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Abstract:

The concepts of optimism and employee engagement as mechanisms to improving
individual performance have been discussed in management literature. Although studies
on optimism in the workplace are relatively limited, evidence certainly exists that links
the concept to improvement in individual and workplace performance. This study sought
to investigate the extent to which optimism influence work Engagement among middle
level managers in State Corporations in Kenya. The study was informed by social
learning theory. To achieve this, the study adopted a cross sectional quantitative survey
design. The target population was the middle level managers in State Corporations in
Kenya. A total of 389 middle level managers were sampled and self-administered
questionnaires issued. The data collected was analysed using descriptive and inferential
statistics using SPSS computer software. Multiple regression model indicated that
optimism predicts 0.036 (3.6%) of work engagement which was insignificant.
Consequently, the predictor did not have a statistically significant effect on Work
engagement. The coefficients show that the prediction of work engagement in relation to
optimism was insignificant (1= 0.013, p>.01). Thus optimism was not a significant
predictor of work engagement, though methodological limitations may have impacted
on this result. This study recommends government agencies in Kenya to assess and
identify optimistic employees and also cultivate a working environment that promotes
optimism. Executives would promote optimism by instituting measures and practices
within its operating systems that create a work environment that assures the employees
of their future. Managers ought to be faithful to its promises, particularly on matters
touching employees. They should also be able to identify and nurture optimistic
employees, by so doing they enhance the level of employee engagement and subsequent
improvement of organizational performance.
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1. Introduction

The role of personality has been recognized widely in work psychology particularly in
stress-related well-being research (Makikangas, Feldt, Kinnunen, & Mauno, 2013), and
thus the integration of both job-related and personal resources in predicting well-being
has become crucial. Interest in personality characteristics influencing the perception of
and reaction to the same environmental features has increased. A recent review of
personality differences in occupational well-being (Madkikangas et al., 2013), however,
demonstrates that we still lack full understanding of the role of personality in employee
well-being. The emergence of positive psychology (Seligman & Csikszentmihalyi, 2000)
has given rise to novel challenges and posed the question of what kind of personality
nourishes employees’ occupational well-being, including work engagement.

Job resources on their own have been found to be robust predictors of positive
occupational well-being (Bakker & Demerouti, 2007; Mauno, Feldt, Makikangas, &
Kinnunen, 2010). The inclusion of one of the flagships of positive psychology — optimism
— however, brings additional complexity as it is expected, in addition to exerting direct
influence. Work engagement, as one of the central concepts of occupational well-being in
the field of positive occupational psychology, is defined as a positive, fulfilling, work-
related state of mind characterized by vigor, dedication, and absorption (Schaufeli,
Salanova, Gonzalez Roma, & Bakker, 2002). Engaged employees are enthusiastic,
dedicated, and fully involved in their work (Bakker, Schaufeli, Leiter, & Taris, 2008). This
in turn could lead to increased individual and/or group performance as well as become
a strong foundation for sustainability of organizations.

Bakker et al., (2008) defined work engagement as a positive, fulfilling, affective-
motivational state of work-related well-being. The term employee engagement, often
used interchangeably with work engagement, was defined by Shuck and Wollard (2010)
as an individual employee’s cognitive, emotional, and behavioral state directed toward
desired organizational outcomes. Based on both definitions, work engagement could
help employees become more deeply involved in their jobs and possibly reduce or
eliminate job burnout. Thus, engagement might be viewed as a proactive and
fundamental approach to organizational performance and sustainability. Because
engaged workers have high levels of energy, are enthusiastic regarding their jobs, and
often involve themselves deeply in their work (Macey & Schneider, 2008; May, Gilson, &
Harter, 2004), they might be expected to work better and smarter.

With regard to antecedents of work engagement, Wollard and Shuck (2011)
identified 42 antecedents through a structured literature review; 21 individual
antecedents (e.g., optimism and self-esteem) and 21 organizational antecedents (e.g.,
teedback and supportive organizational culture). In addition, Bakker and Demerouti
(2008) also suggested the job demands-resources (JD-R) model of work engagement; this
model includes job resources (e.g., autonomy and performance feedback) and personal
resources (e.g., self-efficacy and optimism) as antecedents of work engagement, which
lead to performance improvement. Accordingly, organizations can understand and
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utilize various antecedents in that relationship to help and facilitate employees in
becoming engaged and in maintaining their engaged status.

Work engagement, as positive work behavior is receiving deserving attention in
management literature (Truss, Soane, Edwards, Wisdom, Croll & Burnett 2006). Truss,
Soane, Delbridge, Alfes, Shantz, & Petrov 2014) observed that work engagement is a
positive work performance culture that influence individual employees” and
organizational performance. United Kingdom’s government began to take interest
around 2006 and scholars in business management and strategic human resource have
since taken keen interest in work engagement. Many European scholars are now
advocating for development of the concept into a major science in order to improve
human resource management theory and practice (Truss, Shantz, Soane, Alfes &
Delbridge, 2013). This may be timely given that Europe registered the lowest work
engagement levels according to Aon Hewitt global report (2013).

Work engagement research is receiving deserved attention in the Asian academic
literature (Ahlowalia, Tiwary & Jha, 2014). Reports show South Pacific companies
enjoyed work engagement levels of between 64% and 61% with mixed growth and
stagnation between 2012 and 2013 according to Hay group (2013) and Hewitt Associates
(2014).

The picture about work engagement in Africa is still not clear; academic as well as
practitioner’s literature is scanty. Though there are sporadic reports of high work
engagement by consultants, for example, Aon Hewitt, Emergence Growth and Open
Symmetry consultancies in a survey in 2013 involving 300,000 employees in three regions
of Sub Sahara Africa indicated high engagement levels of 74 % for East Africa, 68% for
South Africa and 70% for Southern Africa. Hewitt Associates (2014) reports Africa and
Middle East jointly have shared growth in levels of engagement at 61% in 2013. However,
these statistics need to be taken with caution since counties in these regions are
independently unique for example Agyemang et al, (2013) reported disparities in levels
of work engagement between the public and the private sector in Ghana.

Researchers in Kenya have also reported high work engagement among
employees in the private sector (Mokaya and Kipyegon, 2014), however Kangure, Wario
& Odhiambo (2014) reported a moderate work engagement levels among employees in a
state agency. The above scenario may explain the disparities in efficiency and
productivity between the sectors globally. It is widely perceived that under-performance
at individual and organizational levels is more pronounced in the public sector among
developing countries (World Bank, 2004). The public sector is known for inefficient use
of resource and low productivity (Omollo, 2012), the probable reason could be deficiency
in positive work behaviours such as high work engagement.

Recent studies have accumulated evidence of the association of optimism with
work engagement as well as its interaction with job resources. Optimism was found to be
strongly associated with work engagement among cancer survivors (Hakanen &
Lindbohm, 2008). The effects of optimism have usually been studied in combination with
other personal resources such as self-esteem, self-efficacy (Makikangas, Kinnunen, &
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Feldt, 2004; Xanthopoulou et al., 2007, Xanthopoulou et al., 2009) as well as meaning in
life (see van den Heuvel, Demerouti, Schreurs, Bakker, & Schaufeli, 2009).

Optimism is a source to create the best environment towards the completion of
organizational objectives. Every business organization laid stress on the good
relationship among the employees and also towards employees. Good leadership style
develops the level of performance of the employees through motivation and creating the
competitive environment (Wilson, Floden & Ferrini-Mundy, 2001). Optimism, and work
management are important blessing for career success. Optimistic ability leads to task
accomplishment, from practitioners’ point of view; it is one of the managerial
characteristics (Javed, Ahmad, Nawaz, & Sajid, 2016) which influence job performance
positively. This study concentrated solely on the relationship between optimism and
work engagement and validated it in a sample of managers.

Optimistic individuals have a clearer positive perspective about their future,
therefore they remain more confident and assertive about their ability to exert effort when
confronted by challenges and opportunity (Avey, Wersing & Luthans, 2008) and thus
they are more likely to exhibit higher levels of engagement in their work. Othman &
Nasurdin (2013) researched on the relationship between work engagement and two
personal resources, self-efficacy and optimism in a Malaysian context; the two variables
positively related with work engagement; however, none of the five control variables
made any significant contribution towards the variance in work engagement. In a study
of citizenship behavior, a closely related work-related behaviour of employee
engagement, Naeem, Malik and Bano (2014) found demographic variables do not
contribute to the variations in citizenship behaviors among Indian employees.

Employees are critical to achievement of organizational goals and therefore,
managers must consider employee engagement as it is related to service quality and work
performance. Organizations lay a lot of emphasis on provision of quality service to
customers; however, the challenge is to create highly engaged and motivated teams who
can facilitate that endeavor. Konard (2006) established that high-involvement work
practices and techniques used by management to efficiently involve employees in their
works to receive high performance can contribute in effective employee engagement. In
order to create an environment for employee satisfaction and engagement, it is vitally
important to know which factors most affect employee engagement (Heartfield, 2012).
Organizations must spend time, money, and energy on programmes, processes, and
factors that will have a positive impact on employee engagement.

Managers seek to improve work engagement on grounds that it leads to superior
performance, reduces staff turnover and improves the well-being of employees (Macey
& Schneider, 2008; Hakanen et al., 2008). Engaged employees value, enjoy and have pride
in their work and are more willing to help each other and the organization succeed.
Besides, engaged employees take additional responsibility, invest more effort in their
jobs, share information with other employees and remain with the organization than
employees who are less engaged (LePine, Erez, & Johnson, 2002).
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2. Literature Review

2.1 Theoretical Framework

This study conceptualized optimism construct by examining the two main approaches:
Seligman and Peterson’s Learned Optimism Model of Explanatory Styles (Peterson &
Seligman, 1984; Seligman, 1991); Scheier and Carver's Dispositional Optimism model
(Scheier & Carver, 1985).

2.1.1 Learned Helplessness Theory

The concept of optimistic explanatory style is derived from the attribution to the
reformulated learned helplessness theory proposed by Matrin Seligman in 1975 (Carlson
& Kacmar, 1994). The original Learned Helplessness Theory proposed that following an
experience with an uncontrollable aversive events, people and animals becomes helpless
and passive and unresponsive (Peterson & Park, 2004). According to Seligman, (1975),
people may act helpless because they have learned to be helpless; it's presumed that they
have “learned” that there is no contingency between actions and outcomes (Peterson,
2000).

The theory was formulated by research done on animals, however when the
theoretical components where extended to humans, it failed to account for individual
difference. To better understand the human aspects, the theory was reformulated to
include an attributional framework which was labelled Explanatory Style (Carlson &
Kacmar, 1994). The explanatory style is the habitual way in which individuals tend to
explain setbacks or failures. According to Peterson and Seligman (1985) the explanatory
style was included in the model to further understand why individuals have different
reactions to the same event.

The explanatory style is composed of three dimensions; (i) internality- the degree
to which one perceives oneself personal responsible for the event (ii) stability- the degree
to which one perceives the event to be present throughout time (iii) globality- the degree
to which one perceives the cause across conditions. An individual is regarded as having
an optimistic explanatory style when he/she attributions of negative events are external
(low internality), unstable (low stability) and, specific (low globality) (Tomakowsky,
Lumley, Markowitz, & Frank, 2001).

Explanatory style is typically measured with a self-report questionnaire called the
Attributional Style Questionnaire (ASQ) (Peterson & Steen, 2002). A method for coding
attributions of interviews or transcripts (the Content analysis of Verbal Explanations
technique, CAVE) has also utilized as a measurement of an individual’s explanatory style
Tomakowsky et al., 2001). The Cave method allows for written and spoken material to be
scored through researchers identifying explanations for bad events, extract them, and
present them to judges, who rate along the scale of the Attributional Style Questionnaire
(Peterson, 2000).

Research on explanatory style has primarily been focused around investigating
relationship between an explanatory style and ill health, depression and failure (Peterson
& Steen, 2002; Peterson & Vaidya, 2001). Research results have indicated that individuals
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who more optimistic experience better health, fewer illnesses, better immune functioning
and longevity (Kamen- Siegel, Rodin, Seligman, & Dwyer 1991; Peterson & Bossio, 1992).
In the work context, a report highlighting the benefits of applying learned optimism to
increase sales productivity, Schulman (1999) found that optimistic sales people sold 35 %
more insurance than pessimistic sales people and that optimism did only increase sales
but increased motivation and achievement across various domains.

2.1.2 Dispositional Optimism model

In conjunction with learned optimism model of explanatory Styles, the second most
prominent model of optimism is Scheier and Carver (1985) dispositional optimism model.
Accordingly, optimism is defined as a global expectation that good things will be
plentiful in the future and that bad things will be scarce (Scheier & Carver, 1985). It refers
to an individual’s expectations of positive outcomes across situations and domains
(Elbert, 2002).

The model further provides clear distinctions between the optimists and
pessimists by characterizing the optimists as people who generally have a favorable
outlook on life and the future, where conversely the pessimist are individuals who
generally have a more negative outlook on life and expect things to go badly (Scheier &
Carver, 1985). Underpinning the dispositional optimism model is the expectancy value
theory. The theory assumes that behavior is organized around the pursuit of goals and in
contrast to the attributional model of optimism, the dispositional optimism places
emphasis not only on the pursuit of goals but on the significance of the goal and sense of
confidence the individual has to attain their goals (Carver, Scheier, & Segerstrom, 2010).

Two core conceptual elements of the expectancy theory are apparent; goals refer
to states or actions that people view as either desirable or undesirable. People try to fit
their behaviors to what they see as desirable, and they try to keep away from what they
see as undesirable. The more important a goal is to someone, the greater is its value within
the person’s motivation. Without having a goal that matters, people have no reason to act
(Carver & Scheier, 2002). The second core conceptual element is expectancy — a sense of
confidence or doubt about the attainability of the goal value. If the person lacks
confidence, there will be no action. When people are confident about an eventual
outcome, effort will continue even in the face of adversity (Rothmann & Essenko, 2007).

In this study, optimism is conceptualized according the dispositional optimism
model which proposed that optimism is a generalized expectancy that the future will be
good, while pessimism is the generalized expectancy that the future will be bad (Carver
& Scheier, 2002). Both optimism and pessimism influence people’s subjective experiences
when confronting problems and they influence the actions people engage in to try to deal
with these problems. When optimists confront adversity, they expect positive outcomes
resulting in a mix of feelings that is relatively positive. On the other hand, pessimists
expect negative outcomes (which should yield a greater tendency to negative feelings)
(Carver & Scheier, 2002).
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2.2 Concept of Work Engagement

Work engagement is defined as a positive, fulfilling, work-related state of mind
characterised by vigour, dedication and absorption (Schaufeli, Salanova, Gonzalez-
Roma’, & Bakker, 2002). The construct work engagement is new in the literature, it has
featured for just over two decades (Markos et al., 2010), however, its’ usage and research
is gaining immense prominence. According to (Schaufeli, 2013), the term is believed to
have been coined by a consultancy firm Gallup in the 1990, though many scholars believe
Kahn (1990) as among the first scholars to discuss work engagement theory (Alfes et al.
2013, Harter et al., 2002; Rich et al., 2010).

Work engagement has recently become popular within human resource
management study. Work engagement is a process for ensuring employees focus on their
work efforts in such ways that contribute to achieve the organization's mission. Work
engagement tasks are to plan work in advance so that expectations and goals can be
achieved; to monitor progress and performance of employees; to develop the employee’s
ability to perform through training and work assignment. Work engagement not only
consequences into job performance but many positive outcomes such as organizational
citizenship behavior, minimized turnover intention and improvement of organizational
commitment and thriving (Nawaz, Bhatti, Ahmad, & Ahmed, 2018; Nawaz, Abid, Arya,
Bhatti, & Faroogqj, 2018).

The decision to engage is a choice an employee makes, and no organization can
force or enforce it; though it can enhance it because it is a work practice which an
organization benefit in overall. Perhaps this may explain why the concept is of late
receiving much attention (Rurkkhum & Bartlet, 2012). Similarly, Schaufeli, Salanova,
Gonzalez-Roma " and Bakker (2002b) thought work engagement is a positive, fulfilling,
work-related state of mind that is characterized by vigour, dedication and absorption.
Engaged employees are physically involved in their tasks, cognitively alert, and ardently
connected to others in ways that demonstrate their thoughts, feelings and values. Besides,
they are high in energy and identification with work (Gruman et al, 2011).

From the foregoing, it is apparent that Work engagement involves emotional and
intellectual commitment to one’s organization; it varies with people; depends on the job
processes and procedures as well as the quality of life and opportunities the organization
provide (Supriya, Deepika & Ajeya, 2014). In addition, Shuck et al., (2010) refers Work
engagement as an individual persons’ cognitive, emotional and behavioral state in
relation to ones’ organizational and personal outcome. The cognitive factor is the
thinking or the perception employees have about their job and the organization; the
emotional factor is the feelings of the employees and the behavioural factor is the
outcome and the behavioural outcome will depend on the cognitive and emotional
factors.

Moreover, Macey et al., (2008) suggested that the cognitive and emotional factors
that give rise to behavioral factors are driven by the conditions under which people work
whose outcome improves organizational effectiveness. They concluded that Work
engagement is desirable because it serves organizational purpose. Indeed, many studies
have demonstrated empirical evidence suggesting that engaged employees not only
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contribute to organizational performance, but they are more loyal and less likely to
voluntarily leave the organization (Takawira, Coetzee & Schreuder, 2014).

In 2012, a Scottish government commissioned study showed work engagement
was low globally. Individual researchers have also reported low work engagement
among public sector employees compared to their private sector counterparts
(Agyemang and Ofei, 2013). Quantum consultancy firm reported work engagement
levels in the private sector stood at 65% and 45% in the public sector in the USA for 2013.
Alarmed by low employee work engagement levels in the public sector, Canada much
earlier in 2004 developed an employee engagement model and implemented an
employee engagement survey program across the governments’ jurisdictions (Kosuta,
2010).

Critics of the concept have dismissed work engagement as nothing new other than
the same constructs known in management theory and practice such as job satisfaction
and involvement. However, Baron (2013) asserts that job satisfaction is not enough for
the simple reason that a satisfied employee may derive satisfaction for reason unrelated
to work performance, an employee can commit just to the minimum to keep the job. Work
engagement is more than just job satisfaction, but principally it is about passion,
commitment, and the willingness to invest oneself and expend ones’ discretionary effort
to help the employer succeed. Under ordinary circumstances a manager who fully
embraces work engagement practices would only retain satisfied employees who are
fully engaged.

Work engagement is measured at individual level, though organizational factors
influence the level of engagement of an employee (Naido et al, 2014). However, the
definition adopted for work engagement for this study is that based on its dimensions.
In summary, it's apparent there is sufficient foundational knowledge in the literature on
the construct of engagement at work. Though there still no definite definition, work
engagement can be defined as a positive psychological state that drives one to invest
themselves actively in their roles and organization. In addition, work engagement in its
own right as workplace behaviour could be the driving force through which other
positive work behaviours including citizenship behaviour are exhibited.

2.3 Concept of Optimism

Optimism is defined as a generalized expectation of positive experiences and outcomes
throughout one’s life (Scheier, Carver, & Bridges, 2001). Optimists are more likely to view
stressful work situations as challenging rather than threatening. As a characteristic of
personality, optimism is assumed to protect the individual from the negative impact of
stress factors (Feldt, Makikangas, & Aunola, 2006; Makikangas et al., 2013). Optimism
could be argued to be a basic requirement in managerial work, as managers are expected
to look trustfully to the future, anticipate positive results, and be innovative. They are
more likely to treat adversities as an opportunity, and thus preserve their involvement in
work. Thus, optimism is expected to influence directly managers’ experience of work
engagement.
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Green ]Jr. et al. (2004) defined optimism sub culture as work unit cultural values
geared to encouraging innovation, giving attention to results as opposed to activities and
remaining focused on outcomes through teamwork. An optimistic work force provides
an ideal work environment of hard work, satisfaction and high morale. Optimistic
employees aspire to achieve high goals and often persevere in times of difficulty (Malik,
2013). According to Harter, Schmidt & Keyes (2003) optimism contributes to employee
well-being; it promotes personal growth and enhances ones’ sense of purpose in work, it
improves relationship with others (Chiok, 2001).

Xanthoupoulou et al., (2009) opined that optimism is the tendency to believe that
one will generally experience good outcome in life now and in future. Optimistic people
are better placed to surmount life challenges including work place challenges because of
their abilities to cope with situations (Iwanga, Yokpyama & Seiwa (2004). Luthan (2007)
thinks optimists are more adaptive to diverse environments. Lee (2012) considers
optimistic individuals as endowed with high internal locus of control and optimism such
that they find high level work demands as ordinary surmountable and enjoyable states
that would end successfully. Moreover, optimistic individuals are naturally positive and
will often reassess situations particularly job demands (obstacles) positively instead of
giving up.

Optimists direct their energy towards attaining their set objectives because they
are naturally positive, they assess situations positively in times of hardships and
tribulations instead of resigning to fate (Fredrickson, 2004). They have a clear positive
perspective about their future and the future of things. Their positive perspective of
reality may explain the reason why others have associated the term happiness to
optimism. Tims, Bakker & Xanthopoulou (2011) demonstrated a positive correlation
between optimism and self-efficacy. This implies that the positive nature of optimistic
individuals improves their self-efficacy levels in the sense that they are more confident
and assertive about their ability to exert effort when confronted by challenges and
opportunity.

Optimism has generally been viewed as a tendency to believe, expect or hope that
things will turn out well (Dossey, 2006).There are two key frameworks pertaining to
optimism and its role in positive change, these are; attribution or explanatory style
(Seligman, 1998) and expectancy (Carver & Scheier, 2002). Expectancy framework alludes
that, ‘optimists are people who expect good things to happen to them; pessimists are
people who expect bad things to happen to them’ (Carver & Scheier, 2002). Persons with
higher levels of optimism tend to maintain positive expectation about what will happen
to them in the process of change. In addition to this positive expectation, Seligman’s
attribution or explanatory framework is premised on the assumption that optimists tend
to explain success as internal (attributed to personal abilities), stable (likely to happen
again in the specific context), and global (likely to happen in other contexts) and failure
as external, unstable, and specific.

These attributions sustain the individual’s motivation and efforts, therefore, if a
failure occurs during the process of change, they attribute it to something unique
(specific) and not likely to repeat again (unstable), rather than something inherent in them
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(external). Optimists tend to expect good things to happen to them, have more positive
moods and are persevering in their endeavors throughout the change process (Seligman
& Csikszentmihalyi, 2000). Thus, optimism tends to be an important source of positive
change.

Peterson (2000) characterizes optimism into two types; little optimism and big
optimism. Big optimism refers to a generalized expectation about positive outcomes in
life in which one holds the generalized world view and aptly describes in “glass half full”
perspective, whereas the little optimism (big pessimist) views their world from the “glass
as half empty” perspective (Van Schalkwyk, 2004). However, what differentiate big
optimism from little optimism is the positive or negative expectations of big optimists
and pessimists which are not limited to a specific behavior or setting. Rather, optimism
is considered a trait personality characteristic and has been operationalized as
dispositional optimism (Van Schalkwyk, 2004). Conversely, little optimism is referring to
specific expectations about positive outcomes (Peterson, 2000). It is a state-like tendency
to view specific situations optimistically, little optimism may be the product of an
idiosyncratic learning history. Little optimism may be considered a type of daily
optimism that influences specific situations occurring in a day (Peterson, 2000).

Optimists expect good things to happen to them anticipating positive results and
success in challenging individual tasks (Avey et al., 2008; Carver & Scheier, 2002).
Employees high on optimism believe they will succeed regardless of their abilities, so it
is proposed that for optimism to be effective, it must be realistic (Seligman &
Csikszentmihalyi, 2000). Towards this end, the job demand-resource (JD-R) model of
engagement postulates that an individuals” motivation level is influenced by both job
resources and demands (Demerouti, Bakker, Nachreuner, & Schaufeli, 2001).Therefore
job resources (which is under the control of managers) can help in reducing the strain
experienced during high job demands. Research indicates optimism as a personal
resource, which has been found to significantly predict job engagement (Xanthopoulou,
Bakker, Demerouti, & Schaufeli, 2007); therefore managers have a responsibility to
nurture optimism as a work culture.

Although employees facing high job demands may feel low control and increased
cynicism leading to lower work engagement, optimism can counteract cynicism and
increase emotional engagement while acting as a buffer from the high job-related
demands (Sweetman & Luthans, 2010). Optimists tend to be more psychologically
available for a given task, since they naturally expect a positive outcome and greater
presence associated with stronger cognitive engagement (Chen, 2015). Also, the
expectation of positive outcomes might propel individuals to invest their physical energy
to work with intensity.

Over the last few decades research has shown that optimism can be a highly
beneficial psychological characteristic linked to good mood, perseverance, achievement
and has a direct impact on burnout, ill health (Rothmann, Barkhuizan, & Tytherleigh,
2008; Rothmann & Essenko, 2007) and improve physical health and longevity
(Rasmussen, Scheier, & Greenhouse, 2009),thus it is instrumental in stimulating personal
growth and development.
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2.4 Influence of Optimism and work engagement

Whereas organizational factors stimulate high work engagement, individual factors in
terms of personal resources impact significantly on work engagement (Simpson (2009).
Optimism is one of the personal resources conceptualized as psychological capital
consisting of four elements; optimism, efficacy, resilience and hope (Luthans et al, 2006).
Optimism has prominently featured as a key concept in the emerging field of positive
organizational behavior whose elements include work engagement. According to
Xanthapoulou et al., (2009), Youssef et al., (2007) optimism contributes towards positive
work-related employee outcomes.

Xanthopoulou et al., (2009) points out optimism as one of the personal resources
important in achieving goals since it protects one from threats associated with
physiological and psychological costs of work and work settings. Besides, it is
instrumental in stimulating personal growth and development. Empirical evidence has
demonstrated the role of personal characteristics in positive work behaviors (Lepine et
al., 2002; Xanthopoulou et al., (2007, 2009) and Mauno et al., (2007). The Job Demand-
Resource model suggests that job demands (physical, social and organizational aspects
of the job that involve physical and mental effort) bring about physical and psychological
costs such as energy depleting emotional stress and physical strain leading to exhaustion
and fatigue (Bakker, Demerouti, Taris, Schaufeli, & Schreurs, 2003). However, optimism
is a personal resource that can effectively counter job demand (Fredrickson, 2004).

Furthermore, studies have shown that optimistic individuals tend to sustain
positive feelings despite hardships compared with the pessimist who despair while
expecting the worse when faced with high levels of job demands (Malik, 2013).
Accordingly, any negative feeling leads to lower levels of job resources (Hopfall 2011).
Simpson (2009) presupposes a strong link between high job resources and work
engagement, while job resources and personal resources have a reciprocal relationship
(Xanthopoulou, Bakker, Evangelia Demerouti, Wilmar, Schaufeli, 2009). Therefore,
optimistic individuals are more likely to exhibit higher levels of work engagement than
the pessimist because they have the ability to unleash their job resources to counter job
demands.

Optimistic employees tend to focus more on job resources and less on job demands
(Xanthoupolou, 2009) this supports Seligman (1998) view that optimistic people tend to
associate positive events in terms of personal, permanent, and pervasive causes and
negative events as externally driven, situational and therefore temporal. Therefore, the
energy of optimistic people is positively focused, as such they are less likely to suffer
burnt-outs and their level of engagement in their work would remain high. Indeed,
optimism is an aspect of positivity (Fredrickson (2003), positivity broadens one’s ability
to resolve problems, develop adaptive mechanism and even built an inventory of
resources and buffers to protect these psychological resources including work
engagement. Fredrickson, (2004) argued that optimistic people steer their energy towards
attaining their objectives because they are naturally positive; they often reassess
situations positively whenever faced with obstacles instead of resigning to fate.
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Research has established that engaged workers possess high levels of personal
resources, including optimism, self-esteem, resilience, and an active coping style
(Luthans, Norman, Avolio, & Avey, 2008; Xanthopoulou et al., 2009a; Xanthopoulou et
al., 2009b). Pienaar and Sieberhagen (2005) yielded corresponding results. With a sample
size of 196 student leaders of a South African university, Pienaar & Sieberhagen (2005)
investigated the relationship between burnout and engagement on one hand and work
stress, optimism and individual as well as organizational commitment on the other. The
results indicated that the dependent variable, dedication and vigour were both best
described by the student leader’s levels of optimism.

Medlin & Green (2009) suggested that goal setting leads to engaged employees
and engaged employees show high levels of workplace optimism; ultimately workplace
optimism leads to high levels of individual performance in organizations. Each of these
findings create questions in our minds that could be answered, at least in part, from
follow-up studies that collect statistical data on these relationships and provide a
mechanism by which participants could provide details on their experiences. Therefore,
this study sought to investigate whether optimism influence the work engagement of
managers.

By examining the associations between the selected variables, it is possible to shed
light on the mechanisms underlying the generation of positive experiences at work.
Furthermore, it helps us arrive at a better understanding of how interventions might be
able to affect individuals and enhance their well-being. Managers are our target group as
their work affects whole teams and even organizations. The more vigorous, dedicated
and absorbed managers are in their daily work, the better they are able to execute their
tasks and transmit the positive experiences to their subordinates (Schaufeli & Salanova,
2008).

3. Research Methodology

This study used a cross-sectional survey design. The study participants were drawn from
State Corporations spread across the country, Kenya. The 197 Corporations spread across
the county constituted the sampling frame. Stratified sampling was used to select the
primary sample of 32 organizations. The strata constituted the five sectors of finance,
commerce, public universities, regional development, regulatory bodies and services. A
sample of 389 respondents was proportionately selected from a target population
estimated at 14,363 managerial staff of State Corporations. The formula by Yamane (1967)
was considered;

N 14363 B
1+N(e?) 1+ 14363(0.052)

389

Where: the confidence level =95%, P=0.5, n=the sample size, N=the population size and
e= the acceptance sampling error.
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Therefore 389 middle level managers were proportionately chosen from the 32
corporations. Self-administered questionnaires were used to capture respondents’” point
of view. Self-efficacy was measured using a 10-item generalized self-efficacy scale by
Schwarzer & Jerusalem (1995); sample statements include “I can always manage to solve
difficult problems if I try hard enough”. The statement was rated on a scale ranging from
(1) for “Strongly disagree” to (5) for “Strongly agree”.

Work engagement is exhibited by three indicative work behaviours namely
working with vigour, dedication and absorption (Schaufeli & Bakker, 2008). This was
measured using a 9-item version of the Utrecht work engagement scale (UWES) Schaufeli
et al., (2006). The scale is scored on a 5 point Likert scale ranging from (1) for “Strongly
disagree” to (5) “Strongly agree. Statements capturing work engagement include, “At
work I feel busting with energy”, “My job inspires me” and “I am feeling happy when I
am working intensely”.

Optimism was measured using Life Orientation Test-revised by Scheier, Carver &
Bridges, (1994), it is a 6-item scale comprising statements assessing the respondents’
tendency to expect good outcome in life e.g. “I usually expect the best”. The statement
was rated on a scale ranging from (1) for “Strongly disagree” to (5) for “Strongly agree”.
Piloting involved 50 respondents drawn from three state corporations in three major
towns west of Kenya observing all ethical requirements of research.The reliability
coefficient for the scale was 0.91 on Cronbach Alpha. Factor analysis was used to ascertain
the validity of the study instruments and reliability of data was tested to ensure they meet
the assumptions of regression including normality and linearity of the study variables.

Data was screened and cleaned before being captured. Descriptive statistics
summarizing the demographic characteristics of the population and variables was
generated and findings presented in form of means. Descriptive statistics generated the
means and standard deviations. Multiple regression was used to analyse relationship
between variables and to test hypothesis.

4. Results

4.1 Descriptive Statistics on Optimism

Optimism was conceptualised as the tendency to belief that one can generally experience
positive outcomes in life which increases one’s propensity to act and deal with
uncertainties in life (Pearl, 1956). The items measured optimism as well as pessimism.
The result in Table 1 indicates most managers were less pessimistic. However, the
Cronbach Alpha coefficient of Optimism (a=.293) indicating a weak internal consistency
of the variable. This could be as a result of the number of items on negative and positive
answers. Indeed, Costello et al., (2005) suggests, a factor with as little as three items tends
to be generally weak and unstable.
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Table 1: Descriptive Statistics on Optimism

Items Mean Std. Skewdness Kurtosis Cronbach Alpha
Deviation if Item Deleted

The respondent usually expects 444 857 2105 5192 351

the best

The respondent believes if

something can go wrong for 2.96 1.120 -.067 -.578 145

him/her, it will

The respondent is always 437 881 -1.774 3.546 366

optimistic about his/her future

The respondent hardly ever

expects things to go his/her 2.33 1.234 .590 -.709 018

own way

The respondent rarely countson — ¢ 1.274 701 -699 062

good things happening to him/her

Overall, the respondent expects

more good things to happen 1.71 .886 1.290 1.525 403

to him/her than bad things

Composite value 3.44 .535 -.003 1.883 .293

4.2 Descriptive Statistics on Work Engagement

The statements representing work engagement were 9 as shown in Table 2. The
composite rating for Work engagement was high at 4.14. Indicating that the Managers
rated themselves highly in Work engagement, demonstrating their high perception that
they work with vigour, dedication and once at work they express their total commitment
by being deeply engrossed in work such that time moves unnoticed.The Cronbach Alpha
coefficient of work engagement (a=.907) confirming there was internal consistency of the
variable.

Table 2: Descriptive Statistics on Work Engagement

Items Mean SD Skew. Kurtosis Cronbach Alpha
if Item Deleted

Feels busting with energy at work 3.84 830 -.530 .360 .904

Feels strong and vigorous at work 397 810 -.780 1.15 .899

Looks forward to going to work every morning 414 .890 -1.11 1.32 .897

Believes his/her job inspires him/her 419 910 -1.21 1.43 .890

Is enthusiastic about his/her job 426 .870 -1.31 1.84 .889

Is proud of work he/she does 442 780 -1.53 2.92 .894

Feels happy when working intensely 423 940 -1.32 1.62 .898

Is often engrossed in his or her work 395 .940 -.980 1.08 .898

Thinks time often fly’s when working 429 870 -1.34 1.83 901

Composite Value 414 0.66 -1.22 2.24 907

4.3 Linear regression analysis on Optimism on Work Engagement

The objective was to establish the effect of Optimism on Work engagement among the
Managers to test hypothesis Ho using a linear regression model. Table 3 shows, R?=.036
in model I but by adding Optimism in the model II, R?did not change, which meant
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Optimism accounted for a mere 0.36% variability in Work engagement which was
insignificant. Besides, the predictor did not progressively capture the variation in Work
engagement, instead it caused adjusted R* to come down from .024 to .021 giving rise to
a fall in F ratio from 2.978 to .054 which was insignificant. Consequently, the predictor
did not have a statistically significant effect on Work engagement.

Table 3: Model Summary on Effect of Optimism on Work engagement

Model R Rz Adjusted Rz  Std. S.E Change Statistics
R2 F dfl df2 Sig. F
Change Change Change
I 189 .036 .024 5.36367 .036 2.978 4 320 .019
11 1900 .036 021 5.37161 .000 .054 1 319 816

a. Predictors: (Constant), Gender, Age, Education, Experience
b. Predictors: (Constant), Gender, Age, Education, Experience, Optimism
c. Dependent Variable: Work engagement

An analysis of variance was further used to test whether the regression model could
significantly fit in the data. Table 4 shows F- ratio reduced from 2.978 in model I to 2.386
in model II and the ratio was not significant at (p> .01); therefore, the null hypothesis
stating that Optimism does not affect the level of Work engagement among Managers
was accepted.

Table 4: ANOVA on Effect of Optimism on Work Engagement

Model Sum of Squares Df Mean Square F Sig.
1 Regression 342.642 4 85.661 2.978 .019p
Residual 9206.058 320 28.769
Total 9548.701 324
2 Regression 344.209 5 68.842 2.386 .038¢
Residual 9204.492 319 28.854
Total 9548.701 324

a. Dependent Variable: Engagement
b. Predictors: (Constant), Gender, Age, Education, Experience
c. Predictors: (Constant), Gender, Age, Education, Experience, Optimism

Further, the standardized {3 coefficient for the variable Optimism was also generated
from the model and subjected to a t-test, to establish whether it makes a significant
contribution and to test the hypotheses. Table 5 shows the estimates of 3 values. The
coefficients show that the prediction of Work Engagement in relation to Optimism was
insignificant (1= 0.013, p>.01). Besides, the t-test was insignificant, =0.23 meaning
Optimism could not contribute to the model predicting OCB.
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Table 5: Coefficients of Effect of Optimism on Work Engagement

Model Unstandardized Standardized t Sig. Collinearity
Coefficients Coefficients Statistics
B S.E Beta Tolerance VIF
1 (Constant) 32.530 1.641 19.819  .000
Gender -.407 .668 -.034 -.609 543 971 1.030
Age 1.459 .455 224 3.206  .001 .620 1.613
Education -.267 .340 -.044 -.786 432 981 1.019
Exper. -.773 454 -118 -1.702  .090 .630 1.587
2 (Constant) 32.312 1.892 17.074  .000
Gender -411 .669 -.034 -.614 539 .970 1.031
Age 1.463 .456 224 3.208  .001 .619 1.616
Education -.258 .342 -.042 -755 451 .969 1.031
Exper. -.776 .455 -.118 -1.707  .089 .629 1.589
Optimism .033 142 .013 .233 .816 984 1.017

a. Dependent Variable: Work Engagement

Therefore, the null hypothesis (Ho) stating that there is no significant relationship
between Optimism and work engagement fail to be rejected. The findings imply that
Optimism does not determine the level of work engagement among managers in this
sample. However, the predictor’'s weakness could be on the instrument measuring it.
Instead, the Hypothesis was not supported, namely, in the case where, optimistic
employees did not report particularly higher levels of work engagement than those who
were less optimistic. Optimism seems to primarily play a protective role against the
negative effect of low job resources. It is possible that support for this hypothesis would
have been found if we had investigated the relationship between optimism and so-called
challenge stressors, which contain both stressful and challenging aspects (Cavanaugh,
Boswell, Roehling, & Boudreau, 2000; LePine, Podsakoff, & LePine, 2005).

These findings showed that there was a positive but insignificant correlation
between Optimism and work engagement [r=.036]. Optimism accounted for a mere 3.6%
variation in work engagement. The only exception was in the case of absorption where
optimism did not exert a statistically significant effect. However, taken together with the
fact that absorption was the dimension least explained by the present set of antecedents,
these findings may be indicative of the different nature of absorption in comparison to
the other two dimensions (Demerouti et al., 2010).

However, Othman et al., (2014) & Fredrickson (2003) suggested that optimistic
individuals steer their energy towards attaining goals while Luthans et al., (2008) opines
that personal resources may assist engaged workers to control and impact upon their
work environment successfully. Similarly, Bakker, Schaufeli, Leiter and Taris, (2008)
thought work engagement is a unique concept best predicted by personal resources
(optimism, self-efficacy, self-esteem). Apparently, employees high in optimism have a
positive outlook about the future which is likely to be attributed to their careers and their
relationship with their present employer.
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5. Conclusion

Optimism was not a significant predictor of work engagement; however methodological
limitations may have impacted on this result. Nevertheless, being optimistic in the job
situation is the only thing that brings the best outcome of devoted efforts. The desired
outputs can only become possible when employees are empowered and given freedom
to look forward to the best; this comes about from investments by management of a
positive work culture and environment. The gains come through employee performance
and productivity leading to accomplishment of organizational objectives. Overall, more
research needs to be conducted for the awareness of optimism, work management and
job performance be enhanced.

5.1 Recommendation

This study recommends public entities to assess and identify optimistic employees in
their recruitment and appraisal systems and also cultivate a working environment that
promotes optimism. Besides, executives would go a long way to promote optimism by
instituting measures and practices within its operating systems that create an
environment that assures the employees of their future. Meanwhile, managers and
supervisors ought to be faithful to its promises particularly on matters touching
employees. They should develop capacity to identify and nurture optimistic individuals
among its ranks; by so doing they enhance the level of engagement of their employee.

References

Agyemang, C. B., Ofei, S. B. (2013). Employee Work Engagement and Organizational
Commitment; A Comparative Study of Private and Public Sector Organizations in
Ghana. European Journal of Business and Innovation Research.1 (4), 20-33.

Ahlowalia, S., Tiwary, D., & Jha, A. (2014). Employee Engagement; A structural
Theoretical Review. International Journal of Business and Management. 2 (6) 309-317

Alfes, K., Shantz, A. D., Truss, C. & Soane E. C. (2013). The link between perceived human
resource management practices, engagement and employee behaviour: a
moderated mediation model. The International Journal of Human Resource
Management, 24, (2) 330-351.

Avey, J. B., Wernsing T. S., & Luthans F. (2008). Can positive employees help positive
organizational change? Journal of Applied Behavioral Science, 44(1), 48-70.

Bakker, A. B., & Demerouti, E. (2007). The Job Demands-Resources model: State of the
art. Journal of Managerial Psychology, 22(3), 309-328.

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

Bakker, A. B., Schaufeli, W. B., Leiter, M. P. and Taris, T. W., (2008). Work engagement:
An emerging concept in occupational health psychology, Work Stress. 22,187-200.

European Journal of Management and Marketing Studies - Volume 5 | Issue 3 | 2020 147


http://oapub.org/soc/index.php/EJMMS

Richard Kipter Rotich
INFLUENCE OF OPTIMISM ON WORK ENGAGEMENT OF MANAGERS IN STATE CORPORATIONS IN KENYA

Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2003). Dual processes at work in a call
centre: An application of the Job Demands a Resources model. European Journal of
Work and Organizational Psychology, 12, 393-417.

Baron, A. (2013). What do engagement measures really mean. Strategic HR Review 12 (1)
21-25.

Carlson, S. D., & Kacmar, M. K. (1994). Learned helplessness as predictor of employee
outcomes: An applied model. Human Resource Management Review, 4(3), 235-256.

Carver, C., & Scheier, M. (2002). Optimism. In C. R. Snyder & S. Lopez (Eds.), Handbook
of positive psychology (pp. 231-243). Oxford: Oxford University Press.

Carver, C. S., Scheier, M. F., & Segerstrom, S. C. (2010). Optimism. Clinical Psychology
Review, 30, 879-889.

Cavanaugh, M. A., Boswell, W. R., Roehling, M. V., & Boudreau, J. W. (2000). An
empirical examination of self-reported work stress among U.S. managers. The
Journal of Applied Psychology, 85, 65-74.

Chen, S. L. (2015). The relationship of leader psychological capital and follower
psychological capital, job engagement and job performance: A multilevel
mediating perspective. The International Journal of Human Resource Management,
26(18) 1-17.

Chiok Foong Loke J. (2001). Leadership behaviors: effects on job satisfaction, productivity
and organizational commitment. Journal of Nursing Management 9 (4), 191-204.

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands—
resources model of burnout. Journal of Applied Psychology, 86(3), 499-512.

Dossey, L. (2006). Optimism. Explore, 2(2), 89-96. Retrieved from
http://download.journals.elsevierhealth.com/pdfs/journals/.

Elbert, J. (2002). Job insecurity and psychological strengths of service workers in a parastatal.
Unpublished master's dissertation, Vaal Triangle Campus of the Potchefstrooms
University for Christian Higher Education, Vanderbijlpark.

Feldt, T., Mdkikangas, A., Aunola, K. (2006). Sense of coherence and optimism: A more
positive approach to health. In L. Pulkkinen, J. Kaprio., & R. J. Rose (Eds.).
Socioemotional development and health from adolescence to adulthood (pp. 286-305).
Cambridge Studies on Child and Adolescent Health. New York: Cambridge
University Press.

Fredrickson B. L. (2004). The broaden-and-build theory of positive emotions. Royal
Society.359, 1367-1377.

Fredrickson, B. L. (2003). The value of positive emotions. American Scientist, 91(4), 330—
335.

Green Jr., K. W, B. Medlin and D. Whitten (2004). Developing optimism to improve
performance: An approach for the manufacturing sector. Industrial Management
and Data Systems, Volume 104(2) 106-114.

Gruman J., A. & Saks A, M. (2011). Performance management and employee
engagement. Human Resource Management Review 21 123-136.

European Journal of Management and Marketing Studies - Volume 5 | Issue 3 | 2020 148


http://oapub.org/soc/index.php/EJMMS
http://download.journals.elsevierhealth.com/pdfs/journals/

Richard Kipter Rotich
INFLUENCE OF OPTIMISM ON WORK ENGAGEMENT OF MANAGERS IN STATE CORPORATIONS IN KENYA

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

Hakanen, J. J., Schaufeli, W. & Ahola, K. (2008). The Job Demands-Resources model: A
three-year cross-lagged study of burnout, depression, commitment, and work
engagement. Work & Stress. 22, 3, 224-241.

Harter, J. K., Schmidt, F. L. (2002). Business-Unit-Level Relationship between Employee
Satisfaction, Employee Engagement, and Business Outcomes: A Meta-Analysis.
Journal of Applied Psychology, 87(2): 268-279.

Harter, J. K., Schmidt, F. L., & Keyes, C. L. M. (2003). Well-being in the workplace and its
relationship to business outcomes: A review of the Gallup studies. In C. L. M.
Keyes & J. Haidt (Eds.), Flourishing: Positive psychology and the life well-lived (pp.
205-224). Washington, DC: APA.

Hay Group (2013). 2013 Global employee engagement and enablement trends. Retrieved
15 May 2014 from http://www.haygroup.com/downloads/uk/2013.engagement

trends.pdf
Heartfield, S. M. (2012). Keys to Employee Satisfaction: What You Can Do to Increase
Employee Satisfaction. Downloaded 25th July 2013

http://humanresources.about.com/od/employee
satisfaction/a/employee satisfaction.htm.

Hewitt Associates (2004). Employee engagement higher at double digit growth
companies. Research Brief. Hewitt associates LLC.

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in the stress
process: Advancing conservation of resources theory, Applied Psychology: An
International Review, 50(3), 337-370.

Iwanaga, M. Y., Yokoyama, H. and Seiwa, H. (2004). Coping Availability and Stress
Reduction for Optimism and Pessimistic Individuals. Personality and Individual
Differences, 36, 11-22.

Javed, S. A., Ahmad, F., Nawaz, M., Sajid, A. (2016). Identification of the organizational
and managerial characteristics of organizations operating in project conducive

environment — a preliminary study. Durreesamin Journal, 2 (1).

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

Kamen-Siegel L., Rodin J., Seligman M. E. P., Dwyer J. (1991). Explanatory style and cell-
mediated immunity in elderly men and women. Health Psychology, 10, 229-235.

Kangure M., Guyo & Odhiambo (2014). Relationship between Work life Balance and Employee
Engagement in State Corporations in Kenya. PhD. Thesis, Jomo Kenyatta University,
Kenya.

Konard, A. M. (2006). Engaging employees through high-involvement work practices,
Ivey Business Journal, pp.1-6.

Kosuta, K. (2010). Shifting Sand: Examining Employee Engagement in the Public Sector.
Athabasca University. February.

European Journal of Management and Marketing Studies - Volume 5 | Issue 3 | 2020 149


http://oapub.org/soc/index.php/EJMMS
http://www.haygroup.com/downloads/uk/2013.engagement%20trends.Pdf
http://www.haygroup.com/downloads/uk/2013.engagement%20trends.Pdf
http://humanresources.about.com/od/employee%20satisfaction/a/employee_satisfaction.htm
http://humanresources.about.com/od/employee%20satisfaction/a/employee_satisfaction.htm

Richard Kipter Rotich
INFLUENCE OF OPTIMISM ON WORK ENGAGEMENT OF MANAGERS IN STATE CORPORATIONS IN KENYA

Lee, J. (2012). Antecedents and consequences of employee engagement: Empirical study of hotel
employees and managers (Doctoral dissertation, Kansas State University).

LePine, J. A, Erez, A. & Johnson, D. E. (2002). The Nature and Dimensionality of
Organizational Citizenship Behavior: A Critical Review and Meta-analysis. Journal
of Applied Psychology. 87, 52-65.

LePine, J. A., Podsakoff, N. P., & LePine, M. A. (2005). A meta-analytic test of the
challenge stressor-hindrance stressor framework: An explanation for inconsistent
relationships among stressors and performance. The Academy of Management
Journal, 48, 764-775. DOI: http://dx.doi.org/10.5465/AM].2005.18803921.

Luthans, F. (2002). Positive organizational behavior: Developing and managing
psychological strengths. Academy of Management Executive, 16, 57-72.

Luthans, F., & Youssef, C. M. (2007). Emerging positive organizational behavior. Journal
of Management, 33, 321-349.

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, 27, 387-393, DOI: http://dx.doi.org/10.1002/job.373.

Luthans, F., Norman, S.M., Avolio, B. J. and Avey, J. B. (2008). The mediating role of
psychological capital in the supportive organizational climate: employee
performance relationship. Journal of Organizational Behavior, 29, 219-38.

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

Macey, W., & Schneider, B. (2008). Industrial and Organizational psychology. Engaged in
Engagement: We are delighted we did it.1. 76-83.

Macey, W. H & Schneider (2008). The Meaning of Engagement. Industrial and
Organizational Psychology. (1) 3-30.

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

Makikangas, A., Feldt, T., Kinnunen, U., & Mauno, S. (2013). Does personality matter?
Research on individual differences in occupational well-being. In A. Bakker (Ed.),
Advances in Positive Organizational Psychology (Volume 1) (pp. 107-143). Emerald
Group Publishing Limited.

Makikangas, A., Kinnunen, U., & Feldt, T. (2004). Self-esteem, dispositional optimism,
and health: Evidence from cross-lagged data on employees. Journal of Research in
Personality, 38, 556-575.

Malik, A. (2013). Efficacy, Hope, Optimism and Resilience at Workplace — Positive
Organizational Behavior. International Journal of Scientific and Research Publications,
3, (10).

Markos, S., & Sridevi, M. S. (2010). Employee engagement: The key to improving
performance. International journal of business and management, 5(12), 89.

Mauno, S., Feldt, T., Makikangas, A., & Kinnunen, U. (2010). Job demands and resources
as antecedents of work engagement: A qualitative review and directions for future

European Journal of Management and Marketing Studies - Volume 5 | Issue 3 | 2020 150


http://oapub.org/soc/index.php/EJMMS
http://dx.doi.org/10.5465/AMJ.2005.18803921
http://dx.doi.org/10.1002/job.373

Richard Kipter Rotich
INFLUENCE OF OPTIMISM ON WORK ENGAGEMENT OF MANAGERS IN STATE CORPORATIONS IN KENYA

research. In S. Albrecht (Ed.), Handbook of employee engagement (pp. 111-129).
Australia: Elgar publishing.

Mauno, S., Kinnunen, U., & Ruokolainen, M. (2007). Job demands and resources as
antecedents of work engagement: A Longitudinal Study. Journal of Vocational
Behavior, 70, 149-171.

May, D. R, Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of
meaningfulness, safety and availability and the engagement of the human spirit at
work. Journal of Occupational and Organizational Psychology, 77, 11-37.
d0i:10.1348/096317904322915892.

Medlin, B., & Green, K. W.,, Jr.., (2009). Enhancing performance through goal setting,
engagement, and optimism. Industrial Management & Data Systems, 109, 943-956.

Mokaya, S. O., & Kipyegon, M. J. (2014). Determinants of employee engagement in the
banking industry in Kenya; Case of Cooperative Bank. Journal of Human Resources,2
(2),187-200.

Naeem, B, Malik, M. E & Bano N (2014). Nurturing Organizational Citizenship
Behaviour by Optimism Subculture. Pakistan Economic and Social Review 52 (2) 175-
186.

Naidoo, P., & Martins, N. (2014). Investigating the relationship between organizational
culture and work engagement. Problems and perspectives in Management, 12(4), 433-
441.

Nawaz, M., Abid, G., Arya, B, Bhatti, G. A., & Farooqi, S. (2018). Understanding
employee thriving: the role of workplace context, personality and individual
resources. Total Quality Management & Business Excellence, (Volume & Issue No. In
Process) 1-18.

Nawaz, M., Bhatti, G. Ahmad, S., Ahmed, A., (2018). How organizational commitment of
Pakistan Railways’ employees can be improve? Moderating role of psychological
capital. Journal of Entrepreneurship, Management & Innovation, 14(1), 123-142.

Omollo O. J. (2012). Labour and Employment Inequalities in the context of the East
African Regional Integration Process in society for international Development,
East African Integration: Dynamics of Equity in Trade, Education, Media and Labour
Nairobi: Ascent Ltd.

Othman, N., & Nasurdin, A. M. (2013). Social support and work engagement: a study of
Malaysian nurses. Journal of nursing management, 21(8), 1083-1090.

Othman, N., Ghazali, Z., & Ahmed S. (2014). Work Engagement in Nursing: The Role of
Self Efficacy and Optimism. Proceedings of the Australian Academy of Business
and Social Sciences Conference 2014 (in partnership with The Journal of Developing
Areas)

Ouweneel, E., Schaufeli, W. B., & Le Blanc, P. M. (2013). Believe, and you will achieve:
Changes over time in self-efficacy, engagement, and performance. Applied
Psychology: Health and Well-Being, 5(2), 225-247.

Peterson, C. (2000). The future of optimism. American psychologist, 55(1), 44.

European Journal of Management and Marketing Studies - Volume 5 | Issue 3 | 2020 151


http://oapub.org/soc/index.php/EJMMS

Richard Kipter Rotich
INFLUENCE OF OPTIMISM ON WORK ENGAGEMENT OF MANAGERS IN STATE CORPORATIONS IN KENYA

Peterson, C., & Seligman, M. E. (1985). The learned helplessness model of depression:
Current status of theory and research. Handbook of depression: Treatment, assessment,
and research, 914-939.

Peterson, C., & Seligman, M. E. P. (1984). Causal explanations as a risk factor for
depression: Theory and evidence. Psychological Review, 91, 347-374.

Peterson, C., & Steen, T.A. (2002). Optimistic Explanatory style. In Synder, C.R., & Lopez,
J.S (Eds.). Handbook of positive psychology (pp. 244-257). New York: Oxford
University Press.

Peterson, C., & Stunkard, A.J. (1992). Cognates of personal control: Locus of control, self-
efficacy, and explanatory style. Applied & Preventive Psychology, 1, 111-117.
Peterson, C., & Vaidya, R.S. (2001). Explanatory style, expectation, and depressive

symptoms. Personality and Individual Difference, 31, 1217-1223.
Peterson, C., Arbor, A. & Park. N. (2004). Optimism. Encyclopaedia of Applied

Psychology, Retrieved September 26, 2010, from
http://www.credoreference.com.ezproxy.uwc.ac.za/entry/estapplied psyc/optimis
m

Pienaar, J., & Sieberhagen, C., (2005). Burnout and engagement of students in a higher
education institution. SAJHE, 19(1), 155-167.

Rasmussen, H. N., Scheier, M. F., & Greenhouse, J. B. (2009). Optimism and physical
health: A meta-analytic review. Annals of Behavioral Medicine, 37, 239-256.

Rich, B. L., Lepine, J. & Crawford, E. R. (2010). Job engagement; Antecedents and Effects
on Job Performance. Academy of Management Journal 53 (3). 617-635.

Rothmann, S., & Essenko, N. (2007). Job characteristics, optimism, burnout, and ill health
of support staff in a higher education institution in South Africa. South African
Journal of Psychology, 37(1), 135-152.

Rothmann, S., Barkhuizen, N., & Tytherleigh, M. Y. (2008). Model of work-related ill
health of academic staff in a South African higher education institution. SAJHE,
22(2), 404-422.

Rurkkhum, S., & Bartlett, K. R. (2012). The relationship between employee engagement
and organizational citizenship behaviour in Thailand. Human Resource
Development International, 15(2), 157-174.

Schaufeli W. B., Salanova M., Gonzalez-Roma V. & Bakker A. (2002). The measurement
of burnout and engagement: a confirmatory factor analytic approach. Journal of
Happiness Studies 3, 71-92.

Schaufeli, W. B & Bakker, A. B. (2003). UWES-Utrecht Work Engagement Scale; Test
Manual. Department of Psychology, Utrecht University.

Schaufeli, W. B., & Salanova, M. (2008). Enhancing work engagement through the
management of human resources. In K. Naswall, J. Hellgren, & M. Sverke (Eds.),
The individual in the changing working life (pp. 380—-402). New York: Cambridge
University Press.

Schaufeli, W. B., Arnold, B. B. & Van Rhenen (2009). How changes in job demands and
resources predict burnout, work engagement, and sickness absenteeism. Journal of
Organizational Behavior, 30, 893-917.

European Journal of Management and Marketing Studies - Volume 5 | Issue 3 | 2020 152


http://oapub.org/soc/index.php/EJMMS
http://www.credoreference.com.ezproxy.uwc.ac.za/entry/estappliedpsyc/optimism
http://www.credoreference.com.ezproxy.uwc.ac.za/entry/estappliedpsyc/optimism

Richard Kipter Rotich
INFLUENCE OF OPTIMISM ON WORK ENGAGEMENT OF MANAGERS IN STATE CORPORATIONS IN KENYA

Schaufeli, W. B., Salanova, M., Gonza lez-Roma, V., and Bakker, A. (2002b). The
Measurement of Burnout and Engagement: A Confirmatory Factor Analytic
Approach, Journal of Happiness Studies, 3, 71-92

Scheier, M. F., & Carver, C. S. (1985). Optimism, coping, and health: Assessment and
implications of generalized outcome expectancies. Health Psychology, 4(3), 219-247.

Scheier, M. F., Carver, C. S.,, & Bridges, M. W. (2001). Optimism, pessimism, and
psychological wellbeing. In E. C. Chang (Ed.), Optimism and pessimism. Implications
for theory, research, and practice (pp. 189-216). Washington, DC: American
Psychological Association.

Schumann, M. (2010). The new rules of employee engagement: how business leaders
must reinvent how they connect. Management Today, 28(1), 44—45.

Schwarzer, R., & Jerusalem, M. (1995). Generalized Self-Efficacy scale. In J. Weinman, S.
Wright & M. Johnston (Eds.), Measures in health psychology: A user’s portfolio. Causal
and control beliefs (pp. 35-37). Windsor, UK: NFER-NELSON.

Seligman, M. E. (1975). On depression, development, and death. San Francisco: Freeman.

Seligman, M. E. P. (1991). Learned Optimism. (AA Knopf, New York).

Seligman, M. E. P. (1998). Learned optimism. New York, NY: Pocket Books.

Seligman, M. E. P., & Csikszentmihalyi, M. (2000). Positive psychology. American
Psychologist, 55(1), 5-14.

Shuck, B., & Wollard, K. (2010). Employee engagement and HRD: A seminal review of
the foundations. Human Resource Development Review, 9(1) 89-110.
doi:10.1177/1534484309353560

Shuck, B., Rocco T. S. & Albornoz C.A (2010). Exploring employee engagement from the
employee perspective: Implications for HRD. Journal of European Industrial
Training, 35 (4) 300-325.

Simpson, M. R. (2009). Engagement at work: A review of the literature. International
Journal of Nursing Studies, 46, 1012-1024. d0i:10.1016/j.ijnurstu.2008.05.003

Supriya, A., Deepika, T. & Ajeya, J. (2014). Employee Engagement. Structural Theoretical
Review. International Journal of Business and Management. 2,(6) 309-317S

Sweetman, D., & Luthans F. (2010). The power of positive psychology: Psychological
capital and work engagement. Work engagement: A handbook of essential theory and
research. New York, NY: Psychology Press.

Takawira, N., Coetzee, M. & Schreuder, D. (2014). Job Embededness, work engagement
and turnover intentions of staff in a higher education institution: An exploratory
study. SA Journal of Human Resource Management, 542, 1-10.

Tims, M., Bakker, A. B., & Xanthopoulou, D. (2011). Do transformational leaders enhance
their followers' daily work engagement?. The Leadership Quarterly 22 121-131.

Tomakowsky, J., Lumley, M.A., Markowitz, M., & Frank, C. (2001). Optimistic
explanatory style and dispositional optimism in HIV-infected men. Journal of
Psychosomatic Research, 51, 577-587.

Truss C, Alfes K, Delbridge R, Shantz A, Soane E (2013b). Employee Engagement,
Organisational Performance and Individual Wellbeing: Developing the Theory,

European Journal of Management and Marketing Studies - Volume 5 | Issue 3 | 2020 153


http://oapub.org/soc/index.php/EJMMS

Richard Kipter Rotich
INFLUENCE OF OPTIMISM ON WORK ENGAGEMENT OF MANAGERS IN STATE CORPORATIONS IN KENYA

Exploring the Evidence, editorial introduction to special issue, International Journal
of Human Resource Management, 24, (14) 2657- 2669.

Truss, K., Soane, E., Delbridge, R., Alfes, K., Shantz, A., & Petrov, G. (2014). Employee
engagement in Theory and Practice. Routledge, New York.

Truss, K., Soane, E., Edwards, C. Y. L., Wisdom, K., Croll, A., & Burnett, J. (2006). Working
life: Employee attitudes and engagement 2006. Chartered Institute of Personnel and
Development.

Van Schalkwyk, S. (2004). Job insecurity and psychological well-being in a financial institution
in Gauteng. Unpublished master’s thesis, University of North-West University,
Vaal Triangle Campus, Potchefstroom, South Africa.

Wilson, S. M., Floden, R. E., & Ferrini-Mundy, J. (2001). Teacher Preparation Research:
Current Knowledge, Gaps, commendations. A Research Report prepared for the U.S.
Department of Education and the Office for Educational Research and
Improvement by the Center for the study of Teaching and Policy in collaboration
with Michigan State University.

Wollard, K. K., & Shuck, M. B. (2011). Antecedents to employee engagement: A
structured review of the literature. Advances in Developing Human Resources, 13,
429-446. doi:10.1177/1523422311431220

World Bank Project Appraisal. (2004). Micro, small and medium enterprise competitiveness
project. Report No: 29354-KE. Retrieved from
http://wwwwds.worldbank.org/external/default/ WDSContentServer/WDSP/IB

Xanthopolou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009). Reciprocal
relationships between job resources, personal resources and work engagement.
Journal of Vocational Behavior, 74, 235-244.

Xanthopoulou D., Bakker A. B., Kantas A., Demerouti E. and Schaufeli W. B. (2009). Work
Engagement and Financial Returns: A diary study on the role of Job and Personal
Resources. Journal of Occupational and Organizational Psychology, (82) 183-200.

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), 121-141.

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009a). Work
engagement and financial returns: A diary study on the role of job and personal
resources. Journal of Occupational and Organizational Psychology, 82, 183-200.

Xanthopoulou, D., Bakker, A. B., Demerouti, E. & Schaufeli, W. B. (2009b). Work
engagement and financial returns: A diary study on the role of job and personal
resources. Journal of Organizational and Occupational Psychology, 82, 183-200.

Yamane, T. (1967). Problems to accompany” Statistics, an introductory analysis”. Harper &
Row.

European Journal of Management and Marketing Studies - Volume 5 | Issue 3 | 2020 154


http://oapub.org/soc/index.php/EJMMS
http://wwwwds.worldbank.org/external/default/WDSContentServer/WDSP/IB

Richard Kipter Rotich
INFLUENCE OF OPTIMISM ON WORK ENGAGEMENT OF MANAGERS IN STATE CORPORATIONS IN KENYA

Creative Commons licensing terms

Authors will retain copyright to their published articles agreeing that a Creative Commons Attribution 4.0 International License (CC BY 4.0) terms will be
applied to their work. Under the terms of this license, no permission is required from the author(s) or publisher for members of the community to copy,
distribute, transmit or adapt the article content, providing a proper, prominent and unambiguous attribution to the authors in a manner that makes clear
that the materials are being reused under permission of a Creative Commons License. Views, opinions and conclusions expressed in this research article
are views, opinions and conclusions of the author(s). Open Access Publishing Group and European Journal of Management and Marketing Studies shall
not be responsible or answerable for any loss, damage or liability caused in relation to/arising out of conflict of interests, copyright violations and
inappropriate or inaccurate use of any kind content related or integrated on the research work. All the published works are meeting the Open Access
Publishing requirements and can be freely accessed, shared, modified, distributed and used in educational, commercial and non-commercial purposes
under a Creative Commons Attribution 4.0 International License (CC BY 4.0).

European Journal of Management and Marketing Studies - Volume 5 | Issue 3 | 2020 155


http://oapub.org/soc/index.php/EJMMS
https://creativecommons.org/licenses/by/4.0/

