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ABSTRACT

Background: Public administration has undergone numerous transformations over the past
decades. Work engagement has emerged as a central phenomenon to understand the
outcomes of public servants and mechanisms for better delivery of public services to citizens.
Purpose: The present research tested the impact of identification with the organizational
purpose on the work engagement of Federal Senate employees in Brazil.

Method: A sample of 282 participants responded to the questionnaire composed of closed-
ended items. Confirmatory factor analysis and structural equation modeling were conducted.
Results: It was found that identification with the organizational purpose strongly and
positively influenced employee engagement. Organizational purpose proved to be an
important antecedent, constituting, therefore, a central phenomenon for understanding and
discussing work engagement in the public sector.

Conclusions: The present study advances by stimulating the debate on the topic in the
Brazilian public service, filling theoretical and empirical gaps in the field, and opening up
possibilities for future investigations.

Keywords: corporate purpose; job demands—resources; public servants’ engagement;
public service motivation; Federal Senate.

RESUMO

Contextualizagdo: A administracdo publica tem passado por inimeras transformagfes ao
longo das Ultimas décadas. O engajamento no trabalho se consolida como fenémeno central
para compreender resultados dos servidores e mecanismos para melhor prestagdo de
servicos publicos aos cidad&os.

Objetivo: Esta pesquisa testou o impacto da identificagdo com o propdsito organizacional
no engajamento no trabalho de servidores do Senado Federal do Brasil.

Método: Uma amostra de 282 participantes respondeu ao questionario composto por
medidas de itens fechados. Analise fatorial confirmatéria e modelagem por equacdes
estruturais foram conduzidas.

Resultados: Verificou-se que a identificagdo com o propdsito organizacional exerceu uma
influéncia positiva e forte no engajamento dos servidores. O propdsito organizacional se
revelou como um importante antecedente, constituindo-se, portanto, como um fenémeno
central para a compreensao e discussao do engajamento no trabalho no setor publico.
Conclus@es: Este estudo avanca ao estimular o debate sobre o tema no servigo publico
brasileiro, contribuindo para preencher lacunas tedrico-empiricas existentes no campo e
lancando possibilidades de investigacdes futuras.

Palavras-chave: propésito corporativo; demandas-recursos de trabalho; engajamento de
servidores publicos; motivacéo para o servigo publico; Senado Federal.

RESUMEN

Contextualizacion: La administracion publica ha experimentado numerosas
transformaciones a lo largo de las Ultimas décadas. El compromiso en el trabajo se consolida
como un fendmeno central para comprender los resultados de los servidores y los
mecanismos para mejorar la prestacion de servicios publicos a los ciudadanos.

Objetivo: La presente investigacion evalud el impacto de la identificacion con el propdsito
organizacional en el compromiso laboral de los servidores del Senado Federal de Brasil.
Método: Una muestra de 282 participantes respondié al cuestionario compuesto por
medidas de items cerrados. Se llevaron a cabo andlisis factorial confirmatorio y modelado
de ecuaciones estructurales.

Resultados: Se comprobé que la identificacion con el propdsito organizacional ejercié una
influencia positiva y fuerte en el compromiso de los servidores. El prop6sito organizacional
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resultdé ser un antecedente importante, constituyendo, por tanto, un fenémeno central para
comprender y discutir el engagement en el trabajo en el sector publico.

Conclusiones: El presente estudio avanza al estimular el debate sobre el tema en el
servicio publico brasilefio, contribuyendo con lagunas teérico-empiricas existentes en el
campo y abriendo posibilidades para investigaciones futuras.

Palabras clave: proposito corporativo; demandas-recursos de trabajo; compromiso de los
servidores publicos; motivacion para el servicio publico; Senado Federal.
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1 INTRODUCTION

In countries across different continents, there are
strong social pressures and legal requirements to improve
the quality of public goods and services. Public
administration has undergone numerous transformations
over the last few decades and adopted new management
perspectives emphasizing results, governance, and
sustainability (Bergue, 2010; Secchi, 2009). The history of
transformations and the current emphasis on effectiveness
and excellence show that the quality of public service
depends, among other factors, on the ability of governments
to attract, hire, and maintain competent professionals who
are motivated by their activities (Christensen, Paarlberg &
Perry, 2017; Zahari & Kaliannan, 2022). The public service
is commonly considered bureaucratic, slow, inefficient, and
with traces of patrimonialism (da Cunha Rezende, 2009;
Ribeiro & Mancebo, 2013). Public servants, in turn, are
generally portrayed as disengaged and unmotivated.
According to Vieira et al. (2011), the lack of incentives for
good performance can discourage employees from carrying
out their work with quality and speed. Furthermore,
according to Ribeiro and Mancebo (2013), faced with the
often prejudiced gaze of society, civil servants can find
themselves between two paradoxical feelings: embarrassed
by the lack of social recognition for their work and proud of
achieving public office.

In this context, work engagement is consolidated as
a central phenomenon for understanding the behaviors and
results of employees and mechanisms for better provision
of public services to citizens. Work engagement is defined
as a positive and rewarding mental state, characterized by
vigor, dedication, and concentration, related to work activity,
of a motivational nature, reflected in the desire to truly
contribute to organizational success (Schaufeli et al., 2002).
Employees engaged with their work present high feelings of
inspiration, well-being, and genuine pleasure with their work
activities (Magnan et al., 2016).

Work engagement has many possible antecedents
(Bakker, 2014; Kossyva et al., 2023; Zahari & Kaliannan,
2022). However, scientific research on work engagement
rarely addresses the phenomenon in the public sector and
its respective peculiarities (Fletcher et al., 2020; Zahari &
Kaliannan, 2022). This lack of contextualization
compromises the application of theoretical models of
engagement to people management practices in public
organizations, creating a gap between what the scientific
literature points out and what can be applied and practiced
in the sector. It is essential to consider the context when
approaching and developing people management practices
in general (Fonseca, Meneses, Silva, & Campos, 2013;
Fletcher et al., 2020; Klein & Mascarenhas, 2016; Zahari &
Kaliannan, 2022). Interestingly, the relationships between
engagement and other work behaviors and attitudes appear
to be stronger for public servants than for private sector
workers (Borst et al., 2019). These findings further instigate
discussion about the antecedents of engagement and their

different explanatory weights.

Camdbes et al. (2023) found that the engagement
levels of Brazilian public servants can vary throughout their
careers, mainly due to the resources and demands present
in the organizational environment at different times. It is
worth noting that the perception that results directly
contribute to bringing improvements to society stands out as
a relevant variable to understand employee engagement
and motivation and their respective relationships with
variables in the organizational context (Camdes et al., 2023;
Christensen et al., 2017; Perry, Hondeghem, & Wise, 2010).
Identification with the organizational purpose and the
perception that it is effective in achieving a greater good
nurture intrinsic motivation (Tuin et al., 2020). The
systematic review by Fletcher et al. (2020) found that
identification with public service values can influence work
engagement and help explain it, therefore being a variable
deserving special attention to advance knowledge in the
field.

The Federal Senate is a privileged place for
investigating and discussing work engagement, as it stands
out in the federal public sector as a unique body in the
Legislative Branch, with well-defined constitutional
attributions, with remuneration for permanent employees
above the average of other bodies, with a reduced number
of career civil servants compared to politically appointed civil
servants, and subject to political influence. Considering this
complex body full of particularities in the Brazilian public
sector, the objective of the present study was to empirically
test the relationship between work engagement and
identification with the organizational purpose. More
specifically, the study sought to: a) describe the levels of
work engagement of permanent employees of the Federal
Senate; b) verify the adjustment of the work engagement
measurement model in the Federal Senate; c) test a
structural model of the relationship between identification
with organizational purpose and work engagement.

Regarding academic contributions, it is worth
highlighting that, if on the international scene studies on
work engagement in the public service are still incipient, in
Brazil, the gaps are even more evident and indicate a vast
set of possibilities for research and interventions. The
present study offers information about public servants in the
Upper Chamber, analyzing, for example, the adequacy of
the Brazilian version of the engagement instrument in the
sector, comparing the average engagement score with the
scores of the Brazilian population, empirically testing the
relationship between variables that still lack systematization
in the scientific literature, opening paths for understanding
the antecedents of work engagement of Brazilian public
servants and pointing out perspectives for future studies. As
for managerial applications, this study presents an
unprecedented diagnosis of the levels of engagement of
employees of the Agency in question and their identification
with the organizational purpose. This information offers
input for managers to evaluate and plan people
management practices that potentially promote employee

Contextus — Contemporary Journal of Economics and Management (2024),22, €92710 | 3



Silva, Paschoal & Coelho Junior — Work engagement and identification with organizational purpose

engagement and identification with the work and the
organization.

2 THEORETICAL FRAMEWORK

According to Schaufeli (2013), the first academic
article on work engagement was published by William Kahn
in 1990 in the Academy of Management Journal. However,
it took a decade for the topic to be revisited by other
academic researchers, driven by the positive psychology
movement, which emerged at the turn of the century,
emphasizing the growing importance of human capital and
the psychological involvement of professionals in public and
private organizations.

Regarding the definition of work engagement,
Schaufeli et al. (2002) define it as a positive and rewarding
mental state characterized by vigor, dedication, and
concentration related to work activity, of a motivational
nature, and reflected in the desire to truly contribute to
organizational success. In operational terms, the authors
mentioned above propose three dimensions: vigor,
expressed in high levels of energy and mental resilience at
work, as the individual's willingness to invest effort in tasks
and persistence in the face of difficulties; dedication to work,
expressed in the sense of meaning, enthusiasm, inspiration,
pride, and challenge; concentration, expressed as a state of
full concentration and absorption in work, where time
passes quickly and there is difficulty in separating the
individual from work. It is a positive state more related to
how people carry out their work than to goals, tasks, or types
of organization.

The theoretical model widely adopted to explain and
study work engagement, which supported the present study,
is the Job Demands-Resources Model (JD-R). The JD-R
assumes that all work environment variables can be
characterized as work demands or work resources.
Therefore, they positively or negatively affect work
engagement (Schaufeli, 2013; Schaufeli & Taris, 2014).
Resources are essential for engagement, standing out as
predictors with greater weight in explanatory models, with
two distinguishable types (Schaufeli & Taris, 2014;
Schaufeli, 2017): (1) work resources, which consist of those
aspects of work necessary to achieve goals, reduce
demands, or stimulate personal growth and development
(for example, feedback on performance, control of work,
social support from colleagues); (2) personal resources,
which consist of aspects of the individual associated with
resilience and refer to the ability to control and positively
influence the environment (for example, self-efficacy,
optimism, and emotional stability). According to the model,
resources energize workers, encourage persistence, and
focus their efforts. In this sense, the JD-R model assumes
that work engagement produces positive results, such as
better performance at work, in addition to being a mediator
of the relationship between work resources, personal
resources, and positive results (Schaufeli, 2017; Schaufeli
& Taris, 2014).

Based on the JD-R model, several studies have
revealed that organizational practices, such as good
communication about the organization's objectives, fair
selection processes, understanding the organization's
goals, and support from management, along with work
attributes such as autonomy, empowerment, and flexibility,
are significantly related to work engagement. Engagement,
in turn, can mediate the relationship between organizational
practices and organizational performance. These findings
are consistent throughout the international literature on
engagement (Bakker, 2014; Fletcher et al., 2020; Schneider
et al., 2018; Tuin et al., 2020).

Recently, Tuin et al. (2020) conducted a study in a
private organization examining the association between
identification with the organizational purpose, employee
motivation, and work engagement. They tested the
hypothesis that a broad purpose, focusing on different
stakeholders, the workers’ well-being, and social concern,
leads to increased motivation and engagement.
Identification with purpose was assessed through
respondents' identification with the mission and vision of the
organization. According to these authors, an attractive
organizational purpose that serves a broader interest in
pursuing a greater good can make professionals identify
with this purpose and nurture intrinsic motivation. The
results revealed a direct positive association between
identification with purpose and worker motivation and
engagement. This topic has proven to be very promising in
the field of engagement and has potential applications in
considering organizations' strategic planning and their
organizational practices.

In the public sector, the nature of the work, its social
relevance, and the organization's mission play a significant
role  in understanding  employee  engagement.
Communication and feedback processes are necessary to
nurture motivation for public service, emphasizing how
organizational values and goals coincide with those of
employees and how each employee's work contributes to
the achievement of the organizational mission (Moynihan &
Pandey, 2007). Wright (2007) conducted a study in an
American state public organization and concluded that the
mission of the public organization has a more significant
effect than extrinsic incentives on motivation for public
service. To increase motivation, managers must explain
what needs to be done and demonstrate how tasks
contribute to achieving the institutional mission. When public
service motivation is nurtured, work engagement is
positively affected and associated with job performance
(Borst, Kruyen, & Lako, 2019). Recent findings suggest that
financial rewards do not explain work engagement and other
work resources have explanatory power over the
phenomenon (Kulikowski & Sedlak, 2020).

In the Dutch public service context, Borst et al. (2019)
studied the antecedents of employee engagement and its
effects on organizational commitment and intentions to stay
or leave. The results indicated that satisfaction with work-
related resources, such as autonomy, support from
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colleagues, and work content, led to greater engagement
than resources related to the organization, such as support
from managers, development opportunities, and
performance measures. Work-related resources increase
intrinsic motivation because they fulfill needs for autonomy,
relationships, and competence. Therefore, according to the
authors, people managers in the public service must focus
mainly on autonomy, cooperation with colleagues, and the
content of the position if they want to improve their results.
Borst et al. (2019) also concluded that public service
motivation is a personal resource that positively affects
engagement.

The study conducted by Andrade (2020) suggests
that the articulation between public servants' personal and
organizational values influences work engagement, a
relationship mediated by job satisfaction. In Brazil, the study
by Camdes et al. (2023) on the work engagement cycles of
federal public servants suggests that the perception that the
work performed generates positive results for the
organization and society is related to greater engagement
and helps to understand its connection with productivity.
Work seen as bureaucratic and extremely standardized
tends to be an obstacle to engagement. The employee's
identification with the organization, its values, and its social
role could help explain variations in engagement when
considering public service (Borst et al., 2019). It is known
that work engagement is a dynamic phenomenon that can
suffer intrapersonal variations. Moments of greater
engagement in the public sector are associated with the
perception of significant work for the public servant,
expressed, for example, through relevant projects with
important social results (Camdes et al., 2023).

Organizational purpose involves the mission and
vision of the organization. Organizational literature
demonstrates that a broad purpose is generally based on
the contributions of the business beyond the financial results
and interests of its shareholders (Tuin et al., 2020). The
purpose must go beyond its formal registration and be
actively propagated. It is understood that a purpose is strong
and influences the identification and motivation of workers
to the extent that they believe in it (Tuin et al., 2020). A
compelling purpose inspires the organization with value,
making its workers identify with it and find meaning in their
work. In a recent literature review, Zahari and Kaliannan
(2022) identified that organizational practices and
interventions are the variables that received less attention in
empirical and explanatory studies. The question of purpose
depends, at least in part, on the most central people
management practices in organizations, focused on
organizational communication, employee involvement,
training, and professional development, for example (Demo,
Costa & Koura, 2023). There is, therefore, an interface
between the motivational aspects inherent to identifying with
an organizational purpose and the people management
practices that support it.

In the case of the Federal Senate, a public
organization with attributions and responsibilities defined by

the Federal Constitution of 1998, whose ultimate purpose is
to contribute to social well-being and the democratic rule of
law, the aspects foreseen by Tuin et al. (2020) on broad
purpose and promoting engagement at work are present.
Would this, therefore, be a variable that would help explain
employee engagement? Based on the theoretical model
and studies presented, this research hypothesizes that, in
the Federal Senate, identification with the organization's
purpose — vision, mission, and contribution to
parliamentarians and society — positively influences
employee engagement.

3 METHODOLOGY

3.1 Participants

The research instrument was sent to 1,964 active civil
servants. The target audience was composed of 1,965
active permanent employees, one of whom was excluded
because they did not have an institutional email registered
in the Agency's Human Resources System. A total of 286
responses were obtained, of which 282 were valid after
preparing the database, meaning approximately 14.5% of
permanent employees responded to the instrument.
Considering the size of the research population, the study's
final sample, and a 95% confidence interval, the margin of
error is 5%.

3.2 Instrument

Work engagement was assessed using the Utrecht
Work Engagement Scale - UWES-17 (Schaufeli et al.,
2006), validated in Brazil by Vazquez et al. (2015). There
are 17 items that must be answered according to a seven-
point scale (0O = never to 6 = always). Examples of items
include: "At my work, | feel that | am full of energy"; "I
consider my work to be full of meaning and purpose"; "Time
flies while I'm working." According to the theoretical-
methodological model, items can be grouped into a single
dimension or into three dimensions. In the case of a single
dimension, a summarized version of the instrument with
only nine items can also be adopted (Ferreira et al., 2016;
Vazquez et al., 2015). Considering the need to explore the
construct of engagement and its operationalization in the
Brazilian public service, the complete questionnaire was
applied, and the model that best suited the sample
addressed in the present research was verified, whether the
single-factor, the summarized single-factor, or the three-
factor model.

To measure identification with the organizational
purpose, seven items were created based on the instrument
developed by van Tuin et al. (2020), adapted to the mission
and vision of the Federal Senate (Cronbach's alpha = 0.91).
Respondents should evaluate how much each item
represented their work experiences in the organization,
according to a seven-point response scale (0 = not at all to
6 = very much). The items were: "The mission and vision of
the Federal Senate inspire me"; "l feel that | contribute to the
mission and vision of the Federal Senate with my daily
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work"; "The Federal Senate is recognized for its excellence
in the exercise of governance and public management"”;
"The Senate strives to promote the strengthening of the
democratic model"; "The Senate strives to promote social
justice and the quality of life of the Brazilian people"; "We,
as employees of the Federal Senate, deliver value to
Brazilian society"; "We, as employees of the Federal
Senate, deliver value to Senators."

At the end of the questionnaire, items were added
about the socio-professional profile of the employees to
characterize the sample, such as gender, age, education,
time working in the Agency, and assignment in the
administrative or legislative area.

3.3 Procedure

Firstly, the research project was presented to the
managers responsible for approving and authorizing data
collection at the organization, along with potential
publications of an academic and scientific nature, identifying
the name of the organization. An invitation to participate in
the research was sent to the institutional email of 1,964
active Federal Senate employees, directing them to the
Google Forms platform. The home page contained
information about the objectives and nature of the research,
the researchers' contact details, and the ethical precautions
taken, such as the non-identification of respondents, the
voluntary nature of participation in the research, and the
opportunity to stop completing the questionnaire at any time.
The independent and academic nature of the study, not
linked to the Agency's actions, was also highlighted. After
reading the information about the research, the server could
agree or not with voluntary participation. If the participant
selected the "agree" option, they were directed to the
instrument items.

3.4 Data analysis

Preliminary analyses were conducted on missing
data using the expected maximization technique and on
outliers in the database using the Mahalanobis distance
(Field, 2018; Tabachnick & Fidell, 2019). Regarding the
criteriai. of  singularity,  multicollinearity, linearity,
homoscedasticity, and normality, all were met. Next,
confirmatory factor analysis was used to evaluate the fit of
the work engagement measurement model. To specify and
estimate the model of linear relationships between the
variables of the hypothesized structural model, path
analysis was applied through structural equation modeling,
with  maximum likelihood testing. Descriptive statistical
analyses were also conducted. To describe the participants'
engagement levels and compare the results with other
samples and populations, the average score on the
engagement items was calculated according to guidelines
from Schaufeli et al. (2006) and Vazquez et al. (2015).
Engagement levels can range from 0 to 6, so the higher the
average score, the greater the work engagement. As a
parameter, the results found by Vazquez et al. (2015) for
Brazilian workers, whose average on a scale from 0 to 6 was
4.4(SD=1.2).

4 ANALYSIS AND DISCUSSION OF RESULTS

Regarding preliminary analyses, 18 missing values
were identified among the different items of the
questionnaire. The missing data were characterized as
completely random (Little’s MCAR test: chi-square =
212.85; DF = 272; p = 0.997) and, therefore, were replaced
using the Expected Maximization technique. Table 1
presents data regarding the sample profile and makes a
comparison with the study population. It can be stated that,
although not stratified, the sample encompassed the various
categories relating to the professional profile existing in the
organization.

Table 1
Comparison of sociodemographic data of the sample and
permanent employees.

Sample Population
Age (years)
Average 46.2 48.7
Median 45.0 49.7
Standard deviation 9.4 9.8
Time in the Federal Senate (years)
Average 15.5 18.8
Median 11.0 12.1
Standard deviation 9.4 114
Gender (%)
Female 37.2 284
Male 59.6 71.6
Other/Prefer not to disclose 0.7 -
Position (%)
Lawyers 0.7 1.5
Legislative Consultants 8.9 11.7
Legislative Analysts 46.8 43.3
Legislative Technicians 40.4 41.7
Parliamentary Secretaries 0 0.2
Legislative Assistants 0 15
Education (%)
Elementary/Middle School 0 1.7
High School 11 7.7
Bachelor’'s degree 16.7 21.8
Specialization 59.9 50.8
Master’s degree 15.6 13.9
Doctorate degree 4.6 4.0
Area (%)
Administrative 56.4 46.6
Legislative 21.6 24.2
Other 19.5 29.2
Role (%)
Directing Committee and subordinate 5.3 1.3
bodies
General Directorate and subordinate 45.4 45.3
bodies
Leadership Office 14 2.4
Senator's Office 6.7 8.5
Brazilian Legislative Institute 11 2.2
General-Secretariat of the Board and 8.9 13.3
subordinate bodies
Other 27.3 27.0

Source: Elaborated by the authors.

As for the descriptive results, the level of work
engagement obtained an average score of 4.2 (SD = 1.2;
Median = 4.52; Mode = 4.65; Variance = 1.33), and the level
of identification with the organizational purpose was 4.1 (SD
= 1.3; Median = 4.42; Mode = 4.57; Variance = 1.70).
Although it was not the primary objective of the study and
was only conducted for exploratory and control purposes,
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the levels of engagement and identification with the purpose
were compared between men and women, between
employees in the administrative and legislative areas (t-
test), by age and time in the Federal Senate (Pearson
bivariate correlation). No significant differences were found.

Confirmatory factor analysis (CFA) was applied using
structural equation modeling, a likelihood estimation method
(Hair et al., 2009), to verify the adjustment of work
engagement models. The model fit indices were verified by
CMIN/df, where CMIN is the x2 statistic, and df are the
model's degrees of freedom, residual fit indices by SRMR
(standardized root mean square residual) and RMSEA (root
mean square of approximation), and the comparative
indices CFI (comparative fit index) and TLI (Tucker-Lewis
index). The instrument adjustment indicators in the single-
factor and summary single-factor model are described in
Table 2.

Table 2

Instrument adjustment indicators for the single-factor and
summarized single-factor instruments

Instruments CMIN/df TLI CFI RMSEA
UWES-9* 3.447 0.964 0.975 0.093
UWES-17** 3.591 0.929 0.942 0.096

Source: Elaborated by the authors.

* High covariance between items: 1 and 4; 10 and 11.

** High covariance between items: 1 and 4; 2 and 10; 15 and 17.
Iltems 6, 11, and 12 were excluded.
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Figure 1. Purpose to Engagement Model and Coefficients.
Source: Elaborated by the authors.

The instrument adjustment indicators for the

structural model found are described in Table 3.

Table 3
Structural Equation Modeling adjustment indicators for the
structural model
CMIN/df TLI CFlI RMSEA SRMR
3.189 0.933 0.945 0.088 0.0422
Source: Elaborated by the authors.
Regarding the descriptive results, the average

engagement score measured for permanent employees of

The three-factor structure was not sustainable and
did not achieve good rates for the sample investigated. The
single-factor structure, in turn, achieved satisfactory indices,
revealing good adjustment. The UWES-17 and UWES-9
structures were tested in one and three dimensions, which
suggested that the one-factor model is the most appropriate
in both cases. In the case of the summarized model with
nine items, in addition to requiring less response time from
the respondent, it is parsimonious, presented high
covariance between a smaller number of items, did not
require the exclusion of items, and achieved good fit
indicators. The structural model, therefore, was tested
based on the single-factor, summarized structure of work
engagement.

The hypothesis postulated that identification with the
organizational purpose, expressed through its mission and
vision, positively influences the engagement of permanent
employees. This hypothesis was supported (= 0.70 and r2
= 0.56), and a strong relationship between these variables
could be observed. Figure 1 presents the structural model
found.
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the Federal Senate was 4.2 (SD = 1.2). Although slightly
lower than that found by Vazquez et al. (2015) for Brazilian
workers (M = 4.4; SD = 1.2), it is very close to the Brazilian
average score and above the midpoint of the response
scale.

Concerning the engagement experienced by civil
servants, the descriptive results referring to the scores are
in line with the commonly shared view of public servants as
disengaged and unmotivated (Ribeiro & Mancebo, 2013),
revealing that participants in the present study report
experiencing frequent engagement at work and do not differ
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from Brazilian workers in other sectors and organizations in
the country. When compared to the findings of the study
conducted by Borst et al. (2019) involving thousands of
public servants from the Netherlands, the participants in the
present study presented an average score slightly higher
than the average score of 3.90 found by the authors
mentioned above. It can be assumed that the condition of
the Brazilian labor market, often marked by high
unemployment rates and informal situations, improves
public servants' perception of their own work. At the same
time, the Federal Senate plays a central, relevant, and direct
role in the functioning of Brazilian society, exercising
legislative, supervisory, and control powers. The mission of
the Senate and, therefore, of its employees, naturally
encompasses significant work for the employee, permeated
by projects with important social results. According to a
study by Camdes et al. (2023), work perceived in this way
tends to influence engagement in the public sector
positively.

Still on average scores, while Vazquez et al. (2015)
found a higher level of engagement among older workers
with longer years of service, the present research did not
detect significant differences by age group or length of
service at the Agency. No significant differences were found
in identification with the purpose and level of engagement
between employees in the administrative and legislative
areas, which suggests that these individual and socio-
professional variables do not play an important role in
predicting the phenomenon.

In terms of prediction, identification with the
organizational purpose was presented as a strong
antecedent of work engagement, explaining more than 50%
of the variance in engagement and meeting suggestions
and findings from previous studies (Moynihan & Pandey,
2007; van Tuin et al., 2020; Wright, 2007). Borst et al. (2019)
emphasize that, in the public sector, one of the main work
demands, considering the JD-R model, which has been
consistently ignored, is the bureaucracy that permeates
work processes. When employees encounter an excess of
rules, regulations, and procedures that may seem
meaningless, they tend to become alienated, less creative,
and less productive (Borst et al., 2019). Engagement levels,
therefore, could be compromised. The findings of the
present study dialogue with previous discussions and gaps
and highlight the importance of the organizational purpose
and the employee's identification with it as a fundamental
resource for addressing work engagement.

Regarding the conceptual and operational aspects of
work engagement, it was found that the single-factor
structure in the summarized version of the UWES-9
instrument was better suited to the sample, in line with the
results of Ferreira et al. (2016) and Vazquez et al. (2015),
contributing to the understanding that the UWES-9 in the
single-factor summary version has shown good
psychometric properties in Brazilian samples and is even
more suitable for diagnoses and research in the investigated
body and, possibly, in the public sector in general.

5 CONCLUSIONS

This work aimed to describe the levels of work
engagement among permanent employees of the Federal
Senate, verify the adequacy of the work engagement
measurement model in the Federal Senate, and test a
structural model examining the relationship between
identification with the organizational purpose and work
engagement. The objectives were successfully achieved,
providing the investigated body with a comprehensive
overview of employee engagement levels and identification
with the organizational purpose. Additionally, it stimulated
discussions on the topic within the public service, filling
existing gaps in the field and paving the way for future
investigations. Organizational purpose emerged as a
significant antecedent, underscoring its centrality in
understanding and addressing work engagement in the
public sector.

The study delineated key work resources for
engagement, well-documented in the literature, offering
valuable insights for managers. Practices promoting greater
autonomy, support for task content, cooperation among
colleagues, and mutual support are effective strategies for
fostering engagement. However, in the public sector, such
practices may encounter legal and regulatory challenges
inherent to the nature of civil service work, posing additional
complexities. This study discusses potential pathways and
practices to enhance work engagement, such as stimulating
intrinsic motivation by clearly articulating tasks' alignment
with institutional goals and providing comprehensive training
to ensure employees understand their roles and
contributions to strategic objectives. Encouraging
collaboration among departments with complementary
functions through working groups can foster mutual support
and cooperation, aligning individual tasks with broader
organizational objectives.

Given the identified gaps and results, a research
agenda can be outlined for the field of people management
and organizational behavior, particularly in the Brazilian
public sector. One important aspect pertains to adopting a
dialectical perspective on burnout and engagement, as
suggested by Schaufeli and De Witte (2017). While previous
research has often focused exclusively on either
engagement or burnout within the JD-R model framework,
future studies could explore the interrelationship between
these phenomena. Studies can investigate the role of
identification with the organizational purpose in mitigating
the impact of work demands on employees and preventing
experiences of stress and burnout, which warrants further
exploration.

In theoretical-methodological terms, it is understood
that engagement is a multifaceted and dynamic
phenomenon. Bakker (2014) contends that daily fluctuations
in work engagement stem from changes in personal and
work-related resources. While consistent predictors can be
identified over the long term, such as identification with the
organizational purpose, investigating these daily variations
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is crucial for offering practical guidance to managers and
employees. These inquiries lack sufficient data and
discourse but gain relevance, particularly in light of the new
work paradigms adopted by many organizations. Could
information and communication technologies influence daily
fluctuations in work engagement and employees'
identification with the organization? Over time, would there
be a net increase or decrease in employee engagement
levels?

Work engagement remains a pertinent and timely
subject in people management and organizational behavior,
especially given the recent challenges and demands faced
in the public service sector. The investment and
consolidation of scientific insights into the engagement of
public servants can furnish a sustainable foundation for
medium- and long-term initiatives within organizations in this
sector. Such efforts are essential for enhancing the quality
and efficacy of services delivered to citizens.
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