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Abstract: Employee engagement is becoming a major concern to employers in the era of globalisation
particularly in the healthcare industry. In the Malaysian context the healthcare industry is becoming more
attractive and it is preferred by patients all over the world. This is evident from the contribution of the
healthcare industry to the GDP in 2016.This study hypothesised the relationship between pay and benefits,
leadership style, communication, work life balance and employee engagement. Data for the study was collected
from 151 employees working in four different healthcare services in the regions of Selangor and Melaka. The
study used a self - administered questionnaire to collect the data. Correlation analysis and multiple regression
were used to analyse the data. The findings revealed that all independent variables have a significant
relationship with the dependent variable. However, leadership style is the most influencing factor among the
four variables. In general, the findings of this study indicate that managers in the healthcare industry should
be more focused on human resource management functions in order to increase the level of employee
engagement and reduce the rate of retention. 
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INTRODUCTION drivers will have an impact of their level of morale,

Employee engagement is defined as a form of stay in the company [5]. Studies have proved that
commitment from the employees whether being an employees who are less engaged or completely
attachment psychological or emotional bonding and disengaged  contributes  to  the  rate  of employee
having focus towards long-term goals in their work [1]. turnover due to lack of commitment and poor morale [1].
According to Wiley [2], engagement is an outcome or a A study indicated that when healthcare organisations
reflection  of  the  organization  policies  and  practices attempt to improve their levels of employee engagement
with the help of leadership and managerial skills they tend to achieve and sustain a higher rate of
possessed to promote employee engagement. Past satisfaction among their patients [6]. Jarrar et al. [7] stated
researchers have identified many drivers of employee that today’s hospital quality has become national and
engagement which had an impact their performance and international priorities. Employee engagement which is
well-being at work [3] states that the number one driver of considered as output of commitment and dedication also
engagement is leadership and it is seen to be that way assist in providing profound medical services to the
while others include career development, the image of the society [4].
organization and employee empowerment [4]. Decker et al. In the recent years Malaysia, has become the most
highlighted that factors such as adaptability, talent preferred and prominent healthcare travel destination
development and communication are the key drivers of when compared to other countries in the Asian context.
engagement. According to Bedarker and Pandita these The healthcare industry in Malaysia is very attractive

productivity and their reason to decide on either leave or
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since it offers world-class quality services which are Communication: According to Markos it is known that
trustworthy and affordable. It also ensures higher rate of communication is a critical component to engagement at
patient satisfaction. This is possible because of highly work and leading to education and development [22].
skilled healthcare professionals who have obtained their Healthcare staff will feel a greater ownership to their
education and training from reputed institutions around position when there is a form of empowerment, shared
the world. Healthcare centres in Malaysia operate with decision making, self-determination as well as shared
excellent facilities monitored by the government in order governance within the organization they work in Lawton
to cater the Malaysian citizens as well as non-citizens [23]. Bedarker and Pandita argued that poor internal
from the rest of the world [8]. communication on conveying the organizational values

Hence, employee engagement is essential in towards the people is considered as a barrier towards
healthcare services because it is closely associated with employee engagement and then leads to their goals not
patient safety [9, 10], patient satisfaction [11] and it assist being achieved at the given timeline [5]. Hence, it is
organisations to control employee retention [12]. The important to keep employees informed about how the
main objective of this study was to analyse the factors organisation operates as well as what is expected out of
influencing employee engagement in the Malaysian them. This will make employees to be more inclined with
healthcare industry. their duties as well as organisational policies and

Literature Review awareness in employees to prioritise their activities and
Employee Engagement: Employee engagement acts as an accomplish tasks on time [24-26]. Hence, it is
important tool in the management of talent that not only hypothesised as:
strengthen the competitiveness of the firm but also,
improve the image of the organization as it helps to reduce H2: Communication has a positive relationship with
the attrition rate of employees in business firm [13]. employee engagement.
Employee commitment is mostly referring to the amount of
involvement that the employees put into the work Leadership Style: Leadership style has a significant
activities [14]. Several investigators [15-17] stated that a impact on employee engagement. Datche and Mukulu [27]
high degree of engagement will allow employees to be and Shibru and Darshan [28] highlighted that
emotionally and intellectually committed to their work and transformational leadership had a positive impact on
organisation. employee engagement whereas Wahyu [29] suggested

Work Life Balance: In the Tower Watsons case study by employee engagement and other work-related behaviours.
Caldwell [3],  their  respondents  had  shown  that  they Leader behaviour induces work motivation, assist in
are able to balance their work and life duties and shows setting personal and work goals and finally play a key role
how this variable contributed towards employee is setting harmonious work culture and environment [30].
engagement. When an organization supports work-life Thus, leadership style becomes responsible for
balance, it improves the employee’s intention to stay organisational commitment, job satisfaction and overall
because they are given the power to perform their task in organisational effectiveness as stated by Hayati et al.
their own way, which also leads to a higher productivity [31], Moore [32] and Bass et al. [33]. Thus, it is
[2]. Work-life balance directly influences employee’s hypothesised as:
engagement which is a job resource that contributes to a
better productivity [18]. In addition, work-life balance is H3: Leadership style has a positive relationship with
an employee’s attention towards four areas of fulfilment employee engagement.
which are made up of both personal and work, family role
and also societal roles from [19-21]. Thus, it is Pay: Pay has the ability to enhance employee engagement
hypothesised as: and support job satisfaction and work performance [34].

H1: Work life balance has a positive relationship with attractive benefits is the best human resource strategy to
employee engagement. inculcate positive work behaviour, high commitment and

operations. Thus, effective communication creates

that supportive leadership is highly associated with

Sanchez and McCauley [35] stated that a fair pay with
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loyalty towards work and organisation thereby reducing RESULTS AND DISCUSSIONS
the rate of employee turnover [36-39]. However, to reduce
the cost of turnover in the long run, employers in the
health care services should somehow make adjustments
to the pay of their staff periodically. This will support in
achieving employee engagement and make their
employees stay longer and be committed in providing
better service to patients [40]. Thus, it is hypothesised as:

H4: Pay and benefits have a positive relationship with
employee engagement.

MATERIALS AND METHODS

The study adopted a quantitative approach to
determine the relationship between the selected variables.
Hence, four hypotheses were formulated to test this
relationship. Work life balance (H1), communication (H2),
leadership style (H3) and pay and benefits (H4) are the
key determinants of employee engagement. The study
focused on the health care industry since its contribution
exceeded RM 1 billion to the GDP in the year 2016 and its
aims around RM 5 billion in the year 2017 [41]. Melaka
was recognised as the potential health care hub due to
serving 500,000 million medical tourists in the year 2014
and thus the government included Melaka as one of the
target medical hub in the 11  Malaysia Plan for 2016-2020.th

Selangor had the maximum number of health care services
with a workforce of 24,983 in the year 2014 [41]. Hence, the
model hypothesised for the study was tested using the
data collected from employees working in the health care
services from the regions of Selangor and Melaka. A total
number of 200 survey questionnaires were distributed to
employees working in four different healthcare services.
Out of the 178 questionnaires turned in, only 151 were
valid and usable. This accounted for a response rate of
75.5%.

The respondents were informed to rate their answers
on a five- point Likert scale ranging from 1 (Strongly
Disagree) and 5 (Strongly Agree). Employee engagement
items were constructed to evaluate the respondents’
psychological and emotional engagement their job [42-45].
The items for independent variables such a pay and
benefits and communication were measured with five
items adapted from Harris [46]. Leadership style construct
was assessed by five items adapted from Lee [42]. Work
life balance items were adapted from Chacko [47] and
Greyling [48].

The descriptive analysis indicated that female
respondents over took male respondents by the majority
of 66.2 % and 59.6% of the respondents were in the age
group of 31-40 years. 40.4% of respondents were earning
between RM3,100 to RM4,000 and 50% have completed a
degree programme in the relevant field. 64.2 % of the
respondents were married and 55% of them had children.
It is observed that 34% respondents were nurses and 30%
are medical officers.

The correlation analysis was conducted to test the
relationship between the factors (Pay and benefits,
leadership style, communication and work life balance)
and employee engagement. The results are presented in
Table 1. The highest correlation value is for work life
balance (r= 0.741), followed by leadership style (r= 0.739),
communication (r= 0.731) and pay and benefits (r= 0.725)
which is the lowest. All of the five independent variables
have positive relationship with employee engagement at
0.000 significance level. Therefore, it is evident that pay
and benefits, leadership style, communication and work
life balance have significant relationship with employee
engagement among employees in the health care industry.

Table 1: Results of Correlation Analysis
r sig

Pay and Benefits 0.725** 0.000
Leadership Style 0.739** 0.000
Communication 0.731** 0.000
Work Life Balance 0.741** 0.000

The results of multiple regressions are presented
below in Table 2 and Table 3. The results in Table 2
indicate that the regression model was statistically
significant and the r square value of 0.576 indicates that
57.6% of the variation within the dependent variable could
be explainable by the variation in the four independent
variables. Furthermore, the F value is 51.861 and the p
value is 0.000 (p<0.05) Therefore, it means that all four
independent variables predicts the dependent variable.
The coefficient analysis result is presented in Table 3. The
significant value showed that all of the factors have p
value below 0.05. This means all the factors are predictors.
The highest beta value is for leadership style (B= 0.393).
This indicates that leadership style is the most significant
influencing factor on employee engagement among
employees in the health care industry. This is followed by
work life balance (B= 0.387), communication (B= 0.342)
and the lowest is for pay and benefits (B= 0.315; p<0.05).
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Table 2: Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate F Sig.
1 0.766a 0.576 0.566 0.412 51.861 .000?
Predictors: (Constant), Pay and Benefit, Leadership, Work Life Balance, Communication
b. Dependent Variable: Employee Engagement

Table 3: Coefficients
Unstandardized Coefficients Standardize Coefficients
------------------------------------------------- ------------------------------

Model B Std. Error Beta t Sig.
1 (Constant) 0.362 0.678 - 0.534 0.594
Leadership .594 .137 .393 4.344 .000
Communication .487 .129 .342 3.780 .000
Work Life Balance .589 .134 .387 4.321 .000
Pay and Benefit .473 .123 .315 3.121 0.00
a. Dependent Variable: Employee Engagement

Four factors were tested to determine which personal life. This is supported by Greenhaus et al. [57]
contributes to employee engagement and the findings and Cahill et al. According to Cahill et al. [58], Malik and
indicated that all factors were predictors. In Malaysia, Naeem [59] pay, benefits and other monetary rewards play
power distance is a common factor that contributes to the a major role in determining employee motivation and
way how Malaysians perform their work ethics. Therefore, positive attitude towards work. According to Maria
a manager or superior is perceived as a role model by Khalid et al. employees are considered as the most
majority of the employees. This prevails more in industries remarkable asset to any organisation [60]. Thus, these
such as health care services. Thus, leadership style and factors are responsible in inducing intrinsic motivation,
leader behaviour influences employee attitude towards job satisfaction, high performance through innovation
work ethics and commitment. In other words, for instance and creativity and engagement among employees and this
when a leader adopts a transformational leadership is supported by [61-63]. 
approach he or she assists their employees in developing
positive work culture, an urge to learn and develop and CONCLUSIONS
also improve their rational thinking. This is supported by
Men and Stacks [49-50]. The study has both theoretical and practical

Vecchio et al. [51] and Hassan and Ahmed [52] implications. This study offers a more thorough
reported that information sharing is crucial in all understanding of what drives the level of employee
businesses across the board as well as throughout the engagement among employees in the health care services.
hierarchy. Therefore, sharing information regarding the This study also offers important insights for managers
work such as medical terms or updated clinical services, and employers of healthcare services to implement
healthcare information among  employees  is  essential  to policies and strategize their human resource management
keep employees updated and well-equipped with functions to enhance employee engagement among their
knowledge and capabilities to perform their day to day employees. The study has considerable limitations.
activities. This enable employee to be active with their Though the purpose of the study is to determine the
colleagues, superiors as well as patients. This is drivers influencing employee engagement, it did not
supported by Kazanowski and Sheldon [53], Shantz et al. specify or categorise the actual sample population. It
[54], Halverson et al. [55] and Veld et al. [56]. Work life included all employees at different levels who varied in
balance is closely associated with employee engagement. terms of education, salary, job description and other
If there is an imbalance, it may lead to anxiety, stress and related factors. Hence, the findings of this study cannot
disharmony. It will also reduce employees ability to realise be generalised. Another limitation of this study is the
their personal as well professional potential. Thus, when sample size and the data was collected only from four
employees are empowered to schedule and control their health care centres representing only two states in
personal and work goals there is a potential increase in Malaysia. Employer’s and patients’ viewpoint can also be
work engagement as well improvement in the quality of an area of future study especially in terms of employee
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engagement and challenges faced. In addition, future 12. Wagner, Sue Ellen, 2006. Staff Retention: From
study may consider an inclusion of additional variables to
the existing ones studied here.

REFERENCES

1. Morrison, E.E., G.C. Burke and L. Greene, 2007.
Meaning in motivation: does your organization need
an inner life? Journal of Health and Human Services
Administration, 30(1): 98-115.
http://doi.org/1440913661.

2. Wiley, J.W., 2014. Using Employee Opinions about
Organizational Performance to Enhance Employee
Engagement Surveys: Model Building and Validation.
People and Strategy, 36(4): 38-49.

3. Caldwell, M., 2011. Employee Engagement and The
Transformation of the Health Care Industry.
http://www.towerswatson.com/en-US/Insights/IC-
Types/Ad-hoc-Point-of-View/Perspectives/2011/
Employee-Engagement-and-the-Transformation-of-
the-Health-Care-Industry.

4. Decker, P., J. Mitchell and J. Rabat-Torki, 2016. The
value of employees in a value-based care system.
Healthcare Financial Management, 70(3): 62-66.

5. Bedarkar, M. and D. Pandita, 2014. A Study on the
Drivers of Employee Engagement Impacting
Employee Performance. Procedia-Social and
Behavioral Sciences, 133: 106-115. 

6. www.humanresourcestoday.com/cornerstone-
ondemand/, 2016.

7. Jarrar, M., H.A. Rahman and M.S. Don, 2016.
Optimizing Quality of Care and Patient Safety in
Malaysia: The Current Global Initiatives, Gaps and
Suggested Solutions. Global Journal of Health
Science, 8(6): 75-85.

8. www.mida.gov.my/home/, 2017.
9. Thorp, J., W. Baqai, D. Witters, J. Harter, S. Agrawal,

K. Kanitkar, 2012. Workplace Engagement and
Workers’ Compensation Claims as Predictors for
Patient  Safety  Culture.  Journal  of  Patient  Safety,
8(4): 194-201.

10. Aspden, P., J. Corrigan, J. Wolcott and S. Erickson,
2004. Patient Safety: Achieving a New Standard for
Care.   Washington:   National   Academies   Press.
pp: 550.

11. Collins,  K.S.,   S.K.   Collins,    R.    McKinnies    and
S.  Jensen,  2008.  Employee  Satisfaction  and
Employee Retention: Catalysts to Patient
Satisfaction. Health Care Manager, 27: 245-251.

"satisfied" to "engaged" Nursing Management
(Springhouse) 37(3): 24-29.

13. Kaliannan,  M.  and  S.N.  Adjovu,  2015.
ScienceDirect Effective employee engagement and
organizational success: a case study. Procedia-Social
and Behavioral Sciences Global Conference on
Business & Social Science, 172: 161-168.
http://doi.org/10.1016/j.sbspro.2015.01.350.

14. Deepa, E.,  R.  Palaniswamy  and  S.  Kuppusamy,
2014. Effect of performance appraisal system in
organizational commitment, job satisfaction and
productivity. Journal of Contemporary Management
Research, 8(1): 72-82.

15. Baumruk,  R.  and  B.  Gorman,  2006.  Why  managers
are crucial to increasing engagement. Melcrum
Publishing.

16. Richman, A., 2006. Everyone wants an engaged
workforce  how   can   you   create   it?   Workspan,
49: 36-39.

17. Truss, C., E. Soane, C. Edwards, K. Wisdom, A. Croll
and J. Burnett, 2006. Working Life: Employee
Attitudes and Engagement 2006. London, CIPD.

18. Scott, D. and T. McMullen, 2010. The Impact of
Rewards Programs on Employee Engagement,
Retrieved on October 1 2017. https://www.worldat
work.org/waw/adimLink?id=39032.

19. Chandra, V., 2012. Work-Life Balance: Eastern and
Western Perspectives. The International Journal of
Human Resource Management, 23(5): 1040-1056.

20. Lakshmi, S.K. and S. Gopinath, 2013. Work-Life
Balance of Women Employee with Reference to
Teaching Faculties, International Monthly Referred
Journal of Research in Management and Technology,
2: 53-62.

21. Ibrahim, D., 2014. The Effects of Working Hours on
Workers’ Work-Life Integration in Malaysia. In The
Proceedings of The International Conference on
Social Sciences and Humanities, (8-10 September),
Istanbul,Turkey, pp: 532-541. 

22. Markos, S., 2010. Employee Engagement: The Key to
Improving Performance, 5(12): 89-96.

23. Lawton, L., 2005. Overcoming the barriers to effective
collaboration. Journal of Organizational Excellence,
24(4): 97-102. http://doi.org/10.1002/joe.

24. Gruman, J.A and A.M. Saks, 2011. Performance
management and employee engagement. Human
Resource Management Review, 21(2): 123-136.



World Appl. Sci. J., 35 (10): 2180-2186, 2017

2185

25. AbuKhalifeh, A and A. Som, 2013. The antecedents 38. Saks,  A.M.,  2006.  Antecedents and  consequences
affecting employee engagement and organizational of employee engagement. Journal Managerial
performance. Asian Social Science, 9(7): 41-45. Psychology, 21(7):600-619. http://doi.org/10.1108/026

26. Ruck, K. and M. Welch, 2012. Valuing internal 83940610690169.
communication; management and employee 39. Memon, M., R. Salleh and M. Baharom, 2017. The
perspectives. Public Relations Review, 38(2): 294-302. Mediating Role of Work Engagement Between Pay

27. Datche, A.E. and E. Mukulu, 2015. The effect of Satisfaction and Turnover Intention. International
transformational leadership on employee Journal of Economics, Management and Accounting,
engagement: A survey of civil service in Kenya. 25(1): 43-69. 
Business Management and Economics, 3(1): 9-16. 40. Onn, Lee Poh, 2015. What Lies Ahead for Malaysian

28. Shibru, B. and G.M. Darshan, 2011. Effects of Healthcare? © ISEAS Yusof Ishak Institute.
Transformational Leadership on Subordinate Job http://hdl.handle.net/11540/6403.
satisfaction in Leather Companies in Ethiopia. 41. www.mhtc.org.my/, 2017. Retrieved on (27/10/2017).
International   Journal    of    Business   Management, 42. Lee, J., 2006. Antecedents and consequences of
5: 51-67. employee engagement:empirical study of hotel

29. Wahyu, A., 2014. Relationship leadership, employee employees and managers. Journal of Managerial
engagement  and  organizational  citizenship Psychology, 21(7): 600-619. http://doi.org/10.1108/
behavior. International Journal of Business and 02683940610690169.
Social Research, 4(8): 74-90. 43. Lee, Hui-Ting, 2014. Work-Life Balance Practices,

30. 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. Theses. 4500.

31. Hayati, D., M. Charkhabi and A. Naami, 2014. The http://scholarworks.sjsu.edu/etd_theses/4500.
relationship between transformational leadership and 44. Parker, C.W., C. Durik and C. Woodcock, 2013.
work engagement in governmental hospitals nurses: Transformational leadership and employee
a survey study. Springer Plus, 3: 25. engagement. Dissertation Abstracts International:

32. Moore, J.K., 2008. The motivational effects of Section B: The Sciences and Engineering.
charismatic leadership. Organ Sci., 5: 5-16. 45. Shuck, B.M., 2010. Employee Engagement: An

33. Bass, B.M., B.J. Avolio, D.I. Jung and Y. Berson, Examination of Antecent and Outome Variables, 119.
2003. Predicting unit performance by assessing 46. Harris, L.L., 2007. The relationship of leaderships’
transformational and transactional leadership. J. Appl communication to employee engagement and intent
Psychol., 88: 207-218. to stay. Dissertation Abstracts International Section

34. Anitha, J., 2014. Determinants of employee A: Humanities and Social Sciences, 67(11-A): 42-48.
engagement and their impact on employee 47. Brewer, C.S., Y. Chao, C.R. Colder, C.T. Kovner and
performance, International Journal of Productivity T.P. Chacko, 2015. A structural equation model of
and Performance Management, 63(3): 308-323. turnover for a longitudinal survey among early career

35. Sanchez, P. and D. McCauley, 2006. Measuring and registered nurses. International Journal of Nursing
managing engagement in a cross-cultural workforce: Studies, 52: 1735-1745.
New insights for global companies. Glob. Bus. Org. 48. Greyling, J., 2014. Employee Engagement: An
Exc., 26: 41-50. doi:10.1002/joe.20120. Exploration of Employee of Licensed Practical Nurses

36. Bailey, C., Adrian Madden, Kerstin Alfes and Luke and Registered Nurses in Senior Care Facilities.
Fletcher, 2017. The Meaning, Antecedents and 49. Men, L.R. and D.W. Stacks, 2012. Measuring the
Outcomes of Employee Engagement: A Narrative impact of organizational leadership style and
Synthesis. International Journal of Management employee empowerment on perceived organizational
Reviews, 19(1): 1-23. reputation. Paper presented at the Annual

37. Nurita Juhdi, Fatimah Pa'wan and Ram Milah Kaur Conference of International Communication
Hansaram, 2013. HR practices and turnover intention: Association, Phoenix, AZ.
the mediating roles of organizational commitment and 50. Ahmed M. Alabsi and Ammar Mohamed Aamer,
organizational engagement in a selected region in 2014. Employee Engagement: The Case of Service
Malaysia, The International Journal of Human Industry in Yemen, Middle-East Journal of Scientific
Resource Management, 24(15): 3002-3019. Research, 22(7): 1014-1024.



World Appl. Sci. J., 35 (10): 2180-2186, 2017

2186

51. Vecchio, R.P., J.E. Justin and C.L. Pearce, 2010. 59. Malik, M.E and Naeem, B., 2013. Towards
Empowering leadership: An examination of mediating understanding controversy on Herzberg theory of
mechanisms within a hierarchical structure. The motivation.   World   Applied   Sciences  Journal,
Leadership Quarterly, 21: 530-542. http://dx.doi.org/ 24(8): 1031-1036. https://doi.org/10.5829/idosi.wasj.
10.1016/j.leaqua.2010.03.014. 2013.24.08.2442.

52. Hassan, A. and F. Ahmed, 2011. Authentic 60. Maria Khalid, Attiya Khalid and Sobia Shaheen, 2013.
leadership, trust and work engagement. International The Individual Black Box Influencing Employee
Journal of Human and Social Sciences, 6(3): 164-170. Engagement. A Study of Banking Sector of

53. Kazanowski, M. and L.K. Sheldon, 2014. Working Rawalpindi and Islamabad, World Applied Sciences
Together: Aboriginal and Torres StraitIslander Journal 27 (1): 140-147. https://www.idosi.org/wasj/
Mental Health and Wellbeing Principles and Practice. wasj27(1)13/22.pdf.
Clinical Journal of Oncology Nursing. 18: 45-48. 61. Omolayo, B. and A.B. Owolabi, 2007. Monetary
http://doi.org/10.1188/14.CJON.S1. reward: A predictor of employees’ commitment to

54. Shantz, A., K. Alfes, L. Arevshatian and A. Shantz, medium scale organizations in Nigeria. Bangladeshe-
2016. HRM in healthcare: the role of work Journal of Sociology, 4(1): 25-38.
engagement. http://doi.org/10.1108/PR-09-2014-0203. 62. Imam, A., Raza, A., Shah, F.T and Raza, H., 2013.

55. Halverson, A., J. Casey, J. Andersson, K. Anderson, Impact of job satisfaction on facet of organizational
C. Park and A. Rademaker, 2011. Communication commitment (affective, continuance and normative
failure in the operating room, Surgery, 149(3): 305-310. commitment): A study of banking sector employees

56. Veld, M., J. Paauwe and P. Boselie, 2010. HRM and of   Pakistan. World    Applied    Sciences   Journal,
strategic climates in hospitals: does the message 28: 271-277.
come across at the ward level? Human Resource 63. Muhammad Saqib Nawaz, Masoodul Hassan, Saad
Management Journal, 20(4): 339-356. Hassan, Sadia Shaukat and Assad Ullah, 2014. Impact

57. Greenhaus, J.H., K.M. Collins and J.D. Shaw, 2003. of Employee Training and Empowerment on
The relation between work-family balance and quality Employee Creativity Through Employee Engagement:
of life. Journal of Vocational Behavior, 63(3): 510-531. Empirical Evidence  from  the  Manufacturing  Sector

58. Cahill, K.E., T.K. McNamara, M. Pitt-Catsouphes and of  Pakistan,    World   Applied   Sciences   Journal,
M. Valcour, 2015. Linking shifts in the national 32(5): 921-929.
economy with changes in job satisfaction, employee https://www.idosi.org/wasj/wasj32(5)14/25.pdf.
engagement and work-life balance. Journal of
Behavioral and Experimental Economics, 56: 40-54.
http://doi.org/10.1016/j.socec.2015.03.002


