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 The relationship between employee and employer is crucial in order to increase 
productivity and enjoyment of working in an organization. Indirectly, this relationship 

is an indirect motivation of employees in their routine practices. Previous investigations 

show that if employees can work up to the limit of pressure and full responsibility, they 
can produce a highly impact of output. This will benefit both parties; employer and 

employee.  Employer can be able to gain the maximum profit, whilst employee will be 

more productive with minimal supervision. 
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INTRODUCTION 

 

 Employee engagement has been a growing 

interest for several years because there is mounting 

evidence in researches that demonstrates the relation 

of employee engagement with positive work 

outcomes, including low attrition, high performance 

and positive business results (Hallberg & Schaufeli, 

2006). Ramsey and Finney (2006) also fond that 

engaged employees may be more likely to commit 

stay with their current organization.  

 The increasing pressures from the rapid changes 

that are occurring in the business environment have 

led to a variety of responses among organizations. 

Globalization of markets and production, the rate of 

technological innovation and fluctuation in customer 

demand are among the factors that have increased the 

dynamism of the competitive environment to which 

organization must respond. This factors make is very 

difficult for companies to further differentiate 

themselves from their competitors on the basis of 

products, prices and technology (Fisher, Schoenfeldt, 

& Shaw, 2006).   

 For Rapid Penang to survive in global economy 

nowadays, they need to invest all the available 

resources in order to get the high profit and increase 

the organizational performance. This is to enable 

them to focus more on human resource which is the 

most important resources in any organization. The 

organization in highly competitive environment 

adopt HRM practices to improve the ability of its 

employees. These practices are aimed to help the 

organization, and all levels of management, 

regarding how to effectively engage their employees 

in order to improve the organizational profit.  

Charted Institute for Personal and Development 

(Trust, Sloan, Edwards, Wisdom & Burnett, 2006) 

published a report that described employee 

engagement as “ a passion for work” and engaged 

employees as feeling positive about their jobs and 

being prepared to go an extra mile to make sure that 

they do their jobs to their best ability. Engagement is 

a personal association formed by individual 

employees‟ unique aspirations, values, beliefs, and 

interests. Full engagement depends on employees 

having an increased personal connection with their 

work and belief that they have promising future in 

their organization. 

 The best performing companies know that an 

employee engagement linked to the achievement of 

Corporate goals will help them win in the 

marketplace. Employees who are engaged in their 

work and committed to their organization give 

companies highly competitive advantages including 

lower employee turnover and a higher productivity 

which is increase organizational profits (Robert, 

2006). 

 Definitely,  different  management  level  has  

different  weight  of  work engagement.  However,  

the  employee  in  the  same  level  may  have  

different attitude  because  every  individual  has  

their  own  thinking,  perception  and behaviors.  

Employee‟s loyalty and dedication to the 

organization, heightened performance, reduce in 

absenteeism and reduce in employee‟s turnover is 

the common attitude can be proven by many of the 
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previous researches (Roaddes & Eisenberger, 2002). 

In material realistic world, majority of the employee 

are unwilling to do  over  or  pay  extra  commitment  

to  the  organization.  They  will  leave  the company 

on time; also attend to work on time with intent to 

avoid from late punishment. Work engagement is 

define as  the employee participation in the scope  of  

task  that  assigned  by  the  employer.  Commonly,  

higher  level  of  the employees has bigger and wider 

job responsibility and involvement. The  employees  

tend  to  be  more  willingly  or  agree  to dedicate  to  

the  organization  success  without  affected  by  the  

pay  or  rewards system.  This  positive  behaviour  is  

shown  when  the  employer  is  concerning and 

appreciate on the employee contribution and taking 

cares on employee‟s well-being (Rhoades & 

Eisenberger, 2002).  There are few drivers that can 

determine the important of employee engagement 

and retention such as leadership, corporate cultures, 

learning and development opportunities. For the 

purpose of this study, I will be exploring more in 

depth on leadership, career development and 

organizational culture. 

 

Problem statements: 

 Additionally, studies do not differentiate human 

services staff from workers in other industries. To 

address this problem, more research that focuses 

specifically on the engagement levels of workers in 

human services occupations is necessary. Despite 

evidence of how destructive employee burnout or 

disengagement can be, studies from the human 

services field on the opposite condition, engagement, 

are limited. Surprisingly little academic and 

empirical research has been conducted overall, and a 

large portion of it comes from the business 

management community (Saks, 2006). Empirical 

data are needed so professionals can better 

understand employee engagement and use what they 

learn about it to develop managerial interventions 

and alternative strategies that foster engagement for 

human services workers. 

 Levels of employee engagement at 

transportation services firms have not been 

adequately studied in a temporal fashion. 

Furthermore, the relationship between employee 

engagement and business outcomes in transportation 

service firms and their business units, especially 

along a timeline, is not clear. Employee engagement 

ratios, as defined by Crabtree (2004), for all entities 

studied were below that associated with world-class 

organizations.This paper will apply the engagement 

theory and engagement measuring methods to 

measure the existing level of engagement of 

administrative workers in Rapid Penang. The aim is 

to find the current engagement level of employees 

and to find the factors, which need to be improved in 

order to further increase engagement. 

 The aim of this paper is to contribute to the 

research regarding the engagement of administrative 

workers within educational institutions, as this part 

of the employees is rarely studied, though their day-

to-day performance has a significant influence on the 

quality of the entire organization performance.  

 Factors such as globalization, mergers, 

government regulations and acquisitions forced the 

organization to look for new strategies   keep their 

organization in the high level of profitability 

(Gubman, 2004). Organization are always trying to 

gain a competitive advantage. Normally these 

organizations have focused on developing and 

executing operational processes such as Six Sigma, 

lean operations, total quality management and other 

technically based tools and processes to facilitate 

their ability to win against their competition (Bates, 

2004). The literature review on previous research on 

the employee engagement was focusing at the 

individual level. There is little research on how 

employee engagement might influence on 

organizational profitability (Harter et al., 2002). This 

create unlimited question regarding whether 

employee engagement can predict business-unit 

operational profit (Konrad, 2006).  In the research 

literature, the statistical relationship between 

business-unit employee engagement and operational 

profit is unclear (Johnson, 2004).  

 

Research objectives: 

 Research is an organized investigation of a 

problem in which there is an attempt to gain solution 

to a problem. To get the right solution of a right 

problem, clearly defined objectives are very 

important. Clearly defined objectives enlighten the 

way in which the researcher has to proceed. 

Therefore, this study proposes two research 

objectives: 

1. To investigate the relationship between 

engagement styles in the organization and job 

performance. 

2. To investigate the most influential factors of 

engagement styles that to Rapid Penang staff job 

performance.  

 

Literature review: 

 Various employee engagement dimensions are 

consolidated and classified into five groups. A global 

account of employee engagement is also presented. 

Business outcome indicators, used in this research 

study, are described in the penultimate part of this 

chapter. This is followed by a discussion about 

professional services firms. The unique aspects of 

engineering services firms are highlighted. A 

summary of the topics discussed is presented at the 

end of this chapter. 

 

Employee Engagement: 

 In order to stay competitive, organizations today 

need to be both proactive and reactive. Organizations 

need to pursue relentless problem-solving. They also 

need to commit to continual innovation. Morse and 
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Babcock (2010) point out numerous ways in which 

individuals in an organization are instrumental in 

endeavours like creativity, problem solving, 

invention, innovation, and subsequent deployment 

and implementation. As we press on into the 21
st
 

century and grapple with the modalities of the 

knowledge economy, the need for education cannot 

be overemphasized. An educated workforce could be 

treated as a natural resource that provides impetus to 

wealth creation (Morgan, 2008). Workers in 

wealthier nations do tend to be more educated. In 

fact, “today's workers are better educated and more 

literate that ever before. … they have access to 

unprecedented learning opportunities through 

community colleges, universities, TV, and the 

Internet. Moreover, our culture places a premium on 

creativity and individual expression” (Dennis, 2007, 

p. 102).  

 It would be very prudent for an organization to 

leverage the education and experience of its 

employees to achieve better business outcomes. 

Moreover, forming an organization rooted in 

continuous improvement is contingent upon the 

presence of engaged employees, “especially those on 

the front lines, where the real work gets done” 

(Dennis, 2007, p. 102). Thus, it can be argued that 

engaged employees can successfully identify and fix 

the innumerable smaller problems that are 

continually encountered, which, in turn, could lead to 

much bigger issues. Babbitt (2010) cited the Gulf of 

Mexico Deep Horizon oil spill and the Three-Mile 

Island nuclear plant leakage as examples where the 

cumulative effects of smaller problems led to major 

disasters. 

 Hence, an engaged employee is someone who is 

well compensated and has his/her interests aligned 

with the organization. He/she also seeks 

opportunities for development and recognition. 

Furthermore, an engaged employee believes in the 

management‟s effectiveness and expect open and 

clear communication with all levels of the 

organization.   

 

Relevance of Employee Engagement Dimensions: 

 As  the  best   resources  to  any   organization  is  

always  its  human  resources,  the  attainment   of   

an workplace  with  high  calibre  employees  are  the  

key   to  success  &  the  way   to  set  competitive 

advantage  in  the  global  scenario.  A  well   

functioning  organization  is  the  product  of   its  

heal thy, committed  and  motivated  employees,  

who  can  be  termed  as  „engaged  employees‟.  

Engagement takes  place  when  employees  are  

committed  to   their  j ob.  They   are  interested  and  

indeed  excited about  what  they   do.  It  involves  l 

o y al t y,  faith  and  pride  in  the  organization,  a  

willingness  to advocate  f or  his  organization  and  

a  sense  of   personal   responsibility.  Global   

economy   has experienced  significant   shift s  in  

the  recent   past   which  have  accelerated  the  need  

f or organizations  to  find  innovative  ways  to  

address  new  technological,  demographic  and 

marketplace  realities.  These  shifts  made  the  

organizations  to   re-evaluate  costs  associated  with 

talent .  High  workforce  performance  and  

organizational   success  must   be  maintained  along  

with changes  in  strategies.  Research  has  

consistently   shown  that  employee  engagement   is  

powerfully linked to  a range of  business success  

factors such as:  

1.  Employee performance/efficiency  

2.  Productivity 

3.  Safety  

4.  Attendance and retention  

5.  Customer service and satisfaction  

6.  Customer  loyalty  and retention  

7.  Profitability 

 During economic down  turn, many 

organizations  focused  less  on how to  manage  their  

talent  and engage  their  employees,  instead  

focusing  on  how  to  reduce  costs  by   cutting  

salaries,  bonuses, rewards  and  development   costs.  

Some  short sighted  leaders  may   even  think  that  

employee engagement  no  longer  matters because 

their  employees  have  fewer options  and will   stay   

because of  their need for job security. 

 However, smart  leaders realize that while they 

may need to find shortterm  solutions to  cut costs, 

they  must  also identify   longerterm  talent  

management  strategies to rem ain  viable. 

Employees could prove more effective if their 

interests and activities align with organizational 

goals. Gagnon and Michael (2003) maintained that 

successful implementation of strategic organizational 

initiatives require employee alignment. Furthermore, 

Speculand (2006) surmised that a vast majority of 

organizational strategies fail because of employee 

ignorance and/or misperception. Alignment ensures 

that employees clearly comprehend what they can 

contribute to the organization (Loch, 2008). 

Additionally, Vlcek (1987) contended that “high 

turnover [is] due in part to insufficient personnel 

standards and ambitious individuals who sometimes 

contradict company goals” (p. 71). Macky and 

Boxall (2008) maintained that managers play a 

critical role in developing systemic linkages which, 

in turn, engender high employee involvement. 

Successful business endeavours require trust that is 

“built on respect and timely communication, as well 

as energized leaders and strategic responses that 

eliminate actions based on panic” (Goodridge, 2009, 

p. 28). Goodridge added that “the keys to getting 

through the tough times are respect and timely 

communication” (2009, p. 30).Ahmed et al. (2010) 

found that communication assists in “crafting 

healthier relations between … [managers] and their 

employees and the entire organization ultimately 

benefits from this relationship” (p. 107). 

Communication “affects coordination of effort, job 

instruction, performance feedback, group effort, 
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motivation of employees, [and] interpersonal 

relations …” which espouse vibrant organizational 

climate (Khetarpal, 2010). 

 

Employee Engagement: A Global Panorama: 

 Flade (2003) reported the proportions of 

engaged workers for eleven countries: USA – 27%, 

Canada – 24%, Germany – 12%, Japan – 9%, Great 

Britain – 19%, Chile –25%, France – 12%, Israel – 

20%, Australia – 18%, New Zealand – 23%, and 

Singapore – 6%. Gallup Inc. (2005) reported that 

12% of Chinese workers and 12% of Thai workers 

were engaged. Crabtree (2011) reported that the ratio 

of engaged to actively disengaged workers in 

Western Europe is 0.81:1, which is relatively high by 

global standards, although it falls well below Canada 

and the U.S., where the ratio is 1.44:1. Crabtree 

(2011) also reported that the ratio of engaged to 

actively disengaged workers in Australia and New 

Zealand almost is 1:1. Alternatively, about 20% of 

the workforce in Western Europe, Australia, and 

New Zealand were found to be engaged. In India 

about 10% of the work force were engaged 

(Crabtree, 2011). 

 

Employee Engagement Surveys: 

 Macey et al. (2009) maintained that employee 

engagement surveys are principally used to measure 

and benchmark engagement levels in an 

organization. They also asserted that various 

engagement enhancement methodologies employ 

surveys to access work environment conditions that 

might affect engagement. Subsequent analyses of 

survey data provide valuable insights to employee 

engagement, which, in turn, help in devising 

treatments to ameliorate identified issues. Employee 

engagement surveys are “best suited for measuring 

employee engagement feelings or state [of] 

engagement” (Gruman & Saks, 2011, p. 127). In fact 

several researchers, as reported by Arkin (2011), Bart 

(2011), Klie (2007), and Wiley (2011), have used 

surveys to develop meaningful conclusions and 

actionable plans related to employee engagement. 

 Organizations conduct surveys to address both 

the actual challenges in the short term and potential 

issues over the long term. Wiley (2010) classified the 

reasons for conducting surveys as: 

1. To identify warning signs of trouble within the 

organization 

2. To evaluate the effectiveness of specific programs, 

policies, and initiatives 

3. To gauge the organization's status or strength as an 

employer of choice among  

its workforce 

4. To predict and drive organizational outcomes, 

including customer satisfaction and business 

performance. (p. 8) 

 Effective employee surveys are tools that could 

be used to make the workforce congruous with 

organizational goals. Church et al. (2001) proposed a 

seven-step process to efficiently design and use 

surveys: “pooling resources, … designing and 

developing, … communicating 

objectives,…administering and improving, … 

analyzing and interpreting, … transferring and action 

planning” (p. 18)  

 

Employee Engagement Program in Rapid Penang: 

 There were several programs plans and execute 

in Rapid Penang to cater the needs to close the gap 

between employee and employer in order to build 

harmonies relationship between two parties to 

achieve organization goals. The programs plans and 

executes to measure the effectiveness of the 

engagement in the organization. Following are list of 

programs executes in Rapid Penang for several years; 

a) Tea Tarik Session every month  

b) Religious Talks on every Thursday, on 

bimonthly basis. 

c) Outdoor sport activities such competitions and 

friendly matches 

d) Morning Breakfast with Chief Operating Office 

e) Visiting staff if entered hospitals 

f) Birthday Bash for staff inclusive of  Bus Drivers 

 

Productivity: 
 Traditionally, businesses were considered 

properties of the shareholder. However, in today‟s 

knowledge economy, businesses are akin to wealth-

creating communities in which both the shareholders 

and employees act as stakeholders (Handy, 2002). 

Businesses are organizations that work to achieve 

specific objectives aimed at providing specific 

outcomes to their stakeholders while ensuring 

economic longevity. The objectives, in turn, are 

formed by implicitly or explicitly defined 

organizational vision and mission. Expected business 

outcomes must be defined for all areas on which 

organizational survival depends. Drucker (1952) 

defined eight key business output areas: market 

share, innovation, productivity and quality, physical 

and financial resources, manager performance and 

development, worker performance and attitude, 

profitability, and social responsibility. Buckingham 

and Coffman (1999) listed profitability, productivity, 

employee turnover, and customer satisfaction/loyalty 

as aggregate business performance measures.  

 In addition to these measures, Harter et al. 

(2009) included safety incidents, absenteeism, 

shrinkage associated with employee theft, and quality 

defects as indices of business performance. 

Parmenter (2010) maintained that key business 

outcomes included customer satisfaction, net profit 

before tax, profitability, employee satisfaction, and 

return on capital employed. It must be noted that 

business outcomes are indicators of a business‟s 

economic viability. Carton and Hofer (2008) held 

that an organization‟s performance is a measure of 

the change in its financial state. The performance 

could be measured in terms of business outcomes 
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that “result from management decisions and the 

execution of those decisions by members of the 

organization” (Carton & Hofer, 2008, p. 3). Business 

outcomes selected as key business performance 

indicators depend on goals the business is trying to 

achieve. Dragana et al. (2011) asserted that 

appropriately selecting which business outcomes to 

serve as performance indicators is of great 

importance to businesses.  

 Carton and Hofer (2008) maintained that the 

business outcomes used to represent performance 

must be in accordance with the organizational 

circumstances under consideration. Parmenter (2010) 

proposed that key performance indicators represent a 

set of “measures focusing on those aspects of 

organizational performance that are the most critical 

for the current and future success of the 

organization” (p. 4). Richardson (2010) noted that 

key performance indicators could be categorized as 

“leading [future oriented] or lagging [past oriented] 

indicators,” “simple or composite indicators,” and 

“quantitative or qualitative indicators” (p. 367). 

 Measurement of business outcomes forms an 

integral part of assessing the success of an 

organization in achieving its goals. The performance 

indicators serve also as controls that help to ensure 

that organizational goals are being met. Gupta (2006) 

highlighted that an organization‟s performance 

measurement system should monitor and enable 

achievement of organizational goals. A good control 

system, built on periodic measurement of business 

outcomes, must be “effective … efficient … 

timely…flexible… understandable … tailored … 

[able to] highlight deviations … [able to] lead to 

corrective actions” (Morse & Babcock, 2010, p. 176-

177). Additionally, the goals of successful 

organizations must be dictated by the organizational 

vision and mission statements. Niven (2006) asserted 

that components of an effective business 

performance measurement and control system 

include organizational mission, core values, vision, 

and strategy. 

 The advent of the knowledge age has brought 

about intense focus on the skills, talents, knowledge, 

and experience of modern employees. Employers are 

trying to enhance the level of employee engagement 

in order to become more innovative, competitive, and 

sustainable. Surveys are considered effective 

instruments to measure employee engagement. The 

five dimensions associated with employee 

engagement are alignment with the organization, 

management effectiveness, salary and compensation. 

 

Methodology: 

 In this cross-sectional survey, the data will be 

collected from the all of Rapid Penang sfaff, 

employees through the distribution of questionnaires 

and the data will be analyzed and interpreted through 

Statistical Package for Social Sciences (SPSS), 

version 19.0 to determine the relationship involved. 

In the context of this study using Proportionate 

Stratified Random Sampling to identify each of the 

employees at every management hierarchy which 

had lower level management, middle level 

management and top level management. Based on 

Krejcie and Morgan (1970), a total of 285 employees 

will be the respondents in this study to answer the 

given questionnaires. This study is going to identify 

the relationship between variables by using Pearson 

correlation. Besides that, the most influential 

transformational engagement styles effectiveness 

criteria to organization job performance will be 

analyzed based on the Multiple Regression Analysis. 

In addition, this study also aims to identify the level 

of employees job performance based on descriptive 

analysis. 

 

 
 

Diagram 1 

 

Conclusion: 

 Diagram 1 above shows the relationship between 

engagement style to job performance. In this diagram 

it consists of four factors (i.e. Idealized influence, 

inspirational motivation, intellectual stimulation and 

individualized consideration). Thus, this model will 

describe the relationship of two variables and this 

proposed model will give better understanding either 

the relationship will affect directly on the 

relationship between the benchmarks of engagement 
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styles on job performance. In order to understand the 

effect of engagement style towards job performance 

amongst Rapid Penang staff, this conceptual 

framework provides the factors of engagement styles 

that able to advance the employees achieve job 

performance. From the conceptual framework, the 

independent variables comprise the transformational 

engagement styles. The dependable variable in this 

study is about the Rapid Penang staff job 

performance. The conceptual framework highlight 

that job performance achievement base on 

engagement styles.  

 

REFERENCES 

 

Ahmed, Z., F. Shields, R. White, J. Wilbert, 

2010. Managerial communication: The link between 

frontline leadership and organizational performance. 

Journal of Organizational Culture, Communications 

and Conflict, 14(1): 107-120. 

Arkin, A., 2011. Is engagement working? People 

Management, pp: 22-27. 

Babbie, E.R., 2008. The basics of social 

research. (4th ed.). Belmont, CA: Thomson 

Wadsworth, Thomson Learning Inc.  

Baker, J.V., 2011. The effects of change 

management on employee engagement: Using lean 

principles to increase engagement.  

Bart, C., 2011. Employee engagement - killers 

and cures. Canadian HR Reporter, 24(9): 22. 

Baruch, Y., B.C. Holtom, 2008. Survey response 

rate levels and trends in organizational research. 

Human Relations, 61(8): 1139–1160.  

Baumruk, R., 2004. The missing link: the role of 

employee engagement in business success. 

Workspan, 47(11): 48-52. 

Beattie, V., S.J. Smith, 2010. Human capital, 

value creation and disclosure. Journal of Human 

Resource Costing & Accounting, 14(4): 262-285. 

Beatty, R., 2009. General session. Address 

presented at CFO Rising, Orlando, FL.Beugré, C. 

(1998). Managing fairness in organizations. 

Westport, CT: Quorum Books. 

Birkinshaw, J., A. Morrison, J. Hulland, 1995. 

Structural and competitive determinants of a global 

integration strategy. Strategic Management Journal, 

16(8): 637–655. 

Blazey, M.L., 2009. Insights to performance 

excellence 2009-2010: An inside look at the 2009-

2010 Baldrige Award criteria. Milwaukee, WI: ASQ 

Quality Press.  

Borg, W.R., M.D. Gall, 1989. Educational 

Research. (5th ed.). White Plains, NY: Longman Inc.  

Bovaird, J.A., K.A. Kupzyk, J. Maikranz, M. 

Dreyer, R. Steele, 2007. Missing data and standard 

errors with partial least squares. 115th Annual 

Meeting of the American Psychological Association.   

Brás, F.A., L.L. Rodrigues, 2007. Accounting for 

firms' training programs: an exploratory study. 

Journal of HRCA: Human Resource Costing & 

Accounting, 11(3): 229-250. 

Brown, M.C., 1998. The intellect industry: 

Profiting and learning from professional services 

firms. Chichester, England: John Wiley & Sons Ltd. 

Brown, S.P., S.K. Lam, 2008A meta-analysis of 

relationships linking employee satisfaction to 

customer responses. Journal of Retailing, 84(3): 243-

255.  

Buckingham, M., C. Coffman, 1999. First break 

all the rules. New York, NY: Simon & Schuster. 

Burkholder, N.C., S. Golas, J. Shapiro, 2007. 

Ultimate performance: Measuring human resources 

at work. Hoboken, NJ: John Wiley & Sons, Inc.  

Burr, R., A. Girardi, 2002. Intellectual capital: 

more than the interaction of competence x 

commitment. Australian Journal of Management, 27: 

77-87. 

Calderón, J.L., L.S. Morales, H. Liu, R.D. Hays, 

2006. Variation in the readability of items within 

surveys. American Journal of Medical Quality, 21(1): 

49-56.   

Campbell, A.A., G. Katona, 1953The Sample 

Survey: A Technique for Social Science Research. In 

Newcomb, T. M. (Ed). Research Methods in the 

Behavioural Sciences. The Dryden Press: New York.  

Carton, R.B., C.W. Hofer, 2008. Measuring 

organizational performance: Metrics for 

entrepreneurship and strategic management 

research. Northampton, MA: Edward Elgar 

Publishing.  

Catteeuw, F., 2007. Employee engagement: 

Boosting productivity in turbulent times. 

Organization Development Journal, 25(2): 151-157.  

Chapman, R., 2010. COT 711 - Advanced 

Research Design. Lecture presented at Eastern 

Michigan University, Ypsilanti, MI.  

Church, A.H., J. Waclawski, A.I. Kraut, 2001. 

Designing and using organizational surveys: A 

seven-step process. San Francisco, CA: Jossey-Bass. 

Clark, I., T. Colling, 2005. The management of 

human resources in project management-led 

organizations. Personnel Review, 34(2): 178–191. 

Cohen, S., 2011. Employee share plans: 

Supporting business performance. London, UK: 

Chartered Institute of Personnel and Development.  

Collier, A.P., K. Johnson, R. Dellavalle, 2005. 

Survey monkey: A cheap and easy electronic survey 

tool for research and program evaluation. Journal of 

the American Academy of Dermatology, 52(3): 

AB5-AB5. 

Comer, R., E. Gould, 2012. Psychology around 

us. (2nd ed.). Hoboken, NJ: John Wiley & Sons, Inc. 

Cook, S., 2008. The essential guide to employee 

engagement: Better business performance through 

staff satisfaction. (pp: 3-4). London, UK: Kogan 

Page.  

Corporate Leadership Council, 2004. Driving 

performance and retention through employee 



41                                                  Abd Manaf Mohamad Idris1, Abd. Rahim Romle, 2015 

Australian Journal of Basic and Applied Sciences, 9(14) Special 2015, Pages: 35-44 

engagement. Washington, DC: Corporate Executive 

Board. 

Crabtree, S., 2004. Getting personal in the 

workplace. Gallup Management Journal.  

Crabtree, S., 2011. What employees worldwide 

have in common. Gallup Management Journal.  

Creswell, J.W., 2009. Research design: 

Qualitative, quantitative, and mixed methods 

approaches. (3rd ed.). Thousand Oaks, CA: SAGE 

Publications, Inc.  

Cronbach, L.J., 1951. Coefficient alpha and the 

internal structure of tests. Psychometrika, 16(3).  

Cummings, T.G., C.G. Worley, 2008. Employee 

involvement. In Organization development & change. 

(9th ed.). (p. 351). Mason, OH: South-Western 

Cengage Learning. 

Cytron, S.H., 2011. The client-accounting firm 

employee evaluation: Good for growth and good for 

retention. CPA Practice Management Forum, 7(4): 

10-12. 

Daft, R.L., 2010. Organization theory and 

design (10th ed.). Mason, OH:South Western 

Cengage Learning.  

Dennis, P., 2007. Lean production simplified: A 

plain-language guide to the world's most powerful 

production system. (2nd ed.). (pp: 102). New York, 

NY: Productivity Press. 

Diamantopoulos, A., H. Winklhofer, 2001. Index 

construction with formative indicators: An 

alternative to scale development. Journal of 

Marketing Research, 38(2): 269–277. 

Dickson, D.R., R.C. Ford, R. Upchurch, 2006. A 

case study in hotel organizational alignment. 

Hospitality Management, 25: 463-477.  

DiNatale, K., 2008. Needs of the consulting 

engineering sector and strengths and weaknesses of 

today's graduates. Journal of Contemporary Water 

Research & Education, 139(1): 14-16. 

Dragana, V., V. Milan, S. Rade, 2011. Role and 

importance of key performance indicators 

measurement. Serbian Journal of Management, 6(1): 

63-72.   

Drucker, P.F., 1954. The practice of 

management. New York, NY: HarperCollins 

Publishers, Inc.  

Endres, G.M., L. Mancheno-Smoak, 2008. The 

human resource craze: Human performance 

improvement and employee engagement. 

Organization Development Journal, 26(1): 69-79.  

Evanschitzky, H., C. Groening, V. Mittal, M. 

Wunderlich, 2011. How employer and employee 

satisfaction affect customer satisfaction: An 

application to franchise services. Journal of Service 

Research, 14(2): 136-148.  

Fabrigar, L.R., D.T. Wegener, R.C. MacCallum, 

E.J. Strahan, 1999. Evaluating the use of exploratory 

factor analysis in psychological research. 

Psychological Methods, 4(3): 272–299.  

Fink, A., B. Lausen, W. Seidel, A. Ultsch, 

2010Advances in data analysis, data handling and 

business intelligence. Heidelberg, Germany: 

Springer.  

Flade, P., 2003. Great Britain's workforce lacks 

inspiration. Gallup Management Journal.  

Frank, F.D., R.P. Finnegan, C.R. Taylor, 2004. 

The race for talent: Retaining and engaging workers 

in the 21st century. HR. Human Resource Planning, 

27(3): 12-25.  

Gagnon, M.A., J.H. Michael, 2003. Employee 

strategic alignment at a wood manufacturer: An 

exploratory analysis using lean manufacturing. 

Forest Products Journal, 53(10): 24-29. 

Gallup Inc, 2010. Employee engagement: What's 

your engagement ratio?  

Gallup, Inc, 2005. Gallup study reveals 

workplace disengagement in Thailand. Gallup 

Management Journal.  

Gardner, W. L., J.R. Schermerhorn, 2004. 

Performance gains through positive organizational 

behavior and authentic leadership. Organizational 

Dynamics, 33(3): 270–281.  

Gatenby, M., C. Rees, E. Soane, C. Truss, 2008. 

Employee engagement in context. London, UK: 

Chartered Institute of Personnel and Development. 

Gibbons, J.M., 2006. Employee engagement: A 

review of current research and its implications. (p. 

4). New York, NY: The Conference Board Inc. 

Gill, P.S., K.G. Kustron, 2011. Innovation and 

standardized qualifications: Quantitative analysis to 

establish relationship between indicators of 

creativity and formality. The 17thInternational 

Conference on Industry, Engineering, and 

Management Systems.  

Glass, G.V., K.D. Hopkins, 2008. Statistical 

methods in education and psychology. (3rd ed.). 

Boston, MA: Allyn & Bacon, Pearson Education.  

Goodridge, M., 2009. A strategic approach to 

managing a downturn. Strategic HR Review, 8(1): 

28-33. 

Green, D.H., A.B. Ryans, 1990. Entry strategies 

and market performance: Causal modeling of a 

business simulation. Journal of Product Innovation 

Management, 7(1): 45–58. 

Gruman, J.A., A.M. Saks, 2011. Performance 

management and employee engagement. Human 

Resource Management Review, 21(2): 123–136. 

Gupta, P., 2006. Six sigma business scorecard: 

Ensuring performance for profit. (2nd ed.). New 

York, NY: McGraw-Hill Professional. 

Handy, C., 2002. What's a business for? Harvard 

Business Review, 80(12): 49-55.  

Harter, J.K., F.L. Schmidt, E.A. Killham, S. 

Agrawal, 2009. Q12®meta analysis: The relationship 

between engagement at work and organizational 

outcomes.  

Harter, J.K., F.L. Schmidt, J.W. Asplund, E.A. 

Killham, S. Agrawal, 2010. Causal impact of 

employee work perceptions on the bottom line of 

organizations. Perspectives on Psychological 

Science, 5(4): 378–389.  



42                                                  Abd Manaf Mohamad Idris1, Abd. Rahim Romle, 2015 

Australian Journal of Basic and Applied Sciences, 9(14) Special 2015, Pages: 35-44 

Harter, J.K., F.L. Schmidt, T.L. Hayes, 2002. 

Business-unit-level relationship between employee 

satisfaction, employee engagement, and business 

outcomes: A meta-analysis. Journal of Applied 

Psychology, 87(2): 268-279.  

Havill, L., 2010. A new type of engagement. The 

CPA Journal, 80(7): 14. Healthcare Financial 

Management Association. (2011, October). Open 

workspace environment improves employee 

engagement. HFM Magazine. 65(10), 30.  

Hebert, P., 2009. Concentrate on business not 

the workers. The Debate Room, Bloomberg 

Businessweek.  

Heintzman, R., B. Marson, 2005. People, service 

and trust: is there a public sector service value 

chain? International Review of Administrative 

Sciences, 71(4): 549-575. 

Heise, D., 2002. Data warehousing dictionary.  

Henseler, J., C.M. Ringle, R.R. Sinkovics, 2009. 

The use of partial least squares path modeling in 

international marketing. Advances in International 

Marketing, 20: 277–319.  

Herzberg, F., B. Mausner, B.B. Snyderman, 

1959. The motivation to work. New York, NY: John 

Wiley & Sons, Inc.  

Holton, E.F., M.F. Burnett, 2005. The basics of 

quantitative research. In R. A. Swanson & E. F. 

Holton III (Eds.), Research in organizations: 

Foundations and methods of inquiry  (pp: 29-44). 

San Francisco, CA: Berrett-Koehler Publishers, Inc.   

Johansson, J.K., GS. Yip, 1994. Exploiting 

globalization potential: U.S. and Japanese 

strategies. Strategic Management Journal, 15(8): 

579–601. 

Jonker, J., B.W. Pennink, 2010. The essence of 

research methodology. Heidelberg, Germany: 

Springer. 

Jöreskog, K.G., H.O. Wold, 1982. The ML and 

PLS technique for modelling with latent variables: 

Historical and comparative aspects. In Systems 

under indirect observation. (pp: 263-270). 

Amsterdam, the Netherlands: North-Holland. 

Julien, P.A., C. Ramangalahy, 2003. Competitive 

strategy and performance of exporting SMEs: An 

empirical investigation of the impact of their export 

information search and competencies. 

Entrepreneurship Theory and Practice, 27(3): 227–

245. 

Kahn, W.A., 1990. Psychological conditions of 

personal engagement and disengagement at work. 

Academy of Management Journal, 33(4): 692-724. 

Khetarpal, V., 2010. Role of interpersonal 

communication in creating conducive organisational 

climate. ASBM Journal of Management, 3(1&2): 77-

88. 

Kinsey, C., 2009. Using rewards and benefits to 

motivate and engage. Strategic HR Review, 8(2): 47. 

Klie, S., 2007. Employee engagement - killers 

and cures. Canadian HR Reporter, 20(20): 1-2. 

Kontakos, A., P. Stepp, 2007. Employee 

engagement and fairness in the workplace. Ithaca, 

NY: Center for Advanced Human Resource Studies, 

Cornell University.  

Krosnick, J.A., 1999. Survey research. Annual 

Review of Psychology, 50: 537-567.   

Lederman, G., 2009. Workers need a morale 

boost. The Debate Room, Bloomberg Businessweek.  

Leedy, P.D., J.E. Ormrod, 2010. Practical 

research: planning and design. Upper Saddle River, 

NJ: Pearson/Merrill Prentice Hall. 

Leidich, K., 2011. A case against employee 

engagement. Humantelligence.  

Levinson, W.A., 2011. Statistical process 

control for real world applications. Boca Raton, FL: 

CRC Press, Taylor & Francis Group.  

Lieberman, M.B., L.J. Lau, M.D. Williams, 

1990. Firm-level productivity and management 

influence: A comparison of U.S. and Japanese 

automobile producers. Management Science, 36(10): 

1193-1215. doi:10.1287/mnsc.36.10.1193 

Lieberman, M.B., R. Dhawan, 2005. Assessing 

the resource base of Japanese and U.S. auto 

producers: A stochastic frontier production function 

approach. Management Science, 51(7): 1060-1075. 

doi:10.1287/mnsc.1050.0416 

Loch, C.H., 2008. Mobilizing an R&D 

organization through strategy cascading. Research 

Technology Management, 51(5): 18-26. 

Lockwood, N.R., 2007. Leveraging Employee 

Engagement for Competitive Advantage. SHRM 

Research Quarterly, pp: 2-10.   

Lowendahl, B.R., 2005. Strategic management 

of professional service firms. (3rd ed.).  

Macey, W.H., B. Schneider, 2008. The Meaning 

of Employee Engagement. Industrial and 

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

Macey, W.H., B. Schneider, K.M. Barbera, S.A. 

Young, 2009. Employee engagement: Tools for 

analysis, practice, and competitive advantage. S. G. 

Rogelberg (Ed.). Malden, WA: Wiley-Blackwell, 

John Wiley & Sons, Inc. 

Macky, K., P. Boxall, 2008. Employee 

experiences of high-performance work systems: An 

analysis of sectoral, occupational, organisational 

and employee variables. New Zealand Journal of 

Employment Relations, 33(1): 1-18. 

Mahal, P.K., 2009. Organizational culture and 

organizational climate as a determinant of 

motivation. Journal of Human Resource Costing & 

Accounting, 8(10): 38-51. 

Maister, D.H., 1993. Managing the professional 

service firm. New York, NY: Free  

Markos, S., N.S. Sridevi, 2010. Employee 

Engagement: The Key to Improving Performance. 

International Journal of Business and Management, 

5(12): 89-96.  

Martin, G., 2006. Managing people and 

organizations in changing contexts. Burlington, MA: 

Butterworth-Heinemann, Elsevier.   



43                                                  Abd Manaf Mohamad Idris1, Abd. Rahim Romle, 2015 

Australian Journal of Basic and Applied Sciences, 9(14) Special 2015, Pages: 35-44 

Maskell, B., B. Baggaley, L. Grasso, 2011. 

Practical Lean Accounting: A Proven System for 

Measuring and Managing the Lean Enterprise (2nd 

ed.). New York, NY: Productivity Press. 

Massat, C.R., C. McKay, H. Moses, 2009. 

Monkeying around: Use of survey monkey as a tool 

for school social work. School Social Work Journal, 

33(2): 44-56. 

Mathew, J., E. Ogbonna, L.C. Harris, 2011. 

Culture, employee work outcomes and performance: 

An empirical analysis of Indian software firms. 

Journal of World Business.  

McGee, R., A. Rennie, 2011. Employee 

Engagement. London, UK: Chartered Institute of 

Personnel and Development. 

McLagan, P., 2003. Secrets to organizational 

greatness. Consulting to Management, 14(1), 7-11.  

McNeill, P., S. Chapman, 2005. Research 

methods. (3rd ed.). New York, NY: Routledge, 

Taylor & Francis Group.  

Meduna, M.J., 2009. An examination of 

communities of practice on leadership capacity and 

organizational functioning: A case study [Abstract] 

(Unpublished doctoral dissertation). Indiana State 

University, Terre Haute, IN. Available through 

ProQuest Dissertations and Theses database (AAT 

3358457)  

Messner, M., 2009. The limits of accountability. 

Accounting, Organizations and Society, 34: 918–

938.  

Milman, A., 2003. Hourly employee retention in 

small and medium attractions: The Central Florida 

example. Hospitality Management, 22: 17–35.   

Morgan, S., 2008. Natural Resources. Mankato, 

MN: Evans Brothers. 

Morse, L.C., D.L. Babcock, 2010. Managing 

Engineering and Technology. Upper Saddle River, 

NJ: Prentice Hall Pearson Higher Education Inc.  

Murphy, K.R., C.O. Davidshofer, 1988. 

Psychological testing: Principles and applications. 

Englewood Cliffs, NJ: Prentice-Hall.  

Nijssen, E.J., S.P. Douglas, 2008. Consumer 

world-mindedness, social-mindedness and store 

image. Journal of International Marketing, 16(3):  

84–107. 

Nink, M., K. Welte, 2011. Die Mitarbeiter an 

Veränderungen beteiligen [Involving employee in 

change]. Personalwirtschaft [Human Resources].  

Niven, P.R., 2006. Balanced scorecard step-by-

step: Maximizing performance and maintaining 

results. (2nd ed.). Hoboken, NJ: John Wiley & Sons, 

Inc. 

Nunnally, J.C., 1978. Psychometric theory. (2nd 

ed.). New York, NY: McGraw-Hill.  

Parmenter, D., 2010. Key performance 

indicators (KPI): Developing, implementing, and 

using winning KPIs . (2nd ed.). Hoboken, NJ: John 

Wiley & Sons, Inc. 

Peters, M., 2007. Employee Engagement: A 

Research Snapshot. (pp: 1-2) Retrieved from Cross 

Government Research Policy and Practice Branch, 

Office of the Chief Information Officer, Ministry of 

Labour and Citizens' Services, Government of British 

Columbia, Canada Pfau, B., & Kay, I. (2002). The 

human capital edge. New York: McGraw-Hill.  

Phillips, J.J., R.D. Stone, P.P. Phillips, 2001. The 

human resources scorecard: Measuring the return 

on investment. Woburn, MA: Butterworth-

Heinemann, Elsevier. 

Phillips, M.W., 2004. Employee recognition in 

dietetics. Business of Dietetics, 104(4): 528-530.  

Poser, G., D. Bloesch, 2002. Economic surveys 

and data analysis. Paris, France: OECD Publishing. 

Punch, K.F., 2003. Survey research: The basics. 

London, UK: SAGE Publications Ltd. 

Redman, J., 2011. A development program to 

improve leadership capability and employee 

engagement. Strategic HR Review, 10(6): 11-18.  

Richardson, G.L., 2010. Project management 

theory and practice. Boca Raton, FL: Auerbach 

Publications.  

Richardson, T., L. Ampt, A. Meyburg, 1995. 

Survey methods for transport planning. Melbourne, 

Australia: Eucalyptus Press.  

Richman, A., 2006. Everyone wants an engaged 

workforce: how can you create it ? Workspan, 49(1): 

36-39. 

Robinson, D., S. Perryman, S. Hayday, 2004. 

The drivers of employee engagement (Rep. No. 408). 

Brighton, UK: Institute for Employment Studies. 

Rothbard, N.P., 2001. Enriching or depleting? 

The dynamics of engagement in work and family. 

Administrative Science Quarterly, 46: 655-684. 

Rubenstein, A.H., 2009. The five decades-long 

development of an engineering manager and the field 

of engineering management. Engineering 

Management Journal, 21(3): 36-37.  

Saks, A.M., 2006. Antecedents and 

consequences of employee engagement. Journal of 

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

Sanborn, P., R. Malhotra, A. Atchison, 2011. 

Trends in global employee engagement. Aon Hewitt.  

Sanchez-Burks, J., 2005. Protestant Relational 

Ideology: The cognitive underpinnings and 

organizational implications of an American anomaly. 

Research in Organizational Behavior, 26: 265-305. 

Sand, T., J. Cangemi, J. Ingram, 2011. Say 

again? What do associates really want at work? 

Organization Development Journal, 29(2): 101-107. 

Schaie, K.W., P.B. Baltes, 1975. On sequential 

strategies in developmental research: Description or 

explanation? Human Development, 18(5): 383–390.  

Schwartz, T., 2010. Six secrets to creating a 

culture of innovation. Harvard Business Review.  

Shah, R., S.M. Goldstein, 2006. Use of 

structural equation modeling in operations 

management research: Looking back and forward. 

Journal of Operations Management, 24: 148–169.   

Sharma, P.N., K.H. Kim, 2012. A comparison of 

PLS and ML bootstrapping techniques in SEM: A 



44                                                  Abd Manaf Mohamad Idris1, Abd. Rahim Romle, 2015 

Australian Journal of Basic and Applied Sciences, 9(14) Special 2015, Pages: 35-44 

Monte Carlo study. University of Pittsburgh. 

Retrieved June 10, 2012. 

Shaw, K., 2005. An engagement strategy process 

for communicators. Strategic Communication 

Management, 9(3): 26-29. 

Sheehan, K.B., 2001. E-mail survey response 

rates: A review. Journal of Computer Mediated 

Communication, 6(2).  

Siegel, A.F., 2011. Practical business statistics. 

(6th ed.). Burlington, MA:Academic Press. 

Simon, N.K. Schuster, Malhotra, 2010. Review 

of marketing research. Bingley, UK: Emerald 

Publishing Group.  

Smith, J.L., 2010. The rules of employee 

engagement: Management needs to take action to 

improve employee engagement. Quality, 49(6): 16.  

Snipes, R.L., S.L. Oswald, M. LaTour, A.A. 

Armenakis, 2005. The effects of specific job 

satisfaction facets on customer perceptions of service 

quality: an employee-level analysis. Journal of 

Business Research, 58: 1330-1339.  

Speculand, R., 2003. Getting employees behind 

strategy. Strategic Communication Management, 

10(2): 5-6. 

Stone, R.D., 2008. Aligning training for results. 

San Francisco, CA: Pfeiffer, John Wiley & Sons, Inc. 

The Economist, 2011. Guide to economic 

indicators: Making sense of economics. (7th ed.). 

Hoboken, NJ: John Wiley & Sons, Inc. 

Truss, K., E. Soane, C.L. Edwards, K. Wisdom, 

A. Croll,  J. Burnett, 2006. Working life: Employee 

attitudes and engagement 2006. London, UK: 

Chartered Institute of Personnel and Development.  

Tutz, G., 2011. Regression for categorical data. 

Cambridge, U.K.: Cambridge University Press. 

Ulrich, D., 1998. Intellectual capital = 

competence x commitment. Sloan Management 

Review, 39(2): 15-26. 

Van Rooy, D., D. Whitman, D. Hart, S. Caleo, 

2011. Measuring Employee Engagement During a 

Financial Downturn: Business Imperative or 

Nuisance? Journal of Business and Psychology, 

26(2): 147-152.  

Venaik, S., D.F. Midgley, T.M. Devinney, 2005. 

Dual paths to performance: The impact of global 

pressures on MNC subsidiary conduct and 

performance. Journal of International Business 

Studies, 36(6): 655–675. 

Vinzi, V.E., W.W. Chin, J.W.H. Henseler, 2010. 

Handbook of partial least squares: Concepts, 

methods and applications. Heidelberg, Germany: 

Springer.  

Vlcek, Jr., D.J., 1987. Organization strategy: 

decentralization: what works and what doesn't. The 

Journal of Business Strategy, 8(2): 71. 

Wagner, R., J.K. Harter, 2006. 12: The elements 

of great managing. New York, NY: Gallup Press. 

Wang, G.G., D.R. Spitzer, 2005. HRD 

measurement and evaluation: Looking back and 

moving forward. Advances in Developing Human 

Resources, 7(1): 5-15. 

Welbourne, T.M., H.M. Neck, G.D. Meyer, 

1998. Getting past the “entrepreneurial growth 

ceiling”: A longitudinal study of IPO firm growth 

through solution driven strategies (CAHRS Working 

Paper No. 98-08). Retrieved from Cornell University, 

School of Industrial and Labor Relations, Center for 

Advanced Human Resource Studies.  

Wells, C.M., C.R. Maxfield, B. Klocko, L. Feun, 

2010. The role of superintendents in supporting 

teacher leadership: A study of principals' 

perceptions. Journal of School Leadership, 20(5): 

669-693. 

Williams, J.H., 2008. Employee engagement. 

Professional Safety, 53(12): 40-45. 

Wilson, J.F., 2003. The crucial link between 

literacy and health. Annals of Internal Medicine, 

139(10): 875-878.  

Wintner, S.L., 2010. 10 key financial 

performance indicators for architecture and 

engineering firms.  

Woodruffe, C., 2006. From „Whatever‟ to „My 

pleasure‟: How can employers increase 

engagement? In G. Aitken, N. Marks, J. Purcell, C. 

Woodruffe, & D. Worman, Reflections on Employee 

Engagement (pp: 8-10). London, UK: Chartered 

Institute of Personnel and Development.  

 

 

 

 

 


