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Abstract

This study used a descriptive-quantitative research method. The objectives were to assess administrators' level of work
engagement, work performance, and to determine the correlation between work engagement and work performance.
The respondents of this study were 22 principals/deputy principals, 22 directors/deputy directors, and one hundred
seventy-six (176) department heads and deputy department heads of the public secondary schools of Nakhon Nayok,
Thailand. All data were based on a self-report. The findings showed that the administrators' engagement level (mean
=4.07) and performance level (4.21) was high at a 0.5 level of significance. There is also a strong correlation (r = 0.96)
between engagement and performance. The implication of this study is to help administrators maintain or enhance
engagement and performance for continuous improvement in the indicators mentioned in this study for the success of
school management.
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1. Introduction
1.1 Background of the Study

Over the past years, employee engagement and performance are fundamental keys to organizational success.
Employee engagement is gaining momentum, popularity, and acquiring international attention. It becomes an accepted
belief that engaged employees feel connected to their work, positively influencing their performance. Thayer (2008)
supported the idea that employee engagement is an essential tool in organizational success. By knowing the factors that
can help increasing employee engagement, employers can make a plan or strategy within their organizations to create a
conducive and favorable psychological climate. In an interview by Amabile, (Forbes, 2014) mentioned that managers
should help people find meaning in their work to get engaged. Recognition of employees can make employees more
engaging. According to Russell (2010), recognition does not often happen in the workplace, even though it is vital to
employees and makes a difference to the company's bottom line. If the leaders who take the time to recognize staff
make a difference in their lives and success.

More recently, administrators are trying to assess the employees using some tools to strengthen engagement and
performance to do their job effectively. Researchers showed that administrators could identify the factors that
influence the employees' level of engagement and performance. Numerous reports identified worldwide the
employees' low level of engagement. Only fifteen percent [15%] of workers can be described as fully engaged in their
work, while eighty-five percent [85%] are not engaged or are actively disengaged (Gallup, 2017). Furthermore, Gallup
identified three (3) types of engagement; engaged, not engaged, and actively disengaged employees. Engaged
employees are the builders who regularly give the best at work. Not engaged employees are focus only on the tasks
spelled out to them rather than the organization's goals. The worst type of engagement is disengaged employees. These
employees are dangerous. They do not perform well and demotivate or discourage the organization's performance. The
academic community also sees the problem of low employee engagement and its negative impact on business
outcomes (Motyka. B., 2018). Engagement refers to the commitment of the employee to the organization’s goals and
values. A satisfied employee might show up for work daily without complaint but will not put extra effort on her own

Published by Sciedu Press 29 ISSN 1925-0746  E-ISSN 1925-0754



http://wje.sciedupress.com World Journal of Education Vol. 10, No. 5; 2020

(Kruse, 2011). Satisfaction and commitment are correlated with performance, but engagement is generally a better
predictor of employee performance. West and Dawson (2012) mentioned that researchers measured employee
engagement over the past years using three approaches: a description of conditions under which people work,
behavioral outcomes, and psychological orientation. This approach to engagement is the most common in academic
research to date.

However, employee engagement should not be confused or used interchangeably with commitment. Organizations
must work to engage employees and establish a two-way relationship between the employer and employee (Robinson
et al., 2005). Engaged employees are motivated to contribute knowledge and skills to organizational success, and are
able at the same time to enhance their sense of well-being. Chiumento (2004) described engagement as a positive and
two-way relationship between an employee and the organization. Another aspect of human resources, which is
essential to note, is employee performance. Performance is the activities expected to a worker and how well those
activities are done (Dessler, 2012). Armstrong (2006) defines performance as the accomplishment of the quantified
objectives of employees. The function of performance is both ability and motivation. To unlock employees' true
potential and productive work, administrators or managers must align their jobs to their goals, values, and objectives.
Layne (2019) mentioned that organizations assess their workforce's performance on an annual or quarterly basis to
identify areas for improvement. Many studies had emphasized that the vital way to enhance employee performance is
to focus on fostering employee engagement. Managing daily employee performance is the key to a compelling
performance in the management system. Performance appraisal is one of the most known or popular tools used by
organizations and businesses to achieve their employees' desired performance (Layne, 2019). Organizations should
provide managers with enough training to find the right solutions that address the employees' poor performance. The
best approach is based on the assumption that people who care will tend to improve the facilities around them and work
hard for the success of the organization (Tumarkin, 2019).

Due to the above premise, the researcher is guided to look into employee engagement and performance. The researcher
wanted to measure engagement and performance among administrators of Secondary Public Schools in Nakhon Nayok.
Also, to determine areas that need to improve for the success of school management.

2. Objectives of the Study

This research wanted to study the engagement and performance level of administrators in Nakhon Nayok Public
Secondary Schools. Specifically, it aimed to:

1. assess the level of engagement and performance, and

2. determine the correlation between work engagement and work performance.

3. The Paradigm of the Study

ENGAGEMENT PERFORMANCE
* Job knowledge
* Managet/ supervisor evaluation * Interpersonal skills, cooperation/
collaboration
» Teamwork

. » Communication skills
* Growth opportunities

* Work-Life balance

» Behavioral fairness

* Planning organizing and achieving
results

* Problem analysis and decision
« Effective communication making

» Commitment to diversity/ inclusion

4. Literature Review

Kahn (1990) mentioned that employee engagement theory is a construct that is a personal expression of self-in role;
engaged employees express willingness to invest skills, knowledge, and energy in an organization. Kahn was the first
to define employee engagement as the harnessing of organization members’ selves to their work roles. Employee
engagement is also defined as the participation, satisfaction, and eagerness of individuals for work (Harter et al., 2002).
Employee engagement is also a popular concept in the industry from 1999- 2005 and discussed the importance of

Published by Sciedu Press 30 ISSN 1925-0746  E-ISSN 1925-0754



http://wje.sciedupress.com World Journal of Education Vol. 10, No. 5; 2020

employee engagement among managers, consultants, and policymakers. In engagement, people are hired based on
their physical, cognitive, and emotional role during the performance. Academicians became interested in the concept
of employee engagement. Several studies extended this idea into job engagement, work engagement, and organization
engagement (Welch, 2011). The precursor of employee engagement were job characteristics, organizational support,
supervisor support, rewards, recognition, procedural justice, and distributive justice. On the other hand, the
consequences of engagement were job satisfaction, organizational commitment, intention to quit, and organizational
citizenship behavior. Numerous studies propose that employees with a high level of engagement in the organization
significantly reduce turnover intention (Maslach et al., 2001; Saks, 2006). Gallup, a known authority on employee
engagement, connect employee engagement to a positive employee’s emotional attachment and commitment
(Demovsek D, 2008). Thus, employee engagement makes employees emotionally attached to their organization and
becomes passionate about their work; hence, it improves employee retention. Employee engagement is a crucial reason
for fostering high employee performance levels shown in several studies (Macey et al., 2009; Mone and London, 2019).
Performance management sets meaningful goals that build trust between employers and employees to enhance
employee engagement.

Additionally, Crabb (2011) supported the idea that work engagement is a positive attitude of the employee regarding
its values. His research focused on employees' engagement and awareness of colleagues' business context and worked
to improve the organization's job performance. Moreover, the organization must develop an engagement level that
requires two-way relationships between employer and employee.Research conducted by Mone, E.M. et al. (2011)
addresses the sense of employee engagement and evident to others through the presence of personal initiative,
adaptability, effort, and persistence directed toward the organization's goals. It is also a relatively new concept that
needs to promote a desirable performance (Macey & Schneider, 2008). The factors that build engagement may differ
from traditional employees' results, such as job satisfaction and organizational commitment (Macey et al., 2009). The
considerations of promoting engagement as a desirable outcome of the performance management process constitute
relevant development in the performance (Sparrow, 2008). Furthermore, Linley et al. (2009) noted that employee
engagement represents a practical approach. Thus, consideration of how employee engagement provides to
performance management is a progress in the performance management literature that is consistent with recent
organizational sciences trends.

Studying employee engagement may strengthen performance beyond that achievable through a current focus on the
performance itself. The traditional approach to performance assessment applies to stable jobs. The process of work is
procedural and observe easily (Banks and May, 1999). However, Singh (2008) mentioned that current jobs are much
less static, and job represents excellent performance is more variable (Fletcher & Perry, 2001). Additionally, the
complex and dynamic nature of performance is captured by distinguishing between the task and the evolution of
concepts such as emotional intelligence (Goleman, 1998), contextual performance (Borman & Motowildo,
1993). Engaged employees feel concerned about their organization and work to contribute towards its success.
According to Gallup (2005), he observed that highly engaged employees are assets for an organization to attract more
talented people while disengaged employees are a liability to the organization due to lower productivity and higher
absenteeism, recruitment, and training cost.

The following literature below reviewed the specific indicators of work engagement and performance.
4.1 Manager/ Supervisor Evaluation

According to Mahazril et al. (2012), rewards, recognition, and communication can motivate the employees to work
efficiently and effectively. Recognition is one of the motivations that increase the level of productivity and the job
performance of employees. Furthermore, Mahazril et al. (2012) emphasized that employees' performance must
appreciate by the organization from time to time and offer other benefits, such as payment, which motivate the
employees to work.

4.2 Teamwork

Teamwork is an essential factor for the smooth functioning of an organization. One research study concluded that
teamwork is an essential tool for all organizations, including non-profit organizations (Pfaff & Huddleston, 2003). Any
organization needs to cooperate for their work and share relevant information with teammates and supervisors. Good
teamwork enables people to cooperate in the work, enhance skills, and provide feedback without conflict between
individuals (Jones et al., 2007). Collaboration is a strategy that can lead to the enhancement of employees' performance
in an organization that needs to support (Ingram, 2000). According to Conti and Kleiner (2003), teams provide
substantial cooperation, challenges, and feelings of accomplishment in organizations. These kinds of teams attract or
engage the best people to stay in the organization. In turn, it will create a flexible, efficient, profitable, and high level of
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performance. When teams cooperate, their knowledge and skills improve without conflict (Jones et al., 2007; Froebel
& Marchington, 2005).

4.3 Work-Life Balance

High quality work is a feature of high-performance work systems. Factors influencing the life balance and quality of
work include workload, management practices, work environment, and the organizational work-life balance initiatives
(Karasek and Theorell 1990) and autonomy (Parker and Wall, 1998). These factors influence the engagement and
performance of employees to do work. A work/life balance survey conducted in 2002 by True Careers revealed that 70%
of more than 1,500 respondents said they do not have a healthy balance between their personal and work lives.
According to Kanaka (2012), a stress-free environment means the employees work harmoniously and put their best
efforts on their job. Most people working in a relaxing atmosphere feel good, which helps them to improve
performance.

4.4 Behavioral Fairness

Konrad (2006) suggests that employees' high-involvement in a workplace develops positive beliefs and attitudes that
create discretionary, leading to employees' high-performance work practices. The information about how actions affect
engagement can able to identify and improve the performance of employees. Commitment is one-step to strengthen
engagement based on the IES Research report. Understanding engagement and factors affecting it is an essential
element in an organization's interests to improve engagement. The most reliable driver identified in the research is a
sense of feeling valued and involved (Robinson et al., 2004). Additionally, managers must remember the individual
differences for them to fulfill their work. Rewards are also significant for individual needs to recognize their effort
contributed to the organizations. Many employees seek recognition, motivation, autonomy, flexible working schedules,
and advancement opportunities to their employer. In order to understand employee’s individual needs, managers must
look for the factors influencing their behaviors and work to fulfill these needs in useful ways.

Deborah Rupp, an industrial-organizational psychologist, mentioned the concept of workplace fairness affecting
employees' physical and emotional health that has an impact on the organization. At the same time, fairness perception
builds engagement, faithfulness, and a sense of well-being. The feeling of injustice can create spark hostility,
aggressiveness, ineffective work, absenteeism, and quitting a job (Tricoles, 2012). The purposes of fairness are crucial
to develop a sense of trust. According to Swarnalatha and Prasanna (2013), fairness and other related elements can
strengthen employee engagement while unfairness can weaken employee engagement. A vital variance when dealing
with engagement is whether it is a state or behavior. Some studies consider engagement to be a state while others
describe it as a psychological state with behavioral manifestations (Schaufeli et al., 2002). The state of engagement
indicates the mental presence that covers attentiveness, connected, integrated, and focused. Furthermore, these are
indicated in terms of physical, cognitive, emotional behaviors, or personal engagement (Kahn, 1992). Kahn’s model
found the effectiveness of personal engagement to improve the performance outcomes of the employees. More recently,
Macey et al. (2009) characterized engagement in terms of employee engagement feelings, consisting of opinions of
urgency, focus, intensity, enthusiasm, and behaviors.

Furthermore, Macey et al. (2009) present a model of the employee engagement value chain in which engagement
feelings and engagement behaviors lead to performance outcomes. The excellent practice would show up if the
employee feels that they belong and their work is appreciated. They also need to listen to the opinions of others for the
success of their work. Ethical behavior must also develop to show integrity, honesty, responsibility, and loyalty in the
performance tasks.

4.5 Effective Communication

Communication is a process of educating and motivating employees to support the organization (Barrett, 2002). Good
communication requires a degree of cognitive organizational reorientation. An example is understanding and
acknowledges the proposed changes for employee improvement (Van Vuuren & Elving, 2008). The most important
conclusion drawn from interview research between management and employees was the successful organization and
managers' role to communicate effectively with the employees at all levels (Elving and Hansma, 2008). Managers must
be aware of change within the organization (Bolden & Gosling, 2006), and the problem of communication should be
addressed (Lewis, 2000). Communication plays an essential role in having effective communication between
employees and management. The multiplier approach is the most commonly used approach for effective
communication during organizational change. The multiplier approach's concept is for employees to make ready from
different units and levels relating to a specific change.

Furthermore, a multiplier approach is suitable for changing an organization's elements, such as strategy, structure,
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systems, and processes (Wagner, 2008). According to Harris & Nelson (2008), communication is an essential activity
in organizations established and run by influential people. Some of these are noticed and visible to the public but
unseen in the organization. They work behind the scenes. When change occurs in an organization, these hidden and
invisible people become central victims of the change process. Many people result in a loss of a job, early retirement,
change of career, or become victims of downsizing. Therefore, to avoid negative feelings, internal communication
between employees and management must develop (Proctor & Doukakis, 2003). The communication competence,
quality, styles, and channels of a leader can influence employees' attitudes and behavior (e.g., Snyder & Morris, 1984;
Shaffer, 2000). Employees who are not sure about their organization's roles due to ineffective communication can
cause role ambiguity, role conflict, and interpersonal conflicts (Suzy et al., 2001). On the other hand, effective
communication is necessary to expand and convey information appropriately to all individuals, supervisors, and
co-workers. The employee used a clear and concise language to provide accurate written and oral communication.
Organizational capabilities are developed and enacted intensely through social and communicative processes (Jones et
al., 2004).

Moreover, communication helps individuals and groups to have socialization, decision-making, problem-solving and
change-management processes. If there is effective communication and effective time management, the schedule will
be met. The employee accurately estimated the time required to complete a task to meet assigned deadlines. Employees
should have the ability to solve the problem, suggest alternatives and creative solutions, and assess consequences.

4.6 Performance

Organizational performance is now seen as multidisciplinary and socially constructed (Herman & Renz, 1997).
Performance can be assessed in terms of goal accomplishment, efficiency or cost-effectiveness, acquisition of critical
resources (e.g., funding), environmental adaptation, a satisfaction of key stakeholders (e.g., board members, regulators,
funding sources), and internal processes (e.g., organizational learning, staff morale, and corporate culture).
Management outcomes are reflected in financial health and employee satisfaction (Sowa, Selden, & Sandfort, 2004).
Program performance is described in terms of outputs, outcomes, productivity, and quality to determine factors
affecting organizational performance in human services. It is a challenging and essential field of study for decades
(Patti, 1987; Schalock & Bonham, 2003; Stone & Cutcher-Gershefeld, 2001). The importance of performance and
accountability in human services has been discussed in the literature.Accountability refers to the employee who
demonstrates responsibility to complete the tasks. It recognizes how the performance affects goals, objectives, work,
plans, issues, and innovative approaches to resolved issues.

4.7 Job Knowledge

Excellence in service must demonstrate by the employee for the success of the organization. The employee must be
affectionate, responsive, and welcoming to constituents and co-workers they serve. The employees feel a sense of
purpose and achievement if their jobs are recognized (Kahn, 1990). Most employees want to make contributions to the
organization regardless of position. They want to be challenged to meet high standards, even in difficult situations
(Cartwright and Holmes, 2006). The most competent managers set challenging yet attainable goals for the employees
to work hard and reach their goals. However, to motivate and achieve goals, employees need to understand what is
expected of them and how their jobs benefit their success.

4.8 Interpersonal Skills, Cooperation, and Collaboration

Gallup (2011, p. 14) mentioned the educational opportunities that address employees' development, which may include
formal classes or finding new experiences to take on. Collaborative organizations are characterized by having a
collective identity, centralized integrative configurations, control practices, and incentive systems that reward
organizational performance instead of individual performance (Houston et al., 2001; and Birkinshaw, 2001).

4.9 Communication Skills

Upadhyay and Gupta (2012) emphasized the importance of communication in increasing employees' satisfaction at
work. Many organizations host open forums that allow employees to share knowledge, post questions to the
management teams, and receive feedback to assist effective communication. Open forums enable employees to
become honest, minimize hearsay, and distrust (Argenti and Forman, 2004). More importantly, feedback can help
manage a better understanding of the employees' needs. To maintain trust during stressful periods such as layoffs, top
managers must communicate effectively with the employees to provide well-developed reasons that treat employees in
a dignified and respectful manner (Folger and Skarlicki, 1998; Dirks and Skarlicki, 2004). Mwangi and Waithaka
(2018) recommended that departments be harmonized and structured correctly for effective communication among
university departments. Further, it suggests the presence of a clear policy on communication procedures.
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4.10 Planning, Organizing and Achieving Results

Planning and organizing skills help manage the time, tools, and resources to reach a goal. Planning is essential at all
levels. Without planning and organizing, they would confuse, nothing gets done, and everything would be difficult.
Planning facilitates the combination of goals into people’s behavior (Bandura, 1997). It is supported by (Nuttin 1984),
who stated that planning helps people create instrumental thoughts about the desired future. Moreover, planning is one
of the necessary skills to achieve goals.

4.11 Problem Analysis and Decision

Problem-solving and decision-making are interrelated. The problem cannot solve without making a decision. There are
two main types of decision-makers. Some people use a systematic, rational approach; others are used more intuitive.
They go with their emotions or feeling about the right path. They may have highly creative ways to address the problem,
but cannot explain why they have chosen this approach. Problem-solving involves decision-making; this is essential,
especially for management and leadership. There are processes and techniques to enhance decision-making and the
quality of decisions. Decision-making is more natural to individual personalities, so these people should focus more on
improving the quality of their choices. People that are fewer logical decision-makers are often able to make quality
assessments, and this assessment needs to be more decisive.

4.12 Commitment to Diversity / Inclusion

May et al. (2004) conducted research that described employee relationships with co-workers and supervisors that affect
employees' psychological conditions. The research showed that having a good relationship developed a sense of
belonging and commitment to the employees. Appreciation from co-workers and supervisors create a feeling of
satisfaction of employees in the workplace. The employee must feel a favorable condition in work to be more
committed. Research antecedents of the engagement are group into two approaches: those related to work (Schaufeli &
Bakker, 2004) and are associated with psychological conditions (Kahn, 1990). Vuong et al. (2020) concluded that
employees' high organizational commitment leads to high job performance.

5. Related Studies

In a research study by Halbesleben and Wheeler (2008) in the United States among supervisors and employees, work
engagement had significant partial correlations with performance. Based on self-rating, supervisor rating, and
co-worker rating, work engagement influence the performance of employees. Also, Kirk-Brown and Dijik (2011)
established a positive relationship between work engagement and work performance in Australia's employees using
self-report measures and psychological safety as a mediating variable.

In the European workforce, some research showed a positive relationship between work engagement and work
performance. The study of Dutch workers, Bakker and Demerouti (2009), showed the positive relationship between
men's work engagement related to employees' role and extra-role performance. Women's work engagement also had a
relevant effect on men's job performance through men's work engagement. Furthermore, researchers showed that
administrators could know the factors that influence employees' engagement and performance. Gorgievski et al. (2010)
research study in some of the Netherlands' employees revealed the significant relationship between work engagement
and job performance.

Similarly, Balducci et al. (2010) investigate the relationship between work engagement and work performance in two
samples of Italian and Dutch white-collar employees. The study found out the positive connection between work
engagement and work performance using self-report. Additionally, Bakker and Bal (2010) also studied the relationship
between weekly work engagement and performance. Moreover, Bakker et al. (2012) examined the relationship
between work engagement and performance. The moderating role of conscientiousness in employees in the
Netherlands work engagement was positively related to contextual performance and task performance, especially
among employees with high conscientiousness. Robertson et al. (2012) emphasized the relationships among employee
engagement, psychological well-being, and employee performance in the United Kingdom. Then study determine that
employees’ performance (productivity) was a good envision by a combination of psychological well-being and
employee engagement than employee engagement alone. Similarly, Christian et al. (2011) noted that an engaged
employee is more dedicated to physical, cognitive, and emotional resources, leading to a high-performance level.
However, the knowledge of engagement’s uniqueness as a predictor of job performance is less.

In Thailand, Mongkolworakitchai, N. (2016) studied the relationship between the director's leadership and teachers'
high performance and engagement. The study showed the positive impact of the director's relationship with the
engagement of teachers. Also, Smithikrai, C. (2019) found out that positive orientation, career satisfaction, and attitude
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toward organization are related to work engagement. The results indicate the work engagement, proactive work
behavior, innovative work behavior, and organizational citizenship behavior.

All the previous studies mentioned above were done among employees not related to the school setting, and the
subjects of the study were not administrators. This present study concentrated on engagement and performance among
administrators of public secondary schools in Nakhon Nayok. Moreover, this research determines the significant
correlation between engagement and performance.

6. Methodology
6.1 Population and Data Collection

The study was conducted in the secondary schools of Nakhon Nayok in Thailand's central region. The study included
all the administrators of the Public Secondary schools of Nakhon Nayok in the academic year 2019 — 2020. The data
gathered in February and March 2020. There are twenty-two (22) principals and deputy principals, twenty-two (22)
directors and deputy directors, and one hundred and seventy-six (176) department heads and deputy department heads.

6.2 Research Instrument

A self-constructed and self—administered questionnaire in a checklist format was used to draw out the data. The tool
was translated into the Thai language and validated by three (3) experts. The reliability is 0.956 using Cronbach alpha.

6.3 Measures / Treatment of Data

Summarized and tabulated data were analyzed using statistical tools in the SPSS. The statistical tool to answer the first
problem was the computed mean of engagement and performance level based on a five-point Likert scale. The second
problem was tested using the Pearson correlation.

7. Results and Discussion

The engagement level was measured according to the indicators, including supervisor evaluation, teamwork, growth
opportunities, work-life balance, behavioral fairness, and effective communication. The job performance level was
also measured using the following indicators: job knowledge, interpersonal skills, cooperation and collaboration,
communication skills, planning, organizing and achieving results, problem analysis, and commitment to the work.
Furthermore, the engagement level and performance level were correlated.

Table 1. The data showed that administrators' work engagement level in public secondary schools in Nakhon Nayok
has an overall mean of 4.07. The following indicators, namely, teamwork, supervisor evaluation, effective
communication, and growth opportunities, have a mean of greater than 4.0, which is high. However, the administrators
rated themselves less than 4.0 in behavioral fairness and work-life balance, but the result still belongs to a high level.
So, means the level of engagement among administrators in a public secondary school in Nakhon Nayok is high (4.07).

Table 1. Engagement Level of Administrators

Engagement Mean Level of Engagement
Supervisor Evaluation 4.10 High
Team Work 4.22 High
Growth Opportunities 4.07 High
Work-life Balance 3.95 High
Behavioral Fairness 3.97 High
Effective Communication 4.10 High
Grand Mean 4.07 High
Exact Limits Level of Engagement
45-5.0 Very high
3.5-4.49 High
2.5-3.49 Fair
1.5-2.49 Low
1.0-1.49 Very low
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The results showed that the indicators of engagement obtained high self -assessment. It indicates that the
administrators recognized that they are doing well in the different indicators of engagement.

However, administrators should pay attention to employees' behavioral fairness and life-work balance because they got
the lowest self-assessment report of below 4.0. In terms of manager or supervisor evaluation, Mahazril et al. (2012)
emphasized the importance of recognizing employees from time to time and offering other benefits, such as a payment
to help them motivated. Apart from supervision, rewards, recognition, empowering employees, and building bonds
between leaders and employees are essential. (Osborne and Mohammad, 2017).

Ravikumar (2013) mentioned the significant impact of teamwork on the engagement level of employees. Swarnalatha
and Prasanna (2013) concluded that employee engagement could be strengthened by fairness and other related
elements while showing unfairness to the employees can weaken the engagement. Bai, J & Liu, J. (2018) found that
employees' career growth opportunities positively affect work engagement. Further, they found that career growth and
work engagement are partly mediated by organizational identification, which shows that growth opportunities are an
indicator of engagement.

According to Froebel & Marchington (2005), team members enhance their competency, knowledge, comprehension,
and abilities while working in teams. Teamwork helps improve the quality of work and empowers employees in their
job training related to problem-solving skills (Evans, 2005). These employees are actively seeking opinions and
feedback from others for a better output. In teamwork, effective communication is significant in understanding each
other. Harris and Nelson (2008) determine the importance of communication as a relevant activity and the most
dominant to formulate ideas and build a strong foundation.

Additionally, fairness in dealing with employees improve employee engagement (McManus, 2015). However,
employees who are not dedicated to work lead to unsuccessful organizations. Finally, Larasati & Hasanati (2019)
concluded that work-life balance influences employee engagement.

Table 2 shows that the performance level of administrators of public secondary schools in Nakhon Nayok has an
overall mean of 4.21, which is high. The study revealed that administrators rated themselves high in job knowledge,
interpersonal skills/cooperation/collaboration, communication skills, planning/organizing/ achieving results, problem
analysis/decision making, and employee commitment. Ayman et al. (2018) denoted that job knowledge significantly
influence job performance. Job knowledge is proof that employees and administrators must know the nature of work
given to them for their better output and success. Most people wish to have a contribution to that organization
(Cartwright and Holmes, 2006). In terms of interpersonal skills, cooperation, and collaboration, administrators showed
a high level of performance. Collaboration refers to individuals in organizations working together. The administrators
also rated themselves high in terms of communication.

Table 2. Performance Level of Administrators

Performance Mean Level of
performance
Job knowledge 4.25 High
Interpersonal Skills/cooperation/Collaboration 4.32 High
Communication skills 4.21 High
Planning/organizing/achieving results 4.15 High
Problem Analysis/decision making 4.14 High
Commitment 4.20 High
Grand Mean 4.21 High
Exact Limits Level of Performance
45-5.0 Very high
3.5-4.49 High
2.5-3.49 Fair
1.5-2.49 Low
1.0-1.49 Very low

The communication is very crucial for organizations (Holtzhausen, 2002). Communication is essential in coordinating
activities to achieve goals, decision-making, and problem-solving. Clear and concise language is vital for effective
communication to strengthen the employees' ability to reach organizational goals (Hindi et al., 2004). When effective
communication developed and led to high commitment (4.20), as shown on the table. Guest et al. (2003) emphasize the
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need to establish an organizational commitment among employees that leads to positive outcomes such as low labor
turnover, less absenteeism, motivated, and improved performance. Moreover, commitment is a human relation concept
generating human energy and activating the human mind (Jaw and Liu, 2004).

The administrators also revealed that their performance level in solving a problem and making effective
decision-making was high (4.2). Problems are difficult to explain without making a decision. Problem-solving and
decision-making are interrelated that require understanding in solving the problem. People that are fewer logical
decision-makers need to be more conclusive in addressing problems that deliver outcomes effectively achieved by
working alone (Keast & Mandell, 2009). Additionally, Gallup (2011) supported the idea of providing administrators
and employees educational opportunities for their development in terms of interpersonal skills and cooperation or
collaboration.

7.1 Correlation of Work Engagement and Work Performance

Table 3 shows that administrators' work engagement level and work performance level in public secondary schools in
Nakhon Nayok has a high correlation coefficient of =0.9599 p=0.00001, and .05 level of significance. The data
revealed that administrators' engagement and performance were significantly correlated in all indicators. Teamwork
and interpersonal skills/cooperation/collaboration were high and significantly correlated. The result emphasized that
achievement and collaborative decision-making reflect team and co-worker relationships. This relationship takes a
greater responsibility to achieve shared goals and visions. The relationship between teamwork and co-worker is also
influential in employee engagement. Teamwork is defined as sharing vision, objectives, knowledge, depending on one
another or pulling together for the organization (Aviva, 2006). Also, (USA Hockey, 2006) stated that cooperation
encourages employees to benefit and succeed. Those fresh or new employees must guide them and develop collegial
and professional skills (Hertzog et al., 2000). Supervisor evaluation and Job knowledge are also correlated. It means
the managers greatly influence high organizational performance in handling their employees. The supervisor evaluated
the job knowledge of employees effectively. An essential aspect of effective performance management is designing
jobs and assigning work so that most of the employee's tasks require applying their competency strengths.

Table 3. Correlation of Engagement and Performance

Engagement Mean Performance Mean
Supervisor Evaluation 4.10 Job knowledge 4.25
Team Work 4.22 Interpersonal Skills/cooperation/Collaboration 4.32
Growth Opportunities 4.07 Communication skills 4.21
Work-life Balance 3.95 Planning/organizing/achieving results 4.15
Behavioral Fairness 3.97 Problem Analysis/decision making 4.14
Effective Communication 4.10 Commitment 4.20
Grand Mean 4.07 4.21
r=0.9599

p =0.00001 (.05 level of significance)

The table also revealed that communication and commitment among administrators are high and significantly
correlated. Mayfield and Mayfield (2007) stated that employee commitment is an essential leadership measure for its
success. The employee commitment towards work strengthens organizational performance. Effective communication
establishes a connection to enhancing the professional growth of employees. Training and development practices are
beneficial ways to acquire new knowledge and skills to meet competitive standards (Tsai and Tai, 2003). Kalleberg and
Rognes (2000) noted the importance of developing professional skills to the employees’ turnover. Moreover, Hwang
and Kuo (2006) found a significant positive correlation between perceived alternative job opportunities and turnover
intention in public sector organizations.

However, Behavioral fairness and work-life balance have a Mean of less than 4:0 but more significant than 3.5. The
result still belongs to a high level of engagement and performance. Therefore, behavioral fairness is significantly
correlated with problem analysis/decision making and the work-life balance with planning/organizing/achieving
results. Employee engagement is a more valid predictor of positive organizational performance.

Concerning the study results, some related studies have found a significant correlation between engagement and
performance. In a research study of Halbesleben and Wheeler (2008) in the United States among supervisors and
employees, they found the significant partial correlations of work engagement and performance. Based on a self-rating,
supervisor rating, and co-worker rating, work engagement influences employees' performance. Kirk-Brown and Dijik
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(2011) study a positive relationship between work engagement and work performance in Australia's employees using
self-report measures and psychological safety as a mediating variable.

In the European workforce, some research showed a positive relationship between work engagement and work
performance. The study of Dutch workers, Bakker and Demerouti (2009), showed the positive relationship between
men's work engagement related to employees' role and extra-role performance. Women's work engagement also had a
relevant effect on men's job performance through men's work engagement. More recently, administrators are trying to
assess the employees using some tools to strengthen engagement and performance to do their job effectively.
Researchers showed that administrators could able to know factors that influence the engagement and performance of
employees. Moreover, Gorgievski, Bakker, and Schaufeli (2010) research study in some of the Netherlands' employees
revealed the significant relationship between work engagement and job performance.

Similarly, Balducci, Fraccaroli, and Schaufeli (2010) investigate the relationship between work engagement and work
performance in two samples of Italian and Dutch white-collar employees. The study found out the positive connection
between work engagement and work performance using self-report. Additionally, Bakker and Bal (2010) also studied
the relationship between weekly work engagement and performance. Moreover, Bakker, Demerouti, and Brummelhuis
(2012) examined the relationship between work engagement and performance. The moderating role of
conscientiousness in employees in the Netherlands work engagement was positively related to contextual performance
and task performance, especially among employees with high conscientiousness. Robertson, Birch, and Cooper (2012)
emphasized the relationships among employee engagement, psychological well-being, and employee performance in
the United Kingdom. Then study determine that employees' performance (productivity) was a good envision by a
combination of psychological well-being and employee engagement than employee engagement alone. Similarly,
Christian et al. (2011) noted that an engaged employee is more dedicated to physical, cognitive, and emotional
resources, leading to a high-performance level. However, the knowledge of engagement's uniqueness as a predictor of
job performance is less.

In Thailand, Mongkolworakitchai, N. (2016) studied the relationship between the director's leadership and teachers'
high performance and engagement. The study showed the positive impact of the director's relationship with the
engagement of teachers. Also, Smithikrai, C. (2019) found out that positive orientation, career satisfaction, and attitude
toward organization are related to work engagement. The results indicate the work engagement, proactive work
behavior, innovative work behavior, and organizational citizenship behavior.

8. Conclusion

Assessment of administrators' engagement and performance in a school setting is essential to monitor their level of
engagement and performance because it directly affects the effectiveness of the school that they manage. Based on the
study results analysis, the researcher concluded that there is a high level of administrator engagement and performance,
and there is a high correlation of engagement and performance among the administrators of the public schools in
Nakhon Nayok, Thailand. This result is collaborated by a recent survey by Qualtrics (Bangkok, 3 February 2020) that
Thai workers have a higher engagement level (72%) compared to the global average (53%). According to the same
survey, only 8% of Thai employees tend to change jobs within one year. Most employees stay in their jobs for a more
extended period, and that asking for employee feedback, frequency, and immediate response to increases engagement
and performance.

Further, it was found out that highly engaged employees are more likely to exceed performance expectations.
Therefore, among the top drivers of employee engagement in Thailand are recognition for good work, a clear link
between the work, the organization’s strategic objectives, opportunities for learning and development, and managers
who help employees with careers. Therefore, it is safe to mention that an engaged administrator performs better and
will influence the school's performance as a whole.

9. Recommendation

Based on the study results, the researcher recommends regular measuring engagement and performance levels among
themselves and new administrators, to determine if any indicators need improvement. Moreover, the administrators in
the public schools in Nakhon Nayok should maintain or continuously improve their high engagement and performance
for excellent school performance. The researcher also recommends future research to pursue a similar study that will
delve deeper into the details of the factors influencing the administrators' and teachers' work-life balance and
behavioral fairness.
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