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Abstract - What makes the faculty of higher education institution engaged or disengaged at work is the main theme of this 

study. This study explores the drivers of Employee Engagement (EE) in the higher education institution. It posits two (2) main 

drivers of engagement: the extrinsic Organizational Drivers (OD) and the intrinsic Personal Drivers (PD) that play a 

significant role in the faculty members‘ work engagement. The study used mixed methodology, employing quantitative 

approach through a survey with the fifty-three or 82% of the faculty members of the Recoletos de Bacolod Graduate School, 

University of Negros Occidental-Recoletos, Philippines, five (5) of whom were purposely chosen as the core sample for the 

Focus Group Discussion (FGD) and individual interview. The survey instrument is a self-made Likert 5-point scale type 

questionnaire consisting of 29 items based on the four (4) Organizational Drivers (OD): Communication, Culture, Training & 

Development, and Rewards & Recognition, and the Three (3) Constructs of EE: Say, Stay, and Strive. The Statistical Package 

for the Social Science (SPSS) Version 23 aided the analysis. In determining whether there is an association between the OD 

and EE, the Mantel Haenszel (MH) Test was used. The Gamma coefficient measured the strength of association between the 

variables, OD and EE.  The qualitative approach used the semi-structured interview as the main instrument in the Focus 

Group Discussion and individual interview. Using Narrative Thematic Analysis, various codes and categories emerged and 

were interpreted into themes. Findings showed that 88% of the faculty have high satisfaction with the Four ODs which 

claimed 9 in 10 faculty members to be engaged at work. However, only 76% appear to be loyal (Stay Construct) to the 

organization. Of the 4 ODs, Training & Development has the highest satisfaction (94%) while Rewards & Recognition has the 

least satisfaction (81%). All OD‘s are significantly associated with EE, and Organizational Culture appears to have the 

strongest association with EE. Furthermore, it was found that Intrinsic Motivation, Commitment, being a Subject Matter 

Expert, and being a Reflective person are the top Personal Drivers of an engaged faculty. It is recommended that the University 

should prepare an employee engagement program to address the major issues raised in this study. Likewise, an investigation 

on how the elements of the organizational culture can influence employees engagement and disengagement at work should be 

conducted. Moreover, this study should be extended to the other colleges and departments of the university to completely 

comprehend the employee engagement in the higher education institution. Finally, a study on the impact of the University‘s 

organizational culture on areas, other than employee engagement, like those anchored on HR & organizational practices, such 

as Talent attraction & retention, Performance management, Reward and recognition, etc. should be made. 
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I. INTRODUCTION   

 

Employee Engagement (EE), a means of improving 

human productivity across industries, is more than an 

attitude. ―It is how psychologically, cognitively, and 

behaviorally employed the individuals are in their 

roles, displayed by how attentive they are to their work 

and how absorbed they are in the performance of their 

roles‖ (Saks, 2012).  The ―engaged employees tend to 

have a better understanding of how to meet customer 

needs; as a result, customer loyalty tends to be better in 

organizations where the employees are engaged‖ 

(Hakeem & Gulzar, 2014). By understanding the 

organizational and personal drivers‘ role in faculty 

engagement, the higher education institution can 

maximize the use of its human capital to achieve its 

organizational goals.  But what exactly are these 

drivers? Unfortunately, there is a limited study in this 

area in higher education institutions in the 

Philippines, particularly in the Graduate School. Thus, 

as a pivotal initiative to fill the gap in this subject, the 

study seeks to probe the drivers of employee 

engagement at the Recoletos de Bacolod Graduate 

School, University of Negros Occidental-Recoletos, 

Philippines.  

 

II. PROBLEM, OBJECTIVE, RESEARCH 

QUESTIONS 

 

The study explores the role of the 4 main 

Organizational Drivers (OD), and to probe specific 

Personal Drivers that lead the faculty to engagement in 

teaching at the Graduate School.   

 

The following research questions are sought to be 

answered in this study:   

1. How engaged are the faculty members in their 

jobs?  

2. How satisfied are the faculty members with the 

four Organizational Drivers of Employees   

Engagement?  
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3. Which Organizational Driver has the strongest 

association with Employees Engagement?   

4. What are the Personal Drivers that keep the 

faculty members engaged in their jobs? 

III. LITERATURE REVIEW 

 

There are ―inconsistent definitions of engagement in 

the literature variously conceived as a psychological or 

affective state, a performance construct, or an attitude‖ 

(Smith & Markwick, 2009). A notable definition of 

Employees Engagement state it as ―the energy or the 

passion that employees harbor for their jobs and their 

employer, which result in emotional and intellectual 

commitment to their organization‖ (Baumruk et al., 

2004, as cited in Saks, 2012).  

 

Aon Hewitt (2017) used this definition and its three EE 

Constructs such as: Say - Speaking positively about the 

organization to coworkers, potential employees, and 

customers; Stay – Having an intense sense of 

belonging and desire to be part of the organization; 

and Strive – Rendering extra effort toward success in 

their job and for the company.  

 

Personal Drivers of Employees Engagement (EE) 

The personal drivers of employees engagement are 

basically intrinsic in nature and vary from one person 

to another.  Various studies have identified Purpose 

Alignment as the main personal driver of EE. 

According to Jobvite Report (2017), ―to become 

engaged with the work, employees must feel drawn to a 

purpose.‖ Held (2017) suggests Intrinsic Motivation as 

the main driver of faculty engagement, as it has been 

found very positive and important factor in facilitating 

engagement in international education activities. 

Intrinsic motivation is the "sense of meaningfulness 

and of progress that leads the employee to find value in 

what he does and to establish that emotional 

connection without depending on external factors‖ 

(Thomas, 2009). Robinson, Perryman, & Heyday 

(2012) opined that ―the strongest driver of engagement 

is the sense of feeling valued and involved.   

 

Organizational Drivers of Employee Engagement  

There are four (4) known main drivers of Employee 

Engagement: Organizational Communication, 

Organizational Culture, Training & Development, and 

Rewards and Recognition.  

 

Organizational Communication is ―the way language 

is used to create social structures, such as 

relationships, teams, and networks‖ (Miller, 2014). 

The study of Hayase (2009) found that internal 

communication positively correlates with 

Organizational Commitment, a factor of engagement. 

Organizational Culture on the other hand, is defined as 

the ―shared organizational values, visions, beliefs, 

behavioral norms, and the artifacts that are present in 

the organizations‖ (Schein, 1988).  The study of 

Denison Consulting found ―compelling evidence of the 

connection between culture and engagement‖ (Kotrba, 

2016).    Also, Naido and Martins (2014) revealed that 

organizational culture correlates positively with work 

engagement dimensions. Moreover, Training & 

Development has been a known potent driver of EE.  

Training is the ―acquisition of knowledge, skills, and 

abilities to improve performance in one current job 

while development is a goal to prepare individuals for 

promotions and future jobs‖ (Saks & Haccoun, 2012). 

According to Deloitte, Training & Development is 

important since ―learning opportunities are among the 

largest drivers of employee engagement and strong 

workplace culture‖ (Greany & Kineo, 2016). The last 

is Rewards & Recognition. A study by Globoforce 

(2013) found that ―employee recognition drives 

business results by reducing turnover, 

engaging employees, and reinforcing corporate 

value.‖ ―Organizations with recognition programs had 

31% lower voluntary turnover than organizations with 

ineffective recognition programs‖  

 

Faculty Engagement in Higher Education  

A Gallup survey on University Faculty Workplace 

Engagement in 2015 found that only 34% of the 

faculty are engaged (Inside Higher Ed, 2015). Barman 

and Saikat (2011), revealed that the main factors for 

engagement are Institutional attachment, Recognition 

and networking, among others. Finally, a study by 

Held (2017) revealed that  ―other external factors such 

as investments are not decisive and considered mainly 

as intensifying stimuli and supporting structure to 

increase the extent and impact of international 

activities‖.   

 

IV. RESEARCH DESIGN 

 

The study used mixed methodology, employing 

quantitative and qualitative approaches to research. It 

started by reviewing the recent and relevant literature 

materials and then thoroughly synthesizing them for 

critical reflections. The process helped shape the 

research instruments.  

In the quantitative approach, the respondents were 

surveyed using the Likert 5-point scale of the 

researcher-validated instruments. Fifty-three or (82%) 

of the faculty members of the Recoletos de Bacolod 

Graduate school participated in the survey. The 

Statistical Package for the Social Science (SPSS) 

Version 23, Mantel Haenszel (MH) Test was used to 

test the association among variables.  

 

To determine the faculty members‘ satisfaction with 

the 4 organizational drivers, mode or percentage was 

used. To determine whether there is an association 
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between the Organizational Drivers and Employee 

Engagement, the Mantel Haenszel (MH) Test was used 

since the two variables are ordinal levels. In the SPSS 

outputs, the MH is labeled linear-by-linear association. 

MH tells whether one ordinal variable is significantly 

associated with another ordinal variable. To determine 

the strength of association between variables, the 

Gamma coefficient was used as it is ―designed to 

determine how effectively a researcher can use 

information about an individual‘s ranking on one 

variable to predict the ranking on the other‖ (Harding 

Edu, 2017). In the qualitative approach, a Focus Group 

of 5 purposely sampled respondents were interviewed. 

The interview was audio recorded, and the transcripts 

underwent narrative analysis. Narrative Thematic 

Analysis is specifically chosen because the substance 

of the narratives is an important output to the study. 

Thematic analysis is a tool for decomposing data using 

codes formed into categories and themes. ―A code in 

qualitative inquiry is a word or short phrase that 

symbolically assigns a summative, salient, 

essence-capturing, and/or evocative attribute for a 

portion of language-based or visual data‖ (Saldana, 

2009). Coding is looking for repetitive patterns or 

consistency including the pattern of idiosyncrasy or 

abnormal physical reaction of the respondents. ―Codes 

can emerge in response to not only expected 

patterning, but also to what you find to be striking, 

surprising, unusual or conceptually captivating‖ 

Creswell (2007).   

 

V. MAJOR FINDINGS AND DISCUSSION 

 

The following are the findings: 

 

Research Question 1: How engaged are the faculty 

members in their jobs?  

To answer this question, the 3 Constructs of Employee 

Engagement: Say, Stay, and Strive were used to 

measure engagement.  Findings reveal that overall, 9 

in 10 (91%) faculty are engaged at work. Specifically, 

48% are strongly engaged and 43% are moderately 

engaged, while 9% are disengaged at work. Of the 

three Constructs of Employee Engagement, the Strive 

construct has 100% engagement, Say construct has 

97% engagement, and Stay construct has 76% 

engagement. Figures 1 and 2 summarize the faculty 

engagement. 

 
Figure 1. Percentage of Engaged/Disengaged faculty members 

 

 
Figure 2. Percentage of Engaged faculty members according to 

EE Construct. 

Research Question 2: How satisfied are the faculty 

members with the four organizational drivers of 

engagement?  

 

To answer this question, the level of satisfaction from 

among the 4 organizational drivers were surveyed. 

Overall, 7 in 8 (88%) faculty are satisfied with the 4 

organizational drivers. Of the 4 Organizational 

Drivers, Training & Development has the highest 

satisfaction (94%) while Rewards & Recognition 

(81%) has the least satisfaction. Figure 3 summarizes 

the faculty members‘ satisfaction of 4 Organizational 

Drivers 

 

 
Figure 3. Percentage of faculty members who are satisfied with 

the Organizational Drivers 

 

 

Research Question 3. Which Organizational Driver 

has the strongest association with Employees 

Engagement?   

 

To answer this research question, the Mantel Haenszel 

(MH) Test was used. The first step was to test if there is 

a significant relationship between the two variables 

because the two variables are of ordinal levels. 

Findings reveal that all 4 Organizational Drivers are 

associated with Employee Engagement. Their 

corresponding gamma coefficient is positive and the 

Actual p-values are all below .05, signifying 

significance of association. Specifically, there is .012 

for Reward & Recognition, .036 for Organizational 

Communication, .041 for Training & Development, & 

.019 for Organizational Culture. 

 

The next step was to use the gamma coefficient to 

determine the strength of the relationship between 

each Organizational Driver with Employee 

Engagement.  The closer the gamma to 1.0, the 

stronger is the relationship. The exact p-value was 

used because the number of cells with expected count 



International Journal of Management and Applied Science, ISSN: 2394-7926                          Volume-5, Issue-10, Oct.-2019 

http://iraj.in 

The Personal & Organizational Drivers of Employee Engagement in Higher Education Institution 

 

78 

less than 5 exceeds 20%. The closer the gamma 

coefficient to 1.0, the stronger is the relationship. 

 

Findings reveal that Organizational Culture has the 

strongest association with employee engagement; it 

has a gamma coefficient of .793, and the exact p value 

is .001. This means that 62.88% (.793*.793*100) of its 

ranks is in agreement with employee engagement. 

Thus, it can be interpreted that it has likely 62.88% 

influence with Employee Engagement. Whereas the 3 

other OD‘s have moderate association only: 

Organizational Communication has 57.46% 

(.758*.758*100) influence with Employee 

Engagement; Training & Development has 32.26% 

(.568*.568*100) influence with Employee 

Engagement, and; Rewards & Recognition has 

28.73% (.536*.536*100) influence with Employee 

Engagement. Tables 1 to 4 summarize the findings. 

 

 
Table 1 Organizational Culture & Employee Engagement 

 

 
Table 2 Organizational Communication & Employee 

Engagement 

 

 
Table 3 Training & Development and Employee Engagement 

 

 
Table 4 Rewards & Recognition and  Employee Engagement 

Research Question 4. What are the personal drivers 

that keep the faculty engaged in their jobs? 

 

The recorded interviews were reviewed using 

Narrative Thematic Analysis. These 5 themes as 

Personal drivers are summarized as follows:  

 

Intrinsic Motivation, a ―sense of meaningfulness and 

of progress that will lead the employee to find value in 

what he does and to establish that emotional 

connection without depending on external factors‖ 

(Thomas, 2009) is the top driver.  This study found 

undeniable story from the respondents stating that they 

love their work, and this motivation is inherently 

intrinsic to each of them. The respondents are happy 

and inspired, and they naturally enjoy teaching. 

Participant 1, described her engagement as: ―A love 

for teaching‖.  Confidently smiling, she narrates: ―I 

think, it is my love for teaching, (it is) truly enjoyable 

and inspiring. Teaching poorly paid teachers 

(Diocesan Teachers in Antique Province extension 

class) is my personal advocacy.‖ Participant 2 added 

―This class reminded me, by heart, that my profession 

is teaching social work to them.‖  This personal driver 

satisfies the 3 constructs of employee engagement. 

―Intrinsic job satisfaction is derived from the 

composite of intrinsic factors experienced in the job. 

Intrinsic job factors are factors such as the 

responsibility, self-directedness, skill development, 

and observed accomplishment associated with doing 

the work (Kalleberg, 1977).  This finding correlates 

with Held‘s (2017) study that intrinsic motivation is 

the strongest driving force for the enhancement of 

faculty member engagement.  

 

Commitment. The commitment to one‘s job, that is 

defined by (Kanungo, 1979 as cited by Carmeli and 

Freund, 2004)  as the ―psychological absorption in 

work activities‖ is very evident among the 

respondents.  They exude strong commitment towards 

their responsibility. Participant 3 claimed, ―I make 

sure that I have something new to offer.‖ Participant 4 

on the other hand, said. ―I am cramming when Friday 

comes because I want to make sure I am prepared in 

the class. I make sure everything is in place may it be 
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the handouts that I need to print.‖ The commitment 

manifested by these faculty members drives the 3 

Constructs of employee engagement.   ―The link 

between motivation and commitment is a quite clear: 

job commitment results from job motivation‖ 

(Bénabou, 2003 & Besson et al., 2007).   

 

Connection.  When employees find connection, they 

work as a team and act with the organization‘s best 

interests in mind. The study finds strong connections 

between the faculty members and their students. 

Faculty members knew well of their students‘ 

strengths and limitations. This happened because open 

communication and trust exist. Participant 2  narrates: 

I know many of my students‘ concerns. Some are 

burnout not just of the study but also of the nature of 

their jobs .... So, I have to inspire my students, 

motivate them how to manage their time.... I told them 

they are brave souls.‖‖. Participant 1 agrees, and in 

fact admires her student, ―I like their sense of 

volunteerism and teamwork.‖ Connection is a key to 

employee engagement because it is an open line 

between the organization and the customers (students). 

The faculty members‘ sense of connection satisfies the 

3 constructs of employee engagement.  

 

Being a Subject Matter Expert (SME) is important in 

teaching. SMEs are highly knowledgeable individuals 

who perform specialized functions in a given 

organizational processes. Undoubtedly, the 

respondents manifested their expertise in their 

teaching engagement. When a person is an expert of 

certain knowledge, his input to the class is enormous 

as evident by his competence. The study found that the 

respondents are experts in their respective disciplines. 

Their passion in teaching is anchored on the fact that 

they have deep knowledge, both in theoretical and 

practical aspects of the course.. Participant 5 

confidently stressed: ―If I can not find a qualified 

teachers, I will teach it (the course).‖ Also, Participant 

1 enthusiastically revealed her mastery of the course. 

―I found out that the only thing I could do is to deepen 

the contents to give more emphasis on research for the 

students to undertake. Example is the flag law. Many 

of them (her students who are also teachers) do not 

know what they are doing (in their classroom), so I ask 

them how they put the flag in their classroom and 

where to keep the flag therein as required by the law. 

And they respond with a big Ha (Huh)!  Participant 1‘s 

knowledge of Flag law has undoubtedly given her the 

drive to be more passionate in her teaching. Thus, the 

Say and Strive EE constructs are impacted by being an 

SME. 

 

Table 5 summarize the 5 Personal Drivers of Employee Engagement 

 

5 Personal Drivers (Themes) 

of Faculty Engagement 

3 Constructs of Employee Engagement   

Say 

(Pride, Positive at 

Work) 

Say 

(Pride, Positive at 

Work) 

Say 

(Pride, Positive at 

Work) 

Intrinsic  Motivation 

(A sense of meaningfulness to find 

value in what one does and to 

establish that emotional connection 

without depending on external 

factors) 

 The love for teaching 

 Happy, inspired, & 

excited  to teach 

 Finds teaching 

enjoyable 

 Strong desire to teach 

the course 

 Strong Personal 

advocacy: To teach 

poorly- paid 

Diocesan teachers  

 Ensure to offer 

something new to the 

students 

 Offer more than what 

a faculty can handle  

 Spend more time for 

preparation 

Commitment 

(The state or an instance of being 

obligated or emotionally impelled) 

 

 Love the students‘ 

spirit of teamwork and 

volunteerism 

 Happy to see students 

learn something new 

from them 

 Strong Personal 

advocacy: To teach 

poorly- paid 

Diocesan teachers   

 

 

 Prepared all the time; 

Offer something new 

 Ensure Faculty 

members are 

qualified to teach 

Connection 

(A relationship between two things, 

people, or groups.) 

 There is an open 

communication & 

element of trust 

between faculty & 

students 

 

 Understand their 

students‘ strengths, 

limitations, and even 

some of their work & 

personal 

circumstances 

 Understand their 

students‘ strengths, 

limitations, and even 

some of their work & 

personal 

circumstances 

Subject Matter Expert 

(A highly knowledgeable individual 

who performs specialized functions in 

given organizational processes) 

 Expertise in the field of 

knowledge 

 Well versed in the 

concepts and practices 

 (Not Impacted)  Do a lot of research 

 Use of technology 

 Ensure to offer 

something new to the 

https://www.decision-wise.com/engagement-magic/#connection
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of the discipline students 

Reflectiveness 

(Characterized by deep thought; 

Thoughtful) 

 Understand the 

students needs and 

their limitations 

 Encourage students to 

succeed 

 Able to motivate the 

students 

 Concerned of the 

sustainability of the 

program 

 Strong Personal 

advocacy: To teach 

poorly- paid 

Diocesan teachers  

 Concerned of the 

sustainability of the 

program 

 Use of previous 

experience 

Table 5 Personal Drivers of Employee Engagement 

Summary of Major Findings  

 

1. While 9 in 10 faculty members are engaged at 

work, only 3 in 4 will actually stay loyal to the 

graduate school of the university.   

2. Half (48%) of the faculty members are not 

satisfied with the element of Pay in Reward & 

Recognition; roughly 1 in 5 (17%) are not 

satisfied/likely not satisfied with Rewards & 

Recognition.  

3. Organizational Culture has the strongest 

association with EE while Rewards & 

Recognition has the least association with EE. 

4. Intrinsic Motivation, Job Commitment, & being 

Connected to the job appear to be the strongest 

Personal Drivers in faculty engagement.  

5. In the construct of Say in EE, respondents have 

positive words with their students, but none 

with the top University administrators.   

 

VI. LIMITATIONS OF THE STUDY 

 

One major limitation of the study is it is limited to the 

faculty members of the graduate school who are mostly 

on a part-time faculty status. The University 

administrators are not included as respondents. This, 

therefore, does yet not represent the University as a 

whole.  

 

VII. CONCLUSION AND RECOMMENDATION 

 

The conclusions can be derived as follows: 

1. Employee engagement is undoubtedly an 

outcome of 2 equally important drivers: the 4 

organizational drivers and the personal 

drivers anchored on individual‘s intrinsic 

motivation.   

2. While the 4 Organizational Drivers are 

positively correlated with Employee 

Engagement, the Personal Drivers carry 

much influence in faculty engagement.  

3. Though the respondents are unhappy with 

their pay (48% are unhappy) and the 

organizational culture that is highly 

associated with EE appears to be chaotic and 

highly political, yet it is the faculty members‘ 

intrinsic emotional drive that keeps them 

committed to their jobs. 

4. In spite of the apparent strong personal drive 

among faculty members to teach, employee 

retention can be a future major issue in the 

Graduate School. 

 

The recommendations are as follows:  

 

1. The University should prepare an employee 

engagement program to address the major issues 

raised in this study.  

2. This study should cover other colleges and 

departments of the university to completely 

comprehend the employee engagement in the 

higher   education institution. 

3. An investigation on how the elements of the 

organizational culture (trust, change & 

innovation, and respect) can influence employees 

engagement and disengagement at work should be 

explored. 

4. A further study on the impact of the 

University‘s organizational culture to areas, other 

than employee engagement, like those anchored 

on HR & organizational practices, such as Talent 

attraction & retention, Performance management, 

Reward and recognition, etc. should be made.  
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