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ABSTRACT 

The human resource is one of the most important assets of any organization and the 

success of organization in terms of productivity and profitability rests on the values 

created by its assets, especially the workforce. In order for improved performance of the 

organization, to succeed in the long run, and to have competitive advantage, there is 

need to maintain good relationship with the human resources and to manage them 

effectively. 

Employee’s engagement therefore aims to provide more effective ways of involving the 

human resource of an organization in order for them to aligning with the goals and 

objectives of the organization. Employee’s engagement hence involves interaction and 

communication with the employees, in order to encourage them to give their best 

services to the organization while feeling involved and important.  

This research is empirical in nature as it focuses on examining the factors that influences 

employees’ engagement in the workplace. The study implemented a theoretical 

framework based on the determinants of employee’s engagement using three variables, 

which are: employee’s communication, rewards and recognition and employee’s 

development. 

Survey method was used in data collection and questionnaires were distributed to the 

non-academic staff members of Sana’a University, a public university and one of the 

biggest institutions in Yemen. Data analyzed was carried out using SPSS. The result 

from the study shows that the three factors namely employee’s communication, reward 

and recognition and employees development have a significant positive relationship with 

employee’s engagement, therefore, confirming all the hypotheses. 

The study therefore shows that good communication by management with the 

employees, staff development, establishment of rewards system and employees’ 

recognition are all factors that reflect employee’s engagement in the workplace. This 

will therefore assist public institutions to improve on their relationship with their 

employees, in order to improve organization performance. 

 

Keywords: Employee Engagement, Employee Communication, Rewards and 

Recognition, Employee Development. 
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ABSTRAK 

Sumber manusia adalah salah satu aset yang paling penting dari mana-mana organisasi 

dan kejayaan organisasi dari segi produktiviti dan keuntungan bergantung pada nilai 

yang dicipta oleh asetnya, terutama tenaga kerja. Untuk meningkatkan prestasi 

organisasi, untuk berjaya dalam jangka masa panjang, dan mempunyai kelebihan daya 

saing, perlu ada hubungan yang baik dengan sumber manusia dan mengurusnya dengan 

berkesan. 

Oleh itu, penglibatan pekerja bertujuan untuk menyediakan cara yang lebih efektif untuk 

melibatkan sumber manusia organisasi supaya mereka dapat menyelaraskan tujuan dan 

objektif organisasi. Penglibatan pekerja dengan itu melibatkan interaksi dan komunikasi 

dengan pekerja, untuk menggalakkan mereka untuk memberi perkhidmatan terbaik 

kepada organisasi semasa merasa terlibat dan penting. 

 

Kajian ini bersifat empirikal kerana ia memberi tumpuan kepada mengkaji faktor-faktor 

yang mempengaruhi penglibatan pekerja di tempat kerja. Kajian ini menerapkan rangka 

kerja teori berdasarkan penentu penglibatan pekerja menggunakan tiga pembolehubah, 

iaitu komunikasi, penghargaan dan pengiktirafan pekerja serta pembangunan pekerja. 

Kaedah tinjauan digunakan dalam pengumpulan data dan soal selidik telah diedarkan 

kepada anggota staf bukan akademik Universiti Sana'a, sebuah universiti awam dan 

salah satu institusi terbesar di Yemen. Data dianalisis menggunakan SPSS. Hasil 

daripada kajian menunjukkan bahawa tiga faktor iaitu komunikasi, ganjaran dan 

pengiktirafan pekerja dan pembangunan pekerja mempunyai hubungan positif yang 

signifikan dengan penglibatan pekerja, oleh itu, mengesahkan semua hipotesis. 

 

Kajian itu menunjukkan bahawa komunikasi yang baik oleh pihak pengurusan dengan 

pekerja, pembangunan kakitangan, penubuhan sistem ganjaran dan pengiktirafan pekerja 

adalah semua faktor yang mencerminkan penglibatan pekerja di tempat kerja. Oleh itu, 

ini akan membantu institusi awam memperbaiki hubungan mereka dengan pekerja 

mereka, untuk meningkatkan prestasi organisasi. 

 

Katakunci: Penglibatan Pekerja, Komunikasi Pekerja, 'Ganjaran dan Pengiktirafan', 

Pembangunan Pekerja. 
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CHAPTER ONE 

 

INTRODUCTION 

 

 

 1.1 Background of the Study 

 

Organizations that have a high level engagement of employees are discovered to have a 

higher earnings when compared with the other companies that have limited employee’s 

engagement within the same industry. The gap between them is sometimes huge, for 

instance, sometimes, the earnings of these companies that have high level employee 

engagement is more than double of the other companies in the overall market (Heskett, 

2011). In other for improved business performance, there is need for increased employee 

engagement. Also employee engagement can help organization to be transformed to the 

best (Cattermole, Johnson, & Roberts, 2013).  In addition, it aims for creating a good 

working environment for employees, while boosting a good communication and 

interaction with their works and assisting them to complete their tasks effectively and 

efficiently 

 

Engagement is the concept of organization’s continuous flexibility, change, 

development, and improvement in order to continuously adapt with the global changes 

brought about as a result of technological growth, especially, in this twenty first century 

era. (Tiwari & Lenka, 2016). The positive attitude of employees towards the 

organizations and their values is the foundation of the business environment in addition 

to collaboration with colleagues in order to improve work performance for the 

organization. The organization should therefore, contribute to develop and promote 
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employee engagement, which requires a bilateral relationship between the employee and 

the employer (Robinson, Dilys, Sarah Perryman, 2004). 

 

Employee’s engagement can therefore be described as a positive force that works in 

connecting and organizing the employees with their organization. This connection can 

be felt emotionally, physically and in a cognitive way (Lizasoain et al., 2015). 

According to the study carried out by Al Mehrzi and Singh, (2016), engagement of 

employees working in the United Arab Emirates firms, would improve staff 

performance, increase the job satisfaction and thus enable the organization to achieve its 

objectives. 

 

Moreover, employee’s engagement is essential for organizations (Halim, 2011) because 

they are one of the main assets of any organization. MacLeod and Clarke (2011) 

explained that employees provide such a competitive advantage and are valuable assets 

that is essential to improving the productivity of the company. Hence, it is clearly in the 

society's interest to focus on engaging staff, in an intellectual and emotional way. Past 

studies carried out by researchers and the human resources professionals have 

discovered that enthusiastic employees are a productive asset for the organization 

(Waqas, & Salim, 2014). 

 

According to Supreme Council for Educational Planning (2014) and World Bank (2010) 

there are many challenges and problems facing higher education institutions in Yemen. 

The problems lead to lower performance in higher education system in public 

universities sector. These problems also raise the percentage of absenteeism and 
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dissatisfaction of staff.  

 

Therefore, the focus of this present study is to discover some of the factors that affect the 

higher education system challenges in the area of employee engagement on the higher 

education system of Yemen. For this study, a higher institution in Yemen is chosen for 

the research, which is a public university known as Sana’a University. This is in 

response to the recommendation made by Saeed, Gelaidan, and Ahmad, (2013)  that 

there is a need for other many researches to be done in public sector in higher education 

in Yemen, such as employees engagement in order to increase the level of performance 

and competitiveness at the same time. 

 

In addition, previous research findings revealed the positive relationship between 

engagement and communication with the employee (Mehrzi and Singh, 2016). Human 

resources (HR) practitioners and other members of the organization should therefore, 

take into account the differences between the needs of managers and staff, which will 

enable them to design systems and policies that meet these needs. 

 

For many years, the corporate communications and the public relations have used the 

term "communication with employees" as internal communication for businesses 

(Lizasoain et al., 2015). The strategic director and the organization entity concerned are 

familiar with the term "communication", whose aim is to reinforce the commitment and 

sense of belonging to organizations. This improves the awareness for continuous 

evolution and understanding of organization to its environment (Lizasoain et al., 2015). 

It creates effective communication strategies, as well as improve open management 
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communication, which are factors that are recognized as playing important role in 

developing positive staff engagement (Sunny, Kim, 2017). Kahn (1990) expresses 

employee engagement through the physical and emotional functioning of the role of 

work and knowledge, which allows the organization to innovate, compete and influence 

communication. Ferreira and Oliveira, (2014) explained that the organization of internal 

business communications requires a practical and theoretical consideration that allows 

good communication flow within the organization, especially, from the top management 

to the employees. Among other issues, there is also a need for careful consideration of 

the staff perspectives and their internal mediation preferences of the companies. 

Halllahan (2010) explore the issues that affect employee communication based on a 

basic theory, such as the intermediate theory, which was used in past studies for the 

explaining public relation media.  

 

‘Reward and recognition’ also influence the desire of employees and encourages them to 

make an extra effort instead of doing the lowest possible. One type of reward is skill-

based pay, in which employees are rewarded for mastering their professional knowledge 

moreover, for using those abilities to achieve the results of the organization appreciation 

(Waqas, & Salim, 2014). This type of remuneration has an important role to play in 

increasing participation, by supporting employees' pride in their new skills, also by 

recognizing the contributions made by staff to preserve the future of the organization, 

this would promote engagement in employment (Esther, 2016). Revealing that ‘reward 

and recognition’ is an important precedent for employee engagement. Once employees 

have received rewards and recognition from their organizations, they will feel compelled 

to respond, with increased level of engagement (Victor & Hoole, 2017). Tsourvakas & 
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Yfantidou (2018) suggest that organizations publish such a recognition scheme based on 

the values of the institution, with regional and popular rewards and the total number of 

awards, attributed by organizations to people who live values. 

 

Employee involvement is a key measure for all managers and staff. The staff should be 

assessed as part of organization’s annual assessments. Giannakis, Jamasb, and Pollitt, 

(2005) explained that during assessment, it might be difficult to identify and reward 

intangible values. In addition, there is need for transparency when assessing behaviors.  

Then, assessment criteria should be agreed. To apply this recognition in the manner 

described, this may mean that employees must be monitored when behaviors that match 

organizational values are displayed. This measurement tool can only be shared by staff 

or line managers, who already understand human behavior and objectivity in their 

assessment very well (Baxter, Hastings, Law, & Glass, 2008). 

 

According to Dagleish et al. (2007), training and staff development has a decisive 

impact on staff engagement. There is a need for initial training for the new employees. 

Initial training will familiarize employees with policies, procedures, work schedules, 

organization stakeholders, history, and company goals. Based on what Bandura and 

Lyons (2017) suggested, that the organization prioritize communicating its goals and 

values and sharing them with staff.  

In summary, it can be seen from the discussion above that employee engagement plays a 

crucial role in the success of organizations. However, there are many specific studies 

that illustrate how employee engagement can be effected and influenced by many 
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factors. This study is therefore focused on how employee engagement can be 

implemented in order to enhance performance in the organizations. 

 

1.2 Problem Statement 

 

Based on the study by Al-Mehrzi and Singh (2016), when the employees get connected 

to the organization’s aims and objectives, such as the vision and mission of the 

organization, and are working towards the achievement of the organization’s goals, they 

become more fulfilled, by knowing that their contributions to the organization is 

contributing to the growth, development and the overall improved performance of the 

organization. This therefore, leads to their fulfillment and job satisfaction, hence, it 

creates a sense of loyalty on their path to the organization. Consequently, this boost the 

employees pride and invariably, increase their productivity leading to improved 

organization’s services to their customers.  

Furthermore, Choo, Mat, and Al-Omari (2013) indicate that Human Resources 

Management (HRM) creates more values to the organization’s overall success. Once 

staff engagement has been introduced and their positive impact is felt in a section or 

department in an organization, it should therefore, be replicated and established in the 

other sections of the organization. It will hence, remain a key performance measure for 

HR professionals. Commitment to the oranization must be part of everyday 

administrative work. When managers select and determine the factors which influence 

employee engagement, they can have an effective human resources practices in order to 

enhance employee engagement (Bandura & Lyons, 2017).  
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For instance, due to increase in the global trades, there is higher competition among 

companies globally. This is fecilitated by rare and increased cost of resources, the huge 

cost of labor, consumption stresses of higher returns on the equity, which have prompted 

the organization’s need for restructuring. Restructuring in some of the organizations has 

a meaning of reducing the staff and layers in managerial levels (Cattermole et al., 2013). 

In spite of the positive impact of restructuring on organizations, such as its impact on 

competition, these restructuring changes also have a negative effect, as it results in 

traditional and psychological unemployment, and in the anticipations of reciprocity. 

Alagaraja and Shuck (2015) explained that workers have now recognized that working 

for a single employer for a long time until they retire, cannot be suitable for them, and 

with the reduction of their expectation of reciprocity, due to changes in organization 

structure that might lead to them losing their jobs, has resulted in employees feeling of 

lowered commitment toward their employers (Cattermole et al., 2013)  

 

On the other hand, some researchers have claimed that engagement is a crucial part in 

having high performance, moreover, consultant studies evaluate that 14 per cent to 30 

per cent of the employees are engaged at work (Jack, 2014). As a result of that, everyone 

believes to seek the path of getting their employee engagement. Up to date, in spite of 

the increase the interest in engagement's improving, individuals still not agree about 

what employee engagement means, what is the way to get it, and what could it looks like 

as soon as it achieved (Bandura & Lyons, 2017). 

 

As the labor force grows year by year, the University of Sanaa has become a critical step 

in determining the level of employee participation and the key drivers of their 
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competitiveness. In the areas of communication to the staff and among the staff, while 

the communications are based solely on current events and happenings around the 

university, the communication is not focused on the staff themselves, being the 

institution’s employees. Thus, the gap in communication has led to absence of feedback 

sessions and the moderate performance appraisal process. Also, the views of staff on 

issues such as the performance bonus and the process of increasing merit need to be 

clearer stated and communicated to the institution in order to foster an improved 

engagement with the institution (Al-Tit, 2017). 

 

In the area of recognition and reward, the University of Sana’a should take a more 

systematic approach; monetary rewards must be directly related to individual, 

administrative and organizational objectives, which will also eliminate internal equity 

issues to ensure retention of qualified personnel and the competitiveness of the 

organization remain (Serwer, 2019). 

 

With regard to staff development, there is no study of the skills gap and a largely unclear 

career trajectory, which leads into unplanned training or a shift in the distribution of 

training days’ work between employees. The leaders of organizations should also 

contribute, as part of their responsibilities, to ensure that each person evolves 

accordingly. 

 

Performance of Yemen higher education, certainly in public sector such as Sana’a 

University becomes very low in offering services, in the other hand, the competitiveness 

of the private sector increased in the country (Alabsi, 2014). Therefore, Sana’a 
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University and the other public sector universities should increase the competitive 

advantage in order to attract more students to public universities. As Supreme Council 

for Educational Planning (2014) and World Bank (2010) mentioned that performance 

get affected by many issues such as dissatisfaction, in addition, there is less participation 

in the strategies of public universities, from their employees. Therefore, this research 

studied the influences on why employees are not enthusiastic in the part of strategic 

goals and the values at Sana’a University (i.e. one of the public universities); it also 

examined the factors that influence employees to be engaged. 

 

1.3 Research Questions 

 

The purpose of this study is to discover how the correlation appear among independent 

variables, the variables which were discussed in this study are employee communication, 

reward, and recognition lastly the employee development. Moreover, to find the relation 

between independent variables and dependent variable, that is employee engagement in 

Sana’a University  

 

1. Does the employee communication have a positive relationship with 

employee engagement in Sana’a University? 

2. Does reward and recognition have a positive relationship with employee 

engagement in Sana’a University? 

3. Does the employee have a positive relationship with employee engagement in 

Sana’a University? 
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1.4 Research Objectives 

 

The main goal of this study is to examine which one of the three variables contributes to 

employee engagement in Sana’a University. The following are the specific objectives: 

1. To test the relationship between employee communication and the employee 

engagement in Sana’a University 

2. To examine the relationship between ‘rewards and recognition’ and employee 

engagement in Sana’a University 

3. To examine the relationship between employee development and employee 

engagement in Sana’a University 

 

1.5 Significance of Study 

 

This dissertation paper can significantly contribute to Sana’a University directly, in 

determining the current level of its non-academic staff engagement, and suitable 

comprehension for what factors have major effect on employee’s engagement at the 

Sana’a University. It is also going to contribute in the strategy of the University, unity 

level of the business moreover the analytical and empirical researches. This research is 

going to assist Sana'a University, in order to further initiate strategy to improve its 

performance, by providing the activities of employee engagement. To provide a 

wonderful comprehension for employee’s engagement and putting employee 

engagement as an effective term in Sana’a university. Then it provides guidelines to the 

leaders to take into consideration the important factors that influence employee 

engagement. 
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Finally, literature on staff participation can also be added, then these references or 

guidelines of future research can be used, as well as the enrichment of the literature on 

human resources management. 

 

1.6 The Scope of the study 

 

This research aims to study the employee engagement in Sana’a university. The 

employees under consideration are the non-academic staff of Sana’a University. The 

research focuses on three independent variables namely: the employee communications; 

rewards and recognition; and the employee development. This study focus on employee 

engagement in the public sector due to the dearth of research in this area. It also focused 

in nonacademic staff because this kind of employee don’t have the enough care from the 

public universities. Moreover, the non-academic staff are the most neglected staff 

member among the public sector university employees. As they are facing many 

unaddressed problems among themselves, with the student, with the academic staff 

members and also, with the administration of the universities (Ammar, 2018).  
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Figure 2.1 Map and Location of Yemen 

 

CHAPTER TWO 

LI TERATURE REVIEW 

 

2.1 Introduction 

 

The section reviewed the related and relevant extant literature on the subject matter. In 

other words, the review borders on the study’s variables – ‘reward and recognition’ 

employee development, communication, and employee engagement. And an overview of 

Yemen and Sana’a university. 

 

This study implemented in Yemen, so Yemen (or officially: Republic of Yemen) is an 

Arab country located southwest of the Arabian Peninsula in Western Asia. It has an area 

of about 555,000 square kilometers and has a population of 26,687,000 according to the 

2015 population projection. Yemen is bordered to the north by Saudi Arabia and to the 

east by Oman, with a southern coast on the Arabian Sea and a western coast on the Red 
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Sea. Yemen has more than 200 islands in the Red Sea and the Arabian Sea, the largest of 

which are Socotra and Hanish (see Figure 2.1). 

 

Sana'a University was established in conjunction with the University of Aden during the 

academic year 1971/70. The University of Sana'a is the first university to be opened in 

North Yemen (before the unit). It currently has more than 124 majors and a scientific 

department that is attended by at least 80,000 students. The university has the task of 

preparing qualified and trained cadres that contribute to the development process in 

various fields. The university started with limited disciplines, but its development has 

reflected its role in meeting the requirements of the community through the expansion of 

faculties and majors to include many theoretical and practical programs. A number of 

academic and specialized centers have been established. The importance of the role of 

the university has been the establishment of several sub-colleges in several provinces, 

some of which have become independent universities. Sana'a University - consists of 

twenty-two colleges, twelve of them in the main center in Sana'a and ten sub-colleges. 

Moreover, the university did not stop at the stage of granting the first university degree, 

but started in the early eighties with the granting of higher university degrees starting 

from the higher diplomas and then awarded the master's degree and doctorate in many 

disciplines from most colleges. 

 

2.2 The Employee Engagement 

The upheavals in the worldwide economy through the last twenty-five years have had an 

important impact on engagement and reciprocity in the lives of employers and workers, 

and therefore on worker involvement. In response to this, the organizations were 
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prompted to restructure themselves. At the corporate firms, restructuring has been 

reflected in the cut down of workers and reshuffling the levels of corporate 

administration. Moreover, due to the huge changes in the global economy and as the 

result of technological development in the last thirty years, it is becoming increasingly 

important for organizations to increase their engagement of employees in order to 

facilitate their aligning with organization’s lifestyle, commitment to the organization’s 

goals and objectives, and increased mutuality among workers (Harter et al., 2002).  

 

Moreover, during 30 years of study, Gallup researchers have carried out a large number 

of study and researches. These researches were carried out using large pool of 

respondents. The studies were focused on organization productivity using thousands of 

surveys of productive staff, supervisors, and working groups. These research have been 

conducted to develop an employee engagement model. While the Convention with the 

definition of Kahn's mentioned by (Harter et al, 2010) personal participation refers to the 

involvement of existing staff when employees interact emotionally with others and are 

cognitively alert and have an idea of how they are "enthusiastic to work"  

Employers expect to be loyal to the organization by offering lifelong job opportunities, 

raise with global growth. Employers need to be more flexible in their deployment to 

employees, so their job has begun to change this contract (Jack, 2014). In addition, 

employer always wants to have a high performing employee ,the purpose of this study is 

to provide officials with an understanding of engagement and an understanding of staff 

involvement (Gruman,2014). 

In order to engage employees and to enjoy positive impacts and benefits as a result of 

the engagement, there is need for organization to invest in the area of human resource 
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practices. There is need for organization to evaluate exactly the expected level of 

employee engagement, and the commitment of the corporation that the organization 

wants, and what the cost that will be incurred as a result of the engagement. Moreover, 

there is the need for the organizations to rightly understand the factors which determined 

employee engagement. Hence, they could establish, practice and implement the human 

resource practices in a very effective way, so as to improve the employee engagement in 

organizations.  

 

This policy will lead to positive return in investment in human resources practices 

(Simon & Albrec 

ht, 2014). Obviously, reduced or no engagement of employees by the organization is 

going to have negative impact on the whole organizations. Some of these effect of low 

or no employee’s engagement include less employee’s productivity and less 

commitment and alignment to organizational goals. This will hence lead to increase in 

the percentage of absenteeism, also staff turnover will be increased in the organization 

and the cost recruitment and the cost of training will be increased (Arnold & Bakker, 

2015). Moreover, having highly engaged employees would help the companies to attract 

new talents, at the area of the labor market, and will become the targeted employer from 

the talented employee. That is obviously will contribute to the advantage of competition 

for the organization (Macey, 2015). 

 

The definition of employee engagement has been discussed by many different 

researchers, and by human resources specialists. According to Khan (1990), employee 

participation is the extent to which the employees are motivated to contribute to an 
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organizational competitive feature, and the willingness to demonstrate the commitment. 

Moreover, the loyalty to exceed the basic requirements, in order to complete a task or 

achieve organizational goals. This is confirmed by the study conducted by Cooper-

Thomas and Saks (2018). Employee participation is the voluntary choice of staff in order 

to give the organization more time, energy and mental potential.  

 

Furthermore, Corporate Leadership Council (2005), Blessing (2006) focus on the 

involvement of staff in communication of the knowledge, worker with the work or the 

organization, and on the behaviors they highlight in terms of job satisfaction, learning, 

commitment, and impact on the difficulty of an employee to the work. Also Blessing 

(2006) defines retention of these behaviors as one consequence and outcomes. 

Engagement is defined and focuses on emotional attachment. Teofisto (2009) stated that 

the reference to engagement is a great emotional attachment to work, organization, 

manager or colleagues. Teofisto (2009) said the cognitive and the emotional approach 

extend from the definition of engagement to a state in which individuals become 

emotionally and intellectually engaged. Another definition is focusing primarily on 

behavioral outcomes, regardless of causes. Rao (2017) refers to commitment as the 

willingness of the employee to make discretionary efforts at work. Bandura and Lyons 

(2017) focus on the employee’s commitment to stay with her/his business. 

Different kinds of engagement according to four main spectra: 

1. Motivate workers to contribute to the institution’s competitive advantage then 

give them more time, energy and mental energy  

2. The employee's knowledge of the work or organization and the subsequent 

behaviors he has demonstrated in terms of satisfaction and commitment to work  
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3. Emotional attachment to the one's work 

4. The desire to make an estimated effort at work. 

In short, it can be said that the employee's association is associated to the mental 

methods of cognition, memory, judgment and rational (that named perception), humor, 

emotions, sensation, sensuality (called emotional) and behavior. 

 

2.2.1 Types of Engagement 

 

Different types of engagements are presented as follows: 

2.2.1.1 Personal Engagement 

One of the first people and researchers in personal engagement was William Khan. His 

work tackled engagement construct. Khan described in his article that has been 

published in 1990 how workers can occupy in a psychological way, their role in the 

work that could be moment by moment basis. Based on the PhD research of khan 

(1990), the research was based on the strategy of interviewing the worker. There were 18 

summer camp counselor and 18 members in the firm working as architecture.  

There are many analysis of work condition that enhances engagement of workers. Khan 

explained that individuals are engaged in different levels in their work. These 

engagement can be effected physically, cognitively and emotionally, and are reflected by 

the employees continually seeking ways in which they can be involved in organization 

activities willingly. This therefore, will bring changes and influence their performance. 

As soon as the employees gets involved and engaged, there are going to be differences in 

their performance. From the point of view of Khan, personal engagement exists when 

employees are able to have the expression of their "preferred selves". That desired selves 
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refer to who they love to be and the different measurements of themselves.  These 

desired self-images are reflected when they are engaged and performing a specific role. 

 

To make it clear, as soon as employee behaves in a natural way, they think it is a good 

way to them, they are going to be involved by the emotional, cognitive, and 

psychological way, in their work. In order to maintain this state of personal engagement, 

Mr Khan has proposed a very important idea which is the work needs to be meaningful, 

so the employees should have a feeling, of having the personal resources for investment 

in their work. Then they must feel safe in order to express themselves without any 

negative effect of their self-image or careers (Khan, 1990). Three conditions should exist 

in order to have their emotional, cognitive, and psychological energies, which are the 

first one to be available, meaningful, and safe. The result of disconnection could lead to 

a reduction of effort, burnout, and the type of behavior. The study of Khan (1990) and 

his model studied the association between the engagement and the three situations of 

work. Then the result of khan study confirmed they must be a strong relationship 

between the work condition and engagement in order to exist. 

 

The term employee engagement has been used differently by various individuals, 

however, it’s used in previous works for the purpose of definition and serves as 

reference for a huge number of business consultants. Hence, the justification for the use 

of engagement in different ways. However, this study used it in a way which is related to 

employees. To speak generally, it relates to how worker engagement affect the lowest 

line. Lowest line here refers to the employees that are at the lowest line in the 

organization, for this study, it refers to the non-academic staffs in the universities. 
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Although, some are occupying a high position, majority of these employees are at the 

lowest line, such as the cleaners, the gardeners, security officials and other non-teaching 

staff members. 

Based on the argument by many researchers about the central purpose of engagement, it 

was deduced that as a result of employee' work, employees engagement would 

encourage the organization performance (Halim, 2018). This idea is reflected in studies 

carried out by other researchers, which shows that organizations can benefit financially 

as a result of employees engagement. Moreover, employees engagement leads to better 

productivity, consumer loyalty, revenue, and shareholder return (Jack, 2014). It also 

motivate the employees emotionally and intellectually by making them feel confident 

like an expert when doing their job . for the purpose of this study, capacity and passion 

is considered as a measurement of employee engagement when they have it for their 

organization. Therefore, passion and capacity of employee enhance their work and 

inadvertently, it benefits the organization (Rai, 2018). Organizations generate and 

maintain their engagement through the management of some effective "drivers". These 

drivers include: the number of aspects of the workplace, such as leadership, reward, peer 

relationships, tasks, work resources and job chances so, this type of engagement is 

similar to what was suggested in this study, where it was more similar to the type of 

engagement at the University of Sana’a.   

 

2.2.1.2 Work Engagement 

 

Becker and Rome (2002) revised the communication / continuous fatigue. Their study 

agreed with the study of Maslach and Leiter (1996) which shows that communication 

and exhaustion are negatively correlated. According to Maslach and Leiter's (1997) 
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model of energy, enthusiasm, and self-reliance, participation in work is defined as 

activity, dedication, and absorption (Shimazu, Kamiyama, & Kawakami, 1996). The 

dissimilarity among such 2 forms of engagement is essentially that Maslach and Leiter 

incorporated self-efficacy, and Schaaufeli and his associates included assimilation in the 

structure of participation. Kahn's personal involvement, nor the involvement of the 

consulting staff, but was an essential part of a vital commitment, as clarified below. 

Participation is such a complex construction that describes the variety in the 

understanding of it. Though, from the perspective of research and the applied perception, 

clarity of definition is significant for enhancing credibility. All comments posted on the 

participation are not considered a reliable building. One participant, Bakker, Demerouti 

and Sanz-Vergel (2014) argued that participation was a concept inspired by survey 

agencies in order to distinguish them as a measure of the last behavioral pattern observed 

in improvement Profits of the company. In his opinion, the questionnaires were slight 

more than surveys on job satisfaction with some extra questions. Participation has been 

compared to many combinations, the greatest common being occupation contribution, 

job pleasure and organizational obligation (see Walter & Maslakh (2004) and Mills 

(2005). All of that 3 are clarified here for the comparison with the interaction. Emphasis 

was placed on exploring the link between engagement and ongoing commitment, with 

the aim of contributing to the understanding of participatory supervision network. 

 

2.3 The Cost of Disengagement 

According to Fredconson's theory of building expansion, negative emotions "restrict the 

moment of thought - ammunition at work" (Frederickson, 2001). The effect of the 

negative feelings once lengthy or prolonged can cause serious problems such a phobia, 
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worry disorders, aggression, hopelessness, madness, sexual dysfunction, eating illnesses 

and many mental disorders related to stress (2003). In the place of work, the 

disengagement is characterized through high absenteeism, high turnover and low 

productivity (Melcrum, 2005).   

Based on Coffman and Gonzalez-Molina (2002) study, the disengaged employees drain 

the company financially. Their interactions towards the others cause distrust, resistance, 

and blame. Moreover, it results in shifting focus from ways to proffer solutions to issues 

to complaints and leads to employee’s carrying out of their duties and obligations sub-

optimally (Coffman & Gonzalez – Molina, 2002). The disengaged staff tends to do only 

their work but nothing further nor less (Buckingham, & Coffman, 1999). In the 

dangerous cases, they might sap or criticize organizations (Wellins et al., 2005). 

Through publications underlining the competitive advantages of the engagement and the 

price of disengagement, this HR instrument has received worldwide attention. 

 

As noted above, employees’ engagements involve emotional and psychological 

relationship with the organization and its associates, which can result in positive or 

negative behavior at work. Organizations and their environments play a key role in 

shaping staff attitudes and engagement. 

 

2.4 Social Exchange Theory (SET) 

 

Employee engagement definition offers us with the agreement that engagement of 

employee can be managed, enhanced or strengthened by organizations. Social exchange 

theory explains this scenario. SET says that obligations arise from a series of interactions 

in between the parties in a mutual interdependence (Saks, 2006). 
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A fundamental principle of SET is that relations evolve over time in reciprocal and 

reciprocal relationships of trust, provided that the parties respect certain "rules" of 

exchange (Cropanzano & Mictchell, 2005). Therefore, there is a way for the individuals 

to repay their organization by their employee engagement level. In other words, staff 

will be chosen to engage themselves in various degrees and depending on the resources 

they receive from their organization. Engaging more in the roles of an individual's work 

and devoting greater mental, sensitive and material resources is a precise deep method 

for persons to reply to the actions of the organization.  

 

As noted above, employee engagement includes their emotions aside their 

psychologically relationship with the institution and its associates, that can result in 

positive or negative activities at workplace. The organizations and their environments 

also play a key part in shaping staff attitudes in addition engagement. 

 

2.5 Importance of Engagement 

 

Regarding to Ashok (2005), it is essential for supervisors to cultivate engagement, 

because disengagement is the main reason for the worker's lack of the commitment and 

motivation. Other research has linked the use of a different resource to engagement 

(participation and enthusiasm), such as turnover, customer gratification, faithfulness, 

security, and to a slighter extent, production, and profitability (Canry, Livingstone, & 

Markham, 2016). HR Consulting has published some statistics, which gives us great 

credibility on the assumption, which employee engagement leads to an increase in the 

overall financial performance of the company. For instance: 
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● Corporate Leadership Council (2006) found that highly interactive employees 

had performance scores above 20% compared to those with an average level of 

participation. 

 

● Towers and Perrin (2006) has found a very significant positive correlation in 

between corporate engagement levels and their one-year growth in total revenue 

relative to Dow Jones' average growth. 

 

● System of rice intensification (SRI) (2003) found that the companies with higher 

participation recorded a 3.74% growth in their operational margin besides a 2.06 

% growth in their net profit above 1 year, while the small cap corporations 

recorded a decrease of 2% and 1.38%. Decrease in these classifications 

concerned. 

● Towers and Perrein (2007) continued its results via estimating that a 5 per cent 

growth in total worker engagement was associated with a 7 percent growth in the 

operational margin. 

● Above a 5 years’ period of time, Hewitt (2005) has examined engagement in 

addition the several monetary indicators of many corporations and found the 

same relationship between engagement and the performance in some other 

researches. Nevertheless, since they were as longitudinal study, Heewitt (2005) 

found that as staff engagement levels improved, the result was a growth in 

subsequent financial performance pointers. 
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In addition, Vazirani (2007) also highlighted the following benefits of engaged 

employees: Committed employees will generally achieve better results and be more 

encouraged.  

 

● There is an important connection between staff engagement and the profitability. 

● The engaged employees form such an emotional relationship toward companies. 

● They affect their attitude with customers and thus enhance their gratification and 

the levels of service. 

● The employees, who are engaged, build a passion and commitment in work, and 

alignment to the strategies and goals of the organizations. 

● Engaged staff would increase staff member's confidence inside the organizations. 

● The sense of loyalty in the competitive environment is increased by Engaged 

workers. 

● Engaged staff will provide an energetic work environment then promote business 

development. 

● Makes the brand's staff efficient ambassadors of the company. 

 

In addition, regarding to what Harter, Schmidt, and Hayes (2002) said that the extremely 

committed worker tends consistently to deliver higher than expected expectations. 

Hatter, Schmidt and Hays (2002) asked employees "if they have the opportunity to do 

whatever they do best every day" at the workplace, while one in five strongly agree. 

These better performing business units have much better performance. 
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Employee engagement is essential for any the organization seeking to retain a significant 

workforce. Watson (2011) has proven that there is a fundamental relationship between 

employee participation, the loyalty of customers and profitability. As the organization 

becomes more globalized and relies more and more on technology in a virtualized work 

environment, there is an increased need for engagement and communication with staff to 

provide organizational the identity of the organization (Vazirani, 2007). 

 

2.6 Factors of Employee Engagement 

 

According to Wills, Perthal and Phillips (2006), the engagement programs lead to the 

creation of the engagement of the staff and a work environment. When the engagement 

in the work environment is made, it is going to have a positive influence on staff 

behaviors and attitudes (Wage, 2003). Various of engagement studies such as Gallup, 

Per Burns, Hewitt, Blessing White, the Corporate Leadership Council and the 

Conference Board used different definitions to participate in the 26 key factors of 

engagement that managers should consider when supervising their employees. These 

drivers include exciting and challenging work. Career growth, learning, and 

development opportunities, working with exceptional people, receiving fair 

compensation, having supportive management, recognizing, appreciating and respecting 

(Ketter, 2008). Vazirani's (2007) research on staff Engagement has included some 

critical factors leading to staff engagement, some of which are specific: 

 

2.6.1 Employee Communication 

 

The business must follow up the open door policies. There would be a top-down 

connection with the suitable communication stations inside the institution. If the worker 

Universlti Utara Malaysia 



26 

 

has a point of view in decision making, then he is having rights to be as a heard by the 

leader of the high levels of engagement. 

 

Good communication with staff helps them to comprehend their role then thus 

contributes to the institution's achievement (Clampitt, 2005). The significance of the 

communication with an employee of an organization was demonstrated once the ICPD 

assessment indicated that the two furthermost important factors in employee engagement 

are the opportunity to obtain good information about what happens in the organization. 

That is so obvious that participation begins with a clarity in understanding of what is 

happening inside the organization (they are up-to-date). Staff must remain familiar with 

the changes which affect their workgroups, thus that they are not surprised or amazed 

when these changes are made. In addition, once organizations deliver clear way and 

ensure that staffs are well informed; they are capable to make the most of their time, 

properties and budget. They are hence inseparable when they define their priorities or 

"roll" in their actions. 

 

Communication moreover means that the employees obtain the regular feedback on their 

performance. The DDI Selection Forecasting Study found that more than half (58%) of 

workers feel they have sufficient insight into their performance . Staff needs feedback 

and expectations to support their work and recognize their progress. Continuous 

feedback acts as an incentive to work by creating concentration and shaping work. A 

CIPD survey of UK employee engagement in 2006 found that two out of five employees 

receive information about their performance and those who receive more tend to achieve 

better performance. Employee communication can help engage staff by simply asking 
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employees about their feelings. This kind of belief could be applied to individual 

associations to build the confidence and strengthen special relations with workers. It also 

can be applied to the organization over the usage of well-designed communication tools 

and technologies. The central to any kind of communication is to maintain consistency, 

connect staff regularly, and respond honestly to what a person hears (Bates, 2004). 

Welch (2011) also stated that management needed to clearly evaluate staff comments 

when they were listened to without fright of revenge. 

 

2.6.2 Rewards and Recognition 

 

The company must have an appropriate payment system to motivate employees, to work 

in the organization. In order to increase commitment levels, employees must receive 

benefits and compensation. According to Teofisto (2009), staff may consider the 

promotion of a higher position related to salary increases as the best way for an 

organization to recognize the achievements of its staff. In addition, Baxter, Hastings, 

Law and Glass (2010) insist that the organization have an appropriate payment system, 

thus that staff are encouraged to work within the organization. That is to improve 

employee engagement levels; organizations must have the ability to provide benefits and 

compensation Mottaz (1999). The competitive package in the company is something 

important. Also said, in any organization, it is necessary to maintain internal equality 

between staff members. Salary structures and the benefit schedule should be consistent 

with terms of reference, age, qualifications, experience, etc. 

 

2.6.3 Career Development 

 

Universlti Utara Malaysia 



28 

 

The Employee development is a program that refers to a grade to which the employee 

feels that the company or its manager is trying to develop the skills of its employees 

(Waqf, & Salim, (2014) through a program of Staff development like training. The 

company can help new and existing employees to acquire the required knowledge to 

perform their functions. When company designates or sends a staff member for the 

training programs, it explains to the employee that the company is interested in the 

knowledge acquired and wants the employee to learn more to contribute to the 

organization and then also to the training. 

The employees designation, through the design of tasks, is called development tasks. 

When this is effectively designed, it leads to job enrichment and enlargement, which 

ultimately means that the employee does more from the same work. According to the 

revised literature, staff should be more involved in their work if it is enriched in training 

and development. When staff members feel that managers are interested in their 

development, they react positively to them, which enhance their personal effectiveness. 

Employees who understand their purpose and mission in their institutions want to find 

ways to accelerate their development by continually exploring the information about 

training and progress (Luthans and Peterson, 2001: 376). 

 

High-level engagement in organizations provide opportunities for employees to develop 

their capabilities, acquire new skills, acquire new knowledge and realization for their 

potential. Highly engaged companies plan the careers of their employees and invest in 

the way people invest. In addition, performance appraisal will contribute to the 

development of their personal competencies. Fair assessment of employee performance 

is also an important criterion in determining the level of the employee engagement. A 
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company that applies the appropriate performance appraisal techniques (transparent and 

non-aligned) will have a high engagement rate of staff. 

 

2.8 Conclusion 

 

Although staff engagement is defined differently by different researchers and 

organizations, some common themes could emerge from a literature review. The 

literature reviewed obviously indicates a strong correlation between employee 

involvement, engagement, rewards & recognition, and employee development that 

contributes to the success of the company's business. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 

3.1 Introduction 

This chapter exposed the relationships between the independent variables and the 

dependent variable as well as the methods used to study such variables. Furthermore, it 

shows the research design, data sources, unit of analysis, population framework, 

sampling and sampling techniques, measurements, and data collection used for the 

study. Finally, this chapter explains the overview of the management control for the 

whole study, and the clarification of the Data analysis technology employed in the study. 

 

3.2 Research Design 

 

Malhotra (1999) explained research design as a framework, or scheme, for conducting 

research. It is the procedures or the details needed to obtain the information needed for 

the structure and to solve the research problem that can be determined by the research 

design. The study aims to examine the drivers which contribute to the engagement of the 

employees of Sana’a University. Due to the inclusion of independent variables like 

communication, ‘reward and recognition’ and staff involvement in this study make it a 

correlation study.  
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3.3 Research Framework 

The framework of the study has been developed based on two factors: research problem 

and literature review. The model contains some drivers which represent influences on 

employee engagement in Sana'a University. In other words, the independent variables 

(IVs) were used to predict the dependent variable which is employee engagement. The 

IVs in this study are three namely; employee communication, ‘reward and recognition’, 

and employee development. While employee engagement is the dependent variable. 

 

3.3.1 Dependent Variable 

Cooper and Schindler (2008) said, the researcher must measure, predict, or closely 

monitor the dependent variable, which should be affected through manipulation of 

independent variables. In this search, the researcher cherry-picks the employee 

engagement to be as a dependent variable that would be used. 

In the figure below the model of this study was illustrated. 

3.3.2 Independent Variable 

 

Cooper and Schindler, (2008) maintained that the independent variable is influenced by 

the researcher, causing the result or modification on dependent variable. In this study, 

the researcher selects three factors as the independent variables: (i) communication with 

the employee; (ii) ‘rewards and recognition’; and (iii) staff development. 
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3.4 Hypotheses Development 

 

 

3.4.1 Employee Engagement and Employee Communication 

 

 

In companies covered by the American System Training and Development (ASTD) 

questionnaire, ninety percent of respondents agreed to clarify the mission and objectives 

of their organization and to communicate them to all employees. However, in a study by 

the Investors in People Standard 2004, only 55 % of employees felt they were intimated 

with the organization’s activities while 45% felt, they had no enough information 

communicated to them by the organization, that would help them to do their job 

efficiently. Thus we are hypothesizing that Good communication with staff helps 

EMPLOYEE 

COMMUNICATION 

 

REWARD AND 

RECONGNITION 

 

EMPLOYEE 

DEVELOPMENT 

 

EMPLOYEE 

ENGAGEMENT 

 

Dependent Variable Independent Variables 

Figure 3.1 Framework of Study 
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employees understand their function, and thus to contributes to the success of the 

organization (Clampitt, 2005). The value of communication with an organization's staff 

member was illustrated in the International Conference on Population and Development 

(ICPD) questionnaire which reflected that one of the most substantial factors in staff 

engagement were the ability to obtain good information on what was happening in the 

organization. According to this study, engagement clearly starts with the clarity of the 

staff in understanding what is happening in the organization (they are aware of it). 

Employees should therefore, be aware of changes which could affect their workgroups 

so as not to be surprised or amazed when these changes are made. In addition, while 

organizations provide a clear way and ensure that staffs are well informed, they are able 

to maximize their time, resources, and budget. Therefore, management communication 

and employees cannot be separated when organizations priorities are set in order for 

improved performance. 

 

Hypothesis 1 

H1: There is significant relationship between employee communication and employee 

engagement at the University of Sana’a. 

 

3.4.2 Reward and Recognition and Employee Engagement 

 

People like to know that their unique contributions are recognized. Interestingly, while 

many organizations offer formal reward programs, and recognize the ideas and 

contributions of employees, many employees experience hunger for more informal daily 

recognition (Wellins, Bernthal & Mark, 2003). Employees, who are more likely to listen, 

support and acknowledge their contributions are more likely to be interactive (Wellins, 
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Bernthal, & Mark, 2003). The Ministry of Labors, United States mentioned that lack of 

knowledge of staff plays a crucial role in staff's decision to leave the organization 

(Wellins, Bernthal & Mark, 2003). In addition, reward and suitable recognition could 

benefit and develop psychological contracts in whom employees feel the value of the 

employer and the value of employer contributions (and considered as such) (Wellins, 

Bernthal & Mark, 2003). Increased employee engagement should, in turn, improve work 

performance, reduce staff turnover and facilitate the hiring of talented workers in order 

to boost the public image of the organization. We have therefore assumed that: 

 

Hypothesis 2 

H2: There is significant relationship between reward and recognition and employee 

engagement at the University of Sana’a. 

 

3.4.3 The Employee Development and Employee Engagement 

 
American System Training and Development study revealed that the worker's 

willingness to grow within their companies had a direct impact on participation (ASTD, 

2011). According to the study, 65 percent of respondents confirmed that the quality of 

training and learning opportunities had a high positive impact on staff engagement. 

Development Dimensions International (DDI's) (2005) selection forecast indicated that 

there is a high level of job turnover as a result of staff quitting their jobs for a job with 

better prospect in which they have a higher opportunity for self-development and 

personal growth. Most of the workers prefer to have new and interesting jobs where they 

can experience new working thrills, new methods and developing new skills. The 

engagement can be created in the workforce of the organization by establishing a 
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learning culture inside the organization and creating such individual development plans, 

to be suitable for the employees (Baxter et al., 2010). Researchers have also found that 

the investment in the development programs have a significant relation to the financial 

success in organizations (Fryer, Antony, & Ogden, 2012). The ASTD survey has found 

that most of the workers are willing to give their best and use their best skills without 

being forced, when they felt they are more connected to their jobs and the organizations 

are able to identify their strengths and leverage on their unique strengths, rather than the 

management focusing on identifying their weaknesses. Moreover, this claim was 

supported by another study, a research carried out by ICPD in the year 2006 in order to 

know the level of engagement of employees working in UK organizations. This study 

found that more than 30% of the employees, who fill the survey believed that their 

supervisors rarely or never have a concern about the training and development they 

need. Also, the supervisors rarely or never give a feedback for their performance.  About 

25% of the respondents believed that they seldom or never have feeling of inclusion in 

the organization activities. So, for the purpose of this study, it is the hypothesized that: 

 

Hypothesis 3 

H3: There is significant relationship between the development and engagement of the 

employee at the University of Sana’a. 

 

3.5 Sources of Data 

 

Data used in this study were Primary and secondary data. 

3.5.1 Primary Data 
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Based on Sekaran and Bougie study (2016), data is the first piece of information 

obtained through the researcher on variables of the interest for a specific purpose of the 

study. In order to obtain the information, survey approach was adopted and 

questionnaires were administered to Sana’a University’ non-academic staff. 

 

3.5.2 Secondary Data 

 

Based on Sekaran and Bougie study (2016), secondary data refers to information 

collected by a person from the researcher who conducted the present study in the form of 

a company record, media analysis, publication, etc. The secondary data seems to 

consume less time and also requires licenses to obtain them, as they have already been 

prepared by previous experts. The reason behind the secondary data is to obtain more 

information that can convey basic data, provide solid information, and help the 

researcher to interpret raw data accurately.  

 

Sometimes secondary data can give the researcher a clear overview of the substantive 

issues from a different angle. Secondary data collected for this study were gotten from 

the website of the University of Sana’a, the institution’s magazine, annual report, and 

relevant articles that help and facilitate the review of the literature. Secondary data 

consists of internal data sources and external data sources. The external sources such as 

magazines, articles, newspaper etc., and the internal sources, such as, the internal 

network of the university, institutions’ newsletters, and school brochures, among others. 

 

3.6 The Population and Sampling 
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Unit of analysis is the individual level. The population of the study comprised of the 

non-academic staff of the University of Sana’a. The population refers to a variety of 

people, events or objects that the researcher wishes to study. The list of Sana’a 

University employees has been obtained from the University's Human Resources 

Department. There is about 408 non-academic staff at Sana’a University. According to 

the criteria of size decision guidelines presented by Krejcie and Morgan (1970) the 

sample size of the population (P) is 408 (d) 196. Thus, 196 employees from Sana’a 

University will be randomly selected. 

 

 

 

3.7 The Measurement of Variables 

 

The research tool is the questionnaire designed in order to identify factors contributing 

to the engagement of the staff of the University of Sana’a. The questionnaire has been 

modified and adapted to suit the context of the study. 

 

Table 3.1: Measurement of Variables 

Variable Number of 

Items 

Scale Source 

Employee Engagement 8 Five-point Likert 

scale 

Chartered Institute of 

Personnel and 

Development 

Employee Communication 7 Five-point Likert 

scale 

ORC International Pulse 

Rewards and Recognition 7 Five-point Likert 

scale 

ORC International Pulse 
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The questionnaire has five sections. The first one is A includes questions for collecting 

information from the respondents regarding their personal data. Sections B, C, D and E 

exist to serve as measurement of elements associated with staff engagement. 

 

Three metrics were utilized in this search. First of all, the nominal scale was used in 

Section A. The Likert scale was also used. In other words, in sections B1, B2, B3and B4, 

the 5 points Likert scale was used to collect the responses of the respondents.  

 

3.8 Data Collection Method 

 

In this research, the data were gathered using a structured survey composed of thirty 

items. The English questionnaire was sent to be translated from an official center into 

Arabic. And then translated into Arabic and was adopted by the Faculty of Languages at 

the University of Sana'a. Moreover, it was verified the validity of the translation if it is 

true and keep up with the subject of the research. After that, it was discussed with the 

research assistant so that he was fully familiar with the subject of the research, thus that 

he would have the ability to answer any ambiguity to the respondent. The research 

assistant then distributed the questionnaire to the respondents in all the target colleges. 

Firstly, 40 questionnaires for pilot study were distributed to the respondents and 34 

questionnaires were returned. The questionnaires were analyzed and the measurements 

were found to be valid and reliable. The collection of the questionnaires from the 

Employee Development 7 Five-point Likert 

scale 

ORC International Pulse 
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respondents took about one week. A total of 196 questionnaires were distributed and 166 

questionnaires were received and sent in fully by e-mail. 

 

3.9 Data Analysis Techniques 

 

After the collection of data from surveys, there are some procedures undertaken in order 

to analyze the collected data so as to get a meaningful information.  This include 

checking the accuracy of the data. In addition, the questions were coded in order to 

allow analysis using a statistical software packages for social sciences (SPSS). The data 

analysis started by testing the reliability of the measurements by Alpha Cronbach. The 

Cronbach Alpha test was used as the most reliable test tool accepted by the social 

scientist (Sekaran, 2016). In Cronbach's Alpha reliability analysis, the closer the Alpha 

is to Cronbach's 1.0, the more consistent the internal consistency is reliable (Cronbach's 

Alpha, Cronbach, 1946). Cronbach Standards are as follow: 

1. The reliability which is less than 0.6 is considered poor. 

2. The reliability that is in range of 0.7 is considered acceptable 

3. Reliability greater than 0.8 is deemed to be good. 

 

3.10 Pilot study 

 

In order to examine the validity of this measurement, the questionnaires were given to 

experts who have been teaching at Yemeni universities to check its validity. Moreover, a 

graduated PhD student in the same field of study was given the questionnaire for validity 

check. In addition, the reliability of study, the measurement of this study should be 

examine to see if it is suitable for such a population or not. From this capacity we have 

distributed 40 questionnaires to the respondents then we have received 34. After that we 
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have examined those questionnaires then we have found results as been seen in the table 

down below. results are greater than 0.7 so that means Cronbach’s Alpha is having a 

good result in this study cut-off value as been suggested by Hair et al (2010). The results 

of reliability for all contracts ranges are from 0.825 to 0.847 in this way, we have 

established that there is no ambiguous or errors in the measurements. 

Table 3.2 Reliability Analysis of the Pilot Study 

Constructs 
No. of 

Items 

Cronbach’s 

Alpha 
Items Deleted 

Cronbach’s Alpha if 

Item Deleted 

EC 7 0.825 Nill 0.825 

RR 7 0.836 Nill 0.836 

ED 7 0.847 Nill 0.847 

EE 8 0.841 Nill 0.841 

 

The scale below shows the scale used in the Likert scale assigned using the Likert scale 

with scores 1 to 5 (Sekaran, 2016). Each score shows as follows: 

 

Second, to determine if there are multicollinearity problem between the variables, 

especially among the independent variables, an analysis of the Pearson correlation 

coefficient will be performed. The standard model proposed by Davies (1971) to 

describe the relationship between independent and dependent variables is as follows 

below: 

 0.70 and above _a very strong relationship (an existence of multicollinearity 

problem), 

 50 to 0.69 _consider as a strong relationship, 

 30 to 0.49 _will be a moderate relationship, 

 10 to 0.29 _weak relationship, 

 0.01 to 0.09 _Very low correlation. 
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Third, a multiple regression analysis of the test was performed: amongst the three 

independent variables, that are in the study the most essential variables in the 

explanation of the interaction used. Regarding to Sekaran (2016), the relationship 

coefficient, R, will specify the power of the relationship between the two variables and 

will also illustrate in what way the variation of the dependent variable will be explained 

once several variables are independent. Theoretically to influence simultaneously. In 

addition, box R2 is the amount of variance that the dependent variable is going to 

explain by forecasters and is known as multiple regressions. In the case of the value R2, 

the statistics F are known and their level important, so the result can be interpreted 

 

Finally, frequencies were distributed to gain a number of responses connected with 

diverse values of a variable and to emphasize these charges in percentages 

 

3.11 Conclusion 

This chapter dealt with the research methods for this study by presenting the theoretical 

framework and the research hypotheses. In addition, it also included design discussions, 

data collection, questionnaire, measurements and data analysis. 
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CHAPTER FOUR 

      DATA ANALYSIS AND FINDINGS 

 

 

4.1 Introduction 

 

This chapter focus on analyzing the data gotten from the distributed questionnaire, from 

which results of the study were derived. These results achieved the main purpose of this 

study, which is the relationship between Independent variable (communication, reward 

and recognition and employee development) and dependent variable (Employee 

engagement). In other words, the research questions and objectives of the study were 

answered and achieved respectively. Then finally, the study examined the hypotheses 

and verified them as stated in chapter two. 

Pearson has a statistical method used for defining the existence of any relationships. 

These relationships made links between independent variables and dependent variables, 

this statistical method is called correlation. In addition, the other statistical analysis is 

called regression. This is to examine which one of the independent variables has the 

most important and the strongest level to explain and clarify the dependent variable 

Employee engagement.  

 

Also this chapter will illustrate the reliability test of measurements that used in this 

study, using Cronbach Alpha. There is also descriptive analysis used for respondent 

profile description. For whole picture, this chapter contains eight different parts. The 

first one the overview of data collection, then profiles of respondents, after that 
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measure’s goodness, descriptive analysis, then going to major findings, finding’s 

summary, finally the conclusion. 

4.2 The overview of collected data 

 

 In this study, there are 196 sets of questionnaire which were distributed to the 

respondents. Out of the 196 questionnaires administered, a large number was retrieved.   

That means some were not returned.  

Table 4.1  

Response Rate 

Statement Total 

Number of questionnaire distributed 196 

Number of collected questionnaire 166 

Number of uncollected questionnaire 30 

Number of usable questionnaire 166 

Number of  discarded questionnaire - 

Response rate 84.7% 

 

4.3 Profile of the Respondents 

In the questionnaires that were distributed in Sana’a university details demonstrated 

concerning the demographic features or the respondent’s profile. 
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Table: 4.2 Respondent’s profile 

Demographic Categories Frequency 
percentage 

% 

    

1. Job Manager 35 21.08 

Head of section 30 18.07 

Employee 86 51.81 

Others 15 9.04 

2. Age Group Less than 30 years 56 33.73 

30- 39 66 39.76 

40 – 49 39 23.49 

50 and over 5 3.01 

3.Gender Male 108 65.06 

Female 58 34.94 

4.Academic Qualification Secondary 26 15.66 

Diploma 25 15.06 

Degree 92 55.42 

Master / PhD 23 13.86 

5.length of service Below 5 Years 34 20.48 

5-10 years 50 30.12 

More than 10 82 49.40 

 

The study illustrates that 51.81% from the respondent are employees and that is half of 

the respondent while the managers are 21.08 % and the head of sections are 18.07 %, 

others 9.04%. moving to the Age group what is obvious that the majority within the age 

of 30-39 years by 39.76 become after in the second level a group of age which is less 

than 30 years that is by 33.73% after that 40-49 years by 23.49% and the final group 
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which is 50 and over that is by 3.01 %. In the next the study identified gender, it seems 

that male have been the majority they are 108 males representing 65.06%, the female 

only 58 representing 34.94%. Academic Qualification it can be seen that the minority of 

the staff having master/PhD, diploma and secondary school 13.86, 15.06% and 15.66% 

respectively on the other hand degree have the majority in the Academic section. 

Finally, the length of service there are three groups start with the longest period of time 

which is more than 10 years they are 80 members representing 49.40% after this people 

from 5-10 years by 30.12% and the last group in this section is below 5 years by 

20.48%. 

 

4.4 Reliability Analysis 

Based on what Sekaran (2003) said, the closer the reliability coefficient of 1.0 the better. 

These values that considered good they are over 0.80. The value which considered being 

.70 is acceptable. Then the reliability value below (0.60) is considered poor that is 

regarding to Sekaran (2003). According to what George and Malerie (2003) said, 

reliability means the degree to which the measure is error-free and thus produces 

consistent results. 

 

Table 4.3 Reliability analysis 

Variables No. of Items Items dropped 
Cronbach's 

Alpha 

Employee Engagement 8 Nill 0.861 

Employee Communication 7 Nill 0.790 

Rewords and Recognition 7 Nill 0.837 

Employee Development 7 Nill 0.821 
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It can be seen from the table of reliability that there are three variables are good 

regarding to Sekaran and Bougie (2016), the only one which is acceptable is employee 

communication. 

 

4.5 Factor Analysis 

 

Factor analysis defines as one of the statistical methods used to determine the variance 

between certain factors, as well as to reduce a large number of factors related to a further 

manageable number (Plant, 2007). By analyzing the factor of the main axis with the 

varimax rotation, this analysis was carried out to extract the four constructions. The 

metadata matrix was implemented to verify the data used in this study by Kaiser Meyer 

Olken (KMO), as well as Bartlett's spherical test.  

Based on Tabachnic (2007) the criteria of sampling adequacy index has its suggested cut 

of value of 0.06. Moreover, the factor analysis approach is also identified by utilizing the 

Bartlett’s test of sphericity to indicate a correlation structure between variables in 

identity matrix. When p-value of the Bartlett test showed less than .05 at the statistical 

significance, then the consideration can be to treat correlation matrix as identified 

matrix, that make further utilization of the factor analysis to be more appropriated. Table 

4.4 illustrate the factor analysis results of all variables. Component principal method 

revealed that there is only the existence of one component for the whole variables. The 

values of KMO for the employee communication is 0.837, reward and recognition 0.827, 

employee development is 0.797 finally employee engagement is 0.853. 
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Table 4.4 Reliability analysis 

Variable 
No. of 

Items 

No. of 

Factors 
KMO 

Bartlett's 

Test 
Sig. 

Variance 

Explained 

% 

Employee 

Communication 
7 1 0.837 282.061 0.000 45.080 

Rewards and 

recognition 
7 1 0.827 457.071 0.000 51.880 

Employee 

Development 
7 1 0.797 416.881 0.000 49.375 

Employee 

Engagement  
8 1 0.853 506.485 0.000 51.044 

 

4.6 Descriptive Analysis of Variables 

Descriptive analysis includes the standard deviation and mean of independent and 

dependent variables, as examined and detailed in Table 4.5 

 

Table 4.5: Descriptive Statistics of the Dependent and Independent Variables 

Variable Mean 
Standard 

Deviation 

Employee Engagement 3.61 0.64 

Employee Communication 3.31 0.64 

Rewords and Recognition 3.02 0.62 

Employee Development 3.13 0.63 

 

This study dependent of the usage of 5-point scale. In the table above can be seen that 

the mean of employee engagement (3.61), while the independent variables are different 

for example employee communication (3.31), reward and recognition (3.02). The last 

one is employee development and it is (3.13). Moreover, the average is a measure of the 
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main direction that such a general picture provides without any unnecessary drowning 

and one for each visualization of the dataset. In addition, the standard deviation, another 

measure of interval data dispersion and rate scale, provides an indication of the extent of 

data distribution or variation. These are common descriptive statistics. The standard 

deviation is actually associated with the mean, a useful tool in terms of the flow of 

statistical rules, and it is about the natural distribution mentioned previously (Sekaran, 

2016): within the three standard deviation of the mean or the average of all observations 

is felt practically. 

I. Within the two standard deviations average being more than 90 percent of 

observations. 

II. Within one of standard of deviations of mean being more than 90 percent of 

observations. 

As shown in the table above that the standard deviation of employee engagement is 0.64 

following by the standard deviation of the independent variables, firstly, employee 

communication that is 0.64. Secondly, the standard deviation value of employee 

development which is 0.63, then after that the reward and recognition standard deviation 

value which is 0.62. 

 

4.7 Major Findings  

Pearson correlation’s results analysis and the linear regression are presented in the 

following section. 

Universlti Utara Malaysia 



49 

 

4.7.1 Pearson Correlation Coefficient 

As stated by Sekaran (2016), that in the study which contain various variables, behind 

knowing the standard deviation and the mean of dependent variable and independent 

variables, researchers would regularly prefer to understand how variables could be 

related to each other. What really the research worker would like to understand is the 

nature, the direction and the significance of the relationship of the variables that used in 

the research (which is, the relationship between every two variables among others that 

used in the research). The correlation matrix of Pearson is going to provide this 

information, that is it will mark the direction, the strength and the significance of the 

bivariate relationships for all other variables in the study. 

 

In theory, there could be such a perfect and positive correlation between two variables, 

that is represented by 1.0 (+) 1, or a perfect and negative correlation which would be -

1.0 (-) 1.0 whereas correlation could range between -1.0 and +1.0, so researchers need to 

realize if any correlation established between any two variables is significant or not (i.e.; 

if it has been occurred just coincidently or if there is such a high likelihood of its actual 

presence). In social sciences research a significance of p = 0.05 is generally accepted. 

That means 95 times of 100, which mean researcher sure that there is such a real 

correlation among the variables been examined, and remained only about 5 percent 

chance for false relationship. Table 4.6 below illustrated the correlation matrix of the 

dependent and independent variables. That we can realize the finding from this analysis 

and compare it against the hypotheses in this study. 
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Table 4.6: Inter correlations of the Major Variables 

Construct 
Employee 

Communication 

Rewords 

and 

Recognition 

Employee 

Development 

Employee 

Engagement 

Employee Communication 
    

Rewords and Recognition .657 
   

Employee Development .680 .711 
  

Employee Engagement .624 .629 .649  

 

H1: There is significant relationship between employee communication and 

employee engagement at the University of Sana’a. 

The relationship between staff communication and employee engagement has been 

tested. Then it is being found that there is a significant relationship between these two 

variables (Beta=0.259, t-value=3.243, p<.01). That means there is a significance in 

relationship between EC and EE variables. However, the correlation between them is 

small. The first Hypothesis is accepted. 

 

H2: There is significant relationship between reward and recognition and employee 

engagement at the University of Sana’a. 

The relationship between Reward & recognition and employee engagement has been 

tested. Then it is being found that there is a significant relationship between these two 

variables (Beta=0.257, t-value=2.983, p<.01). That means there is a significance in 

relationship between RR and EE variables. However, the correlation between them is 

bigger than that between EC and EE. The second Hypothesis is accepted. 
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H3: There is significant relationship between the development and engagement of 

the employee at the University of Sana’a. 

The relationship between Employee Development and employee engagement has been 

tested. Then it is found that there is a significant relationship between these two 

variables (Beta=0.303, t-value=3.481, p<.01). That means there is a significance in 

relationship between ED and EE variables however, the correlation between them is the 

biggest among the other variables. The third Hypothesis is accepted 

 

4.7.2 Multiple Regressions  

 

The Table 4.6 below illustrated appropriate explanation of the variance. The Multiple 

Regressions Analysis (MRA) from this analysis it can be seen that whether one of the 

independent variables has a significant relationship with dependent variable and which 

not. It seems from the results in Table 4.6 that there is a significant relationship between 

the independent variables and dependent variables. The dimension of the variables 

which are DV and IVs is treated separately.  
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Table 4.7: Results of Regression Analysis  

Variables 

Dependent 

Variables 

Usage- 

Group 

Performance 

(Beta ) 

Std. 

Error 
t-value 

p-value 

 (Sig.) 

Collinearity Statistics 

Tolerance VIF 

Employee 

Communication 
0.259 0.080 3.243 0.001** 0.476 2.101 

Rewards and 

recognition 
0.257 0.086 2.983 0.003** 0.439 2.280 

Employee 

Development 
0.303 0.087 3.481 0.001** 0.415 2.412 

F Value 56.211     0.000 **     

R 0.714           

R Square 0.510           

Adjustd R Square 0.501           

Durbin Watson 1.908           

Notes: Significance level at ** = p < 0.01 and * p < 0.05. 

 

As can be seen in Table 4.6 above, R square illustrated a considerable correlation among 

the independent variables that been discussed in this study and the dependent variable 

R=0.524. The value of R Square specifies the part of explanation that accounted by the 

independent variables that roughly 51% of distinction in employee engagement that is 

accounted via independent variables employee communication, reward and recognition 

and employee development.  

 

The indication of this is to show how that three variables explained and clarified 

employee engagement by 51%. It means that there are other some factors should be in 

consideration other than those which in this study. Adjusted R square is in the 
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consideration of a better population that estimate and also useful as soon as the 

comparing to R Square values among models also with different number for independent 

variables. The obtained adjusted R Square has been seen 50.1%, this value shows the 

changes of dependent variable EE which is the independent variable can explain the 

other percentage 49.5% could be explaining through other factors. 

 

Beta value (ß) for the employee communication (ß =0.259), after that ß value of 

employee development (ß =0.303) and ß value of reward and recognition (ß= 0.257) that 

illustrate the significance of the independent variables to independent variable 

(employee engagement). It obvious that the strongest variable is employee development 

(ß= 0.303), then in the second level of strength is employee communication (ß =0.259), 

followed by the last one which is reward and recognition (ß= 0.257). 

 

The model summarizes also illustrate F change value of 56.211 is significant at 0.000 

levels. Moreover, that, in the table above 4.6 indicated also that Durbin Watson’ value is 

1.908 which shows that there are free of error data term of the dependent variable and 

the independent variables. 
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4.8 Summary of Findings 

 

The table below illustrated the summary of the findings. 

 

Table 4.8: Summary of Findings 

Hypothesis Results 

H1: There is a statistically significant relationship between staff communication 

and employee engagement at the University of Sana’a. 

Accepted 

H2: There is a statistically significant relationship between reward, appreciation, 

and participation at the University of Sana’a. 

Accepted 

H3: There is a statistically significant relationship between the development and 

engagement of the employee at the University of Sana’a. 

Accepted 

 

 

4.9 Conclusion  

As a result of the previous analysis and the findings we can realize and conclude that the 

significant relationship between the three independent variables and Employee 

Engagement has occurred. But also we found that the Employee Development is the 

variable which have the strongest impact on Employee engagement. 
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CHAPTER FIVE 

DISCUSSION AND CONCLUSION 

 

 

5.1 Introduction 

 

The discussion in this chapter included the findings that were found in the previous 

analysis. Moreover, in this chapter recommendation would be given for the future 

research. 

 

5.2 Discussion 

 

 This study has a purpose which is to determine if there is an existence of a relationship 

between the dependent variable employee engagement (EE) and the independent 

variables employees communication (EC), rewards and recognition (RR) and employees 

development (ED) in higher education in Yemen specifically Sana’a university. The 

discussion in this chapter would illustrate the result of each objective and compared with 

extant literature. 

 

Objective one: To test the relationship between employee communication and the 

employee engagement in Sana’a University 

It is obvious from the analysis above, that there is a clear relationship between employee 

engagement and employee communication. This shows that the communication can 

affect employee engagement. In other words, as soon as the employee have a good 

communication he is going to have a good engagement as well. This is also supported by 

the previous studies. Effective communication strategies, as well as superior and open 
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management communication, are recognized as playing an important role in developing 

positive staff engagement (Sunny, Kim, 2017). Ferreira and Oliveira, (2014) for the 

contribution to engagement, the organization of internal business communications 

requires a practical and theoretical consideration that allows the communication to the 

staff deems appropriate. Sana’a university needs to raise the communication process by 

practicing a beneficial ways and technics. For example, they must have one system to 

share their information and there plans. That will help to fill the gap of communication 

among the staff. After this step, employees will understand and follow up the 

administration step by step. Sharing information with employees will increase the level 

of engagement inside Sana’a university. 

 

Objective two: To examine the relationship between rewards and recognition and 

employee engagement in Sana’a University 

We can also see form the analysis that the relationship between Employee engagement 

and Reward and recognition is existed. That means when the organization gives reward 

and recognition for their employees’ efforts they spontaneously will increase their 

engagement. In addition, that is in consistence with previous studies. For example, this 

would promote engagement in employment (Esther, 2016), revealing that reward and 

recognition is an important precedent for employee engagement. Once employees have 

received rewards and recognition from their organizations, they will feel compelled to 

respond, with increased level of engagement. Employees who see their effort get 

appreciated by the administration they become more engaged. Moreover, having a fair 

Universlti Utara Malaysia 



57 

 

system of bonus payment and transparent polices of promotion all that will lead to the 

employee’s engagement inside Sana’a university. 

Objective three: To examine the relationship between employee development and 

employee engagement in Sana’a University. 

It seems that Employee Development plays a crucial role in the affection on employee 

engagement, that means there is a strong relationship between these two variables. 

Analysis illustrated that there is a relation as well as some previous studies has shown 

this relationship. For instance, according to Dalgleish et al. (2007), in terms of training 

and staff development, this has a decisive impact on staff engagement. For the new staff, 

this type of initial training begins. Initial training will familiarize employees with 

policies, procedures, the work schedules, members, history, and company goals.  

According to what Bandura and Lyons (2017) said, it is suggested that the organization 

prioritize communicating its goals and values and sharing them with staff. The high level 

of staff, through the design of tasks, is called development tasks. The opposite of job 

enrichment is enlargement, which ultimately means that the employee does more from 

the same work. According to the revised literature, staff should be more involved in their 

work if it is enriched in training and development. When staff members feel that 

managers are interested in their development, they react positively to them, which 

enhance their personal effectiveness. Employees who understand their purpose and 

mission in their institutions want to find ways to accelerate their development. They 

continually explore the information about training and progress (Luthans and Peterson, 

2001: 376). 
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The result shows that employee development is the most essential factor that related to 

the employee engagement. It means that the employees are preoccupied with this factor 

and the organization as well.  

5.3 Recommendation and limitation. 

Based on the findings of this study, the following suggestions are made for future studies 

and practitioners alike to improve on the issues raised in the study. This kind of study 

will provide the idea of employee engagement to Sana’a university. Therefore, it going 

to helpful for the future research to put into considerations the following suggestions. 

 

Targeting Sana’a university to expand the research to whole the entity in the university, 

to understand the common drivers for the whole university employees. Moreover, to 

include other drivers as variables in order to measure the employee engagement. That 

will lead to more comprehensions for the term engagement and the factors that could 

affect the level of employee engagement inside Sana’a university. 

 

The Mission and vision of Sana’a university should be very clear for employees, then 

after that they must have a beneficial performance system, and communication strategy 

must be created in a useful way. Moreover, sharing performance data of previous 

months regularly by a good communication technic will be a wonderful motivation for 

individuals and groups inside Sana’a university.  
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Sana’a university should have a different type of reward and recognition in order to feel 

employees in harmony and also feel that they get appreciated for their work. Leaders in 

Sana’a university should have meaningful ways to proof that the great performance is in 

recognition. It would be a grateful if managers find a way to understand their 

employees’ values. In addition, administrative in Sana’a university should have a 

recognition programs in order to have the acknowledgement of the sensor employee in 

the organization. Offering a monetary and non-monetary rewards regarding the 

challenges and the responsibility been achieved by the employees. 

 

To provide development for employees to gain knowledge of their jobs and improve 

their skills related to their careers. Having systematic methods of identifying weaknesses 

in the employee skills and knowledge by having an effective appraisal system. This step 

will help for giving a useful programs and training for employees. Moreover, being 

careful of giving Sana’a university employees the chance to gain new skills, hence they 

will be an assistance factor of success. By improving the employee’s skills there will be 

a collective benefit for both, organization and employees. 

 

In addition, for future researcher in Yemen environment especially in high education 

sector, they should put into consideration other factors influencing employee 

engagement. That will help in having such a full idea of employee engagement practices. 

Furthermore, future research should apply the same study to cover all the higher 

education system not only one university as it been done in this study. Future research 

should also apply this kind of study for anther sector such as banks and SMEs. 
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This dissertation is restricted by various limitations. First of all, the coverage of its 

independent variables may not be comprehensive enough to explore employee 

engagement as a whole concept. While in employee engagement there are other drivers 

influencing it. In terms of respondents, it encompasses some segment of the employees 

in Sana’a University it is not a full coverage of all the employees in the organization it 

just covered non-academic staff. Moreover, this research is not going to take into 

consideration all higher education system, it just has Sana’a University in consideration. 

 

5.4 Conclusion   

 

Obviously, this study has answered the research questions as well as achieved its 

objectives. And it is clearly shown that the three factors have an influence on the 

engagement of employees. Hence, that affects the group performance. But there is a 

different level of influence on these factors, so the analysis has shown that employee 

development has the most influence on the employee engagement. Therefore, it is being 

recognized that the organization should invest more time and resources in this area in 

order to have a great effect on enhancing the engagement level. 

 

Overall, the analysis has explained 51.0% (R square) of the employee engagement. This 

is an acceptable percentage. However, there should be more research in the future to 

discuss the engagement by different ways in order to be understood perfectly. Future 

researchers are called upon to study the relationship between engagement and other 

factors, that could contribute to the entire Yemeni Higher education and Sana’a 

university in particular. 
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 Appendices 
 

 

                    

 
 

The influences of employee’s communication, rewards and recognition and employee 

development on employee’s engagement at Sana’a University. 

 

Dear Sir/Madam, 

The purpose of this study is to examine the influence of employee communication, rewards 

and recognition and employee development on employee engagement Sana’a University. 

 

This questionnaire contains 2 (two) parts which has been designed to be easy to complete. 

Your response is very important to this study and will be kept strictly confidential and only 

be used to serve for academic purpose only. It will take no longer than 15 minutes to 

complete it. 

 

Please do answer each question thoroughly and honestly as possible in order to obtain its 

accuracy and validity. Should you need further clarification, please do not hesitate to contact 

me: +60182855456 

Please return the completed questionnaire at your earliest convenience. 

 

Thank you for your time and cooperation. 

 

: 

Researcher:  

Sanad Salem Ahmed 

School of Business Management (SBM) 

College of Business (COB)  

University of Utara Malaysia  

+60182855456 

Sanad_salem@ymail.com 

  

UNIVERSITI UTARA MALAYSIA 

College of Business (COB) 

UUM-SINTOK 06010 

KEDAH DARUL AMAN  

MALAYSIA 

Supervisor: 

Dr. Maha Mohammed Yusr Otheman 

School of Business Management (SBM) 

College of Business (COB)  

University of Utara Malaysia  

 

Appendix (A): Questionnaire English Version 
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Section A: (Demographic Information) 

Please provide general information about you and your institution. (Please tick (√) in the   

appropriate box accurately). 

No Items Options 

A- Designation of 

Respondent (Job Title): 

 Manager 

 Head of section 

 Employee  

 Others (please specify) 

B- Respondent Gender:  Male 

 Female 

C- Respondent Age:  Less than 30 years 

 30- 39 

 40 – 49 

 50 and over 

D- Educational level  Secondary school certificate 

 Diploma certificate                           

 Bachelor degree      

 Others       (Please specify) 

………………… 

E- Number of Years Serving 

in the institution/college 

 Less than 5 years 

 Between 5 to 10 years 

 More than 10 years 
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Section B:  Questionnaires 

For each of the following statements, please indicate whether you agree or disagree 

with it. Thank you for answering all statements. 

 

(1) 

Strongly Disagree 

(2) 

Disagree 

(3) 

Neutral 

(4) 

Agree 

(5) 

Strongly Agree 

 

(1) 

Strongly Disagree 

(2) 

Disagree 

(3) 

Neutral 

(4) 

Agree 

(5) 

Strongly Agree 

        B2: Reward and recognition 

8 The benefits offered here are fair and reasonable 1 2 3 4 5 

9 My salary is competitive with similar jobs I might find elsewhere. 1 2 3 4 5 

10 I understand my benefit plan 1 2 3 4 5 

11 My benefits are comparable to those offered by other organizations. 1 2 3 4 5 

12 I'm satisfied with the recognition given by the Company 1 2 3 4 5 

13 I believe the Company rewards its employee fairly and accordingly 1 2 3 4 5 

 My supervisor gives me praise and recognition when I do a good job.      

  

No. Items/Questions 
Scale 

1 2 3 4 5 

B1: Employee communication 

1 I understand the mission and objective of the University/College 1 2 3 4 5 

2 Communication is encouraged in this organization 1 2 3 4 5 

3 My manager does a good job of sharing information. 1 2 3 4 5 

4 
Senior management communicates well with the rest of the 

organization. 
1 2 3 4 5 

5 
I am being updated with the latest happening in the organization from 

time to time 
1 2 3 4 5 

6 I receive the information and communication I need to do my job. 1 2 3 4 5 

7 Information and knowledge are shared openly within this organization 1 2 3 4 5 
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(1) 

Strongly Disagree 

(2) 

Disagree 

(3) 

Neutral 

(4) 

Agree 

(5) 

Strongly Agree 

 

No. Items/Questions 
Scale 

1 2 3 4 5 

B3:Employee Development 

14 
I have adequate opportunities for professional growth in this 

organization. 
1 2 3 4 5 

15 I receive the training I need to do my job well. 1 2 3 4 5 

16 
My manager is actively interested in my professional development and 

advancement. 
1 2 3 4 5 

17 My manager encourages and supports my development. 1 2 3 4 5 

18 I have a mentor at work. 1 2 3 4 5 

19 I regularly receive recognition/praise for doing good work 1 2 3 4 5 

 
In the last six months, my supervisor at work talked to me about my 

Progress 
     

 

(1) 

Strongly Disagree 

(2) 

Disagree 

(3) 

Neutral 

(4) 

Agree 

(5) 

Strongly Agree 

B4: Employee Engagement 

20 I fully understand what is employee Engagement 1 2 3 4 5 

21 My opinions and ideas seem to matter at work 1 2 3 4 5 

22 I have opportunities to learn and grow in my job 1 2 3 4 5 

23 I am fully aware of my purpose and what is expected out of me 1 2 3 4 5 

24 I am comfortable sharing my opinions at work. 1 2 3 4 5 

25 My manager values my talents and the contribution I make. 1 2 3 4 5 

26 I am able to satisfy both my job and family responsibilities. 1 2 3 4 5 

27 Overall, I am satisfied with my Company 1 2 3 4 5 

 

          Thanks for your patience in filling the questionnaire 
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تبثير انتواصم وانتقذير وانمكبفأث وتطوير انموظفيه عهى ارتببط انموظفيه في جبمعت 

 صىعبء.
 

دساصح  ذاش١ش اٌرٛاصً, ٚاٌرمذ٠ش ٚاٌّىافأخ ٚذط٠ٛش اٌّٛظف١ٓ اْ اٌغشض ِٓ ٘زا اٌذساصح ٘ٛ 

 ػٍٝ اسذثاط اٌّٛظف١ٓ فٟ جاِؼح صٕؼاء.

 

( ذُ ذص١ّّٙا تذ١س ٠ىْٛ ِٓ اٌضًٙ االٔرٙاء ِٕٙا. ٠ؼذ ٠2ذرٛٞ ٘زا االصرث١اْ ػٍٝ دزئ١ٓ )

االواد٠ّٟ فمط. سدن ُِٙ جذاً ٌٙذٖ اٌذساصح ٚص١ثمٝ صش٠اً ذّاِاً ٌٚٓ ٠رُ اصرخذاِٗ اال ٌخذِح اٌغشض 

 ( دل١مح الوّاٌٗ.10ٌٚٓ ٠ضرغشق االِش اوصش ِٓ )

 

٠شجٝ االجاتح ػٍٝ وً صؤاي تاِأح ٚصذق لذس االِىاْ ِٓ اجً اٌذصٛي ػٍٝ دلرٗ 

٠شجٝ ػذَ اٌرشدد فٟ اٌرٛاصً ِؼٟ ػٍٝ :  ٚصالد١رٗ. ٚارا وٕد تذاجح اٌٝ ِز٠ذ ِٓ اٌرٛض١خ

0060182855456 

 

 واِالً فٟ الشب ٚلد ِّىٓ.٠شجٝ اػادج االصرث١اْ 
 شىشاً ػٍٝ ٚلره ٚذؼاٚٔه.

 

 
 انببحث

 صٕذ صاٌُ ادّذ اٌطذشتٗ

 و١ٍح االػّاي

 )UUM( جاِؼح اٚذاسا اٌّا١ٌز٠ح

 0060182855456 -ذٍفْٛ: 

  sanad_salem@ymail.com :تش٠ذ اٌىرشٟٚٔ

 انمشرف

 ِذّذ ٠ضش ػصّاْ ِٙاد. 

 و١ٍح االػّاي

 )UUMجاِؼح اٚذاسا اٌّا١ٌز٠ح )

UNIVERSITI UTARA MALAYSIA 

 ( UUM) جبمعت اوتبرا انمبنيزيت
 كهيت االعمبل

    مبنيزيب -سىتوك 
 

Appendix (B): Questionnaire Arabic Version 
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 انجزء )أ(: انمعهومبث انذيموغرافيت

  تذلح فٟ اٌّشتغ إٌّاصة(. (√)٠شجٝ ذمذ٠ُ ِؼٍِٛاخ ػاِح ػٕه ٚػٓ ِؤصضره/ جاِؼره  )٠شجٝ ٚضغ ػالِح 

 ث انبىود انخيبراث

 ِٕصة اٌّضرث١ٓ )اٌّضّٝ -أ مذير

 اٌٛظ١فٟ(

1 

 ُسئ١ش لض 

 ِٛظف 

 اخرى)يرجىالتحديد(

............................... 

  2 ٔٛع اٌّضرث١ٓ روش 

 ٝأص 

  ِٓ ً3 ػّش اٌّضرث١ٓ صٕح 30ال 

 30 - 39 

 40 - 49 

 50 فّا فٛق 

 4 اٌّضرٜٛ اٌؼٍّٟ شا٠ٛٔح 

 ٍَٛدت 

 تىاٌٛس٠ٛس 

  )أخشٜ ) ٠شجٝ اٌرذذ٠ذ ............................... 

  ِٓ ًعذد سىواث انخذمت في  صٕٛاخ 5ال

  انجبمعت/انمؤسست

5 

  ِٓ5  ٌٝصٕٛاخ 10ا 

  ِٓ صٕٛاخ 10اوصش  
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 انجزء )ة( ومورج االستبيبوبث:

وٕد ذٛافك اٚ ال ذٛافك ػٍٝ وً ػثاسج ِٓ اٌؼثاساخ اٌرا١ٌح. ٔشىشوُ ػٍٝ االجاتح  ٠شجٝ االشاسج اٌٝ ِا ارا

 ػٍٝ ج١ّغ اٌث١أاخ.

(5)  

 اوافق بشذة

(4)  

 أوافق 

(3)  

 محبيذ

(2)  

 ال اوافق

(1)  

 ال  اوافق تمبمبً 

 

 انموضوع / االسئهت ث
 انمقيبس

1 2 3 4 5 

 ( انتواصم مع انموظف1)ة

 5 4 3 2 1 اٌّؤصضح/ اٌجاِؼحافُٙ ِّٙح ٚ٘ذف  1

 5 4 3 2 1 ٠رُ اٌرشج١غ ػٍٝ اٌرٛاصً فٟ ٘زا اٌّؤصضح/ اٌجاِؼح 2

 5 4 3 2 1 ٠مَٛ ِذ٠شٞ تؼًّ ج١ذ فٟ ذثادي اٌّؼٍِٛاخ 3

 5 4 3 2 1 .اٌى١ٍاخ تم١ح ِغ ج١ذ تشىً اٌؼ١ٍا اإلداسج ذرٛاصً 4

5 
ِٓ ٚلد  اوْٛ ػٍٝ اطالع دائّاً ِغ ِا ٠ذذز فٟ اٌّؤصضح/ اٌجاِؼح

 الخش
1 2 3 4 5 

 5 4 3 2 1 اذٍمٝ اٌرٛاصً ٚاٌّؼٍِٛاخ اٌرٟ ادراجٙا ٌٍم١اَ تؼٍّٟ. 6

7 
٠رُ ذثادي اٌّؼٍِٛاخ ٚاٌّؼشفح تشىً ػٍٕٟ داخً ٘زا اٌّؤصضح/ 

 اٌجاِؼح
1 2 3 4 5 

 

 ( انمكبفأث وانتقذيراث 2)ة     

 5 4 3 2 1 االصرذمالاخ اٌّمذِح فٟ اٌجاِؼح ػادٌح ِؼمٌٛح 1

 5 4 3 2 1 ٠ؼذ ساذثٟ ِٕافش ِغ ٚظائف اخشٜ ٚلذ اجذٖ فٟ ِىاْ اخش. 2

 5 4 3 2 1 افُٙ خطح االصرذماق اٌخاصح تٟ. 3

 5 4 3 2 1 اصرذمالاذٟ ِّاشٍح ٌرٍه اٌرٟ ذمذِٙا ِؤصضاخ / جاِؼاخ اخشٜ 4

 5 4 3 2 1 أا ساضٟ ػٓ اٌرمذ٠ش اٌرٟ ذمذِٗ اٌّؤصضح / اٌجاِؼح 5

 5 4 3 2 1 اٌّؤصضح/ اٌجاِؼح ذىافئ ِٛظف١ٙا تشىً ػادياػرمذ اْ  6

 5 4 3 2 1 ِذ٠شٞ ٠ؼط١ٕٟ اٌّذ٠خ ٚاٌرمذ٠ش ػٕذِا الَٛ تؼًّ ج١ذ 7
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(5)  

 اوافق بشذة

(4)  

 اوافق

(3)  

 محبيذ

(2)  

 ال اوافق

(1)  

 ال اوافق تمبمبً 

 

 انموضوع / االسئهت ث
 انمقيبس

1 2 3 4 5 

 ( تطوير انموظف3)ة 

 5 4 3 2 1 فشصح واف١ح ٌٍرطٛس إٌّٟٙ فٟ ٘زا اٌّؤصضح/ اٌجاِؼحٌذٞ  1

 5 4 3 2 1 اذٍمٝ اٌرذس٠ة اٌزٞ ادراجٗ ٌٍم١اَ تؼٍّٟ تشىً ج١ذ. 2

 5 4 3 2 1 ِذ٠شٞ ِٙرُ تذّاس فٟ اٌر١ّٕح ٚاٌرط٠ٛش إٌّٟٙ 3

 5 4 3 2 1 ِذ٠شٞ ٠شؼجؼٕٟ ٠ٚذػُ ذط٠ٛشٞ. 4

 5 4 3 2 1 .ٌذٞ ِششذ فٟ اٌؼًّ 5

 5 4 3 2 1 .اذٍمٝ تأرظاَ اٌرمذ٠ش/ اٌصٕاء ٌٍم١اَ تؼًّ ج١ذ 6

7 
فٟ االشٙش اٌضرح اٌّاض١ح, ذذذشد اٌٝ اٌّذ٠ش فٟ اٌؼًّ ػٓ 

 .ذمذِٟ
1 2 3 4 5 

 

 (االرتببط انوظيفي4)ة 

1 
 أا افُٙ ذّاِاً ِا٘ٛ االسذثاط اٌٛظ١فٟ

1 2 3 
4 

 
5 

2 
 اسائٟ ٚافىاسٞ ذثذٚ ِّٙح فٟ اٌؼًّ

1 2 3 4 5 

3 
 ٌذٞ فشصح ٌٍرؼٍُ ٚاٌرطٛس فٟ ػٍّٟ

1 2 3 4 5 

4 
 أا ػٍٝ دسا٠ح واٍِح ِٓ ٘ذفٟ ِٚا ٘ٛ ِرٛلغ ِٕٟ.

1 2 3 4 5 

5 
 أا ِشذاح ٌّشاسوح اسائٟ فٟ اٌؼًّ.

1 2 3 4 5 

6 
 ٠مذس ِذ٠شٞ ِٛا٘ثٟ ٚاٌّضاّ٘ح اٌرٟ الَٛ تٙا.

1 2 3 4 5 

 5 4 3 2 1 أا لادسػٍٝ ذٍث١ح وً ِٓ ٚظ١فرٟ ِٚضؤ١ٌاخ االصشج. 7

 5 4 3 2 1 تشىً ػاَ أا ساضٟ ػٓ ِؤصضرٟ/ جاِؼرٟ. 8

 شكرًا نسعت صذرك في تعبئت االستبيبن
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Appendix (C): Approved Translation 
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Appendix (D): Reliability Analysis 

 
Scale: Employee Communication 
 

Case Processing Summary 

 N % 

Cases Valid 166 100.0 

Excluded
a
 0 .0 

Total 166 100.0 

a. Listwise deletion based on all variables in the 

procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.790 7 

 

Item Statistics 

 Mean Std. Deviation N 

ec_1 3.7515 .91887 166 

ec_2 3.1928 .92058 166 

ec_3 3.3645 .96043 166 

ec_4 3.2651 .97340 166 

ec_5 3.2651 1.00404 166 

ec_6 3.3133 .97766 166 

ec_7 2.9985 .98030 166 

 

 

Item-Total Statistics 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correlation 

Cronbach's 

Alpha if Item 

Deleted 

ec_1 19.3991 17.154 .272 .805 

ec_2 19.9578 15.177 .564 .754 

ec_3 19.7861 15.543 .476 .770 

ec_4 19.8855 14.735 .587 .749 

ec_5 19.8855 14.784 .554 .755 

ec_6 19.8373 14.522 .616 .743 

ec_7 20.1521 14.927 .552 .756 
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Scale Statistics 

Mean Variance Std. Deviation N of Items 

23.1506 20.071 4.48008 7 

 

 
Scale: Rewards & Recognition 
 

 

Case Processing Summary 

 N % 

Cases Valid 166 100.0 

Excluded
a
 0 .0 

Total 166 100.0 

a. Listwise deletion based on all variables in the 

procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.837 7 

 

 

Item-Total Statistics 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

rr_1 18.3313 13.580 .666 .803 

rr_2 18.2711 13.532 .626 .809 

rr_3 17.7952 15.631 .386 .843 

rr_4 18.2892 14.267 .652 .807 

rr_5 18.2048 13.340 .706 .796 

rr_6 18.3494 12.920 .714 .794 

rr_7 17.8072 15.138 .390 .846 
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Scale Statistics 

Mean Variance Std. Deviation N of Items 

21.1747 18.630 4.31624 7 

 

 

Scale Statistics 

Mean Variance Std. Deviation N of Items 

21.1747 18.630 4.31624 7 

 

Scale: Employee Development 
 

 

Case Processing Summary 

 N % 

Cases Valid 166 100.0 

Excluded
a
 0 .0 

Total 166 100.0 

a. Listwise deletion based on all variables in the 

procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.821 7 

 

Item Statistics 

 Mean Std. Deviation N 

ed_1 3.2470 .99354 166 

ed_2 2.8916 .96624 166 

ed_3 3.1566 .90764 166 

ed_4 3.2410 .85409 166 

ed_5 3.1867 .93812 166 

ed_6 3.1205 .82971 166 

ed_7 3.1009 .82892 166 
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Item-Total Statistics 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

ed_1 18.6973 15.378 .380 .830 

ed_2 19.0527 13.970 .612 .788 

ed_3 18.7877 14.146 .638 .784 

ed_4 18.7033 14.212 .681 .778 

ed_5 18.7575 14.320 .581 .794 

ed_6 18.8238 14.827 .597 .792 

ed_7 18.8434 15.515 .479 .810 

 

 

Scale Statistics 

Mean Variance Std. Deviation N of Items 

21.9443 19.328 4.39631 7 

 

Scale: Employee Engagement 
 

 

Case Processing Summary 

 N % 

Cases Valid 166 100.0 

Excluded
a
 0 .0 

Total 166 100.0 

a. Listwise deletion based on all variables in the 

procedure. 

 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.861 8 
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Item Statistics 

 Mean Std. Deviation N 

ee_1 3.7530 .90411 166 

ee_2 3.6928 .91231 166 

ee_3 3.6265 .92390 166 

ee_4 3.8554 .84756 166 

ee_5 3.5422 .83559 166 

ee_6 3.4277 .84793 166 

ee_7 3.6446 .94718 166 

ee_8 3.3012 .96904 166 

 

 

Item-Total Statistics 

 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

ee_1 25.0904 20.143 .648 .839 

ee_2 25.1506 19.741 .696 .833 

ee_3 25.2169 20.450 .588 .846 

ee_4 24.9880 21.091 .566 .848 

ee_5 25.3012 20.297 .694 .835 

ee_6 25.4157 21.347 .530 .852 

ee_7 25.1988 20.815 .521 .854 

ee_8 25.5422 19.898 .622 .842 

 

 

Scale Statistics 

Mean Variance Std. Deviation N of Items 

28.8434 26.218 5.12033 8 
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Appendix (E): Correlation Results 
 

Correlations 

 EC RR ED EE 

EC Pearson Correlation 1 .657
**
 .680

**
 .624

**
 

Sig. (2-tailed)  .000 .000 .000 

N 166 166 166 166 

RR Pearson Correlation .657
**
 1 .711

**
 .629

**
 

Sig. (2-tailed) .000  .000 .000 

N 166 166 166 166 

ED Pearson Correlation .680
**
 .711

**
 1 .649

**
 

Sig. (2-tailed) .000 .000  .000 

N 166 166 166 166 

EE Pearson Correlation .624
**
 .629

**
 .649

**
 1 

Sig. (2-tailed) .000 .000 .000  

N 166 166 166 166 

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

 

 

  

Universlti Utara Malaysia 



85 

 

 

Appendix (F): Regression Results 
 

Variables Entered/Removed
a
 

Model 

Variables 

Entered 

Variables 

Removed Method 

1 ED, EC, RR
b
 . Enter 

a. Dependent Variable: EE 

b. All requested variables entered. 

 

 

Model Summary
b
 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate Durbin-Watson 

1 .714
a
 .510 .501 .45214 1.908 

a. Predictors: (Constant), ED, EC, RR 

b. Dependent Variable: EE 

 

 

ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 34.474 3 11.491 56.211 .000
b
 

Residual 33.118 162 .204   

Total 67.593 165    

a. Dependent Variable: EE 

b. Predictors: (Constant), ED, EC, RR 

 

Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity 

Statistics 

B Std. Error Beta 

Toleranc

e VIF 

1 (Constant) 1.023 .203  5.047 .000   

EC .259 .080 .259 3.243 .001 .476 2.101 

RR .257 .086 .248 2.983 .003 .439 2.280 

ED .303 .087 .297 3.481 .001 .415 2.412 

a. Dependent Variable: EE 
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Collinearity Diagnostics
a
 

Model Dimension Eigenvalue 

Condition 

Index 

Variance Proportions 

(Constant) EC RR ED 

1 1 3.953 1.000 .00 .00 .00 .00 

2 .023 13.133 .96 .02 .10 .07 

3 .013 17.540 .03 .84 .47 .01 

4 .011 18.918 .00 .14 .43 .92 

a. Dependent Variable: EE 

 

 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 2.4199 4.5620 3.6054 .45709 166 

Std. Predicted Value -2.594 2.093 .000 1.000 166 

Standard Error of Predicted 

Value 

.036 .139 .067 .022 166 

Adjusted Predicted Value 2.4409 4.5787 3.6025 .45927 166 

Residual -1.54164 1.78354 .00000 .44801 166 

Std. Residual -3.410 3.945 .000 .991 166 

Stud. Residual -3.470 4.034 .003 1.006 166 

Deleted Residual -1.59692 1.86490 .00292 .46216 166 

Stud. Deleted Residual -3.596 4.240 .003 1.019 166 

Mahal. Distance .059 14.545 2.982 2.858 166 

Cook's Distance .000 .186 .008 .021 166 

Centered Leverage Value .000 .088 .018 .017 166 

a. Dependent Variable: EE 
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Appendix (G): Factor Analysis Results 

 

Employee Communication 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .837 

Bartlett's Test of Sphericity Approx. Chi-Square 282.061 

df 21 

Sig. .000 

 

 

Communalities 

 Initial Extraction 

ec_1 1.000 .143 

ec_2 1.000 .510 

ec_3 1.000 .389 

ec_4 1.000 .544 

ec_5 1.000 .479 

ec_6 1.000 .583 

ec_7 1.000 .506 

Extraction Method: Principal 

Component Analysis. 

 

 

 

Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 3.156 45.080 45.080 3.156 45.080 45.080 

2 .958 13.690 58.771    

3 .728 10.401 69.171    

4 .628 8.970 78.141    

5 .598 8.543 86.684    

6 .540 7.718 94.403    

7 .392 5.597 100.000    

Extraction Method: Principal Component Analysis. 
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Component Matrix
a
 

 

Component 

1 

ec_1  

ec_2 .714 

ec_3 .624 

ec_4 .738 

ec_5 .692 

ec_6 .764 

ec_7 .712 

Extraction Method: 

Principal Component 

Analysis. 

a. 1 components 

extracted. 

 

Reward & Recognition  

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .827 

Bartlett's Test of Sphericity Approx. Chi-Square 457.071 

df 21 

Sig. .000 

 

 

Communalities 

 Initial Extraction 

rr_1 1.000 .632 

rr_2 1.000 .558 

rr_3 1.000 .238 

rr_4 1.000 .593 

rr_5 1.000 .675 

rr_6 1.000 .687 

rr_7 1.000 .248 

Extraction Method: Principal 

Component Analysis. 
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Component Matrix
a
 

 

Component 

1 

rr_1 .795 

rr_2 .747 

rr_3  

rr_4 .770 

rr_5 .821 

rr_6 .829 

rr_7  

Extraction Method: 

Principal Component 

Analysis. 

a. 1 components 

extracted. 

 

 

 
 

 

 

 

Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 3.632 51.880 51.880 3.632 51.880 51.880 

2 .967 13.810 65.689    

3 .719 10.277 75.966    

4 .633 9.046 85.012    

5 .489 6.987 91.999    

6 .330 4.720 96.719    

7 .230 3.281 100.000    

Extraction Method: Principal Component Analysis. 
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Employee Development 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .797 

Bartlett's Test of Sphericity Approx. Chi-Square 416.881 

df 21 

Sig. .000 

 

 

Communalities 

 Initial Extraction 

ed_1 1.000 .247 

ed_2 1.000 .520 

ed_3 1.000 .595 

ed_4 1.000 .660 

ed_5 1.000 .536 

ed_6 1.000 .521 

ed_7 1.000 .377 

Extraction Method: Principal 

Component Analysis. 

 

 

 

 

Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 3.456 49.375 49.375 3.456 49.375 49.375 

2 .992 14.170 63.546    

3 .847 12.098 75.643    

4 .564 8.063 83.707    

5 .472 6.745 90.452    

6 .450 6.425 96.877    

7 .219 3.123 100.000    

Extraction Method: Principal Component Analysis. 
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Component Matrix
a
 

 

Component 

1 

ed_1  

ed_2 .721 

ed_3 .772 

ed_4 .813 

ed_5 .732 

ed_6 .721 

ed_7 .614 

Extraction Method: 

Principal Component 

Analysis. 

a. 1 components 

extracted. 

 
 

Employee Engagement  

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .853 

Bartlett's Test of Sphericity Approx. Chi-Square 506.485 

df 28 

Sig. .000 

 

 

Communalities 

 Initial Extraction 

ee_1 1.000 .558 

ee_2 1.000 .628 

ee_3 1.000 .486 

ee_4 1.000 .457 

ee_5 1.000 .617 

ee_6 1.000 .417 

ee_7 1.000 .396 

ee_8 1.000 .524 

Extraction Method: Principal 

Component Analysis. 
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Component Matrix
a
 

 

Component 

1 

ee_1 .747 

ee_2 .792 

ee_3 .697 

ee_4 .676 

ee_5 .786 

ee_6 .646 

ee_7 .629 

ee_8 .724 

Extraction Method: 

Principal Component 

Analysis. 

a. 1 components 

extracted. 

 

Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 4.084 51.044 51.044 4.084 51.044 51.044 

2 .857 10.707 61.751    

3 .769 9.611 71.362    

4 .686 8.581 79.943    

5 .530 6.627 86.570    

6 .435 5.436 92.007    

7 .332 4.155 96.161    

8 .307 3.839 100.000    

Extraction Method: Principal Component Analysis. 
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