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ABSTRACT 
The model employs Partial Least Square (PLS) procedure on data that being collected via a survey 
that yielded 226 usable questionnaires. The goal of this study is to look into the indirect effect of 
employees’ satisfaction, teamwork, and employees’ engagement relationship in Malaysian airline 
companies in Malaysia. To analyse the causal relationships amongst employees’ satisfaction, 
teamwork, and employees’ engagement, the Structural Equation Model (SEM) was implemented. 
The results showed that employees’ satisfaction and teamwork enhance employees’ engagement in 
Malaysian airline companies in Malaysia. It is essential to do the research using an experimental 
design by using longitudinal data in Malaysian airline companies by means of vigorous measures. 
The findings recommend that the airlines' companies should put emphasis on employees’ satisfaction, 
and working environment to ensure the advantageous increase in airways employees’ engagement at 
their workplace. This research is one of the original recognized efforts to use employees’ satisfaction, 
and working environment to study employees’ engagement in the airline's sector in Malaysia by 
using Partial Least Square (PLS) procedure. 
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Highlights of this paper 

• The goal of this study is to look into the indirect effect of employees’ satisfaction, teamwork, and 
employees’ engagement relationship in Malaysian airline companies in Malaysia. 

• The results showed that employees’ satisfaction and teamwork enhance employees’ engagement 
in Malaysian airline companies in Malaysia. 

 
1. INTRODUCTION 

Airline is one of the well-known industries all over the world and rather regulated, it is also generally known 

for its strategic importance. Just as same as any others leading industries in the world, this industry contributes and 

generate millions in fact billions profit and creates lots of jobs opportunity direct or indirectly. However, this sector 

has viewed tons of conflict and turbulence in the previous decade and half of the problems are due to skyrocketing 

fuel prices, pandemics such as bird flu financial crises, and security breaches, viz., the terrorist attacks on 9/11 or 

can we call it as cancerous. This scenario has its own impact and implications in phrases of governments 

deregulating the markets, which occur to new idea and business models emerging that have made the industry more 

competitive. Over a period of times, two leading business kinds have the controls of the skies – the full-service 

carrier (FSC) and low-cost carrier (LCC) models. Employee engagement became a very popular concept at some 

stage in past two decades. Organizations strive to determine out if their employees are engaged and how to make 

them engaged through the usage of different surveys and tools to stay competitive and improve performance. 

There's a massive number of surveys that organizations can use to measure employee engagement. Unfortunately, 

no rely how it is measured, engagement has remained tremendously unchanged. According to Gallup (2018)  

employee engagement is at an unimaginably low 13%. Engagement has turn out to be a key focus area for 

organizations around the world, and the growth in the industry has never been stronger. 

One of the popular trends of contemporary companies is bettering teamwork to increase and maximise the 

efficiency and productivity (Salas, Stagl, & Burke, 2004). One of the most stand out issues in the history on teams 

has been the find out about of performance and effectiveness, which (McGrath, 1964) called "Team output". The 

conception of employee engagement has gain attraction considerable interest over the last decade (Hallberg & 

Schaufeli, 2006); (Demerouti, Bakker, De Jonge, Janssen, & Schaufeli, 2001); (Saks & Gruman, 2011). While research 

findings vary slightly, source of these examples shows a comparable conclusion that engaged employees seem to be 

an important source of organisational competitiveness (Teng, Huang, & Tsai, 2007); (Salanova & Schaufeli, 2008). 

Engaged employees are these who supply full discretionary effort at work, and are incredibly full of life and give the 

most to their job and task, unfortunately disengaged employees are those who are motivationally disconnected from 

work, who do no longer have the appetite to work hard or difficult and they are so called not enthusiastic at work 

(Bakker, Schaufeli, Leiter, & Taris, 2008). As we can see, by most accounts, employee engagement affects portions of 

productivity, profitability, employee retention and also customer services (Zigarmi, Nimon, Houson, Witt, & Diehl, 

2009); (Xanthopoulou, 2009). Even so, now not much is offered in the modern body of knowledge concerning how 

great to stimulate employee engagement (Bakker., Hakanen, Demerouti, & Xanthopoulou, 2007) (Bakker & 

Schaufeli, 2008). 

 

2. LITERATURE REVIEW 

2.1. Teamwork 

Teamwork members are known to be flexible ample to make us in cooperative working environments where 

targets are gains through cooperation and social interdependence rather than individualised, competitive desires 

(Luca & Tarricone, 2001). Mankind history is created of a largely number of story of people working together or 
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collectively as corporations in order to explore, acquire and conquer (Kozlowski & Ilgen, 2006). Nowadays, due to 

advanced technology, innovation, globalization, growing competitively, amongst other factors (Neves, Garrido, & 

Simões, 2008) advantageous teams have end up a critical component for industries and organizations in order to 

enhance performance, profitability, and supply a steady environment (Zaccaro, Rittman, & Marks, 2001). Over the 

year’s history has been stated, one of the main developments of modern organizations is bettering teamwork to 

enhance the efficiency and productivity (Salas et al., 2004). One of the most prominent concerns in the evaluations 

on teams has been the find out about of performance and effectiveness, which (McGrath, 1964) called "Team 

output". The higher influence and impact of the teamwork was additionally discovered by the analysis of this 

research; a higher correlation between teamwork and employee’s satisfaction allow opportunity to establish 

employee’s engagement in Malaysian Airlines companies. 

 

2.2. Employees Satisfaction 

In any industries employee satisfaction should be the highest priority (Saari & Judge, 2004) over different 

perceptions, beliefs and attitudes which employees exhibit as it directly influences the general performance of the 

company. Satisfaction, as a way of perception and feeling, is additionally embedded with their corresponding acts, 

mentioned through Cranny, Smith, and Stone (1992) and summarised by Sageer, Rafat, and Agarwal (2012). It 

stipulates the accomplishment of a challenge and the undertaking of job obligations simply depends on the stage of 

pride that the employee perceives realistically. 

Referring to Oscar, Kara, and Kaynak (2005) intrinsic variables, such as presenting difficult and greater job 

scheduling to employees and recognizing the human value of employees, had a positive effect on job accreditation. 

This used to be idea to extrinsic motivational key factors for pay and rewards, the company's set rules, and job 

safety which had a lesser have an impact on particular job experience, however, it deleted the job dissatisfaction of 

employees. In addition, as per (Ahmad, Wasay, & Jhandir, 2012) a relaxed workforce had its own influence among 

passenger carrier in these airlines’ community. As employees are an indispensable issue in increasing the level of 

customer service quality, they ought to also be able to resolve customer dissatisfaction in a repetitive way. 

Furthermore, worker attitude and the company's strategy are different, there’s argument which service excellence 

can be surely improved in a progressive manner. The higher influence and impact of the employee’s satisfaction was 

additionally discovered by the analysis of this research; a higher correlation between teamwork and employee’s 

satisfaction allow the opportunity to establish employee’s engagement in Malaysian Airlines companies. 

 

2.3. Employees Engagement 

Maslach and Leiter (1997) did the same idea in reintroduce the concept of engagement as a vigorous level of 

participation which lead to posited to be the opposite of burnout. Engaged employees who are discovered as hype 

about their works and take their task as a prior commitment  appear as the opposite to burnt-out employees who are 

stressed and vision their work as burden (Bakker et al., 2008). (Maslach & Leiter, 1997)  introduced to their 

argument via asserting that, if an employee is not engaged, he or she will be greater probable to pass to the 

different end of the continuum and experience burnout. The state of engagement is characterised as having the 

overflowing energy (as opposed to exhaustion), high participation (as opposed to cynicism) and efficacy (as opposed 

to lack of efficacy). González-Romá, Schaufeli, Bakker, and Lloret (2006) agree and supported this view and in 

addition characterised it via activation, identification and absorption. Activation is meaning to having an attendance 

of energy, identification is a positive relationship toward work, and absorption is being totally immersed in one’s 

job. This idea and concept of thought improved on (Kahn, 1990) the meaning of engagement as we understand 
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‘showing at work by summing three dimensions (as psychological meaningfulness, psychological safety and 

psychological availability).  

The engagement has also been described as an single individual’s involvement, satisfaction and enthusiasm 

derived for work (Harter, Schmidt, & Hayes, 2002) This idea was once exploited from items in the Gallup 

Workplace Audit (The Gallup Organization, 1999) developed via the Gallup organisation, and this is idea and 

concept on employee perceptions of work characteristics. Analysation of work characteristics can become the cause 

in this definition having conceptual overlaps with job involvement and job satisfaction. First, job involvement is a 

concept that take counts on how a job helps define a person’s identity (Lawler & Hall, 1970). A man or woman who 

is worried in their job: (a) finds their job motivating, (b) is dedicated to their work and organisation and (c) 

contributed in professional relationships with co-workers (Brown, 1996). Thus, as Hallberg and Schaufeli (2006) 

argued, job involvement is a scheme of the individual and be viewed as an antecedent in a research model, whereas 

engagement, on the different hand, needs to be adopt as a structured variable in a role model. Furthermore, this 

definition contradicts with the term ‘job satisfaction’ Job pride clearly give us meaning on how strict an individual is 

with his or her job; it is a satisfying emotional state resulting from the appraisal of one’s job (Locke, 1976). Twelve 

of the 13 objects used in the GWA give an explanation for the variance in job satisfaction. Concepts derived from 

the literature on pleasure were used in explaining engagement. Clearly, there are conceptual overlaps with each of 

these constructs describing engagement. Teamwork and employee’s satisfaction enable the opportunity for 

employee’s engagement to be established in Malaysian airlines companies, a higher correlation between teamwork 

and employee’s satisfaction will show an impact and influence on employees’ engagement in companies. 

Based on the proposed conceptual development above, the following hypotheses were proposed: 

            1. There is a positive and significant influence of teamwork on satisfaction in Malaysian airline companies in 

Malaysia. 

2. There is a positive and significant influence of satisfaction on employees’ engagement in Malaysian 

airline companies in Malaysia. 

3. There is a mediating effect of satisfaction on the relationship between teamwork and employees’ 

engagement in Malaysian airline companies in Malaysia. 

 

 
Figure-1. Research model. 

 

3. RESEARCH METHOD 

This research uses a survey questionnaire that was developed through rigorously assessing literature to 

discover appropriate scales that were used inside the research previously that have robust reliability and validity. A 

total of 15 observed variables made up the measurement of the unbiased variable of teamwork 5 items, satisfaction 5 

items, and the established variable of employees’ engagement five items. 5-point Likert scale has been employed 
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from strongly disagree to strongly agree. The personnel of Malaysian airline organizations in Malaysia has been 

the main respondents. From 315 questionnaires disbursed, 246 have been returned. This constituted a 78.09% 

response rate and it's far adequate to do statistical analysis of the use of SEM evaluation. From the 246 returned 

questionnaires, 237 have been completed and after outliers screening and removing, 226 questionnaires had been 

used for analysis and it is good enough to do statistics evaluation using SEM evaluation. The multivariate 

technique of statistical analysis was performed by using the Smartpls to assess the model and also to confirm 

whether the hypotheses are supported or not. The capability to ascertain the overall model measurement and to 

gauge the relationship among the latent variables and their measures were the main reason PLS-SEM method was 

adopted (Hair, Black, Babin, & Anderson, 2010). PLS-SEM algorithm was used to ascertain the model measurement 

in PLS-SEM approach. Then, the structural model estimation was performed by bootstrapping it and suggested the 

effects as such. Preacher and Hayes (2004) bootstrapping technique was used to confirm the significance of 

mediating effect through the computation of confidence interval’s lower level and confidence interval’s higher level. 

 

4. DATA ANALYSIS AND RESULT 

4.1. Common Method Bias 

One major issue in management research is a common method bias. This takes place whilst the variance is 

attributed to the measurement scale in preference to the constructs the measures which rightfully to be represented 

in the study. To check up the measurement items bias in this study, Harman’s single factor was employed. The 

principal factor pointed out 28.15% after the principle components factor analysis was performed. It’s showed the 

principal factor did not hold the majority of variance explained and therefore it proves common method bias is 

absent. As suggested by Podsakoff and Organ (1986) who mentioned unless the variance explained percentage of 

principal component is exceeding 50%, there is no issue of common method bias. 

 

4.2. Measurement Model 

Assessment of construct measurement validity and reliability was performed by utilizing the measurement 

model through PLS-SEM Algorithm Figure 1. As such, the reliability and validity are the two important criteria 

applied in PLS-SEM analysis to appraise the goodness outer model as proposed by Hair, Hult, Ringle, and Sarstedt 

(2013). As depicted in Table 1, the composite reliability ranged from 0.871 to 0.915 for the first-order constructs. 

Therefore, the threshold of 0.70 and above (Hair, Hult, Ringle, & Sarstedt, 2014) was met. Also, the statistical result 

showed the average variance extracted (AVE) ranged from 0.574 to 0.692 which are all greater than of 0.50, which 

signify all the latent variables have met the requirement of convergent validity (Hair et al., 2013). To confirm the 

presence of discriminant validity in this study, evaluation of cross-loading was performed. The statistical result 

revealed all items’ loadings were greater that their related cross-loadings Table 2. To further confirm the presence 

of the discriminant validity, the Hetrotrait-Monotrait (HTMT) ratio of correlation assessment as suggested by 

(Henseler, Ringle, & Sarstedt, 2015) was performed. The HTMT ratio assessment result as shown in Table 3 

revealed the HTMT criterion have attained and all ratios were below 0.9 (Henseler et al., 2015). Because of that, it 

was proven the reliability and validity of the latent variables was met (Hair et al., 2014). 

 

Table-1. Construct validity & reliability.  
CA rho_A CR AVE 

EE 0.884 0.891 0.915 0.684 
SAT 0.888 0.889 0.918 0.692 
TW 0.814 0.816 0.871 0.574 

Note: EE=Employees’ Engagement,  SAT=Satisfaction,  TW=Teamwork,  CA=Cronbach Alpha, CR=Composite Reliability, 
 AVE=Average Variance Extracted. 
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Table-2. Cross loading.  
EE SAT TW 

EE1 0.807 0.634 0.646 
EE2 0.875 0.667 0.624 
EE3 0.874 0.675 0.628 
EE4 0.789 0.511 0.500 
EE5 0.785 0.590 0.551 

SAT1 0.599 0.801 0.640 
SAT2 0.610 0.855 0.582 
SAT3 0.575 0.826 0.596 
SAT4 0.648 0.868 0.660 
SAT5 0.677 0.807 0.617 

TEAM1 0.509 0.508 0.723 
TEAM2 0.544 0.609 0.756 
TEAM3 0.560 0.566 0.786 
TEAM4 0.566 0.549 0.749 
TEAM5 0.538 0.583 0.773 

 

 

Table-3. Hetrotrait-monotrait ratio.  
EE SAT 

SAT 0.838 
 

TW 0.841 0.872 
 

 

4.3. Structural Model 

To assess the structural model in this study, the path coefficient and R2 value as suggested by Hair et al. (2013) 

were adopted. 500 sub-samples PLS bootstrapping procedure was utilized to ascertain the path coefficients’ 

significance. Table 4 shows the hypotheses test results, path coefficients, and t-values. Hypothesis 1 predicts a 

positive relationship between teamwork and satisfaction and the result shows that there is a positive and significant 

influence of teamwork on satisfaction (ß = 0.745, t = 22.109); as a result, H1 is supported. The result of hypotheses 

2 also reveals a significant and positive relationship between satisfaction and employees’ engagement (ß = 0.749, t = 

22.228); thus, supporting H2. Last, the hypotheses 3 result also shows that there is a positive and significant 

mediating effect of satisfaction on teamwork and employees’ engagement relationship with a lower level of a 

confidence interval is 0.461 and the upper level of a confidence interval is 0.632 (Total indirect effect= 0.558); 

therefore, H3 is supported. This study also tested the R2 of the endogenous construct of employee engagement.  

 

Table-4. Path coefficients and hypotheses testing results. 

Hypothesis Path Beta  T-value P-value  Decision 

H1 TW -> SAT 0.745  22.109 0.00  Accepted 
H2 SAT -> EE 0.749  22.228 0.00  Accepted    

 
 

  
 

  
Indirect 
Effect 

Sample 
Mean 

Bias  95% 
LLCI 

 95% 
ULCI 

 

H3  TW->SAT->EE 0.558 0.561 0.002 0.461 0.632 Accepted 
 

 

5. DISCUSSION & CONCLUSION 

5.1.   Discussion 

This study finding has proven that the relationship between teamwork and employees’ engagement among 

Malaysian airline companies in Malaysia is positively and significantly influenced by satisfaction. This study also 

shows an interesting point that airline employees are viewing teamwork plays a very important role in their 

organizations to allow them to be more engaged in their work. This may be due to the team that they are in where 

they need to communicate in order to get the assigned task complete. Group improvement programs look to extend 
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levels of belief between a group of workers. This can be a basic component of working life and the establishment of 

worker engagement. Workers got to feel secure and comfortable in their workspace. When the competition gets to 

be undesirable in an organization and representatives are willing to toss one another beneath the transport in 

arrange to succeed, assurance and engagement both crashes. The aim of the collaboration is to demonstrate that as 

it were by working together, toward a bound together set of company goals, can the complete trade flourish. What 

is sweet for one representative is nice for everybody. Everybody at your company ought to be mindful of the effect 

they can have on the greater picture comes about of the organization as an entirety, and they ought to be certain 

that they are a trusted portion of a well-oiled machine. 

As noted above, the finding suggests satisfaction has a high impact on teamwork and employees’ engagement 

in Malaysian airline agencies in Malaysia. There are considerable consequences of this finding. Firstly, Malaysian 

airline companies in Malaysia need to emphasize and construct their teamwork stronger. At the equal time, effort 

need to be taken to give a boost to employees’ pleasure mainly build-up an employee that can convey pride to a 

higher level. By focusing on teamwork by itself is now not enough. The method wishes to be developed and carried 

out to enhance employees’ satisfaction. By doing so, there will be a significant impact of teamwork on employees’ 

engagement and it will produce a tremendous and desired result. Early analysis of this find out about suggests that 

teamwork has an advantageous and direct affect employees’ engagement. However, after the introduction of 

satisfaction, the relationship was further strengthened. The whole oblique impact of teamwork to satisfaction and 

from satisfaction to employees’ engagement is 0.745*0.749=0.558. Because of that, Malaysian airline organizations 

have to ensure the personnel in their groups are in the right and fantastic teamwork where the satisfaction from 

teamwork can be built upon it. Information, opinion and free concept sharing have to be promoted to the airline 

employees. Airline personnel must be satisfied by way of the pinnacle management in the organizations that their 

businesses are the nice area to work. Airline pinnacle management must also make certain the employees that their 

groups will information and guide them in enhancing their engagement at the workplace. 

 

5.2. Conclusion 

The utilization of convenience sampling in data collection for analysis is one of the constraints faced in this 

study. Despite there are some benefits by using this method, such as trouble-free to find respondents, there are 

some shortages. This study cannot be taken a broad view without adopting convenience sampling. One more 

limitation of this study was the time constraint to meet up the paper's academic requisite. There was a cut-off date 

to ensure this paper was prepared based on academic research effort. Because of that, there is minimum time to 

permit the compilation of data and data analysis right after the data collection. The longitudinal study should be 

adopted to allow more time for the collection of data so that a better conclusion and in-depth repercussions can be 

drawn out are proposed for future study. The future study also should consider other wider construct that has an 

impact on employees’ engagement such as self-efficacy and organizational culture. 
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