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Abstract:

Healthcare industry can be considered as one of
important industry which indirectly become the
major players in the economic growth for Malaysia.
Within hospital setting, nurses as frontline staff, form
the largest group of healthcare professionals.
Therefore, the performance of nurses is
acknowledged as an important element of quality
healthcare since nurses in most hospitals have
highest level of direct patient care. Despite the
studies that have been conducted to investigate the
factors that influenced job performance of nurses in
Malaysia, this study intends to examine the
relationship between employee engagement and job
performance of nurses in public hospitals. This study
involved nurses from four public hospitals in
Peninsular Malaysia and the data were gathered
through a set of self-administrated questionnaires in
the form of booklet. All study hypotheses were tested
using multiple regression.  Statistical results
confirmed the positive and significant relationship
between employee engagement and task performance
and contextual performance of nurses. The study
suggests some recommendations and conclusion for
future research directions.
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1. Introduction

Healthcare industry can be considered as an
important industry because it attends to address the
basic needs of people and their survival [1]. In
Malaysia, the healthcare delivery is under
administration of Malaysia Ministry of Health, which
is divided into two system, namely public healthcare
and private healthcare [2]. Public healthcare which
highly subsidized by the government [3] are used by
majority of Malaysian population while private
healthcare is targeting well-off members of
population. Since healthcare industry is regard as
service-based organization, the performance of their
human resources affects the quality of service
delivered to clients (patients and patient’s families)
[4]. In fact, within hospital setting, nurses as
frontline staff form the largest group of human
resources of healthcare professionals [5]. According
to [6] and [7], it is important to study about nurse’s

profession because their job performance is regard as
an important element of delivering high quality of
services and nurses have highest level of direct
patient care [4] as compared with others within
hospital setting.

However, in Malaysia healthcare, job performance of
nurses has been declining over the past several years
due to shortage of nurses [8]. According to [9], even
though the number of nursing workforce has been
increases over the past few years, unfortunately the
nurse-to patient ratio is still high, which is 1:3009.
This ratio is considered high as compared to World
Health Organization’s recommendation nurse-to-
patient ratio, which is 1:200 for developing country
like Malaysia. As a consequence, nurses in public
hospitals are overworked [8] and performs their
duties in stressful environments [10], and these
would affect their job performance as well as quality
delivery to patients.

There were many factors that contributed to job
performance of nurses. Thus, this study aims to
examine the relationship between employee
engagement and job performance of nurses in
Malaysia public hospitals which could further added
to body of knowledge. In this study, the job
performance of nurses is measure in the forms of
task performance and contextual performance.

2. Literature Review and Hypothesis
Development

2.1. Employee Engagement (EE)

For the past years, there are a numbers of employee
engagement definitions presented in academic and
practical perspective [11]. [12] first defined
engagement as the ‘simultaneous employment and
expression of a person’s preferred self in task
behaviors that promote connections to work and to
others, personal presence (physical, cognitive, and
emotional), and active, full role performance’. While,
Gallup organization viewed employee engagement
based on practitioner’s perspective. Employee
engagement is referring to ‘individual’s involvement
and satisfaction with as well as enthusiasm for work’
[13]. In nursing context, engagement is viewed as
‘the dedicated, absorbing, vigorous nursing practices
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that emerges from settings of autonomy and trust and
results in safer, cost effective patient outcomes’ [14].

However, despite various definitions of employee
engagement in literature, this study determined
employee engagement as ‘a positive, fulfilling, work-
related state of mind characterized by vigor,
dedication and absorption [15]. According to [16],
vigor refers to high levels of energy and enthusiasm
that person brings to work, dedication characterized
by strongly involved in one’s work and experiencing
a sense of significance and pride, and absorption
refers to bring fully concentrated and happily
immersed in one’s work.

2.2. Job Performance

Job performance is known as important element in
determining organization’s outcomes [17]. Similarly,
in hospital setting, job performance of nurses is
regard as central topic since nurses’ attitudes and
behaviors are important in determining the quality of
healthcare services [7]. [18] defined job performance
as actions that can be altered, behavior and product
that contributed to organization’s objective. While,
[19] refers job performance as employee’ behavior
that yield positive effects for the individual and
valuable to the organization.

Previous  researchers and human  resource
professional once perceived job performance as
unidimensional construct [20], meanwhile [21] and
[22] argued that job performance is a
multidimensional construct that comprised of task
performance and contextual performance. According
to [22], although the measures of task performance
and contextual performance have different
predictors, but they contribute independently to
ratings of overall job performance.

According to [23], the existing measure of nurses’
job performance need to update since there is
development in nursing roles. In fact, findings from
study done by [24] noted that nurses engage in both
task and contextual performance behaviors.
Therefore, this study measured job performance of
nurses in terms of task performance and contextual
performance using scale developed by [7]. Task
performance refers to behaviors that contribute
directly to organization’s technical core while
contextual performance refers to behaviors that
maintain the broader social environment in which
technical core must function [7].

2.3. Employee Engagement (EE) and Job
Performance Relationship

According to [25] and [26], there is limited empirical
studies on employee engagement particularly on the
relationship between employee engagement and job

August 2019

performance (task performance and contextual
performance). In contrast, [35] claimed that there is
strong support that employee engagement predicts
task and contextual performance as well as health
and well-being outcomes such as stress, strain, and
burnout. Similarly, [27] stated that engagement can
predicted in-role behavior, extra-role behavior, and
proactive behavior. An engaged employee is more
likely to stay and committed in their current
workplace [28], performs better than disengaged
employee [29]and more likely to participate in extra-
role activities [30]

Hence, based on previous literature, the following
hypothesis is proposed:

H1: There is significant relationship between
employee engagement and job performance.

Hla: There is significant relationship between
employee engagement and task performance.

H1b: There is significant relationship between
employee engagement and contextual performance.

3. Methodology

3.1. Samples and Procedures

After getting approval from the Medical Research
Ethical Committee (MREC), 588 set of
questionnaires in the form of booklet were
distributed to the nurses and their respected
immediate supervisors (sisters) of the four public
hospitals in  Peninsular Malaysia. Immediate
supervisors were requested to evaluate not more than
four nurses under their supervision on how well
nurses in their unit completed varieties of activities.
A total of 461 responses were received and 445 were
usable, yielding 75.68% as an acceptable response
rate.

3.2. Instruments

For the purpose of this study, two instruments were
used to measure the study variables. Employee
engagement was measured using shortened-9 items
version of the Utrecht Work Engagement Scale
(Uwes-9) derived by [31] with scale ranging from 1
= never to 7 = always. While, job performance of
nurses was measured using Nursing Performance
Scale developed by [7], which comprised of task
performance and contextual performance activities.
The scale ranging from 1 = much below average to 7
= much above average.

4. Results

4.1. Descriptive Analysis

Table 1 and Table 2 presents the descriptive statistics
of respondent’s profile (nurses and immediate
supervisors) which includes their age, gender, marital
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status, race, educational qualification, and
department/unit. Based on Table 1, all sisters were
female (100.0%) and majority were in the age
between 41 — 50 years old (58.7%). The remaining
42 (29.4%) and 17 (11.9%) sisters were in the age
between 31 — 40 years old and 51 — 60 years old
respectively. Most sisters were married (94.4%),
while the percentage of those who are single is 5%
and others is 2.1%. Majority of sisters were Malay
(84.6%), followed by Indian (9,8%), and Chinese
(5.6%). In terms of educational background, most
sisters had their diploma (86.7%) while the
remaining sisters had degree (13.3%). With regard to
department/unit, most of sisters came from medical
(21.7%), followed by pediatric (16.1%), surgical
(15.4%), obstetrics and gynecology (14.7%) and the
least is emergency and multidisciplinary unit (1.4%).

Table 1. Demographic Profile of Immediate
Supervisors (Sisters)
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Chinese (11.0%), and Indian (58.5%). In terms of
educational background, all of nurses had diploma
(100.0%). With regard to department/unit, most
nurses came from medical (25.4%), followed by
pediatric (18.2%), orthopedic (11.9%), obstetrics and
gynecology (11.7%) and the least is multidisciplinary
unit (2.2%).

Table 2. Demographic Profile of Nurses

Category Frequency Percentage

Gender:
Female 433 97.3
Male 12 2.7
Age:
21 — 30 years old 283 63.6
31 - 40 years old 137 30.8
41 —50 years old 20 45
51 — 60 years old 5 1.1
Marital Status:
Single 154 34.6
Married 286 64.3
Others 5 11
Race:
Malay 396 89.0
Chinese 11 25
Indian 38 85
Education:
Diploma 445 100.0
Department/Unit:
Medical 113 254
Surgical 49 11.0
Orthopedic 53 11.9
Pediatric 81 18.2
Obstetrics & 52 11.7
Gynecology
Emergency 12 2.7
Critical Care 37 8.3
Multidisciplinary 10 2.2
Unit
Anesthesiology 23 5.2
Ophthalmology 15 3.4

Total 445 100.0

Category Frequency Percentage

Gender:
Female 143 100.0
Age:
31 — 40 years old 42 29.4
41 — 50 years old 84 58.7
51 — 60 years old 17 11.9
Marital Status:
Single 5 3.5
Married 135 94.4
Others 3 21
Race:
Malay 121 84.6
Chinese 8 5.6
Indian 14 9.8
Education:
Diploma 124 86.7
Degree 19 13.3
Department/Unit:
Medical 31 21.7
Surgical 22 154
Orthopedic 19 13.3
Pediatric 23 16.1
Obstetrics & 21 14.7
Gynecology
Emergency 2 14
Critical Care 11 7.7
Multidisciplinary 2 14
Unit
Anesthesiology 8 5.6
Ophthalmology 4 2.8

Total 143 100.0

Meanwhile, in Table 2, majority of nurses were
female (97.3%) and the remaining were male nurses
(2.7%). Most nurses were in the age between 21 — 30
years old (63.6%) while 137 nurses were in the age
between 31 — 40 years old. The remaining 20 (4.5%)
and 5 (1.1%) nurses were in the age between 41 — 50
years old and 51 — 60 years old respectively. Most
nurses were married (64.3%), while the percentage
of those who are single is 34.6% and others is 1.1%.
Majority of nurses were Malay (89.0%), followed by

5. Regression Analysis

In this study, regression analysis was used to test the
relationship between employee engagement and job
performance of nurses in terms of task performance
and contextual performance (Hla-H1b). the
regression analysis result in Table 3 is indicates that
employee engagement is positively and significantly
related to job performance of nurses. The result
shows that employee engagement was able to explain
4.60% of the observed variations on task
performance (R? change = 0.05, F-change = 21.44,
p<0.001) and 6.40% of the observed variations on
contextual performance (R” change =0.06, F-change
= 30.09, P<0.001). Therefore, these findings support
Hla and H1b.

Table 3. The Regressions of Employee
Engagement and Job Performance

Predictor Criterion Variables
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1
Task Performance Contextual
Performance
Std. B Std. B
Employee 22%* 25**
Engagement
R? 0.05 0.06
R? change 0.05 0.06
F-change 21.44 30.09

Note: **p<0.001

6. Discussions

The main objective of this study was to examine the
association between employee engagement and job
performance of public hospitals nurses at Peninsular
Malaysia. The job performance of nurses was
measured in terms of task performance and
contextual performance. The findings of this study
present that employee engagement had a significant
and positive effect towards task performance and
contextual performance. That is to say, when nurses
experienced high employee engagement, their job
performance (task performance and contextual
performance) will increase. As the frontline staff
within hospital setting, nurses would be expected to
engage in both task performance and contextual
performance. It is because generally, nurses were
engaged in a wider range of behaviors in their daily
jobs which are more discretionary in nature [7].

The result of this study is in line with previous
findings that employee engagement had a significant
and positive effect on job performance [32,33]. In
addition, [34] stated that the more engaged the
employee were, the more they displayed task and
contextual performance. Further, in nursing context,
an engaged nurse was performing better than those
disengaged nurses because they have positive
emotions, open to new experiences and passionate in
taking care of patients (Bhatti et al., 2018) which
eventually increase their job performance as well as
delivering high quality of care.

7. Limitations and Suggestion for Future
Research

Based on the study outcomes, the findings of this
study provide several opportunities for improvement.
First, the low R? in Table 3 of the model suggest that
there might be other factors which could also affect
job performance of nurses. It is recommended that
future researcher may expend the scope by adding
other variables. Second, this study is limited to
nurses and their immediate supervisors working in
four public hospitals in Peninsular Malaysia. So,
future research could expend the scope of
investigation by incorporating nurses and their
immediate supervisors from other public hospitals
throughout Malaysia. A larger sample in the same
industry would improve the generalization of the
findings.
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8. Conclusion

As a conclusion, this study has provided empirical
evidence on the association between employee
engagement and job performance of nurses. Hence, it
shows that in hospital setting, delivering high quality
service in terms of patient care depends on attitude
(employee engagement) and behaviors (job
performance) of nurses. This study also noted that
nurses were engage both in task and contextual
performance behaviors when performing their roles
and responsibilities as nurses.
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