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ABSTRACT

A research reported that the ratio of engaged employees in Saudi Arabia is lesser than
the world’s average rate, in which only four out of ten males and women Saudis are
engaged, compared to six in every ten as the average in the world. This study aims to
examine the link between women teachers in Saudi Arabia’s public schools and their
job. To make them love their jobs and enjoy being teachers rather than just accept it as
it is their destiny. Examining the level of psychological capital, leaders will know how
to trigger the teachers’ work engagement. The purpose of this study is to examine the
factors influencing work engagement of women teachers in Saudi Arabia public
schools. This study also investigates the moderating effect of person-organisation fit.
The scope of this research was to evaluate work engagement among women teachers
in Saudi Arabia’s public schools, specifically, Jeddah, Riyadh and Dammam. A total
of five constructs were investigated after a review of literature on the field of work
engagement and psychological capital, especially in the Middle East and Saudi
Arabia. The Gain Spiral concept, The Broaden and Build theory and JD-R model,
formed the basis of the conceptual framework of the proposed model of work
engagement, psychological capital and leadership style. Based on the literature
review, a conceptual model of work engagement, psychological capital and leadership
style was proposed and a suitable research method was selected to test the
hypothesized model. A quantitative approach used in this research for data collection.
Primary data was collected by means of questionnaires distributed in Riyadh, Jeddah
and Dammam, the three principle cities of Saudi Arabia. The unit of analysis in the
present study was individual; the target population were Saudi women teachers in
public schools. A total of 414 valid responses were finalized. The Partial Least
Squares (PLS-SEM) approach was utilized to test the hypotheses. The results for the
direct relationships between the independent variables psychological capital,
leadership styles (transactional, transformational), and the dependent variable work
engagement shows that all independent variables have positive influence on dependent
variable work engagement. At the same time, it was found that the moderator variable
person-organisation fit, has an effect on the relationship between psychological capital
and work engagement. Furthermore, it has no effect on the relationship between
leadership styles (transactional, transformational) and work engagement; aslo this
research recommended extensive investigation of other variables such as the.
organisational culture inside the schools. Finally, this study provides academic and
practical implications for the Ministry of Education in Saudi Arabia to invest in
improving and developing the performance of women teachers in Saudi Arabia.
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CHAPTER ONE
INTRODUCTION

11 INTRODUCTION

This chapter discusses the background and preliminary study conducted to
identify the current state of women teachers in Saudi Arabia’s public schools. Also, this
chapter discusses the problem statement of the study, the purpose of the study, research

objectives, research questions, scope of the research and significance of the study.

1.2 BACKGROUND OF THE STUDY

Currently, the mechanistic models of work have been substituted, whereby many
organisations have adopted knowledge-based intensive communities of practice (Cho,
Cho & McLean, 2009). Employees have high expectations about participating in
organisational outcome, pursuing dynamic involvement in organisational activities, and
actively seeking work contexts where they believe they are treated with respect and
fairness (Burke & Ng, 2006). As such, traditional paradigms of hierarchical and lawful
practices are being challenged as there is a new generation of employees in the workplace
(Burke & Ng, 2006). While there is no one trend to generalize this new context of work,
scholars agree that change is coming (Shuck & Wollard, 2010). In response to this, many
leaders are starting to move towards understanding their employees’ level of engagement
as a strategy for determining the future of their organisations. ‘Work engagement’, is
defined as the process of positively motivating employees cognitively, emotionally, and
behaviourally towards fulfilling organisational outcomes (Shuck & Wollard, 2010) which
has been touted to provide promise for maintaining and even improving competitive
advantage across multiple levels of organisations (Christian, Garza & Slaughter, 2011).
Research suggests that leaders are actively working towards fully engaging their
workforce benefits through having higher levels of productivity, organisational

citizenship behaviour, and overall job performance; the following researchers also concur

1



	Confirmation by panel of examiners
	Author’s declaration
	abstract
	acknowledgement
	table of contents
	list of tables
	list of figures
	list of abbreviations

	Chapter One  introduction
	1.1 introduction
	1.2 background of the study
	1.3 preliminary study
	1.4 problem statement
	1.5  objectives of the study
	1.6 research questions
	1.7 scope of the study
	1.8 significance of study
	1.9 definition of terms
	1.10 ORGANISATION OF CHAPTERS

	Chapter Two  Literature review
	2.1 introduction
	2.2 the concept of engagement
	2.2.1 Definition of Work Engagement
	2.2.2 The Importance of Work Engagement
	2.2.3 Drivers of Work Engagement

	2.3 concept of psychological capital
	2.3.1 Theoretical Foundation
	2.3.2 Positive Psychology
	2.3.3 Constructs of Psychological Capital
	2.3.3.1 Self-Efficacy
	2.3.3.2 Hope
	2.3.3.3 Resilience
	2.3.3.4 Optimism

	2.3.4 The Inception of Psychological Capital: A Higher Order Construct
	2.3.5 Research on Psychological Capital

	2.4 concept of Leadership Styles
	2.4.1 Overview of Transformational and Transactional Leadership
	2.4.2 Transactional Leadership
	2.4.3 Transformational Leadership

	2.5 concept of Person-Organisation Fit
	2.5.1 Person-Organisation Fit Concept and Origin
	2.5.2. Definition of Person-Organisation Fit
	2.5.3 Operationalisation of Person-Organisation Fit
	2.5.4 Current Findings Pertaining to Person-Organisation Fit

	2.6 relationship between Psychological Capital and Work Engagement
	2.7 relationship between Leadership Styles and WORK ENGAGEMENT
	2.8 GaPs in the literature
	2.9 underpinning Theories
	2.9.1 Job Demands-Resources (JD-R) Model
	2.9.2 Gain Spiral
	2.9.3 Broaden-and-Build Theory

	2.10 Research hypotheses
	2.10.1 Direct Relationship between Psychological Capital and Work Engagement
	2.10.2 Direct Relationship between Leadership Styles (Transformational and Transactional) and Work Engagement
	2.10.3 The Moderating Effect of Person-Organisation Fit

	2.11 research framework
	2.12 chapter summary

	Chapter Three  Research methodology
	3.1 introduction
	3.2 research design
	3.2.1 Research Philosophy
	3.2.2 Research Strategy
	3.2.3 Purpose of the Study
	3.2.4 Type of Investigation
	3.2.5 Study Setting
	3.2.6 Unit of Analysis
	3.2.7 Time Horizon

	3.3 sampling design
	3.3.1 Population
	3.3.2 Sampling Frame
	3.3.3 Sampling Technique
	3.3.4 Sample Size

	3.4 instrumentation
	3.4.1 Instrument Development
	3.4.2 Scaling
	3.4.3 Coding
	3.4.4 Wording
	3.4.5 Questionnaire Design
	3.4.6 Translation
	3.4.7 Pre-Test
	3.4.8 Reliability Analysis
	3.4.9 Validity Assessment
	3.4.10 Pilot Study

	3.5 data collection PROCEDURE
	3.6 data analysis
	3.6.1 Data Preparation and Screening
	3.6.1.1 Checking for Error
	3.6.1.2 Missing Data
	3.6.1.3 Checking of Outliers

	3.6.2 Reliability Analysis
	3.6.3 Statistical Technique

	3.7 chapter summary

	Chapter Four  Data analysis and findings
	4.1 introduction
	4.2 construct measures
	4.3 data screening
	4.3.1  Replacing Values
	4.3.2  Removing Outliers
	4.3.3  Assessment of the Data Normality

	4.4 Respondents’ Profile
	4.5 descriptive analysis
	4.6 common method bias
	4.7  Statistical analysis
	4.7.1 Measurement Model (CFA) – Stage 1 of SEM
	4.7.1.1 Convergent Validity
	4.7.1.2 Discriminant Validity

	4.7.2 Structural Models-Stage 2 of SEM
	4.7.2.1 Direct Effects of Constructs
	4.7.2.2 Moderation Effects of Person-Organisation Fit (POF)


	4.8 Comparison betweeen the Groups of Experience and Regional Area (One-Way ANOVA Test)
	4.9 Summary of Chapter Four

	Chapter Five  DISCUSSION, CONCLUSION AND IMPLICATIONS
	5.1 introduction
	5.2 recapitulation of major findings
	5.3 discussion
	5.3.1 Research Objective 1: The relationship between psychological capital and work engagement
	5.3.2 Research Objective 2: The relationship between leadership styles and work engagement
	5.3.3 Research Objective 3: The moderating role of person-organisation fit between psychological capital and work engagement.
	5.3.4 Research Objective 4: The moderating role of person-organisation fit between leadership styles and work engagement

	5.4 Implications of the Study
	5.4.1 Managerial and Practical Implications
	5.4.2 Theoretical Implications

	5.5 Limitations of the Study
	5.6 Future Research Directions
	5.7 Concluding Remarks

	REFERENCES
	APPENDICES
	APPENDICES
	APPENDIX A
	APPENDIX B
	APPENDIX C
	APPENDIX D
	APPENDIX E
	APPENDIX F
	APPENDIX G
	APPENDIX h
	APPENDIX I
	APPENDIX J

	AUTHOR’S PROFILE



