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1. INTRODUCTION

This article presents details on how to develop and validate a Malay-
language work engagement questionnaire for non-academic
administrators at a public university. This study employed a cross-
sectional research design to establish reliable measures for the work
engagement construct. The items were adapted and modified to suit this
study. Study data was obtained using a structured, validated
questionnaire from 100 randomly selected non-academic administrators
from the 20 Malaysian public universities by using purposive sampling
method. The final model EFA on the Malay version of work engagement
indicated Bartlett’s Test of Sphericity was significant (Chi Square =
143.769, p value <0.05) and the Kaiser-Meyer-Olkin (KMO =.756). The
Cronbach’s alpha analysis of one (1) component in the work engagement
exceeded the threshold value of 0.6. It was determined that the construct-
measuring instruments used in this research met all criteria for internal
validity. This study contributes theoretically by extending the
applicability of the Job Demands-Resources (JD-R) Theory to non-
academic administrators in Malaysian higher education and empirically
by providing a validated Malay-language work engagement instrument
that enables universities to assess, monitor, and strengthen employee
engagement for improved administrative performance. The findings
support cross-cultural generalisability and offer practical value for
university leadership to develop targeted engagement strategies that
enhance workforce retention, service quality, and organisational
effectiveness.

The sustained success of higher education institutions is fundamentally dependent on the quality of their
human resources and the strategic management of those resources. To remain competitive and relevant,
universities must prioritize the recruitment, development, and retention of both academic and non-academic
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staff who collectively support the institution’s core missions of teaching, research, and community
engagement (Chowhan et al., 2017). Among the many human resource outcomes that drive organisational
performance, work engagement has gained significant attention due to its strong association with improved
service delivery, employee well-being, and organisational sustainability. Defined as a positive, fulfilling,
work-related state of mind characterized by vigour, dedication, and absorption (Schaufeli & Bakker, 2004,
2010), work engagement reflects an employee’s psychological investment in their job. According to Bakker
and Oerlemans (2019), this engagement is fostered by access to job resources such as managerial support,
autonomy, and constructive feedback, as well as personal resources including resilience, optimism, and
self-efficacy. Conversely, excessive job demands and organisational constraints can diminish engagement,
particularly in public sector environments where bureaucratic processes and resource limitations are
common (de Sousa & van Dierendonck, 2014; Shim et al., 2020).

In the context of public universities, non-academic administrators - often regarded as the backbone of
university operations—play a crucial role in ensuring the effective delivery of student services,
administrative functions, and institutional governance (Kallenberg, 2020). Their engagement is essential
not only for maintaining operational excellence but also for supporting the academic mission indirectly
through administrative efficiency and service quality. However, sustaining high levels of work engagement
among these staff members presents significant challenges. Non-academic administrators frequently face
role ambiguity, limited career progression, and a lack of recognition compared to their academic
counterparts (Zeeshan et al., 2021). Despite their critical contributions, engagement practices for non-
academic staff are often inconsistent, lacking structured support systems such as targeted professional
development, performance feedback mechanisms, and well-being initiatives (Aboramadan et al., 2022).
This structural oversight risks creating disengaged administrative environments, reducing organisational
resilience, and compromising service quality. Recent studies have highlighted that work engagement among
non-academic administrators is a key determinant of institutional performance, yet remains underexplored
in both research and practice (Aboramadan et al., 2022; Mahdzir et al., 2022).

Recognising these gaps, this study addresses the need for a contextually relevant and psychometrically
validated instrument to assess work engagement among non-academic university administrators in
Malaysia. By focusing on this underrepresented group, the study not only contributes to the theoretical
understanding of employee engagement in higher education settings but also offers practical insights for
enhancing engagement practices. Specifically, this research aims to evaluate the reliability and validity of
a Malay language version of the work engagement scale, thereby supporting evidence-based human
resource strategies that strengthen the capacity of non-academic staff to contribute meaningfully to
university performance and sustainability.

2. LITERATURE REVIEW
2.1 Job Demands-Resources (JD-R) Theory

The factors being examined are explained by two theories: Job Demands-Resources (JD-R) Theory (Bakker
& Demerouti, 2014) and Work Engagement theory (Kahn, 1990). The JD-R model is a well-established
theory in the field of industrial psychology, as evidenced by the works of Bakker and Oerlemans (2019).
Based on the model, every task consists of a specific combination of requirements and assets (Bakker &
Albrecht, 2018). Job demands refer to the specific aspects of a job that place pressure on an individual's
psychological, physical, social, or organisational well-being (Bakker & Oerlemans, 2019).

Job resources refer to the financial and non-financial assets that help individuals do their activities
efficiently and be more engaged in their job responsibilities (Bakker & Albrecht, 2018). Job resources are
components of a job position that can successfully counteract the negative consequences of job demands.
These resources can be physical, social, or organisational in nature and enable the employee to accomplish

https://doi.org/10.24191/gading.v28 i2.572

©Mahdzir, et al.,
2025


https://doi.org/10.24191/gading.v28%20i2.572

119 Mahdzir, et al. / Social and Management Research Journal (2025) Vol. 28, No. 2

desired personal and organisational goals (Bakker & Oerlemans, 2019; Huang et al., 2022). The JD-R
paradigm provides the theoretical basis for utilizing job demands and resources to elucidate work
involvement in higher education.

Kahn (1990) asserts that human behaviours can exhibit a blend of personal involvement and detachment.
Personal engagement refers to the simultaneous employment and expression of an individual's desired self
in job-related behaviours that contribute to the support of work and interpersonal relationships in the
workplace. It also involves the individual's physical, cognitive, and emotional presence to improve
performance (Bakker & Albrecht, 2018; Saks, 2019). Personal disengagement refers to the simultaneous
withdrawal and protection of one's desired self by engaging in behaviours that discourage interpersonal
relationships in the workplace. It also involves being physically, cognitively, and emotionally absent or
minimally involved in organisational activities (Huang et al., 2022; Kahn, 1990). Therefore, we assert that
JD-R Theory offers the necessary understanding to analyse the impact of work engagement among non-
academic administrators in higher education institutions in Malaysia.

2.2 Work Engagement

Kahn (1990) defined personal engagement as "the harnessing of organisation members' selves to their work
role; in engagement, people employ and express themselves physically, cognitively, and emotionally during
role performances". Since then, various work engagement researchers have proposed various definitions
and measures of engagement, some of which overlap with other well-established constructs such as
organisational commitment, job satisfaction, and job involvement. Bakker and Oerlemans (2019) and Kaur
and Mittal (2020) were able to identify two (2) engagement characteristics. "A psychological connection
with the performance of work tasks rather than an attitude toward features of the organisation or the job" is
what engagement means. Engagement also refers to the investment of multiple personal resources in work
in order to have a simultaneous and holistic experience with one's work. Pham-Thai et al. (2018) identified
work engagement as an indicator of activation, reflecting an individual's experience related to his or her
job. The phrase "job involvement" refers to "a cognitive or belief state of psychological identification" with
a particular job. This phrase represents one dimension of engagement (the cognitive dimension) rather than
the entire construct of engagement (Huang et al., 2022).

Based on the research of Kahn (1990) and Christian et al. (2011), Pham-Thai et al. (2018) defines work
engagement as a relatively long-lasting mental state that refers to the simultaneous investment of an
individual's physical, cognitive, and emotional energies in the performance of job duties. According to
Kahn (1990), there are three (3) psychological conditions associated with work engagement: psychological
meaningfulness, safety, and availability. Saks (2019), on the other hand, proposed the application of Social
Exchange Theory (Blau 1964) as a stronger theoretical rationale for understanding job engagement and
pointed out that Kahn (1990) engagement theory had a limitation in elucidating because people responded
to the conditions with varying levels of engagement.

Work environment, leadership, team and co-worker, training and career development, compensation,
organisational policies, and workplace well-being are some of the factors that have been identified and
empirically tested as valid determinants of employee engagement. The work environment was discovered
to be one of the significant factors that influence an employee's level of engagement. Employee engagement
is the result of a variety of workplace factors (Kaur & Mittal, 2020). According to Bakker and Albrecht
(2018), management that fosters a supportive working environment shows concern for employees' needs
and feelings, provides positive feedback, and encourages them to voice their concerns, learn new skills, and
solve work-related problems. As a result, a meaningful workplace environment that promotes focused work
and interpersonal harmony is regarded as a key determinant of employee engagement (Kaur & Mittal,
2020).
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The physical environment includes the physical risks that workers face on the job. Decent work entails
safe work in physical risks such as ergonomic risks, ambient, biological, and chemical hazards, which are
all important in employee health (Rajendran et al., 2021). A safe physical environment is associated with
increased personal growth, learning opportunities, and worker professional development. As a result, an
adequate physical environment can increase the level of energy with which employees perform their job
tasks, their resilience to workplace problems, and their ability to fully concentrate on tasks that are
fundamental aspects of work engagement (Saleem et al., 2021). The social environment assesses how much
social support workers perceive from their peers and superiors. The quality of the social environment at
work is a critical factor in determining employees' level of work engagement, because the social support of
bosses and colleagues influences workers' perceptions of workplace justice. Work engagement with their
employer increases when they have a sense of justice (Rasool et al., 2021).

Leadership has been identified as a critical factor in influencing employee engagement. Effective
leadership is a higher-order, multi-dimensional construct that includes self-awareness, balanced
information processing, relational transparency, and internalised moral standards (Chiwawa, 2022). When
leaders inspire, engagement occurs naturally. Leaders must communicate to employees that their efforts are
critical to the overall success of the business (Tao et al., 2022). When employees' work is deemed important
and meaningful, it naturally increases their interest and engagement. Authentic and supportive leadership
is thought to increase employee engagement by increasing involvement, satisfaction, and enthusiasm for
work. The leadership factor assessed included indicators of effective leadership as well as perceived
supervisor support (Aboramadan et al., 2022).

Another aspect that emphasises the interpersonal harmony aspect of employee engagement is the team
and co-worker relationship. Employee engagement is promoted by supportive and trusting interpersonal
relationships, as well as a supportive team (Kahn, 1990). An open and supportive environment is required
for employees to feel safe in the workplace and to fully engage in their responsibilities. Members in
supportive environments are free to experiment, try new things, and even fail without fear of repercussions
(Kahn, 1990). Workplace relationships had a significant impact on meaningfulness, one of the components
of engagement (Kaur & Mittal, 2020). Individuals have relatedness needs, and it has been argued that people
who have positive interpersonal interactions with their co-workers should have more meaning in their work
(Rasool et al., 2021). As a result, if the employee has positive relationships with his co-workers, his work
engagement is likely to be high.

Training and career development is another important aspect to consider when hiring employees
because it allows them to focus on a specific work dimension. Training improves competency, which has
an impact on service performance and employee engagement (Sendawula et al., 2018). When an employee
participates in training and learning development programmes, his or her confidence in the area of training
grows, motivating them to be more engaged in their work (Stofkova & Sukalova, 2020). Skills and
discretion refer to the abilities required for certain job tasks, as well as the freedom employees have to use
those abilities in the workplace. On the one hand, providing workers with the necessary training to perform
their functions becomes a critical factor influencing their motivation and commitment.

Career advancement is defined as a component of decent work that directly contributes to meeting
workers' material and psychological needs related to self-esteem (Chiwawa, 2022). Healthy self-esteem
leads to high levels of enthusiasm and resilience in the workplace, which favours work engagement.
Employees who are more committed to the company are those to whom the company offers more stable
employment and opportunities for advancement (Rasool et al., 2021). In contrast, a lack of job security
and/or career opportunities leads to a lack of commitment and, as a result, high levels of turnover (Al-
Suraihi et al., 2021).
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Compensation or remuneration is an essential component of employee engagement because it motivates
employees to achieve more and thus focus more on work and personal development. It includes both
monetary and non-monetary rewards. Attractive compensation consists of a combination of pay, bonuses,
other financial rewards, and non-financial benefits such as extra vacation and voucher schemes. Employee
engagement is strongly influenced by recognition and rewards (Saks, 2019). They discovered that when
employees are rewarded and recognised by their company, they feel obligated to respond with higher levels
of engagement. Employee engagement is determined by their perceptions of the benefits they receive
(Kahn, 1990). As a result, regardless of the amount or type of reward, the employee's perception of it
determines his/her content and, as a result, one's engagement in the job. If management wants to achieve a
high level of engagement, it must present acceptable standards of remuneration and recognition for their
employees.

Employee engagement in an organisation is determined by organisational policies, procedures,
structures, and systems. Friendly organisational policies and procedures are critical for employee
engagement and the eventual achievement of business goals (Cop et al., 2021). Fair recruitment and
selection, flexi-timing, assistance in balancing work and life, and fair promotional policies are all examples
of important policies and procedures. The significance of organisational policies and procedures that best
support flexible work arrangements that help employees balance their work and home environments;
organisations with such arrangements are more likely to have engaged employees. Autonomy, on the other
hand, encourages employees' proper relationship with their job, favouring their work commitment (Kaur &
Mittal, 2020).

Workplace wellbeing is a comprehensive measure that increases employee engagement. Wellbeing is
defined as "all the things that are important to how we think about and experience our lives", so it becomes
the most important metric for assessing an organisation's influence on its employees (Albrecht et al., 2021).
Working time quality is a determining factor in work engagement levels. Employees' ability to balance their
work and personal lives is hampered by the organisation and length of working hours (Atiku & Van Wyk,
2024). Work that is characterised by long working hours, shift work, unsocial hours, night work, and so on,
creates difficulties in work-life balance, which generates work stress and reduces employee commitment
within the company because they believe their personal needs are not being heard by the employer (Albrecht
etal., 2021).

On the contrary, allowing employees to choose different work schedules that are more suitable for
them increases employees' commitment to the company and the job itself (Seppélé et al., 2021). A job that
requires high emotional demands (such as being in emotionally disturbing situations), among other things,
creates a work environment that prevents motivation and, as a result, negatively influences work
engagement (Lali¢ et al., 2021).

2.3 Universities and Work Engagement

Work engagement in public organisations is a new field of study that has provided extensive evidence on
the antecedents and positive outcomes of engagement (Fletcher et al., 2020). Individually, engaged public
employees report higher levels of job and life satisfaction as well as good mental health (Ancarani et al.,
2021; Guglielmi et al., 2016). Work engagement is also associated with increased efficiency, task
proficiency, and organisational commitment (Eldor, 2018) and in role behaviour (Luu, 2019). Work
engagement improves knowledge sharing and training transfer at the organisational level (Nik Nazli &
Khairudin, 2018; Tamta & Rao, 2017).

Despite the importance of work involvement in public organisations, there is a dearth of empirical
research on work engagement in higher education institutions in poor countries (Atiku & Van Wyk, 2024;
Davis & Southey, 2024). It is crucial to address this gap in order to take into account the particular context
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and reality of research in social and management science. This study seeks to examine work engagement
in higher education in Malaysia, while simultaneously investigating the influence of JD-R Theory (Bakker
& Demerouti, 2014) on this association.

Higher education is critical in the generation of knowledge for the development of future talent and
socioeconomic development. Governments competing in the global economy are increasingly affecting the
availability of talent in higher education through socioeconomic and political strategies (Park et al., 2022).
Despite much debate, university is primarily regarded as a senior management activity, with middle
management receiving little attention. Middle managers are critical members of the professional academic
and non-academic staff who play critical roles in university governance and educational development.
Based on the findings of their thematic review, Mahdzir et al. (2022) propose that future researchers
investigate the various antecedents, mediators, and outcomes associated with non-academic university
administrators in greater depth.

2.4 Non-Academic Administrators of Universities and Work Engagement

In universities, non-academic administrators are in charge of department governance, programme
management, human resource management, financial and resource management, effective communication,
and office management (Mahdzir et al., 2022; Nguyen, 2013). They are also tasked with steering their
division in accordance with the university's long-term objectives, as well as leading the way toward those
objectives. Non-academic administrators play an important role as enablers by facilitating communication
between departments and making it easier for stakeholders to implement programmes and manage
resources (Obembe et al., 2020). They help academics by mediating conflicts that arise when the needs of
various disciplines collide. Middle managers who are non-academic administrators play an important role
in enabling and supporting unit/department activities by providing technical support and expertise, as well
as assistance with human resource issues such as staffing, training, and funding resources. In a fast-paced
environment, non-academic administrator is critical for translating the university's mission and vision into
action and results (Sukoco et al., 2022).

Non-academic administrators may play a 'brokerage role' in the university hierarchy, facilitating
information flows from top-level managers to lower-level managers, implementing deliberate strategies,
and facilitating adaptability (Gould & Fernandez, 1989; Shi et al., 2009). Non-academic administrators
orchestrate resources and personnel to achieve organisational goals and to persuade subordinates to go the
"extra mile" (Ancarani et al., 2021). Interaction with operating roles is facilitated by non-academic
administrators ' technical competence and detailed understanding of university capabilities (Sukoco et al.,
2022), whereas interaction with senior management is more effective when non-academic administrators
understand the university's goals and competitive strategy. Given that non-academic administrators serve
as a conduit for both operational and strategic information (Ancarani et al., 2021), they must be equipped
with both managerial and leadership skills (Sukoco et al., 2022).

The adoption of the shared services model directly impacts non-academic professional workers
employed at universities. Nevertheless, there has been a dearth of research undertaken on their experiences
up to this point. The non-academic administrators in the university setting refers to employees who
collaborate with academic staff and hold administrative, technical, qualified-professional, managerial,
and/or leadership positions related to the university's different systems and functions (Atiku & Van Wyk,
2024; Davis & Southey, 2024).

However, recent research has identified some barriers to work engagement among Malaysia's non-
academic administrators in the higher education sector. The 10-year duration of thematic review by
Mahdzir et al. (2022) revealed that the researchers focused on academic administrators and academic
managers rather than non-academic administrators in universities. This research examines how the
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employee engagement among non-academic administrators working in shared services governance in a
Malaysian public university is examined and quantified. This study contributes to the existing literature on
employee engagement, non-academic administrator and public university by examining the experiences of
stakeholders working in these teams. It also sheds light on the rarely studied experiences of non-academic
administrators at public higher education institutions.

3. METHODOLOGY

This study utilises a quantitative and ex-post facto research design because it examines the correlations
between variables as they naturally occur in the population of interest, establishes cause and effect under
highly controlled conditions, and tests theories or hypotheses (Piaw, 2021; Sekaran & Bougie, 2016). To
address the research objective, the cross-sectional validation study (Preliminary) in Pilot Phase commenced
on September 1%, 2022. The survey involved the distribution of a questionnaire to collect data on the current
perceptions of non-academic administrators at Malaysian public universities regarding their work
engagement. The research was approved by the Department of Planning, Research, and Policy
Coordination, Ministry of Higher Education Malaysia (KPT.600-2/1/1 (34)) and the Post-Graduate
Committee, Faculty of Economics and Management, Universiti Kebangsaan Malaysia (UKM).
Additionally, authorisation was obtained from the Registrars, Human Resources Departments, and Ethics
Committees of 20 Malaysian public universities (5 research universities, 4 comprehensive universities and
11 focus universities).

The study's target population consists of non-academic administrators in N Scheme (Management &
Professional Group) from Grades N41 to N54 from 20 Malaysian public universities. The population
framework for this study includes 2,357 non-academic administrators from the 20 public universities in
Malaysia. Randomly selected 100 non-academic administrators participated in the pilot study by using
purposive sampling method (Awang et al., 2018; Awang et al., 2016). In conclusion, a validated, structured,
six-item survey questionnaire in Malay was utilised. The inclusion criteria for this study were Malaysian
nationality, age 18 or older, the ability to read in Malay and/or English, appointment as N Scheme (Grade
N41 to N54), employment at any of 20 Malaysian public universities, and the willingness to give consent
and participate. Only potential respondents who met the inclusion criteria were included in the study.
Participants were provided with sufficient information about the study, and their participation was entirely
voluntary. Along with the questionnaire, the researcher personally distributed the inclusion criteria and
consent. The respondent self-administered the questionnaire and was given sufficient time and information
to complete it.

The close-ended questionnaire was used as the research instrument in this study, Saks (2006), the author,
modified the work engagement questionnaire items. The questionnaire comprises with six (6) items
demographic questions of the participants developed by Kathiravelu (2016). The work engagement
questionnaire was originally composed of (4) four items. This construct was measured using the interval
scale ranging from 1 (strongly disagreed) to 5 (strongly agreed) with the given item statement (Piaw, 2021).
The questionnaires were available in both hardcopy and online (email, WhatsApp, Telegram, and QR code)
formats. To contribute to the body of knowledge, we decided to use dual-language instruments, adopted
from English (original version) and translated into Malay (translation version), with a total of four (4) items
in Malaysian multiracial culture and (6) items for sociodemographic. In order to complement the non-
academic administrator and public university environments, we felt it was necessary to adapt and adopt
some measurement items and terms from Chukwuyem et al. (2015). During the translation stage, some
related terms such as administrator and public university were added from the original English language
version. Measuring work engagement has improved over the last decade in this situation. Existing tools, on
the other hand, have not been developed in Malaysian, administrator or public university settings. As a
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result, the goal of this research was to localise the investigation tools used by non-academic administrators
at Malaysian public universities.

The work engagement construct measuring instrument was adapted from previous research, and the
items were modified to fit the current study. Validating the modified instrument requires pre-testing and
pilot testing, especially if the original instrument was developed with a Western cultural sample and for a
different industry than the one being studied (Awang et al., 2018; Bahkia et al., 2019; Hoque et al., 2018).
Following the modification process, a group of qualified experts comprised of researchers, one (1) linguist
(certified by the Malaysian Institute of Translation & Books (ITBM)), four (4) subject matter experts
(human resource development field), two (2) practitioner experts, and 30 potential respondents tested the
forward and backward translation questionnaires for content and face validity. The translation process was
meticulously planned, with a strong emphasis on preserving each word's meaning, and it was followed by
the content validity and face validity processes. Some of the questions should be reworded to avoid double-
barrelled questions, according to the experts. Potential respondents were asked to provide feedback on the
clarity and relevance of the questionnaire to their jobs. This questionnaire's content validity was used as a
pre-test to ensure that the measures used to collect data are appropriate for statistical analysis and fit for the
intended purpose.

4. RESULTS

The questionnaires were distributed to the respondents after all of the necessary adjustments were made
based on the pre-test results in order to collect a minimum of 100 respondents for the Exploratory Factor
Analysis (EFA) (Awang et al., 2018; Hair et al., 2014). EFA analysis is used in this study to examine the
interrelationships between the items of one (1) component of work engagement construct. EFA analysis is
used to compress a group of items into a smaller set of combination factors with minimal information loss
that can be interpreted more easily and meaningfully, laying the groundwork for Structural Equation
Modelling (SEM) analysis (Hair et al., 2010, 2014).The items used in this study were adapted from
instruments used by previous researchers, with some statements modified to fit the current study. If
researchers make modifications to statements and instruments that are pertinent to ongoing research, EFA
analysis is required. This is because the current field of study may differ from previous studies, or because
the socioeconomic, racial, and cultural status of the current research population greatly differs from that of
previous studies (Awang et al., 2018; Hair et al., 2014). As a result, there may be items that were constructed
in the past but are no longer pertinent to current research. Therefore, researchers must recalculate both the
current instrument's internal reliability value and the new Cronbach Alpha value (Awang et al., 2018;
Hoque et al., 2018).

In this study, Kiser-Meyer-Olkin (KMO) and Bartlett's test for sphericity were used to determine
sampling adequacy, which is recommended for calculating the case-to-variable ratio. For the factor analysis
to be valid, Bartlett's Test of Sphericity must be statistically significant at (P0.05) (Hair et al., 2010). The
KMO ranges from 0 to 1, whereas the acceptable index is greater than.6.(Awang et al., 2018; Hair et al.,
2014). Total Variance Explained (TVE) was also examined as an item extraction method to reduce the
number of items to a manageable level prior to further analysis. During this procedure, items with
eigenvalues greater than 1.0 are extracted into distinct components (Awang et al., 2018; Hair et al., 2014).
In addition, the Rotated Component Matrix was analysed, and only items with a Factor Loading greater
than .60 were retained for further examination. Nonetheless, a reliability analysis of the measuring items
was performed during the EFA analysis, and only items with a Cronbach's Alpha of .70 or higher were
considered. According to Hair et al. (2014) and Awang et al. (2018), a Cronbach's Alpha of .60 or higher
provides a reliable measure of internal consistency, while a score of .70 indicates that the instrument has a
high reliability standard. Data were processed and analysed with SPSS 24.0 and EFA using the Principal
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Component Analysis (PCA) extraction method with Varimax (Variation Maximization). These four (4)
items measuring the work engagement construct.

The work engagement construct included four (4) items, which were coded as WEO1 to WE04. The
descriptive statistics for individual items assessing the work engagement construct are displayed in Table
1. Individual item mean scores ranged from 4.12 to 4.23, with score standard deviations ranging from 0.715
to 0.808.

Table 1. The descriptive statistics for measuring work engagement construct

Item Code Mean Std. Deviation
WEO1 4.12 .808
WEO02 421 743
WEO03 421 715
WE04 4.23 77

According to the screen plot in Figure 1, one (1) component emerged from the EFA procedure for this
construct. The four (4) items of work engagement construct went through the EFA analysis.

Scree Plot

30

25

20

Eigenvalue
i

0s

(]

Component Number
Fig. 1. The scree plot for work engagement construct

Principal component analysis was utilised to determine factor extraction, which was subsequently
analysed using the Varimax method with Kaiser normalisation. Since the factor correlation matrix revealed
insignificant inter-factor correlations, the Varimax method was utilised for rotation. The initial step must
be completed prior to the KMO and Bartlett's examinations. The KMO test was used to assess sampling
adequacy for each variable in the structure, while the Bartlett test was used to determine the direction of
the significance of the correlation between the study variables. The KMO test value must be at least .60 to
indicate adequate sample size for EFA. The Bartlett's test was used to investigate the hypothesis, with
results indicating either rejection of the null hypothesis or acceptance of an alternative hypothesis,
depending on the significance of the p-value. Both the KMO and Bartlett tests are essential for EFA
analysis.

At each iteration, the anti-image correlation was examined. The question with the lowest anti-image
correlation was eliminated, and the process was repeated for the remaining items. Bartlett's sphericity test
and the Kaiser-Meyer-Olkin (KMO) sampling adequacy measure were used to evaluate each iteration. The
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critical value must exceed .50, and factor analysis cannot be performed below this threshold. Using
Principal Component Analysis (PCA), the EFA procedure was applied to the four (4) items assessing the
work engagement construct (Awang et al., 2018; Na-Nan & Saribut, 2020). The results of the Bartletts' Test
of Sphericity (p-value .05) are shown in Table 2. Furthermore, the Kaiser-Meyer-Olkin (KMO) sampling
adequacy measure .756 is acceptable because it is greater than the minimum value of .60 (Awang et al.,
2018; Bahkia et al., 2019). These two (2) results (Bartlett's Test is significant and KMO >.60) indicate that
the data is sufficient to proceed with the data reduction technique (Awang et al., 2018; Ehido et al., 2020).
According to Watkins (2018), the significance level of p-value should be less than .05 to indicate sufficient
correlation between the variables, and Bartlett's test of sphericity depicted a significance level of .000 as
very significant.

Table 2. The KMO and Bartlett's Test

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 156
Bartlett's Test of Sphericity Approx. Chi-Square 143.769
df 6
Sig. .000

The Principal Component Analysis (PCA) result for four (4) items under the work engagement
construct was shown in Table 3. The PCA procedure extracted one (1) component with Eigenvalues greater
than 1.0, and the component's Total Variance Explained is 64.511%, which is greater than the recommended
60.0% for a valid construct. Clearly, the component accounted for 64.511% of the Total Variance.

Table 3. The components and total variance explained for work engagement construct

Total Variance Explained
Initial Eigenvalues

Extraction Sums of Squared Loadings

Component  Total Total
% of Variance Cumulative % % of Variance Cumulative %
WEO1 2.580 64.511 64.511 2.580 64.511 64.511
WEO02 .699 17.481 81.992
WEO03 425 10.614 92.606
WE04 296 7.394 100.000

Extraction Method: Principal Component Analysis.

The correlation coefficient between each question and the common factor is represented by Factor
Loading. Common factors can be obtained after analysing a principal component factor by merging
questions with highly related Factor Loadings. Tabachnick and Fidell (2007) proposed that questions with
poor Factor Loading of less than 0.32 be removed in order to accept the interpretation of the factors. A good
factor loading value is greater than 0.55. To select questions with Factor Loading greater than 0.55 as
common factors (Liu et al., 2018; Na-Nan & Saribut, 2020). Table 4 presents the one (1) component and
respective items. Accordingly, none of items with Factor Loading less than .60 were deleted (Awang, 2015;
Awang et al., 2018). Therefore, four (4) items will be retained and are suitable to assess the work
engagement construct because the Factor Loading for each item under these components was above the
cut-off point of .60.

Table 4. The components and items of work engagement construct

Component Matrix*
Component 1
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WEO1 .686
WEO02 .831
WEO03 879
WEO04 .805

Extraction Method: Principal Component Analysis.
a. 1 components extracted.

The final analysis consists of calculating the Cronbach's Alpha value to assess the Internal Reliability
of work engagement construct. Internal Reliability measures the uniformity of results across items
measuring the same construct. Cronbach's Alpha must be greater than .7 for items to have a high level of
Internal Reliability (Awang et al., 2018). The Cronbach's Alpha for assessing the work engagement
construct is .809, as shown in Table 5. As a result, the construct examined have achieved acceptable Internal
Reliability because Cronbach's value is greater than 7.

Table 5. The reliability analysis for measuring work engagement construct

Reliability Statistics
Cronbach's Alpha  Cronbach's Alpha Based on Standardized Items N of Items
.809 .813 4

5. DISCUSSION

The present study employed Exploratory Factor Analysis (EFA) to validate the work engagement construct
(Appendix A) after adapting and refining items from established instruments. Consistent with
methodological recommendations by Hair et al. (2014) and Awang et al. (2018), EFA was conducted to
assess the interrelationships among the adapted items, ensuring they reflect the underlying construct reliably
within the Malaysian higher education context. This is particularly important when instruments are adapted
to new cultural and institutional settings, as factors such as socioeconomic status, language, and

organisational culture may influence item relevance and performance (Awang et al., 2018; Hoque et al.,
2018).

The findings of this study corroborate prior research by confirming the adequacy of the sample through
a Kaiser-Meyer-Olkin (KMO) value of .756 and a highly significant Bartlett’s Test of Sphericity (p <.001).
These results align with previous validation studies (Bahkia et al., 2019; Na-Nan & Arunyaphum, 2021),
which report similar benchmarks as acceptable for proceeding with EFA. Furthermore, the Total Variance
Explained (64.511%) exceeds the 60% threshold recommended by Awang et al. (2018), indicating that the
extracted factor adequately represents the work engagement construct. Moreover, all four items (WEOQ1—
WEO04) demonstrated strong factor loadings ranging from .686 to .879, surpassing the .60 cut-off suggested
by Liu et al. (2018) and Na-Nan and Saribut (2020). This outcome supports the construct validity of the
adapted items and aligns with findings by previous researchers who have demonstrated that well-
constructed engagement measures typically load onto a single factor representing the unified nature of
engagement (Aboramadan et al., 2022).

However, this finding contrasts with some earlier multidimensional conceptualizations of work
engagement, which argue that engagement may consist of distinct but related dimensions such as vigour,
dedication, and absorption (Aboramadan et al., 2022). In this study, the unidimensional structure emerging
from the EFA suggests that in the context of non-academic university administrators, engagement may
manifest as a holistic experience rather than as distinct dimensions. This aligns with emerging evidence
from more recent studies (Kaur & Mittal, 2020), which suggest that in certain organisational or cultural
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settings, engagement is best measured as a single overarching construct to capture its practical implications
more effectively. Additionally, the Cronbach’s Alpha value of .809 indicates a high level of internal
consistency, supporting the reliability of the adapted instrument. This is consistent with prior research
(Awang et al., 2018; Hair et al., 2014) and supports the use of the scale in subsequent SEM analysis.
Interestingly, while some prior studies have reported that shortened or adapted scales may suffer from
reduced reliability (Schaufeli & Bakker, 2004, 2010), the present results demonstrate that, with careful
adaptation and validation, shorter scales can retain strong psychometric properties without sacrificing
measurement quality.

Finally, the descriptive statistics showed moderately high mean values (4.12 to 4.23), indicating that
respondents generally perceived themselves as engaged in their roles. This aligns with findings by
Chukwuyem et al. (2015) and Seppéla et al. (2020), who found that public sector employees often report
moderate to high engagement when organisational support and meaningful work are present. However, the
relatively high engagement levels in this study should be interpreted cautiously, as self-report measures
may be subject to social desirability bias (Kaur & Mittal, 2020). Future research could address this
limitation by incorporating multi-source data, such as supervisor ratings or objective performance
indicators. The current results provide strong empirical support for the validity and reliability of the adapted
work engagement scale in the Malaysian higher education context. The findings both corroborate and
extend previous literature by demonstrating that, for non-academic university administrators, work
engagement can be effectively measured as a unidimensional construct with high reliability. This supports
the practical application of the instrument for future research and organisational assessments.

6. CONCLUSION

The current work engagement instrument underwent systematic forward and backward translation, content
validation, face-to-face validation, and Malay language modification. It was determined that the Malay
version of the work engagement was valid and reliable for assessing the work engagement of non-academic
administrators, based on satisfactory EFA analysis results and internal consistency. Therefore, the work
engagement instrument is suitable for use in the field research.

Building on the robust validation outcomes obtained through EFA, the study proceeds to further test
the measurement and structural properties of the work engagement construct using SEM analysis. While
EFA serves as an essential preliminary step to identify the underlying structure of the construct in the
context of this study, SEM analysis allows for a more rigorous evaluation of the measurement model by
examining the relationships between observed variables and their corresponding latent factors (Awang et
al., 2018; Hair et al., 2014). Furthermore, SEM analysis provides a comprehensive framework to test the
hypothesized relationships between work engagement and other key constructs, such as job demands, job
resources, and innovative work behaviour, as outlined in the study’s conceptual framework. By integrating
the validated measurement model into the structural model, SEM enables the assessment of both the direct
and indirect effects, offering deeper insights into the mechanisms through which work engagement
influences employee outcomes in the Malaysian higher education context. This transition marks a critical
step in advancing from measurement validation to theory testing, ensuring that the subsequent findings are
both statistically sound and practically meaningful.

From the theoretical perspective, the JD-R Theory (Bakker & Demerouti, 2014) states that employees
will become engaged in their work when they have sufficient resources available to them. It is important to
closely and comprehensively manage both personal and work-related requirements and resources.
Additional investigation is required about the needs and resources inside organisations. Additionally, it is
imperative to provide a comprehensive framework for assessing resources and requirements that considers
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emerging needs such as diversity and digitalisation. Moreover, it is plausible that the results were influenced
by other employee characteristics that were not examined in the present study. The subjective worth that
workers attribute to their jobs. Although certain resources are essential for sustaining employment in the
long run, there are occasions when they become very critical. Just as various professional roles may need
more demanding tasks, it is important to consider this element while developing engagement. Hence, it is
necessary to evaluate the present condition of employees, their resources, and any possible obstacles they
can encounter in that particular position during future enquiries in a university environment.
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APPENDIX (MENTIONED ON PAGE 107)

Authors including an appendix section should do so after References section. Multiple appendices should
all have headings in the style used above. They will automatically be ordered A, B, C etc.

A. Work engagement construct
English Language Malay Language
(Translation Version)
1. Sometimes I am so into my job that I Kadangkala saya begitu asyik dengan kerja saya
lose track of time. sehingga kehilangan jejak masa.
il. This job is all consuming and I am Pekerjaan ini menuntut keseluruhan tumpuan saya
totally into it. dan saya benar-benar meminatinya.

iil. I am highly engaged in this job by my Saya sangat terlibat dalam kerja ini hasil sokongan
Head of Department and colleagues. Ketua Jabatan dan rakan sekerja saya.

iv. I am highly engaged in this Department.  Saya sangat terlibat dalam jabatan ini.
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