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Introduction

Organizational change is inevitable and will persist in the workplace. It enhances organizational performance and makes adjustments
for the environment and working situations. Because change is essential to ensure work organizations’ success and survival in
improved technical revolution, privatization policies, and globalization, organizations that resist change will not survive the current
industrial revolution (Rebeka & Indradevi, 2015; Gupta, 2016). The growth of internet technologies and Cyber-Physical Systems
gives Industry 4.0 its foundation. A production structure that is quicker, more accurate, high-quality, and less expensive was built in
response to these advancements, which made sure that efficiency, particularly in production, rose and the industries expanded
(Ertugrul & Deniz, 2018).

The internet of things, or industry 4.0, is a new production system where living and non-living items can communicate and interact,
innovative production is conceivable, and cyber-physical systems are utilized. With the help of the shift in client demands brought
on by digitization and digital technologies, which ensure that businesses address these demands and requirements more quickly and
efficiently, the products and services have started to be customized much more (Hacioglu & Sevgilioglu, 2019). In addition, the
characteristics of the 4IR will have various effects on employment, affecting not just one industry but all industries.

The 4IR represents a massive opportunity for growth since, by 2030, Africa will have the world’s largest workforce, the necessary
infrastructure, technological innovation, and the use of skills (Groenen, 2019). Nigeria is transitioning its trading standard from
traditional business to online commerce, highlighting the influence of the 4IR (Ajah & Chigozie-Okwum, 2019). However, Nigeria
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has made relatively little effort compared to its global rivals. As a result, to implement the fourth industrial revolution, Nigeria must
develop alternative sources of revenue other than oil and gas, which are at a point of no return (Ajah & Chigozie-Okwum, 2019).

Human resource development (HRD) and organizational behavior (OB) researchers have become increasingly interested in studying
work engagement during the past ten years (Shuck & Wollard, 2010). In recent years, positive psychologists, human resource
specialists, and management experts have expressed a growing interest in teaching others how to increase workplace engagement
(Akoi et al., 2021). Employee engagement can be physical and mental (Abdullah et al., 2021). Wellins et al. (2011) indicated that
work engagement is the level at which employees love and believe in what they do and feel valued for doing it. Therefore, engaged
workers feel energized and productively connected to their job activities and think they’re up to the challenges of their position. A
large body of research illustrates the advantages of highly engaged employees for businesses in today’s competitive market (Ahmed
et al., 2021). Scholars posited that engaged workers are less likely to quit their jobs and are more likely to attend meetings regularly
(Akoi et al., 2021). Hence, understanding the idea of engagement and participation and its potential impacts on businesses is crucial
(Ali & Anwar, 2021).

Modern enterprises must incorporate both the Internet and the smart industry. These are practical strategies for businesses to foster
employee creativity and maintain a highly competitive position in the market (Asif et al., 2019). An organization’s ability to innovate
and gain a competitive advantage is greatly influenced by its workforce (Tan et al., 2019). Since encouraging employees’ creativity
is crucial for retaining a competitive position, managers must train their millennial staff (Younas et al., 2018). For all sorts of
businesses in the current decade, the value of creativity at the employee level has become essential (Dong etal., 2017). Organizations
heavily rely on the creativity of their staff to adapt to the present changing circumstances, such as the 4IR. Therefore, individual
creativity is essential for all organizations’ competitive advantages and long-term survival (Zhu et al., 2018). So, discussing methods
to encourage creativity is necessary for management academics and business executives. Furthermore, employee polychronicity is
the simultaneous participation of employees in several related tasks. Employees can handle multiple schedules simultaneously; as a
result, allowing them to research new ways to complete their tasks and come up with fresh ideas (Jang & George, 2012). When one
prefers to complete various things at once rather than feeling pressured to meet several goals, this is called polychronicity, which is
distinct from having multiple tasks and goals (Kapadia, 2016). Besides, innovative ideas are guided by polychronicity, a crucial
component of employee creativity (Yousaf et al., 2021). Therefore, how much effect could polychronicity have on the variation in
employee involvement within the 41R?

Businesses concentrate on efficiency and effectiveness in their operations in the current competitive business environment. This has
affected the management literature’s emphasis on using human resource practices (HRPs) to connect better organizational and
personal performance goals (Ang et al., 2013). HPHRPs are a collection of updated employee-focused HR procedures that convey
that the company values both work and its employees (Noopur & Dhar, 2019). It is a technique for increasing value where the
organization’s people are seen as a crucial resource for maintaining viability (Fu et al., 2017). This method makes employees like
and believe in their performance (Noopur & Dhar, 2019). In addition, Hofstede et al. (2010) indicated that every person possesses a
set of feelings, behaviors, and thoughts acquired during their life. These individuals join a company that follows its principles, values,
and procedures. Therefore, the organization must establish and instill a shared culture in its members or employees to accomplish
the shared aim. Organizational culture can also be seen as a set of shared beliefs, values, and conventions that influence how
employees feel, think, and behave in the workplace (Olawuyi, 2017). Van et al. (2013) concluded that where individuals feel their
workplace cultures are helpful, they innovate and advance the firm. Consequently, it is fascinating for researchers (McKenna, 2012).

How successfully employees in Nigerian businesses engage within the 4IR is a critical subject that has not been adequately addressed.
Given that change is the norm in today’s world, survival and an insufficient investigation of the potential predictors of work
engagement threaten the effectiveness of work organizations. Since there are few studies on these variables in Nigeria’s businesses
during the 4IR era, it is necessary to ascertain further the consequences of predictors of employee engagement.

In the 4IR era, this research attempts to add information on employee work engagement and create a practical methodology for
achieving and sustaining it. Consequently, the following research inquiries:

i Does employee creativity impact work engagement within Nigeria’s businesses in the 4IR era?

ii. With the 41IR era, how will employees’ polychronicity affect their participation in Nigerian businesses?
iii. How can HPHRPs affect employee engagement in Nigerian organizations under the Fourth Industrial Revolution?
iv. In the 4IR era, how does organizational culture affect employee engagement in Nigeria’s commercial organizations?

V. Avre there any relationships between work engagement and employee creativity, polychronicity, HPHRPs, and POC in
Nigeria's businesses in the 4IR era?

Vi. In the 4IR era, what are the most effective strategies for boosting and maintaining work engagement in Nigeria's businesses?

This article used a cross-sectional survey method to address the questions mentioned above, and questionnaires were distributed
randomly to gather the information needed for analysis. The Statistical Packages for Social Sciences (SPSS version 28) was used to
analyze the data that had been recovered and was usable.
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The format of this essay is as follows: A literature review including empirical studies that illuminate the connection between the
study's independent and dependent variables follows the introduction. The background information on research and methods is
included in the third section. The authors offer views and implications following analysis and study outcomes. Key takeaways,
suggestions, directions for further research, and limits round out this paper’s conclusion.

Literature Review

The impacts of POC, HPHRPs, employee polychronicity, and creativity on employee work engagement in businesses are examined
in the study's literature evaluation.

Work Engagement

Employee engagement is a successful response to the overall organization and the degree of employees' devotion to their employer,
according to Ali et al. (2021). According to Anwar and Abdullah (2021), employee engagement reflects a person’s relationship with
the company and is linked to the person's desire to be involved in the business world. Work engagement is a favorable, contented
psychological state combining vigor, dedication, and absorption components (Schaufeli & Bakker, 2004). In summary, vigor
comprises high levels of energy and resilience, whereas dedication to one’s work entails a strong sense of purpose, pride, and
difficulties related to one’s profession. Employees that are entirely focused on their work-related activities and happily absorbed in
them so that time flies by are said to be absorbed. They hardly ever manage to disconnect from their jobs.

41R

Huge cultural, social, and economic changes are occurring worldwide due to the digital revolution, creating a new environment in
which we must learn to exist. The fourth industrial revolution is a worldwide discussion topic, as it was in 2016 when the World
Economic Forum (WEF) emphasized it (WEF, 2016). This phenomenon is driven by an unmatched level of automation and
connection and is based on artificial intelligence, big data, robots, and the Internet of Things (Quan & Park, 2017).

Employee Creativity and Work Engagement

According to Hertenstein et al. (2019), creativity is the expansion of new and advantageous thoughts that increase the competency
and worth of diverse processes. Also, Bai et al. (2016) and Revilla and Rodriguez-Prado (2018) posited that creativity results from
one’s cumulative creative invention or capacity and advanced knowledge based on prior experiences. Being creative is coming up
with fresh ideas pertinent to and helpful in carrying out activities at work (Zhu et al., 2018; Kremer et al., 2019). Employees evaluate
their work in light of the organization’s interests because they feel connected and agree. Employees desire to link their interests with
the company as a shared interest and work to build relationships of trust by developing their creative thinking for the company (Tse
et al., 2018). The expression of creativity that encourages uniqueness, resourcefulness, and ingenuity is a crucial component of
employee engagement. As a result, employee creativity and work engagement are related (Olokundun et al., 2017). Consistent with
research, employees’ creativity has a favorable and considerable impact on their level of engagement at work (Bagheri et al., 2013).
According to Bakker and Leiter (2010), employees that are more creative and open to new ideas are more engaged at work. However,
employees who are less creative and receptive to new ideas are less engaged (Bakker & Xanthopoulou, 2013). Consequently, it is
hypothesized that:

Hi: Employee creativity significantly impacts work engagement within Nigeria’s businesses in the 4IR era.
Employees’ Polychronicity and Work Engagement

People who perform numerous related activities at once are said to be polychronic (Mulki & Wilkinson, 2017). It entails carrying out
several tasks concurrently or rotating between them (Kaufman-Scarborough, 2017). People with polychronic behavior prefer
multitasking because it makes them feel better (Sharma & Gursoy, 2018). Polychronic employees are more likely to remain engaged
(Cooper-Thomas et al., 2014). Hecht and Allen (2005) also recommended that polychronic servers stay motivated and happy in their
profession. Slatten and Mehmetoglu (2011) highlighted that polychronic employees exhibit a high level of work engagement in the
workplace to bolster this claim. Because they were happy while executing numerous tasks at once, workers with effective task-
switching skills gradually stayed engaged with their work (Asghar et al., 2020). Following the study on polychronicity and work
engagement mentioned above, this report hypothesized that:

Hz: Employees’ polychronicity significantly influences their engagement within Nigeria’s businesses in the 4IR era.
High-performance Human Resource Practices and Work Engagement

Human resource practices that increase individual and organizational performance are known as HPHRPs (Zhang & Jia, 2010).
HPHRPs for this study include selective hiring, in-depth training, internal mobility, worker security, a clear job description, result-
driven evaluation, incentive pay, and engagement. These are a collection of HRPs linked together and geared toward improving
workers’ knowledge, skills, and abilities (Messersmith & Wales, 2011). HPHRP is a system for creating a happy work environment,
encouraging good behavior at work, and increasing employee engagement to raise performance levels (Ahmad & Allen, 2015). It is
a process of value enrichment where the firm’s workforce is viewed as an essential resource for maintaining competitive advantage
(Fuetal., 2015). According to Karatepe (2013), high-performance human resource practices impact employees’ engagement at work.
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Akhtar et al. (2016) evaluated the effect of HPHRPs on employee engagement and discovered that these practices significantly and
favorably influence employees’ engagement at work. Furthermore, Zhong et al. (2016) state that high-performance HR practices are
directly related to employee engagement at work. The findings of Goyal and Patwardhan (2021) demonstrated the crucial part
HPHRPs play in engaging employees by raising their attention, vigor, focus, and dedication. Thus, the current study has made the
following predictions:

Hs: HPHRPs significantly affect work engagement within Nigeria’s businesses in the 4IR era.
Organizational Culture and Work Engagement

According to Naidoo and Martins (2014), organizational culture is a shared understanding held by members of an organization that
sets it apart from other organizations. It offers guidance and reinforces norms of conduct to regulate organizational actors and enable
them to carry out their obligations and tasks effectively and efficiently to accomplish shared organizational goals and objectives. The
perception of an organization’s culture can be favorable, unfavorable, supportive, or unsupportive. Businesses with a positive culture
reward their workers and foster an environment that allows them to grow, develop, and reach their full potential (Robbins & Judge
2012). Widodo (2017) states that corporate culture influences employees' duties or tasks. It might be the fundamental or guiding
principle to which every employee of the organization must adhere without unjustified resistance. The significant tenets, ideologies,
and patterns of conduct that make up organizational culture. These factors determine the organization’s primary strategy and the
possibility that it will remain in the market or eventually leave it (Olawuyi, 2017). The findings of Naidoo and Martins’ (2014) study
showed that organizational culture in South African information and communication technology enterprises positively impacts work
engagement. Also, researchers stressed that having a positive workplace culture promotes employees’ engagement and motivates
them to work toward the organization’s goals in a particular manner (Santoso & Soehari, 2020). Employees benefit from
organizational culture because it encourages them to achieve their goals and be highly engaged, fulfilled, and grow within the
company (Puspita et al., 2020). Consequently, the following hypotheses are made:

Ha: Perceived organizational culture significantly influences work engagement within Nigeria’s businesses in the 4IR era.

Hs: Employee creativity, polychronicity, HPHRPs, and POC jointly impact work engagement within Nigeria’s businesses in the 4IR
era.

Research and Methodology

In Nigeria’s Lagos, Ogun, and Oyo States, nine (9) firms provided the study’s sample. A cross-sectional survey methodology was
used to collect data for this investigation, and surveys were disseminated randomly among people who volunteered to participate in
the study. Consequently, participants were chosen using a simple random sampling technique. 261 of the 270 disseminated
questionnaires were recovered, deemed usable, and subjected to Statistical Packages for Social Sciences analysis (SPSS version 28).
In addition, this research examined its hypotheses and gathered information on its participants' creativity, polychronicity, HPHRPs,
organizational culture, and engagement at work. Therefore, linear multiple regression was used to assess the study’s assumptions.
Each person voluntarily agreed to participate in the study and maintained their anonymity. However, this paper piloted a factor and
reliability analysis to create a perfect instrument and determine the survey’s local consistency.

Segments of this research survey include:

Section A: Demographics

The demographic information includes the individuals’ gender, age, years of work experience, marital status, and level of education.
Section B: Employee Creativity

This study used a four-item scale created by Akgunduz et al. (2018) to assess employee creativity. The 5-point Likert response scale
used in this measurement has a Cronbach’s alpha of 0.87. For the current investigation, the dependability coefficient was.90. "The
subordinates create novel but workable ideas" was the sample statement.

Section C: Employees’ Polychronicity

The five-item polychronicity measure, adopted from a study by Yousaf et al. (2021), had a Cronbach’s alpha of .82. It uses a 5-point
Likert scale for responses. For this investigation, the dependability coefficient was .85. "I prefer to undertake two or more tasks at
once," was the sample response.

Section D: HPHRPs

A 14-item measure of perceived HPHRPs from Ahmad and Allen’s (2015) study was adopted as a result of the study. The objects’
initial alpha coefficient was.90. The dependability coefficient for the current study was .92. It had a Likert scale with three possible
responses: "1= Disagree" to "3= Agree."

Section E: Perceived Organizational Culture

92



Adekanmbi & Ukpere, International Journal of Research in Business & Social Science 12(2) (2023), 89-99

The 24-item scale established by Cameron and Quinn (2011) to measure POC was used in this study to evaluate how employees
regarded the company’s culture. Each question item on the survey had a Likert scale, with 1 being highly opposed to it and 5 being
firmly in agreement. The 24-item measure’s initial Cronbach’s alpha was 0.80. However, this study found that this measure's
dependability had a Cronbach's alpha coefficient of 0.89.

Section F: Work Engagement

The work engagement tool from the study (Kuok & Taorminab, 2017) was promoted in this paper. Cognitive, emotional, and physical
engagements are its three sub-sections. The six (6) items that make up the cognitive assessment have a reliability value of.88. In
contrast, the present study found a coefficient of .87. Six (6) elements make up the emotional sub-section with a reliability of .89.
This paper, in comparison, achieved dependability of .88. Six (6) items in the physical engagement section have a reliability of .91,
while the dependability of this study was .90. The work engagement scale has a total of eighteen (18) elements, with a 5-point Likert
response scale.

Findings and Discussions
The obtained data were examined, and the outcomes are shown in the tables below.

Table 1: Linear Multiple Regression results present the joint influences of EC, EP, HPHRPs, and POC on WE

Model R R-squared Adjusted R-squared F Sig

1 9752 925 .924 82494.026 .000

a. Dependent Variable: Work Engagement
b. Predictors: (Constant), Employee Creativity, Employees’ Polychronicity, HPHRPs, and Perceived Organizational Culture

Source: Author’s findings.

Table 2: Measurements of the predictors of WE

Influencers B B t Sig 95.0% Confidence R R? F P
Interval for B

Lower Upper
Bound  Bound

(Constant) -33.139 -1194.879 .000 -33.184 -33.075 .975* 925 82494.026 <0.01
Employee Creativity 163 .082  230.414 .001 .162 .165

Employee’s Polychronicity 1.944 .673  1382.232 .000 1.941 1.946

High-Performance Human Resource .805 170 530.589 .000 .802 .808

Practices

Perceived Organizational Culture .146 188  325.643 .145 147

a. Dependent Variable: Work Engagement
Source: Author’s findings.

The resulting matrix, shown in Table 2, demonstrates how employee creativity influences work engagement positively and
significantly (B = .082; p<.001). As a result, in the 4IR era, employees’ creativity increases their work engagement within Nigerian
businesses. Employee polychronicity also significantly and positively influences their engagement (p =.673; p<.001). This suggests
that employees' polychronicity inside Nigeria's business organizations boosts their level of work engagement in the 4IR era.
Furthermore, the findings indicate that HPHRPs positively impact work engagement (§ =.170; p<.001). This finding implies that
implementing HPHRPs in Nigerian businesses during the 4IR era increases WE. Furthermore, the outcomes demonstrate that work
engagement is positively influenced by perceived organizational culture (B =.188; p<.001). This indicates that the more employees
believe their organizations promote a favorable culture, the more engaged they are in the 4IR era. These results confirmed the study's
first four hypotheses.

Also, according to the findings presented in Table 1 (R=.975, R2 =.925, F = 82494.026, p<.001), employee creativity, polychronicity,
HPHRPs, and POC all together had a substantial and positive effect on WE in Nigeria’s businesses in the 4IR period. This finding
infers that in the 4IR era, employee creativity, polychronicity, HPHRPs, and POC accounted for 97.5% of the observed variations in
work engagement within Nigerian businesses. The remaining 2.5% was attributed to elements this study did not measure. These
results supported the fifth hypothesis of this paper.
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. PREDICTORS R=.975, R2 =.925, F = 82494026, p<.001

A

High-Performance Human
Resource Practices

(

Employee Creativity

Perceived Organizational
Culture

Employee
Polychronicity

WORK ENGAGEMENT

Figure 1: The combined and individual influence of EC, EP, HPHRPs, and POC on WE in Nigeria’s businesses in the 4IR era;
Source: Author’s findings.

This study found that employee creativity considerably and favorably affects work engagement. Employee creativity and work
engagement are associated because, as previously noted, evidence shows a creative expression that fosters originality,
resourcefulness, and cleverness is critical to employee engagement (Olokundun et al., 2017). It also corroborates the notion that
workers’ creativity positively and significantly influences their degree of engagement at work (Bagheri et al., 2013). This
investigation's findings prove that employees are less inventive, open to new ideas, and less engaged at work (Bakker &
Xanthopoulou, 2013). As a result, this article has demonstrated that, in Nigerian organizations operating in the 4IR period, employee
creativity is a predictive factor that considerably impacts work engagement.

This study demonstrated how employee polychronicity considerably and favorably affects job engagement. According to the
research, employees’ polychronicity in Nigerian businesses boosts their level of participation in the 4R era. The conclusion (Cooper-
Thomas et al., 2014) that polychronic personnel are more likely to stay engaged is supported by this result. The current findings
support Sltten and Mehmetoglu’s (2011) contention that polychronic employees have a high level of work engagement at their
workplace. Additionally, this article upholds Asghar et al.’s (2020) assertion that those with good task-switching skills eventually
kept involved with their work since they were joyful when completing multiple activities simultaneously. Therefore, this paper has
shown that employee polychronicity is a predictive feature that strongly affects work engagement in Nigerian businesses in the 4IR
period.

This study also revealed that HPHRPs positively impacted employee engagement. Implementing HPHRPs encourages work
engagement in Nigerian firms in the 4IR era. The results have proven that HPHRP is a system for fostering a positive work
environment, promoting appropriate behavior at work, and raising employee engagement to improve employee performance (Ahmad
& Allen, 2015). It also supports Karatepe’s (2013) assertion that HPHRPs impact workers” engagement. Moreover, this study lends
credence to earlier studies that found that HPHRPs had a positive and significant impact on employees” WE (Akhtar et al., 2016).
This study also supports Zhong et al.’s (2016) claim that high-performance HR procedures are directly linked to worker engagement.
It also endorsed Goyal and Patwardhan’s (2021) findings, which showed the critical role HPHRPs play in energizing, motivating,
and focusing employees. As a result, this paper suggests that in the 4IR period, high-performance human resource practices will
significantly predict work engagement in Nigerian organizations.

Furthermore, this study demonstrated how an organization’s culture is regarded positively impacts employee engagement. The
findings also indicated that firms’ ability to engage employees would increase as they foster positive cultures. This result supports
the claim (Naidoo & Martins, 2014) that organizational culture benefits work engagement in South African information and
communication technology firms. It supports Santoso and Sochari’s (2020) argument that having a healthy workplace culture
encourages employees to engage in their job and drives them to work toward the organization’s goals in a certain way. Also, it
supports the claim (Puspita et al., 2020) that organizational culture benefits workers since it motivates them to meet their objectives
and be highly engaged, fulfilled, and grow within the business. Organizational culture helps employees by enabling them to
accomplish their objectives, be highly engaged, fulfilled, and advance within the business. Consequently, this paper suggests that in
the 4IR period, perceived organizational culture will significantly predict work engagement in Nigerian organizations.

This paper has further proven that employee creativity, polychronicity, HPHRPs, and POC strongly and jointly impact WE within
Nigeria’s businesses in the 4IR era. Thus, these predictors inspired a 97.5% disparity in work engagement. The other 2.5% was
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ascribed to factors not assessed in this investigation. This result validates the hypothesis: Employee creativity, polychronicity,

HPHRPs, and POC jointly impact work engagement within Nigeria’s businesses in the 4R era.

Table 3: Study hypotheses

Objectives Hypotheses Hypothesis test Decision

To determine the impact of Hi: Employee creativity B =.082; p<.001 p<.001, Accept H1
employee creativity on work significantly impacts work multiple Linear regression

engagement within Nigeria’s engagement within Nigeria’s analysis

businesses in the 4IR era. businesses in the 4IR era.

To determine the influence of H2: Employees’ polychronicity B=.673; p<.001 p<.001, Accept H2
employees’ polychronicity on significantly impacts their multiple Linear regression

work engagement within engagement within Nigeria’s analysis

Nigeria’s businesses in the 4IR businesses in the 4IR era.

era.

To determine the impact of Hs: HPHRPs significantly affect B=.170; p<.001 p<.001, Accept Hs
HPHRPs on work engagement work engagement within Nigeria’s ~ multiple Linear regression

within Nigeria’s businesses in businesses in the 4IR era. analysis

the 4IR era.

To ascertain how perceived Ha: In the 4IR era, POC B=.188; p<.001 p<.001, Accept H4
corporate culture affects substantially impacts work multiple Linear regression

employee engagement in engagement in Nigerian analysis

Nigerian enterprises within the
41R period.

businesses.

To ascertain how the 4IR era’s
businesses in Nigeria are
affected by employee creativity,
polychronicity, HPHRPs, and
POC.

Hs: Employee creativity,
polychronicity, HPHRPs, and
perceived organizational culture
jointly impact work engagement
within Nigeria’s businesses in the
41R era.

R= 975 R2 =925, F =
82494.026, p<.001
multiple Linear
analysis

regression

p<.001, Accept Hs

Source: Authors

This investigation intended to develop an applied model for increasing and sustaining work engagement in the 4IR era. This is shown

in figure 2. .
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Figure 2: An applied model of efficiently increasing and sustaining work engagement in the 4IR era; Source: Paper’s findings.

Conclusions

The paper’s final matrix shows that HPHRPs, perceived organizational culture, employee creativity, and polychronicity all have a
substantial, independent positive impact on WE in Nigerian enterprises during the 4IR era. These findings supported the
investigation’s first four hypotheses. Moreover, this study’s findings suggest that employee creativity, polychronicity, HPHRPs, and
POC accounted for 97.5% of the observed variances in work engagement in Nigerian businesses in the 4IR era. As a result, it
confirmed the fifth hypothesis of this investigation.
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As a result, this study contributes to the literature on 4IR, psychology, human resources management, organizational/employee
performance, and development. Additionally, it submits that businesses can improve employee engagement in the 4IR era.

However, the generalizability of the cross-sectional survey used in this study is a drawback (a limit through a sampled population).
Due to the simultaneous assessment of the exposure and the outcome, there was no evidence of a temporal connection between
exposure and outcome.

This study recommends mixed-method research to explore the subject in future studies. This would provide more comprehensive
data regarding the 4IR era determinants of work engagement.

The findings of this study have some ramifications for corporate leadership and management in terms of necessary future systematic
and developmental thoughtful intervention to obtain high employee creativity, polychronicity, HPHRPs, favorable organizational
culture, and increased work engagement within Nigeria's businesses, particularly in the current 4IR era.

Direction for Future Research

To better understand the factors influencing work engagement in the 4IR era, researchers should use a pragmatic mixed-method
survey to investigate the effects of predictors of work engagement in the 4IR period.

Beneficial suggestions include the following:

i The goal of management should always be to encourage employees’ sense of engagement and belonging, which supports
and fosters their creativity and innovativeness in the current 4IR era.

ii. The polychronic attitude of employees should be adequately emphasized and encouraged by management as it is essential
for enabling them to become more involved in their work. Employees should receive sufficient encouragement and support
to encourage and promote their polychronic attitude in the present 4IR era.

iii. In addition, management and other office leaders should create human resource policies that convey to staff that their
companies pursue a value-enrichment plan and see them as essential resources for a respectable level of life. These
procedures are necessary for ensuring engagement and removing the difficulties the fourth industrial revolution has
brought forth.

iv. In the current 4IR period, the management of organizations should, according to this paper’s advice, ensure a sound,
consistent strategy that encourages a positive organizational culture and motivates employees to embrace it.
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