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Abstract

Acquiring and retaining the required human resousabe present day challenge for the modern orgdions
in the highly sophisticated organizational envir@mts. Employee engagement is one of the emergingahu
resource management concepts and issues. Consd&letsmtion has been given to the identificatidrkey
determinants of employees’ engagement and its dimkaith the organizational outcomes and performarfce
the employees. Few research studies have beenateddo date in Pakistani private universitiesfital out the
significance and impact of varied aspects thatigrice the “employee-engagement”. The outcomeséthdy
will surely add more to the literature and help plodicy makers to shape-up their policies in suchamner that
would enhance employees’ engagement in privat@isespecially the education sector. The presenystian
attempt to examine and analyze the impact of tngigind the financial rewards on employees’ engageme
private sector universities of Khyber Pakhtunkhwavce of Pakistan.
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1. Introduction

Employee engagement is the key focus of both basineganizations and academic researchers andedibg
issue of contemporary work environments. Every oizgtion wants to gain competitive advantages oteers
and employee engagement is the best tool for ifatt, employee engagement is considered to benthet
powerful factor to measure organizations’ potentaald productivity (Khan et al, 2012). Employees’
Engagement creates high chances for its emplogeesrtain in organization and work in a coordinateghner
with their fellow-workers. Engagement is awarenasd insight of employees that continuously improtres
understanding between the employees and the enipl@@PD, 2009). Cindy (2008) states that, engagrise
the capacity of employee’s effort and understandaimut the performance of their routine tasks and
responsibilities, where the training and finanadialvards/compensation are important aspects for gimga
employees.

Performance of engaged employees leads an organizatvards maximum productivity (Khan et al, 2012;
Bassi & Laurie, 2010). They further advocate tipagper training and performance rewards systemirudurce
maximum employees’ engagement in any organizatidyarii et al., 2011). Konard (2006) claims an
organization taking care of its external stakehoédérives it employees to get more engaged.

2. Literature review
This part of the study presents the review of tkisting sources of research on the issue in deirgagountries.

2.1 Employee Engagement

Employee engagement is the combination of uniquebates contained by the employees in shape of
developing emotional relations with the intelledtdadication and devotion to the organization (D@09). It

is the amounts of voluntary efforts demonstrate@tmployees in a specific profession (Frank et2@Q4; Brain,
1994). Devi (2009) and Saks (2006) states thatthe strategy through which employee contributeento their
organizations. Employees show their engagemenhéynay of devoting their potentials in the formrobre
time and efforts. This is a way the employees &seoved as fully engaged in the organizations’ work
According to Richman (2006), when employees arenograd without any organizational pressure giverthei
services on their own free will in terms of extiamé and put extra efforts and energy into their igltermed
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‘engagement’. When an organization is not capabfalfilling the requirements of its employees, twerkforce
also in response, withdraws its energies from diegerformance and the engagement. They changertihei
with respect to their physical and emotional attaehts (Devi, 2009). In modern world, human resource
management is trouble shooter for many of the prablwhich influence the capability of work to prbifor
individual growth. HR managers are responsible delection, training and development of reward syste
(Devi, 2009).

2.2 Significance of Engagement

Major moves in cost-cutting measures have accelértite need for organizations to find new waysatkle
new technological, demographic and marketplacetie=al These shifts have also strengthened thenatons

to reevaluate the cost associated with talent,sséteging a need to do more with less. While neatsgies are
executed in response to these changes, high woekfperformance and organizational success must be
maintained. Key to ensuring this is the introduct@f processes that will measure and improve thpl@yee
engagement.

Successful organizations take pride in their imm@atation of great and successful employee engagemen
strategies which have helped create an attractiveament and a community within which their empdes
enjoy working (Khan et al, 2012). An employee feelsstrong association with his organization when
engagement is effective and real. It affects thdtitude towards both their colleagues and the rozgdion’s
clients, improving customer satisfaction and heiise organization's performance. To ensure effective
management of human capital, it is imperative thr@tnagement builds an environment that encourages
engagement as this is likely to boost employeestpetivity. Driving performance and preserving eoyges
via employee engagement indicates the importaneagdgement to organizational performance.

An engaged employee is aware of business environnaead works with latest ways of doing his tasks to
improve performance for the advantage of the omgdiain (Kyani et al., 2011). The organization mdistelop
and cultivate engagement, which necessitates amayorelationship between the employer and the eyeglo
(Robinson et al., 2004).

This is what brings the passion for work and entiam of the employee to contribute towards the ssgof his
organization. Organizations that properly engageir temployees, experience a direct link to employee
satisfaction, talent retention, safety, producyivaind profitability. Organization’s ability to maga employee
engagement is closely related to its ability toi@ed high performance.

2.3 Relationship between Engagement and Performance

Different studies confirm that engagement leadshigher performance, more stakeholders’ (externa an
internal) satisfaction and high level maintenanteroployee (Al-Nsour & Jordan, 2012). Engagemera ig/o-
way process between employees and an organizati@norganization attempts to engage employees atoonr

a level of engagement to the employer (Kyani et2fl11). Research, however, has revealed that engag is
more complex than this, and can be directed by eyeels in one of two ways (or both). The first is tével of
engagement employees have with their career oegsfn, and the other is the engagement, empldgeés
toward their employing organization (Zulfqar et 2011).

2.3 Training

Training and development is one of the importamteats for the human resource management for employe
engagement (Danvila et al., 2009; Jayawarna e2@D7). Training is important for all organizatibpaocesses.
Training improves service wrongness and effectsviser performance and employee engagement. For
employee’s engagement, training is considered as afnthe crucial aspects for developing the skill o
employees (Denby, 2010). Training is essential dbrfuture as well as present employees to acqemer
changing technologies and on time logical & ratlatecision making abilities of the workforce. Thesglities

are only possible via careful design, developmerd emplementation of training programs. Trainingais
important factor for the organizations to keep ¢ngployees engaged (Jayawarna et al., 2007). Tgabridges
the gap between employees work practices and wurk environment. Training mentally organizes enyples

to improve their physical condition and to be cdreatthinkers (David, 2006). Organizations that prosl
training culture must be alert regarding their vesgkto put their maximum efforts in achieving origation
goals (Jayawarna et al., 2007). Training is tolizeiemployee’s self-efficacy, which also work tasp their
performance level improved (Svenja, 2007).

2.4 Financial Rewards/Compensation

Employees prefer to fit into place in the organmatas they are paid. Response of an employeeanto
organization’'s action indicates one’s full respbiigy and contribution in the decision making tawsa
organization’s physical resources. Financial rewasl Herman & Gioia (2000) means that profit and
compensation are a key issues considered by engdpyierefore, they look forward to financial reggaias
crucial for organizational success. Pay alone canansider as the sole aspect for engaging empdosatber
employees must believe their package is marketeelén order to get highest level employee engagéme
(Markova & Ford, 2011). Reward is most impressivegftivered through a combination of pay, bonuset an
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other financial rewards (Caruth, & Handlogten, 20@mployees also need to take pleasure in properira
time feedback and must be given due acceptancenpfogee’s contribution by the employer to keep the
employees happy for a longer time in employee emgemt (Kyani et al., 2011). Delivery of enhanced
employment practice to employees, HR departmerdsoaganizations totally have to play a significasie in
providing the best to their employees as beingrbst important resources in organizations.

To enhance employee engagement, material and falaremwvards sometimes are unable to influence and
convince the workforce to a certain level (Zanalet2011). So organizations must adopt and devahopvaried
strategies to connect the intellectual resourcesngnthe employees to satisfy the growing demands of
employees to be the member of the organizatioma flenger period of time. According to Rose (2008pider

to get employees engagement, their satisfactioh péty is significant while considering the impattHRM
practices on employee-engagement.

3. Research Methodology

Literature survey of the existing research was dédsewe have used qualitative data analyses, songpuater
based software ATLAS.ti was the tool of analysesjdvl variables, concepts and sentences were enied
ATLAS. i, further, coding, extraction of quotes am&mos were generated.

Though in qualitative research, mostly researcheesexamining, categorizing, tabulating and redomg for
data analyses, however, in this research we has@ lisrmeneutics (James, 1992), discourse (Max,)1&8%0D
heuristic (Moustakas, 1990) analyses to understanghenomenon.

4. Theoretical Framework

The schematic diagram of the theoretical framevadrthe study is based on the survey of the existtngies,
which elaborate the relationship and cause andteffethe dependent variable and independent iagatf the
study.

Following figure 1 gives a picturesque of all theues and arguments as they are connected andecipgyether
in the developing process of employee-engagemevdtprsector universities. Available training amsahcial
rewards are mutually interdependent but they ctillely determine the employee-engagement. Belowehod
presents the relationship between the predictatseterion variables of this study.

’ Theoretical Framework 1
Training SN/
Employee Engagement
/|
Financial rewards
\ v,

Figure 1 Schematic Diagram of the Theoretical Fraork

5. Discussion and Analysis

Since 1970s, the universities around the globeeinegal and developing countries in particular aeuging
more on the new knowledge and research with referan training and financial rewards to ensure the
“Employee- Engagement” in private sector univeesitof developing countries (Shahzad et al., 200Bus
higher educations in developing states are intringumore relevant curricula to the socio-econongeds of the
country. The concept of the higher educationaltutsdtns (HEIS) are usually career oriented therefohey are
focusing more on the transmission of knowledgeeassh and training, relevant to the people. Theapei
universities in Pakistan seem least interestedrioripzing the relevance and service to this aspectheir
functioning. The private universities in Pakistdaim that they have taken teaching to the levdeafning and
brought it up to international level (Lamba & Chbady, 2013; Safdar, 2009), yet the private univiesiin
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Pakistan offer programs only in popular subjectsissector has limited itself to the only businessnputer
and commerce related degrees.

Tzafrir (2005) considers the training as an impartelement in producing the human capital. Investim
training programs can make employees feel indelbetheir organizations. Training is necessary foe t
employees to perform particular jobs because jofoires particular skills and knowledge by which jbb is
much easier to perform as it is in the benefithef employee. Qureshi et al. (2007) concluded thatihg as an
HR practice has a very positive impact on the perémce of the employees. According to Danvila dallé/et
al. (2009), training provides employees with thdélskabilities and knowledge required by the pastl the
organization. This effect can be explained in a Weyf the organization is interested in investimgraining for
the employees and giving them confidence and ist¢éaccount on them in future, they will make mofiore
and show their maximum level engagement Salano@gaufeli (2008) and Jayawarna et al (2007) corslud
Formal training in comparison with informal traigins more effective and significantly associatedhwi
employee engagement and its impact upon the oveealbrmance of the organization is positive. Thane
university authorities in private sector must giwgportance to training for the employees on priobasis.
Denby (2010) is of the view that training is a donbus process, employees if constantly refreshed@newed
according to the needs and requirements of theiduhls along with encouragement to revisit theteots after
the training. Sometimes training plans are sametter next year which may illustrates that possimeds
required to perform a job are not addressed bwtitkorities and the workers as well. Type of traiseotally
depends on the nature of the training as exteraiiers bring huge, important and diverse knowleafgeaulti-
cultural environment to share with trainees andrimil trainers as well. So it is advantageoustent to gain
knowledge to make jobs easier and effective.

Along with stability between job and family lifepgployees look for career prospects and better cosgiion

for themselves and their family (Thwala et al, 20Ikhey further contends that workers are optimisthen

they are monetarily rewarded that is openly attddbetheir efficiency and effectiveness (Zaidi & l#ds, 2011),
therefore, it is believed that organizations furtheost the morale of the workforce. Singh (200dYyehopined
that the compensation and rewards support worketsrareturn they show fuller level engagement.fiit¢her

adds that there is a positive relationship betweerker performance and their compensation. Warsilet
(2009) andShahzad et al. (2008) is of the view #hebnstructive association practices reward th@peance

of academicians in private sector universities hef teveloping countries. Furthermore, Wright e{(24103)

argued that the worker would exercise unrestrietteempt if proper rewards and reinforcement meamaris

put in place.

6. Conclusions and Future Implications

The present study was an attempt to examine arlgizenthe impact of human resource management pescti
like training and financial rewards on employeeaggment of private sector universities’ employegse
literature reveals that, most of the employeesoéithe view that employee engagement adds to thiitaility

and services improvement in private sector unitiessiEmployee engagement tendency differs fronademnt

to department on employee to employee basis andogegls mind-set toward employee engagement is also
different. Employees are inclined more towards gegzent if they are given proper rewards, chance and
opportunities in major organizational activitiespesially with an active participation in decisionaking
process. Secondary data also indicates that tgpisinot significantly related to the employeesgagement in
universities of private sector in developing coig#r The study is an effort to create an impadhabody of
knowledge as these variables have not been studiedifferent and complex environment of Pakistani
universities in private sector of KP province. Thtady can provide help to authorities while makstigitegic
decisions relating to HR policies .This study stikeds to be expanded at larger dimension surrogndi
maximum employees through the survey approachramrdasing the number of universities from differeities

of the KP province. There are numerous other viealike performance, non monetary benefits andvation
which directly and indirectly influence the empleyengagement. The study recommends that privatersec
universities have to frame new policies for the iaygment of employee’s training schedules and mesat all
different levels of the management in universiti€serefore, the other practice of compensation si¢ece
strongly maintained in order to achieve high lesfeémployee engagement.
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