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ABSTRACT

Company needs to maintain and to give consideration to their employees as they want the company productivity to gain profits.
Millennials make up the bulk of the workforce at the organization. Millennials undoubtedly quit their jobs when they don't feel
sufficiently bonded to the organization. The Mercer Engagement Index indicates that 26% of Malaysian employees, or one in four,
do not feel engaged at work especially among Millennial. With this figure being among the highest in the Asia Pacific area,
business may need help to expand and for the economy grow. One strategy to keep an employee in the organization is to engage
them in their work. Employee disengagement, however, has the potential to ruin the business. Work-life balance, leader member
exchange, and job satisfaction are three factors that might increase employee engagement. Thus, the aims of this study are to
determine the relationship between work life balance, leader member exchange and job satisfaction towards employee engagement
among millennial in manufacturing industry. Quota sampling as the subjects were conveniently chosen from the targeted group.
Data was gathered using a questionnaire survey of 191 millennial in manufacturing industry. Data were analysed through
descriptive statistics, correlation analysis and multiple regression analysis. The SPSS Statistics software Version 29 was utilized
for data analysis. The findings indicate a positive significant relationship between leader member exchange and job satisfaction
towards employee engagement. However, the result indicates no significant relationship between work life balance and employee
engagement. This study also illuminates the need to offer millennial by providing flexible working hours to employees and the
Work from Home Policy, regularly conducting town hall sessions regularly, participate in recreational activities and receive
enough training to improve their knowledge and skills in their fields.
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INTRODUCTION

Employee engagement is defined as the part of self - belonging and commitment of the employee towards the organization. We
can see in the society, that there is an interest in generational differences. The area of employee engagement has garnered much
attention in recent decades. In fact, employees who being engaged will show emotional attachment to their employer or company
(Allie, 2020), they are eager and enjoy about their job field. They are more productive (Alison, 2020), concentrate and focused
with what are they doing (Adeline, 2020) and handle their job properly and efficiently (Schaufeli and Bakker, 2006). Employee
can perform better if they willing to work hard for their employer that make them retain with the organization for longer time
(Cuncic, 2020).

Employees who were born between 1980 and 2000 are becoming more prevalent in the workforce. They currently make up 35%
of the working population in the Malaysia, making them the generation with the largest workforce. That percentage will increase
to 75% by 2025. However, the Mercer Engagement Index indicates that 26% of Malaysian employees, or one in four, do not feel
engaged at work especially among Millennial. With this figure being among the highest in the Asia Pacific area, businesses may
need help to expand and for the economy as a whole to grow. Healthier and happier employees are more productive, and more
engaged employees are happier and healthier. The Employee Engagement Index score for Malaysia shows that there is significant
room for improvement in how businesses treat their employees and that there are many benefits to be gained if human capital is
given appropriate consideration. The analysis of millennial employees is crucial, given that this cohort constitutes the largest
working population in Malaysia. The primary emphasis of this research will be on the millennial generation's involvement in the
manufacturing sector in Malaysia.

The total process in the manufacturing sector is greatly influenced by employee engagement. Employee disengagement can
negatively affect the organisation through high employee turnover, low employee motivation, influence on the performance of the
organisation, and impact on business income (Gordon, 2021). The organisation will benefit a loss if new hires decide to leave the
company, they will be working for in less than a few months. This is a waste of time, money, and effort in recruiting new staff
when it is also necessary to train them. Because their expectations are not met and they feel unsatisfied at work, one of the reasons
there is tension in the work-life balance for millennial employees (Guazzeli & Zilli, 2016). In manufacturing industry setting, the
connection between work-life balance, leader member exchange, and job satisfaction is among the significant issues to be
answered. The number of studies examining the impact of work-life balance, leader exchange participants, and job satisfaction on
employee engagement among millennials in Malaysia needs to be increased. Thus, the research objectives of the study are as
follow: 1) To determine the relationship between work life balance and employee’s engagement among millennials in
manufacturing industry. 2) To determine the relationship between leader member exchange and employee’s engagement among
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millennials in manufacturing industry, 3) To determine the relationship between job satisfaction and employee’s engagement
among millennials in manufacturing industry.

LITERATURE REVIEW
EMPLOYEE ENGAGEMENT

The emotional commitment of employees towards organization to achieve organizational goal can be defined as an employee
engagement. (Kwon, 2019). Employees willing to work and enthusiastic about their task and job also willingness to persevere for
organization benefits. Employee involvement is significant for any organization. This is demonstrated by a study by Guillen and
Kasser (2021), which was the most significant study on employee engagement. Research suggests that through the first essential
academic study of employee engagement, employee involvement becomes more important in determining involvement as work
psychology experience and the processes of people who are mentally or absent during the performance of tasks (Kvajo, 2019).
Definition of employee engagement also can be explained as the employees who are attentive and perform his task well (Sofiah &
Fauziah, 2019). Three work-related elements namely as energy, captivation, and dedication is relationship with employee
engagement. (Brunetto & Far, 2018). Rather than emphasizing the attitude of personal resources in employment, Khan’s definition
explains the important characteristics of work involvement should be referred to the performance of job duties as well as
psychological relationships. Consistently, previous research finding that employee engagement is powerfully linked success of the
organization including factors employee performance and efficiency, productivity, safety attendance and retention, customer
service satisfaction, customer loyalty and profitability (Hill & Weitman, 2020). Subsequently, employer must know how to recruit
and retain millennials employees by appreciate and acknowledge their contribution and hard work, ensure the organization values
are intact and deeply embedded within overall operations and give opportunities for all employees to give opinion and feedback
for any related matters in the organization.

Based on research, in the recent decades, employee engagement become famous and attract many attentions of employer.
Engagement plays a very crucial role for the success and growth in the organization. The research studies show a correlation
between employee engagement and service, quality, safety, retention, sales, profit and total shareholder returns (Saks, 2019). If
employees are older the organization revenue will likely increase and be more successful (Joshi & Sodhi, 2021). Research also
found when employer able to engaged with millennials and understand them more at workplace, it will give positive impact to
many aspects in the organization such as increase of productivity, reduce turnover, increase of retention of potential staffs, create
conducive working environment, high trust between employer and employees and employees feels motivated when they want to
go to workplace. However, there is negative impact will occur when employee engagement does not exist in the organization or
lack of engagement which is can impact employee’s performance and motivation, high turnover rate where is employer cannot
retain the potential employees and impact company revenue (Sheppard, 2019).

WORK LIFE BALANCE

The stability of life outside of work (personal life) and life at work is known as work-life balance, or WLB. Providing care for
dependent family members, offering flexible work schedules, offering employee-friendly vacation or absence policies, delivering
education or training, encouraging physical fitness and healthy living, and forming enjoyable committees are some of the more
prevalent examples of work-life balance practices in use today. Work-life balance among employees may be impacted by an
excessive workload. While they appreciate working for the company, employees also enjoy spending time with their families.
Work-life balance is something that an employee controls with regard to their employer, friends, family, and themselves (Mohd,
Shah, Zailan, 2018). Brunetto (2019) asserts that WLB contributes to higher employee engagement.

In addition, according to Grimm (2019) the benefits of WLB are the existence of commitment, the loyalty and increasing the
employee productivity. According to Michael (2017), the millennial generation's introduction into the workforce brings with it
demands that may have an impact on motivation, productivity, and even increase turnover and retention issues. For their own well-
being, millennial generations are demanding more flexible work schedules. More flexible work schedules allow employees to take
more personal responsibility, improve performance, focus, loyalty, motivation, and commitment for their employers, and offer
psychological benefits (such as a reduction in anxiety and stress) (Schaufeli, Taris & Rhenen, 2018). According to Lazar, Osoian,
& Ratiu (2010), the benefits of WLB for companies include: (1) reducing the level of absence and delay; (2) showing employee
commitment and loyalty; (3) reducing employee turnover; (4) increasing customer retention; and (5) growing productivity. A study
by Shah (2017) found out a significant relationship between work-life balance and employee engagement with a number significant
of values of 0.006. In addition, work-life balance is the one factors that can increase the employee engagement. When employees
were given opportunities to manage their personal life, the employee engagement will increase positively (Patricia, 2017). Thus, it
is hypothesized that

H1: Work life balance has a positive significant relationship with employee’s engagement among millennial in manufacturing
industry.

LEADER MEMBER EXCHANGE
Leader member exchange are related with support, trust, respect and good interaction between employers and employees who are
in the same department who monitoring the employees jobs and tasks. (Grimm, 2017). Communication and interaction between

employees and their managers with are giving positive impact in their working environment and career. It is also focus on the
leadership theories that focus on the connection and the unique relationship leaders develop to their subordinates (Solnet, 2018).
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A good leader will always encourage their follower to success and improve in their working field. Leader will ensure they will
together with their employees to face any difficulties and problem without leaving the employee handle alone the problem or
issues. However, employees and leader have to create bonding between them to avoid any conflict or miscommunication. In order
to achieve of goals and accomplishment, leadership making encourages partnerships building between leader and followers
(Musgrove, Ellinger, 2014).

The employee-employer relationship is a crucial component of organisational life that affects behavioural outcomes and the
engagement process (Scott & McMullen, 2021). The degree of an employee's involvement in their work roles depends on the
quality of the exchange connection between the employee and employer. High quality LMX relationship influence effective
subordinates work behiors through the employee engagement process that intervenes (Wasterman & Yamamura, 2017). In the
projects, the leader is taken to be the direct boss, employer, or team captain. Additionally, inside work units, leaders have been
viewed differently by their one subordinate than by others (Lyons, 2014). As a result, an employee’s level of involvement depends
on how they view the effectiveness of leader-member interchange behaviours. Organizations cannot compel employees to
participate; they can only facilitate by ensuring that employees have a positive working relationship with their employers. As a
result, workers with higher quality LMX ties (in-group members) are more motivated and less stressed, which in turn has a
beneficial impact on job satisfaction (Oludayo, Falola, Obianuju & Demilade, 2018). Thus, it is hypothesized that

H2: Leader member exchange has a positive significant relationship with employee’s engagement among millennial in
manufacturing industry.

JOB SATISFACTION

Job satisfaction are positive feeling of employees that can increase of employee performance towards their jobs and work. It is
related to the reaction and acceptance of employees on work situation, reflection and communication with superior and other
colleague in the organization. (Robbins & Judge, 2013). Job satisfaction also related to the employee’s attitudes and feedback
towards their jobs which is can result of employee perceptions of this work (Patricia, 2019). Millennials are said to feel satisfied
when they get assignments that are considered interesting and appropriate for them. However, the thing that drives their desire for
satisfaction is not clear to be used as a measure of the development of organizational progress. Organization was suggested to
create an employee schedule and target that align with the employer interest (Kilber, Barclay & Ohmer, 2018). Absenteeism and
fluctuation are the factors that influencing and have connection with job satisfaction. These two factors directly influence successful
development and efficiency of the organization (Nnambooze & Parumasur, 2016)). Employee satisfaction at workplace can be
measured. However, we need to be careful with observation of their opinion, feeling and experience within the working
environment. This was proved in their study that satisfaction with work was connected to small number of injuries at work
(Kultalahti& Vitala, 2019). In addition, there is positive relationship between job satisfaction and employee engagement, and it is
significant (Lyons, 2017).

H3: Job satisfaction has a positive significant relationship with employee’s engagement among millennial in manufacturing
industry.

RESEARCH FRAMEWORK

Figure 1: The proposed research framework

Work Life Balance

Leader Membership Exchange
Employee Engagement among

Millennial

Job Satisfaction

RESEARCH METHODOLOGY

This research utilized a quantitative research method in order to determine the relationship between work life balance, leader
member exchange and job satisfaction with employee engagement. The population of this study involved millennials employees
in manufacturing industry. The population involved department of Accounts Department, Human Resource and Administration
Department, Cheese Plant, Can Making Plant, Evaporated Plant, SCM Plant, Logistics & Warehouse, Plant Engineering
Department, Material Planning Department, Quality Assurance Department, Research & Development, Safety and Security
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Department and Shipping Department. According to Krejcie and Morgan (1970), the sample size refers to population as a guideline
for the sample size decision. Based on the population on 339 of employees, the sample size taken for this study is 191. Besides
that, the instruments used in the study were adopted from reliable and valid sources in the literature. To measure employee
engagement, the study adopted nine items from Sheppard (2016). Meanwhile, four items were adopted from Brunnetto (2014) to
measure work life balance. 4 items were adopted from Lyons (2014) to measure leader member exchange. Four items were adopted
from Solnet & Hood (2018) to job satisfaction. The questionnaire was divided into four (5) sections which represented the
demographic profile of respondents, employee’s engagement, work life balance, leader member exchange and job satisfaction.
Hence, a five-point of Likert scale was used in order to determine the rating value or response from respondents. The scale range
are from 1 (strongly disagree), 2 (disagree), 3 (neutral), 4 (agree) and 5 (strongly disagree) with the particular statement. In
particular, the non-probability sampling design of the quota sampling technique was used for this study. The targeted respondents
will be the students that were born between the years 1980 and 2000. In this research, the researchers used a structured questionnaire
where all respondents received the same set of questionnaires.

RESULTS
Table 1: Demographic Profile

Variable Item Frequency Percent

Gender Male 135 70.7
Female 56 29.3

Age 28-32 115 60.2
33-38 33 17.3
39-43 43 225

Job Role Manager/ Assistant Manager 14 7.3
Executive 35 18.3
Supervisor 27 14.1
Non-Executive 90 47.1
Others 25 13.1

IS_:?\?it:: of Less 1 year 15 7.9
1-2 years 29 15.2
2-5 years 97 50.8
Over 5 years 50 26.2

The total numbers of respondents are 191. The findings in Table 1, show that 70.7 percent are male, while the remaining 29.3
percent are female. Based on age, the majority of respondents were found in 28-32 years old which represent 60.2 percent. Based
on job role, 90 percent of respondents were non-executive and makes up as majority. Last but not least, based on length of service,
the majority of respondents were found at category 2 -5 years services.

Table 2: Reliability Analysis

Variable No. of Items Cronbach's Alpha Results
Employee Engagement 9 0.901 Excellent
Work-Life Balance 4 0.764 Acceptable
Leader Member Exchange 4 0.804 Good

Job Satisfaction 4 0.813 Good

As shown in Table 2, the reliability test result has revealed that all four constructs are above satisfactory as their values are above
0.6. Reliability test such as internal consistency were performed in this study. This test is to determine the reliability of each
variable. Table 2 shows the interpretation of reliability based on Cronbach’s alpha for 191 respondents. Based on Cronbach’s alpha
result for employee engagement the value is 0.901, excellent. Next, the value for work life balance is 0.764 showing an acceptable
result. Leader member exchange with 0.804 Cronbach’s alpha with an acceptable result. Followed by job satisfaction with 0.813
with a good result.
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Table 3: Correlation Analysis

Employee Work-Life Leader Member
Engagement Balance Exchange Job Satisfaction
Employee Pearson
Engagement Correlation 1 0.221** 0.481** 0.659**
Sig. (2-tailed) 0.002 0 0
N 191 191 191 191
Pearson
Work-Life Balance Correlation 0.221** 1 0.104 0.308**
Sig. (2-tailed) 0.002 0.151 0
N 191 191 191 191
Leader Member  Pearson
Exchange Correlation 0.481** 0.104 1 0.414**
Sig. (2-tailed) 0 0.151 0
N 191 191 191 191
Pearson
Job Satisfaction Correlation 0.659** 0.308** 0.414** 1
Sig. (2-tailed) 0 0 0
N 191 191 191 191

As shown in Table 3, there is a significant correlation analysis between intrinsic motivation and happiness (r=.659, p<0.01) with
a high level of job satisfaction within oneself is associated with a high level of employee engagement. This result was supported
by Guillen and Kasser (2015) found that people with a high level of job satisfaction have a higher level of employee engagement.

Table 4: Regression Analysis

Dependent Variable Usage

Independent variables (B)

Work life Balance 0.026
Leader Member Exchange 0.253*
Job Satisfaction 0.547*
F value 59.429
R2 0.488
Adjusted R2 0.48

Based on the result in Table 4, the R2 of the model is 0.48. Therefore, the model implied that 48 percent of the variation in
employee engagement is explained by variation in work life balance, leader member exchange and job satisfaction. At the same
time, another 52 percent is explained by other factors. The F value of the model is 59.429 and significant at (p <0.01) which
indicates that the model is a considerable fit. Work life balance was found not to have a significant relationship with employee
engagement ($=0.026, p<0.01). H1 is not supported. Based on study by Hayman (2019), the relationship between work-life balance
and employee engagement is not significant and low positive relationship indicating that the higher of work-life balance, the better
of employee engagement.

Leader member exchange was found to have a positive significant relationship with employee engagement (p= 0.253, p<0.01). H2
is supported. It was supported by Lockwood (2017) found that leader member exchange and employee engagement is positive,
moderate and significant indicating that the higher leader member exchange, the better of employee engagement. Job satisfaction
was also found to have a positive significant relationship with employee engagement. H3 is supported. It was proven by Mesimo
(2017) found that the relationship between job satisfaction with employee engagement is positive, moderate and significant
indicating that the higher job satisfaction, the better employee engagement.

RECOMMENDATIONS

The results of this study are crucial and extremely helpful for millennial in manufacturing industry. Many relevant
recommendations that can be implemented to improve organizational performance in the manufacturing industry. The first
recommendation is for the employer is to providing flexible working hours to employees and the Work from Home Policy that
gives employees quality time with family and plan their work properly. In addition, conduct town hall sessions regularly with all
employees and seek for understanding of employees' needs in their career growth in their career growth should be sought to retain
the employees in the organization. Employees have the chance to contribute suggestions more significant improvement in the
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company during sessions. Determine the types of engagement that can increase engagement and motivate employees. Besides that,
boost dialogue between managers and staff. Conduct an annual employee survey to determine the company's culture and values.
Engage staff in open dialogue and solicit their opinions on how best to engage them. Then, participate in recreational activities
with coworkers and family members, such as sporting events and family days, to help employees maintain a healthy work-life
balance. Last but not least, employees should receive enough training to improve their knowledge and skills in their fields. Give
employees who want to pursue higher education a study loan.

CONCLUSION

In summary, this study has effectively met its goals, which included identifying the strong positive correlation between leader
member exchange and job satisfaction with regard to staff engagement among millennials in the manufacturing sector. This means
that they view employee engagement to be higher in proportion to their leader member exchange and work satisfaction. The study
found a strong and favorable relationship between leader-member exchange and employee engagement, which is consistent with
earlier research. This result is consistent with other research by Lyons (2014) and Oludayo, Falola, Obianaju & Dewilade (2018),
which found that employees with higher attributes LMX are less stressed and more motivated, which positively affects job
satisfaction and employee engagement. Consistent with previous research, the study demonstrated a significant and positive
association between job satisfaction and employee engagement. According to Lyons (2017) and Nnambaoze & Parumsur (2016),
employee engagement and job satisfaction are positively correlated. Furthermore, the data reveals that there is no substantial
positive correlation between employee engagement and work-life balance among the millennial population. Consequently, among
millennials working in the manufacturing sector, job satisfaction is the most important driver for employee engagement. To ensure
that the results are applicable to a wider audience, future studies should involve workers from different industries. It is also
recommended that a probability sampling strategy be used in further research. Additionally, to offer the study more depth, it is
advised that moderating or mediating variables be included in the framework.
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