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Employee’s performance is agreed to be one of the important factors that can indicate the 􀅭irm’s performance.

Several management and psychological factors have been focused in the researches as the factors in􀅭luencing job

performance of the employees. Motivation is one of themost interesting factors that could in􀅭luence employee’s at-

titudes andbehaviors. This studyemphasizes onVroom’s expectancy theorywhichexplains themotivationprocess

from effort to performance and outcomes. The study aims to examine the valid factors affecting employee engage-

ment and job performance in respect to expectancy model. Five motivational factors modi􀅭ied from the original

expectancymodel, i.e. expectancy, extrinsic instrumentality, intrinsic instrumentality, extrinsic valence and intrin-

sic valence, were focused as the factors that in􀅭luence employee’s employee engagement and job performance. The

survey was performed to collect data from 356 employees working in the 􀅭irms from various sectors in Thailand.

Structural Equation Modeling (SEM) was performed to analyze the data. The results indicate the direct in􀅭luences

of expectancy, extrinsic instrumentality, and intrinsic valence on employee engagement and indirect in􀅭luence of

the three factors on job performance while the in􀅭luence of intrinsic instrumentality and extrinsic valence on em-

ployee engagement was not found. In addition, the direct in􀅭luences of all expectancy-related constructs on job

performance were not illustrated.

© 2019 The Author(s). Published by TAF Publishing.

INTRODUCTION

It is extensively agreed that employee’s performance can

account for overall organizational performance which all

􀅭irms ultimately aim to maximize it. The attempts to inves-

tigate and identify factors that in􀅭luence the individual per-

formance have been rigorously done continuously. One of

the psychological factors that gains most interest from re-

searchers is motivation. A number of motivational theories

from diverse viewpoints have been introduced to explain

employee’s attitudes and behaviors in respect to their per-

formance. This includes the process theories of motivation

since most of the theories in this group are associated with

decision-making process that indicate individual’s level of

motivation and productivity.

Vroom’s expectancy motivational theory has been, com-

monly, adopted to examine employee’s motivation in the

workplace. The expectancy theory gains recognition as one

of the most accepted process theories among several un-

der industrial and organizational psychology disciplines.

Vroom (1964) devoted to clarifying the process of motiva-

tion where individuals make decision on behavioral alter-

natives and they are directed towards a speci􀅭ic course of

action by motivational force. The model of this expectancy

theory works on the basis of three perceptions namely: ex-

pectancy, instrumentality and valence.

Although the theory gives general insight on employee’s at-

titude and behavior towards decision-making and motiva-

tion, the absence of the suf􀅭icient study on the relationships

of the components of the model with work-related vari-

ables such as job satisfaction, employee engagement, com-

mitment, as well as the work-related performance are still

in concern. There are not many recent studies focusing on

the expectancy model in respects to performance-related

indicators. Most of the supporting studies were conducted
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in 1970s. Such absence prompts questioning of pragmatic

approach of the theoretical model.

In the meantime, employee engagement is treated as the

predictor of job performance in several studies. Employee

engagement is de􀅭ined as the work-related state that is ac-

tive and positive with the sense of signi􀅭icance and enthusi-

asm. It seems to be a better predictor for the work perfor-

mance than the job satisfaction, work 􀅭low and other job-

related attitudes since it is not passive like job satisfaction,

not just a peak episode of feeling, and also involves with

both cognition and affection of the employees. Thus, the

question onhow the expectancymodel ofmotivation affects

employee engagement and job performance of the employ-

ees is interesting.

A. Bakker, Gierveld, and Van Rijswijk (2006), studied in-

role and extra-role performance and found that they are

associated with the work engagement of the employees.

Schaufeli, Bakker, and Salanova (2006) also suggested the

positive effect of employee engagement on in-role perfor-

mance. Gierveld and Bakker (2005) reported the differ-

ent level of in-role and extra-role performance between en-

gaged and non-engaged secretaries. Thus, the relationship

between employee engagement andwork performancewas

indicated in the prvious reseraches. However, the relation-

ship between three expectancy components of Vroom’s the-

ory and employee engagement is still in question.

Several research studies postulated job resourced and per-

sonal resources as the drivers of employee engagement

(Albrecht, 2010; Chong & Lee, 2017; Kurniawati & Meil-

ianaIntani, 2016; Yaemjamuang, 2017). A. B. Bakker and

Schaufeli (2008) further explained themotivational roles of

both factors. Job resources, such as physical, social, or orga-

nizational aspects of the job, can induce the intrinsic moti-

vation because they encourage employees to grow, develop

and learn. However, they can, also, motivate employees ex-

trinsically when resourceful environments are instrumen-

tal to invest efforts and abilities towork and success. There-

fore, the relationships between motivational effect of ex-

pectancy theory and employee engagement can be inferred.

Accordingly, this study intends to examine the effects of

the components in expectancymodel (expectancy, extrinsic

instrumentality, intrinsic instrumentality, extrinsic valence

and intrinsic valence) on two work-related criteria which

are employee engagement and job performance of employ-

ees from various sectors in Thailand. The results can bridge

the gap between expectancy theory and work-related crite-

rion variables that lacks recent studies to support.

Objectives of the Study

In an attempt to answer the question, “How would the ex-

pectancy constructs explain the work engagement of the

employees and their job performance, the three objectives

are set as follows:

1) To identify the in􀅭luence of the expectancy components

i.e., valence, instrumentality and expectancy on employee

engagement.

2) To identify the direct and indirect in􀅭luence of the ex-

pectancy components i.e., valence, instrumentality and ex-

pectancy on employees’ job performance.

3) To identify the relationship between employee engage-

ment and their job performance.

Signi􀅮icance of the Study

This study essentially contributes to the understanding of

motivational process and allows managers or employers

to be aware of the employees’ needs and wants. The fo-

cus of the process of motivation, not just the motivators

would promote understanding on the linkages of the orga-

nizational rewards and employees’ decisions to put their ef-

feort to perform the desirable behaviors for the organiza-

tion. The research 􀅭indings would enable the managerial

people to develop some strategies to promote employees’

motivation and engagement. Effective implementation of

motivational development programwould eventually result

in increasing employee performance and overall organiza-

tional effectiveness.

Scope of the Study

Survey research is designed. Full time employees work-

ing in manufacturing and Fast Moving Consumer Goods

(FMCG), 􀅭inance and banking, business consulting and ed-

ucation, construction and real estate, logistics and trans-

portation and service 􀅭irms are targeted as thepopulationof

the study. A “Motivation Survey” questionnaire is developed

and used as the major data collection tool to measure ex-

pectancy components, employee engagement, and job per-

formance. The relationship among all focal constructs are

examined.

LITERATURE REVIEW

Expectancy Theory

Vroom (1964) proposed the expectancy model to explain

motivation by emphasizing on the the process that the em-

ployees going through to make a choice among alternative

behaviors and to what extent they expend efforts on the

chosenbehavior. Themodelwas developedbased on the as-

sumption that employees are pleasure seekers, rational and

able to cautiously process information about their jobs, abil-
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ities and outcomes. Threemajor factors determining the in-

dividual motivational force are expectancy, instrumentality

and valence. Expectancy is the individual’s belief that one’s

effort will lead to certain level of performance. Employees

do not exert effort to the task unless they think they can do

it. Expectancy can be affected by self-ef􀅭icacy, goal dif􀅭iculty

and perceived control on theworking situation. Instrumen-

tality is the belief that the certain level of performance will

lead to the attainment of a desired outcome. Such belief can

be affected by trust, control and policies. Valence is de􀅭ined

as desirability, importance, and attractiveness the employ-

ees place on the outcome. The instances of work-related va-

lence arepay, job security, promotion, andopportunity todo

interesting work (Ameer, 2017; Chiang & Jang, 2008).

George and Jones (2012) elaborated that under the ex-

pectancy theory, employees become motivated when all

three conditions are met. In case the expectancy is high; in-

strumentality is high; and valence is high, motivationwould

be high. Thus, motivation is illustrated if the employee

says “yes” to the question, “Does he/she believe his/her in-

put will result in a given level of performance?” and “Does

he/shebelieve such level of performancewill allowhim/her

to obtain the desired outcomes?” Expectancy theory is fre-

quently employed to explain employees’motivation in orga-

nization and workplace. The explanation is on the decision

makingprocess i.e., howan individual formsmotivation and

becomesdrivenbymotivators, not only identifyingwhat the

motivators are (Chiang & Jang, 2008).

Apart from the original Vroom’s expectancy model, the de-

sirability of the outcome—valence—can be elaborated by

the two types of outcomes i.e., intrinsic and extrinsic as-

pect as suggested by Campbell, Dunnette, Lawler, and We-

ick (1970). Intrinsic outcomes are internal and personal re-

wards, such as sense of accomplishment and self-esteem. It

is considered more powerful than the extrinsic because in-

dividuals perceive the outcomes are self-administered. Ex-

trinsic outcomes are rewards which are distributed by ex-

ternal agents such as manager, supervisor, and organiza-

tion. They are, for example, monetary rewards, promotion,

raise, new of􀅭ice and so on. The notion of intrinsic and ex-

trinsic aspect is applied as well to instrumentality because

both constructs are associated with the outcomes. There-

fore, dividing the instrumentality and valence into internal

and external aspects are justi􀅭ied (Chiang & Jang, 2008).

As such, the intrinsic and extrinsic valence as well as in-

trinsic and extrinsic instrumentality together with the ex-

pectancy are emphasized as the expectancy elements in this

study. The prominent uses of expectancy theory lie in as-

sessing, interpreting, and evaluating employee behavior in

motivation (Chen & Lou, 2002). However, there are only

a small number of studies devoted to examining such ar-

eas with work-related variables. For example, Van Eerde

and Thierry (1996) examined the relationship between the

expectancy model and five working criterion variables i.e.,

performance, effort, intention, preference, and choice and

found average correlations between them. Nonetheless,

there is the lack of up-to-date and evident studies investi-

gating relationship of expectancy theory and work-related

criteria. Thus, the effects of 􀅭ive elaborated elements of ex-

pectancymodel, i.e. intrinsic and extrinsic valence, intrinsic

and extrinsic instrumentality and expectancy on employee

job performance is proposed.

Employee Engagement

Employee work engagement refers to the work-related at-

titude that provides active and positive energy and in􀅭lu-

ences employees to devote themselves, physically andmen-

tally, to their job and organizations (Kahn, 1990; Eldor &

Vigoda-Gadot, 2017). Employee work engagement covers

all of physical, cognitive, and emotional dimensions of the

employees. Previous studies suggested that employee en-

gagement could help enhancing employees’ productivity,

organizational performance, and overall business success

(Putra, Cho, & Liu, 2017; Society of Human Resource Man-

agement, 2016).

Subsequently, Schaufeli, Salanova, González-Romá, and

Bakker (2002) further de􀅭ined employeework engagement

as a positive work-related state of mind which character-

ized with vigor, dedication, and absorption. The state was

relatively long-lasting, pervasive and not associated with

a particular event or task. Vigor refers to the state of be-

ing energetic and mentally resilient. Individuals with high

vigor are willing to work hard, persistent and preserving

to overcome dif􀅭iculty at work. Dedication refers to sense

of enthusiasm and pride of one’s work. Highly dedicated

employees perceive the work meaningful, challenging and

inspiring. Absorption refers to the feeling of being happily

engrossed and immersed in one’s work. Individuals with

high absorption fully concentrate in their work and detach

from surroundings and time (Schaufeli & Bakker, 2004).

Schaufeli and Bakker’s de􀅭inition of employee engagement

gained major acceptance and were adopted in various in-

dustries and researches to measure employee engagement

(Putra et al., 2017).

The recent study conducted by Society for HumanResource

Management or Society of Human Resource Management

(2016) explained the impact of employees’ perception of

colleagues on employee engagement. Under this notion, en-
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gagement behavior was identi􀅭ied as collective actions that

leads to positive outcomes of the organization, rather than

that of individual employee. The results revealed that em-

ployees’ perceptions on their colleagues’ actions and be-

haviors in􀅭luence their own level of employee engagement.

The aspect of engagement opinion developed by Society

of Human Resource Management (2016) were found to be

aligned with the characteristics of vigor, dedication and ab-

sorption mentioned above.

Concepts of intrinsic and extrinsic job resource elements

are commonly studied as the antecedents of employee en-

gagement. A number of studies demonstrated relation-

ships of intrinsic job resources with employee engage-

ment. Supervisor support, innovativeness, and appreci-

ation were found to have positive impact on employee

engagement (A. B. Bakker, Hakanen, Demerouti, & Xan-

thopoulou, 2007; Na Ayutthaya, Tuntivivat, & Prasertsin,

2016), whereas autonomy, social support, and learning op-

portunities were positively related to with employee en-

gagement (A. B. Bakker & Bal, 2010). Coworkers’ support

was also found to have positive in􀅭luence on vigor and ded-

ication, but not absorption in employeesworking in ahospi-

tality industry (Karatepe, Keshavarz, & Nejati, 2010; Marfa,

Niguidula, & Enriquez, 2017).

Extrinsic job resources were not addressed with employee

engagement as many as the intrinsic counterpart. Zeng,

Zhou, and Han (2009) indicated that a higher pay can in-

crease employees employee engagement. On the other

hand, (Putra et al., 2017) reviewed remarked 􀅭indings from

Centers and Bugental (1966) and stated that there is a dis-

tinct difference between job motivators of the two work

groups, white-collar and blue-collar workers. The motiva-

tion ofwhite-collarworkerswere affectedmore by intrinsic

motivators such as interestingwork and satisfaction. Mean-

while, blue-collar workers were found to have more in􀅭lu-

ences by extrinsic motivators such as pay and job security.

Even though several work motivaors were found to have

effects on employee engagement, there were no evidences

that themotivatiors from the expectancymodel could affect

employee engagement. Thus, the hypothesis emphasizing

on the effects of 􀅭ive expectancy elements on the employee

engagement is proposed in this study.

Job Performance

Job performance has been extensively in the interest of

practitioners and researchers for many decades. The re-

cent trend of performance appraisal lies on skill and com-

petence area, instead of a speci􀅭ic aspect of job. Further,

the awareness of the 􀅭laws in traditional appraisal measure,

which emphasize only a job itself and omitted other fac-

tors potentially contributing to overall performance, fos-

tered considering adding non-job-related behaviors in the

job performance measurement. The competency model of

job performance was developed around job attributes and

designed based on essential traits and abilities that employ-

ees require to do their job effectively (Welbourne, Johnson,

& Erez, 1998).

The role-based performance scale was subsequently devel-

oped based on the concept of multidimensional models of

performance that comprisedof job andnon-jobdimensions.

Speci􀅭ically, they are the roles of job, career, innovator, team

member, and organization citizen. Two essential theories

in􀅭luencing development of the scale are role theory and

identity theory. Role theory is used to justify the multidi-

mensional model of job performance – suggesting that em-

ployees performmultiple roles at work –while identity the-

ory provides guidancewhich roles should be included in the

jobperformancemodel through compensation systems that

􀅭irms reward employees who perform important roles for

organizational success (Welbourne et al., 1998).

Job role represents the view of employee performance or

task performance. Rotundo and Sackett (2002) extended

de􀅭inition of task performance from Colquitt, Lepine, Wes-

son, and Gellatly (2011) to work quantity and quality, job

skills, and job knowledge. Similarly, Renn and Fedor (2001)

explained that task performance is composed ofwork quan-

tity and quality. Organization citizen role is non-job com-

ponents of performance, which is also known as contextual

performance. The term is de􀅭ined as “behavior that sup-

ports the organizational, social, and psychological environ-

ment in which the technical core must function” (Borman &

Motowidlo, 1993). Colquitt et al. (2011) described it as vol-

untary activities employees perform that may or may not

be rewarded but contributing to overall positive outcomes

in the workplace.

Career role is considered important because 􀅭irms imple-

ment promotion systems to reward individuals for career

accomplishment, as well as when participating in train-

ing or acquiring new skills. Team member role was found

to be essential to organizational performance and it is in-

corporated in many studies in the related 􀅭ields of orga-

nizational behavior (Borman & Motowidlo, 1993). Orga-

nization also promotes team member role through team-

based compensation schemes - gainsharing plans and team-

based incentives. Innovator role is promoted in organiza-

tions regardless of the scale of their operation. It ensures

the effectiveness and adaptability of the organization to the

rapid changing and dynamic business environment. Com-
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pensation schemes that 􀅭irms employ to promote the inno-

vator roles are cash rewards for constructive suggestions

and promotion to those with entrepreneurial characteris-

tics (Welbourne et al., 1998).

One of the extensively known drivers of job performance

is employee engagement. Positive relationship between

employee engagement and work performance were consis-

tently found in previous research studies e.g., (A. Bakker et

al., 2006; Gierveld & Bakker, 2005; Schaufeli et al., 2006).

Hence, to get the con􀅭irmation, hypothesis emphasizing on

the relationship between employee engagement and work

performance in employees is proposed. All three hypothe-

ses were listed below while the proposed rerserach frame-

work is presented in Figure 1.

Hypothesses of the Study

H1: Expectancy, extrinsic instrumentality, intrinsic instru-

mentality, extrinsic valence and intrinsic valence affect em-

ployee work engagement.

H2: Expectancy, extrinsic instrumentality, intrinsic instru-

mentality, extrinsic valence and intrinsic valence affect em-

ployee job performance.

H3: Employee engagement has a positive effect on em-

ployee job performance.

FIGURE 1. Research framework

RESEARCHMETHODOLOGY

Population and Sample

Target populations of the study were full time employees

working in any 􀅭irms. The industries were not speci􀅭ic since

the main aim of the study was to examine the effects of

expectancy elemets on employee engagement and perfor-

mance of the employees in general. Nonetheless, six indus-

tries, i.e., manufacturing and FMCG, 􀅭inance and banking,

business consulting and education, construction and real

estate, logistics and transportation and service 􀅭irms, were

emphasized to control of the possible effects of the business

background. Convenience samplingwas adopted. The sam-

ple sizewas determined based on the formula; n=Z2pq/E2

as proposed by Zikmund, Carr, Babin, and Grif􀅭in (2013) in

which “p” refers to theproportionof suxxesswhile “q” refers

to the proportion of failure. With the p = q = 0.5 where the

95% level of con􀅭ident (Z = 1.96) and the accepted error

(E) of 5% were appointed, the sample size of 385 was ob-

tained [n = (1.96)2∗.05∗.05/(.05)2 = 384.16≈385]. “Moti-

vation Survey” questionnaire was used as the major data

collection tool. The in-person drop off technique was ap-

plied. The questionnaires were handed in to the employees

who agreed to join the survey. The data collections were

done on the voluntary basis. Four hundred sets of datawere

ontained. However, 44 sets of the them were found incom-

plete. Thus, they were discarded from the analysis. There-

fore, a total of 356 data sets were used for the data analysis.

This yielded 89% of the response rate. The sample pro􀅭iles

are illustrated in Table 1.

Out of this, 56.7 percent were female and the rest 43.3

were male in which 41.6% were 30-45 years old followed

by those who were less than 30 years old, 40-60 years old

and more than 60 years old with 30.9%, 27.0% and 0.6%,

respectively. For the education, 53.4% held bachelor’s de-

gree, followed by 26.4% got below bachelor’s and the rest

20.2% had above bachelor’s degree. Most of them worked

in Manufacturing and FMCG 􀅭irms (23.6%), followed by 􀅭i-

nance and banking (20.5%), business consulting and edu-

cation (20.2%), construction and real estate (14.1%), hos-

pitality and other related service 􀅭irms (12.9%) and logis-

tics and transportation (8.7%). A total of 73.2 percent

worked as the of􀅭icers or operating positions while the rest

26.8 Percent held themanagerial positions, i.e., supervisors,

managers, directors and CEO. In addition, the 􀅭irms that

theywork for aremostly private companies (31.5%), public

companies (26.7%), international/joint venture companies

(17.6%) and the rest 24.2 percent worked in other types of

the companies. Most of the 􀅭irms are small sized with less

than 100 employees (43.9%), followed by large sized with

more than 500 employees (33.2%) and medium sized with

100-500 employees (22.7%), respectively.
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TABLE 1. Sample pro􀅭iles and 􀅭irm’s characteristics

Sample Characteristics Percent

Industry Manufacturing/FMCG 23.6

Finance and Banking 20.5

Business Consultancy and Education 20.2

Construction/Real Estate 14.1

Hospitality and other related services 12.9

Logistics and Transportation 8.7

Firm Types Private 31.5

Public 26.7

international/joint venture 17.6

Others 24.2

Firm Size Less than 100 employees 43.9

(Number of employees) 100-500 employees 22.7

More than 500 employees 33.2

Gender Male 56.7

Female 43.3

Age Less than 30 years old 30.9

30-45 years old 41.6

45-60 years old 27.0

More than 60 years old 0.6

Education Below Bachelor’s 26.4

Bachelor’s 53.4

Above Bachelor’s 20.2

Working Position Operating 73.2

Managerial (Supervisors, managers, directors and CEO) 26.8

Measurement and Pre-Test

The measurements of the employee’s expectancy were

modi􀅭ied from Chiang and Jang (2008) in which the three

expectancy components of Vroom i.e., expectancy, instru-

mentality and valence were elaborated to 􀅭ive dimensions

which were expectancy, intrinsic instrumentality, extrinsic

instrumentality, intrinsic valence, and extrinsic valence. A

total of 16 measurement items were used. First four items

measured expectancy, next four items measured extrin-

sic instrumentality, and the rest two, three and last tree

itemsmeasured intrinsic instrumentality, extrinsic valence,

and intrinsic valence. The 􀅭ive-point rating scales were de-

signed. Likert scales varying from 1 (strongly disagree) to

5 (strongly agree) were applied. The measurements of em-

ployee engagement were modi􀅭ied from the study of the

Society for Human Resource Management (SHRM) in 2016.

Two dimensions of engagement i.e., engagement behavior

and engagement opinionweremeasured by 8 and 11 items,

respectively.

The same Likert scales varying from 1 (strongly disagree)

to 5 (strongly agree) were used. The role-based perfor-

mance Scale modi􀅭ied from the study of Welbourne et al.

(1998) was used. Twenty measurement items were used to

measure 􀅭ive dimensions of job performance which are job,

career, innovator, team-working, and organization.

TABLE 2. Reliability test results of the pre-testing of the

questionnaire

Constructs Cronbach’s Alpha Number of

Questions

Expectancy 0.871 4

Extrinsic Instrumentality 0.902 4

Intrinsic Instrumentality 0.766 2

Extrinsic Valence 0.814 3

Intrinsic Valence 0.814 3

Employee Engagement 0.928 19

Engagement Behavior 0.822 11

Engagement Opinion 0.837 8

Job performance 0.945 20

Job 0.892 4

Career 0.837 4

Innovator 0.892 4

Teamwork 0.874 4

Organization 0.880 4

To ensure that the measurements were reliable, the Cron-

bach’s alpha co-ef􀅭icient and item-to-total analyses were
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performed. The questionnaires were distributed to fourty-

􀅭ive employees of a 􀅭irm by theHRmanager. The Cronbach’s

alpha coef􀅭icients of 0.766 to 0.945 were obtained (See Ta-

ble 2). All of the coef􀅭icients exceeded the cutoff point of 0.7

asmentioned by Nunnally (1978). The internal consistency

of the measurements was ensured. Thus, the questionnaire

was said to be reliable and can be used as the major tool for

the data collection.

Confirmatory Factor Analysis (CFA)

SEMwas applied to test research framework and structural

relations of the main constructs. CFA was 􀅭irstly done to

verify the construct validity of the measurements. Satisfac-

tory resultswereobtained. FittedCFAmodelwas illustrated

since all 􀅭it indiceswere in the required level, i.e., chi-square

per degree of freedom (λ2/df)was1.82which exceeded the

recommended point of < 3.0; Other relative 􀅭it indices were

in the required range of more than 0.90 but less than 1.00

(IFI = 0.913; TLI = 0.904; CFI = 0.912) and the RMSEA was

0.048whichwas less than the cutoff point of 0.08. Thus, the

validity of the measurement model was ensured.

SEM

SEM was developed. Five dimensions of expectancy con-

structs were appointed as independent variables while the

second order construct of the employee engagement and

job performancewere appointed as the intervening and de-

pendent variables, respectively. Two 􀅭irst-order constructs

of the engagement, engagement opinion and engagement

behavior, and 􀅭ive 􀅭irst-order constructs of the job perfor-

mance, job, career, innovator, team-working, and organiza-

tion, were used. Figure 2 shows the structural relations of

the main constructs of the study.

FIGURE 2. Structural relations among the main constructs

As the 􀅭its of the structural equation model was illustrated

(λ2/df = 2.983; GFI = 0.956; IFI = 0.969; TLI = 0.941; CFI =

0.969; RMSEA = 0.075), Structural relationship among the

main constructs can be identi􀅭ied as seen in Figure 2. Sig-

ni􀅭icant relationship between expectancy, extrinsic instru-

mentality, and intrinsic valence and employee engagement

were shown while signi􀅭icant relationship of the intrin-

sic instrumentality and extrinsic valence and employee en-

gagement were not seen. Signi􀅭icant relationship between

expectancy constructs and job performance were also not

illustrate. As Hypotehsis 1 proposed the effects of 􀅭ive ex-

pectancy constructs on employee engagement, signi􀅭icant

effects of expectancy (β = 0.150; p < 0.001), extrinsic in-

strumentality (β = 0.112; p < 0.001), and intrinsic valence

(β = 0.312; p < 0.001) on employee engagement were found

while those of intrinsic instrumentality (β = 0.028; p> 0.05)

and extrinsic valence (β = -0.007; p > 0.05) were not found.

Thus, H1 was partially supported by the data. Hypothe-

sis 2 was not supported by the data since signi􀅭icance ef-

fects of all expectancy constructs on job performance were

not found (β = -0.017, -0.041, -0.002, 0.040, and 0.029; p

> 0.05). The positive and signi􀅭icant effect of employee en-

gagement on job performance was shown (β = 1.071; p <

0.001). As such, Hypothesis 3 was fully supported by the

data. Hence, Hypothesis 1 was partially supported by the

data while Hypothesis 2 was not and Hypothesis 3 was sup-

ported by the data. The details can be seen in Table 3. Re-

garding the hypothesis testing results, direct effects of ex-

pectancy, extrinsic instrumentality and intrinsic valence on

employee engagement and indirect effects of the three con-

structs on job performance via employee engagement were

shown. Direct in􀅭luences of all expectancy constructs on

job performance were not found. In addition, extrinsic va-

lence and intrinsic instrumentality had no effects on both

employee engagement and job performance.
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TABLE 3. Path analysis results

Structural Relation β (Std β) C.R. (p-value)

Expectancy→ Engagement 0.150 (0.258) 4.366 ***

Extrinsic Instrumentality→ Engagement 0.112 (0.204) 3.391 ***

Intrinsic Instrumentality→ Engagement 0.028 (0.040) .699 (NS)

Extrinsic Valence→ Engagement -0.007 (-0.011) -.197 (NS)

Intrinsic Valence→ Engagement 0.312 (0.408) 6.959 ***

Expectancy→ Performance -0.017 (-0.026) -.527 (NS)

Extrinsic Instrumentality→ Performance -0.041 (-0.066) -1.348 (NS)

Intrinsic Instrumentality→ Performance -0.002 (-0.002) -.050 (NS)

Extrinsic Valence→ Performance 0.040 (0.052) 1.239 (NS)

Intrinsic Valence→ Performance 0.029 (0.034) .624 (NS)

Engagement→ Performance 1.071 (0.956) 9.835 ***

Remarks: Unstandardized Coef􀅭icients (b) are shown; standardized coef􀅭icients are shown in the

brackets; C.R. = Critical Ratio

DISCUSSION

The 􀅭indings indicates the indirect effects of the three ex-

pectancy constructs, i.e., expectancy, extrinsic instrumen-

tality, and intrinsic valence as proposed by Chiang and Jang

(2008) on employee engagement and indirect effects on the

work performance. These 􀅭indings suggest that the employ-

ees become actively engagedwith their jobwhen they think

that theywould receivewhat theywant if they put full effort

and successfully perform the required jobs. Taking respon-

sibility, utilizing their own skills and accomplishments are

important for employees to accomplish their jobs. Engaged

employees are con􀅭ident to do their job well, have perse-

verance and take mentally and physically active role to do

the assigned work. In other words, they are characterized

with vigor, dedication and absorption at work. Employee

engagement, in turn, affects work performance on the di-

mensions of job, career, innovator, team-working, and orga-

nization, which they all come down to ef􀅭iciency and effec-

tiveness of the organization. Nonetheless, the direct rela-

tionship between the constructs of expectancy theory and

work performance do not exist. Job performance does not

increase nor decrease without the feeling of employee en-

gagement.

The relationship between intrinsic outcomes and job per-

formance is consistent with the 􀅭indings from Mitchell and

Albright (1972) where the intrinsic variable was reported

to have greater predictive effect than those of extrinsic

counterparts. The 􀅭indings from the current study also con-

sistent with the research results of Chiang and Jang (2008)

in that the intrinsic rewards, such as a sense of accomplish-

ment or positive feeling about their jobs, are more in􀅭lu-

ential to motivate employees than extrinsic ones such as

pay raise, bonuses, promotions. Moreover, A. B. Bakker and

Schaufeli (2008) and A. B. Bakker (2011) reported the con-

sistent results that engaged employees are able to perform

better because they experience the set of positive feelings

at work i.e., happiness, joy and enthusiasm and they also

transfer those emotions to other colleagues. Putra et al.

(2017) con􀅭irmed the positive effect of intrinsic motivation

on employee engagement. Meaningfulness and interesting-

ness of job increase intrinsicmotivation and eventually help

employees become more engaged with work.

The 􀅭indings from this current study sugget that employ-

ees with high expectancy believe their efforts are effective

which would lead to a desired level of performance or pro-

ductivity. Such belief also directs them to engage them-

selves with their work i.e. forming a positive work-related

state of mind through the dimensions of engagement opin-

ion and engagement behavior. Subsequently, their physi-

cally andmentally engaging actionswould result in improv-

ing their actual work performance. Employees with high

instrumentality believe that achieving the performance ex-

pectations allows them to obtain desired outcomes, espe-

cially external rewards. In otherwords, employees thinking

of theperformingwell in theirworkhelp themgetmonetary

bonuses, pay raises, promotions or other kinds of the orga-

nizational rewards.

The employees would perform better as a result of having

engaging attitude and engaging behavior with their work.

However, by performing well they may not believe in ex-

periencing the intrinsic instrumentality such as sense of

accomplishment or having pride of themselves. Valence

has essential role in motivating the employees yet only in-

trinsic valence is perceived important. More control over

their job, being able to fully use skills and feeling self-

accomplishment are what the employee desire to obtain.
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The desirability or attractiveness of the outcome directs the

employees to involve in employee engagement and increase

their work performance thereafter.

CONCLUSION

In spite of the fact that employees perceive the probabil-

ity of receiving extrinsic outcomes from achieving a certain

level of performance as depicted by external instrumental-

ity, intrinsic valence is considered important aspect to get

themmotivated. The employees perceive feeling of achieve-

ments and feeling positive on themselves are attractive re-

wards but what motivates them to maintain high perfor-

mance are actually extrinsic rewards. The 􀅭inding could be

explained with the lack of the recognition of employees on

the link between performing at high level and intrinsic out-

comes, such as self-ful􀅭illment and feeling good about them-

selves or self-pride. The possible cause could be overem-

phasizing of the 􀅭irm on extrinsic outcomes and failing to

communicate the consequential intrinsic outcomes to the

employees. Thus, the employees would become motivated

to work and improve their actual work performance when

expectancy, extrinsic instrumentality and intrinsic valance

are secured. Additionally, employee engagement accounts

for the relationship of the three constructs from modi􀅭ied

expectancy model and work performance.

IMPLICATIONS

This study signi􀅭ies and contributes to the understanding

about employees on how their motivational process works.

Employees are aware that their effort contributes to pro-

ductivity, quality, quantity of the work and organizational

goals attainment; furthermore, motivation can push them

to work harder and contribute more for the organizational

success. Thus, for managers to enhance job performance

of the employees, expectancy, intrinsic valence and extrin-

sic instrumentality should be fostered. In other words, they

should establish a clear mental pathway on the employ-

ees from having high performance to attaining feelings of

achievement and pride of self-accomplishments. Trust of

the employees on ability to obtain rewards must be built

with assistance from the managers. At the same time, suf-

􀅭icient trainings must be provided to increase employees’

competency and allow them to fully utilize their skills to in-

crease instrumentality.

To actualize employees’ extrinsic instrumentality and raise

motivation, their desired intrinsic outcomes should be dis-

tributed accordingly once they are able to accomplish ex-

pected level of performance. Organizational policies and

managers’ control of the reward have effects on this atti-

tude. The managers can observe the change initiated by

expectancy-related constructs from employee engagement

opinion and behavior of the employeeswhich eventually af-

fects their job performance.

The limitations lie on generalization of the results to em-

ployees in certain industries. The majorities of the data

were collected from six business industries i.e. manufactur-

ing and FMCG, 􀅭inancial and banking, consultancy and edu-

cational services, construction and real estate, hospitality,

and logistics and transportation. Future researches may fo-

cus on other industries apart from these six. Moreover, the

study of the relationship between expectancy constructs,

employee engagement and job performance of the employ-

ees in each industry can be focused.

There are also potential opportunities to expand the scope

of this study. Comparative study between private and pub-

lic companies in the equitable proportion of sample can be

considered. The investigation may suggest the difference

of motivational forming process between the two groups

and contribute tomorepragmatic and effective implications

of motivational development program for the employees.

Moreover, some other variables may be put in the model to

explore further possible indirect effect between the com-

ponents of expectancy theory and job performance. This

may enhance effectiveness and feasibility of the framework.

Since employee’smotivation are relatively subjective to em-

ployee’s perceptions, a research should be conducted in an

in-depth and ongoing manner. Such approach could help

managers understand and identify underlying factors in􀅭lu-

encing employee’s motivation and performance.
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