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Abstract: According to this study, employee engagement is antecedent to work qualities, career 

development perceptions, and organisational support perceptions, all of which are related to employee 

performance. This study employed a quantitative technique as its methodology. The research population for 

this study consisted of staff members of four-star hotels located in NAGPUR. Purposive sampling is the 

method of sampling that was employed in this study. The process of choosing respondents for purposeful 

sampling involves considering their attributes and choosing individuals who possess the most knowledge 

about the subject under investigation. In order to quantify the link between the constructs and test the 

conceptual model, the Structural Equation Model (SEM) was created for this study. This study did not find 

a strong enough correlation between perceived organisational support and employee involvement, 

indicating that the link between perceived organisational support and employee engagement was 

favourable but not statistically significant. This study found solid evidence supporting the association 

between work features and employee involvement, indicating a positive and significant influence between 

the two variables. This study indicates that there is a positive and significant connection between 

organisational justice and employee engagement. The association between organisational justice and 

employee involvement has reasonably high support. The results of this study provide strong evidence for the 

positive and significant association that exists between employee engagement and performance. 
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I. INTRODUCTION 

According to Eisenberger et al. (1986), organisational support is the degree to which workers feel that their 

contributions are valued and that the organisation is concerned about their welfare. Based on the organization's 

willingness to acknowledge workers' efforts and meet their socioemotional needs, this perception is created (Farh et al., 

2007). Employees at companies that actively support one another have a high level of desire to care about the success 

of the company (Kurtessis et al., 2017). High levels of affective commitment (Rhoades and Eisenberger, 2002), better 

relational links between employees and the company (Kurtessis et al., 2017), and employee engagement (Saks, 2006) 

are further indications of the good impact of organisational support. It has been said that the working relationship 

between the organisation and its personnel is one of exchange (Rousseau, 1995). The link between individuals and 

organisations is one of the supposedly better interactions that all employees have at work, despite the fact that there are 

numerous potential exchange relationships within organisations (Masterson et al., 2000). Possessing the ideal 

personality is frequently insufficient because motivating job features are just one of many factors that affect employee 

well-being and need to be scientifically demonstrated (Saks, 2006). Specifically, task importance more accurately 
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captures the variety of job characteristics models used in the hospitality sector (Ferreira et al., 2017). In a UK sample of 

seasonal hotel workers, Lee-Ross (1998) found a strong correlation between task significance and the three affective 

outcomes of growth satisfaction, overall satisfaction, and internal work motivation. Regretfully, the hospitality business 

has not been the subject of much research on work characteristics (Ozturk et al., 2014). Furthermore, many workers 

execute their professions with a low level of significance and lesser perceptions of influencing the lives of others 

because success in the hospitality industry is frequently viewed as routine with low status and terrible working 

conditions (Kusluvan, 2003a). (Ferreira et al., 2017). Deeper research on the topic of workplace justice has drawn the 

attention of researchers. Employee performance, organisational commitment, organisational trust, job satisfaction, 

organisational trust, and Crow et al. (2012), among other aspects of organisational behaviour, have all been found to be 

positively impacted by an increase in employees' sense of fairness, according to a number of studies (McCain et al., 

2010; Wang et al., 2010; Suliman and Kathairi, 2013). Consequently, it is crucial to comprehend how individuals judge 

the fairness of their organisations and react to perceptions of unfairness or fairness. This is especially true when trying 

to comprehend organisational behaviour (Maleki and Taheri, 2012). The degree of dedication and connection that 

employees have with the company and its principles is known as employee engagement. When a worker is engaged, 

they become aware of their role in achieving organisational objectives and inspire their peers to work towards the same 

goals. An employee's positive emotional connection to their work is defined as their favourable attitude towards the 

workplace and its values. Engaged workers go above and beyond the line of duty to fulfil their superior roles. Customer 

focus and organisational support are two further psychological and social interaction characteristics of job design that 

have an impact on employee engagement. Employee performance essentially refers to the 

accomplishments and outcomes made at work. Performance is the ability to follow instructions while aiming for 

outcomes. Performance management centres around performance evaluation (Cardy, 2004), but organisational policies, 

practices, and organisational design elements all have a significant impact on an individual's or an organization's 

performance. This integrated viewpoint is an example of a configuration approach to strategic HRM, which contends 

that organisational objectives can only be met by a pattern of HR operations rather than a single activity (Delery and 

Doty, 1996). One factor that contributes to excellent employee performance levels is employee engagement (Macey et 

al., 2009; Mone and London, 2010). Numerous investigations have been carried out to examine the factors that precede 

employee engagement as well as the noteworthy correlation between employee engagement and results (Saks, 2006; 

Cole et al., 2012). 

 Nonetheless, there are still surprisingly few research on the causes of employee engagement, particularly in developing 

nations. This study's investigation and empirical examination of the relationship between the antecedent of employee 

engagement and the concept of employee performance is encouraged by the existence of this research gap. According 

to this study, employee engagement is preceded by perceptions of job qualities, career growth, and organisational 

support, and these perceptions are correlated with employee performance. 

 

1.1 STUDY OBJECTIVES 

The purpose of this study is to ascertain whether perceptions of career development and job characteristics influence 

employee involvement in an organisation; to test empirically whether employee involvement in achieving job goals is 

impacted by organisational justice; and to observe the impact of employee involvement in an organisation on employee 

performance. 

 

II. LITERATURE REVIEW 

Sarmiento et al. (2007) posit that employee performance is influenced by two primary factors: their abilities and skills, 

and their motivation to utilize them effectively. Additionally, researchers suggest that employees contribute to business 

performance by generating and implementing innovative ideas, enhancing products, services, and processes. Past 

studies indicate that employee innovation is fostered through workplace interactions. Moreover, spirituality, the pursuit 

of meaningful work, and job satisfaction are deemed crucial for organizational vitality and societal progress. Some 

studies highlight a positive correlation between individual spirituality and job satisfaction, suggesting that organizations 

promoting spirituality witness improved productivity, job satisfaction, and resilience to stress among employees. 
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Engagement, as defined by Schaufeli et al. (2002), is characterized by enthusiasm, dedication, and absorption in work-

related activities. Engaged employees demonstrate physical energy, emotional strength, and a commitment to their 

tasks. Furthermore, they derive fulfillment and enjoyment from their work, displaying high levels of concentration and 

immersion. 

Perception of organizational support (POS) refers to employees' perceptions of their value and well-being within the 

organization. Eisenberger and colleagues (1986) conceptualized POS based on social exchange theory, which posits 

that employees are motivated to contribute to the organization in exchange for various rewards. While some studies 

support a positive relationship between POS and performance, others emphasize the significance of leader-member 

exchange (LMX). Job characteristics encompass the nature of tasks associated with a job, including autonomy, task 

variety, task significance, task identity, and feedback. Autonomy reflects the degree of freedom and discretion in 

decision-making, task scheduling, and work methods. Task variety refers to the diversity of tasks within a job, while 

task significance pertains to the impact of the job on others' lives. Task identity relates to the extent to which a job 

involves a complete set of tasks with identifiable results, which can enhance job satisfaction and organizational 

citizenship behaviors. 

Fairness, integral to organizational justice, influences various organizational outcomes. Organizational justice, coined 

by French (1964), encompasses fair treatment of employees based on perceptions of fairness regarding outcomes, 

procedures, interpersonal interactions, and information dissemination. Research indicates that justice dimensions—

distributive, procedural, interpersonal, and informational—are distinct constructs with significant implications for 

employee attitudes, behaviors, and organizational success. 

 

III. METHODS 

The study adopts a quantitative research approach to establish causality between independent and dependent variables 

(Field, 2013). Utilizing correlational research, the study investigates the relationship between variables without 

researcher intervention (Ingham-Broomfield, 2014). Quantitative methods facilitate analytical examination (McCusker 

and Gunaydin, 2015), enabling the identification of patterns in the relationship between perceived organizational 

support, job characteristics, organizational fairness, employee engagement, and performance. The research population 

comprises 338 employees from 4-star hotels in NAGPUR, including Aston Hotel, Horison Ultima Hotel, and Novotel 

Hotel, with 200 employees selected as research samples through purposive sampling, chosen based on their 

characteristics and expertise on the study topic (Elo et al., 2014). 

Data analysis entails assessing data accuracy, outliers, normality, missing values, and multicollinearity. Confirmatory 

factor analysis (CFA) is conducted to assess scale psychometric properties, ensuring convergent and discriminant 

validity using AMOS 22. Reliability is tested using Cronbach's alpha, composite reliability (CR), and average variance 

extracted (AVE) for constructs, with values above 0.6 for Cronbach's alpha and CR, and above 0.50 for AVE, meeting 

convergent validity criteria (Hair et al., 2009). Discriminant validity is confirmed by comparing the square root of AVE 

with inter-construct correlations. 

Structural Equation Modeling (SEM) is employed to test the conceptual model and assess relationships between 

constructs. Model fit is evaluated using goodness of fit index (GFI), root mean square error of approximation 

(RMSEA), comparative fit index (CFI), and normed fit index (NFI). Acceptable thresholds suggested by Hair et al. 

(2009) include GFI and NFI > 0.9, CFI < 0.95, and RMSEA < 0.08. 

 

IV. RESULTS AND DISCUSSION 

The study involved respondents of diverse demographics, including gender, age, education levels, and length of work 

experience. Questionnaires were developed based on previous research and distributed to employees of five-star hotels 

in NAGPUR over the course of one month in July 2020, with a total of 200 questionnaires distributed. Analysis of 

respondent characteristics revealed a predominance of female respondents, with a majority falling within the age range 

of 20-25 years and holding high school or undergraduate degrees. The majority of respondents had less than three years 

of work experience. 

Validity and reliability tests confirmed the measurement indicators for perceived organizational support, job 

characteristics, organizational justice, employee engagement, and performance to be valid and reliable. Factor loadings 
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for all variables exceeded 0.45, indicating validity, and Cronbach's alpha values were above 0.6, confirming reliability. 

The structural equation modeling (SEM) analysis was conducted using the AMOS 22.0 program. The model fit test 

demonstrated that all structural models were deemed fit, meeting the required test indices based on empirical data, thus 

validating the study's findings. 

TABLE 1: GOODNESS OF FIT INDICES RESEARCH MODEL 

Criteria Cut-off Value Analysis Result Description 

Probability > 0.05 0.037 Good fit 

RMSEA < 0.08 0,033 Good fit 

GFI > 0.90 0,934 Good fit 

IFI > 0.90 0,988 Good fit 

CMIN/DF < 2.00 1.215 Good fit 

TLI ≥ 0.95 0.977 Good fit 

CFI > 0.95 0.988 Good fit 

Source: processed data, 2022 

The acceptance of proposed hypotheses is determined by comparing the probability value (p) with a significance level 

of 0.05. If the probability value (p) is lower than 0.05, the hypothesis is considered acceptable. Conversely, if the 

probability value (p) exceeds 0.05, the hypothesis is not accepted. Once the estimated goodness-of-fit criteria are met, 

the next step involves analyzing the relationships within the structural model (hypothesis testing), as depicted in Figure 

4.8. The relationships between constructs in the hypothesis are indicated by regression weights (Hair et al., 1998). For a 

more detailed analysis of the impact of employee engagement on performance, considering organizational commitment 

and job satisfaction as mediating variables, refer to Table 2. 

TABLE 2: COMPLETE RESEARCH MODEL MEASUREMENT RESULTS 

Variables Path Coefficient C.R Prob Status 

Organizational support � Employee involvement 0.107 0.934 0.350 Insignificant 

Job characteristics � Employee involvement 0.363 2.366 0.018 Sig 

Organisational justice � Employee involvement 0.516 2.600 0.009 Sig 

Employee involvement � Employee performance 0.687 9.211 0.000 Sig 

Source: processed data, 2022 

The study found that the relationship between perceived organizational support and employee involvement was not 

statistically significant, with a CR value of 0.934 (p = 0.350 > 0.05). Therefore, the null hypothesis (Ho) was accepted, 

and the alternative hypothesis (Ha) was rejected. This suggests that while there is a positive association, it is not 

significant. In contrast to previous studies such as Eisenberger et al. (2001), Kurtessis et al. (2015), and Lee and Ok 

(2016), which found a significant positive relationship between organizational support and employee engagement. 

However, the relationship between job characteristics and employee involvement showed strong support in this study, 

with a significant effect indicated by a CR value of 2.366 (p = 0.018 < 0.05). This indicates a positive and significant 

influence, suggesting that clearer job characteristics in hotel activities lead to higher levels of employee engagement. 

This finding aligns with previous research by Xanthopoulou et al. (2009), Bakker and Bal (2010), Janjhua (2011), Ram 

and Prabhakar (2011), and Slatten and Mehmetoglu (2011), which also found a positive and significant relationship 

between job characteristics and employee engagement. 

Similarly, the relationship between organizational justice and employee involvement received substantial support, with 

a significant effect indicated by a CR value of 2.600 (p = 0.009 < 0.05). This implies a positive and significant 

influence, suggesting that better justice from hotel managers leads to increased work involvement among employees. 

This finding is consistent with previous research by Cropanzano and Mitchell (2005), Bhatnagar and Biswas (2010), 

Biswas et al. (2013), and Bakker and Demerouti (2007), which found that organizational justice positively affects 

employee engagement. 

Furthermore, the relationship between employee engagement and performance received strong support, with a 

significant effect indicated by a CR value of 9.211 (p = 0.00 < 0.05). This indicates a significant positive relationship, 

suggesting that higher employee engagement in hotel activities leads to improved performance. This finding is 
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consistent with research by Stanton and Nankervis (2011), Rich et al. (2010), and Bakker and Schaufeli (2008), which 

also found a positive and significant relationship between employee engagement and performance. 

 

V. CONCLUSION 

The study's findings regarding employee involvement, organizational commitment, job satisfaction, and employee 

performance yield the following conclusions: The relationship between perceived organizational support and employee 

involvement was not strongly supported, indicating a positive yet insignificant influence between organizational 

support perceptions and employee engagement. Conversely, the relationship between job characteristics and employee 

involvement received strong support, signifying a positive and significant influence between job characteristics and 

employee engagement. Similarly, organizational justice demonstrated fairly strong support, suggesting a positive and 

significant influence on employee engagement. Lastly, the relationship between employee engagement and 

performance showed strong support, indicating a positive and significant influence. 

Based on these conclusions, several suggestions emerge: Hotel managers should provide opportunities and attention to 

encourage active employee participation, fostering loyalty and commitment. Moreover, creating a conducive work 

environment is essential for employees to perform optimally and contribute actively. However, the study has certain 

limitations, notably the limited number of respondents from hotel employees, which may not fully represent the 

conditions of all hotel employees in South Sumatra. Therefore, future research should aim to address these limitations 

and enhance the generalizability of findings. 

 

REFERENCES 

[1]. Adams, JS (1965), “Inequity in social exchange”, in Berekowitz, L. (Ed.), Advances in Experimental Social 

Psychology, Academic Press, New York, Vol. 2, pp. 267-299. 

[2]. Anderson, NR, de Dreu, CK and Nijstad, BA (2004), “The routineization of innovation research: a 

constructively critical review of the state-of-the-science”, Journal of Organizational Behavior, 25, 147-173. 

[3]. Ashforth, BE and Humphrey, RH (1995), “Emotion in the workplace: a reappraisal”, Human Relations, Vol. 

48 No. 2, pp. 97-125. 

[4]. Bakker, AB and Demerouti, E. (2007). The Job Demands-Resources Model: State of the Art, Journal of 

Managerial Psychology, Vol. 22, pp. 309-328. 

[5]. Bakker, AB and Demerouti, E. (2008), “Towards a model of work engagement”, Career Development 

International, Vol. 13 No. 3, pp. 209-223. 

[6]. Bakker, AB and Schaufeli, WB (2008), “Positive organizational behavior: engaged employees in flourishing 

organizations”, Journal of Organizational Behavior, Vol. 29 No. 2, pp. 147-154. 

[7]. Bakker, AB, Schaufeli, WB, Leiter, MP and Taris, TW (2008), “Work engagement: an emerging concept in 

occupational health psychology”, Work & Stress, Vol. 22 No. 3, pp. 187-200. 

[8]. Banai, M., Reisel, WD (2007). “The Influence of Supportive Leadership and Job Characteristics on Work 

Alienation: A Six-Country Investigation.” Journal of World Business, 42: 463–476. 

[9]. Barling, J., and Phillips, M. (1993), “Interactional, formal and distributive justice in the workplace: an 

exploratory study”, Journal of Psychology, Vol. 127 No. 6, pp. 649-657. 

[10]. Baumruk, R. (2004), “The missing link: the role of employee engagement in business success”, Workspan, 

Vol. 47 No. 11, pp. 48-52. 

[11]. Bhatnagar, J., and Biswas, S. (2010), “Predictors & outcomes of employee engagement: implications for the 

resource-based view perspective”, Indian Journal of Industrial Relations, Vol. 46 No. 2, pp. 273-288. 

[12]. Bies, RJ (1987), “The predicament of injustice: the management of moral outrage”, in Cummings, LL and 

Staw, BM (Eds), Research in Organizational Behavior, Vol. 9, JAI Press, Greenwich, CT, pp. 289-319. 

[13]. Bies, RJ and Tripp, TM (1995), “Beyond distrust: getting even and the need for revenge”, in Karmer, RM and 

Tyler, TT (Eds), Trust in Organizations, Sage, Newbury Park, CA, pp. 246-260. 

[14]. Bird, DK (2009). The use of questionnaires for acquiring information on public perception of natural hazards 

and risk mitigation-A review of current knowledge and practice. Natural Hazards and Earth System Sciences, 

9, 1307–1325. 



IJARSCT  ISSN (Online) 2581-9429 

    

 

       International Journal of Advanced Research in Science, Communication and Technology (IJARSCT) 

                             International Open-Access, Double-Blind, Peer-Reviewed, Refereed, Multidisciplinary Online Journal 

 Volume 4, Issue 5, April 2024 

Copyright to IJARSCT  DOI: 10.48175/IJARSCT-17506                28 

www.ijarsct.co.in                                                   

Impact Factor: 7.53 

[15]. Biswas, S., Varma, A., and Ramaswami, A. (2013), “Linking distributive and procedural justice to employee 

engagement through social exchange: a field study in India”, The International Journal of Human Resource 

Management, Vol. 24 No. 8, pp. 1570-1587. 

[16]. Blau, PM (1964), Exchange and Power in Social Life, John Wiley, New York, NY. 

[17]. Cardy, RL (2004). Performance management: Concepts, Skills, and Exercises, ME Sharpe, Armonk, NY. 

[18]. Christian, MS, Garza, AS and Slaughter, JE (2011). Work Engagement: A Quantitative Review and Test of 

its Relations with Task and Contextual Performance, Personnel Psychology, Vol. 64, pp. 89-136. 

[19]. Coetzee, M. (2005), “The fairness of affirmative action: an organizational justice perspective”, master's 

thesis, University of Pretoria, Pretoria. 

[20]. Cole, MS, Walter, F., Bedeian, AG and O'Boyle, EH (2012), “Job burnout and employee engagement a meta-

analytic examination of construct proliferation”, Journal of Management, 38(5), 1550-1581. 

[21]. Colquitt, JA (2001), “On the dimensionality of organizational justice: a construct validation of a measure”, 

Journal of Applied Psychology, Vol. 86 No. 3, pp. 386-400. 

[22]. Colquitt, JA, Greenberg, J., and Zapata-Phelan, CP (2005), “What is organizational justice? A historical 

overview”, in Greenberg, J. and Colquitt, JA (Eds), Handbook of Organizational Justice, Erlbaum, Mahwah, 

NJ, pp. 3-58. 

[23]. Cropanzano, R., and Mitchell, MS (2005), “Social exchange theory: an interdisciplinary review”, Journal of 

Management, Vol. 31, pp. 874-900. 

[24]. Crow, MS, Lee, C., and Joo, J. (2012), “Organizational justice and organizational commitment among South 

Korean police officers: an investigation of work satisfaction as a mediator”, International Journal of Police 

Strategies & Management, Vol. 35 No. 2, pp. 402-423. 

[25]. Demerouti, E., Bakker, AB, De Jonge, J., Janssen, PP and Schaufeli, WB (2001), “Burnout and engagement 

at work as a function of demands and control”, Scandinavian Journal of Work, Environment & Health, Vol. 

27 No. 4, pp. 279-286. 

[26]. Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, PD and Rhoades, L. (2001), “Reciprocation of perceived 

organizational support”, Journal of Applied Psychol- ogy, Vol. 86 No. 1, pp. 42-51. 

[27]. Eisenberger, R., Cummings, J., Armelia, S., and Lynch, P.1997. "Perceived Organizational Support, 

Discretionary Treatment, and Job Satisfaction."Journal of Applied Psychology, 82: 812-820. 

[28]. Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). “Perceived Organizational Support And Employee 

Diligence, Commitment, And Innovation.” Journal of Applied Psychology, 75: 51-59. 

[29]. Eisenberger, R., Huntington, R., Hutchison, S. and Sowa, D. (1986), “Perceived organizational support”, 

Journal of Applied Psychology, Vol. 71 No. 3, pp. 500- 507. 

[30]. Elo, S., Kaariainen, M., Kanste, O., Polkki, T., Utriainen, K., and Kyngas, H. (2014). Qualitative content 

analysis: A focus on trustworthiness. SAGE Open, 4(1). doi:10.1177/2158244014522633 

[31]. Farh, JL, Hackett, RD and Liang, J. (2007), “Individual-level cultural values as moderators of perceived 

organizational support-employee outcome relationships in China: comparing the effects of power distance 

and traditionality”, Academy of Management Journal, Vol. 50 No. 3, pp. 715-729. 

[32]. Field, A. (2013). Discovering statistics using IBM SPSS statistics. Thousand Oaks, CA:Sage Publications. 

[33]. Garcia-Zamor, JC (2003), “Workplace spirituality and organizational performance”, Public Administration 

Review, 63(3), 355-363. 

[34]. Gouldner, AW (1960), “The norm of reciprocity”, American Sociological Review, Vol. 25 No. 1, pp. 165-

178. 

[35]. Hackman, JR and Oldham, GR (1980), Work Redesign, Addison-Wesley, Reading, MA. 

[36]. Hair, JF, Black, WC, Babin, BJ, Anderson, RE and Tatham, RL (2009), Multivariate Data Analysis, Pearson 

Prentice Hall, Upper Saddle River, NJ. 

[37]. Holman, T.,Wall, TD, Clegg, CW, Sparrow, P. and Howard, A. (Eds) (2004), The NewWorkplace: A Guide 

to the Human Impact of Modern Work Practices, Wiley, Chichester, 175-196. 

[38]. Husin, S., Chelladurai, P. and Musa, G. (2012), “HRM practices, organizational citizenship behaviors, and 

perceived service quality in golf courses”, Journal of Sport Management, Vol. 26 No. 2, pp. 143-158. 



IJARSCT  ISSN (Online) 2581-9429 

    

 

       International Journal of Advanced Research in Science, Communication and Technology (IJARSCT) 

                             International Open-Access, Double-Blind, Peer-Reviewed, Refereed, Multidisciplinary Online Journal 

 Volume 4, Issue 5, April 2024 

Copyright to IJARSCT  DOI: 10.48175/IJARSCT-17506                29 

www.ijarsct.co.in                                                   

Impact Factor: 7.53 

[39]. Ingham-Broomfield, R. (2014). A nurses' guide to quantitative research. Australian Journal of Advanced 

Nursing, 32(2), 32-38. 

[40]. Janjhua, Y. (2011). Employee Engagement: A Study of HPSEB Employees, International Journal of Research 

in IT and Management, Vol. 1, No. 6, pp. 74-89. 

[41]. Johnson, JS (2007), “Organizational justice, moral ideology, and moral evaluation as antecedents of moral 

intent”, unpublished doctoral dissertation, Virginia Polytechnic Institute and State University, Blacksburg, 

VA. 

[42]. Kahn, WA (1990), “Psychological conditions of personal engagement and disengagement at work”, Academy 

of Management Journal, Vol. 33 No. 4, pp. 692- 724. 

[43]. Kamoche, K. (2001), “Human resources in Vietnam: the global challenge”, Thunderbird International 

Business Review, Vol. 43 No. 5, pp. 652-668. 

[44]. Karakas, F. (2009), “Spirituality and performance in organizations: a literature review”, Journal of Business 

Ethics, 94(1), 89-106, doi:10.1007/s10551-009- 0251-5. 

[45]. Kashyap, V., Puga Ribeiro, A ´.H., Asare, A. and Brashear, TG (2007), “Developing sales force 

relationalism: the role of distributive and procedural justice”, Journal of Personal Selling & Sales 

Management, Vol. 27 No. 3, pp. 235-245. 

[46]. Komala, K. and Ganesh, LS (2007), “Individual spirituality at work and its relationship with job satisfaction 

and burnout: an exploratory study among healthcare professionals”, The Business Review, 7(1), 124-129. 

[47]. Kurtessis, JN, Eisenberger, R., Ford, MT, Buffardi, LC, Stewart, KA and Adis, CS (2017), “Perceived 

organizational support: a meta-analytic evaluation of or- ganizational support theory”, Journal of 

Management, Vol. 43 No. 6, pp. 1854-1884. 

[48]. Kurtessis, JN, Eisenberger, R., Ford, MT, Buffardi, LC, Stewart, KA and Adis, CS (2015), “Perceived 

organizational support a meta-analytic evaluation of organ- izational support theory”, Journal of 

Management. 

[49]. Kusluvan, S. (2003a), “Characteristics of employment and human resource management in the tourism and 

hospitality industry”, in Kusluvan, S. (Ed.), Man- aging Employee Attitudes and Behaviors in the 

Tourismand Hospitality Industry, Nova Publishers, New York, NY, pp. 3-22. 

[50]. Lee, J. and Ok, CM (2016), “Hotel employee work engagement and its consequences”, Journal of Hospitality 

Marketing & Management, Vol. 25 No. 2, pp. 133-166. 

[51]. Lee-Ross, D. (1998), “The reliability and rationale of Hackman and Oldham's job diagnostic survey and job 

characteristics model among seasonal hotel work- ers”, International Journal of Hospitality Management, 

Vol. 17 No. 4, pp. 391-406. 

[52]. Macey, W., Schneider, B., Barbera, KM and Young, SA (2009). Employee Engagement: Tools for Analysis, 

Practice, and Competitive Advantage, Chichester: Wiley. 

[53]. Macey, WH and Schneider, B. (2008), “The meaning of employee engagement”, Industrial and 

Organizational Psychology, Vol. 1 No. 1, pp. 3-30. 

[54]. Maleki, H. and Taheri, LM (2012), “Organizational justice: from theory to practice”, Journal of Basic and 

Applied Scientific Research, Vol. 2 No. 10, pp. 10118- 10123 

[55]. Marques, J. (2005), “Yearning for a more spiritual workplace”, Journal of American Academy of Business, 

7(1), 149-153. 

[56]. Masterson, S., Lewis, K, Goldman, BM, & Taylor, MS (2000). “Integrating Justice and Social Exchange: The 

Differing Effects of Fair Procedures and Treatment on Work Relationships.” Academy of Management 

Journal, 43: 738-748. 

[57]. May, DR, Gilson, RL and Harter, LM (2004). The Psychological Conditions of Meaningfulness, Safety and 

Availability and the Engagement of the Human Spirit at Work, Journal of Occupational and Organizational 

Psychology, Vol. 77, pp. 11-37. 

[58]. McCain, SC, Tsai, H. and Bellino, N. (2010), “Organizational justice, employees' ethical behavior, and work 

satisfaction in the casino industry”, International Journal of Contemporary Hospitality Management, Vol. 22 

No. 7, pp. 992-1009. 



IJARSCT  ISSN (Online) 2581-9429 

    

 

       International Journal of Advanced Research in Science, Communication and Technology (IJARSCT) 

                             International Open-Access, Double-Blind, Peer-Reviewed, Refereed, Multidisciplinary Online Journal 

 Volume 4, Issue 5, April 2024 

Copyright to IJARSCT  DOI: 10.48175/IJARSCT-17506                30 

www.ijarsct.co.in                                                   

Impact Factor: 7.53 

[59]. McCusker, K., dan Gunaydin, S. (2015). Research using qualitative, quantitative or mixed methods and 

choice based on research. Perfusion, 30, 537-542. doi:10.1177/0267659114559116. 

[60]. McLean, GN (2009), “The impact of organizational justice and work security on organizational commitment 

exploring the mediating effect of trust in top management”, master's thesis, The University of Minnesota, 

Minneapolis, MN. 

[61]. Miles, AK, Sledge, S. and Coppage, S. (2005), “Linking spirituality to workplace performance: a qualitative 

study of the Brazilian Candomble”, Academy of Management Proceedings, C1-C6. 

[62]. Mone, EM and London, M. (2010), Employee Engagement Through Effective Performance Management: A 

Practical Guide for Managers, Routledge, New York, NY. 

[63]. Moorman, RH (1991), “Relationship between organizational justice and organizational citizenship behaviors: 

do fairness perceptions influence employee citizenship?”, Journal of Applied Psychology, Vol. 76 No. 6, pp. 

845-855. 

[64]. Morgeson, FP and Humphrey, SE (2006). The Work Design Questionnaire (WDQ): Developing and 

Validating a Comprehensive Measure for Assessing Job Design and the Nature of Work, Journal of Applied 

Psychology, Vol. 91, pp. 1321–1339. 

[65]. Niehoff, BP and Moorman, RH (1993), “Justice as a mediator of the relationship between methods of 

monitoring and organizational citizenship behavior”, Academy of Management Journal, Vol. 36 No. 3, pp. 

527-556. 

[66]. Ohly, S., Sonnentag, S., Niessen, C., and Zapf, D. (2010). Diary Studies in Organizational Research An 

Introduction and Some Practical Recommendations, Journal of Personnel Psychology, 9(2):79–93. 

[67]. Ozturk, AB, Hancer, M. and Im, JY (2014), “Job characteristics, job satisfaction, and organizational 

commitment for hotel workers in Turkey”, Journal of Hospitality Marketing and Management, Vol. 23 No. 3, 

pp. 294-313. 

[68]. Patterson, B., & Morin, K. (2012). Methodological considerations for studying social processes. Nurse 

Researcher, 20(1), 33-38. doi:10.7748/nr2012.09.20.1.33.c9306 

[69]. Ram, P. and Prabhakar, GV (2011). The role of Employee Engagement in Work-Related Outcomes, 

Interdisciplinary Journal of Research in Business, Vol. 1 Issue. 3, pp. 47-61. 

[70]. Rhoades, L. and Eisenberger, R. (2002). Perceived Organizational Support: A Review of the Literature, 

Journal of Applied Psychology, Vol. 87, No. 4, pp. 698- 714. 

[71]. Rich, BL, Lepine, JA and Crawford, ER (2010). Job Engagement: Antecedents and Effects on Job 

Performance, Academy of Management Journal, Vol. 53, pp. 617–635. 

[72]. Rousseau, M. and McLean Parks, J. (1993), “The contracts of individuals and organizations”, Research in 

Organizational Behavior, Vol. 15, pp. 1. 

[73]. Saks, MA (2006). Antecedents and consequences of employee engagement. Journal of Managerial 

Psychology, 21, 610-619. 

[74]. Salanova, M. and Schaufeli, WB (2008). A Cross-National Study of Work Engagement as a Mediator 

between Job Resources and Proactive Behaviour, Inter- national Journal of Human Resource Management, 

Vol. 19, pp. 116–131. 

[75]. Sarmiento, R., Beale, J. and Knowles, G. (2007), “Determinants of performance amongst shop-floor 

employees: a preliminary investigation”, Management Research News, 30(12), 915-927. 

[76]. Saunders, M., and Thornhill, A. (2003), “Organizational justice, trust, and the management of change”, 

Personnel Review, Vol. 32 No. 3, pp. 360-375. 

[77]. Schaufeli, WB and Bakker, AB (2004), “Job demands, job resources and their relationship with burnout and 

engagement: a multi-sample study”, Journal of Organizational Behavior, Vol. 25 No. 3, pp. 293-315. 

[78]. Schaufeli, WB and Bakker, AB (2004). Job Demands, Job Resources and their Relationship with Burnout and 

Engagement: A Multi-Sample Study, Journal of Organizational Behavior, Vol. 25, pp. 293-515. 

[79]. Schaufeli, WB, Salanova, M., Gonzalez-Roma, V. and Bakker, AB (2002), “The measurement of engagement 

and burnout: a two sample confirmatory factor analytic approach”, Journal of Happiness Studies, Vol. 3 No. 

1, pp. 71-92. 



IJARSCT  ISSN (Online) 2581-9429 

    

 

       International Journal of Advanced Research in Science, Communication and Technology (IJARSCT) 

                             International Open-Access, Double-Blind, Peer-Reviewed, Refereed, Multidisciplinary Online Journal 

 Volume 4, Issue 5, April 2024 

Copyright to IJARSCT  DOI: 10.48175/IJARSCT-17506                31 

www.ijarsct.co.in                                                   

Impact Factor: 7.53 

[80]. Slatten, T. and Mehmetoglu, M. (2011). Antecedents and Effects of Engaged Frontline Employees: A Study 

from the Hospitality Industry, Managing Service Quality, Vol. 21 No. 1, pp. 88–107. 

[81]. Stanton, P. and Nankervis, A. (2011), “Linking strategic HRM, performance management and organisational 

effectiveness: perceptions of managers in Singa- pore”, Asia Pacific Business Review, Vol. 17 No. 1, pp. 67-

84. 

[82]. Stanton, P. and Pham, HT (2014), “Managing employee performance in an emerging economy: perceptions 

of Vietnamese managers”, Asia Pacific Business Review, Vol. 20 No. 2, pp. 269-285. 

[83]. Suliman, A. and Kathairi, MA (2013), “Organizational justice, commitment and performance in developing 

countries: the case of the UAE”, Employee Rela- tions, Vol. 35 No. 1, pp. 98-115. 

[84]. Unsworth, KL and Parker, SK (2003), “Pro-activity and innovation: promoting a new workforce for the new 

workplace”, in Holman, D., Wall, TD, Clegg, CW, Sparrow, P. and Howard, A. (Eds), The New Workplace: 

A Guide to the Human Impact of Modern Working Practices, Wiley, Chichester, 175-196. 

[85]. Van den Broeck, A., Vansteenkiste, M., De Witte, H. and Lens, W. (2008). Explaining the Relationships 

between Job Characteristics, Burnout and Engagement: The Role of Basic Psychological Need Satisfaction, 

Work and Stress, Vol. 22, pp. 277–294. 

[86]. Van Knippenberg, D. (2000), “Work motivation and performance: a social identity perspective”, Journal of 

Applied Psychology, Vol. 49 No. 3, pp. 357-371. 

[87]. Wang, X., Liao, J., Xia, D. and Chang, T. (2010), “The impact of organizational justice on work 

performance: mediating effects of organizational commitment and leader-member exchange”, International 

Journal of Manpower, Vol. 31 No. 6, pp. 660-677. 

[88]. Wayne, SJ, Shore, LM, Bommer, WH, and Tetrick, LE 2002. "The Role of Fair Treatment and Rewards in 

Perceptions of Organizational Support and Leader- Member Exchange." Journal of Applied Psychology, 87: 

5 90-598 

[89]. Wong, YT, Wong, YW and Wong, CS (2015), “An integrative model of turnover intention: antecedents and 

their effects on employee performance in Chinese joint ventures”, Journal of Chinese Human Resource 

Management, Vol. 6 No. 1, pp. 71-90. 

 

 


