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ABSTRACT

This study tested a conceptual model of the influence of psychological capital on employee
engagement and explored the mediating effects of mediating role of organizational commitment.
The hypothesized relationships were investigated using structural equation modelling. The results
also show the positive significant relationship between psychological capital and employee
engagement, psychological capital and organizational commitment and also between organizational
commitment and employee engagement. Theoretical and operational effects of these results are
addressed in this paper. The data for the study were collected using an online questionnaire survey

with a sample of 153 employees working in UVJ Technologies, CSEZ, Kakkanad.

INTRODUCTION

The reality that humans are the most significant source of organizational goals in today's world. The human
resources in an organization should be driven according to the organizational direction goals and
conducted in this direction. Different strategies are applied by organizational management to improve the
employees' results. Many of these applications will help to increase the positive psychological capital of
the individual.

Psychological capital is a component that helps workers to perform better in the workplace. In terms of
employees' psychological attachment and relationship with the company and among the individuals in the
organization, employee engagement is critical. Organizational commitment has been described as the
connection between workers and their organization (Jacobs & Roodt, 2008). It is less possible that workers
who are engaged will leave the company because of a need to meet and think about needs of their
requirements. There are a few questions are raised, 1. How does psychological capital relate with
organizational commitment? 2. What is the connection between organizational commitment and employee
engagement? 3. What will be the intensity of the mediating factor, organizational commitment to

coordinate between psychological capital and employee engagement?
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Psychological Capital

Psychological capital is a positive psychological state in the development of individuals (Avey, Luthans, & Jensen,
2009). Psychological capital comprises four different components: self-efficacy, optimism, hope and resiliency.
These positive resources are demonstrated to be state-like by Luthans, Youssef, and Avolio (2015). Hence, they
are easy to be developed and improved through training programs, on-the-job activities, and highly focused and

short “micro-interventions” (Luthans, Avey, Avolio, & Peterson, 2010).

Organizational commitment

Scholars from different theoretical perspectives have been attracted to frequently study organizational
commitment (Macedo et al., 2016). Organizational commitment is the degree to which an employee is
willing to exert energy and feel pride for being with the organization (Mowday et al., 1979). Three forms of
organizational commitment are described by literature: affective commitment, normative commitment and

calculative commitment (Thomsen et al., 2016).

Employee Engagement

Employee engagement is the attachment of an employee to his work role; it is the physical, cognitive, and
emotional attachment to the performance—physical dimension refers to physical involvement in the task at
hand, cognitive dimension refers alertness and absorbed at work, and emotional dimension means connection
with job while working with dedication and commitment. Employee engagement is a persistent and pervasive
motivational psychological state (Gupta & Shaheen, 2017). This three-factor engagement model (job
satisfaction and employee attrition) should be used to gauge the levels of employee engagement so that their

levels of happiness can be enhanced (Othman, Mahmud, Noranee and Noordin, 2018).

Psychological capital and organizational commitment

When employee is assigned works suitable to his job needs or he himself is supported to set work goals easily (self-
efficacy), he will be satisfied and has more willingness to work at his organization for a long-term period. Larson
and Luthans (2006) and Youssef and Luthans (2007) show that there is a relationship among hope, optimistic and
employee’s organizational commitment. Apart from optimism, resiliency to challenges in the workplace also
makes the employee to be satisfied in his job’s needs and gain a working commitment attitude at the organization
in a long-term period. Aminikhah et al., (2016) also show that there is a positive effect of psychological capital on

employee’s organizational commitment.

H1: Psychological capital has positive influence on organizational commitment.
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Organizational Commitment and Employee engagement

Social exchange theory (SET) proposes, when two parties fulfill the rules of exchange, a social relationship
built on mutual trust and commitment will be created (Cropanzano and Mitchell, 2005). When employees
are engaged, they are more likely to be committed (Schaufeli and Bakker, 2004). Educational institutes
depend more on the commitment and engagement of their academic staff than other organizations (Rowley,
1996). Moreover, in the context of other services such as nursing (Cho et al., 2006), and dentists (Hakanen
et al., 2008), affective commitment has been found to be a positive outcome of employee engagement.
Therefore, we hypothesize:

H2. Employee engagement is positively related to employees’ affective commitment.
Psychological Capital and employee engagement

Employees with a high level of Psychological capital were more satisfied with their job and tended to help
co-workers or superiors (Jung and Yoon (2015). Karatepe and Karadas (2015) investigated how
Psychological capital affects Romanian frontline employees’ job, career, and life satisfaction. Another study
with a sample of frontline employees in Korea analyzed how Psychological capital influenced work
engagement and employee morale (Paek et al., 2015). Still, it remains unclear how to promote employee
engagement, warranting further examination of the relationship between Psychological capital and employee

engagement.
H3: Psychological capital is positively related with employee engagement.

H4: Organizational commitment mediates the relationship between Psychological Capital and
employee engagement.

RESEARCH METHODOLOGY

CONCEPTUAL MODEL:
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Descriptive research is used. Descriptive research is in which the attributes of a population or

phenomenon being contemplated are depicted. It would likewise attempt to portray the circumstance or

population which falls under some categorical scheme. It doesn't address inquiries regarding

how/when/why these characteristics occurred or happened.

STRUCTURAL EQUATION MODEL

p=0.49

(P<.01)

WorkEng

RELIABILITY AND VALIDITY

Measurement model analysis

Variabl Cronbach’s c it Average R?
ariable Alpha orT1po_s'| e Variance
coefficient Reliability Extracted
Psychological b.676 0.767 0.559
capital
Employee 0.658 0.767 0510 0.436
Engagement
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Organizational 0.573 0.176

0.704 0.789
Commitment

This is a measure of internal consistency. The analysis of Cronbach Alpha is commonly used for
assessing the reliability of the data. This measure of scale reliability shows how closely related a set of
items are as a group. The different acceptable values of alpha ranges fall from 0.70 to 0.95.

The Independent variable psychological capital and independent variable employee engagement falls
below 0.70 this is the minimum acceptable value of Cronbach®s alpha. Therefore, we can conclude that

the internal consistency of the common range is low.

The mediating variable organizational commitment falls in the acceptable range from 0.70 to 0.9,

therefore the internal consistency is good.

Composite reliability is the alternative option due to violation of assumptions in Cronbach*s alpha. The
values of composite reliability between 0.60 to 0.70 are acceptable. The value that is more than 0.90 is
not desirable. The Composite reliability values are high for all the variables. It falls above 0.70 but

below 0.90. This can be interpreted as the better estimate or better value.

Average variable extracted is a measure of the amount of variance. The general requirement of AVE is
>=0.5 and composite reliability >=0.7. All the AVE values are more than the general requirements and

therefore we can understand that there is good relation between the variables and the model is good fit.

The below table is to identify the goodness of fit of a model. The R squared values are of the dependent

variables are as follows:

Work 0.436
engagement

Organisational 0.176
commitment

This value is actually quite high for real-world data. This can be because the data is self- reported, that"s
maybe why we can®t get accurate information, and thus the standard error slow. Smaller values also

indicate that the observations are closer to the fitted line.
Beta coefficient and p-value

The beta coefficients of all the variables are positive. This positive sign indicates that as the predictor
variable increases the response variable also increases. Psychological capital has a significant impact
on Organisational Commitment implied by the Beta value 0.42 and p-value

< 0.01 which is within the acceptance limit. It shows that if the Psychological Capital increases by 1
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unit, then organizational commitment will increase by 0.42 units. Therefore, when the independent

variable psychological capital increase, the mediating variables organisational commitment also

increases.

Organisational Commitment has a significant impact on the employee engagement implied by the Beta
value 0.26 and p-value < 0.01 which is within the acceptance limit. It shows that if the organizational

commitment increases by 1 unit, then employee engagement will increase by 0.26 units.

Psychological capital has a significant impact on the employee engagement implied by the Beta value
0.49 and p-value < 0.01 which is within the acceptance limit. It shows that if the psycap increases by 1
unit, then employee engagement will increase by 0.49 units.

DESCRIPTIVE STATISTICS

. Sample - . Std.
Variables size Minimum Maximum Mean Deviation
Psychological 12
capital 153 60 48.06 8.968

Organizational 153 o 45 37.44 6.380
commitment
Work engagement 153 | 4 37.33 6.961

FUTURE SCOPE OF THE STUDY

The relationship between positive psychological capital and employee engagement was investigated
and mediating role of organizational commitment in this research. The research can be done on a variety
of occupational classes. The relationship between positive psychological capital and other variables
such as happiness, motivation, work life quality, and job satisfaction can be studied further. This
research was carried out in organizations. Comparatively, the same research may be done in public and
private institutions. For school administrators, training sessions on how to enhance teachers' positive
psychological capital levels can be coordinated. It is possible to investigate how different variables
influence the positive outcome. Employees should be given training sessions on how to enhance
employees' positive psychological capital levels can be coordinated. It is possible to investigate how

different variables influence employees' positive psychological capital and organizational engagement.

Future research into the role of Psychological Capital as a moderator of the effects of challenge and
hindrance stressors on work, career, and life satisfaction would likely add to our current understanding.
Furthermore, a time-lagged design (i.e., separating the assessment of the indicator, mediating, and

criterion variables through a time lag) and multiple sources of data (i.e., employee and supervisor
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assessment) are needed for assessing the antecedents and outcomes of Psychological capital among

employees in frontline service employment.

From a practical standpoint, workforce management should invest in high-performance work practices
like rigorous staffing and training. Hiring people with high Psychological Cap and employee
Engagement scores at all levels would result in a pool of workers who are happy with their employment,
careers, and lives. It is also possible to stimulate workers' psychological capabilities through training
programmes. Employees' psychological capital and employee Engagement can be increased by
implementing preparation, empowerment, appreciation and incentives, and job opportunities at the

same time.

CONCLUSION

This study tested a conceptual model of influence of positive psychological capital on employee
engagement and the mediating role of organizational commitment. The findings showed that
psychological capital has a positive influence on employee engagement and there is a mediating role of
organizational commitment. Importantly, organizational commitment was found to mediate the
hypothesized relationships in the model. Specifically, employers working in the software company
displayed higher employee engagement which resulted from positive influence of psychological capital.
Organizational commitment has strong role in bringing employee engagement. Employees who
represent psychological capital are secure in their ability to contribute to the company's plan and
objectives. When faced with difficult circumstances, they see things in a positive light and have the

desire to solve problems and step forward. As a result, they are more likely to put effort into their jobs.

According to the results of the study, it is important to concentrate on the positive aspects of life. The
workplace through employee selection, training, and growth, as well as current and future employee
education and training of employees have to be given more importance. It's also important to think about
recruiting people who are willing to grow, since positive resources like psychological capital — will
benefit from good human resource practises. It is important to provide preparation and growth efforts

for current workers, all of which improve the positive resources of employee’s psychological capital.

Organizational commitment fully mediates the relationship between Psychological capital and
employee engagement, thus highlighting the powerful effect of employee engagement. The major
recommendation of this study is to adopt specific strategies to enhance employees* Psychological capital
and organizational commitment to engage employees, which can potentially increase their work life
balance. Overall, this is the first research study in checking the positive influence of positive

psychological capital on employee engagement and organizational commitment as a mediator.
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