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1.1 Introduction ‘\d
N

This chapter illustrates the background of t@from the e‘ts_ﬁ@( exist

in psychological capital (PsyCap), workengag nd e ituati rom‘,gte global

INTRODUCTION

views and within the Malaysian context e Iana?‘on leads to @/ elopment of

developed. From this objecti

Throughout this chapter, the re§ ob ectlv r séa—(ﬁt questions will be

que |ons e“res@h significance and hopes

will be elaborated before th \ ‘gp erational terms.
9 o/
s 2 4,0
\ Q}
1.2 Backgroun St
In the de as paced a (}Jh |ng World today, oorganizations are under
pressure t the hi hes passibleswork standard quality and to attract proactive,

’

A?Zc

ene gzc, motlvat erﬂ'plc@? who are enthusiastic about their jobs and the
w n nvironment. Emplo\ees are one of the most vital elements and primary

‘% that can ensure organizational success (Norhayati, 2012), and good employee’s

Oformance is considered the main quality that the organization should focus on.

According to Haenisch (2012), labour productivity is still a key factor in the success



of businesses, including those in the government sector. Understanding the I&Q hat

influence the productivity boosters and work quality aspects is a prerequisite for

improving organizational productivity and as it happens today, it th/ become a
rol

crucial work requirement. Over the decade, the meaning of emm

performance has shifted from a single task-driven to a Itin driven (Griffin,
Neal & Parker, 2007). é '
Conventionally, performance was rated based on individual § dés@ﬁon
and it was a single direction process. The impof&c err}olpﬁyp&er'fé;nce in
on,

every organization had set a benchmark in %ch 0 M hq\'ef)y it was

developed to ensure that every aspect @5 gj er ance 1S given utmost

priority at the workplace. \ _\O
- TN /ST
Previous research has found dhat ,a™variety of @)stors contribute to the
9

‘% N
successful implementation M pe%ni; Bzﬁfes (2006) emphasised the
N
importance of compe atWed rfor a‘c@ldi (2014) encompassed the
connection of performance )ith eq@ S

4&&@3 Muhammad et.al. (2010) looked
into the relations@e p ‘orm e an@anizational commitment and the early
N

es and job

study by Flgis 973) ?'e sized the leadership behavior.  The

enhancem@ consgiousness regarding job performance capability and quality
Sl

have ﬁa n interes and'%tt@'b'n from the researcher around the globe to study
the&{stl g issues related to jﬁ performance. Numerous cross-sectional dimensions

s stress and psychological well-being (Jasmani & Abdul, 2011), performance

Qpraisal and commitment (Munir et. al., 2012), workplace environment (Nur &

Narehan, 2015) and work motivation (Mahazril et. al., 2012) were explored and



deliberated. Job performance has been established as a global issue that haSsaotienly

) |

plagued organizations all over the world but has also driven a lot of résearch in the

fields of management, occupational health, work, and organizati sychology

4

(Koopmans et al., 2011).

{

The definition of performance has been expanded j rmears that included
extra-role performance (Mackenzie, Podsakoff & A , 1998 t’ecau it has a
huge impact with organizational success and effectiveness (Ge gZ\Bz;r&men,
1990; Zhu, 2015). However, the in-role conce propo‘ge%gg&atz'%&?(ahn as
mentioned in Zhu (2012), believed that in-rolm ki havi

the employees in many ways in organizﬁgs\,gnd

understand the social behavior and Ma rso

r:gl\w’a't reflected

ept QE ssist people to

to&% their job scope.

Thus, both of the performanc ctars ar undeni Iy@fﬁecting upon the job
“« Q-
izations. ‘SV
N

performance issues in any org&
According to kkWOQ), Ihotiv e @duals perform better at work

because they maintain a b nceb@ he' Ef}quy they offer and the energy they

get. Positive wﬂ@env' (!nme anctz,%sitive approaches to dealing with
N

employees, s@der a%n}'or jzation as a whole tend to develop an
understan&nd implemeptation e organization as a dynamic, approachable
4
izaﬁ'

on@?actice, it is critical and has become a vital aspect

condu: day's org
of%)r te success. Employ& that are more satisfied are more likely to go above

§yond in their role performances and additional role performances (Wong,

9).



Job performance always captures the organizational attitude becaus‘w ne

of the most important components in maintaining employees’ comm meDto the
organization, which can have a direct impact on the organization's success
(Pushpakumari, 2008). Employee work performance quality withbe enhanced by the

enjoyment and satisfaction of each and every individu

in irm (Chang et.al,

2014). Employees that are psychologically attached to , a e‘NiIIi and able

to invest fully in their usual job duties, are proactive ;d devoted to achi 'indch'[)gh'job

quality standards required in today's world o rk challenges and oQg ization

v N

n w realised in
201

av Qen studied several

competitiveness to become the best among the best. All
a positive and supportive work environm@,gie
In the Malaysian context, jobhrm nqw

times by the local or foreign rese%erl:hw,;ah
ere v

ntiiaraman& Tong, 2011; Mafuzah
“« Q-

& Juraifa, 2016). The topi aried, he [g ndents were chosen from
N

multiple backgrounds ciRservant . Asjre o@y Datuk Johari Abdul Ghani,

Malaysia Second Finance niste.( ar,"%éj]), currently, the size of Malaysian

civil servants is w dt 1.6 illion @wkes the country the world’s largest

S )
proportion ofeiv! rvice;el: ;y&pl(,&/be compared for several other countries

dgédla (1:110), China (1:108) and South Korea

(example Qmpore 1:71),
4
(1:50): il sectoris bf;at dY'yet the government is not planning to reduce the

nuﬂ%as long as this numbehan perform to their maximum level and give their best

Q‘%wance in order to survive in their career.

B

>



Alex Iskandar Liew from Performance Management and Deli t

ES\
“

(Pemandu), stated in one press release in 2017, that the civil service mus ded up
in taking up the daunting challenge of setting impossible t with clear

transparency and accountability. Malaysia is a country that hasssought and achieved

%

economic development, using the civil service to achieye thatlonaI objectives
(Ali, 2018). To survive and develop in the competiti a age@lrc sector
organization needs to expand and do some adjustme

Despite the revolutionary policies, proeedures, ;m ny qéﬁécts of

management, worldwide changes in managing E man M ve e @d, and the

importance of multi-level employees tc@{an f Ith ansrth has become a
priority. It is a challenging task due he fact t o&@the public sector
K Va

employees are mtherrcomfort z0 thea( el th st b|I f their career. Parallel
to this, the government had I sever rams i&%nculcate value to increase
the efficiency and develop nt of public jserva Among all civil services in
Malaysia such as arm&es, pm\le?evj€{éj§ in the fields of education, health,
governance and mi str |An, t res er is interested to study the job

performance @v by one se Pb i publlc university, namely the assistant

regrstra
’ ~<\
: Malaysra hlé% \,&Ucatron context, it comprises public and private
unﬁ@r .

@)
The latest statistics in 2017 provided by the Ministry of Higher

ion (MOHE), there is a total of 20 public universities located all over Malaysia

0/ assuming that UiTM is one organization with all the branches) and more than 100

private universities established around Malaysia.



Table 1.1

List of Public Universities in Malaysia (MOHW, 202\(

L—D

Lo Year
No. University Established
1 Universiti Teknologi MARA (UiTM) 1956 Alam
2. Universiti Sains Malaysia (USM) 1969 enang
3. Universiti Malaysia Terengganu (UMT) 2007 erengganu
4 Universiti Malaysia Sarawak (UNIMAS) 1992 a Samarahan,
Sarawak
5. Universiti Malaysia Sabah (UMS) 19 c' a Kinabalu,
6 Universiti Malaysia Perlis (UNIMAP)
7. Universiti Malaysia Pahang (UMP)
8. Universiti Malaysia Kelantan (UMK) n.Gi@pa
9. Universiti Malaya (UM) 1905 ¥ ala L pur
10.  Universiti Tun Hussein Onn (UTHM) u\Rehat
11.  Universiti Teknikal Malaysia (UTEM) N (% Tunggal
alacca
12.  Universiti Sultan Zainal Abidin ( la Terengganu
13.  Universiti Perguruan Sultan Idris (U . Malim, Perak
14.  Universiti Putra Malaysia (UP Y /<\ Serdang, Selangor
15.  University Kebangsaan Mala a( 970" Bangi, Selangor
16.  Universiti Utara Malaysia 19 Sintok, Kedah
17.  Universiti Teknologi M ™) iséw Skudai (Johor) and
N Kuala Lumpur
18.  Universiti Pertah yS| UPNM ' %006 Kuala Lumpur
19.  Universiti Islam % I } Q’ 1983 Gombak, Selangor
20.  Universiti Sains Isla C}/ 1997 Nilai, Negeri
NS Sembilan

The e@s
cal?

civil ser a

?f'o ptfb‘bc universities are considered as part of the

ities are managed by Ministry of Higher

puglc uni
Educaﬁn OHE) and the reer'nent process still needs to go through the Civil

S MDepartment or Jabata\Derkhldmatan Awam in Bahasa Malaysia. The seven

chosen public universities are in the Klang Valley area. As mentioned by Dewan

andaraya Kuala Lumpur (DBKL) web page, Klang Valley is defined a city that is

located in the heart of Kuala Lumpur which includes its adjoining cities and several



towns of Selangor Darul Ehsan. Some of the federal territories included a\iml
Territory of Kuala Lumpur, Federal Territory of Putrajaya, Selangor District of
Petaling, Selangor District of Klang, Selangor District of Gom d Selangor
District of Hulu Langat. Located in the centered location, the fgjority of the public
universities are located nearby to each other here, rather harw areas throughout

Malaysia. '

This study focuses on all seven (7) public uniyersiti

s logated ip Klahg Valley
| &

namely UiTM (Selangor), UIA, UKM, UPM, (KL), yP M and U@(Please

refer to above table for full name of each uniQrsity).

\rNh se 7 uw'\vérsities are
managed and controlled by MOHE, e»%\'u;h 2‘1 §

e unijversities has the

=
o
>

power to run and manage their respective orga

h }_@:ademics and non-
academics play a vital role in en%l theno anization aquachleve the university’s
itme

7]

¥
nt o emﬁGyee will reflect upon the

N
organization’s performﬁceWye ac}ieve e 't @ target of development policy

mission and vision. The ¢

such as TN50. \O' "ég,

A study el Ro@on @rsity in 2014 found the distinctions
N

between thos(hbaEre orki \yilh e.ngd'emic and non academic tasks. Without

doubting t mic yd unetidns towards the establishment of university as a

noﬁ'-a@?nic staff (administrator and middle management)

.

whole#the“igportance
=il o .
asw ember should be er%hasued as many researchers including Cankir (2017)

ested to study the academician engagement and performance at the university,

00 the impact towards non academician (administrator).



In every organization, the functions and responsibilities of the adN ors
are crucial towards the effectiveness and efficiency of the operational a maagerial

aspects. The criticality of this middle management function ding their

multitasking roles, leads to a proper study regarding the job fun€tions,as many people

Wnt administrators

ations.

d several numb f@a@ies

and levels in the administrator’s job functions, and“the muItiEye ategories @ain the

and also organization fail to recognize the importance ,of

towards the enhancement and excellence of powerful

Professional recruiters, Irishjobs.ie (2014) li

relevance of administrator in every organizati A e job ons are as

follows: %\, 4«
i.  Admin assistant \ O

ii.  Office manager C‘) n>\vT§

d
iii. Executive personnel/a&& Aj \SQ
iv.  Record / filing iceR' 'vj' §
. Receptionist ) \O' &

As th(%sm yedi
engageme%tatio arejari ingéé%lllel with their task structure. From the listed
4
|gn€:i

job fStl , It was @' the listed job functions of university assistant

rew especially when i\involves the administration duties, operational

‘%sibilities, record management and many more (hr.uconn.edu, 2017). Despite

the listing of job functions, a human resource division in Universiti Teknologi

-

<

Malaysia (UTM) from their websites, www. registrar.utm.my, also listed registrar job



functions such as human resource divisions (selection, recruitment, apprai az:nd
many more), financial and monetary management, facilities management,/faculty

development management, inventory management. T
Assistant registrars have been classified as being underw nagement and
bWwe. The positions

ividualy appointed by the

Professional Services Scheme under public governmentgjo

start at Grade 41 and above. Assistant registrar is

University's authority to manage various forms of§management an 'mﬁwcis')ﬁﬁﬁon
are

pla}ed ‘%\

Y
ust osgess at least a

affairs at the center of responsibility (PTJ) where

In terms of academic qualification, assiStant regis

r
bachelor’s degree recognized by the G@nt 31
learning or other recognized qualificationsS¥The positi

by an appointed individual to ‘éat aﬁi Ist 1 ad}&management duties in
accordance with the prescriN S, an or(:j%é&vith the direction of the

N
University's Upper Ma geRt.'Gen*aIly g@are as follows:
E ’ '3 &)
@

o N@ant legistr /Ex@e (starting appointment)

I institutions of higher

an_ygpentic position held

/.

N
o nigr Assist }éen(gg*(egistrar/ Senior Executive

Pringipal /Assistant-Registrar / Manager

7o)
:%NSZ Senior Aéis%ﬁi"Registrar / Senior Manager

o N54 Deputy Reg\trar/ Deputy Director

§ o Jusa C Senior Deputy Registrar / Senior Deputy Director

o Jusa B Registrar / Executive Director of Administration



Starting from 2015, several universities such as UKM and IIlUM ha\/@d

the position title, that is more in line with the corporate world @ch as
executive, senior executive, manager, senior manager, deputy dlreovgmor deputy
director and executive director.

Kahn (1990) stated that employee engagement re rszldual behaviour
and represents their personal and self-achievement i s 'of work p ormance.
According to Simon and Buitendach (2013), eempl@yeces’ who are e mV/oJ\EU at

|

work showed greater social functioning and affec commlt t. @(_ a has a

ic YQ‘\S"the key as

beenkp anned by the

bold intention to be an advanced nation in 205

they are the primary connector in @6
government.  Public servants are mg a\

iI|t_y\ ntrary to private

institutions, whereby profit loss % ir W r Warries. @\Never they are dealing
with more important issue coﬁ(stltlveness human capital

development, income e d many ore,
In the current acad;ac literatu rf gement has been determined to be
the most discuss@ pi Jally nflrm ype of employee engagement, yet it is

not without mm (Yalabi tf]l Q&é) Work engagement is a term that has

emerged I%\t eaE) ééﬁme a debate in every firm that strives for

excellent oyee performanc The Utrecht Work Engagement Scale (UWES) was
&)

es |she by Schaufeli, et a\(2002) and it classifies work engagement into three

nts linked to the quality of staff performance in the business. Vigor, devotion,

01 absorption are the three sub-scales.

10



These scales highlight the importance of an engaged staff in the o ion

iy |

and they are expected to be more enthusiastic, dynamic and determineditowaxds their

jobs and more committed than others. Furthermore, it is a cure to out. Work

engagements need to be seriously improved in any organiz , and the idea of

o4

having happy employees in the workplace needs to be b%ﬁ'carefully into the

corporate culture (Mann & Harter, 2016) (4
Rather than focusing on the negative a s of organizationa b'ech;{\ﬁbur,

sp '
psychological capital (PsyCap) has evolved into z%idea t‘hat nc rage@ranagers

and leaders to focus on people's strengths ratheahan t \rﬂq S. It i ‘Q}e/study and

application of positively oriented hu@'our hs 42 psychological

capacities that can be measured, developedyan e@'

improvement in today's workpla%, cardi“géuva S (2@19}), who introduced the

managed for performance

“« Q-
concept of positive organizati& viour. rmog‘&ﬂthans and Youssef (2007)

N
proposed self-efficacy, opeq, ptlmisn‘I and es}lie p%s four essential psychological
at b

resource capacities th fult'l\ [ cla'sd'iq, requirements for PsyCap, which

improves manage,‘g{\eect' lness d org@ﬁational performance.

~ . Y _ _
The evolution of this concept is iast in drawing the researcher’s interest to
A - ( b

adapt and adopt the conce t to magagerial and organizational needs’ condition.
TN s <
PsyCap has been studied globg\ljy regarding OCB (extra role performance) and
)
emotio\nal intelligence (El) by Pradhan, Jena and Bhattarya (2016); job burnout by
‘Eiiri et.al. (2016). Quality of Work Life by Dharmija, Gupta & Bag, 2019); work
vttitudes by Sahoo et.al (2015) and the one being focused which is the adaptation of

work engagement as done by Karatepe and Karadas (2014) and Chen et al. (2015).

11



A\ v g

The PsyCap, as it defines and emphasizes on the establishment and the deveI%ment
of staff towards improving work performance, should be adapted by modern
management styles. This is strengthened by Peterson (2006) wh S “what is
good about life is as genuine as what is bad and therefore deser ‘?‘e

ttention”.

Although current practices have stressed fr, dit human resource

hend the
is‘in@é’d a

blend of psychological and human resource tIOI‘lShIE).S hat emths, es the

implementation in the business, top management mu

modern notion of PsyCap in order to use it in the @kganization.; Psy

grooming of positive well-being and attractive personali loye sle\n/rewewmg

the theoretical and empirical evidence t@ herds'i

the factors that can affect job perfo mance¥ Th efo

sted to study PsyCap as

ﬂ

is aA% ter need for more

studies to examine the impact of PsyC bydj og%four (4) constructs such
as efficacy, resilience, hope mls work‘édgagement criteria namely
vigor, absorption and tow ds t es of job performance in the
organization rated fro;n% in I OCB) performance of each

employee. &\ '

&
l O
") ¢ >
1.3 Pr %‘fate t N
& vl &
issue of public ser@;e performance in Malaysia involving the staff is
%&dlscussed in the previous literature. Among the relevant and popular topics to
: udied involving public officers are job satisfaction, motivation, morale, work
gagement, lack of communication, commitment and bureaucracy. The results from
the studies are varied. Johari, Shamsudin, Yean, yahya and Adnan (2018) found that

12



v o

the majority of the employees in public sector reported a low level of skill variety,
while they perceived that their job allowed them to have a sense of knowledge of what
they were doing, the employee seemed to feel that their job did not give them the

opportunity to use different sets of skill and it is not surprising that 'lob performance is

hrw:al advancements,
p |tio@3monstrate
- &

that there is a critical need for the highest level of jeb performance lity acr\ﬂé\/ed

by every individual in the organization, particular the publicisector. V(;\
T )
Hence, One of Malaysia's leading news outlets Utusan Malay3|a (2015)
AY %X N

reported that the job performance of {bllc sector workers has become an issue for

» Y

employers in the country. Focus on personal t@s,‘hi h absenteeism rates (over

200 days a year), and punctuality issues di\'/ert attention and Joroductivity from work.
U

Due to this ongoing issue, the Chief Secretary to the Government and the Malaysian

Congress of Public and Civil ‘Service lEmponees\Ugion Congress (CUEPACS) have

affected. With the challenges of globalisation and rapid

employees in every organization must be on top of t

issued a statement that reasonable action should be taken for those employees who

A\ \ i \p

still exhibit the same erformance issues after receiving it. More suitable performance

\\\X (\
enhancement and career development courses. As such, this official government
A - { ]

statement confirms that'the issue of Lob performance of public sector workers is an
] (IA\ s w-.-/ ¢’ '< ) ) _
important issue that requires ftrr\tner study, especially in the context of Malaysia.
T constraints are much r%e critical in the context of Malaysia, as the country
for maximum performance and achievement through its employees. According

OJohari and Yahya (2019), the Malaysian public service has long been criticized for

ineffective job performance, a lack of responsibility, and a lack of communication

13



among officers. Whilst it was a 10- year story behind and the governmNg the

highest awareness to promote the best services with all the policy and planning to the
rationalization and full utilization of human resources, the publi ices need to

ensure that a pragmatic and systematic agenda is in plan and it iﬁg:f:tured.
Malaysian public service continues to have a poo rean in terms of the
overall performance (Ahmad, Nabila, Ambad, jamal, i, Lajuniy & Kajuni, 2021).
Numerous studies have been carried out to identify issues re r:i\g;é}%tor
staff’s job satisfaction, motivation and many of‘%arc}er als tou'cQ_%‘ on job
performance, but only few studies examined Rr.elat' \shm mon ‘fgfchological
inthe as if in-role and

capital resources with the capabilities of orm

extra performance. \
Since the implementation cmwa#a an cIrpqr%fed Policy in 1983, the
‘% N

A

7]

civil service has introduced N S appr tom ﬁ‘e’the approach succeed and
N

fulfil the realization o Ionqerm national jec n@goals (Sirag, Mohamed Nor,

Adamu & Thinng, 2016). ccor% atdtigri Azalina Othman Said (The Star,

2017) between 2@6 @ 31,2 Ivil servants had disciplinary actions

N

taken to them@m e dotal 7;!3 eir services terminated. This is a serious

issue whe@ﬂing a huge/nu bs\&&/termination of staff. However, the number of
4
disciplipe

s are still igt(T%Woblem is when the figures are increasing by year
anw e salary and benefiﬁhprovement, are these employers having a discplinary

ecause of the working conditions? Or job dissatisfaction? Are they not happy

Oh their working situations?



According to the Malaysia Co-operative Societies Commission C

4

government organization, as reported, employee’s behavioural attitude will affect their

}é

job performance. All the symptoms of disciplinary problems such motivation,

uncooperative supporting staff, unreachable deadlines and lo ole and OCB

&

behaviour; will contribute to other attitude, discipline and eche problems such
as high absenteeism, cyber loafing, low self-esteem, hi m ge@ick leave
‘X
| &
The research regarding PsyCap have fluctu widelx’o er the pa@@ years,

with little relationship combining the PsyCap coa’;one M ork nqagement and

job performance. Despite the growin r% inv ng yCa;zKre earch into the
n

which might affect the overall employee’s performa

Malaysian context specifically, or A |a ntext_lar till" very few. In his

&
review, Kappagoda et al., (2014) at& maJ |ty of@yCap research has been
%
ar

cherss States and China, and that
there is a favorable link DBetween BsyC @performance. However, few
empirical studies on Psy%vave% n Asia, and the association has yet
to be tested in ti‘p%a sia Jettln It w roven that the effectiveness of testing

the result in @u illene )J b amlned due to the culture and language

@,

dlfference $
has been done worldwide to examine the impact of

undertaken by Luthans and o

*

%r many sea{ch
\/

Ps towards many aspect\uch as work conflict and job burnout (Wang et. al.,

: % organizational commitment (Peng et. al., 2013) and additionally PsyCap has

n identified as a mediator in the organizational climate and a performance study by

Luthans et.al., (2008), Roemer and Harris (2018) and Liu, Chang , Fu, Wang and

15



Wang (2012) showed that the roles of PsyCap solely have not been examine&gkgher

with work engagement and performance among public universities admi istaors, to

our knowledge. T
While work engagement has received so much attention Iw ly few studies

are related to the Malaysian context and research done by, Otmt al (2021) shows

that less than half of the public staff are fully engaged,i ir job. oln Hewitt, a well
known talent organization in their “2017 Trends in Global Enga M‘r&?ﬁted
that employees in Malaysia are the second ge\ngag‘e‘d mong r!@%g Asian
countries, with only 59 percent of emploR-e .dr{i\we{witt.com).

ﬁstudied were

Sorenson (2013) found that only 11 per@}!e

engaged, while the remaining 81 percent"were~not i

o
e

~—+

\Q\ o
actively disengaged. ) o >y Q
o %
Among the Asian counﬁi volved™ su@# Malaysia is proven to be
N

*

research done by Gall n& % public sector employees are fully

)fw{
engaged in thei& d @Iy p@ sector employees were 18% more
N
satisfied and @i than their }b'licsgﬂlor cohorts. Again, the relevance to study

the engz@bvel in'the Malaysi@n.Context is uprising due to the lack of research
4
3

lagging behind. Even um studies have {e@ted all sectors of employment,
up (2

.

regm' issue.
WO engagement is crﬁl in the workplace since it is linked to a wide range

% titles and lifestyles. Prior study has looked at the factors that influence

Oployee work engagement, but little is known about the impact of psychological

capital in this regard. This study examined the impact of a PsyCap resource

16



conservation process model on job performance, which is mediated throughﬁq&‘yee

work engagement. This research helped to improve our grasp of t %retical
underpinnings of both the performance and engagement capital.

The proposed study explored the extent to which work gement developed
by Schaufeli et. Al., (2002) can moderate the PsyCap and ijormance factors.
Human capital should be emphasized and examined i orkpl e'to improve and
enhance job performance (Luthans & Peterson, 2002),by combining t \X/it@Vork
engagement that can directly improve job perfc& fro‘m rol%gd? oCB
ositiv; \'?s’earch and
understanding the good in individuals in @%ts theiflives, Qg\th at work and at
home. PsyCap can become one of t %iz tiq'Q y i@gies and make up
some excellent steps to cherish;™because &%ﬁjtal@ an endless power if

“ &
handled properly. \ AQJ

N
Rich, LePine an r@(ZO!‘)), hi I!gh e strong relationship between

work engagement and performa 690 f@, However, with the difference of

perspectives. Luthans (2002) also underlined the ne

target population }man 'Lb scope, the Q}I to embrace the adapted research into
N
local study i re\ﬂied. Peor oyler e&égement, according to the study, can be

harmful t% because ag\éd a decline in employees’ well-being and
4
C

productivi he philosoph %Ebt of PsyCap is to build people’s strengths and
enmq&t eir work performan%rather than fixing weaknesses after glitches happen.

ven though organizations in Malaysia, particularly in the public sector, have

Qn transformed and performed multiple work demands that can easily lead to a

lifestyle of extra working hours, it is critical to recognize the importance of PsyCap in

17



D

the workplace by promoting work engagement that can lead to job pﬂe&gnc
satisfaction. Few research on PsyCap and work engagement have beeﬁﬁuba hed to

date, such as Bakker and Albrecht (2018), Bakker and Schaufeli,(2008), and
Xanthopoulou et. Al., (2007). As a result, this study will mine the PsyCap

iwmion to the use of

ot'it i r!late o the job

constructs of hope, optimism, resilience, and self-effica

work engagement as a mediator in determining whet
performance of assistant registrars in Malaysian public universities. A ‘kl&z‘r:)@ﬂ)

pointed out that interventions aimed at harne the positive powe{z~ work

engagement must focus on individuals. i \ j V?’

%
Oe

1.4 Research Questions of the Study \Y /;\
) N,
e

The following questions ssedfin thi eazo
a) Does PsyCap m 0 IM@ self-efficacy) affect job
performa% T S

' g

's
b) Does %p (h? \om isrrgéélllience, self-efficacy) affect work
3 3

engagement? SN
¢ I %(J
C) I%vork ngag ent affe job performance?
N
% es work e gem@medlate the effects between PsyCap (hope,

ptimism, resilien If-efficacy) and job performance?
G

N
N



1.5 Objectives of the Study

The overall objective of this study was to investigate the mem ;fect of

work engagement towards the relationship between PsyCap ele (i.e. hope,
optimism, resilience and self-efficacy) and job performance capability/among assistant

registrars in the Malaysian public universities. Specifically,thi gtu y is designed to:

i. To determine the effect of PsyCap ( ptimi s nce, self-
efficacy) on job performance.
ii. To determine the effect of Psycﬁ O?tl eusnce self-
efficacy) on work engagemet\y. évv
iii.  To identify the effect o gage onjob ;Sqrmance.

iv. To assess the workgengag ef\hQ e at(&\the effects between
PsyCap (hope, opti gﬁs f- ff&i}’) and job performance
XS
1.6 Hypotheses De

:

The researc hy eses!are sente@the hypothesis statements. Based on

7%

the first researc bjec ive, eﬁea&)ﬁ_,hypotheses are presented as hypothesis

statement W v-) §J
!

There is a signifi positive effect of hope on job performance
\-' :

S
Qe H3:  There is a significant positive effect of resilience on job performance

There is a significant positive effect of self-efficacy on job

J‘

N

There is a significant positive effect of optimism on job performance

performance



Based on the second research objective, the research hypotheses are prwz as

H5:  There is a significant positive effect of hope on work ment
H6:  There is a significant positive effect of optimism Wk engagement
H7:  There is a significant positive effect of resi mo[k engagement
H8: There is a significant positive effe f sel -eWon work
L 4
X
engagement | _\c}

Based on the third research objective, the arch hypotheses/are {rJE'ented as

follows: \, .,\ g
- 5
H9:  There is a significant i

e effect Work®gagement on job

performance c‘) . >\y §

Based on the fourth researc\ ctive, the re arcrﬁ)theses are presented as
follows: _%\
N
H10: Work enga enti{ atd'F@Qhe relationship between hopes and
\ N
H11: % er:fgem |}£1 n(e&l‘étor in the relationship between optimism
@,

%ﬁjob RN
3%/ )
12% Work engage

C-)
\ and job perforrrhce

0% H13: Work engagement is a mediator in the relationship between self-

efficacy and job performance

-9

S
‘O
QD
>
4/
RN

rfo

S%

e@ a mediator in the relationship between resilience



1.7 Significance of Study \Y~

This study is important in many ways since it will immed@:ct the
quality of the staff's performance and well-being. Workplace revolut ve evolved
from 8-hour sessions to extended periods of time with addltlonWUtles and tasks.
Apparently, it is one of the first few attempts to investi eYe~|m lementation of
psychological capital (PsyCap) concepts introduced ans ar’d\Y(vef (2007)
into the workplace in Malaysian public sect cies with th e‘l’)\mork
engagement (Schaufeli et al. 2012) as the medlatln tor m,or er h the job
performance capabilities which speC|f|caII she Ilght \he~|n roI xtra role
behavior (OCB) developed by Maxha e 008) 0\

Additionally, the awareness and ada tag t heaLt has become one of
are

the major issues that has been deba telyh Huma nger treated as a robot

f

or machine as the knowledge od p ical .thift/s have been absorbed into

N
their work lifestyle. P , empl y @g too restricted with the office
b akes

and job nature and omet m%)ﬁhselves feel burdened and leads to

‘a

depression and aMer social a dISCIp\ problems. It is very important if the

organizations %\e to/prdacti w'seebnd understand their employee’s well-being

and me &m to become more productive and happier in
their k ce. ThIS researc@glgmflcam for the organizations to really know

|r employees and how they can find a solution to provide a happy workplace

can lead to happy workforce. Happiness is the key to any success and
O)ductlwty because a happy worker will lead a to happier organization. With the
roles of PsyCap elements, it can assist the public universities to explore into the

21



elements of hope, optimism, self-efficacy, and optimism level of their oﬁi@Qc at

the same time giving the win-win situation to both parties. i’)
Moreover, the elements of work engagement such as vig rption and
dedication might give a different significance as it gives a bett [Xiive of how
the elements of PsyCap can relate with how good the pw@will engage with
their jobs. Some of the organizations might never begiavelv 'tI‘ problematic or
undisciplined workers, and they might conclude that their’ em Hﬁo&&' In
Malaysia, generally, the terms of work engagem nd perl‘;)r an alw%:)efer to
the job performance rating scale and how goomm \eslq inh U'?rr{g the task.
However, they sometimes forget about ﬁgjl tal Dé p oIogj&a traits of their
employees. They only focus on p@d§ olgg | side of a human
e

being. This new viewpoint and WH| sist the org@ization to go into a new

7]

N
LY
N
agenien @job performance productivity

Ifsz‘}p individuals’ psychological traits.

direction. \
Additionally, b ide en

can be improved when thegorgani

The employees \@ th

N
rewards but alSo thémean i}é at‘érfon to small details such as “how are you

doing tod@ﬂre you good?’%; “I (-1/11' children okay”? This simple question will
S WLt

impact on"the employee’s life and happiness. Moreover, when it comes

NS —

/A

he organization. cares for them, not only in terms of

/)

lead A
to ﬁ%er ormance, the organﬁtion might as well notice if their workers are willing

ob overtime or if they are forced to do so. Again, this study gives so much

opact for the organization in uncovering the truth about the employee’s

psychological well-being.
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Therefore, the identification of the specific productivity and Q\my
limiters in the public sector agencies will provide a useful Iaunching@urther
research in this area with the aid from the new framework whi ighlights the
elements that can be investigated and tested to enhance job perf$ality in the

Weds to be adapted

uld foster the elements of

selected organization. It could also emphasize human capital

and recognized with the suggestion that all organizati
PsyCap and work engagement if they want to increase the job' perf
their employees. Consequently, it is very imp t to u:lde sta

suitable approaches of positive organizational behavior \r§p@ Ive a d;p-ewate from

née.amon
] C;{W g

the,Qg ds and

at focusSes on strength

Z 'S

4 ¢ &

1.8 Definition of ﬁQs @ é.}
The defi %@f ter W a <<|!vided into conceptual definitions and

fitigns of, te €4 :
operationa fina' ons Whi as@g on the variables that are identified in this
o
study te%ty a mt erstﬁpng and exact definition of its context are fully
N

explAAconceptual defin‘ijion explains what to measure or to observe and

A
an operational definition defines how to measure or observe it. Psychological

e

tal (PsyCap) elements such as hope, optimism, self-efficacy and resilience; work

engagement factor such as vigor, absorption and dedication; job performance factors

23



such as in role and extra role performance are the terms used for thwcles

throughout the study. 3 )

1.8.1 Conceptual Definition Yv

1.8.1.1 Psychological capital (PsyCap) ‘\d
| ]
PsyCap is defined as the officer’s personalydescription to ariis €%3~ (4)
_ =\
[I-be

elements of positive psychology’s focusing on the“mental we g and;t\appiness

\M S
constructed by Luthan, Youssef and AvoIi&ZO, The%S Iemg&'re precisely
called hope, optimism, resilience a%q Q\

ficacy\las;‘cholcé;-i)cgl capital has a
favorable impact on long-term competitiveness, anq\ it is })rechted that its positive
AH A ' ~

effects will lower costs and offset negative influen(‘:‘es in an organization (Cavus &
S
N

: illﬂ@te and adhere to the best way to

Gokcen, 2014).

b(m% |

Hope is the ability#to

egrees of hé\p\?have the capability to deal with all the
®

succeed. Emplo@th h
R .

situations (S 4 aII 2017%): .Top management can nurture hope in individuals
2 "

they lead by seeing them as an indiviaual, allowing them to set their own goals (rather

AR L AR

~ D
creativg ways of achieving them; not just advocating typical methods. It is also

ned as the officer’s overall perception of their job behavior implemented by
@Iaysia Public Universities administration towards them as individuals.
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ii. Optimism \z

Optimism is defined as the officer’s level of positivity and expectations that

the results will be good and worth the effort. It is a kind of positi comes that
might derive from their hardwork in job. Employees with optimistic mindset will
-—

believe that everything will go well even when they face difficulties and think things

will turn out fine in the end. Schneider (2001) stated t@msm @?t how the
individual can be supported emotionally and be assisted so they ca e' k'fg?fher

better opportunities in future. The level of op m mig‘ht omprehe eir job

pattern implemented by Malaysia Public Unive&s'. \ Y\'/
c,}’ X 5\
\ O
XY )

iii. Resilience
Resilience is the ability to rebounce from any difficulties, challenges, risks,
_ _ ag— WA |
hardships and failures. Resilient employees can succes_sililly adapt to challenging and

overwhelming situations. By definition, the terrln resilience refers to a rising state that

allows people to keep striving and do?ngtheir-best as they confront failures, disasters,

A NN WV

life paradoxes, and even favorable occurrences, advancements, or increased
Ay NN
responsibilities (Larson & Luthan, 2006). In this study, it will be defined as the

" ] 7
officer’s 1&?abilit}l to bceééﬁ and the adversity towards their action and
‘v’
L 9

mié% \c}/

% Self-efficacy
Q Self-efficacy refersto a person’s self-confidence in their capability to

maneuver the outcomes and overcome arduous challenges. Hence, someone with high

25
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A\ v g

level of self-efficacy thinks that they can control what happens to them. Self-efficacy
is a subtle way of showing confidence in an individual’s ability to perform a particular
task. The trust is very personal; it is about how we perceive ourselves to be capable of
dealing with life's obstacles. It is also a belief in one's ability to put one's skills to use

-V

in diverse demanding situations (Nwanzu & Babalola, 2019). In this study, the

officer’s confidence level and self trust issues in han@ ta@ructed by

Malaysia Public Universities will be ascertained. \Y'
| &

s b 4§
1.8.1.2 Work engagement J. 0\ \ Q\VP’

chologica nne@with their work.

Work engagement refers to the emplo

N
not only acquire top-notch tal@%als motiv: e“aan,ﬁ-gw people to apply their
full talents to their worksyi ert/ ompete S;ively. Employees who are
psychologically engag% rwor'lg, ho r‘ﬁ'w ing and able to invest fully in their

&
positions, and w Nre prclac\and dﬁe&eﬁed to high quality performance
requirements aw ed ‘zatlc@j&wln this study, it refers to the officer’s
' e
perception ards their pasitive ‘migdset and fullfiling work-related matters. It is
N
charact&ﬂcha‘u(ﬁuz al., % 2) terms; vigor, dedication and absorption.
A S
i. %, Vigor is characterized b%igh levels of dynamism and psychological resilience

According to Bakker and Leiter (Z@yn today m -h{ organizations must

>

‘%/hile working, the commitment to invest effort in one’s work and dedication in

Q the face of difficulty. It will determine the officer’s level of dynamism towards

their job.
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Dedication is an individual sense of passion, inspiration, pride andﬁche
that will define the officer’s level of enthusiasm whether or not th& &erlous

in doing their job .

Absortion refers to the state in which an individual is ly ,determined and
happily immersed in work so that they feel that time qmckly and it is
difficult to separate himself from work. Thugsgi fin 'as the officer’s
adaptation towards their job.
D J 1S
a) ‘Universities’ means a higher educational mstltutlon havmg the status
-

of a University or University College Unlversmes and Universi
y x ge ( S ty

Colleges Act, 1971). This study refers to ub iversities located

in Malaysia, funded@ﬁe Goveﬁ nd @rned as self-managed

institutions.
b) ‘Assistant r % m aagl‘sé Registrar of Educational
Instituti% SS|stan Re strﬁr@Teachers (Malaysian Education

\o‘ f&

Act, 6). This study assistant registrar refers to N41 administrative

27



1.8.2 Operational Definition

1.8.2.1 Job Performance Aj

Job performance is defined as the officer’s act and approach to reach'g¢arcer goals and

rate their own performance. It is defined as the total expected vaw e organization
of an individual's distinct behavioural events over a give Motowidlo &
Kell, 2012). In this study, the level of employees Psy ment will
be measured on their job performance capabllltles@Q l _\c}
J’
X

i) In role performance g\ E\T
In role performance is defined as tf\ ’s ratin reecj regarding their

overall core task behavior pattern d t|V|t|es an ,Q/IacKenZIe Podsakoff,

n S
‘&

S
I.§
s 4

offic ating agreement that describes their

-—io

& Ahearne, 1998).

i) Extra role per

E/-.

Extra role perform IS defu'e

willingness andyperception e]j t is beyond their job scope and normal

| B



