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Abstract 

Cruise Tourism is a very identical market in the global travel sector which is having 

a higher growth rate nevertheless a niche market in tourism industry in Sri Lanka with 

a significant economic impact. The purpose of this study was to investigate the 

employee engagement strategies and their impact on productivity in Sri Lanka’s 

cruise tourism sector. This research was based upon the collection of data through 

online questionnaire survey with Sri Lankan employees in cruise sector. This case 

was conducted with quantitative research methods. Statistical information obtained 

from 220 respondents were analyzed was processed with MS Excel software, SPSS 

and data analyzed using demographic data analysis, correlation analysis and 

regression analysis. According to the study 6 sub-factors of key determinants of the 

employee engagement were identified through literature surveys. As per the results, 

there’s a strong positive correlation among the engagement constructs and 

communication was found to be the most significant predictor of productivity. 

Effective employee engagement positively affects performance outcomes thus 

communication, leadership and development opportunities enhance productivity. 

There are six key determinants of employee engagement. They are: communication, 

recognition and rewards, leadership and management, career development and 

training and work life balance. These determinants are highly impact on the employee 

engagement and productivity in cruise tourism sector. Also, lack of these 

determinants affects employee turnover too. These determinants will ensure and 

safeguard the development of the cruise industry by being the foundation for it. 

Recommendations that were provided at the final part of the research concentrate on 

strengthening communication channels, enhancing leadership and management 
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practices, expanding career development opportunities, improving work life balance, 

refining recognition and rewards systems and by tailoring engagement strategies to 

demographic segments, the positive significant impact on employee engagement 

strategies on productivity can enhance to obtain significant economic impacts  

Keywords: Cruise Tourism, Employee Engagement Strategies, Productivity, 

 Sri Lanka  

 

1.0 Introduction 

Cruise tourism has emerged as one of the fastest-growing segments of global tourism, 

evolving from early luxury voyages in the 19th century to a modern industry 

dominated by Carnival Corporation, Royal Caribbean, and Norwegian Cruise Line, 

together controlling 75% of the market (CLIA, 2024). Passenger volumes rose from 

17.8 million in 2009 to 35.7 million in 2024, with rapid recovery after COVID-19 

disruptions (Statista, 2024; CLIA, 2023). The sector contributes significantly to 

socioeconomic development, generating $168.6 billion in global economic impact 

and 1.6 million jobs in 2023, with 77% onshore employment (Zion Market Research, 

2024; CLIA, 2023). The research aim to examine the impact of employee engagement 

strategies on productivity within Sri Lanka's cruise tourism sector. To analyze the key 

factors influencing employee engagement in Sri Lanka's cruise tourism sector, and to 

assess their impact on employee motivation, commitment, and overall performance 

and to analyze the key challenges and barriers faced by organizations in Sri Lanka's 

cruise tourism sector when implementing employee engagement strategies, and to 

explore the factors that impede the effective execution of these strategies. 

This study critically examines employee engagement strategies and their impact on 

productivity within Sri Lanka’s cruise tourism sector, using primary data to provide 

sector-specific insights and implications. 

 

2.0 Literature Review 

Employee Engagement  

Employee engagement is conceptualized by Kahn (1990) by integrating physical, 

cognitive, and emotional resources in work roles. Subsequent research (Guo & Hou, 

2022; Maslach et al., 2001; Schaufeli & Bakker, 2004; Sharma & Kumra, 2024) 

highlights its multifaceted nature, linking engagement to leadership, organizational 

culture, resilience, well-being, and performance outcomes. 
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Employee Engagement in Tourism Sector  

Employee engagement in tourism is defined as emotional dedication and involvement 

(Bakker & Demerouti, 2008; Macey & Schneider, 2008), enhances service quality, 

customer satisfaction, and retention (Ariani, 2013). Influenced by leadership, 

recognition, autonomy, and work environment (Karatepe & Olugbade, 2009; Saks, 

2006), engagement reduces turnover yet faces challenges from seasonality, stress, and 

low pay. 

Employee Engagement Strategies 

Smith (2024) highlights the importance of employee engagement strategies in 

organizations to boost motivation, satisfaction, and performance. These strategies 

focus on fostering a positive workplace culture through improved communication, 

professional development opportunities, and recognition of employee contributions. 

Effective engagement leads to increased retention, productivity, and improved 

organizational outcomes that ensures competitive advantage. 

 

I. Leadership and Communication 

Effective leadership, clear guidance, supportive behaviors, and open 

communication are key to employee engagement. Genuine belief and 

ownership from top management foster an engaged organizational culture 

and promoting a positive work environment. 

II. Recognition and Reward Systems 

Employee engagement strategies involve recognition and reward systems 

which enhance engagement levels by aligning individual performance with 

organizational objectives and motivating employees to exceed expectations. 

III. Work-Life Balance and Employee Well-being 

Organizations are recognizing the importance of work-life balance in 

employee engagement strategies. A well-being-focused workplace culture, 

including flexible work arrangements, mental health support, and family-

friendly policies, helps manage stress, enhances job satisfaction, and reduces 

burnout risk. 

IV. Employee Development and Career Growth 

Strategic career development initiatives, such as training programs, 

mentorship, and transparent pathways, significantly enhance employee 

engagement, commitment, innovation, and productivity within an 

organization. 
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V. Organizational Culture and Values 

Positive organizational culture with defined values leads to increased 

employee engagement. Employees feel connected and engaged when their 

values align with the organization's mission, fostering trust, respect, and 

inclusiveness. 

VI. Social Support and Team Dynamics 

Research shows that team cohesion and social support are crucial for 

employee engagement. Employees with robust social support from peers and 

supervisors are more engaged with their work and organization. 

Implementing team-building activities, social events, and peer recognition 

programs can enhance overall engagement. 

VII. Autonomy and Empowerment 

Employee empowerment, granting autonomy and decision-making control, 

boosts workplace engagement. It fosters ownership, accountability, and 

increased initiative. Empowered employees contribute more to innovative 

problem-solving, resulting in a more engaged and productive workforce. 

Employee Engagement Strategies in the Tourism Industry 

Employee engagement strategies in the tourism sector rely on leadership, 

communication, training, and organizational culture. Transformational leadership, 

emphasizing motivation and inspiration, can boost engagement levels. Training and 

development initiatives are crucial for fostering confidence and navigating pressures 

in the industry. A supportive organizational culture, recognizing employee 

contributions and trust in leadership, encourages full investment in work. A holistic 

approach, including targeted training and a nurturing environment, is essential for a 

highly engaged and productive workforce in the tourism sector. 

Cruise Tourism Sector   

Cruise tourism, combining transport, accommodation, and leisure activities, 

generates significant global economic impact through jobs, port revenues, and 

passenger spending (CLIA, 2020; Cruz et al., 2014). Shaped by service quality and 

passenger experience (Gössling et al., 2017), it faces challenges from seasonality, 

crises, and sustainability demands, requiring adaptive, eco-friendly strategies (Lück, 

2017). 

Employee Engagement and Productivity 

Employee engagement is crucial for productivity and performance with highly 

engaged individuals exceeding performance expectations. Engaged employees are 

motivated, dedicated, and committed to the organization's goals, resulting in better 
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output and reduced turnover. Vigor and dedication drive employees to go above and 

beyond, reducing absenteeism and reducing staff changes. 

The Impact of Employee Engagement on Productivity Levels 

Employee engagement is crucial for boosting productivity in competitive business 

environments, impacting financial performance and customer satisfaction. 

Customized engagement tactics, considering internal communication and employee 

well-being, are essential for developing a loyal workforce. High-performance work 

practices (HPWPs) and focused treatments improve workers' abilities, leading to 

increased engagement. Strategic engagement programs maintain talent and reduce 

turnover, fostering a culture of continuous improvement and increased productivity. 

Challenges and Barriers to Employee Engagement 

This section explains the challenges businesses face in increasing employee 

engagement, highlighting the importance of emotional investment, productivity, and 

innovation in achieving organizational outcomes and boosting productivity. 

I. Lack of Leadership Support 

Lack of strong leadership support hinders employee engagement, as it leads to 

inconsistent decision-making and disengagement. Poor leadership can result in a 

work atmosphere where staff feel appreciated and inspired. Gallup survey, which 

was conducted in 2017, found that disengaged workers are more likely to lack 

inspiring management. 

II. Poor Organizational Culture 

Employee engagement is significantly influenced by a company's culture, which 

can be hindered by an unsupportive, inflexible, or alienating environment. This 

can lead to feelings of alienation, decreased motivation, and a lack of 

empowerment, hindering employees' ability to take responsibility for their jobs. 

III. Ineffective Communication 

Effective communication is crucial for employee engagement, as it builds a bond 

between staff and the organization's objectives. Poor communication can lead to 

disengagement, confusion, stress, and burnout, affecting proactive behavior and 

reducing engagement levels. 

IV. Limited Opportunities for Career Development 

Research shows that lack of career advancement opportunities can deter 

employees from participating in the workplace. Long-term involvement and 
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purpose are enhanced by career development options like training, mentorship, 

and promotions. Employers who fail to invest in staff development often 

experience lower engagement and turnover rates. 

V. Work-Life Imbalance 

Work-life balance is crucial for employee engagement, as overwork and extended 

hours can lead to burnout and disengagement. This imbalance can cause emotional 

and psychological stress, impairing focus and job performance, and potentially 

reducing dedication and passion for work. 

Key Concept Theoretical Model 
Possible Relationships to 

Investigate 

Employee 

Engagement 

Kahn’s Theory, JD-R 

Model, SDT, Social 

Exchange 

Impact of job resources, 

autonomy, and organizational 

support on engagement. 

Job Demands 

and Resources 
JD-R Model 

The balance between stressors and 

support influencing engagement. 

Leadership 
Transformational 

Leadership Theory 

Influence of transformational 

leadership on employee 

engagement. 

Psychological 

Needs 

Self-Determination 

Theory 

Role of autonomy, competence, 

and relatedness in fostering 

engagement. 

Organizational 

Support 

Social Exchange 

Theory 

Reciprocity between perceived 

support and employee 

engagement. 

Productivity All Theories 

Relationship between employee 

engagement and productivity in 

the cruise tourism sector. 

Table 01:Key Variables and Relationships in Theoretical Framework 

Source: Literature Survey 

This theoretical framework provides a solid foundation for analyzing employee 

engagement strategies in Sri Lanka's cruise tourism sector, highlighting their impact 

on productivity. 
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3.0 Methodology 

Conceptual Framework 

The conceptual framework emphasizes that employee engagement strategies—such 

as communication, recognition, leadership, career development, and work–life 

balance—enhance productivity at both individual and organizational levels. Prior 

studies (Brown & Lee, 2023; Kumar et al., 2021) affirm the critical role of these 

dimensions in organizational success. Grounded in Social Exchange Theory, the 

model posits that employees reciprocate organizational support with improved 

performance, while Maslow’s Hierarchy of Needs explains how fulfilling higher-

order needs strengthens engagement and productivity. 

                                                      

Research Population and Sample Size 

Cruise tourism employee survey in Sri Lanka used purposive sampling; 220 

respondents ensure statistical validity for SEM and regression (Kaur & Singh, 2023; 

Theresa & Donald, 2013). 

 

Figure 01:Conceptual Framework 
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Data Collection Method 

Study used online structured questionnaires with mixed formats to collect primary 

data, ensuring validity and broader insights (Chen & Zhang, 2022). 

4.0 Data Presentation 

Demographic Profile of Respondents 

A total of 220 respondents participated in the survey. The largest age group was 45–

54 years (25%). Gender distribution was relatively balanced, with 34.1% male, 35% 

female, and 30.9% other. Education levels showed that the majority held diplomas or 

certificates (30.5%), while 23.6% were officers by occupation. Departmental 

distribution indicated higher representation in customer service (20.9%) and 

operations (18.2%). Work experience was mainly 4–6 years (20.9%), with full-time 

employees accounting for 35% of the sample. 

 

Descriptive Statistics 

All constructs recorded mean values above 4.0, indicating favorable responses. The 

highest means were for leadership and management (M = 4.26), career development 

and training (M = 4.22), and work-life balance (M = 4.22). 

Reliability and Validity Analysis 

Reliability analysis confirmed satisfactory internal consistency with Cronbach’s 

alpha ranging from 0.727 to 0.857. Validity was tested using KMO and Bartlett’s 

tests, with results supporting factorability and construct validity. 

 

Correlation Analysis 

Significant positive correlations were observed among all constructs at the 0.01 level. 

The strongest relationship was between communication and productivity (r = .960). 

Regression Analysis 

The regression model reported R² = .940, indicating that independent variables 

explained 94% of the variance in productivity. Communication (β = .722, p < .001) 

emerged as the strongest predictor, followed by leadership, career development, and 

work-life balance. 

Barriers Identified 

Responses revealed barriers to engagement. A considerable proportion disagreed 

with statements regarding organizational commitment (44.1%) and clear engagement 
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strategies (47.7%), highlighting weak areas. Conversely, resource allocation (46.8% 

agreement) and supportive policies (41.3% agreement) were recognized as stronger 

enablers. 

5.0 Data Analysis and Findings 

The study analyzed 220 valid responses from employees in the Sri Lankan cruise 

tourism sector. The demographic analysis showed balanced representation across age, 

gender, education, job levels, departments, and employment types, with most 

respondents being mid-career employees. 

 

Descriptive statistics indicated generally high agreement with employee engagement 

strategies (mean scores above 4.0), with leadership, career development, and work-

life balance rated highest. Normality tests confirmed suitability for parametric 

analysis, while reliability tests (Cronbach’s α = 0.727–0.857) demonstrated strong 

internal consistency. Validity tests (KMO = 0.628–0.676, Bartlett’s p < 0.001) 

confirmed construct appropriateness. 

 

Correlation analysis revealed significant positive relationships among all constructs, 

with the strongest link between communication and productivity (r = .960). 

Regression results showed that engagement strategies explained 94% of the variance 

in productivity (R² = 0.940), with communication (β = .722, p < 0.001) as the 

strongest predictor, followed by career development, leadership, and work-life 

balance. 

 

However, survey items on organizational commitment (44.1% disagreement), clarity 

of strategies (47.7% disagreement/neutrality), and resource allocation (39.1% 

disagreement/neutrality) highlighted notable barriers to effective engagement. 

Discussion 

Findings validate that employee engagement strategies significantly influence 

productivity in the cruise tourism sector, with communication emerging as the most 

critical driver, consistent with prior studies (Anderson et al., 2022; Lee et al., 2023). 

The strong intercorrelations among constructs suggest that engagement practices are 

synergistic rather than independent, supporting a holistic organizational approach. 

Barriers such as unclear strategies, inadequate resources, and inconsistent policies 

reflect structural weaknesses, echoing similar challenges identified in service 

industries (Kaur & Singh, 2023). Demographic differences also suggest the need for 
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tailored engagement practices to address varied motivational needs across employee 

groups. 

 

Practical Implications 

The study emphasizes: 

1. Enhancing communication through leadership training and transparent 

information systems. 

2. Strengthening recognition and rewards, ensuring timeliness and relevance 

to diverse employee groups. 

3. Investing in continuous career development and training, with structured 

career paths. 

4. Improving work-life balance policies through flexible scheduling, 

wellness, and supportive leave systems. 

5. Periodic strategic reviews of engagement policies, integrating employee 

feedback to align with evolving industry conditions. 

Conclusions & Recommendations  

The study demonstrates that employee engagement strongly influences productivity 

in Sri Lanka’s cruise tourism sector, with 94% performance variation explained by 

engagement dimensions. Communication was the most significant predictor, while 

leadership, career development, and work–life balance also showed strong effects. 

Recognition and rewards had modest but meaningful influences. Organizational 

barriers such as unclear policies and limited resources were found to hinder 

implementation. 

Recommendations include strengthening communication systems, developing 

transformational leadership, expanding career development pathways, promoting 

work–life balance, refining recognition programs, addressing organizational 

bottlenecks, and tailoring initiatives to diverse employee groups. Policy revisions, 

strategic investment, and managerial accountability are essential to sustain 

engagement. 

Overall, the findings affirm that integrated engagement strategies are central to 

organizational success, highlighting the need for consistent policy support and long-

term strategic planning. 

 

 



International Journal of Sustainable Tourism,  
Volume: 02 Issue: 0I, 2025 ISSN 3021-6184 

 

66 
 

References 

Ambarwati, R., Gunani, P. S., & Oktavianus, K. (2019). Measuring the performance 

of XYZ government agency with the basis of Malcolm Baldrige method. Russian 

Journal of Agricultural and Socio-Economic Sciences. Retrieved from 

https://core.ac.uk/download/322959552.pdf 

Ananiadou, K., Barton, D., Chisholm, L., Elkjaer, B., Ernst and Young, Evans, K., & 

Department for Education and Skills. (2010). Stimulating the innovation potential of 

“routine” workers through workplace learning. Retrieved from 

https://core.ac.uk/download/pdf/83164.pdf 

Anderson, P., Brown, J., & Lee, S. (2022). Employee engagement in service 

industries: Contemporary perspectives. Journal of Business Research, 45(3), 345–

360. 

Ariani, D. W. (2013). The influence of employee engagement on performance: A 

study of the tourism sector in Indonesia. International Journal of Business and Social 

Science, 4(4), 1–9. 

Astuti, P., & Endaryanto, M. (2024). Employee’s well-being and job satisfaction: The 

role of family supportive supervisor behaviors and work-family conflict. IPM2KPE. 

Retrieved from https://core.ac.uk/download/616688631.pdf 

Ashraf, S., Kausar, N., Khan, M. M., & Khan, A. (2021). Workplace internet leisure 

and employee productivity: Mediating role of employee engagement. Ninety Nine 

Publication. Retrieved from https://core.ac.uk/download/613012921.pdf 

Baker, P. (2017). Employment in the cruise tourism sector: A review of the economic 

and social impact. Tourism Management Perspectives, 23, 12–18. 

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. 

Career Development International, 13(3), 209–223. 

Bradford, A. L. (2024). Implementation of developmental feedback as a performance 

strategy in small businesses. IUScholarWorks. Retrieved from 

https://core.ac.uk/download/616423969.pdf 

Bradley, A. V. (2018). Leadership strategies for enhancing employee engagement. 

IUScholarWorks. Retrieved from https://core.ac.uk/download/217231787.pdf 

Brown, A., & Lee, J. (2023). Engagement strategies and organizational success: A 

new paradigm. International Journal of Management Studies, 58(1), 101–115. 

Cameron, K. S., & Quinn, R. E. (2011). Diagnosing and changing organizational 

culture: Based on the competing values framework. Jossey-Bass. 

Chand, M., & Katou, A. A. (2007). The effects of HRM practices on organizational 

performance in the hospitality industry: A comparative study of hotels in India. 

International Journal of Human Resource Management, 18(10), 1689–1708. 

Chen, L., & Zhang, Y. (2022). Online surveys in organizational research: Advantages 

and challenges. Journal of Information Technology, 37(2), 234–250. 

Cruz, L. M., et al. (2014). The economic impact of cruise tourism: Evidence from the 

Caribbean. Tourism Economics, 20(3), 453–472. 

Cruise Lines International Association (CLIA). (2020). The economic impact of the 

cruise industry: Global and regional insights. 

Cox, A., Rickard, C., & Tamkin, P. (2012). Work organisation and innovation. 

DigitalCommons@ILR. Retrieved from https://core.ac.uk/download/16749552.pdf 

https://core.ac.uk/download/322959552.pdf
https://core.ac.uk/download/pdf/83164.pdf
https://core.ac.uk/download/616688631.pdf
https://core.ac.uk/download/613012921.pdf
https://core.ac.uk/download/616423969.pdf
https://core.ac.uk/download/217231787.pdf
https://core.ac.uk/download/16749552.pdf


D.A.C.R. De Silva  

67 
 

Davis, M., & Kim, R. (2021). Pre-testing survey instruments in management research. 

Journal of Applied Psychology, 106(4), 789–805. 

Deepalakshmi, D., Tiwari, D., Baruah, D., Seth, A., & Bisht, R. (2024). Employee 

engagement and organizational performance: A human resource perspective. 

Educational Administration: Theory and Practice, 30, 5941–5948. 

https://doi.org/10.53555/kuey.v30i4.2323 

Dilhara, T., Fernando, I., & Jayasinghe, S. (2024). Factors influencing the adoption 

of agile project management methodologies by engineering teams in the 

telecommunications industry. IEEE. Retrieved from 

https://core.ac.uk/download/618047775.pdf 

Edirisinghe, L., & Siriwardana, S. (2021). M Bridge 11 CASA 2021: Cruise tourism 

in Sri Lanka; The way forward. 

Eisenberger, R., & Stinglhamber, F. (2011). The psychology of reward and 

recognition. Springer. 

Gallup. (2017). State of the American workplace. Gallup Press. 

Gardner, K. (2013). Employees’ perception of engagement and its influence on 

critical success factors. Faculty of Business and Economic Sciences. Retrieved from 

https://core.ac.uk/download/145054215.pdf 

Gössling, S., et al. (2017). The cruise industry and the environment: A review. 

Journal of Sustainable Tourism, 25(10), 1634–1651. 

Gulchuk, B. (2019). Non-monetary motivation in the nonprofit sector. Scholars 

Crossing. Retrieved from https://core.ac.uk/download/213463698.pdf 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: 

Test of a theory. Organizational Behavior and Human Performance, 16(2), 250–279. 

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship 

between employee satisfaction, employee engagement, and business outcomes: A 

meta-analysis. Journal of Applied Psychology, 87(2), 268–279. 

Johnson, K., & Wang, P. (2021). Recognition and reward systems: Impact on 

employee productivity. Journal of Business and Management, 56(2), 200–218. 

Kahn, W. A. (1990). Psychological conditions of personal engagement and 

disengagement at work. Academy of Management Journal, 33(4), 692–724. 

Karatepe, O. M., & Olugbade, O. A. (2009). Work engagement among front-line 

employees of the hotel industry. International Journal of Hospitality & Tourism 

Administration, 10(1), 44–67. 

Kumar, S., Patel, R., & Singh, P. (2021). Employee engagement strategies in 

emerging economies. Journal of Human Resource Management, 39(5), 502–520. 

Kaur, G., & Singh, D. (2023). Sample size determination in quantitative research. 

Journal of Statistics in Business, 27(1), 75–88. 

Kuvaas, B. (2006). Work performance, affective commitment, and work motivation: 

The roles of pay administration and pay level. Journal of Organizational Behavior, 

27(3), 365–385. 

Lee, H., Kim, Y., & Park, S. (2023). Transformational leadership and employee 

engagement: Evidence from the service sector. Leadership Quarterly, 34(1), 90–105. 

Locke, E. A., & Latham, G. P. (2002). Building a practically useful theory of goal 

setting and task motivation. American Psychologist, 57(9), 705–717. 

https://doi.org/10.53555/kuey.v30i4.2323
https://core.ac.uk/download/618047775.pdf
https://core.ac.uk/download/145054215.pdf
https://core.ac.uk/download/213463698.pdf


International Journal of Sustainable Tourism,  
Volume: 02 Issue: 0I, 2025 ISSN 3021-6184 

 

68 
 

Lück, M. (2017). Tourism in the cruise industry: An overview. Tourism Management, 

58, 186–197. 

Macey, W., & Schneider, B. (2008). The meaning of employee engagement. 

Industrial and Organizational Psychology, 1(1), 3–30. 

https://doi.org/10.1111/j.1754-9434.2007.0002.x 

Martinez, J., & Gonzalez, L. (2022). Operationalizing theoretical constructs in 

management research. Journal of Management Studies, 49(3), 310–329. 

Maslach, C., & Leiter, M. P. (1997). The truth about burnout: How organizations 

cause personal stress and what to do about it. Jossey-Bass. 

Miller, R., & Roberts, A. (2021). Ethical considerations in employee research: 

Balancing privacy and data needs. Ethics in Management, 12(4), 456–472. 

Moletsane, M. R. (2017). The impact of employee engagement on organizational 

productivity: Case study of UVS. Retrieved from 

https://core.ac.uk/download/304374908.pdf 

Mowforth, M., & Munt, I. (2016). Tourism and sustainability: Development, 

globalisation, and new tourism in the third world. Routledge. 

Nguyen, S., & Hsieh, C. (2022). Data management practices in contemporary 

research. Information Systems Journal, 29(3), 220–237. 

Nuar, A. B., Hamzah, I. M. B., & Kanapathipillai, K. (2023). Workplace without 

walls: An investigation into remote working and employee well-being at Maybank, 

Malaysia. Open Access Publishing Group. Retrieved from 

https://core.ac.uk/download/578588583.pdf 

Nurjanah, R., Rofaida, R., & Suryana, S. (2016). Kepribadian karyawan dan budaya 

organisasi: Faktor determinan keterikatan karyawan (employee engagement). 

Tarumanagara University. Retrieved from 

https://media.neliti.com/media/publications/113651-ID-kepribadian-karyawan-dan-

budaya-organisa.pdf 

Nguyen, T., Lee, D., & Kim, H. (2022). Cross-sectional versus longitudinal studies 

in service industry research. Journal of Business Research, 44(2), 150–169. 

Robinson, D., Perryman, S., & Hayday, S. (2004). The drivers of employee 

engagement. Institute for Employment Studies. 

Rodriguez, M., & Patel, N. (2023). Statistical techniques in organizational research: 

Comprehensive review. Journal of Business Analytics, 18(1), 55–70. 

Sanip, N. (2015). Factor influencing employee engagement at Syarikat Air Johor 

(SAJ) Sdn Bhd, Segamat agency. Faculty of Business and Management. Retrieved 

from https://core.ac.uk/download/286779348.pdf 

Samarathunga, W. (2016). Challenges in cruise tourism in relation to shore 

excursions: The case of Sri Lanka. Colombo Business Journal: International Journal 

of Theory and Practice, 7(2), 4. https://doi.org/10.4038/cbj.v7i2.6 

Schroeder, A., & Pennington-Gray, L. (2015). The growth of the cruise tourism 

market and its impact on tourism destinations. Tourism Review, 70(3), 186–198. 

Smith, T. (2024, June 20). What is employee engagement? Definition, strategies, and 

example. Investopedia. Retrieved from 

https://www.investopedia.com/terms/e/employee-engagement.asp 

https://doi.org/10.1111/j.1754-9434.2007.0002.x
https://core.ac.uk/download/304374908.pdf
https://core.ac.uk/download/578588583.pdf
https://media.neliti.com/media/publications/113651-ID-kepribadian-karyawan-dan-budaya-organisa.pdf
https://media.neliti.com/media/publications/113651-ID-kepribadian-karyawan-dan-budaya-organisa.pdf
https://core.ac.uk/download/286779348.pdf
https://doi.org/10.4038/cbj.v7i2.6
https://www.investopedia.com/terms/e/employee-engagement.asp


D.A.C.R. De Silva  

69 
 

Smith, L., Johnson, M., & O’Brien, C. (2022). Validating engagement metrics in 

modern organizations. Journal of Applied Management, 47(4), 345–367. 

Markos, S., & Sridevi, M. S. (2010). Employee engagement: The key to improving 

performance. International Journal of Business and Management, 5(12), 89–96. 

Sun, L., & Bunchapattanasakda, C. (2019). Employee engagement: A literature 

review. International Journal of Human Resource Studies, 9(1), 63–82. 

https://doi.org/10.5296/ijhrs.v9i1.14167 

Welch, M. (2011). The role of employee engagement in internal communication. 

Public Relations Review, 37(2), 129–131. 

Saks, A. M. (2006). Antecedents and consequences of employee engagement. 

Journal of Managerial Psychology, 21(7), 600–619. 

Williams, A. (2016). Understanding cruise tourism: A comprehensive overview. 

Tourism Analysis, 21(1), 31–42. 

Yung, C. C., & Mullen, P. (2009). A cross-cultural study of employee engagement in 

the hospitality industry. International Journal of Contemporary Hospitality 

Management, 21(7), 887–903. 

Educational Administration: Theory and Practice. (2024). A comprehensive study on 

employee engagement strategies. Educational Administration: Theory and Practice, 

30, 5894–5899. https://doi.org/10.53555/kuey.v30i4.2309 

https://doi.org/10.5296/ijhrs.v9i1.14167
https://doi.org/10.53555/kuey.v30i4.2309

