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ABSTRACT

The purpose of this study is to determine and gain a better understanding of the
three independent variables drivers namely employee communication, employee
development and rewards and recognition that influence the employee engagement
that dependent variable. This study was done among 103 exempt staffs in one
education industry in Malaysia, Data were gathered through questionnaires and was
being analyzed by using Statistical Package for Social Science (SPSS) version 12.
Based on the analysis it was found that one of the independent variables namely
rewards and recognition made significant contributions to employee engagement.
Hierarchically, only these drivers were found to be among the strongest predictor
variables to employee engagement in this industry. Recommendations and

implications for future research and practice were also discussed.
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ABSTRAK

Kajian ini adalah bertujuan untuk menilai dan menambah pengetahuan terhadap tiga
pembolehubah tidak bersandar iaitu komunikasi pekerja, pembangunan pekerja dan
anugerah dan pengiktirafan yang mempengaruhi pembolehubah bersandar iaitu
komitmen pekerja. Kajian ini telah di lakukan dan di kumpul terhadap 103 pekerja
di dalam industry pendidikan di Malaysia. Data telah di perolehi melalui soalan dan
telah di analisa menggunakan Statistical Package for Social Science (SPSS) versi
12. Hasil daripada analisa data, satu pembolehubah tidak bersandar iaitu anugerah
dan pengiktirafan mempunyai hubungan positif terhadap komitmen pekerja. Oleh
itu, daripada kajian ini hanya satu pembolehubah tidak bersandar yang mempunyai
hubungan kuat dengan komitment pekerja di dalam industri ini. Cadangan dan

implikasi untuk kajian lanjut juga dibincangkan.
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CHAPTER 1

INTRODUCTION

1.1. BACKGROUND OF THE STUDY

In recent years the term ‘employee engagement’ has been identified as a critical business
driver that has the capability to impact an organization’s overall success. The concept of
employee engagement is rapidly gaining popularity and use in the workplace and also is a task
in itself because employee deals with not one but plenty of different individuals. In fact,
many literatures have claimed that employee engagement predicts employee outcomes,
organizational success and financial performance (Bates, 2004; Baumruk, 2004; Harter et al

2002; Richman, 2006).

There has been an increase of practitioner literature supporting that employee engagement
positively impact on their organization’s performance and sustainability (TowerPerrin-UK,
2006). The review indicates that there are more employees who are disengaged or not
engaged than there are engaged employees. Even though this, many organizations believe
that engagement is a principal source of competitive advantage. Results from corporate
organizational indicate that there should be a strong relationship between engagement,
employee performance and business outcomes. The key drivers of employee engagement
identified include communication, employee development, reward and recognition,
leadership, job satisfaction and etc. Whilst key drivers of engagement have been identified it

is also clear that ‘one size does not fit all’.
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