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ABSTRACT

Edgcational researchers cofrend that high-quality, sustaining tpachers are critical to

student success. However, ftrv policymakers agree on the best wayto improve teacher

qrulity. Researchers outside of education frund associations betrreen employee

rrg.g;r.tt and orgianizational commitment, which suggests that improving teacher

wortc errgagement, may poterrtially improve teacher p'roductivity. Engagement

theories framed tnis Correlational study; the Job Demand-Resouoes (JD-R) model,

the social exchange theories and Meyer and Allen's organizational cornmitment

theory. These theories contributed to examining relatioruhips between teacher work
engagernent and their organizational commitment. This study investigated the lerels

ofe,ngageurent and commitment, their relationships and the influence of the

biographic rnriables (age, gender, te,nure and marital status) on these key dimensions.

The study was undertakcn on a saryle of 420 (95% response rate) teachers, &arm using the

siryle randomsaryling technique (sfiaig[rtified sampling) from twenty uiversities sitruted
in Rawalpindi/Islamaba4 Pddstm Dah was collected uing questionnahes. The

psychorrefic properties (validity and rdiability) of the questionnaire were assess.d **q
Cronbach's Coeffrcient Alphr. Quartitative data were analyed usingboth descriptive and

inferdial $atistics. SPSS rvas usd to analyse the &ta in GdEr to answs the stud/s Gigind
questions. Und€rshrding Data Analysis Inferential RGsulE In this strrd5 the researcher uses

IBM Statistical Package fu Social Science (SPSS) version 26 to analyse data uing
descriptive and inferential statistics. Inferential statistics such as the t-test and Pearson

curelation coefficient (r) ale rsed- There were moderate levels of eryloyee eirgage,ment as

well as organisational commitme,nt. This study indicates that there are significant
rdationships amoqg the sub-dime,lrsions of eryloyee engagenrent (vigour, absorrption,

dedication) and comrritment (affectivc comnitmcnt, continuance commitment, numative
commit'nent) respectively. Signifrcant differe,nces, based on thc biographical profiles of
enrployees, relating to enployee engpgement and organisational commihent, were noted-

Accordfurg to the conclwion of the study, there is a link betwecn teachers' work engagement

and organisational cornnifincnt, and university rnanagers nrust be corylAely consciors of the
iryact of this link on the overall rating of their institution University adminisfrators may
ass€ss rvhether a variety of incentives to iryrove teachqs organisational conmitment are

suitable. As a rcsult, the researchers recourmerded ftat teachers regularly assess their orm
perfmmnce and provide feedback to university administrators if they have any suggestioms

fm rmiversity managernent. Teachers can help university executives understand teachers'
perspectivcs in this way, allowing them to better build university management programm€s.

vlll
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CHAPTER 1

INTRODUCTION

Orgianizations alt around the world are working hard to address issues about their

workers' job engagerment in order to create an ideal, strpportive, and inclusive climate

that addresses all areas of employee well-being. Erryloyee happiness is embodied in

the acfirat cornerstone of organisational effectiveness is organisational 99nrmit66rnf,

which is the backbone of any organization @hattacharya, 2015). Nzumadq Johnson'

and Mejia (2013) found that Orgranizations are currently confionted with the issues of

confirolling organisational cutture in terms of organisational commitme,ril and

generating a synergistic environment. Universities aod higher education institutions

provide intellectually capable and professionally sound human resources to societies.

Culture is defined as a way of life by educational stalreholders such as teaching

frculty, board of directors, adrrinishative and zupport stafr and even students, wh

deftre it as a set of values, beliefs, traditions, conveftions, and practises

comrnrnicated orally and nonverbally by the stakeholder @ana" 2019) in order to

shengthen the link between it and organisational commitment.

In terms of orgianisational culture, understanding and managing is essential.

The success of an irutitue, and vrell-being of its employees, eryloyee work

engagement, and its efficary are all d€pendent on organisational commitment. The

human side of brusiness, zuch as employee work engageme,nt, is seen as vital to

organisational commitment in bday's environment (Ieri & Sabater, 2014). Eryloyee

well-being, eryloyee 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 enployee work
t



engAgement, organisational suocess, Unadaptive, discouraging, and apathetic

orgianisational commitment, on the other hand, has unpleasant and negative

consequences frr the orgnnisation as a whole, as well as the status of its erployees'

job engagement @gwuonwu, 2019)

Universities principally but expertty equip societies in a variety of ways,

inclgding by providing qrulified labour, supporting scholastic and research-based

learnfuE activities, and supporting to the social, economic, and social well'being of

society members, amoqg other things. As a rerult, it is critical to know and udcrstand

university organisational cutture in order to improve erryloyee work engagement md

orgianisational conrmihent. Rpcognizing, supporting, and lrumnnising university

e,ryloyee 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 orltures, managing and improving organisational commitment

and enployee job engagsment has becorne a problem for all staketplders at

uiversities (Riketta" 2019; Solinger, 20 I 8).

So, the cunEnt study enaluate and investigate the organisational commitment

and state of work e4gagement of its employees at universities in Pakistaq take into

consideration the previous mentioned situations in perspective of the significance of

organisational cornmitmeff and workers' level of job e,ngagement. The Higher

Education Commission (HEC) has aheady begun to work on higher education growttt

through rmiversity/degree awarding institution ranLings (DAI$.

Overtim€, orgianizational researchers have shown interested in work-related

Constructs that may conhibrute to positive employee outcomes such as p,roductivity,

and efficiency. Increased interest has ld researchers to seek multiple paths in which

work e,ngagement could iryrove job performance. Despite interest on the topic of



engagement, educational researchers have too rarely turned to organizational behavior

research to learn about school iryrovement. Also there are few studies that exarnine the

orrganisational commitment and work €mgagemcnt of trniversity personnel from a Pakistani

vieupoint. As a result, the goal of this study on rmiversity teachers' organisational

commitment and job engagement is to add value and €xpose the purpose of higher edrcation

development and research

Lastly, despite an increasing interest in the topic of work emgagement in

edgcational irutitutions, 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

edrcational leaders may be aware of the academic discussion of work engagement

and how it relates to e,ryloyee quality. Increased conoef,n over the lack of teacher

$ulty in education and demand for greater accountabilrty has created a need to

develop new stategies to improve instnrctional quality, possibly by increasing teacher

job satisfaction Therefrre, this shrdy adds to the limited amount of educational

research on this topic, filling a gap in the organizational and edtrcational literature.

1.0 Redonele of the Study

Work engagerment is a positive, firlfilling, and work-related state of mind that

is cbaracterized,by vigor, dedication, and absorption The vigor characterized by high

ler/els of ene4gy and mental resilience, vitality and flexibility duing worh and being

determined even in the frce of difficulties during work @aklrer, Schaufeli, I-eiter, &

Taris, 2018). Dedication is the state in which an individual shows corylete

etrhusiasm and involvement for worh and there is a practical effort, passio4 respect

and challenging task. Absorption means that an individual is deeply focused and

detemnined engrossed in working, while the time nxrves rapidly (May, Gilson, &

Ilart€r, 2014). Work engagement is distinguished fiom related concept like the

3



embeddedness of job (gatbesleben & Wheeler, 2008), workaholic and corplete

assuranpe and commitment to orgurization (Hatlberg & Schaufeli, 2006). The gsneral

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 terryorary (day to day or weeldy) variations in engagernent

ofwork (Sonnentag ,2013). As it is coqlaratively a new concqlt, work erngagemelrt is

g6p6ming a frequent topic of research extending along a continuum from job

perfrrmance. Clearly, the researches in recent times showed that job performance is

inqeased by work e,ngagemernt (ttatoneq Bakl(er, & Schauftli 2006). Resources of

tlre job are considered as interpreter of work engagenrent, specifically when demands

of jobs are hlgh. The employees that are engaged and have a great wisdom of

strengthen and ac.tive relations with the activities of work and they consider them as

capable ofdealing withthe requirements oftheir job (Bakker, 2019).

Job performance has significant importance as the employees' behavior

influences the organizational objectives directly as well as indirectly @orman &

Motowidlo, 2018). Iob performaoce has been explained well as the g€ncrally

predictd significance of the behavior of erryloyees over a specific period- Howwer,

it involves the particular concept of value that behavior is the strength to job

perbnrance and simply explained as what the individuals do and how they perform

their job tasks. Job performance coryrises ofperforming tas[6, in-role, contextual, or

extra-role perfrrmances. The association among the eryloyee e4gagement and job

perforrnance is related with the commitment torvard the orgianization 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 (Iklra 2Ol7). This study observes the

relationship anpng work e,ngagement and commitment of organization by

performance of teachers in university. Teachers' performance is principally

contingent on the ftatures of teacher zuch as based on information, thcir

accountability and imagination and the characteristics of students zuch as learning

prospects, theoretical work; teaching ftatures such as stnrcture of a lesson and

intenction; learning frctors such as: the organization and management, classroom

phenomena zuch as atrnosphere (Bishay, 20lg).

Education is one of the rmportant stages about forrnation of soceity. As

e&cation is thc whole system in which mrality, attitudc, infrrmation and skills are

given. We need institutions for consructing these hurnan being beluviors. To achieve

this this, education system needs an institution (university) and statr (teaclrers)

(9\thlccu, 2012). University is an irutitution which was established to give literacy,

basic rnrthernatical skills, ahfiact formations and opinions to students (Qubukcu,

2012} Teacher is the most important point in every school. Arsal defines that;

"teacher is the member of the ocorpation who teaches specific subejcts b students

group or si4gle student". Teachers have role and rcsponsibilities for education

process. If there is a success or frilure in an edtrcationprogress, teachers have additive

on this too (Qubukcu & others, Z0l2).

Universities are the organization which come together in common goal went

with two or more nrrrberships deliberately coordinated- While there are a lot of

studies about the positive behaviours ofenrployees about organizational commitment,

work engagenrcnt topic have been used increasingly in recent )rears. work

Engagement has named differently in literature but it deftres the opposite meaning of

negative feelings to work hr their studies the writers named the process of itregration



F

as; Giineser QOOT) is being hired eagaj, to flo[an Q002) work connected whole

'heartedly, Balci (2010) work addiction, Turgut (2010) work the doors and Ardmg'

polarcr (2009) vrort e,ngagement Esen (2011). Work Engngemefr refers more than the

extent percon's adhering to the job, it is about how much there is, and what is the

esence while doing the job @opar1 2N2). Eryloyees are integrated their work with

emotional and cognitive fuirctional. Emotional integration of pcople have the ability

to empattrize with colleagrres, establish meaningful relationships with men4g€f,s.

Cognitive integration defines the people with really aware of their mission and roles

(Esen,20ll).

Th€rc are a lot ofrcsearches about organizational cornmitmcd. Yilmaz (2009)

shows there is meaningful relationship betrveen organizational commitrncnts of

teachers and their job satisfactions and their orgianizational creativities in schools.

trkratag and Grileg (2010) reveal teachers of elemantary school hane high job

satisfaction and organizational conrmitment and emotional frcton (time in schoo!

labour) are effective than others in their researchs. I(ayr (2013) compares to the otber

levels of emotional commitment to the orgianization frr their commitment size of

school principals has found that higher. Kara (2006) showes that the effect of

deinographic variables on organizational commitment. Karapostal Q0l4) for

variables such as the personal ctraracteristics of gender, marital status, age, according

to seniority rnariable organizational commilment and transformational, tansactional,

reveales that there are significarf difrerences between the leadership recognizes

freedom perceptioa poinb. Deniz Q0l4) showes that the teachers in the affrliated

research institutions.as the most e,motional. 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 lwels of integration with



work l(arata$ and Gfileg's research transmitted from Sharrna ve Bajpai (2010) shows

us employees who have high job satisfrciton for organization are bounder than

employees who have low job satisfrciton and they can be dangerous for organization

This research show ru organizational commitment is important property for job

satisfaction.

1.1 Stetement of the Problem

Work has an important place in human life since it is the basic tool through

which needs are rret and the field of activity to which a large part of the day is

allocated. Work engagement is one of the frctors that affect an eryloyee's

perfurrnance and productivity at work Relationships that a teacher builds on tnrst

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 conmitment

and see how it aftcts employee wo* e,lrgagement in higher education institutions. On

the basis on which colleges are rar*ed internationally, employee organisational

loyalty to their universitie,s is undoubtedly always questioned across the world. The

IIEC began workr4g on this dimension by establishing a Quality Assurance Division

in Pakistan with the purpose of expanding and taldng into account the total

organisational effectiveness of higher education institutiors. Only if the c,lt,re of

these organisatbns conforms to and adds nalue to their employees' job engagernent

and orgianisational 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 state,ment of the problem is: the level of
organization in which organisational culture exists influences on employee

organisational commitment and work engagement of an organisation.
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1.2 Objectives of the Rerearch

Following objectives were framed for the ctrrent study. Ihe research has been

aimed to:

l. Investigate the work e,ngagement of the university teachers' in Pakistan.

2- Find out the organizational comritment of the university teachers' in

Paldstan

3- Examine the relationship befireen teacher's work engagsrnent and

orgianizational commitment.

4. Determine the influence of biographical p,rofiles (age, gender, terure and

marital statrs) on teachers' engagement and organizational cornnritment

respectively.

1.3 Reseerrch lllpothesis

Corresponding to its broad objectives, the study has been designed tro test the

fo llowing research hlpothesis :

Hl: There is a significant relationship betrroen the subdimensions of engagement

(vigour, absorption and dedication) respectively.

lI2: There is a significant relationship between the zubdimensions of commitment

(affective commitment, cottinuance commitment and norrnative

commitmed) respectively.

H3: There exist significant relationships between the subdimensioru of teacher

engagement (vigour, absorptioq dedication) and commitment (aftctive

commitment, continuance commitment, normative commitment)

respectively.

H4: There is a significant rerationship between teacher engagement and

commitment.



Th€re is a significant relationship in the e,ngagernent of teachers varying

in biographical profiles (age, tenure, marital statrs, gender) respectively.

There is a significant difference in the commitment of teachers wrying

inbiographical profiles (gender, age, rnarital statu and termre) respectively.

1.4 Significance of the Study

The premise that organisational corrmitment is strongly connected with

employee work engagenrent and development, primarily on organisational success &

its workers'state of happiness, has been zupported by recent as well as early studies

(Ranachadran, Choqg, & Ismail, 2015). The pnesent study also goals to coffiibrute to

and improve the body of knowledge in the field of investigating and analysing the

association armng organisational commitment & employee work engagement.

Earlier scholars have expressed a strcng desire to innestigate, examine,

because ruriversities provide society and businesses with a knowledge economy and

competent future workers, and to uncover and comprehend e,mployees' employee

effectiveness to their higher education institutions in examining and understsnd th€

basic assumptions and hypothetical contenplations that underpin organisational

achievement in terms of organisational commitment and eryloyee work engagement

(Gnryort, 2017; Tienrey, 2009). Furthermore, specialists are becoming more

interested in researching and analysing the relationship among organisational

commitment and employee work engagement (Ismai[ 2015). A few researches have

been directed in Palcistan in the areas of organisational behaviour, Public and private

secondary schools differ in tenns of organizatio4 management style, and

environmental amenities (Iqbal, 20ll), the hlpothetical working of Palcistan's higher

educational institutions (AIi, 2005), the zuperiority of higher education in the public

H5:
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and commercial sectors (Ullalt 2Ol4), and, most otrtstandingly, study by Arsha'

However, futh€r research into university organisational commitment urd e,mployee

work engagernent is required irnmediately. Other sMies have helped to fill up the

gaps in this frcUidea (Ismail,2015).

Since the establishment of the lligher Education Commissioq the utility and

perfrrmance of universities, degree-granting institutions, and higher education

institutions have been vigorotrsly contested and scrutinised (Tuner, 2010). Higher

edlcation institutions contribute to the nation's quality of life by anltivating a

knowledge economy, a competent future worlforce, and polished human capital

capable of coprng with thc frst-changing and diverse worE of the twenty-first

ce,ntury. As a result, it is critical for Pakistan's public and private irutihrtions to

examine, study, and comprehend this iszue in higher education so as to create or

check the relationship betlyeen organisational comnitment and eryloyee work

engagement. In temrs of organisational conrnritment and ernployee work engagement

at rmiversities, the curent study will deliver a stnrc{ue for assisting with and

understanding organisational culture. This research will also provide essential

infurmation on the historical and current organisational commifimeff and eryloyee

work engagement of Pakistan's public and private rmiversities. This research will also

give ernpirical data on university organisational cornmitment and enployee job

eqgagement, which will aid institutions in developing policies and increasing

productivity and effrciency. Apart from that, the oficomes of the study will p,rovide

and provide vital guidelines for organisational growth at Pakistan's public and private

univcrsities of HEC in terms of synpathetic, sfrengthening, as well as enhancing

organisational commitment and employee job engagement.
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1.5 TheoriticdX'remework

The Job Demand-R€sources (JD-R) rnodel (Maslach & Iacksoq 1986) and the

social exchange theories (Blau, l9f/i) were eurployed to explain the relationship

between employee engagement and organizational comnitment. The JD-R theory

assumes that orery job is associated with certaiu physiological or psychological costs

or denrands. Job resources on the other hand are the physica[ psychological and

organizational aspects of a job tlut heh eryloyees' corplete tasks successfully and

achieve work goals; as those resotuces provide basic tnrman needs and foster

eryloyee growttr, learning, and development (lloukes, Janssen, Jo4ge, & Nijhuis,

2001). According to the JD-R theory, job resornces may buffer the irryact of job

demands on the e,ryloyee @akker & Dereroufl 2018). (See Fieure 1)

Social exchange theory (Blau) assumes that employees tend to act in ways that

reflects their organizations or managers fieatmetr (fuyemang, 20ll). Enployees are

rnotinated to coryensate beneficial treatment from the enryloyer by acttqg in ways

vatued by the organization (Ag)remang, 2013; Eisenberger, Armell, Rexwinkel

Lpch & Rhoades, 2001). An assumption underliag 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 otlrer party therefore adhering to the

norm of reciprocity and recip,rocation ofbeneft (Coyle-Shapiro & Shore,207).

!F
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Source: Based on Baker & Dernorouti (2007)

Figure 1. Job Demands-Resources Model.

Sats (2006) proposd a model of the ongins and effects of work e,ngagement

usi4g social exchange theory as a theoretical framEwork. According to Saks, "one

approach for consumers to pay their employer is by their stage of commitment.r' In

other words, work€rs will engage to fluctuating degrees as well as in reply to the

asscts provided by their company" (Sal$, 2006). A vivid illustration of the model is

shorm in Figure 2:

Figwe 2. A rnodel ofthe anteced€ds md consequences of employee engagernent.

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 (Coheq 2000). Eryloyees might retaliate against their bosses by

stengthening their cornmitment to the orgianisation (Cropanzano & Mitchell, 2005).

As a rezult, a high-engagement employee is more p,rospective to be loyal to the
12
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company that delivers him with the means he requires to conprehensive his tasks. As

a result, reciprocal exchanges should be frvourable.

Combining these two theories, ermployees who are engaged actively in their

organization may have a feeling of obligation b respond and repay the organization in

some form (Coheq 2000). One way for employees to repay their organization is to

increase commitment to the organization (Cropanzano & Mitchel[ 2005). Hence an

employee with a high level of engagernent is likely to be committed to the

organization that provides him with the necessary resources to complete his tasks.

Favorable reciprocal exchanges are thts expected.

1.5 Conceptuel trtemeworkof the Study

This study was guided by the conceptual framewqk illustated in Figurc 3.0

below.

f,u5rlo1'ce ru3ngEutnt

rrgour

.{bsorpno

Drdrcarroa

Orgluleldonelco[EltlDEt

Aftctiw conuutu*:nr

Coatiaueacec@it@t

l\'qroalrrrcmu:u

,1.,r:'It.".:?frl*@

Brcgrnghical prrdlcs

(Agr- gladr.tcrut-
rrerihl strtuBJ

Sourccz 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 conccprtual framework which guidd the shrdy in

assessing the relationship betrveen errployee eqgagement 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 engagemert (with the sub-dimensions of vigour,

absorptioq dedication) while the dependent variable was organisational commitment

(with its subdimensions being affective, continuance and normative). Additionally,

the moderating variable in this frarrwork relates to the biographical profiles (age,

ge,nder, t€,nre, nrarital status) which have a stro4g contingent effect on the

independent and depende,rc variable relationship.

1.7 Defimitations of the Study

f,)ue to time corrshaints, mobility, and a lack of financial resources, the survey

was delimited to teachers from llEC-accredited universities in the twin cities of

Islamabad and Rawalpiudi.

l.t Limitetion of the Study

There is no research without limitations. Although caution was exercised in

the stnrcture of this research topic, this study was subjected to sorne limitations. The

following are the limitations that the researcher erncountered in the study.

To start with, the primary limitation of this study was self-reporting, which

introduced an unknown amount of bias. Also, universities rary in terms of their

location, goals as well as the structure and magnitude ofthe 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 ruriversities. 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 tho study for fear that the

information will be shrired with management.

1.9 Operational Definitions

Work Engagement: "A good, achievi4g, and in-service state of cognizance

distinguished by vigour, commitment & immersion" is how work erngagement is

defind (Schaufeli & Bakker, 2009). Eqgagement is a more permanent and extensive

affective'cognitive state that is not ccnfied on somewhat specific purpose, activity,

persorL rather than being a terqporary and specialised state. When working, vigour is

defined by higher stage of rnotination flexibilitS or a readiness to put out effort and

persiste,nce in thc face of adversity. Iledication is characterised as a deep interest in a

perception of iruportance in one's work, as well as passio4 mspiration, pride, and a

serue of challenge. Ahorption is deftred as "when time flies quickly and it is

difficult to separate oneself from worlg one is totally engaged and enthrsiastically

interested in one's task.' It was calculated using the Utecht Work Engagement Scale

for the purposes ofthis shrdy(UWES).

Oryanizational Commitment (OC): Organizalional commitmert can be

divid€d into three categories, according to Meyer and Allen (1997): emotive,

contintrous, and normative. As a result, Affecive orientation toward the instifutiorl

understanding of the experues of leaving the organisatio4 and an ethical duty to

stay are all examples of commitment. Enployees' ernotional commitment to thg

organisation, as urell as their identification with, interest witll Organizational

Commitment is the combination ofobligation and involvement in the organisation.

Workers'emotional commitment to the organisatio& as well as their identification

witll intoest wittu and involvement in the organisatioq is referred to as

continuance commitment (cc). rhe term ,,Normative commitment,, refers to a



stafr member's serute of cornmitment or devotion to the company. The

Organizational Commitment Scale of Allen and Meyers (1991, 1993 & 1997) was

utilised to calculate it frr this study (TcM) which is most widely used

questionnaire in different studies and free ofcultural bias ( Hong Kong enterprises

I,am (1998) , Tolentino (2013), IGnning and Hill's (2013), Al-yami, Galdas, and

Watson (2019), Liou, Tsa[ and Cheng (2013), Thalre & Mayekar (2llq,

T.N.Toh B.Qagn San Q0I8), Rani et al. (2020) ).

This research data collection tool is divided into three pieces. Vitality (high

energy lerrcl and mental vigour), commitment (inspiratioq passion, pride, and high

battling emotion frr starting new job), and absorption are thee subdimensions of

work e,lrgagement, according to studies (concentrating, losing track of time).

Normative commitment (individruls who believe their work is their obligation),

contunity corunitment (he belief that if he left his job, he would have less options),

and emotional commitment are three nrbdimensions of orgianisational cornmitrrent

(adopturg values, goals).

Afiective Commitment (AC). Employee's commitment in which they feel

and embrace the goals, nalue and pupose of the organization within the same

proportion All employers dream people who have high emotional conmitment

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 growlng cornmitment 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.



Somebody more than love ofwork, frmily issues or situations are compelling reasons,

such as being close to retirement Bayram (2005)-

Nomative Commitment (NC). Eryloyees' ethical feeli4gs for their

obligationto stay in the organization Being awarE ofworking in the organization as a

task for him is to ftel and to show tnre commitment to the orgianization that is affected

the calculation of the losses will occur as a result of leaving the orgianization. Such

pennns shall conclude that the organization is well behaved themselves and therefore

a liability against the organization of working time in their organization Bayram

(200s).

Needrsetisfaction Appmech: The rceds satisfrction method fries to

rmderstand the psychological circumstances that lead to erryloyee engagement.

William Kahn interviewed 16 counsellors at a seasonal camp and 16 erployees at a

planning brusiness for his ethnographic stud% and he discovered tlree psychobgical

variables that are required for eruployees to orpress their preferred selves in their jobs

(I(ahq 1990). Significance, protec'tion, as well as accessibility are the three situations

(Albrecht et aL,2015).

Afiective Shift Modet: This aprproach is designed to help people conprehe,nd

the dynamic nature of organisational commitment in their daily operations @ledow,

Schmitt, Frese, & Ktthnel, 201 l).

Sociel Exchange Theory: Tlre social exchange theory (SET) is a multi-

disciplinary frameryork that oglains how parties interact as transactions, Cropanzano

& Mitchell, Social exchange theory an interdiscrplinary rwie\f,, (2005). The social

exchange theory combines fields including social psychology, sociology, economics,

and anthropologly, and it has become one of the most extensively utilised ideas in
?
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describing narious workplace behaviours, Cropanzano & Mitchel[ Social exchange

theory: an interdisciplinary review (205).

1.10 Methodolory of the Study

1.10.1 Reseerch Design

The present study utilised a quantitative research approach and tlnrs employed

a cross-sectional sunrey design. A cross-sectional suryey was a suitable design since

the research concentrates on collecting data from the target population within a short

period.

1.10.2 Rererrch Apprcach

Using a deductive logic paradigm, to find out the relationship betrveen Work

engagement of ruriversity teachers and their orgianizational commitment. It is mostly

observed that ttrc rcsearch approaches qualitative and quantination are generally taken

as opposing.

f.103 Populetion

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

university teachers in 28 universities in twin-cities (21 in Islarnabad, T m

Rawalpindi). This study's population was divided into turo Sfiata: (a) Male

university teachers (Nl=3995, 56 percent), and O) female university teachers

(N2=3 I 39, 44 percernt).

1.10.4 Sample and Sampfing Techniques

The sample of 420 university teachers @420) nas chosen using a stratified

sampling technique (56% mzle, 44o/o female teachers in populations) but 4OO (gS%

response rate) were found correct upon return for final analysis.
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If the popglation is 50000, a saryle of 381 is sufficie,nt, according to Gay

(1996). Taro Yamane's formula can also be used to det€rmine/calculate/verify the

sample size forthe current investigation.

1.10.5 Inrtrumentetion

The questionnaire nms divided into three (3) sections. Section A feattred

dernographic information pertaining to the employees'gender, enployrcnt, age, and

marital status, Part B had factors a€t€rmining eryloyee eqgagement levels, and

Section C contained itenrs determining employee organisational commitment levels.

Because one itern in Section C (item Z) was negatively worded or a rwerse @)

questbq the scale was inverted thrcugbotil the data gathering prcces"s.

r.10.5Ve[dity

The research tool (UIVES-l7 and TCM) has been demnstrated high

ralidity to work in the past. Many researchers have used and rnalidated IIWES-I7 in

international studies, with Cronbach's alpha values ranghg from 0.78 to 0.87,

significantly higher than the 0.50 requirement (Carnona-Halff et aL, 2019).In nine

different public organisations, researchers discovered a hrgh level of TCM of

commitment scale dependability, with a median coefficient alpha of 0.90 and a mnge

of0.82 to 0.93.

1.10.7 Pilot Study

As stated by cewswell (2012), "a 1rclit 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 cnrcial since it allowed the researcher to identify or investigate any

problem parts in the questionnaire before conducting the fmal suryey. The researcher

chose a total of 30 respondents to participate in the pilot stndy (Isaac & Michael,



1995 and Hill, 1998). Following the pilot study, the researcher coryiled the ftral

version of the questionnaire and arrangd intenriews, talflng into account all of the

participants' opinioru and suggestions. In the ftral questionnaire administratioq the

respondents who took part in the pilot suryey were not included in the finat analysis.

1.10.7.1 Reliability

As both instnrment used were standardized, therpfore jrst alpha was

calculated (Orcaq 2018). The inter-item consisturcy and reliabilrty of the entire

erployee engagement questionnaire (Section B) is good (Alpha = 0.&41), as shown

in Table 3-3. As a result, the survey effectirrely assesses the rnajor elements that

influence emplo),Ee engagerrent, such as energy, absorption, and dedication. The

atfributes ofenelgy, absorption, and dmtion were each assessed independently for

their reliability. The inter-item consistency of vitality (Alpha = 0.766)and dwotion

(Alpha = 0.746) is excellent, but absorption reliability (Alptla = 0.595) i.s frir. The

questionnaire used to evaluate overall erployee involvement as well as the study's

subdinrcnsions is clearly accuate and consistent.

1.10.8 Dete Collection

Data collection was the skill of gathering and measuring data on variables of

interest in the rnost organised and systematic way possible so that the researcher co'ld

answer particular research questions about the zubject under inquuy. The researcher

personally visitd teachers to gather data and eruure the maxirmrm response rate

possible.

1.10.9 Dete Anelysir

SPSS was used to analyse the data in order to answer the study's original

questions. Understanding Data Analysis Inferential Results In this stgdy, the

researcher uses IBM Statistical Pacloge for Social Science (SPSS) nersion 26 to



analyse data using descriptive and inferential statistics. The researcher used

descriptive statistics including medians, modes, yariances, and standard deviation to

summarise the distribution of data and identi$ participant ctraracteristics (e.g.,

gender, university t1pe, and tenure-length of service) and patterns in the data.

Inferential statistics such as the t-test and Pearson correlation coefficient (r) are ued

to analyse the link betrveen hypotheses and enable the researcher to draw rncaningful

conclusions about the population.
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CHAPTER 2

LITERATTIRE REVIEW

Teacher quallty and performance issues, zuch as teacher productivity in terms

of sfudent outcomes and teacher attrition, are of concern to educational scholars and

policymakers (Finster, 20lt). Workplace involvement has been connected to

employee performance and turnover (Albrecht, 2Ol5). According to organisational

theory, work satisfaction and organisational commitment are indicators of worker

invohement on the job, but this strategy has not been tsed to secondary teachers

(Balrker & Ieiter, 2014; Kahn, 2013). Teachers in twin cities were questioned in this

quantitative correlational study to investigate if there were any signrficant links

betrveen job happiness, organisational commitment, and work engagement, as well as

if there werE any significant correlations between the three hctors. The relationship

between job satisfaction, organisational commitment, and work engage,ment, as well

as teacher demographics, was inrrcstigated in this study (age, gender, teaching

erperiencg and edrcation level).

A little armunt of study on staffinvolvement in schools, particularly teacher

commitment, has been existing in educational research @akker & Leiter, 2014;

Byrne, 2014)- Teacher engagement in terms of motivation and commitment has been

the focus of prior study on the subject (I(ahrl 2Ol3). Accordiag to a nenr inclination

in engagement study, teachers and schools have recently been investigated from the

standpoint ofteacher happiness and inspiration (Agha, Azmi, & Irfan, 2ol7).

Researchers have used cross-sectional studies to look into rnany aspects of

teacher job performance @akker & Demerouti, 20lg; sonnentag et al., 2ols).

Consequently of patterns like these, school refrrmers have been able to rmderstand

numerout techniques to improve teacher effectiveness in schools. The pgrpose of this
22



study was to shd some light on the issue of teacher Erality by suggesting teacher

engagement as a novel technique for increasing teacher pleasure and effectiveness in

the classroorn

The second chapter begins with an overview of the theoretical framework

before going on to a survey ofcurrent early research literature. Current research on

e'mployee work engagernernt, its urtecedents and effects, organisational commitment,

and associated organisational variables like job satisfaction, job perfrrmance, and so

on are also inchrded in this chapter. A review of the literature on the relationship

between teacher eqgagement and job perfrrmance follows the next portion of this

clupter. This chapter ftrishes with a surmary of organisational theory a3d its link to

educational research-

2.1 Literature Rgview prrcesc end Scope

The International Islamic University Library used SAGE premier, Academic

search complete, Business source complete, EBsco, ERJC database, Emerald

Itsight, Education Source, Croogle Scholar, ProQuest Cenfia[ proeuest Dissertation

and Theses Global, PsycArticles, and PsycINFO in the literature rwierr procrss and

soope- Among the keywords used to search the databases were emplo)ree engagement,

work engagement, organisational commitment, job conturtment, teacher happiness,

teacher commitment, job performance, work motivatio4 and teacher engagement.

2.2 Theoreticel tr'oundation

The study's central hlpothesis 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 Q002), and Bakker and Leiter's

(2010) engagernent theories; Meyer and Allen's (1991) three-element model (TCM) of
organisational commitment; and locke's (1976) job satisfrction theory, which



influenced Spectot's (1985) JSS. These concepts and research groups will be

examined in zuffrcient complexity in the body of the chapter, but first, the

relationships between them will be specified in order to form the stud/s theoretical

foundation.

2.2.1 Sociel Exchange Theory

The organization-employee relationship is examined as a frundation for

determining employee erngagement, job satisfaction, and organisational commitment

in SET (Ariani, 2015). The exchange of monetary and nonmonetary benefits betrveen

the eryloyee and the organisation is at the heart of SET, 6llow-on in ermtioru of

commitment, fritL mrtusl belie8, and a longstanding outlook (slach Corlett, &

Morris, 2015). These encounters, as well as a seruro of the employee's personal ralue

to the organisation, influence employee loyal$, happiness, and engagement (Albdotg

& Altarawneh, 2014).

Herda and Lavelle (2015) rsed SET to describe how individual auditors and

their clients interactd 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 anived to the same conclusion in 2013.

Auditors must connect with customers as part of their profession, and how they

pereeive these interactions will influence (Cornerstone, 2llq.

When measuring the worth of social exchanges among teachers and

universities, the employee's perception of organisational support and dedication rnrst

be td<en 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, managem, and pupils, teachers

derrclop social exchange connections, and the university itself (2012). The university's



assistance is critical in the social exchange relationship, which influences the teacheds

level of commitrne,nt (DalaL 2014). The feeling of support that an employee has is

what determines their corrmitment (Herda & Iavelle,2015).

Internal communication and involvement were aided by social exchanges that

included support and ide,ntification. Inner message, as a frrm of social exchange, has

a significant impact on enrployee engaganent. Social contacts with an employee with

his or her boss, according to tlrese researchers, play an important role in the

enployee-organization link, as evidenced by the employee's correspondernce of

commitment (Jackson et aL, Z0l4).

2.2.2 Job Demandc-Recource Thcory

Erployee erngagerment, job satisfaction, and orgianisational commitmert may

all be explained and understood ruing the Job Demands-Resource Theory (JD-RT)

(Bakker, Demerouti, & sanz-veqge\ 2ol4). workers are confronted with job

demands and job resources to enable them to rneet those demands, according to JD-

RT- Employees must be given the resources they need to firtfil their tasks, As a result,

erryloyee engagement and organisational commitment are immediately affected

@ajani 2015). A shortage of resources has a negative impact on unployee

performance, job satisfactio4 and organisational commitment.

In any occupatio4 therre are turo sorts of risk frctors: Job requirerreds and

available rcso.oces (orgambidez-Ramos, 2014). yanchrs, and Fishman (2013)

investigated the relationship between job dunands and resouces and commitment to

the organizatiorl finding that job satisfaction and resources were explanatory of

involvement. Iobs are formed up of demand and rresources, according to the paper.

Independencg malce sure to apply, and professional progress are examples of work
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eqgagement, are stronger rnarkers ofjob engagement than job dernands, according to

the study (Albrecht, 2012).

The link betrveen work-frmily conflict and engagement, contentrnent, and

commitment is explained by JD-RT. Work-frmily conflict grew as job expectations

8trErY, according to Garcfa-Cabrera (2013), Despite the fact that competernt wor$lace

serrrices assisted in ending the dispute between frmily and work obligations.

Employment conflict urd employee anxiety are exacerbated by increased job

demands, which leads to lower enployee engagement, satisfactioq arrd loplty

(Wefrld & Downey, 2019). Workplace create work-frmily conflict, but worlqlace

resouroes boost job satisfrctio4 employee engageurent, aod organisational

corrnitment (Yeh, 2015).

Schaufeli (2015) investfated whether proftssional skills are equivalent to self

efficacy usi4g the JD-RT paradigm, and discorrcred that individual assets promote

carGer competences. The abilities, knowledge, talents, and other traits that influence

an employee's job development and effective job perforrnance are reflenpd to as career

competencies (Hennekar4 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 betrveen job resources, job conryete,ncies,

and job perfonnance in their research.

2.3 WorkEngagement

Employee engagement is still a corparatively innovative idea, according to

academic literature (Bakker, schaufeli, Leiter, & Taris, 200g), with Ifthn (1990)

credited with its birth. while academic research on employee engagement uras scarce

in the first decade of its existernce, the next decade saw a massive growth in the

amount of research on the subject (schaufeli, 2ol3). The positive psychology



moverreff and changes in the workplace have sparked an increase in research

(Schaufeti, 2013). Erployee engagement has been defined and operationalized in a

rnariety of ways as a result sf this increase in study. The following are some of the

most Aequent methods for detennining employee €,ngagement.

The first strategy is centered on Kahn's (1990) study of psychological facton

influencing personal enpgement. 'Ih€ connecting of organisation mermbers'

identities to their professional taslc: people erploy and represent ourselves

practically, physically, psychologically, or mentally across work rolesu is how

personal engagement is define4' according to I(ahn (1990).

The attitudes and behavioun that people briqg to their characterpertrmances

are reftrred to as personal engagement. These behaviorus were linked to a persods

"preGrred self," in which they were physically, cognitively, emotionally, and

coryletely committed to role performances that encoruaged a connection to their

work and others. Disengagement, instead, he defined as the separation of the self ftom

managerial activities: during role perforrlances, people withdraw and protect

themselves physiologically, physically, or spiritually. As a restrlt, the "preferred self'

is not enpre.ssed during disengage,ment. When people are disengaged, they dont

incorporate certain behaviorus into role plays or leave the,m out entirely- Other

terminology wed in enployee engagement research to minor Kahn's defmition are

psythological engagement and job engagement (Saks, 2006).

In the second approach which is based on burnout literature, ernployee

engagement is conceptualised as the positive antithesis of burnout. Ihere are two

schools of thought 1n 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 srngle continuum notion, enployee engagement and



brurnout are mirror opposites of one anotheq existing on a single continuum with

eryloyee eng4gement at one end and burnout at the other (Maslach, Schaufel[ &

kiter, 2001). Etryloyee 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 anployee participation have low levels of

burnout. Eryloyee engagement is vierved as being on par with burnout, which is

measuld rsrng the Maslach Burnout Inventory GvfBD.

In the independent continuum approach, conversely, employee engagement is

considered as a distinct concept with a negative relationship to burnout (Schauftl[

2013). "A decent, gratiffing, in-service state of cognizance distfuEuished by vigor,

obligation, and anareness," according to the definition of employee engagement

(Schaufeli et aL, 2N2).In the face of adversity, vigour consists of a high levels of

motivation perseverance, as well as the willingness to put out eftrt and perswerance,

when it comesl to labour. Absorption is defined as being entirely engrossed and

concenhated on a task, Time is flying by, and it's becoming increasingly impossible to

separate yourself from it. The terrr "absorption" refers to being edirely concentrated

ard involved in one's activity, with time passing quickly and difficuhy separatr4g

from it. Dedication states to bemg totally focused and totally invested in someone's

work, where situations change rapidly and it is impossible to separate oneself ofone's

wort; and dedication reftrs to being totally focussed and time flies swiftly when one

is absorbed in someone's work and one has difficulty disconnecting ttremself from

task (Schaufeli & Bakker, 20M).

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

cognitive characteristics at work, accordiqg to these tlnee dimensions. While burnout



t^
\0
ft
Vt
6(

\\

was the obvious opposite of engagement in the initial single continuum approacb

boredom has been identified as a potential opposing of engagement in this school of

thought (Schaufell 20ll).Unlike the single continuunr, where employee eqgagernent

is measured rsing the MBI scale, Schaufeli and colleagues established the Uhecht

Work Engagernent Scale, which evaluates employee erngagement as a separate

constnrct (UUES). In engagement research, the second school of thinking has been

the most often employed strategy. fte Gallup Organization has widely adopted the

third metho{ which links eryloyee involvernent to satisfrction

The Gallup Organization defined organizational corunitment as a person's

emgagemed, conte,nfrment, & enthusiasm frr work, which is credited with coining the

phrase in practitioner literature (Ilarter et al., 2002). When workers are enthusiastic

about their jobs and feel a strong fteling of belonging to the organisatiorl they are

more productive, they are innovative and vital to the corqpany's success. Eryloyees

who work for tbe required amount of time but do not devote enough enthusiasm or

passion to their jobs are not engaged. These personnel essentially sleepvralk through

the day and are trnlikely to make significant confiibutions to their erryloyers' future

success. Furtlrerrrore, workers who are dissatisfied at work as well as openly exhibit

their di$atisfrction during during their work houn are considered actively

disengaged. These individuals hane a tendency to criticise what their more engaged

coworkers do d worh and they may be a contrib,uting frctor in their coryanies'

failures (Gallup, 2006).

The mufti-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 Katrn's (1990) concept, Employee engagement, according to

Sal<s (2006), is "4 unique concqlt made up of mental, ernotive, and information on all



aspects linked to personal leadership behaviours" (p. 602). Sal$ (2000 looked at

ernployee engagement and discovered two distinct tlpes: work eqgagement and work

obligation. Although these two sides are closely relatd they appear to be separate,

with separate causes and effects (Saks, 2006). Despite its athactioq the rnethod of

dividing employee engagement into job and organisational engagement is less

comrnonlyused in current academic literature (Schauftli, 2Ol3).

In Rothbard's enrichment or depletion method, the fifth 4proach is recognised

(2001). The attention paid to and absorption in work is defined as engagement at work

in this study. The duration or quantrty of time spent thinking about worh which

includes both focus of attention and mental preocorpation yith work, is referred to as

attention at work The conce,lrfiation of personal emphasis on a role, sltch that one is

engaged in the part, is referred to as absorption (p.12). Enployees'pleasant feelings

from honp may conhibute to their engagement at work, and vice yerca, in this

statery. In this study, the trait, state, and behavioural approaches w6re rued to define

employee engagement. Employee eqgagement, Macey and Schneider (2008) assumed

that it is "discretionary effort", Successfirl 'instead of maintaining power, concentrate

on starting or transforming in the concept to do something mgch more and better,

@.24).

There are three sorts of engagement, Macey and Schneideds theory: hait

engagement, state engagement, and behavioural engagement. The employee's

disposition to have a general trend ofpositive views ofwork and lift is li*ed to hait

engagement. Trait engagement is defined by active character, behavior, attibute

optimistic touc[ as well as thoroughness. An employee's fonnal 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



engagd employee qrhibits immediately observable in role or extra role behaviours at

worh this is referred to as behavioural engagement.

The ideas shown above arc just a few of the many definitions of ermployee

engagemernt that have been proposd in the literature. While these techniques do not

cover all ofthe definitions of ernployee involvement in the literature, they do establish

a mqge within which the hrlk of definitions lie. These distinctions and tlrcir

comequences canbe zummarised as frllows:

First, tho nature of employee engagement rnaries depending on the

methodology; for example, Kahn (1990), stated that worker engagement is linked to

the perfrrmance of specific behaviorus at work People who are personally engaged

brtng in behaviours to their character plays. This would inply that employees should

not be considered engaged if they are not demonshating 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 worl according to

Sclraufeli et d. QW2). This nrggests that being engaged is more about having a

happy mental state while workiqg than it is about employees displaying observable

behaviotns. Because of these variations, an enployee may be regarded as engaged

while utilising tr(ahn's (1990) theoretical approach but not emgaged when using the

brurnout metho4 and vice YeEa.

Furthermore, whereas the hait, stde, and behavioural model appears to gine a

conceptual space fur all of the various approaches to eryloyee engagement, this

method transforms involvement into a catch-all term for whatwer someone desires

this to be (Schaufeli, 2013). State engagsrnent is a redundant constnrct due to the

inclusion of other recognised constnrcts like as satisfrction and commitment (Joseptl

Newman, & Hulin, 2010:Newrnan & Ilarrison" 2008). The difficulties that plague the



trait, state, and behavioural app,roaches to erployee engagement also apply to the

engagement-satisfaction approacll which reduces engagement's uniqueness as a

construct by limiting it to well-established constructs of satisfaction and involvement.

Secondo while disengagement is the polar opposite ofpersonal engagement in

Kahn (1990), it is not the same in tlrc brurnout approacfu and there is a distinction even

within the burnout ap,proach's several schools ofthought. While Maslach et aL (2001)

assertion that e,ryloyee e,ngagement is ttre polar opposite of stress, Schaufeli et al.

(2W2) disagree, citing new research that ruggests analysing constnrcts like boredom

as the probable polar opposite of emplo)ree engagpment (Schaufeli, 2013). Employees

who are not engaged are classified as non-engaged or actively disengaged in the

satisfaction-eqgagerrnent method. This demonstrates that the spectnrm of interaction

varies depending on the method chose,rr As a result, the criteria chosen could affect

how a researcher nEasnres employee eqgagement (Schaufeli, 2013)

Despite their differences, one thing both systenrs have in commotr is the

closeness and onerlap of tlreir definitions. These intersections tend to provide a rnre

fundamental understanding of the employee engagement construct. Employee

engagement is a constuct rnade up of mmerous corryonents, accordi4g to one of the

initial prenalent viewpoints among these approaches. For example, Kahn (1990)

claims that engagement necessitates an workeds corporea[ ernotive, and intellectual

presence, a claim backd up by Sals (2006); Schaufeli a aL Q002) defines vigour,

dedicatioq and absorption as three parB of the ernployee; and Rothbard (2001)

operationalizes engagement by ide'ntifring attention and absorption as the main

components. These frctors seem to indicate that erngaged individuals put in more

effort and pay more attention to their jobs. Employee involvement is a common

feature ofvarious systems, and it benefits the employee.



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 aspoct of the self that

erryloyees choose to express (Kahq 1990), and it corryrises employees feeling good

while working (Rotlftard, 2001). Enployees must be satisfied (Harter et al., 2002)

and exhibit positive work behaviours (Macey & Schneider 200E). Eryloyees that are

eqgaged have a lot of energy, are rnentallytougt, and have a positive attitude at ryork

@akker & Demeroutl 2018).

We can identiry the most significant parts of what it rreans to be engaged

because of the commonalities betrycen thc various approaches to eryloyee

engagement. As a result, eqgagement entails having pleasant e,rrotions and a clear

mind both of which can influence positive behaviour in the workplace. Researchers

can examine the advantages and shortcomings of various theoretical frameworts that

aim to explain the mechanisms involved in the eryloyee engagement process by

understanding the core princfules ofwhat constitutes enployee engagerment.

2.4 Theoretical Framcworks end Meerunes of Employee Engagement

In academic study, there are numerous diftrent approaches to eryloyee

engagement. Thpse techniques define how enployee engagement is operationalized,

rwealing the mechanism that leads to enrployees 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 needwetirfection epprcech

The neds satisfrction metlrod tries to understand the psychological

circumstances that lead to employee engagement. Witliam tkhn interviewed 16

counscllors at a seasonal carrp and 16 employees at a planning brusiness for his

v'



ethnographic study, and he discovered three psychological variables that are required

frr erployees to cr(press their preferred selves' in their jobs (IGhn, 1990).

Significance, p,rotection, as well as accessibility are the thee sittrations (Albrecht et

aL,20l5).

A wisdom of reappearance on asset that an individual receives frr erngaging

cognitively, emotionally, and physically in their responsibilities is referred to as

meaningfulness (tr(ahn, 1990). A sense of oymership of a job is linked to

meaningfulness. As a result, p,roftssions with demanding tasks, specffied goals, and

some degree of autonomy can be deemed to be meaningful (tlackman & Oldham,

1980). Bryond job qualities, the tlpe of employee itreractions with others is critical

frr eryloyees to fmd purpose in their work (IGh4 1990).

Ttrc degree to which people are willing to express themselves in relation to the

outcomes or rcpercusions oftheir actions is referred to as safety (IGho, 1990). These

ramifications have an i-pd on matters such as self-esteerq social standing and

career. Relational associations, grcup and intergroup changing aspects, ledership style

as well as prcoeses, organisational standards all influence protec{ion. If a he$fuI

environment is ptovidd an organisation can make eryloyees feel comfortable. The

less afraid an individual feels, tlre more likely they are to express their preM se[,

which includes being involrrcd in their eryloyment tasks (I(ah4 1990). This means

that when it comes to gettrng employees rnotinated at work, organisational support is

critical.

Availability reftrs to a persods physica[ e,rrotiona[ or psychological

resources at any one time. Personal participation necessitates the use of these

re!ilrurces. To get engagd the eryloyee must have the strength and readiness to

participate in an activity, as well as a particular emotional connection or appropriate
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ernotions in the task (Ifthtr, 1990). Employees must also feel cornfortable in their

positions and maintain a healthy work-life bolance so that they do not waste

enptional enqgy on negative ideas such as fear of losing their jobs or friling to meet

frmily commitments. Employees were more motivated to express thsmselves in their

responsibilities and became rnore connected with their jobs as a rezuft of these tools,

which helped them focus on the positives at work.

Because this was the first study of its sort I(ah admittd that some of the

psychological requirements frr personal connection were underdwelope4 and that

rnore research was needed to test his zuggested model It is said that well-designed job

qualities (for reanhgfuhess), organisational support (frr saftty), aDd personal

rcsources (for arailabiltty) can all help to create engagerrent.

2.4.1.1Empirical evidence and measures from the needs-satisfaction epproach

May et al. (2tX)4) evaluated the psychological requirements fur innolvement

proposed by William Kahn more t"n a decade after tr(ahtt (1990). May et at (2m4)

examined data fiom 213 employees of a large insurance firm in the Midwest United

States rsing a measur€ they dubbed "psychological engagement scale," and

discovered that psychosomatic significance or safety were ooryletely linked to staff

engagement. Job enrichment and job role fit were favourably associatd with

psychological meaning, but nrpportive supervisor and rewarding coworker

relationships were positively associated with psychological safety, whereas

comnritment to organisational rules was negatively associated with safety. Outside

activities were inversely connected to availability, while rcsources were frvourably

related Mayet aL,20M).

Richman et al- (2008) used the needs satisfrction approach to investigate the

causes of errployee e4gagement. They collected dartz from 245 fuemen and



construc{ed their own "work e,ngagementu rating. Value similarity, supposed

organisational maintenance, and core self-errahration were identified as ttrree

elperiences of engagernent, as w€f,t two work perforrnance outcornes, Perfrrmance

on the job and organisational citizenship. Furthermore, the study discovered a

substantial indirect association between the stated antecede,lrts and each of the

potential outcomes through inrrclvement. These results unerged fiom a rnodel that

includes job involvement, job satisfaction, and extinsic enthusiasm as peacekeepers

(Richman et al., 2010).

Both studies show that job characteristics (e.9. job satisfaction, work role fit),

organisational nrpport (e.g. perceived orgranisational rupport, rewarding coworters,

and zupportive supervisor), and personal resources (e.9. core self evaluation) are all

imFortant frctors in prornoting enrployee engagement.

2.4.L2 Critical reflection of the needr.cetisfaction approach

The needs"satisfrction approach has made a big impact to eryloyee

eqgagement literature, owing to the fact that it nras Ikhn (1990) who first proposed

the concept. Because IGhn's (1990) was the first study of its kin4 it had limitd

literature to work with, and as a result, there are rnarious problems with the curcnt

study.

To begin with, the notion of personal involvement enphasises on orpressing

one's "prefemed self,," which is mirrord in one's professional behaviours. Thus, Kahn

(1990) enryhasises 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 zuggest that being

involved and acting out specific behaviours are not muttrally exclusive. This makes it

difficult to distinguish employee engagement from other well-established behavioural

notions like in-role behaviour or corporate citizenship behavioru, reducing eruployee



eqgagement's conceptual clarity (Soane et a1.,2012). As a result of this approacll the

claim that employee engagemernt is "an old bottle of wine in a new one' might be

made (Newman & Harrison, 2008; Saks, 2008).

Second, the premise that eryloyee engagement erntails bringurg particular

behaviours to work and disengagement entails individuals removing these behaviours

argues that all e,ryloyees can be classified as either engaged or disengaged at work

This makes it harder to analyse differences in engagerneut levels. This is troublesome

in the real worl( where Eeen annng the most active enployees, there are those who

aplrear to be putting in mre eftrt than others, &d similarly, among the least

e,nergetic e,ryloyees, there are those who may be idetrified as putting the least effort

in a task. Furthermore, while the "preferned self iruplies that enployees are happy,

some persons with bad emotions may exhibit behavioun that are comparable to those

who are joyfuL This technique makes it possible for anlone to be considered engaged

if they exhibit specified behaviours. As a result, ge,nuine good se,nsations are less

important frr determining whether ornot an erployee is engaged.

Thir4 as p,ruviously sai( trhhn's (1990) model of involvement left key

dimensions undeveloped- As a result, many measuring scales (May et aL, 20M; Rich

et aL, 2010) have been established in an attempt to capture Kahn's concept of

engagement. l|hese scales have a tendency to disagree with the item used to gauge

involvement. The psychologrcal e,ngagement scale item nI take work home to do"

(May * aL,2004) bas no equivalem in the job engagernent scale (Soane et al., 2010).

Similarly, the job engagement scale item "I feel eneqgised at work" has no equivalent

in the psychological engagement scale (May et al., 20u}The ability of a stud/s

conclusions to be meaningfully conpared is harmed by having variances of measures

uslqg a similar approach. Furtherrrore, certain items on the scales may be used to



assess othet dimensiors other than involvement. The psychological engagement

scale's item nI take work home to do" (May et al., 20M) is identified as evaluating

physical involvement, yet wen a workalrolic is likely to take work home when they

are not engaged (Schaufeli, 2013).

2.4.2The Alfec{ive Shift Model

This approach is designed to help people comprehend the dynamic nature of

organisational commitment in their daily operations (Bledow, Schmitt, Frese, &

Kuhnel, 201l). Erryloyee engagement levels have been shovm to fluctuate throughout

the day as enployees go from task to task and face different occurEnces (Fisher,

20/},2; Sonnentag, Doman4 & Dermerout[ 2010). Bledow and his colleagrres

dweloped the errotional shift hypothesis in response to a lack of clarity about why

involvement changes in this way (Bledow et al., 20ll). The main assumption of the

affective shift model is that both encouraglng and damaging affects play a role in

enployee engagement through the self-regulation mechanism @ledow et al., 201l).

Individuals who are capable of self-regulation are capable of systematically regulating

their thoughts, behaviours, and feelings toward a certain goal. This suggests that

rnotirational te,ndencies might errcrge as a result of an individual's own mechanical

process of pnshing tonard a goal Ernployee engagement is assumed to emerge from

the affect shift paradigm's continuou interplay of subjective wellbeing. Eryloyee

erngagement oocum when employees fransition from a scenario in which they are

experiencing negative affect to one in which they are experiencing encouraging affect

@ledow et al., 20ll ; Schaufeli, 2013).

2.4.2.1lhe Role of "Affect'on Empbyee Engagement

Both Katrn (1990) and Schaufeli et al. (2002) claim that while performing a

taslg engagenrcnt is linked to the occturence of positive work-related sensations like



enjoyment and enthusiasm. People recrive positive affect signals, indicating that they

should keep doing what they're doing since everything is OK. People prefer to set

greater goals for task in this condition, expecting positirre outcomes as a result of

their participation @ledow et aL, 20ll). Positive affects also aid in the initiation of

goal-directed activity by expanding people's instantaneous thinking action repertoires,

rerultiag in an horuly and global manner of infrrrnation processing that e,nables

people to become immersed in a syatemic process @ledow et aL, 20ll). To put it

another way, positive affect prromotes a mindset that promotes enrployee eqgagement.

Negative impacts, on the other han4 are significant in an individuafs self-

regulation firnctbq wen if they are not related with persons being energetic in their

job or displaying high levels of dedication or even absorption in their tasls (Bledow et

al., 201l). Negative emotions signal that something is wrong and that action is

required to correct the iszue. Negative affect, according to the control process,

indicates that a person's rate of goal attainment is below their standar4 and as a resuh,

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 bepnd

(Carver & Scheier, 1990). To prt it another way, negative ernotions carse people to

go through a focused, step-by-step process of processing information, paying great

close atteffiion 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 eftrt, resulting in improved work engagerpnt.

39



2.4.L2 The Afiective Shift and Engrgement

As stated prwiotsly, Bledow et al. (2011) beliare that negative affects will

only result in employee inrolveme,nt if a transition to positive affect occurs. An

errployee's work erngagement will be poor if there is no nrbsequent good effect after

the negative affect. If people hansition from a negative to a positive affectirre state,

the negative affect's motivational potential can be realise4 leading to increased

eryloyee engagement. The "affective shift" is a temperamental pattern in which

unpleasant affect is frllowed by happy feelings. When a high lanel of negative affect

is followed by a high level ofpositive affect, the affective shift is greatest.

2.4.23 Empiricel Evidence end Meerurcr for the Affective Shift Model

Only Bledow and his colleagues appear to have put this model to the test

(Schaufeli, 2013).In their shrdy, they erqployed seven items from the TIWES to assess

eryloyee erngagement. The methodological strategy used in their study was

e:rperience sampling. A total of 55 people took part in ttre po[ with a mix of softrvare

developers and computer scientistr. The following were put to the test in the study:

Better atnrosphere reduced the lhk between bad rnood in the morning and

afternoon involvement, resufting 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 smal[ leads to a positive connection when good outlook was high and a negative

association when good outlook was low. Positive emotions changes the negative

rnood-engagement relationship for people with low positive moo{ making it more

negative; positive affectivity changes the negative event-engagement relationship for

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

Q



changes the positive evert-engagement relationship for people with low positive

mooq making it more positive.

The participants' affective experiences, ftelings, and levels of participation

were tracked over the oourse of two weeks. These tests were p€rfrrmed 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 surrrey just befrre it in order to evaluate the study hlpotlreses. In addition, the

irnpact of an emotional change on engagement was studied by coryaring adverse

tenrperament and painful feelings in the dawn with great mindset and pleasurable

experiences in the afrenroon.

The findings appeared to support all of their theories save one. The ftrdings

did not care the theory that positive affectivity rnoderates the relationship between

unpleasant oocunences and work engagenrcnt, snch that those with low positive

affectivity have a greater negative relatiorship. The order of adverse tenperament

tracked by good temperament was rnorc engaging than a simple increase in happy

mood in this study, which provided preliminary support for the occurrence of the

emotional shift @ledow et aL, 201l).

2.4.2.4 Critical Reflection on the Afiective Shift Model

The conce,pt of unpleasant moods and events playing a part in boosting

employee engagement appears to be at odds with the essence of engagement. Despite

nariances in how employee engagemernt has been conceptualised the core prernise has

been that it is a good experience (Kah4 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 motirrational characteristics that could lead

4t



to employee engagement is a bit conterfiors, as the strrdy's authors admit (Bledow et

al.,20ll).

Furthenrpre, 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

emploSree's elEerience 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 ernployee

engagement, also argues that positive emotions have a coptqg func'tio4 which mearut

that they tend to dteuuate the harmfirl repercussions of fear and anxiety. It's

reasonable to assume that having high lwels of good atrect right aft€r having high

levels of negative affect will result in a rrore neutral conditio4 rather than the optimal

level of employee engagement recommended by this rnodel. Furthennore, whereas

negative emotions focos p"ople's attention on specific action inclinations that are

critical for sgnrival, good enrotions provide a larger mnge of activities that can help

humans grow (Fredrickson, 1998).

By this viewpoint, the dynamic interaction of negative and positive ernotions

is more likely to ge,lrerate confusion in an individual's activities than to increase their

engagement at work lVhile the researcher agrees with the idea ofworker engagement

as work engagement and the use of the Ufiecht work engagement scale (UWES) to

assess enployee urgagement, as well as the use of the B&B theory to explain the

ways in which positive ernotions are important to enployee engagement, the

researcher does not agree with their propositions of inducing negative moods to

gamer employee engagement. As a result, it's diffrcult to concur with the models

basic premise that participation requires an affective shift. Furthermore, because the

study is new, no other enpirical widence (particularly longiMinal) exists to support



a prccess in which negative affect is a key contribution to a happy mood of

involvement

2.4.3 The socid exchenge theory

The social exchange theory (SET) is a nnrlti-disciplinary framework that

explains how parties interact as transactions, Cropanzano & Mitchell, Social exchange

theorf an interdisciplinary reviov, (2005). Ths social exchange theory combines

fields including social psychology, sociology, economics, and anthropology, and it

has becorp one ofthe most extensively utilised ideas in describing various worSlace

behaviours, Cropanzano & Mitchell, Social exchange theory an interdisciplinary

review (2005). Though the origins of social exchange theory may be tIlacd back to

the 1920s, three main shrdies are credited with the development of the theory:

Homans (1958), Thibault and trGlley (1959), and Blau (1964). Because the social

exchange theory is used to explain many orgianisational relationships, partictrlarly

between employees and their emplolars, it has the ability to orplain why employees

in the same workplace have diverse levels of involvement (Saks, 2006). Psphological

indebtedness and reciprocity rules are highlightd as iurportant fictors in the social

transactions between the persons involved @nrcrsoq 1976; Greernberg, 1980).

2.4.3.1Indebtedness

Indiyiduals (recipients) who obtain benefits from someone else (donor) will

experience a psychological state of indebtedness, according to Gree,nberg (1980).

These advantages refer to a positive outcome with a monetary worth. Indehedness, 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 recipiurt believes that the donor is assisting them in their ovrn self-interest,



they feel less obligated to repay the donor for the benefits received. If the recipient

believes that the value delivered to them was a selfless (altruistb) act on the part of

the donor, the recipient is more likely to feel obligated to return the donor (Creenberg,

1e80).

Second, the recipients give weights to the benefits they obtain in the trade

(renard mints 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 donot's perceived need. The stronger the perceived need for the

resource delivered, the higher the value of the reurard when received, and the higher

the cost of retundng or paying back the rcward. Ihird, the recepienfs bclief in what

prompted thc donor to reward them plays a role in their indebtedness. The level of

indebtedness is greater when the recipient believes that the arvard 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 resrlt, those acts of

kindness that are unintended, happenstance, or rezult from a requirement inposed by

otlre,ls are the least likely to cause seftiments of indebtedness (Greenberg, 19E0, p.9).

FourflL the degree of indebtedness may be infltrenced by the level of unclear

indications from witnesses of a donot's act of offering reward to the recipient. The

recipient will respond by weighing the opinions of the witnesses (including the

donor). The recfuient's sense of indebtedness rnay be influencd by the verbal and

nonverbal clues given during the helpful event. In a company, for exanple, an

employee who is rewarded bythe conpan/s management in front ofother coworkers

would assign their level of indebtedness to the company based on the cues from the

witnesses (Crrcenberg, I 980).



2.4.3.2 Noms of Reciprocity

These are the rules that'npmbers 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 th€ samc thing in the

future (Gouldner, 1960). one of the key norus of the social exchange theory

according to Enrcrson (1976, p.351), is that friendships develop into trusting, loyal,

and reciprocal connnitments over time. Parties must, howo/€r, frllow specific uhade

rules' in order to do so. The "standard description ofa scenario that emcrges betrveen

or is embraced by the participants in an exchange relationship" is furmed by hade

rules (Cropanzana & Mitchell, 2005). As a result, in an organisational environment,

the rules of exchange are crucial The SET theo4y's norm of recip,rocity has been a

critical conponent in explaining the interactiors in the organisation. Reciprocity can

have three different frrms.

First, those hansactions that necessitate the simultaneous participation of at

least two percons. Interdependent exchanges are what they're called. A social

transaction necessitates the mufual reliance of the two people engaged in order to

achieve the irfrended resuft (Cropanzana & Mitchel[ 2005). firis mearu that when the

outcomes of a particular contact are wholly dependent on one individual's eftrts

(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 sfieet. Both the

erployee and the employer must participate in the conversation (Saks, 206). If a

company provides benefits to an enployee brut the employee does nothing to repay

the benefrts, social exchange has not occurrd and vice venn. In the majority of

circumstances, this is the greatest rmrtual kind of social exchange that happens in the

workplace amongst the employer and the employee. When one side does not believe



there is frir exchange, they will lower the amount of exchange content they supply or

eventually quit participating in the exchange process entirely.

Second, those types of reciprocity that place a strong erphasis on 'kartrra."

People believe that werpne gets what they deserve in this scenario (Gouldner, 1960).

Folk belief is the t€rm frr this. This kind of reciprocity necessitates a certain level of

stability in the way actions and reactions occur ttnoughout time. Those wbo are kind"

helpful, and corryassionate to others will be rewarded with similar actions in the

firture, and the opposite is true fur those who are not. In away, they entail thinking

that the cosmos will reward those who are deserving and punish those who are

dcscrvi4g based on previous d€cds. This form of reciprocity is deeired in

organisations becurse it can promote trarmony and conflict reduction, if not

eradication, amoqg the organization's members (Cropanzana & Mitchell, 2005).

Thirq there are reciprocal interactions that follow nonns or principles that

orfrline the benchrtarkd activities that should be frllowed. As a result, adhering to

the rules necessitates reciprocal behaviour. Gouldner (1960) p,roposed that reciprocity

nonns are universal. This means they can be used in any coutry or work

environment. This view of exchange, reftrred to as the ought to kind oftransaction or

the moral standarq differs from that of folk belieft. The optimum manner ofbehaving

has already been established, and it should be frllowed. Ho\f,ever, as Cropurzana and

Mitchell (2005) point out, universality does not imply that there are no cultural

differences that could lead to variances in the nalue or importance of the reciprocity

nonL

2.4.3.3 Criticel Reflection of the Social Exchange Theory

The social exchange hlryothesis has a lot of potelrtial when it comes to

understanding multiple interactions in a company. The employee-ernployer



interaction mechanisms may explain why some employees engage in certain

behaviours while others do not. For exarryle, an employee who receives assistance

from their erployer in the form of haining may return their employer by assisting

others in learning new techniques or sirrply working harder to show their gratitude for

the opportunity. Whereas this theory gives a logical sequence of events in a kind of

exchange connectioq Saks (2006)'s application to enployee engagement highlights

numeroui major areas of concern to the current research. To begin, the strategy is

basd on the notion that enployee engagement is a behaviour. According to Salcs

(2006), when brsinesses provide assets to staft, tlre staffs feel appreciatine to retum

the conpany by incleasing behaviours that indicate their worker erngagement. Worker

erngagement is difficuft to id€ntiry from other organisational behavioural

characteristics because of this perspective. Erryloyees that participate in

organisational citizenship behaviour (OCB) or role behaviour are naturally engaged.

If this is the case, it rnakes rnore sense to research OCB and other behavioural

constnrcts rather than analysing employee engagenrcrt as a construct. Saks'(2006)

approach to employee engagement, in other words, obfuscates the concept of

er4ployee engagement (Soane 4 aL, 2012).

Secondly, this shategy implies that employee involvement isnt always a

positive erperience 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. Ernployees may display particular behaviours

not because they want to, but because they feel obligated to, in order to lessen their

debt to their corryany. As a result, employees compensating their business with more

efforts as a result of indebtedness may not reflect a happy experience, brut rather a

mears of coping with the stressful features of being obligated (Greenberg etaL,1974;



Gross & Latane, 2018; Munir & weinstenb 1992 in Greenberg, l9g0). In this

circumstancg considering employee engagement as a solely positive experience for

employees becomes more diffisult.

Thir4 as noted in the multi-dimensional approach to defining e,mployee

engagement, there is limited evidence for this mettro4 with ttrc purported links being

quite weak (Schauftli, 2013). As a result, firther work needs to be done with the

rnriables proposd in SalG (2006). Salcs (2000 also admitted that the cross-sectional

nature of his research limitd his findings. Other studies (Rayton & Yalabi( 2014;

Yalabik et al., 2015) used a longituditral method to reassess the direction of caruality

betrreen enrployee engagement and sorrc variables (i.e. work satisfrction and

affective commitment). Eryloyee involve,rnent at Time 2 was predicted by both work

satisfaction and emotional comnritment at Time t. Job satisfrction and emotional

commitment at Time I both predicted ernployee ensagement at Time 2, according to

Yalabik et aL (2013). According to their researc[ these job attitudes are antecedents

of employee eqgagement.

2.4.3.4 Empirical Evidence end Mersures for the social Exchange Theory

Sah (2006) is a well-referenced study on employee engagement based on the

social excha4ge theory. Saks utilised the social exchange theory to provide a

theoretical explanation for the supposed origins and effects of employee engagement

(sal$, 20[l,q. According to social exchange theory, According to saks (2o6), the

amount of intellectual the amount of psychologrcal and physical skills that an

employee is willing to dedicate to their professional tasks is dictated by the

organizations economic and ernotional development benefits. As a result, enployee

engagement becomes a way for employees to orpress gratitude to their employers for

the resources they provide. The rnore resources a company provides its employees,



the more they feel bouttd to repay it by increasing their involvement levels (Saks,

2006). It also indicates that if an orgianisation fails provide the assets, its erryloyees

are ru)re inclind to withdrawal from their proftssional responsibilities, which can

result in negative repercussions such as burnout (Maslach et aL, 2001).

Employees can be involved in their occupations and organisations, as ttre

muhi.sided method suggests. SaI<s (2006) looked into whether job and organisational

engagement was influencd by POS (perceived organisational support), POS (ptrpose

of administration help), and natural justice, refers to the frirness, and job attribrutes are

all frctors to consider. He also looked at whether these two sorts of interactions

rerufted inpositive outoomcs including turnover intentions, organisational citizenship,

job satisfrctio4 and organisational comitment. He discovered that job ftatures and

procedrual justice predicted job engagement, while perceived organisational support

and job characteristics predicted organisational engagernent. He also discovered that

work engagement foreseen job fulfilment and negatively predicted interntions to quit,

brut orgianisational engagement predicted both job satisfaction and orgianisational

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) rsed the social exchange theory as the hlpothetical

approach to construct the foundation of the hlpothesised relations in a study

coryrising 297 employees of a service sector organisation. They claimed that

enacting favourable behaviorual outcomes in the workplace through employee

engagement was heavily influenced by the overall organisational climate and the

enployee's connection with their line administrator (Alfes et al., 2013). Enployees'

perceptions of organisational support, as well as their relationship with their



supervisor, were fuund to modulate the correlations 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. Howwer, as previorsly stated,

whether a variable in a study is a moderator or mediator is dependent on the specific

[ryothesis that the researcher pursues (Baron & Kenny, 1936).

2.4.4 Resource Bered Approeches

There are two theoretical frameworl<s that are closely related and have built on

each other. The Job De,mands Rpsources (JD-R) model which is basd on the

Conservation of Resources (COR) theory is the rmst often used theoretical

framework for enployee eNrgagement research. The following is a discussion of

resource-centered methods to errylo),Ee engagpment;

2.4.+l lhe Consenation of Resourres (COR) Theory

Individuals attenrpt to eonserve, protect, and build assets, as said by the

conservation of resources (COR) hlpothesis, and the possible or real damage of these

important assets is perceived as a threat (Hobfoll, l9S9). 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, 2N2). 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 orperience, or social support), personal qualities

(such as self-effrcacy belieft and actual professional skills), or energies (e.g. time,

knowledge or money one possesses). People attunpt to acquire and preserve these

foru types of resources in order to zuccessfully adapt to their suroundings (Hobfoll,

2002). When a percon is threatened with losing a resource, Ioses a relx)urce, or

t



consumes a re$rtupe and is unable to restore ( they experience stress (Hobfoll,

20lr).

Individuals' motirration frr certain behaviotus is hampered by stress. The

theory assumes that resources are allocated to I reduce she.ss and il) prevent

undesirable outcomes from occrrring. Wh€n an employee, for exanple, esks for and

receives help from a coworker to complete a task, they have rsed social support (i.e. a

resource) to mitigate the iryacts of a stressful circumstance (i.e. work overload)

(Salanora" Schaufel[ Xanthopoulou, & Bakker, 2010). ii) To avoid future resource

depletion, restore available relx)urces, and create new crutomers. When an employee

gains new skills and corryetences, for oonplg their erybyability improves and

their risk of being dismissed dscreases. This ensures that their future resources (ie.

incorrc) are not squandered. Futherrnore, their improved skills may lead to a

promotion or pertaps a better job offer, all of which may b linked to higher

compensation or better rvorking conditions, representing relxruree benefits.

The acquisition and facilitation of resources is fundamental to enployee

motivatbn, according to the COR theory, becarse rcsouroes can initiate and maintain

people's behaviour (Ilobfrll, 2W2). This implies that r€souces have the ability to

spark eryloyee engagement (Xanthopoulou et al., 2009). Sweral study on errployee

erngagement have used this theory to explain the psychological processes that lead to

eruployee engagement (Bakker & Demerouti,2008). One of the advantages of using

the CORtheory in the organisational context, according to Hobfoll et aL (2018), is the

capacrty to examine numerous elements in orgianisations 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

51



or etrployee eqgagement, the CoR theory is very likely to do so. The CoR theory has

a significant iryact onthe JD-R rnodel.

2.4.+2 The job Demands.Resourre! (JD-R) model

The JD-R model is a heuristic rmdel that describes how job demands, job

resoutces, and personal resources can all contribrute to erryloyee well-being

(Schaufeli, 2013). Employee e4gagernent is viewed as the total contradictory of

tension in this concept, which has been frequently applied in unployee satisfaction

research, particularly those on organisational commitment (Schaufeli, 2013). The

concept assumes that certain sorts of job demands, as well as job and personal

rEff urpes, have the abilityto increase stafrmorale.

Thc worki4g conditions of a job that provides resources to an individual

employee are reftrred to as work incomes. Job resources are ctraracteristics of the job

that I help people accomplish work aims, (ii) enhance self improvernent, knowledge,

and growth, or (iii) lessen work p,ressure and associated physiologicat and behavioral

o(penses @aklrer & Demeroili, 2007). Personal resources, instead, refer to the

qualities of one's self that are lir*ed to resilience, as well as the ability to regulate and

change one's environment successfully. Personal resour@s were not originally

involved in tlrc JD-R rnodel" btrt with nrcst 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, 2Ol4).

Personal resources, such as job resources, help people achieve their professional goals

while also encouraging individual development and growttr (Van-den Broeck et al.,

2010). According to the JD-R rnodel, resources energise people, inspire perceverance,

and keep them focused on their goals (Schaufeli, 2Ol3). This nreans that resources

boost ernployee inrrclvement in terms of vigour (energy), commitment (persistency),



and absorption (atturtion) (Schaufeli, 2013). Furthermore, the JD-R model posits that

erployee involvement leads to a variety of good outcomes, including improved work

performrnce and onerall employee happiness. The motivatiqg process is the process

by which resources conhibrute b erployee engagement, and enployee engagement,

in tur4 leads to frvourable outcomes @e,me,lrouti & Sanz-Vergel,20l4).

Another frcet of the JD-R model is the impact that job demands have on

employee well-being. Job dernands are the working conditions that represent the traits

or ftatures 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 (Sctuufel[

2013). Thcse job dcmands can be administrative, psychobgicd or psychological

characteristics of the job that frrce the worker to exert prolonged (physical and/or

psychological) effort and, as a result, are linked to physical and/or psychological

coruequenoes such as frtigrre.

Job demands confiibute to a negatirrc process known as health deficiency,

which has been related to poor outcorres such as burnout. When job orpectations

(such as heary workload, time conshaints, conflicting roles, and brureaucracy) are

high, employees must go above and bepnd to guarantee that perfonnance does not

suffer. This extra effort comes at a cost, both physically and psychologically, in the

form of exharution or anger (Schaufeli, 2013). When resources are insufficient to

meet these dernands, employees beconre gradually exhausted and finally burn out.

Burnout can lead to depressio4 cardiovascular disease, and psychosomatic symptoms,

among other seriots consequences. According to the JD-R paradigr4 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 employee engagement in a frvourable
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way (Craurforq et al., 2010). Accordingly, job expectations can be separated into two

groups: job challenges and job irnpediments (Bakker & Oerlernans, 2015).

Job challenges are those duties that are both energy draimng and stimulating.

While these demands certainly necessitate energy, they also provide the opportunity

for good benefits in terms of the employee's curiosity, conpetencg and thoroughness,

all of which can aid in the achieverment of work objectives (Van-de,n Broeck et al.,

2010). Workload, time preszure, and cognitive demands are exarples of job

challeqges that deplete enployees' energy while also motivatiqg them to put in rnore

effort at work in order to achieve tbeir goals and meet their needs. Job annoyances, on

the other han( are those expectations that are perceived as threatening hurdles that

sap employees'vitality and" as a resuft, generate negative ermtions in people who are

exposed to them- These urpleasant ftelings have a negative impact on the employee's

ability to attain his or her goals as well as their overall wetl-being. The JD-R model

further states that resources assist employees in copurg with difficult job demands and

are particularly important when work anxieties are higher (Bal*er & Demerouti,

2008).

2.4.4.2.1Empiricel Evidence rnd Meerurres for the JD-R model

The JD-R model (sak & Grumaq 2014; schaufeli & Taris, 2014) is a prominent

theoretical rnodel in employee engagement research, particularly when job

satisfrction is described as a happy, firlfilled psychological state characterised by

vitality, derrction, and absorption @akker & Demerouti, 2008; Schaufeli, 2ol3).

There is a lot of ernpirical provision for the motivational and irupaired procedures in

the JD-R model in this ercmple (Schaufell 2013). The followrng is a rwiew of the

JD-R rnodel's cross-sectional and longitudinal erpirical furdings.

54



There is a lot of cross-sectional suggestion that cares the JD-R paradigrq

especially fiom early research oh employee engagement (Schaufe[ 2013).

Furthermorg research like Rothrnann and Jordaan (2006) anpqg South African

academics and Rensbrurg, Boonzaier, and Boonzaier (2013) au)ng South African

contact centre workers provide more p,roof of the JD-R model across counhies and

cultures. While cross-sectional research corroborate the JD-R paradigr& there is little

data onthe joifr influence ofresources and demands (Schaufeli, 2013).

While cross-sectional evidence can help pu comprehend the direction of a

causal relationship, inferring causality isnt enough (Field, 2005). When it comes to

determining causality, however, longitudinal studies sp highty respected (Van der

Iaan & Robins, 2003). Several longitudinal investigations show that the JD-R model's

assumptions are valid in real life (Schaufeli & Taris, 2014). Hakanen et aL (2ffi8)

discorrered that curr€nt job skills affected subsequent work engagement in a three-

year follow-up research amrng Finland dentistry. As a result of this future work

involvement, the organizalisnrs gsmnihnent was projected. Among the same study,

they discovered that job demands predicted brurnout over time, and that burnout

predicted future sadness in dentists. Schaufel[ Bakker, and Van Menen (2009) Over

the course of a year, an increase in job resources was developed to assess employee

engagement, whereas an growth in enrployrnent requirements and a decrease in job

resources prdicted brurnout among llutch managers. According to the study, burnout

pedicted frrture departure time, although job involvement zuggested future absent

frequency. Accordingly, the length and frequency of future absences are indicators of

health worsening and rnotivational processes (schaufeli et ar., 2oog).

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

Australian university workers in 2011. Job resources were found to be a good



predictor of organisational resources and a negative predictor ofpsychological strain.

Unlike earlier studies, this one found no evidence of a link betrree,n job demands and

psychological stress (Boy4 et al., 20ll). Over the course of an t8-month study,

Xanthopoulou et aL (2009) discovered that Job r€sources such as contro[ supervisor

support, feedback, and possibilities for advancement, as well as Work engagement

such as control, zupervisor support, ftedback, and possibilities for advzncement, as

well as personal resources srch as sclf-esteenr, confidence, and organization-based

self-esteerrq all indicated subsequent level of employee eqgagement. These findings

back up the theory that combinurg work and personal resources leads to employee

e4gagernent via the motirati4g proocss.

2.4.4.2.2 Mcrruring Wor{r Engagement

The TIIVES has been broadty used in studies that examined work engagement

rsing the jobdemand re$)urces rnodel as a theoretical approach (Saks & Gruman,

2014; Schaufeli et al., 2006). The questionnaire asks questions about eoergy,

dedicatio4 and absorption, which are the three elements of work involvement. While

it was initially a l7-item scale, there are now lS-item and f-item variants of the

measure available (Schaufeli & Bakker, 2W).

Workplace involnement as evaluated by LIWES has come under fire. Work

engagement as judged by the LIWES cannot be distinguished from shess as restrained

by the Maslach Burnout Inventory, according to a meta-analysis by Cole, Walter,

Bedeiaq and otsoyle (2012). (MBD. Furthennore, using semantic analysis, Nimon,

shuck, and Zigarmi (2016) nrggest that the LJWES is fikely to be rrcasgring job

satisfaction, reinforcing the notion that work engagement is similar to other well-

known categories such as job involvement, career progressioq and organizational

citizenship behavior (Wefald & Downey, 2Ol9). Notwithstanding the critiques, a



number of studies (Rayton & Yalabik, 2014; Yalabik et al., 2013) have forurd that

work engagement is a distinct concept that is negatively related to brurnout, and while

it is surely connected with job satisfaction and organisational commitment, it does not

equate to it being (Schaufeli, 2013). The original l7-item and 9-itemIIWES measures

produced identical results in tenns of dimensionatity, validity, and reliability,

demonstrdittg their distinctiveness and trsefulness for assessing work engagement

(Alfes et aI., 2013; Schaufell Bakker & Salanora, 2(X)6; Seppeta, et d., 2009).

2.4.4.2.3 critical Reflection on Job Demends-Resources (.rD-R) Model

The Utrecht work engagement measure has been used to test the job dcmards-

resources (IDR) paradign several times (UWES). Wo'* engag€,ment refers to a

positive condition of rcntal toughness, enthusiasnq and emotional attachment to one's

job. Employee eqgagement, also known as work cngagement, is not a behaviour in

and of itself; rather, it is an outcome of an individuals engagement. This frame of

mind tends to provide conceptual clarity betrveen employee involvement and its

possible outcomes (Soane et al., 2012). The framework of looking at the frctors that

lead to an individual experiencing the state of enployee engagement and discussing

whether positive intentions and behavioural outoomes can be achieved through

eryloyee engagement is a better fit fur the study, which aims to look at the frctors

that lead to an individual experiencing the state of employee engagement aud

discusses whether positirrc intentions and behayioural outcomes can be achieved

through employee engagement. While this is true, the JD-R model has nrmerous

drawbacks in the context of the current inrrcstigation:

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 empro]ree engagement,



erplaining how emplo)ree engagement leads to behavioural it's tough to predict

consequences like organisational citizenship behaviour and organisational

commitment. These rezults have been lfu*ed to employee engagement (Soane et al.,

2012),but without the backing of another theory the JD-R model is unable to prrovide

a comprehensive orplanation of the engagement process. Similarly to the causal

direction ofthe association betrveen employee engagernent and afuive job attittrdes,

the model does not provide a clear theoretical basis. This is shown in the JD-R npdel

where some rvriters incorporate job satisfaction and organisational commitment as

outcomes of employee engagement (Costa" Passos, & Bakko, 2014), while others

incorporate them as precursors (Rayton & Yalabik, 2014;Yalabik et aL 2013).

Despite its flarvs, the JD-R model remains an excellent starting point for the

framework of this research" One of the reasons for this theoretical Aamework's

popularity, according to Bakker and Demerouti (2014), is its versatilig. The JD-R

model can be rsed with other theories to provide a logical explanation for diverse

employee engagement links. Several research have atterryted to explain the processes

involved in employee e4gagement using the JD-R rnodel in conjunction with another

hypothesis. Saks and Gruman (2014), frr exarrple, combined the JD-R rnodel with

IGhn's (1990) needs-satisfrction approach to crreate a new model that they believe

better orplains the employee e4gagement prccess. Bal*er and Demerouti (2008), for

example, used the broaden-and-build (B&B) theory of positive emotions to explain

why engaged eryloyees perform more than their non-involved counterparts. CIher

rqsearch have employed the Consernration of Resources theory (COR) to explain the

rnotivational potential of resources in the JD-R model (Salanona et aL, 2010

Xanthopoulou et aL, 2009).
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In addition, the JD-R rpdel has been updated to accornmodate 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 jutice, and reurards, which can all be explained

rsing the COR theory. Furttrcnmor€, tlre JD-R does not fully explain the relationship

betrveen job attiMes and work engagenrent. This shows that incorporathg the COR

theory and incorpordfutg thc B&B theory into the JD-R npdel's motirating process is

a critical component that can advance our oonoeptual understanding of enployee

innolvement.

White the JIIR models flexibility makes il appealing for integration with

different theories, it's important to think about which theory is best for firthering our

theoretical understanding and resolving critical problems in today's engagement

literattre. Integating the needs-satisfaction mettrod with the JD-R model, as proposed

by Salcs and Gruman (2014), appears to be an innonative sfiategy; nonetheless, it has

hurdles in terms of operationalizing staff morale. These two approaches define

etryloyee e4gagement differently, as indicated in the literature review, and an

integrated ap,proach necessitates rejecting a crucial assumption of one model (whether

erngagement is a state or a behaviour). Similarly, while the COR theory is irrportant,

the JD-R model is essentially a continuation of it. This involves focusing on

components of the COR theory that the JD-R rnodel has overlooked such as the

availability and importance of organizational-based rcsources on e4gagement.

Furthermore, the B&B theory of pleasant ermotions appears to be a better fit for

understanding other interactions that can't be explained by conceptual techniques

@akker & Demerouti, 2008). The link between employee engagement and

behavioural outcomes, as well as the link between job attitudes and erployee



t

engsgement, are hro exarryles. As a result, a deeper examination of the broad€n-and-

build hypothesis ofpositirre emotions is required.

2.5 Antecedents to Employce Engegement

with the rise in popularity of employee engagement researcfi a

comprehensive list of antecedents of employee engagement has emerged @akker &

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 dernands resources model. The key psychological conditions frr

enployee eqgagement can be modified by job features (task signifrcance, rob, etc),

organisational nrpport (goup dlmamics, interpersonal interactions, reurards, etc.), and

personal reltources. (Self-beliefand confidence as well as physica[ ernotional energies

etc-). Job qualities include workload, control, incentives and acknowledgment, social

and community supports, corsidered justice, and ethics (workload, control),

organisational support (cornmunity, social support, and rewards), and organisational

jtutice categories (perceived fairness). These many antecedents have been proven to

be farourably connected with enployee involvement in various academic research

(Rich et al., 2010; Saks, 2006).

The antecedents listed above are part of the job demands-resources paradignr,

which includes work-related antecedernts as job resorrrces and person-related premises

as personal funds. Christisn et al. (2011), who evaluated and concluded that work

qualities, leadership, and dispositional factors are distal antecedents to enrployee

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 a1.,2013), These support the claim in the sense



that, whereas engagement is a more active state, satisfrction reflects satiation, a

passive construct, making it more likely for one to go from satiation to activation, i.e.

from satis&ction to engagement (Rayton & Yalabih 2014). While this appears to be

rationa[ 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, 20U), sentiments like satisfaction and commihnent

are the result of employee eqgagement, proving the need- Broaden-and-build

hlpothesis of positive emotions, job satisfaction and affective commitment are

antecedents of employee engagement. The JD-R model is used to observe the effects

ofjob satisfrctbq which is based on the COR theory.

2.5.1Resounces

sources might come from the job itself (work resources) or from the

individtral's personality (personal resource). These resowoes include anything that can

help an employee lessen workplace demands and the physiological and psychological

erQenses that come with them, as well as provide opportunities frr learning and

growth. \Uhen a work is created in such a way that a person is given duties that are

appropriate frr their skills and is also given clear instnrctions 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

resourceflrl becarse they have lowered the psychological expenses connected with the

job demands. Employees arc rmre likely to work harder and not be concerned about

bein8 Eeated unfairly when it comes to being promoted for their achievements at

work if they believe the conpany provides equal opportunity to wer5rcne in areas

such as career progression or other tlpes of rervards. As a result, the presence of

fairness or jrstice in the workplace might decrease othernrise avoidable mental stress.



Furtlrcrmore, whan employees receive srpport from their employers, such as

access to technologtes 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 frster. As a rezult, organisational frirness and support are also

beneficial to enployees. The examples of resources fall under the category of 'Job

resources," as they arc r€sources related to the job's situations. Personal resouoes are

regiarded as "personal resources" when personal elements within individual employees

enable them to affect their circumstances and be successful in their work

environment. nPersonal frf,tors" reftrs to the skills and abilities that people bring to

ttrcir jobs that enable them to meet eryloyment expectations and achicve their

objectives. When employees are genuinely rnotirated to execute their jobs, they are

more likely to achieve their goals because they are rrotivated by their own desire to

zucceed. Similarly, if someone believes they are capable of performing specific

activities, they are rnore likely to influence their situation in order to achieve the

greatest potential result. The features of a worh ttre support linked with the task, and

the justice and incentives zupplied in the company with respect to the job appear to be

the most oomrnon tlpes ofemployment resouc,es to date @ich et al., 2010).

Personal qualities, on the other hand, appear to be rnore narrowly defined-

Personality, confidence, and consciousness dependent on the organisation have all

been identified as personal resources in engagenrent research (Bakker & Demerout[

2008; Balker & Demerouti;20l4: Schaufeli, 2ll3:schauftli & Taris, 2ol4).A closer

look at these personal resources reveals that they are intimately linked to Iawler and

Hall's (1970) concept of internal rnotivation. Despite Hakanen et al. (206) suggesting

that rnore work be done in engagement research to assess the resourceful nature of

intrinsic rnotivatioq this has rarely been done, with inrinsic motivation only being



mentioned as a personal resource in Schaufeli and Taris' loag list of personal

resonrces (2014). The following is a thorough examination of the primary resources

stated and inferred inthe literature on job satisfrction.

2.5.1.1 Rcrourrceful Neture job Design

"Job design," according to Torringtoq Hall, Taylor, and Atkiruon (201l), is

uthe act of mixing a variety of responsibilities, obligations, and accountabilities b
construc{ a conposites that someone can use in their work and frvor as one of their

personal." It is critical because it is not merely the cornerstone of personal happiness

and professional perfortnance, but it is also essential to do the work successfully,

affordably, consistedly, and effectively.'There have been discussions about the ideal

method to design a job since the advent of occupations, according to history (Tnrss, et

al-, 2014)- To datg the behavioural approach to job design has been strorUly

associated with achievurg the highest results from employees. The behavio,ral

approach to job design w6s inspired by the human relations rnovement in the mid-

twentieth century.

Individtlsl motivational needs should be incorporded in the job desrg4

according to lr'is approach. These motirational dernands cogld lead to positive

organisational behaviour (slack et al., 2013; Truss et aL, 2ol4). one notable s6y
was undertaken by Haclcnran and Oldham (1980), the creators of the job feahges

model (ICM). Their JCM was bruilt on the premise that a task is vital in and of itself

for employee motivation (Hackrnan & Oldman, l9S0). The rnodel highlights the

conditions that cause people to become intemally nptivated to do well at work. The

interplayofthree tlpes ofvariables was the focus ofthe model:

l) Psychological states that must exist for internalty rnotivated work

behaviour to arise;
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2) Job qualities that can cause these psychological states; and

3) Individual frctors that impact a person's capabilities to react effectively to

a challenging and tough work (Hackman & Oldman, 1980).

The model identifred five employnent qualities that are closely related to an

employee's work e,lrvironment and have motivational implicatiors. 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

relermnce, knowledgeable accountability for oonsequences, and awareness of the

actual consequences, all of which influence motivational coruponents of a job zuch

work e,ugagement, absenteelrrf and work engagement (Slack et al., 2013).

JCM mode[ various job characteristics have rarying effects on the

psychological e:rperiences required for employee motivation. First, the experience of

meaningfulness is dependert on a mix of I skill diversity, which relates to how rnuch

effort a wort needs a worker to develop a variety of skills and talents ttrough 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 ftrd 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 tlrc job affects the lives of others. The impact can come from within the

organisation o,r from outside. Employees arc rnore engaged in a job that has a large

impact on others' psychological or physical happiness than in a job that has a slight

influence (Ilackman & Oldham, 1980).

Secon4 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



of flexibility is referred to as autonomy, independence, and choice in how they

organise their work and how they carry it out. A job with a high arrount of autonomy

mearut that rather than the boss's or a maruals instructions, the output is defined by

the individruls own efforts, initiatives, and decisions. In such irutances, the employee

should accept complete responsibility for the job's triumphs and frilures. Finally,

fedbock is essential in order to corryrehend the results. Feedback mentions to the

degree to which coryleting the job's mandatory work drties outcomes in the

individual receiving thru and vibrant data regarding the effrcacy of his or her

enactment.

2.5.1.2 Rcrourceful Neture of Orgenizetionel Support

According to the organisational nrpport theory employees get a gerneral sense

of just how nnrch organisation values their people were concerned almost their

happiness (osr) @isenberger, Huntingtoq Hutchiso4 & sowq 1986). supposed

organisational sustenance is the tenn used to describe these feelings (POS).

Erryloyees make their decisions by assessing their buinesses'preparedness to reward

additional effort. Rlroades and Eisenberger Q002) discovered that perceived

organisational support has a rnariety ofantecedents and outcpmes. Fairness, frvourable

organisational rewards, and job conditions such as training, autonomy, and

supernrisory assistance arc among thern POS has also been found to have a weak

association with dernographics and personal qualities. According to Saks (2006),

employees develop higher levels of psychological organisational support when they

see that the orgaaisation 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 lir*ed to outcomes

like as commitment, performance, citizenship behaviour, withdrawal behaviogr,



work-rElatd affect, and strain in studies (Riggle, Edmonson, & Hanseq 20{)0; Baran,

Shanock, & Mill% 2012).

Various sorts of rupport serve aI resources for employees at worl6 according

to prwious debates. When employees, for example, receive assistance from their

courorkers or supervisors, they are improved capable to covenant with a rariety of

diffrculties and are more likely to be motivated at work. Erployees perceive an

orgianisation as having a personality or lnunan-like features, despite the fact that there

arc otherroutes ofassistance @isenberger et al., l9g6).

While an action taken by an organization's agent may be perceived by others

as a sign of the organization's aim rathcr than the agents' personal mtivcs, it is

frequeutly attibruted to the organization's intent by others (Rhoades & Eisenberger,

2002)- Whereas studies have looked at a vzriety 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 inducd by the resourceful quality of perceived organisational assistance. Saks

(2006), for example, discovered that perceived organisational suppor! rather than

zupervisory support, predicted both job and organisational engagement. people are

more likely to feel a retum on their involvement in their work if they beliwe their

organisation cares about their well-being and supports their partiorlar aspiratiors.

This can lead to a serute of purpose at uorlg which is linked to experiencing happy

feelings at work. Eruployees may develop the ardou, dedicatio4 and absorption

components of engagement as a result ofthis 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 foqnd that pOS is



not only frvoruably connected with emplo)ree €,ngagement, but also that pOS

rnoderates the association betrreen employee e4gagement and tumover intentions and

deviant behaviour tounard a business (Shan% Alfes, & Lathara 2016). prior research

has highlightd POS as a predictor of emplo)ree engagement, which the authors of this

studyrecognise.

Furtherrrore, Alfes, shantz, Truss, and soane (2013) cite Baron and Kenny

(1986) to deftnd the moderating influence of POS on ernployee engagement. Baron

and Baron et al., (19E6) indicate that a rariable can be viewed as a mediator or a

referee liable on the theoretic outline. This reasoning was intended to counter the

more logical explanation that POS is a precursor b e,ryloyee involvement. As is the

case with manystudies (Inoue, etal.,2010; salcs,2006; saks & cnumaq 20lg; wang,

LruZouHao, & Wu, 2017), Orgianizational resources like as POS and orgianisational

justice are antecedents to employee engagement, accordftrg to resource-based theories.

As a result, the resource-bas€d theories corroborate this sfud/s perspective of pOS as

a predictor of employee engagement.

2.5.1.3 Resource Neture of Organizational Jurtice

Greenberg (1987) describes orgnizational justice as persons' perception and

reaction to the frirness tormrds the organization It reflects how a worker adjudicators

the behavioru of the organization and the attitudes and behaviours of this employee

resulting from their judgment. For example, the act of firing several errployees in an

organization may be perceived as an injustice by the remaining employees and could

rezult in changes oftheir attitudes and a drop in their performance.

The concept of organizational jwtice stems from and uses organizational

justice theories such as the equity theory (Adams, 1965), procedural jgstice theory

(Thibault & Walker, 1975),justice Mggrent theory allocation preference theory



(teventhal lGntzq & Fry, 1980) to offer explanations in a work setting (Greenberg,

-1987). 
orrt of these theories, the equity theory was originally tested in an

organizational work settlqg, whereas others emanated from a legal perspective

(Cree'nberg, 1987). In an organisatioq justice and unfrirness judgments are based on

judgments anxrng oneself and others based on inputs and outputs (Adarr, 1965). What

a person observes to oftr (knowledge and effort) is refened to as inplts, whereas

what a person perceives to gain befond a discussion relationship (conpensation and

recognition) is referred to as outcomes (Adarns , lg63).Internal (one's own self at a

previous period) or orilside (another person) comparison points might be ued to

eraluate these inputs and outoornes (otber individualg.

Furthenmre, decisions made in the name ofjustice are thought to be morally

and ethically correct, and can be linked to religioq ethics, equity, and the law. In the

workplace, concems such as pay equity, eqrul opportunity for promotion, and staff

selection prcoellses may fall under the heading of justice or fairness (Tabibnia

Satputg & Liebermaq 2003). In organizations, the sense of frirness is important to

the morale and participation of the individuals to tlreir work. Fairness oonve]a; respect

ard validates people's worth. Mutual respect lies at the heart of a shared feeling of
community (tt[aslach et aL, 2001). Unfrir treatment is emotionally draining and

stressfrrl, and it contribtrtes 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 deternrine whether ornot theyhave been frirlytreated (Moorman, l99l).

According to colquitt, conro4 wesso4 porter, and Ng (2001), in

organisational settings, perceptions of frirness are primarily focused on the following

decisions: I the frirness of the outcome allocation (dishibution) and iD the fairness of



the methods to determine the outcome allocation (distribution). Dishibutive justice

(kventha[ 1980) and procedural jrstice ([rventhal, 1980) are the two tlpes of

jttstice mentionod above. According to Elanain (2010), increasing organisational

justice inproves employee out@mes, therefore organisational Danagerc urc

distributive and procedural justice to promote employee job satisfrction and

orgranisational commitment, which will assist lower enployee turnorrer intentions.

The perce,ption of frirness in the compensation people receive frr their labour

in comparison to others in the same ooryany is fundamental to distributive jrstice

(Colgitt et at 2001). Adam (1963; 1965) based his equity theory on earlier work by

Homans (1961), who prorred that people made coryarisons between the outputs they

got as a result of the inputs they contributed and the outcomes others got with the

same inputs. Enployees' inputs are the things they put into their jobs, and their

outputs are the results ofthose efforts.

Adam (1963) argues that the equity theory can be rsed to orplain a variety of

eryloyee behaviours resulting from unfrirness 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, howorer, when evaluations of employee perfonnances or promotions are not

handled properly, an erryloyee may perceive lack of frirness from the organization

(Deutscfu 1975; Leventhal, l97q. Fairness can therefore prornote positive job

attitudes and behaviou in organizations (Colquitt, Lupines, Piccolo, Tapata, & Rich,

2012). Ihis 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



is lower in those who had higher lenels ofperceived rurfrirness (IGniker & \fiillianrs,

2009).

The sense of frirness in regard to the mechanisms that arp rsed to dishibute

rewards, le. the equality of the procedures that brhg about results, is referred to as

procedural justice (Ieventhal, 1980; Lind & Tyler, l9S8). Initial studies of justice

were cemtred along the realm of the allocation of outconres, i.e. disfiibrutive justice,

and not so mrch 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 m*lrods were perceived as fair when

disputants had process contro[ which meant that they could express their ooDcorns

ad atrect the particular outcome. By integrating coryonents of resource allocation

decisions in his deftrition of procedural justice, kventhal (1930) broadened the

concept of procedural jrstice. When individuals feel that they have in one way or

another been given the opportunityto be involved in the process that determines what

they are to receive frr 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 (teventhal, 1980).

Kim and IVlauborgne (1998) investigated procedural justice and how it

influences people's ernotioru when strategic decisions are made. When employees

believe administrative developments are rational they display high levels of intended

collaboration centered on commitment and trust. Ernployees who believe the

company's methods are unfrir, on the other hand, atre more prcne to question key

decisions and refuse to work together. There are a ftw studies on distibrutive and

procedural justice done as rather laboratory e:rperiments. These studies include;

Crreenberg (1987). Crreenberg (1937) conducted whenever individuals completed a



tash the dishibutive (pay level) and procedural (pay level decision) aspec.ts ofjustice

were changed. Low pay levels were only deemed frir if procedures were applied

frirly, whereas high wages and salaries were considered frir regardless of rules

(McFarlin & Sweeney, 2009).

Skarlicki and Folger (1997) recognised the fairness of a conpan/s forrnal

pTocedures as a tlpe of procedtral justice. Aocordiag to McFarlin and Sweeney

(1992), Ptocefiral justice in the workplace is linked to gaugiqg the zupervisods

confidence and commitment, and processes are rnore impoilant than dishibrutive

frirness in projecting results. Folger and trbnornky (1989) determined that procedural

justice stro4gly affects the attiMes 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 rnore inputs into

their work.

While studies associated with justice have existed in the work setting context

(Adaq 1963), to date there are ftw studies that have associated organizational justice

with employee engagement (Crawford et aL,2013). Once an employee perceives that

jutice is prevalent in their organization, they are probable to feel nontoxic in their

work environment and about the rnanner they will be treated in different sitgations.

Thrs, irstead of feeling shessed while at work (because of injustice), they are

probable to texture helpfirl about their work and their organization. These positive

feelings have motirrational potential. In other words, they could lead to higher

employee engagement levels.

2.5.1.4 Recourceful Nature of Rewanlg

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 somethhg



given or received in return for a service @owen, 2N2). While it is a legal obligation

for rnonetary rewards (pay) to be provided to the enployee by the employer, reward

entails more than money. One of the common distinctions of rewards is whether they

are intrinsic or extrinsic. Exhinsic leunards reftr to the concrete benefits acquired as a

result of conpleting the job, whereas intrinsic rervards refer to the satisfaction that a

penilrn obtains from doing the job @orter & I^awlea 1968). lVith these defuritions,

imiruic rervards arE mor€ reflective of intrinsic motivation (which is discu$red in the

following section). When an emplo5ree does well and receives money frr that

performance, then they have been rewarded. They may also be prornoted to a more

senbr position which may entail that the organization has recognised and reward€d

the contibution that the employee has rnade to the organization. Thus, beiqg

promoted reflects both aspects of monetary or financial gains as well as nonmonetary

elements of being recognized, respected by members in the organization @a1*er &

Demercuti, 20il,7; Saks 2006). Maslach et al. (200t) identify rewards as an inportant

resource in motivzting people at work to be active and enthusiastic to their work.

Accordingly, the importance ofrewards in the work settings is alliterated in the effort-

re$'ard disproportion model (Siegrist, 2Ol2).

This rnodel claims that when an individua[ such as an employee exerts effort

at uorlg then the effort needs to be reciprocated by some form of reward, sgch as in

the form of salary, esteem rewarq and advancement views, job security of sarary,

esteem rewar4 and promotion prospects, job seorrity and status regularity (Ba1*er &

Demerout[ 2007)- The frilure to offer these rewards can lead to erryloyees becoming

sfressed and other negative consequences such as cardiovascular risks may occur.

Since resources reduce the psychological shess associated with job demands, the

abilityofrewards to reduce shess qualiflres a resource.



2.5.1.5 Resourceful Nehrre of Intrinsic Motivetion

Experimental studies ofthe behaviour of animals were the first to observe that

orgianisms could engage in lively or cuiosity-drive,n behaviour in the ahsence of any

reward or reinforcement (Ryan & Deci, 2000). The motives for such behaviours

seenred to be based on the positive experiences associated with exercising and

extending one's capacity (Rfn & Deci, 2000). Hurnan beings have different motirrcs

frr engaging in different behaviours, and one of tlrese is doing an activity to

knowledge the desire and gratification integral in the action @eci Connell, & RFIL

l9E9; Valleran4 1997). This form of drive to act frr the sake of the activity has been

referred to as intrinsic motivation (Rlan & Deci, 20(X); Van Yperen & Hagedoorn,

2003). Intrinsic motivation is described as "the practise of an action for its

characteristic fulfillment rather than for any specific result." Whenever a sorneone is

achiwerme,nt oriented, he or she is motirated 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 rnakes intrinsic motivztion different from internal motivation. Internral

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 extemal outcome. InEinsic motivation is when one works hard because

they enjoy working hard without thinking or being driven by an external oriented

drive @abakus, Yavas, & IGratepe, 2008). In a work setting, intrinsic motivation

reflects an employee's ernotion of task or capability resultant from perfonning a job

(Babakus, Yavas & I&ratepe,2008).

Employees who are intrinsically motivated seek happiness and self-

erpression in their work (Babakus et al. 2008, p. 390). In additioq as inhinsic



motivation is an aspect of the self that puhes one towards actions that enable them to

achiwe a certain goa[ then intrinsic motivation qualifies as a p'ersonal resogrce

@abakus, Yavas & Ikratrye, 2008). Several studies have investigated individual

assets frr example organizational based self-esteern, optimism and flexibilrty, and

have frund them to confidently relate to enployee erngagement. Inhinsic motivation,

as assessed in Lawler and Hall (1970), reflects a variety of elernents associated with

these personal resources. This shengthens the argurnent of intriruic motination berng

included as a personal resource (Babakus et al., 2008). Along with multiple other

items, inhinsic rnotftation was included in Schaufeli and Taris (2014) as one form of

a pusonal resource.

2.5.2 Job Affitudes

Job auitudes are one of the oldest, influential and most studied constructs in

organization studies (Judge & Kammeyer-Mueller, Job attitudes,2012, p. 342). rn

genera[ Enplolmrent attifudes are ansessments of one's job that represent one's

sentiments, ideas, and commitment to that work. The defurition ofjob 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 opemation (Adolphs & Damasio, 2001). In this liense, because cognition relies

on emptive for input, cognitive and feelings are intertwined in people's psychosocial

adjusfinent (Judge & Kammeyer-Mueller, 2Ol2) Job attitudes have been hrehly linked

to positirrc behaviour in organizations. When employees possess positive attitudes at

worh they are likely to act in behaviours that are reflective of their approval of the

situation at work- As zuctr, positive attitudes have been linked to organizational

citizenship behavior, reduced absenteeism, rcduced turnover intentions etc. job

attitudes are also an integral part as antecedemts to employee engagement. As



explained earlier, the main theoretical premise for their inclusion comes from the

B&B theory of constructive feelings. The specific job attitudes included in tlp rnodel

are discussed below.

2.5.2.1 Job Setirfection

Work engagement, like job happiness, has captivated the interest of

psychologists and organisational behaviour experts (Cicolini et al., 2Ol4). Becarse

job happiness has been extensively studied since the 1970s, the focgs of this research

will be on job pleasure and the quality of teaching. This part begins with a description

ofthe orlgins ofjob satisfaction, accompanied by studies on influences that add to job

satisfrction. Expectations frr job happiness and studies on teacher job satisfrction will

round out this section.

Job satisfaction was established as a research topic thanks to tfre Hawthorne

experiments- During the 1920s, Elton Mayo did this research in Chicago. Map unas

curious as to what motivated people to aspire to be extra dynamic at work He

deternrined that neither income nor the finn's employed environnrent, fur example

illumination and discontinurty periods, had a zubstantial impact on staffproductivity.

Rather, he showed that when the organization encourages contact with other people

and raakes employees feel appreciated, job happiness rises, productivity

improvements (Reina-Tamap, 2Ol7).

Although rrarious other theories exist, Locke's (1976) is probably the rmst

generally recognised theoretical description ofjob satisfactioru According to [.ocke,

"a pleasant or happy emotional state coming from a review of one,s work or

professional e:rperience" ([ocke, 1976). According to locke,s categorical

imperatives, also known as Ra4ge of Alderfecs erg theory workers are motivated

with professions that they believe provide them with the characteristics they esteern-



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. Furthernrore, by errphasising employee values and

expectatiors, Locke's theory highlights the frct that not all e,nrployees are suited to all

ocorpations. A career that conesponds with one's values might rpt be the best fit for

anothet's.

Herzberg, Mausner, and Snyderman ofEr an alternative perspective on job

satisfrction (1959). Several elerments, organised into two categories-motivation and

hlryierne afrect job satisfaction and disconternt, according to this vienpoint. Herzberg,s

1959 tuo-frctory hpothesis has been the basis frr numerous studies in organisational

and human behaviour- In indrutrial ard orgianisational psychology, job satisfaction is

the most commonly studied work-related attitude (Judge & Kammeyer-Mueller,

2012)' Job satisfaction is a term that has been deftred 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,, 
@.

86)' This position is shared by other authors. Iob 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 (Arnold &
Feldmaq 1986)- Job satisfrction is a measure of an employee's enntionalwell-being

as a result of both how he or she feels about his or her job (atrect) and how he or she

thinks about the many aspects of his or her job (weiss, 2ooz).According to Judge and

Kammeyer'Mueller, tlrere are different meanings of job satisfrction (2orz), work



satisfaction is the rnost commonly used ptrase in management studies, defined by

Iocke 097q as "a plbasant or positirrc psychological state coming from a review of

one's care€tr or job experiences.' Cr. 1304). As a result of an assessment of the wort

situation, job satisfrction reftrs to an individual's ernotional response to a job (Mottaz,

1988). This emotion erqrresscs pleasure and excitement for one's job. As a result, job

satisfaction enoompasses both cognitirrc (contentnrcnt) and affective (pleasant

emotional) elements. Despite the idea that these cornponents are distinct, Adolphs and

Damasio (2001) demonshate that the b,rain's thinking and feeling areas are inhicately

interwoven in their activity (Judge & I(ammeyer- Mueller, 2Ol2). Ernotiorrs are used

as an input at highcr levels of cognition, meaning that cognition and emotion are

interwoven in human psychosocial adjustment.

In work contexts, Judge and Kamrneyer-Mueller (2012) observe that general

or overall pleasure results from the process of appraising the many aspects of the job.

Iob satisfrction, according to Spector (1997), can reflect the whole job situation or be

focused on specific aspects of a job, fur example, job satisfrction can be defined as a

collection of furdividual attitudes about various aspects of a job (r.&, 2olz). Job

satisfactioq in particular, is thought to reflect an enrployee's sentiments and ideas, and

to evolve through cognitive and ermtive responses to the job and its dimensions (Rich

et aL 2010).

In an attempt to explain satisfrctio4 Herzberg, Maruner, & snyderman,

(1959) derreloped Herzberg's two frctor theory. Herzberg et al. (1959) depicts that

satisfrction and disappointment are not measured on the same scale, rather, tryo

distinct attribrutes 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



dissatisfid as satisfaction and dissatisfrction come about due to corupletely distinct

vzriables (Robbfuts, Judge, & Hasharn, 2012). The two-factor theory has been widely

tested anq in this view, inhiruic factors have been associated with nptivation and can

be referred to as motivatom or satisfiers, while extrinsic factors are associated with

employees befutg neuhal or dissatisfied and are referred to as Hygiene frctors. Thus,

accomplishmernt, acknowledgement, development, derrelopme,il, as well as the

ernvironment of the work itself are tlpical examples of motivators. The salary that an

eryloyee receiYes, the relationship an errployee has with hiVtrer peerc or/and boss,

the policies of his/her organizatioq the working conditions and even the way they are

supervised are tlpical examples ofhygiene frctors (Robins et al.,2Lll).

The model implied that job enlargement was central to organizations, and

therefore Heruberg snrggested that a job should be desigrred such that it provides

suffrcient challenge to an eryloyee that will inevitably lead them to use their flrll

skills and abilities. Those employees who show higher lerrels ofskills should be given

increased responsibilities, and if the job cannot accornnodate employee skills,

organizations should consider automating the task or replacing the eryloyee with

another le'ss skilled enrployee. 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 abitities.

Though widely wd there have been criticisms of the two-frctor nature of the model.

While some have pointed to thc rethodological related aspects of the research that

has elicited the two separate dimensiors ofjob satisfrction anddissatisfaction, others

have pointed to other elperiments that have failed to replicate the findings of the

model (Hinrichs & Mischkin4 1967).In addition, the model has not coruidered the

potential effect of individual differences on their reported satisfaction or

dissatisfaction Individual personality haits seem to influence how satisFred an



employee can be and vice vetsa, but the model under no circumstance deals with this

reality. Finally, while plausible at first glance, it is not necessarily accurate to

conchrde that job satisfaction leads to higher productivity, despite the model's

suggesting thst- Thcre are employees who are satisfied y€t do not deliver higher

perfrrmances in their work

Locke (1976) developed the range of aftct theory; one ofthe most frequerntly

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 individrul wanrts. It was also hypothesised

that the interaction of the have-want gap and importance influenced the level of
contentnent (Locke 1976)- This suggests that the key determinant ofjob happiness is

the difference armng what and worker gets from their work and what the worker

desires from a work. Furtherrnore, it implies that the amount of satisfaction for a

given item is governed not onry by the hav+want gap, but arso by the iteur's

iurportance (wu, 2015). Given the amo.nt of discrepancy in the emproyee,s

expectation and actual sitrutio4 the things of high personal value could then elicit a

wide range of subjective reslxrnses, from great satisfaction to considerable discontent.

Low personal importance items, on the other han4 provide a limited affective

reaction to the neutal 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 satisfrction. Unlike the two-frctor theory there is no separation of
satisfaction and dissatisfrction factors. The extent to which an employee values a

certain facet of their job, such as gettlng feedback or having freedom at work,

intensifies the satisfaction or dissatisfrction of that employee when the expectation is



either met or not. Due to personal differences, e,mployees may value different frc*s

of the job differrentty and therefore satisfrction of employees may dilfer even when

subjected to similar conditiors and expectations. For exarylg if an employee

shongly values getting feedback from their rvork they will be highly satisfied if their

work meets this condition or dissatisfied if their wort does not meet this condition. In

contrast, if another errployee does not care whether they get feedback from their

work, then it will not make a huge impact on to their satisfrction whether the

expectation is met or not.

Things of significant personal value could trigger a wide variety of subjective

reslxrnses, from erGeme happiness to exfueme dissatisfrction. Iow personal

importance items, on the other hand, generate a limited emotive response to the

satisfaction{issatisfrction aspect's neutral point. Inspiring elements are aspects ofthe

profession that encourage p€ople to urork hard and provide them with a sense of

acconplishment. Achievement, recognitiorL praise, and promotions, as well as pay,

corporate rules, benefits, and the working environnent, are all rnotivators. The

professions or tasks themselves contain these motivators. To put it another way,

inspination cornes from the effort himself or from characteristics ofthe job.

Because motivation was a hot issug External rewards or intrinsic motinators

are psychology notions that haye been included into swerral descriptions of job

satisfaction and are still rrsed in job satisfrction studies. Salary, benefits, and

workplace circumstances are examples of external rewards, while performance,

acknowledgment, and academic study are exarnples of intrinsic motivators. Such as,

tr(ang et al. (2015) used linear regression to explore the impact of rmtivation and

satisfaction on worker job happiness. Rewards and motivation, according to their

research, might take a considerable relationship with worker work satisfaction.



l,

Enployees who are drirrcn are more productivg according to prwious studies.

According to emgulieq Bashor, and Purnama, work satisfaction infllences employee

job perfonnance (2017). Intrinsic and extrinsic rewards, accordfurg to Nyamubi

(2017), may influenee teacher satis faction.

Using a representative selection of l,9gl persons, Judge, Bono, and Locke

(2000) investigated the link between core self-evaluations, intrinsic job qgalities, and

job happiness. Work difficulty is a durable analyst of worker identity and job

happiness, according to Judge et al. (200), which means that tough activities provide

enployees greater freedorl which p.omotes eaployee satisfaction.

2.5.2.2 Olgenizrtionel Com mi tment

Various defmilioru of organisational commitment have been proposed over

time' It is described byPorter, Steers, and Mowday (1g74)as a measure ofhow mlch

workers care about and interact with their joh. Orgianizational commitment is a

multifhceted notion that encornpasses a worker's desire to visit with an organisatiorl

confidence in and acceptance of the organization's principtes and aims, as well as

willingness to put out urork on its behalf (Mowday, steers, & porter, lgTg).

Organizational commitment, according to Allen and Meyer (t9%), is clraracterised as

participation in' a sense of belongurg to, and an emotional relationship to a work

organiration. Erytoyees that have a psychological link with an organisation are often

refened to as 'brganisational commitment.' Similarly, organisational commitment has

recently been characterised as an individual's psychological relationship with an

organisation, as indicated by an ernotive attachment to it, a sense of loyalty to it, and

an intention to stay a part of it.

Allen and Meyer's three component rnodel (TctO has been freqtrently used to

study organisational cormitment (1990). organizational commitment is m,lti-



dimensional in this concept, consistiqg of three dimersions: affective commitmefr,

continuity commitment, &d normative commitment (Allen & Meyer, 1990).

Affective commitment mentions to an er4ployee's emotional tie to his or her

eryloyer, which motinates them to stay with the company. Affective promise

happens when a rvorker intpressions a personal connection to the company, identifies

with the company' and participates in the conpany. As a resuft, Euployees believe

shongly in the organization's aims ard 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,

organisatioA or both is referred to as affective comnritment (Rhoades, Eisenberger, &
Arme[ 200I). Lftimately, with affective comnitment, an employee remains and

commits to the organization they do it because they want to, not becaue they have to

(Allen & Meyer, 1990). The tenn "continuance commitment,, reftrs to a workeds

decision to break with the company because they must. It entails an employee

operatlng consistently in accordance with their field ofwork based on the anticipated

coNequences of stopping the work or, in this example, leaving the corpany. Meyer

and colleagues (1989). Enployees who have a long-terrr commitment to the coryany

stry 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

rvth colleagues) or bottu .t" frr greater than the benefits they would gain by leaving

the organization (Allen & Meyer, 1990).

Its been argud that contiruance comnitment many be, in itself, two

dimensional where people rnay not only look at the perceived sacrifice that they will
malce for leaving their orgranization, but also the of lack of alternatives (McGee &
Ford, 1987)' All in al[ these staffare obligated to stry with the conpany because they



cannot afford to leave (Allen & Meyer, 1990). A sense of rnoral obligation toward the

organisation is referred to as normative commitment that causes an individual

employee to renrain workurg for that organization. They commit to an organimion

because they believe they ought to. They view loplty as an obligation, and

commiting to an organization is a matter of principle whether it is or is not the best

scenario frr their carcer. Normativp commitrnent is at times an internatised or

personalpressure that one has (A[en & Meyer, 1996).

Scientists have established concepts surrounding the concept of work and

organisational commitment as interest in employee quality and productivity has

growrl orgranisational comnitment, accordftrg to Mqler and Allen (1991), is a

psychological condition in which an employee has a positive aftitude and is loyal to

the firm Employees who are committed to the company will want to oontinge

working there (Meyer, stanley, Herscovitcll & Topolnytsky, 2002). Three mindsets

are included in Meyer and Allen's commitment npdel. Affective commitment is

deftred as an employee's emotional commitment to the company; ongoing

commitment is described as a b.dgetiru of quitting the corporation; and

organlsational commitment is defined as an individual's feeling of obligation to stay

with the organisation. Enployee ernotional commitment is linked to job happiness

and the possibility of sec.rity help on the job, as per a study. According the sMy,

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 erryloyment tasks, and when educational

leadership is higlL motivation is hig[ resulting in teachers taking on nore

responsibilities at work orgianizational commitment is associated with work
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happiness, effrciency, and presentation, as shown in a study. It's also probable that it's

connected to job satisfaction

On the other hand, conrmitment alone is insuffrcient b exalain workplace

engagement. A variety of work-related ideas may be required to exalain and

appreciate how to enhance engagement @eyes, 1990a, p. 237). Ba}ker and teiter

(2010) and tr(ahn's (1990) engagement theories were used to establish a framework for

teacher work engagement. Teachers with high levels of affective commitrnent are

more likely to (a) get ernotionally attached to their eryloyment, (b) have higher levels

of satisfrction and a positive attitude toward freir occupations, and (c) be more

invohed in the workplace, according to the proposed framework. Acoording to this,

the level b which motivation and satisfaction are associated to teacher ryork

engagement rvas investigated in this study. The fullowing paragraphs delve deeper

into the research on the study's key frctors.

2.5.2.3 Origins and Definition of Orgenizationel Commitment

A growittg interest in staffproductivity has resulted in a slew of organisational

commitment studies (Mowday et .a1., 1979). Organizational commitment is a

psychologtcal state in which employees have a good attitude and are loyal to the

company (Meyer & Alleq 1991). Employeas who are connnitted are more likely to

want to stay with the courpany (Meyer et al., 2002). Three mindsets are included in

Me)rer and Allen's commitment rnodel. Afrectirrc commitment reftrs to an ernployee's

emotional attachment to the compan]4 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 orgianisation. In

research, the Meyer and Allen model (TCM) is commonly utilised (Vinu6, Saso, &

Berrozpe, 2017). This cornmitment modcl was employed in this investigation.



2.5.2.4 tr'ectorc that contribute to orgenizationel commitment

Age, se4 education, work satisfactiori, income, complexity, and the size ofthe

organisation arE alrpng the personal and organisational elements that enhances

employee commitment, according to researchers (Allen & Meyer, 1990).

Batttti and Naurab (2011) discovered that satisfied employees ar6 morp

committed to their employers. Bahtti and Nawab (2011) employed regression analysis

to analyse the link betrreen employee salary, contentment, and cornrnitment among

Patdstani university teachers in order to gain a better understanding of how

remuneration affects enrployee satisfaction and loyalty. Conperuatioq together with

a frrourable work environmenq had a substantial impact on errployee conrmitment to

ttE frm' according to their ftrdings. Rather than pnoviding a comprehensive

assessment of organisational commitment studies, I will oover the predicted

consequences of organisational commitment and then address organisational

commitment research in the educational setting.

2.5.3 Steger of Oryenizetional Commitment

According to the researchers, there are three stages to organisational

corunitment- From one step b the next, the motivation for the employee's

commitment changes. The following arc the three stages:

2.5.3.1 Compfirnce stage

When a person performs in a way that fits with organisation nonrur, it is not

because he or she believes in the organization's standards and princrples, but rather

because the organisation rewards and promotes him or her. krdividtrals,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 ldentification Stege

The affrliation stage is characterised by a solid wisdom of fit in to the

organisatio4 in which each employee feels a deep comection to his or her workplace

and is glad to be a part of it (Mollel, 2005). Most academics believe that the

orgianisation is the first and most essential place for people to deftre themselves, and

that therc is an encouraglng relationship betweern organisation and individual identity.

Work commitnrcnt varies from adherence in the beginning of the procedwe since

workers in this phase show a great commitment to engage with the organization.

2.5.3.3 Intenralization Stage

This i8 the stage in which eryloyees'belie& and ralues are matched to the

organisatio4 according to Mollel (2005). In their researcll ttrey also asserted that

Ettployees herc would like b 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 initiafly want b stay because of the pay, then

because they feel like they beloqg to the organisation, and last because they share the

institution's values.

2.5.4 Three Componenh of Modet of Commitment

The topic of organisational commitment has long piqued the cgriosity of
academics' Most scholars have been researching organisational commitment theories

since the 1980s (Reichers, 2org). Meanwhile, the educational system has been

waiting for a framework that can serves as the frundation for future research leading

to a shortage of consistency on the study of these criteria, which is becoming

exhemely challenging with the use of commitment metrics (Meyer & Allen, l99l).
The question of organisational commitment has ahvays been a hot one.

Affective attachment to the organisatio4 cost percrcptions associated with quittiqg the



erderprise, and obligations to stay are all recurrent topics in studies on the notion of

organisational comnitment (Meyer & A[et1 l99t). To begin, the majority of the

authors define comrnitmernt as an emotional response to thc orgianisation. They

believe it is associated to a personality's syrryathy with the organisatioq attitude

tonard the orgianisatioq and affective attaclrment to the organization's goals and

principles (Venter, 2018). Second, when pledges are interconnected to continuous

contribution in proceeds or the avotdance of associated costs, there is a long-term

cornmitment. Finally, according to certain sMies, rnaintaining ethical allegiance and

engagement to the organisation may be considered lifelong comnritments (Marsh &
Mamart 1977).

AfrEstive, continuous, and norrrative comritment are the three main elements

of the conc€pt of organisational connnitment (Meyer and Alleq lggl). These tt[ee

responsibilities all represent a mental makeup and also have an eftct on employee

comectioru as well as retention oforganisational members (Meyer and Alleq l99l).
2.5.4.1 Afiective Commitment

According to Monday et al., affective commitment is split into four tlpes

(1982)' Individual features, structural elements, job-associated criteria, and work

experience are all examples. For a number of reasoru, workers are eager to rnake

commitments, including personal professional ethics, personal obligations, and

personal interests that are related to work, among others (Dubin, clampourg & porter

2008)' All of these examples can be used to show how ennployees, propensity to keep

promises raries. Individual commitments have also been infltrenced by environmental

factors (Meyer & Allen, l99l). Individual characters that merger more well with the

environment prompt a further vigorous answer, and vice versa.
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Second, structural variables influence employee commitrnent (Meyer & Allen,

t99l). Despite the frct that most shrdies examine the relatiorship betrveen

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 & Alle4 l99l). Accordingly, the organisational

stnrcture mrght have an indirect impact on er4ployees'affective commitment.

Finally, jobrelated qualities are one of the factors that influence individual

commitment (Garg, 2014).Iob'related frctors such as supervisory aid" peer support,

and resource aooess influence indivifual comritment. According to research,

corporate assistance has a significant impact on employee engagement, and

enployees arc more likely to retunr to corrpanies that make successful pledges

(Eisenberger et al., 1936). Similarly, solid relationships with coworkers influence

employees'eftctive corrnitments, which can lead to strong effective commitments.

Enployees' ability to access rcsources is an important conponent of their

profession. Employees'willingness b make a true commitment to the organisation is

influenced by their acoess to resources (Angle & perry, 2000). office space,

photocopying equipment, adminishative assistance, and access b a conputer are all

examples ofjobrelated resources. Enployees'corsciousne$ may be boosted if they

have access to resources that make their jobs simpler (Bulut & culha, 2010).

Furtherrnore, whe,n corryared to individual and orgianisational qualities, the

gap amo4g professional experience research and successful dedication is particularly

notable (Meyer & Allen, l99l). Employees' psychological and physical comfort

requirements are the two aspects of prrofessional experience that constitute successful

engagement (Mowday & steers, l97g) andtheir job aggressiveness.



2.S.4.2Continuance Commitment

Continuity pledges are individual promises to the orgianization's continued

activities (Allen & Me5rer, l99l). Benefits are rsually the basis for these

commitrnents- Individual perceptions of the costs of leaving the orgianisation are a

prerequisite for organisational commitment to the reactio4 anything with the potential

to rise e,rpenses can be considered as a requirement for coffinuous obligation (ibid.).

The slower someone workings in an office, the more perks they receive and the most

rEsourcell they have available to them (ibid.). This means that the longer you work for

a company, the rnore perlcs pu ll get, the more skills require you'll learrL and the

uxE personal relations and authority )oull establish (ibid.). workers hse enerything

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 serrrice have an effect

on long'term commitment. Beginning workers are most probable to left throughout

their employrnent since they have little proftssional experiencg and the cost of
leaving the coryany is lower than it is for senior employees with rnore knowledge

(Merr & Aueq 1984). In addition, the quantty and quality of the orgianizations

conhibutions have influenced its desire to continue (coetzee & Bergh, 2oog).when

companies incrcase the amount or size of their assets, the rnarket efticiency of
conpetitive alternatives decreases, the organization's appeal to erryloyees increases,

and worker responsibility increases (Me)rer & Allen, l99l). Eventually, enployee

work contenfinent has become a frctor in their willingness to stay with the

organisation (ibid.). Eryloyees that are content at jobs are most probable to

committed lo4gstanding and staywith the company.
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2.5.4,3 Nometive Commitment

According to Meyer and Allen (1991), normative commitmernt has received

less atte,ffion than empirical commitment, with rnore theoretical developments than

empirical developments. Individuals and organisations oome together to develop a

normative agreement (Balroti6, 2016). The cornerstone of normative commitment,

accordi4g to lVilson Q0l4), is the firm's willingness to create incentives for

eqployees. Enployees are subjected to societal regulatorypressures before they enrol

or join an organisation Erryloyees will make moral commitments ifthey believe they

would be praised if they follow societal noms (Meyer & Allen, l99l). In the l9g0s,

normative cornmitment was seen as a condition frr staying in the organisation

(Wilson, 2014). Various scholars zuggest that norrnative commitment indicates that

employees and organisations benefit from each other after twenty years (Mepr et al.,

2002).

2'5.5 tr'ectorr thet efrect organizational commitment bescd on several

commitment types

The role of commitment to organisational performance has been highlighted in

several rcsearch- Individtul employee performance has a gr€ater link between

organisational dedication and job srrccess, according to Meyer and Allen (lgg7).

Consider salespeople: there is a substantial correlation between personal performance

and staff loyalty to the organisation (Hiltoa 2ol7). As a result, organisational

acceptance is crucial in shengthening the organization's integrrty and effectiveness

(Hassaq 2017).

Ishengoma Q004) looked at a number of frctors that influence organisational

comrnitment, including dedication to the job, people, personal self, organisation, and

stakeholder- The following are some ofthe argunrcnts advanced by academics:



2.5.5.1 Commitment towards job

Normative commitment, according to Meyer and Allen (1991), is the subject

of less investigation, with nxne theoretical developments than erryirical

developments. Individuals and organisations come together to derrelop a nonnative

agreement (Jena, 2015). The cornerstone of normative corunitment, according to

Wiener (1982), is the firm's willingness to create incentives for erryloyees.

Eryloyees are srbjected to societal regulatory pressues before they enrol or join an

organisation- Eryloyees will make normative commitments if tlrey believe they will

be rewarded for adhering to social standards (Meyer & Alleq l99l). In the l9g0s,

normative commitment was seen as a condition for staying in the organisatbn

(JohnsorU 2010).

Employee satisfrction refers to an erployee's evaluation of their worh and it

has always been a major issue for businesses (Bhatti & eureshi, zOoT). Burns et al.

(2008) define it as an employee's attitude toward his or her workplace. only a fernr

organisations, thoug[ have made employee happiness a top focts (Bhatti & eureshi,

2m7)- Employees arE more inclined to choose a firm that is more produc{ive and

innornative, which utany companies have pt to recognise. Eryloyees are rnore

willing to commit when they believe their bosses can b, happy at work and be

comfurtable with themselves.

Accordi4g to Mosadeghrad Ferrie, and Rosenberg, job satisfrction,

organisational commitment, and tumoverpercentage are all linked (2003). Employees

who are happy with their jobs are more creative and wish to stay in the company

longer, which affects the furnover ratio; employees who are unhappy with their

positions are more inclined to leave.
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2.5.5.2 Commitment towerds people

Employees' interpersonal contacts with coworkers are generally positive,

showiag that their personal and environmental elerments 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 per:sonal frctors that

determine an eruployee's level of commitment. Al-Ajmi (2015) couducted a study on

436 employees in five orgianisatioru to see if there rvas a differrence in urorkplace

cornnitment between males and fernales, btrt the results showed no difference in lerrel

of cor*itment based on gender, wlrereas Khslili and Asmawi eol2) The

discrepancy in cornmitment among men and women is rnajorly athibutable to

normative commitment, with ftmales hayi4g stronger level of commitment than men.

A study by Kleia Becker, and Meyer (2009) looked into the link between employee

age and commitmefr. Individuals between the ages of 3l and 45 and above had a

larger willingness to stay in the orgianisation, according to their researc[ which

corryrised 3fi)0 employees from six significant organisations.

While there are various vienpoints on the impact of education level on

organisational commitment, Klein, Becker, and Meyer (2009) stated that as an

erployee's education level increases, so does their commitment. They looked into the

amount of commitment ofemployees with a low leral of education and observed that

those individuals stayad 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 exhenp interpersonal communication causes the employee,s
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feeliags to move, generates excessive emotional expansion and loss, and weffually

leads to a decline inpersonal achievement and a rise in job brurnout.

The bulk of studies imply that environmental factors directly promote job

burnout (Mathieu & 7aiac,2005). Mood swings can be caused by interactions with

others, whether they are coworkers or oonsumers. Increased amounts are the source of
problems, frustrations, and even, and occupational brurnout is the result of this

negative emotional shift- Errylo]rges are unwilling to commit to continuous work

when their emotioru are low, and they want to get out of the stressfirl work

environment as quickly as feasible.

Perceptions and attitudes of individuals, on the other lun4 are immensely

important (Coheq 1993). The qualrty of communication has an impact on

organisational commitmetr. Allen (lgg2) discovered that in organisations that use

total quality management, communication boosted organisational coramihnent by 59

percent' Ernployees can gain job and task-related information through effective

communicatioru which boosts their level of involvement in the organisation and

improves affective, persistent, and normative commitment (Altarawnell 2ol4).

Additional ly, effrcient communication betrveen employees and rnanagement

can inrprove the working environment, reducing job tiredness and motivating people

to stay with the organisation (Mathieu & zajac,205). According to Avorio (2014),

harrc a zubstantial impact on enployee commitment. The fiansforrnational 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 mnge of urays to express therq which

enhances their level of obligation (lvalumbwa" 2o2l). Transforrnational leaders,

supporters cuntinuously have a good attitude becaue they understand how significant

theyare to the organization (Finegan & Shamian, 2Nl).



Alternatirrc ecological influence, according to llakanen et al (2010), is the

wellbeing environment. According to hinq the safety climate has ri huge impact on

etryloyee comnritment. They discovered that when corpanies create a safe working

environment and prioritise employee safety, enplope commitment increases.

2.5.5.3 Commitment towudr own self

According to Buchanan (1974), commitment develops an interchange

affiliation between the organisation and the individua[ with enployees joining tlre

organisation in exchange fur a monetary reward. When a change is inplementd the

direction of the change will harrc an impact on the employee's dedication (Hewitt,

2013)- Staft 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

punue their own ambitions when the corpany's interests collide with their personal

goals (Hewitt,2013).

Employees corre to the conpany looking frr a work environment that meets

both their personal and proftssional goals (Hewitt, 2ol3).Enployee commitment will

rise when a coupany's ability to fit individual needs, abilities, and goals improves.

Enployees accqt the coryany's ideas and goals, vofunteer for it, and want to be a

part of it, therefure such dedication does not suggest enployee exploitation As a

result, when a company is able to rneet its employees'needs, those employees will be

more committd to their ovm growth (Haritg 2Ol3). Human rEsource management,

according to Hilton (2017), is responsible for meeting the needs of ernployees; many

haining and development programs, including such developmental evaluatiorl

advancement, rennrneratioq and training Fogrammes, play a critical role in

erployees'commitment and inspiration; when workers feel respected frr their worlg

they are rnore likely to stay with the company, and conversery.



2.5.![4 Commitment towerds the organisetion

Some individruls fiust that stafft make pledges because of the organization's

personality, and that the organization's high recognition causes employees to make a

trcluntary commitment to continue working, according to several research on

organisational commitment (Hogan,2oo6).Employees can use the company's identity

to better understand their orperiences, orgianise their thoughts, make prans, and feel

accotrylished' Wan-Huggins et al., assumed the organisational identity is linked to the

purpose to stay in the orgianisation (1998). Job satisfrction is linked to organisational

pomise (Myers & M\ 2N3), while work input and motivatbn are linked to
orgianisational empathy (Myers & Oetze\ 2003).

According to Hoilebeek (201l), Human growth is accompanied by

communicating effectively, implying that the organisation integrates individuals into

the organlsation and that workers will choose to work for it. when a group wortrs

collaboratively, one may sense the pressure. This form of pressure may cause peopre

to take longer to collaborate @arker & Tompkins, 1994). personal identification

might captrue people's attention to a time-consuming process and went.ally lead to

them joining the organisation (Barker, lgg3).As a result of their high admiration for

the organisation, members of a developing organisation are eager to commit to it (Hup

Chaq 2016).

2.5.5.5 Commitment towards Stakeholders

A stakeholder is a large group ofpeople who are invested in the s,ccess of a
corryany' Many cnrcial links remain missing despite the efforts of numerous

academics (IGllv, 2ots), and these ideas are associated to organisational identity and

obligation' According to stakeholder theories, the corporation should look at the most



important aspects of the stalceholders' welfares that would impact their behaviour,

snch as their devotion to the corryany (Ifumba, 2Ol7).

Ettployees'commitment to the company will be influenced in varioru ways

based on which stakeholders are important to them (Kong, 2D).Varied stakeholder

groups can have different perceptions of the company (Kong 2oog), which can

influence whether employees are willing to cornmit to norking for the comps,ny in the

future' Employees who have a positive relationship with a custonrer, e.g., are most

probable to visit with the company, and their relationship with the supplier has an

impact ontheir view ofthe company (Ifung, 2Wg).

2.5.6 Outcomer of Orgrnizrtional Commitment

Past and present educational academics have demonshated a rariety of ways

in which organisational conmitment can lead to major positive outcomes. Teacher

dedication (Thien & Razak, zol4),workplace tumoycr, quick engagement (Johrsto*

Parasurarna4 Futreil, & Blach 1990), and emproyee motivation have ail been

connected to organisational comuritment. Knrse (2012) looked at the amount of
organisational engagement and commitment a[f,rng health care workers and

discovered that attitudinal and behavioural engagemed had an influence on worlrer

inherent stimulus' Park and Rainey (2}L2)investigated managers,motivztion and job

satisfaction and communication skills in Georgu and Illinois, for example. people

choose occupations for a number of different reasons, both internally and extenrally,

according to Park' External rnotivation appears to be linked to specific work qualities,

according to the research. Park firther claims that complex public bosses, intrinsic

drive generates frvourable job attitudes and growths professed efliciency of the

organization in public organisations. Employee participation is influenced by the

wortplace environnrent ard worker connections, as according park.



z-s-l organizational commitment in the context of Educetion

Eryloyee engigement, according to the report, is cnrcial for educational

institutiors since it improves teacher effrcacy (Meyer & Alle4 l99l). Hulpia and

Devos discovered differences in teaching and leaming focused on management styles

in a qualilative study examining the relation betrveen instructional supervision and

teacher organisational zupport. According to their researctq mtinated teachers make

more ofan effort on the work and become less likely to leave the corrpany. Erryloyee

commitment can improve job perfrrmance and turnover, as per Irefin and Mechanic

(2014),who concur with Jose et LL, elt2).

There is a link betsteen organisational performance and comnihment, as pcr

edrcation psychology (Bakker & teiter, 2010). Among college professors, Cai-Feng

wang (2010) discovered a link between work rnotination and organisational

commitment' Furthermore, there is a correlation between organisational commitment

and effective teaching, according to study(IGh4 2Ol7).

A q.antitative study has been undertakeir by sabapathy (202r) to study the

association between teacher work job satisfaction and organizational commitment.

George discovered a sho4g link betrreen collect teachers, job satisfrction and

organizational commitment. Teachers with high levels of continuation responsibitity

are nrore likely to stay with the organisation, while teachers with high levels of
psychological attachment ftel obliged to stay, according to creorge. Their results

suggested that a monetary incentirre can have an impact on teacher dedication.

Dedicated enployees, according to sadeghian, Abedl 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



Sadeghiaq Hoverda, and Jamshidian (201t; toorcA into the relationship between

organisational identity and educator engagement in another sMy. Men and worrpn

had similar levels of identity and engagement, according to the research. The authors

indicate that rnotivation is linkd to teacher commitment, urd they stress the role of

organisational identity in on-the-job commitment. Employers who grasp the cognitive

benefits of organisational identity will be trxrr€ oommitted to the goals and valges of

the coryany (p. 5l l). Sadeghian et al., (2010) found ttrat organisational commitment

between teachers made educational institutions more competitim and Ruble (2016)

agreed.

High points of obligation, particularly serntimental engagement amoqg

teachers, demonsfiate the beirefit of enrployee empathy with a conpany, according to

Ruble (2016). A significant correlation between affective comrnitment 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 befiveen interpersonal characteristics and corporate

commitment. Organisational commitment vras influenced by personal teacher values,

while continuance commitment was associated to teacher ernotional commitment. The

statistics imply that organisational commitment influences furdividrul values when it

conrcs to enployee empowerilrent in hansformation.

A variety of frctors inlluence 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

performancg 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 irrprove their performance (Gupta & Gehlawat, 2Ol3).



Gupta and Gehlawat (2013) .*rU the rmpact of organisational commitment on

teaclrers in both primary and secondary schools using quantitative methods. Teachers

in educational institutions, according to Gupta and Gehlawat, demonstrated

significantly better perfornrance. Teachers in private schools were given more

authority and feedback on their worlg resulti4g in higher levels of motiration.

Increased teacher involvement may result from orltivating teacher

corrmitment in schools. As mentioned before in this segment, there has been

extensive empirical research on teachers' organisational commitment in schools.

According to this erraluation of the researc[ teacher effectiveness is linked to

organisational commitment haits. whereas this part frc.1rsed on teachers,

organizational citizenship behavior in schools, fresh scientific studies on teacher

involvement have been included to this research.

2.6 Related Researcher

Tahr (2010) investigated whether specific personal characteristics, features of
job pleas[e, and organisational justice influence paldstani teachers organisational

justice' It was also tooked into the effect of organisational commitment on job
perfrnrance and tumover intentiotrs. A total of 125 full-time teachers from 33

Pakistani universities were surveyed. The outcomes of the study demonstrated that

factors of job satisfrction 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.

salc -(2006) conducted an ernpirical sttrdy in Canada" interviewing lo2
erployees in a variety of jobs and orgianisations to test a social media has a
significant theory-based rnodel of the factors that contnbute ofjob and organisation



engagements- According to the results, therc is a considerable difference betweur job

and organisational engagement, and eryloyee engagement is influenced byperceived

orgianisational support in the same way as work qualities are influenced by job

attributes. Participation moderated the linlc in betrreen antecedents and career

satisfaction, organizational citizenship behavior, departure intents, and organisational

civic involvement, according to the ftrdings. Due to the dernographic ctraracteristics

of the saruple and the context, the surve/s attenpt to generalize to ot6er conditions

was limited.

Schaufeli and Bakker QCo4) focnsed their research on ernotional tiredness.

stuctural cquation modelling was used to ualyse data from four different

occupational samples totaling 1698 people. According to the ftrdings, Stress and

commitment are inversely associated; stness is significantly determined by workplace

sfress as well as a lack ofjob resources, where engrgement is mainly influenced by

work olgagement.

According to Hakaneq 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 orgianisational commitment (2006). However,

e#ending the resufts to other settings is difficult due to the stgdy's economic,

intellectual urd political circumstances.

lvasti (2008) suryey€d 410 bank employees in Ghana for his study on intemal

marketing and empro]ree commitment, evaruating the impact of four internar

mark*ing approaches on employee comrnitment 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 ftidings, bank management rnrst imprement



activities that directly benefit enployees so as to impact on enployee behavio,r in

Gluna's bankmg industry

Reichers (2015) propos€d that newcomers to organisations may be unfamiliar

with the organization's stuctural procedures, resulting in low OCB levels. Organ

came to the conclusion that when people rose through the ranks of the company, they

demonstrated a greder variety of oCB. However, in a saryle of lS2 bankers,

Agrmang (2013) found no significant link between bankers,organisational ten,re

and ocB due to the current economic situation in Ghana. According to Chughtai &
Tafa\ personal characteristics for exampre age, rength of job, maritar rank, and

learning level were not linked to orgianisational commitment (2ffi6). The rcsults of
studies on service tenure and approaches bward emproyment are equivocar.

shuck (2010) were the first to emphasise how the organisation is affected in

their idea of emproyee engagement. Emprope engagement, according to shuck and

wollarr( is "focused toward organisational results" (2010). According to Marftos and

sridevl brusiness success and employee e4gageme,nt are inextricably linked (2010).

Additionally, operatiag profit is much rnore probable in industries with high levels of
engagement (Markos & Sridevi 2010).

A meta-anabrcis bv Harter €c aL (2002) includes about T,wbusiness units

from 36 distinct organisations. The findings demonstrate how business-unit outcomes

such as effrciency, income, and coruumer satisfaction are connected (Harter et al.,

2002)''tInit'level employee satisfrction 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 frctors 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. AccordirE to research, OCBs increase efficienry, help

brsinesses contest with inadequate assets, and result in better employee coordination,

lower turnover, orgianisational flexibility, profitability, and customer happiness.

According to Rasheed et al., erployee engagement is positively associated to

organisational citizenship behaviour (20 I 3).

shck et aL (2011) look at organisational consequences of emplopc

engagement rather than iadividual results. Two of the outconrcs are optional effort

and throughput purpose. Discretionary determination is described as a workeds

inclination to go above and beyond the minimum job requirements. Attrition is the

term used to describe a urorke/s purpose to leave the firm Erployee engagement,

optional strugglg and the clrance of turnover are all lir*ed, according to the

researchers (Shuck et al.,20ll). Shuck et al. also investigated the causes end

consequenoes ofernployee engagement, including organisational commitment.

Ryan and Deci (2010), stated that "engagement is truly the greatest sort of
corumitment," where "every worker desires to do anything he can frr the succrcss of
the organisationn rwo variables influence employee engageurent: organisational

commitment and work involverrent. According to the writers, Affective, ongoing, and

normative commitrrcnts 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 rerrain in an organisation

becarse of nontransferable investments that the person has made, such as retirements



and other perks" is defined as continuity commitment (Ryan, & Deci, 2010). This is

refened to as normatine commitment when an employee feels bound to the worlglace

@aldev & Amrpama 2010). rob e4gagement is defured as "a worker wbo is

completely devoted to and passionate frr his or her job" (Baldev & Anupam4 2OlO,

p. 53). Eryloyee engagement antecedents, or predictors, study also looks at the

coNequences or outcomes of employee engagement, as prwiorsly stated.

The investigation into the frctors that influence employee satisfaction is still

ongorng (Rasheed et al., 2013). Saks (205) was one of the first researchers to look

into the frctors that inflrrcnce employee eqgagement. "fuitecedents of performance

management are defined as constnrcts, procedureq or circumstances that occur before

etryloyee e4gagement develops and before an organisation or leadership gets the

benefit of involvement outputs," Willard and Struck write" (201l). Prroductivity gains

and lorver tunrover are arnong these outcomes. 102 enployees from rrarious

departments and organisations were polled by Salc. The poll covercd " The olgins

and outcpmes of commitment, as well as metrics of job and organisation

involvementu Saks (2006) points out that there is little enrpirical research on the

antecedents of employee engagement, so he developed a list of possible antecedents

based on Maslach et al. (2001) that includes job ctraracteristics, Management srpport,

promotion opportunities, rewards and appreciatiorl dishibutive and procedgra[ and

distributive justice are all frctors to consider. Positive consequences of engagement

were predicted include work satisfrctio4 organisational commitment, organisational

commitment, and a lower risk of resigning.

Individual antecedent of performance management, and also adminisfiative

antecedents of eurployee engagement, are listed by Wollard and Shuck (2021). Each

list contains twenty-one antecedents. Dedicatioq psphological fit, employment



balance, and psychological empowerment are onty a feu, of the frllowiag indicators

(Wollard & Shuck, 2021). Comnrunicatioq management, rewards, and rnanagement

consufttrg arc ll{lme of the orgianization's antecedents. Work engagement,

employment resounoes, workplace dedicatio4 and participation in judgement are all

elements that influence employee engagement (Rasha4 Asa4 & Ashraf,20l l).

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 fi[tlrers their organizatbn's aims and is cornmitted to presewing its

values" (strahirL 2014, p.60). The authors go on to say that emproyee engagement is

an iryortant aspect of any retention approacll and that employers are accormtable frr
ensuring that enplolces are enthusiastic about their jobs (shahi4 2or4). At GE

Power and Water, the researchers con&rcted a sfudy to determine what frctors
positirrcly influence employee engagement and what ones may hamper it. According

to the study, Person job fr, a supportive organizational atmospherg the fostering of
feelings so that the enployee ftels appreciated and involvod, and a setting that

encounges arogance and involvement are all factors that contribute to erryloyee

engagement.

Rich, Irpine, aod crawford investigated Kahn's (1990) urcrk in 2010. ,The

goal was b develop a theory that asserts €ngagement as a crucial mechanism fur
explaining the lints betrreen human qualities, orgianisational conditions, and job
snccess," says the author (Rich teping & crawford,2oro, p. 617). Kahn,s theory

was confirmed in the sfudy, which also included fuefrghters and their supervisors.

Erryloyee engagement is determined by three factors: value coherence, perceived

organisationar support, and inhinsic self-evaruations, according to the sMy.
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Job fit, affective commitment, aDd psychological climate were the three

antecedents of errployee engagement studied by Shuck, Reio, and Rocco in 2011.

"The degree to rvhfoh a person's personality and ideals are consistent with their

curent profession," says one definition (p. 430). Employees with a good fit have more

meaningful work dnd a sense of belonging, which affects their work dtitudes

positively (Shuck et aL, 20ll). Affective commitment is deftred as an ,emotional

commitment to oneb job, organisation, or both" (shuck et aL, 2oll, p. a30).

Psychological climate is distinct as "the lens tlrrough which an employee examines

and interprets their work environment in relation to the social and physical structures

of extemal stimuli.u According to the data, thcre is a significant correlatbn between

erployee engagement ard work fit, affective commitment, and psychological climate

(Sluck et al., 201l).

In Pakistan' errployee involvement in the banking indwtrywas investigated to

determine the causes and consequences. The stud/s sample includes a total of 303

erployees' As backgrounds, Rasheed et al. (2018) coruider perceived organisational

support, perceived supervisor support, and perceived organisational frirness.

Perceived organisationar srpport tlappens when an organisation aids a person in
carrying out their duties- The extent to which a nunager is worried about a well of his

or her employees is knoum as employees' job satisfaction There are two tlpes of
organisational justice: dishibutirrc and practical and interactional integrity. Whe,never

resourices are disributed properly among members of an organisation, distributive

justice emerges' Erryhyees whose consider they have the right b share their thoughts

regarding organisational norms and processes are said to be proced.rally frir
(Rashed et al., 2or3). According to the study, supposed organisationar support,

apparent supervisor support, and perceived organisational fainress are all positively



associated to employee engagement and organisational cornmihnent. The findings of

the investigation suppoft this theory (Rasheed et al., 2013).

In a related study released the similar year, Mowsa (2013) looked at thp levels

of engagement of Saudi nationals against non-nationals. The sttrdy included a total of

104 participants who worked in the fields of health care and information technology.

Mowsa (2013) covent the reasons for participaturg as well as the effects. Morssa

bases hff deftrition of employee engagement on Kahn's (1990) and Saks, (2005)

claim that it is founded on social exchange theory. The fndings show that vigour,

absorption, and devotion are all antecedents to Schaufeli's three engagement

mcururcs: incentive and acknowledgement, value ft, and regulate.

According to Murfldzi and Takawira (2015), teache,rs have high work

satisfaction and company loYalty, and ernotional variables are more important frr job

satisfrction and conpany loyalty. Academicians' work engagement notioru and

organisational commitment concepts, accordfury to ngel (2014), have a positive

relationship. The goal of this study is to use a number of variables to examine the

relatioruhip between teacher work eqgagernent and organisational loyalty. trkratag ve

Giileg, assumed as reported by Mahmutolu, employees'demeanour has an impact on

positive organisational cornmitment ard job satisfaction on apersona[ orgianisational,

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 statts, and years of
working in the organisation.

Gender is not a significant variable in job engagement and organisational

commitment, accordi'g to Mpululu Qol4) researcfu because men and women's levels

of integration with work are similar. In terms of marital status, married women are



Eore frithful than umarried women, despite large differen r, a employment

engagement. Women in their forties and fifties are rrxrre dwoted to theirpartners than

wornen in their forties and fifties. There are also considerable differences in the year

ofworking data. Teachers with rnore than five years of experience have a higher level

of loplty. According to study, gender, age, seiriority, and year of employment all

have an impact on work engagement and organisationar comrritment.

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 teache,rs had better job

satisfrction and organisational commitment, and that emotional factors (time in

school labour) are rrcrE effective than otbers in tlrcir research- Kayr (2013)

discovered that school principals have a stronger ernotional connection to the

coryany when compared to other levels of emotional commitment. Dernographic

variables have an impact on organisational conrrritment, according to Kara (2006).

According to Karapostal (2014), there are significant differences in how leaders see

freedom for variables like gender, rnarital status, age, organisational commitmernt, and

transformationa[ transactional, and seniority raariables. According to Deniz, teachers

in affiliated research institutions are the most emotional (2014). The focus of

literatt[e has been on integrating the different factors that influence the work.

Accordi4g to Ar (201l), in order to raise people's lerrels of integration with their

occupations, the work e,nvironment should be frvourable. According to Karatag and

Giileg's research, which was conveyed from sharma ve Bajpa[ enrployees who have

high job satisfaction for the organisation are bounder than employees who have poor

job satirsfaction for the organisation (2010). Enployees that have low job satisfrction



for the company arG nrore bound than those who hane great job satisfaction for the

company, and they might be hazardou to the company. According to this study,

organisational commitment is a crucial frctor in job satisfaction.

Despite advances in our understanding as to how to best corutruct, measure,

and regulate staff morale, existurg developmenh and assessments of the state of
perbrmance management have shown a number of issues which have yet to be

entirely overcome (Bat*er, Albrecht & Leiter, 2oll). To evaluate the impact of
employee engagement on organisational commitment, for example, more research is

rcdd (Albrecht, 2010). No studies have looked into the impact of eryroyee

eqgageEent on orgianisational commitme,nt in Palristaru to the best of the researchers,

understanding' This study hies to bridge the gap between public and prinate

universities in pakistan by comparing emproyees fiom both pubric and private

universities.

2.7 Gap in Literature Review

There is a close relationship betrreen organizational cornmitment and work

engagement' Gallup organization who is researched this relationship in America

found eryloyees who are integrated with work are lopl for organization about

psychological too and excited and wiling (Esen, 201l). Esen fiansmitted from

crostick and Elton (2011) says emproyees who are integrated with work give

everything for organizations goals, showing better perbrmance, they depend

organizations success, they take responsibilities. Enproyees make of their

organizations, they make an effort and spend time depend on wish, they have lower

stres, their job satisfrctions are high, they use lower medical herps, they obtain

permission lower than others they are productive and they work in organization long

time' There are some research about retationship between organizational commitment



and integration wrth work. trbvgacr Q[l4)rwealed personal variables direct effects,

'orgianizational 
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

betrveen organizational commitments of teachers and their job satisfactions and their

organizational crreativities in schools.

Moreover, literature zuggests that organizational commitment (OC) has a

cottsiderable effect on organizational performance. Teachers who have higher OC to

their schools harrc sfionger beliefs in the school's aims and values and prefer to stay

in thc school (chan et aL, 2(X)t; Meyer et al., 2olg). They tcDd to have a higher

motivation to belong to the organization and display organizational citizenship

behavior rnore frequently (fuu, 2ors). Erployees with a higher commitrnent

experience feeling of wanrfh, appreciatio4 and loyalty toward the orgianization as a

renrlt of their positive thoughts and interactions within the organization and have a

deep desire to remain within the organization (Casper et al., 2}ll). Research also

found significant relationshr'p between organizational commitrnent and Work

E4gagement.

In the literature, studies mostly fucus on the linear relationship between teachers' EL

and Work Engagement, and organizational commitment (Akq 2}2l).Howeveq 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 engagenrent and orgianisational cornmitment

was addressed in this chapter. Workplace involvement, according to the literature,

spaEl a wide range ofjob demands and organisational conditions. This study remains

to illustrate how improved employee engagement can raise workplace efficiency

asoss a wide range of industries. In empirical shrdies, low levels of satisfaction and

commitment have been shown to conEibrute 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 rwiew

oftrs the framework for inrproving the ctrrent body of knowledge on increasing

teacher participation chapter 3 covers the research study methodology, sample

populatio4 measurement dwices, research objectives, data collectioq and anall6is

procedures.
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CTIAPTER 3

METIIODOLOGY OX' TIIE STT]DY

3.1 Reseench Design

A crross.sectional survey desrgn was used in this research study. This approach

is widely uscd in social science. For this research sMy, a survey was administercd

via personal visits ofresearcher to obtain data on independent variable (teacher work

engagement), the dependent variable (organizational commitment) and teacher

attributes (gender, age, 5/ears' experience & marital status) from a random sample of
university teachers in twin-cities.

one advantage to using survey d$ign is the convenience of assessing a large

number ofparticipanh with a rapid turnaround (Cresrvell & Cresrvell, 20tg). Survey

design was appropriate for this study because educational research studies have used

this approach to examine employee engagement (sawang, 2lr2;Tomic & Tomic,

2011; wajid, zaidi, Taqi, & zaidi,2oll). Empirical studies on teacher engagement

have also used surrrey desrgn to assess organizational behavior of teachers in the

workplace (Malarkodi, Urn4 & MahendrarL 2Ol2).

3.1.1Rereerch Approach

Usiqg a deductive logic paradigln, to find out the relationship between Worh

eqgagement of university teachers ard their organizational corrrnitmeat. It is mostly

obseryed that the research approaches qualitative and quantivation are generally taken

as opposing' According to Creswell (2018) Numerical data uras analyzed through

quantitative approach to orplain the rnathematical data collection and the methods

applied to interpret such data was mathematicar based.
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3.2 Popuhtion

The population frr this study consisted of N = zl3a (sarpling framwork)

uiversity teachers in 28 universities in twin-cities (21 in Islamaba4 7 in
Rawalpindi). This sM/s population was divided into two Strata: (a) Ivlale

univenity teachers (Nl=3995, 56 percent), and (b) ftmale university teachers

(N2=3 I 39, 4,4 percurt).

3.3 Semple end Sempling Technique

The saruple of 420 university teachers (n+20) was chosen using a stratified

sarpling technique (56% wle,44yo fernale teachers in populations) but 4N (gs%
response rate) were found correct,pon ret,nr for final anarysis.

If the population [r 50000, a saurple of 3gl is sufficient, according to Gay

(1996)' Taro Yarrane's forrrula can also be used to determine/calculate/verry the

sarple size furthe current inrrestigation.

Taro Yarnane's Forrnrla:

n = Sample Size

N = Total Population

e = I\dargin ofError

I = Constant Number

r N/ t+N (e) 2

Hence, there is enough rationale for adopting the selected sample size.

3.4 Instrumentetion

The questionnaire was divided into three (3) sections. section A featured

demographic infrrmation pertaining to the employees, gender, enployment, age, and

- marital stafus, Part B had factors determining emproyee engagement levels, and

section c contained items determining emptoyee organisational commitment levels.



Because one item in Section C (item Z) rvas negatively worded or a reverse (R)

question, the scale was inverted ttnoughout the data gathering process. For the

biographical profiles in Section A" the questionnaire was scored on a nominal scale

withpre-coded choice groupings. Table 3.1 reflects the structure of Sections B and C

ofthe questbnnaire.

Teble 3.1 Dimewions of Emptoyee eilgagement and oryaaisational

commitment and their corresponding question nttmbers

Factors Variables No. of items

B (Employee engagement) Vigour t-6

C (Organisational commitment)

Absorption 7-12

Dedication 13-17

Affective comnritment l-8

Continuance commitment 9-16

Normative commitment 17-24

The characteristics of ernployee engagement and organisational commitment

are depicted in Table 3.1, along with their related question numbers. In order to

acquire clear and thorough undentanding to determine how involved and

committed urorkers were to ttreir jobs and organisations, a variety of indicators

were used.

Section B assessed employee engagement levels using an updated form ofthe

uhecht work Engagement scare (uwES) (schaufeli, Salanorra, cronzats2_po.n

& Bakker, 2002)- Because lengthy surve] r are likely to increase attrition, the

altered version of uwES-17 was employed. Furthermore, the cronbach,s alpha of
uwEs-I7 revealed good resurts, ranging from 0.g0 to 0.90. (schauferi et d,2002).
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currently, the LrwES is widely used indicator for gauging enployee engagement

(Shuck, 201l). The ttuee core elements of employee comritment, vigor,

preoccupatioq and commitment, arc assessed by the LMES. There are six

variables frr liveliness and engagement, as well as five 6r dedication, for a total of

seventeen (17) frctors to consider when assessing employee engagement.

In Section C of the questionnaire, enployee commitment lerrcls were

assessed using Allen and Mqrer Thee-component Model (TcM) of

Organisational Comuritment Scale (Allen & Meyer, lgg7) which is most widely

used questionnaire in different studies and fee of cultural bias ( HorU Ifung

euterprises hm (1998) , Tolentino (2013), IonnfuE and Hill's (20t3),Al-yami,

Galdas, and watson e0rg), Liou Tsai, and chemg eor3), Thakre & Mayekar

(2016), T.N.Tolc, B.QaEn San (201g), Rani et al. e020) ).

Gbadarnosi (2006) intemal consiste,ncy dependability for affective

commitment rvas discovered. (0.73), continuation commitrrcnt (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

erryloyees are. Erryloyee commitment is rneasured using the Allen and Meyer

Three-Component Commitment Scale, which has three main dimensions: affective

commitment, continuation commifinent, and normative commitment. Each

dimension to be rneasured has eight iterns, for a total oftwenty-fo vr ea)items fur

analping ernployee commitment levels. To make the questions easier to

understand for responders, the Allen and Meyer Three-Conponent orgianisational

commitment scale was changed to rnake questions s, 6, g, g, r2,lg, and 19

favorable sentences.
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Scale of Questionneire

According to Lietz (2010), the rrost 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 rsing a nominal scale with pre-coded

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

and C, a S-poid Likert scale was employed, ageeing respondents to choose the

response that best rnatched their vieupoint. The Likert scale groups iterns into

categories that span the full range ofpossible respoilies (Ary, Jacobs, & Soremsen,

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

raqghg from sfronglydisagree (1) b stroruly agree (r) in both sectbns B and c.

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

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

Teble 3.2 the Scales and Content of the Questionnaire

Section Tlpe ofscale Question Question

Number

Section A

Section B

Section C

Nominal

Likert

Likert

data

Dimensions of employee engagement

Dimensions of orgianizational

Commitment

t4

t-17

l-24

3.5 Validity

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

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

relevant conclusions. Researchers have proposed three tlpes of validity: content
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validity, constntct validity, and criteria validity (Creswel[ 2014;Heale & Twycross,

2015).

when it comes to content validity, according to cresweu (2014), the

researcher should aslc themselves, "Do the items assess the content that was intended

to be waluated?" (206). Heale and Twycross explored infrrmation ralidity, or

whether the instrument is property 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 outcornes have anything to do with each

otlrc'f?" (206)- Accordiag to Heale and Twycmss (2015), construct validity evaluates

whether the researchpr can draw conclusioru regarding test scores that are associated

to the research issue. When employing predictive or ooncurent ralidity, the

researcher must ask the following questions, according to Creswell (2014):',Do s@res

predict a criterion measure?" 'Are the findings consistent with those of others" (p.

206)? There are three types of criterion nalidity, Heale and Twycross (2015) revealed

that convergent validity (instruments measuring related variables arc highly

correlated), diverge,nt validity (instruments measuring changed rrariables are poorly

correlated), and predictive nalidity (instruments measuring different variables are

poorly correlated) (tools nnrst have high correlatioru with prospective requirements).

Instrunent I (reliability urd validity) : TIWES- I 7.

As an independerf variable, employee work engagement was nreasued using

the work and well-Being sunrey (uwEs-I7; schaufeli et al., 2(x)6). The LrwEs-l7

is a self-reported seventeen-item scale with three subscales: vitality (VI), dedication

(DE), and absorption (AB). With over 2l translated versiors, several investigators

have used LnyEs-I7 in global studies and verified it in nurnerous countries



eryloylng industrial-organizational situations, comprising developing and developed

nations (Canmna-Halty, Schaufeli, & Salanova, 2019). Cronbach's alpha is greater

than the 0.50 criteri4 ranging from 0.7g to 0.g7. (Nunnally & Bernstein, lgg4).

Eman-Nafr (2016) investigated ftrnales in Saudi Arabia's education sector

using the Arabic version of the TIWES-17. Like the Dutch version, the Arabic versbn

of the TIWES'I7 demonstates instrument reliability and rnlidity, with significant

internal consistency reliability over the 0.50 criteria (Nunnally & Benrsteiq lgg4).

\trith a Cronbach's alpha of 0.90, Martin (2017) fourd LIWES-I7 to be exceptionally

reliable.

Instnrment 2 (reliabilityand validity): OCe.

The researcher assessed organisational corunitment using the Organizational

commitment Questionnaire (oce; A[en & Meryer, 1990). To determine their

conunitment to their orgianisatio4 participants are asked to soore staterrcnts on a 5-

point Likert scale, agreeing or disagreeing with statements, fuur of which are

negatively poled (IGnning & Hill, 2}t3;Mowday et aL, lgTg; Allen & Meryer, 1990;

Thalae & Mayekar, 2016)-In a sample of 2,563 errployees from nine different public

organisations, the median coefficient alpha rvas 0.90, with a range of 0.g2 to 0.93,

indicating a hryh level ofreliability (Mowday et ar., r979,A[en & Mer],er, 1990).

In eight different Hong tr(ong enterprises, Lam (I99s) tested the oce's test-

retest dependability, with 104 sales upervison taking the lg-item oCe twice over

ten week; the Pearson correlation between test and retest scores was 0.59. (p.01) (see

p' 788) IGnning and Hill's (2013) study used the three elements of job happiness,

performance, and support for business vzlues to examine ttre OCe's tanslation and

yalidity in various countries. The researchers discovered a strong link between the
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rnariables and extraordinary translation performance, supporting the OCe,s

relationship with the variables (Kanning & Hill, 2Ot3).

Because there are no organisational cornmitment tools in Arabic fur 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

understandrng their employees' feelings about the corryany (Al-yami et aL, 2olg).

Becaue there were a total of 4,858 personnel at these locations, one sample was

gathered from each hospital totaling 4l2.For hanslation and back-ranslation of the

OCQ Arabic version, researchers use a two-frc"tor structure (Factor one: valle

commitment; and Factor trvo: commitment to $ay), followed by Exploratory Factor

Analysis (EFA) and Confirmatory Factor Analysis (CFA) to te$ the frctorial validity

and item respome theory of Mokken scaling.

Factor one has a coqgruence coeffrcient of 0.90 (value of commitment; n =

193 and n= 219), while Factor turo has a congruence coeffrcient of 0.78 (commitrnent

to say; n = 193 and n =zl9), both above the theshold of 0.50, according to Al-yami

et al's Q0l9) 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, Tsal and Cheng (2013) reported that the OCQ had satisfactory reliability

and obvious validity when examined in a variety ofp,rofessional groups.

Summary of reliability end velidity

The research tools (LrwEs-l7.and oce-24) Ms been demonstrated to

work in the past- Many researchers have used and validated [IIVES-17 in international

studies, with cronbach's alpha ralues ranging from 0.7g to 0.g7, significantly higher



than the 0.50 requirement (Carrnona-Halty et al., 2019). In nine different public

organisations, researchers discovered a high level of OCQ dependability, with a

median coeffrcient alpha of 0.90 and a mnge of 0.82 to 0.93.

3.6 Pilot Study

According to Hilton (2017), piloturg is the process of analysing a

questionnaire alread of time to assess if the items are likely to be diffrcuh for

respondents or if they achieve the questionnaire's goals. To put it another way, a

pretest is an intenral assessment of the questionnaire's and its items'suitability. The

pretest was carried out in this study by givrng the questionnaire to the supervisor to

examine for rnlidity as well as to oonfirm that the ethics of phrasing quantity, and

overall appeamnce were followed. A pilot research was done prior to data collection

to test the possibility of the main investigation. A pilot test uas also done to asess

the entire questionnaire in real-world sunrey circumstances. A pitot test is a srraller

version of a larger sfudy that rses the same procedures and protocols as the main

study to test research insfiuments. A pilot shrdy, according to fuain, Campbell,

cooper, and Lancaster (2010), is a short tlpe of research aimed to examine the

viability of research methods or equipment before proceeding with a larger study. In

this sMy, a pilot study was crucial since it allowed the researcher to identifr or

investigate anyproblemparts in the questionnaire before conducting the final survey.

The researcher chose a total of 30 respondents to participate in the pilot sttrdy (Isaac

& Michae[ 1995 and HilL 1998). Following the pilot study, the researcher conpiled

the fual version ofthe questionnaire and arranged interviews, taking into account all

of the participants' opinions and suggestions. In the fmal questionnaire

adrtinistratio4 the respondents who took part in ttre pilot survey were not included

in the final analysis.



3.6.1 Reliebilrty

Reliability is defind as the degree to which an instrument nreasures

cousistently in ttre similar way whern employd in the same settings with the sa6e

individuals (lleale & Twycross, 2015). The accuracy, reliability, and repetition of the

results are all covered under reliability. Heale and Tnrycross (2015) defined

homogeneity using object correlatio4 split-half reliability, I(rder-Richanlson

coefficient, and Cronbach's coeffrcient (or int€mal consistency). Split-half

dependability divides a test or instrument's resufts in lnlf. Conelations are calculated

when both sides are conpared" (p. 65). nAre the items'resglnses consistent across

constructs?n Cheswell (2014) emcoruaged researchers to ask To determine whethcr

ratings gained from prrevious use of the instrument represernt reliability and to examine

how they provide measures of internal consistency. A number betwee,lr 0 and I 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 Tv4rcross (2015) defmed stability as "tested utilising test-retest and

parallel or aternate'form reliability testing." When an instrument is delivered to the

same peFons numerous times under identical settings, test-retest reliability is found.

To evaluate if ratings gathered from past usage of the instrunrent are dependable,

researchers can ask thenrselves, "Are rezufts consistent across time when the

instrument is administered a second time?" (Creswell, zll4).According to Heale and

Tvflrcross (2015), a correlation value of less than 0.3 suggests a weak association, 0.3

to 0.5 indicates a moderate conelatioq and greater than 0.5 indicates a strong

correlation-
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Inter-rater deperndability was used by Heale and Tw5reross (2015) to assess

similarity, and rigour was applied to ernsure that suffrcient data was collected for the

validity and reliabilrty of the tools or instruments used in the study. To establish

whether test adminishation and scoring were consistent, Creswell (2014) proposed

that researchers question themselves, "IVetre the inaccuracies due to a lack of care in

the management or grading?" An excellent research sfudy, according to Heale and

Twycross (2015), indicates how all issues ha;,e been addressed.

Cronbach's Coefticient Alpha ryas tsed to assess the measuring instrument,s

depe,ndability (Table 3. 3).

Table 3.3 Reliability of Employee Engagenent: cronbach's coeficient Alpha

Dimension Nunber of items Cronbach's Alpha

Overall employee e4gagement

Vigour

Absorption

Dedication

t7

6

6

0.84r

0.766

0.595

0.746

The inter-item consistency and reliability of the entire employee engagement

questionnaire (Section B) is good (Alpha = 0.841), as shovm in Table 3.3. As a

result, the zurvey effectively assesses the major elements that influence employee

engagement, such as energ:y, absorptio4 and dedication. The attrrbutes of energy,

absorption, and devotion were each assessed independently for their reliability. The

iuter-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 employce involvement as well as the study's zub-dimensions is
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clearly accuate and consistent.

The consistency of organisational commitment and its sub-dimensions was

also erraluated (Table 3.4).

Teble 3.4 Reliability of Organisational commitmqt: Cronbach's Coeficient Alpha

Dimension Number of iterms Cronbach,s AFE

Overall orgianisational cormritment

Affective commitment

Continuance commitment

Normative commitrrent

24

8

8

8

0.826

0.667

0.715

0.683

Accordhg 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 rezult, the questionnaire accurately assesses the ttnee

conponents of organisational commitment that can influence it, narnely affective,

continuing, and normative commitment. Individually, the reliabilrty of affective

commitment, continuing commitment, and normative commitment was assessed.

While continuous commitment exhibits a htgh lerrel of inter-item consistency

(Alplu = 0.715), normative (Alpha = 0.683) and emotional (Alpha = 0.667)

commitment reliabilities are moderate. Clearly, the questionnaire rrsed to assess

conplete 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 nreasuring data on variables of

interest in the rnost organised and slatematic way possible so that the researcher could

answer particular research questions about the subject under inqury. The researchcr



personally visitd teachers to gather data and ensure the maximum reslrcnse rate

possible. Four hundred (400) out of five hun&ed (420) questionnaires were returnd

representing a response rate of 95Yo.

3.8 Data anolysis

The most crucial part of the research is data analysis. To emsure that tlrc

research findings were simply comprehended, the data obtained from the participants

was organised in a clear and casy manner. The process of breaking down, isolating,

and deconstructing research data into smaller components or units is knovm 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 Rezults In this s6y, 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 msdians, modes, variances, and standard deviation to

summarise the distribtrtion of data and identify participant characteristics (e.g.,

gender, university t1pe, 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 hlpotheses and enable the researcher to draw meaningful

conchsioru about the population.

Also as the data on both standardized questionnaires were at ordinal scale of

measurement (likert-tpe questions) but when we have four or rnore liker-tlpe

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 tpical



result is p.05). In other words, the exfieme value of the test statistic is expected to be

less than 5% of the time, and the cut-offnumber for rejecting the null hlpothesis (that

there is no difference) is 0.05. 2015 (Feneira & Patino). In this sMy, the pearson's

productmoment correlation coefficient (r) was utilised to assess the strength,

direction, and possibility of linear correlations betweem the rmriables of organisational

commitment and enployee engagement (Akogtu, 20lg).

Pearson's correlation coefficient (r) is one of the most comrnonly used

statistic.s to (t) determine a statistically significant positive or negative relationship

between two or rnore variables; and (2) assess the degree of statistical signifrcance

associated with a correratioq according to Akoglu (20rg) and Armstrong (201g).

(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 coeffrcient (r) is a mealure ofhow 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 nalue of (r) can be anywhere between -I and l, with r
>0indicatingapositiveassociatio4r0indicatinganegativerelationship,andr=0

indicating no relationship (Alcoglu, 20lg; Rebeki et al., 2ol5).

3.9 Ethical Considerations

The research ethics are carefully considered in each study to ggarantee that

the participants are not harmed or disadvantaged in any way. The study addressed

ethical issues srch as informed consent, the right to withdraw, anonymity, privacy,

and confidentiality. Furthermore, the data was analysed by merging the results,

with no individual resporues provided.
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3.10 Conclusion

The demographic, as well as the saryling 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 measring 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 thanl$ to the methods

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

DATA ANALYSIS AI\D INTERPRETATION

The preceding chapter wert through the research technique employed in this study in

great depth. This chapter presents the research frndfuEs in accordance with the goals

established in Chapter l. The surveys' Section A had biographical data for the

participants, Section B cofrained items about emrployee engagement, and Section C

contained iterns about organisational commitment. The data for the study rvas

entered into a Microsoft Excel spreadsheet version 2020 ard analysed rsing SPSS

version 26. The findings are presented in tabular and graphical forrq with narrative

erplanations, and are based on descriptive and inferential statistics.

4.1 Explenetion of the Sample

Participants in tltis study were given 420 questionnaires, and 400 of them were

returned to the researcher, yelding an 95 percent response rate.Biographical

information can be utilised to describe the sample, which is then represented

graphically and orplained (Figure 5.1 to Figure 5.4).

Figure 4.1 Respondents by Age

Teachers
51-60 years

t4x
41-50 years

1896

I
,

T

I
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Figure 4.1 shows that the most of participants are between the ages of 3l and

40 (37yo), followed by 2l to 30 (3t%o),41 ro 50 (t84,and 5l to 60 years (tg%). (14

percent).

Figure 4.2: Gender Distribution of Respondents

Figurc 4.2 rweals that male respondents tad,56%ofthe totalpopulatio4 while

ftmale's teachers had, 44o/o. According to these figures, there were more males than

females, which is typical ofthe labour force.

Figure 4.3 Respondents by Length ofservice in current university

Teacherts
r G5 Years r G10 years 11-15 years n 1G2O years . > 20 years

According to Figure 4.3, ($yo) teachers had worked in the university for 0-5

Jrcils, followed by those with 6-10 years of service (3ly),those with I l-15 years of
service (lW/o), those who hane worked in the university for rmre tlun 20 yeas (60/o),

and those who have worked in the university for rnore than 20 years (9%). The length

of serrrice at the university shows that the participant is familiar with the university's

activities and as a result, will give accurate answe$ to study-related questions.

I
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Figure 4.4 Respondents bymarital status

Teacherds

'; Single r Married Dlnorced-seperated ' I Widowed

Figure 4.4 shows that the rnost of the teachers (48y") are manid frllowed

by 46 percent who are single, 4o/o wb are widowed, and the remaining2Yo who

are divorced or separated

4.2 Deccriptive Stetirtics

Teachers were asked to answer to serreral parts of issues on a I to 5 point

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

The data was analysed rsing descriptive statistics (Table 4.5).
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Teble 4.5 Descriptive Sntistics: Key dimensions of employee

e ngagement andcommitment

Dimension Mean 95 % Confidence Std. Min. Max.

Interval Dev.

Iower Upper

Bonnd Bound

Overall Employee E4gagement

* Vigour

* Absorption

+ Dedication

Overall commitment

+ Affective commitment

* Continrance commitment

* Normative commitment

3.712

3.616

3.177

3.990

3.671

t.961

3.004

3.550

3.542

3.431

3.045

3.316

3.154

3.123

2.999

2.882

3.674

3.542

3.342

3.632

3.068

3.342

3.241

3.122

0.il2 t.42 4.89

0.5il 1.54 4.97

0.734 l.ll 4.98

0.976 1.14 4.88

0.463 2.s3 3.9s

0.t23 Lo t.76

0.864 1.74 4.88

0.865 t.sz 4.93

As shom in Table 4.5, university teachers exhibit higher levels of overall

erngagement (Mean =3.712)than overall commitme,lrt (Mean =3.671). According to

a thorough analysis of the conponents of engagement, ernployees 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 commitnrcnt (Mean = 3-0M).
5
I
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4.3 Inferential Statistics

Inf€rential statistics were utilised to make decisions about the study's

hypotheses. Relationships betrveen the dimensions and subdimensions of the study.

Inferential statistics on the dimensbns and sub-dimensions of employee eqgagement

and cornmitment were created to allow the researcher to draw conclusions regardurg

the stud/s hypotheses.

ElAotherir 1

There exist significant relatiorships between the zub-dimensions of employee

engagement (vrgour, absorption and dedication) respectively (Table 4.6).

Teble 4.6 Pearson prudact Lronant c;oncbtbn: sub-dimensions of

cnployeeengogutcnt

Subdimension of

eqployee

Engagement

Vigor r 1.0fi)

Absorption r 0.475 1.000

P o'ooo*

Dedication r 0.496 0.4il 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 subdimensions of employee engagement (vigour,

absorptiorl and devotion). As a result, hlpothesis I accepted.
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Hypothesir 2

There exist significant relationships betrveen the sub-dimensions of commitment

(affectftrc commitment, continuance commitmed and norrnative commifinefr)

respectively (Table 4.7).

Teble 4.7 Pearson Pro&rct Moment Conehtion: Sub-dimensiow of commitm

Suh'dimension of rlp Afrective Continuance Normative

Comnitment Commitment Cormitment Commitment

Afrective Commitment r 1.000

Continuance Commitment r 0392 1.000

p 0.000*

Normative Commitment r 0.518 0.47 1.000

p 0.000* 0.000+

+p<0.05

Table 4.7 demorutrates that there are substantial connections between the zub-

dime,nsions of commitment at tlre 5o/o significant level (afrective commitment,

continuation comnritmeut, andnorrnative commitmenQ.As a resuft, hlpothesis 2 has

a chance ofbeing accepted.
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Ilyaotherir 3

fitcre exist significant relationships betrveen the sub-dimensions of employee

engagernent (vigotr, dedication) and commihnent (afrective

commitrnent, continuance commitment, normative commitment) respectively

$abb a.8).

Teble 4.t Pearson Product Momut Correlations: Sub4imensiors of

employeeengagenrent and ammihnent respectively

Sub rlp Vigour Absorption Dedication AC CC NC

Dimension

Vigour R I

P

Absorption R 0.475 I

P 0.000*

Dedication R 0.496 0.4il I

P 0.000+ 0.000*

AC r 0.387 0.349 0.531 I

p 0.000+ 0.000+ 0.000*

CC r 0.304 0.350 0.392 0.392 I

p 0.000* 0.000* 0.000* 0.000*

NC r 0.318 0.278 0.342 0.518 0.47 I

p 0.000+ 0.000* 0.000* 0.000* 0.000*

+p<0.05

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

correlations between the sub-dimensions of employee engagement (vigouq



absorption, dedication) and commitment (affective cormritment, continuation

commitment, normative commitment). As a result, hypothesis 3 might be

acc€pted.

HyAotherir 4

There is a significant relationship betrveen ernrployee engagement and commitment

fiabb a.9).

Table 4.9 Pearson Pruduct Moment Conelation: Conehtionbetween

employeeangagentent and commitment

Dimension rlp Commitment

Bryloyee e,ngagenrcnt 0.5s9

0.000*

+p<0.05

At the 5% significant level, Table 4.9 shows that th€re is a substantial

association between employee engagement and organisational cormitment. As a

resrlt, hypothesis 4 could be accepted.

Impact of biogrephicel variables

Enployee engagemant and its subdimensions (vigoru, absorption, and

dedication), as well as commitment and its zubdimensions (affective commitment,

continuation commitment, and normative commitment) were affectd by gender,

age, marital status, and tenure, according to tests of differences (Analysis of

Variance, t-tesD.

133



Hlaothecir 5

There is a significant difference in the engagement of ernployees varying in

biographical profiles (age, tenure, marital status, gender) respectirdy (Table 4.10 to

Table 4.17).

Teble 4.10 Atwlysis of Yariance: Emplqee Engagement and Age

Employee engagement and its sub'dimensions

Employee engagement

Vigour

Absorption

Dedication

4.433

5.875

r.8at

8.875

0.016+*

0.001*

0.985

0.000+

+p<0.05

Table 4.10 demorstrates that there is a significant difference in the levels of

engagement of employees of rarying ages in terms of energy and dedication at the

l% significant level. Furthermore, there is a significant difference in the levels of

overall engagement of erryloyees of different ages at tl:r. 5% significant level.

However, there is no significant difference in levels of engagemeff among

erployees of rnarious ages when it comes to absorption. As a result, hypothesis 5

may only be partialy 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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Tebh 4.11 Post Hoc fuh$e's Test: Avemll employee engaganent,

vigoun dedicatio n and Age

Dimension Categories ofAge N Mean

Enployee engagement

Vigour

Dedication

2l-30 years

3l-40 pars

4l-50 years

5l-60 pars

2l-30 years

3 l-40 years

4l-50 years

5l-60 years

2l-30 years

3l-40 years

4l-50 years

5 l-60 years

t25

150

7l

54

t25

r50

7t

54

125

150

7t

54

3.631

3.554

3.482

3.439

1.652

3.607

3.508

3.873

3.927

3.795

3.630

3.082

Table 4.11 shows that employees betrreen the ages of 5l and 50 are

siguificantly different from the rest of the wortfrrce in terms of overall employee

engagement, energf, and dedication. Table 4.11 further reveals that total employee

involvement and dedication is highest anpng the lounger employees (ages 2l-30)

and decrreases as peo,ple age. In terms of vigour, a similar pattern can be noticed

with employees 5l-60 years old demonstrating higher levels of energy than

ernployees 4l-50 years old.
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Table 4.12 Anafisis of Yariance: Employee Engagantent and lengh of sentice

E4ployee engagement and its sub.dimensions F

Eryloyee engagement

Vigour

Absorption

Dedication

t.3A 0.265

4.649 0.002*

0.w 0.632

3.632 0.008*

*p<0.05

Table 4.12 rerteals that there is a significant difference in enployee energy and

dedication arrong employees with rarying periods of service at the 5% level of

significance. Ernployees of varying tenures, on the other hand, show no obvious

change in overall engageurent and absorption. As a rezult, hypothesis 5 may only be

partially accepted in terrrs of ternure.

F
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The Post Hoc Scheffe's test uras usedto detennine where the major differences are

located (table 4.13).

Table 4.13 Post Hoc Schefe's Test: Wgour, dedtcation andTerure

Vigour 0-5 years

6-10 years

ll-15 pars

16-20 years

>20 years

0-5 pars

GIOyean

I l-15 years

16-20 years

>20 years

t79

123

39

36

23

t79

123

39

36

23

3.439

3.776

3.486

4.214

2.n0

3.833

3.626

3.150

3.286

iorc

Dedication

Employee enthusiasm and dedication are lowest among employees with the

longest tenure, according to Table 4.r3. (zoyears and over). Table 4.13 also shows

that personnel with 16-20 years of service had tlrc highest degree of vitality,

followed by those with 6-10 years of service. Furthermore, Table 4.13 shorrys that

personnel with 0-5 years in the orgianisation have the highest level of dedicatiorl

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

Employee engagement and its sub'dimensions

E4ployee engagement

Vigour

Absorptiou

Dedication

t.273

5.25t

0.ffi

3.651

0.out*

0.002*

0.076

0.015+*

* 
P < 0.01 ** p.0.05

At the 5% significant leve[ Table 4.14 derpicts that there is a significatr variation

in employee vigour levels among enployees with different marital status.

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

levels of overall involvement and dedication ofemployees based on marital statu.

Eryloyees with different marital statuses, on the other hand, had no significam

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

5 may only be partially accepted.

So as to assess exactlywhere the significant differences lie, the Post Hoc Scheffe's

test wascouputed (Table 4.15).
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Table 4.15 Post Hoc Schefe's Test: Ovqall employee engagernent,

vigour,dedication and marital status

Vigour

Dedication

Maried

Divorced/Separated

Widowed

Single

Married

Dircrced/Separated

Widowed

Single

I\[arried

Divorced/Separated

Widowed

3.473

3.sil

3.3tt

?.700 .'
..+

3.521

3.630

4.333

?;44l ri: '

3.718

3.610

2.867

2.6P

182

192

l0

t6

182

192

t0

l6

182

t92

l0

t6

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

e,ngagement, vigour, and dedication to their job than tlrc 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 amrng divorced/separated employees, and dedication is highest among

single employees, according to Table 4.15.
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Teble 4.16 T-Test: Employe engagement and Gendq

Employee engagement and its zuh,dimensions T df

engagement 8.736

8.084

5.113

7.846

0.000*

0.000*

0.000*

0.000*

399

399

399

399

Vigour

Absorption

Dedication

*p<0.05

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

difference between male and female employees' lerrcls of overall engagemant,

qrcrgy, absorption, and devotion. As a result, in terrns of gender, hlpothesis 5 rnay

be accepted.

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

coryuted(Ttble4.l7).
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Teble 4.17 Mean Diferences in Employee engagement and i* sab-

dimewiorc basedon Gender

Dimension Crender Mean Standard Derriation

Etryloyeeengagement Male

Vigoru

Absorption

Female

Male

Ferrale

Male

Female

Male

Female

3.403

3.s83

3.493

3.923

3.222

3.435

3.513

3.7t1

0.550

0.675

0.731

0.785

0.6r5

0.753

0.908

0.7st

224

176

224

176

224

t76

2U

176

Dedication

Fernale employees at the instihfiion have higher levels of overall erplope

engagement, energ:y, absorptio4 and dedication than male employees, according to

Table 4.17.T\e implication is that women arc more invested in their jotrs.

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

biographical variables on commitment and its sub-dimensions (affective

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

differences (AI.IOVA and t-tesQ.
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Illpothecis 5

There is a significant difference in the commitment of employees varying in

biographical profiles (gender, 8go, marital status and length of service)

respectively (Table 4.18 to Table 4.24).

Teble 4.1E Anatysis of Yariance: Organkational commitment andAge

Organisat ional commitment and ils subdimensions

Organisational commitment

Affective commitment

Corf inuance commitment

Normative commitment

2.736

1.954

2.979

1.189

0.032++

0.106

0.022;]

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 commitnpnt and continuation

commitment of personnel varied in age. Employees of different ages, on the other

han4 have similar degrees of affective and normative commitment. As a result, in

terrrs of age, hlpothesis 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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Teble 4.19 Post Hoc scheffe's Test: averall organisational commitment,

continuancecom mitment and Age

Organisational commitment and its subdimension Categories ofAge N Mean

Organisational commitment 2l-30 years

3l-40 pars

4l-50 years

5l-60 years

2l-30 years

3l-40 years

4l-50 years

5l-60 years

t25 3.354

150 t.026

7t 3.088

54 3.007

t25 3.360

150 2.897

7t 3.056

s4 2.Ti5

Continuance commitment

Table 4.19 shons that older professors differ from the rest of the universit/s

teachers in that they have significantly lower levels of overall organisational

commitment and continration commitment. Furthermore, Table 4.19 shows that

teachers aged' 2l to 30 yean old have the highest levels of total organisational

cornmitmed and continued commitment.
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Table 4.20 Arulysis of Yariance: Organisational commitment and length of sentice

Affective commitment

Continuance connnitment

Nonnative commitment

3.4s

2.W7

1.403

0.01lr*

0.088

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 orgianisation commitment and emotional

commitment of employees differing in tenure. Employees with varied tenures, on

the other hand, show no nrbstantial differences in degrees of consistency and

normative commitment. As a result, in terms of tenure, hlpothesis 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).

t
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Teble 4.21 Post Hoc scheffe's Test: avemll organisational commitment,

affective co ntmi tment od Tenure

Dimension

commil,ment 0-5 yean

6-10 years

t l-15 years

16-20 years

>20 pan

0.5 pars

6-10 pars

ll-15 pan

16-20 years

>20 years

3.238

3.029

2.854

3.37s

2.76s'.

3.343

t.076

2.813

3.447

2:t73

179

t23

39

Afrective commitment

Table 4.21ruteals that teacherrs who have worked frr more thatr 20 years had

significantly lower levels of total organisational and affective comnritment than

the rest ofthe teachers. Furthermore, p,rofessors who have worked at the university

frr 16 to 20 pars have the highest levels of overall organisational commitment

and ernotional commitment.

36

23

179

123

39

36

23
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Teble 4.22 At alysis of Yuimce: Organisational commitment andmuital statns

Organisational commitment

Affective commitment

Conti nuance commitment

Nonnative commitment

r.360

1.049

0.282

2.665

0.258

0.374

0.839

0.051

Table 4-22 rent9alls that there are no significant differences in overall

organisational commitment and its suh.dimensions across employees with

ditrErent mital statuses. As a resurt, in terms of maritar status, hlpothesis 6 my
not be accepted.

Teble 4.?i T-Test: Orgmisatiorwl commitment and Gender

Orgianisational a

Orgianisational commitment 1.974

2.694

0.304

1.830

399

399

399

399

0.051

0.009*

0.762

0.070

Affective commitment

Continuance commitment

Normative commitment

*p<0.05

At the 5%levelof significance, Table 4.23 shows that there is a nrbstantial

difference in the lwels of affective commitment between rrale and female

etryloyees. However, there is no substantial difference between male and fenrale

employees in tenns oftotal organisational commitment, continuation commitment,

and normative commitment. As a resuh, in terrns of gender, hlryothesis 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 Mqn Differenca in,ffective commitment basd on Gerrder

Organisationalcommitment Male 224 3.033 0.498

Affective commitment

Fernale 176 3.188 0.il3

I\rlale 224 3.12t 0.691

Female 176 g.2tl 0.553

Male 224 2.917 0.624

Female 176 .!}.Ii}.*. 0.t59

I\ilale 224 3.062 0.681

Female 176 3.1% 0.7g1

Continruance commitment

Normative commitment

Ferrale employees have much greater levels of affective commitment than

male emplo!rces, as shown in Table 4.24. Fennle employees had higher levels of
total organisational commitment, continuation commitment, and normative

cornmitment than male eurployees, however the differences are not nrbstantial. The

inference is that female employees are more invested in the company, particularly

emotionally.

4.4 Conclusion

In this sMy, descriptive and inferential statistics, were presented and

discussed in this chapter. The demographic data was presented ard analysed using

descriptive statistics. Frequency distntution tables, bar graphs, and pie charts were

used to display the biographical infonnation In this chapter, descriptive and

inferential statistics were rsed to analyse the formulated study questions. To draw



conclusions on the study's hlpotheses, Pearson's product rmrnent correlation

coefficient, Analysis of variancg and T-test were emplo)red in the analysis.

Howwer, urless these conclusions are coryared and contrasted with the findings

of other authors'research in the areas of erryloyee argagernent and organisational

commitment, they are rneaningless.

1/l8



CHAPTER 5

sm{IuARy, FII\IDINGS, DISSCUS$ONS, CONCLUSION

AND RECOMMENDATIONS

5.1 Summery

Etryloyee eqgagement as a notion is still relatively new, with little academic

research done on it, particularly in Pakistan. Emplopes that are emgaged are nx;re

likely to feel obligated to repay their eurployer for the emplolmrent resources

sup'plied, resulting in a strong commitmernt to the cor4pany. The concept of social

exchange provided a solid fralnework for this study. The fudiqgs of this study

etryhasise the importance of employers proyidrqg employees with the resoqrces they

need to achieve an emotional psychosomatic professional state of mind that

€ncourages workers b vigorously express and participate thermselves passionately,

cognitively, and tangibly in their roles, as this has a direct impact on employee

engagernent and organisational commitment.

Employee engagement includes vigour, absorption as well as dedication and

organisational commitment includes affective, nr.rrmative and coilinuance

commitment. Both erngagement and commitment of employees play an essential part

in education sector as their performance is dependent on its eryloyees who are

instnrmental in contributing to the decision- making of the organization andin

delivering serviers to its crstomers (students). In this coutext, the study assesses the

relationship between employee engagement and organisational commitment in

institutions of higher education (Universities) Pakishn. This study investigated ttre

levels of engagement and commitment, their relationships and the influence of the

biographic variables(age, gender, tenure and marital stafus) on these key dimensions.





Eryloyee engagement includes vigour, absorption as well as dedication and

organisational commitment includes affective, nonnative and contiruance

comitment. Both engagement and corrmitment of employees play an essential part

in education sector as their performance is dependent on its employees who are

instrumental in contribrutiqg to the decision-making of the organization and in

delivering services to its ctstomen (shrdents). The study employed a quantitative

design where both quantitatine data were collected from the participants. The study

was undertaken on a sample of 4fl) teachers, dramusing the simple randomsampling

technique (straightified sampling) from ten universities situated in

RauralpindilIslamaba4 Pakistan. Data was collected rsing questionnaires. The

psychorrctric properties (validity and reliability) of the questionnaire urere assessed

ttsi4g Cronbach's Coefficient Alpha. Quantitative data werc anallzed using both

descrfutive and inferential statistics. SPSS was used to analyse the data in order to

arEwer the stud/s original questions. Understanding Data Analysis Inferential Results

In this study, the researcher uses IBM Statistical Pacloge for Social Science (SpSS)

wrsion 26 to analyse data using descr[tive and inferential statistics. Inferential

statistics zuch as thc t't€st and Pearson correlation coefficient (r) are used. Ihere were

moderate levels of employee erngagement as well as organisational cornmihnent. This

sMy indicates that there are significant relationships arnong the sub-dimensions of
erployee engagement (vigour, absorption, dedicatioQ and commitment (affective

commitment, continrance commitment, nonnative commitment) respectively.

5.2 findings of the Study

5.2.1 Employee Engegement

l' Employees displaya higher level ofemployee engagerrcnt than organizational

commitment.



2. Employee dedication r*, t igt". than vigour and was higher than absorption.

5.2.2 Orgenizetiond Commitment (Oc)

l. Employees dtsplayea bwer levels of organisational cornmitment and

ernployee engagement

2. Eryloyee afrective commitment is higber in normative commitment which

was higher than continuance commitment.

5.23 Reletionship betryeen Sub-Dimenrionr of Employee Engagement

l. There is significant relationship between the sub-dimersions of erqployee

engagement (vigour, absorption, dedication).

2. The suh'dimensions of emplo,ree engagement (vigour, absorptbn,

dedication) and commitment (afrective, continuation, normative) have

s ign i fi cant relationship.

3. Employee engagement and orgranisational commitment are linked in a major

way.

4. The sub'dimentions of commitment (affective, continuencg and normative)

have a significant relationstrip.

5.2.4 Biogrephicel Influences

Bryloyee Engagement:

Significant differences based on

i Or/€rall engagement (age, gender and rnarital statts)

ii. Vigour (age, gender, tenure and marital stattrs)

iii. Absorption (gender)

iv. Mication (age, tenure, gender and nraritial statu)

No significant differences based on:



I Overall engagement (tenure)

ii Absorption (age, tenure and marital status)

Orgianisational Commitment

Significant diffe,rernces based on:

i Orrcrall Commitment (age and tenure)

ii. Affective (tenrue and gender)

iil Continrance (age)

No significant differences based on:

i Overall commitment (gerndcr and maritial status)

ii Effective (age and marital status)

iii Continuance (tenure and marital status)

iv. Normative (age, ge,nder and marital statu)

5.3 DTSCUSSTON

The research questions, objectives, and hypotheses erryloyed in this study

were planned to be interconnected such that after the research objectives were

fulfille{ the questions could be answered. Furthenmre, the objectives were

corpleted concunently with ttre examination of the study hypotheses and tlrc

decision to accept or reject them The subheadings below include discrssions of

the fndings in relation to the research questioru, hypotheses, and objectives

fornnrlated by the study.

Employee engagement and its sub-dimensions (vigour, absorption, and

dedication), as well as organisational cornmitment and its sub-dimensions

(affective commitment, continuation commitment, and normative commitment),

were assessed with descriptive statistics.

Erryloyees at the institution indicated a reasonably high level of total
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participation in this survey (Mean =3.482).The most of the responde,nts said they

always try tlrcir hardest to ensure that the organization's objectives are realised.

Kazimoto (2010 also discovered that the rnajorrty of workers were only working

because they had access to worki4g equrpment and resources. Eryloyees in

private e,nterprises, on the other hand are rnorE engaged, according to Agyemang

and Ofti (2013). Ftrtlrermore, according to Kruse (2012), hrgtrly engaged

eryloyees care about the coryanies they work for and af,e more comrritted to

achieving the company's goals.

Baklrer et al. (201la) recognise that there are several relevant considerations

about participation. The author asked a number of questions concerning

inrrclvement, one of which was about the vigorous and sequential environmeffi of

the notion. For sweral yeaf,s, most studies have looked on errcryday changes in

involvement, taldng into account Patterns of employment culture and experiences

over time. Employees are not eqrully interested in nrcrk throughout the day,

according to Bakker et at (201lb); some days are more interesting than others.

Enployee erngagement levels differ greatly, according to sonnerntag (201l).

For example, schaufeli and salanova (201l) expanded on the conce,pt of

commitment by emphasising the importance of considering task engagement. Iobs,

researcher stated that, are conprised of a nariety of duties, with some demanding

more participation than others. As a rezult, shrdying task engagernent would

provide a nrore in-depth examination of the different character of involvemed.

Erployees who are engaged bring a unique level of inventiveness to their jobs and

frrm their own opinions about their achievements; they seek out neur initiatives

that will shetch them and are dedicated to achiwing excellence in their worlq

which results in frvourable reviews from their zupervisors (vinu6, saso, &



Berrozpe,2017).

As per the study's quantitative analysis, university personnel extribit a frir

level of overall commitment (Mean = 3.101). The most of the attendees are

detghed about the event's planmng. According to a study by JaFrathna"

erryloyees, conversely, show a high level of organisational loplty (2016).

Evidence shows that enployees have a higher level of orrcrall devotion to their

company, accordftE to Dachapalli (2016). Berberoghrb (201g) study of health

workers in North Clpns's public hospitals discovered that they are exceptionally

dpdicatd. According to Manetje, errployees who are unclear about their

proft.ssional roles are mrrc liable to have a poor or no dedication to the

org;anisation (2@9).

Erryloyees who are dedicated to their company build a sentimerntal tie to it

and begin to feel personally responsible for its suooess (Cherian, Alkhatib, &

fugar$/a[ 2018). Erryloyees who are backed up by their bosses, according to

Norizan (2012), are rnore engagd and loyal to stay with their company.

Erylopes that are conrnnitted ate mne nptivated 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 lackiag from work, perbrm

bsdly, be dissatisfied with their jobs, and suffer great levels of anxiety, all of

which contribrute to a degeneration in thcir heahh (Jayarathna 2016).

"Passion, dwotioq and absorption" define engagenrcnt, according to Ariani

(2015, p. 193). According to the research there are substantial correlations

betrveen the suh'dimensions of employee satisfaction (vrgour, absorption, and

dwotion). Prerrious research has looked into the relationships between various

dimensions of involvernent (De Bruin, Hill, Henn, & Muller, 2ol3). This means



that zeal commitment, and engrossment can all stand on their own. This shrdy's

findiags support those of Yalabik, Van Rossenberg, Kinnie, and Swart (2015),

who discovered important links between vlgour, dwotion, and preoccupation All

thee frctors support enployees establish strong as well as self-assured arrogances

about their work, which helps them give it their all.

workers that arc engaged work hard (vigororsly), r€ committed

(enthusiastiQ, and are deep (immersd) in their several works (tllongrvane &

L€dimo, 2015). De la Rocha (2015), who studied grcups of 250 or fewer people

and frund that vitality, devotion, and absorption were all stroagly and positively

relate4 bacls up the conchrsions of this study. The thec aspec-ts have a sto4g

relationship, according to Wefrld and Downey eolg), implying that involvement

is a siqgle rariable. "The significant relationships across variables imply that

energy, dedicatioq and immersion represented the same consfiuct," writes De la

Rocha (2015,p.32). Some dirnensions may have been unneeded due to the sfiength

of these relationshfts. "

The findings rweal significant relationships between the sub,dimensions of

organisational commitment (afrective commitment, continrance commitment, and

normative commitment). In her research, important correlations between the three

elements of organisational commitment were discowred by Rarnakhula-Mabona

(2014). These ttree levels of corrmitnre,fr, according to Klein et al. (2009), exist.

The only thing ttut distinguishes the conrmitment 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 objectirres A erployee who has developed non-transferable

talents and amassed adrrantages through time and is thrs obligated to stay with the



company lray not be motivated to go abone and bepnd to help the organization

(Klein et al., 2009).

The fudings of this study are supported by Ahmad's (2018) research- The

three dimensions, according to Martin (2008), should be considered as conponents

rather than distinct tlpes oforganisational commitment. An ernployee can show all

of the corryonents of commitment at the same time. As a result, it,s firtile to

conceive of them as separate shapes; instead, think of them as components.

Furthermore, according b Roxenhall and Andr6sen (2012), sharm4 young, and

wilkinson suggest that in lo4g-tenn partnerships, the affective coryonent

becomes sfioqger and more essential than the other two components. Numerous

forms of duties can exist at the same time, according to Heery and Noo4 as stated

in Anuila (2015), at anygiven timg workers have several commitments to wrious

orgianisations and percons. An errployee with comparable aims to the courpany's

works there because he or slre wants to; the cost of leaving the corryany influences

the decision to stay. others choose b stay because they berieve they owe the

corporation a moral commitment (sirnons & Buitendach 2013).

According to this sMy, enrployee e4gagement and orgauisational commitment

have a significant relationship. Balcker and Demerouti (200E) and Field and

Buitendach (2011), for example, soncur that engagement and cornmitment are

linke4 as are the ftrdings of this study. Dedication is vital in the workplacg

accordiqg to Field and Buitendach (201l), because it yields great outoornes as well

as is linked to engagement- Engagement clearly frinctions as a link between job

features and excellent work outconrcs including organisational commitment (SalG,

2006; simpsoq 2Utrlg). Furthennorg yan Zyr, Deacoq and Rothmann (2010)

discovered that participation and cornmitment are linked, which validates the



conchsions of this study.

The researchers looked at the link betrveen orgianisational commitment and

nursing worker eqgagerment, Beukes and Botha (2013) found a similar finding.

According to the ftrdings of their study, a hfher number of rurses conducted their

respotuibilities with zeal, which increased their participation and dedication at

their partiorlar institutions. Workers who are engaged are mne likely to enhance

their ability to repay their orgianisation frr the resources it has provido( making

them more cormitted to it (Hakanen et al., 2008). other studies have found that

commitment and erngagenrent are mutually helpful (steyq 2llr;vecin4 chac6rL

Sueiro, & Barr6a 2Ol2).

Furthermore, the findings of this study support cohen's eot4)popular idea

that being able to eqgage people in their professions is the first step tourard

connecting a deroted nlork situation. According to Saks (2006), commitment is

defud as uthe employees' lo,,ahy, approaches, and relationship to tlp
organisatioqn which is helpful to the corporation. But, nrceting is a measurement

of how focused and absorbed individuals are in their work, not an attitude (Saks,

2m,6)- In additioq while commitmernt is centred on the institute, appointment is

certred on the work.

Employee engagement and its sub.dimensions (vigoru, ahorptioq and

devotion) are explored in reration to biographical features for example age, sex,

marital status, and occupation.

When it comes to overall engagement, this sfudy discorrered that there is a

significant gap in the levels of involvement among employees ofall ages. yo.nger

enployees in the organisation are rnore engaged than older emplo5rces, according

to the data' Younger eryloyees may be more ernergetic and willing to attempt new



things, which will increase their involvement in their johs. According to

Robertson-Smith and lvla*tilich purU workers who join an organisation for the

first time may b hopeful and engaged at frst, brut they may eventually become

disengaged (2009). Crary (2014) acknowledges that engagemcnt varies greatly

depending on one's age. Furthennore, James et al. (201l) revealed that age groups

and involvement have a substantial link.

The authors argue, however, that older eurployees are most involved than

),ounger workers. According to a study by Kaliannan and Adjovra employee

e,ngagement is unaffected by an employee's age (2015). Furtlrermore, victor and

Patil (2016) assurned 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 fernale teachers had

considerably different lerds of orrerall engagement. Female university teachers are

rurre engaged in their jobs than male university teachers. Female employees may

be rnore 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 rpsult of laboru likeness. Male workers, on tbe other hand, have

higher participation dimensions than female workers, according to Schaufeli,

Bakker, and Salanona (2006). The outcornes of this study are comparable to those

of Shukla et al. (2015), who discovered that male and female e,mployees 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.

Furthernpre, de,pending on rrarital status, there is a significant disparity in



total involvement levels. According to the latest research, surgle erryloyees are

rmre involved than married emplbyees. This could be because single employees

have more free time, allowing them to erphasis rnore, but married enployees

must still balance work and family duties. Gulati (2016) discovered a significant

relationship between employee engagemed and marital status, which is in line

with the findings qf this study. Anan( Banu, Rerngarajan, Thirumoorthy,

Rajlumar, and Madhrmitha (2016),on the other hand claim tlnt rnarital statrs has

no bearing on employee engagement.

There was no significant variation in total engagement levels between tenures

in this shrdy. Albdour and Attarawneh (2014), for exarple, agroe 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 Robinsoa (2N7), the longer someone work frr a conpany, the

lower their level of involvement increases.

Age, gender, nrarital status, and length of service are all examined as

biographical nariables that influence organisational cornuritment and its sub-

dimeruions (affective commitment, continuation commitment, and normativp

cormitment).

There is a significatr dilference in total organisational conrmitment and age,

accordfurg to the findings of this sMy. According to the survey, erqployees

between the ages of 20 and 29 have the highest levels of organisational

commitmerf at the university. Maybe theyrre )oung and passionatg and they feel

driven to show offtheir knowledge and make an impression. Similarly, De Gieter,

Hofmans, and Peperrnans (2011) feel that commitment levels vary significantly

among employees of various ages. Affirm-osei et aL eols) stated that
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significantly older euplo5rees are more loyal to the organisation because ]ounger

employees can quit at somewhat time becaue of greater job opportunities.

Because they have invested so mrch in the company, the authors believe that the

senior employees are rmlikely to leave. Accordiag to a study done among Pakistani

academics by Naseem and Khan (2013), as an employee reaches maturit5r, he or

she gains a higher sense of responsibility, which increases their loplty to the

organisation. Like a rezult, senior workers are mrch more loyal to their employers

than punger workers. Furthermore, monetary incentives play a role in this rend

(Nanraz & Kundi, 2010). Despite th€ frct that many studies have deternrined that

older workers are flrre devoted" Akin,rcmi QOl4) discovered that older worke,ls

are not more comrritted than punger workers. Young ard older workers, on the

other hand, are nxrre lo}lal to the coryany than workers in the middle age groups

(oebq 2008).

According to ttis study, employees with different teinre levels exhibited

substantial differences in whole orgianisation commitment. In additioq those who

have worked for the firm for 16-20 years have higher stages of organisational

commitment than those who have worked fur the company for less time, according

b the study. Pertaps they have a longer relationship with the company and have

invested heavily in it, resulting in their dedication to it (Affirm-osei et at, 20ls;

cooper-Hakim & viswesvaran, 2005). In contrast, Kelly (2015) contends that

tenure has no influence on organisational commitment. Tenure has a significant

impact on employee corumitment (Iqbal et al. 20ll).

Likovise, according to Amangala (2013), an employee's length ofservice has

a significant umpact on organisational commitment. "Iong-serving employees may

choose to stay with the firm since they are aware with the organization's goals or it



is so simple to work toward accorplishing them," Ramakhula-I\[abona writes

(2014, p. 62). Such employees are dedicated to their jobs and ready to stay on as

part of the team (Mathieu &Zajac,2005).

Furtherrnore, there is no substailial differerrce 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, ftrnales

are more likely to participate in the achievement of administrative objectives.

IGlly stated ttut this is due to "frrnales entering formerly male-dominated

organisations, and as a result, women had to rvork tougher and have rnore to

v€ri8, and as I rcsuft, women were nxrrc loyzl to the compan/, (2ols,p. 34).

Aocording to Abdul-Nasirq Mensalr, Amponsah-Tawiah, simpefu and lftrmasey,

male coworkers are rnost dedicated than female friends (2014).

Moreover, it is assumed that no significant differences in overall

organisational corrnitment levels amrqg individuals with different marital

statuses. MarrM status has no statistically significant impact on commitment,

according to ogaltry (2015). Tikare (2015), on the other hand, discovered a link

betrveen marital status and commitment in his study. When compared to single

work€,ts, rnarried workers have a stronger sense of commitment (Tikare, 2015).

This could be owing to the increased obligatioru that come with marriage, such as

providing a good living frr their frmilies and feeling financially secure, according

to the author. As a result, it's possible that this will help people create a stronger

feeling of cornmihnent.
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5.4 Conclusions

l. To evaluate the linl( betrveen e,mployee engagement and orgianisational

commitmeil, the researchers collected urd analysed quantitative data.

The data collection and analysis informed the researcher's ftrdings and

considerations, which ld to the study's recommendations and

conclusions. The study respondents said they are frirly productive in the

worSlace. They also expressed their dedication to the university,

hinting that there is still opportunity for progress. Furthermore, the study

showed a conelation among teachers' work engagement and their

loyalty to their organisations. Dedicatio4 in particularly, was

det€flnind b have a significant impact on organisational commitment.

Furthermore, the biographical characteristics demonstrate oonsiderable

variations in enployee engagement, vigoru, and dedication based on age

and marital status. Mor@ver, there are significant differences in zeal

and commitment basd on tenure. Overall, there were substantial

differences in participatioq energy, absorptio4 dedication, and gender.

Biographical characteristics also rerrcal 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 cormnitment by

occupatioq as well as significant differences in affective commitment

by gender.

Employees who have their skills recognised and acknowledged feel

valued and a sernse of connectioq which increases their commitment to

2.

3.



their emplolmrent. In addition, conprehensive training and dorelopment

progrartmes will increase employee ernthrsiasm by ensuring that thcy

are well-rrcrsed in their field. If staft are assumed an allowing and

helpfirl work setting, they will definitely have e,nough of vigor to fulfil

their tasla. Department heads and Deans may also conversation with

stafrs since it suprports to explain the purposes, ailns, and tasfts that

workers are expected to do, allowing them to frcus more on their work

They may hire and recruit people who can communicate their nalues

and objectives in a way that fits with the university's mission

Eryloyees msy be offered lavish benefits so as to inspire thgm to stay

at the university. httlng the proposals into practise will, in essenoe,

boost university teachers work e4gagement as well as organisational

commitmeff.

5.5 Recommendetionr

The researchers used a quantitative technique to investigate these variables in

Pakistani settings, btrt we shongly believe that a qualitative approach may 66 used to

investigate what really constitutes eqgagement and how it affects employee

behaviour- Future researchers may build on these ftrdings, whether by employing the

same environment or a different one, in order to expand the literature on work

engagement, which is still mostlyunenplored.

l. Finally, because there appears to be a strift from previous findings, a look

at terurre and commitment, as well as maybe other work outcomes, would

be relevant. Erryloyee tenure and commitment findings are currently

inconclusive. The rhk between independent frctors (enployee

engagement-EE), dependent variables (orgianisational co mmitment-Og),



and dermgraphic features was investig3ted in this study (age, gender,

length of service, marital statu etc etc.).

The researchers presented reconrmendations at the teacher, university, and

frr firture researchers based on the data analysis from this study to help

univerrsities enhance their management and teachers work emgagement and

organisation corrmitment. Meanwhile, we want to assist rmiversities in

improvittg their development in the future.

The universities may provide rcsources to foster employee Sowth learning

and development to increase enployee engagement and job performance.

The orgranization may increase the cooperation among employees in order

to increase the relationship in every department.

Furthermore, the teachers may be a helpfu[ nrpportive, developing

rmderstanding with their colleagues. This will ultimately increase the

perfonnance level of the enrployees and can inspire the desire to assist the

colleagues. Giving ample chances for up gradation will maximize the

satisfaction of worker.

Findings ofthe studywere that the reward advantages might be included in

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

permits in the frrm of gift, recreation for their creative work and upgndes.

5.5.1 Recommendationr for the Terchers in the Univerrity

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 uiversity

t.

4.

5.



authorities, according to the shrdy and its analysis. At the same time, rurtil the

rescarclrers distributd surveys, many teaclrers did not think much about their work

e'ngagement or orgianisational commitment in their daily work. Teachers only

understand they have these needs and wants from university administration after that.

l. As a result, professors have their own vierys and perspectives, brut frr a

variety of reasons, they do not brring their corrcerns to the attention of

university managerment.

2. As a result, the researchers reconrmend that teachers regularly assess their

own performance and provide feedback to university administrators if they

have any suggestions fur rmiversity managerment. Teachers can help

university executives understand teachers' perspectives in this way,

allowing tbem to better build university managernent programmes.

5.5.2 Recommendetionr for the University Administreton

University officials may figrre out a rnethod to ernbrace teacher's suggestions

while also encotraging them to voice their concems to the university. According to

teacher comments, this nethod rnay be private, consistent, urd transparent. Only by

understanding teachers' tue perspectives and needs can university administators

designbetterrnanagement rrcthods to iryrove teachers organisational commitmerfi.

l. When professors do a good job, university administration may provide

additional non-monetary rewards to elrcoumge them Teachers

acknowledge the university in this study's data analysis, howerrer the

uiversity does not provide sufficient acknowledgrnent when teachers do

good work. Meanwhile, professors corplain 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 firther their careers. Teachers stated that the

university may provide hansportation to and from the campus ey€ry day as

a result of the frcts. Because this study only touches on a few of the

universit/s issues, the researcher recommends that the institution allow

proftssors to erngage in university mranagement programming in order to

better administer the university.

3. The university administrators may invite a few teachen to attend

university management meetings and adopt the recornmerndations offered

by the teachers frr the benefit of the univCIsity. Decisiorn that may have

an [ryact on teachers'well-being may be communicated as transparently

as possible, boosting teachers'organisational commitment and preserving a

positive and tight relationship betrveen teachers and university officials.

4- According to the ftrdings of the shrdy, there is a link between teachers'

work engagenrent and organisational commifioent, and university

managers mtrst be conryletely conscioru of the impact of this link on the

overall rating of their institution. University administrators rnay assess

whetlrer a variety of incentives to irprove teachers organisational

commitment are suitable.

5.5.3 Recommendetions for the Futurrc Reseertherr

Employee engagernent and organisational commitrrrcnt are linke4 according to

the findings. The following suggestions are for future researcherrs who might be

concerned in filling in the gaps in this study.

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

Future researchers may tre able to confirm the generalizability of these



fmdfurgs by duplicating the study in different geographical areas, professions,

or specific indrstries, and changing the sizes of the sectors studied.

2- This research was restricted to a quantitative approach. Because it uses open-

ended questiors with no preconceived resporures, using an additional

qualitatirrc method may offer significant data specifically concerns about thp

lerrel of fear or anxiety teachers feel about sharing their concerns about their

work environment or rvork situation. Through personal orperience with ttrcir

involvement and organisational commitment, firtue researchers may gain a

greater grasp of participants' firndamental reasons and motives.

3' Eryloyee ergagBment, organisatbnar commitment, age, gpnder, rength of
service university twg and other c,haracteristics were enployd in this study.

R€peating the similar study with diverse predictors to hightight the lir*s
between management, emproyee deveropment, orgianisationar curture,

changes, and organisational commitment may be helpful to businesses and thc

cornrnonwork.

4' A pict,re of infrrmation from a certain time period was used in this

investigation. If the study was reproduced in the same work setting, firtrue

scholars might associate the two sets of inforrnation to see if the study

outcornes stayed the similar or chaqged.
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Appr.NDrv A (covT.RING I.T.TTTR ANn Iry[.ORMf,.n CONSf,.N4

Islamic University Islamebad

Deprrtment of Educetion (Phd) Research

Rerearcher: Azeem Sabir (Aziml 784@Whoo.com)

Supeniror: Ih. Muhammad Munir Ibfrani

I, Azeem Sabir am a Phd Scholar in the Departmet of Teacher Education (IIU).

You are invited to participate in a research entitled, the retrtionrhip betryeen

work enguagement of university teecherr and their orgenisetional

commitment. The aim of this study is to investigate the lerrels of employee

engrgcmetrt rswell ar orgenisational commitment of teecher:r in institutionr
of higher education (Univenitier).

Through pur 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 existiag body of knowledge and help Educational Stakeholders

such as head of the departnrnt dean of the frculties, HR Direc.tors etc. To

understarut how they should keep their employees engaged ard increase their
level ofcommitment.

Your participation in this research is voluntary. You may refirse to participate or
withdraw from the research at any time with no negative oorurequence. There will
be no rnonetary gain from particfiaturg in this survey. Confidentialrty and
anonyrnity of records identifying ),ou as a participant will be maintainedby the
Departrnent of educatio4 Internatinal Islamic University Islamabad, pakistan.

Ifpu have anyquestions or concerns about completing the questionnaire or about

participatfuE in this study, ],ou tnay contact rne or my supervisor at the ermails

listed above.

The survey should td<9 vou about 30 minutes to corplete. I hope you will take
the time to conplete this sunrey.

Sincerrely

Azeem Sabir (Researcher)



CONSENT

I .......... hereby

confirm that I trnderstand the contents of t"is document and the nature of the

researcll and I consent to participating in the research-

I understand that I em et fiberty to withdraw from the project et rny timg

should f m desire.

S ignature of Part icipant DATE
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APPT'.NITF' R (OTINSTIONN AIRI')

Ite fullowing questionnaire is based on determining tfrc bvels of employee

engagement and organisational commitment of teachers in a university in

Pakistarl This questionnaire consists of three sections which are Section Ao

Section B and Section C. SectionA corsists ofthe biographicaUDenrographic data

which requires your age, gender, tenure (L€ngth of the service) aud marital statw.

Section B & C consist of items which will require ],ou to rate the statements

provided on a scale of I to 5. You will be required to place a crols (X) against the

stderment which applies to you. This questionnaire will take approximately 30

minutes. The coryleted questionnaire willthen be collected by the researcher.

Please note that this questionnaire is anonymous and ]rcu are not required to

provide lour personal infurmation

W

Mark a cross CD in the box that best describes pu.

1. AGE

21-30 years

3l-40 yean

4l-50 year

5l-60 years

2. GEI{DER

Male

Female

3

4
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3. Length of service in currrent university

0.'5 years

610 years

ll-15 years

16-20 years

>20 years

4. MARITAL STATUS

Single

tvlarried

Divorced/Scparatd

Widowed

Other

SECTION B: TMPI OYEI' ENGAGEMT'NT

In Section B staternents are provided regarding how engagd ,ou are in yotr

work The frllowng 17 statenrents are about how you feel at work Please read

each staternrent carefully and decide if pu ever feel this way about your job. You

are required to indicate the externt to which )ou agree or disagree with the

following statements using the scale below and indicatinga cross (X) in the box that

best descriibes ]ou. Lrdicate the extent to which ]ou agrce or disagreewith each of

the items below using the following scale:

I - Sfrongly

Disagree (SD)2

- Disagree @)

3 -Neither Agree nor

Disagree (NAAID)4 - Agree

(A)

5 - Strongly Agree (SA)

I
2

3

4

I

1

2

3

4

5
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EI}IPLOYEE ENGAGEMENT

No. Vigour SD

I
D

2

N

3

A

4

SA

5

l. At mywork, I feelbursting with energy.

2. At myjob, I feel strong and vigorous.

3. WhenI get up inthe rnorning,I feel like goittg to
work

4. I can continue working frr rrery long periods at a
time.

5. At my job, I am very resilient, mentally.

6. At myworkl ahvays petseverc, evenwhen things
do not go well.

Abrorytion

7. Time flies when I amworking.

8. When I amworking, I frrget werything elsearound
Trc-

9. I ftel happywhenl amworking intensely.

10. I amimmersed inmywork.

11. I get canied awaywhenl amworking.

12. It is difficult to detach myself from myjob.

Dedicetion

r3. I find the workthat I do full ofmeaning and
pupose.

14. I amenthusiastic about myjob.

15. Myjob inspires me.

r6. I amproud of the workthat I do.

17. To rne, myjob is challenging.
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s[crroN c. oRG Nrs rroN r coMMrrMrNT sc r r' (ocs)

In Section C the followmg24 statements are provided to evaluate how committed

],ou are to lour organisation. Please read each statement carefirlly and decide if
)ou Eyer feel this way about pur orgianisation You are required to indicate the

extent to which )ou agree or disagreewith the following statements uing the scale

below and indicating a cross (X) in the box that best describes pu. Indicate the

extent to which ]ltlu agree or disagree with each of the items below using the

following scale:

I -Stongly
Disagree (SD)2

- Disagree @)

3 -Neither Agree nor

Disagree (NM.ID)4 - Agree

(A)

5 - Sfiongly Agree (SA)

ORGAMSATIONAL COMIIilITMENT

No. Alfective commitment SD

1

D

2

N

3

A

4

SA

5

I I would be very happy to spend the rest of my
caf,Ber with this organisation.

2. I enjoy discnssing about my organisation with
people outside it.

3. I really feel as if this organisation's problenrs are
myowL

4. I think that I could easily become as attached to
another organisation as I am to this one.

5. I ftel like'part ofthe family'at myorganisation.

6. I ftel 'emotionally attached' to this orgianisation.

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.

Continuence Commitmen t

I amafraid ofwhat might happen if I quit my job
without having another one lined up.

It rvould be very hard for me to leave my
organisation right now, even if I wanted to.

Too much in my life would be disrupted if I
decided to leave myorganisation now.

would be too costly for me to leave my
organisation now.

with my organisation is a
matter ofnccessity as mrch as a desire.

I feel that I have very few options to oonsider
leaving this organisation.

One of the ferf, serious consequences of
this organisation would be the scarcity of
available alternatives.

One of the major reasons I continue to work for

this organisation is that leaving would require

corrsiderable personal sacrifice and another

organisation rnay not rnatch the overall benefits I

have here.

Normetive commitment

I think that people these days move from company
to companytoo often-

I do beliwe that a penion must always be loyal to
his or her organisation.

organisation to organisation seems

unethicalto me.
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20. One of the rqjor reasoon I continue to work in

this organisation is that I believe loplty is

important and therefore feel a sens€ of moral

obligation to rernain.

21. If I got another offer frr a better job elseryhere I

would not feel it was nght to leave my

organisation

22. I was taught to believe in the value ofremaining
loyal to one organisation.

23. Things were bett€r inthe days whenpeople stayed
in one organisation frr most oftheir caroers.

24. I do not think that to be a 'coryany men' s1

ooryany woman' is sensible anymre.
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Thankwu for ww outicioatiott-
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