CHAPTER 2

LITERATURE REVIEW V:
2.1 Introduction ‘\d
@
T
(ﬁ}es in

Due to the issues, research questions, objecti nd hypot s‘dﬂ

job@ Ce, ps)xaological
_ . 9

, re’%‘llenc and seff-efficacy, also

es the lit

Chapter 1, this chapter elaborates on the defini

re c@ese concept more

z@ also presented. The

onships betwéen &C?ndependent variable and
&

g

dependent variable, theore@meror nd the ceptual framework are also
highlighted in this stuo% J' 0’

Fo%g time, organizati ave been looking for different avenues to
4
% hi€ in

rmance. volVes a step-by-step evaluation of variables in

impro
&
bu@e (human resources,\material resources, motivation, and finances, among

‘%. Job performance denotes the actions taken by employees at work that

Qtribute to the attainment of the objectives set by the organization. Also, it is about

employee behaviors that are under their control, not about the outcomes
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(effectiveness), what it takes to achieve those outcomes (productivity), the @f
results achievable in a given period (efficiency), or the value an organiza o(mces on
certain performance, effectiveness, productivity, or efficiency.

Job performance is a subjective term that cannot be q&&vor identified
easily. It can be a sum of different parts or measureme Wans et. al, 2011).
Meanwhile, according to Campbell (1990) in K S et. (2 1),
performance is defined as behaviours or actions thathare relevant to t ga‘hl.z\éi’bn S

goals.” This definition highlights three concep work p for an uId be

defined behaviourally rather than result-based, ||) 0 behg r eemed

important to the organization's goals s h@’acc :\ed rin w‘or performance,

and (iii) work performance has dlverse di SI

A
Job performance is ref r pﬁr S |I ty tg}do his or her job well
%
(Campbell, 1990; Campbell et 93) from occupational psychology,

Campbell et al (1993) erfor nce as e@hr and job performance as an
ble,

individual level varia met ng' ag{%i@ Despite this, no comprehensive
definition of Iea abl itles in elatlo individual staff job performance has

been conclu5| Ie rning ?l Iltescl‘rferature It is vital to focus on the fact that
termmolo "jO ?tl "product|V|ty" should not be mixed up with
"work ance," as es{ te nR"refer to various concepts that can exist as a direct
re %}Ob performance. ‘\ performance' refers to the quality of work of an

0@/% and is described as an abstract construct represented by concrete

enomena that are quantified, i.e. performance indicators, for evaluation.
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Robbin (1996) defined performance as the acknowledgement of an X:s
success and output by his or her organization. The components that “kepresent job
performance include skill, effort, and the work nature. Employee 4 ives can be
monetary like bonuses and pay increases, or non-monetary incéatives'in the form of

vacation perks. An employee's job satisfaction is high Ww or she receives

acknowledgment or a certificate for an achievement j W ka?ffect, the
sufem\m of
| &

izatiqk?~ ewards

}CN b sat'sfg}ﬁ!on will be

employee is inspired to do his or her job well. Job performance]is a

how well-completed a task is, done by an empleyee. If ‘gn rg

employees who demonstrate commendable wor&erfor
increased (Giga et. al.,, 2003). To en \gt

organization's expectations in terms omh QQS?

Indicators (KPIs) should be provi bamw erst measukg%taff”s job performance
‘&
(Cascio, 2006). &
Y'\ 73 S

221 The ElemeN
N
Accordl%/@g er ‘s
destinationskhe level of pe nce\@_ijfers for every condition and job description.
One ex a conG‘itingpro by Elger (2007) indicating job performance,
sucAhen a lawyer's Ie@f performance improves, the legal research she
@ed becomes quicker, more comprehensive and detailed. Similarly, members of
cademic department can provide more successful student learning, more effective

Q;search, and a more effective culture as the performance of the department gets

better. Performance is sometimes adaptive towards the changing environment.

'theo@f'f' performance, a job is a journey not a
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Factors like the changing technologies, the changing managerial dedNQ the
globalization and cultural difference are always significant to “geflect upon
performance (Van Der Lindan, Sonnentag, Frese, & Van Dyck, 200

As mentioned by Bormon and Motowidlo (1997), jo@nce can be
measured by either the task, or contextual, performance. 4 Task¢éperformance denotes

the willingness to do the expected work (actual and

rk)gé?ndividual
already acknowledge and understand their responsibilities. an 'I’, cbcrzg\&dual

performance refers to the activities that are not pa ftheiergb esc ption,% tis the
N

v

d extra-role. Officially

individual willingness to go further than the expgation

To add, performance can be divieﬂ\{ th

required results and actions that directl r e% ization g?jectives might be
ta A

classified as in-role performance t idla an'Sc tteC)FO94). Task performance

“« Q-

is another term used for in-rN orman odmﬂ%& Svyantek, 1999). nurses,

. : . Ny . .
police officers and aca |Wor instance have @own respective tasks to fulfil.
Citi

nship{ iofs ,4OCB) (Mackenzie, Podsakoff, &

D

Organizational

Ahearne, 1998) aﬁw a t!able ith e ole performance which a great deal is
a

NS
known about the nature of the behavior gnd its complex network of correlates. For
ud
N - ( ¥

example, OCB—genera'IIy defined as Ehe set of positive workplace behaviors that are

LYy ¢ S R o
distinct from the employee’s wor‘liltasks and that support organization members and/or
the work environment, althohh the contribution to the organization is less direct
idlo, Borman, & Schmit, 1997). Extra-role accomplishment fosters a social

01 psychological environment that helps complete the in-role activities (Goodman &

Svyantek, 1999) and can be defined as “individual behavior that is discretionary, not
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directly or explicitly recognized by the formal reward system, and in theﬁ{zate

promotes the efficient and effective functioning of the organization” ( rga91988).
There are 2 elements in job performance such as in-role performarvgd extra role

performance and this will be elaborated in the next section. V

2.2.2.1 In Role Performance .'\d
Task performance, the ability or capability of a single perso do'a{?ﬁtral

| &
work duty, is the most common description in-rol‘g onduct. -\1 task's
performance may vary from one job to anothery Katz M n (1%7@7 defined in
role performance as the necessary attitu mp Q‘les ould for the work

accomplishment. Further research doma ‘QdK Nas .[ﬁ) ted by Zhu (2015)
recognizes three types of prim a/iOR;bw, w@e core effects of the
q

aryshe
% e
good operational and manageMt stem A%
Y. o) N -
a) Employees Est er for specifi re’qm nts for the role in independent

ways.

's 2
N\ Ny
b) Empl& g lzrate any a@ontaneously.

NS
c) Organization al?gy! they solely depend on the behaviors
d. ) §J

:
4
N3

e
KNI
~
S
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2.2.2.2 Extra Role Performance \z

Employees' extra-role performance behaviours are those that N make up
formal job requirements and job specifications but assist the organization as a social
system function. Extra role performance behaviour include chers with a job-
related problem; accepting orders without hassle; prom Z«:orli climate that is
tolerable and minimizing the distractions caused Interperso flict; and

Ay
protecting and conserving organizational resources ( an & Organ 9’33&2}
These types of employees are willing urthed”and yond\;ﬁ'eir work

NN

ramani nd Zulhusni

th@ﬁire organization
@ployees with OCB in

N,
nce@terature provides some

specifications and descriptions to fulfil theigcareer go

(2017), stress on the significant CO&I of O
performance. Kim (2006) also sta%ﬂt the
&

their work will contribute to @NOF
M , gestures of goodwill and

examples regarding OCB suc the %
cooperation among organi Knal mI\ber (¢h&@(ai, 2008). Cohen and Vigoda

¢

¥,

s 4%
oCB égz as managerial productivity and

-~

resource effic@ ‘? : C‘)éw
& [ )) S
2.2.2 Wance({f R@rfo%ce

S
\ e concern for employee performance has been long-standing in

(2000), also stressing the be

ational research and practice. Instead, the ultimate aim of research in an

Oanizational set-up is usually to enhance performance and this will sooner or later

benefit the organizations. Employee performance is very important for organizations’
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output to survive, succeed, and grow (Katz & Kahn, 1978; Sullivan & Bha

%

Following several empirical studies, employees’ task-based and -task-based

ey

activities and behaviours make meaningful contributions to organiz uccess and

achievement (Podsakoff, MacKenzie, Paine, & Bachrach, 2000{%Podsakoff, Whiting,

Podsakoff, & Blume, 2009). Y'

As employee performance is very important rga Jatio function,
even few underperforming employees can affect, the futur \zy o‘?‘the
organization. For the private sector, any lack of q&r e\ien ua |ty, i '*:%onee
M onal Nzﬁt and may

, in @Ee public sector,

%

performance can stop organizations from achi |ng

cause the firm to close (Fitz-enz, Zowrar

employee performance has varyin |mp t| w

nh:l{gl? not only for the
functioning of organizations but f mﬂn itie y sg@e If we look at teachers

and educational institutions i e bI| |th(ﬂ<t-helr efficient and effective

performance, communities not r*elve on they deserve. This is also
true for other critical pub nC|es (LaPorta, Lopez-deSilanes,
Shleifer, & Vlshg‘{ . T. J between employee performance and

SSOCi
organlzatlona u sh we?s?’lrcl-eg-éxammmg the factors that could influence
&

worker pe ce
4
: ne thlng at 1mp{:/%. employee’s ability to carry out his or her daily
ta [

s his or her personallthr patterns of attitudes and behaviours. As employee

improve the factors boosting performance could give organizations the type of

Q‘Qwance is linked directly with the existence of organizations, the ability to know

information they need to make sound, performance-enhancing decisions. At present,
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the newly-emerging discipline is explored as a dynamic energy in peﬂg&gnce

enhancement. Psychological capital referred as PsyCap and work enga (@are the

variables that are investigated rigorously in the Western world ImkWe variables

2.2.3 Past Research on Job Performance ‘\d
Job performance refers to observable behavi hat employees rn@m at
work crucial to the organization's goals (Arv rphy 8; am{’ﬁé'ﬁ 1990).

Furthermore, Laeeque and Bakhtawari (20 de ons&sate at job ﬁrmance can

to several favorable outcomes, one of which is performance.

well create flexible Workplaces, tralnln d ﬁnced production
innovation aptitudes to influence e I ees t%@% Cc able and, as a result,
expand their quality to boost | j manﬂe In erformance refers to an
employee's participation and lev nt in @Img with various workplace
challenges. The mcer%ml corpora nl d I rs to representatives might be
monetary or non tary, T also Iﬂéﬁ’n the form of a recognition of a
worker's unlqu p|IS ork ﬁ‘g‘are influenced by these factors to have

great job sa tls n and to b ot&até’t% perform well and better at work.
ardlp that n@‘[\be done in a short period of time, according to
Daj i d Zaki (2015), is @vmost popular element that determines workers'
nce and causes stress. This kind of pressure, having to work in a tight
: line causes workers to experience work stress. Hiring employees with these
aracteristics and allowing them the opportunity to do so can help organizations
establish an environment where colleagues can be a support system to one another.
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Employees will feel the need to repay this favour by spending more time am ing
more effort to their jobs in order to make a substantial contw to the
organization's goals. In other words, they would work harderys eir in-role
responsibilities to repay the organization's favour by contributimx)‘als This is
in line with Orpen's (1994) findings, whereby employee wthe organizational
support from their employer put in more effort and p better @e who do

not receive organizational support. Furthermore,4empirical resea shﬁc\gﬁhat

employees who perceive organizational support to have a stronger attQQ_ ent to
Y

| be ;Eewards for the

emplayees believe that

S y\@a better working

the organization, which reinforces the anticipm
effort exerted (Gould & Fernandez, 19@ m
they will be rewarded for their exﬁhrt
environment. The same logic can (’yJed nit es @)extra-role performance.
Vassos and Nankervi& ) con a :uLv\& of 108 disability support
professionals who went. for confer*ce i ‘u%a% The goal was to see which

characteristics would be linked % vﬁzﬁjpurnout prediction based on three

aspects: emotion@hes@naliz ’o% and personal accomplishment. After
N
analyzing th(d\hi it fwas di ?\]ere@%rﬁat in terms of performance, personal
posi

tiééf' connected with job feedback. The findings

achievemer(rongl an
< s W
confir there is little ndic\a‘/ﬂﬁn of a link between the personal accomplishment

pah{burnout and the worlﬁhat employees do, according to the assessment. The

% strength is that it certified the importance of a number of individuals,

interpersonal, and organizational elements that firms must take into account when

talking about employee and client outcomes.
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Another study by Rose (1998) examined whether staff's positive rew ips
with service users would get better after participating in a stress (alement
programme that addressed lowering staff stress levels in a learningsdisability setting.
When compared to the control group, significant differe gY?:Jdiscovered
following intervention; staff anxiety levels were found much Wn the intervention
group. There were also changes in a number of dir itnessed Staff behaviours
linked to lower levels of anxiety, as well as a change,in obServ Hﬁ)&)@hce.

In the control and intervention groups, howe no sin‘y'l reductio A?n staff

[92]

depression levels were observed. The findingst impl }.ﬁ\t erve thl\ws/ to lower

employee anxiety may have a favorable i \gon :\W
m mgjo\ye

suggesting that there is a reIationshiE e
6

2.3 Work Engagement \

1 3

In the researchtfi zork engagenient i@opular topic, and many results
s &

and lessons have b&qbtainiﬁf( ng tE@ncepts and construct around work

engagement. It is an“igpor pt t(t;ﬁlconsidered in each organization due to
!
¢
the positive i% it d:%eaﬁe &hrganization performance (Christian et. al.
N
(2011). %kroadg efimfition, e@loyee engagement is a method to ensure that
L

emp S are engaged to their\@?ﬁnlzation's aims and values, motivated to contribute

they@, imultaneously

SS n;ob performance.

S
“ &
L

—

Ly

t Nizational success, and able to improve their well-being. Work engagement

: rs from job satisfaction in that it merges a high level of work pressure with a high
Y

el of activation (Bakker et al, 2011), it is the reformation aspects of job satisfaction,

whereby a satisfied employee is not about being engaged in their job. Engagement,
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according to Schaufeli and Bakker (2004), is a pleasant, rewarding, work-rﬂ&gtate
of mind seen through acts of vigour, dedication, and absorption. 5 )
Nevertheless, some authors such as Macey and Schneider (%Rich et. al.

(2010) and Soane et. al. (2012) has produced their own interprm In addition, of
rk@ement is the only
es that alidat it. Several
studies by Schaufeli et. al. (2002) found that enfynp oye Me’rggﬂwnh

all the research done, Yalabik et. al. (2013) found that,

one that has been backed by empirical evidence from

energy and self-efficacy, allowing them to have contkol over life:cha
Cascio (2010) takes the term ‘work engagemen ’M by efQ'ring it as an
emotional attachment that makes the em@ g
renew their passion and develop positive feelings
employees are not extraordin‘a% arg e:*dK v@kmg all day, but that
exhaustion turns into a pleasu% te of mi cats&%ey have positive minds and
indulge in the work agtivitigs. Wor
employees perceive thh: as\% 9‘5 nergetic, and something they want

to expend time ag‘%ﬁ (th ‘/i ourscomp t) for; as a significant and meaningful

N

pursuit (dedi@’ and as r‘ggsi (aﬁd something they concentrate on (the
engrossin nent) (absarpt n).\(J
PEFIIS

A L 9
NS
N

o
o K
QD

in tﬁei career as they

ds t(;gr job. Engaged

-

L
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o
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2.3.1 The Elements of Work Engagement \z

Work engagement is a positive, satisfying work-related state ow zat also
involves elements of being energetic (i.e. vigour), emotive (i.evization), and

cognitive (i.e. absorption) (Schaufeli & Bakker, 2004). \,

2.3.1.1 Vigor z '

From Schaufeli and Bakker (2004), vigor is se€figas bei g\equterized by

a3
high levels of energy and mental resilience While%ng, the willi n‘ss.\fe}nvest
effort in one’s work, and persistence also in t f % i

(p. @' Bakker
(2011) added that vigor is the high levels,of erg9\ an

entaL&l‘qience while
working meanwhile Yalabik et. al. &Emghlighte igor a@ving the energy,

mental resilience, determination, ar@sesting c\bt%t A'Lhnto your job and the
N
tasks that follow. Simmons e%@ll 's'tated at W'@e engagement functions

as psychological response %, the*em yees@have the urge to use their
mindset and physical (% nd pe'r‘lgm'-jgil‘ be@leyer and Pilkonis (2001) found
that people with a Naattact' e Wﬁ;ﬁ;re likely to experience vigor while
&u Is
¢

working, While'dk als ‘with-either aeéﬁﬁter dependent or over dependent style

!
would not at much Wi J O/Liaor is the best way to detect employee

N
engager% it will ‘m the'i&ppearance and attitude on their job scope. “In
eduﬁh vigor can be WitK in individual teachers considered to be full of

@nd rarely exhausted (Bakker & Demerouti, 2017; Schaufeli & Bakker, 2014),
G ften a depiction of mental endurance (Schaufeli & Bakker, 2004). An employee
i

ith clear engagement often makes more effort and do more positive work that can

benefit the organization (Wardini & Anwar, 2019). Through work engagement, vigor
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will be proof of how an employee views the work as stimulating and WOI"[N ile

(Bakker et. al., 2015).” : (0

2.3.1.2 Absorption \,:
'Wplace and work

lace, t ‘ime ould pass

When an employee is fully engrossed in t

environment, that is absorption. For example, at the
quickly as some workers tend to be too committed i, their job. Shekani OIS‘Siﬁ'her

research strengthens the term of absorption as™a,sense of deta men@ﬁm the

} 4
surroundings, a high degree of concentration % y

}b,\g da aq\e"r'al lack of
conscious awareness of the amount of tinﬁ%ﬁ ta n alabik, 2014).
mp esin ¢

As another definition, abso ?
concentrated and engrossed in E'\T\)rk ﬁj ng which ane passes unnoticeably

“« Q-
(Schaufeli & Bakker, 2004; QK & De 1, ZOﬁﬁTo experience absorption
N
fully, an employee wi rerily ’Jpon ir s&ﬁtive resources which can be
lo

plentiful as engaged employges h or eﬁl&@abits to show (Bakker et al, 2011).

A teacher demo@ab rLtion n fa@ficulties away from the work. While

N
work engager(enf co id% simglpsychological concept, absorption is the
most Iikel@e three subzconcep yield negative behavior; it may not happen
4
often Et, loyees with agso@f&?n may become so immersed in work necessities

&,
tha%\her aspects like rest or p\ersonal relationships may take the backseat (Bakker et.

ndlioq)when one is fully
N

, 2011). Ultimately, absorption can help an employee achieve personal goals and

ther the organization’s performance, so this is an overall a positive notion,
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2.3.1.3 Dedication \z
Dedication is an element of being inspired, enthusiastic and highx inaved in

your job (Rayton & Yalabik, 2014). It is also defined as “a sen ignificance,
enthusiasm, inspiration, pride, and challenge” (Schaufeli & Bakw 4). Dedication
is a high work pleasure where the employees fully dedica thWes to their career.

Meanwhile, Munir et. al (2015) shed light on dedi n*as @of work
| ]

significance, inspiration, and enthusiasm. ' C.}Y'
An employee displaying dedication is one,that is very much e@ed and
Y

enthusiastic at work(Bakker & Demerouti, ZOES. A N dedication shows an

individual with motivation and excite@ achi
(Bakker et al, 2011) through a mean'ngmlrs it(Ba
too immersed in the job (Kahn@roa@ge;a re@&rces, dedication gives a
ticket to the employees to app@oﬂ istent 1 pp‘:c@% tending to their personal
and work-related goalsg(Schagteli & Bakker} 2 1@3 commitment to the job and
professional goals aIIo&age enﬁp\y&Z‘?@yrsue the challenge instead of them
getting exhausteq’K\ Q 40%
!
4

e’s wer -related goals

. &915) without being
N

+

. N ,
Aed on previous 9&@/ there are many factors that can influence an

em e’s decision to leave an organization, with work engagement being shown as
e of the most consistent turnover predictors (de Lange, De Witte, & Notelaers,
008). In 2006, Saks also pointed to the relationship between employee engagement

and intentions to quit. The research examined 102 employees and concluded that
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engaged employees are more likely to have some very good relationshipsw eir
employer, causing them to also develop positive attitudes, intentions, maviors
(Saks, 2006). Furthermore, Harter, Schmidt, and Hayes (2002) c ed a meta-

analysis of almost 8,000 business units across 36 companies, aﬂd{h; further found

Empirical research provide evidence that en ag@fs linked

positively with organizational commitment (Field Buitendach, 1’; T—L)(&’ﬁen,

Bakker, & Schaufeli, 2006), physical health ( m, 20(:}; chaufeli é_\?,akker,
i

2004) and job satisfaction (Bakker & Demerouti2008; %

M eichard-& Serrano,
2011), and show negative relations to turWent' er &P merouti, 2008;
Schaufeli & Bakker, 2004). \ \
!

evidence that engagement is related to meaningful busines OUWS

O

A
For example, a study e 4on ﬂ1 0 @ revealed that both

% q %
organizational and personal W were 0 bi\é&ociated significantly with
) _— N
work engagement (Fi ane%, Iorgi, Sgua n‘ %‘ entero, 2013). These results
e

highlight that not only is w n ma'legq,by the organization itself, it is also

dependent on the@ lity. Jf the orker@h the organization and the employee

N
attributes de@flu tial | '[PI'S iugsf could be put forth as intrinsic versus

extrinsic f%l:iaban et. al. (2013)~continues to observe that organizational factors
SRS

shoulddfocusfon balancing or}QJBﬁH and helping employees feel that their work is
A 5
mebq@ ul to attain better w0§k engagement and reduce the effects of burnout and

er. This research shows the applicability of the positive psychology movement

Othe healthcare industry and this seems to negate the power of traditional

motivations such as pay.



In 2010, researchers tried to understand the turnover and shortage Nan

More than 400 nurses had answered to a work engagement survey a &r health
questionnaire. Results then established that predictors of vigor an ation were
satisfaction with job position, higher-quality working of life, lower soctal dysfunction
and lower stress associated with patient care (Jenaro, Flor OW,'& Cruz, 2011).
Collini et al. (2015) attached turnover data wit oyee e g!gem t surveys
from ten hospitals and more than 5,400 employees that gave di c’:\g’ca@"r he

research was done in time of the nursing shorta nd alm‘gd ti ntlfy ‘\how to

make current employees stay in healthcare org |zat|o d|n oqrhe findings,
engagement entirely mediated the rel tlo etw n respect a nover as well
as the relationship between purpose fuI ent d er (thl et al., 2015).
Thus, an increase in engagemen ad& edu d tur@)vser and associated costs
not to mention an increase |n |ty of pati careN\

Work engage ta motlvat n, followi \steady stream of the literature
do affect the work pe%nce é)@rltlcal to recognize that there are
various types of |on nd the' vari ﬁvays in which they might influence

employee jo e ances T I?E!JO f the study make a difference between
intrinsic a n3| R9lo Qé‘élc motivation, according to Gagné and Deci
(2005 %ﬁrlbed as mg"so%éﬁng due to the work nature that is fascinating and
de tfu , and the person wou}’flnd enjoyment in the activity itself.

xtr|n3|c motivation, on the other hand, necessitates participation in an activity

Qause of the prospect of getting rewards and/or consequences, such as monetary

remuneration or being chastised at work (Gagné & Deci, 2005). Furthermore, research
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suggests that work motivation is influenced by many elements, including JONQ ion,
personality, values, goals, and rewards. Psychological capital, accordingito Sweetman
et al. (2011), may give the intrinsic drive and be a critical componentsif,glevating the

work engagement levels. \,

Longitudinal research is also done to oversee the asse€iation between self-

esteem, efficacy, and optimism — known as personal , es and Ark engagement.
Xanthopoulou et. al. (2009) studied the relations between job and persenal |'es@ftes,

C—)
and work engagement in a longitudinal research study. The iju do '%3 satisfy

the legal requirements of an electrical engineering an hics company in the

Netherlands that annually checked its e s’ W

of 131 men and 32 women with a m of rtisi\p ts were contacted
o _ &—a A
twice in two years with some gap etweep. it f-repe@ed scales, results clearly

q %
supported the Conservation\ source ) tr@fy that contended for the
N

reciprocal nature of tt reRonship }mo ij §personal resources and work

engagement. The follow u tudy% me E%bt on the extraordinary contribution

made by self-eﬂj‘g{\pelf- sleem nd optimism to explain the variance in work
N
engagement o(er\l'hef : ¢ :' (.)(J

Th% of the literature e many positive strengths and resources in
4
% ed .{t

h job-rel itud@s is increasing gradually. However, it is a matter of

; The@l ple comprised

associfo
fam@ ere is little inform%on about the relationship between work engagement

ganizational commitment. Field and Buitendach (2011) carried out research to

Oplore these two variables, along with happiness, among tertiary education support

staff members based in South Africa. Having gathered data from 123 participants, the
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results indicated happiness and work engagement having predictive value fo&l ive
organizational commitment; the study proposed that institutions sho hate an
initiative for maintaining work engagement and happiness among e es to make
them more committed with their working organizations. \,

The literature, work engagement has been linked to heWnumber of people

intending to quit (Koyuncu, Burke, & Fiksenbaum,

Saks, Q?waufeli &
Bakker, 2004). Schaufeli and Bakker (2004) gested that rlas'e‘igWork

obje
Y

examine work engagement as a turnover intent%’s \cez\ singé apss-sectional
anizational citizenship

data, it was established that work @(ent

behaviour were both significantly negatively I'rq@
findings may impact the human %ua d
“« Q-
employee retention. A%
Y'\ l N S
2.4 Psychological i syCap { 0’
4 ¢ &

Derived f@ quotfs tersor@%), “what is good about life is as
enuine as what%g bad and
g aﬁ\ :

PsyCap, a

engagement could contribute to higher turnover inteqtions. The mai was to

tu g?er intentions. The

g obs®s equal attention”, The basic concept of

uéar(s_jZOOZ), is "the study and implementation of

ed hdr urcg\engths and psychological capacities that may be
ass eveloped, and eﬁeo@?ﬁ/ managed for performance enhancement in today's
WO ce." Rather than accentuating the flaws, this approach looks into the positive

cts of the organization (employees as a priority). With the great changes in the

ay businesses operate, clearly numerous positive constructs have been implemented
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in the workplace throughout the years, including positive reinforceﬁ% job
satisfaction and self-evaluation. i‘)

By incorporating positive psychology into the workplace with PsyCap, the
necessity of a positive approach will be re-highlighted (Youssef & Luthans, 2007).
Based on research by Walsh, Weber, and Margolis (2003), who found that negative
biassed words have increased four-fold in the management and business field
compared to positive terms, it is mentioned that PsyCap stresses on the importance of
a more positive approach not only in psychology, but also in management and
business. Typically, PsyCap determines and strengthens favorable psychological
conditions and human resource strengths in individuals (staff), as they are linked with

the idea of improved individual well-being and performance quality.
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Table 2.1 Key Findings on Global PsyCap Research Adopted from !Hgaba (2015)

Author / year Country Aim Method Main findings

Luthans, Avolio, Walumba To determine the relationship betweenPen and pape survey -PsyCap significantly correlated with performance

and Li (2005) China PsyCap and performance s I
Larson and Luthans (2006) USA To determine the potential added valueSelf-report onling su 'y' Q{Significant positive relationship between PsyCap,
of PsyCap in predicting work attitudes _f’job satisfaction and organizational commitment

4 \3“ -Employee PsyCap had a significant added impact
Y. \ 4\‘?" over human and social capital on job satisfaction
Q}/ v\ & and
\ @) organizational commitment

Avey, Patera and West (2006) USA To determine the implicatiorﬁ,)ofSe@go?t survey -PsyCap was related to employee absenteeism

positive PsyCap on employee E. ) / Q‘:} behaviors
absenteeism AQ’

Luthans, Avolio, Avey and USA To analyse how PsyCap pv} r —re@‘t online survey  -Study 1 showed support for PsyCap as a higher-
Norman (2007) performance and satisfacﬁgs j N order construct
\" ’(_4}' -Study 2 showed that PsyCap significantly and
IK\ Q %% positively related to work performance and
N e 1 L O satisfaction
Avey, Wernsing and Luthans USA  To investigate t (iﬂ)act tf P p@jﬁaSelf—report online survey  -PsyCap was related to positive emotions which was
(2008) emotions on &m WO D}ait des<and in turn related to work attitudes (engagement and
behaviors s X cynicism) and behaviors (organizational citizenship
A \"}’ behavior and deviance)
\ -mindfulness interacted with PsyCap to predict
% positive emotions
Avey, Luthans and Youssef USA Ta, determine the additive value ofSelf-report online survey -PsyCap was positively related to extra-role OCB
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Ca

Author / year Country

Aim Method A) Main findings

(2010)

Avey, Luthans and Jensen USA
(2009)
Avey, Luthans, Smith and USA
Palmer (2010)
Culbertson, Fullagar and USA
Mills (2010)

South
Herbert Africa
(2011)

PsyCap in predicting work attitudes and negatively related to organizational cynicism,

intention to quit

RN

To determine the relationship betweenSelf-report anh
PsyCap, employee stress and turnover

intention

sufvey  -PsyCap and employee stress were negatively
, related
| c;;YSsyCap and turnover intention were negatively
“\related
-PsyCap was related to both measure of well-being

measurement, namely the Index of Psychological

To analyse the relationship betweenSe
levels of PsyCap and two measures of\/

psychological (v) & Well-Being and the General Health Questionnaire
well-being \ _\O
ine survey  -The relationship between PsyCap and hedonic

To determine the relationship nSe]ﬁaa

PsyCap and employees' . well-being is mediated by endaimonic well-being

endaimonic and hedonic weII—B'eiQ

-To explore the relatiopsh et @rrt online survey -PsyCap was negatively related to occupational
and  paper-basedstress and burnout

burnout, employee agement ‘e%

occupational stress andWPsy ap‘ N s

-To determine whe P yc@s a@,
O

mediating role in@& ¢ :l &
occupational st@-_ rnc#n ionship
3

-Occupational stress and burnout were negatively
related to employee engagement
-PsyCap was positively related
engagement

-PsyCap moderated the relationship between
occupational stress and burnout

to employee




\Y"

2.4.1 The Elements of PsyCap (')
PscCap was described in this study by shedding light into four !5) elements
constructed by Luthans et. al. (2007) namely hope, optimism, self-efficacy and

resilience. It has been proven by Luthans et. al. (2008) thatYy@ap elements or
re

constructs are state-like and can be developed through time, b)‘ it is crucial for

organizations to recognize and work on these positive Cap) fact s‘th%_can
N

moderate the effect of work engagement and job g@nce in the n‘za@.
? 4
N\
2.4.1.1 Hope \,
Hope is a positive motivatioNg

o | ‘{ <
acquired feeling of effective age rout er et. &2002)' Hope has been
@
found to be applicable to mulb\erform ce el é‘ngg&luding the workplace and

alumbwa, & Li, 2005). Higher-hope

the people serving there S, Afolio

human resources are n%rativ ) @

more satisfied an Mitted' to
2002). Hope i Nn e oyo

4
dynamic @ motivationa sys@ (Snyder et. al., 1991) Pekrun, Elliot, and
Maier % WH‘Z; %

on the han%.considered optimism as one of the academic

N
ac\-1 t emotions that deﬁf@from mastery and performance-approach goals.

@D

o
8./ ve higher retention rates, and are

it @ave a more direct relationship with the

% ope is the strong belief that specified outcomes will occur from one's actions.
Oe reference could be on the opportunities available to employees in this scenario.
Hope exists when a person believes that he or she will be presented with an

opportunity when their efforts will yield positive results at a certain degree of
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performance. Meanwhile, hope is described by Erickson (Luthans & Jense&g) as

a one-dimensional concept entailing an overall belief that a goal will be catered for.

As a result, hope may occur as a result of someone's perceived cap reach their

goals. \,
Luthans et. al., (2007), mentioned that hope is a osmvel of motivation

based on the interaction of agency and routes. Pathw. asthe plams to reach
ing fo@der
I S

.Suchg would

emerge as the agency and the paths interact. IRother \rds,\ n ind'vig\u’z:ll's energy

will be focused consistently on plans tha@(pt Wre theirgﬂf goals, and this

the objectives, whereas agency is the energy expended on them.Acc

et. al. (2002) there are two types of goals: long- and sr‘lpr ter

will make their chances of success greater.

2.4.1.2 Optimism \

A famous quot yWon 47urc
ortu

difficulty in every opp ity; a% s!'etﬁghe opportunity in every difficulty.”

Optimism has be@h to@ im system, foreclose chronic disease, and

r
N
help people @t d,e uni Pi‘wg s and becoming some sources of life
P

longevity he positive' minds us, it is associated with psychological well-
4
beir@‘q’, et al. 2 0)."th§('ﬁde is in the same class with optimism, where

thw people tend to be haph'er, experience more social support, are less pressured,

“a pessimist seeS the

ss depressed. Some new researches have established that optimists and

Osimists approach issues differently, and as a result, their ability to cope

successfully with adversity differs from one another. (2015, www.pursuit-of-
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happiness.org) Optimism, according to Scheier and Carver (1985), E%% a

collection of broad optimistic outcome expectations. 3
People who generally expect things to go their way and belY.mat they will
have more good outcomes than bad ones are known as diSpositional optimists.

According to Malik (2013), Strutton and Lumpkin (1992 di&?’eed that the sort of

coping mechanisms employed to deal with stress in kplace h!ve am influence

on the optimism-performance link. They realized ¢hat optimistic p ple §ém;{‘lbyed
isti '&eople at

work-related behaviour proposed that th@! br Qéne nd mg\de nized in order

to deal with the new organizational climate®
g \T _\

Optimism is also a portr cgiheﬁi Ination’ to @%s things positively. The
“« Q-
impact on physical and pw ical g g‘aﬁs\'/er & Scheier, 2009) is
Y- 1 N . .
remarkable. As anotheﬂay see it, it is an attit way of life that weighs upon

the positive aspects and nticip@ oée(},consequences, according to the

Indonesian Iang@eat ictiopary. | sychology study, Carver and Scheier

N

(2009) believ%\opt ism_i tBﬁ' h | expectations for a specific scenario (as
cited in R%& Gillham £2003). Ith-wise, Reivich and Gillham (2003) found
4
o )

peopl

Q

e f;w%‘gymptoms of depression and physical diseases. As

—t

that o
OEpQ{d 0 pessimistic people,” their coping techniques are also said to be more
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Optimism and pessimism, according to Seligman (1990), can be

the urge to speculate about the causes of every event in one’s life. Optimistie’people

see problems as something temporary and specific outside them Pessimistic

4

people, on the contrary, see their condition as permanent, istic, and internal.

é

Consequently, optimism is attached to increased mo 'vaw'ﬁchlevement and

physical well-being, also the reduction in depressed m Rw Gillham,

2003).
{\ |5
<

2.4.1.3 Resilience Y' X~

According to Malik (2013), in t}@&t 0 E\a pla ﬁilience is the
ability and capacity of it to adapt, recove or r kj aff_ekg and resume core
operations or continue to provi d a epﬁ ftm‘jﬁlonlng and structure in

significant economic times, s of sys sks‘A systematic disruptions. It
refers to the ability forsone react fast. It @the leaders’ responsibility to
create a work envwonrrh te avlgerl being and resilience.

People h@ te d@ be &%&Burdened by intense and unpleasant

O

expectations, s\lﬁlly hen t ‘;ﬂa keep pressing and there is not enough

opportum |ke a balapce anagement withstanding, and at low stress
4

leve Is,ﬁo ous over- em{nd\cﬁ/ﬁ' cause burnout and have a negative influence on

w rs and the organlzatlo\s“ economy (Hiebert, 2006). Prior to the advent of

e psychoIOQY, many types of resilience study mostly shed light on at-risk

Qldren, delinquent adolescents, and troubled families, according to Luthans,

Youssef, and Avolio (2007). Risky children, delinquent adolescents, and families were
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the focus in these studies, according to Goldstein and Brooks (2005), whowzhat

resilience research has shown some improvement over the last twenty years. They are

aimed towards high-risk individuals, giving the limelight to overceming emotional,
developmental, and financial obstacles. Furthermore, accorsidiprasetyo.

(2011), resilience is defined as the ability to change or re vverom unfavorable

conditions. '
To add, Luthans et. al. (2007) defined resilience as the 'oﬁr‘lgé%'ack
from setbacks and constructively adjust to acce d expzi;ie ce h Q‘érditions,

with the help of the psychological capital Qetho M nt i d!yr uals may
successfully get used to adverse and diWcu ; allowing them to push
my da;& 0 &th events to their

more and more. This means that the ,
advantage, such as to improve thei aaitiﬁ geéneratechetter results than others.

% “« Q-

Positive psychology, accordim thans et 2007A<$vfcludes resilience, which is
N

defined as the abilitysto &I with }robl @h-risk situations positively .

e ra

Individuals known to b ienh&e’t wﬁe(}an adapt to adversity by tackling it

head on as they p@ir @ 5

s

Swicacy is

ew accomplish. The con%itment and fortitude required to fulfil the obligations

Q@d by the superior are the test for each individual's ability to survive and

N
C) ? 4 o)
24.1.4 Sel%cy ? ~§J

iSEiIiQ//% do difficult activities and make the necessary

ceed. Self-efficacy, by contrast, is defined by Stajkovic and Luthans (1998) as an

individual's belief in his or her ability to bring their the motivation, cognitive
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resources, and courses of action to successfully execute a certain task Wlthw ime
stipulated. There are three effects of self-efficacy on learning andyperfermance
(Bandura, 1982):

I.  Self-efficacy influences the goals that employees Q@ or themselves.

more tendency to
establish modest goals for themselves.

i du%ong self-
efficacy, however, is more inclined ¢ establish lofty lsoﬁgﬁals.

People not only learn but also per at Ie\:gls that’are ir{zL e with

their self-efficacy beliefs. R N Y\'l
ii.  Self-efficacy influences Ie@ Wi effo@\th:t people exert
on the job. Employe s%hi h% )Q a lot of effort to
learn new skills b%sahey\ ;e D
es'with

“« Q-
worth it. Empl@g poo eﬁic@may make less effort when

N
learningand Qng hard activitie s@hey are unsure whether or not

the effort wi egm{ ¥ ipitime.

iii. Se@y iu@the persistence with which people attempt new
N

nd “difficult da: Ethp s with a high level of self-efficacy have

%! confidencg in‘theig:ability to learn and carry out a task. Staff with a
ol

high level of sel%é?ﬁcacy can be spurred to set greater performance

Employees with low level of self-effica

y
A

eli at their efforts will be

—

targets. This is%recursor to improved performance, crucial for many

§ firms in today's competitive environment (Malik, & Awasallah, 2013).
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Self-efficacy is commonly recognized to be coming from four basic fagtors, all
of which have been presented with regard to work engagement. Indivﬁmh high
efficacy are often defined by their resoluteness to live, encourage ir belief in
their ability to become successful in time. Burnout, which is osing idea to

engagement, can be predicted by low efficacy. In effect, itds trWthat the better the

individual's self-efficacy, the greater their employee ment. @ Gruman
(2011) mentioned about the importance of self-effigacy in sustainingpp op'leQWork
_ | &
e

engagement. They found out that work fit p tions, ‘po tivi emo%)_ , self-

efficacy, and new employee engagement all ha&a fav

with high self-efficacy who join a new ofganization

ociation-Individuals
tof ore secure and

mentally ready to shoulder some nez mib'lw
(7}

&
0 e,
N
A“’
2.4.2 Past Research on gical Capital %\
l q
Employees' psy ical capi cgr(ﬁa)q 0 Romero and Cruthirds (2006),

N O

lessened the ne Nhaviburs d pr&@(ed good ones. Furthermore, Avey,

Luthans and JQ?NZOO ) stat
stressed i@ orkplace)a arf&.kess likely to change occupations as the
4

int (20@ stated that a person who shows off positive

conse hen an
% =
ps is a good candidafefa/en if he or she is unemployed; in their study of job-

%} behaviour, this skill became the basis for excellence in job behaviour after

ong hired by the company. Other studies have found a connection between an

employee's psychological capital and their organizational performance, such as

that pee_gbwith strong psychological capital are less
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organizational citizenship behaviour, perceived performance, and satisfactNZey,

Patera & West, 2006; Choi, Lee & Y00, 2010; Luthans et. al., 2005). )
Employee psychological capital (hope, self-efficacy, resilien optlmlsm)
job satisfaction, and organizational citizenship behaviours weretipvestigated by Jung

and Yoon (2014). A self-administered questionnaire was, usetiin he survey of 324

ychol |L | capital, such

as hope and optimism, leaves a major impact on theigJS, and thelr ho Fes\R"hce
govern the corporate citizenship behaviours, acco to the ;e # hl@dy will

be significant since it is the first to explore that psy cap ‘Qformatlon of

deluxe hotel employees for this investigation. Emplo

hotel employees has a very remarkable |wn J Déati tion organlzatlonal

citizenship behaviours. A
Shantz et. al. (2013), and h ,Jen nd ljan /}6) have all discovered

a very good link between velopm ograﬂgx and OCB. The findings,
according to Gupta et. al. (2016), bac’ the me |@unct|on of engagement in the
PsyCap-OCB link. The flnag

S @Q)nesses to develop the mechanisms

for increasing e ee ng@ whic %ccordlng to the study, can be fulfilled
by developn@}sus inin ‘ylva work environment. In the meantime,

Somech a ab ( 17)/in czﬂ@ﬁat procedural fairness and PsyCap have good

relati %A/lth OCB,"as V\*eIIQ/‘UCB and innovation.

ccordlng to Jung and\’oon (2015), positive psychology shown by superiors

§Norkplace has a favorable effect on job engagement. Also, according to Kaplan

Bickes (2013), the sub-factors of psychological capital, resiliency and optimism

have a considerable effect on employee happiness. Studies on the relationship between
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the sub-factors of psychological capital, performance, and attitudes, to n&Zfew

have also been conducted. )

Basch and Fisher (1998) also said that among the charac?\ys that give

favorable mood to hotel employees in a working scenario, are tl\i nd optimism

w to Yavas et. al.
(2013), hotel employees' hope was an essential com

th Q}I?ess while
diminishing their quit intention. Also, according4to Karatepe an ‘iliﬁc@tﬂ),

itmerq&~ d was
closely related to job satisfaction. Self- efficacyiccordl

ratepS Olugbade
(2009), has a very fruitful effect on wor(%% js ma resource aspect of

that contribute the most to encouraging own fulfilment.

employees' self-efficacy was a key antecedent ictor (}f

employees.
Even Niu (2010) h|gh|| atoh S jfﬁ@y leads to high career
commitment in employees, st on the I nce If -efficacy for employees.

Employees' optimism, acco g to et elghtened their desire to not
leave the company. As ae | ‘5 ive performance is generated by
psychological cag‘% he.sub-factors th@lstltute the psychological capital.

A Iongltudln@ by/ Peterson, 'ut ; AVO|I0, Walumbwa, and Zhang (2011)

emplrlcall nstratbd}t ﬁ" can take in development and performance
b

imp Luthans“et. "al. @15) also confirmed that PsyCap is open to
A S’

deNQ nt and has tanglble\erformance impact, making it very much relevant as a

searched and evidence-based, manageable competitive resource for individuals,

oms, units, organizations, communities and countries. A study by Miralam, Ali and

Jeet (2020), present research that ascertain the relationships forged between self-
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efficacy, optimism, hope, resilience, certain demographic variables\ job
performance among the employees’ companies. The study is designed t mht the
predictor (s) of job performance of employees. The study also so predict the
effect of self-efficacy, optimism, resilience and hope on perform f managers. It
has also tried to forecast employees’ performance becaus onHctors studied. The
sample comprises 257 employees serving in the Natio@ RWelhi. The

e, and fesili e’ ré\&'}ﬁd a

significant positive correlation with the job pe ance 3f mp yees‘%_'-\hwever,

analysis highlighted that self-efficacy, optimism,

optimism came out as the most dominant predi€tor of

followed by self-efficacy and resilience@}ﬁsm

job performance among employees. ndg@ , optimism eared as the overall
q %

So

N

., G@f; Rego et.al., 2010), reflected

ee’s | querformance

-efficqay influenced the

job performance of employee whereas o

d _o\uq)as the predictor of

determinant of employee perfOrmanee.

Other studies dane bR(Rappa*d

the significant correlat een_Ps) and jeb performance. Meanwhile, Durrah

@
et. al. (2014) foy‘d\th po 'Ave r tionsbﬁ of PsyCap towards job performance

N
among univ@nst ctors ;’owea%( the findings offer several practical
implicatio%reby, ey suggest at the research will provide valuable insight
KA

{

e respective pop lation tested, but also to other faculty members and

not o%
ai irect reflection on the\improvement of the university’s performance level.

han the positive responses, Nguyen and Ngo (2020) found that the PsyCap also

Oicates both direct and indirect impact towards the development of organization’s
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wellbeing. Additionally, the study done by Avey, Nimnicht and Pigeﬁq\( 10)

highlighted the connection of PsyCap towards all level of employee perf r(naes.

2.5 Hypotheses Development \,
2.5.1 Hope and Job Performance %: '
Several types of research indicated that hope and job¥perfor ‘\9400n|g?cte

ma
N
. R \ LS
in some way. Hope is associated with an ind I’s perceived®imot vations and
’ b4
ability to meet his intended goal. A hopequvi r“provides a v@é range of
alternative solutions and this person normaall hi

Byron, 2008). Hope enhances and prm e cre&tivi N
with job satisfaction, safety clim % its in;vn ob rmance mediated the
é g S
e

o

7]

work engagement (Karatepe, go, sa, Marqu Cunha, 2014; Badran, &

Youssef-Morgan, 2015). emonstrates 'an @irically significant positive
| O

relationship with performange in variqus om:ﬂz; at workplace viz, academic, and

athletic achlevem& r detlrab posi |v4%fe, and well-being outcomes (Kwon,

. N L
2000; Onwue N & Sny (Do;cgoussef, & Luthans, 2007), organizational
4
profitabili dams et. al., 2003), Wh&a'managerial hope is associated with employee
perfor Wousse‘?, 4)'and repreneur’s satisfaction with business ownership

N
(L Jensen, 2002). As‘ah (2014) mentions; hope is a positive state in which

%Iings, goal-oriented determinations, and pathways (active plans to achieve

Qse goals) interact. It is important to understand how employees perceive their work.

In an assessment of big firms, Snyder (2019) stated that companies with

5

/

higher-hope human resources are more successful, have higher retention rates, and
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have higher levels of employee satisfaction and commitment. Managers W\Q her
hope levels had been shown to boast off higher performing work units, b mention
rates, and more satisfied personnel. Furthermore, a recent co sive study
examining the aspect of hope across various types of jobs andﬁz\?glb: discovered

aWent executives did

oduce n‘ore d better-

that more hopeful sales employees, mortgage brokers, and

better on the job, and the management executives

quality solutions to a work-related issue. Due to this, the followingy h pBEhgil‘é is
formulated: 2 ‘%\
Y
form

H1: There is a significant positive effect oRope 0 M gnt@'

c,}’ 19
2.5.2 Optimism and Job Performah \T _\O

&
There is a scarcity of wo? zat dooked Into tthpact of optimism on
i

“« Q-
performance and work-relatew ours. eo 4‘p‘lng mechanisms employed

N
to deal with stress in wo%?pllace vv‘s fo d,t@e moderator to the optimism-
ordi

performance link, a&' to 9‘0& nd'. Iéjapkin (1992). They found out that
optimistic peopl@yed m@olem- ing coping methods and outperformed

pessimistic p@ the wor 99.' N&%ﬁén and Sjetne (207) replicated this effect
@,

and tried '&!grc:y of teleworkersiin their research.
<Q :
h

compared to the@s,tly pessimistic individuals who adopted more

e M&-focused coping stra'?gles, the participants in Norman and Sjetne, (2017)
‘:éy who were more optimistic and used more problem-focused coping reported a

eater number of great psychological and work-related outcomes. Several studies

have examined the link between optimism and achievement in a number of fields,
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such as academics. The studies' findings overwhelmingly are behind the mq'o\ hat
optimism and academic achievement were favourably and significani@wected.
Employee satisfaction is an agenda in the service industry whose i nce cannot
be denied as quality and profitability can be achieved (Rachel KB). Human
resource management is responsible for providing an a rowe-scope of work to
ensure that employees can fill positions appropriat man r@? refers to

those who hire and select qualified individuals to perform specifi¢ task - X

| &

pact Q_f\positive
Y

: gt{asm random
sample procedure was used to select 281@\30(% dy's<21a n factors were
optimism, work engagement, and em %o for ."I]Le mpact of optimism
CD—J A
and work engagement on employee joa rforma ce@as discovered through

q Q
employees' naked eyes, and tﬁ\% ewerat&és@ue to this, the following
N
hypothesis is formulateg: ’ %
z N
a signifi itive eff f optimism on job performance.

Jabbar et. al. (2019) conducted a study etermine the i

behaviour and work engagement on employee{job

>

>

H2: Thereis

wlng to“A : Beic@Luthans and Mhater (2011) and Cooke et. al.

N o
(Zx ployees that are meté’resment will have more motivation to devote more

d energy to their jobs, and this will improve their productivity. This is
Oecially true since a resilient employee can confrotn stressful, challenging situations
and bounce back from setbacks, allowing them to display their abilities and become

stronger and more imaginative. Thus, resilience is a potential asset that can predict
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employee performance. anger. Wu et. al. (2020) explained that resilience r\g the

start of lower anxiety and depressive symptoms. This person is @generally not

considered resilient, has problems dealing with their trauma and pro and doesn't

always feel safe at work. \,

Many studies have been interested in taking resilienc ndependent factor

-r@havior of

observed | bet r’esj\ﬁ'éhce,
| &

n, 2@) In the

N silie cq\a’r’ld change

=~

and efforts have been made to see the effect on dif

employees. A positive correlation has also be

optimism, and performance of employees (Badra Youss;e.f-

meantime, there is a positive relationship fogd be

through acceptance and motivates them t%\éck

Elizur, 2017). There was also a significant¥positive

(Q N
performance and the workers’ le rehil nce }@‘ﬁ’s (Luthans, Youssef, &

(7}
Avolio, 2007). A study by I‘.ﬁ{ i and hid ( ) sought to examine the
N
influence of resilience and Rrk enga‘eme n @mance in Morocco. A survey
was conducted amongh IOS/ The result pointed to the fact that

le QQ
resilience has a p@\fh@/ork @ement, which further influences their
N

performance.eu\&t% his; the fal \yillg thesis is formulated:
Ha%ere is @ significant gositive effect of resilience on job performance.
NI

N

Z.Kéf-Efficacy and Jobﬁg‘e?rformance

A Meta-analysis conducted on 114 studies observed a strong relationship
owtween self-efficacy and job performance and found self-efficacy emerged as a
strong predictor of work-related performance of employees (Stajkovic, & Luthans,
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1998). A study carried out on 120 Pakistani public sector employees and Z;ed
that formalization is positively associated with self-efficacy and enhanc ean self-

efficacy is partly transformed into performance improvements (Musﬁ&lavee-Geo,

i ﬂ? role over work

t factor as thegindividual
ther extra M‘lec}ﬁ'was
found that some individuals had a much better asseglation W}th ob erfo'rQa_ ce than

aitly..|

, 2018; Judge, Jackson,

Gronhaug, & Saber Almazrouei, 2019).

Furthermore, self-efficacy has a significantly

performance and observed self-efficacy is the least i

differences. While comparing self-efficacy with th

self-efficacy. Some cases showed that self-e cacy edia ect(\-l’r'\ between

individual differences and job performa@
Shaw, Scott, & Rich, 2007). BE ause f t , t?
' n

formulated: >
q <{9
H4:  There is a signifi ositive of se icacy on job performance

(@]

N
N
2.5.5 Hope and Job Performanced” "((J,Q

The wor@a m@ddm\ Handoyo (2018) on 393 employees in
education m@x exarmin gs!/crfe'(ﬁélcal constructs related to self-efficacy,
@,
ce/i

optimls nd“ r v} nilshqcmg work engagement. The analysis results
g

show at ere is a agmﬂcg@nfluence of self-efficacy, optimism, hope and
r: ce on work engagemer}Studying 110 full-time employees and their managers
O

mania, Karatepe (2014) highlighted a favorable association between hope and

Qrk engagement. Ouweneel, Le Blanc, Schaufeli, and Wijhe (2012) used a diary

study to examine the relationship between hope and job engagement. Participants
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were asked to fill in a survey twice a day for five consecutive working Nzhey

used the hierarchical linear modelling to examine the data from ua/ersny
employees in the Netherlands. The findings disclosed a link betwere and work
engagement. Individuals burning with significant goals and W strategies to

achieve those goals (i.e., hope) are more more adamant OUW engaged in their

jobs, according to experts (Howell, 2009; MacLeo tes, & I—'ethe n, 2008;
Sansone & Thoman, 2006).

Tabaziba (2015) who involved white co kwwe‘?g South
Africa in his study, found that hope was a pr ctor te.e \@{catmg the
positive implementation of each co s Acc gng ernsmg and
Luthans. (2008), a positive employ e wi o itive h c_is\@be more engaged
towards their job and more adapt t arcﬁ een onmgﬂ}st at is always changing
(Herbert, 2011). Due to this, SIS | <%nulated

H5: There is nt positive e c} of on work engagement
af')z s/ 1
nt

2.5.6 Optimism WOrkli
%E
Goal se , engage imis ,\and job performance were all focused b
N gager timism,jand job p y
Medlin et =al. ())09

T
perform& Im&ew);imi

acc to their measuring el with coefficients and correlation matrix (Medlin

is’co@_rpd that work engagement, optimism, and

;Q{is positively associated to work engagement,

& cht 2009). Nes, Segerstrom, and Sephton (2005) examined whether optimism
t increase engagement, causing improved outcomes despite stressful situations.
At the University of Kentucky, data was compiled from 54 university students. The

findings established a link between optimism and job satisfaction. Furthermore,
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Herbert (2011) discovered that higher PsyCap levels were linked to higheﬁ%i of

Employee Engagement, with Optimism and Self-efficacy, as PsyCap su -d%wsions,
emerging as the two largest predictors of Employee Engagement. T indings show
that the development of PsyCap could give many advanta@3e‘”;o this, the
following hypothesis can be formulated: Y’

H6:  There is a significant positive effect of gptimism on J<en gement

@

Yw
2.5.7 Resilience and Work Engagement é [ .\C}

Resilience is a predictor of work eng?nﬂt i cad research

T
(Luthans, Avey & Patera, 2008; OthmaiEWsurdl nﬁs&/ees who are
resilient are normally seen as engage(M :
2015), since they they also ha %itionm;
6
S

successfully to any adverse cq

When dealing with a ch@g Tenar' a r@ient employee, according to
, i

Medhurst and Albrec}‘%l is vy ng ‘g/S/ ?Qarder and have more energy to

complete the tas@ntj@eyr @K@), this has been empirically shown.

&)
Employee resilience “and agément have a favorable and significant
ploy fieq : g gg} g
stra

associationq sed hy the s oér@
% rk by' ayantiﬁ Handoko (2018) looked into the effect of

resi on work engageme@ Yogyakarta Tugu Station. This research had used

int\vs to obtain the initial data where respindents were asked to fill in the

estionnaire provided. The results showed the relationship between resilience and
ork engagement, whereby the higher the resilience, the more the work engagement.
Using 223 physicians, Mache, Vitzthum, Wanke, Groneberg, Klapp, and Danzer

66



(2014) checked on the links between resilience, self-efficacy, ﬁi&'sm,

organizational resources, and work engagement. They discovered that gawent §

linked to resilience. Based on data from female school admini s, Bakker,
Gieveld, and Van Rijswijk (2006) established a favorable li etween resilience,

of self-efficacy in

sustaining people's work eng . They cam o‘fea@'that work fit perceptions,
X
e ye

positive emotions, self-effiY.; d nlw e @agement all have a favorable
association. Indmdual%‘r gh sel‘t- ffic *v@m a new organization feel more
secure and menta&f@y to iho\rnew @nsibilities (Saks & Gruman, 2011).
Furthermore, seﬁ@c Cc |s‘ ’pe fe@ersonal resources which has been studied

k a the([glation was a positive one (Albrecht, 2010;

related to gagement, a

O kbl s
Bakker%., 2006; Han~& Park, 2019; Storm & Rothmann, 2003;
Xa@lou et. al., 2009). \c'},

? ith 335 participants, Ouweneel, Schaufeli, and Le Blanc (2013) took a closer
0

Q into the links between self-efficacy, engagement, and performance. As a result,
hey discovered that self-efficacy and engagement have a favorable association. The

findings of Ouweneel et al. (2013) are similar to the previous experimental studies
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(e.g., Salanova, Llorens, Cifre, Martnez, & Schaufeli, 2003; Salanova, L\XT&
Schaufeli, 2011) and previous survey-based studies (e.g., Salanova, L (rQ Cifre,
Martnez, & Schaufeli, 2003; Ouweneel, Le Blanc, & Schaufeli, ZOWith this, the
following hypothesis can be formulated: \,

H8: There is a significant positive effect 4of Wﬁicacy on work

engagement '

@

Yw
2.5.9 Work Engagement and Job Performanc% | .\0}
o anceﬁ~ an issue

The relationship between work engage nd job p
Yu
searcheiave shown that

crucial to be addressed in the literature. N‘tw em
0 |ous®oted (Schaufeli et

work engagement is a ticket to higher ance, as
% et almze @:s\cholars have recently
0 e,
sms.throu Mic@rk engagement can boost
| )
08, Demer & Cropanzano, 2010).

[

aze&h'evels of work engagement can

@TQ can be anticipated to improve job

& .
on, 1732 ). V@k engagement may improve performance
as employees,have a hi*er ri &1}}1 new work-related skills. Work engagement
has be& tof irgtj; job?trformance in the organization through many
diﬁaAaspects. Saks (29@/ highlighted the importance of highly engaged
@es towards the positive contribution of organizational success as he made a
0%1 rast that a disengaged employee can be a serious problem and liability to the

organizations (Avey et. al., 2006). To add, Munir et. al. (2015) shed light on the

al., 2006b; Gorgievski et al., 201

urged researchers to study the

job performance (Bakker &

positive connectivity of work engagement towards performance and PsyCap and with
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the similar research, and they argued that there is the relationship with othw ible

predictors such as absenteeism, burnout, and job demand. o)
Several empirical studies (Kahn, 1990; Harter et. al., 2002 feli et. al.,

2002) have looked into the role of work engagement aswgftor of job

performance. Bakker et. al. (2004) found that hired emp eWed higher in-role

and extra-role performance scores from their colleag IS i olcate that hired
employees perform well and want to make further pregress. ' c}‘{"

Schaufeli et. al. (2002) surveyed Dutch ers in ‘glf re jObS %nother

M job eq'ormance in-

study and found that work engagement is positi Iy li

role. A research by Gorgievski et. a% f :ISd er gcore by engaged

employees on job performance in- roheww% iQZOOS) had done a

study on engagement and su ‘(% fo“ S|g positive correlations

between work engagement a rmance™Higher Ie of work participation can

produce higher levels jWorm nce @ criteria. As a matter of fact,
cb that #a

various studies dem t’agt key for improving employee

performance is t@ght@ytmg r work engagement (Bakker & Leiter,
2010; Anitha,@})wsm 1,dg §, @619)

A to these rese cﬁengaged person does not mind giving more
4

time to succeed n(th ir'job than an non-engaged employee. Ali, Sabir, and
e ?

M n (2019) found this to\e the case in their empirical investigation on a sample

% workers. They concluded confidently that the more dedicated an individual is

chelr job, the better he or she performs. At the same time, Jakubik and Vakkuri

(2015) found that engaged employees perform better because they tend to be more
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productive, profitable, and successful because they are motivated and fulfilled. They
are willing to work more and work in longer hours for their employersiq
Furthermore, work engagement enhances job performance epe, 2013;
Karatepe & Olugbade, 2016). However, Kim and Koo (2017) diseovered that the link
between work engagement and job performance is insi ifiWork engagement
has a non significant effect on job performance viasifiventive blhavi r. Work
iengagement has been shown to have a favorable dmpact on job p
variety of industries, according to management rt%%SaIipo a

Halbesleben & Wheeler, 2008; Rich et al., 20105 Chri }et\

o'm‘c'\&&'n a
cha@l\', 2008;
. 20 B?B’reevaart et
al., 2015; Karatepe & Aga, 2016; Shi@.’, 2 . to this,” the following
hypothesis can be formulated: \

e
H9: There is a significant osiﬂ effect of @;k engagement on job

“« Q-
performance <</
K'\ l¥$
2.5.10 Work Engage% Medi
4

\:t;j""?

Work eng&%qt is 0|1e 0 most ied aspects to employees who serve

to follow closel§athe organizati

NK ganiz s
working p@.’ any/ prevjo Stl@ have delved into the relationship between
indepen@ riablés ely I@ship (Bunjak & Cerne, 2018), self-efficacy,

optiAhope, resilience (Ps'\@éma, Zainudin & Handoyo, 2018), job demand and

ssion, and purpose in every part of their

\iisio

JE%O

se cacy (Roskova & Faragova, 2020) while work engagement stands as the
ndent variable. Some other researchers have studied the relationship between

ndependent variables such as work engagement and dependent variables such as
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personal initiative and performance (Lisbona, et. al. 2018), and job satisfagtion
(Karanika-Murray et al., 2015). 3 )

Employees engaged in their work are rich with energy and ingkiasic motivation
19). A

to enable them to concentrate and focus on their tasks (Lee et. aw dditionally,

some authors have contended that engaged employees have mzing commitment

to their teams (Demerouti & Cropanzano, 2010) and od @?n toward
nee. En

their working environment, resulting in better extra-role performa ’ §a§ﬁent

serves to be an indicator of an employee’s willing to expjln histher d@‘}etionary
N\

b ute Ngre he or she

can to the organization and its employees% an :1\. 1). &

'Me rso d gp@xtual resources to

Empirically, the relationsh
ép—D A
health via work engagement was ‘put thg\ in the sarugsparadigm (Schaufeli &
X

(7}
Taris, 2014). Previous reseaN es tha thougfiyob and personal resources

N
predict work engagemtt (Rthopoul}u et I'; %@,‘job resources can have a way

to boost personal resources hicl'f\uft cé@lhe work engagement and health as

effort and step outside the formal boundaries of the jo

the positive congeptualizati n's of wvell-being. Several studies have pointed to a

N
relationship b@}wo m%r}dnt epg'ﬁvell-being (e.g. psychosomatic symptoms
and emoti@alth). y d@'c')lleagues (Burke & EI-Kot., 2010) found that
work %‘went ha‘; con{e %Wonus in the explained variance on well-being. In
ad$li, Sabir and Mehreﬁ? (2019) findings indicated that managerial coaching

and indirectly influences employee job performance via work engagement.

Oreover, Tanskanen et. al. (2019) managed to show that managerial coaching is

directly and indirectly connected to individual and unit-level task performance
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through work engagement. Lee et. al. (2019) found that work engagemenNe\zted
the relationship between supervisory coaching and turnover intéptions Next,

Alessandri, Consiglio, Luthans, and Borgogni (2018) tested and co a dynamic

mediational model posing work engagement as the mediat f the longitudinal

relation between PsyCap and job performance. Y'

Recent studies have focused on investigati role Jrk epgagement
playing the role as a mediator variable. Work engagement is id ntifikgsn&mtor
in several different relationships such as learning orienta‘g'o andjob pg?brmance

(Chughtai & Buckley, 2010), positive orientatioRand j M ancgI (S‘Qc\re{ssandri et.

al., 2015), self-efficacy and job satisfac@(mu 2020),and self-efficacy
and incremental creativity (Waheed &%ee @
;%@

an additional perspective on und nag W n aget;rent as a mediator in the

% “« Q-

relationship between psychol% apital resi@fee, optimism, self-efficacy)
Sz- - RN . .

and job performance. JMoregver, it i$ deeme |@ant to examine the mediating

effect of work engagement/fon t% ighshi tween other variables. Thus, this

study will exam'ykh\emed@fect @ork engagement on the relationship
N
between psy@al apita ?de, @%ﬁience, optimism, self-efficacy) and job

performathls relationship has een tested yet in the literature. With this, the

N

reﬂie, his study provides

4
following hyypothesis can be {)r@ed:
S
H10: Work engagemerhs a mediator in the relationship between hopes and
job performance

0 H11: Work engagement is a mediator in the relationship between optimism

and job performance
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H12: Work engagement is a mediator in the relationship betweenﬁ&i nce

and job performance 5 )

H13: Work engagement is a mediator in the relationship bev;pelf-efﬁcacy

and job performance \,
2.6  Theories of the Study ‘\d
“AS

. | &
2.6.1 Conservation of Resource Theory g

s b
The postulation made by the conservati(WS u?'o&h ry is t@ndividuals
who possess resources can gain more, GNe he “Q’in ral” (iﬁé\x:t (Hobfoll &
S

Wells, 1998). Low morale and motiva the resultyof pooC)esources, whereas

increased resources result can ¢ ﬁm) to g&vb orption~and immersion at the
? @

q
workplace. The conservation K urces R) eory(&bfoll, 2002) suggests that

N\

people that pool or gather e va'ety esou@ are the people seen to gain
[

additional resources. wan et al. ]}@ed that employees with greater
@

resources are m(@ble @%d i&,%eir work as they tried to justify the
causal associ Net en ap a&{)}Nork engagement. PsyCap improves a
? 4

/

person's p ce and c itme&.}to a goal he has set for himself. Persistence
g o
and ¢ nt impl ech'catloQ-and participation in the job one is doing or is

>4
res& for. Work engagement is defined as total immersion in a work, and

‘%3 gives the required qualities and abilities to help one stay focused and engaged

the tasks (Sweetman & Luthans, 2010).

In the positive psychology paradigm, recently, some studies have assessed

aspects that can boost social worker’s engagement and work-related health (Tesi et.
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al., 2019). Work engagement is regarded as “a positive, fulfilling, work-r d'state

H

of mind that is characterized by vigor, dedication, and absorption” (Schaufeli et. al.,

€y

2002). Vigor refers to a strong vitality, how one stays resilient cog during the

1

working hours and when he or she deals with problems and yet#as the motivation to

i Won, pride and the
cha@bsorption

implies being joyful, entirely focused and preoccupied with the wak, arfd,@mng
% | &
k

difficulties to disconnect from work even though has finl;h the tas

accomplish the work. Dedication is characterized by th

perception of the significance of someone’s work, pagsi

et. al., 2006).

Furthermore, individuals aim to a@&ai i

quality of their resources, such as ps oogj@ rces (e.g., self-esteem),
aa

social/organizational resources (e. m%k rs):_‘% energies (e.g., money

Iy& co

protQt e quantity and

“« Q-
and knowledge), according t&&& nservati resgéfde (COR) theory (Hobfoll,

N
1989), while resource inmss h‘ve I ni@ relation to various outcomes.
Eeﬁ sty thg-€hof:

The COR theory was specific independent variables at

JU5¢~I<
various levels, @‘ne@ link %tween psychological capital (hope,

N
resilience, self-ef y, optimi )'aJr ces and outcomes prominent in this study.

These restwave a/positiverass ion with work engagement, according to the
4

COR theo akker, H ané'n,% erouti, & Xanthopoulou, 2007).
S

i
N

q

74



2.6.2 Job Demand Resources Model (JD-R Model)

Personal Resources in the JD-R Model are aspects of the self m&a to the
individual’s ability to control and give an impact to their enwronm?vll (Hobfoll,

Johnson, Ennis, & Jackson, 2003). Examples of personal re s include self-
efficacy (Bandura, 1989) and optimism (Scheier & Carv 9&; hey have positive
effects on physical and emotional well-being in the ea d 0 be akin

to job resources in terms of the function: (1) T serve a§ a b f?r QIISQY'mg
S lo

individuals from stressful situations and related p glc%bc sts; A2) they-facmtate

individuals’ goal achievement; and (3) they Ypro ividua Yérowth and

development.

Empirical evidence suggest at h| Iy ul rr&p@yees are more likely

to invest their energy to meet thei S (hu%l Yo Sa‘ 2007). With the high

engagement, it tends to fauhN‘n e fwaﬂt‘é’ngagement Scholars have
ion of l: ers

N
r@es as a direct antecedent to

aly
engagement, beside jOb ou | e 5’ model. Responding to increasing

criticisms, the Jﬂ%odel b xp@ to include personal resources, other

than job res%\, as ?e;! ent engagement (e.g., Breevaart, Bakker &
tu

a
nt S roadens the research in this area, looking at

therefore urged for t

Demero zﬁ( T‘he pre
PsyCapy(Luthans, Youssef, &c_) I|o, 2007) as a personal resource in relation to

e Ment
: Psychological Capital (PsyCap) as a Personal Resource in the JD-R Model

QCap is a higher-order personal resource characterized by: self-efficacy — an

individual’s conviction that he or she has the resources and is able to mobilize them in
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order to take on and put in effort necessary to progress further at work; (2) ONQE

an individual’s capacity to make realistic positive attributions of succeeding a)w and

in the future; (3) hope — an individual’s capacity to persevere towar and when
necessary, to redirect alternative pathways towards goals; ilience — an
individual’s capacity to bounce back and even beyon in ace of trials and

tribulations. "\d

Empirical evidence stays behind the multizdimensional nature of {@'Cap

(Avey et. al., 2011), and there is also a suggestiomythat it f%r a igher,—QJ; er core

factor (Luthans, Avolio, Avey, et al., 2007). Alsi Luth \9.( i0, Vey- Norman,
(2007) demonstrated the additive pre Mall it he QQm osite PsyCap

construct above and beyond its md %co nen? en _{ mes to predicting

performance and satisfaction. P ml@ |VQ¢gan|zatlonal outcomes,
including organizational com t, psyc ical wﬂﬂdemg at work (Avey et. al.,

2011), job performanc ob satisfacti u Avollo Avey, et al., 2007).
These findings are suppor by ry"@bfoll, 1989; 2002), where it asserts

that mdmduals@ a Llre, taln @ foster their social, energetic, and

psychologica es\mses nderlyi 'thl mlse are three interrelated principles: (1)
|nd|V|duaI or toyh rces (2) in order to do so, they commit to the

resour S already Ve; an@ strong resource pools lead to a greater likelihood

th d|V|duaIs will look out\fOr the opportunities to risk resources as to gain more

0 Since PsyCap is a positive psychological resource that individuals can use,

they can use it to collect further resources in the workplace. In other words, PsyCap

76



allows individuals to engage in behaviors (e.g., strategizing, increasing effomz are

favorable to positive work-related attitudes and outcomes. Engagement S@een as
an indicant of this process. This line of reasoning is supported by empikical evidence.
For example, self-efficacious employees have been found to experience higher levels
of “flow” — this is a term used to describe a heightened state ertion (Salanova,
Bakker, & Llorens, 2006). In addition, research sh sil%apositively

linked with vigor (Sonnentag, 2003). Positive$o s have a 'be%crgbnnd

between each of optimism and hope in its ection :to overall Qééagement

Wi-t previous

s EXPEC ed that overall

research (Avey et. al., 2008; Simons & @’Mch,

PsyCap will be positively linked wi h%eme&\

iligmugh PsyCap has

M

demonstrated positive effects on ery;f ere ig'still stion as to whether the
“« Q-

relationship between PsyCap gagement.is’ stron @f‘/or weaker under different

. Y- N .
contextual circumstancgs and¢thus, further r e‘ar@hls area would be timely and
important (Avey et. al., 203. \v' $ ((_}Q

2.7 Theor f Framework & (_/
\
t ;y’s the al fra@ork was developed based on the conservation of

heoﬁ&bfoll & Wells, 1998,&§<,Jb Demand-Resource Model (JD-R) by Bakker and

—+

De\uti (2007). This study takes the explanation of the conservation of theory

Qt er by bringing together the psychological capital and work engagement and also

ork engagement elements stated in JD-R as mediator, which only accounted for job
performance evident in previous literature.
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The overarching Job Demand Resource model explains the &e{Zical

dynamics present within this study. The Job Demand Resource (JD-R m states
that environmental factors such as job resources and personal es such as
individual beliefs are answerable to influencing individuals“at job™ performance.
Personal resources are the centre point of this study bec seWyee development
efforts focus on the pervasive/withstanding constr hese Jthe onstructs
individuals carry with them in multiple jobs, envitenments, and indus |e§ .Qa'é to
their utility and developmental value, the autho S chose “p study t ersonal

resources of hope, efficacy, resilience, and o mism nce kzrown as the

&

The resources of hope, efficacy, r I|e an 'mi_irQollow the logic of

psychological capital (PsyCap).

the JD-R model, which proposes aﬁc ula ofcp}scsonal resources should
have a significant relationsh or en ent é&kker & Demerouti, 2017).
This relationship has soeen served’ with ‘@'pe of this current study by
quantifying the amoun%y(:a k‘E ement that an individual has. The
current study has wn hat@ould |ct work engagement at an individual
level of anal s esearc Pdped.gt/ have a decent peek into the personal
resources king'a in tor. It did not claim to give the entire picture

of hm ngageme IS cre%&' nor did it make the claim that the PsyCap is the

primary reason why work eng\gement is maintained. It is anticipated that this study

% another dose of a humble contribution to the massive mountain of evidence

0 eady published in this field. The theoretical foundation for each construct is under

the limelight next. The foundation offers a solid ground, for a more comprehensive
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understanding of how PsyCap and work engagement and impact on job peﬂq&gnce

fit into the overarching theory. Figure 2.1 illustrates the theoretical fram&oraor this

study. V~

i Work 3
/ i Engagement |
Conservation
| Psychological of Resource
! Capital Theory
- Hope Assistant
- Optimism Registrar Job Demands- | Performance
i -Resilience | | - ________ N s
| - Self-Efficacy S

- " o) ~
c I!zure 2.1’ T Ofe@ramework

N
The study’s ai N emphasize-gn the Eé)a.obptual development of the research based
on the lite iew ys ee &ﬂe. This proposed model has incorporated the
mé

work ﬁ@ent de{/e pment asgthe mediating variables between PsyCap and job
Y
perfor e. The research fra?ncavork for this study leans on the gaps identified in the

re, backed by the conservation of theory (Hobfoll & Wells, 1998), Job

omand-Resource Model (JD-R) by Bakker and Demerouti (2007) concerns with the

predictors of work engagement and job performance among universities’ Assistant
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Registrars located in Klang Valley which indicates that they conceptuall% ent
incl

the Malaysian public civil servants as a whole. The framework als es the
positions of job performance and its predictors. It is also placing wvwagement as
a mediating variable between the exogenous and endogenous va Ie

' hwahat psychological

a“direct' effect on work

Based on Figure 2.2, the conceptual framework

capital (hope, self-efficacy, resilience, optimism) m
engagement and job performance. The conceptual, framework sug s's fha.QWork
engagement may have a mediating effect on t elatlons}n between @e self-

efficacy, resilience, optimism and job performa e. Th es us dqm this study

were taken from the theoretical and em;@e 3 fran@\w rk is based on
the four (4) independent variable m O{\OY _\ |I|ence, and self-
g m

efficacy, whereas the medlator variable’is w en d job performance is

the dependent variable. The e the’b\g%[ja e yees with high degree of
psychological and mental c d| ions ’owar fhe s will become excellent and
productive at both the eng me n‘ujci e level. Moreover, the conceptual
framework also I|g St al the Iatlo between all variables may increase

officer’s extr(ro&n!d r% 1‘95 p mance and how they perceived their job

sty towards their jobs.

QD
=}
o
=
S
2
2
@D
.
<
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N4

Independent Variables Mediator Depen

Psychological Work

Capital
ol Engagement

Hope

[\

Job

Optimism

Resilience -

o
] X~ é\%’

SNP/S

O 'S

From the developmen& framework here 3 hypotheses formulated

as follows: '
l

H1: Thereisa mgm%osng f‘hb on job performance
H2:  Thereis a ni nt sitive effect timism on job performance

N
H3: Therej |f| nt po veleffecg.o‘f resilience on job performance
H4: Th |gn|f ant pos |\3\ ct of self-efficacy on job performance
H5 a S|gn|f antﬁosnﬂzeeffect of hope on work engagement
H re is a significant pb:flve effect of optimism on work engagement

‘% There is a significant positive effect of resilience on work engagement

0 There is a significant positive effect of self-efficacy on work engagement

There is a significant positive effect of work engagement on job performance
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H10: Work engagement is a mediator in the relationship between hop&q job

performance )

H11: Work engagement is a mediator in the relationship between?’w’sm and job

performance \,

H12: Work engagement is a mediator in the relationship, bet resilience and job

performance

H13: Work engagement is a mediator in the relatignship between f-‘ ffﬁg'and
job performance ‘4 2 Y_}
X~ 3

2.9 Summary \

This chapter reviews the fin

)

! 8%
‘%”/3({'//

, 3
?Op
Py

N
@
definitions and concepts rele e researchy’1t‘sh ight on the literature on
X
psychological capital (hop ilience, self-gfficacy, @ptimism), job performance and
{
work engagement. Th% cal evidenc or @Iaﬁonship between independent

\"tator ré'deen investigated. This chapter also
&

Pts @he elements of chosen PsyCap, work

variable, dependmble apd
discussed extensively“the a
AT

as established ir@rious past studies. Last but not least, the
t

engageme@e'
elabora elevaft sritabg}t;eories has also been discussed thoroughly so as
to eAs the relevance in c@cting this research.

N
N
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