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ABSTRAK

Objektif utama kajian ini adalah untuk menentukan pengaruh amalan Pengurusan Sumber
Manusia iaitu sokongan kepimpinan dalam dasar-dasar pentadbiran, komunikasi pekerja,
pembangunan kerjaya dan ganjaran dan pengiktirafan terhadap penglibatan pekerja. Untuk
mencapai objektif, kaedah kuantitatif telah digunakan dan data dikumpulkan melalui soal selidik.
Sebanyak 140 soal selidik telah diedarkan kepada 8 jabatan di Politeknik Tuanku Syed
Sirajuddin, Arau, Perlis. Hanya 120 soal selidik telah diterima dan digunakan untuk analisis

lanjut.

Data dianalisis dengan menggunakan ujian korelasi Pearson, analisis regresi dan ujian frekuensi.
Hasil kajian menunjukkan bahawa, terdapat hubungan antara amalan Sumber Manusia dengan
penglibatan kerja. Semua pembolehubah bebas secara positif dengan penglibatan pekerja kerana

nilai P kurang daripada 0.01 (p <0.01), ia adalah penting.

Akhir sekali, analisis regresi antara amalan Pengurusan Sumber Manusia dan penglibatan kerja
menunjukkan bahawa komunikasi pekerja adalah nilai beta yang tertinggi bahawa komunikasi

pekerja didapati menjadi faktor yang paling penting dalam menerangkan penglibatan kerja.

Kesimpulannya, didapati bahawa amalan HRM mempunyai pengaruh ke atas penglibatan kerja
pekerja. Faktor demografi juga mempengaruhi tahap penglibatan pekerja. Ini menunjukkan
bahawa pengurusan perlu membuat perubahan dan penyusunan semula pembangunan secara
teratur dalam polisi-polisi amalan pengurusan sumber manusia bagi mencapai tahap pengukuhan

dalam penglibatan pekerja di politeknik ini.



ABSTRACT

The main objective of this study is to determine the influence of Human Resources Management
(HRM) practices (leadership support in administrative policies, employee communications,
career development and rewards and recognitions) on employee work engagement. To attain the
objectives, the quantitative method was used and data were collected through questionnaires. A
total of 140 questionnaires were distributed to 8 departments in Polytechnic Tuanku Syed
Sirajuddin, Arau, Perlis. Only 120 questionnaires were received and used for further analysis.
The data were analyzed using Pearson correlation, regression analysis and frequency test. The
findings exhibited that, there were relationship between Human Resource practices with work
engagement. All the independent variables are positively correlated with employee engagement
since P value less than 0.01(p<0.01), it is significant.

Lastly, the regression analysis between HRM practices and work engagement indicated that
employee communication is the highest beta value that employee communications were found
being the most important factor in explaining work engagement.

In conclusion, it is observed that HRM practices have influence on the employee work
engagement. Demographic factors also affect the engagement level of the employees. This shows
that employers need to develop a proper and well-structured HRM policies in attaining high

work engagement level among the employees.
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CHAPTER 1

INTRODUCTION

1.0  Background of Study

The Department of Polytechnic Education is committed to provide quality, efficient and
customer-friendly services to the highest level of objectivity, confidentially, integrity and
professionalism. The Ministry of Higher Education through the Department of Polytechnic has to
ensure that the country’s semiprofessional workforce and executive levels must meet the
industries’ requirements and needs accordingly. In the year 2010, the Ministry of Higher
Education in Malaysia has implemented thorough transformation in the technical and
polytechnic education system conducted by the Polytechnic Education Department. The
transformation plan for the polytechnic education is to upgrade the technical and polytechnic
education sector to be the alternative choice for those who want to pursue their higher education
in technical and specialized skills.

The Transformation plan will also upgrade the primer polytechnic’s to focus on the experts,
becoming a centralized repository knowledge in the polytechnic teaching sector and in
specialized fields or niche in line with the country development industry. This transformation
plan when be implemented will shift polytechnic roles and functions in the higher learning sector
and fulfill the needs of human development based on technology and industry. (Mohamed

Khaled Nordin 2010).



The contents of
the thesis is for
internal user
only



REFERENCES

Aggarwal, U., Datta, S., & Bhargava, S. (2007). The Relationship between Human Resource
Practices, Psychological Contract and Employee Engagement -- Implications for Managing
Talent. IMB Management Review (Indian Institute of Management Bangalore), 19, 313—
325. d0i:10.1016/j.ucl.2009.08.006

Aguinis, H., & Kraiger, K. (2009). Benefits of training and development for individuals and
teams, organizations, and society. Annual Review of Psychology, 60, 451-474.
doi:10.1146/annurev.psych.60.110707.163505

Alam, M. T., & Farid, S. (2011). Factors Affecting Teachers Motivation. International Journal
of Business and Social Science, 2, 298.

Arokiasamy, A. R. A., Tat, H. H., & Ghani, A. (2013). The Effects of Reward System and
Motivation on Job Satisfaction : Evidence from the Education Industry in Malaysia Quest
International University Perak ( QIUP ), Faculty of Business , 24(227), 1597-1604.
doi:10.5829/idosi.wasj.2013.24.12.13294

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career
Development International, 13(3), 209-223. doi:10.1108/13620430810870476

Bakker, A. B., & Leiter, M. P. (n.d.). Work Engagement: A Handbook of Essential Theory and
Research.

Basikin, B. (2007). Vigor, Dedication and Absorption: Work engagement among secondary
school English teachers in Indonesia.

Countries, T. P. (2012). A Tempus Study in Public Higher Education in the, (10).
d0i:10.2797/89070

Dearden, L., Reed, H., & Reenen, J. Van. (2006). Discussion paper The impact of training on
productivity and wages :

Franke, F., & Felfe, J. (2012). Transfer of Leadership Skills. Journal of Personnel Psychology,
11(3), 138-147. doi:10.1027/1866-5888/a000066

Gupta, R., Hershey, D. a., & Gaur, J. (2012). Time Perspective and Procrastination in the
Workplace: An Empirical Investigation. Current Psychology, 31(2), 195-211.
d0i:10.1007/s12144-012-9136-3

Harris, H. (2011). Resource Management Practices And Organizational Commitment: The Case

Of Academics In A Malaysian Higher Education, 1155-1173. Retrieved from
http://econpapers.repec.org/paper/cms2icb11/2011-232.htm

53



Hersey, P., & Blanchard, K. (1993). Management of organizational behavior. Journal of
Organizational Behavior Management (Vol. 12, pp. 45-65). doi:10.1300/J075v12n02_03

Higgot, K. (2012). Case studies An employee reward Calvin London and.

Huselid, M. A. (1995). The impact of human resource management practices on turnover,
productivity, and corporate financial performance. Academy of management journal, 38(3),
635-672.

Ivancevich, J. M., Matteson, M. T., & Konopaske, R. (1990). Organizational behavior and
management.

Jasmi, M. A., Zakaria, M. A., Bahru, P. J., & Saud, M. S. (2010). Lecturer Perceptions On
Workload , The Impact Towards The Effectiveness Of The Teaching And Learning Process
In, (November), 10-11.

Ji, L., Huang, J., Liu, Z., Zhu, H., & Cali, Z. (2012). The effects of employee training on the
relationship between environmental attitude and firms’ performance in sustainable
development. The International Journal of Human Resource Management, 23(14), 2995—
3008. doi:10.1080/09585192.2011.637072

Larsson, R., Brousseau, K. R., Kling, K., & Sweet, P. L. (2007). Building motivational capital
through career concept and culture fit: The strategic value of developing motivation and
retention. Career Development International, 12(4), 361-381.
d0i:10.1108/13620430710756753

Maslach, C., Schaufeli, W.B. & Leither, M.P (2001). Job burnout. Annual Review of Psychology.
52, 397-422.

Mba, D. P. P., & Ph, D. (2009). Compensation and Benefits : Theory to Practice, 177-180.

Mohamad, A. A. (n.d.). Human Resource Practices And Organizational Performance . Incentives
As Moderator, 1(2), 229-244.

Mohamad, A. A., Lo, M., & La, M. (2009). Human resource practices and organizational
performance. incentives as moderator. Journal of Academic Research in Economics, 1(2),
229-244.

Othman, R. B. (2011). The Influence Of Human Resource Practices On Employee Work
Engagement (Doctoral dissertation, Universiti Utara Malaysia).

Parasuraman, S., Badawy, M. K., & Church, F. (1994). Work Experiences , Job Involvement ,
and Quality of Work Life Among Information Systems Personnel, (June), 175-202.

54



Rousseau, D. M., & Wade-Benzoni, K. a. (1994). Linking strategy and human resource
practices: How employee and customer contracts are created. Human Resource
Management, 33(3), 463-489. doi:10.1002/hrm.3930330312

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of
Managerial Psychology, 21, 600-619. doi:10.1108/02683940610690169

Schaufeli, Hakenan J. and Bakker (2006). Burnout and work engagement among teachers.
Journal of School Psychology. 43, 495-513.

Schaufeli, W. B. (2006). The Measurement of Work Engagement With a Short Questionnaire: A
Cross-National Study. Educational and Psychological Measurement.
d0i:10.1177/0013164405282471

Schaufeli, W. (2011). Work Engagement : What do we know ?, (December).

Schaufeli, W.B and Bakker (2004). Job Demands, Job Resources and their relationship with
burnout and engagement: a multi-sample study. Journal of organizational Behavior. 25,
293-315.

Selvarajan, T. T., & Cloninger, P. a. (2012). Can performance appraisals motivate employees to
improve performance? A Mexican study. The International Journal of Human Resource
Management, 23(15), 3063-3084. doi:10.1080/09585192.2011.637069

Shaheen, 1., Sajid, M. A., & Batool, Q. (2013). Factors Affecting the Motivation of Academic
Staff (A case study of University College Kotli , UAJ & K), 2(1), 105-112.

Shaheen, 1., Sajid, M. A., & Batool, Q. Factors Affecting the Motivation of Academic Staff (A
case study of University College Kotli, UAJ&K).

Smidts, A., Pruyn, A. and Van Riel, C. (2001). The impact of employee communication and
perceived external prestige on organization identification. Academy of management journal.
44(5), 51-63.

Tillott, S., Walsh, K., & Moxham, L. (2013). Encouraging engagement at work to improve
retention. Nursing Management, 19(10), 27-31. doi:10.7748/nm2013.03.19.10.27.e697

Viljevac, A., Cooper-Thomas, H. D., & Saks, A. M. (2012). An investigation into the validity of

two measures of work engagement. The International Journal of Human Resource
Management, 23(17), 3692-3709. doi:10.1080/09585192.2011.639542

55





