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Micro, small and medium enterprises (MSMEs) across the globe 
have been the major victims of the COVID-19 pandemic, which 
has plunged the business world into a serious crisis. However, 
Employee Engagement (EE) has been labeled as an essential 
nutrient that organizations need in order to survive in these 
turbulent times. This study was to examine the effect of EE on 
Employee Performance during the COVID-19 pandemic and how 
this relationship is moderated by job demands. The study used 
a sample size of 395 respondents who were chosen from a 
variety of MSMEs via a convenience sampling method. The study 
used a survey questionnaire approach as the main method for 
collecting primary data. The result of the correlation analysis 
showed that there was a significant relationship between EE and 
employee performance. It was revealed that job resources 
moderated the relationship between EE and employee 
performance. Finally, the result showed that job resources had 
a significant effect on EE. Thus, it can be concluded that, in the 
face of COVID-19, EE is a significant predictor of the 
performance of employees in the MSMEs sector. 

 

INTRODUCTION 
In the past, employees were seen as strategic tools by organizations. However, since the 

corporate environment has evolved, employees are now viewed as strategic partners (Singh, 
2020). As a result, organizations face the challenge of devising strategies to purposefully position 
their employees in that direction. This situation has been aggravated by the advent of the global 
pandemic, COVID-19, plunging businesses around the world into a serious crisis (Mani & Mishra, 
2020; Kumar, 2021; Atiku & Randa, 2021; Aguinis & Burgi-Tian, 2021; Jung, Jung & Yoon, 2021). 
Among businesses, micro, small, and medium enterprises (MSMEs) across the globe are the major 
victims of the pandemic (Shafi, Liu & Ren, 2020; Eggers, 2020), worsening their problems and 
leaving behind a gap that leaders and owners need to fill (Atiku & Randa, 2020). Besides, these 
organizations are finding effective ways to get the best out of their most valuable asset, human 
resources, since it is the effort of these resources that sustains organizational effectiveness and 
survival (Obuobisa-Darko & Tsedzah, 2019; Theo, Nursyamsi & Munizu, 2021). Employee 
Engagement (EE) is the essential nutrient that modern organizations require in order to thrive 
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(Dixit & Singh, 2020). Metaphorically, EE is being prescribed as the antidote to the recent crisis 
in the corporate business setting, and just as the world is relying on a vaccine for survival, 
organizations rely on EE to stay in business. Furthermore, Rao, Narayana and Niranjan (2021) 
asserted that EE is a powerful tool that can assist organizations in transforming their employees 
from strategic tools to strategic partners. Hence, organizations must go beyond employee 
motivational strategies and incorporate workplace practices that promote EE (Beri & Gulati, 2021). 
As a result, the concept of EE has become one of the most popular and extensively explored fields 
in human resource management for practitioners and academics alike (Rameshkumar, 2020; 
Buliska-Stangrecka & Iddagoda, 2020; Hameduddin & Lee, 2021), as well as in the popular press 
(Saks & Gruman, 2020), particularly during the COVID-19 pandemic (Chanana, 2020; Kumar, 
2021).  

Regardless, HR managers are attempting to mitigate the consequences of the global crisis 
on their employees, a circumstance that is slowly but steadily lowering EE (Kumar, 2021). Dinh 
(2020) also showed that businesses usually face various types of challenges in their efforts to 
develop interaction with their employees in order to build a robust labour force. As a result, HR 
managers and business leaders are compelled to focus more on engaging their valuable assets, 
as the output and performance of these assets have a direct effect on organizational productivity 
(Sharma & Sharma, 2014; Taha, 2016; Dhir & Shukla, 2019). Simon and Jeromy (2018) noted 
that when HR managers improve EE, it leads to improved performance, lowers staff turnover, 
and enhances employee well-being. According to Balogun and Afolabi (2018), organizations 
globally have become much more aware of the importance of their human resources serving as 
a competitive edge over their competitors. Through their performance, employees create a 
competitive edge for their organizations. Therefore, organizations should find ways to embed 
engagement strategies into the overall organization's policies to achieve the highest possible 
levels of employee performance. Albrecht et al. (2015) concluded that HR managers need to 
make it a point to insert EE into their HRM policies and practices. Also, organizations are required 
to concentrate on the factors that contribute to enhancing employees’ performance because their 
performances have a direct linkage with the goal attainment of the organization (Biddle & 
Evenden, 2014). The debate on EE has been going on in Africa as well. For instance, Shirin and 
Kleyn (2017) found that engagement among employees of a large South African bank was 
primarily driven by the corporate reputation perceptions of the employees. Conversely, Vittee 
(2015) postulated that employee empowerment and employees' participation in decision-making 
were the core indicators of engagement in South Africa. Moletsane, Tefera and Migiro (2019) 
found that the low level of productivity in a South African sugar factory was due to the high 
number of relatively engaged employees in the factory, and this was attributed to personal 
feelings of employees, work atmosphere, communication, leadership style, and devotion.  

In addition, Otieno, Waiganjo and Njeru (2015) found that the performance of 
organizations in the Kenyan horticultural sector mainly depended on EE, and in the same national 
jurisdiction, creativity and innovation were found to be the main antecedents of EE among 
librarians (Gichohi, 2014). Also, Mokaya and Kipyegon (2014) revealed that remuneration was 
the key driver of engagement in a co-operative bank in Kenya. Nevertheless, the study found that 
factors such as personal development and growth, workplace recreation, and performance 
management were found to have impact on engagement in the workplace. In Uganda, Sendawula 
et al. (2018) established that EE influences employee performance in the health sector. Moreover, 
Ajayi, Odusanya and Morton (2017) postulated that MSMEs in Nigeria can achieve sustained 
growth and survival by putting in place the appropriate organizational context for EE. Ghana has 
also not been left out in the EE debate in Africa, as Amoako-Asiedu and Obuobisa-Darko (2017) 
found out that employee performance in the public sector was directly related to engagement 
levels. Thus, the researchers concluded that employees in the public sector will perform at their 
maximum best if they are engaged. A study conducted by Agyemang and Ofei (2013) found that 
EE levels were higher among private sector employees than among their colleagues in the public 
sector. However, the study pointed out that EE in both the public and private sectors can be 
realized when the employees are provided with the resources needed to perform their work roles. 



The Effect of Employee Engagement on Employee Performance in Ghana's MSMEs Sector During 
Covid-19 

Journal of Social Science, Vol. 04, No. 03, May 2023                679 

Also, Kaliannan and Adjovu (2015) found that engagement strategies implemented by a Ghanaian 
telecommunications organization resulted in success. In 2020, Ohemeng, Obuobisa-Darko and 
Amoako-Asiedu (2020) examined the impact of EE on employee task performance in Ghanaian 
state-owned enterprises. The study found out that EE has a positive and significant influence on 
the performance of employees. Organizational culture has been found to enhance EE in the 
Ghanaian public sector (Prepra-Mensah & Kyeremeh, 2018). According to Turner (2020), EE is 
the positive and proactive workplace behaviour that is engineered by enthused and passionate 
employees as well as rational people management practices and compassionate managers are 
directed toward the realization of effectively articulated business goals. In addition, it refers to 
employees' involvement in their work and commitment to the organization's vision, mission, and 
goals (Rensburg et al., 2013).  

Despite the fact that managers are responsible for ensuring EE, the managers themselves 
must be engaged in their work before they can effectively engage their employees (Clack, 2020). 
Thus, the desire to nurture effective engagement does not rest solely on the shoulders of 
employers and management, but both the employee and the employer have active roles to play 
(Tauetsile, 2016; Ouellette, 2021; Narayana & Niranjan, 2021). Ouellette (2021) stated that 
managers may initiate EE systems, but the ultimate decision lies with employees to make use of 
the systems such that everybody will own them in the organization. However, in order to achieve 
effective engagement in the workplace, there should be a clear distinction between organizational 
goals and individual roles, as well as a comprehensive performance management system that 
provides opportunities for goal realization (Turner, 2020). The foregoing discussions suggest that 
engagement does not occur by chance, but in an enabling work environment that has been 
strategically designed. Hence, certain elements or factors should be present in the organization 
to pave the way for EE.   

Thus, according to Gabr and El-Shaer (2013), factors such as job characteristics, perceived 
organizational support, recognition and reward, perceived supervisor support, and procedural 
justice are antecedents of EE. The authors added that, organizational commitment, the intention 
to quit, employee involvement, and job satisfaction account for EE.  Heerden (2015) also pointed 
out that a number of issues which decide work engagement include family-work related stress 
and personal relationships in the work setting. EE is a necessity for businesses because of its 
favourable impact on employee, team, and organizational outcomes (Bakker & Albrecht, 2018), 
and it is a way to enhance strategy implementation and decrease performance gaps and waste 
(Nienaber & Martins, 2020; Katili, Wibowo & Akbar, 2021) in an organization. It is also a recipe 
for positive overall performance of an organization (Sutisna, Fauziya & Pranoto, 2020), and can 
thus be a game changer in organizational performance (Mburu, Koome & Gichuhi, 2020) in this 
current business environment.  In light of that, Jabeen and Rahim (2021) concluded that the 
financial and non-financial outcomes of an organization are highly dependent on the performance 
of its employees. However, the quality of individual performance in an organization is determined 
by the level of EE (Satata, 2021). This implies that it is actually EE that causes performance to 
influence the financial health of an organization, and not performance on its own. Thus, the 
engagement of employees should be of the utmost concern to every organization since it is the 
primary indicator of quality employee performance. This motivated the researchers to examine 
the impact of EE on the performance of employees in selected MSMEs in Ghana.  

Scholars have published on EE as well as meta-analyses (Saks & Gruman, 2014), but only 
a few of these studies have simultaneously incorporated moderating effects job resources (Taha, 
2016; Tauetsile, 2016). Additional, few studies have found EE to be positively associated with 
employee performance (see Govender & Bussin, 2020; Tensay & Singh, 2020; Satata, 2021; 
Linggiallo, Riadi, Hariyadi & Adhimursandi, 2021). Even so, a study conducted by Zondo (2020) 
in a South African automotive assembly organization revealed that EE had an insignificant effect 
on employees’ productivity. The mixed results indicate that more research into the relationship 
between the two variables is required. To this end, the researchers formulated the research 
questions as follows; What is the impact of Job Resources on Employee Engagement, What is the 



Daniel Nkansah, Raymond Gyimah, James Kwasi Annan, Daniel Agyemfour-Agyemang Sarpong 

Journal of Social Science, Vol. 04, No. 03, May 2023       680 

impact of Employee Engagement on Employee Performance, Does the moderating role of job 
resources influence the relationship between EE and Employee Performance. 
 
METHOD 

Research design details the plan for addressing research objectives or hypotheses 
(McDaniel and Gates, 2012), in terms of how data will be collected and analysed (Bryman, 2012). 
Research design exists in different shades, and different authors provide different classifications 
of research design. Common types of designs identified by Bryman (2012) include cross-sectional 
design (sometimes referred to as survey design), longitudinal design, experimental design, 
comparative design, and case study design. Different designs offer myriad choices, each with 
certain strengths and weaknesses (McDaniel and Gates, 2012). Though it is often asserted that 
there is no single best research design (McDaniel and Gates, 2012; Cohen et al., 2007), under 
certain circumstances, some designs may be more appropriate. As emphasised by Cohen et al. 
(2007), “fitness for purpose” is a key governing principle in the choice of design. The research 
purpose (and the quality of information required) and the cost of implementing the study (e.g., 
time and finance) play instrumental roles in deciding on a particular design (McDaniel and Gates, 
2012). The study adopted a cross-sectional design. A cross-sectional survey design is adequate 
for explanatory research (Malhotra and Grover, 1998; Rindfleisch et al., 2008). However, the 
argument has been that compared to experimental and longitudinal designs, cross-sectional 
survey design is less suitable for investigating “cause-and-effect" questions (Bryman, 2012) since 
the probability that it will encounter common method variance problem is high (Lindell & Whitney, 
2001; Rindfleisch et al., 2008). The questions were "closed-ended," with a predetermined set of 
response options from which respondents could select. Respondents were asked questions on a 
five-point Likert scale, with responses ranging from 1 to 5: 1 = Strongly Disagree, 2 = Disagree, 
3 = Uncertain, 4 = Agree, and 5 = Strongly Agree. Closed-ended questions were used because 
they reduce the time and effort required to code responses for information passages and 
examinations, as well as increase their capacity and proficiency in eliminating non-response rates 
(Ruane, 2016). 

Population refers to all people or items that is of interest to a researcher (Rahi, 2017; 
Geoffrey, 2019). It is the total universe of people from which a sample is chosen. It also denotes 
all persons or items of interest to a researcher (Rahi, 2017; Geoffrey, 2019). According to Alvi 
(2016) all members who match the specific criteria set for a research study are known as the 
target population. The study's population was made up of employees from a few selected MSMEs 
in Ghana's second capital, Kumasi. The study used a survey questionnaire approach as the main 
method for collecting primary data. Secondary information sources, including published and 
unpublished works, journals, and other internet source relating to the subject, were also used 
predominately in the literature review and in supporting the research findings. The study used 
convenience sampling technique to select 395 respondents. Convenience sampling is a method 
of gathering data from a population that is close and easily accessible to the researcher (Rahi, 
2017). This sampling technique allows researchers to conduct interviews or collect responses at 
a low cost (Rahi, 2017). In this study, the convenience sampling was used during the sample 
selection and questionnaire distribution stages. That is, any employee from the selected MSMEs 
within the Kumasi metropolis who was readily available at the time of distributing the 
questionnaires had opportunity to be included in the sample. Data was coded, and analysed using 
Smart PLS 3.0 statistical software, which was based on the partial least square structural equation 
modelling (PLS-SEM) technique, in accordance with the aims of the study and conceptual model. 
Following that, the data was presented in tabular, graphical, and narrative formats. 

 
RESULTS AND DISCUSSION 
Demographic Characteristics of Respondents  

The demographic characteristics of respondents included: age of respondents; gender of 
respondents; number of children; marital status of the respondents; the position of respondents; 
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qualifications of respondents; years spent in the current organization by respondents; and types 
of employment of respondents. The results of the demographic characteristics of respondents are 
shown on Table 4.1. 

Table 1 Demographic Characteristics of Respondents 
Demographic  Frequency(395)  Percentage(100%)   
Gender of respondents  Male 182 46.1 

Female 213 53.9 
 Total 395 100 
Age of respondents  20-29 127 32.2 

30-39 141 35.7 
40-49 99 25.1 
50-60 16 4 
60 and above 12 3 

 Total 395 100 
Number of children None 124 31.4 

1 98 24.8 
2 83 21 
3 42 10.6 
4 and above 48 12.2 

 Total 395 100 
Marital status of  
respondents 

Single 179 45.3 
Married 142 36 
Divorced 36 9.1 
Widowed 38 9.6 

 Total 395 100 
Position of respondents  Operative/Non-

Manager 214 54.2 

Supervisor 129 32.6 
Manager 52 13.2 

 Total 395 100 
Qualification of 
respondents  

Certificate  146 37 
Diploma  119 30.1 
Degree 98 24.8 
Masters 32 8.1 

 Total 395 100 
Years spent current in 
organization 

1 year or less 69 17.5 
2 years 92 23.3 
3 years 112 28.3 
4 years and above 122 30.9 

 Total 395 100 
Type of employment  Full time  184 46.6 

Part time 88 22.3 
Temporary 59 14.9 
Casual 43 10.8 
Contract 
Total  

21 
395 

5.4 
100 

Source: field survey, 2022 
 
         From table 1, out of the 395 respondents, 213 of the respondents, representing 53.9%, 
were females, while 182 of the respondents, representing 46.1%, were males. This has the 
implication that MSMEs in the Kumasi metropolis basically employ more females than males. 
Regarding the age bracket of the respondents, it was found out that 141 of the respondents 
representing 35.7% were between 30-39 years of age, and 127 of the respondents representing 
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32.2% were between 20–29 years of age. This was followed by the age group 40–49 years, 
where there were 99 respondents representing 25.1%. The brackets of 50-59 and 60 and above 
had 4% and 3%, in that order. This result shows that a significant number of the respondents 
are young, which means that their energy levels are high, which is likely to have an impact on 
their performance.  According to the results, 124 of the 395 respondents did not have a child, 98 
of the respondents representing 24.8% had one child, 83 of the respondents representing 21% 
had two children, 42 of the respondents representing 10.6% had three children, and 48 of the 
respondents representing 12.2% had four or more children, in that order. This implies that more 
than half of the respondents have one or no child, which also impacts on their work and family 
lives. This also has an effect on their engagement levels at work. On the issue of marital status, 
179 out of the 395 respondents representing 45.3% were single, 142 of the respondents 
representing 36% were married, 36 of the respondents representing 9.1% were divorced, and 
38 of the respondents representing 9.6% were widowed. This result established that a large 
number of respondents were not married, which means it is possible to have a positive balance 
between work and family life, and this is likely to increase engagement levels. With respect to 
the positions of respondents, more than half (214) of the respondents representing 54.2% were 
operatives or non-managers, 129 of the respondents representing 32.6% were supervisors, and 
32 of the respondents representing 13.2% held managerial positions. The respondents were 
further asked to indicate their academic qualification.  
          The result shows that out of 395 respondents, 146 of the respondents representing 37% 
were certificate holders, 119 of the respondents representing 30.1% were diploma holders, 98 of 
the respondents representing 24.8% were degree holders, and 32 of the respondents 
representing 8.1% were master’s degree holders, in that order. This suggests that the majority 
of the respondents in the selected MSMEs have low levels of education. Also, respondents were 
asked about the length of service in their respective organizations. In ascending order, 122 out 
of the 395 respondents representing 30.9% have spent at least four years working in their 
organizations. This is followed by respondents who have spent 3 years. There were 112 of the 
respondents representing 28.3%, 92 of the respondents representing 23.3% had worked for a 
period of 2 years, and 69 of the respondents representing 17.5% had been with their 
organizations for a period of 1 year or less. The results show that more than 80% of the 
respondents had been with their organizations from the inception of COVID-19 in Ghana, and 
thus they were in a good position to tell how they felt during this period. Lastly, out of the 395 
respondents, 184 representing 46.6% were full-time workers, 88 of the respondents representing 
22.3% were part-time workers, 59 of the respondents representing 14.9% were temporary 
workers, 43 of the respondents representing 10.9% were causal workers, and 21 of the 
respondents representing 5.4% were contract workers. This implies that MSMEs in the metropolis 
mostly employ workers on a full-time basis. 
 
Measurement Issues  

Table 2 Model Fit 
Model 1  CFA Chi-

Square  
SRMR CMIN/DF CFI PClose RMSE

A 
Suggested Cut-
off values  

0.747 387.903 <.0098 <.973 <.758 <.000 <.113 

CFA 
Measurement 
model 

0.861 398.541  .0075 14.126 1.000 .0000 .532 

Source: field survey, 2022 
 
Cronbach alpha  

The Cronbach alpha test is used to determine whether multiple-question Likert scale 
surveys are reliable. The questions are designed to assess latent variables. The following is a rule 
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of thumb for interpreting alpha for dichotomous questions or explaining internal consistency: α ≥ 
0.9 as excellent, 0.9 ˃  α ≥0.8 as good, 0.8 ˃  α ≥ 0.7 as acceptable, 0.7 ˃  α ≥ 0.6 as questionable, 
0.6 ˃ α ≥ 0.5 as poor, and 0.5 ˃ α as unacceptable (DeVellis, 2012). The Cronbach alpha 
estimates for the variables in the study are shown in Table 3 below. 

Table 3 Cronbach Alpha 

Source: field survey, 2022 
 
Discriminant validity (Fornell-Larcker Criterion) 

The Fornell and Larcker test was used to investigate discriminant validity. The square 
root of AVE, according to Fornell & Larcker (1981), should be more than 0.5. 

Table 4 Discriminant Validity (Fornell & Larcker, 1981) 
 Age Gender Number 

of 
children 

Marital 
status 

Employee 
engagement 

Employee 
performan

ce 

Job 
resou
rces 

Job 
dema
nds 

Age *0.791        
Gender - 0.074 *0.703       
Number of 
children 

0.096 -0.27 *0.692      

Marital 
status 

-0.010 -0.067 0.013 *0.652     

Employee 
engagem
ent 

0.125 0.039 0.014 0.062 *0.852    

Employee 
performan
ce 

0.030 0.037 0.026 0.010 0.617 *0.715   

Job 
resources 

0.051 -0.090 -0.034 0.063 0.537 0.375 *0.7
19 

 

         
*Diagonals are square roots of the AVEs 
 Source: field survey, 2022 
 

Having discriminant validity means that each construct captures a distinct phenomenon 
that is not reflected by any other construct in the model (Hair et al., 2017). Discriminant validity 
examines how distinct one construct is from another (Amoako-Asiedu & Obuobisa-Darko, 2017). 
The results presented in table 4.5 show that the control and latent variables in this study are 
distinct from each other as each of them recorded a value greater than 0.5. 
Job Resources and EE 

The results show that job resources are positively and significantly linked to EE (r =.537, 
p <.01). This implies that EE will increase once employees have the necessary job resources. As 
a result, financial incentives, tools and materials, social support, training and development, 
autonomy, and flexibility have the potential to increase EE during the COVID-19 pandemic. 
EE and Employee Performance  

Finally, the results of the correlation analysis show that there is a positive relation 
between EE and employee performance. (r =.617, p.<.05). This suggests that an increase in EE 
will result in an increase in employee performance.  

Variables  Number of 
items  

Cronbach’s Alpha  

Employee Engagement  10 0.815 
Employee Performance  17 0.720 
Job Resources  10 0.710 
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Employee Performance at selected MSMEs  
Using a Likert scale of 0-never, 1-seldom, 2-sometimes, 3-often, and 4-always to the 

following statement that measures employee performance. Employee performance includes three 
dimensions, which include contextual performance, task performance, and counterproductive 
work behaviour. 

Table 5 Descriptive results of Employee Performance 
Employee Performance  Mini Maxi Mean Std. Dev. 
Task performance  
I plan my work such that it is done on time. 2.00 5.00 4.6329 1.65546 
I keep in mind the results that I have to achieve 
in my work. 

2.00 5.00 4.5316 1.26887 

I am able to separate main issues from side issues 
at work. 

1.00 5.00 4.6076 1.24037 

I am able to perform my work well with minimal 
time and effort. 

2.00 5.00 4.5772 1.24264 

Contextual Performance   
I usually take on extra responsibilities. 1.00 5.00 4.5772 1.24264 
I have initiative of task performance. 1.00 5.00 4.6127 1.25619 
I take challenging work tasks, when available. 1.00 5.00 4.6506 1.22556 
I work at keeping my job knowledge up-to-date. 1.00 5.00 4.7823 2.01219 

I work at keeping my job skills up-to-date. 1.00 5.00 4.5696 1.26535 
I come up with creative solutions to new 
problems. 

1.00 5.00 3.5975 1.31469 

I keep looking for new challenges in my job. 1.00 5.00 4.5342 1.23844 
I actively participate in work meetings. 1.00 5.00 3.5089 1.21822 
 

Table 6 Cont’d. Descriptive results of Employee Performance 
Counter productive work behaviour     
I complain about unimportant matters at work. 1.00 5.00 2.5797 1.27673 
I make problems greater than they were at work. 1.00 5.00 1.5468 1.21802 
I focus on the negative aspects of a work 
situation, instead of on the positive aspects. 

1.00 5.00 1.5696 1.22457 

I speak with colleagues about the negative 
aspects of my work. 

1.00 5.00 2.5964 1.30456 

I speak with people from outside the organization 
about the negative aspects of my work. 

1.00 5.00 2.5949 1.26771 

 Source: field survey, 2022 
 
           With task performance, the majority of the respondents always plan their work such that 
it is done on time (mean = 4.63, SD = 1.65). Furthermore, a higher proportion of respondents 
agreed that they always keep in mind the outcome that they need to achieve in their organizations 
(mean = 4.53, SD = 1.26). Again, the (mean = 4.60, SD = 1.24) revealed that the respondents 
could always separate the main issues from side issues in their organizations. The (mean = 4.57, 
SD = 1.24) show that a significant number of the respondents agreed that they can perform their 
work well with minimal time and effort. Regarding contextual performance, the (mean = 4.57, 
SD = 1.24) show that the majority of the respondents always take on extra responsibilities in 
their organizations. The (mean = 4.61, SD = 1.24) revealed that a greater number of the 
respondents always have the initiative for task performance in their organizations. The (mean = 
4.65, SD = 1.22) show that a significant number of the respondents always take on the 
challenging tasks when available in their organizations. Also, the (mean = 4.78, SD = 2.01) show 
that the majority of the respondents always work to keep their job knowledge up-to-date in their 
organizations. Likewise, the (mean = 4.56, SD = 1.26) show that the respondents always work 
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at keeping their job skills up-to-date in their organizations. The (mean = 3.59, SD = 1.31) 
revealed that the majority of the respondents often come up with creative solutions to new 
problems in their organizations. The (mean = 4.53, SD = 1.23) revealed that a significant number 
of the respondents always keep looking for new challenges in their jobs. The (mean = 3.50, SD 
= 1.21) show that most of the respondents often actively participate in a work setting. With 
regard to counterproductive work behaviour, the (mean = 2.57, SD = 1.26) revealed that a 
significant number of the respondents sometimes complain about unimportant matters at work. 
The (mean = 1.54, SD = 1.23) revealed that the majority of the respondents seldom had 
problems greater than they were at work. The (mean = 1.56, SD = 1.22) revealed that the 
majority of the respondents seldom focus on the negative aspects of a work situation instead of 
the positive aspects in their organizations. The (mean = 2.59, SD = 1.30) show that a greater 
number of the respondents sometimes speak with colleagues about the negative aspect of their 
work in their organizations. The (mean = 2.59, SD = 1.26) implies that most of the respondents 
sometimes speak with colleagues about the negative aspect of their work. Also, the (mean = 
2.59, SD = 1.26) revealed that a vast majority of the respondents sometimes speak with people 
from outside their organizations about negative aspects of their work. 
Job Resources at selected MSMEs  

Using a Likert scale of 1-5, 1-strongly disagree, 2-disagree, 3-neutral, 4-agree, and 5-
strongly agree to the following statements that measure job resources in the organization. 

Table 7 Descriptive results of Job Resources 
Job Resources Mini Maxi Mean Std. Dev. 
I get my job done on time. 1.00 5.00 4.6354 1.25797 
I have the knowledge, skills and abilities to get 
my job done properly. 

1.00 5.00 4.5367 1.23836 

I have the flexibility in the execution of my 
job. 

1.00 5.00 4.5494 1.27429 

I have the autonomy and control over the 
execution of my job. 

1.00 5.00 4.6709 1.27173 

I have the opportunity of learning new things 
through my work. 

1.00 5.00 3.6937 1.27245 

I get the help and support needed from my 
colleagues. 

1.00 5.00 4.4746 1.23997 

I am given the needed tools to perform my 
work. 

1.00 5.00 4.5924 1.22927 

I am paid enough for the work I do. 1.00 5.00 2.7349 1.12717 
I receive sufficient information about the 
purpose of my work. 

1.00 5.00 4.5722 1.22650 

I am allowed to attend training courses. 1.00 5.00 2.5646 1.26162 
Source: Fieldwork, 2021. 
 
        From table 7, the majority of the respondents agreed that they get their jobs done on time 
in their respective workplaces, with a (mean = 4.63, SD = 1.25). Also, the majority of the 
respondents agreed that they have the knowledge, skills, and abilities to get their job done 
properly in their workplaces (mean = 4.53, SD = 1.23). As well, the (mean = 4.54, SD = 1.27) 
revealed that most of the respondents agreed that they have flexibility in the execution of their 
job. In addition, the (mean = 4.67, SD = 1.27) revealed that most of the respondents agreed 
that they have autonomy and control over the execution of their jobs in their organizations. The 
(mean = 3.69, SD = 1.27) show that most of the respondents were neutral in their responses on 
whether they have the opportunity to learn new things through their work. The (mean = 4.47, 
SD = 1.23) show that the majority of the respondents agreed that they get the help and support 
needed for their colleagues. Also, the (mean = 4.59, SD = 1.22) show that most of the 
respondents agreed that they were given the needed tools to perform their work. The (mean = 
2.73, SD = 1.12) show that the majority of the respondents disagreed that they are paid enough 
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for the work that they do in their organizations. Likewise, the (mean = 4.57, SD = 1.22) show 
that the majority of the respondents agreed that they have received sufficient information about 
the purpose of their work in their organizations. Also, the (mean = 2.56, SD = 1.26) revealed 
that a significant number of the respondents disagreed that they should be allowed to attend 
training courses. The implication is that the majority of the respondents were in agreement with 
all the above statements, with the exception of the statements on training and salary. A majority 
of the respondents disagreed with the statements "I am paid enough for the work I do" and "I 
am allowed to attend training courses."  

Table 8 Model Fit 
Model 1  CFA Chi-

Square  
SRMR CMIN/DF CFI PClose RMS

EA 
Suggested 
Cut-off 
values  

0.761 352.515 <.0012 <3.415 <.745 <.000 <.11
3 

CFA 
Measureme
nt model 

0.843 365.438   .00764 15.127 1.098 .0054 .431 

Source: field survey, 2022 
Effect of Job Resources on EE 

Path A studied the link between job resources and EE in the selected MSMEs. The results 
(β= 1.548, p = 0.001) showed that job resources significantly predicted EE in the selected MSMEs. 
Thus, once employees are provided with the needed resources, engagement levels will increase. 
Effect of EE on Employee Performance 

Path C (β= 1.550, p = 0.000) showing that there was a positive and significant 
relationship between EE and employee performance in the selected MSMEs. This means that 
when EE levels go high, performance of employees will also increase, and vice-versa.  
The moderating role of Job Resources on the relationship between EE and Employee 
Performance  

The fifth and final hypothesis investigated the moderating role of job demands on EE and 
performance in the selected MSMEs.  
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Table 9 Moderation effect results for Job resources 

Path  Beta 
coefficient 

Standard 
error t-statistics p-

value 
EE -> Employee performance  0.300 0.028 11.584 0.000 
Job resources _ -> EE 0.432 0.041 9.494 0.001 
Job resources _ -> Employee Perf.  0.368 0.024 7.061 0.000 
Moderating Effect 1 0.122 0.039 9.371 0.003 

 Source: field survey, 2022 
 
            Based on the findings in Table 4.10 above, the results (β = 0.300, p-value = 0.000) 
indicated that EE and employee performance have a positive and significant relationship in the 
selected MSMEs. Similarly, EE contributes to employee performance in the selected MSMEs. The 
following step investigated the link between job resources and employee engagement; the 
resultant (β = 0.432, p-value = 0.001) demonstrated that job resources significantly predicted 
EE in the selected MSMEs. In step two, job resources were included in the equation, and the 
results show that job resources can predict EE significantly in the selected MSMEs. In step three, 
the relationship between job resources and employee performance was also investigated. The 
results (β = 0.368, p-value = 0.000) revealed that there is a positive and significant link between 
job resources and employee performance in the selected MSMEs. Therefore, providing employees 
with the resources they require will influence them to improve their performance in the 
organization. Finally, the moderating effect is investigated. The results (β = 0.122, p-value = 
0.003) showed that job resources moderated the correlation between EE and employee 
performance in the MSMEs sector during the pandemic.  
 
Discussions  

Employees are essentially an organization's true representatives and brand ambassadors; 
as a result, their dedication to the company and their performance within it add value to the 
organization. However, the private and work lives of employees have been severely affected by 
the COVID-19 pandemic, which in turn has led to employee anxiety, frustration, and burnout 
(Aditama & Setyo Riyanto, 2020). Schaufeli (2017) found out that employees who are going 
through these psychological stresses are also associated with occupational injuries and accidents, 
poor work performance, and reduced productivity, which also affect the overall organizational 
performance. With regard to the JD-R theory, job (and personal) resources reduce burnout and 
psychological stress and also boost EE (Schaufeli, 2017).  Thus, the current study was conducted 
to examine the impact of EE on employee performance, with job demands as a moderator, using 
MSMEs in Ghana as evidence. According to the regression analysis model, job demands were 
found to have insignificant effects on employee engagement. The study proposed three 
hypotheses, and data was collected and analysed using the questionnaire and PLS-SEM 
techniques, respectively, to test the hypotheses. The empirical findings did not significantly 
support all of the suggested research hypotheses. The findings are extensively discussed below, 
based on each objective of the study. 

 
The Effect of Job Resources on EE 

The first objective of this study was to examine the effect of job resources on EE. The 
study’s results supported the positive and significant link between job resources and EE in the 
selected MSMEs as hypothesized. This result is empirically supported. For instance, In the context 
of South Sudan, Kenyi & John (2020) investigated the relationships that exist between job 
demands, job resources, and EE. The findings revealed that job resources have a positive 
influence on EE. Similarly, Jauhari & Yulianti (2020) discovered that job resources have a 
significant positive influence on EE & that EE also mediates the association between job resources 
and turnover intentions. In a study of 163 employees, Xanthopoulou, Bakker, Demerouti and 
Schaufeli (2009) used SEM analyses to study the longitudinal relationship between job resources, 
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personal resources, and EE. The study's findings revealed that job resources were positively 
related to work engagement. Furthermore, Bakker et al. (2007) discovered that increased job 
resources have a significant positive impact on work engagement. Albrecht and Marty (2020) 
investigated the impact of self-efficacy and job resources on EE, affective commitment, and 
intention to leave. According to the findings, job resources had both direct and indirect effects on 
engagement. Chavararria et al. (2016) investigated EE and exhaustion and how it was influenced 
by the correlation between job resources, personal resources, and job demands, with a focus on 
juvenile probation and parole officers. The findings revealed that both job resources and job 
demands had a statistically significant effect on employee exhaustion, but only job resources had 
a statistically significant effect on EE. Job resources clearly have a positive relationship with 
engagement, as empirical evidence from several studies in different professions and countries 
confirms (Bakker & Demerouti, 2007).  
           According to Farndale and Murrer (2015), job resources like team climate, financial 
rewards, and participation in decisions impact EE in MSMEs. Again, results from a study conducted 
by Albrecht and Marty (2020) found a strong and significant association between job resources 
and EE. Christian et al. (2011) stated that job resources such as feedback, social support from 
supervisors, healthy relationships, and transformational leadership predictors increase EE.  In this 
study, though majority of the respondents reported that training and financial rewards were 
inadequate during this period of Covid-19, however, this did not greatly affect their engagement 
levels. This may be that employees are much aware of the global economic distress and its 
attendant job losses as a result of the pandemic, and thus, they are willing and ready to work, 
giving the available job resources so as to help their enterprises thrive, and also secure their jobs. 
This is not to say that during this period of pandemic, certain job resources (e.g. financial 
incentives) are less important in enhancing EE; but, since most of the organizations in the sector 
are experiencing financial difficulties, focusing on other job resources such as providing 
employees with flexibility and autonomy, tools and materials, and social support are key to boost 
EE. Indeed, job resources have an inherent motivating quality; they energize employees and 
make them feel engaged (Schaufeli 2017). Similarly, this research postulates that during the 
Covid-19 pandemic, job resources drive EE. 
 
The Effect of EE on Employee Performance 
           The results of the current study indicate that EE is a significant predictor of employee 
performance in the MSMEs sector during the Covid-19 as presented in the regression model. Also, 
correlation analysis results indicate that EE is positively related to employee performance. The 
second hypothesis (H2) is therefore supported. This means that a positive change in job and 
organization engagement would result in a positive change in task, contextual, and 
counterproductive performance of employees, and vice versa. The result is consistent with 
previous studies. For instance, Tanwar (2017) conducted a study to evaluate the effect of EE on 
employee and performance. The study found a positive and significant effect of EE on employee 
performance.  In addition, Ismail, Iqbal, & Nasr (2019) explored the link between EE and job 
performance in Lebanon. According to the findings, EE has a significant positive effect on job 
performance, which is consistent with the findings of this study. Anitha (2014) also looked at the 
major factors of EE and how they affect performance. The findings indicated that all of the listed 
characteristics were determinants of EE, with the working environment and team and co-worker 
relationships having the greatest influence. Similarly, Novitasari, Asbari & Purwanto (2020) found 
out that EE contributes significantly to improve employee performance. This result is in line with 
a study done by Kasimu et al., (2018), which revealed that through training and development, 
employees are engaged leading to employee performance. Also, Jepkorir (2014), studied the link 
between EE and performance in an organization. It was concluded that EE influences the quality 
work in the organization. Similarly, during the COVID-19 pandemic, EE has a significant effect on 
employee performance in Ghana's MSMEs sector. EE was primarily explained by organizational 
and job factors. Aside from organizational and job factors, respondents’ demographics: age, 
gender, marital status, and number of children were strongly related to EE. The findings are in 
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agreement with those of a study conducted by Khodakarami and Dirani (2020), who discovered 
that age and gender have an impact on the level of EE. According to the study, women were 
more engaged than men. Furthermore, younger employees were more engaged than older 
employees. Likewise, in this study, EE may have been influenced by these demographics, because 
data on the demographic characteristics of respondents showed that majority of the employees 
in the selected MSMEs were female, and also these MSMEs had youthful population. In summary, 
the findings of the study indicate that EE is a driver of positive employee performance in Ghana's 
MSMEs sector. 
 
Job Resources moderate the relationship between Employee Engagement and 
Employee Performance 
         Additionally, the regression analysis results show that job resources significantly moderate 
the link between EE and employee performance in the selected MSMEs during COVID-19. This 
means that the fourth hypothesis (H4) is supported. The result is in line with a study conducted 
by Van Wingerden, Derks and Bakker (2017) which examined the influence of organizational 
interventions on work engagement and performance. The study adopted the job demands–
resources model, and postulated that a personal resources intervention would have a positive 
effect on EE and performance. The personal resources initiative had a favourable measurable 
impact on work engagement and job performance, according to the findings. Work and personal 
resources, such as motivation for public service, are associated with EE in a positive way. Schaufeli 
(2017) found out that job resources (the "good things") have an intrinsic motivating quality; they 
boost employees' morale and make them feel engaged, which leads to better outcomes, such as 
improved employee performance. Therefore, during the COVID-19 pandemic, the five job 
resources (financial rewards, training and development, social support, tools and materials, and 
flexibility and autonomy) proposed in the study are key drivers of employee engagement which 
in turn improve employee performance. The implication is that, the performances of employees 
of the selected MSMEs in Ghana during the pandemic are enhanced via job and organizational 
engagement, which are also directly caused by these job resources. 

Table 10 Summary of Hypothesis Test Results 
Hypothesis  Relationship p-values  Decision 
H1 Job Resources -> EE 0.001 Supported  
H2 EE -> Employee Performance  0.000 Supported  
H3 Job Resources* EE-> Employee Performance 0.003 Supported  

Source: field survey, 2022 
 

CONCLUSION 
The aims of the study were: to examine the effect of employee engagement on employee 

performance; to investigate the moderating role of job demands on the link between EE and 
employee performance in selected MSMEs in Ghana. EE, as previously said, is the most important 
aspect in improving employee performance. However, Aditama & Setyo Riyanto (2020) found out 
that the COVID-19 pandemic has had a significant impact on employees' private and professional 
lives, resulting in employee anxiety, frustration, and burnout. In the same way, Kansal (2021) 
discovered that job insecurity, work-life imbalance, psychological stress, and collaboration and 
communication issues are some of the related workplace challenges of the pandemic. The study 
also stated that if these factors are not addressed, they can have a negative impact on employee 
performance, affecting an organization's ability to survive. According to Dixit & Singh (2020), EE 
is the necessary nutrient for modern organizations to thrive. As a result, increasing EE among 
employees during a pandemic is critical for organizations to ensure the sustainability of their 
businesses (Shortland, 2021). Thus, a study on EE and the impact it has on employee 
performance in the MSMEs sector is important in this period. 

 
 



Daniel Nkansah, Raymond Gyimah, James Kwasi Annan, Daniel Agyemfour-Agyemang Sarpong 

Journal of Social Science, Vol. 04, No. 03, May 2023       690 

REFERENCES 
Aditama, J., & Riyanto, S. (2020). Maintaining Employee Engagement and Employee Performance 

during Covid-19 Pandemic at PT. Koexim Mandiri Finance. Journal of Research in Business 
and Management, 8(3) 

Adil, M. S., & Baig, M. (2018). Impact of job demands-resources model on burnout and 
employee's well-being: Evidence from the pharmaceutical organisations of Karachi. IIMB 
management review, 30(2), 119-133. 

Aguinis, H., & Burgi-Tian, J. (2021). Measuring performance during crises and beyond: The 
Performance Promoter Score. Business Horizons, 64(1), 149-160.  

Aguinis, H., 2009. An expanded view of performance management. Performance management: 
Putting research into action, pp.1-43. 

Agyemang, C. B., & Ofei, S. B. (2013). Employee work engagement and organizational 
commitment: A comparative study of private and public sector organizations in Ghana. 
European Journal of Business and Innovation Research, 1(4), 20-33. 

Ahmed, A. and Ramzan, M., 2013. Effects of job stress on employees job performance a study 
on banking sector of Pakistan. IOSR Journal of Business and Management, 11(6), pp.61-
68. 

Albrecht, S. L., & Marty, A. (2020). Personality, self-efficacy and job resources and their 
associations with employee engagement, affective commitment and turnover intentions. 
The International Journal of Human Resource Management, 31(5), 657-681. 

Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015). Employee 
engagement, human resource management practices and competitive advantage. Journal 
of Organizational Effectiveness: People and Performance. 

Alias, E. N. Noor, M. N. and Hassan, R. (2014). Examining the mediating effect of employee 
engagement on the relationship between talent management practices and employee 
retention in the information and technology (IT) organisations in Malaysia. Journal of 
Human Resources Management and Labour Studies, Vol. 2, No. 2, pp. 227-242 

Al-Homayan, A. M., Shamsudin, F. M., Subramaniam, C. and Islam, R. (2013).  Impacts of Job 
Demands on Nurses’ Performance Working in Public Hospitals. American Journal of Applied 
Sciences, Vol.10 (9), Pp. 1050-1060, Doi:10.3844/ajassp.2013.1050.1060. 

Amoako-Asiedu, E., & Obuobisa-Darko, T. (2017). Leadership, employee engagement and 
employee performance in the public sector of Ghana. Journal of Business and Management 
Sciences, 5(2), 27-34. 

Anitha, J. (2014). Determinants of employee engagement and their impact on employee 
performance. International Journal of Productivity and Performance Management, Vol. 63 
(3), pp. 308 – 323, Do.10.1108/IJPPM-01-2013-0008. 

Atiku, S. O., & Randa, I. O. (2021). Ambidextrous Leadership for SMEs in the COVID-19 Era. In 
Handbook of Research on Sustaining SMEs and Entrepreneurial Innovation in the Post-
COVID-19 Era (pp. 19-39). IGI Global. 

Ajayi, O. M., Odusanya, K., & Morton, S. (2017). Stimulating employee ambidexterity and 
employee engagement in SMEs. Management Decision. 

Balogun, G. A., and Afolabi, A. Q., (2018). Examining the moderating roles of job demands and 
resources on the relation between work engagement and work–family conflict. South 
African Journal of Psychology, 49(4), 479-490, 
https://doi.org/10.1177/0081246318818382. 

Bakker, A. B., & Albrecht, S. (2018). Work engagement: current trends. Career Development 
International. 

Bakker, A., Demerouti, E., & Schaufeli, W. (2003). Dual processes at work in a call centre: An 
application of the job demands–resources model. European Journal of Work and 
Organizational Psychology, 12(4), 393-417. 

Bakker, A. & Demerouti, E. (2007). The job demands-resources model: State of the art. Journal 
of Managerial Psychology, 22(3), 309-328. 



The Effect of Employee Engagement on Employee Performance in Ghana's MSMEs Sector During 
Covid-19 

Journal of Social Science, Vol. 04, No. 03, May 2023                691 

Barrick, M.R., Thurgood, G.R., Smith, T.A. and Courtright, S.H., 2015. Collective organizational 
engagement: Linking motivational antecedents, strategic implementation, and firm 
performance. Academy of Management journal, 58(1), pp.111-135. 

Bakker, A.B. and Demerouti, E., 2017. Job demands–resources theory: Taking stock and looking 
forward. Journal of occupational health psychology, 22(3), p.273. 

Bakker, A. B., Hakanen, J. J., Demerouti, E., & Xanthopoulou, D. (2007). Job resources boost 
work engagement, particularly when job demands are high. Journal of Educational 
Psychology, 99(2), 274-284. 

Bakker, A. B., & Demerouti, E. (2018). Multiple levels in job demands-resources theory: 
Implications for employee well-being and performance. Handbook of well-being. 

Beri, D., & Gulati, S. (2021). Employee Engagement as an Essential for Performance of Teachers. 
European Journal of Molecular & Clinical Medicine, 7(7), 6439-6443. 

Braine, R. and Roodt, G.  (2011). The Job Demands-Resources model as predictor of work identity 
and work engagement: a comparative analysis. SA Journal of Industrial Psychology, 
Vol.37(2). 

Biddle, M., and Evenden, C. (2014). The influence of recruitment and selection on the 
performance of employees. International Journal of Science and Research, 3 (5), 132, 138. 

Braine, R. and Roodt, G.  (2011). The Job Demands-Resources model as predictor of work identity 
and work engagement: a comparative analysis. SA Journal of Industrial Psychology, 
Vol.37(2). 

Bryman, A. (2012). Social research methods (4th Ed.). New York: Oxford University Press 
Bulińska-Stangrecka, H., & Iddagoda, Y. A. (2020). The relationship between inter-organizational 

trust and employee engagement and performance. 
Chanana, N. (2020). Employee engagement practices during COVID‐19 lockdown. Journal of 

Public Affairs, e2508. 
Chavarria, D., (2016). Analyzing the relationship between job demands, job resources, and 

personal resources on employee engagement and exhaustion of juvenile probation/parole 
officers. Thesis of University of Nevada, Las Vegas. 

Chalofsky, N. and Krishna, V., 2009. Meaningfulness, commitment, and engagement: The 
intersection of a deeper level of intrinsic motivation. Advances in developing human 
resources, 11(2), pp.189-203. 

Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work engagement: A quantitative review 
and test of its relations with task and contextual performance. Personnel psychology, 64(1), 
89-136.  

Cohen, L., Manion, L., and Morrison K. (2007). Research methods in education (6th Ed.). New 
York: Routledge. 

Clack, L. (2021). Employee Engagement: Keys to Organizational Success. The Palgrave Handbook 
of Workplace Well-Being, 1001-1028. 

Crawford, E.R., LePine, J.A. and Rich, B.L., 2010. Linking job demands and resources to employee 
engagement and burnout: a theoretical extension and meta-analytic test. Journal of applied 
psychology, 95(5), p.834. 

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social exchange theory: A 
critical review with theoretical remedies. Academy of management annals, 11(1), 479-516. 

Dajani, D., & Zaki, M. A. (2015). The impact of employee engagement on job performance and 
organisational commitment in the Egyptian banking sector. 

Dixit, R., & Singh, S. (2020). Understanding Drivers of Engagement from Employees’ Perspective 
during COVID-19. International Journal of Management, 11(10). 

Dinh, L. (2020). Determinants of employee engagement mediated by work-life balance and work 
stress. Management Science Letters, 10(4), 923-928. 

Dhir, S. and Shukla, A., (2019). Role of organizational image in employee engagement and 
performance. Benchmarking An International Journal, 26(3), 971-999, DOI 10.1108/BIJ-
04-2018-0094. 



Daniel Nkansah, Raymond Gyimah, James Kwasi Annan, Daniel Agyemfour-Agyemang Sarpong 

Journal of Social Science, Vol. 04, No. 03, May 2023       692 

Eggers, F. (2020). Masters of disasters? Challenges and opportunities for SMEs in times of crisis. 
Journal of Business Research, 116, 199-208. 

Elnaga, A. and Imran, A., 2013. The effect of training on employee performance. European 
journal of Business and Management, 5(4), pp.137-147. 

Farndale, E., & Murrer, I. (2015). Job resources and employee engagement: A cross-national 
study. Journal of managerial psychology.  

Fornell, C. and Larcker, D.F., 1981. Structural equation models with unobservable variables and 
measurement error: Algebra and statistics. 

Gabr, H. and El-Shaer, A. M.  (2013). Head Nurses ' Job Demands and Resources and its 
Relationship with Their Work Engagement at Mansoura University Hospitals. Public Policy 
and Administration Research, Vol.3(4), Pp.33-42. 

Garg, K., Dar, I.A. and Mishra, M., 2018. Job satisfaction and work engagement: A study using 
private sector bank managers. Advances in Developing Human Resources, 20(1), pp.58-
71. 

Gichohi, P. M. (2014). The role of employee engagement in revitalizing creativity and innovation 
at the workplace: A survey of selected libraries in Meru County-Kenya. 

Govender, M., & Bussin, M. H. (2020). Performance management and employee engagement: A 
South African perspective. SA Journal of Human Resource Management, 18(1), 1-19. 

Gupta, N., & Sharma, V. (2016). Exploring employee engagement—A way to better business 
performance. Global Business Review, 17(3_suppl), 45S-63S. 

Harter, J.K., Schmidt, F.L. and Hayes, T.L., 2002. Business-unit-level relationship between 
employee satisfaction, employee engagement, and business outcomes: a meta-analysis. 
Journal of applied psychology, 87(2), p.268. 

Hameduddin, T., & Lee, S. (2021). Employee engagement among public employees: examining 
the role of organizational images. Public Management Review, 23(3), 422-446. 

Hair, J.F., Hult, G.T.M., Ringle, C.M., Sarstedt, M. and Thiele, K.O., 2017. Mirror, mirror on the 
wall: a comparative evaluation of composite-based structural equation modeling methods. 
Journal of the academy of marketing science, 45(5), pp.616-632. 

Heerden, V. J., (2015). The impact of job demands and job resources on work engagement and 
turnover intentions within the Information Technology division of a South African bank. 
Thesis of University of the Western Cape. 

Ismail, H.N., Iqbal, A. and Nasr, L., 2019. Employee engagement and job performance in 
Lebanon: the mediating role of creativity. International Journal of Productivity and 
Performance Management. 

Jabeen, R., & Rahim, N. (2021). Exploring the effects of despotic leadership on employee 
engagement, employee trust and task performance. Management Science Letters, 11(1), 
223-232. 

Jauhari, T., & Yulianti, P. (2020). The Effect of Job Resources as the Intervening Variable towards 
Turnover Intention and Employee Engagement. International Journal of Innovation 
Creativity and Change, 11(9), 232-247. 

Jepkorir, T. (2014). Perceived Relationship Between Employee Engagement And Employee 
Performance At East African Portland Cement Company Limited. Master Thesis, School of 
Business, University of Nairobi, Pp.1-49. 

Jehn, K. (1995). A multimethod examination of the benefits and detriments of intragroup conflict. 
Administrative Science Quarterly, 40(2), 256-282. 

Jehn, K., & Bendersky, C. (2003). Intragroup conflict in organizations: A contingency perspective 
on the conflict-outcome relationship. Research in Organizational Behavior, 25(1), 187-242. 

Jung, H. S., Jung, Y. S., & Yoon, H. H. (2021). COVID-19: The effects of job insecurity on the job 
engagement and turnover intent of deluxe hotel employees and the moderating role of 
generational characteristics. International Journal of Hospitality Management, 92, 102703. 

Kanten, S., Kanten, P. Durmaz, M. G., Kaya, E. B. and Akkoyun, Y.  (2019). The role of job 
demands and job resources model on job related strain and safety behaviors: a research 



The Effect of Employee Engagement on Employee Performance in Ghana's MSMEs Sector During 
Covid-19 

Journal of Social Science, Vol. 04, No. 03, May 2023                693 

on blue-collar workers. Press Academia Procedia (PAP), Vol. (9), pp.29-35, Doi: 
http://doi.org/10.17261/Pressacademia.2019.1060 

Kaliannan, M., & Adjovu, S. N. (2015). Effective employee engagement and organizational 
success: a case study. Procedia-Social and Behavioral Sciences, 172, 161-168. 

Katili, P.B., Wibowo, W. and Akbar, M., 2021. The effects of leaderships styles, work-life balance, 
and employee engagement on employee performance. Quantitative Economics and 
Management Studies, 2(3), pp.199-205. 

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at 
work. Academy of Management Journal, 33(4): 692–724. doi: 10.2307/256287 

Kaoud, M. (2018, September). Technological factors supporting Customer Knowledge 
Management: A case study research. In Proceedings of the European Conference on 
Knowledge Management, ECKM (Vol. 2, pp. 1039-1046). 

Kasimu, S. Saadat, N. K. Juma, B. and Grace, N.M. (2018). Training, employee engagement and 
employee performance: Evidence from Uganda’s health sector. Cogent Business & 
Management, Vol. 5(1), Pp.1-12, Do. 10.1080/23311975.2018.1470891. 

Kenyi, T. E., & John, L. B. (2020). Job resources, job demands, uncertain working environment 
and employee work engagement in banking industry: Prevailing evidence of South Sudan. 
International Journal of Research in Business and Social Science (2147-4478), 9(2), 202-
212. 

 
Khodakarami, N. and Dirani, K., 2020. Drivers of employee engagement: Differences by work 

area and gender. Industrial and Commercial Training. 
Kotler, P., Armstrong, G., Saunders, J. and Wong, V., 2002. Principles of Marketing, 3rd European 

edition. Harlow et al, 2, pp.22-36. 
Kumar, P. (2021). V-5 Model of Employee Engagement During COVID-19 and Post Lockdown. 

Vision, 0972262920980878. 
Lipson, A. (2020). The Moderating Role of Emotional Intelligence on the Relationship between 

Job Resources and Employee Engagement (Doctoral dissertation, San Jose State 
University). 

Li, F., Wang, G., Li, Y., & Zhou, R. (2017). Job demands and driving anger: The roles of emotional 
exhaustion and work engagement. Accident Analysis & Prevention, 98, 198-205. 

Linggiallo, H., Riadi, S., Hariyadi, S. and Adhimursandi, D., 2021. The effect of predictor variables 
on employee engagement and organizational commitment and employee performance. 
Management Science Letters, 11(1), pp.31-40. 

Li, P., Taris, T. W., & Peeters, M. C. (2020). Challenge and hindrance appraisals of job demands: 
one man’s meat, another man’s poison? Anxiety, Stress, & Coping, 33(1), 31-46. 

Lee, J. Y., Rocco, T. S., & Shuck, B. (2020). What is a resource: Toward a taxonomy of resources 
for employee engagement? Human Resource Development Review, 19(1), 5-38. 

 
Lu, C., Du, D., Xu, X. and Zhang, R. (2016). Revisiting the relationship between job demands and 

job performance: The effects of job security and traditionality. Journal of Organizational 
Psychology, Vol.90(1), https://doi.org/10.1111/joop.12158. 

Lindell, M.K. and Whitney, D.J., 2001. Accounting for common method variance in cross-sectional 
research designs. Journal of applied psychology, 86(1), p.114. 

Mani, S., & Mishra, M. (2021). Employee engagement constructs: “CARE” model of engagement–
need to look beyond the obvious. Leadership & Organization Development Journal. 

Main, K. (2011). Job Demands and Job Resources as Antecedents of Work Engagement among 
School Educators in Pietermaritzburg, Kwazulu-Natal. Master Thesis, the School of 
Psychology At the University of KwaZulu-Natal, Pp1-86. 

Markos, S., & Sridevi, M.S. (2010). Employee engagement: The key to improving performance. 
International Journal of Business and Management, 5(12), 89–96. 

Mangkunegara, A.P., 2009. Evaluation Performance Evaluation of Human Resources. 
Performance Evaluation of Human Resource. Bandung, Publisher Refika Aditama. 



Daniel Nkansah, Raymond Gyimah, James Kwasi Annan, Daniel Agyemfour-Agyemang Sarpong 

Journal of Social Science, Vol. 04, No. 03, May 2023       694 

McDaniel, C. and Gates, R., 2012. Marketing research essentials. Wiley Global Education. 
Meswantri, M. and Awaludin, A. (2018). Determinant of Employee Engagement and its 

Implications on Employee Performance. International Review of Management and 
Marketing, Vol.8(3), Pp.36-44. 

Meijman, T., & Mulder, G. (1998). Psychological aspects of workload. InP. J. Drenth & H. 
Thierry(Eds.), Handbook of work and organizational psychology (pp. 5-33). Hove: 
Psychology Press. 

Moletsane, M., Tefera, O., & Migiro, S. (2019). The relationship between employee engagement 
and organisational productivity of sugar industry in South Africa: the employees’ 
perspective. African Journal of Business and Economic Research, 14(1), 113-134. 

Morgeson, F. P., Mitchell, T. R., & Liu, D. (2015). Event system theory: An event-oriented 
approach to the organizational sciences. Academy of Management Review, 40(4), 515-537. 

Mokaya, S. O., & Kipyegon, M. J. (2014). Determinants of employee engagement in the banking 
industry in Kenya; Case of Cooperative Bank. Journal of human resources management 
and labor studies, 2(2), 187-200. 

Mburu, B., Koome, P., & Gichuhi, D. (2020). Influence of employer-employee relationships on 
service quality in the hospitality industry in Nakuru County, Kenya. International Journal of 
Research in Business and Social Science (2147-4478), 9(5), 166-171. 

Myrden, S.E. and Kelloway, E.K., 2015. Leading to customer loyalty: a daily test of the service-
profit chain. Journal of Services Marketing. 

Miles, D., Borman, W., Spector, P. & Fox, S. (2002). Building an integrative model of extra role 
work behaviors: A comparison of counterproductive work behavior with organizational 
citizenship behavior. International Journal of Selection and Assessment, 10(2), 51-57. 

Nassazi, A., 2013. Effects of training on employee performance.: Evidence from Uganda. 
 
Niranjan, K., Narayana, K.S. and Rao, M.N., 2021, January. Role of Artifical Intelligence in 

Logistics and Supply Chain. In 2021 International Conference on Computer Communication 
and Informatics (ICCCI) (pp. 1-3). IEEE. 

Nienaber, H. and Martins, N., 2020. Exploratory study: determine which dimensions enhance the 
levels of employee engagement to improve organisational effectiveness. The TQM Journal. 

Novitasari, D., Asbari, M., & Purwanto, A. (2020). Maximizing Employee Performance: An Analysis 
of Organizational and Individual Factors. International Journal of Social and Management 
Studies, 1(1), 95-104. 

Obuobisa-Darko, T. and Tsedzah, V., 2019. Human Resource Development Climate and Employee 
Engagement in Developing Countries. International Journal of Business and Management, 
14(6), pp.150-159. 

Ohemeng, F. L., Obuobisa Darko, T., & Amoako‐Asiedu, E. (2020). Employee engagement and 
task performance in state‐owned enterprises in developing countries: The case study of 
the power sector in Ghana. Journal of Public Affairs, 20(2), e2021. 

Otieno, B. B. A., Waiganjo, E. W., & Njeru, A. (2015). Effect of Employee Engagement on 
Organisation Performance in Kenya's Horticultural Sector. International Journal of Business 
Administration, 6(2), 77. 

Onditi, A., 2016. Green marketing and consumer satisfaction. Journal of Marketing and Consumer 
Research, 29, pp.37-45. 

Pandita, D., & Bedarkar, M. (2015). Factors affecting employee performance: A conceptually 
study on the drivers of employee engagement. Prabandhan: Indian Journal of 
Management, 8(7), 29-40. 

Pantri, H. and Ahmad, S. R. (2012). The Influence of Employee Satisfaction in Supporting 
Employee Work Performance and Retention Moderated by the Employee Engagement 
Factor of an Institution (An Empirical Study of Binus Business School). International Journal 
of Economics and Management, Vol. 6(1), Pp. 191 – 200. 



The Effect of Employee Engagement on Employee Performance in Ghana's MSMEs Sector During 
Covid-19 

Journal of Social Science, Vol. 04, No. 03, May 2023                695 

Pepra-Mensah, J., & Kyeremeh, E. A. (2018). Organisational culture: A catalyst for employee 
engagement in the Ghanaian public sector. Global Journal of Human Resource 
Management, 6(3), 11-28. 

Peter, A. O. (2015). Influence of Extrinsic and Intrinsic Rewards on Employee Engagement 
(Empirical Study in Public Sector of Uganda). Management Studies and Economic Systems 
(MSES), Vol.2(1), Pp.59-70. 

Peng, L. N., (2015). The moderating effects of job demand between job resources, work-life 
enrichment, and core self-evaluations on work engagement among academics in Malaysian 
public universities. Thesis of University Ultra Malaysia. 

Podsakoff, N. P., LePine, J. A., & LePine, M. A. (2007). Differential challenge stressor-hindrance 
stressor relationships with job attitudes, turnover intentions, turnover, and withdrawal 
behavior: a meta-analysis. Journal of applied psychology, 92(2), 438. 

Rao, M. M., Narayana, D. M. S., & Niranjan, D. K. (2021). Employee Engagement: Issues And 
Concerns. European Journal of Molecular & Clinical Medicine, 7(7), 5826-5835. 

Rahi, S. (2017). Research design and methods: A systematic review of research paradigms, 
sampling issues and instruments development. International Journal of Economics & 
Management Sciences, 6(2), 1-5. 

Radic, Aleksandar, Juan M. Arjona-Fuentes, Antonio Ariza-Montes, Heesup Han, and Rob Law. 
"Job demands–job resources (JD-R) model, work engagement, and well-being of cruise 
ship employees." International Journal of Hospitality Management 88 (2020): 102518. 

Rameshkumar, M. (2020). Employee engagement as an antecedent of organizational 
commitment–A study on Indian seafaring officers. The Asian Journal of Shipping and 
Logistics, 36(3), 105-112. 

Rensburg, Y. J. V., Boonzaier, B. and Boonzaier, M.  (2013). The job demands-resources model 
of work engagement in South African call centers. SA Journal of Human 

Rindfleisch, A., Malter, A.J., Ganesan, S. and Moorman, C., 2008. Cross-sectional versus 
longitudinal survey research: Concepts, findings, and guidelines. Journal of marketing 
research, 45(3), pp.261-279. 

Rich, B. L. LePine, J. A. and Crawford, E. R. (2010). Job engagement: Antecedents and effects 
on job performance. Acad. Manag. J. 53, 617–635.Resource Management/SA tydskrif vir 
Menslikehulpbronbestuur, Vol. 11(1), Pp.1-13 , 
Doi;http://dx.doi.org/10.4102/sajhrm.v11i1.484 

Ruane, J.M., 2016. Introducing social research methods: Essentials for getting the edge. John 
Wiley & Sons. 

Saks, A. M., & Gruman, J. A. (2020). EMPLOYEE ENGAGEMENT. Essentials of Job Attitudes and 
Other Workplace Psychological Constructs. 

Saks, A. M. (2006). Antecedents and consequences of employee engagement. J. Manag. Psychol. 
21, 600–619. 

Sahni, J., 2020. Impact of COVID-19 on employee behavior: Stress and coping mechanism during 
WFH (Work from Home) among service industry employees. International Journal of 
Operations Management, 1(1), pp.35-48. 

Satata, D. B. M. (2021). Employee Engagement as an Effort to Improve Work Performance: 
Literature Review. Ilomata International Journal of Social Science, 2(1), 41-49. 

Schaufeli, W.B., Salanova, M., González-Romá, V. and Bakker, A.B., 2002. The measurement of 
engagement and burnout: A two sample confirmatory factor analytic approach. Journal of 
Happiness studies, 3(1), pp.71-92. 

Schaufeli, W.B., Bakker, A.B. and Van Rhenen, W., 2009. How changes in job demands and 
resources predict burnout, work engagement, and sickness absenteeism. Journal of 
Organizational Behavior: The International Journal of Industrial, Occupational and 
Organizational Psychology and Behavior, 30(7), pp.893-917. 

Schaufeli, W. B. (2017). Applying the job demands-resources model. Organizational Dynamics, 
2(46), 120-132. 



Daniel Nkansah, Raymond Gyimah, James Kwasi Annan, Daniel Agyemfour-Agyemang Sarpong 

Journal of Social Science, Vol. 04, No. 03, May 2023       696 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources and their relationship with 
burnout and engagement: A multi-sample study. Journal of Organizational Behavior, 25, 
293-315 

 
Shafi, M., Liu, J. and Ren, W., 2020. Impact of COVID-19 pandemic on micro, small, and medium-

sized Enterprises operating in Pakistan. Research in Globalization, 2, p.100018. 
Shaheen, A. Fais, B. A. and Abdul, R. J. (2017). Employee Engagement on Employee Relations 

with Supervisor and Employee Performance Relationship in Developing Economy: Critical 
Analysis with PLS-SEM. Saudi Journal of Business and Management Studies, Vol.2(4), 
Pp.389-398, Do. 10.21276/sjbms. 

Shrotryia, V. K., & Dhanda, U. (2020). Development of employee engagement measure: 
experiences from best companies to work for in India. Measuring Business Excellence. 

Shuck, B., Osam, K., Zigarmi, D., & Nimon, K. (2017). Definitional and conceptual muddling: 
Identifying the positionality of employee engagement and defining the construct. Human 
Resource Development Review, 16(3), 263-293. 

Sonnentag, S., 2011. Research on work engagement is well and alive. European Journal of Work 
and Organizational Psychology, 20(1), pp.29-38. 

Storey, J., Wright, P.M. and Ulrich, D.O. eds., 2008. The Routledge companion to strategic human 
resource management. Routledge. 

Stoner, J.A., 1996. Management. Pearson Education India. 
Shortland, S., 2021. Focusing on the family: policy issues in the Covid-19 era. Think Global People, 

pp.26-28. 
Sharma, M. S., & Sharma, M. V. (2014). Employee Engagement to Enhance Productivity in Current 

Scenario. International Journal of Commerce, Business and Management, 3(4), 595-604. 
Sendawula, K., Nakyejwe Kimuli, S., Bananuka, J., & Najjemba Muganga, G. (2018). Training, 

employee engagement and employee performance: Evidence from Uganda’s health sector. 
Cogent Business & Management, 5(1), 1470891. 

Simon, L, A. and Jeromy, A., (2018). Employee engagement and emotional exhaustion of fly-in-
fly-out workers: a diary study. Australian journal of psychology, 70(1), 66-75, 
http://hdl.handle.net/10536/DRO/DU:30091460. 

Shirin, A., & Kleyn, N. (2017). An evaluation of the effects of corporate reputation on employee 
engagement: The case of a major bank in South Africa. International Studies of 
Management & Organization, 47(3), 276-292. 

Shuck, B., & Wollard, K. (2010). Employee engagement and HRD: A seminal review of the 
foundations. Human resource development review, 9(1), 89-110. 

Singh, Y. (2020). Identification of Key Drivers of Employee Engagement: A Chronological Review 
of Literature. AIJR Abstracts, 43. 

Singh, S., Dixit, A. and Joshi, G., 2020. “Is compulsive social media use amid COVID-19 pandemic 
addictive behavior or coping mechanism?. Asian journal of psychiatry, 54, p.102290. 

Spector, P., & Jex, S. (1998). Development of four self-report measures of job stressors and 
strains: Interpersonal Conflict at Work Scale, Organizational Constraints Scale, Quantitative  

Sutisna, D., Fauziya, F., & Pranoto, R. N. (2020). Employee Engagement of Small and Medium 
Micro Businesses (Msme) In Bandung City-West Java: At The Condition Of Covid Pandemic 
19. Palarch's Journal Of Archaeology Of Egypt/Egyptology, 17(4), 2843-2853. 

Sun, L., & Bunchapattanasakda, C. (2019). Employee engagement: A literature review. 
International Journal of Human Resource Studies, 9(1), 63-80. 

Swati, D. and Archana, S. (2019). Role of organizational image in employee engagement and 
performance. Benchmarking An International Journal, Vol.26(1), Pp. 971-989, Do. 
10.1108/BIJ-04-2018-0094. 

Taha, A. V. (2016). Employee engagement and its determinants: Focusing on retail organisations. 
Economy & Society & Environment 

Tanwar, A. (2017). Impact of employee engagement on performance. International Journal of 
Advanced Engineering, Management and Science, 3(5), 239845. 



The Effect of Employee Engagement on Employee Performance in Ghana's MSMEs Sector During 
Covid-19 

Journal of Social Science, Vol. 04, No. 03, May 2023                697 

Tauetsile, O. J., (2016). Employee Engagement: Extension of the Job Demands Resource (JD-R) 
Model with the Ubuntu Construct. Thesis of Bournemouth University, UK. 

Tensay, A.T. and Singh, M., 2020. The nexus between HRM, employee engagement and 
organizational performance of federal public service organizations in Ethiopia. Heliyon, 
6(6), p.e04094. 

Theo, C., Nursyamsi, I., & Munizu, M. (2021). The Effect of Discipline, Work Motivation, Work 
Expenses on Employee Performance Through Work Satisfaction. Hasanuddin Journal of 
Applied Business and Entrepreneurship, 4(1), 53-64. 

Turner, P. (2020). The organisation of work and employee engagement. In Employee 
Engagement in Contemporary Organizations (pp. 167-192). Palgrave Macmillan, 
Cham.Workload Inventory, and Physical Symptoms Inventory. Journal of Occupational 
Health Psychology, 3(4), 356-367. 

Van den Broeck, A., De Cuyper, N., De Witte, H., & Vansteenkiste, M. (2010). Not all job demands 
are equal: Differentiating job hindrances and job challenges in the Job Demands–Resources 
model. European journal of work and organizational psychology, 19(6), 735-759. 

Vittee, K., 2015. Employee engagement lacking in South Africa. 
Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009). Reciprocal relationships 

between job resources, personal resources, and work engagement. Journal of Vocational 
behavior, 74(3), 235-244. 

Zhang, L. and Farndale, E., 2021. Workforce age profile effects on job resources, work 
engagement and organizational citizenship behavior. Personnel Review. 

 
Copyright holder: 

Daniel Nkansah, Raymond Gyimah, James Kwasi Annan, Daniel Agyemfour-Agyemang 
Sarpong (2023) 

 
First publication right: 
Journal of Social Science 

 
This article is licensed under: 

 

 
 


