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ABSTRACT 

The objective ofthis study was to examine the relationship between employee communication, 

leadership, reward and recognition and employee engagement in Cosmopoint Sdn Bhd. Neo 

Charismatic Theory was utilized in developing the research framework. A total of 100 employ-
[ 

ees from Cosmopoint Sdn. Bhd., representing a response rate of 38% participated in this study. 

Data were collected through self-administered questionnaire. 1 hree hypotheses were tested us­

ing SPSS version 25. The findings indicated that employee copununication were significantly 

related to employee engagement while leadership and reward & recognition has shown insig­

nificant result. Theoretical and practical implications of the jtudy as well as suggestions for 

future research were discussed. 

Keywords: Employee engagement, employee communication, leadership and reward & recog-

nition 
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CHAPTER! 

INTRODUCTION 

1.1 Introduction 

This study focuses on the assessment of factors influencing employee engagement in Cos­

mopoint Sdn. Bhd. In this section, the background of the stu1y was explored, problem state­

ment, research questions and objectives, scope of study and significance of the study were 

discussed. 

1.2 Background of the Study 

In recent years, there has been an explosion of research activity and a high degree of engage-

h d hl O . . 1· I . d . . . ment among researc ers an sc o ars. rgamzatlona issues receive an mcreasmg attention 
I 

since it appears that sustainable organizations that making a positive contribution to various 

aspects of society, including economic, environmental, and 1 ial (human) dimensions. (Kim, 

Han, & Park, 2019). 

Employee engagement is part of the human resource practice ~r at a business organization may 

use as an approach to address uncertainty in a turbulent indusT al environment and to enhance 

workers' skills and capabilities. However, many organizations often ignore the impact it has on 

the overall success of the business and its people. In fact, manJ studies by scholars have agreed 

that highly experienced workers could transform the companif s, increase productivity and in­

novation and encourage better collaboration in an increasingly competitive marketplace, glob­

alization, unpredictable economic climate, constant demand foT change and the battle for talent 

Organizations face great challenges in pursuing their business[ success. (Aninkan & Oyewole, 

2014). 
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The importance and impact of employee engagement on their individual productivity is vital 

especially in the area of organizational management. Rich, Lepine, and Crawford (2010) in 

I 
their study found that employee engagement has tum out to be one of the most significant 

concept in the management field as most of the organization find that it is difficult to engage 
- I . 

the employees. This has further supported in the study by Sibamda, Muchena and N cube (2014) 

where employee engagement has grown into a business priority for the top leaders in that highly 

engaged workers in a competitive market can intensify inno ation, productivity and perfor­

mance while minimizing costs that related to the recruitment and retention activity. Engaged 

employees are valued and important to achieve individual worf targets and subsequently assist 

the organizations to improve their performance especially in the current competitive world 

(Rich, Lepine, & Crawford, 2010; Tauhed, Rasdi, Samah, & I rahim, 2018). 

Employee engagement always become a crucial factor that can fascinates and retains talents in 

business organizations. Nasomboon (2014) in his study foun1 that employee engagement has 

a significant effect on employees' productivity. The higher engagement level among employ­

ees will lead to the increasing of productivity in the businer organizations (Anitha, 2014; 

Adeyemi, 2018). Alicia (2016) further stated that the engaged employee can increase organi­

zational productivity and decrease employee turnover. Alquabeh (2016) in his study found that 

Employee who have a strong involvement with the company will have a sense of excitement 

and feel fortunate to work in the business, and then they would strive to provide the best service 

for customers. 

According to Melcrum (2005) and Makeera (2018) employee engagement can be considered 

in three perspectives. Firstly, cognitive commitment described as employee's intellectual link 
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with the organization, as well as their belief and support in the organization's objectives. Sec­

ondly, affective commitment, it was described as a strong em1tional connection to the organi­

zation. Feeling ofloyalty, devotion, having a sense of belonging as well as proud to work for 
I 

the organization. 

Thirdly is behavioral commitment in which workers act in aw y of supporting the accomplish­

ment of the association. According to Kahn (1990), engage1ent means to be emotionally as 

well as physically present in performing their task or organizr ion roles. Motivation has been 

found as the key in whatever capacity employee is acknowlr ged that for motivation to be 

successful it could mainly be influenced by beliefs, values and likely results as well the envi­

ronment. Engaged employees are individuals that offer full discretionary effort while working, 

and tremendously enthusiastic and committed to their job, whJreas not engaged employees are 

those who are motivationally detached from work, (Perrin 20r 9; Bakker, Schaufeli, Leiter & 

Taris, 2008). 

As cited by Malaysian Insiders (2014) in Randstad World of Work Report (2013/2014), most 

of Malaysian Employees switching jobs not only to boost their careers but the decision to leave 

also due to "uncompetitive salary" (55%), "lack of the workplace" (35%) and "lack of trust in 

senior leaders" (21 %). Therefore, study will concentrate on measuring and digging more 

deeply the dimension that influence Employee Engagement. 

Therefore, it is crucial for the employer to understand that tlite employee engagement is not 

entirely depending on employees alone, but the whole organizf tions including the top manage­

ment must play their part and in order to improve the organization ' s employee's engagement 

which subsequently leads to the organizations success. In orr er for the engagement to truly 
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succeed, the employees must be happy and satisfied with their job so that they will be able to 

become productive and produce high quality output. Furthermore, there could also be other 
I 

further linked factors, together with underlying rational, in which should be further investigated 
I 

in this study. Thus, the business leaders shall pay great attentim1 on the importance of attracting 
I . 

and retaining the skilled employees for the success of the busif ess organization. 

Thus, the main objective to conduct this study is to identify the strategies to employee engage­

ment that the organizations should take into considerations an1 enhance it in Cosmopoint Sdn. 

Bhd. Besides, the researcher also tried to find out the main rT son (strategy) of the employee 

engagement by using three different factors which are communication, leadership as well as 

reward and recognition. This study also will identify the factor that most influence the em­

ployee engagement in Cosmopoint Sdn Bhd. 

1.3 Problem Statement 

Employee engagement has recently received high attention frpm both industry and academic 

field due to the positive effect it has on employee's work expf rience and the benefit it brings 

to the organization (Saks, 2006). Employees with high engagement are likely to perform better 

as compared to disengaged employees who will cost organiza ,ion more with lower productiv-

ity, high absenteeism and intention to leave the organization (Makhbul, Rahid & Hasun, 2011; 

Andrew & Sofian, 2012; Karatepe, 2013). 

Nowadays, there are many factors that may affect the rates of employee engagement in either 

private sectors that comprises of good pay, job security and J enefits are an important part of 

the package. Higher training and recruitment costs, employe~ turnover, low productivity, in­

creased absenteeism is some of the cost associated with employee disengagement. Globally, in 
I 
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I 
the current economic environment, management has increaseq focus on cost-effectiveness for 

sustainable growth in the market. Similarly, Robert (2006) in his study stated that highly en­

gaged employees apart from being the solution to this problem will also be helpful in attracting 

efficient human capital, becoming a better employer and fin~lly_ getting the competitive ad­

vantage in the market. 

Employees were considered as an important asset for each and every organization in ensuring 

the operation to be run smoothly. An organization were nothinf without its employees because 

employees are the one who strive hard to deliver their best performance in order to achieve 

objectives and goals of the organization. It is very challengii g to retain the employee since 

most of the time the organization are facing with employee turnover. Employee turnover refers 

as an issue of employees leaving the organization and it has to be replaced with the new one 

which then will have incurred the additional cost to the organif ation. 

According to Blessing White (2006), disengaged employees are likely to be, firstly, spinning; 

that they wasting their effort and talent on tasks that may no~ matter much. Second, settling; 

that they certainly do not show full commitment in finishing their tasks. Lastly splitting, that 

they are not sticking around for things to change in their orkanization. They have far more 
I 

misgiving about their organization in term of performance merlsures such as customer satisfac-
1 

tion. 

According to the world Linkedln Data Analysis 2018, Educat!ion Industry are among top five 
I 

sectors with highest turnover rate. 
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Sectors with the Highest Turnover Rates 

1. e Technology {Software) 

f''% 2. Retail & Consumer Prod ucts 3.0% 

3. Media & Enterta inment 1.4% 

4 . Professional Services 1.4% 

s. - Government/ Edu/Non-Profit 1.2% 

6. Financial Services & Insurance 0.8% 

7. Telecommunications 0.8% 

8. Oil & Energy 9.7% 

9. Aero/Auto/Transport 9.6% 

10. Healthcare & Pharmaceutica l 9.4% 

Figure 1 
Linkedln Data Analysis on Sector with the Highest Turnover Rates 

The issue of employee turnover has become more serious as previous studies have shown an 

increasing trend over time. A high percentage of turnover will affect the company to spend an 

excessive amount of money replacing vacant seats for the + table candidates. At the same 

time, all criteria must be met by new employees on organizational standards and requirements. 

Huge cost involved in training and develop new employees (l elaila & Naiemah, 2016). This 

biggest issue is contrary to the mission of private sector institution that is always looking for 

increasing in profits and reduce costs. 

According to the Dale Carnegie Institute (Dale Carnegie Insti, te, 2015), more than$ 11 billion 

is lost each year due to employee turnover. However, not all revenue is bad. From the record, 

there is a difference between voluntary turnover and termination. In this context, the focus is 

on employees' self-reported intention to stay or leave the orgai ization, as a result of communi­

cation with their supervisor. By examining supervisor / employee communication, as well as 

I 
employee satisfaction, communicating relationships between supervisors and employees and 
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employees, and reporting on satisfaction and planning to stay within the organization can be 

explored. 

Some surveys have found that Malaysian workers are willing to stay with their organization 
I 

for an average of not more than three years (Lim, 2001 ). Due to hiring trend has deliberately 

reduced the overall efficiency and productivity of the organizf ion, it has moved the organiza­

tion away from its primary objectives as they need to continue to replace the employees who 

have resigned. 

An important nuance of organizational communication is the communication that occurs be­

tween supervisor and employee. As leaders in organizations feel pressure to retain their best 
I 

and brightest employees, examining the facets of supervisor/employee communication in 

American companies may provide some insight into employee retention trends. Numerous 
I 

studies support the significance of the supervisor relationship as it plays a major role of em-

ployee satisfaction. The supposition is that both employee satisfaction and employee-reported 

intentions to stay or leave an organization, are directly influen9ed by the perceptions of quality 

communication between the employee and their supervisor (Armstrong, Eisenberger, et. al, 

2004). 

Leadership plays an important role towards driving the growth and success of any organisation 

in today' s world (Wallace & Trinka, 2009; Wiley, 201 0; Hsieh & Wang, 2015; Zahid & 

Ozyapar, 2017). According to McShane, Von Glinow and Shar a (2011), leadership style can 

be described as the process of leader ability to influence and r otivate others in an organiza­

tional culture with the aim to ensure the effectiveness of the ~rganizations of which they are 
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members. According to the authors, transformational leadership is emphasizing on the need to 

meet challenges in changing time and the role of leader in envisioning and implementing the 

transformation of organizational performance. Leaders must b seen to create the right atmos­

phere for engagement through displaying an interest and showing confidence in employees, 

acting with integrity, demonstrating and acting as a trusted 1oach and managing the perfor­

mance of employees ' (Mone, 2011 ). 

Consequently, the topic on employee engagement has been widely studied in different disci­

plines such as hospitality (Park & Gursoy, 2012; Karntepe, 2013), IT professionals 

(Bhattacharya & Mukherjee, 2009) and healthcare industry (Othman & Nasurdin, 2011; Rao, 

2012). However, there are still inadequate empirical studies orl education industry in Malaysia 
I 

that are focusing both academician and non-academician. 

Although employee engagement has turned into an intriguing issue lately among the consulting 
I 

firms and in the well-known business press, however it has not been frequently studied in uni-

versity settings (Karatepe & Demir, 2014). In the Cosmopoint Sdn. Bhd., expected outcomes 

are quite specific, since organizations compete to stay profitr le with a specific end goal to 

survive and grow (Bendell, 2005). There is a measure of succf ss stories in this regard, partic­

ularly where people and productivity issues occupy the centre stage, morale commitment and 

and engagement are positively affected. Nonetheless, some organizations have year after year 

made an intensive stride to tackle employee engagement issues and as always, successes have 

varied from organization to organization (Wellins et al., 20051-
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This study aims to contribute the on-going debate about the factors which influence employee 

engagement in private organizations. There is a need to identify the strategies of employee 
I 

engagement that the management should attend and enhance in the Cosmopoint Sdn. Bhd. This 

study also will provide the strategies on employee engagemeAt and also determined the main 
. I 

strategy among the three factors including communication, leadership, rewards and recogni-

1 

tion. 

1.4 Research Objectives 

The aim of this study is to determine the factors that influencl employee engagement. An un­

derstanding of the factors that influence should help the higher education in enhancing the 

engagement among employee subsequently increase the pro1'uctivity of the organization. To 

support the main objectives, this study developed the specific r bjectives as follows 

ROI: To examine the effect of employee communication on employee engagement 

R02: To examine the effect of leadership on employee engagement 
I 

R03: To examine the effect ofreward and recognition on employee engagement 

1.5 Research Questions 

The study attempts to answer the following research questions: 

RQ 1: Does employee communication has effect on ef ployee engagement 

RQ2: Does leadership has effect on employee engagement 

I 
RQ3: Does reward and recognition has effect on employee engagement 
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1.6 Scope of the Study 

The scope of this study focuses on employee engagement among the staffs in Private Education 

I 
Company through an examination of the effect of Employee Communication, Leadership and 

Reward and Recognition on overall employee engagement. Th~ study used a non-experimental, 

I 
structured questionnaire design with a theoretical framework based on N eo Charismatic The-

ory. 

There are several limitations in conducting this research. Time is a severe limitation in the 

conduct of this research. Due to time limitation, this study is confined to only on one private 

company in Kuala Lumpur which is Cosmopoint Sdn. Bhd. Thus, these findings could not be 

generalized for the whole population in Education Industry in Malaysia because it was con­

ducted in a specific and selected environment. A part from thj t, this study only investigates a 

few independent variable s and there could be other significa t predictors that can contribute 

to higher employee engagement. 

Secondly is time management in which time is critical in this study because there are so many 

things that need to complete in conducting the study such as writing literature review, and 

conducting surveys. Researcher is also having a commitment as an employee at the company 

and needs to do assigned tasks and meet the datelines. It is difficult to get full information of 
I 

this study due to researcher is also bound with the employer mles and regulations towards the 

employees. Therefore, time needs to be planned carefully to meet the timeline in doing the 

study and a longer period of time is needed in order to gather all the information necessary to 

conduct more accurate and reliable information and to do writf -up for the research 
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Third was response rate in which the result of questionnaire might not be as expected. Some of 

the respondents did not give full cooperation to answer the q1estions and some of respondent 

did and return back the set of questionnaire that has been distributed to them. Since the branches 

located throughout Malaysia including Sabah & Sarawak, it is hard for the researcher to per­

sonally convince all employee to participate in answering the ~uestionnaire. This study may be 

the subject to personal biases of the respondents while answey g the questionnaires. 

1. 7 Significance of the Study 

This study provides an overview of the factors that influence the employee engagement in 

Cosmopoint Sdn Bhd. This study will help the institution to comprehend the elements that 

contribute most to employee engagement. Positive steps can be taken to minimize the disen­

gagements among employees as well to improve productivity ! ran employee which will leads 
I 

to greater productivity and profitability of the company. 

1.8 Definition of Key Terms 

Several terminologies have been identified and frequently used in this study. The terminologies 

are defined as follows: 

(a) Employee Engagement 

Employee Engagement defined as the positive attitude held by employees or their commitment 

and involvement level towards the organization and its value ('Sharmila, 2013). 

(b) Employee Communication 

Communication is considered as a tool between employees and the employers among different 

levels (e.g from top to down) and same level to be reliable, in order for everyone to clearly 

comprehend about the firm ' s goal (Berger, 2008: Kennan & ~ azleton, 2006). The key in any 
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communication is to remain consistent, to make employee communication a regular routine, 

and to honestly respond to what one hears from employees (Br es, 2004). 

(c) Leadership 

Leadership has been considered as those individuals who articulate, create and craft a shared 

vision that ultimately guides their organizations towards new µirection and also achieving or-

I 
ganizational success through individuals, not strategic vision (Nathan, 2004). 

( d) Reward and Recognition 

Rewards refer to all compensation and incentives (financial and non-financial) provided by 

organizations to their employee in return for their services (M ndy, 2012). Recognition refers 

to acknowledgement given by employers to their employees when they perform well (Phillips 

and Edwards, 2008). 

1.9 Organization of the Chapters 

Chapter 1 is the brief about the entire overview of the resear1h study. The overview will de­

scribe the background of the study, a brief history of the Cosmopoint Sdn. Bhd. problem state-

ment, research questions, research objective, significance as well as the scope of the study, 

definitions of key terms, and outline of the thesis. 

Chapter 2 will describe literature review of the study. Finally, ~esearch framework and hypoth­

esis development will be looked into. The literature review will be extracted from different 

sources that include: publications of journal, books, articles, and other internet sources also 

will be used as a reference for this study in general. 
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Chapter 3 encompasses on the methodology and the techniq1es of data analysis that will be 

presented to include the research design, data collection proce

1
s, sampling technique and tech­

nique of data analysis will be discussed in this chapter. 

The statistical analysis method and the findings of the collectl d data is presented in Chapter 4 

using IBM SPSS Statistic 25. 

Chapter 5 commences with the discussion of the findings on the relationship between influenc­

ing factors of employee. This chapter moved forward to the discussion of theoretical and prac-

1 

tical implications and finally the conclusion as well as the limitation of future study. 

I 
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2.1 Introduction 

CHAPTER2 

LITERATURE REVIEW 

This chapter starts with brief description and related theories r Employee Engagement. It in­

cludes several literature reviews on Employee Engagement. Although some of these journal 

studies on different topics, common themes of environmental factors were identified; such as 

the influence factor of employee communication, leadership l nd reward and recognition that 

related to employee engagement. These common themes are <elosely link to Neo-Charismatic 

Theory. Therefore, the theoretical framework adopted for thi j study is based on Neo-Charis-
1 

matic Theory. The independent variables were Employee Communication, Leadership as well 

Reward and Recognition. The dependent variable was Empt yee Engagement. In addition, 

several hypotheses were developed to test the relationship between these factors and overall 

employee engagement. 

2.2 Employee Engagement 

There are a lot of different definition of engagement can be foJ nd from the practice or research 
I 

driven literatures. Kahn (1990) has define employee engage,ent as binding the employees to 

their work roles as in engagement employee will express themselves not only through physi-

1 

cally but also through cognitive and emotionally during role performances. Rothbard (2001) 

similarly define employee engagement as an emotional presr ce like Kahn (1990), however 

Rothbard goes advance to the state where it involves two major mechanisms which is attention 

and captivation. Attention means the ability of one person sp~nd their time to reflect of think 

about their roles in the organization, while absorption or caf tivations describe as being en­

thralled in the role. 
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Bates and Gubman (2004) defined Engagement as a sensitive emotional attachment to one ' s 

work, organization, manager as well as co - workers. Accotjding to Baurnruk (2004) in his 

study said that Engagement refers to the cognitive and emotional approaches as the state in 

which individuals are emotionally and intellectually committed. Engagement occurs when em­

ployees know what to expect, have the resources to complete lheir work, participate in oppor­

tunities for growth and feedback and feel that they contribute significantly to an organization. 

When employees engaged, they are emotionally connected to others and cognitively vigilant 

to the direction of the team (Harter, Schmidt & Hayes, 2002). 

Employee engagement is the ongoing topic that being discus
1

sed by most of researchers and 

practitioners today due to the broad aspects of this topic have l ot yet been explored and there 

are various understandings on this issue (Lee & Ok, 2016; Seligman, 2011; Rothmann, 2010; 

Harter et.al, 2002) and it is associated with various positive organizational outcomes including 
I 

the aspects such as higher customer loyalty, higher productivity, and profitability, as well as 

lower rates of the turnover among staff. 

A lot of issues concerned about the aspects of employee engagement in which it has becoming 

the debate among practitioners and researchers due to their different ways of understanding 

about employee engagement. The concept of employee engal ement is all about the manage­

ment concept that determines on the involvement and enthusiasm of the employees to their jobs 

that later create a positive influence on the co-workers that would then further enhance the 

interest at the workplace. Based on the study from Scarlett Sunveys International (2016), man­

agement was perceived to have control in shaping the attitude and the emotional state of their 

employees and managing this perception which would bring about positive experiences that 

can simulate the intrinsic desire for a greater work performan e. Thus, employee engagement 
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was one of the elements that can be shaped and controlled in order for these people to stay 

longer in the organization. 

The research of this aspect of employee engagement is in fact not a new topic where many 

studies were being carried out in most countries covering various industries. According to N atti 

et al. (2011), Prabhakar (2011), Chughtai & Buckley (2011), Saks & Gruman (2011), Anaza 

and Rutherford (2012), employee engagement was basically a f rocess supported by a range of 

factors including communication, empowerment to make the qecision and supervisory support 

and only just about the tangible reward factors. Current reseanr:hers had found that there was a 

I 
positive relationship between engagement and work aspiration (Geldenhuys et al. , 2014). In 

other words, employee engagement was solely focused on the employees and it was the deter­

minant of how far the employees will be engaged, based on ~he factors mentioned above. In 

fact, employee engagement will not able to be portrayed if t4e employees identified suitable 

roles outside from the current organization they were workinJ (Tiwari & Lenka, 2015). Rob-
1 

inson et al. (2004) have the definition of employee engagement as a positive attitude held by 

the employees towards the organization and as well as its valu
1

e. 

Employee engagement is about the loyalty of the employees to stay and contribute to the or­

ganization and reflect the attitude which suits organizational nf eds. Usually, engaged employ­

ees are very aware of the business and work together with other colleagues to improve perfor­

mance within the job for the benefit of the organization. TrusJ et al. (2006) defined employee 
I 

engagement as simple as it was a concept of having the positive and fulfilling state of mind and 

work-related and also the passion for work, a psychological state which has been seen to en­

compass the three dimensions of employee engagement such as vigor, dedication, and also 

absorption as discussed by Schaufeli, Salanova, Gonzalez- oma and Bakker (2002) and it 
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meant to be physically as well as physically present when occupying and performing an organ­

izational role. Employee engagement is about how the employr s are engaging in total in order 

to contribute to the organizational performance and they feel 1nergized with the job that they 

are doing, strongly involved in their work and give a full conc~ntration as well as being happy 

with what they are doing in the organization. 

According to Loehr and Schwartz (2003), employee engagej ent or the engaged employees 

were those who were physically energized, emotionally connected, mentally focused, and also 

had a high sense of association with the purpose of the organization. In detail, these engaged 

I 
employees were having the strong link with the organization which they felt empowered and 

in control of their fate of work and they classify with the missi1n statements of the organization 

and were willing to commit the necessary emotional and personal energies essential to do ex-

tremely well in their work. 

Rutledge (2006) stated that engaged employees as being inspired by attracted to, committed to, 

and fascinated with their work while they really cared about t[ e company' s future and willing 

to spend their efforts to ensure the success of the organization. Employees who were engaged 

were the assets of the organization where they will give everytliing in terms of their knowledge, 

I 
skills, and the abilities that they have to contribute to the individual and organizational perfor-

mance. Employee engagement is the reflection of the employe . shaving that strong willing and 

interest to perform their job well and with full of passion without the thinking of leaving the 
I 

current organization they are working with. 

A lot of studies indicate that organization management's resu~t is being determined by the or­

ganization ' s employee engagement as the engagements are th one that will drive bottom line 
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results. Hewitt Associates LLC, (2005), indicates that there ts a strong connection between 

employee engagements and productivity as the higher the engj gement in the organization, the 

higher productivity, sales, and customer satisfaction and employee retention. 

Macleod (2009) said that, the employee need to know that their effort is being recognize and 

I 
they also must always feel like they are part of the family and they are valued by their organi-

zation and peers, in order for them to perform their level bes to achieve the company objec­

tives. Engaging is about creating similar veneration and resp • ct in the organization for what 

the employee is enable to do and excel, give to the right ways and methods, which serve them 

all as individual employees, as companies and organizations ~ d as customers. Hence accord­

ing to Kahn (1990), engagement must be emotionally as well as physically present when the 

employees are completing and performing their work task. 

2.3 Employee Communication 

Ryynanen, Pekkarinen and Salmininen (2012) in their study defined internal communication 

as an internal organizational process that provide and share information to create sense of com-
I 

munity and trust among employees. According to Norimah (2f1 7), it is important for the man-

agement and employees to build a culture transparency and therefore can engage employees in 

the priorities of the organization (Mishra, Boynton & Mishra, !2014). 
I 

According to Berger (2008) and (Kennan & Hazleton, 2006), communication defined as a tool 

between employees and the employers among different levels ~e.g. from top to down) and same 

level to be reliable, in order for everyone to clearly comprehend about the firm ' s goal The key 

I 
in any communication is to remain consistent, to make emp oyee communication a regular 

routine, and to honestly respond to what one hears from empll yees (Bates, 2004). 
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An important nuance of workplace communication is the communication that occurs between 
I 

supervisor and employee. Courtney (2016) in his study said that by examining the employee 

I 
communication, as well as employee satisfaction, further insight into the role of communica-

tion between immediate supervisor and employee and how I that ultimately affects an em­

ployee's decision to stay or leave an organization, can be explored. 

According to Saks (2006), employee engagement which intej al communication promotes is 

"the degree to which an individual is attentive and absorbed inJ the performance and their roles 

Gob engagement)". According to Tkalac et al. (2012), internal communication which often 

perceived as a synonym for intra-organizational communication, is quite often equated with 

employee communication. Many scholars have highlighted ti e positive influence of internal 

communication on employee engagement (Choong, 2007; w11ch and Jackson 2007) and the 

basis of successfully engaging employees in an organization (Gill, 2011). When employees 

feel their contribution matters to the organization, they will eix.press their satisfaction in term 

of increase in productivity and profitability (Gallup, 2012) an provide excellence services to 

customers as well as stakeholders. 

According to Saks (2006), employee engagement which inteT al communication promotes is 

"the degree to which an individual is attentive and absorbed in the performance and their roles 

Gob engagement)". Tkalac et al. (2012) in his study stated thaf, internal communication, often 

regarded as a synonym for intra-organizational communication, is somewhat similar to em­

ployee communication. Many scholars have emphasized the J ositive impact of internal com­

munication on employee engagement (Choong et.al, 2007) aj d the basis for successfully en-
I 

gaging employees in organizations (Gill, 2011). When employees feel they are contributing to 
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the organization, they will express their concern in terms of productivity and profitability (Gal­

lup, 2012) and provide mobile services to customers and stake olders. 

Georgiades (2015) and Jeve, Oppenheimer & Konje (2015) st d the ability of management to 

communicate effectively creates a basis for employee enga1ement. Jaupi and Llaci (2015) 

stated that that lack of or poor communication is one of the mcost common problems within an 

organization. The proper relationship among workers and lea+ rs requires consistent and hon­

est communication (Basbous & Malkawi, 2017). Jaupi and Llaci (2015) further stated that the 

frontline and upper management of the organizations who communicate effectively, strongly 

impact employee engagement. Georgiades (2015) determined hat the fundamental idea of in­

ternal communication is to improve productivity by changing the performance of all employ­

ees, including managers. Albrecht et al. (2015) examined the effect a manager's feedback, and 

support has on engagement and communication. The continuot s communication and exchange 

of ideas between employees and leadership enhance employee engagement with an organiza-

tion. 

2.4 Leadership 

Drucker (1996) has summarized the ideas when he proclai~ed that the only definition of a 

leader is someone that has followers . Northonhouse (2004) in the study defined Leadership as 

the ability of an individual to lead a group of people to achieve a specific goal in which an 

effective leader may be the one who can influence his follo j ers to achieve the organization 

goals. For instance, Dubrin (2001) has defined the leadership a[ the relatively consistent pattern 

of behaviour that characterized a leader. 
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Adair (2002) defined leadership as the process where an executive guide, influence and direct 

the work and behaviour of others towards accomplishment qf precise objectives in a given 

situation. He further emphasized that the aptitude of the manager to persuade the subordinates 

to work with confidence and zeal is regarded as leadership. 

Furthermore, Daniel (2002) defined leadership as the ability to persuade a group towards real­

izing of goals. Leaders are required to build up future visionJ and to inspire members of the 
I 

organization to want to accomplish the vision and to enhancr performance. Leadership was 

found to be one of the main fundamental factors that improves employee engagement. 

I 
Walumbwa et, al. (2008) said that effectual leadership is a mulf dimensional higher-order con-

struct, encompassing balanced processing of information, self-awareness, internalized moral 

I 
standards and relational transparency. 

There has been dramatic growth in research interest over the p, st decade on leadership (Robbin 

& Judge, 2009) in which leadership behaviours have been described in various ways (Lee & 

Chang, 2006; Zhang, 2010). Volckmann (2012), in the study r~cognizes the importance of the 

leader in which it can be visualized as an equilateral triangle l here there are three sides; the 

leader, the followers as well as the context. Bass (1990) in his study stated that the context is 

an equally important component of the leadership process andl treated the followers are as im­

portant as the leaders. He further mentioned that leadership is an interaction between two or 

more members of a group that involve structuring of the situJtions, perceptions and expecta­

tions of members. It occurs when one of the group members 1 odifies the motivation and com­

petencies of others in a group. 
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A study by Swathi (2013) showed that most of the times employees leave managers not the 

organizations as result of having problem with the leaders. Thi1 situation shows the importance 

of leader 's role when it comes to the issue of engaging employees (Makeera, 2018). 
I 

Zahid and Ozyapar (201 7) identified that the attitude and acti~ns of the leaders, both in senior 

and at immediate supervisor levels, can enhance employee ehgagement or cause disengage­

ment. In broader perceptions, ' the ability of senior leadershi1 in leading the company in the 

right direction and openly communicate the state of the orga ization' to more interpersonal 

factors by treating the employees with respect, recognize success help to support potential in­

creases of employee engagement in the organization. 

Wallace and Trinka (2009) identified that the responsibility of communicating that the em­

ployee 's effort plays a key role in the overall success of an o1ganization solemnly lies on the 

leadership. When employees work is considered important and meaningful, it leads evidently 

to their interest and engagement. Supportive and authentic lr dership is theorized to impact 

engagement of employees in the sense of increasing their involvement, satisfaction, and enthu-
1 

siasm for work (Schneider et al. , 2009). Based on the study, it shows that when leaders are 

inspiring, engagement occurs naturally 

Despite this, "leadership" seems to be one of the biggest factors affecting organizational per­

formance (Nasoombom, 2014). Committed Leaders may therlfore be the key to the develop-

J 

ment of an environment that promotes organizational effectiv(fness (Cascio et al. , 2010). Kieu 

(2010) found a strong correlation between transformation and transactional leadership to 
I 

growth and profitability over the years. Munley (2006) found that levels of agreement and 

leadership commitment are important throughout the organizal ion. 
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A study on the effectiveness and organizational performance f Y Maria (2012) concludes that 

the leadership style does affect the employee performance si, ce it cannot be achieved in the 

absence of leadership that could adapt to changes and challenges of the environment. This was 

further supported by Iqbal, Anwar and Haider (2015) where different leadership style does 

affects the employee's performance. The study found that pa1 icipative style of leadership has 

greater effect compared to autocratic and democratic style. Pat cipative styles make employee 

feel more empowered and increase confidence in delivering their tasks and decision making. 

2.5 Reward and Recognition 

Rewards refer to the all compensations and incentives which is both for financial and non­

financial that provided by organizations to their employees in return for their contribution 

(Mondy, 2012). Rewards serve to motivate employees to per£ rm well in order to achieve or­

ganizational goals (Zakaria, et. al, 2012). Hence rewards can ll>e categorized into intrinsic and 

I 
extrinsic rewards. Intrinsic rewards refer to satisfaction that employee gets from the job itself 

I 

while extrinsic rewards are rewards that employee gets from the employer such as praise, 
I 

money or promotion (Pitts, 1995). In other hand, recognition nifers to acknowledgement given 
I 

by employers to their employees when the perform well on their contributions (Philips & Ed-

wards, 2008) 

The company should have a proper pay system so that employpes are motivated to work in the 

organization. To increase their level of engagement, employees need certain benefits and com­

pensation. According to Wayne et al. (1997), employees may consider promotion to higher 
I 

positions that associated with increasing in salary, to recognizf employee achievement. In ad-

dition, Vaziarani (2007) urge that organizations need to have a proper pay system in order for 

employees to be motivated to work within the organization. 
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In order to boost the engagement levels of the employee, orgaJ zation should be able to provide 

I 
with certain benefits and compensation. Competitive package within a Company is important. 

Having said that, in any organization, it is essential to mainT in the internal equity between 

employees. 

Compensation or remuneration is an indispensable attribute to employee engagement that mo­

tivates an employee to achieve more and hence focus more on work and personal development. 

It involves both financial and non-financial rewards. Attrac ive compensation comprises a 

combination of pay, bonuses, other financial rewards as well as non-financial rewards like extra 

holiday and voucher schemes. (Anitha, 2014) 

According to the individual-organization exchange theme, indi.viduals join organizations with 

specific set of skills, desire and goals, and expect in return a dedent working environment where 

they can use their skills, satisfy desires, and achieve their goals (Mottaz, 1988). Thus, reward 

play and important role in building and sustaining the commitment among employees to ensure 

a high standard of performance and workforce constancy (Wang, 2004). Typically, organiza­

tions have increased the substantial improvement by entirely fµlfilling with the organizational 

strategy by a well-balanced reward and recognition programs for their employee. 
I 

Reward that includes all monetary incentives, benefits that J pplement employee ' s monthly 
I 

salary are no longer viewed as the only tool to motivate empl6yees. Industry experts are now 
I 

focusing on recognition in addition to the reward system to retai.n the performers and best talent 

I 
within the organization. 
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According to Scott (2010), the total rewards structure, program and policies is indeed will in­

fluence employee engagement. He further stated that the organization must encourage manager 

I 
to improve their employee ' s engagement by making it a performance criteria and rewarding 

engagement through incentive programs in order to foster emr oyee engagement and motiva­

tion. 

Effective implementation of reward and recognition program l ithin an organization creates a 

favourable work environment and creates favourable work thj1 could motivate the employee 

to increase their engagement which ultimately improves the organization's performance. These 

findings were supported by Lawler (2003) where he argued thJt organization's wealth and sur­

vivability are determined by the way employees are treated and reward and recognition pro­

gram could boost employee ' s morale, motivate them and get them engaged. According to 

Stajkovic (2001) and Luthans (2003). Reward and recognition are said to have positive rela-
1 

tionship with employee's task performance and engagement. 

Blume, Board and Kawamura (2007) conclude that real incenti1es is effective in improving the 

employee quality and encourage them to think in a smarter way. This will support both quality 

and quantity of outcome in achieving the goal of the organizattions. 
I 

2.6 Underlying/Underpinning Theory 

There are many theories that related in defining employee codununication, leadership and re-
l 

ward and recognition association with employee engagement. However, this study adopted 

from Neo-Charismatic Theory (1978). In this study, Neo-Chat smatic Theory provides oppor­

tunity in explaining the relationship between employee communication, leadership and em­

ployee engagement of the non-academic staff of Cosmopoint : dn. Bhd. 
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2.6.1 Neo-Charismatic Theory 

The neo-charismatic approach essentially addresses the process of change and consequently 

the transformation of followers. This process contains charismatic and insightful aspects that 
. I 

are best understood as being based on the characteristics and 1attems that will come from the 

leading. This theory focus is leader as communicator in whio it comprises of symbolic and 

emotionally appealing behaviours of leader. The charismatic 11aders can be powerful agents of 

social change due to their unique relationship with followers. 

The theory of power and influence still appeals to researchers in describing leaders better than 

the power perspective. They can be categorized in two ways: fl llowers' influence (social power 

theory) and mutual influence between leaders and followers (social exchange theory). The traits 

theory explains the quality and personality ofleaders which bl long to Weber's original charis­

matic theory. Thus, this study adopted N ea-Charismatic theory in developing the research 

framework and explaining the relationship of all variables. 

2. 7 Research Framework 

Based on the literature review, the studied variables encompass Employee Communication, 

Leadership, Reward and Recognition and Employee Engage4 ent. The research framework in 

this study is presented in figure 2.1. 

In principle, this research framework is underlying by Neo-Charismatic Theory (Weber, 1978). 
I 

Consequently, the research framework of the study is summarized in Figure. 2.1 which shows 
I 

the relationship between independent variables ( employee communication, leadership, reward 

and recognition) and the dependent variable ( employee engag ment). 
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Independent Variables Di pendent Variables 

Employee Communication 

I 

I 
Leadership Employee Engagement 

~ 

I 

Reward and Recognition 

Figure 2.1 Research Framewo k 

2.8 Hypotheses Development 

The study contained three variables which are: employee enr gement (dependent variable), 

conceptualized as one-dimensional, while ( employee communication, leadership and reward 

and recognition) as independent variables. Thus, in this resear1h, three hypotheses were devel­

oped, tested and validated based on the conceptual framework which was adapted from the 
I 

previous research. 

2.8.1 Employee Communication and Employee Engageient 

Communication has a very strong impact in organizational behaviour. Ongori (2007) indicated 
I 

that organization with strong communication systems enjoy hi~h effectiveness in work because 

employees need an information sharing and need to commun~cate with their peers and super­

visor. Employees sometimes want to express some ideas or as some misunderstanding regard­

ing the job. Communication and information sharing is a kr to the organizational goal of 

delivering better, more efficiency that are coordinated around the needs of individual. The or­

ganization has its own agendas, goals and targets, and these · ust be well understood by the 
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employees. For that, effective communication is the only way to convey the messages to the 

employees. 

Employees also have the right to know what is happening in the company, what are the expec­

tations, goals and aspirations as well as the company' s evaluaf on of their works. Similarly, the 

organization needs to know what their employees are expecting and experiencing in their jobs. 

Information such as the working condition of the workers, dislatisfactions over company pol-

l 
icies or facilities should be obtained by having an effective co unication with the employees. 

There are many past studies were conducted between employee engagement and employee 

communication, Abu Khalifah and Mat Som (2013) found tha1 communication is an important 

tool for the employee to be engaged with the company. Employee will become more motivated 

I 
and engaged when they are well informed on what the company expected from them with clear 

set of goals. Subsequently, employee will be more confident with their actions. In addition, 

positive communication with the employees could improve 1f eir performance and avoid the 

problem of employment. (Abdelhak, 2016; Bakker & Demerouti, 2007). In the study conducted 

by Hersey and Blanchard (1993), the authors identified four k ajor indicative of an effective 

communication which are: empathy, openness, support as wey as social skills. In most of the 

organizations today, due to the changing needs by the employee, the environment should stim­

ulate and satisfy more than just to fulfil the physiological an[ safety needs (Abdelhak, 2016; 

Hersey & Blanchard, 1993) 

This is vital for the organization to do what 's needed in ensuribg the happiness of the employ­

ees, which in turn will translate into their engagement. According to Berger and Luckmann 
I 

(1997), information sharing includes providing information, I onforming the information has 
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been received and conforming that the information is jointly ~nderstood. Communication and 

information sharing is an important component of informatiol behaviour. It is an essential ac­

tivity in all collaborative work and helps to bind groups togr her as well as workers able to 

gain some important inputs and sharing a skill with other workers and in the same time they 

will enjoy their work and engage in work. Therefore, the stud hypotheses are as following: 

Hl: Employee Communication has effect on employee engagement. 

2.8.2 Leadership and Employee Engagement 

A study by Raja (2012), Padma et.al (2012) and Makeera (2018) found that there are signifi­

cant relationship between leadership and employee engagement. They noticed that employees 

understanding and interpretation of leadership in the universit!y such as; ideas, influence, mo­

tivation, inspiration and stimulation have a significant effect ob their engagement. 

This was further supported by Zahid and Ozyapar (2017) in their study that effective leadership 

will leads to high employee engagement. The highly efficien leader supports the employees 

and causes in high Employee Engagement. Thus the company that aim to achieve competitive 

advantages, they should identify the root of that causes the em~loyee engagement and effective 

leaders are paving the road for this. Therefore, the study hypotheses are as following: 
I 

H2: Leadership has effect on employee engagement. 

2.8.3 Reward and Recognition and Employee Engagement 
I 

A study by Saks and Rotman (2006) revealed that recognition and rewards are significant an-

tecedents of employee engagement. They noticed that when employees receive rewards and 

recognition from their organisation, they will feel obliged to rnspond with higher levels of en-

gagement. Kahn (1990) observes that employee's level of e gagement is a function of their 
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perceptions of the benefits they receive. Therefore, irrespective of the quantity or type of re­

ward, it is the employee ' s perception of the same that determr es his/her content and thereby 

one' s engagement in the job. It becomes essential for management to present acceptable stand­

ards of remuneration and recognition for their employees, if t1iey wish to achieve a high level 
I . 

of engagement. 

A study by Saks and Rotman (2006) revealed that recognitio1 and appreciation are important 

precursors in employee engagement. They recognize that when employees receive rewards and 
I 

recognition from their organization, they will feel responsible for responding to a higher level 

of engagement. Kahn (1990) observed that the level of employee engagement is a function of 

their perception of the benefits they receive. Therefore, regmidless of the quantity or type of 

reward, it is the same employee perception that determines tJ e content and thus the involve-

I 
ment of a person in the job. It is important for management tr set standards of remuneration 

and recognition for their employees, if they wish to achieve a high level of engagement. 

According to the study by Abdullah (2016) and Pinar (2011 ), dmployee will work harder when 
I 

their effort been recognized. When the employees get recogrµzed and appreciated, they will 
I 

strive for their best to prove on their skill, talents and abilities that they possessed. By recog­

nizing the employees can be part of communication that strengths the reward and outcome for 

I 
the business. Relate to that, leaders should have developed rel ard and recognition system that 

powerful for both employees and organization in order to b(i)ost up their engagement level. 
I 

(Hsiu-Fen, 2007). Therefore, the study hypotheses are as following 

H3: Reward and Recognition has effect on employee commr nication. 
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3.1 Introduction 

CHAPTER3 

RESEARCH METHODOLOI Y 

This chapter presents the overall research designed employed in the study, covering both meth-

J 

odological as well as practical considerations in obtaining, analysing and critically assessing 

the empirical data. In addition, the purpose of this chapter is J provide a detailed overview of 

I 
the methodological selected in order to answer the research question, and to justify this selec-

tion. This chapter outlines the following sections: researc! framework, research design, 

sources of data, unit of analysis, population frame, sampling echnique, measurement of vari­

ables/instrumentation, collection and administration of data and data analysis technique. Criti­

cal evaluation of the research methods in terms of reliability t d generalizability is also a part 

of the chapter. 

3.2 Research Design 

A research design is a blueprint for the collection, measuremerh, and analysis of data, based on 
. I 

the research questions of the study. According to Zikmund et. al (2010), research design details 
I 

the procedures and methods that are used by researcher in 9rder to collect and analyze the 

required information. Research design is also a structure that help researcher to plan the move­

ments of the research project and assist in the problem solving. 
I 

In addition, Malhotra (1999) described a research design as a ramework or blue print for con­

ducting the research. It specifies the details or the procedure! necessary for obtaining the in­

formation needed to structure and to solve the research problem. 
I 
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This study has employed quantitative approach to test the hypotheses in order to examine the 

significant relationship among variables as shown in the reseafch framework (Figure 2.1). The 

study was conducted systematically to find the answer for research questions. Questionnaire 

were distributed in order to collect the data. The collected data from the distribution of ques­

tionnaires are then analyzed by the researcher and the results Jre then generalized to the entire 
I 

population. 

The questionnaire is chosen as primary instrument for collecti!ng data for this study because it 

is reliable and quick method to obtain information from the targeted respondents in an efficient 

and timely manner. The standardized questionnaire that distri~uted to all targeted respondents 

will ease the researcher in collecting and analysing the data. It is also convenient for the re­

spondents in giving their feedback since they are required to <\nswer the straightforward ques­

tions. 

The main objective of this study is to identify the relationship of all the three of drivers of 
I 

independent variables with the dependent variable of emploh e engagement in Cosmopoint 
I 

Sdn. Bhd. This is a correlational research according to its nature that includes independent 
I 

variables, for example, employee communication, leadership and rewards and recognition. The 

independent variables might combine towards the employee engagement in Cosmopoint Sdn. 

Bhd. 

3.3 Population 

Population refers to entire group of people, events or things 1f interest that are being investi­

gated (Sekaran & Bougie, 2013). The target population in this study is all 253 staffs of Cos­

mopoint Sdn Bhd. This is to measure the influence of employee engagement, leadership and 
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reward and recognition towards employee employee engager ent. Table 3.0 shows the total 

number of employees in Cosmpoint Sdn. Bhd. throughout Malaysia. 

Table 3.0 
Number of Employees 

Centre Number of E'fployees 

Kedah 16 

Pulau Pinang 20 

Perak 19 

Kuala Lumpur 45 

N egeri Sembilan 17 

Melaka 16 

Johar 20 I 
Pahang 19 

Terengganu 20 

Kelantan 19 

Sabah 23 

Sarawak 19 

Total Employees 253 

I 
3.4 Sample Size 

In any research study, it is impossible to gather data from the T tal population due to limitation 

of time, costs and other human resource factors (Sekaran & Br ugie, 2013). The sampling size 

that will be used for this study is based on Krejcie and Morgfn (1970) . Table 1 shows that if 

the population size is 253, the sampling size was 152. For the purpose of this study a sample 

of 152 respondents were drawn from the population of253 sta!ffs working in Cosmopoint Sdn. 

Bhd. 

3.5 The Sampling Technique 

The research process for selecting appropriate members of the population for the study is con­

sidered as sampling (Sekaran & Bougie, 2013). The present research prefers to adopt the prob­

ability sampling design. Furthermore, the probability samplinJ is preferred rather than the non-
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probability sampling for each of the elements in the population. A conclusion can be drawn 

from the population based on the characteristics of the sample chosen which can be generalized. 

I 
It is believed that if the sample is carefully obtained, it is then possible to generalize the out-

I 

come to the entire population in quantitative research as proposed by (Amin, 2005). 

This study employs stratified random sampling where the l opulation were divided into a 

smaller sub-groups known as strata. A stratified random sampling involves dividing the entire 

population into homogeneous groups called strata (plural for stratum). Stratified random sam­

pling is also called proportional random sampling or quota r dom sampling in which ensures 

that each subgroup of a given population is adequately repre~ented within the whole sample 

population of a research study. The researcher employs the siratified sampling techniques in 

which the employees from each centre (stratum) were randoL ly selected according to their 
I 

staff identification number. The respondents from job category non-executive, executive, lec-

turer, assistant manager, manager and directors were chosen tq answer this questionnaire. 

3.6 Data Collection Procedures 

After determining the population and sampling size of the 1espondent, data was collected 

mainly from primary source. Structured questionnaire was ured for primary data collection 

from the selected employees at Cosmopoint Sdn. Bhd. Approval for data collection was ob­

tained from the top management after a short discussion hig, lighting the contribution of the 

study to the Company. Email were sent out to the respective head of department and Centre 

manager explaining the purpose of the research. The Centre Manager then distribute the ques-
1 

tionnaire to their staffs. 
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Total of 263 set of questionnaires were prepared and distributed to the selected respondents in 

Cosmopoint Sdn. Bhd. The process of distribution started frdm 28 September 2019 until the 

end of collection period which was on 18 October 2019. Rl pondents were given approxi­

mately two (2) weeks ' time to complete the questionnaires and reverted back to the researcher. 

Questionnaire distributed among respondents through hard coP,y. The questionnaire allows the 

response from the respondents in a standard way, unbiased a~proach and objective oriented. 

I 
The use of questionnaire was also a simple and effective research tool besides enable the in-

formation to be presented in a numeric way (Zikmund et al. , 2013). Some of the advantages 
I 

of using questionnaires were cost-effective, can be completed easily and faster. 

For this research, respondents need to answer the question about personal attitudes and beliefs. 

Therefore, by using questionnaire, they can express their pert eption and feeling freely com­

pared to using interview method. However, distribution of questionnaire has also several lim­

itations such as lackadaisical attitude of respondents, non-attei dance and lack of cooperation. 

3.7 Unit of Analysis 

The unit analysis of this study is individual staffs of Cosmopoint Sdn Bhd. Past studies demon­

strate proof of the utilization of the individual unit of invest,gation (Krallis & Souto, 2014; 

Shahzad, 2014; Ahmad et al., 2015). 

3.8 Research Instruments 

Questionnaire is the main tool used to collect data from respondents. The type and design 

of questionnaire was use base on the needs of the studies that , ad been carried out. In this 

study, the questionnaire consists of three sections that are: 
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Section A: Demographic variables. 

Section B: Employee engagement. 

Section C: Employee communication 

Section D: Leadership 

Section E: Rewards and recognitions 

For the purpose of this study three independent variables (employee communication, leader­

ship, and reward and recognition) and a dependent variable (jmployee engagement) were ex­

amined. The questionnaires were adopted from Utrecht Work Engagement Scale (UWES) by 

Baker, Salanova and Schaufeli (2006). A six-point Likert ser e ranging from 1. = "strongly 

disagree", 2. = "disagree", 3. = "slightly disagree", 4. = "slightly agree", 5. = "agree" and 6. 
I 

"strongly agree" was employed in this study to measure all tf e variables. Table 3 .1 presents 

the summary of study variables. 

Table 3.1 
Summary of Variables and Measurement of Instruments 

Variables No. of Item 

Employee Engagement 

Employee Communication 6 

Leadership 10 

Reward and Recognition 6 

Total Number ofltems 32 
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Source 

Adapted from Utrecht Work Engage­
me~t Scale (UWES) by Baker, Sa­
lanova and Schaufeli (2006) 

Adapted from Downs and Hazen (1997) 

Adapted from Bass and Avolio (1990) 

I 
Adapted from Utrecht Work Engage­
me~t Scale (UWES) by Baker, Salanova 
and Schaufeli (2006) 



3.9 Pre-Test and Pilot Test 

It is important to conduct pre-test and pilot test to the questionnaires that will be distributed to 

I 
the respondents in ensuring the successfulness of the research. At this step, the researcher will 

carry out the pre-test of the questionnaire before pilot test. The first pre-test will be carried out 

by using ten (10) non-target audiences, includes proofread by lhe expert, fill it and finally drop 

a comment for improvement. These respondents composed o, those familiar with the topic of 

this study. Once the improvements been made, the researcher l ill send out a set of preliminary 

questionnaires to a small sample consisting of 30 respondent before the data collection will 

be done for the rest numbers of samples. 

3.10 Measurement of Variables 

3.10.1 Employee Engagement 

Employee engagement is the extent to which employees are motivated to contribute to organi­

zational competitive advantage and willing to demonstrate commitment, loyalty and expression 
I 

beyond the basic requirements to accomplish tasks and organizational goals (Jack, 2010). 

I 

Employee engagement construct was operationalized as one-dimensional. A scale developed 

by Utrecht Work Engagement Scale (UWES) by Baker, Salanova and Schaufeli (2006) con-

sisting of 10 items was used to measure employee engagement. The details of the items are 

shown in Table 3.2. 

Table 3.2 
Items of Employee Engagement 

Code 

EPE 1 

EPE2 

EPE3 

Items 

Time passes quickly when I perform my job. 

I often think about other things when performing my job . 

I am rarely distracted when performing my job. 

EPE 4 My own feelings are affected by how well I perform my job. 
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Source 

Utrecht Work Engagement 
Scale (UWES) 

by Baker, Salanova and 
Schaufeli (2006) 



EPES 

EPE6 

EPE7 

EPES 

EPE9 

EPE 10 

I really put my heart into my job. 

I get excited when I perform well in my job. 

I stay until the job is done. 

I exert a lot energy performing my job. 

I avoid working overtime whenever possible. 

I avoid working too hard. 

3.10.2 Employee Communication 

Employee Communication is operationally defining as tool to l eliver information between em­

ployees and employers among from different level ( e.g: from top to down) and same level ( e.g 

from base to up) to be reliable, so that everyone can clearly col prehend about the firm's goals, 

following steps and growth (Berger, 2008: Kennan & Hazlet1n, 2006). Employee Communi­

cation construct was operationalized as one-dimensional. A scale developed by Downs and 

I 
Hazen (1997) consisting of 6 items was used to measure empl@yee engagement. The details of 

I 
the items are shown in Table 3.3. 

Table 3.3 
Items of Employee Communication 

Code 

EPC 1 

EPC2 

EPC3 

EPC4 

EPC5 

EPC6 

Items 

Communication in my company is usually open and ft rthright. 

My supervisor does a good job of communicating information 
to all. 

I am kept well informed about what the company is d9ing. 

I am able to speak up and challenge the way things are done in 
the company. I 
Management encourages employee suggestions. 

I often get news often from grapevine 
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Downs and Hazen 
(1997) 



3.10.3 Leadership 

Leadership is operationally defined as the particular act in wJ ich a leader engages during the 

I 
course of directing and coordinating the work of his group members (Fiedler, 1967). Leader-

ship construct was operationalized as one-dimensional. A scale developed by Bass and Avolio 

(1990) in Northouse (2004) consisting of 10 items was used to easure employee engagement. 

The details of the items are shown in Table 3.4. 

Table 3.4 
Items of Leadership 

Code 

LED 1 

LED2 

LED3 

LED4 

LED5 

LED6 

LED7 

LEDS 

LED9 

LED 10 

Items 

My leader treats each subordinate as an individual with different needs, 
abilities and aspirations. 

My leader talks about the importance mutual trust among 1 embers. 

My leader talk with conviction about his/her value and ider s 

My leader make personal sacrifices and goes beyond self-interest for the 
benefit of organization 

My leader provides me with assistance in exchange of my c:ffort 

My leader express satisfaction when I meet expectation 

My leader spend time on teaching and coaching 

My leader express confidence that goals will be achieved 

My leaders heightens my desire to succeed 

My leader increase my willingness to try harder 

3.10.4 Reward and Recognition 

Source 

Bass and Avolio 
(1990) in Northouse 
(2004) 

Reward and recognition is operationally defined as desirable 1r positively valued outcomes or 

returns to a person that are provided by himself (intrinsic) or by others (extrinsic). (Porters & 
I 

Lawlers, 1968). Reward and Recognition construct was operationalized as one-dimensional. A 

scale developed by Utrecht Work Engagement Scale (UWES) by Baker, Salanova and Schau­

feli (2006) consisting of 6 items was used to measure employer engagement. The details of the 

items are shown in Table 3.5. 
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Table 3.5 
Items of Reward and Recognition 

Code Items 

RNR 1 

RNR2 

RNR3 

RNR4 

RNR5 

RNR6 

3.11 

My success is recognized by my supervisor. 

An outstanding performer will be recognized and rewarded by 
the company. 

I did received recognition or praise for doing good work. 

Job promotion in my company is fair and objective. 

I feel that I am fairly paid for the work that I do. I 

A good employee benefits plan is the reason employees 1tay in 
my company. 

Method of Data Analysis 

Source 

Utrecht Work Engage­

ment Scale (UWES) 

by Baker, Salanova and 

Schaufeli (2006) 

The collected data in this study will be statistically analyzed y using the statistical package 

for social sciences (SPSS) to decide whether the developed i ~otheses are supported or not. 

Prior to the main data analysis, data preparation and screening such as coding, data editing, 

omission, reliability and transformation will be done to ensure[ that the collected data are qual­

ified to be used for the main data analysis. The specific statistical techniques that will be em­

ployed in this study are discussed below. 

3.11.1 Reliability analysis 

Reliability test function is to analyze the reliability of the items in variables. The test used 

Cronbach alpha coefficients computation to determine the iteVJs ' reliability. In general, those 

with Cronbach value of 0.5 and above are considered as reliabt However, in this research, the 

value is set to 0. 77 to get higher reliability, as the number of the samples is not large enough. 

The result of reliability analysis was discussed in Chapter 4. 
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3.11.2 Normality Analysis 

Normality tests was used to determine if data set is well mof elled by a normal distribution. 

More precisely, the tests are a form of model selection and 1an be interpreted several ways 

depending on one ' s interpretation of probability. In descriptive statistics term, one measures a 

goodness of fit of a normal model to the data and if the fir is poor then the data are not well 

modelled in that respect by a normal distribution, without making a judgement on any under-

I 
lying variables. 

3.11.3 Descriptive Analysis 

Descriptive analysis used to describe demographic background of respondent profile. This 

analysis has been used to find out mean and standard deviatiol of each research statement. 

I 
Zikmund (2013) stated that descriptive analysis refers to the process of converting the raw 

data into a form that easy to interpret and understand. 

3.11.4 Pearson Product-Moment Correlation 

Pearson product-moment correlation was used to examine th1 linear correlation between two 

variables (the independent and dependent variable). This studr employed correlation analysis 

to determine the bivariate relationship between the employee communication, leadership and 

reward and recognition and employee engagement. 

3.11.5 Regression Analysis 

Regression analysis were used in this study in order to answer research questions on the rela­

tionship of variables which are employee communication, lear ership, reward and recognition 

and employee engagement. This analysis can be used to identify the variance in the dependent 

variables will be explained when several independent variable are theorized to simultaneously 
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influence (Mansor, 2013). The purpose ofregression analysis i value of independent variables 

needed to predict single independent variable (Hair, 2004) 

3.12 Summary of the Chapter 

The methodological approach ofthis research was presented in this section. Specifically, quan­

titative research approach was employed in this study. PrimaJ data will be collected from the 

staffs of Cosmopoint Sdn. Bhd. Also, the sampling procedure and techniques, data collection 

method and analysis employed in this study were also present , d in this chapter. 
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4.1 Introduction 

CHAPTER FOUR 

RESULT OF ANALYSIS 

This chapter entails analysis of data which collected by respondents. This study determines the 

relationship between employee communication, leadership a~d reward and recognition (inde­

pendent variable) and employee engagement (dependent vari, ble). The objective ofthis study 

is elaborated by emphasis on research questions which have discussed earlier in chapter one. 

I 
Additionally, for the verification of objectives, this study has considered the hypotheses in 

chapter two. 

Moreover, this study used the Pearson correlation method flr investigating the relationship 

I 
between dependent variable and independent variable. Similarl y, to determine the most signif-

icant independent variable which shows high effect on the deP,endent variable, this study used 

regression analysis. Furthermore, this chapter elucidates the in . trument reliability by Cronbach 

Alpha. After that, this study conducted the descriptive analysts for the respondent profile de­

scription. 

4.2 Response Rate 

A total of 263 of questionnaires was administered to staffs of tr Cosmopoint Sdn. Bhd. in this 

study. The researcher manages to get 100 returned questionnl ires, out of 263 questionnaires 

that were distributed to the target respondents. Hence, 100 questionnaires were used for further 
I 

analysis. This accounted for 38% valid response rate. As suggested by Sekaran and Bougie 
I 

(2013) for a sufficient response rate for surveys, 30 % would be deemed enough. 
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Table 4.1 
Response Rate of the Questionnaires 

No. Distributed Questionnaires 

Returned questionnaires 

Unreturned Questionnaires 

Valid Response Rate 

4.3 Data Screening and Preliminary Analysis 

Frrquency/Rate 

1 263 

100 

163 

38% 

Initial data screening is essential in any multivariate analysis because it assists the researcher 

to identify any possible violations of the key assumptions, comcerning the application of mul-

l 
tivariate techniques of data analysis. In addition, preliminaT data screening assists the re-

searcher to better understand the data collected for further analysis (Hair et al. , (2007). The 

I 
entire 100 returned questionnaires were coded and entered into the SPSS before conducting the 

initial data screening. After data coding and entry, preliminary data analyses were performed 

such as (1) missing value analysis, (2) assessment of outliers, (3) normality test, and (4) multi­

collinearity test (Hair et. al., 2010; Tabachnick & Fidell, 2007). 

4.4 Data Screening and Editing 

In conducting any multivariate analysis, data cleaning and scneening are vital. Because of the 

fact that the quality and the meaningful outcome of the analysi

1 
mostly depend more or less on 

the initial data cleaning, the missing data and outliers were checked and treated accordingly. 
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N 

4.4.1 Missing Data 

The data composed were entered in Statistical Package of Sol ial Science (SPSS) software to 

check whether there are missing data the first descriptive statistics were run and none of the 
I 

data were missed. 

4.4.2 Normality Test 

One of the difficulties face as regards to inferential statistics is the normality of how the data 

collected distributed. In order to examine the normality of the data collected, the study will 

I 
have employed the assessment of the skewness and kurtosis. As suggested by Hair et al., (2010) 

I 
the acceptable threshold for skewness and kurtosis is below ±3 for skewness and below ±8 for 

kurtosis. The result presented in Table 4.3 reveal that, the valL s of skewness and kurtosis for 

the variables are below the threshold. As such, this result showl the data collected for this study 
I 

is normally distributed. In addition, the histogram with norm lity plot presented in Figure 4.2 

depicts that the data collected in this study is neither negatively nor positively skewed. Rather, 

the data converged at the centre which explained why the no+ ality plot is bell-shaped. 

Table 4.3 
Results of Normality 

Employee Commu- Leadership Reward and Recog- Employee En-
nication I nition gagement 

I 
Valid 100 100 

I 
100 100 

Missing 0 0 0 0 

Skewness -.700 .566 -.303 .147 

Std. error of Skewness .241 .241 .241 .241 

Kurtosis .922 5.128 -.390 1.676 

Std. error of Kurtosis .478 .478 .478 .478 
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The skewness and kurtosis value can be positive or negative, or even undefined according to 

Tabachnick & Fidell (2007). Positive skewness is whenever tJ e right tail is excessively longer 
I 

with numerous cases piling up to the left. Negative skewness is contrary to the positive skew-

ness. Pallant (2007), describes kurtosis can be regarded as positive if data distribution is 

peaked. While negative kurtosis is when the data distribution is flat. Regardless, data distribu­

tion is completely normal if value of skewness and kurtosis is zero (Razali & Wah, 2011) 

Figure 4.3 
Normality Curves 
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4.4.4 Linearity 

Histogram 

EmployeeEngagement 

Mean = 4.43 
std. Dev. = .542 
N= 100 

The linearity assumption is confirmed on normal probability r ot of the regression- standard­

ized residual, according to the suggestion of previous studies. The result of linearity for both 

dependent variable; employee engagement and independent variable; Employee Communica-
1 

tion, Leadership, and reward and recognition show that all the points ' line in a reasonably 

straight diagonal way. Therefore, it indicates that, the assumptions of linearity are met and 

there are no major deviations in the dataset as shown in FigurJ 4.4. 

I 
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Figure 4.4 

Linearity Graph 
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4.4.5 Homoscedasticity 
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Homoscedasticity test is conducted by using scatter plot (Hair et al. , 201 0; Pallant, 2013). Scat-

I 
ter plot diagrams of standardised residuals is used to test the r omoscedasticity for both inde-

pendent variable and dependent variable. In this study the as1umption of homoscedasticity is 

therefore met as shown below in figure 4.5 
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Figure 4.5 
Homoscedasticity graph 
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4.4.6 Reliability Analysis 
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Scatterplot I 

Dependent Variable: EmployeeEngamement 
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Regression Standardized Predicl ed Value 

Reliability refers to the extent to which a scale produces consistent results, if the measurements 

are repeated a number of times. Reliability analysis is determined by obtaining the proportion 

of systematic variation in a scale, which can be done by deteL ining the association between 

the scores obtained from different administrations of the scaltj:. The table 4.6 below indicated 

that the Cronbach alpha were calculated which served as the instrument used in an attempt to 

find out internal reliability. The Cronbach alpha for the depeAdent and independent variables 

( employee engagement, employee communication, leadershib and reward and recognition) 
I 

scale were .670, .670, .652, .817 respectively. The table below shows the result which indicated 
I 

the range of Cronbach alpha which are between .604 and .81 7. According to Robinson et al. , 

(1991) he recommend 0.60 to be the minimum accepted val~e, hence the Cronbach alpha of 
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the variables in this study are reliable. Furthermore, accordil g to Hair et al., (2014) he sug­

gested that items that are below the loading of .40 should be dleleted. 

Table 4.6 
Reliability coefficients for the study variables 

Variable 

Employee Communication 

Leadership 

Reward and Recognition 

Employee Engagement 

4.5 Respondent Profile 

Number of 
items 

6 

10 

6 

10 

Item d1eleted Cronbach Alpha 

.670 

.670 

.652 

.817 

In the following section, the profile of respondents reported based on the information of demo­

graphic section of the survey conducted for this study. It has a total number of 100 usable data 

of employees after screening and cleaning process. The result is shown in Table 4. 7 below. 

Table 4.7 
Respondents' Profile 

Demographic Variables 

Gender 

Race 

Age 

Highest Academic Qualifications 

Job Category 

Category 

Male 

Female 

Male 

Chinese 

Indian 

Others 

Below 25 years 
26 to 3 5 years 

36 to 45 years 
46 to 55 years 

Secondary 
Diploma 

Degree 

Master 
PHD 

Non-Executive 
Executive 

Management 

49 

Frequency Percentage 
(%) 

49 49 

51 51 

84 84 

9 9 

3 3 
4 4 

7 7 

38 38 
36 36 
19 19 

19 19 
21 21 

35 35 
23 23 

2 2 

25 25 
38 38 

22 22 



r-: 

,--, 

Lecturer 15 15 

Department Administration 46 46 
Finance 16 16 
Human Resource 3 3 
Chancellery 2 2 
Academic 19 19 
Registrar Office 9 9 
Others 5 5 

Length of Service Below 2 years 21 21 

3 to 5 years 23 23 
6 to 8 years 28 28 

More than 9 years 28 28 

The survey reveals that the majority of respondents are helot to the age of 26-35 years and 

followed by 36-45 years. In the same way, the female percer age is 51 % which higher than 

male percentage. Furthermore, the degree holder respondents are 35%, master respondents are 

23%, diploma respondents are 21 %, secondary respondents aL 19% and 2% respondents be­

long to PHD level. Moreover, most of the respondents are frot Executive job category, 25% 

of the respondents are non-executive, 22% are from manage7 ent and balance of 15% are lec­

turers. Majority of the respondents are from Administration Department which contribute to 

I 
46% and few from Finance, Human Resource, Chancellery, Academic and others department. 

Meanw bile for length of service, there are an equal distributio~ of respondents from 6-8 years 

and more than 9 years of service which is 28%, another 23% are from 3-5 years of service 

while 21 % are belonged to service below than 2 years. 

4.6 Descriptive Statistics for the Variables 

The most common measure of central tendency is the mean, { hich is referring to the average 

value of the data set (Sekaran & Bougie, 2010). Standard dev1· ation is a measure of spread or 

dispersion, which provides an index of variability in the dat set and it is the square root of 

variance. Both mean and standard deviation are fundamental I escriptive statistics for interval 

I 
and ratio scale. This study used six point Likert scale. Nik et al. , (2010) recommended that 
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scores of less than 2.33 are low level, 2.33 to 3.67 are moderate level, and 3.67 and above 
I 

regarded as high level. Table 4.8 presents the mean and staJ dard deviation of the variables 

used in this study. The table below shows the statistic of the ! dependent and dependent vari-

1 

able with the mean ranging from 3.76-4.43, and standard de1iation from .542 - 1.195. 

Table 4.8 
Mean and Standard Deviation of Study Variables 

Variables 

Employee Communication 

Leadership 

Reward and Recognition 

Employee Engagement 

4. 7 Correlations Analysis 

Mean 

Statistic 

4.21 

4.32 

3.76 

4.43 

Std. Deviation 

Statistic 

.973 

1.126 

1.195 

.542 

Correlation analysis is a statistical technique that is used to establish the direction and weight 

of relationships between two or more variables (Pallant, 2013). This is established using cor-

1 

relation coefficients where both the positive and negative can be determined. Furthermore, the 

weight of relationship can be determined with the value of the Pearson Product Moment Cor­

relation Coefficient (r). The r value often ranges between+ 1 and -1 . An r value that is close to 

+ 1 indicates a strong positive relationship while an r value cl~se to -1 , can be interpreted as a 

strong negative relationship. However, there is no relationship f° consider when r value is equal 

to zero. 

According to Hair et al. (2010), several assumptions must be II?-et if the researcher wants to use 

r in investigating the correlations between the variables of the study as follows. These assump­

tions including, the data must be in an interval or ratio data. This assumption is met in this 
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study as the data collected is in interval using the Liker-type scale. Secondly, the relationship 

I 
under examination should be linear. 

This assumption is also met, as this study aim to examine the direct relationship of independent 
I 

variables on dependent variables. The final assumption that must be met before conducting a 
I 

correlation analysis is to ensure the data is normally distributed. Evidently, this assumption has 

also been met as the result presented in section 4.4 revealed + t, the data used for the analysis 

in this study is normally distributed. Therefore, this study considers conducting correlation 

analysis using the Pearson Product Moment Correlation Coefficient. The Cohen ' s guideline 

for correlation strength is presented in Table 4.9 to interpret he weight of the relationship in 

this study. 

Table 4.9 
Cohen 's Guideline of Correlation Strength 

R-Values 

R= +.10 to 0.29 or r = -.10 to -.29 

R= +.30 to 0.49 or r = -.30 to -.49 

R= +.50 to 1.0 or r = -.50 to -1.0 

Source: Cohen (1988) 

Strength of Relationship 

Low 

1 

Moderar 

High 

The result of the correlations among the variables including the independent variables and the 

dependent variable are presented in 4.9. The result is interpret1d with regards to the strength of 

the independent and dependent variable in Table 4.10. 
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Table 4.10 
Inter Correlation of Study Variables 

EC L RR EE 

EC 1 

L .550** 1 

RR .611 ** .645** 1 

EE .368** .275** .266** 

**. Correlation is significant at the 0.01 level (2-tailed) 

The above table 4.9 explain the correlation between the dependent variable that is employee 

engagement and the independents variables which includes: el ployee communication, leader­

ship and reward and recognition as shown above. The result p1esented in Table 4.9 shows that, 

the relationship between reward and recognition and employe~ engagement is low relationship 

I 
(r = .266) and it is positive. In addition, the result depicts the relationship leadership and em-

ployee engagement is also low relationship (r ~ .275) and pt sitive. Finally, the relationship 

between employee communication and employee engagement 1was considered low relationship 

(r = .368) and it is positive. 

4.8 Regression Analysis 

This section presents the analysis of testing the hypothesis formulated in this study. This is 

very important because the above analysis is the preceding aJ lysis to ensure the hypothesis in 

I 
this study were tested correctly. In the present study, a standard multiple regression is employed 

to test for the acceptance or rejection of the formulated hypotJ esis. The results of the multiple 

regression are discussed in relation to the objectives of the stuJ y. Hair et al. (2010) established 

I 
three steps for interpreting the results of multiple regressions. [ he first of the steps is checking 

F value to determine the statistical significance of the model. r he second step is checking for 

R2 value. Hair et al. (2010) provided the categorization of al eptable R2 value based on the 
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number of independent variables and sample size as presentJd in Table 4.11 below. Finally, 

the last step for interpreting the result of multiple regression i1 to examine the regression coef­

ficients and their Beta coefficient (b) to determine the role of independent variables that have 

statistically significant coefficients. 

Table 4.11 
Regression Analysis of Study Variables 

Model Beta (b) 

Employee Communication .169 

Leadership .047 

Reward & Recognition .008 

R2 

Adjusted R2 

F Change 

Dependent Variable: Employee Engagement 

TV Jue Sig 

2 460 .016 

761 .448 

125 .900 

.143 

.116 

5.344 

Table 4.10 above shows R2 is 14.3% of the total variance in errployee engagement. This means 

that the three variables, employee communication, leadership, and reward and recognition col­

lectively explain 14.3% of the variance of the employee engal ement. Therefore, Chin (1998), 

Falk and Miller (1992) criteria, the acceptable level ofR2 val1 of the endogenous latent vari­

ables has been achieved and this was considered as weak. Fj rthermore, Chin (1998) recom­

mended minimum threshold of 0.67, 0.33 and 0.19 as substanlial, moderate and weak respec­

tively. Hair, et al., (2014) prescribed minimum threshold for Rj value of0.75, 0.50 and 0.25 as 

strong, moderate and weak respectively. 

At the outset, Hypothesis 1 predicted that the employee comm nication has effect on employee 

engagement. The result shows Employee Communication has significant effect on Employee 

Engagement (P = 0.169, t = 2.460, p< 0.05). Thus, hypothesis 1 is supported. 
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Hypothesis 2 predicted that leadership has effect on employ, e engagement. Result indicated 

that leadership has no effect on employee engagement (P = '1°47, t =0.761, p > 0.05). Thus, 

hypothesis 2 is not supported. 

Hypothesis 3 predicted that reward and recognition has effec employee engagement. The re­

sult indicated that reward and recognition has no effect one ployee engagement (P = 0.08, t 

= 0.761, p > 0.05), therefore hypothesis 3 is not supported. 

4.9 Summary of Findings 

The above findings of correlation analysis show that there is significant relationship between 

I 
an independent variable ( employee communication, leadership, and reward and recognition) 

and dependent variable ( employee engagement) . Furthermorj' employee communication has 

the most significant relationship with employee engagement among others. 

Table 4.12 
Summary of Hypothesis Testing 

Hypotheses Statement Findings 

Hl Employee communication has effect on Employee Engagement 

I 

Accepted 

H2 Leadership has effect on Employee Engagement Not Accepted 

H3 Reward and recognition has effect on Employee Engagement Not Accepted 
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5.1 Introduction 

CHAPTERS 

DISCUSSIONS AND CONCLUSIONS 

This chapter provides discussion of the research findings on the relationship between factors 
I 

predicting employee engagement which includes employee communication, leadership and re-

l 
ward and recognition among the employee of Cosmopoint Sdn Bhd. The section moved for-

ward to explain the theoretical and practical implications oft ! e study, limitations and recom­

mendations for future research are also discussed. 

5.2 Discussion 

The discussion of the study basically focused on the researc, questions stated in chapter one 

of this study. Research questions were addressed by research oojectives. The research questions 

I 
are as follows: 1) Does employee communication has effect on employee engagement? 2) Does 

leadership has effect on employee engagement? 3) Does reward and recognition has effect on 

employee engagement? Based on results from regression arlalysis (Table 4.11), the results 

show positive effect ofEmployee Communication and Emplor ee Engagement 

5.2.1 Employee Communication and Employee Engagement 
I 

Based on the result from regression analysis (Table 4.11), thte results show positive effect of 

Employee Communication on Employee engagement. The p<lsitive values for the correlation 

of employee communication and employee engagement clearlf suggest that management focus 

on Employee communication is critical to improvise employer engagement in Cosmopoint. It 

clearly suggests that if the employees are timely updated about organizational objectives and 

management decisions, it will enhance employee engagement. 
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Results of our study are consistent with the survey led by Suan r 2009). According to the survey, 

the essential element of employee engagement is true comm1nication between management 

and employee engagement. When Employee Engagement updated about the events and goals 

of the organization, they usually engage well in business acl vities which lead towards Em­

ployee Enga~ement loyalty. As a result, employee engageme It is increased. 

5.2.2 Leadership and Employee Engagement 

Based on the result from regression analysis (Table 4 .11 ), tht results show positive effect of 

Employee Communication on Employee engagement. The findings of this study indicate that 

leadership may not necessarily be associated with employels ' employee engagement. This 

means that although leadership may lead to employee engage] ! ent, it is not the only influential 

factor on employee behaviour. Hence, the influence of leade ship was the only predictor for 

employee engagement. The result is inconsistent with past si dies that found significant rela­

tionship between leadership and employee engagement (e.g Raja & Padma, 2012; Zahid & 

Ozyapar; 2017; Makeera, 2018). Therefore, it can be said that tL employees in the Cosmopoint 

In other words, they might end up been distracted as a result, which is detrimental to the or­

ganization. From the above possible reasons mentioned, it c n be said that this independent 

variable has no effect with employee engagement and such is bot important. According to the 

I 
demographic table, most of the respondents age between 26 to 35 which categorized under 

Generation Y. From Generation Y perspectives, they see leader as facilitator who can guide 

I 
them and doesn ' t treat as a boss which they have to follow. Stu y by Maier, Tavanti, Bombard, 

Gentile & Bradford (2015) found that Millennials value leade s that are more people oriented 

rather than focusing on task and organizational mission. 
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5.2.2 Reward and Recognition and Employee Engageme t 

Based on the result from regression analysis (Table 4.11 ), the results show positive effect of 

Employee Communication on Employee engagement. The + dy has shown that reward and 

recognition may not necessarily be associated with employees' employee engagement. This 

means that although reward and recognition may lead to emt loyee engagement, it is not the 

only influential factor on employee behaviour. Hence, the influence of reward and recognition 

was the only predictor for employee engagement. The possiblt reason is that employees of the 

company in question do not get distracted by the reward and recognition setting when it comes 

to discharging their duties, or rather the settings of the compl y reward and recognition does 

not call for any special attention. Therefore, this independent t riable has no any effect on the 

engagement of employees in Cosmopoint Sdn Bhd. 

5.3 Implications of the Study 

The research findings of this study empirically proved on the . ffect between predictors of em­

ployee engagement in Cosmopoint Sdn. Bhd. These findings lhow employee communication 

I 
are significantly related to employee engagement, whereas lea ership and reward and recogni-

tion was found to be insignificant. 

The findings of this study will be vital to chief executives, ma agers and other stake holders to 

I 
put into consideration on these influencing factors seriously, wihich will enhance the efficiency 

and performance among the employees of Cosmopoint Sdn Bt d. 

I 

The academic implication of this study is classified into two ldimensions, factors influencing 

employee engagement in the context of university and rese . ch model for this study. Most 
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previous researchers did not address employee engagement at he private education based com­

pany context. Therefore, this study makes an effort to fill tL research gap. The framework 

examines the factors influencing employee engagement will pt vide a direction for future stud­

ies. The model developed in this study will strive to determine the importance of the factors 
I . 

influencing employee engagement. Specifically, three factors were assembled in this study as 

well three hypotheses were developed. 

Theoretically, the study assessed and test the model develope for employee communication, 

leadership and reward and recognition as influencing factor , ith the aim of utilizing the de­

pendent variable ( employee engagement). The research stud 

I 

can provide policy makers and 

private organizations an instrument to assess how employee c1mmunication could affect adop­

tion of a good management system. Underpinned by the Neo - Charismatic theory, this study 

provided empirical evidence for bridging the knowledge gapi with regards to measuring em­

ployee engagement among employees in Cosmopoint Sdn Bh , . The study has made a number 

of conlributions. Firstly, the framework of this study is a con~ ibution to knowledge because it 

complements the literature, extending the Neo - Charismatic Theory to employee engagement 

at the private education based company. Secondly, each J the objective and hypothesis 

I 
achieved in this study stand to be a contribution in itself and f e all contributions to employee 

engagement practice. 

5.4 Limitation of the Study and Suggestion for Future esearch 

A number of limitations have been identified in the course o~ conducting this research. They 

are as follows: 

Firstly, based on the findings of previous studies, a cross-sectif nal study was employed in this 

study. This is as a result of the type of information deemed nr essary and sufficient by using 
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the cross-sectional data collection method. This result is not adversely affected in any way by 

this method, relying on the cross sectional method, has been f ~und in some previous studies to 

be successful. However, at different points in time efficiency 1ehaviour could have been able 

to be captured by the longitudinal method. 

Secondly, the survey method was relied upon by the current sr dy, due to the complex nature 

of employee engagement construct. Nevertheless, in this field, lt might be beneficial to conduct 

personal interviews by future researchers to harmonize the i1f ormation achieved through the 

survey method. The response rate of this study is 3 8 %. Howej er, by using both the qualitative 

and quantitative methods of collecting data, it may have a [ ositive effect in increasing the 

response rate, and it may be possible that the respondents who will participate in the interview 

/survey would be able to give an improved response and demJ nstrate a clear understanding of 

the research. 

Thirdly, the study concentrates on one respondent only which are the employees of Cosmopoint 

Sdn Bhd. It is highly recommended to consider multiple respl ndents in future study, as more 

value will be added to the understanding of employee engageL ent. It also suggested that this 

I 
study should focus to all private Universities in Klang Valley instead of one (1) private educa-

1 

tion company only. 

5.5 Conclusion 

This study investigates the influence of employee communication, leadership, reward and 

recognition and employee engagement among the employees l f Cosmopoint Sdn Bhd. In this 

study three (3) hypothesis were developed. Out of the three hyp~thesis, only one (1) hypotheses 
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were supported. Result shows that employee communication 1as significantly related to em­

ployee engagement. Therefore, to increase employee engagement, the university administra-

1 

tion should always have a good employee communication wi~h the employees for the realiza-

tion of the company goals. 
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Univ r it Otar 

Research Title: 

Factor Influencing Employee Engagement in Cosmopoint Sdn. Bhd. 

Dear Sir/Madam, 

The purpose of the research is to study on the factors that influence to the employee engage­
ment in organization. This questionnaire is prepared to comp

1
lete above research to fulfil the 

requirement of thesis. 

This questionnaire is divided into five (5) sections. Section A is about the personal information 
of the respondent. Section Bis about employee engagement, sr ction C is employee communi­
cation, section D is leadership and section E is about rewards i nd recognitions. Please read the 
question carefully before you answer it. I would very please if )fou can answer the questionnaire 
as honestly as possible. There is no wrong and right answer. f or your information, all of the 

;~::se::~.l be kept private and confidential. The data obtainef will be used for academic pur-

Thank you for your time in answering this questionnaire and your cooperation is highly appre­
ciated. Please do not hesitate to contact me at 012-5144096 if you require additional infor­
mation. 

NUR HAZW ANI MANSOR 
Master of Science 
College of Business 
Universiti Utara Malaysia 
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SECTION A 

RESPONDENT BACKGROUND/ LATARBE . AKANG RESPONDEN 

Questions below are about your background. Please tick I (✓) in the appropriate box. 

Soalan-soalan di bawah adalah mengenai latarbelakang aJda. Sila tandakan (✓) di kotak 

yang berkenaan 

1. Gender /Jantina 

~-~J Male/ Lelaki 

2. Race / Bangsa 

l7 Malay/ Melayu 

~ Chinese / Cina 

3. Age/Umur 

Below 25 years old / Bawah 25tahun 

26 to 35 years old / 26 hingga 35 tahun 

36 to 45 years old / 36 hingga 45tahun 

~-~I, Female/ Prempuan 

l7 Indian/ India 

~ Others / Lain-lain 

E] 46 to 55 years old / 46 hingga 55 ta­
hun 
56 years old and above/ 56 tahun ke 
atas 

4. Highest Academic Qualifications/ Pendidikan T,J ggi 

§ Secondary / Sekolah Menegah 

Diploma I Diploma 

Degree I Sarjana Muda 

5. Job Category/ Kategori Pekerjaan 

Non-Executive I Bukan Eksekutif 

Executive I Eksekutif 
t----i 

Management / Pengurusan 
t-----i 

Lecturer / Pensyarah 
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l7 Master/ Sarjana 

~ PHD I Doktor Falsafah 



6. Department 

,___---, 

Administration / Pentadbiran 

Finance / Kewangan 

Human Resource / Sumber Manusia 

Registrar Office I Pejabat Pendaftar 

§ Chancellery / Canselori 

Academic / Akademik 

Others I Lain - lain 

7. Length of Service with Company/ Tempoh Perkhidr atan Dengan Syarikat ini 

l7 Below 2 years / kurang 2 tahun 171 6 to 8 years / 6 hingga 8 tahun 

CJ 3 to 5 years / 3 hingga 5 tahun CJ more than 9 years / lebih 9 tahun 

69 



SECTION B: EMPLOYEE ENGAGEMENT 

Please read each following statement and rate them based on i ow much you agree with the 
statement. I 

S l b d l N k d d I d kd ia aca setiap ayat engan te iti. yata an sama a an a se uju ataupin ti a engan ayat 
tersebut. 

1 2 3 4 5 6 

Strongly dis-
Disagree/ Slightly Disa- Slightly Ag 

1

ee / Agree/ Strongly 
agree/ 

Tidak Ber- gree/ Agak hers el uju Agree/ 
Sangat tidak 

setuju Agak tidak 
Setuju 

Sangatber-
bersetuju 

bersetuju setuju 

1 2 3 4 5 6 

1. Time passes quickly when I perform my job. 
Masa berlalu begitu pantas apabila saya menjalankan 
tugas. 

2. I often think about other things when performing my job. 

Saya selalu memikirkan tentang perkara lain semasamen-
ifalankan tugas. 

3. I am rarely distracted when performing my job. 
Saya jarang diganggu apabila menjalankan tugas. 

4. My own feelings are affected by how well I perform my 
job. 
Perasaan saya mempengaruhi prestasi tugas saya. 

5. I really put my heart into my job. 
Saya melakukan tugas sepenuh hati saya. 

6. I get excited when I perform well in my job. 
Saya sangat teruja apabila telah menjalankan tugas 
dengan baik. 

7. I stay until the job is done. 
I 

Saya akan tunggu hingga tugas saya selesai. 

8. I exert a lot energy performing my job. 
Saya berusaha sep enuhnya ketika menjalankan tugas. 

9. I avoid working overtime whenever possible. 
Saya mengelak dari membuat kerja lebih masa 
sekiranya diperlukan. 

10. I avoid working too hard. 
Saya mengelak bekerja terlalu keras. 
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SECTION C: EMPLOYEE CO➔UNICA TION 

Please read each following statement and rate them based on how much you agree with the 

statement. I 

Sila baca setiap ayat dengan teliti. Nyatakan samada anda se uju ataupin tidak dengan ayat 

tersebut. 

1 2 3 4 5 6 

Strongly dis-
Disagree/ Slightly Disa- Slightly Agf e / Agree/ Strongly Agree / 

agree/ 
Sangat tidak 

Tidak Ber- gree/ Agak berse rju 
setuju Agak tidak 

bersetuju 
bersetuiu 

1. Communication in my company is usually open and 
forthright. 
Komunikasi dalam syarikat saya biasanya terbuka dan 
berterus-terang. 

2. My supervisor does a good job of communicating infor­
mation to all. 
Penyelia saya menjalankan tugas yang baik dalam 
menyampaikan maklumat kepada semua. 

3. I am kept well informed about what the company is do­
mg. 
Saya dimaklumkan tentang apa yang berlaku di dalam 
syarikat. 

4. I am able to speak up and challenge the way things are 
done in the company. 
Saya boleh bersuara dan menyoal perkara-perkara yang 
dilakukan di syarikat saya. 

5. Management encourages employee suggestions. 
Pihak pengurusan menggalakan pekerja memberi ca­
dangan. 

6. I often get news often from grapevine. 
Saya sering mendapat berita menerusi khabar-khabar 
angin terlebih dahulu dibandingkan sumber-sumber 
yang rasmi. 
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SECTION D: LEADERSHIP/ KEPIMPINAN 

Please read each following statement and rate them based on liow much you agree with the 

statement. I 

Sila baca setiap ayat dengan teliti. Nyatakan samada anda setuju ataupin tidak dengan ayat 

tersebut. 

1 2 3 4 5 6 

Strongly dis-
Disagree/ Slightly Disa- Slightly Agrfe / Agree/ Strongly Agree / 

agree/ 
Sangat tidak 

TidakBer- gree/ Agak bersetr u Setuju 
Sangat bersetuju 

setuju Agak tidak 
bersetuju 

bersetuju I 

1 2 3 4 5 6 

1. My leader treats each subordinate as an individual with 
different needs, abilities and aspirations. 
Ketua saya melayani setiap pekerja bawahan sebagai 
seorang individu dengan keperluan, keupayaan dan as-
pirasi yanR berbeza 

2. My leader talk about the importance mutual trust among 
members. 
Ketua saya menekankan tentang pentingnya kepercayaan 
diantara rakan sekerja. 

3. My leader talk with conviction about his/her value and 
ideals 
Ketua saya bercakap dengan penuh yakin tentang nilai 
dan matlamat diri 

I 
4. My leader make personal sacrifices and goes beyond I 

self-interest for the benefit of organization 
Ketua saya membelakangkan kepentingan diri demi 
kepentingan organisasi dan pekerja 

5. My leader provides me with assistance in exchange of 
my effort 
Ketua saya sering memberi bantuan dalam setiap usaha 
saya 

I 
6. My leader express satisfaction when I meet expectation 

I 
Ketua saya menyatakan kepuasan apabila saya me-
menuhi janf{kaan 

7. My leader spend time on teaching and coaching ' 

Ketua saya meluangkan masa untuk melatih dan 
mengajar 
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1 2 3 4 5 6 

8. My leader express confidence that goals will be achieved 

Ketua saya menyatakan keyakinan bahawa matlamat 
akan dicapai 

9. My leaders heightens my desire to succeed· 

Ketua saya menin:;;katkan kein:;;inan saya untuk berjaya 
10. My leader increase my willingness to try harder 

Ketua saya meningkatkan kesediaan saya untuk bekerja 
lebih keras 
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SECTION E: REW ARDS & RECOGNITION/ GANJARAN & 

PENGIKTIRAFAN I 

Please read each following statement and rate them based on rrow much you agree with the 

I statement. 

Sila baca setiap ayat dengan teliti. Nyatakan samada anda setuju ataupin tidak dengan ayat 

tersebut. 

1 2 3 4 
I 

5 6 

Strongly dis-
Disagree/ Slightly Disa- Slightly Agr~e / Agree/ Strongly Agree/ 

agree/ 
Sangat tidak 

Tidak Ber- gree/ Agak bersetuju 

I 
setuju Agak tidak 

bersetuju 
bersetuju 

1. 

2. 

3. 

4. 

5. 

6. 

My success is recognized by my supervisor. 
Kejayaan saya adalah diiktiraf oleh p enyelia saya. 
An outstanding performer will be recognized and re-
warded by the company. 
Pekerja yang menunjukkan prestasi yang cemerlang akan 
diiktiraf dan diberi ganjaran oleh syarikat saya. 
I did received recognition or praise for doing good work. 
Saya menerima pengiktirafan atau pujian apabila 
melaksanakan tugas yanf! baik. 
Job promotion in my company is fair and objective. 
Kenaikan pangkat di syarikat saya adalah adil dan 
objektif 
I feel that I am fairly paid for the work that I do. 
Saya rasa saya dibayar gaji yang setimpal dengan kerja 
saya. 
A good employee benefits plan is the reason employees 
stay in my company. 
Pelanfaedah pekerja yang baik merupakanfaktor 
pekerja masih bekerja di syarikat saya. 

Thank you 

Terima Kasih 
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Output Table 

Frequencies 

Statistics 

Gen- Highest Academic Job Cate- Depart- Length of 

der Race Age Qualificat ions gory ment Service 

N Valid 100 100 100 100 100 100 100 

Missing 0 0 0 0 0 0 0 

Mean 1.5100 1.2700 2.7000 2.7000 2.2700 2.7900 2.7300 ,..... 
Median 2.0000 1.0000 3.0000 3.0000 2.0000 2.0000 3.0000 

Std. Deviation .50242 .70861 .95 874 1.1 5032 1.00358 2.09518 1.26215 

Variance .252 .502 .919 1.323 1.007 4.390 1.593 

Skewness -.041 2.86 1 .849 .288 .349 .681 .496 

Std. Error of I .241 .241 .241 .241 .241 .241 .241 

Skewness 

Gender 

Fre uenc Percent Valid Percent CumJati ve Percent 

Valid Male 49 49.0 49.0 49 .0 

Female 51 51.0 51.0 100.0 

Total 100 100.0 100.0 

Race 

Fre uency Percent Valid Percent Cumulative Percent 

Valid Malay 84 84.0 84.0 84.0 

Chinese 9 9.0 9.0 93.0 

Indian 3 3.0 3.0 96.0 

Others 4 4.0 4.0 100.0 

Total 100 100.0 100.0 

Age 

Fre uenc Percent Valid Pe ·cent Cumulati ve Percent 

Valid Below 25 years old 7 7.0 7.0 7.0 ---
26 to 35 years old 38 38 .0 38.0 45.0 

36 to 45 years old 36 36.0 36.0 81.0 

46 to 55 years old 18 18.0 18.0 99.0 

7.00 1.0 1.0 100.0 - -- ---
Total 100 100.0 100.Q 
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,--, 

,....., 

' 

.-

Valid 

Valid 

Valid 

Val id 

Highest Academic Qualifications 

Frequency Percent Valid Percent Cumulati ve Percent 

Secondary 19 19.0 19.0 19.0 

Di9-lom~ 21 21.0 21.0 40.0 

Degree 35 35.0 35.0 75 .0 

Master I 23 23.0 23 .0 98 .0 --
PHD ! 1 1.0 1.0 99.0 

7.00 1 1.0 1.0 [ 00.0 

Total 
' 

100 100.0 100.0 

Job Category 

Frequency Percent Valid Percent Cu nulative Percent 

Non-Executive 25 25 .0 25.0 25.0 ---
Executive 38 38.0 38 .0 63.0 

Mana ement 22 22.0 22.0 85.0 -- -
Lecturer 15 15.0 15 .0 100.0 - -
Total 100 100.0 100.0 

Department 

Fre q uenc y Percent Valid Percent C imulati ve Percent 

Administration 46 46.0 46.0 46.0 

Finance 16 16.0 16.0 62.0 

Human Resouce 3 3.0 3.0 65.0 

Chancellery 2 2.0 2.0 67.0 

Academic 19 19.0 19.0 86.0 -
Registrar Office 9 9.0 9.0 95.0 

Others 5 5.0 5.0 100.0 -
Total 100 100.0 100.0 

Length of Service 
I . 

Frequency Percent Valid Percent !=umu lat1ve Percent 

Below 2 years 21 21.0 21.0 21.0 

3 to 5 years 21 21.0 21.0 42.0 

6 to 8 years 28 28.0 28.0 70.0 

more than 9 years 28 28 .0 28.0 98.0 

7.00 2 2.0 2.0 100.0 

Total 100 100.0 100.0 
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N 

100 

Case Processing Summary 

Cases 

Valid 

Percent 

100.0% 

Descriptives 

N 

0 

Missing 

Percent 
I 

0.0)% 

Total 

N Percent 

100 100.0% 

Statistic Std. Error 

EmployeeEngagement Mean 4.4270 .05419 --+1----------
95% Confidence Interval for Lower Boun 4.3195 

Mean Upper Bo_un_d ___ 4_._5_34_5 _____ _ 

5% Trimmed Mean --- --
Median 

Variance -
Std. Deviation 

Minimum 

Maximum 

Range - ---------
Interquartile Range 

Skewness ---
Kurtosis 

Tests of Normality 

Ko l mogorov-Sm1rnova 

Statist ic df Sig. 

Em loyeeEngagement .097 100 .021 

Stati,stic 
I 

.9(!9 

a. Lilliefors Significance Correction 

Case Processing Summary 

Cases 

Valid 

4 4189 

4.4000 

.294 

.54195 

2.60 

6.00 I 

3.40 

.60 

.147 

1.676 

Shapiro-WIik 

df 

100 

.241 

.478 

Sig. 

.018 

Tota l 

N Percent 

Missingj 

N Percent N Percent 

EmployeeCommunication 100 100.0% 
I 

0 1.0% 100 100.0% 
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Descriptives 

Statistic Std. Error 

EmployeeCommunication Mean 4.2133 .09733 

95% Confidence Interval for Mean Lower Bound 4.0202 

5% Trimmed Mean 

Median 

Vaiiance 

Std. Deviation - -
Minimum 

Maximum - -
_Range 

Em lo eeCommunication 

Interquartile Rang!_ 

Skewness -
Kurtosis 

Tests of Normality 

Kolmogorov-Smirnova 

Stati stic df Sig. 

.106 100 .008 

a. Lilliefors Significance Correction 

Case Processing Summary 

Cases 

Valid Missing 

N Percent N Percent N 

100 100.0% 0 0.0% 100 
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--------
4.4065 

4.2519 

4.3333 

.947 

.97329 

1.00 

I 6.00 

I 5.00 

I 1.17 

I -.700 .241 

I .922 .478 

I Shapi ro-Wilk 

Statistic df Sig. 

.956 100 .002 

Total 

Percept 

100.ok 

I 



r-

,-, 

L etshl(? 

a Li liefors 

Tests of Normality 

Kolmog Sh lfO- Ilk 

IQ 

.134 100 _000 .912 100 .000 

ignificance Correction 

rp 

DescrfptJve 

M n 

95 Con id nee Int Lower Bound 

Me Upper Bound 

5°'9 Tnmmed an 

Med 

Vanance 

Sd OeV1abon 

Mmrnum 1 50 

9 80 

Ra 830 

Qt! 1 18 

ss 

Kurt 

Case Processing Summat 
Cases 

V II Mrs ng 

100 

Tests of Normality 

Ko lmogorov-Smimova Shapiro-W il k 

Statistic df Sig. Statistic df Sig. 

RewardRecognition .089 100 .049 .976 100 .070 

a. Lilliefors Significance Correction 
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Std_ Error 

.1 258 

.24 

.478 

Tot I 

Pere n 

00 000% 



r 

r--, 

Em loyeeCommunication 

Leadership 

_R~ ardRecog~it!£12., 

EmployeeEngagement 

Case Processing Summary 

1% N 

Cases Valid 100 ioo.o 
Excluded• 0 t~o ----

Total 100 

a. List wise deletion based on all variables it the 

procedure. 

Reliability Statistics 

Cronbach's Al­

pha Based on 

Cronbach's Al­

ba 

Standardized 

Items 

.773 .768 

No Items 

h I 

Inter-Item Correlation Matrix 

EmployeeCom- RewarRecog-

munication Leadership 11 t1on 

1.000 .550 -~ 11 

.550 1.000 .645 

.611 .645 1foo 

.368 .275 . : 66 

Summary Item Statistics 

EmployeeEn-

gagement 

.368 

.275 

.266 

1.000 

Mean Minimum Maximum Range 

Max imum / 

Mi nimum Variance 

Inter-Item Correlations .452 .266 .645 .380 2.430 .026 
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Model Summaryb 

Change Statistics 

Adjusted R Std. Error of R Square 

Model R R Square Square the Estimate Change F Change 

.378· .143 .116 .50945 .143 . ~.344 
I 

a. Predictors: (Constant), RewardRecognition, EmployeeCommunication, Leadershlip 

b. Dependent Variable: EmployeeEngagement 

Descriptive Statistics I 

Mean Std. beviati on 

Em£loyeeEngagement 4.4270 .h4195 

EmployeeCommunication 4.2133 .97329 

Leadership_ 4.3240 1.12583 

RewardRecognition 3.7617 1li 9512 
I 

Item-Total Statistics 

Corrected Item-

Scale Mean if Scale Variance Total Correla-

Item Deleted if Item Deleted tioi 

_?mployeeC~unication 12.5127 5.406 .666 

__!:eadersbiJ> _ 12.4020 4.823 .6613 -
RewardRecognitioE_ 12.9643 4.437 .696 

Emelo~eeEngagement 12.2990 8.006 .34~ 
I 
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dfl 

3 

N 

100 

100 

100 

100 

df2 

96 

Squared Multi-

pie Correlation 

.450 

.458 

.511 

.143 

Sig. F Change 

.002 

Cronbach's Al-

pha ifltem De-

leted 

.670 

.670 

.652 

.817 



Correlations 

EJJl~ 
eoienl Leadersh p PO 

~~t Pearson Com!la!Jon .215- 266-

iQ 12-taded) 006 008 

1()() 100 100 

~ Pear.ion Correl bon 3sa- 550'" 611-

(2- "led) 000 000 000 

100 100 100 

Leadership p~ CorrelabOn 275- 645-

Siq 12-lailed) .006 000 

N 100 100 100 

Pearson Correlabon 255- 545-

IQ. 12-tatled) .008 .000 

100 100 100 
0

. Correlabon is 51gmficanl al the 0.01 level (2-tailed). 

b. Dependenl Variable: ~ 
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