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ABSTRACT
Purpose
Employee engagement is a key determinant of organizational effectiveness, predominantly in the higher education institutions. This study examines the impact of job satisfaction on employee engagement among administrative officers within the State University System of Sri Lanka. Moreover, it examines the mediating role of motivation, exploring how intrinsic motivation,  extrinsic motivation  and amotivation influence the relationship between job satisfaction and employee engagement.

Methodology
A quantitative research approach was adopted, using a structured questionnaire distributed to 234 administrative and finance officers, yielding a final sample of 180 responses obtaining 76.9% response rate. The data were analyzed using multiple regression and mediation analysis via the PROCESS macro to assess the relationships between job satisfaction, motivation, and employee engagement. Reliability was confirmed through Cronbach’s alpha, and statistical assumptions such as multicollinearity and autocorrelation were tested.

Findings
The results confirm that job satisfaction significantly predicts employee engagement (β = 0.540, p < 0.001), explaining 33.3% of the variance. Among the components of job satisfaction, work environment (β = 0.340, p < 0.001) had the strongest impact, followed by earnings (β = 0.237, p < 0.001) and work-life balance (β = 0.193, p = 0.005). Mediation analysis revealed that motivation partially mediates this relationship. While job satisfaction had a direct positive effect on engagement (β = 0.5399, p < 0.001), its indirect effect through motivation was not statistically significant (β = 0.0252, CI = [-0.0023, 0.0715]), suggesting that job satisfaction primarily influences engagement directly rather than through motivation.

Motivation as a Mediator
When examined separately, intrinsic motivation (β = 0.265, p < 0.001) and extrinsic motivation (β = 0.213, p = 0.004) positively contributed to employee engagement, while amotivation had a significant negative effect (β = -0.275, p < 0.001). However, as a mediating variable, motivation did not significantly alter the direct impact of job satisfaction on engagement.

Demographic Insights
Subgroup analysis revealed gender and age differences. Job satisfaction had a stronger influence on male employees (β = 0.586, p < 0.001) compared to females (β = 0.493, p < 0.001). Motivation significantly influenced engagement among males (β = 0.185, p = 0.048) but not among females (β = 0.059, p = 0.496). Age-based analysis showed that the effect of job satisfaction on engagement strengthens with age, being strongest among employees aged 51 and above (β = 0.760, p < 0.001), while it was insignificant for employees aged 20-30 (p = 0.546).

Implications
These findings suggest that universities should prioritize improving the work environment, compensation, and work-life balance to enhance engagement. Given that motivation does not significantly mediate the job satisfaction–engagement relationship, direct interventions targeting job satisfaction may be more effective than motivational strategies alone. Gender and age-specific engagement initiatives should also be considered to maximize employee commitment across different demographic groups.

Conclusion
This study confirms that job satisfaction is the strongest predictor of employee engagement, with motivation playing a limited mediating role. Future research should explore additional mediators, such as leadership style, organizational culture, and job autonomy, to better understand the engagement dynamics within Sri Lanka’s higher education sector.
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1.1 Background
Job satisfaction and employee engagement have gained increasing attention in organizational research because of their strong influence on employee well-being and organizational performance. Job satisfaction refers to how individuals evaluate their jobs overall and is shaped by factors such as interpersonal relationships, the work environment, role clarity, and compensation (Locke, 1976). Employee engagement reflects employees’ emotional and cognitive connection to their work and organization and is associated with higher productivity, better performance, and lower turnover (Schaufeli & Bakker, 2004). As a result, engagement has become a key concern in human resource management (Aveline & Kumar, 2017).
This relationship is particularly important in the higher education sector, where employee performance directly affects institutional effectiveness. Previous studies identify job satisfaction as a critical driver of employee performance in both public and private organizations (Othman et al., 2021; Mustafa et al., 2022). In public universities, the satisfaction of non-academic staff plays a vital role in enhancing productivity and operational efficiency (Perera et al., 2021; Dhamija et al., 2023).
In Sri Lanka, state universities rely heavily on administrative and finance officers to support governance, financial management, and policy implementation. These roles require sustained job satisfaction and high levels of engagement. However, global evidence shows that higher education institutions face growing challenges related to employee disengagement and burnout, which weaken organizational effectiveness (Khan et al., 2017). Gallup reports further indicate that only a small proportion of employees worldwide are actively engaged at work, highlighting the urgency of this issue.
Research suggests that factors such as the work environment, work–life balance, workload, and compensation influence employee engagement through job satisfaction (Patel et al., 2022). Motivation, particularly intrinsic motivation, has been identified as an important link between satisfaction and engagement (Habte, 2016). The Job Demands–Resources (JD-R) model supports this view, explaining how limited job resources reduce motivation and contribute to disengagement and burnout (Bakker et al., 2003).
Despite their importance, empirical research on job satisfaction and employee engagement among administrative and finance officers in Sri Lankan state universities remains limited, as most studies focus on academic staff. Addressing this gap, the present study examines the impact of job satisfaction on employee engagement, with motivation as a mediating variable, to provide practical insights for improving employee well-being and institutional performance.



1.2 Problem Statement
Employee engagement is a critical factor influencing organizational success, encompassing productivity, employee retention, and overall performance. Employee Engagement is a positive emotional and motivational state experienced by an employee in the workplace, characterized by vigor, absorption, and dedication (Rothbard, 2001; Schaufeli et al., 2002; Díaz-Fúnez et al., 2024). Regardless of several studies exploring its causes and the beneficial outcomes employee engagement yields for organizations, research that has been conducted on this topic within the public sector remains scarce (Vigoda-Gadot et al., 2013; Zahari and Kaliannan, 2022; Díaz-Fúnez et al., 2024). Subsequently, there is a prominent gap in understanding work engagement specifically within public sector settings. Thus, it is imperative to investigate how enhancing it can impact employee engagement (Costantini et al., 2017; Díaz-Fúnez et al., 2024).
Within Sri Lanka's state university system, administrative and finance officers are integral to maintaining efficient operations and governance. However, recent studies indicate that these employees often experience low levels of engagement, leading to decreased job performance and increased turnover intentions. The researches that had been carried out in the Sri Lankan context on engagement is limited only to administrative officers attached to one province or for a few limited universities whereas the same factors can be researched with the administrative staff attached to the rest of the public universities in Sri Lanka (Jayasena et al, 2023)
Research indicates that job satisfaction is a critical determinant of employee engagement and organizational productivity. According to Albrecht et al. (2015), engaged employees demonstrate higher levels of commitment, creativity, and performance. However, numerous studies highlight the challenges faced by administrative staff in public institutions, such as heavy workloads in the working environment, limited career progression opportunities, and inadequate recognition (Sharveswara, 2019). These factors can negatively impact their job satisfaction, leading to reduced engagement and, ultimately, diminished organizational performance.
Despite the critical role of administrative and finance officers, there is limited research on factors influencing their employee engagement within Sri Lanka's state universities. Addressing this gap is vital, as disengagement can lead to decreased productivity, higher turnover, and diminished organizational effectiveness (Khan et al., 2017)



1.3 Research Objectives
The study aims to achieve the following objectives:
General Objective
To examine the relationship between job satisfaction and employee engagement among administrative and finance officers in Sri Lanka’s state university system.
Specific Objectives
· To identify key job satisfaction factors influencing employee engagement
· To examine the impact of job satisfaction on employee motivation
· To assess the relationship between motivation and employee engagement
· To analyze the mediating role of motivation between job satisfaction and employee engagement
· To provide practical recommendations for enhancing engagement in state universities


1.4 Research Questions
· What is the impact of job satisfaction on employee engagement among administrative and finance officers in Sri Lanka’s state universities?
· Which job satisfaction dimensions most strongly influence employee engagement?
· What is the relationship between job satisfaction and motivation?
· How does motivation influence employee engagement?
· To what extent does motivation mediate the relationship between job satisfaction and employee engagement?




1.5 Conceptual Frame work Employee Engagement (A)
· Emotional engagement, 
· Social engagement, 

Job Satisfaction (B)
· Work environment, 
· Work-life balance 
· Earnings
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1.6 Hypotheses
· H1: There is a relationship between job satisfaction and employee engagement of the administrative & finance officers of the state university system in Sri Lanka.
· H2: There is a relationship between job satisfaction and motivation of the administrative & finance officers of the state university system in Sri Lanka.
· H3: There is a relationship between motivation and employee engagement of the administrative & finance officers of the state university system in Sri Lanka.
· H4: Motivation has a mediating effect on job satisfaction and employee engagement of the administrative & finance officers of the state university system in Sri Lanka.


2. Literature Review
2.1 Job Satisfaction
Job satisfaction has long been regarded as a central concept in organizational behavior because of its influence on how employees think, feel, and behave at work. At its core, job satisfaction reflects the extent to which individuals feel positively about their jobs and work experiences. Locke (1976) described it as a pleasurable emotional state arising from the appraisal of one’s job, emphasizing that satisfaction develops when job conditions align with personal expectations and values.
Over time, scholars have expanded this view by highlighting that job satisfaction is not shaped by a single factor but rather by a combination of workplace conditions, interpersonal relationships, and organizational practices. Employees tend to be more satisfied when they experience fair treatment, supportive supervision, and a sense of stability and meaning in their work (Robbins, 2006). In this sense, job satisfaction represents an internal response that captures both emotional and attitudinal reactions toward work.
In public sector organizations, including higher education institutions, job satisfaction takes on particular importance. Administrative and finance officers often operate within rigid structures, standardized pay systems, and limited opportunities for rapid career advancement. As a result, their satisfaction frequently depends less on financial rewards and more on non-monetary factors such as work environment, recognition, and work-life balance. Studies conducted in public universities suggest that satisfied non-academic staff contribute significantly to institutional efficiency and service quality (Perera et al., 2021; Katupulle et al., 2023).



2.1.1 Work Environment and Job Satisfaction
The work environment plays a crucial role in shaping employees’ daily experiences and overall job satisfaction. It includes not only physical conditions such as workspace design, safety, and facilities, but also psychological and social elements such as organizational support, ethical climate, and relationships with colleagues. A positive work environment helps employees feel secure, valued, and comfortable, which in turn enhances their satisfaction and willingness to perform effectively.
Research consistently shows that employees who work in supportive and well-organized environments report higher levels of job satisfaction. Factors such as adequate resources, clear procedures, and respectful interpersonal interactions reduce stress and create a sense of stability at work. In higher education institutions, where administrative and finance officers are often required to manage complex procedures and tight deadlines, a well-structured work environment becomes especially important.
Evidence from Sri Lankan state universities indicates that non-academic staff who perceive their work environment as fair and supportive are more likely to be satisfied with their jobs (Jayatilake, 2017; Shanthykumar & Nirushika, 2020). Conversely, poor infrastructure, role ambiguity, and weak organizational support can contribute to frustration and dissatisfaction.




2.1.2 Compensation Satisfaction and Job Satisfaction
Compensation satisfaction refers to employees’ perceptions of fairness in pay, benefits, and rewards received in exchange for their work. While financial compensation is often viewed as a basic requirement, it continues to play an important role in shaping employees’ attitudes toward their jobs. Employees tend to feel more satisfied when they believe their compensation reflects their effort, responsibilities, and contribution to the organization.
Herzberg’s Two-Factor Theory suggests that salary alone may not create long-term satisfaction, but inadequate or unfair compensation can lead to dissatisfaction. This perspective is particularly relevant in public sector organizations, where salary structures are fixed and opportunities for performance-based rewards are limited. In such contexts, perceived fairness and transparency in compensation become more important than absolute pay levels.
Studies conducted in Sri Lankan public universities support this view, showing that compensation satisfaction positively influences job satisfaction and commitment among non-academic staff (Katupulle et al., 2023). When employees feel that their compensation is equitable, they are more likely to remain motivated and engaged, even in environments with limited financial flexibility.



2.1.3 Work-Life Balance and Job Satisfaction
Work-life balance refers to employees’ ability to manage work responsibilities alongside personal and family life. In recent years, it has emerged as a critical factor influencing job satisfaction, particularly in occupations characterized by high workloads and administrative pressure. Poor work-life balance often leads to stress, fatigue, and emotional exhaustion, which can undermine job satisfaction and well-being.
Research suggests that employees who experience a healthy balance between work and personal life tend to report higher levels of satisfaction, commitment, and psychological well-being. In contrast, excessive workloads and inflexible schedules can create ongoing strain, reducing employees’ capacity to remain motivated and engaged.
Within higher education institutions, administrative and finance officers frequently face peak workloads during examinations, audits, and reporting periods. Studies indicate that supportive work-life balance policies, such as flexible scheduling and manageable workloads, can significantly enhance job satisfaction and reduce turnover intentions (Aveline & Kumar, 2017). This highlights the need for institutional practices that acknowledge employees’ personal responsibilities alongside their professional roles.



2.2 Employee Engagement
Employee engagement reflects the degree to which employees are emotionally and cognitively invested in their work. Rather than simply being present at work, engaged employees demonstrate energy, enthusiasm, and a genuine connection to their roles. Kahn (1990) described engagement as the extent to which individuals bring their full selves—physically, emotionally, and cognitively—into their work activities.
Schaufeli et al. (2002) further conceptualized engagement as a positive and fulfilling work-related state characterized by vigor, dedication, and absorption. Engaged employees are not only committed to their tasks but also experience a sense of purpose and enjoyment in their work. This makes engagement particularly valuable in service-oriented settings such as public universities, where employee attitudes directly influence service quality.
Research consistently shows that engaged employees are more productive, more committed, and less likely to leave their organizations. However, studies focusing specifically on engagement among non-academic staff in public universities remain limited, especially in developing countries like Sri Lanka.
2.3 Motivation
Motivation refers to the forces that drive individuals to initiate and sustain effort toward achieving work-related goals. It explains why some employees are willing to invest extra energy in their work, while others do the bare minimum. Motivation can arise from internal factors, such as personal growth and job satisfaction, or from external factors, such as pay, recognition, and promotion opportunities.
In public sector organizations, intrinsic motivation often plays a more dominant role than extrinsic rewards, particularly when financial incentives are constrained. Employees who find their work meaningful and feel recognized for their contributions are more likely to remain motivated over time. Studies suggest that intrinsic motivation is especially important for sustaining engagement in environments where monetary rewards are standardized (Habte, 2016).



2.4 Job Satisfaction and Employee Engagement
The relationship between job satisfaction and employee engagement is well established in the literature. Employees who are satisfied with their work conditions are more likely to feel emotionally connected to their organization and willing to invest additional effort in their roles. Job satisfaction creates a positive emotional foundation that supports engagement.
In higher education settings, satisfaction derived from supportive work environments, fair compensation, and work-life balance has been shown to enhance engagement among administrative staff. Satisfied employees tend to display higher levels of dedication and energy, which contributes to improved organizational performance and service delivery.



2.5 Job Satisfaction and Motivation
Job satisfaction is closely linked to employee motivation. When employees feel satisfied with their jobs, they are more likely to experience both intrinsic and extrinsic motivation. Satisfaction fulfills psychological needs such as recognition, autonomy, and competence, which in turn encourage employees to perform at higher levels.
Empirical studies confirm that satisfied employees demonstrate stronger motivation and greater willingness to engage in their work. This relationship is particularly relevant in public sector organizations, where motivation often compensates for limited financial rewards.



2.6 Motivation as a Mediator
Motivation plays a key mediating role in explaining how job satisfaction translates into employee engagement. According to the Job Demands–Resources (JD-R) model, job resources such as supportive environments, fair rewards, and work-life balance stimulate motivation, which then leads to higher engagement.
When employees are satisfied with their jobs, they are more likely to feel motivated, and this motivation encourages them to invest emotionally and cognitively in their work. Several studies support this mediating role, showing that motivation strengthens the link between job satisfaction and engagement, ultimately improving performance and reducing burnout.
Despite strong international evidence, research examining this mechanism among administrative and finance officers in Sri Lanka’s state universities remains limited. Addressing this gap is essential for developing effective policies aimed at enhancing employee well-being and institutional effectiveness.

3. Results
3.1 Descriptive Statistics and Reliability
All study constructs demonstrated acceptable internal consistency, with Cronbach’s alpha values exceeding the recommended threshold of 0.70, indicating satisfactory reliability. The sample consisted of 180 administrative and finance officers, with a higher proportion of female respondents and the majority belonging to mid- to late-career age groups.

Table 1: Respondent Profile Analysis
	Variable
	Percentage

	Gender
	

	         Male
	41.7

	         Female
	58.3

	Age
	

	         20-30
	3.9

	         31-40
	30.6

	         41-50
	38.9

	         51 and above
	26.7

	Marital Status
	

	         Single
	16.7

	         Married
	83.3

	Years of experience in University     administration
	

	         0-5 years
	14.4

	         6-10 years
	31.7

	        11-15 years
	31.7

	        16 years and above
	22.2

	Highest Educational Qualification
	

	         Diploma
	1.1

	         Bachelor's Degree
	22.2

	         Postgraduate Diploma
	12.2

	         Master's Degree
	63.9

	         Doctorate
	0.6

	Designation
	

	          Registrar/Bursar
	2.8

	          Deputy Secretary/Deputy Registrar/Deputy Bursar/DIA
	23.9

	          Snr. Asst. Secretary/Snr. Asst. Registrar/Snr. Asst.  Bursar/SAIA
	45

	          Asst. Secretary/Asst. Registrar/Assistant Bursar/AIA       
	28.3



Table2: Reliability of the variables used in this study:
	Variable
	Number of Items
	Cronbach’s Alpha Coefficient
	Description

	Work life Balance
	4
	.734
	Reliable

	Work Environment
	4
	.767
	Reliable

	Earnings
	4
	.799
	Reliable

	Emotional Engagement
	6
	.788
	Reliable

	Social Engagement
	3
	.775
	Reliable

	Intrinsic motivation
	2
	.762
	Reliable

	Extrinsic Motivation
	2
	.793
	Reliable

	Amotivation
	2
	.715
	Reliable

	Overall result
	27
	.805
	Reliable
















3.2 Effects of Job Satisfaction and Motivation on Employee Engagement
According to Table3. multiple regression analysis showed that job satisfaction and motivation jointly explained 33.3% of the variance in employee engagement (R² = 0.333, F = 44.217, p < 0.001). Job satisfaction was a strong and significant predictor of employee engagement (β = 0.540, p < 0.001). However, motivation did not significantly predict employee engagement when entered as a composite construct (β = 0.120, p = 0.057).
Table 3: Regression Coefficients
	Predictor
	β (Unstandardized)
	Std. Error
	β (Standardized)
	t
	Sig. (p-value)

	Job Satisfaction
	0.540
	0.063
	0.540
	8.601
	0.000

	Motivation
	0.120
	0.063
	0.120
	1.917
	0.057






3.3 Effects of Motivation Dimensions on Employee Engagement
[bookmark: _GoBack]To further examine the role of motivation, intrinsic motivation, extrinsic motivation, and amotivation were analyzed separately(Table4). The model was statistically significant (R² = 0.298, p < 0.001). Intrinsic motivation (β = 0.265, p < 0.001) and extrinsic motivation (β = 0.213, p = 0.004) positively influenced employee engagement, while amotivation had a significant negative effect (β = −0.275, p < 0.001).
Table 4:  Impact of motivation on employee engagement
	Predictor
	Unstandardized B
	Std. Error
	Standardized β
	t
	Sig. (p-value)

	Norm_Intrinsic_Motivation
	0.198
	0.054
	0.265
	3.678
	0.000

	Norm_Extrinsic_Motivation
	0.145
	0.049
	0.213
	2.959
	0.004

	Norm_Amotivation
	-0.185
	0.044
	-0.275
	-4.230
	0.000






3.4 Effects of Job Satisfaction Components on Employee Engagement
Regression analysis of job satisfaction components(Table 5) revealed that the work environment was the strongest predictor of employee engagement (β = 0.340, p < 0.001), followed by earnings (β = 0.237, p < 0.001) and work–life balance (β = 0.193, p = 0.005). The model explained 33.0% of the variance in employee engagement.
Table 5. Regression Coefficients: Impact of Each Component
	Predictor
	Unstandardized β
	Std. Error
	Standardized β
	t
	Sig. (p-value)
	Tolerance
	VIF

	Work Environment (WE)
	0.086
	0.017
	0.340
	5.062
	0.000
	0.843
	1.186

	Work-Life Balance (WL)
	0.060
	0.021
	0.193
	2.823
	0.005
	0.814
	1.229

	Earnings (E)
	0.047
	0.013
	0.237
	3.585
	0.000
	0.867
	1.153



3.5 Mediation Analysis
Mediation analysis using PROCESS (Model 4) indicated that job satisfaction had a significant direct effect on employee engagement (β = 0.540, p < 0.001). However, the indirect effect of job satisfaction on engagement through motivation was not statistically significant (β = 0.025, 95% CI [−0.002, 0.072]), indicating that motivation does not mediate this relationship.



3.6 Subgroup Analysis

3.6.1 Gender Differences
Regression results showed (Table 6), that the model explained more variance in employee engagement among males (R² = 0.440) than females (R² = 0.254). Job satisfaction significantly predicted engagement for both genders, whereas motivation was significant only among male employees.
Table 6: Model Summary: Comparing the strength of the relationship
	Gender
	R
	R²
	Adjusted R²
	Std. Error
	Durbin-Watson

	Male
	0.663
	0.440
	0.424
	0.7917
	1.693

	Female
	0.504
	0.254
	0.239
	0.8472
	1.785





3.6.2 Age Differences
Job satisfaction did not significantly predict engagement among employees aged 20–30. However, 
its effect strengthened progressively with age, explaining 57.8% of engagement variance among employees aged 51 and above (p < 0.001).

Table 7:  Model Summary for Each Age Group
	Age Group
	R
	R²
	Adjusted R²
	F
	p-value

	20-30 years
	0.278
	0.077
	-0.107
	0.419
	0.546 (NS)

	31-40 years
	0.441
	0.195
	0.180
	12.823
	0.001**

	41-50 years
	0.523
	0.274
	0.263
	25.611
	0.000**

	51+ years
	0.760
	0.578
	0.569
	63.084
	0.000**





4. Discussion  
This study provides empirical evidence on the determinants of employee engagement among administrative and finance officers in Sri Lanka’s state university system. The findings confirm that job satisfaction is a key driver of employee engagement, supporting previous research that highlights satisfaction as a critical antecedent of engagement.
Among the dimensions of job satisfaction, the work environment emerged as the most influential factor, emphasizing the importance of supportive leadership, clear communication, and positive organizational culture within universities. Although earnings and work–life balance were also significant, their effects were comparatively weaker, suggesting that non-financial aspects of work play a dominant role in fostering engagement.
While motivation as a composite construct did not significantly predict employee engagement, its individual dimensions revealed important insights. Intrinsic motivation had the strongest positive effect on engagement, followed by extrinsic motivation, whereas amotivation negatively influenced engagement. These findings align with Self-Determination Theory, which emphasizes the role of meaningful and fulfilling work in enhancing employee engagement.
The mediation analysis further showed that motivation does not act as a mechanism through which job satisfaction influences engagement. Instead, job satisfaction directly affects engagement, indicating that organizational interventions aimed at improving satisfaction may be more effective than relying solely on motivational strategies.
Subgroup analysis revealed that job satisfaction has a stronger influence on engagement among male and older employees, while younger employees appear to be influenced by factors beyond job satisfaction, such as career development and flexibility. These findings highlight the need for tailored engagement strategies that consider demographic differences.
Overall, the results underscore the importance of improving workplace conditions, fostering intrinsic motivation, and adopting age- and gender-sensitive human resource policies to enhance employee engagement in Sri Lanka’s state university system.


5. Conclusion 
This study set out to understand how job satisfaction influences employee engagement among administrative and finance officers in Sri Lanka’s state university system, while also examining whether motivation plays a mediating role in this relationship. The findings clearly demonstrate that job satisfaction has a strong and direct impact on employee engagement. In particular, the work environment emerged as the most influential factor, followed by compensation and work–life balance. These results highlight that when employees feel supported, valued, and comfortable in their workplace, they are more likely to be emotionally and cognitively engaged in their work.
Although intrinsic and extrinsic motivation were positively associated with employee engagement, motivation did not significantly mediate the relationship between job satisfaction and engagement. This suggests that improving job satisfaction alone can meaningfully enhance engagement, even without relying heavily on motivational interventions. In other words, satisfied employees tend to become engaged employees.
This research contributes to the limited body of literature focusing on non-academic staff in Sri Lankan state universities. From a practical perspective, university administrators should prioritize improving workplace conditions, ensuring fair compensation, and supporting work–life balance initiatives to strengthen engagement levels.
Future research could explore additional factors influencing engagement, adopt longitudinal approaches, or compare academic and non-academic staff to deepen understanding of employee engagement within public higher education institutions.
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