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Abstract 
This study was an effort to investigate the relationship between 

Employee Engagement (EE) and    Contextual Performance (CP). 

Pearson correlation and simple regression analysis were applied to 

determine the relationship between independent and dependent 

variables. The data was collected conveniently from a sample of 231 

teaching faculty of private universities situated in Khyber 

Pakhtunkhwa, Pakistan. This was a cross sectional study and the 

results confirmed positive relationship between employee engagement 

and contextual performance. This study contributed to the existing 

literature by conducting such research in developing country, where no 

such study has been carried out earlier.  
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Introduction 

The employees are the backbone of an organization, without which an 

organization cannot progress. This progress can be achieved through 

nourishing employee engagement (EE). The main purpose of this paper 

is to explore the relationship between employee engagement and 

contextual performance of teaching faculty of private sector universities. 

Engaged employees are highly productive, committed to enhance 

performance, reduce turnover and led for sustainable growth and 

development of an organization. According to Kahn (1990) engagement 

is ‘a psychological setting boosting and encouraging workers within 

organization to vigorously contribute in both own and organizational 

activities’. Schaufeli, Salanova, Gonza & Bakker, (2002) elaborated 

engagement as a three factor concept stating that engagement is ‘a 
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positive, fulfilling, work related state of mind that is characterized by 

vigor, absorption and dedication’.  

On the other hand Contextual performance is conceptualized as 

the behaviors that support the core task performance in enhancing 

organizational effectiveness (Motowidlo & Van Scotter 1994).  

Therefore, it is an important aspect of job performance, which is 

concerned with behaviors that are required to safeguard and upgrade the 

organizational, social and psychological environment in the organization 

(Jex & Britt 2008; LePine et al., 2000; Van Dyne et al., 1994; Van 

Scotter & Motowidlo 1996). 

 

Literature Review 

The organization needs to raise and cherish engagement, which is a two 

way link between employer and employee (Robinson, Perryman & 

Hayday, 2004). Engagement is a positive approach of employee in the 

direction of organization and its standards. According to Ncube and Jerie 

(2012) engagement is a psychological existence categorized in two 

important components: attention and absorption. Attention is an 

intellectual readiness and the extent of time one devotes thinking about a 

role, whereas absorption means being absorbed in a role and state to the 

intensity of one’s focus on a role. An engaged employee know his/her 

role and the goals of the organization. They are intellectually and 

emotionally certain with their organization and play their role to meet 

and exceed the organizational expectations with commitment to follow 

its values. Such workers go beyond elementary work obligations to glad 

the clients and struggle the business onward. High level of engagement 

not only direct individual towards positive results but also leads for high 

level organizational outcomes (Kahn, 1992). Engagement at individual 

level directs to high quality of employee’s work and their experience of 

performing specific job, while at organizational level leads to high 

growth and productivity of the organization. Thus engaged workers 

perform well, go beyond and above what are expected of them to support 

their organizational success (Gebauer, Lowman & Gordon 2008). They 

also show a better level of commitment, motivation and optimistic 

behavior about their work goals (Sarangi & Srivastava, 2012). Several 

studies reveals that the existence of high level of engagement 

considerably decreases turnover intentions, enhances commitment, create 

passion for work and increases earnings per share (Bhatla, 2011; 

Flemming, Coffman and Harter 2005; Truss et al., 2006). 

In organizational behavior and psychology, contextual 

performance is considered one of the important components and 

identified as an extra-role behavior or organizational citizenship 

behavior. Contextual performance is the voluntary, positive job behavior 

of employees that go beyond specified job or task behaviors (Spector & 
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Fox, 2002). According to Avery (1998), contextual performance is the 

supplementary job proficiency which forms the organizational, social 

and psychological environment for achieving organization goals. 

Contextual performance is a behavior adopted by employees to follow 

the organization rules, policies, go for an extra effort, helping and 

cooperating with others and sharing information with colleague for 

solving work related problems (Borman & Motowidlo, 1993; Motowidlo 

et al., 1997). The more proactive view on contextual performance 

include concepts such as personal initiative characterized as self-starting, 

smart approach to work and going an extra mile for performing a 

particular work (Frese, Kring, Soose & Zempel, 1996). 

Babcock-Roberson and Strickland (2010) established an 

association between employee engagement and contextual performance. 

They found that a strong positive relationship exist between employee 

engagement and contextual performance. It was also confirmed by other 

studies that there is a positive and significant relationship between 

employee engagement and contextual performance (Rurkkhum & 

Bartlett, 2012; Rich, LePine & Crawford, 2010). Similarly, Matamala, 

Pace and Thometz, (2010) further added this positive relationship 

between employee engagement and contextual performance in their 

studies of antecedents and consequences of employee engagement. 

Therefore, in the light literature this study hypothesizes that the higher 

the employee engagement, the higher will be the contextual performance.   

 

Significance and Objective of the research 

The significance of the research was to explore and test the prevailing 

theory on employee engagement and contextual performance from 

perspective of developing countries. Whereas objective to  explore the 

possible connection between employee engagement and contextual 

performance of teaching faculty working in private sector Universities of 

Khyber Pakhtunkhwa, Pakistan. 

 

Research Methodology 

The data was conveniently collected through self-administered 

questionnaire from a sample of 231 teaching faculty working as lecturer, 

assistant professor, associate professor and professor level in the private 

sector universities of Khyber Pakhtunkhwa, Pakistan. For employee 

engagement UWES -17 item scale (Schaufeli et al., 2002)  was used with 

Cronbach’s Alpha value of 0.95 and Contextual performance was 

measured by Goodman and Svyantek’s (1999) scale having 9-item with a 

Cronbach’s alpha value of .90. 
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Data Analysis 

The data for testing the hypothesis stating that there is a positive 

relationship between employee engagement and contextual performance 

was done through Pearson Correlation and Simple Regression analysis. 

The results of correlation in Table 1 shows a significant positive 

relationship (p<0.01, r = 0.46) between employee engagement and 

contextual performance and hence supporting the stated hypothesis. 

 

Table 1: Correlation between Employee Engagement and Contextual 

Performance 

 

 

EE CP 

EE Pearson Correlation 1 .463
**

 

Sig. (1-tailed)  .000 

N 231 231 

CP Pearson Correlation .463
**

 1 

Sig. (1-tailed) .000  

N 231 231 

**. Correlation is significant at the 0.01 level (1-tailed). 

 

As the researcher has used single continuous independent variable, 

therefore simple regression analysis was applied for further verification 

of the relationship between employee engagement and contextual 

performance. The simple regression analysis result were determined 

through ANOVA and found F-value 62.65 significant at 0.05 for the 

relationship between employee engagement and contextual performance. 

Therefore, the results shown in Table 2 confirmed that employee 

engagement significantly predict the contextual performance. 

 

Table 2: Analysis of Variance for Relationship between Employee 

Engagement and Contextual Performance 

ANOVA
a
 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 Regression 14.135 1 14.135 62.647 .000
b
 

Residual 51.669 229 .226   

Total 65.805 230    

 

 

a. Dependent Variable: CP 

b. Predictors: (Constant), EE 
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The slope and intercept were calculated in order to check the strength of 

the relationship between employee engagement and contextual 

performance. A constant value 1.351 and a slope of 0.498 of regression 

line for independent variable shown in Table 3 represents that one unit 

increase in employee engagement, can significantly predict a 0.498 units 

rise in contextual performance of the respondents. 

 

Table 3: Coefficients of relationship of employee engagement and 

contextual performance 

 
A variance of 0.211 in contextual performance was calculated and the 

results are shown in Table 4. The R square of 0.211 demonstrating that 

21.1 percent of variance in contextual performance can be count for 

employee’s score on employee engagement.  

 

Table 4: Model summary of relationship between employee engagement 

and contextual performance 

 
 

Discussion  

The present study proposed that there is positive relationship between 

employee engagement and contextual performance. This relationship 

between independent and dependent variables was empirically examined. 

The results indicated significant positive relationship between employee 

engagement and contextual performance.  The results of the present 

study were similar to the findings of Gorgievski, Bakker and Schaufeli 

(2010) who concluded significant positive connection between employee 

engagement and contextual performance calculated by a self-assessed 

UWES -9 item scale. Similarly Bakker, Demerouti, and ten Brummelhuis 

(2012), also determined the same positive relationship between employee 

engagement and contextual performance in developed countries.  

 

Conclusion, Limitations and Future Research Recommendations 

The main aim of this study was to investigate the relationship between 

employee engagement and contextual performance. The data of the study 
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was conveniently collected from 231 respondents and was measured 

through Pearson Correlation and Simple Regression analysis. The results 

of our study and previous studies conducted in developed countries 

confirmed the hypothesis that there is positive relationship between 

employee engagement and contextual performance. 

 This study contributed to the existing literature as there was no 

such study conducted in the context of teaching faculty working in 

private universities in developing country like Pakistan. As both the 

independent and dependent variables used in this study were related to 

behavior, therefore managers in universities and organization need to pay 

more attention on nurturing engagement. It will encourage employees to 

go beyond their job duties and achieve organization stated goals 

effectively and efficiently. 

This study was a cross sectional study conducted on single point 

of time, the variations in relations to time were ignored, and therefore a 

longitudinal study shall be conducted to cover any variation over time in 

order to generalize its results. In addition, a future study shall also be 

conducted to cover other related variables with contextual performance 

such as task performance and counterproductive work behavior in 

relationship with employee engagement. Furthermore, the present study 

have collected data from private universities situated within developing 

countries. Therefore it is recommended that a comparative study of 

private and public universities in developing shall be conducted for the 

purpose to confirm significance and validity of this study. 
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