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ABSTRACT 
The purpose of this study is to explore the relationship between the two 

dimensions of employee engagement (job engagement and organizational 

engagement) and the three dimensions of organizational commitment 

(affective commitment; normative commitment and continuance 

commitment). A total of 138 junior executives working in the private sector of 

Bangladesh have taken part in the survey during August-September 2017. 

Measures of central tendency, dispersion and association have been used as 

part of descriptive statistics while multiple linear regression analysis has been 

used to identify significant predictors of organizational commitment. 

According to the study, the respondents perceived level of engagement is 

found low but very close to moderate (mean=4.678 on a 7 point likert scale). 

The study also reveals that employee engagement has a positive effect on 

affective commitment as well as normative commitment. However, it is found 

that employee engagement has no significant effect on continuance 

commitment. 

 

Keywords: Employee Engagement, Job Engagement, Organizational Engagement, 

Organizational Commitment, Affective Commitment, Normative 
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INTRODUCTION 

 

Private sector has been playing a significant role in the economic 

development of Bangladesh. The sector’s contribution to growth became 

more prominent in the 1990s, with steady growth in the production and 

export of ready-made garments (RMG), textiles, knitwear, and frozen 

foods such as shrimp. The sector is driving innovation and growth in 

many other sectors which have traditionally been dominated by 

government institutions: Education, Power Generation, Airlines, 

Healthcare, Television, Infrastructure, etc. According to Bangladesh 
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Bureau of Statistics (BBS), private investment’s share in GDP increased 

significantly to 23.0 per cent in FY2016 compared to 22.1 per cent in 

FY2015 and is the highest in the last 21 years. However, even though the 

sector is growing rapidly, it is still facing a number of significant 

challenges in order to ensure high organizational commitment and hence 

higher productivity. The low level of employee engagement compared to 

other countries, which may lead to low organizational commitment, is 

one of the challenges many managers face in this regards. 

After doing rigorous literature review, it is found that there are many 

studies in different countries which investigated the relationship between 

employee engagement (job engagement and organizational engagement) 

and organizational commitment (affective commitment, normative 

commitment and continuance commitment). As the private sector has 

been the main engine of economic growth and employment generation in 

Bangladesh, the researcher is inclined to conduct the research in order to 

measure the level of employee engagement as well as organizational 

commitment of junior executives in this sector. 

 

LITERATURE REVIEW 

 

Employee Engagement:  

The term employee engagement has been defined by various researchers 

in numerous, often inconsistent, ways in the literature. The first 

researcher who conceptualized engagement at work was Kahn (1990), 

who described it as the “...harnessing of organization member’s selves to 

their work roles: in engagement, people employ and express themselves 

physically, cognitively, emotionally and mentally during role 

performances”. In other words, engaged employees put a lot of effort in 

their work because they identify with it. In its turn, engagement is 

assumed to produce positive outcomes, both at the individual level 

(personal growth and development) as well as at the organizational level 

(performance quality).  

More easily, employee engagement can be understood as “willingness or 

enthusiasm that the employee holds to spend optional effort towards the 

job” (While Perrin, 2003). In a study about antecedent and consequences 
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of employee engagement, Saks (2006) defines it as the extent to which 

an individual is attentive and absorbed in the performance of his/her 

roles. He differentiated between two types of employee engagement: job 

engagement and organizational engagement. Job engagement refers to 

the extent to which an individual is actually fascinated in the 

performance of his/her own individual job role (pp: 600-619). 

Meanwhile, organizational engagement reflects “the extent to which an 

individual is psychologically present as a member of an organization”.  

The most commonly used definition of employee engagement used by 

academics and in organisations is mentioned in an article by Anitha 

(2014) where she says employee engagement is “the level of 

commitment and involvement an employee has towards their 

organisation and its values”. Thus, the higher a percentage of engaged 

employees an organisation has, the more success the organisation will 

experience (Sundaray, 2011). 

 

Types of Employees based on Level of Engagement 

According to the Gallup, the Consulting organization, there are mainly 

three levels of engagement of employees that occur in the organization. 

A brief description about the three is given below: 

 

1. Actively Disengaged Employees: This is the first category of 

employees, who are unhappy and resentful and spreads unhappiness 

in the organization. Such employees are bad for the organization 

since they are always provoking and convincing the other employees 

to leave their jobs and move out of the organization. However, these 

employees last longer in the firm and remove the prospective 

employees whom they perceive will attain higher position or move to 

the next job level in the near future. They do so, to get ahead in their 

jobs by removing the potential candidates (Business Jargons, n.d.). 

 

2. Engaged Employees: The engaged employees are those who work 

with full passion and are emotionally attached to the organization. 

They are innovative and provide new ideas to move the organization 

forward. Such employees are optimistic and spread positivity among 
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the co-workers. They personalize the goals and objectives and 

always work for the betterment of the organization (Business 

Jargons, n.d.). 

 

3. Not Engaged Employees: This is the category in which majority of 

the employees in the organization fall. These are the ones who seek 

directions from their superior and do only that work which has been 

asked for. Such employees do put in their time, but not passion and 

energy into their work. They like to receive only one instruction at a 

time and lacks innovativeness. These employees can hold either a 

negative or positive attitude towards the organization (Business 

Jargons, n.d.). 

 

Thus, an employee can fall into either of these categories depending on 

his emotional attachment to the firm. The emotional attachment refers to 

the strong emotional bond employee shares with the organization. In a 

research conducted by Gallup, it was found out that 16% of the 

employees working in organizations are actively disengaged, 28% are 

engaged and almost 56% are not engaged. Although these statistics 

cannot be generalized, but they hold true for majority of the cases and 

there may be deviation of 5% here and there for each category and not 

more. 

 

How to improve Employee Engagement?  

 

As proposed by Management Study Guide (MSG), managers should 

consider the following 3 C’s of employee engagement: 

 

1. Career: When individuals join an organization, they expect to build 

a career with it. If the top management and immediate managers 

spend dedicated time in carving out the careers of its employees, they 

will feel that they belong to the organization. They feel engaged 

when they receive support from the management in growing their 

careers. 
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2. Competence: Competence is all about the ability to grow. Regular 

workshops and training sessions must be held in order to help 

employees acquire a higher level of skills and competencies. The 

focus should be on developing for marketable skills.  

3. Care: Sitting at the topmost, care is regarded the finest art of the 

managers by which they can make employees feel an indispensable 

part of their organization. The managers need to be empathetic and 

sensitive towards people and understand their personal problems. 

Showing small day-to-day caring gestures towards employees make 

them feel that they belong to the organization and organization 

belongs to them. 

 

Organizational Commitment: 

In organizational behavior and industrial and organizational psychology, 

organizational commitment is the individual's psychological attachment 

to the organization. As said by Nik Penhale Smith (2016), 

“organisational commitment is the bond employees experience with their 

organisation. Broadly speaking, employees who are committed to their 

organisation generally feel a connection with their organisation, feel that 

they fit in and, feel they understand the goals of the organisation. The 

added value of such employees is that they tend to be more determined 

in their work, show relatively high productivity and are more proactive 

in offering their support”.  

 

Moreover, organizational commitment predicts work variables such as 

turnover, organizational citizenship behavior, and job performance. 

Some of the factors such as role stress, empowerment, job insecurity and 

employability, and distribution of leadership have been shown to be 

connected to a worker's sense of organizational commitment. 

Organizational commitment can be contrasted with other work-related 

attitudes, such as self-efficacy, defined as an employee's feelings about 

their job, and organizational identification, defined as the degree to 

which an employee experiences a 'sense of oneness' with their 

organization (Wikipedia, the free encyclopedia).  As with other topics in 

organizational behavior, a wide variety of definitions and measures of 
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organizational commitment exist. Mowday et. al. (1979) underlined a 

concept named as attitudinal commitment. As an attitude, organizational 

commitment is most often defined as (1) a strong desire to remain a 

member of a particular organization; (2) a willingness to exert high 

levels of effort on behalf of the organization; and (3) a definite belief in, 

and acceptance of, the values and goals of the organization.  

 

Another approach was that of Meyer and Allen (1991). This is one of the 

most widely recognized approaches in organizational commitment 

literature. They developed a three-component model of organizational 

commitment. Because of multidimensional nature of organizational 

commitment, there is growing support for a three-component model. The 

three dimensions area s follows: 

 

Affective commitment 

Affective commitment involves the employee’s emotional attachment to, 

identification with, and involvement in the organization. Employees who 

are affectively committed to the organisation will probably carry on 

working for it because they want to (Meyer & Allen, 1991). Individuals 

who are dedicated at an emotional level usually remain with the 

organisation because they see their individual employment relationship 

as being in harmony with the goals and values of the organisation for 

which they are currently working. Affective commitment development 

involves identification with the organisation and internalisation of 

organisational principles and standards (Beck & Wilson, 2000). 

 

Continuance commitment 

Continuance commitment involves commitment based on the costs that 

the employee associates with leaving the organization. Because of the 

individual’s awareness or consideration of expenses and threats linked to 

leaving the organisation, continuance commitment is considered to be 

calculative (Meyer & Allen, 1997). Individuals with continuance 

commitment remain with a specific organisation because of the money 

they as employees earn as a result of the time spent in the organisation, 

and not because they want to. This differs from affective commitment, 
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where individuals remain with an organisation because they want to and 

because they are familiar with the organisation and its principles. 

 

Normative commitment 

Normative commitment involves the employee’s feelings of obligation 

to stay with the organization. The internalized idea of responsibility and 

commitment allows employees continued membership that is 

appreciated by a specific organization (Allen & Meyer, 1990). The 

normative element is seen as the commitment individuals consider 

morally appropriate regarding their remaining with a specific 

organization, irrespective of how much status improvement or 

fulfillment the organization provides the individual over the years 

(March & Mannari, 1977).  

 

How to Improve Organizational Commitment? 

Managers, can instill organizational commitment in employees by 

creating a desirable corporate culture, stimulating employees and 

rewarding both quality performance and company loyalty (Frenz, 

Roslyn, 2017). This can be done in the following ways: 

a. Observe the activities of other companies with higher levels of 

organizational commitment: Study businesses within the same 

industry to understand how they keep employees committed to their 

current employer. Determine which commitment methods may be 

appropriate for your business. 

b. Encourage employee innovation: Many employees enjoy working in 

a cutting-edge environment that encourages creative ideas and 

personal innovations. Employees who feel that they are contributors 

to the company's strategic direction may feel greater ownership of 

their work, which often leads to enhanced commitment. 

c. Communicate frequently: Most employees appreciate transparent 

management because it keeps them informed of executive decisions 

that may affect their jobs. Consistent corporate communication helps 

minimize negative rumors that would otherwise damage employee 

loyalty. 
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d. Take steps to retain employees: Let them know their work is 

appreciated. Institute company loyalty programs. Visibly honor and 

promote employees who work hard and demonstrate commitment to 

the organization. Institute tenure timetables rewarding the 

commitment of long-standing employees. 

e. Use the organization’s history to install a desirable corporate culture: 

Some companies have a long history full of uplifting stories 

contributing to the company culture and encouraging continued 

loyalty. Tell these stories during employee orientation to instill 

commitment in new employees. 

f. Create a rich employment environment: Host employee events such 

as picnics and holiday parties. Make the company a fun place to 

work. 

Review of Relevant Studies: 

Author(s) & Article Purpose of the Study Key Findings 

Owais Nazir, Jamid 

Ul Islam (2017) 

“Enhancing 

organizational 

commitment and 

employee 

performance through 

employee 

engagement: An 

empirical check” 

To examine the 

relationships between 

perceived organizational 

support, employee 

engagement, employee 

performance and 

affective commitment in 

the context of Indian 

higher education. 

The study revealed a 

positive influence of 

perceived organizational 

support on employee 

performance and 

affective commitment. 

These relationships have 

also been found to be 

mediated by employee 

engagement. 

Andrii Trofimov et 

al. (2016) 

“Organizational 

commitment factors: 

Role of employee 

work engagement” 

To give a detailed 

analysis of such 

phenomena as work 

engagement and 

describes it as a 

significant factor of 

influence on the level of 

organizational 

commitment. 

The study concluded that 

the more an employee of 

the organization feels 

himself engaged in 

work, the more level of 

organizational 

commitment s/he has.  

Ambar Khalid et al. 

(2015) “Relationship 

between 

To find out the 

relationship between 

organizational 

The results indicated that 

there exists a positive 

significant relationship 
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organizational 

commitment, 

employee 

engagement and 

career satisfaction: A 

case of University of 

Gujrat” 

 

commitment, career 

satisfaction and 

employee engagement. 

 

between organizational 

commitment, career 

satisfaction and employee 

engagement but 

organizational 

commitment was more 

closely related to 

employee engagement 

whereas career 

satisfaction was found to 

be significant but not in 

close relationship with 

organizational 

commitment.  

Maha Ahmed Zaki 

Dajani (2015)  

“The Impact of 

Employee 

Engagement on Job 

Performance and 

Organisational 

Commitment in the 

Egyptian Banking 

Sector” 

To identify the key 

drivers of employee 

engagement within the 

Egyptian context and to 

study the impact of 

employee engagement on 

job performance and 

organisational 

commitment based on 

social exchange theory.  

The results indicated that 

employee engagement 

has significant impact on 

job performance, but less 

impact on organisational 

commitment.  

Ali Abbaas Albdour 

and Altarawneh & 

Ikhlas I. (2014) 

“Employee 

Engagement and 

Organizational 

Commitment: 

Evidence from 

Jordan” 

To investigate the 

relationship between the 

two measurements of 

employee engagement 

(job engagement and 

organizational 

engagement) and three 

key measurements of 

organizational 

commitment (affective 

commitment; 

continuance 

commitment; and 

normative commitment) 

The study revealed that   

frontline employees who 

have high job 

engagement and 

organizational 

engagement will have 

high level of affective 

commitment and 

normative commitment. 

On the other hand, high 

employees’ job 

engagement can 

meaningfully affect 

employees’ continuance 
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in the context of 

Jordanian banking sector.  

commitment. 

Collins Badu 

Agyemang and 

Samuel Batchison 

Ofei  (2013) 

“Employee work 

engagement and 

organizational 

commitment: A 

comparative study of 

private and public 

sector organizations 

in Ghana” 

To investigate employee 

work engagement and 

organizational 

commitment using a 

comparative approach of 

private and public sector 

employees in Ghana. 

 

The study revealed that:  

 There is a significant 

positive relationship 

between employee 

engagement and 

employee 

commitment.  

 Employees of private 

organizations have a 

higher level of 

employee 

engagement and 

organizational 

commitment than 

employees in public 

organizations, and 

long-tenured and 

short-tenured 

employees did not 

differ in commitment 

levels.  

Stephen T. Bond  

(2013) 

 “The influence of job 

satisfaction, 

organizational 

commitment, and 

employee 

engagement on intent 

to leave among 

Public school 

Teachers in South 

Louisiana” 

To determine the 

influence of job 

satisfaction, 

organizational 

commitment, and 

employee engagement on 

the intent to leave of 

public school teachers in 

South Louisiana.  

Findings indicate that the 

teachers were generally 

satisfied with their overall 

jobs. Negative 

correlations were found 

between scores for each 

of the three psychological 

measures of job in 

general, organizational 

commitment, and 

employee engagement; 

and Intent to Leave.  

Wai Kwan L. and 

Daniel Cernas O. 

(2011) 

To measure the effect of 

employee engagement on 

continuance and 

The study reveals that 

while engagement has a 

non-significant positive 
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“Effect of Employee 

Engagement on 

Continuance and 

Normative 

Commitment to the 

Organization” 

normative commitment 

to the organization 

association with 

continuance commitment, 

it has a positive 

association with 

normative commitment. 

 

OBJECTIVE 

 

The major objective of this study is to gain better understanding of the 

effects of employee engagement on organizational commitment, 

especially among the junior executives working in the private sector of 

Bangladesh. In order to achieve the major objective, the following 

specific objectives are formulated: 

1. To measure the level of job engagement among junior executives 

working in the private sector; 

2. To measure the level of organizational engagement among junior 

executives working in the private sector;  

3. To measure the level of affective commitment among junior 

executives working in the private sector;  

4. To measure the level of normative commitment among junior 

executives working in the private sector; and  

5. To measure the level of continuance commitment among junior 

executives working in the private sector. 

 

HYPOTHESIS:  

 

Several studies indicate that there is a positive relationship between 

employee engagement and affective commitment (e.g., Richardsen et al., 

2006; Llorens et al., 2006; Hakanen et al., 2006; Saks, 2006; Demerouti 

et al., 2001; Maslach et al., 2001; Brown and Leigh, 1996), but none has 

looked at engagement’s impact on the other two components of 

organizational commitment (continuance commitment and normative 

commitment). However, a study conducted  in Jordan by Ali Abbaas 

Albdour and Ikhlas I. Altarawneh (2014)  indicate that job engagement is 
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positively related to affective commitment and normative commitment 

and negatively related to continuance commitment. Therefore, attempts 

have been made to test the following hypothesizes. 

 

H1: Job engagement is significantly positively related to affective 

commitment;  

H2: Job engagement is significantly positively related to normative 

commitment; 

H3: Job engagement is significantly negatively related to continuance 

commitment;  

H4: Organizational engagement is significantly positively related to 

affective commitment;  

H5: Organizational engagement is significantly positively related to 

normative commitment; and  

H6: Organizational engagement is significantly negatively related to 

continuance commitment.  

 

METHODOLOGY 

 

The research approach followed in this study is empirical and 

quantitative, where a cross-sectional field survey have generated the 

primary research data for this study. The survey is conducted during 

August - September 2017 using two sets of structured questionnaires. 

Two sets of structured questionnaires are personally administered to a 

conveniently selected 188 junior executives’ working for different 

private companies in Dhaka, Narayanganj and Gazipur cities. All of 

them are the participants of the Post-Graduate Diploma in Human 

Resource Management course offered by the Bangladesh Institute of 

Management, Dhaka. Among them, a total of 138 complete responses 

(73 percent) were received, of which, 92 are male and the others are 

female. Respondents’ average age is 29.26 years and average length of 

service is 3.24 years. Measures of central tendency, dispersion and 

association (i.e., mean, standard deviation and correlation) have been 

used as part of descriptive statistics while multiple linear regression 

analysis has been used to identify significant predictors of organizational 



The effects of Employee Engagement on Organizational Commitment: A Survey on Junior Executives 
Working in the Private Sector of Bangladesh, Akhund A. Shamsul A.,  2017, Management Development, 31(1) 

Bangladesh Institute of Management (BIM)                                                                                           Page | 66  

commitment. Statistical software- the Statistical Package for Social 

Sciences (SPSS) is used to analyse the data. 

 

Measurement Instrument  

 

A.  Employee Engagement Scale 

The two dimensions of employee engagement are measured through 

Saks’ (2006) job engagement and organizational engagement scales. The 

job engagement scale consists of five items, such as ‘I really “throw” 

myself into my job’ and ‘sometimes I am so into my job that I lose track 

of time’. On the other hand, the organizational engagement scale consists 

of six items, such as ‘Being a member of this organization is very 

captivating’ and ‘Being a member of this organization makes me come 

“alive.”  

 

B. Organizational commitment Scale  

The three dimensions of organizational commitment- affective, 

continuance and normative- are measured through Allen and Meyer’s 

(1990) organizational commitment scale. The scale consists of 15 items, 

five per dimension. The affective commitment dimension consists of 

such items as ‘I would be very happy to spend the rest of my career with 

this organization' and ‘I enjoy discussing my organization with people 

outside of it’; the continuance commitment dimension consists of such 

items as ‘It would not be too costly for me to leave my organization now' 

and ‘I feel that I have too few options to consider leaving this 

organization’; and the normative commitment scale consists of such 

items as ‘One of the major reasons I continue to work for this 

organizations that I believe that loyalty is important and therefore, feel a 

sense of moral obligation to remain’ As like as employee engagement 

survey, each participant is asked to indicate the extent to which he/she 

agree with statements In both the cases, respondents were requested to 

indicate the extent to which he/she agree with the statements on a 

sevenpoint Likert type scale with anchors (1) strongly disagree to (7) 

strongly agree.  
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RESULTS /FINDINGS 

 

A. Level of Employee Engagement  

The level of employee engagement and organizational commitment of 

the respondents have been explored by examining the mean and standard 

deviation. For a better understanding, the mean values of all variables 

are categorized into three levels -low, moderate and high. Mean values 

of less than 3.50 are categorized as “low”; values between 3.50 and less 

than 5.00 are categorized as “moderate”; and values of 5.0 or higher are 

categorized as “high” level of responses. The results are presented 

below: 

Table 1: Respondents’ Level of Employee Engagement 

Dimensions of Employee 

Engagement 

Perceived Engagement 

Mean Std. Deviation 

Job Engagement 4.847 .297 

Organizational Engagement 4.510 .233 

Average Employee Engagement 4.678 0.265 

 

The above table reveals that the level of job engagement (mean= 4.847) 

is higher than organizational engagement (mean = 4.510) among the 

surveyed respondents. On average, overall employee engagement is 

found low but very close to moderate (mean= 4.6789) among the junior 

executives employed in the private sector of Bangladesh.  

 

Table 2: Respondents’ Level of Organizational Commitment 

Components of  Organizational 

Commitment 

Perceived Organizational 

Commitment 

Mean Std. Deviation 

Affective Commitment 4.819 .391 

Normative Commitment 4.192 .328 

Continuance Commitment 3.033 .247 

Average Organizational Commitment 4.015 0.322 

 

The above table shows that the junior executives’ overall organizational 

commitment is slightly above the low level (mean=4.015). However, 

varying degrees of organizational commitment are expressed with 
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different dimensions. The highest mean score is expressed with 

“affective commitment” (mean=4.819), while the lowest level of 

commitment is marked with “continuance component (mean=3.033).  

 

B. Relationship between Employee Engagement and Organizational 

Commitment 

In order to test the hypothesis relating to the relationship between 

dimensions of Employee Engagement and the dimensions of 

Organizational Commitment, the Pearson’s correlation has been used. 

The correlation coefficients are given below in Table 3.  

Table 3: Correlation between Employee Engagement and 

Organizational Commitment  

 JE OE AC NC CC 

JE 1     

OE .504** 1    

AC .544** .498** 1   

NC .226** .335** .197* 1  

CC -.002 -.034 -.090 .062 1 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Note: JE (job engagement), OE (organizational engagement), AC 

(affective commitment), CC (continuance commitment) and NC 

(normative commitment). The above table shows that job engagement is 

significantly positively correlated with affective commitment (r=0.544) 

as well as normative commitment (0. 226). Similarly, organizational 

commitment is also significantly correlated with affective commitment 

(r=0.498) as well as normative commitment (0.335). However, no 

significant negative relationship has been found between job engagement 

and continuance commitment (-0.002) as well as job engagement and 

continuance commitment (-0. 034).  

 

The results accept the hypotheses- 1, 2, 3 and 4. However, the 

hypotheses 5 and 6 are rejected in this study. These findings are 

consistent with the results of prior studies, particularly in Ali Abbaas 

Albdour and Ikhlas I. Altarawneh (2014) and Wai Kwan Lau (2011). 
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C. Multiple Regression Analysis 

With the purpose of determining the impact of job engagement and 

organizational engagement on different dimensions of organizational 

commitment, the following three regression models have been 

developed: 

Model-1: Affective Commitment=a + b1Job Engagement + 

b2Organizational Engagement +  

Model-2: Normative Commitment= a + b1Job Engagement + 

b2Organizational Engagement +  

Model-3: Continuance Commitment=a + b1Job Engagement + 

b2Organizational Engagement +  

 

Each of the above regression models have been analyzed using statistical 

software SPSS. The results of the multiple linear regression analysis for 

each model are given below: 

 

D. Summaries of Regression Analysis 

Using SPSS, multiple linear regression analysis have been done 

separately for the above mentioned three regression models. Findings of 

the regression analysis can be summarized as follows: 

 

Table 4: Model Summery  

Model Dependent 

Variable 

R R 

Square 

Adjusted 

R Square 

F Sig. 

Model-

1 

Affective 

Commitment 
0.63 .392 .388 

32.2

7 
.00 

Model-

2 

Normative 

Commitment 
0.34 .116 .103 8.90 .00 

Model-

3 

Continuance 

Commitment 
0.04 .001 .013 .098 .91 

a. Predictors: (Constant), Job Engagement, Organizational Engagement 

Table-4 represents that: 

 

1. In the case of Model-1, the value of Adjusted R Square (R2) is 0.388. 

Therefore, it can be concluded that 38.8% of the variation in the 

normative commitment is explained by the dimensions of employee 
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engagement, i.e. job engagement and organizational engagement, 

while the rest 61.2 % is influenced by other factors that have not 

been examined. Further, the P-value (<.01) for the F-test points out 

that the overall model is fit. This means at least one of the 

independent variables is significant in the model-1. 

 

2. In the case of Model-2, the value of Adjusted R Square (R2) is 0.103. 

Therefore, it can be concluded that 10.3% of the variation in the 

normative commitment is explained by the dimensions of employee 

engagement, i.e. job engagement and organizational engagement, 

while the rest 89.7% is influenced by other factors that have not been 

examined. Further, the P-value (<.01) for the F-test indicates that the 

overall model is fit. This means at least one of the independent 

variables is significant in the model-2. 

 

3. In case of Model-3, the value of Adjusted R Square (R2) is 0.013. 

Therefore, it can be concluded that very insignificant (1%) portion of 

the variation in the continuance commitment is explained by the 

dimensions of employee engagement, i.e. job engagement and 

organizational engagement, while the rest 99.9% is influenced by 

other factors that have not been examined. Accordingly, the P-value 

(>.01 or even .10) for the F-test indicates that the model-3 has no 

predictive capability.  
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Table 5: Coefficients 

Model Variables Un-

standardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

B 
Std. 

Error 
Beta 

Model-

1a 

 

(Constant) 1.810 .388  4.66 .000 

Job 

Engagement 
.492 .073 .526 9.52 .000 

Organizational 

Engagement 
.426 .093 .432 7.83 .000 

Model-

2b 

 

(Constant) 1.898 .553  3.43 .001 

Job 

Engagement 
.184 .104 .196 2.81 .017 

Organizational 

Engagement 
.418 .132 .296 3.16 .002 

Model Variables Un-

standardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

Model-

3c 

(Constant) 3.162 .442  7.15 .000 

Job 

Engagement 
-.017 .083 .020 .20 .840 

Organizational 

Engagement 
-.047 .106 -.044 -.44 .660 

a. Dependent Variable: Affective Commitment  

b. Dependent Variable: Normative Commitment  

c. Dependent Variable: Continuance Commitment  

 

Table-5 shows the coefficients of the regression line (B values under 

unstandardiized coefficients column) for the regression models, which 

can be interpreted as follows: 

 

In case of Model-1:  

It can be said that that both the dimensions of employee engagement 

have a significant positive effect on affective commitment (p <.000). 

Based on the B values under un-standardized coefficients column, we 

can therefore draw the following inferences: 

a. A one- unit increase in job engagement will lead to a 0.692 unit 

increase in affective commitment. 
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b. A one- unit increase in organizational engagement will lead to a 

0.726 unit increase in affective commitment. 

 

Furthermore, based on the beta values, Organizational Engagement (  = 

0.305) seemed to have the strongest effect on affective commitment 

followed by job engagement (  = 0.290, p< .01).  

 

In case of Model-2:  

It can be stated that both the dimensions of employee engagement have a 

significant positive effect on affective commitment (p <.000). Based on 

the B values under un-standardized coefficients column, we can 

therefore draw the following inferences: 

 

a. A one- unit increase in job engagement will lead to a 0. 084 unit 

increase in affective commitment. 

b. A one- unit increase in organizational engagement will lead to a 0. 

418 unit increase in affective commitment. 

 

Furthermore, based on the beta values, Organizational Engagement (  = 

0. 296) seemed to have the strongest effect on affective commitment 

followed by job engagement (  = 0. 076, p< .01).  

 

In case of Model-3: 

Based on the P-value, it can be said that both the dimensions of 

employee engagement have negative but statistically insignificant effect 

on continuance commitment.  

Thus we can conclude that employee engagement positively affects two 

dimensions of organizational commitment, i.e. affective commitment 

and normative commitment. But there is no significant impact of 

employee engagement on continuance commitment.  

 

MANAGERIAL IMPLICATIONS AND CONCLUSION  

 

The findings of the study indicate that both the dimensions of employee 

engagement (job engagement and organizational engagement) are 
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positively and significantly related to the affective and normative 

dimensions of organizational commitment. However, unfortunately, the 

junior executives working in the private sector of Bangladesh perceived 

a low but close to moderate level of employee engagement showing 

almost the same level of commitment towards their organizations. These 

findings may be a cause of concern for the management in the private 

sector of Bangladesh. Therefore, innovative and adaptable managerial 

interventions need to be taken to improve employee engagement and to 

make stronger their organizational commitment. 

 

In managerial implication, this study has provided useful information to 

the management of the private sector. With this information, the 

managements will be able to know how to increase the organizational 

commitment of employees. To achieve this, urgent and concrete 

strategies must focus on the development of effective job engagement as 

well as organizational engagement. It is also required to contribute to the 

development of organizational commitment by conducting survey on 

employee engagement.  

 

As a final point, the present study makes useful additions to the current 

knowledge base by examining the impact of employee engagement on 

organizational commitment. However, there are some limitations to this 

study. It is due to time constraints and limited data available. One other 

limitation of this study is that it covered only three cities in Bangladesh. 

Thus, future studies should use a less restricted sample to extend the 

applicability of the findings of this study. Moreover, to get a more 

perfect result, studies may be undertaken to measure the level of 

employee engagement and organizational commitment in different 

industries. 
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