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challenge of increasing work engagement that countries 
worldwide confront.

Work engagement is a positive, satisfying state of mind 
distinguished by enthusiasm and commitment to task com-
pletion (Bakker, 2022). Scholars propose that work engage-
ment can be distributed widely and generate substantial 
implications across organisations (Bakker et al., 2023). Ad-
ditionally, practitioners believe engaged employees are self-
motivated and dedicated to their job (Beltrán-Martín et al., 
2023; Karatepe & Kim, 2023). Work engagement is essential 
to business management success due to the involvement of 
employees and multi-stakeholders (Karatepe & Kim, 2023).

With the increasing interest in understanding work 
engagement, the business management domain has pro-
duced the highest volume of publications on this topic, 
indicating that scholars recognise its critical role in en-
hancing employee performance, organisational success, 
and overall job satisfaction. Thus, numerous scholars have 
reviewed work engagement to explore its developmen-
tal trends. Although there are many review articles in this 
field, most of them adopt either qualitative or quantitative 
methods individually, with few integrating both qualitative 
and quantitative approaches. 

1. Introduction 

Over the past three decades, work engagement has 
emerged as a significant concept in business management, 
garnering substantial interest from researchers and organ-
isations (Afrahi et al., 2022). Work engagement bridges the 
gap between employees and organisations, directly im-
pacting employee performance and ultimately contribut-
ing to organisational success. Consequently, thriving or-
ganisations enhance employee productivity, creativity, and 
well-being, which is crucial for promoting social sustain-
ability (Beltrán-Martín et al., 2023). Therefore, the interde-
pendent relationship between work engagement and or-
ganisations yields mutual benefits for employees and the 
organisations and contributes to society’s development 
(Beltrán-Martín et al., 2023). 

The world is experiencing widespread redundancies 
and instability after the COVID-19 pandemic (Andrulli & 
Gerards, 2023). Organisations invest $720 million annually 
in assessing work engagement to tackle these challeng-
es (Klemp, 2022). Gallup (2025) reports that the average 
global work engagement is 23%. However, this figure is 
70% for the best companies worldwide, highlighting the 
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The paper aims to reveal the structural knowledge 
and emerging trends of work engagement literature. 
It makes several novel contributions to the work en-
gagement literature. First, by integrating qualitative and 
quantitative methodologies, we provide a more compre-
hensive methodological framework than previous sin-
gle-method studies. Second, it examines the temporal 
evolution of work engagement, shedding light on trends 
that have remained underexplored. Third, it describes 
its findings within the post-COVID-19 context, exploring 
the interplay between work engagement, work-life bal-
ance, and the evolving workplace environment, making 
it particularly relevant to current organisational chal-
lenges. 

To achieve the research objectives, we aim to address 
the following questions:

1. What are the publication trends in work engage-
ment in business management?

2. What is the scientific collaboration pattern of work 
engagement in business management?

3. What are the current themes of work engagement 
in business management?

4. What are the future directions of work engagement 
in business management?

2. Literature review 

2.1. Work engagement 
Kahn (1990) first introduced the concept of work engage-
ment by proposing that engaged employees are physi-
cally, cognitively, and emotionally engaged in their jobs. 
With research development, two distinct perspectives on 
work engagement have emerged. Kumar and Weil (1998) 
proposed a continuum in which burnout and engage-
ment represent contrasting ends, whereas (Bakker et al., 
2004) consider work engagement as a distinct concept, 
the opposite of burnout. Over time, numerous scholars 
have embraced Bakker et al.’s (2004) definition of “work 
engagement” as a positive and satisfying state of mind 
encompassing qualities such as vigour, dedication, and 
absorption.

Work engagement enhances organisational perfor-
mance and success in business management (Beltrán-Mar-
tín et al., 2023). It indicates a positive connection among 
employees, their responsibilities, colleagues, and organisa-
tional goals (Beltrán-Martín et al., 2023). Scholars explore 
factors such as corporate culture, commitment, leadership, 
and incentives that foster work engagement at the organ-
isational level (Kanjanakan et al., 2023). Researchers also 
examine individual-level factors influencing work engage-
ment, such as job crafting, self-efficacy, and psychological 
capital, to enhance job satisfaction, well-being, and inno-
vation (Karatepe & Kim, 2023; Ok & Lim, 2022). Therefore, 
investigating work engagement is beneficial for both or-
ganisations and employees. 

2.2. Theoretical frameworks of work 
engagement
Currently, the research on work engagement mainly em-
ploys four models, with the Job Demands-Resources (JD-R) 
model being the most prevalent for investigating work en-
gagement (Bakker et al., 2023). Based on this model, stress 
occurs when the demands placed on individuals are imbal-
anced with the available resources to cope (Bakker, 2022). 
Two main job characteristics affect work engagement: job 
demands and resources (Farley et al., 2023). Job demands 
lead to physiological and psychological costs, while job 
resources help alleviate these costs (Demerouti & Bakker, 
2022). Consequently, job demands diminish work engage-
ment due to physical and mental fatigue, while job re-
sources increase work engagement by reducing the cost 
of job demand (Bakker, 2022; Zahari & Kaliannan, 2022).

Social exchange theory (SET) (Homans, 1958), Conser-
vation of resources theory (COR) (Hobfoll, 1989), and the 
Social Psychological Model (SPM) (Bakker, 2022) are also 
significant theories in this field. SET posits that employees 
and organisations are fundamentally engaged in a social 
exchange relationship. Employees become engaged when 
they feel invested in the organisation (Karatepe et al., 
2022; Qi et al., 2023). COR posits that social and organ-
isational resources shape employees’ personal resources 
(Reiche et al., 2023). Employees with sufficient resources 
actively engage in their work, while those with insufficient 
resources protect their resources and disengage (Reiche 
et al., 2023). SPM indicates that work engagement spreads 
within the organisation, improving coordination among 
team members (Bakker, 2022). Social proactive behaviours 
can sustain work engagement (Bakker, 2022). These theo-
ries demonstrate that organisational and social-psycholog-
ical factors significantly influence work engagement.

2.3. Application of work engagement
According to the JD-R model, job resources positively 
predict work engagement, whereas job demands nega-
tively predict it (Knight et al., 2019). Job resources (e.g., 
resilience, autonomy, self-efficacy) are more robust indi-
cators of work engagement than job demands (Bakker 
et al., 2023). Bakker et al. (2023) summarised two types 
of work engagement outcomes: job-related outcomes 
(e.g., job performance, job satisfaction, turnover intention) 
and motivating outcomes (e.g., innovative behaviour and 
creativity) (Jasinski & Derbis, 2023; Karatepe & Kim, 2023; 
Kwon & Kim, 2020).

Scholars investigate the mediating role of work en-
gagement in the relationship between job resources (e.g., 
employee attitude, feedback) and job outcomes (e.g., turn-
over intention, job satisfaction, and performance) (Jasin-
ski & Derbis, 2023; Jawad et al., 2023; Wang et al., 2023). 
Furthermore, several scholars explore the moderating ef-
fect of work engagement. Imam and Kim (2023) stated 
that work engagement moderates the positive association 
between leadership and positive behaviours. Most articles 



164 Z. Zhang et al. Bibliometric and visualized analysis of work engagement in business management

employed work engagement as a mediating variable, while 
only a few used it as a moderating variable.

2.4. The previous reviews of work 
engagement
Work engagement and organisational success have at-
tracted scholars to conduct systematic literature reviews 
and summarise trends: (1) Work engagement changes over 
time and with individual circumstances (Bakker, 2022). (2) 
Leadership affects work engagement (Wang et al., 2023; 
Zahari & Kaliannan, 2022). (3) Organisational and individ-
ual factors can influence work engagement (Ampofo & Ka-
ratepe, 2022; Bakker, 2022; Zahari & Kaliannan, 2022). (4) 
Research on work engagement interventions is burgeon-
ing (Bakker, 2022; Yan & Donaldson, 2023). (5) Predicting 
work engagement through big data is a future trend (Bak-
ker, 2022; Wang & Li, 2023).

Extensive research on work engagement has led schol-
ars to use bibliometric analysis to summarise trends, yet 
the results of the studies are inconsistent. Han et al. (2022) 
and Kişi (2023) found that the U.S. is a prominent country 
in this field, while Altaf and Masrek (2021) suggest that the 
Netherlands leads it. According to Altaf and Masrek (2021), 
Arnold B. Bakker dominates the field, while Brad Shuck is 
identified as the most influential author (Kişi, 2023), but Han 
et al. (2022) indicate that Karatepe leads the field. Among 
the research trends identified by Altaf and Masrek (2021) 
and Han et al. (2022) are work engagement, job outcomes, 
and burnout, while Kişi (2023) suggests that leadership and 
digital technologies are the future directions. Differences in 
databases, disciplines, and scopes lead to varied conclu-
sions. Comprehensive bibliometric studies on work engage-
ment in business management remain limited. To fill this 
gap, we conducted a bibliometric analysis in this field.

2.5. Novelty of the study
The concept of work engagement has garnered consid-
erable attention over the past two decades, but several 
gaps remain to be filled. First, a majority of existing stud-
ies adopt either a quantitative (Altaf & Masrek, 2021; Han 
et al., 2022; Kişi, 2023) or qualitative (Bakker, 2022; Bakker 
& Albrecht, 2018) approach, with few adopting an integrat-
ed approach. Second, most scholars focus on single topics 
related to work engagement, such as task performance, 
human resource development, and hospitality industry 
(Christian et al., 2011; Han et al., 2022; Shuck & Wollard, 
2010), with few studies conducting comprehensive reviews 
in the field of business management. Third, research often 
neglects temporal dimensions, offering only static insights 
into work engagement trends. Fourth, despite the global 
interest in work engagement, no research has yet identi-
fied the barriers to cooperation between developed and 
developing countries in this area. Similarly, the regional 
evolution of work engagement research, shifting from Eu-
rope to other parts of the world, lacks systematic analysis. 
This study addresses these gaps by combining methodolo-
gies, tracing temporal and regional trends, and identifying 

emerging contributors. It also examines work engagement 
in the post-COVID-19 era, focusing on its relevance to 
work-life balance and new workplace dynamics.

3. Method

Figure 1 illustrates the procedural stages:
 ■ Database identification Scopus was selected for bib-
liometric analysis and identified the search string.

 ■ Data selection and collection: Following the PRISMA 
diagram (see Figure 2) (Zakaria et al., 2021), we con-
ducted searches, screened, and collected bibliomet-
ric data. The final analysis yielded a total of 563 pub-
lications. The refined value form and the bibliometric 
data form were retrieved from the Scopus database.

 ■ Performance analysis: Analysed the total number of 
publications and citations in bibliometric data (year, 
journal, country, institution, author, article) using Ex-
cel, Bibliometrix (Guo et al., 2023), and Publish or 
Perish (Harzing, 2007).

 ■ Scientific mapping and content analysis: To achieve vis-
ualisation of the scientific domains, co-citation analysis, 
co-authorship analysis, keyword co-occurrence analy-
sis, and overlap keyword co-occurrence analysis using 
VOSviewer (Van Eck & Waltman, 2010). To supplement 
the findings, we employed content analysis to investi-
gate the present themes and future trajectories.

Figure 1. The steps of bibliometric analysis

3.1. Data identification
Since the Scopus database offers a more extensive au-
thor and institution metrics database than Web of Science 
(Leder et al., 2023), it was chosen as the bibliometric da-
tabase for this review. The final number of publications for 
analysis was determined following the PRISMA diagram 
(see Figure 2) (Zakaria et al., 2021):

 ■ Search field and string: TITLE-ABS-KEY ((work AND 
engagement) OR (job AND engagement) OR (em-
ployee AND engagement)).

 ■ Time frame: 2005–2023 (Scopus automatically gener-
ates periods based on search terms and disciplines).

 ■ Language: English (We exclusively analysed English 
literature due to its extensive presence and ease of 
text analysis).
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 ■ Subject area: Business Management (Focus of this 
study). 

 ■ Document type: Journal article (Due to our analytical 
limitations, we selected the primary literature type: 
journal articles).

According to the above steps, 2293 articles were iden-
tified. 

Keyword restrictions added for precise work engage-
ment targeting:

 ■ LIMIT-TO ((EXACT KEYWORD, “work engagement”) 
OR (EXACT KEYWORD, “employee engagement”)).

 ■ After screening, 1730 articles were excluded, leaving 
563 for data extraction and bibliometric analysis.

3.2. Data analysis
Bibliometric analysis informed the framework for work en-
gagement research (Ali et al., 2023). A total of 563 publica-
tions from the Scopus database were selected for analysis. 
We employed a performance analysis to evaluate the pub-
lication trends (research elements) and utilised scientific 
mapping to examine the collaboration among these re-
search elements.

Performance analysis: extracted data sets from the 
refined value form and organised them into Excel tables. 
During the performance analysis, publications and citations 

are used to evaluate the publication trends related to re-
search elements such as years, journals, countries, institu-
tions, authors, and articles. The bibliometric data form was 
imported into Biblimetrix (Guo et al., 2023) to generate 
a graph of the author’s productivity over time. Citation 
information was generated by importing the bibliometric 
data form into Publish or Perish (Harzing, 2007).

Scientific mapping: To analyse the scientific collabora-
tion and intellectual structure, the bibliometric data form 
was imported into VOSviewer (Van Eck & Waltman, 2010) 
to conduct co-citation analysis, co-authorship analysis, and 
keyword co-occurrence analysis.

Co-citation analysis analyses publication citation pat-
terns, the more frequently two publications are cited to-
gether, the stronger their co-citation relationship (Lee 
et al., 2023). Author co-citation analysis (ACA) measures 
the knowledge structure of a topic area by analysing co-
citation patterns among authors (Lee et al., 2023). It identi-
fies the most influential authors by analysing the frequen-
cy of co-citations. Due to technical limitations, this review 
employed first-author ACAs.

Co-authorship analysis reveals the scientific coopera-
tion between scholars and countries (Mitrović et al., 2023). 
This review employed co-authorship analysis to explore 
the scientific collaboration of countries on work engage-
ment in business management.

Figure 2. PRISMA diagram (source: Zakaria et al., 2021)
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Keyword co-occurrence analysis entails identifying the 
patterns of keywords co-occurring in a corpus (Ali et al., 
2023). This review utilised all keywords for keyword co-
occurrence analysis to evaluate the current themes. Addi-
tionally, we employed overlay key co-occurrence to assess 
the dynamic evolution of this field.

Content analysis: To enhance the elaboration of the 
findings, we combined keyword co-occurrence analysis 
and text analysis, enabling a more comprehensive discus-
sion of the content.

4. Results

4.1. Performance analysis
To answer the first research questions, this section ap-
plies Excel and Bibliometrix to conduct the performance 
analysis. Figure 3 presents the trend in work engagement 
publications in business management, divided into three 
phases: Phase 1 (2005–2012) comprised 23 articles; Phase 
2 (2013–2016) encompassed 77 articles with a notable rise 
in relevant publications; Phase 3 (2017–2023) with a sub-
stantial surge in articles amounted to 463. 2020 was the 
most productive year, with 87 publications. Consequently, 
work engagement exhibits a significant growth trend with-
in business management.

Table 1 represents the top 5 journals on work engage-
ment in business management. International Journal of 
Human Resource Management has the most publications 
(TP:23), followed by the SA Journal of Human Resource 
Management (22), the European Journal of Work and Or-
ganisational Psychology (19), the Journal of Vocational Be-
haviour (18), and the Problems and Perspectives in Man-
agement (14). 

Over 80 countries have contributed to work engage-
ment research in business management. Table 2 high-
lights the ten most productive countries. The Netherlands 
topped the list with 93 publications, followed by the Unit-
ed Kingdom (TP: 86), the United States (50), India (48), and 

Indonesia (43); several other high-yielding countries had 
more than 25 publications. Additionally, the Netherlands 
has the most citations (TC: 7,299), followed by the United 
Kingdom (3,423), Australia (1,092), and the United States 
(1,059). Thus, the Netherlands emerges as the most influ-
ential country in this domain.

Table 1. Top 5 productive journals 

Journals
Total num-

ber of publi-
cations (TP)

International Journal of Human Resource 
Management 23

SA Journal of Human Resource Management 22
European Journal of Work and Organisational 
Psychology 19

Journal of Vocational Behaviour 18
Problems and Perspectives in Management 14

Table 2. Top 10 productive countries 

Country Total number of 
publications (TP)

Total number of 
citations (TC)

Netherlands 93 7299
United Kingdom 86 3423
United States 50 1059
India 48 787
Indonesia 43 183
South Africa 39 405
Australia 38 1092
Malaysia 35 290
China 31 942
Finland 26 730

Table 3 lists the top 10 prolific institutions on work 
engagement in business management. Utrecht Univer-
sity leads the list (TP:33), followed by Erasmus University 
Rotterdam (29). Other noteworthy institutions include KU 

Figure 3. Publication years
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Leuven (20), Eindhoven University of Technology (15), Uni-
versity of Johannesburg (12), and University of Jyväskylä 
(10). The remaining four universities on the list have also 
made substantial contributions, with more than eight pub-
lications in this field. 

Table 3. Top 10 productive institutions 

Affiliations
Total number 

of publications 
(TP)

Utrecht University 33
Erasmus University Rotterdam 29
KU Leuven 20
Eindhoven University of Technology 15
University of Johannesburg 12
University of Jyväskylä 10
Open University of the Netherlands 9
Lingnan University (Hong Kong) 8
North-West University 8
Griffith University 8

Table 4 illustrates the top 5 most productive authors 
in work engagement in business management. Wilmar 
Schaufeli (TP: 27) and Arnold B. Bakker (TP: 22) are the 
most prolific authors in this domain. Wilmar Schaufeli 
holds the highest TC score (3,690), followed by Arnold B. 
Bakker (2,890), Evangelia Demerouti (2,487), Kerstin Alfes 
(809), and Taru Feldt (343). Consequently, Wilmar Schaufe-
li and Arnold B. Bakker, both from the Netherlands, are 
prominent figures in this field.

Table 4. Top 5 productive authors 

Author Name Number of 
publications (TP)

Total cites 
(TC) Country

Wilmar 
Schaufeli 27 3690 Netherlands

Arnold B. 
Bakker 22 2890 Netherlands

Evangelia 
Demerouti 14 2487 Netherlands

Kerstin Alfes 7 343 Finland
Taru Feldt 6 809 Germany

Figure 4 reveals the authors’ productivity over time. 
The dark ring shows the number of publications, while 
the light ring indicates the total annual citations. Based 
on publication years and citation records, Arnold B. Bakker, 
Wilmar Schaufeli, and Evangelia Demerouti are the lead-
ing figures in work engagement research. Notably, Kerstin 
Alfes and Taru Feldt have also become increasingly influ-
ential contributors to the field.

Table 5 lists the top 10 publications on work engage-
ment in business management. The article by Xanthopou-
lou et al. (2009) has the most citations (1,019), examin-
ing the relationship between job resources and work 
engagement. Other highly cited articles include those by 

Figure 4. Authors’ production over time 

Table 5. Top 10 cited articles 

Authors Title Cites

Xanthopoulou 
et al. (2009)

Reciprocal relationships between job 
resources, personal resources, and 
work engagement

1019

Petrou et al. 
(2012)

Crafting a job on a daily basis: 
Contextual correlates and the link to 
work engagement

557

Salanova and 
Schaufeli 
(2008)

A cross-national study of work 
engagement as a mediator between 
job resources and proactive behaviour

508

Alfes et al. 
(2013)

The link between perceived human 
resource management practices, 
engagement and employee behaviour: 
A moderated mediation model

429

Tims et al. 
(2011)

Do transformational leaders 
enhance their followers’ daily work 
engagement?

407

Bakker et al. 
(2006)

Crossover of burnout and 
engagement in work teams

363

Bakker et al. 
(2005)

The crossover of burnout and work 
engagement among working couples

278

Knight et al. 
(2017)

Building work engagement: A 
systematic review and meta-analysis 
investigating the effectiveness of work 
engagement interventions

229

Den Hartog 
and Belschak 
(2012)

Work Engagement and 
Machiavellianism in the Ethical 
Leadership Process

219

Shuck et al. 
(2011)

Employee engagement: An 
examination of antecedent and 
outcome variables

218
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Petrou et al. (2012) (557), Salanova and Schaufeli (2008) 
(508), Alfes et al. (2013) (429), and Tims et al. (2011) (407). 
Petrou et al. (2012) explored the link between job engage-
ment and job crafting, while Salanova and Schaufeli (2008) 
examined work engagement as a mediator between job 
resources and proactive behaviour. Alfes et al. (2013) as-
sessed its mediating role between HRM practices and job 
outcomes, and Tims et al. (2011) studied how leadership 
style affects work engagement. Other key studies focused 
on burnout (Bakker et al., 2005, 2006), leadership (Den 
Hartog & Belschak, 2012), interventions (Knight et al., 
2017), and the drivers and outcomes of work engagement 
(Shuck et al., 2011). These highly cited articles investigate 
work engagement’s antecedents, consequences, and me-
diation roles.

4.2. Scientific mapping
The second question is examined using co-citation and 
co-authorship analyses in VOSviewer, the third through 
keyword co-occurrence analysis, and the fourth via overlay 
keyword co-occurrence analysis.

4.2.1. Co-citation analysis 

For network visualisation, items are represented by their 
labels and a vertex. The distance between two items de-
picts their correlation through co-citation linkages. The 
item’s weight determines the size of the vertex. The item’s 
colour is determined by the cluster to which it belongs 
(Van Eck & Waltman, 2010).

Figure 5 represents the most cited authors’ schematic 
of the ACA network. Each vertex represents an author in 
this network visualisation, while the lines between the ver-
tices depict their linkages. A minimum of 100 citations is 
set as the threshold for inclusion, resulting in 55 authors 
meeting this criterion and forming five distinct clusters. 
Arnold B. Bakker exhibits the most robust link strength, 
closely followed by Wilmar Schaufeli, Evangelia Demerouti, 

and Marisa Salanova. Additionally, significant homogeneity 
is observed, particularly among the vertices representing 
Arnold B. Bakker, Evangelia Demerouti, Despoina Xantho-
poulou, and Sabine Sonnentag. A similar phenomenon is 
observed among Wilmar Schaufeli, Marisa Salanova, and 
Jari J Hakanen. Consequently, Arnold B. Bakker and Wilmar 
Schaufeli emerge as the most dominant authors in this 
domain.

4.2.2. Co-authorship analysis

Figure 6 shows the co-authorship by country. Interna-
tional cooperation on work engagement research spans 
82 countries. Countries with at least five publications and 
three citations were included, and 34 countries met the 
threshold, forming six clusters. The Netherlands, the U.K., 
the U.S., Australia, Malaysia, and Spain lead their respec-
tive clusters. The Netherlands is the most influential coun-
try, closely linked to Belgium, South Africa, the U.S., Aus-
tralia, and the U.K. Malaysia, Saudi Arabia, and Pakistan 
also collaborate. Notably, strong cooperation is mainly 
in developed countries like the Netherlands, the U.K., the 
U.S., and Australia.

Figure 7 represents the overlay visualisation of co-
authorship by country, revealing the field’s pioneers in 
the Netherlands, Belgium, Norway, Ireland, and Finland. 
Since 2018, work engagement research has risen in the 
U.K., Australia, New Zealand, Canada, and the U.S. By 2020, 
Malaysia, Thailand, Pakistan, and Indonesia saw significant 
increases. In 2022, Saudi Arabia, Poland, and Turkey began 
to show interest. Work engagement research originated 
in Europe, spread to North America and Oceania, then to 
Southeast Asia, and finally reached the Middle East.

4.2.3. Keyword co-occurrences analysis 

Figure 8 shows the keyword co-occurrence network. Key-
words appearing at least eight times are included. The top 
36 keywords are grouped into six clusters. Cluster 1 (red) 

Figure 5. Co-citations visualisation network by cited author
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Figure 6. Co-authorship visualisation network by countries 

Figure 7. Overlay co-authorship visualisation network by countries

Figure 8. Keywords co-occurrences visualisation network



170 Z. Zhang et al. Bibliometric and visualized analysis of work engagement in business management

comprises 12 items like “work engagement,” “job satisfac-
tion,” and “job performance,” dominating the co-occur-
rence of work engagement with typical job outcomes. 
Cluster 2 (green) has ten items like “human,” “controlled 
study,” and “human experiment,” examining work en-
gagement interventions through controlled studies and 
human experimentation. Cluster 3 (blue) contains seven 
items, such as “burnout,” “job resources,” “job demands,” 
and “Job Demands-Resources Model,” assessing work en-
gagement and job burnout through the JDR model. Clus-
ter 4 (yellow) contains five items, including “employee 
well-being,” “affective commitment,” and “psychological 
capital,” relating to psychological factors. Cluster 5 (pur-
ple) has one item, “job crafting,” exploring work engage-
ment and job crafting. Cluster 6 (light blue) includes one 
item, “leadership,” linking work engagement to leader-
ship. Consequently, this map identifies six themes: “typi-
cal job outcomes,” “work engagement interventions,” “job 
demands-resources (JD-R),” “psychological factors,” “job 
crafting,” and “leadership.”

Figure 9 shows the overlay keyword co-occurrence 
network by all keywords from 2016 to 2022. Over time, 
work engagement themes exhibit changing frequency 
and strength of association with keywords, indicating the 
field’s rapid evolution into new research areas. In 2016, 
research focused on the JD-R model, burnout, and work 
engagement. By 2018, more researchers explored the 
impact of organisational factors (e.g., perceived support, 
commitment) and individual factors (e.g., self-efficacy, psy-
chological capital) on work engagement, as well as typi-
cal job outcomes like job satisfaction and performance. 
In 2020, research focused on work engagement interven-
tions, including controlled studies and human experi-
ments. In 2022, scholars highlighted the link between work 
engagement and work-life balance during the COVID-19 
pandemic.

5. Discussion

This bibliometric review examines the knowledge structure 
of work engagement literature in business management, 
covering publication trends, scientific collaboration, cur-
rent themes, and future directions. It confirms the exist-
ing knowledge structure of work engagement and reveals 
new insights into its evolution in business management 
literature. This study identifies key research gaps and of-
fers valuable recommendations through bibliometric and 
content analyses. It also examines the post-pandemic work 
environment, uncovering research potential linking work 
engagement, work-life balance, and COVID-19, which of-
fers new insights into how work engagement adapts to 
modern business contexts.

5.1. Publication trends 
This review analyses 563 articles on work engagement in 
business management from 2005 to 2023 (see Figure 3). 
The discussion delves into the significant findings.

Work engagement publications showed slow growth 
from 2005 to 2012, a moderate increase from 2013 to 
2016, and a burst of research since 2017 (see Figure 3). 
A content analysis of 563 article abstracts strongly fo-
cused on burnout, the JD-R model, and work engage-
ment in the early stages (2005–2012). In the second phase 
(2013–2016), work engagement became key in HRM, with 
the JD-R model as the main framework. Scholars increas-
ingly view work engagement as a mediator between job 
resources (e.g., attitudes, personality, psychological em-
powerment) and job outcomes (e.g., satisfaction, perfor-
mance, turnover) (Beltrán-Martín et al., 2023). In the third 
phase (2017–2019), the JD-R model and job outcomes 
remained key focuses of work engagement, but interest 
grew in leadership, psychological capital, and job crafting. 
From 2020 to 2023, this period shows a clear shift toward 

Figure 9. Overlay keywords co-occurrences visualisation network 
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studying engagement in more diverse contexts, particu-
larly influenced by the pandemic’s impact on work en-
gagement, while also maintaining interest in fundamental 
aspects like leadership, work innovation, work-life balance, 
and psychological factors (Canboy et al., 2023; Jawad et al., 
2023; Kwon & Kim, 2020; Ok & Lim, 2022). 

Work engagement’s impact on business management 
is prominent in HRM journals, the most prolific of which 
is the International Journal of Human Resource Manage-
ment (see Table 1). Psychology journals, like the European 
Journal of Work and Organisational Psychology and the 
Journal of Vocational Behavior, have also published articles 
on work engagement, contributing valuable theory at the 
intersection of management and psychology. This differs 
from previous findings (Han et al., 2022; Kişi, 2023) and 
may reflect differences in disciplinary focus.

The Netherlands leads in publications and citations 
(see Table 2), with universities like Utrecht, Erasmus Rot-
terdam, and Eindhoven (see Table 3) at the forefront of 
work engagement research. This is attributed to the in-
fluential authors Wilmar Schaufeli and Arnold B. Bakker 
from Dutch institutions, consistent with Altaf and Masrek’s 
(2021) findings. In addition, Kerstin Alfes and Taru Feldt 
have also become increasingly influential contributors to 
the field. Based on the region of these authors, European 
scholars were the main contributors to the work-engage-
ment study.

The most cited article (see Table 5) is by Xanthopou-
lou et al. (2009), examining the relationship among job 
resources, personal resources, and work engagement. 
Other top-cited articles cover job crafting (Petrou et al., 
2012), work engagement and burnout (Bakker et al., 2005, 
2006), work engagement as a mediator (Alfes et al., 2013; 
Salanova & Schaufeli, 2008), and leadership’s impact on 
engagement (Den Hartog & Belschak, 2012; Tims et al., 
2011). These studies offer key insights for work engage-
ment research and highlight emerging trends.

5.2. Collaboration pattern 
The Netherlands is the most influential country in work 
engagement (see Table 2), aligned with Altaf and Masrek 
(2021). However, Han et al. (2022) and Kişi (2023) identi-
fied the U.S. as the leading country. These inconsistent 
results primarily stem from differing disciplinary focuses. 
The cooperation between the Netherlands, the U.S., the 
U.K., and Australia (see Figure 6) shows that geographic 
proximity doesn’t determine global collaboration net-
works. Strong ties also exist between Malaysia, Pakistan, 
and Saudi Arabia (see Figure 6). The research collaboration 
on work engagement shows the limited partnership be-
tween developed and developing nations, reflecting sys-
temic barriers. More equitable funding, capacity-building, 
and knowledge-sharing could help bridge this gap. 

The geographical spread of work engagement research 
followed a distinct pattern, initially emerging in European 
countries before expanding to North American and Oce-
anian regions, subsequently reaching Southeast Asia, and 

finally extending into Middle Eastern nations (see Figure 
7). Research on work engagement has matured in devel-
oped countries, but remains nascent in developing coun-
tries, highlighting the need for enhanced collaborative ef-
forts between these regions to advance the field.

Schaufeli and Bakker stand as the primary pioneers in 
work engagement research (see Table 4), demonstrating 
sustained contributions to the field (see Figure 4). Their 
work is frequently cited together and strongly intercon-
nected with other researchers’ publications (see Figure 5). 
They are leading experts in the field, with extensive re-
search on burnout, work engagement, and the JD-R model 
in business management.

5.3. Current themes
Utilising a combination of keyword co-occurrence analysis 
and content analysis, six main current themes were identi-
fied (see Figure 8):

Work engagement significantly influences job out-
comes such as satisfaction, performance, and turnover 
intention (Ampofo & Karatepe, 2022). Researchers con-
tinue to validate these effects across various cultures (e.g., 
Indonesia, Nigeria, Jordan, South Africa, India,), industries 
(e.g., Finance, Healthcare, Manufacturing, Education), and 
groups (e.g., teachers, academics, generation Z), highlight-
ing opportunities for further exploration.

Work engagement interventions, aligning with Bak-
ker’s (2022) findings, are strategies to boost engagement. 
Knight et al. (2019) categorised these into four types: per-
sonal resource development (e.g., self-esteem, resilience), 
job resource development (e.g., promotion, organisational 
support), leadership development (e.g., goal manage-
ment, team management), health-focused interventions 
(e.g., stress management training, relaxation training) 
(Obschonka et al., 2023). Controlled studies and human 
subjects enhance the rigour and validity of research on 
these interventions.

The JD-R model is fundamental in work engagement 
research (see Figure 8) with job resources and demands 
being key predictors (Bakker et al., 2023; Kişi, 2023). Work 
engagement is also examined as a mediator between job 
resources and outcomes, reflecting the model’s advanced 
application in this field.

As a positive psychological state, work engagement 
is linked to factors like well-being, affective commitment, 
emotional intelligence, and psychological capital (see Fig-
ure 8). Content analysis reveals the emerging psychologi-
cal variables include psychological reattachment, distress, 
ownership, contract, and detachment (Lee et al., 2022; Ob-
schonka et al., 2023). The increasing connection of social 
psychology with work engagement aligns with Bakker’s 
(2022) findings. While the impact of psychological factors 
has gained attention, this field remains in its early stages, 
requiring further study.

Job crafting enhances work engagement by allow-
ing employees to modify their work environment to their 
strengths, interests, and values (Karatepe & Kim, 2023; Ok 



172 Z. Zhang et al. Bibliometric and visualized analysis of work engagement in business management

& Lim, 2022; Zhao et al., 2023). It boosts engagement by 
increasing job and personal resources, while engagement, 
in turn, fosters job crafting (Ok & Lim, 2022). This synergis-
tic relationship has become a key focus in recent research.

Leadership is crucial in boosting work engagement 
(Jawad et al., 2023), which aligns with the perspective of 
Kişi (2023). The content analysis explored 13 leadership 
styles, with most studies focusing on transformational, 
ethical, authentic, servant, and spiritual leadership. The ef-
fects of various styles, from autocratic to democratic, on 
work engagement are increasingly significant and require 
further research.

5.4. Future directions
Since 2016, work engagement research in business man-
agement has grown rapidly (see Figure 3) with its thematic 
evolution from 2016 to 2022 explored (see Figure 9). The 
JD-R model remains the core framework for studying work 
engagement. Between 2016 and 2018, researchers focused 
on its link to job burnout (Bakker et al., 2023). From 2018 
to 2020, studies shifted to organisational factors like iden-
tification, commitment, and social responsibility (Canboy 
et al., 2023; Jawad et al., 2023). Subsequently, attention 
turned to individual-level factors such as psychological 
capital, emotional intelligence, self-efficacy, job satisfac-
tion, job performance, job crafting, and well-being (Kara-
tepe & Kim, 2023; Ok & Lim, 2022; Zhao et al., 2023). From 
2020 to 2022, the research explored work engagement in 
specific groups and interventions (Knight et al., 2019; Yan 
& Donaldson, 2023). Since 2022, studies have examined 
work-life balance and engagement, particularly during the 
COVID-19 pandemic.

Work engagement research covers diverse themes, 
but overemphasis on trends while ignoring underexplored 
topics may limit comprehensive understanding. By utilising 
a combination of keyword co-occurrence networks (see 
Figure 8), overlay keyword co-occurrence networks (see 
Figure 9), and content analysis, several future directions 
emerge.

Expand the research scope on work engagement across 
countries, industries, and professions. The results reveal 
insufficient research in developing countries and highlight 
the need for stronger cooperation between developed and 
developing nations. Additionally, emerging fields, such as 
the digital industry, should be included in future studies.

Increase research on organisational-level interventions, 
like leadership and organisational support, which signifi-
cantly impact work engagement.  This result is consistent 
with Bakker’s (2022) view. The reason is that organisations 
have a significant impact on work engagement.

Deepen individual-level research on work engagement 
by exploring factors like job crafting, psychological em-
powerment, and emotional intelligence. This is crucial as 
work engagement is complex and dynamic, requiring a 
comprehensive understanding of its influences.

Study the link between work-life balance and work 
engagement, considering both organisational factors 

(support, training, welfare) and individual aspects (job 
crafting, psychological empowerment). Promoting work-
life balance and work engagement benefits organisations 
with increased productivity, reduced turnover intention, 
and improved employee well-being.

5.5. Contributions and implications
This study contributes to the growing body of research 
on work engagement by offering a comprehensive and 
systematic review of its knowledge structure within busi-
ness management. By combining qualitative and quanti-
tative methods, this study provides a novel approach to 
understanding how work engagement has been studied 
and highlights emerging trends that future research can 
further explore.

5.5.1. Theoretical contributions and implications

This study highlights that work engagement research is in a 
phase of rapid growth, underscoring its rising significance 
in organisational studies, which offers several novel contri-
butions to the field of work engagement research: Firstly, it 
introduces new themes, such as psychological factors, job 
crafting, and leadership, which have not been extensively 
explored in the existing literature on work engagement. 
These emerging topics expand the theoretical boundaries 
of the field and provide new directions for future research. 
Additionally, this research is the first to examine the evolu-
tion of work engagement in the post-pandemic era, shed-
ding light on how global shifts. These insights contribute 
to the theoretical understanding of work engagement, of-
fering a more contemporary and dynamic view of how it 
evolves in response to external factors.

Moreover, the study confirms the dominance of the 
JD-R model in work engagement research while also high-
lighting the increasing contribution of new scholars, such 
as Kerstin Alfes and Taru Feldt. Work engagement research 
started in Europe and has spread to Southeast Asia and 
the Middle East, though economic inequalities mean most 
collaboration remains between developed nations. This re-
search advances the field by introducing new dimensions 
and providing a deeper understanding of its evolution in 
a dynamic world.

5.5.2. Practical contributions and implications 

Practically, the findings of this study offer valuable insights 
for organisations aiming to enhance work engagement. 
The identification of psychological factors, job crafting, and 
leadership as critical elements of work engagement pre-
sent new opportunities for developing targeted interven-
tions. For instance, organisations can focus on leadership 
development programs, fostering a culture of job crafting, 
and promoting psychological well-being to boost engage-
ment among employees. Furthermore, the study’s focus 
on the post-pandemic evolution of work engagement un-
derscores the importance of adapting engagement strate-
gies to the new realities of hybrid work, remote work, and 
changing employee needs. Employers can leverage these 
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findings to design more flexible and supportive work en-
vironments that meet the diverse needs of the workforce.

6. Conclusions 

This research presents a comprehensive overview of work 
engagement in business management.  Our first ques-
tion examined the significant publication trend of work 
engagement research in business management based 
on publications and citations. We have identified a rapid 
growth stage of work engagement research in business 
management. Regarding the second question, we inves-
tigated collaborations between influential authors and 
countries using co-citation and co-authorship analysis. We 
have identified the Netherlands’ dominant position and 
Wilmar Schaufeli and Arnold B. Bakker’s contributions in 
this field. Concerning the third question, we summarised 
six current work engagement themes through keyword 
co-occurrence and content analysis. Our last question 
involved a dynamic keyword co-occurrence analysis and 
content analysis that identified four future directions.

This study advances the understanding of work en-
gagement by introducing new themes, such as psycho-
logical factors, job crafting, and leadership, and offering 
a fresh perspective on its evolution in the post-pandemic 
era. It underscores the continued relevance of the JD-R 
model while highlighting the need for broader collabora-
tion and exploration in diverse regional and organisational 
contexts. These findings provide theoretical insights and 
practical guidance, laying a foundation for future research 
and strategies to enhance work engagement in a rapidly 
changing world.

There are some methodological limitations to this study. 
First, the analysis was limited to data from one database, 
Scopus, restricting the number and scope of analysed pub-
lications. Future research could enhance comprehensiveness 
by integrating data from other databases. Second, our ex-
amination focused solely on journal articles, excluding valu-
able sources like conference proceedings and book reviews. 
Future studies should encompass diverse document types. 
Third, the review is limited to business management. How-
ever, future research on work engagement can explore vari-
ous subject areas. Nevertheless, this review informs scholars 
and practitioners interested in this topic, and its limitations 
may be overcome through further research.
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