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Abstract
This study investigated the influence of employees engagement dimensions on job performance and retention among staff of The Polytechnic, Ibadan, Nigeria. The institution, renowned for its academic and administrative diversity, provided a robust environment for analyzing engagement dynamics in the higher education sector. Adopting a quantitative cross-sectional research design, data were collected from 292 employees selected through stratified random sampling. A structured questionnaire comprising 57 validated items measured five engagement dimensions; work environment, leadership styles, teamwork, training and development, and compensation/remuneration; and two work outcomes: job performance and employee retention. Using SPSS (version 26), data were analysed  through Canonical Correlation and Pearson’s correlation techniques. Results revealed a significant multivariate association between engagement components and work outcomes (canonical correlation = 0.537, p < 0.001). Training and development (r = 0.632) and compensation (r = 0.634) exhibited the strongest correlations with job performance and retention, respectively. These findings underscore the critical role of continuous training, equitable compensation, and supportive work environments in enhancing productivity and retention. The study recommended institutional policies that strengthen engagement practices through leadership development, collaborative culture, and reward structures. Future research should explore longitudinal models and cross-institutional comparisons to deepen understanding of engagement-performance dynamics.
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INTRODUCTION
Employee engagement has emerged as one of the most critical determinants of organizational effectiveness in contemporary management and educational research. It reflects the extent to which employees are physically, emotionally, and cognitively invested in their work roles, influencing key outcomes such as productivity, job satisfaction, commitment, and innovation (Macey et al., 2020; Ahmed et al., 2023). Engaged employees demonstrate enthusiasm, resilience, and dedication, which collectively enhance organizational performance and service quality. Conversely, disengaged employees often exhibit diminished morale, reduced efficiency, and limited motivation, which adversely affect institutional effectiveness and long-term sustainability (Al Suwaidi et al., 2021; Adhihusada & Gunawan, 2025). Consequently, employee engagement has evolved from being a human resource management concern to a strategic priority that determines an organization’s capacity to thrive in dynamic environments.
The theoretical underpinnings of employee engagement are well articulated in seminal models such as Kahn’s Engagement Theory and the Job Demands–Resources (JD-R) Model by Bakker and Demerouti (2019). Kahn’s theory posits that employees achieve optimal engagement when they perceive their work as meaningful, experience psychological safety, and have access to sufficient resources to perform effectively. This perspective emphasizes the role of workplace conditions, leadership support, and organizational culture in shaping engagement levels. The JD-R Model further reinforces this argument by asserting that while excessive job demands such as workload and emotional strain can lead to burnout, the availability of adequate resources, including autonomy, social support, and recognition, can counterbalance these pressures and foster sustained engagement. Together, these frameworks highlight that engagement is not merely an individual disposition, but a multifaceted construct shaped by both personal motivation and organizational factors (Bakker & Demerouti, 2020; Knight et al., 2021).
Conceptually, employee engagement is manifested through three interrelated components—vigor, dedication, and absorption (Schaufeli et al., 2019). Vigor denotes employees’ energy and persistence in fulfilling job responsibilities, dedication represents their strong sense of purpose and commitment, while absorption refers to their deep immersion and focus in work activities. These elements collectively define an employee’s level of psychological connection to their job, influencing performance, innovation, and satisfaction (Anitha & Arulrajah, 2020; Kim & Park, 2021). Numerous studies affirm that engaged employees not only perform better but also exhibit stronger organizational citizenship behaviours, are more proactive, and demonstrate lower turnover intentions (Bakker & Demerouti, 2020; Memon et al., 2022). By contrast, disengaged employees are often less innovative and more prone to absenteeism, which undermines overall organizational productivity.
In the context of higher education institutions, particularly in developing nations such as Nigeria, employee engagement assumes even greater importance. Universities and polytechnics operate as knowledge-driven entities that rely heavily on the commitment and motivation of academic and administrative staff to achieve their institutional goals. Engaged faculty members are more likely to design innovative pedagogical methods, contribute to impactful research, and foster student development, while engaged administrative personnel enhance operational efficiency and policy implementation (Alharbi & Alzahrani, 2021; Memon et al., 2022). However, sustaining engagement within Nigerian tertiary institutions has been challenging due to systemic issues such as limited resources, inadequate infrastructure, poor professional development opportunities, and inconsistent remuneration structures (Akinwale & George, 2020; Adebayo & Ogunyemi, 2023). Additionally, bureaucratic rigidity, leadership inefficiencies, and the lack of psychological empowerment further exacerbate disengagement among staff members (Okolie et al., 2024).
These institutional realities underscore the necessity of examining the dynamics of employee engagement and its implications for work outcomes within Nigerian higher education contexts. Evidence suggests that institutions with higher engagement levels record improved performance, staff retention, and job satisfaction, alongside enhanced institutional reputation and service quality (Nguyen and Ha, 2023). For The Polytechnic Ibadan, fostering a culture of engagement is not merely a managerial responsibility but a strategic necessity for achieving academic excellence, organizational resilience, and sustainable growth. Understanding the mechanisms through which engagement influences work outcomes such as job performance, productivity, and retention will provide valuable insights for institutional leaders and policymakers seeking to enhance effectiveness in the Nigerian tertiary education system.
Despite the increasing global recognition of employee engagement as a critical driver of organizational performance and employee retention, its contextual relevance within Nigeria’s higher education sector; particularly in polytechnics; remains underexplored. Existing studies have largely centered on private corporations and service industries, with minimal focus on public tertiary institutions such as The Polytechnic, Ibadan, where work environment conditions, leadership practices, and resource allocation differ considerably. As a result, there is a limited understanding of how employee engagement dynamics translate into work outcomes within academic environments characterized by bureaucratic structures and evolving administrative demands.
Moreover, most existing research has treated the determinants of engagement, such as leadership style, compensation, teamwork, and training; as isolated variables rather than as components of a unified system influencing work outcomes. This fragmented approach fails to account for the interactive and mediating effects of engagement across institutional contexts, leaving a conceptual and empirical gap in understanding how engagement drives employee performance and retention in polytechnics.
This study makes three major contributions to literature and practice:
i. It empirically examines employee engagement; vigor, dedication, and absorption; within a Nigerian polytechnic, filling a critical contextual gap in higher education research.
ii. It develops and validates an integrated model linking organizational factors to employee engagement and work outcomes, extending engagement theory in public academic contexts.
iii. It provides actionable, evidence-based insights and policy directives for institutional leaders to strengthen engagement, performance, and organizational effectiveness.
LITERATURE REVIEW
Dimensions of Employee Engagement
Employee engagement refers to the degree of commitment, passion, and discretionary effort employees display toward their organization and its goals. It reflects the emotional and cognitive connection employees have with their work, leading to enhanced performance and organizational success (Macey et al., 2020; Ahmed et al., 2023). Engaged employees are characterized by vigor, dedication, and absorption, reflecting their energy, involvement, and focus at work (Schaufeli & Bakker, 2019). In this study, employee engagement is conceptualized as a multidimensional construct shaped by key organizational factors—work environment, leadership styles, teamwork, training and development, and compensation/remuneration—which collectively influence work outcomes.

The work environment plays a fundamental role in shaping employee engagement, as a supportive, safe, and resourceful workplace encourages motivation and commitment (Chaudhary & Sharma, 2021). A conducive environment reduces stress and fosters productivity. Leadership style is another critical factor influencing engagement. Transformational and participatory leadership behaviours that promote trust, communication, and shared vision are found to increase engagement levels (Breevaart et al., 2019; Hassan et al., 2022). In contrast, autocratic or disengaged leadership often reduces morale and commitment. Teamwork enhances engagement by fostering collaboration, belongingness, and shared purpose among employees (Andrew & Sofian, 2020). When employees perceive effective team cohesion and mutual support, they tend to invest greater emotional energy in their work. Training and development opportunities also boost engagement by enhancing employees’ competencies, confidence, and career growth prospects (Anitha & Arulrajah, 2020; Khan et al., 2023). Continuous professional development signals organizational support and value, reinforcing reciprocal commitment. Lastly, compensation and remuneration serve as extrinsic motivators that influence engagement levels by providing fairness, recognition, and a sense of reward for effort (Tanwar & Prasad, 2021; Mensah, 2024). Inadequate compensation often leads to disengagement and turnover intentions.
Definition and Components of Work Outcomes
Work outcomes represent the tangible and intangible results of employees’ engagement and efforts within the organization. Key dimensions include job performance, employee retention, and job satisfaction. Job performance refers to the efficiency and effectiveness with which employees execute their tasks to achieve organizational goals (Armstrong & Taylor, 2020). Employee retention reflects the organization’s ability to maintain its workforce over time by fostering loyalty and minimizing turnover (Kossivi et al., 2021). Job satisfaction denotes the degree to which employees derive fulfillment and positive emotions from their work experiences (Judge et al., 2019). These outcomes are interrelated, with engagement serving as a central mechanism linking organizational factors to improved performance, reduced turnover, and higher satisfaction (Memon et al., 2022).
Connecting these concepts to the study’s objectives, the research seeks to determine (i) how individual and interactive components of engagement influence work outcomes; (ii) the relationship between engagement and job performance; and (iii) the relationship between engagement and employee retention in The Polytechnic, Ibadan, Oyo State.
Theoretical Review
Kahn’s Engagement Theory (1990)
Kahn’s theory is widely regarded as the foundation of employee engagement research. He proposed that engagement occurs when employees express themselves physically, cognitively, and emotionally during role performances. Three psychological conditions; meaningfulness, safety, and availability; determine engagement levels. In the Polytechnic Ibadan context, when employees find their work meaningful, feel secure under supportive leadership, and have access to adequate resources, they are more likely to display high engagement, leading to improved performance and retention.
Social Exchange Theory (SET)
Proposed by Blau (1964), SET posits that social behaviour is governed by reciprocal exchanges; employees reciprocate favourable treatment from their organizations with positive work behaviours. When the institution provides a supportive environment, fair compensation, and opportunities for development, employees respond with greater commitment, performance, and loyalty (Saks, 2006). This theory provides the underlying logic for understanding how engagement mediates the relationship between organizational practices and work outcomes at The Polytechnic Ibadan.
Job Demands–Resources (JD-R) Model
The JD-R Model (Bakker & Demerouti, 2007) asserts that employee engagement results from the balance between job demands (e.g., workload, stress) and job resources (e.g., leadership support, teamwork, compensation). When resources outweigh demands, employees experience higher engagement, motivation, and productivity. Within The Polytechnic Ibadan, adequate job resources such as professional development, recognition, and collaborative culture are likely to enhance engagement, thus improving job performance and retention.
Conceptual Linkage to Research Questions
The conceptual and theoretical foundations collectively underpin the study’s key research questions:
RQ1: To what extent do the individual and interactive components of employee engagement (work environment, leadership, teamwork, training, and compensation) influence work outcomes?
RQ2: Is there a significant relationship between employee engagement and job performance?
RQ3: Is there a significant relationship between employee engagement and employee retention?
Drawing on Kahn’s psychological conditions, the SET principle of reciprocity, and the JD-R model’s resource–demand balance, the study posits that employee engagement serves as a vital mechanism linking institutional practices to work outcomes in The Polytechnic Ibadan. These frameworks collectively establish a robust theoretical foundation for understanding how engagement translates organizational support into tangible employee performance and retention outcomes.
Empirical Review
Tanwar and Prasad (2021)found that employee engagement significantly enhances performance by fostering emotional commitment and organizational connection, although its direct measurement remains complex. Hughes et al. (2019) examined AI’s dual impact, revealing that while AI enhances efficiency, it may reduce engagement if fairness is overlooked. Ahmed et al. (2020) showed that engagement positively influences organizational performance in higher education, with knowledge sharing partially mediating this relationship. Similarly, Riyanto et al. (2021) identified engagement as an indirect driver of performance through motivation and satisfaction among IT professionals. Goyal et al. (2023) established that HRM practices such as training, rewards, and involvement significantly predict engagement (R² = 0.33), with engagement varying across age groups. Mustaqim et al. (2024) demonstrated that engagement directly and indirectly improves performance via employee competence, highlighting the need for involvement and skill development. Farinha and Pina (2025) emphasized positive leadership in maintaining engagement in AI-driven workplaces, while Rasheed et al. (2025) revealed that feedback and delegation foster engagement through psychological empowerment. Collectively, these studies affirm that employee engagement remains a key determinant of performance, retention, and organizational sustainability across sectors. 
METHODOLOGY
Study Area
The research was conducted at The Polytechnic, Ibadan, located in Oyo State, Nigeria. The institution was selected for its prominence as one of the leading polytechnics in the country, with a diverse workforce spanning academic, administrative, and technical departments. The Polytechnic operates in an educational environment that demands high employee engagement to sustain quality service delivery and institutional performance, making it an ideal setting for examining the relationship between employee engagement and work outcomes.
Research Design
This study adopted a quantitative cross-sectional research design to examine the impact of employee engagement on work outcomes among staff of The Polytechnic, Ibadan. The design allowed for systematic data collection from a representative sample at a single point in time and facilitated statistical analysis to establish relationships between engagement components and work outcomes. This approach ensured objectivity, reliability, and empirical rigor in testing the study hypotheses.
Population and Sampling
The study population comprised 901 employees, including 342 academic and 559 non-academic staff. A stratified random sampling technique was employed to ensure adequate representation of different staff categories across faculties and departments. Using the Yamane formula, a sample size of 292 respondents was determined. Stratification enhanced representativeness and reduced sampling bias, ensuring balanced participation across employee groups.
Data Collection Instrument and Techniques
Primary data were collected using a structured questionnaire distributed across academic and administrative units of the Polytechnic. Data collection was facilitated through departmental representatives to ensure inclusiveness and a high response rate. The questionnaire served as a standardized tool for capturing employee engagement practices and perceived work outcomes.
Research Instrument
The instrument contained 57 items divided into three sections: demographic characteristics, employee engagement dimensions, and work outcomes. Employee engagement was measured across five components; work environment, leadership styles, teamwork, training and development, and compensation; adapted from validated scales. Work outcomes, including job performance and retention, were assessed using established instruments. All items were measured on 5-point Likert scales, and the overall Cronbach’s alpha of 0.936 confirmed high reliability.
Data Analysis
Data were analysed using SPSS version 26. Descriptive statistics (means, standard deviations, and frequencies) summarized respondents’ characteristics, while canonical correlation and Pearson’s correlation analyses were employed to test the hypotheses. Statistical significance was determined at a 5% level (α = 0.05) to ensure empirical robustness and accuracy of findings.
Model Specification
This study models employee work outcomes (Y); specifically, job performance, job satisfaction, and employee retention; as functions of multiple dimensions of employee engagement (X₁–X₅), including work environment, leadership styles, teamwork, training and development, and compensation/remuneration. To accomplish the first objective, the Canonical Correlation Analysis (CCA) model will be employed to assess the multivariate relationship between the composite dimensions of employee engagement and work outcomes. This is expressed in Equation (3.1):
                                  (metric, nonmetric)  (metric, nonmetric)
Here,  represent the dependent variables (work outcomes: job performance, satisfaction, and retention), while denote the independent variables (employee engagement dimensions: work environment, leadership styles, teamwork, training and development, and compensation). To address the second and third objectives, the Pearson’s Correlation Technique will be used to determine the strength and direction of the linear relationships between employee engagement (EE) and specific work outcomes, as represented in Equation (3.2):
Where:
= Work outcomes (job performance, job satisfaction, and retention)
= Employee engagement dimensions
= Pearson’s correlation coefficient measuring the degree of association between the variables
This specification provides a robust analytical framework for testing the study’s hypotheses and determining how the various components of employee engagement collectively and individually influence employee work outcomes at The Polytechnic, Ibadan.
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Reliability
The reliability of the instrument used to measure job performance, employee retention, work environment, leadership styles, teamwork, training and development, and compensation/remuneration was assessed using Cronbach’s alpha. Results in Table 1 indicated high internal consistency, with an overall alpha of 0.936. Individual constructs showed strong reliability: job performance (0.839), employee retention (0.692), work environment (0.893), leadership styles (0.924), teamwork (0.872), training and development (0.878), and compensation/remuneration (0.854). Although employee retention’s alpha was slightly below 0.7, it remains acceptable for exploratory research.
Descriptive Statistics of Demographics
Table 2 presents the demographic profile of respondents. Males (55.8%) slightly outnumbered females (44.2%), reflecting a modest gender gap within the Polytechnic workforce. The majority of participants were aged 46–55 years (38.4%), followed by those aged 36–45 years (31.5%), indicating a predominance of mid-career professionals. Academic staff represented 64.4% of the sample, while non-teaching staff accounted for 35.6%. Notably, 52.1% had served for over 15 years, demonstrating considerable institutional experience. Educationally, most respondents possessed HND/Bachelor’s degrees (50.7%), with 26% holding Master’s degrees. This demographic diversity enhances the generalizability, depth, and contextual relevance of the study’s findings.
Table 1: Cronbach’s Alpha Reliability Coefficient for Study Variables
	Variables/Factors
	Number of Items
	Cronbach’s Alpha Reliability Coefficient

	Job Performance
	5
	0.839

	Employee Retention
	5
	0.692

	Work Environment
	5
	0.893

	Leadership Styles
	5
	0.924

	Teamwork
	5
	0.872

	Training and Development
	5
	0.878

	Compensation/Remuneration
	5
	0.854

	All Items
	35
	0.936


Source: Field Survey, 2025
Test of Hypothesis
For this study, three (3) hypotheses were formulated and tested.
Hypothesis 1
H1: The components of employee engagement do not have a main or interactive effect on the work outcomes of employees in The Polytechnic Ibadan, Oyo State.
Table 3 presents the canonical correlation analysis (CCA) results, which examined the multivariate association between employee engagement components and work outcomes among staff of The Polytechnic Ibadan. The analysis tested Hypothesis One, which stated that the components of employee engagement do not have a main or interactive effect on work outcomes. The CCA produced a statistically significant canonical correlation coefficient of 0.537, with Wilks’ Lambda of 0.619, F-value of 15.453 (df = 10, 570), and p-value of 0.000, indicating a strong and meaningful relationship between the sets of engagement variables (X-set) and work outcome variables (Y-set). 
Table 2: Descriptive Statistics of Respondents’ Demographics
	Demographic Characteristics
	Frequency
	Percentage (%)

	Gender
	
	

	Male
	163
	55.8

	Female
	129
	44.2

	Age Group
	
	

	18–25 years
	4
	1.4

	26–35 years
	32
	11.0

	36–45 years
	92
	31.5

	46–55 years
	112
	38.4

	56 years and above
	52
	17.8

	Employment Category
	
	

	Academic Staff
	188
	64.4

	Non-Teaching Staff
	104
	35.6

	Years of Service in The Polytechnic, Ibadan
	
	

	Less than 1 year
	12
	4.1

	1–5 years
	24
	8.2

	6–10 years
	44
	15.1

	11–15 years
	60
	20.5

	Above 15 years
	152
	52.1

	Highest Educational Qualification
	
	

	SSCE/OND
	40
	13.7

	HND/Bachelor’s Degree
	148
	50.7

	Postgraduate Diploma
	16
	5.5

	Master’s Degree
	76
	26.0

	Ph.D
	12
	4.1


               Source: Field Survey, 2025

This result demonstrates that the components of employee engagement jointly and significantly explain variations in job satisfaction and employee retention. The canonical model accounted for 73.2% of the shared variance between both variable sets, with 39.7% variance extracted by the engagement variables and 20.5% by the work outcome variables. Among the engagement dimensions, compensation/remuneration (-0.935) and training and development (-0.664) exhibited the highest canonical loadings, identifying them as the most influential factors affecting work outcomes. The work environment (-0.615) and teamwork (-0.483) also contributed considerably, while leadership styles (-0.237) demonstrated a relatively weaker loading in the first canonical function but remained important in predicting job satisfaction (-0.230). On the outcome side, employee retention (-0.597) loaded more strongly on the first canonical function, whereas job satisfaction (-0.973) dominated the second function, highlighting distinct engagement-outcome linkages. Figure 1 illustrates the canonical loadings for both engagement dimensions (WE, LS, TW, TD, CR) and work outcomes (JS and ER).
[bookmark: _Hlk158468384]Table 3: Summary of Canonical Correlation Analysis
	X-Variables
	Canonical Factor
	Y-Variables
	Canonical Factor

	Work Environment (WE)
	-0.615
	Job Satisfaction (JS)
	-0.230

	Leadership Styles (LS)
	-0.237
	Employee Retention (ER)
	-0.597

	Teamwork (TW)
	-0.483
	
	-

	Training & Development (TD)
	-0.664
	
	-

	Compensation/Remuneration (CR)
	-0.935
	
	-

	Variance Extracted % (Set 1 by Self): 39.7%
Variance Extracted % (Set 2 by Self): 20.5%
Variance X–Y canonical variable: 73.2% 
Canonical Correlation: 0.537
F-value = 15.453 (df = 10, 570)
Wilks' Lambda statistic = 0.619
p-value: 0.000


Source: Field Survey, 2025
[image: ]
[bookmark: _Hlk158467957][bookmark: _Hlk176615280]Figure 1: The path of canonical correlation analysis.
These findings indicate that improved compensation and developmental opportunities significantly enhance retention, while leadership and teamwork exert greater influence on job satisfaction. Therefore, these results reject the null hypothesis, confirming that employee engagement dimensions exert substantial main and interactive effects on employees’ work outcomes in The Polytechnic Ibadan. 

Hypothesis 2
H₀₂: There is no significant relationship between employee engagement and job performance of employees in The Polytechnic Ibadan, Oyo State.
Table 4 presents the Pearson correlation analysis examining the relationship between employee engagement dimensions and job performance among employees of The Polytechnic, Ibadan. The results indicate statistically significant positive relationships across all variables (p < 0.01). Training and development exhibited the strongest correlation with job performance (r = 0.632), followed by teamwork (r = 0.591) and compensation/remuneration (r = 0.591). Leadership styles (r = 0.506) and work environment (r = 0.523) also demonstrated significant associations, though to a lesser extent. These findings provide empirical evidence to reject the null hypothesis, confirming that employee engagement significantly influences job performance. 
Table 4: Pearson Correlation Coefficients between Employee Engagement Dimensions and Work Outcomes
	Variables
	Employee Retention
	Job Performance

	Work Environment
	0.539**
	0.523**

	Leadership Styles
	0.555**
	0.506**

	Teamwork
	0.633**
	0.591**

	Training and Development
	0.666**
	0.632**

	Compensation/Remuneration
	0.634**
	0.591**

	N
	292
	292


           Note: **p < 0.01 (2-tailed).
           Source: Field Survey, 2025.

This implies that fostering a supportive work environment, promoting effective leadership, encouraging teamwork, and prioritizing continuous training and fair compensation enhance employee productivity and institutional efficiency. Thus, employee engagement serves as a strategic mechanism for optimizing performance outcomes in higher educational institutions such as The Polytechnic, Ibadan.
Hypothesis 3
H₀₃: There is no significant relationship between employee engagement and employee retention in The Polytechnic Ibadan, Oyo State.
Table 4 presents the Pearson correlation analysis examining the relationship between employee engagement dimensions and employee retention among staff of The Polytechnic, Ibadan. The results reveal strong, statistically significant positive correlations across all engagement variables (p < 0.01), with coefficients ranging from r = 0.539 to r = 0.666. Training and development demonstrated the strongest association with retention (r = 0.666), followed by compensation/remuneration (r = 0.634) and teamwork (r = 0.633). Leadership styles (r = 0.555) and work environment (r = 0.539) also showed significant positive relationships, though slightly weaker in magnitude. These findings lead to the rejection of the null hypothesis, affirming that employee engagement significantly influences employee retention. Employees are more likely to remain when they perceive supportive leadership, equitable compensation, teamwork, and continuous professional development. Hence, institutional management should strengthen engagement initiatives such as training, fair rewards, and collaborative culture to enhance long-term employee retention and organizational stability.
Discussion of Results
The findings of this study provide robust empirical evidence that employee engagement dimensions; work environment, leadership styles, teamwork, training and development, and compensation/remuneration; significantly influence employees’ work outcomes, job performance, and retention in The Polytechnic, Ibadan. This aligns with the growing body of literature affirming that engagement is a multidimensional construct that enhances individual and organizational productivity (Kahn, 1990; Saks, 2006). The canonical correlation analysis revealed a statistically significant relationship between employee engagement components and work outcomes (Wilks’ Λ = 0.619, F = 15.453, p < 0.001), accounting for 73.2% shared variance. This underscores that engagement dimensions jointly and interactively shape employee satisfaction and retention. Among these dimensions, compensation/remuneration and training and development emerged as the most influential predictors, corroborating Herzberg’s Two-Factor Theory (Herzberg, 1968), which posits that intrinsic motivators such as growth opportunities and extrinsic rewards drive satisfaction and commitment. This finding also resonates with the Social Exchange Theory (SET) (Blau, 1964), suggesting that employees reciprocate organizational investment (e.g., fair pay, training) with loyalty and enhanced performance.
Furthermore, the significant positive correlation between employee engagement and job performance (r = 0.632, p < 0.01) supports prior research by Harter, Schmidt, and Hayes (2002), who found that engaged employees exhibit higher productivity and lower absenteeism. Training and development had the strongest influence on performance, echoing Bakker and Demerouti’s (2017) Job Demands–Resources (JD-R) model, which emphasizes that development resources increase motivation and performance. Similarly, teamwork and leadership styles demonstrated strong associations with performance, aligning with Xanthopoulou et al. (2009), who reported that collaborative environments foster vigor, dedication, and absorption; key dimensions of engagement that translate to improved outcomes.
The correlation between engagement and retention (r = 0.666, p < 0.01) also validates findings by Albrecht et al. (2015) and Karatepe (2013), who emphasized that engaged employees are less likely to leave their organizations due to stronger emotional and professional attachment. Compensation and recognition systems emerged as key retention drivers, in line with Armstrong and Taylor (2020), who highlighted the role of fair reward systems in reducing turnover. Additionally, leadership styles and teamwork were linked to satisfaction and commitment, reinforcing the argument that supportive leadership and collaborative work cultures sustain long-term engagement (Schaufeli & Bakker, 2010). In theoretical terms, the integration of Kahn’s (1990) Personal Engagement Theory and SET explains why employees reciprocate organizational support with improved performance and loyalty. When the work environment is conducive and leadership is empowering, employees experience psychological safety and meaningfulness, leading to higher engagement and reduced turnover. Therefore, the results affirm that employee engagement is a strategic determinant of organizational effectiveness in higher education institutions. Strengthening engagement through capacity-building programs, participative leadership, and equitable compensation can enhance satisfaction, retention, and performance; ultimately driving institutional sustainability and competitiveness (Bakker, 2011; Saks & Gruman, 2014).
CONCLUSION
This study concludes that employee engagement dimensions; namely work environment, leadership styles, teamwork, training and development, and compensation/remuneration—significantly influence employee work outcomes, job performance, and retention in The Polytechnic, Ibadan. The findings highlight that engaged employees are more productive, satisfied, and committed, thereby contributing to institutional growth and sustainability. Among these variables, training and development, as well as compensation and remuneration, emerged as the strongest predictors of engagement outcomes, emphasizing the importance of continuous capacity building and fair reward systems. It is recommended that management strengthen leadership development programs that promote participatory and transformational leadership styles, enhance teamwork culture, and create conducive work environments that inspire motivation and creativity. Regular training workshops should be organized to update employees’ skills and align them with evolving institutional goals. Furthermore, compensation policies should be reviewed periodically to ensure fairness, equity, and motivation. Policy implications include the need for higher educational institutions to institutionalize employee engagement as a strategic management priority. 
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IMPACT OF EMPLOYEE ENGAGEMENT ON WORK OUTCOMES IN THE POLYTECHNIC IBADAN, OYO STATE
Dear Respondents,
You have been selected to participate in a survey on the "Impact of Employee Engagement on Work Outcomes in The Polytechnic Ibadan, Oyo State." This research is being conducted as part of a MSc. program under the Department of Business Administration, Faculty of Management Sciences, Ajayi Crowther University, Oyo. Please be assured that your responses will be treated with the utmost confidentiality and will be used solely for academic purposes by the researcher. We sincerely appreciate your willingness to participate in this study and thank you in advance for your time and valuable input.
Kind regards,
Researcher
SECTION A: DEMOGRAPHIC INFORMATION: (Please tick where applicable). 
1. Gender:  Male [ ] Female [ ]
2. Age Group: 18 – 25 years [  ] 26 – 35 years [  ] 36 – 45 years [  ] 46 – 55 years [  ] 
                         56 years and above [  ]
3. Employment Category: Academic Staff [  ] Non-Teaching Staff [  ]
4. Years of Service in The Polytechnic, Ibadan: Less than 1 year [  ] 1 – 5 years [  ] 
     6 – 10 years [  ]  11 – 15 years  [  ] Above 15 years  [  ]
5. Highest Educational Qualification: SSCE/OND [  ] HND/Bachelor’s Degree [  ]
    Postgraduate Diploma [  ] Master’s Degree [  ] Ph.D  [  ]
6. Current Employment Status:  Full-Time [  ] Part-Time [  ] Contract [  ]
Source - Researchers Design (2025)

SECTION B: Employee Engagement
Please respond to each of the following statements by making the appropriate rating on each scale. Please tick using the following rating. 
Strongly Agree (SA) = 4, Agree (A) = 4, Neutral= 3, Disagree (D) = 2 and Strongly Disagree (SD) = 1.


	S/N
	ITEMS
	SA
	A
	N
	D
	SD

	
	Work Environment
	
	
	
	
	

	1
	My work environment is safe and comfortable.
	
	
	
	
	

	2
	I have the necessary resources to perform my job effectively.
	
	
	
	
	

	3
	The physical conditions of my workplace are conducive to productivity.
	
	
	
	
	

	4
	I am satisfied with the cleanliness and maintenance of my work area.
	
	
	
	
	

	5
	My workplace provides a supportive atmosphere for collaboration.
	
	
	
	
	

	
	Leadership Styles
	
	
	
	
	

	6
	My supervisor encourages me to develop my strengths.
	
	
	
	
	

	7
	Leadership in my department is effective in achieving goals.
	
	
	
	
	

	8
	My manager provides clear guidance and feedback.
	
	
	
	
	

	9
	I feel valued by the leadership team.
	
	
	
	
	

	10
	Leaders here are open to new ideas and approaches.
	
	
	
	
	

	
	Team Work
	
	
	
	
	

	11
	Team members at my workplace cooperate to achieve common goals.
	
	
	
	
	

	12
	I feel a strong sense of belonging to my team.
	
	
	
	
	

	13
	There is mutual respect among members of my team.
	
	
	
	
	

	14
	Conflicts are effectively resolved within my team.
	
	
	
	
	

	15
	My team supports me in handling work challenges.
	
	
	
	
	

	
	Training and Development
	
	
	
	
	

	16
	I have access to adequate training programs relevant to my job.
	
	
	
	
	

	17
	Training provided by the institution helps me grow professionally.
	
	
	
	
	

	18
	I receive regular opportunities for career development.
	
	
	
	
	

	19
	Management supports employees in pursuing further learning.
	
	
	
	
	

	20
	Training activities have improved my job performance.
	
	
	
	
	

	
	Compensation or Remuneration
	
	
	
	
	

	21
	I am satisfied with the fairness of my pay in relation to my responsibilities.
	
	
	
	
	

	22
	My compensation reflects the amount of effort I put into my work.
	
	
	
	
	

	23
	I am adequately rewarded for my performance.
	
	
	
	
	

	24
	The benefits and bonuses I receive are competitive.
	
	
	
	
	

	25
	The remuneration policies here motivate me to perform better.
	
	
	
	
	



Source - Researchers Design (2025)


SECTION C: Work Outcomes
Instruction: Please tick the appropriate response out of the alternatives provided with respect to your institution work outcome in the last ten years. Key: 1= very low, 6=very high
	S/N
	Items
	Very low
	Somewhat low
	Low
	High
	Somewhat high
	Very high

	
	Job Performance 
	
	
	
	
	
	

	26
	How would you rate your ability to meet deadlines related to academic or administrative responsibilities?
	
	
	
	
	
	

	27
	To what extent do you believe your teaching or administrative output contributes to departmental goals?
	
	
	
	
	
	

	28
	How would you assess your effectiveness in delivering lectures or managing assigned duties?
	
	
	
	
	
	

	29
	To what extent do you demonstrate initiative in improving the quality of education or services provided?
	
	
	
	
	
	

	30
	How would you rate your ability to solve work-related problems or challenges efficiently?
	
	
	
	
	
	

	
	Employee Retention
	
	
	
	
	
	

	31
	To what extent are you committed to continuing your employment with this institution in the foreseeable future?
	
	
	
	
	
	

	32
	How valued do you feel by the management and leadership of the polytechnic?
	
	
	
	
	
	

	33
	To what extent do you believe the institution provides a stable and secure work environment?
	
	
	
	
	
	

	34
	How likely are you to recommend the polytechnic as a good workplace to a colleague or friend?
	
	
	
	
	
	

	35


	To what extent do you feel emotionally connected to the vision and mission of the polytechnic?
	
	
	
	
	
	



Source - Researchers design (2025)
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