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Abstract. Employee in the organization always the core of the activities implemented in the company. without eng@ed
employee, organization would remain constants and there are slim chances for organization to survive in the future. Our W§r|d
has viewed the importance of employee engagement in the organization that act as energy to empower all employees to b§ost
productivity and overall performance. However, to obtain engaged employees, requires certain level of work understand:mg.
although research on employee engagement has been growing since 90's, however, little was known to study onzthe
understanding before employee could engaged. This research contributes the gap by using Socialization Theory to explainéihe
theoretical concept of employee engagement. Respondents are from selected hotel employee in northern region in Malaysia.
Findings conclude that socialization proses phase 3 which is element of acquire shows significant relationship towards emplayee
engagement of absorption and dedication (P-value< 0.05, t-value >1.645). This research is importance for researcher in the ﬁeld
of human resource to understand better on the construct of employee engagement and its antecedent.

INTRODUCTION

Employee engagement has been discussed globally in human resources context. Employee engagemer is
the essence for organization to improve and boost their performance. Recent data on employee engagement i§ at
65% on 2017, however, in 2016 the engagement level is 63% and 2015 the data is 65% [1]. Data is fluctuating, ‘and
Global engagement data is considered low in 2016 which is 63%, even though it has increases in 2017, this doesmot
guarantee that in future the level of engagement will keep increasing. Employee engagement is a critical issue &at
organization faced, it might look at is just a tiny thing, but if employee lose engagement towards organization, tfere
is so much loss that organization may get [2].
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Researchers have done the study on employee engagement as vigor, dedication and absorption [3]-[8].
Vigor is high level of energy,and have willingness to work with persistence and resilience in any difficult times,
dedication is individual is defines as a sense of significance, enthusiasm, inspiration, pride, and challenge, and
absorption is being fully concentrated and deeply engrossed in one’s work, whereby time passes quickly and has
difficulties detaching oneself from work. The definition by [3] clearly stated what it means by employee engagement.
However, there are things that need to consider before one can engage with the job which is they need to go through
socialization process which is a norm for newcomers. Employees (newcomers) are diverse in term of education
background, prior experiences and education level, and this factor can result in different time taken for engagement
to happen.
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People understands something is through getting the information given. When they understood then only
they can give commitment and comprehend the goal that they need to achieve. Somehow, the element of
understanding in employee’s work-role, organization and its environment take a lot of employee’s ability to
comprehend. Somehow, this issue of understanding in employee engagement has been neglected. This research
critiques previous research has been overlooked at this very important point.

Understanding employee’s work, skill needed in their work, understanding the environment and the people
in the organization is important because it define the level of employee engagement in organization. Dimension of
employee engagement is vigor dedication and absorption is where the state that employee is already have the degree
of engagement in their work because all of information needed to work in the organization are at their possession
otherwise they don’t engaged [9]. Current research suggest that acquire is important factor and basis for employee
engagement. Employee need to acquire these information (job description, the resources gain to complete the work
and how to perform better) so that they understand and really into their work.

Acquiring in this study will be as contributor to employee engagement. This study stress that acquire is
pertinent in employee engagement (vigor, dedication & absorption). Acquire is where the part that employee
understood their work role before gaining the drive to complete it, understood the goal of organization before they
can be dedicated, understood the working environment before they can really absorb into their work. Therefore, this
study suggested the element of acquiring will lead to employee engagement. o

O

Most of past research have done studies without looking at the year of engagement [10]-[14]. Varwus
demographic profile of respondents will be gained and one to be concerned is the years of working experience m&he
company. This would help to identify the degree of engagement in the organization between senior worker gnd
junior worker. The probability is where senior worker might have high score of acquire and the junior worker mght
have low score. Therefore, if they have the low score, logically for score absorption they should scoreless. If they
don’t acquire the job itself, they might don’t understand their work and would be less absorption of their work.

SOCIALIZATION THEORY

Furthermore, as describe in Socialization Process Model by Danial Feldman, Phase 3 is a state whgre
change and acquisition happened. It requires employee to master important task and roles and to adjust to their wgrk
group’s value and norm. Socialization Process is meant for new employee to adapt with the culture of §he
organization. Phase 1 is anticipatory socialization Process where it happened before joining the companyg it
represents the information that individual has learned before entering the organization, while phase 2 is where v@ue
and attitude start to shift as the new recruiter. As Socialization Model, mention that the important of employeg to
reach the Phase 3 to become part of the organization and engaged with the job. To take up the until stage thre€ at
least one year. Moreover, according to Employment Act 1955 in Malaysia, the probation period can start at th}’ee
months and maximum can be up to two years. The Probation period is to make sure that employee can adapt \mth
the work and be able to deliver the job. Therefore, in employee engagement, the years of working experience shoglld
be considered in employee engagement and at least 2 years of working experienced. [15] mention that first 2 y@rs
where engagement happen, therefore element of acquire is needed for engagement to happen. Therefore, dhe
hypothesis testing of this study will be:
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H1: there is significant relationship between acquire and vigor
H2: there is significant relationship between acquire and dedication
H3: there is significant relationship between acquire and absorption
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METHODOLOGY

This research using a quantitative approach where the data obtain using the questionnaire adopt and adapt
from previous literature. To measure the element of acquire Task Socialization adapted from [16] and Utrecht Work
Engagement Scale (UWES-17) to obtain the data for engagement which is vigor, dedication and absorption. All
were using 5-point Likert scale. Respondents were selected from the private sector specifically in selected Four-Star
Hotel In Malaysia, and one of the demographic profile obtained was the year of working experience in the current
organization. Newcomer and senior worker will be determined as according to less than two years and more than
two years of working experience. Data were gathered and analyse using PLS 3.0.

FINDINGS
TABLE 1. Experience and Engagement Level
Years of Experience Moderate Engagement High Engagement Level
Less than 2 years 26.2% 10.0%
More than 2 years 20.1% 43.7%
Total 46.3% 53.7%
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Table 1 explains the percentage of engagement level according to years of experience. This result sh@/vs
that the engagement level of senior worker is better than junior worker who have less than two years of worléng
experience. Further investigation of relationship of acquire and engagement (vigor, dedication & absorption) wilEbe
analyzed below according to measurement model and structural model. ]
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FIGURE 1. Measurement Model
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According to Figure 1, explain the model using PLS where the loading of latent variables must be >0.4 [17].
However, for latent variable of absorption and dedication there are loadings that not pass the minimum standard for
indicator V10 (0.237) and V17 (0.220). while the composite reliability value for Acquire (0.859), Vigor (0.944),
dedication (0.873) after deleted value V10 CR=0.923. and absorption (0.785) after deleted value V17 CR=0.819.
Average Variance Extracted (AVE) show at satisfactory level which is more than 0.5. Meanwhile Fornell Lacker
Criterion and Discriminant Validity were tests to check all constructs show differently from one another. This
measurement test was pass and proceed to the next which is structural model.
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Structural model, test by first searching the VIF value where the latent variables explain that the value is
between the range of 5 and 3.3, indicating no multicollinearity is concerned. Path coefficient was test, refer table 2.

TABLE 2. Path Coefficient

Original sample Sample Mean Standard T statistic P Values
(M) Deviation
(STDEV)
Acquire> 0.847 0.859 0.109 7.778 0.000
Absorption
Acquire> 0.601 0.609 0.276 2.179 0.015
Dedication
Acquire=> Vigor 0.434 0.331 0.486 0.893 0.186

Looking at independent variable to predict the dependent variables, element of acquire has most
significant impact on absorption (0.847, p< 0.05) and dedication (0.601, p< 0.05) while acquire with vigor
there is no significant impact (p value > 0.05).

TABLE 3. Hypotheses testing

o

2

Original sample T value R2 F2 Q2 Decision §—,

Relationship g
H3:Acquire> 0.847 7.778 0.718 2.548 0.189 Supported §
Absorption =
H2:Acquire> 0.601 2.197 0.361 0.566 0.184 Supported %
Dedication e
H1:Acquire> 0.434 0.893 0.188 0.232 0.086 Rejected 2
Vigor &

Table 3 explain the hypothesis testing using bootstrapping, results indicate that the value must be > 1.&745,
however, relationship of acquire to employee engagement of vigor does not show significant relationship Iike:ﬁhe
other two hypotheses above. The R2 value of relationship Acquire = Absorption is 0.718 indicating as substargial
and Acquire ->Dedication (0.361) Moderate coefficient of determination. While effect size (f2) of both H3 and§—|2
show significant large effect size. Lastly, both H3 and H2 show moderate of predictive relevance over emplayee
engagement of absorption(Q2=0.189) and dedication (Q2=0.186). This explain that the element of acquire gi¥es
significant influence toward engagement of absorption and dedication. It is proof by the theory of socializaﬁon
where employee need reach phase three and then only they will perform in their job.

CONCLUSION

This research concludes that in socialization process the element of acquire is important in determirhjng
Employee engagement. This research helps other researcher in the same area to study more detail on the factor that
lead to employee engagement. Management from the hotel industry can give comprehensive orientation towagds
newcomer, as socialization phase three has proven that it will influence on employee engagement (absorption @and
dedication). Indeed, it is proven that employees who have experiences more than 2 years show high engagement
level compare to new comer. Meanwhile, data from this study cannot be generalized to the services industry in hotel
sector in Malaysia as it only measures selected hotel industry in the northern part. However future research might
want to consider this questions for large scale respondents and to see the relationship towards employee engagement
(vigor, dedication & absorption).
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