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ABSTRACT 

This research was carried out in the form of a case study in a private university with 

quantitative method which employed questionnaires as the main instrument. The research 

was to understand the relationship between employee engagement, job satisfaction, self-

efficacy and workplace environment and performance among academicians in private 

university in Selangor. This research paper intends to examine the factors that affecting 

Malaysian Private University as job performance of academicians is one of the main 

criteria in determining a university’s QS World University Ranking. Hence, this research 

aims to determine the role of academicians in improving job performance as few studies 

in the past have focused on academicians in private universities. This research paper 

enables parties such as the Ministry of Higher Education and management of universities 

to pinpoint the core areas that need improvement and take corrective actions to improve 

job performance of academicians in private university. Besides that, this research also 

increases self-awareness of academicians towards their job performance. Herzberg Two-

Factor theory and Self-Determination theory were adopted for this research as it is deemed 

the most appropriate in the context of this research. Questionnaires has been distributed 

to 202 academicians in Private University, in Selangor via e-mail or walk-in. Findings of 

the research revealed that only three (3) out of four (4) variables are having significant 

relationship with the performance among the academicians. The recommendation for the 

related discussions and future research were also discussed. 

Keyword: Employee Engagement, Job Satisfaction, Self-Efficacy, Workplace 

Environment, Performance, Academicians 
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ABSTRAK 

Kajian telah dijalankan di sebuah  universiti swasta dengan menggunakan borang soal 

selidik didalam kaedah kuantitatif sebagai instrumen utama.Penyelidikan ini bertujuan 

untuk memahami hubungan antara penglibatan pekerja, kepuasan kerja, sifat kemahiran 

kendiri dan persekitaran tempat kerja dan prestasi di kalangan ahli akademik di universiti 

swasta di Selangor. Kajian ini bertujuan untuk mengkaji faktor-faktor yang 

mempengaruhi prestasi kerja ahli akademik yang dijadikan sbagai salah satu kriteria 

utama didalam menentukan kedudukan universiti didalam QS World University Ranking. 

Secara umumnya, beberapa kajian yang lepas juga turut memberikan tumpuan kepada ahli 

akademik di universiti swasta dan kajian ini dijalankan bagi mengenal pasti peranan ahli 

akademik dalam meningkatkan prestasi kerja. Sehubungan ini ia membolehkan pihak-

pihak seperti Kementerian Pengajian Tinggi dan pihak pengurusan universiti untuk 

menentukan bidang teras yang memerlukan penambahbaikan dan mengambil tindakan 

pembetulan untuk meningkatkan prestasi kerja ahli akademik di universiti swasta. Selain 

itu, kajian ini telah meningkatkan kesedaran diri akademik terhadap prestasi kerja mereka. 

Teori dua faktor Herzberg dan Teori Penentuan Kendiri telah diguna pakai untuk kajian 

ini kerana dianggap paling sesuai dalam konteks penyelidikan.Borang kaji selidik telah 

diedarkan kepada 202 ahli akademik di Universiti Swasta, di Selangor melalui e-mel atau 

bersemuka. Penemuan kajian telah menunjukkan hanya tiga (3) daripada empat (4) 

pemboleh ubah mempunyai hubungan yang signifikan dengan prestasi di kalangan ahli 

akademik. Cadangan untuk pihak berkepentingan yang berkaitan dan penyelidikan masa 

depan juga turut dibincangkan. 
Kata Kunci: Penglibatan Pekerja, Kepuasan Kerja, Kemahiran Kendiri, Persekitaran 

Tempat Kerja, Prestasi, Ahli Akademik 
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CHAPTER 1  

INTRODUCTION 

1.0 Introduction  

The purpose of this research is to look into the relationship between employee 

engagement, job satisfaction, self-efficacy, and workplace environment and academicians' 

performance at a private university in Selangor. The context of the analysis is explained 

in this chapter, as well as descriptions of how the study is be carried out. The problem 

statement, the research issues, the objectives of the study, the significance of the study 

and the scope of the study, the meaning of key words and the organization of the research 

paper are also discussed. 

 

1.1 Background of the study 

In the United States of America, the higher education sector is a multibillion-dollar 

industry and due to the expansion of students and the number of students has been growing 

in the global market (Derek Bok, 2015). The demands from the students in this lucrative 

education markets have led the students to spend their time, money and energy on their 

education to ensure a better standard of living.  Therefore, education is a strong 

transformation agent and that promotes social stability and drives long-term economic 

growth. In order to prepare the children for future learning and to enhanced lifestyles it 

will lead parents to save in advance or indebted and they will sacrifice to allow their child 

to pursue tertiary studies (Moreau& Kerner, 2015).  

 



2 
 

Malaysia is an educational hub of excellence in the country, and Malaysia's higher 

education sector has expanded and changed tremendously (Grapragasem, Krishnan & 

Mansor, 2014). In year 2015 Ministry of Higher Education (MOHE) has launched 

Malaysia Education Blueprint 2015-2025 which outlines the measures and strategies 

which capitalise on its strategic position   that Malaysia will become an international 

centre of excellence in education (Azman & Sirat, 2018). (MOHE) is the governing 

authority for higher education sector. There are 42 private universities located in Selangor 

itself.  The education sector plays a huge role in developing the human capital (Othman 

& Mohamad, 2014). The increased demand for higher education has promoted more 

employment in higher education institution.  The changes in higher education will 

therefore change the academic landscape, and number of academicians and staff employed 

in private universities are also increased. The companies expected the education and 

policy process to be successful. The academic success is absolutely depending on the hard 

work and contribution of academicians and their achievements (Sakiru, Ismail & Samah, 

2017). Employee engagement, job satisfaction, self-efficacy and work environment are 

therefore a key element for the academic success for all educational institutions 

(Tepayakul & Rinthaisong, 2018; Zhang, 2020).  

 

Furthermore, HRM is considered to be one of the important roles in the management of 

the organization. Pfeffer (1994) has stated that for most organisations, HR is still 

recognised as an essential resource. The majority of private universities are seeking to 

increase the value of HR at present. Over the past decade, through their HR personnel, 

especially academicians, private universities have handled their HR, but this is only a 
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small part of the organization. Academician is the main asset of private university because 

employees are the ones who will contribute to the performance of the organization (Amin, 

Ismail, Rasid & Selemani, 2014).  Education has a great impact in today's knowledge 

society and is correlated with a wide variety of positive results that plunge our economy 

into improved health and well-being, greater social trust and greater growth and 

development (Sahin & Kurban, 2016). Better education is essential for enhancing human 

capital and it also will develop the nations in the world to have a high literacy rate. 

Education will dive the economy towards the productivity and provide a good standard of 

living and it gives the positive effect on the economy due to well trained workforce.  

 

Higher academic complacency will result in an impressive performance for the 

educational success and therefore it will create healthy and positive environment for the 

private university (Chui, 2016). The market for the standard of higher education these 

days in private universities are increasing and the university has making serious efforts in 

improving the quality of the academicians. An optimum job improvement is required in 

order to achieve high efficiency, which is capable of using the ability of employees to 

establish organizational goals that can make a meaningful contribution to the growth of 

the company (Andriani, Kesumawati & Kristiawan, 2018). In addition, the private 

university needs to pay attention to various factors that may affect the academicians’ 

performance by satisfying the needs of the employees (Khan, Kundi, Nawaz, & Khan, 

2014). A higher level of performance would encourage the development of academicians’ 

attitudes and behaviours in accordance with their specific fields and responsibilities. It 

will motivate academicians to concentrate on their efforts to be responsible in their work. 
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Academicians need to play their key roles and positions in whole educational process so 

that it will increase the quality of higher education (Jusmin, 2016). Therefore, employee 

engagement, job satisfaction, self-efficacy, and the workplace environment are all 

important factors for a private university to retain its valued personnel, particularly the 

academicians. 

 

According to Armstrong (2017), it is very crucial for HR to manage the efficiency and the 

effectiveness in managing their people, especially in the private universities. Without all 

these factors, organization cannot survive for a long time to come. Employees also 

engaged strengthen the competitive advantage of the organizations and create a favourable 

business environment. Engagement is one of the key and powerful strategies for attracting, 

nurturing, maintaining, respecting and managing the workforce of the organization. 

Private university will recognize that its academic is the most important asset (Bavani, & 

Mohan, 2015). As a result, most private universities will continue to invest significant 

resources to fulfil their corporate responsibilities as a caring employees. They are also 

proud to have a dedicated workforce to remain loyal and grow with the education sector. 

The adoption of an open-door policy will allow the employees to have an open 

communication, feedback and discussion to access to appropriate channels in cases of 

queries.  

 

The aim of this research paper is to analyse the main factors influencing academicians’ 

performance at the private university in Selangor. Many private Universities are 

implementing the selective training programs and have imparting their academician with 



5 
 

education programs to meet the increasing technological and business requirements. 

Employees such as academicians can impart their strong expertise and abilities to be more 

successful in a competitive world. Private university is trying to increase the overall level 

of employees’ job satisfaction so the academician can improve their standards of living, 

giving a better compensation and adapting with the current trends of the technology 

changing in global that will affect the productivity, employment and income of the 

academicians (Masum, 2015). This grows the needs of having a pool of dedicated 

academicians who would serve the organisation at the best way possible. Academicians 

who are functioning in teams turn out to be the standard for the organisation. When an 

employees like academicians are engaged, satisfied and happy with the working 

environment, they will be more responsible with their task and will align with the business 

goals and at the same time they will help to motivate their colleagues alongside, for the 

success of the organizational goals in order to achieve the performance (Falola, 2018). In 

this study, it has been set out to define the relationship between the different factors of 

Strategic Human Resources Management such as employee engagement, job satisfaction, 

self-efficacy and work towards on academicians’ performance. These are crucial in 

determining the academician’s performance. Therefore, the management of private 

university need to have a better solution and recognition on the factors that affects the 

academicians’ performance as it leads to these factors which could help in driving the 

standard of the private university in Selangor. 
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1.2 Problem Statement 

In today's world, tertiary education is an integral component of an individual's life. As a 

result, when deciding which university to enrol their children in, it's only normal for 

parents who want their children to receive the greatest education possible (Ahmad and 

Buchanan, 2017). In line of the decrease in the number of enrolled students in private 

university in Selangor, it is critical to investigate the root of the issue. All these students 

will go for the universities that have the lower cost, have better recognitions and reputation 

and have future job prospects for the graduates. All these criteria is lead to the university’s 

reputation in teaching and the most important things is the academic. The success of the 

academicians in the institution is undoubtedly one of the most important factors to 

consider. Malaysia has strived to help bring up the quality educations, reputation, 

technology equipped and the capable and good quality academicians (Naidu & Derani, 

2016). 

 

According to Malaysian Association of Private Colleges and Universities (MAPCU) 

2020, 97% of private universities and university colleges (not including private colleges) 

make losses in year 2020 due to the lesser number of students enrolment (University 

World News, 2020). When the financial of the company was not stable, the private 

university management has decided in cutting costs through downgrading pay and 

conditions for staff and it affects the academicians’ performance (University World News, 

2020). According to New Straits Times newspaper dated on June 18, 2020, as enrolments 

plummeted, some universities and colleges had already laid off employees, while others 

had implemented drastic salary cuts. End of the year 2020, up to 100 private higher 
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education institutions, or one-fifth of the 440 nationwide, were in dangers of closing. It 

estimated that 97% of institutions around the country in Malaysia will lose money this 

year, with 51% of those in the red going bankrupt. It also looked at the effect of a 33% 

drop in revenue with no change in liabilities or personnel costs. MAPCU stated there were 

5% decrease in revenue transforms 70% of Malaysia's private higher learning institutions 

into loss-making organisations, while a 10% drop in revenue would put all Malaysian 

international branch campuses in the red. With a 15% decline in enrolment, more than half 

of Malaysia's private higher education institutions will go bankrupt. The current 

predicament had hit on institutions; the issues were systemic and inextricably tied to the 

private university's poor management (University World News, 2020). In most 

organisations, tenure is not assured, and regard for knowledge and credentials has all but 

vanished. The students and parents have a choice to choose other universities like public 

universities with better quality environment and learning. 

 

According to the Services Statistics Education -Private Sector (2015) that stated in Figure 

1.1, the figure shows that University Education has the highest numbers of manpower in 

the education sector, with 43,852 employees (51.7%) followed by other education 

(25.9%), secondary education (18.1%) and primary education (4.3%). This data was 

gathered in year 2014 where Malaysian government has spent a large amount in hiring the 

full-time employees especially the academicians which coming from the managerial, 

professional and executive level. Figure 1.1 also stated the number of persons engaged are 

high which is 70.1% where it means the education service continued to rise  and there are 

many new upcoming colleges or universities being introduced in the educations industry 
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these days (Naidu & Derani, 2016). In Figure 1.1 also shown the highest number of 

manpower lead the education sectors that have been aggressively and creative in using all 

approaches and techniques in recruiting and attracting talents especially the academicians. 

It can cause a lot of competition amongst the academicians in the market due to the 

uncertain, current changing and competitive environment. Attractiveness of the different 

institutions, the quality of the intituition’s reputation and the quality of the academicians 

will play the biggest role in attracting the quality academicians. Therefore, if the 

management of the private university who was not able to create positive relationship, 

they will not be able to retain the valued of their employees especially the academicians 

where they will easily go and work with other university. High academicians’ turnover 

will have great impacts on the quality and performance of the institution itself (Kadiresan, 

2016). Meanwhile, it is very hard to retain the talented, experienced and loyal academician 

due to the attractive job opportunities in the market out there. So, one of the important and 

powerful strategy to attract, nurture, retain, respect and manage the manpower of the 

organisation is by having an engaged workforce like academicians to stay loyal and grow 

with the University. All variable factors in this research paper are common to all 

organizations and in order create a feeling of value and involvement among the 

academicians.  
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Figure 1.1 

Percentage distribution of persons engaged by category of workers in education services 

Source: Service Statistic Education (Private Sector) 2015. 

 

This research focused on private university, Selangor and it identified their academicians’ 

performance and factors affecting them. Management needs to face and addressing 

performance issues especially in dealing with the academicians. University needs to find 

an effort to retain the academicians because the cost of turnover will cause the big losses 

to the private university (Mahiswaran, 2016). 

 

The system of higher education in Malaysia comprises of both public and private higher 

education institutions (Othman & Othman 2014). Parents, ironically, chose to send their 

children to other universities because the fees paid by the institutions is less costly than 

those charged by private universities. But there are some parents do not mind sending their 
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children to private universities because the facilities they provided was good and nature 

of the institution. As a result, Malaysia continues to strive in improving educational 

quality through the implementation of education, science, and community service, with a 

focus on creating competencies that would enable persons to compete in global industry 

and community demands (Puspita, Charles & Unang, 2020). 

 

 And for some reasons it is considered that just a few of Malaysia's best private universities 

are ranked in the QS World University Rankings for year 2020 as stated in Figure 1.2. 

This has indicated that the academicians’ performance in some private universities in 

Malaysia is unfavourable, which has made them have been omitted from the QS World 

University Rankings. If the private university has been ranked in the World University 

ranking, it shows the university’s reputation for its quality and the academic reputation 

was good. In Figure 1.2 shown only few private universities listed in these rankings. The 

World University Rankings is one of the recognition or affiliation for the institutions and 

where it leads to the teaching quality of the academicians and academic reputation which 

reflect overall performance (Johnes, 2018). The academicians’ performance is one of the 

most important factors considered when it comes to determining university rankings 

because it is generally ties with the quality of the teaching staff or the academic outlook 

of the academicians and the outlook of the employer itself (Rodionov, 2014). At the same 

time, private university normally has to deal with different issues to attain the 

organizational goal and objectives in competitive education business market. 
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Figure 1.2 

Top Universities in Malaysia (2020) 

Source: Edu Advisor 

 

Today, most of the private university believed that without efficient academicians 

functions the organisation they would not be able achieve and sustained effectively. The 

success or failure of each organisation was depending on the execution of duties of their 

employees and organization also was influenced by the key factors that contributed to the 

performance of their employees and it was supported by adequate organizational capacity 

(Puspita, Charles & Unang, 2020).  Few factors such as employee engagement, job 

satisfaction, self-efficacy and work environment, are important for retaining employees. 

Private university in Selangor is committed to producing a generation of well educated, 

skilled, creative and innovative society. The private university has developed educational 
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technologies that need to be in line with the needs of workers who tend to adapt and help 

deliver high-quality learning results. Private university is a container in producing high-

quality employees, academic, professional, and intellectual competence (Chong, Falahat 

& Lee, 2020). Private university is attempting to strengthen the academician's quality and 

the quality of education so that it can expand like the other universities and perform well. 

The quality of resources, particularly the academicians who then called workers, is the 

dominant factor impacting the private university. This is controlled by the actors of the 

private university which involved in achieving the objectives. Employees are a central 

element that defines a private higher education institution's success and life. Due to its 

position as the subject of policy makers and operational activities in recruiting good 

academics, HR is the most significant asset of private universities (Ali & Panatik, 2015). 

Private university requires academicians who have high performance and competence. 

Achievement of the academicians can be enhanced progressively and can be interpreted 

as the accomplishment of work where they will be committed to achieve the highest 

standards of performance. Managing employee’s performance is a basic centre action of 

HR (Armstrong, 2017). 

 

It is no longer news that employee engagement, job satisfaction, self-efficacy, and 

workplace environment anchors for the employee performance. Every organisation needs 

to maximize employee performance in order to achieve those objectives and it becomes 

one of the most important priorities (Dugguh &Dennis,2014). To boost performance and 

productivity, organisations such as private university wanted employees who are not only 

highly motivated, but also satisfied and well-balanced. In contrast, many organisations in 
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the 20th century which lacking in terms of employee engagement, job satisfaction, self-efficacy 

and work environment. All factors will incline to fail more frequently if they were unable to 

achieve the desirable efficiency even though they effectively utilize their manpower 

(Mahiswaran, 2016).  

 

To avoid this kind of situation continuing many more years, it is essential for the private 

university to identify the employee engagement, job satisfaction, self-efficacy and work 

environment nowadays which affect academician’s performance. Academicians are the 

most valuable asset in every university to achieve their overall objectives. The 

academician's and private university's performance are heavily influenced by the policy, 

procedures, and design characteristics of the organisation in general. Employees are the 

blood of any business (Okolie,2019). The best accomplishment in the private university 

is depending on the performance of its employees especially the academicians (Jusmin, 

2016). 

 

 Therefore, this study has stated four important variables which are employee engagement, 

job satisfaction, self-efficacy and working environment that examine the relationship on 

academicians’ performance in private university. Overall, this finding of this research will 

contribute for a better implementation on factors that affecting the performance of the 

academicians for future research. As a result, the goal of this research paper is to figure 

out what elements influence academicians’ success to ensure that academicians in private 

university can deliver satisfactory results and continue to attract potential students to 

private university. 
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1.3 Research Objectives 

The aim of this research is to study on the employee engagement, job satisfaction, self-

efficacy and workplace environment towards the academicians in the Private University, 

Selangor. To simplify this, the following objectives have been addressed in providing 

answers to the research questions: 

The specific objective of this study as follows: 

1. To identify the relationship between employee engagement and academicians’ 

performance in private university. 

2. To determine the relationship between job satisfaction and academicians’ 

performance in private university. 

3. To examine the relationship between self-efficacy and academicians’ performance 

in private university. 

4. To find the relationship between workplace environment and academicians’ 

performance in private university. 

 

1.4 Research Questions 

The following questions need further discussion upon the issues that have been addressed 

in the research problem. The research questions are as follows: 

1. Is there any relationship between employee engagement practiced and performance 

among academicians in private university? 

2. Is there any relationship between job satisfaction and performance among 

academicians in private university? 

3. Is there any relationship between self-efficacy and performance among 
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academicians in private university? 

4. Is there any relationship between workplace environment and performance among 

academicians in private university? 

 

1.5 Scope of Study 

The research focuses on the academicians’ performance of private university in Selangor. 

The targeted respondents are full time academicians and the academicians’ rank such as 

Professors, Associate Professors, Senior Lecturers and lecturers and tutors. The reasons 

for choosing the academicians are because they are the parties who play a bigger part in 

contributing their responsibilities and lacking in their performance from them can affect 

the whole practice which can simply result to the failure of academicians in university and 

failure of the management of the private university. The location taken place in SEGi 

University, Selangor where the analysis of the problems and solutions has been conducted 

to understand the factors that affects the academicians’ performance in the university. This 

is a comprehensive study focuses on the different faculties that academicians have 

attached in SEGi University such as American Degree Program, Centre for Pre Uni-

Studies, Centre Teaching and Learning, Faculty of Art, Faculty of Business 

Communication, Faculty of Dentistry, Faculty of Medicine, Faculty of Engineering, Built 

Environment & IT, Faculty of Education, Languages & Psychology, Faculty of Medicine, 

Faculty of Pharmacy, Faculty of Optometry & Vision Science and Graduate School of 

Business, School of Education and Languages, School of Business, School of IT, School 

of Hospitality.  This research was conducted because SEGi University also represent the 

performance issues among the academicians like other universities as well.
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1.6 Significance of Study 

1.6.1 Theoretical Contribution 

The current study aims to study the factors that affect performance among the 

academicians in private university. The researcher was able to extend the literature on 

academicians' performance by using a literature review and the findings of current studies 

to particularly incorporate a number of IVs such as employee engagement, job 

satisfaction, self-efficacy, and workplace environment. The aforementioned factors 

influence academicians' performance in the context of a private university based on one 

underpinning theory, namely the Two Factors Theory (Herzberg Theories), and one 

supporting theory, namely the Self Determination Theory, to support all of the variables 

and their impact on academicians' performance. Furthermore, contribution to the existing 

knowledge of literature is contributed by current research model with the support of these 

theories.  

 

1.6.2 Practical Contributions 

Firstly, the result of the study is important for the academicians to develop self-awareness 

regarding their work quality. They would be able to build on these factors in order to 

maximise their workplace efficiency and productivity. 

 

Secondly, it gives the valuable information and guidance to the management in helping to 

improve the academicians’ performance. Private university management should recognize 

the real causes of academicians’ performance and fix issues with the desired strategy. It 

helps to identify communication platforms and improving relationships between 
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employees and managers and at the same time it also helps to strengthen quality 

management and improve technical strength in the private university. Moreover, it is also 

helping the private university management to stimulate higher academic performance by 

enhancing their working environment, proving a job security and giving better 

compensation or remuneration. All the employees where they put participation in 

improving their performance especially the academicians who are corresponding to 

perform the operations in the university. Furthermore, it enables the management to 

improve and grow their business. Through effective ways, we can attract departmental 

elites to raise awareness to all the employees, especially in creating an inspiring and 

engaging workplace culture and retains the academicians and improves their productivity 

towards the performance. 

 

Thirdly, it is beneficial for the private university, so the academicians that have a good 

quality will be attracted to work in this private university, and this results not only in 

improving university rankings due to their good performance, but also having higher-

calibre graduates. A university that improves academicians' performance would certainly 

be able to bring and recruit other academicians who are more competent to work at a 

private institution. The most skilled and experienced academicians can help private 

university develop and enhance their success so that they can compete among the top 

universities. Besides that, this study also is helpful for all private university to review, 

revise and come up with more effective employee engagement, job satisfaction, self-

efficacy and work environments practices that can revive the academician’s performance 

and productive as well as to maintain valuable image among competitors. Hence, this 



18 
 

study is expected to act as a basis for education sector to improve the academician’s 

performance in improving all the factors such as employee engagement, job satisfaction, 

self-efficacy and workplace environment. 

 

Fourthly, this study also helps Malaysian society because parents allow their children to 

enrol in private institution without fear of academicians with a negative track record or 

reputation. Thus, the results obtained through this study is also expected to be useful for 

HR practitioners in an organization to consider potential pitfalls in employee engagement, 

job satisfaction, self-efficacy and work environments that could lead to poor 

academician’s performance and come up with continuous performance assessment among 

team members and conduct survey-based analysis to identify the level of satisfaction 

among team members. Human being is an organization tool, they are sometimes difficult 

to control in order to achieve success in the organisation. HR need to manage a variety of 

personalities, deal with conflict, and coach the employee especially the academician.  

 

Finally, analysis can also be utilised as a framework for future research in public or other 

private universities. This research also expected to assist the future researchers by narrow 

down the gap exist in terms of literatures and findings in aspects of employee engagement, 

job satisfaction, self-efficacy and workplace environment that the academician’s 

performance. In this survey, it shows how it is contributed to enhancing the performance 

of academics, and how to direct future research to examine and appreciate the implications 

of making a conclusion in academicians’ performance.
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1.7 Definition of Terms 

1.7.1 Employee Performance 

1.7.1.1 Conceptual Definitions 

Employees’ performance is assessing whether a person performs jobs well and it is a core 

concept within work and organizational psychology (Campbell, 1990). 

 

1.7.1.2 Operational Definition 

Performance management is a systematic approach to enhancing performance by 

establishing individual and team goals that are aligned with the organization's strategic 

objectives. Performance management is the contiguous process of improving 

performance. It also involved in the preparation of results, reviewing and assessing 

progress and improving the information, skills and abilities of people (Armstrong, 2017). 

Success reflects the overall organizational goals achieved. The degree of quality depends 

on conduct as well as on how well it is assessed. When it is possible to measure and assess 

the behaviour of employees, it is referred to as efficiency (Mishra & Grubb, 2015).  

 

1.7.2 Employee Engagement 

1.7.2.1 Conceptual Definition 

Employee engagement involves to do beyond the call of duty in order to succeed at their 

work. Kahn (1990) mentioned employee engagement is “harnessing of the members of 

the company themselves to their job positions”. In employee engagement individuals who 

have been working in the workplace during role performances can demonstrate 

themselves mentally, cognitively, and emotionally. 
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1.7.2.2 Operational Definition 

Employee engagement often refers to the participation and enjoyment of the worker, as 

well as enthusiasm for work (Carter, 2018). Employee engagement has become one of the 

top priorities for employees and managers in any organisation. That engagement is just 

like a muscle that needs to grow and develop continuously. 

 

1.7.3 Job satisfaction 

1.7.3.1 Conceptual Definition 

Job satisfaction is referred to the pleasurable or optimistic emotional state of an employee 

arising from one's job or work experience (Locke, 1976). 

 

1.7.3.2 Operational Definition 

Satisfied employees in companies tend to be more innovative and devoted. Therefore, in 

managing the university academicians, job satisfaction must be deemed essential This 

research aims to contribute a little to our understanding of the elements and processes that 

influence academic job satisfaction in Malaysian private universities (Masum, 2015). 

 

1.7.4 Self-Efficacy 

1.7.4.1 Conceptual Definition 

Self-efficacy has an effect on the emotional responses and thinking patterns of a person. 

Self-efficacy can also be defined as a feature of self-belief that helps people to perform a 

mission (Bandura, 1977). Therefore, it can be claimed that a high level of perseverance is 
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linked to self-efficacy would most certainly contribute to higher productivity and 

efficiency. 

 

1.7.4.2 Operational Definition 

Schunk and DiBenedetto (2014), concluded that the evidence across studies 

demonstrating that "perceived self-efficacy" contributes significantly to the degree of 

motivation and achievements in performance. 

 

1.7.5 Work environment 

1.7.5.1 Conceptual Definition 

The working environment is something that surrounds workers and that influences them 

in the performance of tasks that are assigned to them (Nitisemito, 1992). The organisation 

should be able to represent the environment that motivate managers and subordinates to 

work together. 

 

1.7.5.2 Operational Definition 

The work environment is affecting every element of physical and social cultural 

phenomenon. Human needs to be sensitive on their work surrounding which means having 

an innate awareness and seek out the environment with certain qualities. A healthy work 

atmosphere would have a good effect on both employees and employers (Gunaseelan & 

Ollukkaran, 2016). A good organizational working climate can allow people to achieve 

job results. The positive organizational conditions are introduced to the workers by having 

a straightforward job description, adequate authority, demanding job objectives, 
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productive communication patterns of work, harmonious working relationships, diverse 

work atmosphere, career prospects and adequate work facilities. If the organization's 

environmental conditions are less supportive, individuals who have a sufficiently high 

level of intelligence are in fact still can excel in work. The working environment affects 

the performance of an organization, both directly and indirectly (Hartinah, 2020) 

 

1.8 Organisation of Research Paper 

There are five (5) chapters have been organized for this research paper. Chapter one (1) is 

addressing on the whole idea of the research, whereby Chapter two (2) is discussing and 

highlighting on the literature review of the variables involved which are employee 

engagement, job satisfaction, self-efficacy and work environment. Besides, it is included 

with the framework developed and the theory used for the research paper. Chapter three 

(3) further explains on the research methodology. There are complete explanations on the 

settings, sampling, population technique, strategy and method for data collection, 

instrument and measurement, validity and reliability of the data analysis, and correlation 

analysis between the independent variables and dependent variable. The results of the data 

collected is presented in Chapter four (4), where it is reviewed, and discussion takes place. 

Meanwhile, Chapter five (5) underlined the conclusion gathered from the reviewed result 

and some recommendations is provided for future research.
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CHAPTER 2  

LITERATURE REVIEW  

2.0 Introduction 

This chapter focuses primarily on the research paper from the previous findings. There are 

five sections in this chapter, where the first section explains the definitions provided by the 

previous researchers for relevant terminology in this research. The second section of this 

chapter covers the theoretical discussion whereas the third section elaborates on the 

empirical discussion related to this study. The fourth section of this chapter covers on the 

practical discussion and finally the fifth section is the summary of this chapter. 

 

2.1 Definition 

2.1.1 Employee Performance 

Job performance has been identified as latent structure elements such as written and 

spoken communication, showing effort, preserving personal discipline, fostering peer and 

team achievement, supervision/leadership, and management/administration (Campbell, 

McCloy & Oppler, 1993). Performance is the operation or method of completing a task or 

performing a role and how effectively it is done and how it is performed, and it is measured 

in terms of results within a specific time.  

 

When it comes to academician's performance, it refers to all employees in the education 

industry. Since the definition of ‘performance’ also eventually depends upon the 

objectives of the organization, hence it is considered as a difficult term to verbalize a clear-
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cut and absolute explanation (Yee, 2018). Performance is often defined as the productivity 

of an organization as the productivity reflects how well an organization performed in a 

certain period (Sauermann, 2016). Any organization's human capital are valuable assets. 

The success or failure of an organisation is primarily decided by the people who work 

there. Productivity is considered as the proportion at which either a firm or an organization 

yields goods and the quantity made is equated with how considerable time, money and 

workforce is needed to produce them (Athal, 2020). The higher of the organization's 

productivity, the better its performance. 

 

Participative decision making has a major impact on lecturer results, according to Khan, 

Shah, Khan & Gul (2012). There is also a connection between the workplace environment 

and job performance of academicians (Ajayi, Awosusi, Arogundade & Ekundayo, 2011). 

 

 Performance management affects overall organisation performance, and it is an important 

device to track progress against goals and instil organizational progress and it is reflecting 

the performance of employees’ productivity (Nazir & Islam, 2017). Improving employee 

performance management is essential and it will help the employees understand their roles 

and responsibility to align with the company’s objective (Kanwal, 2018).  The key to 

improve the academicians’ productivity is by react to goals as a group so that it can build 

one another’s strength and with sharing the tasks their productivity will be increase. A 

team who collaborates and work cooperatively with their teammates towards a common 

goal will take responsibilities and help their team members to accomplish their tasks and 

work together to meet the organization's objectives. Academicians’ performance is one of 
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the important components in the organisation. The aims of these practices are to achieve 

the high-performance culture and the outcomes achieved are related to the organization's 

strategic goals (Cania, 2014). 

 

The performance of employees depends primarily on the outcomes when the plan is 

maintained. Performance assessment is a core aspect of performance management 

(Armstrong, 2017). The person or organization's success depends heavily on the 

organization's policies, processes and design features. This holistic view reflects the 

models of SHRM and considers the organizational approach to HR operation as an 

organization's purpose rather than a particular activity (Armstrong, 2017). 

 

 Many studies indicate that this is an effective way of enhancing academicians’ 

achievement and performance. Employee behavioural standards in the workplace not only 

show how the employee works, but it will show how good is their work meets the 

employer-specified requirements. The performance of employees relates to whether 

people fulfil their duties. The secret to organisational success is the performance. 

Employees who are happy with their job will improve their work productivity (Deepa, 

Palaniswamy & Kuppusamy, 2014). But if employees are not satisfied, they will lose their 

motivation towards outstanding performance. If the employees are satisfied with the 

pleasant environment, they will be performed better. Management found that encouraging 

high performers to achieve the goal of the business was easy if compared to the low 

performer (Ngwenya & Aigbavboa, 2017).  
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Top management has taken a number of initiatives in order to enhance employee morale 

and performance, to build an outstanding job climate. The Malaysian government, 

according to the survey has provided an incentive to develop human resources in all 

sectors including private universities. This will include the training and development for 

all levels of employees. In 1992, government established an aggressive HRDF by paying 

taxes on the system. A survey conducted by MEF (2016) found that 30% of the common 

pool establishment from the employer contribution to HRDF which likely influence to the 

employee performance assessment. It will be influenced on the company's success as well 

as improved job productivity in the organisation.  

 

2.1.2 Employee Engagement 

Employee engagement is one of the most crucial aspects of maintaining high staff 

productivity (Bhuvanaiah & Raya, 2014) ; Albrecht, 2015). Kahn (1990), initially defined 

employee engagement is described as a multidimensional construct it can be either 

physical, cognitive or emotional use of one's own body and speech in representing 

characters during an interaction., as well as the use of organisational positions by members 

of the organisation.  

 

Employee engagement as a commitment to the feelings and intelligence of the 

organisation (Saks & Gruman, 2014). Employee engagement is most generally 

characterised as employees' contribution to the company's participation and importance. 

If an employee is interested, the employee will recognise that is their sense of 

organisational priorities and obligations motivates other colleagues to contribute together 



27 
 

for the betterment of the company. Employees are recruited to perform exemplary tasks 

that go beyond the scope of their roles (Bakker & Albrecht, 2018). Kahn (1990) also 

claimed using the organisations ’members themselves for the task of function” was the 

first idea for work participation. He also added, “employee in a role performance is 

mentally, cognitively, emotionally self-acting."  

 

Employees are characterised as employees by several factors. This definition was created 

with the notion of an employee's productive productivity in mind. Al-Tit and Hunitie 

(2015), stated employees who are engaged bring many advantages to the company, 

including increased efficiency, higher quality, better customer service, employee 

cooperation, lower employee turnover, absenteeism, and less conflicts. For each company 

to achieve a competitive advantage, employee engagement is a great weapon. It is well 

handled and is known as the most significant asset.   

 

Katz and Kahn (1966), refer to the definition of work as it applies to an organization's 

effectiveness. Employees must play a part in developing a creative and collaborative work 

environment that will improve productivity and impact on today's market climate. 

Companies all over the world are moving forward to improve employee engagement by 

increasing efficiency, profitability, reduce the turnover, and organisational security (Mani 

& Mishra, 2021). Employees who are engaged dedicate their full attention and passion to 

their careers, as well as thinking for the company's future. Mani and Mishra (2021) have 

noted that an involved employee is fully aware of the business climate will collaborates 

with other employees to enhance job performance for the organization's benefit. 
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Another part of employee engagement that specifically stresses interpersonal harmony is 

team and co-worker relationships. Kahn (1990) found that employee engagement is 

boosted by positive and trustworthy interpersonal relationships, as well as a supportive 

staff. Employees must feel secure at work and completely committed to their duties in an 

open and welcoming atmosphere. Employee will explore, try new things, and even fail in 

a supportive atmosphere without fear of repercussions (Kahn, 1990). On-the-job 

relationships had a major effect on relevance, which is one of the components of 

commitment, according to the report. Locke and Taylor (1990) stated that those who have 

positive interpersonal interactions with their co-workers should find more purpose in their 

occupations. As a result, if the employee has a positive working relationship with his or 

her co-workers, the employee's job engagement is likely to be strong. Employee 

engagement is stronger predictor of positive organisation productivity in achieving their 

work (Mann & Harter, 2016 ; and Bakker & Albrecht, 2018). A high engagement level of 

academician is most likely impacting the organization’s profit which invokes the 

employees to achieve their highest potential. 

 

Employees that are enthusiastic about their professions are more likely to be inspired and 

professional. These abilities would be diminished if the company does not use them on a 

daily basis. Therefore, Employees should have a good interaction with their employers, 

according to HR managers and direct, truthful, and reliable communication within the 

company in order to build commitment among employees. For every organization's 

employee engagement is a top priority (Saks & Gruman, 2014). 

 

https://www.emerald.com/insight/content/doi/10.1108/ICT-06-2019-0060/full/html?casa_token=q8IH8cx_yVkAAAAA:LeONJ58wd-2vc9sWThLy_UeMfvkYhJVtbmdwGw7fKlfg0Oc_zUcLbazqal_zyYWIHhtIjmKJrADL6wy9khF7Hc-p5xY_kew47HACPouysj2F52O7pElDjQ#ref033
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 Employee engagement is influenced by a number of factors. These factors are present in 

all companies and make workers feel respected and dedicated. However, the components 

of feeling valued and respected, as well as the relative importance of each aspect, are likely 

to differ from one organisation to the next. There are few factors in determining the 

employee engagement such as leadership, team and co-worker relationships, training and 

career growth, compensation, business policies, and organisational well-being. Effective 

leadership is very important for smooth functioning of the organisation. A leader should 

have the potential to improve employee engagement, because without good leadership, a 

company would not be able to thrive for a prolonged period of time (Anita, 2014). Leaders 

must consciously reflect the ideals and beliefs the objectives of the organisation. They 

must match their personal values with the company's corporate values and foster a 

supportive and equitable workplace for all workers.  

 

The second major criterion identified as a key factor in employee engagement was 

leadership. Internalized morality, self-awareness, balanced information processing, and 

relational clarity principles are all higher-order, multi-dimensional mechanisms of good 

leadership (Soane, 2014). Research studies by (Othman, 2017) stated that involvement 

will occur when leaders are inspiring. Leaders must convey to workers that their actions 

are vital to the company's overall success. It obviously contributes to their engagement 

and dedication when workers are deemed important and meaningful. Supportive 

leadership aims to promote workers' interest, pleasure, and enthusiasm at work by 

influencing their commitment (Anita, 2014).  
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Employee engagement Employee engagement is one of the most important factors in 

creating and promoting high levels of cooperation (Mone & London, 2015). Employee 

engagement is practically affecting employee morale, productivity and reasons that make 

them stay in the company. Organisation is using their employee engagement as an 

effective utilization of HR and smooth running especially in the private university. Kariuki 

and Makori (2015), have highlighted the participation of employees is one of the most 

powerful factors in determining the performance of employees.  

 

Another critical factor to include in the process of engaging workers is training and career 

growth, as it motivates employees to focus on a particular job. The accuracy of operation 

increases with preparation, which has an effect on service efficiency and employee 

engagement (Ahmed, 2015). When an employee engages in training and learning growth 

activities, the level of confidence in the field of training is growing, encouraging them to 

take on more responsibility in their work. Alderfer (1972) concluded that when a company 

allows their employee to change, they can, and it is ultimately rewarding them. He 

emphasized that "a person's willingness to be what he or she is most fully capable of being 

what he or she can be dependent on finding the chance to be what he or she is capable of 

capable of becoming." Management must prioritise career pathways through training and 

development, which will contribute to timely opportunities for growth and development 

(Shahzadi, 2014). Well-trained employees will share their existing experience and 

expertise by using their creativity to get better understanding and developing the 

organization's operation. Training and development have a few advantages such as 

improved morale, employee satisfaction, lower turnover, higher retention and improved 
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recruiting. Different factors, such as top management support, technological innovations, 

global uncertainty, and other HR functions all play a part may have an impact on training 

and growth (Anitha, 2014).  

 

Compensation policies motivate employees to work. Employee engagement is believed to 

be affected by benefits. Proper remuneration system to keep workers motivated to work 

for the company. It pointed out that the issues of attrition and the expense of recruiting are 

minimised by a successful policy on pay. By increasing pay and benefits, organizations 

are motivating their employees to work. Remuneration package is a necessary component 

of an employee's dedication, as it motivates them to accomplish more and thereby devote 

more time to work and personal growth. This involves monetary and non-monetary 

compensation, bonuses, and such monetary incentives, as well as non-monetary incentives 

like extended vacations and coupon programmes, make up lucrative compensation. A 

study by Khalid and Nawab (2018), found that employee engagement is greatly affected 

by appreciation and incentives. Employees would feel compelled to respond with a higher 

degree of dedication if they earn incentives and appreciation from their employer, they 

said Anitha (2016), observed that the level of commitment of employees depends on their 

perception of the benefits they receive. Management has to set out a proper remuneration 

and higher appreciation standards for its employees so that employees will stay loyal with 

the organisation. 

 

Policies, processes, structures, and systems in the workplace shall determine the level of 

employee involvement in a company. According to previous studies, employee 
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engagement and the accomplishment of company objectives require friendly 

organisational policies and activities. Fair staff recruitment and selection can be relevant 

policies and procedures.  Armstrong (2017), show that the organization's policy has a 

direct effect on potential employees' dedication and commitment. However, Anitha (2014) 

argued that the company's flexible work-life policies have a significant positive effect on 

employee engagement. Several other studies from Bontrager, Clinton & Tyner (2021), 

have highlighted the benefit of organisational policies and practises are to promote flexible 

work arrangements that help employees to manage their businesses. Workplace 

environment satisfaction is a broad concept that will enhance the commitment of 

employees. Well-being is defined as “all that has an effect on the way we think about and 

live our lives" (Shibli & Salman, 2020), and therefore well-being is the most important 

measure to measure the impact the organization has on employees. 

 

Employee engagement is a significant factor in improving employee morale. Managers 

must take an active role in increasing employee satisfaction and ensuring that they are 

involved in their work. While according to Cattermole and Johnson (2014) employee 

involvement, is a workplace practise for ensuring that workers are committed to the 

company's principles and priorities. According to Kohli (2015), the readiness to commit 

oneself and extend one's discretionary effort in order to contribute to the organization's 

overall aims and objectives is defined as engagement. Employee engagement is described 

as the degree to which employees think, feel, and act in ways that demonstrate a strong 

commitment to their employer. 
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2.1.3 Job Satisfaction 

The private university faces a major challenge in surviving in the current evolving, 

unpredictable, and challenging market climate. In other words, organisations have faced 

various obstacles regardless of size, technology, or strategic policies (Hijazi, Kasim & 

Daud, 2017). Furthermore, rapid technological developments have altered all facets of 

life, including the diversity of job seekers around the world. However, due to competitive 

in the private university which has to compete with the public education sector has 

influenced the stability of talented talent in such exciting prospects for jobs. Not only 

talented employees but other inexperienced candidate or employees may be able to find a 

better position with a better opportunity. of the global business climate in the industry and 

the attractiveness of global job prospects, the employee’s satisfaction has drawn 

practitioners' attention, and it has been difficult to retain loyal employees. Others claim 

there is a connection between employee satisfaction at work and the company's financial 

success (Hijazi, Kasim & Daud, 2017). 

 

In order to fulfil the organization's short- and long-term targets, all employees need ideas, 

innovation and opinions. HR should play their role in the organisations to arouse and 

sustain the excitement of the employees However, while it is difficult to overstate the 

value of buying manpower, it is also impossible to purchase people's minds (Dalkrani & 

Dimitriadis, 2018). As a result, the company should maximise the experience and 

expertise of the employee, all employees must have faith in the organisation, and priorities 

must be in line with the organization's general objectives. 
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The phrases "workplace satisfaction" and "employee satisfaction" are used 

interchangeably. Some people claim that people are pleased with their jobs, including 

employment and personal aspects such as work quality and supervision. The degree of 

work satisfaction influences job satisfaction (emotional job satisfaction level) as well as 

job knowledge (Stankovska, 2017). 

 

Many different researchers have a different definition of job satisfaction in various ways, 

some of them describing it as a pleasant or optimistic emotional state resulting from a 

review of one's job or work experiences (Locke, 1976). As AAAM Al Hossam (2016) has 

claimed if the employees are not happy with their work, they will find satisfaction 

elsewhere not only in terms of monetary but also in term of human aspects of the job. 

 

According to a systematic review of the literature, the higher employee satisfaction, the 

lower the turnover rate and the lower the level of tardiness (Sembe & Ayuo, 2017).   

Researchers and practitioners are almost in agreement with the atmosphere of team 

collaboration, work autonomy, style of leadership and nature of work are essential 

determinants of job satisfaction for employees. Since employee job satisfaction has a 

positive and important effect on the productivity of employees, companies continue to 

invest in technical and strategic improvements subsequently improves the performance of 

employees. 

 

Effective HRM plays an important role in increasing the employee’s job satisfaction and 

productivity (Qazi & Jeet, 2017). Job satisfaction in most cases means employees agree 
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that they fell about their work. Job satisfaction is a positive emotional experience of work 

not my own needs (Locked, 1976). Furthermore, according to Herzberg (1959), employee 

job satisfaction is the product of likes and dislikes linked to work experiences Employee 

satisfaction is characterised as a combination of moral, physical, and environmental 

factors. It reflects a person's feelings towards certain aspects of the workplace (Torlak & 

Kuzey, 2019). 

 

Researchers are concentrating more on job satisfaction problems as individual jobs 

become social phenomena. Employees who are unhappy with their employment will 

almost certainly seek fulfilment elsewhere. In summary Torlak & Kuzey (2019), 

concluded the work characteristics such as pay, potential for advancement, use of 

clarification of work and devotion to expertise, relationship with managers and colleagues, 

organisational features such as job satisfaction. Organizations that value employee 

satisfaction must take deliberate measures to create and sustain interesting work. 

 

Building job satisfaction for employee is a significant determinant of university’s 

productivity and success, which draws many academic disciplines attention to this issue. 

Employees are assets of the company, according to experts, they play a vital role in 

achieving goals. This subject is mainly concerned with job satisfaction. and how it impacts 

employee psychological characteristics and organisational performance. Furthermore, 

through growing employee empowerment, change leadership has a huge impact on 

employee job satisfaction. Nevertheless, the complex impacts of style change on increase 

in personal satisfaction are overlooked. Employee satisfaction has been found and given 
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a direct impact on customer satisfaction in the literature, which in the case of a private 

university would include students, parents, and others. Employees are taking the first step 

towards achieving improved organisational efficiency. 

 

Therefore, in the management of private university, job satisfaction must be deemed 

essential. The goal of this paper is to provide a modest contribution to the understanding 

of factors influencing the job satisfaction among academicians in private university in 

Selangor. Satisfied employees within companies tend to be more innovative and 

dedicated. In relation to their universities, all the academicians will have personal and 

professional interests including pressure to achieve success, make sound decisions about 

research agendas and course loads, and retain work-life balance. Job satisfaction has 

comprised of competitive salary, job autonomy, good supervision and interpersonal 

relationships, training and development opportunities, better working conditions, and job 

security. The compensation package is considered to be the most significant element of 

work satisfaction for any organization's employees (Darma & Supriyanto, 2017). 

Different compensation packages, such as special pay premiums, benefits, bonuses, and 

so on, are often handled at private universities. Supervisory support also refers to 

employees' understanding of how much their employer values their efforts and cares for 

their well-being. Some researchers have argued that supervisors have an interpersonal 

relationship with their employees, and this relationship can persuade staff to be happy at 

work.  When they are happy, they will perform in their work. So, the quality of education, 

so that the human factor influences the private university (Fanggidae, Suryana & Efendi, 

2016). 
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At the same time, it provides the employees with job security where the employee is 

committed to the organization. In gaining the skills and new knowledge, employees are 

required to compete in a competitive market, training and development is an integral 

feature of HRM. Alromaihi, Alshomaly and George (2017), stated that training and 

development systems increase employee satisfaction and efficiency because they provide 

workers with the skills, they need to perform their work effectively. For project 

assignments, collaborating with colleagues or team cohesion is currently promoted 

because it provides opportunities for employee social interaction. A team member takes 

more responsibility for the activities of the team as well as the organisation. Promotion or 

career development opportunities contribute to employee satisfaction in organisations.  

 

Career development also is a part of academics' job satisfaction. Organizational culture 

refers to a collection of belief structures and proposals to carry out an organization's 

activities. Hameed, Ahmed-Baig and Cacheiro-González (2018), clarified that the culture 

and policy of the company encourages employees to be empowered and steadfast in their 

commitments. As a result, the overall performance of the company will be increases. Job 

satisfaction is important for employee success, as well as for employee well-being and 

organisational productivity, quality, employee relations, absenteeism, and turnover. 

Therefore, job satisfaction must be considered important in managing university 

academicians. This article aims to provide a modest contribution to the understanding of 

factors and mechanisms that influence academicians’ job satisfaction in private university, 

Selangor (Masum, 2015). 
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In order to improve job satisfaction, the private university must apply job satisfaction 

approaches, one of which will determine the degree and causes of satisfaction among 

academicians. Furthermore, expressing gratitude to the academicians by pursuing 

fulfilment in the scope of the work environment, including the creation of policies, 

procedures, laws, and protection, as well as good working relationships between 

colleagues and superiors (Puspita Rinny, 2020).
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2.1.4 Self-Efficacy 

Self-efficacy is characterised as a person's confidence in their ability to complete any 

given task, as well as their ability to mobilise the motivation, cognitive resources, and 

course of action necessary to complete a task successfully in a given context. Self-efficacy 

is vital because it has an effect on everyone's mental state, actions, and motivation. 

Bandura discovered that personal self-efficacy plays an important role in how priorities 

and activities can be addressed (Bandura, 1977). 

 

Bandura (1986) has stated that self-efficacy is a central component of social learning 

theory, as it applies to an individual's attitude or actions, cognitions, and environment, and 

thus has an effect on how they think. Other concepts similar to self-efficacy discovered 

by Morris, Usher and Chen (2017) stated personal institutional beliefs, personal efficacy, 

ability beliefs, and awareness beliefs have also been used by other researchers. 

 

Employees that have a high degree of self-efficacy are more likely to succeed and are said 

to respond more positively to negative feedback and use it to enhance their performance 

(Alessandri, 2015). Furthermore, since research suggests that self-efficacy affects 

personal choice, effort level, and patience, it is a useful term for understanding human 

actions. (Carter, 2018). In short, individuals who have a high level of self-efficacy has a 

higher chance to succeed than those who have a low level of self-efficacy. This people 

will follow and sustain in their job (Bandura, 1997). Self-efficacy refers to an individual's 

willingness to take the steps required to cope with potential circumstances. The ability to 
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deal with actions and the amount of time it lasts is determined by self-efficacy standards. 

High self-efficacy person will put sufficient effort, which, leads to a successful outcome, 

while those with low self-efficacy would fail early in the trial and leave. Self-efficacy has 

been studied from a variety of perspectives, including different pathways to improve self-

efficacy, differences in self-efficacy in a variety of circumstances, and self-efficacy and 

self-concept interaction, of which customs are attributed can support or hinder self-

efficacy. Teaching self-efficacy in the academicians will include in terms of preparation, 

assessment and teaching delivery and they will set high goals and inspire students to 

achieve these goals (Pachler, Kuonath, & Frey, 2019). 

 

Self-efficacy influences any human effort. By judging people's perceptions of their own 

control over their situation's effect. Self-efficacy is defined as in order to cope with the 

future, it is time for people to take the requisite steps. It will influence the performance, 

persuasion and self-awakening and the impact of cognitive behaviour. Bandura (1977) 

found that real (future)mission success and past performance are closely linked to self-

efficacy. Self-efficacy is a term that is somewhat similar where people are capable of 

achieving a certain level of success and it is a key mechanism of job performance 

(Alessandri, 2015). 
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2.1.5 Workplace Environment 

Private university can no longer afford to waste the ability of their workforce, especially 

academicians, in today's competitive higher education climate. More frequently than not, 

the working climate in place has a positive or negative effect on academicians’ morale, 

efficiency, and engagement (Kasule, 2015). According to Badrianto and Ekhsan (2020), 

anything that happens around the employees and can influence their ability to accomplish 

the tasks assigned to them is referred to as the work environment. Work environment 

factors like physical office environments, such as lighting, air temperature, and so on, can 

enhance the conducive environment and work spirit, as well as influence employee 

efficiency. Specific job descriptions, sufficient authority, demanding task targets, 

communication habits, harmonious work relations, a dynamic work atmosphere, career 

prospects, and adequate work facilities are all part of the work environment. 

Unsatisfactory working conditions can lower morale and, as a result, lower the employee 

productivity (Dharmanegara, Sitiari & Wirayudha, 2016). 

 

The environment is the main factor that influencing the organisation includes internal and 

external factors, and other factors (political, legal, social, technical). It will affect 

performance in personal organizations, perception, motivation, abilities, attitudes and 

learning abilities (Al Dubai, 2019). 

 

Apparently, the number of office workplaces is also increasing on a daily basis and the 

number of employees has increased from 17% to 50% (Ali, 2015 ; Spreitzer & Hwang, 

2019). In addition, the nature of workplaces will change, and it has a fixed activity, and 
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all the employees are preferrable to be more flexible of office environment and activity. 

Employees who are working in the office will spend most of their time in the building 

(Kamarulzaman, 2015). If the workplace is improving, employees will work in a better 

condition, and it will help to create a better job and it will improve the job performance.  

The working environment is a source of resources and it also a setting that involved a 

physical condition in performing the job. Environmental resources for the organisation 

include friendly atmosphere, teaching tools, technical expertise, and financial resources.  

 

There are many factors that affecting the working environment. The work environment 

can be one factor that portrays either positive or negative attitudes and employees will 

play their role in each work activities. The employee will feel the environment is 

comfortable when the employer provided the facilities to the employees such as 

technology, good and friendly environment, it will make the employees felt ready to do 

the job that they can do (Formankova & Krizkova, 2015).  

 

Budiharso and Tarman (2020), stated the working environment is characterised as the 

entirety of the instruments, equipment, and materials encountered, as well as the 

surrounding area in a workplace which included a working person, the method of work, 

and work arrangements, either individually or in group. Based on the above experts' 

definitions, the work environment can be defined as anything that surrounds an employee's 

workplace, both physical and non-physical, that can support an employee's success in 

carrying out tasks that have been assigned to her.  
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Furthermore, with a versatile atmosphere and operation, the essence of the office space 

changes every day, not passive, fixed office space. Employees will spend a lot of their 

time in a safe atmosphere in the physical environment that will impact the efficiency of 

their jobs and create a healthy working environment (Harris, 2015). Employees can do a 

better job, deliver higher-quality jobs, and increase their work performance if they have a 

better workplace. Employee performance is often calculated using employee efficiency, 

and the business transforms its resources into services or goods. It also demonstrates the 

importance of all employees' efficiency to the organisation (Kurniawan & Heryanto, 

2019). A high degree of employee efficiency is almost guaranteed to increase a company's 

earnings. Any educational sector's outcomes and success can be affected by a better 

workplace environment (Ashraf, 2019). 

 

Working environment will affect on the behaviour of individuals especially the 

academicians and it will lead to their contributions towards performance in the university. 

A healthy university environment needs academicians’ cooperation to providing the 

student with quality education and it also will be contributed to the whole education 

process. A productive university climate not only enhances academic workers work 

satisfaction, but it also improves productivity and the university learning environment. 

Academics' work performance and efficiency will also increase as their level of job 

satisfaction increases (Theresia, Lahuddin, Ranti & Bangun, 2018). 

 

Employees who leave their jobs lose a lot of time. Ramli (2019), also confirmed that when 

there are no employees and a temporary replacement is needed, average productivity drops 
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by 10-20%. For employers, the office is the place to work. The office is one of the most 

important social spaces outside of the home in today's modern society (Nielsen, 2017). 

Instead of physical space, the advent of modern communication technologies contributed 

to the development of a virtual workplace. The working environment at the actual location 

of the office building is included in the work site environment. All companies need to 

make an extra effort to improve academician’s productivity and stay profitable (Cerci & 

Dumludag, 2019).  Efficiency is the secret to success in any company, as shown by studies 

that show that rising job productivity has a substantial social and economic effect. 

However, as previous studies have pointed out, identifying efficiency in terms of office 

work can be difficult (Fomunyam, 2018). This issue emerges as a result of discrepancies 

in the workplace, and the lack of standardisation of jobs restricts the opportunity to 

improve overall efficiency when the academician is happy, they will increase their 

performance, their engagement towards employee and dedication to achieve the 

organisational goals will increase as a result of positive actions. Working environment 

factors is related to physical and mental conditions inside an organization are significant 

sparks and employees will leave their jobs. 

 

 It also increases employees’ intention to stay in organization (Masum, 2015). Riggs and 

Felix (1983) pointed out that to enhance employee communication skills, professional 

ethics, self-esteem, and production and safety awareness, as well as minimise waste and 

absenteeism, according to the study. In addition, Brinkerhoff and Dressler (1990), stated 

the absence of employees, job satisfaction, and health are all measures of individual 

success that can be subjectively measured. Some of the factors of poor working 
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environment such as class size is big, the administration block is in poor shape, the 

distance of university, and the university's management offers few facilities (Moreira-

Fontán, García-Señorán, Conde-Rodríguez & González, 2019). The basic aspects of job 

satisfaction are the subject of several research papers. The outcome indicates a positive 

correlation between the working atmosphere and important aspects of job satisfaction and 

employee efficiency. Employees value a supportive or attentive workplace. A friendly 

workplace generally does not necessitate a huge amount of investment and expense, but 

it does necessitate time and thinking from top management. Raziq and Maulabakhsh 

(2015) have claimed a positive relationship between employee job satisfaction and safe 

working conditions has been empirically established. Employee turnover is reduced, and 

job stress is reduced when working conditions are good. Organizations have adopted 

performance-based compensation, work-to-family juggling strategies, and diverse ways 

of knowledge sharing in an attempt to inspire workers. Management's new challenge is to 

build a working environment that draws and motivates its employees. 

 

2.2 Linkages Between Employee Engagement and Academicians’ Performance 

Capable employees will support a company and will produce a good performance. 

Employee performance has a significant impact in the company's achievement of its goals, 

as good performance leads to higher output. An employee can complete all of the 

company's workloads if they have good working environment. It will boost employee 

productivity and efficiency, which will benefit the company. Employee performance such 

as drowsiness at work, poor work performance, and lack of employee discipline, can be 

costly to the company. Although this is not the only factor that contributes to a company's 
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success. A greater level of corporate performance is influenced by elements such as 

fulfilling employee needs and desires. Benefit and remunerations to the employees is a 

crucial component since it stimulates employees to work hard and follow the rules. When 

the company compensates them with everything they deserve, their performance will 

improve (Siswanto, Maulidiyah & Masyhuri, 2021). 

 

Employee engagement will enhance employee loyalty and decreases the desire to 

voluntarily leave the organisation (Hermawan et al., 2020). Employee engagement is also 

a term for a psychological state in which employees believe they have invested for the 

company's success and perform at a high level that exceeds expectations. (Handoyo, 

2017). Employee engagement gives employees a sense of security, peaceful, and pleased 

at work. In order to boost employee performance, companies must pay attention to 

employee engagement. Employee engagement, according to several studies, has an impact 

on employee performance (Kim & Kim, 2020). The same outcomes were discovered by 

Hermawan et al. (2020), and Wang and Chen (2020). 

 

According to Markos and Sridevi (2010), the more engaged employees are, the more 

likely their firm is to grow revenue faster than the industry average. Companies with 

disengaged employees, on the other hand, will waste their effort and lose a lot of talent, 

receive less commitment from employees, experience more absenteeism, have a lot of 

tardiness issues and lower productivity. 
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Most studies focus solely on the value of employee engagement and its beneficial effects 

on company outcomes. As a result, academia must need to investigate the new construct 

and come up with a specific definition and measurement dimensions that can be used to 

measure employee engagement, thus establishing the concept's value. Various studies 

proposed their own ideas or methods for keeping employees motivated. Employee 

engagement also begins at the top of the organisation, as it is impossible to have engaged 

employees in a company without a proper leader. As a good leader they must improve 

two-way communications, ensure all employees have all of the resources and equipment 

needed while doing their jobs, provide trainings to improve their employee knowledge 

and skill. They also need to establish a good remuneration structure that rewards good 

performance in a variety of ways, both monetary and non-monetary. At the same time, 

management need to create a positive corporate culture that encourages all the employees 

to work hard. When employees are engaged, turnover is reduced and business 

performance is maintained or improved (Markos & Sridevi, 2010). 

 

According to Wellins et al. (2006), good engagement initiatives will give a good result in 

employee engagement and a positive work environment. When employees are engaged in 

their work environment, it has a favourable impact on their behaviours and attitudes. 

Opportunities for career advancement, learning and development, working with excellent 

people, receiving fair salary, having helpful management, and being recognised, 

appreciated, and respected (Ketter, 2008). 
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Highly engaged employees always contribute significantly to the organization's success, 

are always enthusiastic, and have a passion for doing their job/tasks. Highly engaged 

employees always contribute significantly to the organization's success, are always 

enthusiastic, and have a passion for doing their job/tasks. As a result, if defined goals and 

objectives are to be fulfilled, engagement strategies should always be at the centre of any 

employer's plan. Second, a competitive firm must have a productive/performing employee 

which portrays a good indicator for the competitive organisations. The study found that 

academic staff responded positively to job performance, which is beneficial to the 

university. As a result, it is critical for the management to involve individual employee’s 

performance goal setting in order to maintain high performance by providing through an 

acceptable performance appraisal. Lastly, there is always a perception that engaged 

employees are automatically performers and through empirical research this has been 

proved.  Some of the challenges faced by the management of universities such as 

employees’ salaries and allowances are not paid on time, poor recognition such as weak 

reward system, and promotions, and lesser trainings provided to the employees will make 

the employees feel less engaged. This means that if employees continue to be exposed to 

similar conditions, the likelihood of them becoming disengaged and will be unproductive 

(Nachonga, 2019).  

 

Another important predictor of effective performance is a pleasant working environment. 

However, a poor working environment with poor facilities/infrastructure, such as small 

office space, poor interpersonal relationships at work, poor internet connection, not 

enough lecturers’ rooms, no training provided, and no research funding will severely 
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impede high performance as its contributing to poor performance. This is viewed by some 

universities which having big classes which leads to work overload and challenges of 

under staffing will greatly promoting to poor performance and some of the further added 

reasons were unfair practices by the management of the University such as poor salary 

cuts and infrastructure, unclear promotion criteria among others will affect the 

academician’s performance. 

 

2.3 Linkages Between Job Satisfaction and Academicians’ Performance 

Job satisfaction is defined as a general attitude toward a certain object like the job itself 

(Okpara, 2006). Locke (1976) claimed job satisfaction is “a pleasant or happy emotional 

state resulting from the performance review of one's work experiences.” A satisfied 

employee will have positive feelings towards his or her job, whereas a dissatisfied 

employee will have negative feelings. It also relates to general characteristics of employee 

job satisfaction such as work environment, compensation, job itself, supervision, and co-

worker relationships. Evans (1997) has stated job satisfaction is “a state of mind which 

determined by how well an individual believes his or her job-related demands are being 

met." 

Work is an essential element in people's lives, and mostly they spend their time in their 

workplace. Job satisfaction will give an impact on many elements of work such as 

absenteeism, work efficiency and productivity, turnover rates, and the intention to resign 

(Callaghan & Coldwell, 2014). In today's modern world with fast changing and 

competitive environment, universities are one of the most important organisations in 

providing education and research to the people. Academicians will help to educate 
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students in universities. Because teaching necessitates a high level of dedication and 

thoroughness. According to Ali and Akhter (2009), it is crucial to have satisfied and 

committed academicians who do well in their positions. According to certain studies, job 

satisfaction has a favourable impact on academicians’ performance. Job satisfaction has 

various advantages such as created new thinking and innovation, which leads to higher 

performance and strong relationships with co-workers, supervisors, employees and etc. 

(Nimalathasan & Brabete, 2010). It is the management of the universities’ efforts to 

establish a favourable work environment for employees so that employee will have a 

positive feeling to the organisation which may help employees to improve their job 

performance and overcome hurdles to effective performance (Bakan, Buyukbese, Ersahan 

& Sezer, 2014). 

 

Many HR practitioners and expertise has realised the importance of manpower in the 

successful operation in the Universities. As we know, universities are the place that 

provided with the highest sources of knowledge, and they will educate the students in a 

variety of subjects. It is critical and we need to pay close attention to the job satisfaction 

of academicians because high-quality academician coming from a competent education 

system. A pleasant and healthy university will help to increase job satisfaction among 

academicians A healthy university environment will also improve the education industry 

and increase the university's productivity towards their goals. 

 

Quality of supervision, social connections and the degree that leads to the academicians’ 

success or failure in their work will affect job satisfaction. All of this element is part of 
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intrinsic and extrinsic motivating factors (Daft, 2005). According to Wu and Short (1996) 

and  Place (1997) have stated that academician’s belief on intrinsic satisfiers, while others 

say that a combination of intrinsic and extrinsic satisfiers are the strongest predictors of 

academicians’ job satisfaction. Dvorak and Philips (2001) have stated that their intrinsic 

satisfaction and happiness at the workplace can be derive from lecturing activities, 

although extrinsic elements such as remuneration, perceived supervisory and co-worker 

support, university safety and security, and availability of university resources, among 

others, have been linked to academicians’ satisfaction. Academicians are less motivated 

to produce their best job in the classroom when they perceive a lack of support for their 

work, and when academicians are unhappy with their working conditions, they choose to 

change institutions or leave the profession immediately. It is critical to investigate the 

various aspects of job satisfaction since it has an impact on academicians’ retention and 

their personal development in working area. Academicians who planned to leave the field 

will express a lower level of satisfaction and will have more negative perception about 

teaching as a profession (Smith, 2007).  

 

2.4 Linkages Between Self-Efficacy and Academicians’ Performance 

A person's self-efficacy is described as their belief in their own ability to carry out a task 

(Gist & Mitchell, 1992; Schunk, 1995). Self-efficacy and drive to meet situational 

demands were linked by Wood and Bandura (1989). Self-efficacy has the ability to impact 

activity, effort, and achievement decisions. Individuals participate in activities with 

varying levels of self-efficacy based on their prior experience, personal characteristics, 
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and social networks. They can see how well they're doing as they finish activities, which 

can affect their self-efficacy for future learning (Schunk, 1995). 

 

 Self-efficacy is thought to be a technique for predicting outcomes and performance 

(Bandura, 1997). When an individual lacks knowledge and abilities, great self-efficacy it 

will lead to bad performance, according to Schunk (1995). In addition, although the 

magnitudes and linkages between these impacts vary depending on how the individual's 

self-efficacy and how the tasks are operationalized and quantified, self-efficacy is linked 

to other self-beliefs, motivation, academic choices, changes, and achievement (Pajaes, 

1996). 

 

Zimmerman et al. (1992) found that perceived self-efficacy has an impact on performance 

both directly and indirectly. It will be influenced by self-set objectives, the level of goals 

established, the quantity of effort put in by individuals and the individual's perseverance 

when faced with challenges (Bandura & Wood, 1989). When self-efficacy perceptions 

work as a behavioural predictor, it has an impact on performance. Individuals who are 

self-diagnosed with fear and avoid events, indicating that their coping abilities have been 

exceeded. These individuals have low expectations and are uncommitted to their aims 

(Bandura, 1993). 

 

Individual with high self-efficacy, on the other hand, try rather than avoid tough jobs. 

Individuals that are labelled as task-diagnostic create difficult goals, stay committed to 

those goals, and overcome obstacles. Some researcher’s belief insufficient effort or a lack 
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of information is the primary reason the person is unable to achieve their objectives 

(Bandura, 1993). Self-efficacy has been linked to effort persistence in a favourable and 

powerful way (Bandura, 1977). 

 

The bigger and more persistent an individual's efforts are, the stronger his or her belief 

(Bandura, 1989). Individuals tend to assess and assimilate information about their own 

capabilities before making judgments and acting on their choices. Better goals can be 

achieved with higher perceived self-efficacy, will resulting in a stronger commitment 

(Bandura, 1992). Academicians who believe they are very effective put-up adequate effort 

that, when properly executed, will yield positive results (Stajkovic & Luthans, 1998). 

 

Academic achievement is aided both directly and indirectly by perceived self-efficacy in 

an academic setting and it is affecting individual aspirations. To put it another way, self-

efficacy and goals play a role in academic success (Zimmerman, 1989). Self-efficacy is a 

potent motivating construct that has been used to make prediction on the academic 

achievement (Lee & Mao, 2016). It has been used to predict academicians’ self-

confidence and academicians’ success at various levels (Pajaes, 1996). It can also be used 

to assess academic motivation and career options (Schunk, 1991). Academicians’ 

motivation and performance are both predicted by self-efficacy (Lee & Mao, 2016). 

 

Self-efficacy can constitute a predictor of the academician's job success. If an individual 

believes he is capable of successfully performing a specific task, he will develop self-

efficacy (Bandura, 1977).  Academicians’ self-efficacy are associated from the positive 
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outcome from the academicians and the students (Pfitzner-Eden, 2016). It also offers the 

foundation for encouragement and personal achievement, because when people think they 

have the maximum potential in themselves, they will be motivated to obtain the outcomes 

they desire (Schunk, 2020). It also influences individual motivations, achievement and 

self-regulations, those employees who have high self-efficacy will work harder, persist 

longer and show great interest in work and will achieve high levels in work. 

 

Academic self-efficacy, which refers to an instructor's belief in their ability to teach 

effectively in the classroom, can be studied from an educational perspective in terms of 

academic success or learning outcomes (Ismayilova & Klassen, 2019). Past experience 

refers to the academic's life experiences, both positive and negative, that have affected 

their current success and method of information delivery. An academician will be 

influenced by other academicians when another academician are succeeds, the person will 

convince himself that he will succeed as well through vicarious experiences (Ismayilova, 

& Klassen, 2019). Emotional cues mean anger, anxiety, stress, depression, and aches and 

pains are examples of psychological states by Bandura (1977), which affect academic 

performance either positively or negatively.  

 

From an educational perspective, self-efficacy can be investigated in terms of 

academicians’ performance or learning outcomes, this is referred to as academic self-

efficacy, and it depicts an academician's trust in their ability to excel in academic teaching 

(Eroglu & Unlu, 2015). It has been suggested that academicians with a high degree of 

self-efficacy are better in using their teaching techniques. In university faculties, self-
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efficacy is characterised as an academician's belief in their own abilities of a specific set 

of activities that encompass their main role in teaching and research. (Srivastava, 2017), 

has stated teaching and research self-efficacy are ideas that have been adopted to impact 

efficiency, according to a study. Academics with higher self-efficacy are more confident 

in their ability to collaborate in study groups to brainstorm and analyse research and 

teaching strategies with their peers, as well as in their ability to improve low-performing 

students and adapt their teaching methods to new learning styles. Academicians with high 

effectiveness can help students improve their attitudes and behaviours.  

 

2.5 Linkages Between Workplace Environment and Academicians’ Performance 

When the working environment is improving it will also increase the employee 

performance and this element can impact the feelings of wellbeing, workplace 

relationship, collaboration, efficiency, and employee’s health. For example, in provides 

for each academician, the good employer will provide the technology will make their work 

simple, such as laptops, good internet, and application. Every employee has an impact on 

the culture that is developed at work. 

 

The work environment is something that affects employees and influences them to 

perform tasks that are paid, and it will relate to the employee’s productivity (Massoudi & 

Hamdi, 2017). Managers, subordinates, and employees with comparable job titles should 

be able to portray the conditions that encourage collaboration. Working conditions such 

as a family environment, strong communication, and self-control should be fostered at the 

workplace. The working environment can be interpreted as affecting the success of an 
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organisation or corporation, both directly and indirectly. Jani, Shahid, Thomas and Francis 

(2015) define the work environment as a condition that refers to the characteristics of the 

workplace to employee actions and attitudes in relation to the incidence of psychological 

changes due to things encountered at work or in certain situations that may continue to be 

exhibited by organisations that involve boredom, monotonous work and exhaustion at 

work. Academicians will be able to apply their newly gained skills, knowledge, and 

abilities to be use in a productive working setting. 

 

Working environment is directly or indirectly influenced quality education provided by 

the academicians (Fomunyam, 2018). If the academicians were not happy, they will be 

resigned, and it leads to the retention. A better performance is supposed to be aided by a 

clean, relaxed, and conducive work environment. Aside from the physical work 

environment, the non-physical work environment, which involves social interactions with 

peers and supervisors, has an effect on employee performance. Employee efficiency and 

productivity are affected by their working environment. Work environment can be 

described as those workplace practises, procedures, policies, resources, or settings that 

have a positive or negative impact on individual performance favourably or unfavourably. 

The consistency of an employee's working atmosphere has the greatest effect on their 

motivation and subsequent performance (Budiharso & Tarman, 2020).  

 

Educational institutions' achievement can be measured in terms of the Performance 

Lecturer. According to Trisnaningsih (2011), The ability of a academicians to complete 

work or tasks is regarded as his or her performance. A presentation of work, 
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implementation of work, attainment of work, work results, or performance can all be 

understood as performance. Measurement of Academicians’ Performance refers has 

included implementing education and teaching, carrying out research and writing 

scientific papers or articles, and carrying out community service (Wijatno, 2009). 

 

When compared to physical work environment indicator levels, non-physical Work 

Environment indicator values, particularly on work relations items between lecturers and 

superiors, have the highest value. This demonstrates that non-physical work 

environments, such as relationships with co-workers and good superiors, have a positive 

impact on the performance of academicians. Several investigations by Cui et al. (2013), 

have previously conducted research in line with the findings of this study. Jayaweera 

(2015), Malik et al. (2011), and Nguyen et al. (2015), demonstrating that a positive work 

environment, both physically and non-physically has an impact on performance.  

 

According to Narasuci (2018), work environment physically and healthy working 

relationships between co-workers and superiors were found to boost lecturer performance 

both directly and indirectly through work motivation in this study. Lecturers will be more 

motivated to work if they are in a favourable working environment. Lecturers who are 

motivated at work can improve their performance. This is because gaining performance 

necessitates motivation to succeed, the execution of duties with responsibilities, and 

constant collaboration with colleagues, all of which contribute to the achievement of the 

desired academicians’ performance. 
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Academicians' job performance can be improved by providing adequate lighting and 

ventilation, the proper room /classes, and safe workspace security. It can be inferred that 

the current work environment can help academicians to be more satisfied with their jobs 

when they are working. Periodic pay raises, task fit for mastered knowledge, and openness 

to the learning process in fact, will boost academicians’ performance. Nowadays, 

Universities can no longer afford to waste the potential of their employees, particularly 

academicians, in today's competitive higher education climate. Moreover, the workplace 

environment in place has a favourable impact on academic staff morale, productivity, and 

engagement (Wilson, 2015). 

 

The findings of this study are consistent where most academicians at university believe 

that the amount of facilitation provided to them when working has a significant impact on 

their performance. The research findings are also consistent with Masum et al. (2015), 

who discovered that academic job performance and/or satisfaction is linked to a number 

of complex function variables such as demographic characteristics, the work itself, pay, 

work responsibilities, variety of tasks, promotional opportunities, co-worker relationships, 

and others. 

 

Many elements should be addressed, especially when it comes to the welfare of HR in 

accomplishing the university's mission and vision. One of these aspects is work 

environment, which is critical in retaining the employees. The outcomes of the study 

support the hypothesis that a variety of factors influence the job performance and 
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motivation, including the classroom atmosphere, rewards/incentives, workload stress, and 

administrative regulations, among others.  

 

The findings of this study also agree with those of Ng'ethe, Iravo, and Namusonge (2012) 

who found that the work environment is one of the elements that influences an employee's 

decision to stay with a company. Furthermore, how individuals work has a direct impact 

on productivity and efficiency, which is also influenced by their working environment. 

Furthermore, when working circumstances in an organisation are inadequate, many 

individuals feel unsatisfied. It is undeniable that a comfortable working environment, with 

low levels of physical and psychological stress, amenities, and the achievement of work 

goals, consistently results in greater performance and/or high levels of satisfaction among 

employees. Stressful working environments, on the other hand, will lead to poor 

performance and/or dissatisfaction among employees. Academicians in any university, 

regardless of location, require comfortable office space, contemporary ICT infrastructure 

and equipment, research and book help, and access to the most up-to-date information for 

their teaching and research outputs (Wilson, 2015). 
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2.6 Underpinning Theory 

2.6.1 Two Factor Theories (Herzberg Theories) 

Psychologist Frederick Herzberg (1966) stated that employees have a higher turnover 

intention when either one of the two factor theory is insufficient. A few aspects which 

influence attitudes towards pay, working conditions, co-workers and managers, career 

prospects and intrinsic aspects of the job may influence the level of employee’s 

satisfaction in the organization. Herzberg (1959) theory emphasizing the motivator-

hygiene factors sought to explain the employee engagement, job satisfaction, self-efficacy 

and work environment towards the academician performance in the private university.  

According to Herzberg's theory, the first and most important aspect is hygiene, which is 

accompanied by working conditions, compensation satisfaction, and relationships with 

employers or superiors (Budiharso & Tarman, 2020).  Herzberg theory effectively 

explains employee engagement, job satisfaction and working environment. 

 

2.6.2 Motivating Factors  

Motivators/ job satisfaction include things like performance, appreciation, job status, 

accountability, and opportunities for advancement. Employees will perform harder when 

there are motivator factors are present. They can be found within the reach of the work. 

 

2.6.3 Hygiene Factors 

It is about salary, secondary working conditions, the relationship with colleagues, physical 

workplace and the relationship between supervisor and employee. In his 

theory, Herzberg claims these factors function on the same plane. In other words, 

https://www.toolshero.com/toolsheroes/frederick-herzberg/
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satisfaction and dissatisfaction are not opposites. Taking away an employee’s 

dissatisfaction – for example by offering a higher salary – does not necessarily mean the 

employee will then be satisfied. Herzberg explained that the factors that lead to 

satisfaction or to dissatisfaction are different. According to this theory, work satisfaction 

and frustration are the product of two separate factors: enthusiasm and hygiene. 

Motivation is characterised as an inner force that propels people to achieve personal and 

organisational objectives. Motivational factors are those elements of a job that inspire 

people to work hard and provide them with a sense of achievement. Business policies and 

administrative policies, supervision, relationships, working climate, pay, rank, protection, 

and fringe benefits are all hygiene considerations. Job satisfaction is not guaranteed by 

hygiene-related variables, according to Herzberg, since they do not offer a sense of 

personal growth and development (Dugguh & Dennis, 2014). If workers are dissatisfied 

with their employers, they are more likely to resign. This requires principle can be used 

in the workplace to inspire workers to be more employable. For example, if an employee 

performs well in the workplace, his salary will suffice to satisfy his physiological needs. 

In exchange, the company supports its employees by having a safe working atmosphere 

and a job that satisfies their safety requirements. Employees may be inspired to remain 

with a company for longer periods of time if they have a good working atmosphere. 

Employability may be improved by enhancing the working environment (Bouzenita & 

Boulanouar, 2016). According to the theory, keeping outstanding faculty academicians in 

private universities for long periods of time and maintaining a remarkable record of 

education necessitates good and promoting working conditions. The components in this 

research paper are assessed using both hygiene and motivational factors in influencing 
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employee engagement, job satisfaction, and workplace environment as well as the impact 

of job satisfaction on academicians' success in private university, Selangor.  

 

2.6.4 Support Theory -Self-determination Theory (SDT) 

 (SDT) is a hypothesis of human motivation and personality formation at a macro level. It 

concentrates on people's particular developmental patterns and psychological criteria. It 

reflects on people's ability to make choices without being influenced by outside influences 

or being perplexed. SDT will look at how self-motivated and determined individual 

behaviour are (Ryan & Deci, 2017).  

 

SDT's research originated from comparative studies of intrinsic external motivation in the 

1970s, and it was eventually understood that internal motivation plays a leading role in 

human behaviour, but it wasn't until the mid-1980s that SDT was officially accepted as a 

reasonable experience theory (Bandura, 1977). According to Na-Nan and Sanamthong 

(2019), self-efficacy is related to job performance when the employees realise their 

potentials and generate the quantity and quality of production that is required so that they 

can improved the quality of their work. SDT effectively explains self-efficacy. 
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2.7 Chapter Summary 

This chapter summarizes the literature review of the prior research on the perspectives of 

employee engagement, job satisfaction, self-efficacy, workplace environment and 

employee performance among academicians in the private university. There are several 

theories have been highlighted in this chapter which evidently shows the relationship 

between the IVs and DV in identifying the research gaps among the academicians that 

affect their performance at the private university. This chapter depicts the link between all 

variables, the following chapter go details into research methodologies used to evaluate 

research findings. 
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CHAPTER 3  

METHODOLOGY 

3.0 Introduction 

This chapter explains the methodology used to in conducting this research and 

highlighting on the research framework, hypothesis development, research design, 

operational definition of each variable, instrumentation, sample and sampling techniques 

also data collection procedures. 

 

3.1 Research Framework 

Several authors have come out with several different models in analyzing the 

academicians’ performance. The following frameworks are some of the established 

frameworks that has been developed by the previous researchers related to the 

academicians’ performance. 

3.1.1 Job Performance Model  

 

Figure 3.1 

Job Performance Model from Song ,  Chai  , Kim & Bae (2018). 

Figure 3.1 showed the study framework discussed to examine the impact of the learning-

https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Song%2C+Ji+Hoon
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Chai%2C+Dae+Seok
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Kim%2C+Junhee
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organization culture in Korean workforce-education institutions on the teachers’ self-

efficacy level and work-engagement level and on job-performance improvement. 

 

3.1.2 Employee Performance Model  

 

Figure 3.2 

Employee Performance Model from Al Dubai, Gopalan, Alagbhari and Hamood (2019) 

 

This framework is to examine the role of job satisfaction as a moderator in the relationship 

between HR practices such as (work environment, reward, fairness and job performance).  

The concept of performance refers to an individual's and an organization's behaviour. It 

undertakes a significant role within the organisation. In other words, performance refers 

to an employee's ability to carry out job tasks, such as responsibilities and assignments, at 

the rate expected of a competent and trained employee.
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As for this study, the framework related to the academicians’ performance that will be 

developed is inspired by the several studies conducted for past few years. Based on the 

literature review, the following conceptual framework was developed with the aims of 

answering the research questions and accomplishing the research objectives. 

 

 

 

 

 

 

 

 

 

 

Conceptual Framework 

Source: Developed for the research 
 

 

3.2 Research Hypothesis 

Research hypotheses acts as a basis of explaining certain facts and act as a guide for 

further investigation. The research hypotheses chosen for conducting this study is as 

follows: 

H1 - There is a significant relationship between employee engagement and 

academicians’ performance. 

Academicians’ 

performance 

Employee Engagement 

Job Satisfaction 

Self-Efficacy 

Workplace Environment 

Figure 3.3 



67 
 

H2 - There is a significant relationship between job satisfaction and academicians’ 

performance. 

H3 - There is a significant relationship between self-efficacy and academicians’ 

performance. 

H4 - There is a significant relationship between workplace environment and 

academicians’ performance. 

 

3.3 Research Design 

Research design is one of the most important master plans for data collection, 

measurement, and analysis, and it is based on the study's research questions (Sekaran & 

Bougie, 2016). Besides, this process is crucial in ensuring that that the data using is 

capable in providing the valid and reliable answer for the researchers. This section  

further discussing on the type of study, data sources, unit of analysis, population of 

frame, sample and sampling techniques involved. 

 

3.3.1 Type of Study 

This research is quantitative design in nature which investigates the relationship between 

the IVs (employee engagement, job satisfaction, self-efficacy and workplace 

environment) and the DV (academicians’ performance). According to Sekaran, as for 

social sciences and business-related field, quantitative is a suitable and common use for 

the empirical evidence, besides, being able to determine and validate the connection 

between the variables (Leedy & Ormrod, 2005). 
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For this particular research, descriptive study has been applied as this method usually 

outlined in exploring, describing, or relating the qualities of a person, events, or situations 

(Sekaran & Bougie, 2016). Additionally, cross sectional method will be applied in 

gathering information process as to avoid time delays. 

 

3.3.2 Sources of Data 

First, before the data collection process, number of population of academicians, in SEGi 

University. Then, data analysis is gathered through the distribution of questionnaires to a 

sample that supports the study objectives and allows for the exploration of relationships 

between the variables. 

 

3.3.3 Unit of Analysis 

For this study, unit of analysis involved is individual that indicates that the data collected 

from each of individuals analysed and each academicians’ response is treated as an 

individual data source. 

 

3.3.4 Population of frame 

Population is entire group of people, events or things that researcher intends to explore 

or investigate (Sekaran & Bougie, 2016). The populations chosen for this research paper 

is coming from SEGi University. The academicians involved would be the tutors, 

lecturers, senior lecturers, associate professors and professors from different faculties.  
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3.3.5 Sample and Sampling Technique 

A sample is a subset of a population that includes certain members who have been chosen 

from it (Sekaran & Bougie, 2016). For the sample selection, this is based on the table 

produced by Krejcie and Morgan (1970) which conclude that the appropriate number of 

samples from 645 populations in SEGi University. However, there will be 425 are from 

the academicians and the non-academicians are 220. Since the study will be focusing on 

the academicians so the sample are 202 respondents. This study is conducted among 

academicians like Tutors, Lecturers, Senior Lecturers, Associate Professors and 

Professors from SEGi University. Besides, the sampling design used is proportioned 

stratified sampling method. Random sampling is the best method for selecting a sample 

from a population of interest. The sample size for this research paper is determined by 

using the sample size given by Krejcie and Morgan (1970) as per given below. 

Table 3.1 

Determining Sample Size of a Known Population 

 

Source: Krejcie and Morgan, 1970 
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Table 3.2 

Academicians Population in SEGi University 

Source: SEGi University Sdn. Bhd. 

 

 

 

 

 

 

 

Department 
Total 

Academicians 
Sample’s 

Proportion (%) 
American Degree Program 5 1.18 
Centre for Pre Uni 10 2.35 
Centre Teaching and Learning 5 1.18 
Faculty of Art 20 4.71 
Faculty of Dentistry 40 9.41 
Faculty of Business, Communication 
and Hospitality Management 

50 11.76 

Faculty of Education, Languages and 
Psychology 

60 14.12 

Faculty of Engineering and Built 
Environment & Information 
Technology 

75 17.65 

Faculty of Medicine 40 9.41 
Faculty of Pharmacy 10 2.35 
Faculty of Optometry and Vision 
Sciences 

10 2.35 

Graduate School of Business 15 3.53 
School of Education and Languages, 
MPU and Languages 

15 3.53 

School of Business 50 11.76 
School of IT 20 4.71 
Total 425 100% 
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3.4 Operational Definition and Measurement 

Several terms in this study need to be focused on and defined as to ensure that the 

concept and theory related to the study can be established. The operational definitions 

and the items used to measure each of the variables are defined and explained as below: 

 

3.4.1.1 Employee engagement 

Employee engagement is measured by using ten (10) items by Vorina, Simonič and 

Vlasova (2017). The respondent has been asked to rate their level of agreeableness on a 

five-point Likert Scale (1=Strongly Agree to 5=Strongly Disagree). All five questions 

are directly asked on their engagement at work. 

Table 3.3 

  Operational Definition and Items for Employee Engagement 

  Variable    Operational     Items 

     Definition 

Employee Engagement          Harnessing of the members  
                                                  of the company themselves  
                                                  to their job positions  
                                                  (Kahn,1990). 

1) I know what is expected of me at work 
2) I have the materials and equipment  
3) At work I have the opportunity to do what 

I do best every day 
4) I have received recognitions or praise for 

doing good work 
5) My supervisor or someone at work seems 

to care about me as a person 
6) There is someone at work who encourages 

my development 
7) At work my opinions seem to count 
8) The mission or purpose of my company 

makes me feel my job is important 
9) In the last 6 months someone at work has 

talked to me about my progress 
10)  I have opportunities at work to learn and 

grow 
Source: Vorina, Simonič and Vlasova (2017). 
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3.4.1.2 Job Satisfaction 

 
Job satisfaction is measured through the twelve (12) items by Hong (2013) and Van der 

Ploeg and Schoelte (2003). The respondent has been asked to rate their level of 

agreeableness on a five-point Likert Scale (1=Strongly Agree to 5=Strongly Disagree). 

Table 3.4 

Operational Definition and Items for Job Satisfaction 
 
Variable           Operational     Items 

           Definition 

Job Satisfaction                Pleasurable or optimistic            
                              emotional state of an employee  

                        arising from one's job or work  
                        experience (Locke, 1976) 

1) When I work, I am getting enough support 
2) I am given a large amount of freedom in 

the work I do 
3) The other members of the team inspire me 
4) I like the work; I do a lot 
5) My salary matches my education skills 
6) I feel that I am happier in my work than 

most other people. 
7) I am planning on remaining as an 

academician for the rest of my working 
career. 

8) The praise I get when I do a good job 
increase my job satisfaction. 

9) I feel satisfied with my job as I do not have 
to worry about losing my job 

10) I get more satisfaction out of job if there is 
a good chance of promotion 

11) I feel satisfied when given the autonomy 
to perform my duties. 

12) I feel more satisfied as my salary is 
comparable to others in the industry 

Source: Hong (2013) and Van der Ploeg and Schoelte (2003) 
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3.4.1.3 Self- Efficacy 

The self-efficacy dimension is being assessed by ten (10) items by Bonsaksen (2013) 

using the five-point Likert Scale (1=Strongly Agree to 5= Strongly Disagree). 

 

Table 3.5 

Operational Definition and Items for Self-Efficacy 
 
Variable    Operational     Items 

                              Definition 

Self-Efficacy  What an individual believed  
                               he or she do (Bandura, 1993). 

1) I can always manage to solve 
difficult problems if I try hard 
enough 

2) If someone opposes me, I can find 
the means and way to get what I 
want 

3) It is easy for me to stick to my aims 
and accomplish my goals 

4) I am confident that I could deal  
efficiently with unexpected events 

5) Thanks to my resourcefulness, I 
know how to handle unforeseen 
situations 

6) I can solve most problems if I invest 
the necessary effort 

7) I can remain calm when facing 
difficulties because I can rely on my 
coping abilities 

8) When I am confronted with a 
problem, I can usually find several 
solutions 

9) I can usually handle whatever comes 
my way 

10) I am actively involved in important 
decision-making process at 
university 

Source: Bonsaksen, (2013)  
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3.4.1.4 Workplace Environment 

Workplace environment variable is being measured by the ten (10) items by Thiruchelvan 

(2017), using five-point Likert Scale (1=Strongly Agree to 5= Strongly Disagree). 

 

Table 3.6 

Operational Definition and Items for Workplace Environment 
 

Variable      Operational    Items 

                    Definition 

Workplace Environment                Something that surrounds  
                                                                                 workers and those influences  
                                                                                 them in the performance of  
                                                                                 tasks (Nitisemito, 1992). 

1) My work efficiency is closely 
related to the working 
environment 

2) The present work environment is 
conducive for my performance 

3) The office facilities and 
instructional equipment in the 
institution is adequate 

4) Information technology can 
increase my performance in the 
workplace 

5) I consider my work environment 
as safe 

6) I am satisfied physical 
environment and tools at work 

7) The cafeteria facilities meet the 
needs of this university’s 
employees. 

8) I am free from annoying 
distractions in my work area 

9) There is good ventilation in my 
work area. 

10) The layout of my workspace is 
convenient. 

Sources: Thiruchelvan (2017) 
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3.4.1.5  Employee Performance 

Employee performance variable is being measured by the ten (10) items by Hong 

(2013) and Koopmans (2014), using the five-point Likert Scale (1=Strongly Agree to 

5= Strongly Disagree). 

 

Table 3.7 

Operational Definition and Items for Employee Performance 

Variable                 Operational    Items 

                                             Definition 

Employee Performance                     Assessing whether a person  
                                       performs jobs well  
                                       (Campbel, 1990).  

1) I managed to plan my work so 
that it was done in time 

2) I worked at keeping my job 
knowledge and skills up to date 

3) I knew how to set the right 
priorities 

4) I was able to perform my work 
well with minimal time and effort 

5) This organization inspires me to 
perform to the very best. 

6) I provide academic assistance to 
students beyond teaching hours. 

7) I complete my duties according 
to the standard procedures. 

8) I can complete each work and 
record quickly and effectively 

9) I kept looking for new challenges 
in my job and way to improve my 
performance at work. 

10) Collaboration with others was 
very productive 

                              
 Sources: Hong (2013) and Koopmans (2014) 
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3.5 Instrumentation  

In this research paper, the main instrument is the questionnaires, which are defined by 

Sekaran and Bougie (2016) as a set of questions created or constructed in order to get 

responses from respondents. The measurements used in this particular research are 

adapted from below resources: 

 

Table 3.8 

Sources of Variable’s Instruments  
Category                                                             Instrument                                                Items  

Section A 

Demographic                                                      Self-Developed                                           8 items 

  

Section B 

Employee Engagement                                      Adapted from:                                           10 items 

                                                                           Vorina, Simonič and Vlasova (2017) 

Section C 

Job Satisfaction                                                 Adopted from:                                             12  items                                                                                                                                                                                                                                                                                                                                                                                                                                                                  

                                                                           Hong (2013) and                      

                                                                           Van der Ploeg and Schoelte (2003) 

Section D 

Self-Efficacy                                                      Adopted from:                                            10 items 

                                                                            Bonsaksen (2013)                         

                                                                            

Section E 

    Workplace                                                       Work Environment                                            Adapted from:                                             10 items                  

                                                                                                                                                        Thiruchelvan (2017) 

                                                  

   Section F 

   Employee Performance                                       Adapted from:                                           10 items 

         Hong (2013) and Koopmans (2014)           
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Mainly in Section A, the questions are based on demographic characteristic where 

the respondent has asked the questions related to age, gender, ethnicity, status, 

education level, education background, experiences and position. The total question 

in this section is 8 items. The other sections have been asked as previously stated, by 

using the five-point Likert Scales anchored by 1=strongly disagree, 5= strongly agree 

and 3= neutral (neither agree nor disagree) as a midpoint. 

 

3.6 Data Collection Procedures 

There are several options available for the researchers in order to clarify the data 

collected from the respondents (Zikmund, Babin, Carr & Griffin, 2012) which include 

by email, self-administer, post, and many more. As for this particular research, self-

administered procedure will be adopted in the process of distributing and retrieving 

the questionnaires from the selected respondents. This method is the most suitable one 

as this help in the speed of distribution and response process. 

 
The questionnaire design that using the five-point Likert Scale enables the respondent 

to choose their level of agreeableness at every question asked. This design has 

encouraged the respondents to be more honest, open when answering the questions, 

based on their perception, belief, characteristic, or even reflected from their past and 

present attitude (Neuman, 2000). For this research purpose, 183 questionnaires have 

been distributed to the respondent which consist of all academicians from varies 

faculties. 
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3.7 Data Analysis Techniques 

There are several methods in analysing data has been applied in order to reach the 

conclusion besides determining the connection among the related variables (Neuman, 

2000). The Statistical Package for the Social Sciences (SPSS) version 26.0 is used to 

perform statistical analysis for this research. 

 

3.7.1 Pilot Test 

One of the aims of pilot testing is to analyse the understanding and comprehension 

among the respondents related to the instruments used in the questionnaires before the 

process of distribution takes place. 

 

As for this particular research, the pilot testing was coordinated by taking 30 samples, 

as according to Hertzdog (2018) who stated that a sample of 30 respondents used for 

the pilot test is considered as enough in detecting any flaws or discrepancies in the 

related research. Based on the result, all the items chosen for the questionnaires are 

reliable and valid. The pilot study for this research paper was conducted to test and 

ensure that each item in the questionnaire was fully understood by the respondents to 

avoid or minimize the difficulties in understanding of the statements. Cronbach Alpha 

Coefficient was used to analyse the pilot test’s instrument and to check whether 

instruments used are reliable for the real study. Detail on the Pilot Test analysis shown 

as follows: 
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Table 3.9 

Reliability Values for pilot test of 30 respondents 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
 

Table 3.9 has summarized the normality result for each of the variables individually. 

Based on the Cronbach alpha employee engagement has scored the highest value 0.926 

and the lowest is from the dependent variable (Employee Performance) which scored 

0.849. All the scores from the Cronbach Alpha are above >0.708. This shows that all 

variables have very good reliability for each construct. From the data is has been 

reported the recommended AVE value must be > 0.5. All the variables have scored more 

than 0.5. Moreover, job satisfaction has scored the highest AVE which is the dependant 

variable which is 0.7245 and the lowest coming from the employee engagement variable 

0.5809. Above instruments are valid because they have fulfilled the requirements above 

0.5. 

 

Constructs 
No of 

Original 
Items 

Cronbach 
Alpha 

Item 
Deleted  AVE Composite 

Reliability 

      
Dependent 
Variable      
Employee 
Performance 10 0.849 Nil 0.724514 0.919742 

      
Independent 
Variables      
Employee 
Engagement 10 0.926 Nil 0.580955 0.931759 
Job Satisfaction 12 0.855 Nil 0.706877 0.918109 
Self-Efficacy 10 0.856 Nil 0.703078 0.907713 
Workplace 
Environment 10 0.854 Nil 0.578238 0.874666 
            



80 
 

While for Composite Reliability has stated the value must be >0.7. The composite 

reliability value for all variables is above 0.7 that’s mean all variables estimated model 

meet the criteria. The highest composite reliability value is coming from the employee 

engagement 0.9317 and the lowest value is from the workplace environment 0.8746. 

 

3.7.2 Descriptive Analysis 

Descriptive analysis helped in describing an attribute of each individual, occasions or 

situations; besides enabling the researcher to understand more about the variables and 

characteristics involved in the research paper (Sekaran & Bougie, 2016). Frequency 

analysis as a part of descriptive analysis is using in describing the attributes or 

characteristics of the respondents. For this particular research paper, it is including the 

age, gender, ethnicity, status, higher level education, working experience and 

education background. Table 3.10 shows the level of mean based on the score gained 

from the descriptive analysis that will be performed where score of 1.00 to 2.33 will 

be considered as low, 2.34 to 3.67 is moderate and score of 3.68 to 5.00 is categorized 

as high level. 

 
Table 3.10 

Frequency Mean Analysis 
 

 Mean Score Level 
   
 1.00 – 2.33 Low 

 2.34 – 3.67 Moderate 

 3.68 – 5.00 High 
   

 
Source: Zikmund, Babin, Carr and Griffin (2010)
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3.7.3       Reliability Test 

Application of reliability test is to measure the data stability and consistency in order to 

ensure that the data is good and reliable for the study. Cronbach’s Alpha method used 

to test the data consistency that have been using, besides, closer the Cronbach’s Alpha 

to 1, this indicates that it will provide higher reliability and internal consistency 

(Sekaran & Bougie, 2016). Those with value that in between 0.70 until 0.80 considered 

as good or acceptable reliability level, values ranged between 0.6 to 0.7 considered as 

fair whereby value lesser than 0.6 showing poor reliability and consistency. 

 
Table 3.11 

Coefficient Alpha (α) Scales 
 

Range in scales 

Consistency/ Reliability 

  
0.80 - 0.99 Very Good 
0.70 - 0.80 Good 
0.60 - 0.70 Fair 
0.60 and below Poor 

 
Source: Sekaran and Bougie (2016) 
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3.7.4      Correlation Analysis 

Correlation techniques helps in determining the importance, solidity and the direction of 

the IVs such as (employee engagement, job satisfaction, self-efficacy and workplace 

environment) and the DV (academicians’ performance). There will be four assumptions 

that relied before the analysis take place, which are scale of measurement, normality, 

linearity and homoscedasticity. Essentially, the data must be in the form of an interval or 

a ratio, with a linear relationship between the variables. Correlation coefficient could 

range from -1.00 to 1.00 and the correlation value of 0 indicates that there is no 

relationship exists between the variables. The correlation value of 1.0 specified that the 

connection is existed with an optimal positive correlation, whereby the correlation of -1.0 

showed that the connection is an optimal negative correlation. Correlation of ±0.01 to 

±0.09 means that there is very low correlation, ±0.10 to ±0.29 represents low correlation, 

±0.30 to ±0.49 indicates moderate correlation, ± 0.50 to ± 0.69 specified a high correlation 

and ±0.70 or ±1.00 showed a very high correlation. 

Table 3.12 

Interpretation of Strength of Correlation  
 

 
 

Correlation value, r Strength of relationship 
 ± 0.70 or higher Very High 
 ± 0.50 to ± 0.69 High 
 ± 0.30 to ± 0.49 Moderate 
 ± 0.10 to ± 0.29 Low 
 ± 0.01 to ± 0.09 Very Low 
 0.00 No Relationship 
   

Source: Pallant (2016)
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3.7.5    Multiple Regressions Analysis 

The Statistical Package for Social Science (SPSS) Version 26.0 was used to analyse the 

data collected from the survey questionnaires. The analyses for this study focused on both 

inferential and descriptive perspective. The descriptive statistics for this study were mainly 

presented in frequency tables, cross tabulation and charts whereas the inferential statistics 

for this study were presented using test on correlation between the different independent 

variables. In this research, multiple linear regression was performed to predict the most 

dominant characteristics with higher contribution towards academicians’ performance 

based on the three independent variables used in this study: employee engagement, job 

satisfaction, workplace environment and self-efficacy. 

 
 

3.8  Chapter Summary 

 
This chapter has explained several important aspects in the methodology to be carried out 

for this research paper. Besides, the research designs also had been described for the 

purpose of the study, which is the quantitative research method. Besides, the measurement 

of instruments to be used, how sample is selected and how the data is analysed were 

presented in this chapter. 
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CHAPTER 4  

RESULTS AND DISCUSSION 

4.0 Introduction 

In this chapter discussion covers the data for analysis. This chapter is present the findings 

and discussions over the study that has been conducted. The data collected and gathered 

from the respondents have been analysed by using the Statistical Package for the Social 

Sciences (SPSS) version 26.0 for Windows. The important statistical analysis tools used 

in this study are also discussed. Texts, figures and table are the medium or form used in 

presenting all analysis of the data gathered. All variables were examined reported for the 

findings. Correlation analysis was used, and the results were documented. Frequency 

analysis, descriptive analysis, reliability test, Pearson's correlation analysis, and multiple 

regressions analysis will all be included in the analysis. Besides, hypothesis will be testing 

throughout the analysis in order to see if the established hypothesis is being accepted or 

rejected, and the summary of the findings has been underlined as to boost up the 

understanding level among the reader of this research. 

 

4.1 Respondents’ Frequency Analysis 

Frequency analysis has been performed to analyze the demographics information of the 

selected respondents. From the 202 questionnaires that have been distributed to the 

academicians, there are only 183 answered questionnaires that have been returned and 

fully answered by the respondents which showing only 90.59% of the completed 

answered questionnaires that available for the analysis process. This section discusses the 

distribution of the respondents based on the demographic details collected through the 

Section A of the questionnaire survey. The demographics distributions were presented in 

two different forms which were tables and cross tabulation as per shown below. 
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4.1.1 Distribution of respondents by Faculties/ School 

69 (37.7%) of the respondents are coming from Faculty of Engineering, Built 

Environment & IT, followed by Faculty of Education, Languages & Psychology 28 

(15.3%) from the total respondents. Some of the respondents are the staff from Faculty of 

Medicine 26 (14.2%), Faculty of Dentistry with the number of 23 (12.57%). Whereby 

staff from Graduate School of Business are only about 11 (6.01%), Faculty of Optometry 

& Vision Sciences with the record of 8 (4.37%) and 6 (3.28%) are those from Faculty of 

Pharmacy. Overall result for the frequency analysis is also showed in Table 4.1. 

Table 4.1  

Distribution of respondents by Faculties /School 

Department  Frequency  Percentage (%)  
American Degree Program 0 0 
Centre for Pre Uni 1 0.55 
Centre Teaching and Learning 1 0.55 
Faculty of Art 0 0.00 
Faculty of Dentistry 23 12.57 
Faculty of Business Management & 
Communication  3 1.64 

Faculty of Education, Languages & 
Psychology 28 15.30 

Faculty of Engineering & Built 
Environment and Information 
Technology 

69 37.70 

Faculty of Medicine 26 14.21 
Faculty of Pharmacy 6 3.28 
Faculty of Optometry & Vision 
Sciences 8 4.37 

Graduate School of Business 11 6.01 
MPU and Languages 2 1.09 
School of Business 0 0.00 
School of Hospitality 5 2.73 

Total 183 100 
Source: SEGi University Sdn. Bhd. 
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Table 4.2 

Demographic Profiles of the Respondents 

    
Demographic 

Profile 
Frequency 

(n) 
Percentage 

(%) 

1 Gender Male  81 44.26 
Female 102 55.73 

2 Age 

20 -25 years 0 0 
26-30 years 10 5.46 
31-35 years 40 21.86 
36 years and above 133 72.67 

3 Ethnicity 

Malay 75 40.98 
Chinese 50 27.32 
Indian 37 20.22 
Others 21 10.93 

4 Marital Status 
Single 54 29.51 
Married 125 68.31 
Divorced 4 2.19 

5 Highest Level of 
Education 

Diploma 1 0.55 
Degree 10 5.46 
Master 111 60.66 
Doctorate (PHD) 61 33.33 

6 Experiences 
(include past job) 

0 year (Fresh 
Graduates) 4 2.19 

1 to 5 years 11 6.01 
6-10 years 54 29.51 
11 years and above 114 62.3 

7 Highest Education 
Background 

Local  126 68.85 
Abroad 57 31.15 

8 Current Position 

Tutor 2 1.09 
Lecturer 97 53.01 
Senior Lecturer 73 39.89 
Associate 
Professor 3 1.64 

Professor 8 3.47 
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4.1.2 Demographic Profiles of the respondent 

The distribution of respondents by gender has shown in Table 4.2. From the total of 183 

respondents, 102 (56%) of them were female respondents whereas the remaining 81 (44%) 

were male respondents. Hence, it can be seen that the number of males and females in this 

research is fairly balanced. 

 

Table 4.2 also shown on the age distribution of the respondents. Data for this variable has 

been divided into 4 categories, 1) age 20 to 25 years, 2) 26 to 30 years old, 3) 31 to 35 years 

old and 4) 36 years and above. In this research, most of the respondents were between the 

ages of 36 to 65 years old. (72.67%) followed by 31-35 years old (21.86%), 26-30 years 

old (5.46%). Table 4.2 also shows the distribution of respondents by ethnicity. Most of the 

respondents were Malay (40.98%) followed by Chinese (27.32%) and Indians were around 

37 of them (20.22%) and other races by (10.93%). 

 

Aside from that, the majority of the respondents are married (183 in total), where 125 

(68.31%) of them are married whereas the remaining 54 (29.51 %) were still single and the 

balance are (2.19%). 111 respondents have been reported have a Master Education with 

60.66%, followed by PHD with 33.33% and Degree with 5.46%. Only 1 respondent has a 

Diploma Education with 0.55% in Table 4.2. 

 

The composition of respondent by working experiences is cross tabulated towards 

employee performance and the results are shown in Table 4.7. The results shows that most 

of the respondents has 11 years and above working experiences which is 114 (62.30%) 

followed by those with 6 to 10 years of working experiences are 54 (29.51%), 1 to 5 years 

of working experiences 11 (6.01%) and the remaining are fresh graduates which are 4 of 
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them (2.19%). The distribution of respondents based on highest level of education is shown 

in Table 4.2. In this research, most of the respondents have the highest percentage from 

highest level from local education background (68.5%) followed from abroad education 

background (31.5%). 

 

Lastly, from the total of 183 respondents, 97 (53.01%) of them are lecturer whereas 73 of 

them are senior lecturers (39.89 %), while 8 of them are Professors (4.37%) and 3 are 

Associate Professor (1.64%) whereas the remaining 2 are Tutors with (1.09%). 

 

4.2 Descriptive Analysis 

Descriptive analysis has been used in order to explore data that have been collected, thus 

assisting in summarizing and describing those data. Details of descriptive analysis will be 

shown in Table 4.3. 

 
The dependent variable, employee performance scored a high level of mean with 41.06. 

Meanwhile, on the independent variable job satisfaction dimension, scored the high level 

of mean with 46.81 but it is still the highest compared to the other variables where self-

efficacy, employee engagement and work environment showed lower value of mean with 

39.45, 38.02 and 438.08 respectively. 

 

As for the standard deviation, the results obtained shows that all of the instruments used 

scored less than 1.00 which indicate that the dissimilarities in respondents’ judgments is 

small (Sekaran and Bougie, 2013). Employee engagement as the DV has the standard 

deviation of 3.918 are lower whereby, standard deviation for the IVs are much more 

higher inclusive of job satisfaction, employee engagement and workplace environment 
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and self-efficacy are 5.224, 4.685, 4.014 and 3.771 respectively. Self-efficacy scored the 

lowest standard deviation among the overall variables. 

 
Table 4.3 also portrayed the skewness result of each variable involved in this research. 

The DV has a skewness value of 0.186, following by independent variables’ skewness 

value; self-efficacy showed a positive skewness with 0.114 respectively. Workplace 

environment, employee engagement and job satisfaction showed negative skewness result 

with -0.664, -0.233 and -0.126. The skewness result for both dv and IVs are between -1 

and +1 which indicates that all the respective values obtained are near to normal (normal 

= 0). 

 
For the kurtosis analysis, DV employee engagement showed a positive result of 0.535 

and IVs; workplace environment, self-efficacy, employee engagement and job 

satisfaction showed positive result with 2.140, 1.261, 0.282 and 0.241respectively. From 

the results, kurtosis values obtained for both DV, and IVs are excellent as the values are 

still between -3 and +3. The normal kurtosis value would be 0 and this indicates that the 

kurtosis curve is not seemed to be very high or not very sloping. 

 

 

 

 

 

 

 

 

 



90 
 

Table 4.3 

Descriptive Statistics 

Descriptive Statistics 

 

N Range Mean 

Std. 

Deviation 

Varia

nce Skewness Kurtosis 

Statistic Statistic 

Statis

tic 

Std. 

Error Statistic 

Statis

tic 

Statis

tic 

Std. 

Error 

Statist

ic 

Std. 

Error 

EE 183 25.00 38.02

19 

.34638 4.68568 21.95

6 

-.233 .180 .282 .357 

JS 183 27.00 46.81

97 

.38618 5.22412 27.29

1 

-.126 .180 .241 .357 

SE 183 20.00 39.45

36 

.27883 3.77190 14.22

7 

.114 .180 1.261 .357 

WE 183 27.00 38.08

74 

.29673 4.01412 16.11

3 

-.664 .180 2.140 .357 

EP 183 21.00 41.06

01 

.28965 3.91836 15.35

4 

.186 .180 .535 .357 

Valid N 

(listwise

) 

183 

         

 
 

4.3 Reliability Analysis 

Cronbach’s Alpha or Coefficient Alpha has been used in order to analyse the reliability 

of the questionnaire used for this research purpose. Details and values of Cronbach’s 

alpha for each instrument used in the questionnaire are showed in Table 4.4 below. The 

result for the reliability analysis showed that both dependent and independent variables 

instruments relied under the range of “very good” level of reliability as the values of 

Cronbach’s alpha for all is >0.8. The highest Cronbach’s alpha value among the 

independent variables was obtained by self-efficacy variable with 0.8930; following with 

employee engagement with 0.885, job satisfaction 0.8790, and the least is workplace 

environment 0.8710. Whereby, Cronbach’s alpha for the dependent variable, employee 

performance is 0.8970. 
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Table 4.4 

 Cronbach Alpha of 183 respondents 

Items No of Items Cronbach's Alpha 
Dependent Variable   
Employee Performance 10 0.897 

    
Independent Variables   
Employee Engagement 10 0.885 
Job Satisfaction 12 0.879 
Self-Efficacy 10 0.893 
Workplace Environment 10 0.871 
        

 

Table 4.5 

Cronbach Alpha, AVE and Composite Reliability  

Constructs 
No of 
Original 
Items 

Cronbach 
Alpha 

Item 
Deleted  AVE Composite 

Reliability 

      
Dependent 
Variable      
Employee 
Performance 10 0.897 Nil 0.6899 0.8724 

      
Independent 
Variables      
Employee 
Engagement 10 0.885 Nil 0.4700 0.8793 
Job Satisfaction 12 0.879 Nil 0.4341 0.7268 
Self-Efficacy 10 0.893 Nil 0.6619 0.5851 
Workplace 
Environment 10 0.871 Nil 0.6491 0.8475 
            

 

Table 4.5 shows that Cronbach’s Alpha ranged between 0.871 to 0.897 and the highest 

Cronbach’s alpha value among the independent variables was obtained by DV: Employee 

Performance 0.897 which is >0.708. 
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While for composite reliability (CR) has ranged between 0.7268 to 0.8793; exceeded the 

recommended threshold of 0.707 indicating the constructs are within accepted limits. 

Only one variable was under threshold which is self-efficacy: 0.5851 <0.707. 

 

The convergent and discriminant validity tests in SPSS can be used to determine validity. 

The rule of thumb for model evaluation for convergent validity, according to Hair, Ringle, 

and Sarstedt (2011), can be validated by the Average Variance Extracted (AVE), which 

should score higher than 0.5. 

 

Table 4.5 also shows that the AVE scores for employee performance, self-efficacy, and 

workplace environment are all greater than 0.5, indicating that the items' validity is 

sufficient. Employee engagement has score 0.4700 and job satisfaction is 0.4341 which 

exceeding the recommended threshold of 0.50 (Chin, 2010). 
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4.4 Pearson’s Correlation Analysis 

Pearson Correlation analysis have been conducted in order to examine the correlation 

among the variables which are IVs such as employee engagement, job satisfaction, self-

efficacy, workplace environment and the DV is employee performance. The findings of 

the analysis contribute to the achievement of the study objectives of the correlation 

analysis results, as shown in Table 4.6. 

Table 4.6 

Pearson’s Correlation between the Constructs 

 

 
 

 

 

 

 

 

 

 

 

 

 

 
 
 
 
 
 
 

 
Based on the correlation result in Table 4.6, it can be seen that there is a positive 

relationship between employee engagement and employee performance (r = 0.550, p< 

Correlations 
 EE JS SE WE EP 

EE Pearson Correlation 1 .767** .673** .653** .550** 

Sig. (2-tailed)  .000 .000 .000 .000 

N 183 183 183 183 183 

JS Pearson Correlation .767** 1 .716** .650** .653** 

Sig. (2-tailed) .000  .000 .000 .000 

N 183 183 183 183 183 

SE Pearson Correlation .673** .716** 1 .598** .699** 

Sig. (2-tailed) .000 .000  .000 .000 

N 183 183 183 183 183 

WE Pearson Correlation .653** .650** .598** 1 .568** 

Sig. (2-tailed) .000 .000 .000  .000 

N 183 183 183 183 183 

EP Pearson Correlation .550** .653** .699** .568** 1 

Sig. (2-tailed) .000 .000 .000 .000  

N 183 183 183 183 183 
**. Correlation is significant at the 0.01 level (2-tailed). 
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0.01) indicating that the two variables are related. However, according to Pallant’s (2013) 

correlation table, the relationship is characterised as having the lowest value of 0.550. 

 

In terms of the second IV, the results revealed that job satisfaction and employee 

performance are linked (r=0.653, p<0.01). As a result, the correlation is classified as 

moderate because the value of 0.653 falls between 0.30 and 0.49. In the meantime, there 

is a positive correlation between self-efficacy and employee performance (r = 0.699, 

p<0.01), indicating that the two variables are linked. The correlation, on the other hand, 

is rated as the greatest, with a value of 0. 699.There is also a positive correlation between 

work environment and employee engagement (r = 0.568, p< 0.01) indicating that these 

two variables are linked. Among the IVs, self-efficacy had the strongest correlation with 

the DV, employee engagement, with a correlation value of 0.699.
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4.5 Multiple Regression Analysis 

This analysis has been used to compute R-Squared and finding the influence of each 

variable (Neuman, 2000). R-squared will explain on how the IVs affecting or related to 

the DV, thus, helps in explaining the nature, direction and relationship between the IVs 

(employee engagement, job satisfaction, self-efficacy and workplace environment) and 

DV (employee performance). Details on the multiple regression analysis are being 

showed in Table 4.14. 

 

Based on the result in Table 4.7, R square result of 0.551 specified only 55.1% of the 

variance in employee performance explained by the IV (employee engagement, job 

satisfaction, self-efficacy and workplace environment) which is quite good percentage. 

Meanwhile, the ANOVA revealed that there was a statistically significant interaction at 

the 0.000 (p<0.05) significance level. 

 

Coefficient analysis showed that only three (3) out of three dimensions have the 

significant relationship with the DV (employee performance) which are job satisfaction 

(p = 0.001), self-efficacy (p = 0.000), and workplace environment (p = 0.020), where the 

significance level is less than 0.05 (p<0.05). There is insignificant relationship between 

the employee engagement with the employee performance since the significance level is 

more than 0.05 (p>0.05). Regarding the beta analysis, only three variables showed the 

positive beta values which are self-efficacy (β = 0.450), job satisfaction (β = 0.285) and 

workplace environment (β = 0.166) whereby employee engagement obtained the negative 

beta (β) values with (-0.80) 
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Table 4.7 

Multiple Regression Analysis 
 

 

 
 

 

 

 
 
 

 
 

 

 
 
 

 

 

 

 

 

 

 

 

 

 

 

Model Summary 

Model R R Square Adjusted R Square 
Std. Error of the 

Estimate 

1 .742a .551 .541 2.65476 

a. Predictors: (Constant), WE, SE, EE, JS 

ANOVAa 
Model Sum of Squares df Mean Square F Sig. 

1 Regression 1539.844 4 384.961 54.622 .000b 

Residual 1254.495 178 7.048   

Total 2794.339 182    

a. Dependent Variable: EP 
b. Predictors: (Constant), WE, SE, EE, JS 

Coefficients 

Model 
Unstandardized Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 8.987 2.221  4.047 .000 

EE -.067 .071 -.080 -.950 .343 

JS .214 .066 .285 3.226 .001 

SE .467 .079 .450 5.915 .000 

WE .162 .069 .166 2.348 .020 

a. Dependent Variable: EP 
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The following are the hypotheses testing results, with a summary of hypothesis testing 

in Table 4.7. 

 

H1 - There is a significant relationship between employee engagement and 

academicians’ performance. 

 
Even though the correlation analysis revealed a negative relationship between employee 

engagement and employee performance, the multiple regression revealed a positive beta 

value of -0.080 for this variable; however, the t value is less than 1.645 as it just scored -

0.950 and the significance level is more than acceptable range, which is more than 0.05, 

thus leads employee engagement to have insignificant relationship with the employee 

performance. Sekaran and Bougie (2013) described this circumstance by stating there is 

a weak or low correlation between the two variables can result in an insignificant 

relationship in the regression analysis stage. In conclusion, hypothesis 1 is rejected. 

 

 
H2 - There is a significant relationship between job satisfaction and 

academicians’ performance. 

The beta value of job satisfaction dimension is a positive with 0.285. The t value is more 

than 1.645, this variable scored a positive t value 3.226 and the significance value (0.001), 

is lesser than 0.05 which indicates that job satisfaction has significant relationship with 

the employee performance. Hypothesis 2 is accepted. 
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H3 - There is a significant relationship between self-efficacy and academicians’ 

performance. 

Beta (β) value of self-efficacy dimension showed positive value with 0.450, the t value is 

5.915 (t > 1.645) and significance value is 0.000 (p<0.05). Since the t value is more than 

1.645 and significance value is less than 0.05, this concluded that self-efficacy does have 

a significant relationship with the dependent variable, employee performance. Hypothesis 

3 is accepted. 

 

H4 - There is a significant relationship between workplace environment and 

academicians’ performance. 

Beta (β) value obtained for workplace environment dimension is positive with 0.166, the 

t value scored is 2.348 which is more than 1.645 and the significance value is 0.020 (p< 

0.05); thus, resulting the workplace environment dimension is having a significant 

relationship with the employee performance. Hypothesis 4 is accepted. 
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Table 4.8 

Summary of Hypothesis Testing 

Hypothesis Descriptions Results 
H1 There is a significant relationship 

between employee engagement and 
academicians’ performance. 

Rejected 

H2 There is a significant relationship 
between job satisfaction and 
academicians’ performance. 

Accepted 

H3 There is a significant relationship 
between self-efficacy and 
academicians’ performance. 

Accepted 

H4 There is a significant relationship 
between workplace environment and 
academicians’ performance. 

Accepted 

 

Furthermore, the third independent variable, self-efficacy, had the highest score in 

Beta (β) with 0.450, t value of 5.915 (which is greater than 1.645), and significance 

value of 0.000 (p<0.000) in the multiple regression analysis. These indicate that self-

efficacy has possessed the strongest significant relationship with the employee 

performance. 
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4.6 Chapter Summary 

 
This chapter presented on the findings based on the statistical analysis that has been 

conducted in clarifying the hypothesis that has been developed at the earlier stage of the 

study. The analyses that have been conducted are descriptive analysis, reliability test, 

Pearson’s correlation analysis and multiple regressions analysis. The summary of 

findings, discussions, limitations, recommendations, and conclusion are presented in the 

following chapter. 
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CHAPTER 5  

CONCLUSION AND RECOMMENDATIONS 

 

5.0 Introduction 

The purpose of this chapter is to discuss the study's findings as well as recommendations 

for further research. The goal of this research is to help in examining the factors that will 

contribute in triggering academicians’ job performance in private university in Selangor. 

 

5.1 Summary of Findings 

The intent of this research is to examine the relationship between selected IVs of 

employee engagement, job satisfaction, self-efficacy and workplace environment among 

the academicians in private university. This was expected to achieve the research 

objectives and to answer all the research questions that have been established at the early 

stage of the research. Only three hypotheses have been accepted in this research in 

meeting the research objectives. First and foremost, in meeting the first (1) objective, the 

researcher examines on the relationship between employee engagement and employee 

performance have clarified that there is no correlation between these variables. 

Meanwhile, the multiple regressions analysis has revealed that the relationship possessed 

by these two variables are not significant. In other word, employee engagement is not 

significantly affecting or influencing the employee performance among the academicians. 

This situation explained by Sekaran and Bougie (2013) who stated that a weak or low 

correlation between the two variables can give an impact of insignificant relationship in 

the regression analysis stage. Thus, first hypothesis (H1) is being rejected. 
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For the second variable, correlation analysis showed that there is a correlation analysis 

showed where there is a positive moderate relationship between the job satisfaction and 

employee performance. Same goes to self-efficacy and workplace environment that have 

the positive relationship with the employee performance. Multiple regression analysis 

proved that all the variables relationship are significant in affecting the employee 

performance, thus helped in meeting the third (3), fourth (4) and fifth (5) objectives. From 

the report stated that self-efficacy has the strongest correlation value among all variables. 

Additionally, the hypothesis (H2), (H3) and (H4) are being accepted.  

 

5.2 Discussions 

Further discussion on the findings will take place by referring to the previous literatures 

and findings that related to the variables involved in this research. The hypotheses were 

evaluated based on the evidence result either supported or not supported. 

 

5.2.1 Relationship between employee engagement and academicians’ performance. 

For the first hypothesis related to the employee engagement, the result showed that the 

hypothesis is not supported by the findings as there is no significant relationship between 

the employee engagement and performance among academicians. This is totally 

contradicted with the findings generated by Adhitama and Riyanto (2020), employee 

engagement is defined as one of the most important in every organisation strives to 

maintain among its employees in order to ensure that employees give their all in their 

jobs. Previous research in a variety of fields has identified various performance-based 

engagement outcomes. Employee engagement is essential for every business that wishes 

wants to retain their valued employees. It is very important for effective utilization of HR 
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and the seamless operation of the private university It also helps employees become more 

engaged, which improves the organization's competitive advantage and creates a 

favourable business climate. Engagement is a crucial and effective technique for 

attracting, nurturing, retaining, respecting, and managing the organization's people. 

 

According to Kahn (1990), the utilisation of organisation members for their work tasks is 

referred to as engagement. Engagement is defined as an individual who expresses himself 

physically, cognitively, and emotionally. Employees that are engaged are more 

productive, and they are less inclined to leave their jobs or organisations according to 

Wagner and Harter (2006). 

 

Byrne (2015) explained “When employees are engaged, they will tend to translate job 

tasks and specific activities into meaningful accomplishments, they use and mix distinct 

components of their emotional and cognitive identities.” Employee engagement, 

according to existing theory, leads to greater job performance through triggering good 

feelings and increasing motivation level to complete job duties and responsibilities 

(Parker and Griffin, 2011). Earlier research has shown that employee engagement has a 

positive impact on job performance in this regard. Anitha (2014),  has stated that 

employee engagement was found to have a significant impact on employee performance. 

Because engaged individuals are expected to perform better than non-engaged employees, 

most of the past research findings stated that there is a favourable relationship between 

employee engagement and employee performance, according to Demerouti and 

Cropanzano (2010). Employees will be more motivated and skilled at their jobs if they 

are engaged. If the organization does not use those skills regularly, they will be 

diminished. As a result, human resource managers should foster healthy relationships 

https://www.emerald.com/insight/content/doi/10.1108/IJPPM-03-2018-0124/full/html#ref037
https://www.emerald.com/insight/content/doi/10.1108/IJPPM-02-2018-0052/full/html?casa_token=h2s7HlifOycAAAAA:jyeBzU6dm7Yk6iOWk0THu3fde5qi8uOJS5wQBriwKLj99bbBvuoL6juoXTGBZc8n6-RSPGcxkGDmEAlhrDX4PGwDbrSzfJYVLBMayfYjrUxnnlYUoZ_Jaw#ref017
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among employees as well as open, honest, and dependable communication within the 

firm to increase employee engagement. 

 

According to Chughtai & Buckley (2011) ; Demerouti & Cropanzano (2010) argued in 

support of this research findings that the link between employee engagement and 

performance is not straightforward or clear, but rather complex, in the sense that various 

mechanisms may account for the relationship between the two variables. While in other 

study, Sendawula, Kimuli, Bananuka, and Muganga (2018) identified a substantial 

positive relationship between employee engagement and academicians’ performance, 

meaning that a positive shift in employee engagement leads to a favourable shift in job 

performance.  In this situation, however, this was not the case. Most of the respondents 

stated that supervision, working condition, the work itself, advancement and growth have 

a significant impact on performance, with their absence resulting in poor performance 

and their presence resulting in better performance. Similarly, the respondents pointed out 

that the quality of supervision was the important aspect that could contribute to poor 

productivity if it was lacking. Rowe et al. (2005), suggested that supportive supervision 

has a significant impact on performance, and that when supplemented with appraisal 

feedback, productivity improves even more. Additionally, the good working relationship 

with the supervisor will increase of confidence, and, as a result, the improvement of 

performance (Gallup, 2003). Lastly, a good working conditions with proper facilities and 

equipment maintenance of facilities and infrastructure in lecturers will promote 

satisfaction, comfort and consequently encouraging performance because there is absence 

of physical stress, facilities are present and any other necessity. These are in agreement 

with other researchers (Ngethe Iravo & Namusunge, 2012; Win Narasuci, 2018). 
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5.2.2 Relationship between job satisfaction and academicians’ performance. 

Finding for this third IV showed there is significant connection between job satisfaction 

and academician’s performance. This result is associated with the findings gathered 

several authors which job satisfaction and academician’s performance has shown its 

positive relationship with the academician’s performance (Wahyudi, 2018). 

 

The performance determines whether or not the academicians doing well. If the 

academician is feeling happy with their work, they will deliver their lecture in maximal 

way. On the contrary, if the academicians were not feeling happy, they will provide less 

than optimal instruction, loose their focus, and lack of appeal. At the same time, it will 

result the academicians they will not lose the direction. Every university is focused on 

HR especially the important of academicians. If they are   no academicians hence there 

will be no students, which implies the university has no benefit. Furthermore, the extent 

of the influence of job satisfaction on performance is explained by these findings, which 

reflects what employees expect. In general, people want to work because they have a 

desire and hope to fulfil, and they believe that the organisation where they work may help 

them do so. 

 

Education is regarded as one of the most significant components in the preparation and 

development of high-quality human resources. Given that education is an efficient 

container for developing exceptional human resources capable of developing science and 

information technology as a way of achieving a wealthy and dignified society, 
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Several others research also found that job satisfaction has significant effect on the 

performance of the lecturer because it stated that job satisfaction is a sort of reciprocity 

provided by a firm or its employees based on their performance. Job satisfaction normally 

leads to improved performance, but it can also contribute to poor performance if 

employees are dissatisfied with the company's reaction. Murti and Srimulyani (2013), 

found that job satisfaction has a positive effect on employee performance in an 

organization. The management of university need to recognize their employees in the 

workplace and ensure that employees feel satisfied with what they do in the company and 

making sure the employees get fair treatment, so they will be able to provide a positive 

work attitude (Inuwa, 2015).  

 

Furthermore, according to Saranya (2014) found that job satisfaction has a positive effect 

on employee performance where in this case, The greater the employee's performance, 

the more delighted they are working for the organisation. In contrast, if an employee's 

level of satisfaction falls below a certain threshold, the employee's performance would 

suffer both directly and indirectly. According to Jalagat (2016), when an employee is 

satisfied with his or her work, he or she will be happy, and if he or she is happy, he or she 

will be a successful employee. 

 

Job satisfaction will therefore motivate the person to perform well, although work 

discipline is required. Managing employee performance necessitates a thorough 

understanding of all employees in the organisation (Meilani, Bernarto & Berlianto, 2020). 
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Job satisfaction is one aspect that adds to a lecturer's ability to reach high levels of job 

performance and dedication. When compared to an organisation with less job satisfaction, 

an employee who receives work satisfaction is more likely to have a greater level of 

performance.  Job satisfaction has been shown to have an impact on employee 

performance, with firms with high levels of job happiness having greater levels of 

performance than organisations with low levels of job satisfaction. According to 

Hazriyanto and Ibrahim (2019), job satisfaction can improve employee performance, and 

performance has a beneficial impact on job satisfaction. A high level of employee 

dedication, on the other hand, can boost quality-based staff productivity. 

 

5.2.3 Relationship between self-efficacy and academicians’ performance. 

Finding for this third IV showed there is significant relationship between self-efficacy 

and academician’s performance This result is associated with the findings gathered 

several authors which self-efficacy has shown its positive relationship with the employee 

performance where it stated that performance results obtained from certain occupations 

or activities over a period of time is referred to as performance. The academicians’ quality 

and commitments are the most important factors in the success of the university (Arief, 

Haryono & Rifai, 2020). Academicians will play a critical role in achieving high-quality 

higher education especially in the university. Academicians who provide clear 

instruction, will have an impact on the quality of the higher education process and 

outcome. Individual who plays a competency to do many jobs, effort put forth, and 

organisational support are all important elements determining academicians' 

performance. 
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Self-efficacy is a thing that everyone owns differently in different contexts, and perceived 

self-efficacy is not an abstract concept of personal worth, but a judgement of what one 

can do. Self-efficacy has a direct impact on work motivation, according to this research 

evidence. As a result, how the state of self-efficacy develops in the work environment 

determines the high low motivation of labour which will affects their performance in the 

university. Some of the research stated and revealed that academicians' self-efficacy had 

a beneficial impact on their performance. This is demonstrated by the fact that lecturers 

who have a high level of self-efficacy perform better in terms of teaching and education 

(Bahri, Situmorang & Hutasuhut, 2020).  

 

According to Bandura (1977), one part of self-efficacy is individual academicians' desire 

to do and achieve something, hence it may be considered one of the contributors to the 

learning and teaching process' effectiveness. As a result, self-efficacy is critical in the 

development of an effective performance. In general, developing good performance takes 

a long period and must be done gradually. It is possible that it will go through many ups 

and downs along the route. 

 

Several other research papers have discovered that self-efficacy is one of the most 

important factors in determining an individual's intention, with those who have a higher 

level of self-efficacy appearing to have more positive intentions in academicians which 

represents the academician's confidence in their successful performance in academic 

instruction, can be explored from an educational viewpoint in terms of academic 

performance or learning outcomes (Arief, Haryono & Rifai, 2020).  
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Some of the researchers has stated, academic and academicians’ performance is a critical 

aspect in achieving the greatest potential results for students and effectively providing 

information and knowledge in a beneficial and desirable manner. It has showed the 

significant relationship between the self-efficacy dimension and performance among 

academicians who possess a greater level of self-efficacy (Bahri, Situmorang & 

Hutasuhut, 2020). 

 

5.2.4 Relationship between workplace environment and academicians’ 

performance. 

The word "work environment" refers to the conditions in which an employee performs 

his or her duties (Siddiqi & Tangem, 2018). Different aspects of the work environment 

have been mentioned in the literature, such as physical factors, threat, aid, soundness, 

fairness, and involvement. Work environment is defined by Wallace and Trinka (2009) 

as a combination of location, policies, and procedures through which an individual 

performs his or her work obligations. Employee engagement is influenced by factors such 

as creativity, position and responsibility assignment, recognition pattern, and leadership 

style (Rich, 2010). Saks (2006) stated that an employee's assessment of whether or not 

his or her contributions are valued by the organisation is a major determinant in how they 

feel about their work environment. The work environment, as well as the team and co-

worker relationships, has a major impact on employee performance (Anitha, 2014). The 

significance and necessity of ensuring an ideal work environment for enhancing employee 

performance cannot be overstated. Employees should be supported both physically and 

mentally in order to become more engaged with the organisation and so improve their 

performance. Moreover, there are factors like office environment which can positively 

impact the productivity of the employees. Managers and supervisors should consider 
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improving the work environment while examining both psychologically and physically 

elements to increase subordinates' job performance (Siddiqi & Tangem, 2018). It is 

critical that employees emotionally connect with their co-workers in order to build a 

positive perception in their minds. A good work environment includes elements such as 

a positive culture in which employees are expected to work together to achieve a shared 

sense of destiny., as well as a standard physical environment that assists subordinates in 

achieving the corporate goal.  

 

Physical characteristics that exist surrounding the workplace that can affect employees' 

ability to complete tasks assigned to them are referred to as the work environment. 

According to Narasuci, Setiawan and Noermijati (2018), the work environment 

encompasses the entire facility and infrastructure employees who are actually doing the 

work-selves. This work environment will feature both work-related and non-work-related 

activities areas, workstations, and tools, as well as cleanliness and lighting, and serenity. 

According to the findings of the research, the lecturers' work motivation is influenced by 

their work environment. A safe, comfortable, and accommodating work environment will 

improve a person's passion and enthusiasm, resulting in increased productivity. Similarly, 

a work environment that is unsafe, uncomfortable, filthy, or noisy, as well as co-worker 

relationships that are strained If something isn't good, it will make someone feel bored, 

sluggish, and helpless. This finding is consistent with Narasuci, Setiawan and Noermijati 

(2018). research, which found that the work environment is favourable such as 

appropriate facilities, adequate lighting, cleanliness that are maintained, calm, and the 

presence of excellent working ties with co-workers and superiors will help a person feel 

at ease. 
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5.3 Limitations 

There are several limitations in conducting this particular research, including the 

following: 

i) Cooperation among the respondent during the pandemic 
 
During the data collection procedure, the researcher had a tough time getting the 

information required since the respondents, who were mostly academicians, were 

reluctant to answer the questionnaires due to their tight schedules with the classes and 

appointments. During the pandemic most of the academicians are working from home 

and they are quite busy with their classes through online. 

 Besides, quite a number of the questionnaires had not been answered properly or 

completely. Furthermore, there were also some respondents, who left the important 

information unanswered such as the faculty or the school’s name. A lot of efforts were 

required not just to find potential respondents, but also to persuade them that their 

information would be used for research reasons. 

ii) Biasness 
 
Respondents tended to respond to questionnaires with views that differed from their own 

in order to avoid being judged by others. Furthermore, some respondents opt to leave 

questions blank because they are unsure about the acceptable response, or they just select 

"neutral" for all of the questions. 

              iii) Time Constraint 

Furthermore, the time available for collection of data is quite short. Research needs to be 

completed within 3 months times. Due to some difficulty during the pandemic and time 

constraint, data collected will be limited. 
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5.4 Implications 

This section is discussing on the implications that conveyed towards the academicians as 

well as suggestions for further research. It covers both implications, both theoretical and 

practical. 

 

5.4.1 Theoretical Implication 

In terms of theoretical implication, this research paper has explored Herzberg Two Factor 

theory and this theory provide the contribution towards understanding the factors that 

employee engagement among academicians has impact on job performance. The result 

has demonstrated all motivators and hygiene factors such as the work itself, physical 

working environment, supervision, the relationship, the advancement and growth are 

related to the employee engagement. 

 

Academicians will feel involved if the organisation provides adequate training and 

possibilities for their development and advancement (Ahmed, Phulpoto, Umrani & 

Abbas, 2015). Therefore, management of university must provide the academicians 

trainings or seminars for their personal growth. Moreover, academicians tend to feel 

engaged when they know what they are expected in their working area and teach in 

university. When they are satisfied with their level of trust and autonomy, they will be 

able to organise classes, the empowerment they have been granted will inspire them to 

teach and increase their teaching quality. The job itself must be interesting, varied, and 

provide enough of a challenge to keep employees engaged the work itself should be 

meaningful, interesting and challenging for the employee to perform and to get them 

engaged. 
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Furthermore, the majority of academicians believe with the proper recognition system it 

is an important instrument for showing appreciation and acknowledging their 

accomplishments. When their supervisors appreciate and recognises their contributions, 

the academicians are more likely to improve their performance. This will raise their 

degree of commitment to their work. 

 

Hygiene elements, such as supervision, working environment, job security, and income 

are linked to employee engagement. When these components are missing, it might lead 

to a low degree of involvement and lead to low job performance. 

 

Academicians will be less dissatisfied with their jobs if they have adequate teaching 

materials and equipment. The majority of them believe that having better work facilities 

will boost their level of engagement and teaching approaches. Employee dissatisfaction 

will be increase if an organisation is unable to create a proper working condition for them, 

resulting in a decline in their performance. Only engaged academicians are expected to 

be much more efficient and stay with company for longer time compared to disengaged 

employee, who will be less valuable and more likely to resign (Nachonga, 2019). 

Herzberg's Two-Factor theory and Self Determination theory (SDT) proved to be quite 

effective and should be implemented by the management of private university in order to 

boost the performance of academicians. 
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5.4.2 Practical Implication 1 

According to this research, if the organisation provides adequate training and possibilities 

for personal development and progress, the academicians will be engaged. As a result, 

private university management must give significant training or seminars for 

academicians' personal growth in order to keep them engaged. It is very critical in getting 

and retaining the committed employees especially the academicians, it is important to 

motivate and engaged them in the company and watch how its influence on job 

performance. 

 

The Management of the private university is encouraged to develop new strategies for 

maintaining engagement levels while focusing on the most critical resources, such as 

timely payment of salaries and arrears, appropriate recognition, avoiding delayed 

promotions, and ensuring academic staff offices have good, reasonable furniture and 

sufficient space, among other things. 

 

Furthermore, majority of academicians believe the recognition process is an important 

instrument for expressing gratitude and acknowledging their accomplishments so that 

they will feel more engage with the university. When the university's management 

appreciates and recognises their achievements, they are more likely to enhance their 

performance. This will improve their enthusiasm for their work. If an organization is 

unable to engage with their employee, employees; dissatisfaction will increase, and their 

performance will suffer as a result. 
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The best academicians with a good quality will be attracted and retained inside the 

university, and the attrition rate will be lower, if the management begins to improve on 

the provision of the variables in this research. To retain the academicians, it's critical to 

gain insight into their motivations by asking them in a functional conversation on what 

motivates them to do their jobs. This was indeed surprising as academicians are crucial 

to the development of the knowledge of the students and the reputation of the university.    

 

When management gets a better understanding of their academicians' performance, it will 

be important to use that information to make HRM decisions. The decision to use specific 

HR tools or technologies will be able to engage the employees. For example, if someone 

is determined to grow, offering training courses may be beneficial. Alternatively, if 

someone is motivated to work more when incentives towards the prospects, management 

might incorporate better reward into their HR plan. Private university’s management will 

get to know the importance of employee engagement will increase the performance of the 

academicians.  

 

5.4.3 Practical Implication 2 

This research has a positive impact on Malaysian society. Academicians that have 

enhanced performance will result in an improvement in the institution's overall quality. 

As a result, parents will no longer have to worry about their children having a poor 

education if they send them to private university.  

 

Today, university ranking also plays an important role because private university biggest 

clients are their students’ admission. Prospective students will look for institution with a 

strong reputation so that they have better positioned in the job market.  
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Employer also will look for potential and quality candidates from the top universities. 

The notion is if the private university in Selangor has a good academician, they will 

produce a better candidate and both academicians and students will perform well in their 

area. 

 

5.4.4 Practical Implication 3 

The government could benefit from the findings of this research paper, particularly the 

Ministry of Higher Education (MOHE). Rather than spending resources on ineffective 

programmes, they may determine the primary areas that require development and take 

corrective action to improve academicians' performance. The Ministry of Higher 

Education should organise more professional conferences or seminars in order to help 

academicians advance their careers and increase their engagement level at work. This 

would raise the academic quality of academicians at Selangor's private university to a 

level where they can compete like other university. 
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5.5 Recommendation for future research 

Following that, researchers who are conducting the similar research on motivators and 

hygienic variables may obtain understanding on the factors influencing the overall 

performance of academicians in the Private University in Selangor. 

 

As shown results, it was found that IVs like job satisfaction, self-efficacy and workplace 

environment make an essential contribution in the factors influencing academicians’ 

performance. Conducting interviews for surveys will be useful ways to alleviate any 

doubts from the targeted respondents that they might have. This will allow the 

respondents to give explanation during the interview. This is because sending 

questionnaires via e-mail may cause respondents to feel insecure due to the possibility of 

spam or information misuse. The presence of researchers who can explain the situation 

could lead to improved outcomes. Aside from that, the questionnaires will also be less 

likely to be ignored by targeted respondents. 

 

In addition, future research may include other private universities and public universities. 

Data collected from other universities will increase the comparability of the results with 

others. The current result from this research is currently restricted to only one private 

university in Selangor only. It is difficult to prove that the performance of academicians 

in other universities is affected by the same factors or it is influenced by the same causes. 

Finally, other variables can be examined in future research to better define the most 

important aspect influencing academicians' performance.  
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5.6 Conclusion 

Four IVs were tested in this research paper such as employee engagement, job satisfaction, 

self-efficacy and workplace environment. In conclusion, the research objectives have been 

fulfilled in examining the relationship between employee engagement, job satisfaction, 

self-efficacy, and workplace environment towards the employee performance among the 

academicians in private university in Selangor. It can be concluded that only three (3) 

variables are significantly affecting the employee performance among the academicians 

which are job satisfaction, self-efficacy and workplace environment. Results from this 

research paper show that only job satisfaction, self-efficacy and workplace environment 

have significant relationship with the performance of the academicians. As a result, all of 

the research questions and objectives have been answered and met. 

 

From this finding, private university management, governments, or future researchers 

could possibly boost up the efforts in contributing the engagement towards encouraging 

the academicians in improving their performance at the university. 

 

Academicians are the ones who educate the future leaders who will one day be the pillar of 

the nation, hence the implications of this research are valuable for the education business 

but also vital for society at large. Furthermore, future researchers may be able to 

incorporate the limitations and recommendations into their studies. Overall, this research 

paper has provided important investigations and exploratory research for future studies on 

academicians' performance in private university in Selangor
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APPENDIX A: Research Questionnaires 

 

 

 

QUESTIONNNAIRES SURVEY: ASSESSING PERFORMANCE AMONG 

THE ACADEMICIANS IN PRIVATE UNIVERSITY, SELANGOR 

 
 
 
Dear Sir/Madam, 

 
This study is conducted with an aim to gain insights into the relationship between 

the employee engagement, job satisfaction, self-efficacy, workplace environment 

and performance among academicians as an academic exercise in private 

university. 

This research is done in compliance with the requirements for the completion of 

Post Graduate Degree-Master Human Resources Management. Your assistance in 

completing this questionnaire honestly will be very much appreciated as the 

validity of the findings very much depends on your genuine response. Your 

contribution for this study is regarded with the highest confidentiality. 

I hereby tender my greatest appreciation and deepest gratitude for all your 

patience and time as well the co-operation to make this study possible into a great 

success. 

 
 
 
Yours Faithfully 
 
 
Azniwati 

 
Azniwati Bt Azmi 

Master of Human Resource Management 
School of Business Management 
Universiti Utara Malaysia 
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Section A: Demographic Details 

In this section, we would like you to fill in some of your personal details. Please place 
a tick “√” or fill in your answer for each of the following question. Please select only 
one response for each question. 
 
Faculty/School: _______________________ (Please Specify) 
 
Age: 
          20-25 years             26-30 years             31-35 years           36 years 

above      

Gender: 

          Male                 Female 

Ethnicity: 

          Malay                Chinese                Indian                Others 

Marital Status: 

          Single                  Married              Divorced 

Highest Level of Education: 

          Diploma              Degree                Master            Doctorate (PHD) 

Working Experiences (Include Past Job): 

          0 year (Fresh Graduate)            1-5 years              6-10 years             11 

years and above 

Highest Education Background: 

           Local                 Abroad 

Current Position: 

          Tutor             Lecturer            Senior Lecturer          Assoc. Professor                 

          Professor 
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Section B: Employee Engagement 

Respondents are required to indicate the extent to which they agree or 
disagree with each statement using 5-pointLikert scale [(1) = strongly 
disagree; (2) = disagree; (3) = neutral; (4) = agree and (5) =strongly agree] 
No. Items Strongly 

Disagree 
1 

Disagree 
 
2 

Neutral 
 
3 

Agree 
 
4 

Strongly 
Agree 

5 
1 I know what is expected 

of me at work 
 

     

2 I have the materials and 
equipment I need to my 
way work right 
 

     

3 At work I have the 
opportunity to do what I 
do best every day 
 

     

4 I have received 
recognitions or praise for 
doing a good work 
 

     

5 My supervisor or 
someone at work seems 
to care about me as a 
person 
 

     

6 There is someone at 
work who encourages 
my development 
 

     

7 At work my opinions 
seem to count 

     

8 The mission or purpose 
of my company makes 
me feel my job is 
important 
 

     

9 In the last 6 months 
someone at work has 
talked to me about my 
progress 
 

     

10 I have the opportunities 
at work to learn and grow 
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Section C: Job Satisfaction  

Respondents are required to indicate the extent to which they agree or 
disagree with each statement using 5-pointLikert scale [(1) = strongly 
disagree; (2) = disagree; (3) = neutral; (4) = agree and (5) = strongly 
agree] 
 
No. Items Strongly 

Disagree 
1 

Disagree 
 

2 

Neutral 
 
3 

Agree 
 

4 

Strongly 
Agree 

 5 
11 When I work, I am getting enough 

support 
 

     

12 I am given a large amount of 
freedom in the work I do 
 

     

13 The other members of the team 
inspire me 
 

     

14 I like the work; I do a lot 
 

     

15 My salary matches my education 
and skills 
 

     

16 I feel that I am happier in my work 
than most other people. 

     

17 I am planning on remaining as an 
academician for the rest of my 
working career. 
 

     

18 The praise I get when I do a good 
job increase my job satisfaction. 

     

19 I get more satisfaction if there is a 
good chance of promotion 

     

20 I feel satisfied when given the 
autonomy to perform my duties. 

     

21 I feel satisfied with my job 
as I do not have to worry 
about losing my job. 

     

22 I feel more satisfied as my 
salary is comparable to 
others in the industry. 
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Section D: Self Efficacy  

Respondents are required to indicate the extent to which they agree or 
disagree with each statement using 5-pointLikert scale [(1) = strongly 
disagree; (2) = disagree; (3) = neutral; (4) = agree and (5) = strongly 
agree] 
No. Items Strongly 

Disagree 
1 

Disagree 
 

2 

Neutral 
 

3 

Agree 
 

4 

Strongly 
Agree 

5 
23 I can always manage to solve 

difficult problems if I try hard 
enough 
 

     

24 If someone opposes me, I can 
find the means and way to get 
what I want 
 

     

25 It is easy for me to stick to my 
aims and accomplish my goals 
 

     

26 I am confident that I could deal 
efficiently with unexpected 
events 
 

     

27 Thanks to my resourcefulness, 
I know how to handle 
unforeseen situations 
 

     

28 I can solve most problems if I 
invest the necessary effort 
 

     

29 I can remain calm when facing 
difficulties because I can rely 
on my coping abilities 
 

     

30 When I am confronted with a 
problem, I can usually find 
several solutions 
 

     

31 I can usually handle whatever 
comes my way 
 

     

32 I am actively involved in 
important decision-making 
process at university 
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Section E: Work Environment 

Respondents are required to indicate the extent to which they agree or 
disagree with each statement using 5-pointLikert scale [(1) = strongly 
disagree; (2) = disagree; (3) = neutral; (4) = agree and (5) = strongly 
agree] 
 
No. Items Strongly 

Disagree 
1 

Disagree 
 
2 

Neutral 
 

3 

Agree 
 

4 

Strongly 
Agree 

5 

33 My work efficiency is closely 
related to the working 
environment 
 

     

34 The present work environment 
is conducive for my 
performance 
 

     

35 The office facilities and 

instructional equipment in the 

institution is adequate 

     

36 Information technology can 
increase my performance in 
the workplace 
 

     

37 I consider my work 
environment as safe 
 

     

38 I am satisfied physical 
environment and tools at work 
 

     

39 The cafeteria facilities meet 
the needs of this organization 
employees 
 

     

40 I am free from annoying 
distractions in my work area 
 

     

41 There is good ventilation in 
my work area 
 

     

42 The layout of my 
workspace is convenient 
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Section F: Employees’ Performance 

This section seeks to evaluate academicians’ job performance. Respondents are 
required to indicate the extent to which they agree or disagree with each statement 
using 5 Likert scale [(1) = strongly disagree; (2) = disagree; (3) = neutral; (4) = 
agree and (5) = strongly agree] 
No. Item Strongly 

Disagree 
1 

Disagree 
 
2 

Neutral 
 
3 

Agree 
 
4 

Strongly 
Agree  

5 
43 I managed to plan my work so 

that it was done in time 
 

     

44 I worked at keeping my job 
knowledge and skills up to 
date 
 

     

45 I knew how to set the right 
priorities 

     

46 I was able to perform my 
work well with minimal time 
and effort 

     

47 This organization inspires me 
to perform to the very best 

     

48 I provide academic assistance 
to students beyond teaching 
hours 
 

     

49 I complete my duties 
according to the standard 
procedures 
 

     

50 I can complete each work 
assigned to me and record 
quickly and effectively 
 

     

51 I kept looking for new 
challenges in my job and 
ways to improve my 
performance at work 

     

52 Collaboration with others 
was very productive 

     

Your time, efforts and cooperation are much appreciated. Thank You. 
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APPENDIX B: Statistical Analysis Output 

i) Factor Analysis – Rotated Component Matrix 

 
Rotated Component Matrixa 

 
Component 

1 2 3 4 5 6 7 8 9 10 

EE1        .759   

EE2        .696   

EE3        .669   
EE4 .692          

EE5 .779          

EE6 .807          
EE7 .647          

EE8 .522          

EE9 .636          
EE10 .599          

JS1 .544          

JS2           
JS3 .543          

JS4           

JS5         .712  
JS6           

JS7           

JS8     .697      
JS9     .717      

JS10     .699      

JS11     .598      
JS12         .727  

SE1  .529         

SE2           
SE3           

SE4           

SE5  .598         
SE6           

SE7  .709         

SE8  .676         
SE9  .797         

SE10           
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WE1           

WE2   .633        
WE3   .696        

WE4       .590    

WE5       .679    
WE6   .506    .500    

WE7       .657    

WE8   .547        
WE9   .773        

WE10   .763        

EP1      .654     
EP2      .588     

EP3      .680     

EP4      .500     
EP5           

EP6    .742       

EP7    .789       
EP8    .813       

EP9    .743       

EP10    .701       
Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization.a 

a. Rotation converged in 9 iterations. 
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Component Transformation Matrix 

Compone

nt 1 2 3 4 5 6 7 8 9 10 

1 .489 .408 .373 .368 .360 .282 .215 .193 .167 .010 

2 .379 -.337 .507 -.448 -.282 -.271 .187 .081 .300 .040 

3 -.265 -.386 .387 .623 -.245 .126 .104 -.382 .102 -.020 

4 -.455 .399 .260 -.276 -.300 .272 .514 .103 -.199 -.105 

5 -.472 .031 .484 -.078 .272 -.034 -.535 .355 .138 .169 

6 -.081 -.561 -.008 -.157 .555 .258 .381 .104 -.286 .204 

7 -.289 .179 -.077 -.094 .435 -.383 .320 -.383 .530 -.059 

8 -.097 -.061 -.349 .051 -.250 .335 .111 .285 .570 .519 

9 -.130 -.197 -.153 .291 -.024 -.291 .219 .645 .110 -.524 

10 -.019 .151 .044 .270 -.075 -.588 .222 .138 -.337 .607 

Extraction Method: Principal Component Analysis.   

 Rotation Method: Varimax with Kaiser Normalization. 

 

GETFILE='C:\Users\User\Documents\183 Respondents.sav'DATASET NAME 

DataSet1 WINDOW=FRONT.CORRELATIONS /VARIABLES=EE JS SE WE 

EP/PRINT=TWOTAIL NOSIG/MISSING=PAIRWISE. 
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a) Composite Reliability and AVE  

Employee Engagement 
COUNT 10 10 10 
SUM 6.807 4.700 5.300 
SQUARE 46.32915    
AVE 0.470017    
CR 0.897348     

Job Satisfaction 

COUNT 8 8 12 
SUM 5.238 3.473 8.527 
SQUARE 27.43244    
AVE 0.434138    
CR 0.762874     

Self-Efficacy 

COUNT 5 5 10 
SUM 3.310 2.233 7.767 
SQUARE 10.95332    
AVE 0.661916    
CR 0.585102     

Work environment 

COUNT 9 9 10 
SUM 5.842313 3.85871 6.14129 
SQUARE 34.13262    
AVE 0.649146    
CR 0.847512     

Employee Performance 

COUNT 9 9 10 
SUM 6.210 4.363 5.637 
SQUARE 38.56191    
AVE 0.68998    
CR 0.872464     
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ii) Frequencies 

 
Statistics 

 EE JS SE WE EP 

N Valid 183 183 183 183 183 

Missing 100 100 100 100 100 

Mean 38.0219 46.8197 39.4536 38.0874 41.0601 

Skewness -.233 -.126 .114 -.664 .186 

Std. Error of Skewness .180 .180 .180 .180 .180 

Kurtosis .282 .241 1.261 2.140 .535 

Std. Error of Kurtosis .357 .357 .357 .357 .357 

 

 
EE 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 25.00 1 .4 .5 .5 

26.00 2 .7 1.1 1.6 

27.00 2 .7 1.1 2.7 

28.00 1 .4 .5 3.3 

29.00 1 .4 .5 3.8 

30.00 3 1.1 1.6 5.5 

31.00 7 2.5 3.8 9.3 

32.00 9 3.2 4.9 14.2 

33.00 8 2.8 4.4 18.6 

34.00 8 2.8 4.4 23.0 

35.00 6 2.1 3.3 26.2 

36.00 9 3.2 4.9 31.1 

37.00 8 2.8 4.4 35.5 

38.00 26 9.2 14.2 49.7 

39.00 22 7.8 12.0 61.7 

40.00 26 9.2 14.2 76.0 

41.00 11 3.9 6.0 82.0 

42.00 7 2.5 3.8 85.8 

43.00 5 1.8 2.7 88.5 

44.00 6 2.1 3.3 91.8 

45.00 5 1.8 2.7 94.5 

46.00 4 1.4 2.2 96.7 

47.00 3 1.1 1.6 98.4 
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49.00 1 .4 .5 98.9 

50.00 2 .7 1.1 100.0 

Total 183 64.7 100.0  
Missing System 100 35.3   
Total 283 100.0   

 

 
JS 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 33.00 1 .4 .5 .5 

34.00 2 .7 1.1 1.6 

35.00 1 .4 .5 2.2 

36.00 3 1.1 1.6 3.8 

37.00 3 1.1 1.6 5.5 

38.00 2 .7 1.1 6.6 

39.00 6 2.1 3.3 9.8 

40.00 4 1.4 2.2 12.0 

41.00 8 2.8 4.4 16.4 

42.00 3 1.1 1.6 18.0 

43.00 8 2.8 4.4 22.4 

44.00 11 3.9 6.0 28.4 

45.00 12 4.2 6.6 35.0 

46.00 17 6.0 9.3 44.3 

47.00 12 4.2 6.6 50.8 

48.00 29 10.2 15.8 66.7 

49.00 16 5.7 8.7 75.4 

50.00 7 2.5 3.8 79.2 

51.00 6 2.1 3.3 82.5 

52.00 10 3.5 5.5 88.0 

53.00 5 1.8 2.7 90.7 

54.00 4 1.4 2.2 92.9 

55.00 3 1.1 1.6 94.5 

56.00 3 1.1 1.6 96.2 

57.00 2 .7 1.1 97.3 

58.00 1 .4 .5 97.8 

59.00 3 1.1 1.6 99.5 

60.00 1 .4 .5 100.0 

Total 183 64.7 100.0  
Missing System 100 35.3   
Total 283 100.0   
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SE 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 30.00 3 1.1 1.6 1.6 

31.00 3 1.1 1.6 3.3 

32.00 6 2.1 3.3 6.6 

33.00 2 .7 1.1 7.7 

34.00 3 1.1 1.6 9.3 

35.00 5 1.8 2.7 12.0 

36.00 10 3.5 5.5 17.5 

37.00 10 3.5 5.5 23.0 

38.00 10 3.5 5.5 28.4 

39.00 26 9.2 14.2 42.6 

40.00 55 19.4 30.1 72.7 

41.00 19 6.7 10.4 83.1 

42.00 8 2.8 4.4 87.4 

43.00 4 1.4 2.2 89.6 

44.00 3 1.1 1.6 91.3 

45.00 4 1.4 2.2 93.4 

46.00 2 .7 1.1 94.5 

47.00 1 .4 .5 95.1 

48.00 2 .7 1.1 96.2 

49.00 6 2.1 3.3 99.5 

50.00 1 .4 .5 100.0 

Total 183 64.7 100.0  
Missing System 100 35.3   
Total 283 100.0   

 

 
WE 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 23.00 1 .4 .5 .5 

25.00 1 .4 .5 1.1 

26.00 1 .4 .5 1.6 

29.00 2 .7 1.1 2.7 

30.00 6 2.1 3.3 6.0 
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31.00 2 .7 1.1 7.1 

32.00 9 3.2 4.9 12.0 

33.00 3 1.1 1.6 13.7 

34.00 5 1.8 2.7 16.4 

35.00 5 1.8 2.7 19.1 

36.00 7 2.5 3.8 23.0 

37.00 16 5.7 8.7 31.7 

38.00 20 7.1 10.9 42.6 

39.00 25 8.8 13.7 56.3 

40.00 56 19.8 30.6 86.9 

41.00 9 3.2 4.9 91.8 

42.00 3 1.1 1.6 93.4 

43.00 2 .7 1.1 94.5 

44.00 3 1.1 1.6 96.2 

45.00 2 .7 1.1 97.3 

47.00 2 .7 1.1 98.4 

48.00 1 .4 .5 98.9 

50.00 2 .7 1.1 100.0 

Total 183 64.7 100.0  
Missing System 100 35.3   
Total 283 100.0   

 

 
EP 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 29.00 1 .4 .5 .5 

30.00 1 .4 .5 1.1 

32.00 1 .4 .5 1.6 

33.00 2 .7 1.1 2.7 

34.00 4 1.4 2.2 4.9 

35.00 2 .7 1.1 6.0 

36.00 6 2.1 3.3 9.3 

37.00 7 2.5 3.8 13.1 

38.00 9 3.2 4.9 18.0 

39.00 19 6.7 10.4 28.4 

40.00 52 18.4 28.4 56.8 

41.00 15 5.3 8.2 65.0 
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42.00 9 3.2 4.9 69.9 

43.00 9 3.2 4.9 74.9 

44.00 13 4.6 7.1 82.0 

45.00 8 2.8 4.4 86.3 

46.00 5 1.8 2.7 89.1 

47.00 6 2.1 3.3 92.3 

48.00 2 .7 1.1 93.4 

49.00 7 2.5 3.8 97.3 

50.00 5 1.8 2.7 100.0 

Total 183 64.7 100.0  
Missing System 100 35.3   
Total 283 100.0   
 

 

iii) Correlations Analysis 

 

[DataSet1] C:\Users\User\Documents\183 Respondents.sav 

 
Correlations 

 EE JS SE WE EP 

EE Pearson Correlation 1 .767** .673** .653** .550** 

Sig. (2-tailed)  .000 .000 .000 .000 

N 183 183 183 183 183 

JS Pearson Correlation .767** 1 .716** .650** .653** 

Sig. (2-tailed) .000  .000 .000 .000 

N 183 183 183 183 183 

SE Pearson Correlation .673** .716** 1 .598** .699** 

Sig. (2-tailed) .000 .000  .000 .000 

N 183 183 183 183 183 

WE Pearson Correlation .653** .650** .598** 1 .568** 

Sig. (2-tailed) .000 .000 .000  .000 

N 183 183 183 183 183 

EP Pearson Correlation .550** .653** .699** .568** 1 

Sig. (2-tailed) .000 .000 .000 .000  

N 183 183 183 183 183 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Correlations 

 EE EP 

Spearman's rho EE Correlation Coefficient 1.000 .518** 

Sig. (2-tailed) . .000 

N 183 183 

EP Correlation Coefficient .518** 1.000 

Sig. (2-tailed) .000 . 

N 183 183 

**. Correlation is significant at the 0.01 level (2-tailed). 

 
 

Correlations 

 JS EP 

Spearman's rho JS Correlation Coefficient 1.000 .604** 

Sig. (2-tailed) . .000 

N 183 183 

EP Correlation Coefficient .604** 1.000 

Sig. (2-tailed) .000 . 

N 183 183 

**. Correlation is significant at the 0.01 level (2-tailed). 

 
 

Correlations 

 SE EP 

Spearman's rho SE Correlation Coefficient 1.000 .637** 

Sig. (2-tailed) . .000 

N 183 183 

EP Correlation Coefficient .637** 1.000 

Sig. (2-tailed) .000 . 

N 183 183 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Correlations 

 WE EP 

Spearman's rho WE Correlation Coefficient 1.000 .536** 

Sig. (2-tailed) . .000 

N 183 183 

EP Correlation Coefficient .536** 1.000 

Sig. (2-tailed) .000 . 

N 183 183 

**. Correlation is significant at the 0.01 level (2-tailed). 

SAVE OUTFILE='C:\Users\User\Documents\183 Respondents.sav' 

/COMPRESSED. 

CORRELATIONS/VARIABLES=EE JS SE WE EP/PRINT=TWOTAIL 

NOSIG/MISSING=PAIRWISE. 

 
iv) Descriptive 

 

DESCRIPTIVES VARIABLES=EE JS SE WE EP/STATISTICS=MEAN STDDEV 

VARIANCE RANGE SEMEAN KURTOSIS SKEWNESS. 

 
Descriptive Statistics 

 

N Range Mean 

Std. 

Deviation 

Varian

ce Skewness Kurtosis 

Statisti

c 

Statisti

c 

Statisti

c 

Std. 

Error Statistic 

Statisti

c 

Statisti

c 

Std. 

Error 

Statisti

c 

Std. 

Error 

EE 183 25.00 38.021

9 

.34638 4.68568 21.956 -.233 .180 .282 .357 

JS 183 27.00 46.819

7 

.38618 5.22412 27.291 -.126 .180 .241 .357 

SE 183 20.00 39.453

6 

.27883 3.77190 14.227 .114 .180 1.261 .357 

WE 183 27.00 38.087

4 

.29673 4.01412 16.113 -.664 .180 2.140 .357 

EP 183 21.00 41.060

1 

.28965 3.91836 15.354 .186 .180 .535 .357 

Valid N 

(listwise) 

183          
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v) Frequencies 
 

FREQUENCIES VARIABLES=EE JS SE WE 

EP/FORMAT=NOTABLE/STATISTICS=STDDEV VARIANCE RANGE MINIMUM 

MAXIMUM/ORDER=ANALYSIS. 

 
Statistics 

 EE JS SE WE EP 

N Valid 183 183 183 183 183 

Missing 100 100 100 100 100 

Std. Deviation 4.68568 5.22412 3.77190 4.01412 3.91836 

Variance 21.956 27.291 14.227 16.113 15.354 

Range 25.00 27.00 20.00 27.00 21.00 

Minimum 25.00 33.00 30.00 23.00 29.00 

Maximum 50.00 60.00 50.00 50.00 50.00 

 

 

vi) Reliability 

 

RELIABILITY /VARIABLES=EE JS SE WE EP /SCALE ('ALL VARIABLES') ALL 

/MODEL=ALPHA. 

 
 

Statistics 

 EE JS SE WE EP 

N Valid 183 183 183 183 183 

Missing 100 100 100 100 100 

Std. Deviation 4.68568 5.22412 3.77190 4.01412 3.91836 

Variance 21.956 27.291 14.227 16.113 15.354 

Range 25.00 27.00 20.00 27.00 21.00 

Minimum 25.00 33.00 30.00 23.00 29.00 

Maximum 50.00 60.00 50.00 50.00 50.00 
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a) Reliability test for overall variables 
 

Reliability Statistics 

Cronbach's Alpha N of Items 

.901 5 

 

 

 
 

Case Processing Summary 

 N % 

Cases Valid 183 64.7 

Excludeda 100 35.3 

Total 283 100.0 

a. Listwise deletion based on all variables in the procedure. 

 

b) Reliability test for IV 1: Employee Engagement 
 

Reliability Statistics 

Cronbach's Alpha N of Items 

.879 12 

RELIABILITY /VARIABLES=EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 

/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA. 

 

c) Reliability test for IV 2: Job Satisfaction 
 

Reliability Statistics 

Cronbach's Alpha N of Items 

.893 10 

RELIABILITY /VARIABLES=JS1 JS2 JS3 JS4 JS5 JS6 JS7 JS8 JS9 JS10 JS11 

JS12/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA. 
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d) Reliability test for IV 3: Self-Efficacy 
 

Reliability Statistics 

Cronbach's Alpha N of Items 

.871 10 

RELIABILITY/VARIABLES=SE1 SE2 SE3 SE4 SE5 SE6 SE7 SE8 SE9 SE10 

/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA. 

 

 

e) Reliability test for IV 5: Workplace Environment 
 

Reliability Statistics 

Cronbach's Alpha N of Items 

.897 10 

RELIABILITY /VARIABLES=WE1 WE2 WE3 WE4 WE5 WE6 WE7 WE8 WE9 

WE10/SCALE ('ALL VARIABLES') ALL/MODEL=ALPHA. 

 

 
vii) Multiple Regression Analysis 

[DataSet1] C:\Users\User\Documents\183 Respondents.sav 

Variables Entered/Removeda 

Model Variables Entered Variables Removed Method 

1 WE, SE, EE, JSb . Enter 

a. Dependent Variable: EP 

b. All requested variables entered. 

 
 

Model Summary 

Model R R Square Adjusted R Square 

Std. Error of the 

Estimate 

1 .742a .551 .541 2.65476 

a. Predictors: (Constant), WE, SE, EE, JS 
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ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1539.844 4 384.961 54.622 .000b 

Residual 1254.495 178 7.048   

Total 2794.339 182    
a. Dependent Variable: EP 

b. Predictors: (Constant), WE, SE, EE, JS 

 
 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 8.987 2.221  4.047 .000 

EE -.067 .071 -.080 -.950 .343 

JS .214 .066 .285 3.226 .001 

SE .467 .079 .450 5.915 .000 

WE .162 .069 .166 2.348 .020 

a. Dependent Variable: EP  
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