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Abstract.
PURPOSE: When the economy’s in terrible shape, any of us is lucky to have a job, human resources managers worrying
about whether or not employees are contributing to the organizational goals and objectives, and how to pursue the recruitment
and selection process, employee’s engagement, and, training and development activities, these are the current human resource
management challenges which are created due to COVID-19 pandemic. Organizations around the world are facing a tough
situation, first time in history, the worth of one-barrel oil fell to less than nothing on 20th April 2020, the only reason is
behind this is the current lockdown around the world. The physical workplace is converted into a virtual workplace, now the
HR managers are planning how to engage the employees efficiently. This study pursued to examine the effect of employee’s
engagement on organizational performance through the mediating effect of knowledge sharing for employees of higher
educational institutions.
METHOD: A quantitative research method is used in this study, non-probability sampling design with a focus on convenient
sampling frame is deployed in this study. The questionnaire is adapted from the past studies, Initially Google forms were
used to collect the data, due to lower response rate questionnaire were distributed in hard copies and sent to the targeted
respondents. Structured Equation Modeling (SEM) is used to test the conceptual framework.
RESULTS: The results showed that employee engagement has a significant and positive impact on organizational perfor-
mance. Further, it was found that knowledge sharing has a significant and positive impact on organizational performance.
Moreover, knowledge sharing only partially mediated the association between employee engagement and organizational
performance. Covid-19 pandemic is destroying global economies, but at the same time its bringing different opportunities
for organizations also. Now organizations have to think about how to avail this opportunity, organizations are going virtually,
and in this situation, it is the biggest challenge for the Human Resource (HR) managers to manage the employee effectively.
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1. Introduction

Due to current coronavirus pandemic employee
engagement may have dropped, this might affect
the organization productivity as well, but it’s one of
the most important initiatives to keep at the fore-
front to be successful through engaging employees
at home effectively. To ensure employees are stay-
ing healthy and engaged, for this human resource
managers have to demonstrate a new level of under-
standing, the most efficient way to do this is to
establish consistent communication, sharing of infor-

mation and implementation of knowledge sharing
practices. Knowledge has become a crucial compo-
nent in a competitive business setting instead of the
property and the fixed assets in the last decade [1].
Over two decades, employee engagement issues have
attracted the attention of both academia and business,
as this concept is not only related to organizational
performance, but it is also crucial for employee career
enhancement and long-term success of the organiza-
tion [2]. Employee engagement is important for the
success and sustainability of the business. Several
organizations realize that employees are the greatest
asset as they can compete with internal and external
organizations in their sectors [3].

Knowledge sharing is related to the willingness to
share knowledge with others. Employees’ desires are
active communication, consultation with colleagues,
exchange and voluntary share [48]. Research shows
that in cases where knowledge is not actively common
within employees, their intellectual resources will
remain under-utilized within the team. When knowl-
edge is not shared, not only individual performance is
suffering but the organizational performance is also
decreasing. A knowledge-sharing culture allows an
individual to share his / her knowledge with the team
and thus, achieve success in this way [3]. Every aspect
and activity in a company involves “people”, a man-
ager cannot achieve his goals and targets if he has
subordinates who are not well equipped with knowl-
edge, skills and attitude [4].

1.1. Background of the study

Vance (2006) [5] stated that Employee engagement
and commitment directly and highly affect the job
performance of an employee and also impact the busi-
ness results. Figure 1.1 shows that employer practices
affect the employee engagement and level of com-
mitment toward the organization and it shows that

Fig. 1.1. Employer Practices Ultimately Influence Business

Results.
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Fig. 1.2. DDI’s Engagement Value Proposition.

employer practices also affect the job performance
of an employee.

Figure 1.2 shows “DDI’s engagement value propo-
sition”, which includes four sequential components,
that are engagement drivers, work environment,
engaged employees and organizational success.
The engagement drivers focus on hiring the right
employee with the right skills for the relevant job and
provide support to the employees through a strong
system and strategies. This dimension will lead to
the formation of an engaging work environment, once
created, this engaging work environment will change
the employee’s attitude and behaviour in a positive
direction, consequently employees will be more loyal
to the organization which will lead to organizational
success.

1.2. Problem statement

The idea of studying employee engagement from
a business stance and its relationship with organiza-
tional performance may be traced far back in 2002
[7]. It has been recognized that employee engage-
ment stages correlate with the level of involvement
and commitment employees devote to their organi-
zation, values and beliefs [8]. According to Ilyasa
et al., (2018) [9] employee engagement and knowl-
edge sharing have a direct and positive impact on
employee work innovation. However, the amount of
such collaborative and knowledge sharing activities
remains limited in higher education [54]. Employee
engagement and organization performance is widely
discussed in the literature, but studies on measur-
ing the relationship between employee engagement
and the organization’s performance with knowledge
sharing as a mediator variable are rarely available.
Practically, this kind of study is not yet tested in the
context of higher education in Pakistan.

1.3. Research question

This study addresses the following questions:

• What is the impact of employee engagement on
knowledge sharing in an organization?

• Does knowledge share affect the organization’s
performance?

• What is the impact of employee engagement on
the organization’s performance?

• Does knowledge sharing mediate the rela-
tionship between employee engagement and
organizational performance?

1.4. Research objective

• To examine the impact of knowledge sharing on
organization performance.

• To study the relationship between knowledge
sharing and organizational performance.

• To measure the impact of employee engagement
on organizational performance.

• Examine the mediating impact of knowledge
sharing between employee engagement and
organizational performance.

1.5. Research model

Fig. 1.3. Research Model.
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1.6. Hypothesis

H1: Employee engagement has a positive impact
on knowledge sharing

H2: Knowledge sharing has a positive impact on
organization performance

H3: Employee engagement has a positive impact
on organization performance

H4: Knowledge sharing mediates the relationship
between employee engagement and organiza-
tion performance

2. Literature review

2.1. Employee engagement

Shuck and Vollard (2010) [10] have defined
employee engagement as “the emotional, cognitive
and behavioral state of the employee, with an empha-
sis on the desired organizational outcome”. Employee
engagement is defined as a characteristic of the rela-
tionship between an organization and its employees.
In other words, employee engagement means the
intellectual and emotional involvement of employees
within the organization [11]. Furthermore, employee
engagement is a close conceptualization of the rela-
tionship between employees and their work [12].
Greater employee engagement can help in reducing
absenteeism, accidents, turnover and also improve
employee performance as well as organizational
performance [49]. There is a positive relationship
between engagement and direct indicators of the
effectiveness of the organization, such as productiv-
ity, quality, performance, customer satisfaction, profit
and business development [13].

Engaged employees have a lot of energy and are
excited about their work. Besides, they are often
devoted to working and time runs out [13]. Lead-
ers and managers around the globe recognized that
engagement and trust under optimism, employee
engagement is one of the important factors that
impact organizational performance [58]. The con-
tinuity of employee engagement drives beyond the
old-style concepts of participation, organizational
commitment and job satisfaction. The engagement
contains the use of emotional, cognitive and behav-
ioral energy in the workplace while performing
according to the goals and strategies of the organi-
zation [14].

The effectiveness and efficiency of the organiza-
tion depend on the joint efforts of all employees

[15]. Committed employees must share, support,
collaborate, create a positive common work environ-
ment, and whether they have psychological, social
or organizational positive emotions while ensuring
sustainable compliance in the workplace. Engage-
ment is characterized by positive concentration and
absorption at work when the time has passed and
it is difficult to leave working [16]. The theory of
employee involvement is considered to be one of
the most influential theories of business literature.
It is derived from the concepts of job satisfaction,
organizational participation, and public action, but
is much broader than the thoughts of “motivation”
and “involvement” in the management literature.
Employee engagement is generally recognized as the
mutual interaction between employees and the orga-
nization [17]. Employee engagement is an important
issue in the human resource department as it is very
critical in achieving organizational success and com-
petitiveness and engaged employees can contribute to
organizational performance [18]. Engaged employ-
ees put more effort toward their work and are likely
to go beyond their required and expected amount of
work tasks [19].

2.2. Knowledge sharing

Wang and Noe (2010) [20] suggested that shar-
ing knowledge to provide important information
and knowledge to help others, solve problems and
develop ideas, and to work effectively with others.
“Knowledge sharing is related to a set of behav-
iors which contribute to knowledge and information
sharing and helping others to share their knowl-
edge” [55]. Knowledge sharing is an important factor
that influences corporate innovation, explicit knowl-
edge directly influences the speed of innovation, and
hidden knowledge influences the quality of inno-
vation [21]. Knowledge sharing can be explained
as “A culture where an individual can share their
knowledge, ideas, views, skills, and experience”.
Knowledge sharing can also be defined as “Expe-
rience, task-related information and response about
any process or any product”. Knowledge sharing can
further be explained as “The process of moving the
knowledge from one source to another (receiver)”
It is a procedure of sharing of knowledge between
two parties that redesign and create new knowledge
[16]. The definition of knowledge sharing in the
academia vary situation to situation, sharing knowl-
edge means exchange or interchange of knowledge
between teams and organizations [22–25]. The past
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literature shows that sharing knowledge provides
employees, teams and organization with the oppor-
tunity to improve performance at work and create
new ideas and innovations [20]. Knowledge shar-
ing is the process of knowledge management that
is used to create, collect and maintain business pro-
cesses. The evolution of knowledge sharing largely
depends on the importance and the use of knowledge
sharing towards the business. Knowledge sharing is,
therefore, the practice of exchanging and disseminat-
ing ideas, experiences and knowledge with others to
ensure that knowledge is kept, sustained and retained
in business [22–26].

Zannah and Sumadhinata (2013) [27] stated that
knowledge sharing is the exchange of knowledge
among employees and the exchange of information,
experience and knowledge to improve the efficiency
of the employee as well as the organization. Knowl-
edge is defined as habit, skills, expertise, experience
and understanding as a result of the learning and
training process, it is a key source of competitive
advantage for the organization [28]. The exchange
of knowledge is a social process where employees
are willing to share their experience, knowledge and
valuable information with others. It relates to sharing
resources that are rare, inimitable, non-substitutable
and valuable, due to sharing of resources that open
up new opportunities for individuals and organiza-
tions [29]. Study of Son, Phong. & Loan, (2020)
[50] concluded that knowledge-sharing behaviours
stimulate organizational performance in a positive
direction. In today’s competitive business environ-
ment, organizations have introduced a knowledge
management department, the purpose of this depart-
ment is to acquire new knowledge through databases
with the help of employees, store the knowledge
in databases and share it with employees, this
kind of activity is very helpful to innovate the
services and products. As knowledge is an asset,
employees should also give benefit to the orga-
nization, they can share their valuable knowledge
with the help of proper knowledge management
system.

2.3. Organizational performance

Markos and Sridevi (2010) [30] have confirmed
that engagement is a dual aspect to exchange infor-
mation between employees and managers and to
identify weaknesses in employees that require devo-
tion. Consideration of management to employees,

satisfaction lead towards the organization’s perfor-
mance. Managers and financial personnel concentrate
on financial factors to get the results of an organiza-
tion that processes profits and maintained earnings
by calculative the financial advantages of the project
operations [31]. Researchers place less importance
of satisfaction and employee engagement, which
are non-financial factors that play a key role in
the organization long-term commitment. Employee
engagement is a positive element of an organi-
zation’s commitment to performance. Recognizing
employee attitudes is a key element of the com-
petition and to promote organizational profitability.
Researchers have reported that organizations need to
share employee commitments and organizational per-
formance with them and show their strategic planning
ideas [32]. “Thoughtful and effective performance
and employee engagement can ensure outsize returns
for this investment, directly benefitting our commu-
nities and stakeholders” [6].

Hromei (2014) [33] reported that human prob-
lems are being ignored, but now it is well-known
that employees’ satisfaction leads to better perfor-
mance, creativity, and an organization’s commitment
to goals. However, according to the survey, manage-
ment is facing the task of improving the performance
of the organization by lack of knowledge and ability
to consider non-financial factors of human capital,
which represent the balance of work environment,
organization productivity. Employee engagement is
another factor related to an organization’s perfor-
mance. With happiness and dedication, employees
at their workplace ensure that their organization
gains significant and observable competitive advan-
tage [34]. Employees who are more deeply involved
in the organization’s activities will increase retention
and reduce absenteeism and turnover [35].

This motivation and perseverance ultimately lead
to high-level of organizational performance. Absorp-
tion refers to a sense of disinterest from culture, a
high degree of concentration at work, and a gen-
eral lack of awareness of the length of time spent at
work [36]. Employees who are experiencing absorp-
tion are immersed in their work and find it difficult
to separate themselves from the job [37]. Organi-
zations tend to consider the financial factor of their
employees to achieve their goals. Organizations have
the opportunity and potential to consider both finan-
cial and non-financial aspects for their performance
[38]. Regardless of the size or type of organization,
non-financial factors can have a beneficial effect on
the performance of the organization.
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2.4. Employee engagement and organizational
performance

Employee engagement is a key element of
employee and organization’s success. It predicts
employee performance, organizational success and
financial performance of the organization. The impact
of employee engagement or disengagement appear
on the productivity and efficiency of the organi-
zation, outcomes for the organization’s customers,
staff retention rates, advocacy and the organization’s
culture and also its external image [39] By focus-
ing on your work and not paying attention to the
things around you, you can complete your work
with minimal confusion and maximum competition.
Employees who work passionately and engaged are
usually performed well than others and contribute
to the success of the organization. In terms of ded-
ication, it’s about inspiration, enthusiasm, and the
significant involvement of employees in the work-
place [36].

The organization’s performance is based primarily
on well-planned, articulated and effective employee
engagement strategies. Researchers attempt to
develop a variety of tools for employee engagement,
impact and the need to refine employee engagement,
to understand the complexity of employee engage-
ment [40]. Tejaswi and Raya (2014) [41] propose six
areas of work that require special attention. Control,
workload, equity, communities, rewards and values.
They argue that employee integration is recognized
in specific work (self-employment) and engagement
through conversation, transfer of thoughts, ideas or
opinions (self-expression). Essentially, most studies
have focused not only on the factors that influence
employee engagement but also on individual and
organizational outcomes which are associated with
the employee engagement.

2.5. Research gap

Rare research is done on finding the mediating
impact of knowledge sharing between two vari-
ables i.e. employee engagement and organization
performance. And how much impact does employee
engagement has on the performance of the organi-
zation, also how much impact knowledge sharing
has on organization performance. Also in Pakistan,
there has not been much research done on this topic
for the higher education sector. It will help the HR
managers and other leaders of the organization to
take efficient steps to engage the employees and

also important steps to manage the knowledge of
the employees to increase the performance of the
organization. Employees engagement as a tool for
knowledge sharing can be used inside the higher edu-
cational institute of Pakistan, by this effort, highly
qualified and most knowledgeable faculty members
can share their knowledge by knowledge sharing
databases, this will enable all faculty members or staff
to get knowledge which will lead towards individual
and organization high performance.

3. Methodology overview

This section explains in detail the methodology
implemented for this study. A quantitative research
strategy was used in this study, where the positivism
research approach was used. Quantitative informa-
tion accumulation strategies are considerably more
organized than qualitative information-gathering
method [42]. The population frame of this study was
higher education staff of public sector and private
sector universities located in Karachi, Pakistan. A
Non-Probability approach and convenient sampling
technique were used in this study. The question-
naire was adopted from the past published research.
Employee engagement and organizational perfor-
mance were measured with the help of a questionnaire
used by Paluku, (2016) [43]. While knowledge shar-
ing was measured through the questionnaire used
by Aslam et al., (2013) [44]. For the data collec-
tion, an online survey was conducted with the help
of google form. Total of 400 faculty members of
9 higher education institutions of Karachi was tar-
geted. The response rate through Google Forms was
16%, therefore, the authors decided to collect the
data through a printed questionnaire, another 150
hard copies of the questionnaires were distributed
to the faculty members of the 9 private and pub-
lic sector universities located in Karachi, 91 filled
questionnaires were received. The response rate of
the distributed questionnaire was 60.6%. Researcher
discarded 7 questionnaires because he felt the respon-
dents have followed some pattern in filling the form.

A structural equation modelling technique was
used to test the model. Data were examined with
the help of statistical software SMART-PLS Version
3. This software is widely used in social sciences
[56–57]. The scale reliability was assessed by using
internal consistency approach through the Cron-
bach’s alpha and composite reliability (CR). Past
literature suggested that if the value of the Cronbach’s
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alpha is 0.7 then it is acceptable but if it is more
than 0.9 it is considered strong reliability [45]. To
check the validity, convergent validity and discrim-
inant validity approach was used. The PLS method
is a proven method for estimating the path coeffi-
cients of structural models. It is increasingly used in
social sciences research because of its ability to test
the model under non-normality conditions with small
to medium samples [46]. The PLS algorithm defines
the significant loadings, weighs and path coefficients,
and its bootstrap method determines the significance
level of the hypothesis and mediation, therefore a
two-stage approach was used in this study, in the first
stage the measurement model was assessed and in the
second stage, the structural model was assessed.

4. Results and findings

4.1. Reliability and validity

As discussed earlier in the methodology section,
this study tested the model in two stages as rec-
ommended by Hair et al. (2013) [46], in stage 1,
measurement model was assessed through factors,
loading, reliability and validity analysis. The rec-
ommended value for Average Variance Extracted,
Composite Reliability and Factor Loadings should
be more than 0.5 and 0.7 respectively [47]. Table 4.1
shows that Average Variance Extracted (AVE),
Composite Reliability (CR) of all three variables
(Employee Engagement, Knowledge Sharing and
Organization Performance) and Factor Loading of
all the indicators were more than 0.7. Table 4.1
shows the Cronbach’s Alpha value of all three vari-
ables were more than 0.7. The Cronbach’s alpha and
Average Variance Extracted (AVE) value of variable
Employee Engagement were 0.723 and 0.537 respec-
tively, similarly, the Cronbach’s Alpha and Average
Variance Extracted (AVE) of the variable Knowledge
Sharing were 0.738 and 0.560 respectively, for vari-
able Organization Performance has 0.817 value of
Cronbach’s Alpha was 0.817 and value of Average
Variance Extracted (AVE) was 0.563.

Discriminant validity indicates to the degree to
which the measures are not an impression of some
other factors’ and it is demonstrated by low rela-
tionships between the measure of interest and the
measures of other concepts. Table 4.2 displays that
the square root of the AVE (diagonal values) of every
variable is greater than the matching associated mea-
surements, indicating in the direction of satisfactory

Table 4.1

Validity and Reliability for Constructs

Constructs Items Loadings AVE CR

Employee

Engagement

(Cronbach’s

Alpha = 0.723)

EE1 0.755 0.537 0.822

EE2 0.769

EE3 0.654

EE4 0.746

Knowledge

Sharing

(Cronbach’s

Alpha = 0.738)

KS1 0.878 0.560 0.834

KS2 0.751

KS3 0.709

KS4 0.637

Organization

Performance

(Cronbach’s

Alpha = 0.817)

OP1 0.710 0.563 0.866

OP2 0.786

OP3 0.743

OP4 0.781

OP5 0.730

Table 4.2

Discriminant Validity (Fornell-Larcker Criterion)

Employee Knowledge Organization

Engagement Sharing Performance

Employee

Engagement

0.732

Knowledge

Sharing

0.533 0.749

Organization

Performance

0.535 0.336 0.751

Table 4.3

Regression

Endogenous Constructs R2 Adjusted R2

Knowledge Sharing 0.284 0.279

Organizational Performance 0.290 0.280

discriminant validity [50]. Overall the measurement
model displayed a satisfactory convergent validity
and also the discriminant validity.

4.2. Structural model

In the second stage of model testing, authors used
PLS algorithm and bootstrapping method to test the
hypothesis significant level and mediation. The boot-
strapping process with 5000 iterations was conducted
to check the significant level.

Table 4.3 shows the regression model results of
organization performance and knowledge sharing.
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Fig. 4.1. Structural Model Results.

Chin et al. (2008) [47] categorized the dependent
variable as large, reasonable, and low, centered on
the values of R2 that is 0.67 or higher value for a
strong effect, 0.33 or more for moderate and 0.19 for
weak effect respectively. The value of R2 for Knowl-
edge Sharing is 0.284 and the adjusted R2 is 0.279
and the value of R2 for Organizational Performance is
0.290 and adjusted R2 value is 0.280. This shows that
Knowledge Sharing and Organizational Performance
are moderately affected by Employee Engagement,
therefore, the significant variance is observed in an
endogenous variable.

Table 4.4 displays the result of the structural
model and hypothesis test. Total 4 hypotheses are
being tested in this study, and all hypotheses were
found significant and positive. Employee engagement
has a significant and positive impact on knowl-
edge sharing (� = 0.532, t = 8.805 and p = 0.000),
Employee engagement has also a significant and
positive impact on organizational performance as

(� = 0.502, t = 6.741 and p = 0.000), and this study
also found that knowledge sharing has a significant
and positive impact on organizational performance
as (� = 0.063, t = 6.633 and p = 0.000), 1. Finally, this
study also concludes that knowledge sharing also
partially mediate the relationship between employee
engagement and organizational performance, as,
(� = 0.040, t = 5.994 and p = 0.000).

The Effect size f² describes whether an exoge-
nous latent construct has a substantial, moderate or
weak effect on an endogenous latent construct as
mentioned by Hair et al (2013) [46], Cohen (1988)
[51] recommended a magnitude of f² at 0.35 (show-
ing large effects), 0.15 (showing medium effects)
and 0.02 (showing small effects). The result of f²,
as mentioned in appendix B, revealed a range of
effect sizes between large effects and medium-size
effects within this study. The effect size (f²) of
employee engagement on knowledge sharing was
0.396 which is considered as a large effect size, sim-

Table 4.4

Hypothesis Testing

Hypothesis Original T Statistics P Values Decision

Sample (O) (|O/STDEV|)

Employee Engagement -> Knowledge Sharing 0.532 8.805 0.000 Accepted

Employee Engagement -> Organizational Performance 0.502 6.741 0.000 Accepted

Knowledge Sharing -> Organizational Performance 0.063 6.633 0.000 Accepted

Employee Engagement -> Knowledge Sharing -> Organizational Performance 0.040 5.994 0.000 Accepted

P < 0.01 = Significant.
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ilarly, the effect size of employee engagement on
organizational performance was 0.250 which is con-
sidered as a medium-size effect, while effect size
of knowledge sharing on organizational performance
was 0.120 which is slightly a small effect size (see
appendix B).

5. Discussion and conclusion

5.1. Discussion

The literature of the current study has highlighted
the importance of employee engagement, this con-
struct is important for the success and sustainability
of the organization’s performance. A knowledge-
sharing process allows an individual to share his/her
knowledge with the team and thus, achieve success
for the organization and himself/herself [3].

5.2. Research contribution

This study allows others to understand the effects
of employee engagement in knowledge sharing and
organizational performance, and the mediating effect
of knowledge sharing between employee engagement
and organizational performance in the education sec-
tor. This study contributes to the existing literature
of knowledge sharing and employee’s engagement.
The impact of employee’s engagement is rarely
discussed in past literature with organization per-
formance through a mediating effect of knowledge
sharing.

5.3. Research implications

This study is based on relevant published research
and has established a research model to exam-
ine the mediating influence of knowledge sharing
between employee engagement and organizational
performance. A review of the prevailing literature
exposed that similar investigation has not been con-
ducted in the higher education sector in Pakistan.
Thus in addition to providing this research for
theoretical improvement, higher educational insti-
tutions management can take advantage of useful
insights generated to develop and implement strate-
gies to improve organizational performance through
the concept of knowledge sharing and employee
engagement.

5.4. Theoretical implications

This research rationalizes and empirically tests
the impact of employee’s engagement and knowl-
edge sharing with organization performance. Beyond
the previously agreed affiliation between employee
engagement and organizational performance. Pre-
cisely, the findings enhance the academic indulgent
of employee engagement and knowledge sharing as
an important foundation for organizational perfor-
mance.

5.5. Practical implications

There are two management implications to this
study. First of all, the results of this study will help
the management of the higher education institution
to understand how the employee engagement of fac-
ulty members can improve within the organization.
If you want to satisfy your employees and invest in
the work they do, management can find tools that can
increase the engagement of employees to achieve the
goals and objectives of the organization.

Secondly, the results help to explain how the
employee engagement level could affect the per-
formance of the higher educational institution in
Pakistan. This means that managers who are looking
to enhance the employee engagement level will ben-
efit from improved organizational performance. As
a result, management should know about having the
right procedures, processes, mechanism and struc-
tures that can increase the employee engagement and
this will lead towards the accomplishment of organi-
zational objectives and goals.

5.6. Practical Implication for HR challenges and
organizational performance sustainability

Prioritizing employee wellbeing has been a key
component by many organizations to the current
pandemic, and they have created the workplace
into a virtual workplace, also called as work from
home. This pandemic increasing challenges for the
HR department, especially in recruitment and selec-
tion, training and development, layoff because of to
low productivity of the organizations. One of the
biggest challenges for HR managers is how to engage
employees effectively, in the current situation the
organization’s productions process and services are
also affected by COVID-19 pandemic. Organizations
are also thinking to move towards innovation to serve
the customer in a better way. Employees are working
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from home, therefore to engage them in a unique style
can increase organization performance, employees
are the assets of the organization as they have knowl-
edge, skills and abilities which can make a difference
in the current competitive environment.

Pandemic is destroying global economies, but at
the same time its bringing different opportunities
for organizations also. Now organizations have to
think about how to avail the opportunity. Knowl-
edge sharing could be a possible way to engage the
employees in the current situation. If employees are
sharing the knowledge, and organizations are stor-
ing it in databases and visualize through an artificial
intelligence system, this could help organizations to
bring innovation in services and products. Recently
researchers Abukhait et al (2019) [52] concluded
that knowledge sharing practices have a strong and
positive impact on employee innovative behaviour.
Similarly, researcher found a significant and positive
association between employee innovative behaviour
and organization innovation [53], therefore this study
concludes that knowledge sharing inside the organi-
zation can create a pool of new ideas which will lead
to product and service innovation. Empirical evidence
of this study predicted that employee engagement
has a significant and positive impact on organiza-
tional performance, similarly it is also predicted that
employee engagement has also a significant and posi-
tive impact on knowledge sharing which further affect
organization performance. Therefore, to maintain
the high performance of the organization, employee
engagement and knowledge sharing could be the best
solution to meet the current HR challenges.

A remote workplace cannot only lead towards low
productivity of the organization, if HR managers
engage employee effectively then remote work would
be a future of an effective working system, as employ-
ees would be connected to the family and there would
be no psychological pressure of their bosses, hence
this can lead towards high productivity. The remote
workplace is also important for higher education
institutes, faculty and staff members could be more
productive from home, as they will have no more psy-
chological pressure, staff are more flexible towards
their working activities. Hence, the HR department
has to play a leadership role inside the organiza-
tion, there is also need of changing the organizational
culture, simply employee’s layoffs policy can’t save
the organization from bankruptcy, as after pandemic,
the organization might face problem to hire talented
employees immediately. The HR department should
also focus on online recruitment and selection pro-

cess, training and development and should focus on
employee’s health and safety issues, all these efforts
can lead towards organization performance sustain-
ability during the current pandemic.

5.7. Limitations

Most of the studies, no matter how good they are,
face some limitations. However, these limitations are
considered beneficial because they provide a guide-
line for future research. Limitation of this study is
that data were collected from 9 higher educational
institutes of Karachi, if the data were collected from
the other cities the results might vary from the cur-
rent study. In this study only three variables were
used, two exogenous variables and one endogenous
variable, other predictors such as leadership, learn-
ing culture and artificial intelligence in knowledge
sharing, employee engagement and organizational
performance enhancement can be analyzed in future.

5.8. Future studies

In this study, the researcher has focused only on
the higher educational institutions of Karachi and
the results may certainly differ from sector to sector.
The people who have taken a part in this study were
similarly limited to the faculty members of the uni-
versities only. These are the factors that encourage the
requirement of additional perfection in this study like
a more varied number of participants could have been
included in future study and there are chances that the
outputs might be changed. It is recommended to take
this study into the other cities of Pakistan because
employee engagement and knowledge sharing is a
very important factor of the employee performance
as well as organizational performance.

5.9. Conclusion

This research examined and evaluated employee
engagement strategies related to the success of the
organization. Researchers used quantitative analysis
by collecting employee opinions using descriptive
and speculative statistics and drawing important con-
clusions. The organization must give its employees
the freedom to create an environment conducive
to a dedicated professional life that inspires their
work. Employees are an important asset for any
organization. If they do not have enough space
and time to combine work and pleasure at work,
then dis-engagement may found between employees.
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Organizations and employees trust each other
to achieve their goals and objectives. Therefore,
employee engagement must be embedded in the cor-
porate culture. Employee involvement must be an
ongoing process of learning, action and improve-
ment. Thus, today’s organizations must actively look
forward to meeting the expectations of employees,
create an impact on the employees’ performance,
which directly affects the performance of the orga-
nization. Similarly, knowledge sharing is also a
significant predictor of organization performance,
this study found a positive association between
knowledge sharing and organization performance.

5.10. Recommendations

In general, organization adopt a more intensive
organizational approach, ranging after elevated mea-
sures which are the establishment of a board of
engagement to training programs on responsiveness
and employee participation to enhance employee
engagement within the organization. To achieve the
full benefits of employee engagement, we need
to work hard at all levels, including integrating
employee engagement and client satisfaction into
employees’ rewards and compensation plans. Man-
agement of these universities should focus more on
the employee engagement and then on knowledge
sharing strategies because results of the study show
that employee engagement has a more impact upon
the organizational performance that is Beta = 0.502
and on the other hand knowledge sharing has 0.063
impacts on the organizational performance. Employ-
ees who are engaged feel a greater connection
with their work and the organization. To enhance
their organization productivity higher educational
institutions should focus on employee engagement
strategies to make their employees more involved
(physically, mentally and cognitively), more produc-
tive and more creative towards their work as the
employees who are engaged are happier at their work
as well as their personal lives than the ones who are
not engaged.
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