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__________________________________________________________________________________________ 

 

Abstract: This study examines five perceived task characteristics variables (decision-

making autonomy, task variety, task significance, task identity, feedback from job) and its 

effect on employee engagement at six private college employees in Sarawak. Despite 

extensive research on employee engagement, very little empirical research has examined 

this area of study specifically in the context of Sarawak private colleges. A survey 

questionnaire was employed to collect the data. A total of 284 responses were analysed 

using SPSS version 22.0. The results of this study revealed that only feedback from job, task 

identity and decision-making autonomy are significantly and positively associated with 

employee engagement. Task significance and task variety were not significantly related to 

employee engagement. Most importantly, decision-making autonomy was perceived as a 

dominant task characteristic for employee engagement; it was associated with significant 

improvements on private colleges’ employee engagement. This study contributes to a better 

understanding of the effect of perceived task characteristics on employee engagement 

among private colleges in Sarawak. The implications for practice and suggestions for future 

research are discussed. 
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___________________________________________________________________________ 

 

Introduction  

According to Shuck & Wollard (2010), employee engagement is an individual employee’s 

cognitive, emotional and behavioural state directed toward achieving desired organizational 

outcomes. Engagement at work also was defined by Kahn (1990) as the harnessing of 

organizational members to their work roles. In engagement, people employ and express 
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themselves physically, cognitively, and emotionally during their job performances. 

Csikszentmihalyi (1975, 1990) has advanced the concept of flow to engagement in 

organizational behaviour in which it was referred as the holistic sensation that people feel when 

they act with total involvement.  

 

Kular et. al. (2008) in their studies have asserted that the existence of assorted explanations of 

significance, decision making autonomy and feedback in a job context. The job characteristics 

model (JCM) posits that the psychological states of meaningfulness, experienced 

responsibility, and knowledge of results mediate the relationship between the job design facets 

and organizational outcomes (Hackman & Oldman, 1980). There is an increasing awareness 

that employee engagement is pivotal to successful commercial and business performance, 

where engaged employees are the backbone of good working environments where people are 

industrious, ethical and accountable (Levinson, 2007). 

 

Sarawak government has been gearing efforts to transform the economy in the next few years 

(2025) in order to bring the state to a high level of industry growth. Hence, the development of 

strong, engaged and productive workforce is critical in order to support the government effort 

to achieve the objectives.  In connection with this, the education industry in Sarawak is 

becoming one of the major players in the high level of industry growth in line with Sarawak’s 

vision and commitment in establishing a world class institutions of higher learning to spearhead 

the development and production of technical human resource for Sarawak Corridor of 

Renewable Energy (SCORE). The Sarawak Corridor of Renewable Energy (SCORE) is a new 

development corridor in middle region of Sarawak. It was launched on 11 February 2008 and 

accounts for 90% of Sarawak total foreign direct investment of RM9.6 billion, where about 

87.2% were from foreign investors. Hence, demand for qualified academic and technical 

qualifications are highly needed in order to meet the demand of state industries by year 2030. 

Moreover, middle region is also one of the main gateway to SCORE and therefore, all the 

higher institutions in middle region plays an instrumental roles to ensure that graduates are 

equipped with the knowledge and skills required by the industries within SCORE since higher 

institutions are here to complement the growth and fulfil the human resource and industrial 

needs of SCORE. 

 

The significant study regarding to the factors that affect employee engagement was carried out 

by Kahn on the psychological conditions of personal engagement and disengagement at work 

context (Kular et al., 2008; Saks, 2006). In his research, Kahn (1990) defined personal 

engagement as the harnessing of organization members' selves to their work roles; in 

engagement, people employ and express themselves physically, cognitively, and emotionally 

during role performance. He also stated that there are three psychological conditions which 

might be associated with employee engagement, specifically meaningfulness, safety, and 

availability. Therefore, organisations with higher engagement levels tend to have lower 

employee turnover, higher productivity, higher total shareholder returns and better financial 

performance (Baumruk, 2006). 

 

Problem Statement 

Most of the studies concerning employee engagement were executed in western countries (e.g. 

Groblena, 2019; Breevaart et al., 2014, Aon Hewitt, 2011; Bakker et al., 2011; Gruman & Saks, 

2011; Hallbesleben, 2011; Shuck, 2011; Schaufeli, & Bakker, 2010).  Krishnan et al. (2013), 

for instance in their study have examined job/task characteristics as main 

antecedents/predictors to employee engagement.  
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However, no study has ever been made so far on the employee engagement of the private 

colleges, especially in the middle region of Sarawak. This motivate the researchers to carry out 

the pioneer study about employee engagement for the six private colleges located at the middle 

region of Sarawak. Since middle region is the main gateway to SCORE, employees 

engagement  at private colleges plays a crucial part to ensure that graduate are equipped with 

the good knowledge and skills required by the industries within SCORE. According to Liliana 

& Sandra (2019), organizations which are aware of the importance of retain and create 

happiness at work can create an internal experience for their workforce. When employees are 

happier at work, they tend to take part of the ownership of their organizations and become more 

focused on people and the value that they can add to the products designed, created, and 

delivered by them. Fukuyama (2015) also argues that the ability to develop relationships of 

spontaneous sociability could predict whether an organization will compete effectively.  In 

other words, organization must has the ability to make associations and partnership with 

employees to ensure that organization itself has the competent, open, honest and reliable.  

 

Hence, the gap in terms of location are often consummated by embarking the study on the 

factors affecting employee engagement in Sarawak specifically in private higher education 

sector. Thus, the principal aim of this study is to examine the relationship between perceived 

task characteristics variables and employee engagement among employees at six private 

colleges in middle region of Sarawak. 

 

Literature Review and Hypotheses Development 

Kahn (1990) was the first author that introduced the concept of employee engagement at work 

to the academic realm. He suggested that people may use various degree of their physical, 

emotional and cognitive development in the workplace. Unlike the concepts of job 

involvement, organizational commitment and self-estrangement, Khan wanted to examine the 

essence of what it actually means to be present psychologically in particular situations. In 

general, employee engagement is a level of commitment and involvement an employee has 

towards the organization and its values. When an employee is engaged with the task given, he 

or she will be aware of his responsibility in the business goals and being motivated alongside 

his colleagues for the success of the organizational goals. Katz & Kahn (1966) have referred 

to the concept of engagement in their work which is related to the organizational effectiveness. 

Meanwhile, it has been mentioned in specific as one of a number of needs to be developed to 

provide an innovative and cooperative work environment that will lead to employee 

performance and effectiveness.    

  

According to Baumruk (2004), employee engagement has been emphasized and it is considered 

to be the most powerful factor in the workplace. On the other hand, Schaufeli & Bakker (2010), 

described employee engagement as the psychological state that accompanies the behavioural 

investment of personal energy. An engaged employee is intellectually and emotionally bound 

with the organization, passionate about the goals and feel committed to live by its values and 

norms. Job characteristics theory (Hackman & Oldham, 1976, 1980) has identified the 

relationship between job characteristics and individual responses to work. The theory specifies 

the task condition in which individuals are predicted to prosper in their work. According to 

Hackman & Oldham (1976,1980), there are five job dimensions prompting three psychological 

states that lead to some beneficial personal and work outcomes. The five core job 

characteristics are: 1. Task identity: Seeing a whole piece of work. Employees can complete a 

task from beginning to end with an identifiable outcome; 2. Task significance: Importance of 

the job. The characteristic is determined by the impact the employee’s work has within or 

outside the organization; 3. Skill variety: The degree to which employees are able to do a 
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number of different tasks using many different skills, abilities, and talents; 4. Decision Making 

Autonomy: The degree to which employees have control over their work; and 5. Employee 

Feedback: The degree to which the job offers information to employees regarding performance 

and work outcome. Rai et al. (2017) in their study have found that all these five task/job 

characteristics showed a positive relationship with employee engagement.  

 

Relationship between Decision Making Autonomy and Employee Engagement 

According to Mueller et al. (1999), participation in decision making may increase employee 

involvement and engagement in how those task characteristics are engaged. By involving in 

decision making, it may mediate the influences of autonomy on satisfaction and commitment 

of employees. Employees that are involved in decision making will decrease the role of 

ambiguity and conflict and increase knowledge of results so uncertainty is reduced, providing 

motivational benefits that will improve employees’ performance and productivity (Degeling 

et.al, 2000; Healy & Mckay, 2000). Furthermore, employee involvement in decision making 

encourages job satisfaction, which increases productivity through bringing about a higher 

quality of motivation and working capabilities at times of implementation (Lawrence et al, 

2014). Krishnan et al. (2015) in their study have found that there is a positive relationship 

between decision making autonomy and employee work engagement. 

 

Furthermore, Knoop (1991) stated that involvement in decision making will give a greater 

meaning to employees and support work being in purposeful and meaningful work. Locke 

(1976) also stated that employee engagement is based on their perceptions of how well the job 

provides important outcomes as well as employee’s future expectations. While employees 

involving in decision making can increase performance effectiveness, it must be supported by 

the human resource practices that reward and recognize the changes. Thus, the following 

hypothesis is proposed.  

 

H1: Decision making autonomy is significantly related to employee engagement. 

 

          Relationship between Task Variety and Employee Engagement 

There are theoretical and empirical bases for linking every job style aspect to engagement. A 

job holder whose tasks are varied, therein the incumbent is needed to complete numerous 

activities throughout the work day, can possibly feel challenged by his or her work. Hackman 

& Oldham (1976) likened the impact of selection at work with parlor games, puzzles, and 

recreational activities as they faucet into the intellectual or motor skills of those that do them. 

Once employment involves a spread of tasks, the dutiful incumbent might expertise a way of 

energetic reference to work activities. Research has established that monotony fuels distress 

among jobholders (Melamed et al., 1995). Individuals who perceive to be engaged in a variety 

of tasks consider their work to be interesting (Morgeson & Humphrey, 2006) and motivational 

(Ryan & Deci, 2000). This can lead to positive association of task variety with employee 

engagement. Thus, the following hypothesis is proposed.  

 

H2: Task variety is significantly related to employee engagement. 

 

          Relationship between Task Significance and Employee Engagement 

A job with a high level of task significance is one in which the employees believes that the job 

has a demonstrable impact on others (Hackman & Oldham 1980). Grant (2008) states that if 

employees are aware of the impact of their work on others, they are likely to invest in high 

levels of effort and persist in completing their work and are more engaged. Krishnan et al. 

(2015) and Grobelna (2019) in their studies have found that there is a positive relationship 
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between task significance and employee work engagement. An employee whose tasks are 

perceived as important considers the work to be purposeful and valuable and may be willing to 

enforce high levels of energy while working and remain resolute in the face of task difficulties. 

Based on this argument, the following hypothesis is proposed.  

 

H3: Task significance is significantly related to employee engagement.  

 

          Relationship between Task Identity and Employee Engagement 

An individual whose job relates with their responsibility for a whole piece of meaningful work 

is likely to feel a connection with the job. Kahn (1990) has stated that an individual who thinks 

that being responsible toward their work may reflect their sense of self is more engaged at the 

workplace. Task identity refers to helping employees to understand the relation between their 

job and other activities in the organization. When some employees are not being responsible 

or are not aware of the relation between their job and other activities in organizations, they 

might not feel like they have achieved something. But, when they feel responsible and know 

the relation between their jobs, they might feel that what they do is really important and 

meaningful. Job characteristics with motivational potential like task identity will lead to 

meaningful work and high productivity (Hackman & Oldham, 1980; Fried & Ferris, 1987) as 

cited by Albrecht (2010). Shantz et al. (2013) have commented that an individual may be 

connected with a job if he/she is responsible for a whole piece of meaningful work. 

  

Hackman & Oldham (1975) defined that an individual with higher needs would respond more 

positively to enrich job. Task identity is when the whole task are combine to form a complete 

job. Employers may obtain employee’s interests when designing the jobs. An individual is able 

to perceive their work as meaningful if they can see how their job contributes to the final 

product. This happens when a person is able to complete the whole task from start to finish 

(Hackman & Oldham, 1980). Thus, the following hypothesis is proposed.  

 

H4: Task identity is significantly related to employee engagement. 

 

          Relationship between Employee Feedback and Employee Engagement 

Locke & Latham (1990) argued that feedback will encourage people to do their job confidently. 

When a person receives feedback from colleagues, he or she is able to see clearly how effective 

their job performance is. Employees need continuous feedback to improve their job 

performance and its effectiveness. It should be obtained directly from the work-related 

activities, be simple and impersonal. Pinder (1998) mentioned that more immediate feedback 

is less inclined to dilution by any alternative influences. Feedback from a superior is also 

essential to employees so that they may increase their job performance. Feedback from the job 

is predicted to be related to the psychological state which is knowledge of the actual result of 

work. Krishnan et al. (2015) in their study have found that there is a positive relationship 

between feedback and employee work engagement. 

 

Hackman & Oldham (1980) stressed that the knowledge result from the work itself may 

increase a person’s pride and enthusiasm in their own work. Individuals who receive 

information about the effectiveness of their effort from the job have higher levels of 

engagement. On top of that, employees are far more content, put forth extra effort, stay 

employed longer, and have enormously better relationships with their manager if their leader 

provides effective feedback (Zenger & Folkman, 2017). Based on this argument, the following 

hypothesis is proposed.  
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H5: Feedback from job is significantly related to employee engagement. 

 

Thus, the conceptual framework of the present study is shown in Figure 1. 

 

 

                      Independent Variables (IV)                 Dependent Variable (DV) 

  

Figure 1: Conceptual framework 
Source: (Author) 

 

Methodology 

This study employed survey questionnaire which is the most common data collection method 

to examine the effect of perceived task characteristics on employee engagement at selected six 

private colleges in Sarawak. The target population for this study consists of all employees of 

private colleges in Sarawak (Kolej Laila Taib (Sibu), Riam College (Miri), Fajar International 

College (Miri), IBS (Miri), SATT College (Kuching) and SIDMA College (Kuching)). The 

population size (N) for this study is 1020. According to Krejcie and Morgan (1970) the sample 

size required is almost close to 278. The questionnaires were distributed to employees who 

were a required to fill in the details. 

 

All the variables in the study were measured using the scales adopted from work design 

questionnaire developed by Morgeson & Humphrey (2006). Fifteen samples of questionnaires 

were given to employees in Kolej Laila Taib (Sibu) for the purpose of pilot survey. The results 

revealed that the Cronbach’s Alpha values for all variables ranged from 0.812 to 0.950 

indicated a good inter-item, consistency and stability of data collected.  

 

Findings and Discussion 

The collected data were analysed using social science statistics software (SPSS) version 22.0. 

Only a total number of 300 sets of questionnaires have been randomly selected and distributed 

among employees at six private colleges in Sarawak. Out of 300 sets of questionnaires, 284 

were returned and considered appropriate to be utilized for the final analysis. 
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First, a principal component factor analysis with Varimax Rotation was utilized to validate the 

construct validity of the variables and the results are presented in Table 1. There was no cross 

loading of items within the factor analysis. The factor analysis matrices showed that all the six 

variables were uni-factorial.  

 

Table 1: Summary of Factor Matrix 

Constructs Item 

Loading 

Eigen 

Value 

% of 

Variation 

Explained 

Cronbach’s 

alpha 

KMO BTS p-

value 

Decision 

Making 

Autonomy 

 

0.790 – 

0.883 

2.114 70.456     0.790 0.700 264.094 0.0005 

Task Variety 0.847 – 

0.887 

2.986 74.657     0.887 0.777 676.070 0.0005 

Task 

Significance 

0.650 – 

0.839 

2.347 58.673     0.700 0.645 360.030 0.0005 

Task Identity 0.822 – 

0.889 

2.941 73.536     0.878 0.814 602.840 0.0005 

Feedback from 

Job  

0.872 – 

0.910 

2.382 79.398     0.873 0.731 424.152 0.0005 

Employee 

Engagement  

0.708 – 

0.854 

5.744 63.826     0.928 0.919 1781.397 0.0005 

*Note: KMO (Kaiser-Meyer-Olkin) ; BTS ( Bartelett’s Test of Sphericity ) 

Source: (Author) 

 

The eigenvalues ranged from 2.114 to 5.744. The item loading for each factor is rather high 

with a minimum loading of 0.650 confirming the validity of all the six constructs. The 

Cronbach’s Alpha values varies from 0.700 to 0.928 and considered to be good (Peterson, 

1994). Bartlett’s test of sphericity results show that data do not produce identity matrix and are 

thus considered approximately multivariate normal and acceptable for factor analysis and other 

multivariate statistical tests. The Kaiser-Meyer-Olkin (KMO) values are all above 0.70 

indicating that the distribution of values is adequate for running factor analysis (Peterson, 

1994). The Skewness and Kurtosis values are -0.737 and 1.336 which fall well between +2 and 

-2 and also the Kolmogorov-Smirnov values is 0.115 which is above 0.05 and it is larger than 

p-value of 0.05. This confirm that the population from which the sample is drawn is normally 

distributed. 

 

Table 2 depicts the detailed summary of correlation between five independent variables which 

are Task Variety, Feedback from job, Task Identity, Decision Making Autonomy and Task 

Significance with dependent variable, Employee Engagement.  

 

Table 2: Correlation Matrix 

Variables      1     2     3    4    5    6 

1. Decision Making 

Autonomy 
1.000      

2. Task Variety 0.405** 1.000     

3. Task Identity 0.464** 0.417** 1.000    
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4. Task Significance 0.340** 0.418** 0.396** 1.000   

5. Feedback from Job 0.455** 0.340** 0.572** 0.335** 1.000  

6.Employee  Engagement 0.525** 0.256** 0.536** 0.339** 0.560** 1.000 

**Correlation is significant at the 0.01 level (2 tailed) 

Source: (Author) 

 

Table 2 shows that all the five task characteristics (five independent variables) were 

significantly positively associated with the dependent variable (employee engagement). Out of 

all the correlations, all coefficients are larger than 0.30. There are no high correlations of 0.90 

or above. Hence, collinearity and multicollinearity do not present data problems in this research 

(Hair et al., 1998).  These results show that the five independent variables have a positive 

correlation with employee engagement. Therefore, the five variables may have impact on 

employee engagement. To find out the best set of predictors of Employee Engagement, a five- 

predictor multiple linear regression model was proposed. The five-predictor variables are task 

variety (X1 ), feedback from job (X2), task identity (X3),  decision making autonomy (X4) and 

task significance (X5). The dependent variable is employee engagement (Y). The equation of 

the proposed multiple linear regression model is as follows:  

 

Y = b0 + b1X1 + b2X2 + b3X3 + b4X4 + b5X5 + e 

Where: bo = Constant, e = Error 

 

Table 3 shows that the Durbin-Watson of 1.826 falls within the acceptable range (1.5 < D > 

2.5), indicating that there is no autocorrelation problem in the data and that the error term is 

independent. From the analyses, it can be concluded that the multiple regression analysis model 

generated in this study meets the five assumptions required to ensure validity of its significance 

test (Ooi et.al, 2011).  

 

Table 3: Results of Multiple Linear Regression 

 Beta 

(Unstandardized 

Coefficients) 

Std. 

Error 

Beta 

(Standardized 

Coefficients) 

t-value   p-value 

Constant  0.653 0.264         0.538  2.476    0.0140 

Task Variety            -0.108 0.058        -0.098 -1.865    0.0630 

Feedback from 

Job 

0.292 0.056         0.296  5.237    0.0005 

Task Identity 0.247 0.061         0.238  4.049    0.0005 

Decision 

Making 

Autonomy 

0.295 0.055         0.290  5.388    0.0005 

Task 

Significance 

0.103 0.059         0.089 1.727    0.0850 

R= 0.67, R2
 = 0.450; Adj.R2= 0.440; F =45.558; p = 0.0001; Durbin- Watson = 1.826 

Source: (Author) 

 

Based on the stepwise method, only three predictor variables were found to be of significance 

in explaining employee engagement. The three predictor variables are feedback from job, task 

identity and decision making autonomy. The remaining two variables, task variety and task 

significance did not contribute in significance (t < 1.96, p > 0.05) to the variation of the 

dependent variable (employee engagement). The R-squared of 0.450 implies that the three 

independent variables (feedback from job, task identity and decision making autonomy) were 



30 

 

able to explain about 45 percent of the variation in employee engagement. This is considered 

a very good and respectable result. The F-statistics is 45.558 which is larger and the 

corresponding p-value is highly significant (0.0001) or lower than the alpha value of 0.05. This 

results confirm that only three task characteristics (feedback from job, task identity, decision 

making autonomy) have a significant positive impact on the level of employee engagement. 

Out of this, decision making autonomy has the strongest significant positive influence on 

employee engagement (b=0.295).  

 

The unstandardized coefficient and the corresponding p-value for decision making autonomy 

were 0.295 and 0.0005 respectively. Thus, there is a significant positive relationship between 

these two variables. Therefore, H1 is supported. In the context of this study, the decision 

making autonomy leads to employee’s psychological ownership at work. Autonomy in 

decision making gives employees in private colleges a chance to use their personal initiative 

or judgement in carrying out their work and provide them with significance feedback in making 

their own decisions. According to Hackman & Oldham (1976), the work outcomes of a 

jobholder with high levels of autonomy depend on the individual’s effort and decisions, rather 

than on instructions from the person’s superior or job procedures. When employees believe 

their management will encourage employee to be more participative in decision making it will 

improve employee’s effort which benefits their job performance, engagement and commitment 

to their work.  

 

The unstandardized coefficient for task variety was -0.108 and the corresponding p-value was 

0.063 which is greater than the threshold value of 0.05. Therefore, there is statistically no 

significant relationship. Therefore, H2 of this study is not supported. According to the research 

by Zaniboni et al. (2013), they mentioned in their study about the differences between younger 

and older workers in relation to task variety in engaging employees. In this study, due to the 

low context in relationship between task variety and employee engagement it can relate with 

younger and older workers. Most of the younger employees in private colleges in Sarawak 

prefer task variety whereas the older employees are more focus on their skill variety. On the 

other hand, younger workers see task variety as their path to develop their job skills to advance 

their career. Meanwhile, older workers who have already acquired these skills want to apply 

their skills. This will encourage better engagement and will decrease in turnover. 

 

Besides, low context relationship between task variety and employee engagement may relate 

to the job task given to the employees in workplace. According to James et al., (2011), certain 

factors can give effect toward employees instead of depending more on their ages and tasks 

given. The researchers also looked at four influences, supervisor support and recognition, 

schedule satisfaction, job clarity and career development and promotion. In private colleges in 

Sarawak, it was found that most of the employee have a low context in these four influences 

that being mentioned by the researchers. When the task given increases, it can result in a low 

engagement between employees and their jobs because certain employees could not engage 

with a lot of tasks that had been given to them. The employees felt that there were no 

encouragements for them to do a lot of tasks and caused negative relationship between task 

variety and employee engagement.  

 

The unstandardized coefficient for task significance was 0.103 and the corresponding p-value 

was 0.085 which is greater than the thresh hold value of 0.05. Therefore, there is statistically 

no significant relationship between these two variables. Hence, H3 of this study is not 

supported. In the context of this study, task significance is the degree to which a college job 

affects the lives of other employees. The effect of this variable may be either within the 
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organization or outside. According to Hackman & Oldham (1980), a job with a high level of 

task significance will affect the job holder to believe that their jobs have a demonstrable impact 

on the lives of others. When a job significantly improves their self-confidence to do their works 

either physical or psychological well-being of others, the employees will feel that their work is 

more engaged and meaningful, compared to those work activities that have a negligible effect 

on others.  

 

Thus, employees in private colleges in Sarawak felt that the results of their works were not able 

to make any differences in his or her jobs which were considered insignificant to the lives of 

others. In contrast, when the employees have low task significance, they are more reluctant to 

contribute their skills with organization or outsider. In other words, they prefer the impact of 

their jobs more than impact on people outside the organization.  

 

The unstandardized coefficient for task identity was 0.247 and the corresponding p-value was 

0.0005 which is lesser than the thresh hold of 0.05. Thus, there is a statistically significant 

positive relationship between this variable. Therefore, H4 is supported. In the context of this 

study, task identity is the extent to which college employees complete a whole and identifiable 

piece of work all the way through to the end, so that the outcome is visible. Individuals whose 

job that enable them to be responsible for their work is likely to feel a connection with the job. 

According to Kahn (1990), individuals who feel able to give and receive from work tasks that 

reflect their sense of self are more engaged at workplace. Based on the previous studies, if 

employee felt satisfied in their work environment, it will give a good significance in task 

identity. Most employees in private colleges in Sarawak find their jobs more meaningful and 

they are involved in the whole process rather than just being responsible for part of it.  

 

Finally, the unstandardized coefficient value for feedback from job was 0.292 and the 

corresponding p-value was 0.0005. Therefore, H5 in this study is supported. In the context of 

this study, employees in private colleges in Sarawak felt that the job itself provides feedback 

and information towards their job performance in the workplace. According to Hackman & 

Oldham (1980), the knowledge of results and feedback from the work itself can increase a 

person’s pride and enthusiasm in their work. Feedback is a knowledge of the actual result of 

work activities. When a job is designed to provide employees with better information about the 

effects of their actions in the workplace, they are better able to develop an understanding of 

how well they have performed and such knowledge may improve their effectiveness. 

Therefore, employees are far more content, put forth extra effort, stay employed longer, and 

have enormously better relationships with their manager if their leader provides effective 

feedback (Zenger & Folkman, 2017). 

 

Implications, Limitations and Suggestions for Future Research 

This study has suggested that task characteristics variables (decision making autonomy, task 

identity and feedback from job) significantly and positively influence employee engagement 

whereas the other two variables (task variety, task significance) do not have any influence on 

employee engagement. This implies that by focusing and implementing the three independent 

variables (decision making autonomy, task identity, feedback from job), employers at private 

colleges would be able to promote and improve the overall levels of their employee 

engagement. 

 

This study is subjected to some limitations. First of all, this study is based on a small sample 

size since it involved only a few selected private colleges in Sarawak. Second, the study is 

cross-sectional in nature. Third, several other work related factors which may impact on 
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employee engagement have not been considered in the study. Given these limitations, further 

research might need to be carried out in three directions. First, other private and government 

based colleges in Sarawak are to be included. Second, a longitudinal research would 

complement this work to support these relationships on a longitudinal basis. Third, future 

studies could look into the possible inclusion of other work related factors (social support, 

physical demand, supervisor support, communication, compensation) in relation to employee 

engagement. 

 

Conclusion 

The results of the study confirm that if the management at private colleges in Sarawak can 

ensure that employees are provided with high decision making autonomy, task identity and 

feedback from job, then employees will be able to engage more with their own work leading 

to positive work performance outcomes and low deviance levels.  
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