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Abstract: This research investigates the correlation between employee engagement and
organizational performance in the municipalities of Gilan Province, employing a quantitative,
descriptive-survey approach. The study utilizes a 5-point Likert scale questionnaire to gather
data from 112 randomly selected municipal employees, focusing on variables such as employee
engagement, organizational performance, service quality, and productivity. The validity of the
questionnaire was confirmed by expert review, while reliability was established using
Cronbach's alpha coefficients, all exceeding 0.7. Descriptive statistics revealed a diverse
sample, with a majority of respondents being male, aged between 30-39 years, and holding a
Bachelor's degree. Hypotheses were tested using Spearman correlation coefficients and
Friedman's analysis of variance. The results demonstrated strong positive correlations
between employee engagement and organizational performance (p = 0.68), service quality (p
= 0.62), and employee productivity (p = 0.65), with all correlations being statistically
significant (p < 0.001). Friedman's test highlighted leadership support as the most critical
factor in driving employee engagement. The study concludes that enhancing employee
engagement is vital for improving organizational performance, service quality, and
productivity within the municipalities. Practical suggestions include fostering a supportive
leadership culture, recognizing and rewarding employee efforts, and providing professional
development opportunities. These findings emphasize the importance of employee engagement
as a key driver of organizational success in the public sector.

Keywords: Employee Engagement, Organizational Performance, Spearman Correlation,

Gilan Province.

I.  Introduction
Organizational performance is a crucial concept that refers to how effectively and

efficiently an organization meets its goals. It encompasses various aspects such as productivity,
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service quality, financial performance, and overall effectiveness in achieving strategic
objectives. For municipalities, organizational performance is measured by their ability to
deliver essential public services, manage resources efficiently, and meet the needs of their
communities. High organizational performance in municipalities leads to better public
satisfaction, optimized resource allocation, and sustainable community development.
Employee engagement reflects the emotional and psychological commitment of employees to
their work and organization. When employees are highly engaged, they are more motivated,
productive, and willing to contribute to the organization's success. In the context of
municipalities, engaged employees are more likely to take initiative, provide high-quality
services, and work collaboratively towards common goals. This level of engagement can lead
to enhanced organizational performance, where the municipality not only meets but exceeds
its objectives, resulting in greater public trust and satisfaction. However, achieving this ideal
scenario is often challenging. Various obstacles can hinder the correlation between employee
engagement and organizational performance. One major challenge is the presence of
bureaucratic structures that limit employee autonomy and creativity, leading to disengagement.
Additionally, external pressures such as budget cuts, political instability, and changing
regulations can create a stressful work environment, reducing employee morale and
engagement. Furthermore, a lack of professional development opportunities and recognition
can cause employees to feel undervalued, further diminishing their engagement levels and
negatively impacting organizational performance. To overcome these obstacles and achieve
the ideal scenario, municipalities need to implement strategies that foster a positive work
environment. This includes investing in leadership development, encouraging open
communication, and providing opportunities for professional growth. By creating a culture of
recognition and support, municipalities can enhance employee engagement, which is likely to
result in improved organizational performance. Additionally, aligning organizational goals
with employee values and ensuring that employees have the resources they need to succeed
can further strengthen this correlation. The main research question for this study is: What is the
strength and direction of the correlation between employee engagement and organizational
performance in the municipalities of Gilan Province, as measured by Spearman Correlation
Coefficients?

The importance of this research lies in its potential to improve public service delivery
in municipalities. Given the critical role municipalities play in community development and

public welfare, understanding the factors that influence their performance is essential. If a
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strong correlation between employee engagement and organizational performance is
established, it could lead to more informed strategies for enhancing employee satisfaction and
productivity, ultimately benefiting the public. The significance of this research is twofold.
Firstly, it contributes to the existing body of knowledge by providing empirical evidence on
the relationship between employee engagement and organizational performance in a public
sector context, specifically within municipalities. Secondly, the use of Spearman Correlation
Coefficients offers a robust statistical method to explore this relationship, allowing for a
nuanced understanding of how these variables interact. This research is innovative in its focus
on a specific geographic region, Gilan Province, and its application of a statistical approach
that is particularly suited for non-parametric data. Hence, Research Hypotheses can be written
as follows:

1. There is a significant positive correlation between employee engagement levels and
overall organizational performance in the municipalities of Gilan Province, as measured
by Spearman Correlation Coefficients.

2. There is a significant positive correlation between employee engagement and the
quality of service delivery in the municipalities of Gilan Province, as measured by
Spearman Correlation Coefficients.

3. There is asignificant positive correlation between employee engagement and employee
productivity in the municipalities of Gilan Province, as measured by Spearman
Correlation Coefficients.

Scientific Objectives of the Research:

1. To assess the correlation between overall employee engagement and organizational
performance in Gilan Province municipalities using Spearman Correlation
Coefficients.

2. To evaluate the correlation between employee engagement and the quality of service
delivery in these municipalities using Spearman Correlation Coefficients.

3. To examine the correlation between employee engagement and employee productivity
within the municipalities of Gilan Province using Spearman Correlation Coefficients.

The subject scope of this research is focused on the correlation between employee engagement
and organizational performance in municipalities. The research is conducted in the temporal
scope of the year 2024, which includes the collection, analysis, and interpretation of data within
this time frame. The spatial scope is the municipalities of Gilan Province, providing a specific

geographical context for the study and enabling a detailed analysis of regional factors that may
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influence the correlation between employee engagement and organizational performance. The
findings of this research can be applied across various sectors. For educational institutions,
particularly those involved in public administration and management studies, the research
provides empirical data that can enhance curriculum content and support further research into
employee engagement and organizational performance. Understanding this relationship in the
public sector context can help future administrators and policymakers develop more effective
management strategies. For executive bodies, especially local government officials, the
research offers actionable insights into how employee engagement can be leveraged to improve
organizational performance. By understanding the specific correlations identified in the study,
municipal leaders can implement targeted interventions to boost employee engagement,
thereby improving service delivery, productivity, and overall organizational effectiveness.
Moreover, the research can inform policy decisions at both local and provincial levels.
Policymakers can use the findings to develop initiatives that promote employee engagement as
a means of enhancing public sector performance. This might include policies aimed at
improving working conditions, offering professional development opportunities, and
recognizing and rewarding employee contributions to organizational success. By applying
these research findings, municipalities can achieve higher levels of performance, ultimately

benefiting the communities they serve.

Il.  Literature review

Employee engagement is a multifaceted concept that plays a critical role in the success of
modern organizations. It is fundamentally about the emotional and psychological commitment
that employees have towards their work, their colleagues, and the organization itself. This
concept goes beyond mere job satisfaction; it encompasses the enthusiasm and dedication that
employees bring to their roles, which in turn drives them to contribute meaningfully to
organizational goals. The increasing emphasis on employee engagement in organizational
studies stems from its profound impact on various aspects of business performance, making it
a key focus area for leaders and human resource professionals.

Employee engagement is defined as the degree to which employees are emotionally invested
in their work and committed to the organization. This engagement manifests in employees'
willingness to go above and beyond their basic job requirements, often referred to as
"discretionary effort." Engaged employees are not just satisfied or happy with their jobs; they
are actively involved, enthusiastic, and aligned with the organization’s objectives. They take

ownership of their work, strive for excellence, and are motivated by a deep connection to the
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company’s mission and values. This connection is crucial, as it influences how employees
perceive their role within the organization and how they contribute to its success.

The importance of employee engagement cannot be overstated, as it has a direct and significant
impact on various organizational outcomes. Highly engaged employees are more productive,
more innovative, and more likely to stay with their employer for a longer period. This leads to
lower turnover rates, which is critical for maintaining organizational knowledge and reducing
the costs associated with hiring and training new employees. Furthermore, engaged employees
often become ambassadors for their organizations, positively influencing customer perceptions
and brand reputation. In contrast, low levels of engagement can lead to a host of problems,
including decreased productivity, higher absenteeism, and a toxic workplace culture.
Therefore, fostering employee engagement is not just a nice-to-have but a strategic imperative
for organizations aiming to achieve sustainable success.

Understanding the drivers of employee engagement is essential for organizations looking to
improve in this area. Key drivers include:

1. Leadership: The role of leadership is paramount in driving engagement. Leaders who
communicate effectively, demonstrate empathy, and show a genuine interest in their
employees’ development are more likely to inspire engagement. Leadership behavior
sets the tone for the organizational culture and influences how employees perceive their
value within the organization.

2. Communication: Open and transparent communication helps employees feel informed
and valued. When employees understand the organization’s goals, strategies, and
changes, they are more likely to align their efforts with these objectives. Regular
feedback and open dialogue between employees and management also contribute to a
culture of trust and engagement.

3. Recognition and Rewards: Recognizing and rewarding employees for their
contributions is a powerful driver of engagement. When employees feel that their
efforts are appreciated, they are more likely to continue putting in the effort and stay
committed to the organization. Recognition can take many forms, from formal awards
to informal acknowledgments of a job well done.

4. Career Development Opportunities: Employees are more engaged when they see a
clear path for growth and advancement within the organization. Providing opportunities
for training, mentoring, and career progression helps employees feel invested in their

future with the company, which in turn increases their commitment and engagement.
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5. Work-Life Balance: Organizations that respect employees’ time and well-being foster
higher levels of engagement. Offering flexible working arrangements, supporting
mental health, and promoting a healthy work-life balance are all critical factors that
contribute to how engaged employees feel.

6. Work Environment: A positive and inclusive work environment is essential for
engagement. This includes both the physical workspace and the organizational culture.
A supportive environment where employees feel safe, respected, and valued encourages
them to be more engaged in their work.

The relationship between employee engagement and organizational performance is well-
documented and significant. Organizations with high levels of engagement tend to outperform
their competitors in several key areas, including profitability, productivity, and customer
satisfaction. Engaged employees are more likely to take initiative, solve problems proactively,
and work collaboratively, all of which contribute to better overall performance. Moreover, high
engagement levels are often associated with lower turnover rates, which is crucial for
maintaining continuity and reducing the costs associated with recruitment and training.
Engagement also has a direct impact on innovation within organizations. Engaged employees
are more likely to contribute new ideas and take ownership of projects, driving creativity and
innovation. This is particularly important in industries where staying ahead of the competition
requires continuous improvement and the ability to adapt to changing market conditions.

One of the most immediate and tangible effects of employee engagement is on productivity.
Engaged employees are more productive because they are emotionally invested in their work
and motivated to achieve their goals. They are more likely to put in the extra effort needed to
meet deadlines, improve processes, and achieve higher quality outcomes. This increased
productivity is not just about working harder but also working smarter; engaged employees are
more likely to identify inefficiencies and suggest improvements, leading to better use of
resources and time. In contrast, disengaged employees often exhibit lower productivity, not
only because they are less motivated but also because they may actively resist change or
withdraw effort. This can create a ripple effect within teams, as the lack of engagement from a
few individuals can lead to decreased morale and performance across the board.

Employee engagement is closely linked to retention. Engaged employees are significantly less
likely to leave their jobs than their disengaged counterparts. This is because engaged employees
feel a strong emotional connection to their work and the organization, making them more likely

to stay even when other opportunities arise. High retention rates are beneficial for organizations

www.bmjournal.ir




Examining the Correlation between Employee Engagement and ...

because they reduce the costs and disruptions associated with turnover. Additionally, retaining
engaged employees helps maintain organizational knowledge and experience, which are
critical for long-term success. Conversely, when engagement levels are low, turnover rates tend
to increase. Disengaged employees are more likely to seek employment elsewhere, particularly
if they feel undervalued, unchallenged, or disconnected from the organization’s goals. High
turnover can be particularly damaging in industries that require specialized skills or where
relationships and institutional knowledge are crucial to success.

Leadership plays a crucial role in fostering employee engagement. Effective leaders understand
that their behavior, communication style, and decision-making processes directly impact how
engaged their employees feel. Leaders who are transparent, supportive, and approachable
create an environment where employees feel valued and empowered. Such leaders actively
listen to their employees, provide constructive feedback, and recognize their contributions, all
of which are key to building and maintaining engagement. Moreover, leadership is instrumental
in creating and sustaining the organizational culture that supports engagement. Leaders who
prioritize engagement foster a culture of trust, collaboration, and continuous improvement.
They set the example for others to follow and create a vision that inspires and motivates
employees to align their efforts with the organization’s goals. In this way, leadership is not just
about managing tasks but also about shaping the emotional and psychological landscape of the
organization.

The connection between employee engagement and customer satisfaction is another critical
aspect of organizational success. Engaged employees are more likely to deliver exceptional
customer service because they are motivated to represent the organization positively. They take
pride in their work, are more attentive to customer needs, and go the extra mile to ensure
customer satisfaction. This level of service is a key differentiator in competitive markets, where
customer experience can make or break a business. When employees are engaged, they are
more likely to understand and align with the company’s customer service standards and values.
This alignment ensures that customers receive consistent and high-quality service, leading to
higher satisfaction levels, increased loyalty, and positive word-of-mouth referrals. In contrast,
disengaged employees may lack the motivation to provide high levels of service, which can
lead to negative customer experiences and ultimately harm the organization’s reputation and
bottom line.

While the benefits of employee engagement are clear, maintaining high levels of engagement

can be challenging. Organizations must continually assess and adapt their strategies to keep
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employees engaged, especially in the face of changing work environments and external
pressures. Common challenges include maintaining engagement during periods of
organizational change, such as mergers, acquisitions, or restructuring, where uncertainty can
lead to decreased morale. Additionally, remote or hybrid work environments can make it more
difficult to foster a sense of connection and engagement among employees. Another challenge
is addressing the diverse needs and expectations of a multigenerational workforce. Different
generations may have different drivers of engagement, and organizations need to tailor their
strategies to meet these varying needs. For example, younger employees might prioritize career
development and work-life balance, while older employees might value job security and
stability. Understanding these differences and creating a flexible approach to engagement is
key to addressing these challenges.

To enhance employee engagement, organizations can implement a variety of strategies that
address the key drivers discussed earlier. These strategies include:

1. Developing Leadership Skills: Investing in leadership development programs that
focus on communication, empathy, and emotional intelligence can help leaders better
engage their teams.

2. Promoting Work-Life Balance: Offering flexible working hours, remote work
options, and wellness programs can help employees achieve a better work-life balance,
leading to higher engagement.

3. Enhancing Recognition Programs: Creating formal and informal recognition
programs that celebrate employee achievements can boost morale and engagement.

4. Fostering Career Growth: Providing clear career paths, mentoring, and continuous
learning opportunities can help employees see a future with the organization, increasing
their engagement.

5. Building a Positive Culture: Creating a culture of trust, respect, and collaboration
where employees feel valued and included can significantly enhance engagement
levels.

In conclusion, employee engagement is a vital component of organizational success,
influencing productivity, retention, innovation, customer satisfaction, and overall performance.
By understanding the key drivers of engagement and implementing strategies to enhance it,
organizations can create a work environment where employees feel connected, valued, and
motivated to contribute to the organization's goals. Leadership plays a crucial role in this

process, as leaders have the power to shape the culture and create the conditions necessary for
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high engagement. Ultimately, investing in employee engagement is not just about improving
employee satisfaction but about driving the long-term success and sustainability of the
organization. Over the years, numerous studies have explored the concept of employee
engagement, offering valuable insights into its definition, drivers, and impact on organizational
performance.

In 2004, the work of Buckingham and Coffman in their book First, Break All the Rules
emphasized the role of managers in driving employee engagement. They argued that
employees' relationships with their direct supervisors are critical to their level of engagement,
highlighting that effective management practices, including providing clear expectations and
recognizing employees' strengths, are essential for fostering engagement.

Schaufeli and Bakker, in their 2006 article "The Measurement of Work Engagement with a
Short Questionnaire,” published in Educational and Psychological Measurement, developed
the Utrecht Work Engagement Scale (UWES), which has become one of the most widely used
tools for measuring engagement. Their research focused on the positive aspects of employee
well-being, such as vigor, dedication, and absorption, and established a strong link between
engagement and positive work outcomes.

In 2011, Markos and Sridevi published a paper titled "Employee Engagement: The Key to
Improving Performance” in the International Journal of Business and Management, which
synthesized existing research to argue that employee engagement is crucial for enhancing
organizational performance. They emphasized the importance of leadership, communication,
and a supportive work environment in driving engagement, reinforcing the idea that engaged
employees are more productive and loyal.

Another important contribution came from Gallup's extensive research, summarized in the
2013 report State of the Global Workplace. This report highlighted the alarming fact that only
a small percentage of employees worldwide are fully engaged at work, with significant
implications for productivity and organizational success. Gallup's research has been influential
in demonstrating the global scale of the engagement challenge and the economic impact of
disengaged employees.

More recently, in 2017, Saks published an article titled "Transcending the Debate over the Real
Link between HR Practices and Employee Engagement,” in the journal Human Resource
Management Review. Saks critically examined the relationship between human resource
practices and employee engagement, arguing that the link is complex and mediated by factors
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such as job design, leadership, and organizational culture. His work contributes to the ongoing
debate about how best to cultivate engagement in diverse work environments.

These studies, among many others, provide a comprehensive understanding of employee
engagement, its key drivers, and its profound impact on organizations. They collectively
highlight the importance of leadership, communication, recognition, and a positive work
environment in fostering an engaged workforce, and they underscore the critical role of

engagement in achieving organizational success.

I1l.  Materials and Methods

The methodology of the present study is characterized by a past-oriented time perspective,
meaning it examines existing data and events to understand current relationships and trends.
The study is focused on applied results, aiming to produce findings that can directly inform
practical applications within the context of municipalities in Gilan Province. The research
process is quantitative, employing statistical methods to analyze data and derive meaningful
insights. The approach taken is descriptive-survey, where the primary goal is to describe the
existing state of employee engagement and organizational performance within the
municipalities and explore the relationships between these variables. The research is executed
using deductive logic, which involves testing predefined hypotheses based on established
theories and concepts. This approach allows the research to systematically explore the
correlation between employee engagement and organizational performance, drawing
conclusions from specific observations and data collected from the field. The method of data
collection for this research involves both library and field methods. The library method
includes an extensive review of existing literature, including academic journals, books, and
other scholarly resources, to establish a theoretical foundation for the study. This literature
review helps identify key concepts, theories, and previous research findings related to
employee engagement and organizational performance. The field method involves collecting
primary data directly from respondents within the municipalities. The tool used for data
collection is a structured questionnaire designed on a 5-point Likert scale, where respondents
rate their agreement with various statements related to employee engagement and
organizational performance. This scale provides a range of options from "strongly disagree" to
"strongly agree,"” allowing for the measurement of the intensity of respondents’ opinions and
perceptions. The questionnaire is the sole tool used for data collection, ensuring that all data is
gathered in a consistent and standardized manner.
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To ensure the validity of the research, the initial questionnaire was carefully prepared and then
presented to five university professors and experts in the field of public administration and
organizational behavior. These experts were asked to review the questionnaire and provide
feedback on its content, structure, and relevance. Specifically, they were asked to evaluate
whether the questions were appropriately designed to measure the intended variables—
employee engagement and organizational performance. The feedback from these experts was
used to refine the questionnaire, ensuring that it accurately captures the constructs being studied
and that the questions are clear, relevant, and capable of eliciting meaningful responses from
the participants. This process of expert validation is crucial for ensuring that the questionnaire

is not only reliable but also valid, meaning it measures what it is intended to measure.

The reliability of the questionnaire was tested using Cronbach'’s alpha coefficient, a statistical
measure used to assess the internal consistency of a survey instrument. Cronbach's alpha values
range from 0 to 1, with values above 0.7 generally considered acceptable, indicating that the
questionnaire items are reliably measuring the same underlying construct. For this study, all
Cronbach's alpha coefficients obtained were above 0.7, which indicates that the research
questionnaire has high reliability. This high level of reliability suggests that the responses to
the questionnaire are consistent and dependable, making the data collected suitable for further

analysis.

Table 1: Cronbach's Alpha Coefficients for Research Constructs

Construct Number of Items Cronbach's Alpha Coefficient
Employee Engagement 10 0.82
Organizational Performance 12 0.79
Quiality of Service Delivery 8 0.85
Employee Productivity 9 0.81

The table 1 displays the Cronbach's alpha coefficients for each construct measured in the
questionnaire. The coefficients range from 0.79 to 0.85, all of which are well above the
threshold of 0.7. This indicates that the questionnaire is a reliable tool for measuring the
constructs of employee engagement, organizational performance, quality of service delivery,

and employee productivity. The high reliability of the questionnaire enhances the credibility of
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the research findings, as it demonstrates that the data collected is consistent and reflective of

the true opinions and perceptions of the respondents.

The population for this research consists of employees working in the municipalities of Gilan
Province. Given the diverse nature of the municipalities in terms of size, resources, and services
provided, the study seeks to include a representative sample of employees across different
municipalities to capture a comprehensive view of employee engagement and organizational
performance. A random sampling method was employed to ensure that every employee in the
population had an equal chance of being selected for the study. This method helps to eliminate
selection bias and enhances the generalizability of the findings. The sample size was calculated
using Morgan's formula, which is a commonly used method for determining sample size in
survey research. Based on the population size and the desired confidence level, the sample size
was determined to be 112. This sample size is considered adequate for the purposes of this
study, allowing for robust statistical analysis while ensuring that the results are reliable and

applicable to the broader population.

The variables in this research include both independent and dependent variables. The
independent variable is employee engagement, which refers to the level of emotional and
psychological commitment employees have towards their work and organization. This variable
is measured through various aspects such as job satisfaction, motivation, and the sense of
belonging to the organization. The dependent variable is organizational performance, which is
assessed through metrics such as service quality, productivity, and overall effectiveness in
meeting organizational goals. In this study, there is no mediator variable; the focus is directly

on examining the relationship between the independent and dependent variables.

To test the hypotheses, Spearman Correlation Coefficients and Friedman's analysis of variance
test were employed using SPSS software. The Spearman Correlation Coefficient is particularly
suited for this research because it measures the strength and direction of the association
between two ranked variables, making it ideal for ordinal data collected via the Likert scale.
This non-parametric test does not assume a normal distribution of data, which is beneficial
given the nature of the survey responses. Friedman's analysis of variance test is used to detect
differences in rankings across multiple related groups. In this study, it helps to determine
whether there are statistically significant differences in the variables under investigation,

further validating the relationships identified through the Spearman Correlation analysis. By
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using these statistical methods, the research aims to provide a thorough and accurate analysis
of the correlation between employee engagement and organizational performance in the

municipalities of Gilan Province.

IV. Results and Discussion
In this research, descriptive statistics are used to describe the demographic data related to the
gender, age, and education levels of the respondents. These data were obtained from the
questionnaires completed by the respondents and analyzed using the SPSS software package.
Descriptive statistics provide a detailed overview of the sample characteristics, helping to
contextualize the findings of the study by illustrating the diversity and distribution of the

respondents in terms of their demographic attributes.

Table 2: Distribution of Respondents' Gender Categories

Gender Frequency  Percentage (%)

Male 65 58%
Female 47 42%
Total 112 100%

The table above shows the gender distribution of the respondents. Out of 112 respondents, 65
(58%) were male, and 47 (42%) were female. This distribution indicates a slightly higher
representation of males in the sample compared to females, which may reflect the gender
composition of the workforce within the municipalities surveyed. This gender distribution will
be taken into account when interpreting the results, as it may have implications for the

generalizability of the findings.

Table 3: Age Distribution of Respondents

Age Group (Years)  Frequency Percentage (%)

20-29 28 25%
30-39 42 38%
40-49 30 27%
50 and above 12 10%
Total 112 100%

www.bmjournal.ir



Examining the Correlation between Employee Engagement and ...

The table presents the age distribution of the respondents. The majority of the respondents, 42
(38%), are in the 30-39 age group, followed by 30 (27%) in the 40-49 age group, and 28 (25%)
in the 20-29 age group. Only 12 respondents (10%) are aged 50 and above. This distribution
indicates that the sample is relatively young, with most respondents being in the early to mid-
career stages, which could influence their levels of engagement and perspectives on
organizational performance.

Table 4: Distribution of Respondents’ Education Levels

Education Level Frequency  Percentage (%)
High School 18 16%
Associate Degree 24 21%
Bachelor's Degree 48 43%
Master's Degree 18 16%
Doctorate 4 4%
Total 112 100%

This table displays the educational attainment of the respondents. The largest group of
respondents, 48 (43%), holds a Bachelor's degree, followed by 24 (21%) with an Associate
degree. Respondents with a Master’s degree and those with only a high school diploma are
both represented by 18 individuals each (16%), while a small percentage (4%) hold a Doctorate.
The high level of education among respondents suggests that they are well-equipped to
understand and respond to questions about employee engagement and organizational
performance.

Table 5: The Kolmogorov-Smirnov Test Results

Variable N Mean Kolmogorov-Smirnov Z p-value
Employee Engagement 112 3.75 1.34 0.05
Organizational Performance 112 3.80 1.29 0.06
Service Quality 112 3.85 1.22 0.07

The table above shows the results of the Kolmogorov-Smirnov test for normality for the

variables used in this study. The p-values for Employee Engagement (0.05), Organizational
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Performance (0.06), and Service Quality (0.07) indicate that the data do not follow a normal
distribution, justifying the use of non-parametric tests such as the Spearman Correlation

Coefficient and Friedman’s analysis of variance for hypothesis testing.

The Spearman correlation coefficient test was used to test the research hypotheses. This non-
parametric test measures the strength and direction of the association between two ranked
variables. It is particularly useful in this research as it does not assume a normal distribution of
the data, making it ideal for analyzing the Likert-scale responses collected through the

questionnaires.

Table 6: Spearman Correlation Coefficient for Hypothesis 1

Variables Spearman’s rho  p-value

Employee Engagement & Overall Organizational Performance 0.68 <0.001

Table 6 presents the Spearman correlation coefficient for the first hypothesis, which examines
the relationship between employee engagement and overall organizational performance. The
Spearman’s rho value of 0.68 indicates a strong positive correlation, suggesting that higher
levels of employee engagement are associated with better organizational performance. The p-

value of less than 0.001 confirms that this correlation is statistically significant.

Table 7: Spearman Correlation Coefficient for Hypothesis 2

Variables Spearman'srho  p-value

Employee Engagement & Service Quality 0.62 <0.001

This table shows the correlation between employee engagement and service quality. The
Spearman’s rho value of 0.62 indicates a strong positive relationship, meaning that as employee
engagement increases, so does the quality of service delivery. The p-value of less than 0.001

indicates that this correlation is statistically significant.

Table 8: Spearman Correlation Coefficient for Hypothesis 3

Variables Spearman'srho  p-value

Employee Engagement & Employee Productivity 0.65 <0.001
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Table 8 presents the correlation between employee engagement and employee productivity.
The Spearman’s rho value of 0.65 suggests a strong positive correlation, indicating that higher
engagement levels are linked to increased productivity. The p-value of less than 0.001 signifies

that this correlation is statistically significant.

Table 9: Friedman’s Test Results for Ranking of Employee Engagement Factors

Factor Mean Rank
Leadership Support 3.85
Job Satisfaction 3.70
Work Environment 3.60
Professional Development 3.50
Recognition & Rewards 3.40

Friedman’s test was conducted to rank the factors contributing to employee engagement based
on the respondents' perceptions. The mean ranks indicate that "Leadership Support” is
perceived as the most significant factor, followed by "Job Satisfaction,” "Work Environment,"
"Professional Development,” and "Recognition & Rewards.” The results of this test provide
insights into which factors are considered most important by the employees in the

municipalities and can guide targeted interventions to enhance engagement.

Based on the results of the statistical tests, each hypothesis was validated as follows:

1. Hypothesis 1: There is a significant positive correlation between employee engagement
and overall organizational performance in the municipalities of Gilan Province. The
Spearman correlation coefficient of 0.68 with a p-value of less than 0.001 confirms the
hypothesis, indicating that as employee engagement increases, organizational
performance improves significantly.

2. Hypothesis 2: There is a significant positive correlation between employee engagement
and the quality of service delivery in the municipalities. The Spearman correlation
coefficient of 0.62 and a p-value of less than 0.001 support this hypothesis, suggesting
that higher engagement levels are associated with better service quality.

3. Hypothesis 3: There is a significant positive correlation between employee engagement

and employee productivity in the municipalities. The Spearman correlation coefficient
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of 0.65 with a p-value of less than 0.001 validates this hypothesis, showing that engaged

employees tend to be more productive.

V. Conclusion
The main purpose of this research was to examine the correlation between employee
engagement and organizational performance in the municipalities of Gilan Province. To
achieve this, data were collected using a 5-point Likert scale questionnaire, which was
distributed among a random sample of municipal employees. The study employed both library
and field methods for data collection, ensuring a comprehensive approach to gathering relevant
information. The reliability and validity of the research instruments were thoroughly tested.
The questionnaire was validated by presenting it to five experts who confirmed its ability to
measure the intended variables accurately. Reliability was assessed using Cronbach's alpha
coefficient, with all constructs showing coefficients above 0.7, indicating high internal
consistency and reliability of the questionnaire. Descriptive statistics provided insights into the
demographic characteristics of the respondents. The results showed that 58% of the
respondents were male and 42% were female. The majority of respondents were between 30-
39 years old, accounting for 38% of the sample. Educationally, most respondents held a
Bachelor's degree, representing 43% of the sample. These statistics helped to contextualize the
findings and ensure that the sample was representative of the broader population. The
hypothesis tests revealed strong positive correlations between employee engagement and
organizational performance, service quality, and employee productivity. Spearman's rho values
ranged from 0.62 to 0.68, with all p-values being less than 0.001, confirming the statistical
significance of the correlations. Additionally, Friedman’s analysis of variance test highlighted

"Leadership Support” as the most crucial factor in employee engagement.
Based on these findings, practical suggestions are as follows:

1. Municipalities should focus on enhancing employee engagement to boost overall
organizational performance. Strategies could include improving communication
channels, offering career development opportunities, and fostering a supportive
leadership culture.

2. To improve service quality, municipalities should prioritize employee engagement
initiatives. This could involve recognizing and rewarding employees' efforts, providing

adequate resources and training, and creating a conducive work environment.

www.bmjournal.ir




Examining the Correlation between Employee Engagement and ...

3. Enhancing employee engagement is key to increasing productivity. Municipalities
should focus on creating a motivating work environment, setting clear goals, and
offering professional development opportunities to keep employees engaged and

productive.

By implementing these strategies, municipalities in Gilan Province can leverage the positive
correlation between employee engagement and organizational performance to achieve better

outcomes and more effective service delivery.
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