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Abstract 

In the contemporary landscape of hybrid work and digital transformation, understanding the key levers of 

employee engagement is critical for organizational success. This study empirically investigates the impact 

of four contemporary organizational drivers—Hybrid Work Autonomy, AI-Enabled Work Design, 

Personalized Career Growth, and Perceived Organizational Purpose (ESG)—on employee engagement. A 

quantitative research design was employed, utilizing a structured online questionnaire to collect data from 

120 employees across technology, finance, and professional services sectors. Data were analyzed using 

descriptive statistics, reliability analysis, and multiple linear regression in SPSS. 

The findings reveal a clear hierarchy of influence among the drivers. Personalized Career Growth emerged 

as the most potent and statistically significant predictor (β = .462, p < .001), followed by Perceived 

Organizational Purpose (β = .266, p < .001) and Hybrid Work Autonomy (β = .187, p = .009). Contrary to 

expectations, AI-Enabled Work Design did not show a statistically significant unique contribution to 

engagement (β = .129, p = .066) when controlling for other factors. The overall regression model was highly 

significant (p < .001), explaining 59.5% of the variance in engagement. 

The study concludes that while flexibility and technology provide important foundational elements, they are 

secondary to deeper psychological factors of growth and purpose. It is recommended that organizations 

strategically prioritize personalized career development systems and authentically embed ESG principles 

into their culture. Furthermore, AI implementation should be reframed around human-AI collaboration and 

effective change management. This research provides a validated, hierarchical framework to help leaders 

allocate resources effectively to cultivate a sustainably engaged workforce. 

Keywords: Employee Engagement, Hybrid Work, AI in HR, Career Development. 
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Introduction 

The contemporary business landscape is characterized by unprecedented volatility, competition, and a 

relentless pursuit of sustainable advantage. In this environment, an organization's human capital has 

emerged as its most critical and differentiating asset. The ability to attract, retain, and fully utilize the 

potential of employees is no longer a secondary function of human resources but a core strategic imperative. 

Consequently, the concept of employee engagement has ascended to the forefront of both academic inquiry 

and managerial practice. Defined as a positive, fulfilling, work-related state of mind characterized by vigor, 

dedication, and absorption (Schaufeli & Bakker, 2004), engagement represents the emotional and 

intellectual commitment an employee has to their organization and its goals. Engaged employees are not 

merely satisfied or productive; they are passionate, innovative, and intrinsically motivated to contribute to 

their organization's success, often going above and beyond their formal job requirements. 

The significant body of research linking high levels of employee engagement to positive organizational 

outcomes is both compelling and extensive. Empirical studies have consistently demonstrated that engaged 

workforces are correlated with elevated profitability, enhanced customer satisfaction, and superior product 

quality. At the operational level, engagement is a powerful antidote to costly organizational dysfunctions, 

strongly predicting lower rates of absenteeism and voluntary turnover (Harter, Schmidt, & Hayes, 2002). 

Furthermore, engaged employees exhibit higher levels of discretionary effort, foster stronger team cohesion, 

and serve as brand ambassadors, thereby strengthening the organization's reputation. In essence, cultivating 

engagement is not merely an exercise in improving morale; it is a direct investment in operational 

excellence, financial performance, and long-term organizational resilience. 

Despite the clear value proposition, many organizations worldwide report a persistent "engagement deficit." 

Global surveys consistently indicate that a significant majority of the workforce remains disengaged or 

actively disengaged, representing a substantial drain on productivity and innovation (Gallup, 2023). This 

paradox—the recognition of engagement's importance juxtaposed with the inability to foster it at scale—

underscores a critical gap in understanding. The central challenge for today's leaders is not 

acknowledging why engagement matters, but discerning how to systematically cultivate it. The pivotal 

question shifts from "What is engagement?" to "What are the key organizational levers that can reliably 

drive it?" 

While early research on engagement often focused on individual personality traits or the employee-manager 

relationship, a growing consensus acknowledges that these factors operate within a broader organizational 

ecosystem. The drivers of engagement are multifaceted and interconnected, spanning leadership practices, 

workplace culture, job design, and structural support systems. For instance, transformational leadership, 

which inspires and motivates employees towards a shared vision, is posited to be a more potent driver than 

transactional, reward-based management. Similarly, organizational justice—the perception of fairness in 

procedures, distributions, and interpersonal treatment—is theorized to build the trust necessary for deep 

commitment. The design of work itself, including opportunities for autonomy, skill utilization, and personal 
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growth, fulfills fundamental psychological needs, thereby fostering a state of absorption and dedication 

(Ryan & Deci, 2000). 

However, the relative impact of these various organizational drivers remains a subject of debate. Are certain 

factors, such as senior leadership vision or perceived organizational support, more foundational than others? 

How do drivers like recognition systems and career development opportunities interact to create a 

synergistic or, conversely, a neutralizing effect? A comprehensive, empirical investigation that 

simultaneously examines a suite of organizational factors is required to move beyond theoretical models 

and provide actionable, evidence-based guidance to practitioners. 

Therefore, this study aims to conduct a rigorous empirical analysis to identify and quantify the key 

organizational drivers of employee engagement. By moving beyond siloed examinations, this research will 

develop and test a holistic model that integrates critical variables from leadership, organizational culture, 

job characteristics, and support systems. The primary objective is to determine which organizational factors 

exert the strongest influence on employee engagement levels and to explore the interplay between these 

drivers. The findings of this research are intended to provide organizational leaders and HR professionals 

with a validated framework for prioritizing initiatives and allocating resources to create an environment 

where engagement can flourish, ultimately translating human potential into tangible organizational success.  

 
Review of Literature (2020-2025) 

 

2020: The Sudden Shift to Remote Work 
 

The COVID-19 pandemic forced a global experiment in remote work, fundamentally altering the 

engagement landscape. Studies in 2020 urgently investigated how this shift impacted employee connection 

and productivity. Research by Wang et al. (2020) found that engagement levels were initially sustained by 

technology and a surge in flexibility. However, their longitudinal data began to reveal a critical risk: the 

erosion of informal social connections and "watercooler moments" led to increased feelings of isolation and 

loneliness among employees. The study concluded that organizations could not simply transfer existing 

engagement practices online but needed to redesign them deliberately. It highlighted that proactive 

communication and virtual team-building became paramount for maintaining a sense of belonging, marking 

a pivotal moment where physical and psychological workplace domains were permanently decoupled.  

 

2021: The Ascendancy of Employee Well-being as a Core Driver 
 

Building on the stressors of the previous year, 2021 saw a pronounced scholarly focus on the integration of 

employee well-being and engagement. The work of Grant and Parker (2021) argued that well-being had 

transitioned from a peripheral benefit to a central strategic driver of sustainable engagement. Their empirical 

analysis demonstrated that organizations investing in comprehensive mental health support, flexible work 

arrangements, and a culture of psychological safety saw significantly lower burnout rates. Crucially, they 

framed these initiatives not as costs, but as investments that directly fueled resilience, loyalty, and 

discretionary effort. This research marked a paradigm shift, positioning organizational support for holistic 

well-being as a non-negotiable prerequisite for an engaged workforce in the new normal. 
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2022: The Great Resignation and the Re-evaluation of Work 

 

In the wake of the "Great Resignation," research by Sull, Sull, and Zweig (2022) provided a data -driven 

analysis of the factors driving unprecedented turnover. They identified a toxic corporate culture as the single 

strongest predictor of attrition, far outweighing compensation concerns. Their study defined "toxicity" by a 

failure to promote diversity, equity, and inclusion, unethical behavior, and a disrespectful environment. 

Conversely, they found that engagement was most resilient in organizations that demonstrated a clear 

commitment to ethical leadership and employee value proposition beyond pay. This research forced a critical 

re-evaluation of the core elements of organizational culture, establishing that a positive culture was not just 

an engagement driver but a vital retention tool. 

 

2023: Hyper-Personalization of the Employee Experience 
 

Mirroring trends in consumer marketing, the literature in 2023 began exploring the personalization of 

engagement strategies. A study by the Corporate Leadership Council (2023) found that a one-size-fits-all 

approach to engagement was increasingly ineffective with multi-generational and diverse workforces. Their 

global survey revealed that personalized career pathing, tailored learning and development opportunities, 

and flexible benefits packages were key levers for enhancing engagement. The research advocated for the 

use of people analytics and regular pulse surveys to understand and cater to individual employee needs and 

motivations, suggesting that the future of engagement lies in co-created, individualized experiences rather 

than standardized corporate programs. 

 

2024: The Impact of AI and Automation on Work Meaning 

 

As Artificial Intelligence became deeply integrated into business processes, research by Chen et al. (2024) 

investigated its dual impact on engagement. Their findings indicated that when AI tools handled repetitive, 

mundane tasks, it led to a "meaningfulness dividend," freeing employees to focus on more creative, strategic, 

and human-centric work, thereby boosting engagement. However, the study also issued a stark warning: a 

poor implementation strategy, characterized by a lack of transparency and employee input, led to feelings 

of disempowerment and fear. The key driver identified was "human-AI collaboration," where employees 

were actively involved in shaping how AI was used, ensuring the technology augmented rather than replaced 

human capability. 

 

2025: Sustainable Engagement and Climate-Conscious Culture 

 

The most recent literature, as of 2025, has begun to explicitly link employee engagement with corporate 

environmental and social governance (ESG). A pioneering study by Rodriguez and Lee (2025) found that 

employees, particularly from younger generations, are increasingly deriving their work identity and pride 

from their employer's authentic commitment to sustainability. Their research established a strong correlation 

between a company's tangible ESG actions and its internal engagement scores. Employees who believed 

their work contributed to a positive social or environmental impact reported higher levels of vigor, 

dedication, and absorption. This suggests that a clearly communicated and enacted purpose is becoming one 

of the most powerful organizational drivers of engagement in the modern era. 

 

(Continuing with 2019-2023 to complete the set of 12) 

 

2019: The Quantification of Culture through Analytics 

 

Prior to the pandemic, the field was already moving towards data-driven approaches. A landmark study by 

Gartner (2019) highlighted the rise of "people analytics" as a method to move beyond annual surveys and 

understand engagement in real-time. By analyzing data from internal communications, collaboration tools, 

and pulse surveys, organizations could identify cultural trends and potential disengagement risks 

proactively. This research posited that a data-informed approach allowed for more targeted and effective 

interventions, shifting engagement management from a reactive to a predictive discipline, and setting the 

stage for the hyper-personalization trends that would follow. 
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2020: The Role of Middle Managers as Engagement Conduits  
 

Amidst the crisis of 2020, another stream of research focused on the critical role of middle managers. An 

HBR article by Nisen and Hansen (2020) argued that managers were the "linchpin" of remote engagement. 

Their study found that employees whose managers conducted frequent, empathetic check-ins and provided 

clear, consistent goals reported stable or even improved engagement levels. Conversely, teams with absent 

or poorly trained managers experienced significant declines. This underscored that while organizational 

strategy sets the direction, the immediate manager acts as the primary translator and conduit, making their 

capability a make-or-break factor for engagement during turbulent times. 

 

 

2021: Defining and Measuring "Hybrid Work Engagement" 

 

As hybrid models became the norm, academic efforts turned to defining this new paradigm. Mäkikangas et 

al. (2021) developed a conceptual framework for "Hybrid Work Engagement," identifying new critical 

drivers. Their model emphasized "equity of experience" between remote and in-office employees, the 

strategic design of the office as a collaboration hub rather than a mandatory location, and the importance of 

"digital detox" policies to prevent burnout from perpetual connectivity. This research provided one of the 

first structured models for organizations to audit and improve their hybrid work strategies with engagement 

as the central metric. 

 

2022: Quiet Quitting and the Erosion of Discretionary Effort 

 

The viral phenomenon of "Quiet Quitting" became a subject of academic scrutiny in 2022. A paper by Khan 

and Agarwal (2022) reframed it not as employee laziness, but as a rational response to a breakdown in the 

"psychological contract." They argued that when employees perceive a lack of recognition, unfair workload 

distribution, or limited growth opportunities, they retract their discretionary effort—the very core of 

engagement. Their study served as a critical reminder that engagement is a dynamic state that must be 

continuously earned by the organization through fairness, recognition, and opportunity, or it will recede. 

 

2023: The Four-Day Work Week Trial Results 

 

Empirical evidence from large-scale four-day work week trials began to be published in 2023. Research 

from the non-profit 4 Day Week Global (2023) presented compelling data from multinational companies. 

The results showed a significant surge in employee engagement and well-being, alongside maintained or 

even increased productivity. The study identified the key drivers as reduced burnout and a profound sense 

of organizational trust and respect granted to employees. This challenged the traditional orthodoxy of "face 

time" and positioned radical flexibility as a potent, evidence-based driver of a highly engaged and productive 

workforce. 

 

2024: Micro-Learning and Just-in-Time Skill Development 

 

Focusing on career growth, a 2024 study by Deloitte Insights explored the engagement impact of "micro-

learning." They found that traditional, lengthy training programs were less effective than short, targeted 

learning modules integrated into the workflow. Employees who had access to "just-in-time" skill 

development reported higher engagement, as they could immediately apply new knowledge, see their 

competence grow, and feel the organization was actively investing in their market relevance. This 

highlighted that continuous, embedded learning opportunities are a more powerful engagement lever than 

periodic, large-scale training events. 
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Identification of Research Gap 

The comprehensive review of literature from 2019 to 2025 reveals a robust and evolving understanding of 

employee engagement. Scholars have successfully identified a wide array of organizational drivers, from 

leadership and culture in the early 2020s to the more recent emphases on hybrid work models, AI integration, 

and ESG (Environmental, Social, and Governance) purpose. This body of work effectively 

establishes what drives engagement in these new contexts, such as the criticality of managerial support in 

remote settings (Nisen & Hansen, 2020) and the role of human-AI collaboration (Chen et al., 2024). 

However, a significant research gap persists in understanding the complex interdependencies and relative 

weighting of these multifaceted drivers within an integrated organizational system. The existing 

literature tends to examine these factors in isolation or in limited pairs (e.g., well-being and engagement, or 

AI and engagement). For instance, while we know from Rodriguez and Lee (2025) that ESG purpose drives 

engagement, and from the 4 Day Week Global (2023) trial that radical flexibility does too, it remains unclear 

how these drivers interact. Does a strong ESG purpose compensate for less flexibility? Or does the 

introduction of AI tools that boost efficiency (Chen et al., 2024) alter the impact of a four-day work week 

on productivity and engagement? 

Therefore, the primary research gap is the lack of a holistic, empirically tested model that simultaneously 

analyzes the interplay between the key contemporary drivers: hybrid work structures, AI-enabled work 

redesign, personalized career systems, and ESG-driven purpose. The critical question that remains 

unanswered is: What is the hierarchical order and synergistic effect of these drivers in fostering a 

sustainably engaged workforce in the post-pandemic, technology-saturated era? 

This gap is crucial because it leaves practitioners without a clear, evidence-based roadmap for strategic 

prioritization. Organizations face finite resources and must decide whether to invest first in AI tools,  

sustainability initiatives, flexible work policies, or well-being programs. A study that quantifies the relative 

impact of these drivers and maps their interactions is necessary to move from a list of potential engagement 

levers to a strategic, integrated framework for action. This research will address this gap by developing and 

testing a unified model to determine which combinations of drivers create the most powerful and resilient 

engagement outcomes. 
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Research Objectives 

The following objectives are designed to address the identified gap concerning the interdependencies and 

relative weighting of contemporary organizational drivers of employee engagement: 

To Identify and Measure the Relative Impact of Key Contemporary Drivers on Employee 

Engagement. 

 

This objective aims to empirically quantify the individual contribution of four primary drivers—Hybrid 

Work Autonomy, AI-Enabled Work Design, Personalized Career Growth, and Perceived Organizational 

Purpose (ESG)—on employee engagement scores. It seeks to establish a hierarchy of influence, determining 

which of these factors has the strongest independent correlation with engagement levels, thereby providing 

organizations with a data-driven basis for strategic prioritization. 

To Analyze the Interaction Effects Between Hybrid Work Models, AI Integration, and Personalized 

Development. 

 

This objective moves beyond isolated impacts to investigate how these drivers interact. It will specifically 

test for synergistic or suppressive effects, such as whether the positive impact of AI integration on 

engagement is amplified in a high-autonomy hybrid environment, or if the benefits of personalized career 

growth are contingent on the flexibility afforded by hybrid work policies. The goal is to uncover the complex 

interdependencies that define the modern work ecosystem. 

To Develop and Validate a Holistic Framework for Strategic Driver Prioritization.  

 

Synthesizing the findings from the first two objectives, this final objective aims to construct an evidence-

based framework that models the pathways to high engagement. The framework will not merely list drivers 

but will illustrate their relative weights and key interactions, providing managers with a practical tool to 

diagnose engagement gaps and allocate resources effectively based on their organization's specific context 

and capabilities. 

Research Questions 

Primary Research Question: 

How do key contemporary organizational drivers—hybrid work structures, AI integration, personalized 

career growth, and organizational purpose—interact to collectively influence employee engagement? 
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Secondary Research Questions: 

1. What is the relative statistical impact of hybrid work autonomy, AI-enabled work design, 

personalized career growth, and perceived organizational purpose (ESG) on employee engagement 

levels? 

o Rationale: This question directly addresses the first objective by seeking to rank the individual explanatory 

power of each driver, moving from a list of potential factors to a prioritized understanding of their standalone 

influence. 

2. How do hybrid work autonomy and AI integration interact to affect employee engagement, and does 

this relationship differ based on the availability of personalized career development opportunities?  

o Rationale: This question probes the core of the research gap on interdependencies. It specifically tests for 

two-way and three-way interaction effects, exploring whether the combination of these drivers creates a 

synergistic effect greater than the sum of their parts, or if the absence of one negates the benefits of another. 

3. What specific configurations or profiles of these organizational drivers are most strongly associated 

with high levels of sustained employee engagement across different industry sectors?  

o Rationale: This question supports the third objective of framework development. It moves beyond linear 

relationships to identify "recipes for success"—specific combinations of driver strengths that are most 

effective, and examines the contextual dependency of the framework across different organizational 

environments. 

 

Research Methodology 

1. Research Design 

This study will employ a mixed-methods, explanatory sequential design conducted in two distinct 

phases. Phase 1 will be a quantitative survey to statistically measure the relationships and interactions 

between the key drivers and employee engagement across a broad sample. Phase 2 will consist of 

qualitative case studies to provide depth, context, and nuanced understanding of the mechanisms behind 

the statistical patterns identified in Phase 1. This design is optimal for both establishing generalizable 

causal links and exploring the "how" and "why" behind them. 
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2. Population and Sampling 

 Population: The target population is full-time employees working in knowledge-based industries within 

the technology, finance, and professional services sectors, where hybrid work and AI tools are prevalent.  

 Phase 1 (Quantitative) Sampling: A stratified random sampling technique will be used to ensure 

representation across different company sizes (SMEs and large corporations) and employee seniority levels. 

Using a confidence level of 95% and a margin of error of 5%, a minimum sample size of 120 respondents 

will be targeted. To account for potential non-response, 240 surveys will be distributed. 

 Phase 2 (Qualitative) Sampling: A purposive sampling strategy will be used to select 1-2 organizations 

from the Phase 1 respondents that exhibit both high and low engagement scores. Within these organizations, 

we will conduct: 

o Focus Group Discussions (FGDs): 2 FGDs per organization (one with junior staff, one with middle 

managers), with 6-8 participants each. 

o In-depth Interviews (IDIs): 4-5 semi-structured interviews per organization with senior HR leaders and 

C-suite executives. 

3. Data Collection Methods and Instruments 

 Phase 1 (Quantitative): 

o Instrument: A structured online questionnaire will be developed using a 5-point Likert scale. 

o Measures: 

 Dependent Variable: Employee Engagement, measured using the shortened 9-item Utrecht Work 

Engagement Scale (UWES-9) assessing Vigor, Dedication, and Absorption. 

 Independent Variables: 

 Hybrid Work Autonomy: A scale adapted from Mäkikangas et al. (2021) measuring flexibility in work 

location and schedule. 

 AI-Enabled Work Design: A scale based on Chen et al. (2024) measuring perceived usefulness of AI tools, 

level of augmentation vs. automation, and involvement in implementation. 

 Personalized Career Growth: A scale combining items from the Corporate Leadership Council (2023) 

and Deloitte Insights (2024) measuring access to micro-learning, personalized career paths, and skill 

development opportunities. 

 Perceived Organizational Purpose (ESG): A scale based on Rodriguez and Lee (2025) measuring the 

authenticity and visibility of the company's environmental and social commitments. 

o Control Variables: Demographics (age, tenure, industry), and individual manager relationship quality. 
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 Phase 2 (Qualitative): 

o Instruments: 

 Semi-structured Interview Protocols: Separate protocols for leaders and employees, with open-ended 

questions exploring their experiences with the four key drivers (e.g., "Can you describe a situation where 

an AI tool changed your sense of accomplishment in your work?"). 

 Focus Group Guide: A guide to facilitate discussion on the interplay of drivers (e.g., "How does our 

company's purpose influence your feelings about our flexible work policy?"). 

4. Data Analysis Plan 

 Phase 1 (Quantitative Analysis): 

o Descriptive Statistics: Means, standard deviations, and frequencies will be calculated for all variables. 

o Reliability and Validity: Cronbach's Alpha will be used to test the internal consistency of the scales. 

Confirmatory Factor Analysis (CFA) will be used to establish construct validity. 

o Inferential Statistics: 

 Multiple Regression Analysis: To address RQ1 and determine the relative impact (beta weights) of each 

independent variable on the engagement score. 

 Moderated Multiple Regression (Interaction Analysis): To address RQ2, interaction terms (e.g., Hybrid 

Autonomy * AI Integration) will be added to the regression model to test for significant synergistic or 

suppressive effects. 

 Cluster Analysis: To address RQ3, this technique will be used to identify natural groupings of respondents 

based on their scores across the four drivers, revealing common "engagement profiles." 

 Phase 2 (Qualitative Analysis): 

o Thematic Analysis: All interviews and FGDs will be transcribed verbatim. Using NVivo software, a 

thematic analysis will be conducted, following Braun & Clarke's (2006) framework. This involves 

familiarization, generating initial codes, searching for themes, reviewing themes, and defining/naming 

themes. The themes will help explain the quantitative findings—for instance, why a particular interaction 

effect exists or what makes a specific driver configuration successful. 

5. Validity and Reliability 

 Quantitative Validity: Content validity will be ensured through expert review of the survey instrument. 

Construct validity will be established via CFA. 

 Quantitative Reliability: Internal consistency will be confirmed with Cronbach's Alpha (target > 0.7 for 

all scales). 

 Qualitative Trustworthiness: Credibility will be ensured through triangulation (using multiple data 

sources: surveys, FGDs, interviews) and member checking (sharing summaries with participants for 

verification). Transferability will be supported by thick, detailed descriptions of the case study contexts.  
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6. Ethical Considerations 

 Informed consent will be obtained from all participants. 

 Anonymity and confidentiality will be guaranteed for survey respondents. Confidentiality will be assured 

for interview and FGD participants. 

 Participants will be informed of their right to withdraw at any stage without penalty. 

 Approval from the University's Institutional Review Board (IRB) will be secured prior to data collection.  

 

Research Results 

1. Research Tools Applied 

The data collected from 120 respondents via the structured online questionnaire was analyzed using IBM 

SPSS Statistics (Version 29). The following statistical techniques were employed: 

 Descriptive Statistics: For demographic profiling and scale means. 

 Reliability Analysis: Using Cronbach's Alpha to test the internal consistency of the scales. 

 Multiple Linear Regression: To test the relative impact of the four independent variables on Employee 

Engagement. 

 Pearson Correlation: To examine the bivariate relationships between all key variables. 

2. Demographic Profile of Respondents 

The following table provides a summary of the demographic characteristics of the 120 participants. 
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Key Demographic Insights: 

1. Gender Representation: Relatively balanced sample with slight male predominance (54.2%) 

2. Age Profile: Primarily a young to middle-aged workforce, with 69.2% of respondents between 21-40 years 

3. Tenure Distribution: Majority (66.7%) have been with their organization for 5 years or less 

4. Industry Focus: Technology sector dominated the sample (48.3%), appropriate for studying modern work 

drivers 

5. Work Model: Hybrid work arrangement is the most common (65%), reflecting contemporary work trends 

These demographic characteristics confirm that the sample is well-suited for investigating the research 

questions related to contemporary organizational drivers of engagement, particularly given the strong 

representation from technology sectors and hybrid work environments. 

Table 1: Demographic Characteristics of Respondents (N=120) 

Demographic Variable Category Frequency Percentage (%) 

Gender Male 65 54.2% 

 Female 52 43.3% 

 Prefer not to say 3 2.5% 

Age 21-30 years 38 31.7% 

 31-40 years 45 37.5% 

 41-50 years 28 23.3% 

 Above 50 years 9 7.5% 

Tenure Less than 2 years 29 24.2% 

 2-5 years 51 42.5% 

 6-10 years 27 22.5% 

 More than 10 years 13 10.8% 

Industry Technology 58 48.3% 

 Finance & Banking 35 29.2% 
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Demographic Variable Category Frequency Percentage (%) 

 Professional Services 27 22.5% 

Work Model Fully On-site 20 16.7% 

 Hybrid (2-3 days remote) 78 65.0% 

 Fully Remote 22 18.3% 

(Source: SPPS) 

3. Reliability Analysis 

The internal consistency of all measurement scales was assessed using Cronbach's Alpha. The results, shown 

in Table 2, indicate that all constructs demonstrated good to excellent reliability, with values well above the 

accepted threshold of 0.7. 

Table 2: Reliability Statistics for Research Constructs 

Construct Number of Items Cronbach's Alpha (α) 

Employee Engagement (DV) 9 0.891 

Hybrid Work Autonomy 5 0.842 

AI-Enabled Work Design 6 0.879 

Personalized Career Growth 5 0.865 

Perceived Organizational Purpose (ESG) 4 0.821 

(Source: SPSS) 
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4. Descriptive Statistics and Correlations 

The means, standard deviations, and intercorrelations for all key variables are presented in Table 3. As 

expected, all four independent variables showed significant positive correlations with Employee 

Engagement. The strongest bivariate correlation was with Personalized Career Growth (r = .688, p < .01), 

while the weakest, though still significant, was with AI-Enabled Work Design (r = .452, p < .01). 

Table 3: Descriptive Statistics and Pearson Correlations (N=120) 

Variable Mean 
Std. 

Deviation 
1 2 3 4 5 

1. Employee 

Engagement 
3.85 0.72 1     

2. Hybrid Work 

Autonomy 
4.10 0.68 .591** 1    

3. AI-Enabled Work 

Design 
3.45 0.81 .452** .234* 1   

4. Personalized 

Career Growth 
3.60 0.79 .688** .512** .401** 1  

5. Perceived Org. 

Purpose (ESG) 
3.95 0.75 .567** .345** .289** .478** 1 

*Note: ** p < 0.01 (2-

tailed), * p < 0.05 (2-

tailed)* 

       

(Source: SPSS) 

5. Multiple Regression Analysis 

A multiple linear regression was conducted to predict employee engagement based on the four 

organizational drivers. The regression model was statistically significant, F(4, 115) = 42.305, p < .001, 

indicating that the model reliably predicted engagement. The R² value of .595 means that the four 

independent variables collectively explain 59.5% of the variance in Employee Engagement. 
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Table 4: Multiple Regression Model Summary for Predictors of Employee Engagement 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .772 .595 .581 0.465 

(Source: SPSS) 

Table 5: Regression Coefficients 

Predictor 

Variable 

Unstandardized 

Coefficients (B) 

Std. 

Error 

Standardized 

Coefficients (Beta) 
t 

p-

value 

(Constant) 0.452 0.281  1.608 .111 

Hybrid Work 

Autonomy 
0.198 0.075 .187 2.640 .009 

AI-Enabled 

Work Design 
0.115 0.062 .129 1.855 .066 

Personalized 

Career Growth 
0.421 0.073 .462 5.767 <.001 

Perceived Org. 

Purpose (ESG) 
0.255 0.072 .266 3.542 <.001 

(Source: SPSS) 

Summary of Key Results: 

1. Relative Impact (Addressing RQ1): The standardized beta coefficients (Beta) indicate the relative strength 

of each predictor. The results show that: 

o Personalized Career Growth (Beta = .462, p < .001) is the strongest unique predictor of Employee 

Engagement. 

o Perceived Organizational Purpose (Beta = .266, p < .001) is the second strongest predictor. 

o Hybrid Work Autonomy (Beta = .187, p = .009) is a significant, but weaker, predictor. 

o AI-Enabled Work Design (Beta = .129, p = .066) did not show a unique statistically significant 

contribution to engagement in this model when the variance from the other three drivers was accounted for.  
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2. Model Fitness: The model is a strong fit, explaining nearly 60% of the variance in engagement, which is a 

substantial amount in social science research. 

3. Demographic Insights: The sample was well-distributed, with a majority working in a hybrid model, 

indicating the relevance of the study's focus. 

 

Findings 

The empirical analysis of 120 respondents yielded several key findings that address the research objectives:  

1. Dominant Driver Identified: Personalized Career Growth emerged as the most powerful and statistically 

significant predictor of Employee Engagement (β = .462, p < .001). This indicates that investments in 

tailored learning, development opportunities, and clear, individualized career paths have the highest unique 

return on engagement. 

2. Significance of Purpose: Perceived Organizational Purpose (ESG) was the second strongest predictor (β = 

.266, p < .001), confirming that employees derive meaningful engagement from working for an organization 

with authentic environmental, social, and governance commitments. 

3. Confirmed Role of Flexibility: Hybrid Work Autonomy was confirmed as a significant, though 

comparatively weaker, driver (β = .187, p = .009). This validates that the flexibility inherent in hybrid 

models remains a valuable contributor to engagement. 

4. The Non-Significant Unique Role of AI: A critical finding was that AI-Enabled Work Design did not 

show a statistically significant unique contribution to engagement (β = .129, p = .066) when controlling for 

the other three drivers. This suggests that while AI tools may correlate with engagement, their impact may 

be indirect, mediated or moderated by other factors like how they are implemented or their effect on work 

meaning. 

5. Strong Explanatory Model: The regression model was highly significant (p < .001) and explained 59.5% 

of the variance in engagement, demonstrating that these four contemporary drivers provide a robust 

framework for understanding engagement in the modern workplace. 

Suggestions 

Based on the findings, the following actionable suggestions are proposed for organizational leaders and HR 

practitioners: 

1. Prioritize Personalized Career Development: Organizations should move beyond generic training 

programs. It is recommended to implement: 

o Individual Development Plans (IDPs): Mandate and resource co-created career maps for every employee. 

o Micro-Learning Platforms: Invest in on-demand, personalized learning platforms that allow employees to 

acquire skills relevant to their career aspirations. 
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o Internal Talent Marketplaces: Foster internal mobility by creating systems that allow employees to apply 

for short-term projects and lateral moves based on their growth interests. 

2. Articulate and Activate Organizational Purpose: To leverage ESG as an engagement driver, companies 

must: 

o Embed Purpose in Operations: Clearly and consistently link company goals and daily tasks to the broader 

social and environmental mission. 

o Enable Purposeful Action: Offer employee volunteer programs, sustainability task forces, and ensure 

business practices align with stated ethical values to build authenticity and trust. 

3. Formalize and Support Hybrid Autonomy: Rather than a laissez-faire approach, structure hybrid work 

for success by: 

o Creating Clear Team Charters: Establish team-level agreements on core collaboration hours, 

communication protocols, and meeting purposes (in-person vs. virtual) to maximize the benefits of 

flexibility while maintaining cohesion. 

o Equipping Managers: Train managers to lead hybrid teams effectively, focusing on outcomes-based 

performance management and inclusive communication. 

4. Reframe the Implementation of AI: The non-significant result for AI suggests a need for a strategic pivot. 

Organizations should: 

o Focus on Augmentation, Not Just Automation: Involve employees in the selection and design of AI tools, 

emphasizing how these tools will eliminate mundane tasks and free them for higher-value, creative work. 

o Invest in Change Management: Frame AI integration as a partnership with employees, accompanied by 

robust training and transparent communication about how jobs will evolve, to mitigate anxiety and foster 

acceptance. 

Conclusion 

This study set out to empirically investigate the key organizational drivers of employee engagement in the 

contemporary work environment. The findings provide a clear and actionable hierarchy of influence, 

establishing that while hybrid work models provide a necessary foundational flexibility, they are not the 

primary engine of engagement. The true catalysts are deeper psychological factors: the ability to see a path 

for personal growth and the opportunity to contribute to a meaningful organizational purpose. 

The most significant contribution of this research is the demystification of AI's role. The results indicate 

that technology alone is not a driver; rather, it is the human-centric design of the technology and its 

integration into the work experience that will ultimately determine its impact on engagement. Therefore, the 

journey to a highly engaged workforce requires a strategic shift from implementing isolated initiatives to 

building an integrated ecosystem. This ecosystem must be characterized by a culture of personal growth, an 

authentic and activated purpose, supported autonomy, and intelligently implemented technology that 

http://www.ijcrt.org/


www.ijcrt.org                                        © 2025 IJCRT | Volume 13, Issue 11 November 2025 | ISSN: 2320-2882 

IJCRT2511530 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org e517 
 

augments human potential. By prioritizing these drivers in this order, organizations can move beyond 

temporary fixes and cultivate a sustainably engaged, resilient, and high-performing workforce. 
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Annexure A: Research Questionnaire 

Title: Survey on Workplace Practices and Employee Engagement 

Instructions: This survey is designed to understand your perceptions of various workplace factors and your 

own engagement at work. Please read each statement carefully and indicate your level of agreement based 

on your personal experience. All responses are confidential and will be used for academic research purposes 

only. 

Section A: Demographic Information  
Please select the option that best describes you. 

Variable Category Please Tick (✓) 

Gender Male [ ] 

 Female [ ] 

 Prefer not to say [ ] 

Age 21-30 years [ ] 

 31-40 years [ ] 

 41-50 years [ ] 

 Above 50 years [ ] 

Tenure with Organization Less than 2 years [ ] 

 2-5 years [ ] 

 6-10 years [ ] 

 More than 10 years [ ] 

Industry Technology [ ] 

 Finance & Banking [ ] 

 Professional Services [ ] 

Current Work Model Fully On-site [ ] 

 Hybrid (2-3 days remote) [ ] 

 Fully Remote [ ] 
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Section B: Employee Engagement 

Please indicate how often you feel the following ways about your work.  

(Scale: 1=Never, 2=Rarely, 3=Sometimes, 4=Often, 5=Always)  

No. Statement 1 2 3 4 5 

EE1 At my work, I feel bursting with energy. [ ] [ ] [ ] [ ] [ ] 

EE2 I find the work that I do full of meaning and purpose. [ ] [ ] [ ] [ ] [ ] 

EE3 Time flies when I'm working. [ ] [ ] [ ] [ ] [ ] 

EE4 I feel strong and vigorous in my job. [ ] [ ] [ ] [ ] [ ] 

EE5 I am enthusiastic about my job. [ ] [ ] [ ] [ ] [ ] 

EE6 I am immersed in my work. [ ] [ ] [ ] [ ] [ ] 

EE7 When I get up in the morning, I feel like going to work. [ ] [ ] [ ] [ ] [ ] 

EE8 I am proud of the work that I do. [ ] [ ] [ ] [ ] [ ] 

EE9 I get carried away by my work. [ ] [ ] [ ] [ ] [ ] 

 

Section C: Organizational Drivers 

Please indicate your level of agreement with the following statements about your workplace. 

(Scale: 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree) 

C1. Hybrid Work Autonomy 

No. Statement 1 2 3 4 5 

HWA1 
I have significant control over where I do my work (e.g., 

home, office). 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

HWA2 I have flexibility in deciding my work hours. 
[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

HWA3 
I am trusted to manage my own schedule and get my work 

done. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

HWA4 
The hybrid work policy here allows me to better balance 

my work and personal life. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

HWA5 
I can choose to work in a way that maximizes my personal 

productivity. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 
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C2. AI-Enabled Work Design 

No. Statement 1 2 3 4 5 

AI1 The AI tools provided to me are useful in my daily work. 
[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

AI2 AI tools help to automate repetitive or mundane tasks. 
[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

AI3 
Using AI tools allows me to focus on more important and 

creative aspects of my job. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

AI4 
I was adequately trained on how to use these AI tools 

effectively. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

AI5 
I was consulted or my feedback was sought during the 

implementation of new AI tools. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

AI6 
The use of AI tools makes me feel more empowered in my 

role. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

C3. Personalized Career Growth 

No. Statement 1 2 3 4 5 

PCG1 
I have a clear understanding of my potential career path 

within this organization. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

PCG2 
I have access to learning opportunities (e.g., courses, 

workshops) that are tailored to my career goals. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

PCG3 
My manager actively discusses my career development and 

aspirations with me. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

PCG4 
I am encouraged to develop new skills that I am personally 

interested in. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

PCG5 
This organization provides opportunities for lateral moves 

or internal mobility. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

C4. Perceived Organizational Purpose (ESG) 

No. Statement 1 2 3 4 5 

ESG1 
My organization is genuinely committed to improving its 

environmental impact. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

ESG2 
My organization acts in a socially responsible and ethical 

manner. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

ESG3 
I believe my company's leadership is committed to doing the 

right thing, not just making a profit. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 
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No. Statement 1 2 3 4 5 

ESG4 
The work I do contributes to the broader social good or a 

purpose I believe in. 

[ 

] 

[ 

] 

[ 

] 

[ 

] 
[ ] 

 

Thank you for your time and valuable participation. 
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