
The copyright © of this thesis belongs to its rightful author and/or other copyright 

owner.  Copies can be accessed and downloaded for non-commercial or learning 

purposes without any charge and permission.  The thesis cannot be reproduced or 

quoted as a whole without the permission from its rightful owner.  No alteration or 

changes in format is allowed without permission from its rightful owner. 

 



 

 

ORGANIZATIONAL CULTURE, HUMAN RESOURCE 

PRACTICES AND EMPLOYEE ENGAGEMENT AMONG 

ACADEMIC STAFF OF UNIVERSITI UTARA MALAYSIA   

 

 

 

 

 

 

 

 

NOR ARPIZAH ATAN 

 

 

 

 

 

 

 

 

 

Thesis submitted to School of Business Management 

College of Business 

Universiti Utara Malaysia 

in Partial Fulfillment of the Requirement for the  Master in Sciences 

(Management)  

 



SCHOOL OF BUSINESS MANAGER!EM 

Universiti Utara Malaysia 

PERAKUAN KERJA KERTAS PENYELIDIKAN 
(Certification of Research Paper) 

Saya, mengaku bertandatangan, memperakukan bahawa 
(I, the undersigned, certified that) 
NOR ARPIZAH BT ATAN (814278) 

Calon untuk ljazah Sarjana 
(Candidate for the degree of) 

telah mengemukakan kertas penyelidikan yang bertajuk 
(has presented hidher research paper of the fobwing title) 

ORGANIZATIONAL CULTURE, HUMAN RESOURCE PRACTICES AND EMPLOYEE ENGAGEMENT AMONG 
ACAEE!A!C STAFF CF UNIVERSITI UTAW !AAUYSIA 

Seperti yang tercatat di muka surat tajuk dan kulit kertas penyelidikan 
(as if appears on the title page and front cover of the research paper) 

Bahawa kertas penyelidikan tersebut boleh diterima dari segi bentuk serta kandungan dan meliputi bidang ilmu 
dengan memuaskan. 
(that the research paper acceptable in the form and content and that a satisfactory knowledge of the field is covered 
by the research paper). 

Nama Penyelia PROF. MADYA DR. HUSNA JOHARI 
(Name of Supervisor) 

Tandatangan 
(Signature) 

Tarikh 
(Date) 

28 JUN 2016 



 
 

i 

 

Permission to Use 

 

In presenting this thesis as partial fulfilment of the requirements for a postgraduate 

degree from Universiti Utara Malaysia, I agree that the Sultanah Bahiyah Library of 

Universiti Utara Malaysia may make it freely available for inspection. I further agree 

that permission for copying of this thesis in any manner, in whole or in part, for 

scholarly proposes may be granted by my supervisor, or in their absence, by the 

Dean of School of Business Management. It is understood that any copying or 

publication or use of this thesis or parts thereof for financial gain shall not be 

allowed without my written permission. It is also understood that due recognition 

shall be given to me and to Universiti Utara Malaysia for any scholarly use which 

may be made of any material from my thesis. Request of permission to copy or to 

make other use of material in this thesis, in whole or in part should be addressed to: 

 

 

 

 

Dean of School of Business Management 

College of Business 

Universiti Utara Malaysia 06010 Sintok 

Kedah Darul Aman 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

ii 

 

Disclaimer 

 

The author is responsible for the accuracy of all opinion, technical comment and 

factual data, report, illustrations and photographs in this dissertation. The author 

bears full responsibility for the checking whether the material submitted is the 

subject to copyright or ownership right. Universiti Utara Malaysia (UUM) does not 

accept any liability for the accuracy of such comment, report or other technical and 

factual information and the copyright or the ownership rights claim. 

 

The author declares that this dissertation is original and her own except those 

literatures, quotations, explanations and summarizations which are duly identified 

and recognized. The author hereby granted the copyright of this dissertation to 

College of Business, Universiti Utara Malaysia (UUM) or publishing if necessary. 

 

 

 

 

 

 

 

Date:__________________  Student Signature:_____________________ 

 

 

 

 

  



 
 

iii 

 

Abstract 

 

The purpose of this study is to examine whether organizational culture and human 

resource practices influence employee engagement among academic staff in 

Universiti Utara Malaysia (UUM). Two dimension of organizational culture namely 

perceived organizational support (POS) and stability were used. Whereas three 

dimensions of HRM practices namely, salary, training and career development will 

be the focus of this study to determine the influence on employee engagement. 

Primarily, this is a quantitative study developed research instruments the experts and 

original researcher already proven in terms of reliability and validity on 

organizational culture and human resource practices.  A total of 63 items were used 

in the questionnaire to examine all the variables illustrated in the theoretical 

framework. Data was collected through the self-administered by sending 

questionnaires to 320 academic staff in UUM.  A total of 200 academic staff (62.5%) 

had duly completed and returned the forms. Pearson correlation and linear regression 

were used to achieve the objectives of the study. Mean analysis shows that 

organizational culture and human resource practices influence employee engagement 

among academic staff in UUM. The result of the Pearson correlation analysis shows 

that among all five independent variables, training in human resource practices is 

found to be the most significant variable in influence the employee engagement 

among academic staff of UUM. 

 

Keyword: Employee engagement, organizational culture, perceived organizational 

support, human resource practices.  
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Abstrak 

 

Kajian ini bertujuan untuk membuktikan sama ada budaya organisasi dan amalan 

pengurusan sumber manusia (PSM) mempengaruhi keterlibatan pekerja dalam 

kalangan kakitangan akademik Universiti Utara Malaysia (UUM). Dua dimensi 

budaya organisasi digunakan iaitu persepsi sokongan organisasi dan kestabilan; 

Manakala tiga dimensi amalan PSM iaitu gaji, latihan dan pembangunan kerjaya 

digunakan untuk mengkaji sama ada tiga dimensi ini mempengaruhi komitmen staf 

akademik di UUM.   Kajian ini akan menggunakan kaedah kuantitatif berdasarkan 

instrumen penyelidikan yang telah dibangunkan melalui kepakaran para penyelidik 

asal yang mempunyai kesahan dan kebolehpercayaan yang tinggi dalam kajian 

berkaitan budaya organisasi dan amalan pengurusan sumber manusia. Sebanyak 63 

item soal selidik digunakan untuk mendapat kesahan daripada lima dimensi yang 

dikaji dalam teori rangka kerja yang digunakan.  Sebanyak 320 soal selidik 

diedarkan kepada kakitangan akademik UUM dan daripada jumlah tersebut, 200 

(62.5%) responden telah mengambil bahagian. Analisis min menunjukkan bahawa 

budaya kerja dan amalan PSM mempengaruhi keterlibatan kakitangan akademik 

UUM. Keputusan kajian menunujukkan dimensi latihan dalam amalan PSM paling 

signifikan mempengaruhi keterlibatan pekerja dalam kalangan akademik UUM.  

  

Kata kunci: Keterlibatan pekerja, budaya organisasi, persepsi sokongan organisasi, 

amalan pengurusan sumber manusia (PSM). 
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Background of the Study 

In previous years, employee engagement has become an interest topic for a scholar 

and human resource management practitioners. According to Bates (2004), many 

studies claim that employee engagement forecasts employee performance, 

organizational achievement and their monetary performance (Baumruk, 2004; Harter 

et al., 2002; Richman, 2006).  However, at the same time previous result show that 

there is a decline in employee engagement globally (Bates, 2004; Johnson, 2004, 

Kowalski, 2003; Richmad, 2006). According to Gallup 2013 study, only 13% of 

employee around the world are engaged at work. 24% are “actively disengaged,” 

meaning they are unhappy and unproductive at work. Whereas study by 

DecisionWise (2015), based on their studies in 70 countries, only 23% of employees 

are fully engaged with their job. As a result, company’s income is 33% lower than 

companies with more engaged employees.   Gallup study (in Jostle Report, 2014) 

showed that employee who are not engaged cost companies $450-$550 billion in lost 

productivity each year.  These phenomenon is refer as engagement gap and it is 

important for organization to understand what employee engagement is and what’s 

needed to cultivate it.         

 

There are major changes in higher education in Malaysia nowadays. According to 

Strategic Planning Report (Strategic Planning Quarterly Report, 2015), UUM is still 

behind to achieve its yearly KPI in publication in citation –indexed journals. 
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