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CHAPTER 5 b
<&

5.1 Introduction é ' —\C;s
4 v

The discussion, research limitation, recommendati n\aq sur@ play their part
as the four key sections of this chapter. I@c i

idea'or t

c

OMPIises a well-explained

explanation of the results, as well as r

(0, past research. This study

was carried out to answer the followi eagch questions: -

“ &
Mis@r‘&ilience and self-efficacy) on

job perfor ancez the asi: ta regiihﬁin Malaysia Public University.
:
f e, 0

imism, resilience and self-efficacy) on

) The effect of of
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iv) The mediating effect of work engagement in the relationship between
PsyCap and job performance among the assistant registrars in Malaysia
Public University \Y.
The term “research limitation™ refers to limitations thatieqlrfaced

throughout the research process. The recommendations are then rized into:
recommendations from linked parties and recommendations forfuture study. In the

conclusion, the findings and implications of the study ar. er in detail in this

chapter.
N

D [FJi1e
5.2 Limitation of the Study P 4 \,‘T

5.2.1 Limitation in a sample size and EEW “\ é
This study was limited to the Am reg@s I uinchversities; namely
Assistant Registrar, Administrati hicer,%xs A@hinistration Officer or
? @

Executive Officer (different \ y org )qwimSﬁe salary scheme of N41
currently employed in seve bliciunivessities L@ed in Klang Valley, Malaysia

[ Qj
namely Universiti Tek i Marag( A,#a@/, niversiti Kebangsaan Malaysia,
Universiti Putra m, Un'ver3| i MaIaya%Universiti Teknologi Malaysia (Kuala

Lumpur), Uni ?ﬁﬁ’Pert ha‘pa asipnekl‘gd,\aaysia and Universiti Islam Antarabangsa
'

(Gombak)% \(./
(‘/ ’b)f S
5.2.2 “kimitation in methodoeqs.
N
%\This study investigated the integration of PsyCap, work engagement, job
€

d rmance elements and officers’ perceptions based only on the structured likert-
C

ale questionnaires developed from the variables suggested.

176



5.2.3 Limitation of resources: time, facilities and funding

This study employs a cross-sectional research approach to investig?me

implementation and integration of PsyCap and work engagement M job
performance capabilities. Hence, the constraints of resources as timi acilities and
funding suggest that the researcher needs high quality respondent e study to

ensure that all the resources are relevant, affordable and balancwh the quality of

answers needed. The constraint of resources again forc he%searcher to limit the

number of officer respondents in the study "\d
oy

N
2P ARS
5.3 Discussion Yv \“ V?Y

The discussion surrounding the p Mical capit

employees work engagement and job pe ance ha

researcher has been able to outli G@;nifi
é
work engagement and job perKEce lities.

area of discussion and rese gar('ng these thr ) variables have been in the

!
discussion through tibwever; e grc% discussion especially regarding

psychological ac&}ﬂe and kn\ledge é)@gj not gained much attention in the

Malaysian COEN/IOS of‘th seqrcr}'r)(a;\re scrutinized the level of job performance

and how waorkers are nto) the

%y

ork, without identifying the psychological
4

matter:%discussm eléw V\Qﬁ\pur the focus of enhancing and elaborating the

f psychology into workers’ acceptance and morale in handling their
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5.3.1 Discussionon RO 1

The effect of PsyCap (hope, optimism, resilience and self-efficacy) job
performance of the assistant registrars in Malaysia Public University. %\
-\

Job performance is a key determining factor for an orga fon's SUCCess.
Understanding how to keep personnel happy and motivated is Mportant so that
extraordinary results can be produced. Customers will %f%d when they are
served by satisfied personnel who perform we ch IatWibutes to
organizational success and increased financial s$mplo e sa ficti‘@' not
only a booster to productivity, but it also leverages the,work au ity JA fir .\ould be

Y
able to understand what its employees feel, think, and \f,\and how'it should act

towards improving employee loyalty @men :
with service quality, which is fusther ergieTnt t/(atlusiness profitability.
otebe achi qed i@service quality is poor.

ines i bilit;&%fs a non-recursive positive

mployee happiness has a link

Employee and employer satisfactio

>

It is also worth mentioning t

N
impact on employee I@ping. Employee ppi@is vital, for it can increase the
and

business profitabili 00 \QQ atigré}bperational performance also the

quality of goods (&xrvice ~Emplayee s ction is without a doubt, important for

O

achieving qu \i profitabili ‘1’1 tlﬁ')ervice business. Through the satisfaction-

O
quality-@b’p, e?w loy nt@uent leaves a great effect on industry quality.

w

'l 4

Employee Mhappiness is an ag.n‘&;a in the service sector because quality and

5

P Wlity can be attained, and the service industry cannot deny its importance
échel et al., 2018). Human resource management has the responsibility to give an

propriate job scope to ensure that employees can occupy the position suitably.
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Human resources refer to the persons that do the hiring and selecting qualified
individuals to take on certain job roles.

There are several things that influence the performance and power N or
an organization. As shown in the previous literature, job performance is @ne ofithe key
factors that contribute to the organization's success. It is defined a ecution or
accomplishment of labour, acts, and responsibilities. As an emplayee, ,they must work
in the way that their employer is proud of them and where Wer can show their

gratitude. As employees, having been acknowledged in rec@a gratitude

from managers is one of the most powerful and ningful metiva s'fof t{&ﬁ o)
(.;)

that they will automatically want to make mor rt to achieve

} 4

e or%ﬁfzation's

ndeztsf?{[his survey
pe@r ance could be

yeg’s innovativeness and

objective and vision. It is interesting that the majerity ofthe

agreed with the statement. To look at it ere

boost through psychological capital which¥pr mdceo\s

improve their performance as th ara owéﬁk (Iégs Kim, 2012). Itis a
9 %

general understanding that ganizati il r trongly on the employee

N

performance so that its bje%esI can be rea ld’ competitive advantage can be
e thga i

gained. This is becaus is Iﬁféqumpetition among businesses, all of

which fight to de@e h V\./ much’ power they have or how capable they are. Thus,
N

individuals w@t ambitio r}glm ion are the most pursued to achieve the

company's%lves. us,/it can ated that employee performance is a critical
’

factor '%rmining oréan@Ton's success as they are the forerunners in the
orw n's development. N

In the organization from the public sector or a private sector, job performance

Qtrongly emphasized to ensure that the organization will further be competitive and

resilient. In this study, job performance among assistant registrars in Malaysian public
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universities is given the limelight. Therefore, it is important for the organization to go
for employee that can serve the organization well, who is motivated enough to give
excellent services and increase the organization profit and reputation. @e
excellent services provided, the job performance among assistant %;ars in
Malaysian public universities can be improved.

According to the finding in Chapter 4, most respondents, mentioned that the
job performance among respondents could be evaluated a: thmery approachable
especially when they are needed for support. From t@ el n’ents PsyCap,
the results seem striking except for two namely i) dob perfor nbﬁp’e,@ﬂob
performance- resilience. As mentioned by Rose % hop‘g is as pos!t%'g\bs)tate in

M proactively planning

ployae s perception of

which our feelings, goal-oriented determination%, nd p

to achieve those goals) interact. It is ve

at(igg inner thinking of

their job. Because hope is the cognitive Wer%

employees, the result from this ra hiam‘%y\a thQ%pondents tend to lack
9 %
eir jo mangé% very good. The lack of
N
ntere acS%mpowerment, lack of rewards

hope regarding their job alth

hope can be obtained from the loss of 3
and unpromising job Iada. oda he'(é}signiﬁcant responses towards job

performance and gesilience f. (!tors alsoqﬁ\erconnected. Resilience is the mental

N
and emotionaem to deal wi ybrk@.&ﬁs and how fast they can adapt to the pre-
crisis metf%retur o their Wﬁ(e of mind.
’
respon iIILf;tratﬁ'fhat they respondents felt that they have not been

N
A S
gi\hQJ icient resources, thm\they had been involved in poor relationships at work

otional support to help them resolve their stress, conflict, crisis, and failure at

0 workplace. Wu et. al. (2020) explain that resilience can be the beginning of lower

anxiety and depression symptoms level. The person not usually known to have
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resilience, has a problem in dealing with their trauma, problems and does not always
feel safe about their job. If we can see the respondents’ background, their job scope
has a lot do with university governance, communicating between Y\;I
management and lower-level management and dealing with different departments and

it also involves a work schedule that is very critical. Perhaps, this j s why their

perceptiveness towards resilience was low. V
5.3.2 Discussion on RO 2 .\d
L 2
N4

The effect of PsyCap (hope, optimism, resili nd self-effi c}) _ﬁﬁ)work

engagement of the assistant registrars in Malw&mli% V. \T

\/ S&'
N | ) &
Positive psychological states found to
employee job performance (Lutha oussﬁex, 1‘7:'\_uthans et al., 2018).

ogf R

sig@:ant predictor of
>

@
The self-efficacy, optimism, %nd esilie e“are(g:rllectively referred to as
A

psychological capital, as %r to the study by-kuthans and Youssef (2014).
Psychological capital connected (3,%200 ive work outcomes according to
,\0‘14; Lutﬁhgré & Youssef-Morgan, 2017; Luthans

han(?ﬁS). This current work shows that the

research (Anjum, & Kziri

et al., 2018; A rnsi
N‘\ g

n psycholog a(caQi_t;l and job performance with mediating effect

relationshipsbetw

o
of wor% ement en %Iuated. Assistant registrars are responsible in
hanAegistration and stu@s’ records as common in any education centre.

Besides that, they are also responsible for maintaining the integrity and confidentiality
Qs udents’ personal information and academic records. To make sure that they could
houlder the respective responsibilities, high level of psychological capital is
necessary to ensure they could perform well. Assistant registrars must be self-
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confident in tending to and settling difficult tasks, have a constantly positive
expectation of succeeding (optimism), persevere toward a goal and, when necessary

redirect their effort to attain success (hope), and, when confronted with proNQY;d
adversities, have the ability to endure them and be resilient. Emplo gﬁh high
level of self-efficacy are more likely to exert more effort, work sme_and become

more inclined to succeed (Okhakhu et al., 2016). It is cri nhance the

IicWrsmes that have
There are four sorts of positive psyc cal capita a.m\gderhp@m:es,
according to Luthans, Avolio, Avey, and Normar% h(jpe op |sm,%_ |I|ence

Vznoblllse the

performance of educational institutions, particularly p

become the centre for the human capital development.

and self-efficacy. Self-efficacy is measured en

motivation, cognitive resources, and ac@

Organizations should make the task nhll r»mor ag @ so that employee

me expectatlons

efficacy can be increased faster, c?dlsap ntmen of@Jl.r,SObable task failure can

be avoided before a significa nt of ti e‘:‘fgﬂ'@s invested. Self-efficacious
employees perceive challenging jobs ’ot as elplng them to embrace their
roles better. Those kn% opti raj; ul look at the positive side of the
issue, so they WI| co r‘ltlvel and p@:ally attached to their careers.
S|m|I ra studies f}ﬁm e positive link between work engagement
and job p ce (Harter/fet I , Schaufeli & Bakker, 2014). De Lange, De

o'
Sl otelaers 018; a,ll\sg'looked into the notion that work engagement

m tes the link between\jco% performance and psychological capital. Work

‘@ment was proven to be a predictor of poor performance as the psychological

Obltal might be lacking. According to a study by Avey, Luthans and Jensen. (2019),

psychological capital shows a negative and substantial link with job performance.
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Their research was based on 420 employees, and they claimed that mentally capable
people had a favorable view of their workplace. Even if things fail to be on schedule,
hope and optimism have a beneficial impact on their engagement “withy, the

organization. Despite them believing that their organization is expecting mare work

*2&

from them and is evaluating them as below average, their resiliency akes them

4

rise to the challenge of these daunting and pressing situations.

i 74

Another study, conducted in the context of sever lees in Pakistan by

Abbas, Raja, Darr, and Buckingham (2014), conclud |t|\th3rts can be
achieved when one performs well in the workplacegThey did not, hawever, tkﬁ'(Tthe

aforementioned unfavorable association to b omlnent he previ 's\studys

conflicting findings suggest that the reIatlonsh betw \JQ( olo 'csébéapital and

job performance has a moderating influe 0, ] ancerhas been seen as a

function of job satisfaction and future employment
. N A
Hand & Meglino, 2019). To da% utao S 0 p eV|Q%s studies have provided

significant proof that there positiv C|at| <'<.between PsyCap and job

performance (Luthans, et ? I2016’ GI el g ositive association between
and Do

psychological capital p fofr At is easy to contend that PsyCap is a

negative rather t@su@ctor performance, especially in today's
highly comp Md nam?a‘b@ur et. Yet, PsyCap has a good influence on
P

tudies.

nt, and as a result\hey are productive, engaged, and engrossed in their

work eng as fo y

h entloned rlle‘F' that‘ﬁ'gh PsyCap personnel are self-assured, optimistic,
an@

Luthans et al., 2016). They are very excited about their job situations and

owaln committed to completing their projects and getting the work done. They are

very positive about their chances of success and very happy with their job. In effect,
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they are likely to be highly committed to the organization (Avey, Wernsing &

Luthans, 2018; Avey, Luthans, Smit & Palmer, 2010). Employees who show

w

enthusiasm about their jobs and are actively involved in them will project gve
as achievers more than losers (De Lange et al., 2018; Sweetman & Luthﬂgﬁj). As

a result, employees with high psychological capital might be higle@ged in their
S

work and more involved in the organization. It may be linked 4@ PsyCap's ability to

sustain the employees’ optimism, confidence, and work at chwr

5.3.3 Discussion on RO 3 .\d
o

N
The effect of work engagement on job perfor@ Dj’t 'eg_éﬁars in
<

the ass
Malaysia Public University \‘.

Job performance would normally,

We C
scholars. Scholars have maintained tha aaoural inte
, a\Mgt

e madeHing dfemployee behaviours. All

actual performance, such as, E

performance attainment as a vi@t i
in all, the strongest predic? fclman e lis a @mn's intention to behave in a
certain way. Accordin% S

QD
>
(@]
-]

| t@ﬂ), who highlight
0 \
h

er

ch e}lal
&

only linked to en&ﬁ' engige in the ‘erganization but also the organization's

&

members. Somesacademics curr@organization experience as a significant

2 9
tin

g@grk engagement. It could be linked to a study

criterion wm It gomes o
underta% artef e‘vﬁZZOl d Schaufeli et al., (2012), which only collected

wy 010), work effectiveness is not

reme employees who @/ worked for their present company for at least one
ye was thought to be the best thing to do as such personnel would have gone

rough at least one cycle of evaluation, which could have influenced their job

erceptions.
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Employees with more work engagement are more likely to enhance their job
performance because their self-motivation is better, and they can make the most of
their position (Youssef & Luthans, 2017). Employees who are charaw Iy
positive, optimistic, and resilient are more contented with their jobs%accarding to

Youssef and Luthans (2007) and Cetin (2011). The process of ing from the

experiences of other employees or by seeing others perform a ilar to the one

assigned to the observer is an experience deemed vicari USW employees with

low self-efficacy see other people’s accomplishmen y \%\?istakenly
atin e

that a challenging goal is practicable. The process af, others vali ' ﬁ]pl\Wée's
(.;)

own abilities is termed verbal-persuasion. Em es are ‘Qo jng%l\j‘eir own

strengths as a result of this programme. TR res N an \Jyee's own

physiological state, such as reduced a@ k hys'QIo ical feedback.

Employee optimism refers to their belief"and cenvicti

at _Q@ can succeed now
A

and in the future. Hope is all about.h ng,afong- pc@];i.ve attitude on reaching

9 %
goals and taking or changinN ays to aehieve thg&goals. Employee resiliency
refers to their ability to ve%e’dlfﬂ Ities nld d strate their ability to deal with
a task. Resilient employeeare cq@ bﬁ&gorming new ideas and adapting to
change, resultinN an irlg jobsperformance (Cetin & Basim, 2012). They are

NG

able to adjuscmltip settin 'J/it ater ease. As a result, work engagement
serves as @tant li
&y !

¢ v
5.3.Q'scussion on RO 4 c,}/
N

Th diating effect of work engagement in the relationship between PsyCap and

@) erformance among the assistant registrars in Malaysia Public University

In this present study, all the components of psychological capital have a

=~
o

ological capital and employee pleasure.

significant relationship with employee engagement. There is evidence that the higher
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level of work engagement can be found when the hope is accompanied by the level of
self-efficacy and optimism of the employees and the ability that they have favorable
responses to setbacks. In terms of PsyCap, the majority of the respondents Q@t
they feel confident by contributing to the discussions on the organizatien’s strategy.
The contribution of ideas is one of the effective measures to enhan erformance
and engagement among the employees towards the orgagization. Also, the

respondents also stated that they could think of various ficWays to attain their

work goals of the many efforts carried out towards th a ne@\sure that
it is achievable. ™

| &

n

PsyCap and work engagement have a dir d stro? soclatio ‘?L h work

\LEitq, 201 Q}éyCap is a

and Demerouti (2018),

engagement, as stated in a study (Bakker, Albfecht
personal psychological resource that, a@ﬁ to

makes an employee positive and Ieadsthh mo@? c Qve levels of his or
her engagement in the Workrilm%%pit% %k pr@l}ns and job demands.

9 %
Employees who believe in M ves an onfiiiéﬁt in their talents (high on

. . . Ny : .
PsyCap) will not mind eWelr orts olme t@t)rkplace expectations and will
erse a 05 |

also be willing to imm sﬁﬁ,in their work (Xanthopoulou et al.

d engr\
2017). Employee;@a\mrk @ are a@o maintain vitality and are thoroughly
N

immersed in @fes ional t l?.'E ees adopt resiliency to bounce back, and
this capac@ws them to siserall cognitive, physical, and emotional resources
’
u

in thei 0 the ma rﬁ'levéﬁ"
S
N

SE. search Limitation
Q There are several limitations to this study that the researcher must address.
h

ere is the issue of time-constraint to conduct the research on the mediating effects

of work engagement on the link between PsyCap elements and job performance
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capability among assistant registrars in Malaysian public universities. Another issue is
that the survey was limited assistant registrars as respondent at Malaysian public
universities. This research can also be expanded by comparing assistant rﬂt{ at
private universities and colleges in the assessment and also can spgjed to
academician, administrator, and technical staff for respondent. of th iating effects

of work engagement on the connection between PsyCap factorsvand job performance

capabilities. Following the sufficient information and dat thiw can be addressed
in further detail. Data is crucial to collect the act tput a lto examine the
research if the study is significant toward the entirg,study for M az@b‘ting
this technique. J ' _{‘)
s \/‘T
NEE
5.5 Implication \%

9
o . . =\
The findings of this study n to ha c @m several aspects. In
¢

this study, there are 3 majo@w on_th gtts eoretical, practical and
X

methodological implication?g rganization and h‘$an resource practitioners.
N
&

7

D

f==——

S
.

F &
@
55.1 Theoreti&p cati 6
O
plications %‘merging from the findings of this study are

Sever \etic | it

: The findings of aigjg?;tudy contributed to the acceptance of the change
\

\ in the literature from the perspective of organization performance
Qe oriented only to the application of taking mental health and

psychological well-being of the employees to creating higher job

.

performance and stronger work engagement.
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Despite the terms PsyCap that was widely tested in western countries
and that has gained recognition, it is believed that the Asian cultures
shall embrace PsyCap into their organization especially\ lic

organizations as it it appears to be treated as the n-traitional
approach to the concept of organization.
This study integrated the Psychological Capital @Zs the main

W of Conservation

se he%e merged
PsyCap eleme t'W5£§@Vork
engagement and job performan pabilitigs among t@ssistant

registrars in public universities in?e M \m\ ntext. ng
The investigation offers @%ers ctiv the: factors that affect
the PsyCap elements mm tio ?

performance and %erg puBlic’ se servant. In addition,
9 Q—

work engagenwt\ rved edi between dependent and
S

independent variables.
N ’ BN
The primary_gontri utio his y is the development of theoretical

fr@. T. l design of t@amewerk improves the knowledge on
N

supporting theories and complemented it with

and Job-Demand Resource Model.

together to investigate the impact of t

e eleMents on the better

CMteJimn S f:]ob(_%d‘ormance capabilities among the public

Qﬂ:tor servan d mediating role or work engagement in the
’

$
R
N

Malaysia puﬁico anization context.

S
The findings %m this study represents an expansion of the
conceptualization of theories, positing that the elaborated PsyCap
elements are related to job performance and the capabilities of an

employee. Hence, this conceptualisation owes it to a comprehensive
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understanding of the relationship between the antecedents and how all
the elements involved, whether in PsyCap, work engagement or job
performance were practised in the public organization. Y.
g. It is fascinating that although a lot of studies have highlighted the

successful and high rating of PsyCap elements as dia?gj in western
nt

organization (Avey et.al, 2006; Luthans et.al.?%)

study, hope and resilience appear to eWiﬁcam with the

respondent’s opinion. It is crucial for, e staff @r?stand and
accept the concept of PsyCap in theigdaily life and routi 'e zfr}id),:bther
than the fact that it is interesting t w the c‘l‘iff ence of OQ%Q n, itis

also an eye-opening to know hoRhe 0 \IZQ.Q n caz ﬁect all the
elements to obtain a be@ anding.

5.5.2 Implication of Practical \ A
@‘0 NS

he present

This study generally c
connection with psychologY\w reI;ons JAs r@(al health issues are becoming
one of the popular top%i g this %\J}d Qemic era, the implication of this
study proves to \W re@ the @t situation.  Therefore, it is very
important for tr% sian te‘sector <'Qz:mization to raise awareness and nurture

¢ C—)
the attitudestewards better psy o{)@ acceptance concept, subjective norms, and
social i to ﬁe@ﬂz thev‘en?pact of psychological traits in organizations.

Sev actical implicatiom{}cfwards organizations that have been found are

elaxred below:

0 Human resource managers, also the experts in the sector, value both work

engagement and job performance. In this study, the relationship between

assistant registrars in Malaysian public universities is highlighted. The
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knowledge gained is based on research of currently serving assistant registrars
in Malaysian public universities. The significant theoretical evidence for
experience-based moderating of work engagement and job performxmd
not help the fact that the findings of this study are intertwined. (0

b. To increase the vibrancy of their organization in order to ke ir employees
engaged for numerous years, managers who function a ployers must take

effective actions. Implementing vibrancy-related ctthend to employee

needs, such as increased job autonomy a netary @es, could
L ]

maximize employees' job performance. ' §
C. The findings of the study point to the @me of jwork eng _E'nent in
L 4
leveraging job performance. Managers R wan \C*Feg e sme mec anisms to
ey I

assess job engagement of at leas 0 egt&gr to reduce the

cost of hiring a new candidate os%az peﬁe ed employee. We
believe that this assessme ilassiat ms in d ter(ﬁ;nlng the present level of

9 Q
employee engagemeN also in™taki cor\éﬁtive actions that are very
) N
important. l §
d. Another important '}plic@' at, égause overall psychological capital

has such }ifi rlt impact o@}vork engagement, organizations are

N
encou@mi rove t i‘;lNodg)(cdlture by thinking of actions to initiate to
cre%-chall gin Vi ent, nurture a competitive spirit among
K o

ees, and arr); out\/%'gular and apt performance feedback systems, so
% <
N t employees can Iea}n about their performance. Organizations may prefer

individuals with great psychological capital in the past in the recruitment

Q phase. Because the components of psychological capitals have been shown to
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have a favorable impact on job performance, assistant registrars may be
determined to incorporate these skills in their work engagement.

Training treatments, particularly vicarious modelling, where indivﬂg::n
see and imitate relevant others, may be helpful in improvingyselfsefficacy
(Luthans et al., 2014). Seeing others succeed through hard v?will motivate
participants that they too can succeed. Respondents i this"scenario must
continue their education so that their compete e,Wedge, skills, and
talents can keep on improving. Their self-effic u bew, and the

same goes with their performance. \¢

L ]
S
Furthermore, the use of social persua y rec;)g ize and‘fg petent

individuals was discovered to be effe%e i \creag g re pqnd\!ents' self-

n
efficacy, particularly among thos@erv' w\nd

have proposed that setting cleh ifficult

y. LQLh setal. (2014)

, i\@)ping contingency

ssaa%s.s that false hope can be

plans to fulfil goals, and r m g goalSas

[
avoided. A positive W&K i

9 Q—
ironm h edgémonal assistance and group

N
cohesion (Gille ieWZOli ma also@o respondents’ elevated sense
ptia

of optimism. O m c% siﬁaﬁdyough via mentoring and training

programs@ng o| Luthanhs et @018), where participants learn to: (1)
reflecty” diagrose; and _i e‘glify \-defeating beliefs when they have to
co@‘fiwyz ref and evaluate the beliefs they have, and (3)
m 5 fS\ﬁ

3 those bel ith \rﬁ/ﬁe constructive ones.
\ ile resilience had %"positive effect on performance in this study, bearing
in mind the difficulties that assistant registrars face, resilience is undeniably

equally important for them. Establishing a supportive professional network

(Jackson et al., 2017) is a way to nurture resilience, as it can provide guidance
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and social support when necessary. Another technique advised by Hodges et
al. (2015) is for leaders to recognize and celebrate success in the
accomplishments of assistant registrars, as this can foster emotion& ide,
and further help them develop a sense of resilience. (0

h. The study of positive psychology in the workplace aided bygthis_research is a
contribution to employees' positive resource capacities.&ea;ch adds to
the body of knowledge about PsyCap and its linksto nizational outcomes

that also include work engagement and job mance I‘ highlights the

significance of optimism and hope as a Psy sub-dimensio

its impact on work engagement and job p ance.

‘ 4
Y, “\\ QT
5.5.3 Methodological Implication \:>

This study chose the ap G-yn of rrﬁd?t atc::?n produce expected
é o >

findings out from the study o and_can si lﬂtar@sly measure the direct or
X

indirect effect of the variab%ach [Jt er.Inam pecific light, the direct effect

of PsyCap on work en% and j'g upJﬁ;rllar@éapabilities and indirect effect of

&

PsyCap on the job Mmanuit work‘engagement were measured. As shown
in the model, tmq'@ende i ‘e ill@*(é{ed is PsyCap, the dependant variable is
{ ‘ ; c')

job performance, and the mediator |s@ engagement.
& was’c Jeted @is study to examine the relationship among all

the Arakigbles involved. Tech&@a y, SPSS v. 23.0 and AMOS v. 23.0 were used as

tec?’c | software. The former helped ascertain the data reliability and validity and so
t

R

and exploratory data analysis, and in the data screening and data cleaning. As for the

the respondents” demographics. It was also used when executing the descriptive
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AMOS implementation, it was applied in hypotheses testing and in producing the
scores of each variable.

The direct and indirect effect of the independent variables on theﬁ% ent
variable can be ascertained aided by the mediation test, and in order togun the
mediation test, Ong & Puteh (2017), stated that AMOS was t t statistical
software to run a test in social science research. Mediation anal@f

porating the

multifaceted expansions of the contextual variable analysis, en considered an

it@ideraﬂon
that certain regression approaches require a series @f estimations. 'upﬁggiﬂ’ by
Agler & De Boeck (2017), the mediation analysi es as (} very p vaIng}pproach

[ }psgs ect@a’t are often
u

in psychological matters, and it is one linked with multi
t digi

at odds, often in an implicit manne@g
nt&gzan help to clarify

perspectives and their motivations, advantages &QS

the conversations and research %r ing W se
o
models. \ A} -SQ

advanced approach to the standardised regression ap

sion on these

s
¢ ? C—)
Thissstudy,shou b?c ried @further by looking into the impact of work

N
engage% a mediati g fac in the link between PsyCap aspects and job
per ce capability amon&},/lalaysian public universities’ assistant registrars.
Fu ore, the number of samples used in evaluating the mediating effects of work

gement on the link between PsyCap elements and job performance capability,
hich includes assistant registrars from both public and private institutions, can be

improved.
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To add, other relationships can be investigated to ascertain the impact of job
engagement's mediating effects on their respective situations. The research method

can vary, with respondents chosen as the focus of the study. Furthermore, r

) =
25

analyse the link, an experimental design was advised to be adopted p thescurrent
study. In my perspective, it will cover a larger population and Q&for a more
involved by

accurate comparison because a larger random sample sizew

inmo have a wider
A

application. Future researchers will be able to take on,differen avw result of

interviewing the respondents. This would allow the

IS
4 i
N me%tt@/inﬂuence.

ential, mediators except

the current work. Work engagement and job performance were the main va?i@s of
interest in this study, according to PsyCap.

This study seeks to show that work enggeme

Further research would be advantageous ein
work engagement and moderators m relation

performance. The findings and d'%ssan

wn

etm PsyCap and job

ion off inithis s give researchers some

FE T

ideas for conducting pre- aN{ -tests mine&ﬁe substantial variations in
: . : N

PsyCap interventions with W’and low-p lrrr@usmesses. The strategy to the

intervention and the size of the effects di#zﬁjq;cording to the environment. Direct

measures of perf@ as@ient v@le could help solve the problem and
N

provide more%}Mtio os'yta ormance link.

It %mmerya se companies invest in the development of
PsyC wprove ‘:h eﬁfzie%‘i"and good well-being among assistant registrars
(A&%I., 2010). Human rg?urce interventions that aim at building the state-like

ct of PsyCap can be supported by training sessions, as can be referenced from

Othans et al., (2016). Training programs that focus on helping employees become

good executioners of tasks include (a) teaching employees thinking skills and
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reasoning strategies; (b) teaching employees to recognize the self-defeating thinking
patterns and replacing them with constructive beliefs; and (c) helping employees use a
computer to accomplish the work tasks (Youssef & Luthans, 2017; Lut Ya.l,
2014).

It is common for PsyCap therapies to involve outside-the-offi nlng events
that require employees to take time off work (Luthans et al., eterson, 2010;

Youssef & Luthans, 2017). However, the long-term benefits of\allo |ng employees to

participate in training programs surmount the potentiakfor”a th term loss of
productivity while employees are in training pragrams.” Wi aﬁlk‘ﬁbnal
interventions, this may boost call centre emplo ersonal E;ﬁ: |$_ ase the
PsyCap levels and facilitate the increased j eng , E{FWhlch are
favorable to long-term performance a na :\h n- baée organizational

competitive advantage (Youssef & Luthan 0 _\
0 pXOr

More study would be nec ry ut’p ings from many firms,

9 %
PsyCap looks like it is a pro con str clugé‘i-vl future research regarding
managerial challenges. As the'data w e’e ta lat me time, there could be other
justification for the impac irection. |b‘ry e management climate influences

PsyCap rather th@er y around. F eresearch should take into account the

Cross- cultural arianges as % a |n the work and organizational structure.

Improv Ps Cvj can well be the contributor to increased job

satisf d a more avofable Re'rceptlon of work performance among Europeans.
iTy,\

\,

P t will not give the s\e impact in Malaysia. When it comes to PsyCap and

%formance oriented behaviour in the workplace, future studies should dwell into

0 differences in work motivation and work role experience. The service industry

could be a very supportive area to start encouraging and incorporating PsyCap
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development as an integral component of workplace management. The significantly
varied work environment around management is a significant feature of the service

business. Managers at the company office could use organised micro m%gons

(PsyCap Interventions) to harbour hope, optimism, efficacy, and resilie |arder to

develop PsyCap (Luthans et al., 2016). Common PsyCap approaﬁ,w individual
cu

evaluation and learning opportunities include targeted gr ssions and

establishing management culture. Y'
.\diﬂ expose

According to Luthans et al. (2016), the Cap "intervention 'w

| &
ve ir@ersonal

rson ‘Q?\eﬁback and

managers to brief training sessions where they wi motlvated 0
work-related experiences, review video C|IpS, nd r

guidance seeking to develop their goal ow (h
style (optimism), higher confidence m%;r c&s\

re init e attributional

c& d ways to improve

their goal orientation (hope) a h ggar~orie aloncr?ope) Human resource

managers are very importan serV| ness, i)’ut they will be arduous to
include in a standard ment ’ inin e Structured web-based or
computer-based tralnlr%g J cellent and cost-effective way to
propagate the tr SSI |Ilt|es this z@tlon. So far, computer based PsyCap
training has o d co?}'re \ with Luthans, Avey and Patera (2008)
reportlng nt| I ?P C the experimental group after an intervention

rs. ‘Fhe VTndlngs are encouraging and developing and field-

that t ck two h se
S
te omputer-based |nte}5ntlon to develop PsyCap and managerial orientation

é@)e the next step to take.

Future study could be based on the intervention model presented and delve

more into the various interventions. While the intervention's duration is seen as
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realistic in a field setting and compatible with related research in positive psychology

and performance studies, there is a high likelihood that a shorter or longer intervention

would give away different outcomes. Furthermore, integrating multiple me e nts

over a long duration would likely offer further information abou t(’)syCap

intervention's long-term impact. There is also the suggestion that th?@rchers look
re

into the presence of moderators such as employers' develo adiness and

th examine these
yLap, Went and
re'selﬁd in

ings reviewed r

organizational support. Future researchers might be reco

and other concerns for a better understanding
performance, based on the data, information and fi

this study.
y ? Y.

N
Various statistical approaches are als advis \['s\ sure ﬂqe responses'

reliability and validity. Future research@enh ce t |nd| Eeven more by
ad:d\q% study was cross-

investigating many samples and comparln helr ear?
st

sectional in naturefollowing th ti coat!}@

is not a testament for

causal links. As the repercus e researeher/sugg géd the implementation of an
experimental design th xplaln ’ causal re hlp More research would be
more than welcomed % at-the” o’ experlence with the current
company in mg@ t eI reI nshi %etween work engagement and job
performance. Mrs ay n,)(fﬁdependently look into the impact of
moderatlo e varipus ent work engagement. It is most likely due to
bore d Iack o‘; ahtf’ as{,ﬁﬁ/ have stayed so long in the organization.
5

|mprove the four}"rmensions of PsyCap and use them to boost work

‘@ment to further yield a powerful job performance:
0 As for hope, it is found that there is a significant relationship towards

work engagement, and it directly affects the attitude of the employees
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also the influence the feeling of cynicism they have, where high level
of hope makes employees engaged in the organization and helps reduce

the rate of cynicism. \z
ii. Resilience relates to an individual’s ability to adapt aﬂclaexible

which may affect the cynicism about the organizati d influence
work engagement. In this present work, no sigaificant relationship
between resilience and work engagement has anirmed. It could

be concluded that individuals with a hi ap city.a\d?dbility to
cope with stressful circumstancesgmight™ have lower f§el.'kﬁ'd' of
organization cynicism that has an ence of 'owpﬁw!nég)

el

iii. As for optimism, the level of in&idual evelof his ability

to deal with adverse event@ﬁ/or

feeling of cynicism that they ma feel?

can affect WOI’%DHGIR SO | per@en&ance. Each aspect is
h

9 Q—

closely relatem givess.impact ‘ﬁJthe performance of the
o N

organiz onme member nlth@nlzatlon.

SO af-

iv. In terms of efficaypitdoés Aot affect work engagement directly .

\” @

G&e -eff'clicy ong Q;% employees contributes to great job
N

e}Bc'naTeﬁn gdgeruegrt' among employees towards organization.

L N
? <
n this study, o iml‘gm ,&}HY self-efficacy had been found to have a strong
&

asshi&tlo with work engagekent and job performance. This data can help to inform

‘%g strategies that stress on optimism and self-efficacy. Optimism and self-

Qicaey are personal resources that can be fostered to issue positive attitudes such as

job engagement and performance. According to Avey, Nimnicht, and Pigeon (2010),

en able to control

rds.th&” organization. This
2 9
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measuring PsyCap can help an organization determine its vitality, psychological
health, and anticipated future performance. PsyCap also assists in the organising task.

Employees that have higher proclivity for psychological capital may be se% nd

retained, and this may give a good impact on work-related outcomesSAvQ et al.,

2010). It is recommended that using a PsyCap measure to determi aff PsyCap
levels could be beneficial. This can help inform the educationaldpstitution's selection

and retention methods. Y'
Playing a critical part in this situation, emp@mﬁt @? the four
dimensions of PsyCap to establish an excellent anization. At 'lng' (Rﬁing
(,)
classes aimed at instilling a sense of hope and‘&m |‘g p ees,,Qg ell as
equipping themselves with skills to cope with{differ rios toqassure good
.Ino e§to obtain great
performance results, the assistant regi
workforce's self-efficacy, hope, opti ia, apdesili in ,&oactive manner.
9 Q—
\ N\’w
’ N
5.7 Conclusion z
4

The contri w of tl]is nt study~to the existing literature on positive

psychology ist%WO . Fin% "th%..)® ts have pointed to the full mediation by
work eng ent’ in [thewre tion&i_p between psychological capital and job
perform&s fiﬁo@%ke evelation that psychological capital (optimism,
hopAelated significantly@/ employee engagement and psychological capital
% self-efficacy, resilience, and optimism) is significantly related to job
rformance. This study has shown proof that PsyCap among employees could

nfluence their level of engagement on an organization. It is very important that

_1
=

leaders, managers, and human resource practitioners do not ignore PsyCap in their
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everyday routine, as this will help them survive and excel long-term. In terms of

organizational behaviour and theoretical contributions, it gives proof that PsyCap give

great contribution to organizational outputs and the leverage effect is a pomc

that must be acquired, developed, and managed in every organization. s(a has a

great potential to influence organizational outcomes positively, soﬁgecessary to

consider and actively question the role of the situational variabled\thg teraction.

FVWHW and students’
tituent @?ﬁiversities
consi ith't@eed

for Malaysia to improve its competitive advanta speC|aII

Since excellent performance is a ticket to high

satisfaction, assistant registrar represented as the maj

setting must be able to show superior performance.glo add,

support the country’s aspiration Of enhancmg e uni

great job performance among the team @ assi
he . pSychological capital
*

their role effectively. The awareness of¥th i
. o K A
contributes to high job perfor invests elops and l@erages these capabilities

(4]

man
would be of great benefit to e ‘%nstlt i speﬁ‘ﬂ‘y public universities.
The resulting efityof mcre%ed ~&f'nch is higher degree of work
engagement, has been%hte Jyséjqn section of this study. The current
study’s main contributl ou®vdful in the workplace and its potential in

promoting ev@& ok e a'g!amepg-édds teeth to the literature. The results

obtalned S stud alsé o e@éJ perspective on the contribution made by the

rep agon with the

istr. eed to perform

&

pers : rces (Ps ap)"on the increased work engagement and job performance.
indings from this %dy also bring to light the validation of measures in

R

‘% cultural contexts. This is a significant research area that should be continued to

0 raised in future studies so that the use of measurements can be improved. These

expected results echo the findings of Ouweneel et al. (2013), where self-efficacy
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serves as one of the dimensions of psychological capital that is positively linked with
job performance. Additionally, employees’ experience with the current organization

had a significant and negative relation with job performance. Neither the % ion

nor the regression analysis points to the significant relationship betw@rience
with the current organization and work engagement.

The reason for the poor support for our argument relaﬁq&tgl experience
with  their current organization could possibly be t tWyees with higher

experience with their current organization become us 0i th@the same

way despite its mundane nature, and this is one ofy.the three dimensio s'o.QWork

engagement. Given the significance of psycho al capital i

} 4
performance, investing in, developing, and Iever%ing M pabi itié?’would be a

0
plus point for public universities specificwn Qéral eedqg\a on institutions.
The recommendations are in store,m h&dLY i_é%tions proactively

develop and manage seIf-efficac%, oa omi sm,
a

to gain extraordinary job perfN

N
The kind of data Wd fr’m t tl@i” be very useful as it could
ent o i C

provide the managem 'ﬁE}ersities enough information to take

ala;Q
further steps to @ W@geme@d job performance among assistant

N
registrars. Tf(ﬁﬁcti orga 'z'aﬁo ight use the data as their tool to boost
productivinrepor gained’'wil ‘&J shared with the management itself and other
Sepesion

servicj 0 izations. M is {ntic\i'f,i"a'ted by the researcher that more research will be
cowe on work engagemeRNrom different dimensions that may arise in the future.

ore, more findings will be able to improve the ones regarding work

angement. Through this, the employees will be more ready and in comfortable zone

to do their job without putting their job performance at stake. Employee’s
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performance is crucial as they are the asset for the organization and to ensure that they
can establish themselves better in their respective fields. Employers need to be on

their toes about employees’ performance and they also need to take camlsceir

welfare. Hence, the staff will be pleased to carry out their responsibilityies. Dall the

factors mentioned are well monitored, the organization can perfo est in this
global era. Thus, they are ready to be in competition with oth rom the aspects of
ation that in future

studies, the organization will look into the ways i !)rk e

ng wgagement
among the employees. It will be weighed upon as the findings of thisstu y'an,@here

mentality, progress, and competitiveness. There is angant

&
will be an attempt to address issues of work € ement ‘Qy eans of @eloping

i M at cal Ep\o’st both the

personal resources in their employees and proqug act

attention and awareness. Thus, the de\wt

optimism in employees may serve as a viable option ?

of employee work engagement. E ) &
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