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Abstract: Despite being known to the public ever since it had 

been introduced by human resources consulting firms, the 

concept of employee involvement is fairly new among academic 

research community. It is agreed by both groups of human 

resource management academics and practitioners that 

employees' behavior at work can be explained by the fundamental 

concept. However, there are various concepts and meanings of 

employee involvement being applied nowadays. The interesting 

employee involvement concept, however, is still vaguely defined. 

Its definition introduced by western academics has to be modified 

before being applied in Malaysia, to suit the local religion and 

culture. The purpose of this literature review is to come up with an 

employee involvement concept that is suitable for local engineers 

with diverse cultural background, by studying and examining the 

empirical and conceptual differences in defining employee 

involvement concept. 

 

Index Terms: Employee involvement, Job involvement, 

Religiosity, Spirituality 

I. INTRODUCTION 

As the essential asset of an organization, the shortage of 

highly skilled and talented employees caused by global 

economic and many other issues, has resulted in organizations 

having to restructure their employees, causing the occurrence 

of a talent gap involving Generation Y and "baby boomers" 

(Gordon, 2009). To prevent that from happening, there is a 

need for new measures to keep the existing employees while 

recruiting high potential new employees. 

Employees not having an interest in the duties and jobs at 

the workplace is the reason why organizations may find it 

hard to maintain employees. As mentioned by (Cartwright & 

Holmes, 2006), among the hardest challenges that business 

leaders and human resource management have to deal with 

was making sure that employees come to work. Apart from 

physical works, employees' mental and emotional states also 

play a role in implementing duties. For that reason, it is 

important for organizations to be aware of their employees' 

involvement in order to keep them encouraged in realizing the 

goals of the organization. 
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In the management of an organization, it is important for 

employees to be aware of employee involvement in order to 

make sure that the organization performs better as an active 

employee involvement can become the key in creating a good 

atmosphere at the workplace through their attitudes by 

working ethically, diligently and responsibly. 

According to (Harter, Schmidt, & Hayes, 2002), 

employees' achievement, attitude and attendance can be 

influenced by their involvement. This has been proven by a 

number of studies, showing that employee involvement level 

is positively related to productivity as well as the performance 

of an individual, group or organization. These were based on 

the feedback of the employees' and the loyalty of the 

customers (Harter et al., 2002; Macey & Schneider, 2008; 

Salanova Agut, S., & Peiro, J. M., 2005). Organizations that 

practice employee involvement were found to be successful in 

lowering the rate of retrenchment and increasing the level of 

productivity, financial performance and shareholders' returns 

(Baumruk, 2006). In addition, this practice also turned out to 

be effective in gaining public interest, employees liked it 

better and managed to maintain highly skilled employees 

(Hetrick & Martin, 2006). 

Various articles and known management magazines have 

discussed on this concept, but until today, researchers still 

have yet to come to a mutual agreement on defining the 

employee involvement concept. As stated by (Soldati, 2007; 

Wefald & Downey, 2009), this concept is new to the world of 

academic research despite it has been around and largely 

known by the public after it had been introduced by human 

resource consulting firms. Soldati (2007) states that, in spite 

of the difference in defining the concept of employee 

involvement, the majority of practitioners and academics 

agree that employees' behavior at the workplace may be 

influenced by its fundamental concept.  

Even though employee involvement is a great concept for 

discussion, its meaning is still vaguely defined. The meaning 

of this concept as defined by researchers in the western part of 

the world has to go through an adaptation process to meet with 

the local Malaysian culture. To put a stop to this confusion, 

this study has been carried out, aiming to come up with 

evidence and results synthesized from previous research on 

this very concept. For that reason, this concept will be 

examined in terms of its definition with regard to academic 

area, as well as the overlapping in definition that occurs. This 

study will also come up with a conclusion and summary on  
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this concept with regard to the theory of social sciences 

practiced by researchers in the academic field. Secondly, this 

study will also touch on the religious aspect pertaining to 

human resource management. At the end of this study, an 

employee involvement theoretical model that is suitable for 

engineers in Malaysia will be developed. 

II. LITERATURE REVIEW 

A. Concepts of Employee Engagement 

(Sharmila, 2013) defines employee involvement as 

employees' good attitude or engagement and commitment in 

an organization. While (Kahn, 1990) defines it as the 

attachment that members of an organization have towards 

their responsibilities at work, and their involvement, which 

includes being engaged physically as well as keeping 

themselves emotionally and cognitively present while at work. 

Engaging physically can be defined as using physical efforts 

to carry out tasks. While engaging cognitively can be 

regarded as the perception and knowledge that an employee 

has about his job surroundings, and engaging emotionally 

means the attitudes and feelings that an employee has for his 

employers as well as working state. Based on Kahn's 

assumptions, employee involvement can be divided into two: 

absorption and attention.  

To quote (Rothbard, 2001), "cognitive availability and the 

amount of time allocated by a person to thinking about their 

roles and functions" is what attention means, while absorption 

is "to function in their respective roles and referring to one's 

concentration in their roles". Rothbard also describes 

attention as "invisible, material resources which one can 

allocate", while absorption is "intrinsic motivation in a role or 

task". 

According to (Richman, 2006), the motivation that an 

employee has in serving, making efforts, devoting discretion 

and experience as well as energy towards generating great 

results, which is in favor of the employer with no guarantee on 

personal return. Employee involvement is also defined by 

(Gibbons, 2006) as "a high level of emotional attachment that 

can be felt by an employee towards their organization that 

influences him to give more effort to the work he does".  

Kahn's definition of employee involvement concept: "the 

harnessing of organization members' selves to their roles at 

work; in the engagement, employees take on a job and engage 

themselves physically, present cognitively and emotionally 

during work", is used as a fundamental argument in the 

discussion of this concept. Initially, it explained that 

employee involvement only happened personally, and not at 

work. 

This way of defining the involvement concept revolves 

around the idea of how employees manifest "present at work" 

as "present in the work" in which that their mental state has to 

be in a specific condition while at work. They have to feel, 

think and act accordingly in order to get involved. In a 

nutshell, employees' mental state plays a significant role that 

needs to be supported by emotional, cognitive and physical 

ability sources.  

According to Kahn, these motivating sources can be 

intensified psychologically by the sense of significance, the 

kind of emotion that an individual feels as the result of their 

sacrifice towards their jobs; the sense of safety, which is the 

feeling a person gets when he is not worried about people's 

bad assumptions regarding his personal status or image while 

at work; and the sense of availability, which is the emotional, 

mental and physical strengths that are needed to be involved. 

These psychological aspects are the methods that can be 

applied by a person in order to improve his performance at 

work. On the other hand, job disengagement can be defined as 

"the discharge of an individual or employee's function from 

their respective job roles". Kahn's biggest contribution is in 

the identification of the conditions where employee 

involvement can be found. 

However, there is a downside to the concept developed by 

Kahn (1990). While exploring the psychological aspect, Kahn 

failed to factor in the social science aspect of the employee 

involvement theory. This might have been resulted from the 

inadequate number of library research on the subject in the 

1990s, as well as the reliance on workplace commitment, job 

engagement and other psychological constructs. Even though 

Kahn's discovery on the problems pertaining to employee 

involvement and commitment does help in explaining 

engagement and non-engagement on the personal level, the 

personal engagement here only highlights the roles of 

individuals at work.  

Kahn believes that involvement refers to the role employees 

play at work, and that several conditions can affect how 

employees behave at work. The concept that Kahn developed 

does not possess an all-rounded perspective on the definition 

of employee involvement and the other different dimensions 

of contributing factors. For a while, Kahn was the only 

academician ever worked on the employee involvement 

concept. Then, research on burnout was carried out and 

contributed by reintroducing ideas on the employee 

involvement concept. 

Another definition of the concept of employee involvement 

is introduced by (Maslach, 1997), stating that employee 

involvement is a state of energetic engagement, which 

happens to be the opposite of the burnout state. An engaged 

employee is described as being energetic and considers his 

role at work as something challenging. This contradicts the 

state in which employees are under a lot of pressure as they 

carry out their tasks unwillingly, which results in them 

perceiving it as a burden (Bakker et al. 2008).  

Maslach (1997) also added that employees are more likely 

to experience fatigue and burnout if they are not involved. 

Maslach describes the engagement state as feeling energized 

with increased efficacy levels (instead of decreased efficacy) 

as well as effectiveness (instead of decreased effectiveness). 

Maslach's theory is further strengthened by 

(González-Romá, Schaufeli, Bakker, & Lloret, 2006), who 

added some details to the categories of involvement 

characteristics by Maslach: absorption, the state in which a 

person is fully absorbed into his job; activation, which is the 

state of having energy; and identification, which is having a 

good relationship with the job.  
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This detailed addition to the concept developed by Maslach 

had helped to enhance Kahn's (1990) 'present in the work' 

theory. 

Maslach's (1997) view supports the idea that an employee 

who does not involved is more likely to suffer from fatigue 

and burnout. The major weakness of Maslach's idea is 

describing that employee engagement is contradictory to 

burnout. 

Employee involvement does not always contradict with 

burnout. As stated by (Schaufeli, Salanova, González-Romá, 

& Bakker, 2002), employees who are not engaged or do not 

manifest engagement, are not necessarily bound to 

experiencing burnout or exhaustion. For instance, employees 

who show no interest towards their jobs may not enjoy their 

works and only carry out and complete a task for the sake of 

getting it done. However, that does not indicate that they are 

exhausted or experiencing fatigue.  

Even though Gonzalez-Roma et al.'s (2006) study managed 

to produce evidence that supported the idea where 

involvement and burnout contradicted one another, only two 

dimensions were supported: energy contradicts emotional 

exhaustion, and dedication contradicts cynical behavior. 

'Absorption' was not included, and the two dimensions 

covered were not enough to produce an all-rounded definition 

of job engagement. Therefore, Maslach's view does not 

accurately describe employee involvement. 

(Britt, 1999) was an academician who had added in a sense 

of commitment and responsibility to the performance domain 

of the employee involvement concept, aiming to highlight the 

importance of performance. This approach did a better job at 

defining workplace engagement with the use of the Triangle 

Model of Responsibility, where involvement is considered as 

a sense of responsibility at work. Unfortunately, the 

commitment construct happened to be overlapped, making 

this definition inadequate. 

Then, (Britt, Castro, & Adler, 2005) made an argument 

about psychology being one of the aspects involved in 

employee engagement, where people put much effort and 

commitment to accomplish their work. An association of 

ideas highlighting on the Triangle Model of Responsibility 

concept was established by (Schlenker, Britt, Pennington, 

Murphy, & Doherty, 1994). Britt also added that employees 

develop engagement naturally from the sense of responsibility 

that they have towards their duties. The elements that 

influence this include identity images, task instructions and 

events.  

Similar to that of Kahn's, Britt's view focuses more on the 

elements that contain engagement trait, without much thought 

on the fundamental theory of engagement. This research 

paper, on the other hand, believes that work commitment is 

not similar to engagement because these are clearly two 

different constructs. This is contradictory to Britt's idea, as the 

meanings of commitment and engagement are overlapping in 

perceiving self-engagement. 

Involvement and commitment are focused on workplace 

behavioral impact on the long and short-run, respectively. The 

downside of Britt's view also includes the fact that it only 

connects engagement with a sense of responsibility. The job 

engagement concept cannot simply be described by 

connecting it with a sense of responsibility of the task 

accomplished.  

There is no guarantee that a person who carry out his job 

responsibly is passionate about or behave positively towards 

his job. Similarly, a negative attitude and lack of motivations 

at work do not demonstrate involvement trait. Therefore, 

Britt's association of ideas cannot be used for this research as 

it failed to explain the involvement concept. 

Other definitions of employee involvement also include 

individual engagement, individual satisfaction as well as work 

enthusiasm (Harter et al., 2002), as stated in the Gallup 

Workplace Audit, GWA (Buckingham & Coffman, 1999) 

which was developed by the Gallup organization on how 

employees perceive job characteristics. This perception then 

resulted in the concepts of the definition to be overlapped 

between job satisfaction and job engagement. 

Firstly, the concept of employee involvement highlights the 

way job influences the identity of a person (Lawler & Hall, 

1970). A person who is engaged in his job: has good work 

motivation, committed towards the job and organization and 

communicate professionally with colleagues (Brown, 1996).  

Therefore, in line with (Hallberg & Schaufeli, 2006) the 

statement that claims involvement is an individual function 

and needs to be considered as an antecedent in the research 

model while on the other hand, employee involvement needs 

to be considered as a variable in the research model. 

The definition provided by (Harter et al., 2002) is also 

overlapped with the term 'employment satisfaction'. 

Employment satisfaction describes the state of a person's 

psychological aspect regarding his job, an emotional state of 

'satisfied and fun', resulting from the employees' job 

evaluation (Locke, 1976). From thirteen details in the GWA, 

twelve of them describe job satisfaction variants. The concept 

of engagement in the GWA is derived from literature research 

in the field of employment satisfaction and is used to explain 

the concept of engagement. Clearly, in describing the actual 

employee engagement, the concepts between these two 

constructs overlap. 

According to (Harter et al., 2002), the concept of 

involvement gives attention on only one area of employee 

involvement: being enthusiastic about work. A person needs a 

sense of enthusiasm and meaning in the workplace to achieve 

work involvement. 

Perception of job characteristics, job involvement and job 

satisfaction may be the points that affect employee 

involvement rather than the concept itself. Clearly, the 

constructs used by (Harter et al., 2002) in describing the 

concept of involvement are conceptually overlapping. 

However, since the definition of involvement is not 

theoretically developed and depends on too many perceptions 

of job characteristics, the definition of this association of 

ideas is not enough to explain the involvement concept. 

There have been various conceptual interpretations of 

employee involvement. The difference in interpreting the 

employee involvement's fundamental concepts has resulted in 

the gaps of defining and conceptualizing when conducting  
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studies on the related field. Some studies define involvement 

as "to be present at work," while some others define it as the 

opposite of the burnout situation, and there are some whose 

definitions overlap with other constructs, such as job 

satisfaction and job involvement. 

In this study, after exploring each argument of previous 

literature research, stresses that employee involvement is not 

inversely proportional nor is it connected to the burnout 

concept. In a nutshell, if a person does not experience a 

burnout, it does not mean that he is involved. 

 The differences between employee involvement concepts 

that have been discussed in the previous subtopics may 

provide the reason why (Schaufeli et al., 2002) explains the 

employee involvement concept most accurately and 

comprehensively. This is because the focus regarding 

employee involvement should be given to the positive aspects 

and lead to job satisfaction. A person has to be dedicated, 

strong and 'absorbed' in his work to enable him to demonstrate 

a high level of involvement. This positive feedback is 

consistent with the organization's positive attitude in 

attempting to comprehend employees' performance at work. 

Schaufeli et al. (2002) describe employee involvement 

concept as a mental state, positive feeling and mind that 

requires a person to be preoccupied in accomplishing his tasks. 

In order to gain a full concentration on the task and 

completely preoccupied with his job, he needs to be positive 

and enthusiast about it.  

That is why the idea of involvement by Schaufeli et al. 

(2002) is considered as more dominant and all-rounded than 

the others. Based on Schaufeli et al.'s (2002) view, it can be 

concluded in this study, that the employee involvement 

concept can be defined as a state of mind with regard to a 

positive and satisfactory job that can be identified by 

dedication, enthusiasm and absorption or 'preoccupation'. 

These three dimensions are able to produce the most accurate, 

genuine and all-rounded concept of involvement to date 

(Karatepe & Olugbade, 2009; Kim, Shin, & Swanger, 2009; 

Schaufeli & Bakker, 2004, 2010; Taris, Schaufeli, & Shimazu, 

2010). 

According to Schaufeli et al. (2002), enthusiasm, which is 

the first employee involvement element, is a positive 

feedback on how employees interact with the work elements 

and work environment. The enthusiasm concept is derived 

from the opinion that people share a basic determination for 

gaining, retaining and protecting what is valuable to them, 

such as 'resources' for their work (in this particular case, the 

encouraging motivator) (Hobfoll, 1989). Resources of 

enthusiasm include emotional energy, cognitive happiness 

and physical strength. Schaufeli et al. (2002) mentions that, 

the element of enthusiasm contains the features of energy and 

mental strength when carrying out work, and willing to work 

diligently even in difficulties. Passion is linked with the 

psychological ability to apply willpower and creativity, and 

subsequently find different ways to accomplish job goals, 

confidently predicting success and develop resilience in 

achieving goals. A passionate employee clearly demonstrates 

an involved employee.  

Dedication, the second element of employee involvement, 

is defined as a state in which employees go through a sense of 

enthusiasm, interest, inspiration, challenge and pride 

(Schaufeli et al., 2002). One's dedication towards his job is 

shown in his motivated actions which include hard work and 

giving his best efforts. A person's self-behaviour is also 

required at work, such as trying to solve problems at the 

workplace and avoiding individual goals and aims (Van 

Scotter & Motowidlo, 1996). A person with a dedication can 

be interpreted as a person who is involved in his job.  

Finally, absorption, the third element of employee 

involvement. Absorption can be considered as a person's job 

satisfaction. It indicates a condition where a person is 

completely focused on the enjoyment and happiness of 

working to the extent that he becomes unaware of how quickly 

time passes, and having a hard time to stop working. The 

construct of employee involvement involves the hedonistic 

side of work. A person with a trait of involvement is more 

likely to have fun working and seek for enjoyment in his work. 

Hence, an involved employee will demonstrate a high level of 

concentration and happiness at work. A study involving 30 

in-depth interviews has discovered and proven that absorption 

was connected to involvement (Demerouti, Nachreiner, Baker, 

& Schaufeli, 2001). A study by Demerutti et al. explains that 

absorption has a relationship with a person's effectiveness, 

continuously absorbed through confidence and endurance in 

the job. 

Theoretical Framework of Employee Engagement 

From the literature review, it was shown that there was no 

clear theoretical framework for describing job involvement. 

On the other hand, past researchers have presented and 

proposed various theoretical perspectives, where different 

aspect was highlighted by each theory presented. Below are 

three types of approaches of theoretical framework suggested 

by employee involvement researchers. 

Social Exchange Theory (SET) 

As can be seen in Figure 1, Social Exchange Theory (SET) 

is one of the most influential conceptual paradigms in 

understanding workplace behavior. The initial development 

of the SET was reflected in the following studies of 

anthropology (Firth, 1967; Malinowski, 2002; Mauss, 1967; 

Sahlins & Economics, 1972), sociology (Blau, 1964) and 

social psychology (Gouldner, 1960; Homans, 1958; Thibault, 

n.d.). The previous SET study was developed with a focus on 

a rational assessment of individual interests with regard to 

social relationships of human. 

 

 

Fig. 1 Social Exchange Theory 
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According to (Emerson, 1976), even though there are 

different ideas on SET, theorists agree that SET includes a set 

of interactions responsible for relationships accountability. 

The interactions are commonly considered as interdependent 

and relies on others' actions (Blau, 1964). SET also stressed 

that these interdependencies can form a good relationship and 

can only arise under certain situations. 

The basic principle of SET is human interactions develop 

within a certain length of time to reach loyalty, mutual 

commitment and trust, for as long as all parties in the 

relationship correspond to the communication sharing 

methods (Cropanzano & Mitchell, 2005). In these methods, 

the actions of one party is reciprocated or repaid, leading to 

reasonable response by the other party. Cropanzano and 

Mitchell also explained based on the SET theory, people who 

know about and value reciprocal methods in their social 

relationships are more pleased with their relationships and 

retain them. 

According to (Robinson, Perryman, & Hayday, 2004), 

employee involvement is a reciprocal relationship. An 

organization develops an employee involvement method in 

which employees can react by the level of involvement that 

they prefer, as a feedback to the organization. Since SET is a 

two-way connection that rely on one another, employee 

involvement can be described by SET. (Schaufeli, 2013) also 

mentions that in the case where an employee is rewarded by 

the organization, such as being given good wages, 

opportunities for development or recognition, he is likely to 

respond in such as way that he performs more productively, 

innovatively and creatively at work. 

In this context, (Saks, 2006) states that organizations can 

increase employees' productivity, creativity and innovation by 

implementing the employee involvement practice. 

Employees' level of engagement relies on the rewards that the 

organization provides. Schaffeli stresses that if an 

organization are not generous enough to provide such benefits, 

the tendency of employees or people in the organization to 

demonstrate dis-involvement is higher, and ultimately may 

result in employees experiencing burnout or exhaustion. 

Self Determination Theory 

The Self-Determination Theory (SDT) as shown in Figure 2, 

was developed by academic researchers, Edward L. Deci and 

Richard M. Ryan in 1985 (Deci & Ryan, 1985)). SDT lists 

down two types of motivation: intrinsic motivation and 

extrinsic motivation. Intrinsic motivation is the pursuit of 

personal interests, which is the result of enthusiasm and 

interest, whereby extrinsic motivation refers to activities 

carried out for important reasons (Meyer and Gagne 2008). 

The SDT describes that extrinsic motivation may demonstrate 

the wish to be rewarded or avoid being penalized (external 

rules), increase self-esteem or avoid feeling guilty (guilty), 

accomplish personal goals (recognition) or exhibit a sense of 

self (integration). 

 

 

 

Fig. 2 Self Determination Theory 

Both integration and recognition, along with intrinsic 

motivation, are considered as an autonomous rule. While 

external regulations and guilt are regarded as regulated rules. 

Deci and Ryan (1985) describe that autonomous rule has the 

ability to encourage people to take their performance, 

creativity, persistence and initiative to the next level. Meyer 

and Gagne (2008) states that the concept of autonomous rule 

intersects with the concept of 'involvement condition' 

introduced by (Macey & Schneider, 2008) which includes 

empowerment, satisfaction and involvement. They also added 

that the results of actions related to autonomous rule are 

consistent with what Macey and Schneider described as 

behavioral engagement, which includes additional behavioral 

roles, active behavior and development of roles. 

The SDT also explains that the key to autonomous rule is to 

meet the basic psychological needs, such as autonomy and 

competence as well as other relevant issues. The requirement 

for satisfaction is the key mediator among environmental 

influences which include autonomous rule, job and leadership 

characteristics (Gagné & Deci, 2005). Meyer and the Ganges 

stated that, in addition to explaining engagement, the SDT 

also helps to describe an individual's psychological state and 

feedback that could lead to the lack of engagement trait. The 

reason for this is people tend to react to the loss of autonomy 

by going against the authorities or leaders (Koestner & Losier, 

1996).  

Meyer and Gagne (2008) found that SDT has long been 

used as a guide for variable measuring of involvement traits, 

which include motivational, psychological, behavioral 

outcomes and satisfaction needs. Meyer and Gagne also 

stressed that the SDT may readily be applied in developing 

measurements of various involvement aspects discovered by 

Macey and Schneider. 

According to Meyer and Gagne (2008), the SDT can 

describe theoretically, the consequences of improper 

management. For instance, forming a threatening 

involvement trait rather than meeting the needs. As an 

example, for an employee to be able to work pass their 

competence level, that would require a commitment that can 

influence the interactions with other employees. 
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Job Demands-Resources Model 

According to Shauffeli (2013), the Job Demand-Resources 

Model (Model JD-R) have been used as a framework by many 

research. The JD-R model, which was built by Demerouti et al. 

(2001), believes that job involvement is taken from an internal 

motivational source, which includes 'job resources' and 'job 

demands'. 'Job resources' refers to the functional aspects that 

promotes goal achievement, lowers job demands or 

encourages job control, social support among co-workers, 

feedback on performance and other personal development. 

Schaufeli (2013) defined 'job demands' as a self-respect and 

the power to control and influence one's good behavior, such 

as self-confidence, self-efficacy and emotional stability. 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

Fig. 3 JD-R Model, Demerouti et al. (2001) 

According to the JD-R Model paradigm shown in Figure 3, 

'job resources' has the ability to encourage workers and boost 

their resilience as well as keeping them focused at work. 

These encouragements are the resources that can increase the 

absorption, effort (energy) and dedication (efficiency) 

(Schaufeli 2013). 

The JD-R model also describes that employee involvement 

will ultimately have positive implications for the 

organization, such as improving job performance. According 

to Shaufeli (2013), the JD-R model indicates that job 

involvement appears to be the result of 'job resources' and 'job 

demands' relationship, as well as the mediator of the 

relationship between organizational accomplishments and 

'job demands' and 'job resources'. 

The JD-R model also considers that low motivational 

resources can cause depression and burnout. For that reason, 

it is important for organizations to provide employees with the 

necessary resources in order to prevent burnout. The JD-R 

model also suggests that high workloads and demands can 

also cause burnout. 

The JD-R model also demonstrates that workload burden 

may improve job involvement. But, according to Shaufeli 

(2013), this applies only to people with job demands that are 

potentially able to develop skills, grow career, learning as 

well as goal accomplishment. 

The Role of Religious Element In Human Resource 

Management In Malaysia 

Culture refers to how humans live their lives in a country 

and becomes a pattern product for the country which is shaped 

by the language, formal education, geography and religion 

(Derr & Laurent, 1989). (Ali, Camp, & Gibbs, 2000) 

discovered that religious teachings have a basis in 

organizational human resource management issues. 

A study by (Hofstede, 1993) states that it is necessary to 

understand the local culture and history to gain understanding 

regarding the processes, principles and issues of the model of 

national human resource management. According to the 

institutional theory, social institutions can influence the 

economic activity of a nation (Rowley & Jackson, 2010). This 

theory acknowledges the role of culture and religion as being 

relevant to be considered in institutional or organizational 

management. There are some researchers who stress that the 

cultural and institutional aspects of a place are key elements 

as they have influence over the practices in the management 

of human resources (Cooke & Saini, 2010; Hashim, 2008, 

2009; Hofstede, 1993; Lee Cooke, 2008; Rowley & Benson, 

2003). According to a study conducted by (Yousef, 2000), 

there is a positive relationship between Islamic work ethics 

and employee behaviors, such as organizational satisfaction, 

loyalty and commitment. 

According to (Baker, 2008), meditation performed in 

prayers can function as an action mechanism. The findings of 

a study conducted by (Fredrickson, Cohn, Coffey, Pek, & 

Finkel, 2008) showed that meditation that was practiced on a 

daily basis could generate good emotions and subsequently 

produced in positive results such as self-acceptance and 

mastery. The good and positive emotions that are experienced 

can become important contributing factors to improve 

employee involvement in the workplace. 
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Fig. 4 Proposed theoretical model of employee engagement in the context of employees in Malaysia  

(Source: Author’s Note) 

In order to gain a complete understanding regarding the 

human resource management practices in Malaysia, it has to 

be approached from the multiracial point of view as 

Malaysian society is a blending of Islamic, Western and 

Confucian values (Mansor & Ali, 1998). As most Malaysians 

are Muslims, these values are mostly backed by Quranic- 

based Islamic prescriptions (Ghazali, 1994) and the Prophet 

Muhammad's teachings (Ali, 2010). Despite being a 

multiracial, symbolic and ritualistic society, Malaysians share 

common values such as parental respect, living in harmony, 

concern for dignity, religious orientation and collective 

orientation (Selvarajah & Meyer, 2008). Similar to China, 

Malaysian culture is generally featured by traditional values 

such as collectivism which emphasizes on hierarchy, 

harmony, loyalty, reciprocity, as well as the importance of 

honour and guanxi (Abdullah, 2001; Kaur & Metcalfe, 1999; 

Sloane-White, 2008) . 

According to (Branine & Pollard, 2010), the principles of 

religion are instilled in work values by different means 

throughout the world, and the local context holds a significant 

impact on the application of religious approaches in the 

management of human resources. In fact, people in different 

countries practice and interpret religious beliefs differently, 

thus, in some cases, the management practiced by the nation 

appears to contradict the actual religious teachings. Islamic 

teachings are practiced in Malaysia, along with other 

teachings such as the Confucian principle as well as the 

European powers' religious residuals. It is necessary for the 

multinational companies operating in Malaysia to be aware of 

the blending of Islamic teachings and cultural heritage since 

this obviously can influence the system practiced, especially 

in the human resource management. 

 

 

The Role of Religious Element In Human Resource 

Management In Malaysia 

In response to the need for adapting the involvement 

concept and practice with the human resource management 

condition in Malaysia, this research paper comes up with a 

new theoretical model or framework which is developed from 

the Demerouti et al.'s (2001) JD-R model. The author is under 

the opinion that the JD-R model is incomplete because as a 

moderator variable of one dimension; 'religiosity', and needs 

to be modified to meet the context of engineers in Malaysia. 

Therefore, new variables have been added to the JD-R 

model, and a new theoretical involvement model is formed. It 

also involved the role of spirituality as a variable 'moderator', 

and existing variables that contribute to the 'job resources' and 

'job demands' constructs.  

As can bee seen in Figure 4, the dimension of 'religiosity' is 

included as a 'moderator' variable in the JD-R model. The 

function of 'religious' dimension is as a catalyst for 'job 

resources' and 'job demands' constructs, and subsequently 

plays a role in the change of employee involvement level. 

This is in accordance with the adaptation of human resource 

management in Malaysia in which most of Malaysia's 

employees believe in religions, such as Muslims, Confucians, 

Buddhists, Hindus, Christians and others (Mansor and Ali 

1998). As mentioned by Rowley and Jackson (2010), one of 

the key elements in an organization or local institution or state 

structure, is the society's practices or religious beliefs. 

These religion 'moderator' variables need to be taken into 

account as these variables are considered as important since 

the findings of previous study show that religious aspect had  
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been underrated and ignored by human resource management 

and organizational practices in understanding human 

attitudes. (Zuckerman, 2007) stated that, even though at least 

85 percent of the world's population believe in religion, and 

82 percent of them say that religion has a major role in their 

lives (Crabtree, 2012), the potential connection between 

management practices, religious beliefs and revenue of the 

organizations have been obviously ignored in the research of 

mainstream management (Mellahi & Budhwar, 2010). 

The spiritual aspect of a workplace is known to affect 

employee involvement (Gruman & Saks, 2011; Devendhiran 

& Wesley, 2017), which is supported by a study conducted in 

Thailand which found that the spiritual aspect of a workplace 

and job engagement were significantly related to one another 

(Petchsawang & McLean, 2017). Based on a study conducted 

by (Bickerton, Miner, Dowson, & Griffin, 2014)  this 

hypothesis was further strengthened as it discovered that the 

levels of job engagement of 835 religious workers in Australia 

were increased as the result of spiritual aspect, while lowering 

the levels of fatigue. It was hoped that these effects would be 

good for the organization.  

Religion is seen as an essential factor that encourages job 

commitments of engineers (Farrukh, Wei Ying, & Abdallah 

Ahmed, 2016), improving their work ethics (Spiekermann- 

Hoff, Korunovska, & Langheinrich, 2018), and as a result, 

socially responsible and social responsibility with the 

concepts of engineering are produced. (Bielefeldt & Canney, 

2016). 

III. CONCLUSION 

It has been discovered from the study findings that, the 

focus of a research conducted plays a significant role in 

determining the different concepts of employee involvement. 

It is important to have the right concept in order to intervene 

accordingly and simultaneously improve employee 

involvement of an organization. 

As employee involvement of different organizations and 

countries may be influenced by different factors, each 

organization needs to be studied within its own surrounding 

for the best results. Employee involvement may be directly or 

indirectly influenced by several factors, which makes it 

important for studies on employee involvement to be focused 

on determining both the direct and indirect impacts. This will 

make sure that appropriate interventions can be implemented. 

In order to understand the behavioral and attitudinal aspect 

of the employees in an organization, studying the spiritual and 

local beliefs that they practice may help. Understanding the 

history and culture the way they do is important in order to 

have an idea on the human resource management model of the 

nation which includes its philosophy and process as well as 

the problem. Since Malaysia comprises different religions and 

races, the employee involvement study conducted has to take 

into account the local cultures in order to get an accurate view 

on the employee involvement concept that is being practiced 

in this country. 

In addition, it is necessary to understand how 

organizational involvement affects performance by 

conducting a longitudinal study, as well as to determine the 

results and effects of practicing employee involvement in the 

long run, which has not been covered in previous researches. 

Even though there have been overlapping concepts on 

employee involvement discovered in this research, it is 

possible for future research to focus on exploring 

involvement, overlapped with for example, corporate social 

responsibility, or other constructs or concepts of human 

resource management. 
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