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ARSTRACT

introduction/Maln Obpectives: It & wel-known that rmillennials have
low bevals of attachment towards the orgensation. It & therefore
necessary be consider ways of retaining them as eavers may affect
the arganisation finandally. Background Problern: Previows stisdies
hawve comsstently shown that work engagement (WE} sinificantly
affects affective commitment {AC). However, the correlaton level
yaries. Hence, a moderator could be affecting the strergth of theair
relationship. MNowelty: This  ressarch  investipated whether
peychological pital (PsyCapl and percerved grganisation support
(P05 coukd act as moderators, Research Methads; The research was
a guantitatve and non-experimental study. Aeseanchers wong the
convenience sampling technique and the participants were 111
indanesian milennial employees who completed guestionnaires
wirtually. Fimdings/Results: Regression analysis confirmed that WE
influenced AC signiflcantly and PsyCap wa @ own 1o be & moderator
Further, a three-way interaction revealsd That a ke level of POS hes
asignificant effact, but anly when the level of PspCap is low, implying
that POS i still vafid a= a moderatar [even though onby partially).
Conclusion: This study concluded that both PsyCap and POS are
important for millennial employess, Therefare, it & recommended
that management ¢onsider these two varables when managng the
rnfllenndals in their organtsation,
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L Introduction

It |5 & given that every organisatson wants ta achieve &5 best and to be successful, orpansations need
to praduce autstandng performance, To attain this, argansations depend largely on the performance
of their employess (Peek, 2022), Hence, employees are conssdared the ‘jewel in the crown’ of
crganisation:, Consequently, for the past decade, managements have bean searching for the bact way
to retalin employees inthelr crganisation; inshort, maragement donatwant thelr employees i leawe
the arganisation (Tupper & Ellls, 20221 This |s because the cost of emplovess leaving the organ isation
is kigh, For imstance, Charaba (2023} repent that the loss of arganisational productieity can resch wp
e 51.8 trillion per year when employess eave an organisatlon. Besldes the finandal ks, the morale
of remmaining employess i diminished as losing collagues causas frustration, anger, and buarnout
{Hedrg, 3022}, whick then leads 1o poor indhvidusl performance and eventually seriows effects on

organtsational success.

In the recent Indonesian popuation census of 2020, it was recorded that Indonesia has a total
population of more than 270 millan Individuals. The population is lrgely dominated by millennials
{nearky 16%, Kementerian Eomuonikasi dan Informatika Republik Indonesia (KOMINFO, 2021). 4
millennial i defined ax an individual borm between the years L1981 to 1996 {(KOMINFO, 2021). Further,
these individyals are classified as the most productive age category in ferms of accelerating
Indonesia’s eoconomic growth (KOMINFD, 2021}, This means that these millenials will dominate the
workforee in the futere [Negoro & Wibawe, 2021). Indeed, Teamstage [2022) estimstes that 75% of
employees will belong to Gereration Millennial in the wear 2025, Therefore, it = not surprsing that
Indonesia is currently plunging into a phase of demographic banus, inwhich there are more indwiduals
of productive age than non-productive individuals (Onoritas lasa Keuangan Indonesia, 2022). Aesearch
on milkennial employess in relation to organisational performance should theretore be conducted as

its findings will ke benaficial to many organisations in Indoresia.

Millennlals are often described as individuals who are constantly connected to atvanced
campunication technology, and that inchedes social media, smartphones, electranic mall, and text
messages (Freeman, 2022 it 15 thus na surprise that they preter to work wsing these tools 1o compleie
any grepn task instantly and with minlmal effort (Whyte, 20210, Furthermore, they prefer not to work
vnder pressure or make things complicabed, Another miflennial characteristic is that ther attachmant
towards organ sations & low (Prayitno et al, 2022: Rigoni & Nelson, 201&). This Wew is supportad by




Dale Carmegie’s |2018) Tinding that ¥5% of millennial employess did notwantto be ineoheed with Their
organsation. Consistent with Dale Carmegie (J01R), & recent survey conducted by Dellolte (2027)
found that 24% of milennial employess left the organsation they worked for within teo years, 32%
wauld stéll leave even thowgh they did not have a job offer elspwhede, and only 38% wanted Lo remamn
im the organisatsen for more than five years. This implies that millenndals hase a low cormmitraent
toawards orgarisations, ard are prone Lo leave organisations more frequently coampared 1o othes
generations. This s warndng becawse leavers represent high costs for organisations, both fnancially
and marally {Charaba, 2022; Heinz, 2022},

Attachment towards the organisation, according to Allen and Meyes | 19%6), is coined as organisational
commiment. H has three dimensions, of which affective commitment has the biggest impact on
crganisational bobaview for three reasons, First, based on fis definition, affective commitment b
characterisied by more pmctioral involvement than bath continuance and normative commitment
{Rashad & Rosar, 2020), Second, affective commitrrent provides rone reliabiity and 5 consldered
the most important edplanatory varable {Rashad & Rosari, 2020), Third, it is able to explain more
wanance in other organisational behaviour than the other beo types of commement (Allen & Meyaor,
1954), Additionally, since millennil employees have low attachment towards the organisation
Prayitno et al, 202); Rgon & Nelson, 2014), this research only facuses on affectae commdment as
@dﬂﬂ!ﬂﬂﬂﬂt variabla,

Affective mmm'nenthe off the mast important vanatbles to be researched inthe fi findustrial
and organisational psychalogy for many reasons. Affectve commitment leads ml@g}h levels of
ermnpleyes job satisfaciion, lower lurnover inentions, and incremental improvemanis in invalwemenst
in the organtsation (Mkhukho-Orlando et al., 201%). In addition. Luturlean and Praseti (2019) repart
that affective commitment i linked with reduced job stress and higher organisational justce, Since

numeraus studies indicare that affectve commitment & reflecied in positive behaviouwral

crganBational outcomes, the factors that influence affective cammiltment should be considered.

One factor affecting affective commitment is wark engagement, which has proven to be the best
prodaetos of any organisational behaviour (Makikangas et al, 2022} Likewise, & study by Weiss and
Z2acher (3022} fownd that engaged emplovess tend to ke bath physically immersed in and cognRively

awarg of the work; henoe it promotes connediion to the task,




% Irrpact of work engags on affective commitment has baen widely studied in the literaturs,
Fegression analysls confirms that work engagement has a pasitive ¢ on affective commitment,
Howewer, the correlation betw se twn variahbles isinmmliteﬁ:'.@

{2021) conducted & study usir:ﬁ:

imstance, Alshaabani et al.
gn employess n the Hungaran prvate service sector a5 thair
partlclpants, They examined work engagement and affective commitment, fiding a correlation of
026, However, Ko et al. {2022) report a correlation of 0.58 een work engagemant ard affective
commament among a sample of 280 industnal ernpleyees In Scwth Korea, Similarly, Fukezakl et al,
(2021) produeced a correlation value of .53, Moreower, guantitatve research conducted by Istigomah
and Rlaml (2021) found 3 wark engagement—affective commitment correlation of 0.75 based on 218
ermployess working in the hespitality industry,

Cohen (1988} suggested the following benchmarks for the effect sire indea; (3] 0,20 indicates all
effect, b} 0.50 stipulates a mediom eHect, and 1) 0.30 specities HIH"E,E effect. Liv et al. -III:Il'EI:I hawe
SNCe repo thatl the correlation coefficient can alio serve a5 the effect sipe index. On this basis, the
offnct cim the sorralation betwesn work enpagement and affectve commitmeant (based on
previous studias — Alshasbani of al,, 2021; Fukuzski st al, 2031; Istiqgomah & Riani, 2021; Ko et al.,
2022] is varied, ranging from a small effect to rearty a large effect, Baron and Kenny | 1984] speculated
that there could be another variable causing the strength of the correlation between two variables to
wary, which thpy called 8 moderator. & moderstor is defined as a third variable that infleences the
magnitude of relationship between the independent and depandent variable [Baron & Kenny,
198E).

In psychalogy, the long-runming debate over whether nature (intermal factor) or nurtwre |extemal
factar) primardy affect indiidual behaviour has come to the conclusion that both play a role
{8ergland, 2022}, Therefore, It is falr o concluede that the moderating variable aﬁenlnggﬂrmmh
of the correlation Batween work engagement and affecthve commitment will aripinate from both

internal and exterral factors,

One variable that could represent an internal factor is psychological capital, The o g
psychological capital as a moderator in the relationship between work 2ngagement and a i
commeEment |5 supported by presous studies {as detailed below) that have concluded: {a)




psychological capital signiicantly atfects work engagement, and {b} psychalogical capital significantyy
affects affactive commEment. The condlusions of thewse previous studies successfully meet the
moderation criterion praposed by and Kenmy (L984), which states thal & variable is considered
tobe & modarator f &) itinfleences the independent vanzbie, and (blimpacts the dependent vanablae.
First, mn-{?ﬁﬂﬁ have shown that piychological capital has & significant and pasitive effect on work
engagement (Geoqge of al., 2021; Giancaspro et al., 2022; Miswaty et gl., 2021; Sihag, 2021; Tsaur &t
al., 3019). For example, Glancaspm et al. [2022] recently conducted a non-exgerimental study
imvolving 1,215 ltalion employess working mostly in the private sector, concluding that paychological

pital signiicantly influenced work engagement |8 = 0.55, p < 0.05]. Second, many studies also report
Eat peychologlcal capital has & signdficant and positive affect on affective commitrrent (Gustarl &
Widoda, 2021; Mudifah B Mangundjaya, 2018} For instanoe, Gustari and Widodo (2021} carried out
wirtual research in which they tasked 469 sandor nigh schoal teach Indonecis with filling out an
cnfine guestionnakre. Thedr res®s ravealed that psychaloalcsd tapl;’é;aswﬂmnt direct effectan

affective commitrment (§ = 0.46, p =00

On the othor hand, perceived organisation support (an ekample of an external factor) could be a
mndenturﬁ the relationship betaeen work eng t and affective commitment. Similar to
psychological capital, pemeived organsation suppoit a5a moderator nthe relationship betaeen work
engagement and sffective commitment 5 confirmed by the oxsting literature and simuitanopusiy
fulfills the moderation criterion 5 Baron and Eenny (1586) a5 wall. The [erature shows that (a)
mercaived I:uEnisa!im suppart has a direct effect on work engagemerdt, and (b) perceived
organisation support has a direct effect on affectae commitment. First, studies hawe consistently
shown that percefved organisation suppert significanthy affects work engagerment {Canboy et al., 2021;
MNguyen & Tran, 3021 ; Perwira et al, 202]; Sihag, 2007; ¥u et al., 3021). For example, ¥u et al. (2021}
implemented 8 cross-se & survey with Chinese nurses. Thetr reported result of 8= 107, p < 0000
implies that the positive effedt of peroeived crganisation support on work engagement = significant.
Second, the significant effect of perceived organisation support on aHective commitment is evident in
varlcus studies [Feapal-Cusiet al., 2020; Usadolo & Usadalo, 2021; Usadalo il . £02 ), For Instance,
@ crosssectional study in Australia by Usadolo gk 8l. (2022) conclided that perceived organisation
support signiflcantly Impacted affective commitrent amang partiopants (8 = 0,39, p < 0.001).

Basides this empirical SUEEH'I:. the mHnng peychological capital and percetved argan|saton suppdrt

as potential moderators in the relationship between wark engagement and affective cormmitmient is




dlsp supported and explained theoretically using @Mﬂm—mﬂ-‘ﬂﬂld Theory {Fredrickson, J001}.
Fredricksan {2001 argues that positive emotions indusce indiwiduals o widan thelr action or thought.
Accordingly, when an irdividuzl possesses or gains suffident resources (paychological capital and
percelved organisation support], these resources will lead the individual to espadence positive
errationg, in tuen, this wil cawse the individual o develdop a sobust work attachment [that s work
engagement) and consequently is thought will ventually |ead him or ker o expesence emotional

attachment or identification towards the orgamsstion (affect ve commitment |

@Eﬂ an the above information, It can be congluded that psychological capital and percelved

organisation support may act as moderators in the relafionship between work engagement and

affective commitrent. However, no study In the current literature assesses these four vanables

concurrently. Additionally, research focusing onamy of these four variables wsing millenndal Indonesian

amplovess as partacipants is scance, this praviding the rationales for the current research . Moreover,

based an the reviewed theareticsl and emplrical data, It (5 hypothesised that ta)gdt ENGRECITIRNT
B

wark
ongagement on affectve commitment, and (c) perceived onganisation support moderates BRe impact

mgnaficantly affects affective commitment, (b} pswchological capital moderates

of work engagement on affective commitment, The conceptual framework of the curment research s
depicked below in Figure 1,

Flgure 1. Conceptual Framewaork of Cirrent Research
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L. Literature Review

Aftective gmmh iz defined a5 am Individuals feeling of Identification with and attachment to

their organization. Alen and Meypes [1896) cmaified three bppes ﬁ:ﬂnim&nt f{a} affective
orga

commiiment {emotonal attachment that originates recognition o mizatien’'s vision and
walues), (b} continuance ent [remaining in the srgenieation because of the sepport and
rewards provided|, and |c) normative commiment |havirg @ s==nse of duty to not leaving the

ergantsation).

Work engagement s explalned as a positive working cordition charactertsed by (a) vigour |possessing
massie enefgy and a nevergive up mindset], (bl cedication (having a strong attachment, high level
of enthusizsm, and feeling prowd at orme’s work), and {c| absorption {applying full concentration in
completing one’s task, Schaufell 2003),

g\ld\duﬂd capital b def a5 8 pesitive peychologkal condition In an individual that &
characerised by (a) hope, (b} seif-afficacy, {c) resfience, and (4} optimism (Luthan & ¥ f-hdorgan,
20L7). Hope relates to an individuals parception regarding achieving his ar her goal. ~afficacy Is
an individual's confidence regarding their capabilities for successfully completing any task and
uence s explained 35 an ingividual's ahility to "Zet up' or bounce back after a failure. Lastly,
cptimiem refers bo an indiidual mindset with @ generalicad positive outcome expactancy (Luthan &
Youssel-Mangan, 2017).




sooording to Rhoades and Esenberper (2002), perceived organisation support Ismz extent to which
employes belleve the organisation acknowledges thalr Imputs, looks after thelr well-being, and meets
their secloemotional needs, Furthermare, percetved organisation support is a2 enidimersional vanable

and has acoaptable imtermal validity (Rheades & Elsenberger, 2002),

3. Method

Using the folowing comiensnce sampling nmth&:l,gﬂtal of 119 participants wene racruited fior this
study. First, the participam critenia were established. Setond, an online questionnsre was masde wsing
Google Form and distributed to patential participants thraugh 2 link sent either to their mobile phone
or electronlc madl. After the responses had baen collected, the researchers carafully chacked puary
participants’ personal data to ensure they met the criteria for participation. IF their date did not
cofrespond 1o the oriterla, that particular participant’s data was eliminated. Conseguently, elght
participants were removed, leaving a final sample of 111, All participants were bom betwsen 1581
amd 1996, thus classifying them as millenrdals. Their demographic data were as fallows: (&) S6% wars
mala, (k) &0% were undergraduates, { o) STH wara sinple, id} 51% wers permansnt armployees, 2nd ()

on average, they had beesn working for ok least 5.5 years,

This research adopted a quantitaties, ron-paperimental, and cross-design research approach, This
study consisted of one dependent variable — affective commitment, one independent varlabie— work
engagement, and two modersting wariables — psychological capita and perceived organisation

support.

Al partid pants wene reguired o il ot an online forrm, wiich was distriouted through 2 linkvia mobile
application. There were sie sections on the form. The first sectlon introduced the study and provid ed
instructions on filling out the guestionnaire s well a3 obtaining informed consent Bl
commitment was measured in the second sedtion using =x @erns from the Orgardsational
Cormmitiment Quectionaaloe | 000 develaped by Allen and Meyer {1996). There was an egual mambes
of poaitive and negative itemi. Some examples are: ¥ wauld be very happy to spend the rest of my
careef im this erganization” - “Saw songal senomg pntuk men ghobdshon slsa karir sapa dl pesusohaan

in™ |positive itam} and *1 da not fesl emotianally attached to this organisation™ — “Sopg Hicdok merosa




[BrfRal SPCOng emosioimal ﬂ'E'.ﬂgﬂﬁ' _ﬂ‘E‘I"I:.ISﬂ.'Jﬂ'I'.'II‘i" I I:EIE'EE‘IJ\'E itesm). I the third s=ction, work

enpapement was gscedsed using three items from the Utrecht Work Engapement Scale developed by
Schaufeli et al. (2006]. All iberma on this scale were posities, for sxample: "4t my woadk, | feel bursting
with energy” — ckenr tengan penuh anerg™. Mest, psychalogical capital was caloul ated wilng
a posithve 12-Item Feychologhkal Capital Questionnalre dewvaloped by Luthans &t al. (2007], One item
frorn this scale is, °1 can think of many weys 10 reach my current work gaals”™ — “Sopo mrarmipu
mmermikirk rhoga corg Witk manoaon iswan-tufuon sopd dolam bekeno”. In thefifth secton, the
sight-item Survey of Perceived Organisational Suppart developed by Eisenberger ot al. (1586} was
implemented (o measeie perosived orgamisational suppart. fs with the six-item OO0, there was an
equal rumber of positive and negative dems, Including: "The arganization valses my contribution to
ity well-being” — ¥ Perusatiocr ind mengiargod fontritws’ saya” {positive item) and "The organization
shows wery little concermn for me” - “Perusghean i gumang mempedulikon sope” {negative amj,
Lactly, participants were acked to provide thelr femographic data,

Al items used a five-point Likert scale mnging from (1) highly not compatible te me (songet tidok
sesnmi], 12) not compatibie to me (tidar seswar], (3] neutral to me {nefral), (£) co tible to me
{sesual], [5) highly compatible bo me (seaget sesual). HIgh scores indikcate an ind idldual has a high level
of affective commitment engagerment, psychologcal capital, and perceived organisation
support, respectively, All 1Tems were translated from English 1o the Indonesian language by the
researchers, who have strong language competency In both languages. & back-translation from
Indonesian to English was then performed by 3 competent bilingual speaker who communicatas in
both langusges on o dally basis,

For the data analyeis, instead of averaging the items for the construct, the reseanchers developed the
canstruct through a factor arakysiz (Hair et al, 2000}, Factar analysis allows latent constructs that
cannot be measurad diractly to be stimated. When develoging the construct from the ilems, [ems

t kad love Factor loading (e, less tham 040} were eliminated [Watterson et al., 2021). The resulting
relability of sach varizble wax as follows: (a) affective commitment (@ = 0.73), (b} work engagement
{a = 0.8Z), (c} psychological capital (@ = 0.B5), and (d} perceived organisation support (@ =0.93). Such
values Indicate that the trandated Indonacian lanpuage questionnaire was reasonahly rellabds, The
researchers eskimated the moderation model in Figure 1 through Maodel 2 o the PROCESS macro
developed by Hayves [ 3022]).




4, Results
Maln Effect, The main effect of work ergagernent was positive and statisticaly signiflcant (8 = 0.29

10,09}, £ = 3,34, p=0.001), This showed that higher work engagement was associated with anincrease
i reer commitrnant. Likewise, the main effects of the maderatoes, peychological capital {8 = 0.20
{0.089), ¢ = 2,23, g = 0.028) and percelved organization support (8 =043 (D07, £ = 592, p < 0001}

were positee and significant as well.

MModeration Anslyses. The interaction between work engagement ﬂ psychological capital was
positive and significant (8 = 0.13 (D.06), £= 2.15, p = D.034). However, Bhe Interaction between wonk
engagement and percehed organsation support was not statistically slanificant |8 = -0.08 {0006), § = -
1.36, p = 0L177). Since gge of thess interactions was satistically signilicant, & three-way interaction
amalyss was performed waork engagerment, psychodogical caplial, and percelvad organisation

ﬁ'i relationship

betwesn work engagement and affective commitment when psychological capital was high (low

support. Figure 1 shows that perceived organisstion senpart significantly moderated

percelved arpankation suppart - effect =043 (0.11), ¢ = 3.70, g = 0.003: high percalved organisation
support — effect = 0,32 (0.10), £ = 3.32, p =0.013}. However, when p clogical capital was low, only
alow lewal of percelved arganisation support significantly moderated the impact of work engagement
on affective comemiltment (effect = 0,25 (0.09), ¢ = 280, & = 0.006). Conversely, 3 high leved of percaived
organtation support failed ta mndtrul!l:ﬁr relstionship between work engagement and affective

commiment when pspchological capltal was ow.

Figure &, Besult of Two-Way Interaction Analyss
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5. Dlscusshon

This current research simultanemesly sssessed four varables, namely work engagemaent, affective
commitment, psychalogical capital, and perceived organisational support to test three hypotheses.
The first hypothesis mopesing that work engagement has ﬁtﬁiﬂﬂe elfect on affective cormmitraent
was supported. This means that when an employee is engaged with his or her work {inthis case he ar
she is feeling proud of his or her work), he or she will tend to experisnce emotional attachment
towards the argan . Conseguently, they will remain with the organisation and nat think of
leaving. Th':::'rwl'rg::;ﬂint with the praviows literatuna {Hiﬂhn:g’i, J021; Fukuwzaki ot al.,
2021 Istigomah B Riani, 2021; Ko =t ., 2022},

The second hypothesis was supported as well: papchological capiral found to sucoassfully
n:-de-r.\ta the relationship betwesn work engagement and affective commitrrent. In other waornds,
pslllr:hdu:giwhd strengthens the impact of work engagement on affective commitrment. This
implles that amployess who have hegher leveds of peychological capltal tend to be mare engaged and
this will eventisally case those employees to have stronger emetional attachment towands the
organtation. These findings support Broaden-and-Bulld theory's (Fredrickson, 2001} angument that




positive emotion originating trom psychological capital causes an employee 1o be engaged with his or
her work. This engagement will then lead ermplogeas tn develop emotional attachment towards the

organisation.

Eesides Broadem-and Build theary I:Fr-udritkil:m. 201}, owr findings also support Conservation of
Rasources Thaory In of the Crossover of Engagemaent Madel propesed by Hobfoll et al, (2018}
This mode] posits that an employes has a highlevel af resources, there & an increased possibility
that such engaged emplovecs will perform or experlence other supportive behawdoumn, As shown in
the current research, engaged millenmial employees will tend to experl higher emoticnal
attachment towards the organisation when they possess high levels of paychological capital
{resowrce), This rotion IS alse conslstent with the second hypothess.

However, the third hypothesls was only partially suppored. At first glance, an interaction analysis
{work engagement x perceived argansation support} suggested that perceived organisation suppart
was not & moderator. However, a post-hoc analysis of the three-way interaction (this analysi was
possible due to one of the interaction effects - work engagement and psychologcal capleal - being
sratistically significant| indicated that when employees possess a low | &f paychological capital, &
loww level of perceived crganiation support significantly moderates the relationship batween work
enpagement and gffective commbment. Conversely, 3 high level of percelved organlsation suppon
fails o moderate relationship betwesn work engage tand affective commitment when the
psychological caphal of the emoloyees s low. This result can be explained from the perspective of
social exchange theory (Homans, 10588). This theory posits that human behaviowr is based on the
interaction bepseen Dwo parties in which indjigdueals make a cognitive assesoment of cost and banefic,
It sugpects that when employess have a low [evel of peychological capital, they tend b have low salf-
efficacy (low confidence in complating the task|, and this will probably cane them to complete the
task with only minimal effore. In this case, when the levsl of perceived organisation supgart is low,
ermplowaas will believe thalr input towards the organisatian matches what they recebse back from the
organmation, giving the impression that the organisstion trests employees faicly. However, when they
teed positively cowards the arganisation, they will engage with any gwen wark and hencz will remain
in the organisabion In contrast, when the level of peychalogical capital low butemployess recelve a
high lewel of organization support, employeess will perceive a mismatch betwesn input and output.
This causes employess bo exgerience cognitive imbalance and consequently they are darmotivated.

Onice ermplayecs demativate, they do not engage with any given task and this disengagement makes




ernplpyeas more Bkely o leave the organbBation and ook for another job elsewhere, Mevertheless,
this research argises that perceved organdsation support & still a prowen moderatar (although only

partizlly).

Sdditionally, this research confirme the nature and nertere argumaent, ahich contends that both
internal and externa factors influence individual behaviours [Bergland, 2022). In the present study,
both psywchological capital (internal = natwre) and perceived organisation support {external — nurture)
are both proven to be moderators. Howewer, Zaley (2015) extended the debate onnature and nertues

asking how misch each factor influences any psychobogical behaviowr, The current research seems
%hﬂd sovme Bght on the question of how much, showing that psychological cagital (intermal factor -
natura} plays & greater rode [in terrms of acting a5 & modefator] comparad to perceived organisatienal
support [exkernal facar — murere), Samilarty, this result s consisbent with findings by Gumilang and
Incirayanti {2033, who concluded that rature (8 =069, p < 0.001) contrbetes more than mertore (8
= 030, g Q1) in employes engagement with thedr work,

Although the findipgs of the current research are largely consistent with the hypotheses (thas several
limitations. First, and Eenberger (20023} ==ated that perceived crganisation suppart is =
reciprocal relatienship betwesn the organisation and its employess The current research did not limit
participation to emplayees from cerfain types of organisations. Hence, there 15 a possibiley that
different orgenbatiors provids different support, thus lesding employpess o have different
perceptions, with implications for percenved ofgensation support. Second, the presant research
adopted an anline mode of data collection in which researchers do not hawe full control in ensuring
participants have anderstood the insructions for cornpleting the questionnaire {althowgh fdetailed
instruction was provided on the first saction of the guestionnaire. Third, the current research utifised
a self-administered guestiannaire, which intraduces a high passibility that participants 4o Aot answer
truthluly (Seunders & Kulchitsky, 2021}, thus affecting the rasuits.

6. Conclusions and Sugpesthans

5 sty finds that psychological capital and perceived organisation support successlully moderate

relationship bebween work engagemnent and affective commitment. Additionally, this research
confirms the importance of both nature and nurtwre in affecting the prychological behadiour at work

lengagement and retention), Further, it demanstraies that psychological capral (the internal factor




COMMponent) plays a greater role as a moderator compared o peroeived organisation support (the

external factor component}.

Future research showld focus on other mdustrial and organizational varizbles such a5 (a) personality
|internal factor). (b) leadership {external facter], and €] mdiwidual work performance |{dependent
wariable] O could rnlna the moderating role of personality and leadership Inthe relationship
batween work engagement and icdividual work pedoomance. Furthermore, futere research showld
saek to ewtend and Incorporate [eb demands-resources model proposed by Demerout at al,
{2001}, This madel explains the well-being of employees n ferms of demands and resources at work,
In this regamd, Future ressarch could add the varighle job demand into the framework model
[preferably as a maderator), Moresser, KOMINFO [2021) reports that Generation £ (born In the years
1957 — 2012} is angther generation (besides millennial) that will dominste the workplaoe in the future,
Thigs, firtwre research should shudy Generation 7 employess.,

This study h'gl*dlg:uiﬂinmm ol pipchoiogical capital and perceived organisation suppoart fas
millannial employees’ engagement and retention. Thus, management 13 Mighly recommended to
retrwit millennial employess with & high leve of psychaologicl ital. Traiming and other employes
cevelopment programs are also suggested 1o maintain trﬂlral of of peycholegical capital. To
dievelop the dimension of kape, for Instance, managers could offer ways to help employees achieve
theeir goals. In addition, managers could penerate other options to overcorne possible future obstacles
im order to reinforce the dmensions of optimism and resdience, Moreoaver, to amplify the dimenskon
of self-efficacy. ong could build employee confidence in mastering tasks through role modelling (far
example, engaszing & successful person o be 8 speaker Ina raining sedsion) and positive Teedback. In
additian, management shauld provide suppart to thelr ermployess, including by (2) treating empkyyees
fairly in terms giving them equal compensation and warkload, (bl providing teedback an any
completed work and motivating emplayess, and (o} rewandng employess who work bayamd thein job

deccription and show sillingmess to learm towands setf-development.
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