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ABSTRACT 

As reported by Aon Hewitt, there are still a lot of countries including Malaysia in which 

their employee engagement score value was recorded below than global average score 

value that is at 65%. Malaysia employee engagement score values were recorded at 59% 

and 61% for the year 2017 and 2015 respectively. In Malaysia’s national automotive 

manufacturing companies, the issue of low-quality condition of new vehicles is 

potentially caused by non-engaged employees. In academic literature, Job Demand-

Resource is the most widely used theory in employee engagement study. But, there are 

still a few gaps associated with the theory (i.e., inconsistency finding). In addressing 

the research gaps, this present study aimed to search for an answer as to what extent 

job-related variables (i.e., Job Characteristics, and Job Demands), personal-related 

variable (i.e., Positive Psychological Capital), and Environmental-organizational 

related variable (i.e., Total Reward) influence Employee Engagement. The relationships 

among the variables were explained using two selected theories namely Job Demand-

Resource Theory and Self Determination Theory. To get the answers, this study adopted 

a positivism ontology, empirical epistemology, and hypothetico-deductive method. All 

employees in Malaysia’s national automotive manufacturing companies (i.e., Proton, 

Perodua, and Modenas) became the population due to the vision to transform Malaysia’s 

automotive industry to be one of the important components for our economy under 

National Automotive Policy (NAP) 2014. The unit of analysis was the employee which 

means the variables were measured at individual level. Quantitative data analysis was 

divided into two (2) phases. The first phase employed Statistical Package for Social 

Science (SPSS) version 22.0 which involved the process of data editing, coding, 

entering, screening, and conducting descriptive statistics. The second phase employed 

Partial Least Squares Structural Equation Modeling (PLS-SEM) using SmartPLS 

Version 3.0 to test the hypothesis. The study findings revealed that to engage employees 

who work in Malaysia’s national automotive manufacturing companies, they need the 

employer to provide them a combination of Job-related variables, Personal-related 

variable, and Organizational-Environmental related variable in the workplace. 

Specifically, the employer needs to provide Job Characteristics regarding Job Identity, 

and optimal Job Demands with regard to Quantitative Job Demands and Emotional Job 

Demands. The combined effect between Job Identity and Quantitative Job Demands 

increased employees’ intrinsic motivation to engage. The employees’ intrinsic 

motivation also increased when the employer provided Emotional Job Demands, and a 

culture of recognition and appreciation (i.e., Non-financial reward) practiced in their 

workplace. It is also important to note that the findings suggest the need for an employer 

to employ employees with Positive Psychological Capital regarding Hope, Resilience, 

and Optimism as to engage the employees at work.   

 

Keywords: Employee Engagement, Job Characteristics, Positive Psychological Capital, 

Job Demands, Total Reward.  
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1 CHAPTER ONE 

INTRODUCTION 

1.1 Preamble  

The purpose of this chapter is to discuss the background of the study which 

highlights the preferable and current situation in a practitioner’s and academic’s area, 

followed by problem statements which discuss gaps in the current situation and 

literature highlighted from a practitioner’s and academic’s perspective. Also included 

in the problem statement are the general objective and question for the study. General 

objective specifies the ‘focus’ of the study, and a general question specifies ‘what’ the 

author wants to learn about the topic (Sekaran & Bougie, 2013). Moreover, this chapter 

covers the specific objectives and questions, significance and scope of the study, and 

definitions of terms, while organization of the thesis is highlighted at the end of the 

chapter.  

1.2 Background of the Study  

Employee engagement has risen the agenda of HR practitioners to become a 

dominant concern in all sectors (Bailey, 2016; Guest, 2014) and has been quickly 

absorbed in the HR agenda (Smith & Markwick, 2009). One of the reasons for this level 

of interest in employee engagement has been the accumulation of evidence accessible 

to practitioners which suggests that employee engagement is associated with a range of 

beneficial outcomes (Bailey, 2016; Smith & Markwick, 2009) such as employee 

retention, productivity, loyalty, quality, and job performance (Ahlowalia, Tiwary & Jha, 

2014; Markos & Sridevi, 2010; Smith & Markwick, 2009). As highlighted in Krames 

(2005; page 162) and mentioned by former CEO of General Electric, Jack Welch, ‘there 

are only three measurements that tell you nearly everything you need to know about 

your organization’s overall performance; Employee Engagement, Customer 

Satisfaction, and Cash Flow. It goes without saying that no company, small or large, 

can win over the long run without energized employees who believe in the mission and 

understand how to achieve it’.    


	Untitled

