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Job Engagement, proposed by Kahn in 1990 and then evolved by people such as Sakhs,
Roathbard, Schaufeli, Maslach, etc., is a widely used and growing topic in human resource
management literature. A review in this field shows that since 1990, more than 12,000 articles
have been written in English, and the review of the citations of the articles shows four basic
and directional definitions in connection with it, and also scientific analysis shows that the
United States has the largest number in scientific productions in this field. Among the
universities, the Erasmus University of the Netherlands has the largest contribution to the
production of science in this field. The cooperation network between countries, which we
obtained in this article using VOSviewer scientometric software, shows weak cooperation and
a lack of coherent networking among researchers in this field. The review of the articles shows
that so far there are several predictor variables and also consequences in organizations for the
issue of hybridization, and a classification of them was presented in this article, among which
the predictor factors can be endogenous (related to the individual) and exogenous factors
(related to job and organization) mentioned. Endogenous factors, each of which has
subcategories, include: individual factors, positive emotions, recovery and rest activities, and
the intermingling of others, and exogenous factors include: job characteristics, social
relationships, and organizational resources. Also, in the field of its consequences, we can find
again that Individual factors (including job satisfaction, personal life, and being connected
with other colleagues) and organizational factors (including in-role performance, extra-role
performance, organizational engagement, and turnover intention) were analyzed in detail in

this article.
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Extended abstract expressed by Kahn in 1990 and has always been

of interest over the years. This concept has been

1. Introduction considered by other scientists in this field and so
Job engagement is a re|ative|y new and at the far, many definitions ofdifferentlandscapes have
same time widely used concept in the literature of been expressed about it and the factors affecting
human resource management, which was first it have also been identified. The first definition
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presented in this field by Kahn is that he states
when people apply themselves physically,
cognitively, and emotionally and express
themselves during the performance of roles,
blending occurs. Therefore, according to his
opinion, a person who is attached to his job finds
passion for it, is committed to work, and will
cooperate in professional communication with
other people in the organization (i.e., colleagues,
subordinates, supervisors, and customers) (Kahn,
1990). After that, people like Roathbard, Maslach
and Leiter, Schaufeli, Sacks, etc. studied in this
field and expressed their opinions. Examining the
research process in this field shows that,
especially in recent years, attention has been paid
to this concept more than before. The number of
articles and writings in this field is increasing, and
this is because mixing with a job has vital effects.
It has both the interest and attraction of people in
work and the productivity of organizations.
According to the number of studies conducted in
this field, the recognition of the research process
conducted in terms of quantitative and qualitative
issues, as well as the systematic review of the
research conducted in it to achieve a
comprehensive view in this field and to find the
trends and approaches examined in it, as well as
It seems necessary and necessary to predict the
future research process. Scientometric studies are
among the up-to-date methods with a minimum
bias for a systematic review of the research
process of a field.

In scientometrics, which is a quantitative
review of scientific texts, the cooperation
networks of science producers and supporters, the
number of scientific productions and the growth
trend of their publications, the identification of
the most cited people and supporters, the expert
review of authors, the analysis of the content of
new publications, etc. are studied. In this method,
approaches such as scientific cooperation
networks, cross-reference analysis, etc. are used,
which are up-to-date in their way, and by using
them, the structures of thought and thought in
different fields can be displayed (Khasse,
Mokhtari, & Aghaei, 2021). Considering the
importance of the issue of integration with work,
and the quantitative growth of research in this
field, and also since there has not been research
with a scientific approach in the Persian language

in this field, we decided to use this method to
systematically review the body of knowledge.
This area has to answer the following questions
about it:

1 .What is the annual trend of extracted
articles, which are the leading scientists,
universities, and top countries in the field of job
engagement, and what is the cooperation network
between countries?

2 .What are the definitions of orientation and
what prominent scientists present these
definitions, what are the most used keywords in
this field, and the communication network
between them?

3., what background theories, predictor
variables, and results or consequences do a
content analysis of the highly cited articles in this
field propose regarding job integration?

2. Research Methods

In this article, first, the background of the subject
of engagement was examined and the main
keywords were selected to accompany this word
and to search in the Scopus database. These
keywords are: Personal, employee, job, work. By
searching the Scopus database, these words
became OR with each other and AND with the
word engagement. Initially, 92,808 scientific
findings were obtained in one result, which was a
large number in non-management fields, because
the word engagement is used in many fields, and
the Scopus website also tries to cover all the
results in an initial review. Therefore, limiting the
results to what was related to the field of
management was done in the first step and thus it
was found to be 12956. In addition, due to the
deeper examination of research articles in each
scientific field, the results were narrowed again
and only English-language articles were selected.
which finally left 12785 articles and metadata.
First, on the Scopus site and by using the analysis
of the results available on this site, the annual
trends of the articles and universities and
presenting people were found and reviewed, and
then, using the VOSviwer scientometric
software, the networks related to the commonly
used keywords and the cooperation network
between Authors were reviewed. Finally, by
citation analysis and according to the number of
citations to each article, the most cited articles
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and publications as well as the most cited authors
in this field were identified and a classification of
their definitions in this field was presented. Also,
by examining the content of the articles, several
theories in the field of engagement have been
stated as theoretical support and the foundations
that support it, and their content will also be
briefly discussed. Also, the investigations
showed that the issue of engagement in the
presented articles has many predictive variables
and a classification of them was also presented.

3. Results

Examining job engagement’s evolution shows
that the increasing growth of scientific
productions in this field shows its value and
importance for researchers, and the factors
affecting it and its measurement methods in
organizations are also evolving and progressing.
The review of the articles written in this field
shows that this field of psychology has entered
the management literature and the theories in the
field of psychology form the intellectual
foundation of this field. Its opposite word is job
burnout, and it should also be noted that many
factors are considered in the articles as its
antecedent variables and many factors are also
considered as its consequences, and their
classification shows individual, occupational, and
organizational factors in each of the mentioned
cases. The frequency of repetition of variables
shows the greater importance of organizational
resources in the field of antecedents (with 28
repetitions in articles against 26 repetitions in the
individual field) and, on the contrary, the greater
importance of individual aspects in the
consequences (with the number of repetitions of
6 against 4 articles in the organizational field).
Therefore, this is due to the fact that if there is
more focus on the field of organizational aspects
and organizations emphasize it, it will have an

impact on the integration of the workforce with
the job, and in the future, they can have more job
satisfaction, which is an individual aspect.

4. Conclusion

The review of the articles shows that so far there
are several predictor variables and also
consequences in organizations for the issue of
engagement, and a classification of them was
presented in this article, among which the
predictor factors can be endogenous (related to
the individual) and exogenous factors. (related to
job and organization) mentioned.

Endogenous factors, each of which has
subcategories, include: individual factors,
positive emotions, recovery and rest activities,
and the intermingling of others, and exogenous
factors include: job characteristics, social
relationships, and organizational resources. Also,
in the field of its consequences, we can find
Individual factors (including job satisfaction,
personal life, and being connected with other
colleagues) and organizational factors (including
in-role performance, extra-role performance,
organizational engagement, and turnover
intention).
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