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Abstract

This study was aimed to identify the level and the effect of workload, supervisor support and
co-workers support on work engagement among boarding school teachers in Selangor.
Quantitative approaches with non-experimental design were used for this study. A number
of 274 teachers from boarding schools in Selangor were chosen using random sampling
methods as studied samples. Research instrument involve questionnaires that was adapted
and modified according to the needs and suitability of this study. Data obtained were
analyzed using Statistical Package for the Social Sciences (SPSS) version 23 and descriptive
statistical analysis was conducted to explain the level of workload, supervisor support, co-
workers support and work engagement. Inferential statistical analysis is also implemented
and involves multiple regression analysis that describes the impact of workload, supervisor
support and co-workers support on work engagement. The result showed that the level of
workload was moderate, while the level of supervisor support, co-workers support and work
engagement were high. The findings of the study also revealed that there were a significant
effect between workload (B =.149, p < .05), supervisor support (B =.184, p < .05), co-workers
support (B =.461, p < .05) on teachers’ work engagement. Implication from this study, school
management can utilize the views of teachers on the aspects studied and make the
information as a useful tool to further increase work engagement among teachers.
Keywords: Work Engagement, Workload, Supervisor Support, Co-Workers Support, Teachers

Introduction

Teachers are regarded as important agents in conveying quality education to students.
Teachers also contribute to the development of high quality education and human capital to
the country (Isa, Singh & Hashim, 2018). However, a study conducted by the Academy of
Higher Education Leadership (AKEPT) on the teaching of teachers in 41 schools showed that
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50 percent of the teaching sessions presented unsatisfactory level, while, 12 percent of
teaching sessions used best pedagogical practices and achieve high standards (Ministry of
Education Malaysia, 2013). The findings show that the quality of teaching delivered by
teachers is at a low level. Therefore, the task of a teacher to teach students has great
importance. Through the lessons delivered by the teacher, it can help to build a good
personality and also convey knowledge to the students.

However, the increase in workload causes teachers to work overtime at school or still be
involved with work after working hours. Furthermore, technological advances, such as email,
telegram, whatsapp and so on can connect and engage teachers with work during their
personal time. Nowadays, teachers not only act as educators to spread their knowledge, but
they also act as managers, planners, facilitators and also become a role model to the local
community (Johari, Yean & Zulkarnain, 2018). These will raise various problems, such as job
dissatisfaction, stress, reduced engagement and others (Anila & Krishnaveni, 2016) and
indirectly affect their work and career development. After working hours at school, teachers
need to complete all assignments for the next day while at home, in addition to controlling
student learning records and attending various meeting and courses at school (Bhandare &
Seethalexmy, 2017). This can lead to unwanted results such as lack of focus in teaching and
indirectly it can adversely affect student achievement and the quality of their work
performance (Johari et. al., 2018).

Teachers are often faced with interpersonal processes while in school. This is due to the
working environment that requires constant interaction with other teachers, students and
even parents (Masluk, Santos, Cartagena, Martinez, Peck & Leiter, 2018). The interpersonal
process does not only occur while at school, but, it also occurs when teachers are at home.
This is because teachers still need to interact with co-workers, students and even parents to
convey certain things. This can cause teachers to be less interested in engaging in the tasks
assigned to them because it can cause them to face physical and mental fatigue after a day of
work. However, according to Harun et al (2015), the increasing workload is not necessarily
burdensome and has a negative impact on teachers, instead there are teachers who can adapt
to the work faced and further improve their work engagement in school. According to
Granziera, Collie and Martin (2021), the workload borne by teachers is not entirely negative.
This is because every challenge and problem faced by teachers can be solved by them through
various way. This proves that the teachers in the school are experienced teachers who are
committed to the work that needs to be completed by them. They also have enough
experience to carry out their duties and responsibilities while in school, especially related to
teaching and learning. Therefore, even though the teachers are facing a heavy workload, it
does not affect their work performance in school.

Besides, principals who act as supervisors to teachers in schools should play their role as
a point of reference for teachers. According to Siron et al (2017), supervisor support is one of
the important factors for school development and also the morale of teachers. In addition, if
the supervisor gives support and cooperation to the teachers, the matter can provide
motivation, encourage participation in work, build confidence and trust. Moreover,
supervisors should also play a role in understanding the problems of teachers and provide
guidance if they have problems to complete the tasks that need to be performed. Every
assignment given to teachers requires the support and guidance from their supervisors, in
addition to showing that they are confident that all teachers are capable to do the work
assigned. Alzyoud, Othman and Isa (2015) stated that it is very difficult to ensure that every
employee is always engaged with their work because it is not an easy task. However,
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supervisors can influence every employee because they have the power to influence the
workplace situation.

In addition to the support of supervisors, the support of co-workers is also an important
factor to help address the problems that exist among teachers (Vera, Martinez, Lorente &
Chambel, 2016). Co-workers support is also seen as an important factor because co-workers
are able to provide assistance when one of them needs it and indirectly it is able to increase
confidence that their work goals will be achieved. The importance of co-workers support is
also emphasized in the Malaysia Education Blueprint 2013-2025 (MEB 2013-2025). Based on
MEB 2013-2025, co-workers support can help improve the professional excellence of teachers
through mentoring, development and sharing, indirectly it can increase the responsibility of
co-workers in meeting the standards of the teaching profession (Ministry of Education
Malaysia, 2013).

Teachers who receive support from co-workers will be more confident and feel
appreciated. This can indirectly increase the level of work engagement of teachers in schools.
According to Robbins and Judge (2019), work engagement can be seen in every employee if
they have the opportunity to learn something new, consider the work done is important and
meaningful and feel that good relationships with co-workers and supervisors will be
rewarding to themselves. Mutually supportive co-workers will help teachers to share
experiences, problems, teaching methods, student management strategies and so on (Avanzi
et. al., 2018). Next, it helps to reduce fatigue, overcome stress and increase work engagement
among teachers. Therefore, supervisors and colleagues play an important role in providing
support and cooperation to teachers to carry out their duties.

Other than that, researcher founds that most studies in Malaysia did not examine
workload, supervisor support, co-workers support and work engagement simultaneously,
especially in the education sector. Most researchers study these variables separately. The
studies that have been implemented are more focused on the workers in hotels and hospitals.
This can be proven through studies conducted by Suan and Nasurdin (2016); Choo (2017);
Ahmed et al (2017) and Nasurdin, Tan and Khan (2018). Due to the gap in the literature, this
study aims to identify the level and the effect of workload, supervisor support and co-workers
support on work engagement among boarding school teachers in Selangor.

Review of Literature

According to Schaufeli, Martinez, Pinto, Salanova, and Bakker (2002), work engagement is
defined as a state of mind that leads to positive work that characterized by vigor, dedication
and absorption. Vigor is characterized as a high level of energy and mental resilience while
working and a willingness to invest effort in work as well as perseverance in the face of
difficulties. Dedication refers to a person’s engagement in work and feeling that they are
important, enthusiastic, inspired, proud, and able to face challenges. On the other hand,
absorption is a concentration and excitement in the job, where employee’s focus is fully
focused on the job (Schaufeli, Martinez, Pinto, Salanova & Bakker, 2002). Amin, Khattak and
Khan (2018) stated that work engagement is the ability and willingness of teachers to lead
their organizations towards success by engaging in different work activities.

A theory that is related to this study is Social Exchange Theory (SET) (Saks, 2006). This
theory described about employees who respond to a variety of psychological and
environmental conditions with different levels of engagement. SET suggests that obligation is
created through interactions between individuals that show progress in their relationship
over time and become a trustworthy commitment (Ganzach, Pazy, Ohayun & Brainin, 2002).
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The obligations only occur when individuals follow exchange rules that involve reciprocal
processes (Kular, Gatenby, Rees, Soane & Truss, 2008; Saks, 2006). In the workplace, a
reciprocal process occurs when an employee reimburses resources provided by a supervisor
by choosing to engage in a given job (Saks, 2006). High-quality exchange relationships
between supervisors and employees create an obligation for employees to respond in positive
and beneficial ways to reduce feelings of indebtedness to supervisors (Settoon, Bennett &
Liden, 1996; Whitener, Brodt, Korsgaard & Werner, 1998). Employees who have a close
relationship with co-workers also tend to negotiate the tasks and responsibilities that need
to be performed in the workplace so that they can help each other in giving ideas, opinions,
sharing expertise and knowledge as well as dealing with workload problems faced by each
workers (Cropanzano & Mitchell, 2005).

Job Demand-Resources (JD-R) model is a model of work engagement that used in this
study and was developed by Bakker and Demerouti (2007). The JD-R model was developed to
clarify why the employees keep engaged with work even they are faced with a high workload.
These models are classified into two main categories, namely job demands and job resources.
Job demand refers to workload, while job resources covers supervisor support and co-
workers support. When job demand is high, then, job resources will become more prominent
and can increase employee motivation in the workplace (Bakker & Demerouti, 2007). Based
on this model, support by supervisor and co-workers leads to positive engagement and work
outcomes among employees (Schaufeli & Bakker, 2004). According to Bakker, Demerouti,
Hakanen and Xanthopoulou (2007), the negative relationship between workload and work
engagement can be weakened if employees enjoy high support from supervisor and co-
workers in the organization. According to Saks (2011), when supervisor and co-workers
support in an organization increase, the work engagement of employees will also increase.
This is because employees tend to reciprocate the support they receive from supervisor and
co-workers through high work engagement. This is in line with SET theory, where employees
will go through a reciprocal process after they receive high support from supervisors and co-
workers because they want to reciprocate the support received by engaging in the work that
needs to be done.

Workload refers to all tasks, responsibilities or activities that involve a teacher’s time
either in school or outside of school hours. Ahmed, Shah, Siddiqui, Shah, Dahri and Qureshi
(2017) stated that a high workload will reduce the positive relationship of employees with the
work that needs to be done as well as reduce employee motivation to work. This issue has
resulted in reduced employee engagement. Antin and Kiflee (2018) stated that if the workload
is too light, it will cause teachers to feel bored because they perform the same work routine
every day, while, too heavy a workload will result in teachers being less motivated to perform
the work and feel burdened. Nevertheless, Teng, Hassan, Kasa, Bandar, Ahmad and Nor
(2017) stated that if employees have a high workload, they will always be engaged to perform
the work that needs to be performed. This explains that workload has a positive effect on
work engagement. The results of a study conducted by Ishak and Rusman (2018) showed that
teachers in schools can manage the workload they face efficiently and their work
performance is not affected by the workload, indirectly they are engaged with their work and
face the burdens (Breevaart & Bakker, 2018). The results of the study are in line with the
findings of a study conducted by Katariina, Lauri and Kirsti (2019) and Zahrah, Aziz and Hamid
(2019) who stated that teachers in schools are very committed and always engaged with the
works that needs to be done, even if they face workload and challenges while at work. Arshad
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and Mustapha (2017) described workload as one of a factor that increase the effectiveness
and job satisfaction among teachers and in turn increase their work engagement.

Supervisor support in this study refers to the principal in a school. As a supervisor, the
practice of work engagement among employees should be inculcated and prevent hard work
among employees so that they are not overly stressed while performing the work that needs
to be completed. Based on a statement by Sawasdee, Saengchai and Jermsittiparsert (2020),
trained employees will be more motivated to get engaged with their work. This is in line with
the statement by Park, Hye-Seung and Eun-Jee (2018) who stated that organizations can
provide more professional training and development opportunities to meet the needs of
employees if they get support and information from supervisors. The study conducted by
Contreras, Abid, Govers and Elahi (2020) has supported the findings of the study of Ahmed,
Ahmad and Jaaffar (2017); Mohamed and Ali (2016) which showed that supervisor support
has a positive impact on work engagement. The findings of the study revealed that employees
who have a harmonious relationship with supervisors will be motivated to perform and
engage with tasks in the workplace (Shahid, Amdan, Alwi, Azmi & Hassan, 2016). The positive
influence of supervisor support can open up opportunities for employees to enhance
professional development, while being able to deal with critical situations more efficiently
and effectively with the co-workers.

Pimploi et al (2020) and Orgambidez-Ramos and Almeida (2017) stated that co-workers
support is able to increase the work engagement of employees. The support can make an
employee to be a dedicated and enthusiastic person while at work. The statement is
supported by Srimarut and Mekhum (2020) who stated that positive co-worker attitudes are
closely linked to higher job satisfaction. This is because support from co-workers can help
employees to reduce the feeling of fatigue while working and they feel more confident while
at work. Indirectly, employees will be satisfied and engaged with the work that needs to be
performed. This can be proven through a study conducted by Ahmed, Majid, Al-Aali and
Mozammel (2018) and Dogru (2018) which showed that there is a positive relationship
between co-workers support with work engagement. According to Vera, Martinez, Lorente
and Chambel (2016), if teachers receive high co-workers support in the workplace, they will
feel safer and more courageous to make a decisions. Overall, the researchers concluded that
co-workers support were able to increase work engagement and provide the best possible
understanding for employees to understand work engagement.

Methodology

The study utilized a quantitative approach using a survey design to collect information and
data on workload, supervisor support and co-worker support towards work engagement
among boarding school teacher in Selangor. A simple random sampling technique was used
in this study. A total of 274 teachers in nine boarding schools in Selangor were involved in this
research. The workload questionnaire was modified from Othman and Omar (2014), while
the supervisor support questionnaire was adapted and modified from Kottke and Sharafinski
(1988). Next, the co-worker support and work engagement questionnaire were adapted and
modified from Hain and Francis (2004) and Schaufeli and Bakker (2004) respectively so that
the questionnaire used was appropriate to the study context. There were 30 items of the
guestionnaire. Besides demographic section, this survey involves four section, which is
workload (Cronbach’s Alpha = 0.862), supervisor support (Cronbach’s Alpha = 0.943), co-
worker support (Cronbach’s Alpha = 0.964) and work engagement (Cronbach’s Alpha = 0.868).
The high Cronbach’s Alpha value indicates that all of the items used have high reliability. Thus, the
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items can be considered as very good items. The likert scales of the survey was ranged from 1
(strongly disagree) to 7 (strongly agree). To analyze the data obtained, descriptive and
inference analysis were used. Descriptive analysis involves mean value to identify the level of
workload, supervisor support, co-worker support and work engagement. The inference
analysis that used in this study was a multiple regression test. It is used to analyze the effect
of workload, supervisor support and co-worker support towards work engagement among
teachers.

Results and Discussions
The results of the level of workload, supervisor support, co-worker support and work
engagement according to the total of mean value is shown in table below.

Table 1 indicated the findings of the mean score and level for each items of workload.
According the results, the mean score for each items is at a moderate level. The item that
records the highest mean value is “/ replaced the class of teachers who did not attend school”
with the mean score of (M=4.19, SD=0.786). The results of the data shows that the teachers
are most burdened when they have to replace other teacher classes. However, they can still
control the situation and understand the situation of other fellow teachers and help each
other if they face personal problems or work-related matters. Therefore, their level of burden
is at a moderate level only because the teachers understand the work that needs to be done
and they always help each other to ensure that their work can be completed according to the
given period.

Table 1
Levels of Workload
Item | Statement Mean SD Level

1 I ti ft hool h t daily |
use time after school hours to prepare daily lesson 3.95 797 | Moderate
plans.

2 I ti ft hool h t i tudent
u§e ime after school hours to review studen 3.96 759 | Moderate
assignments and test paper.

3 | use time after school hours to prepare test and

examination reports (entering marks in the
computer and making reviews of student
achievement).

4.01 724 Moderate

4 | use time after school hours to provide
. . . P 3.98 .734 | Moderate
documentation related to administrative matters.
5 | use time after school hours to complete the
, . . P 3.95 .686 | Moderate
school’s task about administration management.
6 | replaced the class of teachers who did not attend
P 4.19 .786 | Moderate
school.
7 | attended meetings related to administrative

4.03 .723 | Moderate

management held after school hours.
Note : M= Mean, SD = Standard Deviation,
Low (1.00-3.00), Moderate (3.01-5.00), High (5.01-7.00)

Table 2 shows the findings of the mean score and level for each items of supervisor
support. The mean scores for Item 8 to Item 14 range from 5.12 to 5.44. ltem 11 shows the
highest mean score among other items, which is 5.44. This item represents the question “My
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supervisor cares about my general satisfaction at work”. School principals who act as
supervisors for teachers provide support to them. This can be proven by the mean score test
conducted by the researcher, that is, all items of supervisor support are at a high level. Overall,
it can be seen that supervisors always support and encourage teachers to help them perform
their tasks as well as complete their knowledge, while showing concern for the problems
faced by teachers.

Table 2
Levels of Supervisor Support
Item | Statement Mean SD Level

8 My supervisor strongly considers my goals and 531 996 High
values. ' ' &

9 My supervisor wants to know if | have any 542 643 High
complaints.

10 | My s.uperV|sor tries to make my job as interesting as 515 964 High
possible.

11 My supervisor cares about my general satisfaction 5 44 678 High
at work.

12 | My supervisor really cares about my well-being. 5.12 990 High

13 | My supervisor cares about my opinions. 5.12 964 High

14 | My supervisor takes pride in my accomplishments. 5.43 672 High

Note : M= Mean, SD = Standard Deviation,
Low (1.00-3.00), Moderate (3.01-5.00), High (5.01-7.00)

Table 3 indicates the findings of the mean score and level for each items of co-workers
support. The mean score range of Item 15 to Item 21 is at between 5.59 to 6.08. Item 21
represents the highest mean score among other items, which is 6.08. The question for Item
21 is “I feel fortunate that | have good co-worker relationships”. This means that teachers
always maintain their good relationships with their co-workers. Therefore, they are always
helpful and considerate of each other, in addition to engaging in school activities or
assignments that have been entrusted. Overall, the mean score for the variable of co-worker
support is at a high level.

Table 3
Levels of Co-Workers Support
Item | Statement Mean SD Level
15 | I like spending work hours with my co-workers. 5.59 1.002 High

16 | My co-workers and | cooperate well with each

other. 5.90 .932 High
17 Th'e more.l interact with my coworkers the better | 598 777 High
enjoy my job.
18 My coworkers and | interact positively on the job. 5.93 923 High
19 | l enjoy the time | spend on the job with my co- 5.90 930 High
workers.
20 | Ifeel lucky to be working with my co-workers. 5.93 925 High
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21 | I feel fortunate that | have good co-worker
relationships.

Note : M= Mean, SD = Standard Deviation,

Low (1.00-3.00), Moderate (3.01-5.00), High (5.01-7.00)

6.08 | .774 High

Table 4 shows the findings of the mean score and level for each items of work engagement.
The findings of the study show that Items 22 to Item 30 have a mean score range between
5.12 to 5.92. A mean score of 5.92 represents Item 28, which is the item shows the question
“I feel happy when | am working intensely”. This shows that even though the teachers work
hard, they are still feel fun. The persistence of teachers in carrying out work is closely related
to the workload that needs to be borne. However, the issue is not a problem for them because
they are always given support and encouragement by supervisors as well as co-workers.
Indirectly, teachers become more enthusiastic, willing to face challenges, feel important and
also have high mental resilience. Overall, the mean score for the work engagement variable
is at a high level.

Table 4
Levels of Work Engagement
Item | Statement Mean SD Level
22 | At my work, | feel bursting with energy. 5.60 .909 High
23 | At my job, | feel strong and vigorous. 5.61 .904 High
24 I.can continue working for very long periods at a 512 1.000 High
time.
25 | My job inspires me. 5.71 737 High
26 | find the work that | do full of meaning and 5 66 897 High
purpose.
27 | am proud of the work that | do. 5.89 .764 High
28 | | feel happy when I am working intensely. 5.92 .872 High
29 When | am working, | forget everything else 598 996 High
around me.
30 | lamimmersed in my work. 5.26 .995 High

Note : M= Mean, SD = Standard Deviation,
Low (1.00-3.00), Moderate (3.01-5.00), High (5.01-7.00)

Next, the results of the effect of workload, supervisor support and co-worker support on
work engagement are shown in table below. Based on the study conducted, results from the
feedback of the respondents are summarize in Table 5. The stepwise multiple regression
approached was used to test the hypothesis. In the table below, co-workers support,
supervisor support and workload are considered as independent variables, while the work
engagement is considered as a dependent variable. This analysis was ran to examine the
effect of workload, supervisor support and co-workers support on teachers work
engagement. The result of regression analysis showed that the workload, supervisor support
and co-workers support have a significant effect on work engagement among teachers. Based
on the table below, the score of determination coefficient (R2) as .360. This means, co-
workers support, supervisor support and workload are contributes to work engagement as
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much as .360 or 36 percent of work engagement are explained by the independent variables.
The rest of 64 percent of work engagement might be influence by other factors that were not
explored in this research. However, based on the literature review, the independent variables
that studied in this research was the main predictor on work engagement. This model
contributed 36 percent, which is the co-workers support is the key predictor on work
engagement (B =.461, t = 8.597 and p<.05) that contributed 31.3 percent. Supervisor support
is the second predictor (B =.184, t = 3.526 and p<.05) that contributed 2.6 percent on work
engagement. The third predictor in this research is workload (B = .149, t = 2.975 and p<.05)
that contributed 2.1 percent on work engagement.

Table 5
Summary of Regression Analysis
Independent B Beta A R? t Sig. %
Variables (B)
Co-Workers Support .518 461 .313 8.597 .000 31.3
Supervisor Support 224 184 .026 3.526 .000 2.6
Workload .261 .149 .021 2.975 .003 2.1

a. Dependent Variable: Work Engagement; P < .05

Discussion and Conclusions

The main objective of the study was to investigate the level and the effects of workload,
supervisor support, co-worker support on work engagement. The finding indicates that
workload have a significant impact on work engagement among teachers. The findings of this
study prove the workload that borne by teachers is able to increase their work engagement
in school. The findings of this study are in line with the study conducted by Breevaart and
Bakker (2018) who stated that although the employees have to face high workload, they are
still engaged with the work and they are ready to face the burdens and challenges while at
workplace. In line with the statement by Katariina, Lauri and Kirsti (2019) and Zahrah, Aziz
and Hamid (2019), employees are always engaged with their work even when the workload
is high. Workload is not a major factor contributing to the increase in work engagement
among teachers in schools. This is because the teachers in boarding school face only a
moderate level of workload in the school. Thus, the workload has a significant impact on the
work engagement of teachers. These findings are in line with the study conducted by Arshad
and Mustapha (2017) who explained that a moderate workload can increase the effectiveness
and job satisfaction among educators, thereby increasing their work engagement while at
workplace.

Next, the supervisor support is the second factor that act as predictor of teacher work
engagement. The findings of the study indicate that supervisor support has a significant
impact on teacher work engagement. These findings are in line with the study conducted by
Contreras, Abid, Govers and Elahi (2020) who stated that supervisor support has a significant
relationship with work engagement. This is because the support of the supervisor is able to
increase work engagement through the existence of a harmonious relationship between the
two parties, namely the supervisor and the employees. In addition, the study conducted by
Ahmed, Ahmad and Jaaffar (2017) also supports the findings of this study and stated that the
support of supervisors provide positive impact on work engagement. A good relationship
between supervisor and employee will increase their engagement while at workplace. The
findings of this study are also in line with Mohamed and Ali (2016) who explained that the
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support of supervisors has a significant relationship with work engagement. There are three
things a supervisor needs to do toward teachers. Supervisor need to be willing and listen
about work problems faced by the teacher, help the teacher to solve those problems and be
willing to listen to the teacher’s personal problems. The personal problems that shared with
supervisors can make supervisors more understand the situation and difficulties that are
being faced by teachers (Shahid et al., 2016). Therefore, teachers who face problems while at
work can use supervisors as their reference.

Co-worker support is a key predictor of teacher work engagement and has a significant
impact. The findings of this study are in line with a study conducted by Dogru (2018) and
Ahmed, Majid, Al-Aali and Mozammel (2018) who stated that co-worker support has a
positive relationship on work engagement. The study by Orgambidez-Ramos and Almeida
(2017) is also in line with the results of this study. Findings of the study revealed that co-
worker support increased work engagement among employees. The results of this study
prove that co-worker support is the most important factor in increasing teacher work
engagement at schools. Furthermore, the results of this study also correspond to the study
that has been implemented by Pimploi et al (2020). The findings of the study revealed that
co-worker support is the most influential factor on work engagement. Thus, the researchers
concluded that co-worker support is very important in increasing teacher work engagement
at schools. Co-workers at school can influence teachers work environment and in turn the
matter will affect the attitude of teachers in the workplace. The support provided by co-
workers can create a positive perception among teachers about their workplace. At work,
teachers will help each other and share information, opinions and ideas when there are
friends who have problems to perform work. This is supported by Vera, Martinez, Lorente and
Chambel (2016) who stated that if co-workers give good support to teachers, they feel safe
and more courageous to make any decisions. This is because the support provided by co-
workers can help each other to reduce the feeling of fatigue while working, in addition to
employees will feel more confident and strive to engage with the work that needs to be done.
In this regard, teachers are able to manage the workload that needs to be borne more easily
through the support provided by their co-workers.

Given this juncture, this study has strengthened the existing Theory of Social Exchange
(SET) because this study has proven the importance of workload, supervisor support and co-
workers support as predictors to increase work engagement among teachers in schools. SET
was used in this study to improve understanding of workload, supervisor support, co-workers
support on work engagement. However, past studies using this theory are mostly
implemented in Western countries, such as the studies conducted by Park, Hye-Seung and
Eun-Jee (2018); Srimarut and Mekhum (2020) as well as Pimploi, Patsara, Li and Aongart (
2020). Studies conducted using this theory in Malaysia are very few compared to Western
countries, such as Osman et al (2016); Zahrah, Aziz and Hamid (2019); Makera, Nasidi,
Kamaruddeen and Jemaku (2019). Therefore, the findings of this study can contribute to the
context of the study in Malaysia as well as the existing knowledge.

The findings of this study are very useful to the field of education. Through the findings
of the study, supervisor need to be trained to always give support to the teachers under them.
Supervisor also need to build strengths in teachers through encouragement in learning. This
is in line with SET, when supervisor provide assistance or support to teachers, teachers will
reciprocate that assistance through their efforts to continue and engage with the work in the
school. Furthermore, the encouragement of learning by supervisor can also occur among the
teachers themselves, through the sharing of knowledge, opinions, ideas and suggestions
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between co-workers to perform a task, including the implementation of teaching and learning
sessions in schools.

Besides that, this study has several practical implication to school management and the
teachers to consider to understand the workload, supervisor support and co-workers support
in order to enhance their work engagement at school. School management needs to pay more
attention to these aspects so that teachers can increase their commitment to improve the
skills and knowledge needed to perform the work that needs to be completed. In this regard,
school management needs to further strengthen the relationship with teachers through their
engagement in decision making, providing appropriate channels to listen to problems and
dissatisfaction among teachers and provide good support to teachers when they face any
problems, especially related with work.

Nonetheless, this study has few limitations which focused only on three variables that
can effect work engagement. Thus, further study would expand the knowledge on nature of
work engagement by exploring other variables, such as role ambiguity, personal growth,
turnover intention and else. The future research need to be conducted the study which
includes larger samples that can give better perspectives about work engagement. This is
because the respondents involve only from nine boarding schools in the state of Selangor.
Besides, the result of this study might be quite different from those teacher in other areas or
countries. However, this findings can provides a fundamental reference for the school
management and teachers that located in other areas or countries.
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