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Abstract 

The objectives of the study were to (1) measure the engagement drivers, and (2) examine the 

relationship between engagement drivers and the employee engagement in independent hotels in Phuket. The 

targeted population was the independent hotels’ employees. Convenience sampling method was applied. The 

findings revealed that among eight drivers, the top three engagement drivers were “leadership”, “training and 

development”, and “job satisfaction” when “compensation and benefits” was rated lowest. The study also 

identified that only six drivers showed a direct relationship with employee engagement: job satisfaction, 

compensation and benefits, immediate supervisor, family friendliness, and communication drivers have a 

positive relationship when performance and appraisal have a negative relationship with employee 

engagement. 
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