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ABSTRACT

Employee engagement involve the direct communication with the elements
from Human Resources, Sales, Marketing and Public Relation, it needs to be
centralized then the organization can launch the employee engagement programs
and strategies to improve the business performance (Horney, 2015). Based on
McConnell (2011) research paper, engéged employees basically more productive
and less likely to leave their organizations compared to disengaged employees.
According to Malaysia statistics report in 2014, SME industry contributed 35.9% to
Malaysia's GDP. Therefore, the purpose of this research was to examine the
relationship between employee engagement with working relationship,
empowerment, employee motivation, employee retention and work life balance. A
sample of 123 employees, based on convenience sampling was chosen to collect
information using a self-administrated questionnaire that was adopted. The findings
indicated that working relationship, empowerment, employee motivation, employee
retention and work life balance have positive relationship with employee
engagement. Lastly, based on the fihdings, this research proposed measures to
improve the competitiveness of SME in Kuala Lumpur, Malaysia via appropriate

employee engagement programs.
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Employee Engagement, Working relationship, Empowerment, Employee motivation,
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Chapter 1

1.1 Introduction

Employee engagement become very important and hot topic in each organization
and industry, it plays an important role that will lead an organization become
successful meanwhile the Gallup research shows that 13% of employees worldwide
engaged in their job and they feel interest for their work but another 87% of
employees that not engaged will disengaged toward organizations (O'Boyle, 2016).
CEO of organizations will concern about the waste of time, resources and effort but
. the employee not engaged will influence the leaders can’t attain the business
.objectives that able to improve the organization performance (Crim & Seijts, 2006).
Employee engagement involve the direct communication with the elements from
Human Resources, Sales, Marketing and Public Relation, it needs to be centralized
then the organization can launch the employee engagement programs and

strategies to improve the business performance (Horney, 2015).

Employee engagement doesn't mean employee satisfaction and employee
happiness, it is the emotional commitment that engaged employee will care about
their task and company, they not only work for payback but work on behaif of the
organization’s goals (Kruse, 2012). Every organizations success is built on its
- employees, it has four key ingredients of motivated workforce that are leader with a
- vision, line managers who empower rather than control employees, leading a sense

of trust and employees who have chance to talk their views (Acas, 2016).

Based on McConnell (2011) research paper, engaged employees basically more
productive and less likely to leave their organizations compared to disengaged
employees, engagement inevitably poses a viable alternative strategy that demands
a rigorous research. Howard and Foster (2010) stated that employee engagement
is the tools that able to develop employee talent and make company become more
Competitive but also enhance company image and helps to reduce employee attrition

rate in a company business.

INTI International University (2016)
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1.2 Background of study

Based on Malaysia statistics report in 2014, SME industry contributed 35.9% to
Malaysia's GDP, it shows that SME industry is very important and it will influence the
economy of Malaysia (Statistic Gov, 2016).

Kuala Lumpur is the second highest state that employee work in SME industry, it
only below Selangor and most of the employees prefer work in Kuala Lumpur
because it is the state that having high impact on the Malaysia economy (SME Corp,
2011). SME GDP growth can define as the country overall economic growth, it also
contributed 65% of total employment and the positive performance of SME will
influence the country become high middle income country (SME Corp, 2011).

According to Malaysia government statistical analysis, SME’s value added
production will be around RM 120 Billion and the production will become focus on
manufacturing sector (Kannan, 2013). SME play as an important role in development
of Malaysia economy because SME can provide job and increase the production of
the product or services (Omar et al., 2009). Most of the SME must get support from
government especially in the competitive business industry and government will
apply some strategy to help development of SME because SME have great potential
become the engine of the economic growth especially in developed countries such
as Malaysia. In 2004, the establishment of the National SME Development Council
(NSDC) make the new development of SME in Malaysia, it aims to make SME
become more competitive in global market with the policy. SME in Malaysia can

define as the table below:

Eranooic Census 20 LE AToefercnos Senr
2630}
(PSP e e w———— el SNEN o of SRAES S of BRI over tatal
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Ruewives 521,.RE3 SRO,985 wA.3 @00
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B RS 6.77aN Fa-mtd LIV}

TR LARES BTLE 3.0
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ol Esaablishemorets GEDHEE GE5.136 973 100
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Sources: Malaysia SME Annual Report (2011/2012).
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1.3 Probliem statement

Employee engagement consider as a new construct that can attract a lot of attention
and it has become poputar in every industry, it not only among for researchers but
also the management (Robinson, Perryman & Hayday, 2004). Based on the
Employee Engagement research 2013, there are 4/10 of employees are disengaged
around the world, it leads work force are less productive and high turnover (Tracey
& Hinkin, 2014).

Employees are the most important and value assets for organization in each industry,
manager must able to adapt strategies not only maintain current position but also
engage the employee and their capabiliies and competencies are completely
utilized (Al-Jubari, 2014). According to Maddox (2014) report, there are only 41% of
people think their company has a strategic approach to employee engagement and
lack of coordination between employee with advertising agencies. The employees
that not engaged will become harmful for their company because they didn’'t care
about the customer experience and the employee has the most impact to the

company reputation (Nagel, 2013).

2012 Aséa Pacific Engagement Distefrutéon

Figure 1.0 Asia Pacific Engagement Distribution {(Hewitt, 2010).
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Figure 1.0 research shows that there are nearly 50% of the employees are not
engaged and only 10% of employees are highly engaged. This research proves that
why Malaysia employees always want to change job and the organization in
Malaysia not really apply the employee engagement strategy successfully (Hewitt,
2010).

Several researches on employee engagement had been conducted but yet limited
studies have been carried out in higher education industry in Malaysia (Siddhanta &
Roy, 2010). Therefore, this research conducted on employee engagement in SME

in Malaysia.

1.4 Research Objectives

The objectives in this research is determine the factor leads creative employee to

engage fully with higher education institutions in Kuala Lumpur, Malaysia.
The specific research objectives include:

1. To determine whether a relationship between working relationship and employee

engagement in- SME in Kuala Lumpur, Malaysia.

2. To determine whether a relationship between empowerment and employee

engagement in SME in Kuala Lumpur, Malaysia.

3. To determine whether a relationship between employee motivation and employee

engagement in SME in Kuala Lumpur, Malaysia.

4. To determine whether a relationship between work life balance and employee

engagement in SME in Kuala Lumpur, Malaysia.

5. To determine whether a relationship between employee retention and employee

engagement in SME in Kuala Lumpur, Malaysia.

INT] International University (2016}
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1.5 Research Questions

With the research objectives mentioned, several questions will be stated and it would

achieve the research objectives during finding the answer to the questions.

1. Is there a relationship between working relationship and employee engagement

in SME in Kuala Lumpur, Malaysia?

2. Is there a relationship between empowerment and employee engagement in SME

in Kuala Lumpur, Malaysia?

3. Is there a relationship between employee motivation and employee engagement

in SME in Kuala Lumpur, Malaysia?

4. Is there a refationship between work life balance and employee engagement in

SME in Kuala Lumpur, Malaysia?

. 5. Is there a relationship between employee retention and employee engagement in

SME in Kuala Lumpur, Malaysia?

1.6 Significance of the Study

1.6.1 Significance to academia

This research focus on employee engagement within the SME, it's not only expand
the knowledge of researchers in the theoretical development but also offer the
manager practical insight in employee engagement, working relationship,
empowerment, employee motivation, work life balance and employee retention. This
research also provides an understanding what SME in Malaysia need to do to
improve employee engagement and pay attention to other factors such as working
relationship, empowerment, employee motivation, work life balance and employee

retention that will influence employee engagement.

INTI International University {2016)
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Employee engagement is very important to every companies, however, lack of
research in SME especially in Malaysia, this research will provide a depth academic

findings to support the lack of literature within this area of employee engagement.

Low contribution to the academy aspect. Research will be carried on through
guantitative method. SPSS software will be used for finding the correlation

relationship between independent and dependent variables.
1.6.2 Significance to industry

This research will provide an understanding on how critical it is for SME in Malaysia
need to maintain employee engagement and provide necessary incentive in
organizations. It also provides an understanding on the importance of improve
employee engagement level that will drive employee’s best performance and
enhance the organization performance. This research would allow SME to further
understanding the best way to engage employees more effectively and they will not

~ move or leave to other companies.

1.7 Scope of the Research

This research is mainly focus on discussing about the employee engagement and
- the factors such as working relationship, empowerment, employee motivation, work
- life balance and employee retention that influence employee engagement in SME in
| KL, Malaysia. This research will collect the data from the employees that are being
| employed in higher education institution within Malaysia through questionnaire
survey. The unit of analysis of this research will be focused on the higher education

institution’s employee. The sample frame as below:
Participants in the research: Employees
Workplace: SME

Geographical area: Kuala Lumpur, Malaysia

INT! International University (2016}
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1.8 Limitations of Research

There is only limited sample size during doing this research. The purpose of data
collect through the questionnaire survey is understanding the relationship between
working relationship, empowerment, employee motivation, work life balance and

employee retention and employee engagement in SME in KL, Malaysia.

The data collection only targeted within the limit approximately 500 employees from
different SME in Kuala Lumpur, Malaysia. The findings cannot be generalized to

other employees from other industry.

Time limitation available for this study, it is impossible to expand the target
population and sample size beyond the state of KI_ and also expand to other industry.
~ The findings cannot expand to other SME in outside the state of KL. Furthermore,
the findings could stifl be deemed generalized for the population working within SME

in Kuala Lumpur, Malaysia.

1.9 Operational Definitions

1.9.1 Employeé Engagement

Employee engagement can be defined as a complex research that combine many
well ideas such as commitment, loyalty, satisfaction and the engaged employee able
to extend their best performance to meet organization's objectives, make a
difference, focus on achieve target (Sundaray, 2011). According to Arringdale (2015),
~ the key factor for long-term business performance is higher level of employee
engagement and it will be a better positioning when the market conditions become
favorable, thus, there is competitive advantage in business strategy and talent

strategy when having the right engagement.

The engagement report 2014 shows that the positive relationship between

engagement and organization performance, the organization in top quartile improve
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their employee engagement that more than seven in 10 employees are engaged and

the sales increase growth four percentage (Cox, 2015).
1.9.2 Working Relationship %

Most of the people will spent more than 8 hour working hour in workplace and the
working relationship become important ways to engage employee, the strong and
good relationships employee can kee'p maintain performance and achieve
organization objectives (Midgie, 2016). Good relationship can increase employee
morale, productivity, improve teamwork and the employee retention rate will become
higher (McFarlin, 2015).

The manager having good relationship with employee can enhance employee

engagement, they trust for the friendly leader and it is the key point to lead the whole

organization in right direction (Carnegie, 2012).
1.9.3 Empowerment

Empowerment is a philosophy which trust in enriching people's jobs and giving them
power to control over and take responsibility for outcomes of task (Sahoo, 2011).
Employee empdwerment is not about the management abandon from its
sponsibility to lead the organization but within an employee empowered

organization, management is creating an environment that let employee have the

power to handle their fask and make the decision with their own opinion (Elnaga et
al, 2014). ‘

Employee empowerment is one of the effective strategy to increasing productivity in
employee and optimal use of capacity their individual skills and group abilities in

order fo achieve organization’s target and objectives (GanjiNia et al, 2013).

Empowerment is a process that through the development and influence expand and
the capabilities of individual's person and the teams will be help to improve and

performance continuous improvement {Gilaninia 2012).
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