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Abstract - One of the main changes to the education sector 

organizational context that took place with the advent of the 

COVID 19 pandemic is the change in work practices. Sri Lankan 

educational institutes shifted the normal work practices into 

work from home (WFH) practice. The human resource 

practitioners identified a challenge when measuring employee 

engagement in work from home setting. Even though employee 

engagement has been widely researched, only a few pieces of 

research can be found on employee engagement in work from 

home settings during the COVID 19 pandemic. The survey was 

done with the selected 150 employees, using Simple random 

sampling. The questionnaire survey was done through email. The 

collected data was analysed using SPSS and followed the 

descriptive and regression analysis. The study reveals that the 

most significant factor which positively impacts employee 

engagement in the work from home concept is Technological 

Readiness. The second most significant factor is Empowerment 

and it proves that the empowered employees are more engaged. 

In addition, employee engagement can be increased by enhancing 

Learning Support, Reward, Recognition, Organizational 

Procedure, Leadership, Job Security, Safety, and Trust. The 

Rewards and Recognition are identified as the least endowment 

in work from home setting. The higher the number of years of 

service period is revealed the higher employee engagement in the 

work from home concept. Therefore, the length of the service 

period is recognized as a moderating variable in the Aon Hewitt 

Employee Engagement model. Thus the organizational policies 

and investments to increase employee engagement should be 

executed based on eight determinants namely; Technological 

Readiness, Empowerment, Learning Support, Reward - 

Recognition, Organizational Procedure, Leadership, Job Security 

- Safety and Trust.  
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I. INTRODUCTION 

he COVID 19 pandemic has accelerated in terms of 

intensity and expanded its global reach. The full or partial 

lockdown measures in many countries are now affecting 

almost 2.7 billion workers, representing around 81% of the 

world’s workforce. With the current situation, most businesses 

across a range of economic sectors face drastic losses. And 

also small enterprises are facing an immense threat in their 

operations and solvency. Millions of workers in the world are 

vulnerable to income losses and layoffs [13].   

To mitigate the employment issues due to COVID 19, ILO has 

introduced a policy framework that consists of four key pillars 

to fight COVID-19 based on International Labour Standards. 

1. Stimulating the economy and employment. 

2. Supporting enterprises, jobs and incomes. 

3. Protecting workers in the workplace.   

4. Relying on social dialogue for solutions. 

Many countries are adopting the ILO policy framework to 

reduce employment issues. As a result, it is observed that the 

current impact of the crisis on economic output from the 

education sector is low, where the education sector shares 5.3 

% in global employment [12]. The reason is education sector 

adopts the 3
rd

 ILO policy of ‘adapt work arrangement’ by 

executing the work from home concept.  

According to the Asia HR research team [2], the HR leaders’ 

perspective on remote working or work from home is highly 

possible in this pandemic situation. Knowledge workers in 

educational institutes can work remotely during COVID 19 

pandemic time. The challenge for the HR leaders is to measure 

their performances in terms of employee engagement in 

remote work settings 

Another challenge of the work from home concept is how 

organizations achieve the Sustainable Development Goal 

(SDG) number eight. The SDG number eight promotes 

sustained economic growth, higher levels of productivity, and 

technological innovation. The goal is to achieve full and 

productive employment, and decent work, for all women and 

men by 2030. Technological innovations emerged due to the 

work from home concept. Still, there is a problem in terms of 

achieving full and productive employment. It is vital to study 

how to measure employee productivity in terms of employee 

engagement. We should find the best solution to increase 

employee engagement if there are any issues while achieving 

full and productive employment. When organizations consist 

of highly engaged employees, there are growths in customer 

satisfaction, profits, and employee productivity [1], [8]. 

It is evident that the work from home concept is welcomed by 

most organizations and it is important to measure employee 

engagement to increase the employee’s productivity. There is 

a dearth of research on conceptualizing the determinants of 

employee engagement in work from home concept at higher 
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educational institutes in Sri Lanka during challenging times as 

the COVID 19 pandemic  

Therefore, the proposed study sets forth to examine the 

following research problem, 

What are the determinants of employee engagement in the 

work from home concept at higher educational institutes in Sri 

Lanka during challenging times as the COVID 19 pandemic?  

A. Specific Questions and objectives 

The research questions of the study are,  

1. What the current level of employee engagement in 

SLTC is?  

2. What are the most significant factors that affect 

employee engagement in work from home in SLTC?   

3. How do age and gender impact the relationship 

between selected factors and employee engagement 

in the work from home concept in SLTC? 

The Objectives of the study are,  

1. To examine the current level of employee 

engagement. 

2. To examine the most significant factors that affect 

employee engagement in work from home.  

3. To examine the moderating effect of age and gender. 

II. LITERATURE REVIEW 

Employee engagement is a matter of concern for leaders in 

organizations across the world. People are the only factor that 

cannot be reproduced or imitated by competitive 

organizations. It is considered the most valuable asset if 

managed and engaged properly. Therefore, employee 

engagement is considered the most powerful factor to measure 

a company’s vigor [4]. 

Employee engagement is defined in many ways by different 

researchers. According to the results of Gallup’s meta-analysis 

study by Harter, Schmidt and Hayes [9], the Employee 

engagement is an individual’s involvement, satisfaction, and 

enthusiasm for work. They observed a correlation between 

overall satisfaction and employee engagement and both 

showed generalizability across companies in their correlation 

with customer satisfaction–loyalty, profitability, productivity, 

employee turnover and safety outcomes. The study suggests 

that business unit outcomes can be increased by increasing 

employee satisfaction. 

According to Harter, Schmidt and Hayes [9], there are three 

types of people in an organization, namely engaged 

employees, not engaged employees, and actively disengaged 

employees. Engaged employees are builders who consistently 

strive to give excellence within their roles. Not engaged 

employees focus on the tasks assigned to them rather than the 

goals of the organization. They do what they are told to do. 

Actively disengaged employees are critical individuals who 

not only do not perform well but also demotivate the 

performer in the organization. 

Perrin’s biennial study defined Employee engagement as an 

emotional or rational duality of both ‘the will’ and ‘the way’ 

where employees need the will of mission, passion and pride 

as well they need the resources, support and tools as the way 

to accomplish their mission and passion [17].  

Kahn’s [14] Personal engagement theory states that employees 

engage at work physically, cognitively and emotionally only 

when they see meaning in their work, feel safe at work and 

have enough personal resources at work to carry out their 

tasks. Psychological meaningfulness in the job is defined to 

skill variety, task autonomy, role status, role influence, 

dignified work relations; psychological safety is linked to not 

facing any negative consequence to self-image, status, or 

career; and psychological availability is associated with a 

sense of having the necessary physical, emotional or 

psychological resource at work. Robinson, Perryman and 

Hayday [19] added their arguments to Khan’s theory. 

Employee Engagement is a positive attitude that the employee 

holds towards the organization, but the degree of their 

engagement depends on the level of support they receive from 

the organization. 

The Aon Hewitt’s Say, Stay, Strive model explained 

Employee Engagement as the level of rational thought, 

emotions, behaviours, intentions invested by employees in the 

organization. Say, stay, strive model believes the employee to 

be engaged only when an employee speaks positively about 

the organization to co-workers, potential employees, and 

customers; sense strong belonging and desire to be part of the 

organization; and exert full effort in their job for the success of 

the organization [10].  

The engagement drivers of this model are  

● The company practices namely communication, 

customer focus, diversity and inclusion, enabling 

infrastructure, talent management practices and 

staffing. 

● The basics namely benefits, job security, safety, work 

environment and work/life balance. 

 

Fig. 1. Aon Hewitt Engagement Model 

Source:  Aon Hewitt [10] 
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● The brand consists of reputation, employee value 

proposition and corporate responsibility. 

● The leadership namely senior leadership and business 

unit leadership. 

● The performance namely career opportunities, 

learning and development, performance management, 

people management, rewards and recognition. 

● The work namely collaboration, empowerment, 

autonomy and work tasks 

These drivers lead to business outcomes such as talent 

(retention, absenteeism, wellness), operational (productivity, 

safety), customer (satisfaction, net promoter score, retention), 

and financial (revenue/sales growth, operational 

income/margin, total shareholder return) [10].  Business 

outcomes link to the UN SGD 08, where the goal is reached 

through achieving higher levels of economic productivity 

through diversification, technological upgrading and 

innovation, including through a focus on high-value added and 

labour-intensive sectors. Further, gender and age are some of 

the noticeable factors when achieving productivity through 

decent work [18]. 

According to Aon Hewitt’s model, the engaged employees 

exhibit the individual outcomes namely Say, Stay and Strive. 

As a result of Say, Stay and Strive behaviours, the 

organization will be benefited as below [10].  

1. Increase the wellness, retention and talent thereby 

reduce absenteeism. 

2. Therefore the safety and operational productivity 

increase.  

3. If the internal customer is cared for by the company 

then the external customers will be taken care of by 

them. This results in retention of prospective 

customers, their satisfaction, and thereby, the net 

profits. 

4. As a result of these, the revenues, operating income 

and shareholder’s returns increases. 

 The Aon Hewitt’s model was used for Employee engagement 

surveys which were done in 2015 and 2016, globally reaching 

5 million employees across 60 plus industries. The results 

found 24% of employees were highly engaged and 39% of 

them were moderately engaged. Overall 63% of employees 

were found to be globally engaged in 2016 compared to 65% 

in 2015. The elements in the engagement index such as the 

Say component dropped from 69% to 68%, Stay component 

from 60% to 59%, and Strive component from 64% to 63%. 

The study indicated that populist restrictions on the flow of 

labour between countries and major technology breakthroughs 

were the possible reasons for the decline in engagement [11]. 

III. METHODOLOGY 

A. Sample and Sampling Technique 

The simple random sampling technique identified 200 

employees in Sri Lanka Technological Campus. The 

questionnaire was pre-tested with randomly selected 10 

employees. The finalized questionnaire was administrated 

through e-mail between May and June 2020. The instructions 

for filling it were included in the email. Social desirability was 

prevented by ensuring the anonymity of the respondents [16]. 

At the deadline, a total of 150 respondents sent their 

responses. The response rate is 75%. 

B. Conceptual Framework 

The conceptual framework was developed to test the 

hypothesis using quantitative data analysis. There are eight 

independent variables namely; Leadership, Company 

practices, Job Security - Safety, Empowerment, Rewards - 

Recognition, Trust, Technological Readiness and Learning 

Support. The dependent variable is employee engagement in 

the work from home concept. Age and gender are the 

moderating variables. The questionnaire was developed based 

on the conceptual framework.  

 

Fig. 2. Conceptual Framework 

Adopted from Aon Hewitt Engagement Model 

Sources:  [10], [12] 

Each respondent answered 54 questions. Each question was 

allocated to eight categories which are listed as independent 

variables in the conceptual framework. The next step consisted 

of analysis to identify additional factors that influence the 

engagement model when the respondent’s age and gender are 

taken into consideration. Each respondent has to rate every 

question based on a seven-point scale (1 = strongly disagree to 

7 = Strongly Agree).  

Descriptive analysis was done to find the first overview of 

data. Then detailed regression analysis was done using SPSS 
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software which permitted to recognize of the influencing 

factors of the employee engagement in work from home. 

IV. RESULTS AND DISCUSSION 

Out of 150 respondents, 59% were male employees and 41% 

were female employees. Around 30% of the respondents 

belonged to the age category of 26-30 & 30-35. Only 23% of 

them were above 40 years of age. The respondents have 

different types of educational qualifications. Around 25% of 

them are PhD holders, 32% of them are Masters/ MPhil degree 

holders and 34% of them were with the highest qualification 

of a bachelor’s degree.  

Respondents belonged to two main work categories. The 

majority of them (66%) belong to the Academic category and 

the rest of them are belong to the Non-Academic category. 

Around 25% of them were in the service with SLTC between 

2-5 years. 28% of them were less than one year of service. 

Regression analysis was used to estimate the relationships 

between the dependent variable and independent variables. It 

was used to assess the strength of the relationship between 

variables and for developing the future relationship between 

them. As shown in Table I, the Adjusted R Square value of 

0.689 indicates that 69% of the model fit is achieved in the 

relationship that was predicted in the model.  

Table I Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 

1 0.857 0.735 0.689 0.701 

a. Predictors: (Constant), Technological Readiness, 

Empowerment, Rewards and Recognition & Trust, 

Learning Support, Leadership, Organizational 

Procedures,  Job security and benefits 

b. Dependent Variable: Employee Engagement 

Table II, shows that the p-value is significant (0.000) and it 

explains that at least one of the independent variables namely, 

Technological Readiness, Empowerment, Rewards – 

Recognition, Trust, Learning Support, Leadership, 

Organizational Procedures, Job security and safety predicts a 

significant relationship with the dependent variable employee 

engagement in work from home concept. 

Table II Anova 

Model Sum of Squares Df 
Mean 

Square 
F Sig. 

1 

Regression 63.831 8 7.979 16.255 .000 

Residual 23.071 47 .491   

Total 86.902 55    

a. Predictors: (Constant), Technological Readiness, 

Empowerment, Rewards and Recognition & Trust, 

Learning Support, Leadership, Organizational 

Procedures,  Job security and benefits  

b. Dependent Variable: Employee Engagement 

Coefficient table III, indicates that the p-value of 

Empowerment (0.05) and Technological Readiness (0.000) is 

less than 0.05 implying that these two variables are the most 

significant factors that have an impact on employee 

engagement in remote working practices.  Based on the Beta 

values also evident that there is a positive relationship between 

Empowerment (B=.181), Technological Readiness (B.683) 

and Employee Engagement. However, it is the Technological 

Readiness of the institute that had the most significant impact 

on Employee Engagement as per the Beta value amongst the 

significant variable. All the other independent variables 

showed a positive relationship with employee engagement. 

Therefore, the hypothesis of ‘there is a positive significant 

relationship between employee empowerment and employee 

engagement as well as a positive significant relationship 

between technological readiness and employee engagement in 

remote working practices’ is accepted. 

Table III Coefficient 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
T Sig. 

B Std. Error Beta 

1 

(Constant) .090 .562  .161 .873 

Learning Support .077 .131 .083 .593 .556 

Rewards & 

Recognition 
.114 .089 -.138 .284 .205 

Empowerment .181 .125 .189 .452 .053 

Organizational 
Procedures 

.149 .165 .141 .905 .370 

Leadership .101 .120 .124 .836 .407 

Hob Security and 

Safety 
.034 .165 .033 .208 .836 

Trust .127 .159 .129 .799 .429 

Technological 
Readiness 

.683 .123 .631 5.563 .000 

a. Dependent Variable: Employee Engagement  

As per the  ANOVA, there is a significant difference in the 

employee engagement in remote working practices compared 

to the length of service as the P-value is less than 0.05 (0.19).  

Table IV ANOVA Comparison of Means 

  Sig. 

AVG  Learning Support Between Groups .170 

AVG R & R Between Groups .764 

AVG Empowerment Between Groups .332 

AVG OP Between Groups .506 

AVG Leader Between Groups .053 

AVG JS Between Groups .424 

AVG Trust Between Groups .703 
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AVG TR Between Groups .123 

EE AVG Between Groups .019 

As per the descriptive table V, Employee engagement for 

employees who are with the organization for more than two 

years is high with a mean value of 6.2 compared to the ones 

who are less than 1 year or 6 months. 

Table V Descriptive Compare Means 

  Mean 
Std. 

Deviation 

Std. 

Error 

95% Confidence 

Interval for Mean 
Min. Max. 

Lower 

Bound 

Upper 

Bound 

E
E

 A
V

G
 

1 4.71 2.138 .713 3.07 6.35 1 7 

2 5.94 1.035 .259 5.39 6.49 4 7 

3 6.23 .814 .332 5.38 7.09 5 7 

4 6.20 .823 .220 5.72 6.68 4 7 

5 6.42 .678 .204 5.96 6.87 5 7 

Total 5.93 1.257 .168 5.60 6.27 1 7 

As per the overall mean values, respondents agree that their 

level of engagement during the remote working practices was 

high with a mean value of 6. The order of importance of the 

other variables as per their level of agreement was 

Technological Readiness (5.8), Job Security and Safety (5.5), 

Empowerment (5.4), Trust (5.2), Learning Support (5.2), 

Leadership Support (5.2), well defined organizational 

procedures (5.23) & Rewards and Recognition (4.2) 

Table VI Overall Descriptive Values 

 Mean Std. Deviation 

Learning Support 5.2366 1.34538 

Reward & Recognition 4.24 1.522 

Empowerment 5.39 1.313 

Organizational Procedure 5.23 1.186 

Leadership 5.21 1.546 

Job Security and Safety 5.46 1.217 

Trust 5.232 1.2757 

Technological Readiness 5.8795 1.16091 

Employee Engagement 5.93 1.257 

Valid N (list wise)   

The results prove that there is a positive relationship between 

all independent variables and employee engagement in the 

work from home concept. The most significant variable is 

technological readiness. In a work from home setting, 

employees have to use the Internet, e-mail, and electronic 

bulletin boards to perform their work. The majority of (66%) 

the respondents belonged to academic category and they use 

Learning Management System (LMS) and Zoom online flat 

form to deliver online lectures. Non- academic staff also used 

Zoom online flat form for their meetings and Employee 

Management Information System (EMIS) to perform their 

duties during work from home period. Continuous training 

and helping sessions were conducted to improve their 

technological readiness. 

The second most significant variable is Empowerment. 

Employees need the freedom to make decisions that relate to 

their job and they prefer freedom for their decisions of how to 

execute work. The findings prove Menon’s [15] research 

findings again that the greater job autonomy and 

meaningfulness of the job lead to greater perceived control 

and greater empowerment. The findings explain the 

employees expect more job enrichment and job autonomy in 

work from home settings. Therefore, employee engagement 

can be increased by implementing job enrichment and job 

autonomy in work from home settings. 

Results imply that employees need Job Security and Safety 

which has a positive relationship with employee engagement. 

If they have enough support to make them feel safe and free at 

all times during remote working periods, then their 

engagement is increased. Further, the employees expect 

Learning Support from the organization. The institute offered 

them opportunities to educate themselves and develop in their 

field of work even under Work from Home. COVID-19 

pandemic created online learning opportunities for personal 

development and it saved employee’s time to spend in such 

learning activities. Continues training and learning supports 

are mandatory for employees to improve their work 

engagements. 

The outcomes indicate that trust is one of the noticeable 

factors which positively impact employee engagement. The 

administrators at all levels of the institute work to build shared 

ethical practice in work from home settings, but employees 

highlighted that building trust in a diversified organization is 

very difficult. The SLTC employees have a moderate trust 

with the organization in work from home setting. Further, the 

findings explain that constructive and well-informed 

organizational policies and procedures are essential to increase 

their engagement. Because employees can know any changes 

in policies and procedures which are related to the work from 

home concept.  

Leadership is another variable that has a positive relationship 

with employee engagement. The organizations which 

indicated a high level of employee engagement are due to the 

leaders who execute the best strategies to enhance the level of 

employee engagement [5]. Their strategies cause a reduction 

in the levels of employee accidents and turnovers [3]. The 

findings of the study indicated the leader’s vision, ideas and 

values with a focus on adaptability to the circumstances is an 

important and positive impact factor for employee 

engagement. And it should go beyond self-interest for the 



International Journal of Research and Innovation in Social Science (IJRISS) |Volume V, Issue VII, July 2021|ISSN 2454-6186 

www.rsisinternational.org Page 778 

sustainable development of the institute especially during the 

work from home concept. 

The employee’s service period has a positive relationship with 

employee engagement. The findings indicate that there is a 

high employee engagement in work from home concept of 

employee those who have more than two years of the service 

period. There is a low level of employee engagement of the 

employees who have less than one year of the service period. 

V. RECOMMENDATIONS 

The findings of the study provide few recommendations for 

the organizations especially for educational institutes that 

adopt the work from home concept. 

It is recommended to enhance the mechanism to empower 

employees with empowerment grids and monitoring and 

evaluations tools for the advancement of employee 

engagement in remote working practices in the higher 

education industry.  

The Organization must invest in technological advancements 

and clearly defined technological infrastructure to improve the 

process efficiencies and delivery of the academics and non-

academics work in a remote working culture to develop 

employee engagement. The educational institutes can use 

Learning Management Systems and Employee Management 

Systems, which are compatible to appraise their KPIs. 

organizations should use the most appropriate virtual 

platforms, which answers the questions such as; how to form 

virtual a team, how to construct trust and motivation among 

employees who are not physically present, how to handle 

introverts, how to provide feedback, and how to deal with 

language issues [6].   

The next recommendation is to build an organizational culture 

that values trust and provides continuous learning and 

development support. According to Chatman and Cha [7], 

social tools and training were identified as one of the tools to 

manage and change their culture for better performance in an 

organization. 

VI. CONCLUSION 

The study proves that enhancing employee engagement is 

complex in an educational institute and there is not only one 

influencing variable. The most significant factor which 

positively impacts employee engagement in the work from 

home concept is Technological Readiness. The second most 

significant factor is Empowerment, where more empowered 

employees are more engaged.  High employee engagement 

can be expected by increasing Learning Support, Reward - 

Recognition, Organizational Procedure, Leadership, Job 

Security - Safety and Trust as well. The employees always 

concern about Rewards and Recognition, as it is somewhat 

less in work from home setting. Further, the length of service 

period is recognized as a moderating variable in Aon Hewitt 

Employee Engagement model. The higher the number of 

service periods is shown the higher employee engagement in 

the work from home concept. 
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