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ABSTRACT

Educational researchers contend that high-quality, sustaining teachers are critical to
student success. However, few policymakers agree on the best way to improve teacher
quality. Researchers outside of education found associations between employee
engagement and organizational commitment, which suggests that improving teacher
work engagement, may potentially improve teacher productivity. Engagement
theories framed this Correlational study; the Job Demand-Resources (JD-R) model,
the social exchange theories and Meyer and Allen’s organizational commitment
theory. These theories contributed to examining relationships between teacher work
engagement and their organizational commitment. This study investigated the levels
of engagement and commitment, their relationships and the influence of the
biographic variables (age, gender, tenure and marital status) on these key dimensions.
The study was undertaken on a sample of 420 (95% response rate) teachers, drawn using the
simple random sampling technique (straightified sampling) from twenty universities situated
in Rawalpindi/Islamabad, Pakistan. Data was collected using questionnaires. The
psychometric properties (validity and reliability) of the questionnaire were assessed using
Cronbach’s Coefficient Alpha. Quantitative data were analyzed using both descriptive and
inferential statistics. SPSS was used to analyse the data in order to answer the study's original
questions. Understanding Data Analysis Inferential Results In this study, the researcher uses
IBM Statistical Package for Social Science (SPSS) version 26 to analyse data using
descriptive and inferential statistics. Inferential statistics such as the t-test and Pearson
correlation coefficient (r) are used. There were moderate levels of employee engagement as
well as organisational commitment. This study indicates that there are significant
relationships among the sub-dimensions of employee engagements (vigour, absorption,
dedication) and commitment (affective commitment, continuance commitment, normative
commitment) respectively. Significant differences, based on the biographical profiles of
employees, relating to employee engagement and organisational commitment, were noted.
According to the conclusion of the study, there is a link between teachers' work engagement
and organisational commitment, and university managers must be completely conscious of the
impact of this link on the overall rating of their institution. University administrators may
assess whether a variety of incentives to improve teachers organisational commitment are
suitable. As a result, the researchers recommended that teachers regularly assess their own
performance and provide feedback to university administrators if they have any suggestions
for university management. Teachers can help university executives understand teachers'
perspectives in this way, allowing them to better build university management programmes.
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CHAPTER1

INTRODUCTION

Organizations all around the world are working hard to address issues about their
workers' job engagement in order to create an ideal, supportive, and inclusive climate
that addresses all areas of employee well-being. Employee happiness is embodied in
the actual cornerstone of organisational effectiveness is organisational commitment,
which is the backbone of any organization (Bhattacharya, 2015). Neumark, Johnson,
and Mejia (2013) found that Organizations are currently confronted with the issues of
controlling organisational culture in terms of organisational commitment and
generating a synergistic environment. Universities and higher education institutions
provide intellectually capable and professionally sound human resources to societies.
Culture is defined as a way of life by educational stakeholders such as teaching
faculty, board of directors, administrative and support staff, and even students, who
define it as a set of values, beliefs, traditions, conventions, and practises
communicated orally and nonverbally by the stakeholder (Bana, 2019) in order to
strengthen the link between it and organisational commitment.

In terms of organisational culture, understanding and managing is essential.
The success of an institue, and well-being of its employees, employee work
engagement, and its efficacy are all dependent on organisational commitment. The
human side of business, such as employee work engagement, is seen as vital to
organisational commitment in today's environment (Teri & Sabater, 2014). Employee
well-being, employee work engagement, job satisfaction, and organisational
commitment have all been shown to be positively linked (Teri & Sabater, 2014;
Timms & Brough, 2013). As a result of previous research, it has been concluded that

positive, supportive, and adaptive organisational commitment leads to employee work
1



engagement, organisational success, Unadaptive, discouraging, and apathetic
organisational commitment, on the other hand, has unpleasant and negative
consequences for the organisation as a whole, as well as the status of its employees'
job engagement (Egwuonwu, 2019)

Universities principally but expertly equip societies in a variety of ways,
including by providing qualified labour, supporting scholastic and research-based
learning activities, and supporting to the social, economic, and social well-being of
society members, among other things. As a result, it is critical to know and understand
university organisational culture in order to improve employee work engagement and
organisational commitment. Recognizing, supporting, and humanising university
employee well-being is one of the greatest and most effective ways to solve this
challenge. Due to cultural diversity, fragmented and chaotic society, and the fluid
character of corporate cultures, managing and improving organisational commitment
and employee job engagement has become a problem for all stakeholders at
universities (Riketta, 2019; Solinger, 2018).

So, the current study evaluate and investigate the organisational commitment
and state of work engagement of its employees at universities in Pakistan, take into
consideration the previous mentioned situations in perspective of the significance of
organisational commitment and workers' level of job engagement. The Higher
Education Commission (HEC) has already begun to work on higher education growth
through university/degree awarding institution rankings (DAIs).

Overtime, organizational researchers have shown interested in work-related
Constructs that may contribute to positive employee outcomes such as productivity,
and efficiency. Increased interest has led researchers to seek multiple paths in which

work engagement could improve job performance. Despite interest on the topic of



engagement, educational researchers have too rarely turned to organizational behavior
research to learn about school improvement. Also there are few studies that examine the
organisational commitment and work engagement of university personnel from a Pakistani
viewpoint. As a result, the goal of this study on university teachers' organisational
commitment and job engagement is to add value and expose the purpose of higher education
development and research.

Lastly, despite an increasing interest in the topic of work engagement in
educational institutions, there is a gap in the literature on teacher work engagement.
One reason for this deficit may be the perception that engagement in schools refers to
student engagement with learning activities. However, a limited number of
educational leaders may be aware of the academic discussion of work engagement
and how it relates to employee quality. Increased concern over the lack of teacher
quality in education and demand for greater accountability has created a need to
develop new strategies to improve instructional quality, possibly by increasing teacher
job satisfaction. Therefore, this study adds to the limited amount of educational
research on this topic, filling a gap in the organizational and educational literature.

1.0  Rationale of the Study

Work engagement is a positive, fulfilling, and work-related state of mind that
is characterized by vigor, dedication, and absorption The vigor characterized by high
levels of energy and mental resilience, vitality and flexibility during work, and being
determined even in the face of difficulties during work (Bakker, Schaufeli, Leiter, &
Taris, 2018). Dedication is the state in which an individual shows complete
enthusiasm and involvement for work, and there is a practical effort, passion, respect
and challenging task. Absorption means that an individual is deeply focused and
determined engrossed in working, while the time moves rapidly (May, Gilson, &

Harter, 2014). Work engagement is distinguished from related concept like the
3



embeddedness of job (Halbesleben & Wheeler, 2008), workahx;lic and complete
assurance and commitment to organization (Hallberg & Schaufeli, 2006). The general
conceptualization about the work engagement in research is reasonably of a constant
variable because there is a continuous availability of a particular work and
characteristics of an organization (Macey& Schneider, 2018). However, it can be
considered that there are temporary (day to day or weekly) variations in engagement
of work (Sonnentag, 2013). As it is comparatively a new concept, work engagement is
becoming a frequent topic of research extending along a continuum from job
performance. Clearly, the researches in recent times showed that job performance is
increased by work engagement (Hakanen, Bakker, & Schaufeli, 2006). Resources of
the job are considered as interpreter of work engagement, specifically when demands
of jobs are high. The employees that are engaged and have a great wisdom of
strengthen and active relations with the activities of work and they consider them as
capable of dealing with the requirements of their job (Bakker, 2019).

Job performance has significant importance as the employees’ behavior
influences the organizational objectives directly as well as indirectly (Borman &
Motowidlo, 2018). Job performance has been explained well as the generally
predicted significance of the behavior of employees over a specific period. However,
it involves the particular concept of value that behavior is the strength to job
performance and simply explained as what the individuals do and how they perform
their job tasks. Job performance comprises of performing tasks, in-role, contextual, or
extra-role performances. The association among the employee engagement and job
performance is related with the commitment toward the organization. The employees
who were engaged highly with their work and job tasks, they also emphasize on their

physical efforts and the task relevant goals, but they were also rational and



emotionally linked to the organization (Kahn, éOl7). This study observes the
relationship among work engagement and commitment of organization by
performance of teachers in university. Teachers’ performance is principally
contingent on the features of teacher such as based on information, their
accountability and imagination and the characteristics of students such as learning
prospects, theoretical work; teaching features such as structure of a lesson and
interaction; learning factors such as: the organization and management, classroom
phenomena such as atmosphere (Bishay, 2019).

Education is one of the important stages about formation of soceity. As
education is the whole system in which morality, attitude, information and skills are
given. We need institutions for consructing these human being behaviors. To achieve
this this, education system needs an institution (university) and staff (teachers)
(Cubukcu, 2012). University is an institution which was established to give literacy,
basic mathematical skills, abstract formations and opinions to students (Cubukcu,
2012). Teacher is the most important point in every school. Arsal defines that;
“teacher is the member of the occupation who teaches specific subejcts to students
group or single student”. Teachers have role and responsibilities for education
process. If there is a success or failure in an education progress, teachers have additive
on this too (Cubukcu & others, 2012).

Universities are the organization which come together in common goal event
with two or more memberships deliberately coordinated. While there are a lot of
studies about the positive behaviours of employees about organizational commitment,
work engagement topic have been used increasingly in recent years. Work
Engagement has named differently in literature but it defines the opposite meaning of

negative feelings to work. In their studies the writers named the process of integration
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as; Giineser (2007) is being hired ;.ngaj, to Dogan (2002) work connected whole
“heartedly, Balci (2010) work addiction, Turgut (2010) work the doors and Arding,
Polatc1 (2009) work engagement Esen (2011). Work Engagement refers more than the
extent person’s adhering to the job, it is about how much there is, and what is the
esence while doing the job (Dogan, 2002). Employees are integrated their work with
emotional and cognitive functional. Emotional integration of people have the ability
to empathize with colleagues, establish meaningful relationships with managers.
Cognitive integration defines the people with really aware of their mission and roles
(Esen, 2011).

There are a lot of researches about organizational commitment. Yilmaz (2009)
shows there is meaningful relationship between organizational commitments of
teachers and their job satisfactions and their organizational creativities in schools.
Karatag and Giiles (2010) reveal teachers of elemantary school have high job
satisfaction and organizational commitment and emotional factors (time in school,
labour) are effective than others in their researchs. Kayir (2013) compares to the other
levels of emotional commitment to the organization for their commitment size of
school principals has found that higher. Kara (2006) showes that the effect of
demographic variables on organizational commitment. Karapostal (2014) for
variables such as the personal characteristics of gender, marital status, age, according
to seniority variable organizational commitment and transformational, transactional,
reveales that there are significant differences between the leadership recognizes
freedom perception points. Deniz (2014) showes that the teachers in the affiliated
research institutions as the most emotional. Literature has been working on the
integration of the different factors that impact on the work. An (2011) says work

enviroment should be positive for increasing individual’s levels of integration with



work. Karatag and diiles’s research transmitted from Sharma ve Bajpai (2010) shows
us employees who have high job satisfaciton for organization are bounder than
employees who have low job satisfaciton and they can be dangerous for organization.
This research show us organizational commitment is important property for job

satisfaction.

1.1  Statement of the Problem

Work has an important place in human life since it is the basic tool through
which needs are met and the field of activity to which a large part of the day is
allocated. Work engagement is one of the factors that affect an employee’s
performance and productivity at work. Relationships that a teacher builds on trust
with the other internal stakeholders in the school can provide a feeling of engagement
with work. The goal of this study is to take into account organisational commitment
and see how it affects employee work engagement in higher education institutions. On
the basis on which colleges are ranked internationally, employee organisational
loyalty to their universities is undoubtedly always questioned across the world. The
HEC began working on this dimension by establishing a Quality Assurance Division
in Pakistan with the purpose of expanding and taking into account the total
organisational effectiveness of higher education institutions. Only if the culture of
these organisations conforms to and adds value to their employees' job engagement
and organisational dedication would it be possible to secure and establish superiority
and excellence by these universities, which help as a national inspiration. In
accordance with this purpose, the statement of the problem is: the level of
organization in which organisational culture exists influences on employee

organisational commitment and work engagement of an organisation.



12  Objectives of the Research

Following objectives were framed for the current study. The research has been

aimed to:

1.

2.

Investigate the work engagement of the university teachers’ in Pakistan.

Find out the organizational commitment of the university teachers’ in
Pakistan.

Examine the relationship between teacher’s work engagement and
organizational commitment.

Determine the influence of biographical profiles (age, gender, tenure and

marital status) on teachers’ engagement and organizational commitment

respectively.
1.3 Research Hypothesis

Corresponding to its broad objectives, the study has been designed to test the
following research hypothesis:

H1: There is a significant relationship between the sub-dimensions of engagement

(vigour, absorption and dedication) respectively.

H2: There is a significant relationship between the sub-dimensions of commitment

H3:

H4:

(affective commitment, continuance commitment and normative

commitment)respectively.

There exist significant relationships between the sub-dimensions of teacher
engagement (vigour, absorption, dedication) and commitment (affective
commitment, continuance commitment, normative commitment)
respectively.

There is a significant relationship between teacher engagement and

commitment.



HS5: There is a significant relationship in the engagement of teachers varying
in biographical profiles (age, tenure, marital status, gender) respectively.
H6: There is a significant difference in the commitment of teachers varying

inbiographical profiles (gender, age, marital status and tenure) respectively.

1.4  Significance of the Study

The premise that organisational commitment is strongly connected with
employee work engagement and development, primarily on organisational success &
its workers' state of happiness, has been supported by recent as well as early studies
(Ramachandran, Chong, & Ismail, 2015). The present study also goals to contribute to
and improve the body of knowledge in the field of investigating and analysing the
association among organisational commitment & employee work engagement.

Earlier scholars have expressed a strong desire to investigate, examine,
because universities provide society and businesses with a knowledge economy and
competent future workers, and to uncover and comprehend employees' employee
effectiveness to their higher education institutions in examining and understand the
basic assumptions and hypothetical contemplations that underpin organisational
achievement in terms of organisational commitment and employee work engagement
(Gumport, 2017; Tiemey, 2009). Furthermore, specialists are becoming more
interested in researching and analysing the relationship among organisational
commitment and employee work engagement (Ismail, 2015). A few researches have
been directed in Pakistan in the areas of organisational behaviour, Public and private
secondary schools differ in terms of organization, management style, and
environmental amenities (Igbal, 2011), the hypothetical working of Pakistan's higher

educational institutions (Ali, 2005), the superiority of higher education in the public



and commercial sectors (Ullah, 2014), and, most outstandingly, study by Arsha.
However, further research into university organisational commitment and employee
work engagement is required immediately. Other studies have helped to fill up the
gaps in this fact/idea (Ismail, 2015).

Since the establishment of the Higher Education Commission, the utility and
performance of universities, degree-granting institutions, and higher education
institutions have been vigorously contested and scrutinised (Turner, 2010). Higher
education institutions contribute to the nation's quality of life by cultivating a
knowledge economy, a competent future workforce, and polished human capital
capable of coping with the fast-changing and diverse world of the twenty-first
century. As a result, it is critical for Pakistan's public and private institutions to
examine, study, and comprehend this issue in higher education so as to create or
check the relationship between organisational commitment and employee work
engagement. In terms of organisational commitment and employee work engagement
at universities, the current study will deliver a structure for assisting with and
understanding organisational culture. This research will also provide essential
information on the historical and current organisational commitment and employee
work engagement of Pakistan's public and private universities. This research will also
give empirical data on university organisational commitment and employee job
engagement, which will aid institutions in developing policies and increasing
productivity and efficiency. Apart from that, the outcomes of the study will provide
and provide vital guidelines for organisational growth at Pakistan's public and private
universities of HEC in terms of sympathetic, strengthening, as well as enhancing

organisational commitment and employee job engagement.
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1.5  Theoritical Framework

The Job Demand-Resources (JD-R) model (Maslach & Jackson, 1986) and the
social exchange theories (Blau, 1964) were employed to explain the relationship
between employee engagement and organizational commitment. The JD-R theory
assumes that every job is associated with certain physiological or psychological costs
or demands. Job resources on the other hand are the physical, psychological and
organizational aspects of a job that help employees’ complete tasks successfully and
achieve work goals; as those resources provide basic human needs and foster
employee growth, learning, and development (Houkes, Janssen, Jonge, & Nijhuis,
2001). According to the JD-R theory, job resources may buffer the impact of job
demands on the employee (Bakker & Demerouti, 2018). (See Figure 1)

Social exchange theory (Blau) assumes that employees tend to act in ways that
reflects their organizations or managers treatment (Agyemang, 2013). Employees are
motivated to compensate beneficial treatment from the employer by acting in ways
valued by the organization (Agyemang, 2013; Eisenberger, Armeli, Rexwinkel,
Lynch & Rhoades, 2001). An assumption underling the social exchange theory is the
idea of reciprocity where both parties adopt a contingent approach; one parties gives
benefit based on previous contribution by the other party therefore adhering to the

norm of reciprocity and reciprocation of benefit (Coyle-Shapiro & Shore, 2007).
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Source: Based on Baker & Demorouti (2007)
Figure 1. Job Demands-Resources Model.

Saks (2006) proposed a model of the origins and effects of work engagement
using social exchange theory as a theoretical framework. According to Saks, "one
approach for consumers to pay their employer is by their stage of commitment." In
other words, workers will engage to fluctuating degrees as well as in reply to the

assets provided by their company” (Saks, 2006). A vivid illustration of the model is

shown in Figure 2:
Antecedents Emph E nt Consequences
Job characteristics Continuance commitment
)

Job demands Vigor —P| Normative commitment
Dedication

Job resources Affective commitment
Absorption

Figure 2. A model of the antecedents and consequences of employee engagement.
Workers who are vigorously interested in their company may sensation bound
to respond and repay the organisation in some way if these two concepts are
combined (Cohen, 2000). Employees might retaliate against their bosses by
strengthening their commitment to the organisation (Cropanzano & Mitchell, 2005).

As a result, a high-engagement employee is more prospective to be loyal to the
12



company that delivers him with the means he requires to comprehensive his tasks. As
a result, reciprocal exchanges should be favourable.

Combining these two theories, employees who are engaged actively in their
organization may have a feeling of obligation to respond and repay the organization in
some form (Cohen, 2000). One way for employees to repay their organization is to
increase commitment to the organization (Cropanzano & Mitchell, 2005). Hence an
employee with a high level of engagement is likely to be committed to the
organization that provides him with the necessary resources to complete his tasks.
Favorable reciprocal exchanges are thus expected.

1.6  Conceptual Framework of the Study
This study was guided by the conceptual framework illustrated in Figure 3.0

below.

Employee engagement

Organicational commimment
Vigour
Affective commutment
R T
Absorphion
bs Continuance commitment
Dedication

Nonnative commtment

Buographical profiles

(Age. gender. tenure.
marital status)

Source: Self conceptualisation by the Researcher
Figure 3.0 conceptual framework on the relationship between employee

engagement and organisational commitment
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Figure 3.0 shows the conceptual framework which guided the study in
assessing the relationship between employee engagement and organisational
commitment. In this research, as shown in the conceptual framework, there are three
sets of variables were investigated. The independent variable in this conceptual
framework was employee engagement (with the sub-dimensions of vigour,
absorption, dedication) while the dependent variable was organisational commitment
(with its sub-dimensions being affective, continuance and normative). Additionally,
the moderating variable in this framework relates to the biographical profiles (age,
gender, tenure, marital status) which have a strong contingent effect on the
independent and dependent variable relationship.

1.7  Delimitations of the Study

Due to time constraints, mobility, and a lack of financial resources, the survey
was delimited to teachers from HEC-accredited universities in the twin cities of
Islamabad and Rawalpindi.
1.8 Limitation of the Study

There is no research without limitations. Although caution was exercised in
the structure of this research topic, this study was subjected to some limitations. The
following are the limitations that the researcher encountered in the study.

To start with, the primary limitation of this study was self-reporting, which
introduced an unknown amount of bias. Also, universities vary in terms of their
location, goals as well as the structure and magnitude of the work force (teachers). As
this study was focusing on the population of teachers in universities in twin cities in
Pakistan, the results are only specific to the teachers in universities. Therefore, the

outcome of this study cannot be generalised to other sectors such as schools. Also,
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some of the teachers were reluctant to take part in the' study for fear that the
information will be shared with management.
1.9  Operational Definitions

Work Engagement: "A good, achieving, and in-service state of cognizance
distinguished by vigour, commitment & immersion" is how work engagement is
defined (Schaufeli & Bakker, 2009). Engagement is a more permanent and extensive
affective-cognitive state that is not centred on somewhat specific purpose, activity,
person, rather than being a temporary and specialised state. When working, vigour is
defined by higher stage of motivation flexibility, or a readiness to put out effort and
persistence in the face of adversity. Dedication is characterised as a deep interest in a
perception of importance in one's work, as well as passion, inspiration, pride, and a
sense of challenge. Absorption is defined as "When time flies quickly and it is
difficult to separate oneself from work, one is totally engaged and enthusiastically
interested in one's task." It was calculated using the Utrecht Work Engagement Scale
for the purposes of this study (UWES).

Organizational Commitment (OC): Organizational commitment can be
divided into three categories, according to Meyer and Allen (1997): emotive,
continuous, and normative. As a result, Affecive orientation toward the institution,
understanding of the expenses of leaving the organisation, and an ethical duty to
stay are all examples of commitment. Employees' emotional commitment to the
organisation, as well as their identification with, interest with, Organizational
Commitment is the combination of obligation and involvement in the organisation.
Workers' emotional commitment to the organisation, as well as their identification
with, interest with, and involvement in the organisation, is referred to as

Continuance Commitment (CC). The term "Normative Commitment" refers to a
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staff member's sense of commitment. or devotion to the company. The
Organizational Commitment Scale of Allen and Meyers (1991, 1993 & 1997) was
utilised to calculate it for this study (TCM) which is most widely used
questionnaire in different studies and free of cultural bias ( Hong Kong enterprises
Lam (1998) , Tolentino (2013), Kanning and Hill's (2013), Al-Yami, Galdas, and
Watson (2019), Liou, Tsai, and Cheng (2013), Thakre & Mayekar (2016),
T.N.Tok, B.Cagr: San (2018), Rani et al. (2020) ).

This research data collection tool is divided into three pieces. Vitality (high
energy level and mental vigour), commitment (inspiration, passion, pride, and high
battling emotion for starting new job), and absorption are three subdimensions of
work engagement, according to studies (concentrating, losing track of time).
Normative commitment (individuals who believe their work is their obligation),
contunity commitment (the belief that if he left his job, he would have less options),
and emotional commitment are three subdimensions of organisational commitment
(adopting values, goals).

Affective Commitment (AC). Employee’s commitment in which they feel
and embrace the goals, value and purpose of the organization within the same
proportion. All employers dream people who have high emotional commitment
because they are really devote oneself for organization and they have good moral
Bayram (2005).

Continuity Commitment (CC). Employees’ awareness of the cost in case
they leave the work. Employees who are growing commitment to the organization as
a result of their investment. A person who sustained organizational commitment has
the idea would be to have fewer choices in the separation of organization. Some of

these people remain in the organization because they can not find another job.
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Somebody more than love c;f work, family issues or situations are compelling reasons,
such as being close to retirement Bayram (2005).

Normative Commitment (NC). Employees’ ethical feelings for their
obligation to stay in the organization. Being aware of working in the organization as a
task for him is to feel and to show true commitment to the organization that is affected
the calculation of the losses will occur as a result of leaving the organization. Such
persons shall conclude that the organization is well behaved themselves and therefore
a liability against the organization of working time in their organization Bayram
(2005).

Needs-Satisfaction Approach: The needs satisfaction method tries to
understand the psychological circumstances that lead to employee engagement.
William Kahn interviewed 16 counsellors at a seasonal camp and 16 employees at a
planning business for his ethnographic study, and he discovered three psychological
variables that are required for employees to express their preferred selves in their jobs
(Kahn, 1990). Significance, protection, as well as accessibility are the three situations
(Albrecht et al, 2015).

Affective Shift Model: This approach is designed to help people comprehend
the dynamic nature of organisational commitment in their daily operations (Bledow,
Schmitt, Frese, & Kithnel, 2011).

Social Exchange Theory: The social exchange theory (SET) is a multi-
disciplinary framework that explains how parties interact as transactions, Cropanzano
& Mitchell, Social exchange theory: an interdisciplinary review, (2005). The social
exchange theory combines fields including social psychology, sociology, economics,

and anthropology, and it has become one of the most extensively utilised ideas in
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describing various workplace behaviours, Cropanzano & Mitchell, Social exchange
theory: an interdisciplinary review (2005).
1.10 Methodology of the Study

1.10.1 Research Design
The present study utilised a quantitative research approach and thus employed
a cross-sectional survey design. A cross-sectional survey was a suitable design since
the research concentrates on collecting data from the target population within a short
period.
1.10.2 Research Approach
Using a deductive logic paradigm, to find out the relationship between Work
engagement of university teachers and their organizational commitment. It is mostly
observed that the research approaches qualitative and quantivation are generally taken
as opposing.
1.10.3 Population
The population for this study consisted of N = 7134 (sampling framwork)
university teachers in 28 universities in twin-cities (21 in Islamabad, 7 in
Rawalpindi). This study's population was divided into two Strata: (a) Male
university teachers (N1=3995, 56 percent), and (b) female university teachers
(N2=3139, 44 percent).
1.10.4 Sample and Sampling Techniques
The sample of 420 university teachers (n=420) was chosen using a stratified
sampling technique (56% male, 44% female teachers in populations) but 400 (95%

response rate) were found correct upon return for final analysis.
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If the population is 50000, a sample of 381 is sufficient, according to Gay
(1996). Taro Yamane's formula can also be used to determine/calculate/verify the
sample size for the current investigation.

1.10.5 Instrumentation

The questionnaire was divided into three (3) sections. Section A featured
demographic information pertaining to the employees' gender, employment, age, and
marital status, Part B had factors determining employee engagement levels, and
Section C contained items determining employee organisational commitment levels.
Because one item in Section C (item 24) was negatively worded or a reverse (R)
question, the scale was inverted throughout the data gathering process.

1.10.6 Validity

The research tool (UWES-17 and TCM) has been demonstrated high
validity to work in the past. Many researchers have used and validated UWES-17 in
international studies, with Cronbach's alpha values ranging from 0.78 to 0.87,
significantly higher than the 0.50 requirement (Carmona-Halty et al., 2019). In nine
different public organisations, researchers discovered a high level of TCM of
commitment scale dependability, with a median coefficient alpha of 0.90 and a range
of 0.82 to 0.93.

1.10.7 Pilot Study
As stated by cewswell (2012), “a polit test is a small procedure in which a

researcher makes changes in an instrument based on feedback from a small number
of individuals who complete and evaluate the instrument “(p.390). In this study, a
pilot study was crucial since it allowed the researcher to identify or investigate any
problem parts in the questionnaire before conducting the final survey. The researcher

chose a total of 30 respondents to participate in the pilot study (Isaac & Michael,
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1995 and Hill, 1998). Following the pilot study, the researcher compiled the final
version of the questionnaire and arranged interviews, taking into account all of the
participants' opinions and suggestions. In the final questionnaire administration, the
respondents who took part in the pilot survey were not included in the final analysis.
1.10.7.1 Reliability
As both instrument used were standardized, therefore just alpha was
calculated (Orcan, 2018). The inter-item consistency and reliability of the entire
employee engagement questionnaire (Section B) is good (Alpha = 0.841), as shown
in Table 3.3. As a result, the survey effectively assesses the major elements that
influence employee engagement, such as energy, absorption, and dedication. The
attributes of energy, absorption, and devotion were each assessed independently for
their reliability. The inter-item consistency of vitality (Alpha = 0.766) and devotion
(Alpha = 0.746) is excellent, but absorption reliability (Alpha = 0.595) is fair. The
questionnaire used to evaluate overall employee involvement as well as the study'’s
sub-dimensions is clearly accurate and consistent.
1.10.8 Data Collection
Data collection was the skill of gathering and measuring data on variables of
interest in the most organised and systematic way possible so that the researcher could
answer particular research questions about the subject under inquiry. The researcher
personally visited teachers to gather data and ensure the maximum response rate
possible.
1.10.9 Data Analysis
SPSS was used to analyse the data in order to answer the study's original
questions. Understanding Data Analysis Inferential Results In this study, the

researcher uses IBM Statistical Package for Social Science (SPSS) version 26 to
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analyse data using descriptive and inferential statistics. The researcher used
descriptive statistics including medians, modes, variances, and standard deviation to
summarise the distribution of data and identify participant characteristics (e.g.,
gender, university type, and tenure-length of service) and patterns in the data.
Inferential statistics such as the t-test and Pearson correlation coefficient (r) are used
to analyse the link between hypotheses and enable the researcher to draw meaningful

conclusions about the population.
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CHAPTER 2

LITERATURE REVIEW

Teacher quality and performance issues, such as teacher productivity in terms
of student outcomes and teacher attrition, are of concern to educational scholars and
policymakers (Finster, 2013). Workplace involvement has been connected to
employee performance and turnover (Albrecht, 2015). According to organisational
theory, work satisfaction and organisational commitment are indicators of worker
involvement on the job, but this strategy has not been used to secondary teachers
(Bakker & Leiter, 2014; Kahn, 2013). Teachers in twin cities were questioned in this
quantitative correlational study to investigate if there were any significant links
between job happiness, organisational commitment, and work engagement, as well as
if there were any significant correlations between the three factors. The relationship
between job satisfaction, organisational commitment, and work engagement, as well
as teacher demographics, was investigated in this study (age, gender, teaching
experience, and education level).

A little amount of study on staff involvement in schools, particularly teacher
commitment, has been existing in educational research (Bakker & Leiter, 2014;
Byrne, 2014). Teacher engagement in terms of motivation and commitment has been
the focus of prior study on the subject (Kahn, 2013). According to a new inclination
in engagement study, teachers and schools have recently been investigated from the
standpoint of teacher happiness and inspiration (Agha, Azmi, & Irfan, 2017).

Researchers have used cross-sectional studies to look into many aspects of
teacher job performance (Bakker & Demerouti, 2018; Sonnentag et al., 2015).
Consequently of patterns like these, school reformers have been able to understand

numerous techniques to improve teacher effectiveness in schools. The purpose of this
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study was to shed some light on the issue of teacher quality by suggesting teacher
engagement as a novel technique for increasing teacher pleasure and effectiveness in
the classroom.

The second chapter begins with an overview of the theoretical framework
before going on to a survey of current early research literature. Current research on
employee work engagement, its antecedents and effects, organisational commitment,
and associated organisational variables like job satisfaction, job performance, and so
on are also included in this chapter. A review of the literature on the relationship
between teacher engagement and job performance follows the next portion of this
chapter. This chapter finishes with a summary of organisational theory and its link to
educational research.

2.1  Literature Review Process and Scope

The International Islamic University Library used SAGE Premier, Academic
Search Complete, Business Source Complete, EBSCO, ERIC database, Emerald
Insight, Education Source, Google Scholar, ProQuest Central, ProQuest Dissertation
and Theses Global, PsycArticles, and PsycINFO in the literature review process and
scope. Among the keywords used to search the databases were employee engagement,
work engagement, organisational commitment, job contentment, teacher happiness,
teacher commitment, job performance, work motivation, and teacher engagement.

2.2  Theoretical Foundation

The study's central hypothesis is that organisational commitment and job
satisfaction are linked to teacher work engagement, which is supported by a variety of
organisational theories. Kahn's (1990), Schaufeli et al. (2002), and Bakker and Leiter's
(2010) engagement theories; Meyer and Allen's (1991) three-element model (TCM) of

organisational commitment; and Locke's (1976) job satisfaction theory, which
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influenced Spector's (1985) JSS. These concepts and research groups will ' be
examined in sufficient complexity in the body of the chapter, but first, the
relationships between them will be specified in order to form the study's theoretical
foundation.

2.2.1 Social Exchange Theory

The organization-employee relationship is examined as a foundation for
determining employee engagement, job satisfaction, and organisational commitment
in SET (Ariani, 2015). The exchange of monetary and nonmonetary benefits between
the employee and the organisation is at the heart of SET, follow-on in emotions of
commitment, faith, mutual beliefs, and a longstanding outlook (Slack, Corlett, &
Morris, 2015). These encounters, as well as a sense of the employee's personal value
to the organisation, influence employee loyalty, happiness, and engagement (Albdour
& Altarawneh, 2014).

Herda and Lavelle (2015) used SET to describe how individual auditors and
their clients interacted, as well as how these connections influenced the quality of
service provided. Clients prefer an interpersonal relationship with their auditor over a
transactional. Herda and Lavelle both arrived to the same conclusion in 2013.
Auditors must connect with customers as part of their profession, and how they
perceive these interactions will influence (Corerstone, 2016).

When measuring the worth of social exchanges among teachers and
universities, the employee's perception of organisational support and dedication must
be taken into account. The level of commitment exhibited by a teacher indicates their
assessment of the quality of their social exchange interactions with universities.
According to Herda and Lavelle, with colleagues, managers, and pupils, teachers

develop social exchange connections, and the university itself (2012). The university's
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assistance is critical in the social exchange relationship, which inﬂl;ences the teacher's
level of commitment (Dalal, 2014). The feeling of support that an employee has is
what determines their commitment (Herda & Lavelle, 2015).

Internal communication and involvement were aided by social exchanges that
included support and identification. Inner message, as a form of social exchange, has
a significant impact on employee engagement. Social contacts with an employee with
his or her boss, according to these researchers, play an important role in the
employee-organization link, as evidenced by the employee's correspondence of
commitment (Jackson et al., 2014).

2.2.2 Job Demands-Resource Theory

Employee engagement, job satisfaction, and organisational commitment may
all be explained and understood using the Job Demands-Resource Theory (JD-RT)
(Bakker, Demerouti, & Sanz-Vergel, 2014). Workers are confronted with job
demands and job resources to enable them to meet those demands, according to JD-
RT. Employees must be given the resources they need to fulfil their tasks, As a result,
employee engagement and organisational commitment are immediately affected
(Dajani, 2015). A shortage of resources has a negative impact on employee
performance, job satisfaction, and organisational commitment.

In any occupation, there are two sorts of risk factors: Job requirements and
available resources (Orgambidez-Ramos, 2014). Yanchus, and Fishman (2013)
investigated the relationship between job demands and resources and commitment to
the organization, finding that job satisfaction and resources were explanatory of
involvement. Jobs are formed up of demand and resources, according to the paper.

Independence, make sure to apply, and professional progress are examples of work
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engagement, are stronger markers of job engageme;lt than job demands, according to
the study (Albrecht, 2012).

The link between work-family conflict and engagement, contentment, and
commitment is explained by JD-RT. Work-family conflict grew as job expectations
grew, according to Garcfa-Cabrera (2013), Despite the fact that competent workplace
services assisted in ending the dispute between family and work obligations.
Employment conflict and employee anxiety are exacerbated by increased job
demands, which leads to lower employee engagement, satisfaction, and loyalty
(Wefald & Downey, 2019). Workplace create work-family conflict, but workplace
resources boost job satisfaction, employee engagement, and organisational
commitment (Yeh, 2015).

Schaufeli (2015) investigated whether professional skills are equivalent to self
efficacy using the JD-RT paradigm, and discovered that individual assets promote
career competences. The abilities, knowledge, talents, and other traits that influence
an employee's job development and effective job performance are referred to as career
competencies (Hennekam, 2016). Personal resources like as employability, according
to Akkermans, Schaufeli, Brenninkmeijer, and Blonk, impact an employee's degree of
engagement (2013). They established a link between job resources, job competencies,
and job performance in their research.

23 Work Engagement

Employee engagement is still a comparatively innovative idea, according to
academic literature (Bakker, Schaufeli, Leiter, & Taris, 2008), with Kahn (1990)
credited with its birth. While academic research on employee engagement was scarce
in the first decade of its existence, the next decade saw a massive growth in the

amount of research on the subject (Schaufeli, 2013). The positive psychology
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movement and changes in the W(;lkplace have sparked an increase in research
(Schaufeli, 2013). Employee engagement has been defined and operationalized in a
variety of ways as a result of this increase in study. The following are some of the
most frequent methods for determining employee engagement.

The first strategy is centered on Kahn's (1990) study of psychological factors
influencing personal engagement. "The connecting of organisation members'
identities to their professional tasks: people employ and represent ourselves
practically, physically, psychologically, or mentally across work roles" is how
personal engagement is defined," according to Kahn (1990).

The attitudes and behaviours that people bring to their character performances
are referred to as personal engagement. These behaviours were linked to a person's
"preferred self," in which they were physically, cognitively, emotionally, and
completely committed to role performances that encouraged a connection to their
work and others. Disengagement, instead, he defined as the separation of the self from
managerial activities: during role performances, people withdraw and protect
themselves physiologically, physically, or spiritually. As a result, the "preferred self"
is not expressed during disengagement. When people are disengaged, they don't
incorporate certain behaviours into role plays or leave them out entirely. Other
terminology used in employee engagement research to mirror Kahn's definition are
psychological engagement and job engagement (Saks, 2006).

In the second approach, which is based on burnout literature, employee
engagement is conceptualised as the positive antithesis of burnout. There are two
schools of thought in this strategy. The author's terminology for these schools of
thought in this study is the single continuum approach and the independent continuum

approach. According to the single continuum notion, employee engagement and
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burnout are mirror oi)p03ites of one another, existing on a single continuum with
employee engagement at one end and burnout at the other (Maslach, Schaufeli, &
Leiter, 2001). Employee engagement is defined as "a long-lasting pleasant subjective
condition characterised by high levels of engagement and pleasure” is marked by
vitality, participation, and effectiveness (Maslach et al, 2001). In the opposite
direction, people with increased degree of employee participation have low levels of
burnout. Employee engagement is viewed as being on par with burnout, which is
measured using the Maslach Burnout Inventory (MBI).

In the independent continuum approach, conversely, employee engagement is
considered as a distinct concept with a negative relationship to burnout (Schaufeli,
2013). "A decent, gratifying, in-service state of cognizance distinguished by vigor,
obligation, and awareness," according to the definition of employee engagement
(Schaufeli et al, 2002). In the face of adversity, vigour consists of a high levels of
motivation perseverance, as well as the willingness to put out effort and perseverance,
when it comes to labour. Absorption is defined as being entirely engrossed and
concentrated on a task, Time is flying by, and it's becoming increasingly impossible to
separate yourself from it. The term "absorption” refers to being entirely concentrated
and involved in one's activity, with time passing quickly and difficulty separating
from it. Dedication states to being totally focused and totally invested in someone's
work, where situations change rapidly and it is impossible to separate oneself of one's
work; and dedication refers to being totally focussed and time flies swiftly when one
is absorbed in someone's work and one has difficulty disconnecting themself from
task (Schaufeli & Bakker, 2004).

Employee engagement is linked to an employee's physical, emotive, and

cognitive characteristics at work, according to these three dimensions. While burnout
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was the obvious opposite of engagement in the initial single continuum approach,
boredom has been identified as a potential opposing of engagement in this school of
thought (Schaufeli, 2013). Unlike the single continuum, where employee engagement
is measured using the MBI scale, Schaufeli and colleagues established the Utrecht
Work Engagement Scale, which evaluates employee engagement as a separate
construct (UWES). In engagement research, the second school of thinking has been
the most often employed strategy. The Gallup Organization has widely adopted the
third method, which links employee involvement to satisfaction.

The Gallup Organization defined organizational commitment as a person's
engagement, contentment, & enthusiasm for work, which is credited with coining the
phrase in practitioner literature (Harter et al., 2002). When workers are enthusiastic
about their jobs and feel a strong feeling of belonging to the organisation, they are
more productive, they are innovative and vital to the company's success. Employees
who work for the required amount of time but do not devote enough enthusiasm or
passion to their jobs are not engaged. These personnel essentially sleepwalk through
the day and are unlikely to make significant contributions to their employers' future
success. Furthermore, workers who are dissatisfied at work as well as openly exhibit
their dissatisfaction during during their work hours are considered actively
disengaged. These individuals have a tendency to criticise what their more engaged
coworkers do at work, and they may be a contributing factor in their companies'
failures (Gallup, 2006).

The multi-dimensional approach is the fourth method. This method is similar
to that used by Saks (2006) to investigate the determinants and effects of employee
engagement. Similar to Kahn's (1990) concept, Employee engagement, according to

Saks (2006), is "a unique concept made up of mental, emotive, and information on all
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aspects linked to personal leadership behaviours" (p. 602). Saks (2006) looked at
employee engagement and discovered two distinct types: work engagement and work
obligation. Although these two sides are closely related, they appear to be separate,
with separate causes and effects (Saks, 2006). Despite its attraction, the method of
dividing employee engagement into job and organisational engagement is less
commonly used in current academic literature (Schaufeli, 2013).

In Rothbard's enrichment or depletion method, the fifth approach is recognised
(2001). The attention paid to and absorption in work is defined as engagement at work
in this study. The duration or quantity of time spent thinking about work, which
includes both focus of attention and mental preoccupation with work, is referred to as
attention at work. The concentration of personal emphasis on a role, such that one is
engaged in the part, is referred to as absorption (p.12). Employees' pleasant feelings
from home may contribute to their engagement at work, and vice versa, in this
strategy. In this study, the trait, state, and behavioural approaches were used to define
employee engagement. Employee engagement, Macey and Schneider (2008) assumed
that it is "discretionary effort", Successful "instead of maintaining power, concentrate
on starting or transforming in the concept to do something much more and better"
(p-24).

There are three sorts of engagement, Macey and Schneider's theory: trait
engagement, state engagement, and behavioural engagement. The employee's
disposition to have a general trend of positive views of work and life is linked to trait
engagement. Trait engagement is defined by active character, behavior, attribute
optimistic touch, as well as thoroughness. An employee's formal commitment is when
they are energised and absorbed in their task. The major dimensions of state

engagement are satisfaction, empowerment, commitment, and involvement. When an
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engaged employee exhibits immediately observable in role or extra role behaviours at
work, this is referred to as behavioural engagement.

The ideas shown above are just a few of the many definitions of employee
engagement that have been proposed in the literature. While these techniques do not
cover all of the definitions of employee involvement in the literature, they do establish
a range within which the bulk of definitions lie. These distinctions and their
consequences can be summarised as follows:

First, the nature of employee engagement varies depending on the
methodology; for example, Kahn (1990), stated that worker engagement is linked to
the performance of specific behaviours at work. People who are personally engaged
bring in behaviours to their character plays. This would imply that employees should
not be considered engaged if they are not demonstrating particular behaviours at
work. Employee engagement is referred to as a state rather than a behaviour in the
burnout approaches. It is an optimistic state of awareness at work, according to
Schaufeli et al. (2002). This suggests that being engaged is more about having a
happy mental state while working than it is about employees displaying observable
behaviours. Because of these variations, an employee may be regarded as engaged
while utilising Kahn's (1990) theoretical approach but not engaged when using the
burmout method, and vice versa.

Furthermore, whereas the trait, state, and behavioural model appears to give a
conceptual space for all of the various approaches to employee engagement, this
method transforms involvement into a catch-all term for whatever someone desires
this to be (Schaufeli, 2013). State engagement is a redundant construct due to the
inclusion of other recognised constructs like as satisfaction and commitment (Joseph,

Newman, & Hulin, 2010; Newman & Harrison, 2008). The difficulties that plague the
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trait, state, and behavioural approaches to employee engagement also apply to the
engagement-satisfaction approach, which reduces engagement's uniqueness as a
construct by limiting it to well-established constructs of satisfaction and involvement.

Second, while disengagement is the polar opposite of personal engagement in
Kahn (1990), it is not the same in the burnout approach, and there is a distinction even
within the burnout approach's several schools of thought. While Maslach et al. (2001)
assertion that employee engagement is the polar opposite of stress, Schaufeli et al.
(2002) disagree, citing new research that suggests analysing constructs like boredom
as the probable polar opposite of employee engagement (Schaufeli, 2013). Employees
who are not engaged are classified as non-engaged or actively disengaged in the
satisfaction-engagement method. This demonstrates that the spectrum of interaction
varies depending on the method chosen. As a result, the criteria chosen could affect
how a researcher measures employee engagement (Schaufeli, 2013)

Despite their differences, one thing both systems have in common is the
closeness and overlap of their definitions. These intersections tend to provide a more
fundamental understanding of the employee engagement construct. Employee
engagement is a construct made up of numerous components, according to one of the
initial prevalent viewpoints among these approaches. For example, Kahn (1990)
claims that engagement necessitates an worker's corporeal, emotive, and intellectual
presence, a claim backed up by Saks (2006); Schaufeli et al. (2002) defines vigour,
dedication, and absorption as three parts of the employee; and Rothbard (2001)
operationalizes engagement by identifying attention and absorption as the main
components. These factors seem to indicate that engaged individuals put in more
effort and pay more attention to their jobs. Employee involvement is a common

feature of various systems, and it benefits the employee.
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In Schaufeli et al. (2002), it is not only characterised as a positive state of
mind, but it is also regarded as the polar opposite of burnout, which is a bad aspect of
an employee's work (Maslach et al, 2001). It is also the aspect of the self that
employees choose to express (Kahn, 1990), and it comprises employees feeling good
while working (Rothbard, 2001). Employees must be satisfied (Harter et al., 2002)
and exhibit positive work behaviours (Macey & Schneider 2008). Employees that are
engaged have a lot of energy, are mentally tough, and have a positive attitude at work
(Bakker & Demerouti, 2018).

We can identify the most significant parts of what it means to be engaged
because of the commonalities between the various approaches to employee
engagement. As a result, engagement entails having pleasant emotions and a clear
mind, both of which can influence positive behaviour in the workplace. Researchers
can examine the advantages and shortcomings of various theoretical frameworks that
aim to explain the mechanisms involved in the employee engagement process by
understanding the core principles of what constitutes employee engagement.

24  Theoretical Frameworks and Measures of Employee Engagement

In academic study, there are numerous different approaches to employee
engagement. These techniques define how employee engagement is operationalized,
revealing the mechanism that leads to employees becoming involved and the
outcomes of that engagement. The following are the ones that tend to be most
frequently mentioned in academic studies;

2.4.1 The needs-satisfaction approach

The needs satisfaction method tries to understand the psychological

circumstances that lead to employee engagement. William Kahn interviewed 16

counsellors at a seasonal camp and 16 employees at a planning business for his
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ethnographic study, and he discovered three psychological variables that are required
for employees to express their preferred selves in their jobs (Kahn, 1990).
Significance, protection, as well as accessibility are the three situations (Albrecht et
al, 2015).

A wisdom of reappearance on asset that an individual receives for engaging
cognitively, emotionally, and physically in their responsibilities is referred to as
meaningfulness (Kahn, 1990). A sense of ownership of a job is linked to
meaningfulness. As a result, professions with demanding tasks, specified goals, and
some degree of autonomy can be deemed to be meaningful (Hackman & Oldham,
1980). Beyond job qualities, the type of employee interactions with others is critical
for employees to find purpose in their work (Kahn, 1990).

The degree to which people are willing to express themselves in relation to the
outcomes or repercussions of their actions is referred to as safety (Kahn, 1990). These
ramifications have an impact on matters such as self-esteem, social standing, and
career. Relational associations, group and intergroup changing aspects, ledership style
as well as processes, organisational standards all influence protection. If a helpful
environment is provided, an organisation can make employees feel comfortable. The
less afraid an individual feels, the more likely they are to express their preferred self,
which includes being involved in their employment tasks (Kahn, 1990). This means
that when it comes to getting employees motivated at work, organisational support is
critical.

Availability refers to a person's physical, emotional, or psychological
resources at any one time. Personal participation necessitates the use of these
resources. To get engaged, the employee must have the strength and readiness to

participate in an activity, as well as a particular emotional connection or appropriate
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emotions in the task (Kahn, 1990). Employees must also —feel comfortable in their
positions and maintain a healthy work-life balance so that they do not waste
emotional energy on negative ideas such as fear of losing their jobs or failing to meet
family commitments. Employees were more motivated to express themselves in their
responsibilities and became more connected with their jobs as a result of these tools,
which helped them focus on the positives at work.

Because this was the first study of its sort, Kahn admitted that some of the
psychological requirements for personal connection were underdeveloped, and that
more research was needed to test his suggested model. It is said that well-designed job
qualities (for meaningfulness), organisational support (for safety), and personal
resources (for availability) can all help to create engagement.
2.4.1.1 Empirical evidence and measures from the needs-satisfaction approach

May et al. (2004) evaluated the psychological requirements for involvement
proposed by William Kahn more than a decade after Kahn (1990). May et al. (2004)
examined data from 213 employees of a large insurance firm in the Midwest United
States using a measure they dubbed "psychological engagement scale," and
discovered that psychosomatic significance or safety were completely linked to staff
engagement. Job enrichment and job role fit were favourably associated with
psychological meaning, but supportive supervisor and rewarding coworker
relationships were positively associated with psychological safety, whereas
commitment to organisational rules was negatively associated with safety. Outside
activities were inversely connected to availability, while resources were favourably
related (May et al., 2004).

Richman et al. (2008) used the needs satisfaction approach to investigate the

causes of employee engagement. They collected data from 245 firemen and
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constructed their own "work engageme;lt" rating. Value similarity, supposed
organisational maintenance, and core self-evaluation were identified as three
experiences of engagement, as were two work performance outcomes, Performance
on the job and organisational citizenship. Furthermore, the sﬁdy discovered a
substantial indirect association between the stated antecedents and each of the
potential outcomes through involvement. These results emerged from a model that
includes job involvement, job satisfaction, and extrinsic enthusiasm as peacekeepers
(Richman et al., 2010).

Both studies show that job characteristics (e.g. job satisfaction, work role fit),
organisational support (e.g. perceived organisational support, rewarding coworkers,
and supportive supervisor), and personal resources (e.g. core self evaluation) are all
important factors in promoting employee engagement.
2.4.1.2 Critical reflection of the needs-satisfaction approach

The needs-satisfaction approach has made a big impact to employee
engagement literature, owing to the fact that it was Kahn (1990) who first proposed
the concept. Because Kahn's (1990) was the first study of its kind, it had limited
literature to work with, and as a result, there are various problems with the current
study.

To begin with, the notion of personal involvement emphasises on expressing
one's "preferred self," which is mirrored in one's professional behaviours. Thus, Kahn
(1990) emphasises the idea that engagement is intertwined with conduct, and that one
is not engaged if they do not act in a certain way. This is to suggest that being
involved and acting out specific behaviours are not mutually exclusive. This makes it
difficult to distinguish employee engagement from other well-established behavioural

notions like in-role behaviour or corporate citizenship behaviour, reducing employee
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engagement's conceptual clar-ity (Soane et al., 2012). As a result of this approach, the
claim that employee engagement is "an old bottle of wine in a new one" might be
made (Newman & Harrison, 2008; Saks, 2008).

Second, the premise that employee engagement entails bringing particular
behaviours to work and disengagement entails individuals removing these behaviours
argues that all employees can be classified as either engaged or disengaged at work.
This makes it harder to analyse differences in engagement levels. This is troublesome
in the real world, where even among the most active employees, there are those who
appear to be putting in more effort than others, and similarly, among the least
energetic employees, there are those who may be identified as putting the least effort
in a task. Furthermore, while the "preferred self” implies that employees are happy,
some persons with bad emotions may exhibit behaviours that are comparable to those
who are joyful This technique makes it possible for anyone to be considered engaged
if they exhibit specified behaviours. As a result, genuine good sensations are less
important for determining whether or not an employee is engaged.

Third, as previously said, Kahn's (1990) model of involvement left key
dimensions undeveloped. As a result, many measuring scales (May et al, 2004; Rich
et al, 2010) have been established in an attempt to capture Kahn's concept of
engagement. These scales have a tendency to disagree with the item used to gauge
involvement. The psychological engagement scale item "I take work home to do"
(May et al,, 2004) has no equivalent in the job engagement scale (Soane et al., 2010).
Similarly, the job engagement scale item "I feel energised at work" has no equivalent
in the psychological engagement scale (May et al., 2004). The ability of a study’s
conclusions to be meaningfully compared is harmed by having variances of measures

using a similar approach. Furthermore, certain items on the scales may be used to
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assess other c-iimensions other than involvement. The psychological engagement
scale's item "I take work home to do" (May et al., 2004) is identified as evaluating
physical involvement, yet even a workaholic is likely to take work home when they
are not engaged (Schaufeli, 2013).
2.4.2 The Affective Shift Model

This approach is designed to help people comprehend the dynamic nature of
organisational commitment in their daily operations (Bledow, Schmitt, Frese, &
Kithnel, 2011). Employee engagement levels have been shown to fluctuate throughout
the day as employees go from task to task and face different occurrences (Fisher,
2002; Sonnentag, Dormann, & Demerouti, 2010). Bledow and his colleagues
developed the emotional shift hypothesis in response to a lack of clarity about why
involvement changes in this way (Bledow et al., 2011). The main assumption of the
affective shift model is that both encouraging and damaging affects play a role in
employee engagement through the self-regulation mechanism (Bledow et al., 2011).
Individuals who are capable of self-regulation are capable of systematically regulating
their thoughts, behaviours, and feelings toward a certain goal. This suggests that
motivational tendencies might emerge as a result of an individual's own mechanical
process of pushing toward a goal. Employee engagement is assumed to emerge from
the affect shift paradigm's continuous interplay of subjective wellbeing. Employee
engagement occurs when employees transition from a scenario in which they are
experiencing negative affect to one in which they are experiencing encouraging affect
(Bledow et al., 2011; Schaufeli, 2013).
~ 2.4.2.1 The Role of “Affect” on Employee Engagement
Both Kahn (1990) and Schaufeli et al. (2002) claim that while performing a

task, engagement is linked to the occurrence of positive work-related sensations like
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enjoyment and enthusiasm. People receive positive affect signals, indicating that they

should keep doing what they're doing since everything is OK. People prefer to set
greater goals for tasks in this condition, expecting positive outcomes as a result of
their participation (Bledow et al., 2011). Positive affects also aid in the initiation of
goal-directed activity by expanding people's instantaneous thinking action repertoires,
resulting in an hourly and global manner of information processing that enables
people to become immersed in a systemic process (Bledow et al., 2011). To put it
another way, positive affect promotes a mindset that promotes employee engagement.
Negative impacts, on the other hand, are significant in an individual's self-
regulation function, even if they are not related with persons being energetic in their
job or displaying high levels of dedication or even absorption in their tasks (Bledow et
al., 2011). Negative emotions signal that something is wrong and that action is
required to correct the issue. Negative affect, according to the control process,
indicates that a person's rate of goal attainment is below their standard, and as a result,
the person narrows their focus in pursuit of their goal, increasing effort investment in
order to raise their rate of goal attainment and reach the required standard or beyond
(Carver & Scheier, 1990). To put it another way, negative emotions cause people to
go through a focused, step-by-step process of processing information, paying great
close attention to detail and any inconsistencies in their surroundings. Individuals gain
a realistic understanding of their position as a result of this, and they are more
prepared to conduct goal-directed action, which is critical for being engaged in work
duties. This suggests that negative effects have the potential to motivate employees to

put in more effort, resulting in improved work engagement.
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2.4.2.2 The Affective Shift and Engagement

As stated previously, Bledow et al. (2011) believe that negative affects will
only result in employee involvement if a transition to positive affect occurs. An
employee's work engagement will be poor if there is no subsequent good effect after
the negative affect. If people transition from a negative to a positive affective state,
the negative affect's motivational potential can be realised, leading to increased
employee engagement. The "affective shift” is a temperamental pattern in which
unpleasant affect is followed by happy feelings. When a high level of negative affect
is followed by a high level of positive affect, the affective shift is greatest.
2.4.2.3 Empirical Evidence and Measures for the Affective Shift Model

Only Bledow and his colleagues appear to have put this model to the test
(Schaufeli, 2013). In their study, they employed seven items from the UWES to assess
employee engagement. The methodological strategy used in their study was
experience sampling. A total of 55 people took part in the poll, with a mix of software
developers and computer scientists. The following were put to the test in the study:

Better atmosphere reduced the link between bad mood in the moming and
afternoon involvement, resulting in a better relationship when good outlook was high
and a negatively related when good outlook was low, resulting in better relationship
when positive mood was high as well as a negatively associated when good outlook
was small, leads to a positive connection when good outlook was high and a negative
association when good outlook was low. Positive emotions changes the negative
mood-engagement relationship for people with low positive mood, making it more
negative; positive affectivity changes the negative event-engagement relationship for

people with low agreeableness, making it more negative; and positive affectivity



changes the positive event-engagement relationship for people with low positive
mood, making it more positive.

The participants' affective experiences, feelings, and levels of participation
were tracked over the course of two weeks. These tests were performed twice a day.
They used affective events and encouraging and destructive emotions skilled in the
hours leading up to the survey to forecast the number of persons who would fill out
the survey just before it in order to evaluate the study hypotheses. In addition, the
impact of an emotional change on engagement was studied by comparing adverse
temperament and painful feelings in the dawn with great mindset and pleasurable
experiences in the afternoon.

The findings appeared to support all of their theories save one. The findings
did not care the theory that positive affectivity moderates the relationship between
unpleasant occurrences and work engagement, such that those with low positive
affectivity have a greater negative relationship. The order of adverse temperament
tracked by good temperament was more engaging than a simple increase in happy
mood in this study, which provided preliminary support for the occurrence of the
emotional shift (Bledow et al., 2011).

2.4.24 Critical Reflection on the Affective Shift Model

The concept of unpleasant moods and events playing a part in boosting
employee engagement appears to be at odds with the essence of engagement. Despite
variances in how employee engagement has been conceptualised, the core premise has
been that it is a good experience (Kahn, 1990; Schaufeli et al., 2002), and hence a
major construct in the positive psychology movement. As a result, indicating that bad

moods and unfavourable experiences have motivational characteristics that could lead
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to employee engagement is a bit contentious, as the study’s authors admit (Bledow et
al, 2011).

Furthermore, when we consider the coping role that good emotions have in
relation to negative emotions, the idea of a "affect shift" being greatest when an
employee's experience of a large negative affect is followed by an experience of a
high positive affect is called into question. The affective shift model, which is based
on the B&B theory and supports the importance of positive affects to employee
engagement, also argues that positive emotions have a coping function, which means
that they tend to attenuate the harmful repercussions of fear and anxiety. It's
reasonable to assume that having high levels of good affect right after having high
levels of negative affect will result in a more neutral condition, rather than the optimal
level of employee engagement recommended by this model. Furthermore, whereas
negative emotions focus people's attention on specific action inclinations that are
critical for survival, good emotions provide a larger range of activities that can help
humans grow (Fredrickson, 1998).

By this viewpoint, the dynamic interaction of negative and positive emotions
is more likely to generate confusion in an individual's activities than to increase their
engagement at work. While the researcher agrees with the idea of worker engagement
as work engagement and the use of the Utrecht work engagement scale (UWES) to
assess employee engagement, as well as the use of the B&B theory to explain the
ways in which positive emotions are important to employee engagement, the
researcher does not agree with their propositions of inducing negative moods to
gamner employee engagement. As a result, it's difficult to concur with the model's
basic premise that participation requires an affective shift. Furthermore, because the

study is new, no other empirical evidence (particularly longitudinal) exists to support

42



a process in which negative affect is a key contribution to a happy mood of
involvement.
2.4.3 The social exchange theory

The social exchange theory (SET) is a multi-disciplinary framework that
explains how parties interact as transactions, Cropanzano & Mitchell, Social exchange
theory: an interdisciplinary review, (2005). The social exchange theory combines
fields including social psychology, sociology, economics, and anthropology, and it
has become one of the most extensively utilised ideas in describing various workplace
behaviours, Cropanzano & Mitchell, Social exchange theory: an interdisciplinary
review (2005). Though the origins of social exchange theory may be traced back to
the 1920s, three main studies are credited with the development of the theory:
Homans (1958), Thibault and Kelley (1959), and Blau (1964). Because the social
exchange theory is used to explain many organisational relationships, particularly
between employees and their employers, it has the ability to explain why employees
in the same workplace have diverse levels of involvement (Saks, 2006). Psychological
indebtedness and reciprocity rules are highlighted as important factors in the social
transactions between the persons involved (Emerson, 1976; Greenberg, 1980).
2.4.3.1 Indebtedness

Individuals (recipients) who obtain benefits from someone else (donor) will
experience a psychological state of indebtedness, according to Greenberg (1980).
These advantages refer to a positive outcome with a monetary worth. Indebtedness, he
defined, is a state of duty (on the part of the receiver) to repay another (the donor).
The size of one's debt is determined by the following factors: For starters, the donor's
intentions have an impact on the recipient's sense of obligation to repay the giver.

When the recipient believes that the donor is assisting them in their own self-interest,
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they feel less obligated to repay the donor for the benefits received. If the recipit':nt
believes that the value delivered to them was a selfless (altruistic) act on the part of
the donor, the recipient is more likely to feel obligated to return the donor (Greenberg,
1980).

Second, the recipients give weights to the benefits they obtain in the trade
(reward minus cost), which has an impact on their debt. As a result, the advantages
acquired are based on the recipent's perceived need as well as the recipient's
perception of the donor's perceived need. The stronger the perceived need for the
resource delivered, the higher the value of the reward when received, and the higher
the cost of returning or paying back the reward. Third, the recepient's belief in what
prompted the donor to reward them plays a role in their indebtedness. The level of
indebtedness is greater when the recipient believes that the award was totally due to
their asking or pleading to the provider. When the giver takes the initiative, the
magnitude diminishes, and it is the smallest when other circumstances in the
environment cause the donor to reward the recipient. As a result, those acts of
kindness that are unintended, happenstance, or result from a requirement imposed by
others are the least likely to cause sentiments of indebtedness (Greenberg, 1980, p.9).

Fourth, the degree of indebtedness may be influenced by the level of unclear
indications from witnesses of a donor's act of offering reward to the recipient. The
recipient will respond by weighing the opinions of the witnesses (including the
donor). The recipient's sense of indebtedness may be influenced by the verbal and
nonverbal clues given during the helpful event. In a company, for example, an
employee who is rewarded by the company's management in front of other coworkers
would assign their level of indebtedness to the company based on the cues from the

witnesses (Greenberg, 1980).



2.4.3.2 Norms of Reciprocity

These are the rules that members of a society agree to govern how transactions
or exchanges are carried out. These common sets of rules emphasise that when one
person does something nice for another, the other is bound to do the same thing in the
future (Gouldner, 1960). One of the key norms of the social exchange theory,
according to Emerson (1976, p.351), is that friendships develop into trusting, loyal,
and reciprocal commitments over time. Parties must, however, follow specific "trade
rules” in order to do so. The "standard description of a scenario that emerges between
or is embraced by the participants in an exchange relationship" is formed by trade
rules (Cropanzana & Mitchell, 2005). As a result, in an organisational environment,
the rules of exchange are crucial. The SET theory's norm of reciprocity has been a
critical component in explaining the interactions in the organisation. Reciprocity can
have three different forms.

First, those transactions that necessitate the simultaneous participation of at
least two persons. Interdependent exchanges are what they're called. A social
transaction necessitates the mutual reliance of the two people engaged in order to
achieve the intended result (Cropanzana & Mitchell, 2005). This means that when the
outcomes of a particular contact are wholly dependent on one individual's efforts
(either his own or the efforts of the other), social exchange has not occurred. In the
same way, social exchange in the workplace is not a one-way street. Both the
employee and the employer must participate in the conversation (Saks, 2006). If a
company provides benefits to an employee but the employee does nothing to repay
the benefits, social exchange has not occurred, and vice versa. In the majority of
circumstances, this is the greatest mutual kind of social exchange that happens in the

workplace amongst the employer and the employee. When onc side does not believe
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there is fair exchange, they will lower the amount ot: exchange content they supply or
eventually quit participating in the exchange process entirely.

Second, those types of reciprocity that place a strong emphasis on "karma."
People believe that everyone gets what they deserve in this scenario (Gouldner, 1960).
Folk belief is the term for this. This kind of reciprocity necessitates a certain level of
stability in the way actions and reactions occur throughout time. Those who are kind,
helpful, and compassionate to others will be rewarded with similar actions in the
future, and the opposite is true for those who are not. In a way, they entail thinking
that the cosmos will reward those who are deserving and punish those who are
deserving based on previous deeds. This form of reciprocity is desired in
organisations because it can promote harmony and conflict reduction, if not
eradication, among the organization's members (Cropanzana & Mitchell, 2005).

Third, there are reciprocal interactions that follow norms or principles that
outline the benchmarked activities that should be followed. As a result, adhering to
the rules necessitates reciprocal behaviour. Gouldner (1960) proposed that reciprocity
norms are universal. This means they can be used in any country or work
environment. This view of exchange, referred to as the ought to kind of transaction or
the moral standard, differs from that of folk beliefs. The optimum manner of behaving
has already been established, and it should be followed. However, as Cropanzana and
Mitchell (2005) point out, universality does not imply that there are no cultural
differences that could lead to variances in the value or importance of the reciprocity
norm.
2.4.3.3 Critical Reflection of the Social Exchange Theory

The social exchange hypothesis has a lot of potential when it comes to

understanding multiple interactions in a company. The employee-employer
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interaction mechanisms may explain why some employees engage in certain
behaviours while others do not. For example, an employee who receives assistance
from their employer in the form of training may return their employer by assisting
others in learning new techniques or simply working harder to show their gratitude for
the opportunity. Whereas this theory gives a logical sequence of events in a kind of
exchange connection, Saks (2006)'s application to employee engagement highlights
numerous major areas of concern to the current research. To begin, the strategy is
based on the notion that employee engagement is a behaviour. According to Saks
(2006), when businesses provide assets to staffs, the staffs feel appreciative to return
the company by increasing behaviours that indicate their worker engagement. Worker
engagement is difficult to identify from other organisational behavioural
characteristics because of this perspective. Employees that participate in
organisational citizenship behaviour (OCB) or role behaviour are naturally engaged.
If this is the case, it makes more sense to research OCB and other behavioural
constructs rather than analysing employee engagement as a construct. Saks' (2006)
approach to employee engagement, in other words, obfuscates the concept of
employee engagement (Soane et al., 2012).

Secondly, this strategy implies that employee involvement isn't always a
positive experience for workers. Employees may work harder not because they want
to, but because of the psychological burden that comes with a sense of indebtedness,
according to social exchange theory. Employees may display particular behaviours
not because they want to, but because they feel obligated to, in order to lessen their
debt to their company. As a result, employees compensating their business with more
efforts as a result of indebtedness may not reflect a happy experience, but rather a

means of coping with the stressful features of being obligated (Greenberg et al., 1974;
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Gross & Latane, 201‘8; Munir & Weinstein, 1992 in Greenberg, 1980). In this
circumstance, considering employee engagement as a solely positive experience for
employees becomes more difficult.

Third, as noted in the multi-dimensional approach to defining employee
engagement, there is limited evidence for this method, with the purported links being
quite weak (Schaufeli, 2013). As a result, further work needs to be done with the
variables proposed in Saks (2006). Saks (2006) also admitted that the cross-sectional
nature of his research limited his findings. Other studies (Rayton & Yalabik, 2014;
Yalabik et al., 2015) used a longitudinal method to reassess the direction of causality
between employee engagement and some variables (ie. work satisfaction and
affective commitment). Employee involvement at Time 2 was predicted by both work
satisfaction and emotional commitment at Time 1. Job satisfaction and emotional
commitment at Time 1 both predicted employee engagement at Time 2, according to
Yalabik et al. (2013). According to their research, these job attitudes are antecedents
of employee engagement.
2.4.3.4 Empirical Evidence and Measures for the Social Exchange Theory

Saks (2006) is a well-referenced study on employee engagement based on the
social exchange theory. Saks utilised the social exchange theory to provide a
theoretical explanation for the supposed origins and effects of employee engagement
(Saks, 2006). According to social exchange theory, According to Saks (2006), the
amount of intellectual, the amount of psychological and physical skills that an
employee is willing to dedicate to their professional tasks is dictated by the
organizations economic and emotional development benefits. As a result, employee
engagement becomes a way for employees to express gratitude to their employers for

the resources they provide. The more resources a company provides its employees,
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the m(;re they feel bound to repay it by increasing their involvement levels (Saks,
2006). It also indicates that if an organisation fails provide the assets, its employees
are more inclined to withdrawal from their professional responsibilities, which can
result in negative repercussions such as burnout (Maslach et al., 2001).

Employees can be involved in their occupations and organisations, as the
multi-sided method suggests. Saks (2006) looked into whether job and organisational
engagement was influenced by POS (perceived organisational support), POS (purpose
of administration help), and natural justice, refers to the fairness, and job attributes are
all factors to consider. He also looked at whether these two sorts of interactions
resulted in positive outcomes including turnover intentions, organisational citizenship,
job satisfaction, and organisational commitment. He discovered that job features and
procedural justice predicted job engagement, while perceived organisational support
and job characteristics predicted organisational engagement. He also discovered that
work engagement foreseen job fulfilment and negatively predicted intentions to quit,
but organisational engagement predicted both job satisfaction and organisational
nationality attitudes and negatively predicted intentions to quit. Furthermore, job and
organisational involvement were discovered to moderately facilitate the association
among their processes as well as consequences.

Alfes et al. (2013) used the social exchange theory as the hypothetical
approach to construct the foundation of the hypothesised relations in a study
comprising 297 employees of a service sector organisation. They claimed that
enacting favourable behavioural outcomes in the workplace through employee
engagement was heavily influenced by the overall organisational climate and the
employee's connection with their line administrator (Alfes et al.,, 2013). Employees'

perceptions of organisational support, as well as their relationship with their
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supervisor, were found to modulate the cormelations between engagement and
organisational, or engagement and throughput purpose, according to the study (Alfes
et al,, 2013). This suggests that involved staffs who manipulated maintained by their
organisation and had a positive relationship with their supervisors displayed greater
residency behaviour and had a lower desire to quit. However, as previously stated,
whether a variable in a study is a moderator or mediator is dependent on the specific
hypothesis that the researcher pursues (Baron & Kenny, 1986).
2.4.4 Resource Based Approaches

There are two theoretical frameworks that are closely related and have built on
each other. The Job Demands Resources (JD-R) model, which is based on the
Conservation of Resources (COR) theory, is the most often used theoretical
framework for employee engagement research. The following is a discussion of
resource-centered methods to employee engagement;
2.4.4.1 The Conservation of Resources (COR) Theory

Individuals attempt to conserve, protect, and build assets, as said by the
conservation of resources (COR) hypothesis, and the possible or real damage of these
important assets is perceived as a threat (Hobfoll, 1989). According to the concept of
resources, " elements which are either highly regarded in and of itself or serve as a
vehicle to achieve generally desired objectives." (Hobfoll, 2002). Sources can be
physical objects (such as a home, food, or tools), situations (such as the degree of
control one has over a job, work experience, or social support), personal qualities
(such as self-efficacy beliefs and actual professional skills), or energies (e.g. time,
knowledge or money one possesses). People attempt to acquire and preserve these
four types of resources in order to successfully adapt to their surroundings (Hobfoll,

2002). When a person is threatened with losing a resource, loses a resource, or
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consumes a resource and is unable to restore it, they experience stress (Hobfoll,
2011).

Individuals' motivation for certain behaviours is hampered by stress. The
theory assumes that resources are allocated to I reduce stress and ii) prevent
undesirable outcomes from occurring. When an employee, for example, asks for and
receives help from a coworker to complete a task, they have used social support (i.e. a
resource) to mitigate the impacts of a stressful circumstance (i.e. work overload)
(Salanova, Schaufeli, Xanthopoulou, & Bakker, 2010). ii) To avoid future resource
depletion, restore available resources, and create new customers. When an employee
gains new skills and competences, for example, their employability improves and
their risk of being dismissed decreases. This ensures that their future resources (ie.
income) are not squandered. Furthermore, their improved skills may lead to a
promotion or perhaps a better job offer, all of which may be lini(ed to higher
compensation or better working conditions, representing resource benefits.

The acquisition and facilitation of resources is fundamental to employee
motivation, according to the COR theory, because resources can initiate and maintain
people’s behaviour (Hobfoll, 2002). This implies that resources have the ability to
spark employee engagement (Xanthopoulou et al., 2009). Several study on employee
engagement have used this theory to explain the psychological processes that lead to
employee engagement (Bakker & Demerouti, 2008). One of the advantages of using
the COR theory in the organisational context, according to Hobfoll et al. (2018), is the
capacity to examine numerous elements in organisations from a larger perspective. In
other words, although other theoretical frameworks may be unable to illuminate the

association amongst resources and other organisational characteristics such as stress
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or employee engagement, the COR theory is very likely to do so. The COR theory has
a significant impact on the JD-R model.
2.4.4.2 The job Demands-Resources (JD-R) model

The JD-R model is a heuristic model that describes how job demands, job
resources, and personal resources can all contribute to employee well-being
(Schaufeli, 2013). Employee engagement is viewed as the total contradictory of
tension in this concept, which has been frequently applied in employee satisfaction
research, particularly those on organisational commitment (Schaufeli, 2013). The
concept assumes that certain sorts of job demands, as well as job and personal
resources, have the ability to increase staff morale.

The working conditions of a job that provides resources to an individual
employee are referred to as work incomes. Job resources are characteristics of the job
that I help people accomplish work aims, (ii) enhance self improvement, knowledge,
and growth, or (iii) lessen work pressure and associated physiological and behavioral
expenses (Bakker & Demerouti, 2007). Personal resources, instead, refer to the
qualities of one's self that are linked to resilience, as well as the ability to regulate and
change one's environment successfully. Personal resources were not originally
involved in the JD-R model, but with most psychological techniques thinking that the
interaction between personal and environmental elements is critical in human
behaviour, it became clear that they had to be included (Schaufeli & Taris, 2014).
Personal resources, such as job resources, help people achieve their professional goals
while also encouraging individual development and growth (Van-den Broeck et al.,
2010). According to the JD-R model, resources energise people, inspire perseverance,
and keep them focused on their goals (Schaufeli, 2013). This means that resources

boost employee involvement in terms of vigour (energy), commitment (persistency),
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and absorption (attention) (Schaufeli, 2013). Furthermore, the JD-R model posits that
employee involvement leads to a variety of good outcomes, including improved work
performance and overall employee happiness. The motivating process is the process
by which resources contribute to employee engagement, and employee engagement,
in turn, leads to favourable outcomes (Demerouti & Sanz-Vergel, 2014).

Another facet of the JD-R model is the impact that job demands have on
employee well-being. Job demands are the working conditions that represent the traits
or features of the job that have the probable to put people under stress if they are at a
level that they are unable to adjust to or accommodate while on the job (Schaufeli,
2013). These job demands can be administrative, psychological, or psychological
characteristics of the job that force the worker to exert prolonged (physical and/or
psychological) effort and, as a result, are linked to physical and/or psychological
consequences such as fatigue.

Job demands contribute to a negative process known as health deficiency,
which has been related to poor outcomes such as burnout. When job expectations
(such as heavy workload, time constraints, conflicting roles, and bureaucracy) are
high, employees must go above and beyond to guarantee that performance does not
suffer. This extra effort comes at a cost, both physically and psychologically, in the
form of exhaustion or anger (Schaufeli, 2013). When resources are insufficient to
meet these demands, employees become gradually exhausted and finally burn out.
Burnout can lead to depression, cardiovascular disease, and psychosomatic symptoms,
among other serious consequences. At.:cording to the JD-R paradigm, some work
demands can only play a part in the motivational process if they are stimulating. This

means that some job demands are linked to employec engagement in a favourable

53



way (Crawford, et al., 2010). Accordingly, job expectations can be separated into two
groups: job challenges and job impediments (Bakker & Oerlemans, 2015).

Job challenges are those duties that are both energy draining and stimulating.
While these demands certainly necessitate energy, they also provide the opportunity
for good benefits in terms of the employee's curiosity, competence, and thoroughness,
all of which can aid in the achievement of work objectives (Van-den Broeck et al.,
2010). Workload, time pressure, and cognitive demands are examples of job
challenges that deplete employees' energy while also motivating them to put in more
effort at work in order to achieve their goals and meet their needs. Job annoyances, on
the other hand, are those expectations that are perceived as threatening hurdles that
sap employees' vitality and, as a result, generate negative emotions in people who are
exposed to them. These unpleasant feelings have a negative impact on the employee's
ability to attain his or her goals as well as their overall well-being. The JD-R model
further states that resources assist employees in coping with difficult job demands and
are particularly important when work anxieties are higher (Bakker & Demerouti,
2008).
2.4.4.2.1 Empirical Evidence and Measures for the JD-R model
The JD-R model (Saks & Gruman, 2014; Schaufeli & Taris, 2014) is a prominent
theoretical model in employee engagement research, particularly when job
satisfaction is described as a happy, fulfilled psychological state characterised by
vitality, devotion, and absorption (Bakker & Demerouti, 2008; Schaufeli, 2013).
There is a lot of empirical provision for the motivational and impaired procedures in
the JD-R model in this example (Schaufeli, 2013). The following is a review of the

JD-R model’s cross-sectional and longitudinal empirical findings.



There is a lot of cross-sectional suggestion that cares the JD-R—paradigm,
especially from early research on employee engagement (Schaufeli, 2013).
Furthermore, research like Rothmann and Jordaan (2006) among South African
academics and Rensburg, Boonzaier, and Boonzaier (2013) among South African
contact centre workers provide more proof of the JD-R model across countries and
cultures. While cross-sectional research corroborate the JD-R paradigm, there is little
data on the joint influence of resources and demands (Schaufeli, 2013).

While cross-sectional evidence can help you comprehend the direction of a
causal relationship, inferring causality isn't enough (Field, 2005). When it comes to
determining causality, however, longitudinal studies are highly respected (Van der
Laan & Robins, 2003). Several longitudinal investigations show that the JD-R model's
assumptions are valid in real life (Schaufeli & Taris, 2014). Hakanen et al. (2008)
discovered that current job skills affected subsequent work engagement in a three-
year follow-up research among Finland dentistry. As a result of this future work
involvement, the organization's commitment was projected. Among the same study,
they discovered that job demands predicted burnout over time, and that burnout
predicted future sadness in dentists. Schaufeli, Bakker, and Van Rhenen (2009) Over
the course of a year, an increase in job resources was developed to assess employee
engagement, whereas an growth in employment requirements and a decrease in job
resources predicted burnout among Dutch managers. According to the study, burnout
predicted future departure time, although job involvement suggested future absent
frequency. Accordingly, the length and frequency of future absences are indicators of
health worsening and motivational processes (Schaufeli et al., 2009).

Boyd and colleagues reported a one-year follow-up research including

Australian university workers in 2011. Job resources were found to be a good
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predictor of organisational resources and a negative predict<;r of psychological strain.
Unlike earlier studies, this one found no evidence of a link between job demands and
psychological stress (Boyd, et al., 2011). Over the course of an 18-month study,
Xanthopoulou et al. (2009) discovered that Job resources such as control, supervisor
support, feedback, and possibilities for advancement, as well as Work engagement
such as control, supervisor support, feedback, and possibilities for advancement, as
well as personal resources such as self-esteem, confidence, and organization-based
self-esteem, all indicated subsequent level of employee engagement. These findings
back up the theory that combining work and personal resources leads to employee
engagement via the motivating process.

2.4.4.2.2 Measuring Work Engagement

The UWES has been broadly used in studies that examined work engagement
using the job-demand resources model as a theoretical approach (Saks & Gruman,
2014; Schaufeli et al, 2006). The questionnaire asks questions about energy,
dedication, and absorption, which are the three elements of work involvement. While
it was initially a 17-item scale, there are now 15-item and 9-item variants of the
measure available (Schaufeli & Bakker, 2004).

Workplace involvement as evaluated by UWES has come under fire. Work
engagement as judged by the UWES cannot be distinguished from stress as restrained
by the Maslach Burnout Inventory, according to a meta-analysis by Cole, Walter,
Bedeian, and O'Boyle (2012). (MBI). Furthermore, using semantic analysis, Nimon,
Shuck, and Zigarmi (2016) suggest that the UWES is likely to be measuring job
satisfaction, reinforcing the notion that work engagement is similar to other well-
known categories such as job involvement, career progression, and organizational

citizenship behavior (Wefald & Downey, 2019). Notwithstanding the critiques, a

56



number of studies (Rayton & Yalabik, 201;1; Yalabik et al., 2013) have found that
work engagement is a distinct concept that is negatively related to burnout, and while
it is surely connected with job satisfaction and organisational commitment, it does not
equate to it being (Schaufeli, 2013). The original 17-item and 9-item UWES measures
produced identical results in terms of dimensionality, validity, and reliability,
demonstrating their distinctiveness and usefulness for assessing work engagement
(Alfes et al., 2013; Schaufeli, Bakker & Salanova, 2006; Seppal4, et al., 2009).
2.4.4.2.3 Critical Reflection on Job Demands-Resources (JD-R) Model

The Utrecht work engagement measure has been used to test the job demands-
resources (JD-R) paradigm several times (UWES). Work engagement refers to a
positive condition of mental toughness, enthusiasm, and emotional attachment to one's
job. Employee engagement, also known as work engagement, is not a behaviour in
and of itself; rather, it is an outcome of an individual's engagement. This frame of
mind tends to provide conceptual clarity between employee involvement and its
possible outcomes (Soane et al.,, 2012). The framework of looking at the factors that
lead to an individual experiencing the state of employee engagement and discussing
whether positive intentions and behavioural outcomes can be achieved through
employee engagement is a better fit for the study, which aims to look at the factors
that lead to an individual experiencing the state of employee engagement and
discusses whether positive intentions and behavioural outcomes can be achieved
through employee engagement. While this is true, the JD-R model has numerous
drawbacks in the context of the current investigation:

To begin with, the JD-R model is limited in its ability to explain a number of
important interactions underlying employee engagement. While the model provides a

solid theoretical foundation for the impact of resources on employee engagement,
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explaining how employee et;gagement leads to behavioural it’s tough to predict
consequences like organisational citizenship behaviour and organisational
commitment. These results have been linked to employee engagement (Soane et al.,
2012), but without the backing of another theory: the JD-R model is unable to provide
a comprehensive explanation of the engagement process. Similarly to the causal
direction of the association between employee engagement and affective job attitudes,
the model does not provide a clear theoretical basis. This is shown in the JD-R model,
where some writers incorporate job satisfaction and organisational commitment as
outcomes of employee engagement (Costa, Passos, & Bakker, 2014), while others
incorporate them as precursors (Rayton & Yalabik, 2014; Yalabik et al. 2013).
Despite its flaws, the JD-R model remains an excellent starting point for the
framework of this research. One of the reasons for this theoretical framework’s
popularity, according to Bakker and Demerouti (2014), is its versatility. The JD-R
model can be used with other theories to provide a logical explanation for diverse
employee engagement links. Several research have attempted to explain the processes
involved in employee engagement using the JD-R model in conjunction with another
hypothesis. Saks and Gruman (2014), for example, combined the JD-R model with
Kahn's (1990) needs-satisfaction approach to create a new model that they believe
better explains the employee engagement process. Bakker and Demerouti (2008), for
example, used the broaden-and-build (B&B) theory of positive emotions to explain
why engaged employees perform more than their non-involved counterparts. Other
research have employed the Conservation of Resources theory (COR) to explain the
motivational potential of resources in the JD-R model (Salanova et al, 2010;

Xanthopoulou et al., 2009).
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In ad;iition, the JD-R model has been updated to accommodate personal
resources. Despite this, the JD-R model's redesign has left it unable to elucidate the
association among employee engagement and other organisational resources such as
organisational support, organisational justice, and rewards, which can all be explained
using the COR theory. Furthermore, the JD-R does not fully explain the relationship
between job attitudes and work engagement. This shows that incorporating the COR
theory and incorporating the B&B theory into the JD-R model's motivating process is
a critical component that can advance our conceptual understanding of employee
involvement.

While the JD-R model's flexibility makes it appealing for integration with
different theories, it's important to think about which theory is best for furthering our
theoretical understanding and resolving critical problems in today's engagement
literature. Integrating the needs-satisfaction method with the JD-R model, as proposed
by Saks and Gruman (2014), appears to be an innovative strategy; nonetheless, it has
hurdles in terms of operationalizing staff morale. These two approaches define
employee engagement differently, as indicated in the literature review, and an
integrated approach necessitates rejecting a crucial assumption of one model (whether
engagement is a state or a behaviour). Similarly, while the COR theory is important,
the JD-R model is essentially a continuation of it. This involves focusing on
components of the COR theory that the JD-R model has overlooked, such as the
availability and importance of organizational-based resources on engagement.
Furthermore, the B&B theory of pleasant emotions appears to be a better fit for
understanding other interactions that can't be explained by conceptual techniques
(Bakker & Demerouti, 2008). The link between employee engagement and

behavioural outcomes, as well as the link between job attitudes and employee
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— engagement, are two examples. As a result, a deeper examination of the broaden-and-
build hypothesis of positive emotions is required.
2.5 Antecedents to Employee Engagement

With the rise in popularity of employee engagement research, a
comprehensive list of antecedents of employee engagement has emerged (Bakker &
Demerouti, 2008). Despite the extensive list, these antecedents appear to fit into
Kahn's (1990) psychological conditions of employee engagement and Maslach et al
(2001). Six work life elements. The things identified in these ways, interestingly, fit
within the job demands resources model. The key psychological conditions for
employee engagement can be modified by job features (task significance, role, etc),
organisational support (group dynamics, interpersonal interactions, rewards, etc.), and
personal resources. (Self-belief and confidence as well as physical, emotional energies
etc.). Job qualities include workload, control, incentives and acknowledgment, social
and community supports, considered justice, and ethics (workload, control),
organisational support (community, social support, and rewards), and organisational
justice categories (perceived fairness). These many antecedents have been proven to
be favourably connected with employee involvement in various academic research
(Rich et al., 2010; Saks, 2006).

The antecedents listed above are part of the job demands-resources paradigm,
which includes work-related antecedents as job resources and person-related premises
as personal funds. Christian et al. (2011), who evaluated and concluded that work
qualities, leadership, and dispositional factors are distal antecedents to employee
engagement, support these antecedents. Other antecedents discovered in engagement
studies include job satisfaction and employee engagement, in addition to these

(Rayton & Yalabik, 2014; Yalabik et al., 2013), These support the claim in the sense
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that, whereas engagement is a more active state, satisfaction reflects satiation, a
passive construct, making it more likely for one to go from satiation to activation, i.e.
from satisfaction to engagement (Rayton & Yalabik, 2014). While this appears to be
rational, there is still a requirement for a concept to clarify the link between these job
attitudes and employee engagement. According to other study on employee
engagement (Schaufeli & Bakker, 2004), sentiments like satisfaction and commitment
are the result of employee engagement, proving the need. Broaden-and-build
hypothesis of positive emotions, job satisfaction and affective commitment are
antecedents of employee engagement. The JD-R model is used to observe the effects
of job satisfaction, which is based on the COR theory.
2.5.1 Resources

Sources might come from the job itself (work resources) or from the
individual's personality (personal resource). These resources include anything that can
help an employee lessen workplace demands and the physiological and psychological
expenses that come with them, as well as provide opportunities for learning and
growth. When a work is created in such a way that a person is given duties that are
appropriate for their skills and is also given clear instructions regarding the objectives
to be met, the employee is more likely to believe that they can reach their objectives
quickly and without feeling overwhelmed. The job qualities in this example are
resourceful because they have lowered the psychological expenses connected with the
job demands. Employees are more likely to work harder and not be concerned about
being treated unfairly when it comes to being promoted for their achievements at
work if they believe the company provides equal opportunity to everyone in areas
such as career progression or other types of rewards. As a result, the presence of

fairness or justice in the workplace might decrease otherwise avoidable mental stress.

61



Furthermore, when employees receive support from their employers, such as
access to technologies that improve their capacity to work, they will have fewer
physiological and psychological challenges with work activities and will be able to
meet their goals faster. As a result, organisational fairness and support are also
beneficial to employees. The examples of resources fall under the category of "job
resources," as they are resources related to the job's situations. Personal resources are
regarded as "personal resources” when personal elements within individual employees
enable them to affect their circumstances and be successful in their work
environment. "Personal factors” refers to the skills and abilities that people bring to
their jobs that enable them to meet employment expectations and achieve their
objectives. When employees are genuinely motivated to execute their jobs, they are
more likely to achieve their goals because they are motivated by their own desire to
succeed. Similarly, if someone believes they are capable of performing specific
activities, they are more likely to influence their situation in order to achieve the
greatest potential result. The features of a work, the support linked with the task, and
the justice and incentives supplied in the company with respect to the job appear to be
the most common types of employment resources to date (Rich et al., 2010).

Personal qualities, on the other hand, appear to be more narrowly defined.
Personality, confidence, and consciousness dependent on the organisation have all
been identified as personal resources in engagement research (Bakker & Demerouti,
2008; Bakker & Demerouti, 2014; Schaufeli, 2013; Schaufeli & Taris, 2014). A closer
look at these personal resources reveals that they are intimately linked to Lawler and
Hall's (1970) concept of internal motivation, Despite Hakanen et al. (2006) suggesting
that more work be done in engagement research to assess the resourceful nature of

intrinsic motivation, this has rarely been done, with intrinsic motivation only being
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mentioned as a personal resource in Schaufeli and Taris' long list of personal
resources (2014). The following is a thorough examination of the primary resources
stated and inferred in the literature on job satisfaction.

2.5.1.1 Resourceful Nature job Design

"Job design," according to Torrington, Hall, Taylor, and Atkinson (2011), is
“the act of mixing a variety of responsibilities, obligations, and accountabilities to
construct a composites that someone can use in their work and favor as one of their
personal.” It is critical because it is not merely the comerstone of personal happiness
and professional performance, but it is also essential to do the work successfully,
affordably, consistently, and effectively." There have been discussions about the ideal
method to design a job since the advent of occupations, according to history (Truss, et
al, 2014). To date, the behavioural approach to job design has been strongly
associated with achieving the highest results from employees. The behavioural
approach to job design was inspired by the human relations movement in the mid-
twentieth century.

Individual motivational needs should be incorporated in the job design,
according to this approach. These motivational demands could lead to positive
organisational behaviour (Slack et al., 2013; Truss et al, 2014). One notable study
was undertaken by Hackman and Oldham (1980), the creators of the job features
model (JCM). Their JCM was built on the premise that a task is vital in and of itself
for employee motivation (Hackman & Oldman, 1980). The model highlights the
conditions that cause people to become internally motivated to do well at work. The
interplay of three types of variables was the focus of the model:

1) Psychological states that must exist for internally motivated work

behaviour to arise;

63



2) Job qualities that can cause these psychological states; and
3) Individual factors that impact a person's capabilities to react effectively to
a challenging and tough work (Hackman & Oldman, 1980).

The model identified five employment qualities that are closely related to an
employee's work environment and have motivational implications. Ability diversity,
work personality, duty relevance, self-sufficiency, and opinion are some of the job
qualities. Key psychological processes are affected by these characteristics: perceived
relevance, knowledgeable accountability for consequences, and awareness of the
actual consequences, all of which influence motivational components of a job such
work engagement, absenteeism, and work engagement (Slack et al., 2013).

JCM model, various job characteristics have varying effects on the
psychological experiences required for employee motivation. First, the experience of
meaningfulness is dependent on a mix of I skill diversity, which relates to how much
effort a work needs a worker to develop a variety of skills and talents through varied
activities. Jobs that require a wide range of talents and abilities are more valuable to
employees than jobs that are easy and repetitive. ii) Task concept relates to how much
the job requires jobholders to identify and execute a work piece with an apparent
endpoint. Workers find a work more fulfilling when they are a part of the complete
activity instead of a small part of it, and ii) Task Importance, which relates to how
much the job affects the lives of others. The impact can come from within the
organisation or from outside. Employees are more engaged in a job that has a large
impact on others' psychological or physical happiness than in a job that has a slight
influence (Hackman & Oldham, 1980).

Second, for the perception of personal responsibility for job achievements,

autonomy is essential. The degree to which a work permits an individual to have a lot

64



of flexibility is referred to as autonomy, independence, and choice in how tht;y
organise their work and how they carry it out. A job with a high amount of autonomy
means that rather than the boss's or a manual's instructions, the output is defined by
the individual's own efforts, initiatives, and decisions. In such instances, the employee
should accept complete responsibility for the job's triumphs and failures. Finally,
feedback is essential in order to comprehend the results. Feedback mentions to the
degree to which completing the job's mandatory work duties outcomes in the
individual receiving thru and vibrant data regarding the efficacy of his or her
enactment.
2.5.1.2 Resourceful Nature of Organizational Support

According to the organisational support theory, employees get a general sense
of just how much organisation values their people were concerned almost their
happiness (OST) (Eisenberger, Huntington, Hutchison, & Sowa, 1986). Supposed
organisational sustenance is the term used to describe these feelings (POS).
Employees make their decisions by assessing their businesses’ preparedness to reward
additional effort. Rhoades and Eisenberger (2002) discovered that perceived
organisational support has a variety of antecedents and outcomes. Fairness, favourable
organisational rewards, and job conditions such as training, autonomy, and
supervisory assistance are among them. POS has also been found to have a weak
association with demographics and personal qualities. According to Saks (2006),
employees develop higher levels of psychological organisational support when they
see that the organisation cares about their well-being, such as by giving them days off
when they are having personal problems or providing frequent consultations on how
they can improve other aspects of their lives. POS has also been linked to outcomes

like as commitment, performance, citizenship behaviour, withdrawal behaviour,
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work-related affect, and strain in studies (Riggle, Edmonson, & Han-sen, 2000; Baran,
Shanock, & Miller, 2012).

Various sorts of support serve as resources for employees at work, according
to previous debates. When employees, for example, receive assistance from their
coworkers or supervisors, they are improved capable to covenant with a variety of
difficulties and are more likely to be motivated at work. Employees perceive an
organisation as having a personality or human-like features, despite the fact that there
are other routes of assistance (Eisenberger et al., 1986).

While an action taken by an organization's agent may be perceived by others
as a sign of the organization's aim rather than the agents' personal motives, it is
frequently attributed to the organization's intent by others (Rhoades & Eisenberger,
2002). Whereas studies have looked at a variety of social resources (colleague
support, supervisory support), perceived organisational support can serve as a catch-
all for numerous types of assistance in the workplace. Employee engagement is likely
to be induced by the resourceful quality of perceived organisational assistance. Saks
(2006), for example, discovered that perceived organisational support, rather than
supervisory support, predicted both job and organisational engagement. People are
more likely to feel a return on their involvement in their work if they believe their
organisation cares about their well-being and supports their particular aspirations.
This can lead to a sense of purpose at work, which is linked to experiencing happy
feelings at work. Employees may develop the ardour, dedication, and absorption
components of engagement as a result of this great experience.

While several research have looked into the relationship between social
support and employee engagement, there have been fewer that have looked into the

relationship between POS and work engagement. A recent study found that POS is



not only favourably connected with employee e;ngagement, but also that POS
moderates the association between employee engagement and turnover intentions and
deviant behaviour toward a business (Shantz, Alfes, & Latham, 2016). Prior research
has highlighted POS as a predictor of employee engagement, which the authors of this
study recognise.

Furthermore, Alfes, Shantz, Truss, and Soane (2013) cite Baron and Kenny
(1986) to defend the moderating influence of POS on employee engagement. Baron
and Baron et al,, (1986) indicate that a variable can be viewed as a mediator ora
referee liable on the theoretic outline. This reasoning was intended to counter the
more logical explanation that POS is a precursor to employee involvement. As is the
case with many studies (Inoue, et al, 2010; Saks, 2006; Saks & Gruman, 2018; Wang,
Liu, Zou, Hao, & Wu, 2017), Organizational resources like as POS and organisational
justice are antecedents to employee engagement, according to resource-based theories.
As a result, the resource-based theories corroborate this study’s perspective of POS as
a predictor of employee engagement.
2.5.1.3 Resource Nature of Organizational Justice

Greenberg (1987) describes organizational justice as persons’ perception and
reaction to the fairness towards the organization. It reflects how a worker adjudicators
the behaviour of the organization and the attitudes and behaviours of this employee
resulting from their judgment. For example, the act of firing several employees in an
organization may be perceived as an injustice by the remaining employees and could
result in changes of their attitudes and a drop in their performance.

The concept of organizational justice stems from and uses organizational
justice theories such as the equity theory (Adams, 1965), procedural justice theory

(Thibault & Walker, 1975), justice judgment theory, allocation preference theory
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(Leventhal, Karuza, & Fry, 1980) to ;)ﬂ'er explanations in a work setting (Greenberg,
1987). Out of these theories, the equity theory was originally tested in an
organizational work setting, whereas others emanated from a legal perspective
(Greenberg, 1987). In an organisation, justice and unfairness judgments are based on
judgments among oneself and others based on inputs and outputs (Adam, 1965). What
a person observes to offer (knowledge and effort) is referred to as inputs, whereas
what a person perceives to gain beyond a discussion relationship (compensation and
recognition) is referred to as outcomes (Adams, 1963). Internal (one's own self at a
previous period) or outside (another person) comparison points might be used to
evaluate these inputs and outcomes (other individuals).

Furthermore, decisions made in the name of justice are thought to be morally
and ethically correct, and can be linked to religion, ethics, equity, and the law. In the
workplace, concerns such as pay equity, equal opportunity for promotion, and staff
selection processes may fall under the heading of justice or fairness (Tabibnia,
Satpute, & Lieberman, 2008). In organizations, the sense of fairness is important to
the morale and participation of the individuals to their work. Fairness conveys respect
and validates people's worth. Mutual respect lies at the heart of a shared feeling of
community (Maslach et al, 2001). Unfair treatment is emotionally draining and
stressful, and it contributes to a profound feeling of cynicism about the workplace
(Maslach et al,, 2001). Because it describes the role of fairness in the workplace,
organisational justice is intimately tied to it. It is particularly relevant to how
employees determine whether or not they have been fairly treated (Moorman, 1991).

According to Colquitt, Conlon, Wesson, Porter, and Ng (2001), in
organisational settings, perceptions of fairness are primarily focused on the following

decisions: I the fairness of the outcome allocation (distribution) and ii) the fairness of



the methods to deter;nine the outcome allocation (distribution). Distributive justice
(Leventhal, 1980) and procedural justice (Leventhal, 1980) are the two types of
justice mentioned above. According to Elanain (2010), increasing organisational
justice improves employee outcomes, therefore organisational managers use
distributive and procedural justice to promote employee job satisfaction and
organisational commitment, which will assist lower employee turnover intentions.

The perception of fairness in the compensation people receive for their labour
in comparison to others in the same company is fundamental to distributive justice
(Colquitt et al. 2001). Adam (1963; 1965) based his equity theory on earlier work by
Homans (1961), who proved that people made comparisons between the outputs they
got as a result of the inputs they contributed and the outcomes others got with the
same inputs. Employees' inputs are the things they put into their jobs, and their
outputs are the results of those efforts.

Adam (1963) argues that the equity theory can be used to explain a variety of
employee behaviours resulting from unfairness perceptions. In this sense, the
comparisons made by employees had an effect on how they reacted towards certain
elements of their work. If the input-output ratios appear the same to the employee
making these comparisons, then the individual feels a sense of equity. At the same
time, however, when evaluations of employee performances or promotions are not
handled properly, an employee may perceive lack of fairness from the organization
(Deutsch, 1975; Leventhal, 1976). Fairness can therefore promote positive job
attitudes and behaviour in organizations (Colquitt, Lupines, Piccolo, Zapata, & Rich,
2012). This means that personal outcomes, such as the general job satisfaction or
satisfaction with pay can be predicted by distributive integrity (Skarlicki & Folger,

1997; Wood & West, 2010). Regarding behaviour, organizational citizenship behavior
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is low;r in those who had higher levels of perceived unfairness (Karriker & Williams,
2009).

The sense of fairness in regard to the mechanisms that are used to distribute
rewards, ie. the equality of the procedures that bring about results, is referred to as
procedural justice (Leventhal, 1980; Lind & Tyler, 1988). Initial studies of justice
were centred along the realm of the allocation of outcomes, i.e. distributive justice,
and not so much into the process involved. Thibaut and Walker (1975) coined the
term procedural justice to describe a sequence of trainings on the impartiality of the
decisionmaking process. They believed that methods were perceived as fair when
disputants had process control, which meant that they could express their concerns
and affect the particular outcome. By integrating components of resource allocation
decisions in his definition of procedural justice, Leventhal (1980) broadened the
concept of procedural justice. When individuals feel that they have in one way or
another been given the opportunity to be involved in the process that determines what
they are to receive for their input or rather that the process that leads to the outcomes
received is consistent, ethical, accurate and free from bias, then the criterion of
proceduralbias is met (Leventhal, 1980).

Kim and Mauborgne (1998) investigated procedural justice and how it
influences people's emotions when strategic decisions are made. When employees
believe administrative developments are rational, they display high levels of intended
collaboration centered on commitment and trust. Employees who believe the
company's methods are unfair, on the other hand, are more prone to question key
decisions and refuse to work together. There are a few studies on distributive and
procedural justice done as rather laboratory experiments. These studies include;

Greenberg (1987). Greenberg (1987) conducted whenever individuals completed a
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task, the distributive (pay level) and procedural (pay level decision) aspects of justice
were changed. Low pay levels were only deemed fair if procedures were applied
fairly, whereas high wages and salaries were considered fair regardless of rules
(McFarlin & Sweeney, 2009).

Skarlicki and Folger (1997) recognised the fairness of a company's formal
procedures as a type of procedural justice. According to McFarlin and Sweeney
(1992), procedural justice in the workplace is linked to gauging the supervisor's
confidence and commitment, and processes are more important than distributive
fairness in projecting results. Folger and Konovsky (1989) determined that procedural
justice strongly affects the attitudes towards an institution or authority rather than a
specific outcome. All these studies suggest that employees who feel that the
procedures involved in receiving their rewards is fair then they invest more inputs into
their work.

While studies associated with justice have existed in the work setting context
(Adam, 1963), to date there are few studies that have associated organizational justice
with employee engagement (Crawford et al, 2013). Once an employee perceives that
justice is prevalent in their organization, they are probable to feel nontoxic in their
work environment and about the manner they will be treated in different situations.
Thus, instead of feeling stressed while at work (because of injustice), they are
probable to texture helpful about their work and their organization. These positive
feelings have motivational potential. In other words, they could lead to higher
employee engagement levels.
2.5.1.4 Resourceful Nature of Rewards

According to Woods and West (2010) rewards generally refer to anything that

is given for the recognition of an achievement. It can also be defined as something
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given or received in return for a service (Bowen, 2002). While it is a legal obligation
for monetary rewards (pay) to be provided to the employee by the employer, reward
entails more than money. One of the common distinctions of rewards is whether they
are intrinsic or extrinsic. Extrinsic rewards refer to the concrete benefits acquired as a
result of completing the job, whereas intrinsic rewards refer to the satisfaction that a
person obtains from doing the job (Porter & Lawler, 1968). With these definitions,
intrinsic rewards are more reflective of intrinsic motivation (which is discussed in the
following section). When an employee does well and receives money for that
performance, then they have been rewarded. They may also be promoted to a more
senior position which may entail that the organization has recognised and rewarded
the contribution that the employee has made to the organization. Thus, being
promoted reflects both aspects of monetary or financial gains as well as nonmonetary
elements of being recognized, respected by members in the organization (Bakker &
Demerouti, 2007; Saks 2006). Maslach et al. (2001) identify rewards as an important
resource in motivating people at work to be active and enthusiastic to their work.
Accordingly, the importance of rewards in the work settings is alliterated in the effort-
reward disproportion model (Siegrist, 2012).

This model claims that when an individual, such as an employee exerts effort
at work, then the effort needs to be reciprocated by some form of reward, such as in
the form of salary, esteem reward, and advancement views, job security of salary,
esteem reward, and promotion prospects, job security and status regularity (Bakker &
Demerouti, 2007). The failure to offer these rewards can lead to employees becoming
stressed and other negative consequences such as cardiovascular risks may occur.
Since resources reduce the psychological stress associated with job demands, the

ability of rewards to reduce stress qualifies a resource.
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2.5.1.5 Resourceful Nature of Intrinsic Motivation

Experimental studies of the behaviour of animals were the first to observe that
organisms could engage in lively or curiosity-driven behaviour in the absence of any
reward or reinforcement (Ryan & Deci, 2000). The motives for such behaviours
seemed to be based on the positive experiences associated with exercising and
extending one’s capacity (Ryan & Deci, 2000). Human beings have different motives
for engaging in different behaviours, and one of these is doing an activity to
knowledge the desire and gratification integral in the action (Deci, Connell, & Ryan,
1989; Vallerand, 1997). This form of drive to act for the sake of the activity has been
referred to as intrinsic motivation (Ryan & Deci, 2000; Van Yperen & Hagedoom,
2003). Intrinsic motivation is described as "the practise of an action for its
characteristic fulfillment rather than for any specific result.” Whenever a someone is
achievement oriented, he or she is motivated to perform by the joy or pleasure it
brings, not by outside products, demands, or rewards (Ryan & Deci, 2000). The
essence of an individual to be drawn to act in a positive method for of the outcome of
that behaviour makes intrinsic motivation different from internal motivation. Internal
motivation is where one may convince oneself that when the work is hard, they are
likely to achieve their dream. In this instance, there is an internal drive pushing
towards an external outcome. Intrinsic motivation is when one works hard because
they enjoy working hard without thinking or being driven by an external oriented
drive (Babakus, Yavas, & Karatepe, 2008). In a work setting, intrinsic motivation
reflects an employee’s emotion of task or capability resultant from performing a job
(Babakus, Yavas & Karatepe, 2008).

Employees who are intrinsically motivated seek happiness and self-

expression in their work (Babakus et al. 2008, p. 390). In addition, as intrinsic
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motivation is an aspect of the self that pushes one towards actions that enable them to
achieve a certain goal, then intrinsic motivation qualifies as a personal resource
(Babakus, Yavas & Karatepe, 2008). Several studies have investigated individual
assets for example organizational based self-esteem, optimism and flexibility, and
have found them to confidently relate to employee engagement. Intrinsic motivation,
as assessed in Lawler and Hall (1970), reflects a variety of elements associated with
these personal resources. This strengthens the argument of intrinsic motivation being
included as a personal resource (Babakus et al., 2008). Along with multiple other
items, intrinsic motivation was included in Schaufeli and Taris (2014) as one form of
a personal resource.
2.5.2 Job Attitudes

Job attitudes are one of the oldest, influential and most studied constructs in
organization studies (Judge & Kammeyer-Mueller, Job attitudes, 2012, p. 342). In
general, Employment attitudes are assessments of one's job that represent one's
sentiments, ideas, and commitment to that work. The definition of job attitudes shows
that there are affective and cognitive components associated together. While
architecturally separate, the feeling and thinking parts of the brain are inexplicably
liked in operation (Adolphs & Damasio, 2001). In this sense, because cognition relies
on emptive for input, cognitive and feelings are intertwined in people's psychosocial
adjustment (Judge & Kammeyer-Mueller, 2012) Job attitudes have been highly linked
to positive behaviour in organizations. When employees possess positive attitudes at
work, they are likely to act in behaviours that are reflective of their approval of the
situation at work. As such, positive attitudes have been linked to organizational
citizenship behavior, reduced absenteeism, reduced turnover intentions etc. job

attitudes are also an integral part as antecedents to employee engagement. As
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explained earlier, the main theoretical premise for their inclusion comes from the
B&B theory of constructive feelings. The specific job attitudes included in the model
are discussed below.

2.5.2.1 Job Satisfaction

Work engagement, like job happiness, has captivated the interest of
psychologists and organisational behaviour experts (Cicolini et al., 2014). Because
job happiness has been extensively studied since the 1970s, the focus of this research
will be on job pleasure and the quality of teaching. This part begins with a description
of the origins of job satisfaction, accompanied by studies on influences that add to job
satisfaction. Expectations for job happiness and studies on teacher job satisfaction will
round out this section.

Job satisfaction was established as a research topic thanks to the Hawthorne
experiments. During the 1920s, Elton Mayo did this research in Chicago. Mayo was
curious as to what motivated people to aspire to be extra dynamic at work. He
determined that neither income nor the firm's employed environment, for example
illumination and discontinuity periods, had a substantial impact on staff productivity.
Rather, he showed that when the organization encourages contact with other people
and makes employees feel appreciated, job happiness rises, productivity
improvements (Reina-Tamayo, 2017).

Although various other theories exist, Locke's (1976) is probably the most
generally recognised theoretical description of job satisfaction. According to Locke,
"a pleasant or happy emotional state coming from a review of one's work or
professional experience” (Locke, 1976). According to Locke's categorical
imperatives, also known as Range of Alderfer's erg theory, workers are motivated

with professions that they believe provide them with the characteristics they esteem.
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An individual may be satisfied with their work setting if they value flexibility and
their job allows them to make effort decisions without being observed. The
discrepancies between a person's professional aspirations and the circumstances of
that job are illuminated by Locke's argument. If there is a significant disparity,
workers will be dissatisfied. Furthermore, by emphasising employee values and
expectations, Locke's theory highlights the fact that not all employees are suited to all
occupations. A career that corresponds with one's values might not be the best fit for
another's.

Herzberg, Mausner, and Snyderman offer an alternative perspective on job
satisfaction (1959). Several elements, organised into two categories—motivation and
hygiene affect job satisfaction and discontent, according to this viewpoint. Herzberg's
1959 two-factory hypothesis has been the basis for numerous studies in organisational
and human behaviour. In industrial and organisational psychology, job satisfaction is
the most commonly studied work-related attitude (Judge & Kammeyer-Mueller,
2012). Job satisfaction is a term that has been defined in a number of ways. Brief
(1998) defines job satisfaction as "an inner state exhibited as agreement or
disagreement of a job experience through emotive and/or cognitive judgments" (p.
86). This position is shared by other authors. Job satisfaction is viewed as a rating of
how suitable a workplace is (Motowidlo, 1996).

It is the degree to which people enjoy or displeasure their jobs (Spector, 1997,
P- 2), and hence an employee's positive attitude about his or her job (Amold &
Feldman, 1986). Job satisfaction is a measure of an employee's emotional well-being
as a result of both how he or she feels about his or her job (affect) and how he or she
thinks about the many aspects of his or her job (Weiss, 2002). According to Judge and

Kammeyer-Mueller, there are different meanings of job satisfaction (2012), Work
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satisfaction is the most commonly used phrase in managc;ment studies, defined by
Locke (1976) as "a pleasant or positive psychological state coming from a review of
one's career or job experiences.” (p. 1304). As a result of an assessment of the work
situation, job satisfaction refers to an individual's emotional response to a job (Mottaz,
1988). This emotion expresses pleasure and excitement for one's job. As a result, job
satisfaction encompasses both cognitive (contentment) and affective (pleasant
emotional) elements. Despite the idea that these components are distinct, Adolphs and
Damasio (2001) demonstrate that the brain's thinking and feeling areas are intricately
interwoven in their activity (Judge & Kammeyer- Mueller, 2012). Emotions are used
as an input at higher levels of cognition, meaning that cognition and emotion are
interwoven in human psychosocial adjustment.

In work contexts, Judge and Kammeyer-Mueller (2012) observe that general
or overall pleasure results from the process of appraising the many aspects of the job.
Job satisfaction, according to Spector (1997), can reflect the whole job situation or be
focused on specific aspects of a job, for example, job satisfaction can be defined as a
collection of individual attitudes about various aspects of a job (Lee, 2012). Job
satisfaction, in particular, is thought to reflect an employee's sentiments and ideas, and
to evolve through cognitive and emotive responses to the job and its dimensions (Rich
et al. 2010).

In an attempt to explain satisfaction, Herzberg, Mausner, & Snyderman,
(1959) developed Herzberg’s two factor theory. Herzberg et al. (1959) depicts that
satisfaction and disappointment are not measured on the same scale, rather, two
distinct attributes that must be measured independently from one another. They are
not at opposite ends of the same continuum (Herzberg et al,, 1959). This meant that

when an employee indicates that they are not satisfied, it does not mean they are
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dissatisfied, as satisfaction and dissatisfacti(;n come about due to completely distinct
variables (Robbins, Judge, & Hasham, 2012). The two-factor theory has been widely
tested and, in this view, intrinsic factors have been associated with motivation and can
be referred to as motivators or satisfiers, while extrinsic factors are associated with
employees being neutral or dissatisfied and are referred to as Hygiene factors. Thus,
accomplishment, acknowledgement, development, development, as well as the
environment of the work itself are typical examples of motivators. The salary that an
employee receives, the relationship an employee has with his/her peers or/and boss,
the policies of his/her organization, the working conditions and even the way they are
supervised are typical examples of hygiene factors (Robins et al., 2012).

The model implied that job enlargement was central to organizations, and
therefore Herzberg suggested that a job should be designed such that it provides
sufficient challenge to an employee that will inevitably lead them to use their full
skills and abilities. Those employees who show higher levels of skills should be given
increased responsibilities, and if the job cannot accommodate employee skills,
organizations should consider automating the task or replacing the employee with
another less skilled employee. The bottom-line is that motivation will not occur to an
individual who is not given the opportunity to use the full scale of their abilities.
Though widely used, there have been criticisms of the two-factor nature of the model.
While some have pointed to the methodological related aspects of the research that
has elicited the two separate dimensions of job satisfaction anddissatisfaction, others
have pointed to other experiments that have failed to replicate the findings of the
model (Hinrichs & Mischkind, 1967). In addition, the model has not considered the
potential effect of individual differences on their reported satisfaction or

dissatisfaction. Individual personality traits seem to influence how satisficd an
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employee can be and vice ver'sa, but the model under no circumstance deals with this
reality. Finally, while plausible at first glance, it is not necessarily accurate to
conclude that job satisfaction leads to higher productivity, despite the model’s
suggesting that. There are employees who are satisfied yet do not deliver higher
performances in their work.

Locke (1976) developed the range of affect theory; one of the most frequently
used theories in explaining job satisfaction in organizations. The theory rested on the
propositions that responses of an affective evaluation reflect two judgments, i) the
disparity between what an individual wants and what he or she believes they are
getting, and ii) the importance of what the individual wants, It was also hypothesised
that the interaction of the have-want gap and importance influenced the level of
contentment (Locke, 1976). This suggests that the key dcterminant of job happiness is
the difference among what and worker gets from their work and what the worker
desires from a work. Furthermore, it implies that the amount of satisfaction for a
given item is governed not only by the have-want gap, but also by the item's
importance (Wu, 2015). Given the amount of discrepancy in the employee’s
expectation and actual situation, the things of high personal value could then elicit a
wide range of subjective responses, from great satisfaction to considerable discontent.
Low personal importance items, on the other hand, provide a limited affective
reaction to the neutral point of the satisfaction—dissatisfaction aspect. The closer the
wants of the employee are to what they are getting from their job, the higher the levels
of employee satisfaction. Unlike the two-factor theory, there is no separation of
satisfaction and dissatisfaction factors. The extent to which an employee values a
certain facet of their job, such as getting feedback or having freedom at work,

intensifies the satisfaction or dissatisfaction of that employee when the expectation is
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either met or 'not. Due to personal differences, employees may value different facets
of the job differently and therefore satisfaction of employees may differ even when
subjected to similar conditions and expectations. For example, if an employee
strongly values getting feedback from their work they will be highly satisfied if their
work meets this condition or dissatisfied if their work does not meet this condition. In
contrast, if another employee does not care whether they get feedback from their
work, then it will not make a huge impact on to their satisfaction whether the
expectation is met or not.

Things of significant personal value could trigger a wide variety of subjective
responses, from extreme happiness to extreme dissatisfaction. Low personal
importance items, on the other hand, generate a limited emotive response to the
satisfaction—dissatisfaction aspect's neutral point. Inspiring elements are aspects of the
profession that encourage people to work hard and provide them with a sense of
accomplishment. Achievement, recognition, praise, and promotions, as well as pay,
corporate rules, benefits, and the working environment, are all motivators. The
professions or tasks themselves contain these motivators. To put it another way,
inspiration comes from the effort himself or from characteristics of the job.

Because motivation was a hot issue, External rewards or intrinsic motivators
are psychology notions that have been included into several descriptions of job
satisfaction and are still used in job satisfaction studies. Salary, benefits, and
workplace circumstances are examples of external rewards, while performance,
acknowledgment, and academic study are examples of intrinsic motivators. Such as,
_ Kang et al. (2015) used linear regression to explore the impact of motivation and
satisfaction on worker job happiness. Rewards and motivation, according to their

research, might take a considerable relationship with worker work satisfaction.
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Employees who are driven are more productive, according to previous studies.
According to emgulien, Bashor, and Purnama, work satisfaction influences employee
job performance (2017). Intrinsic and extrinsic rewards, according to Nyamubi
(2017), may influence teacher satisfaction.

Using a representative selection of 1,981 persons, Judge, Bono, and Locke
(2000) investigated the link between core self-evaluations, intrinsic job qualities, and
job happiness. Work difficulty is a durable analyst of worker identity and job
happiness, according to Judge et al. (2000), which means that tough activities provide
employees greater freedom, which promotes employee satisfaction.
2.5.2.2 Organizational Commitment

Various definitions of organisational commitment have been proposed over
time. It is described by Porter, Steers, and Mowday (1974) as a measure of how much
workers care about and interact with their jobs. Organizational commitment is a
multifaceted notion that encompasses a worker's desire to visit with an organisation,
confidence in and acceptance of the organization's principles and aims, as well as
willingness to put out work on its behalf (Mowday, Steers, & Porter, 1979).
Organizational commitment, according to Allen and Meyer (1996), is characterised as
participation in, a sense of belonging to, and an emotional relationship to a work
organisation. Employees that have a psychological link with an organisation are often
referred to as "organisational commitment." Similarly, organisational commitment has
recently been characterised as an individual's psychological relationship with an
organisation, as indicated by an emotive attachment to it, a sense of loyalty to it, and
an intention to stay a part of it.

Allen and Meyer's three component model (TCM) has been frequently used to

study organisational commitment (1990). Organizational commitment is multi-
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dimensional in this concept, consisting of three dimensions: affective commitment,
continuity commitment, and normative commitment (Allen & Meyer, 1990).
Affective commitment mentions to an employee's emotional tie to his or her
employer, which motivates them to stay with the company. Affective promise
happens when a worker impressions a personal connection to the company, identifies
with the company, and participates in the company. As a result, Employees believe
strongly in the organization's aims and values and are willing to go above and beyond
in order to achieve them (Allen & Meyer, 1990).

A sense of belonging as well as an emotional connection with one's career,
organisation, or both is referred to as affective commitment (Rhoades, Eisenberger, &
Armeli, 2001). Ultimately, with affective commitment, an employee remains and
commits to the organization they do it because they want to, not because they have to
(Allen & Meyer, 1990). The term "continuance commitment” refers to a worker's
decision to break with the company because they must. It entails an employee
operating consistently in accordance with their field of work based on the anticipated
consequences of stopping the work or, in this example, leaving the company. Meyer
and colleagues (1989). Employees who have a long-term commitment to the company
stay because they understand how important it is to them that the cost of leaving the
organization, be it economic costs (salary and other benefits), social costs (friendships
wth colleagues) or both, are far greater than the benefits they would gain by leaving
the organization (Allen & Meyer, 1990).

Its been argued that continuance commitment many be, in itself, two
dimensional where people may not only look at the perceived sacrifice that they will
make for leaving their organization, but also the of lack of alternatives (McGee &

Ford, 1987). All in all, these staff are obligated to stay with the company because they
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cannot afford to leave (Allen & Meyer, 1990). A sense of moral obligation toward the
organisation is referred to as normative commitment that causes an individual
employee to remain working for that organization. They commit to an organization
because they believe they ought to. They view loyalty as an obligation, and
commiting to an organization is a matter of principle whether it is or is not the best
scenario for their carcer. Normative commitment is at times an internalised or
personal pressure that one has (Allen & Meyer, 1996).

Scientists have established concepts surrounding the concept of work and
organisational commitment as interest in employee quality and productivity has
grown. Organisational commitment, according to Meyer and Allen (1991), is a
psychological condition in which an employee has a positive attitude and is loyal to
the firm. Employees who are committed to the company will want to continue
working there (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002). Three mindsets
are included in Meyer and Allen's commitment model. Affective commitment is
defined as an employee's emotional commitment to the company; ongoing
commitment is described as a budgeting of quitting the corporation; and
organisational commitment is defined as an individual's feeling of obligation to stay
with the organisation. Employee emotional commitment is linked to job happiness
and the possibility of security help on the job, as per a study. According the study,
workers' regular views of job assistance might cary to improve the levels of
continuance assurance. According to George and Sabapathy (2021), dedicated
teachers are inspired to work harder on employment tasks, and when educational
leadership is high, motivation is high, resulting in teachers taking on more

responsibilities at work. Organizational commitment is associated with work
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happiness, efficiency, and presentation, as shown in a study. It's also probable that it's
connected to job satisfaction.

On the other hand, commitment alone is insufficient to explain workplace
engagement. A variety of work-related ideas may be required to explain and
appreciate how to enhance engagement (Reyes, 1990a, p. 237). Bakker and Leiter
(2010) and Kahn's (1990) engagement theories were used to establish a framework for
teacher work engagement. Teachers with high levels of affective commitment are
more likely to (a) get emotionally attached to their employment, (b) have higher levels
of satisfaction and a positive attitude toward their occupations, and (c) be more
involved in the workplace, according to the proposed framework. Acoording to this,
the level to which motivation and satisfaction are associated to teacher work
engagement was investigated in this study. The following paragraphs delve deeper
into the research on the study’s key factors.
2.5.2.3 Origins and Definition of Organizational Commitment

A growing interest in staff productivity has resulted in a slew of organisational
commitment studies (Mowday et al, 1979). Organizational commitment is a
psychological state in which employees have a good attitude and are loyal to the
company (Meyer & Allen, 1991). Employees who are committed are more likely to
want to stay with the company (Meyer et al., 2002). Three mindsets are included in
Meyer and Allen's commitment model. Affective commitment refers to an employee's
emotional attachment to the company; continuation commitment relates to the
worker's sense of obligation to stay with the organisation; and attitudinal loyalty
relates to the employee's notion of cost-benefit of leaving the organisation. In
research, the Meyer and Allen model (TCM) is commonly utilised (Vinué, Saso, &

Berrozpe, 2017). This commitment modcl was employed in this investigation.
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2.5.2.4 Factors that Contribute to Organizational Commitment

Age, sex, education, work satisfaction, income, complexity, and the size of the
organisation are among the personal and organisational elements that enhances
employee commitment, according to researchers (Allen & Meyer, 1990).

Bahtti and Nawab (2011) discovered that satisfied employees are more
committed to their employers. Bahtti and Nawab (2011) employed regression analysis
to analyse the link between employee salary, contentment, and commitment among
Pakistani university teachers in order to gain a better understanding of how
remuneration affects employee satisfaction and loyalty. Compensation, together with
a favourable work environment, had a substantial impact on employee commitment to
the firm, according to their findings. Rather than providing a comprehensive
assessment of organisational commitment studies, I will cover the predicted
consequences of organisational commitment and then address organisational
commitment research in the educational setting.

2.5.3 Stages of Organizational Commitment

According to the researchers, there are three stages to organisational
commitment. From one step to the next, the motivation for the employee's
commitment changes. The following are the three stages:
2.5.3.1 Compliance stage

When a person performs in a way that fits with organisation norms, it is not
because he or she believes in the organization's standards and principles, but rather
because the organisation rewards and promotes him or her. Individuals' commitment
at this phase is determined by the quantity of outcomes they receive from the

company (Kelman, 2016).
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2.5.3.2 Identification Stage

The affiliation stage is characterised by a solid wisdom of fit in to the
organisation, in which each employee feels a deep connection to his or her workplace
and is glad to be a part of it (Mollel, 2005). Most academics believe that the
organisation is the first and most essential place for people to define themselves, and
that there is an encouraging relationship between organisation and individual identity.
Work commitment varies from adherence in the beginning of the procedure since
workers in this phase show a great commitment to engage with the organization.
2.5.3.3 Internalization Stage

This is the stage in which employees' beliefs and values are matched to the
organisation, according to Mollel (2005). In their research, they also asserted that
Employees here would like to stay since they share a same ideals, therefore this is the
final phase of engagement. As previously indicated, the stages of responsibility vary
from one level to the next. Employees initially want to stay because of the pay, then
because they feel like they belong to the organisation, and last because they share the
institution's values.
2.5.4 Three Components of Model of Commitment

The topic of organisational commitment has long piqued the curiosity of
academics. Most scholars have been researching organisational commitment theories
since the 1980s (Reichers, 2019). Meanwhile, the educational system has been
waiting for a framework that can serves as the foundation for future research leading
to a shortage of consistency on the study of these criteria, which is becoming
extremely challenging with the use of commitment metrics (Meyer & Allcn, 1991).

The question of organisational commitment has always been a hot one.

Affective attachment to the organisation, cost perceptions associated with quitting the
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enterprise, and obligations to stay are all recurrent —topics in studies on the notion of
organisational commitment (Meyer & Allen, 1991). To begin, the majority of the
authors define commitment as an emotional response to the organisation. They
believe it is associated to a personality's sympathy with the organisation, attitude
toward the organisation, and affective attachment to the organization's goals and
principles (Venter, 2018). Second, when pledges are interconnected to continuous
contribution in proceeds or the avoidance of associated costs, there is a long-term
commitment. Finally, according to certain studies, maintaining ethical allegiance and
engagement to the organisation may be considered lifelong commitments (Marsh &
Mannari, 1977).

Affective, continuous, and normative commitment are the three main elements
of the concept of organisational commitment (Meyer and Allen, 1991). These three
responsibilities all represent a mental makeup and also have an effect on employee
connections as well as retention of organisational members (Meyer and Allen, 1991).
2.54.1 Affective Commitment

According to Monday et al., affective commitment is split into four types
(1982). Individual features, structural elements, job-associated criteria, and work
experience are all examples. For a number of reasons, workers are eager to make
commitments, including personal professional ethics, personal obligations, and
personal interests that are related to work, among others (Dubin, Champoux, & Porter
2008). All of these examples can be used to show how employees' propensity to keep
promises varies. Individual commitments have also been influenced by environmental
factors (Meyer & Allen, 1991). Individual characters that merger more well with the

environment prompt a further vigorous answer, and vice versa.
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Second, structural variables il;ﬂuence employee commitment (Meyer & Allen,
1991). Despite the fact that most studies examine the relationship between
organisational structure and individual commitment in a more indirect manner (Farris,
2012), there is a correlation between the two. The employee-subjective relationship,
and the clarity of employees' duties in the organisation, are predisposed by the
organisational structure (Meyer & Allen, 1991). Accordingly, the organisational
structure might have an indirect impact on employees' affective commitment.

Finally, job-related qualities are one of the factors that influence individual
commitment (Garg, 2014). Job-related factors such as supervisory aid, peer support,
and resource access influence individual commitment. According to research,
corporate assistance has a significant impact on employee engagement, and
employees are more likely to retum to companies that make successful pledges
(Eisenberger et al., 1986). Similarly, solid relationships with coworkers influence
employees' effective commitments, which can lead to strong effective commitments.

Employees' ability to access resources is an important component of their
profession. Employees' willingness to make a true commitment to the organisation is
influenced by their access to resources (Angle & Perry, 2000). Office space,
photocopying equipment, administrative assistance, and access to a computer are all
examples of job-related resources. Employees' consciousness may be boosted if they
have access to resources that make their jobs simpler (Bulut & Culha, 2010).

Furthermore, when compared to individual and organisational qualities, the
gap among professional experience research and successful dedication is particularly
notable (Meyer & Allen, 1991). Employees' psychological and physical comfort
requirements are the two aspects of professional experience that constitute successful

engagement (Mowday & Steers, 1979) and their job aggressiveness.



2.5.4.2 Continuance ’Commitment

Continuity pledges are individual promises to the organization's continued
activities (Allen & Meyer, 1991). Benefits are usually the basis for these
commitments. Individual perceptions of the costs of leaving the organisation are a
prerequisite for organisational commitment to the reaction, anything with the potential
to rise expenses can be considered as a requirement for continuous obligation (ibid.).
The slower someone workings in an office, the more perks they receive and the most
resources they have available to them (ibid.). This means that the longer you work for
a company, the more perks you'll get, the more skills require you'll learn, and the
more personal relations and authority you'll establish (ibid.). Workers lose everything
they have and when they leave their positions, therefore they continue to work for the
company to maintain their current resources,

According to Clinton-Baker (2014), age and length of service have an effect
on long-term commitment. Beginning workers are most probable to left throughout
their employment since they have little professional experience, and the cost of
leaving the company is lower than it is for senior employees with more knowledge
(Meyer & Allen, 1984). In addition, the quantity and quality of the organization's
contributions have influenced its desire to continue (Coetzee & Bergh, 2009). When
companies increase the amount or size of their assets, the market efficiency of
competitive alternatives decreases, the organization's appeal to employees increases,
and worker responsibility increases (Meyer & Allen, 1991). Eventually, employee
work contentment has become a factor in their willingness to stay with the
organisation (ibid.). Employees that are content at jobs are most probable to

committed longstanding and stay with the company.
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2.5.4.5 Normative Commitment

According to Meyer and Allen (1991), normative commitment has received
less attention than empirical commitment, with more theoretical developments than
empirical developments. Individuals and organisations come together to develop a
normative agreement (Bakotié, 2016). The cornerstone of normative commitment,
according to Wilson (2014), is the firm's willingness to create incentives for
employees. Employees are subjected to societal regulatory pressures before they enrol
or join an organisation. Employees will make moral commitments if they believe they
would be praised if they follow societal norms (Meyer & Allen, 1991). In the 1980s,
normative commitment was seen as a condition for staying in the organisation
(Wilson, 2014). Various scholars suggest that normative commitment indicates that
employees and organisations benefit from each other after twenty years (Meyer et al,,
2002).
2.5.5 Factors that affect organizational commitment based on several
commitment types

The role of commitment to organisational performance has been highlighted in
several research. Individual employee performance has a greater link between
organisational dedication and job success, according to Meyer and Allen (1997).
Consider salespeople: there is a substantial correlation between personal performance
and staff loyalty to the organisation (Hilton, 2017). As a result, organisational
acceptance is crucial in strengthening the organization's integrity and effectiveness
(Hassan, 2017).

Ishengoma (2004) looked at a number of factors that influence organisational
commitment, including dedication to the job, people, personal self, organisation, and

stakeholder. The following are some of the arguments advanced by academics:
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2.5.5.1 Commitment towards job

Normative commitment, according to Meyer and Allen (1991), is the subject
of less investigation, with more theoretical developments than empirical
developments. Individuals and organisations come together to develop a normative
agreement (Jena, 2015). The cornerstone of normative commitment, according to
Wiener (1982), is the firm's willingness to create incentives for employees.
Employees are subjected to societal regulatory pressures before they enrol or join an
organisation. Employees will make normative commitments if they believe they will
be rewarded for adhering to social standards (Meyer & Allen, 1991). In the 1980s,
normative commitment was seen as a condition for staying in the organisation
(Johnson, 2010).

Employee satisfaction refers to an employee's evaluation of their work, and it
has always been a major issue for businesses (Bhatti & Qureshi, 2007). Burns et al.
(2008) define it as an employee's attitude toward his or her workplace. Only a few
organisations, though, have made employee happiness a top focus (Bhatti & Qureshi,
2007). Employees are more inclined to choose a firm that is more productive and
innovative, which many companies have yet to recognise. Employees are more
willing to commit when they believe their bosses can be happy at work and be
comfortable with themselves.

According to Mosadeghrad, Ferlie, and Rosenberg, job satisfaction,
organisational commitment, and turnover percentage are all linked (2008). Employees
who are happy with their jobs are more creative and wish to stay in the company
longer, which affects the turnover ratio; employees who are unhappy with their

positions are more inclined to leave.
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2.5.5.2 Commitment towards people

Employees' interpersonal contacts with coworkers are generally positive,
showing that their personal and environmental elements are favourable (McCloskey &
McCain, 1988), and they are willing to commit to the organisation. This kind of
commitment is a commitment to people.

Gender, age, and educational level are some of the personal factors that
determine an employee's level of commitment. Al-Ajmi (2015) conducted a study on
436 employees in five organisations to see if there was a difference in workplace
commitment between males and females, but the results showed no difference in level
of commitment based on gender, whereas Khalili and Asmawi (2012) The
discrepancy in commitment among men and women is majorly attributable to
normative commitment, with females having stronger level of commitment than men.
A study by Klein, Becker, and Meyer (2009) looked into the link between employee
age and commitment. Individuals between the ages of 31 and 45 and above had a
larger willingness to stay in the organisation, according to their research, which
comprised 3000 employees from six significant organisations.

While there are various viewpoints on the impact of education level on
organisational commitment, Klein, Becker, and Meyer (2009) stated that as an
employee's education level increases, so does their commitment. They looked into the
amount of commitment of employees with a low level of education and observed that
those individuals stayed in the company longer.

Organizational commitment is influenced by environmental factors as well.
The first environmental component to examine is communication. Leiter and Maslach

(1988), assumed the extreme interpersonal communication causes the employee's

92



feelings to move, generates excessive emotional expansion and loss, and eventually
leads to a decline in personal achievement and a rise in job burnout.

The bulk of studies imply that environmental factors directly promote job
burnout (Mathieu & Zajac, 2005). Mood swings can be caused by interactions with
others, whether they are coworkers or consumers. Increased amounts are the source of
problems, frustrations, and even, and occupational burnout is the result of this
negative emotional shift. Employees are unwilling to commit to continuous work
when their emotions are low, and they want to get out of the stressful work
environment as quickly as feasible.

Perceptions and attitudes of individuals, on the other hand, are immensely
important (Cohen, 1993). The quality of communication has an impact on
organisational commitment. Allen (1992) discovered that in organisations that use
total quality management, communication boosted organisational commitment by 59
percent. Employees can gain job- and task-related information through effective
communication, which boosts their level of involvement in the organisation and
improves affective, persistent, and normative commitment (Altarawneh, 2014).

Additionally, efficient communication between employees and management
can improve the working environment, reducing job tiredness and motivating people
to stay with the organisation (Mathieu & Zajac, 205). According to Avolio (2014),
have a substantial impact on employee commitment. The transformational leader has
an impact on their followers by allowing them to speak up, as well as giving them
room to think about their needs and a wider range of ways to express them, which
enhances their level of obligation (Walumbwa, 2021). Transformational leaders'
supporters continuously have a good attitude because they understand how significant

they are to the organization (Finegan & Shamian, 2001).
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Alternative ecological influence, according to Hakanen et al (2010), is the
wellbeing environment. According to him, the safety climate has & huge impact on
employee commitment. They discovered that when companies create a safe working
environment and prioritise employee safety, employee commitment increases.
2.5.5.3 Commitment towards own self

According to Buchanan (1974), commitment develops an interchange
affiliation between the organisation and the individual, with employees joining the
organisation in exchange for a monetary reward. When a change is implemented, the
direction of the change will have an impact on the employee's dedication (Hewitt,
2013). Staffs are eager to agree with changes in exchange for a commitment to the
company. Employees will leave their commitment to the organisation in order to
pursue their own ambitions when the company's interests collide with their personal
goals (Hewitt, 2013).

Employees come to the company looking for a work environment that meets
both their personal and professional goals (Hewitt, 2013). Employee commitment will
rise when a company's ability to fit individual needs, abilities, and goals improves.
Employees accept the company's ideas and goals, volunteer for it, and want to be a
part of it, therefore such dedication does not suggest employee exploitation. As a
result, when a company is able to meet its employees' needs, those employees will be
more committed to their own growth (Hewitt, 2013). Human resource management,
according to Hilton (2017), is responsible for meeting the needs of employees; many
training and development programs, including such developmental evaluation,
advancement, remuneration, and training programmes, play a critical role in
employees' commitment and inspiration; when workers feel respected for their work,

they are more likely to stay with the company, and conversely.
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2.5.5.4 Commitment towards the organisation

Some individuals trust that staffs make pledges because of the organization's
personality, and that the organization's high recognition causes employees to make a
voluntary commitment to continue working, according to several research on
organisational commitment (Hogan, 2006). Employees can use the company's identity
to better understand their experiences, organise their thoughts, make plans, and feel
accomplished. Wan-Huggins et al., assumed the organisational identity is linked to the
purpose to stay in the organisation (1998). Job satisfaction is linked to organisational
promise (Myers & Oetzel, 2003), while work input and motivation are linked to
organisational empathy (Myers & Oetzel, 2003).

According to Hollebeek (201 1), Human growth is accompanied by
communicating effectively, implying that the organisation integrates individuals into
the organisation and that workers will choose to work for it. When a group works
collaboratively, one may sense the pressure. This form of pressure may cause people
to take longer to collaborate (Barker & Tompkins, 1994). Personal identification
might capture people's attention to a time-consuming process and eventually lead to
them joining the organisation (Barker, 1993). As a result of their high admiration for
the organisation, members of a developing organisation are eager to commit to it (Hup
Chan, 2016).
2.5.5.5 Commitment towards Stakeholders

A stakeholder is a large group of people who are invested in the success of a
company. Many crucial links remain missing, despite the efforts of numerous
academics (Kelly, 2015), and these ideas are associated to organisational identity and

obligation. According to stakeholder theories, the corporation should look at the most
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important aspects of the stakeholders' welfares that would impact their behaviour,
such as their devotion to the company (Komba, 2017).

Employees' commitment to the company will be influenced in various ways
based on which stakeholders are important to them (Kong, 2009). Varied stakeholder
groups can have different perceptions of the company (Kong, 2009), which can
influence whether employees are willing to commit to working for the company in the
future. Employees who have a positive relationship with a customer, e.g., are most
probable to visit with the company, and their relationship with the supplier has an
impact on their view of the company (Kong, 2009).

2.5.6 Outcomes of Organizational Commitment

Past and present educational academics have demonstrated a variety of ways
in which organisational commitment can lead to major positive outcomes. Teacher
dedication (Thien & Razak, 2014), workplace turnover, quick engagement (Johnston,
Parasuraman, Futrell, & Black, 1990), and employee motivation have all been
connected to organisational commitment. Kruse (2012) looked at the amount of
organisational engagement and commitment among health care workers and
discovered that attitudinal and behavioural engagement had an influence on worker
inherent stimulus. Park and Rainey (2012) investigated managers' motivation and job
satisfaction and communication skills in Georgia and Illinois, for example. People
choose occupations for a number of different reasons, both internally and externally,
according to Park. External motivation appears to be linked to specific work qualities,
according to the research. Park further claims that complex public bosses' intrinsic
drive generates favourable job attitudes and growths professed efficiency of the
organization in public organisations. Employee participation is influenced by the

workplace environment and worker connections, as according Park.
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2.5.7 Organizational Commitment in the Context of Education

Employee engagement, according to the report, is crucial for educational
institutions since it improves teacher efficacy (Meyer & Allen, 1991). Hulpia and
Devos discovered differences in teaching and learning focused on management styles
in a qualitative study examining the relation between instructional supervision and
teacher organisational support. According to their research, motivated teachers make
more of an effort on the work and become less likely to leave the company. Employee
commitment can improve job performance and turnover, as per Irefin and Mechanic
(2014), who concur with Jose et al., (2012).

There is a link between organisational performance and commitment, as per
education psychology (Bakker & Leiter, 2010). Among college professors, Cai-Feng
Wang (2010) discovered a link between work motivation and organisational
commitment. Furthermore, there is a correlation between organisational commitment
and effective teaching, according to study (Kahn, 2017).

A quantitative study has been undertaken by Sabapathy (2021) to study the
association between teacher work job satisfaction and organizational commitment.
George discovered a strong link between collect teachers' job satisfaction and
organizational commitment. Teachers with high levels of continuation responsibility
are more likely to stay with the organisation, while teachers with high levels of
psychological attachment feel obliged to stay, according to George. Their results
suggested that a monetary incentive can have an impact on teacher dedication.

Dedicated employees, according to Sadeghian, Abedi, and Baghban, are more
likely to show a sense of drive at work (2010). The authors discovered a connection
among storyline counselling and organisational commitment in their investigation of

the efficiency of description therapy modification and obligation to the organization.
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Sadeghian, Hoveida, and Jamshidian (2011') looked into the relationship between
organisational identity and educator engagement in another study. Men and women
had similar levels of identity and engagement, according to the research. The authors
indicate that motivation is linked to teacher commitment, and they stress the role of
organisational identity in on-the-job commitment. Employers who grasp the cognitive
benefits of organisational identity will be more committed to the goals and values of
the company (p. 511). Sadeghian et al., (2010) found that organisational commitment
between teachers made educational institutions more competitive, and Ruble (2016)
agreed.

High points of obligation, particularly sentimental engagement among
teachers, demonstrate the benefit of employee empathy with a company, according to
Ruble (2016). A significant correlation between affective commitment and
professional status was discovered by Ruble (2016). Cohen and Shamai (2010) and
Cohen and Veled-Hecht (Cohen & Veled-Hecht, 2010), and from the other hand,
examined the relationships between interpersonal characteristics and corporate
commitment. Organisational commitment was influenced by personal teacher values,
while continuance commitment was associated to teacher emotional commitment. The
statistics imply that organisational commitment influences individual values when it
comes to employee empowerment in transformation.

A variety of factors influence teacher dedication, according to past studies.
Salami (2008) discovered that administration feedback can improve teacher
commitment in an early study of Arab educators. Regular feedback on work
performance, according to Firestone, could improve teacher commitment in schools.
A recent study backs up Firestone's findings, suggesting that subject will provide

learners with feedback can improve their performance (Gupta & Gehlawat, 2013).
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Gupta and Gehlawat (2013) -examined the impact of organisational commitment on
teachers in both primary and secondary schools using quantitative methods. Teachers
in educational institutions, according to Gupta and Gehlawat, demonstrated
significantly better performance. Teachers in private schools were given more
authority and feedback on their work, resulting in higher levels of motivation.

Increased teacher involvement may result from cultivating teacher
commitment in schools. As mentioned before in this segment, there has been
extensive empirical research on teachers' organisational commitment in schools.
According to this evaluation of the research, teacher effectiveness is linked to
organisational commitment traits. Whereas this part focused on teachers'
organizational citizenship behavior in schools, fresh scientific studies on teacher
involvement have been included to this research.
2.6  Related Researches

Zafar (2010) investigated whether specific personal characteristics, features of
job pleasure, and organisational justice influence Pakistani teachers organisational
justice. It was also looked into the effect of organisational commitment on job
performance and tumnover intentions, A total of 125 full-time teachers from 33
Pakistani universities were surveyed. The outcomes of the study demonstrated that
factors of job satisfaction and organisational justice were strongly associated to
organisational commitment. Personal characteristics like as age, tenure, marital status,
and educational attainment have also been found to be unrelated to organisational
commitment.

Saks (2006) conducted an empirical study in Canada, interviewing 102
employees in a variety of jobs and organisations to test a social media has a

significant theory-based model of the factors that contribute of job and organisation
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engagements.-According to the results, there is a considerable difference between job
and organisational engagement, and employee engagement is influenced by perceived
organisational support in the same way as work qualities are influenced by job
attributes. Participation moderated the links in between antecedents and career
satisfaction, organizational citizenship behavior, departure intents, and organisational
civic involvement, according to the findings. Due to the demographic characteristics
of the sample and the context, the survey's attempt to generalize to other conditions
was limited.

Schaufeli and Bakker (2004) focused their research on emotional tiredness.
Structural equation modelling was used to analyse data from four different
occupational samples totaling 1698 people. According to the findings, Stress and
commitment are inversely associated; stress is significantly determined by workplace
stress as well as a lack of job resources, where engagement is mainly influenced by
work engagement.

According to Hakanen, Bakker, and Schaufeli, Stress mediated the effects of a
shortage of resources on poor engagement, while organisational climate mediated the
effects of work capabilities on organisational commitment (2006). However,
extending the results to other settings is difficult due to the study's economic,
intellectual, and political circumstances.

Wasti (2008) surveyed 410 bank employees in Ghana for his study on internal
marketing and employee commitment, evaluating the impact of four internal
marketing approaches on employee commitment in the retail banking industry:
enabling, rewards, training and development, and communication, The factors were
establish to be positively associated with employee commitment, with the exception

of communication. According to the findings, bank management must implement
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' activities that directly benefit employees so as to impact on employee behaviour in
Ghana's banking industry.

Reichers (2015) proposed that newcomers to organisations may be unfamiliar
with the organization's structural procedures, resulting in low OCB levels. Organ
came to the conclusion that when people rose through the ranks of the company, they
demonstrated a greater variety of OCB. However, in a sample of 152 bankers,
Agyemang (2013) found no significant link between bankers' organisational tenure
and OCB due to the current economic situation in Ghana. According to Chughtai &
Zafar, personal characteristics for example age, length of job, marital rank, and
learning level were not linked to organisational commitment (2006). The results of
studies on service tenure and approaches toward employment are equivocal.

Shuck (2010) were the first to emphasise how the organisation is affected in
their idea of employee engagement. Employee engagement, according to Shuck and
Wollard, is "focused toward organisational results" (2010). According to Markos and
Sridevi, business success and employee engagement are inextricably linked (2010).
Additionally, operating profit is much more probable in industries with high levels of
engagement (Markos & Sridevi, 2010).

A meta-analysis by Harter et al. (2002) includes about 7,000 business units
from 36 distinct organisations. The findings demonstrate how business-unit outcomes
such as efficiency, income, and consumer satisfaction are connected (Harter et al.,
2002). "Unit-level employee satisfaction engagement commitment and these business-
unit outcomes were discovered to have generalizable relationships large enough to
have considerable practical implications," according to the paper (Harter et al, 2002,

p. 268).
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Rasheed (2013) go over the main factors that drive employee engagement and
the significances of that engagement. As a result of employee involvement, the study
focuses on organisational citizenship behaviours, or OCBs. Individual initiative,
sportsmanship, self-development, and organisational dedication are all OCBs that are
optional but beneficial. According to research, OCBs increase efficiency, help
businesses contest with inadequate assets, and result in better employee coordination,
lower turnover, organisational flexibility, profitability, and customer happiness.
According to Rasheed et al, employee engagement is positively associated to
organisational citizenship behaviour (2013).

Shuck et al (2011) look at organisational consequences of employee
engagement rather than individual results. Two of the outcomes are optional effort
and throughput purpose. Discretionary determination is described as a worker's
inclination to go above and beyond the minimum job requirements. Attrition is the
term used to describe a worker's purpose to leave the firm. Employee engagement,
optional struggle, and the chance of turnover are all linked, according to the
researchers (Shuck et al, 2011). Shuck et al. also investigated the causes and
consequences of employee engagement, including organisational commitment.

Ryan and Deci (2010), stated that "engagement is truly the greatest sort of
commitment," where "every worker desires to do anything he can for the success of
the organisation." Two variables influence employee engagement: organisational
commitment and work involvement. According to the writers, Affective, ongoing, and
normative commitments are the three categories of commitment. Affective
commitment occurs when an employee has an emotional connection to the
organisation and its goals. An employee's "willingness to remain in an organisation

because of nontransferable investments that the person has made, such as retirements
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and other perks" is defined as continuity commitment (Ryan, & Deci, 2010). This is
referred to as normative commitment when an employee feels bound to the workplace
(Baldev & Anupama, 2010). Job engagement is defined as "a worker who is
completely devoted to and passionate for his or her job" (Baldev & Anupama, 2010,
p- 53). Employee engagement antecedents, or predictors, study also looks at the
consequences or outcomes of employee engagement, as previously stated.

The investigation into the factors that influence employee satisfaction is still
ongoing (Rasheed et al, 2013). Saks (2006) was one of the first researchers to look
into the factors that influence employee engagement. "Antecedents of performance
management are defined as constructs, procedures, or circumstances that occur before
employee engagement develops and before an organisation or leadership gets the
benefit of involvement outputs,” Willard and Shuck write" (2011). Productivity gains
and lower turmover are among these outcomes. 102 employees from various
departments and organisations were polled by Saks. The poll covered " The origins
and outcomes of commitment, as well as metrics of job and organisation
involvement" Saks (2006) points out that there is little empirical research on the
antecedents of employee engagement, so he developed a list of possible antecedents
based on Maslach et al. (2001) that includes job characteristics, Management support,
promotion opportunities, rewards and appreciation, distributive and procedural, and
distributive justice are all factors to consider. Positive consequences of engagement
were predicted include work satisfaction, organisational commitment, organisational
commitment, and a lower risk of resigning.

Individual antecedent of performance management, and also administrative
antecedents of employee engagement, are listed by Wollard and Shuck (2021). Each

list contains twenty-one antecedents. Dedication, psychological fit, employment

103



balance, and psychological empowerment are only a few of the following indicators
(Wollard & Shuck, 2021). Communication, management, rewards, and management
consulting are some of the organization's antecedents. Work engagement,
employment resources, workplace dedication, and participation in judgement are all
elements that influence employee engagement (Rashad, Asad, & Ashraf, 2011).

An engaged employee, according to Vaijayanthi et al. (2011), is "someone
who is entirely absorbed and excited about their profession and, as a result, performs
in a way that furthers their organization's aims and is committed to preserving its
values" (Shahin, 2014, p. 60). The authors 80 on to say that employee engagement is
an important aspect of any retention approach, and that employers are accountable for
ensuring that employees are enthusiastic about their jobs (Shahin, 2014). At GE
Power and Water, the researchers conducted a study to determine what factors
positively influence employee engagement and what ones may hamper it. According
to the study, Person job fit, a supportive organizational atmosphere, the fostering of
feelings so that the employee feels appreciated and involved, and a setting that
encourages arrogance and involvement are all factors that contribute to employee
eéngagement.

Rich, Lepine, and Crawford investigated Kahn's (1990) work in 2010. "The
goal was to develop a theory that asserts éngagement as a crucial mechanism for
explaining the links between human qualities, organisational conditions, and job
success," says the author (Rich, Lepine, & Crawford, 2010, p. 617). Kahn's theory
was confirmed in the study, which also included firefighters and their supervisors.
Employee engagement is determined by three factors: value coherence, perceived

organisational support, and intrinsic self-evaluations, according to the study.
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Job fit, affective commitment, and psychological climate were the three
antecedents of employee engagement studied by Shuck, Reio, and Rocco in 2011.
"The degree to which a person's personality and ideals are consistent with their
current profession,”" says one definition (p. 430). Employees with a good fit have more
meaningful work and a sense of belonging, which affects their work aftitudes
positively (Shuck et al, 2011). Affective commitment is defined as an "emotional
commitment to one's job, organisation, or both" (Shuck et al, 2011, p. 430).
Psychological climate is distinct as "the lens through which an employee examines
and interprets their work environment in relation to the social and physical structures
of external stimuli." According to the data, there is a significant correlation between
employee engagement and work fit, affective commitment, and psychological climate
(Shuck et al., 2011).

In Pakistan, employee involvement in the banking industry was investigated to
determine the causes and consequences. The study's sample includes a total of 303
employees. As backgrounds, Rasheed et al. (2018) consider perceived organisational
support, perceived supervisor support, and perceived organisational fairness.
Perceived organisational support happens when an organisation aids a person in
carrying out their duties. The extent to which a manager is worried about a well of his
or her employees is known as employees’ job satisfaction. There are two types of
organisational justice: distributive and practical and interactional integrity. Whenever
resources are distributed properly among members of an organisation, distributive
justice emerges. Employees whose consider they have the right to share their thoughts
regarding organisational norms and processes are said to be procedurally fair
(Rasheed et al, 2013). According to the study, supposed organisational support,

apparent supervisor support, and perceived organisational fairness are all positively
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associated to employee engagement and organisational commitment. The ﬁndings' of
the investigation support this theory (Rasheed et al., 2013).

In a related study released the similar year, Moussa (2013) looked at the levels
of engagement of Saudi nationals against non-nationals. The study included a total of
104 participants who worked in the fields of health care and information technology.
Moussa (2013) covers the reasons for participating as well as the effects. Moussa
bases her definition of employee engagement on Kahn's (1990) and Saks' (2005)
claim that it is founded on social exchange theory. The findings show that vigour,
absorption, and devotion are all antecedents to Schaufeli's three engagement
measures: incentive and acknowledgement, value fit, and regulate.

According to Mulaudzi and Takawira (2015), teachers have high work
satisfaction and company loyalty, and emotional variables are more important for job
satisfaction and company loyalty. Academicians' work engagement notions and
organisational commitment concepts, according to ngel (2014), have a positive
relationship. The goal of this study is to use a number of variables to examine the
relationship between teacher work engagement and organisational loyalty. Karatag ve
Giiley, assumed as reported by Mahmutolu, employees' demeanour has an impact on
positive organisational commitment and job satisfaction on a personal, organisational,
and societal level (2010). According to Mpululu (2014), job satisfaction and
organisational commitment are positive and significant in high-level connections, and
differences in the link are reflected by age, gender, marital status, and years of
working in the organisation.

Gender is not a significant variable in job engagement and organisational
commitment, according to Mpululu (20 14) research, because men and women's levels

of integration with work are similar. In terms of marital status, married women are
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more faithful than unmarried women, despite large difference:v. in employment
engagement. Women in their forties and fifties are more devoted to their partners than
women in their forties and fifties. There are also considerable differences in the year
of working data. Teachers with more than five years of experience have a higher level
of loyalty. According to study, gender, age, seniority, and year of employment all
have an impact on work engagement and organisational commitment.

Numerous research on organisational commitment have been conducted.
There is a considerable correlation between teachers' organisational commitments, job
happiness, and organisational creativity in schools, according to Ylmaz (2009).
Mulaudzi and Takawira (2015) discovered that primary school teachers had better job
satisfaction and organisational commitment, and that emotional factors (time in
school, labour) are more effective than others in their research. Kayr (2013)
discovered that school principals have a stronger emotional connection to the
company when compared to other levels of emotional commitment. Demographic
variables have an impact on organisational commitment, according to Kara (2006).
According to Karapostal (2014), there are significant differences in how leaders see
freedom for variables like gender, marital status, age, organisational commitment, and
transformational, transactional, and seniority variables. According to Deniz, teachers
in affiliated research institutions are the most emotional (2014). The focus of
literature has been on integrating the different factors that influence the work.
According to Ar (2011), in order to raise people's levels of integration with their
occupations, the work environment should be favourable. According to Karatag and
Giiles's research, which was conveyed from Sharma ve Bajpai, employees who have
high job satisfaction for the organisation are bounder than employees who have poor

job satisfaction for the organisation (2010). Employees that have low job satisfaction
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for the company are more bound than those who l;ave great job satisfaction for the
company, and they might be hazardous to the company. According to this study,
organisational commitment is a crucial factor in job satisfaction.

Despite advances in our understanding as to how to best construct, measure,
and regulate staff morale, existing developments and assessments of the state of
performance management have shown a number of issues which have yet to be
entirely overcome (Bakker, Albrecht & Leiter, 2011). To evaluate the impact of
employee engagement on organisational commitment, for example, more research is
needed (Albrecht, 2010). No studies have looked into the impact of employee
€ngagement on organisational commitment in Pakistan, to the best of the researchers’
understanding. This study tries to bridge the gap between public and private
universities in Pakistan by comparing employees from both public and private
universities.

2.7 Gap in Literature Review

There is a close relationship between organizational commitment and work
engagement. Gallup Organization who is researched this relationship in America
found employees who are integrated with work are loyal for organization about
psychological too and excited and willing (Esen, 2011). Esen transmitted from
Gostick and Elton (2011) says employees who are integrated with work give
everything for organizations goals, showing better performance, they depend
organizations success, they take responsibilities. Employees make of their
organizations, they make an effort and spend time depend on wish, they have lower
stres, their job satisfactions are high, they use lower medical helps, they obtain
permission lower than others they are productive and they work in organization long

time. There are some research about relationship between organizational commitment
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and integration with work. Kavgaci ('2014) revealed personal variables direct effects,
‘organizational variables direct effects and organizational variables indirect effects for
personal variables positive and meaningful. There are a lot of researches about
organizational commitment. Yilmaz (2009) shows there is meaningful relationship
between organizational commitments of teachers and their job satisfactions and their
organizational creativities in schools.

Moreover, literature suggests that organizational commitment (OC) has a
considerable effect on organizational performance. Teachers who have higher OC to
their schools have stronger beliefs in the school’s aims and values and prefer to stay
in the school (Chan et al., 2008; Meyer et al, 2019). They tend to have a higher
motivation to belong to the organization and display organizational citizenship
behavior more frequently (Agu, 2015). Employees with a higher commitment
experience feeling of warmth, appreciation, and loyalty toward the organization as a
result of their positive thoughts and interactions within the organization and have a
deep desire to remain within the organization (Casper et al., 2011). Research also
found significant relationship between organizational commitment and Work
Engagement.

In the literature, studies mostly focus on the linear relationship between teachers’ EL
and Work Engagement, and organizational commitment (Akin, 2021). However, there
is a gap in literature investigating the indirect relationships between these variables
which provide insight into processes through which Work Engagement can be
fostered. Therefore, this study tests a structural model which investigates the
relationship between organizational commitment and Work Engagement and the

mediating role of organizational commitment on this relationship for teachers.
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2.8 Summary and Conclusion

The current research on employee engagement and organisational commitment
was addressed in this chapter. Workplace involvement, according to the literature,
spans a wide range of job demands and organisational conditions. This study remains
to illustrate how improved employee engagement can raise workplace efficiency
across a wide range of industries. In empirical studies, low levels of satisfaction and
commitment have been shown to contribute to disengagement. Disengaged teachers,
according to study, do not stay on the job for very long. As a result, more teacher
involvement is likely to result in increased educational output. The literature review
offers the framework for improving the current body of knowledge on increasing
teacher participation. Chapter 3 covers the research study methodology, sample
population, measurement devices, research objectives, data collection, and analysis

procedures.
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CHAPTER 3
METHODOLOGY OF THE STUDY

3.1  Research Design

A cross-sectional survey design was used in this research study. This approach
is widely used in social science. For this research study, a survey was administered
via personal visits of researcher to obtain data on independent variable (teacher work
engagement), the dependent variable (organizational commitment) and teacher
attributes (gender, age, years’ experience & marital status) from a random sample of
university teachers in twin-cities.

One advantage to using survey design is the convenience of assessing a large
number of participants with a rapid turnaround (Creswell & Creswell, 2018). Survey
design was appropriate for this study because educational research studies have used
this approach to examine employee engagement (Sawang, 2012; Tomic & Tomic,
2011; Wajid, Zaidi, Taqi, & Zaidi, 2011). Empirical studies on teacher engagement
have also used survey design to assess organizational behavior of teachers in the
workplace (Malarkodi, Uma, & Mahendran, 2012).

3.1.1 Resaerch Approach

Using a deductive logic paradigm, to find out the relationship between Work
engagement of university teachers and their organizational commitment. It is mostly
observed that the research approaches qualitative and quantivation are generally taken
as opposing. According to Creswell (2018) Numerical data was analyzed through
quantitative approach to explain the mathematical data collection and the methods

applied to interpret such data was mathematical based.
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3.2 Population _

The population for this study consisted of N = 7134 (sampling framwork)

university teachers in 28 universities in twin-cities (21 in Islamabad, 7 in
Rawalpindi). This study's population was divided into two Strata: (a) Male
university teachers (N1=3995, 56 percent), and (b) female university teachers
(N2=3139, 44 percent).

3.3 Sample and Sampling Technique

The sample of 420 university teachers (n=420) was chosen using a stratified
sampling technique (56% male, 44% female teachers in populations) but 400 (95%
response rate) were found correct upon return for final analysis.

If the population is 50000, a sample of 381 is sufficient, according to Gay
(1996). Taro Yamane's formula can also be used to detennine/calculate/verify the
sample size for the current investigation.

Taro Yamane’s Formula;
n = Sample Size

N = Total Population

€ = Margin of Error

1 = Constant Number

=N/ I+N (e) 2
Hence, there is enough rationale for adopting the selected sample size.

34  Instrumentation

The questionnaire was divided into three (3) sections. Section A featured
demographic information pertaining to the employees’' gender, employment, age, and
marital status, Part B had factors determining employee engagement levels, and

Section C contained items determining employee organisational commitment levels.
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Because one item in Section C (item 24) was negatively worded or a reverse (R)
question, the scale was inverted throughout the data gathering process. For the
biographical profiles in Section A, the questionnaire was scored on a nominal scale
with pre-coded choice groupings. Table 3.1 reflects the structure of Sections B and C

of the questionnaire.

Table3.1  Dimensions of Employee engagement and Organisational

commitment and their corresponding question numbers

Factors Variables No. of items

B (Employee engagement) Vigour 1-6
Absorption 7-12
Dedication 13-17

C (Organisational commitment) Affective commitment 1-8

Continuance commitment 9-16

Normative commitment 17-24

The characteristics of employee engagement and organisational commitment
are depicted in Table 3.1, along with their related question numbers. In order to
acquire clear and thorough understanding, to determine how involved and
committed workers were to their jobs and organisations, a variety of indicators
were used.

Section B assessed employee engagement levels using an updated form of the
Utrecht Work Engagement Scale (UWES) (Schaufeli, Salanova, Gonzalez-Roma,
& Bakker, 2002). Because lengthy surveys are likely to increase attrition, the
altered version of UWES-17 was employed. Furthermore, the Cronbach's alpha of

UWES-17 revealed good results, ranging from 0.80 to 0.90. (Schaufeli et al, 2002).
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Currently, the UWES is widely used indicator for gauging employee engagement
(Shuck, 2011). The three core elements of employee commitment, vigor,
preoccupation, and commitment, are assessed by the UWES. There are six
variables for liveliness and engagement, as well as five for dedication, for a total of
seventeen (17) factors to consider when assessing employee engagement.

In Section C of the questionnaire, employee commitment levels were
assessed using Allen and Meyer Three-Component Model (TCM) of
Organisational Commitment Scale (Allen & Meyer, 1997) which is most widely
used questionnaire in different studies and free of cultural bias ( Hong Kong
enterprises Lam (1998) , Tolentino (2013), Kanning and Hill's (2013), Al-Yami,
Galdas, and Watson (2019), Liou, Tsai, and Cheng (2013), Thakre & Mayekar
(2016), T.N.Tok, B.Cagri San (2018), Rani et al, (2020) ).

Gbadamosi (2006) internal consistency dependability for affective
commitment was discovered. (0.73), continuation commitment (0.74), as well as
normative commitment (0.75) in a study including African employees (0.66). This
scale is used by most employers who want to know how committed their
employees are. Employee commitment is measured using the Allen and Meyer
Three-Component Commitment Scale, which has three main dimensions: affective
commitment, continuation commitment, and normative commitment. Each
dimension to be measured has cight items, for a total of twenty-four (24) items for
analysing employee commitment levels. To make the questions easier to
understand for responders, the Allen and Meyer Three-Component Organisational
Commitment Scale was changed to make questions 5,6,8,9, 12, 18, and 19

favorable sentences.
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Scale of Questionnaire

According to Lietz (2010), the most popular and convenient approach of

gauging how participants believe and feel about something in a survey is to utilise

scales. The biographical data is measured using a nominal scale with pre-coded

choice classifications in Section A of the questionnaire. In addition, for Sections B

and C, a 5-point Likert scale was employed, agreeing respondents to choose the

response that best matched their viewpoint. The Likert scale groups items into

categories that span the full range of possible responses (Ary, Jacobs, & Sorensen,

2010). Participants assessed their replies to each topic on a 1-5 point Likert scale

ranging from strongly disagree (1) to strongly agree (1) in both Sections B and C.

(5)- The participants were given 30 minutes to complete the survey. The content

and response format of the questionnaire are shown in Table 3.2.

Table 3.2  the Scales and Content of the Questionnaire

Section Type of scale  Question Question
Number
Section A Nominal Biographical data 1-4
Section B Likert Dimensions of employee engagement  1-17
Section C Likert Dimensions of organizational 1-24
Commitment
3.5 Validity

According to Creswell (2014), validity in quantitative research refers to

whether or not the survey instrument results can be used to make meaningful and

relevant conclusions. Researchers have proposed three types of validity: content
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validity, construct validity, and criteria validity (Creswell, 2014; Heale & Twycross,
2015).

When it comes to content validity, according to Creswell (2014), the
researcher should ask themselves, "Do the items assess the content that was intended
to be evaluated?" (206). Heale and Twycross explored information validity, or
whether the instrument is properly organised to include all content related to the
variable (2015). When it comes to construct validity, the researcher should ask the
following questions, according to Creswell (2014): "Do items measure hypothetical
constructions or perceptions?" "Do the outcomes have anything to do with each
other?" (206). According to Heale and Twycross (2015), construct validity evaluates
whether the researcher can draw conclusions regarding test scores that are associated
to the research issue. When employing predictive or concurrent validity, the
researcher must ask the following questions, according to Creswell (2014): "Do scores
predict a criterion measure?" "Are the findings consistent with those of others" (p.
206)? There are three types of criterion validity, Heale and Twycross (2015) revealed
that convergent validity (instruments measuring related variables are highly
correlated), divergent validity (instruments measuring changed variables are poorly
correlated), and predictive validity (instruments measuring different variables are
poorly correlated) (tools must have high correlations with prospective requirements).
Instrument 1 (reliability and validity): UWES-17.

As an independent variable, employee work engagement was measured using
the Work and Well-Being Survey (UWES-17; Schaufeli et al,, 2006). The UWES-17
is a self-reported seventeen-item scale with three subscales: vitality (VI), dedication
(DE), and absorption (AB). With over 21 translated versions, several investigators

have used UWES-17 in global studies and verified it in numerous countries
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employing industrial-organizational situations, comprising developing and developed
nations (Carmona-Halty, Schaufeli, & Salanova, 2019). Cronbach's alpha is greater
than the 0.50 criteria, ranging from 0.78 to 0.87. (Nunnally & Bernstein, 1994).

Eman-Nafa (2016) investigated females in Saudi Arabia's education sector
using the Arabic version of the UWES-17. Like the Dutch versio n, the Arabic version
of the UWES-17 demonstrates instrument reliability and validity, with significant
internal consistency reliability over the 0.50 criteria (Nunnally & Bernstein, 1994).
With a Cronbach's alpha of 0.90, Martin (2017) found UWES-17 to be exceptionally
reliable.

Instrument 2 (reliability and validity): OCQ.

The researcher assessed organisational commitment using the Organizational
Commitment Questionnaire (0CQ; Allen & Meryer, 1990). To determine their
commitment to their organisation, participants are asked to score statements on a S-
point Likert scale, agreeing or disagreeing with statements, four of which are
negatively poled (Kanning & Hill, 2013; Mowday et al., 1979; Allen & Meryer, 1990;
Thakre & Mayekar, 2016). In a sample of 2,563 employees from nine different public
organisations, the median coefficient alpha was 0.90, with a range of 0.82 to 0.93,
indicating a high level of reliability (Mowday et al., 1979, Allen & Meryer, 1990).

In eight different Hong Kong enterprises, Lam (1998) tested the OCQ's test-
retest dependability, with 104 sales supervisors taking the 18-item OCQ twice over
ten weeks; the Pearson correlation between test and retest scores was 0.59. (p.01) (see
p. 788) Kanning and Hill's (2013) study used the three elements of job happiness,
performance, and support for business values to examine the OCQ's translation and

validity in various countries. The researchers discovered a strong link between the
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variables and extraordinary translation performance, ' supporting the OCQ's
relationship with the variables (Kanning & Hill, 2013).

Because there are no organisational commitment tools in Arabic for health
organisations, Al-Yami, Galdas, and Watson (2019) did a study on the two main
Ministry of Health hospitals in Riyadh, Saudi Arabia. The Arabic-language version of
the organisational commitment tool may assist Arabic-speaking employers in better
understanding their employees' feelings about the company (Al-Yami et al, 2019).
Because there were a total of 4,858 personnel at these locations, one sample was
gathered from each hospital, totaling 412. For translation and back-translation of the
OCQ Arabic version, researchers use a two-factor structure (Factor one: value
commitment; and Factor two: commitment to stay), followed by Exploratory Factor
Analysis (EFA) and Confirmatory Factor Analysis (CFA) to test the factorial validity
and item response theory of Mokken scaling.

Factor one has a congruence coefficient of 0.90 (value of commitment; n =
193 and n = 219), while Factor two has a congruence coefficient of 0.78 (commitment
to say; n = 193 and n =219), both above the threshold of 0.50, according to Al-Yami
et al's (2019) study. Cronbach's coefficients for the two variables in the Arabic
version of the OCQ range from 0.69 to 0.91 in both samples, suggesting that it is
reliable across cultures and has great internal consistency. With a Cronbach's alpha of
0.83, Liou, Tsai, and Cheng (2013) reported that the OCQ had satisfactory reliability
and obvious validity when examined in a variety of professional groups.

Summary of reliability and validity
The research tools (UWES-17 and OCQ-24) has been demonstrated to
work in the past. Many researchers have used and validated UWES-17 in international

studies, with Cronbach's alpha values ranging from 0.78 to 0.87, significantly higher
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than the 0.50 requirement (Carmona-Halty et al, 2019). In nine different public
organisations, researchers discovered a high level of OCQ dependability, with a

median coefficient alpha of 0.90 and a range of 0.82 to 0.93.
3.6 Pilot Study

According to Hilton (2017), piloting is the process of analysing a
questionnaire ahead of time to assess if the items are likely to be difficult for
respondents or if they achieve the questionnaire's goals. To put it another way, a
pretest is an internal assessment of the questionnaire's and its items' suitability. The
pretest was carried out in this study by giving the questionnaire to the supervisor to
examine for validity as well as to confirm that the ethics of phrasing, quantity, and
overall appearance were followed. A pilot research was done prior to data collection
to test the possibility of the main investigation. A pilot test was also done to assess
the entire questionnaire in real-world survey circumstances. A pilot test is a smaller
version of a larger study that uses the same procedures and protocols as the main
study to test research instruments. A pilot study, according to Arain, Campbell,
Cooper, and Lancaster (2010), is a short type of research aimed to examine the
viability of research methods or equipment before proceeding with a larger study. In
this study, a pilot study was crucial since it allowed the researcher to identify or
investigate any problem parts in the questionnaire before conducting the final survey.
The researcher chose a total of 30 respondents to participate in the pilot study (Isaac
& Michael, 1995 and Hill, 1998). Following the pilot study, the researcher compiled
the final version of the questionnaire and arranged interviews, taking into account all
of the participants' opinions and suggestions. In the final questionnaire
administration, the respondents who took part in the pilot survey were not included

in the final analysis.
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3.6.1 Reliability

Reliability is defined as the degree to which an instrument measures
consistently in the similar way when employed in the same settings with the same
individuals (Heale & Twycross, 2015). The accuracy, reliability, and repetition of the
results are all covered under reliability. Heale and Twycross (2015) defined
homogeneity using object correlation, split-half reliability, Kuder-Richardson
coefficient, and Cronbach's coefficient (or internal consistency). Split-half
dependability divides a test or instrument's results in half. Correlations are calculated
when both sides are compared” (p. 66). "Are the items’ responses consistent across
constructs?" Creswell (2014) encouraged researchers to ask. To determine whether
ratings gained from previous use of the instrument represent reliability and to examine
how they provide measures of internal consistency. A number between 0 and 1 is the
Cronbach's result; strong correlations imply good reliability, while weak correlations
indicate low reliability (Heale & Twycross, 2015). The reliability score, according to
Nunnally and Bernstein, should be at least 0.50.

Heale and Twycross (2015) defined stability as "tested utilising test-retest and
parallel or alternate-form reliability testing." When an instrument is delivered to the
same persons numerous times under identical settings, test-retest reliability is found.
To evaluate if ratings gathered from past usage of the instrument are dependable,
researchers can ask themselves, "Are results consistent across time when the
instrument is administered a second time?" (Creswell, 2014). According to Heale and
Twycross (2015), a correlation value of less than 0.3 suggests a weak association, 0.3
to 0.5 indicates a moderate correlation, and greater than 0.5 indicates a strong

correlation.
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Inter-rater dependabi—lity was used by Heale and Twycross (2015) to assess
similarity, and rigour was applied to ensure that sufficient data was collected for the
validity and reliability of the tools or instruments used in the study. To establish
whether test administration and scoring were consistent, Creswell (2014) proposed
that researchers question themselves, "Were the inaccuracies due to a lack of care in
the management or grading?" An excellent research study, according to Heale and

Twycross (2015), indicates how all issues have been addressed.

>y

Cronbach's Coefficient Alpha was used to assess the measuring instrument's

dependability (Table 3.3).

Table3.3 Reliability of Employee Engagement: Cronbach’s Coefficient Alpha

Dimension Number of items Cronbach’s Alpha
Overall employee engagement 17 0.841
Vigour 6 0.766
Absorption 6 0.595
Dedication 5 0.746

The inter-item consistency and reliability of the entire employee engagement
questionnaire (Section B) is good (Alpha = 0.841), as shown in Table 3.3. As a
result, the survey effectively assesses the major elements that influence employee
engagement, such as energy, absorption, and dedication. The attributes of energy,
absorption, and devotion were each assessed independently for their reliability. The
inter-item i:onsistency of vitality (Alpha = 0.766) and devotion (Alpha = 0.746) is
excellent, but absorption reliability (Alpha = 0.595) is fair. The questionnaire used

to evaluate overall employce involvement as well as the study’s sub-dimensions is
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clearly accurate and consistent.
The consistency of organisational commitment and its sub-dimensions was
also evaluated (Table 3.4).

Table 3.4 Reliability of Organisational commitment: Cronbach’s Coefficient Alpha

Dimension Number of items Cronbach’s Alpha
Overall organisational commitment 24 0.826
Affective commitment 8 0.667
Continuance commitment 8 0.715
Normative commitment 8 0.683

According to Table 3.4, the questionnaire for measuring total organisational
commitment (Section C) has a good level of inter-item consistency and reliability
(Alpha = 0.826). As a result, the questionnaire accurately assesses the three
components of organisational commitment that can influence it, namely affective,
continuing, and normative commitment. Individually, the reliability of affective
commitment, continuing commitment, and normative commitment was assessed.
While continuous commitment exhibits a high level of inter-item consistency
(Alpha = 0.715), normative (Alpha = 0.683) and emotional (Alpha = 0.667)
commitment reliabilities are moderate. Clearly, the questionnaire used to assess
complete organisational commitment and its sub-dimensions is reliable and
capable of producing accurate results.

3.7 Data Collection

Data collection was the skill of gathering and measuring data on variables of
interest in the most organised and systematic way possible so that the researcher could
answer particular research questions about the subject under inquiry. The researcher
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personally visited teachers to gather data and ensure the maximum response rate
possible. Four hundred (400) out of five hundred (420) questionnaires were returned,
representing a response rate of 95%.

3.8 Data analysis

The most crucial part of the research is data analysis. To ensure that the
research findings were simply comprehended, the data obtained from the participants
was organised in a clear and easy manner. The process of breaking down, isolating,
and deconstructing research data into smaller components or units is known as data
analysis (Sekaran & Bougie, 2016).

SPSS was used to analyse the data in order to answer the study's original
questions. Understanding Data Analysis Inferential Results In this study, the
researcher uses IBM Statistical Package for Social Science (SPSS) version 26 to
analyse data using descriptive and inferential statistics. The researcher used
descriptive statistics including medians, modes, variances, and standard deviation to
summarise the distribution of data and identify participant characteristics (eg.,
gender, university type, and tenure-length of service) and patterns in the data.
Inferential statistics such as the t-test and Pearson correlation coefficient (r) are used
to analyse the link between hypotheses and enable the researcher to draw meaningful
conclusions about the population.

Also as the data on both standardized questionnaires were at ordinal scale of
measurement (likert-type questions) but when we have four or more liker-type
questions, we can treat the composite data as quantitative data on an interval scale
(Turney, 2022)

According to Ferreira and Patino (2015), statistical hypothesis testing is the

most common method of resolving the problem by calculating the p-value (a typical
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result is p.05). In other words, the extreme value of the test statistic is expected to be
less than 5% of the time, and the cut-off number for rejecting the null hypothesis (that
there is no difference) is 0.05. 2015 (Ferreira & Patino). In this study, the Pearson's
productmoment correlation coefficient (r) was utilised to assess the strength,
direction, and possibility of linear correlations between the variables of organisational
commitment and employee engagement (Akoglu, 2018).

Pearson's correlation coefficient (r) is one of the most commonly used
statistics to (1) determine a statistically significant positive or negative relationship
between two or more variables; and (2) assess the degree of statistical significance
associated with a correlation, according to Akoglu (2018) and Armstrong (2018).
(2019). the links between employee engagement and organisational commitment in
this study are determined using Pearson's correlation. According to Rebeki et al., the
correlation coefficient (r) is a measure of how closely data is packed into a scatterplot
along a straight line, as well as the degree and direction of the relationship between
variables (2015). The absolute value of (r) can be anywhere between -1 and 1, with r
> 0 indicating a positive association, r 0 indicating a negative relationship, and r = 0
indicating no relationship (Akoglu, 2018; Rebeki et al, 2015).

3.9 Ethical Considerations
The research ethics are carefully considered in each study to guarantee that
the participants are not harmed or disadvantaged in any way. The study addressed
ethical issues such as informed consent, the right to withdraw, anonymity, privacy,
and confidentiality. Furthermore, the data was analysed by merging the results,

with no individual responses provided.
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3.10 Conclusion

The demographic, as well as the sampling technique and sample size used in
the study, were discussed in this chapter. After that, it taught how to collect and
analyse data for quantitative data techniques. The psychometric properties
(validity and reliability) of the measuring instrument were also tested in this
chapter. Finally, it describes how the ethical requirements for the study were
followed. The data collection and analysis were possible thanks to the methods

provided in this chapter, the results of which were presented in Chapter four.
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CHAPTER 4

DATA ANALYSIS AND INTERPRETATION

The preceding chapter went through the research technique employed in this study in
great depth. This chapter presents the research findings in accordance with the goals
established in Chapter 1. The surveys' Section A had biographical data for the
participants, Section B contained items about employee engagement, and Section C
contained items about organisational commitment. The data for the study was
entered into a Microsoft Excel spreadsheet version 2020 and analysed using SPSS
version 26. The findings are presented in tabular and graphical form, with narrative
explanations, and are based on descriptive and inferential statistics.
4.1 Explanation of the Sample

Participants in this study were given 420 questionnaires, and 400 of them were
returned to the researcher, yielding an 95 percent response rate.Biographical
information can be utilised to describe the sample, which is then represented
graphically and explained (Figure 5.1 to Figure 5.4).

Figure 4.1 Respondents by Age
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Figure 4.1 shows that the most of participants are between the ages of 31 and
40 (37%), followed by 21 to 30 (31%), 41 to 50 (18%), and 51 to 60 years (18%). (14
percent).
Figure 4.2: Gender Distribution of Respondents

Figurc 4.2 reveals that male respondents had 56% of the total population, while
female’s teachers had 44%. According to these figures, there were more males than
females, which is typical of the labour force.

Figure 4.3 Respondents by Length of service in current university

! Teacherts
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According to Figure 4.3, (44%) teachers had worked in the university for 0-5
years, followed by those with 6-10 years of service (31%), those with 11-15 years of
service (10%), those who have worked in the university for more than 20 years (6%),
and those who have worked in the university for more than 20 years (9%). The length
of service at the university shows that the participant is familiar with the university's

activities and, as a result, will give accurate answers to study-related questions.
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Figure 4.4 Respondents by marital status
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Figure 4.4 shows that the most of the teachers (48%) are married, followed
by 46 percent who are single, 4% who are widowed, and the remaining 2% who
are divorced or separated.

4.2 Descriptive Statistics

Teachers were asked to answer to several parts of issues on a 1 to 5 point

Likert scale to determine their level of employee engagement and commitment.

The data was analysed using descriptive statistics (Table 4.5).
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Table4.S  Descriptive Statistics: Key dimensions of employee

engagement andcommitment

Dimension Mean 95 % Confidence Std.  Min. Max.
Interval Dev.
Lower Upper
Bound Bound

Overall Employee Engagement 3.712 3542 3674 0.642 142 439

* Vigour 3616 3431 3542 0564 154 497
* Absorption 3177 3045 3342 0734 111 498
* Dedication 3990 3316 3632 0976 114 488
Overall commitment 3671 3154 3068 0463 253 395
* Affective commitment 3961 3123 3342 0123 142 376

* Continuance commitment 3.004 2.999 3.241 0864 174 488

* Normative commitment 3.650 2.882 3.122 0865 152 493

As shown in Table 4.5, university teachers exhibit higher levels of overall
engagement (Mean = 3.712) than overall commitment (Mean = 3.671). According to
a thorough analysis of the components of engagement, employees have the highest
level of dedication (Mean = 3.990), followed by vigour (Mean = 3.616), and finally
absorption (Mean = 3.177).

According to a thorough analysis of the components of Organizational
commitment, teachers have the highest level of Affective commitment (Mean =
3.961), followed by normative commitment (Mean = 3.650), and finally

Continuance commitment (Mean = 3.004).

129



4.3 Inferential Statistics

Inferential statistics were utilised to make decisions about the study's
hypotheses. Relationships between the dimensions and sub-dimensions of the study.
Inferential statistics on the dimensions and sub-dimensions of employee engagement
and commitment were created to allow the researcher to draw conclusions regarding
the study's hypotheses.

Hypothesis 1
There exist significant relationships between the sub-dimensions of employee
engagement (vigour, absorption and dedication) respectively (Table 4.6).
Table 4.6 Pearson Product Moment Correlation: Sub-dimensions of

employeeengagement
Sub-dimension of t/p Vigour Absorption Dedication
employee
Engagement
Vigor r 1.000
Absorption r 0.475 1.000
p 0.000*
Dedication r 0.496 0.464 1.000
p 0.000* 0.000*
*p<0.05

At the 5% level of significance, Table 4.6 shows that there are substantial
correlations between the sub-dimensions of employee engagement (vigour,

absorption, and devotion). As a result, hypothesis 1 accepted.
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Hypothesis 2
There exist significant relationships between the sub-dimensions of commitment
(affective commitment, continuance commitment and normative commitment)

respectively (Table 4.7).

Table 4.7 Pearson Product Moment Correlation: Sub-dimensions of commitm

Sub-dimension of 1/p Affective Continuance Normative
Commitment Commitment Commitment Commitment
Affective Commitment r 1.000
Continuance Commitment r 0.392 1.000
P 0.000*
Normative Commitment r 0518 0.447 1.000
p 0.000* 0.000*
*p<0.05

Table 4.7 demonstrates that there are substantial connections between the sub-
dimensions of commitment at the 5% significant level (affective commitment,

continuation commitment, and normative commitment). As a result, hypothesis 2 has

a chance of being accepted.
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Hypothesis 3

There exist significant relationships between the sub-dimensions of employee

engagement (vigour, absorption, dedication) and commitment (affective

commitment, continuance commitment, normative commitment) respectively

(Table 4.8).
Table4.8  Pearson Product Moment Correlations: Sub-dimensions of
employeeengagement and commitment respectively
Sub- r/p Vigour  Absorption Dedication AC CC NC
Dimension
Vigour R 1
P
Absorption R 0475 1
P 0.000*
Dedication @R  0.496 0.464 1
P 0.000* 0.000*
AC r 0387 0.349 0.531 1
p  0.000* 0.000* 0.000*
CC r 0304 0.350 0.392 0.392 1
p  0.000* 0.000* 0.000*  0.000*
NC r 0318 0.278 0.342 0.518 0.447 1
p  0.000* 0.000* 0.000*  0.000* 0.000*
*p<0.05

At the 5% level of significance, Table 4.8 shows that there are substantial

correlations between the sub-dimensions of employee engagement (vigour,

132



abs;orption, dedication) and commitment (affective commitment, continuation
commitment, normative commitment). As a result, hypothesis 3 might be
accepted.

Hypothesis 4

There is a significant relationship between employee engagement and commitment
(Table 4.9).

Table4.9  Pearson Product Moment Correlation: Correlation between

employeeengagement and commitment

Dimension /p Commitment
Employee engagement r 0.559
P 0.000*
*p<0.05

At the 5% significant level, Table 4.9 shows that there is a substantial
association between employee engagement and organisational commitment. As a

result, hypothesis 4 could be accepted.
Impact of biographical variables

Employee engagement and its sub-dimensions (vigour, absorption, and
dedication), as well as commitment and its sub-dimensions (affective commitment,
continuation commitment, and normative commitment) were affected by gender,
age, marital status, and tenure, according to tests of differences (Analysis of

Variance, t-test).
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Hypothesis 5

There is a significant difference in the engagement of employees varying in
biographical profiles (age, tenure, marital status, gender) respectively (Table 4.10 to
Table 4.17).

Table 4.10  Analysis of Variance: Employee Engagement and Age

Employee engagement and its sub-dimensions F P
Employee engagement 4433 0.016**
Vigour 5.875 0.001*
Absorption 1.864 0.985
Dedication 8.875 0.000*
*p<0.05

Table 4.10 demonstrates that there is a significant difference in the levels of
engagement of employees of varying ages in terms of energy and dedication at the
1% significant level. Furthermore, there is a significant difference in the levels of
overall engagement of employees of different ages at the 5% significant level.
However, there is no significant difference in levels of engagement among
employees of various ages when it comes to absorption. As a result, hypothesis 5
may only be partially accepted in terms of age.

The Post Hoc Scheffe's test was used to determine where the major differences

are located (Table 4.11).
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Table 4.11  Post Hoc Scheffe’s Test: Overall employee engagement,

vigour,dedication and Age

Dimension Categories of Age N Mean
Employee engagement 21-30 years 125 3.631
31-40 years 150 3.554
41-50 years 71 3.482
51-60 years 54 3.439
Vigour 21-30 years 125 3.652
31-40 years 150 3.607
41-50 years 71 3.508
51-60 years 54 3.873
Dedication 21-30 years 125 3.927
31-40 years 150 3.795
41-50 years 71 3.630
51-60 years 54 3.082

Table 4.11 shows that employees between the ages of 51 and 60 are
significantly different from the rest of the workforce in terms of overall employee
engagement, energy, and dedication. Table 4.11 further reveals that total employee
involvement and dedication is highest among the younger employees (ages 21-30)
and decreases as people age. In terms of vigour, a similar pattern can be noticed,
with employees 51-60 years old demonstrating higher levels of energy than

employees 41-50 years old.

135



Table 4.12 Analysis of Variance: Employee Engagement and length of service

Employee engagement and its sub-dimensions F P

Employee engagement 1.324 0.265

Vigour 4.649 0.002*

Absorption 0.644 0.632

Dedication 3.632 0.008*
*p<0.05

Table 4.12 reveals that there is a significant difference in employee energy and
dedication among employees with varying periods of service at the 5% level of
significance. Employees of varying tenures, on the other hand, show no obvious
change in overall engagement and absorption. As a result, hypothesis 5 may only be

partially accepted in terms of tenure.
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The Post Hoc Scheffe's test was used to determine where the major differences are

located (Table 4.13).

Table 4.13 Post Hoc Scheffe’s Test: Vigour, dedication and Tenure

Dimension Categories of Tenure N Mean

Vigour 0-5 years 179 3.439
6-10 years 123 3.776
11-15 years 39 3.486
16-20 years 36 4214
>20 years 23 2970

Dedication 0-5 years 179 3833
6-10 years 123 3.626
11-15 years 39 3.150
16-20 years 36 3.286
>20 years 23 3036 -

Employee enthusiasm and dedication are lowest among employees with the
longest tenure, according to Table 4.13. (20 years and over). Table 4.13 also shows
that personnel with 16-20 years of service had the highest degree of vitality,
followed by those with 6-10 years of service. Furthermore, Table 4.13 shows that
personnel with 0-5 years in the organisation have the highest level of dedication,

followed by those with 6-10 years in the organisation.
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Table 4.14 Analysis of Variance: Employee Engagement and Marital status

Employee engagement and its sub-dimensions F P
Employee engagement 3.273 0.024**
Vigour 5.258 0.002*
Absorption 0.644 0.076
Dedication 3.651 0.015%*

*p<0.01 ** p<0.05

At the 5% significant level, Table 4.14 depicts that there is a significant variation

in employee vigour levels among employees with different marital status.

Furthermore, at the 5% significant level, there is a substantial difference in the

levels of overall involvement and dedication of employees based on marital status.

Employees with different marital statuses, on the other hand, had no significant

differences in absorption levels. As a result, in terms of married status, hypothesis

5 may only be partially accepted.

So as to assess exactly where the significant differences lie, the Post Hoc Scheffe’s

test wascomputed (Table 4.15).
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Table 4.15 Post Hoc Scheffe’s Test: Overall employee engagement,

vigour,dedication and marital status

Dimension Categories of Marital status N Mean

Employee engagement  Single 182 3.473
Married 192 3.564
Divorced/Separated 10 3.333
Widowed 16 3.706 .-

Vigour Single 182 3.351
Married 192 3.630
Divorced/Separated 10 4333
Widowed 16 24671 = -

Dedication Single 182 3."718
Married 192 3.610
Divorced/Separated 10 2.867
Widowed 16

2.600

Table 4.15 shows that widowed employees had much lower levels of overall

engagement, vigour, and dedication to their job than the rest of the employees;

they have the lowest levels of overall engagement, vigour, and dedication to their

work. Employee engagement is highest among married employees, vigour is

highest among divorced/separated employees, and dedication is highest among

single employees, according to Table 4.15.
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Table 4.16  T-Test: Employee engagement and Gender

Employee engagement and its sub-dimensions T df P

Employee engagement 8.736 399 0.000*

Vigour 8.084 399 0.000*

Absorption 5.113 399 0.000*

Dedication 7.846 399 0.000*
*p<0.05

At the 5% level of significance, Table 4.16 shows that there is a substantial

difference between male and female employees' levels of overall engagement,

energy, absorption, and devotion. As a result, in terms of gender, hypothesis 5 may

be accepted.

So as to assess exactly where these significant differences lie, mean analyses were

computed(Table 4.17).
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Table 4.17 Mean Differences in Employee engagement and its sub-

dimensions basedon Gender

Dimension Gender N Mean Standard Deviation
Employee engagement Male 224 3.403 0.550
Female 176 3.583 0.675
Vigour Male 224 3.493 0.731
Female 176 3.623 0.785
Absorption Male 224 3.222 0.615
Female 176 3.435 0.753
Dedication Male 224 3.513 0.908
Female 176 3.711 0.758

Female employees at the institution have higher levels of overall employee

engagement, energy, absorption, and dedication than male employees, according to

Table 4.17. The implication is that women are more invested in their jobs.

Gender, age, marital status, and tenure were used to assess the impact of

biographical variables on commitment and its sub-dimensions (affective

commitment, continuation commitment, and normative commitment) using tests of

differences (ANOVA and t-test).
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Hypotlu;sis 6

There is a significant difference in the commitment of employees varying in
biographical profiles (gender, age, marital status and length of service)
respectively (Table 4.18 to Table 4.24).

Table 4.18  Analysis of Variance: Organisational commitment and Age

Organisational commitment and its sub-dimensions F P

Organisational commitment 2.736 0.032%+

Affective commitment 1.954 0.106

Continuance commitment 2979 0.022%*

Normative commitment 1.189 0.319
**p<0.05

At the 5% significant level, Table 4.18 reveals that there is a significant
variation in the levels of overall organisational commitment and continuation
commitment of personnel varied in age. Employees of different ages, on the other
hand, have similar degrees of affective and normative commitment. As a result, in
terms of age, hypothesis 6 may only be partially accepted.

The Post Hoc Scheffe's test was used to determine where the major differences are

located (Table 4.19).
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Table 4.19  Post Hoc Scheffe’s Test: Overall organisational commitment,

continuancecommitment and Age

Organisational commitment and its sub-dimension Categories of Age N Mean

Organisational commitment 21-30 years 125 3.354
31-40 years 150 3.026
41-50 years 71 3.088
51-60 years 54 3.007
Continuance commitment 21-30 years 125 3.360
31-40 years 150 2.897
41-50 years 71  3.056

51-60 years 54 2735

Table 4.19 shows that older professors differ from the rest of the university's
teachers in that they have significantly lower levels of overall organisational
commitment and continuation commitment. Furthermore, Table 4.19 shows that
teachers aged 21 to 30 years old have the highest levels of total organisational

commitment and continued commitment.
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Table 4.20 Analysis of Variance: Organisational commitment and length of service

Organisational commitment and its sub-dimensions F P

Organisational commitment 3.074 0.019**

Affective commitment 3.445 0.011**

Continuance commitment 2.077 0.088

Normative commitment 1.403 0.237
**p <0.05

At the 5% level of significance, Table 4.20 shows that there is a substantial
variation in the levels of total organisation commitment and emotional
commitment of employees differing in tenure. Employees with varied tenures, on
the other hand, show no substantial differences in degrees of consistency and
normative commitment. As a result, in terms of tenure, hypothesis 6 may only be
partially accepted.

The Post Hoc Scheffe's test was used to determine where the major differences are

located (Table 4.21).
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Table 4.21  Post Hoc Scheffe’s Test: Overall organisational commitment,

affectivecommitment and Tenure

Organisational commitment and its sub- Categoriesof Age N Mean

Dimension

Organisational commitment 0-5 years 179 3.238
6-10 years 123 3.029
11-15 years 39 2854
16-20 years 36 3375
>20 years 23 2765 -

Affective commitment 0-5 years 179 3.343
6-10 years 123  3.076
11-15 years 39 23813
16-20 years 36 3447
>20 years 23 2773

Table 4.21 reveals that teachers who have worked for more than 20 years had
significantly lower levels of total organisational and affective commitment than
the rest of the teachers. Furthermore, professors who have worked at the university

for 16 to 20 years have the highest levels of overall organisational commitment

and emotional commitment.
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Table 4.22 Analysis of Variance: Organisational commitment and marital status

Organisational commitment and its sub-dimensions F P

Organisational commitment 1.360 0.258
Affective commitment 1.049 0.374
Continuance commitment 0.282 0.839
Normative commitment 2.665 0.051

Table 4.22 reveals that there are no significant differences in overall
organisational commitment and its sub-dimensions across employees with
different marital statuses. As a result, in terms of marital status, hypothesis 6 may
not be accepted.

Table 4.23 T-Test: Organisational commitment and Gender

Organisational commitment and its sub- T df P

Dimensions

Organisational commitment 1.974 399 0.051

Affective commitment 2.694 399 0.008*

Continuance commitment 0.304 399 0.762

Normative commitment 1.830 399 0.070
*p<0.05

At the 5% level of significance, Table 4.23 shows that there is a substantial
difference in the levels of affective commitment between male and female
employees. However, there is no substantial difference between male and female
employees in terms of total organisational commitment, continuation commitment,
and normative commitment. As a result, in terms of gender, hypothesis 6 may only

be partially accepted.
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Mean analyses (Table 4.24) were used to determine where the significant

differences were located.
Table 4.24 Mean Differences in Affective commitment based on Gender

Dimension Gender N Mean Standard Deviation

Organisational commitment  Male 224 3.033 0.498
Female 176 3.188  0.643
Affective commitment Male 224 3.121  0.691
Female 176 3218 0.653
Continuance commitment Male 224 2917 0.624
Female 176  -3:153 «« 0.859
Normative commitment Male 224 3.062 0.681

Female 176 3194 0.781

Female employees have much greater levels of affective commitment than
male employees, as shown in Table 4.24. Female employees had higher levels of
total organisational commitment, continuation commitment, and normative
commitment than male employees, however the differences are not substantial. The
inference is that female employees are more invested in the company, particularly

emotionally.
4.4 Conclusion

In this study, descriptive and inferential statistics, were presented and
discussed in this chapter. The demographic data was presented and analysed using
descriptive statistics. Frequency distribution tables, bar graphs, and pie charts were
used to display the biographical information. In this chapter, descriptive and
inferential statistics were used to analyse the formulated study questions. To draw
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conclusions on the study's hypotheses, Pearson's product moment correlation
coefficient, Analysis of variance, and T-test were employed in the analysis.
However, unless these conclusions are compared and contrasted with the findings
of other authors' research in the areas of employee engagement and organisational

commitment, they are meaningless.
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CHAPTERSS
SUMMARY, FINDINGS, DISSCUSSIONS, CONCLUSION
AND RECOMMENDATIONS

5.1 Summary

Employee engagement as a notion is still relatively new, with little academic
research done on it, particularly in Pakistan. Employees that are engaged are more
likely to feel obligated to repay their employer for the employment resources
supplied, resulting in a strong commitment to the company. The concept of social
exchange provided a solid framework for this study. The findings of this study
emphasise the importance of employers providing employees with the resources they
need to achieve an emotional psychosomatic professional state of mind that
encourages workers to vigorously express and participate themselves passionately,
cognitively, and tangibly in their roles, as this has a direct impact on employee

engagement and organisational commitment.

Employee engagement includes vigour, absorption as well as dedication and
organisational commitment includes affective, normative and continuance
commitment. Both engagement and commitment of employees play an essential part
in education sector as their performance is dependent on its employees who are
instrumental in contributing to the decision- making of the organization andin
delivering services to its customers (students). In this context, the study assesses the
relationship between employee engagement and organisational commitment in
institutions of higher education (Universities) Pakistan. This study investigated the
levels of engagement and commitment, their relationships and the influence of the

biographic variables(age, gender, tenure and marital status) on these key dimensions.
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Employee engagement includes vigour, absorpt-ion as well as dedication and
organisational commitment includes affective, normative and continuance
commitment. Both engagement and commitment of employees play an essential part
in education sector as their performance is dependent on its employees who are
instrumental in contributing to the decision-making of the organization and in
delivering services to its customers (students). The study employed a quantitative
design where both quantitative data were collected from the participants. The study
was undertaken on a sample of 400 teachers, drawn using the simple random sampling
technique  (straightified sampling) from ten universities situated in
Rawalpindi/Islamabad, Pakistan. Data was collected using questionnaires. The
psychometric properties (validity and reliability) of the questionnaire were assessed
using Cronbach’s Coefficient Alpha. Quantitative data were analyzed using both
descriptive and inferential statistics. SPSS was used to analyse the data in order to
answer the study's original questions. Understanding Data Analysis Inferential Results
In this study, the researcher uses IBM Statistical Package for Social Science (SPSS)
version 26 to analyse data using descriptive and inferential statistics. Inferential
statistics such as the t-test and Pearson correlation coefficient (1) are used. There were
moderate levels of employee engagement as well as organisational commitment. This
study indicates that there are significant relationships among the sub-dimensions of
employee engagement (vigour, absorption, dedication) and commitment (affective
commitment, continuance commitment, normative commitment) respectively.

5.2 Findings of the Study
5.2.1 Employee Engagement

1. Employees display a higher level of employee engagement than organizational
commitment.
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2. Employee dedication was higher than vigour and was higher than absorption.

5.2.2 Organizational Commitment (Oc)
1. Employees displayed lower levels of organisational commitment and
employee engagement
2. Employee affective commitment is higher in normative commitment which

was higher than continuance commitment.
S.2.3 Relationship between Sub-Dimensions of Employee Engagement

1. There is significant relationship between the sub-dimensions of employee

engagement (vigour, absorption, dedication).

2. The sub-dimensions of employee engagement (vigour, absorption,
dedication) and commitment (affective, continuation, normative) have

significant relationship.

3. Employee engagement and organisational commitment are linked in a major
way.
4. The sub-dimentions of commitment (affective, continuence, and normative)
have a significant relationship.
5.2.4 Biographical Influences
Employee Engagement:
Significant differences based on
i Overall engagement (age, gender and marital status)
i..  Vigour (age, gender, tenure and marital status)
iii. ~ Absorption (gender)
iv.  Dedication (age, tenure, gender and maritial status)

No significant differences based on:
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i Overall et;gagement (tenure)
ii. ~ Absorption (age, tenure and marital status)
Organisational Commitment
Significant differences based on:
i Overall Commitment (age and tenure)
ii.  Affective (tenure and gender)
iii.  Continuance (age)
No significant differences based on:
i Overall commitment (gender and maritial status)
i.  Effective (age and marital status)
iii. =~ Continuance (tenure and marital status)
iv.  Normative (age, gender and marital status)

5.3 DISCUSSION

The research questions, objectives, and hypotheses employed in this study
were planned to be interconnected such that after the research objectives were
fulfilled, the questions could be answered. Furthermore, the objectives were
completed concurrently with the examination of the study hypotheses and the
decision to accept or reject them. The subheadings below include discussions of
the findings in relation to the research questions, hypotheses, and objectives

formulated by the study.

Employee engagement and its sub-dimensions (vigour, absorption, and
dedication), as well as organisational commitment and its sub-dimensions
(affective commitment, continuation commitment, and normative commitment),

were assessed with descriptive statistics.

Employees at the institution indicated a reasonably high level of total
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pa;rticipation in this survey (Mean = 3.482). The most of the respondents said they
always try their hardest to ensure that the organization's objectives are realised.
Kazimoto (2016) also discovered that the majority of workers were only working
because they had access to working equipment and resources. Employees in
private enterprises, on the other hand, are more engaged, according to Agyemang
and Ofei (2013). Furthermore, according to Kruse (2012), highly engaged
employees care about the companies they work for and are more committed to
achieving the company’s goals.

Bakker et al. (2011a) recognise that there are several relevant considerations
about participation. The authors asked a number of questions concerning
involvement, one of which was about the vigorous and sequential environment of
the notion. For several years, most studies have looked on everyday changes in
involvement, taking into account Patterns of employment culture and experiences
over time. Employees are not equally interested in work throughout the day,
according to Bakker et al. (2011b); some days are more interesting than others.
Employee engagement levels differ greatly, according to Sonnentag (2011).

For example, Schaufeli and Salanova (2011) expanded on the concept of
commitment by emphasising the importance of considering task engagement. Jobs,
researcher stated that, are comprised of a variety of duties, with some demanding
more participation than others. As a result, studying task engagement would
provide a more in-depth examination of the different character of involvement.
Employees who are engaged bring a unique level of inventiveness to their jobs and
form their own opinions about their achievements; they seek out new initiatives
that will stretch them and are dedicated to achieving excellence in their work,

which results in favourable reviews from their supervisors (Vinué, Saso, &

153



R |

Berrozpe, 2017).

As per the study's quantitative analysis, university personnel exhibit a fair
level of overall commitment (Mean = 3.101). The most of the attendees are
delighted about the event's planning. According to a study by Jayarathna,
employees, conversely, show a high level of organisational loyalty (2016).
Evidence shows that employees have a higher level of overall devotion to their
company, according to Dachapalli (2016). Berberoglu's (2018) study of health
workers in North Cyprus's public hospitals discovered that they are exceptionally
dedicated. According to Manetje, employees who are unclear about their
professional roles are more liable to have a poor or no dedication to the
organisation (2009).

Employees who are dedicated to their company build a sentimental tie to it
and begin to feel personally responsible for its success (Cherian, Alkhatib, &
Aggarwal, 2018). Employees who are backed up by their bosses, according to
Norizan (2012), are more engaged and loyal to stay with their company.
Employees that are committed are more motivated to attain the organizational
goals as well as classify most with the organizaions goals (Samudi et al., 2016).
Staffs who are less dedicated are most probable to be lacking from work, perform
badly, be dissatisfied with their jobs, and suffer great levels of anxiety, all of

which contribute to a degeneration in their health (Jayarathna, 2016).

"Passion, devotion, and absorption" define engagement, according to Ariani
(2015, p. 193). According to the research, there are substantial correlations
between the sub-dimensions of employee satisfuction (vigour, absorption, and
devotion). Previous research has looked into the relationships between various
dimensions of involvement (De Bruin, Hill, Henn, & Muller, 2013). This means
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that zeal, commitment, and engrossment can all stand on their own. This study's
findings support those of Yalabik, Van Rossenberg, Kinnie, and Swart (2015),
who discovered important links between vigour, devotion, and preoccupation. All
three factors support employees establish strong as well as self-assured arrogances
about their work, which helps them give it their all.

Workers that are engaged work hard (vigorously), are committed
(enthusiastic), and are deep (immersed) in their several works (Hlongwane &
Ledimo, 2015). De la Rocha (2015), who studied groups of 250 or fewer people
and found that vitality, devotion, and absorption were all strongly and positively
related, backs up the conclusions of this study. The three aspects have a strong
relationship, according to Wefald and Downey (2019), implying that involvement
is a single variable. "The significant relationships across variables imply that
energy, dedication, and immersion represented the same construct," writes De la
Rocha (2015, p. 32). Some dimensions may have been unneeded due to the strength

of these relationships."

The findings reveal significant relationships between the sub-dimensions of
organisational commitment (affective commitment, continuance commitment, and
normative commitment). In her research, important correlations between the three
elements of organisational commitment were discovered by Ramakhula-Mabona
(2014). These three levels of commitment, according to Klein et al. (2009), exist.
The only thing that distinguishes the commitment dimensions is their ultimate
goals and significance. Employees that are passionate about their jobs, for
example, will continue to effort with zeal in the organisation, allowing them to
achieve organisational objectives A employee who has developed non-transferable
talents and amassed advantages through time and is thus obligated to stay with the
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company may not be motivated to go above and beyond to help the organization
(Klein et al., 2009).

The findings of this study are supported by Ahmad's (2018) research. The
three dimensions, according to Martin (2008), should be considered as components
rather than distinct types of organisational commitment. An employee can show all
of the components of commitment at the same time. As a result, it's futile to
conceive of them as separate shapes; instead, think of them as components.
Furthermore, according to Roxenhall and Andrésen (2012), Sharma, Young, and
Wilkinson suggest that in long-term partnerships, the affective component
becomes stronger and more essential than the other two components. Numerous
forms of duties can exist at the same time, according to Heery and Noon, as stated
in Anttila (2015), at any given time, workers have several commitments to various
organisations and persons. An employee with comparable aims to the company's
works there because he or she wants to; the cost of leaving the company influences
the decision to stay. Others choose to stay because they believe they owe the
corporation a moral commitment (Simons & Buitendach, 2013).

According to this study, employee engagement and organisational commitment
have a significant relationship. Bakker and Demerouti (2008) and Field and
Buitendach (2011), for example, concur that engagement and commitment are
linked, as are the findings of this study. Dedication is vital in the workplace,
according to Field and Buitendach (2011), because it yields great outcomes as well
as is linked to engagement. Engagement clearly functions as a link between job
features and excellent work outcomes including organisational commitment (Saks,
2006; Simpson, 2009). Furthermore, Van Zyl, Deacon, and Rothmann (2010)

discovered that participation and commitment are linked, which validates the
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conclusions of this study.

The researchers looked at the link between organisational commitment and
nursing worker engagement, Beukes and Botha (2013) found a similar finding.
According to the findings of their study, a higher number of nurses conducted their
responsibilities with zeal, which increased their participation and dedication at
their particular institutions. Workers who are engaged are more likely to enhance
their ability to repay their organisation for the resources it has provided, making
them more committed to it (Hakanen et al., 2008). Other studies have found that
commitment and engagement are mutually helpful (Steyn, 2011; Vecina, Chacén,

Sueiro, & Barr6n, 2012).

Furthermore, the findings of this study support Cohen's (2014) popular idea
that being able to engage people in their professions is the first step toward
connecting a devoted work situation. According to Saks (2006), commitment is
defined as "the employees' loyalty, approaches, and relationship to the
organisation," which is helpful to the corporation. But, meeting is a measurement
of how focused and absorbed individuals are in their work, not an attitude (Saks,
2006). In addition, while commitment is centred on the institute, appointment is

centred on the work.

Employee engagement and its sub-dimensions (vigour, absorption, and
devotion) are explored in relation to biographical features for example age, sex,
marital status, and occupation.

When it comes to overall engagement, this study discovered that there is a
significant gap in the levels of involvement among employees of all ages. Younger
employees in the organisation are more engaged than older employees, according

to the data. Younger employees may be more energetic and willing to attempt new
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things, which will increase their involvement in their jobs. According to
Robertson-Smith and Markwick, young workers who join an organisation for the
first time may be hopeful and engaged at first, but they may eventually become
disengaged (2009). Garg (2014) acknowledges that engagement varies greatly
depending on one's age. Furthermore, James et al. (2011) revealed that age groups
and involvement have a substantial link.

The authors argue, however, that older employees are most involved than
younger workers. According to a study by Kaliannan and Adjovu, employee
engagement is unaffected by an employee's age (2015). Furthermore, Victor and
Patil (2016) assumed that employee age has no influence on overall involvement.
Tran (2018), on the other hand, claims that an employee's level of commitment is
influenced by their age.

Furthermore, the findings reveal that male and female teachers had
considerably different levels of overall engagement. Female university teachers are
more engaged in their jobs than male university teachers. Female employees may
be more committed in their work and always feel the requirement to show their
worth because they entered the job market more recently than their male
complements as a result of labour likeness. Male workers, on the other hand, have
higher participation dimensions than female workers, according to Schaufeli,
Bakker, and Salanova (2006). The outcomes of this study are comparable to those
of Shukla et al (2015), who discovered that male and female employees have
different levels of participation. In an Indian college, Yadav (2016) claims that
there is no difference in engagements centered on the gender of academic
personnel.

Furthermore, depending on marital status, there is a significant disparity in
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total involvement levels. According to the latest research, single empioyees are
more involved than married employees. This could be because single employees
have more free time, allowing them to emphasis more, but married employees
must still balance work and family duties. Gulati (2016) discovered a significant
relationship between employee engagement and marital status, which is in line
with the findings of this study. Anand, Banu, Rengarajan, Thirumoorthy,
Rajkumar, and Madhumitha (2016), on the other hand, claim that marital status has
no bearing on employee engagement.

There was no significant variation in total engagement levels between tenures
in this study. Albdour and Altarawneh (2014), for example, agree with the
conclusions of this research. Workers with less years of service in an organisation
have high rates of involvement Stumpf, Tymon Jr, and Van Dam (2013).
According to Robinson (2007), the longer someone works for a company, the

lower their level of involvement increases.

Age, gender, marital status, and length of service are all examined as
biographical variables that influence organisational commitment and its sub-
dimensions (affective commitment, continuation commitment, and normative
commitment).

There is a significant difference in total organisational commitment and age,
according to the findings of this study. According to the survey, employees
between the ages of 20 and 29 have the highest levels of organisational
commitment at the university. Maybe they're young and passionate, and they feel
driven to show off their knowledge and make an impression. Similarly, De Gieter,
Hofmans, and Pepermans (2011) feel that commitment levels vary significantly
among employees of various ages. Affum-Osei et al (2015) stated that
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significantly older employees are more loyal to the org;inisation because younger
employees can quit at somewhat time because of greater job opportunities.
Because they have invested so much in the company, the authors believe that the
senior employees are unlikely to leave. According to a study done among Pakistani
academics by Naseem and Khan (2013), as an employee reaches maturity, he or
she gains a higher sense of responsibility, which increases their loyalty to the
organisation. Like a result, senior workers are much more loyal to their employers
than younger workers. Furthermore, monetary incentives play a role in this trend
(Nawaz & Kundi, 2010). Despite the fact that many studies have determined that
older workers are more devoted, Akinyemi (2014) discovered that older workers
are not more committed than younger workers. Young and older workers, on the
other hand, are more loyal to the company than workers in the middle age groups
(Ogba, 2008).

According to this study, employees with different tenure levels exhibited
substantial differences in whole organisation commitment. In addition, those who
have worked for the firm for 16-20 years have higher stages of organisational
commitment than those who have worked for the company for less time, according
to the study. Perhaps they have a longer relationship with the company and have
invested heavily in it, resulting in their dedication to it (Affum-Osei et al., 2015;
Cooper-Hakim & Viswesvaran, 2005). In contrast, Kelly (2015) contends that
tenure has no influence on organisational commitment. Tenure has a significant
impact on employee commitment (Igbal et al. 2011).

Likewise, according to Amangala (2013), an employee's length of service has
a significant impact on organisational commitment. "Long-serving employees may

choose to stay with the firm since they are aware with the organization's goals or it
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is so simple to work toward accomplishing them," Ramakhula-Mabona writes
(2014, p. 62). Such employees are dedicated to their jobs and ready to stay on as
part of the team (Mathieu & Zajac, 2005).

Furthermore, there is no substantial difference in degrees of employee
engagement between men and women workers. Ramakhula-Mabona (2014) found
something that opposes the results of this study. According to the writer, females
are more likely to participate in the achievement of administrative objectives.
Kelly stated that this is due to "females entering formerly male-dominated
organisations, and as a result, women had to work tougher and have more to
verify, and as a result, women were more loyal to the company” (2015, p. 34).
According to Abdul-Nasiru, Mensah, Amponsah-Tawiah, Simpeh, and Kumasey,
male coworkers are most dedicated than female friends (2014).

Moreover, it is assumed that no significant differences in overall
organisational commitment levels among individuals with different marital
statuses. Married status has no statistically significant impact on commitment,
according to ogaltay (2015). Tikare (2015), on the other hand, discovered a link
between marital status and commitment in his study. When compared to single
workers, married workers have a stronger sense of commitment (Tikare, 2015).
This could be owing to the increased obligations that come with marriage, such as
providing a good living for their families and feeling financially secure, according
to the author. As a result, it's possible that this will help people create a stronger

feeling of commitment.
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5.4 Conclusions

1. To evaluate the link between employee engagement and organisational
commitment, the researchers collected and analysed quantitative data.
The data collection and analysis informed the researcher's findings and
considerations, which led to the study’s recommendations and
conclusions. The study respondents said they are fairly productive in the
workplace. They also expressed their dedication to the university,
hinting that there is still opportunity for progress. Furthermore, the study
showed a correlation among teachers’ work engagement and their
loyalty to their organisations. Dedication, in particularly, was
determined to have a significant impact on organisational commitment.

2. Furthermore, the biographical characteristics demonstrate considerable
variations in employee engagement, vigour, and dedication based on age
and marital status. Moreover, there are significant differences in zeal
and commitment based on tenure. Overall, there were substantial
differences in participation, energy, absorption, dedication, and gender.
Biographical characteristics also reveal significant differences in
organisational commitment and its different sides. When it comes to
organisational commitment, there were significant differences in global
commitment and continuance commitment centered on age. There were
also significant differences in total and emotional commitment by
occupation, as well as significant differences in affective commitment
by gender.

3. Employees who have their skills recognised and acknowledged feel

valued and a sense of connection, which increases their commitment to

162



tl;eir employment. In addition, comprehensive training and development
programmes will increase employee enthusiasm by ensuring that they
are well-versed in their field. If staffs are assumed an allowing and
helpful work setting, they will definitely have enough of vigor to fulfil
their tasks. Department heads and Deans may also conversation with
staffs since it supports to explain the purposes, aims, and tasks that
workers are expected to do, allowing them to focus more on their work.
They may hire and recruit people who can communicate their values
and objectives in a way that fits with the university’'s mission.
Employees may be offered lavish benefits so as to inspire them to stay
at the university. Putting the proposals into practise will, in essence,
boost university teachers work engagement as well as organisational
commitment.
5.5 Recommendations
The researchers used a quantitative technique to investigate these variables in
Pakistani settings, but we strongly believe that a qualitative approach may be used to
investigate what really constitutes engagement and how it affects employee
behaviour. Future researchers may build on these findings, whether by employing the
same environment or a different one, in order to expand the literature on work
engagement, which is still mostly unexplored.

1. Finally, because there appears to be a shift from previous findings, a look
at tenure and commitment, as well as maybe other work outcomes, would
be relevant. Employee tenure and commitment findings are currently
inconclusive. The link between independent factors (employee

engagement-EE), dependent variables (organisational commitment-OC),
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551

and demographic features was investigated in this study (age, gender,

length of service, marital status etc etc.).

. The researchers presented recommendations at the teacher, university, and

for future researchers based on the data analysis from this study to help
universities enhance their management and teachers work engagement and
organisation commitment. Meanwhile, we want to assist universities in

improving their development in the future.

. The universities may provide resources to foster employee growth learning

and development to increase employee engagement and job performance.

. The organization may increase the cooperation among employees in order

to increase the relationship in every department.

. Furthermore, the teachers may be a helpful, supportive, developing

understanding with their colleagues. This will ultimately increase the
performance level of the employees and can inspire the desire to assist the
colleagues. Giving ample chances for up gradation will maximize the

satisfaction of worker.

. Findings of the study were that the reward advantages might be included in

the form of educational allowances of employees, increments in pay,

permits in the form of gift, recreation for their creative work and upgrades.

Recommendations for the Teachers in the University

Teachers do not take the initiative to communicate their ideas about the

university with university leaders, according to the survey and its analysis. Teachers

are also concerned that their genuine feelings may be revealed to university
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authorities, according to the study and its analysis. At the same time, until the
researchers distributed surveys, many teachers did not think much about their work
engagement or organisational commitment in their daily work. Teachers only
understand they have these needs and wants from university administration after that.

1. As a result, professors have their own views and perspectives, but for a
variety of reasons, they do not bring their concerns to the attention of
university management.

2. As aresult, the researchers recommend that teachers regularly assess their
own performance and provide feedback to university administrators if they
have any suggestions for university management. Teachers can help
university executives understand teachers' perspectives in this way,
allowing them to better build university management programmes.

5.5.2 Recommendations for the University Administrators

University officials may figure out a method to embrace teacher’s suggestions
while also encouraging them to voice their concerns to the university. According to
teacher comments, this method may be private, consistent, and transparent. Only by
understanding teachers' true perspectives and needs can university administrators
design better management methods to improve teachers organisational commitment.

1. When professors do a good job, university administration may provide
additional non-monetary rewards to encourage them. Teachers
acknowledge the university in this study's data analysis, however the
university does not provide sufficient acknowledgment when teachers do
good work. Meanwhile, professors complain that the university is

unconcerned about their social and professional development.
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2. As a result, the research advises that the institution may provide more
opportunities for teachers to further their careers. Teachers stated that the
university may provide transportation to and from the campus every day as
a result of the facts. Because this study only touches on a few of the
university's issues, the researcher recommends that the institution allow
professors to engage in university management programming in order to
better administer the university.

3. The university administrators may invite a few teachers to attend
university management meetings and adopt the recommendations offered
by the teachers for the benefit of the university. Decisions that may have
an impact on teachers' well-being may be communicated as transparently
as possible, boosting teachers' organisational commitment and preserving a
positive and tight relationship between teachers and university officials.

4. According to the findings of the study, there is a link between teachers'
work engagement and organisational commitment, and university
managers must be completely conscious of the impact of this link on the
overall rating of their institution. University administrators may assess
whether a variety of incentives to improve teachers organisational
commitment are suitable.

5.5.3 Recommendations for the Future Researchers

Employee engagement and organisational commitment are linked, according to
the findings. The following suggestions are for future researchers who might be
concerned in filling in the gaps in this study.

1. This research was carried out in the Rawalpindi-Islamabad education sector.

Future researchers may be able to confirm the generalizability of these
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findings by duplicating the study in different geographical areas, professions,
or specific industries, and changing the sizes of the sectors studied.

. This research was restricted to a quantitative approach. Because it uses open-
ended questions with no preconceived responses, using an additional
qualitative method may offer significant data specifically concerns about the
level of fear or anxiety teachers feel about sharing their concerns about their
work environment or work situation. Through personal experience with their
involvement and organisational commitment, future researchers may gain a
greater grasp of participants' fundamental reasons and motives.

. Employee engagement, organisational commitment, age, gender, length of
service, university type, and other characteristics were employed in this study.
Repeating the similar study with diverse predictors to highlight the links
between management, employee development, organisational culture,
changes, and organisational commitment may be helpful to businesses and the
common works.

- A picture of information from a certain time period was used in this
investigation. If the study was reproduced in the same work setting, future
scholars might associate the two sets of information to see if the study

outcomes stayed the similar or changed.

167



REFERENCES

Abdul-Nasiru, I, Mensah, R., Amponsah-Tawiah, K., Simpeh, K N., & Kumasey,
A.S. (2014). Organisational commitment in the public service of
Ghana: An empirical study. Developing Country Studies, 4(1), 49-55.

Abiwu, L. (2016). Impact of employee strike action on employment relations in
selected Accra, Ghana, public universities (Unpublished master’s thesis).
University of KwaZulu- Natal, Westville.

Abu-Khalifeh, AN., & Som, A.P.M. (2013). The antecedents affecting employee
engagement and organizational performance. Asian Social Science, 9(7),
41-46.

Adam, M. W,, Aaron, W. M., & Christina, M. K. (2007). Assessing Common
Methods Biasin Organizational Research. 22nd Annual Meeting of the
Society for Industrial and Organizational Psychology (pp. 1-10). New
York: Society for Industrial and Organizational Psychology.

Ali, S. (2005). Toward an understanding of inequity. Journal of Abnormal and
Social Psychology, 422-436.

Adams, J. S. (1965). Inequity in social exchange. In L. Berkowitz, Advances in
experimental social psychology (pp. 267-299). New York: Academic
Press.

Adolphs, R., & Damasio, A. (2001). The interaction of affect and cognition: A
neurobiological perspective. In J. P. Forgas, Handbook of affect and social
cognition (pp. 27-49). Mahwah, NJ: Lawrence Erlbaum Associates.

Adzeh, K.J. (2013). Assessing the influence of organizational commitment on
employee perceptions of superior customer value creation (Unpublished
doctoral dissertation). Capella University, Minneapolis.

Al-Ajmi, P. (2015). Relationship between organisational commitment and
demographic variables: Evidence from a commercial bank in Ghana.
American Journal of Industrial and Business Management, 5(12), 769-
778.

Agba, A. M. O, Nkpoyen, F., & Ushie, E. M. (2010). Career development and
employee commitment in industrial organisations in Calabar, Nigeria.
American Journal of Industrial and Organizational Psychology

Agyemang, C. B., & Ofei, S. B. (2013). Employee Work Engagement and
Organizational Commitment: A Comparative Study of Private and Public
Sector Organizations in Ghana. European Journal of Business and
Innovation Research, 20-33.

168



Agha, S., Azmi, D., & Irfan, A. (2017). Employee engagement: A structured
theoretical review. The International Journal of Business and
Management, 2(6), 309- 313.

Ahmad, A. (2018). The relationship among job characteristics organizational
commitment and employee turnover intentions: A reciprocation
perspective. Journal of Work-Applied Management, 10(1), 74-92.

Ahmadi, A.A.,, Ahmadi, F., & Abbaspalangi, J. (2012). Talent management and

succession planning. Interdisciplinary Journal of Contemporary Research
in Business, 4(1), 213-224.

Ahmadi, F. (2011). Relationship between professional ethics and organizational
commitment.

Ajzen, 1., & Madden, T. J. (1986). Prediction of goal directed behavior: Attitudes,

intentions, and perceived behavioral control. Journal of Experimental
Social Psychology, 453-474.

Akinyemi, B.O. (2014). Organizational commitment in Nigerian banks: The
influence of age, tenure and education. Journal of Management and
Sustainability, 4(4), 104-115.

Al Mehrzi, N., & Singh, S.K. (2016). Competing through employee engagement:
A proposed framework. International Journal of Productivity and
PerformanceManagement, 65(6), 831-843.

Albdour, AA, & Altarawneh, LI (2014). Employee engagement and

organizational commitment: Evidence from Jordan. International Journal
of Business, 19(2), 192-212.

Alhassan, J.U. (2012). The Relationship between employee perceptions of
training, organizational commitment and their impact on turnover
intentions: A survey of selected SMMES in the Cape Metropole Area
(Unpublished master’s thesis).

Altarawneh, L1. (2014). Employee engagement and organizational commitment:
Evidence from Jordan. International Journal of Business, 19(2), 192-212.

Albrecht , S. L., Bakker, A. B., Gruman » 1. A, Macey, W. H., & Saks, A. M.

(2015). People and Performance. Journal of Organizational Effectiveness,
7-35.

Alfes, K., Shantz, A. D., Truss, C., & Soane, E. C. (2013). The link between
perceived human resource management practices, engagement and

employee behaviour: a moderated mediation. 7%e International Journal of
Human Resource Management, 330-351.

Alfes, R. Delbridge, A. Shantz, & E. Soane, Employee Engagement in Theory
and Practice. London: Routledge.

169



Allameh, S.M., Shahriari, M., & Mansoori, H. (2012). Investigating employee’s
attitude toward organizational climate and employee’s engagement as
antecedents of organizational citizenship behavior. Australian Journal of
Basic and Applied Sciences, 6(8), 384-393.

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of
affective,
continuance and normative commitment to the organization. Journal of
Occupational Psychology, 1-18.

Allen, N. J, & Meyer, J. P. (1996). Affective, continuance, and normative
commitment to the organization: An examination of construct validity.
Journal of Vocational Behavior, 252-276.

Almodarresi, S.M., & Hajmalek, S. (2014). The effect of perceived training on
organizational commitment. International Journal of Scientific
Management and Development, 3 (12),664-669.

Alniagik, E., Alniagik, U, Erat, S., & Akgin, K. (2013). Does person-organization
fit moderatethe effects of affective commitment and job satisfaction
on turnover intentions? Procedia-Social and Behavioral Sciences, 99,
274-281.

Alniacik, U., Cigerim, E., Akcin, K., & Bayram, O. (2011). Independent and joint
effects of perceived corporate reputation, affective commitment, and job
satisfaction on turnover intentions. Procedia Social and Behavioral
Sciences, 24, 1177-1189.

Al-Qatawneh, M. I (2014). The impact of organizational structure on
organizational commitment: A comparison between public  and
private sector firms in Jordan. European Journal of Business and
Management, 6(12), 30-37.

Altbach, P. (2001). Academic freedom: International realities and challenges.
Higher Education, 205-219.

Amangala, T.A. (2013). The effect of demographic characteristics on
organizational commitment: A study of salespersons in the soft drink
industry in Nigeria. European Journal of Business and Management,
5(18), 109-118.

Ambar, K., Saba, K., Asma W., Yasir, AF., & Ayesha, N. (2015). Relationship
betweenorganizationalcommitment, employee engagement and career
satisfaction: A case of university of Gujrat. European Journal of Business
and Social Sciences, 3(11), 172 -183. Amherst: Human Resource
Development Press Inc.

170



Anttila, E. (2015). Components of organizational commitment-A case study
consisting managers from Finnish industrial company. Master’s
dissertation. University of Tampere, School of Education.

Arain, M., Campbell, M.J,, Cooper, C.L., & Lancaster, G.A. (2010). What is a
pilot or Feasibility study? A review of current practice and editorial
policy. Biomedcentral Medical Research and Methodology, 10(67), 2-6.

Ariani, D.W. (2015). Relationship model of personality, communication, student
engagement, and learning satisfaction. Business, Management and
Education, 13(2), 175-202.

Avolio, M. (2014). Armstrong’s Handbook of Human Resource Management
Practice.

Amold, H. J,, & Feldman, D. C. (1986). Organization Behavior. New York:
McGraw-Hill.
Ary, D., Jacobs, L.C., & Sorensen, C. (2010). Introduction to research in education
(8th ed.).

Angle, A. W, & Perry, H. S. (2000). Leadership reconsidered: Engaging higher
education in social change. Battle Creek, MI: W. K - Kellogg Foundation

Attridge, M. (2009). Measuring and managing employee work engagement: A
review of the research and business literature. Jowrnal of Workplace
Behavioral Health, 24(4), 383- 398.

Avery, D. R, McKay, P. F., & Wilson, D. C. (2007). Engaging the aging
workforce: The relationship between perceived age similarity, satisfaction
with co-workers, and employee engagement. Journal of Applied
Psychology, 92(6), 1542-1556.

Avey, ] B., Wernsing, T.S., & Luthans, F. (2008). Can positive employees help
positive organizational change? Impact

of psychological capital and
emotions on relevant attitudes and behaviors. The Journal of Applied
Behavioral Science, 44(1), 48-70.

Azeem, S.M. (2010). Personality hardiness, job involvement and job burnout
among teachers. International Journal of Vocational and Technical
Education, 2(3), 36-40.

Babakus, E., Yavas, U., & Karatepe, O. M. (2008). The effects of job demands,
job resources and intrinsic motivation on emotional exhaustion and
turnover intentions: A study in the Turkish hotel industry. International
Journal of Hospitality and Tourism, 384-404.

Bakker, A. B, & Leiter, E. (2014

)- Job demand resource theory. In P. Y. Chen, &
C. L. v Cooper, Work and Wellbe

ing: A Complete Reference Guide,
Work and Wellbeing, Volume III. John Wiley and Sons, Ltd.

171



Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement.
Career Development International, 209-223.

Bakker, A. B., & Hakanen, J. J. (2013). Work engagement among public and
private sector dentists. In R. J. Burke, A. J. Noblet, & C. L. Cooper,
Human resource management in the public sector (pp. 109-131).
Cheltenham, UK: Edward Elgar.

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. (2014). Burnout and Work
Engagement: The JD-R Approach. Annual Review of Organizational
Psychology and Organizational Behaviour, 389-411.

Bakker, A. B., Hakanen, J. R., Evangelia, E., & Xanthopoulou, D. (2007). Job
Resources Boost Work Engagement, Particularly When Job Demands Are
High. Journal of Educational Psychology, 274-284.

Bakker, A. B., Schaufeli, W. B., Leiter, M. P., & Taris, T. W. (2008). Work
engagement: An emerging concept in occupational health psychology.
Work and Stress, 187-200.

Bakker, A., Xanthopoulou, D., Demerouti, E., & Hakanen, J. J. (2007). Job
Resources Boost Work Engagement, Particularly When Job Demands are
high. Journal of Educational Psychology, 274 -284.

Bakker, A.B., & Demerouti, E. (2007). The job demands-resources model: State
of the art.

Bakker, A.B., & Demerouti, E. (2008). Towards a model of work engagement.
Career Development International, 13, 209-223.

Bakker, A.B., & Xanthopoulou, D. (2009). The crossover of daily work
engagement: Test of an actor-partner interdependence model. Journal of
Applied Psychology, 94, 1562- 1571.

Bakker, A.B., & Xanthopoulou, D. (2009). The crossover of daily work
engagement: Test ofan actor-partner interdependence model. Journal of
Applied Psychology, 94, 1562-1571.

Bakker, A.B., Albrecht, S.L., & Leiter, M.P. (2011a). Key questions regarding
work engagement. European Journal of Work and Organizational
Psychology, 20(1), 4-28.

Bakker, A.B., Albrecht, S.L., & Leiter, M.P. (2011b). Work engagement: Further
reflections on the state of play. European Journal of Work and
Organizational Psychology, 20(1)

Bakker, A.B., Demerouti, E., & Lieke, L. (2012). Work engagement,
performance, and activelearning: The role of conscientiousness. Journal of
Vocational Behavior, 80(2), 555- 564.

172



Bakker, A.B., Schaufeli, W.B., Leiter, M.P., & Taris, T.W. (2008). Work
engagement: An emerging concept in occupational health psychology.
Work and Stress, 22(3), 187-200.

Bakker, A.B. & Demerouti, E. (2007). The job demands-resources model: State of
the art.

Bakker, A. B. & Demerouti, E. (2018). Towards a model of work engagement.
Career Development International, 13,209-223.

Bakker, A.B., Albrecht, S.L., & Leiter, M.P. (2011a). Key questions regarding
work engagement. European Journal of Work and Organizational
Psychology, 20(1), 4-28.

Bakker, A.B., Albrecht, S.L., & Leiter, M.P. (2011b). Work engagement: Further
reflections on the state of play. European Journal of Work and
Organizational Psychology, 20(1), 74-88.

Bakker, A.B., Schaufeli W.B., Leiter, M.P, & Taris, T.W. (2008). Work
engagement: An emerging concept in occupational health psychology.
Work and Stress, 22(3), 187-200.

Bakotié, D. (2016). Relationship between job satisfaction and
organizational performance. Economic Research-Ekonomska IstraZivanja,
29(1), 118-130.

Balfour, D., & Wechsler, B. (1996). Organisational commitment: Antecedents
and outcomes in public organisations. Public Productivity and
Management Review, 256-277.

Balkan, O. M,, Serin, E. A., & Soran, S. (2014). The relationships between trust,
turnover intentions and emotions: An application. European Scientific
Journal, 73-85.

Bana, B. A. (2019). Policy and Methodologies for Evaluating Performance of the
Public Service in Tanzania. Expert Group Meeting on Human Resource
Management Policy in the Public Sector in Africa. Durbin, South Africa.

Banihani, M., Lewis, P., & Syed, J. (2013). Is work engagement gendered?
Gender in Management: An International Journal, 400-423.

Baran, B. E., Shanock, L. R., & Miller, L. R. (2012). Advancing organizational
support theory into the twenty-first century world of work. Journal of
Business and Psychology, 123- 147

Barber, L., Hayday, S., & Bevan, S. (1999). From people to profits, IES Report
355.

173



Baron, R. M,, & Kenny, D. A. (1986). The Moderator-Mediator V_ariable
Distinction in Social Psychological Research - Conceptual, Strategic, and
Statistical Considerations. Journal of Personality and Social Psychology,
1173-1182.

Bartholomew, D., Knott, M., & Moustaki, I. (2011). Latent variable models
and factoranalysis: A unified approach (3rd ed.). West Sussex, UK: John
Wiley & Sons.

Bastos, C. A, & Rebois, R. R. (2011, 27 3). Review and Evaluation of the
Performance of Tanzania’s Higher Education Institutions in Science,
Technology and Innovation.

Battaglia, M.P. (2011). Nonprobability sampling. Encyclopaedia of survey research
method.

Beardwell, J., & Claydon, T. (2007). Human Resource Management: A
contemporary approach (5th edition). Harlow: Prentice Hall.

Bedarkar, M., & Pandita, D. (2014). A study on the drivers of employee
engagement impacting employee performance. Procedia-Social and
Behavioral Sciences, 133, 106-115.

Benditt, L. (2015). Race, gender, and public-sector work: Prioritizing occupational
values as alabor market privilege. Research in Social Stratification and
Mobility, 42, 73-86.

Benjamin, K. B., & Dunrong, B. (2010). Privatization of Higher Education in
Tanzania. The social Sciences, 45-48.

Bentler, P. M. (1990). Comparative fit indexes in structural models.
Psychological Bulletin, 238-246.

Bentler, P. M., & Bonett, D. G. (1980). Significance Tests and Goodness of Fit in
the Analysis of Covariance Structures. Psychological Bulletin, 588-606.

Berberoglu, A. (2018). Impact of organizational climate on organizational
commitment and perceived organizational performance: Empirical
evidence from public hospitals. Bio-MedCentral Health Services
Research, 18(1), 1-9.

Bett, WK, Onyango, M., & Bantu, E. (2013). Role of teacher motivation on
student’s examination performance at secondary school level in Kenya (A
case study of Kericho district). International Journal of Advanced
Research, 1(6), 547-553.

Bhattacharya, Y. (2015). Employee engagement as a predictor of seafarer retention:

A study among Indian officers. Asian Journal of Shipping and Logistics, 31,
295- 318.

174



Byme, E. (2014). Organisational commitment, work engagement and meaning of
work of nursing staff in hospitals. South African Journal of Industrial
Psychology, 39(2), 1-10.

Bhattacharya, S., & Mukherjee, P. (2009). Rewards as a key to employee
engagement: A comparative study on IT professionals. Asian School of
Business Management Journalof Management, 2(1), 160-175.

Bhatti, K.K., & Nawab, S. (2011). Determinants of organizational commitment in
banking sector. International Journal of Research, 3(4), 468-474.

Blau, P. M. (1964). Exchange and power in social life. New York: John Wiley.

Bledow, R., Schmitt, A., Frese, M., & Kithnel, J. (2011). The affective shift
model of work engagement. Journal of Applied Psychology, 1246-1257.

Boikanyo, D.H. (2012). An exploration of the effect of employee engagement on
performance in the petrochemical industry. Doctoral dissertation. North-
West University, Potchefstroom Campus.

Bollen, K. A. (1989). Structural Equations with Latent Variables,, New York::
John Wiley & Sons, Inc.

Bollen. (1990). Overall fit in covariance structure models: Two types of sample
size effects. Psychological Bulletin, 256-259.

Borman, B. W., & Motowidlo, S. J. (1993). Expanding the criterion domain to
include elements of contextual performance. In N. Schmitt, & W. C.
Borman, Personnel selection in organizations (pp. 71-98). San Francisco:
Jossey-Bass.

Boyd, C. M., Bakker, A. B, Pignata, S., Winefield, A. H., Gillespie, N., &
Stough, C. (2011). A longitudinal test of the Job Demands-Resources
model among Australian university academics. Applied Psychology: 4An
International Review, 112-140.

Bowen, A. (2002). Attitudes In and Around Organizations Thousand Oaks, CA:
SAGE Publications.

Briscoe, J.P., & Finkelstein, L.M. (2009). The new career and organizational
commitment: Do boundaryless and protean attitudes make a difference?
Career Development International, 14(3), 242-260.

Bryman, A., & Bell, M. (2007). Business Research Methods. Oxford University
Press.

Bryson, A., & White, M. (2008). Organizational commitment: Do workplace

practices matter? Centre for Economic Performance Discussion Paper No
881, London School of Economics and Political Science. London, UK.

175



Buberwa, E. (2015). Role of Motivation on Academic Staff Performance in
Tanzania Public Universities: Underpinning Intrinsic and Extrinsic Facets.
European Journal of Business and Management.

Bulut, C., & Culha, O. (2010). The effects of organizational training on
organizational commitment. International Journal of Training and
Development, 14(4), 309-322.

Burke, RJ., & El-Kot, G. (2010). Work engagement among managers and
professionals in Egypt: Potential and antecedents. African Journal of
Economic and Management Studies, 1(1), 42-60.

Coyle-Shapiro, S., & Shore, N. (2007). Key determinants of internal brand
managementsuccess: An exploratory empirical analysis. Journal of Brand
Management, 16(4), 264-284.

Bumns, A. B, Brown, J. S., Sachs-Ericsson, N., Plant, E. A., Curtis, J. T., &
Fredrickson, B. L. (2008). Upward spirals of positive emotions and
coping: Replication, extension, and initial exploration of neurochemical
substrates. Personality and Individual Differences, 360-370.

Bwire, J.M., Ssekabuko, J., & Lwanga, F. (2014). Employee motivation, job
satisfaction and organizational performance in Uganda’s oil sector. Global
Advanced Research Journal of Management and Business Studies, 3, 35-
324.

Caesens, G., & Stinglhamber, F. (2014). The relationship between perceived
organizational support and work engagement: The role of self-efficacy and
its outcomes. Revue Européenne de Psychologie Appliquée/European
Review of Applied Psychology, 259-267.

Caesens, G., & Stingthamber, F. (2014). The relationship between perceived
organizational support and work engagement: The role of self-efficacy and
its outcomes. Revue Européenne de Psychologie Appliquée/European
Review of Applied Psychology, 259-267.

Cammann, C., Fichman, M., Jenkins, D., & Klesh, J. (1979). The Michigan
Organizational Assessment Questionnaire. Unpublished manuscript,
University of Michigan.

Campbell, D. T., & Fiske, D. W. (1959). Convergent and discriminant validation
by the multitrait-multimethod matrix. Psychological Bulletin, 81-105.

Campbell, D. T., & Fiske, D. W. (1959). Convergent and discriminant validation
by the multitrait-multimethod matrix. Psychological Bulletin, 81-105.

Carver, C., & Scheier, M. F. (1990). Origins and functions of positive and
negative affect: A control-process view. Psychological Review, 19-35.

Cassar, V., & Briner, R. (2011). The relationship between psychological contract
176



breach and organizational commitment: Exchange imbalance as a
moderator of the mediating role of violation. Journal of Vocational
Behaviour, 78, 283-289.

Catherine, G. M. (2002). Staff turnover: Retention. International j. contemp.
Hosp.
manage, 106-110.

Chalofsky, N., & Krishna, V. (2009). Meaningfulness, commitment, and
engagement: The intersection of a deeper level of intrinsic motivation.
Advances in Developing Human Resources, 11(2), 189-203.

Chatama, Y. J. (2014). Financing of higher education: An evolution of cost
sharing
approach in Tanzania. Developing Country Studies, 9(4), 86-96.

Chen, M.Y., Wang, Y.S., & Sun, V. (2012). Intellectual capital and
organizational commitment: Evidence from cultural creative industries in
Taiwan. Personnel Review,41(3), 321-339.

Cherian, S., Alkhatib, A.J., & Aggarwal, M. (2018). Relationship between
organizational commitment and job satisfaction of nurses in Dubai
hospital. Journal of Advances in Social Science and Humanities, 4(1).
36373-36400.

Chowdbury, R.G. (2014). A study on the impact of leadership styles on employee
motivation and commitment: An empirical study of selected
organisations in corporate sector. Doctoral dissertation. The Padmashree
Dr D. Patil University, Navi Mumbai.

Christian, M. S., Garza, A. S., & Slaughter, J. E. (2011). Work Engagement: A
Quantitative Review a Test of Its Relations with Task and Contextual
Performance. Personnel Psychology, 89-136.

Christian, M.S., & Slaughter, J.E. (2007). Work engagement: A meta-analytic
review and directions for research in an emerging area. Academy of
Management Proceedings, 1, 1-6.

Cleland, A., Mitchinson, W., & Townend, A. (2008). Engagement, assertiveness
and businessperformance-Anew  perspective. Ixia  Consultancy
Lud.

Clinton-Baker, M. (2014). The relationship between career anchors,
organisational commitment and turnover intention. Doctoral dissertation.
University of South Africa,Pretoria.

Coetzee, M. (2008). Psychological career resources and subjective work experience

of working adults: A South African survey. South African Journal of
Industrial Psychology, 34(2),32-41.

177



Coetzee, M., & Bergh, Z. (2009). Psychological career resources and subjective
work experiences of working adults: An exploratory study. Southern
African Business Review, 13(2), 1-25.

Coetzee, M., & Botha, J. (2012). The languishment of employee commitment in
the light of perceptions of fair treatment in the workplace. South African
Journal of Human Resource Management, 10(2), 1-11.

Coetzee, S. E., & Rothmann, S. (2005). Occupational stress, organisational
commitment and ill health of employees at a higher education institution
in South Africa. South African Journal of Industrial Psychology, 47-54.

Coetzee, M. (2008). Psychological career resources and subjective work
experience of working adults: A South African survey. South African
Journal of Industrial Psychology, 34(2), 32-41.

Cogaltay, N. (2015). Organizational commitment of teachers: A meta-analysis
study for the effect of gender and marital status in Turkey. Educational
Sciences: Theory and Practice, 15(4), 911-924.

Cohen, A. (1991). Career stage as a moderator of the relationship between
organisational commitment and its outcomes: A meta-analysis. Journal of
Occupational Psychology, 253-268.

Cohen, A. (1993). Age and tenure in relation to organisational commitment; A
meta-analysis. Basic and Applied Social Psychology, 143-159.

Cohen, A. (2007). Commitment before and after: An evaluation and
reconceptualization of organizational commitment. Human Resource
Management Review, 17(3), 336-354.

Cohen, D. (2014). Employment engagement. People and Strategy, 36(14), 12-14.

Cohen, J. (2000). Statistical power analysis for the behavioral sciences. Lawrence
Erlbaum.

Cohen, D. (2014). Employmen tengagement. People and Strategy, 36(14), 12-14.

Cohen-Charash, Y., & Spector, P. E. (2001). The role of justice in organizations:
A meta-analysis. Organizational Behavior and Human Decision
Processes, 278 -321.

Cole, M. S., Walter, F., Bedeian, A. G., & O'Boyle, E. H. (2012). Job Burnout
and Employee Engagement: A Meta-Analytic Examination of Construct
Proliferation. Journal of Management, 1550-1581.

Colquitt, J. A., Conlon, D. E., Wesson, W. J., Porter, C., & Ng, K. Y. (2001).

Justice at the millennium: A meta-analytic review of 25 years of
organizational justice research. Journal of Applied Psychology, 425-445.

178



Colquitt, J. A., Lupines, J. A, Piccolo, R. F., Zapata, C.P., & Rich, B. L. (2012).
Explaining the justice-performance relationship: Trust as exchange
deepener or trust as uncertainty reducer? Journal of Applied Psychology,
1-15.

Consequences. Annual Review of Organizational Psychology and Organizational
Behavior, 103-127.

Continuance Commitment Scales. Educational & Psychological Measurement,
241-250.

Conway, J. M., & Lance, C. E. (2010). What reviewers should expect from
authors regarding common method bias in organizational research.
Journal of Business and Psychology, 325-334.

Conway, J. M., & Lance, C. E. (2010). What reviewers should expect from
authors regarding common method bias in organizational research.
Journal of Business and Psychology, 325-334.

Cook, S. (2008). The essential Guide to Employee Engagement. London: Kogan
Page Publishers.

Cook, S. (2008). The essential Guide to Employee Engagement. London: Kogan
Page Publishers.

Cooper-Hamik, A., & Viswesvaran, C. (2005). The construct of work
commitment: Testing an integrative framework. Psychological Bulletin,
13(3), 241-258.

Comerstone & E. (2016). Empowering employees: the state of employee
engagement and retention in higher education. Cornerstone.

Costa, P. L., Passos, A. M., & Bakker, B. A. (2014). Team work engagement: A
model of emergence. Journal of Occupational and Organizational
Psychology, 414-436.

Crawford, E., Rich, B., Beckman, B., & Bergeron, J. (2013). The Antecedents and
Drivers of Employee Engagement. In C. Truss , K. Alfes, R. Elbridge, A.
Shantz, & E. Soane, Employee Engagement in Theory and Practice.
London: Routledge.

Creswell, J. (2003). Research design, Qualitative, Quantitative and Mixed
Methods
Approaches. London: Sage publications.

Cropanzano, R, & Mitchell, M. S. (2005). Social exchange theory: an
interdisciplinary review. Journal of Management, 874-900.

Cropanzano, R., & Mitchell, M.S. (2005). Social exchange theory: An
interdisciplinary  review.

179



Cropanzano, R., & Randall, M. (1993). Injustice and work behaviour: a historical
review.

Culpepper, R.A. (2011). Three-component commitment and turnover: An
examination of temporal aspects. Journal of Vocational Behavior, 79,
517-5217.

Dachapalli, L.A.P. (2016). An investigation into the levels of job satisfaction and
organizational commitment amongst South African police services
employees. Problems and Perspectives in Management, 14(3), 76-84.

Dachapalli, L. A. P. (2016). An investigation into the levels of job satisfaction
and organizational commitment amongst South African police services
employees. Problems and Perspectives inManagement, 14(3), 76-84.

Dabhlan, A. (2016). Issues Challenging Universities: A Case of Tanzanian Higher
Education. Journal of English Studies (ADJES), 3(1), 51-62.

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), 138-147.

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), 138-147.

Dalal, R. S. (2014). A meta-analysis of the relationship between organizational
citizenship behavior and counterproductive work behaviour. Journal of
Applied Psychology, 1241-1255.

Dalal, R.S., Brummel, B.J., Wee, S., & Thomas, L.L. (2008). Defining employee
engagement for productive research and practice. Industrial and
Organizational Psychology, 1(1), 52-55.

Dancey, C. P., & Reidy, J. (2002). Statistics without Maths for Psychology, Using
SPSS for Windows. London: Prentice Hall.

Davenport, T.O., & Harding, S.D. (2010). Manager redefined: The competitive
advantage in the middle of your organization. San Francisco: John Wiley
& Sons.

Davids, A. (2011). The relationship between work engagement, self-efficacy and
optimism among call centre agents. Doctoral dissertation. University of
the Western Cape.

De Becr, L.T. (2014). The effect of presenteecism-related health conditions on

employee work engagement levels: A comparison between groups. South
African Journal of Human Resources, 12(1), 1-8.

180



Orgambidez-Ramos, K. P. (2014). Dimensionality of the UWES- 17: An item
response modelling analysis. South African Journal of Industrial
Psychology, 39(2), 1-8.

De Gieter, S., Hofmans, J., & Pepermans, R. (2011). Revisiting the impact of job
satisfaction and organizational commitment on nurse turnover intention:
An individual differences analysis. International Journal of Nursing
Studies, 48(12), 1562-1569.

De la Rocha, A.M. (2015). The relationship between employee engagement and
survey response rate with union membership as a moderator. Master's
dissertation. San José State University.

Dubin, A.H., Champoux, H., & Porter, G. (2008). Should I stay or should I go?
Examining longitudinal relations among job resources and work
engagement for stayers versus movers. Work and Stress, 22(3), 201-223.

De Winter, J.C., Gosling, S.D., & Potter, J. (2016). Comparing the Pearson and
Spearman correlation coefficients across distributions and sample sizes: A
tutorial using simulations and empirical data. Psychological Methods,
21(3), 273-290.

De Witte, H. (2005). Job insecurity: review of the international literature on
definitions, prevalence, antecedents and consequences. South Africa
Journal of Industrial Psychology, 31(4), 1-6.

Deci, E. L., Connell, J. P, & Ryan, R. M. (1989). Self-determination in a work
organization. Journal of Applied Psychology, 580-590.

DeLange,A.H.,DeWitte,H.,&Notelaers,G.(2008).ShouldIstayorshouldIgo?Examini
nglongitudinal relations among job resources and work engagement for
stayers versusmovers. WorkandStress,22(3),201-223.

Deligero, J.C.L., & Laguador, J.M. (2014). Work engagement among employees
and its relationship with work units’ performance of a higher
education institution. International Journal of Management Sciences,
3(12), 909-917.

Di Stefano, G., & Gaudiino, M. (2018). Differential effects of workaholism and
work engagement on the interference between life and work domains.
Europe's Journal of Psychology, 14(4), 863-879.

Dickson, D.A. (2011). Fostering employee engagement: Practical tools and best
practice.

Doran, A. (2013). An exploratory study of employee engagement in the financial
services industry in Ireland. Doctoral dissertation. Dublin, National
College of Ireland.

Du Plooy-Cilliers, F., Davis, C., & Bezuidenhout, R M. (2014). Research Matters.

181



Cape Town,South Africa: Juta & Company Ltd.

Dunnette, M. D., Campbell, J. P., & Hakel, M. D. (1967). Factors contributing to
job satisfaction and job dissatisfaction in six occupational groups.
Organizational Behavior and Human Performance, 143-174.

Dutta, H. (2017). Employee engagement in selected banks of Northern India.
Doctoral Dissertation, Chitkara University, Himachal Pradesh.

Dutta, H., & Sharma, S. (2016). Employee engagement in Indian banking sector:
A review of the literature. In AIMS International Texas USA, International
Conference on Management and Information Systems, ISBN 978-1-
943295-04-3,184-192.

Eghlidi, F.F., & Karimi, F. (2016). The relationship between components of work
engagement and organizational commitment of female employees of
University. International Journal of Human Resource Studies, 6(3), 63-
73.

Egwuonwu, 1.C. (2019). Antecedents of employee engagement: An examination of
the bankingsector of Nigeria. Doctoral Dissertation University of Salford.

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (2001). Perceived
organizational support. Journal of Applied Psychology, 500-507

Elanain, H. M. A, H. M. (2010). Testing the direct and indirect relationship
between organizational justice and work outcomes in a non-Western
context of the UAE. Journal of Management Development, 5-27.

Emerson, R. M. (1976). Social exchange theory. Annual Review of Sociology,
335-362.

Enache, M.M,, Salldn, J., Simo, P., & Fernandez, V. (2013). Organizational
commitment within a contemporary career context. International Journal
of Manpower, 34(8), 880-898.

Endres, G.M., & Mancheno-Smoak, L. (2008). The human resource craze:
Human performance improvement and employee engagement.
Organizational Development Journal, 26(1), 69-78.

Ergas, Z. (1980). Why did the Ujamaa village policy fail? Towards a global
analysis. Journal of Modern African Studies, 18(3), 387-410.

Falola, H.O., Osibanjo, A.O., & Ojo, S.I. (2014). Effectiveness of training and
development onemployees’ performance and organisation competitiveness
in the Nigerian banking industry. Bulletin of the Transilvania University
of Brasov, Economic Sciences Series, 7(1), 161-170.

Farahani, M., Taghadosi, M., & Behboudi, M. (2011). An exploration of the
relationship between transformational leadership and organizational

182



commitment: The moderatingeffect of emotional Intelligence: Case study
in Iran. International Business Research, 4(4), 211-217.

Farris, JR. (2012). Organizational commitment and job satisfaction: A
quantitative investigation of the relationships between affective,
continuance, and normative constructs (Unpublished doctoral thesis).
Capella University, Minneapolis, MN.

Ferreira, N. (2012). Constructing a psychological career profile for staff
retention. Doctoral dissertation. University of South Africa, Pretoria.

Ferreira, N., & Coetzee, M. (2010). Psychological career resources and
organisational commitment: Exploring sociodemographic differences.
South African Journal of Labour Relations, 34(2), 25-41.

Field, A. (2009). Discovering statistics using SPSS. London: Sage Publications Ltd.

Field, A. (2013). Discovering statistics using IBM SPSS statistics. Thousand Oaks,
CA: Sage Publications.

Finster, LK., & Buitendach, JH. (2013). Happiness, work engagement and
organisational commitment of support staff at a tertiary education
institution in South Afiica. South African Journal of Industrial
Psychology, 37(1), 68-717.

Fine, S., Horowitz, I., Weigler, H., & Basis, L. (2010). Is good character good
enough?
Theeffectsofsituationalvariablesontherelationshipbetweenintegrityandcoun
terproductive work behaviors. Human Resource Management Review,
20(1), 73-84.

Fiorito, J., Bozeman, D. P., Young, A., & Meurs, J. A. (2007). Organizational
commitment, human resource practices, and organizational characteristics.
Journal of Managerial Issues, 19(2), 186-207.

Fisher, C. D. (2002). Antecedents and consequences of real-time affective
reactions at work. Motivation and Emotion, 3-30.

Folger, R., & Konovsky, M. (1989). Effects of procedural and distributive justice
on reactions to pay raise decisions. Academy of Management Journal,
115-130.

Forkuoh, S. K., Affum-Osei, E., Osei, M. A, & Addo Yaw, V. J. (2014).
Employees’ commitment and growth of family businesses. International
Journal of Economics, Commerce and Management, 2(8), 1-14.

Fox, W., & Bayat, M.S. (2007). 4 guide to managing research. Cape Town: Juta
& CompanyLtd.

183



Fraser, J. (2013). A gap analysis of employee training needs in supply chain
management. Doctoral dissertation. University of Pretoria.

Fredrickson, B. (2011). What good are positive emotions? Authors Manuscript.

Fredrickson, B. L. (1998). What good are positive emotions? Review of General
Psychology, 300-319.

Fredrickson, B. L. (2001). The Role of Positive Emotions in Positive Psychology
Fredrickson, B. L. (2009). Positivity. New York: Three Rivers Press.

Fredrickson, B. L., & Branigan, C. (2005). Positive emotions broaden the scope
of
attention and thought-action repertoires. Cognition and Emotion, 313-332.

Fredrickson, B. L., & Joiner, T. (2002). Positive emotions trigger upward spirals
toward emotional well-being. Journal of Personality and Social
Psychology, 45-55.

Fredrickson, B. L., Cohn, M. A,, Coffey, K. A, Pek, J., & Finkel, S. M. (2008).
Open hearts build lives: Positive emotions, induced through loving-
kindness meditation, build Broaden and Build consequential personal
resources. Journal of Personality and Social Psychology, 1045-1062.

Frese, M. (2008). The word is out: We need an active performance concept for
modern workplaces. Industrial and Organizational Psychology, 1(1), 67-
69.

Fuhrmann, T.D. (2006). Motivating Employees. Advances in Diary Technology, 18,
93-101.

G. (2015). Evaluating the evidence on employee engagement and its potential
benefits to NHS staff: A narrative synthesis of the literature. Health
Services and Delivery Research, 3(26), 1-424.

Gabriel, Y. (2008). Organizing Words: A critical thesaurus for social and
organization studies. Oxford: University Press.

Gallup. (2006). Gallup study: engaged employees inspire company innovation.
Retrieved from http://gmjgallupcom/content/24880/Gallup-Study-
Engaged-Employees- Inspire-Companyaspx

Gallup. (2013). State of the global workplace: Employee engagement insights for
businessleadersworldwide. Washington, DC: Galluplnc.

Garcia-Cabrera, AM. (2013). Organizational commitment in Multinational
corporatior: subsidiary top managers: Antecedents and consequences.
The International Journal of Human Resource Management, 23(15),
3151-3177.

184



Garg, N. (2014). Employee engagement and individual differences: A study in
Indian context. Management Studies and Economic Systems, 1(1), 41-50.

Gaspar, R. C. (2016). The impact of team work engagement on team satisfaction
and the role of psychological safety as a moderator. Doctoral dissertation.
Universidade Catélica Portuguesa.

Gbadamosi, G. (2006). Predictors and correlates of charlatan behavior in a non-
western context. Journal of Global Business and Technology, 2(1), 23-32.

Gelade, G.A., Dobson, P., & Gilbert, P. (2006). National differences in
organizational commitment: Effect of economy, product of personality, or
consequence of culture? Journal of Cross Cultural Psychology, 37, 542-
556.

Greenberg, M. S., & Wills, R. H. (1980). Social Exchange. New York: Plenum
Press.

Gokul, A, Sridevi, G., & Srinivasan, P.T. (2012). The relationship between
perceived organizational support, work engagement and affective
commitment. Academy of Maritime Education and Training International
Journal of Management, 29-37.

Gonring, M.P. (2008). Customer loyalty and employee engagement: An alignment
for value.

Gonzélez-Roméd, V., Schaufeli, W.B., Bakker, AB., & Lloret, S. (2006). Burnout
and work engagement: Independent factors or opposite poles? Journal of
Vocational Behavior, 68(1), 165-174.

Gota, G. (2017). The relationship between psychological capital, work
engagement and organizational commitment amongst employees at a
selected food processing plant in the Western Cape. Master’s dissertation.
University of the Western Cape.

Gouldner, A. W. (1960). The norm of reciprocity: A preliminary statement.
American Sociological Review, 161-178.

Green, S., & Salkind, N.J. (2011). SPSS quick starts. New York, NY: Pearson

Higher Ed. Gruman, J.A., & Saks, AM. (2011). Performance management and
employee engagement.

Gumport, R. W, (2017). Social exchange: Advances in theory and research (pp.
27-
55). New York: Plenum.

Gross, C., & Latane, K. (2018). Further training and affective commitment.
Discussion Paper Series No. 11403, Institute of Labor Economics.

185



Guba, E. G. (1990). He Paradigm dialog. Newbury Park, Calif: Sage Publications.

Gulati, A. (2016). Employee engagement: A study of frontline personnel in the
organized retail industry. Doctoral dissertation. Guru Gobind Singh
Indraprastha University, India.

Gulzar, S., & Teli, M. R. (2018). Gender and work engagement: A study of
academic staff in higher education. Arabian Jowrnal Business
Management Review, 8(2), 1-3.

Gunnigle, P., Heraty, N., & Morley, M.J. (2011). Human Resource Management in
Ireland.

Gunnigle, P., Heraty, N., & Morley, M.J. (2011). Human Resource Management in
Ireland.

Gupta, S., Bostrom, R. P., & Huber, M. (2010). End-user training methods: what
we know, need to know. Association for Computing Machinery, Special
Interest Group on Management Information Systems Database: The
Database for Advances inInformation Systems, 41 4), 9-39.

Hackman, J. R, & Oldham, G. R. (1980). Work redesign,. Reading, mass:
Addisson-weasly.

Hair, J.F., Wolfinbargcr, M.F., Ortinau, D.J., & Bush, R.P. (2008). Essentials of
marketing research. New York: McGraw Hill.

Hakanen, J. J., Schaufeli W. B, & Ahola, K. (2008). The Job Demands-
Resources model: A three-year cross-lagged study of burnout, depression,
commitment, and work engagement. Work & Stress, 224-241.

Hakanen, J., Bakker, A. B., & Demerouti, E. (2005). How dentists cope with their
job demands and stay engaged: The moderating role of job resources.
European Journal of Oral Sciences, 479-487.

Hakanen, J., Bakker, A. B, & Schaufeli, W. B. (2006). Burnout and work
engagement among teachers. The Journal of School Psychology, 495-513.

Hakanen, J., Rodriguez-Sénchez, A.M., & Perhoniemi, R. (2012). Too good to be
true? Similarities and differences between engagement and workaholism
among Finnish judges. Ciencia & Trabajo, 14, 72-80.

Hakanen, J.J., Bakker, AB., & Schaufeli W.B. (2006). Burnout and work
engagement among teachers. Journal of School Psychology, 43(6), 495-
513.

Hakanen, J.J., Schaufeli, W.B., & Ahola, K. (2008). The Job Demands-Resources
model: A three-year cross-lagged study of burnout, depression,
commitment, and work engagement. Work & Stress, 22(3), 224-241.

186



Hakanen, J.J., Schaufeli, W.B., & Ahola, K. (2008). The Job Demands-Resom-'ces
model:  Athree-yearcross-lagged study of bumout, depression,
commitment, and work engagement. Work & Stress, 22(3), 224-241.

Hakanen, J.J., Bakker, AB., & Schaufeli W.B. (2010). Burnout and work
engagement among teachers. Journal of School Psychology, 43(6), 495-
513.

Halbesleben, J. B., & Wheeler, A. R. (2008). The relative roles of engagement
and embeddedness in predicting job performance and intention to leave.
Work and Stress, 242-256.

Hallberg, U, & Schaufeli, W B’ (2006) “Same same” but different: Can work
engagement be discriminated from job involvement and organizational
commitment? European Journal of Psychology, 119-127.

Hansez, 1., & Chmiel, N. (2010). Safety behavior: Job demands, job resources,
and perceived management commitment to safety. Journal for Occupation
Health Psychology, 267-278.

Herda, F. L., & Lavelle, T. L. (2015). Business-unit-level relationship between
employee satisfaction, employee engagement, and business outcomes: A
meta-analysis. Journal of Applied Psychology, 268-279.

Harter, J., Schmidt, F., Asplund, J., Killham, E., & Agrawal, S. (2010). Causal
impact of employee work perceptions on the bottom line of organisations,
Perspectives on Psychological Science, 5(4), 378-389.

Hassan, S. (2012). Employee attachment to workplace: A review of
organizational and occupational identification and commitment.
International Journal of Organization Theory & Behavior, 15(3), 383-
422,

Hauke, J., & Kossowski, T. (2011). Comparison of values of Pearson's and
Spearman's correlation coefficients on the same sets of data. Quaestiones
Geographicae, 30(2), 87-93.

Hennekam, S., & Herrbach, O. (2016). Human resource management practiccs
and low occupational status older workers. Employee Relations, 35(3),
339-355.

Herzberg, F., Mausner, B., & Snyderman, B. (1959). The motivation to work.
New York:: John Wiley and Sons.

Hewitt, A. (2013). Managing employee engagement during times of change. AON

Empower Results. Retrieved from https://www.Aon.com/human-capital-
consulting

187



Hilton, C.E. (2017). The importance of pretesting questionnaires: A field research
example ofcognitive pretesting the Exercise Referral Quality of
Life Scale  (ER- QLS). International Journal of Social Research

Methodology, 20(1), 21-34.

Hill, R. (1998). What sample size is “enough” in internet survey research?
Interpersonal Computing and Technology: An Electronic Journal for the
21st Century, 6(3-4).

Hinrichs, J. R., & Mischkind, L. A. (1967). Empirical ad theoretical limitations of
the two factor hypothesis of job satisfaction. Journal of Applied
Psychology, 191-200.

Hlapho, T. (2016). Key drivers of employee engagement in the large platinum
mines in SouthAfrica. Doctoral dissertation. University of Pretoria.

Hlongwane, V.C., & Ledimo, O. (2015). Generational differences on work
engagement levels of government healthcare institution employees.
Journal of Governance and Regulation, 4(1), 245-253.

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at
conceptualizing stress. . American Psychologist, 513-524.

Hobfoll, S. E. (2002). Social and Psychological Resources and Adaptation.
Review of General Psychology, 307-324.

Hobfoll, S. E. (2011). Conservation of resource caravans and engaged settings.

Hobfoll, S. E., Jonathon, H., Neveu, J.-P., & Westman, M. (2018). Conservation
of Resources in the Organizational Context: The Reality of Resources and
Their Consequences. Annual Review of Organizational Psychology and
Organizational Behavior, 103-127.

Hodson, D. (1991). Practical work in science: Time for a reappraisal. Studies in
Science Education, 175-184.

Hogan, J. J. (2006). "Turnover and what to do about it". The Cornell HRA
Quarterly, 40-45.

Hollebeek, L.D. (2011). Demystifying customer brand engagement: Exploring the
loyalty nexus. Journal of marketing management, 27(7-8), 785-807.

Homans, G. C. (1958). Social behaviour as exchange. American Journal of
Sociology, 597-606.

Hoon Song, J., Kolb, J.A,, Hee Lee, U., & Kyoung Kim, H. (2012). Role of
transformational leadership in effective organizational knowledge creation
practices: Mediating effects of employees' work engagement. Human
Resource Development Quarterly, 23(1), 65-101.

188



Hooper, D., Coughlan, J., & Mullen, M. (2008). Structural Equation Modelling:
Guidelines for Determining Model Fit. Electronic Journal of Business
Research Methods, 53-60.

Hu, L., & Bentler, P. M. (1995). Evaluating model fit. In H. R. Hoyle, Structural
Equation Modeling. Concepts, Issues, and Applications (pp. 76-99).
London: Sage.

Hu, Q., Schaufeli, W., & Taris, T. W. (2011). The Job Demands-Resources
Model: An analysis of additive and joint effects of demands and resources.
Journal of Vocational Behavior, 181-190.

Hult, C. (2005). Organisational commitment and person-environment fit in six
Western countries. Organisation Studies, 26(2), 249-270.

Human resource management practices, engagement and employee behaviour: a
moderated mediation. The International Journal of Human Resource
Management, 330-351.

Ibhawoh, B., & Dibua, J. I. (2003). Deconstructing Ujamaa: The Legacy of Julius
Nyerere in the Quest for Social and Economic Development. African
Journal of Political Science, Vol, 8(1), 59-83.

Thionkhan P.A., Aigbomian, E.E. (2014). The link between human resource
management practices and organisational commitment, Indian. Journal of
Management Science, 4(1), 12-20.

Ilies, R., & Judge, T. A. (2002). Understanding the dynamic relationship between
personality, mood, and job satisfaction: A field experience sampling
study.

Organizational Behavior and Human Decision Processes, 1119-1139.

Ismail, S. (2015). Collaborative statistics. Texas: Maxfield Foundation. Individual
differences and behavior in organizations (pp. 175-208). San Francisco: Jossey
Bass.

Isaac, S., & Michael, W. B. (1995). Handbook in research and evaluation. San
Diego, CA: Educational and Industrial Testing Services.

Ingham-Broomfield, R. (2014). A nurses’ guide to quantitative research.
Australian Journal of Advanced Nursing, 32(2), 32-38. Retrieved from
http://www.ajan.com.au

Inoue, A., Kawakami, N., Ishizaki, M., Shimazu, A., Tsuchiya, M., Tabata, M.,
Kuroda, M. (2010). Organizational justice, psychological stress, and work
engagement in Japanese workers. Int Arch Occup Environ Health,, 29-38.

Iqbal, A. (2011). The impact assessment of demographic factors on faculty
189



commitment in the Kingdom of Saudi Arabian universities. Journal of
College Teaching & Learning, 8(2), 1-14.

Ishengoma, J. M. (2004). The debate on quality and the private surge: A status
review of private universities and colleges in Tanzania. Journal of Higher
Education in Africa/Revue de I’enseignement supérieur en frique, 85-
109.

Jackson, L.T., Rothmann, S., & Van de Vijver, F.J. (2014). A model of work-
related well- being for educators in South Africa. Stress and Health:
Journal of the International Society for the Investigation of Stress, 22(4),
263-274.

Jacobs, S., Renard, M., & Snelgar, R. (2014). Intrinsic rewards and work
engagement in the South African retail industry. SA Journal of Industrial
Psychology/SA Tydskrif vir Bedryfsielkunde, 1195-1208.

Jaensson, M., & Nilsson, U. (2017). Impact of changing positively worded items
tonegatively worded items in the Swedish web-version of the Quality of
Recovery (SwQoR) questionnaire. Journal of evaluation in clinical
practice, 502-507.

James, J.B.,, McKechnie, S., & Swanberg, 1. (2011). Predicting employee
engagement in an age-diverse retail workforce. Journal of Organizational
Behavior, 32(2), 173-196.

Jamrog, J., Morrison, C., Overholt, M., & Vickers, M. (2008). High-performance
organizations: Finding the elements of excellence. People & Strategy,
31(1), 29-38.

Jayarathna, D.Y. (2016). Organizational commitment: A case in academia.
International Journal of Academic Research and Development, 1(7), 40-
45,

Jeevithaa, P. (2016). 4 study on employee engagement of select information
technology companies in India. Doctoral dissertation, Pondicherry
University.

Jena, RK. (2015). An assessment of factors affecting organizational commitment
among shift workers in India. Management: Journal of Contemporary
Management Issues, 20(1), 59-77.

Johnson, K., & Fredrickson, B. L. (2005). "We all look the same to me": Positive
emotions eliminate the own-race in face recognition, 16(11), 875-881.
Psychological Science, 875-881.

Johnson, R.E. (2010). Commitment and motivation at work: The relevance of

employee identity and regulatory focus. The Academy of Management
Review, 35(2), 226-245.

190



Joseph, R.E., Newman, K W., & Hulin, M.U. (2010). Nature of the intergctions
among organizational commitments: Complementary, competitive or
synergistic? British Journal of Management, 24(4), 431-447.

Joo, B., & Park, S. (2010). Career satisfaction, organizational commitment, and
turnover intention: The effects of goal orientation, organizational learning
culture and development feedback. Leadership and Organization
Development Journal, 31(6), 482-500.

Jose, G., & Mampilly, S.R. (2012). Satisfaction with human resource practices
and employee engagement: A social exchange perspective. Journal of
Economics and Behavioral Studies, 4(T), 423-430.

Judge, T. A, & llies, R. (2004). Affect and Job Satisfaction: A Study of their
Relationship at. Work and at Home. Journal of Applied Psychology, 661-
673.

Judge, T. A., & Kammeyer-Mueller, J. D. (2012). Job attitudes. Annual Review of
Psychology, 341-367.

Judge, T., & Church, A. H. (2000). Job satisfaction: Research and practice. . In
C. L. Cooper, & E. A. Locke, Industrial and organizational psychology:
Linking theory with practice (pp. 166-198). Oxford, UK: Blackwell.

Kahn, W. A. (2017). The essence of engagement. Handbook of Employee
Engagement: Perspectives, Issues, Research and Practice. Edward Elgar,
Cheltenham.

Kahn, W.A. (1990-). Psychological conditions of personal engagement and
disengagement at work. Academy of Management Journal, 33(44), 692-
724.

Kaliannan, M., & Adjovu, S.N. (2015). Effective employee engagement and
organizational success: A case study. Procedia-Social and Behavioral
Sciences, 172, 161-168.

Kamau, RW. (2015). Factors influencing employee commitment and its impact
on organizational performance: A case study of Kenya airports authority.
Doctoral dissertation. United States International University-Africa.

Kang, H. J,, Gatling, A., & Kim, J. (2015). The impact of supervisory support on
organizational commitment, career satisfaction, and turnover intention for
hospitality frontline employees. Jowrnal of Human Resources in
Hospitality & Tourism, 14(1), 68-89.

Kelman, N.B. (2016). The relationship between employee training and

organizational commitment in the ministry of energy and petroleum,
Kenya. Published master’s degreedissertation.

191



Karriker, J. H., & Williams, M. L. (2009). Organizational justice and
organizational citizenship behave or: A mediated multifoci model. Journal

of Management, 112-135.

Kataria, A., Rastogi, R, & Garg, P. (2013). Organizational effectiveness as a
function of employee engagement. South Asian Journal of Management,
20(4), 56-73.

Hup Chan, P. (2016). Employee engagement and organizational performance of
retails enterprises. American Journal of Industrial and Business
Management, 6(4), 516-525.

Kelidbari, HR., Dizgah, M.R., & Yusefi, A. (2011). The relationship between
organizationcommitment and job performance of employees of Guilan
Province social security

Kelliher , C., Hope-Hailey, V; & Farndale , E’(2013) “Employee Engagement in
Multinational Organisations’ Tn C Truss , K’ Ifes, RDelbridge, Shantz,
& ESoane , Employee Engagement in Theory and Practice. London:
Routledge.

Kelly, J. (2015). The relationship between organisational commitment and job
satisfaction of commissioned officers within an arm of the South African
National Defense Force. Master’s Thesis. University of the Western Cape.

Khalid, A., Khalid, S., Waseem, A, Farooqi, Y.A.,, & Nazish, A. (2015).
Relationship between organizational commitment, employee engagement
and career satisfaction: A case of University of Gujrat. European Journal
of Business and Social Sciences, 3(11), 172- 183.

Khalili, A., & Asmawi, A. (2012). Appraising the impact of gender differences on
organizational commitment: Empirical evidence from a private Small and
medium- sized enterprises in Iran. International Journal of Business and
Management, 7(5), 100-110.

Khan, F., & Zafar, S. (2013). An empirical study of affective commitment across
demographicgroups in the banking sector of Pakistan. Pakistan Journal of
Commerce and Social Sciences, 7(3), 555-563.

Khan, I, Shahid, M., Nawab, S., & Wali, S_S. (2013). Influence of intrinsic and
extrinsic rewards on employee performance: The banking sector of
Pakistan. Academic Researchlnternational, 4(1), 282-291.

Khan, RM. (2013). Problem solving and data analysis using Minitab: A clear
and easy guideto Six Sigma methodology. New York: John Wiley & Sons,
Ltd.

Khan, F., & Zafar, S. (2013). An empirical study of affective commitment across
demographic groups in the banking sector of Pakistan. Pakistan Journal of
Commerce and Social Sciences, 7(3), 555-563.

192



Kim, C. W., & Mauborgne, R. (1998). Procedural justice, strategic decision
making, and the knowledge economy. Strategic Management Journal,
323-338.

Kinnunen, U; Feldt, T, & Makikangas. (2008). Testing the effort-reward
imbalance model among Finnish managers: The role of perceived
organizational support. Journal of Occupational Health Psychology, 114-
127.

Klein, H., Becker, T., & Meyer, T. (2009). Commitment in organization:
Accumulated wisdomand new directions (4th ed). New York: Rutledge.

Klette, A. (2017). Mental toughness, job demands and job resources: testing the
effects on engagement and stress of South Afvican emergency personnel.
Doctoral dissertation. Stellenbosch: Stellenbosch University.

Komba, S. C. (2017). Issues on Financing Higher Education in Tanzania. In H. C.
Alphin, R.

Kompaso, S.M., & Sridevi, M.S. (2010). Employee engagement: The key to
improving performance. International Journal of Business and
Management, 5(12), 89-96.

Kong, Y. (2009). A study on the job engagement of company employees.
International Journalof Psychological Studies, 1(2), 65-68.

Korunka, C., Kubicek, B., Schaufeli W., & Hoonakker, P. (2009). Work
engagement and burnout: Testing the robustness of the Job Demands-
Resources model. , 4(3). Journal of Positive Psychology, 243-255.

Kravina, L., Falco, A., De Carlo, NA., & Andreassen, C.S. (2014). Workaholism
and work engagement in the family: The relationship between parents and
children as a risk factor. European Journal of Work and Organisational
Psychology, 23(6), 875-883.

Krippendorff, K. (2013). Content analysis: An introduction to its methodology
(3rd ed).

Krishnaveni, R., & Ramkumar, N. (2008). Revalidation process for established
instruments: A case of Meyer and Allen’s organizational commitment
scale. Institute of Chartered Financial Analysts of India Journal of
Organizational Behavior, 7(2), 7-17.

Kruse, K. (2012). What Is Employee Engagement? Retrieved from

https://www.forbes.com/sites/kevh1kruse/employee-engagement-what-
and-why

193



Kular, S., Gatenby, M., Rees, C., Soane, E., & Truss, K. (2008). Employee
Engagement: A Literature Review. University Working Paper Series No
19. Kingston Business School, Kingston.

Kular, S., Gatenby, M., Rees, C., Soane, E., & Truss, K. (2008). Employee
engagement: A literature review. Kingston University. Working Paper
Series, No 19, 3-17.

Kuo, Y. (2013). Organizational commitment in an intense competition
environment. IndustrialManagement and Data Systems, 113(1), 39-56.

Kuzilwa, J. A., & Bangu, N. (2012). Challenges in Workload Allocation Models
and Human Resource Management in Universities. The 4th Higher
Education Forum, (pp. 1-22). Naura Springs Hotel, Arusha.

Kwenin, D.O., Muathe, S., & Nzulwa, R. (2013). The influence of employee
rewards, human resource policies and job satisfaction on the retention of
employees in Vodafone GhanaLimited. European Journal of Business and
Management, 5(12), 13-20.

Labatmediene, L., Endriulaitiene, A, & Gustainiene, L. (2007). Individual
correlates of organizational commitment and intention to leave the
organization. Baltic Journal of Management, 2(2), 196-212.

Laguador, J.M. (2013). Developing students’ attitude leading towards a life-
changing carecr. Educational Research International, 1(3), 28-33.

Lamba, S., & Choudhary, N. (2013). Impact of human resource management
practices on organizational commitment of employees. International
Journal of Advancements in Research & Technology, 2(4), 407-423.

Lance, C. E., & Siminovsky, 'B'(2015) Use of “independent” measures does not
solve the shared method bias problem. In C. E. Lance, & R. J.
Vandenberg, More Statistical and Methodological Myths and Urban
Legends (pp. 276-291). New York: Routledge.

Lawler, E, & Hall, D. (1970). Relationship of job characteristics to job
involvement, satisfaction, and intrinsic motivation. Journal of Applied
Psychology, 305-312.

Lee, J. (2012). Antecedents and Consequences of Employee Engagement:
Empirical, Study of Hotel Employees and Managers. Kansas State
University: Ph.D thesis.

Lee, K., & Allen, N. J. (2002). Organizational citizenship behavior and workplace

deviance: The role of affect and cognitions’ Journal of Applied
Psychology, 131-142.

194



Leventhal, G. S. (1980). What should be done with equity theory? In K. Gergen,
M. Greenberg, & R. Willis, Social exchange: Advances in theory and
research (pp. 27-55). New York: Plenum,

Leventhal, G. S., Karuza, J., & Fry, W. R. (1980). Beyond fairness: A theory of
allocation preferences. In G. Mikula, Justice and social interaction: (pp.
167-218.). New York: Springer-Verlag.

Lewig, K., Xanthopoulou, D., Bakker, A. B., Dollard, M., & Metzer, J. (2007).
Burnout and connectedness among Australian volunteers: A test of the Job
DemandsResources model. . Journal of Vocational Behavior, 429-445.

Lietz, P. (2010). Research into questionnaire design. International Journal of
Market Research, 52(2), 249-272.

Lind, E. A., & Tyler, T. R. (1988). The social psychology of procedural justice. .
New York: Plenum Press.

Lind, D.A., Marchal, W.G., & Wathen, S.A. (2008). Statistical Techniques in
Business & Economics (13th ed.). USA: McGraw-Hill.

Liou, S. (2009). An analysis of the concept of organizational commitment.
Nursing Forum, 43(3), 116-125.

Little, B., & Little, P. (2006). Employee Engagement: Conceptual Issues, Journal
of Organizational Culture, Communications and Conflict, 10(1), 111-120.

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette,

Lu, H., While, A.E., & Barriball, K.L. (2005). Job satisfaction among nurses: a
literature review. International Journal of Nursing Studies, 42(2), 211-
227.

Lumley, E.J., Coetzee, M., Tladinyane, R., & Ferreira, N. (2011). Exploring the job
satisfaction and organisational commitment of employees in the
information technology environment. Southern African Business Review,
15(1), 100-118.

M. (2010). Organizational justice, psychological stress, and work engagement in
Japanese workers. Int Arch Occup Environ Health, 29-38.

Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement.
Industrial and Organizational Psychology, 3-30.

Macey, W.H., & Schneider, B. (2008). The meaning of employee engagement.
Industrial andOrganizational Psychology, I(1), 3-30.

MacLeod, D., & Clarke, N. (2009). Engaging for success. Enhancing
performance through employee engagement. London: Department for
Business, Innovation and Skills.

195



MacPherson, D. (2013). Employee engagement: the benefits extend beyond the
organization’s walls. Minneapolis. Retrieved from

https://www.Modernsurvey. Com/marketing

Magazine, S. L., Williams, L. J., & Williams, M. L. (1996). A confirmatory factor
analysis examination of reverse coding effects in Meyer and Ilen’s
ffective and Continuance Commitment Scales. Educational &
Psychological Measurement, 241-250.

McFarlin, O., & Sweeney, N. (2009). The relationship between organisational
culture and organisational commitment. South African Business Review,
13(1), 87-111.

Marie, A.A,, Ibrahim, M., & Al Naseer, A.D. (2014). Effect of financial and non-
financial performance measures on customers perceptions of Service at
Islamic banks in United Arab Emirates. International Journal of
Economics and Finance, 6, 201-214.

Markovits, Y., Boer, D., & Van Dick, R. (2014). Economic crisis and the employee:
The effects of economic crisis on employee job satisfaction,
commitment, and self- regulation. European Management Journal,
32(3), 413-422.

Marsh, H. W, Balla, J. R., & McDonald, R. P. (1988). Goodness of fit indexes in
confirmatory factor analysis: The effect of sample size. Psychological
Bulletin, 391-410.

Martin, A., & Roodt, G. (2008). Perceptions of organisational commitment, job
satisfaction and turnover intentions in a post-merger South African tertiary
institution. South Afiican Journal of Industrial Psychology, 34(1), 23-31.

Martin, S.S. (2008). Relational and economic antecedents of organisational
commitment. Personnel Review, 37(6), 589-608.

Maslach, C., & Leiter, M. P. (1997). The Truth about Burnout. San Francisco:
Jossey-Bass.

Maslach, C., & Leiter, M. P. (2008). Early predictors of job burnout and
engagement. Journalof Applied Psychology, 93(3), 498-512.

Maslach, C., Schaufeli W. B., & Leiter, M. P. (2001). Job burnout. Annual
Review of Psychology, 397-422.

Masson, R.C., Royal, M.A,, Agnew, T.G., & Fine, S. (2008). Leveraging
employee engagement: The practical implications. Industrial and
Organisational Psychology, 1(1), 56-59.

Mathieu, J., & Zajac, D. (2005). A review and metal-analysis of the antecedents,
correlates, and consequences of organizational commitment.

196



Psychological Bulletin, 108(2), 171-194.

Mathis, R.L., & Jackson, J.H. (2011). Human resource management (13th ed).
Essential perspectives. United States: Cengage Learning.

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

May, D.R,, Gilson, R L., and Harter L.M. (2004). the psychological conditions of
meaningfulness, safety and availability and the 11-37.

Mbhele, S. (2016). Internal communication in achieving employee engagement
within a South African government department. Master’s Thesis.
University of Pretoria.

McCloskey, J., & McCain, B. (1988). Variables related to nurse performance. .
Image, 203-207.

McCloskey, J., & McCain, B. (1988). Variables related to nurse performance. .
Image, 203-207.

McCusker, K., & Gunaydin, S. (2015). Research using qualitative, quantitative or
mixed methods and choice based on the research. Perfusion, 30(7), 537-
542,

McElroy, J.C., Mormrow, P.C., Liu, R, & Weng, Q. (2010). The relationship
between carcer growth and organizational commitment. Journal of
Vocational Behavior, 77(3), 391- 400.

Munir, D, & Weinstein, P. (1992). Distributive and procedural Jjustice as
predictors of satisfaction with personal and organizational outcomes.
Academy of Management Journal, 626-637.

McGee, G. W., & Ford, R. C. (1987). Two (or more?) dimensions of
organizational commitment: Reexamination of the affective and
continuance commitment scales. Journal of Applied Psychology, 638-642.

Memari, N., Mahdieh, O., & Marnani, A B. (2013). The impact of organizational
commitment on employees’ job performance. A study of Meli bank.
Interdisciplinary Journal of Contemporary Research in Business, 5(5),
164-171.

Mertler, C.A., & Reinhart, R.V. (2016). Advanced and Multivariate Statistical
Methods: Practical Application and Interpretation (6th ed.). New York:
Routledge.

Metha, D., & Metha, N. (2013). Employee engagement: A literature review.
Economic Seria Management, 16(2), 208-215.

197



Method implementation research. Administration and Policy in Mental Health
and Mental Health Services Research, 42(5), 533-544.

Meyer, J. P., & Allen, N. (2004). TCM Employee Commitment Survey Academic
Users Guide 2004. University of Western Ontario.

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of
organizational commitment. Human Resource Management Review, 61-
89.

Meyer, J.P., & Maltin, E.R. (2010). Employee commitment and well-being: A
critical review, theoretical framework and research agenda. Journal of
Vocational Behavior, 77(2), 323-337.

Meyer, JP., Stanley, D.J, Jackson, T.A,, McInnis, K.J., Maltin, ER., &
Sheppard, L. (2012). Affective, normative, and continuance commitment

levels across cultures: A meta- analysis. Journal of Vocational Behavior,
80(2), 225-245.

Meyer, J.P., Stanley, L.J., & Parfyonova, N.M. (2012). Employee commitment in
context: The nature and implication of commitment profiles. Journal of
Vocational Behavior, 8((1),1-16.

Mgaiwa, J. S., & Poncian, J. (2016). Public-private partnership in higher
education

Mkude, D., Cooksey, B., & Levey, L. (2003). Higher Education in Tanzania:
Case Study. In J. Currey, Partnership for Higher Education in Africa. Dar
es salaam: Mkuki na Nyota, Dar es Salaam.

Mkumbo, K. A. (2014). Prevalence of and factors associated with work stress in
academia in Tanzania. International Journal of Higher Education, 1.

Mobley, W. H. (1977). Intermediate linkages in the relationship between job
satisfaction and employee turnover. Journal of Applied Psychology, 237-
240.

Mokaya, 8.0., & Kipyegon, M.J. (2014). Determinants of employee engagement
in the Banking industry in Kenya; case of cooperative bank. Journal of
Human Resources Management and Labor Studies, 2(2), 187-200.

Mollel, R. H. (2005). Effective support to tertiary education and research in
developing countries a changing landscape: Development and
implementation of government policies for higher education and research.
Nuffic Conference 23.

Mone, EM., & London, M. (2010). Employee engagement through effective
performance management: A practical guide for managers. New York,
Routledge.

198



Morison, R., Erickson, T., & Dychtwald, K. (2006). Managing middle scene.
Harvard Business Review, 84(3), 78-86.

Morrow, P.C. (2011). Managing organizational commitment: Insights from
longitudinal research. Journal of Vocational Behavior, 79(1), 18-35.

Motowidlo, S. J. (1996). Orientation toward the job and organization. In K. R.
Murphy, Individual differences and behavior in organizations (pp. 175-
208). San Francisco: Jossey Bass.

Moorman, C. J. (1991). Determinants of organizational commitment. Human
Relations, 467-482.

Mouhamadou, T.S. (2015). Relationship between organizational commitment and
turnover intentions among healthcare internal auditors (Unpublished
dissertation). Walden University.

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of
organizational commitment. Journal of Vocational Behavior, 224-247.

Moussa, N. (2013). Explaining turnover intention in state government: Examining
the roles of gender, life cycle, and loyalty. Review of Public Personnel
Administration, 28(2), 120-143.

Mpululu, M. (2014). The Effectiveness of Open Performance Review and
Appraisal System of Public Primary School Teachers: A Case of
Mvomero District. Unpublished disertation.

Mulaudzi, M.C., & Takawira, N. (2015). Examining the gender influence on
employees' work engagement within a South African university. Risk
governance & Control: FinancialMarkets & Institutions, 5(2), 110-119.

Muthuveloo, R. & Che Rose, R. (2005). Typology of organizational commitment.
American Journal of Applied Science, 2(6), 1078-1081.

Mwamila, B., & Diyamett, B. (2006). The position of higher education in the
national system of innovation: The case of Tanzania. Paper presented at
Universidad 2006 5th International Congress on Higher Education, 13-17
February 2006. Cuba.

Mwangi, G. (2015). Factors influencing commitment and engagement of
healthcare workers at Kenyatta national hospital. Doctoral dissertation.
University of Nairobi.

Naidoo, V. (2012). Investigating service quality perceptions in tertiary

institutions: The case of University of KwaZulu-Natal. Doctoral
dissertation. University of KwaZulu-Natal, Westville.

199



Naik, N.A. (2012). Organisational culture and organisational commitment in a
consulting firm. Master’s dissertation. University of South Africa.

Nantambu, K'(2007) Tanzania’s Socialist Revolution: What Went Wrong?

Naseem, B.Y., Nawaz, A, Khan, H., Khan, F., & Khan, 1. (2013). Determining
the demographic impacts on the organizational commitment of
academicians in the HEIs of DCs like Pakistan. European Journal of
Sustainable Development, 2(2), 117-130.

Nawaz, A., & Kundi, G. M. (2010). Demographic implications for the user-
perceptions of e- learning in higher education institutions of N-WFP,
Pakistan. The Electronic Journal of Information Systems in Developing
Countries, 41(1), 1-17.

Nazari, K, & Emami, M. (2012). Antecedents and consequences of
organizational commitment. Interdisciplinary Journal of Contemporary
Research in Business, 3(9), 484-493.

Ndiwalana, J. K. (2009). Budgeting participation, goal commitment and employee
performance. Master’s thesis. Makerere University.

Neelam, N., Bhattacharya, S., Sinha, V., & Tanksale, D. (2015). Organizational
culture as a determinant of organizational commitment: What drives IT
employees in India? Global Business and Organizational Excellence,
34(2), 62-74.

Neininger, A., Lehmann-Willenbrock, N., Kauffeld, S., & Henschel, A. (2010).
Effects of team and organizational commitment: A longitudinal study.
Journal of Vocational Behavior, 76, 567-579.

Newman, A., Thanacoody, R., & Hui, W. (2011). The impact of employee
perceptions of training on organizational commitment and turnover
intentions: A study of multinationals in the Chinese service sector. The
International Journal of Human Resource Management, 22(8), 1765-
1787.

Newman, A., Thanacoody, R, & Hui, W. (2011). The impact of employee
perceptions of training on organizational commitment and turnover
intentions: A study of multinationals in the Chinese service sector. The
International Journal of Human Resource Management, 22(8), 1765-
1787.

Newman, D, & Harrison, D’ (2008)" ‘Been there, bottled that: are state and
behavioural work engagement new and useful construct “wines” Industrial
and Organisational Psychology, 31-36.

Newman, D.A, & Harrison, D.A. (2008). Been there, bottled that: Are statc and
behavioral work engagement new and useful construct wines? Industrial
and Organizational Psychology, 1, 31-35.

200



Newstrom, J.W., & Davis, K. (2007). Organizational behavior: Human behavior
at work (11thed). New York: McGraw-Hill.

Neumark, D., Johnson, H., & Mejia, M. C. (2013). Future skill shortage in the US
economy? Economics of Education Review, 32, 151-167.

Ngasongwa, J. (1992). Tanzania Introduces a Multi-Party System. Review of
African Political Economy, 112-116.

Ngirwa, C., Martin, E., & Babyege, E. (2014). Managing change in higher
education institutions inTanzania: A historical perspective. Higher
Education Management and Policy, 129-140.

Nimon, K., Shuck, B, & Zigarmi, D. (2016). Construct overlap between
employeeengagement and job satisfaction: A function of semantic
equivalence? Journal of Happiness Studies, 1149-1171

Nogueras, D.J. (2006). Occupational commitment, education, and experience as a
predictor ofintent to leave the nursing profession. Nursing Economics,
24(2), 86-94.

Norizan, 1. (2012). Organizational commitment and Job satisfaction among staff
of higher learning education institutions in Kelantan, Doctoral
dissertation. Universiti Utara Malaysia.

Nunnally, J. C. (1978). Psychometric theory. New York: McGraw-Hill.

Nunnally, J. C., & Bemstein, I. H. (1994). Psychometric Theory. New York:
McGraw-Hill.

Nzuza, Z.W. (2015). Factors affecting the success of inventory control in the
stores division of the eThekwini Municipality, Durban: A case study.
Doctoral dissertation. Durban University of Technology, Durban, South
Africa.

O’Donnell, M. Jayawardana, AKL, & Jayakody, J.A.SK (2012).
Organisational support and employee commitment in Sri Lanka.
Economic and Labour Relations Review, 23(1), 125-142.

Odoh, D.M. (2015). Sampling-a paradigm for research in physical sciences.
Journal ofArchitecture and Civil Engineering, 2(6), 1-4.

Omari, I. M. (1991). Innovation and change in higher education in developing
countries: Experiences fromTanzania. Comparative Education, 181-205.

Ong, A. D, & Weiss, D. J. (2000). The impact of anonymity on responses to
sensitive questions. Journal of Applied Social Psycholog, 1691-1708.

201



Ongori, H. (2007). A review of the literature on employece turnover. African
Journal of Business Management, 49-54.

Orcan, F., (2018). Exploratory and confirmatory analysis: which one to usefirst ?
Journal of Measurement and Evaluation in Education and Psychology ,
9(4), 414-421.

Organ, D. (1988). Organizational Citizenship Behavior: The Good Soldier
Syndrome. Lexington: Lexington Books.

Organ, D. W. (1990). The motivational basis of organizational citizenship
behavior. In L. L. Cummings, & B. M. Staw, Research in organizational
behavior (pp. 43- 72). Greenwich, CT: JAI Press

Organ, D. W. (1997). Organizational citizenship behavior: It's construct cleanup
time. Human Performance, 85-97.

Organ, D. W.,, & Near, J. P. (1985). Cognition vs. affect in measures of job
satisfaction. International Journal of Psychology, 241-253.

Osemeke, M. (2016). Identification of determinants of organizational commitment
andemployee job satisfaction. Afiican Research Review, 10(2), 81-102.

Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N, &
Hoagwood, K.(2015). Purposeful sampling for qualitative data collection
and analysis in mixed

Parveen, N. (2015). Organizational commitment in relation to biographic
variations among college teachers. Journal of Research in Social
Sciences, 3(1), 96-105.

Pathardikar, A.D., & Sahu, S. (2011). Implications of the organization cultural
antecedents onorganizational commitment: A study in Indian public sector
units. Global Business Review, 12(3), 431-446.

Paulsen, N., Callan, J., Ayoko, O. & Saunders, D. (2013). Transformational
leadership andinnovation in a research and development organization
experiencing major change.JournalovaganizationalChangeManagement,
26(3), 595-610.

Penna. (2007). Meaning at work research report. Retrieved from https:// www.
epenna.com/newsopinion/research.aspx

Phillips, D. J. (1990). "The price tag on turnover", Pers. J. pp., 58-61.
Piccolo, F. R., & Colquitt, J. A. (2006). Iccolo, R.F. and Colquitt, J.A. (2006)

Transformational Leadership and Job Behaviors: The Mediating Role of
Core Job Characteristics. Academy of Management Journal, 49, 327-340.

202



Pietersen, J., & Maree, K. (2007). Overview of statistical techniques: First steps in
research.

Pillay, K., Buitendach, J.H., & Kanengoni, H. (2014). Psychological capital, job
demands and organisational commitment of employees in a call centre in
Durban, South Africa. South African Journal of Human Resource

Management, 12(1), 1-13.

Pittorino, L. (2009). The relationship between culture, commitment and
performance in a South African electricity utility (Unpublished master’s
dissertation). Grahamstown: Rhodes University.

Podsakoff, P. M., & Organ, D. W. (1986). Self-reports in organizational research:
Problems and prospects. Journal of Management, 12, 69-82. Journal of
Management, 69-82.

Podsakoff, P. M., MacKenzie, S. B., Jeong-Yeon, L., & Podsakoff, N. P. (2003).
Common Method Biases in Behavioral Research. Journal of Applied
Psychology, 879-903.

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000).
Organizational citizenship behaviors: A critical review of the theoretical
and empirical literature and suggestions for future research. Journal of
Management, 513-563.

Popli, S., & Rizvi, LA. (2016). Drivers of employee engagement: The role of
leadership style. Global Business Review, 1 7(4), 965-979.

Porter, L. W.,, Steers, R. M, & Mowday, R. T. (1974). Organizational
commitment, job satisfaction, and turnover among psychiatric technicians.
Siegrist -609.

Pourghaz, A, Tamini KB. & Karamad, A. (2011). Do demographic
characteristics make a difference to job satisfaction, organizational
commitment and burnout among travel agency drivers? (A case study in
Iran). Journal of Basic and Applied Scientific Research, 1,916-923.

Pourghaz, A, Tamini, KB. & Karamad, A. (2011). Do demographic
characteristics make.

Rahmadani, V., and Schaufeli W. B. (2020). Engaging leadership and work
engagement as moderated by “diuwongke”: an Indonesian study. Int. J. Hum.
Resource Manage. doi: 10.1080/09585192.2020.1799234

Rahmadani, V., Schaufeli, W. B., and Stouten, J. (2020a). How engaging leaders
foster employees® work engagement. Leader. Org. Dev. J. 41, 1155-1169.
doi: 10.1108/LODJ-01-2020-0014

203



Rahmadani, V. G., Schaufeli, W. B., Ivanova, T. Y., and Osin, E. N. (2019). Basic
psychological need satisfaction mediates the relationship between engaging
leadership and work engagement: a cross-national study. Hum. Resource

Dev. Q. 30, 453-471. doi: 10.1002/hrdq.21366

Ragha, V. (2015). Evaluating job satisfaction of teachers in the Durban central area.
Doctoraldissertation. University of KwaZulu-Natal, Westville.

Ram, P., & Prabhakar, G. V. (2011). The role of employee engagement in
work-relatedoutcomes. Interdisciplinary Journal of Research in Business,
1(3), 47-61.

Ramakhula-Mabona, R. (2014). The relationship between organizational
commitment andturnover intentions. Doctoral dissertation. University of
KwaZulu-Natal, Durban.

Rana, 8., Ardichvili, A. ,& Tkachenko,O. (2014). A theoretical model of the
antecedents and outcomes of employee engagement. Journal of Workplace
Learning, 26(3/4), 249-266.

Rayner, C., & Adam-Smith, D. (2009) Managing and leading people. Chartered
Institute of Personnel and Development. London.

Rayton, B. A, & Yalabik, Z. Y. (2014). Work engagement, psychological
contract breachand job satisfaction. International Journal of Human
Resource Management, 1-19.

Reina-Tamayo, A. M., Bakker, A. B, & Daantje, D. (2017). Journal of Personnel
Psychology, 16(3), 125-136.

Rayton, B.A., & Yalabik, Z.Y. (2014). Work engagement, psychological contract
breach and job satisfaction. The International Journal of Human Resource
Management, 25(17), 2382-2400.

Reciprocation of perceived organizational support. Journal of Applied
Psychology,
42-51.

Rees, G., & Rumbles, S. (2010). Recruitment and selection. Rees, G. and French,
R. Leading, Managing and Developing People, 169-190.

Reginald, P.W. (2011). The relationship among psychological empowerment, job
satisfaction and organisational commitment of staff members at the
University of Namibia. Master’sdissertation. The University of Namibia.

Reina-Tamayo, A. M., Bakker, A. B., & Daantje, D. (2017). Journal of Personnel
Psychology, 16(3), 125-136.

204



Remenyi, D., Williams, B., Money, A., & Swartz, E. (1998). Doing Research in
Business and Management. London: Sage.

Rensburg, J., Boonzaier, Y., & Boonzaier, M. (2013). The job demands-resources
model of work engagement in South African call centres. SA Journal of
Human Resource Management/SA Tydskrif vir Menslikehulpbronbestuur,
484-499.

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A
review of the literature. Journal of Applied Psychology, 698-714

Ramachandran, B. L., Chong, J. A, & Ismail, E. R. (2015). Job engagement:
Antecedents and effects on job performance. Academy of Management
Journal, 617-635.

Richman, AL, Civian, J.T., Shannon, L.L., Jefirey Hill, E., & Brennan, R.T.
(2008). The relationship of perceived flexibility, supportive work-life
policies, and use of formal flexible arrangements and occasional flexibility
to employee engagement and expected retention. Community, Work and
Family, 11(2), 183-197.

Rich, J. R, Edmonson, D. R., & Hansen, J. D. (2010). A Meta-Analysis of the
Relationship between Perceived Organizational Support and Job
Outcomes: 20 Years of Research: Journal of Business Research, 1027-
1030.

Riggle, R.J. Endmondson, D.R., & Hansen, J.D. (2009). A metal-analysis of the
relationship between perceived organizational support and job outcomes:
20 years of research. Journal of Business Research, 62(2), 1027-1030.

Riketta, C. (2019). The positive returns of a happy workforce. Retrieved from
https://www.ft.com/content/41 990£0-b955-1 1e2-bc57-00144feabdc0

Robijn, W. (2021a). “Is my leader your leader? A multi-rater approach to
engaging leadership,” in Leadership and Work Engagement: A Conflict
Management Perspective, ed W. Robijn (Unpublished PhD) (Belgium: KU
Leuven), 25-49.

Robijn, W. (2021b). “Taking care of the team member is taking care of the team:
a team conflict perspective on engaging leadership,” in: Leadership and
Work Engagement: A Conflict Management Perspective, ed W. Robijn
(Unpublished PhD) (Belgium: KU Leuven), 79-107.

Robijn, W., Euwema, M. C., Schaufeli, W. B., and Deprez, J. (2020). Leaders,
teams and work engagement: a basic needs perspective. Career Dev. Int.
25, 373-388. doi: 10.1108/CDI-06-2019-0150

205



Robbins, S. T., Judge, T. A., & Hasham, E. S. (2012). Organizational behaviour. .
England: Pearson Education Limited.

Robertson-Smith, G., & Markwick, C. (2009). Employee engagement: A review of
current thinking. Brighton: Institute for Employment Studies.

Robinson, D. (2018). Engagement is marriage of various factors at work.
Thought Leaders.

Robinson, D., Perryman, S., & Hayday, S. (2004). The Drivers of Employee
Engagement. Brighton: Institute for Employment Studies.

Robinson, J. (2018). The 3 Engines of Employee Engagement. Worktolive.info.
Retrieved fro mhttps://www.worktolive.info/blog/bid/354012/The-3-
Engines-of-Employee- Engagement

Reichers, J.L. (2019). The readiness of masters of business administration (MBA)
graduates’ in South Africa to manage organisations profitability during
economic downturns. Master’s dissertation. University of KwaZulu-Natal,
Durban.

Rothbard, N. (2001). Enriching or Depleting? The Dynamics of Engagement in
Work and Family Roles. Administrative Science Quarterly, 46 (4), 655-
684.

Rasheed, G. (2018). Job demands, job resources and work engagement of
academic staff in South African higher education institutions. South
African Journal ofIndustrial Psychology, 32(4), 87-96.

Rothman, S., & Jordaan, G. (2006). Job demands, job resources and work
engagementofacademicstaffinSouthA fricanhighereducationinstitutions_So
uthAﬁ'icanJoumaloﬂndustﬂalPsychology, 32(4), 87-96.

Roxenhall, T., & Andrésen, E. (2012). Affective, calculative and normative
commitment: An assessment of relationship. World Review of Business
Research, 2(5), 86-96.

Ruble, K. (2016). Tanzania Eliminates 10,000 Government 'Ghost Workers' in
Anti-Corruption ~ Campaign.  Retrieved  from  vice news:
https://news.vice.com/

Ruokolainen, M. (2011). Do organizational and job-related factors relate to
organizational commitment? A mixed method study of the associations.

206



Jyvdskyld Studies in Education, Psychology and Social Research, 428, 11-
135.

Ryan, R M, & Deci, E. L. (2000). Self-Determination Theory and the
Facilitation of Intrinsic Motivation, Social Development, and Well-Being.
American Psychological Associatio, 55(1), 68-78.

Saif, S.K., Nawaz, A., & Jan, F.A. (2012). Predicting job-satisfaction among the
academicians of Universities in Khyber Pakhtun Khwa, Pakistan.
Industrial Engineering Letters, 2(2), 34-45.

Solinger, A. (2018). The antecedents and consequences of employee engagement.
Journal of Managerial Psychology, 600-619.

Saks, A. M. (2008). The meaning and bleeding of employee engagement: How
muddy is the water? Industrial and Organizational Psychology, 40-43.

Saks, A., & Gruman, J. A. (2018). Socialization resources theory and newcomers'
work engagement: A new pathway to newcomer socialization. Career
Decelopment International, 12-32.

Saks, A.M. (2006). Antecedents and consequences of employee engagement.
Journal of Managerial Psychology, 21(7), 600-619.

Salami, S. O. (2008). Demographic and psychological factors predicting
organizational commitment among industrial workers. The
anthropologist, 10(1), 31-38.

Salanova, M., & Schaufeli W. B. (2008). Job resources, engagement and
proactive
behaviour. International Journal of Human Resource Management, 116-
131.

Salanova, M., Schaufeli, W. B., Xanthopoulou, D., & Bakker, A. (2010). The gain
spiral of resources and work engagement: Sustaining a positive worklife.
In A. Bakker, & M. P. Leiter, Work Engagement: A Handbook of
Essential Theory and Research (pp. 118-131). Psychology Press.

Siegrist, N. (2012). Meaning of the term descriptive survey research method.
International Journal of Transformations in Business Management, 1(6),
161-175.

Salie, R. (2015). The relationship between organisational commitment and
turnover intentions during a restructuring process in a hospitality
environment. Master’s Thesis. University of the Western Cape.

SamGnanakkan, S. (2010). Mediating role of organizational commitment on
human resource practices and turnover intention among information and
communication technology professionals. Journal of Management
Research, 10(1), 39-61.

207



Samudi, S., Slambolchi, A., & Mobarakabadi, H. (2016). A literature review on
organizational commitment: a comprehensive summary. Applied
Mathematics in Engineering, Management and Technology, 4(3), 47-57.

Satardien, M. (2014). Perceived organizational support, organizational
commitment and turnover intentions amongst employees in a selected
company in the aviation industry. Master’s dissertation. University of the
Western Cape.

Sayani, G., & Swamy, D.R. (2014). A literature review on organizational
commitment — A comprehensive summary. International Journal of
Engineering Research and Applications, 4(12), 04-14.

Schaller, T. K., Patil, A., & Malhotra, N. K. (2015). Alternative techniques for
assessing common method variance: An analysis of the theory of planned
behavior research. Organizational Research Methods, 18, 177-206.

Schaufeli, W. B., & Taris, T. W. (2014). A critical review of the Job Demands-
Resources Model: Implications for improving work and health. In G.
Bauer, & O. Himmig, Bridging occupational, organizational and public
health. Amsterdam: Springer, in press.

Schaufeli, W, & Van Rhenen, W'(2006) “Over de rol van positieve en negatieve
emoties bij het welbevinden van managers: Een studie met de Job-related
Affective Well-being Scale (] WS)” (“ bout the role of positive and
negative emotions in managers’

Schaufeli, W. (2012). Work Engagement. What Do We Know and Where Do We
Go? Work Engagement in Everyday Life, Business, and Academia.
Romanian Journal of Applied Psychology, 14(1), 3-10.

Schaufeli, W. (2013). What is engagement? In C. Truss, K. Alfes, R. Delbridge,
A. Shantz, & E. C. Soane, Employee Engagement in Theory and Practice.
London: Routledge.

Schaufeli, W. B., Martinez, I., Marques-Pinto, A., Salanova, M., & Bakker, A. B.
(2002).Burnout and engagement in university students: A cross national
study. Journal of Cross-Cultural Psychology, 464-481.

Schaufeli, W. B., Shimazu, A., Salanova, M., & De Witte, H. (2017). An ultra-
short measure for the work engagement: The UWES-3. Validation across
five countries. European journal of developmental association, 1-12.

Schaufeli, W., Bakker, A., & Salanova, M. (2006). The Measurement of Work

Engagement with a Short Questionnaire. Educational and Psychological
Measurement, 701-716

208



Schaufeli, W., Bakker, A., & Van Rhenen, W. (2009). How changes_in job
demands andresources predict burnout, work engagement and sickness
absenteeism. Journal of organizational behaviour, 893-971.

Schaufeli, W.B. & Salanova. M. (2007a). Efficacy or inefficacy, that’s the
question: Burnout and engagement, and their relationships with efficacy
beliefs. Anxiety, Stress & Coping: An International Journal, 20, 177-196.

Schaufeli W.B., & Bakker, A.B. (2010). Defining and measuring work
engagement: Bringing clarity to the concept. Work engagement: A
handbook of essential theory and research,10-24.

Schaufeli, W.B., & Salanova, M. (2007b). Work engagement. Managing social
and ethical issues in organizations, 135, 177-194.

Schaufeli, W.B., & Salanova, M. (2011). Work engagement: On how to better
catch a slippery concept. European Journal of Work and Organizational
Psychology, 20(1), 39-46.

Schaufeli, W.B., Bakker, A.B., & Salanova, M. (2006). The measurement of work
engagement with a short questionnaire: A cross-national study.
Educational and psychological measurement, 66(4), 701-716.

Schaufeli, W.B., Salanova, M., Gonzalez-Roma, V., & Bakker, A.B. (2002). The
measurement of engagement and bumout: A two sample confirmatory
factor analytic approach. Journal of Happiness Studies, 3(1), 71-92.

Schaufeli, W.B., Taris, T.W., & van Rhenen, W. (2008). Workaholism, burnout,
and work engagement: Three of a kind or three different kinds of
employee well-being? Applied Psychology: An International Review,
37(2), 173-203.

Schaufeli W. B., & Bakker, A. B. (2013). Defining and measuring work
engagement: Bringing clarity to the concept. Work emgagement: A
handbook of essential theory and research, 10-24.

Schumacker, R. E., & Lomax, R. G. (2004). Beginner’s guide to structural
equation modeling. New Jersey: Lawrence Erlbaum Associates.

Schweitzer, M.J.C. (2014). Predictors of work engagement among teachers in
Regina and Saskatoon. Doctoral dissertation. Faculty of Graduate Studies
and Research, Universityof Regina.

Seme, P., & Amai, H. (2015). Challenges on Implementation of Open
Performance Review Appraisal System in Tanzania Public Service.

Seppild, P., Mauno, S., Feldt, T., Hakanen, J., Kinnunen, U., Tolvanen, A, &
Schaufeli, W. (2009). The Construct Validity of the Utrecht Work
Engagement Scale: Multisample and Longitudinal Evidence. Journal of
Happiness Studies, 459-481.

209



Shahid, A., & Azhar, S.M. (2013). Gaining employee commitment: Linking to
organizationaleffectiveness. Journal of Management Research, 5(1), 250
268.

Shahin, N. (2014). Role of employee retention practices in Indian industry-A
study of select multinational corporations in Jamshedpur. International
Journal of Engineering and Management Research, 4(4), 206-213.

Shantz, A., Alfes, K., & Latham, G. P. (2016). The Buffering Effect of Perceived
Organizational Support on the Relationship between Work Engagement
and Behavioral Outcomes. Human Resource Management, 25-38.

Shantz, A., Alfes, K., Soane, E., & Truss, C. (2013). The role of employee
engagement in the relationship between job design and task performance,
citizenship and deviant behaviours. The International Journal of Human
Resource Management, 2608-2627.

Sharma, A., Goel, A., & Sengupta, S. (2017). How does work engagement vary
with employee demography?—Revelations from the Indian IT industry.
Procedia Computer Science, 122, 146-153,

Shekari, H. (2015). Evaluating the three dimensions of work engagement in social
security organization of Yazd province in Iran. Journal of Educational
and Management Studies, 5(3), 168-174.

Shuck, B°(2011). “Integrative Literature Review: Four Emerging Perspectives of
Employee Engagement: n Integrative Literature Review’ Human
Resource Development Review, 304-328.

Sonnentag, S. (2015). Job demands-resources model in the context of recovery:
Testing recovery experiences as mediators. European Journal of Work and
Organizational Psychology, 1-28.

Shuck, B. (2011). Four emerging perspectives of employee engagement: An
integrative literature review. Human Resource Development Review,
10(3), 304-328.

Shuck, B., Reio Jr, T.G., & Rocco, T.S. (2011). Employee engagement: An
examination of antecedent and outcome variables. Human Resource
Development International, 14(4),427-445.

Shukla, S., Adhikari, B., & Singh, V. (2015). Employee engagement-role of
demographic variables and personality factors. Amity Global Human
Resource Management Review, 5, 65-73.

Sabapathy, j. (2021). Adverse Health Effects of High-Effort/Low-Reward
Conditions. Journal of Occupational Health Psychology, 1(1), 27-41.

210



Simons, J.C., & Buitendach, J.H. (2013). Psychological capital, work engagement
and organisational commitment amongst call centre employees in South
Africa. South African Journal of Industrial Psychology, 39(2), 1-12.

Simpson, M.R. (2009). Engagement at work: A review of the literature.
International Journalof Nursing Studies, 46(T), 1012-1024.

Simpson, W. (2009) ‘Predictors of Work Engagement mong Medical-Surgical
Registered Nurses,” Western Journal of Nursing Research, 44-65.

Sinclair, RR., Tucker, J.S., Cullen, J.C., & Wright, C. (2005). Performance
differences among four organizational commitment profiles. Journal of
Applied Psychology, 90(6), 553- 572.

Singh, RN., Bhagat, M., & Mohanty, R.P. (2011). Pay satisfaction and
organizational commitment: Moderating role of employees’ cultural
values. Vilakshan: The Xavier Institute of Management, Bhubaneswar
Journal of Management, 7(3), 37-51.

Skarlicki, D. P., & Folger, R. (1997). Retaliation in the workplace: The roles of
distributive, procedural, and interactional justice. Journal of Applied
Psychology, 434-443.

Slack, N., Jones, A. B., & Johnston, R. (2015). Operations management.
Edinburgh Gate United Kingdom: Pearson Education Limited.

Smith, M. E., Thorpe, R., & Jackson, P. (2012). Management research. London:
Sage publications.

Soane, E., Truss, C., Alfes, K., Shants, A, Rees, C., & Gatenby, M. (2012).
Development and application of a new measure of employee engagement:

the ISA Engagement Scale. Human Resource Development International,
529-547.

Somers, M.J. (2009). The combined influence of affective, continuance and
normative commitment on employee withdrawal. Journal of Vocational
Behavior, 74(1), 75-81.

Somers, M.J. (2010). Patterns of attachment to organization: Commitment
profiles and work outcomes. Journal of Occupational and Organizational
Psychology, 83, 443-453.

Somunoglu, S., Erdem, E., & Erdem, U. (2012). Organizational commitment in
healthcare sector workers: Sample of Denizli city. HealthMED, 6, 2362-
2369.

Sonn, C. (2015). Relationship between burnout and work engagement amongst
employees within a pharmaceutical dis:ribution industry. Doctoral
dissertation. University of South Africa.

211



Sonnentag, S. (2011). Research on work engagement is well and alive. European
Journal of Work and Organizational Psychology, 20(1), 29-38.

Sonnentag, S., & Niessen, C. (2008). Staying vigorous until work is over: The
role of trait vigour, dayspecific work experiences and recovery. Journal of
Occupational and Organizational Psychology, 81(3), 435-458.

Sonnentag, S., Dormann, C., & Demerouti, E. (2010). Not all days are created
equal: The concept of state work engagement. In B. Bakker, & M. P.
Leiter, Work

Sookraj, P. (2009). Employee perceptions of the impact of training and
development on productquality. Doctoral dissertation. Durban University
of Technology.

Spagnoli, P., & Caetano, A. (2012). Personality and organisational commitment:
The mediating role of job satisfaction during socialisation. Career
Development International, 17(3), 255-275.

Spector, P. E. (1985). Job satisfaction: Application, assessment, causes, and
consequences. Thousand Oaks, CA: Sage.

Spector, P. E. (2006). Method Variance in Organizational Research: Truth or
Urban
Legend? Organizational Research Methods, 221-232.

Sprang, G., Clark, J. J,, & Whitt-Woosley, A. (2007). Compassion fatigue,
compassion satisfaction, and burnout: Factors impacting a professional's
quality of life. Journal of Loss and Trauma, 12(3), 259-280.

Staw, B. M. (1980). The consequences of turnover. Journal of Occupational
Behavior, 253-273.

Steyn, R. (2011). Optimism, self-efficacy and meaningfulness: towards a
salutogenic model of occupational wellbeing (Unpublished master’s
thesis). University of Stellenbosch, South Africa.

Stumpf, S.A., Tymon Jr, W.G., & Van Dam, N.H. (2013). Felt and behavioral
engagement in workgroups of professionals. Journal of Vocational
Behavior, 83(3), 255-264.

Subrahmanian, M. (2014). Drivers of employee engagement in petroleum
industry-A transformational framework. Journal of Human Resouice
Management, 24(14), 2741-2759.

Subrahmanian, M. (2014). Drivers of employee engagement in petroleum

industry-A transformational framework. Journal of Human Resource
Management, 24(14), 2741-2759.

212



Sudman, S., Bradburn, N. M., & Schwarz, N. (1996). Thinking about answers:
The application of cognitive processes to survey methodology. San
Francisco, CA: Jossey Bass.

Sundaray, B.K. (2011). Employee engagement: a driver of organizational
effectiveness. European Journal of Business and Management, 3(8), 53-
59.

Swarnalatha, C., & Prasanna, T.S. (2013). Leveraging employee engagement for
competitive advantage: Strategic role of human resource. Review of
Human Resource Management, 2, 139-148.

Tabachnick. , B., & Fidell, L. (2007). Using multivariate statistics. Boston:
Pearson
Education.

Tabibnia, G., Satpute, A. B., & Lieberman, M. D. (2008). The sunny side of
fairness: preference for fairness activates reward circuitry (and
disregarding unfairness activates self-control circuitry. Psychol Sci,, 339-
347.

Tadi¢, M, Bakker, ‘B, & Oerlemans, W. (2015). Challenge versus hindrance job
demands and well-being: A diary study on the moderating role of job
resources. Journal of occupational and organizational psychology, 702-
725.

Tiemey, J. S. (2009). Multifaceted conceptions of fit in structural equation
models.

Taufik, H. R. (2014). Assessing impact of job description on employee’s
performance in public organizations: A case study of the Zanzibar
electricity corporation (ZECO.) Master’s Thesis. The Open University of
Tanzania.

Tavakol, M., & Dennick, R. (2011). Making sense of Cronbach’s alpha.
International Journalof Medical Education, 2, 53-55.

TCU. (2016). “Registered institutions, a list of registered local fully fledged
universities, constituent college and centres”, available at, accessed 10
ugust 2016. Retrieved from Tanzania Commission for Universities:
HTTP//www.tcu.go.tz/index php/register-of-universities

Teri, D., & Sabater, J. (2014). Higher Education in Africa: An International
Dimension. Chestnut Hill, MA: Boston College and the Association of
African Universities, Ghana.

Tettey, W. J. (2010). Challenges of developing and retaining the next generation

of academics: deficits in academic staff capacity at African universities,.
Partnership for Higher Education in Africa.

213



Timms, J., & Brough, H. H. (2013). The Social Psychology of Groups. . New
York: John Wiley and Sons.

Thibault, J., & Kelley, L. (1975). Procedural Justice: A Psychological Analysis.
Hillsdale, NJ: Erlbaum.

Tikare, M. (2015). A study of organizational commitment with reference to
marital status of Indian nursing staff. American Journal of Trade and

Policy, 2(1), 19-28.

Tladinyane, R.T. (2012). Psychological career resources, work engagement and
organisational commitment foci: A psychological profile for staff
retention (Unpublished Doctoral thesis). University of South Africa,
Pretoria.

Torrington, D., Hall, L., & Taylor, S. (2008). Human Resource Management.
Pearson Education Limited: Essex.

Torrington, D., Hall, L, Taylor, S., & Atkinson, C. (2011). Employee
performance management. In human resource management (pp. 263-286).
London: Prentice Hall.

Towers Perrin report. (2009). Working Today: Understanding what drives
employee engagement. Stamford. The Towers Perrin.

Tran, Q. (2018). Employee engagement-How does the organization increase
engagement?— From the viewpoint of human resource representatives in
Finland. Master’s dissertation. Abo Akademi University.

Transformational Leadership and Job Behaviors: The Mediating Role of Core Job
Characteristics. 49, Academy of Management Journal, 49, 327-340.
doi:http://dx.doi.org/10.5465/AMJ.2006.20786079

Truss, C,, Alfes, K, Delbridge, R., Shantz, A, & Soane, E. (2013). Employee
Engagement in Theory and Practice. London: Routledge.

Truss, C., Shantz, A, Soane, E., Alfes, K., & Delbrige, R. (2013). Employee
engagement, organizational performance and individual well-being:
Evidence, developing the theory. The International Journal of Human
Resource Management, 24, 2657-2669.

Truss, C., Shantz, A, Soane, E., Alfes, K, & Delbrige, R. (2013). Employee
engagement, organizational performance and individual well-being:
Evidence, developing the theory. The International Journal of Human
Resource Management, 24, 2657-2669.

Truss, K. (2013). The future of research in employee engagement.

214



Truss, K., Baron, A, Crawford, D., Debenham, T., Emmott, M., Harding, S.,
Totterdill, P. (2014). Job Design and Employee Engagement: Engage for
Success White Paper No 2014-01.

Truss, K., Soane, E., Edwards, C.Y.L., Wisdom, K., Crol, A., & Bumnett, J.
(2006). Working life: Employee attitudes and engagement 2006. London:
Chartered Institute of Personnel and Development Publishing.

Tsai, W. C,, Chen, C. C., & Liu, H. L. (2007). Test of a model linking employee
positive moods and task performance. . Journal of Applied Psychology,
1570-1583.

Turney, S., (2022). Pearson Correlation Coefficient {r) |
Guide & Examples (scribbr.com)

Turner, D.W. (2010). Qualitative interview design: A practical guide for novice
investigators. The Qualitative Report, 15(3), 754-760.

Ullal, H. (2014). Employee benefits and continuance commitment in the Nigerian
manufacturing industry. International Organization of Scientific Research
Journal of Business and Management, 16(2), 69-74.

Valaei, N., & Rezaei, S. (2016). Job satisfaction and organizational commitment:
An empirical investigation among information and communications
technology-small and medium-sized enterprises. Management Research
Review, 39(12), 1663-1694.

Vallerand, R. J. (1997). Toward A Hierarchical Model of Intrinsic and Extrinsic
Motivation. Advances in Experimental Social Psychology, 271-360.

Van-den Broek, A., Vansteenkiste, M., De Witte, H., & Lens, W. (2008).
Explaining the Relationships between Job Characteristics, Burnout and
Engagement: The Role of Basic Psychological Need Satisfaction. Work
and Stress, 277-294.

Van Dyk, J., & Coetzee, M. (2012). Retention factors in relation to organisational
in medical and information technology services. South African Journal of
Human Resource Management, 10(2), 1-11.

Van Dyk, J., Coetzee, M., & Tebele, C. (2013). Organisational commitment and
Jjob embeddedness of service staff with critical and scarce skills. South
African Journal of Labour Relations, 37(1), 61-76.

Van Yperen, N., & Hagedoorn, M. (2003). Do high job demands increase
intrinsic motivation or job strain or both? The role of job control and
social support. The Academy of Management Journal, 339-348.

Van Zyl, LE, Deacon, E., & Rothmann, S. (2010). Towards happiness:
Experience of work-role fit, meaningfulness, and work engagement of
industrial/organizational psychologists in South Africa. South African

215



Journal of Industrial Psychology, 36, 1-10.

Vandenberg, R., & Lance, C. (1992). Satisfaction and organisational
commitment,. Journal of Management, 153-167.

Vandenberghe, C., & Tremblay, M. (2008). The role of pay satisfaction and
organizational commitment in turnover intentions: A two-sample study.
Journal of Business and Psychology, 22(3), 275-286.

VanDyk, J., Coetzee, M., & Tebele, C. (2013). Organisational commitment and
job embeddedness of service staff with critical and scarce skills. South
African Journal of LabourRelations, 37(1), 61-76.

Vecina, M.L., Chac6n, F., Sueiro, M., & Barrén, A. (2012). Volunteer
engagement: Does engagement predict the degree of satisfaction among
new volunteers and the commitment of those who have been active
longer? Applied Psychology, 61(1), 130- 148.

Venter, J.M. (2018). The relationship between psychological career resources and
engagementat a South African software and services organisation. Doctoral
dissertation. Universityof Pretoria.

Ventura, M., Salanova, M., & Llorens, S. (2015). Professional self-efficacy as a
predictor of burnout and engagement: The role of challenge and hindrance
demands. The Journal of Psychology, 149(3), 277-302.

Victor, S.R., & Patil, U. (2016). Work engagement and teacher autonomy among
secondary school teachers. Hamburg, Anchor Academic Publishing.

Vigoda-Gadot, E., Eldor, L., & Schohat, LM. (2013). Engage them to public
service: Conceptualization and empirical examination of employee
engagement in public administration. The American Review of Public
Administration, 43(5), 518-538.

Vinug, LS., Saso, CE., & Berrozpe, T.1. (2017). Engagement and commitment in
nurses: Associated sociodemographic and labour variables. Enfermeria
Global, 16(3), 414- 425.

Wachira, JM. (2013). Relationship between employee engagement and
commitment in Barclays bank of Kemya (Unpublished master's
dissertation). University of Nairobi.

Wang, X, Liu, L, Zou, F, Hao, J, & Wu, H. (2017). Associations of
Occupational Stressors, Perceived Organizational Support, and
Psychological Capital with Work Engagement among Chinese Female
Nurses. BioMed Research International Wang,

Wu, AS. (2015). Human resource management practices and organizational
commitment. International Journal of Economics, Commerce and
Management, 3(8), 156 —193.

216



Warsame, A. S. (2015). Human resource management practices and
organizational commitment. International Journal of Economics,
Commerce and Management, 3(8), 156—-193.

Wasti, S.A,, & Can, O. (2008). Affective and normative commitment to
organization, supervisor, and coworkers: Do collectivist values matter?
Journal of Vocational Behavior, 73(3), 404-413.

Wefald, A. J., & Downey, R. G. (2019). Job Engagement in Organizations: Fad,
Fashion, or Folderol? Journal of Organizational Behavior, 30(1), 141-
145.

WeiBo, Z., Kaur, S., & Jun, W. (2010). New development of organizational
commitment: A critical review (1960-2009). African Journal of Business
Management, 4(1), 12-20.

Weiss, M. (2002). Deconstriucting job satisfaction separating evaluations, beliefs
and affective experiences. Human resource management review, 173-194.

Williamson, 1.0, Burnett, M.F., & Bartol, K.M. (2009). The interactive effect of
collectivism and organizational rewards on affective organizational
commilment. Cross Cultural Management: An International Journal,
16(1), 28-43.

Wilson, J. (2014). Essentials of business research: A guide to doing your
research  project.

Wilson, K. (2009). A survey of employee engagement. Doctoral dissertation.
University ofMissouri-Columbia.

Walumbwa, B. (2021). Antecedents to employee engagement: A structured reviewof
the literature. Advances in Developing Human Resources, 13(4), 429-446.

Woods, S. A, & West, A. M. (2010). The Psychology of Work and
Organizations. United Kingdom: Engage learning EMEA.

Xanthopoulou, D., Bakker, A. B., Demerouti, E,, & Schaufeli, W. B. (2009).
Work engagement and financial returns: A diary study on the role of job
and personal resources. Journal of Occupational and Organizational
Psychology, 183-223.

Xu, J., & Thomas, H.C. (2011). How can leaders achieve high employee
engagement?

Yadav, L.K. (2016). Employee engagement among academicians: Interaction
effect of perceived organizational support and individualism. Vilakshan:
The Xavier Institute of Management Bhubaneswar Journal of
Management, 13(1), 21-38.

217



Yahaya, R, & Ebrahim, F. (2016). Leadership styles and organizational
commitment: literature review. Journal of Management Development,
35(2), 190-216.

Yanchus, Z. Y., Fishman, p., Chowne, J. A, & Chowne, B. (2013). Work
engagement as a mediator between employee attitudes and outcomes.
International Journal of Human Resource Management, 2799-2823.

Yalabik, Z.Y., Van Rossenberg, Y., Kinnie, N., & Swart, J. (2015). Engaged and
committed? The relationship between work engagement and commitment
in professional service firms. The International Journal of Human
Resource Management, 26(12), 1602-1621.

Yeh, W. (2015). The relationship between diversity training, organizational
commitment, and career satisfaction. Journal of European Industrial
Training, 34(6), 519-538.

Yildirim, I. (2008). Relationships between burnout, sources of social support and
sociodemographic variables. Social Behavior and Personality: An
International Journal, 36(5), 603-616.

Yong, A. G., & Pearce, S. (2013). A beginner’s guide to factor analysis: Focusing
on exploratory factor analysis. Tutorials in Quantitative Methods Jor
Psychology, 9(2), 79-94.

Youssef, M. C., & Bockorny, K. (2013). Engagement in the Context of Positive
Psychology. In C. Truss, K. Alfes, R. Delbridge, A. Shantz, & E. C.
Soane,, Employee Engagement in Theory and Practice. London:
Routledge.

Zafar, T. (2010). The relationship between perceived leadership styles and
employee engagement: Moderating role of employee characteristics.
Doctoral dissertation. Macquarie University Sydney, Australia.

Zinger, D. (2010). The zinger employee engagement model. Retrieved from
https://www.davidziner.com

http://www.hec.gov.pk/english/universities/Pages/DAIs/HEC-Recognized—

Universities.aspx
http://www.hec.gov.pk/english/universities/Pages/F ull-time-Faculty.aspx

http://www .hec. gov.pk/english/universities/pages/recognised. aspx#k=#s=151

218



http://www.hec.gov.pk/english/universities/Pages/University-wise-Full-time-

faculty.aspx
http://www.unesco.org/new/fileadmin/MULTIMEDIA/HQ/SC/pdf/

https://nicolascordier. files. wordpress.com/2018/04/gallup-worldwide-report-

on-engagement-2019.pdf

https://micolascordier. files.wordpress.com/2018/04/gallup-worldwide-report-

on-engagement-2019.pdf
https://www.davidzinger

https://www.ppma.org.uk/assets/_files/documents/apr_13/FENT 1365860204_

Enga gement, assertiveness_and _.pdf

https://www.ppma.org.uk/assets/_files/documents/apr_13/FENT 1365860204_

Enga gement,_assertiveness_and .pdf

https://www.ppma.org.uk/assets/_files/documents/apr_13/FENT 1365860204 _

Engagement,_assertiveness_and .pdf

https://www.researchgate.net/publication/314094436_The_Relationship_Betw

een_Teachers'’ Work_Engagement And Organizational Commitment

219



APPENDIX A_(COVERING LETTER AND INFORMED CONSENT)

Islamic University Islamabad

Department of Education (Phd) Research
Researcher: Azeem Sabir (Azim1784(@yahoo.com)

Supervisor: Dr. Muhammad Munir Kayani

I, Azeem Sabir am a Phd Scholar in the Departmet of Teacher Education (ITU).
You are invited to participate in a research entitled, the relationship between
work enguagement of unmiversity teachers and their organisational
commitment. The aim of this study is to investigate the levels of employee
engagement aswell as organisational commitment of teachers in institutions

of higher education (Universities).

Through your participation I hope to understand the extent to which Teachers are
engaged in and committed to their work. The results of the survey are intended to
contribute to the existing body of knowledge and help Educational Stakeholders
such as head of the department dean of the faculties, HR Directors etc. To
understand how they should keep their employees engaged and increase their

level of commitment.

Your participation in this research is voluntary. You may refuse to participate or
withdraw from the research at any time with no negative consequence. There will
be no monetary gain from participating in this survey. Confidentiality and
anonymity of records identifying you as a participant will be maintained by the
Department of education, Internatinal Islamic University Islamabad, Pakistan.
If you have any questions or concerns about completing the questionnaire or about
participating in this study, you may contact me or my supervisor at the emails
listed above.

The survey should take you about 30 minutes to complete. I hope you will take
the time to complete this survey.

Sincerely

Azeem Sabir (Researcher)
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CONSENT

hereby
confirm that I understand the contents of this document and the nature of the
research, and I consent to participating in the research.

I understand that I am at liberty to withdraw from the project at any time,

should I so desire.

Signature of Participant DATE
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APPENDIX B (QUESTIONNAIRE)

The following questionnaire is based on determining the levels of employee
engagement and organisational commitment of teachers in a university in
Pakistan. This questionnaire consists of three sections which are Section A,
Section B and Section C. SectionA consists of the biographical/Demographic data
which requires your age, gender, tenure (Length of the service) and marital status.
Section B & C consist of items which will require you to rate the statements
provided on a scale of 1 to 5. You will be required to place a cross (X) against the
statement which applies to you. This questionnaire will take approximately 30
minutes. The completed questionnaire willthen be collected by the researcher.
Please note that this questionnaire is anonymous and you are not required to

provide your personal information.

QUESTIONNAIRE
SECTION A: BIOGRAPHICAL DATA

Mark a cross (X) in the box that best describes you.

1. AGE

21-30 years
31-40 years

41-50 year
51-60 years

W N

2. GENDER

Male 1

Female 2
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3. Length of service in current university

0-5 years
6-10 years

11-15 years
16-20 years

h & W N =

>20 years

4. MARITAL STATUS

Single

Married
Divorced/Separated
Widowed

Other

h & W N -

SECTION B: EMPLOYEE ENGAGEMENT
In Section B statements are provided regarding how engaged you are in your
work. The following 17 statements are about how you feel at work. Please read
each statement carefully and decide if you ever feel this way about your job. You
are required to indicate the extent to which you agree or disagree with the
following statements using the scale below and indicatinga cross (X) in the box that
best describes you. Indicate the extent to which you agree or disagreewith each of
the items below using the following scale:
1 — Strongly
Disagree (SD)2
— Disagree (D)
3 — Neither Agree nor
Disagree (NA/ND)4 — Agree
A)
5 — Strongly Agree (SA)
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EMPLOYEE ENGAGEMENT

No. Vigour SD SA
1 5

L. At my work, I feel bursting with energy.

2. At my job, I feel strong and vigorous.

3. When I get up in the morning, I feel like going to
work.

4 I can continue working for very long periods at a
time.

5. At my job, I am very resilient, mentally.

6. At my work I always persevere, even when things
do not go well.
Absorption

7. Time flies when I am working.

8. When I am working, I forget everything elsearound
me.

9. I feel happy when I am working intensely.

10. I am immersed in my work.

11. I get carried away when I am working.

12 It is difficult to detach myself from my job.
Dedication

13. I find the work that I do full of meaning and
purpose.

14. I am enthusiastic about my job.

15. My job inspires me.

16. I am proud of the work that I do.

17. To me, my job is challenging.
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SECTION C: ORGANISATIONAL COMMITMENT SCALE (OCS)
In Section C the following 24 statements are provided to evaluate how committed
you are to your organisation. Please read each statement carefully and decide if
you ever feel this way about your organisation. You are required to indicate the
extent to which you agree or disagreewith the following statements using the scale
below and indicating a cross (X) in the box that best describes you. Indicate the
extent to which you agree or disagree with each of the items below using the
following scale:
1 — Strongly
Disagree (SD)2
— Disagree (D)
3 — Neither Agree nor
Disagree (NA/ND)4 — Agree
(A)
5 —Strongly Agree (SA)

ORGANISATIONAL COMMITMENT

No. | Affective commitment SD D

1. I would be very happy to spend the rest of my
career with this organisation.

2 I enjoy discussing about my organisation with
people outside it.

3. I really feel as if this organisation’s problems are
my own.

4. I think that I could easily become as attached to
another organisation as I am to this one.

5. I feel like ‘part of the family’ at my organisation.

6. I feel ‘emotionally attached’ to this organisation.

7. This organisation has a great deal of personal
meaning for me.
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I feel a ‘strong’ sense of belonging to my
organisation.

Continuance Commitment

I am afraid of what might happen if T quit my job
without having another one lined up.

10.

It would be very hard for me to leave my
organisation right now, even if I wanted to.

11.

Too much inmy life would be disrupted if I
decided to leave my organisation now.

12.

It would be too costly for me to leave my
organisation now.

13.

Right now, staying with my organisation is a
matter of necessity as much as a desire.

14.

I feel that I have very few options to consider
leaving this organisation.

15.

One of the few serious consequences of leaving
this organisation would be the scarcity of
available alternatives.

16.

One of the major reasons I continue to work for
this organisation is that leaving would require
considerable personal sacrifice and another
organisation may not match the overall benefits I

have here.

Normative commitment

17.

I think that people these days move from company
to company too often.

18.

I do believe that a person must always be loyal to
his or her organisation.

19.

Jumping from organisation to organisation seems
unethical to me.
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20.

One of the major reasons I continue to work in
this organisation is that I believe loyalty is
important and therefore feel a sense of moral

obligation to remain.

21.

If I got another offer for a better job elsewhere I
would not feel it was right to leave my

organisation.

22,

I was taught to believe in the value of remaining
loyal to one organisation.

23.

Things were better in the days when people stayed
in one organisation for most of their careers.

I do not think that to be a ‘company man’ or
company woman’ is sensible anymore.

Thank you for your participation.
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