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ABSTRACT

Employee engagement is crucial for the development of any organisation. Abundant
studies have shown that organisations with engaged employees experience greater
benefits. However, studies found that there is a crisis in terms of employee engagement
among academic staff working in the private higher education sector and it needs to
be addressed at the earliest to achieve the aspiration of the government to position the
country as a hub for tertiary education in the region. Thus, using social exchange
theory and job demand-resource (JD-R) model, this study was carried out to
investigate the relationship between job demands (work-family conflict, work
overload) and job resource factors (perceived organisational support, rewards and
recognition) and employee engagement. The data was collected from 341 academic
staff working in the selected private universities through an online survey and the
respondents were selected based on disproportionate stratified random sampling
method. SPSS version 23 was used to test the proposed hypotheses of the study. The
results of the study indicated that job demand factor of work-family conflict negatively
influenced employee engagement. However, the other job demand factor, which is
work overload, did not reveal an anticipated negative relationship with employee
engagement. The result also found that job resource factors (perceived organisational
support, rewards and recognition) are positively related to employee engagement. This
study contributes to the engagement literature by examining the factors affecting
employee engagement among Malaysian academic staff, which has been carefully
selected to suit the academics’ work setting and the nature of their job. Moreover, the
study will also guide the practitioners to propose policies and strategies to enhance the
engagement of academic staff.

Keyword: job demands, job resources, employee engagement



ABSTRAK

Penglibatan kerja adalah sangat penting bagi pembangunan mana-mana organisasi.
Terdapat banyak kajian yang menunjukkan bahawa organisasi dengan keterlibatan
pekerja mempunyai kelebihan. Namun, terdapat juga kajian yang telah mengenalpasti
adanya krisis dari aspek penglibatan pekerja dalam kalangan staf akademik yang
bekerja di sektor pendidikan tinggi swasta dan hal ini perlu diberi perhatian secepat
mungkin bagi mencapai aspirasi kerajaan untuk menjadikan negara ini sebagai sebuah
pusat pendidikan tinggi di rantau ini. Oleh itu, dengan teori pertukaran sosial dan
model permintaan-sumber pekerjaan (JD-R), kajian ini dijalankan untuk menyiasat
hubungan di antara permintaan pekerjaan (konflik kerja-keluarga, beban kerja
berlebihan) dan faktor sumber pekerjaan (tanggapan sokongan organisasi,
penghargaan dan pengiktirafan) dan penglibatan pekerja. Data telah dikumpulkan
daripada 341 orang staf akademik yang bekerja di universiti swasta terpilih melalui
soal selidik secara dalam talian dan responden dipilih berdasarkan kaedah persampelan
berstrata secara berstruktur. SPSS versi 23 digunakan untuk menguji cadangan
hipotesis kajian. Hasil kajian menunjukkan bahawa faktor permintaan pekerjaan,
konflik kerja-keluarga mempengaruhi penglibatan pekerja secara negatif. Walau
bagaimanapun, faktor permintaan pekerjaan yang lain, iaitu beban kerja berlebihan
tidak menunjukkan hubungan negatif yang dijangka dengan penglibatan pekerja.
Dapatan juga menunjukkan bahawa faktor sumber pekerjaan (tanggapan sokongan
organisasi, penghargaan dan pengiktirafan) berkait secara positif dengan penglibatan
pekerja. Kajian ini menyumbang kepada literatur penglibatan dengan meneliti faktor
yang mempengaruhi penglibatan pekerja dalam kalangan staf akademik di Malaysia,
yang telah dipilih dengan teliti untuk disesuaikan dengan suasana kerja dan sifat
pekerjaan mereka. Selain itu, kajian ini juga akan memberi panduan kepada pengamal
untuk mencadangkan dasar dan strategi untuk meningkatkan penglibatan staf
akademik.

Kata kunci: permintaan kerja, sumber pekerjaan, penglibatan pekerja
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CHAPTER 1

INTRODUCTION

1.1 Background of Study

Human capital is perceived to be one of the significant assets of an organisation. It is
the one which determines the success of any business (Handa & Gulati, 2014) and it
is crucial for sustained organisational performance (Luthans, Luthans & Luthans,
2004). Additionally, in his resource-based view, Barney (1986) also illustrates that
acquiring the unique resources, which also includes competent and talented human
capital is essential in attaining competitive advantage in the challenging business
environment. Bakker and Schaufeli (2008) cited that organisations nowadays have
shifted their focus from traditional practices such as management control, cost
reduction, efficiency and cash flow to human capital. Organisations realise that their
success depends significantly on their employees. There has been an increased
recognition that more attention needs to be paid to human capital as it is considered as
a significant contributing factor to economic success (Gianesini, Cubico, Favretto &
Leitdo, 2018). According to Bakker and Leiter (2010) in the process of recruiting and
retaining the human capital, it becomes the responsibility of the organisations to
confirm that their human capital is engaged physically as well as emotionally to their
job. As such, engaged human capital becomes the foundation of sustainable
competitive advantage of an organisation (Macey, Schneider, Barbera & Young, 2011;

Fareed, Noor, Isa & Salleh, 2016).

The employees’ role is pivotal to the economic growth of an organisation (Faggian,

Modrego & McCann, 2019). Every employee, whether at the top level, middle or
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APPENDIX B
QUESTIONNAIRE

Dear Respondent,

I am Subhacini Subramaniam, a doctoral candidate at Universiti Utara Malaysia,
would like to request you to spend around 15 to 20 minutes of your valuable time to
fill out this questionnaire, which is related to my research, “Employee Engagement
among Academic Staffs in Private Higher Education Sector of Malaysia”.

Your active participation and genuine response will be highly appreciated. The data
from this study shall be kept strictly confidential and shall be used solely for academic
research. If you need any clarification, please feel free to contact me at
subhacinis@gmail.com.

Thank you for your cooperation.
PART I: Demographic Profile
Please tick the appropriate box.

1. Gender

|:| Male
|:| Female

2. Age group

|:| 24 and below
|:| 25-29
[ ]30-39
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3. Marital status

|:| Single
|:| Married
|:| Separated
|:| Divorced

4. Race

|:| Others (Please state)

6. Highest level of education.

|:| Doctoral degree
|:| Master’s degree

Bachelor’s degree

]

7. Current position at the university.
Assistant Lecturer
Lecturer

Senior Lecturer
Principal Lecturer

Associate/Assistant Professor

UL

Professor
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PART II: Employee Engagement

Please indicate your level of agreement or disagreement with each of these statements
on the scale 1= “very strongly disagree” to 7= “very strongly agree”. Please circle a
response for each statement.

Employee Engagement
Very Strongly Disagree Very Strongly Agree
1 | At my work, I feel bursting with 1 2 3 4 5 6 7
energy.
2 | I find the work that I do full of meaning | 2 3 4 5 6 7
and purpose.
3 | Time flies when I am working. | 2 3 4 5 6 7
4 | At my job, I feel strong and vigorous. | 2 3 4 5 6 7
5 | I am enthusiastic about my job. 1 2 3 4 5 6 7
6 | When I am working, | forget 1 2 3 4 5 6 7
everything else around me.
7 | My job inspires me. 1 2 3 4 5 6 7
8 | When I get up in the morning, I feel 1 2 3 4 5 6 7
like going to work.
9 | I feel happy when I am working | 2 3 4 5 6 7
intensely.
10 | I am proud of the work that I do. 1 2 3 4 5 6 7
11 | I am immersed in my work. 1 2 3 4 5 6 7
12 | I can continue working for very long 1 2 3 4 5 6 7
periods at a time.
13 | To me, my job is challenging. 1 2 3 4 5 6 7
14 | I get carried away when I am working. 1 2 3 4 5 6 7
15 | Atmy job, I am very resilient, 1 2 3 4 5 6 7
mentally.
16 | Itis difficult to detach myself from my 1 2 3 4 5 6 7
job.
17 | At my work, I always persevere, even 1 2 3 4 5 6 7
when things do not go well.
Source: Utrecht
Work Engagement Scale (UWES) suggested by Schaufeli et al. (2002).
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PART I1l: Work-Family Conflict

Work-Family Conflict
Very Strongly Disagree Very Strongly Agree

1 | The demands of my work interfere with 1 2 3 4 5 6 7
my home and family life.

2 | The amount of time my job takes up 1 2 3 4 5 6 7
makes it difficult to fulfil family
responsibilities.

3 | Things I want to do at home do not get | 2 3 4 5 6 7
done because of the demands my job
puts on me.

4 | My job produces strain that makes it 1 2 3 4 5 6 7
difficult to fulfil family duties.

5 Due to work-related duties, I have to 1 2 3 4 5 6 7
make changes to my plans for family
activities.

Source: Work-Family Conflict Scale developed by Netemeyer, Boles and McMurrian (1996).

PART IV: Work Overload

Work Overload
Very Strongly Disagree Very Strongly Agree

1 I am pressured to work long hours. 1 2 3 4 5 6 7
2 | I have unachievable deadlines. 1 2 3 4 5 6 7
3 | I have to work very fast. 1 2 3 4 5 6 7
4 | I have to work very intensively. 1 2 3 4 5 6 7
5 | T have to neglect some tasks because | 1 2 3 4 5 6 7

have too much to do.
6 | Different groups at work demand 1 2 3 4 5 6 7

things from me that are hard to

combine.
7 | I am unable to take sufficient breaks. 1 2 3 4 5 6 7
8 | I have unrealistic time pressures. 1 2 3 4 5 6 7

Source: Work Overload Scale by Cousins, Mackay, Clarke, Kelly, Kelly & McCaig, (2004)
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PART V: Perceived Organisational Support

Perceived Organisational Support

Very Strongly Disagree Very Strongly Agree

1 | The organisation values my 1 2 3 4 5 6 7
contribution to its well-being.

2 | The organisation fails to appreciate any 1 2 3 4 5 6 7
extra from me.

3 | The organisation would ignore any 1 2 3 4 5 6 7
complaint from me.

4 | The organisation really cares about my | 2 3 4 5 6 7
well-being.

5 | EvenifI did the best job possible, the | 2 3 4 5 6 7
organisation would fail to notice.

6 | The organisation cares about my 1 2 3 4 5 6 7
general satisfaction at work.

7 | The organisation shows very little 1 2 3 4 5 6 7
concern for me.

8 | The organisation takes pride in my 1 2 3 4 5 6 7
accomplishments at work.

Source: Survey of POS by Eisenberger et al., (1990)
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PART VI: Rewards & Recognition

Rewards & Recognition
Very Strongly Disagree
Very Strongly Agree

1 | There is an opportunity for a pay raise 1 2 3 4
in my organisation.

2 | There is job security in my 1 2 3 4
organisation.

3 | There is an opportunity for promotion 1 2 3 4
in my organisation.

4 | I have freedom and opportunities in my | 2 3 4
workplace.

5 | Talways get respect from the people I | 2 3 4
work with.

6 | I always get praise from my supervisor. 1 2 3 4

7 | My organisation provides sufficient 1 2 3 4
training and development opportunities.

8 | I have more challenging work 1 2 3 4
assignments.

9 | I get some form of public recognition 1 2 3 4
in my workplace.

10 | A reward or token of appreciation is 1 2 3 4
common in my organisation.

Source: Rewards and recognition scale by Saks (2006)
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APPENDIX C

FACTOR ANALYSIS

EMPLOYEE ENGAGEMENT

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity

Approx. Chi-Square

df
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Communalities

Initial Extraction
EE1 1.000 ATE
EEZ 1.000 G849
EE3 1.000 468
EE4 1.000 G8T
EES 1.000 T2
EEG 1.000 A18
EEY 1.000 726
EE& 1.000 690
EES 1.000 G688
EE10 1.000 68
EE11 1.000 668
EE12 1.000 R
EE13 1.000 433
EE14 1.000 G644
EE15 1.000 &80
EE16 1.000 AO6
EE17 1.000 A5

Extraction Method: Principal
Component Analysis.

Total Variance Explained
It Elgernvaluss Estraction Sums of Squared Loadings Rotanon Sums of Squared Loadings

Component Tatal % ofvVanance | Cumuigtve % Total % of Vaslan<e ] Cumulative % Tota % ofvVanance | Cumwiathe %
1 7.563 44491 14401 7563 ot | TRE] 3.881 23447 23417
2 1.652 8,718 54208 852 | 9718 | 54.200 1535 20.797 44214
3 1100 6422 60,731 1109 6422 | 60731 2808 16517 607131
4 924 5435 66.166

885 5205 7130
6 054 4082 15453
7 580 3466 809
8 §37 ERL] 82.080
9 447 2628 85004
10 a7 2630 BT 6M
n a9 2463 90007
12 183 2135 92232
1 n 1886 %4118
14 294 1728 95846
15 268 1,588 e7.412
16 234 1376 48 788
17 206 1.242 100000

Exyachion Method Principal Componant Analysis
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Eigenvalue

Scree Plot

=

o

Component Number
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WORK-FAMILY CONFLICT

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. a1
Barlett's Test of Approx. Chi-Square 1568.5480
Sphericity df 10
Sig. 000
Anti-image Matrices
WFCA WFC2 WFC3 WFC4 WFCA
Anti-image Covariance  WFCH 321 -131 -014 -.018 -018
WFC2 -1 207 -.053 -.052 -.014
WFC3 -018 -.0583 202 =101 -.060
WFC4 -018 -.052 -1mMm 487 -.071
WFCA -018 -018 -.060 -.071 A27
Anti-image Correlation  WFCH RS - 50& -.075 -.072 -.048
WFC2 -.608 861® -.258 -.258 -.063
WFC3 -.075 -.268 870 506 -.203
WFC4 -072 -.258 -.506 8657 -.2445
WFCA -.048 -.063 -.203 -.245 G4g®
a. Measures of Sampling Adequacy(MSA)
Communalities
Initial Extraction
WFCH 1.000 747
WFC2 1.000 855
WFC3 1.000 858
WFC4 1.000 862
WFCA 1.000 68T

Extraction Method: Principal
Component Analysis.

Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
Componant Total % of Variance [ Cumulative % Total % of Variance | Cumulative %
1 4.010 80.196 80196 4.010 80196 80196
2 428 B8.559 BB.755
3 278 5.564 94.319
4 182 3.036 97.355
g 132 2.645 100.000

Extraction Method: Principal Component Analysis.
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Eigenvalue

Scree Plot

Component Number
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WORK OVERLOAD

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 861
Earlett's Test of Approx. Chi-Square 1577.820
Sphericity df 28
Sig. .0oo
Anti-image Matrices
WOL1 WOLZ WOL3 WOoL4 WOLS WOLE WOLT WOLE
Anti-image Covariance WOL1 644 =101 -.038 -033 -.037 -012 -.006 -.067
woL2 =101 h32 -.034 014 -.074 -.062 004 -114
WoL3 -.038 -034 284 -.2158 013 -.011 -.028 -.0o8
WOoL4 -.033 018 -.215 294 -.008 -.034 001 -014
WOLS -.037 -074 013 -.009 512 -.186 -013 -.055
WOLE -012 -.062 -.011 -034 -.186 428 -.091 -022
WOoLT -.006 004 -.028 .0m -.013 -.091 386 -.182
woLs -067 114 -.008 014 -.055 -022 -182 326
Anti-image Correlation  WOL1 4542 173 -.089 -078 -.065 -022 -011 -146
WoL2 -173 §222 -.087 048 -143 -130 .0oa -.273
WoL3 -.088 -.087 775° -744 034 -.033 -.085 -.026
WoL4 -.075 048 -744 7687 -.023 -.096 .oo2 -.046
WOLA - 065 -143 034 -023 aag° -.396 -.030 =135
WOLG -.022 -130 -.033 -.096 -.396 900 -.225 -.060
WOoLF -.011 ooa -.085 002 -.030 -.225 a70f -513
WoLs - 146 -.273 -.026 -.046 -135 -.060 -513 8637

a. Measures of Sampling Adequacy(MSA)

Communalities

Initial Extraction
WoL 1.000 A57
WioL2 1.000 AED
WoL3 1.000 AT0
WioL4 1.000 A46
WOLA 1.000 530
WOLG 1.000 638
WOoLT 1.000 639
WioLa 1.000 710

Extraction Method: Principal
Component Analysis.
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Total Variance Explained

Initial Eigenvalues

Extraction Sums of Squared Loadings

Component Total % ofVariance | Cumulative % Total % ofvariance | Cumulative %
1 4 640 5B.006 5B.006 4 640 58.006 58.006
2 981 12.269 T0.274
3 642 8.024 TH.298
4 543 6.789 25.087
] 472 5.899 90.936
f 332 4148 95134
7 225 2.809 497.943
a 65 2.057 100.000
Extraction Method: Principal Component Analysis.
Scree Plot

=

4
O 3
3
=
=
=
[ 1]
=
W o

1=

o

T T T T T |
3 4 5 6 7 8

Component Number
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PERCEIVED ORGANISATIONAL SUPPORT

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 845
Earlett's Test of Approx. Chi-Square 1277.389
Sphericity df g
Sig. .0oo
Anti-image Matrices
POS1 POS2 POS3 POS4 POSE POSE POST POSH
Anti-image Covariance  POS1 447 022 -.008 - 164 -.045 -122 -.004 -.054
POS2 022 458 =191 -.048 - 167 -.030 .0oz2 .028
POS3 -.0o8 =181 ATT 008 -.068 -019 -.136 -.045
POS4 - 164 -.048 .008 (361 -015 -149 -.033 =111
POSS -.045 - 167 -.068 -015 460 052 -181 -.028
POSE -122 -.030 -018 -.149 052 A48T -.040 -.083
POST -.004 002 - 136 -.033 - 181 -.040 554 .050
POSS -.054 028 -.045 =11 -.028 -.083 050 693
Anti-image Correlation  POS1 8542 044 -017 - 410 -.0a8 -.270 -.0o08 -.087
POS2 049 &a229 -.408 =117 -.364 -.065 004 .050
POS3 -7 -.409 a4g? 020 -144 -.040 -.264 -.078
POS4 -410 =117 020 .83p? -.037 - 367 -.074 =221
POSS -.0o8 -.364 -144 -.037 .82g° 114 -.359 -.050
POSE -.270 -.065 -.040 - 367 114 B55°® -.080 =147
POS7 -.0o8 004 -.264 -075 -.359 -.0B0 8559 .081
POSE -.0a7 050 -078 -221 -.080 - 147 081 460178
a. Measures of Sampling Adequacy(MSA)
Communalities
Initial Extraction
FOE1 1.000 a2
POS2 1.000 702
FOS3 1.000 J06
POS4 1.000 788
POSS 1.000 q27
POSE 1.000 724
POST 1.000 G624
POSB 1.000 535
Extraction Method: Principal
Component Analysis.
Total Vartance Explained
Initial Elgenvalues Estrackon Sums of Squared Loadings Rotaton Sums of Squared Loadings
Comoonent Total % ofvVanance | Cumulasve % Tots % ofVanance | Cumulaswe % Total % ofVariance | Cumwatve %
1 4.008 50,104 50104 4008 50 404 50104 2797 34 960 34 960
2 1519 16.980 69094 1519 18989 52004 273N 34133 69004
3 617 LRAL 76 206
¢ 522 6524 83310
] &30 5376 82706
355 4432 63139
7 200 1619 95 757
8 259 1243 100 000
E

eaction Mothod Prncpal Component Analys:s
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Eigenvalue

Scree Plot

54

2=

Component Number
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REWARDS AND RECOGNITION

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 8a0
Bartlett's Test of Approx. Chi-Square 1638.088
Sphericity df 45
Sig. .0oo
Antiimage Matrices
RR1 BT GIE RRA ARG RRG RR7T B FRo RRI0
Antiimage Covaciance  RR1 430 -017 -187 -003 023 -019 069 028 -.008 -083
RR2 07y L1 151 037 01s 090 047 - 016 os
RR3 -167 151 298 -115 021 023 019 014 -026 -038
RRE 009 037 115 an0 156 012 089 005 049 011
RR5 023 05 021 -156 656 182 -07 -009 - 053 -920
ARG 019 080 023 012 182 563 054 a1 -019 -133
RR7 - 060 -0a7 019 - 069 -017 - 054 s -125 - 058 - 064
ARS 023 -011 014 -005 - 008 o1 125 879 -122 -006
RRY -00% 016 026 - 049 083 010 056 122 522 118
AR10 -063 -015 -.038 011 -020 -133 064 - 004 -178 429
Ant-image Comelaton  RR1 sg8* 037 487 o 043 038 18 04e 018 146
RR2 -037 805* -410 - 081 -027 -A77 063 -018 032 -033
RR3 467 410 an? 307 047 055 044 027 066 106
RR¢ -021 - 0B1 -307 go7* 201 -024 168 -D08 - 098 035
RRS 043 007 047 281 8e3* 267 027 012 -0 -038
RRE - 038 77 055 -3¢ 267 900* 092 015 - 036 -210
AR 118 -0B8 044 -166 -027 -.0@2 §35* -170 - 098 -126
RR# 046 <018 027 - 008 012 045 170 gt A8 <010
AR -8 032 - 066 -098 - 091 -036 -089 -181 89g* -376
RR10 146 <033 106 | 0% 038 2 126 010 | 76 Bes*
A Measwes of Sampling AdequacyNsSA)
Communalities
Initial Extraction
RR1 1.000 G672
RR2 1.000 549
RR3 1.000 J81
RR4 1.000 G601
RRES 1.000 388
RREG 1.000 442
RRET 1.000 A7
RRESE 1.000 684
RREG 1.000 593
RR10 1.000 631

Extraction Method: Principal
Component Analysis.
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Totad Varkance Explained

infial Eigernvatues Exyaction Sums of Squared Loadings Rotason Sums of Squared Loadings
Caomponsnt Total % of Varante | Cumuiatve $ Total % of Vanance | Cumulaive % Total % of Vanance | Cumutative %
1 4934 43343 43343 4534 49343 43343 INT 39 468 39 468
2 1075 10742 60097 1073 10749 60 092 2082 20624 60,092
3 er2 arn 62614
4 £76 8.752 75566
s 566 5657 §1.223
6 556 5556 B86.760
T e 4209 90689
8 a7 12 9476
4 35 152 97813
10 200 1087 100.000
Exvacson Mehod. Principal Componant Analysis
Scree Plot
5
4
o 34
3
[
>
c
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=
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o
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Component Number
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