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ABSTRACT

This study aims to examine the role of self-efficacy, resilience, task significance, person-job
fit and trust in supervisor on work engagement. The research question is what variables have
positive relationship with work engagement. In order to reach accurate results for this
research, the data is collected by applying questionnaires to employees about their personal
and occupational perception as well as supervisor’s attitude and trustworthiness in addition to
the employees’ work engagement. In addition to these; demographic variables like gender,
tenure, age, company experience, total work experience, working in a local or multinational
company and education levels are also taken into consideration. The sample of the research
consists of 265 employees who work in multinational companies and local firms from
different sectors and continuing their master education in Marmara and Istanbul Universities.
The analyses are conducted by using SPSS 20.0 program (The Statistical Package for Social
Sciences). In this relationship, each of the independent variable mentioned above has positive
significant relationship with each of the sub-dimensions of work engagement. The findings
also suggest that all the independent variables except resilience when included in analysis
together to conduct multiple regression appeared to have positive relationship with work
engagement.

Keywords: Self-Efficacy, Resilience, Task Significance, Person-Job Fit, Trust in Supervisor,
Work Engagement
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Bireysel Kaynaklar, isin Anlamlihgi, Amire Giiven ve Birey-Is
Uyumlulugunun Algilanan Cahsmaya Tutkunluk ile iliskilerinin
Incelenmesi: Yerli ve Yabanci Organizasyon Calisanlari Uzerinde Bir
Arastirma

OZET
Bu calismada, 6z-yetkinlik(yeterlilik), dayaniklilik, gorev anlamlilig, kisi-is uyumu ve amire
giiven degiskenlerinin calismaya tutkunluk degiskeni iizerindeki roliiniin incelenmesi




36 The Examiation Of The Relations of Personal Resources, Task Significance, Trust in Supervisor

Working in Local And Multinational Organizations

amaclanmaktadir. Sorunsal ise hangi degiskenlerin ¢alismaya tutkunluk degiskeniyle pozitif
bir iligkiye sahip olacagi konusundadir. Giivenilir sonuglara ulagsmak amaciyla, caligma
verileri yerel ve uluslarars: sirketlerde ve farkli sektorlerde gorev alan ¢alisanlara kisisel ve
mesleki algilarinin  yanisira amirlerinin  tutumu ve giivenilirligi hakkinda anketler
uygulanmistir. Bunlara ek olarak; cinsiyet, kademe, yas, sirket tecriibesi, toplam is hayati
tecriibesi, yerel veya uluslarasi sirketlerde gorev alma ve egitim durumu dikkate alinmistir.
Calismanin Orneklemi yerel ve uluslarasi sirketlerde calismakta olup farkli sektorlerde
bulunan ve mevcut durumda Istanbul Universitesi ve Marmara Universitesi’nde yiiksek lisans
egitimlerine devam etmekte olan 265 sirket elemanindan miitesekkildir.Calisma verileri SPSS
20.0 programi kullanilarak analiz edilmistir.Bu baglamda, yukarida adi gecen her bir bagimsiz
degiskenin, caligmaya tutkunluk degiskeninin alt boyutlariyla pozitif iliskiye sahip oldugu
tespit edildi. Calisma bulgular1 ayrica dayaniklilik disindaki tiim bagimsiz degiskenlerin,
coklu regresyon analizi yapmak iizere analize birlikte dahil edildiginde ¢alismaya tutkunluk
degiskeniyle pozitif iliskiye sahip oldugu goriildii.

Anahtar Kelimeler: Oz-yetkinlik, Dayaniklilik, Isin Anlamliligi, Calisan-Is¢i Uyumu, Amire
Giiven, Calismaya Tutkunluk

Introduction
1. Literature Review and Conceptual Framework
(o] 1.1. Related Concepts to Work Engagement

The concept of engagement has been introduced and conceptualized as the “harnessing
of organization members’ selves to their work roles; in engagement, people employ and
express themselves physically, cognitively, and emotionally during role performances”
(Kahn, 1990, p. 694). Thus, engaged employees put a great deal of effort into their work
because they identify themselves with it. Furthermore, he said that engagement is a product of
two different forces: an individual’s respective psychological experience of work that drives
their attitudes and behavior and the individual, interpersonal, group, intergroup and
organizational factors that influence this experience. Therefore, engagement is not only a
product of one’s individual drives, but it is also influenced by outside factors that may or may
not motivate one to become engaged in a particular role (Kahn, 1990).

Work engagement refers to the motivational mental state that people experience when
they are completely immersed in their work to the extent that time seems to fly by.(Bakker,
Schaufeli, Leiter, and Taris, 2008; Bakker, A.B., Schaufeli, W.B., Leiter, M.P., and Taris,
T.W. 2008). Among the most often cited definitions of work engagement, as mentioned
above, is a state of mind that is characterized by vigor, dedication, and absorption” (Schaufeli
et al., 2002, p.74; Hering, Beerlage and Kleiber, 2010). Vigor refers to the level of energy and
mental resilience that individuals have towards their work, how willing they are to put effort
in and persevere in their work, even in the face of hard times. An individual with high vigor
feels motivated at work and keeps performing his task even if s/he faces hurdles. Dedication
is how involved one is in their work and to what extent they experience feelings of
enthusiasm, pride, inspiration, significance, and challenge towards it. Individuals with high
dedication think that their job is interesting, requires effort, serves for a purpose and is
meaningful; the job they do inspires them, so they do it with enthusiasm and feel proud of it
(Turgut, 2011). Absorption is characterized as how concentrated and happily engrossed one is
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in their work. It refers to a feeling akin to flow, where time passes by quickly and people find
it difficult to detach themselves from their work.

Among the antecedent of work engagement, task characteristics, role characteristics and
work interactions can be counted from a general perspective. More specifically, the
antecedents of work engagement in literature are job resources i.e. task significance,
autonomy, personal feedback, social support, supervisory coaching, opportunities (Schaufeli
and Bakker, 2004), personal resources i.e. hope, optimisim, self-efficacy and resilience
(Hornung et al., 2011), person-organization fit (Unal and Turgut, 2013) as well as person-job
fit (Chen, Yen and Tsai, 2014), psychological empowerment (Ugwu, Onyishi and Rodriguez-
Sanchez, 2014). In the same vein, learning organizations (Park et al., 2013), organizational
structure (Staheli, 2013), organizationalclimate (Ratliff, 2012), organizational trust (Ugwu et.
al. 2013) as well as organizational justice (Strom, Sears and Kelly, 2014) have also a positive
relationship with perceived work engagement as well as job control/autonomy and
social/perceived organizational support (Peccei, 2013; Guest, 2014).As for consequences of
work engagement;performance (Kim, Kolb and Kim, 2013), organizational citizenship
behavior (OCB) (Roberson and Strickland, 2010), intention to quit (Saks, 2006) and deviant
behavior (Shantz et. al., 2013) can be cited.In literature, self-efficacy (Kogak, 2013), task
significance (Shantz et. al., 2013), work pressure (Arabaci, 2012) and empowerment (Ugwu
et. al. 2013)have been taken into account as moderators of work engagement.

0 1.2. The Job Demands and Resources Theory

In this section, we will give the definiton and explain the concept of the Job Demand-
Resources (JD-R) Model. We will rely upon this particular theory in order to examine the
relationships between self-efficacy and work engagement, resilience and work engagement,
task significance and work engagement as well as the relationship between person-job fit and
work engagement. Thereby, we will propose the hypotheses of the study.

The Job Demand-Resources (JD-R) Model emerged from principal models like
Karasek’s JD-C (1979), Hackman and Oldham’s Job Characteristics (1975) and Siegrist’s
ERI (1996) that especially focus on the role of the work environment in terms of employee
adapation at work (Kogak, 2013).

Job demands has been defined as “the degree to which the environment contains stimuli
that peremptorily require attention and response” (Jones and Fletcher, 1996). Demands are
defined as the “things that have to be done.” Schaufeli and Bakker (2004) refer to job
demands as “those physical, psychological, social or organizational aspects of the job that
require sustained physical and/or psychological effort and are consequently associated with
certain physiological and/or psychological costs (i.e., strain).”

Whereas job resources ‘“are physical, psychological, social, or organizational
features of the job that are functional in achieving work goals. They reduce job
demands and the physical and/or psychological costs associated with them (negative
responses such as burnout,), and stimulate personal growth and development” (Bakker,
Demerouti and Schaufeli, 2003; Hobfoll and Shirom, 2001). Job resources consist of two
components. The extrinsic component is related to social and organizational factors, while the
intrinsic component is related to physical and psychological factors. Job resources are
necessary to deal with job demands and to get things done (Hobfoll, 2002). Yet an undesirable
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relationship between these components can lead to work overload, exhaustion,
disengagement, and ultimately dissatisfaction (Criscitelli, 2014).

The Job Demands and Resources model is based upon the assumption that when job
demands are high and job resources are limited, work engagement level reduces. Job demands
are direct initiators of the health impairment process and job resources are direct initiators of
the motivational process (Demerouti and Bakker, 2011). Demands and resources are
interrelated, and create certain outcomes ranging from positive well-being and motivation to
continual exhaustion and dormant burnout (Jonge, Le Blanc, Peeters, and Noordam, 2008;
Leiter, 2008). A positive relationship between demands and resources leads to positive work
engagement. This can enhance one’s ability to meet goals, besides inspiring personal growth,
learning, and development (Bakker and Demerouti, 2008).

High job demands and high job resources such as shared support and performance
evaluation leads to work engagement, institutional commitment, and high levels of motivation
(Rodriquez-Munoz, Sanz-Vergel, Demerouti, and Bakker, 2012). Common job resources
that have been studied in work engagement literature involve social support (i.e.,
from supervisors, coworkers, friends, and family), performance feedback, rewards,
autonomy supervisor coaching, and opportunities for professional development
(Tastan, 2014). Bakker (2011) suggested that social support for managers and colleagues,
performance feedback, variety in skills performed, and autonomy spark the motivational
process. Motivation leads to engagement and a higher level of performance. Bakker also
found that when employees are challenged by high job demands, they focus more on job
resources and their motivation increases along the process.

Based on this theory, we will explain the relations between the variables as

presented below.

(o] 1.3. Relation between the Independent Variables and Work Engagement

Self-efficacy refers to one’s “beliefs in one’s capabilities to mobilize the motivation,
cognitive resources, and courses of action needed to meet given situational demands”
(Bandura, 1997). With that sense, those with high self-efficacy are more likely to undertake a
proactive approach when faced with stressful situations and carry out a broader set of role
responsibilities than those with low self-efficacy (Tastan, 2013). Perceived self-efficacy is a
strong predictor of coping behavior (Bandura and Locke, 2003). With that sense, it was found
that self-efficacy is positively related to contextual performance, task performance and
general performance (Polatci, 2014). Bakker et al. (2006) also found that female school
principals with high personal resources which include resilience, self-efficacy and optimism
scored highest in work engagement. Another study participated by clinicians specializing in
Surgery Medicine demonstrated that personal resources (self-efficacy and resilience) have
significant positive relationship with work engagement (Manche et al., 2014).

Based on the previous study results above, we propose the following hypothesis below:

H1: There is a positive relationship between Perceived Task Significance and Work
Engagement of the employees.
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Luthans (2002) defined resilience as “positive psychological capacity to rebound, to
bounce back from adversity, uncertainty, conflict, failure, or even positive change, progress
and increased responsibility” (p.702). Resilience develops when one is “beset by problems
and adversity, sustaining and bouncing back and even beyond to attain success” (Luthans,
Youssef, and Avolio, 2007, p.3). Research studies in educational settings have shown that
students with higher levels of resilience have stronger academic performance (As cited in
Luthans and Jensen, 2012, p. 255). Polatci (2014) conducted a study in a sample of policemen
and found that resilience is positively related to contextual performance, task performance and
general performance. It has also been found that psychological capital has a strong positive
relationship with job embeddedness and job performance (Sun, 2011). Based on the previous
findings and literature implications, we have developed the second hypothesis as follows:

H2: There is a positive relationship between Perceived Person-Job Fit and Work
Engagement of the employees.

Task significance, in literature, is used by researchers as “meaningfulness”, “impact” as
well as “task design” (Imhof, 2011, p. 8). Task significance reflects the degree to which a job
influences the lives of others. Put differently, a job with a high level of task significance is
one in which the job holder believes that the job has a demonstrable impact on others
(Morgeson and Humphrey, 2006). Task significance is the extent to which the employee’s
work is important to others either within the organization or outside the organization (Duhn,
2013).Peccei (2013) demonstrated through the findings of meta-analyses that the strongest
associations of work engagement antecedents, with corrected correlations above 0.50, are
particularly with task significance and self-efficacy. Shantz et al. (2014) obtained the results
that employees who hold jobs that offer high levels of task significance are more highly
engaged as well as committed (El-Asmar, 2013).Vybornova (2014) has found a significant
relationship between task significance and job satisfaction. In relation with this, it has been
found that task significance has a positive relationship with engagement (Guest, 2014).
Depending on the previous literature, the following hypothesis is proposed:

H3: There is a positive relationship between perceived resilience and work engagement
of the employees.

Trust-in-supervisor is defined as an employee’s willingness to be vulnerable based on
expectations his or her supervisor’s intentions, words, or actions can be relied upon (Poon,
2013). Another definition in the literature is that “employee’s faith in supervisor, and to the
belief that ultimately the supervisor will act for the benefit of employees” (Ertiirk, 2007
p.260).Trust in supervisor has been positively correlated with a subordinate’s innovative
behavior (Ruppel and Harrington, 2000). According to the findings, it has been found
procedural fairness is positively related to trust in supervisor while trust in supervisor
mediates the relationship between financial measures and job satisfaction (Chia, Lau and Tan
2014). Albrecht (2002) concluded that employees are more receptive to changes when they
trust management. In line with this, subordinates with high trust level towards their
supervisors are “more likely to accept the decisions of their supervisors more easily” (As
cited in Arabaci, 2012). Employees’ trust in direct supervisors and management 1is
significantly and negatively associated with employees’ antisocial work behaviors (Thau
et al., 2007) and is related to task performance (Brower et al., 2009) as well as
organizational commitment (Tan and Tan, 2000).Based on the previous findings and
literature implications, we propose the second hypothesis as follows:

H4: There is a positive relationship between Perceived Self-Efficacy and Work
Engagement of the employees.
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Person-Job fit is defined as the match between individual knowledge, skills, and
abilities and demands of the job or the needs/desires of an individual and what is provided by
the job (Ucanok, 2008). In other words, it refers to “the desires of the individual and the
characteristics and the attributes of the job that may satisfy those desires. Individual’s
‘desires’ include goals psychological needs, interests and values; while ‘supply’ has been
described as general characteristics of occupation, pay and other job attributes” (As cited in
Uganok, 2008 p.25). As Jim Collins (2011) asserts in his book, “Good to Great”, perhaps the
most important things that managers did so as to bring about greatness to their good
companies was to select the right person for the right job. The rest was very simply not to
demotivate those proactive and resilient employees whose perception of self-efficacy and
person-job fit is relatively high. In line with that, research showed that person-job fit is
associated with job performance (June and Mahmood, 2011; Caldwell and O’Reilly, 1990),
job satisfaction (Igbal, Latif and Naseer, 2012), career success (Bretz and Judge, 1994).
Edwards (1991) found that motivation, performance, job satisfaction, low job stress, and
attendance as outcomes that are positively affected by person-job fit. Person-job fit has been
found to mediate the relationship between job crafting (individual crafting and collaborative
crafting) and job engagement (Chen, Yen and Tsai, 2014). The relationship between
perceived person-job fit and intentions to accept a job offer was mediated by organizational
attraction; and also, there was a direct relationship between perceived person-job fit and
intentions to accept a job offer (Carless, 2005). There exists a very functional side of person-
job fit that research has found a direct relationships as well as a mediating and moderating
role of person-job fit in the relationship between perceived HR practices and employee
outcomes (Boon et al., 2011). In the same vein, we have developed the hypothesis below:

HS: There is a positive relationship between Perceived Trust in Leader and Work
Engagement of the employees.

2. Methodology
2.1. The Research Aim and The Research Questions

Considering the conceptual backround, this study aims to investigate the
contribution of personal resources, task significance, trust in supervisor and person-job fit to
work engagement and to explain the moderating role of work pressure on this
contribution. As shown in Figure 6, the main research variables are organizational trust,
work engagement and work pressure:

Considering the conceptual backround, this study aims to investigate the
contribution of personal resources, task significance, trust in supervisor and person-job fit to
work engagement and to explain the moderating role of work pressure on this
contribution. As shown in Figure 1, the main research variables are organizational trust, work
engagement and work pressure:
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Figure 1. The Proposed Research Model
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After having conducted all of the factor analysis and having revised the research model,
we propose the hypotheses of the study below:

H1: There is a positive relationship between perceived self-efficacy and work
engagement of the employees.

H2: There is a positive relationship between perceived resilience and work engagement
of the employees.

H3: There is a positive relationship between perceived task significance and work
engagement of the employees.

H4: There is a positive relationship between perceived person-job fit and work
engagement of the employees.

HS: There is a positive relationship between perceived trust in leader and work
engagement of the employees.

2.2. Sample

Sample of the study consists of white-collar, full-time, private sector employees
of multinational companies and local firms in Istanbul studying MBA (Master of Business
Administration) at the same time. There is not an age limitation for the sample. There is
not researcher interference. Study setting is non-contrived, unit of anallysis is individuals
and time horizon of the study is cross-sectional. In total, 265 people filled the
questionnaire.

2.3. Procedure

After having gathered the most appropriate scales of each variable and determining
some of the items, the researchers examined the content validity of the questionnaire. For
testing the content validity, the researchers asked 3 professors for the required modifications.
Subsequently, due to the confirmation of the items, the questionnaires were distributed to
the employees from different sectors directly while they were either around or in the classes
of Istanbul University and Marmara University, during December and January months of the
year 2015. On the cover of the questionnaire it was emphasized that respondents’
confidentiality would be strictly kept by the researcher and the data would only be used for
scientific research. Employees completed their questionnaires in their spare times and they
returned their filled questionnaires to the researcher.
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2.4. Instruments

The internal consistency reliabilities for all the multi-item scales were assessed through
Cronbach’s Alpha. Cronbach’s Alpha is a reliability coefficient, which shows how well the
items in a set are positively correlated to one another (Sekaran, 2003). According to Nunnally
and Brenstein (1994) if the value of the Cronbach’s Alpha for a certain scale is 0.70 or above;
that scale is deemed reliable.

2.2.1.Measurement of Work Engagement

Utrecht Work Engagement Scale (UWES) which was developed by Schaufeli,
Salanova, Gonzalez- Romé and Bakker (2002) was used to measure work engagement which
has three dimensions; vigor, dedication and absorption. It consists of 17 items (for
vigor 4 items, for dedication 9 items and for absorption 4 items). Usually values of
Cronbach's alpha for each dimension scale range between .80 and .90 (Salanova, Grau,
Llorens & Schaufeli, 2001; Demerouti et al., 2001; Montgomery, Peeters, Schaufeli & Den
Ouden, 2003; Salanova, Bres6 & Schaufeli, 2003; Schaufeli, Taris & Van Rhenen, 2003;
Salanova, Carrero, Pinazo & Schaufeli, 2003). Arabaci (2012) also found the Cronbach’s
alpha values for each dimension of work engagement as 0,943 for dedication; 0,93 for
absorption and 0,818 for vigor. Turgut (2011) has found Cronbach’s alpha value for the
whole scale containing 17 items as 0,89; and individually for each dimension as 0,81 for
vigor; 0,87 for absorption; 0,86 for dedication. Chaudhary, Rangnekar and Barua (2012) has
found the value of cronbach’s alpha for the overall scale as 0.852. Bal (2008) has found the
Cronbach Alpha values as .9170, .8242 and .7520 for the dedication, absorption and vigor
factors respectively. Sample item for vigor is “I can continue working for very long
periods at a time.”, sample item for dedication is “I find the work that I do full of meaning and
purpose.” and sample item for absorption is “When I am working, I forget everything else
around me.”.

2.2.2. Measurement of Self-Efficacy

Self-efficacy 1is assessed with the ten-item Generalized Self-Efficacy Scale
developed by Schwarzer and Jerusalem (1995). In the study conducted by Kogak (2013),
cronbach’s alpha has been found for the scale as 0,951. Schwarzer and Schroder (1997) have
conducted a series of analysis in different cultures to determine reliability of the scale and
found the Cronbach’s alpha values as 0.84, 0.81 and 0.91. In addition to that, Rimm and
Jerusalem (1999) has reported that the internal consistency of the Self-Efficacy scale has been
measured as 0.87. In a study conducted in Turkey by Erci (2005), Cronbach’s Alpha value has
been found as 0.89. Finally, Tosten and Ozgan (2014) has found the internal consistency of
the scale as 0.80. In the current study, Cronbach’s Alpha value has been found as 0.934.

The scale items are rated on a 6-point scale ranging from (1) “totally disagree” to
(6) “totally agree”. The Turkish adaptation of the scale was made by Tastan (2010). The
researcher and the thesis advisor made minor changes on this Turkish translation before
including this scale in the final questionnaire. No reverse items were used in this measure.
Two sample items are “I can always manage to solve difficult problems if I try hard enough”
and “When I am confronted with a problem, I can usually find several solutions.”

" And Person-Job Fit With Perceived Work Engagement: A Research Studyi A Sample of Employees
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2.2.3.Measurement of Resilience

We have benefited from Psychological Capital Scale which consists 24 items.
Resilience scale is taken out of that particular scale which is composed of 6 items. Turkish
translation of the scale was formed by the help of previous research (Polatg1, 2011; Cmnar,
2011) through evaluation of each item and selecting the appropriate one. No reverse item is
used.

In a pilot study conducted in Turkey by Polat¢1 (2011), the researcher has found
Cronbach’s Alpha value in an acceptable range. Polat¢1 (2011) has also found the Cronbach’s
alpha value as 0.85 as a result of the study. In addition to that, Tosten and Ozgan (2014) has
found the internal consistency of the scale as 0.76. Wagnild and Young (1993) has found the
internal consistency of the scale as 0.91. In this current study, Cronbach’s Alpha value of the
scale has been found as 0.805.

2.2.4.Measurement of Task Significance

Task Significance was measured by a scale formed by the researcher through evaluating
two scales developed by Morgeson and Humphrey(2006) ve Rodopman (1999). No reverse
items is used. A sample item of the 4-item scale is “The job I perform is helpful and important
for the society.” The scale previously demonstrated very good reliability, o = .87 (Morgeson
and Humphrey, 2006). The reliability coefficient for this scale in another study was measured
as a = .86 (El-Asmar, 2013). Rodopman (1999) has found the Cronbach’s Alpha value as
0.86. In the current study, the internal consistency of the scale has been found as 0.926.

2.2.5.Measurement of Person-Job Fit

Person-job fit is measured by the self-report test developed by Brkich, Jeffs and Carless
(2002). The test is translated into Turkish by the Ucanok (2008) and each item is examined to
match the meaning in the original test by Uganok (2008). 1*, 2™ 4™ and 8" questions of the 9-
item scale are reverse questions.

In a study conducted in Turkey, Ucanok (2008) has found the Cronbach’s alpha of the
turkish version scale as 0.90; The misfit factor (1., 2., 4. and 8. questions) implies that the job
does not meet one’s expectations (o= 0.8428), and the fit factor (3., 5., 6., 7. and 9. questions)
(o= 0.8666) implies that there is congruity and satisfaction between the person and the job. In
the current study Cronbach’s Alpha value for the overall scale has been found as 0.868; and
for the two factors “fit” and “misfit” 0.847 (5-items factor) and 0.801 (4-items factor)
respectively. Additionally, since we have found the percentage explained by the “fit” factor as
49,605% which is greater than 30%, we will take into consideration only this dimension of the
scale as the representative in correlation and regression analysis.

The test is rated on a scale ranging from ‘definetely agree’ (1) to ‘definetely disagree’
(6). Two sample questions second of which is reverse are as follows; “My current job
motivates me” and “I think that another job is more convenient for me.”

2.2.6. Measurement of Trust in Supervisor

Trust in Supervisor was measured by Islamoglu, Birsel and Bérii’s Trust Scale (2007)
which consists of 10 items (for trust in supervisor 10 items). This scale was chose for the
study because of its appropriateness to Turkish culture. Sample items for trust in
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supervisor are “My supervisor shares her/his knowledge”, “My Supervisor is honest and fair”
and “My Supervisor is such a team leader.”

In a study conducted in Turkey, the internal consistency of the scale was found as .961
(Arabaci, 2012). Chughtai (2010) has found the internal consistency of the scale as 0.96. The
Cronbach’s Alpha values in the current study has been found as 0.955.

2.2.7.1tems Related To Demographics

Survey has 9 questions about demographic variables 8 of them are multiple-choice
questions while only one is open-ended. The open ended question is age. Other demographics
are gender, marital status, education level, total work experience, company experience, title,
type of company they work at and the department they perform their tasks in.

3.  Findings

Statistical Package for the Social Sciences 20.0 for Windows (SPSS) was used
to analyze the data collected through questionnaires. The raw data was entered to SPSS and
the following statistical analyses were done after checking for normal distribution on item
basis and eliminating any outliers: factor analysis, reliability analysis, hypothesis tests
(correlation, simple regression and multiple regression analysis).

Three factors came out at the end of the factor analysis of work engagement while
the results KMO yielded avalue of ,918 and the Bartlett™s test of sphericity yielded a
significant result with a p=.000. Thus, it was concluded that the data is appropriate for the
factor analysis to be performed for this scale. Second item of the scale was omitted and the
rest was entered into factor analysis and it was found that the variable consisted of three
dimensions; namely dedication, absorption and vigor. The rest of the 17 items loaded under 3
factors which explained 65,326% of the total variance.

Reliability analyses for each dimension of work engagement were performed. All of
the factors showed high internal consistencies, which were 0,895 for absorption, 0,880 for
dedication, and 0,751 for vigor. The percentage variance explained values are 46,532 for
absorption, 10,910 for dedication and 7,884 for vigor dimension.

Person-Job Fit has been divided into two factors as a result of the factor analysis. Since
the percentage of variance explained by the first dimension is 49,605% and highly greater
than 30.0 %. Thus, we have named the entire variable of 5-items as person-job fit to represent
the mentioned variable. Other four independent variables of the study; self-efficacy,
resilience, task significance, trust in supervsior have been found as being composed of single
factors.

" And Person-Job Fit With Perceived Work Engagement: A Research Studyi A Sample of Employees
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Table 1: Means and Reliabilities of the Variables Examined in the Study

VARIABLEs Mean (M) Std. Deviation (SD) Cronbach Alpha (&)

Work Engagement

3,99 14,022 0,920
Absorption 3,92 7,329 0,895
Dedication 4,01 6,255 0,880
Vigor 4,12 2,845 0,751
Self-Efficacy 4,52 8,267 0,934
Resilience 4,47 4,508 0,886
Task Significance 4,29 3,998 0,826
Person-Job Fit 3,85 9,286 0,868
Fit 3,83 29,679 0,847
Misfit 3,86 5,031 0,801
Trust in Supervsior

3,96 12,559 0,955

3.1. Findings Related to the Hypotheses
Table 2. Correlation Analysis of all Variables of the Study

VARIABLEs 1-WE 2-A 3-D 4-V 5-SE 6-R 7-TS 8-PJF
1.WorkEngagement 1

2.Absorption ,892%% 1

3.Dedication J730%*  535%* 1

4.Vigor ,865%*  585%* ,556%* 1

5.Self-Efficacy S51%% 0 430%%  57T7FF 470%* 1

6.Resilience S37**  420%* ,604%* ,438%* ,738%* 1

7.TaskSignificance SO1%%  473%%  414%%  582%*  502%*  5]3%* 1
8.Person-JobFit A31%% 0 241**  277%%  558%*%  213%*  DQ2¥k  502%* 1
9.TrustinSupervisor ,336%%  223%%  D45%*  3R1*RE 130%*  174%%  265%*  24]**

9-TiS

1

** Correlationissignificantatthe0.01level(2-tailed).
* Correlationissignificantatthe0.051evel(2-tailed).

With the purpose of testing the hypotheses, we have conducted correlation analysis and
have obtained results as shown above in the Table 15. As we look at the first hypothesis, self-
efficacy has strongly significant positive relationship with work engagement (r = 0,551; p <
0,01) and its sub-dimensions; absorption (r = 0,430; p < 0,01), dedication (r = 0,577; p < 0,01)
and vigor (r = 0,470; p < 0,01) with a significance p value of lower than 0,01. When it comes
to the second hypothesis, resilience has also strongly significant positive relationship with
work engagement (r = 0,537; p < 0,01) and its sub-dimensions; absorption (r = 0,420; p <
0,01), dedication (r = 0,604; p < 0,01) and vigor (r = 0,438; p < 0,01) with a significance p
value of lower than 0,01. As to the third hypothesis, task significance has strongly significant
positive relationship with work engagement (r = 0,591; p < 0,01) and its sub-dimensions;
absorption (r = 0,473; p < 0,01), dedication (r = 0,414; p < 0,01) and vigor (r = 0,582; p <
0,01) with a significance p value of lower than 0,01 as well. As for the fourth hypothesis,
person-job fit has strongly significant positive relationship with work engagement (r = 0,431,
p < 0,01) and its sub-dimensions; absorption (r = 0,241; p < 0,01), dedication (r = 0,277; p <
0,01) and vigor (r = 0,558; p < 0,01) with a significance p value of lower than 0,01. Finally,
the fifth hypothesis, trust in supervsior fit has strongly significant positive relationship with
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work engagement (r = 0,336; p < 0,01) and its sub-dimensions; absorption (r = 0,223; p <
0,01), dedication (r = 0,245; p < 0,01) and vigor (r = 0,381; p < 0,01) with a significance p
value of lower than 0,01 as well.

In addition to all of the findings, if we observe the correlation values between
the independent variables, we see that they have positive significant relationship with
one another.

Hypothesis 1; there is a positive relationship between perceived self-efficacy and
work engagement of the employees, has been supported.

Hypothesis 2; there is a positive relationship between perceived resilience and
work engagement of the employees, has been supported.

Hypothesis 3; there is a positive relationship between perceived task significance
and work engagement of the employees, has been supported.

Hypothesis 4; there is a positive relationship between perceived person-job fit
and work engagement of the employees, has been supported.

Hypothesis 5; there is a positive relationship between perceived trust in
supervisor and work engagement of the employees, has been supported.

Table 3. Simple Regression Analysis Results For Independent Variables on Work
Engagement

IndependentVariable DependentVariable:WorkEngagement—Total
Self-Efficacy Beta(p) tvalue pvalue
0,551 10,721 0,000
R=0,551 RZ = ,304 F=114,936 p=0,000
Resilience Beta(p) tvalue pvalue
0,537 10,334 0,000
R=0,537 RZ = ,289 F=106,785 p=0,000
TaskSignificance Beta(p) tvalue pvalue
0,591 11,877 0,000
R=0,591 RZ = ,349 F=141,056 p=0,000
Person-JobFit Beta(p) tvalue pvalue
0,431 7,748 0,000
R=0,431 R? = ,186 F=60,027 p=0,000
TrustinSupervisor Beta(p) tvalue pvalue
0,336 5,786 0,000
R=0,336 R? = ,113 F=33,476 p=0,000

Table 4. Multiple Regression Analysis Results For All of the Independent Variables on
Work Engagement

" And Person-Job Fit With Perceived Work Engagement: A Research Studyi A Sample of Employees
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b
DependentVariable: WorkEngagement-Total
Beta(p) tvalue pvalue

Independent Variables 0,702 0,000
Self-Efficacy 0,350 6,850 0,000
TaskSignificance 0,282 4,826 0,000
Person-JobFit 0,173 3,360 0,001
TrustInSupervisor 0,174 3,765 0,000
R=0,702 R? = ,493 F=63,174 p=0,000

We have also examined whether such hypothesis as all of the independent variables
together have a positive relationship with work engagement and explains considerable amount
of the dependent variable of the current study, work engagement. So as to test such claim, we
have conducted multiple regression analysis and obtained a statistically significant positive
relationship between all the independent variables and work engagement. Furthermore, the
percentage that these independent variables explain the variance of work engagement is
48,8% which is a considerable amount to predict the dependent variable based on these
independent variables.

Simple regression analysis was conducted to examine the contribution of self-
efficacy to work engagement. The results showed that self-efficacy has positive
impact on work engagement representing a moderate regression (f = 0,551;p = 0,000)
and that self-efficacy explains 30,4%
(R? = ,304) of the variance in work engagement.

Simple regression analysis was conducted to examine the contribution of
resilience to work engagement. The results showed that resilience has positive impact
on work engagement at moderate level (B = 0,537; p = 0,000) and that resilience
explains 28,9% (R? = ,289)of the variance in work engagement.

Simple regression analysis was conducted to examine the contribution of task
significance to work engagement. The results showed that task significance has
positive impact on work engagement representing a moderate regression (B = 0,591; p
= 0,000) and that task significance explains 34,9% (R? = ,349) of the variance in
work engagement.

Simple regression analysis was conducted to examine the contribution of person-
job fit to work engagement. The results showed that person-job fit has positive impact
on work engagement at a weak level of regression (B = 0,431; p = 0,000) and that
person-job fit explains 18,6% (R? = ,186) of the variance in work engagement.

Simple regression analysis was conducted to examine the contribution of trust in
supervisor to work engagement. The results showed that trust in supervisor has
positive impact on work engagement representing a weak level of regression (B =
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0,336; p = 0,000) and that trust in supervisor explains 11,3% (R? = ,113) of the
variance in work engagement.

3.2. Comparative Tests Related with the Demographics

To examine the possible significant differences between gender groups and the
employees working in multinational companies and local firms in terms of the variables of the
study, independent samples t-tests were conducted.

When the grouping variable is gender which was measured on a nominal scale and
the dependent variable is work engagement which was measured with an interval scale,
there was not a significant difference , since the p value of 0,367 in the Levene’s test for
equality of variances tells us that the results of the t-test analysis between female and male
employees in terms of work engagement variable is not significant. In other words, there is no
difference between the groups of gender in terms of work engagement.

As for the grouping variable is company type which was measured on a nominal scale
and the dependent variable is work engagement which was measured with an interval
scale, there was not a significant difference , since the p value of 0,506 in the Levene’s
test for equality of variances tells us that the results of the t-test analysis between employees
working in local and multinational companies in terms of work engagement variable is not
significant. In other words, there is no difference between the groups of company type in
terms of work engagement.

After we have conducted one-way ANOVA test, we firstly checked the p significance
value in the test of homogeneity of variances table given by SPSS where the p value was
found 0,212 which is greater than 0,05. Thus, we can move on to the ANOVA table in order
to interpret the results where we have obtained another p value of 0,05 which tells us there are
significantly different groups from one another among these three (F= 5,406; p= 0,05<0,50).
Hence, we move on to the Tukey and Sheffe tables where we see that there are only one
significant difference among the position levels; the mean of first line and the mean of the
upper level are significantly different from one another (Meanypper revel = 3,7529 >

Meangjpst Line = 4,4036; p = 0,007 < 0,05).
4. Conclusion and Discussion

In this study, the contribution of self-efficacy, resilience, task significance, person-
job fit and trust in supervisor to work engagement was examined. The conceptual model of
the current study was developed relying upon the Job Demand-Resources Theory.
Specifically, the contribution of self-efficacy, resilience and task person-job fit variables onto
work engagement can be premised on this theory. The following sections include the
interpretation and the evaluation of the research findings along with an approach of
comparing and contrasting the results of the current study with the results of the previous
studies.

The sample of the research was chosen as full and pat-time employees from different
sectors continuing their master education in Istanbul and Marmara Universities and 265
people were participated in the study. In the literature, there are many researchers who
investigated self-efficacy, resilience, task significance, person-job fit and trust in supervisor as
well as work engagement.
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The data collected from 265 employees were analyzed through SPSS 20.0 and the
results are summarized below with some comparisons between the previous studies in
the literature. The statistical analysis of the main data was started with the factor and
reliability analysis, in order to point out the applicability of the scales used for the research.
The factor analysis results revealed that, work engagement variable consisted of three and
person-job fit is composed of two dimensions while other variables of the study appeared to
be formed by single dimension. Work engagement dimensions are found to be absorption,
dedication and vigor as many researchers termed them previously (Schaufeli and Bakker,
2003; Dalay, 2007; Bal; 2008; Arabaci, 2012; Kocak, 2013). In the factor analysis, one item
of the scale was extracted because of having close factor loading values in two different
dimensions and the factor analysis has been conducted again. The results revealed that the
items constituting three dimensions (absorption, dedication and vigor) explained 65,326% of
the total variance in work engagement. The reliability of the scale for the dimensions were
0,895 for absorption; 0,880 for dedication and 0,751 for vigor. The cronbach’s alpha values
for all the three dimensions were found to be over 0,80 in previous research (Erim et al. 2009;
Arabaci, 2012).

After having conducted factor analysis on each independent variable as well, we have
termed the person-job fit variable, which has been divided into two sub-dimensions, as fit and
misfit respectively. Uganok (2008) has also termed the same sub-dimensions as “fit” and
“misfit” in previous research. Since the first dimension of the person-job fit, “fit” explains a
considerable amount of the variance in person-job fit variable with a percentage of 49,605, we
have taken into consideration only this particular dimension in further analysis to represent
the whole variable, person-job fit.

Before regression analysis, correlation analysis was carried out with all the dimensions
of the research variables, in order to test whether there was multicollinearity problem for the
study or not. The findings revealed that self-efficacy was correlated to work engagement
dimensions at the moderate level, supporting the findings of Bal (2008), Chaudhary
(2012), Pati and Kumar (2010) and Collins (2009) who denoted the relationship between
perceived self-efficacy and work engagement of the employees. Note that, there was no
multicollinearity problem. After having seen this positive result, followingly the regression
analyses were applied.

Supporting the findings of Chaudhary (2011) and Bae (2009), Peterson (2002)
while testing the first hypothesis of the research, it was investigated that the level of
self-efficacy had a positive contribution to work engagement. To test this relationship,
firstly simple regression analysis was conducted with the total self-efficacy and total work
engagement which suggested a statistically significant positive contribution, in
accordance with the previous studies. The contribution of self-efficacy as a personal
resource as a predictor of work engagement using a sample comprising 274 teachers was also
examined by Prieto (2009). The results in many previous studies revealed that self-efficacy
significantly predicted work engagement measuring via the UWES (Schaufeli and Bakker,
2003; Dalay, 2007; Bal; 2008; Arabaci, 2012; Kogak, 2013).

As for the other independent variables, we have also applied simple regression analysis
for each and obtained results as in previous studies. Resilience was found to have positive
weak level of correlation with two dimensions of work engagement, absorption and vigor.
When it comes to dedication dimension, the correlation between resilience and dedication was
moderate in the current study supporting the previous findings by Kogak (2013) and Herbert
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(2011). Task Significance was also found to be weakly correlated with absorption and
dedication while having a moderate relationship with vigor dimension of work engagement.
Kocak’s (2013) findings are in line with the results of the current study. The influence of task
significance was also supported by Shantz et. al. (2013). Person-job fit variable was found to
have positive have weak correlation with absorption and dedication while having moderate
correlation with vigor supporting the findings by Schonherr (2011) and Shuck (2011). Finally
for trust in supervisor had also positive significant correlations with dimensions of work
engagement supporting the findings by Arabaci (2012) and Bartelme (2012).

As to the t-test results which showed that there is not a significant difference
between groups of local organizations and multinational organizations, it might be
because participants of the study have the same cultural assumptions and behavioral
habits, even if they are working in different sort of organizations, local and
multinational. If such analysis was conducted in different cultures encompassing
different countries, the difference between local organizations and multinational
organizations could be significant.

As the results of the study indicate; self-efficacy, resilience, task significance, person-
job fit and trust in supervisor variables have positive significant relationship with work
engagement variable at each. Other important finding of the research is that, when all of the
independent variables except resilience are taken into account, they have also positive
significant contribution to work engagement. More engaged employees with high perceived
self-efficacy, task resilience, person-job fit and trust in supervisor provide their organizations
a competitive advantage in this rapidly changing, challenging business world in many ways.
People who are engaged in their jobs tend to work harder and be more productive than other
employees. These employees are also more likely to meet the needs of their customers and
to improve customer loyalty which in return increases sales and profits. To sum up, the top
management of the companies should recognize the importance of work engagement and
should take some actions to increase the antecedents especially like perceived self-efficacy,
resilience, task significance, person-job fit and ultimately trust in supervisor by selecting the
right people for the right job. Organizations which manage to increase and keep these
variables at high level will have more engaged and committed employees while meeting
financial and other critical business goals in the long run.

5.  Limitations of the Study

First limitation of this study is its generalizability, due to the geographic boundaries of
the data collected for the study. The inferences drawn from such a sample in Istanbul city
may not be fully generalizable to whole country or the employees from other countries
in different cultures.

Another limitation is about the content of the measurement items. The trust in
supervisor scale was developed for Turkish culture by Turkish academicians; but work
engagement and other scales were developed by scholars from other cultures. Thus, they may
not be as suitable as the trust in supervisor scale for the sample of the research.

Finally, because of the research domain concerning work engagement, this study
did not address other institutional wvariables, such as firm ownership, workplace
cultures, working hours, organizational sizes, organizational structure and profitability.
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6.  Suggestions for Further Research

In order to make a better explanation of the relationship between the research
variables, a broader geographic region can be chosen with a higher number of participants
as the sample group. This would enable the research findings to be more valid and
accredited. Moreover, to increase the credibility of the study, like the scale used measuring
trust in supervisor in this research which provides a well-advised design of measurement of
trust in supervisor; also for the other variables, the new scales developed for Turkish
culture should be used.

Another suggestion for other researchers is the application of another questionnaire to
supervisors about their subordinates. In this way, in addition to the perceptions of the
relatively lower level employees, also the opinions of their supervisors and managers can
be acquainted.
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