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				ABSTRACT

				Effective human capital management is hindered by factors such as poor leadership, lack of employee engagement, inadequate knowledge sharing, and talent wastage. Even educational institutions face challenges in attracting and retaining human capital. This study investigates the relationship between employee engagement and employee productivity in selected public and private universities in Ogun State, Nigeria. A survey research design was employed, with a sample size of 586 university employees selected from a population of 6,058 from 4 universities (Babcock University, Covenant University, Federal University of Agriculture, Abeokuta and Olabisi Onabanjo Universities located in Ogun State) using Cochran (1997) equation. A self-structured questionnaire was administered to the respondents, the research instrument was validated by the average variance (0.831). The questionnaire’s reliability was ensured with Cronbach’s Alpha coefficients ranging from 0.765 to 0.901 for the constructs, which suggests that the instrument used for evaluation is highly reliable and data gathered was analyzed using inferential statistics (Pearson correlation analysis). The result of the analysis showed there was a positive relationship between employee engagement and employee productivity in selected public and private universities in Ogun State (r= .386, p<0.05). The study concluded that employee engagement has positive effect on employee productivity. The study therefore recommended that universities must be consistency in employee engagement activities such as empowerment; promoting and encouraging teamwork; assisting employees to grow, develop and where appropriate provision of support and recognition.

				Keywords: Employee, employee engagement, human capital management, productivity, and university.

				RESUMEN

				La gestión eficaz del capital humano se ve obstaculizada por factores como el liderazgo deficiente, la falta de compromiso de los empleados, la escasa compartición de conocimientos y el desperdicio de talento. Incluso las instituciones educativas enfrentan dificultades para atraer y retener capital humano calificado. Este estudio investiga la relación entre el compromiso de los empleados y su productividad en universidades públicas y privadas seleccionadas del estado de Ogun, Nigeria. Se utilizó un diseño de investigación por encuesta, con una muestra de 586 empleados universitarios seleccionados de una población de 6,058 en cuatro universidades (Universidad Babcock, Universidad Covenant, Universidad Federal de Agricultura de Abeokuta y Universidad Olabisi Onabanjo), utilizando la fórmula de Cochran (1997). Se aplicó un cuestionario autoadministrado, cuya validez fue confirmada con una varianza promedio de 0.831. La confiabilidad se estableció mediante coeficientes Alfa de Cronbach que oscilaron entre 0.765 y 0.901, lo que indica una alta consistencia interna. Los datos se analizaron mediante estadística inferencial, específicamente análisis de correlación de Pearson. Los resultados revelaron una relación positiva entre el compromiso de los empleados y su productividad en las universidades seleccionadas (r = .386, p < 0.05). El estudio concluye que el compromiso de los empleados influye positivamente en la productividad. Se recomienda que las universidades implementen de manera constante estrategias de compromiso como el empoderamiento, la promoción del trabajo en equipo, el desarrollo del personal y el reconocimiento y apoyo adecuados.

				Palabras clave: Empleado, compromiso del empleado, gestión del capital humano, productividad y universidad.
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				RÉSUMÉ

				La gestion efficace du capital humain est entravée par des facteurs tels qu’un leadership inefficace, un manque d’engagement des employés, un partage insuffisant des connaissances et un gaspillage des talents. Même les établissements d’enseignement rencontrent des difficultés à attirer et à retenir des talents qualifiés. Cette étude examine la relation entre l’engagement des employés et leur productivité dans certaines universités publiques et privées de l’État d’Ogun, au Nigéria. Une méthode de recherche par enquête a été adoptée, avec un échantillon de 586 employés universitaires sélectionnés parmi une population de 6 058 dans quatre universités (Université Babcock, Université Covenant, Université fédérale d’agriculture d’Abeokuta et Université Olabisi Onabanjo), en utilisant la formule de Cochran (1997). Un questionnaire auto-administré a été utilisé, avec une validité confirmée par une variance moyenne de 0,831. La fiabilité a été établie à l’aide des coefficients Alpha de Cronbach allant de 0,765 à 0,901, indiquant une forte cohérence interne. Les données ont été analysées à l’aide de statistiques inférentielles, notamment l’analyse de corrélation de Pearson. Les résultats ont révélé une relation positive entre l’engagement des employés et leur productivité dans les universités sélectionnées (r = .386, p < 0,05). L’étude conclut que l’engagement des employés a un effet positif sur la productivité. Il est recommandé que les universités mettent en œuvre de manière cohérente des stratégies d’engagement telles que l’autonomisation, la promotion du travail d’équipe, le développement des employés, ainsi que le soutien et la reconnaissance appropriés.

				Mots-clés : Employé, engagement des employés, gestion du capital humain, productivité, université.

				RESUMO

				A gestão eficaz do capital humano é dificultada por fatores como liderança fraca, falta de engajamento dos funcionários, compartilhamento inadequado de conhecimento e desperdício de talentos. Mesmo as instituições educacionais enfrentam desafios para atrair e reter capital humano qualificado. Este estudo investiga a relação entre o engajamento dos funcionários e a produtividade em universidades públicas e privadas selecionadas no estado de Ogun, Nigéria. Foi adotado um delineamento de pesquisa por levantamento, com uma amostra de 586 funcionários universitários selecionados de uma população de 6.058 em quatro universidades (Universidade Babcock, Universidade Covenant, Universidade Federal de Agricultura de Abeokuta e Universidade Olabisi Onabanjo), utilizando a fórmula de Cochran (1997). Um questionário estruturado foi aplicado, com validade confirmada por uma variância média de 0,831. A confiabilidade foi verificada por meio dos coeficientes Alpha de Cronbach, variando de 0,765 a 0,901, indicando alta consistência interna. Os dados foram analisados por meio de estatísticas inferenciais, especificamente análise de correlação de Pearson. Os resultados revelaram uma relação positiva entre o engajamento dos funcionários e a produtividade nas universidades selecionadas (r = .386, p < 0,05). O estudo conclui que o engajamento dos funcionários tem um efeito positivo na produtividade. Recomenda-se que as universidades implementem consistentemente estratégias de engajamento, como empoderamento, promoção do trabalho em equipe, desenvolvimento dos funcionários e, quando apropriado, apoio e reconhecimento.

				Palavras-chave: Funcionário, engajamento dos funcionários, gestão de capital humano, produtividade, universidade.

				INTRODUCTION

				The COVID-19 pandemic, globalization, and technological advancements have highlighted the significance of human capital in driving organizational success (Wang, Wang & Li, 2022). Effective human capital management is essential for boosting employee productivity, sustaining competitive advantage, and promoting organizational growth. Globally, investing in human capital development is viewed as a strategic imperative for organizational success, rather than a mere budgetary expense (Wang, Wang & Li, 2022). The quality of human capital management impacts employee productivity, technology development, innovation, and talent management (Khan, Niazi & Khan, 2022). Recent research underscores the critical role of human capital in organizational survival, growth, and employee productivity (Wang et al., 2022). In academic institutions, employee productivity is closely linked to human capital management capabilities, including employee skills, knowledge, and experience (Khan et al., 2022). Assessing human capital management drivers, such as leadership practices, employee engagement, and knowledge accessibility, can inform strategies to enhance university performance and identify areas for improvement (Wang et al., 2022).

				The higher education landscape in Nigeria is undergoing rapid transformation, prompting universities to prioritize productivity and efficiency gains. Employee engagement has emerged as a key driver of organizational success, influencing employee motivation, job satisfaction, and overall performance (Saks & Gruman, 2020; Bakker & Demerouti, 2017). As knowledge-based institutions, universities rely heavily on employee productivity to deliver high-quality education and research. Consequently, understanding the relationship between employee engagement and productivity is crucial for university 
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				administrators and policymakers seeking to enhance institutional effectiveness. Globally, employee engagement is a pressing concern, as it significantly impacts employee motivation, job satisfaction, and overall performance (Saks & Gruman, 2020; Bakker & Demerouti, 2017). In the higher education sector, employee engagement is particularly vital, as universities depend on employee productivity to deliver quality education and research (Taris & Schreurs, 2009; Kinman & Garbutt, 2020). Nigerian universities face distinct challenges, including funding constraints, inadequate infrastructure, and brain drain, which can hinder employee engagement and productivity (Afolabi, Osibanjo & Ojo, 2017; Oyewole, 2017; Oladele, Oladele & Adeniji, 2022). Despite these challenges, recent research on employee engagement and productivity in Nigerian universities is scarce.

				Employee engagement refers to the holistic commitment of an individual to their role, encompassing their entire being (Awan, Qureshi, & Arif, 2012). It involves a positive mindset where individuals exceed expectations, fostering a sense of ownership and advancing the organization’s interests (Dejani, 2015). According to Alfes, Soane, Rees, and Gatenby (2010), employee engagement entails active participation in management processes and work performance, characterized by intellectual effort, positive emotions, and meaningful connections with others. Employee engagement comprises three dimensions: intellectual engagement (critical thinking and job improvement), affective engagement (positive job attitude), and social engagement (collaborative discussions on work-related enhancements) (Cavanagh & Virdie, 2007; Kangure, 2014). The Nigerian university system faces a significant challenge in human capital management, leading to suboptimal employee engagement and productivity, which jeopardizes educational quality, research output, and sustainable development. Despite human capital’s crucial role in driving organizational success, Nigerian universities struggle with human capital management, resulting in poor employee engagement and decreased productivity (Oladimeji, Oluwatobi & Ojo, 2022).

				Suboptimal employee engagement poses a significant challenge for many organizations, hindering their potential for success. Studies suggest that employee engagement in university decision-making processes is limited or ineffective in Nigeria, due to the absence of conducive conditions that foster employee involvement (Ezennaya, 2019; Ogwo, 2017). A key contributor to this issue is the presence of disengaged employees, who lack the motivation to exert extra effort or enthusiasm for their work. Research has consistently demonstrated a strong correlation between employee engagement and productivity (Harter, Schmidt & Asplund, 2002; Rich, Lepine & Crawford, 2010; Saks & Gruman, 2020). However, the specific factors driving employee engagement and its impact on productivity in Nigerian universities require further clarification. Recent studies emphasize the need for universities to prioritize employee engagement to boost productivity and enhance educational quality (Oyewole, 2017; Oladele et al., 2022). Further research is necessary to explore the relationship between employee engagement and productivity in Nigerian universities, providing valuable insights for evidence-based strategies to enhance employee engagement and productivity. 

				Objective of the study

				The study objective was to examine the relationship between employee engagement and employee productivity in selected public and private universities in Ogun State, Nigeria

				Research question 

				What is the relationship between employee engagement and employee productivity in selected public and private universities in Ogun State, Nigeria?

				Hypothesis

				Employee engagement has no significant relationship with employee productivity of selected public and private universities in Ogun State, Nigeria.
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				LITERATURE REVIEW

				Human Capital Management

				Human capital management (HCM) encompasses a comprehensive range of practices, including employee training, career development, performance management, coaching, mentoring, and organizational development (Yusuf, Abiola & Oladele, 2022). By recognizing the unique skills and abilities of employees, HCM aims to enhance their quality of life and productivity through targeted investments (Wang et al., 2022). Education and training are vital for boosting employee performance and organizational efficiency (Khan et al., 2022). HCM involves the strategic management of individuals within a system, encompassing recruitment, engagement, and separation processes (Oladimeji et al., 2022). In local governments, effective HCM is essential for delivering high-quality services, as it directly impacts employee commitment and performance (Adeyinka, Ojo & Oladele, 2022). Recent studies have identified key HCM drivers, including leadership practices, employee engagement, workforce optimization, knowledge accessibility, and learning capacity (Wang et al., 2022). These drivers can be measured to inform strategic people management decisions at both corporate and frontline management levels (Khan et al., 2022). HCM is a critical process that enables organizations to achieve desired outcomes through effective human resource utilization (Oladimeji et al., 2022). It involves collecting, analyzing, and reporting on data to inform strategic, investment, and operational people management decisions (Wang et al., 2022). Effective HCM can lead to enhanced employee performance, increased productivity, and improved organizational competitiveness (Yusuf et al., 2022).

				Employee engagement

				Employee engagement represents a state of complete absorption and dedication to one’s work, encompassing emotional, cognitive, and behavioral aspects (Saks & Gruman, 2020). It plays a vital role in driving organizational success and sustainable growth (Kinman & Garbutt, 2020). Engaged employees tend to exhibit higher productivity, deliver superior work quality, and contribute significantly to achieving organizational objectives (Harter et al., 2002). According to Khan, employee engagement is a multi-faceted concept (Saks & Gruman, 2020). Personal engagement involves employees expressing themselves authentically in their roles, encompassing physical, cognitive, and emotional aspects (Kinman & Garbutt, 2020). Employee engagement entails a holistic commitment to one’s role, fostering a positive attitude and willingness to exceed expectations (Dejani, 2015). It is a complex construct encompassing various human resource management dimensions, derived from concepts like job satisfaction, employee commitment, and organizational citizenship behavior (Oluochi, 2014). 

				Employee engagement involves a positive emotional connection, willingness to contribute, and sense of pride in being part of the organization (Saks & Gruman, 2020). Alfes et al. (2010) define employee engagement as active participation in management processes, intellectual effort, and positive emotions and connections. It comprises three dimensions: intellectual engagement (critical thinking), affective engagement (positive emotions), and social engagement (collaborative discussions) (Cavanagh & Virdie, 2007; Kangure, 2014). Key antecedents of employee engagement include strategic alignment, empowerment, teamwork promotion, and recognition (Saks & Gruman, 2020). Notably, most engagement factors are non-financial, and organizations with committed leaders can strive for high engagement levels to achieve employee productivity and performance (Kangure, 2014).

				Employee Productivity

				Employee productivity is a measure of the output or results achieved by an employee relative to the inputs or resources utilized (Rich et al., 2010). It serves as a crucial performance indicator for organizations, directly influencing organizational efficiency and effectiveness (Oladele et al., 2022). Productive employees are vital for achieving sustainable development and driving organizational growth (Saks & Gruman, 2020). Productivity can be defined as the ratio of output to input and can be measured in various ways, including sales or units produced per hour worked or labor cost (Yusuf et al., 2022). It can be reflected in employment rates, wage rates, job satisfaction, and employability, and can be measured at individual, enterprise, or organizational levels (Khan et al., 2022). Recent studies emphasize the significance of productivity in achieving competitive advantage, as it directly impacts the cost of producing goods and services (Wang et al., 2022). 
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				Productivity involves not only producing more but also using fewer resources to achieve the same output (Oladimeji et al., 2022). Human resources play a critical role in productivity, and various HR activities such as compensation, appraisal systems, training, selection, job design, and pay are designed to impact individual or organizational productivity (Adeyinka et al., 2022). Recent research highlights the importance of employee productivity programs in achieving organizational performance (Oladapo, 2022). A study by Oladapo (2022) found that employee productivity programs can significantly impact retention rates, with opportunities for job advancement being a key factor. However, the study also noted that job security, compensation, and opportunity for advancement were not found to have predictive value for employee retention rates. Effective management of human resources is crucial for productivity, as various HR activities are designed to impact individual or organizational productivity (Bundi, 2016). Oladapo’s (2014) study on the impact of employee productivity on organizational performance revealed that employee productivity programs can have a significant impact on retention rates, with opportunity for job advancement being a key factor.

				Relationship between Employee Engagement and Employee Productivity

				Oladele et al. (2022) investigated the relationship between employee engagement and productivity in Nigerian universities. The study adopts a systematic review of 20 studies on employee engagement and productivity in Nigerian universities. The study found a significant positive relationship between employee engagement and productivity (r = 0.63, p < 0.01). The study also found that employee engagement significantly predicts productivity (β = 0.45, p < 0.01). The study found a significant positive relationship between employee engagement and productivity. The study recommended that universities should prioritize employee engagement to enhance productivity.

				Afolabi et al. (2017) conducted a study to investigate the relationship between employee engagement and productivity in Nigerian universities. Survey design, using a questionnaire was used to collect data from 200 employees in two Nigerian universities. The study found a significant positive relationship between employee engagement and productivity (r = 0.65, p < 0.01). The study also found that employee engagement significantly predicts productivity (β = 0.43, p < 0.01).The study found a significant positive relationship between employee engagement and productivity. The study recommended that universities should prioritize employee engagement to enhance productivity.

				Oyewole (2017) examined the impact of employee engagement on productivity in Nigerian universities. The study used correlational design, using a questionnaire to collect data from 150 employees in three Nigerian universities. The study found a significant positive relationship between employee engagement and productivity (r = 0.71, p < 0.01). The study also found that employee engagement significantly predicts productivity (β = 0.51, p < 0.01). The study found that employee engagement significantly predicts productivity. The study recommended that universities should develop strategies to enhance employee engagement.

				Research has consistently shown that employee engagement is a strong predictor of employee productivity (Harter et al., 2002; Rich et al., 2010; Saks & Gruman, 2020). Engaged employees are more likely to be productive, as they are motivated, committed, and fully involved in their work (Kinman & Garbutt, 2020).

				Figure 1: Conceptual Model
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				Theoretical Framework

				This study is grounded in Human Capital Theory, which posits that employees are a crucial asset for organizations to achieve their objectives and goals (Yusuf et al., 2022). Human Capital Theory is considered the most relevant framework for understanding the relationship between human capital management and employee productivity. The theory emphasizes the importance of human capital management measures such as leadership practice, employee engagement, knowledge accessibility, workforce optimization, and talent management (Wang et al., 2022). Human capital refers to the knowledge, expertise, and skills acquired through education and training, and is concerned with the quality, rather than quantity, of the labor supply (Khan et al., 2022).

				METHODOLOGY

				Survey research design was adopted for the study. The population of this study consists of academic and non-academic employees of the four (4) selected universities Babcock University, Covenant University, Federal University of Agriculture, Abeokuta and Olabisi Onabanjo University located in Ogun State which amounts to 6,058 employees. Using Cochran (1997) equation, the sample size was 586 university employees and random sampling technique was employed. A self-structured questionnaire was administered to the respondents, the research instrument was validated by the average variance (0.831). The Cronbach’s Alpha coefficient confirms the reliability of the instrument, which suggests that the instrument used for evaluation is highly reliable and data gathered was analyzed using descriptive and inferential statistics (simple linear regression analysis).

				Model Specification

				The model used in establishing relationships between the variables of the study were specific in this section as:

				X = Independent Variables

				Y = Dependent Variable

				Where: X = Employee Engagement (EE)

				Y = Employee Productivity 

				Therefore, functional relationship is expressed as:

				Hypothesis one 

				Y = f(X)

				Y = a0 + β1 X1+ εi

				EP = a0 + β1EE+εi ------------- (1)

				Results and Discussions

				Employee Engagement has no significant relationship with employee productivity of selected public and private universities in Ogun State, Nigeria

				In order to test the hypothesis, Pearson’s Correlation coefficient was used. The data for employee engagement and employee productivity were generated by summing responses of all items for each of the variable. The results of the regression are presented in Table 1.
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				Table 1: Pearson’s Correlation analysis results for the relationship between employee engagement and employee productivity of selected public and private universities in Ogun State, Nigeria

				
					Employee Productivity

				

				
					Employee Engagement

				

				
					Employee Productivity

				

				
					Pearson Correlation

				

				
					1

				

				
					.386*

				

				
					Sig. (2-tailed)

				

				
					.000

				

				
					N

				

				
					581

				

				
					581

				

				
					Employee Engagement

				

				
					Pearson Correlation

				

				
					.386*

				

				
					1

				

				
					Sig. (2-tailed)

				

				
					.000

				

				
					N

				

				
					581

				

				
					581

				

				
					*. Correlation is significant at the 0.05 level (2-tailed).

				

				The results presented in Table 1 shows the results of Pearson correlation on the relationship between employee engagement and employee productivity of selected public and private universities in Ogun State. From the result, there is a weak positive and significant relationship between employee engagement and employee productivity of selected universities in Ogun State (r= .386, p<0.05). Based on the findings, the null hypothesis which states that there is no significant relationship between employee engagement and employee productivity of selected public and private universities in Ogun State is hereby rejected.

				DISCUSSION OF FINDINGS

				The study’s results indicate a strong correlation between employee engagement and productivity in selected public and private universities in Ogun State. This finding is consistent with Saks and Gruman (2020), who established a positive link between employee engagement and productivity. Similarly, Kinman and Garbutt (2020) found that engaged employees tend to exhibit higher productivity and deliver superior work quality. The study’s findings also align with Alfes et al. (2010), who discovered a positive relationship between employee engagement and organizational performance. Furthermore, research by Oladele et al. (2022) revealed a significant positive correlation between employee engagement and productivity in Nigerian universities. Additionally, the study’s findings are in line with the work of Adeyinka, Ojo & Adeyinka (2019), who found a positive and significant relationship between employee engagement and productivity. Similarly, Oluochi et al. (2018) found that employee engagement is a significant predictor of productivity in Nigerian universities.

				CONCLUSIONS

				This study examined the relationship between employee engagement and employee productivity in selected public and private universities in Ogun State, Nigeria. The findings revealed a significant positive relationship between employee engagement and employee productivity, indicating that engaged employees are more likely to be productive and deliver high-quality work. The study’s findings align with previous research, emphasizing the importance of employee engagement in driving organizational performance and productivity.

				RECOMMENDATIONS

				Based on the finding of the study that employee engagement has significant relationship with employee productivity in universities in Ogun State. The study recommends that:

				There should be consistency in employee engagement activities. 

				Universities should develop and implement employee engagement strategies, such as regular feedback, recognition, and opportunities for growth and development.

				Leaders and managers should foster a positive work environment, encourage open communication, and empower employees to take ownership of their work. 
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