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ABSTRACT 

 

 

 

 

Employee engagement has been receiving much attention in organizations 

because of its contribution in helping the employees to perform better thus facilitate 

organizations to grow. However, the complexities in implementing employee 

engagement require deeper understanding of its origins and practices. This study 

incorporates the flow experience and organizational perspective (organizational 

culture and work design) into its framework of study. The purpose of this research is 

to investigate the effects of flow experience and organizational perspective on 

employee engagement level. The research employs quantitative approach via survey 

method. Questionnaires were distributed to a total of 306 academicians in Universiti 

Teknologi Malaysia (UTM). Statistical analysis shows that the level of engagement, 

flow experience, organizational culture and work design are moderate among 

academicians in UTM. Employees' gender and age group show a significant 

difference in effect towards employee engagement level, while level of education, 

length of service and academic field have no significance difference on employee 

engagement. Multiple regression analysis found that flow experience and 

organizational perspective (organizational culture, work design) have positive effects 

on employee engagement. Employee engagement is influenced by factors such as 

employees' enjoyment, total control, concentration, organizational culture, autonomy, 

task significance and skill variety. The major concerns and challenges in engaging 

employees are in the work design aspect, specifically task identity and feedback. 

Since the employee engagement, flow experience, organizational culture and work 

design are still on the moderate level, current human resource development systems 

do not put much focus on personal factors and organizational policies for employee 

engagement to be applied and nurtured. Theoretical contributions from the research 

suggest the development of a theoretical framework of personal and organizational 

perspective on employee engagement. This study underlines the essentials of 

management functions and its contribution in employee engagement among 

academicians in UTM. 
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ABSTRAK 

 

 

 

Penglibatan pekerja telah menerima banyak perhatian dalam organisasi 

kerana sumbangannya dalam membantu pekerja untuk berprestasi lebih baik sekali 

gus memudahkan organisasi untuk berkembang. Walau bagaimanapun, kesukaran 

untuk melaksanakan penglibatan pekerja memerlukan pemahaman yang lebih 

mendalam tentang sumber dan amalannya. Kajian ini menggabungkan aliran 

pengalaman dan perspektif organisasi (budaya organisasi dan reka bentuk kerja) ke 

dalam rangka kerja kajian. Kajian ini bertujuan untuk menyiasat kesan aliran 

pengalaman dan perspektif organisasi kepada tahap penglibatan pekerja. Kajian ini 

mengadaptasi pendekatan kuantitatif dengan menggunakan kaedah tinjauan. Borang 

soal selidik telah diedarkan kepada 306 ahli akademik di Universiti Teknologi 

Malaysia (UTM). Analisis statistik menunjukkan bahawa tahap penglibatan pekerja, 

aliran pengalaman, budaya organisasi, dan reka bentuk kerja adalah sederhana dalam 

kalangan ahli-ahli akademik di UTM. Jantina pekerja dan kumpulan umur 

menunjukkan perbezaan yang signifikan terhadap tahap penglibatan pekerja, 

manakala tahap pendidikan, tempoh perkhidmatan dan bidang akademik tidak 

mempunyai perbezaan yang signifikan pada penglibatan pekerja. Analisis regresi 

berganda mendapati bahawa aliran pengalaman dan perspektif organisasi (budaya 

organisasi, reka bentuk kerja) mempunyai kesan yang positif terhadap penglibatan 

pekerja. Penglibatan pekerja dipengaruhi oleh faktor-faktor seperti kegembiraan 

pekerja, kawalan keseluruhan, tumpuan, budaya organisasi, autonomi, kepentingan 

tugas dan kepelbagaian kemahiran. Kebimbangan dan cabaran utama dalam 

melibatkan pekerja adalah dari aspek reka bentuk kerja, khususnya identiti tugas dan 

maklum balas kerja. Memandangkan penglibatan pekerja, aliran pengalaman, budaya 

organisasi dan reka bentuk kerja masih pada tahap sederhana, sistem pembangunan 

sumber manusia semasa tidak meletakkan fokus kepada faktor-faktor peribadi dan 

dasar organisasi penglibatan pekerja yang akan digunakan dan dipupuk. Sumbangan 

teoritik daripada kajian ini mencadangkan pembangunan kerangka kerja melalui 

perspektif peribadi dan organisasi tentang penglibatan pekerja. Kajian ini 

menekankan keperluan fungsi pihak pengurusan dan sumbangannya dalam 

penglibatan pekerja dalam kalangan ahli-ahli akademik di UTM. 
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CHAPTER 1

INTRODUCTION

1.1 Introduction

Employee engagement is not a new concept. Since 1980s, the concept of 

loyalty and engagement has emerged as employers expected the employees to be 

loyal towards the organization, and in exchange, the employees were offered job 

security (Welbourne, 2007) and rewards. Employee engagement has gained 

popularity in the past thirty years (Arif and Ahmed, 2011). Ever since the 

organizations entered the era of globalization, engaged employees are needed as the 

employers seek for employees who are able to work willingly, instead of depending 

on their thoughts for rewards and punishments (Vazirani, 2007). Employee 

engagement is not only an evolving conception, but also helping the organizations 

grow bigger especially in business, management, industrial and organizational 

psychology, and also human resource development field (Wollard and Shuck, 2011).



2

1.1.1 Employee Engagement Overview

Although engagement concept was derived from a Western perspective, it is 

also an important issue in developing countries. The concept of engagement plays a 

main role in both Western and Eastern countries, including Malaysia. Each country is 

very different, depending on their diverse necessities and cultural differences. 

Western and Eastern cultures have been known to differ, particularly in regards to 

the need for organizational hierarchies, and their focus on individuals versus groups 

(Hofstede, 1980). The differences are likely to influence the ways in which 

employees respond towards their organization and systems are used to manage their 

performance. This in turn is likely to have implications in their levels o f engagement 

and the influences which impact this.

In Western, this issue has been discussed since 1980s, particularly by The 

Gallup Organization. It helped the private and public organizations to grow through 

measurement tools, strategic advice, and education and they spent a great effort to 

connect employee engagement to productivity, employee retention, profitability, and 

customer service. In 2010, The Kingston Employee Engagement Consortium study 

on the level o f employee engagement in the United Kingdom reported that only 8% 

of their respondents are strongly engaged with their work (Alfes, Truss, Soane, Rees 

and Gatenby, 2010). Study by The Gallup Organization in 2011, found that 1% of 

American employees are 'not engaged' or 'actively disengaged' in their field of 

work. Most of the employees are emotionally and physically disconnected from their 

workplaces and likely to be less productive (The Gallup Organization, 2011).

In Eastern, Asia's economy is set to grow with higher value activities to 

support the growth. A study by Corporate Executive Board (2010) discovered that 

engaged employees give 57% more effort and are 87% less likely to resign than 

those who are disengaged. Yet, engagement and commitment is relatively lower 

among Asian employees. Blessing White's 2011 Global Engagement Report 

indicates that employees in China (17% engaged), followed by Southeast Asia (26% 

engaged), are the least engaged compared with those in America (33% engaged). 

Furthermore, a study by Hay Group (2013) found that commitment is lowest in Asia
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Pacific, with 54% of the workforce intending to leave their companies within five 

years compared to 44% globally. These data displays a challenging picture in 

engaging and retaining Asian employees, and there are many driving forces behind 

these numbers. Study by Hewitt (2011) found that there is reduction o f 4% on overall 

global average employee engagement score between 2010 and 2009 which is 56% in 

2010, declines from 60% in 2009 due to regional score changes in Asia-Pacific, 

Europe, and North America. The economic downturn had a major impact on the 

organizations and affected the employee engagement levels and the global 

perceptions as well.

Overseas employee engagement trends and patterns show various findings, 

thus, it is crucial to further study on employee engagement, in order to increase 

performance effectiveness. Globalization era and the internationalization o f business 

climate have applied different pressures and demands on Malaysia's industries. The 

cornerstone of the New Economic Model (NEM) through Government 

Transformation Programme (Progmw Xem/%%^) in 2011 is to produce

vibrant private and government sectors in creating high value jobs and place 

Malaysia in the global market to sustain high income growth (Najib, 2011). Both 

private and government sectors should work together to accomplish the programme 

(Suraiya and Ahmad, 2011). It is because, the sectors play a critical role in setting 

policies, deliver services, and endorse laws and regulations that could affect the 

employees and citizens. The effectiveness o f the institution is determined primarily 

by ability, motivation, and integrity o f the civil service and the quality o f its 

leadership (Najib, 2011). Global Workforce Study in Malaysia by Towers Watson in 

2010 found that only 28% of the employees are engage in their work (Ruge, 2011). 

Hence, parallel with the concerns of organizations about the performance of their 

employees, it is crucial to study more on employee engagement because it can assist 

performance growth (Rini Wati, 2010).
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1.2 Background of Research

In the context of employment agreement, employees would direct themselves 

physically, emotionally, and cognitively throughout the task accomplishment, and 

can be distinguished as a combination o f obligation to the organization and its values 

(Kahn, 1990). Engaged employees are more productive, as they can be more 

competitive, customer-focused, and less tempted to leave. Wagner and Harter (2006) 

stated employees that have been engaged usually demonstrated 27% less physical 

absenteeism than their colleagues. Once engaged, employees' enthusiasm would go 

slightly higher, resulting in a 20% increase in individual improvement of 

performance (The Gallup Organization, 2001). Furthermore, engaged employees are 

found to have less industrial accidents on the job (Wagner and Harter, 2006), thus 

significantly reducing the employee compensation claims and related legal charges. 

The implementation o f employee engagement in the workplace is crucial for lack of 

employee engagement will decrease organizational success. There are many factors 

that can influence organizational success in one organization, and most likely the 

problems are always caused by personal factors, which is the employee themselves 

(Macey and Schneider, 2008). It shows that the personal perspective of the employee 

is the key to organizational success as bad employees' performances can cause 

flourishing business empires to collapse. The personal factors of an employee are 

said to be the reason why organizations cannot succeed (Wan, 2012), and this issues 

has been widely discussed, but the interventions hardly take place.

However, the concept of employee engagement nowadays is debatable, as it 

is also associated to other constructs, such as motivation, job satisfaction, 

commitment, and loyalty. According to Chaudhary, Rangnekar, and Barua (2011), 

the organizations and researchers are aware that concerns must be given to the 

employee engagement issues. Macey and Schneider (2008) highlighted, employee 

engagement is a blend of job satisfaction, organizational commitment, job 

involvement, and feelings of empowerment. In addition, the research result from 

Schaufeli and Salanova (2007) proved that the concept of work engagement can be 

reliably measured and can be discriminated from related concepts like job 

involvement, and organizational commitment. Therefore, employee engagement
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appears to be the master of all concepts (Cawe, 2006), and by implementing 

employee engagement, the other constructs need to be met.

Despite the powerful contribution o f employee engagement towards work 

performance (Wan, 2012), it is hard to get employees to engage in their work. 

According to Renewal Group (2012), in our modern world, people do not regularly 

respond physically by fighting or fleeing, but they react emotionally instead. 

Personally, people who fight by arguing or being stubborn, flee by disengaging 

mentally and emotionally, which reduces commitment, and freeze by shutting down 

their creativity. In the third quarter of 2011, 71% of American employees are 'not 

engaged' or 'actively disengaged' in their work, meaning they are emotionally 

disconnected from their workplaces and most likely become less productive (The 

Gallup Organization, 2001). Until now, there are still an on-going discussion and 

researches to find the methods and solutions to solve this problem. Previous 

researches relate performance problem with motivation (Clark, 1998; Argon, 2010), 

commitment (Meyer, Paunonen, Gellatly, Goffin, and Jackson, 1989; Hakanen, 

Schaufeli, and Ahola, 2008), job satisfaction (Saari and Judge, 2004; Fauziah and 

Kamaruzaman, 2009), loyalty (Chen, Tsui, and Farh, 2002; Fazlzadeh, Faryabi, 

Darabi, and Zahedi, 2012) and other constructs, but still, performance problem is 

mainly caused by low employee engagement level (Chaudhary et al., 2011).

Recently, there is a new demand for employee to continuously engage in the 

organization (Anitha, 2014). Since employee engagement is related to individual 

emotions (Asakawa, 2004), further investigation that relate into this aspect is highly 

demanded. For example, an engagement requires employees to enjoy their work 

because it is the principle ingredient of engagement and without enjoyment, one 

cannot remain engaged in a long-term (Reavis, 2008). Development Dimensions 

International (2005) highlights employee engagement as the degree to which 

employees enjoy, believe and value their work. Some people do not enjoy their work 

and this holds back performance in so many ways thus might lead them to disengage 

from their work (Wentworth-Ping, 2012). Therefore, enjoyment is important and can 

influence employee engagement level. Besides, engaged employees are those who 

are physically energized, emotionally connected, mentally focused, and feel aligned 

with the purpose of the organization (Loehr and Schwartz, 2006). Indeed, it shows
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that concentration and full attention while doing the work is equally important. No 

matter how challenging the task given, the employees could perform well if  they 

have their full concentration. Wollard and Shuck (2011) highlighted that motivated 

employees would be focused and directed their energies toward organizational 

outcomes. However, in order to exploit the employee engagement, thus enhancing 

performance, intervention in terms o f increasing employee enjoyment, control 

towards work and concentration is needed.

This implies that the employee engagement requires a concept that can foster 

its implementation. Enjoyment, total control, and concentration are the constructs 

that refer to flow experience (Bakker, 2008; Koufaris, 2002). Due to that, this study 

investigates on how to increase employee engagement from the perspective of 

employees' personal which particularly refers to the flow experience theory 

(Brinkhuis, 2008; Chu, 2010). Since personal perspective such as employees' 

emotions and thought is related to employee engagement (Renewal Group, 2012), it 

is important to identify the effect of flow experience on employee engagement. Level 

of enjoyment is a strong tool which plays an important role to make employees more 

engaged in their work (Viljoen, 2009). According to Koufaris (2002) and Handel 

(2009), flow experience is one of the positive psychology constructs and flow 

experience theory suggests that a flow state leads to enjoyment, total control, and 

concentration.

For current research, it is interesting to take this research further on 

organizational perspectives. According to Macey and Schneider (2008), it is the 

organization's responsibility to create environments that can truly engage the 

workforce. Work design or job characteristics and organizational culture are the main 

forces to employee engagement when it comes to organizational perspective 

(Hackman and Oldham, 1974; Marcoulides and Heck, 1993; Csikszentmihalyi, 

1996). As employee engagement should be measured as a significant element of an 

organization's human resource and social system, a full understanding on how to 

optimize performance in the organization involves understanding the organizational 

culture. Unfortunately, according to Pentilla (2004), most managers tend to focus on 

the employee weaknesses which is a way of destroying enthusiasm, when the real 

opportunity comes to utilize people's strengths which is through good organizational



7

culture. The organizational culture that encourages and enables good behaviours and 

emotions are likely to have highly engaged employees and becomes more productive 

(Cameron, 2005). According to Wallach (1983), organizational culture can be 

characterized into three types o f sub-cultures which are bureaucratic, supportive, and 

innovative culture. Ogbonna and Wilkinson (1990) study found that an 

organizational culture is a combination o f more than one sub-cultures, although one 

of the sub-culture will turn out to be dominant compared to others. Good 

organizational culture will have a balance combination of each sub-culture 

(Willcoxson and Millett, 2000). Additionally, work design generates different 

influences on engagement and job performance (Kahya, 2007). The nature of the job 

will influence the level o f employee engagement. For instance, the Job Characteristic 

Model developed by Hackman and Oldham (1975), emphasized that when 

employees perceive their jobs as meaningful, valuable, and worthwhile, and feels 

individually responsible for the results of their work, they will perform well. Hence, 

this means that work design plays a fundamental role in engaging people at work.

Since enjoyment, total control, and concentration are important elements to 

increase the level of employee engagement in an organization (Koufaris, 2002), this 

study attempts to integrate Flow Experience Theory in order to identify its influence 

on employee engagement level. Indeed, this study also integrates organizational 

perspective because organizational culture and work designs are important to foster 

engagement among employees, thus the elements of organizational are included in 

the study. The development of flow experience and employee engagement 

framework is seen as a contribution to the field o f study. More than that, the 

organizational perspectives approach is applied to provide a more comprehensive 

picture of flow experience and employee engagement.

This research is conducted amongst Universiti Teknologi Malaysia (UTM) 

academic staff. According to the former Vice Chancellor of UTM, Prof. Dato' Ir. Dr. 

Zaini Ujang (2012), UTM strives to be a global branded university and aims to 

provide leadership and contribution through research and innovation, based on UTM 

Strategic Trust. High performance and innovative research in the universities 

requires inspirational, authentic, and emerging research leaders (Jusoff and Samah, 

2008). The challenge in setting up global universities or also called "flagship"
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universities is very much influenced by retaining talent among employees, 

particularly research and development lecturers (Zaini, 2012). In this research, 

employee engagement is focused among UTM academicians/lecturers as they are the 

key persons that will help UTM achieve its aim to provide leadership and 

contributions through research and innovation. Lecturers also serve as researchers at 

UTM (Zaini, 2012). High-quality researchers developed throughout a never ending 

process of self-study, education, training, and experience (Jusoff and Samah, 2008). 

To improve and to achieve the university's aim, it is important for UTM to strive 

towards assisting the academicians/lecturers in conducting research. The 

academicians' engagement level is considered as the key to talent retention that 

enables university to provide leadership and contribution through research and 

innovation (Zaini, 2012). Moreover, academicians' engagement is important to 

develop sustained competitive advantage (Zaini, 2012), and the result, creating 

UTM's unique value that is rare and difficult for competitors to imitate (Bhatnagar,

2007).

1.3 Statement of Problem

This study revolves around the ambiguity and complexity to implement 

employee engagement in the workplace. Employee engagement is important, but the 

complexities surrounding the employee engagement entail a deeper understanding of 

the practices involved so that the process of attaching and engaging employees in 

organizations can be facilitated. While employee engagement level is more 

influenced by emotions, feelings, and personal factors (Wentworth-Ping, 2012), 

further study to investigate on how the aspects of enjoyment, nature of work, 

concentration can facilitate employee engagement is fundamental.

According to Ferguson (2005), demographic factors could also have 

significant effects on employee engagement level. According to Johnson (2004) 

study, women tend to find additional fulfillment in their jobs and are more engaged
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than men. Ananth (2009) research stated that as age increase, employee contribution 

and engagement will also increase. A study by Buckingham (2001) indicates 

negative relationship between length of service and employee engagement. The 

above statements show that the level o f employee engagement is related to 

demographic factors. Therefore, identifying the level of employee engagement with 

regards to their demographic factors is essential. It is because, individual differences 

may affect individuals' ability to engage or disengage in their role performance 

(Anitha, 2014). Their differences such as gender, age, length of service, and 

education level will lead to different perceptions and judgement about their work.

Organizations require constantly engaged workforce in order to smoothen 

work processes. However, when employee engagement and related concerns are the 

causes o f obstacles, being in control of the organizational goals is easier said than 

done (Rice, 2008). Wentworth-Ping (2012) clarifies that low work performance and 

disengagement from work resulted from employees who do not enjoy their work. 

Lack of collaboration and empowerment are likely to disengage employees and 

distract employees' willingness to exert extra effort (Robertson-Smith and Markwick

(2009). Cleland, Mitchinson, and Townend (2008) besides Loehr and Scwartz (2006) 

stated that employees feel engaged when they are given autonomy to make decisions, 

able to control their own work, emotionally connected, and mentally focused on what 

they are doing. Accordingly, in order to utilize the employee engagement, the 

barriers should be removed or at least minimized. In addition, intervention in terms 

of increasing employees' work enjoyment, control towards work and concentration is 

needed.

According to Koufaris (2002) and Handel (2009), enjoyment, total control, 

and concentration are the elements of the flow experience. Hence, the flow 

experience impact on employee engagement is important to be given further study. 

Kahn (1990) proved that employee engagement is similar to the flow experience 

proposed by Csikszentmihalyi (1975), a situation whereby an employee is so 

mentally, physically, and emotionally involved in their work. Reavis (2008) stated 

without enjoyment one cannot remain engaged for a long-term while Kumar and 

Swetha (2011) declared that organization must give the employees autonomy to 

control their own work in order to sustain employee engagement. Meanwhile,
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Wollard and Shuck (2011) highlighted that the employees who concentrate towards 

organizational outcomes, are the most engaged. It shows that the flow construct of 

enjoyment, control, and concentration can influence employee engagement 

implementation. Since the integration of flow experience theory into employee 

engagement is still limited, this research aims to identify the impact of flow 

experience on employee engagement level.

Additionally, Chartered Institute of Personnel and Development (2009) stated 

that employee engagement is concerned with employees' attachment to their 

colleagues, bosses, and organization as well as building an environment where 

employees are enthusiastic to connect with their work and truly care about 

accomplishing an excellent job. Towers Perrin's (2008) research found that 

employees were dissatisfied with many aspects of their work, such as countless 

workloads, leadership issues, ambiguous work design, and unsupportive culture. This 

proves the importance of an organization's actions in influencing the levels o f 

employee engagement. The organizational factors such as organizational culture and 

work design play important roles in determining their engagement at workplace 

(Demerouti, 2006; Turpin, Phahlamohlaka and Marais (2009). Organizations wish 

people to offer more effort and produce innovative ideas to boost up services and 

increase performance (Skapinker, 2005). It is important to view the organizational 

perspectives that can assist in the implementation that could help in increasing the 

employee engagement level in workplaces since an organization plays a vital part in 

contributing towards its success.

Previously, most of the researches on employee engagement are done within 

profitable organizational context (Buckingham and Coffman, 1999). Employee 

engagement issues seem to be a universal problem (Cawe, 2006) therefore, it is also 

interesting to investigate this matter within the university context. Engagement level 

of academicians can be a major factor in a university success towards transforming it 

into top ranking university. UTM visions to be recognized as a world class centre of 

academic and technological excellence (Universiti Teknologi Malaysia Office of 

Corporate Affairs, 2012). However, based on 2013/2014 QS world university 

rankings, UTM is still at the 358 rank (QS World University Rankings, 2014) and 

that shows UTM management really needs to put more efforts in achieving the
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vission, in order to increase its rank among other well-known worldclass universities. 

It is important to make sure that UTM management and the academicians play their 

roles according to the direction of achieving the vision. By considering the 

importance of this issue, this study aims to investigate the effect of flow experience 

and organizational perspective on UTM academicians' engagement. By increasing 

the employee engagement level, perhaps the ranking of the university will rise and 

provide better service to the society.

In conclusion, the research problems o f this study are surrounded by the fact 

that there is the lacking in suitable framework and difficulty in engaging employees 

at the workplace. The attempt of this study is to investigate the antecedents of 

engagement from the perspective of Flow Experience Theory and Organizational 

Perspective (will be explained in Chapter 2). Therefore, the main research question 

that this study attempts to answer is: What is the impact of flow experience and 

organizational perspective on the level o f employee engagement?

1.4 Research Questions

There are three research questions prepared for this research, which are:

1) Which demographic factors (gender, level o f education, age, length of 

service, academic field) has significant differences with employee 

engagement among UTM academicians?

2) What is the effect of flow experience (enjoyment, total control, and 

concentration) on employee engagement level among UTM academicians?

3) What is the effect of organizational perspective (organizational culture and 

work design) on employee engagement level among UTM academicians?



12

1.5 Research Objectives

There are three objectives developed with regards to the paper, which are:

1) To identify which demographic factors (gender, level of education, age, 

length of service, academic field) have significant differences with employee 

engagement among UTM academicians.

2) To investigate the effect of flow experience (enjoyment, total control and 

concentration) on engagement level among UTM academicians.

3) To examine the effect of organizational perspective (organizational culture 

and work design) on engagement level among UTM academicians.

1.6 Research Hypotheses

There are three main hypotheses developed in this research. The research hypotheses

are listed as below:

H1: There are significant differences between employee engagement level and 

demographic factors.

H2: Flow experience (enjoyment, total control, concentration) has a positive 

influence on employee engagement.

H3: Organizational perspective (organizational culture, work design) has a 

positive influence on employee engagement.
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1.7 Definitions of Terms

This section discusses the definitions o f terminologies that is used in this 

research. The conceptual definition enlightens the meaning of the concept and 

explanation by other researchers, while the operational definition describes the 

variables as indicators for the research constructs, as well as the definition of the 

terms specifically used for this research.

1.7.1 Conceptual Definitions

Kahn (1990, p. 694) defines engagement as "the harnessing of organization 

members' to their work tasks; in engagement, people engross and direct themselves 

physically, emotionally and cognitively while performing their jobs." Thus, 

according to Kahn (1990), engagement signifies that psychological domains are 

present when performing organizational role namely meaningfulness, safety, and 

availability. Rothbard (2001) also identified engagement as psychological occurrence 

that entails two critical components, which are the attention and absorption. Maslach, 

Schaufeli, and Leiter, (2001) characterized engagement into energy, involvement, 

and efficacy, the direct opposite of the three burnout dimensions of exhaustion, 

cynicism, and inefficacy. Similarly, Schaufeli, Salanova, Gonzalez-Roma, and 

Bakker (2002, p. 74), described employee engagement as a positive, satisfying, job- 

related emotional state that is characterized by vigour, dedication, and absorption. It 

also involves mental and emotional connection to their jobs (Gibbons, 2006), 

formation of positive relationship, providing challenging opportunities through 

change programs, and genuine leadership (Thompson, 2009). In addition, Antonison

(2010) agreed that vigour, dedication and absorption are three highly correlated 

factors to employee engagement.



14

Flow experience is another concept that is related to engagement. Initially, 

Csikszentmihalyi (1975) defines flow experience as the "holistic sensation" that, 

people feel when they act with full involvement. When an individual is having flow 

experience, he or she will immerse in the activity. Csikszentmihalyi reported that 

feelings in control, an increased chance of learning new skills, and a balance between 

challenges and skills are essential to flow experience. Ellis, Voelkl, and Morris 

(1994) defined flow as the finest experience that is the result of a situation in which 

challenges and skills are equal. According to these authors, such a state facilitates the 

occurrence of flow-related experience, such as positive effect, excitement, and 

intrinsic motivation. According to, Ghani and Deshpande (1994) total concentration 

and enjoyment are related to flow experience. Additionally, Bakker (2005) defined 

flow as a condition of consciousness where people become absolutely immersed in 

an activity, and enjoy it intensely. According to Demerouti (2006), flow experience 

is a multifaceted construct that is in line with a broad idea of occupational mental 

health, (well-being) as well as not only affective aspects but also cognitive and 

motivational facet. Chiang, Sunny, Cheng, and Liu (2011) referred flow to a state in 

which someone focuses completely on a pleasant activity.

Organizational perspective is a list of organizational factors that might have 

an impact on the operation of the organization (Sroufe, 1990). The organizational 

objective, business processes, IT processes, business needs, and future plans have a 

great impact in the organizational design process and needs to be viewed at carefully 

from the physical perspective. According to Turpin et al. (2009), the organizational 

perspectives represent the subjective views o f the groups (formal and informal) and 

individuals involved in any research.
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1.7.2 Operational Definition

E ^ p /o y ^  ^H gag^^H f

Employee engagement refers to the emotional connections employees feel 

towards their employment organization that tends to influence their behaviours and 

level o f effort in related work activities. The more engaged employees with their 

organization, the more effort they will give towards the job. Employee engagement 

involves mental and physical connection with both work and organization.

For this research, employee engagement is measured using 12 questions 

derived from the Gallup Workplace Audit (GWA) as published in Buckingham and 

Coffman (1999). The questions tackle issues such as understanding one's work 

expectation, having the resources perform well, recognition and praise, 

encouragement to develop, being listened to and friendship at work (Bates, 2004). 

Previous studies highlighted that there are 12 key expectations at workplace, that 

when satisfied, form the foundation o f employee engagement (The Gallup 

Organization, 2001; Bates, 2004). The engagement index slots employees into one of 

three categories, namely actively disengaged, not engaged, and engaged.

E /o ^  E^p^ri^Hc^

Flow experience in this research refers as the optimal psychological state 

described as the experience of intrinsically enthusiastic people, who are attached in 

work-related activities. Employees who experience flow would be in a state where 

they are being absorbed in the activity they are involved in. In this study, flow 

experience consists o f three components, namely, enjoyment, total control, and 

concentration. The definitions for each of the components for this research are 

presented below:

EH/oy^^Hf.* Refers to the employees' working pleasure and being intrinsically 

enjoyful in their work and organization. It is a positive state of emotion, which



16

gives employees contentment or keen satisfaction, thus they will define their job 

as interesting, enjoyable, exciting, and fun.

7of%/ coHfro/: Refers to the employees' power to have control over their 

environment and their own actions. The employee has authority to influence or 

direct employees' own behaviour, thus feeling clearer, calmer, in control and 

devoid of frustration during work.

CoHc^HfmfioH: Refers to the employees' full attention and focus towards their 

work-related activity. It is the cognitive process of selectively absorbed on the 

aspects of the work and environment while ignoring other things. The employees 

with full concentration and commitment will feel intensely absorbed, focus, and 

deeply engrossed in their work.

For this research, flow experience is measured using an instrument adapted 

and modified from Ghani, Supnick and Rooney (1991) as published in Koufaris 

(2002). The instrument is used to measure the level o f employees' enjoyment, total 

control, and concentration at work. It consists of 12 items, four items for each of the 

components. The level o f flow experience is determined based on the total scores of 

the 12 items responses (low, medium, high).

Org#H%#%oH%/ ̂ rsp^cfiv^

Organizational perspective on this research refers to the extent of employees' 

feelings towards the organization's practices that can influence the engagement level. 

For this research, two organizational perspectives are selected, namely, 

organizational culture and work design. The operational definitions o f each of the 

factors are presented below:

Org#H%#%oH%/ cM/fMr :̂ Refers to the values and behaviours that contribute to 

the unique social and psychological environment of an organization. 

Organizational culture consists o f bureaucratic, innovative, and supportive sub­

cultures. Good organizational culture comprises of a balanced combination of 

each sub-cultures. Bureaucratic culture refers to systematic, stable, well-
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structured, ordered, regulated, and this culture is usually based on appropriate 

control and power-oriented. Innovative culture refers to a creative, result- 

oriented, challenging, entrepreneurial, ambitious, and risk-taking culture. 

Supportive culture is defined as a people-oriented, trusting, harmonious, safe, 

and collaborative work environment. The UTM's organizational culture is 

measured using Wallach's (1983) Organizational Culture Index. It is an 

instrument used to measure the level o f organizational culture at three 

dimensions as bureaucratic, supportive, and innovative. The level of 

organizational culture is determined using the total score of the responses.

^orA  ^sigH : Refers to the arrangements, principles, and techniques to complete 

a certain task or to work. It seeks at outlining and organizing tasks, duties, and 

responsibilities into a single unit of work for the success o f certain objectives. In 

simpler terms, it refers to the what, how much, how many and the order of the 

tasks for a job. For this research, work design is also interdependently used as 

job/work characteristics, which consist of skill variety, task identity, task 

significant, autonomy, and feedback. Skill variety reflects the degree to which a 

job requires employee use different skills to complete a work. Task identity 

refers to the extend which the job involves a whole piece of work. Task 

significant refers to the extent in which the job influences the lives or work of 

others. Autonomy reflects to the degree in which a job allows freedom to 

schedule work, make decisions, and choose the methods to perform tasks. 

Feedback is defined as the extent to which others in the organization offer 

information regarding one's performance. Adapted Work Design Questionnaire 

(WDQ) by Morgeson and Humprey (2006) is used to measure work design for 

this research. It consists of 18 items that describe the characteristics of the work. 

The items focus on measuring the five characteristics o f work design based on 

the total score of the respondent's response.
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1.8 Significances of Study

This research contributes to the theory and practice. It proposes a framework 

that incorporates flow, organizational factors, and employee engagement. Based on 

the background of this research it shows that employee engagement is important, 

whereby the implementation and the improvement of it will support the 

organizational success. The linkages between flow and employee engagement field 

are literally explored and added unique knowledge in both fields. Furthermore, the 

combination of both personal context as flow and organizational context in 

organizational culture and work design will assist in studying employee engagement 

in a broader perspective. This study can contribute to better understanding to other 

researchers on the relationship between employee engagement, flow experience, and 

organizational perspective.

As for its practical contributions, employee engagement practices can be 

utilized by the management by engaging employees through the usage of flow 

experience theory. Csikszentmihalyi (1996, 1990 and 1975) notes that flow is a 

factor that will call for passionate engagement in people and the willingness to be 

involved in actions and activities. By doing so, they will experience flow with great 

enjoyment and as the result perceived the actions and activities as highly 

motivational. If  the employers understand flow experience and associate it with 

employee engagement, they might be able to develop the strategies that facilitate 

enjoyment, thereby making working conditions pleasurable. Once flow is 

experienced, repeating work with deep enjoyment becomes feasible. To have and be 

able to apply this knowledge in work life should make the job more enjoyable and 

inspiring for both employer and employee. The issues and challenges o f employee 

engagement in the organization can create a higher understanding level among top 

management of the organization. As a result, this information can build their 

awareness on developing employee engagement and give the reason why the flow 

experience should be applied at the central level and integrated into organizational 

main agenda.
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1.9 Scope of the Study

This study is limited to UTM academicians. Therefore, non-academic staff 

such as from the university's library, college offices, bursary, and registrar is not 

included in this study. A survey was distributed to the academicians and they were 

selected because they are considered as the focal point in an organization that have 

positive or negative emotional attachment to their job, students, colleagues, top 

management and organization which influences their willingness to perform at work. 

Academicians from the UTM faculties have equal chance to be selected as the 

research respondents. As UTM strives to be a global branded university and leading 

in research leadership (Zaini, 2012), the employee engagement level is believed to 

offer an approach to withhold employees' capability. As the result, this will allow the 

university to increase competitive advantage by creating their significance that is 

exclusive and difficult for other universities to copy (Bhatnagar, 2007).

Previously, most employee engagement research was conducted at profitable 

organizations (Anand and Banu, 2011; Andrew and Sofian, 2011; Arif and Ahmed, 

2011). As profitable organizations strive to achieve monetary benefits from engaged 

employees (Chat-Uthai, 2013), universities may have different reasons to engage its 

employees. Strong leadership, engaged workforce, bold vision of the university's 

mission and goals, and clearly expressed strategic plan to translate the vision into 

real targets and programs is fundamental for the establishment of a world-class 

university (Jamil, 2009). Therefore, the UTM academicians must be totally engaged 

in their work, in order to achieve its target, which is to be an international well- 

known research university.

This study only investigates employee engagement and its relationship with 

both flow experience (enjoyment, total control, concentration) and organizational 

perspective (organizational culture, work design). Other variables that related to 

employee engagement were excluded from this research. The variables for this study 

are prepared within the perspectives of personal and organizational. There are a 

number of factors in employee engagement drivers, but independent variables are 

selected based on their connection to Flow Experience Theory and organizational
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perspective. The study focuses on the integration o f Flow Experience Theory and 

organizational perspective as a theoretical foundation to determine the relationship 

between enjoyment, total control and concentration and also organizational culture 

and work design to employee engagement in the workplace.

1.10 Chapter Summary

This chapter presents an overview of the study by giving out outlines on the 

background of the problem, which directs to the research questions, objectives and 

hypothesis that have developed. The conceptual and operational definitions for the 

research variables were also presented in this chapter. Besides, the scope of the 

research is also stated together with a brief discussions on the significance of the 

study.



114

REFERENCES

Alfes, K., Truss, C., Soane, E., Rees, C., & Gatenby, M. (2010). Cre%/mg e^g^geJ 

worA/orce/ F/^J/^g^ /row  /Ae X^/^g^/o^ ewpfoyee e^g^gewe^/ co^^or//Mw 

pro/ec/. Chartered Institute of Personnel and Development, London, UK.

Anand, V. V., & Banu, C. V. (2011). Employee engagement: A research study with 

special reference to Rane Engine Valve Ltd. (Plant -  I), Chennai, India.

/  M%r^e/mg %^J M%M%gewe /̂, 2(2), 117-135.

Ananth, A. (2009). 7wp%c/ o /  Jewogr^pA/c /ac/or^ o^ ewpfoyee e^g^gewe^// ^  /̂MJy 

w//A re/ere^ce /o pM^f/c^//o^^ pr/v^/e f/w//eJ, cAe^^^/. University Library 

of Munich, Germany.

Andrew, O. C., & Sofian, S. (2011). Engaging people who drive execution and 

organizational performance. ^wer/c%M o /  Fco^ow/c^ ^ ^ J  FM^/^e^^

^Jw/^/^/r^//o^, 3(3), 569-575.

Anitha, J. (2014). Determinants of employee engagement and their impact on employee 

performance. 7M/em%//oM%f o /  ProJMc//v//y ^^J  Per/orw^^ce

M%^%gewe^/, 63(3), 308-323.

Antonison, M. (2010). Evaluation of work engagement as a measure of psychological 

wellbeing from work motivation. Pro^Me^/, 39, 88-2004.

Argon, T. (2010). A qualitative study of academicians' views on performance 

evaluation, motivation and organizational justice. 7^/er^^//o^^f O^fme o /

FJMc%//o^%f ^c/e^ce^, 2 (1), 133-180.

Arif, H., & Ahmed, F. (2011). Authentic leadership, trust and work engagement. 

7M/em%//oM%f o /  ̂ Mw%^ ^^ J  ^oc/^f ^c/e^ce^, 6(3), 164-170.



115

Asakawa, K. (2004). Flow experience and autotelic personality in Japanese college 

students: How do they experience challenges in daily life? JoMr^^f o /  N ppm ess 

S/MJ/es, J(2), 123-154.

Attridge, M. (2009). Employee work engagement: Best practices for employers. 

^ese%rcA ^ForAs/ P^r/^ersA/p /o r  ^ForApf%ce Me^/^f Ne^f/A, 7, 1-11.

Bahaman, A. S. and Turiman, S. (1999). S/%//s//cs /o r  Soc/bf ^ese%rcA (1st E d). Kuala 

Lumpur: JJ Print & Copy.

Bakker, A. (2001). Questionnaire for the assessment of work-related flow: The WOLF. 

MrecA/ Mwers//y, TAe Ne/Aerf^^Jy/ Dep%r/we^/ o /  Soc/bf ^^ J  Org^^/z^//o^^f 

PsycAofogy.

Bakker, A. B. (2005). Flow among music teachers and their students: The crossover of 

peak experiences. JoMr^^f o/Foc%//o^%f FeA%v/or, 66, 26-44.

Bakker, A. B. (2008). The work-related flow inventory: Construction and initial 

validation of the WOLF. JoMr^^f o /  Foc%//o^%f FeA%v/or, 72, 400-414.

Bates, S. (2004). Getting engaged. M%g%zme, 49(2), 44-51.

Bezuidenhout, A., & Cilliers, F. (2011). Age, burnout, work engagement and sense of 

coherence in female academics at two South African universities. SoM/A ^/r/c%M 

JoMr^^f /L%^oMr ^ef%//o%y, JJ(1), 61-80.

Bhatnagar, J. (2007). Talent management strategy o f employee engagement in Indian 

ITES employees: Key to retention. Fwpfoyee ^ef%//o%y, 29(6), 640-663.

Biernacki, P., & Waldorf, D. (1981). Snowball sampling: Problems and techniques of 

chain referral sampling. Soc/ofog/c%f we/AoJs & rese%rcA, 70(2), 141-163.

Blessings White. (2011). Employee engagement report. Retrieved from 

http://www.blessingwhite.com/content/reports/blessingwhite_2011_ee_report.pf

Borgen, F. R. (1968). The measurement of occupational reinforcer patterns. Mm^eso/% 

S/MJ/es m Foc%//o^%f ^eA%M//%//o^, 25.

Boudreau, M.C., Gefen, D. & Straub, D.W. (2001). Validation in information systems 

research: A state-of-the-art assessment. M S' ^M%r/erfy, 25(1), 1-16.

Brew, A., & Boud, D. (1996). Preparing for new academic roles: An holistic approach to 

development. TAe 7^/er^^//o^^f JoMr^^f/or ̂ c%Jew/c Devefopwe^/, 7(2), 17-25.

http://www.blessingwhite.com/content/reports/blessingwhite_2011_ee_report.pf


116

Brim, B. (2002). The longer workers stay in their jobs, the more disheartened they 

become. G%ffMp M%M%geweM/ JoMrM f̂. ^v%/f%Ne ^// 

A//p///www.g^ffMp/oMr^^f.cow/GM/7^rcA/ve//yyMeJ/2002J7Jc.^yp. ^e/r/eveJ 

J^MM r̂y, 27, 207J.

Brinkhuis, C. (2008). ^ForA, ^ge, ^MJ /fow/ e%pfor%//oM o /  /Ae ref^//oMsA/p ^e/weeM 

J/Z/ereM/ worA ^spec/s, Ae^f/A-^MJ ^ge-ref^/eJ ^spec/s, ^MJ /fow  (Master 

dissertation). Universiti Twente, Faculty o f Behavioural Sciences

Buckingham, M. (2001). Don't waste time and money. G%ffMp M%M%geweM/ JoMrM%f, 

3(12), 01.

Buckingham, M., & Coffman, C. (1999). F/rs/, ^re%A ^ff /Ae rMfes. New York: Simon & 

Schuster.

Burke, R. J., Koyuncu, M., Jing, W., & Fiksenbaum, L. (2009). Work engagement 

among hotel managers in Beijing, China: Potential antecedents and 

consequences. ToMr/sw ^ev/ew, 64(3), 4-18.

Burns, N., & Grove, S.K. (1987). TAe pr%c//ce o /  rese^rcA, coMJMc/, cr///^Me, ^MJ 

M//f/z%//oM. Philadelphia: Saunders.

Cameron, D. (2005) Devefop/Mg w^M^geweM/ sA/ffs, Prentice-Hall, Upper Saddle River.

Cameron, K.S., & Quinn, R E . (2006). D/%gMos/Mg %MJ CA%Mg/Mg Org^M/z^//oM^f 

CMf/Mre. San Francisco: Jossey-Bass.

Carroll, D. L. (2011). What researchers want: A personal case study. SCON^L FocMs, 

37, 52-56.

Castellano, W. G. (2009). A new framework of employee engagement. CeM/er /o r  

NMw%M ^esoMrce S/r^/egy. ^M/gers, TAe S/^/e M wers//y o /  New Jersey.

Cawe, M. (2006). F%c/ors coM/r/^M//Mg /o Fwpfoyee eMg^geweM/ /M SoM/A ^/r/c^  (Master 

dissertation). University of the Witwatersrand, Faculty of Commerce, Law & 

Management.

Chartered Institute of Personnel and Development. (2009). Performance management in 

action: Current trends and practice. Retrieved from 

http://www.cipd.co.uk/NR/rdonlyres/AC5B3F1DCA834CB2AD979B233341113 

3/0/Performance_management_in_action.pdf.

http://www.cipd.co.uk/NR/rdonlyres/AC5B3F1DCA834CB2AD979B233341113


117

Chat-Uthai, M. (2013). Leveraging employee engagement surveys using the turnover 

stimulator approach: A case study o f automotive enterprises in Thailand. 

7M/erM%//oM%f JoMrM%f o /  FMs/Mess %MJ M^M^geweM/, 8(6), 16.

Chaudhary, R., Rangnekar, S., & Barua, M. (2011). Relation between human resource 

development climate and employee engagement: Results from India. EMrope's 

JoMrM%f o/PsycAofogy, 7(4), 664-685.

Chen, H. (2006). Flow on the net-detecting Web users' positive affects and their flow 

states. CowpM/ers /M NMw%M FeA%v/or, 22(2), 221-233.

Chen, Z. X., & Aryee, S. (2007). Delegation and employee work outcomes: An 

examination o f the cultural context of mediating processes in China. ^c%Jewy o /  

M%M%geweM/ JoMrM%f, 50(1), 226-238.

Chen, Z. X., Tsui, A. S., & Farh, J. L. (2002). Loyalty to supervisor vs. organizational 

commitment: Relationships to employee performance in China. JoMrM%f o /  

OccMp%//oM%f %MJ Org%M/z%//oM%f PsycAofogy, 75(3), 339-356.

Chiang, Y. T., Sunny, S., Cheng, C. Y., & Liu, E. Z. F. (2011). Exploring online game 

players' flow experiences and posotive affect. TAe TMrA/sA OMf/Me JoMrM%f o /  

FJMc%//oM%f TecAMofogy, 10(1), 106-114.

Chu, L. C. (2010). Flow experience of knowledge workers: A case study o f a Taiwanese 

consultancy. TAe JoMrM%f o/7M/erM%//oM%f M%M%geweM/ S/MJ/es, 5(2), 216-226.

Chughtai, T. A., & Naeem, H. (2013). The mediating role o f employee engagement on 

the effective use of HR practices and turnover intentions: A study of Pakistan 

Telecom Sector. GfoMf ̂ Jv%MceJ ̂ ese%rcA JoMrM%fs, 2(1), 16-22.

Clancy, G., & Graban, M. (2014). Engaging staff as problem solvers leads to continuous 

improvement at Allina Health. GfoMf FMs/Mess %MJ Org%M/z%//oM%f FxceffeMce, 

33(6), 35-42.

Clark, R. E. (1998). Motivating performance: Part 1- Diagnosing and solving motivation 

problems. Per/orw^Mce iwproveweM/, 37(8), 39-47.

Cleland, A., Mitchinson, W., & Townend, A. (2008). Engagement, assertiveness and 

business performance: A new perspective, 7x/% CoMsMf/%Mcy L/J. Retrieved from 

http://www.ixia-uk.co.uk/Research/Downloads/White-paper-2008.aspx.

http://www.ixia-uk.co.uk/Research/Downloads/White-paper-2008.aspx


118

Coakes, S., & Ong, C. (2011). SPSS/ ^Mbfys/s w//AoM/ bMgM/sA Ms/Mg SPSS vers/oM 7^.0 

/o r  ^/MJows (Vol. 1). Milton, Queensland: John Wiley & Sons Australia.

Cooke, R. A., & Lafferty, J. C. (1995).OrgbM/zb//oMbf CMf/Mre iMveM/ory/ SMrvey ^epor/.

Plymouth, MI: Human Synergistics.

Creswell, J. W. (1994). ^esebrcA Jes/gM/ ^Mbf//b//ve bMJ ^MbM///b//ve bpprobcAes.

London: Sage Publications, Inc.

Cropanzano, R., & Mitchell, M. S. (2005). Social Exchange Theory: An 

interdisciplinary review. JoMrMbf o/MbMbgeweM/, 31(6), 874-900. 

Csikszentmihalyi, M. & LeFevre, J. (1989). Optimal experience in work and leisure.

JoMrMbf o/PersoM%f//y bMJ Soc/bf PsycAofogy, 56(5), 815-822.

Csikszentmihalyi, M. & Nakamura, J. (2002). TAe coMcep/ o /o w /  NbMJ^ooA o/pos///ve 

psycAofogy. New York: Oxford University Press.

Csikszentmihalyi, M. (1975) FeyoMJ ^oreJow bMJ bMx/e/y. San Francisco: Jossey- Bass. 

Csikszentmihalyi, M. (1990). Ffow/ TAe psycAofogy o /  op//wbf exper/eMce. New York: 

Harper.

Csikszentmihalyi, M. (1993). Activity and happiness: Towards a science o f occupation.

JoMrMbf o /  OccMp%//oM%f Sc/eMce, 1(1), 38-42.

Csikszentmihalyi, M. (1996) Creativity: Flow and the psychology of discovery and 

invention. New York: HarperCollins.

Csikszentmihalyi, M. (1997). F/MJ/Mg /o w / TAe psycAofogy o /  eMgbgeweM/ w//A 

everyJby f//e. New York: Basic Books.

Custodero, L. A. (2002). Seeking challenge, finding skill: Flow experience and music 

education. ^ r/s  FJMc%//oM Pof/cy ^ev/ew, 103(3), 3-9.

Dash, N. K. (2005, June). MoJMfe/ Sefec//oM o /  /Ae resebrcA pbrbJ/gw bMJ we/AoJofogy. 

Retrieved from http://www.celt.mmu.ac.uk/researchmethods/

Modules/Selection_of_methodology/indexphp.

Davidson, G. M. (2009). The relationship between organisational culture and financial 

performance in a South African Investment Bank.

De Vaus, D A . (1990). SMrveys /M soc/bf resebrcA. London: Unwin Hyman Ltd.

http://www.celt.mmu.ac.uk/researchmethods/


119

Demerouti, E. (2006). Job characteristics, flow, and performance: The moderating role 

of conscientiousness. JoMrMbf o /  OccMpb//oMbf Nebf/A PsycAofogy, 11(3), 266­

280.

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job 

demands resources model o f burnout. JoMrMbf o/^_ppf/eJ PsycAofogy, 86(3), 499­

512.

Denison Consulting. (2010). Organizational culture & employee engagement: W hat's 

the relationship? ResebrcA No/es, 4(3), 1-4.

Denison, D. R., & Young, J. (1999). OrgbM/zb//oMbf cMf/Mre bMJ e/ecZ/veMess/ 

Fbf/Jb//Mg b websMreweM/ woJef (Working Paper). University o f Michigan, 

Business School.

Desai, M., Majumdar, B., & Phrabu, G. P. (2010). A study on employee engagement in 

two Indian businesses. ^s/bM JoMrMbf o/MbMbgeweM/ ResebrcA, 81-97.

DeVellis, R. F. (2003). Scbfe JevefopweM/ (2nd ed). Thousand Oaks, CA: Sage.

Development Dimensions International (DDI). (2005). ^A//epbper- Dr/v/Mg F ^ fo y e e  

FMgbgeweM/. Retrieved from www.ddiworld.com.

Dick, W., and Hagerty, N. (1971). Top/cs /M MebsMreweM/. United States: McGraw-Hill 

Book Company.

Dicke, C., Holwerda, J., & Kontakos, A. M. (2007). Whitepaper- Employee 

engagement: What do we really know? what do we need to know to take action?. 

Center for Advance Human Resource Studies.

Dysvik, A., Kuvaas, B., & Buch, R. (2013). Perceived training intensity and work effort: 

The moderating role of perceived supervisor support. FMropebM JoMrMbf o /  ̂ orA 

bMJ OrgbM/zb//oMbf PsycAofogy, (ahead-of-print), 1-10.

Eisenberger, R., Huntington, R., Hutchinson, S., & Sowa, D. (1986). Perceived 

organizational support. JoMrMbf o/-^ppf/eJ PsycAofogy, 71, 500-507.

El-Fakahany, E. E., & Dessants, B. (2011). TAe CA/cbgo AbMJ^ooA /o r  /ebcAers/ ^  

prbc//cbf gM/Je /o /Ae coffege cfbssroow. Chicago: University of Chicago Press.

Elkins, T., & Keller, R. T. (2003). Leadership in research and development 

organizations: A literature review and conceptual framework. TAe LebJersA/p 

^Mbr/erfy, 14(4), 587-606.

http://www.ddiworld.com


120

Ellis, G. D., Voelkl, J. E., & Morris, C. (1994). Measurement and analyses issues with 

explanation o f variance in daily experience using the flow model. JoMrMbf o /  

Le/sMre ^esebrcA, 26, 256-337.

Elovainio, M., Forma, P., Kivimaki, M., Sinervo, T., Sutinen, R., & Laine, M. (2005). 

Job demands and job control as correlates of early retirement thoughts in Finnish 

social and health care employees. ^orA & S/ress, 19(1), 84-92.

Fauziah, N., & Kamaruzaman, J. (2009). Levels of job satisfaction amongst Malaysian 

academic staff. ^s/bM Soc/bf Sc/eMce, 5(5), 122.

Fazlzadeh, A., Faryabi, M., Darabi, H. A., & Zahedi, B. (2012). A survey on the effect 

of service delivery system on corporate performance using service profit chain 

model. iM/erMb//oMbf JoMrMbf o/FMs/Mess bMJ MbMbgeweM/, 7(6), 161.

Ferguson, A. (2005). Fwpfoyee FMgbgeweM// Does // ex/s/, bMJ / /  so, Aow Joes // refb/e 

/o pe/orwbMce, o/Aer coMs/rMc/s bMJ /MJ/v/JMbf J/ZZereMces. Macquarie 

University.

Flade, P. (2003). Great Britain's workforce lacks inspiration. GbffMp MbMbgeweM/ 

JoMrMbf, 11, 1-3.

Frankfort-Nachmias, C., & Nachmias, D. (2007). ^esebrcA we/AoJs /M /Ae soc/bf 

sc/e M ce s. New York: Worth Publishers.

Fried, Y. & Ferris, G.R. (1987). The validity o f the job characteristics model: A review 

and meta-analysis. PersoMMef PsycAofogy, 40, 287-322.

Gatenby, M., Rees, C., Soane, E., & Truss, C. (2009). Fwpfoyee eMgbgeweM/ /M coM/ex/. 

Kingston University, Kingston Business School.

Ghani, J. A., & Deshpande, S. P. (1994). Task characteristics and the experience of 

optimal flow in human-computer interaction. JoMrMbf o /  PsycAofogy, 128, 381­

391.

Ghani, J. A., Supnick, R., & Rooney, P. (1991). The experience of flow in computer- 

mediated and in face-to-face groups. Paper presented at the ProceeJ/Mgs o /  /Ae 

/w e/A  /M/erMb//oMbf coM/ereMce oM iM/orwb//oM sys/ews, 229-237.

Gibbons, J. (2006). Employee engagement a review of current research and its 

implications. TAe CoM/ereMce FobrJ, iMc.



121

Goffman, E. (1961) FMcoMM/ers/ Two s/MJ/es /M /Ae soc/ofogy o /  /M/erbc//oM. 

Indianapolis: Bobbs-Merrill Co.

Gorgievski, M. J., Bakker, A. B., & Schaufeli, W. B. (2010). Work engagement and 

workaholism: Comparing the self-employed and salaried employees. TAe JoMrMbf 

o/Pos///ve PsycAofogy, 5(1), 83-96.

Guba, E.G. (1990). TAe pbrbJ/gw J/bfog. London: Sage Publications.

Hackman, J. R., & Lawler, E. E. (1971). Employee reactions to job characteristics. 

JoMrMbf o/-^ppf/eJ PsycAofogy, 55(3), 259.

Hackman, J. R., & Oldham, G. R. (1975). Development of the job diagnostic survey. 

JoMrMbf o/-^ppf/eJ PsycAofogy, 60(2), 159.

Hackman, J. R., & Oldham, G. R. (1980). ^orA reJes/gM. Reading, MA: Addison- 

Wesley.

Hackman, JR ., & Oldham, G.R. (1974). TAe yo^ J/bgMos//c sMrvey/ ^M /Ms/rMweM/ /o r  

J/bgMos/Mg /Ae wo//vb//oMbf po/eM//bf o /  j'o^s. New Haven, Conn:Yale 

University.

Hakanen, J. J., Bakker, A. B., & Schaufeli, W. B. (2006). Burnout and work engagement 

among teachers. JoMrMbf o /  scAoof psycAofogy, 43(6), 495-513.

Hakanen, J. J., Schaufeli, W. B., & Ahola, K. (2008). The job demands-resources model: 

A three-year cross-lagged study of burnout, depression, commitment, and work 

engagement. ^orA & S/ress, 22(3), 224-241.

Handel, S. (2009, August 15). Pos///ve psycAofogy/ TAe sc/eM///c s/MJy o /  weff-^e/Mg. 

Retrieved from http://www.theemotionmachine. com/positive-psychology-the- 

scientific-study-of-well-being.

Harter, J. K., Schmidt, F.L., & Hayes, T. L. (2002). Business- unit-level relationship 

between employee satisfaction, employee engagement, and business outcomes: 

A meta-analysis. JoMrMbf o/-^ppf/eJ PsycAofogy, 87(2), 268-279.

Henderson, S. J. (2006). ^  s/MJy oM wbMbgeweM/ /M/erveM//oM bMJ re/eM//oM Ms/Mg /Ae 

g72 eMgbgeweM/ sMrvey (Master dissertation). Roosevelt University, Department 

of Psychology.

Hewitt, A. (2011). Trends in global employee engagement. CoMsMf//Mg TbfeM/ & 

OrgbM/Zb//oM.

http://www.theemotionmachine.com/positive-psychology-the-scientific-study-of-well-being
http://www.theemotionmachine.com/positive-psychology-the-scientific-study-of-well-being


122

Homans, G. C. (1958). Social behavior as exchange. ^wer/cbM JoMrMbf o /  Soc/ofogy, 

63(6), 597-606.

Houston, D., Meyer, L. H., & Paewai, S. (2006). Academic staff workloads and job 

satisfaction: Expectations and values in academe. JoMrMbf o /  N/gAer FJMcb//oM 

Pof/cy bMJ MbMbgeweM/, 28(1), 17-30.

Jackson, S. A. (1996). Toward a conceptual understanding of the flow experience in elite 

athletes. ^esebrcA ^Mbr/erfy /o r  Fxerc/se bMJ Spor/, 67(1), 76-90.

Jackson, S. A., & Marsh, H. W. (1996). Development and validation of a scale to 

measure optimal experience: The flow state scale. JoMrMbf o /  Spor/ bMJ Fxerc/se 

PsycAofogy, 18, 17-35.

Jackson, S. A., Kimiecik, J. C., Ford, S. K., & Marsh, H. W. (1998). Psychological 

correlates of flow in sport. JoMrMbf o /  Spor/ & Fxerc/se PsycAofogy, 358-378.

Jamil, S. (2009). TAe cAbffeMge o /  es/bN/sA/Mg worfJ cfbss MM/vers///es. Washington: 

World-Bank Publications.

Janjhua, Y. (2011). Employee engagement: A study of HPSEB employees. iM/erMb//oMbf 

JoMrMbf o/^esebrcA /M 7T & MbMbgeweM/, 1(6), 74-89.

Johnson, B. (2001). Toward a new classification of nonexperimental quantitative 

research. FJMcb//oMbf ̂ esebrcAer, 30(2), 3-13.

Johnson, M. (2004). Gallup study reveals workplace disengagement in Thailand. TAe 

GbffMp MbMbgeweM/ JoMrMbf.

Johnson, R. B., & Onwuegbuzie, A. J. (2004). Mixed methods research: A research 

paradigm whose time has come. FJMcb//oMbf ^esebrcAer, 33(7), 14-26.

Jonathan, R. (2013, May 14). Women are more engaged at work, so are they happier? 

Retrieved November 25, 2014, from http://www.theguardian.com/women-in- 

leadership/2013/may/14/women-more-engaged-work-happier.

Jung, T., Scott, T., Davies, H. T., Bower, P., Whalley, D., McNally, R., & Mannion, R. 

(2009). Instruments for exploring organizational culture: A review o f the 

literature. PM^f/c ^Jw/M/s/rb//oM ^ev/ew, 69(6), 1087-1096.

Jusoff, K., & Samah, S. A. A. (2008). FMAbMc/Mg Mbfbys/bM /MMovb//ve resebrcA 

febJersA/p /row  bM exper/eM//bf perspec//ve. Commonwealth innovations 

building networks for better governance.

http://www.theguardian.com/women-in-


123

Kahn, W.A. (1990). Psychological conditions of personal engagement and 

disengagement at work. ^cbJew y o/^bMbgeweM/ JoMrMbf, 33, 692-724.

Kahya, E. (2007). The effects of job characteristics and working conditions on job 

performance. iM/erMb//oMbf JoMrMbf o/YMJMs/r/bf FrgoMow/cs, 37(6), 515-523.

Karasek, R., Brisson, C., Kawakami, N., Houtman, I., Bongers, P., & Amick, B. (1998). 

The Job Content Questionnaire (JCQ): An instrument for internationally 

comparative assessments of psychosocial job characteristics. JoMrMbf o /  

OccMpb//oMbf Nebf/A PsycAofogy, 3, 322-355.

Karatepe, O., & Olugbade, O. (2009). The effects of job and personal resources on hotel 

employees' work engagement. iM/erMb//oMbf JoMrMbf o /  Nosp//bf//y MbMbgeweM/, 

28(4), 504-512.

Kim, H., Shin, K., & Swanger, N. (2009). Burnout and engagement: A comparative 

analysis using the Big Five personality dimensions. iM/erMb//oMbf JoMrMbf o /  

Nosp//bf//y MbMbgeweM/, 28(1), 96-104.

Koufaris, M. (2002). Applying the technology acceptance model and flow theory to 

online consumer behavior. 7M/orwb//oM Sys/ews ^esebrcA, 13(2), 205-223.

Koufaris, M., & Hampton-Sosa, W. (2002). CMs/ower /rMs/ oMf/Me/ exbw/M/Mg /Ae rofe o /  

/Ae exper/eMce w//A /Ae ^e^-s//e (Department of Statistics and Computer 

Information Systems Working Paper Series). Baruch College New York, Zicklin 

School of Business.

Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research 

activities. FJMcb//oMbf bMJ PsycAofog/cbf MebsMreweM/, 30(607-610).

Kuhn, T.S. (1962) TAe s/rMc/Mre o /  sc/eM////c revofM//oM. Chicago : University of 

Chicago Press.

Kular, S., Gatenby, M., Rees, C., Soane, E., & Truss, K. (2008). Fwpfoyee eMgbgeweM// 

^  f//erb/Mre rev/ew. Kingston Business School, Kingston University.

Kumar, D. P., & Swetha, G. (2011). A prognostic examination of employee engagement 

from its historical roots. iM/erMb//oMbf JoMrMbf o /  TrbJe, FcoMow/cs bMJ F/MbMce, 

2(3), 231-241.

Kung, E. (2006). Challenges in people management. NMwbM DyMbw/c ^s/b  Pbc///c L/J. 

TAe Peopfe MbMbgeweM/ FMffe//M, (1), 1-11.



124

Larson, R. W., & Richards, M. H. (1991). Boredom in the middle school years: Blaming 

schools versus blaming students. ^wer/cbM JoMrMbf o/FJMcb//oM, 99, 418-443.

Lawrence, B. S. (1997). Perspective: The Black Box of organizational demography. 

OrgbM/zb//oM Sc/eMce, 8(1), 1-22.

Lebart, L., Morineau, A., & Warwick, K. M. (1984). MMf//vbr/b/e Jescr/p//ve s/b//s//cbf 

bMbfys/s/ CorrespoMJeMce bMbfys/s bMJ refb/eJ /ecAM/^Mes /o r  fbrges wb/r/ces. 

New York: John Wiley & Sons.

Lee, H. Y. (2008). TAe bssoc/b//oM ^e/weeM orgbM/zb//oMbf cMf/Mre bMJ febJersA/p 

^eAbv/oMr bMJ orgbM/zb//oMbf coww//weM/, y'o^ sb//s/bc//oM bMJ e ^ fo y e e  

pe/orwbM ce-^ Mbfbys/bM perspec//ve (Master dissertation). University of 

Malaya, Faculty o f Business and Accountancy.

Linstone, H. A. (1989). Multiple perspectives: Concept, applications, and user 

guidelines. Sys/ews Prbc//ce, 2(3), 307-331.

Liu, W. (2004). Perce/veJ orgbM/zb//oMbf sMppor// L/MA/Mg AMwbM resoMrce 

wbMbgeweM/ prbc//ces w//A /wpor/bM/ worA oM/cowes (Doctoral dissertation). 

University of Maryland, Faculty o f the Graduate School.

Lockwood, N. R. (2007). Leveraging employee engagement for competitive 

advantage. 2007 SNRM ̂ esebrcA ^Mbr/erfy, 52(3), 1-12.

Loehr, J., & Schwartz, T. (2006). The power of full engagement: Managing energy, not 

time, is the key to high performance and personal renewal. Dbs SMwwb 

SMwwbrMw Jes F /o fgs, 199-216.

Lok, P., & Crawford, J. (2004). The effect of organisational culture and leadership style 

on job satisfaction and organisational commitment: A cross-national comparison. 

JoMrMbf o /  wbMbgeweM/ JevefopweM/, 23(4), 321-338.

Macey, W., & Schneider, B. (2008). The meaning of employee engagement. iMJMs/r/bf 

bMJ OrgbM/zb//oMbf PsycAofogy, 1(1), 3-30.

Majid, F. A. (2010). Creativity and innovation in research: The perceptions o f Malaysian 

postgraduate students. ^s/bM JoMrMbf o/^M/vers//y FJMcb//oM, 6(1), 49-74.



125

Malaysia Airports Holdings Berhad. (2013). Mbfbys/b b/rpor/s fbMMcAes greeMJby 2072 

bs e ^ fo y e e  eMgbgeweM/ bc//v//y. Retrieved from 

http://www.malaysiaairports.com.my/index.php/component/content/article/114/6 

59.

Malekiha, M., & Abedi, M. R. (2014). The relationship between work engagement and 

happiness among Nurses in Iran. ^ e /  ̂ esoMrces ^ssessweM/ bMJ MbMbgeweM/ 

TecAM/cbf Pbper, 40 (4), 809-816.

Marcoulides, G. A., & Heck, R. H. (1993). Organizational culture and performance: 

Proposing and testing a model. OrgbM/zb//oM Sc/eMce, 4(2), 209-225.

Markos, S., & Sridevi, M. S. (2010). Employee engagement: The key to improving 

performance. iM/erMb//oMbf JoMrMbf o/FMs/Mess bMJ MbMbgeweM/, 5(12), 89.

Maslach, C. Schaufelli, W.B. and Leiter, M.P. (2001). Job burnout. ^MMMbf ^ev/ew o /  

PsycAofogy, 52, 397-422.

Mauno, S., Kinnunen, U., & Ruokolainen, M. (2007). Job demands and resources as 

antecedents of work engagement: A longitudinal study. JoMrMbf o /  Focb//oMbf 

FeAbv/or, 70(1), 149-171.

May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of 

meaningfulness, safety and availability and the engagement of the human spirit 

at work. JoMrMbf o /  OccMpb//oMbf bMJ OrgbM/zb//oMbf PsycAofogy, 77, 11-37.

Menyhart, A. (2008). Teachers or lecturers? The motivational profile of university 

teachers of English. ^oPbLP, 2(2), 4.

Meyer, J. P., Paunonen, S. V., Gellatly, I. R., Goffin, R. D., & Jackson, D. N. (1989). 

Organizational commitment and job performance: It's the nature of the 

commitment that counts. JoMrMbf o /^ppf/eJ PsycAofogy, 74(1), 152.

Morgeson, F. P., & Humphrey, S. E. (2006). The Work Design Questionnaire (WDQ): 

Developing and validating a comprehensive measure for assessing job design 

and the nature of work. JoMrMbf o/^ppf/eJ PsycAofogy, 91(6), 1321-1339.

Najib, T. R. (2011). PerAA/Jwb/bM bwbw/ MeMerb/M perM^bAbM, wefbMgAbM ybMgAbbM 

(Vol. 1). Malaysia: Razak School of Government dan Institut Terjemahan 

Negara Malaysia.

http://www.malaysiaairports.com.my/index.php/component/content/article/114/6


126

Neck, C. P., & Manz, C. C. (1996). Thought self-leadership: The impact of mental 

strategies training on employee cognition, behavior, and affect. JoMrMbf o /  

orgbM/zb//oMbf ^eAbv/or, 77(3), 445-467.

Neuman, W. L. (2005). Soc/bf resebrcA we/AoJs/ gMbM///b//ve bMJ ^Mbf//b//ve 

bpprobcAes. Boston: Allyn and Bacon.

Nunnally, J. (1978). PsycAowe/r/c we/AoJs. New York: McGraw.

Ogbonna, E. & Wilkinson, B. (1990). Corporate strategy and corporate culture: The 

view from the checkout. PersoMMef ̂ ev/ew, 19(4), 9-15.

Okpara, JO, Squillance, M & Erondu, EA. (2005). Gender differences and job 

satisfaction: A study of university teachers in the United States. ^oweM /M 

MbMbgeweM/, 20(3), 177-190.

Oluwatayo, J. A. (2012). Validity and reliability issues in educational research. JoMrMbf 

o /  FJMcb//oMbf bMJ Soc/bf ResebrcA, 2(2).

Pace, S. (2004). A grounded theory of the flow experiences of Web users. iM/erMb//oMbf 

JoMrMbf o/NMwbM-CowpM/er S/MJ/es, 60(3), 327-363.

Pallant, J. (2007). SPSS/ SMrv/vbf MbMMbf. Sydney: Open University Press.

Pates, J., & Maynard, I. (2000). Effects of hypnosis on flow states and golf performance. 

Percep/Mbf bMJ Mo/or SA/ffs, 91(3), 1057-1075.

Patton, M. Q. (1975). ^f/erMb//ve evbfMb//oM resebrcA pbrbJ/gw. Grand Forks: 

University of North Dakota.

Pentilla, C. (2004, March). EM/repreMeMr Mbgbz/Me, pp. 10.

Pitt-Catsouphes, M., & Matz-Costa, C. (2008). The multi-generational workforce: 

Workplace flexibility and engagement. CowwMM//y, ^orA & Fbw/fy, 11(2), 215­

229.

QS World University Rankings. (2014). LM/vers//y rbMA/Mgs. Retrieved from 

http://www.topuniversities.com/.

Ram, P., & Prabhakar, G. V. (2011). The role o f employee engagement in work-related 

outcomes. iM/erJ/sc/pf/Mbry JoMrMbf o/^esebrcA /M FMs/Mess, 1(3), 47-61.

Ramsden, P., & Moses, I. (1992). Associations between research and teaching in 

Australian higher education. N/gAer FJMcb//oM, 23(3), 273-295.

http://www.topuniversities.com/


127

Reason, P., & Torbert, W. R. (2001). The action turn: Toward a transformational social 

science. CoMcep/s bMJ TTbMs/orwb//oM, 6(1), 1-37.

Reavis, G. (2008). The keys o f employee engagement. TAe ^cbJew y o /  MbMbgeweM/ 

^MMbfs, 3(1), 317-375.

Renewal Group. (2012, February 14). Nbve bM ewpfoyee eMgbgeweM/ proNew? No wby- 

FoM Abve b vbfMes pro^few. Retrieved from 

http://renewalgroup.weebly.com/1Zpost/2012/02/-have-an-employee engagement- 

problem-no-way-you-have-a-values-problem.html.

Rice, C. (2008). Driving long-term engagement through a high-performance culture. 

FM/fJ/Mg N/gA-Per/orwbMce Peopfe bMJ OrgbM/zb//oMs (GreeMwooJ PM f̂/sA/Mg 

GroMp.

Rigg, J., Sydnor, S., Nicely, A., & Day, J. (2014). Employee engagement in Jamaican 

hotels: Do demographic and organizational characteristics matter?. JoMrMbf o /  

NMwbM ^esoMrces /M Nosp//bf//y & ToMr/sw, 13(1), 1-16.

Rini Wati, A. (2010). Fwpfoyee eMgbgeweM/ /M Mbfbys/b's eJMcb//oM /MJMs/ry/ ^  sMrvey 

o /  Coswopo/M/, XMbfb LM^Mr (Master dissertation). Universiti Utara Malaysia, 

College o f Business.

Robertson-Smith, G., & Markwick, C. (2009). Employee engagement: A review of 

current thinking. iMs///M/e /o r  FwpfoyweM/ S/MJ/es ^epor/, 469, 32.

Rodriguez-Sanchez, A. M. (2009). TAe s/ory /fows oM/ ^  wMf//-s/MJy oM /Ae /o w  

exper/eMce (Doctoral dissertation). Universitat Jaime I, Department of 

Psychology, Educational, Social and Methodology.

Rothbard, N. P. (2001). Enriching or depleting? The dynamics o f engagement in work 

and family roles. ^Jw/M/s/rb//ve Sc/eMce ^Mbr/erfy, 46, 655-684.

Roziana, S. (2009). NMwbM resoMrce JevefopweM/ bMJ A^owfeJge sAbr/Mg prbc//ces 

bwoMg bcbJew/c/bMs /M Mbfbys/bM PM^f/c ^M/vers///es (Doctoral dissertation). 

Universiti Teknologi Malaysia, Faculty o f Computer Science and Information 

System.

Ruge, B. (2011). Beyond employee engagement: From high performance to sustainable 

engagement. Towers ^b/soM.

http://renewalgroup.weebly.com/blog/-have-an-employee-engagement-problem-no-way-you-have-a-values-problem
http://renewalgroup.weebly.com/blog/-have-an-employee-engagement-problem-no-way-you-have-a-values-problem
http://renewalgroup.weebly.com/1/post/2012/02/-have-an-employee-engagement-problem-no-way-you-have-a-values-problem.html
http://renewalgroup.weebly.com/1/post/2012/02/-have-an-employee-engagement-problem-no-way-you-have-a-values-problem.html


128

Saari, L. M., & Judge, T. A. (2004). Employee attitudes and job satisfaction. NMwbM 

^esoMrce MbMbgeweM/, 43(4), 395-407.

Saks, A. M. (2006). Antecedents and consequences of employee engagement. JoMrMbf o /  

MbMbger/bf PsycAofogy, 21(7), 600-619.

Salanova, M., Cifre, E., Rodriguez-Sanchez, A. M., & Schaufeli, W. B. (2008). Flow 

experience among information and communication technology users. 

PsycAofog/cbf repor/s, 102(1), 29-39.

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their 

relationship with burnout and engagement: A multi-sample study. JoMrMbf o /  

OrgbM/zb//oM FeAbv/oMr, 25, 293-315.

Schaufeli, W. B., & Salanova, M. (2007). Efficacy or inefficacy, that's the question: 

Burnout and work engagement, and their relationship with efficacy beliefs. 

^Mx/e/y, S/ress & Cop/Mg, 20, 177-196.

Schaufeli, W., & Bakker , A. (2003). Utrecht work engagement scale: Preliminary 

manual. OccMpb//oMbf Nebf/A PsycAofogy LM// MrecA/ ^M/vers//y.

Schaufeli, W.B., Salanova, M., Gonzalez-Roma, V. & Bakker, A.B. (2002). The 

measurement of engagement and burnout: A two sample confirmatory factor 

analytic approach. JoMrMbf o/Nbpp/Mess S/MJ/es, 3, 71-92.

Schein, E. H. (1985). OrgbM/zb//oMbf cMf/Mre bMJ febJersA/p. San Francisco: JosseyBass.

Schein, E. H. (1992). OrgbM/zb//oMbf CMf/Mre bMJ LebJersA/p (2MJ eJJ. San Francisco: 

JosseyBass.

Schein, E.H. (1981). Does Japanese management style have a message for American 

managers? SfobM MbMbgeweM/ ^ev/ew.

Schmidt, J. A., Shernoff, D. J., & Csikszentmihalyi, M. (2014). Individual and 

situational factors related to the experience of flow in adolescence. In 

^ppf/cb//oMs o /  Ffow /M NMwbM DevefopweM/ bMJ FJMcb//oM (pp. 379-405). 

Netherlands: Springer Netherlands.

Sewell, G., & Wilkinson, B. (1992). Someone to watch over me: Surveillance, discipline 

and the just-in-time labour process. Soc/ofogy, 26(2), 271-289.



129

Shain, M., & Suurvali, H. (2000). Investing in comprehensive workplace health 

promotion: A resource for the pursuit of organizational excellence. PopMfb//oM 

Nebf/A FMMJ, Nebf/A CbMbJb, 0//bwb.

Shernoff, D. J., & Csikszentmihalyi, M. (2009). Cultivating engaged learners and 

optimal learning environments. NbMJ^ooA o/pos///ve psycAofogy /M scAoofs, 131.

Shuck, B., Collins, J. C., Diaz, R. M., & Rocco, T. S. (2014). Deconstructing the power 

and privilege of employee engagement: Issues for consideration and implications 

for HRD research and practice. In ProceeJ/Mgs o /  /Ae ^cbJew y o /  NMwbM 

^esoMrce DevefopweM/ CoM/ereMce. NoMs/oM, TZ/ ^cbJew y o /  NMwbM ^esoMrce 

DevefopweM/.

Silver, H. (2003). Does a university have a culture? S/MJ/es /M N/gAer FJMcb//oM, 28(2), 

157-169.

Simpson, M. R. (2009). Predictors of work engagement among medical-surgical 

registered nurses. ^es/erM JoMrMbf o/NMrs/Mg ResebrcA, 31(1), 44-65.

Sims, H. P., Szilagyi, A. D., & Keller, R. T. (1976). The measurement of job 

characteristics. ^cbJew y /MbMbgeweM/ JoMrMbf, 19, 195-212.

Skaalvik, E. M., & Skaalvik, S. (2014). Teacher self-efficacy and perceived autonomy: 

Relations with teacher engagement, job satisfaction, and emotional exhaustion. 

PsycAofog/cbf repor/s, 114(1), 68-77.

Skapinker, M. (2005). Money can't make you happy but being in a trusted team can. 

F/MbMc/bf T/wes,  1.

Snyder, C. R., Lopez, S. J., & Pedrotti, J. T. (2010). Pos///ve psycAofogy/ TAe sc/eM////c 

bMJ prbc//cbf expforb//oMs o /  AMwbM s/reMg/As. United States: SAGE 

Publications, Incorporated.

Sohn, P. (2014, January 23). The #1 reason why we become mindless zombies at work. 

Retrieved November 20, 2014, from http://paulsohn.org/the-1-reason-why-we- 

become-mindless-zombies-at-work/

Sroufe, L. A. (1990). An organizational perspective on the self. TAe se//M  /rbMs///oM/ 

iM/bMcy /o cA/fJAooJ, 281-307.

http://paulsohn.org/the-1-reason-why-we-


130

Stockburger, D. W. (2013). Multiple regression with many predictor variables. 

MMf//vbr/b/e S/b//s//cs/ CoMcep/s, MoJefs, bMJ ^ppf/cb//oMs. Retrieved from 

http://www.psychstat.missouristate.edu/multibook/mlt07m.html

Suraiya, I., & Ahmad, A. R. O. (2011). Paradigma baru dalam pelaksanaan 

tanggungjawab sosial syarikat milik kerajaan. ^AbJew/Ab, 81(3), 75-81.

Swann, C., Keegan, R. J., Piggott, D. J. S., & Crust, L. (2012). A systematic review of 

the experience, occurrence, and controllability of flow states in elite sport. 

PsycAofogy o /  Spor/ bMJ Exerc/se.

Tabachnick, B.G. and Fidell, L.S. (2007). ^s/Mg MMf//vbr/b/e S/b//s//cs. United States: 

Pearson.

The Gallup Organization. (2001). What your disaffected workers cost. GbffMp 

MbMbgeweM/ JoMrMbf.

Thibaut, J., & Kelly, H. (1959). TAe soc/bf psycAofogy o/groMps. New York: Wiley.

Thomas, K. (2009, December 1). The four intrinsic rewards that drive employee 

engagement. Retrieved December 20, 2014, from 

http://iveybusinessjournal.com/topics/the-workplace/the-four-intrinsic-rewards- 

that-drive-employee-engagement#.VJVK-AYHA.

Thompson, C. A., Beauvais, L. L., & Lyness, K. S. (1999). When work-family benefits 

are not enough: The influence of work-family culture on benefit utilization, 

organizational attachment, and work-family conflict. JoMrMbf o /  vocb//oMbf 

^eAbv/or, 54(3), 392-415.

Thompson, Y. G. (2009). EMAbMc/Mg Ewpfoyee EMgbgeweM/ (Doc/orbf J/sser/b//oM). 

Royal Roads University.

Tierney, P., Farmer, S. M., & Graen, G. B. (1999). An examination of leadership and 

employee creativity: The relevance of traits and relationships. PersoMMef 

PsycAofogy, 52(3), 591-620.

Towers Perrin. (2008). 2007-2008 Towers Perrin global engagement workforce study. 

Retrieved on October 12, 2012 from www.towersperrin.com/gws.

Trochim, W. M., & Donnelly, J. P. (2007). ResebrcA we/AoJs A^owfeJge Mse. United 

States: Thomson Custom Publishing.

http://www.psychstat.missouristate.edu/multibook/mlt07m.html
http://iveybusinessjournal.com/topics/the-workplace/the-four-intrinsic-rewards-
http://www.towersperrin.com/gws


131

Truss, C., Soane, E., Edwards, C., Wisdom, K., Croll, A. and Burnett, J. (2006). 

^orA/Mg f//e/ F ^ fo y e e  b////MJes bMJ eMgbgeweM/. London: CIPD.

Turner, N., Barling, J., & Zacharatos, A. (2002). Positive psychology at work. 

NbMJ^ooA o/pos///ve psycAofogy, 715-728.

Turpin, M., Phahlamohlaka, J., & Marais, M. (2009). The multiple perspectives 

approach as a framework to analyse social systems in a developing country 

context. ProceeJ/Mgs o /  /Ae 70/A iM/erMb//oMbf CoM/ereMce oM Soc/bf iwpf/cb//oMs 

o /  Co^M /ers /M Devefop/Mg CoMM/r/es, DM^b/, L^F, Mby 200P. DM^b/ ScAoof o /  

GoverMweM/.

U.S. Merit Systems Protection Board. (2012). Federal employee engagement: The 

motivating potential of job characteristics and rewards. ^  ^epor/ /o /Ae Pres/JeM/ 

bMJ /Ae CoMgress o /  /Ae LM//eJ S/b/es.

Universiti Teknologi Malaysia Office of Corporate Affairs. (2012, July). L/w v/ss/oM, 

w/ss/oM & gobfs. Retrieved from http://www.utm.my/about/files/2011/07/vision- 

mission-goals.jpg.

Vazirani, N. (2007). Employee engagement. SiFS Coffege o /  MbMbgeweM/ S/MJ/es, 

^orA/Mg Pbper Ser/es.

Viljoen, R. (2009). Employee engagement a building block for sustainable 

organisational performance. MbMbgeweM/ ToJby, 25(9), 41-42.

Wagner, R., & Harter, J. K. (2006). TAe efeweM/s o /  greb/ wbMbg/Mg. New York: Gallup 

Press.

Wall, T. D., Jackson, P. R., & Mullarkey, S. (1995). Further evidence on some new 

measures o f job control, cognitive demand, and production responsibility. 

JoMrMbf o /  OrgbM/zb//oMbf FeAbv/or, 16, 431-455.

Wallach, E. (1983). Individuals and organization: The cultural match. TTb/M/Mg bMJ 

DevefopweM/ JoMrMbf, 12, 28-36.

Wan, H. L. (2012). Employee loyalty at the workplace: The impact of Japanese style of 

human resource management. iM/erMb//oMbf JoMrMbf o /^ppf/eJ RRM, 3(1), 1-17.

Welbourne, T. M. (2007). Employee engagement: Beyond the fad and into the executive 

suite. FxecM//ve ForMw.

http://www.utm.my/about/files/2011/07/vision-


132

Wentworth-Ping, A. (2012). (No) string attached: The limits o f conditional funding 

requirements for HIV/AIDS NGO's. ^ iD S  NGO's.

White, N. (2006). Tertiary education in the Noughties: The student perspective. N/gAer  

FJMcb//oM ResebrcA & DevefopweM/, 25(3), 231-246.

Willcoxson, L., & Millett, B. (2000). The management of organisational culture. 

^Ms/rbf/bM JoMrMbf o /  MbMbgeweM/ & OrgbM/sb//oMbf FeAbv/oMr, 3(2), 91-99.

Wilson, K. (2009). ^  sMrvey o /  e ^ fo y e e  eMgbgeweM/ (Doctoral dissertation). University 

of Missouri, Faculty o f the Graduate School.

Wollard, K. K., & Shuck, B. (2011). Antecedents to employee engagement: A structured 

review o f the literature. ^JvbMces /M Devefop/Mg NMwbM ^esoMrces, 13(4), 429­

446.

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009). Reciprocal 

relationships between job resources, personal resources, and work engagement. 

JoMrMbf o/^ocb//oMbf FeAbv/or, 74(3), 235-244.

Yahyagil, M. Y. (2004). The Interdependence between the concepts of organizational 

culture and organizational climate: An empirical investigation. is/an^M/ 

C^/'vers/'/es/' T^/e/we JaM/fes/' Derg/'s/', 33(1), 69-89.

Zaini, U. (2012). ^AbJew/b MrM. (1st ed). Malaysia: Penerbit UTM Press.

Zeng, H., Zhou, X., & Han, J. (2009). Employee engagement and personal performance 

in hotel service industry of China. Proceedings from TAe S/x/A iM/erMb//oMbf 

CoM/ereMce oM Serv/ce Sys/ews bMJ Serv/ce MbMbgeweM/.

Zhang, J., Feng, X., & Chan, S. (2011). Development of an instrument to measure flow 

experience in computer game play. Paper presented at the TeM/A ^MMMbf 

^orAsAop oM N C i ResebrcA /M MiS.

Zikmund, W., Babin, B., Carr, J., & Griffin, M. (2012). FMs/Mess resebrcA we/AoJs. 

Boston: Cengage Learning.


	NorIzzatiMuhamadMFM2015ABS
	NorIzzatiMuhamadMFM2015TOC
	NorIzzatiMuhamadMFM2015CHAP1
	NorIzzatiMuhamadMFM2015REF



