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ABSTRACT 

Employee engagement is defined as the level of commitment and involvement an employee has 
towards their organization and its values. When an employee is engaged, he is aware of his 
responsibility related to the business goals and motivates his colleagues alongside him to achieve 
the organizational goals. This research was about a study on the effect of employee engagement and 
performance of employees in Dungun Municipal Council, Dungun, Terengganu. This study aims to 
examine the influence of key components of employee engagement, such as organizational 
commitment, job satisfaction, and intrinsic motivation, on employee performance in Dungun 
Municipal Council. This research was to determine the existence of an influence between these 
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variables. The type of research is correlation research. The sampling frame is the employees from 
all the departments of Dungun Municipal Council, which are 284 employees. Using the stratified 
sampling technique and referring to the Sekaran table, 162 employees were selected as the sample 
size. The unit of analysis was the individual, with the instrument being Likert Scale questions. The 
questionnaire was used to collect the data, and SPSS data analysis software was used to compute 
the influence of the variables. A series of statistical analyses was applied, including descriptive 
analysis, normality analysis, reliability analysis, correlation analysis, and multiple regression 
analysis. This research found that only organizational commitment positively affects employee 
performance. Meanwhile, organizational culture, intrinsic motivation, creativity, and job 
satisfaction have no significant effect on the employee performance of Dungun Municipal Council. 
This research may contribute to understanding the effect of the relationship between employee 
engagement and performance among the employees in the Dungun Municipal Council. 
Keywords: Employee Engagement, Organizational Culture, Intrinsic Motivation, Creativity, Job 
Satisfaction, Organizational Commitment  

 
1.0 INTRODUCTION 
Employee engagement plays a crucial role in achieving and maintaining optimal employee performance. 
In the modern workplace, employee engagement is essential as it enhances employees' enthusiasm and 
dedication toward their tasks. It also significantly influences employees' happiness and loyalty to their 
organization (Ramalingam et al., 2020). Harter et al. (2002) describe employee engagement as a construct 
that fosters positive attitudes in individuals at work. Such insights suggest that employees are more likely 
to fulfill their work-related responsibilities effectively when they maintain a positive mindset. However, 
some leaders encounter challenges in ensuring all employees remain aligned with organizational goals. Hill 
and Birkinshaw (2012) highlighted that leaders often struggle to help employees adapt to organizational 
changes, particularly when their focus is restricted to existing products and processes.  

Gallup (2022) reports in its State of the Workplace study that 60% of employees feel disconnected, 
while 19% are actively disengaged. In Sub-Saharan Africa, 21% of employees demonstrate active 
workplace engagement, 46% contemplate leaving their jobs, and 23% experience daily dissatisfaction at 
work. Highly engaged employees are more likely to find fulfillment in their tasks, foster strong 
relationships with colleagues, and exhibit a lower tendency to consider resignation (Bahri et al., 2020). 
Furthermore, Gallup (2017b) suggests that employees demonstrate higher levels of engagement when 
management prioritizes fundamental psychological needs for workplace engagement. 

Moreover, the COVID-19 pandemic has significantly disrupted daily life and continues to impact society 
in 2022, leading to the emergence of a new normal. Organizational leaders have adapted by implementing 
strategies to ensure flexibility and resilience in uncertain conditions. In response to employee well-being, 
human resource departments have introduced hybrid work models to safeguard employees from the 
pandemic, support work-life balance, address mental health concerns, and alleviate stress caused by 
commuting challenges. Hence, a positive work environment increases productivity, fosters innovation, and 
reduces employee turnover (Harter et al., 2003).  

The shift towards remote and hybrid work is evident in key workforce trends: 74% of U.S. companies have 
adopted a permanent hybrid work model, 44% of employees prefer hybrid work compared to 51% of 
employers, and 63% of high-growth organizations have embraced a "productivity anywhere" approach 
(McCain, 2022). Furthermore, 55% of employees desire remote work at least three days a week, while 59% 
are more inclined to choose employers that offer remote work opportunities. Given this shift, an essential 
question arises: Do employees feel engaged and supported in hybrid work environments? Employee 
feedback is crucial in driving organizational success, fostering innovation and enhancing overall 
performance (Perlow & Williams, 2003).  

Moreover, a survey conducted by EY 2021 Work Reimagined Employee Survey (2021) revealed 
that only 22% of Malaysian employees prefer working from a physical office, while 23% are indifferent to 
their work location, 29% favor a hybrid or fully remote work arrangement, and 25% prefer working entirely 
remotely. These findings suggest that a majority of employees have grown accustomed to remote work and 
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are less inclined to return to physical office settings. This notion is further supported by Puan Juwariyyah 
Abd Aziz (2021), an administrative assistant at the Dungun Municipal Council, who noted that some of her 
colleagues experienced difficulties readjusting to office work after becoming accustomed to remote work 
during the pandemic. Remote work offers employees greater flexibility in managing their schedules, which 
may contribute to their preference for this arrangement. 

One emerging issue associated with this shift is organizational cynicism, where employees exhibit 
negative behaviors such as tardiness, increased absenteeism, and disengagement (Mousa, 2017). A report 
by the United Nations Development Programme (UNDP) and Talent Corporation Malaysia (TalentCorp) 
(2021) indicates that 80% of Malaysian workers prefer working from home at least once a week. 
Additionally, the report highlighted that return-to-office policies have led to negative consequences, 
including heightened anxiety and work-related stress among employees. A survey conducted by One Future 
Forum Pulse further revealed that 10,818 employees expressed dissatisfaction with their current work 
environment compared to more flexible arrangements. In addition, Hossan et al. (2024) state that employee 
engagement in Malaysia dropped sharply from 80% in 2022 to 67% in 2023, resulting in a loss of RM 
19.68 billion, which shows that many employees are becoming less motivated. Given these concerns, this 
study aims to address the issue and propose effective solutions. 

2.0 LITERATURE REVIEW 
2.1 Employee Engagement 
Employee engagement is defined as the willingness of individuals to invest their time and effort in 
contributing to the success of their organization (Liu et al., 2014). Giurge and Bohn (2020) define employee 
engagement as "a positive, satisfying, work-related state of mind characterized by ability, commitment, 
and absorption." Kahn (1990) introduces a foundational theory on employee engagement, highlighting 
three primary dimensions: physical, cognitive, and emotional. He asserted that employee engagement is 
shaped by three psychological conditions—meaningfulness, safety, and availability—whereby employees 
exhibit greater engagement when organizations foster psychological meaningfulness and safety while 
ensuring their psychological availability. Furthermore, Suhaimi et al. (2024) emphasize that distinguishing 
between motivation and engagement and understanding their interrelationship enables organizations to 
implement strategies that sustain employee engagement. Recognizing the role of motivation in driving 
employees and engagement in enhancing performance allows organizations to develop more effective 
approaches to maintaining employee commitment and enthusiasm. This study identifies organizational 
culture, intrinsic motivation, creativity, job satisfaction, and commitment as key dimensions of 
organizational commitment to evaluate their influence on employee performance within the Dungun 
Municipal Council (DMC).  
 
2.1.1 Organizational Culture 
Organizational culture is crucial in shaping human resources by influencing attitudes and behaviors to adapt 
to challenges. According to Schein, as cited in Titisari (2019), organizational culture refers to a shared 
system of meaning that is collectively accepted and internalized by members of an organization, thereby 
distinguishing one organization from another. This culture is typically shaped by the organization’s vision 
and mission, which are developed to guide achieving the strategic goals. As each organization possesses a 
unique cultural framework, employees must adapt to their workplace's prevailing cultural norms and 
values. Organizational culture thus functions as a foundational element that influences employees' norms, 
attitudes, and behaviors, directing them toward attaining organizational objectives. According to Wahjoedi 
(2021), a strong organizational culture significantly impacts organizational behavior and employee 
performance. Irwan et al. (2020) further highlight that organizational culture, shaped by leaders, directly 
affects employees' strategies and performance. Previous research indicates that employees who actively 
engage in the organization develop a stronger sense of belonging, ultimately enhancing their commitment 
and contribution. As a result, it is hypothesized that: 
H1: Organizational culture positively influences employees’ performance.  
 
2.1.2 Intrinsic Motivation 
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Siagian (2014) notes that intrinsic motivation is derived from within individuals. It is driven by personal 
goals related to job satisfaction and organizational objectives to achieve broader goals. This form of 
motivation is intrinsically linked to job satisfaction, as it reflects the individual's intrinsic desire to take 
responsibility for and effectively complete their tasks (Wibowo, 2016). Turner (2017) states that 
individuals are inherently driven by some form of motivation, whether intrinsic, extrinsic, or a combination 
of both. Simbula and Guglielmi (2013) argue that employees with positive attitudes toward their jobs are 
naturally motivated to engage in their tasks, ultimately enhancing their performance. Steer (1985) defines 
motivation as the internal force that drives individuals to complete assigned tasks, enabling them to achieve 
their goals and attain personal satisfaction. According to Sutrino (2017), intrinsic motivation shapes 
individual behavior and significantly impacts employee performance (Paais & Pattiruhu, 2020). Based on 
these insights, the following hypothesis is proposed: 
H2: Intrinsic motivation positively influences employees’ performance. 
 
2.1.3 Creativity 
Employee creativity is widely recognized as a critical factor in organizational innovation and performance. 
It is commonly conceptualized as the capacity to generate novel and useful ideas related to people, 
processes, and technologies (Tierney et al., 1999). Zhou and George (2003) define employee creativity as 
the extent to which individuals propose innovative ideas to enhance an organisation's products, processes, 
or services. Numerous scholars have highlighted the role of employee engagement in fostering creativity. 
Eldor (2017) emphasized that engaged employees are more adept at developing creative solutions, thinking 
innovatively, and applying flexible reasoning, especially in complex and dynamic organizational 
environments. Similarly, Eldor and Harpaz (2016) propose a theoretical link between employee 
engagement and creativity, asserting that employees who experience positive emotions—such as joy, 
interest, and enthusiasm—are more likely to be deeply engaged in their work. This engagement facilitates 
the expansion of cognitive and behavioral capacities, enabling employees to generate new resources and 
innovative ideas. In support of these theoretical perspectives, empirical findings by Wang and Noe (2010) 
confirm a positive association between creativity and employee performance, underscoring the importance 
of creative contributions to organizational success. Based on these insights, the following hypothesis is 
proposed: 
H3: Creativity positively influences employees’ performance. 
 
2.1.4 Job Satisfaction 
According to Oktavianti (2020), job satisfaction refers to an individual's emotional response and overall 
sense of fulfillment derived from their work. Based on this perspective, it can be concluded that job 
satisfaction reflects an individual's positive or negative attitude toward their job and its associated activities. 
Irwan et al. (2020) stated that job satisfaction is a psychological factor influencing employees' behavior in 
completing tasks. They emphasized its significance, particularly in ensuring employees meet the quality 
standards expected by the organization. Sutrisno (2017) suggests that job satisfaction stems from 
employees' recognition and compensation for their efforts, encompassing psychological, physiological, 
social, and financial aspects. Furthermore, employee performance can be significantly improved if 
organizations implement strategies that foster higher job satisfaction by providing incentives tailored to 
employees' preferences. These incentives act as motivational drivers, enhancing employees' overall sense 
of fulfillment and engagement in their professional roles (Zamri et al., 2024). Thus, job satisfaction plays 
a crucial role in enhancing employee performance. Consequently, the following hypothesis is proposed: 
H4: Job satisfaction positively influences employees’ performance. 
 
2.1.5 Organizational Commitment 
Organizational commitment is a key concept in understanding employee behavior and performance. It 
refers to the extent to which individuals are emotionally attached to, involved in, and identify with their 
organization and their intention to remain within it. Wibowo (2014) defines it as the degree of identification 
and engagement an individual has with their organization, often accompanied by a reluctance to leave. 
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Similarly, Schermerhorn et al. (2012) describe organizational commitment as employees' loyalty and 
dedication toward their workplace. Wombacher and Felfe (2017) assert that organizational commitment is 
fundamental in explaining employee conduct. Das et al. (2017) highlight its association with dedication, 
willingness to exert extra effort, and long-term employment intentions. From the researcher’s perspective, 
employees tend to perform more effectively when the organization supports their ability to complete tasks, 
which, in turn, enhances their commitment. Previous studies also indicate that committed employees are 
more likely to maintain high work quality and contribute positively to organizational outcomes. 
Consequently, the following hypothesis is proposed.: 
H5: Organizational commitment positively influences employees’ performance. 
 
2.2 Employee Performance 
According to Kurniawan et al. (2019), performance refers to the outcomes or the level of achievement 
demonstrated by an individual over a specific period when executing tasks, assessed against predetermined 
standards, targets, or criteria that have been mutually agreed upon. Similarly, Ardian (2019) defines 
performance as the tangible output of an employee, a managerial process, or an organization as a whole, 
emphasizing that performance must be evidenced through measurable results compared to established 
benchmarks. Vu (2022), as cited in Ramli et al. (2023), describes job performance as the actions, behaviors, 
and outcomes exhibited or accomplished by individuals that align with and support the organization’s 
objectives. Existing theories suggest employee engagement enhances employee performance by fostering 
positive emotions and increasing motivation to fulfill responsibilities (Parker & Griffin, 2011). 
Additionally, Inuwa (2016) emphasizes that employee performance is a key factor in organizational growth 
and productivity. A study conducted by Adnan et al. (2018) demonstrates a positive relationship between 
employee engagement and performance, a finding further supported by Carter et al. (2018), who identify a 
significant correlation between these two factors. Previous research highlights the critical role of employee 
engagement in improving performance, with most studies consistently affirming a positive relationship 
between employee engagement and employee performance. 
  
2.3  Research Framework 
The engagement model developed by Schaufeli and Bakker (2004), commonly referred to as the Job 
Demands-Resources (JD-R) model, was selected for this study due to its comprehensive framework that 
facilitates a deeper understanding of how job characteristics impact employee performance. This model 
was deemed suitable for its strong theoretical foundation and practical applicability, particularly within the 
context of the Dungun Municipal Council (DMC). It offers valuable insights into how various dimensions 
of the work environment can be strategically enhanced to improve employee performance outcomes. The 
research framework was illustrated in Figure 1. 

 

 

 
 
 
 
 
 
 
 
 

Figure 1: Research Framework adapted from Schaufeli and Bakker (2004) 
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3.0 METHODOLOGY 
This study utilized a quantitative research approach, which analyzes numerical data to investigate the 
relationship between two or more variables through statistical methods (Sekaran & Bougie, 2013). Salkind 
(2014) states that correlational analysis determines how two or more variables are related, their similarities, 
and the extent to which a specific outcome can be predicted based on certain data points. In this research, 
the variables examined include organizational culture, intrinsic motivation, creativity, job satisfaction, 
organizational commitment, and employee performance. A questionnaire was used to collect the data from 
DMC employees. It consists of three sections: demographic background, employee engagement, and 
employee performance. The number of items per construct was five. All construct items were measured 
using a five-point Likert scale (ranging from strongly disagree to strongly agree). The definition of the 
structures, the number of items included in each construct, and the sources from which they were derived 
are shown in Table 1. Associate Professor Dr Ahmad Suffian bin Mohd Zahari, a UiTM Dungun 
academician, validated the content's validity. The pilot test involving 30 respondents was conducted to 
measure the questionnaire's reliability.    

A probability sampling technique was applied in this study. According to Sekaran (2016), 
probability sampling involves selecting individuals from a defined population to represent the entire group. 
Specifically, the stratified sampling technique was employed, using a respondent list provided by the 
Administrative Service Department of DMC. A stratified name list was generated based on a stratified data 
formula. To determine the appropriate sample size for this correlational research, the study population 
consisted of 284 employees. Referring to the population sample table by Sekaran (2016), a sample size of 
162 respondents was required for a population of 284. Thus, 162 questionnaires were distributed to the 
selected respondents, who were given one week to complete them. All 162 questionnaires were returned, 
but two were incomplete and excluded from the final analysis. Consequently, the final dataset comprised 
160 valid responses. All responses were reviewed before being analyzed using the Statistical Package for 
Social Sciences (SPSS) to ensure data quality. Table 3 presents the sample selection process using the 
stratified random sampling technique, while Table 4 summarizes the survey response rate. 

 
Table 1: Definitions of Constructs and Items 

Construct  Definition  Items 

Organizational Culture 
(OC) 

 Measure how the OC 
relates to employees  
(Cameron and Quinn 2006) 

    5 

  
 

   
 

Intrinsic Motivation (IM) 
 

 
 
 
 

Measure how IM affects 
the employees' tasks 
(Dysvik and Kuvaas 2011) 

 

 
 

  5 
 
 
 

Creativity 
 

 
 
 
 

Assess how creativity helps 
to perform the job 
(Ximenes et al. 2019) 

 

 
 

 5 
 
 
 

Job Satisfaction (JS)  
 

Identify how JS influence 
the employees  
(Wright and Cropanzano, 
1998) 

  5 
 

Organizational 
Commitment 

 Assess how the 
organizational commitment 
affects the employees 
(Al-Fakeha et al.2020) 

  5 
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Table 2: Cronbach’s Alpha Score for Pilot Test (n=30) 

Variables Number of Items (N) Cronbach’s Alpha 

Organizational Culture 5 .841 

Intrinsic Motivation 5 .811 

Creativity 5 .826 

Job Satisfaction 5 .718 

Organizational Commitment 5 .707 

Employee Performance 5 .716 
 

Table 3: Total Respondents Based on Department 

 
Table 4: Survey Response Rate 

Questionnaires 

Distributed 

Questionnaires 

Collected 

Percentage of 

Returned (%) 

Number of valid 

questionnaires 

Percentage 

valid (%) 

 

162 

 

162 

 

100.0 

 

160 

 

98.8 

 

 

Employee Performance 
(EP) 

 
 

Measure how all construct 
items affect the EP 

 

 
 

 5 
 

Department Total Staff (each 
department) 

Population Sample Size Total Respondents 
(after stratification) 

Administrative Service 48 284 162 27 
Financial 28 

 
284 162 16 

 
Development Planning and 
Landscape 
 

40 
 
 
 

284 
 

162 
 

23 
 
 
 

Asset Assessment and 
Property Management 
 

34 
 
 
 

284 
 

162 
 

19 
 
 
 

Engineering 25 
 

284 162 14 
 

Health 44 284 162 25 

Enforcement and Licensing 43 
 

284 
 

162 
 

25 
 

Citizen Development 
 

22 
 

284 
 

162 
 

13 

 Total   
284 

   
162 
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4.0 RESULT AND DISCUSSION 

This section presents the demographic profile of the respondents, including their department, gender, age, 
education level, income level, and years of service at DMC. Sekaran (2016) defines frequency analysis as 
the computation of the number of occurrences within different sub-categories of a variable. In this study, 
frequency analysis was conducted to assess the demographic characteristics of each respondent. 
 
4.1 Demographic Profile of Respondents 
Table 5 summarises the characteristics of the total sample of respondents who participated in the study. 
 

Table 5: Demographics of Respondents (n=160) 
No. Demographic Frequency Percentage (%) 

1. Department   

 Administration Services 25 15.6 

 Finance 16 10.0 

 Development and 
Planning Landscape 

23 14.4 

 Asset Assessment and 
Property Management 

19 11.9 

 Engineering 14 8.8 

 Health 25 15.6 

 Enforcement and 
Licensing 

25 15.6 

 Community Development 13 8.1 

2. Gender   

 Male 85 53.1 

 Female 75 46.1 

3. Age   

 < 20 4 2.5 

 21-30 86 53.8 

 31-40 35 21.9 

 41-50 15 9.4 

 >51 20 12.5 

4. Education Level   

 SPM 55 34.4 

 Diploma 88 55.0 

 Bachelor’s Degree 13 8.1 

 Master’s Degree 3 1.9 

 PhD 1 0.6 

5. Income Level   

 < RM2000 57 35.6 

 RM2001-RM3000 66 41.3 
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 RM3001-RM4000 23 14.4 

 RM4001-RM5000 9 5.6 

 >RM5001 5 3.1 

6. Year of Services   

 <1 year 6 3.8 

 1-5 years 61 38.1 

 6-10 years 56 35.0 

 11-20 years 26 16.3 

 >21 years 11 6.9 

    

    

4.2 Reliability Analysis 
Reliability refers to the degree of consistency and accuracy in measurement (Byrne, 2010). George and 
Mallery (2010) defined reliability as a test or measure of stability and consistency. A measurement is 
considered reliable if repeated tests yield similar results and the measured attribute remains unchanged. 
Salkind’s (2010) Reliability Rule of Thumb states that a Cronbach’s Alpha value exceeding 0.6 indicates a 
strong relationship. Based on this criterion, the data collected in this study demonstrated a significant 
reliability value for the actual research. Consequently, ensuring the accuracy and consistency of the survey 
or questionnaire is a fundamental aspect of research methodology, specifically in data reliability and 
validity. The reliability statistics for employee engagement and job performance are presented in Table 6. 
 

Table 6: Cronbach’s Alpha Score (n=160) 
Variables Number of Items (N) Cronbach’s Alpha 

Organizational Culture 5 .632 

Intrinsic Motivation 5 .711 

Creativity 5 .632 

Job Satisfaction 5 .647 

Organizational Commitment 5 .660 

Employee Performance 5 .648 

 
As shown in Table 6, most of the Cronbach’s Alpha values for the independent variables in this 

study fall within the moderate range, below 0.7. The Cronbach’s Alpha for organizational culture is 0.632. 
Meanwhile, intrinsic motivation recorded the highest reliability score among all variables, with a 
Cronbach’s Alpha of 0.711. The reliability coefficient for creativity is 0.632, job satisfaction is 0.647, and 
organizational commitment is 0.660. For the dependent variable, employee performance, the reliability test 
result is 0.648. Based on these findings, the Cronbach’s Alpha values indicate that the instrument used in 
this study is both reliable and valid. 
 
4.3 Correlation Analysis 
The primary objective of correlation analysis is to determine the relationship between employee 
engagement and employee performance among the employees of Dungun Municipal Council in Dungun, 
Terengganu, Malaysia. Pearson's correlation coefficient assessed the correlations and indicated how the 
linear link between two variables was directed and strengthened (Sekaran, 2003). The correlation analysis 
results are displayed in Table 7. 
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Table 7: Correlation Analysis Between Dimensions of Employee Engagement and Employee 
Performance (N=160) 

 Organizational 
Culture 

Intrinsic 
Motivation 

Creativity Job 
Satisfaction 

Organizational 
Commitment 

Employee 
Performance 

0.333** 0.375** 0.289** 0.437** 0.487** 

Sig. (2-tailed) 0.000 0.000 0.000 0.000 0.000 

*. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
 

Table 7 presents the correlation analysis results between all independent variables and the 
dependent variable, employee performance. The findings indicate that all independent variables—
organizational culture, intrinsic motivation, creativity, job satisfaction, and organizational commitment—
significantly correlate with employee performance (p < 0.01). Organizational culture shows a weak positive 
correlation (r = 0.333, p < 0.05), while intrinsic motivation also demonstrates a weak positive relationship 
(r = 0.375, p < 0.05). Creativity has the lowest correlation with employee performance (r = 0.289, p < 0.05), 
indicating a weak relationship. Meanwhile, job satisfaction exhibits a moderate positive correlation (r = 
0.437, p < 0.05), and organizational commitment records the strongest correlation (r = 0.487, p < 0.05), 
though still within the moderate range. Overall, the analysis confirms that all independent variables are 
significantly associated with employee performance, with varying degrees of correlation strength. 
 
4.4 Multiple Regression Analysis 
Multiple Linear Regression was employed to determine which aspects of employee engagement are 
associated with employee performance. This analysis generates Beta Weights, a standardized measure that 
indicates the strength of the relationship between each component of employee engagement and 
performance. 
 

Table 8: Model Summary of the Investigated Variables 

Model R R Square Adjusted R Square Std. Error of the 
Estimate 

1 .455a .207 .181 .30676 

a. Predictors: (Constant), Organizational_Commitment, Organizational_Culture, Creativity, 
Intrinsic_Motivation, Job_Satisfaction 

b. Dependent Variable: Employee_Performance 

As presented in Table 8, the R² value represents the coefficient of determination, which indicates the 
proportion of variance in the dependent variable explained by the model. This value helps summarize the 
extent to which the independent variables contribute to variations in employee performance. As outlined 
in Table 4.9, the summary model results reveal that the combined multiple correlation coefficient (R) for 
all predictors is 0.455, while the R² value stands at 0.207. This finding suggests that 20.7% of the variance 
in employee performance can be attributed to organizational culture, intrinsic motivation, creativity, job 
satisfaction, and organizational commitment. The R² value is also higher than the Adjusted R² (0.181). 
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4.5 Multiple Linear Regression 

Table 9: Multiple Linear Regression 

 Unstandardized Coefficients Standardized Coefficients  

Model B Std. Error Beta t Sig. 

(Constant) 2.466 .399  6.185 .000 

Organizational 
Culture 

.036 .073 .038 .496 .621 

Intrinsic 
Motivation 

.014 .063 .017 .220 .826 

Creativity .067 .038 .135 1.770 .079 

Job 
Satisfaction 

.092 .076 .107 1.198 .233 

Organizational 
Commitment 

.254 .066 .323 3.878 .000 

 

Table 9 presents the analysis results, indicating that organizational culture does not significantly 
affect employee performance (B = 0.038, p > 0.05). It is essential to highlight that, in multiple regression 
analysis, a significance value (p) must be less than 0.05 to establish a meaningful relationship. Although a 
positive organizational culture is generally expected to enhance employee performance, the findings of this 
study suggest that organizational culture is not a determining factor in influencing employee performance. 
Organizational culture and performance of employees, which have been analysed in multiple regression 
analyses, show no positive effect on both variables. The employees of Dungun Municipal Council agreed 
that organizational culture does not affect their work performance. The related questions, such as on 
leadership, characteristics of organization management, how the management represents the organization, 
and organization success, could not satisfy most employees. This result is similar to Wahjoedi (2021), who 
finds that organizational culture has no significant effect towards employee performance. Consequently, 
Hypothesis 1 is rejected. 

The following discusses how intrinsic motivation affects employee performance. The findings 
indicate no significant or positive impact (B = 0.017, p > 0.05). It is possible to say that most of the 
employees of Dungun Municipal Council disagreed that intrinsic motivation would be able to influence 
them positively in terms of job performance. Hayati & Caniago (2012) support the statement by stating that 
intrinsic motivation does not affect employees’ job performances. Therefore, Hypothesis 2 is also rejected.   

Similarly, the multiple regression analysis results for creativity and employee performance reveal no 
significant effect (B = 0.135, p = 0.079). The reason behind this is the nature of the work in DMC, which 
does not require the employees to be creative. Dungun Municipal Council is an organization that provides 
services towards the local society, focusing on public facilities. Thus, all the work procedures must be 
based on the rules and regulations decided by the local government. It is possible to say that the nature of 
work in DMC constrains employees from being creative in completing their tasks. Hence, employees are 
not trained to show their creativity because they are bound to follow all processes required, according to 
the rules of the local government. This lack of training explains why creativity has no significant effect 
towards the performance of employees in this study. Thus, Hypothesis 3 is rejected.  

Furthermore, the multiple regression analysis indicates no significant impact of job satisfaction on 
employee performance within the Dungun Municipal Council (DMC). The results (B = 0.107, p > 0.05) 
suggest that job satisfaction does not substantially influence employee performance in this context. The 
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result is supported by (Yusuf, 2021; Henis et al., 2016), whereby both researchers find that there is no 
significant effect between job satisfaction and employee performance. The researcher believes this is due 
to the lack of one important element in job satisfaction: reward.  In this study, the researcher only focuses 
on job satisfaction regarding the feeling towards the job, the co-workers, supervision, the salary and 
promotional opportunities.  It is possible to say that even the employees’ paychecks or salaries are one of 
the most important criteria in determining job satisfaction among employees. Still, the organisation cannot 
satisfy employees with only one element (paychecks or salary).   Since the significance value exceeds 0.05 
(p = 0.233), Hypothesis 4 is also rejected. 

In contrast, the multiple regression analysis examining the relationship between organizational 
commitment and employee performance reveals a significant positive effect within the Dungun Municipal 
Council (B = 0.323, p < 0.05). The significance value of 0.00 confirms a strong association between 
organizational commitment and employee performance. The employees believe that the commitment 
shown by the organization would help them increase their job performance. As the p-value is below the 
0.05 threshold, Hypothesis 5 is accepted. 
 
5.0 CONCLUSION 
Based on the findings, it was found that 4 out of 5 elements of employee engagement have no positive 
effects towards the performance of employees in Dungun Municipal Council. The findings can support the 
theories, which show that only organizational commitment can positively affect employee performance. In 
this study, it was found that organizational culture, intrinsic motivation, creativity, and job satisfaction have 
no effect towards it.   Generally, the results gained can differ from the previous studies due to the different 
places where research was conducted and the different demographics of employees’ backgrounds. Besides 
that, it is possible to say that the different cultures of the organization might also influence the result 
obtained in this study. 
Hence, it is suggested that employee engagement be enhanced to improve performance among employees 
in Dungun Municipal Council. Companies should consistently train employees through formal and informal 
programs to foster a strong organisational culture. These programs encourage employees to embrace the 
culture, making them feel valued and motivated to perform better. Additionally, clear guidelines should be 
provided to ensure employees understand workplace expectations, helping to establish a positive 
organizational culture. Leaders and employees should create a workplace prioritizing motivation beyond 
financial incentives to enhance intrinsic motivation. Organizations can achieve this by designing 
comfortable and productive workspaces, making employees feel confident and engaged. Schwartz (2015) 
supports this, stating that a meaningful work environment enhances motivation and performance. 
Encouraging creativity requires training and empowerment programs for employees across all departments. 
Nawaz & Bahauddin (2014) found that employees feel valued and more engaged when trained and given 
decision-making authority. This engagement fosters creativity, allowing employees to develop innovative 
solutions to workplace challenges. Therefore, the Dungun Municipal Council should prioritize creativity as 
a key aspect of employee engagement. Ismail et al. (2019) also emphasized the importance of fostering 
creativity in the workplace, as creative employees contribute to problem-solving and improved 
performance. Nemțeanu and Dabija (2021) highlight that a well-structured reward system based on 
performance enhances job satisfaction and smooth organizational operations. A balance between extrinsic 
rewards (such as salaries) and intrinsic rewards (such as recognition) is crucial. While salaries alone may 
not satisfy employees, appreciation and recognition can significantly boost their job satisfaction, ultimately 
improving performance. 
This study found that organizational commitment is the only factor significantly influencing employee 
performance. Organizations should implement Allen and Mayer’s (1990) organizational commitment 
model, which includes affective, normative, and calculative components to sustain this commitment. 
Affective commitment involves employees feeling emotionally attached and proud to be part of the 
organization. Normative commitment reflects a sense of obligation to stay, even when other opportunities 
arise. Calculative commitment considers the financial and career consequences of leaving the organization. 
Overall, the Dungun Municipal Council should focus on creating a high-quality workplace that benefits 
both employees and the organization. Pfeffer (1998) in The Human Equation emphasizes that a quality 
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workplace includes decentralized decision-making, strong job security, extensive training, competitive 
salaries, and fair performance evaluations. The organization can enhance employee satisfaction and drive 
long-term success by considering these aspects. However, this research has some limitations regarding the 
respondents who are the employees of Dungun Municipal Council. It seems that biases might occur while 
conducting the study. Therefore, hopefully, future research will be able to cover the limitation. 

Several recommendations are proposed to strengthen the accuracy, relevance, and broader 
applicability of future investigations in this domain. Firstly, it is recommended that future researchers 
employ a larger and more representative sample size that encompasses the entire population of the selected 
organization. The present study was confined to the Dungun Municipal Council, which may limit the 
generalizability of the findings. Expanding the sample to include a wider range of participants across 
various departments or even multiple municipal councils would enhance the statistical robustness and 
external validity of the research outcomes.  
Secondly, methodological refinement is essential for future studies. This study adopted a purely quantitative 
approach through the distribution of structured questionnaires. While this method is effective for capturing 
broad patterns and relationships, it may not fully capture the nuanced perspectives of participants. 
Therefore, incorporating qualitative methods, such as semi-structured interviews or focus group 
discussions, could provide deeper insights into the lived experiences, motivations, and perceptions of 
employees. Integrating mixed methods would allow researchers to triangulate data, enriching the 
interpretive depth and contextual understanding of the phenomena under investigation. 
Lastly, the organizational context should be diversified in future research endeavors. As this study focused 
exclusively on a public sector institution, exploring similar constructs within private sector organizations 
is encouraged. Comparative analyses between public and private sector entities could reveal sector-specific 
differences in employee empowerment and organizational commitment. Such comparative insights would 
contribute significantly to the literature by identifying best practices and informing the development of 
tailored strategies that enhance organizational performance across various institutional settings. 
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