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This study investigated how psychological capital influences work engagement among women 

employees in a corporate company. Data was collected using a self-assessment questionnaire 

from 102 women employees from two corporate companies in Johor Bahru district. The data 

were analyzed using the partial least squares structural equation modeling technique in 

SMARTPLS 3.2 software. Convergent and discriminant validity of the latent constructs were 

validated in this study. Overall, psychological capital has a moderate influence on work 

engagement among women employees in this corporate company, with R2 = 0.414. The 

structural model results revealed that resilience has a significant influence on work 

engagement. Findings show that resilience among women employees makes them more 

engaged with their work compared to self-efficacy, optimism and hope. Future studies should 

explore the difference between the influence of psychological capital between women and men 

towards their work engagement.  
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Being energetic and highly motivated in an 

organisation is vital in contributing to 

effective work. Most organisations require 

workers who are psychologically linked to 

their job and eager and able to immerse 

themselves in their work responsibilities to 

happen successfully. Besides, the 

employees also need to be proactive and 

committed to high-quality performance 

standards. Therefore, the organisation 

needs the employees engaged with their 

work (Bakker & Leiter, 2010). An 

employee with good work engagement will 

have a high level of energy, be enthusiastic 

about their work, and deal well with the 

their likelihood to commit 

counterproductive work behaviors. 

The present paper extended research by 

breaking down psychopathic personality 
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demands of their jobs (Bakker & 

Demerouti, 2008).  

We can measure human resource strength 

and psychological capacities in today’s 

workplace based on the psychological 

capital component. It can also be developed 

and effectively managed for performance 

improvement. This is the concept of 

positive organisational behaviour that is the 

basis of psychological capital (Luthans & 

Youssef, 2004). Luthans et al., (2007) 

defined psychological capital as an 

indivdual’s motivational propensities and 

positive psychological state of 

development. Psychological capital has 

four dimensions: self-efficacy, optimism, 

hope, and resiliency. According to 

Sweetman and Luthans, (2010), the four 

dimensions of psychological capital are 

positive resources for individual processes 

across situations and enable a company’s 

flourishing success. The new psychological 

capital approach is to gain a competitive 

advantage in the organisation from their 

human resources (Luthans et al., 2007). 

To stay ahead of the competition, today’s 

organisations require higher production and 

efficiency. However, without work 

engagement, they will be unable to keep 

their organisation on top. The issue of work 

engagement has not been given serious 

attention to employees. Furthermore, while 

the organisation invests more in training to 

boost efficiency, there is no investment in 

training to increase employee work 

engagement. Moreover, a company is under 

high pressure to perform and be profitable, 

and one of the obstacles is properly 

managing a workforce to obtain a 

competitive edge (Gumilang & Indrayanti, 

2022; Harris, 2012). This problem arises 

because today’s businesses are more 

concerned with production and profit than 

employee engagement. If they have a lower 

level of productivity, they will tend to raise 

it while ignoring employee engagement. As 

a result, additional research is needed to 

demonstrate the importance of work 

engagement in an organisation. 

In addition, the researchers discovered that 

previous psychological capital and work 

engagement research has primarily been 

undertaken in the healthcare and education 

sectors. There are only a few previous 

studies that have been done in the corporate 

sector. The corporate sector is receiving 

increasing attention in today's organisations 

because it has linked with economic 

performance. Hence, to maintain their 

reputation, it is necessary to have human 

capital that always engages with their work 

to improve company performance 

(Schaufeli & Bakker, 2010). Meanwhile, 

Tabaziba, (2015) conducted a study in the 

corporate sector among white-collar 

workers in South Africa and Zimbabwe. 

Thus, to identify the relationship between 

psychological capital and work 

engagement, this study has been conducted 

in the corporate sector and focused on 

organisation context among employees. 

At the same time, most psychological 

capital studies have been conducted in 

Western culture. Thus, it is hard to 

generalise the findings to Asian culture 

because, according to Hofstede’s study, 

most of the cultures in Asia are based on 

collectivism, whereas western culture is 

more individualistic (Matsumoto & Juang, 

2012). The findings of psychological 

capital are more individualistic such as 

reports by Boamah and Laschinger (2015); 

Herbert (2011); Luthans et al. (2008); 

Nigah et al. (2012); Simons and Buitendach 

(2013). Therefore, this study aimed to be 

implemented in Malaysian culture, which is 

why the researcher had conducted this 

study at two corporate companies. 

Furthermore, these two companies are the 

organisations that Bumiputra fully 

monopolised. 

Besides that, there is also a lack of study 

investigating the influence of psychological 

capital, specifically on women employees. 

A study by Eman-Nafa and Ishak (2016) 

demonstrates that psychological capital 

influences work engagement among 

women employees. However, Eman-Nafa 
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& Ishak (2016) conducted a study among 

female teachers in Saudi Arabia, focusing 

more on female employees under the 

government sector. There is still a lack of 

study that focuses on women employees in 

the corporate sector since this sector is very 

demanding, especially on working 

commitment. Therefore, there is a need to 

investigate further on this matter. Through 

this study, the authorities could consider the 

result of this study, and further action could 

be taken to increase work engagement 

among employees in these two corporate 

companies. 

Literature Review 

 

Psychological Capital 

 

Psychological capital is one of the newest 

research areas of interest in organisational 

behaviour and human resources. 

Psychological capital is introduced by 

Luthans et al., (2004). The notion of 

psychological capital is derived by Luthans 

et al., (2007) from psychological resources 

theory, including core resource theories and 

multi-component resource theories. Based 

on key resources, Luthans et al., (2007) 

have developed dimensions for 

psychological capital, namely self-efficacy, 

optimism, and hope. Meanwhile, multi-

component resource theories emphasise 

optimism and resiliency (Luthans et al., 

2007). Figure 1 demonstrates the model of 

psychological capital intervention (PCI). 

 

Self-Efficacy 

 

The psychological capital of self-efficacy 

can be defined as believing in one’s ability 

to mobilise the motivation, cognitive 

resources and course of action to obtain a 

specific outcome (Luthans & Youssef, 

2004). Self-efficacy in the study is referred 

to as an employee’s conviction or 

confidence about his or her abilities to 

mobilise the motivation, cognitive 

resources and courses of action needed to 

execute a specific task given successfully. 

In other words, efficacy will increase an 

employee’s motivation to face any 

obstacles and support completing a 

challenging task.   

 

Optimism 

 

Optimism encourages people to take credit 

for good things that happen in their life, 

which boosts their self-esteem and morale. 

Optimism is defined in this study as a 

valuable lesson in self-discipline, analysis 

of the past event, contingency preparation, 

and preventive care (Luthans et al., 2007). 

Optimism refers to an employee’s 

confidence that she or he will succeed now 

and in the future. That means optimism is 

an internal motivation or disposition of an 

employee to expect a constructive outcome 

for the future.   

 

Hope 

 

Hope is a sense of agency and expectations 

that empowers people with the internalised 

resolve and willpower to expend the energy 

necessary to attain their objectives (Cavus 

& Gokcen, 2015). In this study, hope is 

described as an employee’s positive 

motivational state that is persevering 

toward goals and redirecting paths to 

achieve the goals to be successful. In other 

words, hope refers to the employee’s 

feeling of expectation and desire for a 

positive thing that will happen by 

implementing obstacle planning. 

 

Resilience 

 

Individuals’ ability to cope well in 

considerable change, adversity, risk, or 

setbacks is referred to as resilience in 

psychological capital (Luthans, 2002).  In 

this research, resilience is defined as an 

employee’s positive psychological capacity 

to recover, bounce back from adversity, and 

cope with distress in this study. Resiliency 

is a psychological capacity that aids in 

retrying and overcoming failures when a 

person is confronted with failures, whether 
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uncontrollable external or internal factors 

cause them.

 

Figure 1. Psychological Capital Intervention (PCI) (Luthans et al., 2007) 

Work engagement 

 

Work engagement is based on the JD-R 

model proposed by Bakker & Demerouti 

(Bakker & Demerouti, 2008). Two 

assumptions have been drawn in this model. 

Firstly, job resources play a role in starting 

a motivation process that leads to work 

engagement, and as a result, it will lead to 

higher performance and achieving the work 

goal. The second assumption is, job 

resources become salient and gain their 

motivational potential when employees are 

confronted with high job demands such as 

emotional and mental demands. The 

relationship between job resources and job 

demands will improve work engagement 

toward achieving work goals.  Therefore, 

work engagement is defined as a positive, 

fulfilling and work-related state of mind 

characterised by vigour, dedication and 

absorption (Schaufeli et al., 2002). 

 

Vigour 

 

Vigour is an individual’s possession of 

physical strength, emotional energy, and 

cognitive liveliness that contribute to a set 

of interrelated affective states experienced 

at work (Shirom, 2010). In this study, 
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Figure 1. The Conceptual Model. vigour 

refers to employees’ high energy and 

mental resilience while working. People 

with a high level of vigour are usually 

persistent in the face of difficulties, not 

being fatigued and willing to invest energy 

into the work.  

 

Dedication 

 

According to Schaufeli and Bakker (2003), 

dedication is being deeply invested in an 

employee’s work and feeling passionate 

and proud of their job. Employees are also 

being inspired, and challenged by their 

dedication and having a sense of 

significance toward their work.  

 

Absorption 

 

Absorption refers to the state of mind with 

intense concentration and focus on one’s 

tasks at one time (Schaufeli & Bakker, 

2003). When a person is absorbed in their 

work, it is difficult to detach themselves 

from it, and time flies fast. Employees tend 

to ignore everything else that is going on 

around them while they are working. 

 

Previous Study 

 

Numerous previous studies have been 

conducted to identify the influence of 

psychological capital and work engagement 

in different contexts. Most studies have 

discovered that psychological capital and 

work engagement have a significant 

positive relationship (Nugroho et al., 2013; 

Simons & Buitendach, 2013). A study by 

Alessandri et al. (2018) shows that 

psychological capital has a significant 

positive relationship with work engagement 

among employees. Besides, Gustitia (2019) 

researched the impact of psychological 

capital on work engagement in 82 

individuals from different organisations 

and found a significant positive relationship 

between both variables. Du Plessis and 

Boshoff (2018);Joo et al. (2016); Nordin et 

al. (2019); Robyn and Mitonga-Monga 

(2017) all confirmed this research. 

 

Other than that, several researchers found 

that the relationship between psychological 

capital and work engagement is 

inconsistent. A study conducted by 

Karatepe and Karadas (2015) revealed a 

positive correlation between self-efficacy 

and work engagement among employees in 

the hotel industry in Romania. Meanwhile, 

the other aspects of psychological capital 

(hope, resiliency, and optimism) do not 

significantly relate to job satisfaction. On 

the other hand, Erbasi and Ozbek, (2017) 

have studied the effect of psychological 

capital on work engagement among 

employees in Turkey. The finding shows 

that three components of psychological 

capital, hope, resilience, and optimism, 

significantly predict work engagement. The 

influence of psychological capital on work 

engagement shows that only self-efficacy 

has no statistically significant effects on 

work engagement.  

 

Meanwhile, a study by Wang et al. (2017) 

shows that two components of 

psychological capital, hope and optimism, 

were positively associated with all 

components of work engagement (vigour, 

dedication and absorption). Contrarily, the 

other two components of psychological 

capital, self-efficacy and resilience, have 

not significantly affected work 

engagement. Generally, it is shown that 

previous study has different findings 

between psychological capital and work 

engagement.  

 

 

 

 



Jurnal Psikologi Malaysia 38 (3) (2024): 129-145 ISSN-2289-8174 134 

Hypothesis 6 

A significant difference was found between 

men and women regarding the effect of 

CAPP-Self on CWB, specifically on Theft, 

The inconsistencies between psychological 

capital and work engagement can be 

attributed to various contextual factors, 

such as cultural differences and different 

industry-specific pressures. Cultural 

differences play a significant role in 

shaping how psychological capital 

influences work engagement (Yao et al., 

2022). In collectivist cultures, group 

harmony and collective success may 

overshadow individual psychological 

attributes affecting workplace work 

engagement (George et al., 2022; Yao et al., 

2022). In contrast, personal achievement is 

highly valued in individualistic cultures. 

Therefore, psychological capital may have 

a more pronounced effect on work 

engagement, as individuals are more likely 

to attach their strengths to enhance their 

work performance (Alwan & Andriani, 

2023).  The differences highlight the need 

for cultural context approaches when 

exploring the relationship between 

psychological capital and work 

engagement.  

 

The industry-specific pressure also can 

contribute to the inconsistencies between 

psychological capital and work 

engagement.  A high-stress environment 

can diminish the positive effects of 

psychological capital on work engagement 

due to overwhelming job demands and 

burnout, especially in a healthcare setting 

(Pan et al., 2017; Peng et al., 2013). In such 

setting, an individual with high 

psychological capital may struggle to 

maintain work engagement levels because 

the external pressures can negate their 

internal resource (Gao et al., 2023). 

Meanwhile, in industries characterized by 

supportive work environments, such as 

technology, corporate, or creative sectors, 

psychological capital may significantly 

enhance work engagement, as employees 

feel empowered to utilize their strengths in 

a conducive atmosphere (Gozali et al., 

2024; Gumilang & Indrayanti, 2022). 

 

Besides, Xu et al., (2017) state that when 

employees perceive high levels of support 

from their organization, the positive 

relationship between psychological capital 

and work engagement is strengthened. This 

shows that in organizational context such as 

leadership styles and support mechanisms 

can facilitate the effectiveness of 

psychological capital in promoting work 

engagement. In addition, psychological 

capital elements such as resilience and 

optimism positively influence work 

engagement across genders. A study by 

Tamar and Wirawan, (2020) shows that 

psychological capital and work 

engagement are influenced differently in 

male and female employees depending on 

the type of job. Besides, the impact of a 

strong professional identity and high 

psychological capital on work engagement 

show that female employees have high 

resilience and improved dedication (Sun et 

al., 2022). 

 

Therefore, based on these rationales, there 

are four hypotheses developed in this study: 

 

H1: Self-efficacy is positively related to 

WE 

H2: Optimism is positively related to WE 

H3: Hope is positively related to WE 

H4: Resilience is positively related to WE 
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Methodology 

 

Participants 

 

This study implemented a survey research 

design to collect data from women 

employees in two corporate companies in 

Johor, Malaysia. In determining the sample 

size for this study, a sampling table  Cohen, 

(2013) referred to, stated that 51 

observations are needed to detect total 

variance explained (R2) around 0.50, 

assuming a significant level of 5% and 

statistical power of 80%. This suggests that 

51 responses from participants are 

sufficient to explain the variance in the 

dependent variable. The data collection was 

conducted two times at different 

organizations. Based on the information 

given by the company, there were a total of 

160 women employees in both corporate 

companies. Both companies were 

monopolies by Bumiputra. Bumiputra is a 

Malaysian concept that is used to refer to 

indigenous peoples of the country (Ismail, 

2003). It includes Malays, the Orang Asli 

of Peninsular Malaysia and indigenous 

groups from East Malaysia (Sabah and 

Sarawak).  

According to Krejcie & Morgan (1970), we 

have collected 112 respondents to represent 

the population of this study. The 

distribution and collection of the completed 

questionnaires took about one month. Out 

of 112 responses collected, only 102 of 

them can be used to be analyzed. 

 

Instruments 

 

The instrument used in this study was 

adopted from two established 

questionnaires by (Luthans et al. 2007) and 

Schaufeli and Bakker (2003). Luthans et al. 

(2007) have developed the PsyCap 

Questionnaire (PCQ) to assess 

psychological capital. The PCQ consists of 

24 items and is a self-report questionnaire. 

A total of 19 items were chosen for this 

study. Five items from the original 

questionnaire have been removed from this 

study due to low factor loading value. Five 

items of self-efficacy, six items of 

optimism, four items of hope, and four 

items of resilience make up this 

questionnaire’s four subscales. All 

responses were recorded on a six-point 

Likert scale, ranging from 1= strongly 

disagree, 2 = disagree, 3 = somewhat 

disagree, 4 =somewhat agree, 5 = agree and 

6 = strongly agree. 

 

On top of that, the 17 items of the Utrecht 

WE Scale (UWES) were used to assess 

work engagement (Schaufeli & Bakker, 

2003). One item from the original 

questionnaire was eliminated. Thus, in this 

study, UWES consists of three underlying 

dimensions: vigour (six items), dedication 

(four items), and absorption (six items). All 

items were measured on a seven-point 

Likert scale ranging from 1 = ‘never’ to 7 = 

‘always. 

 

In this study, SPSS version 22 was used for 

the analysis. Means, standard deviations, 

and percentages were determined for the 

descriptive analysis. In addition, a partial 

least square structural equation modeling 

technique using SMART PLS 3.2 software 

was used to identify the influence of 

psychological capital towards work 

engagement among women employees. 
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Results 

 

Demographics information 

 

This study’s respondents were employees 

aged around 20 to 50 years and above in 

terms of demographics. The highest 

percentage of the age group is 21 to 30 

years old, which is 37.3 % by having 38 

respondents and followed by 30 

respondents who are 29.4% categorised in 

31 to 40 years old. All respondents in this 

study were 100% occupied by Malays 

because these two companies are fully 

monopolised by indigenous. The findings 

show that 55.9% of respondents were in 

non-executive positions, whereas only 

44.1% were executive. 

 

 

The majority of the respondent has been in 

the current position for 1 to 5 years 

(38.2%).  Following that, 21 respondents 

have been in their current post for 6 to 15 

years (23%), followed by 18 respondents 

who have been in their current position for 

less than one year. Table 1 shows that 15 

respondents (16.7%) have been in their 

current post for 16 to 25 years, whereas just 

nine respondents have been in it for more 

than 25 years (8.8 %). As for the type of 

employment, 90 of 102 respondents were 

permanent employees, and 12 respondents 

claimed they are contact employees. 

 

 

 

Table 1  

Demographic Information 

Demographic Information (n = 102) Frequency (f) Percentage (%) 

Age < 20 2 2 

21 – 30 38 37.3 

31 – 40 30 29.4 

41 – 50 24 23.5 

> 50 8 7.8 

Position Executive 45 44.1 

Non - Executive 57 55.9 

Working 

Experience 

<1 Year 18 17.6 

1 – 5 Year 39 38.2 

6 – 15 Year 21 20.6 

16 – 25 Year 15 14.7 

>25 Year 9 8.8 

Type of 

Employment 

Permanent 90 88.2 

Contract 12 11.8 

 

Structural Equation Modelling 

 

A measurement model was developed to 

explore the relationship between 

psychological capital and work 

engagement. Firstly, the model formulated 

needs to be validated to ensure the accuracy 

of the findings. This study adopted 

convergent validity using factor loadings 

and average variance extracted (AVE) 

because all measures were reflective. We 

also provided composite reliability (CR) 

scores to measure the internal consistency 

of the scales. In determining the 

convergence validity of the measurement 

model, factor loadings, CR and AVE were 

observed. CR is a more accurate measure of 

reliability than Cronbach’s Alpha since its 

calculation is based on differential weights 

of the indicators and is frequently used in 

conjunction with SEM analysis (Dijkstra & 

Henseler, 2015; Sarwar et al., 2020). 

 

The PLS algorithm was used to analyse the 

measurement model indicated that the item 

loading was ranged from 0.485 to 0.883, as 

shown in Table 2. In the analysis, the 

minimum factor 
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loading for work engagement was 0.485, 

which is slightly below the recommended 

threshold of 0.50. However, according to 

guidelines provided by (Hair Jr et al., 

2014), factor loadings above 0.40 can be 

considered acceptable if other indicators of 

construct validity, such as AVE and CR, 

meet the required thresholds. In this study, 

AVE values ranged from 0.524 to 0.678, 

exceeding the lower cut-off of 0.50, while 

CR values ranged from 0.813 to 0.953, 

surpassing the minimum threshold of 0.70 

(see Table 1 for details). These values 

demonstrate that, despite the slightly lower 

factor loading, the constructs exhibit 

adequate convergent validity and internal 

consistency reliability. For this model, 

several items are deleted (B1a; B3a; B3b; 

B4b; B4e; C2c) to increase the AVE values 

to the threshold (Fornell & Larcker, 1981; 

Hair Jr et al., 2021).  

 

Table 2 

Convergent Validity: Indicator Loadings, CR and AVEs.

Construct Indicator Loadings 
Composite 

Reliability (CR) 

Average Variance 

Extracted (AVE) 

Self- Efficacy B1b 0.808 0.893 0.678 

B1c 0.674 

B1d 0.790 

B1e 0.699 

B1f 0.801 

Optimism B2a 0.690 0.891 0.577 

B2b 0.760 

B2c 0.741 

B2d 0.724 

B2e 0.856 

B2f 0.778 

Hope B3c 0.693 0.813 0.524 

B3d 0.865 

B3e 0.837 

B3f 0.883 

Resilience B4a 0.763 0.869 0.572 

B4c 0.753 

B4d 0.573 

B4f 0.787 

Work Engagement C1a 0.819 0.953 0.561 

C1b 0.804 

C1c 0.748 

C1d 0.711 

C1e 0.800 

C1f 0.623 

C2a 0.827 

C2b 0.834 

C2d 0.811 

C2e 0.667 

C3a 0.612 

C3b 0.485 
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C3c 0.835 

C3d 0.730 

C3e 0.850 

C3f 0.723 

In addition, Table 3 shows the heterotrait-

monotrait (HTMT) ratio of correlation 

values, and all values among the research 

variable were below 0.90 (Henseler et al., 

2015). Hence, from the findings, it can be 

concluded that there is adequate disparity 

among the constructs.

 

 

Table 3  

Discriminant Validity 

  
Hope Optimism Resilience Self-Efficacy 

Work 

Engagement 

Hope      

Optimism 0.807     

Resilience 0.589 0.661    

Self-Efficacy 0.618 0.876 0.615   

Work 

Engagement 
0.508 0.610 0.645 0.571  

However, it is recognized that lower factor 

loadings may still introduce some 

limitations to the interpretability of specific 

indicators. Further analysis was conducted 

to assess whether these lower loadings had 

a significant impact on the overall model fit 

or explanatory power. The proposed 

measurement model’s R² value for work 

engagement was 0.414, indicating that 

41.4% of the variance in work engagement 

can be explained by self-efficacy, 

optimism, hope, and resilience (see Figure 

2), supporting the robustness of the 

constructs in capturing the underlying 

latent variables.   

 

The f² effect size value for resilience on 

work engagement was 0.096, indicating a 

small effect, as per (Michael Borenstein & 

Cohen, 1988) guidelines. Although this is 

considered a small effect, it still provides 

meaningful insight into the relationship 

between resilience and work engagement 

within the context of the model. 

 

Additionally, the model demonstrated an 

acceptable level of predictive relevance, 

with a Q² value of 0.217. This Q² value 

suggests that the model has adequate 

predictive capability, further supporting the 

robustness of the structural model despite 

the small effect size of resilience on work 

engagement. 

 

The hypothesis in this study was analysed 

through bootstrapping techniques with 

5000 samples. As shown in Table 4, the 

findings show that only resilience (𝛽 =
 0.289, 𝑝 < 0.05) has a significant 

relationship with work engagement with a 

P-value of 0.004. Self-efficacy, optimism 

and hope are proven to be insignificant 

towards work engagement. This suggests 

that self-efficacy, optimism, and hope in 

female employees’ work engagement 

might be shaped by other factors, such as 

organizational culture or work-life balance. 

For instance, research by Zahra et al. (2022) 

found that hope had a relatively minor 

influence on work engagement among 
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employees. In the long run, after analysing 

the data collected, only H4 is proven to be 

significant. Hence, H4 is accepted. In 

contrast, the hypothesis for H1, H2 and H3 is 

rejected. Given these points, it is concluded 

that resilience significantly influences work 

engagement at p < 0.05. 

 

 

 

 Figure 2. The measurement model of Psychological Capital on Work Engagement.

Table 4 

Bootstrap findings 

  Path 

Coefficients 
T Statistics P Values 

Self Efficacy -> Work 

Engagement 
0.162 1.333 0.183 

Optimism -> Work Engagement 0.224 1.485 0.138 

Hope -> Work Engagement 0.099 0.953 0.341 

Resilience -> Work Engagement 0.289 2.864 0.004* 

 

Notes.  * p < .05.

Discussion 

The demographic data in this study 

demonstrate that most of the respondents 

are Malay in the range of age of 21 to 30 

years old and have permanent positions in 

that corporate company. On top of that, 

most respondents also have served 1 to 5 

years throughout their service in the 
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corporate company. Correspondingly, this 

study represented women with a secure job 

position in the young and energetic age.  

Psychological capital serves as one 

important psychological component in 

individuals that helps them connect with 

their work.  Since psychological capital has 

several components, there were questions 

on which influences an individual towards 

their work engagement, especially women 

employees. Findings from this study have 

proven that among those components, 

resilience has influenced women 

employees on their work engagement.

However, self-efficacy, hope and optimism 

do not significantly influence work 

engagement among women employees in a 

corporate sector. 

Based on the results, cultural values and 

norms can influence the perceived 

importance and expression of 

psychological resources especially in 

resilience. In certain cultures, resilience 

may be more strongly emphasized as a 

critical coping mechanism compared to 

individual traits like optimism or self-

efficacy. It can be show in Asian cultures, 

resilience closely associated with 

community support and collective 

endurance (González-Navarro et al., 2019). 

Therefore, it could be result in a stronger 

relationship between resilience and work 

engagement especially among women. 

Meanwhile, self-efficacy and optimism 

focus more on individual resource and may 

not resonate as strongly within this context.  

Resilience can be valuable in high level of 

uncertainty environment or stress, where 

the ability to recover from setback is crucial 

for maintaining engagement. In this study, 

it shows that women employee can face any 

challenge in their workplace. Thus, self-

efficacy, optimism and hope may not 

directly contribute to work engagement 

because their effects could be 

overshadowed by the necessity for 

resilience. 

The small effect size of resilience (f² = 

0.096) indicates that, while statistically 

significant, its impact on work engagement 

is modest. This shows that resilience alone 

may not fully account for variations in work 

engagement. Therefore, there are need for 

future research to incorporate additional 

variables or explore interactions between 

psychological capital to provide a more 

comprehensive understanding of what 

drives engagement. 

In reference to the previous study, there 

were inconsistent results on the relationship 

between psychological capital elements and 

work engagement. However, Othman and 

Nasurdin (2011) study prove that resilience 

has a significant relationship with work 

engagement, especially among Malaysian 

employees. The respondent for the study by 

Othman and Nasurdin (2011) also aligns 

with this study’s respondents since 99% of 

their respondents are represented by 

women. On the contrary, the hope 

component in this study did not 

significantly relate to work engagement, as 

stated by Othman and Nasurdin (2011). 

This result shows that Malaysian women 

employees have a high level of resilience 

towards their work. They can find positive 

meaning in unpleasant situations and 

control their negative emotions related to 

their work (Van Wingerden & Poell, 2019). 

For this reason, those women employees 

can easily cope and adapt when they face 

risky and challenging conditions related to 

their work. Hence, this could influence their 

work engagement when they can manage 

their work environment successfully. 

In contrast, several studies have also 

revealed that self-efficacy, hope, and 

optimism have no significant effects on 

work engagement. Erbasi and Ozbek 

(2017) have proved that self-efficacy does 

not predict an individual work engagement. 

However, these results contradict the 

finding by Karatepe and Karadas, (2015). 

This situation is also replicate the hope and 

optimism component in psychological 
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capital. A previous study by Wang et al. 

(2017) has shown a contradicting result 

from this study’s findings. This is because 

they discovered that hope and optimism 

affected employee work engagement. 

These inconsistent results are most 

probably caused by the difference in 

respondent background, especially on 

gender and work culture.  

Since psychological capital is a relatively 

new scope in industrial psychology, more 

research should explore its relations with 

work engagement. Further and larger 

studies are needed to explore more in this 

area, especially women employees. Large 

sample size can help get more consistent 

results and a robust model representing a 

larger population.  

 

Limitation and Future Research  

 

Potential reasons for the slightly lower 

factor loading were considered to further 

address this issue, such as the complexity 

inherent in the work engagement construct 

or possible measurement error. Future 

studies could benefit from refining the 

measurement items or using larger sample 

sizes to enhance factor loadings across all 

items. While this study’s focus on Malay 

women provides valuable, group-specific 

insights, it also underscores opportunities 

for future research with a more diverse 

sample of women employees in a region to 

broaden the applicability of these findings. 
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