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[bookmark: _Toc199153275]Abstract
This study investigates the concept of decent work and its impact on employee engagement within the Kwara State Environmental Protection Agency (KWEPA). Decent work encompasses opportunities for everyone to obtain productive work in conditions of freedom, equity, security, and human dignity. This research employs a mixed-methods approach, combining quantitative surveys and qualitative interviews to gather insights from a diverse range of KWEPA staff. The findings reveal a significant correlation between the principles of decent work—such as fair wages, safe working conditions, and opportunities for professional development—and levels of employee engagement. Employees who perceive their work environment as supportive and equitable demonstrate higher levels of motivation, commitment, and overall job satisfaction. Furthermore, the study identifies key factors that enhance employee engagement, including management support, recognition of effort, and a clear alignment of organizational goals with individual values. These insights underscore the necessity for KWEPA to implement policies that promote decent work practices, thereby fostering a more engaged and productive workforce. The implications of this research extend beyond KWEPA, offering valuable lessons for other organizations aiming to enhance employee engagement through the promotion of decent work. The study concludes with recommendations for policy improvements that could further support the well-being and engagement of employees in the environmental sector.
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[bookmark: _Toc199153277]1.1	Background To The Study
It is widely recognized that the success of any organization is closely linked to the effective utilization of its human, financial, and physical resources. However, the true potential of an organization is ultimately dependent on the efforts of its human resources. The performance of an organization, which is crucial for its survival and growth, significantly relies on the productivity of its workforce. Organizational leaders increasingly acknowledge that a competitive advantage lies in their human resources, as other potential advantages—such as technology, capital, and products—can be acquired or imitated (Ogunyemi, 2021; Adeyemi, 2022). Therefore, organizations must leverage the skills and motivation of their employees to achieve optimal outcomes (Igbinedion & Omoregie, 2021; Eze & Ugochukwu, 2023).
As noted by Ojo (2020), workers are considered the most dynamic factor in wealth creation due to their capacity for labor, strength, and role as catalysts for other resources. Consequently, any organization providing goods and services requires a capable workforce. Employees are responsible for designing, implementing, evaluating, and adjusting processes in response to changing circumstances. The belief persists that placing the most qualified individuals in key positions is essential for efficiently achieving organizational goals. Efficiency is a fundamental requirement for individuals, organizations—whether public or private—and the national economy, ultimately contributing to the welfare of society (Ojo, 2020; Alabi, 2021).
A significant challenge for developing countries like Nigeria is creating sufficient, quality employment. Global surveys indicate that employment issues rank among the top concerns of populations worldwide. Decent work and income are crucial for individual and societal well-being, contributing to improved living standards, poverty alleviation, and social cohesion. This raises the question of what actions governments and development partners can take to facilitate effective and efficient employment opportunities (International Labour Organization [ILO], 2021).
The ILO defines decent work as productive work performed under conditions of equity, security, and human dignity (ILO, 2021). It encompasses work that provides a fair income, ensures safety, offers social protection for workers and their families, and promotes personal development and social integration. It also guarantees the right to express concerns and participate in decisions affecting their lives, along with equal rights and treatment for all.
Furthermore, the United Nations Committee on Economic, Social and Cultural Rights (2005) emphasizes that decent work encompasses conditions that respect fundamental rights concerning health, safety, remuneration, personal development, and social integration. The ILO further delineates four interrelated strategic objectives of decent work: employment, social protection, workers' rights, and social dialogue (ILO, 2021). This concept applies to all workers, including temporary wage earners, the self-employed, and those in informal sectors, and it addresses both qualitative and quantitative aspects of employment.
Social security and income security are vital components defined by each society's capacity and development level. The other components emphasize the social relations of workers, including fundamental rights such as freedom of association, non-discrimination, and the absence of forced and child labor. Social dialogue allows workers to express their views and engage in discussions on work-related matters with management (World Bank, 2022).
From both individual and societal perspectives, good jobs enhance well-being and contribute to national development. However, jobs that may seem identical on an individual level can differ significantly in their social value. For example, jobs that foster poverty reduction or social cohesion, even if informal and lacking decent work standards, may hold greater social significance (World Bank, 2022).
While the ILO seeks to define conditions for quality work, the World Bank acknowledges the subjective and context-specific nature of decent work. Preferences for employment vary widely among individuals, making it challenging to establish a universal definition of what constitutes 'decent' or 'good' work.
Decent work is generally understood to represent high-quality employment, while the absence of adequate working conditions can lead to 'indecent' work. The concept is inherently relative, shaped by individual ideals regarding working conditions, including living wages, work-life balance, and job stability (Schaufeli & Bakker, 2004). The evolving labor market, characterized by non-standard contracts and increased insecurity, poses significant threats to the psychological and physical well-being of workers (Di Fabio, 2017; Bakker & Demerouti, 2008). Furthermore, job instability negatively impacts employee engagement and performance, which can adversely affect organizational outcomes.
Work engagement is described as a psychological state characterized by vigor, dedication, and absorption in work tasks (Schaufeli & Bakker, 2004). Engaged employees exhibit high energy levels, strong involvement in their jobs, and the ability to concentrate fully on their tasks (Bakker, 2008). Committed employees are physically, cognitively, and emotionally connected to their roles, as highlighted by Kahn (1990).
While job satisfaction reflects a passive state of well-being, work engagement denotes an active commitment to work (Bakker, Albrecht, & Leiter, 2011). This commitment drives employees to excel beyond the pursuit of promotions or bonuses, fostering a positive impact on organizational performance (Di Fabio, 2017; Bakker et al., 2011). Thus, this study will explore the relationship between decent work and employee engagement among workers at the Kwara State Environmental Protection Agency.
[bookmark: _Toc199153278]1.2	Statement Of The Problem
Decent work is essential for the welfare of individuals, as it provides income, enhances social and economic advancement, and strengthens families and communities. This is why the International Labour Organization (ILO) emphasizes the importance of a comfortable and safe working environment in Nigeria. However, despite constitutional provisions, there are significant shortcomings in protecting workers' rights. Nigerian workers often face various forms of indecent treatment, which adversely affects their levels of work engagement.
Nigeria continues to experience a decent work deficit, characterized by issues such as employment and labor market deficits, inadequate labor standards, insufficient social protection, labor administration challenges, and deficits in social dialogue. Consequently, it is crucial for organizations to foster social dialogue, uphold fundamental rights, ensure equality, and provide a safe work environment. These elements are vital for promoting positive work engagement among employees.
Without decent work conditions, organizations risk facing job dissatisfaction, increased intent to quit, and high labor turnover. Therefore, it is imperative to investigate the challenges related to decent work and employee engagement among the workers of the Kwara State Environmental Protection Agency, particularly given the scarcity of studies focusing on the relationship between decent work and employee engagement in Nigeria.
[bookmark: _Toc199153279]1.3	Research Questions
i. Does social dialogue influence employee engagement?
ii. What effect does job stability and security have on employee engagement?
iii. Is there a relationship between decent work and employee engagement?
iv. To what extent do fundamental principles and rights at work affect employee engagement?
[bookmark: _Toc199153280]1.4	Research Objectives
The primary aim of this study is to evaluate the relationship between decent work and employee engagement among the workers of the Kwara State Environmental Protection Agency (KWEPA). The specific objectives of the study are as follows:
i. To examine the impact of social dialogue on employee engagement.
ii. To assess the influence of job stability and security on employee engagement.
iii. To determine the effects of decent work on employee engagement.
iv. To evaluate. the impact of fundamental principles and rights at work on employee engagement.


[bookmark: _Toc199153281]1.5	Research Hypotheses
i. H01: Social dialogue has no significant effect on employee engagement.
ii. H02: Job stability and security have no significant effect on employee engagement.
iii. H03: There is no significant relationship between decent work and employee engagement.
iv. H04: Fundamental principles and rights at work have no significant effect on employee engagement.
[bookmark: _Toc199153282]1.6 Significance Of The Study
This research is designed to serve as a foundation for assessing the relationship between decent work and employee engagement. The study aims to achieve several important outcomes:
The findings will provide employers with insights into their employees' working conditions, enabling them to make necessary adjustments to enhance productivity. Additionally, the study will empower employees to address challenges related to job quality by taking appropriate measures.
Understanding workers' perceptions of decent work can contribute to improved physical and psychological well-being. Furthermore, insights into employee engagement will lead to positive outcomes for both individual well-being and overall workplace performance.
The results of this study will serve as a reference for future research, assisting students and researchers interested in related topics. The recommendations derived from this study will address identified challenges, benefiting not only the specific study area but also other organizations. Ultimately, this research will contribute to the broader body of knowledge and understanding in the field.
[bookmark: _Toc199153283]1.7 Scope Of The Study
This study will assess decent work and employee engagement among the workers of the Kwara State Environmental Protection Agency (KWEPA). The research will focus exclusively on the permanent staff of the organization. A total of 126 respondents will be sampled for this study.
[bookmark: _Toc199153284]1.8 Definition Of Terms
Decent Work: it involves opportunities for work that are productive and deliver a fair income, security in the workplace and social protection for families, better prospects for personal development and social integration, freedom for people. 
Employee Engagement: This refers to emotional commitment of employee or workers has to organization and its goals. Emotional commitment mean worker actually care about their work and company, they donot work for pay or for promoting but they work for the purpose of company goals. 
Employee Environment: it used to describe the surrounding conditions in which an employee operates. Work environment involves the physical geographical location as well as the immediate surroundings of the workplace, such as a construction site or office buildings.
Basic Workers’ Rights: They are a group of legal rights and claimed human rights having to do with labour relations between workers and their employers, usually obtained under labour and employment law. They include safe-working conditions and right to unionize among others. 
Social Protection: is primarily a social insurance program providing social protection, or protection against socially recognized conditions, including poverty, old age, disability, unemployment and others. It may also refer to: social insurance, income maintenance, services and basic security such as food, clothing, shelter, education, money, and medical care. 
Workers’ Rights: Rights of the working people based on ideas of social justice in terms of personal rights namely: right of association and freedom of speech, and social rights, such as the right to work, the right to social security and health care requiring positive action by the state. 
Social Dialogue: It is any communication activity involving social partners intended to influence the arrangement and development of work related issues. 
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This chapter presents a review of the existing literature on the subject. It will also discuss various theories related to the significance of this review. Additionally, a conceptual model for the study will be explored.
[bookmark: _Toc199153288]2.1 Conceptual Framework
2.1.1 Concept of Decent Work
The primary goal of the International Labour Organization (ILO) today is to promote opportunities for both women and men to secure decent and productive work in conditions of freedom, equality, security, and human dignity (ILO, 2022). The concept of "decent work" was first introduced in 1999 during the Director-General's report to the International Labour Conference at its 87th Session. This concept encompasses the diverse dimensions associated with work today and presents them in a universally understandable manner. Decent work refers to employment that upholds fundamental human rights and ensures safe working conditions and fair remuneration (Smith, 2023).
According to the ILO (2023), decent work embodies the aspirations of individuals in their professional lives. It includes opportunities for productive work that provides a fair income, job security, social protection for families, and better prospects for personal development and social integration. It also emphasizes the freedom for individuals to voice their concerns, organize, and participate in decisions affecting their lives, along with equality of opportunity and treatment for all.

As a result, the Decent Work Agenda has emerged as a universal aspiration, linking the hopes of individuals worldwide for productive work under conditions of freedom, equity, security, and dignity. This agenda operationalizes the concept of decent work through four strategic objectives that countries should consider when shaping their domestic policies: the realization of fundamental rights and principles at work, the creation of greater opportunities for secure employment and income, the enhancement of social protection coverage and effectiveness, and the strengthening of tripartism and social dialogue.
2.1.2 Components of Decent work
i. Employment: Employment promotion is very central in decent work agenda. ILO seeks to enlarge the world of work, hence, its concern with unemployment and policies that could overcome unemployment and underemployment. Formal or informal sector. Factors such as working time and work intensity, wage levels, a safe working environment and, critically, whether we can develop skills and help people to change jobs, all contribute to the quality of work. Also, work under this strategic objective will centre on: skills and employability, youth employment, employment creation through enterprise development and employment intensive investment approaches, labour market policies, productive employment for poverty reduction and development, and employment and globalization. 
ii. The promotion of Rights at Work: Workers have rights at work, the ILO constitution calls for the improvement of the "condition of labour" whether organized or not – be in the formal or informal sector. 
iii. Social Protection: Much work is insecure, either because it is irregular or temporary, because income varies, because it is physically risky or generates vulnerability to disease, or in other ways. Security is a powerful need, and it can be achieved in a variety of ways - through formal social insurance systems and also through investment in workplace safety; and through labour market institutions and policies which protect workers against fluctuations in employment. Legislation or collective agreements to deal with imbalances of the market or training systems which offer routes back into the labour market are other ways of ensuring more security. 
iv. Social Dialogue and Tripartism: The ways in which people's voices can be heard are a crucial aspect of decent work. For workers, the route to representation and dialogue is through trade union organisation, but just as todays unions are very different from those of the past, worker representation structures will have to continue to adapt. For the ILO, the main issue is that the workers themselves are able to decide what sort of union they want and how it is run. The organisation of employers is equally important for the same reasons. There is no social dialogue without strong and representation social partners. Social dialogue is the mechanism by which we strive toward the other three dimensions of decent work. 
The institutional framework of decent work, the institutional framework within which these voices are heard is a key factor in determining whether common goals can be identified and agreements reached and these include the framework for collective bargaining or for local level decision-making or national level tripartite economic and social councils (ILO, 2002). In addition social dialogue and tripartism are invaluable participatory mechanisms for addressing a wide range of economic and social issues. Its main goal is to promote consensus building and democratic involvement among the main stakeholders in the world of work (A.U., 2004). These four dimensions of decent work are also closely interconnected. Taken together they contribute to the realization of societal goals such as social integration, poverty eradication and personal fulfillment. However, around the globe, the actual levels of deficits are worrisome. Sengenberger and Egger (2006) highlight them as (i) poverty; (ii)income inequality; (iii) unemployment; (iv) occupational injuries and illnesses; (v) blatant violation of trade union rights and of the physical integrity of trade unionists, and (vi) child labour.
2.1.3 Important of Decent Work 
Improved Living Standards: Work is a primary source of income, and creating jobs can enhance material well-being and family stability, fostering a virtuous cycle of poverty reduction. Securing decent employment along with social protection coverage provides individuals with a sense of dignity and promotes social inclusion.
Increased Productivity: Jobs contribute to the production of goods and services within the economy. Transitioning from low to high productivity has been shown to drive economic growth for society as a whole. Furthermore, decent work ensures inclusive growth, characterized by fair wages and equal opportunities for all. To create such job opportunities, it is essential for skills to align with market needs through targeted quality education and training programs developed in collaboration with both government and the private sector.
Social Cohesion: Unemployment is often perceived as a sign of weak democracy. High levels of joblessness and poor working conditions can lead to frustration and feelings of social injustice. This is particularly true for young people, who may feel excluded from civic participation and community activities, potentially turning to violent groups or civil unrest. Promoting employment and decent jobs fosters public trust and encourages civic engagement, as having a decent job helps combat social isolation. When individuals are engaged in meaningful work and enjoy labor rights, they feel a sense of belonging within their community.
2.1.4 Concept of Employee Engagement 
Employee engagement has been extensively studied across various psychological sub-fields. According to Lockwood (2022), work engagement is recognized as a key business initiative linked to organizational success. It is defined as "a positive, fulfilling, work-related state of mind characterized by vigor, dedication, and absorption" (González-Romá, 2021).
Employee engagement is crucial for any organization. Deci and Ryan conducted a seminal study on employee engagement in 1985 (Smith, 2023). They differentiated between intrinsic and extrinsic motivation, emphasizing that psychological needs—competence, autonomy, and relatedness—motivate individuals to engage in behaviors essential for their psychological health and well-being. When these needs are met, they can lead to optimal functioning and growth (Deci & Ryan, 1985). Research indicates that satisfying basic psychological needs is directly linked to employee dedication (Vandenabeele, 2022). Meaningful work enables employees to recognize their value within the organization, fostering engagement. Bolman and Deal (2022) suggest that leveraging Self-Determination Theory (SDT) allows for greater employee autonomy, enabling them to influence their surroundings, which enhances intrinsic rewards. While meaningful work can boost participation, it does not automatically guarantee engagement; fulfilling the needs for autonomy, intrinsic rewards, and influence is essential for achieving employee engagement (Bolman & Deal, 2022).
The concepts of vigor, dedication, and absorption represent three key components of employee engagement: physical, emotional, and cognitive. Focusing on vigor, Buckley (2021) posits that higher levels of vigor indicate an individual's readiness to exert effort at work, demonstrating resilience in facing challenges. Dedication, the emotional component of work engagement, is characterized by a deep commitment to one's job (Schaufeli, 2020).
Employee engagement is a predictor of a company’s ability to navigate difficult situations effectively (Marchington & Kynighou, 2021). It fosters an emotional connection between employees and the organization, reflected in alignment with the organization’s goals and values. Engaged employees are typically more efficient, creative, and willing to provide constructive feedback and challenge the status quo. They are also more open to change, enjoy their work, and adapt more easily to new conditions, demonstrating a willingness to achieve positive outcomes (Caplan, 2021). Engagement reflects a strong identification with one’s work (Chughtai, 2022) and includes feelings of enthusiasm, passion, pride, and challenge (Schaufeli, 2021). Moreover, dedication signifies an individual's psychological investment in their work, coupled with a sense of significance (Geldenhuys, 2021; Schaufeli, 2021).
Finally, the cognitive component of employee engagement, often synonymous with absorption, describes individuals who are fully immersed in their work, losing track of time and forgetting their surroundings (Chughtai & Buckley, 2022). This aspect refers to the concentration, satisfaction, and engrossment individuals experience while performing job-related tasks, aligning with the eudaimonic approach to deriving pleasure from work. Such individuals often find it challenging to disengage from their tasks.
Previous studies have shown that positive attitudes toward work—such as job satisfaction, job involvement, organizational commitment, and low turnover intention—are related to work engagement (Schaufeli & Bakker, 2021). Findings indicate that individuals are not only attracted to aspects of work that provide meaningfulness but actively seek it as a means of remaining committed to their organization.
Employees view jobs that are interesting, fulfilling, promote helpfulness, and positively impact others as essential for achieving meaningful work (Bibby, 2022). More recently, factors such as fulfillment, autonomy, satisfaction, engagement, working relationships, and opportunities for learning have been identified as critical components of a meaningful job (Cartwright & Holmes, 2021; Wrzesniewski, 2021; Seligman, 2021). The interest in meaningful work is associated with positive outcomes for both individuals and organizations (Rosso, 2021).
This underscores the need for further investigation into meaningful work and its role in fostering positive work outcomes. As employees seek meaningful work, organizations stand to gain by accommodating these desires.
Research into meaningfulness, engagement, and commitment at work has steadily increased (Hult, 2021; Schaufeli & Bakker, 2020). This rising interest may stem from a better-educated workforce that increasingly questions the nature and significance of their work (Cartwright & Holmes, 2021). Given that people spend a significant amount of time at work (Meyers, 2021; Van Zyl, Deacon & Rothmann, 2020), it becomes the setting where they engage in goal-oriented activities and seek meaning (Cameron, Dutton & Quinn, 2021). Additionally, evidence suggests that money is losing its status as a primary motivator, as many realize that beyond a certain level necessary for survival, it contributes little to their overall well-being (Seligman, 2021).
While meaning, engagement, and commitment at work are vital for individual, organizational, and societal development, the integration of meaningful work into the workplace context remains limited (Rosso, 2021; Steger, Dik & Duffy, 2021), including within the South African context. This gap could complicate efforts to achieve organizational commitment. The significance attached to work, experiences of meaningful work (Pratt & Ashforth, 2021), and work engagement (Olivier & Rothmann, 2022) as well as organizational commitment (Yu & Egri, 2021) can predict important work outcomes.
2.1.5 Dimensions of Employee Engagement
· There are seven dimensions related to decent work that can influence work engagement, as highlighted by recent research (Romero, Díaz-Carrión, & Ariza-Montes, 2023). These dimensions include: Physical environment, Work intensity, Quality of working time, Social environment, Skills and discretion, Prospects and Earnings.
· Physical Environment
This dimension encompasses the physical risks suffered by workers at their jobs. Decent work necessarily implies safe work in physical terms (Takala, 2002). Aspects such as ergonomic risks, ambient, biological, and chemical hazards are highly relevant in employee health (Vogler, 2018). A safe physical environment is associated with an improvement in personal growth, learning possibilities, and the professional development of workers (Bakker & Demerouti, 2007). That is why an adequate physical environment can increase the level of energy with which employees perform their job tasks and their resilience to the problems that may arise in the workplace, as well as their ability to fully concentrate on tasks—all of which are fundamental aspects of work engagement (Bakker & Demerouti, 2008).


· Work Intensity
The intensity of labour demands associated with the performance of a job is important to work engagement because these factors play a significant role in employees’ ability to concentrate, which is reduced by long working hours (Schaufeli, Bakker, 2004). A job that demands work at a very high speed, working to tight deadlines, and which requires high emotional demands (such as being in situations that are emotionally disturbing), among other aspects, creates a work environment that prevents motivation, and subsequently negatively influences work engagement (Anitha, 2014).
· Working Time Quality
A decent work schedule is a determining factor in the levels of work engagement. The organization and length of working time interfere with the possibilities of balancing the work life and personal life of employees (Diaz-Carrion, López-Fernández, Romero-Fernandez, 2018). Work characterized by long working hours, shift work, unsocial hours, night work, etc., creates difficulties in work–life balance, which generates work stress and decreases the levels of commitment of employees within the company, since they consider that their personal needs are not being heard by the employer (Parkes, & Langford, 2008). On the contrary, a flexible working time in which employees can decide on different work schedules that are more suitable for them enhances employees’ commitment towards the company and the job itself (Seppälä, Ansio, Houni &Hakanen, 2018).
· Social Environment
This dimension measures the degree to which workers perceive social support from their peers and superiors. The quality of the social environment at work is a fundamental aspect that determines the level of work engagement of employees since the social support of the bosses and colleagues influence the workers’ perception with respect to the justice at the workplace (Oh & Syn, 2015). The perception of justice increases the levels of work engagement with their employer (Eliacin, Flanagan, Monroe-DeVita, Wasmuth, Salyers, & Rollins, 2018; Agarwal, 2014). On the contrary, a social environment characterized by physical, sexual, and/or verbal abuse has a negative influence, not only on employees at the individual level in terms of health, but also on their level of work engagement (Da Costa, Zhou & Ferreira, 2018).
· Skills and Discretion
Skills and discretion refer to the skills necessary for the performance of certain work activities and to the autonomy employees have to use those skills in the workplace. On the one hand, providing the workers with the necessary training to adequately perform their functions becomes a key element that affects their motivation and commitment (Schaufeli, Bakker & Van Rhenen, 2009). On the other hand, autonomy encourages the employees’ proper relationship with their job, favouring their work commitment (Pujol-Cols, 2018).
· Prospects
Job security and the prospects of career advancement are configured as a dimension of decent work that directly contributes to satisfying workers´ material and psychological needs related to their self-esteem (Karasek, & Theorell, 1992). Healthy self-esteem makes workers show high levels of enthusiasm and resilience in their job, which favours work engagement (Schaufeli, Bakker & Van Rhenen, 2009). As indicated by Ballout (2009), those employees that are more committed to the company are those to whom the company provides with more stable employment and with possibilities of career advancement (Ballout, 2009). On the contrary, the lack of job security and/or career opportunities generates lack of commitment, and consequently, high levels of turnover (Bosman, Rothmann & Buitendach, 2005).
· Earnings
Wage becomes one of the most important material factors that determine work engagement (Van Aerden, Moors, Levecque, & Vanroelen, 2015). Van Aerden et al. (2015) further argue that an adequate salary is a factor that positively influences work engagement since it allows employees to cover their needs, not only personal1ly, but also family related, and to maintain their social status. Workers’ perception that their economic rewards are in accordance with their efforts at work reinforces the psychological contract with the employer, enhancing work commitment (Rousseau, 1989).
2.1.6 Relationship between decent work and employee engagement
Employees who associate their workplace with indicators of decent work—such as social protection, favorable working conditions, and equal opportunities for men and women—tend to develop a strong emotional attachment to the organization. This connection fosters identification with the organization and a commitment to achieving its goals, mission, and vision, leading to greater success (Smith & Johnson, 2023). Additionally, the increasing trend toward transparency in rewards provides an opportunity to define fairness within the organization, clarify pay structures, and establish shared values, ultimately fostering trust. It is essential to regularly assess pay structure transparency to maintain this trust.


Decent work
· Job security
· Equal pay
· Social security
Employee engagement
· Vigor
· Absorption
· Dedication








Sources: Authors Model 2021
[bookmark: _Toc199153289]2.2 Theoretical Framework
2.2.1 PERMA-theory on Employee Engagement
In their 2023 work, Seligman and colleagues proposed that the final category, "meaningful life," can be divided into three distinct components, leading to the acronym PERMA: Positive Emotions, Engagement, Relationships, Meaning and Purpose, and Accomplishments. This mnemonic outlines the five elements of Seligman's well-being theory:
a. Positive Emotions encompass a wide range of feelings beyond just happiness and joy, including excitement, satisfaction, pride, and awe. These emotions are often linked to positive outcomes, such as longer life and healthier social relationships.

b. Engagement refers to involvement in activities that resonate with one’s interests. True engagement is described as a state of flow, characterized by intensity and clarity. This state occurs when a task challenges one’s skills while remaining achievable. Engagement involves a deep passion and concentration on the task, often resulting in a loss of self-consciousness.

c. Relationships are crucial for generating positive emotions, whether they are work-related, familial, romantic, or platonic. As Dr. Peterson emphasizes, "other people matter." Humans thrive on sharing and receiving positivity through relationships, which are vital not only in difficult times but also in joyful moments. Positive interactions can strengthen these relationships, as many positive experiences occur in the presence of others.

d. Meaning, or purpose, prompts individuals to explore the question of "why." Understanding one’s "why" provides context for various life aspects, from work to personal relationships. Finding meaning often involves recognizing a greater purpose beyond oneself, motivating individuals to pursue desirable goals, even amidst challenges.

e. Accomplishments involve the pursuit of success and mastery. Unlike the other components of PERMA, accomplishments can sometimes be sought independently of positive emotions, meaning, or relationships. However, they can also enhance the other elements of PERMA, such as fostering pride under positive emotions. Accomplishments can be individual or community-based, as well as fun- or work-related.
2.2.2 Self-Determination Theory 
The theory of work engagement, SDT, was formally introduced in the mid-1980s by Deci and Ryan (1985) to examine employee motivational factors. Deci and Ryan developed the SDT, which has been used in professional and academic research that relate to employee engagement. SDT relates to natural or intrinsic tendencies to behave in healthy and effective ways. Employee engagement and human behaviors have a connection to the SDT and the essence of work engagement (Deci & Ryan, 1985). An employee’s level of engagement derives from his or her being able to control personal behaviors and goals. Disengagement and personal engagement are related to the SDT in that an employee’s behavioral state is a key driver of motivation to demonstrating behavior at the professional and personal levels. The engagement level of employees affects the productivity of an organization. 
The motivation level of an employee is related to job satisfaction. The emotional state of an employee also relates to motivation (Deci & Ryan, 1985). When employees begin to withdraw, and hide their identities, ideas, and feelings, they become disengaged and defensive, resulting in an adverse effect on work performance (Deci & Ryan, 1985). Employee engagement strategies implemented by business leaders result in higher levels of employee engagement (Blattner & Walter, 2015), customer satisfaction, productivity, and profit (Bowen, 2016), and lower levels of employee accidents and turnovers (Barrick, Thurgood, Smith, & Courtright, 2014). Business leaders adopt the concept of SDT to enable employees to hold positive attitudes toward their organization (Mowbray, Wilkinson, & Tse, 2014).

2.2.3 Andrews Brown Engagement Pyramid of Work Engagement 
Brown (2005) views engagement as a progressive combination of satisfaction, motivation, commitment and advocacy resulting from employees’ movement up the engagement pyramid. As indicated in Andrews Brown model in Figure 2.6 satisfaction is at the lowest level and is the most passive of measures of engagement, it is what gets employees to just show up for work (Abbas, 2014). It is the base level of employee contentment and includes factors such as: whether or not employees can do their job; how happy they are with their pay; and how well they like their working environment (Harrad & Kate, 2006; Lambert, & Hogan, 2009). This means that, at this level, employees have no real desire to go the extra mile (Albrecht, 2012). 
Finally, engagement is the combination of all the preceding factors. An engaged worker is satisfied, motivated, committed and is an advocate for their company and what it produces (Heintzman, & Marson's. (2005). The model discussed provides a clear distinction of employee engagement from other concepts like employee satisfaction, motivation, commitment and advocacy. It enabled this study focus on specific measures of employees engagement without mixing it with other similar but distinct concepts. 
2.2.4   Anitha’s Employee Engagement Model of Work Engagement 
Consisting of colleagues and supervisors, organizational policies and procedures, physical resources, and other intangible elements such as supportive work climate and perceived levels of safety, the workplace environment is integral to having engaged employees (Shuck, and Wollard, 2010). Employees need to be provided with adequate physical, psychological social and organizational resources that enable them to reduce their job demands, to function effectively in their work role, and to stimulate their own personal development (Shuffle and Bakker, 2004). 

[bookmark: _Toc199153290]2.3 Empirical Review
In their study, Baran and Sypniewska (2023) examined the impact of management methods on employee engagement, presenting findings from a quantitative questionnaire-based study conducted in 2018. The research involved distributing a questionnaire to companies listed in the databases of two universities, which were selected based on the number of employees (micro, small, medium, and large companies). The study aimed to identify correlations among variables such as people-oriented management, non-people-oriented management, direct active and passive participation, and work engagement. Two research questions guided the study: (RQ1) What are the links between people-oriented management, non-people-oriented management, direct (active and passive) participation, and work engagement? (RQ2) Does direct participation (active and passive) mediate the relationship between people-oriented and non-people-oriented management and employee engagement? A total of 1,037 employees from companies in Poland reported their experiences regarding these variables. The findings indicated that people-oriented management and active participation (e.g., co-deciding) significantly enhance work engagement, while non-people-oriented management was associated with lower levels of engagement and direct participation. Furthermore, the dimensions of engagement—vigour, dedication, and absorption—were interrelated, with stronger intensity in one dimension correlating to others. A structural equation model revealed that perceived people-oriented management and active participation were strong, positive predictors of work engagement.
Kayode and Agboola (2023) investigated jobs in both formal and informal sectors within Ekiti State, Nigeria, to determine whether they could be classified as decent work. The study also explored the presence of social security in the state. Using random sampling, nine communities were selected, and purposeful sampling was employed to choose ten respondents from each sector. A combination of questionnaire administration and interviews was utilized for data collection, with questionnaires distributed to 180 purposely selected respondents. Data analysis employed a Likert rating scale. Results indicated negative attributes for all job characteristics in the formal sector, while positive attributes in the informal sector were overshadowed by workers’ inability to meet basic survival needs. The study concluded that decent work and social security in the state are largely illusory, exacerbated by inconsistent policy formulation and economic recession.
Adedeji (2023) explored the influence of work-life balance on employee engagement among selected microfinance banks in Ilorin, Kwara State, Nigeria. This descriptive survey utilized a questionnaire distributed to 134 respondents, with Taro Yamane’s formula used to select 100 participants. Data analysis was conducted using the Statistical Package for Social Sciences (SPSS) software. The results indicated a statistically significant relationship between marriage and employee engagement, as well as between childrearing contributions and engagement levels. Specifically, findings suggested that a unit increase in childrearing contributions led to a 0.735 increase in employee engagement, while adjustments in work hours similarly enhanced engagement.
Eyiolawi (2023) studied the influence of work-life balance and perceived organizational support on employee well-being and engagement among bank employees at First Bank of Nigeria, Osogbo. Employing a survey method and simple random sampling, 125 respondents were selected. Analysis through SPSS revealed significant positive relationships between work-life balance and employees’ well-being, as well as between perceived organizational support and both well-being and work engagement. Recommendations emphasized the need for employers and employees to collaboratively enhance work-life programs to benefit both individuals and organizations.
Ajakaye (2023) addressed the global challenges associated with quality of work life (QWL) through the International Labour Organisation’s Decent Work Agenda (DWA), aimed at protecting vulnerable employees. This study investigated the influence of labor inspection (LI) variables on compliance with the DWA in selected extractive and manufacturing industries. Utilizing a descriptive survey research design and proportionate stratified random sampling, 1,033 employees were surveyed across eight industries in Lagos and Ogun states. Data collection involved two instruments: an LI Questionnaire (r = 0.75) and a DWA Scale (r = 0.82), complemented by in-depth interviews with labor officers and union leaders. The analysis included descriptive statistics, Pearson Product Moment Correlation, t-tests, and multiple regression. The findings underscored the role of labor inspection, supported by governmental and institutional factors, as crucial for promoting suitable working environments. Future research could explore the reasons behind the relative safety of the extractive industry compared to other sectors. manufacturing in Nigeria
[bookmark: _Toc199153291]2.4 Research Gap
Employee Engagement is the important of human resource strategy for an organization to achieve competitive advantage and cope in the face of complexity and dynamic of environment (Albrecht, Bakker & Saks, 2015). Saks (2006) state that employees engagement are not only dedicated and loyal to the organization, but they are also more emotionally committed to the organization experience heightened performance, it reduced absenteeism and a lessened like hood of quitting their job. 
Employee Engagement is a positive, fulfilling, work related state of mind that is characterized by vigor, dedication and absorption (Schaufeli, Salanova & Bakker, 2002). Employee engagement increases when employee believes that organization value their contributions and care about their well being. This belief is directly influenced by perceived justice in reward systems such as promotion, wage and fringe benefits and job conditions. (Job security, training, autonomy and working hours, work allocation and provision of feedback) Eder & Eisenberger (2015).


[bookmark: _Toc199153292]Chapter Three
[bookmark: _Toc199153293]Methodology
[bookmark: _Toc199153294]3.1 Introduction
This chapter outlines the methodology employed in the study. It details the research design, the population under investigation, the sampling procedures, and the research instruments used. Additionally, it discusses the validity and reliability of the instruments, as well as the methods for data collection and analysis.
[bookmark: _Toc199153295]3.2 Research Design
Research design encompasses the plan, structure, and methods that the researcher intends to employ in the study. This research utilizes a descriptive survey design, as it focuses on the relationships among non-manipulated variables. This design allows for equal participation opportunities among respondents in the study.
[bookmark: _Toc199153296]3.3   Population Of The Study
In this study, the population is estimated to consist of 185 employees, including both males and females, from the Kwara State Environmental Protection Agency (KWEPA). This includes personnel from all departments within the organization.
[bookmark: _Toc199153297]3.4    Sample Size And Sampling Technique.
Sampling is the act, process, or techniques of selecting suitable sample, or a representative part of a population for the purpose of determining parameters or characteristics of a whole population. It is also a subset which represents the entire population. It is generally meant to promote an understanding of the larger population, due to the inability to reach the entire population of the institution. This descriptive approach involve the normal gathering analysis and interpretations of a set of data so as to explain the underlying factors that surround the problems that triggered of the research. The design also provides opportunity for equal chance of participation in the study for the respondents. In order to select the respondent use for this study, the sample size was calculated using Guilford and Flruchter (1973) formula for estimating sample size:
          N
	  1 + Q2 N
Where N= Population size = 185
Q = alfa = 0.05
          N	=  185	= 126
	  1 + Q2 N		1 + (0.05) 2 (185)
In this study sampling technique used was simple random techniques whereby everybody has equal chance in participating and in other to foster the accuracy of the research work. The sample size used for this study was three hundred and sixteen (126).
[bookmark: _Toc199153298]3.5   Research Instrumentation
In this study, a structured questionnaire was used as an instrument for data collection. The questionnaire is a self-administered with 126 participants. The questionnaire was divided into three (3) sections, which are; Section A, Section B and Section C. Section A consisted of socio-demographic which are the characteristics of the respondents which includes age, sex, marital status, level of education, job status or  rank and length of service. Section B contains questions relating to decent work while Section C covers questions relating to employee engagement and job satisfaction using Likert scale rating which are: Strongly Agree - SA - 5 Agree - A - 4 Undecided - UD - 3 Disagree - D -  2 Strongly Disagree -  SD -  1
[bookmark: _Toc199153299]3.6   Administration Of Instrument
The set of questionnaire was administered by the researcher in the case study with the assistance of the various departmental heads or managers, the researcher explained all aspects of questionnaires to respondents. The researcher advised the respondents to state the extent of their agreement using Likert scale rating. The respondents were asked not to indicate their names on the questionnaire in other to make the responses anonymous. The respondents were also assured of confidentiality of the information supplied two hundred and sixteen (216) copies of questionnaire were administered. 
[bookmark: _Toc199153300]3.7 Validity & Reliability Of Research Instrument 
Validity is the extent to which an instrument measures what it is supposed to measure and performs as it is designed to perform (Berelson and Steiner, 2007). It involves collecting and analyzing data to assess the accuracy of an instrument, while reliability is the measure of consistency in measurement of a data. 
Reliability of the study simply indicates that the stability of the measure used to study the relationships between variables (Ghauri and Gronhaug, 2005). In the questionnaire, the questions were carefully constructed taking into consideration the problem and objectives of the research topic. Therefore, the responses and results gotten for the questionnaire are reliable for this research. 
The validity and reliability of the questionnaire used was done via consultation with some human resource professionals who drawn from both the practitioners and academic context. Their resolves were then adjusted appropriately to ensure content validity.
[bookmark: _Toc199153301]3.8 Source Of Data
Questionnaire and personal interview were used for the purpose of primary data collection. The questionnaires were administered to a statistically determined sample size from the entire response to question which is not included in questionnaire but vital to the research. Considering the limitation associated with coverage in primary data collection, there was a need to use textbook, journals, newspapers, magazines, periodicals, publications, internet sources etc that are relevant to the study. These were employed to provide theoretical framework for the study. 
3.8.1 Procedural for Data Collection
The primary data for this study are directly collected by the researcher who distributed the questionnaire to respondents. The data are primary. Although, certain information from textbooks, journals and internet were collated from the respondents. 
[bookmark: _Toc199153302]3.9 Methods Of Data Analysis
The data collected through the questionnaire was collated and analyzed for the purpose of the study. The demographic information was analyzed using simple percentage and frequency counts. Linear Regression, The Pearson Product Moment Correlation statistical methods were used to test the hypotheses generated for the study using SPSS. Linear Regression was used to test hypothesis one, The Pearson Product Moment Correlation formula was used to test hypotheses two while t- test statistic was used to test hypotheses three at 0.05 alpha levels.
[bookmark: _Toc199153303]Chapter Four
[bookmark: _Toc199153304]                  Data Presentation, Analysis And Interpretation
[bookmark: _Toc199153305]4.1	Introduction:
This chapter analyzes the data collected from questionnaires distributed to employees of the Kwara State Environmental Protection Agency (KWEPA). Using SPSS version 25.0, the responses were analyzed to derive findings from tested hypotheses at a 5% significance level. Out of 126 questionnaires distributed, 120 were completed and returned. The chapter includes the demographic profile of the respondents, evaluates the model's overall goodness of fit, examines the relationships between independent and dependent variables, and discusses the significance levels of the regression parameters.
[bookmark: _Toc199153306]4.2 Demographic Data Of The Respondents
This section provides the socio-demographic information of the respondents in frequency tables and simple percentages. The study emphasizes the importance of demographic data as a clear indicator of factors that may influence decent work and employee engagement among the employees of the Kwara State Environmental Protection Agency (KWEPA). The analysis utilized this profile information to connect the relevance of demographic variables to the study's objectives.
	Table 4.2.1: Gender distribution

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	74
	61.7
	61.7
	61.7

	
	Female
	46
	38.3
	38.3
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025

Table 4.2.1 shows that 74 respondents, accounting for 61.7%, are male, while 46 respondents, representing 38.3%, are female. This indicates that there were more male participants in this study compared to their female counterparts.
	Table 4.2.2 Age Distribution

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	21 – 30 years
	18
	15.0
	15.0
	15.0

	
	31 – 40 years
	82
	68.3
	68.3
	83.3

	
	41-50 years
	14
	11.7
	11.7
	95.0

	
	51 years & above
	6
	5.0
	5.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.2.2 indicates that 18 respondents representing 15% of respondents were between the age bracket of 21-30 years, 82 respondents representing 68.3% are between the age of 31-40 years, 14 respondents representing 11.7% are between the age of 41-50 years while 6 respondents representing 5% are 51 years and above.   This implies that majority of employees at Kwara State Environmental Protection Agency (KWEPA) are youth in the age brackets of 21-40 years.  


	Table 4.2.3: Marital Status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Singled
	54
	45.0
	45.0
	45.0

	
	Married
	30
	25.0
	25.0
	70.0

	
	Divorcee
	22
	18.4
	18.4
	88.4

	
	Widow
	14
	11.6
	11.6
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.2.3 shows that 54 employees, representing 45% of respondents, are single; 30 respondents, accounting for 25%, are married; 22 respondents, or 18.4%, are divorcees; and 14 respondents, representing 11.6%, are widowed. This indicates that the majority of staff at the Kwara State Environmental Protection Agency (KWEPA) are single, which may enhance the decency and work engagement of employees in the organization.
	Table 4.2.4: Educational Qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SSCE/GCE/NABTEB
	26
	21.7
	21.7
	21.7

	
	OND/NCE
	54
	45.0
	45.0
	66.7

	
	BSC/HND
	24
	20.0
	20.0
	86.7

	
	MA/MSC & above
	16
	13.3
	13.3
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.2.4 indicates that 26 respondents, representing 21.7%, hold high school certificates; 54 respondents, accounting for 45%, have diploma certificates; 24 respondents, or 20%, are degree holders; and 16 respondents, representing 13.3%, possess second degrees or higher. This suggests that while the majority of participants at the Kwara State Environmental Protection Agency (KWEPA) are not degree holders, they possess sufficient procedural knowledge of decency and work engagement due to their overall literacy levels. This background contributes to obtaining objective responses in the study.
	Table 4.2.5: Length of Service

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	0 – 5 years
	26
	21.7
	21.7
	21.7

	
	6 – 10 years
	38
	31.7
	31.7
	53.3

	
	11 years & above
	56
	46.7
	46.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.2.5 shows that 26 respondents, representing 21.7%, have less than 5 years of work experience; 38 respondents, accounting for 31.7%, have between 6-10 years of experience; and 56 respondents, or 46.7%, possess over 11 years of work experience. This indicates that the Kwara State Environmental Protection Agency (KWEPA) retains a more experienced staff, which enhances decency and work engagement within the ministry, ultimately improving the quality of responses in the study.
	Table 4.2.6: Staff Disposition

	
	
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Junior Staff
	32
	26.7
	26.7
	26.7

	
	Intermediate Staff
	44
	36.7
	                             36.7
	63.4

	
	Senior Staff
	30
	25.0
	25.0
	88.4

	
	Top Managers
	14
	11.6
	11.6
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Junior staff are 26.7%, intermediate staff are 36.7%, Senior Staff are 25%, top managers are 11.6%. This directly implies that the survey cut across all areas of staff disposition to obtain diverse opinions about decency and work engagement in the selected ministry. This enhances objective responses.
[bookmark: _Toc199153307]4.3 Data Analysis According To The Research Questions
Research Question 1: Does social dialogue affect employee engagement? 
	Table 4.3.1 The right people are engaged to perform specialized functions.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	34
	28.3
	28.3
	28.3

	
	A
	36
	30.0
	30.0
	58.3

	
	U
	28
	23.3
	23.3
	81.7

	
	D
	22
	18.3
	18.3
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.1 indicates that 70 respondents representing 58.5% of respondents agreed that the right people are engaged in Kwara State Environmental Protection Agency (KWEPA) to perform specialized functions, 23.3% of respondents were undecided and 11 respondents representing 18.3% disagreed on the claim. This directly implies that majorities in the selected ministry agreed that right people are engaged in Kwara State Environmental Protection Agency (KWEPA) to perform specialized functions. This increase social dialogue and collective interaction.
	Table 4.3.2: Workers with higher skills and education are often too difficult to retain.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	46
	38.3
	38.3
	38.3

	
	A
	44
	36.7
	36.7
	75.0

	
	U
	6
	5.0
	5.0
	80.0

	
	D
	16
	13.3
	13.3
	93.3

	
	SD
	8
	6.7
	6.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.2 indicates that 90 respondents representing 75% of respondents agreed that workers with higher skills and education are often too difficult to retain in the ministry, 5% of respondents were neither agree nor disagree, and 24 respondents representing 20%% disagreed on the claim. This directly implies that majorities in Kwara State Environmental Protection Agency (KWEPA) agreed that workers with higher skills and education are often too difficult to retain. This is to improve the social dialogue and interaction between the ministry and the host communities.
	Table 4.3.3 Workers are often sponsored to acquire job-related skills in my work organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	22
	18.3
	18.3
	18.3

	
	A
	40
	33.3
	33.3
	51.7

	
	U
	32
	26.7
	26.7
	78.3

	
	D
	12
	10.0
	10.0
	88.3

	
	SD
	14
	11.7
	11.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.3 indicates that 62 respondents representing 51% of respondents agreed that workers are often sponsored to acquire job-related skills in the organization, 26.7% of respondents were neither agreed nor disagree and 26 respondents representing 21.7% disagree. This directly implies that majorities in the selected ministry agreed that staff are often sponsored to acquire job-related skills in the work organization. This is to increase employee engagement
	Table 4.3.4 There is facility for on-the-job training in my place of work.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	28
	23.3
	23.3
	23.3

	
	A
	30
	25.0
	25.0
	48.3

	
	U
	24
	20.0
	20.0
	68.3

	
	D
	20
	16.7
	16.7
	85.0

	
	SD
	18
	15.0
	15.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.4 indicates that 58 respondents representing 48.3% of respondents agreed that there is facility for on-the-job training in the place of work, 20% of respondents were undecided and 38 respondents representing 31.7% disagreed. This directly implies that though majorities in the selected ministry agreed that there is facility for on-the-job training in the place of work but quite a large number were neither agree nor disagree. This increase biasedness in the claim and so it is difficult to drawn generalization on this claim because the percentage is below 50%. 


Research Question 2: What effect does stability and security of work have on employee engagement?
	Table 4.3.5: Stability and security of work is very central in decent work agenda

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	52
	43.3
	43.3
	43.3

	
	A
	12
	10.0
	10.0
	53.3

	
	U
	20
	16.7
	16.7
	70.0

	
	D
	24
	20.0
	20.0
	90.0

	
	SD
	12
	10.0
	10.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.5 indicates that 64 respondents representing 53.3% of respondents agreed that stability and security of work is very central in decent work agenda in the ministry, 16.7% of respondents were undecided and 36 respondents representing 30% disagree. This directly implies that majorities conceded in the claim that stability and security of work is very central in decent work engagement at Kwara State Environmental Protection Agency (KWEPA).


	Table 4.3.6: I remain on this job because the job market in the country is not versatile enough and jobs in the labor market are not easy to come by.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	8
	6.7
	6.7
	6.7

	
	A
	14
	11.7
	11.7
	18.4

	
	U
	4
	3.3
	3.3
	21.7

	
	D
	52
	43.3
	43.3
	65.0

	
	SD
	42
	35.0
	35.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.6 indicates that 22 respondents representing 18.4% of respondents agreed that tthey remain on this job because the job market in the country is not versatile enough and jobs in the labor market are not easy to come by.  3.3% of respondents were undecided and 94 respondents representing 78.3% disagree on the claim. This directly implies that the job security is stable at Kwara State Environmental Protection Agency (KWEPA), and so is the employee engagement enhances in the ministry.
	Table 4.3.7: Workers engaged in my work organization are protected against any unjust treatment or dismissal.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	54
	45.0
	45.0
	45.0

	
	A
	30
	25.0
	25.0
	70.0

	
	U
	8
	6.7
	6.7
	76.7

	
	D
	14
	11.7
	11.7
	88.3

	
	SD
	14
	11.7
	11.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.7 indicates that 84 respondents representing 70 % of respondents agreed that the workers engaged in the organization are protected against any unjust treatment or dismissal, 6.7% of respondents were undecided and 28 respondents representing 23.4% disagreed. This directly implies that most workers engaged in the organization are protected against any unjust treatment or dismissal. This increase stability and job security in the selected ministry.
	Table 4.3.8: There is no discrimination in terms of access to training of employees by sex.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	12
	10.0
	10.0
	10.0

	
	A
	66
	55.0
	55.0
	65.0

	
	U
	16
	13.3
	13.3
	78.3

	
	D
	12
	10.0
	10.0
	88.3

	
	SD
	14
	11.7
	11.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.8 indicates that 78 respondents representing 65% of respondents agreed that there is no discrimination in terms of access to training of employees by sex, 13.3% of respondents were undecided and 26 respondents representing 21.7% disagree on the claim. This directly implies that majorities conceded that there is no discrimination in terms of access to training of employees by sex. This increase employee engagement and equity system in the job security of the ministry. 
	Table 4.3.9 Opportunities for self-development are relatively available in my place of work.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	22
	18.3
	18.3
	18.3

	
	A
	40
	33.3
	33.3
	51.7

	
	U
	18
	15.0
	15.0
	66.7

	
	D
	22
	18.3
	18.3
	85.0

	
	SD
	18
	15.0
	15.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.9 indicates that 62 respondents representing 51.7% of respondents agreed that opportunities for self-development are relatively available in the place of work, 15% of respondents were undecided and 40 respondents representing 33% disagree on the claim. This directly implies that majorities affirmed that the opportunities for self-development are relatively available in the place of work. This increase stability and job security.

Research Question 3: Is there any relationship between the decent work and employee engagement? 
	Table 4.3.10 Decent work policy is a foreign idea.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	30
	25.0
	25.0
	25.0

	
	A
	38
	31.7
	31.7
	56.7

	
	U
	18
	15.0
	15.0
	71.7

	
	D
	16
	13.3
	13.3
	85.0

	
	SD
	18
	15.0
	15.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.10 indicates that 68 respondents representing 56.7% of respondents agreed that the decent work policy is a foreign idea, 15% of respondents were undecided and 34 respondents representing 28.3% disagree on the claim. This directly implies that the majorities conceded in the claim that decent work policy is a foreign idea. This idea increase work engagement.
	Table 4.3.11 Decent work has the capacity to facilitate safe in working environment.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	26
	21.7
	21.7
	21.7

	
	A
	54
	45.0
	45.0
	66.7

	
	U
	22
	18.3
	18.3
	85.0

	
	D
	10
	8.3
	8.3
	93.3

	
	SD
	8
	6.7
	6.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.11 indicates that 80 respondents representing 66.7% of respondents agreed that decent work has the capacity to facilitate safe in working environment, 18.3% of respondents were undecided and 9 respondents representing 15% disagree on the claim. This directly implies that the majorities conceded  in the claim that decent work has the capacity to facilitate safety in the working environment. This equally increase work engagement.
	Table 4.3.12 Decent work has the capacity to facilitate good working time and work intensity.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	10
	8.3
	8.3
	8.3

	
	A
	60
	50.0
	50.0
	58.3

	
	U
	10
	8.3
	8.3
	66.7

	
	D
	24
	20.0
	20.0
	86.7

	
	SD
	16
	13.3
	13.3
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.12 indicates that 70 respondents representing 58.3% of respondents agreed that decent work has the capacity to facilitate good working time and work intensity, 8.3% of respondents were undecided and 40 respondents representing 33.3% disagreed on the claim. This directly implies that majorities conceded in the claim that work intensity increase in a place where there is decent work engagement.
	Table 4.3.13 Decent work equally has the capacity to facilitate skill development/up-grading.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	18
	15.0
	15.0
	15.0

	
	A
	82
	68.3
	68.3
	83.3

	
	U
	4
	3.3
	3.3
	86.7

	
	D
	10
	8.3
	8.3
	95.0

	
	SD
	6
	5.0
	5.0
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.13 indicates that 100 respondents representing 83.3% of respondents agreed that decent work equally has the capacity to facilitate skill development/up-grading, 8.3% of respondents were undecided and 8 respondents representing 13.3% disagree. This directly implies that decent work arrangement has the capacity to facilitate skill development/up-grading.


Research Question 4: Determinants of Employee Work Engagement Scale (WES)
	Table 4.3.14 The people in my work environment are interested in what I do and this makes me want to always accomplish more for the team success

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	58
	48.3
	48.3
	48.3

	
	A
	24
	20.0
	20.0
	68.3

	
	U
	12
	10.0
	10.0
	78.3

	
	D
	10
	8.3
	8.3
	86.7

	
	SD
	16
	13.3
	13.3
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.14 indicates that 82 respondents representing 68.3% of respondents agreed the people in the work environment are interested in what to do and this always push to accomplish more for the team success, 10% of respondents were undecided and 26 respondents representing 21.6% disagree on the claim. This directly implies that majorities conceded in the claim that people in the work environment are interested in what to do and this always push to accomplish more for the team success at Kwara State Environmental Protection Agency (KWEPA), and so is the employee engagement enhances in the ministry.


	Table 4.3.15 I would feel comfortable in asking my boss for time off if an emergency arose.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	38
	31.7
	31.7
	31.7

	
	A
	28
	23.3
	23.3
	55.0

	
	U
	20
	16.7
	16.7
	71.7

	
	D
	20
	16.7
	16.7
	88.3

	
	SD
	14
	11.7
	11.7
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.15 indicates that 66 respondents representing 55% of respondents agreed that they would feel comfortable in asking the boss for time off if an emergency arose, 16.7% of respondents were undecided and 34 respondents representing 28.4% disagree on the claim. This directly implies that the there is flexible work engagement and so the employees are able to attend to other things outside working roles. 
	Table 4.3.16 Working long hours is not seen as sign of commitment in my organization.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	13
	10.8
	10.8
	10.8

	
	A
	49
	40.8
	40.8
	51.6

	
	U
	33
	27.6
	27.6
	79.2

	
	D
	12
	10.0
	10.0
	89.2

	
	SD
	13
	10.8
	10.8
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.16 indicates that 62 respondents representing 51.6% of respondents agreed that working long hours is not seen as sign of commitment in the organization, 27.6% of respondents were undecided and 25 respondents representing 20.8% disagree on the claim. This directly implies that working long hours is not seen as sign of commitment at Kwara State Environmental Protection Agency (KWEPA), and so is the employee engagement enhances in the ministry. 
	Table 4.3.17 Employees who use flexible arrangements are able to develop their careers than those who do not.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	20
	16.7
	16.7
	16.7

	
	A
	45
	37.5
	37.5
	54.2

	
	U
	17
	14.2
	14.2
	68.4

	
	D
	33
	27.5
	27.5
	95.9

	
	SD
	5
	4.1
	4.1
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.17 indicates that 65 respondents representing 54.2% of respondents agreed that employees who use flexible arrangements are able to develop their careers than those who do not, 14.2% of respondents were undecided and 38 respondents representing 31.6% disagree on the claim. This directly implies that career development gained through flexible work arrangement. 
	Table 4.3.18 To get ahead, employees are not expected to put their jobs before the family.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SA
	13
	10.8
	10.8
	10.8

	
	A
	65
	54.2
	54.2
	65.0

	
	U
	10
	8.3
	8.3
	73.3

	
	D
	20
	16.6
	16.6
	89.9

	
	SD
	12
	10.1
	10.1
	100.0

	
	Total
	120
	100.0
	100.0
	


Source: SPSS Computation, 2025
Table 4.3.18 indicates that 78 respondents representing 65% of respondents agreed that to forge ahead, employees are not expected to put their jobs before the family, 8.3% of respondents were undecided and 32 respondents representing 26.7% disagree on the claim. This directly implies that majorities conceded in the claim that employee is not expected to put their job before the family if they are to forging ahead in the selected ministry. 


[bookmark: _Toc199153308]4.4 Hypotheses Testing And Discussion Of Findings
HO1: Social dialogue has no significant effect on employee engagement
	Table 4.4.1 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	-.920a
	.846
	.843
	.56423

	a. Predictors: (Constant), Social Dialogue


The study conducted a regression analysis to determine the relationship between social dialogue and employee engagement. Table 4.4.1 show the coefficient of determination (R2=0.846), which implies that about 84.6% of the variation in the employee engagement is explained by a unit change in social dialogue. The regression equation appears to be relatively useful for making predictions since the value of R squared is slightly more than halves. Therefore, the relationship exists between social dialogue and employee engagement but it is an inverse relationship at 5% level.
	Table 4.4.2: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	101.135
	1
	101.135
	644.172
	.000b

	
	Residual
	18.465
	118
	.157
	
	

	
	Total
	119.600
	119
	
	
	

	a. Dependent Variable: Employee Engagement

	b. Predictors: (Constant), Social Dialogue


Table 4.4.2 presents the diagnostic results of the Analysis of Variance (ANOVA) on employee engagement and social dialogue. The ANOVA results for regression coefficients indicate that the significance of the F=644.172 is 0.00 which is lesser than 0.05. This indicates that the social dialogue statistically predicts the employee engagement (meaning it is a good fit for the data) at 5% level of significant. Therefore a significant relationship between social dialogue and employee engagement exist at 95% confidence level
	Table 4.4.3: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.491
	.168
	
	2.930
	.005

	
	Social Dialogue
	-.967
	.054
	-.920
	-17.824
	.000

	a. Dependent Variable: Employee Engagement


In an effort determine the degree of contribution of social dialogue affecting the employee engagement. Table 4.4.3 shows that there is negative effect of social dialogue on employee engagement since the coefficient of trend analysis was -0.967 which is significantly close to -1. The t statistics (-17.824) was also greater than 1.671 at a degree of freedom of 119. This demonstrated that the social dialogue had a negative influence on employee enagagement The significant level was specified at (p-value = 0.000<0.05) in employee engagement as shown in Table 4.4.3. The fitted model from this analysis is shown below:
Y= 0.491-0.967(Social Dialogue)1
This implies that 96.7% decrease in employee engagement was significantly caused by 1% increase in social dialogue. Also, the removal of social dialogue (i.e., social dialogue=0) will cause an increase in employee engagement by 49.1% if going by the vector error correction factor in the regression equation. Therefore, social dialogue is significantly contributed to the model and its removal will  help to increase the rate of employee engagement in the selected ministry Hence, it is posited that there is significant negative significant effect of social dialogue on employee engagement at 5% level. 
HO2: stability and security has no significant effect on employee engagement
	Table 4.4.4 Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.953a
	.908
	.905
	.42690

	a. Predictors: (Constant), Job Stability, Job Security


The job stability and job security that are regressed over the employee engagement were all significant at 5% level. The R=0.953 implies there is direct positive relationship between the explanatory variables (job stability & job security) and the dependent variable (employee engagement). The R-square=0.908 which is just so close to adjusted-R square implies the stability and job security are good predictors of employee work engagement, simply because the difference between the two is negligible (i.e. 0.003). This directly implies that the 90.8% of employee work engagement depend on the stability and   job security in the ministry and the remaining 9.2% was attributed to other factors not accounted by this model.

	Table 4.4.5: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	102.862
	2
	51.431
	577.876
	.000b

	
	Residual
	10.388
	117
	.089
	
	

	
	Total
	113.250
	119
	
	
	

	a. Dependent Variable: Employee Engagement

	b. Predictors: (Constant), Job Stability, Job Security


The ANOVA table 4.4.5 indicates the overall significant level between employee engagement and stable job security. It follows that the ratio of regression sum of square (102.862) over the total sum of square (10.388) produce the same result as the R-square (0.908) which implies the model account for most of the variation of the outcome variable (i.e. employee engagement). Hence, the p-value=0.000 and F-calculated (577.876) fall outside the rejection region which means that there is significance relationship between stable job security and employee engagement at 5% level of significant.
	Table 4.4.6: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.392
	.115
	
	-3.418
	.001

	
	Job Stability
	.576
	.062
	.609
	9.235
	.000

	
	Job Security
	.452
	.076
	.394
	5.980
	.000

	a. Dependent Variable: Employee Engagement


Table 4.4.6 revealed that job stability (β=0.567), and job security (β=0.452) are jointly significantly contributing to employee engagement of the selected ministry and the significant impact of job stability manifest most higher over the work engagement than does the job security in the model at 95% confidence level. Job stability and job security is significant in the hierarchical regression model at 5% level. This directly implies there is significant impact of stable job security on employee work engagement at 5% level. Hence, if management of the selected ministry ignored the significant (i.e. job stability=job security=0); then there would be 39.2% repressive effect on employee engagement. This  according to Kayode and Agboola (2019) put the decent work and social security in the public service  as a myth rather than a reality. This implies that the reality of job stability and job security has significant effect on employee engagement in Kwara State Environmental Protection Agency (KWEPA), and so is the performance objective of the ministry is fulfilled.
HO3: There is no significant relationship between decent work and employee engagement. 
	Table 4.4.7: Pearson Moment Correlations

	Control Variables
	Employee Engagement
	Flexible Work Environment
	Decent Work

	-none-a
	Employee Engagement
	Correlation
	1.000
	.750
	.842

	
	
	Significance (2-tailed)
	.
	.000
	.000

	
	
	df
	0
	58
	58

	
	Flexible Work Environment
	Correlation
	.750
	1.000
	.889

	
	
	Significance (2-tailed)
	.000
	.
	.000

	
	
	df
	58
	0
	58

	
	Decent Work
	Correlation
	.842
	.889
	1.000

	
	
	Significance (2-tailed)
	.000
	.000
	.

	
	
	df
	58
	58
	0

	Decent Work
	Employee Engagement
	Correlation
	1.000
	.007
	

	
	
	Significance (2-tailed)
	.
	.958
	

	
	
	df
	0
	57
	

	
	Flexible Work Environment
	Correlation
	.007
	1.000
	

	
	
	Significance (2-tailed)
	.958
	.
	

	
	
	df
	57
	0
	

	a. Cells contain zero-order (Pearson) correlations.


The Pearson moment correlation in table 4.4.7 indicate that under zero-order (i.e. Decent work=0); the R=0.750 is the coefficient of correlation which show the existing relationship between flexible work environment and employee engagement and as the decent work is intensified the significant of the relationship is high under none zero-order (R=0.958). This implies that decent work is a good predictor of employee engagement and the relationship is significant at 5% level. However, decent work functional relationship with employee engagement pre-determine flexible work environment and the relationship is positively high (R=0.842) at 5% level of significant. This implies that, in both zero-order and non-zero order degree of the relationship between decent work and employee engagement, the correlation is tested positive and significantly high. Therefore, the null hypothesis is rejected and the alternative hypothesis is accepted. Therefore it is posited that the relationship between decent work and employee engagement is significant at 95% confidence level.
HO4: Fundamental principles and rights at work has no significant effect on employee engagement. 
	Table 4.4.8: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.891a
	.794
	.791
	.64259

	a. Predictors: (Constant), Education, Sponsorship, On-the-job training


The result in the model summary table 4.4.8 indicates R2=0.794 which is the coefficient of determination of jointly regressed dimensional variables of fundamental principles and rights to work which include; education, sponsorship and on-the job training jointly explained 79.4% variance of employee engagement, while the remaining 20.6% could be due to the effect of extraneous variables not explained in the model. The adjusted R-square (0.791) which is a value just so close to R-square (0.794) depicts the fact that if the model is sampled from the population rather than the sample it will account for a negligible difference of 0.2% variation in the outcome. Therefore, the model fitness is good. R=0.891 which implies that the relationship between fundamental rights to works and employee engagement are positively high because the correlation coefficient is close to 1.
	Table 4.4.9: ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	272.819
	3
	90.940
	149.327
	.000b

	
	Residual
	70.610
	116
	.609
	
	

	
	Total
	343.429
	119
	
	
	

	a. Dependent Variable: Employee Engagement

	b. Predictors: (Constant), Education, Sponsorship, On-the-job training


Table 4.4.9 presents the overall diagnostic test of significant of relationship in the model summary  using Analysis of Variance (ANOVA) between the three levels of variables of fundamental rights at works (education, sponsorship, on-the-job training) and work engagement. The ANOVA results for regression coefficients indicate the significance of the relationship in F=149.327>F-table=3.84 at a degree of freedom of (3, 116); i.e. P-value=0.00 is less than 0.05. This indicates that the three measure of fundamental rights to work significantly predict the employee engagement (meaning it is a good fit for the model). Therefore, a significant relationship between employee engagement and fundamental rights in education, sponsorship and on-the-job training exists at 95% confidence level.
	Table 4.4.10: Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.517
	.165
	
	-3.127
	.002

	
	Education
	.352
	.044
	.305
	8.062
	.000

	
	Sponsorship
	.602
	.036
	.658
	16.835
	.000

	
	On-the-job
	.227
	.041
	.199
	5.528
	.000

	a. Dependent Variable: Employee Engagement


From regression Table 4.4.10, it can be inferred that education (β=0.352), sponsorship (β=0.602), and on-the-job training (β=0.227) positively impact employee engagement in the selected ministry. A 1% increase in education results in a 35.2% increase in employee work engagement. Sponsorship, with a β of 0.602, indicates that a 1% increase in sponsorship leads to a significant 60.2% increase in employee engagement. Similarly, on-the-job training (β=0.227) signifies that a 1% increase in this area results in a 22.7% increase in employee engagement.
These results suggest that all dimensions of fundamental principles and rights at work have a positive and significant effect on employee engagement, as highlighted in the model summary in Table 4.4.8 and the ANOVA table in 4.4.9. The constant in the regression analysis (c=-0.517) indicates that if education, sponsorship, and on-the-job training were all at zero, employee work engagement would decrease by 51.7%. This implies that the absence of these fundamental principles and rights at work significantly affects employee engagement at the 5% level.
Thus, it appears that disregarding these fundamental rights can be used to draw inferences about work engagement. Moreover, the findings suggest that the right to sponsorship is particularly instrumental among the fundamental principles and rights at work. Consequently, null hypothesis 4 is rejected, and the alternative hypothesis is accepted, positing that there is a significant positive effect of these principles and rights on employee engagement at the 5% significance level. This finding aligns with and supports previous literature indicating that fundamental principles and rights are determinants of employee work engagement.
[bookmark: _Toc199153309]4.5 Discussion Of Findings
	The findings indicate a notable negative contribution of social dialogue on employee engagement, as evidenced by a coefficient of -0.967 from the trend analysis, which is very close to -1. This suggests that a 1% increase in social dialogue leads to a 96.7% decrease in employee engagement. Furthermore, the absence of social dialogue (i.e., when social dialogue=0) could result in a 49.1% increase in employee engagement, according to the vector error correction factor in the regression equation. Thus, social dialogue significantly impacts the model, and its removal could enhance employee engagement in the selected ministry. This aligns with Chaulk and Brown (2008), who noted that collective dialogue can deeply affect the workplace, potentially reducing job satisfaction.
Additionally, both job stability (β=0.567) and job security (β=0.452) significantly contribute to employee engagement in the ministry, with job stability showing a more pronounced impact. Quilan (2012) argues that many workers now face job insecurity, leading to increased occupational stress as they worry about their families' and communities' futures. Kayode and Agboola (2019) contend that this situation renders decent work and social security in public service more of a myth than a reality. The findings imply that job stability and security significantly affect employee engagement at the Kwara State Environmental Protection Agency (KWEPA), contributing positively to the ministry's performance objectives.
Moreover, the findings reveal a strong correlation between a decent work environment and employee engagement, with a non-zero-order correlation coefficient of R=0.958. This suggests that a decent work environment is a strong predictor of employee engagement, with the relationship being significant at the 5% level. Additionally, the relationship between decent work and employee engagement is positively high (R=0.842) at the same confidence level. This indicates that both zero-order and non-zero-order relationships are significantly positive. Consequently, a decent work environment is a major influencer of employee engagement, suggesting that organizations fostering such an environment—where employees can express concerns and participate in decision-making—are likely to enhance job satisfaction, enthusiasm, and overall happiness at work.
Finally, it can be concluded that fundamental rights to education (β=0.352), sponsorship (β=0.602), and on-the-job training (β=0.227) positively impact employee engagement in the selected ministry. A 1% increase in education results in a 35.2% increase in employee work engagement. Sponsorship (β=0.602) indicates a 60.2% increase in engagement from a 1% increase, while on-the-job training (β=0.227) signifies a 22.7% increase in engagement from a 1% increase. These results indicate that all dimensions of fundamental principles and rights at work significantly affect employee engagement at the 95% confidence level.


[bookmark: _Toc199153310]Chapter Five
[bookmark: _Toc199153311]5.0 Summary, Conclusions And Recommendations
The purpose of this chapter is to analyze the empirical findings from this research, along with the conclusions regarding the retention and dismissal of the hypotheses discussed in the previous chapter. It provides a summary of the findings in relation to the research hypotheses outlined in Chapter One, followed by the conclusions drawn and recommendations for further research.
[bookmark: _Toc199153312]5.1 Summary Of Findings
The aspect of a Decent Work Environment known as social dialogue has been shown to impact employee engagement. Chaulk and Brown (2008) noted that collective dialogues can be significant events that may leave lasting negative effects in the workplace, such as reduced job satisfaction. Similarly, Benach et al. (2014) emphasized that precarious workers often lack effective agency and have limited bargaining power, making it difficult for them to resist exploitative labor conditions.
In the context of the Kwara State Environmental Protection Agency (KWEPA), job stability and job security significantly affect employee engagement, contributing positively to the ministry's performance objectives. The mediating variable, Employee Engagement, has a notably positive influence on the Decent Work Environment. Findings indicate that organizations with elements of a Decent Work Environment—such as allowing employees to express their concerns and participate in decision-making—tend to foster job satisfaction, including enjoyment, enthusiasm, and overall happiness at work.
Furthermore, fundamental principles and rights related to education, sponsorship, and on-the-job training have a substantial effect on employee work engagement. This implies that if an organization implements effective sponsorship programs and demonstrates a commitment to employees' rights to further education or retraining, it will positively influence employee engagement levels.
[bookmark: _Toc199153313]5.2 Conclusion
It is essential to recognize that, despite the findings indicating a positive relationship between decent work and employee engagement levels at the Kwara State Environmental Protection Agency (KWEPA), social dialogue appears to have an inverse relationship. While a decent work environment is a major influencer of employee engagement, further studies are needed to explore the dynamics between decent work and employee engagement to enrich the existing body of research.
The conclusions drawn in this study are based on the findings and aligned with the research hypothesis. There is a significant positive correlation between decent work and employee engagement among KWEPA workers, suggesting that higher levels of decent work are associated with increased employee engagement. Conversely, a negative relationship exists between employee engagement and social dialogue, indicating that higher levels of engagement are linked to lower levels of social dialogue among employees at KWEPA.
It is crucial to emphasize that when employees' rights are protected, they are more likely to participate in activities that positively impact the organization. Although a significant relationship between decent work and employee engagement was observed, it is clear that the level of decent work increases in tandem with employee engagement.


[bookmark: _Toc199153314]5.3 Recommendations
Based on the findings, the following recommendations are proposed:
i. Organizations should exercise caution in their use of social dialogue to enhance employee engagement, given the observed inverse relationship in the model.
ii.  Organizations should strive to create a stable work environment and job security to foster employee engagement and promote decent work. Job security helps employees develop a sense of belonging, motivating them to work diligently towards the organization’s goals.
iii. Organizations should offer training workshops and sponsorship opportunities to employees, particularly for costly training programs. This support will improve their understanding of job expectations and positively influence their work behavior, leading to increased engagement with the organization.
iv. It is also recommended that organizations establish clear and achievable goals for their employees. This clarity will enable workers to adhere to fundamental principles and rights in the workplace, promoting decency and engagement in all organizational activities aimed at achieving its objectives.
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QUESTIONNAIRE
This questionnaire is designed to gather information for the study titled "Examining Decent Work and Its Influence on Employee Engagement: Insights from Staff of Kwara State Environmental Protection Agency (KWEPA)." Your responses are crucial for the success of this research. Please provide genuine, honest, and prompt answers, as they will significantly contribute to the quality of the study. To ensure your anonymity, you may choose whether or not to include your name on this questionnaire. Rest assured, all information collected will be used solely for research purposes and will be kept confidential.
Thank you for your participation.


Yours sincerely,



SECTION A
DEMOGRAPHIC INFORMATION
Please tick [√ ] the most appropriate answer and write where necessary.
Demographic Factor:
i. Gender:  (a) Male [  ]	(b) Female [  ]
ii. Age: (a) 21-30years[  ] (b )31-40years [  ]  (c) 41-50years[  ] (d)51years and above [  ]
iii. Marital Status:  ( a) Single[  ]	( b) Married [  ] (c ) Divorced [  ]  (d) Widow/Widowed  [  ]    
iv. Highest Educational Qualification: (a) SSCE/GCE/NABTEB [  ] (b) ND/A’Level/NCE	[  ] ( c) B.Sc/HND [  ] ( d) MA/M.Sc & above [  ]    
v. Length of Service:  (a) 0-5 years [  ] (b) 6-10 years [  ] (c) 11years and above [  ] 
vi. Job Status:   (a) Junior staff  [  ] (b) Intermediate Staff [  ] (c) Senior Staff [  ] (d) Top Management [  ]
Section B
The statements below are designed to assess work-life balance. You are expected to rate each statement with the response format below:
Strongly Agree (SA) =5, Agree (A) =4, Undecided= 3, Disagree (D) =2, Strongly Disagree (SD) =1
Decent Work Scale (DWS)
	
	Decent Work
	SA
(5)
	D
(4)
	U
(3)
	A
(2)
	SD
(1)

	1.
	Decent work policy is a foreign idea.
	
	
	
	
	

	2.
	Decent work policy has the potential to provide better strategy for poverty alleviation.
	
	
	
	
	

	3.
	Decent work equally has the capacity to facilitate safe in working environment.
	
	
	
	
	

	4.
	Decent work equally has the capacity to facilitate good working time and work intensity.
	
	
	
	
	

	5.
	Decent work equally has the capacity to facilitate skill development/up-grading.
	
	
	
	
	

	
	Social Dialogue & Fundamental Right
	
	
	
	
	

	6.
	The right people are engaged to perform specialized functions.
	
	
	
	
	

	7.
	Workers with higher skills and education are often too difficult to retain.
	
	
	
	
	

	8.
	Workers are often sponsored to acquire job-related skills in my work organization.
	
	
	
	
	

	9.
	There is facility for on-the-job training in my place of work.
	
	
	
	
	

	
	Stability and Security of Work
	
	
	
	
	

	10.
	Stability and security of work is very central in decent work agenda
	
	
	
	
	

	11.
	I remain on this job because the job market in the country is not versatile enough and jobs in the labor market are not easy to come by.
	
	
	
	
	

	12.
	Workers engaged in my work organization are protected against any unjust treatment or dismissal.
	
	
	
	
	

	13.
	There is no discrimination in terms of access to training by employees by sex.
	
	
	
	
	

	14.
	Opportunities for self-development are relatively available in my place of work.
	
	
	
	
	



Employee Engagement Scale (WES)
	
	Statements
	SA
(5)
	D
(4)
	U
(3)
	A
(2)
	SD
(1)

	1.
	The people in my work environment are interested in what I do and this makes me want to always accomplish more for the team success.
	
	
	
	
	

	2.
	My co-workers would cover for me if I needed to leave work to deal with personal issue.
	
	
	
	
	

	3.
	My co-workers encourage my personal and career development.
	
	
	
	
	

	4.
	Turning down a promotion or transfer for family-related reasons will not hurt one’s career progress in this organization.
	
	
	
	
	

	5.
	Employees in this organization are enjoying work-life balance activities.
	
	
	
	
	

	6.
	Decisions made in the human resources department like transfers take into account an employee’s family/ personal situation.
	
	
	
	
	

	7.
	I would feel comfortable in asking my boss for time off if an emergency arose.
	
	
	
	
	

	8.
	Working long hours is not seen as sign of commitment in my organization.
	
	
	
	
	

	9.
	Employees who use flexible arrangements are able to develop their careers than those who do not.
	
	
	
	
	

	10.
	To get ahead, employees are not expected to put their jobs before the family.
	
	
	
	
	



