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ABSTRACT

Nowadays, the importance of retaining and attracting skilled Employees for the success
of organization was recognized by business leaders. Therefore, organizations have
progressively centered on Employee engagement in the last two decades as an approach
to augment the skills and abilities of human resource. The increased focus on employee
engagement was not surprising due to the benefit attached with it were clear.
Furthermore, recent research has found that employee engagement not only enhance their
job performance but is also helpful in skills up gradation. The purpose of this study is to
examine and gain a better understanding of the strategies that influence the employee
engagement in JEPCO. This study was done among 108 staffs in JEPCO. The data were
collected through questionnaires and analyzed by using (SPSS). Throughout the
statistical analysis — correlation analysis, it is found that there is a significant relationship
between the three independent variables namely Employee Communication, Rewards
system and leadership support with the dependent variables, Employee Engagement.
Among all three independent variable, leadership support Is found to be the most
independent variable in driving the employee engagement in JEPCO.

Keyword: Employee Engagement, Leadership Style, Reward System, Communication,
Performance.



ABSTRAK

Kepentingan mengekalkan dan menarik Pekerja mahir untuk kejayaan sesebuah
organisasi telah diiktiraf oleh pemimpin perniagaan. Oleh itu, organisasi telah beransur-
ansur tertumpu kepada penglibatan pekerja dalam dua dekad yang lalu sebagai satu
pendekatan untuk meningkatkan kemahiran dan kebolehan sumber manusia. Tumpuan
lebih kepada penglibatan pekerja tidak mengejutkan kerana manfaat yang dilampirkan
dengan ia adalah jelas. Tambahan pula, penyelidikan baru-baru ini telah mendapati
bahawa penglibatan pekerja bukan sahaja meningkatkan prestasi kerja mereka tetapi juga
membantu dalam kemahiran penggredan. Tujuan kajian ini adalah untuk mengkaji dan
mendapatkan pemahaman yang lebih baik terhadap strategi yang mempengaruhi
penglibatan pekerja dalam JEPCO. Kajian ini dijalankan di kalangan 108 kakitangan di
JEPCO. Data yang telah dikumpulkan melalui soal selidik dan dianalisis dengan
menggunakan (SPSS). Sepanjang analisis statistik - analisis korelasi, didapati bahawa
terdapat hubungan yang signifikan antara ketiga-tiga pembolehubah bebas iaitu pekerja
Komunikasi, sistem Ganjaran dan sokongan kepimpinan dengan pembolehubah
bersandar, Employee Engagement. Antara ketiga-tiga pembolehubah bebas, sokongan
kepimpinan didapati pembolehubah yang paling bebas dalam memacu penglibatan
pekerja dalam JEPCO.
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CHAPTER 1

INTRODUCTION

1.1 BACKGROUND OF THE STUDY

Historically, the importance of retaining and attracting skilled employees for the success of
organization was recognized by business leaders. Then, organizations have progressively
centered on employee engagement (EE) in the last two decades as an approach to enhance the
skills and abilities of human resource. The increased focus on employee engagement was not
surprising due to the benefit attached with it were clear. Furthermore, recent research has found
that employee engagement’s engagement not only enhance their job performance but is also
helpful in skills raise. Additionally, employee engagement also results in organizational profit,
customer satisfaction and employee income and productivity. Thus, organizations which do not
focus on employee engagement suffer through the bottom line and competitive disadvantage

(SHRM Foundtion, 2016; Trussa et al., 2013).

Everything in this world is bound to change, as well as a change in an organization is a certain
thing that will happen. In the aspect of this change, an organization requires a powerful strategy
to pass the transition successfully. The engagement paradigm is a powerful alternative approach
to the variations in the organization or company. This paradigm produces an organization with
people who know about the organization and enthusiastic to performance. Furthermore, a
business that focuses on employee engagement develop the ability to face not only the present
problems and challenges but also the future challenges well because it involves all elements in it

to contribute (Axelrod, 2002; Hendrayati, 2015).

9



The contents of
the thesis is for
internal user
only



References

Aniruddha Limaye, Razeyeh Jalali and Divya Martyn (2013), Building a High Performance
Workforce : A Study on Rewards and Recognition practices in India.

Ashok M. (2005). Engagement for the mind body, and soul. Human Capital. Barrett, A., &
O’Connell, P. J. (2001). Does training generally work? The returns to in-company
training. Industrial and Labor Relations Review, 54, 647-662.

Bates, S. (2004). Getting Engaged: Half of Your Workforce May be Just Going Through the
Motions. HR Magazine, 44-51.

Batt, R., & Valcour, P. (2003). Human resources practices as predictors of work-family
outcomes and employee turnover. Industrial Relations: A Journal of Economy & Society,
42(2), 189-220.

Baumruk, R. (2004). The Missing Link: The Role of Employee Engagement in Business Success,
(report of a Hewitt Associates/Michael Treacy study) Workspan, 48-53.

Bernthal, P.R., & Erker, S. (2004). Selection forecast: Recruiting and hiring talent. Pittsburgh,
PA: Development Dimensions International.

Bernthal, P. & Wellins, R. (2003). Leadership Forecast: A benchmarking study. Pittsburgh, PA:
Development Dimensions International.

Bhatnagar, J. (2007). Talent Management Strategy of employee engagement in Indian ITES
employee: Key to retention. Employee Relations, 29(6), 640-663.

Blessing W. (2005). Employee Engagement Report 2005. Research Report. Princeton, NJ.

Buckingham, M. & Coffman, C. (1999). First, Break All the Rules: What the World’s Greatest
Managers Do Differently. New York: Simon & Schuster.

Cawe, M. (2006). Factors Contributing to Employee Engagement in South Africa.
University of Witwatersrand, Johannesburg.

Conference Board (2003). Linking People Measures to Strategy. Research Report R- 1342-03-
RR. New York, NY.

Conrad, C. (1994) Strategic Organizational Communication: Towards the Twenty
Cooper, D. R., & Schindler, P. S. (2008). Business Research Methods (10" ed.): McGraw Hill

Companies, Inc., New York.
79



Cropanzano R.S. & Kacmar, K.C. (1995). Organizational politics, justice, and support:
managing the social climate of the workplace. Westport: Quorum.

De Cenzo, David A. & Robbins, Stephen P. (1996) Human Resource Management, New York:
John Wiley & Sons, Inc.

Downs, W., & Hazen, M. (1977). A factor analytic study of communication satisfaction. Journal
of Business Communication, 14(3), 63-73.

Effron, M., Gandorsey R., & Goldsmith, M. (2003) Human Resources in the 21st Century. John
Wiley and Sons Inc., New Jersey.

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational
support. Journal of Applied Psychology, 71, 500-507.

Eisenberger, R., Singlhamber, F., Vandenberghe, C., Sucharski, 1., Rhoades, L. (2002).
Perceived supervisor support: Contributions to perceived support and employee retention.
Journal of Applied Psychology, 87, 565-573.

Emerson, R. M. (1976). Social exchange theory. Annual Review of Sociology, 2(1), Employee
Engagement. Research Summary. Corporate Executive Board Ewing, M. (2005). An
Engaged Workforce. Public Relations Tactics, 10-11 First Century. New York: Harcourt
Brace

Fleming, J. H., Coffman, C., & Harter, J. K. (2005). Manage your human sigma. Harvard
Business Review, 83(7/8), 106-114.

Gilson, L. and Harter, L.M. (2004) ‘The psychological conditions of meaningfulness, safety and
availability and the engagement of the human spirit at work’, Journal of Occupational
and Organizational Psychology. (77).11-37.

Hackman, J. & Oldham, G. (1976). Motivation through design of work: Test of a theory.
Organizational Behavior and Human Performance, 16, 250-279.

Hammer, B., Kossek, E., Yragui, N. L, Bodner, E., & Hanson, C. (2009). Development and
validation of a multidimensional measure of family supportive supervisor behaviors
(FSSB). Journal of Management, 35(4), 837-856.

80



Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between
employee satisfaction, employee engagement, and business outcomes: A meta-analysis.
Journal of Applied Psychology, 87, 268-279

Heathfield S. M. (2005). The Power of Positive Employee Recognition: How to Herzberg, F.

Hopsken, W. G. (2000). Quantitative Research Design, Sport-science Journal, 4(1),

Iyer, S., and Israel, D. (2012). Structural equation modeling for testing the impact of
organization communication satisfaction on employee engagement. South Asian Journal
of Management, 19(1), 51-81.

Janssen, O., (2005). The joint impact of perceived influence and supervisor supportiveness on
employee innovative behavior, Journal of Organizational Behavior, 78, 573 — 579.

Jeffrey, S. & Schaffer, V. (2007), the Motivational Properties of Tangible Incentives,
Compensation and Benefits Review, May-June, 44-50.

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at
work. Academy of Management Journal, 33, 692-724.

Kahn, W. A. (1992). To be fully there: Psychological presence at work. Human Relations, 45,
321-349.

Ketter, P. (2008). The Big Deal about Employee Engagement. Training and Development, 44-
49,

Kitchen, P. J.,, and Daly, F. (2002). Internal communication during change management.
Corporate Communications: An International Journal, 7(1), 46-53.

Kopp, Lauren, R. (2013). The Effects of Perceived Supervisor Work-Life Support on Employee
Work- Life Balance, Job Satisfaction, Organizational Commitment, and Organizational
Citizenship Behavior.

Kossek, E. E. (2005). Workplace policies and practices to support work and families. In Krueger,
J. & Killham, E. (2006) Why Dilbert is right? Gallup Management Journal,

Luthans, F. (2001). Employee Engagement and Manager Self-efficacy; Implications for
managerial effectiveness and development. Journal of Management Development, 21(5),
376-387.

81



Maslach, C., Schaufelli, W.B. & Leiter, M.P. (2001), “Job burnout”, Annual Review of
Psychology, 52, 397-422.

May, R. Gilson, R.L. and Harter, L.M. (2004) ‘The psychological conditions of meaningfulness,
safety and availability and the engagement of the human soul at work’, Journal of
Occupational and Organisational Psychology, 77, pp11-37.

McAdams, J.L. (1995), 'Rewarding Special Performance: Low-cost, High-impact Awards,' in
The Performance Imperative: Strategies for Enhancing Workforce Effectiveness, (eds).
H. Risher and C. Fay, San Francisco, CA: Jossey Bass, pp. 361388.

McBrain, R. (2007). The Practice of Engagement. Strategic HR Review, 6, 16-19.
Nitin, V. (2007). Employee Engagement. Nerul: SIES College of Management

Oldham, G. R., & Cummings, A. (1996). Employee creativity: Personal and contextual factors at
work. Academy of Management Journal, 39, 607-634

Padmakumar Ram & Gantasala V. Prabhakar (2011). The role of employee engagement in work-
related outcomes, Interdisciplinary Journal of Research in Business, 1 (3).

Ramsay, C. S., & Finney, M. I. (2006). Employee engagement at Intuit. Mountain View, CA:
Intuit Inc.

Robert J. Vance (2006). Employee Engagement and Commitment A guide to understanding,
measuring and increasing engagement in your organization. US: SHRM Foundation

Robinson, D., Perryman, S. & Hayday, S. (2004). The Drivers of Employee Engagement.
Institute of Employment Studies Report , 408( 2) 335-362
Rothbard, N.P. (2001). Enriching or depleting? The dynamics of engagement in work and family

roles. Administrative Science Quarterly, 46, 655-84.

Ruck, K., & Welch, M. (2012). Valuing internal communication: Management and employee
perspectives. Public Relations Review, 38(2), 294-302.

Saks, A.M. (2006). Antecedents and consequences of employee engagement. Journal of
Managerial Psychology, 21 (6), 600-619.

82



Saks, A.M. (2008). The meaning and bleeding of employee engagement: How muddy is the
water? Industrial and Organizational Psychology, 1, 40-43.

Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V., & Bakker, A. B. (2002). The measurement
of engagement and burnout: A two sample confirmatory factor analytic approach. Journal
of Happiness Studies, 3(1), 71-92.

Schaufeli, W.B. and Bakker, A.B. (2004). Job demands, job resources, and their relationship
with burnout and engagement: a multi-sample study. Journal of Organizational
Behavior, 25, 293-315.

Schaufeli, W.B., Salanova, M., Gonzalez-Roma, V. and Bakker, A.B. (2002). The measurement
of engagement and burnout: a two sample confirmatory factor analytic approach. Journal
of Happiness Studies, 3, 71-92.

Serino, B. (2002), Non-cash Awards Boost Sales Compensation Plans, Workspan, 45, 8, 24-27.

Shaffer, J. (2004). Measurable Payoff: How Employee Engagement Can Boost Performance and
Profits. Communication World.

Shalley, C.E., Zhou, J, & Oldham, G.R. (2004). The effects of personal and contextual
characteristics on creativity: Where should we go from here? Journal of Management, 30,
933-9

Smith, A. (2011). Internal social marketing: Lessons from the field of services marketing. In
Hastings, G., Angus, K., and Bryant, C. (Eds.), The Sage Handbook of Social Marketing.
298-316.

Tierney, P., Farmer, S. M., & Graen, G. B. (1999). An examination of leadership and employee

creativity: The relevance of traits and relations. Personnel Psychology, 52, 591-620.

Towers Perrin (2005). Towers Perrin 2004 European Talent Survey: Reconnecting with
Employees: Attracting, Retaining, and Engaging Your Workforce. Research Report.
London, UK.

Towers Perrin (2008). Confronting Myths: What really matters in attracting, engaging and
retaining your workforce? Global Workforce Study.

83



Truss, K., Soane, E., Edwards, C. Y. L., Wisdom, K., Croll, A., and Burnett, J. (2006). Working
life: Employee attitudes and engagement 2006. Chartered Institute of Personnel and
Development. Great Britain: Antony Rowe.

Walker Information, (2000). Halfway out the door: The Walker Information and Hudson
Institute national employee relationship report. Indianapolis, IN: Walker Information,
Inc.

Watson Wyatt. (2001/2002). Human capital index: Human capital as a lead indicator of
shareholder value. Washington, DC: Watson Wyatt Worldwide.

Watzlawick, P. Beavin J.H., D.D (1967). Pragmatics of Human Communication: A study of
Interactional Patterns, Pathologies and Paradoxes. New York: W.W. Norton.

Wayne, S. J., Shore, L.M. & Liden, R. C. (1997). Perceived organizational support and leader-
member exchange: A social exchange perspective. Academy of Management Journal, 40,
82-111.

Welch, J., & Welch, S. (2006, May 8). Ideas the Welch way: How healthy is your company?
Business Week, 126.

Wellins, R. S., Bernthal, P., & Phelps, M. (2006). Employee Engagement: The Key to Realizing
Competitive Advantage. Development Dimensions International, Inc., MMV., 1-30.

Gatenby, M., Rees, C., Soane, E. and Truss, C (2009) Employee engagement in context.
London: Chartered Institute of Personnel and Development.

Robinson, D., Perryman S., & Hayday, S. (2004). The drivers of employee engagement. IES
Report 408, John Storey, Patrick M Wright, David Ulrich eds. (2008). The Routledge
Companion to Strategic Human Resource Management.

David Guest, ‘Review of Employee Engagement: Notes for a Discussion, December 2008’
unpublished paper prepared specifically for the MacLeod Review.

Robinson, D. (2008) ‘Employee engagement: an IES perspective’, Presentation to the IES HR
Network.

Batista-Taran, L. C., Shuck, M. B., Gutierrez, C. C., & Baralt, S. (2009). The role of leadership
style in employee engagement. In M. S. Plakhotnik, S. M. Nielsen, & D. M. Pane (Eds.),
Proceedings of the Eighth Annual College of Education & GSN Research Conference
(pp. 15-20). Miami: Florida International University.
http://coeweb.fiu.edu/research_conference/.

84


http://coeweb.fiu.edu/research_conference/

Simon L Albrecht Arnold B Bakker Jamie A Gruman William H Macey Alan M Saks ,
(2015),"Employee engagement, human resource management practices and competitive
advantage"”, Journal of Organizational Effectiveness: People and Performance, Vol. 2 Iss
1pp. 7-35.

Catteeuw, F., Flynn, E., & Vonderhorst, J. (2007). Employee engagement: Boosting productivity
in turbulent times. Organizational Development Journal, 25, 151-156.

SUAN, C. (2009). Factors that Influence Employee Engagement: A Study of Celestica Malaysia
SDN. BHD.. Unpublished Master Thesis.

Peter Sibanda, Taruona Muchena, Farai Ncube (2014) "Employee Engagement and
Organisational Performance in A Public Sector Organisation in Zimbabwe", International
Journal of Asian Social Science. 4(1). 89-99.

Ncube, F. Sibanda, P. Maunganidze, L. (2013) The Competitive Advantages of Organisations in
Zimbabwe's Hospitality Industry: A Case of Two Organizations. Journal of Emerging
Trends in Economics and Management Sciences. 4(3).

85



	COPYRIGHT PAGE
	TITLE PAGE
	PERMISSION TO USE
	ABSTRACT
	ABSTRAK
	ACKNOWLEDGEMENT
	TABLE OF CONTENTS
	LIST OF TABLES
	CHAPTER 1: INTRODUCTION
	1.1 BACKGROUND OF THE STUDY
	1.2 PROBLEM STATEMENT
	1.3 RESEARCH QUESTIONS
	1.4 RESEARCH OBJECTIVES
	1.5 SIGNIFICANCE OF THE STUDY
	1.6 DEFINITION OF TERMS
	1.7 ORGANIZATION OF THE CHAPTERS

	CHAPTER TWO: LITERATURE REVIEW
	2.0 Introduction
	2.1 Definition of Employee Engagement
	2.3 Drivers of Employee Engagement
	2.4 SOCIAL EXCHANGE THEORY
	2.4 Employee Engagement and Organizational Performance
	2.5 What is Employee Engagement?
	2.6 EMPLOYEE ENGAGEMENT STRATEGIES

	CHAPTER THREE: METHODOLOGY
	3.1 INTRODUCTION
	3.2 RESEARCH FRAMEWORK
	3.2.1 Independent Variable
	3.2.2 Dependent Variable

	3.3 RESEARCH DESIGN
	3.4 SOURCES OF DATA
	3.4.1 Primary Data
	3.4.2 Secondary Data

	3.5 POPULATION AND SAMPLING
	3.6 MEASUREMENT ITEMS
	3.7 DATA COLLECTION METHOD
	3.8 DATA ANALYSIS TECHNIQUES
	3.9 CONCLUSION

	CHAPTER FOUR: FINDINGS & DISCUSSION
	4.1 INTRODUCTION
	4.2 OVERVIEW OF COLLECTED DATA
	4.3 RESPONDENTS’ PROFILE
	4.4 RELIABILITY ANALYSIS
	4.5 DESCRIPTIVE ANALYSIS
	4.6 MAJOR FINDINGS
	4.6.1 Pearson Correlation Coefficient
	4.6.2 Multiple Regressions

	4.7 SUMMARY OF FINDINGS
	4.8 CONCLUSION

	CHAPTER 5: DISCUSSION, RECOMMENDATION, AND CONCLUSION
	5.1 INTRODUCTION
	5.2 DISCUSSION
	5.3 LIMITATION OF THE STUDY
	5.3.1 Time and Financial Constraints
	5.3.2 Lack of Experience

	5.4 RECOMMENDATION FOR FUTURE RESEARCH
	5.5 CONCLUSION

	References



