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Preface

The ARUPS Congress is a routine activity held every two years. The Congress aims to
develop professional cooperation of Psychology regionally, especially among ASEAN countries
and, internationally. The Indonesian Psychological Association (HIMPSI) hosted the 6th
Congress. The 6th ARUPS Congress was held on 20 - 22 February 2018 at Discovery Kartika
Plaza Hotel, Kuta, Bali. Activities in the Congress consist of: workshops; HIMPSI meetings with
the International Union of Psychological Science (IUPsyS), the Asia Pacific Psychological
Alliance (APPA), Pan African Psychological Union (PAPU); plenary and panel sessions; oral
presentations; and, poster presentation.

Meeting between professional organizations of psychology aims to strengthen cooperation
these organizations, regionally between ASEAN countries, Asia Pacific, and global region.
Additionally, academic forums as part of the meetings aim to disseminate research results to
improve the quality of psychological practices in each country. There are over 600 abstracts listed
in the presentation list. For the purpose of maintaining quality, the scientific committee conducted
paper selection. The result was as follows: 406 papers were selected for oral presentations and 65
papers were for poster presentations. Total number of attendances includes more than 300 people
from 20 countries.

Workshops held on 20 February 2018 include:

1. Character Building Through Traditional Games with BERLIAN Method.

Speaker: Dr. Iswinarti, M.Si. (Indonesian Association of Developmental Psychology/IPPI).

2. A Learning Culture as An Essential Organizational Capital to Face Tough Business
Environment.

Speaker: Prof. Dr.Andreas Budihardjo (Indonesian Association of Industrial and

Organization Psychology / AP10).

3. ASD (Autism Spectrum Disorder) Early Identification and Intervention With TEACCH -
Speaker: Margaretha, S.Psi., P.G.Dip.Psych., M.Sc. (Faculty or Psychology, Airlangga
University).

4. Preventing Anxiety and Depression in Young People: Super Skills for Life.

Speaker: Prof. Cecilia A. Essau (Roehampton University, England).

5. Methods and Procedures for Adapting Assessment Instruments for Psychological Research
and Practices.

Speaker: R. Urip Purwono, PhD. (Faculty of Psychology Universitas Padjadjaran,

Indonesia);

6. After A Disaster: An Introduction to Key Concepts to Meet the Psychological Needs of
Those Affected.

Speaker: Associate Prof Clare Yeo and Dr. Tsao | Ting (Singapore);

7. How ASEAN Psychological Community Can Prepare Superior Human Capital for Global
Competition: The Role of The Psychological Service of The Indonesian Army in
Enhancing Resilience and Cultural Intelligence.

Speaker: Colonel Drs. Gunawan, DESS (Indonesian Association of Military

Psychology/ APMI);

8. Rightsizing: Business Organizational Performance Improvement.

Speaker: Dr. Sumaryono, M. Si. (Indonesian Association of Industrial and Organization

Psychology/APIO);

9. Antenatal Resilience and Optimism Workshop: A Preview for Facilitator.



Speaker: Josephine Ratna, M.Psych, Ph.D, Psychologist (Widya Mandala Catholic
University and Premier Hospital Surabaya);

10. Cognitive Interview: Technique to Obtain Information from Witnesses and Victims in The
Criminal Justice System.
Speaker: Dra. Reni Kusumowardhani, M.Psi (Indonesian Association of Forensic
Psychology / APSIFOR).

Keynote speakers gave their thoughts on February 21, 2018 after the opening ceremony, as
follows:
1. Professor Nila. F. Moeloek, Minister of Health of the Republic of Indonesia.

Topic: The role of psychologist in community health services in Indonesia.

Nila Djuwita Farid Moeloek is the Minister of Health of the Republic of Indonesia since
27 October 2014. She actively participates as a speaker, resource person or moderator in a
wide range of scientific meetings and workshops. She has also authored or co-authored
more than 150 scientific papers and five scientific books. Dr. Moeloek also leads a number
of high-profile organizations in Indonesia. Foremost among these are her positions as
General Chairperson of the Indonesian Dharma Wanita (the largest women’s organization
in Indonesia whose members are comprised of the women and wives of civil servants
throughout Indonesia), General Chairperson of the Indonesian Ophthalmologist
Association, General Chairperson of the Indonesian Cancer Foundation, and Chairperson
of Medical Research of Faculty of Medicine at the University of Indonesia. Dr Moeloek
earned her medical degree in ophthalmology from the Faculty of Medicine at the University
of Indonesia. After earning her position as a specialist consultant in ophthalmology in 1998,
she devoted herself to pursuing her PhD in ophthalmology, and earned a cumlaude degree
in 2003. In 2007, she earned her full professorship at the Faculty of Medicine at the
University of Indonesia.

2. Dr. Sathasivian Cooper, President of the International Union of Psychological Science
(TUPsyS).
Topic: The role of psychological organization at the local, regional and global levels in
responding to human and social problems in psychological century.
Sathasivian Cooper is a clinical psychologist in South Africa. He plays numerous public
roles, including Vice President of the International Social Science Council (October 2013-
present) and President of the International Union of Psychological Science (July 2012-
present). Cooper completed his undergraduate degree in psychology from the University
of South Africa and his PhD at Boston University (1989). He received many awards,
among others: ‘Distinguished Contributions to the Advancement of International
Psychology’ award (2014) from the American Psychological Association and Violence
Prevention Award from Roxbury Comprehensive Community Health Centre.

Plenary panel session features speakers who are experts in their fields from different
countries, such as:
1. Doran French, PhD- Purdue University, West Lafayette, United States of America.
Topic: Social and emotional development of children and adolescents in four countries:
China, Thailand, Korea and Indonesia.
Dr. French’s research focuses on social and emotional development of children and
adolescent. He has conducted research on peer relationships, friendships, conflict,



psychopathology, and adjustment (e.g., delinquency, substance use, school drop out). Over
the past 17 years, he has been increasingly concerned with understanding how children
develop within the context of culture. Much of his research has been in Indonesia, and also
China, Thailand, and Korea. His current projects include research involving children in
different cultures. He is also interested in studying Islam in Indonesia and exploring how
religious involvement is associated with social competence.

. Associate Professor Claire Thompson (Associate Professor of Clinical Psychology, Central
Queensland University, Australia).

Topic: The cultural bases in the training of clinical psychologists in Asia.

Associate Professor Claire Thompson has a Bachelor of Arts (Honours) from the
University of Queensland, a Masters in Clinical Psychology from Bond University, and a
PhD from the University of New South Wales. She is a registered psychologist with the
Australian Health Practitioner Regulation Agency (AHPRA) and the Singapore Register
of Psychologists. Dr. Thompson has over 25 years of professional experience in clinical,
research and teaching psychology. She has also worked in private practice, mental health
service management and professional supervision of psychologists. She has taught
psychology at undergraduate and postgraduate levels, at several institutions in Australia
and Singapore. Her research interests, publications and conference presentations are in the
area of clinical and counselling psychology, particularly mental health and cognition in
older age and cultural aspects of Clinical Psychology training programs.

Kwartarini Wahyu Yuniarti, Prof., Clinical Psych, M.Med.Sc., Ph.D- Gadjah Mada
University.

Topic: Iliness perception, self-management and social support in health care in Indonesia.
Professor Kwartarini Wahyu Yuniarti is the Director of Center for Indigenous and Cultural
Psychology, Faculty of Psychology, Gadjah Mada University, Indonesia. She is also the
Director of German Studies Center and the Country Representative of Asian Association
for Social Psychology. Professor Kwartarini is on the Board of Asian Association of Health
Psychology. Her key research focus is in the area of health psychology. Her research and
publications include: Research on Asthma and emotion, comparative studies between those
in Indonesia and in Germany; The assertiveness of passive smokers; Hygiene Behavior and
Hepatitis A; Explorative Study on Health Anxiety among students in Aceh and
Yogyakarta; Translating the Health Belief Model into Contextual Community Intervention
A study on proper hygiene practices of mothers of children with diarrhea; Discrepancy
between knowledge and behavior among mothers of children with diarrhea; Illness
perception, stress, religiosity, depression, social support, and self management of diabetes
in Indonesia.

Professor Roger Moltzen- Waikato University - New Zealand.

Topic: Creativity and talent development in Asia: Opportunities and challenges.

Professor Moltzen teaches in courses on human development, individual differences and
the education of gifted children. His research interests are the psychology and education of
gifted individuals. Professor Moltzen area of expertise include intelligence and creativity,
talent development across the lifespan, the education of gifted and talented students, special
education, teaching, learning and the curriculum and human development.



5. Dr. Cristina Montiel- Ateneo de Manila University.

Topic: The role of psychology in creating social justice and democratic governance in Asia.
Cristina Montiel is a peace/political psychologist and has been teaching at the Ateneo de
Manila University for more than 35 years. She chairs the Research Cluster on Peace, Social
Justice and Democratic Governance in her university. She is the recipient of the 2016
Outstanding Psychologist from the Psychological Association of the Philippines; and the
2010 Ralph White Lifetime Achievement Award from the American Psychological
Association’s Division of Peace Psychology. Montiel was managing editor of
the Encyclopedia of Peace Psychology (Wiley-Blackwell, 2012), and editor of the volume
on Peace Psychology in Asia (Springer, 2009). Her recent journal publications
include Discursive construction of political categories and moral fields (Political
Psychology, 2015); and Nationalism in local media during international conflict (Journal
of Language and Social Psychology, 2014).

6. R. Urip Purwono, PhD.

Psychometrician / Measurement Specialist, Center for Psychometric Studies Faculty of
Psychology Universitas Padjadjaran Bandung, Indonesia.

Topic: Test and the profession: revitalizing psychological testing. Urip Purwono is a senior
lecturer and psychometrician at the Faculty of Psychology, Universitas Padjadjaran,
Bandung, Indonesia. He received his Ph.D. (psychology) from the University of
Massachusetts at Amherst, USA specializing in psychometrics, M.S. (Education) from
Indiana University, Bloomington, Indiana, USA, M.Sc. (Psychology) from the University
of Massachusetts at Amherst, USA, and Drs. (Clinical) in Psychology from Universitas
Padjadjaran, Bandung, Indonesia. He joined Universitas Padjadjaran in 1985, founded and
headed the Center of Psychometric Study, Assessment, and Evaluation. His teaching
assignments includes undergraduate and graduate level courses in the area of quantitative
research methodology, psychological assessment, test theories, and test construction. Urip
Purwono is the author of many psychological tests used in Indonesia namely Test of
Learning Ability, Comprehensive Cognitive Ability Test, General Cognitive Ability Test,
and Multi Factor Personality Inventory. Currently involved in the development of CHC
Based Intelligence Test in Indonesia, his research interest includes test theory, test
construction, test adaptation, and structural equation modeling.

7. Yudi Latif, PhD., Head of the Presidential Work Unit of Pancasila Ideology- Republic of
Indonesia.
Topic: The way Pancasila engaging globalization.

Closing ceremony of the 6" ARUPS Congress was marked by Kecak dance performance
which symbolizes spirit and optimism for the better future and closing speech from Mr. Urip
Purwono, PhD - the newly elected President of ARUPS, focusing on the importance of
continuing mutual positive cooperation between ARUPS country members and also with other
international psychology organizations.

Dr. Seger Handoyo, Psikolog
President of HIMPSI
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Predicting Faculty Member’s Work Engagement In Indonesia: Testing The
Role Of Optimism, Perceived Organizational Support And Self Efficacy

Aditya Nanda Priyatama Muhammad Zainudin Seger Handoyo
Fakultas Psikologi Fakultas Psikologi Fakultas Psikologi
Universitas Airlangga Universitas Airlangga Universitas Airlangga
Abstract

One of the human resources that affect the process of quality development in universities in
Indonesia is lecturer. The roles of lecturer one of them is to participate in realizing the goals of
national educational to create intellectual life of the nation and able to improve the quality of
Indonesian’s citizens become better and more civilized. The contribution of lecturers to Indonesian
universities will be important, if it is done with effective actions and behave correctly, not only the
effort but also the direction of the attempt, the characteristics within the lecturer, the effort or the
willingness to work, and also support from universities is very important for the success of lecturers
performance, thus every lecturer needs to know with certainty the main responsibility,
performance, and can measure itself according to their indicators of success. One possible thing
that will improve the performance of the organization is to see how well the lecturer's performance
is. Some studies related to work engagement include organizational support and optimism
perceptions. This research has purpose to see some psychological construct related to perception
of organizational support and optimism have an effect on work engagement by using self- efficacy
mediator variable at college lecturer in Surakarta. The sample used in this research was 393
lecturers of Sebelas Maret University Surakarta. Data was analyzed by using Structural Equation
Modeling (SEM) using Lisrel 8.70 program. The result of the analysis showed the fit model and
there is a significant influence between the perception of organizational support and optimism on
the engagement of lecturer with mediated by self- efficacy, with RSMEA value: 0.082, CFI: 0.98.,
GFI: 0.92., SRMR: 0.045

Keywords: Work engagement, perception of organizational support, self efficacy, and optimism

Address for Correspondence:
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Introduction
In accordance with the functions and objectives of education of Indonesia as listed in the
Law of National Education System Number 20 of 2003 article 3, suggests that national education
functions to develop the ability and form the character and civilization of a dignified nation in order
to educate the nation and develop the potential of learners to befaithful to Almighty God, glorious,

healthy, knowledgeable, capable, creative, independent and become a democratic and responsible



The 6th ASEAN Regional Union Psychological Society (ARUPS)Congress

citizens.In addition to the above mentioned Law on National Education, Law No. 12 of 2012 on
higher education Article 4 also explains that higher education functions to develop the ability and
form the character and civilization of a dignified nation in order to educate the nation's life, develop
an innovative, responsive, creative, skilled, competitive, and cooperative academic community
through the implementation of Tridharma; and develop science and technology by observing and
applying the humanities value.In line with the above statement, higher education is a necessary
form of education in the context of achieving that goal.

One of the human resources that affect the process of quality development of universities
in Indonesia is lecturer. Lecturer is one of the most essential components that has a role to
participate in realizing the national educational goals in the form of intellectual life of the nation
and able to improve the quality of Indonesian’s citizens become good and civilized. In accordance
with Law Number 14 of 2005 on teachers and lecturers, the Law has been explained about the
understanding of lecturers as professional lecturers and scientists with the main task of
transforming, developing and disseminating science, technology and the arts through education,
research and community service (Chapter 1, article 1, verse 2).

In order for organizational success to be achieved, appropriate effort is needed, in order to
maintain the human resources within the organization. One effort that can be done is engagement.
Engagement is the compliance of an individual in the organization concerning vision, mission and
corporate goals in the work process within the organization. Working engagement within the
lecturer is built through the process, it needs a long time and high commitment from leaders also
from personal. For that, it takes consistent leadership in mentoring employees and lecturers. In
creating work engagements, organizational leaders are expected to have some skills. Some of them
are communicating techniques, giving feedback techniques or feedback on what has been done and
performance appraisal techniques (McBain, 2007).

Many studies have examined the characteristics of work contexts that address the theme of
work engagement. However, some personal characteristics may also affect engagement. For
example, when individuals are optimistic about the future, engagement is more likely to occur
(Xanthopoulou, Bakker, Demerouti, & Schaufeli, 2007). The study examined the roles of three
personal resources (self-efficacy, self-esteem based organization, and optimism) in predicting
employee engagement. The results showed that employees are very effectively involved, they

believe that they can meet the demands faced in a set of contexts. In addition, the workers involved
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believe that they will generally get good results in life (optimistic) and can fulfill their needs by
participating in an organizational role. Not only that, those three personal resources also make a
unique contribution to explain the variants in employee engagement over time, beyond the impact
of employment sources and previous levels of engagement (Bakker, Schaufeli, Leiter, & Taris,
2008).

Some of the above studies show varied relationship with employee engagement. Our
research will try to look at some theoretical constructs that can be related to work ngagement, one
of which is psychological capital or commonly called psychological modal. Psychological capital
is the positive state of psychology of a person consisting of the characteristics of self-efficacy in
the tasks, optimism, hope, and the ability to conceive and when faced with a problem (resilience)
(Luthans et al., 2007).

Schaufeli & Bakker (2003) state that work engagement is basically influenced by two
things, namely JD-R model (jobdemand-resources model) and psychological capital
(psychological modal). The JD-R model covers several aspects such as the physical, social, and
organizational environment, salary, career opportunities, supervisor support and co-workers, and
performance feedback. As for the psychological capital include self-confidence (self efficacy),
optimism, hope and resilience. The research we will do besides looking to see the influence
between optimism and the perception of organizational support with work attachment, will also see
the extent to which things related to self efficacy mediate the relationship between the two. Self
efficacy is thought to mediate for the maximum achievement of psychological capital in obtaining
employee engagement. Efficacy is widely known to come from 4 main sources to be submitted that
fit with employee engagement. Individuals with high efficacy are usually characterized by their
persistence in perseverance, driven by their belief in future success. Low Efficacy appears to
predict burnout, the opposite of engagement. Therefore, the higher the self efficacy in a person
then it is believed the employee's engagement to the organization will be higher too.

Research conducted by Eisenberger et a.l (1986) showed that perceptions of organizational
support or perceptions of organizational support (POS) can improve the emotional engagement of
employees to the organization. In his research, Eisenberger et al (1986) defines POS as a form of
employees’ belief in the organization, that the organization appreciates the contributions and efforts
made by employees and care about their welfare. Employees with socio-emotional needs are met

more easily committed to the organization than those who do not.
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One of the major theories underlying the reason why we want to do this research is the field
theory of Kurt Lewin, which emphasizes human-environmental interaction with the formula B =
(E, O). Behavior is a function of the environment and organism. The essence of this theory is the
existence of Life Space (LS) which is a constellation of the factors that determine both individual
and environment. One's behavior (B) can be described as a function of the Life Space (LS) where
LS consists of personal factors (P) and environment (E). In relation with this research, Behavior
(B) in this research is engagement, Environment (E) in this research is perception of organizational
support, and Organism (O) in this research is self efficacy and optimism.

Prior Model Of Work Engagement

The concept of engagement was popularized by Kahn (1990), which relates this concept to
the idea of a psychological presence. By definition, engagement refers to conditions when
individuals express themselves physically, cognitively, and emotionally in their roles. Kahn (1990)
argues that engagement culminates in a state called the psychological presence, a state in which
the inner aspects can be fully expressed. In these circumstances, individuals do not need curb their
beliefs, values, thoughts, feelings, trends, and relationships. All of these aspects are realized in
behavior at work. Kirkpatrick, (2007) also defines engagement as an involvement to a job
consisting of interest, enthusiasm, and employees investment in doing their work. Further
Kirkpatrick argues that empirical studies have revealed that engagement is associated with positive
behaviors and produces results for both employees and organizations. Schaufeli et al. see
attachment in different constructs and it is defined as the fulfillment of positive, work-related
circumstances and is accompanied by a thought that is characterized by vigor, dedication, and
absorption. (Schaufeli, Salanova, Roma, & Baker, 2002).

Nelson and Simmons, (2003) have defined engagement more completely such as when
employees feel positive emotions for their work, think that their work is meaningful, consider their
workload to be managed, and have expectations about the future of their work (Attridge 2009 ).
The Importance of Perceived Organizational Support

Perception of organizational support is a concept developed based on the theory of social
exchange (social exchange theory). In social exchange theory it is mentioned that work as an
exchange between effort and loyalty with perceived benefits (tangible benefits) such as, salary and

compensation and social rewards (Gould, 1979; Levinson, 1965; Rhoades & Eisenberger, 2002).
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When the individual is treated well by the other side, then the norm of reciprocity in which
the individual will respond with good treatment (Gouldner; Eisenberger et al., 2001). This also
applies in relationships between employees and organizations. Employees will show effort and
loyalty to the organization, if the organization also shows appreciation for the contribution made
by employees and care about their welfare.

Eisenberger et al. (1986) defines the perception of organizational support as a growing
global belief in employees about the extent to which organizations evaluate contributions and care
about their well-being. This belief emerges based on the employee's personification in viewing the
treatment provided by the organization as an indication of the extent to which the organization
assesses its contribution and cares for the well-being of its employees.

The perception of organizational support plays a role in meeting the socio-emotional needs
of the employee and providing assurance to the employee of the need for help. This determines the
organization's readiness to reward and compensate for the efforts made by employees for the
benefit of the organization. The perception of organizational support is also assessed as a guarantee
of the availability of assistance from the organization in times of need.

The Mediational Role of Self-Efficacy

Self efficacy is defined as a person's belief in his ability to exert minds to obtain a special
outcome (Luthans and Youssef, 2004). In 1998, Stajkovic and Luthans in Luthans, Youssef and
Avolio (2007) gave their opinion on a broader definition of self efficacy than the prior
understanding, a belief (confidence) about one's ability to urge the motivation, reason and sequence
of actions needed to successfully carrying out specific tasks within a context. According to Maddux
(2002), as a belief, self efficacy is declared to be the most important determinant in the selection
of behaviors to bind him and how persistent a person faces obstacles and challenges. While Liam,
Page and Donohue (2004) describe self efficacy simply as an openness to the challenge and the
desire to spend effort in the pursuit of success.

According to Bandura (1977), self efficacy is a belief that one can execute the behaviors
necessary to produce a successful outcome. In addition, Saks and Gruman (2011) research states
that self efficacy is important to get individuals bound. They found a positive relationship between
job fit percepctions, positive emotions and self-efficacy with employees' engagement to new
employees. New individuals joining an organization with great self-efficacy will feel safer and

psychologically willing to tie themselves into their new roles (Saks and Gruman, 2011).
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With regard to self efficacy as a mediator variable, according to Baron and Kenny (1986);
(Saks, 2006) there are three conditions that must be met to form mediation. First, the independent
variable must be associated with the mediator variable. Second, the mediator must be related to the
dependent variable and the third, the significant relationship between the independent variable and
the variable will be reduced or no longer significant when controlling the mediator. All three
conditions are theoretically fulfilled, so the model offered in this research is to make self efficacy
variable as mediator from perception of organizational support and optimism to the engagement of
work to lecturer in Indonesia.

Optimism as a Psychological Capital

Optimism is an important part of Psychological Capital consisting of self efficacy,
optimism, resilience and hope (Luthans, et al., 2007). Optimism is a positive approach to life
(Myers, 2002). Optimism has important implications for both physical and psychological health
(Carver and Scheier, 2009). According to the Indonesian dictionary, the definition of optimism is
the attitude or outlook of life that sees all things well and expect good results as well. In
psychological studies, optimism is expressed as a hopeful expectation in certain situations (Scheier
and Carver, 1988; Reivich and Gillham, 2003). In general, optimism is associated with a variety of
health conditions. According to Reivich and Gillham (2003), optimistic individuals will tend to
experience fewer symptoms of depression and physical symptoms, as well as more effective coping
strategies than non-optimistic (pessimistic) individuals.

Seligman (1990) describes optimism and pessimism associated with the tendency of
individuals to think about the causes of events that occurred in his life. An optimistic individual
will tend to relate the problem to something as temporary, specific and external. While pessimistic
individuals will tend to connect the problem they experienced as something permanent,
comprehensive and internal. Therefore, optimism is associated with higher rates of motivation,
achievement and physical well-being, as well as lower rates of depressive symptoms (Reivich and
Gillham, 2003).

Hypothesized Model

Hypothesis 1: Self Efficacy Affects Work Engagement

The theories put forward by Bandura (1986, 1997 (Luthans et al., 2007) explain that self
efficacy can be defined as one's beliefs about his ability to mobilize the motivations, cognitive

resources, and actions necessary to successfully perform certain tasks in a particular context.
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Individuals with self efficacy have characteristics: 1. have high goals, 2. have the ability to solve
challenges, 3. have motivation, 4. invest the effort required to achieve goals and., 5 despite facing
obstacles, individuals is persistent. Indidvidualswith high efficacy is assumed to be able to work
well and consciously become part of the organization.

Hypothesis 2: Perceptions of Influential Organizational Support on Work Engagement to
Self Efficacy Mediator Variables

One that is assumed to be related to work attachment is related to the environmental
conditions of the organization. Environmental conditions in the organization have a positive
contribution in interpreting the lecturer's work engagement. Lecturers will have perceptions as to
the extent to which organizations assess their contributions and the extent to which organizations
care about their well-being (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhoades,
2002). Perceptions of organizational support relate to matters expected by employees, such as
rewards from the organization, favorable working environment and support, and support from
colleagues and leader(Rhoades & Eisenberger, 2002). Individuals will assess how much support
the organization provides to them and in response to it, they will appreciate and help achieve
organizational goals (Safari, TamiziFar, & Jannati, 2012). Positive support from elements within
the organization, including leader and co-workers, will make the work environment conducive so
that employees will be encouraged to work better (Lusdiyanti, 2011).

Hypothesis 3: Optimism Influences Work Engagement With Self-Efficiency Mediator
Variable

Optimism is one of the variables that can affect the quality of human life. In fact, optimism
has a fundamental role in the management of adjustment to the precarious state and the
achievement of goals. Through adjustment management of personal goals and development and by
using active coping strategies, optimistic individuals are significantly more successful than
pessimistic individuals to face undesirable events and when important goals in life have not been
achieved (Worsch and Scheier, 2002). In addition, McGee (2006) in the Office of Chief Researcher
(2007) emphasizes that good adaptability is one factor that can predict employee engagement.

Social issue research center (2009) also states that optimism plays an important role in
human experience as a positive aspect in thinking about the future. Individuals who have optimism
will evaluate outcomes within the framework of positive thinking and expect positive results as a

result of the effort that the individual has performed, whereas the individual who has no optimism
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(pessimism) will evaluate the outcome in a negative frame of mind and expect a neutral or negative
result (Tuten and Neidermeyer, 2004).

A similar opinion is also expressed by Scheier, Carver and Bridges (1994) that optimism
can make individuals more likely to have positive expectations about their future, whereas
individuals who lack optimism (pessimism) will tend to have negative expectations about their
future. Michelman (2004) in the Office of Chief Researcher states that one of the stimulus of
employee engagement is the setting of employee expectations. An optimistic employee is an
employee who has a positive expectation of the future (Carver and Scheier, 2002) so that the
employee is more engaged to his or her job and company than an employee with no optimism
(pessimism).

In 2003, Carver and Scheier stated that the optimistic individual assumes that the difficulties
will be dealt successfully. An optimistic individual assumes that he or she is very talented, because
the individual works hard, blessed, lucky, has friends in the right place or a combination of these
things, so that individuals can get the desired results (Carver and Scheier, 2003). When faced with
unwanted events or failures, the optimistic individual will explain that it is not because of
something that is in him, not permanent and limited only to specific circumstances (Hefferon and
Boniwell, 2011).

Stein and Book (2001) stated that optimism allows individuals to self talk about themselves
s0 as to increase resilience to face failure or negative events. Optimism makes individuals believe
that the obstacles arising in their lives will be handled successfully. While pessimism will make
individuals expect failure to face obstacles (Carver and Scheier, 2002). Differences in attitude to
face obstacles will affect the way the individual to face stress. Khalatbari’s research (2012) found
that optimism has a positive correlation with mental health. Individuals who have optimism in
facing obstacles will tend to frame their minds with a positive mindset, thereby avoiding stress that
can lead to disruption of one's mental health. Supporting these statements, optimism is a variable
that provides benefits of physical and psychological well-being and is usually associated with
positive psychology (Scheier, et al., 1994).

Broadly, the results of the literature review stated that optimism has a very positive impact
on work attitude that is job satisfaction (Rauf, 2010a). Job satisfaction has an emotional, cognitive
and behavioral component. Emotional components refer to feelings about work (boredom, anxiety

and excitement), cognitive components refer to beliefs about a job (feelings about a job that is
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mentally demanding and challenging), while the behavioral component refers to the action of an
individual related to work (Ahmed , 2012). In the study conducted by Ahmed, it was found that
optimism has a positive relation with job satisfaction. Subsequently on a review of different title,
Rauf (2010b) stated that optimism fastens a sense of belonging to work. When the individual has
such feelings, then the sense of responsibility towards the achievement of organizational goals will
increase, which will ultimately increase productivity.

Schmidt (2004) in the Office of Chief Researcher (2007) states that job satisfaction and
commitment encourage employee engagement. Individuals who are satisfied with their work and
organization will tend to be more committed than individuals who are dissatisfied with their work
and organization. A similar opinion is also expressed by Robinson, et al (2004) that training and
development, communication and job satisfaction are decisive factors that can make the individual
feel valuable, thus making him more engaged to his company. Individual satisfaction with his work
is one of the items used in measurement of engagement by Wellins, et al (2008).

Based on the above elaboration, it can be seen that the optimism makes the individual has
active coping, mental health, positive mood, little stress experience and positive thinking. In
addition, optimism also makes individuals feel job satisfaction. Through the positive impacts of
optimism in the workplace, the individual will have a feeling of joy towards his work and feel a
sense of responsibility in the pursuit of organizational goals, which will ultimately increase the
level of individual engagement within his organization, and ultimately the indidvidual has an
engagement to work in the organization.

Method
Participant

The subject of this research is 393 lecturers working at Sebelas Maret University Surakarta
with the criterion has worked at least 1 year as a lecturer at Sebelas Maret University. Faculties
used in this research are 10 faculties spread in Sebelas Maret University Surakarta. The sample in
this research is the lecturer of the state university in Surakarta which has the following
characteristics 1. Lecturer with rank/class of minimal expert assistant, 2. Minimum 2 years working
period, 3. Age 30-65 years.

Procedure
The researchers conducted a research-scale tryout by distributing 400 research-scale

booklets to 400 lecturers working at Sebelas Maret University Surakarta. After waiting for
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approximately 3 months of scale spreading, the researchers got the scale back 375 copies and 20
damaged scales, due to incompleteness in filling, so the total scale back to the researchers that
researchers can do the test of differentiation and reliability as much as 355 scale. After the
reliability and validity test, the researcher gets the scale to be given to the research subject of 400
lecturers. After dissemination of research scale given to lecturer, from 400 scale back 393 scale
can be continued at analysis stage, while 7 pieces of scale can not be analyzed because of
incomplete in filling, so that the number of sample that made as subject in this research are 393

lecturers.

Measures

This study used four research scales, namely the scale of organizational support, the scale
of work engagement, the scale of self efficacy, and the scale of optimism. The four scales are the
Likert model scale, each scale has the characteristics of four alternative answers that are separated
into favorable and unfavorable statements moving from highly unsuitable to very suitable. At the
POS scale the item of different power index moves from 0.468 up to 0.799 with cronbach alpha of
0.965. The scale of the working engagement of the item different power index moves from 0.250
to 0.491 with cronbach alpha of 0.768. Self efficacy scale differential power index item from 0.404
to 0.655 with cronbach alpha of 0.899. The scale of optimism, the item different power index
moving from 0.348 to 0.625 with cronbach alpha of 0874. By using confirmatory factor analysis,

it is found that the scale items are declared valid and reliable as following table.

Table 1. Confirmatory Factor Analysis of Work Enggement Scale

Indicator A t 1-¢ tie Note
Engagement 1 0,98 0.46 0,04 0.01 Valid, Reliable
Engagement 2 0,62 0.28 0,61 0.12 Valid, Reliable
Engagement 3 0,66 0.35 0,56 0.15 Valid, Reliable

Table 2. Confirmatory Factor Analysis Perception Scale of Organizational Support

Indicator Iy t,. 1-¢ t1e Note
POS1 0,79 18,61 0,37 12,49 Valid, Reliable
POS2 0,87 21,53 0,24 11,10 Valid, Reliable

10
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POS3 0,93 24,20 0,13 7,62 Valid, Reliable
POS4 0,91 22,92 0,18 9,67 Valid, Reliable

Table. 3 Confirmatory Factor Analysis of Self Efficacy Scale

Indicator A t;, 1-¢ tie Note
EFI1 0,83 19,07 0,32 9,70 Valid, Reliable
EFI2 0,87 20,29 0,25 8,02 Valid, Reliable
EFI3 0,85 19,78 0,28 8,76 Valid, Reliable

Table. 4 Confirmatory Factor Analysis of Optimism Scale

Indicator A t;, 1-¢ tie Note
OPT1 0,79 17,08 0,38 9,47 Valid, Reliable
OPT2 0,88 19,70 0,22 5,45 Valid, Reliable
OPT3 0,74 19,58 0,45 10,77  Valid, Reliable

From the four Conformatory Factor Analysis, it is found that to evaluate the manifest
(observed) variables that make up the latent variable can be done by testing the structural
coefficient generated by t test. Besides, it also used standardize solution. The overall results of the
t test and the standardize solution show a valid and reliable item.

Results
Based on the model test conducted, it shows that the model is fit. Some characteristics of

goodness of fit indicate fit can be seen in table fit model test as below.

Table.1 Goodness of fit model

Statistic Value Criteria of Note
Fit
Chi Square 0,000 p>0,05 Not fit
RMSEA 0,008 <0,1 Fit
GFI 0,92 >0,9 Fit
SRMR 0,045 <0,05 Fit

AGFI 0,88 >0.9 Not Fit

11
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PGFI 0,62 >0.9 Not Fit
NFI 0,98 >0.9 Fit
NNFI 0,98 >0.9 Fit
PNFI 0,76 >0.9 Not Fit
CFI 0,98 >0.9 Fit
IFI 0,98 >0.9 Fit
RFI 0,97 >0.9 Fit

From the results of the above fit model, it can be seen that some fit model criteria have been
met, i.e. on RMSEA, GFI, SRMR, NFI, NNFI, CFI, IFI and RFI indicated fit criteria. Test t model

can be seen as the following picture.
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Picture 2. Standardized Solution Model

Hypothesis Results

1. There is a positive influence between self efficacy and work engagement with t
value is 14.60, so that the more self efficacy is, the higher work engagement has
the lecturer. Based on the result, hypothesis 1 is accepted

2. There is a positive influence between the perception of organizational support
with self efficacy with a t value of 3.02 so that the higher the value of the
perception of organizational support is, the higher the self efficacy is. Based on
this result, the second hypothesis is accepted

3. There is a positive influence between optimism on self efficacy with t value
0f13.08 so that the higher the value of optimism is, the higher the self efficacy is

4. Self efficacy becomes a good mediator variable between the perception of

organizational support and optimism with work engagement

Table 1. Categorization of research data

Categorization
Variable  Very low Low Moderate High Very high

Work engagement 0 1 16 217 159
(0,25%)  (4,07%) (55,22%)  (40,46%)

POS 1 2 65 210 115
(0,25%) (0,51%)  (16,54%) (53.44% (29,26%)

Self Efficacy 0 2 69 203 119
(0,51%)  (17,56%) (51,65%)  (20,28%)

Optimism 0 0 25 212 156
(6,36%) (53,94%)  (39,70%)
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From the research data above, it can be seen that the work engagement has high average
categorization value for 217 people (55.22%), high average POS variable for 210 people (53.44%),
self efficacy variable high average for 203 people (51.65%), high optimism variable for 212 people
(53,94%).

Discussion

The research we have done will look at some theoretical constructs that can be related to
work engagement, one of which is psychological capital or commonly called psychological modal.
Psychological capital is a person's positive psychological state which consists of the characteristics
of self-efficacy in all tasks, optimism, hope, and ability to survive and advance when faced with a
problem (resilience) (Luthans et al., 2007).

The results of this study support what has been proposed by Schaufeli & Bakker (2003)
which state that work engagement is basically influenced by two things, namely JD-R model
(jobdemand-resources model) and psychological capital (psychological modal). The JD-R model
covers several aspects such as the physical, social, and organizational environment, salary, career
opportunities, supervisor support and co-workers, and performance feedback. As for the
psychological capital include self-confidence (self efficacy), optimism, hope and resilience.

Sweetman and Luthans, (Bakker and Leiter, 2010) argue that there is a positive relationship
among efficacy, optimism, hope, and resilience with work engagement. Efficacy is widely known
to come from 4 main sources to be submitted that fit with employee engagement. Individuals who
have high efficacy are usually characterized by their persistence in perseverance, driven by their
belief in future success. Low Efficacy appears to predict burnout, the opposite of engagement.
Therefore, the higher the self efficacy in a person then it is believed the employee's engagement to
the organization will be higher too. According to Bandura (1977), self efficacy is a belief that one
can execute the behaviors necessary to produce a successful outcome. In addition, Saks and
Gruman (2011) research states that self efficacy is important to get individuals bound. They found
a positive relationship between job fit percepctions, positive emotions and self-efficacy with
employees' engagement to new employees. New individuals joining an organization with great
self-efficacy will feel safer and psychologically willing to tie themselves into their new roles (Saks
and Gruman, 2011).

On the optimism side, our research is also in line with Seligman's opinion (Seligman &

Schulman, 1986) which describes optimism as an attribute measured by explanatory style. An
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optimistic individual who achieves success will behave in a general way (I can succeed from scope
to scope) consistently (I can always succeed) internally (I am the one who created this success).
When a failure occurs, the individual will be specific, inconsistent, and externally. Another
explanation of the optimism put forward by Carver and Scheier (2003) that the optimistic individual
expects good things to happen to him, has significant attitude and cognitive implications. It is
important to know that the psychological modes assign the value of realistic optimism, because
unrealistic optimism leads to negative outcomes (Seligman, 1998). An optimistic individual is
responsible for what is being done and has hope for a positive outcome. Good psychological
availability will increase engagement (Kahn, 1990). Overall, the psychological capital optimism
component is directly related to the devotion and absorption component of the work engagement.

In relation to educational institutions, the results of this study show that optimism is needed
to make educational institutions go forward and develop well. Human resources that exist in
educational institutions are also expected to have an attitude of optimism.

Studies conducted by Christian and Slaughter (2007); Halbesleben (2010); (Albrecht et al,
2010) state that some of the predictors of engagement include social support, self efficacy,
optimism and organizational climate. Self Efficacy and optimism play a role in improving
employee engagement with supportive organizational climate. It is obtained when employees
perceive the organization to provide support to the work done by employees.The above research
shows a strong influence between self efficacy and supportive optimism of our research results.

Wiley, et al (2010); Albrech, et al (2010) also found a number of facts that work engagement
will be well established when the individuals within the organization feel energized and have the
opportunity to develop. Organizations have a stake in providing opportunities to develop
individuals, without which it is unlikely that individuals will have an engagement to the
organization. The results also has relevance to the results of our research. One of the efforts that
will be made by the organization to maximize the potential that exists in the company is to provide
an individual opportunity to develop well, so that individuals will maximize the potential to make
the organization grow rapidly.

Sweetman and Luthans (2010); Baker and Leiter (2010) state that their preliminary research
indicated that among self efficacy, optimism, hope and resilience in relation to work engagement,
there is a mediator variable namely positive emotions. Specifically, high positive emotions will

increase the effect of self efficacy, hope, optimism and resilience to employee engagement.
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Sweetman and Luthans (2010) mentioned that these positive emotions are related to the behavior
of employees in the organization. Halbesleben (2010); Baker and Leiter (2010) argue that both
hypotheses related to the linkage between social support, autonomy, feedback, positive
organizational climate, and self efficacy are proven. From the results of his research, there is a link
between autonomy and self efficacy that has a high relationship with the work engagement itself.
Xanthopoulou et al (2009a); Baker and Leiter (2010) states that personal resources containing self-
efficacy, confidence, and optimism, along with work resources containing work autonomy,
supervisory coaching, employee performance and employee development opportunities have very
close relationship with work engagement. Interpersonal resources and work resources complement
each other in making a positive contribution to the development of work engagement. In another
study Xanthopoulou et al (2009b) also investigated that self efficacy and optimism become two of
several criterias for the meaning of the work engagement itself.
Implications for Reserach

The results showed that the model fits by entering the self efficacy variable as a mediator
variable. Self efficacy will be a meaningful variable in the development of the work engagement
of the lecturer. The results of our research are in accordance with the research conducted by
Bandura (1997) which states that self efficacy is a person's belief about his ability to mobilize
motivation, cognitive resources, and actions to do which is necessary to successfully perform
certain tasks in a particular context. Self-efficacy becomes a good mediator variable for
organizational support perception variable and optimism on work engagement to lecturer.
Study Limitations

The research we have done found some things related to the characteristics of work
engagement of the lecturers at the Sebelas Maret University. The interesting thing that can be used
as reference in this study is the subject of research derived from educational institutions. Some of
the limitations of this study are related to the limited scope of the study, and the amount of samples
that can certainly be supplemented by widening the research area. Despite its weaknesses due to
the limited scope of the study, this study was able to establish several major theories related to
engagement and self efficacy.

Conclusion

1. Self-efficacy becomes a good mediator between the perception of organizational support and

optimism, with work engagementof lecturers.
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2. The higher self efficacy, optimism, and perception of organizational support are, the higher
the lecturer's work engagement is.

3. The existence of the results of this study is expected to answer the controversy and uncertainty
theory found in some psychological literature related to the work engagement. The problems
related to lecturer professionalism related to the certification of lecturers require very deep
attention, so it is interesting to be used as one of the topics in the research and the result of this
research reveals that the work engagement of the lecturer will be good if accompanied by

organizational support to the improvement of lecturer's performance .
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