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“The essence of competitiveness is liberated when
we make people believe that what they think and
do is important—and then get out of their way
while they do it.”

Jack Welch

Abstract

This study investigated the employee engagemenf the health sector. It examined the adequaand
effectiveness on the employee motivation, emplogeenmitment, employee relationships and employee
performance as assessed by the health sector. fintivegs  disclosed  that employee engagemettiehealth
sector are moderately adequate and modgrfielctive. Using the  T-Test  resulted tHere is
significant  differences in the perceptions amdhg respondents of employee motivation and employe
performance. Also, outcomes have shown thaetl®eno significant difference on employee motiwati and
employee performance. It is recommended that #adtih sectors should make a complete review theif
human resource management practices  speciallyeomployee engagement . This will prime the heatttt@s

to craft employee engagement strategies. Therebwidd creation of organizational pride for theployees since
they will be satisfied, motivated , enjoying andi®éng in their work. Moreover , the culture efmployee
engagement should be inculcated across all tredsl@f the organization. The road map of competgsrof the
health sector will lead to  profitability and baess success.

Key words. employee engagemenemployee motivation, employee commitment, employektionships,
employee performance and health sector

1. Introduction
The key to the real worth and success of anynizgdon is on its human capitalToday, employee
engagement is a very critical challenge faced Inoedanizations notably for the health sectoh study
indicated that the health care organizations hagesl to consider their employees as a valualdetd$aiba
Alganber,2010) . The measurement of Employee §emant can be done through the observation of their
performance at work. Companies with a strong enmgdogngagement are considered as best place tofevoskd
this can be done by creating a friendly workingiestvment. At the last decade, employees have méresd being
costs and liabilities to be assets.(Cooke,S. 200Bnployee Engagement is considered as part of HuGapital
Management that is also referred as intellectupitaia Most organizations seek to retain thearstrskilled and
high performing employees, but without engagemeist lieally challenging to keep them within in thiganization
due to the competition in the market and other migdions attempting to attract these employedbdo place by
providing tempting benefits and privileges not euatty provided in their workplace. As highlighteth, the SHRM
Foundation Executive Briefing Series states thathé companies’ vital competitive advantage comesnfr
employees engagement and dedication to their @g@ons towards higher productivity and lower eaygle
turnover.” In hard economic situationt is essential to make the best of the waddo's productivity.
Employee engagemeriasically refers to employees being emotionally amigllectually committed to their
workplace and its success. Organizations mustzeetiiat their success depends on the human capitalse of lack
of employee engagement it will lead to lower theeleof quality of production or services, produdiyy cost control
and loyalty. Happy and satisfied employees will gessionate to their work and will actively seekptmvide
continuous improvements to achieve the organizatiobjectives effectively and efficiently.
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Jack Welch, General Electric former CEO citeatt :

...... that employee engagement is considered  as the most crucial measure of a company’s health—more important than customer satisfaction

or cash flow. Engaged employees will “go the extra mile” to serve customers and to be an advocate for the organization. Focus on increasing

employee engagement first, and customer satisfaction and bottom line results will follow.”

A strong relationship between the employees anid siperiors, employee turnover reduction  andedases the
level of performance and productivity by the empgley is established by employee engagement . Dheyef
engaged employees are satisfied, committed, metivahd productiveAccording to William H. Macey (2009),
there are four elements of the feel of Employeedgegent. Those elements are Urgency, Being Foclrgedsity
and Enthusiasm. The urgency is the determinatienggrtoward achieving specific objectives and tasisidered as
a psychological capital Being focused is by giving attention and concemgabn specific tasks at a specific period
of time. Intensity has a higher level of concembratthan focus; it involves both energy and attamttowards
specific tasks. Enthusiasm refers to the stateositipe feelings, when an employee is enthusiastans that he is
passionate towards his work and actively involvedthie organization Most organizations understémes
importance of implementing Employee Engagementrieioto keep their best talents productive and cittadhto
their workplace. In the United States, specificallyin Motorola  Mobility Inc. Employee Engagemeist
considered as a part of their Corporate Respitihgito retain their employees by keeping thematwed in any
updates and receive their feedback on any impromtsran the company’s activities. The Dubai He@ldre City
(DHCC) , who has received the Best Workplace ReactAward which also refers to (Corporate Social
Responsibility) CSR Summit Award for Employee Engagnt for the Year 2009. This has been achievenligr
implementing the best strategies to improve thesthalents in order to establish their engagenidateover, the
DHCC has shown its commitment to its employeesutiinomotivation and recognition. Henceforthe Health
Sector must distinctively  position themselvetalke alead in championing  employee engagemen
This study analyzed the employee engagemerthefhealth  sector . It examined the adequaay an
effectiveness on employee motivation, employee citment, employee relationships and employee perdoaa.
Likewise, it investigated differences between andamong them. It is a  quantitative and qualitat
research. The Analysis of Variance (ANOVA) was eogpl to test the  significant differences betweamd
among group of respondents . The multiple corspas  was used to further investigate the resflthe
significant differences of the three groups opmaslents

2. Results and Discussion

2.1. Level of Adequacy and Level of Effectiveness of Employee Engagement in terms of Employee
M otivation

The chart displays the results of the lefehdequacy and level of effectiveness along eggs motivation
of employee engagement . With regards to thel lefeadequacy , it shows that all indicators amederately
adequate on modern environment , employee re¢ograpen communications, fair reward and attractieenpensation.
The highest mean is on the indicator on attractiempensation. It implies that the  organizatioris reasonably
providing an attractive compensation and berefihe employees . Hence,, the employee are 3ineadivated to
work when they are receive a good and redsen pay. While , the lowest mean ison faward. It

indicated that the employee reward systens inot yet in place, fair and sufficient..hias still to be
improved. Results of the employee engagensembderately effective on all the indicators gptoen  modern
environment and fair reward. The highest  datbr on effectiveness is on attractive compémsat It

means that the  when the organization providessmployees an attractive compensation , theyrativated to
become productivity and performance.

2.1. Level of Adequacy and Level of Effectiveness of Employee Engagement in terms of Employee
M otivation
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Likewise, the modern environment and fair rewardse  registered the lowest on the effectivenafss
employee engagement . It implies that modewniremment and fair reward of the health sector are
not yet provided and in place well. Hence, The leyge perceive that the pay is not fair to the wpekformed
because they do extra tasks in different functiamd they only get pay to their positions only esgcwhen it
comes to back office employees. On the other hifwedemployees perceive that the organization doedmwhat is
promises when it comes to compensations and Issralated to the pay because employees provides efforts
and higher level of performance but it does notamawith their pay and compensations. Therefore, leyeg
motivation is important to increase the level offpenance and they quality provided by the emplsyekerefore
there will be more appreciation from employeesh® drganization’s efforts to provide fair treatmeantl benefits.
As cited by Towers Watson (2010) , that fully @ggd employees are emotionally, rationally and vatitinally
involved in the Organization .

2.2. Level of Adequacy and Level of Effectiveness of Employee Engagement in terms of Employee
Commitment

The employee  commitment on employee engagemeat revealed on the above chart is moderately
adequate and moderately effective. All the indicain terms of nice words , organizational beiogness,
better performance , job security and employee lfpyare reasonable. Employee loyalty resultedtltze
highest mean as to level of adequacy. It insplleat the employee  exhibits loyalty tet
organization by the number of years of stay. Herengaged employee remains fully committed &irth
employer and to their work .  The lowest mean ishe indicator on job security. It  indicatesthat the
employee does not fully  displays commitment ifie = employee perceive that the current work mot
assure  job security.

2.2. Level of Adequacy and Level of Effectiveness of Employee Engagement in terms of Employee
Commitment
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Henceforth , there is a need to give  attentiothis area to increase employee engagement aanuohitment
through health sector’s efforts in providing thb gecurity to the employees.

Likewise , the indicators on employee commitmefit employee engagement of the health sector are
moderately effective except on employee loyaltyichhis effective. Employee loyalty is also the légt mean.
This  implies the that the employee loyaltyis a very important factor in the commitment tbe
employee.  While, better performance is thedswnean. It means that employee does not deratastfull
commitment because he does not exert moretaffdrave a better performance Therefore, theeerised to
that the heath sector should enhance the empleygagement strategy of the health sectors  bgviging
job security for their employees. Employee commaitt is an indication of the employees being satisfo their
organization’s management, policies and decisidhsrefore they will be committed enough to perfaveil and to be
part of achieving the organization’s overall objees. According to Joshua M. Metzler (2006) stuidydiscussed
how employee engagement is considered as personamigment by the employees towards the successhef t
organization because they feel responsible to partbeir tasks in a proper manner.

2.3.Level of Adequacy and Leve of Effectiveness of Employee Engagement in terms of Employee
Relationship

103



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) Ly
Vol 4, No.21, 2012 NSt

] Emnpleyca Ralatiomsiil)

Employee Wellness

Effective Communications

Interpersonal Skills Leve! of Effectiveness
F mLeve of Adequacy

Professional Discussion

Positive Reaction

27 28 255 3 31 32 33 34 35

The results shows that employee is modestbquate and moderately effective. The overtihgeaof
all indicators along employee wellness, effectteenmunications , interpersonal skills, professiatiacussion
and positive reaction are presented as moderate.With  regards to the level of adequacy , intespnal
skills  ranked the highest on employee relatidps. It implies that interpersonal skills lays an
important role in employee relationships. It furthgoints out the employee is levelheadedly dble cope
with group and organizational norms and job proidety and effectively with group of teams. Prciemal
discussion rated as the lowest on employeeioakitips . It pointed out that the employés not
fully capable to discuss the job well with athand discuss job related issues with them priofieally So
that , it is important the employee should improwen their professionalism on this skill. Futimore,
the effectiveness of employee relationships redulbemoderately effective.  The indicator on pesit reaction
is listed as the highest. It means that the leyep is sensibly able to react positivelyeedback form
employees and co-employees. . The lowest indicidoremployee relationships is employee wellneds.
indicates the employee wellness provided by #ath sector is are practically effective. Hentke, health
sector should have family- friendly policiesdanwellness of the employee continually assessedbeto
responsive the employees’ needs. Lulwa (2012dcit that employee relationships concerns relation
between superiors and employees that contributént¢cease satisfaction level and to build friendlori

environment with strong relations to improve prdiltity and to prevent problems may arise from wesitiations
between individuals .

24. Leve of Adequacy and Level of Effectiveness of Employee Engagement in terms of Employee
Relationship
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Results discloses that the employee performancemgfloyee engagement resulted to moderately acdecuneat
moderately effective as shown on the above tahteth® level of adequacy, team work has ranked Bigheicator.
It implies that the employee modestly considersimskelf as a part of a team working toward a sha@dmon
goal and vision . The employee competencies wastipned as the lowest indicator. It indicates the
employee’'s  work partly make use of theikills and competencies. Hence, there is a need to
develop methods improve and maximize their skiltsl competencies to increase employee performaand
productivity. Likewise, all the indicators on eloyee performance are moderately effective. Again
teamwork has ranked as at the highest indiecatamployee performance and resulted effectivet nieans
that team work contributes to employee perforreafi@amwork is the basis for a better performamzetane
savings. While, employee competencies came outeakwest indicator. It implies  that  in ternfsemnployee
competencies  of the health sector is still mally operative on employee performance. It evidtrat
employee competencies influences the employeemeaince. Therefore, the health sector should dpvata
increase their employees ‘competencies and sKiliis will lead to the employees to be fully engdgn to their
work and can be equipped with necessary enlacapabilities In a report made by Society For ldom
ResourceManagement (SHRM) Foundation , cited thatnvesting in employees’ careers through training, professional
development or continuing education was ranked by — employees  as the fourth most effective engagement tool. Plus, increasing
engagement through training also decreases turnover”.
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2.5. Difference among the respondents on the level of adequacy and level effectiveness on employee
engagement

Difference Std. t-value Sig. Interpretation
Mean Deviation (2-tailed)

Employee Level of adequacy 3.1540 23671 2.349 .079 Not significant
Motivation Level of effectiveness 3.2460 .22667
Employee Level of adequacy 3.1280 20229 3.438 .025* Significant
Commitment Level of effectiveness 3.2820 .19097
Employee Level of adequacy 3.0300 .06928 3.225 .032* Significant
Relationship Level of effectiveness 3.2160 .09317
Employee Level of adequacy 3.2500 .25298 1.440 223 Not significant
Performance Level of effectiveness 3.3360 .18955
*Differenceis significant at 0.05 level.
Results of the test of differences illustratebattsignificant differences at 0.05 level is witsed on the
level of adequacy and effectiveness on employ@endtment . The  reasons of the significantediéhce

between and within groups in terms of employee cament are due the different positions held by ¢hgployees
and the nature of their work which have an impattttee employees’ level of involvement in the compakor
example, some employees find the work they dodfiineaning and purpose but other employees wowddtiet
their job is not secure. This indicates the diffexe on the level of employee commitment towardscinapany.
Hence, there is a significant difference. Therefdlee hypothesis is rejected

Likewise, results expose that there is significdifferences  on the perceptions between aitldinvthe
group of respondents on the employee engagemertheof three groups of respondents along  employee
relationship. This is due to the friendly workvegonment between and within the departments. Thushe
decision is to reject the hypothesis.

No significant differences was  observed on tlmployee motivation of employee engagement . The
reasons of no significant difference between anthiwmigroups in terms of employee motivation are tmehe
employees perceiving that the received benefit® fitee company such as allowance, medical andrgarance are
satisfying and makes them feel secure. Also thel@yaps agree on they have a clear guidance on ubelb
strategies and goals through established targdtthencompany’s encouragement. Thus, the hypotrseaicepted.
Moreover, the outcomes  on the employee performanarked no significant differences.  The reasufnso
significant difference between and within groupstémms of employee performance are due the company
approach to establish a team work value in all eyg#s whether the ones working in the same depattanevith
employees in other departments. Therefore, thesidecis to accept the hypothesis .

3. Conclusions and Recommendations

The employee engagement of the health sectmoderately adequate and moderately effectivieut
needs continuous improvements and on employeenmitment and employee relationship. The healtbosgc
should run a full  assessment process on theiumalm resources practices on employee engagement.

Further , the health sector should develop amisign effective and well-designed human resource
practices particularly on employee engagementategfies and measurements. This will empower ldhel

of employee engagement and organization dedicdtiaiming courses should be provided to employe&es o
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their field of specialization in the different defraents to help them grow and develop in theirdfiahd also will
have the opportunity to be promoted in the compadrhis is make the health sectors increase the oba
excellence on their employee competencies andskill

Moreover, the employee engagement culture shioailshstill  within and across all the organiza#blevels
in the heath sector. This culture should be embiédde heath sector ‘s mission, vision and corédues
Nurturing engaged employees will yield the orgaticraprogressive business outcomes. This will f@ad roadmap
to organizational pride forthe workforce ankal value for the health sectors.
On the basis of the problems high-lighted encenett on the employee engagement, there is a medthe
heath sector to fulfill the promise for a specifienefit or increase in pay. This will  stimulatemployee’s
engagement and commitment because the trustlés bui
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