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INTRODUCTION

Employee engagement requires attention, particularly as the world
moves toward digital transformation. In practically all processes, a key
development is the growing interaction or choice between labor and
technology. The ramifications of this have two sides, notably risks and
opportunities for employees who participate. The risks of digitalization include
rationalization and lower career levels, diminished worker interactions, more
autonomy, and training connected to the complexity and rigidity of technology.
Opportunities associated with digitalization include increased work meaning, a
plethora of learning resources, information availability, transparency, and
expanded technological connections. These two sides are crucial in terms of
employee engagement patterns.

Employee culture is changing as a result of digitization. Digitalization is
linked to the industrial revolution 4.0. This word has been in use since 2016,
however, the practice dates back to 2011. This revolution pervades many areas,
including the economic, corporate, political, and social. Efficiency, global
connectivity, and transparency are becoming more prevalent. Workers'
participation in the firm and work is influenced by this culture on the business
side. This is connected to the function of workers, namely as a driver and source
of innovation for the organization with the technology used.

Attachment is defined variously by different experts. Employee
engagement is defined as a sense of well-being, emphasis on corporate goals,
and compliance to the work environment described the emotional condition of
employees who are enthusiastic, active, and engaged to their work. [4]
described it as a process and result of employee personal participation in the
firm's performance, the link between personal and company ambitions. A
strong and pleasant feeling or emotion to attain organizational goals is an
element of participation.

Because of the high probability of failure to meet goals in digital
transformation, employee participation is becoming increasingly important in
the digital era. The failure rate from performance factors and associated
employee aspects was presented by and The failure rate for attaining the goals
of customer proximity and efficiency is 70%, followed by performance and
sustainability at 93% (from 30% who perform). The human dimensions of this
failure include poor threat management and a tendency to disregard employee
ideas and ambitions. This occurs despite the fact that technology is becoming
more accessible. This demonstrates the significance of examining research on
the causes and implications of worker participation in the digital age.

A systematic literature review includes methods, synthesis, and multiple
pieces of literature that may be accounted for identified six study elements:
defining questions, gathering acceptable research, analyzing research reports,
synthesizing, and establishing evidence. The previous review confirmed that
there are issues that need to be investigated further, specifically what
engagement model is appropriate for the digital era, both in terms of the grand
theory used, unit of analysis, moderating effects for employee engagement,
antecedents or consequences, and methods and techniques used. These six (six)
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components help to clarify the study's future course. The data included in the

research is based on research breakthroughs connected to the digital revolution
from 2015 to 2022.

THEORITICAL REVIEW

Norman introduced the concept of affordance to describe the “human-
computer interaction” that helps the utilization of objects. The “interaction” that
is the focus of Affordance is responsible for describing the relationship between
users and the technology used in their organizations. Digital transformation
studies have been applied in various fields using this concept. The argument
put forward by Vyas et al is that simulations can be carried out using digital
technology, but users must first understand the capabilities of the technology.
Vyas et al identify “three levels of costs: individual user, management level,
and community”. They added: “Relationships can be one-to-one, ie. a
particular user and technology (individual level), one-to-many (organization),
or many-to-many (community level).

Digital technological capabilities, design trends, and infrastructure
influence the economy by increasing technological facilities for work and social.
Li,, Su., Zhang, and Mao investigated the digital transformation of small and
medium enterprises using dynamic management capabilities. Dynamic
management capabilities (DMC) theory considers “managers' abilities to create,
integrate and adapt organizational resources and capabilities”. This increases
managers' ability to drive your company's digital transformation initiatives.
According to current literature, DMC is based on three main components:
“management knowledge, management social capital, and management human
capital”. Managerial awareness focuses on managers' “personal beliefs” and
“mental models” that support decision making. It refers to managers'
knowledge and understanding of current events that inform their decisions.
Managers with limited management experience may be unaware of changes
and hinder their company's change efforts.

Organizational social capital consists of “formal and informal
relationships between managers and other parties”. Managerial human capital
is the knowledge, experience, skills and knowledge of individual managers and
groups of managers. For example, companies in dynamic environments require
good market intelligence and research and development (RandD) capabilities to
gain competitive advantage in the technology industry. Chopra and Sodhi note
that channel management activities are important to compete in traditional
retail market segments. It can be said that after a change in direction, the
company must have the ability to enter new businesses or compete in new
markets.

Involved Grand Theory

The underlying principle of the research has several directions. Some
concentrate on practice without discussing the fundamental philosophy, job
demand resources model, combination, natural resources based, self-
determination theory, signaling theory, social exchange theory, social
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identification theory, the resources based theory dan the service marketing
triangle.
The visual pattern is as follows:

Gabungan
OB Grand Grand Theory Grand Theory
Theory Other Field (OB+)

Figure 2: Directions for Using Grand Theory in Employee Engagement
Research

Source: Processed Data

Unit of Analysis

The units of analysis used in the paper sample were individual, company level,
and combined. The bulk of analytical units were based on individuals. A
related area that has received little attention is the combined individual, group
and collective level analysis carried out Regarding the company level,
employee engagement is still low in small and medium companies, only
research from For small and medium-sized businesses, the combined and
company level are the future mainstream units of analysis.

METHODOLOGY

This study followed the technique of which consists of six parts. In the
introduction, questions have been clarified. The research was gathered utilizing
peer-reviewed article criteria and the phrase employee engagement. Based on
study by the database utilized for main quality includes the ScienceDirect
search engine, as well as Sage Open Journal.

The analytical tool was rayyan.ai. developed Rayyan.ai, a web tool to aid
with systematic literature reviews. The program investigates the author's
keywords. This keyword research aids in the discovery of publications that
simply feature the core study of employee engagement. Of course, only articles
with primary data were considered. The results were chosen journals for
further examination. Then, to assist analysis and data collection, count the
number of articles that contained words (in this case, variables based on the
research question).
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Corporate social responsibility

Figure 1: Vocabulary Mode in 853 Early Journals

Source: Processed data

The term employee engagement yielded 757 journals on ScienceDirect
and 96 journals from Sage Open Journal in the initial search results. Figure 1
indicates that there are words other than objective that have the same
definitions, such as work engagement, job engagement, and others. Using
rayyan.ai and reviewing the abstract, selecting the phrase employment
engagement yielded 71 articles containing employee engagement. Of course,
publications involving primary data rather than literature review papers.

Further study wusing NVIVO 12 plus decreased the number of
publications involved. Initially, this program was simply used to help with
coding to solve research problems. Some journal publications may not explicitly
mention employee involvement. Aside from that, there were articles that were
just appropriate for detailing employment circumstances. So, the total number
of articles that were further evaluated was 22.

Table 1: Journal Study Directions
No Study

1 Business

Hospitality

Operation management
Public Management

Nursing

SN O A~ W DN

Agro Industry

Source: Processed data
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RESULTS

Table 1 shows the direction of the study of the journals participating in
sequence. Employee engagement research often focused on six topics. The
majority of studies were undertaken in the business sector as a whole. The
hospitality industry, which includes hotels and similar enterprises, was ranked
second. There were other studies addressing the agricultural industry, as well
as public administration and nursing. This implies that in the realm of
professionalism, employee engagement is a major problem.

Employee engagement can play a variety of roles in the research under
consideration. For starters, this variable might be a result of other factors. Both
locations are variables that are affected by other factors. There is also research
on whether there are elements that boost or diminish the effect on employee
engagement. Other variables can be moderated by employee engagement. The
specifics will be disclosed later.

Antecedent of Employee Engagement

Employee engagement is influenced by variables relating to psychology,
organizational behavior, features of operations management, and even
marketing, communication, entrepreneurship, customer social responsibility,
and gender. Figure 1 depicts the structure of research on employee engagement
in scientific domains ranging from human resources to a mix of cross-
disciplinary subjects. The bulk of research focus on organizational behavior and
psychology, which are usually combined into one subject of science. On the one
hand, another topic that requires emphasis in future studies is cross-sector
integration.

Organisational Mixed (example:
Behaviour (OB) Field marketing and OB)

Figure 1: Future Directions Study of Employee Engagement Antecedents

Source: Processed data

The two largest studies have more specific factors. Ego resilience, self-
efficacy, a supportive organizational atmosphere, and good affect are all aspects
of the psychological side of things personal character dan religiosity secondary
traumatic stress and psychology capital The organizational behavior side
involves basic need satisfaction burnout dan experience family support job
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crafting job insecurity work life balance, job performance dan leadership job
resources, job satisfaction, perceived environmental support.

Consequences of Employee Engagement

Employee engagement has general consequences for aspects of human
resources. Several studies use this aspect variable, namely Desire to have a
Significant Impact through Work (DSIW), job performance, organizational
pride, retention, task performance, turnover intention, employee buy-in.
Employee engagement research also investigates the impact of entrepreneurial-
related consequences on marketing and business performance, specifically
business performance and customer behavior intentions. This means, as shown
in Figure 4, the focus on cross-effects is a prospective direction for employee
engagement research.

Effects on Effects On
OB Field Cross Field

Figure 4: Directions for Studying the Consequences of Employee
Engagement

Source: Processed data

Moderating Effects for Employee Engagement

Other variables besides elements of organizational behavior (OB) can moderate
research on the effect of antecedent variables investigated factors that moderate
the OB antecedents of employee engagement, namely relationships and job
demands. The political component, gender and corporate reputation were also
conducted. The direction of the moderation study on employee engagement is
as shown in Figure 5.
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Moderated by Moderated by Moderated by
OB Non OB Gender Aspects

Figure 2: Direction of Moderation Study on Employee Engagement

Methods and Technique

Figure 6 depicts the methods and techniques used in the example journal
in three orientations. The researchers' overall orientation is the first kind, which
used only one technique. The second and third categories receive the least
attention. The second is a mixture of qualitative and quantitative data. The third
type of study is using multiple levels of analysis at individual, group and
organizational levels. Effects studies include not just regression but also a
variety of testing procedures, both parametric and non-parametric. This
suggests that the study is very concerned with the consequences in general and
at each level.

* Only quantitative, or
\ * Only Qualitative
romen | » Only one Technique

» Mixed Methods and Each using one method

ixed Method
Quantitative
pnd Qualitativg

» Two or More levels of analysis: Individual, group and organization

muttitevel | © Mutiple Quantitative Techniques
Analysis

Figure 6: Direction of Analysis Methods and Techniques
Source: Processed data

In terms of the nature of variables, namely latent characteristics, sample
article research employed a variety of methodologies. Structural equation
modeling (SEM) with a covariance basis is the first technique. The second
approach is with component-based SEM. The third approach begins with factor
analysis and then use regression. SEM incorporates extra variables into
calculations. Figure 7 depicts the third approach, which is more semi-
integrated. The most popular method is to employ component-based SEM.
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Factor Hyphotesis
Analysis Regression ypTest
(CFA or EFA)

Figure 3: Third approach analysis stage

Research Gap

The discussion of research gaps is meant to provide a general direction
for future research on employee engagement. According to the significant
background discussed, the details of the gap deserve additional investigation.
The general gap is the investigation of the impact of employee engagement on
other aspects of management. The effect of other managerial domains on
employee engagement is the second gap. The influence of other environmental
elements such as politics and social issues is the third gap. The need to control
gender dimensions of employee engagement is the fourth gap. The occurrence
of numerous levels in research relating to this variable is the fifth gap. In
essence, the disparity seen in Figure 8 is due to the interaction of management,
gender, and larger environmental variables (business, economic, and social).

Cross Management
(oB+)

Broad Environment
Gender Effect (Social, Political,
and Business)

Gap (Future Direction)
Of EE Research

Broad Environment
Gender Effect (Social, Political,
and Business)

Cross Management
(OB+)

Figure 8: Research Gap in Employee Engagement

Source: Processed Data
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Research Limitations and Future Research Directions

Several points to consider are some of the study's limitations. There are
now just two search engines, ScienceDirect and Sage Open Journal. This study
is broad in scope and does not address particular gaps. There is no discussion of
the direction of influence or the strength of influence. The overall direction of
employee engagement research, on the other hand, may be mapped and is
expected to be relevant to wider investigations.

It is expected that future study will go numerous directions. To begin,
meta-analysis research on particular and key areas of employee engagement
might be conducted. Second, more focused study on certain key factors could
potentially be undertaken. The goal of future study is to identify research gaps
in the field of management connected to employee management.

CONCLUSIONS AND RECOMMENDATIONS

1. Existing grand theories focus on organizational behavior, while
others employ other subjects or a mix of organizational behavior and
other domains.

2. The most common units of analysis are individuals, businesses, and
joint ventures. The number of small and medium-sized businesses
remains low.

3. Antecedents include not just organizational behavior factors, but also
cross-disciplinary or managerial variables.

4. Employee engagement may have an impact on both organizational
behavior and cross-sector issues.

5. Employee engagement can be moderated by organizational behavior
factors and other sectors, as well as gender characteristics.

6. The majority of methods and techniques follow a single approach,
with a combination of quantitative and quantitative, as well as
multiple level analysis.

7. The gap is often focused on employee engagement research across
management areas, broader environmental consequences, and
gender issues.

FURTHER STUDY
Every research is subject to limitations; thus, you can explain them here
and briefly provide suggestions to further investigations.
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