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 Malaysian government-linked companies (GLCs) are expected to not 
only sustain their performance but also to contribute more on the long 
term business and societal value. Thus, in moving towards this direction, 
the organisation needs employees that are energetic and have a secure 
positive connection to their job. This study aims to determine job and 
individual-related factors that influence an individual work engagement. 
Specifically, this study aims at determining the (1) relationship between 
job crafting and work engagement; (2) relationship between 
psychological capital and work engagement. Data were collected from 
201 executives level employees of a high-performance GLC in 
Malaysia. The findings revealed that employees need to have self-
efficacy and optimism in order to be engaged in their work. 
Additionally, social job resources such as feedback and support are also 
found to be crucial to create high work engagement workforce. This 
study is significant to the top management, human resource 
practitioners, managers and supervisors in the understanding job and 
individual factors that would lead to work engagement. This input is also 
beneficial in designing jobs and creating programs that would lead to 
high work engagement among employees. 
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1. Introduction   

Government-linked companies (GLC) play a widespread and pervasive role in a nation’s economy. In 

Malaysia, GLCs are expected to look beyond immediate short-term performance results towards building 

long-term business and societal value. Specifically, GLCs in Malaysia are expected to adopt its core 

activities in ways that contribute to the nation's environmental and development priorities and more widely 

to strengthen the nation’s performance as a whole.   
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In order to survive and in today's competitive business environment, the performance of an organisation 

is highly dependent on its human resources. Work engagement has become a primary concern of scholars 

and particularly practitioners as engaged employees are emotionally involved not only in their jobs but also 

with their organisations. Hence, there is decisive action from them in helping their organisations to persist 

and flourish (Bakker & Demerouti, 2008; Gebauer & Lownan, 2008). For decades, engagement has been a 

popular research area of researchers. Proper work engagement can revitalise existing employees, so that 

newness and strength facilitate in attaining the organisation's goals. Usually, individuals with high work 

engagement attain positive experiences in their jobs; they will feel more attached to the organisation 

(Sonnentag et al., 2016). 

 

Many factors have influenced individuals' perception of work engagement. For example, prior research 

suggests that flexible work engagement (Tims et al., 2015), job autonomy (Macey & Schneider, 2008; 

leijten et al., 2015; Vera et al., 2016), social support (Matthews & Mills, 2014), transformational leadership 

(Vincent-Hoper, 2012; Ghadi, 2013), trust (Chughtai & Buckley, 2009), organisational climate (Hakanen 

& Lindbohm, 2008), career development (Kovarik, 2008; Hakanen & Lindbohm, 2008) were positively 

found to be related to work engagement. Previous research also suggests negative relationships between 

emotional exhaustion (Wirtz, 2017), unpleasant work circumstances (Leijten, 2015), occupational trust 

(Narainsamy & Westhuizen, 2013), job demands (Bakker & Demerouti, 2007) and work engagement.  

Since work engagement involves employees in the organisation, it is essential to look at the factors that 

influence work engagement from the perspective of the job and employee. Thus, the focus of this study is 

to: (1) determine the relationship between job crafting (structural job resources, hindering job demands, 

social job resources, and challenging job demands) and work engagement; (2) determine the relationship 

between psychological capital (self-efficacy, hope, resiliency, and optimism) and work engagement.   

 

2. Literature Review 

1.1 Work Engagement 

The concept of work engagement comprises of employee’s relationship with their job and strength of 

the connection between the employee and the job. Various authors have discussed different definitions and 

viewpoints of the work engagement concept.  Work engagement was initially described by Kahn (1990) as 

a motivational concept, where employees' physical, cognitive and emotional energies are directed towards 

work. He indicated that how an employee perceives the work encompassing employees influence the degree 

of the person's favourable engagement with it. Other than that, Bakker, Rodiguez-Munoz and Sans-Vergel 

(2016) and Schaufeli et al. (2004) revealed that engaged employees are highly energetic and self-efficacious 

people and these characteristics can influence events and sequentially affect their life. Usually, engaged 

employees describe their tiredness as pleasant as they enjoy the working environment, and this can lead to 

positive accomplishments. Bakker et al. supported this view., (2016) whereby, they explained that engaged 

employees perceived working as fun, unlike workaholics who work hard because of strong and irresistible 

inner drive. 

Next, workers' psychological immersion, striving, absorption, focus and involvement in their work 

roles have been referred as work engagement (Bakker, 2011; Macey, Schneider, Barbera & Yong, 2009). 

Other than that, a different perspective of looking at the construct of work engagement is to consider it as 

something opposite of workers' burnout (Gonzales, Schaufeli, Bakker, & LIoret, 2006; Maslach, Schaufeli, 
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& Leiter, 2011). Saks (2006), meanwhile defined work engagement as a unique construct and distinct 

comprising of cognitive, enthusiastic and behavioural components related to person role performance. 

Coffman and Gonzalez-Molina (2002) in their study, on the other hand, revealed that work engagement is 

one of the major drivers contributing to enhancing an organisation's performance and growth. 

 

Work engagement is a multidimensional (Law et al., 1998; Rich et al., 2010) variable which consisted 

of three dimensions such as vigour, dedication, and absorption. Some researcher used as multidimensional 

and some other research used it as a unidimensional variable. The three dimensions under work engagement 

are namely, vigour, dedication and absorption. Specifically, vigour is referred to as a feeling that is highly 

energetic and willing to work even in the face of difficulties (Schaufeli, 2004). Dedication is a feeling a 

sense of significance, enthusiasm, inspiration, pride, and challenge (Schaufeli, 2004). Absorption, on the 

other hand, is referred to as being fully focused and deeply engrossed in one’s work (Schaufeli et al., 2004). 

1.2 Job Crafting and Work Engagement 

Job crafting was first proposed by Wrzesniewski and Dutton (2001) as an expansion of the concept of 

job design that is considered as a top-down function of managers to plan and create jobs of their 

subordinates formally. Peeters et al. (2012) state that the central characteristic of job crafting is that 

employees alter their job based on their preferences. Other than that, job crafting referred to as the process 

by which managers decide individual job tasks and the required authority for their subordinates (Gibson et 

al., 1994; Greg & Hackman, 2010). Tims and Bakker (2010) formulate job crafting in the context of the 

model of Job Demands Resources (JD-R model) by Bakker and Demerouti (2007). This model concludes 

that all job characteristics in a working environment can be sorted in job demands where physical and 

psychological perspectives of the work that need continued effort or abilities. 

 

Job crafting is represented by four dimensions (Tims et al., 2012). Firstly, structural job resources. 

Structural job resources refer to design aspects, such as opportunities for autonomy and development (Tims 

et al., 2012). Secondly, hindering job demands. Hindering job demands are stressful demands that barriers 

personal growth, learning and reaching goals (Tims et al., 2012). Thirdly, social job resources. It refers to 

the social aspects of the job, such as feedback and support from colleagues (Tims et al., 2012). Finally, the 

last dimension is challenging job demands. Challenging job demands are demands that promote personal 

growth and stimulate individuals to achieve challenging goals (Crawford et al., 2010).  
 

It was found from past studies that there was a positive relationship between job crafting and work 

engagement (Van Wingerden et al., 2017; Bakker et al., 2012; Petrou et al., 2012). Specifically, job crafting 

behaviour is linked to work engagement when employees concentrate on expanding their challenging job 

demands and resources (Van Wingerden et al., 2017; Tims, Bakker & Derks, 2013; Tims et al., 2012). 

Besides, Tims et al. (2015) found that job resources and challenging job demands are drivers of higher 

levels of work engagement. Moreover, Veerle Brenninkmeijer and Marleen Hekkert-Koning, (2015) 

revealed that structural job resources and social resources have a positive relationship with work 

engagement. Other research by Petrou et al. (2012) revealed that crafting hindering job demands and work 

engagement has a negative relationship. Therefore, it is hypothesised that; 

 

H1:  There is a significant positive relationship between job crafting (structural job resources, hindering 

job demands, social job resources, challenging job demands) and work engagement. 

H1a:  There is a significant positive relationship between structural job resources and work engagement.  

H1b:  There is a significant negative relationship between hindering job demands and work engagement. 
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H1c:  There is a significant positive relationship between social job resources and work engagement. 

H1d:  There is a significant positive relationship between challenging job demands and work engagement. 

1.3 Psychological Capital and Work Engagement 

Psychological capital is a higher-order "core construct" which is unique and measurable, a more useful 

indicator of both performance and work satisfaction than the individual variables constitute it (Luthans, 

Avolio, Avey, & Norman, 2007).  Also, Avolio and Luthans (2006); Luthans and Youssef (2004) in their 

study revealed that psychological capital is about "who you are" and, in the developmental sense, "whom 

you are becoming". Specifically, psychological capital emphasised on the formative nature of self in which 

from the actual to possible (Avolio & Luthans, 2006). Luthans et al., (2007) mentioned that in order to 

determine the human assets in organisations, psychological capital provides a more general structure by 

constantly integrating human and social capital. 

 

Psychological capital (PsyCap) is a higher-order positive state comprising the four sub facets: self-

efficacy, hope, resilience, and optimism (Luthans, Youssef, & Avolio, 2007). Self-efficacy is having 

confidence to take on and put in the necessary effort to succeed in managing challenging tasks (Luthans et 

al., 2007). Hope, on the other hand, refers to persevering towards goals and, when necessary, redirecting 

paths to goals in order to succeed (Luthans et al., 2007). Meanwhile, resilience refers to when beset by 

problems and adversity, sustaining and bouncing back and even beyond to attain success (Luthans et al., 

2007). Last but not least, optimism. It refers to the mental attitude to interpreting situations and events 

positively. It is about making a positive attribution about succeeding now and in the future (Luthans et al., 

2007). 

 

Karatepe and Karadas (2015) analysed that engaged employees are equipped with the characteristics of 

self-efficacy, hope, resilience, and optimism. In other words, individuals with higher levels of positive 

emotions frequently experience higher levels of engagement and more social integration—conversely, 

those with profound psychological capital experience lower levels of work engagement (Avey, 2009). 

Employees who have high psychological capital will feel energetic and committed and willingly involve in 

their work (Karatepe & Karadas, 2015). Accordingly, it was hypothesised that psychological capital 

positively related to employees' work engagement. Sweetman and Luthans (2010) also indicated that 

psychological capital and work engagement was positively related. In light of this, the study from Karatepe 

and Karadas, (2015) proposed that employees who have a sense of self-efficacy are propitious which can 

thrive against service encounters, and have optimistic view display higher work engagement. Therefore, it 

was proposed that psychological capital was positively related to employees' work engagement. This was 

related to the previous study that employees who have a sense of self-efficacy are propitious which can 

flourish in service encounters, and have optimistic view displayed through higher work engagement 

(Karatepe & Karadas, 2015). Similarly, Xanthopoulou et al. (2007) indicated that self-efficacy and 

optimism have a positive relationship with work engagement. Therefore, it is hypothesised that: 

 

H2:  There is a significant positive relationship between psychological capital (self-efficacy, hope, 

resilience, optimism) and work engagement.  

H2a:  There is a significant positive relationship between self-efficacy and work engagement.   

H2b:  There is a significant positive relationship between hope and work engagement. 

H2c:  There is a significant positive relationship between resilience and work engagement.   

H2d:  There is a significant positive relationship between optimism and work engagement. 
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The proposed research framework is as displayed in Figure 1. 

 

 

 

 

 

 

 

 

 

 

 

 

Fig. 1. Research Framework 

2. Methodology 

This study utilised a quantitative research design. Correctly, the correlational study approach was used 

for this study. Data were collected using a self-administered survey using a purposive sampling method. 

Executive-level employees from one of the GLCs in Malaysia were selected as the respondents of the study. 

This particular GLC company was selected due to its critical role in the nation’s economy and its long term 

mission to sustain a high-performance organisation. Executive-level employees were chosen in this study 

due to their critical competencies and role in the organisation.  

To measure work engagement, the study adopted a short version of the Utrecht Work Engagement Scale 

(UWES-9) originated and validated by Schaufeli et al. (2006).  UWES-9 used to assess work engagement 

consisted of nine items. Twenty-one items were developed by Tims et al. (2012) was used to measure job 

crafting, where three-dimension consist of five items respectively, while the remaining dimension consisted 

of six items. Psychological capital, on the other hand, was measured using instruments developed by 

Luthans et al., (2007), which was made up of twenty-four items where each of the dimensions consisted of 

six items. For work engagement and job crafting scales, this study used a 5-point Likert Scale ranging from 

1 = "never" to 5 = "often". 

Meanwhile, the measures of 5-point Likert Scale for psychological well-being ranged from 1 = "strongly 

disagree” to 5 = “strongly agree”. Statistical analyses such as descriptive analysis, reliability analysis, 

correlational analysis and multiple regression analysis were used in the study.  All data were analysed using 

Statistical Package for the Social Sciences Software (SPSS) version 21.  

3. Findings 

3.1 Demographic profile 

Data were collected from 201 respondents yielding a response rate of 80 per cent, where the respondents 

consist of 59.2 per cent of female and 40.8 per cent of male respondents. The majority of the respondents 

(74.1 per cent) were in the range of 31 to 40 years old.  All respondents involved in this study were Muslim, 

and 78 per cent of them are married. Almost all of the respondents graduated with a bachelor degree (93.5 

%). Most respondents involved in the study were working at an executive-level position (62.2 per cent), 

and remaining of the respondents were managers and above. 30.3 per cent of the respondents have a tenure 

Job Crafting 
Structural job resources 
Hindering job demands 
Social job resources 
Challenging job demands 

H1 (a, b, c ,d) 

 

 
Work Engagement 

Psychological Capital 
Self-efficacy 
Hope 
Resilience 
Optimism 

 

H2 (a, b, c ,d) 
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less than five years working in the organisation. Out of the 201 respondents, 10.9 per cent of respondents 

have a part-time job.  

3.2 Reliability and Descriptive Analysis 

Table 1 shows the reliability values and detailed analysis results of all variables used in the study. All 

variables were found to be acceptable and reliable based on their Cronbach alpha values which ranged 0.71 

to 0.85. These values exceeded.70 and considered acceptable, as suggested by Nunnaly (1994). The highest 

mean score among the variables were social job resources, and it was also found that work engagement 

scored the lowest mean among all variables. Specifically, the mean scores for all variables used in the study 

ranged from 3.61 to 3.96. Meanwhile, the standard deviation of the variables ranges from .55 to .77. 

 

Table 1. Reliability and Descriptive Analysis 

Variables No. of 
Items 

Cronbach 
Alpha 

Items 
Dropped 

Mean Standard 
Deviation 

Job Crafting      

Structural job resources 5 0.78 - 3.83 0.77 
Hindering job demands 6 0.77 - 3.72 0.67 

Social job resources 5 0.71 - 3.96 0.58 

Challenging job 
demands 

5 0.78 - 3.65 0.64 

Psychological Capital      

Self-efficacy 6 0.72 - 3.62 0.64 
Hope 6 0.81 - 3.81 0.58 

Resilience 6 0.77 - 3.81 0.55 

Optimism 6 0.79 - 3.61 0.75 
Work engagement 9 0.85 - 3.60 0.66 

 

3.3 Pearson Correlation Analysis 

Pearson correlation analysis was conducted to examine the associations between variables in the study. 

Based on the result in Table 2, the variables measured in the study are inter-related. All job crafting 

dimensions were found to be correlated to work engagement. Specifically, it was found that there was a 

significant positive correlation between structural job resources and work engagement with (r=.50, p<0.01), 

Furthermore, there was a medium positive relationship between hindering job demand and work 

engagement with (r=.39, p<0.01). Next, there is a small positive correlation between social job resources 

and work engagement with (r=.21, p<0.01), with a high level of work engagement is associated with a high 

level of social job resource. Furthermore, there was a small positive correlation between challenging job 

demand and work engagement with (r=.13, p<0.01), with a high level of work engagement is associated 

with a high level of challenging job demand. 

 
Besides, it was found that only three psychological capital dimensions were found to be related to work 

engagement. Specifically, it was found that there was a sizeable positive correlation between self-efficacy 

and work engagement with (r=.65, p<0.01), with a high level of work engagement is associated with a high 

level of self-efficacy. Furthermore, there was a small positive correlation between hope and work 

engagement with (r=.13, p<0.01) and there was a medium correlation between optimism and work 

engagement with (r=.31, p<0.01). However, no correlation was found between resilience and work 

engagement.  
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Table 2.  Pearson Correlation Analysis 

 WE StrJR HJD SocJR CJD SE Hope Res. Opt. 

Work Engagement 

 
1         

Structural Job Resources 

 
.507** 1        

Hindering Job Demands 
 

.397** .457** 1       

Social Job Resources 

 
.214** .199** .145* 1      

Challenging Job Demands 

 
.135* .133** .104 .184** 1     

Self-Efficacy 

 
.653** .764** .495** .142* .228** 1    

Hope 
 

.132* .160* .158* .175** .360** .132* 1   

Resilience 

 
.027 .061 .251** .066 .105 -.010 .204** 1  

Optimism 

 
.319** .393** .394** .073 -.123* .275** .060 .149* 1 

Note: 

** Correlation is significant at the 0.01 level (2-tailed) 
* Correlation is significant at the 0.05 level (2-tailed) 

3.4 Multiple Regression Analysis 

Table 3 below summarises the result of multiple regression analysis. Based on the result, R2 for the 

research model is .46. Thus, all the independent variables explained 46 per cent of variance on work 

engagement. Other factors explain the remaining 54 per cent. Based on the F value, the model is significant 

(p<.05) with an F value of 20.90. Out of the four job crafting dimensions, only social job resources have a 

significant positive relationship with work engagement. In other words, social job resources contribute to 

work engagement (β= .12, p<.05). Thus, H1c is supported. However, the findings of the study also show 

that there is no relationship between structural job resources, hindering job demands and challenging job 

demands with work engagement. Thus, no support was found in H1a,  H1b,  H1d,   

 
Table 3. Multiple Regression Analysis 

Independent Variables β 

Job Crafting 
 

Structural job resources 

Hindering job demands 
Social job resources 

Challenging job demands 

 

 
 

             -.08 

.04 
.  12* 

             -.01 

Psychological Capital 

 

Self-efficacy 
Hope 

Resilience 

Optimism 
 

 

 

     .63** 
 .03 

              -.00 

   .14* 

F Value 

R² 
Adjusted R² 

20.9 

     .46 
     .44 

Dependent variable: Work engagement 

 

Other than that, only two out of four dimensions under psychological capital, namely self-efficacy 

and optimism, has a significant positive relationship with work engagement. Primarily, self-efficacy was 
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found to be highly influenced by work engagement (β= .63, p<.01). In other words, the higher self-efficacy 

of an individual, the more likely they are engaging with their work. This is followed by optimism that was 

also found to influence work engagement (β= .14, p<.05). Thus, H2a,  H2d,  is supported. The result shows 

no relationship between hope, resilience and work engagement. No support was found in H2b,  H2c. 

 

4. Discussions and Conclusions 

Based on the results, out of the four dimensions of job crafting, only social job resources have a 

significant positive relationship with work engagement. Tims et al. (2012) refer to social job resources as 

social aspects of the job, which involves support and feedback from their colleagues. With tremendous 

support and feedback, an individual is expected to be more motivated and highly energetic towards their 

job. This finding is similar to a study conducted by Tims et al. (2013). However, no relationship was found 

between structural job resources, hindering job demands and challenging job demands and work 

engagement. Two reasons can explain this. Firstly the usage of job crafting may involve reversed causation 

or reversed relationship (Sonnentag, 2008) since job crafting was theorised to be a behaviour that occurs 

regularly (Wrzesniewski & Dutton, 2001) and daily (Petrou et al., 2012; Tims et al., 2014).  Thus, there are 

days that an employee feel recovered and they showed more engagement and subsequently showed more 

proactive work behaviour and the existence of reciprocal relationship might happen (Hakanen, Perhoniemi, 

& ToppinenTanner, 2008). Secondly, it is suggested that the optimal time frame is needed to study the 

effect of each dimension of job crafting over time. Thus, the use of cross-sectional design may also found 

to be the reason for the non-significant relationship between job crafting and work engagement (Sakuraya 

et al., 2017). 

 

The findings also revealed that only two dimensions under psychological capital, namely self-efficacy 

and optimism, have a significant positive relationship with work engagement. This is consistent with the 

previous study conducted by  Xanthopoulou et al. (2007). The fact that self-efficacy has the most substantial 

influence on work engagement can be explained by those with self-efficacy are propitious in which they 

can thrive in a high-performance context (Karatepe & Karadas, 2015). Individuals with high self-efficacy 

would usually have an optimistic view which would subsequently lead to higher work engagement 

(Karatepe & Karadas, 2015). Hope and resilience, on the other hand, do not have any relationship with 

work engagement. Hope may not be significant because employees may need more than just perseverance 

in working towards organisational goals. These findings are similar to the previous study conducted by 

Fields, Wilder, Bunch and Newbold (2008) that younger generation employees tend to work for material 

values in order to be engaged to work. Resilience, on the other hand, is not determined by rare and unique 

qualities, it refers to the capacity to face adverse events successfully (Mastern, 2001) and it changes with 

time (Stewart, Reid, & Mangham, 1997). Thus, employees might not be able to bounce back from high job 

demands which lead to mentally stressful and less engaged in their work for several period time. 

 

This study, in particular, looks at two different factors, namely job and individual-related factors that 

influence work engagement. Therefore, the study provides practical implication to the top management of 

GLCs, human resource practitioners, managers and supervisors on the job and individual-related factors 

that lead to work engagement. The study reveals that only one dimension of job crafting namely social job 

resources was found to have a significant positive relationship with work engagement. Endless support and 

feedback should be given to the employees as it will lead them to be more focused and enthusiastic in doing 

their work in which it will lead to a high level of work engagement among employees. Moreover, employees 
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should be encouraged to be involved in decision making, as it will increase their sense of belonging in 

doing their work. As for the individual-related factor, self-efficacy and optimism were found to have a 

significant positive relationship with work engagement. Thus, in order to increase the self-efficacy of 

employees, the management needs to ensure that job demands given are appropriate. 

 

Additionally, goals and expectations for employees are being set reasonably. Meanwhile, the 

management can help to increase the level of optimism among employees by offering development 

opportunities and share the employees’ success as well as the success of others. This would help to boost 

the motivation of employees and increase their willingness to be more proactive in achieving goals. 

Future study should be expanded to a few GLCs from various sectors in Malaysia in order to improve 

its generalizability. This may represent a more diverse demographic in the study. Future study should also 

utilise a longitudinal research design in order to obtain a better perspective of job crafting and counteract 

the disadvantages of the cross-sectional design. Finally, as this study only limited to direct relationships of 

the variables, future researchers could seek to enlarge the pool of potential explanatory variables and 

additional moderating or mediating variable to enable the researcher to understand better the dynamic 

framework between job crafting, psychological capital and work engagement. 

References 

Avolio, B.J., Gardner, L.G., Walumbwa, F.O., Luthans, F. and May, D.R. (2004). Unlocking them ask: a 
look at the process by which authentic leaders impact follower attitudes and behaviours. The 
Leadership Quarterly, Vol. 15 No. 6, pp. 801-823. 

Avey, J. B., Luthans, F., & Jensen, S. M. (2009). Psychological capital: A positive resource for combating 
employee stress and turnover. Human resource management, 48(5), 677-693. 

Bakker, A. B., Hakanen, J. J., Demerouti, E., & Xanthopoulou, D. (2007). Job resources boost work 
engagement, mainly when job demands are high. Journal of educational psychology, 99(2), 274. 

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career development 
international, 13(3), 209-223. 

Bakker, A. B. (2011). An evidence-based model of work engagement. Current directions in psychological 
science, 20(4), 265-269. 

Bakker, A. B., Tims, M., & Derks, D. (2012). Proactive personality and job performance: The role of job 
crafting and work engagement. Human relations, 65(10), 1359-1378. 

Bakker, A. B., Breevaart, K., & Demerouti, E. (2014). Daily self-management and employee work 
engagement. Journal of Vocational Behavior, 84(1), 31 – 38. 

Bakker, A. B., Rodríguez-Muñoz, A., & Sanz Vergel, A. I. (2016). Modelling job crafting behaviours: 
Implications for work engagement. Human relations, 69(1), 169-189. 

Brenninkmeijer, V., & Hekkert-Koning, M. (2015). To craft or not to craft: The relationships between 
regulatory focus, job crafting and work outcomes. Career Development International, 20(2), 147-162. 

Crawford, E. R., LePine, J. A., & Rich, B. L. (2010). Linking job demands and resources to employee 
engagement and burnout: a theoretical extension and meta-analytic test. Journal of applied psychology, 
95(5), 834. 

Coffman, C., Gonzalez-Molina, G., & Gopal, A. (2002). Follow this path: How the world's greatest 



69 Norashikin Hussein et al. / Journal of Emerging Economies and Islamic Research (2020) Vol. 8, No. 2 

©UiTM Press, Universiti Teknologi MARA 

organisations drive growth by unleashing human potential. Business Plus. 

Chughtai, A. A., & Buckley, F. (2009). Linking trust in the principal to school outcomes: The mediating 
role of organisational identification and work engagement. International journal of educational 
management, 23(7), 574-589. 

Demerouti, E., & Bakker, A. B. (2011). The job demands-resources model: Challenges for future drive 
research. SA Journal of Industrial Psychology, 37(2), 01-09. 

Diener, E. (2008). Happiness: Unlocking the Mysteries of Psychological Wealth. (online). Malden. 

 
Fields, B., Wilder, S., Bunch, J., & Newbold, R. (2008). Millennial leaders: Success stories from today's 

most brilliant generation & leaders, Writers of the Round Table Press, New York. 

Gebauer, J., Lowman, D., & Gordon, J. (2008). Closing the engagement gap: How great companies unlock 
employee potential for superior results. Penguin. 

Ghadi, M. Y., Fernando, M., & Caputi, P. (2013). Transformational leadership and work engagement. 
Leadership & Organization Development Journal. 

Gibson, J. L. J. M., & Donnelly Jr, J. H. (1994). Organisations: behaviour, structure, processes/James L. 
Gibson, John M. Ivancevich, James H. Donnelly, Jr (No. 658.4 G5 1994). 

González-Romá, V., Schaufeli, W. B., Bakker, A. B., & Lloret, S. (2006). Burnout and work engagement: 
Independent factors or opposite poles?. Journal of vocational behaviour, 68(1), 165-174. 

Gratz, N., Siller, M., Schaljo, B., Pirzada, Z. A., Gattermeier, I., Vojtek, I., ... & Kovarik, P. (2008). Group 
A streptococcus activates type I interferon production and MyD88-dependent signalling without 
involvement of TLR2, TLR4, and TLR9. Journal of Biological Chemistry, 283(29), 19879-19887. 

Grey. R. & Hackman, J. R. (2010). Not what it was and not what it will be: The future of job design research. 
Journal of organisational behaviour, 31(2‐3), 463-479 

Hakanen, J. J., & Lindbohm, M. L. (2008). Work engagement among breast cancer survivors and the 
referents: the importance of optimism and social resources at work. Journal of Cancer Survivorship, 
2(4), 283-295. 

Hakanen, J. J., Perhoniemi, R., & Toppinen-Tanner, S. (2008). Positive gain spirals at work: From job 
resources to work engagement, personal initiative and work-unit innovativeness. Journal of vocational 
behaviour, 73(1), 78-91. 

Karatepe, O. M., & Karadas, G. (2015). Do psychological capital and work engagement foster frontline 
employees’ satisfaction? A study in the hotel industry. International Journal of Contemporary 
Hospitality Management, 27(6), 1254-1278. 

Karatepe, O. M., & Avci, T. (2017). The effects of psychological capital and work engagement on nurses’ 
lateness attitude and turnover intentions. Journal of Management Development, 36(8), 1029-1039. 

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. 
Academy of management journal, 33(4), 692-724. 

Law, K. S., Wong, C. S., & Mobley, W. M. (1998). Toward a taxonomy of multidimensional constructs. 
Academy of management review, 23(4), 741-755. 

Leijten, F. R., van den Heuvel, S. G., van der Beek, A. J., Ybema, J. F., Robroek, S. J., & Burdorf, A. 
(2015). Associations of work-related factors and work engagement with mental and physical health: a 
1-year follow-up study among older workers. Journal of occupational rehabilitation, 25(1), 86-95. 



70 Norashikin Hussein et al. / Journal of Emerging Economies and Islamic Research (2020) Vol. 8, No. 2 

©UiTM Press, Universiti Teknologi MARA 

Leijten, F. R., de Wind, A., van den Heuvel, S. G., Ybema, J. F., van der Beek, A. J., Robroek, S. J., & 
Burdorf, A. (2015). The influence of chronic health problems and work-related factors on loss of paid 
employment among older workers. J Epidemiol Community Health, 69(11), 1058-1065. 

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). Positive psychological capital: 
Measurement and relationship with performance and satisfaction. Personnel Psychology, 60(3), 541-
572. 

Luthans, F., & Youssef, C. M. (2004). Human, social, and now positive psychological capital management: 
Investing in people for competitive advantage. 

Luthans, F., Avey, J. B., Avolio, B. J., Norman, S. M., & Combs, G. M. (2006). Psychological capital 
development: toward a micro‐intervention. Journal of Organizational Behavior: The International 
Journal of Industrial, Occupational and Organisational Psychology and Behavior, 27(3), 387-393. 

Luthans, F., Youssef, C. M., & Avolio, B. J. (2007). Psychological capital: Investing and developing 
positive organisational behaviour. Positive organisational behaviour, 1(2), 9-24. 

Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and 
organisational Psychology, 1(1), 3-30. 

Macey, W. H., Schneider, B., Barbera, K. M., & Young, S. A. (2009). Engaging engagement. Employee 
Engagement: Tools for Analysis, Practice, and Competitive Advantage, Wiley-Blackwell, Oxford, UK. 

Maslach, C. (2011). Burnout and engagement in the workplace: New perspectives. The European Health 
Psychologist, 13(3), 44-47. 

Masten, A. S. (2001). Ordinary magic: Resilience processes in development. American psychologist, 56(3), 
227. 

Masten, A. S., Cutuli, J. J., Herbers, J. E., & Reed, M. J. (2009). Resilience in development. In S. J. Lopez 
& C. R. Snyder (Eds.), Oxford handbook of Positive Psychology (pp. 117-132). New York: Oxford 
University Press. 

Matthews, R. A., Mills, M. J., Trout, R. C., & English, L. (2014). Family-supportive supervisor behaviours, 
work engagement, and subjective well-being: A contextually dependent mediated process. Journal of 
occupational health psychology, 19(2), 168. 

Narainsamy, K., & Van Der Westhuizen, S. (2013). Work-related well-being: Burnout, work engagement, 
occupational stress and job satisfaction within a medical laboratory setting. Journal of Psychology in 
Africa, 23(3), 467-474. 

Nunnally, J., & Bernstein, I. (1994). Psychometric Theory 3rd edition (MacGraw-Hill, New York). 

Oldham, G. R., & Hackman, J. R. (2010). Not what it was and not what it will be: The future of job design 
research. Journal of organisational behaviour, 31(2‐3), 463-479. 

Peeters, M. C., Schaufeli, W. B., Petrou, P., Demerouti, E.,  & Hetland, J. (2012). Crafting a job on a daily 
basis: Contextual correlates and the link to work engagement. Journal of Organizational Behavior, 
33(8), 1120-1141. 

Petrou, P. A. R. A. S. K. E. V. A. S., Demerouti, E. V. A. N. G. E. L. I. A., Peeters, M., & Schaufeli, W. 
(2012). Crafting a job on a daily basis: Contextual antecedents and the effect on work engagement. 
Journal of Organizational Behavior, 33(8), 1120-1141. 

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and effects on job 
performance. Academy of management journal, 53(3), 617-635. 

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of managerial 



71 Norashikin Hussein et al. / Journal of Emerging Economies and Islamic Research (2020) Vol. 8, No. 2 

©UiTM Press, Universiti Teknologi MARA 

psychology, 21(7), 600-619. 

Sakuraya, A., Shimazu, A., Eguchi, H., Kamiyama, K., Hara, Y., Namba, K., & Kawakami, N. (2017). Job 
crafting, work engagement, and psychological distress among Japanese employees: a cross-sectional 
study. BioPsychoSocial medicine, 11(1), 6. 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship with burnout 
and engagement: A multi‐sample study. Journal of Organizational Behavior: The International 
Journal of Industrial, Occupational and Organisational Psychology and Behavior, 25(3), 293-315. 

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement with a 
short questionnaire: A cross-national study. Educational and psychological measurement, 66(4), 701-
716. 

Schaufeli, W., & Salanova, M. (2011). Work engagement: On how to better catch a slippery concept. 
European Journal of Work and Organizational Psychology, 20(1), 39-46. 

Schneider, B., Barbera, K. M., & Young, S. A. (2009). Employee Engagement: Tools for Analysis, Practice, 
and Competetive Advantage. 

Schneider, B., Macey, W. H., Barbera, K. M., & Martin, N. (2009). Driving customer satisfaction and 
financial success through employee engagement. People and Strategy, 32(2), 22. 

Sonnentag, S., Mojza, E. J., Binnewies, C., & Scholl, A. (2008). Being engaged at work and detached at 
home: A week-level study on work engagement, psychological detachment, and affect. Work & Stress, 
22(3), 257-276. 

Sonnentag, S., & Kühnel, J. (2016). Coming back to work in the morning: Psychological detachment and 
reattachment as predictors of work engagement—Journal of Occupational Health Psychology, 21(4), 
379. 

Stewart, M., Reid, G., & Mangham, C. (1997). Fostering children's resilience. Journal of Pediatric Nursing, 
12(1), 21-31. 

Sweetman, D., & Luthans, F. (2010). The power of positive psychology: Psychological capital and work 
engagement. Work engagement: A handbook of essential theory and research, 54-68. 

Tims, M., & Bakker, A. B. (2010). Job crafting: Towards a new model of individual job redesign. SA 
Journal of Industrial Psychology, 36(2), 1-9. 

Tims, M., Bakker, A. B., & Derks, D. (2012). Proactive personality and job performance: The role of job 
crafting and work engagement. Human relations, 65(10), 1359-1378. 

Tims, M., Bakker, A. B., & Derks, D. (2013). The impact of job crafting on job demands, job resources, 
and well-being. Journal of occupational health psychology, 18(2), 230. 

Tims, M., Bakker, A. B., Derks, D., & Van Rhenen, W. (2013). Job crafting at the team and individual 
level: Implications for work engagement and performance. Group & Organization Management, 38(4), 
427-454. 

Tims, M., Bakker, A. B., & Derks, D. (2015). Examining job crafting from an interpersonal perspective: Is 
employee job crafting related to the well‐being of colleagues?. Applied Psychology, 64(4), 727-753. 

Tugade, M. M., & Fredrickson, B. L. (2004). Resilient individuals use positive emotions to bounce back 
from negative emotional experiences. Journal of personality and social psychology, 86(2), 320. 

Van Wingerden, J., Bakker, A. B., & Derks, D. (2017). Fostering employee well-being via a job crafting 
intervention. Journal of Vocational Behavior, 100, 164-174. 



72 Norashikin Hussein et al. / Journal of Emerging Economies and Islamic Research (2020) Vol. 8, No. 2 

©UiTM Press, Universiti Teknologi MARA 

Vera, M., Martínez, I. M., Lorente, L., & Chambel, M. J. (2016). The role of co-worker and supervisor 
support in the relationship between job autonomy and work engagement among Portuguese nurses: A 
multilevel study. Social Indicators Research, 126(3), 1143-1156. 

Veerle Brenninkmeijer Marleen Hekkert-Koning, (2015), "To craft or not to craft", Career Development 
International, Vol. 20 Iss 2 pp. 147 – 162. 

Vincent‐Höper, S., Muser, C., & Janneck, M. (2012). Transformational leadership, work engagement, and 
occupational success. Career development international. 

Wirtz, N., Rigotti, T., Otto, K., & Loeb, C. (2017). What about the leader? Crossover of emotional 
exhaustion and work engagement from followers to leaders. Journal of occupational health 
psychology, 22(1), 86. 

Wrzesniewski, A., & Dutton, J. E. (2001). Crafting a job: Revisioning employees as active crafters of their 
work. Academy of management review, 26(2), 179-201. 

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2007). The role of personal resources 
in the job demands-resources model. International journal of stress management, 14(2), 121. 

 

 

 


