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ABSTRACT 

 

 

Organizations competing for talent in today’s strong job market are increasingly putting their 

attention to prevent fatigue and burnout and improve employee engagement. However, the 

challenges are intact and with so many variables that can influence and degrade engagement 

make it more difficult to determine which factors to be given focus and attention. Employee 

engagement can give effects to overall organization performance. Lack of understanding 

towards the influence of employee engagement can cause employers or managers not able to 

take appropriate and correct actions to improve employee motivation and performance. This 

paper is written to discuss the factors that influence engagement in the Public organizations in 

Malaysia. The respondents for this study were those who works in fourteen ministries in 

Putrajaya. A total of 259 respondents have participated in this study. We found that factors 

such as career development, supervisor and subordinate relationship have a positive and 

moderate strength relationship with employee engagement. While another factor, work life 

balance, has a positive but low strength relative to employee engagement. The result 

suggested that the government has managed its staff career development and this has led to 

their engagement with their organisations.  

 

Keywords: Factors, Employee Engagement, Public Organizations, Malaysia 

 

 

INTRODUCTION  

 

Employee engagement is very important however many organizations often overlooked its 

influences to the overall success business as well as its people. In reality, many professionals 

and even scholars have agreed that highly engaged employees can transform the company, 

boosting productivity and innovation and encouraging greater collaboration and discretionary 

effort. Employee engagement also can be a crucial factor that attracts and retains talents from 

inside and out of the nation. Lin & Lee Ping (2016) cited from Quah (2014) who stated that 

one out of two Malaysian employers deemed people issues as the top business challenge, 
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emphasizing on the need for employee engagement in order to propel Malaysia to a high-

income status. Other studies from Bates (2004) and Richman (2006) suggested that employee 

engagement can be a powerful organizational lever for increasing employee productivity and 

improving various organizational performance measures. Literature also suggested that there 

is a need to clearly understand the antecedents and consequences of employee engagement 

because a disengaged workforce can be very costly (e.g. MacLeod and Clarke 2009; Rayton 

et al. 2012). 

Why employee engagement is important?. Almost all organizations today recognise 

that employee engagement provides their company with a competitive advantage (Anitha 

(2014): Rodriguez & Shaw (2014). Additionally, a study by Bersin (2014) found that only 

13% of worldwide employees are fully engaged at work. In addition, twice as many are so 

disengaged that this negative behaviour is spread to other employees (Bersin, 2014). Further, 

according to Deloitte 2015 report, the issues of “retention and engagement” have become No. 

2 to the business leaders, second after the challenge of building global leadership (Schwartz 

et. al. 2014).  

This study aims to contribute to the on-going debate about the factors which can 

influence employee engagement in organizations specifically among Gen Y in the Public 

organizations. Majority of studies on employee engagement were mostly concentrated in 

Europe and North America and a few from Australia (Mun, Suhaimi, Abdullah, Abdul 

Rahman and Nik Mat, 2013) while in Malaysia studies were focused within the private 

organisation, for e.g Johari, Adnan, Yean, Yahya and Isa (2013) and Mun et. al (2013). The 

organization itself and/or the interactions of employees with their organizations create certain 

expectations – whether implicitly or explicitly – about various aspects of jobs, and the 

employees expect their organizations to meet those expectations (Robinson et. al., 2004). 

Additionally, according to Ahmad and Bakar’s (2003) Malaysians have different attitudes  

and the older they are, there is an opportunity that they will stay longer within the 

organization. They also suggested that research is needed in the context of Malaysia because 

there is uncertain business environment in Malaysia. Engagement led to performance of 

employees, thus it is very important.  

In another study, Kaifeng & Marc (2006) stated that higher performance will lead to 

greater citizen trust in government. Today not only those private sectors need to compete 

with others, but the public sector also needs to become competitive and challenging. In 

Malaysia, government has introduced few programs such as the Government Transformation 

Program (GTP) to focus on how to improve the public services in Malaysia (Government 

Transformation Programme, 2011). The program provides incentives such as salary 

increment and good remuneration to ensure public servants are highly competent and 

motivated. Work motivation will be able to motivated employees in the public sector to do 

good for others and shape the well-being of society (Perry and Hondeghem, 2008). 

Given the importance of keeping employees engaged, it is certainly crucial for every 

business leaders to understand the factors contributing to employee engagement. There are 

many academic papers have focused on this important topic such as Kahn (1990)’s with the 

focus on psychological conditions including availability, meaningfulness, and safety, 

Maslach and Leiter (2001) looked into fairness, value fit between job demands and personal 

principles, rewards and recognition, and job control Macey and Schneider (2008) measured 

personal characteristics, leadership, and work attributes and many more.  

A study by Johari et. al. (2013) determined the influence of human resource 

management (HRM) such as training and development, financial and non-financial 

recognition, fringe benefits, and supervisor-subordinate relationship on employee 

engagement, while Mun et. al. (2013) studied on the influence of s job autonomy, strategic 

attention, role benefit and goal setting in private sector in Malaysia as antecedents to 
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employee engagement. This paper discusses the influence of factors such as career 

development, work-life balance and supervisor-subordinate relationship with employee 

engagement in the public sectors in Malaysia. These factors were chosen because being in the 

public organizations, most of the time, people are focused on non monertary rewards in 

boosting motivation and performance. Additionally, past research also suggest that financial 

rewards are not the most motivating factor (Perry et. al., 2006). Prior to that, Nelson & 

Spitzer (2002) stated that although cash rewards are welcomed by employees, managers 

should never use this as a tool to motivate their employees to improve their performance 

levels. 

This study used Social Exchange Theory (SET), the second mostly used theory to 

study employee engagement. SDT was formally introduced in the mid-1980s by Deci and 

Ryan (1985) to examine employee motivational factors. Saks (2006) postulated that engaged 

employees are likely to share a more trusting and high-quality relationships with their 

employer, therefore they are more likely report positive attitudes and intentions toward the 

organization. Additionally, according to Osbourne and Hammoud (2017), the disengagement 

and personal engagement of employee can be closely related to the SDT based on the reason 

that an employee’s behavioural state is a key driver of motivation to demonstrating behaviour 

at the professional and personal levels. The study chose factors career development, work-life 

balance and the relationship between supervisor-subordinate because they are also 

acknowledged as motivation factors and are suitable to be supported by the underpinning 

theory in this study. 

 

 

LITERATURE REVIEW  

 

Employee Engagement  

 

Employee engagement has become a critical aspect of understanding and enhancing not only 

an individual’s performance but also the organization’s performance as a whole (e.g: Miller, 

2014: Singh, 2015). In the contemporary business world, organizations demand high 

performance and productivity from every employees compared to a few decades ago (Sahoo 

& Mishra, 2012) 

The meaning of employee engagement actually comes in variety of definitions, Aon 

Hewitt defines employee engagement as the “state of emotional and intellectual commitment 

to an organisation or group; the extent to which an organisation ‘wins the hearts and minds’ 

of its employees”. Schaufeli and Bakker (2004) defined employee engagement as a positive, 

fulfilling, work-related state of mind that is characterized by vigour (i.e. feeling energetic and 

resilience at work), dedication (i.e. being proud of and happy about one’s work) and 

absorption (i.e. being totally immersed in one’s work).  

The concept of engagement as a multi-dimensional construct was first introduced by 

Khan in 1990. Personal engagement was defined as the harnessing of employees' selves to 

their work roles where they express themselves physically, cognitively and emotionally 

during role performances. Bakker et al., (2011) stated that engaged employees preserve their 

own engagement through a process of job crafting and they think that there is a need of 

organizational interventions to increase work engagement. While according to Balakrishnan, 

Masthan, & Chandra (2013) employee engagement leads to commitment and psychological 

attachment and reflects in the form of high retention of employees. While, according to 

Macey and Schneider (2008) employee engagement has an organizational purpose with both 

psychological and behavioural aspects and it involves energy, enthusiasm and focused effort.  
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Considerable studies have shown that the existence of a statistical positive 

relationship between employee engagement and business productivity, profitability, 

employee retention, safety and customer satisfaction. This notion is also agreed by Musgrove, 

Ellinger, & Ellinger (2014) who stated that organizational productivity is depending on the 

employees’ efforts and engagement. 

 

According to Bakker and Demerouti (2008), there are four reasons why engaged 

employees perform better than unengaged employees.  

i. engaged employees have positive sentiments towards their job 

ii. engaged employees are more open to work opportunities and more confident and 

optimistic  

iii. engagement is positively related to employee well-being, leading to better 

performance  

iv. engaged employees work more productively because they have the ability to 

create their own resources. 

 

Drivers for Employee engagement 

 

Deci and Ryan conducted the most influential study on employee engagement in 1985 

(Berens, 2013). Deci and Ryan (1985) expanded on early work by differentiating between 

intrinsic and extrinsic motivation. Competence, autonomy, and psychological relatedness 

which are psychological needs, motivate the individual to initiate behavior essential for 

psychological health and well-being of an individual and if satisfied may lead to optimal 

function and growth (Deci & Ryan, 1985) 

There are many factors that can influence employee engagement. As stated by 

Robinson, Perryman, and Hayday (2004) regardless the fact that drivers of engagement are 

common to all organizations, the engagement level can vary depending on the demographic 

and job-related factor. It has depicted on the model, some factors are basic or contractual for 

the organization (the hygiene factors) such as pay, benefits, health, and safety, whereas others 

can be compulsory factors which cause employees to go extra mile such as effective 

communication, leadership, and cooperation. Past research on motivation suggested that May 

et al. (2004) showed that supportive supervisor relations were positively correlated with 

engagement and their notion is supported by   Saks (2006) who also found a positive 

association of supervisor support and engagement.  Anitha (2014) proposed employee 

engagement factors such as leadership, team, co-worker relationship, training, career 

development, and compensation. Other an indispensable attributes includes organizational 

policies, procedures, structures, systems, and workplace wellbeing.   

For the purpose of this paper three factors were measured to examine their 

relationship with employee engagement.  

 

Career Development  

 

Bohlander and Snell (2013) indicated that training heightens up employee performance. Most 

employees are interested in learning new skills, knowledge, and approaches in their work, 

because this keeps their work interesting and fresh (Andrew & Sofian, 2012). Past literature 

suggested that employee will be satisfied when there is a good career development system 

and the system is designed by the company for managerial and professional staffs 

(McCracken, 2002; Rutherford, 2005). 

According to Murray (2008), mentoring is a career development practice which 

entails helping and supporting people to manage their own learning in order to maximize 
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their potential, develop their skills, improve their performance and become the person they 

want to be in alignment with organization objective. According to research it has been 

suggested that careers counselling is a career development practice that consist of a greater 

number of transitions as a result of the changing nature of work organizations Jackson et al., 

(2012).  

A study by Johari, et. al., (2013) found training and development to be non-significant 

factor in exerting employee engagement. The result was inconsistent compared to the 

findings from Chang & Chen (2002) and Keaveney (1995) that showed positive and 

significant influence of training and development on employees’ attitudinal outcomes, such 

as commitment and motivation. Based on the literature, the paper developed the following 

hypothesis; 

 

H1: There is a significant relationship between career development and employee 

engagement among employees in the public sector organizations. 

 

Work-life Balance 

 

Maintaining a balance between work and life is a well-known topic in society as well as a 

significant concern for individuals and organizations (Aziz, Adkins, Walker, & Wuensch, 

2010). Hudson (2005) defined work life balance as a satisfactory level of involvement or fit 

between the multiple roles in a person’s life. Work life balance practices enable employees to 

be effective in both work and personal roles. The more control an employee has on their lives 

the more able they are to balance work and family. (Lazar, Osoian, & Ratiu, 2010).  

According to Bilal, Rehman, & Raza (2010). organizational leaders must put effort to 

ensure that their employees are not given overloads which can interfere their personal lives as 

this could lead to other issues such as work stress or other  medical issues, it is also has the 

potential to affect morale, low productivity, and decrease job satisfaction. The argument on 

the issue of job satisfaction has continued to be on debate especially in the developing 

countries (Malik et al., 2010). Based on the above literature, we developed the second 

hypothesis (H2).  

 

H2: There is a positive relationship between work-life balance and employee 

engagement among employees in the public sector organizations. 

 

Supervisor-Subordinate Relationship 

 

Relationship between supervisor and subordinate explained that co-workers and supervisors 

who can support each other and mutual respect will lead to confidence and improve the 

psychological condition of a secure and strong engagement to work (Ariani, 2015). Amicable 

relations between you and a staff member work well when you are on the same page. A study 

by Sardar et al. (2011) reported few factors as most important sources for organizations to 

generate a pool of motivated, competence and high performing employees, and one of them is 

a good supervisor-subordinate relationships. In addition, a study by Li et al. (2012) also 

stated that the job performances of employees will increase when they are highly supported 

by their supervisors which led to theirs willingness to invest in difficult tasks, and 

engagement 

Communication can give a positive implication within the relationship of superior-

subordinate, and as stated by Yates (2008) and Welch (2012) who agreed that effective 

communication between employees and leaders can plays a significant role in employee 

engagement. This is agreed by Ariani (2015) who pointed that satisfactory upward and 
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downward communication is essential for a successful organization to close the gap between 

superior and subordinates by increasing the levels of trust, support, and the frequency of their 

interactions. 

 

There are mixed results for the relationship between supervisor-subordinate and 

employee engagement. While past researchers such as Wagner & Harter (2006); Swindall 

(2007) and McPhie (2008) showed that supervisor-subordinate relationship has a strong 

influence on employee engagement but Johari et. al (2013) found supervisor-subordinate 

relationship had no significant impact on engagement level among employees. Therefore, for 

this study the hypothesis is suggested as; 

 

H3: There is a positive relationship between supervisor-subordinate relationship and 

employee engagement among employees in the public sector organizations. 

 

 

METHODOLOGY  

 

The study was conducted with employees within public organizations in Putrajaya, Malaysia. 

Putrajaya is the federal administrative centre and it is the headquarter location for a total of 

25 ministries. A total of 350 questionnaires were distributed. The population for this research 

include the government staff in the fourteen (14) ministry namely Ministry of Education 

(MOE), Ministry of Health (MOH), Ministry of Prime Minister (JPM) [Malaysian Anti-

Corruption Commission (MACC), Malaysian Communication and Multimedia Commission 

(MCMC) and few more.  To ensure the we get a more reliable answers from the respondents, 

we focused on those who have been served in the public sector for at least 3 years. 

According to Dajani (2015), employee engagement became a very popular managerial 

construct in which every organizations use different engagement building tools in order to 

stay competitive and improve performance. As stated earlier, for this paper, 3 predictors to 

measure employee engagement were used, which are career development, work life balance 

and supervisor-subordinate relationships.  

 

Instrument  

 

There were two parts to the instrument. The first part is the demographic profile questions 

and the second part measure the employee engagement and factors career development, work 

life balance and supervisor-subordinate relationships. All items were rated using a five-point 

Likert scale (1 = unimportant, 5 = important). 

The employee engagement scale was adapted from previous research by Thomas 

(2007). It included 10 items. Career development and supervisor-subordinate relationships 

scale were adapted from previous research Anitha (2014). Career development measured 9 

items and supervisor-subordinate relationships has 15 items. Finally, item work life balance 

was adapted from Susi and Jawaharrani (2011) with 9 items.  
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RESULTS  

 

Frequency Test 

 

The demographic details are listed in Table 1. A total of 259 respondents were participated in 

this study.  Almost equal number of male (52.5%) and female (47.5%) were collected. In this 

study majority of the respondents’ age was in between 30 to 34 years old with 95 people 

(36.7%). In terms of education qualification, majority hold a diploma with 96 of them or 

37.1%. A total of 79 (30.5%) respondents has 9 to 10 years working experiences, 84 of them 

has been working more than 10 years, which suggested that 62.9% of our respondents has a 

long working experiences. Other than that, the profile from Table 1, also shown the list of 

respected ministries that participated in this study. Majority of respondents was from 

Malaysia Anti-Corruption Commission (MACC) with 32 %, Ministry of Education (MOE) 

with 26.6%,  13.5% of them from Ministry of Health (MOH) and Prime Minister Department 

of Malaysia (JPM), and few were collected from other various government departments. 

Table 1: Respondent Profile 

Descriptive Frequency Percentage (%) 

Gender 

  Male 136 52.5 

Female 123 47.5 

   Age 

  18-24years 13 5 

25-29 years 67 25.9 

30-34 years 95 36.7 

35-39 years 54 20.8 

40-45 years 15 5.8 

45-60 years 15 5.8 

   Education Level 

  SPM 60 23.2 

Certificate 29 11.2 

Diploma 96 37.1 

Bachelor 69 26.6 

Master 5 1.9 

   Ministry 

  MACC 83 32.0 

MOH 35 13.5 

MOE 69 26.6 

MCMC  15 5.8 

Prime Minister Department  35 13.5 

KPWKW  8 3.1 

JPN  3 1.2 

PDRM  1 0.4 
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JKM  5 1.9 

KDN  2 0.8 

MOT  1 0.4 

MAMPU 1 0.4 

KKLW  1 0.4 

   Working Years 

  3-5 years 47 18.1 

6-8 years 49 18.9 

9-10 years 79 30.5 

More than 10 years 84 32.5 

Note: MCMC (Malaysian communications and multimedia), Prime Minister Department 

(JPM), KPWKW (Ministry of women, family and community development), JPN 

(Department of Education), PDRM (Royal Malaysia Police), JKM (Department of Health), 

KDN (Ministry of Home Affairs), MOT (Ministry of technology), MAMPU(Malaysian 

administrative modernization and management planning unit), KKLW (Ministry of Rural 

Development), Malaysia Anti-Corruption Comission (MACC) or SPRM 

 

Assessment of Measurement Model 

 

Structural Equation Modelling using the Partial Least Square Method was used to analyse the 

data. In the measurement model, convergent and discriminant validity were assessed. 

Convergent validity was ascertained by examining the loadings, average variance extracted 

(AVE) and also the composite reliability (Hair, Hult, Ringle, Sarstedt, & Thiele, 2017). 

Among that, four items (i.e., CD3,WLB2, and WLB3) were deleted due to low loading. 

According to Henseler, Ringle and Sinkovics (2009), it makes sense to eliminate an indicator 

if the deletion makes substantial increase of AVE and CR.  Based on Table 2, it can be 

depicted that all variables are reliable with CA were higher than 0.7 while AVE were above 

0.50 as recommended by (Hair et al. 2014). (see Table 2) 

 

Table 2 : Measurement Model 

Constructs Items 

Outer 

Loading Cronbach's Alpha CR AVE 

Employee Engagement EE1 0.776 0.883 

0.90

9 0.589 

 

EE2 0.81 

   

 

EE3 0.806 

   

 

EE4 0.782 

   

 

EE5 0.72 

   

 

EE6 0.707 

   

 

EE7 0.766 

   

Career Development CD1 0.744 0.735 

0.83

3 0.556 

 

CD2 0.726 

   

 

CD3 Deleted 

 

CD4 0.738 

   

 

CD5 0.757 
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Work Life Balance WLB1 Deleted 0.703 

0.81

3 0.523 

 

WLB2 Deleted 

 

WLB3 Deleted 

 

WLB4 0.617 

   

 

WLB5 0.708 

   

 

WLB6 0.702 

   

 

WLB7 0.692 

   Supervisor-Subordinate 

Relationships SSR1 0.815 0.929 

0.94

2 0.67 

 

SSR2 0.871 

   

 

SSR3 0.856 

   

 

SSR4 0.782 

   

 

SSR5 0.817 

   

 

SSR6 0.778 

   

 

SSR7 0.798 

     SSR8 0.826       

Note: CR(Composite Reliability), AVE (Average Variance Extracted); CD3,WLB1,WLB2 and 

WLB3  deleted due to loading <0.4.  

According Ramayah et al., (2018) discriminant validity is used to assess the degree to which 

items were distinct among constructs. The discriminant validity of the constructs for this 

study were assessed using Fornell and Larcker’s (1981) method. Fornell and Larcker’s (1981) 

stated that discriminant validity exists if the shared variances between a pair of variables are 

all less than the AVE for that variable. Refer to Table 3, our result showed that the square 

root of the AVEs on the off-diagonals were higher compared to others.  

 

Table 3: Square Root of The AVEs 

 

1 2 3 4 

Career Development 0.745 

   Employee Engagement 0.606 0.768 

  Supervision Subordinate Relationship 0.325 0.614 0.818 

 Work Life Balance 0.361 0.541 0.549 0.723 

 

Structural Model 

 

In the initial step, it is crucial to check on lateral collinearity issue before assessing the 

structural model. Table 4 presents that all the VIF values were range between 1.177 to 1.480 

(<3.33) (Hair et al., 2017), which indicates multicollinearity was no issue in this study.  By 

using bootstrapping resampling technique, career development (β=0.417, p<0.01), 

supervisor-subordinate relationship (β=0.378, p<0.01) and work life balance (β=0.182, 

p<0.01) were positively related to employee engagement. The R2 value (=0.584) which 

greater than 0.35 as suggested by Cohen (1988) indicating a substantial model. On the other 

hand, we can conclude that, 58.4% of the variance in employee engagement is explained by 

career development, supervisor-subordinate relationship and work life balance. 
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Table 4: Structural Model 

Note: **p<0.01; CD (Career Development), SSR (Supervisor-subordinate relationship), 

WLB (Work life balance), EE (Employee Engagement) 

To measure the magnitude of the effect size we used Cohen’s (1988) guideline which 

is 0.02, 0.15, and 0.35, representing small, medium, and large effects respectively. Looking at 

the f2 values in Table 4 showing that career development (f2= 0.354) represents a large effect 

size, supervisor-subordinate relationship (f2=0.234) indicates a medium effect size whereas 

work life balance (f2=0.053) shows a small effect size with employee engagement.  

Lastly, predictive relevance of the model is tested using the blindfolding procedure. If 

the Q2 value is larger than 0 the model signify predictive relevance (Hair et al., 2014; Fornell 

&Cha, 1994). Similarly, the Q2= 0.321 (>0) suggesting that the model has sufficient 

predictive relevance.  

 

 

DISCUSSION 

 

Malaysia aims to be a developed and high performing nation. Based on the results from 

this study, it is hoped that more steps can be taken to improve employee engagement in the 

public sectors. The objective of this paper was to examine the influence of factors such as 

career development, work-life balance and supervisor-subordinate relationship with 

employee engagement in the public sectors in Malaysia. The results shown that career 

development has (f2= 0.354) represents a large effect size with employee engagement.  This 

findings is similar to the research by Liyanage and Gamage (2017) who studied the employee 

engagement among the Gen Y in the private sectors in Sri Lanka. We assumed our findings is 

similar because according Table 1, only 23.1% of our respondents came from the Gen X. 

However, our result was inconsistent with Johari et. al.(2013) where according to them, 

training and development was nonsignificant factor in exerting employee engagement. They 

studied on the influences of HRM practices on employee engagement among the employees 

in the manufacturing firms in Malaysia. 

Past researchers such as Wagner & Harter (2006), Swindall (2007) and McPhie 

(2008) suggested that supervisor-subordinate relationship has a strong influence on employee 

engagement. In our study, supervisor-subordinate relationship shown (f2=0.234) which 

indicated a medium effect size with employee engagement. Thus, it is assumed that despite 

the substantial role of the leaders and supervisors in monitoring employees’ work attitude and 

performance, the result proved that the supervisors have a medium effect only in influencing 

subordinates’ level of engagement at work. This is actually not really good as it demonstrated 

that supervisor-subordinate relationships are not strong and viable teams. Our findings also 

inconsistent with Johari et. al. (2013) where, in their studies, they indicated that supervisor-

subordinate relationship had no significant impact on engagement level among the 

manufacturing employees in Malaysia. Again our result is consistent with Liyanage and 

Gamage (2017) who found that the item was significant predictor to the employee 

engagement of Generation Y in a private company in Sri Lanka. 

Path Std. Beta Std. Deviation t-value p-value VIF f2 

CD-> EE 0.417 0.047 8.822** 0.000 1.181 0.354 

SSR -> EE 0.378 0.048 7.813** 0.000 1.471 0.234 

WLB -> EE 0.182 0.052 3.472** 0.000 1.513 0.053 
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Employees are key assets to any organisation therefore, it is important for leaders or 

management to provide the right space and time to make a perfect blend of work and fun at 

workplace.  The result of this study depicted that work life balance (f2=0.053) shown a small 

effect size to employee engagement. It can be assumed that work life balance contributed the 

least to employee engagement, which we can assume, there was no issue with work life 

balance. This may be due to the situation that employees in the public organization rarely 

have to work for additional hours due to the high work volume, which can cause to negative 

impact on their work life balance. However, it is believed that if the leaders can change the 

work schedules to be more flexible, to ensure employees especially with small kids can 

attend their family matters, the engagement will increase. 

 

 

CONCLUSION  

 

With the complexities and stringent regulations in many organizations today, employee 

engagement will continue to challenge organizations in the future (Mishra et al., 2014). This 

study found that career development, supervisor and subordinate relationship and work life 

balance can influence the employee engagement among the employee in the Public 

organizations in Malaysia. The findings thus add knowledge for leaders in public 

organization to implement  some of the strategies that can help improve employee 

engagement. Improving employee engagement strategies is important to promote 

organization’s competitive advantage, while disengaged employees can have a significant 

impact on an organization’s profit, ability to retain skilled employees, and employee 

citizenship (Berens, 2013). 

 Johari et. al (2013) based on their studies among the operational workers in 

manufacturing companies found that training and development and supervisor and 

subordinate relationship were not significant with employee engagement. However, in our 

study, which involved employees in Public organization, there are relationship between 

career development and supervisor and subordinate relationship with employee engagement. 

This suggest that, the nature of business or organization do give impact on the factors to 

influence employee engagement. 

The findings of this study have managed to provide theoretical as well practical 

ramifications. this study has given additional empirical evidence in the growing body of 

literature on employee engagement and SET from the Malaysian perspective. Based on the 

result, it can be  proposed that leaders in the public organizations to consider factor such as 

on-the-job development and career enhancing skills for employees through training and 

development, as it acknowledged as one of the most important factors in employee 

motivation as well as employee engagement (Keaveney, 1995). 

This study has also paved several directions for future research. First, the future 

research should extend the sample to a bigger population. Second, it is a need to conduct a 

study on Gen Y and Gen X separately. This is because, there are mixed result based on the 

past research on the factors influencing engagement. For example, some research suggests 

that business leaders should engage younger workers using monetary compensation, as these 

workers left their organizations for lack of monetary compensation even when the occupation 

is consistent with their needs and desires (Butler, Brennan-Ing, Wardamasky, & Ashley, 

2014). Millennial are not willing to make personal sacrifices for a career and are less loyal to 

their organizations (Festing & Schafer, 2014). Baby Boomers are less prone for monetary 

reward and more to processes and loyalty to their organization (Saber, 2013). However, in 

another researches, it was stated that Gen Y employees are not materialistic. Instead, they 

value other aspects at the workplace or they equivalently require other aspects along with 
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extrinsic rewards. Indeed, there is anecdotal information which places an emphasis on 

providing freedom work values for the generation-Y workforce in order to retain them and 

manage their attitudes successfully (Eisner, 2005; Gordon, 2010).   

 

 

REFERENCES 

 

Ahmad, K.Z. & Bakar, R.A. (2003), “The association between training and organization 

commitment among white-collar workforce in Malaysia”, International Journal of 

Training & Development, 7, pp. 166-85 

Andrew, O. C., & Sofian, S. (2012). Individual factors and work outcomes of employee 

engagement. Procedia-Social and Behavioral Sciences, 40, 498-508 

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

performance, International Journal of Productivity and Performance Management, 63 

(3) pp. 308 – 323. Retrieved from 

http://www.emeraldinsight.com/doi/abs/10.1108/IJPP M-01-2013-0008  

Ariani, D. W. (2015). Relationship with Supervisor and Co-Workers, Psychological 

Condition and Employee Engagement in the Workplace. Journal of Business and 

Management. 4 (3), 34-47 

Aziz, S., Adkins, T. C., Walker, G. A., & Wuensch, L. K. (2010). Workaholism and work-life 

imbalance: Does cultural origin influence the relationship? International Journal of 

Psychology, 45, 72-79. doi:10.1080/00207590902913442 

Bakker,A. B., Albrecht,S. L. & Leiter,Michael P.(2011). Key questions regarding work 

engagement, European Journal of Work and Organizational Psychology, 20(1), 4-28  

Baker, A.B., and Demerouti, E., (2008). Towards a model of work engagement. Career 

Development International, 13(3), pp. 209-223.  

Balakrishnan. C, Masthan D. & Chandra, V. (2013). Employee Retention through Employee 

Engagement - A Study at an Indian International Airport, International Journal of 

Business and Management Invention, ISSN (Online): 2319 – 8028, ISSN (Print): 2319 

– 801X, 2(8), 09-16.  

Bersin, J. (2014). Why companies fail to engage today’s workforce: The overwhelmed 

employee. Forbes. Retrieved from 

https://www.forbes.com/sites/joshbersin/2014/03/15/whycompanies-fail-to-engage-

todays-workforce-the-overwhelmed-employee/#34880e894726  

Berens, R. (2013). The roots of employee engagement: A strategic approach. Employment 

Relations Today, 40, 43–49. doi:10.1002/ert.21420  

Bilal, M., Rehman, Z., M., & Raza, I. (2010). Impact of family friendly policies on 

employees job satisfaction and turnover intention: A study on work-life balance at 

workplace. Interdisciplinary Journal of Contemporary Research in Business, 2, 378-

395. Retrieved from http:// ijcrb.webs.com 

Bohlander, G. W. & Snell, S. (2013). Principles of Human Resource Management. 16th 

edition. South-Western: Cengage Learning.  

Chang, P. L. & Chen, W. L. (2002). The effect of human resource management practices on 

firm performance: Empirical evidence from high-tech firms in Taiwan. International 

Journal of Management, 19(4): 622-631. 

Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). Hillsdale, 

NJ: Lawrence Erlbaum Associates 

Dajani, M. A. Z. (2015). The Impact of Employee Engagement on Job Performance and 

Organisational Commitment in the Egyptian Banking Sector. Journal of Business 

and Management Sciences. 3 (5). pp 138-147. http://pubs.sciepub.com/jbms/3/5/1 



Proceeding of the 5th International Conference on Management and Muamalah 2018 (ICoMM 2018) 

e-ISBN: 978-967-2122-52-4 

 

270 
 

Deci, E. L., & Ryan, R. M. (1985). Intrinsic Motivation and Self-Determination in Human 

Behavior. New York, NY: Plenum 

Deloitte. (2015). Global Human Capital Trends 2015: Leading in the new world of work. 

Retrieved from 

https://www2.deloitte.com/content/dam/Deloitte/be/Documents/human-

capital/2015_HC_brochure_2015_Trends_Belgian_report-web.pdf. 

Eisner, S. P. (2005). Managing Generation Y. SAM Advanced Management Journal, Autumn, 

4–15. 

Fornell, C., & Cha, J. (1994). Partial least squares. In R. P. Bagozzi (Ed.), Advanced Methods 

of Marketing Research. Cambridge, England: Blackwell  

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable variables 

and measurement error: Algebra and statistics. Journal of Marketing Research, 18(3), 

328–388. 

Gordon, S. (2010). Once you get them, how do you keep them? Millennial librarians at work. 

New Library World, 111(9), 391–398. 

Government Transformation Programme. (2011). Retrieved from 

http://www.pemandu.gov.my/gtp/  

Henseler, J., & Fassott, G. (2009). Testing moderating effects in PLS path models: An 

illustration of available procedures. In: V. Esposito Vinzi, W. W. Chin, J. Henseler & 

H. Wang (Eds), Handbook of partial least squares: Concepts, methods, and 

applications. Berlin: Springer (in print) 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2014). A Primer on Partial Least 

Squares Structural Equation Modeling (PLS-SEM). Thousand Oaks: Sage 

Johari, J., Adnan, Z., Yean, T. F., Yahya, K. K. and Isa, S. N. (2013). Fostering Employee 

Engagement through Human Resource Practices: A Case of Manufacturing Firms in 

Malaysia, Jurnal Pengurusan, 38(2013) 15 - 26 

Kaifeng, Y., & Marc, H. (2006). The performance-trust link: Implications for performance 

measurement. Public Administration Review, 66(1), 114-126. 

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

work”, Academy of Management Journal, 33 (4), pp. 692-724. 

Keaveney, S. M. (1995). Customer switching behavior in service industries: An exploratory 

study. Journal of Marketing, 59: 71-82.  

Lazar, L.  Osoian, C. & Ratiu, P. (2010). The Role of Work-Life Balance Practices in Order 

to Improve Organizational Performance. European Research Studies Journal, 

European Research Studies Journal, 1 (1), 201-214. 

Lin, J. T. P. & Lee Ping, N. C. (2016). Perceived Job Autonomy and Employee Engagement 

as Predictors of Organizational Commitment. Undergraduate Journal of Psychology, 

29 (1) 

Li, X., Sanders, K., & Frenkel, S. (2012). How Leader–Member Exchange, Work 

Engagement and HRM Consistency Explain Chinese Luxury Hotel Employees’ Job 

Performance. International Journal of Hospitality Management, 31 1059-1066. doi: 

10.1016/j.ijhm.2012.01.002.  

Liyanage, H. M., & Gamage, P. (2017). Factors influencing employee engagement of the 

generation Y employees. In Proceedings of APIIT Business & Technology 

Conference, 66-77. Colombo, Sri Lanka. Retrieved from 

http://conference.apiit.lk/pdf2/Business/MBAT201708.pdf 

Hudson. (2005). The case for Work/Life Balance: Closing the Gap between Policy and 

Practice, Retrieved from www.au.hudson.com/portals/AU/documents 

/Hudson2020_Work-Life.pdf, 2005.  

https://www2.deloitte.com/content/dam/Deloitte/be/Documents/human-capital/2015_HC_brochure_2015_Trends_Belgian_report-web.pdf
https://www2.deloitte.com/content/dam/Deloitte/be/Documents/human-capital/2015_HC_brochure_2015_Trends_Belgian_report-web.pdf
https://ideas.repec.org/a/ers/journl/vxiiiy2010i1p201-214.html
https://ideas.repec.org/a/ers/journl/vxiiiy2010i1p201-214.html
https://ideas.repec.org/s/ers/journl.html
http://conference.apiit.lk/pdf2/Business/MBAT201708.pdf


Proceeding of the 5th International Conference on Management and Muamalah 2018 (ICoMM 2018) 

e-ISBN: 978-967-2122-52-4 

 

271 
 

Macey, W.H. & Schneider, B. (2008) The meaning of employee engagement.Industrial and 

Organizational Psychology, 1(1): 3-30.  

MacLeod, D., & Clarke, N. (2009). Engaging for Success: Enhancing Performance Through 

Employee Engagement, London: Department for Business, Innovation and Skills.  

McCracken D.M., (2002). Winning the talent war for women: Sometimes it takes a 

revolution, Harvard Business Review, November. 

Malik, M., Saleem, F., & Ahmad, M. (2010). Work-life balance and job satisfaction among 

doctors in Pakistan. South Asian Journal of Management, 17(2), 112-123. Retrieved 

from http://www.questia.com/ 

Maslach, C., Schaufelli, W.B. & Leiter, M.P., (2001). Job burnout. Annual Review of 

Psychology, 52 (1), pp. 397-422.  

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. Journal of Occupational and Organizational Psychology, 77, pp. 11-37.  

McPhie, N. A. G. (2008). The power of federal employee engagement. A Report by the U.S. 

Merit Systems Protection Board. Retrieved from 

https://www.mspb.gov/mspbsearch/viewdocs.aspx?docnumber=379024&version=379

721&application. 

Miller, H. S. (2014). The 10 Best Practices for Enhanced Employee Engagement. Retrieved 

from www.millergroup.com. 

Mishra, K., Boynton, L., & Mishra, A. (2014). Driving employee engagement: The expanded 

role of internal communications. International Journal of Business Communications, 

51, 183–202. doi:10.1177/2329488414525399  

Mun, Y. S., Suhaimi, M. N. Abdullah, S. S., Abdul Rahman, S. & Nik Mat, N. K. (2012). 

Employee Engagement: A Study from the Private Sector in Malaysia. Human Resource 

M anagement Research, 3(1): 43-48  

Musgrove, C., Ellinger, A. E., & Ellinger, A. D. (2014). Examining the influence of strategic 

profit emphases on employee engagement and service climate. Journal of Workplace 

Learning, 26, 152–171. doi:10.1108/JWL-08-2013-0057 

Nelson, B. & Spitzer, D.R.,(2000) The 1001 rewards &recognition fieldbook: the complete 

guide, 1st Edition, Workman Publishing Company 

Omar, A. A. H. & Mohd Yusoff, Y. (2016). Predictors of Employee Engagement. 

International Journal of Humanities and Management Sciences, 4 (2).  

Osbourne, S. & Hammoud, M. S. (2017). Effective Employee Engagement in the Workplace, 

International Journal of Applied Management and Technology, 16 (1), 50–67. 

Perry, J.L., Mesch, D., & Paarlberg, L. (2006). Motivating Employees in a New Governance 

Era: the Performance Paradigm Revisited, Public Administration Review, 66, pp. 505-

514.  

Quah, D. (2014). Human Capital Top Challenge For Ceos Worldwide. The Star. Retrieved 

from http://thestar.com.my 

Ramayah, T., Cheah, J., Chuah, F., Ting, H., & Memon, M. A. (2018). Partial Least Squares 

Structural Equation Modeling (PLS-SEM) using SmartPLS 3.0: An Updated Guide 

and Practical Guide to Statistical Analysis (2nd ed.). Kuala Lumpur, Malaysia: 

Pearson 

Rayton, B., Dodge, T., & D’Analeze, S. (2012), Employee Engagement: The Evidence, 

London: Engage for Success. Retrieved from 

http://opus.bath.ac.uk/35611/1/The_Evidence.pdf 

Rayton, B. A. & Yalabik, Z. Y., (2014). Work engagement, psychological contract breach 

and job satisfaction. The International Journal of Human Resource Management, 25 

(17), pp. 2382-2400. 

http://www.questia.com/
http://www.millergroup.com/
http://thestar.com.my/
http://opus.bath.ac.uk/view/person_id/648.html
http://opus.bath.ac.uk/view/person_id/2611.html


Proceeding of the 5th International Conference on Management and Muamalah 2018 (ICoMM 2018) 

e-ISBN: 978-967-2122-52-4 

 

272 
 

Richman, A. (2006). Everyone wants an engaged workforce, how can you create it? 

Workspan, 49(1): 36-39.  

Rodriguez, J. O., & Shaw, M. E. (2014). Leveraging Employee Engagement for Competitive 

Advantage. Journal of Business Leadership Today, 5 (2), 1-25 

Robinson, D., Perryman, S., & Hayday, S. (2004). The drivers of employee engagement. 

Report-Institute for Employment Studies. 

Swindall, C. 2007. Engaged Leadership: Building a Culture to Overcome Employee 

Disengagement. Hoboken, N. J.: John Wiley & Sons.  

Rutherford S., (2005). Different Yet Equal, [In:] Burke R.J., Mattis M.C. (Eds.), Supporting 

Women's Career Advancement, Cheltenham: Edward Elgar 

Saber, D. A. (2013). Generational differences of the frontline nursing workforce in relation to 

job satisfaction: What does the literature reveal?. The Health Care Manager, 32, 329–

335. doi:10.1097/HCM.0b013e3182a9d7ad 

Sahoo, C. k., & Mishra, S. (2012). A Framework towards Employee Engagement: The PSU 

Experience. ASCI Journal of Management, 42 (1), 94-112. 

Saks, M. A., (2006). Antecedents and consequences of employee engagement, Journal of 

Managerial Psychology,  21 (7). pp. 600-619. 

Sardar, S., Abdul Rehman, C. H., Yousaf, U. & Aijaz, A. (2011). Impact of HR practices on 

employee engagement in banking sector of Pakistan. Interdisciplinary Journal of 

Contemporary Research in Business, 2(9): 378-389 

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

with burnout and engagement: A multi-sample study. Journal of Organizational 

Behavior, 25(1): 293-315.  

Schwartz, J., Bersin, J. & Pelster, B. (2014). Introduction to Global Human Capital Trends 

2014, Deloitte University Press. 

Shekhar, T. (2016). Work life Balance & Employee Engagement Concepts Revisited, 

International Journal of Education and Psychological Research, 5(1) (2016). 

Singh, J. (2015). Employees Engagement And Family Friendly Initiatives A Study Of Selected 

Corporate Enterprises In India. PhD Dissertation, Punjabi University. Retrieved from 

the web on 23 May 2018 from http://hdl.handle.net/10603/32454 

Susi S, Jawaharrani K. (2011). Work life balance: The key driver of employee engagement. 

Asian Journal of Management Research, 2(1): 474-483.  

Thomas, C., (2007). A new measurement scale for employee engagement : scale 

development, pilot test, and replication. Academy of Management Proceedings, pp. 1- 

6.  

Yates, K. (2008). Becoming an ROI Builder: Delivering Effective Employee 

Communication. Employment Relations Today, 35 (1), 19-23. doi: 10.1002/ert.20184. 

Wagner, R. & Harter, J. K. (2006). The Element of Great Managing. Kindle Edition. 

Washington: Gallup Press. Retrieved from 

https://www.hrbartender.com/images/Gallup.pdf 

Welch, M. (2012). Appropriateness and acceptability: Employee perspectives of internal 

communication. Public Relations Review, 38, 246–254. 

 

http://hdl.handle.net/10603/32454

