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Abstract : The necessary precursor to high levels of student achievement is deep engagement in learning, and the

teacher’s own engagement is the key to achieving that. Work engagement may be defined as a positive, fulfilling, work-

related psychological state characterized by the dimensions of vigor, dedication, and absorption. (Schaufeli, Salanova,

Gonzales-Roma, & Baker, 2002). This research has been carried out to evaluate the work engagement among a sample of

141 secondary school teachers in Hyderabad,Andhra Pradesh,India in March& April 2013.The measurement instrument

used in this study is the Utrecht Work Engagement Scale (UWES 9; Schaufeli et al, 2002). In addition,the reliability of the

UWES-9 was investigated by using Cronbach’s alpha coefficient which was alpha=.86 overall; alphas=.72, .82, .73

respectively, for vigor, dedication, and absorption subscales. These three dimensions have acceptable internal

consistencies.The outcome of the research showed that teachers’ work engagement is generally high (overall M=5.40 on

the 7-point scale; M=5.14, 5.65, 5.41 respectively, for vigor, dedication, and absorption subscales).
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INTRODUCTION

The introduction of the “positive psychology”shed a new

light on the object of organizational and Occupational

HealthPsychology.Prior to this new paradigm, research in

the organizational and Occupational Health Psychology

was dramatically weighted on the side of ill-health and

unwell-being instead of health and well-being at work. Even

the meaning of basic terms are negatively biased – typical

usage equates health with the absence of illness rather

than the presence of wellness (K. Sotrm& S.

Rothmann,2003).  The aim of positive psychlogy is to begin

to catalyse a change in the focus of psychology from

preoccupation only with repairing the worst things in life

to also building positive qualities (Seligman

&Csikszentmihalyi, 2000).So the focus is on  human

wellbeing , having positive emotions and fulfillment. It

suggests that productivity is a function of positive

emotion (the pleasant life) , engagement(the engaged life)

and meaning (the meaningful life) (Seligman, 2002).

Positive Organizational Behavior is emerging as a truly

contemporary movement within the classic discipline of

organizational behavior.Its roots are firmly within positive

psychology but transplanted to the world of work and

organizations. Positive Organizational Behavior

constitutes the study of positive human strengths and

competencies, how it can be facilitated, assessed and

managed to improve performance in the workplace .Since

the emergence of positive psychology, it has become

increasinglyacknowledged that negative psychological

states constituteonly one part of the spectrum of the

experienced psychologicalstates in the workplace, and that

positive behaviors,cognitions, and emotions are also

prevalent and in need ofstudy.Luthans (2003, p. 179)

defined Positive Organizational Behavior as ‘the study and

application of positively oriented human resource

strengths and psychological capacities that can be

measured, developed, and effectively managed for

performance improvement in today’s workplace.’

One of the constructs of positive organizational behavior

is work engagement, a psychological state considered the

opposite pole of burnout (Schaufeli&Salanova,

2007).Workengagement is defined as “a positive, fulfilling,

work-related state of mind characterized by vigor,

dedication and absorption (Schaufeli, Salanova, Roma, &

Bakker, 2002). Vigor is characterized by high levels of energy

and mental resilience while working, the willingness to

invest effort in ones work and persistence in the face of

difficulty. Dedication is ones  sense of significance,

enthusiasm, inspiration, pride and challenge. Absorption

refers to the state in which one is highly concentrated and

happily engrossed in works so that s/he feels time passes

quickly and it is difficult to detach from work. Engaged

teachers, therefore, feel strong and vigorous at work,

enthusiastic and optimistic about the work they do and

are very often immersed in that work.

Further Schaufeli et al (2006) state that work engagement

is not a momentary and specific state, it is a more persistent

and pervasive affective-cognitive state that is not focused

on any particular object, event, individual or behavior.

The concept of engagement is also applicable to teaching

profession. Since the necessary precursor to high levels
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of student achievement is deep engagement in learning,

and the teacher’s own engagement is the key to achieving

that, work engagement among teachers have also received

important attention nowadays.

Teaching is stressful (Borg & Riding, 1991; Travers &

Cooper, 1996); for example, it has been estimated that

between 5% and 20% of all U.S. teachers are burned out at

any given time (Farber, 1991). In comparison with other

professions, teachers show high levels of exhaustion and

cynicism, the core dimensions of burnout (Maslach,

Jackson, &Leiter, 1996; Schaufeli&Enzmann, 1998).

However, it is important to note that the majority of teachers

are not anxious, stressed, unmotivated, or burned-out

(Farber, 1984). Quite to the contrary, the vast majority are

content and enthusiastic (Kinnunen, Parkatti, &Rasku,

1994; Rudow, 1999) and find their work rewarding

andsatisfying (Borg & Riding, 1991; Boyle, Borg, Falzon,

&Baglioni, 1995). So far in the occupational health

psychology literature, the negative aspects of teaching

have dominated. The aim of the current study is to

investigate work engagement as one of the positive aspects

of wellbeing.

REVIEW ON THE LITERATURE

A number of research and literature on work engagement

has offeredsomewhat different definitions of what work

engagement is (Kirkpatrick, 2007;Schaufeli, Salanova,

Roma, & Bakker, 2002). Kirkpatrick (2007), for example,

usesthe word job engagement to refer to employee’s

interest in, enthusiasm for andinvestment in his or her job.

She further says that empirical studies have revealed

thatjob engagement is associated with various positive

behaviors and outcome for bothemployees and the

organization.

According to Kahn, 1990 Work engagementis a construct

that captures the variation across individuals and the

amount ofenergy and dedication they contribute to their

job. It is defined as thesimultaneous employment and

expression of a person’s preferred self during tasksthat

promote connections to work and to others, personal

presence and active, fullperformances (Kahn).

May, Gilson, and Harter (2004) also conceptualized work

engagement anddescribe the three dimensions as

components: a physical component, an

emotionalcomponent, and a cognitive component. The

physical component is described asenergy used to perform

the job; the emotional component is described as

puttingone’s heart into one’s job; and the cognitive

component is described as beingabsorbed in a job so much

that everything else is forgotten.

Although most researchers agree on the construct of work

engagement, there are different views of its

conceptualization (Bakker, Schaufeli, Leiter, &Taris, 2008).

Two schools of thought exist on the relationship between

work engagement and burnout. Maslach and Leiter (1997)

rephrasedburnout as an erosion of engagement with the

job. Work thatstarted out as important, meaningful and

challenging, becomesunpleasant, unfulfilling and

meaningless. In the view of theseauthors, work engagement

is characterized by energy,involvement and efficacy, which

are considered the directopposites of the three burnout

dimensions, namely exhaustion,cynicism and lack of

professional efficacy respectively.Therefore, they also

assess work engagement by the oppositepattern of scores

on the three Maslach Burnout Inventory (MBI)dimensions

– low scores on exhaustion and cynicism, and highscores

on efficacy are indicative for engagement.Schaufeli and

his colleagues partly agree with Maslach andLeiter’s (1997)

description, but take a different perspective anddefine and

operationalize work engagement in its own right.Schaufeli

et al. (2002) consider burnout and work engagementto be

opposite concepts that should be measuredindependently

with different instruments. Furthermore,burnout and

engagement may be considered two prototypes ofemployee

well-being that are part of a more comprehensivetaxonomy

constituted by the two independent dimensions ofpleasure

and activation (Watson &Tellegen, 1985). Activationrange

from exhaustion to vigour, while identification rangefrom

cynicism to dedication. According to this

framework,burnout is characterised by a combination of

exhaustion (lowactivation) and cynicism (low

identification), whereasengagement is characterized by

vigor (high activation) anddedication (high identification)

(Storm and Rothmann,2003).

Therefore,.Schaufeli, Salanova, Gonzalez-Roma, and Bakker

(2002)  conceptualizedwork engagement. They identified

work engagement as a positive, fulfilling, work-related state

of mind that is characterized by vigor, dedication, and

absorption. Rather than a momentary andspecific state,

engagement refers to a more persistent and pervasive

affective-cognitive state that is not focused on

anyparticular object, event, individual or behavior.

Research has suggested that the level of work engagement

in general is affected by personal characteristics, the work

place (Brown, 1996; Kahn, 1990, in Kirkpatrick, 2007) and

the characteristics of the work, including job status and

job demands (Mauno et al., 2007). Teachers’ engagement

might be affected by their personal characteristics like

identity, self-esteem, and the sense of efficacy. Therefore,

teachers with clearer identity, higher self-esteem, and higher

sense of efficacy tend to be more engaged in their job.

Teachers’ work engagement can include the level of energy

and efforts teacher put into teaching, the commitment

teachers have to teaching and the amount of time teachers

spend in teaching. As research has suggested that efficacy

affects commitment to teaching (Coladarci, 1992; Evans

&Tribble, 1986), persistence and resilience (Ashton &
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Webb, 1986), the amount of time and efforts dedicated to

teaching (Burley, Hall, Villeme, &Brockmeier, 1991; Gibson

&Dembo, 1984; Glickman &Tamashiro, 1982), greater

enthusiasm for teaching (Alinder, 1994; Guskey, 1984; Hall,

Burley, Villeme, &Brockmeier, 1992), it is, therefore, certain

that self-efficacy is a predictor of teachers’ work

engagement.

According to Hakanen, Bakker,andSchaufeli (2006), the

Journal of School Psychology,  in the occupational health

psychology literature, the negative aspects of teaching

have dominated. Therefore, these researcher used the Job

Demands–Resources Model in an study among teachers

in order to include not only teacher burnout and the

associated process of energy draining, but also teacher

engagement and the positive motivational process

involved. The research suggeststhat teachers’ job

demands (pupil misbehavior, workload, and physical work

environment) predict ill health through their impact on

burnout, and that teachers’ job resources (job control,

supervisory support, information, social climate, and

innovativeness) predict organizational commitment

through work engagement.

Moreover, a number of biographical details have been

shown to affect scores in engagement surveys. The impact

of personal characteristics on engagement was identified

in Robinson et al.’s (2007) survey of employee engagement

in eight organizations spanning a range of sectors. The

survey revealed differences in levels according to gender,

age, ethnicity, disability and those with caring

responsibilities:

 % Gender: women appeared slightly more engaged than

men in some organizations.

 % Age: engagement was highest in those under 20 years

old and those 60 years plus, but dropped between 20 and

39 years old, before climbing again.

 % Ethnicity: ethnic minority groups reported slightly higher

engagement levels than their white counterparts.

 % Disability: generally, disabled individuals reported

higher engagement than those without a disability or

medical condition.

 % Caring responsibilities: overall those with adult caring

responsibilities had the lowest engagement levels with their

organisation, whilst those who cared for both adults and

children had the highest.

Balain and Sparrow (2009) agree that engagement levels

co vary with biographical factors such as how old a person

is and their gender, as well as more work related factors

such as how new they are to the organisation, their working

hours, their pay and where they sit in the organisation.

BlessingWhite’s survey of over 7,500 individuals and

interviews with senior human resource and line managers

found that at least a quarter of Generation Y employees

globally are disengaged with the exception of India, where

all generations have higher engagement levels than other

regions. They suggest that the older the employee, the

more engaged they are, with employees born since 1980

being the least engaged members of the workplace

(BlessingWhite, 2008).  BlessingWhite suggests that these

findings may reflect low seniority in organisations, where

older generations, eg baby boomers, would more likely be

expected to hold leadership roles, with increased

engagement expected to be an outcome from power and

position (BlessingWhite, 2008).

Roles and seniority make a big difference to the level of

engagement. Towers Perrin (2003) survey data suggests

that, generally, the more senior an individual’s role within

an organisation, the greater the chance of being engaged.

This is akin to studies of Generation Y which suggested

that increased engagement is expected to be an outcome

of power and position (BlessingWhite, 2008). Robinson et

al. (2007) highlighted that there are associations between

role and engagement levels, whereby senior managers,

managers and operational hands on employees have the

highest engagement levels, whilst professionals and ‘back

room staff’ are less likely to be highly engaged with their

organisations.

RESEARCH OBJECTIVES

§ To examine the reliability of the Utrecht Work

Engagement Scale using the coefficient of Cronbach’s

alpha.

§ To examine the level of Workengagement among

secondary school teachers

§ To investigate whether there is a relationship between

work engagement level and the independent variables: age,

gender, education level , and teaching  experience.

Hypothesis:Independent variables: gender, age, experience

and educationhave significant effect on the level ofwork

engagement.

METHOD

Participants and Procedure

A questionnaire was delivered to 15 high schools (207

teachers) in Hyderabad in March and April 2013. The

respondents were teachers from grade 6 to 10 i.e. secondary

school teachers. Data collection was carried out with the

prior permission of the school principal or manager.

Statements were presented in English.141 teachers

completed and returned the questionnaire anonymously

in an envelope. The response rate was 68%.

Mostparticipants were female (89.4%): 12.8% of the

teachers were 18-24 years old, 51.8%were 25-34 years, 26.2%
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were 35-44 years, 9.2% were 45-55years, and no respondent

was older than 55 years.

MEASUREMENT INSTRUMENT

Work engagement was measured by means of the Utrecht

Work Engagement Scale (UWES-9) (Schaufeli& Bakker,

2003), which includes three three-item scales: Vigor (VI),

Dedication (DE), and Absorption (AB) (Schaufeli, Bakker

and Salanova, 2006). Engaged workers are characterized

by high levels of vigor and dedication, and theyare

immersed in their jobs. The scale is available in long

andshort form (17 or 9 items).

The UWES has been validated in several countries,

including China (Yi-Wen and Yi-Qun, 2005),

Finland(Hakanen,2002), Greece (Xanthopoulouet al.

,n.d.),South Africa (Storm and Rothmann,2003), Spain

(Schaufeliet al. , 2002), and The Netherlands (Schaufeli

and Bakker, 2003;Schaufeliet al. , 2002). The UWES 9 has

been shown to have good constructvalidity, suggesting

high correlation to the theorized construct of

engagement(Seppälä et al., 2008). Tests have shown that

the three scales have good internalconsistency and test

retest reliability, indicating that the scale is reliable

(Schaufeliet al., 2002; Schaufeli et al., 2006).Responses to

items are given on a frequency scale varying from 0 (never)

to 6 ( always).

ANALYSIS

The analyses were run by means of analytical tools available

in SPSS.Table 1 presents some of the demographic

characteristics of the participants.

Among the sample group of 141 teachers, just 15

respondents were males and 126 were females. In addition,

a majority 51.8% of the respondents were from the age

group 25 to 34 years, and just 9.2% were from 45 to 54

years and no respondent was above 54 years of age. In

terms of work experience of the teachers in this study,

35.5% of the respondents had 6-15 years of work experience

while most of the teachers (51.1) had less than 5 years of

work experience, and (13.5%) had more than 15 years of

experience. Finally, approximately half of the teachers

(47.5%) had Master’s degree and there was no teacher

with Doctoral Degree.

Table 2 reports the UWES-9 items and associated

descriptive statistics obtained from the sample. For

realizing the level of work engagement among teachers,

the means of each items of the construct were calculated.

The mean values of the items suggested thatall the different

aspects of work engagement were experienced very often

or always by participants.
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MANOVA was statistically significant (p < .05) for age,

But that there was no significant differences in work

engagement between male and female teachers ( p>0.05).

Education level had also no significant effect on the work

engagement of the teacher sample (p>0.05). This means

that teachers of any education level engage equally with

their job. Years of experience did not contribute significant

differences in the level of teachers work engagement.

Therefore the hypothesis is accepted only for age ,and

rejected for the other independent variables.

Further MANOVA on the three dimensions of work

engagement revealed that age contributes significant

difference in VI, DE, and AB serving as dependent

variables. However, gender, experience, and education had

no significant effect on any of the dimensions of work

engagement.

FINDINGS AND CONCLUSION

With data obtained from a sample of secondary school

teachers in Hyderabad, it is found that the UWES-9 shows

a good internal consistency reliability(alpha=.86), well

above the suggested threshold of .70

(Nunnally&Bernstein, 1994). The internal consistency of

the three engagement scales was also acceptable

(alphas=.721, .829, .730 respectively, for vigor, dedication,

and absorption subscales).

The results of the study reveals good level of work

engagement (M=5.40) among the sample group.Out of the

three dimensions of work engagement Dedication (M=5.65

) was found to be most important determinant of

engagement level followed by absorption (M=5.41) and

vigor (M=5.14). These findings are consistent with the

findings of Mauno et al.,2007 where health care workers

experienced morededication than vigor andabsorption.Ina

study by Chaudharyet al. , 2012, among middle and senior

level executives in Indian organization, out of the three

dimensions of employee engagement, the average mean

score for dedication was found to be highest followed by

vigor and absorption. Also, Pitt-Catsouphes et al., 2011

reported that work engagement was high (5.5 overall)

among respondents from worksites in India. Likewise

Basikin, 2007 reported generally high (overall M=5.04) level

of work engagement among teachers in Indonesia

experiencing more dedication than vigor and absorption.

To test the research hypothesis MANOVAwas applied.

The result revealed that except the participants’ age which

had a significant effects on work engagement (p<0.05),

other independent variables: experience, gender and

education did not contribute significant differences in the

level of teachers’ work engagement (p>0.05).The findings

areconsistent with the findings of Robinson et al.’s (2007)

where engagement differed among different age groups,

but not consistent the findings of Pitt-Catsouphes et al.,

2011 where work engagement did not significantly differ

among Indian respondents of different ages,career stages,

or life stages.

Finally, since the study has been performed with a small

sample size, further studies can be conducted using a larger

sample.It is also recommended that further researches be

carried outto study the reliability of this scale using other

methods of examining reliability such as test-retest method

in order to examine the consistency of the responses.

REFERENCES

1.Arnold B. Bakker, EvangeliaDemerouti (2008).Towards a

model of workengagement. Career Development

International Vol.13 No. 3, 2008pp.209-223

2.BlessingWhite (2008), The State of Employee

Engagement, BlessingWhite

3.Borg, M. G., & Riding, R. J. (1991). Occupational stress

and satisfaction in teaching. British Educational Research

Journal, 17, 263–281.

4.Balain S, Sparrow P (2009), Engaged to Perform: A new

perspective on employee engagement: Executive Summary,

Lancaster University Management School

5.Farber, B. A. (1991). Crisis in education: Stress and

burnout in the American teacher. San Francisco7 Jossey-

Bass

6.Farber, B. A. (1984). Stress and burnout in suburban

teachers. Journal of Educational Research, 77, 325–331.

7.Jari J. Hakanen a,*, Arnold B. Bakker b, Wilmar B. Schaufeli

c (2005). Burnout and work engagement among teachers.

Journal of School Psychology 43 (2006) 495–513   2005

8.Kinnunen, U., Parkatti, T., &Rasku, A. (1994).

Occupational well-being among aging teachers in Finland.

Scandinavian Journal of Educational Research,38,315– 332.

9.Luthans, F. (2002). The need for and meaning of positive

organizational behavior. Journal of OrganizationalBehavior,

23, 695–706.

10. Maslach, C., Jackson, S. E., &Leiter, M. P. (1996).

Maslach burnout inventory manual (3rd ed.). Palo

Alto7Consulting Psychologists Press.

11. Mauno, S., Kinnunen, U. and Ruokolainen, M. (2007),

“Job demands and resources as antecedentsof work

engagement: a longitudinal study”, Journal of

Organizational Behavior, Vol.70,pp. 149-71.

12. Nunnally, J. C., & Bernstein, I.H. (1994). Psychometric

theory. New York: McGraw-Hill

13. Pitt-Catsouphes et al. ( 2011). Effects of Country &

Age on Work Engagement, Job Satisfaction &

Organizational Commitment Among Employees in India .The

Sloan Center on Aging & Work –Boston college

14. Rudow, B. (1999). Stress and burnout in the teaching

profession: European studies, issues, and research

503

WORK ENGAGEMENT AMONG SECONDARY SCHOOL TEACHERS IN HYDERABAD, INDIA



International Multidisciplinary Research Foundation

perspectives. In A. M. Huberman (Ed.), Understanding and

preventing teacher burnout: A sourcebook of international

research and practice (pp. 38– 58). New York7 Cambridge

University Press.

15. Rothmann, S. and Storm, K. (2003), “Work engagement

in the South African Police Service”,paper presented at

the 11th European Congress of Work and Organizational

Psychology,14-17 May 2003, Lisbon.

16. Robinson D, Hooker H, Hayday S (2007), Engagement:

The Continuing Story, Institute for Employment Studies

17. Schaufeli, W., Salanova, M., Gonza´lez-Roma, V., &

Bakker, A. B. (2002). The measurement of engagementand

burnout: A two sample confirmatory factor analytic

approach. The Journal of Happiness Studies, 3,71–92.

18. Schaufeli,W., &Enzmann, D. (1998). The burnout

companion to study and practice: A critical analysis.

London7Taylor & Francis.

19. Seligman, M. E. P. (2002). Authentic happiness. New

York: Free Press.

20. Schaufeli, W., & Bakker, A. B. (2004). Job demands, job

resources, and their relationship with burnout

andengagement. Journal of Organizational Behavior, 25, 293–

315.

21. Schaufeli, W.B. and Bakker, A.B. (2003), “UWES

– utrecht work engagement scale: test

manual”,Department of Psychology, Utrecht University,

Utrecht, available at: www.schaufeli.com

22. Towers Perrin (2003), Working Today:

Understanding What Drives Employee Engagement,

Towers Perrin HR Services

DelaramChehelmard, MBA

Jawaharlal Nehru Technological University Hyderabad, INDIA

d_chehelmard@yahoo.com

504

Business Sciences International Research Journal Volume 1 Issue 2  (2013) ISSN 2321-3191

***


