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Abstract Employee engagement is a major problem in a private sector in Malaysia. This problem needs to be addressed
urgently in order to cope with the uncertainty of turbulent industry condition. This paper attempts to determine the
antecedents of employee engagement such as job autonomy, strategic attention, role benefit and goal setting in private sector
in Malaysia. A survey method was used to collect 204 responses from private sector employees in Malaysia which are
engaged in telecommunication, finance, IT, property and plantation. The result of the regression analysis has shown
tremendous outcome indicated that job autonomy, goal setting and role benefit had significant effect on employee
engagement in private sector industries. This study has given an important role to the organization in developing strategy for
their human resource development to enhance productivity and reducing cost of hiring new emp loyees.
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1. Introduction

Employee engagement has received a great deal of
attention in the last decade in the popular business press and
among consulting firms and the practitioner community.
They claim employee engagement is a new human resource
practice that business organizations can use in order to cope
with the uncertainty of turbulent industry conditions.
However, in the academic community, the concept remains
new, and therefore, the concept require rigorous seminal
studies to validate it. Given that practical interest in work
engagement has outstripped the currently available research
evidence, fundamental questions, like how it can be
increased and how and why it benefits individuals and
organizations, still require answers.

This empirical research aims to attempts to determine by
introducing goal setting into the antecedents of autonomy,
strategic attention and role benefit would further increase
employee engagement. For future study, it will serve as
mediator to increase employees’ innovative behavior.

The study designed to explore employees from private
sector industries i.e. telecommunication, finance, IT,
property and plantation in Malaysia. In accordance with the
purpose and objectives of the study, 4 hypotheses were
proposed based on several theories: Kahn's three
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psychological conditions theory, job demands-resources
model, social exchange theory, and conservation of
resources theory.

Given that employee engagement is an important current
issue for private sector industries ie. telecommunication,
finance, IT, property and plantation in Malaysia, the findings
should provide the private sector industries with a more
complete picture of how employee engagement will drive the
overall productivity and profitability of an organization.

2. Literature Review

Employee engagement is a management concept that
determines how involved and enthusiastic an employee is on
his work that he creates a positive influence on his
co-workers that would further enhance the interest of their
workplace. Scarlett Surveys International suggests that
management is perceived to have control in shaping the
attitude and emotional state of their employees and
managing this perception would bring about positive
experiences that can simulate the intrinsic desire for greater
work performance.

Employee Engagement as a research is not new. Many
studies were carried out in the past covering a wide spectrum
of contributors and predictors. Notable recent studies include
Natti et al (2011), Prabhakar (2011), Chughtai & Buckley
(2011), Saks & Gruman (2011) with the latest conducted by
Anaza & Rutherford in 2012. These studies were mostly
concentrated in Europe and North America with a few
contributions from Australia covering industries ranging
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from Finance, Telecommunication, Education to Medical
and Tourism industries.

In these studies, the authors have considered employee
engagement as a process supported by a range of factors
including communication, empowerment to make decision
and supervisory support and not just the tangible reward
factors. Saks (2006) in his research said that the Social
Exchange Theory (SET) in its theoretical foundation explain
the different level of engagement found in work places and
organizations. In terms of Kahn’s (1990) definition, the
obligation by employees in involving themselves more
deeply in their roles within the organization depends on the
resources that they received from their organization. In this
context, when the organization does not provide these
resources, it is highly likely that the employees withdraw and
disengage themselves from their role.

At the local front, a study was previously carried by
Shahril (2010) on Employee Engagement in Malaysia’s
Education. In his research, he posited that communication,
career development and rewards & recognition are
determinants towards an increase in Employee Engagement.
His findings showed a positive significant relation between
Rewards & Recognition and Employee Engagement which
supported the hypothesis that Rewards & Recognition and
Employee Engagement are directly related. In addition,
Rewards & Recognition is a strong predictor for Employee
Engagement.

Base Models’ Past Studies Hypotheses

Slatten & Mehmetoglu (2011) has in their study
demonstrated the effect of the employee engagement on
innovative behavior. The study further revealed that there is
an exp licate connection between perceived role benefit and
engagement the point to individual employee perceptions of
career opportunities and professional visibility. The study
considers job autonomy as the freedom and independence
that linked to employee engagement. Finally, they posited
that before a strategy can be achieved the promised results, a
close link between strategy as a plan and strategy as an act is
vital. These hypotheses are transposed graphically as follow:

H2

Innovative
Behavior

Employee
Engagement

Strategic
attention
Role benefit

Medlin & Green (2009) in the study on Employee
Engagement posited that effective goal setting is a driver of
individual performance. There was significant evidence that
suggest employees with high levels of optimism tend to
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perform at a higher level than other employees. The
evidence also shows that engaged employees are
performing at a higher level compare to those who are not
engaged. This established a close relationship between the
two constructs as illustrated below:

Goal
Setting

Employee
Engagement

Workplace
Optimism

3. Methodology

3.1. Designed of Research Framework

This study has designed a new theoretical framework
developed frompast research studies conducted by Slatten &
Mehmetoglu (2011) and Medlin & Green (2009). The
underpinning research framework from Slatten &
Mehmetoglu (2011) has been upgraded by adding a new
antecedent variable of Goal Setting from Medlin & Green
(2009) beside the other antecedent variables of Job
Autonomy, Strategic Attention and Role Benefit. These
research frameworkhypotheses were positively related to the
Employee Engagement according to the past research studies
(Figure 1).

This study is evaluated to the stage of the Employee
Engagement only, even though past studies from Slatten &
Mehmetoglu (2011) and Medlin & Green (2009) were
researching further up to the Innovative Behaviour and
Individual Performance perspectives.

Theoretical Framework

Goal Setting

Job Autonomy

H3
Strategic
Attention
H4
Role Benefit

H1: Goal setting is positively related toemployee engagement

H2: Job autonomy is positively related to employee engagement

H3: Strategic attention is positively related toemployee engagement
H4: Role benefit is positivelv related to emplovee enzagement

Employee
Engagement

Figure 1. Theoretical Framework

3.2. Structured Survey

The survey data related to this study were collected from
private sector employees in Malaysia which are engaged in
the business of telecommunication, finance, information
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technology, property and plantation. The employee
involvement was range including theirage, gender, acade mic
qualification, job category and total year of work exprience
levels. Set of questionnaires were structured from the past
research studies from Slatten & Mehmetoglu (2011), Medlin
& Green Jr (2009), King (2010), Taipale & Selander
(2011),Vanam (2009) and Saks (2006). These set of
questionnaires were evaluated and validated its readability
and understandability by the authors, but some questions
have been modified slightly to fit the aims of this study.
This structured survey consists of two main sections

Strategic Attention (Cronbach’s a. = 0.885)

I am conscious about doingmy job in line with the company’s
vision & aim

5 The management has informed about the company’s vision and
aim

3 Company communicates the importance of my role in the vision
& aim promise

4 Put in extra effort beyond what is expected to make the
company’s successful

5 Pass on knowledge of vision & aimto new employees

which is Section A, respondent background (5 characteristics) Role Benefit (Cronbach’s .= 0.845)

and Section B, set of questionnaires (29 questionnaires) from
the sub-section of Company Goal Setting, Job Autonomy,
Strategic Attention, Role Benefit & Employee Engagement.
In Section A, respondent has to answer about their
socio-demographic characteristics including age, gender,
level of education, job category and total year of work
experience by selecting the appropriate boxes. While in
Section B, the prospect respondent has to respond to a
seven-point of Likert-type scale for all questionnaires. These
measures were anchored at (7) strongly agree and (1)
strongly disagree.

3.3. Analysis Methods

Each item is checked for its reliability (Cronbach Alpha).
These items are further analyzed using descriptive statistics.
Multi-Collinearity among the variables is checked and tested
using Variance Inflation Factor (VIF) from collinearity
diagnosis. Step-Wise Multiple Regression technique is used
to identify the significant of independent variables
influencing employee engagement. The summary reliability
results in Table 1 shows that the overall Cronbach Alpha
values are above 0.6 for all measures indicating acceptable
internal consistency and reliability (Nunnally, 1978).

Goal Setting (Cronbach’s o.= 0.877)

1 | Individual are rewarded based on the accomplishment of goals

2 | I am taught howto set effective goal

All my goals are specific, measureable, attainable, realistic and
timely

I am giventhe necessary tools and support to accomplish my
goals

Job Autonomy (Cronbach’s o. = 0.935)

1 I have freedomto make decision that relateto my job

2 My work allows meto plan my tasks

3 I am ableto decide myself how to execute my work

4 A lot of freedom in the execution of my work

5 The opportunity to decide myself the order of my work

6 I have a great deal of freedom forhowI can goabout doingmy
job

7 I get encouragedto solve different tasks single handed

This job is a “springboard” for my future career

The job gives me an opportunity to show my skills
I know exactly what is expected of me
Explanations are clear of what hasto be done

I know what my responsibilities
I feel certain about howmuch authority I have
Clear, planned goals and objectives exist for my job

BN Ko N RO SNy RUST § O R F

Engagement (Cronbach’s o. = 0.885)

1 The jobI have makes me enthusiastic

2 | I view my job as being meaningful

3 I like to work intensely

4 I often become absorbed in the jobI am doing

5 The job gives me energy

6 I persevere when I encounter challenges

Figure 2. Measurement Scales
Table 1. Summary Reliability Coefficient
Realibility
Variable Name N |Noofitem| MMean | Std. Deviation | (Cronbach’s Alpha)
(Abova 0.80)
X1: Goal Setting 204 4 44069 1.13358 0.877
X2: Job Autonomy 204 7 44517 121316 0.933
X3: Strategic Attention | 204 3 43108 1.08008 0.883
X4: Role Benefit 204 7 4.8093 0.84802 0.843
Y: Engagement 204 6 47908 0.81673 0.885
4. Results

FromTable 2, data were collected from 204 employees as
valid responses fromselected private sectors in Malaysia by
the way of random proportionate sampling method. The
sample consisted of 54.4% of female and 45.6% of male
respondents. It was covered at the level of age between 25 to
35 years was 38.7%, 35 to 44 years (28.4%), below 25 years
(16.75%), 45 to 54 years (14.7%) and above 55 years was
1.5%from the total characteristic of age. Moreover, degree
holders are the highest respondents by 46.6% followed by
diploma (34.3%), secondary (9.3%), master (8.8%) and PhD
(1%) from the total characteristic of academic qualification
and most of them are from executive level by 59.8%,
managerial (23.0%) and non-executive was 17.2%.
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Respondents with the work experiences from 2 to 5 years
were among the highest contribution by 28.9% to the survey
followed by more than 10 years (26.5%), 6 to 8 years
(23.0%), below 2 years (12.7%) and 8 to 10 years was 8.8%.

Table 2. The Profile of Respondents (N=204)

Demographics Frequency| Valid Percent
Gender:
Male 93 45.6
Female 111 54.4
Age:
Below 25 34 16.7
25 to 34 years 79 38.7
35 to 44 years 58 284
45 to 54 vears 30 147
55 and Above 3 1.5
Education:
Secondary level 19 23
Diploma 70 343
Bachelor Degree 95 46.6
Master 18 8.8
PhD 2 1
Job Category
Non Executive 35 17.2
Executive 122 5
MNanagement 47 23
Years of Experience
Less than 2 years 26 12.7
2 to 5 vears 59 28
6 to 8 vears 47 23
8 to 10 vears 18 8.8
Greater than 10 years 54 26.5

Regression analysis method was used in the analysis ofthe
data and subsequently be used to validate the framework
hypothesis. The SPSS version 20 was used to analyze and
examine this study suggested model framework. Apparently,
the reliability test of Cronbach’s Alpha show all variables
were above the scale of 0.6 which indicated sufficiently
reliable internal consistency.

Results of hypothesis testing showed that we have to drop
the independent variable i.e. strategic attention as it fell
below the total variance required to be considered as a factor
during Factor Analysis. The other three (3) independent
variables ie. Job Autonomy, Goal Setting and Role Benefit
positively influence Employee Engagement (Figure 3).

Revised Framework

Goal Setting
H1
t=15991, p<000

Job Autonomy H2

t=5.952,p<0.00

Employee
Engagement

H3

t=4.927, p<0.00
Role Benefit

H1: Goal setting is positively related to employ:
H2: Job y is positively related to employ
H3: Role benefitis positively related to employee engagement

Figure 3. Revised Framework
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The correlation results exhibited in Table 3 shows a

relative significant correlation between all variables
examined.
Table 3. Correlation Matrix Table
Variable Name Y1 X1 X2 X3
Y1: Engagement 1.00 0262+ 0217%* | 0.704**
X1: Job Autonomy 0262%* '1 00 0.818 0.676
X2: Role Benefit 0217** ' 1.00 0.740
X3: Goal Setting 0.704** 1.00

**_ Correlation is significant at 0.01 level (2-tailed)

Table 4.

Sep-Wise Multiple Regression Influence on Employee
Engagement

Regrassion Analysis

Coefficients®
Model Unstandardized Coefficients | Standardized 1 Sig. Collinearity Statistics
Coefficients
B Std. Error Beta Tolerance VIF

(Constant) 4791 036 133502 000

; JobAutanomy 214 036 262 5952 000 1.000 1.000
RoleBenefit 117 036 21 4927 000 1.000 1.000
Goalsetting 575 036 704 15991 000 1.000 1.000

a. Dependent Variable: Engagement
Adjusted R2=0.606 N =204

From Table 4, multiple regression results indicate that
three (3) independent variables are significant predictors of
emp loyee engagement. From Table 5, The R Square result is
0.612 which means approximately 61% of the variance of
Employee engagement accounted by the model.

Table 5. R Square

R Square
Model Summary®
Model R R Square Adjusted R Std. Error of the
Square Estimate
1 7822 612 (G606 51255

a. Predictors: (Constant), Goalsetting, RoleBenefit, JobAutonomy
b. DependentVariable: Engagement

5. Limitation of Research

Only few independent variables were considered in this
study, although we can contribute with the other independent
variables such as reward & recognition, job resources, trust
in supervisor & job characteristic fromthe past studies.

Survey collected only 204 respondents which was covered
the small amount of employees in private sector compared
with the 9thMalaysian Plan projection 2010 of sector in
Agriculture, Finance, Insurance, Real Estate, Business
Services, Transport, Storage & Communications is about 2.9
million employees.
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6. Discussion

The study attempts to examine the relationship between 4
antecedents of employee engagement in private sector. After
the factor analysis conducted, it has been determine that only
3 antecedents to be examined with employee engagement.
The conceptual underpinning used is the theory of planned
behaviour (Icek A jzen, 2006)

The study supported the following 3 hypotheses:-

1) Autonomy important as it allows employee a freedom
and independence in making the decision. This eventually
will increase employee engagement in tandem with higher
level of job autonomy.

2) For goal setting, the study shows a significant
relationship between the construct goal setting and employee
engagement, which this means a higher level of employee
engagement compare with those employees who are not
given the goal setting.

3) For role benefit , the employee who given the trust to
carry out the duties hence to achieve a higher level of
engagement that ultimately benefits the whole organization

The variance on gender for all constructs show a higher
male variance in comparison with the female employees. It
also shows the male employees have higher involvement in
the office setting compared to female employees.

The more seniority of an employee is the more engaged
the employee has with the company.

Descriptives

Engagement

95% Caonfidence Intarval for
Mean

N Nean | Std Deviation | Std. Error | Lower Bound
Below 25 34| 44314 1.07082 18364 4.0577
2510 34 years 79| 47869 60089 06761 4.6523
3510 44 years 58 48305 91473 12011 45899
4510 54 years 30 5.0611 66592 12158 48125
5 and Above 3 55000 57735 33333 4.0658
Total 204 47908 81673 05718 4.6781

UpperBound | Minimum | Maximum
4.8050 233 6.00
49215 367 6.50
50710 300 6.50
5.3008 333 6.00
6.9342 483 583
4.9036 233 6.50

-

The level of academic qualification of an employee also
determines an increase of his engagement in the company.

Engagement

5% Confidence Intenval for
llean

N Mean | 5td. Deviation | Std. Emor
Secondary 19 46316 90366 | 20731
Diploma 0| 47786 89883 | 10707
Degres 95 | 4.6930 72824 | 07472
Master 18 54074 54600 | 12660 51359 56789 450 6.33
PhD 1| 58 00000 | 00000 58333 58333 583 583
Total 04 | 47908 B1673 | 05718 46781 49038 233 650

LowerBound | UpperBound | Minimum | Maximum
41960 5.0671 300 6.50
45650 49922 233 567
45048 18413 183 650

7. Suggestion for Future Research

One of the considerations for future research should be
given to extending the current study to include using
Employee Engagement as the mediator between the
antecedents of Work Autonomy, Role Benefit, Strategic
Attention and Goal Setting, and the impact it has on the level

of Innovative Behavior. This would allow us to further
understand the motivation of individuals in exhibiting
innovation in their work place given the right factors that
drive those behaviors.

The findings could not be generalized for the whole of
Malaysia because it was only conducted in selected area in
Klang Valley and only a few participants of the survey from
outside Klang Valley.

This model has shown some interesting findings which
could be applied for utilization in research on a bigger scale
to include the whole of Malaysia.

8. Conclusions

The employee engagement was a major problem in private
sector in Malaysia. The purpose of the study was to
determine relationship between the dependent variables i.e.
emp loyee engagement with the independent variables such
as goal setting, job autonomy and role benefit. Multiples
regression was used to determine the relationship between
the dependent variable and independent variables.

This study has established three direct causal effects:

1. Goal Setting is positively significant effect to the
Employee Engagement;

ii. Job Autonomy is positively significant effect to the
Employee Engagement and

iii. Role Benefit is positively significant effect to the
Employee Engagement.

In conclusion, this study has given an important role to the
organization i.e. private sector in Malaysia on how to
develop strategy in relation to their emp loyee job satisfaction.
Increases in the employee job satisfaction will enhance
employee and organization productivity and furthermore
decreased in expenses of hiring new employee. Higher
productivity and lower company expenses will increase in
company profits and also the government income in taxation.
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