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ABSTRACT 

This research explores employees' strategic alignment Impact on employee engagement and 

performance. Moreover, the study investigates the mediation role of employee engagement in 

this set of relationships. Accordingly, the main research question is, "what is the impact of 

Employee strategic alignment on employee engagement and performance".  

Previous studies have approached strategic alignment, shared goals, and their impact on 

employee performance and engagement. Nonetheless, there is not enough empirical research 

regarding employees' strategic alignment and their impact on employee performance and 

engagement in a governmental organisation. Furthermore, this research looks into the function 

of employee engagement as a mediator; investigating the mediation role helps in understanding 

the mechanism by which alignment might affect employee performance and whether this impact 

is direct or indirect. The employee's strategic alignment is addressed depending on Kaplan and 

Norton's (2001c) work regarding the strategic-focused organisation, whereby principle three, 

"Make strategy everyone's everyday job", is the centre of this research. Employee strategic 

alignment is investigated through three dimensions: creating strategic awareness, defining 

personal objectives and linking compensations to performance. In order to explain the 

hypothesised relationship in this research, three theories were followed, the Goal setting theory 

by Edwin Locke, the Job demand-resources (JD-R) model by Baker and Demerouti, and the 

engagement theory by Kahan. This investigation follows a positivism philosophy with a 

deduction approach; the research is quantitative that adopts a survey strategy. It is cross-

sectional in time and relies on random sampling techniques and a questionnaire as a data-

gathering tool. 

 



  

 الملخص

 

 

 تأثيرات الموائمة اإلستراتيجية للموظف على أداء الموظف ، الدور الوسيط لمشاركة الموظف

 

أدائهم. جاء هذا بتهتم هذه الدراسة في دراسة دور التوافق االستراتيجي للموظفين في تعزيز مشاركة الموظفين والنهوض 

ين على المشاركة واألداء، يتعلق بدراسة التأثير التجريبي للمواءمة االستراتيجية للموظفالفجوة في المعرفة فيما  لملء البحث

ذه المسألة تجريبيًا بين المتغيرات مفترضة ومدعومة بالنظريات، مع ذلك ، لم يتم التحقيق في ه أن العالقة على الرغم من

من قبل كابالن  ة ذات التركيز االستراتيجي المعدهذه األطروحة نموذج المنظم من قبل، عالوة على ذلك ، فقد استخدمت

ه من قبل. وفقًا يوخصيصا الجزء المتعلق بجعل اإلستراتيجية وظيفة الجميع، هذا النموذج لم يتم دراسته بطريقة تجريب 

ومكونات  ذج كابالنللموظفين وفقًا لنمو لذلك، جاءت هذه األطروحة لسد الفجوة والتحقيق في عناصر التوافق االستراتيجي

اًء على الفريق بن جعل االستراتيجية وظيفة الجميع وهي: خلق وعي استراتيجي، وتحديد األهداف الشخصية وأهداف

 ث على أساس فلسفةاستراتيجية المنظمة وربط الحوافز والتعويضات بتحقيق أهداف المنظمة. وبناًء عليه ، تم تصميم البح

جمع البيانات. لمي الذي يعتمد استراتيجية المسح ويستخدم االستبيان كأداة الوضعية ، مع منهج استنتاجي. البحث الك

ير االستبيان مقياس ليكرت من خمس نقاط، ويتراوح من ال أوافق بشدة إلى موافق بشدة ، تم تطو االستبيان عبارة عن

 . لمتحدة / دبيارات العربية على الموظفين في المؤسسات الحكومية في اإلما اعتمادًا على االبحاث السابقه ثم توزيعه

وظف. باإلضافة إلى أشارت النتائج إلى أن الموائمة االستراتيجية للموظفين يساهم في تعزيز مشاركة الموظفين وأداء الم

ى ذلك ، كان لتكوين مشاركة الموظف تتوسط جزئيًا في العالقة بين المتغيرات المستقلة والتابعة . عالوة عل ذلك، وجد أن

ة تأثير إيجابي على مشاركة الموظفين وأداء الموظفين، بينما كان لتحديد األهداف الشخصي راتيجي تأثير ضئيلوعي است

تأثير كبير إيجابي  وكان لربط الحوافز والتعويضات بتحقيق األهداف التنظيمية كبير على مشاركة الموظف وأداء الموظفين،

فاعل الموظف مهما على أداء الموظف. إضافة لذلك، أظهر ت العاملعلى مشاركة الموظف، على النقيض لم يكن دور هذا 

ظهر مشاركة الموظف تأثير إلى ذلك ، ت   تأثيًرا كبيًر ا على األداء (أداء المهام والسياق واألداء بنتائج عكسية). باإلضافة

ل نتائج البحث السابق خال نتائج منوساطة جزئي إيجابيًا بين الوعي االستراتيجي للموظفين وأداء الموظفين . تم دعم هذه ال

  Kahn ونظرية تحديد الهدف ونظرية مشاركة الموظفين من JD-R باإلضافة إلى مباني نموذج
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CHAPTER ONE: INTRODUCTION 

 

This chapter defines the research context and background of the thesis and explains the research 

problem statement, research questions, aims and objectives. Additionally, it highlights the 

research methodology and the research's theoretical and practical contribution. 

1.1 Research Context and Background  

Individual work performance is the gear that steers the world economies since individual 

performance is linked to organisational performance and success. Without employee 

performance, there is no team performance, unit performance, organisational performance and, 

ultimately, no economic sector performance (Campbell & Wiernik, 2015). 

Employees are an essential element in any organisation; their performance affects the future and 

is considered the primary source of organisational success. Accordingly, greater attention should 

be paid to their alignment with their organisation's strategic goals and objectives, and this is 

what makes employees' strategic alignment a top priority for any organisation (Ouakouak & 

Ouedraogo, 2013). 

Every organisation has a strategy that describes the "activities" through which an organisation 

decides to surpass. If the strategy is truly the "selection and execution of hundreds of activities," 

then strategy formulation and execution cannot be restricted to a few people in the top 

management (Porter, 1996). This point of view stresses the importance of employee strategic 

alignment. Everyone should comprehend and implement strategies; the organisation may unite 

all of its activities around the strategy, and a performance measurement system aligned to 
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strategic indicators should be created. Kaplan and Norton suggest that an organisation's strategy 

should be converted into terms that can be understood by the employees and be a guideline for 

their behaviour. 

Employee alignment is critical for achieving organisational objectives and attaining success; it 

depends highly on employees' understanding of the organisation's strategy and their role in 

achieving strategic goals. This concept of employee strategic alignment was stressed by Boswell 

& Boudreau (2001); they stated that converting the organisation's goals into tangible outcomes 

requires employees to fully comprehend the organisation's strategy and create a line of sight 

(Boswell, 2006). Additionally, Gagnon & Michael (2013) found that employees with a more 

profound knowledge of their organisation's strategy have increased commitment, job 

satisfaction, and fewer turnover intentions. 

 Successful organisations shape a performance management system that emphasises strategy in 

its management processes. Stemming from this need, "make strategy everyone’s job" is a 

concept introduced by Kaplan & Norton (2001c) as a part of the strategy focus organisation five 

principles model. This concept focuses on three main dimensions: Creating strategic awareness 

among the employees, defining personals and team objectives and linking rewards and 

compensations to performance indicators. 

Motivated by global competition to promote service delivery, the United Arab Emirates (UAE) 

government recently launched the transmutation of the governmental sector to serve the country 

as a core for business excellence in the Middle East. The public sector demands continuous 

employee performance development to achieve high-quality services. Additionally, the sector 
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must overwhelm the hurdles that the current practices face and evaluate the public sector's 

performance measurement system (Suliman & Alkathairi, 2013). 

These concepts were emphasised through laws; in Dubai, for instance, Law No. (8) of 2018 

concerning "management of the government of Dubai human resources", issued by Shaikh 

Mohammed bin Rashid Al-Maktoum, chapter seven covers performance and bonuses. Article 

(55) stated that: "with a view to promoting individual achievement and teamwork spirit and 

providing a basis for rewarding achievements and accomplishing desired results, a department 

must implement the performance management system approved by the chairman of the 

executive councils to measure its employees' performance based on the department strategic 

objectives and to measure the performance of its organisation units" (Dubai Government Human 

resource department, 2018, p. 27). At the same time, Article (56) stressed that cash and non-

cash incentives must be rewarded to employees based on their achievements. Following Articles 

(58) and (60) linked promotions and salary raises to the employee's performance evaluation 

(DGHRD, 2018).  

The strategic alignment concept originated from the basic scheme that the organisation strategy 

is the output of homogeneity between different dimensions, for example, organisational 

structure, culture, surrounding environment, existing technology, and employee behaviour 

(Kim, et al., 2020).  

Since the 1980s, research has concentrated on the need to enhance the efficiencies of 

governmental organisations through improved performance measurement and management; 

despite many efforts to incorporate performance measurements in the governmental sector, 
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effective performance measurement management in organisations is not yet fully implemented 

and does not always lead to satisfactory endeavours (Garengo & Sardi, 2020). 

Aligning employees with the organisation's strategy is a significant issue as well. Employees 

can be inspired by connecting their performance indicators with the organisation's, which might 

lead to employee motivation (Kalgin, et al., 2018).  

Any organisations strive to achieve its goals and objectives, and attaining its goals will not be 

accessible unless the employee is fully conscious of their organisation's strategic goals. 

Employees should be able to reply to the following questions "what is expected from them, what 

quality is expected to be delivered, and their involvement in the organisation process" (Gorgi, 

et al., 2019). 

Strategic misalignment has been known to be a source of problems in any organisation; it has 

also been labelled under several titles, such as goal incongruence and non-alignment (Gagnon, 

et al., 2008). Unaligned employees can have different objectives than the organisation does; the 

employees, accordingly, might prioritise achieving their own goals at the expense of their 

organisation's goals. Additionally, non-alignment leads to employees' psychological unrest, 

moodiness and negative attitude and might affect daily performance negatively (Ouakouak & 

Ouedraogo, 2013).  

Despite the previous fact regarding misalignment, researchers suggest that creating employees' 

line of sight is not enough to guarantee organisational success. Employees might act in a 

counterproductive manner even if they understand the organisation's strategy (Ouakouak & 

Ouedraogo, 2013). Consequently, a question is raised: does create alignment enhance employee 
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performance, or does this relation need other variables that should exist to complete the 

equation? 

Recently, academic attention has been directed toward employee engagement and its impact on 

organisational outcomes (Frino, et al., 2019). Accordingly, any factors linked to enhancing the 

employees and their engagements grasp attention. Employee engagement is a crucial issue for 

the governmental sector leaders in the UAE as it enhances performance, escalates job 

satisfaction, and leads toward achieving goals (Al Mehrzi & Singh, 2016). Employee 

engagement is the employee's emotional relationship with a positive reaction that goes along 

with the organisation's objectives and goals. Kahn first proposed it in 1990, and since then, many 

definitions have tried to capture this construct (Sugianingrat, et al., 2019), starting from Kahn, 

(1990, p. 694) definitions as: "the harnessing of organisation members' selves to their work 

roles; in engagement, people employ and express themselves physically, cognitively, and 

emotionally during role performances”.  

The importance of the employee engagement construct could be due to its various consequences, 

and it involves many aspects. For example, it affects job satisfaction, organisation commitment, 

task performance, burnout and stress (Saks, 2019). Additionally, much previous research has 

proven the significant impact of employee engagement on performance (e.g., (Ismail, et al., 

2019) and (Eldor & Harpaz, 2016). Furthermore, many researchers have found an impact of 

employee engagement on other variables such as creativity (e.g., (Ismail, et al., 2019) and (Eldor 

& Harpaz, 2016).  

Current research specifies that organisations can improve employee engagement by refining the 

level of strategic alignment and thus preparing for employees' cooperation and contribution to 

the organisational processes (Gorgi, et al., 2019). 
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Employee engagement in the UAE was described as low. Gallup, global analytics that guides 

firms and helps leaders and organisations resolve their most persistent problems, issued the 

"state of world" report issued in 2017.  The report revealed that 16% of UAE employees are 

engaged in their jobs, 69% are not engaged, and 16 % are actively disengaged. As a remedy, 

Gallup recommended that managers keep the employees focused on the outcomes, present a 

performance management system and link the employee's roles to the organisation's broader 

goals (Clifton, 2017). 

1.2 Purpose and Objectives of the Research 

This research intends to study the impact of strategic alignment on employee engagement and 

performance. The employee's strategic alignment is going to be investigated from a strategy-

focused organisation perspective. This research goal was decided based on the previous 

discussion on the importance of alignment and employee engagement and their impact on 

performance in general and particularly in the UAE context, due to the scarcity of empirical 

research investigating the impact of strategic alignment and its impact on employee engagement 

and organisation performance globally and in the UAE context in particular. Moreover, because 

of these issues' significance, the research aims to bridge this gap and present comprehensive 

empirical research to investigate the impact. The research objectives are:  

 To investigate the level of employee strategic alignment in the governmental and semi-

governmental organisations in the UAE. 

 To investigate the level of employees' engagement in governmental and semi-

governmental organisations in the UAE. 
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 To investigate the level of employees' performance (task, contextual and 

counterproductive performances) in the governmental and semi-governmental 

organisations in the UAE. 

 To investigate the impact of employees' strategic alignment on employee engagement.  

 To investigate the impact of employees' strategic alignment on the employee's 

performance.  

 To investigate the mediation impact of employee engagement on the relationship 

between employees' strategic alignment and employees' performance. 

1.3 Problem statement  
 

As stated in previous sections, employees' strategic alignment is of great importance to achieve 

organisational success. 

Employee performance is one of the most important aspects of any organization. Evaluating 

employee performance is an indication of how much the employees participate in the 

organization's success. However, organizations are consciously managed systems where both 

individuals and groups interact with each other and with the organizational culture in order to 

shape individual performance (Kozlowski and Klein, 2000). Delaney and Huselid (1996) 

suggested that in order for organisational performance to be enhanced through increased 

employee performance, organizations should reinforce their employee’s motivation.  

Several researchers question the employees' performance and the importance of employees' 

strategic alignment playing an essential role in performance. For example (Ferreira, 2022) 

addresses how strategic alignment can be important for organisational performance and 

investigates the strategic alignment tools and the financial and none financial incentives. 
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Porter (1996, p. 73) suggested that strategic alignment is “not only to create a competitive 

advantage but also to the sustainability of that advantage”.  Accordingly, organizations can 

sustain their competitive advantage since alignment creates coordination across organizations 

(Kaplan and Norton, 2005), and this is an essential cause of success, especially when it is 

associated with top management support  (Yuliansyah & Jermias, 2018). 

Research in strategic communications focuses on how to engage several stakeholders and align 

them with the organization's vision, mission and strategic goals (Volk & Zerfass, 2018). 

Aligning stakeholders (both external and internal stakeholders) can be done and evaluated 

through several techniques researchers defined five drivers of alignment: media and messaging; 

cascading; dialogue; recognition and reward; and capability development (Volk & Zerfass, 

2018) 

The internal alignment that is aimed to accomplish a common goal was described by researchers 

to involve several organisational components such as culture, processes, people, leadership, and 

systems. People alignment refers to describing the employees' alignment and aims to increase 

employees' performance through alignment of internal workflows and collaboration among 

employees  (Volk & Zerfass, 2018). Moreover, Organizational scholars have regularly found 

that effective reward and performance  systems can enhance organizational performance 

(Schneider, et al., 2003) 

Nevertheless, several researchers questioned whether introducing employees to organisational 

strategy and relating their aspirations to the organisation's strategic goals is sufficient to motivate 

them to strive toward organisational progress (Ouakouak & Ouedraogo, 2013).  
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For example, Employee Engagement is gaining the attention of researchers due to its positive 

impact on performance as an organizational outcome. Additionally, Employee engagement has 

recently emerged as a subject of conversation in the human resource development literature, and 

the discussion is escalating regarding this topic. 

What supports the utilization of employee engagement as a mediator in this research is that 

despite employee engagement being fairly new to academics, employee engagement's 

popularity in the practitioner literature began in the early 1990s. Authors, consulting groups and 

entire companies devoted their effort to developing and implementing employee engagement 

construct in the work environment since they stake their claims on the importance of this 

construct in the human resource aspect (Shuck, 2011). 

Furthermore, some authors go so far as to consider employee engagement as the basis of talent 

management and organizations' success. Therefore, much has been written regarding 

engagement in the practitioner literature which resulted in developing engagement that has 

developed impressively in the practitioner field (Shuck, 2011). 

 Several studies have approached the relationship between employee engagement and employee 

performance, such as Alagaraja and Shuck (2015), Uddin, Mahmood and Fan (2019), and 

Anitha (2014), who found an impact of employee engagement in individual performance, Carter 

et al., (2018) also stress the findings by their longitudinal study that confirms the impact of 

employee’s engagement on job performance.  

Moreover, employee engagement was used as a mediation variable to justify relationships 

between several factors. For example, Chaudhry et al. (2017) examined employee engagement 

role as mediating variable between working environment and training and development and 



10 
 

organisation performance. Arifin, Nirwanto and Manan (2019) also employed engagement as a 

mediation factor when they studied the relationship between work satisfaction and job 

performance.  

In order to address the previous question, two methods are used. First, rather than examining 

employees' line of sight alone, this research approaches employees' strategic alignment by 

addressing three dimensions mentioned by Kaplan and Norton in their strategy focus 

organisation framework. Kaplan & Norton's (2001c) framework consists of five principles to 

make an organisation's strategic focus one. Principal three focused on employee strategic 

alignment that consists of three main dimensions: creating strategic awareness among the 

employees, defining personals and team objectives, and linking rewards and compensations to 

performance indicators. 

Second, this research introduces a mediator variable that is known to affect employee 

performance and be affected by alignment. In recent research, employee engagement has 

become a popular construct for its expected benefits of enhancing employees' performance 

(Shuck, 2011) and work behaviours. An emerging research body is starting to gather around the 

employee engagement conceptualisation and connect them to high levels of work performance.  

Moreover, employee performance is a multidimensional concept that includes in-role and extra-

role performance, and both concepts are required and related to organisations and even nations' 

success. Hence, investigating employee engagement creates an inclusive understanding of the 

impact of alignment on employee behaviour and emotions and how it affects employee 

performance (Alagaraja & Shuck, 2015). 
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Choosing this topic to be studied within the UAE was done due to the need to focus on employee 

performance and ways to enhance this variable. According to research done by Gallup, UAE 

has been able to enhance its GPD in recent years to reach $640 billion at the end of 2021. 

However, as a governmental organization, in general, does not have financial gain as its main 

goal, enhancing employees’ performance to be able to excel in performing their main job duties 

is of great importance as well.  

Many studies have approached work performance, job performance and employee performance 

in the UAE throughout the years, such as (Suliman & Al Harethi, 2013), who investigated 

perceived work climates and their impact on employees performance, and (Fadillah & smail, 

2018) who found that both performance appraisal system and motivations have a significant 

positive impact on employees performance in the UAE, (Ibrahim, et al., 2004) also studied 

employees performance in governmental organizations in the UAE by investigating the Job 

satisfaction impact on performance, (Kaleem, 2019) who investigated the impact of talent 

management on performance in the UAE public sector.  

However, no research (to best the knowledge of the researcher) investigated strategic 

alignment's impact on employee performance. 

Furthermore, employee engagement of UAE employees was investigated previously by 

researchers such as Ibrahim & Al Falasi (2014) and Nuaimi (2020) have investigated low 

employee engagement in the UAE and described causes and solutions, they found that job 

satisfaction and turnover are linked to employee engagement and the causes of poor employee 

engagement on the UAE are low salaries, lack of career opportunities, low work-life balance 

and lack of challenging tasks among other reasons described in their study. 
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This study will focus on Dubai's governmental and semi-governmental organizations, although 

this might seem like a limitation of the study since studying governmental and semi-

governmental organizations in the UAE will provide more generalizable results. However, due 

to time, cost and access limitations, it was found to focus better on Dubai organizations.  

In conclusion, this research aims to introduce a linking variable to examine the direct and 

indirect relationship between employees' strategic alignment and performance and the impact 

of employee engagement in governmental and semi-governmental organizations in the UAE.  

 

1.4 Research Questions 
 

The main research questions, along with sub-questions, are: 

 

RQ1: What is the impact of employee strategic alignment on employee engagement?  

RQ1.1: What is the impact of creating employees' strategic awareness on employee 

engagement? 

RQ1.2: What is the impact of defining personal objectives based on the strategic goals 

of employee engagement? 

RQ1.3: What is the impact of linking incentives and compensation to achieving 

organisation goals on employee engagement? 

RQ2: What is the impact of an employee's strategic alignment on an employee's 

performance?  

RQ2.1: What is the impact of creating employees' strategic awareness on employee 

performance? 
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RQ2.2: What is the impact of defining personal objectives based on strategic goals on 

employee performance? 

RQ2.3: What is the impact of linking incentives and compensation to performance on 

employee performance? 

RQ3:  What is the role of employee engagement in the link between employees' strategic 

alignment and performance?  

RQ3.1: What is the impact of employee engagement on employee performance? 

1.5 Research Strategy  

For achieving the research purposes, six specific steps in research methodology are going to be 

followed; these steps are known as the research onion model, which was proposed by (Saunders, 

et al., 2015). This model demonstrates the main layers that help in formulating an effective 

methodology. The first action is the choice of research philosophy that can be categorised into 

three types: positivism, realism, and interpretivism. The Positivism philosophy embraces that 

the world exists objectively and reflects a predictable and controllable future (Wang, 2019) and 

(Melnikovas, 2018). While interpretivism support that there is no objective world, as individuals 

build the world, and the truth emerges from the communication between "human and human" 

or "human and society" (Wang, 2019), hence, the future is unpredictable nor controllable 

(Melnikovas, 2018). Finally, realism is the integration and wholeness between positivism and 

interpretivism (Wang, 2019). 

The second step is the research approach which includes deduction, induction and abduction. 

Inductive reasoning is a sort of reasoning that includes finding patterns in data to reach a 
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conclusion and set theories. On the other hand, the deductive approach begins with examining 

a theory and building a hypothesis, afterwards collecting data and analysing them (Hair Jr, et 

al., 2019).   

Consequently, the third layer is methodological research selection, often a quantitative or 

qualitative approach or a combination of both. On the one hand, qualitative research focuses on 

building the hypothesis (Hair Jr, et al., 2019) and implies a number of descriptive data 

(Melnikovas, 2018), while quantitative research tests the hypothesis (Hair Jr, et al., 2019) and 

involves numbers and mathematical operation (Melnikovas, 2018). 

The research strategy proceeds to the fourth layer, where the ways to collect and interpret data 

are discussed; experiments, surveys, and case studies are among the examples.  

The time horizon is the fifth layer, cross-sectional versus longitudinal study. Cross-sectional 

relate to short-term studies that involve collecting data at one point in time, while longitudinal 

studies are long-term studies. This type of research collects data over a long period (Melnikovas, 

2018). 

In this research, a positivist research philosophy is adopted. A deductive approach is suitable 

since this research develops hypotheses and collects data to test them. The study is quantitative 

and is carried out using a survey strategy. The time horizon is short-term cross-sectional research 

that will collect data using a questionnaire at one point in time. Since this is the most appropriate 

methodology to carry out this research and achieve its objectives, this approach is followed. 

Researchers choose the research methodological approach (i.e., quantitative or/and qualitative 

research methods) depending on their study aims, nature of the topic and research questions to 

formulate a comprehensive understanding of a subject (Basias & Pollalis, 2018). 
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The questionnaire was designed and adopted from previous studies; several adjustments might 

be introduced to fit the context and nature of the current research. It is planned to create an 

electronic version of the research to facilitate the questionnaire distribution and data collection.  

The population of the study are employees in governmental and semi-governmental 

organisations in the UAE. The study targets employees in the top, middle and lower levels.   

1.6 Research Contributions  

In order to determine the research contribution, previous research on the relationship between 

these research variables should be investigated to determine the research gap. For instance, 

Alagaraja & Shuck (2015) explore the current viewpoints on organizational alignment and 

employee engagement and their impact on individual performance in the literature. The research 

was completed by developing a conceptual framework focusing on the dynamic nature of the 

alignment-engagement relations; nonetheless, they did not test the conceptual model. 

Smith & Bititci (2017) investigated the phenomena of the interchange between performance 

measurement, employee engagement and organizational performance. They conducted 

explorative action research in a bank in the UK. Results lead to creating a conceptual model that 

explains the relation between the variables and recommends incorporating both social and 

technical control when organizations design their performance measurements to maximize 

employee engagement and enhance performance. Despite that, Smith and Bettini’s study did 

not investigate individual performance.  

 Baird & Su (2018) studied the relationship between the intensity of control with 

multidimensional performance measures and organizational performance, where the 

multidimensional performance measures included the four dimensions in the balanced scorecard 
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(BSC). They targeted CFOs and finical controllers in manufacturing firms in Australia. Baird 

and Su did not investigate performance from individual perspectives; instead, they focused on 

organizational performance. 

Kalgin et al. (2018) address the question of performance management and job-goal alignment; 

they created a model that links performance management to turnover and examined the 

moderation role of job-goal alignment and the mediation role of job satisfaction. The research 

approached job alignment and its impact on job behaviour but did not explore its impact on 

employee engagement or performance. 

In more recent studies, Kim et al. (2020, p. 8) conducted another recent study where they argued 

about the motivational role of clarity and employee engagement in achieving strategic alignment 

and enhancing organizational performance. The research targeted employees in several Korean 

firms and measured strategic alignment using four factors "understanding of strategy, 

understanding of customers, employee satisfaction, understanding of work process". The 

researchers found that strategic alignment indirectly affects organizational performance through 

employee engagement and goal clarity. This study investigated strategic alignment in particular 

and did not investigate the impact on employee performance. While some of its argument comes 

across as rather broad and general, their dependent variable for organization performance avoids 

typical problems of standard method variance by measuring performance using adjusted return 

on equity (AROE). 

From the previous research demonstration, it is vital to conclude that studies have approached 

the topic of strategic alignment, shared goals and their impact on organization performance and 

employee engagement. Although, there is not enough empirical research regarding employees' 
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strategic alignment, its impact on employee performance, and the mediation role of employee 

engagement. Moreover, this research is intended to adopt the strategy focus organization (SFO) 

(principle 3) to define employees' strategic alignment; at the time of this writing, De-Geuser et 

al. (2009) and Simbolon (2018) were the only scholars to have used the SFO model at their 

researcher.  

1.6.1 Theoretical Contributions 
 

This study investigates the relationship between employees' strategic alignment on employee 

performance and the mediating role of employee engagement. By adopting a strategic focus 

organisation framework and focusing on employees' strategic alignment from three dimensions, 

this research aims to substantially contribute to the strategic alignment perspective. It is 

expected that the study is going to provide valuable information on the impact of three 

dimensions of alignment (i.e., creating strategic awareness, aligning goals and indicators and 

linking rewards and compensations to performance) on employees' performance. The empirical 

results of this research will allow and help in comparing the impact of the three employees' 

strategic alignment dimensions. Moreover, this study contributes significantly to the employee 

performance literature by adopting the Koopmans framework (i.e., Task, Contextual and 

Counterproductive performance) and comparing the impact of employee strategic alignment on 

each type.  

Lastly, by incorporating employee engagement as a mediating variable, this study is going to 

clarify the relationship between strategic alignment and performance and support the current 

literature with evidence about the relation, direct or indirect. 
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Moreover, this study is going be conducted in a new contextual venue for the governmental 

organisation in developing countries, providing further insight into aligning performance 

measurements across different countries.  

1.6.2 Practical Contributions 
 

The study's findings are anticipated to enhance the governmental and semi-governmental 

manager's awareness of the importance of aligning the employees to the organisation's strategy 

and present empirical evidence illustrating the alignment's impact on employee engagement and 

performance. Furthermore, by incorporating a strategy-focused organisation perspective, this 

research is expected to encourage governmental and semi-governmental managers to 

incorporate this tool in their strategic planning. 

1.7 Thesis structure  
 

The study incorporates six chapters: 

Chapter 1: This chapter includes the introduction, the research context and background, the 

aim, and the objectives. The problem statement and research contribution are discussed as well. 

Chapter 2: This chapter presents the literature review; it goes through the literature on the 

alignment of strategy-focused organisations and the meaning of employees' strategic alignment, 

in addition to discussing employee engagement and performance. It focuses on reviewing the 

theoretical background of these research variables and discussing the hypotheses development. 

Moreover, it demonstrates an overview of the previous studies' findings and empirical results 

regarding the relationships between the research variables. It is completed by presenting the 

research conceptual model and hypotheses. 
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Chapter 3: The chapter summarises the research methodology and development of the 

questionnaire items, in addition to describing the proposed statistical methods used to analyse 

the research data. 

Chapter 4: The chapter concern the statistical analysis of the research's primary data, which 

was collected using a questionnaire. 

Chapter 5: In this  chapter, the findings of the hypotheses testing section are to be discussed, 

along with the correlation and the descriptive statistics results 

Chapter 6: The chapter provides the conclusion of the research in addition to the practical and 

theoretical implications of the research findings. Moreover, the chapter discusses the limitations 

and suggestions for future research. 

1.8 Chapter Summary  

This chapter presented an introduction to the research (i.e., research agenda). It starts with the 

research context by briefing the research variables and introducing them within the context of 

the UAE and specifying the purpose of the research, followed by introducing the research 

problem. The research then identifies the objectives and continues by furnishing the research 

question. After that, a brief identification of the proposed research methodology was introduced, 

and the chapter ended by describing its contribution theoretically and practically.  

The following Chart, Figure (1), presents an illustration that summarizes this research plan from 

the beginning until the final chapter.  

 



20 
 

 

FIGURE 1  RESEARCH PLAN 
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CHAPTER TWO: LITERATURE REVIEW 
 

 This chapter outlines the literature review and the theoretical framework. It is organized as the 

following; first, a literature review of the research variables will be presented, then the 

theoretical framework, and finally, the hypothesis development section that will be developed 

based on the literature review and the theoretical background. The previous chapter presented 

the research agenda, starting with the research context, followed by the purpose of the research, 

the problem statement, the research questions, the research objectives, the research strategy and 

the research contribution. 

The research aims to explore the influence of Employee Strategic Alignment on the employee's 

performance and engagement; this research examines the mediation role of employee 

engagement between the independent and dependent variables. Accordingly, this chapter 

defines the research variables, investigates the theories that link the dependent with independent 

variables, and discusses the hypotheses development through previous research. 

2.1 Employee Performance  
 

Job performance is the most studied area in the human resource and organisation behaviour 

literature. Employee performance is an indicator of organisation efficiency and productivity; 

employee performance significantly contributes to long-term organisational success and 

profitability (Na-Nan, et al., 2018). Employee performance shows employees' financial or non-

financial outcomes directly linked to the organisation's performance and the organisation's 

success (Anitha, 2014). 
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Performance can be defined as an employee's action aligned with the organisation's goals and 

objectives. Performance can either be an observable behaviour (physical action or activity) or a 

cognitive process such as problem-solving (Ramdani, et al., 2019). According to Koopmans et al. 

(2013), an employee's behaviour and actions are significant in achieving the organisation's goals, 

and an employee's poor performance will have a harmful impact on the organisation's 

performance. 

The research into the employee performance concept required knowing what performance is not. 

According to Campbell & Wiernik (2015), first, employee performance must be distinguished 

from performance determinants such as employee traits, situational characteristics and state 

variables. The determinants of performance could be a performance antecedent. Second, 

employee performance should be separated from the outcome of performance, which is also 

called the results, including goal achievement.  

Employee performance can be measured either subjectively or objectively. The objectives that 

assess employee performance include the direct measures of countable employee outcome, while 

the subjective measures of employee performance involve a rating of employee performance 

either by the supervisors or the employees themselves (Podsakoff, et al., 1990). Nonetheless, 

according to Heneman, as cited in Podsakoff et al. (1990, p. 588), the two measures are different 

and cannot be used interchangeably.   

Various approaches have been used to assess employee performance; Atatsi et al. (2019) claim 

that employee performance can be classified into three groups, performance as total output, 

performance as in-role behaviour, and performance as a combination of in-role and extra-role 

performance. These various classifications lead to various definitions of employee performance. 
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Schmidt (1993) justifies this variation by referring to the expansion in job performance 

knowledge, where jobs can be viewed as interchangeable with dynamic nature. An example of a 

definition of employee performance is "scalable actions, behaviour and outcomes that employees 

engage in or bring about that is linked with and contribute to organisational goals" (Viswesvaran 

& Ones, 2000, p. 216).  

Koopmans et al. (2013) present the term individual work performance (IWP), which means 

"behaviours or actions that are relevant to the goals of the organisation" (pp. 331). The 

measurement of IWP has been challenging, with several varied behaviours and actions. 

Koopmans et al. (2013) suggested three dimensions for individual work performance: task 

performance, contextual performance, and counterproductive work behaviour. Contextual 

performance can be defined as actions that support the organisation's environment in which the 

organisation's technical core functions. The organisational environments can be divided into 

organisational, social, and psychological.  Counterproductive work behaviour relates to the 

actions that trouble the organisation's well-being (Koopmans, et al., 2013). 

2.1.1 Task Performance  
 

Task performance was defined by Borman and Motowidlo (1977, p. 99), as cited in Christian et 

al. (2014), as "the effectiveness with which job incumbents perform activities that contribute to 

the organisation's technical core". Most of the previous literature has defined task performance 

as an essential dimension of individual work performance. Task performance can be considered 

a competency that facilitates performing the primary job tasks. Within the literature, task 

performance construct was given different names, such as in-role performance, technical 

proficiency and job-specific tasks (Koopmans, et al., 2011).  
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Task employee performance is related to fulfilling the responsibilities and accomplishing the 

assigned tasks in the employee's job description. This performance is "the behaviour or 

performance recognised in the formal reward system and is a part of the requirements described 

in the job description" (Williams & Anderson, 1991, p. 606).  

Demerouti et al. (2005) also describe task performance as the officially required outcome that 

serves the organisation's ultimate goal. Task performance is related to "… the organisation's 

technical core, either by executing its technical processes or by maintaining and servicing its 

technical requirements" (Motowidlo, Borman, and Schmit, 1997) as cited in (Miao, 2011, p. 104).  

Task performance might include several indicators, for example, meeting sales objectives and 

comparing self-performance to peers (Demerouti, et al., 2005). Task performance can also be 

defined as an employee's actions that aid in producing goods or services; it consists of behaviours 

that may vary across jobs and usually is described in the job description. Since this performance 

is related to the core of the job, finding a general framework for task performance is an uneasy 

job. Accordingly, some researchers suggested using a context-specific framework. Nonetheless, 

among the first attempts to generalise task performance was Koopmans et al. (2011), including 

performance indicators, such as completing job tasks, keeping knowledge up-to-date, working 

accurately and neatly, planning and organising, and solving problems, among others (Ramos-

Villagrasa, et al., 2019). 

2.1.2 Contextual Performance  
 

Contextual Employee Performance includes organisation citizenship behaviour that can be 

identified by employee identification with their organisation, altruism toward colleagues, 

conscientiousness, social harmony, and guarding organisation resources (Chen et al., (2014) and 
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Christian, et al., (2014)).  This final classification holds an essential role in the organisation's 

performance (Atatsi, et al., 2019).  

Contextual performance can be explained as behaviours that lead to an organisation's goal 

achievement through its contribution to the organisation's environment, social and 

psychological. It contains tasks beyond the stated job duties and is related to initiative behaviour, 

cooperation with others and enthusiasm (Koopmans, et al., 2011).   

 MacKenzie et al. (1991) acknowledged the organisational citizenship behaviour as individual 

discretionary behaviour that is not recognised directly and openly by the formal reward system 

and eventually leads to enhancing the organisation's functioning. The focus on contextual 

performance comes from its importance in enhancing the employees’ evaluation, promotions, 

training, and compensation  (MacKenzie, et al., 1998).   

Demerouti et al. (2005) identified four dimensions of organisational citizenship behaviour: civic 

virtue, sportsmanship, altruism, and courteousness. Civic virtue involves active participation in 

the organisation's everyday activities (Organ & Paine, 1999). It represents the employee's 

responsibility to participate in the organisation's activities and their concern regarding the 

organisation (MacKenzie, et al., 1998).  

An example of civic virtue is attending company meetings, responding to communication in a 

timely manner, staying aligned with the organisation's affairs (Organ & Paine, 1999), keeping up 

with the change in the organisation and initiating recommendations to enhance the organisation 

procedures (MacKenzie, et al., 1998).   

Sportsmanship involves lasting frustration and inconvenience but without complaints and with 

positive attitudes (Demerouti, et al., 2005). It represents the willingness of an employee to tolerate 
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harsh circumstances without complaining (MacKenzie, et al., 1998). Helping behaviour is a 

combination of altruism, peacekeeping, and cheerleading that share characteristics of helping co-

workers (MacKenzie, et al., 1998). Altruism includes employee readiness to aid colleagues in 

providing everyday support and help with heavy workloads (Demerouti, et al., 2005). Altruism 

is volunteering to assist co-workers in achieving their targets and orienting new employees 

(MacKenzie, et al., 1998).   

Courteousness refers to efforts at making an enjoyable social environment and dodging 

negativism in interpersonal exchanges. Courteousness incorporates the ability to take the 

viewpoints of others and show empathetic behaviours (Demerouti, et al., 2005).  Courtesy also 

includes actions that prevent work-related problems, such as coordination with various 

departments in the organisation to avoid anticipated work issues (MacKenzie, et al., 1998).  

Contextual performance aids the organisation's social and emotional environment, and example 

of contextual performance is volunteering for various organisations' activities, helping 

colleagues, and collaborating. Accordingly, contextual performance can be common between 

several jobs, unlike task performance that is specific to each job (Ingusci, et al., 2019).  

Researchers have distinguished between task performance and contextual performance. With 

contextual performance, the effective function of the organisation is promoted; however, it is not 

necessarily that contextual performance might lead to a direct impact on work productivity. 

Further studies have supported the differences between task and contextual performance (Ramos-

Villagrasa, et al., 2019). Other researchers support that contextual performance leads to enhancing 

health and social work environment to uphold sustainability and increase organisational 

effectiveness (Ingusci, et al., 2019). 
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2.1.3 Counterproductive Work Behaviour 
 

The third dimension of employee performance, as defined by Koopmans, is counterproductive 

behaviour, voluntary behaviour that hurts the organisation's health. This performance involves 

off-task behaviour, continuous complaining, and incorrectly performing tasks intentionally 

(Koopmans, et al., 2011).  Counterproductive work behaviours are vicious behaviours for 

organisations and their employees. The extent of these counterproductive activities can range 

from slightly affecting to extremes (Baloch, et al., 2017). These harmful behaviours are 

connected to adverse outcomes at the personal and organisational levels. This counter 

behaviour might be related to people or organisations, such as unhealthy relationships with 

colleagues or voluntary absenteeism (Ramos-Villagrasa, et al., 2019). Nonetheless, other 

studies found that counterproductive behaviour is one-dimensional (for example, (Baloch, et 

al., 2017); (Navarro-Carrillo, et al., 2018) ). 

Previous researchers have investigated the factors that might affect counterproductive 

behaviour, for example, interpersonal conflicts, job satisfaction, mindfulness, 

conscientiousness, and honesty–humility (Baloch, et al., 2017). 

2.1.4 Employees performance in the UAE  
 

Public sector organizations (Governmental or semi-governmental) are under pressure to 

enhance their performance to meet citizens’ expectations and to match and overpass the level of 

efficiency that is presented by the private sector. Furthermore, in an oil-based economy such as 

UAE and in the light of oil prices declining, governmental and semi-governmental entities are 

facing budget cutting and are stressed to decrease spending without affecting their standards of 

services. Additionally, public sector organizations are under pressure to enhance their 

accountability, integrity, transparency and responsiveness (Balasubramanian, et al., 2019). 
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In light of this, it is seen that improving employee performance and researching the variables 

and conditions that will push the employees to do their best and even urging them to develop 

their performance is one of the most important priorities that governments should seek. Hence, 

the strategic alignment of employees was put forward as a factor affecting the performance of 

government employees and should be investigated. 

According to The Federal Authority for Government Human Resources (FAHR), the UAE 

pursues the enhancement of human resources in the UAE government sector through the 

employment of original concepts and the implementation of international human resource 

management standards that are used globally. FAHR also strive for governmental employee’s 

success and raising their level of productivity and continuing development and learning   

FAHR issued a guide for implementing a performance management system, which aims to 

establish a methodology for linking awards and incentives to the employee’s achievement and 

productivity, increasing employee’s performance through annual performance evaluation that 

will lead to full alignment with the UAE strategic goals, Establishing a comprehensive 

understanding of the strategic objectives of governmental and semi-governmental Federal 

government in the UAE, encourage communicating with all employees regarding it and detail 

it at levels individual for managers and employees and provide a systematic mechanism to 

measure the extent of individuals' contribution to achieving the strategic objectives of ministries 

and federal government agencies in the UAE. (FAHR, n.d.). 

Moreover, as was stated earlier in this thesis, the Law in Dubai support the concept of enhancing 

employee performance, especially in Law No. (8) of 2018 concerning "management of the 

government of Dubai human resources", where chapter seven of this law covers performance 
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and bonuses. While Article (55) stated that: "with a view to promoting individual achievement 

and teamwork spirit and providing a basis for rewarding achievements and accomplishing 

desired results, a department must implement the performance management system approved 

by the chairman of the executive councils to measure its employees' performance based on the 

department strategic objectives and to measure the performance of its organisation units" (Dubai 

Government Human resource department, 2018, p. 27). Additionally, Article (56) discussed 

monetary and non-monetary incentives and stated that those incentives should be rewarded to 

employees based on their achievements. Finally,  Articles (58) and (60) discussed how to link 

promotions and salary raises to the employee's performance evaluation (DGHRD, 2018).  

2.2 Employee’s Strategic Alignment  

2.2.1 Alignment  
 

Alignment was first introduced in 1961 by Likert as a "linking pin" that joins internal and 

external elements, for instance, people, products, and processes, to excel the organisation's 

performance (Alagaraja & Shuck, 2015). Alignment is both a process and a result; it is expected 

to result in strategy control, and as a process, it refers to accomplishing a group of activities to 

achieve strategic alignment (Prieto & de-Carvalho, 2018). 

An alignment refers to the alignment between the goals and objectives of the organization and 

the goals and objectives of its employees, teams, and departments; alignment can also refer to 

fit, integration, fusion, and linkages (Alagaraja & Shuck, 2015). It creates harmony in the 

organisation, both internally and externally, in the form of vision, mission, goals and purposes 

and can be considered as a dividing line between winners and losers and can play a significant 

role in survival and success (Fernandes & Rinaldo, (2018); Hung et al., (2009). It was defined 
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as a valuable and rare resource that has a remarkable outcome on organisation performance 

(Alagaraja et al., 2015). 

The literature provides many perspectives, types and classifications for organisation alignment; 

accordingly, alignment has different definitions depending on the type of alignment. The 

following paragraphs present examples of those various types in order to give the readers full 

information regarding alignment and how the research variable employee alignment fit within 

the literature. 

 The literature explores organisation alignment from three perspectives: process, relational and 

strategic alignment. Those three perspectives present other arrangements for conveying 

organisational priorities into goals and objectives (Alagaraja & Shuck, 2015).  

Process alignment is considered a continuous and dynamic process where all the functional 

departments have a mutual agreement, understand the organisational processes, and work 

smoothly toward continuous improvement (Alagaraja & Shuck, 2015). Organisational process 

alignment was defined by Weiser (2000), as cited in Hung et al. (2009, p. 325), as "the 

arrangement of various parts of an organisation so that they work together harmoniously to 

pursue common organisational goals, to enhance performance, and to sustain competitive 

advantage". 

Process alignment was found to have a significant positive impact on organisations' 

performance. Moreover, proper management process alignment can develop employees' trust 

by creating a mutual vision and mission between employees and their managers and 

organisations and can lead to a strong sense of belonging (Fernandes & Rinaldo, 2018). 

Relational alignment matches various internal and external elements; this perspective 

emphasises the organisation's ability to adapt and develop (Alagaraja & Shuck, 2015). It is 
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defined as "the informal organisational structures, norms and agreed processes, divisions of 

work, formal and informal teamwork, and working relationships" (Ghosh & Scott, 2009, p. 19). 

(Frino, et al., 2019) Described strategic alignment as the degree to which employees 

comprehend their organisation's strategy and realise the required action to transform the 

versioned strategic aims into a reality. It can also be defined as the fit between the priorities, the 

functional unit's activities, and the business unit (Ghosh & Scott, 2009).  

(Alagaraja & Shuck, 2015) also identified a few emerging alignment perspectives based on more 

dynamic views, such as "multiple sources of alignment", which include customer alignment, or 

cross-functional alignment, in addition to alignment models that consist of alignment between 

people, teams, training, rewards and services.  

Another relevant term in the literature is internal alignment, which refers to the fit between an 

organisation's business strategy and internal variables (Prieto & de-Carvalho, 2018). Goal 

alignment is another term defined as a mutual idea about the favoured results linked to higher-

order objectives and goals. It occurs when members of the same team or department agree with 

the organisation's goals and acknowledge their clarity and value (Mascareño, et al., 2020). 

Furthermore, the organisational alignment literature recognises different forms of alignment 

(Ghobadian, et al., 2007), including vertical and horizontal alignment. For instance, vertical 

alignment integrates the organisation's business strategy with specific functional departments 

such as manufacturing, marketing, and information system (Prieto & de-Carvalho, 2018). It also 

creates a high degree of internal coherence (Alagaraja & Shuck, 2015). The vertical alignment 

depends on conceptualising alignment on three levels: corporate, business, and functional. In 

addition to prioritising and organising activities across these three levels, vertical alignment 

relies on coordination with the decision-making level (Ghobadian, et al., 2007). 
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While horizontal alignment refers to the alignment between various departments, this alignment 

guarantees the cohesiveness of strategic decisions in different functional units (Prieto & de-

Carvalho, 2018). Horizontal alignment investigates the incorporation of social and cultural 

processes, which, in theory, affects the firm's performance (Alagaraja & Shuck, 2015). It 

involves coordinating activities across the organisation and is mainly related to the lower level; 

horizontal alignment includes both cross-functional and intra-functional. Moreover, the most 

successful alignment resulted from coordinating horizontal and vertical activities (Ghobadian, 

et al., 2007). 

Other types of alignment include structural, cultural, and environmental; (Venkatraman, et al., 

1993) presented this classification in 1993. Structural alignment highlights the orderly design 

of the structure to guarantee the accomplishment of strategic goals, while cultural alignment 

stresses the alignment of organised tactical actions with cultural norms. Finally, environmental 

alignment emphasises the strategic fit of the organisation's vision, goals, and tactics with the 

external environment (Alagaraja & Shuck, 2015). 

Further examples of alignments include directing improvement efforts across the organisation, 

agreeing on organisation policies and practices, integrating employees' roles and responsibilities 

with their departmental efforts, and aligning job specifications and criteria with employees' 

skills and knowledge (Alagaraja & Shuck, 2015). Table (1) provides a summary of the alignment 

types and definitions. 

The principle of alignment is that when there is agreement, collaboration, teamwork or harmony 

among an organization’s strategy, structure, processes, cultural norms, and employees, there 

will be a greater possibility that the organization will accomplish its goals and objectives in a 

successful matter. (Alagaraja & Shuck, (2015); Ayers, (2015); Boswell, (2006)). 
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From the listed definitions, one can see that there are two main categories of alignment, despite 

the several types, organizational alignment and employee (people) alignment.   

Organizational alignment concerns the alignment of organization processes, 

strategies, functional departments, organisation's vision, goals, and tactics with the 

external environment and cultural norms.  

While employee alignment cares about how employees comprehend their 

organisation's strategy and realise the required action to transform the versioned 

strategic aims into a reality, people alignment investigates the degree to which 

employees understand and support their organization’s strategy and mission, and in 

especially, the alignment of top management with their organization's strategy and 

values. The main aim is to enhance employee performance through the alignment of 

their internal processes and cooperation among employees. This perspective of 

alignment is often found in human resource literature, which highlights the 

importance of aligning top management attitudes along with organization values and 

norms, as their explicit role is important for achieving employee alignment. (Volk & 

Zerfass, 2018)
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TABLE 1: ALIGNMENT TYPES AND DEFINITIONS 

Type of alignment  Definition  Source  

Process alignment "The arrangement of various parts of an organisation so that they work 

together harmoniously to pursue common organisational goals, to enhance 

performance, and to sustain competitive advantage." 

Weiser (2000), as cited in (Hung, et 

al., 2009, p. 325)  

Relational alignment "The informal organisational structures, norms and agreed processes, 

divisions of work, formal and informal teamwork, and working relationships" 

(Ghosh & Scott, 2009, p. 19) 

Strategic alignment the degree to which employees comprehend their organisation's strategy and 

realise the required action to transform the versioned strategic aims into a 

reality 

(Frino, et al., 2019) 

Internal alignment the fit between the organisation's business strategy and internal variable (Prieto & de-Carvalho, 2018) 

Goals alignment the mutual idea about the favoured results linked to the higher-order 

objectives and goals 

(Mascareño, et al., 2020) 

Vertical alignment "The configuration of strategies, objectives, action plans, and decisions 

throughout the various levels of the organisation" 

(Ghobadian, et al., 2007) 

Horizontal alignment the alignment between various departments (Prieto & de-Carvalho, 2018) 

Structural alignment the orderly design of the structure guarantees the accomplishment of strategic 

goals 

(Alagaraja & Shuck, 2015) 

Cultural alignment  the alignment of organised tactical actions with cultural norms (Alagaraja & Shuck, 2015) 

Environmental 

alignment 

the strategic fit of the organisation's vision, goals, and tactics with the 

external environment 

(Alagaraja & Shuck, 2015) 
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Following the previous discussion, this thesis will adopt strategic alignment, defined as the 

degree to which employees comprehend their organisation's strategy and realise the required 

action to transform the versioned strategic aims into a reality (Frino, et al., 2019). This research's 

primary aim is to explore how employee strategic alignment will enhance employee engagement 

and organisational performance. (Kaplan & Norton, 2004) defined strategic alignment as 

communications and inducements that would help employees comprehend the strategy and 

support it. Strategic alignment includes awareness of the organisation's strategic priorities, 

perceiving the importance of those priorities, and understanding how daily work is linked 

directly contribute to the organisation's capacity to achieve the organisation's priorities (Biggs, 

et al., 2014 ). 

Communication of strategy among various employee levels enhances the employees' ability to 

comprehend the organisation's strategic goals. When employees are directly linked to their 

organisation's strategic goals and objectives, they will make decisions in their daily work based 

on what contributes to achieving these goals directly. Nevertheless, without clear direction, 

employees might start acting based on their needs (Herd, et al., 2018). 

Though strategy is often developed within the top-management levels, the messages that go 

down through the different management and employee levels must be distortion-free. The 

message should be clear and simplified for employees to reach them effectively (Boswell, 2006). 

2.2.2 The Importance of Employee’s Strategic Alignment  
 

Alignment has been one of the fundamental themes in strategic management research for the 

previous decades (Ghobadian, et al., 2007). The importance of alignment is represented in 

increasing the organisation's performance and ensuring that employees are steered toward 

achieving organisational goals by communicating the employees' strategic plans and promoting 
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the organisation's strategy (Ayers, 2015). Aligned employees' actions are focused on high-level 

goals, unlike unaligned employees who is actions and initiatives are in chaos. Essentially, 

aligned organisations encourage innovation and risk-taking behaviours since they are assured 

that those behaviours will fulfil their primary goals (Kaplan & Norton, 2004). 

For instance, Porter, (1996, p. 73) stated, "strategic fit among many activities is fundamental not 

only to competitive advantage but also to the sustainability of that advantage. It is harder for a 

rival to match an array of interlocked activities than to imitate a particular sales-force approach, 

match a process technology, or replicate a set of product features". 

Moreover, alignment helps employees determine how their daily activities support strategic 

goals. It is a dynamic capability that highlights organisations' internal and external resources 

(Alagaraja & Shuck, 2015). In addition to performance, alignment has been found to affect team 

innovation. The research found a team with a shared goal and objectives to be innovative and 

creative (Mascareño, et al., 2020). It was concluded that aligning can augment the organisation's 

mission and vision (Alagaraja & Shuck, 2015). 

According to (Kaplan & Norton, 2004), alignment is fulfilled and measured in two manners. 

First, create a strategic awareness of the organisation's vision, mission and goals and objectives 

and measure this by identifying a percentage of employees who can identify their vision, 

mission, and goals. This first step is called "strategic awareness". Second, set individual and 

team objectives to fulfil the organisation's strategic goals. This step is measured by the 

percentage of the staff whose objectives and rewards are linked to the organisation's goals, and 

this step is called "strategic alignment". In step one, strategic awareness occurs through 

communicating the higher goals to employees, disseminating brochures, and newsletters, held 
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meetings and training sessions can achieve this (Kaplan & Norton, 2004). Furthermore, step two 

is conceptualised by creating a sound performance system that links the employee's performance 

assessment to performance indicators built on the organisation's indicators. Then, by creating a 

reward system based upon the strategic performance indicators, these two actions can be created 

through human resource management practices that work toward strategic achievement; in other 

words, strategic human resource management practices.  

The two previous steps can be considered intrinsic and extrinsic motivation. Intrinsic 

motivations mean employees have to perform specific tasks without external encouragement to 

distinguish between the two types. Intrinsic motivation includes feelings of achievement and 

self-actualisation. At the same time, extrinsic motivation includes receiving tangible rewards 

(e.g., a reward with a market value) (Decoene & Bruggeman, 2006). 

2.2.3 The Principles of the SFO Model 
 

The strategy-focused organisation allows organisations to build a management system that 

manages strategy. Strategy means interacting so that everyone can learn the plan for success. 

Focused means navigation in the organisation to align strategy, and organisation means 

mobilising all employees to perform in various ways that will come together across the business. 

The Balanced Scorecard provides a framework to look at strategy from four perspectives; 

Financial, Customer, Internal Business Processes, and Learning and Growth. It gives managers 

the proper information to make crucial decisions that affect everyone in the company (Kaplan 

& Norton, 2001c). 

Kaplan & Norton (2001c, p. 149) present five principles for strategy-focused organisations 

(Figure 2), namely: "translate the Strategy to operational terms, align the organisation to the 
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strategy, make strategy everyone's everyday job, make strategy a continual process and mobilise 

leadership for change". Make strategy everyone's job contains strategic awareness, personnel 

BSC and a balanced paycheck. Managers know they cannot execute strategies alone, but they 

need support from everyone. This third principle needs the employees to understand the strategy 

and align their day-to-day activities to support the success of that strategy; this manner is called 

top-bottom communication. The BSC allows the personnel objectives to be aligned with the 

organisation's objectives. Instead of cascading objectives through a chain of command, it 

includes communicating the entire strategy to employees and setting objectives for the personnel 

(Kaplan & Norton, 2001c). 

 Simbolon (2018) researched the application of the strategic model as a "performance 

management system" in the governmental organisation in Indonesia. The research covers three 

main themes: first, reviewing the quality of BSC implementation in organisations by adopting 

the strategy-focused organisation (SFO) model; second, defining the degree to which 

organisational factors impact the BSC implementation; finally, examining how the BSC affect 

employee behaviour and organisational performance. By designing and then distributing a 

questionnaire to 1675 employees in public organisations in Indonesia, results revealed that first, 

the five principles of the SFO model related to each other. SFO's principles are strategy 

translation and alignment; the strategy is like everyone's job related to organisational 

commitment, while strategy is a continuous process, and leadership top management support 

has a positive significance. 
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FIGURE 2 SFO MODEL (SOURCE: (KAPLAN & NORTON, 2001C, P. 9) 

 

 

2.2.3.1 Principle One: Translate Strategy into Operational Term  
 

The strategy-focused organisation needs the strategy to be placed at the organisation's core. If 

the employees do not sufficiently comprehend the strategy, it will not be fully implemented and 

cannot be understood if it is not described  (Kaplan & Norton, 2001c).  Hence, it is vital to 

transfer strategy into operational form and create a framework that links intangible and tangible 

assets. In order to achieve this link, a strategy map was suggested as a tool to facilitate sighting 

this link. The strategy map clarifies the processes for converting intangible assets into tangible 

customers or stakeholders and financial outcomes, providing managers with an outline for 
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unfolding and managing strategy in a knowledge economy. A strategy map is referred to as a 

"logical and comprehensive architecture for describing strategy" (Kaplan & Norton, 2001a). In 

their BSC model, Kaplan & Norton (2006) created a strategy map that shows the high level of 

the organisation's objectives and how it is interconnected through the four BSC aspects. 

Nevertheless, once the managers create the high-level strategy map, they must align the entire 

organisation with the strategy through cascading strategy maps to several organisational units, 

such as departments and individuals (Kaplan & Norton, 2006). These generate a mutual and 

clear base point for all organisational, functional, and employees (Kaplan & Norton, 2001c).  

Figure (3) provides an example of the strategy map. 
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FIGURE 3 STRATEGY MAP (SOURCE: (KAPLAN & NORTON, 2001A, P. 92) 

 

2.2.3.2 Principle Two: Align the Organisation to the Strategy 

  

This principle concerns the corporate and business unit alignment. The strategy-focused 

organisation requires more than providing each business unit with a balanced scorecard to 

manage strategy. It necessitates aligning and linking the business units to create synergies 



42 
 

through the interaction between the various business units.  Accordingly, a corporate scorecard 

should help the individual business units to operate within a corporate structure rather than 

working as independent units. This principle can also be applied when several business units 

have a shared service unit. An example has shared human resource units to manage human 

resource activities within several business units (Kaplan & Norton, (2001b); Kaplan & Norton, 

(2001c)).  

The SFO construct was built upon acknowledged strategic management theories and 

frameworks. For instance, the alignment of the organisation strategy discussed in the SFO 

construct was built upon Alfred Chandler's strategic point of view; Chandler defined how 

competitive advantage could be realised by leveraging synergy among the business units. In 

addition to other researchers' work, such as Goold, Alexander, Campbell and Collis and 

Montgomery, the latter introduced the resource-based view of alignment that discuss the 

benefits of aligning the organisation's resources to achieve competitive advantage (Schulte, 

2005). 

2.2.3.3 Principle Three: Make Strategy Everyone’s Everyday Job 
  

Previously, aligning employees to the organisation's strategy was unnecessary; employees 

needed less knowledge about the organisation's strategy. Nonetheless, recently, with replacing 

the old-fashioned and obsolete type of work and transitioning into knowledge-based work, 

employees' understanding of their organisation strategy has been of great importance.  

According to Kaplan & Norton (2001c), several critical factors need great attention to 

alignment; for example, employee compensation does not guarantee commitment to 

organisational goals. Not all employees are equally significant to the organisation; in some 
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cases, organisations might neglect employees who are in direct contact with clients, and service 

receivers might be neglected from training and rewards. In a strategic focus organisation, 

employees are key players in implementing strategy. Therefore, these organisations utilise three 

distinct aspects to achieve employee alignment. The three aspects are "creating strategic 

awareness, defining personal and team objectives, and linking incentives and compensation to 

the Balanced Scorecard". These three aspects are the focus of this thesis and are going to be 

examined in further detail.  

Based on Schulte (2005), making a strategy for everyone's job is consistent with the work of 

Frederick Taylor and Carla O'Dell and C. J. Grayson on knowledge management strategies. 

Accordingly, SFO is expected to leverage the organisation's performance and achieves 

competitive advantage by aligning employees' efforts and knowledge with the organisation's 

strategic goals and objectives. This principle is also aligned with the management by objectives 

(MBO) principle by Peter Drucker (Rahman, et al., 2020).  

2.2.3.4 Principle Four: Make Strategy a Continual Process  
 

There is a discontinuity between how organisations manage strategy and operation; however, 

strategy-focused organisations use a "double-loop" process by creating a framework that 

integrates budget, operation, and strategy management  (Kaplan & Norton, 2001c).  

The fourth principle is aligned with emerging strategies principles developed by Henry 

Mintzberg, as described by Schulte (2005, p. 512), "in addition, SFOs identify and support 

emerging strategies by challenging assumptions about the theory of the organisation by adapting 

to new strategic directions that have emerged from the organisation".  
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2.2.3.5 Principle Five: Mobilise Change through Executive Leadership Implementing  
 

Formulating a new strategy can be easy; nevertheless, implementing the new strategy is 

challenging. Organisations that execute new strategies require a wide range of changes. (Kaplan 

& Norton, 2001c) describe this change by transformation to distinguish it from routinely 

continuous improvement. The leaders of SFO lead transformation on large scales; the challenge 

of the change is related to the scale of the transformation. 

2.2.4 Employee Strategic Alignment Dimensions (Make Strategy Everyone’s Everyday 

Job) 
 

As was briefed earlier, this principle is regarding aligning the employees to their organisational 

strategy, and it consists of three dimensions (i.e., creating strategic awareness, defining personal 

and team objectives and linking incentives and compensation to achieving strategic goals). In 

the beginning, a definition of alignment is presented to understand the position of employee 

alignment within the literature.  

In Kaplan & Norton (1996, p. 42), a ten-step framework was introduced to guide organisations 

in building a strategic management system using a balanced scorecard. The ten steps start with 

"(1) clarifying the vision. (2) Communicating with middle managers and developing business 

unit scorecards. (3) Eliminate nonstrategic investments and launch a corporate change 

programme. (4) Review the business unit scorecard. (5) Refine the vision. (6) Communicate the 

BSC and establish individual performance objectives. (7) Update the long-term plan. (8) 

Conduct monthly and quarterly reviews. (9) Conduct annual review. (10) Link everyone's 

performance".  
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As can be noticed from the previous steps, both steps 6 and 10 clearly emphasise the importance 

of aligning employees' performance and goals with the organisation's strategic goals for 

establishing a strategic management system. Kaplan & Norton (1996) also provide "the personal 

scorecard", as seen in Figure (4).  

 

FIGURE 4 THE PERSONAL SCORECARD. SOURCE: (KAPLAN & NORTON, 1996, P. 45) 

The balanced scorecard approach encourages the employees to work according to and leads to 

achieving the organisation's strategy by putting the mission and vision at the organisation's 

centre (Kaplan & Norton, 1992). The BSC performance management system accentuates a 

vision, mission and goals and provides freedom for the employees to choose any behaviour that 

might accomplish the organisation's goals (Kaplan & Norton, 1992).  



46 
 

Employee's line of sight is another term in the literature on employee strategic alignment. 

According to Boswell & Boudreau (2001), line of sight is defined as "an employee 

understanding the strategic objectives of an organisation and how to contribute to those 

objectives". Employees can make a connection between the organisation's direction and goals. 

Hence, they form a clearer understanding of what the organisation (management) expects from 

them and how their work can affect the overall organisation's performance. To convert strategic 

goals and objectives into tangible outcomes, employees must not only fully comprehend the 

organisation's strategy but also should correctly recognise the necessary action aligned with the 

understanding that strategy (Boswell, et al., 2006). 

Swarnalatha & Prasanna (2013) argued that creating a line of sight leads to higher emotional 

personnel commitment and results in employee engagement. An organisation needs a 

mechanism to help its employees see the link between their work and the organisation's 

performance; this can be done by creating a performance management system that presents the 

links transparently (Boswell, et al., 2006). 

2.2.4.1 Creating Strategic Awareness 
 

Aligning employees with the organisation's broader strategic goals is essential if organisations 

seek to manage their employees effectively and eventually achieve strategic success. A crucial 

element of reaching and keeping this: alignment depends on whether employees have a line of 

sight to the organisation's strategic objectives or not (Boswell, et al., 2006). 

Employees should learn and understand their organisation's strategy before contributing to its 

implementation. Kaplan & Norton (2001c) define three steps to assess employees' strategic 

awareness; (1) test to make sure that the employees get the message behind their organisation 
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strategy, (2) make sure that the employees believe the strategy is being followed and (3) figure 

out if employees are teaching other employees about the organisation strategy. Kaplan & Norton 

(2001c) presented an analogy to the importance of developing strategic awareness among 

employees by comparing it to introducing a new product in a store. For instance, an organisation 

is doing an advertisement for a new product to convince the customer of it. It is critical to adjust 

an advertisement to the company's strategy to ensure employee buy-in in its implementation and 

awareness of its importance. 

This research conceptualisation of strategic awareness follows the work of Biggs, et al., (2014 

), which was conducted based upon the Boswell, (2006) line of sight construct. The 

conceptualisation of strategic awareness emphasises the employee's perceived alignment 

between their job and strategic organisational priorities.  

This awareness highlights the cultural capital aspect. As mentioned in (Kaplan & Norton, 2004), 

cultural capital covers the aspect of alignment that occurs when all the employees within an 

organisation have a mutual purpose and vision and can see how their unique roles contribute to 

the organisation's overall success. Strategic awareness can enhance performance and emphasise 

employee engagement by creating an intrinsic motivation that emphasises the organisation's 

values and objectives (Kaplan & Norton, 2004). 

2.2.4.2 Defining Personals and Team Objectives 
 

The employee-department or employee-organisation alignments offer an open door for 

inspecting arrangements of individual jobs and obligations, implanted work structures, and 

current work practices to the broader objectives and goals of their organisation (Alagaraja & 

Shuck, 2015).  
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The previous viewpoints on alignment definitions stress the linkages inside the organisations 

and portray how various divisions and individuals pursue shared hierarchical objectives. Hence, 

it achieves the organisation's strategic goals, a performance management system with reliable 

indicators is required to measure the degree of goal achievement, and those performance 

indicators should cascade from a strategic level to departmental and individual levels. 

Performance measurement systems enable organisations to enhance the strategic plans' 

alignment and organisational learning to attain competitive advantage (Alagaraja & Shuck, 

2015). 

The purpose of defining an employee's (individual's or teams) objectives follows the principles 

of management by objectives (MBO), introduced by Peter Drucker in 1954.  

The United States government accountability office, as cited in Ayers (2015), suggested that 

enhancing governmental performance is done through performance indicators to develop an 

apparent link between employee performance and organisational outcomes.  

Creating employees' goals aligned with the organisation's objectives can be done by two 

methods, namely cascading and aligning key performance indicators, which are discussed next.  

What is Cascading? 

Cascading a balanced scorecard means the translation of the organisation scorecard down into 

business units, supporting units or departments and, after that, to teams or individuals. It helps 

organisations focus and create a mutual vision between what employees do and the desired goal. 

The performance indicators of an organisation cascaded from the higher level to the lower level 

in the same matter, and a higher organisation goal cascaded into objectives (BSCI, 2020).  
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BSC developers use a unique management process called cascading to align performance 

indicators with an organisation's strategy; the cascading practice highlights strategies at various 

organisational levels (e.g., top management, middle management and front line). A cascading 

method is a methodical approach to aligning the strategic organisational objectives to the 

operational, functional indicators (Decoene & Bruggeman, 2006). The same terminology can 

be applied to describe how the higher-level strategic objectives are translated to individual-level 

performance indicators that are balanced to cover the four aspects of the BSC but on an 

individual level.  

Cascading assists in aligning strategies by spreading the information from the top-level 

management to all the subordinate organisations. Additionally, another style follows a bottom-

up cascading approach. The top-bottom approach is mainly used in organisations with business 

units or departments with shared business characteristics. Organisations with several business 

units with different business models use the bottom-up approach. The top-bottom approach has 

several benefits: ease of use, improved communication, increased competitive advantage, 

enhanced learning, and internal information sharing (Prasetyo & Secokusumo, 2019). Figure (5) 

illustrates how performance indicators cascade.   
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FIGURE 5 ALIGNING PERFORMANCE INDICATORS THROUGH ORGANISATION LEVEL 

 

Strategic Performance Indicators Alignment  

Performance indicators are terms used to characterise the performance of a team or group of 

individuals who collaborate to achieve a shared goal; those measures provide clarity and 

ownership. Although, adding the term "key" to describe the performance indicators means that 

we measure performance on a critical success factor that their enhancement will lead to an 

organisation's excellence (Parmenter, 2015). Hence, performance indicators are critical for 

measuring the moving toward an intended result. It can be used to improve performance, focus 

management and employees' attention on what matters, and finally, it provides decisions maker 

with evidence (through the use of scorecards and dashboards) to take the right decisions. The 

selection of the proper performance indicators is not an easy task. While it usually relies on an 

indictor's bank to choose what is suitable for their case, an unsuitable performance indicator 

might lead to harmful results if selected. For example, inadequate employment of resources, 

organization 

Team and 
Indivduals 

Department 
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resistance to change by the employees who picked the performance indicator and finally, the 

employees might show a tendency to focus on the result instead of the indicator that is used as 

a means to get to a result (Peral, et al., 2017).  

Key Performance Indicators (KPIs) are deemed fundamental for an organisation's well-being. 

Nevertheless, some researchers, for instance, Parmenter (2015), claimed that KPIs could not 

include finical measurement.  

Strategic performance indicators mean monitoring progress toward accomplishing a stated goal. 

(Kalgin, et al., 2018) Suggests that a performance management system should enforce the 

employee's satisfaction and commitment toward their organisation by enhancing the employees' 

understanding of their organisation's mission and vision. Moreover, the higher the degree 

employees comprehend how their work contributes to their organisation's goal achievement, the 

higher they link how performance management affects their job satisfaction and organisational 

commitment.  

When employees are held accountable to perform a particular task, attain specific results and 

develop robust performance requirements that cascade from the organisation's strategic goals, 

the cascading performance indicators might improve organisational performance (Ayers, 2015). 

A performance management system is expected to communicate the predicted employee's 

contribution to their organisation's strategy. People should be involved with and committed to 

the organisation's strategy. When people are committed to their strategy, they are predisposed 

to be part of behaviours that support and assist the strategic plan's execution. Hence, employees 

will possess the needed strategic goals and objectives when they understand their role in the 
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strategy and what is expected. Accordingly, the performance indicators should make sense to 

the employees and be linked to the organisation's core (Prieto & de-Carvalho, 2018).  

Nevertheless, while employees can get motivated by understanding their organisation's mission 

and tailoring their work effort according to its mission, they fail to connect their job and 

organisation-level goals, resulting in frustration. Accordingly, a clear organisational goal is not 

enough to develop motivation, but clear organisational goals linked to individual levels are the 

key to successful performance (Kalgin, et al., 2018). 

Performance management in governmental organisations approaches issues of strategic linkage 

with operational performance. Nonetheless, looking into the literature, one can notice that 

performance management in the governmental sector concentrates on efficiency (i.e., 

operational) and have less emphasis on effectiveness (i.e., strategic)  (Kloot & Martin, 2000).  

(Wu, et al., 2010) stated that the early governmental performance system focused only on 

financial performance; for example, before 1980, the governmental performance assessment in 

the United States of America (USA) only focused on the financial and budgeting aspects to 

measure performance. Later, management by objectives replaced this system, and performance 

started to be evaluated by achieving pre-stated objectives until 1988 when the governments 

started focusing on customer-driven objectives. This scenario required the governmental 

agencies to start focusing on developing and implementing an accountable system to measure 

performance.  

The step of defining an employee's objectives can be seen as extrinsic motivation by setting 

performance indicators that are linked to a higher purpose moreover. By linking the performance 

indicators to rewards (as discussed in the next section), employees can see that their efforts to 
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achieve organisation objectives are rewarded in performance appraisal and rewards and 

intensives, leading to higher engagement and better performance (Kaplan & Norton, 2004). 

2.2.4.3 Linking Incentives and Compensation to Achieving Organisational Goals 
 

Compensation describes the employee's total earnings through financial rewards and benefits. 

Benefits can direct employees' efforts toward implementing strategy (Verma & Sharma, 2019). 

(Russo, et al., 2019) asserted that when the compensations are aligned with the organisation's 

strategy, they act as an incentive to create a shared vision with the organisation's culture. 

Organisations can provide intensive pay systems based on the organisation's performance that 

might include bonuses and stocks to connect the reward level to the organisation's performance 

(Gerhart, 2000). A strategic perspective of compensation in an organisation means that the 

compensation system should be customised so that the employees are provided with 

compensation if they achieve results consistent with the organisation's strategy (Verma & 

Sharma, 2019). 

Earlier, the organisation used to have a productivity compensation system based on performing 

required tasks. Recently, organisations realised that in order to be able to enhance efficiency, an 

organisation fixed payment system should be replaced with payments and rewards that are 

linked to performance (Russo, et al., 2019).  

Employee compensations that are aligned to strategic objectives achievement can help in 

creating a shared vision (Russo, et al., 2019), influencing service recovery and customer 

experience (Kude, et al., 2017), enhancing role clarity among actors (Greatbanks & Tapp, 2007). 

Additionally, employees' perception of getting realistic performance-based payments can 

enhance job satisfaction and decrease turnover (Martinson & De Leon, 2018). 
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A good alignment between organisation strategy and human resource management system 

(including compensation system) can contribute to achieving better financial performance 

(Gerhart, 2000); this alignment is called strategic human resource management practices 

(SHRMP).  SHRMP is defined as aligning human resource management practices, actions and 

decisions toward achieving the organisation's strategic goals; accordingly, human resource 

management should attract, motivate and retain employees to successfully implement 

organisational strategy and complete strategic objectives (Martinson & De Leon, 2018).  

2.3 Employee Engagement  
 

Employee engagement is a significant issue in both management theory and management 

practice. Nonetheless, there are still significant differences in definitions, theories, antecedents, 

and outcomes (Sun & Bunchapattanasakda, 2019).  Research has confirmed that employee 

engagement is necessary for organisations' survival and growth (Uddin, et al., 2019). Employee 

engagement is the emotional relationship depicted with a positive attitude according to the 

organisation's values and goals (Sun & Bunchapattanasakda, 2019). It is voluntary, asserted 

employee behaviour that goes apart from job requirements (Uddin, et al., 2019). 

Since the introduction of the term employee engagement in the 1990s by Kahn, many definitions 

have been introduced. The first definition of employee engagement by (Kahn, 1990) was related 

to personal engagement (Saks, 2019). (Kahn, 1990) addressed personal engagement as "the 

harnessing of organisation members' selves to their work roles; in engagement, people employ 

and express themselves physically, cognitively, and emotionally during role performances" 

(p.694). While Kahn defined employee disengagement as "the uncoupling of selves from work 

role; in disengagement, people withdraw and defend themselves physically, cognitively, or 
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emotionally during role performance" (Kahn, 1990, p. 694). Later, Schaufeli et al. (2002, p. 74) 

defined engagement "as a positive, fulfilling, work-related state of mind that is characterised by 

vigour, dedication, and absorption". Vigour includes high energy and cognitive flexibility stages 

during the work; dedication states the strong involvement in one's work and the experience of a 

sense of meaning, enthusiasm, and challenge; finally, absorption specifies the employee's total 

concentration and captivation in their work (Saks, 2019). Consequently, this variety of 

definitions leads researchers to criticise engagement, describing it as "an Umbrella for whatever 

one wants it to be" (Schaufeli, 2013). 

Shuck (2011) and Schaufeli (2013) categorised the employee engagement perspectives into four 

approaches: need-satisfaction, burnout-antithesis, satisfaction-engagement, and multi-

dimensional.  

In order to understand the mediation variable of employee engagement, the conceptualization 

of engagement is given. Since this variable has several definitions and several approaches that 

have defined engagement in different ways and through different dimensions, it is vital that the 

readers of the thesis are able to differentiate among the conceptualization to understand which 

type was used and how it impacts the explanation of the results, each approach has its 

perspective on employee engagement with specific definitions and measurements.   

1) Need-Satisfaction Approach 

Kahn (1990) first introduced this approach; it is essential but is not used widely in empirical 

research (Schaufeli, 2013). According to Kahn, engagement is being physically, emotionally, 

and cognitively engaged. These three aspects are affected by meaningfulness, safety, and 

availability (Shuck, 2011). Meaningfulness is a positive sense of return on investment of self. 

Meaning adds value to work and receives feedback. For example, achieving goals related to an 
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excellent vision and mission might create the feeling of adding value and, consequently, being 

meaningful (Shuck, 2011).  Safety means showing oneself without being afraid of negative 

consequences on either oneself or one status. Finally, availability is achieved if employee trusts 

their employer's availability and have the tools to achieve their work; they will feel safe (Shuck, 

2011). Researchers such as Rich et al. ( 2010), May (2004), and Shuck & Wollard (2010) have 

used the Kahn approach previously; however, there is a scarcity of studies that used this 

approach.  

2) Burnout-Antithesis Approach 

The burnout-antithesis approach is based on occupational health psychology, and it is divided 

into two approaches (Sun & Bunchapattanasakda, (2019); Shuck et al., (2017); Schaufeli, 

(2013)). The one introduced by Maslach et al. (1997) indicates that engagement and burnout are 

the far ends of a continuum. At the same time, Schaufeli et al. (2002) suggested that engagement 

is a distinct concept that relates negatively to burnout and consists of three dimensions: vigour, 

dedication, and absorption (Schaufeli, 2013). Under this approach, engagements are assumed to 

be erased by burnout; consequently, what is supposed to be important becomes meaningless 

(Shuck, 2011).  

3) Satisfaction-Engagement Approach 

This approach was initially introduced by Harter et al. (2002) using a positive psychology 

framework. Under this approach, engagement is defined as "individual involvement and 

satisfaction with an enthusiasm for work"  (Harter, et al., 2002, p. 269). Under this approach, 

the Gallup work engagement assessment is included. The satisfaction-engagement approach 

argues that engagement means satisfaction and involvement (Shuck, et al., 2017). It can be 

described through involvement, satisfaction and enthusiasm for work. An engaged employee 
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under this classification will be ready to devote themselves to work at any time while being 

happy and proud (Sun & Bunchapattanasakda, 2019).  The problem with this approach is that 

engagement is positively correlated to satisfaction and involvement. Results show a 0.91 

correlation; despite the correlation issue, researchers used this approach (Schaufeli, 2013). 

4) Multidimensional Approach 

Saks introduced this approach in 2009: employee engagement is a "multifaceted construct". 

Under this classification, employee engagement is defined as a flexible application of emotions 

and behaviours (Sun & Bunchapattanasakda, 2019). The multidimensional approach developed 

by Saks is quite similar to Kahn's (1990) definition in that it explains engagement in terms of 

three dimensions: cognitive, emotional, and behavioural (Shuck, et al., 2017). Saks lengthened 

the previous two definitions  Kahn, (1990) and Schaufeli et al., (2002) and made a distinction 

between two terms, job engagement and organisation engagement. Saks stated that employees 

have two attachments, one to their job and one to their organisations, which is multidimensional 

employee engagement (Saks, 2019). Under this approach, engagement combines cognitive, 

emotional and behavioural aspects.  

Finally, a fifth classification was found by (Sun & Bunchapattanasakda, 2019), where employee 

engagement is seen as a dedicated willingness. Under this classification comes the definitions 

of Hewitt organisation and Towers organisations. Hewitt defines employee engagement as the 

willingness to "say", "stay," and "strive". It means engaged employees say positive descriptions 

about their organisation, and colleagues strongly hope to stay at their organisation and put their 

total effort into achieving company success. At the same time, Towers organisation define 

employee engagement as "the willingness and the ability of employees to help their organisation 
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succeed through rationales and sensuous" (Sun & Bunchapattanasakda, 2019, p. 65). Table (2) 

presents a summary of the five previous approaches.  

TABLE 2: SUMMARY OF THE EMPLOYEE ENGAGEMENT APPROACHES 

Approach Research Definition Dimensions 

Need-Satisfaction 

Approach 

(Kahn, 

1990) 

"The harnessing of organisation 

members' selves to their work roles; in 

engagement, people employ and express 

themselves physically, cognitively, and 

emotionally during role performances" 

(Kahn, 1990, p. 694). 

Physical, 

emotional, and 

cognitive 

Burnout-Antithesis 

Approach 

(Maslach, et 

al., 1997) 

(Schaufeli, 

2013) 

 "a persistent positive affective state. 

Characterised by high levels of 

activation and pleasure" (Maslach et al. 

1997, p. 417). 

"Positive, fulfilling, work-related state of 

mind that is characterised by vigour, 

dedication, and absorption" (Schaufli et 

al., 2002, p. 74). 

Vigour, 

dedication, and 

absorption 

Satisfaction-

Engagement 

Approach 

(Harter, et 

al., 2002) 

"individual’s involvement and 

satisfaction with as well as enthusiasm 

for work" (Harter, et al., 2002, p. 417) 

Involvement, 

satisfaction, and 

enthusiasm for 

work. 

Multidimensional 

Approach 

(Saks, 

2019) 

"A distinct and unique construct 

consisting of cognitive, emotional, and 

behavioural components . . . associated 

with individual role performance" (Saks, 

2019, p. 602). 

Cognitive, 

emotional, and 

behavioural 

 

As was noticed from the previous engagement approaches, and as was noticed by previous 

research, there are a few similarities between engagement approaches used by both Kahn (1990) 

and Schaufeli et al. (2002). Both agreed that engagement involves physical (vigour), emotional 

(dedication) and cognitive (absorption) aspects. Additionally, Saks's definition is very similar 

to Kahn's. Moreover, it was described as an extension of both Kahn and Schaufeli et al. works 

( (Schaufeli, 2013); (Shuck, 2011). Employee engagement was found to be affected by many 
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factors. For instance, Sugianingrat et al. (2019) found that fairness, power-sharing, people-

oriented organisation behaviour, and sustainability concerns affect employee engagement 

dimensions of vigour, dedication, and absorption. Moreover, employee engagement positively 

affects team performance in organisational contexts (Uddin, et al., 2019).  

Sun & Bunchapattanasakda (2019) categorised the factors that affect employee engagement into 

organisational, job, and individual factors. Employee engagement was proven to positively 

affect employee performance, profitability, customer satisfaction, and retention, leading to 

overall organisation success (Sugianingrat, et al., 2019). Saks (2019) created an employee 

engagement framework that states the predecessors and successors of employee engagement; 

his framework was modified from one he created back in 2006. The new framework is presented 

in Figure (6). 
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FIGURE 6 EMPLOYEE ENGAGEMENT ANTECEDENTS AND CONSEQUENCES SOURCE (SAKS, 2019, P. 32) 
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2.3.1 Engagement Dimensions 
 

In this research need-satisfaction approach suggested by Kahn (1990) will be adopted. 

According to this approach, engagement has three dimensions physical, emotional, and 

cognitive engagement.  

2.3.1.1 Physical Engagement  
 

Physical engagement is putting effort into one's job (Ongore, 2014). It is related to the physical 

aspect of engagement and can be defined as exerting energy of employees to complete their 

work (Kular, 2008). Khan (2019) summarised physical energies as the substantial involvement 

of employee energy toward specific activities, ranging from laziness to active involvement.  

 2.3.1.2 Emotional Engagement  
 

Emotional engagement can be defined as "a positive affective reaction to one's job" (Ongore, 

2014, p. 1316). This type of engagement concerns employees' thoughts, feelings, and ideas 

regarding their job ( (Khan, 2019); (Ongore, 2014)).  In summary, emotional engagement 

relates to employee feelings and attitudes about their jobs, organisations or managers and 

whether they are positive or negative (Kular, 2008). Employees with high emotional 

engagement feel enthusiasm, pride, and recognition (Khan, 2019). 

2.3.1.3 Cognitive Engagement  
 

Cognitive engagement is attention to and absorption in the job (Ongore, 2014). (Khan, 2019) 

describes cognitive engagement as employees' intense focus on their job tasks, leading to 

complete absorption and resistance to disturbances. Cognitive engagement concerns the 
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employee's belief about their organisation (Kular, 2008).  Employees with high cognitive 

engagement focus on their job and can easily ignore distractions (Khan, 2019).  

Cognitive engagement is believed to be the primary function in becoming engaged since it is 

related to employees' rational and unique experiences and perspectives of their work (Joo, et al., 

2017). 

2.4 Theoretical Background  
 

2.4.1 Goal Setting Theory of Motivation 

Edwin Locke first suggested the goal-setting theory in 1990. It was created inductively within 

industrial and organisational psychology and was tested by many laboratories and field studies. 

The core premise of this theory is that people strive to achieve goals, and when goals are specific 

and hard to achieve, it will lead to enhanced performance (Locke & Latham, 2020). This theory 

shows internal and external validity through hundreds of experiments in laboratories or fields, 

using correlations or experimental design and long- or short-term manners. 

The goal-setting theory is "the object or aim of an action which therefore serves as the standard 

against which one compares his or her performance" Locke and Latham, (1990) as cited in 

Locke & Latham, (2020, p. 225). The goal-setting theory explains the hypothesised relation 

between employees' strategic alignment and performance; it was used previously by researchers 

such as (Verbeeten, 2008) to explain the relationship between providing employees with clear 

goals and how this leads to improving performance.  

Goal-setting theory proclaims that individuals with precise and challenging goals perform better 

than those with unclear and generalised goals. For instance, "do your best" is vague and does 

not give the employee a precise aim. Additionally, a specific but easy goal that does not provide 
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a challenge to employees as well as not providing goals at all, decreases motivation and 

decreases performance. Thus, the goal-setting theory assumes the existence of a direct link 

between defined, specific, measurable goals and performance ( (Verbeeten, 2008); (Locke, 

1990)).  

Locke & Latham (2020) mentioned that goal setting is helpful in group and individual settings. 

Meaning that setting a goal for a group might lead to enhancing performance as well. 

Nevertheless, the group setting adds complexity to the scene since conflicts might occur among 

group members, especially if individual incentives are involved. The solution was to align the 

individual goals with the group goals; consequently, having personal goals compatible with the 

group goals will increase performance. In a study by DeShon, et al. (2004), individual goals' 

impact on performance was mediated by task strategy and individual effort. Nevertheless, group 

goals' impact on performance was mediated by a team effort.  

Goals help the employees focus on essential matters, and goals energise employees, affect 

persistence and encourage employees to use their knowledge or acquire the knowledge they 

need. However, practical goal setting needs specific goals, challenges, commitment from the 

top management, publicity of the goal, control and feedback (Neubert & Dyck, 2016). Setting 

goals aligned with higher goals will create a sense of commitment from the top management. 

Creating a performance management system based on the goals setting theory will generate a 

sense of control over the outcome with a feedback mechanism.  

Goal setting theory was also a suitable predictor of employee engagement. Goal setting is a 

motivational theory that enhances employee performance. Motivation is a quality that can be 

found in engaged employees and lead to organisation efficacy; hence, goal setting can lead to 

employee engagement. According to Kahn's definition of employee engagement, employees are 
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physically, emotionally and cognitively connected to their goals, and goal setting can push them 

toward achieving their goals accordingly; the two constructs are related (Shoaib & Kohli, 2017). 

Goal setting has shown a positive impact on employee outcomes, and goal setting was related 

to several related concepts such as management by objectives and continuous improvements. 

Accordingly, this concept can be linked to employee engagement which is noticed through 

engagement questionnaires such as Gallup, where four of its questions feature the idea of setting 

clear goals as a measure of engagement (Medlin & Green, 2009). Goal setting and appropriate 

feedback were related to a set of cognitive variables that, in turn, predict performance (Kuvaas, 

2007) and design a sound performance management system linked to setting employee goals to 

enhance employee engagement (Mone & London, 2021). 

According to Kahn's definition of engagement, meaningfulness is considered an excellent 

motivator for engagement. It can be achieved by providing employees meaning in their work 

which develops the feeling of worthwhile and valuable  (Gruman & Saks, 2011). Therefore, 

setting hard, challenging, and time-framed goals provides meaning for employees' work and 

leads to development engagement.  (Shoaib & Kohli, 2017) explained this relation by stating 

that there are three attributes of goal-directed behaviour, namely (1) self-generated, (2) value 

significance and (3) goal causation. Those three attributes are related to Kahn's antecedents of 

engagement, meaningfulness, safety and availability; accordingly, the two constructs can be said 

to be connected.  

For the purpose of this research, it is assumed that setting a goal for the employees and aligning 

the individual goals to the department goals increases employee motivation and eventually leads 

to both enhancing employee engagement and, as a final result, boosting their performance. 
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Aligning goals to higher goals and broader purpose gives meaning to the employee work, sets 

challenges and motivates individuals to bring out their best.  

2.4.2 Job Demand –Resources (JD-R) Model 
 

Job demands include the physical, social or organisational dimensions of the job. At the same 

time, job resources include physical, psychological, social and organisational aspects that play 

a role in attaining work goals, decreasing job demand and reducing physiological and 

psychological costs or enhancing the personnel's learning and growth. Job resources include 

salary, work security, performance feedback, and social support (Kwon and Park, 2019). The 

JD-R model has connected the burnout-antithesis approach ( (Schaufeli, 2013); (Shuck, 2011)). 

The job demands-resources (JD-R) model was introduced by Baker and Demerouti and is 

considered the primary model for clarifying the antecedents and outcomes of employee 

engagement ( (Bakker & Demerouti, 2007); (Bakker & Demerouti., 2014) ; (Bakker & 

Demerouti, 2008)).  Two psychological processes can be found in the JD-R model; the first is 

regarding job demand and how it predicts adverse psychological and organisational outcomes. 

The second aspects concern the job and the personal resources as a predictor of a positive 

outcome  (Bakker & Demerouti, 2008).  

Bakker & Demerouti (2007, p. 312) acknowledged that "job resources refer to those physical, 

psychological, social, or organisational aspects of the job that are either/or: (i) functional in 

achieving work goals. (ii) Seduce job demands and the associated physiological and 

psychological costs, and (iii) stimulate personal growth, learning, and development". Previous 

research has identified several job resources related to employee engagement; for example, job 

autonomy, opportunities for development, rewards and recognition, supervisory support, job 
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variety, and work role fit were significant predictors of engagement. Examples of personal 

resources include self-efficacy and optimism. Beyond the previous examples' effect, researchers 

argued that contextual factors such as senior leadership support, organisational vision and goals' 

clarity, organisational support and climate, and supportive human resource management 

practices could also play a crucial role in shaping employee engagement (Albrecht, et al., 2018). 

Strategic alignment was considered individual/organisational interface resources (Bakker, 

2011) that enhance engagement. The following diagram (Figure 7) presents the JD-R model, 

where the relationship between strategic alignment, employee engagement, and organisational 

performance is clearly shown.  

 

FIGURE 7 JD-R MODEL ( SOURCE: (BAKKER & DEMEROUTI, 2007, P. 313)) 

2.4.2 Engagement Theories  

The Engagement Theory by Kahn (1990) 

Kahn focused on the psychological conditions' significance, namely, "meaningfulness, safety, 

and availability", in clarifying employees' engagement and disengagement states. Thus, Kahn's 
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theory presents the link between employees' experimental conditions and work roles (Kwon & 

Park, 2019). The theory is based upon two premises: first, "psychological experience of work 

derived people behaviours and attitude" and second, "individual, interpersonal, group, 

intergroup and organizational factor simultaneously influence these experiences" (Kahn, 1990, 

p. 695).  

Meaningfulness designates employees' perception that their work tasks are valuable (Upadhyay 

& Palo, 2013). It answers the question of how meaningful it is to put effort into reaching a 

specific performance or sense of return on investment (Kahn, 1990). 

Safety refers to the perception that the work environment is supportive and trusty (Upadhyay & 

Palo, 2013); in other words, how safe is it for an employee to do so (Kahn, 1990). Finally, 

availability, which means the employees have "physical, psychological and emotional" reasons 

to engage in their job tasks at any time (Upadhyay & Palo, 2013) or are they available to do so 

(Kahn, 1990).  This theory is connected to the engagement need-satisfaction approach ( 

(Schaufeli, 2013); (Shuck, 2011)).  

2.5 Hypotheses Development  
 

2.5.1 Employee Strategic Alignment Impact on Employee Performance 

When employees have a deeper understanding of the organisation's mission, vision and goals, 

along with adopting a performance management framework to link employee goals to the 

organisation's goals and connecting rewards and incentives to achieving the stetted targets, this 

is expected to strengthen employees' commitment, motivation and satisfaction. It also provides 

the employees with a deep understanding of how their work is linked to the organisation's 

mission providing a scene of meaningfulness. When the employees understand their mission 



67 
 

and are linked to higher goals, this might lead them to adjust their performance to accomplish 

what is required (Kalgin, et al., 2018).  

Furthermore, strategic human resources practices are referred to as practices that signify the 

ability and involvement of employees and encourage their commitment and their efforts. 

Encouraging employees through active participation, detailed performance analysis and 

aligning incentives with performance are considered high-performance work practices 

(Sanchez, et al., 2013). Huselid (1995) described high-performance work practices as practices 

that can enhance the "skill, knowledge and abilities" of an organisation's employees, enhance 

their motivation and decrease turnover. 

 Sanchez et al. (2013) stated that as long as high-performance practices are linked to 

performance, employees will be encouraged and motivated so that their abilities and behaviours 

are going to be directed toward better performance.  

 According to Alagaraja and Shuck (2015), it is imperative that organisational systems and 

procedures are strongly aligned and linked with job specifications and responsibilities in order 

to enhance employee performance. Additionally, Alagaraja & Shuck (2015) stated that from a 

Human resource perspective, alignment of organisational-level procedures such as reward 

systems affects the job design, job specifications, and performance standards of individuals 

(Alagaraja & Shuck, 2015). 

According to the goal-setting theory, employees will be motivated when they have specific and 

challenging goals linked to higher-order goals. Additionally, clear goals decrease role ambiguity 

and integrate one work within the organisation. All these factors result in highly motivated 

employees will produce a better outcome (Kalgin, et al., 2018). Setting strategic performance 
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indicators at the individual level will be associated with a feedback system. Hence, employees 

who do not meet the target work toward enhancing performance (Lin & Kellough, 2019). 

Alignment cognitions are critical forerunners of an employee's inclination to engage fully with 

tasks. They are similar to resources as they can decrease constraints that adversely affect job 

performance alignment and endorse intrinsic and extrinsic motivations by fulfilling 

psychological needs (Biggs, et al., 2014 ). 

Most of the world's governmental sectors are suffering from improving organisation outcomes 

without increasing costs and creating performance measurements to improve the quality of 

work. Several factors play a role in managing and measuring performance, including customer 

and stakeholder satisfaction, improving service delivery, and integrating risk management 

(Moullin, 2017). 

Furthermore, creating a periodic review system based on performance indicators creates a sense 

of seriousness, leading to performance-oriented work culture. Studies suggest that performance 

management positively affects performance in governmental organisations because it eliminates 

weak performance and attracts high-quality employees (Kalgin, et al., 2018). 

After understanding the impact of employees' strategic alignment on employees' performance, 

the following hypotheses are presented: 

H1: Employee's strategic alignment has a significant positive impact on employee performance.  

 H1, a: Creating Strategic Awareness (CSA) has a significant positive impact on 

employee performance 

o H1, a,1: Creating Strategic Awareness has a significant positive impact on 

employee task performance 
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o H1, a,2: Creating Strategic Awareness has a significant positive impact on 

employee contextual performance 

o H1, a,3: Creating Strategic Awareness has a significant negative impact on 

counterproductive employee performance 

 H1, b: Defining personal objectives (DPO) has a significant positive impact on employee 

performance 

o H1, b,1 Defining personal objectives has a significant positive impact on employee 

task performance 

o H1, b,2: Defining personal objectives has a significant positive impact on 

employee contextual performance 

o H1, b,3: Defining personal objectives has a significant negative impact on 

employee counterproductive performance 

 H1, c: Linking incentives and compensation to achieving organisational goals (LIP) has a 

significant positive impact on employee performance  

o H1, c,1: Linking incentives and compensation to achieving organisational goals has 

a significant positive impact on employee task performance 

o H1, c,2: Linking incentives and compensation to achieving organisational goals 

has a significant positive impact on employee contextual performance 

o H1, c,3: Linking incentives and compensation to achieving organisational goals 

has a significant negative impact on employee counterproductive performance 

Previous studies have examined the link between employee strategic alignment from several 

points of view (including strategic awareness, performance alignment and compensation 

alignment with BSC) and employee performance. For instance, Mascareño et al. (2020) 
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examined the impact of goal alignment on team creativity and innovation. The result of their 

study showed that goal alignment affects team innovation but does not affect team creativity. 

Team innovation leads to better performance.  Table (3) presents a summary of previous studies 

on the relationship between Employee Strategic Alignment and Employee Performance.  
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TABLE 3:  PREVIOUS STUDIES ON THE RELATIONSHIP BETWEEN EMPLOYEES' STRATEGIC 

ALIGNMENT AND PERFORMANCE  

Title and citation Objectives Variables Method Findings 

Exploring Organisational 

Alignment-Employee 

Engagement Linkages 

and Impact on Individual 

Performance 

Alagaraja, M., & 

Shuck, B. (2015). 

Provide better 

apprehending 

of the 

alignment-

engagement 

relationship to 

individual 

performance 

Organisational 

alignment  

Employee 

engagement  

Individual 

performance  

developing an 

exploratory 

conceptual 

model that links 

the study 

variables 

 

“The Impact of 

Employees’ Perceptions 

of Strategic Alignment on 

Sustainability: An 

Empirical Investigation 

of Korean Firms” (Kim, 

Kim and Kown, 2020) 

To test the 

relationship 

between 

variables 

related to 

strategic 

alignment, role 

clarity, 

employee 

engagement, 

and 

organisational 

performance 

Independent 

variable: strategic 

alignment  

Mediation 

variable; Goal 

clarity, process 

clarity 

Dependent 

variable: 

Employee 

engagement, 

Organisation 

performance.  

 

Surveying 244 

participants in 

74 Korean 

companies. 

Strategic alignment 

is indirectly related 

to organisational 

performance through 

goal clarity and 

employee 

engagement. This 

study also clarifies 

the motivation of 

strategic alignment 

in terms of 

individuals (e.g., 

psychological 

stability of 

individual 

goals and actions) 

and organisations 

(e.g., high level of 

engagement toward 

the organisation's 

active 

Support). 

 

‘The interplay between 

performance 

measurement and 

management, employee 

engagement and 

Performance.” 

(Smith, Umit S Bititci, 

2017) 

 

The research 

developed a 

conceptual 

model that 

links 

performance 

measurement 

and 

management 

with employee 

engagement 

and 

performance.    

 

Independent 

variable: 

Performance 

measurement 

Mediation 

variable; 

Organisation 

control, Employee 

engagement 

Dependent 

variable: 

Organisational 

performance 

The research 

followed an 

explorative 

action method 

that involved 

pilot and control 

groups from two 

bank 

departments in 

the United 

Kingdom.  

The change in the 

organisational 

control to change in 

the performance 

system resulted in 

better engagement 

and performance. 
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“Can internal strategic 

alignment influence 

performance? An 

empirical research 

applying structural 

equation modelling” 

(Prieto and de 

Carvalho, 2018) 

Investigate the 

impact of 

internal 

strategic 

alignment on 

business 

performance. 

Independent 

variable: Internal 

strategic 

alignment 

Dependent 

variable: 

Organisation 

performance 

measured by 

market growth, 

profitability, 

product and 

service innovation 

and corporate 

reputation 

 survey-based 

research 

analysed using 

the Partial least 

squares method, 

a structural 

equation 

modelling 

the technique is 

applied to 

estimate the 

model 

confirm the positive 

relationship 

Between internal 

alignment and 

business 

performance. 

“Performance 

management 

practices in the public 

sector 

organisations Impact 

on performance” 

(Verbeeten, 2008) 

whether 

performance 

management 

practices 

impact 

performance in 

public sector 

organisations 

Independent 

variable: clear, 

measurable goals, 

incentives 

Dependent 

variable: 

Organisation 

performance is 

measured by the 

quantity of work, 

quality of work, 

innovation, 

excellence, 

efficiency, and 

morale. 

 

survey data from 

93 public sector 

organisations in 

the Netherlands 

The research 

demonstrates that 

the definition of 

clear and measurable 

goals is positively 

associated with 

quantity 

performance as well 

as quality 

performance 
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2.5.2 Employee Strategic Alignment Impact on Employee Engagement  

According to Upadhyay & Palo (2013) organisation with a strategic focus direction brings in a 

clear vision and strategy and clarifies the employee roles within the organisation, which results 

in the meaningfulness of the work. As was presented by Kahn's (1990) theory of engagement, 

meaningfulness is one of the aspects that affect engagement. Meaningful work has a direct 

relation to engagement.   

Creating strategic alignment between the employees and their organisation is an 

individual/organisational interface resource that clears the interaction between employees and 

organisations. Accordingly, it is expected to reduce job demands and/or weaken their harm, 

work as an intrinsic motivator by satisfying psychological needs, and work as an extrinsic 

motivator by increasing the probability of success (Bakker, 2011).  

A direct line of sight and strategic priorities that can be resulted from strategic alignment will 

convey the strategic priorities to the employees. It reduces the obstacles that prevent good 

performance, such as role uncertainty and unawareness of organisation priorities. Moreover, 

strategic alignment is expected to fulfil the psychological need that leads to employees' positive 

state of mind, such as the meaningfulness of work. Finally, strategic alignment enhances the 

employee's efforts toward these jobs, eventually enhancing performance (Biggs, et al., 2014 ).  

Previous research has empirically shown a high correlation (i.e., r = 0.63) between 

meaningfulness and engagement (Fairlie, 2011). The lack of a meaningful job is associated with 

disengagement and a sceptical view of their work. The meaningfulness is influenced by job 

involving challenges and clear descriptions of procedures and goals that are supposed to be 

achieved when the strategic goals align on an organisational and individual level. Additionally, 

the third element of Kahn's engagement theory (i.e., availability) is influenced by physical and 
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emotional energies, insecurity, and outside life. The concern here is physical energy, which 

means the availability of the required physical resources. It is hypothesised that when the 

strategic goals are aligned along the organisation, starting from the top to the bottom of the 

pyramid, efforts will be made to provide resources to achieve the goals; hence, the employees 

are going to be provided with whatever resources they need to achieve the goals (Kahn, 1990, 

p. 705).   

Employees look to achieve their own goals by achieving organisation goals, which are 

concentrated on serving and satisfying the customers. Consequently, management seeks to attain 

intrinsic and extrinsic employee requirements, which is expected to directly influence employee 

engagement (Oluwafemi & Okon, 2018). 

Adequate rewards can motivate employees to achieve organisational goals and objectives. 

Rewards motivate employees to excel in serving customers and shape the view of the employee 

about their employer. Moreover, a lack of rewards can lead to employee dissatisfaction, create 

an unfavourable environment, decrease work effort, and lead to withdrawal (Aktar & Pangil, 

2018). 

Suan & Nasurdin (2014) found that rewards have an insignificant impact on employee 

engagement; they justify the results by arguing that employees need rewards that justify their 

performance to be fully engaged. Nonetheless, Breevaart et al. (2014) stated that organisations 

could use rewards as an appreciation mechanism to enhance their engagement. 

Rewards and recognition can be accounted for as a type of socio-emotional resource. For 

example, suppose an organisation achieves a performance indicator target and rewards its 

employees for their part in reaching this goal. In that case, this might create a positive association 



75 
 

between the employees and their organisation, resulting in employee engagement (Aktar & 

Pangil, 2018). 

The second dimension of Kahn's engagement theory that affects engagement is safety; safety 

means expressing oneself without fear of negative consequences. It is influenced by 1) 

interpersonal relationships that offer more or less support, trust, and openness, 2) group 

dynamics, 3) management style (e.g., support, resilience, trust), and 4) organisation norms.  

Accordingly, it is expected that defining employees' objectives and linking performance 

indicators to higher organisational levels promote safety elements within the employees and 

lead to engagement (Kahn, 1990). 

The argument for the hypothesis relation between employee strategic alignment and employee 

engagement is supported by the two other theories adopted in this research: the goal-setting 

theory and job demand-resources theory.  

Goal setting has demonstrated a positive impact on employee results. Goal setting relates to 

various concepts, such as management by objectives and continuous improvements; 

accordingly, this concept can be related to employee engagement (Medlin & Green, 2009). 

Furthermore, the JD-R model links resources, including organisational resources such as clear 

roles, rewards, and recognitions, which may enhance positive results and lead to engagement 

(Bakker & Demerouti, 2008). 

Giorgi et al. (2019) conducted a study to determine the strategic alignment impact on the 

meaningfulness of work and how it is related to employee engagement. Their research findings 

suggested that strategic alignment leads to the meaningfulness of work. Alignment leads to 

understanding and familiarising with the organisation's goals, eventually creating desire and 

attention to work. Additionally, Gorgi and his colleagues suggested how alignment results in 
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collaboration and participation, consequently affecting engagement. Researchers such as Bailey 

et al. (2017) and Van Wingerden et al. (2017) found clear objectives and meaningful work to be 

an antecedent to engagement. Eldor & Vigoda-Gadot, (2017) stated that workplace challenge, 

clarity, and creativity are most likely linked to engagement. Additionally, Smith & Bititci (2017) 

reviewed the literature on employee engagement and showed a direct link between employee 

engagement and organisational performance. Moreover, they acknowledged that factors such as 

a clear sense of purpose and a supportive learning environment enhance employees' engagement 

levels. 

Furthermore, in the Kalgin et al. (2018) study, job-goal alignment was a force multiplier that 

forms the impact of performance management on employee attitudes. Their results revealed that 

the higher the job-goal alignment values were, the higher the performance management impact 

on lowering employee turnover intention was.  

Table (4) summarises various studies investigating the relationship between strategic alignment 

and engagement. 

Strategic alignment defines the employees' understanding of the strategy, and knowledge of 

their organisation's strategy expects the employee commitment, which is connected to 

engagement. Moreover, evidence has shown that effective information sharing (for example, 

aligning performance indicators creates practical information about the strategic goals) 

influences employee engagement and organisational behaviours (Frino, et al., 2019). Moreover, 

the Society for Human Resource Management, in their executive briefing about developing an 

employee engagement strategy, stated that clarity of expectations, the feeling of contribution, 

constructive feedback and support and resources are necessary for developing employee 

engagement ( (SHRM, n.d.)).  
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Accordingly, it is hypothesised that: 

H2: Employees Strategic Alignment (ESA) has a significant positive impact on employee 

engagement 

H2, a: Creating Strategic Awareness (CSA) has a significant positive impact on 

employee engagement  

H2, b: Defining personal objectives (DPO) has a significant positive impact on 

employee engagement 

H2, c: Linking incentives and compensation to achieving organisational goals (LIP) 

has a significant positive impact on employee engagement 

TABLE 4: PREVIOUS STUDIES ON THE RELATIONSHIP BETWEEN  EMPLOYEES' STRATEGIC 

ALIGNMENT AND EMPLOYEE ENGAGEMENT 

Title and citation Objectives Variables Method Findings 

“Exploring 

Organisational 

Alignment-

Employee 

Engagement 

Linkages 

and Impact on 

Individual 

Performance: A 

Conceptual 

Model” 

(Alagaraja and 

Shuck, 2015) 

The research 

investigated the 

organisation's 

alignment and 

the employee 

engagement 

linkage 

to improve the 

understanding of 

the variables and 

their link to 

individual 

performance 

Independent 

variable: 

Organisational 

alignment 

 

Dependent 

variable: 

Employee 

engagement 

Individual 

performance 

Reviewed the 

literature to 

develop a model 

that links the 

organisation's 

alignment to 

employee 

engagement and 

individual 

performance. 

The developed 

model stresses the 

dynamic nature of 

the alignment-

engagement 

linkages and how it 

eases employee 

performance and 

affect the degree to 

which employees 

show behaviours. 
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“Balanced 

Scorecard 

Implementation 

and Employee 

Engagement.” 

(Upadhyay and P

alo, 2013) 

The study aimed 

to highlight 

employee 

engagement 

during the 

process of 

balanced 

scorecard 

implementation 

Independent 

variable: 

BSC 

implementatio

n 

 

Dependent 

variable: 

Employee 

engagement 

 

case study based 

on analysis of data 

collected through 

archived sources, 

participant 

observation, in-

depth interviews 

and focused group 

discussions 

 

The research 

findings showed 

that implementing 

balanced scorecard 

performance 

measurement 

would help 

employees 

understand their 

organisation's goals 

and objectives, lead 

to higher employee 

engagement, and 

enhance the 

strategy 

implementation 

process.  

“The interplay 

between 

performance 

measurement 

and management, 

employee 

engagement and 

Performance.” 

(Smith, Umit S 

Bititci, 2017) 

 

The research 

developed a 

conceptual 

model that links 

performance 

measurement 

and management 

with employee 

engagement and 

performance.    

 

Independent 

variable: 

Performance 

measurement 

Mediation 

variable; 

Organisation 

control, 

Employee 

engagement 

Dependent 

variable: 

Organisational 

performance 

The research 

followed an 

explorative action 

method involving 

pilot and control 

groups from two 

bank departments 

in the United 

Kingdom.  

The change in the 

organisational 

control to change in 

the performance 

system resulting in 

better engagement 

and performance. 

“Strategic 

alignment, 

meaningful work 

and employee 

engagement” 

(Gorgi et al., 

2019) 

The research 

investigated the 

relationship 

between 

alignment, work 

meaningfulness 

and engagement 

in teaching 

hospitals.  

Independent 

variable: 

Strategic 

alignment, 

Mediation 

variable; 

Meaningful 

work, 

Dependent 

variable: 

A cross-sectional 

study conducted 

in a teaching 

hospital 

Strategic alignment 

leads to meaningful 

work and leads, 

eventually to 

employee 

engagement.  

https://www-emerald-com.buid.idm.oclc.org/insight/search?q=Archana%20Yemeshvary%20Ashok%20Upadhyay
https://www-emerald-com.buid.idm.oclc.org/insight/search?q=Archana%20Yemeshvary%20Ashok%20Upadhyay
https://www-emerald-com.buid.idm.oclc.org/insight/search?q=Sasmita%20Palo
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Employee 

engagement.  

“Strategic 

alignment with 

organisation's 

priorities and 

work 

engagement, a 

multi-wave 

analysis” (Biggs, 

Brough and 

Barbour, 2014) 

This research 

aims to 

investigate how 

the perceived 

alignment of job 

tasks and 

organisation 

strategy affects 

work 

engagement  

Independent 

variables:  

perceived 

strategic 

alignment 

perceived job 

control 

supervisor 

support 

colleague 

support 

Dependent 

variable: Work 

engagement  

A quantitative 

longitudinal study, 

with 1011 

responses from 

the Australian 

police service 

department  

 Strategic 

alignment has a 

significant positive 

effect on overwork 

engagement  

 

2.5.3 Employee Engagement Impact on Employee Performance   

Employee engagement is a motivational construct where employees choose to invest or not in 

their energies or improve their performance (Dhir and Shukla, 2018). The relationship between 

employee engagement and performance is a complex one.  

Kahn's (1990) definition contains two characteristics; first, work engagement refers to a 

psychological connection with the performance of job tasks rather than an attitude toward 

organisation features. The second characteristic refers to "the self-investment of personal 

resources in work", accordingly the harmony between physical, emotional and cognitive 

dimensions of engagement and the energies that employees bring to their work (Christian, et al., 

2014) 

Boswell et al. (2006)  suggested that employee engagement leads to a higher level of 

performance. This statement was confirmed by Saks (2019), who specified that engagement 
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positively affects organisational commitment, job satisfaction, task performance and extra-role 

performance, among other consequences that lead to increased performance. Bailey et al. (2017) 

indicated that engagement is linked to two types of performance: high-level and individual-

level. They also stated that other researchers investigated engagement–performance relations 

previously, and most of the studies agreed on the existence of a positive link between 

engagement and team performance. In addition, there is a positive connection between 

engagement and quality, customer satisfaction and other dimensions of organisation 

performance. Engaged employees enhance employee efficiency, which undoubtedly would 

improve performance (Dhir & Shukla, 2018). 

Employee engagement might bring positive results to work since engagement is linked to an 

employee's sense of achievement and positive work experience (Kim, et al., 2020). Employee 

engagement results in performance at the individual level and organisation levels. When 

organisations show support for their employees, they are going to strive for higher engagement, 

which most likely produces positive organisational performance (Kahn, 1990). 

Various studies investigated the relationship between employee engagement and employee 

performance. Anitha (2014) found a direct link between employee engagement and individual 

performance, directly linking to organisation performance.  (Otieno, et al., 2015) described a 

positive impact of employee engagement on performance. Chaudhry et al. (2017) and Uddin et 

al. (2019) confirmed the results; they later found that employee engagement could improve team 

performance in the organisational context. 

Christian et al. (2014) asserted that engagement depicts employee willingness to expand their 

task performance to help their organisations. According to Kahn (1990), employees who invest 
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their selves into their work (i.e., which is the definition of engagement) are more appropriate to 

perform in a broader concept of their stated roles. This led to the assumption that employee 

engagement is related to employee performance. 

Table (5) summarises previous studies that have focused on the impact of employee engagement 

on performance.  

Based on the previous discussion and the hypothesised relations between employee strategic 

alignment and employee engagement and between employee engagement and employee 

performance, it is hypothesised that employee engagement might play a mediation role between 

employee strategic alignment and employee performance. Accordingly, the following 

hypotheses are presented: 

H3: Employee engagement has a significant positive impact on employee performance 

H3, a: Employee engagement has a significant positive impact on employee task 

performance 

H3, b: Employee engagement has a significant positive impact on employee contextual 

performance 

H3, c: Employee engagement has a significant negative impact on employee 

counterproductive performance 

 

2.5.4 Employee Engagement mediates the relationship between Employee’s Strategic 

Alignment and Employee Performance   

Based on the previous hypotheses development section in which the relationships between 

variables were developed based on reading through several previous researches and theories, 
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along with the definition of the mediation hypotheses by Baron and Kenny where they define 

the mediation hypotheses as the assumption that the effect of an independent variable on a 

dependent variable is mediated by the process of a mediating variable (i.e. the mediator in the 

intervening variable). In contrast, the dependent variable may still affect the independent 

variable (Hayes, 2009).  

The researcher has to evaluate each of the paths in the mediation model and then determine 

whether a variable function as a mediator by seeing if certain statistical criteria are met (i.e. the 

paths have a significant impact) (Hayes, 2009). 

The job demands-resources (JD-R) model is employed because various studies on employee 

engagement have cited it as being highly integrative of determinants and outcomes of employee 

engagement. It also discusses the dynamic connections between various job demands and 

personal and professional resources that affect employee engagement; as a result of these 

interactions, it takes into account, for example, employees' wellness and job performance 

(Bakker & Demerouti, 2007). 

The JD-R model features a dual process (i.e. demands lead to exhaustion vs a positive 

motivational process in which resources foster engagement); accordingly, decreasing job 

demands aids in improving employee focus and reducing unproductive moments while 

increasing job/personal resources aids in preserving energy and maintaining engagement. 

Along with the linear correlations, coping and buffering mechanisms are also in operation. For 

example, if there are enough accessible job resources, they can help secure high levels of 

engagement and subsequently lead to favourable outcomes by reducing the negative 

consequences of demands. Resources that serve as psychological capital to prevent burnout 
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include organizational resources such as employees' strategic alignment. Because involvement 

resides in an emotional ambivalence in which one might feel uncomfortable with demands yet 

pushed to cope with them, job demands might not necessarily be bad unless extreme. To put it 

another way, having manageable levels of challenge encourages job-related motivation, and 

overcoming the challenge is likely to encourage a greater sense of meaning at work (Kwon and 

Kim, 2020) 

In conclusion, the JD-R model the job resources lead to create motivation within the employees 

and end up with creating the organisational outcome, depending on this model (presented 

previously in Figure 7) and by extending its ideas, it can be indicated that when considering 

employees' strategic alignment as organizational resources which lead to motivational outcome 

such as employees engagement and ends up with organizational resources which are enhancing 

performance.  

Accordingly, and building on the previous hypotheses development discussion, it can be safely 

said that if the employee’s strategic alignment is assumed to impact the employee’s performance 

and employee engagement, and at the same time, employee engagement is assumed to impact 

the employee’s performance and based on Baron and Kenny (1986) causal steps approach it can 

be hypothesized that: 

H4: Employee engagement mediates the relation between employee strategic alignment and 

employee performance 
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TABLE 5: EMPLOYEE ENGAGEMENT IMPACT ON PERFORMANCE 

Title and Citation Objectives Variables Method Findings 

“Why does individual 

employee engagement 

matter for team 

performance?”  

(Uddin, Mahmood and 

Fan, 2019) 

Investigate the 

influence of employee 

engagement on team 

performance and the 

mediating impacts of 

employee commitment 

and organisational 

citizenship behaviour  

Independent: 

Employee 

engagement 

Mediation: 

Employee 

commitment  

Organisational 

citizenship 

behaviour 

Dependent: 

Team 

performance 

Quantitative 

method.  

Data were gathered 

by a self-

administered 

questionnaire 

following a 

snowball and 

convenience 

sampling approach 

Employee 

engagement 

could enhance 

team 

performance in 

organisational 

contexts 

“Determinants of 

employee engagement 

and their effect on 

employee performance” 

(Anitha, 2014) 

 

Assess the primary 

determinants of 

employee engagement 

and the concept's 

predictability. It also 

investigates the effect 

of employee 

engagement on 

performance. 

Independent: 

Employee 

engagement  

Dependent:  

Employee 

performance   

 

 

A survey 

questionnaire was 

designed and 

tested, and 700 

responses were 

collected using 

simple random 

sampling  

 Employee 

engagement 

had a 

significant 

impact on 

employee 

performance 

“Impact of the working 

environment and training 

and development on 

organisation 

performance through the 

mediating role of 

employee engagement 

and job satisfaction” 

(Chaudhry et al., 2017) 

 To present and 

identify the 

relationship between 

the working 

environment and 

training & career 

development on 

employee engagement 

and satisfaction. This 

study also identifies 

the impact of 

employee engagement 

and satisfaction on 

organisation 

performance 

Independent:  

working 

environment 

 Training and 

development  

Mediation:  

Employee 

engagement  

Job satisfaction  

Dependent:  

Organisation 

performance  

Deductive 

approach with a 

cross-sectional 

research design & 

self-completion 

survey instrument. 

This approach has 

been used to collect 

data from 300 

respondents. 

Employee 

engagement 

and 

satisfaction 

show the sign 

of the 

relationship 

between the 

working 

environment, 

training & 

development 

and 

organisation 

performance. 

“Employee Engagement: 

The Key to Improving 

Performance” 

(Markos and Sridevi, 

2010) 

The research 

investigates the 

employee engagement 

construct, including 

definitions, drivers, the 

effect on engagement 

and strategies to 

enhance engagement 

Employee 

engagement  

Literature review  Employee 

engagement is 

interwoven 

significantly 

with essential 

business 

outcomes such 

as employee 

retention, 

productivity, 

profitability, 

customer 

loyalty and 

safety.  
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“The effects of 

employee engagement 

and self-efficacy 

on job performance: a 

longitudinal field study” 

(Carter et al., 2018) 

To investigate the 

extent to which 

employee engagement 

and self-efficacy have 

independent and 

cumulative impacts on 

individual-level job 

performance 

Independent:  

Employee 

engagement  

Self-efficacy  

Dependent: 

Job 

performance   

Longitudinal study  

Using survey  

The research 

found a 

significant 

positive 

relationship 

between 

employee 

engagement 

and 

organisational 

performance. 

Additionally, 

the research 

found that 

employee 

engagement 

affects 

performance 

according to 

the type of the 

task, where 

highly engaged 

employees can 

perform tasks 

that require 

affection 

display better.  

 

 

2.6 Conceptual Framework 

The conceptual research framework illustrates what is expected to be found in the research. It 

presents the variables and maps out the relations between those variables. Usually, the 

conceptual framework represents visually, where the variables are defined by rectangular and 

arrows represent the relationships. Figure (8) illustrates the conceptual research framework and 

expected relations.  
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FIGURE 8 RESEARCH CONCEPTUAL FRAMEWORK 
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2.7 Chapter Conclusion  
 

In conclusion, this chapter reviewed the literature on these thesis variables, provided 

definitions of the variables, and reviewed the different research approaches, in addition to 

providing a review of the research that studied the relationships between the variables.   

The research began by defining alignments, exploring employees' strategic alignment from 

a strategic focus organisation perspective, and then exploring the employee's performance 

from different perspectives. As for the mediating variable, the chapter presented a literature 

review on job engagement and explained the different approaches to this construct and the 

theories that support it. Finally, regarding the dependent variable (i.e., employee 

performance), this chapter reviewed the definitions of employee performance, its different 

classifications, and the means of measuring it. Then it presented theoretical reviews, 

hypothesis development, and previous research results to support hypotheses between 

variables. The chapter concluded by providing the conceptual framework along with the 

research's main sub-hypotheses and ended with the variable operational definitions.  
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CHAPTER THREE: METHODOLOGY 
 

This chapter justifies the methodology used in this study. The research design and the data 

analysis plan should have a precise methodological path founded upon the research 

objectives and framework. This research investigates the impact of strategic alignment on 

employee engagement and performance. Therefore, the following chapter is organised as 

follows: 

 Review the research design elements suggested by the "onion model layer". 

 Provide a brief explanation of the quantitative design approach  

 Describe the research sample  

 Provide a brief about the research tool.  

 Discuss validity and reliability before data gathering  

 Describe the statistical test plan. 

3.1 The Research Design  
 

Research is a process of investigation to increase knowledge by following a systematic and 

methodical approach. This research investigates the impact of employee strategic alignment 

(creating strategic awareness, defining personal objectives, and linking incentives to 

performance) on employee engagement and performance. To achieve this goal, the 

researcher follows a specific research philosophy, approach, and strategy to draw inferences 

regarding the research hypotheses. These steps are known as the research onion model 

proposed by (Saunders & Thornhill, 2019). Figure (9) demonstrates the research onion 

model layers.  
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FIGURE 9 RESEARCH ONION MODEL LAYERS (SOURCE: (SAUNDERS & THORNHILL, 2019, 

P. 190) 

 

As seen in the research onion model, any research starts with choosing the research 

philosophy, followed by the research approach to theory development, then the 

methodological choice, the research strategy, the research time horizon and ending with 

choosing the suitable techniques and procedures.  

3.1.1 Research Philosophy  
 

The term research philosophy considers the development of knowledge and its nature. 

Understanding research philosophy is of great importance; research can only be meaningful 

if it is clear to others what decisions were taken that affected the research results since a 

philosophical point of view might have influenced those decisions. Generally, research 

philosophy forms a foundation of the research by "delineation of ontology – nature of reality, 
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epistemology – nature, sources of knowledge or facts and axiology – values, beliefs and 

ethics of the research" (Melnikovas, 2018). 

Ontology is the study of being; it concerns what exists in the surrounding world. 

Additionally, it focuses on the existence of a single reality independent from human 

existence. Ontology emphasises the nature of reality (Saunders, et al., 2009). Questions in 

this paradigm address the nature of social objects. The question will be whether social 

entities have a reality external to social actors or are built up from perceptions and actions 

(Bryman, 2017). The ontological point of view has two aspects: objectivism and 

subjectivism (Saunders, et al., 2009).  Objectivism depicts that "social entities exist in reality 

external to social actors concerned with their existence" (Saunders, et al., 2009, p. 109). An 

example of objectivism is management in an organisation; in this point of view, it is assumed 

that management is the same in all organisations since, for instance, they all have similar job 

descriptions and duties and report in the same hierarchy to top managers. On the other hand, 

subjectivism "holds that social phenomena are created from the perceptions and consequent 

actions of those social actors concerned with their existence" (Saunders, et al., 2009, p. 109). 

an example of subjectivism in the real world is customer service; there is no definite reality 

about customer service since a customer can be considered a social actor that defines the 

situations depending on their view of the world.  

 

Epistemology studies the nature of knowledge and methods of knowing and learning about 

social reality; it is about how the researchers know what is known (Creswell, et al., 2007). 

Epistemology answers many concerns, such as what frame a knowledge claims and how 

knowledge can be acquired or created. The importance of epistemology arises from the fact 

that it helps researchers frame their research to explore knowledge. Epistemology relates to 
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what establishes satisfactory knowledge in an area of research. Two main perspectives for 

knowing are positivism and interpretivism (Saunders, et al., 2009). 

Axiology is about the researcher's enclosure of their values (Creswell, et al., 2007). It 

answers the question, "what roles do our values play in our research choice?" (Saunders, et 

al., 2009, p. 115). In order to have credible research results, what role the researchers' value 

plays in all the research stages is of great importance. For instance, a researcher who chooses 

interviews as a research method can be considered someone who values social interaction to 

get to the truth. 

This statement led to the discussion about the research philosophies mentioned by (Saunders 

& Thornhill, 2019) in their research onion model; positivism, realism, interpretivism, 

postmodernism and pragmatism.  

Positivism is "an epistemological position that advocates the application of the methods of 

the natural sciences to the study of social reality and beyond" (Bryman, 2012, p. 28). 

Essentially, positivism is a type of research philosophy that involves observable social 

reality. Usually, positivism involves using an existing theory to develop a hypothesis 

(Saunders, et al., 2007). In positivism, any known phenomena through one's senses are 

considered sources of knowledge (Cooper & Schindler, 2014). The researcher in the 

positivist approach is regarded as external to the research process since the data is already 

there and the researcher's only duty is to collect the data; the researcher can do nothing to 

change it (Saunders, et al., 2007). Accordingly, positivism is about being objective rather 

than subjective (Cooper & Schindler, 2014).  Based on Bryman (2012), positivism entails 

five principles; the first is the principle of phenomenalism, which means that in order to 

consider phenomena and acknowledge them, they should be confirmed by the senses. The 

second is the principle of deductivism, which entails that theories should produce hypotheses 
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that can be tested. The third is the principle of inductivism, which states that gathering facts 

that form the foundations of laws will result in reaching knowledge. Since it can be 

conducted value-free, the fourth principle is referred to as objective. Finally, there is a clear 

difference between scientific and normative statements; scientific statements are believed to 

be true science, while normative statements are implied by scientific statements.  

The core of realism is that there is an independent reality in mind; some consider realism 

similar to idealism (i.e., only the mind and its content exist). Realism has two types, direct 

and critical (Saunders, et al., 2007). The direct realist viewpoint would propose that the 

world is relatively unchanging; in other meaning, in a business context, realism presumes 

that the business functions at one level (Saunders, et al., 2007). Direct realism can also be 

called naïve realism to reflect that realists can assume a close match between reality and the 

construct being studied. Moreover, they assume that by implying appropriate methods, 

reality can be understood (Bryman, 2012). On the other hand, critical realism adopts multi-

level approaches (Saunders, et al., 2007). Critical realism designated that "we will only be 

able to understand—and so change—the social world if we identify the structures at work 

that generate those events and discourses" (Bryman, 2012, p. 28). Critical realism implies 

two principles; first, as the positivist researchers assume that their conceptualisation of 

reality reflects that reality, critical realist sees that researchers' conceptualisation reflect a 

method for knowing reality and not the reality itself. Second, realists admit that their 

clarifications of theoretical terms are not responsive to observation (Bryman, 2012). 

The advocates of interpretivism argue that the world is too complex to assume that it follows 

a specific law or that the findings' generalisation is possible. Some might argue that in 

business research and management research, business situations are complex and unique and 

subjected to various conditions, especially in organisational behaviour. This complexity and 

uniqueness raise a question regarding the research's generalizability (Saunders, et al., 2007). 
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Interpretivism is much more common in social science than business research since it sees 

the facts through people's eyes and does not accept them as one reality (Cooper & Schindler, 

2014). 

Pragmatism arises from actions, situations, and consequences rather than predecessor 

conditions. In this approach, the research focuses on the research problem rather than the 

method, and usually, this research philosophy is a philosophical foundation for mixed 

method studies (Creswell, et al., 2007). Pragmatism holds that the research question is the 

most crucial determinant of adopting epistemology, ontology, and axiology (Saunders, et 

al., 2007). 

The following Table (6) provides a comparison between the four most used research 

philosophies in business research.  

Table 6:comparison between the four most used research philosophies ( 

(Saunders & Thornhill, 2019, p. 119) 

Research 

Philosophy 

Positivism Realism Interpretivism Pragmatism 

Ontology: the 

researcher’s 

view of 

the nature of 

reality 

or being 

External, 

objective 

and 

independent of 

social actors 

Is objective. 

Exists 

independently of 

human thoughts 

and 

beliefs or 

knowledge 

of their 

existence 

(realist), but is 

interpreted 

through 

social 

conditioning 

(Critical realist) 

Socially 

constructed, 

subjective, may 

change, 

multiple 

External, 

multiple  

views were 

chosen to 

best 

enable 

answering 

of research 

question 

Epistemology: 

the 

researcher’s 

view 

regarding 

what 

constitutes 

acceptable 

knowledge 

Only 

observable 

phenomena can 

provide 

credibly 

Data, facts. 

Focus 

on causality 

and law 

Observable 

phenomena 

provide credible 

data and facts. 

Insufficient data 

means 

inaccuracies in 

sensations 

(direct 

Subjective 

meanings 

and social 

Phenomena. 

Focus 

upon the 

details 

of situation, a 

reality behind 

Either or 

both 

observable 

phenomena 

and 

subjective 

meanings 

can provide 

acceptable 
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like 

generalisations, 

reducing 

phenomena to 

simplest 

elements 

Realism). 

Alternatively, 

phenomena 

create sensations 

which 

Are open to 

misinterpretation 

(critical 

realism). 

Focus on 

explaining 

within a context 

or contexts 

these details, 

subjective 

meanings 

motivating 

actions 

knowledge 

dependent 

upon 

the research 

Question. 

Focus 

on practical 

applied 

research, 

integrating 

different 

perspectives 

to help 

interpret the 

data 

Axiology: the 

researcher’s 

view of 

the role of 

values in 

research 

Research is 

undertaken in a 

value-free way, 

the researcher 

is 

independent of 

the 

data and 

maintains 

an objective 

stance 

Research is 

value 

laden; the 

researcher 

is biased by the 

world 

views, cultural 

experiences and 

Upbringing. 

These 

will impact on 

the 

research 

Research is 

value 

bound, the 

researcher is 

part 

of what is 

being 

researched, 

cannot 

be separated, 

and so 

will be 

subjective 

Values play 

a large 

role in 

interpreting 

results, the 

researcher 

adopting 

both 

objective 

and 

subjective 

points of 

view 

Data 

collection 

techniques 

most 

often used 

Highly 

structured, 

large samples, 

measurement, 

quantitative, 

but 

can use 

qualitative 

Methods chosen 

must fit the 

subject 

matter, 

quantitative 

or qualitative 

Small samples, 

in-depth 

investigations, 

qualitative 

Mixed or 

multiple 

method 

designs, 

quantitative 

and 

qualitative 

 

The philosophical research position in the current research is derived from the research aim 

and the previous discussion about the research philosophy. The current study aims to 

investigate the impact of employee strategic alignment impact on both employee 

engagement and employee performance. 

 Given the previous discussion, the researcher is adopting a positivism research philosophy 

for several reasons. First, the research investigates strategic employee alignment by creating 

strategic awareness, defining goals and linking incentives to performance and how it impacts 
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employee engagement and employee performance. This can be considered a reality that is 

independent of external actors, and it concerns predefined procedures in the organisation. 

Accordingly, the nature of the research as it investigates a social science field. Second, a 

highly structured methodology was followed to conduct this research.  Moreover, the 

research relies on gathering data that is collected objectively using a structured research 

instrument, and the respondents answer the questions without any interaction with the 

researcher.   

3.1.2 Research Approach  
 

There are two types of research approaches, deductive and inductive. The two approaches 

are present as two contradicted approaches to research and theories development that differs 

in the research method, data collection and generalizability. 

In a deductive approach, the researcher develops a theory and hypotheses and adopts a 

research strategy to test the hypotheses (Saunders, et al., 2007). The deduction includes 

shifting from the general to the specific, starting from a theory, developing hypotheses from 

it, testing those hypotheses, and reviewing the theory (Woiceshyn & Daellenbach, 2018). 

The deductive principle represents the most common view of the nature of the relationship 

between concepts and social studies. A researcher deduces a hypothesis that should then be 

subjected to empirical scrutiny based on what is known about a specific domain and 

theoretical considerations concerning that domain. Rooted within the hypothesis are going 

to be concepts that need to be translated into researchable variables. Researchers must 

competently deduce a hypothesis and then translate it into operational concepts that are later 

tested and discussed and might lead to revising the existing theory (Bryman, 2012). The 

deduction approach holds various vital characteristics. First, it investigates casual relations 

between the variables. Second, it involves gathering data to test the hypothesised causal 
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relations between the variables, and third, controlling variables guaranteeing that the causal 

relation exists not because of other variables. Fourth, the approach uses a highly structured 

methodology to allow future study replication. Fifth, the research concepts need to be 

operationalised, and finally, a sufficient sample should be investigated to be able to 

generalise the findings (Saunders, et al., 2007). 

On the other hand, in the inductive approach, a researcher would gather data and develop a 

theory related to data analysis (Saunders, et al., 2007). Induction implicates moving from the 

specific to the general, for example, making experimental observations regarding some 

phenomenon and building concepts and theories according to them (Woiceshyn & 

Daellenbach, 2018). From an inductive standpoint, the research outcome will be a theory. In 

other words, the induction process involves ending up with generalizable conclusions out on 

observations (Bryman, 2012). In the deductive approach, a researcher would interview, 

directly observe, and contact the subject of the research to understand better what is going 

on and build up theories that explain the phenomena (Saunders, et al., 2007). 

Finally, the third research approach that combines the previously mentioned types is 

abduction, which can be looked at as a combination between deduction and induction. In the 

abduction approach, "observation of empirical phenomena then followed by the research 

which comes up with a best guess or conclusion based on available evidence" (Melnikovas, 

2018, p. 33). 

As a comparison between the research approach types, it can be noticed that both approaches 

have champions and opponents. For instance, the inductive approach can be considered a 

rigid method with a strict methodology that prevents flexibility in explaining the research 

findings. At the same time, one of the deductive approach's advantages is establishing a 

cause-and-impact link and the researcher's objectivity. Nonetheless, the inductive approach 
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provides a broader space for results explanation but, at the same time, works with a limited 

sample size, which jeopardises generalisation. Furthermore, deductive research can be 

quicker, and the research schedule can be predicted more accurately than the deductive 

approach. Nevertheless, the inductive approach has a lower risk in the data collection method 

since there is the risk of unreturned questionnaires and the risk of getting data that does not 

produce the required pattern in the deductive approach (Saunders, et al., 2007). 

In this study, a deductive research approach is followed. As presented earlier in Chapter 2, 

this research started with a literature review and the existing body of knowledge assessment 

about the employee strategic alignment elements and how they affect employee engagement 

and performance. Hence, this research is based on what is known about this knowledge 

domain. Additionally, this research relies on existing theories (i.e., the goal setting theory, 

the JD-R model, and the engagement theory) that lead to hypotheses development for 

operational concepts. Figure (10) presents the steps used in deductive approaches and 

employed in this research as well. 
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FIGURE 10 THE PROCESS OF DEDUCTION (SOURCE: BRYMAN, 2012, PP.24) 

 

 

3.1.3 Methodological Choice  
 

The methodological choice means whether the research will follow a quantitative, qualitative 

or mixed approach. Qualitative research is where researchers aim to understand the meaning 

of individuals contributing to human issues; it involves emerging questions. Researchers 

usually follow an inductive approach, where data is collected through interviews or open-

end questions—a researcher who follows this approach honours individual differences 

(Creswell, 2014). 

In quantitative studies, the researchers use the theory in a deductive manner to test it rather 

than develop it. Hence, the researcher adopts a theory, collects data, and then tests it for 

confirmation or disconfirmation of the hypotheses (Creswell, 2014).  In the qualitative 

1. Theory 

3. Data collection 

2. Hypothesis  

4. Findings  

5. Hypothesis 

confirmed or rejected 

6. Revision of the 

theory  
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approach, the research starts with a philosophical assumption followed by paradigm 

selection to address the assumptions. Later, after choosing an interpretive paradigm, the 

researcher identifies a research question that leads to selecting an approach or a design to be 

used in qualitative research to collect and analyse the data (Creswell, et al., 2007). The 

qualitative is used mainly as a replacement for any data collection technique (e.g., interview) 

or data analysis technique (e.g., categorising data) that generates or uses non-numerical data. 

Therefore, qualitative can refer to data other than words, such as pictures (Saunders, et al., 

2007). In qualitative research, various research questions, for instance, chronicle or 

storytelling, in-depth descriptive, process, and essence questions, can be found. For each 

type of research question, one can find a qualitative design approach, such as narrative 

research, case study, and grounded theory (Creswell, et al., 2007). In the qualitative 

approach, the researchers followed an inductive approach that explains the surrounding 

reality through the eyes of the individuals and embodies a view of social reality as a 

constantly changing, growing property of individuals' creation (Bryman, 2017). 

The quantitative methodology aims to test objectives by examining the relationship between 

the research variables, typically measured by an instrument. Quantitative research aims to 

categorise features, count them and build a structural model to explain the observations. 

Features of quantitative research include; first, the researchers know what they are looking 

for, and second, all aspects of the research are well designed before data collection. Third, 

the researcher uses tools, such as a questionnaire, to collect numerical data. Fourth, the 

quantitative data provide the opportunity to test hypotheses. Finally, the researcher usually 

stays objectively separated from the results (McCusker & Gunaydin, 2015). Quantitative is 

used chiefly as an alternative word for any data collection technique (e.g., questionnaire) or 

data analysis procedure (e.g., graphs or statistics) that produces or uses numerical data 

(Saunders, et al., 2007). Quantitative research may be interpreted as a research strategy that 
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focuses on quantification in the collection and analysis of data. Additionally, it uses a 

deductive approach to examine the relationship between theory and research, incorporates 

positivism principles, and expresses the view of objective social reality (Bryman, 2017).  

In a mixed approach, the researchers use quantitative and qualitative methods to get a 

complete picture of an issue. An example is conducting interviews, using questionnaires, or 

leaving an open-ended question in a questionnaire and analysing quantitative and qualitative 

data (Creswell, 2014). Such an approach provides help in creating rich visions and rigorous 

verification of numerous phenomena of interest that cannot be understood entirely using only 

a quantitative or a qualitative method (Venkatesh, et al., 2013).  

Research choice can then be classified as mono or mixed research choice. Mono method 

(single) refers to using a single data collection and analysis technique, for example, 

combining one type of quantitative data collection technique with one type of quantitative 

data analysis technique. The multi-method means using other than one data collection and 

analysis technique. In this method, research can combine quantitative and qualitative 

approaches differently, producing four possible combinations depending on how the 

quantitative and qualitative data collection and data analysis techniques are used (Saunders, 

et al., 2007). 

This study employs a quantitative methodology for the following reasons. First, this research 

aims to explore, describe, and measure phenomena. Second, the logical orientation of this 

research is a hypothetical-deductive approach where a theory is adopted to justify the 

hypothesis (Thyer, 2010). 

 

 



101 
 

3.1.4 Research Strategy  
 

Various research strategies are linked to different research purposes; thus, a brief description 

of research purposes is presented before discussing the research strategies. The research 

could be conducted as an exploratory, descriptive, or explanatory study.  

In exploratory research, the research aims to determine what is happening; this can be 

achieved by interviewing subject matter experts, holding focus groups, or searching the 

literature (Saunders, et al., 2007). The researchers gather and analyse qualitative data, and 

these findings notify quantitative data collection (Fetters, et al., 2013). Exploratory studies 

tend to use such questions as "What", "How many", or "How much". The answer to such 

questions is usually achieved through a survey or archival research. Exploratory studies tend 

to define phenomena to predict outcomes (Schell, 1992). This type of research is flexible, 

and research in this type should be adaptable to change (Saunders, et al., 2007). 

A descriptive study is a study where the researcher displays an accurate description of 

phenomenon or a problem, especially if the researcher does not hold a precise understanding 

of the problem (Saunders, et al., 2007). In descriptive studies, the researchers gather data 

through a quantitative method and then analyse them to conclude answers (Fetters, et al., 

2013). 

(Saunders, et al., 2007) describe descriptive research as an extension or precursor to 

exploratory research since it is necessary to have a clear understanding of the phenomena 

that are being on which research aims to collect data before commencing the data 

collection process. 

Explanatory studies' goal is to establish a causal relation between two variables; they usually 

aim to answer the questions "How" and "Why", and the most appropriate strategies that can 

be used in this type of research are case studies, experiments, and history. In explanatory 
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studies, the concern is about operational links that occur during a span of time (Schell, 1992). 

Additionally, the focus is on examining a situation to explain the relationship between 

variables (Saunders, et al., 2007). 

 

The research questions not only provide a guideline about the type of research being 

conducted but also guide research strategy selection. Examples of research strategies are 

experiments, surveys, case studies, grounded theory, ethnography, and action. Each research 

strategy can be used with different research types; however, some are related to a specific 

research approach (Saunders, et al., 2007).  The following Table (7) provides a summary of 

research strategies and the appropriate questions associated with them.  

TABLE 7:RELEVANT QUESTIONS FOR DIFFERENT STRATEGIES (SOURCE SCHELL, 1992) 

Strategy Form of the research question 

Experiment  How, Why 

Survey  Who, What, Where, How many, How much 

Archival analysis  Who, What, Where, How many, How much 

History How, Why 

Case study  How, Why 

 

An experiment is a form of research that is most probably used to establish a causal link 

between two variables. This research strategy is often used in psychology research. 

Nevertheless, it can be used in management, especially in organisational psychology 

research, and it is often conducted in laboratories instead of the field (Saunders, et al., 2007).   
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Experimental research strategy is often held up as a standard because it produces significant 

confidence in the robustness and reliability of the causal research findings; it also enables 

robust internal validity (Bryman, 2012). In designing classical experimental research, the 

researcher began by setting up two groups, an experimental and a control one. Consequently, 

the two group members are mixed, and the dependent variable is measured; after that, the 

researcher manipulates the dependent variable and it is measured again (Saunders, et al., 

2007).  

The survey strategy is usually allied with the deductive research approach. It is a commonly 

used research strategy in business and management research and is often employed to answer 

the question "who, what, where, how much, and how many". It is consequently likely to be 

used for exploratory and descriptive research. Surveys strategies allow for gathering a large 

amount of data from a sample in an economical manner. The survey strategy is often 

achieved by distributing a questionnaire to a sample and gathering data that are standardised 

and allow comparison (Saunders, et al., 2007). The survey strategy enables a researcher to 

gather quantitative data, which then can be analysed quantitatively using descriptive and 

inferential statistics methods to explain relations and reach conclusions (Saunders, et al., 

2007). 

A case study is a type of research strategy used in management research; it relies heavily on 

data collection and unstructured analysis (Schell, 1992). It depends on multiple sources of 

evidence to conduct an empirical investigation of a specific phenomenon (Saunders, et al., 

2007). Case studies can investigate single or multiple research questions within a rich 

environment with several contextual variables (Schell, 1992). Stake (1995), as cited in 

Bryman ( 2012, p. 66), stated, "case study research is concerned with the complexity and 

particular nature of the case in question" The case study is most suitable for answering "How 
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or why" questions. Nonetheless, this strategy has limitations and can be used in the wrong 

way, which leads to incorrect or inconsistent findings (Schell, 1992).   

The case study strategies implement various data collection techniques such as interviews, 

observation, documentary analysis and questionnaires. Therefore, a case study strategy 

requires the triangulation of multiple data sources. Triangulation means getting data from 

multiple sources to ensure that the data informs the research is supposed to acknowledge 

(Saunders, et al., 2007). 

Archival analysis refers to using documents and administrative records as a primary source 

of research. The archival data deals with the past and the changes that occurred during times; 

it uses documents and data that were collected on a daily basis over time in organisations or 

entities to monitor the change over time. Some confusion might occur between using 

archival data as a primary or secondary source of data since administrative records might be 

used as a secondary source of data with other research strategies. Nonetheless, in the archival 

analysis strategy, the main source of information is the administrative records and the 

organisation document (Saunders, et al., 2007). 

This study can be classified as an exploratory study since it aims to examine the impact of 

strategic alignment of employees on employee engagement and performance, and the most 

appropriate research strategy for this study is a survey. Survey strategy is typically associated 

with a deductive approach and is commonly used in business and management research. It 

answers the questions of who, what, where, and how many and tends to be used to achieve 

explanatory studies' aims (Saunders, et al., 2007).   

3.1.5 Research Time Horizon 
 

Survey research strategy can be studied either through cross-sectional or longitudinal 

designs, using questionnaires or other techniques, for example, interviews or observations 
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to collect data. The research aims to generalise the research findings from the selected 

sample to the entire population.   

The cross-sectional studies are conducted at one point in time and usually use a survey 

strategy ( (Saunders, et al., 2007).; (Cooper & Schindler, 2014)). Cross-sectional strategies 

can also be defined as a "snap-shot", where a study of a particular phenomenon occurs at a 

specific point in time. A Cross-sectional study often seeks to describe a phenomenon's 

occurrence or clarify how variables are connected in diverse organisations (Saunders, et al., 

2007). 

The cross-sectional design involves a few key points. First, it requires multiple cases, and 

the researcher employing cross-sectional design is usually concerned about variation, which 

means they require a large sample size to cover all the required variation. Second, it happens 

at one point in time, indicating that the respondent will give answers for a specific number 

of items that describe a variable simultaneously. Third, a cross-sectional study produces 

quantifiable data that are required to establish relations between the variables and create a 

benchmark. Finally, cross-sectional studies create association patterns, meaning that since 

the data are collected simultaneously, it is possible to examine the relationship between 

variables (Bryman, 2012). Nonetheless, since the cross-sectional design lake the feature of 

experimental studies, the results of cross-sectional studies can only reveal relations. They 

cannot confirm causal relations that need an experimental design to confirm (Bryman, 2012).   

In contrast, longitudinal studies investigate phenomena over a while. Longitudinal studies 

provide the researchers with the ability to observe variables over time and exercise control 

over variables ((Saunders, et al., 2007); (Cooper & Schindler, 2014)). 

In longitudinal research, the sample is surveyed and then surveyed again on a further 

occasion. Two types of longitudinal studies can be found: panel and cohort. In panel studies, 
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a randomly selected sample is the focus of the data collection process on at least two 

occasions. In the cohort study, a random or cohort sample that shares mutual characteristics 

is chosen to be the focus of the study. Nevertheless, whether the study was a panel or a 

cohort, the data must be collected on at least two waves of time on the same people (Bryman, 

2012).   

Longitudinal research can solve various problems in research, including the common method 

bias issues and the casual inferences that might accompany survey strategies (Rindfleisch, 

et al., 2008). It can enhance understanding of a causal relationship between variables 

(Bryman, 2012).  Nonetheless, these techniques are seldom used due to the fact that many 

researchers fail to use this longitudinal data collection strategy since this method is deemed 

additional costs in terms of time and money (Rindfleisch, et al., 2008). Moreover, 

longitudinal studies have a few issues; for instance, they can produce the problem of 

withdrawing respondents who might participate in wave one and refuse to continue to wave 

two. Longitudinal studies also have an ambiguity regarding when is the suitable time to 

conduct wave two; they can produce the issue of panel condition impact where participants' 

behaviour in longitudinal studies might be affected (Bryman, 2012).   

Given the previous discussion, this study is cross-sectional in terms of time horizon since it 

aims to offer an overview of the relation between the independent and the dependent 

variables.  

3.2 Techniques and Procedures  
 

3.2.1 Sampling Techniques  
 

Since it is not possible or feasible to investigate the entire population, researchers tend to 

select a research sample. Sampling techniques allow the researchers to reduce the amount of 
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data that has to be collected for a study by considering the data from subgroups rather than 

the whole population (Saunders, et al., 2007). Sampling is a practical way of studying 

individual attitudes, thoughts and activities (Cooper & Schindler, 2014). 

Sampling techniques have two types, probability and non-probability sampling. Probability 

sampling is usually associated with a survey research strategy. Probability sampling means 

an equal chance for each case in the population to be selected in the sample ( (Saunders, et 

al., 2009); (Black, 2019)).  Probability sampling keeps the sampling error as low as possible 

and presents a representable sample (Cooper & Schindler, 2014). Examples of probability 

sampling are simple random sampling, stratified random sampling, cluster and systematic.   

Non-probability sampling is usually associated with case studies. Non-probability sampling 

means that the probability of each case being selected from a population is unknown. Thus, 

this makes it impossible to achieve research objectives that require statistical inferences 

regarding population characteristics ( (Saunders, et al., 2007); (Black, 2019)). Examples of 

non-probability sampling are convenience sampling, snowballing, and quota (Saunders, et 

al., 2007). 

A probability sampling technique is followed in this research since the study adopts a survey 

strategy. Probability sampling requires a complete list of the cases that the study sample is 

drawn; this is going to be discussed in the following section.  

3.2.2 Research Population and Sampling   
 

This research targets governmental employees in the UAE. Accordingly, this study 

population is Dubai governmental and semi-governmental employees; the reason for 

focusing on Dubai rather than working with governmental employees in all seven Emirates 

since focusing on Dubai is more convenient for data gathering and saves time, effort and 

money.  
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Additionally, the UAE has federal laws that govern each state, as well as state-specific laws. 

To avoid any factors or differences between governmental and semi-governmental 

organizations in various states that might affect the results of the questionnaire, one state 

was chosen (Dubai), and the same reason pushed the research to focus on one sector 

(government and semi-government). 

Every research study has a target population that contains individuals, institutions, or 

entities. Usually, the sample is taken from a population list called the frame (Black, 2019). 

For this research, the number of governmental entities in Dubai is (48) entities the entire list 

(i.e., frame) for the population is furnished in (Appendix 1). According to Dubai statistical 

centre reports regarding employees at Government entities by nationality, gender, and sector 

in the Emirate of Dubai, the number of employees in Dubai's governmental entities reached 

a total of (121,658) employees in both local and federal entities in 2019 (DSC, 2019). 

Three main requirements need to be considered to determine the population's required 

sample: First, the level of precision or the sampling error. This value has usually represented 

a percentage of ± 5% (Israel, 1992). The second criterion is the confidence level (a.k.a. risk 

level). The main idea of the confidence interval comes from the central limit theorem; the 

key concept in this theory is that when the population is repeatedly sampled, the test statistic 

calculated will equal the true population parameter (Israel, 1992). In other words, a 95% 

confidence interval means that if a test is repeated several times, 95% of those repetitions 

will have a true population within a pre-specified range. The third term is the degree of 

variability that indicates that the less homogenous the population is, the larger the sample 

size required to achieve the required precision (Israel, 1992). 

Another way to calculate the minimum required sample size is by using the confidence 

interval, the margin of error and the proportion (Saunders, et al., 2007). The proportion is 
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the respondents' percentage that the research expects to have a particular attribute. This value 

is found either by conducting a pilot study, making an informed guess or assuming it is 50% 

(Saunders, et al., 2007). One can use statistical equations or ready tables to determine the 

sample size. An example of the statistical equations used to determine sample size is 

equation (1). 

EQUATION 1:  𝒏 =  
𝑵

𝟏−𝑵(𝒆)𝟐
… (1) 

Where: 

n is the sample size 

 N is the population 

 e is the required precision  

For a robust statistical conclusion, precision should usually be 0.05 or less for robust 

statistical findings (Israel, 1992). Another example of a sample size calculation equation is 

the one that contains proportions as in equation (2) in this equation, and no population size 

is required (Saunders, et al., 2007). 

EQUATION 2: 𝒏 = 𝒑% ∗ 𝒒% ∗ (
𝒛

𝒆%
)𝟐… (2) 

Where:  

n is the minimum sample size required 

p% is the proportion belonging to the specified category 

q% is the proportion not belonging to the specified category 

z is the z value corresponding to the level of confidence required  

e% is the margin of error required. 

Another way of calculating sample size is by using tables; sample size tables can be found 

in many references; an example of the sample size tables is presented in Figure (11). 
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Figure 11 Sample size table, Source: (Israel, 1992, p. 3) 

In this study, a confidence interval of 95% is adopted, with an error margin of 5% according 

to equation (1) with (N=121658); the sample size is (402) respondents. Moreover, assuming 

the proportion to be (50%), according to equation (2), the required sample size is 385. 



111 
 

Moreover, using the table in figure (3) with a population of more than (100,000) and with a 

confidence interval (of 95%) and an error margin of (5%), the required sample size is (400). 

Accordingly, in this research, a sample size of (400) respondents is required.   

3.2.3 Data Gathering Tool  
 

In this study, a questionnaire was used to gather the required data. For descriptive studies, a 

questionnaire is considered an adequate data-gathering tool. Questionnaires have many 

definitions. Some researchers strictly set a questionnaire's definition to the person answering 

and recording the answers of a set of questions to others who represent it in terms that are 

more general and include answering the questions by phone and recording the answers by 

someone else. Moreover, others define the questionnaire as answering a set of questions of 

predetermined order (Saunders, et al., 2007). Questionnaire design is of great importance 

since it affects the reliability and validity of the collected data. Accordingly, a careful 

questionnaire design is required in addition to a clear layout, an explanation of the 

questionnaire's purpose, pilot testing and careful execution (Saunders, et al., 2007). A well-

designed questionnaire allows the same information to be gathered from a large sample in 

the same manner and enables data to be systematically analysed (Leung, 2001). Any survey 

results are highly dependent on the questionnaire; accordingly, to minimise respondents' 

errors, the research questionnaire should be created according to best practice guidance 

(Krosnick, 2018). 

When designing a questionnaire, the two main goals are increasing the response rate and 

getting accurate related information. Accordingly, the questionnaire length and arrangement 

play an essential role in attaining the goals. Logically a short questionnaire must be filled 

out more quickly than a lengthy questionnaire, but at the same time, when measuring 

multiple variables, it is hard to create a short questionnaire (Leung, 2001). 
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Questions arrangement plays a vital role; rules determine that questions should be arranged 

from general to specific, easy to difficult. Nevertheless, many recommendations advise 

locating the personal questions (demographics) at the end of the questionnaire and not at the 

beginning (Leung, 2001). 

Questionnaires have two main types, self-administrated and interviewers administrated; self-

administrated questionnaires have three types, internet-mediated questionnaires, drop, 

collection, and postal questionnaires. The interviewer administrated includes two types of 

telephone questionnaires and a structured interview (Saunders, et al., 2007). Self-

administrated questionnaires are less costly than other data collection methods, easier to 

administer, can guarantee honest answers to the questions and can be completed according 

to respondents' convenience. On the other hand, an interview-type questionnaire can 

eliminate ambiguity in the questions (Leung, 2001). 

The questionnaire can be circulated by drop and collector or online data collection method. 

According to (Rowen, et al., 2019), online data collection is gaining popularity over the 

paper-based conventional process. It is quicker, more comfortable to be filled by 

respondents, and distributed over a wide range of organisations than paper-based methods. 

Moreover, some online method features allow the attachment of pictures and provide a 

colourful interface, encouraging respondents to look at the questionnaire. Additionally, the 

online data collection method guarantees no data entry errors since the data can be extracted, 

and some features force respondents to answer all questions, eliminating the problem of 

missing data (Ebert, et al., 2018). 
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3.3 Research Instrument  
 

The research instrument consisted of two important sections. Section one covered the 

research variables and consisted of 47 items that address the definitions of the employees' 

strategic alignment, employee engagement and employee performances. At the same time, 

the second section covers demographic information and an overview of all questions to 

measure the employees' familiarity with their organisation's vision and mission and the BSC.  

3.3.1 Independent Variable  
 

This research used the dimensions mentioned in strategy focus organization make strategy 

everyone everyday job which contained three dimensions of employees strategic alignment, 

namely: Creating strategic awareness, Define personal goals and KPIs based on strategic 

organization goals and KPIs, Linking achieving goals and objectives to rewards, While 

(Ayers, 2015) establish measure is only concerned with goal alignment which is one 

dimension of making strategy everyone everyday job that is adopted in this research. 

3.3.1.1 Creating Strategic Awareness   
 

Creating strategic awareness is the first dimension of employees' strategic alignment or 

"Make Strategy Everyone’s Job" in order to measure this item, the scale developed by Biggs 

et al. (2014 ) was adopted. This scale was developed based on (Boswell, 2006) 

conceptualisation of employee line of sight Boswell (2006, p. 1499) defined line of sight as 

"line of sight to an organisation's strategic objectives is a measure of employee 

understanding of important firm objectives and actions". The scale consists of four items, as 

furnished in Table (8).  
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TABLE 8: CREATING STRATEGIC AWARENESS SCALE 

Item Code Creating a Strategic Awareness scale 

Source: (Biggs, et al., 2014 ) 

CSA1 "I have a clear understanding of [the organisation’s] strategic priorities", 

CSA2  "I am aware of how my day-to-day work aligns with [the organisation’s] 

strategic."  

CSA3 "I have a clear understanding of how my workgroup’s operational priorities 

help [the organisation] achieve its strategic objectives", 

CSA4  "It is important to me to help [the organisation] achieve its strategic 

objectives". 

 

The scale revealed high reliability; respondents assess their agreement with each item on the 

scale using a 5 Likert scale rating, where (1) indicates "Strongly disagree" and (5) means 

"Strongly Agree". The original scale was tested in a longitudinal study investigating the 

impact of strategic alignment on organisational priorities and work engagement. The 

researchers used confirmatory factor analysis (CFA) to test the research model. The result 

of the CFA depicted an adequate model fit. Further, the scale was utilised later on by other 

researchers, such as Ghonim et al. (2020), who developed a scale for measuring strategic 

alignment depending on several previous studies, including Biggs et al. (2014 ) scale.  The 

creating strategic awareness items reflect the construct definition for the line of sight by 

Boswell and reflect the construct definition that was presented by Kaplan and Norton.  

3.3.1.2 Defining Personal and Team Objectives 
 

This independent variable is regarding the definition of an employee's personal objectives 

that should be linked to the organisation's strategy and goals. The scale was adopted from 

Simbolon (2018); it consists of (6) items. Simbolon created a scale to measure the SFO 
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model's five principles (see (Kaplan & Norton, 2001c). In the original scale, by Simbolon, 

the Cronbach- alpha value was (0.86) for strategic alignment. The scale items are presented 

in Table (9). Respondents assess their agreement with each item on the scale using a five-

Likert scale rating, where (1) implies "Strongly disagree" and (5) means "Strongly Agree". 

 

Table 9: Defining personal and team objectives scale 

Item Code Defining personal objectives  

Source: (Simbolon, 2018) 

DPO1 "My KPI targets to support the accomplishment of organisational targets." 

DPO2 "My KPI targets are realistic." 

 

DPO3 "I have a good quality of key performance indicators." 

 

DPO4 "There is an active dialogue with my direct supervisor when determining 

my KPIs." 

 

DPO5 "My KPIs are in line with organisational KPIs." 

 

DPO6 "There is an active dialogue with my direct supervisor when determining 

my KPI targets." 

 

3.3.1.2 Linking Incentives and Compensation to Achieving Organisational Goals 
 

This scale should cover the definition of Kaplan & Norton (2001c) regarding SFO. Kaplan 

and Norton pointed out that: "Employees should feel that their organisation's successes result 

in shared rewards for those who brought about those successes — namely, the employees. 

Conversely, when the organisation experiences shortfalls, employees should feel some pain. 

Incentive and reward systems provide the link between organisational performance and 

individual rewards" (pp. 6).  Accordingly, any items developed to cover this definition 

should approach the concept of compensations linked to performance and linked to an 
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organisation's success. The literature on strategic human resource practices was explored to 

find the best scale.  

For instance, Simbolon (2018), who studied the impact of SFO on several work attitudes and 

performance variables, created a questionnaire based on the SFO organisation definition by 

Kaplan & Norton (2001c). Principle three items are the focus of this study; the author created 

a scale that combines the three dimensions of "Make Strategy Everyone's Job". Nonetheless, 

the original scale created by Simbolon only seems to cover performance indicators and 

reward and compensation. They defined the reward and compensation dimension with only 

one question, "The rewards system in my organisation is linked to KPI target achievement", 

and the question did not present a high factor loading as the other items. Another example is 

Huselid (1995) study regarding factors that structure high-performance work practices. The 

variable employee motivation was covered by three items "What is the proportion of the 

workforce whose performance appraisals are used to determine their compensation?" the 

second question was "What proportion of the workforce receives formal performance 

appraisals?", Sanchez et al. (2013) measured the SHRM practices depending on multi-

dimensions scales provided by several researchers, Sanchez et al. measured the incentives 

links to a performance by measuring the employee perspective regarding "profit sharing", 

"incentive pay", and "link between performance and reward". Nevertheless, after reviewing 

several researchers, these section items were created based on Kaplan & Norton (2001c), 

Simbolon (2018), Laursen & Foss (2003) and Huselid (1995). 

The final scale consists of (6) items where respondents assess their agreement with each item 

in the scale using a 5 Likert scale rating, where (1) confirms "Strongly disagree" and (5) 

means "Strongly Agree", the scale items are presented in Table (10). 

Table 10: Linking incentives and compensations to the performance scale 
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Item Code Linking incentives and compensation to achieving organisational goals 

Sources: 

(Kaplan & Norton, 2001c), (Simbolon, 2018), (Laursen & Foss, 2003) and 

(Huselid, 1995) 

LIP1 The rewards system in my organisation is linked to KPI target achievement 

LIP2 My organisation’s compensation system is designed to encourage 

employees to achieve long-term strategic objectives 

LIP3 My performance appraisal is used to determine my rewards and 

compensation 

LIP4 My organisation’s success results in a shared reward for the employees. 

LIP5 My incentives and rewards show the link between the organisation’s 

performance and individual rewards. 

LIP6 Bonuses and rewards are based on achieving performance targets based on 

the organisation’s strategic goals.  

 

3.3.2 Mediation Variable  
 

The employee engagement definition by (Kahn, 1990) was adopted in this thesis. For 

measuring employee engagement under this definition, two choices were found. First, May 

(2004) was the first scale that adopted Kahn's definition and covered the three aspects (i.e., 

cognitive, emotional, and physical). The scale was first tested in the USA. May, Gilson and 

Harter's scale originally consisted of (24) questions. After conducting exploratory factor 

analysis, the three dimensions (cognitive, emotional and physical) do not load in separated 

factors, and the scale should be used as an overall scale. May, Gilson, and Harter reduced 

the scale to 13 items. The chosen items were the ones that demonstrated high factor loading 

and reliability. The previous Cronbach-α result for this scale was (α=0.77) (May, 2004),  
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(α=0.8) (Avey, et al., 2008).  Olivier (2007) also used the scale as an overall scale, Olivier 

and Rothmann tested the scale using confirmatory factor analysis, and the results 

demonstrated a good fit. The scale was measured using a (5) point Likert scale for most 

studies.  

Second, the Rich et al. (2010) scale was developed by reviewing the literature and searching 

for a scale that taps Kahn's definition of engagement to create a new scale for engagement 

that reflects the definition perfectly; they created (18) an item scale. They tested it using 

exploratory factor analysis. The results produce three separate factors. Furthermore, they 

tested the scale using confirmatory factor analysis; the results produced a good fit as three 

separated items as an overall scale. The scale was tested using a (5) point Likert scale. Other 

researchers used the scale, such as Alfes et al. (2013), who created a (12-item) version of the 

Rich et al. scale with a Cronbach- (α = 0.88).  

Since the two scales almost have the same validity results, in this thesis, May (2004) is used 

(the scale items are furnished in Table (11)) because it has fewer items than Rich et al., and 

the length of the questionnaire should be considered when designing a research tool. This 

study uses employee engagement as an overall scale and not as three distinguished 

dimensions. As mentioned by Guest (2014), although Kahn's distinction between the three 

aspects of engagement is physical, emotional, and cognitive engagement, the three 

dimensions were empirically distinct but could be aggregated into a single measure.  

 

TABLE 11: EMPLOYEE ENGAGEMENT SCALE 

Item Code Employee engagement  

Source: (May, 2004) 

 Cognitive 
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ECOG1 Performing my job is so absorbing that I forget about everything else. 

ECOG2 I often think about other things when performing my job. (r) 

ECOG3 I am rarely distracted when performing my job. 

ECOG4 Time passes quickly when I perform my job. 

 Emotional 

EEMO1 I really put my heart into my job. 

EEMO2 I get excited when I perform well on my job. 

EEMO3 I often feel emotionally detached from my job. (r) 

EEMO4 My own feelings are affected by how well I perform my job. 

 Physical 

EPHY1 I exert a lot of energy in performing my job. 

EPHY2 I stay until the job is done. 

EPHY3 I avoid working overtime whenever possible. (r) 

EPHY4 I take work home to do. 

EPHY5 I avoid working too hard. (r) 

(r): Reverse coded item  

 

3.3.3 Dependent Variable  
 

The employee performance scale is a wholly subjective scale that depends on employee 

perspectives toward their performance. The Individual Work Performance concept presented 

by Koopmans is considered the most suitable tool to assess an employee's performance. The 

scale created by Koopmans, as described by Ramdani et al. (2019), is an instrument that was 

created using a very complex methodology and passes through a series of testing; all of this 

is combined with a theoretical basis that can compile three essential measures. The items are 

presented in Table (12). It consists of three dimensions task performance, contextual 
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performance, and counterproductive performance. The scale consists of (18) items; (5) items 

cover task performance, (8) items cover contextual performance, and (5) items cover 

counterproductive performance. The previous reliability test of the scale shows high 

reliability; for example, (Ramos-Villagrasa, et al., 2019) found Cronbach alphas values of 

(0.83, 0.87, and 0.77) for task performance, contextual performance, and counterproductive 

performance, respectively. Another research produces a Cronbach- alpha of (0.931, 0.914 

and 0.834), respectively (Ramdani, et al., 2019). 

 

Table 12: Employee Performance 

Item Code 

Employee Performance  

Sources: (Ramos-Villagrasa, et al., 2019) 

 Task performance  

TP1 I managed to plan my work so that I finished it on time 

TP2 I kept in mind the work result I needed to achieve 

TP3 I was able to set priorities 

TP4 I was able to carry out my work efficiently 

TP5 I managed my time well 

 Contextual performances  

CtextP1 On my own initiative, I started a new task when my old tasks were 

completed 

CtextP2 I took on challenging tasks when they were available 

CtextP3 I worked on keeping my job-related knowledge up-to-date 

CtextP4 I worked on keeping my work skills up-to-date 

CtextP5 I came up with creative solutions for new problems 

CtextP6 I took on extra responsibilities 
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CtextP7 I continually sought new challenges in my work 

CtextP8 I actively participated in meetings and/or consultations 

 Counterproductive behaviour  

CountP1 I complained about minor work-related issues at work 

CountP2 I made problems at work bigger than they were 

CountP3 I focused on the negative aspects of the situation at work instead of the 

positive aspects 

CountP4 I talked to colleagues about the negative aspects of my work 

CountP5  I talked to people outside the organisation about the negative aspects of 

my work 

 

To summarise, Table (13) presents construct names, sources, number of items & previous 

Cronbach’s alpha for the scales to prove the validity.  

 

Table 13: Construct names, sources, number of items & Cronbach’s alpha 

Construct 

Names 
Factors Source 

Number 

of items 

Cronbach’s 

alpha 

Employees 

Strategic 

Alignment 

Creating Strategic awareness 

Biggs, 

Brough and 

Barbour 

(2014) 

6 

No Cronbach 

alpha values 

were 

reported; 

nonetheless, 

the scale 

demonstrated 

good validity 

based on the 

CFA test  

Defining personal and team 

objectives 

Simbolon S. 

M. (2018 4 (0.81)  

Linking incentives and 

compensation to the performance 

Kaplan and 

Norton 

(2001), 

Simbolon, 

S. M. 

6 
No available 

data  
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(2018), 

Laursen and 

Foss 

(2003) and 

Huselid 

(1995) 

Employee 

engagement  

Cognitive, Emotional and Physical 

engagement  

May, 

Gilson, and 

Harter 

(2004) 

13 
(0.77) and 

(0.80) 

Employee 

performance   

Task performance  Ramos-

Villagrasa 

Barrada, 

del-Ríoa, 

and 

Koopmans, 

(2019) 

5 0.83 

Contextual performance  8 0.87 

Counterproductive performance  

5 0.77 

Total number of items 47  

 

In conclusion, the study instrument contains (47) questions to cover the independent, 

dependent, and mediation variables. The whole instrument is furnished in appendix (2). No 

Arabic translation is needed for the questionnaire since all the employees working in the 

Dubai governmental entities can read and understand and provide answers to questions in 

English. Moreover, since the questionnaire items were initially created in English, it was 

better to use them in their original language.   

3.3.4 Demographic  
 

Defining demographics as the state-specific characteristics of a population. It provides 

information about the research participants, and it is necessary to determine if the individuals 

who participate in the study represent the population (Salkind, 2010). According to Landy 

(2010), demographic variables carry a good deal of cargo within them, often called "Boxcar 

variables". Moreover, demographic variables serve as control variables in the research, and 

usually, they are selected based on their impact on the independent variable.   

javascript:void(0);
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Previous research similar to the current study, such as Simbolon (2018), asked about 

educational background, age, gender, and organisation tenure. Rafiq et al. (2020) also used 

gender, age, designation, and years of experience.  

Accordingly, in this research, the demographic questions included in the questionnaire are 

the respondent's gender, years of experience, age and designation.   

3.4 Validity and Reliability (Pre-Data Collection) 

 

According to Saunders et al. (2007), internal validity concerning questionnaires is defined 

as "the ability of your questionnaire to measure what you intend it to measure" (p. 366). 

Based on Bolarinwa (2015), validity can be classified into theoretical and empirical 

constructs. The theoretical constructs include content validity and face validity. Content 

validity refers to the extent to which the questionnaire items provide adequate coverage of 

investigated construct (Saunders, et al., 2007). Content validity can be achieved in several 

ways. For example, a panel of experts on the subject can review the questions (Bolarinwa, 

2015). Another is to depend on the construct definition through the literature review 

(Saunders, et al., 2007).  

Face validity is established when an expert reviews the questions and states that the question 

measures the trait of interest; however, some authors consider face validity similar to content 

validity (Bolarinwa, 2015). 

Several threats to validity jeopardise the ability of the researchers to draw a correct 

conclusion from the experiment. According to (Creswell, 2014), there are several types of 

validity threats, internal and external threats, statistical conclusion validity, and construct 

validity threats.   
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Internal validity threats are "experimental procedures, treatments, or experiences of the 

participants that threaten the researcher's ability to draw correct inferences from the data 

about the population in an experiment" (Creswell, 2014, p. 223). 

External validity threat occurs when the researchers make an incorrect inference from the 

sample data to other individuals; the characteristics of the individuals chosen in the survey 

might affect the ability to generalise. Statistical conclusion validity occurs due to inadequate 

statistical power or violation of statistical assumptions. Construct validity threat occurs due 

to inadequate construct definition; accordingly, inadequate items were used to investigate 

the construct (Creswell, 2014). 

Accordingly, to achieve theoretical validity in this research, the questionnaire shall be 

demonstrated to a panel of experts, and any required amendments will be made. 

Additionally, constructs and operational definitions mentioned earlier in this chapter will be 

compared to the questionnaire items to establish content validity. As for the questionnaire 

reliability, all the questionnaire scales were adopted from the literature, and previous 

reliability results were reviewed as indicated in section 6 and presented in Appendix (4). 

Moreover, a pilot test will be conducted on (30) respondents to evaluate the response time, 

collect notes and perform an internal reliability test.  

3.5 Statistical Analysis 

Statistical analysis for this study was conducted using SPSS and AMOS. The following steps 

were followed to guarantee that the final results of the analysis were reliable.  

3.4.1 Handling Missing Data  

 

Missing data can result from an error of entry or omission of answers from respondents. 

Missing data can be handled in several methods. For example, imputation methods compute 

values based on all available observations.   
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Missing data can produce several problems, such as creating a bias in the correlation between 

variables. When handling missing data, special care was given to observe any patterns or 

relationships between missing values to stay close to the original distribution when any 

missing data remedies are applied (Hair, et al., 2010). Nevertheless, missing data issues can 

be eliminated by using an online data-gathering method that makes every question a 

compulsory question and importing the resulting data to the statistical analysis package.  

3.4.2 Outliers  
 

Outliers are observations with unique characteristics that make them different from other 

observations. They could not be categorised as beneficial or a problem unless viewed within 

the context  (Hair, et al., 2010). There are three ways of detecting an outlier univariate, 

bivariate, and multivariate. This research is multivariate research with more than two 

variables involved. Accordingly, multivariate outlier detection techniques are the most 

appropriate techniques to be used. Mahalanobis D2 is a multivariate outlier technique; the 

value D2/df will be calculated, and a threshold of three will be used to designate possible 

outliers (Hair, et al., 2010). After detecting outliers, they should be studied, and a decision 

to retain or omit them should be made. According to (Hair, et al., 2010), outliers should be 

retained unless found to be aberrant or not representative of any observation.  

3.4.3 Validity and Reliability (Post Data Collection) 

 

Empirical validity includes construct and criterion-related validity (Bolarinwa, 2015). This 

study focuses on construct validity, mainly on three types of validity: convergent, 

discriminant, and factor.   

Convergent validity is defined as the degree to which two separately measured variables 

hold a relation to each other. At the same time, discriminant validity provides proof that one 

concept is different from another related concept. Finally, factorial validity is considered an 
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empirical extension of content validity. Factorial validity is usually applied when a construct 

has multiple dimensions (Bolarinwa, 2015). 

This study uses confirmatory factor analysis (CFA) to confirm the factorial validity and 

calculate convergent and discriminant validity. According to Harrington (2009), CFA is 

needed to confirm exploratory factor analysis findings in new samples. Since this research 

adopts scales that have been used previously in the literature, CFA is needed to confirm 

previous results in new samples. To consider an adequate CFA model parameter, any item 

with a factor loading below 0.50 will be eliminated (Harrington, 2009). The value of various 

indices are to be reviewed to consider the model fitness, and the indices are absolute fit index 

chi-square (c2), Parsimony Correction Indices, root mean square error of approximation 

(RMSEA), Comparative Fit Indices (CFI), and the Tucker-Lewis index (TLI).  

 

3.4.4 Descriptive Analysis 
 

Descriptive analysis is a group of techniques that describe the data. The measures that are 

used in this study are a measure of central tendency that provide information regarding the 

middle part of a group of numbers, and central tendency techniques include mean, median 

and mode (Black, 2019). In this study, mean scores for all the research variables were 

calculated. The second technique is the measure of variability, describing the dispersion of 

a data set (Black, 2019). The range, the standard deviation and the variance are examples of 

variability measures. The last technique that was used is the measures of shape that are 

utilised to describe the shape of the data set. Those measures include Skewness and Kurtosis 

(Black, 2019). According to (Garson, 2012), skewness and kurtosis are used to describe 

normality. The skewness and kurtosis values are divided by the standard error, and a 

common cut point is -+ Two. 
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3.4.5 Bivariate and Multivariable Analysis 
 

3.4.5.1 Correlations  

 

Correlations are "a measure of the degree of relatedness of variables." The statistic r is the 

person product-moment coefficient, and the r is the measure of the linear relation between 

the variables. It stipulates the direction and strength of the linear relationship between two 

variables (Black, 2019). 

3.4.5.2 Regression 

 

Multiple regression is considered an appropriate analysis method when there is a single 

dependent variable (Hair, et al., 2010). In order to perform multiple regression, a few 

assumptions must be checked, including outliers, normality and multicollinearity. 

Multivariate normality was checked depending on the Q-Q plot, and residuals scatter plot. 

Multicollinearity was checked using a variance inflation factor (VIF) with a cut point of 

<four and tolerance of >0.1 (Garson, 2012). 

3.4.5.3 Mediation Test 
  

In order to test the mediating role of employee engagement, the steps designated in (Hayes, 

2009) were followed. Hayes goes beyond Baron and Keny's "casual steps approach" for 

mediation testing to test the effect's significance. The variable intervention model (Figure 

(12) guides the mediation effect calculations. The simple steps approach requires calculating 

each path effect and then determining whether a variable acts as a mediator by examining if 

specific statistical criteria are met.  The latest analytical approach is to quantify the indirect 

impact and find out whether it is significant or not. One of the techniques used is 

bootstrapping, which generates an empirical representation of the indirect impact's sampling 

distribution. The sample is repeatedly resampled during the analysis, and this process is 
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repeated a certain number of times. As Hayes (2009) recommended, it will be repeated 5000 

times. Additionally, Hayes created PROCESS Macro that can be added to SPSS to examine 

the mediation impact. 

 

 

 

. 

 

 

 

 

3.5 Pilot Testing 
 

Pilot research is a miniature representation of the original bigger scale meant to look at; it 

grants a pre-take look at the studies instrument like surveys. Pilot studies assist in increasing 

the ability of study success by identifying possible issues (Dillman, et al., 2014). 

Questionnaires need to be subjected to pilot testing, which means placing the questionnaire 

in use and gathering facts from a pattern of (not less than 30 respondents) to assess the 

questionnaire's validity and reliability. Based on the pilot's remarks, the tool is to be adjusted, 

and the members of pilot testing are not going to be part of the final study sample. 

In this research, after preparing the questionnaire in its very last layout, it was communicated 

to a group of professionals and experts. They will offer their comments and evaluation on 

the questionnaire items and typical presentation and comment on the item wording, 

X 

M 

Y 

a b

C’ 

FIGURE 12 THE INTERVENTION VARIABLE MODEL 
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representativeness and every other applicable problem. The experts and professional reviews 

helped in establishing content material validity and face validity.  

The questionnaire was dispatched to (40) respondents who were not part of the final research 

sample. The intention of this pilot here is to test the questionnaire's reliability and validity 

measures and to improve the questionnaire in keeping with accumulated remarks from pilot 

respondents. Thus, the final respondents are not stumbling upon any issue answering the 

questionnaire, improving the reliability and validity of the gathered facts. 

The results of the pilot study were assured. The initial Cronbach-alpha value indicated that 

the scales show a good reliability value. Cronbach Alpha results for employee strategic 

awareness dimensions were CSA:  0.848, DPO: 0.953, LIP: 0.939, Employee engagement 

dimensions Cronbach-alphas were ECOG:0.812, EEMO: 0.663, EPHY: 0.680, Employees 

Performance TP: 0.902, CTEXTP:0.917, COUNP: 0.850. Accordingly, no items were 

deleted from the research questionnaire. The full results of the pilot study are furnished in 

the Appendix.  

3.6 Anticipated Results 
 

This research aims to examine the relationship between the employee's strategic alignment 

-in terms of strategic awareness, defining performance indicators and linking compensations 

to performance - and employee performance and employee engagement. Moreover, the 

mediation role of employee engagement is investigated.  

From reviewing the literature on the topic, and as previously mentioned, many studies have 

been found that have dealt with this topic. Nonetheless, few have focused on employee 

performance, and not many studies examined the relationship between variables empirically. 

The result of this research can be expected based on the theoretical relationships that 
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researchers have found and the basis of the theories adopted in explaining the relationships 

and building the assumptions of this research. 

Moreover, it is expected that employees' strategic alignment significantly positively affects 

employee engagement and performance. According to the goal setting theory's main 

principle, individuals struggle to attain their goals, and when goals are specific and hard to 

achieve, it leads to enhancing their performance (Locke & Latham, 2006). Researchers such 

as (Verbeeten, 2008) have used this theory to explain the relationship between clear 

employee goals and enhanced performance.  

The JD-R model considers that resources such as clarity of the organisation's mission, 

rewards and recognition, and providing clear, meaningful goals can lead to enhancing 

employees' motivation, and consequently enhance employees' performance and create 

positive feelings that result in employee engagement (Bakker & Demerouti, 2007). 

Based on this, it is expected that there will be a positive relationship between the research 

variables and that each of the employees' strategic alignment dimensions, based on the SFO 

model, is going to have an impact on employees' engagement and performance (task 

performance and contextual performance) and causes a negative impact over 

counterproductive behaviour.  

Furthermore, regarding the relationship between employees engagement and employees 

performance, the relationship between these two variables is a proven relationship in many 

pieces of research where there is a positive relationship between employees (e.g. (Otieno, et 

al., 2015); (Anitha, 2014); (Uddin, et al., 2019)).  

Therefore, an indirect path of relations between independent factors and the organisation's 

performance is expected to emerge. Nonetheless, at the same time, it is expected to be the 

mediator relationship is partial mediation, not complete mediation. 
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3.7 Ethical Consideration  
 

The ethical consideration of conducting any research is an essential part of the methodology 

since it influences the researcher's credibility and defines the quality of the findings. Several 

obstacles might confront the researcher during the data collection phase. According to 

(Bryman, 2012), many ethical considerations should be considered when conducting 

research that involves harm to the participant, lack of informed consent, invasion of privacy 

and deception. Harm to participants includes physical harm, affecting participants' self-

esteem and stress. The lack of informed consent concerns emphasises that the participants 

in any research should be given enough information about the research and its purpose to 

decide whether to participate or not. Hence, a confirmed consent form is suggested to 

accompany the questionnaire that gives the participant the freedom to participate or not in 

the research. Finally, deception occurs when researchers present their work as something 

other than what it truly is, and this can be for the purpose of research. Nevertheless, 

according to (Bryman, 2012, p. 143), "limit participants' understanding of what the research 

is about so that they respond more naturally to the experimental treatment". Business 

management research includes the participation of humans and faces challenges in the data 

collection process without possible ethical concerns (Saunders & Thornhill, 2019). 

 The researcher accepted the ethical guidelines of the British University in Dubai during the 

conduction of this study, and the purpose of the research was described to the participants at 

the beginning of the proposed questionnaire (attached in appendix 2). Additionally, 

anonymity, confidentiality, voluntary participation, research-associated risk, and the right to 

withdraw were stated in the census form. Appendix (5) also includes the ethical 

consideration form proposed by the BUID. 
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3.8 Chapter Conclusion  
 

In conclusion, this research follows a positivism philosophy with a deduction approach; the 

research is quantitative that adopts a survey strategy. It is cross-sectional in time and relies 

on random sampling techniques and a questionnaire as a data-gathering tool. The 

questionnaire is a five-point Likert scale, ranging from strongly disagree to strongly agree, 

valued from one to five; one is the least, and five is the highest. It was adopted from the 

previous literature, which asserts the scale's content validity. Moreover, additional validity 

and reliability tests were conducted before and after the data collection process. The 

statistical techniques used are confirmatory factor analysis to check validation, descriptive 

statistics, correlations, multiple regression, and mediation analysis. These techniques were 

performed using SPSS, AMOS and Hayes PROCESS macro.  
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CHAPTER FOUR: DATA ANALYSIS 
 

This chapter concern the statistical analysis of the research's primary data. The primary data 

of this research were gathered using a questionnaire developed in chapter three. The 

questionnaire consists of (47) items that cover the independent, mediating and dependent 

variables. Therefore, the chapter is organised as follows: 

 Discuss the questionnaire response rate. 

 Discuss the questionnaire data screening, outliers and missing values.  

 Present the demographic characteristics of the research sample.   

 Validity and reliability tests of the questionnaire items. 

 The questionnaire items descriptive statistics. 

 The testing of research hypotheses.  

4.1 Survey Data and Response Rate 
 

Examining the data is an essential step before starting the analysis since biases, outliers, or 

missing values can lead to violation of the multivariate analysis assumptions and 

consequently might lead to insignificant results or biases (Hair, et al., 2010).   

4.1.1 Data Screening and Checking and Replacing Missing Values 
 

First, data screening means that the research should ensure that the data are clean and ready 

to be used before conducting further analysis. Any data that might lead to biases, for 

example, responses answering all (1) strongly disagree or all (5) strongly agree, mainly 

when the questionnaire contains a negative question; this might demonstrate that the 

respondents did not read the items thoroughly before answering. Furthermore, the 

inconsistency in answers for the items within one dimension was also screened; these two 

screening steps were followed as a proactive approach to eliminate the possibility that the 
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respondents answered the question randomly. The following Table (14) indicates the 

number of questionnaires that contain answers with all 5, 4, 3, 2, and 1 to this criterion and 

that were removed from any further analysis.  

Table 14:Data screening, detecting valid answers 

Type of answer  Number Respondents 

All 5 21 8,44,65,72,73,91,92,113,144,145,213,221, 

226,267,307,310,320,356,369,371,377 

All 4 8 120,122,219,252,316,319,329,430 

All 3 1 182 

All 2 0 - 

All 1 0 - 

Total 30  

 

Second, missing values are defined as the unavailable valid value of one or more items and 

can lead to reducing the sample size and affect the data generalizability; some cases might 

lead to biased results (Hair, et al., 2010). In this research, no missing data were found since 

the questionnaire was distributed using an online platform with an option to make it 

mandatory for the respondent to answer all the questions; otherwise, the questionnaire will 

not be submitted. Nonetheless, to confirm this, descriptive statistics and frequency tests 

were run on the SPSS in order to confirm the absence of missing data. The results are 

provided in Table (15). 

Table 15: Data screening, Missing Data analysis 

item 

N 
Minimu

m 

Maximu

m 
item 

N 
Minimu

m 

Maximu

m 
Vali

d 

Missin

g 

Vali

d 

Missin

g 

CSA1 

401 0 1 5 EPHY

1 

401 0 1 5 

CSA2 

401 0 1 5 EPHY

2 

401 0 1 5 

CSA3 

401 0 1 5 EPHY

3 

401 0 1 5 

CSA4 

401 0 1 5 EPHY

4 

401 0 1 5 

DPO1 

401 0 1 5 EPHY

5 

401 0 1 5 

DPO2 401 0 1 5 TP1 401 0 1 5 

DPO3 401 0 1 5 TP2 401 0 1 5 
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DPO4 401 0 1 5 TP3 401 0 1 5 

DPO5 401 0 1 5 TP4 401 0 1 5 

DPO6 401 0 1 5 TP5 401 0 1 5 

LIP1 

401 0 1 5 CtextP

1 

401 0 1 5 

LIP2 

401 0 1 5 CtextP

2 

401 0 1 5 

LIP3 

401 0 1 5 CtextP

3 

401 0 1 5 

LIP4 

401 0 1 5 CtextP

4 

401 0 1 5 

LIP5 

401 0 1 5 CtextP

5 

401 0 1 5 

LIP6 

401 0 1 5 CtextP

6 

401 0 1 5 

ECOG

1 

401 0 1 5 CtextP

7 

401 0 1 5 

ECOG

2 

401 0 1 5 CtextP

8 

401 0 1 5 

ECOG

3 

401 0 1 5 Count

P1 

401 0 1 5 

ECOG

4 

401 0 1 5 Count

P2 

401 0 1 5 

EEMO

1 

401 0 1 5 Count

P3 

401 0 1 5 

EEMO

2 

401 0 1 5 Count

P4 

401 0 1 5 

EEMO

3 

401 0 1 5 Count

P5 

401 0 1 5 

EEMO

4 

401 0 1 5 

          

No missing data were found  

  

As can be seen from the previous Tables (14 and 15), the analysis start with 431 respondent 

it was reduced to 401 after screening the responses. Accordingly, all the following tests have 

used the 401 valid responses.  

4.1.2 Negatively Worded Items 
 

All answers to the reversed questions were studied and reversed to fit with the normal 

questionnaire items. In this research, four negatively worded questions were found in the 

Employee Engagement questionnaire, as shown in the following Table (16): 

Table 16: Negatively worded Items 

Item Wording 

ECOG2 I often think about other things when performing my job. (r) 
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EEMO3 I often feel emotionally detached from my job. (r) 

EPHY3 I avoid working overtime whenever possible. (r) 

EPHY5 I avoid working too hard. (r) 

 

Since this is a (5) point Likert scale questionnaire, the answers were studied, and the 

responses were reversed. Answers with (5) were reversed to (1, 4 to 2) and vice versa; 

nonetheless, (3) remained the same. 

4.1.3 Test of Outliers 
 

Outliers are responses with unique combinations of answers that may be distinguished from 

other responses by their high or low observations for one or more items (Hair, et al., 2010). 

It is observations that do not adhere to a pattern similar to most of the data (Rousseeuw & 

Van Zomeren, 1990). According to Hair et al. (2010), outliers might obviously affect 

statistical analysis; however, they should be assessed within the context.   

The outlier detection can be in three forms, univariate, bivariate or multivariate. In univariate 

outlier detection, each item of the questionnaire should be examined, either by using 

graphical methods such as box and plot or by standardising the answers and comparing them 

against cut points (Hair, et al., 2010). Usually, the cut point is (-+1.95), which is the Z value 

for (95%) confidence intervals. In bivariate outlier detection, the variables are paired, and a 

scatter plot is detected. Finally, in multivariate outlier detection, several variables in the 

research are tested to find their outliers in a combined manner. In another way, the outliers 

are calculated concerning the research variables combined. It should be noted that responses 

classified as outliers in one test are not necessarily an outlier in another test.   

Usually, for multivariate tests, multivariate outliers should be detected. Three tests can be 

used to detect the multivariate outlier: Cook's, Leverage or Mahalanobis distance; the latter 

are the most commonly used method (Garson, 2012).  
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The Mahalanobis distance can be calculated in SPSS and AMOS. In SPSS, the variables are 

aggregated and tested in a regressing test where the Mahalanobis distance is calculated. The 

value is then converted to Chi2- probability distribution, and any value less than (0.001) will 

be removed (Hair, et al., 2010). While in AMOS, all the variables with their observable items 

are introduced in AMOS, and the Mahalanobis distance is produced by the programme, the 

same cut point can be used as SPSS. However, the outliers should be studied within the 

context and how they might affect the mean of the items to decide on omitting them. The 

following Table (17) presents the responses IDs (Top 20) and the P-value for the 

Mahalanobis test.  

Table 17:Outlier Detection 

ID Mahalanobis p-value 

387 1.17296 0.0010756 

46 1.36918 0.0019941 

124 1.42942 0.0023627 

374 1.45942 0.0025632 

96 1.47435 0.0026674 

337 1.55335 0.0032687 

227 1.66875 0.0043094 

49 1.70252 0.0046529 

370 1.78306 0.0055477 

348 1.79239 0.0056586 

79 1.80985 0.00587 

155 1.91307 0.0072312 

189 1.92445 0.0073933 

256 2.02207 0.0088862 

11 2.0484 0.0093211 

355 2.22406 0.0125913 

281 2.24274 0.0129783 

135 2.24829 0.0130947 

35 2.32535 0.0147824 

101 2.33252 0.0149463 

 

As can be seen from Table (17), no outliers were detected; all the P-values for the 

Mahalanobis distance were higher than the cut point (0.001). As a result, (401) valid 

responses will be used.  

4.1.4 Common Method Variance  
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This research follows a self-reported method to collect the data from the designated sample. 

Accordingly, this may lead to the risk of common method Variance (CMV). Collecting data 

from a single respondent for more than one item might create correlations between the items 

(Podsakoff, et al., 1990). Corrective measures such as statistical and post Hoc remedies can 

be used to avoid the common method variance issue. 

Harman's single factor test is one of the most used approaches to detect CMV (Fuller, et al., 

2016). In the test, it is assumed that if CMV exist, a single factor (component) will be 

responsible for more than (50%) of the variance. This can be detected using an exploratory 

factor analysis test that includes all the questionnaires in none rotated factor analysis with a 

principal component analysis in order to produce a variance table (Fuller, et al., 2016). Table 

(18) provides the results of the CMV test. 

Table 18: Common Method Variance Test 
Component Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % Of 

Variance 

Cumulative % Total % Of 

Variance 

Cumulative % 

1 15.954 33.946 33.946 15.954 33.946 33.946 

2 4.129 8.786 42.732 4.129 8.786 42.732 

3 2.988 6.358 49.090 2.988 6.358 49.090 

4 2.150 4.575 53.664 2.150 4.575 53.664 

5 1.817 3.866 57.531 1.817 3.866 57.531 

6 1.510 3.214 60.745 1.510 3.214 60.745 

7 1.363 2.900 63.645 1.363 2.900 63.645 

8 1.198 2.550 66.194 1.198 2.550 66.194 

9 1.068 2.273 68.468 1.068 2.273 68.468 

10 1.005 2.138 70.606 1.005 2.138 70.606 

11 .846 1.801 72.407    

12 .758 1.614 74.021    

13 .734 1.561 75.582    

14 .690 1.468 77.049    

15 .616 1.310 78.359    

16 .607 1.291 79.650    

17 .581 1.236 80.886    

18 .547 1.163 82.049    

19 .530 1.128 83.176    

20 .507 1.079 84.255    

21 .460 .980 85.235    

22 .441 .938 86.173    

23 .428 .910 87.083    

24 .408 .867 87.950    

25 .394 .838 88.788    

26 .384 .817 89.605    

27 .372 .791 90.396    
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28 .352 .749 91.145    

29 .349 .743 91.889    

30 .328 .697 92.585    

31 .314 .668 93.253    

32 .294 .625 93.878    

33 .280 .595 94.473    

34 .266 .566 95.039    

35 .253 .538 95.576    

36 .240 .510 96.086    

37 .231 .492 96.578    

38 .219 .467 97.045    

39 .196 .417 97.462    

40 .187 .397 97.859    

41 .178 .379 98.238    

42 .168 .357 98.595    

43 .157 .334 98.929    

44 .154 .327 99.256    

45 .126 .269 99.525    

46 .118 .250 99.775    

47 .106 .225 100.000    

Extraction Method: Principal Component Analysis. 

 

As can be seen in Table (18), introducing all the questionnaire items in an unrotated factor 

analysis resulted in (47) components, (10) components having Eigenvalues higher than (1), 

which have a Cumulative variance of (70.606%). Nevertheless, one component is 

responsible for (33.946%) of the variance, less than (50%); hence, according to Harman's 

single factor test, the CMV issue was not detected.  

4.2 Demographics Analysis 

Demographic data provide information regarding the study sample; it gives the research a 

hint regarding the characteristics of the study sample and can help replicate the study or 

compare the results with another research. In addition, it can help the research explain the 

hypothesis results and the generalizability of the data. In this research, frequencies and 

percentages for each demographic variable were detected. The following tables provide both 

the frequencies and the percentages. Additionally, the table is complemented by a chart that 

presents the results graphically. It is worth mentioning that the frequencies and percentages 

were calculated after removing the outliers from the sample. The descriptive analysis for the 

demographic variables is furnished in Tables (19) to (24). The demographic variables studied 
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in this research were Gender, Age, Position, Years working at the current organisation, Total 

years of work experience, and Education.  The gender of the respondents is presented in 

Table (19); the respondents' gender was in two categories; male and female.  

 

Table 19: Gender 

 Category Frequency Percent Valid  

Percent 

Cumulative Percent 

Female 151 37.7 37.7 37.7 

Male 250 62.3 62.3 100.0 

Total 401 100.0 100.0  

 

As can be seen from Table (19), the male respondents were higher in number (250) 

respondents, representing (62.3%) of the sample, while the female respondents were (151) 

respondents, representing (37.7%) of the sample. The Age of the respondents is presented in 

Table (20); the age was categorised into six categories from less than (25) to older than (65). 

Table 20: Age 

Category Frequency Percent Valid Percent Cumulative Percent 

 

25 to less than 35 131 32.7 32.7 32.7 

35 to less than 45 168 41.9 41.9 74.6 

45 to less than 55 63 15.7 15.7 90.3 

55 to less than 65 15 3.7 3.7 94.0 

65 and older 2 .5 .5 94.5 

Less than 25 22 5.5 5.5 100.0 

Total 401 100.0 100.0  

 

As can be seen from Table (20), the higher category was (35) to less than (45) years old, 

with (168) responses that comprised (41.9%) of the sample. The second highest category 

was (25) to less than (35), that comprised (32.7%) of the sample. The lowest category was 

(65) years, and older only (2) responses were from this category. 

The respondents' positions are shown in Table (21); this category was in three levels, non-

managerial, middle management and top management.  
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Table 21:Position 

Category Frequency Percent Valid Percent Cumulative Percent 

 

Middle Management 202 50.4 50.4 50.4 

Non- Management 104 25.9 25.9 76.3 

Top Management 95 23.7 23.7 100.0 

Total 401 100.0 100.0  

 

As can be noticed from Table (21), the majority of the sample (202) respondents, which 

comprise (50.4%) of the sample, were from middle management. Top management was (95) 

respondents, which is equal to (23.7%) of the sample. Non-managerial were (104) 

respondents, almost (25.9%) of the sample. It is crucial in this research to cover the three 

levels with respondents since strategic awareness should be distributed on all levels ad not 

only restricted to managerial positions.  

The respondents were asked about their years working at the current organisation. This 

question came in four categories that cover less than (3) years to more than (10) years. This 

question aims to ensure that the sample has respondents with different working experiences 

at their current organisation since strategic awareness should be for new and old employees. 

The results are shown in Table (22).  

 

Table 22: Years working at the current organization 

Category Frequency Percent Valid Percent Cumulative Percent 

 

3 to 5 years 62 15.5 15.5 15.5 

5 to 10 years 110 27.4 27.4 42.9 

less than 3 years 67 16.7 16.7 59.6 

More than 10 years 162 40.4 40.4 100.0 

Total 401 100.0 100.0  

 

As can be noticed from Table (22), the majority of the sample (162) respondents, which 

comprise (40.4%) of the sample, had more working experience at their current organisation 
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of more than (10) years. The second higher category is the experience of (5 to 10) years, 

with (110) responses that comprise (27.4%) of the sample. Respondents with working 

experience (of 3 to 5) years and less than (3) years have percentages of (15.5%) and (16.7%) 

respectively. Next, the total number of years of experience (in their current or other 

organisations) was investigated. The results are shown in Table (23). 

Table 23: Years of total work experience 

Category Frequency Percent Valid Percent Cumulative Percent 

 

3 to 5 years 31 7.7 7.7 7.7 

5 to 10 years 75 18.7 18.7 26.4 

less than 3 years 36 9.0 9.0 35.4 

More than 10 years 259 64.6 64.6 100.0 

Total 401 100.0 100.0  

 

As can be seen from Table (23), most of the sample has a total experience of more than 

(10) years in several organisations, with (259) respondents, which comprise (64.6%) of the 

sample. The category with the lowest number of respondents was (3) to (5) years, with (31) 

respondents, which equals (7.7%) of the sample. The Education of the research sample had 

five categories; the results are shown in Table (24). 

Table 24:Educational Level 

Category Frequency Percent Valid Percent Cumulative Percent 

 

Bachelor 207 51.6 51.6 51.6 

Diploma 38 9.5 9.5 61.1 

High school 29 7.2 7.2 68.3 

Master’s Degree 105 26.2 26.2 94.5 

PhD 22 5.5 5.5 100.0 

Total 401 100.0 100.0  

 

As can be seen from Table (24), the research sample comprised mostly Bachelor's degree 

holders, with (207) respondents demonstrating (51.6%) of the sample. This category was 

followed by Master's degree holder (105) respondents, that represent (26.2%) of the sample. 

The lowest number of respondents were for the PhD category, with (22) respondents holding 

a PhD; this value equals (5.5%) of the sample.  
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4.3 Exploratory Factor Analysis (EFA) and Confirmatory Factor 

Analysis (CFA) for the Research Variables 
 

4.3.1 Exploratory Factor Analysis (EFA) 
 

Factor analysis is an essential technique used to reveal the underlying structure of the 

variables in the analysis (Hair et al., 2010). Factor analysis depends upon mathematical 

techniques for investigating interrelated items to discover hidden patterns in a group of items 

(Yong and Pearce, 2013). 

 The first requirement for EFA is an adequate sample size. According to Hair et al. (2010), 

a sample size of less than (50) is not suitable for EFA, while a sample size of more than 

(100) produces better results. Though, as a rule of thumb, the ratio of respondents to items 

should be 5:1 (Hair et al., 2010) or, as other researchers suggested, a (10:1) ratio as a more 

acceptable one (Yong and Pearce, 2013). 

In this research, the sample size is (431) respondents, which is considered acceptable since 

it is higher than (100) and, at the same time, meets the criteria of (10:1) for each variable. 

Employees' strategic alignment is composed of (14) items, meaning that a minimum of (140) 

respondents are needed to complete the EFA.  

Employee engagement composes of (13) items, so (130) respondents are needed, and finally, 

Employee performance composes of (18) items, which means that (180) respondents are 

needed. The minimum sample size is achieved with (431) respondents available in this 

research.  

Furthermore, with an EFA that results in many high factors loading (i.e.,> 0.8), a sample 

size (n< 150) should be accepted (Yong and Pearce, 2013). This point can be checked when 

the EFA for each variable is done.  

The second requirement, EFA have several extraction techniques, and it depends on 

choosing the most appropriate one; in this research, principal component analysis is used as 
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a data reduction technique. This data reduction technique should be followed by factor 

analysis techniques (Yong and Pearce, 2013), for example, CFA, to confirm the findings.  

After choosing the suitable extracting technique, a rotation method should be chosen; factor 

rotation leads to clearer loading,  

and unrotated factors result in unclear and vague structure. Two main categories exist for 

factor rotation orthogonal and oblique rotation methods. The orthogonal rotation involves 

two types Quartimax and Varimax rotation. In Quartimax rotation, the number of items 

needed to explain variables is minimised. In a Varimax rotation, the rotation aims to detect 

higher loading items on each component and minimise the small loading (Yong and Pearce, 

2013), (Hair, et al., 2010).  

In this research, the Varimax orthogonal rotation was chosen based on two reasons. First, 

the orthogonal is the most widely used rotation method, and second, the Quartimax are seen 

as less effective than Varimax since the latter helps achieve a more simplified structure (Hair 

et al., 2010, p. 92).  

 The EFA test requires checking a few tests before studying the rotated factor matrix; those 

tests aim to check the suitability of the data for analysis. The basic terms that will be 

mentioned in the EFA analysis are presented next: 

 KMO: Kaiser-Meyer-Olkin measure of sampling adequacy, the KMO cut point is > 

0.5 (Yong and Pearce, 2013)    

 Bartlett test of sphericity: "Statistical test for overall significance of all correlation 

within a correlation matrix" (Hair et al., 2010, p. 90). A Bartlett test should be 

significant in order to consider the data suitable for the EFA test (p < 0.05).  

 Communality: "Total amount of variance an item shares with all other items included 

in the analysis", usually a commonality less than (0.20) is considered bad, and the 
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item with such communality value should be eliminated (Hair et al., 2010, p. 90; 

Yong and Pearce, 2013).  

 Total variance explained: Provide a hint that the variable extracted are valuable and 

represented; the total variance explained should be around 60% for each scale, and 

sometimes lower values can be accepted in social science since the gathered 

information can have lower precision (Hair et al., 2010, p. 108). 

 Factor loading: According to (Garson, 2012), in EFA, item loading should show a 

higher loading on the construct (the one that the item theoretically measures) than 

loading in other constructs. In any case, the factor loading should not be less than 

(0.30) to be considered significant. Nonetheless, according to (Hair, et al., 2010, p. 

116), the significance of the loading should be determined depending on the sample 

size; in our case, with a sample size of (431) respondents, the loading should be 

(0.35-0.4).  

 Cross loading: Cross loading means that one item shows significant loading on more 

than one construct; this might create a problem in discriminant validity and lead to 

multicollinearity between the dimensions. Cross-loading is not acceptable for an 

absolute value of difference less than (0.20) (Garson, 2012), or as recommended by 

(Samuels, 2017), "Items should not cross-load too highly between factors measured 

by the ratio of loadings being greater than 75%" (p. 1). It is an item loaded on two 

constructs with differences in the loading less than 0.20 or with a ratio higher than 

75% means that the item should be removed.  

4.3.2 Confirmatory Factor Analysis (CFA) 
 

Confirmatory factor analysis is a method that is used to approve, construct validity, and 

examine factorial validity. Factorial validity refers to whether the constructs or sub-construct 
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are related (Harrington, 2009); it is an extension of the content validity (an empirical 

extension) and is usually used when a specific construct compromises several dimensions. 

In factorial validation, the items that are thought to measure a specific dimension (variable) 

should be more highly related to one another than those measuring other dimensions 

(Bolarinwa, 2009).   CFA test is done to check the observed items (questionnaire items) 

loading into the latent variable (dimension or variable), as a general rule that the higher the 

loading, the better, and any item standardised factor loading below (0.50) are unsuitable 

(Harrington, 2009).  

A few requirements should be checked before conducting the CFA test, including no missing 

data, Normality, outliers, and adequate sample size (as a rule of thumb > 100). Those 

requirements are met in this research. Additionally, in order to evaluate the model fit, several 

indices can be checked, namely: Absolute fit indices such as the model chi-square; this index 

evaluates the model fitness within the population. Usually, this value is evaluated by dividing 

the chi-square value over the degree of freedom (DF); the value should be < (5) (Harrington, 

2009) 

Parsimony Correction Indices are measured by the root mean square error of approximation 

(RMSEA) tests. RMSEA refers to the degree to which the model fits rationally within the 

population; this value usually should be < (0.08), while other strict criteria require this value 

to be (<0.05) (Harrington, 2009). The Comparative Fit Indices (CFI) assess the model's fit 

when compared to a more restricted model, and the CFI value should be close to one. The 

goodness of fit (GFI) value should be close to one (Harrington, 2009; Hair et al., 2010).  

Nevertheless, not all the indices should be evaluated to confirm model fit. Hair et al. stated 

that multiple fit indices should be used to assess any model goodness of fit, namely, c2 and 

its associated degree of freedom (df), one absolute fit index (RMSEA or GFI), one 
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incremental fit index (CFI or TLI), one goodness of fit index (GFI, CFI, TLI,) and one 

badness of fit index (RMSEA) (Hair, et al., 2010). Additionally, (Hair, et al., 2010) stated 

that no strict thresholds should be applied to all research cases. For instance, large sample 

analysis should be treated similarly to small sample analysis. Accordingly, they provided a 

guide table that demonstrates the cut points for the modification indices depending upon the 

sample size (N) and the number of observed variables (m); for this research, N= (401) 

>(250), where m=(47>30), CFI, TLI >(0.90) and RMSEA < (0.07) as can be seen from 

Figure (13) (Adopted from (Hair, et al., 2010). 

 

FIGURE 13 MODEL FIT INDICES  

In conclusion, the following thresholds are followed for assessing the models of this research 

the values were decided upon (Hair, et al., 2010) and (Harrington, 2009): 2 / df < (5), 

RMSEA < (0.07), CFI > (0.90), TLI > (0.90), GFI > (0.90).  
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4.4 Convergent and Discriminant Validity 
 

Convergent validity discusses the calculation done to measure the degree of correlation of 

several dimensions of the same construct that are in agreement. It is the degree to which two 

dimensions of the same concept (variable) are correlated ( (Hair, et al., 2010); (Ab Hamid & 

Sami, 2017)). 

To evaluate convergent validity, usually, the factor loading of the indicator, the composite 

reliability (CR) and the average variance extracted (AVE) are used (Ab Hamid & Sami, 

2017). 

Discriminate validity proves that one dimension is different from another within the same 

construct; this means that items within one dimension should correlate with themselves 

higher than with items from another dimension; this is usually measured using average 

variance extracted (AVE) analysis. Hence, the square root of the AVE for one item should 

be higher than the correlation of this item with any other items within the scale (Zait & 

Bertea, 2011), (Bolarinwa, 2015). 

The equations for calculating AVE and CR were adopted from (Fornell & Larcker, 1981). 

𝑨𝑽𝑬 = ∑ 𝝀𝟐/(∑ 𝝀𝟐 +  ∑ 𝜺𝒏
𝒌=𝟎

𝒏

𝒌=𝟎

𝒏

𝒌=𝟎
)   EQUATION 3 

 

𝑪𝑹 = (∑ 𝝀)𝟐/((∑ 𝝀)𝟐 +  ∑ 𝜺𝒏
𝒌=𝟎

𝒏

𝒌=𝟎

𝒏

𝒌=𝟎
)  EQUATION 4 

 

Where  is the standardized factor loading and  is the variance.  

The AVE value should not be less than (0.50); if it is less than (0.5), the measurement error 

variance in the dimension is greater than its own variance. The Composite reliability (CR) 

should be > (0.70). Nevertheless, in cases where AVE values are less than (0.50), but the CR 
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values are higher than (0.70), the discriminate validity can be achieved since the CR measure 

is considered a robust measure. Accordingly, the construct can still achieve convergent 

validity even if AVE is less than (0.50) (Fornell & Larcker, 1981, p. 46). 4.5 Normality Check 

for the Research Items  

4.5 Normality Check for the research Items 
 

Normality is one of the most important statistical assumptions in multivariate analysis tests, 

normality denoting the degree to which data adheres to the normal distribution. (Hair, et al., 

2010) stated that the multivariate test results cannot be valid if the normality assumptions do 

not hold.  Table (25) present the Skewness and Kurtosis values, in addition to the mean and 

standard deviation values for the questionnaire’s items. (Garson, 2012) suggests that to 

consider a variable normally distributed, both skewness and kurtosis values should be 

between (+1 to -1). However, less strict thresholds can be used where the values can be 

located between (+2 to -2) and even (-3 to +3).  However, (Garson, 2012) stated that 

skewness and kurtosis values are not enough to judge the variable's normality. However, 

graphical representations for the values can be considered as well; usually, a P-P plot and a 

Q-Q plot are used.    

The following Table (25) presents the skewness and Kurtosis values for the research items.  

Table 25: Normality tests for the research item 

Item 
Me

an 

Std. 

Devi

ation 

Skew

ness 

Kurt

osis 

Mini

mum 

Maxi

mum 
item 

Me

an 

Std. 

Devi

ation 

Skew

ness 

Kurt

osis 

Mini

mum 

Maxi

mum 

CSA

1 

4.

30 
.968 

-

1.60

0 

2.43

1 
1 5 

EPH

Y1 

4.

21 
.900 

-

1.16

5 

1.28

6 
1 5 

CSA

2 

4.

33 
.931 

-

1.56

0 

2.34

3 
1 5 

EPH

Y2 

4.

27 
.944 

-

1.39

8 

1.72

7 
1 5 
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CSA

3 

4.

31 
.881 

-

1.36

4 

1.75

0 
1 5 

EPH

Y3 

3.

55 

1.23

4 

-

.576 

-

.526 
1 5 

CSA

4 

4.

62 
.753 

-

2.45

9 

6.88

9 
1 5 

EPH

Y4 

3.

15 

1.41

4 

-

.145 

-

1.25

2 

1 5 

DP

O1 

4.

38 
.876 

-

1.54

9 

2.36

8 
1 5 

EPH

Y5 

3.

73 

1.29

2 

-

.673 

-

.674 
1 5 

DP

O2 

4.

20 
.968 

-

1.24

6 

1.18

3 
1 5 TP1 

4.

30 
.862 

-

1.40

8 

2.23

7 
1 5 

DP

O3 

4.

18 
.994 

-

1.21

1 

1.00

2 
1 5 TP2 

4.

39 
.812 

-

1.56

9 

2.98

7 
1 5 

DP

O4 

4.

07 

1.13

3 

-

1.17

3 

.586 1 5 TP3 
4.

44 
.807 

-

1.75

6 

3.82

9 
1 5 

DP

O5 

4.

19 
.972 

-

1.18

0 

.975 1 5 TP4 
4.

50 
.732 

-

1.67

7 

3.55

3 
1 5 

DP

O6 

4.

03 

1.09

8 

-

1.06

5 

.494 1 5 TP5 
4.

29 
.906 

-

1.41

4 

1.97

2 
1 5 

LIP

1 

3.

79 

1.32

0 

-

.850 

-

.466 
1 5 

Ctex

tP1 

4.

21 
.948 

-

1.20

1 

1.10

9 
1 5 

LIP

2 

3.

73 

1.33

4 

-

.758 

-

.605 
1 5 

Ctex

tP2 

4.

30 
.947 

-

1.59

9 

2.53

7 
1 5 

LIP

3 

3.

72 

1.31

0 

-

.766 

-

.543 
1 5 

Ctex

tP3 

4.

45 
.805 

-

1.84

9 

4.39

5 
1 5 

LIP

4 

3.

78 

1.34

5 

-

.867 

-

.471 
1 5 

Ctex

tP4 

4.

48 
.791 

-

1.67

6 

3.10

9 
1 5 

LIP

5 

3.

75 

1.25

4 

-

.765 

-

.386 
1 5 

Ctex

tP5 

4.

43 
.797 

-

1.79

6 

4.33

5 
1 5 

LIP

6 

3.

86 

1.27

8 

-

.904 

-

.273 
1 5 

Ctex

tP6 

4.

34 
.920 

-

1.49

0 

1.97

9 
1 5 

EC

OG1 

3.

72 

1.17

3 

-

.737 

-

.232 
1 5 

Ctex

tP7 

4.

28 
.941 

-

1.33

7 

1.37

4 
1 5 

EC

OG2 

3.

56 

1.11

2 

-

.659 

-

.017 
1 5 

Ctex

tP8 

4.

28 

1.00

1 

-

1.57

5 

2.21

7 
1 5 

EC

OG3 

3.

56 

1.24

6 

-

.532 

-

.717 
1 5 

Cou

ntP1 

2.

79 

1.38

7 
.138 

-

1.25

4 

1 5 

EC

OG4 

4.

22 

1.04

9 

-

1.37

4 

1.26

9 
1 5 

Cou

ntP2 

2.

24 

1.33

6 
.733 

-

.713 
1 5 
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EE

MO

1 

4.

34 
.968 

-

1.65

0 

2.45

8 
1 5 

Cou

ntP3 

2.

02 

1.26

9 

1.02

4 

-

.088 
1 5 

EE

MO

2 

4.

51 
.840 

-

2.10

9 

4.92

2 
1 5 

Cou

ntP4 

2.

38 

1.38

1 
.551 

-

.989 
1 5 

EE

MO

3 

3.

92 
.947 

-

.626 
.143 1 5 

Cou

ntP5 

2.

14 

1.40

6 
.831 

-

.751 
1 5 

EE

MO

4 

3.

82 

1.18

4 

-

.757 

-

.314 
1 5               

 

The previous Table (25) presented the Skewness and Kurtosis values for all the questionnaire 

items (47); items it can be seen that most of the items' Skewness and Kurtosis values fall 

between the required limits to be considered normal., except for a few values, for example 

(CSA4) kurtosis value was (6.889) which indicate that the normal distribution for this item 

is more peaked than the normal distribution. The same case is for the item (CtextP3); its 

kurtosis value was (4.395). P-P plots were produced for the items with Kurtosis levels 

beyond the thresholds (i.e. CSA4, CtextP3, CtextP5, TP3 and TP4) (shown in the appendix). 

The plots show that the items' data can be considered to follow a normal distribution since 

the data points fall on the inclined line.  

The mean and standard deviation values for the questionnaire items were investigated. The 

highest mean was for the item (CSA4) with a value of (4.62) and St.dv. of (0.730), which 

might be an indication of why this item had peaked distribution since a high mean was 

indicated and low St.dv. The lowest mean was for the item (EPHY4) with a value of (3.15) 

and St.dv of ( 1.414). 
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4.6 EFA and CFA for the Measurements of Employees' Strategic 

Alignment  
 

Employees' Strategic Alignment was measured through three dimensions creating strategic 

awareness (CSA), Defining personal and team objectives (DPO) and Linking incentives and 

compensation to performance (LIP). The scale consists of (16) items allocated as (6,4 and 6) 

to the three dimensions, respectively.  

Data were tested using EFA the extraction method was principal component analysis; the 

extraction was based on Kaiser Criterion, which recommends retaining factors with 

Eigenvalues above (1.00) (Yong and Pearce, 2013).  (i.e., Eigenvalue >1), the factor analysis 

rotation was Orthogonal Varimax rotation. The suppression for the small coefficient was set 

to the absolute value of (0.35). In the beginning, the correlation matrix between the items 

should be checked; there should be correlations higher than (0.30) for the data to be suitable 

for factor analysis. The correlation matrix is presented in Table (26).

https://www.researchgate.net/publication/299539108_An_Empirical_Kaiser_Criterion#:~:text=In%20exploratory%20factor%20analysis%20%28EFA%29%2C%20most%20popular%20methods,are%20based%20on%20eigenvalues%20of%20the%20correlation%20matrix.
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Table 26: Correlation Matrix of Employees Strategic Alignment 

 CSA

1 

CSA

2 

CSA

3 

CSA

4 

DPO

1 

DPO

2 

DPO

3 

DPO

4 

DPO

5 

DPO

6 

LIP

1 

LIP

2 

LIP

3 

LIP

4 

LIP

5 

LIP

6 

 

CSA

1 

1.00

0 
               

CSA

2 
.756 

1.00

0 
.              

CSA

3 
.713 .746 

1.00

0 
             

CSA

4 
.509 .519 .521 

1.00

0 
            

DPO

1 
.533 .553 .569 .549 1.000            

DPO

2 
.525 .514 .521 .490 .684 1.000           

DPO

3 
.495 .460 .527 .476 .641 .750 1.000          

DPO

4 
.536 .576 .555 .406 .633 .574 .574 1.000         

DPO

5 
.587 .560 .574 .483 .685 .713 .673 .722 1.000        

DPO

6 
.471 .503 .514 .435 .644 .655 .590 .809 .727 1.000       

LIP1 .397 .419 .391 .331 .458 .488 .490 .515 .513 .560 
1.00

0 
     

LIP2 .469 .500 .505 .361 .510 .531 .526 .563 .553 .576 .783 
1.00

0 
    

LIP3 .410 .414 .444 .307 .468 .453 .484 .538 .537 .562 .766 .819 
1.00

0 
   

LIP4 .392 .408 .462 .314 .414 .476 .516 .508 .503 .543 .706 .816 .754 
1.00

0 
  

LIP5 .365 .391 .437 .295 .399 .406 .481 .493 .517 .505 .678 .785 .807 .811 
1.00

0 
 

LIP6 .409 .418 .445 .353 .432 .476 .489 .499 .523 .536 .691 .767 .783 .809 .809 
1.00

0 
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As can be noticed from Table (26), there are many correlations of a value of (0.30) and 

higher. In conclusion, the data set is suitable for factor analysis (Pallant, 2003). Additionally, 

the correlations between the items of the same dimension are high, indicating that the items 

measure the same construct. Furthermore, the correlation between different dimension items 

is reasonable and lower than the correlations between items of the same dimension, which 

indicate that the items belong to the same higher construct (i.e., Employee strategic 

awareness).  

Next, the KMO and Bartlett's Test of Sphericity is investigated, and the results are shown in 

Table (27).  

Table 27: KMO and Bartlett's Test of Employees Strategic Alignment 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .942 

Bartlett's Test of Sphericity 

Approx. Chi-Square 5732.193 

df 120 

Sig. .000 

 

KMO values were (0.942), above the cut point of (0.50). The Bartlett test of Sphericity (c2 

= 5732.193, p= 0.000< 0.05) showed a pattern relationship between Employees' Strategic 

Alignment items and confirmed the conclusion of the correlation table.   

The commonalities for Employees Strategic Alignment are shown in Table (28); in order to 

consider a good item, its commonalities value should be > (0.20). 
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Table 28: Communalities of Employees Strategic Alignment 

 Initial Extraction 

CSA1 1.000 .632 

CSA2 1.000 .640 

CSA3 1.000 .640 

CSA4 1.000 .492 

DPO1 1.000 .678 

DPO2 1.000 .654 

DPO3 1.000 .607 

DPO4 1.000 .648 

DPO5 1.000 .718 

DPO6 1.000 .651 

LIP1 1.000 .724 

LIP2 1.000 .839 

LIP3 1.000 .832 

LIP4 1.000 .822 

LIP5 1.000 .826 

LIP6 1.000 .804 

Extraction Method: Principal Component Analysis. 

 

As can be seen from Table (28), the commonalities values ranged from (0.492 to 0.839). All 

the values were above (0.20), indicating an appropriate amount of variance shared among 

the items on the same scale. 

Table (29) represents the total amount of variance explained for the Employees Strategic 

Alignment scale; it represents the amount of variance each component accounts for in the 

scale.  

Table 29: Total Variance Explained of Employees' Strategic Alignment 
Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 9.233 57.708 57.708 9.233 57.708 57.708 5.912 36.952 36.952 

2 1.972 12.328 70.036 1.972 12.328 70.036 5.293 33.083 70.036 

3 .982 6.136 76.171       

4 .664 4.150 80.322       

5 .517 3.229 83.551       

6 .404 2.527 86.078       

7 .339 2.119 88.197       

8 .306 1.911 90.108       

9 .275 1.720 91.827       

10 .242 1.514 93.341       

11 .226 1.411 94.753       

12 .208 1.303 96.056       

13 .194 1.215 97.270       



156 
 

14 .162 1.015 98.285       

15 .145 .907 99.193       

16 .129 .807 100.000       

Extraction Method: Principal Component Analysis. 

 

The initial analysis of the Employees Strategic Alignment scale in Table (29) resulted in two 

components (the component represents a dimension) rather than the original three 

dimensions of the scale. The total variance depicts that the two extracted dimensions explain 

(70.036%) of the variability in the original (16) component resulting from the analysis and 

that only (30%) of variability is lost due to error. Additionally, the extracted component's 

Initial Eigenvalues ranged from (9.233 to 1.972), which meets Kaiser Criterion, which 

recommends retaining factors with Eigenvalues above (1.00) (Yong and Pearce, 2013). The 

Rotated component matrix is presented in Table (30).  

 

Table 30:  Rotated Component Matrix Employees Strategic Alignment 

 Component 

1 2 

CSA1 .772  

CSA2 .772  

CSA3 .761  

CSA4 .691  

DPO1 .780  

DPO2 .746  

DPO3 .686 .369 

DPO4 .697 .402 

DPO5 .758 .378 

DPO6 .670 .449 

LIP1  .793 

LIP2 .365 .840 

LIP3  .867 

LIP4  .864 

LIP5  .879 

LIP6  .850 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

Rotation converged in 3 iterations. 

 

 

Table (30) shows that creating strategic awareness and defining personal and team objectives 

have loaded together while Linking incentives and compensation to the performance have 

https://www.researchgate.net/publication/299539108_An_Empirical_Kaiser_Criterion#:~:text=In%20exploratory%20factor%20analysis%20%28EFA%29%2C%20most%20popular%20methods,are%20based%20on%20eigenvalues%20of%20the%20correlation%20matrix.
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loaded separately. Defining personal and team objectives items cross-loaded between the 

other two dimensions; however, its loading value was higher on creating strategic awareness 

with differences in loading higher of (0.20). 

Nonetheless, since the result did not confirm the theoretical assumption, the Scree Plot was 

reviewed to confirm the number of components extracted; the result is shown in Figure (14).  

 

FIGURE 14 SCREE PLOT FOR EMPLOYEE'S STRATEGIC AWARENESS  

 

As seen in Figure (14), if we created a straight line to link the component, almost three items 

are far from this line, indicating that three component solution might be an option for this 

model. Accordingly, two trials are to be carried out to choose the best model to represent 

both the data and the theory Model (1), which was represented earlier and Model (2), where 

the extraction is set to a fixed number of components (i.e., three components). Table (31) 

present the KMO and Bartlett test for the three dimensions model. 
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Table 31: KMO and Bartlett's Test of Employees Strategic Alignment (Model 2) 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .942 

Bartlett's Test of Sphericity 

Approx. Chi-Square 5732.193 

df 120 

Sig. .000 

 

KMO values were (0.942), above the cut point of (0.50). The Bartlett test of Sphericity (c2 

= 5732.193, p= 0.000< 0.05) showed a pattern relationship between Employees' Strategic 

Alignment items and confirmed the conclusion of the correlation table.   

The commonalities for Employees Strategic Alignment are shown in Table (32); in order to 

consider a good item, its commonalities value should be > (0.20). 

Table 32:Communalities of Employees Strategic Alignment (Model 2) 
 Initial Extraction 

CSA1 1.000 .798 

CSA2 1.000 .825 

CSA3 1.000 .789 

CSA4 1.000 .513 

DPO1 1.000 .722 

DPO2 1.000 .752 

DPO3 1.000 .692 

DPO4 1.000 .690 

DPO5 1.000 .774 

DPO6 1.000 .757 

LIP1 1.000 .725 

LIP2 1.000 .847 

LIP3 1.000 .834 

LIP4 1.000 .826 

LIP5 1.000 .834 

LIP6 1.000 .810 

Extraction Method: Principal Component Analysis. 

 

As can be seen from Table (32), the commonalities values ranged from (0.513 to 0.847) all 

the values were above (0.20), which indicates that there is an appropriate amount of variance 

shared among the items on the same scale. When comparing Table (32) to Table (28), which 

represent the commonalities for Model (1) and Model (2), respectively, it can be noticed that 

the commonalities values have been enhanced in the three-dimension model. Table (33) 

represents the total amount of variance explained for the Employees Strategic Alignment 

scale; it illustrates the amount of variance each component accounts for in the scale.  
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Table 33: Total Variance Explained of Employees Strategic Alignment (Model 2) 

Component Initial Eigenvalues Extraction   Sums of Squared    

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 9.233 57.708 57.708 9.233 57.708 57.708 4.950 30.936 30.936 

2 1.972 12.328 70.036 1.972 12.328 70.036 4.138 25.865 56.801 

3 .982 6.136 76.171 .982 6.136 76.171 3.099 19.370 76.171 

4 .664 4.150 80.322       

5 .517 3.229 83.551       

6 .404 2.527 86.078       

7 .339 2.119 88.197       

8 .306 1.911 90.108       

9 .275 1.720 91.827       

10 .242 1.514 93.341       

11 .226 1.411 94.753       

12 .208 1.303 96.056       

13 .194 1.215 97.270       

14 .162 1.015 98.285       

15 .145 .907 99.193       

16 .129 .807 100.000       

Extraction Method: Principal Component Analysis. 

 

The analysis of the Employees' Strategic Alignment scale in Table (33) resulted in three 

components (the component represents a dimension). The total variance demonstrates that 

the three extracted dimensions explain (76.171%) of the variability in the original (16) 

component resulting from the analysis and that only (23.829%) of variability is lost due to 

error. Additionally, the extracted component's initial Eigenvalues were (9.233, 1.972, and 

0.982). As can be seen, the variance explained was higher for Model (2) than that for Model 

(1); this reveals that the three-dimension option fits the data better. The analysis will be 

carried out using Model (2). 

The Rotated component matrix is presented in Table (34). According to (Yong and Pearce, 

2013, p. 85), the choice of cut-off may rely on the easiness of clarification together with the 

complexity of the variables being tested. Furthermore, both the sample size and the large 

number of variables being analysed are considered when deciding the factor loading cut 

point. For instance, larger sample size and a high number of variables being analysed mean 
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lower factor loading (Hair, et al., 2010). A minimum value of absolute (0.50) is considered 

to be used in this analysis. Hence, any items with a factor loading less than (0.50) should be 

removed from the analysis. 

Moreover, regarding cross-loaded items, any items that have cross loaded significantly on 

more than one component were also deleted, as recommended by (Samuels, 2017): "items 

should not cross-load too highly between factors measured by the ratio of loadings being 

greater than 75%" (p. 1). 

Table 34: Rotated Component Matrix of Employees Strategic Alignment (Model 2) 

 Component 

1 2 3 

CSA1   .819 

CSA2   .833 

CSA3   .792 

CSA4  .406 .579 

DPO1  .733 .380 

DPO2  .784  

DPO3  .733  

DPO4  .686  

DPO5  .748  

DPO6 .378 .756  

LIP1 .772   

LIP2 .830   

LIP3 .854   

LIP4 .855   

LIP5 .874   

LIP6 .842   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 6 iterations. 

 

Table (34) represent the Rotated Component Matrix of Employees' Strategic Alignment 

(Model 2). As can be seen, the items loaded in three components, few items cross-loaded 

between the dimensions; however, the item loaded higher on its related component. Item 

(CSA 4) is the only item that did not meet the criteria of differences in loading higher than 

(0.20), (0.579-0.406= 0.173); however, (0.406/0.579=70.12%), which is less than (75%) the 

item could be kept.  
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After reaching an acceptable model in the EFA, the result is entered into confirmatory factor 

analysis (CFA). The three dimensions of the Employees' Strategic Alignment scale that 

resulted from the EFA were used in CFA to conduct a confirmatory factor analysis and 

confirm the factor loading. The first trial, Figure (15), did not produce acceptable model fit 

indices values for GFI and RMSEA Table (36). Accordingly, the modification indices were 

checked, results are shown in Table (35).  

 

 

FIGURE 15 CFA FOR EMPLOYEES STRATEGIC ALIGNMENT TRIAL 1 

 

 

 

 

 

 

Table 35: MODIFICATION INDICES FOR EMPLOYEES STRATEGIC ALIGNMENT MODEL 

   M.I. Par Change 

e16 <--> DOP 14.851 .053 
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Table 35: MODIFICATION INDICES FOR EMPLOYEES STRATEGIC ALIGNMENT MODEL 

   M.I. Par Change 

e12 <--> CSA 11.693 -.067 

e10 <--> e12 76.405 .192 

e9 <--> e12 17.390 -.088 

e9 <--> e10 16.928 -.093 

e8 <--> e10 40.730 -.132 

e8 <--> e9 53.395 .145 

e7 <--> e16 15.264 .067 

e5 <--> e8 11.024 -.063 

e5 <--> e6 10.284 .066 

e3 <--> e4 21.184 -.098 

e2 <--> e6 13.680 -.074 

e1 <--> e5 16.828 -.101 

e1 <--> e2 13.983 .091 

 

As can be seen from Table (35), e8 has high covariance with e9 and e10, and at the same 

time, e16 (CSA4) has high covariance with DOP; this is an indication of the cross loading 

that was found in EFA. and e12 (DOP6) have high covariance with CSA. To resolve these 

issues and to use the information presented in Table (35), trials will be conducted to reach a 

better model fit. The model fit of the trials is shown in Table (36). Figure (16) shows the 

final CFA model for Employees' Strategic Alignment.  
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FIGURE 16 CFA FOR EMPLOYEE’S STRATEGIC ALIGNMENT FINAL TRIAL  

 

 

Table 36: Model fit indices for Employees' Strategic Alignment 

Model 2 2/df GFI CFI TFI RMSEA 

Model with no error correlation  427.067 4.228 0.877 0.943 0.932 0.090 

Model with removing CSA4 (e16) 383.978 4.414 0.882 0.946 0.935 0.092 

Model with removing CSA4 (e16)  

and correlating errors (e8, e9, e10, e12) 
237.448 2.827 0.923 0.972 0.965 0.068 

 

As can be seen from Table (36), the final model has acceptable model fit indices values 

where all the values exceeded the required thresholds. The standardised factors loadings for 

the items are presented in Table (37). 
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Table 37: Standardized Regression Weights for Employees’ Strategic Alignment 

model 

   Estimate 

LIP1 <--- LIP .819 

LIP2 <--- LIP .909 

LIP3 <--- LIP .894 

LIP4 <--- LIP .888 

LIP5 <--- LIP .887 

LIP6 <--- LIP .878 

DPO1 <--- DOP .801 

DPO2 <--- DOP .816 

DPO3 <--- DOP .762 

DPO4 <--- DOP .811 

DPO5 <--- DOP .876 

DPO6 <--- DOP .813 

CSA1 <--- CSA .851 

CSA2 <--- CSA .878 

CSA3 <--- CSA .850 

 

As can be seen from Table (37), all the items' standardised factor loadings were higher than 

(0.55), which stipulates a good loading and an acceptable model, and all the factor loadings 

were significant.  

4.6.1 Convergent and Discriminant Validity for Employees Strategic Alignment  
 

The model's Convergent and Discriminant validity should be checked. Convergent validity 

reflects reliability (Fornell and Larcker, 1981), while Discriminant validity specifies that a 

specific construct differs from another closely related construct (Bolarinwa, 2009). In order 

to calculate the Average Variance Extracted (AVE) and the Criterion reliability (CR), the 

standardised factor loading values for each scale calculated in the previous section were 

used. The cut point for AVE should be > (0.50) while the CR should be > (0.70) to consider 

the scale reliable and valid. According to Fornell and Larcker's (1981) equations, AVE and 

CR were calculated. Those two values are used to assess the convergent ad discriminant 

validity. Additionally, Cronbach alphas values were calculated; the cut point for this value 

is > (0.60). Nevertheless, since the scale is previously used in research, the value should be 
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higher than (0.70). The following Table (38) presents the AVE, CR and Cronbach-alphas 

values for the Employees' Strategic Alignment scale and correlation values to assess 

Discriminant validity.  

 

 

Table 38: Convergent and Discriminant validity for Employees Strategic Alignment 

scale 

 Convergent validity Discriminant validity 

 CR AVE 
Cronbach-

alpha 
DOP LIP CSA 

DOP 0.922 0.662 0.923 0.814   

LIP 0.953 0.774 0.953 0.689 0.880  

CSA 0.895 0.739 0.893 0.763 0.565 0.860 

Note: The Bold inclined values are the square root of AVE. 

The value of (1.00 indicates the correlation between the variable and itself aw replaced by the 

square root of AVE to facilitate discriminant validity evaluation) 

 

As can be seen, all the dimensions met the required criterion. The correlation table was 

produced to evaluate the discriminant validity; this is done by assessing the items' correlation 

against the square root of the AVE. The square root of the AVE of any dimension should be 

higher than any correlation between the dimension and any other dimension (Fornell and 

Larcker, 1981). The discriminant validity depicts that one concept differs from other closely 

related concepts (Bolarinwa, 2015).  

 The AVE values are presented in the italic bold diagonal row. As can be seen, the 

discriminant validity was achieved for each dimension since the square roots of AVE for 

each dimension were higher than the correlations. 

 

 

 



166 
 

4.7 EFA and CFA for the Measurements of Employees Engagement  
 

Employees Engagement was measured through three dimensions Cognitive (ECOG), 

Emotional (EEMO) and Physical engagement (EPHY). The scale consists of (13) items 

allocated as (4,4 and 5) to the three dimensions, respectively.   

Data were tested using EFA the extraction method was principal component analysis; the 

extraction was based on Kaiser Criterion, which recommends retaining factors with 

Eigenvalues above (1.00) (Yong and Pearce, 2013). (i.e., Eigenvalue >1), the factor analysis 

rotation was Orthogonal Varimax rotation. The suppression for the small coefficient was set 

to the absolute value of (0.35). In the beginning, the correlation matrix between the items 

should be checked; there should be a correlation higher than (0.30) for the data to be suitable 

for factor analysis. The correlation matrix is presented in Table (39).  

Table 39: Correlation Matrix of Employees Engagement 

 ECO

G1 

ECO

G2 

ECO

G3 

ECO

G4 

EEM

O1 

EEM

O2 

EEM

O3 

EEM

O4 

EPH

Y1 

EPH

Y2 

EPH

Y3 

EPH

Y4 

EPH

Y5 

 

ECOG

1 
1.000             

ECOG

2 
.286 1.000            

ECOG

3 
.489 .396 1.000           

ECOG

4 
.528 .303 .439 1.000          

EEM

O1 
.613 .280 .392 .604 1.000         

EEM

O2 
.476 .209 .314 .536 .681 1.000        

EEM

O3 
.145 .196 .164 .136 .182 .176 1.000       

EEM

O4 
.269 .094 .234 .267 .259 .357 .346 1.000      

EPHY

1 
.384 .136 .319 .324 .418 .362 .174 .383 1.000     

EPHY

2 
.338 .138 .286 .391 .504 .483 .177 .266 .497 1.000    

EPHY

3 
.089 .157 .082 .181 .160 .150 .186 .047 .060 .130 1.000   

EPHY

4 
.219 .108 .093 .173 .262 .149 .091 .176 .243 .266 .375 1.000  

EPHY

5 
.088 .132 .101 .178 .124 .173 .199 .122 .107 .156 .600 .383 1.000 

https://www.researchgate.net/publication/299539108_An_Empirical_Kaiser_Criterion#:~:text=In%20exploratory%20factor%20analysis%20%28EFA%29%2C%20most%20popular%20methods,are%20based%20on%20eigenvalues%20of%20the%20correlation%20matrix.
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As can be noticed from Table (39), there are many correlations of a value of (0.30) and higher. 

In conclusion, the data set is suitable for factor analysis (Pallant, 2003), although some 

correlations are as low as (0.047). Nonetheless, the following steps might eliminate those items 

if there are not suitable for the analysis. Additionally, the correlations between the items of the 

same dimension are high, indicating that the items measure the same construct. Furthermore, 

the correlation between different dimension items is reasonable and lower than the correlations 

between items of the same dimension, which indicate that the items belong to the same higher 

construct (i.e., Employees Engagement).  

Next, the KMO and Bartlett's Test of Sphericity are investigated; the results are shown in Table 

(40).  

Table 40: KMO and Bartlett's Test of Employees Engagement 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .828 

Bartlett's Test of Sphericity 

Approx. Chi-Square 1672.379 

df 78 

Sig. .000 

 

KMO values were (0.828), above the cut point of (0.50). The Bartlett test of Sphericity (c2 = 

1672.379, p= 0.000< 0.05) showed a pattern relationship between Employees Engagement items 

and confirmed the conclusion of the correlation table.   

The commonalities for Employees Engagement are shown in Table (41); in order to consider a 

good item, its commonalities value should be > (0.20). 

Table 41:  Communalities of Employees Engagement 

 Initial Extraction 

ECOG1 1.000 .615 

ECOG2 1.000 .668 

ECOG3 1.000 .587 

ECOG4 1.000 .619 

EEMO1 1.000 .732 

EEMO2 1.000 .604 

EEMO3 1.000 .738 

EEMO4 1.000 .670 
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EPHY1 1.000 .559 

EPHY2 1.000 .578 

EPHY3 1.000 .745 

EPHY4 1.000 .541 

EPHY5 1.000 .725 

Extraction Method: Principal Component Analysis. 

 

As can be seen from Table (41), the commonalities values ranged from (0.547 to 0.738) all the 

values were above (0.20), which illustrates that there is an appropriate amount of variance shared 

among the items on the same scale. Table (42) represents the total amount of variance explained 

for the Employees Engagement scale and the amount of variance each component accounts for 

in the scale.  

Table 42: Total Variance Explained by Employees Engagement 

Component Initial Eigenvalues Extraction Sums of 

Squared Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 4.407 33.904 33.904 4.407 33.904 33.904 3.352 25.782 25.782 

2 1.722 13.246 47.150 1.722 13.246 47.150 1.944 14.950 40.732 

3 1.164 8.951 56.101 1.164 8.951 56.101 1.707 13.130 53.862 

4 1.090 8.385 64.486 1.090 8.385 64.486 1.381 10.624 64.486 

5 .809 6.226 70.712       

6 .681 5.239 75.951       

7 .629 4.838 80.789       

8 .573 4.406 85.196       

9 .478 3.680 88.876       

10 .435 3.347 92.223       

11 .392 3.012 95.234       

12 .365 2.811 98.045       

13 .254 1.955 100.000       

Extraction Method: Principal Component Analysis. 

 

The initial analysis of the Employees Engagement scale in Table (42) resulted in four 

components (the component represents a dimension) rather than the original three dimensions 

of the scale. The total variance indicates that the two extracted dimensions explain (64.486%) 

of the variability in the original (13) component resulting from the analysis and that only 

(35.514%) of variability is lost due to error. Additionally, the extracted component's Initial 
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Eigenvalues ranged from (4.407 to 1.090), which meets Kaiser Criterion, which recommends 

retaining factors with Eigenvalues above (1.00) (Yong and Pearce, 2013). The Rotated 

component matrix is presented in Table (43).  

Table 43: Rotated Component Matrix Employees Engagement 

 Component 

1 2 3 4 

ECOG1 .650  .438  

ECOG2   .801  

ECOG3 .376  .655  

ECOG4 .638  .444  

EEMO1 .791    

EEMO2 .738    

EEMO3    .808 

EEMO4 .375   .727 

EPHY1 .662    

EPHY2 .725    

EPHY3  .849   

EPHY4  .650   

EPHY5  .837   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 8 iterations. 

 

Table (43) shows that some items of emotional, cognitive, and physical engagement are loading 

together. We can see cross-loading for items ECOG1,3 and 4. with some differences in loading 

less than (0.20). 

Nonetheless, since the result did not confirm the theoretical assumption, the Scree Plot was 

reviewed to confirm the number of components extracted; the result is shown in Figure (17).  

https://www.researchgate.net/publication/299539108_An_Empirical_Kaiser_Criterion#:~:text=In%20exploratory%20factor%20analysis%20%28EFA%29%2C%20most%20popular%20methods,are%20based%20on%20eigenvalues%20of%20the%20correlation%20matrix.
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FIGURE 17 SCREE PLOT FOR EMPLOYEES ENGAGEMENT  

 

As seen in Figure (17), if we created a straight line to link the component, almost four items are 

far from this line, indicating that a four-component solution might be an option for this model.  

Nonetheless, as seen in Table (43), the four-component model shows many items not from the 

same dimension loading together; this might create an issue regarding the content validity. The 

EFA is repeated to test two more options, first by setting the extraction to a fixed number of 

three components to match the theory of having three dimensions of engagement (emotional, 

cognitive and physical). The second trial tests the scale as an overall scale, loading all the items 

in one dimension since the previous researcher, such as (Olivier, 2007), used it in this way. The 

best model fit to present the best total variance explained is to be carried on to CFA analysis.  
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4.7.1 Three-Dimension Model (1) 
 

Table (44) presents the KMO and Bartlett test for the three dimensions model.  

Table 44: KMO and Bartlett's Test of Employees Engagement 

Three-dimension model 

 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.  0.828 

Bartlett's Test of Sphericity 

Approx. Chi-Square 1672.379 

df 78 

Sig. .000 

 

KMO values were (0.828), above the cut point of (0.50). The Bartlett test of Sphericity (c2 = 

1672.379, p= 0.000< 0.05) showed a pattern relationship between Employees Engagement items 

and confirmed the conclusion of the correlation table. The commonalities for Employees 

Engagement are shown in Table (45); in order to consider a good item, its commonalities value 

should be > (0.20). 

Table 45:Communalities of Employees Engagement 

Three-dimension model 

 Initial Extraction 

ECOG1 1.000 .610 

ECOG2 1.000 .519 

ECOG3 1.000 .534 

ECOG4 1.000 .606 

EEMO1 1.000 .684 

EEMO2 1.000 .578 

EEMO3 1.000 .233 

EEMO4 1.000 .517 

EPHY1 1.000 .557 

EPHY2 1.000 .524 

EPHY3 1.000 .741 

EPHY4 1.000 .464 

EPHY5 1.000 .725 

Extraction Method: Principal Component Analysis. 

  

As can be seen from Table (45), the commonalities values ranged from (0.233 to 0.725) all the 

values were above (0.20), which reveals that there is an appropriate amount of variance shared 

among the items on the same scale. Table (46) demonstrates the total amount of variance 
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explained for the Employees Engagement scale; it represents the amount of variance that each 

component accounts for in the scale.  

Table 46: Total Variance Explained of Employees Engagement Three-dimension model 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 4.407 33.904 33.904 4.407 33.904 33.904 2.872 22.096 22.096 

2 1.722 13.246 47.150 1.722 13.246 47.150 2.445 18.810 40.906 

3 1.164 8.951 56.101 1.164 8.951 56.101 1.975 15.195 56.101 

4 1.090 8.385 64.486       

5 .809 6.226 70.712       

6 .681 5.239 75.951       

7 .629 4.838 80.789       

8 .573 4.406 85.196       

9 .478 3.680 88.876       

10 .435 3.347 92.223       

11 .392 3.012 95.234       

12 .365 2.811 98.045       

13 .254 1.955 100.000       

Extraction Method: Principal Component Analysis. 

 

The analysis of the Employee engagement scale in Table (46) resulted in three components (the 

component represents a dimension). The total variance demonstrates that the three extracted 

dimensions explain (56.101%) of the variability in the original (13) component resulting from 

the analysis and that only (43.899%) of variability is lost due to error. Additionally, the extracted 

component's initial Eigenvalues were (4.407, 1.722 and 1.164).  

The Rotated component matrix is presented in Table (47).  
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Table 47:Rotated Component Matrix of Employees Engagement 

Three-dimension model 
 Component 

1 2 3 

ECOG1 .703   

ECOG2 .675   

ECOG3 .718   

ECOG4 .707   

EEMO1 .671 .477  

EEMO2 .533 .538  

EEMO3  .388  

EEMO4  .714  

EPHY1  .708  

EPHY2  .648  

EPHY3   .852 

EPHY4   .613 

EPHY5   .846 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 5 iterations. 

 

Table (47) represent the Rotated Component Matrix of Employees Engagement three-

dimension model; as can be seen, the items are loaded in three components, few items are 

cross-loaded between the dimensions (i.e., EEMO1 and EEMO2 cross-loaded with cognitive 

dimensions). Additionally, EPHY1 and EPHY2 are loaded with emotional dimensions. Many 

trials were carried on, and the problematic items were removed from the analysis; the final 

rotated component matrix of employee engagement is presented in Table (48).  
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Table 48:Rotated Component Matrix Employees Engagement 

Three-dimension model final trial 
 Component 

1 2 3 

ECOG1 .782   

ECOG2 .607   

ECOG3 .784   

ECOG4 .749   

EEMO3   .809 

EEMO4   .797 

EPHY3  .852  

EPHY4  .658  

EPHY5  .840  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 4 iterations. 

 

As can be seen from Table (48), the three components that resulted in the item loading are all 

above (0.4); hence, they are considered significant. The final trial shows a total variance of 

(61.429%) with three components extracted that meet the Kiser criterion (the full tables are 

shown in the Appendix).  

4.7.2 Three-Dimension Model (2) 
 

Another course of action can be done for the three-dimension model, which will be presented 

next.  

The initial KMO, commonalties, total variance and rotated matrix, are similar to those 

presented in Table (44) and Table (48) in the model (1). Nevertheless, in the trials for 

removing the problematic items, the course of action went as follows. First, ECOG4 was 

removed, which enhanced the variance where it became (60.437%), and the rotated matrix was 

checked. Accordingly, ECOG1 was removed, and the variance of the model became 

(61.410%). Lastly, EPHY1 and EPHY2 were removed, and the variance was enhanced and 

became (66.063%). The Tables for the trials are presented in the Appendix. The final trial 
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results are presented in Table (49) to Table (52). Table (49) present the KMO and Bartlett test 

for the three-dimension model.  

Table 49:KMO and Bartlett's Test Employees Engagement 

Three-dimension model (2) final trial 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .666 

Bartlett's Test of Sphericity 

Approx. Chi-Square 766.093 

df 28 

Sig. .000 

 

KMO value was (0.666), above the cut point of (0.50). The Bartlett test of Sphericity (c2 = 

766.093, p= 0.000< 0.05) showed a pattern relationship between Employees Engagement items 

and confirmed the conclusion of the correlation table.   

The commonalities for Employees Engagement are shown in Table (50); in order to consider a 

good item, its commonalities value should be > (0.20). 

Table 50:Communalities Employees Engagement 

Three-dimension model (2) final trial 
 Initial Extraction 

ECOG2 1.000 .755 

ECOG3 1.000 .630 

EEMO1 1.000 .697 

EEMO2 1.000 .723 

EEMO4 1.000 .512 

EPHY3 1.000 .733 

EPHY4 1.000 .513 

EPHY5 1.000 .722 

Extraction Method: Principal Component Analysis. 

 

As can be seen from Table (50), the commonalities values ranged from (0.512 to 0.755) all the 

values were above (0.20), which indicates that there is an appropriate amount of variance shared 

among the items on the same scale. Comparing these results to Model (1) results, it can be 

concluded that better commonalities values resulted from Model (2).  

Table (51) represents the total amount of variance explained for the Employees Engagement 

Model (2) scale; it represents the amount of variance each component accounts for in the scale.  
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Table 51:Total Variance Explained Employees Engagement Three-dimension model (2) 

final trial 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 2.697 33.716 33.716 2.697 33.716 33.716 1.922 24.028 24.028 

2 1.571 19.636 53.352 1.571 19.636 53.352 1.878 23.470 47.498 

3 1.017 12.711 66.063 1.017 12.711 66.063 1.485 18.565 66.063 

4 .789 9.859 75.921       

5 .684 8.545 84.466       

6 .571 7.141 91.607       

7 .395 4.943 96.550       

8 .276 3.450 100.000       

Extraction Method: Principal Component Analysis. 

 

The analysis of the Employee engagement scale in Table (51) resulted in three components (the 

component represents a dimension). The total variance depicts that the three extracted 

dimensions explain (66.063%) of the variability in the original (8) component resulting from 

the analysis and that only (33.937%) of variability is lost due to error. Additionally, the extracted 

component's initial Eigenvalues were (2.697, 1.571 and 1.017). The Rotated component matrix 

is presented in Table (52).  

Table 52:Rotated Component Matrix Employees Engagement 

Three-dimension model (2) final trial 
 Component 

1 2 3 

ECOG2   .861 

ECOG3   .728 

EEMO1  .740 .367 

EEMO2  .813  

EEMO4  .709  

EPHY3 .847   

EPHY4 .668   

EPHY5 .845   

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 4 iterations. 
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As can be seen from Table (52), the three components that resulted in the item loading are all 

above (0.4); hence, they are considered significant. Cross-loading only exists for EEMO1. 

Nevertheless, the differences between the two loadings are higher than (0.20) (i.e., 0.740-

0.367=0.373), and the ratio is less than (75%) (i.e., 0.367/0.740= 49.5%). 

4.7.3 One-Dimension Model 
 

Table (53) present the KMO and Bartlett test for the three dimensions model.  

Table 53:KMO and Bartlett's Test of Employees Engagement 

One-dimension model 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .828 

Bartlett's Test of Sphericity 

Approx. Chi-Square 1672.379 

df 78 

Sig. .000 

 

KMO values were (0.828), above the cut point of (0.50). The Bartlett test of Sphericity (c2 = 

1672.379, p= 0.000< 0.05) showed a pattern relationship between Employees' Strategic 

Alignment items and confirmed the conclusion of the correlation table.   

The commonalities for Employees Strategic Alignment are shown in Table (54); in order to 

consider a good item, its commonalities value should be > (0.20). 

Table 54:Communalities of Employees Engagement 

One-dimension model 
 Initial Extraction 

ECOG1 1.000 .517 

ECOG2 1.000 .189 

ECOG3 1.000 .365 

ECOG4 1.000 .536 

EEMO1 1.000 .645 

EEMO2 1.000 .547 

EEMO3 1.000 .131 

EEMO4 1.000 .252 

EPHY1 1.000 .384 

EPHY2 1.000 .432 

EPHY3 1.000 .111 

EPHY4 1.000 .173 

EPHY5 1.000 .124 

Extraction Method: Principal Component Analysis. 
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As can be seen from Table (54), the commonalities values ranged from (0.111 to 0.645); not all 

the values were above (0.20), which indicates that some items do not share an appropriate 

amount of variance with the items on the same scale. Any item with a communality value less 

than (0.20) will be removed (EPHY5, EPHY4, EPHY3, EEMO3, ECOG2). The following Table 

(55) presents the commonality after removing the items.  

Table 55:Communalities of Employees Engagement 

One-dimension model (trial 2) 
 Initial Extraction 

ECOG1 1.000 .562 

ECOG3 1.000 .374 

ECOG4 1.000 .564 

EEMO1 1.000 .690 

EEMO2 1.000 .600 

EEMO4 1.000 .252 

EPHY1 1.000 .417 

EPHY2 1.000 .457 

Extraction Method: Principal Component Analysis. 

 

As can be seen from Table (55), all the Communalities values are > (0.20). The following Table 

(56) presents the total variance explained for this model.  

Table 56:Total Variance Explained of Employees Engagement 

One-dimension model (Trial 2) 

Component Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % Of Variance Cumulative % Total % Of Variance Cumulative % 

1 3.915 48.935 48.935 3.915 48.935 48.935 

2 .956 11.949 60.884    

3 .803 10.044 70.928    

4 .709 8.860 79.788    

5 .515 6.442 86.230    

6 .442 5.524 91.754    

7 .389 4.867 96.622    

8 .270 3.378 100.000    

Extraction Method: Principal Component Analysis. 
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The analysis of Employee engagement, a one-dimension scale in Table (56), resulted in one 

component (the component represents a dimension). The total variance specifies that the one 

extracted dimension explains (48.935%) of the variability in the original (8) component 

resulting from the analysis and that (51.065%) of variability is lost due to error. Additionally, 

the extracted component's initial Eigenvalue was (3.915).  

The final component matrix of employee engagement is presented in Table (57).  

Table 57:Component Matrix of Employees Engagement 

One-dimension model (trial 2) 
 Component 

1 

ECOG1 .750 

ECOG3 .611 

ECOG4 .751 

EEMO1 .830 

EEMO2 .774 

EEMO4 .502 

EPHY1 .646 

EPHY2 .676 

Extraction Method: Principal Component Analysis. 

a. 1 component extracted. 

 

Table 58:Model fit indices for Employees Engagement 

Model 2 2/df GFI CFI TLI RMSEA 

Model with no error correlation  28.857 2.623 .980 0.974 0.950 0.064 

 

As can be seen from Table (57), one component that resulted in the item loading is all above 

(0.4); hence, considered significant. Nonetheless, the three-dimension model (2) shows a higher 

variance explained between the three models (i.e., 66.063%). The three-dimension model (2) is 

adopted.  

After reaching an acceptable model in the EFA, the result is entered into confirmatory factor 

analysis (CFA). The three dimensions model (2) for the Employees Engagement scale that 
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resulted from the EFA was used in CFA to conduct a confirmatory factor analysis and confirm 

the factor loading.  

4.7.4 Convergent and Discriminant Validity for Employees Engagement  
 

The CFA model is shown in Figure (18); this model produces acceptable model fit indices 

values.  

 

FIGURE 18 CFA FOR EMPLOYEE ENGAGEMENT THREE DIMENSIONS MODEL 

 

As can be seen from Figure (18), some items have a loading of less than (0.50) and should be 

removed from EEMO4, which has a loading of (0.38). The new model is shown in Figure (19). 
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FIGURE 19 CFA EMPLOYEE ENGAGEMENT REFINED MODEL  

 

Table (58) illustrates that the modification indices were checked.  

As can be seen from Table (58), the final model has acceptable model fit indices values where 

all the values exceeded the required thresholds. The standardised factors loadings for the items 

are presented in Table (59). 

Table 59: Standardized Regression Weights for Employees Engagement 

   Estimate 

EPHY3 <--- Physical .770 

EPHY4 <--- Physical .502 

EPHY5 <--- Physical .773 

EEMO1 <--- Emotional .913 

EEMO2 <--- Emotional .746 

ECOG2 <--- Cognitive .541 

ECOG3 <--- Cognitive .731 

 

As can be seen from Table (59), all the items' standardised factors loadings were higher than 

(0.50). 
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The model's Convergent and Discriminant validity should be checked. Convergent validity 

indicates reliability (Fornell and Larcker, 1981), while Discriminant validity defines that a 

particular construct differs from another closely related construct (Bolarinwa, 2009). The 

standardised factor loading values for each scale calculated in the previous section were used to 

calculate the Average Variance Extracted (AVE) and the Criterion reliability (CR). The cut 

point for AVE should be > (0.50) while the CR should be > (0.70) to consider the scale reliable 

and valid. According to Fornell and Larcker's (1981) equations, AVE and CR were calculated. 

Those two values are used to assess the convergent ad discriminant validity. Additionally, 

Cronbach alphas values were calculated; the cut point for this value is > (0.60); however, since 

the scale was previously used in research, the value should be higher than (0.70). The following 

Table (60) presents the values of AVE, CR and Cronbach-alphas for the Employees Engagement 

scale and correlation values to assess Discriminant validity.  

Table 60:Convergent and Discriminant validity for Employees Engagement scale 

 
Convergent validity Discriminant validity 

 CR AVE 

Cronbach-

alpha Emotional Physical Cognitive 

Emotional 0.819 0.695 0.806 0.834     

Physical 0.729 0.481 0.707 0.250 0.693   

Cognitive 0.580 0.414 0.564 0.578 0.219 0.643 

Note: The Bold inclined values are the square root of AVE. 

The value of (1.00 that indicates the correlation between the variable and itself aw replaced by the 

square root of AVE to facilitate discriminant validity evaluation) 

 

As can be seen, only Emotional engagement and Physical Engagement met the required 

criterion. Cognitive engagement does not provide the required values for CR and AVE. 

Accordingly, cognitive engagement cannot be used. To resolve this issue, we should go back to 
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EFA and make trials that test every two dimensions alone for the scale. The following Table 

(61) provides the conclusion.  

Table 61:Conclusion for the two dimensions trials for the EFA analysis 

Model 
Total variance after all 

trials 
Items 

Cognitive and 

physical 
59.478 

ECOG1, ECOG2, ECOG3, ECOG4, EPHY3, 

EPHY4, EPHY5 

Emotional and 

Physical 
63.739 

EEMO1, EEMO2, EEMO4, EPHY3, EPHY4, 

EPHY5 

Emotional and 

Cognitive 
59.781 

ECOG1, ECOG2, ECOG3, ECOG4, EEMO3, 

EEMO4 

Full EFA results are in the Appendix 

 

The final CFA model is shown in Figure (20); the first trial shows low loading for EEMO4 (i.e., 

0.380) was removed. This model produces acceptable model fit indices values, as shown in 

Table (62).  

 

FIGURE 20 CFA EMPLOYEE ENGAGEMENT TWO DIMENSIONS MODEL 
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Table 62: Model fit indices for Employees Engagement two dimensions 

Model 2 2/df GFI CFI TLI RMSEA 

Model with no error correlation  22.49 5.62 0.978 0.966 0.914 0.063 

As can be seen from Table (62), all the model fit indices values met the required thresholds.  

The correlation table was produced in Table (63) to evaluate the discriminant validity, which is 

done by assessing the items' correlation against the AVE's square root. The square root of the 

AVE of any dimension should be higher than any correlation between the dimension and any 

other dimension (Fornell and Larcker, 1981). The discriminant validity designates that one 

concept differs from other closely related concepts (Bolarinwa, 2015).  

 

Table 63: Convergent and Discriminant validity for Employees Engagement scale 

 Convergent validity Discriminant validity 

 CR AVE 

Cronbach-

alpha Emotional Physical 

Emotional 0.811 0.684 0.806 0.827  

Physical 0.727 0.480 0.707 0.260 0.693 

Note: The Bold inclined values are the square root of AVE. 

The value of (1.00 indicates the correlation between the variable and itself aw replaced by the square 

root of AVE to facilitate discriminant validity evaluation) 

 

As can be seen from Table (63), the square root of AVE values is presented in the italic bold 

diagonal row. As can be seen, the discriminant validity was achieved for each dimension since 

the square roots of AVE for each dimension were higher than the correlations. The convergent 

validity was also achieved since CR values were above the required threshold (>0.70). The AVE 

for physical engagement was (0.480 <0.50). Nonetheless, it can be accepted, as stated by  

(Fornell & Larcker, 1981, p. 46): "On the basis of CR alone, the researcher may conclude that 
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the convergent validity of the construct is adequate, even though more than 50% of the variance 

is due to error". 

4.8 EFA and CFA for the Measurements of Employees' Performance  

 

Employees' performance was measured through three dimensions Task performance TP), 

Contextual Performance (CtextP) and Counterproductive performance (CountP). The scale 

consists of (18) items allocated as (5,8 and 5) to the three dimensions, respectively.  

Data were tested using EFA the extraction method was principal component analysis. The 

extraction was based on Kaiser Criterion, which recommends retaining factors with Eigenvalues 

above (1.00) (Yong and Pearce, 2013). (i.e., Eigenvalue >1), the factor analysis rotation was 

Orthogonal Varimax rotation. The suppression for the small coefficient was set to the absolute 

value of (0.35). In the beginning, the correlation matrix between the items should be checked. 

There should be a correlation higher than (0.30) for the data to be suitable for factor analysis. 

The correlation matrix is presented in Table (64).   

Table 64: Correlation Matrix of Employees' Performance 
 TP1 TP2 TP3 TP4 TP5 CtextP1 CtextP2 CtextP3 CtextP4 CtextP5 CtextP6 CtextP7 CtextP8 CountP1 CountP2 CountP3 CountP4 CountP5 

 

TP1 1.000                  

TP2 .582 1.000                 

TP3 .531 .553 1.000                

TP4 .610 .609 .670 1.000               

TP5 .652 .562 .545 .738 1.000              

CtextP1 .425 .426 .394 .473 .407 1.000             

CtextP2 .398 .523 .421 .530 .474 .506 1.000            

CtextP3 .467 .579 .511 .566 .494 .544 .615 1.000           

CtextP4 .458 .548 .488 .580 .484 .448 .607 .753 1.000          

CtextP5 .478 .555 .550 .622 .546 .420 .564 .665 .605 1.000         

CtextP6 .388 .514 .420 .490 .423 .514 .594 .609 .572 .584 1.000        

CtextP7 .402 .508 .443 .502 .422 .541 .587 .599 .585 .590 .692 1.000       

CtextP8 .371 .412 .437 .467 .404 .416 .519 .571 .549 .497 .501 .541 1.000      

CountP1 -.027 -.081 -.029 -.028 .028 .035 .008 -.056 -.044 -.037 .001 -.008 .008 1.000     

CountP2 -.051 -.102 -.107 -.068 -.002 -.016 -.001 -.073 -.055 -.047 -.031 -.032 -.015 .463 1.000    

CountP3 -.169 -.226 -.174 -.194 -.141 -.071 -.148 -.226 -.206 -.221 -.129 -.190 -.147 .459 .626 1.000   

CountP4 -.134 -.154 -.107 -.172 -.132 -.110 -.093 -.187 -.151 -.145 -.094 -.178 -.173 .433 .472 .655 1.000  

CountP5 -.151 -.193 -.113 -.209 -.157 -.129 -.199 -.181 -.247 -.154 -.093 -.228 -.266 .388 .437 .628 .691 1.000 

 

https://www.researchgate.net/publication/299539108_An_Empirical_Kaiser_Criterion#:~:text=In%20exploratory%20factor%20analysis%20%28EFA%29%2C%20most%20popular%20methods,are%20based%20on%20eigenvalues%20of%20the%20correlation%20matrix.
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As can be noticed from Table (64), there are many correlations of a value of (0.30) and higher. 

In conclusion, the data set is suitable for factor analysis (Pallant, 2003). Additionally, the 

correlations between the items of the same dimension are high, indicating that the items measure 

the same construct. Furthermore, the correlation between different dimension items is 

reasonable and lower than the correlations between items of the same dimension, which 

stipulates that the items belong to the same higher construct (i.e., Employee Performance). 

Additionally, as can be noticed, the counterproductive performance items are negatively 

correlated with the task and contextual performance since counterproductive items are 

negatively worded questions. Next, the KMO and Bartlett's Test of Sphericity are investigated; 

the results are shown in Table (65).  

 

Table 65:KMO and Bartlett's Test of Employees Performance 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .923 

Bartlett's Test of Sphericity 

Approx. Chi-Square 4228.377 

df 153 

Sig. .000 

 

KMO values were (0.923), above the cut point of (0.50). The Bartlett test of Sphericity (c2 = 

4228.377, p= 0.000< 0.05) showed a pattern relationship between Employees' performance 

items and confirmed the conclusion of the correlation table.   

The commonalities for Employees' performance are shown in Table (66); in order to consider a 

good item, its commonalities value should be > (0.20). 

Table 66:Communalities of Employees' Performance 
 Initial Extraction 

TP1 1.000 .689 

TP2 1.000 .619 

TP3 1.000 .626 
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TP4 1.000 .773 

TP5 1.000 .737 

CtextP1 1.000 .475 

CtextP2 1.000 .638 

CtextP3 1.000 .715 

CtextP4 1.000 .661 

CtextP5 1.000 .629 

CtextP6 1.000 .673 

CtextP7 1.000 .700 

CtextP8 1.000 .542 

CountP1 1.000 .476 

CountP2 1.000 .589 

CountP3 1.000 .752 

CountP4 1.000 .694 

CountP5 1.000 .663 

Extraction Method: Principal Component Analysis. 

 

As can be seen from Table (66), the commonalities values ranged from (0.476 to 0.773), and all 

the values were above (0.20), which indicates that there is an appropriate amount of variance 

shared among the items on the same scale. 

Table (67) represents the total variance explained for the Employees' performance scale; it 

represents the amount of variance that each component accounts for in the scale.  

 

Table 67:Total Variance Explained of Employees' Performance 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 7.544 41.912 41.912 7.544 41.912 41.912 4.954 27.522 27.522 

2 2.938 16.321 58.233 2.938 16.321 58.233 3.548 19.713 47.235 

3 1.170 6.498 64.731 1.170 6.498 64.731 3.149 17.496 64.731 

4 .767 4.260 68.991       

5 .660 3.667 72.658       

6 .583 3.237 75.895       

7 .542 3.012 78.907       

8 .502 2.786 81.693       

9 .461 2.560 84.253       

10 .446 2.480 86.734       

11 .424 2.353 89.087       

12 .360 1.997 91.085       
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13 .341 1.893 92.978       

14 .314 1.745 94.723       

15 .272 1.514 96.237       

16 .262 1.457 97.694       

17 .223 1.239 98.934       

18 .192 1.066 100.000       

Extraction Method: Principal Component Analysis. 

 

The initial analysis of the Employees' performance scale in Table (67) resulted in three 

components (the component represents a dimension) similar to the original three dimensions of 

the scale. The total variance demonstrates that the two extracted dimensions explain (64.731%) 

of the variability in the original (18) component resulting from the analysis and that only 

(35.269%) of variability is lost due to error. Additionally, the extracted component's Initial 

Eigenvalues ranged from (7.544 to 1.170), which meets Kaiser Criterion, which recommends 

retaining factors with Eigenvalues above (1.00) (Yong and Pearce, 2013). The Scree Plot was 

reviewed to confirm the number of extracted components, shown in Figure (21).  

 

FIGURE 21 SCREE PLOT FOR EMPLOYEE PERFORMANCE 

 

https://www.researchgate.net/publication/299539108_An_Empirical_Kaiser_Criterion#:~:text=In%20exploratory%20factor%20analysis%20%28EFA%29%2C%20most%20popular%20methods,are%20based%20on%20eigenvalues%20of%20the%20correlation%20matrix.
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As seen in Figure (21), if we created a straight line to link the component, almost three items 

are far from this line, indicating that a three-component solution might be an option for this 

model.  

The Rotated component matrix is presented in Table (68).  

 

Table 68:Rotated Component Matrix of Employees Performance 
 Component 

1 2 3 

TP1  .789  

TP2 .456 .630  

TP3  .712  

TP4 .416 .770  

TP5  .804  

CtextP1 .632   

CtextP2 .750   

CtextP3 .760 .356  

CtextP4 .725 .353  

CtextP5 .627 .479  

CtextP6 .793   

CtextP7 .807   

CtextP8 .700   

CountP1   .687 

CountP2   .763 

CountP3   .851 

CountP4   .823 

CountP5   .788 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 4 iterations. 

 

Table (68) shows that a few items of task performance and contextual performance were 

cross-loaded, and counterproductive performance items were loaded separately. When 

investigating the cross-loaded items, it can be noticed that the differences in loading between 

the items are higher than (0.20) except for TP2 and Ctextp5; the values were checked using 

the 75% role, TP2 passed (cross loading 72%), Ctextp5 did not pass (76%). Ctextp5 was 

removed from the analysis. The following Table (69) presents the rotated matrix. 
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Table 69:Rotated Component Matrix of Employees’ Performance 

 Component 

1 2 3 

TP1  .794  

TP2 .454 .635  

TP3  .714  

TP4 .409 .773  

TP5  .807  

CtextP1 .640   

CtextP2 .750   

CtextP3 .754 .361  

CtextP4 .723 .359  

CtextP6 .790   

CtextP7 .805   

CtextP8 .702   

CountP1   .688 

CountP2   .763 

CountP3   .852 

CountP4   .823 

CountP5   .787 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 4 iterations. 

 

As seen in Table (69), no problematic cross-loading items are found. Additionally, when 

checking, the total variance explained (65.047%) is higher than the initial model. After 

reaching an acceptable model in the EFA, the result is entered into confirmatory factor 

analysis (CFA). The three dimensions of the Employee performance scale that resulted from 

the EFA were used in CFA to conduct a confirmatory factor analysis and confirm the factor 

loading. Few trials were conducted to ensure that the model fit indices, convergent validity 

and discriminate validity meet the required values. The trials are shown in the Appendix; the 

final CFA model is shown in Figure (22).  
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FIGURE 22 CFA FOR EMPLOYEES PERFORMANCE 

 

The standardised loading of the items was all > (0.50); the modification indices are presented 

in Table (70).   

 

Table 70:Model fit indices for Employees Performance 

Model 2 2/df GFI CFI TLI RMSEA 

Final Model   132.288 1.890 0.954 0.980 0.974 0.047 

 

As can be seen from Table (70), the final model has acceptable model fit indices values where 

all the values exceeded the required thresholds. The standardised factors loadings for the items 

are presented in Table (71). 
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Table 71:Standardized Regression Weights for Employees' Performance 

   Estimate 

CtextP2 <--- contextual .769 

CtextP3 <--- contextual .816 

CtextP4 <--- contextual .798 

CtextP6 <--- contextual .736 

CtextP7 <--- contextual .740 

TP1 <--- Task .721 

TP3 <--- Task .730 

TP4 <--- Task .895 

TP5 <--- Task .818 

CountP1 <--- CounterP .553 

CountP2 <--- CounterP .645 

CountP3 <--- CounterP .860 

CountP4 <--- CounterP .761 

CountP5 <--- CounterP .724 

 

As can be seen from Table (71), all the items' standardised factor loadings were higher than 

(0.50), which specifies a good loading and an acceptable model, and all the factor loadings were 

significant.  

4.8.1 Convergent and Discriminant Validity for Employees Strategic Alignment  
 

The model's Convergent and Discriminant validity should be checked. Convergent validity 

indicates reliability (Fornell and Larcker, 1981), while Discriminant validity designates that a 

particular construct differs from another closely related construct (Bolarinwa, 2009). The 

standardised factor loading values for each scale calculated in the previous section were used to 

calculate the Average Variance Extracted (AVE) and the Criterion reliability (CR). The cut 

point for AVE should be > (0.50) while the CR should be > (0.70) to consider the scale reliable 

and valid. According to Fornell and Larcker's (1981) equations, AVE and CR were calculated. 

Those two values are used to assess the convergent ad discriminant validity. Additionally, 

Cronbach alphas values were calculated; the cut point for this value is > (0.60); however, since 

the scale was previously used in research, the value should be higher than (0.70). The first trial 
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showed that the discriminant validity of the scale was not good, so few trials were conducted. 

Table (72) presents the final values of AVE, CR and Cronbach-alphas values for Employees 

Performance, in addition to correlation values to assess Discriminant validity.  

Table 72:Convergent and Discriminant validity for Employees Performance scale 

 Convergent validity Discriminant validity 

 CR AVE 
Cronbach-

alpha 
Task contextual 

Counterproductive 

Task 0.871 0.631 

0.866 

0.794     

contextual 0.881 0.597 

0.903 

0.768 0.772   

Counterproductive 0.838 0.513 

0.845 

-0.220 -0.242 0.716 

Note: The Bold inclined values are the square root of AVE. 

The value of (1.00 that indicates the correlation between the variable and itself aw replaced by the 

square root of AVE to facilitate discriminant validity evaluation) 

 

As can be seen from Table (72), all the dimensions met the required criterion. The correlation 

table was produced to evaluate the discriminant validity; this is done by assessing the correlation 

of the items against the square root of the AVE; the square root of AVE of any dimension should 

be higher than any correlation between the dimension and any other dimension (Fornell and 
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Larcker, 1*981). The discriminant validity indicates that one concept differs from other closely 

related concepts (Bolarinwa, 2015).  

 The AVE values are presented in the italic bold diagonal row. As can be seen, the discriminant 

validity was achieved for each dimension since the square roots of AVE for each dimension 

were higher than the correlations.  

4.9 CFA for the Research Measurement Model  

 

The measurement model in the research represents the research variables and their correlations 

to each other, along with a full assessment of the whole model's quality and goodness. It also 

helps in assessing the validity of the indicators and helps in calculating the convergent and 

discriminates validity calculations.  

Although the previous sections provided a calculation for the correlations and AVE values and 

assessed the discriminant and convergent validity of each of the research variables' dimensions, 

this section provided a more comprehensive look that compares all of the research variables and 

dimensions to each other. The research measurement is shown in Figure (23). 
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FIGURE 23 RESEARCH MEASUREMENT MODEL 

 

As can be seen from Figure (23), the research dimensions are correlated to each other and the 

amount of the standardised loading of each observed variable on its latent variable.  

The following table ( 73) provides the model fit indices for the measurement model.  

 

Table 73:Model fit indices for Measurement Model  
Indices 2 2/df GFI CFI TLI RMSEA 

Model 1308.964. 2.46 0.923 0.924 0.914 0.060 

 

As can be seen from Table (73), the measurement model fit indices show that the model has a 

good quality, and all the indices met the required thresholds. Following Table (74) provides a 

comprehensive look at the convergent and discriminant validity of the research measurement 
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model in addition to the correlations between the research dimensions and assessing their 

significance on (0.100, 0.050, 0.010, and 0.001) levels.  

Table 74:Convergent and Discriminant validity for the research measurement model  

 CR 
AV

E 

MS

V 

MaxR(H

) 
LIP Ctextp DPO Count TP CSA EPHY 

EEM

O 

LIP 
0.95

3 

0.77

4 

0.48

2 
0.956 0.88        

Ctext

p 

0.90

5 

0.61

5 

0.60

3 
0.909 

0.452**

* 
0.784       

DPO 
0.92

5 
0.67

3 
0.56

6 
0.928 

0.694**
* 

0.539**
* 

0.82      

Count 0.85 
0.53

7 
0.05

8 
0.874 -0.003 

-

0.240**

* 

-0.106† 0.733     

TP 
0.87

1 

0.63

1 

0.60

3 
0.892 

0.369**

* 

0.776**

* 

0.522**

* 

-

0.217**

* 
0.794    

CSA 
0.89

5 

0.73

9 

0.56

6 
0.895 

0.566**

* 

0.432**

* 

0.752**

* 

-

0.095† 

0.451**

* 
0.86   

EPHY 
0.72

9 

0.48

1 

0.06

9 
0.764 0.098† 

0.207**

* 
0.148* 0.031 0.159* 

0.228**

* 
0.693  

EEM

O 

0.81
2 

0.68
5 

0.49
8 

0.823 
0.557**

* 
0.706**

* 
0.658**

* 

-

0.175*

* 

0.581**
* 

0.545**
* 

0.263**
* 

0.827 

Significance of Correlations: † p < 0.100, * p < 0.050, ** p < 0.010, *** p < 0.001 

Note: The Bold inclined values are the square root of AVE. 
The value of (1.00 that indicates the correlation between the variable and itself aw replaced by the square root of AVE to facilitate 

discriminant validity evaluation) 

MSV = Maximum Shared squared variance, MaxR(H)= Maximum reliability, CR= composite reliability, AVE: Average Variance Extracted 
 

 

 

Firstly, as seen from the previous Table (74), the variables show good values for internal 

consistency; the CR values are all above the required threshold (i.e. 0.70).  

Regarding the validity of the dimensions, as can be seen, the AVE values are all above the 

required threshold ( i.e. 0.50) except for physical employee engagement, where it was ( 0.481), 

which is slightly below the required ( 0.50), however, following (Fornell & Larcker, 1981) 

recommendations, this can be acceptable since the CR value for the dimension is above ( 0.70), 

which is in this case ( 0.729). 
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Maximum Shared Squared Variance (MSV) is a statistical measure of the similarity between 

two or more sets of data. It is a measure of the amount of variance that is shared between the 

sets of data. The value of MSV ranges from 0 to 1, with a higher value indicating greater 

similarity between the sets of data. As can be seen from Table (74), all the values are above ( 

0.50) except for counterproductive performance and physical engagement.  

Maximum reliability validation (MaxR(H)) is a method for validating the accuracy and 

reproducibility of a measurement system. The method uses statistical analyses to determine the 

maximum reliability of a measurement system, usually under high-stress conditions. The value 

of MaxR(H) is a number between 0 and 1, where 1 is the maximum reliability. As can be seen 

from Table (74), all the values are above ( 0.70). 

Secondly, the variables show a significant correlation with each other on several significant 

levels.  

4.10 Descriptive Statistics and Correlations for the Research Variables 
 

Descriptive statistics define the main characteristics of a sample in any research. It consists of 

measures of central tendency (such as the mean) that provide information regarding the middle 

part of a data set. The measures of variability are other essential measures in descriptive 

statistics; examples of that measures are variance and standard deviation (Std. Deviation). 

Standard deviation is the square root of the variance, which states "the approximate percentage 

of values that lie within a given number of standard deviations from the mean of a set of data if 

the data are normally distributed" (Black, 2010, p. 59). 

The following Table (75) shows the mean and the standard deviation of the research items (the 

total frequencies of answers are provided in the Appendix). The mean and the standard deviation 
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for the research summated variables were produced from the CFA analysis; the summated 

variables were created by calculating the mean value of the items for each component 

(dimension).  

Measures including Skewness and Kurtosis can describe the shape of data distribution. 

Skewness refers to the asymmetry of the data, while Kurtosis describe "the amount of peakiness 

of a distribution" (Black, 2010, p.78). Those two tests are also used to investigate the normality 

of the variables. Normal distribution of any variable has the Skewness and Kurtosis values 

between -+2 (Garson, 2012), though researchers have stretched this limit to +-3or tightened it 

to -+1(Garson, 2012).  

Table 75:Descriptive Statistics 

 N Mean Std. 

Deviation 

Skewness Kurtosis 

Statistic Statistic Statistic Statistic Std. 

Error 

Statistic Std. 

Error 

ESA 401 4.0876 .82851 -1.027 .122 .832 .243 

Employee Engagement 401 3.9503 .73940 -.878 .122 .948 .243 

Employee Performance 401 4.1488 0.60730 -0.877 .122 1.208 .243 

LIP 401 3.7702 1.17634 -.802 .122 -.391 .243 

DPO 401 4.1775 .85871 -1.277 .122 1.679 .243 

CSA 401 4.3150 .84176 -1.619 .122 3.013 .243 

Physical Engagement  401 3.4730 1.04451 -.557 .122 -.473 .243 

Emotional Engagement  401 4.4277 .82901 -1.783 .122 3.425 .243 

Contextual performance  401 4.3799 .71389 -1.805 .122 4.574 .243 

Task performance 401 4.3828 .70021 -1.514 .122 3.195 .243 

Counterproductive performance 401 2.3162 1.06628 .770 .122 -.175 .243 

Counterproductive performance 

reversed  
401 3.6838 1.06628 .770 .122 -.175 .243 

Valid N (listwise) 401       

Notes: 

 Counterproductive items are negatively worded; accordingly, the lowest the value, the better 

performance. The values were reversed to facilitate comparison between performance items.  

 Employee performance mean was calculated using the reversed counterproductive items to 

avoid summing negative values and having a miss leading result regarding performance.   
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Table (75) provides the values of the mean, the standard deviations, the Skewness and the 

Kurtosis of the research global dimensions and variables. This table is different from Table (25) 

since the latter provides the values for each questionnaire item while this table provides the 

values for the dimensions (aggregated items within each dimension) after the validation of the 

scales.  

As can be seen, the highest mean was for Emotional Engagement, with a value of (4.428) and a 

standard deviation of (0.829), which indicate a positive attitude from the respondents toward the 

items of this dimension. The emotional engagement mean was higher than Physical engagement. 

Regarding the employees' strategic alignment dimensions, the highest mean was for Creating 

strategic awareness with a value of (4.315) and St.dv. of (0.842). Followed by defining personal 

objectives and, lastly, linking incentives to performance.  

Finally, employees' performance dimensions' mean values show that Task performance has a 

higher mean value of (4.38) and St.dv. (0.700) followed by /contextual performance. However, 

when comparing the two means value, it can be noticed that the two values are similar. The 

counterproductive performance had a value of (2.31) since this dimension has negative 

questions. The lowest the number, the better. The reverse value of the mean for this dimension 

was (3.68); this might be an indication that the employee’s performance is considered good.  

The values for Skewness and Kurtosis for each item and for the summated variables are 

presented in Table (75).  Most of the values lie within the limit except for a few exceptions. For 

example, for the Skewness values, all the variables were within the limits of (-+2), the maximum 

value was ( 0.77) while the minimum value was (-1.805), and the negative and positive sign 

indicated the skewness to the right or to the lift of the average. Regarding the Kurtosis, it can be 

seen that three of the variables have Kurtosis values that exceed the threshold of (-+3), namely; 
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contextual performance, task performance and emotional engagements, with values of ( 4.574, 

3.195, 3.425), respectively.  

However, skewness and Kurtosis are not enough to determine normality. According to (Garson, 

2012), the P-P plot can be checked for further confirmation that the plots support the normal 

distribution assumptions, which are presented in the Appendix. The P-P plots support the 

normality of the variables. 

4.11 Hypotheses Testing 
 

The research hypotheses were checked using structural equation modelling; each hypotheses 

model was checked using the model fit indices. Structural equation modelling is a broad type of 

analysis used to test measurement models and find out the relationships between observed 

variables (Harrington, 2009); the following sections present the main hypotheses that are going 

to be tested in this research. 

4.11.1 Testing Hypothesis One 

H1: Employees’ strategic alignment has a significant positive impact on employee 

performance.  

 H1, a: Creating Strategic Awareness (CSA) has a significant positive impact on 

employee performance 

o H1, a,1: Creating Strategic Awareness has a significant positive impact on 

employee Task performance 

o H1, a,2: Creating Strategic Awareness has a significant positive impact on 

employee Contextual performance 
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o H1, a,3: Creating Strategic Awareness has a significant negative impact on 

counterproductive employee performance 

 H1, b: Defining personal objectives (DPO) has a significant positive impact on 

employee performance 

o H1, b,1: Defining personal objectives has a significant positive impact on 

employee Task performance 

o H1, b,2: Defining personal objectives has a significant positive impact on 

employee Contextual performance 

o H1, b,3: Defining personal objectives has a significant negative impact on 

employee counterproductive performance 

 H1, c: Linking incentives and compensation to achieving organisational goals (LIP) has 

a significant positive impact on employee performance  

o H1, c,1: Linking incentives and compensation to achieving organisational goals 

has a significant positive impact on employee Task performance 

o H1, c,2: Linking incentives and compensation to achieving organisational goals 

has a significant positive impact on employee Contextual performance 

o H1, c,3: Linking incentives and compensation to achieving organisational goals 

has a significant negative impact on employee counterproductive performance 

In order to test the primary hypothesis H1, the measurement model presented in Figure 

(25) was created. A second-order model was created to find the global impact of the 

dimensions.  
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FIGURE 24 PATH ANALYSIS FOR H1 

 

As can be seen from Figure (26), all the items loaded on their latent variable significantly with 

a standardised factor loading > (0.50), the model fit indices for the model were checked in order 

to validate the model, and the results are presented in Table (81).  

Table 76:Model fit indices for H1 
Model 2 2/df GFI CFI TLI RMSEA 

Final Model   698.617 1.941 0.892 0.962 0.957 0.049 
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As can be seen from Table (81), the model shows an acceptable fit; all the model fit indices met 

the required thresholds. Accordingly, the impact of employees' strategic alignment dimensions 

on employee engagement can be investigated; the results are shown in Table (82).  

Table 77:Testing H1 

Relation 

Regression Weights Standardized Regression Weights 

Estimate S.E. C.R. P Estimate Lower Upper P 

Performance <--- ESA .502 .057 8.803 <0.001 0.641 0.517 0.742 0.004 

 

Table (82) presents the regression weights for H1, as it can be seen that the impact is positive 

and significant, the unstandardised impact was (B=0.502, p=0.001< 0.05), while the 

standardised impact was (0.641, p=0.004<0.05). Accordingly, H2 is supported; there is a 

significant positive impact of employee strategic alignment on employees' performance in 

governmental organisations in the UAE.  

A new model was created to get further insight into the employees' strategic alignment 

dimensions' impact on employee performance. A first-order model for employees' strategic 

alignment and a second-order model for employees' performance was used. The model is shown 

in Figure (27). 
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FIGURE 25 PATH ANALYSIS FOR H1,A,B AND C 

 

As can be seen from Figure (27), all the items loaded on their latent variable significantly with 

a standardised factor loading > (0.50), the model fit indices for the model were checked in order 

to validate the model, and the results are presented in Table (83).  

Table 78:Model fit indices for H1, a H1, b and H1, c (Global) 

Model 2 2/df GFI CFI TLI RMSEA 

Final Model   700.710 1.952 0.892 0.962 0.956 0.049 

 

As can be seen from Table (83), the model shows an acceptable fit; all the model fit indices met 

the required thresholds. Accordingly, the impact of employees' strategic alignment dimensions 

on employee engagement can be investigated; the results are shown in Table (84).  
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Table 79:Testing H1a, H1b and H1c 

Result 

Regression Weights 
Standardized Regression 

Weights 

Estimate S.E. C.R. P Estimate Lower Upper P 

Performance <--- CSA .068 .055 1.244 .214 .107 -.116 .344 .472 

Performance <--- DPO .345 .078 4.427 <0.001 .461 .231 .669 .004 

Performance <--- LIP .046 .033 1.397 .162 .096 -.013 .234 .149 

  

Table (84) presents the regression weights for H1a, H1b and H1c. First, H1a, as it can be seen, 

the impact of CSA is positive but insignificant. The unstandardised impact was (B=0.068, 

p=0.214>0.05), while the standardised impact was (0.107, p=0.472>0.05). Accordingly, H1, a 

is unsupported; there is no significant positive impact of creating strategic awareness on 

employee performance in governmental organisations in the UAE.  

Second, H1b, as can be seen, the impact is positive and significant. The unstandardised impact 

was (B=0.345, p=0.001<0.05), while the standardised impact was (0.461, p= 0.004<0.05). 

Accordingly, H2, b is supported; there is a significant positive impact of Defining personal 

objectives on employees' performance in governmental organisations in the UAE.  

Third, H1c, as can be seen, the impact is positive but insignificant. The unstandardised impact 

was (B=0.046, p=0.162>0.05), while the standardised impact was (0.096, p= 0.104<0.05). 

Accordingly, H1, c is unsupported; there is an insignificant impact of Linking incentives and 

compensation to achieving organisational goals on employee engagement in governmental 

organisations in the UAE.  
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To test the sub-hypotheses and investigate the impact of employees' strategic alignment 

dimensions over the employees' performance dimensions, the following model in Figure (28) is 

created.  

 

 

FIGURE 26 PATH ANALYSIS FOR H1A,B AND C SUB-HYPOTHESES 

 

As can be seen from Figure (28), all the items loaded on their latent variable significantly with 

a standardised factor loading > (0.50); the model passed through a few trials and correlations 
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between the errors were made based on the modification indices values. The model fit indices 

were checked to validate the model; the results are presented in Table (85). 

Table 80:Model fit indices for H1a1,2 and 3 / H1b1,2 and 3 / H1c 1,2 and 3 
Model 2 2/df GFI CFI TLI RMSEA 

Final Model   705.927 1.989 0.890 0.960 0.955 0.050 

 

As seen in Table (85), the model shows an acceptable fit. All the model fit indices met the 

required thresholds. Accordingly, the impact of employees' strategic alignment dimensions on 

employee engagement can be investigated; the results are shown in Table (86).  

Table 81:Testing H1a1,2 and 3 / H1b1,2 and 3 / H1c 1,2 and 3 

Result 
Regression Weights 

Standardized Regression 

Weights 

Estimate S.E. C.R. P Estimate Lower Upper P 

Task <--- CSA .088 .065 1.368 .171 .117 -.127 .395 .374 

contextual <--- CSA .059 .075 .785 .432 .067 -.189 .335 .649 

Counter 

Productive  
<--- CSA -.020 .094 -.214 .831 -.021 -.262 .202 .835 

Task <--- DPO .387 .089 4.332 <0.001 .436 .154 .674 .004 

contextual <--- DPO .417 .103 4.037 <0.001 .402 .112 .695 .006 

Counter 

Productive 
<--- 

DPO 

-.216 .127 
-

1.709 
.088 -.196 -.448 .053 .167 

Task <--- LIP .001 .039 .026 .979 .002 -.125 .136 .935 

contextual <--- LIP .100 .046 2.195 .028 .149 .015 .305 .037 

Counter 

Productive 
<--- LIP .103 .057 1.806 .071 .144 -.013 .274 .077 

The significant relations are highlighted  

  

Table (86) presents the regression weights for nine hypotheses H1a1, H1a2 and H1a3 / H1b1, 

H1b2 and H1b3 / H1c1, H1c2 and H1c3.   
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First, H1a1, H1a2 and H1a3, as can be seen, the impact of CSA is insignificant on all the 

performance dimensions. The unstandardized impacts were (B=0.088, p=0.171>0.05), (B= 

0.059, p=0.432> 0.05) and (B= -0.020, p= 0.831 > 0.050) for hypotheses H1a1, H1a2 and H1a3 

respectively. While, the standardized impacts were (B=0.117, p=0.374>0.05), (B=0.067, 

p=0.649>0.05) and (B=0.-0.21, p=0.835>0.05) for hypotheses H1a1, H1a2 and H1a3 

respectively.  

Accordingly, H1a1, H1a2 and H1a3 are unsupported; there is no significant impact of creating 

strategic awareness on employees' performance dimensions in governmental organisations in 

the UAE., which matches the findings in H1a.  

Second, H1b1, H1b2 and H1b3, as can be seen from Table (86), the impact of DPO is significant 

on two dimensions of performance and insignificant on one dimension since the unstandardized 

impacts were (B=0.387, p=0.001< 0.05), (B= 0.417, p=0.001< 0.05) for H1b1, H1b2 and (B= -

0.216, p= 0.088 > 0.050) H1b3. While, the standardized impacts were (B=0.436, p=0.004< 

0.05), (B= 0.402, p=0.006< 0.05) for H1b1, H1b2 and (B= -0.196, p= 0.167> 0.050) H1b3. 

Accordingly, H1b1 and H1b2 are supported, and there is a significant positive impact 

of Defining personal objectives on Task and contextual performance in governmental 

organisations in the UAE. Nevertheless, H1b3 is unsupported; defining personal objectives' 

impact on counterproductive performance in governmental organisations in the UAE is 

insignificant. 

Third, in H1c1, H1c2 and H1c3, as seen in Table (86), the impact of Linking incentives and 

compensation to achieving organisational goals is insignificant on Task and counterproductive 

performance but significant on contextual performance. The unstandardized impacts were 
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(B=0.001, p=0.979>0.05), (B=0.103, p=0.071>0.05) for H1c1 and H1c3 respectively, and 

(B=0.100, p=0.028 <0.05) for H1c2. While the standardized impact was (B=0.002, p= 

0.935<0.05), (B=0.144, p=0.077>0.05) for H1c1 and H1c3 respectively and (B=0.149, 

p=0.037<0.05) for H2c2. 

Accordingly, H1c1 and H1c3 are unsupported; there is an insignificant impact of Linking 

incentives and compensation to achieving organisational goals on employees' tasks and 

counterproductive performance in governmental organisations in the UAE. However, H1c2 is 

supported, and there is an insignificant impact of Linking incentives and compensation to 

achieving organisational goals on contextual performance in governmental organisations in the 

UAE. Table (87) presents a summary of the hypotheses' results. 

Table 82:Summary of hypothesis H1 and its sub-hypotheses results 

Hypotheses Result 

H1: Employees’ strategic alignment has a significant positive impact on employee 

performance.  

Significant 

H1, a: Creating Strategic Awareness (CSA) has a significant positive impact on 

employee performance 

Insignificant  

H1, a,1: Creating Strategic Awareness has a significant positive impact on 

employee Task performance 

Insignificant  

H1, a,2: Creating Strategic Awareness has a significant positive impact on 

employee Contextual performance 

Insignificant  

H1, a,3: Creating Strategic Awareness has a significant negative impact on 

employee counterproductive performance 

Insignificant  
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H1, b: Defining personal objectives (DPO) has a significant positive impact on 

employee performance 

Significant 

H1, b,1 Defining personal objectives has a significant positive impact on employee 

Task performance 

Significant 

H1, b,2: Defining personal objectives has a significant positive impact on 

employee Contextual performance 

Significant 

H1, b,3: Defining personal objectives has a significant negative impact on 

employee counterproductive performance 

Insignificant 

H1, c: Linking incentives and compensation to achieving organisational goals 

(LIP) has a significant positive impact on employee performance  

Insignificant 

H1, c,1: Linking incentives and compensation to achieving organisational goals 

has a significant positive impact on employee Task performance 

Insignificant 

H1, c,2: Linking incentives and compensation to achieving organisational goals 

has a significant positive impact on employee Contextual performance 

Significant 

H1, c,3: Linking incentives and compensation to achieving organisational goals 

has a significant negative impact on employee counterproductive performance 

Insignificant 

 

4.11.2 Testing Hypothesis Two 

 

H2: Employees Strategic Alignment (ESA) has a significant positive impact on employee 

engagement 

H2, a: Creating Strategic Awareness (CSA) has a significant positive impact on 

employee engagement  
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H2, b: Defining personal objectives (DPO) has a significant positive impact on 

employee engagement 

H2, c: Linking incentives and compensation to achieving organisational goals (LIP) 

has a significant positive impact on employee engagement 

In order to test the primary hypothesis H2, the measurement model presented in Figure 

(23) was created. A second-order model was created to find the global impact of the 

dimensions.  

 

FIGURE 27 PATH ANALYSIS H2 
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As can be seen from Figure (24), all the items loaded on their latent variable significantly with 

a standardised factor loading > (0.50), the model fit indices for the model were checked in order 

to validate the model, and the results are presented in Table (76).  

Table 83:Model fit indices for H2 

Model 2 2/df GFI CFI TLI RMSEA 

Final Model   353.979 2.226 0.918 0.969 0.963 0.055 

 

As can be seen from Table (76), the model shows an acceptable fit; all the model fit indices met 

the required thresholds. Accordingly, the impact of employees' strategic alignment on employee 

engagement can be investigated; the results are shown in Table (77).  

Table 84:Testing H2 

Relation 
Regression Weights Standardized Regression Weights 

Estimate S.E. C.R. P Estimate Lower Upper P Estimate 

Engagement  <--- ESA .248 .088 2.822 .005 .686 .492 .862 .004 .686 

 

Table (77) presents the regression weights for H2; as seen, the impact is positive and significant. 

The unstandardised impact was (B=0.248, p=0.005< 0.05), while the standardised impact was 

(0.686, p=0.004<0.05). Accordingly, H2 is supported; there is a significant positive impact of 

employee strategic alignment on employee engagement in governmental organisations in the 

UAE.  

A new model was created to get further insight into the employees' strategic alignment 

dimensions' impact on employee engagement. A first-order model for employees' strategic 
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alignment and a second-order model for employee engagement were used. The model is shown 

in Figure (24).  

 

FIGURE 28 PATH ANALYSIS H2A, B AND C 

 

Figure (25) presents the model for H2a, b and c. As can be seen, all the items loaded on their latent 

variable significantly with a standardised factor loading > (0.50), and the model fit indices for 

the model were checked in order to validate the model; the results are presented in Table (78). 

Table 85:Model fit indices for H2a, H2b and H2c 
Model 2 2/df GFI CFI TLI RMSEA 

Final Model   350.773 2.234 0.920 0.969 0.963 0.056 
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As can be seen from Table (78), the model shows an acceptable fit. All the model fit indices met 

the required thresholds. Accordingly, the impact of employees' strategic alignment dimensions 

on employee engagement can be investigated; the results are shown in Table (79).  

Table 86:Testing H2a, H2b and H2c 

result 
Regression Weights 

Standardized Regression 

Weights 

Estimate S.E. C.R. P Estimate Lower Upper P 

Engagement  <--- CSA .023 .023 .969 .333 .080 -.115 .341 .510 

Engagement  <--- DPO .149 .062 2.414 .016 .446 .200 .667 .004 

Engagement  <--- LIP .038 .019 1.988 .047 .176 .043 .313 .034 

  

Table (79) presents the regression weights for H2a, H2b and H2c. First, H2a, as it can be seen, 

the impact is positive but insignificant. The unstandardised impact was (B=0.023, 

p=0.333>0.05), while the standardised impact was (0.080, p=0.510>0.05). Accordingly, H2, a 

is unsupported; there is no significant positive impact of creating strategic awareness on 

employee engagement in governmental organisations in the UAE.  

Second, H2b, as it can be seen, the impact is positive and significant. The unstandardised impact 

was (B=0.149, p=0.016<0.05), while the standardised impact was (0.446, p= 0.004<0.05). 

Accordingly, H1, b is supported; there is a significant positive impact of Defining personal 

objectives on employee engagement in governmental organisations in the UAE.  

Third, H2c, as it can be seen, the impact is positive and significant; the unstandardised impact 

was (B=0.038, p=0.047<0.05), while the standardised impact was (0.176, p= 0.043<0.05). 

Accordingly, H2, c is supported; there is a significant positive impact of Linking incentives and 
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compensation to achieving organisational goals on employee engagement in governmental 

organisations in the UAE. Table (80) presents a summary of the hypotheses' results. 

Table 87:Summary of hypothesis H2 and its sub-hypotheses results 

Hypotheses Result 

H2: Employees Strategic Alignment (ESA) has a significant positive 

impact on employee engagement 

Supported 

H2, a: Creating Strategic Awareness (CSA) has a significant positive 

impact on employee engagement  

Unsupported 

H2, b: Defining personal objectives (DPO) has a significant positive 

impact on employee engagement 

Supported 

H2, c: Linking incentives and compensation to achieving 

organisational goals (LIP) has a significant positive impact on 

employee engagement 

Supported 

 

4.11.3 Testing Hypothesis Three 

H3: Employees engagement has a significant positive impact on employee performance 

H3, a: Employee engagement has a significant positive impact on employee task 

performance 

H3, b: Employee engagement has a significant positive impact on employee contextual 

performance 
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H3, c: Employee engagement has a significant negative impact on employee 

counterproductive performance 

In order to test the primary hypothesis H3, the measurement model presented in Figure 

(29) was created. A second-order model was created to find the global impact of the 

dimensions.  

 

 

 

As can be seen from Figure (29), all the items loaded on their latent variable significantly with 

a standardised factor loading > (0.50), the model fit indices for the model were checked in order 

to validate the model, and the results are presented in Table (88).  

FIGURE 29 PATH ANALYSIS H3 
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As can be seen from Table (88), the model shows an acceptable fit; all the model fit indices met 

the required thresholds. Accordingly, the impact of employee engagement on employee 

performance can be investigated; the results are shown in Table (89).  

Table 89:Testing H3 

Relation 

Regression Weights 
Standardized Regression 

Weights 

Estimate S.E. C.R. P Estimate Lower Upper 
P 

Performance <--- Engagement  .422 .125 3.367 <0.001 .717 .486 .963 .004 

Table (89) presents the regression weights for H3, as it can be seen that the impact is positive 

and significant. The unstandardised impact was (B=0.422, p=0.001< 0.05), while the 

standardised impact was (0.717, p=0.004<0.05). Accordingly, H3 is supported; there is a 

significant positive impact of employee engagement on employee performance in governmental 

organisations in the UAE.  

A new model was created to get further insight into the employees' engagement impact on 

employee performance dimensions. A first-order model for employees' performance and a 

second-order model for employee engagement were used. The model is shown in Figure (30). 

 

Table 88: Model fit indices for H3 

Model 2 2/df GFI CFI TLI RMSEA 

Final Model   275.239 1.938 0.914 0.959 0.951 0.055 
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FIGURE 30 PATH ANALYSIS FOR H2A,B,C 

 

As can be seen from Figure (30), all the items loaded on their latent variable significantly with 

a standardised factor loading > (0.50), the model fit indices for the model were checked in order 

to validate the model, and the results are presented in Table (90).  

 

As can be seen from Table (90), the model shows an acceptable fit; all the model fit indices met 

the required thresholds. Accordingly, the impact of employee engagement on employee 

performance dimensions can be investigated; the results are shown in Table (91).  

Table 90:Model fit indices for H3a, H3b and H3c 
Model 2 2/df GFI CFI TLI RMSEA 

Final Model   280.974 1.965 0.913 0.957 0.949 0.055 
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Table 91: Testing H3a, H3b and H3c 

Relation 

Regression Weights 
Standardized Regression 

Weights 

Estimat

e 
S.E. C.R. P 

Estimat

e 

Lowe

r 

Uppe

r 
P 

Task 

Performance 

<--

- 

Engagemen

t 
2.482 .786 

3.15

8 

.00

2 
.786 .691 .878 

.00

4 

Contextual 

performance 

<--

- 

Engagemen

t 
3.403 

1.07

4 

3.16

7 

.00

2 
.950 .875 1.030 

.00

4 

Counterproductiv

e Performance 

<--

- 

Engagemen

t 
-.900 .393 

-

2.29

2 

.02

2 
-.213 -.342 -.089 

.00

4 

 

Table (91) presents the regression weights for three hypotheses H3a, H3b and H3c. First, H3a, 

as it can be seen, the impact of Employee engagement is significant on Task performance. The 

unstandardised impacts were (B=2.482, p=0.002<0.05). At the same time, the standardized 

impacts were (B=0.786, p=0.004>0.05). Accordingly, H3a is supported; there is a significant 

impact of Employees Engagement on employee task performance in governmental 

organisations in the UAE.  

Second, H3b, as it can be seen, the impact of Employee engagement is significant on Contextual 

performance. The unstandardised impacts were (B=3.403, p=0.002<0.05). In comparison, the 

standardized impacts were (B=0.950, p=0.004>0.05). Accordingly, H3b is supported; there is a 

significant impact of Employees Engagement on employees' contextual performance in 

governmental organisations in the UAE. 

Lastly, H3c, as it can be seen, the impact of Employee engagement is significant on 

counterproductive performance. The unstandardised impacts were (B=-0.900, p=0.022<0.05). 

At the same time, the standardized impacts were (B=-0.213, p=0.004>0.05). Accordingly, H3c 
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is supported; there is a significant impact of Employees Engagement on employees' 

counterproductive performance in governmental organisations in the UAE. 

Table 92:Summary of hypothesis H3 and its sub-hypotheses results 

Hypotheses Result 

H3: Employees engagement has a significant positive impact on employee 

performance 

Significant 

H3, a: Employee engagement has a significant positive impact on employee task 

performance 

Significant 

H3, b: Employee engagement has a significant positive impact on employee 

contextual performance 

Significant 

H3, c: Employee engagement has a significant negative impact on employee 

counterproductive performance 

Significant 

 

4.11.4 Testing the Mediation Impact   

 

H4: Employee engagement will mediate the relationship between Employees' strategic 

alignment and employee performance 

In order to test the mediation role of employee engagement, global variables were created by 

taking the mean score of the dimensions. Nonetheless, since the counterproductive performance 

questions are negatively worded questions to find the global mean score of performance, the 

counterproductive performance answers were reversed. In order to test the mediation impact, 

PROCESS Macro by Hayes (Model 4) was used with bootstrapping.  
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The bootstrap method was developed by Preacher &Hayes (2008). It is a non-parametric 

resampling test. The key feature of this test is that it does not depend on the assumption of 

normality, accordingly, it can be used fit for smaller sample sizes (Hair et al.,2014). This test 

has an advantage over Sobel’s test ( the Sobel test used by Baron and Kenny to overcome the 

deficiencies of the Baron and Kenny four steps method) and can help indicate the existence of 

the mediation effect with certainty. Bootstrapping can be used twice: first, without the presence 

of mediation, and second, with the presence of mediation. It should be noted that if the direct 

path is not significant, there is no mediating effect (Hair et al., 2014). 

Two models have tested the total impact model that presents the total relation of employees' 

strategic alignment on the dependent employees' performance. The second model is the direct 

impact model, where the mediation (i.e., employee engagement) is presented to the regression, 

and the direct impact of the independent variable is estimated. The results are presented in the 

following tables (93) and (94). The first Table (93) presents the model summary that 

demonstrates the goodness of fit of the models. 

Table 93:Model Summary of the mediation test 
 R R2 F P-Value 

Total impact model  0.4220 0.1781 86.4468 0.000 

Direct impact 

model 
0.4781 0.2286 58.961 0.0000 

Dependent: Employees’ performance  

Independent: 

Total impact model: Strategic employees’ alignment 

Direct impact model: Strategic employees’ alignment, Employees’ engagement  

 

As can be seen from Table (93), both the total impact and the direct impact models are 

significant. For the total impact model, the R-value indicate the correlation between the 

variables and the dependent. Accordingly, R for the model is (0.422), which stipulates a positive 

correlation between Strategic employee alignment and the employee's performance.   
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R square, the coefficient of determination, provides information regarding the goodness of fit 

of the regression model; it denotes the percentage of variance in the dependent variable 

explained by the independent variable (Hair et al., 2006). The R2 value for the total impact 

model is (0.1781), which means that the Strategic employees' alignment is responsible for 

(17.81%) of the variance in the employee's performance. The F value represents the significance 

of the regression model, as it can be seen as significant (F=86.4468, p<0.0000).  

For the direct impact model, the R-value illustrates the correlation between the variables and the 

dependent. Accordingly, R for the model is (0.4781), which emphasises a positive correlation 

between Strategic employees' alignment, employees' engagement and employees' performance. 

The R-square coefficient of determination provides information regarding the goodness of fit of 

the regression model; it denotes the percentage of variance in the dependent variable explained 

by the independent variable (Hair et al., 2006). The R2 value for the direct impact model is 

(0.2286), which means that Strategic employee alignment and employee engagement are 

responsible for (22.86%) of the variance in the employee's performance. The F-value represents 

the significance of the regression model, as it can be seen as significant (F=86.4468, p<0.0000).  

Table 94:The regression coefficient for the direct impact 

Variable  Unstandardized 

Coefficient B 

t p LLCI ULCI Standardized 

Coefficient  

Constant 2.2377 16.3431 0.0000 1.9686 2.5069  

Strategic 

employees’ 

alignment 

0.1890 6.2539 0.0000 0.1296 0.2484 0.3085 

Employees 

engagement 

0.1728 5.1039 0.0000 0.1063 0.2394 0.2517 

Dependent: Employees’ performance  

Independent: Strategic employees’ alignment, Employees engagement  

 

The unstandardised coefficient measures the contribution of the predictor variable to the 

dependent variable. A large coefficient value indicates that a unit change in this predictor 
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variable greatly affects the dependent variable. The Coefficients, the unstandardised coefficient, 

represent that a one-point change in x is explained as a B-point change in Y. Nonetheless, the t 

value and sig result determine the significance of this impact. Accordingly, as can be seen from 

Table (94), Strategic employee alignment has a significant positive impact on employees' 

performance (B=0.1890, t=6.2539, p=0.000 <0.05). Employee engagement also has a 

significant positive impact on employee performance (B=0.1728, t=5.1039 p=0.000 <0.05). The 

following Table (95) presents the total impact model coefficients. 

Table 95:The regression coefficient for the total impact model 

Variable  Unstandardized 

Coefficient B 

t p LLCI ULCI Standardized 

Coefficient  

Constant 2.6362 22.7323 0.0000 2.4082 2.8642 …… 

Strategic employees’ 

alignment 

0.2585 9.2977 0.0000 0.2039 0.3132 0.4220 

Dependent: Employees’ performance  

Independent: Strategic employees’ alignment  

 

 As can be seen from Table (95), the total impact, Strategic employees alignment has a 

significant positive impact on employees' performance  

(B=0.2585, t=9.2977, p=0.000 <0.05). As can be determined from the previous results, the 

Strategic employees' alignment had a significant positive impact on employees' performance 

when tested in a simple linear model. Additionally, when multiple models were created with 

both Strategic employee alignment and Employee engagement, the significant positive impact 

of strategic alignment remains in addition to a significant positive impact of employee 

engagement. Accordingly, this is a sign of the existence of a mediation impact. 

The indirect impact equals the subtraction of the direct impact of strategic alignment from the 

Total impact of strategic alignment. Hence, (0.2585-0.189 =0.0695). This impact was found 

significant according to Process Macro results where (B= 0.0695, (BootLLCI: 0.0362, 
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BootULCI: 0.1073)). When the interval of the bootstrapped lower limit confidence interval and 

the upper limit confidence interval does not contain zero (have the same sign), the impact is said 

to be significant. Accordingly, Employee engagement plays a partial mediation impact role in 

the relationship between employees' strategic alignment and employee performance.  

In conclusion, the mediation analysis was based on procedures described in Hayes that go 

beyond Baron and Kenny’s (1986) approaches to the full mediation test. That is, at the first step, 

the total effect of Strategic Employee Alignment (IV) needs to be related to Employee 

Performance (DV). As shown in Table (95), strategic employee alignment was positively and 

significantly related to the employee’s performance (β = 0.422, p < .05). The second step of this 

procedure requires testing the direct effect, both employee’s strategic alignment (IV) and 

employee’s engagement  (MV) are tested at the same time to find if there are a significant effect 

on employee’s performance where is if both variables (IV and MV) are found to have a 

significant effect on the dependent variable this mean that there is a partial mediation effect, if 

only the mediation variable has a significant effect this mean that a full mediation effect exists, 

finally, if the independent variable has a significant effect, but the mediation variable has no 

significant effect this mean that no mediation effect exist and the (IV) affect directly on the 

(DV).  

In this research, when tested simultaneously, both employee strategic alignment (IV) and 

employee engagement  (MV) have a significant positive effect on the (DV) was positively and 

significantly related to employees' performance(DV) (β = 0.3085, p < .05) and (β = 0.2517, p < 

.05) respectively. 

 The third step concern the indirect effect of the independent variable on the dependent variable, 

and this can be calculated by subtracting the (IV) total effect from the (IV) direct effect ( 

Unstandardized values) and then using bootstrap confidence intervals to test our mediation 

hypotheses because they are bias-corrected.  Accordingly, the indirect effect value was (0.2585-

0.189 =0.0695, as did bootstrap results showing that a 95% bias corrected confidence interval 

(0.0362 < - >0.1073) did not contain zero. Hence, Hypothesis 4 is supported, as employee 

engagement not only had a direct impact on employees' performance but also partially mediated 

the relationship between employees' strategic alignment and employees' performance. 
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The entire results of the mediation test as produced by Process Macro Model 4 are furnished in 

the appendix. 

4.12 Chapter Four Conclusions  
 

This chapter presented the statistical analysis of the research data. The data were collected using 

a questionnaire created earlier in chapter three. The data were analysed using SPSS and AMOS. 

The data were first screened and detected for outliers and default questionnaires, and the final 

sample contained (401) valid responses (While the analysis started with 431 respondents, it was 

reduced to 401 after screening the responses). The demographic data was analysed to have an 

entire idea about the research sample. Then the questionnaire was validated using EFA and 

CFA, which omitted a few research items and kept the valid items. After the validation, the 

resulting scale looked similar to the original scales except for employee engagement, where two 

dimensions were kept (emotional and physical engagement). In comparison, the original scale 

contained three dimensions. The resulting validated scale was used to test the research 

hypotheses, and the main hypotheses were supported. Employees' strategic alignment 

significantly affects employees' engagement and employees' performance. Additionally, 

employees' engagement significantly affects employees' performance and partially mediates the 

relationship between employees' strategic alignment and employees' performance.  

Following the conceptual research framework with the hypotheses, the results are shown in 

figure (31). 
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CHAPTER FIVE: RESULTS DISCUSSION 
 

This chapter discusses the statistical results that were found in the previous chapter. In order to 

test the research hypothesis and answer, the research adopted a questionnaire method to gather 

data. The data were analysed using statistical analysis software (SPSS and AMOS); the 

hypotheses were tested accordingly. In this chapter, the findings of the hypotheses testing 

section are going to be discussed, along with the correlation and descriptive statistics results. 

RQ1: What is the impact of employees' strategic alignment on employees' engagement?  

RQ1.1: What is the impact of creating employees' strategic awareness on employee 

engagement? 

RQ1.2: What is the impact of defining personal objectives based on the strategic goals 

of employee engagement? 

RQ1.3: What is the impact of linking incentives and compensation to achieving 

organisation goals on employee engagement? 

RQ2: What is the impact of employees' strategic alignment on employees' performance?  

RQ2.1: What is the impact of creating employees' strategic awareness on employee 

performance? 

RQ2.2: What is the impact of defining personal objectives based on strategic goals on 

employee performance? 

RQ2.3: What is the impact of linking incentives and compensation to performance on 

employee performance? 
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RQ3:  What is the role of employee engagement in the link between employees' strategic 

alignment and employees' performance?  

RQ3.1: What is the impact of employee engagement on employee performance? 

5.1 Descriptive Statistics Discussion  
 

As indicated from the results of the mean and the standard deviation from the previous chapter, 

the highest mean was for employees' performance, with a mean score of (4.1488) and a standard 

deviation of (0.6073). The respondents gave this variable the highest score, meaning they have 

a positive attitude toward it and see their performance positively. The standard deviation value 

is considered low and specifies the clustering of the answers around the variable's mean. The 

second highest mean was for Employees' strategic awareness, with a mean score of (4.0876) 

and a standard deviation of (0.82851), indicating good strategic alignment practices in 

governmental organisations in the UAE. The low standard deviation illustrates that most 

answers are clustered around the mean. The lowest mean was for employees' engagement, with 

a mean score of (3.9503) and a standard deviation of (0.7394), although this is the lowest value 

among the three main variables. Nonetheless, it is considered a high mean score and stipulates 

high employee engagement.   

Within employees' strategic alignment dimensions, the highest mean was for CSA, with a mean 

score of (4.3150) and a standard deviation of (0.842), followed by DPO, with a mean score of 

(4.1775) and standard deviation of (0.8587) and LIP with a mean score of (3.7702) and a 

standard deviation of (1.1763). Those values indicate that the employees have higher positive 

attitudes toward strategic awareness over defining objectives linked to strategic goals and 

linking incentives and awards to achieving strategic objectives. The standard deviation is less 
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than (1) for CSA and DPO but higher than (1) for LIP, which means that the answers for LIP 

were more dispersed around the mean.  

Furthermore, the items' mean scores were investigated. As can be designated from the results, 

the highest mean score within the dimension creating strategic awareness was for item CSA2: 

"I am aware of how my day-to-day work aligns with [the organisation's] strategy" with a mean 

score of (4.33), and a standard deviation of (0.931) indicating that the respondents are aware of 

how their daily tasks are linked to the organisation's strategy, creating meaning in their work. 

The low standard deviation value indicates that most respondents have the same answer 

regarding this item. The mean score of the other two items CSA1: "I have a clear understanding 

of [the organisation's] strategic priorities" and CSA3: "I have a clear understanding of how my 

workgroup's operational priorities help [the organisation] achieve its strategic objectives" were 

(4.30) and (4.31), respectively. The respondents have the same positive attitude toward the three 

items of strategic awareness and a good understanding of how their work and teamwork affect 

the organisation's strategic goals, with attention to the organisation's priorities.  

The highest mean score within the dimensions that define personal objectives based on strategic 

goals was for DPO1: "My key performance indicators (KPI) targets to support the 

accomplishment of organisational targets" with a mean score of (4.38) and a standard deviation 

of (0.876); this means that the respondents have a high positive attitude toward how their 

performance indicators are linked to organisational targets. While the lowest mean score was 

for DPO6: "There is an active dialogue with my direct supervisor when determining my KPI 

targets", with a mean score of (4.03) and a standard deviation of (1.098). This is an indication 

that among defining personal goals based on strategic objectives items, the active dialogue with 

the supervisors is the least occurring practice or is not done as frequently as the other items. 
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This is also confirmed by the frequency tables (in the appendix), where item DPO6 have the 

least frequency for the answer (5) strongly agrees among the six items. 

The dimension linking the rewards and incentives to achieving strategic objectives was for item 

LIP6: "Bonuses and rewards are based on achieving performance targets based on the 

organisation's strategic goals." With a mean score of (3.86) and a standard deviation of (1.278). 

This suggests that the organisation provides an apparent link between bounces and rewards and 

how it is linked to achieving the organisation's strategic objective. While the lowest score was 

for item LIP3: "My performance appraisal is used to determine my rewards and compensations", 

with a mean score of (3.72) and a standard deviation of (1.310).  

Two things were noticed; first, LIP items have the lowest mean score among the employee's 

strategic alignment dimensions. This indicates that organisations pay less attention to linking 

rewards to employees' strategic performance and put more effort into creating strategic 

awareness and defining goals and objectives. Second, the standard deviation of the LIP items is 

higher than (1) and higher than the standard deviation of other items. This clearly reveals that 

responses regarding LIP are more dispersed, and this practice is not the same among all 

organisations.  

Regarding the employee engagement scale, as was seen before, only two dimensions of 

employee engagement could be used to meet the validation requirement. Regarding Employee 

emotional engagement, the mean score was (4.4277) with a standard deviation of (0.829). The 

highest mean score for emotional engagement items was for EEMO2: "I get excited when I 

perform well on my job" the mean score was (4.51) with a standard deviation of (0.840) and the 

second mean score was for EEMO1: "I am very passionate about my job", the mean score was 
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(4.34) with a standard deviation of (0.968). This asserts that employees get very excited when 

they perform their job.  

Regarding physical engagement, the mean score of this dimension was (3.473) with std. 

deviation (0.1.04451).  The highest mean score for physical engagement items was for EPHY5: 

"I avoid working too hard" this item was reversed, which means that the employees do not avoid 

working too hard and put extra effort into their job. The mean score was (3.73) with a standard 

deviation of (1.292). The lowest mean was for EPHY4:" I take my work home to complete" the 

mean score was (3.15) with a standard deviation of (1.414). The last item was EPHY3: "I avoid 

working overtime whenever possible" this also was a reversed question. Accordingly, this 

means that employees do not mind working overtime to complete their tasks if required. The 

mean score was (3.55) with a standard deviation of (1.234). As can be seen in the physical 

engagement score that there is more dispersed in the answers, which is demonstrated by the high 

standard deviation of the items. Not all the employees think the same when it comes to working 

overtime or taking work home; this can be due to demographic differences between the 

respondents, for instance, gender or marital status.  

When comparing physical engagement to emotional engagement, it can be seen that the mean 

score of emotional engagement was higher. This demonstrates that employees have a high 

emotional attachment to their jobs than their willingness to put in physical effort. Finally, 

regarding employees' performance, it can be seen that from the three performances, the highest 

mean score was for task performance, with a mean score of (4.3828) and a standard deviation 

of (0.700). It is followed by contextual performance; however, the difference is not very high, 

and the two types of performances can be considered at the same level. The mean score of 

contextual performance was (4.3799) and a standard deviation of (0.7139). The reverse code of 
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counterproductive performance had a mean score of (3.6838) with a standard deviation of 

(1.06628). This indicates that there is a balance in the employee's performance between the in- 

and extra-role performances. Hence, employees are committed to fulfilling the core 

organisational tasks in addition to their willingness of employees to exceed the formal job 

description limit.  

When digging more into the items' mean scores, it can be seen that first, the highest mean score 

for employee's task performance dimensions was for TP4: "I am able to carry out my work 

efficiently" with a mean score of (4.50) and a standard deviation of (0.732). The lowest mean 

score was for TP1, "I manage to plan my work so that I finish it on time", with a mean score of 

(4.30) and a standard deviation of (0.862).  

For employees' contextual performance, the highest mean score was for item CTEXTP4: "I 

always work on my job skills, and I always try to enhance them." with a mean score of (4.48) 

and a standard deviation of (0.791). While the lowest mean score was for CTEXTP2: "I always 

take challenging tasks when there are any", with a mean score of (4.30) and a standard deviation 

of (0.947).  

For the counterproductive performance, the lowest mean score was for COUNTP3: "I tend to 

focus on negative aspects of situations at work instead of the positive one", with a mean score 

of (2.02) and a standard deviation of (1.269), the highest mean score COUNTP1: "I complain 

about work-related issues at work", with a mean score of (2.38) and a standard deviation of 

(1.381). As can be seen, the lowest the mean score, the better the counterproductive scale since 

the items are negatively worded, and the mean score is not reversed. The results confirm that 
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employees usually tend to focus on positive work issues and do not complain about work-related 

issues. 

5.2 Employees' Strategic Alignment Has a Significant Positive Impact on 

Employee's Performance 
 

The impact of employees' strategic alignment on employee performance was tested in the 

previous chapter (4). The results show that employees' strategic alignment has a significant 

positive impact on employees' performance (i.e. H1 was supported). Hence, when employees 

are aware of their organisation's strategy and its mission and vision, in addition to the link 

between their personal goals and performance indicators to their organisation's strategy and how 

this is mirrored in their awards and compensations, this will result in enhancing their 

performance.  

Employees with high strategic alignment will show a higher ability to do the job efficiently and 

set their task priorities. Contextually, employees might demonstrate more initiative gestures in 

doing their tasks and work on enhancing job knowledge, solving complicated tasks, and tend to 

solve problems. Furthermore, high-performance employees will talk less negatively about their 

work and not talk badly about their organisation.  

Fletcher & Williams (1996) suggested that the primary component of any performance 

management system approach involves: 1) the development of the organisation's mission and 

objectives; 2) improving communication within the organisation. Hence, employees are not only 

aware of the objectives and the organisation plan but also can contribute to their formulation; 3) 

clarify employees' responsibilities and accountabilities; 4) define and measure employees' 
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performance; 5) employ appropriate reward strategies. This will lead to developing a staff that 

enhances performance and enhance career progression in the future. 

To have more insight into the impact of employee’s strategic alignment dimensions on 

employees' performance, first, the correlation Table (73) was studied. As can be seen from the 

correlation values, creating strategic awareness have a significant positive correlation with 

employee task and contextual performance (r=0.403, p<0.05 and r=0.408, p< 0.05, respectively) 

but has an insignificant negative correlation on counterproductive performance.  

Moreover, defining personal objectives based on strategic goals has a significant positive 

correlation with task and contextual performance (r=0.493, p< 0.05 and 0.473, p< 0.05, 

respectively). Nonetheless, an insignificant negative correlation was found with 

counterproductive performance.  

However, when the three strategic performance alignment is tested in a multivariate test to find 

the impact on performance (i.e., H1, b was supported), the results show that defining personal 

objectives based on the strategic goals are the only dimension out of the three dimensions that 

has an impact on employee’s performance. In contrast, the other two dimensions show an 

insignificant impact. 

Creating strategic awareness and Linking incentives and compensation to achieving 

organizational goals have shown an insignificant effect on employee performance (i.e., H1, a 

and H1, c was unsupported when tested in a multivariate model). This is an indication that 

defining personal objectives based on strategic goals is the most important dimension of the 

employee’s strategic awareness if enhancing the employee’s performance is the ultimate goal. 
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Creating strategic awareness was found, in this research, to have an insignificant impact on 

performance when tested in a multivariate model despite its significant correlation with 

performance when tested as a single variable; this is an indication that settings goals and KPIs 

for the employees is much important than introducing their strategy to them and making them 

aware regarding their organizational vision, mission, and goals. Although this thesis results did 

not support that creating strategic awareness can affect employee performance however, the 

importance of strategic awareness cannot be denied, and this was proved in the finding of 

Gagnon et al. (2008), Ouakouak & Ouedraogo (2013) and Amlus et al. (2014) who mentioned 

the positive effect of employee’s strategic awareness on the performance. 

Linking incentives and compensations was found in this research to have no significant impact 

on employee performance despite a significant positive correlation. This might be that other 

dimensions are more important, but it also can be justified by other reasons. For example, 

employee performance cannot be looked at as an incentive goal-oriented construct, and it might 

be a combination of other variables. It is a collection of behaviours, actions and results. It 

encompasses employees' support for their colleagues, their ability to build a positive team 

dynamic, and their willingness to learn and take on challenges. Additionally, the performance 

includes an employee's alignment with the company's values and competencies, which are 

crucial for maintaining a strong organizational culture. This insignificant effect matches the 

findings of   Boachie-Mensah, & Dogbe (2011). Their research result shows that the effect of 

performance base pay on employee performance was minimal. Additionally, Burney, Henle, & 

Widener (2009) stated that although theories support that financial and non-financial measures 

can be used to decide compensations amount for employees and direct their attitudes and 

motivate their behaviour to be aligned with organizational goals, however, it can be linked to 
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adverse impact and unbalance performance. Bloom & Milkovich (1998, pp. 294-5) found that 

there is a negative impact of intensive pay on employee performance. However, the findings of 

Knight, Durham, & Locke (2001).  contradicts our findings, they found that incentives had a 

reliably positive effect on strategic and tactical implementation, and, in turn, it affects 

performance. 

Consequently, what enhances employee performance when the three strategic alignment 

dimensions exist is only employees' objectives defining. Moreover, defining employees' 

objectives based on the organisation's objective significantly affects task and contextual 

performance, yet, it does not affect counterproductive performance.  

Hence, when key performance indicators (KPIs) are realistic, and of good quality, their targets 

support the accomplishment of organisational targets, and there is an active dialogue with the 

employee's direct supervisor when determining the KPI targets, this will enhance performance. 

These findings align with Williams Jr et al. (2018), who found that goal setting affects firm 

performance significantly. Nonetheless, it contradicts the findings of Ying (2012), who did not 

find a correlation between developing objectives based on organisation missing and vision on 

employees' performance.  

This result follows the goal-setting theory premises; employees will perform better when a goal 

is specific and challenging (Locke & Latham, 2020). Thus, the most effective performance 

might result when goals are precise and challenging and when they are used to assess an 

employee's performance, linked to feedback on results, and result in the employee's commitment 

and acceptance (Lunenburg, 2011). According to (Locke & Latham, 2006), goal setting affects 

performance through several processes. Goals provide direction, affect persistence and affect 
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actions. Additionally, employee involvement in goal development has been theorised to increase 

the relationship between challenging goals and performance by enhancing employees' buy-in 

and commitment to goal. Aligning employees with the organisation's larger strategic goals is 

crucial if organisations hope to direct their human capital effectively and achieve strategic 

success. A critical component of reaching and sustaining this alignment is whether employees 

have a "line of sight" to the organisation's strategic objectives presented by the strategic 

alignment dimensions (Boswell, 2006).  

These results also match the JD-R theoretical framework, where job conditions represented in 

resources such as setting clear goals and objectives will affect the employees' well-being and 

performance—setting clear goals as an organisation setting that reduces the job demand and 

enhance job growth and development (Bakker & Demerouti, 2007). 

Linking employee incentives and compensations with achieving organisation strategy correlates 

with higher performance. Therefore, employees who think their compensations and rewards are 

linked to organisation success show higher task and contextual performance. Awards and 

incentives' impact on performance was proved to be significant and positive in previous studies 

such as (Osibanjo, et al., 2014). Nonetheless, according to (Lunenburg, 2011), combining goals 

with monetary rewards might lead employees to establish easy rather than difficult goals, which 

might affect overall performance. The previous discussion provides the answer for the second 

research question RQ1 and its sub-questions.  

5.3 Employees' Strategic Alignment Impact on Employees' Engagement  
 

As was found in the previous chapter, the main hypothesis was found to be significant (i.e. H2 

is supported). Accordingly, employees' strategic alignment has a significant positive impact on 
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engagement. These answers the first research question (RQ2). Employee strategic alignment is 

represented by its three dimensions: creating employees' strategic awareness, defining personal 

objectives based on the strategic goals, and linking incentives and compensation to achieving 

organisation goals affect employee engagement, represented by physical and emotional 

engagement. 

When employees are highly aligned with their organisation's strategy in term of having a clear 

understanding of their organisation's priorities, they can feel how their day-to-day work help the 

organisation in achieving its goals and how it is aligned with the whole strategy. At the same 

time, the employees reflect their strategic awareness in high-quality and realistic performance 

indicators that were set in coordination with their supervisors and connected to the organisation's 

strategic goals. These goals result in awards and compensations, which means that achieving 

the organisation's strategic goals leads to financial and non-financial recognition.   

All these employee alignment practices might reflect in increasing employees' motivation and 

lead to achieving employee engagement. The employee engagement that was represented 

through motivating employees to be passionate about their job, feeling excited when getting the 

job done, working beyond working hours, taking the job home to finish an important task and 

doing their best by working hard is increased whenever the employees show higher strategic 

alignment. According to Kahn's definition of employee engagement, employees are physically, 

emotionally and cognitively connected to their goals (Shoaib & Kohli, 2017). Hence, anything 

that can enhance goal achievement and create higher-purpose goals will increase engagement.  

According to the JD-R model and as argued by (Bakker, 2011), strategic alignment was 

considered as individual/organisational interface resources that enhance the employees' 
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engagement. The clarity of the employees' goals and their link to vision and mission is 

considered a contextual resource that enhances engagement (Albrecht, et al., 2018). Moreover, 

most importantly, the JD-R model reflects that the more job resources employees have, the more 

engaged they will be (Saks, 2019).  Job resources were defined as factors that support employees 

in dealing with the job demands that absorb employees' energy (Bakker & Demerouti, 2008). 

The JD-R model suggests that job demands and resources work together in shaping work 

engagement. Scholars have shown that the impact of job resources on work engagement 

becomes more prominent and gains motivational perspective when employees are challenged 

with high job demands, as job resources can aid goal achievement (Borst, et al., 2019). 

In this study, employees' strategic alignment is considered as organisational-related resources 

that provide role clarity by providing clear goals linked to higher purposes, development 

opportunities by linking rewards and compensation to achieving goals and performance 

assessment by assessing the employees based on the achievement of their goals.  

According to Khan's Engagement theory, engagement comprises three primary facets: safety, 

availability, and meaningfulness (Kahn, 1990). Unsafe conditions occur when conditions are 

vague, unpredictable and threatening. Hence, creating strategic awareness where employees are 

familiar with their organisation's mission, vision and goals will develop a sense of safety and 

lead to engagement (May, et al., 2004). Moreover, work engagement is a so-called "eudaimonic" 

indicator that refers to purpose, meaningfulness, and psychological well-being (Borst, et al., 

2019). Meaningless work is often associated with detachment from work and indifference. It 

leads employees to be separated from their selves, hence restoring the meaningfulness of work 

through linking employees' purpose in work, daily tasks and goals, and appraisal to 

organisational strategic goals and making the strategy everyone's job will result in their 
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motivation and personal growth and result in creating the emotional attachment with their job 

and result in engagement (May, et al., 2004). Organisations have to offer logical and rational 

goals that employee are working on; this help in creating work meaningfulness. Individual 

employees' goals have not provided a positive impact on work meaningfulness. Nevertheless, 

the study revealed that goal rationale and work meaningfulness are highly correlated. Therefore, 

it can be inferred that organisations may promote meaningfulness if work is redesigned by 

offering a rationale for employees' goals (Devarajan, et al., 2018). 

The positive impact of employees' strategic alignment on employees' performance matches the 

findings of (Upadhyay and Palo, 2013). When employees understand the goals and objectives 

of their organisation, this leads to higher employee engagement and the findings of (Gorgi et 

al., 2019, stated that meaningfulness of work that results from creating employees' strategic 

alignment would eventually lead to employee engagement. (Biggs, Brough and Barbour, 2014) 

also found in their quantitative longitude study that strategic alignment can result in a significant 

positive impact on overwork engagement.  

Furthermore, the researcher wanted to discover which employee strategic alignment dimension 

has a stronger impact on employee engagement. This can be designated in two ways, first by 

looking into the correlation Table (73). Employees' engagement shows a significant positive 

correlation with the three dimensions of employee strategic alignment (CSA with engagement 

r= 0.412, p<0.05, LIP with engagement r= 0.350, p <0.05, and finally DPO with engagement r= 

0.422, p< 0.05). Individually, there is an impact of strategic alignment dimensions on employee 

engagement. Additionally, when studying the correlations of the engagement dimensions with 

the strategic alignment dimensions, it can be noticed that the correlations are higher with the 

emotional aspect of the engagement.  

https://www-emerald-com.buid.idm.oclc.org/insight/search?q=Archana%20Yemeshvary%20Ashok%20Upadhyay
https://www-emerald-com.buid.idm.oclc.org/insight/search?q=Archana%20Yemeshvary%20Ashok%20Upadhyay
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Nevertheless, the impact of strategic alignment dimensions cannot be looked at in each 

dimension simultaneously. Hence, the structural equation modelling results, which presented a 

multivariate look at the relation, show that in the presence of all the dimensions, the impact of 

creating strategic awareness within the employees by prefunding the meaning of the 

organisation's vision and mission and demonstrating how it is linked to their day-to-day work is 

not essential as the impact of the practical application of this alignment (i.e., H 2, a is 

unsupported). 

While defining personal objectives and linking them to organizational objectives was found to 

have a significant effect on engagement (i.e., H2, b is supported), Performance evaluations at 

work help you determine how closely your staff members are following the vision and goals of 

your company because they highlight areas that need improvement. Various techniques, 

individuals, and systems could be employed, depending on your organization, to track these 

results. Additionally, performance evaluations can be done in a variety of ways, at various 

levels, and with varying frequency. Organizations must identify the technique for performance 

tracking that works best for them because there is no one size fits all solution. By doing so, a 

great sense of meaningfulness is created among the employees.  Robertson, (2019). suggest that 

integrating engagement theory into a performance management process may be an important 

factor in improving the overall experience of the employee. 

Linking incentives and compensation to achieving organisational goals was found to have a 

significant impact on employee engagement (i.e. H 2, c is supported). The employee should feel 

this alignment in materialised manner, for example, by seeing the organisation's success 

mirrored in their reward or by seeing that bonuses and rewards are based on achieving 

performance targets based on the organisation's strategic goals. It is also crucial to know that 



241 
 

the benefits can have both positive and negative impacts on the employee. This result matched 

the findings of (Taufek, et al., 2016) and (Hoole & Hotz, 2016), who found that total reward 

structures are vital tools in organisation strategies to enhance engagement levels. (Hulkko-

Nyman, et al., 2012) findings also support those rewards (both monetary and non-monetary 

rewards correlate with engagement elements. Nevertheless, non-monetary has a stronger 

correlation; their study was conducted in an elderly car centre which is a different context from 

this research.  (Kimutai & Sakataka, 2015) findings supported that promotion opportunities 

influence the level of engagement of employees, in addition to salary, satisfactory salary and 

basis of payment, Predictable salary increase and Share ownership schemes. 

It is worth noting that when the benefits and rewards come in the correct form for employees, it 

would be a good sign that leads to work engagement. Nonetheless, if the employee benefits are 

not adequate for the employee, it would affect the organisation negatively (Taufek, et al., 2016). 

Accordingly, it can be argued that linking the reward system to a clearly defined system linked 

to achieving higher organisational goals can positively affect engagement. This discussion 

answers the RQ2 and sub-questions. 

5.4 Employee Engagement Impact on Performance  
 

In this research, the relationship between employees' engagement and performance was 

investigated to examine the mediating role of employee engagement. Results show that 

employee engagement (represented in emotional and physical aspects) has a significant positive 

impact on employee performance. Furthermore, employee engagement (represented in 

emotional and physical aspects) has a significant positive impact on task and contextual 

performance and a significant negative impact on counterproductive performance.  
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The positive impact of engagement on employee performance was confirmed in previous 

research, such as (Saks, 2019), (Boswell, et al., 2006), (Bailey, et al., 2017), (Uddin, et al., 

2019), (Kim, et al., 2020), found a link between employee engagement and high individual 

performance.  

Aligning goals to higher organisational goals and the bigger picture will provide meaning to the 

employee's work, set challenges and motivate individuals and result in enhancing performance. 

Moreover, according to (Bhardwaj & Kalia, 2021), variables of employee engagement 

contribute toward contextual performance and affect employees' task performance. The key 

results of (Bhardwaj & Kalia, 2021) study exposed a positive relationship between job 

performance and employee engagement had a greater impact on task performance than 

contextual performance. Furthermore, (Carter et al., 2018) found a significant and positive 

correlation between employee engagement and job performance and that employee engagement 

is a good predictor of job performance. 

Employees with high engagement show high in-role and extra-goal performance, and employees 

who felt energetic and were most absorbed in their work were most likely to show suitable task 

performance (Bakker & Demerouti, 2007). Consequently, the energy and sense of 

belongingness that accompanies employee engagement prepare employees with higher potential 

and improve their abilities to deal with new situations and face new challenges.   

Similar results were reported by (Alfes, et al., 2013); they found that engagement was positively 

related to task performance and mediated the relationship between job characteristics and task 

performance. Engaged employees feel more spirited and can accomplish their in-role tasks with 

less effort.  
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(Rich, et al., 2010) used Kahn's model of engagement to forecast worker performance. They 

found that engagement motivates workers' emotional energy, linking them and the organisation, 

which results in enhanced worker performance. 

5.5 Mediation Impact of Employees' Engagement  
 

The mediation impact analysis shows that employee engagement plays a mediation role in the 

relationship between employees' strategic alignment and employees' performance. The partial 

mediation is concluded since introducing the mediation variable into the multiple regression did 

not drop the significant impact of the employee's strategic alignment on the employee's 

performance. This stresses the importance of employee engagement in enhancing performance 

since it is a mediator in the relationship between the independent and the dependent 

Accordingly, employee engagement will increase the indirect impact of employees' strategic 

alignment. These results match the findings of (Schaufeli, 2013), who suggested that work 

engagement is often a mediator variable in the JD-R model and its outcomes (i.e., employee 

performance). Moreover, (Kahn, 1990) proposed that organisational and individual factors 

affect employees' work engagement and drive the employee's behaviours and attitudes toward 

enhancing ultimate results. (Rich, et al., 2010) stated that employees with high levels of 

motivation are emotionally attached to their tasks, leading to good performance. 

The JD-R model theory further supports this result. In addition to the linear relation the JD-R 

model provides to explain the impact of job resources and demands on the outcomes such as 

engagement and performance, the model offers a mechanism that enhances the positive impact 

of job resources or buffers the negative impact of job demands (Kwon & Kim, 2019).  
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5.6 Chapter Five Conclusion  

  
This chapter discusses the research findings; as indicated, the main research hypotheses were 

supported, and this chapter explains the findings in light of previous research and the theoretical 

background. Employees' strategic alignment was found to have a significant impact on 

employees' performance and employee engagement. These results were supported by previous 

research findings in addition to the premises of the JD-R model, the goal setting theory and the 

Kahn engagement theory.   
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CHAPTER SIX: CONCLUSION AND RECOMMENDATIONS 

 

This chapter provides the conclusion of the research in addition to the practical and theoretical 

implications of the research findings. Moreover, the chapter discusses the limitations and 

suggestions for future research.  

6.1 Conclusion  
 

Employees' strategic alignment practices vary across organisations. Nonetheless, following the 

strategy-focus organisation model, making everyone's job contains three primary practices: 

creating strategic awareness, defining personal objectives based on the strategic goals, and 

linking incentives and compensation to achieving organisation goals which were the focus of 

this study. 

The research mirrors the importance of the employees' strategic alignment dimensions and their 

importance in enhancing employees' engagement and employees' performance, in addition to 

investigating the mediation role of employee engagement on the relation between the variables.  

In order to achieve these results, the researcher gathered data through a questionnaire and 

analysed it using SPSS and AMOS. The results claimed that employees' strategic alignment 

enhances employees' engagement and partially mediates the relation between the independent 

and the dependent variables.  

Moreover, Creating Strategic Awareness had an insignificant impact on employees' engagement 

and employees' performance. In contrast, defining personal objectives had a significant positive 

impact on employee engagement and employee performance. Linking incentives and 
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compensation to achieving organisational goals had a significant positive impact on employees' 

engagement but an insignificant impact on employee performance.  

Furthermore, employees' engagement showed a significant impact on performance (Task, 

contextual and counterproductive performance); additionally, employees' engagement 

demonstrates a partially significant positive mediation impact between employees' strategic 

awareness and performance.  

The findings of this research were supported by previous research such as (Upadhyay and Palo, 

2013), (Gorgi et al., 2019), (Biggs, Brough and Barbour , 2014), (Taufek, et al., 2016), (Hulkko-

Nyman, et al., 2012), (Saks, 2019), (Boswell, et al., 2006), (Bailey, et al., 2017), (Uddin, et al., 

2019), (Kim, et al., 2020).  

Accordingly, it might be safely concluded from the research findings that employees' strategic 

alignment, especially defining goals and objectives following the organisation's strategic goals 

and linking rewards and incentives to achieving strategic objectives, are crucial in enhancing 

work performance and employee engagement.  

6.2 Theoretical Implications  
 

The findings of this study support the current literature by providing empirical evidence for the 

impact of employees' strategic alignment on employees' performance and the role of employees' 

engagement. Since this relation was not tested before (to the researcher's knowledge), the 

findings of this study provide the literature with a new research venue. Moreover, the strategic 

focus organisation model (SFO) was not been tested empirically before, except by (Moullin, 

2017). Making strategy everyone's job (represented in its three dimensions) was tested for the 

first time; this provides the literature with a new research line.  

https://www-emerald-com.buid.idm.oclc.org/insight/search?q=Archana%20Yemeshvary%20Ashok%20Upadhyay
https://www-emerald-com.buid.idm.oclc.org/insight/search?q=Archana%20Yemeshvary%20Ashok%20Upadhyay
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Furthermore, the findings of the present research demonstrate the relevance and viability of the 

JD-R model concerning the impact of organisational resources (i.e., strategic employees ' 

alignment/ clear goals and rational rewards and incentives) toward enhancing positive feelings 

in employees and creating engagement in addition to enhancing employees' performance. 

Other theoretical models used to understand the subject of the current study were the goals 

setting theory and the engagement theory by Kahn. Hence, the goal setting theory premises clear 

and challenging goals that are realistic and guarantee the employees' participation with feedback 

that can be represented in rewards and incentives, resulting in goal commitment. Employees 

become committed to their goals, especially when goals are openly communicated and 

consistent with organisational goals.  

Moreover, the psychological state's meaningfulness of Kahn's theory of engagement (Kahn, 

1990) was supported. Employees feel worthwhile, valuable, and beneficial when they find that 

their job is linked with achieving higher purpose goals.  

6.3 Practical Implications  
 

The results of this research suggest that managers should realise the importance of various 

employees' strategic alignment practices to utilise the potential of employees. Management 

should focus more on defining strategic goals and objectives and enhancing the employees' 

knowledge in this regard by creating strategic awareness. Furthermore, management should 

define goals and objectives linked to the organisation's strategic goals. Employee rewards and 

incentives were proven to influence various aspects positively. Linking these rewards and 

incentives to achieving strategic objectives will be reflected as a feedback system for employees' 

goals achievement.    
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Furthermore, this study shows that employees' performance (Task, Contextual and 

Counterproductive) is affected by employees' strategic alignment. Therefore, to improve 

employees' level of performance, managers should design a plan for enhancing employees' 

strategic alignment and strategy for everyone's job.  

Emirati organisations will gain insight from this research on how to enhance employees' levels 

of work engagement by designing a comprehensive strategic alignment system that matches the 

requirements of the employees and organisations. This research also provides support for their 

organisation to focus their energies on developing strategic alignment strategies as part of their 

work engagement strategy. Nevertheless, the result of this research should be processed with 

caution. Monetary reward plays an important role in reward strategy; however, results show that 

defining goals and objectives and linking them to strategies are more important.   

Each organisation should comprehensively understand its workforce and their particular needs. 

Employees need to acknowledge not only their role in implementing strategy but also to what 

degree these efforts are successful.  

In conclusion, the practical implications of this study can be summarised as the following: 

1) The managers should prepare employees' strategic alignment plan covering the three 

dimensions of strategy focus organisation/making strategy everyone job by Kaplan. It was 

noticed from this research data that organisations less consider linking employees' performance 

to awards. Nonetheless, since it has a good impact on engagement and performance, more care 

should be taken when drafting employees' strategic alignment plans.  
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2) Employees' engagement is critical in enhancing performance, so employees' work 

engagement strategy should be prepared and implemented in every organisation, and its impact 

should be measured periodically.  

3) Employees' performance is essential since it affects the overall organisation's performance. 

Because strategic alignment affects this factor directly and indirectly, it should be included in 

employees' performance enhancement.  

4) Organisations should provide the employees with chances to build up the organisation's 

strategy alongside the top management. Creating more meaningfulness in employee work will 

lead to more engagement and result in superior performance.  

5) Leaders should announce updates on progress against plan and precise measurements against 

specific goals that are obviously understandable to their employees. This approach will get 

employees on board and guarantee buy-in.   

6) In order to ensure continued alignment, employees need to understand in clear terms that 

reach everyone how their efforts are creating an impact. The most considerable risk is to 

formulate a strategy, demonstrate it for once and then assume that everyone gets along and has 

understood it. Managers are responsible for guaranteeing employee strategic alignment at every 

level of the organisation. 

7) It is vital to communicate strategy periodically and inform the employees of the updates 

regarding the key performance indicators, and creating a periodic review guarantees more buy 

inn. For instance, creating special contests and rewards for the people who contribute to 

achieving the strategic goals will create more attention toward this issue.  
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8) Inviting employees to suggest programmes and projects that achieve the organisation's vision 

and mission will create buy-in and commitment.  

The insignificant effect of some hypotheses can also provide some useful, practical implications. 

The results indicate that organizations should pay more focus on setting good quality KPIs for 

the employees and work on linking them to wider organizational KPIs since both linking 

incentives to achieving goals and creating strategic awareness did not play a role in enhancing 

employees' performance accordingly, if the organization is striving to enhance its employee’s 

performance and have limited resources (financial and human) it is preferable to focus its effort 

on the main variable that affect performance (i.e. defining personal objectives and linking them 

to organizational goals). 

Moreover, since employee engagement is within the current trends that modern organizations 

adopt, this research found that strategic employee alignment leads to employee engagement; 

accordingly, defining personal objectives and linking incentives to objectives achievement 

should enhance employee engagement. Therefore organizations should pay more attention to 

these variables to achieve the required engagement results.  

In conclusion, the insignificant hypotheses results can provide a guide on what variables should 

be focused on in order for the governmental organizations to be more efficient in drafting the 

development plans.  

6.4 Research Limitations  
 

1) The research data were collected from governmental organisations; hence the results might 

not be able to reflect on the private sector.  
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2) The research covers only the Emirate of Dubai.  

3) The employee's engagement was measured using (May, et al., 2004); this scale was 

developed following (Kahn, 1990) definition of engagement. Additionally, the validation of 

this scale resulted in two dimensions of engagement (emotional and physical only). 

Accordingly, not all three dimensions were tested.  

6.5 Future Research  
 

The present study considered three aspects of employee strategic alignment (creating strategic 

awareness, defining personal and team objectives and linking incentives and compensation to 

achieving strategic goals). Influence of other aspects such as employee engagement and 

employee performance; however, other aspects should be researched, such as other work-related 

attitudes, for example, job satisfaction and organisational commitment. It remains instructive 

for the researchers to explore the role of external factors (such as technology and modern 

appliances) in enhancing employees' engagement and 'performance in organisations and 

spreading employees' strategic awareness.  

Demographic factors can be researched to find if position or years of experience affect the 

strategic alignment and if the results differ along various demographic classifications.   

Furthermore, future research can be conducted to resolve these research limitations. For 

instance, the sample geographical limit was widened to include employees from other emirates 

or countries, investigating both private and governmental entities and repeating the research 

with other employee engagement scales. The research should be repeated to confirm the findings 

of this research since it was not investigated before.  
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6.6 Chapter Six Conclusion 
 

This chapter covers the conclusion of the research and its implications, both theoretically and 

practically. As can be seen, the research results confirm the theories that were adopted as 

theoretical backgrounds for this research. The empirical results match what was expected from 

the theories' premises. The research also offers several recommendations for managers and 

organisations. The research suffers from a few limitations regarding the research coverage and 

the employee engagement scale dimensions. Nevertheless, despite these limitations, the research 

is still capable of providing robust answers to the research questions and achieving the intended 

objectives of this research. Future research can resolve these limitations in addition to testing 

the impact of employees' strategic awareness on several variables.  
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APPENDIX 
 

Appendix (1): List of Dubai Governmental Entities (Research Frame) 

 
Awqaf and Minors Affairs Foundation 

Centre of Ambulance Services 

Community Development Authority 

Department of Economic Development 

Department of Finance 

Department of Health and Medical Services (DOHMS) - replaced by Dubai Health Authority (DHA) 

Department of Tourism and Commerce Marketing Dubai (DTCM) 

Dubai Airport Free Zone Authority 

Dubai Chamber 

Dubai Civil Aviation Authority 

Dubai Civil Defense 

Dubai Courts 

Court of First Instance 

Civil Court 

Criminal Court 

Sharia Court 

Court of Appeal 

Court of Cassation 

Dubai Culture (Dubai Culture and Arts Authority) 

Dubai Customs 

Dubai Economic Council (DEC) 

Dubai Competitiveness Council (DCC) 

Dubai Economic Policy Research Institute (DEPRI) 

Legal and Regulatory Affairs (LRA) 

Dubai Electricity & Water Authority (DEWA) 

Dubai Export Development Corporation (DEDC or EDC) 

http://www.dubaifaqs.com/dubai-electricity-and-water-authority.php
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Dubai Finance Department 

Dubai Government Human Resources Department 

Dubai Government Workshop 

Dubai Health Authority (DHA)  

DNRD 

Dubai Investment Development Agency (DIDA) - established by new law or decree 27 Jan 2014, 

tasked with developing Dubai's reputation as a business center for international investment. 

Dubai Media Corporation 

Dubai Municipality (DM) - public parks, Dubai coastline. 

Dubai Police 

Dubai Public Prosecution 

Dubai School of Government? 

Dubai Sports Council 

Dubai Trade 

Financial Audit Department 

General Department for Residency and Foreigners Affairs - Dubai (previously the DNRD), or General 

Directorate of Residency and Foreigners Affairs 

Islamic Affairs and Charitable Activities Department 

Knowledge and Human Development Authority (KHDA) - Dubai education authority 

Land Department (Dubai Lands Department) 

Legal Affairs Department? 

Protocol and Guest House Department 

Roads and Transport Authority Dubai (RTA) - public transport including Dubai Metro, Dubai Tram, 

Dubai Ferry, Dubai Taxis, Dubai Bus. Also, road infrastructure. 

Statistics Center of Dubai 

 

 

 

 

 

 

 

http://www.dubaifaqs.com/dubai-health-authority.php
http://www.dubaifaqs.com/dubai-municipality.php
http://www.dubaifaqs.com/dnrd.php
http://www.dubaifaqs.com/dnrd.php
http://www.dubaifaqs.com/khda.php
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Appendix (2): The research Questions 
 

Dear Respondent, 

You are invited to participate in a research project to study Employees' strategic Alignment, its 

Effect on Employee Performance, and the Mediating Role of Employee Engagement.  

Along with this letter is a short questionnaire that asks various questions related to the study. I 

would be grateful if you took the time to fill in the questionnaire; it should take you about 15 

minutes to complete. 

 

This study's results will help me complete my doctoral thesis at the University of British in 

Dubai. Through your participation, I hope to understand the effect of aligning employees on 

employee engagement and performance and make the best use of these results. Once the study 

is complete, I am interested in sharing my results by publishing them in a well-known journal. 

 

There are no risks to you or your privacy if you decide to participate in my study by filling out 

this questionnaire. You are not required to put your name, Email or any identifying information. 

I promise not to share any information that identifies you with anyone outside my research 

group.  

 

I hope you will take the time to complete this questionnaire and return it. Your participation is 

voluntary, and whether you choose to participate or not, please let me know if you would like a 

summary of my findings.  

 

The researcher: Saeed bin Ahmad bin Khalifa Ahmed Al Maktoum 

Email: 2016256223@student.buid.ac.ae 

 

 

 

 

 

mailto:2016256223@student.buid.ac.ae
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 The Research Questionnaire 

 Creating Strategic Awareness  

1 “I have a clear understanding of [the organisation's] strategic priorities” 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

2  “I am aware of how my day-to-day work aligns with [the organisation's] strategy  

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

3 “I have a clear understanding of how my workgroup’s operational priorities help 

[the organisation] achieve its strategic objectives” 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

4  “It is important to me to help [the organisation] achieve its strategic objectives.” 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 Defining personal and team objectives  

5 “My KPI targets support the accomplishment of organisational targets” 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

6 “My KPI targets are realistic” 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 

7 “I have a good quality of key performance indicators” 
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(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

8 “There is an active dialogue with my direct supervisor when determining my 

KPIs” 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

9 “My KPIs are in line with organisational KPIs”  

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

10 “There is an active dialogue with my direct supervisor when determining my KPI 

targets” 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 Linking incentives and compensations to performance  

11 The rewards system in my organisation is linked to KPI target achievement 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

12 My organization's compensation system is designed to encourage employees to 

achieve long-term strategic objectives 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

13 My performance appraisal is used to determine my rewards and compensations 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

14 My organisation's success results in a shared reward for the employees. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 
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15 My incentives and rewards show the link between the organisation's performance 

and individual rewards. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 

16 Bonuses and rewards are based on achieving performance targets based on the 

organisation's strategic goals.  

 (5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 Fourth: Employee Engagement 

 Cognitive 

17 Performing my job is so absorbing that I forget about everything else. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

18 I often think about other things when performing my job. (r) 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

19 I am rarely distracted when performing my job. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

20 Time passes quickly when I perform my job. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 Emotional 

21 I really put my heart into my job. 
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35(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) 

Strongly Disagree 

22 I get excited when I perform well on my job. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

23 I often feel emotionally detached from my job. (r) 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

24 My own feelings are affected by how well I perform my job. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 Physical 

25 I exert a lot of energy performing my job. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

26 I stay until the job is done. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

27 I avoid working overtime whenever possible. (r) 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

28 I take work home to do. 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 
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29 I avoid working too hard. (r) 

(5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 Fifth: Employee performance   

 Task performance  

30 I managed to plan my work so that I finished it on time 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

31 I kept in mind the work result I needed to achieve 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

32 I was able to set priorities 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

33 I was able to carry out my work efficiently 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

34 I managed my time well 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 

 Contextual performance  

35 On my own initiative, I started a new task when my old tasks were completed 
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5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

36 I took on challenging tasks when they were available 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

37 I worked on keeping my job-related knowledge up-to-date 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

38  I worked on keeping my work skills up-to-date 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

39 I came up with creative solutions for new problems 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

40 I took on extra responsibilities 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

41 I continually sought new challenges in my work 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

42 I actively participated in meetings and/or consultations 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 Counterproductive performance  



277 
 

43 I complained about minor work-related issues at work 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

44 I made problems at work bigger than they were 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

45 I focused on the negative aspects of the situation at work instead of the positive 

aspects 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

46  I talked to colleagues about the negative aspects of my work 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

47 I talked to people outside the organisation about the negative aspects of my work 

5) Strongly Agree (4) Agree (3) Neither Agree nor Disagree (2) Disagree (1) Strongly 

Disagree 

 

Demographics Information  

Gender  

(1) Male (2) Female  

Age  
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(1) Less than 25 (2) 25 to less than 35 (3) 35 to less than 45 (4) 45 to less than 55 (5) 55 to 

less than 65 (6) 65 and more  

Position  

(1) Top Management (2) Middle Management (3) Non-managerial    

Years working at the current organisation  

(1) less than 3 years (2) 3 to 5 years (3) 5 to 10 years (4) More than 10 years  

Years of experience  

(1) less than 3 years (2) 3 to 5 years (3) 5 to 10 years (4) More than 10 years 

Education Level  

(1) High school (2) Diploma (3) Bachelor’s (4) Masters (5) PhD 

Are you aware what is your organisation's vision: 

(1) Yes (2) No 

Are you aware what is organisation mission: 

(1) Yes (2) No 
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Appendix (3) Factor analysis employee engagement three-dimension model  
 

Correlation Matrix Employees Engagement 

Three-dimension model final trial 

 ECOG1 ECOG2 ECOG3 ECOG4 EEMO3 EEMO4 EPHY3 EPHY4 EPHY5 

 

ECOG1 1.000 .286 .489 .528 .145 .269 .089 .219 .088 

ECOG2 .286 1.000 .396 .303 .196 .094 .157 .108 .132 

ECOG3 .489 .396 1.000 .439 .164 .234 .082 .093 .101 

ECOG4 .528 .303 .439 1.000 .136 .267 .181 .173 .178 

EEMO3 .145 .196 .164 .136 1.000 .346 .186 .091 .199 

EEMO4 .269 .094 .234 .267 .346 1.000 .047 .176 .122 

EPHY3 .089 .157 .082 .181 .186 .047 1.000 .375 .600 

EPHY4 .219 .108 .093 .173 .091 .176 .375 1.000 .383 

EPHY5 .088 .132 .101 .178 .199 .122 .600 .383 1.000 

 

 

KMO and Bartlett's Test Employees Engagement 

Three-dimension model final trial 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .725 

Bartlett's Test of Sphericity 

Approx. Chi-Square 763.674 

do 36 

Sig. .000 

 

Extraction Method: Principal Component Analysis. 
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Communalities Employees Engagement 

Three-dimension model final trial 

  

 Initial Extraction 

ECOG1 1.000 .633 

ECOG2 1.000 .388 

ECOG3 1.000 .629 

ECOG4 1.000 .596 

EEMO3 1.000 .683 

EEMO4 1.000 .683 

EPHY3 1.000 .731 

EPHY4 1.000 .463 

EPHY5 1.000 .722 

 

 

Total Variance Explained Employees Engagement 

Three-dimension model final trial 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 2.830 31.442 31.442 2.830 31.442 31.442 2.239 24.882 24.882 

2 1.618 17.982 49.424 1.618 17.982 49.424 1.935 21.499 46.381 

3 1.080 12.005 61.429 1.080 12.005 61.429 1.354 15.048 61.429 

4 .902 10.018 71.447       

5 .670 7.440 78.887       

6 .558 6.204 85.091       

7 .529 5.882 90.973       

8 .422 4.687 95.660       

9 .391 4.340 100.000       

Extraction Method: Principal Component Analysis. 
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Rotated Component Matrix Employees Engagement 

Three-dimension model final trial 

 Component 

1 2 3 

ECOG1 .782   

ECOG2 .607   

ECOG3 .784   

ECOG4 .749   

EEMO3   .809 

EEMO4   .797 

EPHY3  .852  

EPHY4  .658  

EPHY5  .840  

Extraction Method: Principal Component Analysis. 

Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 4 iterations. 
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Employees Engagement three dimensions model (2) 

Correlation Matrix 

 ECOG

1 

ECOG

2 

ECOG

3 

EEMO

1 

EEMO

2 

EEMO

4 

EPHY

1 

EPHY

2 

EPHY

3 

EPHY

4 

EPHY

5 

Correlatio

n 

ECOG

1 
1.000 .286 .489 .613 .476 .269 .384 .338 .089 .219 .088 

ECOG

2 
.286 1.000 .396 .280 .209 .094 .136 .138 .157 .108 .132 

ECOG

3 
.489 .396 1.000 .392 .314 .234 .319 .286 .082 .093 .101 

EEMO

1 
.613 .280 .392 1.000 .681 .259 .418 .504 .160 .262 .124 

EEMO

2 
.476 .209 .314 .681 1.000 .357 .362 .483 .150 .149 .173 

EEMO

4 
.269 .094 .234 .259 .357 1.000 .383 .266 .047 .176 .122 

EPHY

1 
.384 .136 .319 .418 .362 .383 1.000 .497 .060 .243 .107 

EPHY

2 
.338 .138 .286 .504 .483 .266 .497 1.000 .130 .266 .156 

EPHY

3 
.089 .157 .082 .160 .150 .047 .060 .130 1.000 .375 .600 

EPHY

4 
.219 .108 .093 .262 .149 .176 .243 .266 .375 1.000 .383 

EPHY

5 
.088 .132 .101 .124 .173 .122 .107 .156 .600 .383 1.000 
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KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .793 

Bartlett's Test of Sphericity 

Approx. Chi-Square 1345.841 

df 55 

Sig. .000 

 

 

Communalities 

 Initial Extraction 

ECOG1 1.000 .608 

ECOG2 1.000 .678 

ECOG3 1.000 .611 

EEMO1 1.000 .672 

EEMO2 1.000 .584 

EEMO4 1.000 .386 

EPHY1 1.000 .559 

EPHY2 1.000 .565 

EPHY3 1.000 .742 

EPHY4 1.000 .518 

EPHY5 1.000 .727 

 

Extraction Method: Principal Component Analysis. 
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Total Variance Explained 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 3.820 34.731 34.731 3.820 34.731 34.731 2.852 25.924 25.924 

2 1.693 15.389 50.120 1.693 15.389 50.120 1.930 17.547 43.471 

3 1.135 10.316 60.437 1.135 10.316 60.437 1.866 16.966 60.437 

4 .843 7.664 68.101       

5 .739 6.716 74.817       

6 .661 6.011 80.828       

7 .607 5.517 86.345       

8 .477 4.338 90.683       

9 .394 3.579 94.262       

10 .371 3.368 97.631       

11 .261 2.369 100.000       

Extraction Method: Principal Component Analysis. 
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Rotated Component Matrixa 

 Component 

1 2 3 

ECOG1 .530  .572 

ECOG2   .810 

ECOG3   .727 

EEMO1 .671  .459 

EEMO2 .686   

EEMO4 .618   

EPHY1 .741   

EPHY2 .730   

EPHY3  .852  

EPHY4  .647  

EPHY5  .848  

Extraction Method: Principal Component Analysis. 

Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 4 iterations. 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .756 

Bartlett's Test of Sphericity 

Approx. Chi-Square 1096.369 

df 45 

Sig. .000 

 

 

 

 

 



286 
 

Communalities 

 Initial Extraction 

ECOG2 1.000 .751 

ECOG3 1.000 .620 

EEMO1 1.000 .647 

EEMO2 1.000 .596 

EEMO4 1.000 .384 

EPHY1 1.000 .565 

EPHY2 1.000 .585 

EPHY3 1.000 .741 

EPHY4 1.000 .528 

EPHY5 1.000 .724 

Extraction Method: Principal Component Analysis. 
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Total Variance Explained 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 3.384 33.838 33.838 3.384 33.838 33.838 2.697 26.971 26.971 

2 1.647 16.474 50.313 1.647 16.474 50.313 1.928 19.278 46.248 

3 1.110 11.098 61.410 1.110 11.098 61.410 1.516 15.162 61.410 

4 .838 8.377 69.787       

5 .738 7.383 77.170       

6 .622 6.222 83.392       

7 .542 5.417 88.810       

8 .453 4.529 93.338       

9 .393 3.934 97.272       

10 .273 2.728 100.000       

Extraction Method: Principal Component Analysis. 
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Rotated Component Matrixa 

 Component 

1 2 3 

ECOG2   .858 

ECOG3   .713 

EEMO1 .697  .386 

EEMO2 .712   

EEMO4 .617   

EPHY1 .748   

EPHY2 .746   

EPHY3  .850  

EPHY4  .656  

EPHY5  .845  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 4 iterations. 

 

 Two dimensions model (Emotional and Cognitive) 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .741 

Bartlett's Test of Sphericity 

Approx. Chi-Square 447.841 

df 15 

Sig. .000 
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Communalities 

 Initial Extraction 

ECOG1 1.000 .622 

ECOG2 1.000 .390 

ECOG3 1.000 .622 

ECOG4 1.000 .598 

EEMO3 1.000 .705 

EEMO4 1.000 .651 

Extraction Method: Principal Component Analysis. 

 

Total Variance Explained 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 2.489 41.487 41.487 2.489 41.487 41.487 2.217 36.946 36.946 

2 1.098 18.294 59.781 1.098 18.294 59.781 1.370 22.835 59.781 

3 .850 14.172 73.953       

4 .572 9.534 83.487       

5 .537 8.958 92.445       

6 .453 7.555 100.000       

Extraction Method: Principal Component Analysis. 
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Rotated Component Matrixa 

 Component 

1 2 

ECOG1 .776  

ECOG2 .621  

ECOG3 .779  

ECOG4 .761  

EEMO3  .837 

EEMO4  .782 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 3 iterations. 

Two dimensions model (Cognitive and Physical) 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .713 

Bartlett's Test of Sphericity 

Approx. Chi-Square 635.950 

df 21 

Sig. .000 
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Total Variance Explained 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 2.560 36.575 36.575 2.560 36.575 36.575 2.232 31.882 31.882 

2 1.603 22.903 59.478 1.603 22.903 59.478 1.932 27.596 59.478 

3 .810 11.572 71.050       

4 .669 9.556 80.606       

5 .531 7.581 88.186       

6 .432 6.166 94.352       

7 .395 5.648 100.000       

Extraction Method: Principal Component Analysis. 

 

 

Communalities 

 Initial Extraction 

ECOG1 1.000 .632 

ECOG2 1.000 .385 

ECOG3 1.000 .635 

ECOG4 1.000 .594 

EPHY3 1.000 .718 

EPHY4 1.000 .478 

EPHY5 1.000 .721 

Extraction Method: Principal Component Analysis. 
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Rotated Component Matrixa 

 Component 

1 2 

ECOG1 .792  

ECOG2 .610  

ECOG3 .797  

ECOG4 .753  

EPHY3  .845 

EPHY4  .675 

EPHY5  .847 

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 3 iterations. 

 

Two dimensions model (emotional and Physical) 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .614 

Bartlett's Test of Sphericity 

Approx. Chi-Square 607.732 

df 15 

Sig. .000 
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Communalities 

 Initial Extraction 

EEMO1 1.000 .731 

EEMO2 1.000 .780 

EEMO4 1.000 .373 

EPHY3 1.000 .728 

EPHY4 1.000 .485 

EPHY5 1.000 .726 

Extraction Method: Principal Component Analysis. 

 

Total Variance Explained 

Component Initial Eigenvalues Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

Total % Of 

Variance 

Cumulative 

% 

1 2.361 39.346 39.346 2.361 39.346 39.346 1.919 31.991 31.991 

2 1.464 24.394 63.739 1.464 24.394 63.739 1.905 31.748 63.739 

3 .809 13.488 77.228       

4 .685 11.410 88.637       

5 .397 6.610 95.247       

6 .285 4.753 100.000       

Extraction Method: Principal Component Analysis. 
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Rotated Component Matrixa 

 Component 

1 2 

EEMO1  .845 

EEMO2  .878 

EEMO4  .608 

EPHY3 .853  

EPHY4 .662  

EPHY5 .850  

Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 3 iterations. 
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Employee Engagement one dimension model  

Correlation Matrix 

 ECO

G1 

ECO

G2 

ECO

G3 

ECO

G4 

EEM

O1 

EEM

O2 

EEM

O3 

EEM

O4 

EPH

Y1 

EPH

Y2 

EPH

Y3 

EPH

Y4 

EPH

Y5 

Correlati

on 

ECO

G1 
1.000 .286 .489 .528 .613 .476 .145 .269 .384 .338 .089 .219 .088 

ECO

G2 
.286 1.000 .396 .303 .280 .209 .196 .094 .136 .138 .157 .108 .132 

ECO

G3 
.489 .396 1.000 .439 .392 .314 .164 .234 .319 .286 .082 .093 .101 

ECO

G4 
.528 .303 .439 1.000 .604 .536 .136 .267 .324 .391 .181 .173 .178 

EEM

O1 
.613 .280 .392 .604 1.000 .681 .182 .259 .418 .504 .160 .262 .124 

EEM

O2 
.476 .209 .314 .536 .681 1.000 .176 .357 .362 .483 .150 .149 .173 

EEM

O3 
.145 .196 .164 .136 .182 .176 1.000 .346 .174 .177 .186 .091 .199 

EEM

O4 
.269 .094 .234 .267 .259 .357 .346 1.000 .383 .266 .047 .176 .122 

EPHY

1 
.384 .136 .319 .324 .418 .362 .174 .383 1.000 .497 .060 .243 .107 

EPHY

2 
.338 .138 .286 .391 .504 .483 .177 .266 .497 1.000 .130 .266 .156 

EPHY

3 
.089 .157 .082 .181 .160 .150 .186 .047 .060 .130 1.000 .375 .600 

EPHY

4 
.219 .108 .093 .173 .262 .149 .091 .176 .243 .266 .375 1.000 .383 

EPHY

5 
.088 .132 .101 .178 .124 .173 .199 .122 .107 .156 .600 .383 1.000 
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KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .828 

Bartlett's Test of Sphericity 

Approx. Chi-Square 1672.379 

df 78 

Sig. .000 

 

Communalities 

 Initial Extraction 

ECOG1 1.000 .517 

ECOG2 1.000 .189 

ECOG3 1.000 .365 

ECOG4 1.000 .536 

EEMO1 1.000 .645 

EEMO2 1.000 .547 

EEMO3 1.000 .131 

EEMO4 1.000 .252 

EPHY1 1.000 .384 

EPHY2 1.000 .432 

EPHY3 1.000 .111 

EPHY4 1.000 .173 

EPHY5 1.000 .124 

Extraction Method: Principal Component Analysis. 

 

Total Variance Explained 

Component Initial Eigenvalues Extraction Sums of Squared Loadings 
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Total % Of Variance Cumulative % Total % Of Variance Cumulative % 

1 4.407 33.904 33.904 4.407 33.904 33.904 

2 1.722 13.246 47.150    

3 1.164 8.951 56.101    

4 1.090 8.385 64.486    

5 .809 6.226 70.712    

6 .681 5.239 75.951    

7 .629 4.838 80.789    

8 .573 4.406 85.196    

9 .478 3.680 88.876    

10 .435 3.347 92.223    

11 .392 3.012 95.234    

12 .365 2.811 98.045    

13 .254 1.955 100.000    

Extraction Method: Principal Component Analysis. 

 

Component Matrixa 

 Component 

1 

ECOG1 .719 

ECOG2 .435 

ECOG3 .604 

ECOG4 .732 

EEMO1 .803 

EEMO2 .740 

EEMO3 .362 

EEMO4 .502 
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EPHY1 .619 

EPHY2 .657 

EPHY3  

EPHY4 .415 

EPHY5 .353 

Extraction Method: Principal Component Analysis. 

a. 1 components extracted. 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .858 

Bartlett's Test of Sphericity 

Approx. Chi-Square 1179.277 

df 28 

Sig. .000 

 

Communalities 

 Initial Extraction 

ECOG1 1.000 .562 

ECOG3 1.000 .374 

ECOG4 1.000 .564 

EEMO1 1.000 .690 

EEMO2 1.000 .600 

EEMO4 1.000 .252 

EPHY1 1.000 .417 

EPHY2 1.000 .457 

Extraction Method: Principal Component Analysis. 

 

Total Variance Explained 
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Component Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % Of Variance Cumulative % Total % Of Variance Cumulative % 

1 3.915 48.935 48.935 3.915 48.935 48.935 

2 .956 11.949 60.884    

3 .803 10.044 70.928    

4 .709 8.860 79.788    

5 .515 6.442 86.230    

6 .442 5.524 91.754    

7 .389 4.867 96.622    

8 .270 3.378 100.000    

Extraction Method: Principal Component Analysis. 

 

 

Component Matrixa 

 Component 

1 

ECOG1 .750 

ECOG3 .611 

ECOG4 .751 

EEMO1 .830 

EEMO2 .774 

EEMO4 .502 

EPHY1 .646 

EPHY2 .676 

Extraction Method: Principal Component Analysis. 

a. 1 components extracted. 
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Appendix (4): Employee performance validity 
 

 

The standardized loading of the items was all > (0.50), the modification indices are presented in Table 

(A1).   

 

 Table (A1): Covariances of Employees Performance 

   M.I. Par Change 

e16 <--> e17 20.509 .202 

e14 <--> e15 19.528 .187 

e9 <--> contextual 17.486 .054 

e5 <--> e6 33.295 .116 

e3 <--> e4 29.921 .066 

 

As can be seen from Table (A1), e9 (TP2) have high covariance with contextual performance, and high 

covariances were detected between e5 and e6, e3 and e4, e16 and e17, e14 and e15.  To resolve these 

issues and using the information presented in Table (A1), trials to be conducted to reach a better model 
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fit the model fit of the trials is shown in Table (A2).  Figure (A1) shows the final CFA model for 

Employees Performance.  

 

 

 

 

Table (A2): Model fit indices for Employees Performance 

Model 2 2/df GFI CFI TLI RMSEA 

Model with no error correlation  330.442 2.848 0.910 0.944 0.934 0.068 

Model with removing Tp2 (e9) and correlating the 

errors 

186.605 1.924 0.946 0.974 0.968 0.048 

 

As can be seen from Table (A2), the final model has an acceptable model fit indices values where all the 

values exceeded the required thresholds. 

 

 

 

 

Figure(A1): Final CFA for Employee Performance  
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Appendix (5) Frequencies for all answers 
 

Employee’s Strategic Awareness 

 
CSA1: I have a clear understanding of [the organization’s] strategic priorities 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 12 3.0 3.0 3.0 

2 10 2.5 2.5 5.5 

3 43 10.7 10.7 16.2 

4 116 28.9 28.9 45.1 

5 220 54.9 54.9 100.0 

Total 401 100.0 100.0  

 

 
CSA2: I am aware of how my day-to-day work aligns with [the organization’s] 

strategy 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 9 2.2 2.2 2.2 

2 10 2.5 2.5 4.7 

3 45 11.2 11.2 16.0 

4 113 28.2 28.2 44.1 

5 224 55.9 55.9 100.0 

Total 401 100.0 100.0  

 

 
CSA3: I have a clear understanding of how my workgroup’s operational priorities 

help [the organization] achieve its strategic objectives 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 5 1.2 1.2 1.2 

2 12 3.0 3.0 4.2 

3 46 11.5 11.5 15.7 

4 127 31.7 31.7 47.4 

5 211 52.6 52.6 100.0 

Total 401 100.0 100.0  

 

 
CSA4: It is important to me to help [the organization] achieve its strategic 

objectives. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 5 1.2 1.2 1.2 

2 5 1.2 1.2 2.5 

3 21 5.2 5.2 7.7 

4 76 19.0 19.0 26.7 

5 294 73.3 73.3 100.0 

Total 401 100.0 100.0  
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DPO1: My key performance indicators (KPI) targets support the accomplishment 

of organizational targets 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 6 1.5 1.5 1.5 

2 8 2.0 2.0 3.5 

3 46 11.5 11.5 15.0 

4 107 26.7 26.7 41.6 

5 234 58.4 58.4 100.0 

Total 401 100.0 100.0  

 

 
DPO2: My key performance indicators (KPI) targets are realistic 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 8 2.0 2.0 2.0 

2 18 4.5 4.5 6.5 

3 53 13.2 13.2 19.7 

4 128 31.9 31.9 51.6 

5 194 48.4 48.4 100.0 

Total 401 100.0 100.0  

 

 
DPO3: “I have good quality of key performance indicators (KPIs) 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 9 2.2 2.2 2.2 

2 19 4.7 4.7 7.0 

3 57 14.2 14.2 21.2 

4 122 30.4 30.4 51.6 

5 194 48.4 48.4 100.0 

Total 401 100.0 100.0  

 

 
DPO4: There is active dialogue with my direct supervisor when determining my 

KPIs 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 19 4.7 4.7 4.7 

2 23 5.7 5.7 10.5 

3 60 15.0 15.0 25.4 

4 106 26.4 26.4 51.9 

5 193 48.1 48.1 100.0 

Total 401 100.0 100.0  
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DPO5: My KPIs are in line with organizational KPIs 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 8 2.0 2.0 2.0 

2 16 4.0 4.0 6.0 

3 62 15.5 15.5 21.4 

4 120 29.9 29.9 51.4 

5 195 48.6 48.6 100.0 

Total 401 100.0 100.0  

 
DPO6: There is active dialogue with my direct supervisor when determining my 

KPI targets 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 17 4.2 4.2 4.2 

2 20 5.0 5.0 9.2 

3 73 18.2 18.2 27.4 

4 114 28.4 28.4 55.9 

5 177 44.1 44.1 100.0 

Total 401 100.0 100.0  

 
LIP1: The rewards system in my organization is linked to KPI target achievement 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 38 9.5 9.5 9.5 

2 38 9.5 9.5 19.0 

3 58 14.5 14.5 33.4 

4 104 25.9 25.9 59.4 

5 163 40.6 40.6 100.0 

Total 401 100.0 100.0  

 

 
LIP2: My organization compensation system is designed to encourage employees 

to achieve long term strategic objectives 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 41 10.2 10.2 10.2 

2 36 9.0 9.0 19.2 

3 72 18.0 18.0 37.2 

4 95 23.7 23.7 60.8 

5 157 39.2 39.2 100.0 

Total 401 100.0 100.0  

 

 

 

 

 

 

 

 



305 
 

LIP3: My performance appraisal is used to determine my rewards and 

compensations 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 39 9.7 9.7 9.7 

2 37 9.2 9.2 19.0 

3 70 17.5 17.5 36.4 

4 106 26.4 26.4 62.8 

5 149 37.2 37.2 100.0 

Total 401 100.0 100.0  

 

 
LIP4: My organization success result in shared reward for the employees 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 43 10.7 10.7 10.7 

2 34 8.5 8.5 19.2 

3 56 14.0 14.0 33.2 

4 104 25.9 25.9 59.1 

5 164 40.9 40.9 100.0 

Total 401 100.0 100.0  

 

 
LIP5: My incentives and rewards show the link between organization 

performance and individual rewards 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 33 8.2 8.2 8.2 

2 30 7.5 7.5 15.7 

3 88 21.9 21.9 37.7 

4 102 25.4 25.4 63.1 

5 148 36.9 36.9 100.0 

Total 401 100.0 100.0  

 

 
LIP6: Bonuses and rewards are based on achieving performance targets based on 

the organization strategic goals. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 33 8.2 8.2 8.2 

2 31 7.7 7.7 16.0 

3 69 17.2 17.2 33.2 

4 96 23.9 23.9 57.1 

5 172 42.9 42.9 100.0 

Total 401 100.0 100.0  
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Employee’s engagement 

 
ECOG1: Performing my job is so absorbing that I forget about everything else. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 26 6.5 6.5 6.5 

2 34 8.5 8.5 15.0 

3 88 21.9 21.9 36.9 

4 130 32.4 32.4 69.3 

5 123 30.7 30.7 100.0 

Total 401 100.0 100.0  

 

 

 
ECOG2: I often think about other things when performing my job (reversed) 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 30 7.5 7.5 7.5 

2 25 6.2 6.2 13.7 

3 119 29.7 29.7 43.4 

4 144 35.9 35.9 79.3 

5 83 20.7 20.7 100.0 

Total 401 100.0 100.0  

 
ECOG3: I am rarely distracted when performing my job 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 32 8.0 8.0 8.0 

2 52 13.0 13.0 20.9 

3 88 21.9 21.9 42.9 

4 116 28.9 28.9 71.8 

5 113 28.2 28.2 100.0 

Total 401 100.0 100.0  

 
ECOG4: Time passes quickly when I perform my job 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 13 3.2 3.2 3.2 

2 18 4.5 4.5 7.7 

3 53 13.2 13.2 20.9 

4 99 24.7 24.7 45.6 

5 218 54.4 54.4 100.0 

Total 401 100.0 100.0  
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EEMO1: I am very Passionate about my job 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 11 2.7 2.7 2.7 

2 11 2.7 2.7 5.5 

3 43 10.7 10.7 16.2 

4 100 24.9 24.9 41.1 

5 236 58.9 58.9 100.0 

Total 401 100.0 100.0  

 

 
EEMO2: I get excited when I perform well on my job. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 8 2.0 2.0 2.0 

2 4 1.0 1.0 3.0 

3 31 7.7 7.7 10.7 

4 90 22.4 22.4 33.2 

5 268 66.8 66.8 100.0 

Total 401 100.0 100.0  

 
EEMO3: I often feel emotionally detached from my job. (Reversed) 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 8 2.0 2.0 2.0 

2 12 3.0 3.0 5.0 

3 112 27.9 27.9 32.9 

4 140 34.9 34.9 67.8 

5 129 32.2 32.2 100.0 

Total 401 100.0 100.0  

 

 
EEMO4: My own feelings are affected by how well I perform my job. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 22 5.5 5.5 5.5 

2 35 8.7 8.7 14.2 

3 87 21.7 21.7 35.9 

4 108 26.9 26.9 62.8 

5 149 37.2 37.2 100.0 

Total 401 100.0 100.0  

 

 
EPHY1: I exert a lot of energy performing my job. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 6 1.5 1.5 1.5 

2 12 3.0 3.0 4.5 

3 57 14.2 14.2 18.7 
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4 144 35.9 35.9 54.6 

5 182 45.4 45.4 100.0 

Total 401 100.0 100.0  

 

 
EPHY2: I keep working until the job is done. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 8 2.0 2.0 2.0 

2 15 3.7 3.7 5.7 

3 46 11.5 11.5 17.2 

4 125 31.2 31.2 48.4 

5 207 51.6 51.6 100.0 

Total 401 100.0 100.0  

 
EPHY3: I avoid working overtime whenever possible. (Reversed) 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 38 9.5 9.5 9.5 

2 34 8.5 8.5 18.0 

3 107 26.7 26.7 44.6 

4 115 28.7 28.7 73.3 

5 107 26.7 26.7 100.0 

Total 401 100.0 100.0  

 
EPHY4: I take my work home to complete. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 72 18.0 18.0 18.0 

2 65 16.2 16.2 34.2 

3 90 22.4 22.4 56.6 

4 80 20.0 20.0 76.6 

5 94 23.4 23.4 100.0 

Total 401 100.0 100.0  

 
EPHY5: I avoid working too hard. (Reversed) 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 32 8.0 8.0 8.0 

2 43 10.7 10.7 18.7 

3 83 20.7 20.7 39.4 

4 88 21.9 21.9 61.3 

5 155 38.7 38.7 100.0 

Total 401 100.0 100.0  
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Employee’s performance 

 
TP1: I manage to plan my work so that I finish it on time 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 6 1.5 1.5 1.5 

2 9 2.2 2.2 3.7 

3 43 10.7 10.7 14.5 

4 142 35.4 35.4 49.9 

5 201 50.1 50.1 100.0 

Total 401 100.0 100.0  

 

 
TP2: I always keep in mind the work results and outcomes I am wishing to achieve 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 5 1.2 1.2 1.2 

2 6 1.5 1.5 2.7 

3 36 9.0 9.0 11.7 

4 133 33.2 33.2 44.9 

5 221 55.1 55.1 100.0 

Total 401 100.0 100.0  

 
TP3: I am able to set my own priorities 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 6 1.5 1.5 1.5 

2 4 1.0 1.0 2.5 

3 33 8.2 8.2 10.7 

4 124 30.9 30.9 41.6 

5 234 58.4 58.4 100.0 

Total 401 100.0 100.0  

 

 
TP4: I am able to carry out my work efficiently 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 3 .7 .7 .7 

2 3 .7 .7 1.5 

3 30 7.5 7.5 9.0 

4 119 29.7 29.7 38.7 

5 246 61.3 61.3 100.0 

Total 401 100.0 100.0  
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TP5: I manage my time well 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 7 1.7 1.7 1.7 

2 12 3.0 3.0 4.7 

3 45 11.2 11.2 16.0 

4 131 32.7 32.7 48.6 

5 206 51.4 51.4 100.0 

Total 401 100.0 100.0  

 

 
CtextP1: On my own initiative, I start new task when my old tasks are completed 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 7 1.7 1.7 1.7 

2 16 4.0 4.0 5.7 

3 57 14.2 14.2 20.0 

4 128 31.9 31.9 51.9 

5 193 48.1 48.1 100.0 

Total 401 100.0 100.0  

 

 
CtextP2: I always take challenging tasks when there are any. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 11 2.7 2.7 2.7 

2 10 2.5 2.5 5.2 

3 41 10.2 10.2 15.5 

4 123 30.7 30.7 46.1 

5 216 53.9 53.9 100.0 

Total 401 100.0 100.0  

 

 
CtextP3: I work on keeping my job-related knowledge up-to-date 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 7 1.7 1.7 1.7 

2 2 .5 .5 2.2 

3 32 8.0 8.0 10.2 

4 124 30.9 30.9 41.1 

5 236 58.9 58.9 100.0 

Total 401 100.0 100.0  

 

 
CtextP4: I always work on my job skills and I always try to enhance them. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 4 1.0 1.0 1.0 

2 4 1.0 1.0 2.0 

3 39 9.7 9.7 11.7 
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4 104 25.9 25.9 37.7 

5 250 62.3 62.3 100.0 

Total 401 100.0 100.0  

 
CtextP5: I try to come up with creative solutions for new challenges/problems 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 7 1.7 1.7 1.7 

2 1 .2 .2 2.0 

3 33 8.2 8.2 10.2 

4 131 32.7 32.7 42.9 

5 229 57.1 57.1 100.0 

Total 401 100.0 100.0  

 
CtextP6: I always take extra responsibilities 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 7 1.7 1.7 1.7 

2 11 2.7 2.7 4.5 

3 49 12.2 12.2 16.7 

4 104 25.9 25.9 42.6 

5 230 57.4 57.4 100.0 

Total 401 100.0 100.0  

 
CtextP7: I continually search for new challenges in my job 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 6 1.5 1.5 1.5 

2 18 4.5 4.5 6.0 

3 47 11.7 11.7 17.7 

4 118 29.4 29.4 47.1 

5 212 52.9 52.9 100.0 

Total 401 100.0 100.0  

 

 
CtextP8: I actively participate in meetings and/or consultations 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 14 3.5 3.5 3.5 

2 10 2.5 2.5 6.0 

3 46 11.5 11.5 17.5 

4 111 27.7 27.7 45.1 

5 220 54.9 54.9 100.0 

Total 401 100.0 100.0  
 

CountP1: "I complain about work-related issues at work 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
1 99 24.7 24.7 24.7 

2 81 20.2 20.2 44.9 
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3 82 20.4 20.4 65.3 

4 82 20.4 20.4 85.8 

5 57 14.2 14.2 100.0 

Total 401 100.0 100.0  

 
CountP2: 'In some cases I create bigger challenges when trying to overcome one 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 168 41.9 41.9 41.9 

2 85 21.2 21.2 63.1 

3 66 16.5 16.5 79.6 

4 47 11.7 11.7 91.3 

5 35 8.7 8.7 100.0 

Total 401 100.0 100.0  

 
CountP3: I tend to focus on negative aspects of situations at work instead of the 

positive ones. 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 201 50.1 50.1 50.1 

2 76 19.0 19.0 69.1 

3 66 16.5 16.5 85.5 

4 29 7.2 7.2 92.8 

5 29 7.2 7.2 100.0 

Total 401 100.0 100.0  

 
CountP4: I talk to colleagues about the negative aspects of my work 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 156 38.9 38.9 38.9 

2 72 18.0 18.0 56.9 

3 79 19.7 19.7 76.6 

4 52 13.0 13.0 89.5 

5 42 10.5 10.5 100.0 

Total 401 100.0 100.0  
 

CountP5: I talk to people outside the organization about the negative aspects of 

my work 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

1 210 52.4 52.4 52.4 

2 48 12.0 12.0 64.3 

3 58 14.5 14.5 78.8 

4 47 11.7 11.7 90.5 

5 38 9.5 9.5 100.0 

Total 401 100.0 100.0  
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Normality tests for the research item 

item 
Me

an 

Std. 

Deviat

ion 

Skewn

ess 

Kurto

sis 

Minim

um 

Maxim

um 
item 

Me

an 

Std. 

Deviat

ion 

Skewn

ess 

Kurto

sis 

Minim

um 

Maxim

um 

CSA1 4.30 .968 -1.600 2.431 1 5 
EPH

Y1 

4.2

1 
.900 -1.165 1.286 1 5 

CSA2 4.33 .931 -1.560 2.343 1 5 
EPH

Y2 

4.2

7 
.944 -1.398 1.727 1 5 

CSA3 4.31 .881 -1.364 1.750 1 5 
EPH

Y3 

3.5

5 
1.234 -.576 -.526 1 5 

CSA4 4.62 .753 -2.459 6.889 1 5 
EPH

Y4 

3.1

5 
1.414 -.145 -1.252 1 5 

DPO

1 
4.38 .876 -1.549 2.368 1 5 

EPH

Y5 

3.7

3 
1.292 -.673 -.674 1 5 

DPO

2 
4.20 .968 -1.246 1.183 1 5 TP1 

4.3

0 
.862 -1.408 2.237 1 5 

DPO

3 
4.18 .994 -1.211 1.002 1 5 TP2 

4.3

9 
.812 -1.569 2.987 1 5 

DPO

4 
4.07 1.133 -1.173 .586 1 5 TP3 

4.4

4 
.807 -1.756 3.829 1 5 

DPO

5 
4.19 .972 -1.180 .975 1 5 TP4 

4.5

0 
.732 -1.677 3.553 1 5 

DPO

6 
4.03 1.098 -1.065 .494 1 5 TP5 

4.2

9 
.906 -1.414 1.972 1 5 

LIP1 3.79 1.320 -.850 -.466 1 5 
Ctext

P1 

4.2

1 
.948 -1.201 1.109 1 5 

LIP2 3.73 1.334 -.758 -.605 1 5 
Ctext

P2 

4.3

0 
.947 -1.599 2.537 1 5 

LIP3 3.72 1.310 -.766 -.543 1 5 
Ctext

P3 

4.4

5 
.805 -1.849 4.395 1 5 

LIP4 3.78 1.345 -.867 -.471 1 5 
Ctext

P4 

4.4

8 
.791 -1.676 3.109 1 5 

LIP5 3.75 1.254 -.765 -.386 1 5 
Ctext

P5 

4.4

3 
.797 -1.796 4.335 1 5 

LIP6 3.86 1.278 -.904 -.273 1 5 
Ctext

P6 

4.3

4 
.920 -1.490 1.979 1 5 

ECO

G1 
3.72 1.173 -.737 -.232 1 5 

Ctext

P7 

4.2

8 
.941 -1.337 1.374 1 5 

ECO

G2 
3.56 1.112 -.659 -.017 1 5 

Ctext

P8 

4.2

8 
1.001 -1.575 2.217 1 5 

ECO

G3 
3.56 1.246 -.532 -.717 1 5 

Count

P1 

2.7

9 
1.387 .138 -1.254 1 5 

ECO

G4 
4.22 1.049 -1.374 1.269 1 5 

Count

P2 

2.2

4 
1.336 .733 -.713 1 5 

EEM

O1 
4.34 .968 -1.650 2.458 1 5 

Count

P3 

2.0

2 
1.269 1.024 -.088 1 5 

EEM

O2 
4.51 .840 -2.109 4.922 1 5 

Count

P4 

2.3

8 
1.381 .551 -.989 1 5 

EEM

O3 
3.92 .947 -.626 .143 1 5 

Count

P5 

2.1

4 
1.406 .831 -.751 1 5 

EEM

O4 
3.82 1.184 -.757 -.314 1 5               

 

Model: 4 

    Y: Performance 

    X: Employee Strategic Alignments 

    M: Engagement 

 

Sample 

Size:  401 
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OUTCOME VARIABLE: 

 Engagement 

 

Model Summary 

          R       R-sq        MSE          F        df1        df2          p 

      .4509      .2033      .4366   101.8341     1.0000   399.0000      .0000 

Model 

              coefficient         se          t          p       LLCI       ULCI 

constant     2.3054      .1663    13.8622      .0000     1.9785     2.6324 

ESA           .4024      .0399    10.0913      .0000      .3240      .4808 

 

 

OUTCOME VARIABLE: 

 Performance 

 

Model Summary 

          R       R-sq        MSE          F        df1        df2          p 

      .4781      .2286      .1998    58.9617     2.0000   398.0000      .0000 

Model 

              coefficient         se          t          p       LLCI       ULCI 

constant     2.2377      .1369    16.3431      .0000     1.9686     2.5069 

ESA           .1890      .0302     6.2539      .0000      .1296      .2484 

Engagement        .1728      .0339     5.1039      .0000      .1063      .2394 

 

 

 

Performance 

 

Model Summary 

          R       R-sq        MSE          F        df1        df2          p 

      .4220      .1781      .2123    86.4468     1.0000   399.0000      .0000 

 

Model 

              coeff         se          t          p       LLCI       ULCI 

constant     2.6362      .1160    22.7323      .0000     2.4082     2.8642 

ESA           .2585      .0278     9.2977      .0000      .2039      .3132 

 

 

TOTAL, DIRECT, AND INDIRECT EFFECTS OF X ON Y  

 

Total effect of X on Y 

      

Effect         se          t          p       LLCI       ULCI 

      .2585      .0278     9.2977      .0000      .2039      .3132 

 

Direct effect of X on Y 

     Effect         se          t          p       LLCI       ULCI 

      .1890      .0302     6.2539      .0000      .1296      .2484 

 

Indirect effect(s) of X on Y: 

           Effect     BootSE   BootLLCI   BootULCI 

Engagement      .0695      .0179      .0368      .1069 
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ANALYSIS NOTES AND ERRORS  

 

Level of confidence for all confidence intervals in output: 

  95.0000 

 

Number of bootstrap samples for percentile bootstrap confidence intervals: 

  5000 

 

P-P plots for the research variables 
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Appendix (6): Ethical Considerations 
 

Research Ethics Form 
Research Candidate Self-Assessment 

 

Application for Approval of Research Activity involving Human Participants, Human Data, or 

Human Material 

 

 

This application form is to be used by researchers seeking approval from the Research Ethics 

Committee. All research associated with the British University in Dubai must not begin until 

ethical approval has been obtained. 

 

Section I is a general research identification table. 

 

Section II is the details of the ethical matters your research might involve and the necessary 

steps you are planning to take to address them.  

 

Section III is an ethics checklist that will help you identify your research risk level. If you 

answer ‘Yes’ to at least any one of the high-risk statements, then your research is High Risk. If 

you answer ‘Yes’ to at least any one of the medium risk statements, and ‘No’ to all high-risk 

statements, then your research is Medium Risk. If you answer ‘No’ to all high risk and 

medium risk statements, then your research is Low Risk. 

 

If you have documents related to the ethical considerations of the research such as, for 

example: a consent letter, evidence of external approval, questionnaire samples or interview 

questions, you can enclose them with this form before submission.    
 

I. Research Identification 

 

Research Candidate 

Name 

 Saeed bin Ahmed bin Khalifa Al Maktoum 

 

Faculty/Programme 
 Professional Doctorate in Business Administration 

Research Candidate 

Contact Number 
 +971505500388 

Research Candidate 

Email 
2016256223@student.buid.ac.ae 

Research Type 
□ Research Project    □ Doctoral/Maters Research    □ Module 

Assignment 

Research Title Employees Strategic Alignment Effect on Employees Performance, the 

Mediating Role of Employee Engagement 
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Submission Date August 1st 2021 

Submitted to (Name) 

□ Faculty Nominated Member (Research Projects):  

 

□ Director of Studies (Doctoral Research): 

 

 

II. Research Ethics Details 

 

Background and rationale for study (This should be sufficient to justify the proposed 

research). Aims and objectives of the research (or the research question/s) and Potential 

benefits of proposed research: Limit to 500 words 

This research goal was formulated based on previous research on the importance of employee 

strategic alignment and employee engagement and their effect on the individuals' performance 

generally and particularly in the UAE context. Due to the scarcity of empirical research that 

investigated the effect of employees' strategic alignment and their effect on employee 

engagement and employees' performance globally and in the UAE context, in particular, this 

research has come to fill the gap in the knowledge and contribute to a deeper understanding 

of the relations. Moreover, because of the significance of these issues, the research is targeted 

toward bridging this gap and presenting complete comprehensive empirical research to 

investigate the effect. Furthermore, this research will be among the rare research to investigate 

the employees' strategic alignment using a strategy focus organisation framework and 

investigating its effect on employees' performance (task, contextual and counterproductive 

performance).  

The main research questions, along with sub-questions, are: 

RQ1: What is the effect of employee's strategic alignment on employee engagement?  



331 
 

RQ1.1: What is the effect of creating employees' strategic awareness on employee 

engagement? 

RQ1.2: What is the effect of defining personal objectives based on the strategic goals 

of employee engagement? 

RQ1.3: What is the effect of linking incentives and compensation to achieving 

organisation goals on employee engagement? 

RQ2: What is the effect of employees' strategic alignment on employees' performance?  

RQ2.1: What is the effect of creating employees' strategic awareness on employee 

performance? 

RQ2.2: What is the effect of defining personal objectives based on the strategic goals 

on employee performance? 

RQ2.3: What is the effect of linking incentives and compensation to performance on 

employee performance? 

RQ3:  What is the role of employee engagement in the link between employees' strategic 

alignment and employees' performance?  

RQ3.1: What is the effect of employee engagement on employee performance. 

Main Ethical Consideration(s) of the Research 

(The ethical matters your research may involve) 

According to the purpose of this research, the participants on this research is employees of 

governmental entities in Dubai and are going to be asked about their employee engagement, 

performance, and strategic alignment in their entities. Therefore, the following points will be 

assured for the participants: 

 Research participants should not be subjected to harm in any ways 

 Prioritising research participants' privacy and dignity 

 The research data confidentiality is assured   
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 The anonymity of individuals and organisations participating in the research is to be ensured 

 Any conflict of interest will be declared 

 Any deception regarding the purpose of the research will be avoided  

 Any type of communication concerning the research should be done with honesty and 

transparency. 

 

Methods of data collection: 

Please outline in detail how data will be collected and attach a copy of any questionnaires, interview 

schedules or observation guidelines to be used. Limit = 400 words. 

 

The data that is collected using a questionnaire that consists of (47) questions to cover the 

independent, the dependent and the mediation variables in addition to demographics 

questions. The questionnaire is distributed online using Google document Forms.  

The research instrument used in this research was adapted from previous research and 

validated questionnaires with high-reliability values. The items are be measured on a (5) point 

Likert scale (i.e. (5) Strongly agree to (1) Strongly disagree). 

The questionnaire is be presented in English since the majority of the employees in Dubai 

governmental and semi-governmental organisations will be able to read and understand the 

questions and provide proper answers.  

 

Recruitment of participants: 

Please outline the number and type (it may be considered vulnerable) of participants involved; give 

details of how potential participants will be identified and invited to take part in the study; and how 

informed consent will be obtained. Limit = 300 words 

 

A probability sampling technique is followed in this research since the study adopts a survey 

strategy. This research targets governmental organisations in the UAE. Accordingly, this 

study population is Dubai governmental employees. The reason for focusing on Dubai rather 

than working with governmental employees in all the seven Emirates since focusing on Dubai 

is more convenient for data gathering. It will save time, effort, and money. In this research, a 

sample size of (400) respondents is required.   
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The governmental entity is going to be approached by contacting their administration 

manager, explaining the research purpose and that we need to contact employees from various 

levels in their organisation. I am going to inform them that I need a list of the managers and 

their contact information to send them the questionnaire link.  

 

Potential adverse effects on participants and steps to deal with them: 

Please outline if you anticipate any potential harm or negative consequences including psychological 

stress, anxiety or upset which may be induced by the study and the steps to be taken to address them. 

 

 

I do not anticipate any potential harm or negative consequences. 

 

 

Steps to be taken to ensure confidentiality of data: 

Please outline steps if you are required to ensure confidentiality, privacy and anonymity of data during 

collection, storage and publication. Please specifically identify any confidential or personal 

information, and /or any other party’s protected intellectual property which you need to use and 

safeguard. 

1. The respondents will not be asked about their names, phone numbers, or emails.  

Accordingly, the respondents' identities is to be anonymous. The data will be extracted from the 

server and used only for statistical analysis purposes.   

Steps to be taken to ensure financial and commercial propriety:  
Please specifically identify if any external funding or significant third-party financial involvement 

with the research. 

 

No external funding or significant third party will be involved in this research.  

 

 

Other plans to address a particular ethical matter not mentioned: 

 

 

 

 

III. Research Ethics Checklist 

 

If you answer ‘Yes’ to at least any one of the high-risk statements, then your research is High Risk. If 

you answer ‘Yes’ to at least any one of the medium risk statements, and ‘No’ to all high-risk 

statements, then your research is Medium Risk. If you answer ‘No’ to all high risk and medium risk 

statements, then your research is Low Risk. 
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High Risk 

Will consent possibly be coerced out of participants by those whom would likely 

benefit from the research?  
□Yes    □No 

Will it be necessary for participants to take part in the study without their knowledge 

and consent at the time? 
□Yes    □No 

Will the study involve some form of invasion of privacy? □Yes    □No 

Is discomfort or harmful impact to participants likely to result from the study? □Yes    □No 

Is there a possibility that the safety of the researcher may be in question? □Yes    □No 

Will the research require the researcher to be deceptive or dishonest to the participants? □Yes    □No 

Will financial inducements (other than reasonable expenses and compensation for 

time) be offered to participants? 
□Yes    □No 

Will the research have negative intrusive physical or psychological effects on the 

participants? 
□Yes    □No 

Will the names of the participants or the institution appear in the research? □Yes    □No 

Medium Risk 

Will the research involve governmental institutions or participants such as, for 

example, the army or the judiciary? 
□Yes    □No 

Will the study involve discussion of sensitive or potentially sensitive topics and issues? □Yes    □No 

Does the research involve potentially vulnerable participants (for e.g., children, 

prisoners, or people with disabilities)? 
□Yes    □No 

Does the research involve participants that are unable to give consent? □Yes    □No 

Will the research involve administrative or secure data that requires permission from 

the appropriate authorities before use? 
□Yes    □No 

 

 

 

 

 

 

 

 

 

 

 

Risk Level Identified  □ Low                                     □ Medium                                        □ High 



335 
 

 

 

 

The researcher undertakes not to deviate from the original consent granted by the 

University’s Research Ethics Committee. The researcher bears full and sole responsibility 

for any deviation from this consent and all consequences arising from such deviation. The 

researcher waives all right of appeal in the event of any penalties applied by the University 

arising from such deviation. 

 

 

 

Declaration by the Researcher: 

 

Having read the University's Research Policy, I declare that the information contained herein is 

accurate to the best of my knowledge and belief.  

 

I am satisfied that I have attempted to identify all risks related to the research that may arise in 

conducting this research and acknowledge my obligations as a researcher and the rights of 

participants. I am satisfied that all researchers (including myself) working on the project have 

the appropriate qualifications, experience and facilities to conduct the research set out in the 

attached document and that I, as the lead researcher, take full responsibility for the ethical 

conduct of the research in accordance with subject-specific and University Ethical Guidelines 

(Policies and Procedures Manual), as well as any other condition laid down by the BUID Ethics 

Committee. I am fully aware of the timelines and content for participants' information and 

consent. 
 

 

 

 

 

 

 

Signature: _____________________________________   Date: _________________________ 

 

 

 


