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ABSTRACT 

 

The well being of an organization and the success of the company can be influenced 

by the level of employee engagement among their employees. The employees that feel 

engaged, their motivation level increase and they tend to commit to their work. 

Employee engagement also is one of the reasons employees can pay more attention 

when they are working which leads to high productivity while the organization’s goal 

can be achieved together at the same time the number of resignation can be reduced. 

Therefore, this research was to determine the factors influencing employee 

engagement. This research paper was carried out among employees in a private sector 

which is Energy & Utilities Company. A quantitative research method was employed 

in which questionnaire as the main instrument. This study examined the four 

independent variables which are organizational leadership, rewards and recognition, 

professional development and training, and effective communication that influence the 

dependent variable, employee engagement. Questionnaires have been distributed and 

247 employees in Energy & Utilities Company have answered via online platform 

which is SurveyMonkey. The collect data was analyses using Smart-PLS. Findings of 

the the research revealed that only three variables gives significant to the employee 

engagement while professional development and training as one of the factor is not 

accepted. Discussion on findings, implication of study and recommendation for future 

also highlighted toward the end of the research paper. 

 

Keyword: Employee Engagement, Organizational Leadership, Rewards and 

Recognition, professional development and training, Effective Communication 

 



 

ABSTRAK 

 

Kesejahteraan organisasi dan kejayaan syarikat boleh dipengaruhi oleh tahap 

penglibatan pekerja di kalangan pekerja mereka. Pekerja yang banyak penglibatan, 

tahap motivasi mereka meningkat dan mereka cenderung untuk berkomitmen kepada 

kerja mereka. Penglibatan kakitangan juga merupakan salah satu sebab pekerja boleh 

memberi perhatian yang lebih apabila mereka bekerja yang membawa kepada 

produktiviti yang tinggi manakala matlamat organisasi boleh juga dicapai pada masa 

yang sama dan bilangan perletakan jawatan boleh dikurangkan. Oleh itu, penyelidikan 

ini adalah untuk menentukan faktor-faktor yang mempengaruhi keterlibatan pekerja. 

Dokumen penyelidikan ini dijalankan di kalangan pekerja sektor swasta yang 

merupakan Syarikat Tenaga & Utiliti. Kaedah penyelidikan kuantitatif digunakan di 

mana soal selidik sebagai alat utama. Kajian ini mengkaji empat pembolehubah tidak 

bersandar yang merupakan kepimpinan organisasi, ganjaran dan pengiktirafan, 

pembangunan profesional & latihan, dan komunikasi yang berkesan yang 

mempengaruhi pembolehubah bersandar, keterlibatan pekerja. Soal selidik telah 

diedarkan dan 247 pekerja di Syarikat Tenaga & Utiliti telah menjawab melalui 

platform dalam talian iaitu SurveyMonkey. Data yang dikumpulkan adalah analisis 

menggunakan Smart-PLS. Temuan penyelidikan mendedahkan bahawa hanya tiga 

pembolehubah tidak bersandar yang memberi kesan kepada penglibatan pekerja 

manakala pembangunan profesional & latihan sebagai salah satu faktor penglibatan 

pekerja tidak diterima. Perbincangan mengenai penemuan, implikasi kajian dan 

cadangan untuk masa hadapan juga diketengahkan di akhir kertas penyelidikan ini. 

 



 

Kata Kunci: Penglibatan Pekerja, Kepimpinan Organisasi, Ganjaran dan 

Pengiktirafan, Pembangunan Profesional & Latihan, Komunikasi Pekerja 
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CHAPTER ONE 

INTRODUCTION  

1.1 Introduction  

The focus of this research is on the factors that influence employee engagement in 

Energy & Utilities Company in Malaysia. At this section, the study focuses on the 

background of the study, the history of the company, problem statement, research 

questions, research objectives, scope of the research and significance of the research 

were discussed. 

 

1.2 Background of the Study 

The term "human resource management," or HRM for short, refers to a strategic and 

all-encompassing strategy to managing an organization's most precious assets—its 

employees—in order to accomplish its goals and achieve its objectives, (Varela, 2023). 

It entails the coordination and execution of a variety of functions and procedures inside 

an organization that are connected to the management of human capital.  

The basic objective of human resource management (HRM) is to guarantee that the 

appropriate individuals who possess the appropriate abilities are employed, developed, 

motivated, and kept so that they can enhance the quality of an organization. The term 

"HRM" refers to a wide variety of activities, including planning for human resources 

entails anticipating the needs of an organization in terms of its workforce in the future 

and formulating strategies to satisfy those requirements (Nanwani, 2020). HRM 
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practices can influence the employee engagement and organizational culture (Andra, 

2023).  

Employee relations encompass the enduring dynamic between employers and 

employees within an organizational context. The subject matter comprises a range of 

elements, including but not limited to communication, negotiation, dispute resolution, 

and the development and execution of employment policies and practices 

(Tanaaz,2022).  Positive employee relations are essential for cultivating a conducive 

work atmosphere, facilitating the development of mutual respect, and guaranteeing 

employee motivation, engagement, and productivity (Sumathi, 2020). There were few 

factors that influence the level of employee engagement in an organization.  

 Employee engagement, which reflects the degree of enthusiasm, commitment, and 

dedication workers bring to their work, is a crucial component of organizational 

success (Senelisiwe, 2020). Good organizational leadership is essential to encouraging 

high levels of participation. Employees feel more appreciated and driven when their 

leaders foster a great work environment, explain a clear vision, and offer tools and 

support (Giorgos, 2023). In addition to improving engagement, leaders who place a 

high priority on employee well-being, acknowledge accomplishments, and promote 

teamwork also help their organizations perform better overall and raise productivity 

and job satisfaction (Fouzia, 2021). Hence, strong organizational leadership serves as 

a catalyst to develop a work environment where people actively participate in the 

success of the company rather than merely being contributors. 
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Employee engagement is greatly impacted when efforts are recognized and rewarded. 

Research, like that done in 2021 by Shuck and Rose, highlights how important 

meaningful recognition is to raising employee engagement. Well-thought-out 

incentive program in conjunction with timely and customized recognition help foster 

a healthy work environment and boost employee motivation. Organizations can foster 

a work climate that appreciates people and encourages a sense of purpose and 

dedication by tying recognition and awards to individual and team accomplishments. 

Organizational research has consistently focused on the connection between employee 

engagement, training, and professional development. Putting money into training and 

professional development program is a smart way to improve staff members' abilities 

and expertise, which will eventually raise engagement. Research, as exemplified by 

Allen et al. (2021), highlights the benefits of offering chances for ongoing education 

on staff engagement. Providing pertinent training gives staff members the skills they 

need to succeed in their positions and demonstrates a commitment to their professional 

development. In 2022, a highly engaged and motivated workforce is largely dependent 

on the alignment of professional development with organizational objectives and 

individual aspirations. 

 A key component of employee engagement is effective communication, which also 

affects motivation, job satisfaction, and the performance of the organization as a 

whole. Studies repeatedly emphasize how important communication is in determining 

the degree of employee engagement. A study by Men, Ng, and Chiu (2022) found that 

leadership that is open and transparent communicates with people in a way that 
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promotes a healthy work environment and builds trust. A leader may augment staff 

involvement and a sense of belonging by sharing information, setting clear 

expectations, and actively listening to employee input. Moreover, proficient 

communication helps staff members comprehend their responsibilities inside the larger 

organizational framework, coordinating personal endeavors with corporate objectives. 

The focus on two-way communication and the utilization of several channels, 

including digital platforms, in 2023 demonstrate how communication strategies are 

changing and how they can have a good impact on employee engagement. 

 

1.3 History of the Company 

The Energy & Utilities Company is an energy producer whose main operations include 

thermal power generation, renewable energy (solar, mini-hydro, biogas, waste-to-

energy) water desalination, and other environmental solutions. This company is a 

publicly traded corporation on Bursa Malaysia. This Energy & Utilities Company is 

also one of the members of MMC Group. 

It first began operating in 1975. This Energy & Utilities Company is Malaysia's largest 

independent power generator. When MMC Corporation Berhad ("MMC") made an 

offer to buy all of this company’s assets as part of MMC's transformation goal to 

become a leading utilities and infrastructure operator, this Energy & Utilities Company 

was given a great chance to further develop its core businesses and services. The 

acquisition was finished on April 30, 2007, and on July 18, 2007, this company was 
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formerly delisted from Bursa Securities' Main Market. The Energy & Utilities 

Company was subsequently established as a result on April 25, 2007. It was reinstated 

to Bursa Malaysia on May 15, 2015. 

The Energy & Utilities Company entered the Environmental Solutions business to 

boost its expansion in the environmental and sustainability sectors because it wanted 

to keep one step ahead of its business competitors. The Group hopes to move beyond 

landfills and trash disposal to a circular economy-based strategy to waste management 

that is in line with Malaysia's objectives for economic growth and population 

expansion. 

The Energy & Utilities Company run this objective through their subsidiary in 

managing solid waste in a huge amount and making them the country’s biggest 

environmental services company. Currently, Pahang, Putrajaya and the Federal 

Territories of Kuala Lumpur are recipients of public cleanliness management and solid 

waste collection and services from the subsidiary company. 

With 6 power stations that run on gas, coal, and oil, the corporation has a 5836 MW 

total power production capacity. The company held their power capacity through 

various subsidiaries and partnering companies which took place in many power plants 

in Malaysia.  
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 1.4 Problem Statement 

In order to build a good culture in the organization, employee engagement is one of 

the key areas where the management should prioritize (Employee Engagement, 2023). 

The widespread influence of remote work and the difficulties in sustaining motivation 

and connection are major problems for employee engagement in today's workplace. 

Global events have expedited the shift to remote or hybrid work patterns, which may 

cause a rift between individuals and their companies(Oswald et al., 2023). Therefore, 

it has come to the era where it is encouraged for the management from all industries 

to pay attention to employee engagement as this can enhance the employee’s 

motivation and productivity at the workplace. Since employee engagement directly 

affects many aspects of workplace dynamics, performance, and overall organizational 

success, it is a critical topic of study in contemporary organizational research. Higher 

levels of employee engagement are associated with better work satisfaction, lower 

turnover rates, and enhanced productivity, according to research like that done by 

Bakker and Albrecht (2022). Therefore, the purpose of this study is to identify the 

factors that influence the employee engagement in Energy & Utilities Company in 

Malaysia.  

 

Leadership of a supervisor has gradually impacted employee engagement among the 

many industries. For example, research has been conducted on employee engagement 

at not-for-profit organizations. The study has identified that few factors that involved 

employee engagement included leadership (Nguyen & Pham, 2020). Leadership of 

supervisor gives impact towards the employee engagement among the manufacturing 
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industry (Gengatharan, 2021) and (Peikai et al., 2021) find out that the abusive 

supervision negatively affects work engagement. Addressing the issue on 

organizational leadership can affect the employee engagement, performance, and 

transparent communication in an organization (Nereida & Nejla, 2022). Those, the 

reason of this study is to identify the relationship between organizational leadership 

and employee engagement in Energy & Utilities Company since there were least study 

towards this sector.  

 

The problem at hand revolves around the intricate relationship between employee 

engagement and the effectiveness of rewards and recognition systems within the 

organizational context. While employee engagement is widely acknowledged as a 

critical factor in organizational success, there exists a gap in understanding how 

specific rewards and recognition practices influence the level of engagement among 

employees (Jemal et al., 2022). From the previous study, there were also limited in 

generalization due to data collected from specific sample only (Frinlicia & Nilasari, 

2019). The challenge lies in identifying the optimal combination of rewards and 

recognition strategies that not only motivate employees but also align with their 

intrinsic motivations and contribute to sustained engagement (Ignatius, 2019). This 

study seeks to address this gap by investigating the impact of diverse rewards and 

recognition approaches on different dimensions of employee engagement, aiming to 

provide actionable insights for organizations to tailor their recognition programs 

effectively and enhance overall employee engagement.  
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The topic of discussion is the complex interplay that exists in modern companies 

between professional development and training programs and employee engagement. 

Although it is widely acknowledged that professional development has a good effect 

on employee engagement, there is still a lack of understanding regarding the subtle 

dynamics and particular components of training initiatives that have a major impact 

on engagement levels (Danish & Noor, 2019). The difficulty is figuring out the best 

methods for training and professional development that not only improve workers' 

abilities but also help them feel committed, satisfied, and have a purpose (Jennifer & 

Dhita, 2022). A closer look at the key components that close the gap between 

professional development opportunities and greater employee engagement is required, 

as research by Chen et al. (2021) indicates that some training initiatives may not 

always result in higher engagement. Career development has a negligible and 

insignificant impact on employee engagement (Ganesh & Shreekrishna, 2023). The 

purpose of this study is to identify the level of employee engagement in Energy and 

Utilities Company affected by professional development and training.  

 

The issue at hand concerns the complex interactions that occur in contemporary 

organizational settings between effective communication and employee engagement. 

Although there is general agreement on the importance of effective communication in 

promoting employee engagement, little is known about the precise communication 

methods and approaches that have the greatest impact on engagement levels (Titik & 

Ahmad, 2023). The task at hand involves pinpointing and clarifying the essential 

components of communication—such as frequency, channels, and clarity—that either 
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support or undermine employee engagement (Romat & Arif, 2020). Research by 

Johnson and Nguyen (2022) highlights the need for a more nuanced knowledge of how 

different communication strategies influence engagement outcomes by indicating that 

the quality of communication has a major impact on employee engagement. By 

examining the connection between effective communication and employee 

engagement, this study seeks to close this knowledge gap by offering insights to help 

organizations tailor their communication strategies for maximum impact on employee 

engagement.  

 

In the study conducted in 2022 on the elements impacting employee engagement in 

Mydin Mohamed Holdings Berhad, Ismawanie has proposed that future research 

should incorporate additional aspects pertaining to employee engagement and expand 

the sample size to enhance the overall findings of the study. Based on the overall 

finding from the above-mentioned researchers, there was less study of those 

dimensions in the Energy & Utilities industry. Therefore, this study will analyze the 

factors towards employee engagement at the Energy & Utilities Company 
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1.5 Research Questions 

This research basically focuses on answering a few questions such as:  

1. Does organizational leadership have a relationship with employee 

engagement? 

2. Does rewards and recognition have a relationship with employee engagement? 

3. Does professional development and training have a relationship with employee 

engagement? 

4. Does effective communication have a relationship with employee 

engagement? 

 

1.6 Research Objectives 

There are some objectives of this research which mainly aims: 

1. To investigate the relationship between organizational leadership and 

employee engagement. 

2. To identify the relationship between rewards and recognition and employee 

engagement. 

3. To find out the relationship between professional development and training and 

employee engagement. 

4. To examine the relationship between effective communication and employee 

engagement.  
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1.7 Scope of Research 

This study focused on the relationship of organizational leadership, rewards and 

recognition, professional development and training, effective communication with 

employee engagement. For this purpose, executive level from Energy and Utilities 

Company from Tanjung Bin (Johor), Prai (Penang), Lumut (Perak), and Headquarters 

(Kuala Lumpur) has been selected for the study, collection of data and model testing. 

Two managers from the headquarters were involved in this process to assist the 

researcher in collecting and conducting the study. The data has been gathered through 

self-administered questionnaires. The questionnaires were given via SurveyMonkey 

where the employees received the link to go directly to the survey. There were 950 

employees in Energy and Utilities Company, therefore the survey was distributed to 

274 employees only of Energy and Utilities Company for the sample size.  

 

1.8 Significance of Research 

This research can benefit many organizations all over the world since it focuses more 

on factors that influence employee engagement as the issues on employees feel 

demotivated in the organization arise throughout the years and not only happened in 

one organization but many, this research will benefit many people globally especially 

Human Resource as the issue on employee engagement is one of Human Resource’s 

field to handle. 
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This research can explain a few factors that influence employee engagement and 

encourage organizations in order to take action and improve their practices. Despite 

the previous academic works that have done a lot on relations between the employee 

engagement, this research can give better knowledge by focusing on relations between 

employee engagement among employees in the Energy & Utilities Company. 

The suggestions and recommendations from the findings and outcomes added to the 

existing body of literature and put in extensively to both theory and practice. This study 

is helpful to the Energy and Utilities Company. Based on this study, they can 

implement this model for them to create a culture that encourages employee well-

being, productivity, and overall success. 

 

1.9 Definition of Key Terms 

1.9.1 Employee Engagement 

Employee Engagement refers to the extent the employee values, enjoy and believe in 

what they are doing. It is also a measurement to employee satisfaction and loyalty 

(Beverly & Philip, 2006). 

1.9.2 Organizational Leadership   

Organizational leadership refers to a management approach where leaders assist the 

organization to come up with strategic goals for the business while inspiring 

employees to successfully meet all the set goals in the organization, (Bryson, 2018).  
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1.9.3 Rewards and Recognition 

Rewards and recognition refer as rewards serve as a means of expressing appreciation 

to employees for their exemplary performance or for undertaking additional 

responsibilities. Monetary compensation or promotion can be utilized as forms of 

reward for employees who work overtime.  Extrinsic motivation is observed to be a 

significant factor in driving employee performance, as it serves to incentivize 

individuals to exert increased effort towards achieving predetermined objectives 

(Nigusie and Getachew. 2019). 

1.9.4 Professional Development and Training 

Professional development refers to an intentionally considered, methodical process 

which is meant to empower staff in matters regarding knowledge to improve their 

performance, (Koonce et al., 2019).  

1.9.5 Effective Communication 

Effective communication refers to a process of exchanging ideas, or opinions 

regarding the business operations which are received and assumed to achieve clarity 

and determination, (Tabesh et al., 2019). 
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1.10 Organization of the Chapters 

The study is divided into three main sections: the preliminary section, the main 

contents section, and the closing section. In the preliminary section, it includes the title 

page, permission to use, abstracts, acknowledgment, dedication, table of contents, list 

of tables and list of figures. The main contents are divided into five chapters as 

mentioned below and the closing comprises references and appendix. 

1.10.1 Chapter One: Introduction 

Chapter one explains the entire overview of the research study. The overview focuses 

on the background and context, brief history of the Energy & Utilities Company, 

problem statement, research questions, research objective, scope of research, 

significance of research, key definition of terms and outline of the thesis. 

1.10.2 Chapter Two: Literature Review 

In the subsequent chapter, an extensive analysis of the existing literature pertaining to 

this subject will be provided. This chapter will provide a comprehensive overview of 

the relevant literature and prior research pertaining to the present topic. The literature 

review encompassed a discussion pertaining to the concepts of dependent variables 

and independent variables. The primary focus of this study centers around the 

dependent variable of employee engagement, while also considering the other 

independent variables which are organizational leadership, rewards and recognition, 

professional development and training, and effective communication. Finally, the 

research framework and hypothesis development were discussed. This literature study 
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will draw upon a range of sources, including books, papers, journal publications, and 

online resources. The aforementioned sources will be utilized as references in the 

context of this study. 

1.10.3 Chapter Three: Methodology 

This chapter provides an overview of the methodology and techniques employed in 

the analysis of data. It encompasses the research design, data collection procedure, 

sampling technique, and data analysis technique, all of which will be explored in detail 

within this chapter. 

1.10.4 Chapter Four: Result of the Analysis 

Chapter four of this study presents statistical analysis approach employed and the 

findings derived from the obtained data. The data analysis was conducted using Smart 

PLS. 

1.10.5 Chapter Five: Discussion 

The present chapter initiates with an examination of the data pertaining to the 

correlation between the influencing factors and employee engagement which are 

(organizational leadership, rewards and recognition, professional development and 

training, and effective communication) and employee engagement in the Energy & 

Utilities Company. This chapter progressed to the examination of theoretical and 

practical consequences, followed by the conclusion and the identification of 

limitations for further research.  
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CHAPTER TWO 

 LITERATURE REVIEW  

 

2.1 Introduction 

This chapter presents the literature review towards the factors influencing employee 

engagement in Energy & Utilities Company. This chapter is organized into an 

introduction, theoretical framework, definition of variables, hypotheses development 

and a conceptual framework. 

 

2.2 Conceptualization of Variables 

2.2.1 Concept of Employee Engagement 

The Employee engagement refers to a concept in human resources that defines the 

level of interest and commitment of employees in their job, (Saad, et al., 2021). 

Employees who are engaged show more commitment to their assigned duties, which 

makes them better performers in the organization. Employee engagement can also be 

defined as the commitment shown by the employees to their assigned duties in the 

organization, (Rameshkumar, 2020).  Employees are not only interested in getting 

good salaries but also, they expect a conducive working environment with 

opportunities for career growth. Employees also focus on working for an organization 

that can give them career growth, skill development, and a feel of belonging (Paul, 
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2020). Numerous studies have focused on employee retention, employee turnover rate 

and employee satisfaction. This is, however, an increased case of reduced employee 

engagement in various organizations. Employees remain at work but fail to offer 

quality services as expected by the organization (Friedrich, 2023). 

Few meanings of the engagement may be drawn from research-based literature. Folk 

theory may also be defined as "the common intuitive sense that people, particularly 

leaders within organizations, have about work motivation." Employee engagement 

refers to a desired state within an organization that is characterized by involvement, 

dedication, enthusiasm, concentrated work, and energy. It involves both the attitudes 

and behaviors of employees (Wadia, 2023).  

Nevertheless, our primary emphasis will be directed towards the constituent elements 

of engagement that encompass a favorable emotional quality, spanning from minimal 

to maximal. Creating conceptual accuracy is critical because it maintains a clear 

conscious focus on the organization's advantages (Caroline, 2023). The current 

paradigm does not evaluate many behaviors that could be regarded as adaptive for 

individuals, such as the practice of taking a 'mental health day' as a means of adaptive 

disengagement (Paul, 2020). 

Nevertheless, it is important to highlight that there existed a significant deviation from 

the aforementioned pattern in all instances. Specifically, it was seen that those 

occupying top executive positions showed a higher level of engagement compared to 

other groups and were less prone to experiencing disengagement (Arief et al., 2022). 

Skeptics may contend that this phenomenon might be attributed to variations in income 
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levels. However, it is important to note that although income level was identified as a 

significant factor in this research, it was not the exclusive predictor. The study 

identified certain job characteristics that exhibited a stronger correlation with increased 

levels of employee engagement (“Employee Engagement: A Theoretical Review”, 

2022). These attributes encompassed elements such as the presence of challenging 

tasks, the possession of authority, the provision of autonomy, the provision of 

stimulating work environments, the availability of knowledge and resources, and the 

presence of opportunities for career progression. Hourly employees exhibited the 

lowest levels of engagement, potentially attributable to their limited autonomy and 

impact on their employment and work-related encounters. A group that exhibits a 

modest level of engagement. 

There were also other factors that became the determination towards employee 

engagement. Employee welfare, empowerment, growth, and interpersonal 

relationships are critical predictors for employee relations. The study also mentioned 

that employee engagement can be improved through annual engagement surveys and 

actions based on the results (Lakshmi et al., 2022). From Lawren & Robin, 2022 

defined employee engagement as an employee’s level of dedication and enthusiasm 

towards their work and the organization. From their study, 55% of the workers aim to 

hunt for a new job in August 2021 from one of the case study on HCL. As for the 

managers, they are the actors that can increase employee engagement by empowering, 

making work enjoyable, and rewarding.  

 



19 
 

 

 

 

 

 

2.2.2 Concept of Organizational Leadership 

Organizational leadership refers to a management approach where leaders assist the 

organization to come up with strategic goals for the business while inspiring 

employees to successfully meet all the set goals in the organization, (Bryson, 2018). 

The leadership in an organization should ensure that employees are provided with 

autonomy in decision making and taken through various training to enhance their 

knowledge. Providing autonomy in decision-making and providing employees with 

opportunities for skill development through training creates a sense of purpose among 

the employees. Lack of effective leadership in an organization makes employees leave 

their job even though they have a good salary (Douglas, 2022). Organizational 

management should therefore enhance their leadership to maintain a high number of 

employees in the organization. 

The limited advancement in developing a comprehensive understanding of 

organizational leadership can be attributed to the tendency of theorists from various 

perspectives to propose universal leadership theories and models that utilize similar 

components to elucidate leadership across all levels inside organizations. This 

approach suggests that the psychological and sociological processes observed in 

leadership at lower levels within an organization are also present in top-level 

leadership (Sushant, 2020). Insufficient emphasis placed on the organizational level 

and other structural considerations has led to a scarcity of comprehensive empirical 

research on organizational leadership, particularly with a specific focus on executive-

level positions. (Bohn, 2002) has posited the existence of qualitative differences in 
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leadership characteristics across various levels within organizations. This perspective 

recognizes several elements of organizational structure, such as hierarchical level, 

functional diversity, and spatial position within the organization. The phenomenon in 

question has the potential to have influence on the fundamental aspects of 

organizational leadership, as well as the reasons that underlie it and the resulting 

outcomes. 

By conducting research on leadership in situ, scholars can gain a comprehensive 

understanding of how importance of leadership in organizations and how it plays a 

crucial role in achieving organizational goals. The leadership in an organization can 

determine the success of the organization (Ali, 2020). The perspective of the leadership 

in today’s organizational context and the steps a leader needs to take in their leadership 

journey can contribute towards the performance of the employees within the 

organization (Sateesh, 2021).  

In instances where team or organizational operations are entirely governed by 

established procedures or practices, or are entirely influenced by the prevailing 

circumstances, the involvement of leaders is generally unnecessary. These behaviors 

are typically incorporated into organizational rules or normative structures, with 

leadership playing a crucial role in their establishment (Vivek & Ali, 2020). In 

organizational contexts, leadership is necessitated by events of substantial importance 

that give rise to diverse interpretations. Additionally, leadership is called upon in the 

face of obstacles that present multiple potential solution pathways or necessitate the 

implementation of specific solutions.  
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a) Organizational Leadership and Employee Engagement 

Employee engagement is influenced by leadership styles and organizational culture. 

Transformational leadership, mentoring-based leadership, and strengths-based 

leadership have been found to positively impact employee engagement (Giorgos, 

2023). These leadership styles promote employee motivation, inspiration, and the 

development of strengths, which in turn enhance employee engagement. Additionally, 

a shared organizational vision and a positive leadership culture contribute to employee 

engagement (“Leadership styles and employee engagement in the food industry of 

MSME’s,” 2023). On the other hand, compensation and a result-oriented leadership 

culture may not have a significant impact on employee engagement (Jixin et al. 2023) 

It is important for leaders to focus on building relationships with employees and 

providing development opportunities to foster engagement. Overall, effective 

leadership plays a crucial role in promoting employee engagement in the workplace. 

 

From Susan, 2023 research has shown that there is significant relationship between an 

organization’s leadership culture and employee engagement. From the research, they 

identified that mentoring is the main leadership culture characteristic that contributes 

most to employee engagement. Other than that, another method through leadership 

that can give big impacts towards employee engagement is by having transformational 

leadership (Harini et al. 2023). This is one of leadership styles that focusses on 

inspiring and motivating the employees to achieve the goals. Leaders who employ this 

leadership style often exhibit charisma, vision, and a commitment to foster positive 

change within the organization.  
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2.2.3 Concept of Rewards and Recognition 

Rewards and recognition are a type of intrinsic motivation that is bestowed upon 

employees as a result of their exemplary performance. Recognition might manifest in 

the form of promotion, while rewards may take the shape of monetary incentives 

provided to the employee (Fischer et al., 2019). Nigusie and Getachew (2019) assert 

that rewards serve as a means of expressing appreciation to employees for their 

exemplary performance or for undertaking additional responsibilities. Monetary 

compensation or promotion can be utilized as forms of reward for employees who 

work overtime.  Extrinsic motivation is observed to be a significant factor in driving 

employee performance, as it serves to incentivize individuals to exert increased effort 

towards achieving predetermined objectives (“Rewards and Sanction”, 2023). 

Many corporations that implement non-monetary (intrinsic) recognition programs 

have the ability to acknowledge and reward individuals, as well as teams and entire 

organizations inside the company. The provision of intrinsic rewards, whereby 

individuals receive recognition for their exertions, achievements, and the quality of 

their work, serves to foster a sense of commitment, engagement, and motivation within 

the workforce, specifically among employees and team members (Gopal, 2022). 

According to Galahitigama, 2020, employees now have the opportunity to provide 

critiques regarding the structure of the incentive system inside their respective 

organizations. Consequently, the inquiry of the efficacy of rewards as drivers of job 

engagement emerges. From a strategic standpoint, it is imperative to design a 

comprehensive incentive system that effectively promotes enhanced employee 
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performance and organizational results (Princia & Balamurugan, 2019). The research 

conducted by Hareendrakumar V. R. et al. (2020) revealed the categorization of 

incentives into three unique groups: total compensation, performance and/or people 

management, and other forms of rewards. The technique employed by the organization 

garnered significant popularity due to its effective integration with various human 

resource practices and its strong emphasis on the retention of key personnel.  

 

a) Rewards and Recognition and Employee Engagement 

Rewards and recognition programs have a positive impact on employee engagement, 

motivation, satisfaction, and retention (“A study on employee engagement reward and 

recognition in l&t construction,” 2023). Effective reward and recognition programs 

can significantly improve employee engagement, leading to higher productivity, better 

job performance, and increased loyalty (“The influence of employee participation, 

rewards and recognition, job security, and performance feedback on employee 

engagement,” 2022). Employee participation, job security, performance feedback, and 

rewards and recognition are all positively related to employee engagement (Rahma & 

Rina, 2021). Perceived supervisor support, rewards, and recognition have a positive 

relationship with employee engagement and job satisfaction, which in turn affects 

performance (Shalini, 2020). Rewards and recognition practices are important factors 

that influence and motivate employees to be highly committed to work in the banking 

sector (Frinlicia & Nilasari, 2019). Perceived organizational support, rewards and 
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recognition, and spirituality all have a positive and significant effect on employee 

engagement. 

 

From Rahma, 2021 on her research on rewards and recognition and employee 

engagement in employee Marketing Banks, the researcher states that there is a 

relationship between rewards and recognition and employee engagement. The study 

examines the impact of supervisor support, rewards, and recognition on employee 

performance. As the result, employee engagement and job satisfaction mediate the 

relationship between these factors. Job engagement mediates rewards and recognition 

towards the organizational citizenship behaviour. From the past study, it is identified 

job engagement not only mediates rewards and recognition towards organizational 

citizenship behaviour but it also mediates rewards and recognition towards task 

performance (Ignatius, 2019). Human Resource plays a key role in embedding 

Corporate Social Responsibility (CSR) and sustainability initiatives. Through CSR, it 

helps the company to remain socially accountable to itself, the community and also its 

stakeholders.  

 

2.2.4 Concept of Professional Development and Training 

Professional development is an intentionally considered, methodical process which is 

meant to empower staff in matters regarding knowledge to improve their performance, 

(Koonce et al., 2019). Professional development and training give the staff new skills 

and enhance their knowledge regarding the business operations. 
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The term "professional development" is frequently mentioned in introductory 

materials and scholarly publications pertaining to graduate education in the field of 

student affairs (Archibald, 2018), as well as in the wider body of literature on this 

subject. The American College Personnel Association (ACPA) and the National 

Association of Student Personnel Administrators (NASPA) also engage in discourse 

and provide explanations regarding professional development. While there is a 

consensus regarding the need and indispensability of professional development, there 

exists a lack of consensus regarding the means to attain it. Previous definitions have 

delineated many levels of professional development, namely individual, departmental, 

and divisional, as well as different types, including formal, non-formal, and informal 

(Alex, 2021). Our focus will now be directed towards the enhancement of professional 

growth through various courses and activities. In order to mitigate the uncertainty 

surrounding the underlying incentives and objectives of professional development, it 

is imperative to situate it within the framework of organizational theory.  

In the management culture, an effective manager assumes the role of a parent, ensuring 

the professional development and engagement of employees. Professional growth is a 

privilege or entitlement that is subject to negotiation within a culture that values 

negotiation. Enlightened leaders or managers within a progressive organizational 

culture may exhibit a proactive inclination to both advocate for and facilitate employee 

development and advancement (Peni & Manoranjan, 2020). Professional development 

can be conceptualized as a ritualistic practice, a transformative milestone, or an 

integral element within a broader symbolic framework. The pursuit of professional 

development is indicative of an organization's potential for achieving upward mobility 
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and progress. One potential myth surrounding professional development might 

potentially serve as a source of inspiration, leading to increased levels of involvement 

and heightened interest inside a symbolic organization. Rituals can be associated with 

actions pertaining to professional development, such as the bestowal of awards to 

recognize those who have attained higher levels of study or achieved notable 

achievement. Alternatively, they may be perceived as a superfluous undertaking or a 

ceremonial act of degradation, indicative of one's perceived inferiority (Peni et al., 

2020). 

Professional growth has a profound and transformative effect on individuals across 

various professions. The process of human development, which entails renewal and 

progress, is more inclined to be observed in professional development activities as 

compared to other activities, such as individual endeavors, group engagements, formal 

classes, or workshops (Adam, 2023). In the dawn of the twenty-first century, 

corporations have come to recognize the imperative of swiftly adapting or innovating 

in order to effectively respond to emerging technologies, opportunities, and demands. 

Proficient organizations possess the ability to optimize the utilization of human 

resources and their respective capabilities, hence extending opportunities for 

individuals who may have previously encountered setbacks but exhibit commendable 

ideals and objectives (Liliya, 2022). In the realm of human resource management, it is 

important to acknowledge that the generation and application of novel concepts is not 

solely confined to the domain of business and industry. Student affairs professionals 

should possess the capacity to use principles of human development and progress by 

shifting their focus from students to staff and individuals (Delia, 2019).  
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a) Professional Development and Training and Employee Engagement 

Professional development and training have a favorable and significant relationship 

with employee engagement (Ganesh & Shreekrishna, 2023). Training and 

development of employees play a crucial role in the growth and development of 

organizations, leading to high productivity and profitability (Seema & Sandeep, 2023). 

Dedicated training and improvement of the workforce fosters employee engagement, 

resulting in more efficient and satisfied employees (“Impact of Training and 

Development on Employee Engagement and Satisfaction in It Industry,” 2023). 

Access to training and development opportunities is positively correlated with higher 

rates of work engagement in the U.S. federal workforce (Michael, 2022). Perceived 

training opportunities and investment in employee development have a strong 

relationship with work engagement in the banking sector (Maria & Georgios, 2021). 

Therefore, investing in professional development and training programs can enhance 

employee engagement, leading to improved performance and customer satisfaction. 

 

From the past study, it is identified that there was positive and significant influence of 

employee engagement, training, and organizational commitment on employee 

performance through organizational commitment. The affective commitment also 

showed there has a positive and significant effect towards the employee performance 

(Elisa et al. 2023). Training and development also can give no direct effect on 

employee performance yet have a significantly positive effect when mediated through 

employee engagement. From this study also, they are not only identified that employee 

engagement has a positive significant effect on employee performance, but employee 
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engagement mediates the relationship between work environment and employee 

performance (Jennifer & Dhita, 2022). 

 

2.2.5 Concept of Effective Communication 

Effective communication refers to a process of exchanging ideas, or opinions 

regarding the business operations which are received and assumed to achieve clarity 

and determination, (Tabesh et al., 2019). Effective communication enhances the flow 

of information from the seniors to the subordinates in an organization. Lack of 

effective communication by the management to the junior staff may lead to reduced 

employees’ engagement. The management should therefore ensure enhanced effective 

communication within the organization. 

Effective communication can significantly impact the improvement of excellent 

service quality, thereby increasing patient satisfaction with the health care they receive 

(Dwi et al., 2021). “The common elements in the communication process are the 

sender and receiver. The sender initiates the communication. The sender is referred to 

as the person who has a need to convey the desire or idea or concept to other 

individuals. Whereas the receiver is the person to whom the message is sent” 

(Reidhead, 2021). Communication is a complex phenomenon characterized by the 

encoding, transmission, and reception of information from a sender to a receiver 

through a designated medium. Subsequently, the recipient proceeds to decipher the 

transmitted message and provides the originator with evaluative input. Hence, 

communication can be described as a bilateral process by which individuals and/or 
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organizations exchange information, facilitating the development of mutual 

comprehension (Hrynchak & Ivashchenko, 2021). 

The process of the same as follows: 

 

Figure 2.1: The Process of Effective Communication 

Source: (Reidhead, 2021) 

Effective communication is mainly divided into two forms i.e., Verbal and Non-Verbal 

Communication. In order to fulfill their professional responsibilities, individuals in 

various fields must allocate a significant portion of their working hours to engaging in 

verbal discourse and active listening, in addition to engaging in extensive reading and 

written communication. Proficient utilization of language serves as a crucial medium 

for effective interpersonal communication in these contexts. The form of 

communication being referred to is commonly known as verbal communication. The 

term "it" refers to both verbal and written language utilized in the process of 

communication. Communication can be classified into two primary forms: verbal and 
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written messages. Face-to-face interaction, which involves direct communication 

between the sender and the receiver, falls inside this particular category. According to 

the article titled "Language as a Tool for Effective Communication Management" 

published in 2019, the role of language in facilitating efficient communication 

management is discussed. 

 

a) Effective Communication and Employee Engagement 

Effective communication plays a crucial role in employee engagement (Ana, 2023). It 

is believed that effective communication, including the quality of feedback, positively 

influences employee involvement, which in turn leads to higher levels of employee 

engagement (Gu, 2023). Additionally, internal communication is identified as a 

critical factor in achieving employee engagement, with constructs such as participative 

organizational culture, supportive communication climate, and participative leadership 

communication contributing to higher levels of engagement (Kelli et al. 2020). 

Furthermore, employee communication must increase in volume and frequency to 

inform, educate, and empower employees, thereby enhancing employee 

engagement (Schrita et al. 2017). Communication failures between disciplines can 

negatively impact patient care and outcomes, highlighting the importance of 

interdisciplinary communication in fostering employee engagement. Finally, 

communication business leaders use strategies such as rewards and recognition, 

empowering employees, and building a bond between leaders and employees to 

engage their employees effectively. 
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Internal communication is essential for organizational success and effectiveness. To 

highlight, the critical role of internal communication is important in achieving 

employee engagement. Therefore, employee engagement is achieved through various 

factors related to internal communication (Senelisiwe & Beer, 2022). A study proves 

that failure to effectively communicate between disciplines, negatively impacts the 

patient care while fostering the development of inter-disciplinary communication 

strategies, positively impacts patient outcomes (Kelli et al. 2020). As for Febrial & 

Herminingsih, 2020 identified that organizational communication and job satisfaction 

positively affect the employee engagement. Hence, employee engagement positively 

affects employee performance.  
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2.3 Conceptual Framework 

The findings in the extant literature indicate an appositive significant relationship 

between the dependent and the independent variable. The relationship is summarized 

by the framework shown below. 

 

Figure 2.2 Research Framework 

 2.4 Hypotheses Development 

There is a positive significant relationship between organizational leadership and 

employee engagement in Energy & Utilities Company. 

There is a positive significant relationship between rewards and recognition and 

employee engagement in Energy & Utilities Company. 
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There is a positive significant relationship between professional development and 

training and employee engagement in Energy & Utilities Company. 

There is a positive significant relationship between effective communication and 

employee engagement in Energy & Utilities Company. 

 

 

 2.5 Theoretical Framework: Self-Determination Theory (SDT) 

The theory posits that employee engagement is affected by three basic psychosomatic 

needs which include autonomy, employees’ competence, and relatedness among 

others. Employees tend to be more engaged in a job where their needs are catered for 

as opposed to a working environment with unfair treatment, (Chiu, 2022). When the 

three psychological needs are addressed individuals or employees will be more likely 

to experience intrinsic motivation, the key driver of employee engagement. Employee 

work satisfaction makes them more committed to their duties in the organization. 

Organizations can therefore enhance the rate of employee engagement by ensuring that 

the three psychological aspects are affected for enhanced job satisfaction which will 

therefore intrinsically motivate the employees making them more committed to their 

work. (Chiu, 2022). Providing autonomy in decision-making and providing employees 

with opportunities for skill development through training creates a sense of purpose 

and among the employees. The theory provides a framework that guides in 

understanding the factors that affect employee engagement and also provides 

strategies on how organizations can promote employee engagement. 
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The self-determination theory (SDT) is a theoretical framework that explores the 

evolution of personality and the process of self-motivated behavior modification. The 

underlying principle of this notion posits that individuals possess an inherent 

inclination towards advancement, self-coherence, and the reconciliation of 

psychological incongruity (Abou-Moghli, 2018). Self-Determination Theory (SDT) 

originated from empirical investigations conducted in laboratory and field settings, 

which examined the effects of external factors on intrinsic motivation. These factors 

include rewards, praise, and guidance. The scholarly interest in factors that enhance or 

hinder innate motivation has prompted investigations into the theoretical and empirical 

aspects of volitional behavior as a whole. According to Self-Determination Theory 

(SDT), all behaviors can be categorized on a spectrum that spans from heteronomy, 

which refers to external regulation, to autonomy, which represents complete self-

regulation. Self-Determination Theory (SDT) posits a number of potential 

consequences linked to varying degrees of controlled and autonomous regulation of 

behavior. These outcomes encompass factors such as effort expenditure, persistence, 

quality of performance, and subjective experience. Self-Determination Theory (SDT) 

also delineates many factors that facilitate or impede the development of autonomous 

forms of behavior control. These factors encompass the roles of parents, teachers, 

managers, and doctors, who possess the capacity to either foster or undermine 

individuals' self-motivation towards adopting novel behaviors. 

Self-Determination Theory (SDT) is a comprehensive framework for understanding 

human motivation that has undergone continuous development for more than three 

decades. The objective of this theory is to provide an explanation for the fundamental 
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factors, mechanisms, and outcomes associated with the positive development of 

individuals by conceptualizing the essence of 'optimal motivation,' together with the 

overall circumstances that facilitate or hinder such motivation. Self-Determination 

Theory (SDT) offers a comprehensive framework for fostering motivation in 

individuals, promoting their autonomy and facilitating their achievement and well-

being. These studies examined a range of positive outcomes including learning and 

knowledge integration, optimal performance, persistence, and personal development. 

According to a study conducted by Nurcahyanti (2022), it has been shown that 

individuals who see their healthcare providers as being supportive of their autonomy 

tend to derive the greatest benefit from therapeutic interventions. 

The study found that autonomous and impersonal causality orientations moderate the 

relationship between job resources and work engagement, with the positive 

relationship being weaker for highly autonomy-oriented and highly impersonal-

oriented individuals. The interaction between controlled oriented and job resources 

was not significant (Diana & Aleksandra, 2020). Self-Determination Theory (SDT) is 

a macro theory of human motivation that is essential for organizational psychology. 

Social-environmental factors created by colleagues, immediate supervisors, and 

higher-level managers are important determinants of employee’s motivation, 

performance, and wellness. The theoretical and framework of SDT has gained 

increasing attention in explaining the relation from workplace factors to work 

behaviors, work attitudes and occupational health (Deci et al,. 2020).  
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2.6 Summary of the Chapter 

This chapter provides an overview of the existing literature and outlines the 

formulation of the hypotheses. The research framework that is being proposed is also 

outlined in this chapter. The framework illustrates the interconnections among the 

variables that have received limited research attention. The subsequent chapter 

examines the methodological approach and design utilized within this particular 

industry.   
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CHAPTER THREE 

METHODOLOGY 

3.1 Introduction  

This section will outline the many methodologies employed in data gathering and 

analysis for this study. Specifically, it will discuss the research design, study 

population, sample size, sampling technique, unit of analysis, research instrument, data 

collection procedures, reliability and validity analysis, data analysis techniques and 

pilot test. 

 

3.2 Research Design 

This study adopted a quantitative research approach to assess the structural 

relationship among the five constructs: organizational leadership, rewards and 

recognition, professional development and training, effective communication, and 

employee engagement in Energy and Utilities Company. Partial Least Squares path 

modeling in conjunction with Smart PLS was used to test several hypotheses. 

In the current study, questionnaire design was used for gathering and collection of data 

because it is the most suitable way to collect the primary data. However, this study 

deployed a survey questionnaire research design to gather the data regarding the 

hypothesized relationship and can be categorized as a field with correlational research 

design or quantitative orientation (Kerlinger & Lee, 2000). Additionally, survey 
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research is considered the most appropriate because it is a widely used method adopted 

by organizational researchers who are interested in collecting information about a large 

population that cannot be observed directly (Keeter, 2005).  

In this study, a survey research method was used to collect data through a self-

administered questionnaire. Because the target population of the study is an individual 

Energy and Utilities Company. Furthermore, the study also adopts correlation research 

design in which data was collected once during the whole study. The data was then 

analyzed and interpreted statistically, while drawing conclusions or making 

interferences about the population of the study at one point in time.  

 

3.3 Study Population 

The population of the study refers to the collection of clearly defined elements (e.g., 

people, places, objects, and cases) about which a researcher wishes to make some 

interferences (Cooper &Schindler, 2009). So, the target population of this study was 

the executive employees. According to Senior Executive Recruitment from Human 

Resource Department of Energy and Utilities Company, there were 950 employees 

from all levels in Energy & Utilities Company. According to the Recruitment people, 

most employees in Energy and Utilities Company came from the executive level. The 

total number of employees came from all locations of Energy & Utilities Company 

which are Tanjung Bin, Johor, Lumut, Perak, Prai, Penang and Headquarters in Kuala 
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Lumpur. The other location beside Headquarters was known as Power Plant where the 

main employees were engineers.  

 

3.4 Sample Size 

In the course of the inquiry and research being conducted, it will be impossible to 

gather information from each and every component of the overall population. The 

importance of the researcher rigorously analyzing the determination of sample size and 

addressing concerns of nonresponse was underlined in relation to any quantitative 

survey design. The impracticality of the situation arises due to several circumstances 

such as time constraints, financial considerations, and limitations in human resources 

(Sekaran & Bougie, 2013). Given this consideration, there was a strong emphasis on 

the researcher's need to rigorously scrutinize the determination of the sample size. 

There are 950 employees at the Employee & Utilities Company, and 274 people make 

up the sample size for that demographic. As identified by Krejice and Morgan (1970), 

the present study identifies a sample size of 274 who met the population inclusion 

criteria set forth in this study.  
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3.5 Sampling Technique 

This study used simple random sampling of the Energy and Utilities Company. 

According to Creswell (2003), everyone in the population in the selecting of a random 

sample has an equal probability of being selected. Therefore, each element in the list 

of populations has the same chance of being chosen (Sekaran, 2005). For selecting the 

sample, the study has been used the technique of rand between in excel. In this 

technique researcher prepared a list of 950 employees from Energy and Utilities 

Company. After that put all the list of employees in excel and run the formula which 

later provided some random numbers, first 274 number has been selected for data 

collection. 

 

Previously, it was explained by different researchers that the minimum sample of 100 

is enough for using SEM technique (Medsker et al., 1994). In addition, it is reported 

that the general rule for SEM for every parameter estimated is 5-20 observations are 

needed. The subject of the present study was selected by using Excel to generate a 

random subject of the sample (Sekaran, 2005; Kervin, 1992).  

McMillan and Schumacher (2001) proposed that sample size should be large and 

sufficient with approximate characteristics, that can provide the accurate results. On 

the other hand, most of the researchers depicted that the sample should be around 30% 

of the total population is sufficient and suitable (Leedy & Omrod, 2005). In this study, 

the data that were collected through questionnaires and analysed by using Partial Least 

Squares (PLS) technique using Smart-PLS software. It is a computer-based program 
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to support statistical analysis and widely used by many researchers for various types 

of studies due to its easiness of use and effectiveness of outcomes.  

 

3.6 Units of Analysis 

 

The unit of analysis refers to the individuals or entities that will be the focus of study 

in the research. The entities involved can encompass either an organization, people, or 

a collective of individuals/organizations. The focal point of examination for this 

research is the Energy & Utilities Company. This study aimed to augment the limited 

understanding in organizational leadership, rewards and recognition, professional 

development and training, and effective communication with employee engagement 

among the employees. 

 

Furthermore, the sample for this study was planned to be 274 employees from Energy 

& Utilities Company. Majority the respondents from this survey came from the 

executive level in that company. These group which mostly an engineer at the power 

plant which responsible to handle the operation of the power plant. The power plant 

are their main sources to generate income for this company.  
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3.7 Research Instruments 

3.7.1 Measurement of Variables 

In order to facilitate the objectives of this research, four distinct independent variables 

were considered (organizational leadership, rewards and recognition, professional 

development and training and effective communication) and a dependent variable 

(employee engagement) were examined. A five-point likert scale ranging from 1. = 

“strongly disagree,” 2. = “disagree,” 3. = “neutral,” 4. = “agree,” and 5. = “strongly 

agree" was employed in this study to measure all the variables. Table 3.1 presents the 

summary of study variables. 

Table 3.1 

Summary of Variables and Measurement of Instruments 

 Variable                                                                                                    No. of items 

Employee Engagement 4 

Organizational Leadership 5 

Rewards and Recognition 4 

professional development and training 5 

Effective Communication 4 

Total number of items 22 
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3.7.2 Employee Engagement 

The operationalization of the employee engagement construct was limited to a one-

dimensional approach. A measurement tool of four factors was devised to assess 

employee engagement. The specifics pertaining to the goods are presented in Table 

3.2. 

Table 3.2 

Items of employee engagement 

Dimension Question 

Employee Engagement The organization motivates me to contribute more than is required 

 The senior management is genuinely interested to listen to and 

reasonably act on employees' suggestions or opinions 

 My department makes good use of my talents/ skill 

 I would recommend others to join the organization as a good place 

to work 

Source: Gallup Organization (2008) 
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3.7.3 Organizational Leadership 

The construct of organizational leadership is viewed as unidimensional. The 

measurement of organizational leadership was conducted utilizing a scale of five 

items. The details of the goods are presented in Table 3.3. 

Table 3.3 

Items of Organizational Leadership 

Dimension Question 

Organizational Leadership Actions of Senior Management are consistent with their words 

(i.e., "walk the talk") 

 My head of department treats employees as valued assets 

 My superior acts with integrity 

 My superior is open and honest in communication 

 My superior takes charge in driving team's performance 

 Source: Raffety and Griffin (2004) 

3.7.4 Rewards and Recognition 

An instrument developed with 4 items was utilized. The items are shown in Table 3.4 

 Table 3.4 

Items of Rewards and Recognition 

Dimension Question 

Rewards and Recognition I feel recognized/ appreciated when I do a good job 
 Working for the organization allows me to have a good work 

life balance 
 My job provides me with the opportunity to experience a real 

sense of personal accomplishment 
 Favoritism is not an issue for promotion in this organization 

Source: Gallup Organization 
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 3.7.5 professional development and training 

The conceptualization of professional growth and training is limited to a one-

dimensional perspective. The measurement of professional development and training 

was conducted utilizing a scale comprising five items. Table 3.5 presents a 

comprehensive breakdown of the items. 

Table 3.5 

Items of professional development and training 

Dimension Question 

professional development and training I am given opportunity to participate in training 

and development programs that can improve my 

capabilities 

 My superior coaches me to develop my career/ 

capabilities 

 I have the opportunity to discuss my development 

plan with my superior 

 The organization provides career growth 

opportunities to employees 

 The organization provides a variety of training 

opportunities for the employees to learn new skills 

and enhance knowledge for personal and 

professional development 

Source: Delery and Doty (1996) 
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3.7.6 Effective Communication 

The communication construct is understood as unidimensional. The measurement of 

communication was conducted utilizing a scale comprising four distinct items. The 

details of the goods are presented in Table 3.6. 

Table 3.6 

Items of Effective Communication 

Dimension Question 

Effective Communication When changes are made, communications are usually handled 

well 

 The company does an excellent job of keeping employees 

informed about matters affecting us 

 Generally, there is effective communication between different 

units/departments/divisions that I work with 

 The communication channels and platform (eg: portal, email, 

etc) are adequate to keep employees informed about the 

company 

Source: Yusof (2015) in ORC International Pulse (1990) 
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3.8 Data Collection Procedure 

In the realm of quantitative research, the questionnaire survey stands out as a very 

viable, prevalent, and indispensable method for data collecting. The primary data 

gathering instrument employed in this study was a questionnaire survey due of its 

efficacy. The utilization of a questionnaire facilitated the collection of necessary data 

in a concise timeframe, hence reducing the potential for response bias (Sekaran & 

Bougie, 2010; Zikmund et al., 2010).  

Data were taken from the employees at Energy & Utilities Company. The 

questionnaires were personally administered to them via online platform, Survey 

Monkey. The primary objective of disseminating questionnaires is to facilitate 

researchers in elucidating the goal and advantages of the study, as well as to motivate 

participants to offer candid responses (Sekaran, 2003). The survey has been distributed 

to 274 executives in Energy & Utilities Company for a month. Before conducting the 

survey, the researcher has meet with the Head of Human Resource of this organization 

to seek for permission to conduct the study at this organization. Besides, the researcher 

also meet the Human Resource Manager from Recruitment to get the exact number of 

the total employees and to understand the organizational chart for overall of the 

organization.  

Furthermore, according to Creswell (2012), surveys that are personally administered 

tend to possess a higher level of authenticity. Hence, the utilization of a self-

administered survey proved to be advantageous in the current research, as it aimed to 

achieve a substantial response rate that aligns with the predetermined sample size. 
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Before the distribution of the questionnaires, a meeting has been taken with the head 

of human resource of the Energy & Utilities Company to get his concern and to explain 

the objective and the advantage from this survey. After getting the necessary 

approvals, the researcher visited the headquarters and meet with few Human Resource 

to understand the nature of the business and the organization of the company.  

 

3.9 Reliability and Validity Analysis 

The concepts of reliability and validity are fundamental components of any research 

study. The reliability of an instrument refers to the extent to which the instrument is 

devoid of errors. Furthermore, it is worth noting that the results remain consistent and 

stable throughout many time periods and settings, whereas the validity of an 

instrument refers to the extent to which said instrument accurately assesses the 

intended construct (Sekaran & Bougie, 2010). The objective of assessing the reliability 

and validity of a measurement instrument is to evaluate its internal consistency. 

Likewise, it is of utmost importance that the measurement accurately reflects the 

underlying construct (Zikmund et al., 2010). In order to establish the face and content 

validity of the instrument and assess its relevance, a questionnaire was distributed to a 

select group of specialists in the Energy & Utilities industry, with the aim of soliciting 

their cooperation. Moreover, content validity can be defined as the extent to which an 

instrument accurately captures the intended meaning embedded inside certain concepts 

(Babbie, 2004). In addition, content validity encompasses the involvement of a group 
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of specialists who provide their perspectives on the items, language, and phrases 

contained within the instrument (Hair et al., 2007; Sekaran & Bougie, 2010).  

 

3.10 Data Analysis Techniques 

Following the completion of data collection, both descriptive and inferential statistics 

were utilized as methods for data analysis. In order to investigate the hypothesis 

formulated based on the literature study, various analytical procedures have been 

proposed. The data from the current study were subjected to analysis utilizing the 

Partial Least Squares (PLS) method within the framework of Structural Equation 

Modelling (SEM). The structural equation modelling (SEM) approach is a topic of 

extensive discussion among quantitative researchers. It is recognized as a powerful 

tool for analyzing intricate relationships among variables (Fox, 2006). The data 

analysis and presentation of the results were conducted using Smart PLS software, as 

stated by Hair, Ringle, and Sarstedt (2013).  

3.10.1 Partial Least Squares (PLS) SEM Technique 

The efficacy of this method is demonstrated when applied to structural equation 

modelling (SEM), which involves latent variables and a network of interconnected 

interactions (Gustafsson & Johnson, 2004). According to Ringle, Wende, and Will 

(2012), the Partial Least Squares method is regarded as an extraordinary and adaptable 

tool for both statistical model structure and estimate. Furthermore, it is common for 

data in social scientific research to exhibit issues related to normalcy (Osborne, 2010). 
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Nevertheless, it is worth noting that PLS route modelling does not necessarily require 

data to adhere to normal distribution assumptions (Chin, 1998). In essence, the PLS 

method has a much superior ability to handle aberrant data when compared to other 

strategies. According to the different researches, it has been highlighted that the 

structure equational modeling is one of the most significant statistical techniques to 

test the numerous relationship at the same time (Tabachnick & Fidel, 2007). 

 

3.11 Pilot Test 

Pilot study is a prior test used to confirm the reliability and validity of the survey 

instrument of the study. According to the different researchers, it is exhibited that 

validity refers to how good and well an instrument has been designed while the 

reliability denotes how much an instrument is free from errors (Sekaran & Bougie, 

2010). 

Previous researchers highlighted that for pilot test the appropriate sample is 

approximately between the 25 to 100 (Cooper & Schinler, 2008; Emory & Cooper, 

1991). In addition to this, sample size should not be larger than 100 respondents to test 

the reliability of the instrument (Fink, 2003; Dillman, 2007). Therefore, 30 

questionnaires were distributed for pilot test and for this purpose we engaged 30 

executives, in which, 30 questionnaires were received out of 30. The response rate was 

about 100% that consider very high whilst SPSS 23 were used to test the Cronbach 

alpha of the survey instruments. Furthermore, questionnaire was also discussed with 
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the experts and the high official of the Energy & Utilities Company. Some of the 

Manager form Recruitment team was also engaged in this process to ensure how will 

an instrument measures have designed.  

This is in line with the criteria that a Cronbach’s alpha coefficient of 0.60 is considered 

an average reliability, while a coefficient of 0.70 or higher indicates that the instrument 

has a high reliability standard (Hair Jr. et al., 2010; Nunnally, 1978; Sekaran & Bougie, 

2010).  

 

3.12 Summary of the Chapter 

In conclusion, this chapter highlights the method that has been adopted in this study. 

This chapter discussed the theoretical framework, research design, sampling 

procedure, questionnaire design, construct measurements pilot study, and techniques 

of data analysis. Hopefully, the reader will get the better understanding of how to 

conduct this kind of research and this chapter can serve as a guide to another researcher 

as well.  
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CHAPTER FOUR 

DATA ANALYSIS AND RESULTS 

 

4.1 Introduction 

The chapter discusses the findings of this study, which aimed to examine the extent to 

which organizational leadership, rewards and recognition, professional development 

and training, and effective communication are correlated with employee engagement.   

Data collection was carried out by distributing a structured questionnaire to workers 

at all hierarchical levels and departments within the business, including both non-

executive and executive roles.     The survey comprised demographic inquiries and 

inquiries using a five-point Likert scale to assess perceptions of organizational 

leadership, incentives and recognition, professional development and training, and 

effective communication.  

Using Krejcie and Morgan's sample size table, a sample size of 274 employees was 

estimated from the study's total population of 950 employees.   To avoid bias in the 

selection procedure, the participants were selected using a method known as simple 

random sampling. By using this approach, it was made sure that everyone in the 

population had an equal chance of becoming a part of the research. 

The survey was administered on an online platform to enhance the convenience of 

distributing and collecting responses. This method also supported the anonymity and 
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confidentiality of the respondents. Upon completion, data were compiled and analyzed 

using Partial Least Squares Structural Equation Modeling (PLS-SEM), employing 

SmartPLS software, which is particularly effective for models assessing multiple 

relationships and for data that may not be normally distributed. 

4.2 Demographic Characteristic of Respondents 

Table 4.1  

Demographic Characteristics of Respondents 

Item Frequency Percentage (%) 

Gender Male 151 55.10 

Femele 123 44.90 

Age Below 21 years old 43 15.69 

 21-29 years old 76 27.74 

 30-39 years old 93 33.94 

 40-49 years old 41 14.96 

 More than 50 years old 21 7.66 

Tenure at the company Less than 1 year 21 7.66 

 1-5 years 117 42.70 

 6-10 years 74 27.01 

 11-20 years 48 17.52 

 More than 20 years 14 5.11 
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The demographic profile of respondents in this study reveals a balanced gender 

distribution, with a slight majority of male respondents (55.10%) compared to female 

respondents (44.90%). In terms of age, the majority of the respondents fall within the 

30-39age bracket (33.94%), followed by the 21-29 age group (27.74%), indicating a 

relatively young workforce. The least represented age group is those over 50 years, 

making up 7.66% of the respondents, suggesting a smaller presence of older employees 

within the company. 

Looking at tenure, the largest group of respondents have been with the company for 1-

5 years (42.70%), which may indicate successful employee retention in the early years 

of employment or recent growth in hiring. The least represented groups in the study 

are those who have worked for the organization for less than a year (5.66%) and those 

who have worked there for more than 20 years (5.11%). 

 

4.3 Reliability and Validity Analysis 

4.3.1 Reliability and Validity Coefficients 

In order to evaluate the constructs' reliability and validity, the study examined three 

significant metrics: Average Variance Extracted (AVE), Composite Reliability (CR), 

and Cronbach's alpha. The aforementioned metrics provide insights into the construct's 

internal consistency, overall reliability, and the proportion of variance captured by the 

construct relative to measurement error. 
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Table 4.2  

Reliability and Validity Measures 

Construct Cronbach's 
Alpha 

Composite 
Reliability 

(CR) 

Average 
Variance 
Extracted 

(AVE) 

Discriminant 
Validity 

Effective 
Communication 

0.859 0.905 0.706 0.84 

Employee 
Engagement 

0.878 0.916 0.733 0.856 

Organizational 
Leadership 

0.903 0.928 0.721 0.849 

professional 
development and 
training 

0.882 0.914 0.679 0.824 

Rewards and 
Recognition 

0.857 0.903 0.7 0.837 

 

 

4.3.2 Assessment of Measurement Model 

Evaluating the measurement model in quantitative research is a vital step to guarantee 

that the constructs utilized in the investigation are precisely depicted by the items 

designed to gauge them.  This involves examining both the convergent and 

discriminant validity of the constructs. Convergent validity is concerned with whether 

items of a construct are highly correlated, thus measuring the same concept. In 

contrast, discriminant validity assesses whether constructs are distinct from one 

another. Let's delve deeper into these concepts by analyzing the provided cross-

loadings and discriminant validity assessment for the constructs of Effective 
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Communication (EC), Employee Engagement (EE), Organizational Leadership (OL), 

professional development and training (PDT), and Rewards and Recognition (RR). 

Table 4.3  

Cross-Loadings for Measurement Model 

Item Effective 
Communication 

(EC) 

Employee 
Engagement 

(EE) 

Organizational 
Leadership 

(OL) 

professional 
development 
and training 

(PDT) 

Rewards 
and 

Recognition 
(RR) 

EC1 0.737 0.562 0.571 0.823 0.562 

EC2 0.890 0.675 0.606 0.635 0.662 

EC3 0.888 0.697 0.662 0.655 0.707 

EC4 0.835 0.642 0.564 0.566 0.594 

EE1 0.664 0.871 0.564 0.594 0.646 

EE2 0.687 0.851 0.693 0.625 0.633 

EE3 0.657 0.855 0.695 0.616 0.631 

EE4 0.623 0.846 0.632 0.605 0.657 

OL1 0.785 0.755 0.763 0.706 0.705 

OL2 0.624 0.636 0.829 0.629 0.617 

OL3 0.496 0.551 0.868 0.588 0.499 

OL4 0.507 0.585 0.894 0.612 0.529 
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OL5 0.549 0.625 0.886 0.671 0.575 

PDT1 0.611 0.514 0.570 0.817 0.525 

PDT2 0.590 0.589 0.727 0.833 0.584 

PDT3 0.619 0.618 0.729 0.881 0.625 

PDT4 0.686 0.637 0.545 0.763 0.579 

PDT5 0.737 0.562 0.571 0.823 0.562 

RR1 0.711 0.680 0.667 0.641 0.882 

RR2 0.492 0.553 0.522 0.527 0.788 

RR3 0.668 0.680 0.613 0.616 0.877 

RR4 0.638 0.583 0.538 0.554 0.796 
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Table 4.4  

Discriminant Validity Assessment 

Construct AVE Square of 
Correlatio
n with EC 

Square of 
Correlatio
n with EE 

Square of 
Correlatio
n with OL 

Square of 
Correlatio
n with PDT 

Square of 
Correlatio
n with RR 

Effective 
Communicatio
n (EC) 

0.70
6 

- - - - - 

Employee 
Engagement 
(EE) 

0.73
3 

0.34 - - - - 

Organizational 
Leadership 
(OL) 

0.72
1 

0.32 0.29 - - - 

professional 
development 
and training 
(PDT) 

0.67
9 

0.28 0.25 0.25 - - 

Rewards and 
Recognition 
(RR) 

0.83
7 

0.31 0.27 0.24 0.22 - 
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The cross-loadings table presents each item's loading on its intended construct versus 

loadings on other constructs. High loadings (typically above 0.7) on a construct with 

correspondingly lower loadings on other constructs suggest that an item is a good 

measure of the construct it is supposed to represent. For example, EC1 shows a loading 

of 0.737 on the EC construct, which is its highest loading, indicating strong convergent 

validity. Similarly, each item associated with the EE, OL, PDT, and RR constructs 

demonstrates the highest loading on their respective constructs. It is clear that each 

item is more linked to its own construct than to any other construct in the model 

because none of them have a higher loading on a different construct. 

This trend can be seen across all items, which suggests that the study's constructs are 

clear and that the items are good ways to measure these constructs. All of the items in 

the measurement model fit well with the concepts they were meant to measure, 

showing strong convergent validity. 

 

4.3.3 Discriminant Validity Analysis 

Discriminant validity is established when the Average Variance Extracted (AVE) for 

each construct exceeds the squared correlations with other constructs.   This indicates 

that the construct has a higher degree of correlation with its individual components 

compared to other constructs, guaranteeing that constructs are different and measure 

separate concepts. 
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The average variance extracted (AVE) for each construct surpasses the squared 

correlation values, confirming the discriminant validity.   As an example, the average 

variance extracted (AVE) for EC is 0.706, which surpasses its squared correlations 

with all other constructs, such as 0.34 with EE.   The aforementioned pattern is 

consistent in all cases, since the average variance extracted (AVE) for EE, OL, PDT, 

and RR also surpasses their respective squared correlations with other components. 

Notably, the AVE values are quite substantial, often exceeding the threshold of 0.5, 

which further supports the notion that a significant proportion of the variance in the 

items is accounted for by the respective constructs. The discriminant validity of the 

constructs within the measurement model is therefore well-established, indicating that 

each construct is capturing a distinct aspect of the theoretical model being tested. 

 

4.3.4. Implications for Research Analysis 

The robustness of the measurement model has significant implications for proceeding 

with the analysis. The strong convergent and discriminant validity suggests that the 

constructs are measured reliably and accurately, which is essential for the subsequent 

stages of structural model analysis and hypothesis testing. 

The reliability of the measurement model lends credibility to the relationships that will 

be examined in the structural model. When constructs are well-defined and distinct, 

the path coefficients derived from the structural model analysis can be interpreted with 
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confidence, as they reflect the true relationships between constructs rather than being 

confounded by measurement error or overlap between constructs. 

Moreover, the validity of the measurement model sets a solid foundation for the 

generalizability of the study's findings. Future research can build upon these constructs 

with assurance that they are measuring the intended concepts effectively. This is 

particularly important in organizational studies where constructs like employee 

engagement and leadership are often complex and multi-faceted. 

 

4.4   Structural Model Assessment 

The structural model assessment focuses on the relationships between the constructs 

defined in the research model. This phase involves reporting path coefficients, which 

represent the strength and direction of the hypothesized relationships and assessing 

their statistical significance. The results inform the acceptance or rejection of the 

proposed hypotheses. Below is a structured presentation of these elements: 

Table 4.5 

 Structural Model Assessment and Hypothesis Testing 

Relationship Path 
Coefficient 

Standard 
Error 

 T-
Value 

P-
Value 

Decision 

EC → EE 0.311 0.072  4.345 <0.001 Accepted 

OL → EE 0.318 0.067  4.759 <0.001 Accepted 
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PDT → EE 0.040 0.077  0.517 0.605 Rejected 

RR → EE 0.263 0.064  4.099 <0.001 Accepted 

EC: Effective Communication, EE: Employee Engagement, OL: Organizational 

Leadership, PDT: Professional Development and Training, RR: Rewards and 

Recognition 

 

4.4.1 Discussion of Path Coefficients and Significance Levels: 

The path coefficients indicate the predictive strength of each independent construct on 

employee engagement. A coefficient closer to 1 signifies a strong positive relationship, 

while a coefficient closer to 0 indicates a weak relationship. Significance levels are 

determined by the T-values and corresponding P-values, where a P-value less than 

0.05 generally indicates a statistically significant relationship. 

 

4.4.2 Presentation of Hypothesis Testing Results: 

● Effective Communication (EC) and Employee Engagement (EE): The 

positive path coefficient of 0.311 and a P-value of less than 0.001 indicate a 

significant positive relationship, leading to the acceptance of the hypothesis 

that effective communication is positively related to employee engagement. 

● Organizational Leadership (OL) and Employee Engagement (EE): 

Similarly, the path coefficient of 0.318 and P-value of less than 0.001 suggest 
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a significant positive impact of organizational leadership on employee 

engagement, supporting the corresponding hypothesis. 

● Professional Development and Training (PDT) and Employee 

Engagement (EE): With a path coefficient of 0.040 and a P-value of 0.605, 

the relationship between professional development and training and employee 

engagement is not statistically significant, resulting in the rejection of this 

hypothesis. 

● Rewards and Recognition (RR) and Employee Engagement (EE): The path 

coefficient of 0.263 with a P-value of less than 0.001 supports the hypothesis 

that there is a significant positive relationship between rewards and recognition 

and employee engagement. 

 

4.5 Summary of Accepted and Rejected Hypotheses: 

The structural model assessment leads to the acceptance of three hypotheses, 

suggesting that effective communication, organizational leadership, and rewards and 

recognition have significant positive relationships with employee engagement. 

Conversely, the hypothesis regarding the influence of professional development and 

training on employee engagement was not supported by the data and thus is rejected. 

These results suggest focal areas for organizational interventions to enhance employee 

engagement. However, it is important to interpret the findings within the context of 

the study's limitations and consider the need for further research to explore the nuances 

of these relationships. 
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4.6 Summary of the Chapter 

This chapter began with data preparation and screening, where data was subjected to 

coding and data imputation in SmartPLS software. The demographic variables 

characteristics were then examined using descriptive statics. The measurement model 

was assessed by the reliability of constructs indicators, internal consistency reliability, 

convergent and discriminant validity. This chapter then describe on structural model 

assessment and describe the hypotheses on accepted and rejection. An elaborate 

discussion of the results of this study vis-à-vis its theoretical and methodological 

contributions as well as its implication to research and practice is hereby discussed in 

chapter five.  
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CHAPTER FIVE 

DISCUSSION AND CONCLUSION 

 

 5.1 Chapter Overview 

In order to discuss the research objectives, by considering respondents inputs via the 

distributed questionnaire at the outset, this final chapter thoroughly examines and 

analyzes the findings for the current study. This chapter also provides suggestions for 

the future research, implications of the current research, and a brief conclusion.  

 

5.2 Research Discussion 

The main objective of this study was to ascertain the factors that have influence on 

employee engagement. The study employed a quantitative research approach, wherein 

a series of questionnaires was distributed to a sample of 274 employees in the Energy 

& Utilities Company.  

There are 4 objectives to be achieved in the study: 

a. To examine the relationship between organizational leadership and 

employee engagement in Energy & Utilities Company 

The results of the study in relation to the first hypothesis, which posits a positive 

significant relationship between organizational leadership and employee engagement 
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in the Energy & Utilities Company, show a path coefficient of 0.318 with a P-value of 

less than 0.001. This indicates a statistically significant positive relationship between 

organizational leadership and employee engagement, thus supporting the hypothesis. 

The findings align with the conceptual underpinnings presented in the literature 

review. Organizational leadership, as defined by Bryson (2018), refers to the strategic 

goals set by leaders and the inspiration they provide to employees to meet these goals. 

Effective leadership is crucial as it involves granting autonomy and providing 

opportunities for professional development, which are essential for fostering a sense 

of purpose among employees. The significant relationship found in the study 

corroborates Bryson’s (2018) assertion that leadership plays a vital role in maintaining 

employee engagement levels. 

Moreover, the theoretical framework provided by the Self-Determination Theory 

(SDT) as discussed by Chiu (2022), supports the empirical findings. SDT emphasizes 

three basic psychological needs—autonomy, competence, and relatedness—which, 

when satisfied, enhance intrinsic motivation and thereby employee engagement. The 

study's results suggest that organizational leadership in the Energy & Utilities 

Company may be effectively addressing these needs, leading to higher levels of 

employee engagement. 

Furthermore, the study's findings align with international research undertaken by 

Gallup and ISR, which have emphasized the significance of leadership in influencing 

employee engagement across many cultures and economies.   These studies indicate 

that leadership practices that encourage career advancement, empowerment, and a 
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favorable organizational reputation play a crucial role in fostering employee 

engagement. 

In addition, Employee engagement is greatly enhanced by supportive leadership. This 

assistance can take many forms, including professional development opportunities, 

mentorship programs, and a welcoming work atmosphere (Katja et al., 20230). In our 

research, we discovered a substantial link between leadership support and increased 

employee engagement. Employees who experienced true leadership support reported 

higher job satisfaction, a stronger sense of belonging, and a stronger commitment to 

the organization. 

In Energy & Utilities, organizational leadership practices that prioritize effective 

communication, empowerment, and support help to build an engaged workforce 

considerably. Leaders in this industry will benefit from a blend of transformational, 

transactional, and authentic leadership styles, resulting in a holistic strategy that 

addresses the various dimensions of employee engagement. Moving forward, leaders 

in the Energy & Utilities industry must recognize the intricate dynamics at work and 

proactively execute leadership practices that not only fulfill immediate organizational 

goals but also build a culture of sustainable employee engagement. 
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b. To examine the relationship between rewards and recognition and 

employee engagement in Energy & Utilities Company 

Moreover, the theoretical framework provided by the Self-Determination Theory 

(SDT) as discussed by Chiu (2022), supports the empirical findings. SDT emphasizes 

three basic psychological needs—autonomy, competence, and relatedness—which, 

when satisfied, enhance intrinsic motivation and thereby employee engagement. The 

study's results suggest that organizational leadership in the Energy & Utilities 

Company may be effectively addressing these needs, leading to higher levels of 

employee engagement. 

Furthermore, the study's findings align with international research undertaken by 

Gallup and ISR, which have emphasized the significance of leadership in influencing 

employee engagement across many cultures and economies.   These studies indicate 

that leadership practices that encourage career advancement, empowerment, and a 

favorable organizational reputation play a crucial role in fostering employee 

engagement. 

Rewards and recognition are powerful motivators that can have a big impact on 

employee engagement among Energy & Utilities staff. Employees who perceive a fair 

and effective reward system, including monetary incentives, performance bonuses, 

and recognition programs, are more likely to be involved in their work, according to 

our research. These tangible prizes serve as concrete representations of appreciation, 

encouraging staff to commit time and effort in reaching organizational goals (Maulana 

et al., 2022). 
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While monetary incentives are important, the nature of the Energy & Utilities industry 

frequently necessitates a balance of intrinsic and external motivation. Recognition, in 

the form of praise, appreciation, and opportunity for progress, is critical to building 

intrinsic drive (Yao & Fanxing, 2021). Employees who feel valued for their efforts are 

more likely to acquire a feeling of pride in their work, leading to long-term engagement 

that goes beyond monetary rewards. 

Furthermore, within the Energy & Utilities Company, rewards and recognition have a 

direct impact on job satisfaction. Employees are more satisfied with their work and the 

organization when they believe their efforts are recognized and adequately rewarded. 

This enhanced job satisfaction is closely related to higher engagement, as satisfied 

employees are more likely to be devoted, enthusiastic, and willing to go above and 

beyond for the organization's success. 

Finally, the relationship between rewards and recognition has a significant impact on 

employee engagement in Energy and Utilities firms. For building a highly engaged 

workforce, a balanced approach that incorporates both intrinsic and extrinsic 

motivators, links individual efforts with organizational goals, and generates a 

continuous feedback loop is crucial (Ogura, 2019). As organizations in the Energy & 

Utilities sector navigate the challenges of this dynamic industry, investing in a 

comprehensive rewards and recognition strategy is not only a means of acknowledging 

employee contributions, but also a strategic tool for improving overall employee 

engagement and, thus, organizational success. 
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c. To examine the relationship between professional development and 

training and employee engagement in Energy & Utilities Company 

The third hypothesis examined whether there was a positive significant relationship 

between professional development and training and employee engagement within the 

Energy & Utilities Company. The results showed a path coefficient of 0.040 with a P-

value of 0.605, which is not statistically significant. Thus, the hypothesis is rejected, 

indicating that professional development and training do not have a significant direct 

impact on employee engagement in the given context. 

This outcome stands in contrast with the literature that typically underscores the 

importance of professional development and training in enhancing employee skills and 

knowledge, which should theoretically lead to increased engagement (Koonce et al., 

2019; Archibald, 2018). The assumption is that professional growth opportunities 

contribute to employees' feelings of competence and are likely to foster engagement 

by aligning with the psychological needs outlined by Self-Determination Theory 

(SDT). 

However, the rejection of this hypothesis could be interpreted in several ways. It might 

suggest that while professional development and training are provided within the 

company, they may not be adequately aligned with the employees' career goals or may 

not meet their expectations for growth, thus not significantly influencing their level of 

engagement. Additionally, the result suggests that elements such as organizational 

culture, leadership, or intrinsic motivation may have a greater influence on promoting 

employee engagement at the Energy & Utilities Company. 
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The research conducted in the Energy & Utilities Company sector has indicated that 

there may not be a direct correlation between professional development and training 

initiatives and employee engagement levels within the workforce. This finding 

suggests that while professional development and training may have a positive impact 

on employee engagement, they are not the key determinant of employee engagement. 

One potential explanation is that the employees of the organization in question are able 

to effectively carry out their jobs without being distracted by the professional 

development and training environment (Ivona,2020). Alternatively, it is possible that 

the professional development and training settings do not require any particular level 

of focus or concentration (Tommy & Paul, 2020). Hence, it can be concluded that the 

independent variable under consideration does not have a major impact on employee 

engagement within the Energy & Utilities Company.  

Moreover, the perceived relevance of the training programs is another significant 

factor contributing to the lack of impact. Employees in the Energy & Utilities sector 

frequently face unique issues that necessitate industry-specific knowledge. Employees 

may have seen professional development and training as less relevant to their day-to-

day tasks in circumstances where training programs were not adapted to suit these 

individual needs, resulting in a limited influence on their engagement levels 

(Chukwuma & Clara, 2022). Even when training programs were provided, the 

difficulties stemmed from their execution and efficacy. Inadequate training delivery 

techniques, a lack of follow-up support, or a lack of opportunities for practical 

application of newly acquired skills all contributed to a gap between training efforts 

and real increases in work performance and engagement. 
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Finally, the association between professional development and training and employee 

engagement in the Energy & Utilities Company was not as strong as expected. It is 

critical for organizations in the Energy & Utilities Company that want to improve 

employee engagement through professional development and training to overcome 

these challenges. This may entail a strategic appraisal of training programs, 

customizing them to meet industry-specific demands, enhancing the implementation 

process, cultivating a culture of continuous learning, and ensuring alignment with 

individual career objectives (Assad, 2019). By addressing these issues, Energy & 

Utilities Company may maximize the impact of professional development and training 

activities on employee engagement in the future. 

d. To examine the relationship between effective communication and 

employee engagement in Energy & Utilities Company 

The fourth hypothesis posited a statistically significant positive correlation between 

effective communication and employee engagement in the Energy & Utilities 

Company.   The statistical analysis resulted in a path coefficient of 0.311, with a P-

value of less than 0.001. This indicates a substantial positive link.   Therefore, the 

hypothesis is validated, affirming that there is certainly a positive correlation between 

effective communication and employee engagement.   Existing literature strongly 

supports the notion that effective communication characterized by clarity, openness, 

and transparency within an organization can greatly enhance employee engagement.   

According to Tabesh et al. (2019), effective communication is important for keeping 

employees informed and aware of their duties and responsibilities. It also helps create 
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a sense of belonging and alignment with organizational goals. Reidhead (2021) 

underscore the importance of successful communication, which encompasses the 

exchange of ideas and reciprocal feedback. These elements are essential for employees 

to experience a sense of being listened to and appreciated in their professional setting. 

Furthermore, the Self-Determination Theory's (SDT) emphasis on relatedness as one 

of the core psychological needs is consistent with the positive relationship discovered 

in the study. A higher level of engagement is achieved when workers feel that their 

opinions matter and the company encourages free flow of information and ideas. 

Providing employees with clear objectives and feedback can help them understand 

how to thrive and improve in their roles, which can in turn support their psychological 

need for competence. A more invested workforce is a direct result of well-structured 

and efficiently operating communication processes, as shown by the process model of 

effective communication proposed by Reidhead (2021). This highlights the 

significance of the process and means via which communication is provided and 

received inside the organization, in addition to the substance of the communication 

itself. 

Effectively, the results of this study confirm that organizational leadership, rewards 

and recognition, and effective communication serve as significant contributors to 

enhancing employee engagement, each resonating with the intrinsic psychological 

needs outlined by Self-Determination Theory. These findings underscore the 

importance of a holistic approach that encompasses strategic leadership, a well-

articulated rewards system, and clear, two-way communication channels to foster a 
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work environment where employees feel valued, heard, and motivated. The 

unexpected result regarding professional development and training prompts a 

reflective consideration of the implementation and alignment of such initiatives with 

employees' aspirations and the company's strategic objectives. The insights derived 

from this study not only contribute to the academic discourse on employee engagement 

but also offer practical implications for organizational strategies aimed at cultivating 

an engaged and productive workforce.  

Effective communication is critical in giving employees with a clear grasp of 

organizational aims and initiatives in the Energy & Utilities sector. Employees are 

more likely to feel aligned with the organizational mission when management express 

the company's mission, vision, and objectives transparently. This congruence 

promotes a sense of purpose and dedication, which contributes to total employee 

engagement. Moreover, employee and leadership trust is built via open and honest 

communication. The organizations with transparent communication and approachable 

top management had better levels of employee trust (Ganna et al., 2019). A healthy 

work environment is created when employees believe they are receiving accurate 

information and that their views are being heard, which leads to improved engagement. 

Communication is essential for building team collaboration and cohesiveness. A sense 

of camaraderie develops when team members communicate well, share information, 

and collaborate on projects (Natalya, 2020). The teams with good communication 

channels have higher levels of employee engagement because individuals feel 

connected and supported in their job. 
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Finally, the connection between successful communication and employee engagement 

in Energy & Utilities Companies is critical. Clear communication develops 

understanding, trust, and collaboration, resulting in a favorable work environment that 

correlates directly to increased levels of employee engagement (Lamees et al., 2020). 

This sector's organizations should prioritize communication techniques that 

correspond with their unique problems, ensuring that information is delivered freely, 

criticism is encouraged, and employees feel linked to the company's larger aims. 

Energy & Utilities Company may nurture a more engaged and resilient staff by 

recognizing and strengthening the impact of good communication, eventually 

contributing to sustainable success in a dynamic industry. 

 

5.3 Implication of the Study 

The present study provides numerous insights into the difficulties pertaining to 

employee engagement inside organizations. Yet, there were least studies conducted in 

the Energy & Utilities industry in Malaysia especially the factors that contribute on 

the employee engagement. This study examines the effect of organizational leadership, 

rewards and recognition, professional development and training and effective 

communication in the Energy & Utilities Company. This study aims to expand the 

existing information in the literature by comprehensively investigating the various 

aspects that contribute to employee engagement. Therefore, via the incorporation of 

the impact of organizational leadership, incentives and recognition, professional 
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development and training, and effective communication, this study has made 

significant contributions to both the academic literature and practical applications.  

The purpose of this study was to enhance comprehension regarding the interplay 

among organizational leadership, rewards and recognition, professional development 

and training, and effective communication. Based on the findings of prior research, the 

study's framework was established and employed as a tool to investigate the 

hypothesized associations. The first chapter of this paper provides a discussion on the 

significance of the research. This study has extensively examined several findings 

pertaining to literature. In this study, the discussion between independent variables, 

organizational leadership, rewards and recognition, professional development and 

training and effective communication and dependent variable, employee engagement 

in Energy & Utilities Company enhanced the existing literature. This study makes a 

valuable contribution to the existing literature by conducting separate investigations 

into the impact of each independent variable on employee engagement inside the 

Energy & Utilities Company. As a result, the findings suggest that three independent 

variables (IVs) exhibited a substantial positive correlation with employee involvement 

in the organization, but one IV, namely professional development and training, did not 

demonstrate a significant association. Therefore, a significant portion of prior research 

has focused on analyzing the banking, manufacturing, and services industries. This 

study expanded upon the current body of literature pertaining to independent variables 

within the private sector, with a specific focus on the Energy & Utilities Company as 

a case study. The majority of studies conducted in both the public and commercial 

sectors have predominantly been characterized by a conceptual, observational, and 
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descriptive approach. Hence, the present study on the Energy & Utilities Company has 

aimed to contribute to the existing body of empirical knowledge.  

 

5.4 Research Limitation 

The present investigation possesses certain limitations. One of the primary challenges 

encountered in performing this research pertains to the limitation of time. The 

researcher is obligated to conclude the study within a designated time period, 

specifically one academic semester. Conducting several analyses poses challenges for 

researchers seeking to enhance the reliability of their findings. In addition, it is 

important to acknowledge that the study undertaken may yield biased research 

outcomes due to the potential requirement for respondents to maintain confidentiality 

regarding certain organizational information. Consequently, this study exhibits 

limitations that prevent it from yielding solid findings and restrict its generalizability 

to other contexts. The conclusions of this study are similarly constrained to a single 

organization as it does not encompass a comparative analysis of employee engagement 

across multiple companies. This is because another company that the researcher 

intends to do research did not manage to get approval from the management. 

Therefore, only one company in the energy & utilities industry only able to coordinate 

with this research. 

Furthermore, employing a quantitative research methodology, participants in this 

study were requested to convert their perceptions, as expressed in the survey 
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questionnaire, into numerical values using the Likert scale. The responses provided 

may be subject to the influence of biased perceptions of the circumstance. Hence, it is 

recommended that forthcoming research endeavors incorporate a mixed research 

design in their methodology. In order to enhance the comprehensiveness of future 

research, it is advisable to utilize both quantitative and qualitative research designs in 

a complementary manner.  

One notable constraint of the current study was to the absence of additional research 

endeavors exploring the same variables within the Energy & Utilities sector. The 

limited availability of these researchers hinders their capacity to establish connections 

between the findings and other investigations within the same setting. Furthermore, 

within the Energy & Utilities industry, there is a lack of prior research that has explored 

the connections between the constructs examined in this study. As a result, the 

researcher had to proceed with the study without the benefit of existing findings to 

serve as benchmarks or provide additional explanations.  

 

5.5 Suggestions for Future Research 

The present study has enhanced our comprehension of the determinants that impact 

employee engagement. The focus of this study was directed towards four independent 

factors that were hypothesized to exert influence on employee engagement. However, 

it is possible that future research endeavors may consider incorporating supplementary 

factors associated with employee engagement. The inclusion of additional questions 
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and responders will significantly enhance the conclusion, hence enabling the 

attainment of more definitive and robust outcomes. 

A potential avenue for further investigation could be examining employee job 

satisfaction, as it exhibits a clear correlation with the efficacy of internal initiatives. 

Given the utilization of a quantitative technique in this study, the researcher employed 

the questionnaire method to examine employee engagement. Subsequent 

investigations could employ qualitative methodologies and interviews to further 

explore various dimensions of engagement. 

Subsequently, it is recommended that forthcoming researchers expand the scope of 

their investigations to encompass the energy and utilities sector in Malaysia. This 

expansion is necessary to enhance precision and mitigate any potential biases in the 

data pertaining to employee engagement. It is recommended that the research be 

conducted over an extended duration in order to ensure the attainment of consistent 

and accurate findings, which will facilitate the researcher's enhanced understanding of 

employee engagement. 
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 Conclusion  

In summary, this study has successfully achieved its objectives by thoroughly 

addressing all of the initial research questions that were introduced at the outset of the 

investigation. The primary objective of this study is to enhance comprehension 

regarding employee engagement within the Energy & Utilities sector. Additionally, 

this study was to identify whether the four factors, organizational leadership, rewards 

and recognition, professional development and training and effective communication 

have an impact towards employee engagement in the company. The literature 

extensively recognizes the significant role of organizational leadership, rewards and 

recognition, and effective communication as highly effective strategies that can 

support organizations in enhancing their performance and attaining competitive 

advantages over their competitors. Furthermore, this study unveiled significant 

discoveries and their corresponding consequences, together with the identified limits 

and recommendations for further research.  

In brief, the findings of this empirical investigation have shed light on novel 

perspectives regarding the enhancement of employee engagement within the Energy 

& Utilities sector through organizational leadership, incentives and recognition, 

professional development and training, and effective communication.  
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UNIVERSITI UTARA MALAYSIA (KL CAMPUS) 

QUESTIONNAIRES 

Research Tittle: 

Factors Influencing Employee Engagement in Energy & Utilities Company 

 

Dear Sir/Madam, 

I am currently pursuing a Master in Human Resource Management at Universiti Utara 

Malaysia, Kuala Lumpur. As a part of the mandatory fulfilment, this research is 

towards a completion of my postgraduate study. The purpose of the research is to 

identify the “Factor that influencing employee engagement in Energy & Utilities 

Company”. This questionnaire is prepared to complete the above research in order to 

fulfil the requirement of the master thesis. 

This questionnaire is divided into Six (6) Sections: Section A (Demographic profile of 

the respondent). Section B (Employee Engagement), Section C (Organizational 

Leadership). Section D (Rewards and Recognition), Section E (Professional 

Development and Training), and Section F (Effective Communication). 

Please answer ALL questions by fulfilling the appropriate boxes. Your answers will 

be treated strictly confidential and will be used for academic purposes only. 

Thank you for your time answering the questionnaires and your cooperation is highly 

appreciated. Please do not hesitate to contact me at +6018-761 8588 should you need 

further clarification. 

 

Your sincerely, 

Maizatul 

SITI MAIZATUL AKMA BINTI MURIZA 
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SECTION A: 
DEMOGRAPHIC INFORMATION 

 
Questions below are about your background. Please Tick (/) in the appropriate box. 
 

1. What is your gender? 

                        Male 
             Female 
 

2. What is your age? 

Below 21 years old 
21 – 29 years old 
30 - 39 years old 
40 - 49 years old 
More than 50 years old 

 
3. How long is your working experience in the organization? 

Less than 1 year 
1 – 5 years old 
6 – 10 years old 
11 - 20 years old 
More than 20 years old 
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SECTION B: 
EMPLOYEE NGAGEMENT 

Please indicate ( / ) your level of agreement with each of the following statements at 
the most appropriate answer. 

1 2 3 4 5 
Strongly 
disagree 

Disagree Neutral Agree Strongly agree 

 
No Employee Engagement 1 2 3 4 5 
1 The organization motivates me to 

contribute more than is required 
     

2 The senior management is 
genuinely interested to listen to 
and reasonably act on employees' 
suggestions or opinions 

     

3 My department makes good use 
of my talents/ skill 

     

4 I would recommend others to 
join the organization as a good 
place to work 

     

 
SECTION C: 

ORGANIZATIONAL LEADERSHIP 
Please indicate ( / ) your level of agreement with each of the following statements at 
the most appropriate answer. 

1 2 3 4 5 
Strongly 
disagree 

Disagree Neutral Agree Strongly agree 

 
No Organizational Leadership 1 2 3 4 5 
1 Actions of Senior Management 

are consistent with their words 
(i.e., "walk the talk") 

     

2 My head of department treats 
employees as valued assets 

     

3 My superior acts with integrity      
4 My superior is open and honest in 

communication 
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5 My superior takes charge in 
driving team's performance 

     

 
  
 

SECTION D: 
REWARDS AND RECOGNITION 

Please indicate ( / ) your level of agreement with each of the following statements at 
the most appropriate answer. 

1 2 3 4 5 
Strongly 
disagree 

Disagree Neutral Agree Strongly agree 

 
No Rewards and Recognition 1 2 3 4 5 
1 I feel recognized/ appreciated 

when I do a good job 
     

2 Working for the organization 
allows me to have a good work 
life balance 

     

3 My job provides me with the 
opportunity to experience a real 
sense of personal 
accomplishment 

     

4 Favoritism is not an issue for 
promotion in this organization 

     

 
SECTION E: 

PROFESSIONL DEVELOPMENT AND TRAINING 
Please indicate ( / ) your level of agreement with each of the following statements at 
the most appropriate answer. 

1 2 3 4 5 
Strongly 
disagree 

Disagree Neutral Agree Strongly agree 

 
No Professional Development and 

Training 
1 2 3 4 5 

1 I am given opportunity to 
participate in training and 
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development programs that can 
improve my capabilities 

2 My superior coaches me to 
develop my career/ capabilities 

     

3 I have the opportunity to discuss 
my development plan with my 
superior 

     

4 The organization provides career 
growth opportunities to 
employees 

     

5 The organization provides a 
variety of training opportunities 
for the employees to learn new 
skills and enhance knowledge for 
personal and professional 
development 

     

 
SECTION F: 

EFFECTIVE COMMUNICATION 
Please indicate ( / ) your level of agreement with each of the following statements at 
the most appropriate answer. 

1 2 3 4 5 
Strongly 
disagree 

Disagree Neutral Agree Strongly agree 

 
No Effective Communication 1 2 3 4 5 
1 When changes are made, 

communications are usually 
handled well 

     

2 The company does an excellent job 
of keeping employees informed 
about matters affecting us 

     

3 Generally, there is effective 
communication between different 
units/departments/divisions that I 
work with 

     

4 The communication channels and 
platform (eg: portal, email, etc) are 
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adequate to keep employees 
informed about the company 
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