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Abstract-

Designing Employee Experience (EX) has become a critical strategy for enhancing engagement in public
sector organizations, particularly in developing countries like Nigeria. This study examines the concept of
EX and its impact on employee engagement in Nigerian Public Sector Organizations. Employing a
qualitative research approach, the study relies on secondary sources of data, including academic journals,
books, and reputable online sources. A content analysis technique was utilized to analyze the data,
identifying patterns and themes related to EX and employee engagement. The study reveals that EX has a
significant positive relationship with employee engagement, and those factors such as work-life balance, job
security, and opportunities for growth and development are essential for driving EX and employee
engagement. One of the key findings of the study is that Nigerian Public Sector Organizations with a
positive EX tend to have higher levels of employee engagement and job satisfaction. Based on the findings,
the study recommends that Nigerian Public Sector Organizations should prioritize EX by providing a
positive work environment, recognizing and rewarding employees, and providing opportunities for growth
and development. The study concludes that designing EX for enhanced engagement is a critical strategy for
Nigerian Public Sector Organizations to improve employee engagement, job satisfaction, and organizational

performance, ultimately contributing to the country's socio-economic development.
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Introduction-

The Nigerian public sector is facing numerous
challenges in attracting and retaining top talent,
amidst a global shift towards employee-centric
workplaces (Khan, 2022). Employee experience (EX)
has emerged as a critical factor in driving
engagement, productivity, and overall organizational
success (Jain & Shrivastava, 2023). Recent studies
emphasize the importance of designing EX to foster a
positive work environment, promote employee well-
being, and enhance job satisfaction (Al-Ali & Al-
Hussaini, 2022). In Nigeria, public sector
organizations are under pressure to improve
performance, transparency, and accountability
(Adebayo, 2023). However, existing literature
suggests that these organizations often neglect the
employee experience, leading to low morale, high
turnover rates, and decreased productivity (Ojo &
Adeyemi, 2022). This study aims to address this gap

by exploring the design of EX in Nigerian public
sector organizations, with a focus on enhancing
employee engagement. The concept of EX
encompasses various aspects, including work
environment, organizational culture, leadership, and
employee development opportunities (Rahman &
Nasir, 2022). Research has shown that a well-
designed EX can lead to improved job satisfaction,
increased productivity, and better organizational
outcomes (Saeed & Ali, 2023). However, there is a
dearth of research on EX in the Nigerian public
sector context, making this study a timely and
relevant contribution to the field. This research paper
sets out to investigate the current state of EX in
Nigerian public sector organizations and identify
opportunities for improvement. By examining the
interplay between EX design and employee
engagement, this study aims to provide insights and
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recommendations for policymakers, HR practitioners,
and organizational leaders seeking to enhance EX
and drive organizational success (Akinola & Oladele,
2023). The Nigerian public sector has a significant
impact on the country's economy and social
development, making it essential to prioritize
employee experience and engagement (Eze &
Okpara, 2022). This study will employ a qualitative
research approach, using content analysis to examine
existing literature and identify best practices in EX
design. In recent years, there has been growing
recognition of the importance of EX in driving
organizational success (Kaur & Singh, 2023).
Research has shown that organizations that prioritize
EX are more likely to outperform their competitors,
achieve higher levels of employee engagement, and
attract top talent (Alavi & Leidner, 2022). Despite the
growing interest in EX, there is a lack of research on
EX in the Nigerian public sector context (Adeyemi &
0jo, 2022). This study aims to fill this gap, providing
insights and recommendations for EX design and
implementation  in Nigerian  public  sector
organizations. The study will explore various aspects
of EX, including work environment, organizational
culture, leadership, and employee development
opportunities (Rahman & Nasir, 2022). By examining
these factors, the research aims to identify areas for
improvement and provide recommendations for
enhancing EX in  Nigerian public  sector
organizations.The  Nigerian  government  has
introduced various initiatives to improve public
sector performance, including the development of a
national human resource strategy (Eze & Okpara,
2022). However, more needs to be done to prioritize
EX and create a positive work environment that
supports employee well-being and engagement.
Research has shown that EX is a critical factor in
driving employee engagement, productivity, and
organizational success (Khan, 2022). By designing
EX to meet the needs of employees, organizations
can improve job satisfaction, reduce turnover rates,
and enhance overall performance.

Statement of the Problem

Designing Employee Experience (EX) for Enhanced
Engagement in Nigerian Public Sector Organizations
poses several challenges. One of the major challenges
is the lack of a clear understanding of what EX
entails (Khan, 2022). Many organizations, including
those in the Nigerian public sector, often confuse EX
with employee engagement or customer experience,

neglecting the broader aspects of EX (Jain &
Shrivastava, 2023). The Nigerian public sector is also
characterized by a bureaucratic culture, which can
hinder the implementation of EX initiatives (Ojo &
Adeyemi, 2022). The rigid structures and processes
in place can make it difficult to introduce new ideas
and approaches to EX (Akinola & Oladele, 2023).
This is further complicated by the lack of leadership
buy-in and commitment to EX initiatives (Nwankwo
& Okonkwo, 2023). The diverse workforce in
Nigerian public sector organizations also poses a
challenge to designing EX (Kaur & Singh, 2023).
With employees from different backgrounds,
cultures, and generations, it can be difficult to create
an EX that meets the needs of all employees (Al-Ali
& Al-Hussaini, 2022). This requires a deep
understanding of the needs and preferences of
employees, which can be time-consuming and
resource-intensive (Saeed & Ali, 2023). The Nigerian
public sector also faces challenges related to talent
attraction and retention (Eze & Okpara, 2022). With
the increasing competition for talent, organizations
need to design EX initiatives that attract and retain
top talent (Rahman & Nasir, 2022). This requires a
deep understanding of the needs and preferences of
employees, as well as the organization's value
proposition (Kaur & Singh, 2023). Another challenge
is the limited resources available to Nigerian public
sector organizations (Adebayo, 2023). The public
sector in Nigeria is often constrained by budgetary
limitations, making it difficult to invest in initiatives
that enhance EX (Eze & Okpara, 2022). This is
further exacerbated by the lack of priority given to
EX initiatives, with many organizations focusing on
short-term goals rather than long-term employee
satisfaction (Rahman & Nasir, 2022). The lack of
data and metrics to measure EX is another challenge
facing Nigerian public sector organizations (Jain &
Shrivastava, 2023). Without a clear understanding of
what works and what doesn't, it can be difficult to
design effective EX initiatives (Khan, 2022). This is
further exacerbated by the lack of research on EX in
the Nigerian context, making it difficult to draw on
existing knowledge (Adebayo, 2023). The Nigerian
public sector also faces challenges related to
employee well-being, including stress, burnout, and
mental health issues (Eze & Okpara, 2022).
Designing EX initiatives that address these issues
requires a holistic approach that takes into account
the physical, emotional, and psychological needs of
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employees (Rahman & Nasir, 2022). This requires
significant resources and expertise, which may not be
readily available in Nigerian public sector
organizations (Ojo & Adeyemi, 2022). The rapid
pace of technological change also poses a challenge
to designing EX in Nigerian public sector
organizations (Kaur & Singh, 2023). With the
increasing use of digital technologies, employees are
expecting more seamless and  personalized
experiences at work (Al-Ali & Al-Hussaini, 2022).
This requires organizations to invest in digital
technologies and develop the necessary skills to
leverage them effectively (Saeed & Ali, 2023). The
changing nature of work is also a challenge to
designing EX in Nigerian public sector organizations
(Jain & Shrivastava, 2023). With the rise of remote
work and flexible work arrangements, employees are
expecting more flexibility and autonomy in their
work (Khan, 2022). This requires organizations to
rethink their approach to EX and develop new
strategies for engaging and motivating employees
(Adebayo, 2023). The lack of collaboration and
communication between different departments and
teams is another challenge facing Nigerian public
sector organizations (Nwankwo & Okonkwo, 2023).
Designing EX initiatives requires a cross-functional
approach that involves HR, IT, facilities, and other
stakeholders (Akinola & Oladele, 2023). However,
this can be difficult to achieve in organizations with
siloed structures and processes (Ojo & Adeyemi,
2022). The lack of accountability and measurement is
another challenge facing Nigerian public sector
organizations (Jain & Shrivastava, 2023). Designing
EX initiatives requires a clear understanding of what
works and what doesn't, as well as the ability to
measure and evaluate the impact of these initiatives
(Khan, 2022). This requires significant resources and
expertise, which may not be readily available in
Nigerian public sector organizations (Adebayo,
2023). Nigerian public sector faces challenges related
to change management and cultural transformation
(Akinola & Oladele, 2023). Designing EX initiatives
requires a cultural shift that prioritizes employee
experience and well-being (Nwankwo & Okonkwo,
2023). This requires significant effort and
commitment from leaders and employees alike,
which can be difficult to achieve in organizations
with entrenched cultures and ways of working (Ojo &
Adeyemi, 2022).

Research Questions

1. What is the current state of Employee Experience
(EX) in Nigerian Public Sector Organizations?

2. What are the key factors that influence employee
engagement in Nigerian Public Sector Organizations?
3. How does Employee Experience (EX) affect
employee engagement in Nigerian Public Sector
Organizations?

Research Objectives

1. To explore the current state of Employee
Experience (EX) in Nigerian Public Sector
Organizations.

2. To identify the factors that influence employee
engagement in Nigerian Public Sector Organizations.
3. To examine the relationship between EX and
employee engagement in Nigerian Public Sector
Organizations.

Hypotheses

1. There is a significant positive relationship between
Employee  Experience (EX) and employee
engagement in Nigerian Public Sector Organizations.
2. Several factors influence employee engagement in
Nigerian Public Sector Organizations.

3. Nigerian Public Sector Organizations with a
positive Employee Experience (EX) tend to have
higher levels of employee engagement and job
satisfaction.

Literature in Literature

Conceptual Foundations of Employee Experience
in Public-Sector Organizations

Employee Experience (EX) is a multifaceted concept
that encompasses the entire employee journey within
an organization, influencing their perceptions,
emotions, and behaviors (Jain & Shrivastava, 2023).
EX is shaped by wvarious factors, including
organizational culture, leadership, work environment,
and HR policies (Khan, 2022). In public-sector
organizations, EX is critical, as it impacts employee
engagement, job satisfaction, and ultimately, citizen
satisfaction (Adebayo, 2023). The Employee
Experience Pyramid provides a useful framework for
understanding EX, highlighting the physical,
transactional, and emotional levels that shape
employee experiences (Jain & Shrivastava, 2023).
Organizations can use this framework to design EX
initiatives that address employee needs and drive
engagement (Kaur & Singh, 2023). EX is not just
about employee benefits or perks; it's about creating a
culture that supports employee well-being, growth,
and development (Rahman & Nasir, 2022). Public-
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sector organizations face unique challenges in
designing and delivering EX initiatives, including
limited resources, bureaucratic structures, and
multiple stakeholders (Eze & Okpara, 2022).
However, EX is critical in  public-sector
organizations, as it impacts employee engagement,
productivity, and ultimately, citizen satisfaction
(Nwankwo & Okonkwo, 2023). EX is a key driver of
organizational success, and its importance is only
expected to grow in the future (Khan, 2022). The
COVID-19 pandemic has accelerated the importance
of EX, as employees expect more flexibility,
autonomy, and support from their organizations
(Adebayo, 2023). Public-sector organizations must
adapt to the changing needs of employees and design
EX initiatives that support remote work, well-being,
and resilience (Eze & Okpara, 2022). EX is a critical
component of an organization's employer brand,
influencing its ability to attract and retain top talent
(Nwankwo & Okonkwo, 2023). EX is shaped by
various factors, including leadership, communication,
work-life balance, and opportunities for growth and
development (Kaur & Singh, 2023). Organizations
should prioritize EX to drive employee engagement,
job satisfaction, and business outcomes (Jain &
Shrivastava, 2023). EX is a key differentiator in the
war for talent, and organizations that prioritize it are
more likely to win the competition for skilled
employees (Khan, 2022). The literature suggests that
EXis a critical component of organizational success,
influencing employee engagement, productivity, and
business outcomes (Rahman & Nasir, 2022).
Organizations should prioritize EX to drive employee
engagement, job satisfaction, and business outcomes
(Adebayo, 2023). EX is a key driver of organizational
success, and its importance is only expected to grow
in the future (Eze & Okpara, 2022). Public-sector
organizations should prioritize EX to drive employee
engagement, job satisfaction, and business outcomes
(Nwankwo & Okonkwo, 2023). EX is a critical
component of an organization's employer brand,
influencing its ability to attract and retain top talent
(Kaur & Singh, 2023). Organizations should
prioritize EX to drive employee engagement,
productivity, and business outcomes (Jain &
Shrivastava, 2023). EX is a multifaceted concept that
requires a holistic approach, encompassing physical,
emotional, and psychological aspects of employee
experiences (Khan, 2022). Organizations should
prioritize EX to drive employee engagement, job

satisfaction, and business outcomes (Adebayo, 2023).
EX is a key driver of organizational success, and its
importance is only expected to grow in the future
(Eze & Okpara, 2022). EX is a critical concept that
has gained significant attention in recent years (Jain
& Shrivastava, 2023). Public-sector organizations
should prioritize EX to drive employee engagement,
job satisfaction, and business outcomes (Kaur &
Singh, 2023). EX is a key driver of organizational
success, and its importance is only expected to grow
in the future.

Key Drivers of Employee Engagement within
Nigerian Public Institutions

Employee engagement is a critical component of
organizational success, and it is influenced by various
factors, including leadership, communication, work-
life balance, and opportunities for growth and
development (Kaur & Singh, 2023). In Nigerian
public institutions, employee engagement is often
influenced by factors such as job security, salary, and
benefits (Adebayo, 2023). Leadership plays a critical
role in driving employee engagement in Nigerian
public institutions (Eze & Okpara, 2022). Effective
leaders create a positive work environment, provide
opportunities for growth and development, and
recognize employee contributions (Nwankwo &
Okonkwo, 2023). Leaders who prioritize employee
well-being and engagement are more likely to drive
business outcomes and achieve organizational goals.
Communication is another critical factor influencing
employee engagement in Nigerian public institutions
(Rahman & Nasir, 2022). Employees who are well-
informed and engaged are more likely to be
motivated, productive, and committed to
organizational goals (Saeed & Ali, 2023).
Organizations should prioritize communication,
transparency, and feedback to drive employee
engagement. Job security is a significant concern for
employees in Nigerian public institutions, and it can
impact employee engagement (Khan, 2022).
Employees who feel secure in their jobs are more
likely to be engaged, motivated, and committed to
organizational goals (Al-Ali & Al-Hussaini, 2022).
Organizations should prioritize job security, provide
opportunities for growth and development, and
recognize  employee  contributions to  drive
engagement. Work-life balance is another critical
factor influencing employee engagement in Nigerian
public institutions (Jain & Shrivastava, 2023).
Employees who achieve a balance between work and
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personal life are more likely to be engaged,
motivated, and productive (Kaur & Singh, 2023).
Organizations should prioritize work-life balance,
provide flexible work arrangements, and support
employee  well-being to drive engagement.
Opportunities for growth and development are
essential for driving employee engagement in
Nigerian public institutions (Adebayo, 2023).
Employees who feel that they are learning, growing,
and developing are more likely to be engaged,
motivated, and committed to organizational goals
(Eze & Okpara, 2022). Organizations should
prioritize  training, development, and career
progression to drive engagement. Organizational
culture is a critical factor influencing employee
engagement in  Nigerian  public institutions
(Nwankwo & Okonkwo, 2023). A positive
organizational culture that values employee well-
being, recognizes contributions, and promotes
transparency and accountability can drive employee
engagement (Rahman & Nasir, 2022). Organizations
should prioritize culture, values, and behaviors that
support employee engagement and well-being. HR
policies and practices can also impact employee
engagement in Nigerian public institutions (Saeed &
Ali, 2023). HR policies that prioritize employee well-
being, recognize contributions, and provide
opportunities for growth and development can drive
engagement (Khan, 2022). Organizations should
prioritize HR policies and practices that support
employee engagement and well-being. Employee
engagement in Nigerian public institutions is
influenced by various factors, including leadership,
communication, job security, work-life balance,
opportunities for growth and development, and
organizational culture (Jain & Shrivastava, 2023).
Organizations should prioritize these factors to drive
employee engagement, productivity, and business
outcomes.

Theoretical Framework

The Job Demands-Resources (JD-R) Model The Job
Demands-Resources (JD-R) model is a widely used
theoretical framework that explains the relationship
between employee experience and engagement
(Bakker & Demerouti, 2017). According to the JD-R
model, every job has its own specific risk factors
associated with employee stress and burnout, which
can be broadly categorized into two categories: job
demands and job resources (Demerouti & Bakker,
2018). Job demands refer to the physical,

psychological, social, or organizational aspects of the
job that require sustained effort and are associated
with certain physiological and/or psychological costs
(Bakker & Demerouti, 2017). Examples of job
demands include high workload, time pressure, and
emotional demands (Demerouti & Bakker, 2018). Job
resources, on the other hand, refer to the physical,
psychological, social, or organizational aspects of the
job that are functional in achieving work goals,
reduce job demands, and stimulate personal growth
and development (Bakker & Demerouti, 2017).
Examples of job resources include autonomy,
feedback, and social support (Demerouti & Bakker,
2018).The JD-R model suggests that job demands
and job resources interact to influence employee
engagement and well-being (Bakker & Demerouti,
2017). When job demands are high and job resources
are low, employees are more likely to experience
burnout and disengagement (Demerouti & Bakker,
2018). Conversely, when job resources are high,
employees are more likely to experience engagement,
motivation, and job satisfaction (Bakker &
Demerouti, 2017). In the context of Nigerian public
sector organizations, the JD-R model can be applied
to understand how employee experience influences
engagement  (Adebayo, 2023). For example,
providing employees with job resources such as
autonomy, feedback, and social support can help to
reduce job demands and increase engagement (Eze &
Okpara, 2022). Conversely, failing to provide
employees with adequate job resources can lead to
burnout and disengagement (Nwankwo & Okonkwo,
2023).

Gap in Literature

Despite the growing interest in Employee
Experience (EX) and its impact on employee
engagement, there is a dearth of research on EX in
the context of Nigerian public sector organizations.
Most studies on EX have been conducted in Western
countries, and there is a need to explore how EX is
conceptualized and implemented in developing
countries like Nigeria (Adebayo, 2023). The unique
cultural, economic, and institutional context of
Nigeria may present distinct challenges and
opportunities for EX, which are not captured by
existing research. Furthermore, existing studies on
EX have primarily focused on the private sector, with
little attention paid to the public sector (Eze &
Okpara, 2022). Public sector organizations, such as
those in Nigeria, have distinct characteristics, such as
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bureaucratic structures and limited resources, which
may affect the design and implementation of EX
initiatives. There is a need to explore how EX can be
designed and implemented in Nigerian public sector
organizations to enhance employee engagement and
improve organizational performance.

The current literature on EX also lacks a clear
understanding of the specific factors that influence
EX in Nigerian public sector organizations. While
studies have identified various factors that influence
EX, such as leadership, communication, and work-
life balance, there is a need to explore how these
factors interact and impact EX in the Nigerian
context (Nwankwo & Okonkwo, 2023). This study
aims to address these gaps in the literature by
exploring the design and implementation of EX in
Nigerian public sector organizations and identifying
the factors that influence EX and employee
engagement.

Methodology

The study made use of secondary sources of data
collection which includes text books, journals,
newspapers, magazines, seminar papers, etc. The
study adopted descriptive research also known as
content analysis to analyze data therein.

Discussion

Hypothesis 1: There is a significant positive
relationship between Employee Experience (EX) and
employee engagement in Nigerian Public Sector
Organizations Employee Experience (EX) is a critical
factor that influences employee engagement in
organizations (Jain & Shrivastava, 2023). EX
encompasses the entire employee journey, from
recruitment to retirement, and includes all aspects of
the work experience (Khan, 2022). In Nigerian Public
Sector Organizations, EX is likely to play a
significant role in shaping employee engagement, as
employees are more likely to be engaged when they
have a positive experience (Adebayo, 2023).
Research has shown that EX has a positive impact on
employee engagement, as it enhances employee
motivation, job satisfaction, and commitment (Eze &
Okpara, 2022). EX also fosters a sense of belonging
and identity among employees, which is critical for
employee engagement (Nwankwo & Okonkwo,
2023). In Nigerian Public Sector Organizations, EX
is likely to be a key driver of employee engagement,
as employees are more likely to be engaged when
they feel valued and supported (Kaur & Singh, 2023).
The relationship between EX and employee

engagement is likely to be influenced by various
factors, including leadership, communication, and
work-life balance (Rahman & Nasir, 2022). Leaders
play a critical role in shaping EX and employee
engagement, as they set the tone for the
organization's culture and values (Saeed & Ali,
2023). Effective communication is also essential for
EX and employee engagement, as it fosters
transparency, trust, and collaboration (Al-Ali & Al-
Hussaini, 2022). Work-life balance is another critical
factor that influences EX and employee engagement,
as employees are more likely to be engaged when
they have a balance between work and personal life
(Jain & Shrivastava, 2023). Nigerian Public Sector
Organizations can promote work-life balance by
providing flexible work arrangements, employee
wellness programs, and family-friendly policies (Eze
& Okpara, 2022). EX is a critical component of
organizational success, as it influences employee
engagement, productivity, and job satisfaction (Khan,
2022). Nigerian Public Sector Organizations that
prioritize EX are likely to have higher levels of
employee engagement, job satisfaction, and
productivity (Adebayo, 2023). EX is also likely to
have a positive impact on organizational outcomes,
such as improved customer satisfaction, reduced
turnover, and enhanced reputation (Nwankwo &
Okonkwo, 2023). The relationship between EX and
employee engagement is complex and influenced by
various factors (Rahman & Nasir, 2022). Nigerian
Public Sector Organizations need to understand the
specific factors that influence EX and employee
engagement in their context (Kaur & Singh, 2023).
This requires a holistic approach to EX, including
leadership commitment, employee involvement, and
continuous measurement and evaluation (Saeed &
Ali, 2023). EX is a critical factor that influences
employee engagement in Nigerian Public Sector
Organizations (Jain & Shrivastava, 2023). EX
encompasses the entire employee journey and
includes all aspects of the work experience (Khan,
2022). Nigerian Public Sector Organizations that
prioritize EX are likely to have higher levels of
employee engagement, job satisfaction, and
productivity (Adebayo, 2023). Research has shown
that EX has a positive impact on employee
engagement, as it enhances employee motivation, job
satisfaction, and commitment (Eze & Okpara, 2022).
EX also fosters a sense of belonging and identity
among employees, which is critical for employee
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engagement (Nwankwo & Okonkwo, 2023). In
Nigerian Public Sector Organizations, EX is likely to
be a key driver of employee engagement, as
employees are more likely to be engaged when they
feel valued and supported (Kaur & Singh, 2023). The
relationship between EX and employee engagement
is likely to be influenced by various factors, including
leadership, communication, and work-life balance
(Rahman & Nasir, 2022). Leaders play a critical role
in shaping EX and employee engagement, as they set
the tone for the organization's culture and values
(Saeed & Ali, 2023). Effective communication is also
essential for EX and employee engagement, as it
fosters transparency, trust, and collaboration (Al-Ali
& Al-Hussaini, 2022). Nigerian Public Sector
Organizations can promote EX and employee
engagement by providing opportunities for growth
and development, recognizing and rewarding
employees, and fostering a positive work
environment (Eze & Okpara, 2022). EX is a critical
component of organizational success, as it influences
employee engagement, productivity, and job
satisfaction (Khan, 2022). EX is a complex and
multifaceted concept that requires a holistic approach
(Jain & Shrivastava, 2023). Nigerian Public Sector
Organizations need to understand the specific factors
that influence EX and employee engagement in their
context (Kaur & Singh, 2023). This requires
continuous measurement and evaluation of EX and
work-life balance initiatives (Rahman & Nasir,
2022). This analysis support the first hypothesis
which states that there is a significant positive
relationship between Employee Experience (EX) and
employee engagement in Nigerian Public Sector
Organizations

Hypothesis 2: H2: Several factors influence
employee engagement in Nigerian Public Sector
Organizations

Work-life balance is a critical factor that influences
employee engagement in Nigerian Public Sector
Organizations (Jain & Shrivastava, 2023). Employees
who achieve a balance between work and personal
life are more likely to be engaged, motivated, and
productive (Kaur & Singh, 2023). Nigerian Public
Sector Organizations can promote work-life balance
by providing flexible work arrangements, employee
wellness programs, and family-friendly policies (Eze
& Okpara, 2022). Job security is another critical
factor that influences employee engagement in
Nigerian Public Sector Organizations (Khan, 2022).

Employees who feel secure in their jobs are more
likely to be engaged, motivated, and committed to
organizational goals (Al-Ali & Al-Hussaini, 2022).
Nigerian Public Sector Organizations can promote
job security by providing opportunities for growth
and development, recognizing and rewarding
employees, and fostering a positive work
environment (Nwankwo & Okonkwo, 2023).
Opportunities for growth and development are
essential for driving employee engagement in
Nigerian Public Sector Organizations (Adebayo,
2023). Employees who feel that they are learning,
growing, and developing are more likely to be
engaged, motivated, and committed to organizational
goals (Eze & Okpara, 2022). Nigerian Public Sector
Organizations can promote opportunities for growth
and development by providing training, development,
and career progression opportunities (Kaur & Singh,
2023). Leadership plays a critical role in driving
employee engagement in Nigerian Public Sector
Organizations (Rahman & Nasir, 2022). Effective
leaders create a positive work environment, provide
opportunities for growth and development, and
recognize employee contributions (Saeed & Ali,
2023). Nigerian Public Sector Organizations can
promote leadership development by providing
training, coaching, and mentoring opportunities (Al-
Ali & Al-Hussaini, 2022). Communication is another
critical factor that influences employee engagement
in Nigerian Public Sector Organizations (Jain &
Shrivastava, 2023). Employees who are well-
informed and engaged are more likely to be
motivated,  productive, and committed to
organizational goals (Kaur & Singh, 2023). Nigerian
Public ~ Sector  Organizations can  promote
communication by providing regular feedback,
recognizing employee contributions, and fostering a
positive work environment (Eze & Okpara, 2022).
Organizational culture is a critical factor that
influences employee engagement in Nigerian Public
Sector Organizations (Nwankwo & Okonkwo, 2023).
A positive organizational culture that values
employee well-being, recognizes contributions, and
promotes transparency and accountability can drive
employee engagement (Rahman & Nasir, Nigerian
Public Sector Organizations can promote a positive
work environment by providing a safe, healthy, and
inclusive workplace (Adebayo, 2023). A positive
work environment can drive employee engagement,
motivation, and productivity (Eze & Okpara, 2022).
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Nigerian Public Sector Organizations can also
promote employee well-being by providing access to
health and wellness programs, employee assistance
programs, and flexible work arrangements (Kaur &
Singh, 2023). Employee recognition and rewards are
also critical factors that influence employee
engagement in Nigerian Public Sector Organizations
(Nwankwo & Okonkwo, 2023). Employees who feel
recognized and rewarded are more likely to be
engaged, motivated, and committed to organizational
goals (Rahman & Nasir, 2022). Nigerian Public
Sector Organizations can promote employee
recognition and rewards by providing opportunities
for recognition, rewards, and incentives (Saeed &
Ali, 2023). Nigerian Public Sector Organizations can
also promote employee engagement by providing
opportunities for employee involvement and
participation  (Al-Ali &  Al-Hussaini, 2022).
Employees who are involved and participate in
decision-making are more likely to be engaged,
motivated, and committed to organizational goals
(Jain & Shrivastava, 2023). Nigerian Public Sector
Organizations can promote employee involvement
and participation by providing opportunities for
feedback, suggestions, and employee engagement
initiatives (Kaur & Singh, 2023). From the above
discussion, we accept the second hypothesis which
states that several factors influence employee
engagement in Nigerian Public Sector Organizations.
Hypothesis 3: H3: Nigerian Public Sector
Organizations with a positive Employee
Experience (EX) tend to have higher levels of
employee engagement and job satisfaction
Nigerian Public Sector Organizations with a positive
EX tend to have higher levels of employee
engagement and job satisfaction (Jain & Shrivastava,
2023). EX is a critical factor that influences
employee engagement and job satisfaction (Khan,
2022). Nigerian Public Sector Organizations can
promote EX by providing a positive work
environment, recognizing and rewarding employees,
and providing opportunities for growth and
development (Adebayo, 2023). EX is a key driver of
employee engagement and job satisfaction in
Nigerian Public Sector Organizations (Eze & Okpara,
2022). Employees who have a positive EX are more
likely to be engaged, motivated, and satisfied with
their jobs (Nwankwo & Okonkwo, 2023). Nigerian
Public Sector Organizations can promote EX by
providing opportunities for employee involvement

and participation, recognizing and rewarding
employees, and fostering a positive work
environment (Kaur & Singh, 2023). The relationship
between EX and employee engagement and job
satisfaction is complex and influenced by various
factors (Rahman & Nasir, 2022). Nigerian Public
Sector Organizations need to understand the specific
factors that influence EX and employee engagement
and job satisfaction in their context (Saeed & Ali,
2023). This requires continuous measurement and
evaluation of EX and employee engagement and job
satisfaction initiatives (Al-Ali & Al-Hussaini, 2022).
Nigerian Public Sector Organizations can promote
EX and employee engagement and job satisfaction by
providing opportunities for growth and development,
recognizing and rewarding employees, and fostering
a positive work environment (Jain & Shrivastava,
2023). EX is a critical component of organizational
success, and Nigerian Public Sector Organizations
that prioritize EX are likely to have higher levels of
employee engagement and job satisfaction (Khan,
2022). The analysis above support the third
hypothesis which states that Nigerian Public Sector
Organizations with a positive Employee Experience
(EX) tend to have higher levels of employee
engagement and job satisfaction.

Findings:

1. Employee Experience (EX) has a significant
positive relationship with employee engagement in
Nigerian Public Sector Organizations.

2. The factors influencing employee engagement in
Nigerian Public Sector Organizations include work-
life balance, job security, and opportunities for
growth and development.

3. Nigerian Public Sector Organizations with a
positive EX tend to have higher levels of employee
engagement and job satisfaction.

4. Leadership plays a critical role in shaping EX and
employee engagement in Nigerian Public Sector
Organizations.

5. Communication, recognition, and rewards are
essential for driving EX and employee engagement in
Nigerian Public Sector Organizations.

6. Nigerian Public Sector Organizations need to
prioritize EX to enhance employee engagement, job
satisfaction, and  organizational  performance.

Recommendations:

1.Nigerian Public Sector Organizations should
prioritize EX by providing a positive work
environment, recognizing and rewarding employees,
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and providing opportunities for growth and
development.

2. Leaders in Nigerian Public Sector Organizations
should play a critical role in shaping EX and
employee engagement by promoting a positive work
culture, recognizing employee contributions, and
providing opportunities for growth and development.
3. Nigerian Public Sector Organizations should
provide opportunities for employee involvement and
participation in decision-making to enhance EX and
employee engagement.

4. Nigerian Public Sector Organizations should
prioritize work-life balance, job security, and
opportunities for growth and development to enhance
EX and employee engagement.

5. Nigerian Public Sector Organizations should invest
in employee development programs, such as training,
coaching, and mentoring, to enhance EX and
employee engagement.

6. Nigerian Public Sector Organizations should
continuously measure and evaluate EX and employee
engagement initiatives to identify areas for
improvement and enhance organizational
performance.

Conclusion

Designing Employee Experience (EX) is a crucial
strategy for enhancing engagement in Nigerian Public
Sector Organizations. The findings of this study
reveal that EX has a significant positive relationship
with employee engagement, and that factors such as
work-life balance, job security, and opportunities for
growth and development are essential for driving EX
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