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ABSTRACT 

The concept of employee engagement has become increasingly important in the literature. Despite 

increased interest, there is still a scarcity of studies on employee engagement. Alternatively, 

employees in the insurance industry are required to work under tough conditions and in high-pressure 

scenarios. Past three-year records of ABC insurance company recorded significant increase in 

turnover rates and disengaged employees. The purpose of the current research was to study the impact 

of psychological conditions on employee engagement at regional branches of ABC insurance 

company at Matale district. In this study, psychological meaningfulness, safety, and availability were 

examined as dimensions of psychological conditions. Quantitative research methods were employed, 

and data were collected through a questionnaire. The sample size of 103 employees from three 

branches of ABC Insurance companies in the Matale district and the researcher utilized the simple 

random sampling technique. Data analysis was performed using SPSS 23.0 Package and MS Excel. 

Based on the findings of the study, a significant positive relationship was found between 

psychological conditions and employee engagement, indicating that psychological conditions had a 

significant impact on employee engagement with the greatest effect observed in the dimension of 

meaningfulness. Consequently, managers should take all three predicting psychological conditions 

into account and use a systematic approach. Accordingly, leading roles organizations should focus on 

job design to fulfil the work tasks of importance and values.  

Key words: Employee engagement, Insurance industry, psychological condition. 

INTRODUCTION 

The Sri Lankan insurance industry is a 

vital sector of the country's economy, 

generating a substantial number of job 

opportunities. As a social mechanism that 

helps reduce or eliminate the danger of 

loss of life and property, the concept of 

insurance has emerged as a means of 

protecting individuals against loss and 

uncertainty. Insurance plays a significant 

role in contributing to the economic 

progress. But insurance industry faces 

numerous challenges and issues. 

Employees in the insurance industry are 

required to work under tough conditions 

and in high-pressure scenarios. (V. T. 

Shailashri et al., TJPRC, et al., 2018). 
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It has been researched and found out that, 

the most important and valuable asset that 

an organization possesses is its human 

resources (Shrotryia & Dhanda, 2019). 

This is because, people are one component 

that cannot be replicated or duplicated by 

the competitors in the industry. Leaders 

understand that when employees are 

actively involved in their work, it leads to 

increased innovation and efficiency, while 

also reducing the need for costly 

recruitment and retention efforts in today's 

competitive markets. (Parent & Lovelace, 

2018). 

Accordingly, employee engagement has 

attracted a great deal of interest owing to 

its perceived links with important 

outcomes for both employees and 

organizations (Saks & Gruman, 2014). It 

has been researched and found out that, 

engaged employees are vital for driving an 

organization's business activities and 

achieving its desired outcomes. While 

other resources certainly play a role, it is 

engaged employees who are uniquely 

capable of making things happen (Patrick 

& Bhat, 2014).  

Consequently, it is not surprising that 

many organizations have prioritized the 

development of an engaged workforce as 

a key organizational goal (Shuck & 

Wollard, 2010). This trend has been 

amplified by the COVID-19 pandemic, 

which has directed to significant 

fluctuations in the business landscape 

(Lee & Ok, 2015). In response, many 

business practitioners view employee 

engagement as a promising human 

resource practice for managing 

uncertainty and turbulence in today's 

industries. As a result, human resource 

managers are actively seeking new and 

innovative ways to engage employees in a 

healthy and sustainable manner during 

this challenging time (Chanana, 2021). 

Research has proved multiple times that 

employees who are engaged in their work 

seem to be more productive and contribute 

to higher levels of customer satisfaction, 

which in turn can lead to increased sales 

and profits (Anitha, J., 2014). Therefore, 

organizations must prioritize employee 

engagement as a key factor in achieving 

their business objectives and preserving 

their competitive advantage throughout 

long term Multiple researches have 

researched on the employee engagement 

found varied influencing factors of 

employee engagement. Accordingly, in 

the realm of employee engagement, Kahn 

(1990) was a pioneer who introduced the 

concept and characterized it as the 

psychological presence of individuals 

when carrying out work tasks (Guest, 

2014; Iddagoda et al., 2016). According to 

Kahn's definition, employee engagement 

denotes the idea that, "harnessing of 

organization members' selves to their 

work roles," with individuals physically, 

cognitively, and emotionally expressing 

themselves during their roles (Kahn, 

1990). Kahn further identified three 

psychological conditions that shape 

behaviors, namely, “psychological 

meaningfulness, psychological 

availability, and psychological safety” 

(Kahn, 1990). May et al. (2004) later 

examined these conditions and found that 

they significantly influenced engagement, 

underscoring the significance of these 

factors in understanding and fostering 

employee engagement (Saks & Gruman, 

2011).  

According to Glavas (2012), profit alone 

is not adequate to inspire certain 

employees as much as a job that 

corresponds with their self-worth, values, 

qualities, and virtues. The author put 

forwarded the suggestion that one concept 

that may be used to determine the 

common denominator is the 

meaningfulness of one's job (Glavas, 

2012). Rosso et al. (2010) described 

meaningfulness as being subjectively 

defined by individuals and including 
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numerous domains such as beliefs, values, 

attitudes, social and cultural norms, and 

spanning various disciplines such as 

psychology and sociology. They also 

stated that meaningfulness is defined as 

having a connection to something greater 

than oneself. Employees can have 

increased feelings of completion, 

motivation, and more connection with 

their values when they are engaged in 

meaningful work (Glavas, 2012). 

According to the findings of numerous 

studies, psychological meaningfulness is 

one of the most influential aspects 

affecting employee engagement (Islam & 

Noor, 2014). A study that was carried out 

in the year 2020 indicated that one of the 

most important factors in increasing 

employee engagement is the 

meaningfulness of the work that they do. 

The meaningfulness of an employee's 

work has a direct correlation to the 

likelihood that the employee will 

voluntarily engage in activities outside of 

their job description (Kaur & Mittal, 

2020). Moreover, Kahn (1990) discovered 

that psychological meaningfulness had a 

positive association with personal 

involvement at work across two different 

samples (Roberts & David, 2017).  

Psychological safety is an essential notion 

in the workplace, since it refers to the 

freedom of employees to express 

themselves without fear of negative 

effects to their self-image, status, or 

careers (Albrecht et al., 2015). This 

indicates that workers should have the 

confidence to take risks and openly 

express themselves without fear of being 

punished in any way. Previous research 

has found that the psychological safety 

can differ greatly among different 

workgroups within the workplace, 

indicating the importance of addressing 

this issue on a group level (Edmondson et 

al., 2016).  

Another significant facet of psychological 

conditions is the psychological 

availability which impact on employee 

engagement that refers to the willingness 

and confidence of an individual to fully 

engage in the role that they involve at 

work (Kahn, 1990; May et al., 2004). 

When employees engage in activities 

outside of work, their energy can be 

diverted away from their job 

responsibilities, making them lesser 

psychologically available for the work 

tasks. This can lead to distractions and an 

inability to focus on their work tasks. In 

contrast, when employees feel 

psychologically available, they are more 

likely to be fully present and engaged in 

their work, leading to better performance 

and job satisfaction (Kahn, 1990).  

Problem statement 

Throughout the past few years, employee 

engagement has appeared as a significant 

subject of study and similarly it has 

garnered a great deal of attention 

(Albrecht et al., 2015; Sun & 

Bunchapattanasakda, 2019). Despite the 

fact that practitioner research on employee 

engagement has been increasingly popular 

due to the favorable relationship between 

employee engagement and a wide variety 

of advantages, academic organizational 

behavior study on the topic is relatively 

low (M. Karatepe & Demir, 2014). 

However, despite the growing interest in 

the topic, there remains to persist a dearth 

of scholarly research on employee 

engagement (Bedarkar & Pandita, 2014). 

Throughout the literature it has been 

reviewed that scholar were engaged in 

recognizing factors that affect for 

employee engagement. As a consequence 

of this, they have identified a great number 

of attributes that distinguish an individual 

as an engaged employee (J., 2014). When 

it comes to the global focus, it has been 

identified that, “brand alignment, 

recognition HR practices and 

organizational reputation” as the topmost 

five drivers of engagement for the year 

2010 (Bedarkar & Pandita, 2014). 

Similarly Work environment and 

Leadership was also found to be one of the 
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significant factors that contribute to 

employee engagement (Anitha, J., 2014).  

The psychological conditions of 

“meaningfulness, availability, and safety” 

are at the fundamental of several 

engagement models (Rothmann & 

Baumann, 2014). Incidentally, there have 

been only a limited number of 

investigations that center on workers and 

their specific drivers for engaging in their 

job (Karatepe, 2013). This facet has 

encountered slight attention in the 

literature despite the significance of 

psychological factors in determining 

employee engagement (Chikoko et al., 

2014). Psychological meaningfulness as a 

dimension of psychological conditions, 

also paves it as a substantial proportion of 

the variance in employee engagement, 

according to studies (May et al., 2004; 

Rothmann & Rothmann Jr, 2010).  

Although there is a increasing attention in 

meaningful work, the concept of 

meaningful work remains ambiguous, and 

the topic is under-studied and frequently 

understood in a poor manner by human 

resource development (HRD) 

professionals (Rothmann & Baumann, 

2014; You et al., 2021).  

Scholars have demonstrated that a 

worker's feeling of meaning in the work 

positively impacts organizational 

consequences, such as employee 

engagement, which leads to an 

improvement in performance of 

organizations (May et al., 2004; 

Michaelson et al., 2014). Furthermore, it 

was discovered that psychological 

meaningfulness and psychological 

availability have statistically significant 

effects on employee engagement 

(Rothmann & Baumann, 2014).  

Consequently, based on the preceding 

findings, contradictory arguments have 

evolved among several research 

investigations. Therefore, at first, the 

current study seeks to recognize the 

knowledge gap in the literature regarding 

the “impact of psychological conditions 

on employee engagement”, with a focus 

on the regional branches of ABC 

Insurance Company Ltd in the Matale 

district. 

When it comes to the Sri Lankan context, 

Gallup engagement survey (2022), which 

researched employee engagement in 2020 

and 2021 with a worldwide focus, 

discovered that 28% of Sri Lankan 

employees were engaged. It has been 

identified that, there have been limited 

recent studies undertaken in Sri Lanka to 

define and describe the level of employee 

engagement, indicating empirical gap 

(Iddagoda et al., 2016).  

Upon analyzing the past recorded data of 

employee turnover, employee 

recruitment, and customer complaints for 

ABC Insurance company, a concerning 

trend has emerged since 2021. The records 

indicated a significant level of employee 

turnover and absenteeism, coupled with a 

noticeable lack of employee engagement 

towards the work roles and targets within 

the company's workforce. Over the course 

of the past three years, branches Matale 

branch has experienced a notable upward 

trend in employee turnover. The turnover 

rate has steadily increased, reaching a 

significant percentage of 22% by the year 

2021. These issues have particularly 

impacted the client base, leading to an 

increase in customer complaints. 

Accordingly present study seeks to 

address the practical gap regarding the 

influence of psychological conditions on 

employee engagement, with a focus on the 

regional branches of ABC Insurance 

Company Ltd in the Matale district. 

Based on the identified knowledge and the 

empirical gaps found in the literature the 

researcher has defined three main 

questions for the study. They are, what is 

the relationship between psychological 

conditions on employee engagement? 

what is the impact of psychological 

conditions on employee engagement? 

how the attributes of psychological 

conditions impact on employee 
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engagement? Accordingly, the current 

study centered on four key objectives. 

They are, to identify the relationship 

between psychological conditions and 

employee engagement, to analyze the 

impact of psychological conditions on 

employee engagement, to analyze how the 

attributes of psychological conditions 

contributes to employee engagement. 

 

LITERATURE REVIEW  

Employee engagement 

An examination of the literature on 

employee engagement has enabled for the 

identification of key phases in the 

evolution of the employee engagement 

concept. "Pre-wave," "Wave 1," "Wave 

2," and "Wave 3" are the stages that have 

been recognized (Welch, 2011).  

The time period that occurred prior to the 

1990s is referred to as the "pre-wave." 

During this time, the concept of employee 

engagement was not yet widely 

acknowledged. Yet, early investigations 

such as the one that was carried out by 

Goffman in 1961 and the one that was 

carried out by Katz and Khan in 1966 laid 

the groundwork for the engagement 

notion. This study concluded that the 

concept of engagement has prompted the 

development of "role theory." Goffman 

referred to the involvement as a 

"spontaneous involvement in the role" as 

well as a "visible investment of attention 

and physical effort." 

The period between 1990 and 1999 is 

commonly known as "Wave 1" in the 

timeline of employee engagement 

evolution, with William Khan playing a 

significant role during this stage. In his 

article, Khan (1990) provided a definition 

for the concept of personal engagement, 

describing it as the process of involving 

employees in the fulfillment of their job 

duties. This approach involves creating a 

work environment that supports and 

encourages employee involvement, 

fostering a sense of ownership and pride 

in their work. The psychological theory, 

also known as the theory of personal 

disengagement from work, defines 

disengagement as the process of 

disconnecting oneself from work roles. 

During disengagement, individuals 

withdraw and protect themselves 

physically, cognitively, or emotionally 

during their performance. According to 

this theory, the lack of resources not only 

affects work disengagement but also 

creates psychological conditions that lead 

to disengagement. It proposes that 

individuals' perception of three 

psychological conditions, namely 

"meaningfulness," "safety," and 

"availability," influences their decision to 

invest themselves in work or distance 

themselves and disengage from it (Afrahi 

et al., 2022). 

The period from 2000 to 2005 is 

commonly referred to as "Wave 2" in the 

study of employee engagement. During 

this period, it was suggested that 

engagement could be attained by 

combining energy and efficiency 

(Schaufeli & Bakker, 2004). Moreover, 

they argued that, engagement a state of 

mind related to work that is marked by a 

positive, fulfilling outlook and 

characterized by “vigor, dedication, and 

absorption” (He et al., 2022).  

The years 2006-2010 are collectively 

referred to as "Wave 3" as a time period. 

Once after the reference was made by 

Saks to Khan (1990) on the theory of 

engagement, Saks agreed with the way 

Khan opinions the concept of engagement 

as comprising of elements that are 

cognitive, emotional, and physical. 

Bakker and Schaufeli published study in 

2010 in which they defined job 

engagement as "emotional involvement" 

and as "the condition of being in gear" 

(Bakker & Leiter, 2010). 
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Psychological conditions 

One way to operationalize engagement is 

by defining it as a variable that reflects an 

individual's psychological motivation and 

state, as well as their overall experience of 

work (Shuck et al., 2011). This can be 

achieved by examining how employees 

perceive and feel about their work from a 

cognitive and affective perspective. In 

essence, it emphasizes the role of an 

individual's psychological state in shaping 

their level of engagement and highlights 

the importance of taking a holistic view of 

the work experience.  

According to Kahn's (1990) theory, 

employees' psychological conditions 

determine the extent to which they engage 

in different work behaviors “emotionally, 

cognitively, and physically, that is, 

psychological meaningfulness, 

psychological availability, and 

psychological safety”.  

The research has shown that the 

psychological well-being of employees 

has a significant impact on their level of 

work engagement (Beltrán-Martín et al., 

2022).  This finding supports the results of 

earlier studies such as May et al. (2004), 

who found a positive relationship between 

engagement and other factors such as 

psychological availability, 

meaningfulness, and psychological safety 

among a sample of 203 of employees in an 

insurance firm. 

Employee engagement and 

psychological conditions 

One of the dimensions of psychological 

conditions is the sense of meaningfulness, 

which refers to an employee's perception 

that their work is important and that they 

can offer a noteworthy contribution to the 

organization through their job 

responsibilities (Kahn, 1990). 

Kahn's (1990) research exhibited that 

psychological meaningfulness was 

positively linked with employee 

engagement. Employees who believed 

that their work was valuable and provided 

a satisfying return on investment for their 

efforts were more engaged than those who 

did not feel appreciated or saw their work 

as meaningless. When employees 

perceive their work as meaningful, they 

are motivated to perform their tasks (Li & 

Tan, 2013; Schyns & Day, 2010). 

Employees' psychological sense of 

meaningfulness in their work has 

significant impacts on both their personal 

and organizational success, as various 

studies have confirmed the association 

(Mostafa & Abed El-Motalib, 2020). 

When employees experience low levels of 

meaningfulness, they may become 

apathetic and detached (May et al., 2004; 

Rabiul et al., 2021). Conversely, partaking 

a sense of meaningfulness in one's work 

can result in higher levels of job 

satisfaction, motivation, and performance, 

as well as lower rates of absenteeism and 

turnover (Bailey et al., 2019). Therefore, 

psychologically meaningfulness can 

contribute to employees' personal growth 

and satisfaction, and ultimately lead to 

greater engagement in their work. 

Experiencing a sense of meaningfulness in 

one's job can provide both extrinsic and 

intrinsic motivation, leading to increased 

dedication, absorption, and vigor at work. 

Research has consistently shown that 

there is a positive association between 

psychological meaningfulness and 

employee engagement, as well as other 

favorable employee outcomes (Fletcher & 

Schofield, 2021; Mostafa & Abed El-

Motalib, 2020; Rabiul et al., 2022). 

Several scholarly articles confirmed that 

Accordingly, this suggests that 

psychological meaningfulness is related to 

employee engagement in a positive way.   

Given this, the researcher proposes the 

following hypothesis: 

H1- Psychological meaningfulness has a 

positive impact on employee engagement.  

Identified second dimension of the 

psychological conditions is the 

psychological safety which is connected 
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with the potential work of a person at work 

and expression of self-opinions without 

fear of harmful consequences to one's self-

image, status, or career (Rich, 2010). 

Individuals in a psychologically safe 

workplace environment seem to be 

confident that they "will not be 

embarrassed, rejected, or punished by 

someone for speaking up.” Working 

environments are ambiguous, 

unpredictable, and threatening without 

psychological safety (Kahn, 1990; May et 

al., 2004). As a result, employees may 

experience anxiety and fear when asked 

for assistance, feedback, or ideas 

(Agarwal & Farndale, 2017; Bakker & 

Leiter, 2010; Dollard & Bakker, 2010). In 

contrast, a scholarly article implies that, 

employees in psychologically safe 

environments have "a sense of confidence 

that the team will not humiliate, reject, or 

punish anyone for speaking up." 

Accordingly, perceived psychological 

safety makes it easier for employees to get 

along with each other by creating an 

environment that is supportive, open, 

trustworthy, flexible, and not dangerous 

(Lyu, 2016; Rabiul et al., 2021). In such a 

context, Staff members are able to express 

their thoughts with their superiors and 

build trust with senior management, 

which may result in higher employee 

engagement (Harter et al., 2020; Kirk-

Brown & Van Dijk, 2016). Accordingly, it 

was found that psychological safety 

positively increased work engagement 

among the staff (Basit, 2017). Given the 

above, the researcher offers the following 

hypothesis: 

H2- Psychological safety has a positive 

impact on employee engagement. 

The final dimension of the psychological 

conditions is the psychological 

availability which refers to an employee's 

perception that they have the requisite 

cognitive, emotional, and physical 

resources to carry out the company-

assigned activities effectively (Kahn, 

1990). It refers to the personal resources a 

person must possess to perform their job 

without distraction at any moment 

(Binyamin & Carmeli, 2010).  

Furthermore, it is vital that the individual's 

self-assessment of their physical, 

emotional, and cerebral capacity to 

execute the specified duties, taking into 

account numerous social distractions 

(Fletcher, 2019; Kahn, 1990). According 

to Beltrán-Martn et al. (2022), 

psychological availability has a strong 

association with employees' self-efficacy, 

which can be defined as an employee's 

confidence in his or her ability to plan and 

carry out activities in order to accomplish 

a desired objective. Employees are more 

likely to exhibit high levels of work 

engagement and invest all of their energies 

into their activities when they believe they 

are prepared to accomplish their 

responsibilities and are capable of doing 

so (May et al., 2004). Those who are 

experiencing job overload, on the other 

hand, might choose to disengage from 

their work in order to replenish their 

personal resources (Ganster & 

Schaubroeck, 1991). It appears that 

psychological availability has a favorable 

influence on work engagement. Previous 

scholarly articles of Rothmann and Buys 

(2011), Rothmann and Rothmann Jr 

(2010) confirmed that psychological 

availability is significantly associated 

with work engagement. Based upon the 

above, the researcher offers the following 

hypothesis:  

H3- Psychological availability has a 

positive impact on employee engagement. 
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Figure 1: Conceptual framework 

Source – Developed by the author based 

on literature review 

 

RESEARCH METHODOLOGY  

The researcher has chosen the mono-

quantitative research for the present study 

as it allowed for the collection and 

analysis of numerical data to assess the 

relationship and impact between 

psychological conditions and employee 

engagement. As the researcher aimed to 

gain a comprehensive understanding of 

the chosen company’s situation through 

an in-depth analysis, the researcher has 

chosen the case study strategy for the 

current study. Chosen strategy for the 

study was case study technique. The 

population for the current study targets 

employees who are working in the 

regional branches of ABC Insurance 

Company located in the Matale district 

which focuses on all levels of employees 

except minor staff category in the 

organization. As per ABC Insurance 

company records, 144 officers belong to 

the above staff categories. By using the 

table created by Krejcie and Morgan, the 

researcher determined the sample size as 

103 employees from which the population 

size of the study was 144 employees. For 

the current study, researcher has been 

provided with list of employees whom are 

working at regional branches ABC 

insurance company which are located in 

Matale district. Accordingly, the 

researcher continued with the simple 

random sampling to collect the data from 

the respondents.  Primary data collection 

was incorporated for the current study and 

data was collected using self-administered 

questionnaires. The data collection 

procedure involved the distribution of 

questionnaires to the selected sample 

through the utilization of a Google link 

sharing method. The questionnaire was 

divided into two separate sections. The 

first section gathered demographic 

characteristics of the respondents, while 

the second section comprised questions 

related to the dependent and independent 

variables of the study. The Google link 

facilitated convenient access to the 

questionnaires, allowing participants to 

complete them at their own pace and 

convenience. The usage of digital 

platforms simplified the data collection 

procedure and made it possible for the 

information to be efficiently compiled and 

analyzed. To conduct the present study, 

the researcher has focused mainly on three 

(03) objectives. They are, to identify the 

relationship between psychological 

conditions and employee engagement, to 

analyze the impact of psychological 

conditions on employee engagement, to 

analyze how the attributes of 

psychological conditions impact on 

employee engagement. Accordingly, 

collected data was analyzed through SPSS 

23.0 Package and MS Excel. To achieve 

the above-stated quantitative objectives, 

the researcher used correlation and 

coefficient analysis to attain the first 

objective. To achieve the second 

objective, the author implemented simple 

linear regression analysis. Finally, to 

attain the third objective, the researcher 

applied multiple linear regression 

analysis. 
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Table 1: Operationalization of 

dependent variables 

Variable  Indicators Measur

ement  

Sourc

e  

EE • Job interest 

• Job concentration 

• Job focus 

• Workaholic 

• Job commitment 

• Excitement when 

performing well 

• Emotional 
disconnection 

while working 

• Personal emotions 
at work 

• Job effort and 
energy 

• Intention to stay 
until the work 

completion 

• Preference to 

work overtime 

• Sense of 
commitment 

• Hard working 

5-point 
Likert 

scale 

 

May et 
al 

(2004) 

Alpha 

value 

0.77 

Source : (May et al., 2004) 

 

Table 2: Operationalization of 

independent variables 

Dimensio

n  
Indicators Measurem

ent  
Source  

PM • Importanc
e of 

Individual 

tasks 

• Personal 
significan

ce job 

duties 

• Personal 
worthiness 

on job 

• sense of 
importanc

e of the 

job 

activities 

• Personal 
meaning 

towards 

the work 

Job 

perception 

5-point 

Likert 

scale 

 

May et al 

(2004) 

Alpha 

value 0.90 

PS • Self- 
assurance 

• Expressio

n of 
opinions 

Work 

environme

nt 

5-point 

Likert 

scale 

May et al 

(2004) 

Alpha 

value 0.71 

PA • Managem
ent of 

work 

demands 

• Ability of 
problem 

solving 

• Logical 

thinking at 
work 

• Emotional 

expression
s 

Physical 

demands 

at work 

5-point 

Likert 

scale 

May et al 

(2004) 

Alpha 

value 0.85 

 

 

FINDINGS AND DISCUSSIONS 

Table 3 - Cronbach’s alpha values of 

the variables 

Dimension No. of items Cronbach’s 

alpha 

Psychological 

meaningfulness 

6 0.953 

Psychological 

safety 

3 0.890 

Psychological 

availability 

5 0.939 

Source: Based on SPSS analyzed data 

The entire Cronbach’s alpha values for all 

three dimensions were reported to be more 

than the accepted value of 0.70, thus the 

research tool was reliable and will give 

credible results. 

 

 

 

 

. 
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Table 4: Mean and standard deviation 

of variables 

Variable  Mean  Std. 

deviation  

Psychological 

meaningfulness 

3.38 1.161 

Psychological 

safety 

3.28 1.139 

Psychological 

availability 

3.21 1.100 

Employee 

engagement 

3.26 1.065 

Source: Based on SPSS analyzed data 

Psychological meaningfulness 

The mean value of 3.38 indicates the 

average score or value of the data, while 

the standard deviation of 1.161. The 

calculated mean value suggests that the 

level of agreement among the employees 

of ABC insurance company in Matale 

district towards the psychological 

meaningfulness is moderate. 

Psychological safety 

Based on the mean calculations, the value 

of 3.28 and a standard deviation of 1.139, 

it can be derived that the level of 

agreement among the employees of ABC 

insurance company in Matale district 

towards psychological safety is moderate.  

Psychological availability 

Based on the mean calculations, the value 

of 3.21 and a standard deviation of 1.100, 

it can be inferred that the degree of 

agreement among employees in the 

Matale district branch of ABC insurance 

company regarding psychological 

availability is also moderate. 

Employee engagement 

Based on the employment of a calculated 

mean value of 3.26 and a standard 

deviation of 1.065, it can be deduced that 

the level of agreement among employees 

in the Matale district branch of ABC 

insurance company regarding employee 

engagement is at the level of moderate. 

 

 

Objective 01: To identify the 

relationship between psychological 

conditions on employee engagement. 

To achieve this objective, the researcher 

utilized the technique of Pearson 

correlation analysis, which involves 

calculating a correlation coefficient to 

measure the strength and direction of the 

relationship between the two variables. 

Table 5: Correlation between 

psychological meaningfulness and 

employee    engagement 

Dimension  Pearson 

correlation 

P- Value 

Psychological 

meaningfulness 

0.906 0.000 

Source: Based on SPSS analyzed data 

The results of the correlation analysis are 

presented in table 5, and there is a positive 

association between psychological 

meaningfulness and employee 

engagement. A correlation coefficient of 

0.906 indicates that psychological 

meaningfulness has a strong correlation 

with employee engagement. Sig value (p) 

= 0.000 < 0.05 suggesting that the p value 

that was calculated based on the findings 

of the analysis is 0.000. This is far lower 

than the 0.05 criterion of significance. 

Table 6: Correlation between 

psychological safety and employee 

engagement 

Dimension  Pearson 

correlation 

P- Value 

Psychological 

safety 

0.815 0.000 

Source: Based on SPSS analyzed data 

The correlation analysis for the 

psychological safety and employee 
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engagement are presented in table 6, and 

there is a positive association between 

psychological safety and employee 

engagement. A correlation coefficient of 

0.815 indicates that psychological safety 

has a strong correlation with employee 

engagement. Sig value (p) = 0.000 < 0.05 

suggesting that the p value that was 

calculated based on the findings of the 

analysis is 0.000. This is far lower than the 

0.05 criterion of significance. 

Table 7: Correlation between 

psychological availability and 

employee engagement 

Dimension  Pearson 

correlation 

P- Value 

Psychological 

availability 

0.866 0.000 

Source: Based on SPSS analyzed data 

The correlation analysis for the 

psychological availability and employee 

engagement are presented in table 7, and 

it can be observed that there is a positive 

association between psychological 

availability and employee engagement. A 

correlation coefficient of 0.866 indicates 

that psychological availability has a strong 

correlation with employee engagement. 

Sig value (p) = 0.000 < 0.05 suggesting 

that the p value that was calculated based 

on the findings of the analysis is 0.000. 

This is far lower than the 0.05 criterion of 

significance. 

Objective 02: To analyze the impact of 

psychological conditions on employee 

engagement.  

Table 8: Model summary for simple 

linear regression 

R R Square Adjusted R 

Square 

0.920 0.847 0.845 

Source: Based on SPSS analyzed data 

Table 8 displays the correlation 

coefficient, R, to be 0.920. An R value of 

0.920 indicates a strong positive linear 

correlation between psychological 

conditions and employee engagement as R 

value is more than 0.7. R-squared value of 

0.847 indicates that 84.7% of the variance 

in the dependent variable can be explained 

by the independent variable in the model. 

Since the R-squared value is close to 1, it 

can be examined that, the model fits the 

data. 

Table 9: Coefficient summary 

Model ß coef. Std. 

error 

T – 

value 

Sig. 

Constant 0.254 0.150 1.695 0.094 

Psychological 

conditions 

0.912 0.043 21.064 0.000 

Source: Based on SPSS analyzed data 

According to the table 9, independent 

variable, psychological conditions is zero 

while employee engagement indicates the 

value as 0.254. Accordingly, as per the 

above table, one unit increase in the 

psychological conditions, will result an 

increase in employee engagement by 

0.912. Moreover, this has a significant 

contribution to the model because the P 

value is 0.000, which is less than the 0.05 

level of significance. Accordingly simple 

linear regression model can be derived as 

follows. 

EE= 0.912PC+ε   

Objective 03: To analyze how the 

attributes of psychological conditions 

impact on employee engagement. 

Analysis of variance  

Table 10: ANOVA Table 

Model  Sum of 

squares 

Degree 

of 

freedom 

F  Sig.  

Regression  78.117 3 147.080 0.000 

Residual 13.809 78   

Total  91.926 81   

Source: Based on SPSS analyzed data 
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Based on the above results, it can be 

inferred that the regression model is a 

good fit, as evidenced by the significance 

level of 0.000, which is lower than the 

significance threshold of 0.05. The 

regression analysis indicates that 78.117% 

of the variation can be explained by the 

model, while the residual explains 

13.909% of the dependent variable, 

employee engagement. 

Table 11: Coefficient table of multiple 

linear regression analysis 

Predictor  Unstandardized 

coefficients 

T- 

Value  

P – 

Value 

ß  Std. 

error 

Constant 0.253 0.153 1.656 0.102 

Psychological 

meaningfulness  

0.465 0.115 4.047 0.000 

Psychological 

safety 

0.228 0.069 3.301 0.001 

Psychological 

availability 

0.215 0.106 2.018 0.047 

Source: Based on SPSS analyzed data 

The coefficient table shows that the 

constant term has a beta value of 0.253 

and a significance level of 0.102.  

Furthermore, the coefficient table shows 

that the beta value for "meaningfulness" is 

0.465, the beta value for "safety" is 0.228, 

and the beta value for "availability" is 

0.215. The beta value of 0.465 for 

"meaningfulness" suggests that, on 

average, a one-unit increase in 

"meaningfulness" is associated with an 

increase of 0.465 units in the dependent 

variable, employee engagement while 

holding all other variables constant. 

Similarly, the beta value of 0.228 for 

"safety" suggests that a one-unit increase 

in "safety" is associated with an increase 

of 0.228 units in the dependent variable, 

employee engagement while holding all 

other variables constant. The beta value of 

0.215 for "availability" suggests that a 

one-unit increase in "availability" is 

associated with an increase of 0.215 units 

in the dependent variable, employee 

engagement while holding all other 

variables constant. Since the significance 

level for all three independent variables is 

0.000, it can conclude that the beta values 

are statistically significant at the 

conventional threshold of 0.05. 

Accordingly, the model for multiple linear 

regression can be denoted.  

EE=0.465PM+0.228PS+0.215PA+ε 

Table 12:  Hypothesis summary 

Hypothesis  Accepted/ 

rejected 

Psychological meaningfulness 

has a positive impact on 

employee engagement 

Accepted  

Psychological safety has a 

positive impact on employee 

engagement 

Accepted 

Psychological availability has 

a positive impact on employee 

engagement  

Accepted  

Source: Based on SPSS analyzed data. 

 

Discussion 

The first objective is to identify the 

relationship between psychological 

conditions and employee engagement. A 

positive relationship between 

psychological meaningfulness and 

employee engagement was discovered by 

the researcher. The current study's 

findings agreed with findings of (Janik & 

Rothmann, 2016; Olivier & Rothmann, 

2007; Rothmann & Rothmann Jr, 2010; 

Welch, 2011). These studies confirmed 

the psychological meaningfulness was 

statistically significantly and positively 

associated with employee engagement. 

Additionally, researcher recognized that 

there is a positive relationship between 

psychological safety and employee 

engagement. The current study's findings 

agreed with those of some empirical 

evidence corroborates the linkage 

between psychological safety and work 

engagement (May et al., 2004; Nembhard 
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& Edmondson, 2006).  The current study's 

findings agreed with those of previous 

studies of (Rothmann & Buys, 2011; 

Rothmann & Rothmann Jr, 2010). 

Through their findings, it was confirmed 

that psychological availability is 

significantly associated with work 

engagement. 

The second objective of the present study 

is to analyze the impact of psychological 

conditions on employee engagement. The 

results of the current study indicates that 

there is a positive impact of psychological 

conditions on employee engagement. 

Kahn’s (1990) model, although widely 

cited as the foundational study of 

engagement, has seldom been used in 

empirical research (Shuck et al., 2011). 

Accordingly, findings of the current study 

agree with the findings of (Beltrán-Martín 

et al., 2022). The study shows that the 

three employee psychological conditions 

namely psychological meaningfulness, 

psychological safety and psychological 

availability significantly impact work 

engagement, chiming with previous study 

of May et al. (2004), who observed in a 

sample of 203 insurance firm employees 

that engagement was positively related to 

meaningfulness, psychological 

availability and psychological safety. 

They suggest that, there is a positive 

impact of psychological conditions on 

employee engagement.  

Final objective of the current study is to 

identify how the attributes of 

psychological conditions impact on 

employee engagement. In the current 

study researcher found there is a positive 

impact of psychological conditions on 

employee engagement. Accordingly, 

findings of the current study agree with 

the findings of (Beltrán-Martín et al., 

2022). The cited study shows that the three 

employee psychological conditions 

namely psychological meaningfulness, 

psychological safety and psychological 

availability significantly impact work 

engagement. 

The results of the present study depict that, 

psychological meaningfulness has a 

strong relationship with employee 

engagement. In other words, main effects 

of meaningfulness were the strongest, 

suggesting that meaningfulness was the 

most important psychological condition 

that contributes to work engagement. This 

finding is consistent with previous study 

on job engagement by Janik and 

Rothmann (2016). Meaningfulness serves 

as an important and strong motivational 

psychological state that leads to job 

engagement and further favorable 

organization outcomes such as job 

performance, commitment, and 

organizational citizenship behaviors, et al. 

It also has been recognized by the 

researcher that there is a positive 

relationship between psychological safety 

and employee engagement. The current 

study's findings agreed with those of some 

empirical evidence validates the 

association between psychological safety 

and work engagement (May et al., 2004; 

Nembhard and Edmondson, 2006). This 

study confirmed prior findings of 

(Rothmann & Buys, 2011; Rothmann & 

Rothmann Jr, 2010). Psychological 

availability was found to strongly affect 

work engagement. 

 

CONCLUSION 

The purpose of conducting the present 

study was to study the impact of 

psychological conditions on employee 

engagement within the regional branches 

of the ABC insurance company in the 

Matale district. The study focused on three 

independent variables: psychological 

meaningfulness, psychological safety, and 

psychological availability. The dependent 

variable was employee engagement. 

Quantitative research methods were 

employed, and data were collected 

through a questionnaire. The sample size 

of 103 employees from three branches of 

ABC Insurance companies in the Matale 
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district was determined using the table 

developed by Krejcie and Morgan. The 

researcher utilized the simple random 

sampling technique. Data analysis was 

performed using SPSS 23.0 Package and 

MS Excel. A summary of the hypothesis 

testing results can be seen in table 12. The 

findings of this study revealed that the 

identified psychological conditions 

significantly impact employee 

engagement, with the greatest effect 

observed in the dimension of 

meaningfulness. This suggests that 

psychological meaningfulness is the most 

influential factor contributing to employee 

engagement. Consequently, manager 

should take all three predicting 

psychological conditions into account and 

use a systematic approach. Accordingly, 

leading roles organizations should focus 

on job design to fulfill the work tasks of 

importance and values 

During the course of this study, the 

researcher faced various concerns. One of 

the significant issues was the dearth of 

research work in Sri Lanka regarding the 

independent variables that the researcher 

has selected and employee engagement in 

the workplace. Hence, the researcher 

could not include the results from previous 

researches conducted in Sri Lanka related 

to this study. Due to this limitation, the 

researcher had to rely on the findings and 

observations of previous researches 

conducted in other countries. The 

researcher encountered challenges in 

obtaining certain information from the 

company due to restricted access, 

including limitations on disclosing the 

company's identity. As the researcher 

encompasses cross-sectional design for 

the current study, it only captures data 

from a single point in time and does not 

account for changes in the population over 

time. In other words, the researchers 

cannot track changes over time or 

establish causal relationships between 

variables. If the researcher follows 

longitudinal approach, there would have a 

possibility in changing the discoveries of 

the study. The present study was limited 

only to the Matale district and its findings 

cannot be extended to other regions in Sri 

Lanka due to the non-inclusion of those 

areas in the study. 

The study on "the impact of psychological 

conditions on employee engagement" 

conducted in the Matale district of Sri 

Lanka has provided important insights 

into the relationship between 

psychological conditions and employee 

engagement. However, there are several 

directions for future research in this area. 

Firstly, the study could be replicated in 

different regions of Sri Lanka to determine 

if the findings are consistent. Secondly, 

moderation and mediation effects of 

different psychological factors such as 

stress, anxiety, and depression with the 

developed relationships. Thirdly, the 

study could be conducted in longitudinal 

manner in which to observe the 

psychological conditions of individuals 

time to time. Finally, future studies could 

explore the impact of individual 

differences on the association between 

psychological conditions and employee 

engagement. Similarly, could explore the 

role of other factors, such as leadership 

style and organizational culture, in 

shaping psychological conditions and 

employee engagement. 
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