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1. INTRODUCTION

ABSTRACT

Introduction: Work engagement for nurses is needed to increase dedication so that health
organizations run effectively and efficiently. Self-efficacy and optimism are components of
personal resources that can predict work engagement. This research aims to see the
contribution of the role of self-efficacy and optimism to nurses' work engagement.
Methods: This was a cross-sectional study. A cluster sampling technique was used to recruit
130 nurses. Data on self-efficacy, optimism, and nurse work engagement were collected by
questionnaire, and analyzed by logistic regression techniques.

Results: Self-efficacy and optimism in nurses had a significant effect on nurse work
engagement with the sig values 0.011 and 0.000. These make nurses more persistent,
enthusiastic, and focused at work.

Conclusions: Nurses who have high self-efficacy are always confident in their abilities.
Likewise, nurses who have high optimism tend to be more confident and have high
persistence at work, so that work engagement will be formed well. Future studies should
place greater emphasis on exploring new nurse’s self-efficacy and optimism.
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in Indonesia (Firdaus et al., 2020). Based on research
conducted by Gallup (2017)regarding the level of

Hospital organization in recent years looking for
health employees who have high dedication and
commitment to their work, and can adapt in
overcoming difficulties (Wang et al., 2017). The
success of a hospital organization is inseparable from
the role of nurse because nurses are the largest
number of health workers and have an important role
in patient care (Alotaibi et al.,, 2016). Nurses also play
a role in implementing policies and programs from
health organizations so that they run efficiently and
effectively (Bhatti et al.,, 2018). One way to increase
the dedication nurses is to increase the work
engagement of nurses (Bakker & Demerouti, 2014).
Work engagement at employee is a positive and
satisfying mental state of an employee at work which
can be seen by how employee is always enthusiastic
(vigor), dedicated and absorbed in work (Schaufeli et
al., 2006).

In reality, there are still few employees in the
world who feel engaged towards his work, including

employee work engagement in 155 countries around
the world, including Indonesia, only 15% of
employees feel they are attached or very involved
with work, 67% are not involved or psychologically
do not feel attached to work, and the remaining 18%
of active employees feel happy at work and want to be
separated from their work. In Indonesia, 15.4% of
employees are engaged, 76.5% are not engaged, and
10.3% are active regardless. In nursing practice, work
engagement has been shown to increase job
satisfaction and nurse performance, as well as
increase work efficiency, quality of patient care, and
increase patient satisfaction (Keyko et al., 2016).
Based on previous research from Bakker &
Demerouti (2014) stated that self-efficacy and
optimism are components of personal resources
which are one of the predictors of work engagement.
Salahat and Al-Hamdan (2022) also stated that self-
efficacy correlated positively with the work
engagement of nurses, where the higher the nurse's
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self-efficacy, the work engagement of the nurse is also
higher. Empirical evidence states that self-efficacy
plays a role in creating a positive environment such
as increased engagement at work, especially when
there are job demands (Demands et al., 2016; Lorente
et al,, 2014). Employees who have high self-efficacy
are able to carry out coping strategies and stress
management more precisely and effectively, so that
work can be done more efficiently (Consiglio et al.,
2013).

Optimism can also significantly predict work
engagement (Nieto et al., 2022). Optimistic behavior
of employees will make them more engaged and
involved with the organization and employee
management activities (Rivkin et al.,, 2005). Optimism
also able to create a good work environment so that
organizational goals are achieved (Rotich, 2020). In
addition, individuals who are optimistic tend to show
higher levels of work engagement than people who
are pessimistic because they will expend all their
abilities and efforts to cope with work demands
(Rotich, 2016).

Based on this explanation, the aim of this
research was to see how self-efficacy and optimism
contribute to increasing work engagement in nurses.
It is hoped that this research can help hospitals
determine the best strategy for improving the quality
and efficiency of hospital services.

2. METHODS
2.1 Research Design

Descriptive correlational with cross sectional
designed were used at this research. This study was
conducted at X Hospital Surabaya. Questionnaire data
collection was carried out from November 2019 to
January 2020 with one time collection without follow-

up.
2.2 Population, Sample, and Sampling

There were 225 non-civil servant nurses who worked
at X Hospital Surabaya become the population in this
study. The sample in this study used the rule of thumb
calculation method and obtained 130 sample
respondents with inclusion criteria: 1) Minimum
education diploma in nursing, 2) Nurses who have
worked for more than 1 year, and 3) Implementing
nurses, not heads of rooms or nursing managers. The
research sampling technique is probability sampling
with cluster sampling. Locations that become clusters
are inpatient installations, outpatient installations,
central surgical installations, hemodialysis
installations, cathlabs, intensive care rooms, and
emergency departments in X Hospital Surabaya.

2.3 Variable
The independent variables in this study were self-

efficacy and optimism, while the dependent variable
was nurse work engagement.

2.4 Instruments
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Self-efficacy was measured by the 10 items of
The General Self-Efficacy Scale developed by
Schwarzer & Jerusalem (1995) which has been
translated into Indonesian. Each item was assessed
on 4-point Likert scale with score strongly disagree
score 1, disagree score 2, agree score 3, strongly agree
score 4. High score indicates high self-efficacy.
Cronbach alpha was 0.835.

Optimism was measured by the 6 items from 10
items of Life Orientation Test-Revised (Lot-R)
developed by Scheier, Carver, & Bridges (1994). Each
item was assessed on a 5-point Likert scale with score
strongly disagree score 1, disagree score 2, neutral
score 3, agree score 4, strongly agree score 5. High
score indicates high optimism. Cronbach alpha was
0.824.

Work engagement measured by the 17 items of
Work & Well-being Survey (UWES) developed by
Schaufeli & Bakker (2004). Each item was assessed on
a 7-point Likert scale (O=never and 6=always).
Cronbach alpha was 0.957.

2.5 Procedure

The research procedure begins with carrying out the
licensing process at the hospital where the research is
conducted. Then it is continued with carrying out an
ethical test. After obtaining ethical permission, the
researcher tested the validity and reliability of the
questionnaires that would be used for data collection.
After that the researcher collected data by providing
an explanation of the research objectives first. Nurses
who are willing to be respondents will sign an
informed consent. Data collection was carried out by
filling out questionnaires according to the conditions
of each respondent. Respondents were accompanied
by researchers and heads of rooms at the time of data
collection. If there are questions that not understood,
the respondent can ask directly to the researcher.
Questionnaires can be done at any time without
disturbing official hours.

2.6 Data Analysis

Logistic ordinal regression was used to test the
hypothesis with the SPSS version 23 for Mac
application.

2.7 Ethical Clearance

Ethical approval was obtained from the ethics
committee where the research was carried out on
October 24, 2019, with the ethical certificate number
183/KEH/2019.

3. RESULTS

Most of the respondents were female nurses with an
age range of 21-30 years. There are more
undergraduate education levels than diplomas. All of
the respondents were non-civil servant nurses and
most of them were married. Most respondents came
from the inpatient room (Table 1).



The majority of nurse respondents have medium-
level self-efficacy, namely 74 nurses (57%) and
optimism at a high level, namely 62 nurses (48%). As
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Table 2. Distribution data of self-efficacy, optimism
and work engagement (N=130)

()
for work engagement, the majority of nurses were at Self-efﬁc:ce}l/f efficacy 2. %
a moderate level (45%) with details of work High 49 38
Moderate 74 57
Table 1. Demographic characteristic of research Low 7 5
respondents (N=130) Total 130 100
Characteristics of h % Optimism > %
respondents Optimism
Age High 62 48
31-40 years old 12 9.2 Moderate 50 38
21-30 years old 118 90.8 Low 138 14
Total 130 100 Total 130 100
Gender Work engagement > %
Male 32 24.6 Work engagement
Female 98 754 High 45 35
Total 130 100 Moderate 58 45
Education Low 27 21
Nursing diploma 23 17.7 : Total 130 100
D4/ Bachelor of Nursing 106 81.5 V}gor
Master of Nursing 1 0.8 High 52 40
Total 130 100 Moderate 50 38
Marital status Low 28 22
Married 78 60.0 _ Total 130 100
Single 52 40.0 Dedication
Widow/ widower 0 0 High 49 38
Total 130 100 Moderate 57 44
Employee Status Low Total 12340 11080
Civil servants 0 0 Absorption ota
Permanent employee non civil 130 100 )
servantas Total 130 100 ﬁfc}ilerate 32 ;;
Length of work(i)rtlag Low 39 30
1-5 years 119 915 Total 130 100
6-10 years 11 8.5
Total 130 100 4. DISCUSSION
Work unit
Outpatient installation 12 9.2 Self-efficacy and optimism have been shown to have a
Inpatient installation 59 45 .4 significant positive effect on nurse work engagement.
Emergency room 18 13.8 The self-efficacy of the research respondents was in
Intensive care room 15 11.5 the medium category (57%), while the optimism of
Central surgery room 19 14.6 the respondents was mostly in the high category
Hemodialysis room 6 4.6 (48%). This research is in line with previous studies
Cathlab 1 0.8 which stated that self-efficacy and optimism are
Total 130 100 components of personal resources which are

engagement indicators consisting of high vigourity of
40%, high absorption of 37%, while most of the
dedication was at a moderate level of 44% nurses
(Table 2).

The hypothesis test result based on logistic
ordinal regression test. The sig value is 0.011 (<0,05)
for self-efficacy to work engagement which mean self-
efficacy has a significant effect on work engagement.
Optimism also has a significant effect on work
engagement with a sig value of 0.000 (<0.05) (Table
3).

predictors of work
Demerouti, 2014).
Employees who have deep work engagement
will care and are highly committed to giving more
time, energy, and initiative to contribute the best
performance to their organization (Hewwit, 2015). In
achieving work engagement, an employee must have
good self-assessment and understand the abilities he
has where this is called self-efficacy (Pahlevi, 2021).
Self-efficacy is defined as a person's assessment of

engagement. (Bakker &

http://e-journal.unair.ac.id/FMN]J | 15



N. DEWANTIL, ET AL

Table 3. Hypotesis test result with logistic ordinal regression test

Variable Sig Std. Error 95% Confidence Interval

Lower Bound Upper Bound
Self efficacy to work enggamenet 0.011 0.416 -1.874 -0.244
Optimism to work engagement 0.000 0.430 -2.411 -0.725

themselves that they are able to complete a task or
goal effectively (Alden, Auyeung, & Plasencia, 2014).
Self-efficacy is included in important personal
resources which can positively influence the amount
of work engagement among employees, so that it can
also increase the level of worker motivation (Pérez-
Fuentes et al, 2019). The above statement is
corroborated by research conducted by Consiglio,
Borgogni, Vecchione, & Maslach (2014) and Tian,
Wang, Zhang, & Wen (2019) which states that self-
efficacy influences work engagement positively. This
proves that the higher the employee's self-efficacy,
the higher the work engagement he will have.
Employees who believe in their abilities and believe
in the success they will achieve, make these
employees work harder and always produce the best
performance (Sofiah & Kurniawan, 2019). Employees
who have confidence in their abilities are expected to
be more persistent in facing challenges and able to
complete tasks on time (Ratnasari, 2018). This can
explain that self-efficacy has a motivating effect on
employees to increase the energy and effort they have
to be more focused, fully concentrated and persistent
at work. Thus, self-efficacy affects work engagement
which basically consists of vigor (enthusiasm and
energy), dedication (dedication or effort to focus),
and also absorption (persistence) at work (Consiglio
etal, 2016).

Researchers argue, that the organization should
help employees in increasing the confidence of nurses
at work. Increasing self-confidence in nurses can be
done by giving awards and evaluating improvements
to nurses, as well as providing motivation for nurses
to be successful in carrying out tasks like other
nurses. Increasing self-confidence in nurses is
expected to increase self-efficacy which can increase
work engagement.

Salminen, Makikangas, & Feldt (2014)
revealed that optimism affects work engagement. The
above research is strengthened by Mache et al (2014)
which states that optimism is significantly related to
work engagement. Optimism is a personality trait
associated with an individual's positive expectations
about the future. Individuals who are optimistic have
the characteristics of being ready to face challenges,
think positively, believe in their abilities (self-
confidence), and are good at being grateful
(Lusiawati, 2016). Optimism can make individuals
avoid work stress (Mdakikangas et al, 2013).
Optimism can make individuals look at the future
with confidence, anticipate positive outcomes, and be
innovative. Optimistic individuals tend to treat
difficulties as an opportunity to improve their career,
and thus these individuals maintain work
engagement at work (Salminen et al,, 2014).
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Researchers argue that organizations can build
optimism in nurses by encouraging nurses to always
think positively, helping nurses to make goals,
resolutions, and commitments so that motivation is
formed to achieve something worthy, and facilitating
nurses in honing skills in dealing with and solving
problems so that trust self increase. With the
formation of nurse motivation to achieve a goal in
work, it is hoped that the nurse will exert all her
efforts to achieve that goal. The nurse will improve
her performance and will be more focused on her
work and this is a characteristic of an engaged nurse.

5. CONCLUSION

Self-efficacy and optimism in nurses play a significant
role in influencing nurses' work engagement. Nurses
who have high self-efficacy are always confident in
their abilities. This makes nurses more persistent,
enthusiastic and focused at work. Likewise, nurses
who have high optimism tend to be more confident
and have high persistence in working. It emphasizes
self-efficacy and optimism form work engagement in
the nurse. Therefore, these establish supportive and
conducive working environment.

6. REFERENCES

Alden, L. E.,, Auyeung, K. W,, & Plasencia, L. (2015).
Social Anxiety and The Self. In S. G. Hofmann &
P. M. DiBartolo (Eds.), Social Anxiety (Third
Edition): Clinical, Developmental, and Social
Perspective (pp. 531-549). Academic Press.
https://doi.org/https://doi.org/10.1016/B978
-0-12-394427-6.00018-2

Alotaibi, ]., Paliadelis, P. S., & Valenzuela, F.-R. (2016).
Factors that affect the job satisfaction of Saudi
Arabian nurses. Journal of Nursing Management,
24, 275-282.
https://doi.org/10.1111/jonm.12327

Bakker, A. B., & Demerouti, E. (2014). Job Demands-
Resources Theory. Work
AndWellbeing:Wellbeing: A Complete Reference
Guide, 11, 1-28.
https://doi.org/10.1002/9781118539415.wb
well019

Bhatti, M. A,, Hussain, M. S., & Al Doghan, M. A. (2018).
The role of personal and job resources in
boosting nurses’ work engagement and
performance. Global Business and
Organizational  Excellence, 37(2), 32-40.
https://doi.org/10.1002/joe.21840

Consiglio, C., Borgogni, L., Alessandri, G., & Schaufeli,



W. B. (2013). Does self-efficacy matter for
burnout and sickness absenteeism? The
mediating role of demands and resources at the
individual and team levels. Work and Stress,

27(1), 22-42.
https://doi.org/10.1080/02678373.2013.7693
25

Consiglio, C., Borgogni, L., Tecco, C. Di, & Schaufeli, W.
B. (2016). What makes employees engaged with
their work? The role of self-efficacy and
employee ’ s perceptions of social context over
time. 21(2), 125-143.
https://doi.org/10.1108/CDI-03-2015-0045

Consiglio, C., Borgogni, L., Vecchione, M., & Maslach, C.
(2014). Self-efficacy, perceptions of context, and
burnout: a multilevel study on nurses. La
Medicina Del Lavoro, 105(4), 255-268.

Demands, ], Theory, R, Stock, T. Bakker, A. B,
Demerouti, E., Bakker, A. B., & Demerouti, E.
(2016). Job Demands - Resources Theory:
Taking Stock and Looking Forward.

Firdaus, A. 1., Salim, C., & Saputra, N. (2020). Pengaruh
digital engagement dan gamifikasi terhadap
work engagement karyawan yang bekerja di
Jakarta dan Tangerang (The effect of digital
engagement and gamification on work
engagement of employees who work in Jakarta
and Tangerang). Jurnal Akuntansi, Keuangan,
Dan Manajemen (Jakman), 1(4), 265-286.
https://doi.org/https://doi.org/10.35912 /jak
man.v1i4.45

Gallup. (2017). State of the Global Workplace.

Hewwit, A. (2015). Aon Hewitt’s Model of Employee
Engagement.

Keyko, K., Cummings, G. G., Yonge, 0., & Wong, C. A.
(2016). Work engagement in professional
nursing practice: A systematic review.
International Journal of Nursing Studies, 61,
142-164.
https://doi.org/10.1016/j.ijnurstu.2016.06.00
3

Lorente, L., Salanova, M., Martinez, 1. M., & Vera, M.
(2014). How personal resources predict work
engagement and self-rated performance among
construction workers: A social cognitive
perspective. International Journal of Psychology,
49(3), 200-207.
https://doi.org/10.1002 /ijop.12049

Lusiawati, I. (2016). Membangun Optimisme Pada
Seseorang Ditinjau Dari Sudut Pandang
Psikologi Komunikasi. TEDC, 10(3), 147-151.

Mache, S., Vitzum, K., Wanke, E., Groneberg, D. A,
Klapp, B. F., & Danzer, G. (2014). Exploring the

FUNDAMENTAL AND MANAGEMENT NURSING JOURNAL

impact of resilience, self-efficacy, optimism and
organizational resources on work engagement.
Journal of  Prevention, Assessment &
Rehabilitation, 47(4), 491-500.
https://doi.org/D0I:10.3233/WOR-131617

Makikangas, A., Feldt, T., Kinnunen, U., & Mauno, S.
(2013). Does personality matter? Research on
indi- vidual differences in occupational well-
being. In A. Bakker (Ed.), Advances in Positive
Organizational Psy- chology (Volume 1) (pp.
107-143). https://doi.org/10.1108/S2046-
410X(2013)0000001008

Nieto, A., Contador, 1., Palenzuela, D. L., Ruisoto, P.,
Ramos, F.,, & Fern, B. (2022). The Distinctive Role
of Grounded Optimism and Resilience for
predicting Burnout and Work Engagement: A
study in Professional Caregivers of Older Adults.

100(December 2021).
https://doi.org/10.1016/j.archger.2022.10465
7

Pahlevi, Ma. R. Z. (2021). Pengaruh Persepsi Beban
Kerja dan Self Efficacy terhadap Work
Engagement UD. Logam Jaya. STIE PGRI
Dewantara.

Pérez-Fuentes, M. del C., Jurado, M. del M. M., Martin,
A.B. B, Marquez, M. del M. S., Martinez, A. M., &
Linares, J. ]J. G. (2019). The mediating role of
perceived stress in the relationship of self-
efficacy and work engagement in nurses.
Journal of Clinical Medicine, 8(1), 4-15.
https://doi.org/10.3390/jcm8010010

Ratnasari, H. (2018). Hubungan Efikasi Diri (Self
Efficacy) dengan Kinerja Karyawan pada PT
Metraplasa. Universitas Pakuan Bogor.

Rivkin, S. G, Hanushek, E. A, & Kain, ]J. F. (2005).
TEACHERS, SCHOOLS, AND ACADEMIC
ACHIEVEMENT. Econometrica, 73, 417-458.

Rotich, R. K. (2016). Effects of Demographics on the
Relationship between Optimism and Work
Engagement among Employees of State Agencies
in Kenya. 18(2014), 32-42.

Rotich, R. K. (2020). Influence of Optimism on Work
Engagement of Managers in State Corporations
in Kenya. European Journal of Management and
Marketing Studies, 5(3), 131-155.
https://doi.org/10.46827 /ejmms.v5i3.869

Salahat, M. F.,, & Al-Hamdan, Z. M. (2022). Quality of
nursing work life, job satisfaction, and intent to
leave among Jordanian nurses: A descriptive
study. Heliyon, 8(7), €09838.
https://doi.org/10.1016/j.heliyon.2022.e0983
8

Salminen, S. R., Mdkikangas, A., & Feldt, T. (2014). Job

http://e-journal.unair.ac.id/FMN]J | 17



N. DEWANTIL, ET AL

Resources and Work Engagement: Optimism as
Moderator Among Finnish Managers. Journal of
European Psychology Students, 5(1), 69-77.
https://doi.org/10.5334/jeps.bu

Schaufeli, W.B., & Bakker, A. B. (2004). UWES (Utrecht
Work Engagement Scale).

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006).
The Measurement of Short Questionnaire A
Cross-National  Study.  Educational and
Psychological Measurement, 66(4), 701-716.
https://doi.org/10.1177/0013164405282471

Scheier, M. F,, Carver, C. S., & Bridges, M. W. (1994).
Distinguishing optimism from neuroticism (and
trait anxiety, self-mastery, and self-esteem): A
re-evaluation of the Life Orientation Test.
Journal of Personality and Social Psychology, 67,
1063-1078.

Schwarzer, R, & Jerusalem, M. (1995). Generalized
Self-Efficacy scale. In ]. Weinman, S. Wright, & M.
Johnston. Measures in Health Psychology: A

18 | Volume 7 No 1 APRIL 2024

User’s Portfolio. Causal and Control Beliefs, 35-
37.

Sofiah, D., & Kurniawan, G. (2019). Hubungan self-
efficacy dengan employee work engagement
pada karyawan. Fenomena, 28(1), 54-61.
https://doi.org/10.30996/fn.v28i1.2641

Tian, G., Wang, ]., Zhang, Z., & Wen, Y. (2019). Self-
efficacy and work performance: The role of
work engagement. Social Behavior and
Personality, 47(12), 1-7.
https://doi.org/10.2224 /SBP.8528

Wang, X, Liu, L., Zou, F. Hao, ], & Wu, H. (2017).
Associations of occupa- tional stressors,
perceived  organizational = support, and
psychological capital with work engagement
among chinese female nurses. BioMed Research

International, 1-11.
https://doi.org/https://doi.org/10.1155/2017
/ 5284628





