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ABSTRAK
Obijektif kajian ini adalah untuk mengkaji hubungan antara gaya-gaya
kepimpinan transaksional dan transformasi pada tahap dedikasi pekerja di
sector FES Intel Malaysia. Kajian ini akan mengkaji gaya-gaya kepimpinan
yang lebih positif and aspek-aspek yang akan meningkatkan tahap dedikasi
pekerja. Walaubagaimanapun, kajian ini juga akan digunakan untuk
meramalkan jikanya kepimpinan transaksional atau transformasi adalah lebih
berkesan dan langkah-langkah yang akan diambil until menaiki tahap dedikasi
perkerja. Kajian ini kritikal kepada Intel Malaysia kerana pihak atasan mahu
langkah-langkah masa depan diambil untuk memastikan tindakan yang
sesuai akan diambil untuk memastikan bahawa pekerja-pekerja akan rasa
lebih dedikasi terhadap pekerjaan mereka and kepada syarikat. Maka, dua

soalan penyelidikan (hipotesis) telah direka untuk mencapai objektif kajian ini.

Kajian kuantitatif akan digunakan untuk satu soal selidik ini dan data akan
digunakan untuk pengujian hipotesis. Sampel untuk kajian ini terdiri dari
pekerja-pekerja dari bahagian FES di Intel Pulau Pinang. Salinan soal selidik
akan didistribusikan kepada sampel pekerja-pekerja dalam bahagian FES

selepas bertemu dengan mereka.

Analisis ini menunjukkan bahawa kedua-dua gaya kepimpinan, iaitu
transaksional dan transformasi memang ada kesan positif, tetapi, gaya
transaksi adalah gaya yang lebih dominan jika dibanding dengan gaya
kepimpinan transformasi. Implikasi dan langkah-langkah arah masa depan

untuk kajian kepimpinan akan dibincangkan.



ABSTRACT

The objective of this study was to examine the relationship between
transformational and transactional leadership styles on employee
engagement at Intel Malaysia. This study examines the predictive ability to
gauge the ability of leadership styles to positively predict aspects of employee
engagement. However, it would also want to predict if it's transformational or
transactional leadership as the more effective style as it will have more
predictive power. This study is critical to Intel Malaysia as we would like future
steps to be taken to ensure that appropriate future action will be taken to
ensure that employees are kept engaged at a high level. Hence, two research

questions were developed to achieve the objective of this study.

Quantitative study using a structured questionnaire was used to collect the
data for the hypothesis testing. The population for this study was the exempt
level of the FES Organization at Intel Penang. A hardcopy questionnaire was
distributed to the sample of employees in various FES Organizations after the

face validity was conducted.

The analysis found that both transformational and transactional leadership
positively portrayed employee engagement, where transactional show more
effect on employee engagement as compared to transformational leadership.
Implications, limitations and future directions for leadership research were

discussed.
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CHAPTER1

INTRODUCTION

1.1 Introduction to the Study

Employee engagement has recently emerged as a popular topic in
organizations, with research demonstrating its relationship with positive work
outcomes, including high performance, low turnover, and positive business
results (Hallberg & Schaufeli, 2006; Harris, 2007; Harter, Schmidt, & Hayes,
2002; Salanova, Agut, & Peiro, 2005; Schaufeli & Bakker, 2004). Although
there are many benefits to high employee engagement, few studies have
examined how leadership can encourage and foster employee engagement in
the workplace and what steps need to be taken to sustain high levels of
employee engagement (Macy & Schneider, 2008; May, Gilson, & Harter,

2004).

Hence, this study intends to look at levels of employee engagement
and see which leadership styles can influence higher levels of employee

engagement at Intel Malaysia.

What is Employee Engagement?

In general, research on employee engagement focuses on how employees
feel about their jobs and how they can contribute to their jobs (Saks, 2008).
Although the variable "engagement" has been studied for decades, the

construct of employee engagement is still unclear and debated among
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