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The objective of this study is to examine the relationship between employees’ perceptions of
authentic leadership and employee engagement. Study was conducted in one of the
multinational manufacturing companies that based in North Malaysia.
employees working in the company provided responses to the scales to assess the
perceptions of the authentic leadership and employee engagement. The result indicated a

A total of 118

significant positive relationship between employees’ perceptions of authentic leadership and
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employee engagement. Interventions in developing authentic leadership among supervisors
and managers and limitations of the study are also being discussed in the study.

Authentic Leadership,
Survey Instrument.

Introduction

The concept of engagement among employees has gained
momentum because of its predictive value for job performance
(Baker, 2009; Schaufeli & Salanova, 2007). In particular,
employee engagement has been found to be contributed to job
satisfaction, intention to quit, psychological well-being of
employees (Burke, Singh, & Fiksenbaum, 2010);employee
performance and customer loyalty (Salanova, Agut, & Peiro,
2005); and daily financial returns (Xanthopoulou, Bakker,
Demerouti, & Schaufeli, 2009b). Likewise, Rampersad (2008)
postulated that lacking of employee engagement is one of the
common cause of excess costs, under-perform on critical tasks
and customer dissatisfaction that happens among organizations
all over the world.

Despite the importance of employee engagement, some
reports have exposed that employee engagements are in the
declining stage and there is a deepening disengagement among
employees in today’s firms (Bates, 2004). Kahn (1990)
described that disengaged employees are employees who
separate their work roles from work and therefore they would
not perform their job effectively. The disengagement among
employee will eventually affect the company’s profit in long
run. Scholars and practitioners commented that there are
insufficient academic and empirical research on this important
topic  (Robinson, Perryman, & Hayday, 2004; Saks,
2006).Furthermore, most of the empirical studies were
conducted in western context, empirical study that conducted in
Asian context is rather scanty (Aggarwal, Datta, & Bhargava,
2007; Bhatnagar, 2007; Koyuncu, Burke, & Fiksenbaum, 2006;
Mohapatra & Sharma, 2010), particularly in the context of
Malaysia. In short, there seems to be a gap of knowledge in the
matter of employee engagement that needs to be addressed by
researchers. Therefore, it is our goal to expand the employee
engagement literature available in this area. Practically, this
study is also aimed to provide an insight to the management on
how to enhance employee engagement in achieving the
organization’s goals.
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Many studies in the past on the antecedents of employee
engagement are mainly focused on job resources such as
autonomy (Schaufeli & Bakker, 2004); social support (Hakanen,
Bakker, & Demourouti, 2005) and personal resources such as
optimism (Xanthopoulou, Bakker, Demerouti, & Schaufeli,
2007) and self-efficacy (Karatepe & Olugbade, 2009). Scholars
in leadership study particularly commented that relatively little
attention has been devoted to the relationship between
leadership and engagement(Avolio, Gardner, Walumbwa,
Luthans, & May, 2004). In this light, the objective of the present
study is designed to examine the relationship between
employees’ perception of authentic leadership and employee
engagement using quantitative method. We conducted the
survey in one of the United Stated (US) based multinational
semiconductor company that is operating in Northern Malaysia.
This paper is divided into six sections. The first section of this
article is the discussion about the concept of employee
engagement, its antecedent and consequences. This followed by
a discussion on the concept of authentic leadership and its
relationship with employee engagement. In the third section is
the description of the methodology used in this study. The fourth
section is the presentation of the analysis and empirical findings
of this study. In the fifth section, presents the discussion of the
findings, limitations and suggestions for future research. The last
section of this article is the conclusion of the study.

Review of Literature
Concept of employee engagement,
consequences

Employee engagement is a relatively new concept in the
management studies introduced by Kahn in year 1990. To date,
the concept of engagement is still undergoing some debates
among scholars what has actually constituted engagement
(Walumbwa, Wang, Wang, Schaubroeck, & Avolio, 2010).
Some scholars treated engagement as a trait (such as proactive
personality), or a state (such as commitment, mood), or a form
of performance behavior (such as extra-role behavior) (Macey &

its antecedent and
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Schneider, 2008; Maslach, Schaufeli, & Leiter, 2001; Schaufeli,
Salanova, Gonzalez-roma, & Bakker, 2002). On the contrary,
this notion was not agreed by some scholars (Saks, 2008).In
harmony with Harter, Schmidt and Hayes (2002) this study
conceptualized employee engagement as a uni-dimension
construct represents individual’s involvement, satisfaction and
enthusiasm in their work. This definition implies that engaged
employees are connected cognitively, emotionally, physically
and psychologically during the performance of work roles
(Harter, et al., 2002).To illustrate further, The Gallup study has
further categorized employees into three categories based on
their responses in work: engaged employees, not engaged and
actively disengaged.

From a careful examination on the antecedents of employee
engagement in the literature, we found that most of the academic
studies had employed the Conservation of Resources Theory
(COR) (Hobfoll, 2001) as the theoretical foundation to underpin
their study. The tenet of COR Theory (Hobfoll, 2001) advocates
that resources are things that people valued. Hence it has
motivational nature to drive an individual to protect it and
accumulate it from losses. Based on this notion, past studies
have consistently indicated that job resources (autonomy, social
support, performance feedback) have a positive relationship with
employee engagement (Bakker, Hakanen, Demerouti, &
Xanthopoulou, 2007; Hakanen, et al., 2005; Hakanen, Bakker, &
Schaufeli, 2006; Salanova & Schaufeli, 2008; Schaufeli &
Bakker, 2004). Job resources refers to those physical, social, or
organizational aspects of the job that may: (1) reduce job
demands and the associated physiological and psychological
costs; (2) be functional in achieving work goals; or(3) stimulate
personal growth, learning, and development (Schaufeli &
Bakker, 2004). For example, a survey on two independent
samples in Spain (n = 386 technology employees) and the
Netherlands (n = 338 telecom managers) ascertained that job
resources (job control, feedback and job variety) were positively
and significantly contributed to employee engagement in both
samples(Salanova & Schaufeli, 2008).

Aside from job resources, the roles of personal resources
(optimism,  self-efficacy, resilience, hope) in employee
engagement have begun to receive attention (Karatepe &
Olugbade, 2009; Xanthopoulou, et al., 2007; Xanthopoulou,
Bakker, Demerouti, & Schaufeli, 2009a). Personal resources
have been defined as the positive self-evaluations that are linked
to resiliency and individuals’ sense of their ability to control and
impact upon their environment successfully (Hobfoll, Johnson,
Ennis, & Jackson, 2003). Karatepe and Olugbade(2009)
suggested that personal resources such as trait competitiveness
and self-efficacy  were positively related to employee
engagement in the sample (n = 130) of employees working in
the five- and four-star hotels in the capital city of Nigeria.

It is important to study engagement because it is linked to
positive individual and work related outcomes (Salanova &
Schaufeli, 2008; Schaufeli & Salanova, 2007). Past studies had
produced evidence that employee engagement lead to a variety
of positive organizational outcomes such as retention, customer
satisfaction, in-role performance and extra-role behaviors and
financial returns (Moliner, Marti'nez-Tur, Ramos, Peiro', &
Cropanzano, 2008; Xanthopoulou, Baker, Heuven, Demerouti,
& Schaufeli, 2008; Xanthopoulou, et al., 2009b).

Authentic Leadership

In harmony with the definition from Avolio, Gardner,
Walumbwa, Luthans, and May (2004), this study defined
authentic leadership as “those individuals who are deeply aware
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of how they think and behave; perceived by others as being
aware of their own and others’ values/moral perspective,
knowledge, and strengths; aware of the context in which they
operate; and who are confident, hopeful, optimistic, resilient,
and high on moral character” (p. 4).Wildermuth and Pauken
(2008) asserted that authentic leadership is a combination of
ethical and transformational qualities. They contended that
authentic leaders are inspiring, motivational, and visionary but
also reliably moral, compassionate, and service oriented.
Besides that George (2003) suggested that authentic leaders
have genuine desire to serve others through their leadership, are
more interested in empowering the people they lead to make a
difference, and are as guided by the qualities of the heart,
passion, and compassion. Luthans and Avolio(2003)
distinguished that authentic leaders recognize and value
individual differences and have the ability and motivation to
identify people’s talents and help them build those talents into
strengths. Scholars in the leadership literatures have agreed that
specific  leadership  characteristics encourage employee
engagement (Goleman, Boyatzis, & McKee, 2002; Kouzes &
Posner, 2002). More recently, the results from Babcock-
Roberson and Oriel (2010) study indicated that employee
engagement fully mediates the relationship between charismatic
leadership’s on OCB.

The relationship between authentic leadership and employee
engagement

Leadership has been suggested as one of the single biggest
factors contributing to employee engagement (Harter et al.,
2002). Engagement particularly has been viewed as an important
consequence of authentic leadership that mediates its effects on
follower outcomes (Avolio, et al., 2004). May, Gilson, and
Harter(2004) advocated that authentic leaders are capable in
inspiring their followers to act authentically in the workplace
because themselves are acting consistently with their moral
principles. Field Theory developed by Lewin (1951) posited that
human behavior is based on the individual perception towards
their work environment. Based on this ground, it can be
postulated that if individual has a positive perceptions with their
work environment, they are likely to demonstrate positive
behavior. Theoretically, it seems plausible employee’s
perceptions of the authentic leadership among their supervisors
and managers will create a positive work environment and
subsequently increase the likelihood of employee engagement.
Apart from the authentic leadership values, authentic leaders
possess some special personal qualities such confident, hopeful,
optimistic and resilient (Avolio, et al., 2004). Researchers
presumed that through the observation learning process
(Bandura, 1977) employees would learn this personal qualities
from their leader over their daily work interactions. Given the
fact that previous studies have consistently reported the positive
role of personal resources (optimism, self-efficacy, resilience,
hope) in predicting employee engagement (Karatepe &
Olugbade, 2009; Xanthopoulou, et al., 2007, 2009a), it is
reasonable to think that through the observation learning process
(Bandura, 1977), employee established their own personal
resources and this personal resources in turn lead to enhance
their engagement in work.

Theorist in leadership study suggested that authentic leaders
have genuine desire to serve others through their leadership and
interested in empowering their followers to make a difference
(eg: George, 2003). In this vein, supports and empowerment
from authentic leaders would serve as job resources that
facilitate employees to achieve their work goals, stimulate their
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personal growth and alleviate their job demands. From the lens
of Conservation of Resources Theory (Hobfoll, et al., 2003), it is
reasonable to expect that employee’s perceptions of authentic
leadership will lead to employee engagement since the supports
from their leader has facilitated them to achieve their work goals
as well as reduced their job demand. In particular, Avolio et al.
(2004) have proposed a framework to illustrate the link between
authentic leadership and followers’ attitudes and behaviors.
Abreast of Avolio et al. (2004) work, it is predicted that
employee’s perception of authentic leadership among their
supervisors and managers will have a positive influence on
employee engagement.

Research Design

Survey Instrument

The questionnaire used in this study consisted of three
sections as shown in Table I. Section A of the questionnaire is to
gather information on the profile of respondents such as job
category, length of service, gender, age, race and marital status.
Section B of the questionnaire is to measure the perceptions of
employees on the extent of their supervisors and managers are
practicing authentic leadership style. Respondents are given
five-point Likert scale with 1= Strongly Disagree, 2= Disagree,
3= Uncertain, 4= Agree and 5= Strongly Agree. The last section
of the questionnaire measures employee’s perception of their
engagement level into their
Sample

The purpose of this study is to examine the relationship
between employee’s perceptions of authentic leadership
practices and employee engagement in one of the Malaysia
semiconductor manufacturing company therefore this study is
correlational in nature.

The unit of analysis for this study is employees working in
the selected manufacturing company. Researcher made the
initial contact with the Human Resource Department to request
for the permission to conduct the survey during official lunch
hour at the company’s in-house cafeteria.

Using the convenience sampling method, a total 125
questionnaires were distributed. The questionnaires were
administered personally by the researchers through a direct
contact procedure, on variables used in this study. To reduce
evaluation apprehension, social desirability bias, leniency and
acquiescence, researchers assured respondents complete
anonymity. Besides that, researchers also made effort to assure
respondents that there were no right or wrong answers; they
should answer as honestly as possible (Podsakoff, MacKenzie,
Lee, & Podsakoff, 2003). Final useable responses were obtained
from 118 participants, with a response rate of 94%.

This study is a quantitative study, conducted cross-
sectionally in which all data was collected one point in time.
This cross-sectional type of research is also consistent with
previous studies on employee engagement and employee’s
perception of leadership behavior (Babcock-Roberson & Oriel,
2010).

Method of analysis

Frequency distribution was used to describe the profile of
the sample. Next, reliability test was performed to measure the
internal consistency of the scale. This was then followed by
computation of means and standard deviation of all variables
used in this study which is authentic leadership and employee
engagement. Lastly, regression analysis was performed. To
examine the predictive validity, R? value was computed in order
to predict for future behavior.
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Findings

Demographic of the respondents are summarized in table II.
Majority of the respondents are executives (58.5%) and
managers (39.8%). Only 1.7% of the respondents are non-
executives. There is a good mix of length of service: 17.8% of
the respondents have worked for less than five years, 29.7% for
five to nine years, 32.2% for ten to 14 years, and 20.3% for 15
years and above. Almost half of the total respondents are from
Production (52.5%) with the rest from Supply Chain (26.3%),
Information Technology (7.6%) and Corporate Services
(12.7%). 64.4% are females and 35.6% males. Majority are in
the 35 to 44 years age group (50%), followed by 25 to 34 years
age group (34.7%), 45 years and above age group (13.6%), and
less than 25 years age group (1.7%). About two-thirds of the
respondents are Chinese (68.6%) and the rest are Indians
(18.6%), Malays (10.2%) and others (2.5%).

Next, reliability test was performed to measure the internal
consistency of the scale used in this study. According to
Nunnally (1978) the minimum requirement of Cronbach Alpha
level of 0.70. Table Il suggests that there are all two variables
in this study; the numbers of items for each variable are
indicated in the table below, Cronbach Alpha values of the study
variables exceeds the recommended level of 0.7.

In the next section, a descriptive analysis was performed to
analyze the perception of employees on the extent of authentic
leadership practiced by their supervisors and managers in the
company. As indicated in Table IV, the mean for authentic
leadership is 4.01, indicating that respondents perceived a high
level of authentic leadership style exhibited by their supervisors
and managers. Pertaining to the level of employee engagement,
respondents perceived themselves as moderately engaged (mean
=3.89, SD = 0.63).

Next, a regression analysis was conducted to examine the
predictive power of authentic leadership on employee
engagement. Table V shows that the employee’s perceptions of
authentic leadership are significantly related to employee
engagement ($=0.337; p<0.001) supporting our hypothesis.
Besides that, the R square value is 0.321, indicating that 32.1%
of the variance in the employee engagement can be explained by
employee’s perception of authentic leadership style.

Discussion of the findings

The objective of this study is to examine the relationship
between employee’s perception on authentic leadership and
employee engagement. The results obtained showed that
employees, who perceived their supervisors and managers as an
authentic leader, were more engaged in their work. This finding
is in accordance with the framework proposed by Avolio, et al.
(2004) which suggested that authentic leadership will lead to
employee engagement. As expected, employee’s perceptions of
authentic leadership play a crucial role on employee engagement
because of the authentic leadership quality will create a positive
environment in working place as postulated in Field Theory
(Lewin, 1951); enhance follower’s personal resources and job
resources during their daily work interactions which is in unity
with the concept in Conservation of Resources Theory (Hobfoll,
et al., 2003).

Management should take into consideration of the
importance of authentic leadership in work place since the
results have indicated that employee’s perceptions of authentic
leadership among their supervisors and managers are positively
related with employee engagement. Although authentic
leadership is not like other areas of leadership which
competency sets might be acquired via traditional training
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programs (Cooper, Scandura, & Schriesheim, 2005), this does
not mean the management should turn a blind eye to develop
authentic leadership among supervisors and managers. Having
effective programs such as training, rewards, performance
appraisal from Human Resources Department to enhance
authentic leadership should be integrated into top management
strategic planning as having authentic leaders will definitely
enforce employee engagement towards their work roles.
Furthermore, management also can determine to trigger events
which can be replicated during training. Trigger events can be
the culmination of smaller events which accumulate overtime
until a threshold level is reached which evokes behaviors that
are characteristic of authentic leaders. In sum, authentic
leadership is an evolutionary as well as revolutionary, but it is
possible that these behaviors to be taught through a
reinforcement process(Cooper, et al., 2005).
Limitations and future research

Although this study has shown that authentic leadership
influences employee engagement, it does have some limitations.
The first shortcoming is the used of sample in only one
manufacturing firm could have affected the relationship obtained
in this study. Second, the limitation from the survey setting also
might limits the generalization in other settings. It would be
interesting for future researchers to investigate employee
engagement in other settings to generalize the findings. Besides
that, it would be good for future study to include other variables
such as organizational cultural, HR practices as possible
antecedents to extend our knowledge in this field. In addition,
further researchers may extend the model to examine the
consequences of employee engagement empirically which could
help to bridge the gap of knowledge in the context employee
engagement. Wefald and Downey (2009) claimed that limited
studies are looking at the consequences of the engagement.
Therefore, future researchers might want to focus on how
employee engagement can benefit managerial decisions and
important outcomes.
Conclusion

This study attempts to explore the relationship between
authentic leadership in predicting employee engagement in one
of the semiconductor manufacturing firm in Malaysia.
Interestingly, the finding shows that 32.1% of employee
engagement is affected by the perceptions of employees on their
supervisors and managers authentic leadership. Practically, top
management needs to cooperate with the Human Resources
Department to play its strategic role to develop authentic
leadership among supervisors and managers such as conducting
leadership training programs, aligning organization rewards and
performance appraisal program effectively to further enhance
the exhibition of authentic leadership among supervisors and
managers. These would subsequently enhance employee
engagement in the company in achieving the organization’s
goals.
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Table I1: Profile of respondents
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Frequency Percentage
Job Category Manager 47 39.8
Executives 69 58.5
Non- Executives 2 1.7
Length of Service Less than 5 years 21 17.8
5to 9 years 35 29.7
10 to 14 years 38 32.2
15 years and above 24 20.3
Department Production 62 52.5
Supply Chain 31 26.3
Information Technology 9 7.6
Corporate Services 15 12.7
Gender Male 42 35.6
Female 76 64.4
Age Group Less than 25 years 2 1.7
25 t0 34 years 41 34.7
35 t0 44 years 59 50
45 years and above 16 13.6
Ethnicity Malay 12 10.2
Chinese 81 68.6
Indian 22 18.6
Others 3 25
Table 111: Reliability Analysis
Variables No. of Items  Cronbach Alpha
Authentic Leadership 7 0.87
Employee Engagement 12 0.90

Table 1V: Means, Standard Deviations

Variable Mean SD
Authentic Leadership 401 059
Employee Engagement  3.89 0.63

Table V: Regression result for independent variables and employee engagement

Variables Beta Sig

Authentic Leadership 0.337** .001
R? 0.321
Adjusted R? 0.314

Significant at p<.001**



