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Abstract: - Employee Experience is important for the company. Employee Experience is understood to improve 

employee loyalty to the company, however, the availability of research on this topic is still lacking.   This study 

aims to identify the trend of current research on employee experiences, its antecedents, and outcomes. A 

systematic literature review with the Prisma Method is occupied in this study.  Scopus database is chosen as a 

source with a range of all years. The keyword "employee experience" is used. After refining the search result, 

141 articles were analyzed. The results of this study indicate that Employee Experience is an interaction 

between employees and the organization. In addition, research discussing employee experience shows graphical 

results that have increased since 2017. The research also shows that there are two groups of antecedents from 

employee experience, namely External and Internal. Meanwhile, the most researched Consequences from 

Employee Experience are Positive and Creative Behavior. 
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1    Introduction 

 

1.1  Background Problem 
[1], argues that Human resource management (HR) 

refers to the management of people in an 

organization. Human resources professionals are 

responsible for ensuring that organizations attract, 

retain, and engage the diverse talent necessary to 

meet operational and performance commitments 

provided to customers and shareholders. Their job 

is to ensure that the organization finds and recruits 

the best individuals available, develops their talent, 

creates a productive work environment, and 

continually builds and monitors the organization's 

workforce. They have the primary responsibility for 

managing the workforce to improve organizational 

performance and achieve the organization's 

strategic goals. Human Resources (HR) is a True 

Sustainable Competitive Advantage. This can be 

interpreted that employees are the source of 

competitive advantage that is difficult for 

competitors to imitate, [2].  

One of the challenges in HR is the high 

turnover rate. [3], revealed that high turnover in 

companies is considered a serious problem. It is 

said that a high turnover rate has a negative impact 

on the level of work efficiency, work productivity, 

organizational performance, and customer 

satisfaction. [4], explained that turnover is affected 

by a few factors like employee fulfillment, pay, and 

rewards, Hierarchical Culture, professional 

stability, preparation, and improvement to the 

workplace. A positive organizational culture will 

produce a positive impact and vice versa. In South 

Africa shows that there is a positive direct 

connection between certain hierarchical cultures 

and Turnover Expectations. [5], revealed that 

Turnover Intention was triggered by unexpected 

events that caused employee dissatisfaction. 

In the same way, illustrates Employee 

Experience as an organization's comprehensive 

approach to identifying workplace practices to 

drive a better customer experience, by paying 

attention to Employee Experience, an organization 

can understand its workforce better and enable 

employees to participate in making a high 

contribution to an organization, [6].  

[7], conducted research on the Employee 

Experience of 231 HR professionals working in 

companies with more than 1,000 employees and 

revenues of more than US$500 million. Although it 

is not directly related to Turnover Intention, it is 
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known that Employee Experience is related to 

Employee Engagement and Employee or Job 

Satisfaction. Based on this understanding, it can be 

described that Employee Experience at the 

company can increase the level of employee loyalty 

to the company which can have an impact on 

Turnover Intention. 
According to [8], in Indonesia, employees feel 

insecure about challenging the status quo. Only 

about 30% of employees believe their manager 

encourages small-scale failure or supports 

differences of opinion and debate. There is also a 

significant gap between the views of employees and 

employers regarding company values. More than 

half (51%) of employees feel aligned with the 

company's values, but this sentiment varies widely 

across regions. The challenges of finding quality 

talent, the high cost of living, and the pressure to 

retain talent, are increasing the pressure to increase 

pay levels with no signs of slowing down. 

Organizations may struggle to meet pay 

expectations for all employees, so they should 

consider other non-financial reward options to 

make up the difference. In view of the 

consequences of the examination that has been 

finished, there are a few hindrances and difficulties 

that should be considered for additional 

exploration. The issues with the restrictions of this 

exploration are as follows, there are limitations to 

finding sources regarding Employee Experience 

because there has not been much research. Based 

on a search through the Scopus database with the 

keyword "employee experience" documents, only 

1,352 documents were available, still a few 

compared to employee satisfaction or job 

satisfaction, namely 65,344 documents found, 

while Employee Experience is related to Employee 

Engagement in companies that can increase the 

level of employee loyalty which has an impact on 

turnover intention. 
 

1.2 Research Objectives (Objective 

 Research) 
In view of the definition of the issue, the targets to 

be accomplished in this study are as follows: 
1. To find out the research trend of Employee 

Experience. 
2. To know the definition of Employee 

Experience. 
3. To find out the antecedents of Employee 

Experience. 
4. To know the consequences of Employee 

Experience. 

 

2    Theoretical Basis 
 

2.1  Social Exchange Theory 
This section explores the significant impact of 

Social Exchange Theory, as described by [9] and its 

relation to the concept of employee engagement, 

job demands and resources, and service climate.  It 

tries to uncover the unique interaction between 

social interaction, worker experience, and 

commitment. Thus, it provides a comprehensive 

framework for improving organization performance 

and employee welfare. 

Social Exchange Theory features the 

reciprocation of social interaction and resources. 

People take part in the trade by considering the 

assumption of getting prizes and advantages, 

subsequently shaping the premise of worker 

commitment. By consolidating Redmond's bits of 

knowledge with the literature review by [10], it is 

obvious that employees with involvement, 

devotion, commitment, and obligation to their jobs, 

will show better performance, more loyalty, better 

customer service, and more effectiveness. 

Social Exchange Theory, [11] underscores the 

significance of interaction in molding the 

connection among employees and employers. 

When employees feel that their endeavors are being 

compensated with significant resources and 

support, fair trade is accomplished, making 

elevated degrees of commitment and responsibility. 

This enhances the understanding of how Social 

Exchange Theory dynamics are being manifested in 

an organization context, and it is establishing a 

mutually beneficial climate and empowering 

workers to contribute their endeavors willfully. 

Embedded in Social Exchange Theory is the 

Job Demand Resources (JD-R) model proposed by 

[12]. This model highlights the special 

correspondence between work solicitations and 

resources, which impacts employee experience and 

commitment. Work demands, for instance, 

obligation and time pressure, can cause mental 

weight, while work resources include support and 

autonomy. By coordinating the JD-R model, Social 

Exchange Theory features the importance of giving 

sufficient resources to employees to advance their 

commitment and welfare, which accordingly will 

diminish the adverse consequence of job demand. 

 

2.2  Employee Experience 
Employee Experience is the amount of the 

multitude of encounters that an employee has with 

the association, as soon as he lays out a relationship 

with the organization as a possible up-and-comer 
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until the second ends the relationship, [13]. 

Employee experience is characterized as the 

significance, association, appreciation, and impact 

found by employees when they communicate with 

the board, partners, clients, innovation, actual 

climate, hierarchical qualities, and work, [14]. 
Employee Experience is characterized as the 

nonstop, compulsory, unconstrained, and constant 

responses and reactions of employees to different 

improvements from artificial intelligence helped 

HRM applications in the venture working 

environment biological system, [15]. 
[16], characterizes Employee Experience as 

everyday communications and contact focuses that 

drive employee commitment. Subsequently, 

commitment can be thought of as one of the 

significant results (close to others like consideration 

and prosperity) that is a result of an employee’s 

experience. 

Employee Experience is the sum of the 

perspectives of employee interactions with the 

organization where they work. Every organization 

has employees with different experiences. 

Employee Experience is a key competitive 

advantage. Corporate culture decides how workers 

are treated in the association, the items or 

administrations created the associations that are 

fabricated, and the way in which employees really 

go about their responsibilities, [17]. 
The goal of managers' interest in Employee 

Experience is to create an organization where 

people want to work. The organizational 

environment is extraordinary for employees in three 

ways: the physical environment, the technological 

environment, and the company culture, [18].  

[19], states that Employee Experience 

incorporates a hierarchical plan to measure up to 

the assumptions, needs, and wants of workers. For a 

plan to be made, an organization should know its 

employees. Experience is emotional on the grounds 

that individuals have various discernments, 

perspectives, and ways of behaving. Assuming 

everybody acted and figured the same way, it 

would be extremely simple for associations to make 

the ideal Worker Experience.  
The employee experience concept, which is 

principally founded on customer experience and to 

some extent user experience, envelopes both 

marketing and design thinking as well as 

information and innovation approaches. This 

understanding can be assessed as a human-focused, 

deliberate methodology that highlights end-clients 

and empowers interdisciplinary joint effort. Thus, it 

is a reasonable instrument to change HR from its 

current "process engineer" job to that of 

"involvement planner", repositioning HR to be 

pertinent to all parts of the business, [20]. 

Employee Experience Configuration is introduced 

as a "distinct advantage" in HRM.  

[21], shows that Employee Experience affects 

the attitudes and behavior of employee levels such 

as Organizational Commitment. This is in 

accordance with the assessment that the motivation 

behind employees’ Experience is to make and keep 

a labor force that surpasses expectations. Employee 

Experience affects employees’ mentalities and 

behavior at a focused level, such as organizational 

commitment. [22], state that two circumstances for 

the progress of the employee’s experience process 

are the board backing and worker proprietorship, 

the presence of a corporate culture, and the game 

plan of suitable actual working circumstances and 

business processes. One of the variables of 

Employees Experience is the actual environment, 

the actual space where employees work. The 

innovation environment incorporates everything 

from the applications, equipment, programming, 

interface, and design. Components, for example, 

video conferencing, social networks, business 

executives’ devices, HR programming, and 

financial programs are all important for the 

innovative environment.  
In addition, leaders and managers play 

important roles in laying out a positive workplace 

establishing the right vibe, and heading with a 

serious level of clearness, [23]. Considering the 

above considerations, the continuous survey 

considers two essential factors that help 

relationships with engaging structure a positive 

laborer experience. The first component is working 

environment practices integrated with meaningful 

work, solid organization, a positive work 

environment, growth opportunities, and 

development; while drive leadership, and 

management action are the second factor. 

 

2.3 Previous Research on Employee 

Experience 
[24], urges that "We should see workers not as 

assets, but rather as people who are important, have 

objectives, learn and encounter. By discovering and 

understanding employee needs, rather than making 

assumptions or starting with organizational needs, 

leaders are more likely to develop a culture where 

employees can achieve their full potential and are 

committed and involved in achieving (and even 

formulating) the organization's vision and mission. 

Employee Experience focuses on the total 

experience and people. 
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"Thus, workers assume a functioning part in 

understanding and deciphering, or at least, in 

encountering their authoritative climate, [25]. 

Worker Experience grows continuously through 

consistent discernment and understandings of the 

association with regards to HRM arrangements and 

practices, [26]. Committed employees care more 

about the eventual fate of the association and make 

progress toward something beyond a set of working 

responsibilities for the outcome of the association. 

Individuals' view of the significance of their work 

environment is directly connected with their degree 

of responsibility and execution. Employees 

generally maintain that their work should have 

significance, and when the association doesn't give 

them this part, they plan to leave. Serious workers 

invest more effort to put themselves out there truly, 

intellectually, and sincerely while completing their 

obligations, [27].  
Through HR intervention, for example, 

coordinated employees' self-administration devices, 

plan figuring apparatuses to cultivate worker 

innovativeness, employees excursion maps for 

arranged execution-driven professional 

development, wellbeing, and health applications to 

go about as pressure alleviation and advancement 

enhancers for employees, cooperative and the group 

functional model, the HR division decisively plans 

approaches to comprehensively further develop the 

employee's involvement with work, bringing about 

better execution and monetary outcomes, [28]. 
[29], state that Employee Experience influences 

employee recommendations for employers as 

preferred employers. This shows that powerful 

inward marking and guaranteeing that commitment 

made are kept prompts great surveys and backing 

from workers, adding to building the brand picture. 

Boss appraisals, dependent generally upon work 

searchers' insights, impact employees' picture of the 

association, fundamentally affecting their proposal 

as a business of decision. 
[30], conducts a study on Employee Experience 

Investments in reducing absenteeism and Turnover 

rates. It was revealed that investing in Employee 

Experience in a company can save expenses of up 

to 12.6% of revenue and increase company 

productivity which has an impact on reducing 

absenteeism and turnover rates. 
Based on this understanding, it can be 

described that Employee Experience at the 

company can increase the level of employee loyalty 

to the company which can have an impact on 

Turnover Intention. The encounters represent 

experience in the work environment and in their 

functional setting decide their future aims and 

inspiration for their work, calling, and association. 

Employees who feel a sense of having a place, 

reason, enthusiasm, and bliss are bound to perform 

at a more significant level and contribute to past 

assumptions.  

Companies that invest heavily in employee 

experience are listed as the best places to work, 

generating four times the average profit and twice 

the average income, as well as the highest share 

value, [31]. 

 

 

3   Methodology 
 

3.1  Exploration Plan 
The following Systematic Literature Review 

research is the latest, comprehensive, and up-to-

date research, which has been conducted to present 

conclusions on research topics and gaps for future 

research, from some of the most important issues in 

various sectors. According to [32], systematic 

Literature Review is "an efficient, unequivocal, and 

reproducible strategy for recognizing, (extensive), 

assessing, and orchestrating all current pieces of the 

work finished and delivered by scientists, 

researchers, and specialists". Looking into the 

ongoing writing permits a wide comprehension of 

existing articles and furthermore to recognize 

information that can possibly be investigated. By 

summing up, dissecting, and combining writing 

connected with a specific theme, speculations can 

be tried and new hypotheses can be created, [33]. 

 

3.2  Qualification Measures 
The rules utilized by this study are utilizing the 

entire years from Scopus database sources. 

 

3.3  Data Sources 
The information hotspot for this study is through 

the Scopus data set. This study is a social study, 

and Scopus is a well-referenced resource for 

management. Scopus provides extensive coverage 

of academic journals, conference papers, and books 

on management. Scopus has strict selection criteria 

for indexing publications so that the sources 

included are of high quality and meet certain 

academic standards. Scopus provides information 

about authors, their affiliations, and their published 

work. 

 

3.4  Search Terms and Rules 
The reason for this study is to lead a broad quest for 

the subject of worker experience. In this way, we 

utilize the accompanying catchphrase to look 
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through all concentrates in the source data set: 

“employee experience”. The search period is for all 

years. 

 

3.5  Selection Criteria 
Further rules are applied to incorporate or reject 

articles for diary surveys. The first rule is utilizing 

the title worker experience. Next is screening the 

presence of the employee’s experience keyword in 

the abstract. The following criteria are whether the 

journal can be accessed or not. The last is the 

relevancy of the study. 

 

3.6  Data and Process Collection 
An Excel table is utilized to gather all information. 

Items in the information include author, University, 

Country, year of publication, journal, study design, 

analysis method, industry, the relationship of every 

variable, and the outcomes. The paper was 

reviewed by 2 reviewers.  

 

3.7  Technique Analysis 

The gathered information is put away in an excel 

worksheet and analyzed based on the frequency. 
  
 

4   Discussion Literature Analysis 
There were 141 articles so the articles that were 

analyzed out of 1,211 articles. 

In the primary search from Scopus with the 

keyword "Employee Experience" with a span of the 

entire year, 1,352 articles were obtained. The next 

process was to search keywords in the abstract and 

there were 1,145 articles. Then in the third stage, 

there were 382 articles available for download so 

763 articles were excluded because they could not 

be processed for research due to inadequate 

facilities. Next is assessing articles by checking the 

relationship out in each article, after reviewing 

articles based on method, 175 articles are obtained 

that have a quantitative method, so that 207 articles 

are excluded. Exploring the articles in full, 141 

articles were tracked down that had critical 

outcomes, so 34 articles were rejected (Figure 1). 

Based on the articles collected, there were 456 

authors who were involved in writing 141 articles 

(Table 4.1). Some researchers who consistently 

conduct research on the topics raised in this study 

are Dirk De Clercq (#5), Inam Ul Haq (#3), Marius 

van Dijke (#3), Muhammad Umer Azeem (#3), 

Adelien Decramer, Barry Haynes, Catarina Morais, 

Catherine E. Amiot, Chanki Moon, Christine Ipsen, 

Guy Notelaers, Joris van Ruysseveldt, Kathrin 

Kirchner, Kristin L Scott (#2) and other researchers 

with a total of 1 study which can be seen in Table 1. 

 
Fig. 1: Article Determination Cycle 

 

Table 1. Authors of 141 Articles 

 

  

 
Fig. 2: Year of Distribution 

 

Author Total 
Dirk De Clercq 5 

Inam Ul Haq 3 

Marius van Dijke 3 

Muhammad Umer Azeem 3 

Adelien Decramer 2 

Barry Haynes 2 

Catarina Morais 2 

Catherine E. Amiot 2 

Chanki Moon 2 

Christine Ipsen 2 

Guy Notelaers 2 

Joris van Ruysseveldt 2 

Kathrin Kirchner 2 

Kristin L Scott 2 

Michael Roskams 2 

441 Other authors with 1 article 

each 
441 
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The distribution time of the exploration year 

found by specialists is somewhere in the range of 

2002 and 2023 as depicted in Figure 2.. The 

majority of the distributions that have the largest 

number of articles are in 2022, specifically 35 

articles. Moreover, for the most reduced number of 

distributed articles, there were in 2002 and 2005 

with 1 article each each year. In 2008, 2012, 2013, 

and 2014, there were 2 articles. In 2011 and 2023 

there were 3 articles, in 2016 there were 5 articles, 

in 2015 there were 7 articles, in 2017 there were 10 

articles, in 2019 there were 14 articles, in 2018 

there were 17 articles, in 2020 there were 19 

articles and in 2021 there were 20 articles. 
  

Table 2. Publication Journals 
 Journal Total 

Frontiers in Psychology 17 

International Journal of Environmental 

Research and Public Health 

8 

Human Resource Management Journal 3 

Journal of Vocational Behavior 3 

Personnel Review 3 

SA Journal of Human Resource 

Management 

3 

Sustainability (Switzerland) 3 

British Journal of Management 2 

Employee Relations 2 

European Journal of Work and 

Organizational Psychology 

2 

Frontiers in Public Health 2 

Journal of Applied Psychology 2 

Journal of Management 2 

Journal of Occupational Health 

Psychology 

2 

86 other journals with 1 journal each 86 

  
Judging from the number of journals reviewed 

in 141 articles, there are 100 journals (Table 2). 

Journal with the most distributions on the subjects 

taken is Frontiers in Psychology with 17 

distributions followed by the International Journal 

of Environmental Research and Public Health with 

8 distributions, Human Resource Management 

Journal, Journal of Vocational Behavior, Personnel 

Review, SA Journal of Human Resource 

Management, Sustainability (Switzerland) with 3 

distributions each, British Journal of Management, 

Employee Relations, European Journal of Work 

and Organizational Psychology, Frontiers in Public 

Health, Journal of Applied Psychology, Journal of 

Management, Journal of Occupational Health 

Psychology with 2 distributions each, and the rest 

have 1 distribution each.  
 

 

 

Table 3. Country of Publication Table 

Country Total 
United Kingdom 49 

Switzerland 32 
USA 33 

Netherlands 6 
South Africa 6 

Poland 2 
Bulgaria 1 
Canada 1 

Denmark 1 
Germany 1 

Iran 1 
Italy 1 
Japan 1 

Singapore 1 
Slovenia 1 

Spain 1 
Sweden 1 
Taiwan 1 
Ukraine 1 

  
The journals n areas are spread across Europe, 

America, and Africa. Most are in the UK with a 

sum of 49 examinations, 33 research in the USA 

and 32 research from Switzerland, the Netherlands, 

and South Africa there are 6 research, then, at that 

point, Poland there are 2 research, and the 

remaining nations just have 1 journal (Table 3)  

 

 
Fig. 3: Research Methods 

 

Most of the studies reviewed used a 

quantitative research method. Of the 141 studies, 

there were 134 studies using quantitative methods, 

and 7 studies using mixed methods (quantitative 

and qualitative) (Figure 3). 
The conclusion of trend research from 

Employee Experience is that there are as many as 

456 writers involved in writing 141 articles. 

Researchers who consistently conduct research are 

Dirk De Clercq, Inam Ul Haq, Marius van Dijke, 
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and Muhammad Umer Azeem. The publication 

period of the research year found by researchers is 

between 2002 and 2023, the publication that has the 

highest number of articles is in 2022, namely 35 

articles. The journals reviewed in these 141 articles 

included 100 journals the journals with the most 

publications on the topics taken, namely those from 

Frontiers in Psychology with 17 publications, and 

research locations spread across Europe, America, 

and Africa. Most research is in the UK with a total 

of 49 studies. Most of the studies reviewed used 

quantitative research methods. 

The definition of Employee Experience is 

found in 8 journals, namely Strategic HR Review, 

International Journal of Human Capital and 

Information Technology Professionals, Psychology 

of retention: Theory, Research and Practice, Baltic 

Journal of Management, Personnel Review, 

Quality-Admittance to Progress, Human Resource 

Management and Patient Experience Journal. Of all 

the definitions, the important points of Employee 

Experience are experience at various contact points 

or comprehensively and  interactions between 

employees and organizations, physical, cultural, 

and technological environments. Created for a good 

employee experience or employee needs and Using 

a technological approach. 
The conclusion from the definition of 

Employee Experience is that Employee Experience 

is an experience at various points of contact or a 

comprehensive interaction between employees and 

the organization which includes the physical, 

cultural, and technological environment using a 

technological approach created for a good 

employee experience or employee needs. 

Based on the analysis of antecedents, there are 

two groups, namely External and Internal. The 

external group, it consists of Relationships, Post-

Merger Identification, Firm Size, Work 

Characteristics, Organizational Justice, Furlough 

Status, CBC Program Delivered via Video or 

Telephone, WFH during COVID-19, Current Key 

Drivers Specific, and Job Challenges. 

For External, Relationships and Organizational 

Justice is the most researched with two journals 

each. In the Internal group, it consists of 

experience, personality, negative consequences of 

work-related alcohol use, mindfulness training, and 

work design competencies. Experience and 

personality are the most researched with two 

journals each. 

 

 

 
 

Table 4. Definition of Employee Experience  
No Author Definition 

1      [24] 

Worker Experience can be defined as an 

employee’s all-encompassing impression of the 

relationship with the organization that comes from 

every h touchpoint along the worker's year of 

service. 

2      [6] 

Employees Experience as considerations that 

employees have about their work insight as a 

reaction to a contract with the organization. 

as an organization’s complete way to deal with 

recognizing work environment practices to drive a 

superior client experience. 

3     [13] 

Employee experience is the amount of the 

multitude of encounters that a worker has 

regarding the organization, as soon as he lays out 

a relationship with the association as a likely up-

and-comer, until the second he ends business. 

4     [17] 
Aggregate according to the viewpoint of 

employees' organizations with the organizations 

where they work 

5     [18] 

The objective of administrators' advantage in 

Employees Experience is to make an organization 

where individuals need to work. The hierarchical 

climate is perfect for workers in three ways: the 

actual climate, the mechanical climate, and the 

organizational culture 

6     [19] 
Worker Experience incorporates an authoritative 

plan to live up to the assumptions, needs, and 

wants of employees 

7     [20] 

The employee experience idea, which is basically 

founded on client experience and to some degree 

client experience, incorporates both advertising 

and configuration thinking ideas as well as 

information and innovation-situated approaches. 

8      [21] 
Employee Experience influences attitudes and 

behavior at a focused employee level such as 

Organizational Commitment. 

9      [7] 

Employee experience, characterized as how 

workers feel about their connections with their 

bosses, is progressively being perceived as an 

essential piece of this rethinking, with the nature 

of the worker experience affecting employees' 

fulfillment and commitment. 

10     [14] 

Employees' Experience is characterized as the 

importance, association, appreciation, and impact 

found by employees when they collaborate with 

the executives, partners, clients, innovation, actual 

climate, authoritative qualities, and work. 

11     [15] 

Employee experience is characterized as the 

ceaseless, compulsory, unconstrained, and 

continuous responses and reactions of workers to 

different upgrades from artificial intelligence 

helped HRM applications in the endeavor working 

environment biological system. 

12     [16] 

Worker Experience alludes to the everyday 

associations and contact focuses that drive 

employees' commitment. Consequently, 

commitment can be viewed as one of the 

significant results (close to others like 

consideration and prosperity) which is the result 

of worker experience. 
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Table 5. Antecedent from Employee Experience 
Antecedent 

 

Author 

External 

Relationship (2) [34] and [35] 

Post-Merger 

Identification 
[36] 

Firm Size [37] 

Work 

Characteristics  
[38] 

Organizational 

Justice (2) 
[38] and [39] 

Furlough Status [40] 

Mental Conduct 

Training (CBC) 

Program Conveyed 

through Video or 

Phone 

[41] 

WFH during 

COVID-19 
 [42] 

Current Key Drivers 

Specific  
[16] 

Job Challenges [43] 

Internal 

Experience (2) [44] and [45] 

Personality (2) [46] and [47] 

Negative 

Consequences of 

Work-Related 

Alcohol Use [48] 

Mindfulness 

Training [49] 

Work Design 

Competencies 

(WDC) [50] 

  

Table 6. Consequences from Employee Experience 
Consequences 

 

Author 

1 Satisfaction (4) 
[51], [52], [53] and 

[54]  

2 
Involvement and 

Engagement (4) 
[51], [55], [52] and 

[56] 

3 Personality (2) [57] & [58] 

4 
Wellbeing and 

Happiness (2) 
[59] & [60] 

5 
Positive and 

Creative 

Behavior (6) 

[56]. [61], [62], 

[63], [64] and [65]  

6 
Performance and 

Productivity (3) 
[66], [67] and [68] 

 

The conclusion from the Antecedent of 

Employee Experience, there are two factors 

influencing External and Internal. The most 

researched of these groups are Relationship, 

Organizational Justice, Experience, and Personality 

(Table 5). 
Based on an analysis of the Consequences of 

Employee Experience (Table 6), it produces six 

groups, namely Satisfaction, Involvement and 

Engagement, Personality, Wellbeing and 

Happiness, Positive and Creative Behavior, and 

Performance Productivity.  

The conclusion of the Consequences of 

Employee Experience that the most researched are 

Positive and Creative Behavior with 6 journals and 

the least are Personality and Wellbeing and 

Happiness with 2 journals each. 

  

 

5  Conclusions and Recommendations 
 

5.1  Conclusion 
In light of the goal research directed, the ends of 

this study are: 

1.  It shows that the results of the research graph 

have increased from 2017 - 2022, with the 

biggest number of articles in 2022, namely 35 

articles. The journal with the highest number is 

from Frontiers in Psychology with 17 journals 

with the UK having the highest ranking in 

research results. 
2. Based on all definitions, the important points of 

Employee Experience are: Experience at 

multiple or comprehensive  touchpoints; 

Interaction between employees and 

the  organization; Covering the physical, 

cultural, and technological environment; Created 

for a good employee experience or employee 

needs; Using a technology approach 
3. Based on an analysis of the antecedents of 

employee experience, there are two groups, 

namely External and Internal. External, 

Relationship, and Organizational Justice are the 

most researched in each of the two journals. 

while in the Internal group, Experience, and 

Personality are the most researched within each 

of the two journals. 
4. In light of the Examination of the Results of 

Worker Experience, the most researched is 

Positive and Creative Behavior with 6 journals 

and 5 researchers, Satisfaction and Involvement 

and Engagement are the second most researched. 

with 4 journals and 4 researchers. 

 

5.2  Suggestions 
The researcher suggests further research, namely to 

research more about Employee Experience. What 

are the impact and results if there is employee 

experience in a company. Will it affect the 

engagement and satisfaction of employees and 

growth within the company. Because based on 

research results, there is not too much research that 

discusses employee Personality and Wellbeing 

Happiness, there is still limited what is needed and 

suggested by current research. Starting from the 

impact, results, and benefits for the Employee 
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Experience for a company. The researcher also 

suggests that future research can discuss more 

deeply the relationship between Work 

Characteristics, Post-Merger Identification, Firm 

Size, Job Challenges, and Work Design 

Competencies (WDC) because the research is very 

limited in terms of findings and still lacking in 

terms of support. 
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