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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 emotional connection to the organi-
zation. Feeling of loyalty, devotion, having a sense of belonging as well as proud to work for

the organization.

Thirdly is behavioral commitment in which workers act in a way of supporting the accomplish-
ment of the association. According to Kahn (1990), engagement means to be emotionally as
well as physically present in performing their task or organization roles. Motivation has been
found as the key in whatever capacity employee is acknowledged 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, whereas not engaged employees are
those who are motivationally detached from work, (Perrin 2009; 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 the employee engagement is not
entirely depending on employees alone, but the whole organizations 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 order for the engagement to truly



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
further linked factors, together with underlying rational, in which should be further investigated
in this study. Thus, the business leaders shall pay great attention on the importance of attracting

and retaining the skilled employees for the success of the business 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 and enhance it in Cosmopoint Sdn.
Bhd. Besides, the researcher also tried to find out the main reason (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 from both industry and academic
field due to the positive effect it has on employee’s work experience 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 organization 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 benefits are an important part of
the package. Higher training and recruitment costs, employee turnover, low productivity, in-

creased absenteeism is some of the cost associated with employee disengagement. Globally, in

































Bates and Gubman (2004) defined Engagement as a sensitive emotional attachment to one’s
work, organization, manager as well as co — workers. According to Baumruk (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 their 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 discussed by most of researchers and
practitioners today due to the broad aspects of this topic have not 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
the aspects such as higher customer loyalty, higher productivity, and profitability, as well as

lower rates of the turnover among stafy.

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 engagement 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 Surveys 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 performance. Thus, employee engagement









results. Hewitt Associates LLC, (2005), indicates that there is a strong connection between
employee engagements and productivity as the higher the engagement 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
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 best to achieve the company objec-
tives. Engaging is about creating similar veneration and respect 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 and 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-
munity and trust among employees. According to Norimah (2017), 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).

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
in any communication is to remain consistent, to make employee communication a regular

routine, and to honestly respond to what one hears from employees (Bates, 2004).





















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
to improve their employee’s engagement by making it a performance criteria and rewarding
engagement through incentive programs in order to foster employee engagement and motiva-

tion.

Effective implementation of reward and recognition program within an organization creates a
favourable work environment and creates favourable work that 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 that 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-

tionship with employee’s task performance and engagement.

Blume, Board and Kawamura (2007) conclude that real incentives 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 organizations.

2.6  Underlying/Underpinning Theory

There are many theories that related in defining employee communication, leadership and re-
ward and recognition association with employee engagement. However, this study adopted
from Neo-Charismatic Theory (1978). In this study, Neo-Charismatic Theory provides oppor-
tunity in explaining the relationship between employee communication, leadership and em-

ployee engagement of the non-academic staff of Cosmopoint Sdn. Bhd.
































































































Results of our study are consistent with the survey led by Suan (2009). According to the survey,
the essential element of employee engagement is true communication between management
and employee engagement. When Employee Engagement updated about the events and goals
of the organization, they usually engage well in business activities which lead towards Em-

ployee Engagement loyalty. As a result, employee engagement is increased.

5.2.2 Leadership and Employee Engagement

Based on the result from regression analysis (Table 4.11), the results show positive effect of
Employee Communication on Employee engagement. The findings of this study indicate that
leadership may not necessarily be associated with employees’ employee engagement. This
means that although leadership may lead to employee engagement, it is not the only influential
factor on employee behaviour. Hence, the influence of leadership was the only predictor for
employee engagement. The result is inconsistent with past studies 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 the employees in the Cosmopoint
Sdn Bhd doesn’t really need good leadership before they can discharge their duties effectively.
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 can be said that this independent
variable has no effect with employee engagement and such is not important. According to the
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
them and doesn’t treat as a boss which they have to follow. Study by Maier, Tavanti, Bombard,
Gentile & Bradford (2015) found that Millennials value leaders that are more people oriented

rather than focusing on task and organizational mission.















REFERENCES

Abdullah, A. A. (2016). Determinants of Employee Engagement in Honda Malaysia Sdn. Bhd.
(Master Dissertation). Retrieved from http://etd.uum.edu.my/id/eprint/6444

Abdelhak, B. (2016). Relationship Between Communication, Recognition and Reward and,
Training and Development and Job Motivation Among Foreign Lecturers in UUM,
Kedah. Retrieved from http://etd.uum.edu.my/id/eprint/6448

Abdul Latif, F.D. & saraih, U.N. (2016). Factors Influencing Employee Turnover in Private
Sector in Malaysia: A Concept Paper. Australian Journal of Basic and Applied Sciences,
10(7), 51-55

Abu Khalifeh, A.N. & Mat Som A. P. (2013). The Antecedents Affecting Employee Engage-
ment and Organizational Performance. Asian Journal of Social Science, 9(7), 20-25.

Aktar, A., & Pangil, F. (2017). The Relationship between Employee Engagement, HRM
practices and Perceived Organizational Support: Evidence from Banking Employees
International Journal of Human Resource Studies, 7(3), 1-22

Aninkan, D.O. and Oyewole, A.A. (2014). The influence of Individual and Organizational
Factors on Employee Engagement, International Journal of Development and Sustaina-
bility, 3(6), 1381-1392.

Anaza, N. A., & Rutherford, B. N. (2012). Developing our understanding of patronizing front-
line employees. Journal of Managing Service Quality, 22 (4), 340-358.

Baumruk, R. (2004). The missing link: The role of employee engagement in business success,
Hewitt Associates Article, 47(2),48-53.

Bendell, J. (2005). In whose name? The accountability of corporate social responsibility. De-
velopment in Practice Article, 15(4), 362-374.

Blau, P. M. (1964). Exchange and power in social life. Transaction Publishers. Buckingham

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

Blume, Andreas & Board, Oliver J. & Kawamura, Kohei, 2007. "Noisy talk,” Theoretical Eco-
nomics, Econometric Society Journal, 2(4), 394-440.

Chandrasekar, K. (2011). Workplace environment and its impact on organizational perfor-
mance in public sector organizations. International Journal of Enterprise Computing and
Business Systems, 1(1), 1-19.

Chughtai, A.A. and Buckley F. 2011, "Work engagement: antecedents, the mediating role of learning
goal orientation and job performance”, Career Development International Journal, 16(7), 684 —
705

Cohen, J. (1988). Statistical power analysis for the behavioral sciences. Lawrence Earlbaum
Associates. Hilsdale. New Jersey.

Courtney R. Malengo. (2016). Running Head: Supervisor/Employee Communications Exam-
ining how Supervisor / Employee Communication Affects Employee Intentions To Leave



An  Organization. (Master  Dissertation). Retrieved from  http://es-
erv.uum.edu.my/docreview/17963717187=42599

Crawford, E. R., Rich, B. L., Buckman, B., & Bergeron, J. (2014). Employee engagement in
theory and practice (1* Ed.), United Kingdom, UK: Routledge.

Csikszentmihalyi, M. (1990). Flow: The psychology of optimal experience: Harper & Row,
New York.

Deeprose, D. (1994). How to recognise and reward employees: AMACOM, New York.

Freedman, M.S. (1978). Some determinants of compensation decisions. The Academy of Man-
agement Executive, 2(1), 397-409.

Gruman, J.A., and Saks, A. M. (2011). Performance management and employee engagement.
Human Resource Review, 21(2), 123-136.

Gubman, E., (2004). From engagement to passion for work: the search for the missing person.
Human Resource Planning Journal, 277: 42-46.

Hair Jr, J. F., & Lukas, B. (2014). Marketing research (2°4 Ed.). Australia: McGraw-Hill Edu-
cation.

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate Data Analysis:
A Global Perspective (1™ Ed.). Upper Saddle River, New Jersey: Person Education Inc.

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (2006). Multivariate
Data Analysis. Upper Saddle River, New Jersey: Pearson Prentice Hall

Hair, J. F., Celsi, M. W., Money, A. H., Samouel, P., & Page, M. J. (2011). Essentials of Busi-
ness Research Methods ME Sharpe. Armonk, New York.

Hair, J. F., Money, A. H., Samouel, P., & Page, M. (2007). Secondary data. Research methods
for business.

Hakanen, J. J., Bakker, A. B., & Schaufeli, W. B. (2006). Burnout and work engagement among
teachers. Journal of School Psychology, 43(6), 495-513.

Harter, J.K., Schmidt, F.L. and Hayes, T.L. (2002) Business-Unit-Level Relationship between
Employee Satisfaction, Employee Engagement, and Business Outcomes: A Meta-Analy-
sis. Journal of Applied Psychology, 87,268-279.

Huang, [. C., Chuang, C. H. J., & Lin, H. C. (2003). The Role of Burnout in the Relationship
between Perceptions of Organizational Politics and Turnover Intentions. Public Personnel
Management, 32(4), 519-531.

Igbal, N., Anwar, S. & Haider, N. (2015). Effect of leadership style on employee performance.
Arabian Business Management Journal, 5(5), 146-151

Jaupi, S. & Shyqyri. L. (2015). The Impact of Communication Satisfaction and Demographic
Variables on Employee Engagement. Journal of Service Science and Management, 8(2),
191-200.



J., A. (2014). Determinants of employee engagement and their impact on employee perfor-
mance. International Journal of Productivity and Performance Management, 63(3), 308—
323

Kim, W, Han, S., & Park, J. (2019). Is the Role of Work Engagement Essential to Employee
Performance or ‘Nice to Have?’. Journal of Sustainability, 11(4), 1050-1056.

Karatepe, O.M. (2013), Perceptions of organizational politics and hotel employee outcomes:
The mediating role of work engagement. International Journal of Contemporary Hospi-
tality Management, 25(1), 1-41

Krallis, A., & Souto, C. (2014). Leadership Style, National Culture and Employee Satisfaction:
Empirical Evidence from European R&D Companies.

Leshabari, M. T., Muhondwa, E. P., Mwangu, M. A., & Mbembati, N. A. (2008). Motivation
of health care workers in Tanzania: a case study of Muhimbili National Hospital. East
African Journal of Public Health, 5(1), 32-37.

Locke, E.A. and Taylor, M.S. (1990) Stress, coping, and the meaning of work, in Brief, A. and
W.R. Nord (Eds) Meanings of Occupational Work, pp135-170. Lexington, Lexington
Books.

Makeera, A.U. (2018) Factors Influencing Employee Engagement in The Federal University
of technology Minna, Nigeria. (Master Dissertation). Retrieved from http://etd. uvum. edu.
my/id/eprint/7322

Rastogi, M., Osman M., Karatepe & Mehmetoglu M. (2018): Linking resources to career sat-
isfaction through work—family enrichment, The Service Industries Journal. 39(11), 855-
876

Maier, T., Tavanti, M., Bombard, P., Gentile, M., & Bradford, B. (2015). Millennial generation
perceptions of value-centered leadership principles. Journal of Human Resources in Hos-
pitality & Tourism, 14,382-397.

Mansor, Mohd Fitri. (2013). Factors Influencing Work Stress among Expatriate Managers: A
Study of Government-Linked Companies in Malaysia. Australian Journal of Basic and
Applied Sciences, 7(1), 979-990.

Maria, B. (2012). The relationship between leadership effectiveness and organizational perfor-
mance. Journal of Defence Resources Management, 3(1), 1-5.

Mengue., B., Auh, S., Fisher, M., & Haddad, A. (2013). To be engaged or not to be engaged
The antecedents and consequences of service employee engagement, Journal of business
research, 66(11).

Mishra, K., Boynton, L., & Mishra, A. (2014). Driving Employee Engagement: The Expanded
Role of Internal Communications. International Journal of Business Communica-
tion, 51(2), 183-202.



Muirhead, P., Butcher, G., Rankin, J., & Munley, A. (2006). The effect of a programme of
organised and supervised peer support. The journal of the Royal College of General Prac-
titioners, 56(524), 191-7

Nitti, J., Tammelin, M., Anttila, T. and Ojala, S. (2011) ‘Work at home and time use in Fin-
land’, New Technology, Work and Employment, 26(1), 68—77.

Nasomboon, B. (2014). The Relationship among Leadership Commitment, Organizational Per-
formance, and Employee Engagement. International Business Research, 7(9), 77-90.

Pallant, J. (2011). Multivariate analysis of variance. SPSS survival manual. Crows Nest: Allen
& Unwin.

Pallant, J. (2013). SPSS survival manual: A step by step guide to data analysis using IBM SPSS.
Maidenhead: McGraw-Hill.

Porter, L. W., & Lawler, E. E. (1968). Managerial attitudes and performance. Homewood:
R.D. Irwin.

Redman, T., Snape, E., & Ashurst, C. (2009). Location, location, location: does place of work
really matter? British Journal of Management, 20(1), 171

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and effects
on job performance. Academy of Management Journal, 53(3), 617-635.

Sekaran, U., & Bougie, R. (2003). Research Methods for Business: A Skill-building Approach.
USA: John Willey & Sons.

Sekaran, U., & Bougie, R. (2010). Research methods for business: A skill building approach.
Wiley. USA: John Willey & Sons.

Sekaran, U., & Bougie, R. (2013). Research Methods for Business: A Skill Building Approach.
John Wiley & Sons.

Sharmila, J.J.V. (2013). Employee engagement - An approach to organizational excellence.
International Journal of Social Science and Interdisciplinary Research, 2(5), 111-117

Sibanda, P., Muchena, T., & Ncube, F. (2014). Employee Engagement and Organisational
Performance in a Public Sector Organisation in Zimbabwe. International Journal of Asian
Social Science International Journal of Asian Social Science ISSN International Journal
of Asian Social Science, 4(41), 89—-99.

Schaufeli, W.B. and Bakker, A.B. (2004). Job demands, job resources, and their relationship
with burnout and engagement: a multi-sample study. Journal of Organizational Behavior,
25(1), 293-315.

Schaufeli, W.B., Salanova, M., Gonzalez-Roma, V. and Bakker, A.B. (2002). The measure-
ment of engagement and burnout: a two sample confirmatory factor analytic approach.
Journal of Happiness Studies, 7(3), 71-92.

Tauhed, S.Z., Rasdi, R. M., Samah, B. A., & Ibrahim, R. (2018). The Influence of
Oragnizational Factors on Work Enagagement among Academics at Malaysian Research
Universities. International Journal of Academic Research in Business and Social Sciences,
8(10), 973-978.



Tabachnick, B.G., Fidell, L.S. (2013), Using Multivariate Statistics. 6th ed. Boston: Pear-
son/Allyn & Bacon

Tessema, M.T., Ready, K.J., Embaye, A.B. (2013). The Effects of Employee Recognition, Pay
and benefits on Job Satisfaction: Cross Country Evidence. Journal of Business and
Economics, 4(1), 1-12.

Thomas Maier, Marco Tavanti, Patricia Bombard, Michael Gentile & Berkita Bradford (2015).
Millennial Generation Perceptions of Value-Centered Leadership Principles, Journal of
Human Resources in Hospitality & Tourism, 14(4), 382-397

Volckmann, R. (2012). Fresh perspective: Barbara Kellerman and the leadership industry. Re-
trieved from http://integralleadershipreview.com/7064-barbara- Kellerman-and-the-lead-
ership-industry/

Tiwari, B. & Lenka, U. (2015). Building and branding talent hub: An outlook. Industrial and
Commercial Training Journal, 47(4): 208-213

Wallace, L. and Trinka, J. (2009). Leadership and employee engagement. Public Management
Journal, 91(5), 10-13.

Walumbwa, Fred; Avolio, Bruce; Gardner, William; Wernsing, Tara; and Peterson, Suzanne,
"Authentic Leadership: Development and Validation of a Theory-Based Measure" (2008).
Management Department Faculty Publications. 24.

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

Wellins, R. S., Bernthal, P., & Phelps, M. (2005). Employee engagement: The key to realiz-
ing competitive advantage. Journal of Business Management, 5(1), 1- 31

Zahid, K., & Ozyapar, A. (2017). Leadership and Employee Engagement in organizations: an
analysis on correlation. (Master Dissertation). Retrieved from http://www.diva-por-
tal.se/smash/get/diva2:1151272/FULLTEXTO02.pdf



















































	COPYRIGHT PAGE
	FRANT PAGE
	TITTLE PAGE
	CERTIFICATION
	PERMISSION TO USE
	ABSTRACT
	ACKNOWLEDGEMENTS
	TABLE OF CONTENT&
	LIST OF TABLES
	LIST OF FIGURES
	LIST APPENDICES
	CHAPTER 1
	INTRODUCTION
	1.1 Introduction
	1.2 Background of the Study
	1.3 Problem Statement
	1.4 Research Objectives
	1.5 Research Questions
	1.6 Scope of the Study
	1. 7 Significance of the Study
	1.8 Definition of Key Terms
	1.9 Organization of the Chapters


	CHAPTER 2
	LITERATURE REVIEW
	2.1 Introduction
	2.2 Employee Engagement
	2.3 Employee Communication
	2.4 Leadership
	2.5 Reward and Recognition
	2.6 Underlying/Underpinning Theory
	2.6.1 Neo-Charismatic Theory

	2. 7 Research Framework
	2.8 Hypotheses Development
	2.8.1 Employee Communication and Employee Engageient
	2.8.2 Leadership and Employee Engagement
	2.8.3 Reward and Recognition and Employee Engagement



	CHAPTER 3
	RESEARCH METHODOLOI Y
	3.1 Introduction
	3.2 Research Design
	3.3 Population
	3.5 The Sampling Technique
	3.6 Data Collection Procedures
	3.7 Unit of Analysis
	3.8 Research Instruments
	3.9 Pre-Test and Pilot Test
	3.10 Measurement of Variables
	3.10.1 Employee Engagement
	3.10.2 Employee Communication
	3.10.3 Leadership
	3.10.4 Reward and Recognition
	3.11 Method of Data Analysis
	3.11.1 Reliability analysis
	3.11.2 Normality Analysis
	3.11.3 Descriptive Analysis
	3.11.4 Pearson Product-Moment Correlation
	3.11.5 Regression Analysis

	3.12 Summary of the Chapter



	CHAPTER 4
	RESULT OF ANALYSIS
	4.1 Introduction
	4.2 Response Rate
	4.3 Data Screening and Preliminary Analysis
	4.4 Data Screening and Editing
	4.4.1 Missing Data
	4.4.2 Normality Test
	4.4.3
	4.4.4 Linearity
	4.4.5 Homoscedasticity
	4.4.6 Reliability Analysis

	4.5 Respondent Profile
	4.6 Descriptive Statistics for the Variables
	4. 7 Correlations Analysis
	4.8 Regression Analysis
	4.9 Summary of Findings


	CHAPTER 5
	DISCUSSIONS AND CONCLUSIONS
	5.1 Introduction
	5.2 Discussion
	5.2.1 Employee Communication and Employee Engagement
	5.2.2 Leadership and Employee Engagement

	5.3 Implications of the Study
	5.4 Limitation of the Study and Suggestion for Future esearch
	5.5 Conclusion


	REFERENCES



