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ABSTRACT 

The level of employee engagement affects job performance significantly. It 

relates to an employee it can significantly affect how successful they are in their 

position. Employee engagement is a measure of how invested and committed an 

employee is to their work and their organization. Engagement is frequently considered 

a crucial element in evaluating job performance as employees who are engaged tend 

to demonstrate higher levels of motivation, productivity, and dedication towards 

achieving their objectives. In these studies, had shown that engaged employees tend to 

have better job performance, higher levels of job performance, and lower turnover 

rates. The main objective of this study is to explore the correlation between employee 

engagement and job performance among academic staff at Kurdistan Technical 

Institute. However, by distributing questionnaires, data were collected from 52 

academic staff in KTI, the relationship between both of the variables is positive. 
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CHAPTER 1  

 

 

INTRODUCTION 

1.1 Introduction 

This study seeks to analyze the relationship between employee engagement 

and job performance. An overview of the entire research is provided in this chapter. 

This chapter provides information about the study's background and how the 

investigation will be conducted. It also covers the thesis arrangement, problem 

statement, research questions, study objectives, study significance, and the study's 

scope. This study aims to see if there is a link between employee engagement and job 

performance. 

1.2 Background of the Study 

This research aims to investigate the correlation between employee 

engagement and job performance of academic staff at Kurdistan Technical Institute. 

Employee engagement refers to a positive attitude towards the organization and its 

values, as defined by Macey and Schneider (2008). When employees are engaged, they 

possess a clear understanding of the company's objectives and collaborate with their 

colleagues to enhance their performance. It is crucial for businesses to establish mutual 

engagement between employers and employees to foster engagement, as emphasized 

by Robinson, Perryman, and Hayday (2004). Empirical research suggests that 

companies with high employee engagement are more likely to surpass industry 

average revenue growth, as noted by Ellis and Sorensen (2007). In fact, studies indicate 

that organizations experiencing double-digit growth typically exhibit higher levels of 

employee engagement. Job performance, according to Motowidlo (2003), denotes the 

value that an individual's conduct contributes to the organization over a specific period. 

Moreover, Norman (2013) defines job performance as the observable and measurable 

actions of individuals that support the attainment of the company's objectives. 
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1.3 Problem Statement 

It will affect the academic staff, if the employees are engaged, they will 

perform better when they face an issue in the organization at that time, they will able 

to know whether they are engaged or not. The manger or leaders also needs to help 

the employees when they face an issue. When employees are engaged, they are more 

committed to their work and the organization's goals, which can lead to improved job 

performance. Engaged employees are also more likely to go above and beyond their 

job requirements, take on additional responsibilities, and strive for excellence. 

Employee engagement has become a critical factor for organizational success, 

as it contributes to increased job satisfaction, reduced absenteeism, and higher 

productivity levels among employees. Despite the recognition of the benefits of 

employee engagement, there is still limited research on the relationship between 

employee engagement and job performance, particularly among academic staff. This 

gap in knowledge presents a challenge for organizations seeking to improve employee 

engagement and ultimately enhance job performance. Therefore, this study aims to 

address this gap in research by exploring the relationship between employee 

engagement and job performance among academic staff at Kurdistan Technical 

Institute. The findings of this study will provide insights into the factors that drive 

employee engagement and help organizations develop effective strategies to enhance 

job performance among their workforce. 

According to a study by (Xu, Wang, Wang, & Liu, 2011) The problem 

statement based on this study could be: Despite the evidence that employee 

engagement is positively associated with job performance. This disengagement is 

leading to low levels of job performance, The organization is looking for an effective 

approach to increase employee engagement and improve job performance, in order to 

enhance productivity and reduce turnover rates, which ultimately will impact 

positively on the organization 
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1.4 Research Questions 

To determine to level of employee engagement. 

To evaluate to level of job performance. 

To investigate the connection between employee engagement and job performance. 

1.5 Research Objectives 

The objectives of the research are : 

(a) What the level of employee engagement ?  

(b) What the level of job performance? 

(c) What connection exists between employee engagement and job performance? 

1.6 Scope of Study 

 This study is being conducted to identify the relationship between 

employee engagement and job performance. This study will be conducted 

among academic staff in Kurdistan Technical Institute. The sampling scope of 

the respondent in this study is academic staff in the Kurdistan Technical 

Institute (KTI). The variable ranges of this study are employee engagement and 

job performance. The Independent variable in this study is employee 

engagement, measured by a questionnaire adapted from (Aon Hewitt, 2013) 

which elements are seen to contribute to the concept of employee engagement. 

It is a cross-sectional quantitative study because self-administrated 

questionnaires will be used. 

1.7 Significance of the study 

This study aims to investigate the employee engagement and job performance 

of KTI to obtain information and insights for the research. Through this study, 

employees will gain a deeper understanding of the relationship between engagement 

and job performance. The findings of this research are expected to encourage academic 
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employees to become more interested and engaged in their work, ultimately benefiting 

KTI. 

Furthermore, the study is anticipated to benefit KTI by enhancing employee 

engagement and job performance, both of which are critical for organizational success. 

Engaged and committed employees tend to perform better and contribute to high levels 

of productivity. 

Finally, the study is expected to be advantageous for academic staff as it allows 

them to evaluate themselves and identify areas for improvement. The results of this 

research can be used to develop programs and initiatives that promote employee 

engagement and job performance. Ignoring employee engagement and performance 

can hinder managers' ability to assess and improve their staff. 
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CHAPTER 2  

 

 

LITERATURE REVIEW 

2.1 Introduction 

This chapter will review some studies related to employee engagement and job 

performance. The theories and concepts relating to the relationship between employee 

engagement and job performance are covered in this section. This chapter also includes 

the diagram of the research framework that this study generated. 

2.2 Discussion of the Independent Variables (IV) 

According to (Peter G. Furst, 2018), Employee engagement helps an 

organization develop better in the performance field, from the process to the outcome. 

The actions and performance of engaged employees can positively affect the 

organization. They are the ones who believe in the organization, keep developing them 

to make things better, identify with the organization, can be relied upon when things 

get hard, and see the organization’s importance the same way as they see themselves. 

In the report about employee engagement in (2010 Ashish Arora), during the economic 

challenge times, the organizations with high levels of engagement of sixty-five percent 

or higher “outperformed the total stock market index and posted total shareholder 

returns that were twenty-two percent higher than average. On the other hand, the 

organizations with low engagement (forty-five percent or less) had a total shareholder 

return that was twenty-eight percent below average”. (MacPherson, 2013, p. 3) 

Consequently, employee engagement not only helps the organization achieve the best 

outcomes in business but also retains the best place to work and increases employee 

retention. 
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2.2.1 Employee Engagement Theory  

In contemporary research on employee engagement, the social exchange 

theory (SET) is the most generally acknowledged and applied theory (Blau, 2017; 

DeLamater & Ward, 2013; 1987; Homans, 1961). People make social decisions based 

on perceived costs and reciprocal benefits, which is the fundamental tenet of SET. It 

contends that employees will be encouraged to participate in their work when 

employment is based on a just and equitable exchange system. In conclusion, the SET 

theoretical underpinning explains why employees engage in their work more or less, 

either favorably or unfavorably, depending on the financial and emotional resources 

received from their organization or even choose to stay with it (Maha Ahmed Zaki 

Dajani vol. 3, no. 5.2015). 

2.2.2 Gallup Employee Engagement Model 

According to (Gallup, 2018). The mission of the Gallup Employee 

Engagement Model is to identify a precise method for calculating employee 

engagement inside a business. This concept is beneficial in scenarios when managers 

and their teams may stand to improve. Gallup created a pyramid-based methodology 

that employs survey questions to determine whether an employee's needs for 

performance improvement are satisfied to accurately measure employee engagement. 

The pyramid stages—essential, individual, teamwork, and growth—provide a 

structure for managers to offer support and development for team members. In order 

to identify the essential components of employee engagement, managers that use this 

methodology first ask employees to take a survey. 

2.2.3 Kahn’s Model of Employee Engagement 

After doing research that led him to theorize that meaningfulness, safety, and 

ability directly impact an employee's ability to perform at their best, psychologist 

William Kahn created Kahn's Model of Employee Engagement. According to the 

framework for this model, there will be a rise in engagement if an employee finds their 

work meaningful, feels comfortable in the workplace, and can fulfill their maximum 

mental and physical potential at that particular time. Implementing physical 

engagement, cognitive engagement, and emotional engagement are prioritized in 
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Khan's core beliefs and tactics. This kind of concept is helpful in organizations 

searching for methods to increase employee cohort motivation. (Kahn, 1990) 

2.2.4 The Zinger Model 

The Zinger model of employee engagement (Zinger, 2009). The employee 

engagement model developed by David Zinger has a pyramidal design. It highlights 

the significance of employee needs, such as well-being and meaningful work, and the 

necessity of starting with outcomes before moving on to employee engagement. Every 

"building block" of the pyramid represents a step that needs to be taken to promote 

engagement at work. 

2.3 Discussion of the Dedependent Variables (IV) 

Since employees are inextricably linked to all forms of organizational support 

in their everyday work, there are comparatively more studies on the influence of 

perceived organizational support on job performance than on the impact of external 

resources (Lee et al., 2021). 

2.3.1 Job Performance Theories 

Campbell (2012) amended Campbell et al. (1993) to depict a consensual latent 

structure that is specified as precisely as feasible in light of what has occurred since 

the late 1980s up to the present. Even though it makes things sound less fascinating, 

the goal was to employ as few ambiguous abstractions as possible. The following are 

claimed to be the three fundamental substantive factors of individual performance in a 

work role: 1. Technical aptitude: Virtually all jobs or labor responsibilities have 

technological performance criteria, which all models acknowledge. These 

specifications may differ depending on the relevant field (for example, operating a car 

versus analyzing data) and the amount of complexity or difficulty within the field 

(driving a taxi versus driving a jetliner, tabulating sales frequencies versus modeling 

institutional investment strategies). According to Wisecarver et al. (2007), this element 

should also consider what they refer to as essential interpersonal tasks, such as 

interacting with patients, vendors, consumers, or other community members. These 
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tasks are frequently referred to as customer service. They are just as technically 

complex as maintaining machinery. This dimension has many sub-factors, and the 

domain can be divided into wide or narrow slices. 2. Communication: Only the 

Campbell et al. (1993) model isolated communication as a distinct dimension; 

otherwise, it is a subfactor in almost all other models. It speaks to the ability to 

effectively communicate organized, transparent, intelligible, and persuasive 

information. It is not restricted to formal communication and is distinct from subject 

matter expertise. Oral and written communications are the two main sub-factors, and 

their weights might differ significantly between job roles. 3. Initiative, perseverance, 

and effort: This element was first identified in the literature on contextual performance, 

management performance, and organizational commitment, where it was known as 

conscientious initiative. The factor model for Project A included it as well.  This 

factor must consist of observable actions to meet the performance definition used in 

this article. As a result, it is frequently defined as putting in extra time, taking on more 

responsibility, going above and beyond what is expected of them, or working in 

difficult or dangerous circumstances. Frese (2008) refers to these behaviors as "active 

performance." 

2.4 Previous Studies 

 

2.4.1 Employee Engagement  

Engagement is good for the employees. In the traditional way of working for 

many years, employers are supposed to be responsible for creating a working 

environment, setting expectations, and ensuring that the job itself is attractive and 

challenging for their employees. Recently, this perception has changed in the way that 

employees are wondering how they can challenge and develop themselves in a 

particular environment. Employees want to take part in the process of developing their 

values, goals, and career development. (MacPherson, 2013, p. 5) Engagement provides 

the opportunity to improve the employees' ability in their work and to invest and 

develop themselves with the organization's value. "The combination of employing and 

expressing a person's preferred self-yields behaviors that bring alive the relation of self 

to role" (Markwich & Robertson-Smith, 2009, p. 21). 
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Not only does high employee engagement increase focus and efficiency, but it 

also decreases rates of absenteeism. Because engaged employees care about what they 

do, they recognize the importance of their effort in contributing to the success of their 

employer. This means that employees consistently turn up to work and work well while 

they are there (Nahrgang, Morgeson & Hofman, 2011) 

 

A support work environment with employees' needs, such as information or 

knowledge they need for job aid employees for focused work, is considered to be the 

critical determinant of employee engagement." (Juan et al., 2016, p. 131) 

Unengaged workers decide to remain for various reasons, including financial 

gain, job prospects, security, stability, familiarity, pleasant working environment, or 

even hesitation and unwillingness to change occupations. Being disengaged does not 

imply a lack of dedication but rather a devotion to the wrong things, which helps to 

skew the company's engagement rate. (2012) Rice, Marlow, and March) Unengaged 

personnel risk the organization because they need more motivation to stick around, 

contribute, and work hard for the company's success. 

2.4.2 Job Performance  

According to Danni White (2019), given the importance of job performance in 

companies, it is evident that measuring individual performance should accurately and 

validly reflect job performance. In this way, authoritative performance lists are high 

when it inspires workers to have positive states of mind. The immediate result of 

representative participation was work performance and authoritative performance 

(Imran, Arif, Cheema, & Azeem, 2014). 

Since employee performance is vital to enterprises, managers should consider 

enhancing employee performance by enticing employees to carry out their jobs and 

duties as effectively and efficiently as possible. As a result, motivation in the 

workplace is crucial and essential since it has the potential to alter employees' behavior 

for the better. Because of this, many managers think that by cultivating an environment 

where people are engaged at work, their firms will make great strides forward. Tasks, 

in-role, contextual, and extra-role performances all fall under the category of job 
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performance. Task-related behaviors that an employee may control are included in 

their performance at work. For this study, job performance and employee engagement 

are related. (Asian Social Science; Vol. 9, No. 9; 2013). 

 

2.4.3 Relationship Between Employee Engagement and Job Performance 

Workplace performance and employee engagement are closely related. 

Engaged individuals are more likely to perform well, whereas disengaged employees 

are more likely to perform poorly. Job performance is significantly influenced by 

employee engagement. According to a survey by the Society for Human Resource 

Management, employees who are engaged are more likely to be great achievers, have 

higher attendance, and remain with their company longer. Organizations can promote 

employee engagement by offering opportunities for meaningful work experiences, 

providing career development opportunities, encouraging open lines of 

communication between management and staff, fostering teamwork and collaboration 

across departments, and recognizing both significant and minor accomplishments. 

Organizations may establish an environment where workers feel inspired to do their 

best work every day by taking these actions. Bakker and Demerouti (2008) explain 

that engaged employees perform better than those who are not because they are 

emotionally more positive (happy, joyful, and enthusiastic) and enjoy better health. 

Besides, engaged employees have the personal and job resources to motivate them to 

perform. According to Borman and Motowidlo (1997), job performance consists of 

task or in-role behavior and contextual or extra-role behavior. 

The relationship between job performance and employee engagement is 

influenced by loyalty to the company. A sense of significance, passion, inspiration, 

pride, and challenge are all characteristics of dedication. Last but not least, absorption 

is characterized by complete focus on, immersion in, and difficulty disengaging from 

one's activity. According to Bakker (2009), there are four possible explanations for 

why engaged employees outperform non-engaged ones.  

First, motivated workers would feel good feelings like joy and enthusiasm, 

which would help to explain why they are more productive.  
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Second, more technically resourceful workers would be healthier because they 

would have more of them. People may work more effectively if they put their 

resources, energy, and abilities into it. 

Third, engaged employees are more productive because they can develop and 

utilize their own resources.  

Fourth, motivated personnel will spread their enthusiasm to their coworkers, 

improving team performance. This study's primary goal is to provide light on 

engagement's role in the connections between job success and engagement.  

Job performance is defined here as the total added value—financial or 

otherwise—that employees contribute to achieving the specified organizational goals 

directly and indirectly. Employee involvement has been linked to improved 

organizational performance measures, including Employee engagement, performance, 

absenteeism, organizational commitment, and security. Employee engagement 

improves an organization's overall performance, from the process to the result. Positive 

organizational effects may result from the engaged employees' performance and 

activities. They are the ones who have faith in the organization, work to improve 

themselves, identify with the organization, can be counted on when times are tough, 

and recognize the organization's significance in the same sense that they see it. 

(MacPherson, 2013, p.3) 

 

2.5 Research Framework 

This worked as research on how academic staff members' job performance and 

employee engagement relate to one another. Employee engagement functioned as the 

independent variable in this study, and job performance functioned as the dependent 

variable. 

  

 

 

 

Figure 2.1 IV / DV 
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 An effective employee engagement strategy not only improves “job 

performance” but also fosters a sense of community and commitment among 

employees. When employees feel positively and effectively engaged, they develop an 

emotional connection with their organization, which in turn affects their behavior 

towards their colleagues and the organization's clients. This leads to improved 

customer service and performance (Sahoo & Mishra, 2019). Additionally, businesses 

with high levels of employee engagement tend to have lower turnover, absenteeism, 

and incidents of theft and defects. This leads to improved quality, increased safety, and 

higher profitability (Sense, 2022). Businesses with high employee engagement rates 

do better than their peers across the board. 

2.6 Summary 

Based on a review of previous studies, this chapter's analysis of employee 

engagement and job performance comes to a close. The theoretical model and a 

comprehensive description of this study's dependent and independent variables are 

also included in this literature review. The effects of earlier research on employee 

engagement and job performance are also discussed in this chapter. In addition, the 

knowledge acquired through theories and models is crucial for the research. The 

conceptual framework was built from earlier research to provide a perspective on the 

current study. “Last but not least” this chapter is crucial for learning about the 

connection between employee engagement and job performance. 
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CHAPTER 3  

 

 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter discussed the method and procedures of the research used in this 

study. The research design, population and sampling, data collection method, research 

instrument, pilot study, and data analysis method will be discussed.   

3.2 Research Design 

The research design is referred to as the strategic plan to collect all the data and 

information required to address the study's research objectives and research questions. 

The goal of the research design in this study is to ensure that the data collected can be 

used in the future to as clearly answer the research questions as feasible. According to 

the study's research question, the researcher is trying to find the relationship between 

academic staff members among lectures, Employee Engagement, and Job 

Performance. In order to respond to the questions, a cross-sectional quantitative study 

method will be used with questionnaires to assess the relationship between academic 

staff members' employee engagement and job performance. 

The academic staff of Kurdistan Technical Institutes will receive the 

questionnaires. The questionnaires will be divided into three sections: demographics, 

employee engagement, and job performance. The respondents are required to provide 

a 5-Likert scale response to each question. 

The questionnaires used to measure employee engagement are job performance among 

KTI academic staff. The purpose of the surveys was to examine the academic staff. 
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3.3 Population and sampling 

The population of this study will be academically staff members at KTI in 

Sulaymaniyah. The total number of populations of Kurdistan Technical Institutes is 60 

From the total population, 52 of sample is Convenience sampling is a non-probability 

sampling method used in this research. It involves selecting individuals or elements 

from a population based on their convenient availability or accessibility to the 

researcher. In other words, participants are chosen based on their easy accessibility 

rather than through a random or systematic approach. This method is often used in 

preliminary or exploratory studies, pilot studies, or situations where time, budget, or 

resources are limited., as recommended by Ghauri and Gronhaug (2005). 

3.4 Data Collection Method 

Data collection is gathering facts or materials for the study's continued 

investigation. In order to collect the quantitative data for this study, questionnaires 

were distributed and used to collect quantitative data. For this project, a questionnaire 

will be employed as the main data collection method. Primary data are gathered to 

respond to this study's research questions (Khadija Sitter, April 2020). Employee 

engagement and job performance are the two variables measured by the questionnaire 

used in this research. 

3.5 Research Instrument  

According to (Fraenkel & Wallen, 2009), Research instruments are equipment 

created to gather the information required to support or address the research questions. 

Questionnaires are the research instrument used to gather the data required for this 

study. A questionnaire is referred to as an "email " tool since it contains a variety of 

sets of questions from which the researcher may determine each respondent's opinion. 

A research instrument is a tool that helps researchers develop procedures for gathering 

data by providing answers to their research questions. Three factors comprise the study 

question: the first focuses with demographics; the second with employee engagement; 

and the third with job performance. 
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3.5.1 Section A: Demographic Information 

The information in the demographic section relates to the respondents' 

genetic show and social background. The objective of this section is to gather 

information about the respondents. This section contains background information, 

such as gender, age, location, education, and work experience. 

3.5.2 Section B: Employee Engagement  

Questionnaires measuring the level of employee engagement among academic 

staff are found in section B. Strongly disagree is indicated by one, while strongly agree 

is shown by 5. The respondent would Items in this section have been taken from (Aon 

Hewitt, 2013). This part, which consists of Employee Engagement consists of 11 

items, uses a five-point scale from 1 to 5 to measure employee engagement. be asked 

to rank their opinions according to the question posed. The five-point Likert scale used 

to measure employee engagement among respondents is shown in Table 3.1(Pritha 

Bhandari , 2022) and Table 3.2, the dimension and items (Aon Hewitt, 2013). 

 

Table 3.1 : Likert Scale - (Pritha Bhandari , 2022) 

Likert Scale The level of employee engagement 

1 Strongly Disagree 

2 Disagree 

3 Neutral 

4 Agree 

5 Strongly Agree 

 

Table 3.2: The Dimension and Items (Aon Hewitt, 2013) 

Dimension Items 

Employee Engagement  1. I am pleased to have career 

advancement opportunities 

available to me in the 

organization. 

2. I am satisfied with the 

opportunities available in the 

https://www.scribbr.com/author/pritha/
https://www.scribbr.com/author/pritha/
https://www.scribbr.com/author/pritha/
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organization to utilize my skills 

and talents. 

3. I feel like going to work every 

morning. 

4. I keep working with the goal of 

my organization. 

5. I feel that my work is full of 

significance and purpose. 

6. I feel very happy when I work 

7. I feel proud of my work. 

8. I forget everything else while 

working. 

9. I work with full focus. 

10. After finishing my work, I feel 

tired. 

11. I see the value of my work. 

 

 

3.5.3 Section C: Job Performance 

 Questionnaires measuring the level of job performance among academic staff 

are found in section C. Items in this section have been taken from in (Queiroga, 2009). 

This part, which consists of job performance consists of 8 items, uses a five-point scale 

from 1 to 5 to measure job performance. Strongly disagree is indicated by one, while 

strongly agree is shown by 5. The respondent would be asked to rank their opinions 

according to the question posed. The five-point Likert scale used to measure job 

performance among respondents is shown in Table 3.3 (Jared Cornell 2022) and Table 

3.4, the dimension and items (Queiroga, 2009). 

 

Table 3.3: Likert Scale (Jared Cornell 2022) 

Likert Scale The level of Job Performance 

1 Strongly Disagree 
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2 Disagree 

3 Neutral 

4 Agree 

5 Strongly Agree 

 

Table 3.4: The Dimension and Items in (Queiroga, 2009) 

Dimension Items 

Job Performance  1. I perform hard tasks properly. 

2. I plan the execution of my job by 

defining actions, deadlines and 

priorities. 

3. I plan actions according to my 

tasks and organizational routines. 

4. I try to update my technical 

knowledge to do my job. 

5. I execute my tasks foreseeing 

there. 

6. I take initiatives to improve my 

results at work.  

7. I work hard to do the tasks 

designated to me. 

8. I seize opportunities that can 

improve my results at work. 

 

 

3.6 Pilot Study  

A crucial element of the research process is the pilot study. Before the primary 

research is undertaken, it can assist in identifying design difficulties and assessing the 
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feasibility, practicability, resources, time, and cost of a project. Pilot research has been 

carried out to assess the reliability and validity of the instruments being employed. 

During this time, it's crucial to identify any deficiencies or defects in the instruments 

used in the actual study in order to ensure that they are successful and useful. Within 

this research, a total of 15 academic staff members, were chosen to participate in the 

pilot study as respondents. The employee engagement questionnaire and job 

performance questionnaire were both examined throughout the pilot study. 

By comparing the items to a determined Cronbach's Alpha score using SPSS, 

the validity of this study was evaluated. The range of Cronbach's Alpha values is 0 to 

1. Cronbach's Alpha is regarded as being extremely dependable if its value is near to 

1. Table 3.5 following displays the table for Cronbach's Alpha for internal consistency: 

Table 3.5: The Value of Cronbach’s Alpha and Internal Consistency (Alhozi et al, 

2021) 

Cronbach’ s alpha value (α) Internal consistency 

α ≥ 0.9 Excellent 

0.9 > α ≥ 0.8 Good 

0.8 > α ≥ 0.7 Acceptable 

0.7 > α ≥ 0.6 Questionable 

 

The pilot study has been done among 15 respondents in academic staff in 

anther institute. The result of the pilot study is shown in Table 3.6 below. Both 

Cronbach’s Alpha value showed that the questionnaires of employee engagement and 

job performance.  

Table 3.6: Result of Pilot Study 

Section Dimension No of Questions Cronbach’s Alpha 

B Employee Engagement 11 0.912 

C Job Performance 8 0.804 
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3.7 Data Analysis Method 

The Statistical Package for Social Science (SPSS) program will be used to 

analyze the collected data. To analyze and organize the acquired raw data in a way that 

could aid in addressing the previously specified study questions, SPSS is employed. 

Both descriptive and inferential analysis will be used to investigate and analyze the 

connection between employee engagement and job performance. This study aims to 

determine the connection between an academic member of staff engagement and job 

performance in Kurdistan technical institutes. Descriptive statistics will be employed 

to measure respondents' employee engagement and job performance. The mean score, 

percentage, and frequency are used to present the results of the descriptive statistics. 

Additionally, the Pearson (r) correlation inferential statistic will examine the 

connection between employee engagement and job performance. 

Table 3.7 : Data analysis method for Research objectives 

 

Research 

Objective 

To determine to level 

of employee 

engagement. 

To evaluate to level 

of job performance. 

To investigate the 

connection between 

employee 

engagement and job 

performance. 

Instrument Employee 

Engagement 

questionnaire. 

Job Performance 

questionnaire. 

Employee 

Engagement and job 

performance 

questionnaire. 

 

Analysis 

Method 

Descriptive analysis 

(Mean, Standard 

deviation, 

Percentages). 

Descriptive analysis 

(Mean, Standard 

deviation, 

Percentages). 

Inferential analysis 

person correlations. 
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3.7.1 Descriptive Analysis 

This study will employ mean, percentage, and frequency as the descriptive 

analysis. Data gathered in Sections A, B, and C for each item will be analyzed using 

descriptive analysis.  

Section A of the study will focus on gathering demographic information about 

the respondents. This section aims to provide a general understanding of the 

characteristics of the population being studied. 

Section B will focus on employee engagement. It will collect data on the 

respondents' level of engagement with their work, including factors such as their 

motivation, commitment, and involvement. This section aims to understand the extent 

to which the respondents are engaged with their work and the factors that contribute 

to their engagement. 

Section C will focus on job performance. It will gather data on the respondents' 

level of job performance, including factors such as their productivity, quality of work, 

and ability to meet job requirements. This section aims to understand the extent to 

which the respondents are performing well in their jobs and the factors that contribute 

to their performance. 

To analyze the data collected from these sections, mean scores, percentages, 

and frequencies will be calculated from the data. These analyses will provide an overall 

understanding of the level of job performance and employee engagement among the 

respondents. Additionally, the Pearson correlation coefficient will be used as an 

inferential statistic to evaluate the correlation between employee engagement and 

job performance. The range value is divided into low, medium, and high categories. 

The level for each research dimension will be determined by computing the mean score 

ratio, displayed in Tables 3.7 and 3.8. The mean score's calculation and distribution 

are displayed below: 

Level= Highest mean score−Lowest mean score 

Total Number of Level 
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Table 3.8 : The level of Employee Engagement among Academic Staff (Lawrence 

Barker 2022) 

The mean score Level 

1.00 – 2.33 Low 

2.34 – 3.67 Moderate 

3.68 – 5.00 High  

 

 

Table 3.9: The level of Job Performance among Academic Staff (Mukinin and Hidayat 

2013) 

The mean score Level 

1.00-2.33 Low 

2.34 – 3.67 Moderate 

3.68 – 5.00 High 

 

3.7.2 Inferential Statistic 

This study uses inferential statistics to analyze relationships, assess differences, 

and make predictions. The Correlation inferential statistic will be used in this research 

to examine the relationship between employee engagement and job performance 

among academic staff members. The correlation coefficient (r) will show if the 

independent and dependent variables have a strong or weak relationship. A 

significance level of p ≤ 0.05 was used to demonstrate a relationship via the correlation 

coefficient (r). A positive or negative link between two variables is possible. 

Table 3.10: Interpretation of Correlation Coefficient 

Correlation Coefficients Interpretation Correlation 

0.90 – 1.00 Very High Relationship 

0.70 – 0.89 High Relationship 

0.50 – 0.69 Medium Relationship 

0.30 – 0.49 Low Relationship 

0.10 – 0.29 Very Low Relationship 

0.00-0.09 No Relationship 
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3.8 Summery  

In conclusion, this chapter covered the research design, population, sampling 

used, the tools employed, and the data collection technique. Before giving it to the 

sample, its validity and reliability will be verified. The method of data analysis has 

also been explained. Also, this study used a quantitative method design and a simple 

random sampling method. 
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CHAPTER 4  

 

 

DATA ANALYSIS AND RESULTS 

4.1 Introduction 

This chapter focuses on presenting the findings of the research, which involved 

analyzing the data using the Statistical Package for the Social Sciences (SPSS). The 

analysis included generating frequency analysis tables for demographic data, 

conducting reliability tests, performing mean score analysis to assess employee 

engagement and job performance, and conducting correlation analysis to explore the 

relationship between the independent and dependent variables of the study. The 

questionnaires from academic staff at KTI were utilized for this analysis. 

4.2 Respondents’ Feedback 

This research involved a population of 60 individuals, from which a sample of 

52 participants was selected using a random number generator. A total of 60 

questionnaires were distributed to the selected sample. Out of the 60 questionnaires 

distributed, 56 were returned, and ultimately 52 of them were consider suitable for 

analysis. The number of questionnaires that were completed and accepted for this 

study are shown in Table 4.1. 

 

Table 111: Summary of Respondents’ Feedback 

Number of 

questionnaires 

distributed 

Number of 

questionnaires 

returned 

Number of 

questionnaires 

accepted 

Percentage (%) 

60 56 52 52% 

 



24 

4.3 Respondents’ Demographic Analysis  

This research’s data consists of 52 academic staff from KTI in Sulaymaniyah. 

Based on Part A in the questionnaire, the demographic data consists of gender, age, 

location, education and work experience.  

4.3.1 Respondents’ Gender: 

Table 4.2 displays the distribution of gender among respondents in KTI. The 

gender distribution is divided into two categories, namely male and female. According 

to the table, most of the respondents are male with (57.7%), and females representing 

(42.3%) of the total respondents (52). 

Table 122: Frequency of Respondents’ Gender  

Gender Frequency Percentage (%) 

Male  30 57.7% 

Female  22 42.3% 

Total  52  100 

 

4.3.2 Respondent’s Age: 

Table 4.3 shows the frequency of respondents’ ages. In KTI, most respondents 

are at the age of 25 until 35 which is (51.9%), followed by respondents at the age of 

35 until 45 years old which is (34.6%) while the respondents between the age of 45 

until 55 years old is (11.5%) and the respondents at the age of 55 until 65 years old is 

(2%). 

Table 133: Frequency of Respondents’ Age 

Age Frequency Percentage (%) 

25-35 years old 27 51.9% 

35-45 years old 18 34.6% 

45-55 years old 6 11.5% 

55-65 years old 1 2% 
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Total 52 100 

 

4.3.3 Respondent’s location: 

Table 4.4 shows the frequency of respondents’ location in KTI. Most academic 

staff from in Sulaymaniyah is (92.3%), and the number of academic staff is (7.7%) 

from in Erbil. 

Table 144: Frequency of Respondent’s Location 

Location Frequency Percentage (%) 

Sulaymaniyah 48 92.3% 

Erbil 4 7.7% 

Total 52 100 

 

4.3.4 Respondent’s Education:  

Table 4.5 shows the frequency of respondents’ education in KTI. (59.6%) of 

the respondents hold a master's degree, (23.1%) have a bachelor's degree, and (17.3%) 

of the respondents have a doctorate.  

Table 155: Frequency of Respondents’ Education 

Education Frequency Percentage (%) 

Master's degree 31 59.6% 

Bachelor's degree 12 23.1% 

doctorate degree 9 17.3% 

Total 52 100 

 

4.3.5 Respondent’s Work Experience:  

Table 4.5 shows the respondent work experience, (17.3%) have 1-3 years’ 

experience, (25%) have 3-6 years of experience, (30.8%) have 6-9 years of experience, 
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(23.1%) more than 9 years, (1.9%) have 20 years’ experience and (1.9%) have 23 

years’ experience.  

Table 166: Frequency Respondent’s Work Experience  

Work Experience Frequency Percentage (%) 

1 to 3 years 9 17.3% 

3 to 6 years 13 25% 

6 to 9 years 16 30.8% 

9 to 12 years 12 23.1% 

12 to 15 years 2 3.8% 

Total 52 100 

 

4.4 Descriptive Statistics (Mean Score Analysis) 

Descriptive Statistics is utilized to provide an explanation for the collected data 

and to summarize the results of the study. This analysis helps fulfill research objectives 

1 and 2 by conducting mean score analysis. A comprehensive presentation of the 

findings can be found in the subsequent subsection, providing detailed information on 

the results obtained. 

 

4.4.1 Objective 1: To determine to level of Employee Engagement among 

academic staff at KTI.  

In this research, descriptive analysis is used to show the level of Employee 

Engagement. This research uses the mean score and standard deviation to determine 

the level of Employee Engagement. 

Table 4.6 shows the level of Employee Engagement among academic staff at 

KTI. In total, the level of Employee Engagement among academic staff at KTI.  

According to (Lawrence Barker 2022) is moderate with a mean of 3.6762, All of the 

dimensions are at a moderate level. It can be seen that the Employee Engagement 

among academic staff at KTI and perceive employee engagement positively. 
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Table 177: Descriptive mean score statistic for Employee Engagement 

among academic staff at KTI. 

Descriptive statistic 

Items SD 

f 

(%) 

D 

f 

(%) 

N 

f 

(%) 

SA 

f 

(%) 

A 

f 

(%) 

Mean Std. 

Deviation 

Level 

EE1 2 

(3.8) 

3 

(5.8) 

16 

(30.8) 

25 

(48.1) 

6 

 

(11.5) 

3.5769 0.91493 High  

EE2 4 

(7.7) 

5 

(9.6) 

13 

(25.0) 

24 

(46.2) 

6 

(11.5) 

3.4423 1.07400 Moderate  

EE3 3 

(5.8) 

5 

(9.6) 

12 

(23.1) 

 

23 

(44.2) 

9 

(17.3) 

3.5769 1.07277 Moderate  

EE4 5 

(9.6) 

2 

(3.8) 

6 

(11.5) 

21 

(40.4) 

18 

(34.6) 

3.8654 1.22120 High  

EE5 2 

(3.8) 

5 

(9.6) 

9 

(17.3) 

21 

(40.4) 

15 

(28.8) 

3.8077 1.08535 High  

EE6 2 

(3.8) 

6 

(11.5) 

8 

(15.4) 

22 

(42.3) 

14 

(26.9) 

3.7692 1.09572 High  

EE7 2 

(3.8) 

3 

(5.8) 

4 

(7.7) 

21 

(40.4) 

22 

(42.3) 

4.1154 1.04138 High  

EE8 2 

(3.8) 

7 

(13.5) 

14 

(26.9) 

19 

(36.5) 

10 

(19.2) 

3.5385 1.07487 Moderate  

EE9 3 

(5.8) 

6 

(11.5) 

7 

(13.5) 

12 

(23.1) 

24 

(46.2) 

3.9231 1.26563 High  
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EE10 4 

(7.7) 

8 

(15.4) 

16 

(30.8) 

11 

(21.2) 

13 

(25.0) 

3.4038 1.24080 Moderate  

EE11 4 

(7.7) 

4 

(7.7) 

9 

(17.3) 

16 

(30.8) 

19 

(36.5) 

3.8077 1.23730 High  

TOTAL:      3.6762 0.940  

 

4.4.2 Objective 2: To evaluate to level of Job Performance among academic 

staff at KTI. 

In this research, descriptive analysis is used to show the level of 

Job Performance. This research uses the mean score and standard deviation to 

determine the level of Job Performance. 

Table 4.7 shows the level of job performance among academic staff at KTI. In 

total, the level of job performance among academic staff at KTI.  According to 

(Mukini and Hidayat 2013) is high with a mean of 3.8221 all of the dimensions are at 

a high level. It can be seen that the job performance among academic staff at KTI and 

perceive job performance positively. 

Table 188: Descriptive mean score statistic for Job Performance among academic 

staff at KTI. 

Descriptive Statistics 

Items SD 

f 

(%) 

D 

f 

(%) 

N 

f 

(%) 

SA 

f 

(%) 

A 

f 

(%) 

Mean Std. 

Deviation 

Level  

JP1 6 

(11.5) 

0 

(0.0) 

9 

(17.3) 

21 

(40.4) 

16 

(30.8) 

3.7885 1.22613 High 

JP2 4 

(7.7) 

3 

(5.8) 

6 

(11.5) 

28 

(53.8) 

11 

(21.2) 

3.7500 1.10036 High 
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JP3 2 

(3.8) 

6 

(11.5) 

8 

(15.4) 

26 

(50.0) 

10 

(19.2) 

3.6923 1.03920 High 

JP4 3 

(5.8) 

2 

(3.8) 

11 

(21.2) 

25 

(48.1) 

11 

(21.2) 

3.7500 1.02661 High 

JP5 7 

(13.5) 

7 

(13.5) 

24 

(46.9) 

14 

(26.9) 

14 

(26.9) 

3.8654 .97073 High 

JP6 3 

(5.8) 

1 

(1.9) 

10 

(19.2) 

24 

(46.2) 

14 

(26.9) 

3.8654 1.02954 High 

JP7 4 

(7.7) 

2 

(3.8) 

6 

(11.5) 

23 

(44.2) 

17 

(32.7) 

3.9038 1.14206 High 

JP8 2 

(3.8) 

3 

(5.8) 

9 

(17.3) 

19 

(36.5) 

19 

(36.5) 

3.9615 1.06571 High 

TOTAL:      3.8221 0.677  

  

 

4.4.3 Objective 3: To investigate the connection between Employee 

Engagement and Job Performance among academic staff in KTI. 

The third objective is to study the relationship between the Employee 

Engagement and Job Performance among academic staff in KTI. Table 4.8 illustrates 

the correlation analysis between the Employee Engagement and Job Performance 

among academic staff in KTI. Overall, the findings indicate that there is a positive 

relationship between the Employee Engagement and Job Performance among 

academic staff in KTI.  it is still significant because p<0.05. Therefore, the hypothesis 

is accepted. This finding shows that some of the dimension in the employee 

engagement has a highly significant relationship with job performance. 

Table 199: Correlation Analysis between the Employee Engagement and Job 

Performance 

 Employee 

Engagement 

Job 

Performance 

IV Pearson 

Correlation 

1 0.763 
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Sig. (2-tailed)  <.002 

N 52 52 

DV Pearson 

Correlation 

0.763 1 

Sig. (2-tailed) <.002  

N 52 52 

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

 

From table 4.8 the findings indicate a substantial positive link between employee 

engagement and job performance (r=0.763, p.002). Furthermore, classifies the 

association between employee engagement and job performance as high relationship 

(0.70-0.89). 

Table 2010: Regression Analysis 

Objective Regression 

Weights 

Beta 

Coefficie

nt 

R2 F P- value  

RO3 EE- JP 0.763 0.36

1 

57.50

0 

0.002 

 

4.5  Summery 

This chapter examines the results obtained from a study conducted among 

academic staff at KTI. The findings reveal a significant level of employee engagement 

and job performance among the academic staff. Additionally, the study explores the 

correlation between employee engagement and job performance in the context of 

academic staff at KTI. The results indicate a positive relationship between employee 

engagement and job performance among the academic staff at KTI. The study aimed 

to accomplish its research objectives through conducting descriptive frequency 

analysis, reliability testing, mean score analysis, and Pearson correlation analyses. The 

following is a summary of the findings: 
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Table 2111: Summary based on Objectives and its Findings 

No  Objectives Findings Interpretation 

1 To determine to 

level of employee 

engagement. 

Mean score 

is 3.6762 (3.7) 

which is 

moderate. 

The level of employee 

engagement among 

academic staff of the KTI in 

Sulaymaniyah is moderate.  

 

2 To evaluate to level 

of job performance. 

Mean score 

is 3.8221(4) 

which is high. 

The level of job 

performance among 

academic staff of the KTI in 

Sulaymaniyah is high. 

 

3 To investigate the 

connection between 

employee engagement 

and job performance. 

Correlation:  

r: 0.763 

p<0.02 

high 

correlation  

regression  

R2: 0.361 

b: 0.763 

p:0.002 

 

 

 

There is a high 

correlation between 

employee engagement and 

job performance. 

 

There is a positive 

significant relationship 

between Employee 

Engagement and Job 

Performance. 

Employee Engagement 

significantly predicted Job 

Performance. 

Employee Engagement 

able to explain 36.1% of the 

job performance. 
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CHAPTER 5  

 

 

CONCLUSION, RECOMMENDATION AND CONCLUSION 

5.1 Introduction 

This chapter will provide a thorough analysis and explanation of the data 

findings discovered by the researcher, ensuring the achievement of the objectives 

outlined in Chapter 1. Furthermore, it aims to present the results of the study and offer 

recommendations for future research regarding employee engagement and job 

performance at the KTI in Sulaymaniyah. Additionally, this chapter will encompass 

the overall conclusion of the research 

5.2 Discussion  

The data analysis discussion in this research is categorized into three main 

objectives. These objectives include determining the level of employee engagement, 

evaluating the level of job performance, and investigating the relationship between 

employee engagement and job performance among academic staff. Questionnaires 

were distributed to a total of 52 academic staff members at KTI. 

5.2.1 Objective 1: To Determine to Level of Employee Engagement Among 

Academic Staff. 

The first objective of this research is to determine to level of Employee 

Engagement among academic staff at KTI in Sulaymaniyah is moderate level. Based 

on the findings, it shows that the level of Employee Engagement among academic staff 

is moderate. Schneider, Benjamin; Macey, William H.; Barbera, Karen M.; Martin, 

Nigel (2009) discuss about there are a number of factors that contribute to the academic 

staff's moderate level of employee engagement. First of all, increased stress and 

burnout are caused by the intense workload and demanding nature of academic tasks. 

Academic employees frequently manage administrative, research, and teaching 
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responsibilities, leaving them with little free time to devote themselves totally to their 

profession. 

The second factor that can lower employee engagement in academic 

institutions is a lack of rewards and recognition. Many academic employees believe 

that their efforts and accomplishments are overlooked or undervalued. Employees may 

lose motivation and be less inclined to actively participate in their roles without 

monetary rewards or recognition. According to V. Kumar Anita Pansari (2015). Based 

on the findings, the level of employee engagement is also moderate, collaboration and 

dialogue Employee engagement may result from difficulties in academic 

environments. Teamwork and collaboration can be impeded by difficult interpersonal 

dynamics, disputes, and a lack of efficient communication channels. Academic staff's 

overall involvement could be negatively impacted if they are unable to collaborate 

effectively. 

According to research by V. Kumar Anita Pansari (2015). Academic 

institutions must take an integrated approach to dealing with these challenges. It is 

critical to have a welcoming workplace where employee contributions are valued and 

recognized. Enhancing employee engagement among academic employees involves 

encouraging open communication, offering chances for professional growth, and 

promoting work-life balance. 

Lastly, academic staff members find it challenging to maintain a healthy work-

life balance, especially during times of high workloads. Long hours and persistent 

pressure can cause exhaustion and decreased levels of engagement. Employee 

engagement can suffer when they are unable to maintain a balance between their 

personal and professional responsibilities. 
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5.2.2 Objective 2: To Evaluate to Level of Job Performance Among Academic 

Staff.  

The second objective of this research is to evaluate to level of job performance 

among academic staff in Sulaymaniyah is moderate level. Based on the findings, it 

shows that the level of level of job performance among academic staff is high. The 

research currently available, according to Lemieux et al. (2009), indicates that when 

there are good performance measures, they can increase staff productivity and improve 

match quality. keep people going and encourage them on to higher levels of 

performance. 

According to Macey and Schneider (2010) academic staff accomplish their 

jobs at a high level. Firstly, academic staff members are well educated and have 

specialized training in their professions. They succeed in their fields of specialization 

because they have completed comprehensive education and frequently hold advanced 

degrees. 

Second, academic staff members have a strong commitment to their field and 

are intensely passionate about what they do. They are motivated by a sincere desire to 

conduct research, impart knowledge, and progress education. Their dedication is 

fueled by this inner desire, which results in high levels of job performance. 

Furthermore, academic institutions frequently use strict performance 

evaluation procedures. Academic staff receives regular evaluation and is held 

accountable for their contributions to teaching, research, and administration. These 

methods of evaluation promote high levels of job performance and foster a culture of 

continuous enhancement. 

 According to Amarneh et al. (2009), find the moderate level of job 

performance because academic labor is inherently difficult to quantify, job 

performance evaluations for academic personnel are frequently given a middling 

rating. Academic staff members are involved in many different jobs, including 

teaching, research, publishing, and administrative duties, each with its own specific 
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success indicators. Due to this variation, it is difficult to construct standardized and 

objective measures to evaluate an employee's entire job performance, and the criteria 

for academic evaluation may not always be in line with the full range of their duties 

and contributions. Traditional evaluation methods frequently place more importance 

on research output and publication histories than on the effectiveness of teaching or 

other types of significant contributions, such as student mentorship or community 

involvement. 

5.2.3 Objective 3: To Investigate the Connection Between Employee  

Engagement and Job Performance Among Academic Staff. 

The third objective of this research is to investigate the connection employee 

engagement and job performance among academic staff in Sulaymaniyah. Generally, 

the finding has shown that there is a positive significant relationship between employee 

engagement and job performance. Examining the relationship between academic staff 

job performance and employee engagement finds a favorable relationship with 

important implications for organizational success. Highly engaged academic staff 

members perform better on the job, which has various advantages for both the 

individual and the institution as a whole. 

 Based on a recent work done by Alessandri, Borgogni, Schaufeli, Caprara, and 

Consiglio (2014) showed the positive relation between employee engagement and job 

performance. Academic staff employees experience a great sense of dedication, 

commitment, and passion for their jobs when they are actively involved. This higher 

level of engagement results in more drive, output, and overall job satisfaction. 

Employees who are engaged in their work are more inclined to devote time and effort 

to it, going above and beyond the call of duty to achieve excellence. 

According to Bakker et al., (2007), The positive relationship between 

employee engagement and job performance among academic staff members who are 

actively involved in their work are more likely to excite and inspire students, giving 

them an improved educational experience. They exhibit genuine enthusiasm for their 

subjects, which promotes learning and creates an enjoyable environment for the 

students. 
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 There is also positive relationship between employee engagement and job 

performance Investigating the relationship between academic staff members' 

employee engagement and job performance finds a significant and favorable 

correlation. Academic staff members who are highly engaged perform better on the 

job, which is advantageous to both the person and the institution as a whole. Academic 

institutions may establish a culture that supports quality, teamwork, and student 

achievement by encouraging employee participation. 

5.3 Limitations 

The small sample size was a possible limitation for the study of employee 

engagement and job performance among academic staff at KTI. The results might not 

have been completely representative of the overall academic staff population if the 

survey only included a small number of participants. The outcomes of the study may 

have been less generalize and reliable as a result. 

Another limitation was the reliance on questionnaires or self-report methods to 

evaluate employee engagement and job performance. Self-report assessments might 

be biased or affected by social desirability because they are subjective in nature. The 

reliability and accuracy of the data that was gathered may have been affected by this.  

The measurement methods or instruments used for evaluating employee 

engagement and job performance may also have had limitations in the research. The 

reliability and validity of the results may have been impacted if the chosen measuring 

methods were not thoroughly tested or specifically designed for the academic staff 

setting. Additionally, the study may have been constrained by outside variables or 

contextual variables, such as corporate culture, leadership philosophies, or outside 

pressures, that may have affected employee engagement and job performance. The 

study design might not have effectively controlled or taken into account certain factors, 

which could have an effect on how the results are interpreted. 

Finally, there may have been limitations on the research's ability to collect and 

analyze data due to time and resource constraints. The thoroughness and complexity 
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of the study's conclusions may have been compromised by budgetary, time, or data 

access limitations. When determining employee engagement and job performance 

among academic staff at KTI, it was crucial for researchers to recognize and overcome 

these constraints to ensure the robustness and reliability of their findings. 

5.4 Recommendation 

Based on the results, it has been showed that employee engagement and job 

performance are positively and significantly related in the case of academic staff. 

Future research on employee engagement and job performance among academic 

employees at KTI is suggested. Several suggestions for future study can be made to 

improve the academic staff at KTI's knowledge base on employee engagement and job 

performance. The generalizability of the results would first be improved by increasing 

the sample size to cover a wider range of people. An in-depth understanding of the 

variables affecting engagement and performance could be obtained by using a mixed-

methods approach that blends qualitative and quantitative techniques.  

A longitudinal study could be conducted to examine changes over time and 

reveal the long-term impacts of different factors and actions. Additionally, 

investigating organizational characteristics and evaluating the effects of treatments 

meant to improve performance and engagement will help build effective solutions. 

With regard to context-specific practices and bench marking, taking into account 

external aspects and performing comparative research across other KTI institutions or 

departments would be quite beneficial. Future research can use such recommendations 

to help create evidence-based tactics for improving employee engagement and 

enhancing general work performance among academic employees at KTI. 

5.5 Conclusion  

This study aims to determine employee engagement. This study also tries to 

evaluate the level of job performance. The results of this study show a strong 

correlation between employee engagement and job performance among academic 

staff. In view of the presumption that there is a correlation between employee 

engagement and job performance, it is significant to observation. Despite the fact that 
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there is evidence to support this association, in order to maintain these beneficial 

effects over the long run, it is crucial to evaluate and adopt employee engagement-

promoting activities. In conclusion, academic staff at KTI in Sulaymaniyah show a 

significant positive relationship between both variables. 
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Appendix A QUESTONNAIRE 

 

TITLE: The relationship between Employee Engagement and Job Performance 

 

Dear Respondent,  

 

I am a senior student who is conducting research for my undergraduate project on 

how academic staff perceive the relationship between employee engagement and job 

performance.  

 

The survey is divided into three parts: demographic information, employee 

engagement, and job performance.  

 

It should take around 5 minutes to complete. 

 

Please do not hesitate to contact me if you have any questions. I would appreciate 

your sincere responses, and thank you for taking your time. 

 

 

Sincerely,  

 

Nazyar Bakhtyar Karim 

Tel: +9647501191252  

Email: nkqu180155@uniq.edu.iq 
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SECTION A / Demography Information  

 

Please read the following statements and Tick the relevant box afterward. 

 

1. Gender: 

Male                                                      Female 

  

 

 

2. Age: 

25-35                 35-45              45-55                55-

65  

 

3. Location: 

Sulaymaniyah                      Erbil 

 

4. Education: 

Bachelor's degree            Master's degree              PhD  

 

5. Work Experience:  

1 to 3 years            3 to 6 years             6 to 9 years                

9 to 12 years              12 to 15 years 
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SECTION B / Employee Engagement  

 

Please indicate your level of agreement with the following statements using the 

provided rating scale. On the answer sheet, please mark the number that corresponds 

to your response. 

 

1 2 3 4 5 

Disagree Strongly 

disagree 

Neutral Agree Strongly agree 

 

Employee Engagement: 1 2 3 4 5 

1. I am pleased to have career advancement 

opportunities available to me in the 

organization. 

     

2. I am satisfied with the opportunities available 

in the organization to utilize my skills and 

talents. 

     

3. I feel like going to work every morning.      

4. I keep working with the goal of my 

organization. 

     

5. I feel that my work is full of significance and 

purpose. 

     

6. I feel very happy when I work.      

7. I feel proud of my work.      

8. I forget everything else while working.      

9. I work with full focus.      

10. After finishing my work, I feel tired.      

11. I see the value of my work.      
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SECTION C / Job Performance 

 

Please indicate your level of agreement with the following statements using the 

provided rating scale. On the answer sheet, please mark the number that corresponds 

to your response. 

 

1 2 3 4 5 

Disagree Strongly 

disagree 

Neutral Agree Strongly agree 

 

Job Performance:  1 2 3 4 5 

1. I perform hard tasks properly.      

2. I plan the execution of my job by defining 

actions, deadlines and priorities. 

     

3. I plan actions according to my tasks and 

organizational routines. 

     

4. I try to update my technical knowledge to do 

my job. 

     

5. I execute my tasks foreseeing there.      

6. I take initiatives to improve my results at work.      

7. I work hard to do the tasks designated to me.      

8. I seize opportunities that can improve my 

results at work. 

     

 

Thanks, appreciate your time in filling out this form. 

 Your help is highly valued. 
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Appendix B VALIDATION FORM 
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Appendix C TURNTIN


