bernstein, 1994). The CR
score of .729 further demonstrates the adequacy of the scale's reliability. PE has a CA of .775,
demonstrating strong internal consistency (George & Mallery, 2003). The CR is considerably higher at
.812, demonstrating that the measuring scale is strong and dependable. EE reveals a CA of .675, which
is just below the usually accepted threshold of .70 (Nunnally & Bernstein, 1994). The CR is .661, also
below the intended level. EP has a CA of .726, indicating acceptable internal consistency (Nunnally &

Bernstein, 1994). The CR is .804, meaning that the measuring scale is dependable.

Construct CA CR
Structural Empowerment .710 729
Psychological Empowerment 775 .812
Employee Engagement .675 .661
Employee Performance .726 .804

Table 3: Reliability and Validity (Source: Survey Data (2024))

Correlation Analysis

The correlation matrix displays the links among SE, PE, EE, and EP. Each correlation coefficient (r)
reflects the degree and direction of the linear link between pairs of variables. Firstly, there was a positive
and significant link between SE and EE (r =.427, p <.01). This suggests that higher degrees of structural
empowerment are connected with higher levels of employee engagement. Structural empowerment is

strongly connected with employee performance (r =.140, p < .05). This shows that employees who feel
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stronger structural empowerment tend to perform better. Furthermore, the connection between
psychological empowerment and employee engagement is positive and substantial (r = .427, p < .01).
According to this study, workers who experience PE are more engaged at work. Also, PE is strongly and
positively linked with EP (r = .433, p <.01). This suggests that stronger psychological empowerment is
connected with better employee performance. Finally, there is a positive and significant connection

between EE and EP (r = .257, p <.01). This shows that engaged employees tend to perform better.

Variables 1 2 3 4 5 6 7 8
1. Gender 1

2. Age =277 A

3. Educational Qualification -0.054 0.131 1

4. Years with Organization -0.124 670" 0.088 1

5. Job Designation 0.043 -.289"  -308" -273" 1

6. Structural Empowerment 0.048 0.018 0.100 0.069 -0.115 1
7.Psychological Empowerment -0.076  0.075 0.110 0.038 -4387 143 1
8. Employee Engagement -0.074  0.120 -0.048 0.127 -2737 427" 4277 A1

9. Employee Performance 0.014 0.088 0.111 0.032 -259" 140" 433" 257"

Table 4: Correlation Matrix (Source: Survey Data (2024))
Structural Model Results (Direct and Indirect Effect Analyses)

The results indicate that psychological empowerment positively impacts employee performance (B =
.316, t = 6.506). Also, structural empowerment (B = .342, t = 6.270), and psychological empowerment
(B = .356, t = 6.309) had a positive and significant effect on employee engagement. Furthermore,
employee engagement positively influences employee performance (B = .208, t = 3.765). However, it
was revealed that structural empowerment does not significantly influence employee performance (B =
.058, t = 1.228).

Reference to the indirect effect of employee engagement, it was revealed that employee engagement
fully mediates the nexus between structural empowerment and employee performance (B = .07891,
LLCI =.0287, ULCI = .1390) as there is no zero between the bootstrapping confidence interval estimate

from 10,000 samples (Hayes, 2013). However, employee engagement does not mediate the link
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between psychological empowerment and employee performance (B = .0289, LLCI = -.0137, ULCI =
.0769). This is because there is zero between LLCI and ULCI.

Unstandardized coefficients (p-values)

Employee Engagement (Model 1) Employee Performance (Model

2)

Variables Beta T-Value Beta T-Value

Main Effect

SE .342 (<.001) 6.270*** .058 (.221) 1.228

PE .356 (<.001) 6.309*** .316 (<.001) 6.506***

EE .208 (<.001) 3.765***

R 5672 4412

R? 321 .194/.066

F 46.138*** 23.533***

Indirect Effect B BootLLCl BootULCI
SE ~EE —EP 0789 0287 1390
PE ~EE EP 0289 -0137 0769

Table 4: Structural Model Analysis (Source: Survey Data (2024))
Discussion

The results from this study indicate a positive relationship between PE and EP. Kim and Kim (2013)
asserted that workers are more likely to perform well in a given environment when they perceive the
success of the company, have the authority to make decisions, establish their competence, and value
their work. Employees with high levels of empowerment are more intrinsically driven, which improves
job performance (Thomas & Velthouse, 1990). This is in line with other research; for instance, Seibert
et al. (2011) found a favorable correlation between job performance and psychological empowerment.
Empowered personnel exhibits heightened enthusiasm and enhanced dedication to their tasks, resulting
in higher production (Dwiputri et al., 2023; Sajld, 2019). The study indicated that, in contrast to

psychological empowerment, structural empowerment does not influence employee performance. While
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structural empowerment is essential for organizational and workplace development, it does not enhance
employee performance to the same degree as psychological empowerment. Maynard et al., (2012)
further stated that structural empowerment has to be taken by the employees via psychological

empowerment to boost performance.

Also, the study's findings demonstrate the significant positive effects of SE and PE on worker
engagement. Employee engagement, which is a key indicator of organizational performance, is the
degree to which workers are committed to the company, have a strong sense of passion for their work,
and expend extra effort on it. The development of high levels of engagement has been found to depend
critically on the SE and PE of employees. Empirical evidence consistently demonstrates the favorable
association between empowerment and participation. A study by Laschinger et al. (2011) indicated that
structural empowerment was positively associated with nurse involvement, mediated by psychological
empowerment. Their findings imply that providing employees with the required resources and assistance
might boost their sense of empowerment, leading to higher engagement levels. The results of this study
reveal a considerable positive association between employee engagement and employee performance.
Employee involvement encompasses multiple qualities, including energy, dedication, and absorption
(Schaufeli et al., 2002). Engaged personnel demonstrate high levels of energy and mental resilience, a

strong sense of purpose and excitement for their work, and profound immersion in their tasks.

According to research by May et al. (2004), PE is a key precondition for employee engagement and
raises work involvement and productivity. The finding that employee engagement fully mediates the
relationship between structural empowerment and employee performance aligns with the Job Demands-
Resources (JD-R) model (Bakker & Demerouti, 2007). According to this model, structural empowerment
fosters employee engagement, which in turn leads to better performance outcomes. Schaufeli and
Bakker (2004) demonstrated that engaged employees, supported by adequate resources, are more
likely to exhibit higher performance levels. However, the result that employee engagement does not
mediate the link between psychological empowerment and employee performance suggests that
psychological empowerment directly influences performance through intrinsic motivation and self-
efficacy, as posited by Spreitzer (1995). This finding is supported by Thomas and Velthouse (1990), who
argued that empowered employees experience heightened intrinsic motivation, directly enhancing their
job performance without necessarily increasing their engagement levels. Some studies suggest that
while empowerment itself may not directly influence performance, it can enhance employee
engagement, which serves as a critical mediator in the relationship between empowerment and
performance outcomes (Afram et al., 2022). Engaged employees are more likely to perform well and

demonstrate behaviors that contribute positively to the organization (Patro, 2013).
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Implication of the Study

Theoretical Implication

The study combines theories of engagement with empowerment, showing how empowerment improves
performance directly and indirectly through greater involvement. A more thorough comprehension of
these concepts within organizational behavior is made possible by this integration. The study broadens
the scope of current models of employee performance by analyzing these interactions within the
framework of a cultural institution, proposing that involvement be included as a mediating component in
conventional frameworks. Furthermore, the results emphasize the significance of contextual relevance,
showing that attitudes and the implementation of empowerment and participation are influenced by the
distinctive features of the cultural and tourism sectors. Last but not least, this study establishes a
framework for further research into these dynamics in diverse industries, enhancing the body of

knowledge on organizational behavior and human resource management.
Practical Implication

For businesses, especially those in the cultural and tourism industries, the study's practical implications
on employee empowerment, performance, and the mediating function of involvement are significant.
First, the results indicate that in order to improve employee engagement, which in turn improves
performance, firms should give priority to structural and psychological empowerment programs. A sense
of ownership and drive can be developed by putting tactics like giving workers decision-making authority
and creating an inclusive workplace into practice. Second, in order to make sure that employees feel
their tasks have purpose, companies should create all-encompassing engagement plans that offer
chances for professional progression and acknowledge employee achievements. Employee
empowerment can also be increased through training courses that emphasize teamwork and leadership
development. By using these strategies, companies may develop a more engaged staff, which will
eventually boost output and organizational success. Practitioners looking to improve employee

outcomes through successful engagement and empowerment tactics can use this study as a guide.
Conclusion

In conclusion, this study emphasizes the crucial relationship between employee empowerment,
engagement, and performance within the setting of the Centre for National Culture, Kumasi Metropolis.
The data demonstrate that both structural and psychological empowerment greatly influence employee
performance, particularly through the mediating role of engagement. Organizations can improve overall
performance and productivity by creating an atmosphere that encourages employee empowerment and

active engagement. In addition to adding to the theoretical knowledge of these concepts, these insights
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offer companies useful advice on how to apply engagement and empowerment tactics that will ultimately

improve employee outcomes and organizational performance.
Recommendations for Further Studies

This study's narrow focus on a single public-sector organization in Ghana's Ashanti Region restricts how
broadly the results may be applied. Therefore, it is advised that future research explore the subject from
a multi-sectoral perspective in multiple Ghanaian regions and Africa. Future research can also replicate
the study in private for potential comparison, using the current study as a baseline. Only the role of
engagement as a mediator was examined in this study. In order to increase knowledge and
comprehension of the complexity of the relationship between employee relations and organizational
performance, future researchers could examine the intervening role of work environment, job
satisfaction, commitment, employee loyalty, workplace conflict, trust and confidence, workplace culture,

and work-life balance.
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