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ABSTRACT  

 

PT IQ Edukasi is a private company based in Jakarta, Indonesia, which specializes in the education and technology sector. Based 

on the company’s Human Capital annual report, the company was facing a high employee turnover. This condition is related to 

the notion of employee experience and employee engagement. A low level of employee experience can be one of the factors that 

cause employees to have a low level of employee engagement. This study aims to determine the relationship between employee 

experience and employee engagement of employees working at PT IQ Edukasi. The subjects of this study were 210 employees at 

PT IQ Edukasi and the study was carried out using the total sampling method. The research measuring instrument referred to the 

theory by Jacob Morgan for the employee experience variable, and the theory by Hary Febriansyah for the employee engagement 

variable. The data analysis used was univariate and bivariate analysis using the Pearson correlation test. The Pearson correlation 

test is used to see the relationship and the level of strength of the relationship between the two variables. This study concludes that 

there is a strong relationship between employee experience and employee engagement among employees working at PT IQ 

Edukasi. The correlation coefficient obtained is 0.760, so the relationship is strong and positive. In addition, it is found that the 

company’s cultural environment, which was broken down into ten sub-aspects, was found to be the most influential factor in 

employee engagement out of the three dimensions. The company’s physical environment is then followed by the technological 

environment, which has the least impact. Implementing programs to promote employee experience to be done routinely to maintain 

employee experience, increase employee engagement, and prevent high employee turnover. 
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INTRODUCTION 

 

Many human resource professionals are discussing the subject of employee retention these days. As seen in the SHRM’s 

collaboration with Globoforce’s survey, Using Recognition and Other Workplace Efforts to Engage Employees, the top workforce 

management concern highlighted by 47 percent of HR professionals was employee retention, which is linked to turnover (Society 

for Human Resource Management (SHRM), 2018). Employee retention is defined as encouraging employees to stay with the 

company for an extended period (Das & Baruah, 2013). Employee retention has been characterized as a deliberate effort to establish 

and cultivate an atmosphere that encourages employees to stay employed by having policies and practices in place that fulfill their 

unique requirements, according to Workforce Planning for Wisconsin State Government (2005) cited from the same journal. 

 

In the competitive corporate environment of the twenty-first century, employee retention strategies are critical to the creation and 

achievement of organizational goals and objectives (Sawaneh & Kamara, 2019). Traditional human resource management (HRM) 

tactics and procedures are no longer sufficient to retain talented employees in today's hectic climate (Khalid & Nawab, 2018). 

Because the challenges and pressures of competitiveness in the worldwide industries are nerve-wracking and intense, organizations 

are driven to find ways to become more flexible, accommodating, and cooperative (Park, Appelbaum, & Kruse, 2010). 

 

As a result, maintaining employee retention is critical to keep people motivated and focused so that they choose to stay employed 

and contribute fully to the organization's success. A well-designed employee retention program can help companies to attract and 

retain valuable employees while also lowering turnover and associated costs (Society for Human Resource Management (SHRM), 

2017). All of these factors contribute to an organization's overall productivity and profitability. Retaining a good employee is more 

cost-effective than recruiting, training, and orienting a new one of the same caliber. 

 

Some of the key reasons to focus on reducing turnover are because employee turnover is costly, undesirable turnover undermines 

an organization's performance, and as the number of talented individuals continues to decline, retaining sought-after employees 

may become increasingly challenging (Society for Human Resource Management (SHRM), 2017). Employee retention is also a 

critical issue in any industry since high turnover costs lead to the inability to meet corporate goals. The cost of turnover can have 

a major negative influence on a business's performance. Thus, employee retention receives the most attention because it aids in 

retaining talented employees, not just by lowering turnover costs, but also to lower the cost of recruiting and training (Khalid & 

Nawab, 2018). 

 

Effective practices in a variety of areas can help an organization accomplish its retention goals. According to a source, recruitment, 

socialization, training & development, remuneration and rewards, supervision, and employee engagement are all important factors 

to consider (Society for Human Resource Management (SHRM), 2017). Focusing on employee engagement begins with the 

individual's work experience and is a decision that cannot be imposed. Individual employees, not companies, are involved. As a 

result, employee engagement is an individual-level rather than a group-level idea. Employee engagement, on the other hand, is an 

active, work-related psychological state that encompasses perceptions, emotions, and behaviors, as well as energy and involvement 

(Sun & Bunchapattanasakda, 2019). Employees who were highly engaged were five times less likely to leave than those who were 
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not (Society for Human Resource Management (SHRM), 2017). High levels of engagement encourage employees to stay with the 

company, develop consumer loyalty, and boost organizational performance and stakeholder value (Budriene & Diskiene, 2020). 

 

One of the most influential concepts related to employee engagement is employee experience. Employee experiences are the 

perspectives or opinions of employees throughout their employment with the company, as well as the experiences gained from 

interacting with the organization (Paderna, Guiveses, Ong, & Tsai, 2019). Work performance, retention, and discretionary effort 

all improve when employees have a positive experience. Employee experience is critical in keeping employees and assisting in the 

overall development of the business by enhancing employee productivity and morale, whereas employee engagement determines 

the firm's long-term viability (Jalaja & Padashetty, 2018). Employee engagement and experience are linked because employees 

who are more involved and have more pleasant experiences tend to be more enthusiastic about their jobs (Paderna, Guiveses, Ong, 

& Tsai, 2019). 

 

LITERATURE REVIEW 

 

Employee Experience 

Employee experience is described as how a company creates an environment where individuals will show up without the company 

having to wait for them to be "needed" (Morgan, 2017). This transition from "needs" to "wants" is the first change that companies 

around the world are starting to notice. Several companies have made investments in health programs, maternity and paternity 

leaves, employee perks, and workplace flexibility, to name a few examples. In recent years, the notion of employee experience has 

received a lot of attention and relevance, mostly from professionals (Lewis, McSilver, Reilly, & Ignatova, 2020). The idea of 

employee experience was derived from the idea of customer experience. To establish a sustainable, world-class customer 

experience, an organization must first create a sustained, world-class employee experience (Wride & Maylett, 2017). It is beneficial 

to explore the emergence and starting of the notion of employee experience to comprehend this advancement. 

 

Organizations must restructure Human Capital strategies and operations to improve the whole employee experience, similar to 

how marketing concepts have shifted from customer satisfaction to total customer experience. The case study here is based on a 

delivery model that was first used in the service industry, with positive results in terms of sales and financial performance (Tasya, 

2020). The concept of a pleasant employee experience has become a new contract between the employer and the employee, 

according to a Deloitte analysis based on past research in the domains of Human Capital and Organizational Behavior (Walsh & 

Volini, 2017). 

Morgan (2017) envisioned the employee experience as a pyramid with multiple tiers stacked on top of each other. The Reason for 

Being is at the bottom of the pyramid, and it serves as the foundation for how the company handles and thinks about employee 

experience. The organization's reason for being is ultimately what binds the individuals together. There are also the three employee 

experience contexts of culture, technology, and the physical environment to consider. Everything a company does in regards to 

employee experience will fall into one of these three categories. Compensation and benefit increases, flexible work programs, 

management training, the tools employees utilize to do their tasks, and everything in between is all part of this. 

 

Then there are the 17 variables that build up such environments: COOL places, ACE technology, and a CELEBRATED culture, 

to name a few. These are the 17 things that employees care about and value the most in their company, according to Morgan's 

research (Morgan, 2017). The moments that matter is at the very top of the pyramid. These enable businesses to customize the 

employment experience to the greatest extent possible. Organizations accomplish this by identifying significant times in an 

employee's life and then incorporating the 17 variables into those moments whenever possible. Organizations can more effectively 

and correctly identify these instances by utilizing numerous feedback mechanisms. The moments will differ depending on the 

organization, which is why it is critical to question employees and to keep asking them because these moments might change at 

any time. Let us look deeper into the three environments of employee experience according to Morgan (2017). 

 

The physical environment is where employees work, and it accounts for 30% of the whole employee experience (Morgan, 2017). 

This refers to the physical environment, which includes anything from the art on the walls to the catered meals provided by the 

company to the cubicles or open floor plans in which workers may work (Morgan, 2017). Many people care about this physical 

area because they want to spend their workdays in places that invigorate and motivate them. Employees that work in these 

environments are more creative, engaged, and connected to the organization they work for. Surprisingly, many individuals feel 

that offices would perish as a result of the rise of coworking spaces, worldwide connections, and collaboration tools. The traditional 

office concept is doomed to fail. The buildings, on the other hand, are undergoing a design renaissance, and instead of disappearing, 

offices are resurfacing as employee experience centers. 

 

Together with the rise of the COVID-19 pandemic situation that forces people to stay at home, Morgan’s (2017) theory has 

considerations on this too through workplace flexibility. Flexibility in the workplace continues to be a popular desire among 

employees and a priority for businesses. Work-life balance has been demolished in today's hyperconnected global environment, 

and work-life integration has taken its place. As a result, employees may bring their personal lives to work and their professional 

lives home with them. To continue working in this environment, we must reject the concept of a 9-to-5 workweek and instead 

empower employees to work whenever and from wherever they want (Morgan, 2017). As a result, there is a belief that employees 

should have as much freedom as possible. Employees that are truly able to choose when and where they work, whether that means 

coming into an office, working from home, going to a coffee shop or coworking facility, or going anywhere else where they can 

get their work done, are considered flexible. 

 

The technological environment includes everything from the apps used by employees to the hardware and software to the user 

interface and design. Videoconferencing platforms, internal social networks, task management tools, human resources (HR) 
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software, billing and invoicing systems, and everything else that employees need to get their jobs done is all part of the technical 

environment. As companies strive to integrate this technology into all elements of how workers operate, this is also where we 

frequently hear the phrase digital transformation mentioned (Morgan, 2017). As the glue and nerve system that drives the business, 

technology is what helps to allow much of the future of work and employee experience. Organizations must establish an ACE 

technology environment to boost overall employee satisfaction. The availability to everyone, consumer-grade technology, and 

employee needs vs. corporate requirements are the main aspects of it. 

 

The next environment is the cultural environment. Employees cannot see, touch, taste, or breathe in the cultural environment, 

unlike the preceding two. Employees can only experience this environment. Simply expressed, the cultural environment refers to 

the organization's vibe or feeling, as well as the acts performed to produce that vibe or emotion. There are ten characteristics that 

organizations must focus on to create a CELEBRATED culture, including a positive perception of the company, everyone feeling 

valued, a legitimate sense of purpose, employees feeling like they are part of a team, belief in diversity and inclusion, employee 

referrals, ability to learn new things and given the resources to do so and advance, executives and managers who are coaches and 

mentors, and dedication to employees’ wellness and health (Morgan, 2017). 

 

Employee Engagement 

Employees used to have a very clear and straightforward relationship with their business and employer decades ago. The 

engagement period shifted the emphasis from hard work to smart work, focusing more on how and why workers work for the 

company. Employee engagement has been studied by both practitioners and academics, who have found that engaged employees 

are more productive, devoted to the enterprise, and keep happy and healthy (Itam & Ghosh, 2020). Employee Experience and 

employee engagement have been used interchangeably by certain academics (Morgan, 2017). However, some other researchers 

suggest that a favorable employee experience leads to higher levels of employee engagement (Plaskoff, 2017). Even though these 

two concepts are not identical, they are complementary and can be regarded as cause and effect (Morgan, 2017). 

 

Employee engagement is defined as an emotional condition in which employees are engaged in their work and feel passionate, 

energetic, and committed to it. Employees, in turn, totally invest their best selves in the work we perform, including their emotions, 

spirits, minds, and hands (Maylett & Warner, 2014). Employee engagement begins with the individual's work experience and is a 

decision that cannot be imposed. Individual employees, not companies, are involved. As a result, employee engagement is an 

individual-level rather than a group-level idea. Employee engagement, on the other hand, is an active, work-related psychological 

state that encompasses perceptions, emotions, and behaviors, as well as energy and involvement (Sun & Bunchapattanasakda, 

2019). According to one study, employees who were highly engaged were five times less likely to leave than those who were not 

(Society for Human Resource Management (SHRM), 2017). High levels of engagement encourage employees to stay with the 

company, develop consumer loyalty, and boost organizational performance and stakeholder value (Budriene & Diskiene, 2020). 

 

Employees who are engaged are passionate about their jobs and their workplace (Gallup, Inc., 2021). They are psychological 

"owners", and they drive performance and innovation while also propelling the company ahead. Employees who are not engaged 

are emotionally detached from their jobs and organizations. They are putting time into their work, but not with intensity or passion 

because their engagement demands are not being fully addressed. Employees who are actively disengaged are not just unhappy at 

work; they are also resentful that their demands are not being met, and they are expressing their dissatisfaction through behavior. 

Every day, these employees may jeopardize the efforts of their more engaged teammates. Furthermore, seven dimensions of 

employee engagement can be developed based on the outcomes of the integration of the many theories in the bag, allowing for 

more thorough coverage (Febriansyah & Ginting, 2020). (1) physical and psychic energy; (2) pride in the institution; (3) intention 

to stay in the company; (4) proactive attitude; (5) constructive criticism; (6) resilience; and (7) promote the institution are the seven 

dimensions. 

 

Employee Experience and Employee Engagement 

Figure 1 will help to visualize the correlation between employee experience and employee engagement based on Morgan (2017). 

It also explains how the ideas of employee experience and employee engagement are related to one another. The organization's 

investment in COOL environments, ACE technology, and a CELEBRATED culture is guided by the Reason for Being, which 

starts at the very left (Morgan, 2017). These are the factors that influence employee experience and, as a result, employee 

engagement. After the employee experience influences employee engagement, it will result in better business values, including the 

twelve values as seen in the figure Morgan (2017) pictured. The corporation sees significant financial benefits as a result of having 

a highly engaged workforce 
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Figure 1: Jacob Morgan’s Correlation of Employee Experience and Employee Engagement 

 

 
 

This is aligned with another source that mentioned that a favorable employee experience leads to higher levels of employee 

engagement (Plaskoff, 2017). Morgan (2017) also explained that employee experience and employee engagement have been used 

interchangeably by certain academics. Even though these two concepts are not identical, they are complementary and can be 

regarded as cause and effect (Morgan, 2017). Another study used statistical tools such as correlation, ANOVA, and regression 

analysis to investigate the link between employee experience and employee engagement. The results of this study show that there 

is a substantial correlation between organizational environment, internal policies, and leadership as employee experience variables 

in increasing employee engagement. As a result, employee experience has a significant impact on employee engagement (Jalaja & 

Padashetty, 2018). 

 

METHODOLOGY 

 

This is a descriptive correlational investigation with a non-experimental design. This research used the cross-sectional research 

approach. The convenience sampling strategy was used in this research. The subjects of this study were 210 employees at PT IQ 

Edukasi and the study was carried out using the total sampling method. The research measuring instrument referred to the theory 

by Jacob Morgan for the employee experience variable that includes 3 environments along with its sub-dimensions, and the theory 

by Hary Febriansyah for the employee engagement variable that includes 7 dimensions as discussed before. The blueprint of the 

questionnaire is pictured in Table 1. The data analysis used was univariate and bivariate analysis using the Pearson correlation test. 

The Pearson correlation test is used to see the relationship and the level of strength of the relationship between the two variables. 

 

This study employed a questionnaire as a data-gathering technique or instrument. Three pieces make up the questionnaire (A, B, 

and C). The respondents' demographic information is included in the first section (A). The second section (B) consists of a 

questionnaire that examines employee experience referring to Jacob Morgan’s theory. The third section (C), on the other hand, is 

a questionnaire that measures employee engagement, referring to Hary Febriansyah’s theory. 

 

Table 1: Research Variables and Dimensions 

 

Variable Dimension Sub-dimension Question No. 

Employee Experience Physical 

Environment 

Offers Flexibility 1 

Leverages Multiple Workspace 

Options 

2 

Technological 

Environment 

Availability to Everyone 3 

Consumer Grade Technology 4 

Employee Needs vs Business 

Requirements 

5 

Cultural 

Environment 

Company is Viewed Positively 6 

Everyone Feels Valued 7 

Legitimate Sense of Purpose 8 

Employees Feel Like They Are Part of 

a Team 

9 

Believes in Diversity and Inclusion 10 

Referrals Come from Employees 11 

Ability to Learn New Things and 

Given Resources to Do So and 

Advance 

12 
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Variable Dimension Sub-dimension Question No. 

Treats Employees Fairly 13 

Executives and Managers Are Coaches 

and Mentors 

14 

Dedicated to Employee Health and 

Wellness 

15 

Employee Engagement Energy 16 

Pride in The Institution 17 

Intention to Stay 18 

Proactive Attitude 19 

Constructive Criticism 20 

Resilience 21 

Promotion of The Institution 22 

 

 

RESULT AND DISCUSSION 

 

Employee Experience and Employee Engagement 

Employee experience and employee engagement are both based on numeric data. Because both data sets are numerical, the 

researchers utilized the Pearson correlation test. Table 2 shows the relationship between employee experience and employee 

engagement among employees working at PT IQ Edukasi. The strength of the relationship between the variable employee 

experience and employee engagement is included in the category of a strong relationship, which is 0.760. The relationship between 

the two variables is positive, which means the higher the employee experience, the higher the employee engagement, and vice 

versa. A significance value of 0.000 (p < 0.05) indicates that there is a significant relationship between employee experience and 

employee engagement. 

 

Table 2: Bivariate Analysis of Employee Experience and Employee Engagement of Employees Working at PT IQ 

Edukasi (n=210) 

 

Variable  Employee Experience 
Employee 

Engagement 

Employee Experience 

Pearson Correlation 1 0.760 

Sig. (2-tailed)  0.000 

N 210 210 

Employee Engagement 

Pearson Correlation 0.760 1 

Sig. (2-tailed) 0.000  

N 210 210 

 

This is in line with previous research that looked at the connections between the major variables of employee engagement, 

employee experience, and organizational performance. Employee experience and employee engagement have a favorable and 

significant relationship, according to the results of a correlation analysis undertaken in this respect (Goswami & Goswami, 2021). 

Some sources also imply that the association between employee engagement and employee experience means that improving 

employee experience will result in positive engagement towards the organization, according to a review of the literature on the 

subject. This high correlation result is also in line with the theory itself from Morgan (2017). It explores the connections between 

the concepts of employee experience and employee engagement. Based on the literature, employee engagement is supported by 

the three aspects of employee experience, which directs the organization's investment in a COOL environment, ACE technology, 

and a CELEBRATED culture (Morgan, 2017). These are the variables that affect employee satisfaction and, as a result, employee 

engagement. Having a highly engaged employee has a big financial benefit for the company. 

 

This supports another source's statement that a positive employee experience leads to higher levels of employee engagement 

(Plaskoff, 2017). Morgan (2017) also stated that some academics have used the terms "employee experience" and "employee 

engagement" interchangeably. These two notions are complementary and can be considered cause and effect, even though they are 

not identical (Morgan, 2017). Another study examined the relationship between employee experience and employee engagement 

using statistical tools like correlation, ANOVA, and regression analysis. The findings of this study reveal that employee experience 

variables, organizational environment, internal policies, and leadership all have a significant impact on enhancing employee 

engagement. As a result, employee experience has a big influence on employee satisfaction (Jalaja & Padashetty, 2018). 

 

To have a better understanding of the phenomena, the researcher looked at the relationship between each employee experience 

factor and employee engagement on employees at PT IQ Edukasi which is shown in Table 3. The strength of the correlation 

between physical environment characteristics and employee engagement is 0.470, which is considered moderate. The moderate 

category of 0.413 is also shown in the strength of the association between the technological environment and employee engagement 

characteristics. While the strength of the relationship between cultural environment variables and employee engagement is 0.761, 

which is considered a strong relationship. Employee engagement is positively correlated with all employee experience factors, 

meaning that the greater the employee experience factors, the higher the employee engagement, and vice versa. There is a 

significant association between all factors of employee experience with employee engagement, as indicated by the significance 

values of 0.000 (p > 0.05). 
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Table 3: Bivariate Analysis of Employee Experience Aspects and Employee Engagement of Employees Working at PT IQ 

Edukasi (n=210) 

 

Variable  Employee Engagement 

Physical Environment 

Pearson Correlation 0.470 

Sig. (2-tailed) 0.000 

N 210 

Technological Environment 

Pearson Correlation 0.413 

Sig. (2-tailed) 0.000 

N 210 

Cultural Environment 

Pearson Correlation 0.761 

Sig. (2-tailed) 0.000 

N 210 

Employee Engagement 

Pearson Correlation 1 

Sig. (2-tailed)  

N 210 

 

Physical Environment and Employee Engagement 

 

Compared with the theory by Morgan (2017) on the physical environment, this research shows the same result. According to 

Morgan (2017), the physical environment is where workers work, and it accounts for 30% of the whole employee experience. Most 

employees, according to research, desire to spend their workdays in places that invigorate and motivate them. They feel more 

creative, engaged, and connected to the organization they work for in these types of workspaces. Not only that but the physical 

locations in which workers operate to serve as emblems of the company and their decision to work there. Positive symbols and 

representations can be a good solution to creating great physical environments. Poorly designed physical environments have a 

detrimental impact. Organizations must focus on the following major features, which are abbreviated as COOL, to create a 

wonderful physical environment for employees. These include (1) choosing to bring in friends or visitors, (2) offering flexibility, 

(3) the organization’s values are reflected, and (4) leveraging multiple workspace options (Morgan, 2017). 

 

Flexibility in the workplace continues to be a popular desire among employees and a priority for businesses. Work-life balance has 

been demolished in favor of work-life integration as workers increasingly live in a hyperconnected global society (Morgan, 2017). 

This implies that people bring their personal lives to work and their professional lives home with them. Employers must renounce 

the concept of the 9 to 5 workday to continue to function in this type of setting, and instead shift toward allowing people to work 

whenever they want from locations of their choosing. The statistics by Global Workplace Analytics showed that eighty to ninety 

percent of employees in the United States want to work from home part-time. Two or three days per week appears to be the ideal 

amount of time, allowing for both on-site collaborative work and off-site concentrated work (Global Workplace Analytics, 2021). 

 

Employee flexibility refers to the ability of workers to work when and where they want, whether that means coming into the office, 

working from home, traveling to a coffee shop or coworking facility, or going anywhere else where they can get their work done 

(Morgan, 2017). Flexible work has various advantages for both people and organizations, according to FlexJobs in Morgan (2017), 

including an increase in productivity, increase in happiness and health of employees, increase in trust, decrease in the stress of 

employees, decrease in cost, and decrease in absenteeism. 

 

This is also backed up by research that was conducted over 12 months in an anonymous company. The researchers worked within 

one of the departments to complete the study, where the researchers divided them into two groups. The one with the flexible 

program would have an advantage over the other. The pilot group, who were given flexible work alternatives, were permitted to 

work anywhere and at any time, and were judged on the job they performed rather than on how they looked in the office. The 

study's findings were unequivocal, indicating that the team within the department that was given the flexible work schedule felt 

better about their jobs, had less burnout, and had lower stress levels (Moen, et al., 2016). The study, according to the authors, 

demonstrates the importance of company-wide measures that increase supervisor support, control, and flexibility for employees. 

Overall, the 'offers flexibility' sub-aspect reveals the organization's openness to adapt to how work is done, as well as the company's 

commitment to making employees' lives easier. It also reveals whether the company has a progressive workplace mindset (Morgan, 

2017). 

 

Next, related to the ‘leverages multiple workspace options’ sub-aspect, employees require environments that allow them to perform 

at their best. This is in the best interests of the company and the people who work in the company. People are shifting away from 

working in a linear, repetitive environment; therefore, workspaces must change to meet their needs (Morgan, 2017). This is 

supported by one research that showed that many people and organizations are moving away from both the term telework and 

telecommuting in favor of remote work, work-from-home, distributed work, mobile work, and smart working. The term “hybrid-

remote”, meaning a mix of onsite and remote work, is gaining in popularity as is “work anywhere”, which means allowing 

employees to work wherever they want (Global Workplace Analytics, 2021). 
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Technological Environment and Employee Engagement 

 

Everything from the apps used by employees to the hardware and software to the user interface and design is part of the 

technological environment (Morgan, 2017). Videoconferencing platforms, internal social networks, task management tools, human 

resources software, billing and invoicing systems, and everything else that employees utilize to get their job done are all part of 

the technology environment. As firms strive to adapt this technology to all areas of how workers operate, this is also where the 

term "digital transformation" is frequently heard in business. Companies achieve this goal by altering corporate processes and 

models, increasing worker efficiency and creativity, and personalizing customer/citizen experiences (Pereira, Durão, & Moreira, 

2022). 

 

However, according to Morgan (2017), one of the reasons that make some employees frustrated at work was technology in some 

cases. Employees were irritated by the instruments they were utilizing to complete their tasks. The information would vanish, 

simple tasks would take too many steps to accomplish, things would freeze, and the interfaces would be too lame. This made their 

tasks considerably more difficult, causing employees to become irritated with one another and hate the company for doing nothing 

to remedy the situation. Because it is what everyone uses to communicate, cooperate, and get the job done, technology has a 

tangible impact on the business. It can also be considered as proof that technology is at the heart of organizations' efforts to organize 

around their employees (Bernstein, Lee, & Minnaar, 2022). 

 

Despite the best intentions of many firms, they frequently compartment and isolate specific individuals who have access to new 

technologies. The engineering team, for example, has a fantastic new platform that it is the only one allowed to utilize. Morgan 

(2017) spoke with several employees who feel neglected when they learn that their counterparts have access to technologies that 

they do not. These employees were unable to use these new technologies since they were not approved for everyone and were only 

available to certain teams. When it comes to flexible work arrangements, technology availability becomes even more of a concern. 

If this problem persists, it may negatively impact the employee experience as a whole and the employee engagement afterward. 

The second sub-aspect is consumer-grade technology. Companies have placed an unhealthy emphasis on implementing enterprise-

grade technologies during the last few years. This usually refers to technologies designed for huge organizations rather than 

individuals or consumers (consumer-grade technology). This should ideally imply it is more reliable, secure, versatile, and easier 

to manage and deploy for IT experts (Morgan, 2017). 

 

Employees were yearning for more tailored digital experiences long before many firms changed their delivery strategies online 

during the epidemic, and these shifts in consumer behavior are here to stay (Ceridian, 2021). And today's employees want their 

employers to provide them with consumer-grade experiences. People, like their favorite brands, want to interact with their 

employers with greater convenience and fewer friction points (Mazor, 2019). According to a recent study, more than one-third of 

U.S. employees are dissatisfied with their workplace technology. Less than half of those polled stated their employer places a high 

priority on implementing technology that will make their tasks simpler (Eagle Hill Consulting, 2021). 

 

The next sub-aspect is discussing the ‘employee needs versus business requirements’. Typically, the IT and Human Capital 

functions of firms collaborate closely at times. This gives a chance for these two departments to collaborate when it comes to 

building employee experiences, and thus, engagement. IT needs to be more flexible and open to understanding employee demands, 

but Human Capital must also be aware of any potential challenges that may arise as a result of any new technology implementation 

(Morgan, 2017). 

 

Cultural Environment and Employee Engagement 

 

The cultural environment, unlike the previous two, is not one that individuals can see, touch, taste, or breathe in. Employees are 

looking for pleasure more than ever before, according to a recent study conducted, around the world, as evidenced by the 

development of the Great Resignation. People are progressively less tolerant of working stress and expect their workplace to reflect 

their tastes and interests. In comparison to pre-pandemic, when employees would make every effort to meet their employer's 

standards, they now expect the business to put greater emphasis on meeting their needs (FE News Editor, 2022). 

 

In general, corporate culture is a significantly more reliable predictor of industry-adjusted attrition than how employees evaluate 

their salary. The five predictors of relative attrition are shown in the diagram below. The source has benchmarked each element 

against the predictive capability of compensation to offer a sense of their relative relevance. When compared to its industry, a toxic 

corporate culture is 10.4 times more powerful than compensation in predicting a company's turnover rate (Sull, Sull, & Zweig, 

2022). Toxic company culture is far and by the most powerful predictor of industry-adjusted attrition, accounting for 10 times 

more than remuneration in predicting turnover. Failure to encourage diversity, equity, and inclusion; workers feeling disrespected; 

and unethical behavior are among the major factors contributing to toxic environments, according to an analysis by the MIT Sloan 

Management Review (2022). 

 

This finding is somehow in line with the theory expressed by Morgan (2017). A good company culture shows the way employees 

are treated, the products or services that are generated, the partnerships that are formed, and even how employees get their jobs 

done are all determined by the organization's culture. What is fascinating about culture is that it exists whether or not an 

organization is aware of it or decides to develop it. To establish a good culture, Morgan (2017) introduced the CELEBRATED 

culture, businesses should focus on ten characteristics, including: (1) the company is viewed positively, (2) everyone feels valued, 

(3) legitimate sense of purpose, (4) employees feel like they’re part of a team, (5) believes in diversity and inclusion, (6) referrals 

come from employees, (7) ability to learn new things and given the resources to do so and advance, (8) treats employees fairly, (9) 

executives and managers are coaches and mentors, and (10) dedicated to employee health and wellness. 
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This connection between the cultural environment with the employee engagement is also further discussed by one research about 

the impact of work culture on employee engagement in the Middle-East setting. The study indicated that employee engagement is 

impacted by corporate work culture, which is a significant finding in the employee engagement study (Ali, 2021). Another 

supporting research on this relationship also shows that diversity management has a positive substantial effect on employee 

engagement and that organizational trust and job insecurity actually and significantly mediate that relationship (Alshaabani, 

Hamza, & Rudnák, 2022). In line with social exchange theory, the findings support the notion that by implementing proper diversity 

management practices and ensuring a trustworthy environment and excellent working conditions, managers can constructively 

assist their employees, increase their involvement, and reduce job insecurity. Related to leadership, one research revealed that 

service leadership has a considerable impact on employee engagement and job satisfaction, according to the findings (Luthfi & 

Putri, 2021). 

 

CONCLUSION 

 

Referring to the research question on the correlation between employee experience and employee engagement, according to the 

findings, the elements of employee experience, primarily the physical, technological, and cultural environments, all have a 

favorable link with employee engagement. This is consistent with the literature review, which shows that employee engagement 

is influenced by the experience they have. As a result of the link between employee engagement and employee experience, better 

employee experience will result in increased positive engagement with the company. When employee engagement and employee 

experience are viewed together, they create a more complete picture of the human experience at work, which leads to a better 

organizational outcome. Managers may build good communication among employees by combining the perfect permutation and 

combination of employee training and adequate counseling. This will lead to better employee engagement and recognition of 

employee experience. Employees remain passionate and inspired when they have a favorable impression of management and 

believe that their experience is recognized and respected in the organization (Goswami & Goswami, 2021). 

 

Answering the research question on which aspect of employee experience influences employee engagement the most, it is found 

that the cultural environment, which was broken down into ten sub-aspects, was found to be the most influential factor in employee 

engagement out of the three dimensions. The physical environment is then followed by the technological environment, which has 

the least impact. Comparing it to the theory by Morgan (2017), the cultural environment contributes 40 percent to the employee 

experience, and the technological and physical environments each contribute 30 percent. The cultural environment is the only 

atmosphere in which people feel comfortable. That sensation motivates employees to either not want to go to work or to be excited 

about going to work. Simply described, the cultural environment is the organization's vibe or feeling, as well as the acts performed 

to produce that vibe or emotion. To establish a good culture, Morgan (2017) introduced the CELEBRATED culture. 

 

On the other hand, the physical space is the setting in which employees work. Poorly designed physical environments have a 

detrimental impact. Organizations must focus on the following major features, which are abbreviated as COOL, to create a 

wonderful physical environment for employees. These include (1) choosing to bring in friends or visitors, (2) offering flexibility, 

(3) the organization’s values are reflected, and (4) leveraging multiple workspace options (Morgan, 2017). Videoconferencing 

platforms, internal social networks, task management tools, human resources software, billing and invoicing systems, and 

everything else that employees utilize to get their job done are all part of the technology environment. Much of the future of work 

and employee experience that drives the company is made possible because of the technology. Organizations must establish an 

ACE technology environment to boost overall employee satisfaction (Morgan, 2017). This includes (1) availability to everyone, 

(2) consumer-grade technology, and (3) employee needs versus business requirements. 

 

Moving forward, PT IQ Edukasi should create a strategic means of employee engagement because engaged employees are proud 

to work with and are always active advocates for their employers. When employee engagement and employee experience are 

combined, they create a more complete picture of the human experience at work, which leads to a better organizational outcome. 
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