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Abstract

This research study aims to examine the positive relationship between psychological capital

(PsyCap) and work engagement as well as the moderation effect of perceived clan type organizational

culture on the relationship between psychological capital and work engagement. The data were

collected from 210 employees from different companies in Bangkok, Thailand. Data analysis was

conducted using linear regression. The findings indicated that the effect of psychological capital and

work engagement exists and perceived clan type organizational culture significantly moderates the

relationship between the two variables.

Introduction

For many years, multiple studies have turned their attention to positive psychology for its ability

to enhance psychologists’ understanding of people in a more meaningful ways. It leads psychologists

to find out what may work, what creates values for people in a more proactive way. The study of

positive psychology pointed out the essence of human resource strengths and psychological

capacities that can be measured, developed, and effectively managed for performance improvement

(Luthans, 2002). Furthermore, the knowledge attained from this study can be applied to the business

framework, especially in the field of human capital. Therefore, the purpose of the current study is to

identify factors that predict work engagement, so that organizations can work on improving their

employees’ work engagement.

Human capital is considered to be the most valuable by companies. According to Hitt and

Duane (2002), human capital has thus been argued to be an organizations most unique resources that
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often sets it apart from itself competitors. In order to preserve efficiency and growth of a company,

sustaining a high level of employee engagement is required. Work engagement, according to

(Schaufeli, Salanova, Gonzélez-Romad, and Bakker, 2002, p.74, as cited in Schaufeli, 2013), is "a

positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and

absorption". Work engagement increases several aspects of an organization behavior such as job

satisfaction, organizational commitment, and intention to quit (Saks, 2007 as cited in Wanberg, 2012).

This study would like to identify factors that predict work engagement so that organization can

make employees more engaged in their work, thereby increasing productivity and efficiency of the

organization. Previous studies indicated that each individual has a disposition of positive

psychological resources, which, contributes to different working styles. These resources are known

collectively as psychological capital. Avey, Luthans, and Jensen (2009, p. 678) defined psychological

capital as "an individual's positive psychological state of development" characterized by four second-

order components which are hope, self-efficacy, optimism, and resilience. Meta-analysis by Avey,

Reichard, Luthans, and Mhatre (2011) has shown that psychological capital has desirable effects on

employees’ attitudes, behaviors, and performance. This had led us to believe that PsyCap has a

positive effect on work engagement of the employees.

Psychological capital may also extent its influence on work engagement through other

contextual factors such as organizational culture. Another factor that impact employee engagement is

organizational culture, an external variables that employees will unknowingly incorporates

organizational culture into their working style. Moreover, organizational culture is one of the contextual
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factors that positively impact on organization performance (Cameron & Ettington, 1988; Denison, 1990;

Trice and Beyer, 1993 as cited in Cameron & Quinn, 2011). Therefore, we plan to study the

relationships between psychological capital and work engagement and find out the moderating effect

of organizational culture.

Psychological Capital

From 'The Power of Positive Psychology' (Sweetman & Luthans, 2010), past researches have

pointed out that psychological capital (PsyCap) has a positive impact on work engagement. In

addition, there is a positive effect of psychological resource capacities on work engagement and

organizational commitment (Youssef & Luthans, 2007).

According to Luthans (2002a, 2002b); Luthans and Youssef (2004); Luthans, Avolio, Avey,

and Norman, (2007). PsyCap is a state-like open to development and change, and have performance

impact. The formal definition of PsyCap is described as 'an individual's positive psychological state of

development characterized by (1) Hope—a motivation towards goals and redirecting paths to goals

in order to succeed. (2) Self-efficacy—a confidence in taking an effort to succeed missions or

challenging tasks. (3) Optimism—hopefulness and confidence about the successful outcome of

something in recent and future, and (4) Resilience—the capacity to recovery oneself quickly from

difficulties to attain success.' (Luthans, Avolio, Avey, & Norman, 2007, p. 542).

Proved to be state-like, psychological capital "is developed through a pattern of investment of

psychic resources that results in obtaining experiential rewards from the present moment while also

increasing the likelihood of future benefit..." (Luthans, Avolio, Avey, & Norman, 2007, p. 542, as
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quoted in Kersting, 2003, p. 26). Psychological capital is more likely emphasized as a composite

construct than individual factors.

Organizational Culture

One of the important aspects that is rarely mentioned in previous researches in the field of

industrial and organizational psychology is organizational culture. Organizational culture is "the pattern

of shared basic assumptions—invented, discovered, or developed by a given group as it learns to

cope with its problems of external adaptation and internal integration—that has worked well enough

to be considered valid and, therefore, to be taught to new members as the correct way to perceive,

think, and feel in relation to those problems" (Schein 1985a, as cited in Scott, Mannion, Davies, &

Marshall, 2003, p. 925).

Organizational culture is intangible and may not be perceived clearly from time to time.

However, organizational culture cannot be disregard as unimportant since it could become a

differentiating factor for companies. It was this differentiating factor that companies signified as a main

ingredient in the company’s success (Cameron & Quinn, 2011).

Most organizational culture has a powerful effect on the performance and long-term

effectiveness of organizations. Empirical research has produced an impressive array of findings

demonstrating the importance of organizational culture to enhance organizational performance (Trice

& Bayer, 1993).
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Competing Value Framework

Introduced by Cameron and Quinn (2011), this framework describes what organizational

culture profile that one company comprises of. According to this framework, there are two dimensions

that stems from thirty-nine indicators of organizational effectiveness. The first dimension at one end

emphasizes on flexibility and discretion while the other end emphasizes on stability and control. The

second dimension at one end emphasizes on internal orientation, integration, and unity while another

end emphasizes on external orientation, differentiation, and rivalry.

The two dimensions lead to the four dominant types of organizational culture; clan, adhocracy,

hierarchy, and market culture.

The clan type culture is closely resemble to what is called a family-type organization. In this

type of organization, cohesion, participation, shared goals and values reign supreme. Rules,

procedures, or hierarchical orders are replaced by employee involvement programs and semi-

autonomous teamwork. In this culture, a company can be viewed as a friendly workplace that enables

people to share a lot of themselves. Leaders are regarded as mentors or as parent figures. Loyalty

and tradition are the glue that binds the entire organization together.

The adhocracy type culture can be described as the culture that embraces dynamics,

creativity and entrepreneurial spirit. In this type of culture, leaders are expected to be risk-taking and

being innovative. The company of this culture strongly emphasizes being the most innovative.

The hierarchy type of culture is extremely structured and formalized. Leaders are seen as

coordinators and efficiency-oriented managers. The company in this culture strongly emphasizes the
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stability of the company, performance and efficiency. The company of this culture prides itself in being

able to operate smoothly, seen as dependable, and operated at lower cost.

The market type culture can be called as a result-oriented culture. For this culture, employees

would be competitive and goal-oriented. Leaders are demanding and tough. They are strong drivers,

producers, and competitors. This kind of company put great importance on winning.

The combination of these four culture alternatives would provide organization an insight on how

organizational culture is perceived by employees. It can also function as a tool to initiate change and

monitor any change undergoing on an organization as it will bring the intangible organizational culture

to the surface.

Work Engagement

Work engagement is understood in its simple terms as “passion of work”. It is a positive,

fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption

(Schaufeli et al., 2003). Vigor is about working energy and resilience; a level of employee's ability to

invest their resource and stay strong in times when they have to encountered hardship in their works.

Dedication is an involvement of employees in their works, in dimensions of significance, enthusiasm,

inspiration, pride, and challenge. Absorption refers to how well employees travel deep within their

work; this concept is close to “psychological flow", or a mental state of focused attention and total

involvement in what one does (Csikszentmihalyi, 1997). During flow, the experience is unified from one

action to another and one self is hardly detached. Regarding its definition and character, though, flow

was argued as too complex aspect for engagement.
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There are many studies on work engagement and the results end up with several definitions for

the subject. Still, there is no universal definition for engagement. Some arguments stated that

engagement sounds like other subjects, such as organizational commitment or organizational

citizenship behavior (OCB). Thus, work engagement can be defined as ‘one step up from commitment’

(Robinson, Perryman, & Hayday, 2004). Still, engagement can be distinguished from other subjects.

Saks (2006) stated that organizational commitments differs from engagement. As the former is referred

to a person's attitude and attachment towards their organization, while the latter does not, it is a

degree of individual's attentive to their work and absorbed in the performance of their role. To put it

simply, differences between OCB and engagement is that, OCB is a voluntary and informal behaviors

that individual expresses, while engagement is a focus in individual's formal role performance.

Engagement is a result of individual's affective-cognitive state. With engagement, employee

bring their personal selves into their works, resulting in their ability to perform their work roles

physically, cognitively, and emotionally (Kahn, 1990). The first aspect, cognitive, concerns employees’

beliefs toward organization, its leaders and working conditions. Second, emotional aspect concerns

how employee feel about each of those three factors and their attitude toward the organization and its

leaders. Physical aspect concerns the physical energies employee emitted to accomplish their roles.

According to Kahn (1990), engagement means to be psychologically as well as physically present

when occupying and performing an organizational role. Therefore, engagement must not be

considered for its impact particularly on some or just one aspect, but it is to be considered for its role

effecting all the aspects related to employee's working performances Kahn's model was supported by
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result of Weidert's study as it showed that in engaged state people became physically and emotionally

aroused stronger than unengaged state, significantly (Weidert, 2011). Work engagement would lead to

higher job performance (Bakker, 2011).

Previous research by Xanthopoulou, Bakker, Demerouti, and Schaufeli (2009) studied the

effects of autonomy, coaching, and team climate on personal resources such as self-efficacy, self-

esteem, and optimism, work engagement and financial returns. The result yields interesting findings as

it has shown that coaching mediates work engagement through optimism. This study was found to be

very similar to our study where PsyCap is a personal factor, while clan type organizational culture can

be considered as an environmental factor. The final theoretical model would be a moderation model.

Hypothesis

Based on previous research findings, we have formulated two hypotheses;

Hypothesis 1 Psychological capital has a positive relationship on work engagement.

Hypothesis 2a Perceived clan type organizational culture moderates the relationship between

psychological capital and work engagement.

Hypothesis 2b Perceived adhocracy type organizational culture moderates the relationship between

psychological capital and work engagement.

Hypothesis 2¢c Perceived hierarchy type organizational culture moderates the relationship between

psychological capital and work engagement.

Hypothesis 2d Perceived market type organizational culture moderates the relationship between

psychological capital and work engagement.
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The main focus of this study will be how perceived clan type organizational culture moderates

the relationship between the two aforementioned variables. However, we have included the other three

types of organizational culture into our hypotheses as an exploratory basis.

Methods

Participants

For this study, data were conveniently collected from full-time employees in different

organizations located in Bangkok Metropolitan Area. The total number of participants were 210,

approximately 25% of which were male and 75% were female. The frequency of male participant were

51 and 157 for female participants. Participants age ranged from 21 to 57 years with an average age

of 31.4 years and a standard deviation (SD) of 6.1 years.

Procedures

Prior to launching questionnaires, researchers had reached out to five local and multi-national

companies from different industries for data collection. Four companies had responded to researchers

request with three companies being able to launch the paper-and-pencil data collection process. In

order to recruit more participants, researchers had decided to launch online survey for interested

employees from other companies as well.

For both types of questionnaire, the package consists of a cover page, a consent form, two

items asking about sex and age and psychological scales. The questionnaires were anonymous and

can only be identified via package identification number; which will be assigned after the

questionnaire has been submitted with the consent form removed. The package identification number
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were used to identify organizations and submission channels. The 283 paper-based questionnaire

packages were sent out in two batches of participating organizations. For paper-based questionnaire

packages, 184 packages were return to the researchers, achieving a 65% response rate. For online

questionnaire packages, 26 responses were collected throughout the data collection period from

February to March 2015.

Instruments

The questionnaire package composed of one demographic items and three translated

psychological scales. The demographical data includes gender and age. The three psychological

scales were the following;

Psychological Capital Questionnaire

The psychological capital Questionnaire (PCQ) comprises of four sub-scales; hope, optimism,

resilience and self-efficacy. The PCQ has 12 items (PCQ-12); this extracted version of questionnaire

was under instructions provided by Luthans, Avolio, and Avey (2007). Each subscale composed of 3

items. All items were translated into Thai and were double checked to see if translated item were inline

with general Thai language comprehension. All PCQ items were based on a six-point Likert scale

ranging from: 1 (“strongly disagree”) to 6 (“strongly agree”). The alpha for PCQ is .88.

Work Engagement

Work engagement questionnaire (Seppala et al., 2009) for this study has 9 items with all items

translated into Thai. A seven-point Likert scale was used to measure the participants' responses which

ranged from: 1 (“never”) to 7 (“always”). The alpha for work engagement is .94.

10
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Organizational Culture

Organizational culture Assessment Instrument (OCAI) by Cameron and Quinn (2011) divides

four types of organizational culture: clan culture, adhocracy culture, hierarchy culture and market

culture; into six different dimensions of question; dominant characteristics, organizational leadership,

management of employees, organizational glue, strategic emphases, and criteria of success. Each

dimension consists of four items, one for each alternative of culture type. The original response format

uses the percentages among the four alternatives of organizational culture items. For example, if

respondents perceive that their organizational culture is very similar to what described in the item, they

will place high percentage on this item. Because in each dimension (e.g., organizational leadership)

there are four items representing four types of organizational culture, the percentages rated by the

respondents within certain dimensions must add up to 100. However, for the ease of answering

questionnaire package as well as not to exert pressure on participants cognitive load, the OCAI

original scoring methodology were modified into a seven-point Likert scale with score for each item

ranged from 1 (“Least similar to your organization”) to 7 (“Most similar to your organization”). The

impact of modifications made to OCAI scoring methodology did not have any effect to the reliability of

the measurement. The alphas for each OCAI dimension — clan, adhocracy, market, and hierarchy are

.53, .36, .53, and .24, respectively. In addition, the alphas prior to data transformation are .90, .88, .89,

and .94 in the same sequence.

11
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Data Analysis

For data analysis, a small amount of missing values were imputed using a conditional mean

substitution method; this resulted in no changes in sample size of 210 participants. Once imputed,

SPSS 22.0 was used to analyze statistical data. To examine statistical moderation in this study; a

PROCESS macro add-on by Andrew Hayes (2013) was applied. For the statistical moderation analysis,

OCAI seven-point Likert score were converted back to point-distribution methodology by using cross

multiplication. Once converted into point-distribution OCAI a new tolerance value for clan, adhocracy,

market, and hierarchy type culture were presented at .994, .990, .989, and .983, respectively.

However, this transformation resulted in a drop of Cronbach's alphas for OCAI measurements. The

comparison of pre-cross multiplication and post-cross multiplication alphas are shown in Table 1.

Results

Descriptives Statistics and Correlation

The means, SDs, internal consistency, and reliability coefficients are presented in Table 1.

Table 1 also presents the Pearson correlations to examine the strength of relationships among these

variables as well and provide full support for Hypothesis 1 that there is a positive relationship between

PsyCap and work engagement (p < .01; r=.572**).

Regression

To test the moderation between four organizational culture types, Model 1 of the PROCESS

extension was used as a tool for testing organizational culture moderating the relationship between

12
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PsyCap and work engagement. Regression analysis for hypothesis 2a through hypothesis 2d are as

shown in the tables 2-5.

Hypothesis 2a: Perceived clan type organizational culture moderates employees work engagement.

For clan type organizational culture, we have found that perceived clan type organizational

culture significantly moderates the relationship between PsyCap and work engagement (b = 0.09,

p = .02). The pattern of this moderation can be seen in figure 3. The relationship between PsyCap and

work engagement will increase when employees’ perception on clan type organizational culture

increases.

Hypothesis 2b: Perceived adhocracy type organizational culture moderates employees work

engagement.

For adhocracy type organizational culture, we have found no moderation to our theoretical

framework model. This result does not support hypothesis 2b. This can be said that the relationship

between PsyCap and work engagement will not vary by employees’ perception of adhocracy type

organizational culture.

Hypothesis 2c: Perceived market type organizational culture moderates employees work engagement.

For market type organizational culture, we have found no moderation to our theoretical

framework model. This result does not support hypothesis 2c where perceived market type

organizational culture would moderates the relationship between PsyCap and work engagement.

Hypothesis 2d: Perceived hierarchy type organizational culture moderates employees work

engagement.

13
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For hierarchy type organizational culture, no moderation was found in the relationship between

variables. The result does not provide support for hypothesis 2d where perceived hierarchy type

organizational culture would moderate the relationship between PsyCap and work engagement. The

final result for hypothesized theoretical model is shown in figure 4.

Discussions

There are two objectives for this study. The first objective is to determine whether PsyCap is a

significant predictor of work engagement. The second objective is to investigate the moderating effect

of organizational culture on work engagement.

The first objective was supported; as the result has indicated that PsyCap is positively related

to work engagement. The finding could be related to the argument proposed by Luthans and

Sweetman (2010) that PsyCap have direct relations to work engagement components.

Each of four aspects of PsyCap as well as the three aspects of work engagement were

discriminately built (Luthans, & Youssef, 2007) and also interrelated (Luthans, Youssef, & Avolio,

2007). This is also known as a higher order relationship. This resulted in the greater prediction power

of both variables. Additionally, a Conservation of Resources (COR) theory by Hobfoll (2001), where

PsyCap allows amassing of resources valued and protected by individuals in order for engagement to

occur. In conclusion, considered with potential synergies of PsyCap components, this would be a

powerful prediction tool for interrelated components of work engagement, which supporting these

results.

14
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COR explains how inter-role conflict leads to stress effect the resources within individuals. For

example, individuals who face with work role conflict may end up using their psychological resources

to solve the conflict perhaps for fear of losing their job status rather than to enhance their performance

and engage in their work. The conflict could eventually lead to negative “state of being” (Hobfoll,

2001). This negative state may occur in the forms of dissatisfaction, depression, anxiety, or

physiological tension. Hobfoll (2001) proposed the idea that individuals react to stress differently,

depending on their current levels of psychological resources such as self-esteem or self-worth. Hobfoll

(2001) further proposed that the more these resources are enriched, the better the individuals are able

to cope with incoming stress.

In a series of the moderation hypotheses we found that only hypothesis 2a is supported, which

could be explained by the collectivistic characteristics of Thai culture (Mattila & Patterson, 2004);

where unity, team spirit, and selflessness are expected from each individual. Hofstede (1984, as cited

in Pimpa, 2012) stated that Thailand is a collectivistic society and also tends to be one of the highest

of collectivistic society. The collectivism construct is similar to clan type culture characteristics as the

construct focuses on how individuals integrated to an in-group, which is characterized by diffuse and

mutual obligations. This integration into a cohesive in-group is most found in the context of the

extended family, is characterized by social exchange context based on ascribed statuses Schwartz

(1990, as cited in Essay, UK, 2013). This integration idea shows how close the construct is to the clan

type organizational culture. Not only the characteristic of these two constructs are similar, but also their

effect on work engagement. The study by Langford (2009) (as cited in Essay, UK 2013) has shown

15
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that commitment and job satisfaction are found to be positively and significantly related to collectivism.

While, in the context of the study commitment and job satisfaction are defined as an integral

dimensions of "passion", a factor which is a compound of employee engagement.

On the contrary, the moderation effects in hypotheses 2b through 2d were not significant as we

had hoped which might stem from the characteristics of each organizational culture type as well as the

sociocultural aspect of the Thai culture.

The direct effects of perceived hierarchy type organizational culture on work engagement were

found during data analysis period. Hierarchy type organizational culture is found to have direct effect

on engagement. It might stem from one of our participating companies which data were collected

mostly from call center employees, which requires SOP to ensure efficient services to customers. This

company is also a very large corporation which requires structural and hierarchical functions to

maintain a stable and smooth operations.

Limitations and Future Researches

For this study, we were faced with some limitations in the nature as well as in the

implementation of the study that should be addressed.

During the implementation of the study, we encountered some obstacles on participants'

cooperation in the study which might caused from (1) Lack of incentives for participants; as adding

incentives might lead to participants not to disclose factual perception of their company or their job.

(2) The length of questionnaire package that possibly put constrain on participants' workload, as our

16
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participants are full time employee which leads to tiredness and resulted in a slight variation in the final

questionnaire.

Semantics is also one of the limitations that researchers faced. For OCAIl scale, items were

worded more than one sentence which caused confusion among participants. Future measurement

tools should make sentence more brief and concise.

The research topic and the framework model is relatively new in the field of industrial

psychology, especially in terms of organizational culture studies, and that past researches proved to

be in limited availability. According to additional observations of this study; all organizational culture

types have direct effects on work engagement, the derived result should be noted and emphasized

more to understand the relationship between the two subjects. Also, concerning only the result from

the relationship between PsyCap, organizational culture, and work engagement might not be enough

to understand each constructs, we suggest that these constructs' whole model shall be studied

thoroughly to clarify the role and characteristics of each in the future.

Social desirability and concerns over data confidentiality are also the key concerns that might

influence the results of this study.

Implications and Conclusions

The findings of the study seem to have some practical implications for the development and

management of the workforce especially in Thailand, where studies in this topic is limited. Employees

who naturally have high PsyCap are more likely to engage with their work. The knowledge from this

study could be developed further as a tool or an intervention to increase work engagement via

17
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increasing PsyCap. Another practical implication from the result of this study is that companies should

ensure that employees perceived the organizational culture as a clan type organizational culture in

order to increase work engagement.

In conclusion, employees' perception in the clan type organizational culture can enhance the

level of work engagement further when synergizes with employees with higher PsyCap. Also, the

results of this study showed us that PsyCap can positively predict work engagement. To elaborate, a

person with high PsyCap will be more engaged to their work.
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Tables and Figures

Table 1

Means, standard deviations, possible range of measurements, alphas and correlations among

variables
) Work )
Variables PsyCap Clan Adhocracy Market Hierarchy
Engagement
PsyCap -
Work
572** -
Engagement
Clan .018 .067 =
Adhocracy 14 .034 -.320** -
Market .027 -.064 - 731%* .079 -
Hierarchy .190™* .349** A44* -479** -.346™* -
Mean 4.355 5.167 25.097 24.758 25.144 23.969
Standard
o 0.582 0.990 2.306 1.715 3.108 1.997
Deviation
Possible
1-6 1-7 0-100 0-100 0-100 0-100
Range
0.90" 0.88" 0.89% 0.94%
(04 0.88 0.94
0.53 0.36 0.53 0.24

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

~ Cronbach’s Alpha prior to data transformation.
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Table 2

Results from linear regression analysis showing PsyCap prediction on work engagement

with perception of clan type culture as a moderator

Unstandardized Standardized t Sig.
Coefficients Coefficient
Model B SE B
1 PsyCap 0.957 0.097 .563 9.916 <.01
Clan
0.033 0.025 077 1.344 .18
Culture
Interaction 0.093 0.040 .054 2.348 .02
Table 3
Results from linear regression analysis showing PsyCap prediction on work engagement
with perception of adhocracy type culture as a moderator
Unstandardized Standardized t Sig.
Coefficients Coefficient
Model B SE B
1 PsyCap 0.996 0.098 0.586 10.127 0.000
Adhocracy -0.020 0.033 -0.035 -0.611 0.542
Interaction -0.030 0.069 -0.030 -0.440 0.661
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Table 4

Results from linear regression analysis showing PsyCap prediction on work engagement

with perception of market type culture as a moderator

Unstandardized Standardized t Sig.
Coefficients Coefficient
Model B SE B
1 PsyCap 0.988 0.096 0.582 10.280 0.000
Market -0.024 0.018 -0.075 -1.308 0.192
Interaction -0.050 0.035 -0.091 -1.430 0.154

Table 5

Results from linear regression analysis showing PsyCap prediction on work engagement

with perception of hierarchy type culture as a moderator

Unstandardized Standardized t Sig.
Coefficients Coefficient
Model B SE B
1 PsyCap 0.915 0.094 0.539 9.710 0.000
Hierarchy 0.121 0.028 0.243 4.358 0.000
Interaction -0.016 0.045 -0.019 -0.364 0.717
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Figure 1

Competing Value Framework

Flexibility and Discretion

c S

2 Clan Adhocracy B
E c

o (Collaborate) (Create) o

£ £
= a
c e

© =

2

3 2

[T ; [¢]
= Hierarchy Market =
E ©

g (Control) (Compete) s
c +

- X
w

Stability and Control

The Competing Value Framework (adapted from Cameron and Quinn, 2011)
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Figure 2

Theoretical Model

Organizational

Culture

Psychological v Work

Capital Engagement

Figure 2 depicts the expected structure of the theoretical model for this study; where

psychological capital positively effects work engagement with organizational culture moderating the

interaction between the two variables.
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Figure 3

Relationship between psvcholoaical capital and work enaaaement

6.0004

p=.689
5.800 _
p=.563
5.600
= p=.437
£ s5.400
£ 5200
=<
S 5.000
= i

4.8004

4.6001

Psychological Capital
Figure 3 indicates that the relationship between PsyCap and Work Engagement will increase
when employees’ perception on clan type organizational culture increases. The B:.437 line
represents low perception of clan type organizational (Z; = -2.306), while lines B=.563 and
B:.689 represent moderate and high perception of clan type organizational culture (Z, = .000,

Zn= 2.306) respectively.
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Figure 4

Result of hypothesized theoretical model
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