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Abstract 

Employee engagement is a critical driver for enhanced commitment of employees and 
delivering better services. This paper assesses employee engagement in the context of 
health service delivery in Uganda and identifies its significant drivers, challenges and way 
forward. The study leverages on data obtained from hospital staff at junior, management 
and leadership levels. Data from 136 junior staff were collected using a questionnaire 
while data from purposively selected sample of 8 Heads of Departments and 1 Director 
key informants were collected using interviews. Correlation analysis was employed 
to test the hypotheses that training, rewards and leadership bear a significant link 
with employee engagement. Qualitative data was analyzed using thematic analysis. 
Correlation results indicated that rewards, training and leadership bear a strong positive 
significant relationship with employee engagement (p<0, 05). Qualitative views generally 
revealed that employees in Mulago National Referral Hospital are not adequately 
rewarded. They are paid low salaries and allowances compared to similar staff in the 
private hospitals and the allowances are not paid in time. Consequently, employees are 
demotivated and exhibit low commitment to perform their functions towards realization 
of the hospital’s, objectives and goal. Regarding training, employees had limited access 
to off-job training opportunities. They perceived unfairness and inequity in granting such 
opportunities. Regarding leadership, employees were found to lack adequate support in 
terms of mentorship, encouragement and career promotion. Besides, the relationship 
and trust between managers and their subordinates was found to be wanting. The study 
recommends that hospital administration and management expand the reward system by 
focusing more on the non-monetary rewards. These include delegating junior staff on 
activities which have allowances, regular interaction with lower level staff, providing 
them mentorship and opportunities for off-job training in a clear, transparent and 
equitable manner. Consequently, employees will get motivated, committed and more 
engaged with the hospital.
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Introduction

The concept of employee engagement can be traced 20 years back in the Academy of 
Management Journal (Khan, 1990). According to Armstrong (2009), the Hay Group generated 
the first interest into the concept of employee engagement and originally referred to it as 
“employee performance”. It evolved from focusing on employee satisfaction in the human 
resource management in the 1970s and 1980s when employee satisfaction was observed to 
have no significant connection with performance (Kahn, 2011). The concept is rooted in the 
social psychology theories concerning motivation and attitudes (Fawkes cited in Saks (2006). 
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This paper leverages on the Two Factor Theory by Frederick Herzberg, 1989 and the Social 
Exchange Theory (SET) developed by Blau (1964) and Emerson (1972). These theories 
identify the factors which motivate and demotivate employees in form of satisfiers and de-
satisfiers thus opening insight into the determinants for employee engagement.

Employee engagement has been defined extensively in different contexts. Sharmila (2013) 
defines employee engagement as employees’ positive attitude and extent of commitment to 
the organization. Harminder (2013) shares a similar view of this concept and observes that 
employees have to get committed to the organization’s goal mission and vision. In view of 
Farndale and Murrer (2015), engaged employees express physical, emotional and cognitive 
attachment to accomplish their daily tasks. The aspect of commitment in employee engagement 
is further stressed by Karanges et al. (2015) who also observe that engaged employees will 
be willing to stay longer in the organization. Saks and Gruman (2014) as well as Osborne & 
Hammoud (2017) identify two dimensions of employee engagement that is; attention and 
absorption. The authors define attention as the amount of time an employee spends thinking 
about their role in an organization and the intensity with which they work.

Previous studies (Ganesan, 2017; Mokaya, 2014; Mutunga, 2015: Ganesan, 2017; 
Zainol, 2016; Harminder, 2013; Recognition; Zainol, 2016; Harminder, 2013; Mutunga, 2015; 
Mutunga, 2015; Zainol, 2016; Ganesan, 2017; Osborene, 2017; Watson, 2009; Padmakumar 
and Gantasala, 2011; Ganesan, 2017; Zainol, 2016; Harminder, 2013; Mutunga, 2015; Zainol, 
2016; Harminder, 2013; Mutunga, 2015; Zainol, 2016; Rizwan, 2014) have linked employee 
engagement with many factors including training, rewards and leadership. However, the effect 
of such factors on employee engagement necessitates a clear understanding with empirical 
evidence in the context of Uganda’s health sector. 

This paper takes a case of Mulago national referral hospital of Kampala Uganda with the 
objective to explore the effect of training, rewards and leadership on employee engagement. 
Mulago hospital has strategically positioned to foster employee engagement towards enhancing 
her performance. To realize this, the hospital has intervened with a number of human resource 
incentives such as training, rewards and improving leadership through involvement of staff 
in decision making among others (MOP, 2011; 2016). Despite the initiatives, employee 
engagement at Mulago National Referral Hospital remains low, some employees are not 
committed to their work and the objectives of the hospital as many of them neglect their work 
to go for their private health units. (Mulago Hospital, 2017). 

Empirical literature on determinants of employee engagement

A variety of studies have explored determinants for employee engagement across diverse 
fields and in different contexts such as; the banking industry in (Mokaya, 2014); Fatma et 
al., 2015); Abbaas & Ikhlas Ibrahim (2012); Service sector in Pakistan (Rizwan, 2014); 
Telecommunications industry in Kenya (Mutunga, 2015); Health care sector in Malaysia 
(Ganesan, 2017); Hotel industry in Malaysia (Zainol, 2016; Osborene, 2017)
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The studies identify a significant link between employee engagement with; remuneration 
(Mokaya, 2014; Mutunga, 2015: Ganesan, 2017); rewards (Zainol, 2016; Harminder, 2013); 
Recognition (Zainol, 2016; Harminder, 2013; Mutunga, 2015); appreciation (Mutunga, 2015); 
leadership (Zainol, 2016; Ganesan, 2017; Osborene, 2017; Watson, (2009); Padmakumar 
and Gantasala, 2011; internal communication (Ganesan, 2017; Zainol, 2016); training 
development (Harminder, 2013; Mutunga, 2015; Zainol, 2016); career growth (Harminder, 
2013; Mutunga, 2015; Zainol, 2016). Consistent with training development and career growth, 
some studies have associated employee engagement with employee empowerment (Rizwan, 
2014; Osborene, 2017) and broad personal development and performance management system 
(Mokaya, 2014). 

Rewards and employee engagement

Rewards have in previous studies been linked with employee engagement. The common 
understanding is that rewards enhance employee motivation, excitement and ultimately 
readiness to identify with the organization strategies, goals and objectives. A rewards system 
has a great influence and effect on employee engagement and commitment. Besides, it 
makes the staff more motivated, excited, interested and ready to positively identify with the 
organization. This is what is known as psychological empowerment which has been identified 
to influence employee empowerment in many studies such as; Hassan and Shoaib (2014) and 
Khan and Altaf (2015) and Prabhakar (2011). According to Armstrong (2009), rewards can 
be categorized into extrinsic or intrinsic. Extrinsic rewards are tangible rewards and these 
are external to the job or task performed by the employee. Some of these include salary, 
allowances, pay incentives. They can also be monetary or no-monetary. To this end, literature 
opens insight into the fact that rewards can only be meaningful to motivate employees towards 
their engagement if substantive enough (Birungi, 2003). 

Staff training and employee engagement
Training is defined as the act of boosting knowledge and skills of employees with an aim 
to enhance their performance (Ologbo and Sofian, 2013). Training development is vital to 
enhance employee engagement through enhancing employee performance (Khan and Altaf, 
2015; Tahir, Yousafzai, et al., 2014; Rashid, et al., 2011). Employee training and employee 
engagement leverage on the notion that all employees have personal goals and need to work 
towards achieving them. Any support in form of training or career growth builds employees’ 
sense of value to the organization. Training is vital in building a sense of belief that employees 
are accepted, respected, and included in the organizational decision-making process towards 
enhanced employee engagement (Belle, et al., 2014). Training is also essential in building 
human resource with the requisite knowledge and skills which according to Ugwu, et al. 
(2014), is a means of empowering employees to perform and get more engaged. Besides, 
training enables employees to develop a sense of being valued which in turn helps them feel 
connected to, and identify with the organization. Overall training is perceived as a means of 
empowering employees to do their jobs towards their enhanced engagement (Vallerand, 2012). 
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Leadership and employee engagement
Leadership has been linked with employee engagement on account of authentic leaders being 
likely to influence employees to get engaged with the organization (Nicholas & Erakovich, 
2013). The significance of leadership behavior on employee engagement is further evidenced 
by Datche and Mukulu (2015) in a study on employees in state corporations in Kenya, and 
Xu and Thomas (2011) in a study on employees in service organizations. Datche and Mukulu 
(2015) identified a significant and positive influence of transformational leadership on 
employee engagement. 

Where leaders directly relate with their subordinates, employee engagement was 
enhanced (Lowe, 2012). In the view of Souba (2011), leadership is vital to provide vision and 
direction to employees. Effective leadership necessitates communication. Communication is 
defined as an internal organizational process of sharing information towards enhancing trust 
among employees (Rynanen, et al., 2012). The significance of communication to employee 
engagement is evident from studies in Indian private banks (Sarangi and Srivastava, 2012) and 
Australian organization employees (Karanges, et al., 2015) which observe that listening is an 
essential element in helping employees reach their personal goals and feel empowered. They 
provide a chance for employees to know the available opportunities for career growth and the 
criteria for meeting the requirements. Employees yearn to advance up the ladder and should 
be informed of the available opportunities for advancement.

Generally, the literature reviewed underscores the significance of rewards, training 
and leadership among other factors which influence employee engagement. The studies 
indicate that employees will more likely get engaged with the organization if they are 
adequately rewarded, trained or provided with transformational or supportive leadership. 
The studies however remain in the context of other countries like Kenya, India, Malaysia, 
Pakistan and no specific study has been conducted in the context of referral hospitals in 
Uganda. Building on this body of knowledge, this paper explores the determinants of 
employee engagement in the context of Mulago national referral hospital. 

Methodology

The paper leverages on findings generated from a study which adopted a cross-sectional 
survey design with a combination of qualitative and quantitative data collection methods 
(Neuman, 2011). The design allows collection of data on various issues from a section 
of a population at a particular point in time. The quantitative approach was applied to 
test the study hypotheses while the qualitative approach provided in-depth analysis of 
the study phenomena. Data was collected from Mulago National Referral Hospital staff 
comprising of one Director, 8 Heads of Departments and 127 junior level staff members. 
Purposive and theoretical sampling techniques were applied to select hospital Directors and 
Heads of Departments. Purposive sampling ensured deliberate inclusion in the study since by 
virtue of their role, they were expected to be more knowledgeable in the subject matter under 
study. Theoretical sampling ensured inclusion of key informants until the point of saturation, 
the point where no more diversity in views was reached. Data from these key informants 
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was collected through interviews to adequately comprehend the determinants of employee 
engagement. The data was analyzed using thematic analysis of key informant views. In contrast 
data from the junior staff was collected using a questionnaire which standardized responses to 
allow quantitative analysis to test the hypotheses on the significance of training, rewards and 
leadership to employee performance. Specifically, a regression model was estimated for the 
effect of training, rewards and leadership to employee performance. 

Sample description 

Regarding gender, the majority of respondents were female (62.7%) compared to male 
(37.3%). Important to note, the distribution represents an adequate composition of male and 
female which is vital to ensure generalization of the study findings to the population of the 
staff in Mulago Hospital. Regarding the education level, the majority (47.0%) of respondents 
had attained a first degree. This was followed by 15.9% of respondents who had attained 
Postgraduate Diploma. Notably, all respondents had attained some level of education. This 
education distribution indicates a possible knowledge and skills which is vital to build their 
engagement capacity in Mulago national referral hospital. In terms of working experience, 
the majority (43.5%) had acquired 3 to 4 years. This was followed by 30.8% of respondents 
who had 5 and more years of working experience in Mulago national referral hospital. This 
period can arguably be considered adequate for staff to understand and build loyalty towards 
enhanced employee engagement. 

Findings and discussions

This section presents correlation results on the determinants of employee engagement. The 
section further presents the challenges in rewards, training and leadership structure which 
undermine employee engagement drawing from analysis of key informant views.

Figure 1: Percentage distribution of respondents by gender, education and work 
experience
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Critical drivers of employee engagement 
Correlation results were estimated for the relationship between leadership (transformative and 
supportive) and employee engagement at Mulago national referral hospital. The objective was 
to determine the strength, significance and nature of relationship between these variables. 
Results are presented in table 1.

Table 1: Correlation results for the relationship between leadership and employee 
engagement

Variable Correlation statistic P-value
Supportive .344 0.001
Transformative .533 0.001
Communication .070 0.409
Overall Leadership .385 0.001

Source: Field survey data

The overall correlation coefficient for the relationship between leadership and employee 
engagement was 0.385, positive and statistically significant since its respective probability 
value was less than 5% significant level. This indicated a positive and statistically significant 
relationship between leadership and employee engagement. This finding was true for 
supportive and transformative forms of engagement for which the correlation coefficients 
were 0.344 and 0.533 respectively. And similarly, their respective p-values were less than 5% 
significance level. Notably however, the correlation coefficient for the relationship between 
communication and employee engagement was 0.070 which was very low and its respective 
p-value was greater than 5% significant level. This indicated that communication had no 
significant relationship with employee engagement. This finding suggested that transformative 
and supportive leadership rather than communication, were significantly related with employee 
engagement. 

Challenges in rewards training and leadership structure 
Despite the significance of rewards to employee engagement, key informant views revealed 
critical gaps in the rewards structure particularly low salaries and allowances as well as 
delayed payments. These demotivate employees leading to their low committed and limited 
engagement. A detailed interaction with key informants revealed that the staff of Mulago 
including nurses, doctors and administrative staff remain among the least paid employees in 
the Uganda Public Service. Though Government has of recent taken steps to enhance their 
salaries and allowances, they generally remain low compared to the general cost of living. 
This means that motivating employees for their enhanced commitment and engagement may 
necessitate a higher salary and allowance than is currently provided.

The established link between rewards and employee engagement is consistent with the 
findings by Shoaib (2014) and Khan and Altaf (2015) that reward systems has a great influence 
on employee motivation commitment and subsequent engagement. Specifically, rewards 
render employees more motivated, excited, interested and ready to positively contribute to the 
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realization of the organization’s objectives and goals. This is what is known as psychological 
empowerment which has been evidenced to influence employee empowerment. The concern 
of inadequate salaries and allowances in this study is consistent with the findings by Birungi 
(2003) that rewards can only be meaningful to motivate employees towards their engagement 
if substantive enough. The significant influence of salaries is an important determinant of 
employee engagement (Kline & Hsieh, 2007).

Regarding training, critical gaps were identified despite its significant link with employee 
engagement. Specifically, there was limited access to off-job training which however seem 
more pleasant and motivating to employees. In addition, accessing off-job training was 
associated with the risk of losing a position or job station through study leave. In addition, there 
was some feeling among employees that there is unfairness and inequity in granting training 
opportunities. Consistently, Khan and Altaf, (2015); Tahir, et al. (2014) and Rashid, et al. 
(2011) observed that training development is vital to enhance employee engagement through 
enhancing employee performance. In support of the significance of training observed in this 
study, Belle, et al. (2014) observed that all employees have personal goals and that any support 
in form of training or career growth builds employees’ sense of value to the organization. The 
significance of training identified in this study is also consistent with the findings by Ugwu, 
et al. (2014) and Vallerand (2012) who identify training as a means of empowering them to 
perform and get more engaged. The authors further observe that training enables employees to 
develop a sense of being valued which in turn helps them feel connected to, and identify with 
the organization. 

Finally, with regard to leadership, the study established that, despite its positive 
significance to employee engagement, the nature of leadership provided by managers and 
leaders to subordinates was found to be lacking support in terms of career promotion, good 
working relationship, trust, encouragement among others. The general view was that employees 
need to grow which growth comes with self-esteem and opportunities for increased salary and 
allowances which have in the study been significantly associated with employee engagement. 
It was also observed that employees work under an environment which is complex and 
challenging. They are often overwhelmed with volumes of clients who they must serve within 
an environment of shortages in equipment and drugs. Such a situation necessities leaders who 
understand the working conditions and were willing to respond positively to any excuses for 
delays in service delivery, or support in terms of the missing equipment and facilities.

The significance of supportive leadership to employee engagement is consistent with the 
findings by Datche and Mukulu (2015) and Thomas (2011) in their studies on employees in 
state corporations in Kenya and in service organizations in Indonesia respectively. The studies 
revealed that providing support in terms of encouragement, technical guidance to employees 
contributed to their motivation and engagement with the organization. The significance of 
supportive leadership identified in the study also agrees with the findings by Souba (2011) that 
good leadership provides a clear vision and direction to employees rendering them to remain 
motivated, committed and ultimately engaged with the organization. 

Findings on the significance of transformative leadership to employee engagement are 
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consistent with the findings by Datche and Mukulu (2015) in a study in Kenya which underscored 
the significant relationship of employee engagement with transformational leadership. Findings 
in this study are consistent with the assertion by Lowe, (2012) that employees were motivated, 
committed and more engaged when leaders directly relate with their subordinates. Findings 
also agree with the general notion from literature that organizations need to design human 
resource strategies providing for employees ‘growth in leadership positions. 

Way forward 

Findings of the study provide valuable insights into potential strategies by hospital management 
and administration towards enhanced employees’ engagement and improved service delivery 
of health care workers.

First, it is imperative for the hospital administration and management to expand the 
reward system by focusing more on the non-monetary rewards. These include delegating junior 
staff on activities which have allowances, providing them with mentorship and expanding 
opportunities for career growth which come with increased pay. Consequently, employees get 
motivated, committed and engaged. These recommendations also consider that Government 
has made attempt to increase salaries of health workers which remain insufficient to motivate 
them and yet more increased pay could remain a dream amidst government’s resource

Secondly, the hospital administration and management need to explore ways of expanding 
employees’ access to off-job training. In addition, the system of granting off-job training 
opportunities such as study advancement for career growth, applications to attend conferences 
and workshops should be improved to ensure transparency and equity to avoid negative 
perceptions which demotivate employees limiting their engagement. In addition management 
should explore ways to grant off-job training and study leave without disadvantaging the 
beneficiary in terms of ensuring that they retain some job security.

Finally, the hospital administration and management need to adopt transformative and 
supportive leadership style which hold greater potential to enhance the much needed employee 
engagement.. Senior staffs need to interact with junior level staff to understand their strength, 
weaknesses, devise means to build their confidence trust and competence, and delegate them. 
This consequently inculcates in them, a sense of feeling that they are valued and consequently 
gets motivated, committed and engaged with the hospital 



Fred Alinda and Isabella Nakalema


9The Ugandan Journal of Management and Public Policy Studies | Volume 21 No. 1, November 2021

References 
Ahmed M. Alabsi & Ammar Mohamed Aamer (2014). Employee Engagement: A case study of 

service Industry in Yemen. Middle-East Journal of Scientific Research, 22(7), 1014-1024. 

Armstrong, M. (2009). Armstrong’s handbook of Human Resource Management (11th ed). London: 
Kogan Page.

Babbie, E. R. (2007). The basics of social research, 4th Ed. Australia: Thomson Wadsworth.

Belle, SM., Burley, D. L., & Long, S. D. (2014). Where do I belong? High-intensity teleworkers’ 
experience of organizational belonging. Human Resource Development International, 18(1), 76– 
96. 

Birungi, M. K. (2003). Human Resource Management; The Key to Success in Organizations. 2nd Ed. 
Kampala Uganda: Mukono Bookshop Printing and Publishing Company. 

Blanchard, S., and Witts, D. (2009). Best practices in employee motivation. URL: http://www.buzzle.
com 

Creswell, J. (2008). Research design: Qualitative, quantitative, and mixed methods approaches. 
Washington, USA: Sage Publications. 

Datche, A.E. & E. Mukulu (2015). The effect of Satisfaction and Turnover Intention. International 
transformational leadership on employee. Journal of Economics, Management and Accounting, 
engagement, 25(1): 43-69. 

De Vaus, D. (2001). Research design in social research. London: Thousand Oaks, Sage Publications.

Denscombe, M. (2007). The good research guide for small-scale social research projects. 3rd Ed. 

Dooley, D. (2001). Social research methods. 4th ed. Upper Saddle River, NJ: Prentice Hall 

Fatma J., Shyqyri L. (2015). The Impact of Communication Satisfaction and Demographic Variables 
on Employee Engagement. Journal of Service Science and Management.1(8), 191-200.

Fowler, F. J. (2008). Survey research methods. 4th ed. London: SAGE 

Ganesan, J. Maisarah, B.Z.A. & Abdullah, M.F. (2017). Determinants of Employee Engagement in 
the Malaysian Health Care Industry. Business, 35(10): 2180-2186. 

Gorard, S. (2003). Quantitative methods in social science. New York: Continuum.

Grbich (2007). Qualitative Data Analysis: An Introduction. New York: Sage.

Green, J., (1995). Cultural awareness in the human services: A multi-ethnic approach, 2nd Ed. 
Toronto: Allyn and Bacon.

Grunig, J. (1989). Organizational Effectiveness. London, UK: University Press. 



Fred Alinda and Isabella Nakalema


10 The Ugandan Journal of Management and Public Policy Studies | Volume 21 No. 1, November 2021

Gulati, G, K. (2012). Employee Engagement: Key to success for Contemporary Organizations. Gian 
Jyoti E-Journal, 2(4),62-77.

Guppy, L. N. & Gray, G. A. (2008). Successful surveys: Research methods and practice. 4th ed. 
Toronto: Thomson Nelson

Harminder, K.G. and Isha Jain (2013). Determinants and outcomes of employee engagement: a 
comparative study in information technology (IT) sector. International Journal of Advanced 
Research in Management and Social Sciences. 2(5), 207-22.

Hassan, A. and F. Ahmed, (2011). Leadership, trust and work engagement. International Journal of 
Human and Social Sciences, 6(3),164-170.

Hayati, D., M. Charkhabi and A. Naami (2014). The relationship between transformational leadership 
and work engagement in governmental hospitals nurses: a survey study. SpringerPlus 3(25), 
1801-1825.

Iqbal AH. & Sumaira, G. (2015). Employee engagement: an empirical study of higher education 
sector in Kashmir. Journal of Research in Management & Technology. 4(4), 20-26.

Kahn, W (1990). Psychological Conditions of Personal Engagement and Disengagement at Work. 
Academy of Management Journal, 33(4) 692-724.

Karanges, E., Johnston, K., Beatson, A., & Lings, I. (2015). The influence of internal communication 
on employee engagement: A pilot study. Public Relations Review, 41(1), 129–131.

Kotler, Ph., (2001). Kotler on Marketing, How to Create, Win and Dominate Markets. UK: Simon & 
Schuster.

Kumar P, D and Swetha. G. (2011). A Prognostic Examination of Employee Engagement from its 
Historical Roots. International Journal of Trade, Economics and Finance, 2(3), 232-241.

Lowe, G. (2012). How employee engagement matters for hospital performance. Healthcare Quarterly, 
15(1), 29–3.

Mokaya, S.O., and Kipyegon, M.J. (2014). Determinants of Employee Engagement in the Banking 
Industry in Kenya; Case of Cooperative Bank. Journal of Human Resources Management and 
Labor Studies, 2(2), 187-200.

Neuendorf, K. A. (2002). Content analysis guidebook. London, UK: Sage Publications 

Neuman, W. L. (2006). Social research methods: Qualitative and quantitative approaches. 6th Ed. 

Nicholas, T. W., & Erakovic, R. (2013). Authentic leadership and implicit theory: A normative form 
of leadership. Leadership & Organization Development Journal, 34(1),182–195. 

Osborne, S. and Mohamad, M.M. (2017). Effective Employee Engagement in the Workplace. 
International Journal of Applied Management and Technology 16(1),50–67. 



Fred Alinda and Isabella Nakalema


11The Ugandan Journal of Management and Public Policy Studies | Volume 21 No. 1, November 2021

Padmakumar Ram and Gantasala V. Prabhakar (2011). The role of employee engagement in work-
related outcomes. Journal of Research in Business. 1(3), 47-61.

Patten & Mildred (2001). Questionnaire research: A practical guide. New York, USA: Routledge. 

Pearce, J. & Robinson R. (2013). Strategic Management. 13th Ed. USA: McGraw Hill: Pyrczak 
Publishing 

Purcell, J. (2014). Disengaging from engagement. Human Resource Management Journal, 24(1), 
241– 254. doi:10.1111/1748-8583.12046. 

Rizwan Q.D, Farid A., Sidra R., Khan, M. (2014). Determinants of Employee Engagement in Service 
Sector of Pakistan. Universal Journal of Management 2(2), 64-71.

Souba, W. W. (2011). The being of leadership. Philosophy, Ethics, and Humanities in Medicine, 6(1), 
1– 11. doi:10.1186/1747-5341-6-5

Strauss & Anselm, and Juliet, C. (2007). Basics of qualitative research: Techniques and procedures 
for developing grounded theory. 3rd ed. Thousand Oaks, CA: Sage Publications, Inc. 

Ugwu, F. O., Onyishi, I. E., & Rodriguez-Sanchez, A. M. (2014). Linking organizational trust with 
employee engagement: The role of psychological empowerment. Personnel Review, 43(1), 377– 
400. doi:10.1108/pr-11-2012-0198

Vallerand, R. J. (2012). From motivation to passion: In search of the motivational processes involved 
in a meaningful life. Canadian Psychology, 53(1), 42–52. doi:10.1037/a0026377

Xu, J. and H.C. Thomas, 2011. How can leaders Employee Attitudes and Behaviors at Work: The 
achieve high employee engagement. Leadership and Mediating Role of Work-Life Conflict. 
Master’s Organization Development Journal, 32(4), 399-416.

Yates, S. J. (2004). Doing social science research. London, UK: Sage Publications. 

Yin, R. K. (2008). Case study research: Design and methods. Applied Social Research Methods.  4th 
ed. City ST: Sage Publications. 

Zainol, S.B., Suhaili, B.M.H., & Maisarah, S.B.O. (2016). Determinants of Employee Engagement in 
Hotel Industry in Malaysia. A Theoretical Model. International Journal of Academic Research in 
Accounting, Finance and Management Sciences,6 (3), 1–9.


