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ABSTRACT 

As nurses represent frontline employees and play the role of boundary spanners, their attitudes and 

behaviours will significantly influence quality of healthcare services. This is especially true for 

public hospitals because one such favourable attitude that has been shown to positively affect the 

display of good job performance is work engagement. Therefore, to ensure the delivery of high-

quality care to the public, it is essential that nurses exhibit positive attitudes through active work 

engagement. This study examined the level of work engagement among nurses, focusing on its 

three dimensions: vigor, dedication, and absorption. Work engagement was measured using the 

shortened nine-item version of the Utrecht Work Engagement Scale (UWES-9). The sample 

consisted of 420 staff nurses from three public hospitals in Peninsular Malaysia. Descriptive 

analysis revealed that nurses demonstrated a moderate to high level of overall work engagement. In 

particular, scores for vigor and dedication were high, while the absorption dimension registered a 

moderate level. 
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1.0 INTRODUCTION 

Nurses are integral to healthcare systems, significantly contributing to the continuity, accessibility, 

and quality of care, particularly in the public hospitals when patient volumes are high and resources 

are constrained.  However, the global healthcare workforce is experiencing significant strain. The 

World Health Organization anticipates a deficit of up to 10 million healthcare professionals by 

2030, predominantly comprising nurses (Boniol et al., 2022). Nurses in numerous public hospitals 

frequently experience overwhelming conditions due to chronic understaffing, intense workloads, 

heavy administrative responsibilities, and the emotional burden of delivering continuous patient 
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care. These problems adversely impact both wellbeing and jeopardize patient safety and staff 

retention. The COVID-19 pandemic highlighted the vulnerability of public health systems, 

exacerbating stress, burnout, and turnover among nurses globally (Ekingen et al., 2023; Zheng et 

al., 2025). Given these circumstances, is more vital to understand the factors that sustain nurses’ 

motivation, resilience, and dedication to their vocation.  

 

A significant focus of ongoing study is work engagement - the extent to which nurses experience 

energy, dedication, and immersion in their professions. Elevated engagement levels correlate with 

enhanced job satisfaction, improved work performance, and reduced burnout and turnover, 

especially in high-pressure settings such as public hospitals (Contreras as al., 2020; Ghazawy et al., 

2021; Zeng et al., 2022; Neuber et al., 2022). In environments with limited resources and significant 

constraints, fostering nurses’ work engagement is not merely advantageous; it is crucial for 

maintaining quality care and a stable staff. Hence, this study aims to investigate the level of work 

engagement among nurses in Malaysian public hospitals, highlighting their commitment and 

motivation in the face of daily professional challenges. 

 

2.0 LITERATURE REVIEW 

2.1 Work Engagement 

Work engagement, as defined by Schaufeli and Bakker (2004), is “a positive, fulfilling, work-

related state of mind characterized by vigor, dedication, and absorption” (p. 295). It is the 

enthusiasm and passion individuals contribute to their jobs. Vigor denotes elevated energy levels 

and mental resilience, accompanied by a robust determination to persevere, especially in 

challenging circumstances. Dedication displays a profound sense of purpose, enthusiasm, and pride 

in one’s work. Individuals who are committed frequently perceive their efforts as significant and 

regard barriers as challenges to overcome rather than burdens. Absorption refers to a state of fully 

involved in one's responsibilities, resulting in the perception that time accelerates, making it 

challenging to disengage from work due to its engaging and rewarding nature (Schaufeli & Bakker, 

2004). 

 

Research indicates that engaged employees exhibit better performance compared to their non-

engaged employees (Bakker & Demerouti, 2008). According to Bakker and Demerouti (2008), 

there are four reasons to account for this situation. Initially, engaged employees frequently 

encounter pleasant emotions, like joy and enthusiasm. Secondly, engaged employees enjoy optimal 

health. Third, engaged employees cultivate their own professional and personal resources. Finally, 

engaged employees disseminate their engagement to others. Additionally, engaged employees are 

individuals that possess a profound commitment to their work. They are dedicated, engaged, and 

certain that their actions have a significant impact. They often align their own well-being and values 

with the objectives of their organization resulting in advantages for both the employee and the 

overall workplace (Schaufeli, 2021). Consequently, cultivating higher levels of engagement has 

emerged as a crucial objective for many organizations, since it associated with enhanced 

performance, increased job satisfaction, and less turnover. 

 

The Nursing Executive Center (NEC) defines engaged nurses as individuals who are motivated to 

perform at their highest capacity daily. They are not only intrinsically motivated but also dedicated 
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to the success of their organization, often exceeding expectations (Hisel, 2020). In nursing, work 

engagement holds distinct significance due to the profession’s physically demanding and 

emotionally intense nature. The three characteristics of engagement: vigor, devotion, and absorption 

exhibit distinct manifestations in nursing. Vigor is seen in the energy and stamina required by 

nurses to navigate long shifts, personnel shortages, and emotionally intense circumstances, all while 

maintaining calm and efficiency. Dedication arises from a robust sense of purpose in one’s 

profession, frequently associated with feelings of appreciation and support in the workplace. It may 

reduce burnout and enhance a nurse’s dedication to the profession. Absorption is vital in high-

pressure settings such as ICUs or emergency departments, when concentration, meticulousness, and 

promptness are crucial. Excessive immersion in work without adequate time for recovery might 

result in tiredness, underscoring the necessity for balance (Feng et al., 2025). Prior studies have 

repeatedly demonstrated that nurse engagement is a critical determinant of high-quality care 

delivery (Garcia-Sierra et al., 2016; Scott et al., 2022). As engagement levels decline, nurses may 

start to emotionally detach from their roles, potentially increasing their desire to leave the 

profession entirely (Cao, 2019). 

 

Numerous studies (e.g., Jenaro et al., 2010; Othman &Aizzat, 2013; Zahrah et al., 2019; Othman et 

al., 2019; Mamari & Groves, 2023; Alkorashy& Alanazi, 2023) investigated the levels of work 

engagement and analysed the relationships between personal resources and job demands in relation 

to work engagement. Jenaro et al. (2010) performed a correlational study including 412 nurses, 

revealing that 33% exhibited high dedication, 20.4% demonstrated high vigor, and 36.7% showed 

high absorption. The study further identified that predictors of vigor and dedication included job 

position satisfaction, greater quality of working life, reduced social dysfunction, and lower stress 

related to patient care. Meanwhile, a study by Alkorashy and Alanazi (2023) examined work 

engagement levels and assesses the impact of personal and job-related factors on the dimensions of 

vigor, dedication, and absorption among nurses in a Saudi hospital. A self-report questionnaire was 

distributed to 426 staff nurses and 34 first-line nurse managers. Their findings indicated a 

significant level of work engagement, both overall (M = 5.47, SD = 0.908) and across all three 

dimensions. The dedication dimension exhibited the highest mean level of work engagement (M = 

5.68, SD = 1.027), whereas the absorption dimension reported the lowest mean (M = 5.27, SD = 

0.968).  The research indicated that age, years of experience, and committee participation were 

highly correlated with work engagement.  

 

In their qualitative study among 21 Omani nurses from four acute-care hospitals, Mamari and 

Groves (2023) conceptualized work engagement in nursing, identified its predictors, and proposed 

measures for improvement. Directed content analysis was employed to examine the interview 

transcripts. Findings revealed that nurses defined work engagement as positive state in which they 

physically, emotionally, and psychologically engaged with their work. Mental engagement of 

nurses persists with patients even during their off-duty hours.  The study further revealed that 

organizational factors influencing work engagement included leadership, teamwork, autonomy, 

pay, and job demands. Individual factors influencing engagement comprised perceiving nursing as a 

rewarding profession. A social factor was family responsibilities. Additionally, proposed strategies 

to enhance engagement encompassed better pay and financial incentives, flexible work 

arrangements, an open-door policy, performance feedback, recognition, and provision of resources.  
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Furthermore, a study undertaken by Zahrah et al. (2019) examined the moderating role of religious 

spirituality on the association between workload and work engagement among 364 staff nurses in 

Malaysian public hospitals. The findings indicate that there is a relationship between workload and 

work engagement. However, religious spirituality does not moderate the relationship between 

workload and work engagement. In another study by Othman et al. (2019) involving 366 staff 

nurses working at public hospitals in West Malaysia, it was determined that all dimensions of 

psychological capital (optimism, hope, and resilience), with the exception of hope, positively 

influence nurses' work engagement. In addition, Othman and Nasurdin (2013) investigated the 

relationship between social support and work engagement using a cross-sectional study including 

402 staff nurses employed in Malaysian public hospitals. The study demonstrated a positive 

relationship between supervisor support and work engagement; nevertheless, co-worker support 

exhibited no effect on work engagement. 

 

2.2 Theory Related to Work Engagement 

The Conservation of Resources (COR) theory, developed by Hobfoll (1989), offers a valuable 

framework for understanding the factors that enhance or decrease nurses’ work engagement, 

particularly in challenging environments. COR theory posits that individuals are driven to acquire, 

safeguard, and retain valuable resources such as social support, energy, and autonomy. When these 

resources are lost or threatened, it creates stress. In the nursing profession, characterized by 

emotional strain, physical fatigue, and substantial workloads, access to adequate resources is 

crucial. Supportive leadership, strong teamwork, equitable workloads, and opportunities for input 

and autonomy can significantly impact outcomes. Nurses who perceive the availability of these 

resources are more inclined to exhibit vigor and dedication in their roles, resulting in enhanced job 

performance, increased satisfaction, and a less likelihood of burnout. Conversely, if nurses 

continuously use their energy without receiving adequate support or recovery, it may result in 

emotional exhaustion and disengagement (Hobfoll et al., 2018).Recent studies support this theory, 

indicating that job demands diminish resources, but job and personal resources, including 

psychological capital and structural empowerment, preserve and boost engagement among nurses 

(Zhang et al., 2025; Park & Ha, 2025). 

 

Consequently, COR theories emphasize that employers should not only manage demands but also 

proactively invest in resources that enable nurses to fell supported, competent, and valued. 

Establishing and sustaining these resources is essential for ensuring nurses remain engaged, 

motivated, and capable of providing the high-quality care that patients depend on. 

 

3.0 RESEARCH METHODS 

3.1 Samples and Procedures  

Upon receiving approval from the Medical Research Ethical Committee (MREC) of the Malaysian 

Ministry of Health (MOH), a cross-sectional study was conducted in three public hospitals in 

Peninsular Malaysia. The participants comprised staff nurses employed at these hospitals. A total of 

500 self-administered questionnaires were distributed with assistance from the Matron Offices. The 

distribution and collection of the completed questionnaires took approximately one month. Of the 

500 distributed, 420 were returned, yielding a response rate of 84%.  
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3.2 Instrument  

Work engagement was assessed using the shortened nine-item version of the Utrecht Work 

Engagement Scale (UWES-9) developed by Schaufeli and Bakker (2003). The UWES-9 comprises 

three dimensions, each assessed with three items: vigor, dedication, and absorption. For instance, 

“When I get up in the morning, I feel like going to work”, “I am proud of the work that I do”, and “I 

get carried away when I am working”. Participants provided responses on a seven-point Likert scale 

ranging from 1 = “never” to 7 = “always”. The Cronbach's alpha for this scale is 0.90.  

 

3.3 Statistical Analysis 

The participants' demographic information was presented utilizing frequencies and percentages to 

offer a clear summary of the sample's characteristics. Descriptive statistical methods were 

employed to examine the data, including analyses of frequency, percentage, mean, and standard 

deviation (SD). The statistical techniques were utilized to establish the general profile of the 

participating nurses, including age, gender, marital status, ethnicity, and job tenure, as well as to 

measure their level of work engagement. The analysis specifically sought to measure each 

participant’s work engagement across the three dimensions: vigor, dedication, and absorption. 

Through the implementation of these measures, the study successfully identified the distribution 

and central tendencies of the data, providing significant perspectives into the patterns and intensity 

of work engagement among the nursing workforce. 

 

4.0 RESEARCH FINDINGS 

4.1 Profile of Respondents 

All 420 participants in this study were female nurses (100%), with ages ranging from 23 to 56 years 

(M = 36.34, SD = 7.92). The majority were married, with 391 staff nurses (93.10%), while the 

remaining were unmarried. The majority ethnicity among the nurses was Malay (97.38%), followed 

by Chinese (1.67%) and Indian (0.95%).  Participants had an average tenure of 12.27 years as staff 

nurses (SD = 7.21). The profile of respondents of this study is summarized in Table 1. 

Table 1: Profile of Respondents 

Demographic Factor Category Frequency Percentage (%) 

Gender Female 420 100 

 Male 0 0 

    

Marital Status Married 391 93.10 

 Unmarried 29 6.90 

    

Ethnicity Malay 409 97.38 

 Chinese 7 1.67 

 Indian 4 0.95 

    

 Mean Standard Deviation 

Age (yr.) 36.34 7.92 

    

Job Tenure (yr.) 12.27 7.21 
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4.2 Descriptive Analysis of Work Engagement 

This section explains a descriptive analysis of nurses' perceptions of work engagement, comprising 

mean scores, standard deviations, and percentage distributions across nine items. All items were 

assessed utilizing a seven-point Likert scale, ranging from 1 ("Never") to 7 ("Always"), comprising 

three dimensions of work engagement: vigor, dedication, and absorption. A detailed summary of 

the descriptive analysis is presented in Table 2. 

 

The first item measuring vigor, “When I get up in the morning, I feel like going to work”, yielded a 

mean score of 4.70 and a standard deviation (SD) of 1.409. Regarding the scale score, almost 33% 

of nurses chose “Sometimes”, followed by 31% responded “Rarely”, and 21.7% indicated “Often”. 

Their score indicates the majority possess a slightly positive perception and motivation toward 

work in the morning. Interestingly, item number 2 (“At my work, I feel bursting with energy”) and 

item number 3 (“At my job, I feel strong and vigorous”) showed slightly higher mean scores of 5.55 

and 5.63, respectively, both with relatively low SDs of 1.063 and 1.044. As depicted in the 

table, majority of nurses responded to these items within the "Often" to "Always" scale.   These 

findings show the good and positive nature of emotional and physical engagement in the workplace. 

 

The second dimension of work engagement is dedication. Of the three items measured, the item "I 

am proud of the work that I do" achieved the highest mean score of 6.19, with SD of 0.926. The 

positive perception was similarly observed for the item “I am enthusiastic about my job”, which had 

a mean score of 5.75 and SD of 1.022.   The final item indicated that the measure of nurses' 

dedication, "My job inspires me", scored a high average mean of 5.64 with SD of 1.049. 

Approximately 33% selected "Often", followed by "Very Often" (29%), and "Always" (25%). 

These responses reveal a strong emotional attachment to their professional roles and 

responsibilities, highlighting their high level of dedication. The final dimension of work 

engagement is absorption. As with the other two components, three items were employed to 

measure absorption. The items "I get carried away when I am working" and "I am immersed in my 

work" yielded mean scores of 4.25 (SD=1.562) and 4.29 (SD=1.481), respectively. The final item, 

"I feel happy when I am working intensely," scored a mean of 5.62 with SD of 1.235.  This 

finding indicates that not all nurses have full concentration while working. 

 

Overall, the results reveal that the level of work engagement among nurses is relatively high when 

considering the scores for both vigor and dedication. This aligns with the findings of Alkorashy and 

Alanazi (2023), which indicate a high level of work engagement among nurses in Saudi Arabia 

(mean of 5.47 and SD of 0.908) across all three dimensions. The dedication dimension exhibited the 

highest mean level of work engagement (M = 5.68, SD = 1.027), while the absorption dimension 

recorded the lowest mean (M = 5.27, SD = 0.968).   They generally experience motivation, 

inspiration, enthusiasm, and pride in their jobs. Nevertheless, a lower absorption score suggests that 

despite their strong motivation and commitment, they may encounter significant challenges in areas 

such as engagement and adverse working conditions. 
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Table 2: Frequency, percentage, mean and standard deviation scores for work engagement 

No 

 

Item 

 

Mean SD Scale 

Never Almos

t 

Never 

Rarely Sometime

s 

Often Very 

Often 

Always 

1 When I get up in 

the morning, I feel 

like going to work. 

4.70 1.409 7 

(1.7%) 

 

13 

(3.1%) 

49 

(11.7%) 

140 

(33.3%) 

91 

(21.7%) 

59 

(14.0%) 

61 

(14.5%) 

2 At my work, I feel 

bursting with 

energy 

5.55 1.063 0 2 

(.5%) 

 

8 

(1.9%) 

54 

(12.9%) 

142 

(33.8%) 

119 

(28.3%) 

95 

(22.6%) 

3 At my job, I feel 

strong and 

vigorous. 

 

5.63 1.044 1 

(.2%) 

 

0 7 

(1.7%) 

45 

(10.7%) 

144 

(34.3%) 

120 

(28.6%) 

103 

(24.5%) 

4 My job inspires 

me. 

 

5.64 1.049 0 1 

(.2%) 

 

9 

(2.1%) 

44 

(10.5%) 

139 

(33.1%) 

122 

(29.0%) 

105 

(25.0%) 

5 I am enthusiastic 

about my job. 

 

5.75 1.022 0 1 

(.2%) 

 

4 

(1.0%) 

41 

(9.8%) 

126 

(30.0%) 

127 

(30.2%) 

121 

(28.8%) 

6 I am proud of the 

work that I do 

6.19 .926 0 0 3 

(.7%) 

 

18 

(4.3%) 

76 

(18.1%) 

124 

(29.5%) 

199 

(47.4%) 

7 I get carried away 

when I am 

working.   

 

4.25 1.562 27 

(6.4%) 

 

24 

(5.7%) 

78 

(18.6%) 

112 

(26.7%) 

77 

(18.3%) 

73 

(17.4%) 

29 

(6.9%) 

8 I am immersed in 

my work. 

 

4.29 1.481 20 

(4.8%) 

 

27 

(6.4%) 

71 

(16.9%) 

116 

(27.6%) 

86 

(20.5%) 

78 

(18.6%) 

22 

(5.2%) 

9 I feel happy when I 

am working 

intensely. 

 

5.62 1.235 5 

(1.2%) 

 

 

1 

(.2%) 

17 

(4.0%) 

46 

(11.0%) 

103 

(24.5%) 

131 

(31.2%) 

117 

(27.9%) 

 

5.0 DISCUSSION 

The descriptive analysis offers crucial perspective into nurses' work engagement through three 

dimensions: vigor, dedication, and absorption. In particular, the findings reveal that the majority of 

nurses display moderate to high levels of work engagement, clearly clarified across the three 

dimensions. The items "I am enthusiastic about my job" and "I am proud of the work that I do" had 

the highest mean scores and lowest SD, thus illustrating work engagement. One plausible 

explanation is that most nurses possess substantial experience, passion, and pride in their 

professional roles. This pertains to their key job descriptions that provide opportunities to assist and 

heal patients, potentially yielding emotional rewards. Mamari and Groves (2023) assert that an 

important feature of nursing is the deep sense of purpose that nurses derive from their roles. This 

sense of purpose arises from the intrinsic value of caring for others, promoting health, and 
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alleviating suffering, in which nurses are actively involved physically, emotionally, and 

psychologically in their job.  

 

Meanwhile, two items of vigor gained positive value among nurses. The findings indicate that the 

items “At my work, I feel bursting with energy” and “At my job, I feel strong and vigorous” 

received positive responses, suggesting that nurses are emotionally and mentally prepared to 

confront challenges related to their tasks.   Unfortunately, the item “When I get up in the morning, I 

feel like going to work” exhibits a relatively low level of work engagement, along with varied 

perceptions throughout the scale. This indicator implies that while they are prepared to exert 

additional effort in their jobs, some may struggle to sustain energy due to excessive workload and 

inadequate support and resources. This perception may be justified if the nature of the task and 

working environment in the healthcare sector are primarily addressed. Several research argued that 

challenges are prevalent in global healthcare systems and significantly affect both nurses and 

patient outcomes, as well as the overall efficiency of healthcare delivery (Jenaro et al., 2010; 

Mamari & Groves, 2023). 

 

The most significant difference in the perception of work engagement scores is observed in the 

absorption dimension. The items “I get carried away when I am working” and “I am immersed in 

my work” had the lowest mean scores and the highest SD, showing variation in nurses' engagement 

in their professions. This situation may be affected by workload, ambiguous roles, and distractions 

during work. This may explain why nurses struggle to perform effectively or experience 

dissatisfaction in their job due to heavy workload (Zahrah et al., 2019).Conversely, the item “At my 

job, I feel strong and vigorous” indicated a higher level of agreement, demonstrating that the 

majority of nurses attain a profound level of engagement and commitment when handling difficult 

and challenging tasks (Alkorashy& Alanazi, 2023; Jenaro et al., 2010).  Despite nurses seem 

primarily dedicated and vigorous in their roles, improvements may be necessary to foster their 

engagement or involvement in tasks. 

 

6.0 CONCLUSION 

This research indicates that nurses are highly engaged in their work, particularly with their vigor 

and dedication.  They consistently demonstrate passion, resilience, and a strong determination to 

excel, even under difficult situations. Their dedication to their responsibilities and the care they 

deliver is evident as they are not only doing a task, they are putting their passion into it. 

Nonetheless, the findings indicate a more moderate score in the dimension of absorption, which 

refers to being fully focused and “in the zone” while work. This shows that frequent interruptions or 

distractions at work may be hindering work engagement among nurses. To enhance nurses' sense of 

engagement and immersion in their work, it is essential to minimize unnecessary disturbances and 

provide them greater autonomy in performing their tasks. When nurses are trusted to lead and make 

decisions autonomously, they are more inclined to feel empowered and engaged. Promoting such a 

supportive environment not only enables nurses to engaged and performed but also enhances the 

quality of patient care.  
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