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Abstract 

This study explores the relationship between psychological climate and work 
engagement, focusing on the mediating roles of gratitude and general self-efficacy 
in small business contexts. Data were collected from 180 employees working in 
small businesses in two cities in Central Java through an online questionnaire. 
Respondents were selected using a purposive sampling technique to ensure 
relevant work experience. Structural Equation Modeling (SEM) with Partial Least 
Squares (PLS) was employed to analyze the data. The results revealed that the 
direct influence of psychological climate on work engagement was not supported. 
However, the findings underscore the significant mediating roles of gratitude and 
general self-efficacy. Gratitude amplifies emotional connection, while general self-
efficacy fosters confidence translating a positive psychological climate into greater 
work engagement. These findings highlight the importance of internal psychological 
mechanisms in driving employee engagement in small businesses. The study 
suggests that managers should focus on creating a supportive workplace climate 
while fostering gratitude and self-efficacy through targeted interventions. These 
strategies could help small businesses enhance employee engagement, even in 
resource-constrained environments. Future research could explore additional 
mediators and longitudinal effects to deepen the understanding of these 
relationships. 
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1. INTRODUCTION 

Small businesses play a crucial role in national economies by driving 
employment, innovation, and economic stability. Across various studies, SMEs are 
recognized as engines of growth, particularly in developing countries, where they 
contribute significantly to GDP, local employment, and social stability (Ribeiro-



Exploring the Pathways to Engagement:  
The Role of Psychological Climate, Gratitude, and Self-Efficacy in Small Business Contexts 

(Martinus Parnawa Putranta) 

115 

 

Soriano, 2017). Research indicates that SMEs promote competition, encourage 
entrepreneurship, and create diverse job opportunities, making them indispensable 
to sustainable economic development (Tuymuratovich, 2021). However, the success 
and the longevity of small businesses do not only depend on external economic 
conditions but also on the engagement and productivity of their workforce (Putra, 
2024; Ribeiro-Soriano, 2017; Tuymuratovich, 2021). 

In the Indonesian context, work engagement in SMEs is receiving increasing 
attention, as highlighted by Putra (2024), who conducted a bibliometric analysis of 
work engagement research trends in Indonesian SMEs. The study found that the 
number of research publications on work engagement in Indonesian SMEs has 
surged between 2020 and 2024, driven by the recognition that engaged employees 
contribute to innovation, resilience, and business sustainability.  

A high level of employee engagement is essential for SMEs (Dave et al., 2022; 
Jindal et al., 2023; Lazauskaite-Zabielske et al., 2021; Naqshbandi et al., 2024; Wang 
& Chen, 2020) as these enterprises typically lack the extensive financial resources 
of large corporations performance (Chun-Liang et al, 2021; Mandal, 2020) and must 
instead rely on motivated, committed employees to drive (Ribeiro-Soriano, 2017). 
Enhancing employee engagement leads to improved business performance, lower 
turnover rates, and greater innovation capacity (Tuymuratovich, 2021). Given the 
economic and social significance of SMEs, ensuring their success through effective 
employee engagement strategies is crucial.  This research attempted to address this 
issue.  

In general terms, work engagement is primarily a psychological state influenced 
by personal and environmental factors (Kossyva, 2023). This perspective implies that 
understanding the mechanisms fostering engagement requires an exploration of 
organizational and individual factors.  

This study draws upon the Job Demands-Resources (JD-R) theory (Demerouti 
et al., 2001). The theory distinguishes between job demands, which require effort and 
may lead to burnout, and job resources, which enhance motivation and engagement 
(Bakker et al., 2023). This is also confirmed by a recent study (Van den Broeck et al., 
2017), finding that the JD-R model is applicable across different industries, 
reinforcing the importance of managing workload, improving job resources, and 
addressing sector-specific challenges to enhance employee well-being. 

Traditionally, the model examines both job demands, which can lead to 
exhaustion and job resources which enhance motivation and engagement. While 
previous studies (e.g. Hooi, 2024; Kossyva et al., 2023; Li et al., 2022; Lim et al., 
2025, Rai, 2018; Rai & Chawla, 2022; Reina-Tamayo et al., 2018; Saari et al., 2017; 
Saks, 2019) using the JD-R model have extensively examined the impact of job 
demands on engagement, fewer studies have investigated how job resources, 
independent of demands, can sustain the engagement.  

Recent research has demonstrated that job resources alone can significantly 
predict engagement, even without considering job demands (Bakker & de Vries, 
2020). Following this perspective, this study focuses on job resources, namely 
psychosocial safety climate, gratitude, and self-efficacy, as the key drivers of work 
engagement. Thus, this study fills this gap by shifting the focus toward the 
motivational pathway. A central reason for focusing exclusively on job resources is 
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that organizations increasingly seek engagement strategies that do not solely rely on 
demand reduction but rather on strengthening positive workplace factors (Bakker & 
de Vries, 2020). The nature of small business work environments further supports 
the decision to focus on job resources. Employees in small businesses often work in 
fluid and dynamic roles, where job responsibilities may fluctuate, making it difficult to 
define specific job demands consistently (Gashi, 2024; Portovaras et al., 2020) 

This study provides theoretical and practical advancements in the field of work 
engagement. Theoretically, it shifts the focus of the JD-R model toward the 
motivational pathway, demonstrating that psychological resources alone can sustain 
engagement. Practically, it offers an actionable framework for organizations to foster 
engagement through psychosocial safety climate improvements, gratitude-building 
strategies, and self-efficacy training. By filling this research gap, this study equips 
scholars and practitioners with a deeper understanding of how employees thrive in 
the workplace (van der Walt, 2018). 

 

2. LITERATURE REVIEW 

2.1. The Job Demands-Resources (JD-R) Model 

The Job Demands-Resources (JD-R) model is a widely recognized framework 
for understanding employee well-being, motivation, and performance across various 
job contexts. Initially developed to explain burnout, the model classifies workplace 
characteristics into job demands and job resources (Bakker & Demerouti, 2014). Job 
demands are defined as physical, psychological, social, or organizational aspects of 
work that require sustained effort and can result in certain physiological or 
psychological costs (Bakker et al., 2023). These include high workload, time 
pressure, emotional labor, and role conflict (Van den Broeck et al., 2023). When job 
demands exceed an employee’s coping capacity without adequate resources, they 
can lead to burnout, exhaustion, and reduced well-being (Bakker & de Vries, 2020). 
Job resources, on the other hand, are aspects of the work environment that help 
employees achieve work goals, reduce job demands, and stimulate personal growth 
and learning (Bakker et al., 2023). These include autonomy, social support, 
feedback, opportunities for development, and leadership behaviors (Bakker & 
Demerouti, 2014). Job resources buffer the negative effects of job demands and 
directly enhance motivation and engagement (Bakker & Demerouti, 2017). 

The original JD-R model focuses primarily on job characteristics. However, in 
later developments, the model incorporates personal resources such as self-efficacy, 
optimism, and resilience (Bakker & Demerouti, 2017). These influence how 
employees perceive and react to job demands and resources (Bakker & de Vries, 
2020). In further research, the model also expands its focus to include work 
engagement, defined as a positive, fulfilling work-related state of mind characterized 
by vigor, dedication, and absorption (Bakker & Demerouti, 2017). This shift 
represents the motivational pathway of the JD-R model, where the availability of job 
resources fosters enthusiasm, resilience, and productivity. Employees with high job 
resources tend to engage more in their work, leading to higher performance, job 
satisfaction and reduced turnover intentions (Bakker, 2022). 
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While the JD-R model traditionally emphasizes the interplay between job 
demands and job resources in shaping work engagement, this study focuses on 
personal resources and organizational resources, namely psychosocial safety 
climate, gratitude, and self-efficacy. Prior research has established that job resources 
act as primary motivators in the workplace, driving employee engagement and well-
being even in high-demand environments (Yuan et al., 2024) 

From the perspective of the JD-R model, psychological climate represents an 
organizational resource, whereas gratitude and self-efficacy are personal resources. 
Neither falls into the category of job demands. In this study, work engagement is 
examined as the dependent variable, with psychosocial safety climate serving as the 
independent variable, while gratitude and self-efficacy function as mediators. Instead 
of addressing engagement through job demands and resources, this study highlights 
the role of psychological and personal factors as key mechanisms influencing 
employee motivation in small business contexts. 

This study was conducted in a small business context. Therefore, it focuses 
solely on job resources rather than job demands due to the unique characteristics of 
such businesses. Given the informal and relationship-driven nature of such 
businesses, psychosocial safety climate and personal resources provide a more 
relevant framework for understanding engagement than job demands or traditional 
job resources. In small business settings, rigid organizational structures and 
extensive formalized support systems are often absent. Instead, employee 
engagement is influenced more by workplace culture, interpersonal relationships, 
and perceptions of the work environment (Hlado & Harvankova, 2024). Psychosocial 
safety climate plays a more central role in shaping employee motivation and well-
being than traditional job resources (Lazauskaite-Zabielske et al., 2018). Additionally, 
personal resources such as gratitude and self-efficacy significantly contribute to 
engagement by fostering positive emotional states and resilience (Komase et al., 
2021). Gratitude strengthens interpersonal bonds and psychological safety, 
reinforcing engagement independently of job resources (Qi et al., 2023). Similarly, 
self-efficacy enhances employees’ belief in their ability to manage work challenges, 
leading to greater intrinsic motivation (Bakker & de Vries, 2020). 

 
2.2. Work Engagement 

The concept of work engagement originates from Kahn (1990), who described 
engagement as the extent to which employees bring their full selves to work. 
Schaufeli and colleagues are among the pioneers who introduced work engagement 
as a distinct construct. They define work engagement as a positive, fulfilling, and 
work-related state of mind characterized by vigor, dedication, and absorption 
(Schaufeli et al., 2002). Vigor reflects high energy levels and mental resilience, 
dedication entails a strong sense of involvement, enthusiasm, and significance, and 
absorption denotes deep immersion in one’s work, where time seems to pass quickly 
(Bakker & Demerouti, 2017). These three dimensions were originally defined in the 
Utrecht Work Engagement Scale (UWES-17) consisting 17 items (Schaufeli et al., 
2002), which was later shortened to the UWES-9 consisting 9 items (Schaufeli, 
Bakker, & Salanova, 2006) and, further refined into the UWES-3 – an ultra-short 
scale of work engagement consisting 3 items (Schaufeli et al., 2019) which was used 
in the present study.  
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Several scholars have highlighted the critical role of work engagement in 
organizational success, demonstrating its impact on job performance, motivation, 
and employee well-being (Gulyani & Sharma, 2018). Engaged employees contribute 
to higher organizational performance, lower absenteeism, and greater innovation 
(Chaudhary et al., 2012).  

The importance of work engagement is particularly evident in small businesses, 
where resource constraints require employees to be highly motivated, proactive, and 
adaptable (Bakker, 2022). Unlike large corporations with structured career paths, 
small businesses rely on employees who take on multiple roles, innovate, and 
contribute beyond their formal job descriptions (Ding & Miao, 2023). Research 
suggests that fostering a supportive work climate is essential to maintaining 
engagement, as small businesses often struggle with limited financial incentives and 
career growth opportunities (Gwamanda & Mahembe, 2023). Leadership styles, such 
as servant leadership and ethical leadership, have been identified as significant 
drivers of employee engagement, particularly in small businesses where direct 
interactions with leaders play a crucial role in shaping workplace motivation 
(Canavesi & Minelli, 2021). Employees in small enterprises tend to be more engaged 
when they perceive fairness, job autonomy, and recognition from leaders (Zhang et 
al., 2014). Moreover, a strong ethical and social responsibility climate has been found 
to enhance employees' sense of purpose and organizational commitment, further 
driving work engagement (Ding & Miao, 2023). 

 
2.3. Psychological Climate 

The concept of psychological climate was introduced by James and Jones 
(1974), who defined it as an individual’s perception of their work environment rather 
than an objective organizational feature. James et al. (1978, 1990) further refined the 
concept by identifying key dimensions such as role clarity, leadership support, and 
job challenge, emphasizing its impact on employee attitudes and behavior. Kahn 
(1990) linked psychological climate to employee engagement, proposing that a work 
environment perceived as safe and meaningful fosters greater involvement. Brown 
and Leigh (1996) expanded the framework by demonstrating how psychological 
climate influences job involvement, effort, and performance, introducing a six-
dimensional model validated through empirical research.  

Various scholars have defined psychological climate in slightly different ways, 
highlighting different aspects of workplace experiences. Uraon and Gupta (2021) 
describe psychological climate as employees’ cognitive appraisal of their work 
environment, which plays a crucial role in shaping their affective commitment and 
performance. Similarly, Karanika-Murray et al. (2017) emphasize psychological 
climate as a perception of workplace autonomy, competence, and relatedness, 
suggesting that these factors interact with job control to enhance job satisfaction. 
Other scholars, such as Gyensare et al. (2017), focus on psychological climate as an 
indicator of support and fairness within an organization, demonstrating that it 
moderates the relationship between affective commitment and turnover intention. 

A slightly different perspective comes from Kataria et al. (2019), who 
conceptualize psychological climate as employees’ perception of organizational 
support, role clarity, and recognition. They argue that a well-defined and supportive 
climate fosters greater work engagement and discretionary behaviors. Aldabbas and 
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Blaique (2024) expand this idea by introducing the concept of an organizational 
climate of care, linking the psychological climate to caring human resource 
management (HRM) practices that enhance employee engagement. In the context 
of sports, Jakobsen (2023) highlights the role of an autonomy-supportive 
psychological climate, illustrating that environments that foster independence and 
motivation lead to higher persistence and well-being among athletes. Wu (2023) 
focuses on the connection between psychological climate and leadership behaviors, 
particularly the emotional intelligence of school principals, showing that a positive 
climate significantly enhances teacher motivation. Similarly, Munyaka et al. (2017) 
explore psychological climate as a function of authentic leadership, demonstrating its 
influence on team commitment and reducing employees’ intention to quit. Common 
to the various definitions is that psychological climate refers to employees’ subjective 
perception of their organizational environment, shaped by factors such as support, 
fairness, autonomy, role clarity, and leadership behaviors.  

A growing body of research has explored the relationship between 
psychological climate and work engagement. Aldabbas and Blaique (2024) highlight 
that an organizational climate of care developed through caring HRM practices 
enhances work engagement by fostering an emotionally supportive workplace. 
Jakobsen (2023) extends this idea into a sports setting, showing that autonomy-
supportive psychological climates improve intrinsic motivation and persistence, 
factors that parallel work engagement in traditional workplaces. Wu (2023) further 
supports this argument by demonstrating that a leadership-driven psychological 
climate enhances teacher motivation, reinforcing the idea that a positive work 
environment encourages higher levels of engagement and performance.  

These findings suggest that a positive psychological climate directly enhances 
work engagement by fostering intrinsic motivation, commitment, and discretionary 
effort. Employees who perceive a supportive and fair workplace are more likely to be 
engaged, emotionally invested, and dedicated to their roles. Building on these 
insights, this study proposes employees who perceive a positive psychological 
climate characterized by support, autonomy, fairness, and recognition are more likely 
to experience higher levels of work engagement. Therefore, the following first 
hypothesis then is developed. 

H1: Psychological climate positively influences work engagement. 
 

2.4. Gratitude 

According to McCullough et al. (2002), gratitude has deep roots in philosophy, 
theology, and moral psychology, drawing on the works of Aristotle, Cicero, and 
various religious traditions. The authors define gratitude as an affective trait, 
describing it as a generalized tendency to recognize and respond with grateful 
emotion to the roles of other people’s benevolence in one’s positive experiences and 
outcomes (McCullough et al., 2002). Then, they explore gratitude as a personality 
trait and develop a method for its measurement. 

Scholars define gratitude in various ways. However, it is commonly defined as 
a positive emotional response to receiving benefits from others, fostering reciprocity 
and social bonding. It can be understood as a trait, state, or response to external 
conditions (Hasan et al., 2017; Komase et al., 2021). In workplace settings, gratitude 
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emerges when employees experience fairness, recognition, and organizational 
support, leading to stronger relationships and increased motivation (Desai et al., 
2024; Qi et al., 2023). Research highlights that gratitude enhances psychological 
well-being, job satisfaction, and engagement, while also mitigating stress and 
reducing turnover intentions (Fehr et al., 2017; Huang, 2022). Gratitude interventions, 
such as structured workplace practices and mindfulness exercises, actively cultivate 
gratitude and reinforce positive work behaviors (Komase et al., 2021). 

Organizations that provide emotional and material resources create 
environments where gratitude thrives, strengthening employees’ connection to their 
workplace (Fehr et al., 2017). Furthermore, workplace service climates that prioritize 
employee well-being and recognition have been shown to enhance gratitude by 
reinforcing a culture of acknowledgment and reciprocity (Qi et al., 2023). Employees 
who feel valued exhibit higher levels of vigor, dedication, and absorption in their work, 
reinforcing engagement through positive affect and social exchange processes 
(Desai et al., 2024). 

Employees in supportive work environments experience gratitude as an 
emotional response, leading to higher intrinsic motivation and work engagement 
(Hasan et al., 2017). In other words, gratitude acts as a psychological resource that 
amplifies the effects of a supportive work climate on engagement, reinforcing both 
personal and job resources (Komase et al., 2021). Since gratitude plays a crucial role 
in the relationship between psychological climate and work engagement, the second 
hypothesis of this study is proposed. 

H2: Gratitude mediates the relationship between psychological climate and 
work engagement. 

 
2.5. Self-Efficacy 

The concept of self-efficacy originates from Bandura’s (1977, 1997) self-
efficacy theory, which suggests that individuals with higher self-efficacy demonstrate 
greater motivation, persistence, and adaptability in the face of obstacles. Schwarzer 
& Matthias Jerusalem (1995) introduce and validate the Generalized Self-Efficacy 
Scale (GSE), a widely used instrument to measure self-efficacy across different 
situations. The scale is designed to assess an individual's belief in their ability to cope 
with a variety of difficult demands in life. 

Different scholars have provided nuanced definitions of self-efficacy. Toth et al. 
(2020) define self-efficacy as a personal resource that helps employees sustain 
engagement and resilience in knowledge-intensive work. A more domain-specific 
definition is provided by Chen (2016), who focuses on creative self-efficacy, arguing 
that confidence in one’s creative abilities enhances work engagement. Despite these 
variations, a common conceptualization of general self-efficacy emerges as an 
individual’s belief in their capability to effectively perform tasks, solve problems, and 
adapt to workplace challenges, which subsequently influences their level of 
engagement, motivation, and performance (Bandura, 1997; Kossowska & Łaguna, 
2018; Liu et al., 2017; Zarrin et al., 2023). 

Wolter et al. (2019) further expand the concept by examining the role of social 
support in developing self-efficacy, finding that supportive workplace relationships 
strengthen employees' self-efficacy and, in turn, boost engagement. Similarly, Heng 
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H2 

H1 

H2 

H3 H3 

and Chu (2023) introduce reflection as an antecedent of self-efficacy, showing that 
employees who engage in reflective practices develop stronger self-efficacy, which 
subsequently enhances engagement. Lastly, Kossowska and Łaguna (2018) 
conceptualize self-efficacy as an individual’s belief in their ability to leverage job 
resources effectively, positioning it as a mediator between job resources and work 
engagement.  

Given the potential mediating role of self-efficacy, this study hypothesizes that 
the impact of psychological climate on work engagement will be mediated by self-
efficacy. 

H3: Gratitude mediates the relationship between psychological climate and 
work engagement. 

The proposed research framework, as depicted in Figure 1, outlines the 
hypothesized relationships between the study variables. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1. Research Framework 

 

3. METHODOLOGY 

This study was conducted among employees working in small businesses 
across various industries. The sample was selected using purposive sampling to 
ensure participants met the inclusion criteria of having at least one year of work 
experience in their current organization. The participants comprised 55% females 
and 45% males, with an average age of 28 years. The majority of participants (65%) 
have a high school or diploma-level education, while the rest hold bachelor’s 
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degrees. Data collection was conducted using a Google Form survey, distributed with 
the assistance of local contacts familiar with the target population. The survey link 
was shared electronically, allowing respondents to complete it at their convenience. 
The organizations selected for this study were small businesses in two cities in 
Central Java, Indonesia.  

This study collected 180 responses, which meet established criteria for Partial 
Least Squares Structural Equation Modeling (PLS-SEM). First, based on the 10-
times rule (Hair et al., 2019), the minimum required sample size is determined by 
either ten times the highest number of indicators in a construct or ten times the 
maximum number of structural paths leading to a latent variable. The construct with 
the highest number of indicators is self-efficacy (10 items), requiring at least 100 
responses, while the dependent variable, work engagement, has two mediating 
paths, suggesting a minimum requirement of 20 responses. Since 180 responses 
exceed these thresholds, the sample size is sufficient for reliable analysis. Second, 
prior PLS-SEM literature supports the use of 100–200 samples for structural equation 
modeling (Hair et al., 2021). As PLS-SEM is variance-based, it requires fewer 
observations than covariance-based SEM (CB-SEM), making 180 respondents 
sufficient for robust parameter estimation (Hair et al., 2019). Additionally, validated 
scales were used for all research variables: Psychological Climate (9 items; Brown 
& Leigh, 1996), Gratitude (6 items; McCullough et al., 2002), General Self-Efficacy 
(10 items; Schwarzer & Jerusalem, 1995), and Work Engagement (3 items; Schaufeli 
et al., 2019).  

The questionnaire was designed with closed-ended items rated on a 5-point 
Likert scale, ranging from 1 (“Strongly Disagree”) to 5 (“Strongly Agree”). All scales 
were translated into the local language. Ethical considerations were adhered to 
throughout the research. Participants were informed of the study’s purpose and 
assured of their anonymity and confidentiality. 

 

4. RESULT AND DISCUSSION 

Structural Equation Modeling (SEM) was employed to test the proposed model, 
using Partial Least Squares (PLS) as the estimation method. The analysis followed 
a systematic approach, including reliability and validity tests, outer model 
assessment, and inner model evaluation. 

 
4.1. Reliability and Validity 

The reliability of the constructs was confirmed through Cronbach's Alpha and 
Composite Reliability values, which exceeded the acceptable threshold of 0.70. 
Convergent validity was assessed using the Average Variance Extracted (AVE), with 
values above the recommended level of 0.50. The results confirmed that the 
measurement model met the required standards for reliability and validity. According 
to Hair et al. (2019), CR and CA values above 0.70 indicate good internal 
consistency. Table 1 presents the reliability test results for each construct in this 
research model. 
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Table 1. Reliability Test Results for Construct 

Construct Cronbach’s Alpha Composite 
Reliability (CR) Criterion Description 

Work Engagement 0.840 0.903 > 0.70 Reliable 
General Self-Efficacy 0.817 0.890 > 0.70 Reliable 
Gratitude 0.890 0.915 > 0.70 Reliable 
Psychological Climate 0.844 0.887 > 0.70 Reliable 

Source: Data processed (2024). 
 

As shown in Table 1, all constructs have Cronbach’s Alpha and Composite 
Reliability values above 0.70, demonstrating good internal consistency. Thus, the 
instruments used in this study are considered reliable for measuring work 
engagement, general self-efficacy, gratitude, and psychological climate. 

 
4.2. Outer Model Assessment 

Convergent and discriminant validity were assessed to confirm that each 
construct has strong internal coherence (convergent validity) and is distinct from 
other constructs (discriminant validity). Convergent validity was tested by evaluating 
Average Variance Extracted (AVE) and loading factors for each item, while 
discriminant validity was assessed using the Fornell-Larcker criterion.  

Table 2 presents the results for convergent validity, which is deemed sufficient 
if AVE values for each construct exceed 0.50 and each item’s loading factor is greater 
than 0.60. 

Table 2. Outer Model Assessment 

Indicator Loading Factor AVE 
General Self-Efficacy 01 0.813    

0.730 

General Self-Efficacy 02 0.846    
General Self-Efficacy 03 0.813    
General Self-Efficacy 04 0.827    
General Self-Efficacy 05 0.812    
General Self-Efficacy 06 0.837    
General Self-Efficacy 07 0.852    
General Self-Efficacy 08 0.871    
General Self-Efficacy 09 0.802    
General Self-Efficacy 10 0.809    
Gratitude 01  0.875   

0.643 

Gratitude 02  0.829   
Gratitude 03  0.851   
Gratitude 04  0.914   
Gratitude 05  0.880   
Gratitude 06  0.771   
Psychological Climate01   0.815  

0.679 

Psychological Climate02   0.874  
Psychological Climate03   0.812  
Psychological Climate04   0.800  
Psychological Climate05   0.803  
Psychological Climate06   0.800  
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Indicator Loading Factor AVE 
Psychological Climate07   0.836  
Psychological Climate08   0.793  
Psychological Climate09   0.805  
Work Engagement01    0.937 

0.757 Work Engagement02    0.893 
Work Engagement03    0.905 
Source: Data processed (2024). 

 
Based on Table 2, all constructs have AVE values above 0.50, and all items 

show loading factors exceeding 0.60, indicating sufficient convergent validity. This 
implies that these constructs effectively explain the variance in their respective items, 
making them suitable for further analysis.  

Discriminant validity was evaluated using the Fornell-Larcker criterion, which 
requires that the square root of the AVE for each construct be higher than its 
correlations with other constructs. Table 3 displays the discriminant validity results 
based on the Fornell-Larcker criterion. 

Table 3. Discriminant Validity Based on Fornell-Larcker Criterion 

Construct Work 
Engagement 

General Self-
Efficacy Gratitude Psychological 

Climate 
Work Engagement 0.870 0.350 0.409 0.211 
General Self-Efficacy 0.350 0.854 0.366 0.238 
Gratitude 0.409 0.366 0.789 0.210 
Psychological Climate 0.211 0.238 0.210 0.824 

Source: Data processed (2024). 
 

As Table 3 shows, the square root of the AVE (diagonal) for each construct 
exceeds the correlations with other constructs, confirming strong discriminant validity 
with no overlap among constructs (Hair et al., 2019). 

 
4.3. Inner Model Assessment 

The inner model was assessed to examine the relationships among constructs 
in the structural model. Overall model fit was evaluated using the Goodness-of-Fit 
(GoF) index to confirm that the proposed model aligns with empirical data. One of 
the fit indices used was the Standardized Root Mean Square Residual (SRMR), 
which measures the alignment between observed and predicted correlations. An 
SRMR value below 0.08 suggests a good fit (Hair et al., 2019) 

The SRMR for this model was 0.067, below the 0.08 threshold, indicating a 
strong fit between the theoretical model and empirical data. This supports the 
adequacy of the proposed model for further inner model analysis. 

Subsequent analysis focused on assessing predictive strength and 
relationships among constructs using the R-squared (R²) value and path coefficients. 
The R² value indicates the proportion of variance in the dependent construct 
explained by the independent constructs in the model. Based on statistical testing, 
the construct work engagement had an R² value of 0.56. According to Hair et al. 
(2019), an R² value above 0.33 is considered moderate, so 0.56 suggests moderate-
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to-strong predictive power. Path coefficients, t-statistics, and p-values were 
calculated using bootstrapping to test the significance of relationships among 
constructs. The corresponding statistical results are summarized in Table 4. The 
model exhibited an acceptable fit, with R² values indicating that 56% of the variance 
in work engagement was accounted for by the constructs. Additionally, the SRMR 
value of 0.067 confirmed a good model fit. 

Table 4. Inner Model Evaluation Results 

Relationship Path  
Coefficient t-statistic p-value Description 

Psychological Climate → 
Work Engagement 0.095 1.328 0.18 Not Significant 

Psychological Climate * 
Gratitude → Work 
Engagement 

0.069 2,494 0.013 Significant  

Psychological Climate  * 
General Self-Efficacy  → 
Work Engagement 

0.055 2.091 0.037 Significant  

Source: Data processed (2024). 
 
As depicted in Table 4, the influence of psychological climate on work 

engagement is positive but not statistically significant. Consequently, the findings for 
the first hypothesis diverge from expectations and previous studies (e.g., Aldabbas 
& Blaique, 2024; Jakobsen, 2023; Wu, 2023). 

The initial hypothesis proposed that psychological climate would positively 
influence work engagement. While the relationship was observed in the expected 
direction, statistical tests revealed that it was not significant (p > 0.05). This suggests 
that psychological climate alone does not directly predict work engagement. 

However, the mediating role of gratitude in this relationship was confirmed (p < 
0.05), indicating that gratitude serves as a crucial psychological pathway. This finding 
aligns with previous research by Hasan et al. (2017) and Komase et al. (2021), which 
suggests that gratitude functions as a psychological resource that enhances the 
effects of a supportive work climate on engagement, reinforcing personal and job 
resources. 

Similarly, the mediating role of general self-efficacy was also supported (p < 
0.05), emphasizing its significance as a psychological mechanism in the relationship 
between psychological climate and work engagement. This result is consistent with 
prior studies (Wolter et al., 2019; Heng & Chu, 2023; Kossowska & Łaguna, 2018), 
which highlight self-efficacy as an individual's belief in their ability to leverage job 
resources effectively, thereby acting as a bridge between job resources and work 
engagement. 

The unsupported direct relationship between psychological climate and work 
engagement could be attributed to the following: first, the effect of psychological 
climate on work engagement might operate primarily through mediators like gratitude 
and general self-efficacy rather than directly influencing engagement. Second, 
psychological climate may be perceived differently by employees, depending on their 
individual or situational factors, which could weaken its direct impact. Lastly, in small 
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businesses, external factors like job insecurity or limited career growth might 
moderate or weaken the direct effect of the psychological climate. 
 

4.4. Discussion 

The findings of this study provide nuanced insights into the relationship between 
psychological climate, gratitude, general self-efficacy, and work engagement. While 
the direct influence of psychological climate on work engagement (Hypothesis 1) was 
unsupported, the indirect relationships mediated by gratitude and general self-
efficacy were significant, confirming Hypotheses 2 and 3. These results suggest that 
while psychological climate plays a foundational role in shaping workplace 
experiences, its impact on work engagement may be more complex and mediated 
by personal psychological resources. 

One possible explanation for the lack of direct influence is that psychological 
climate alone may not be sufficient to directly drive work engagement in small 
business contexts. Unlike larger organizations, small businesses often operate in 
resource-constrained environments where employees may prioritize immediate and 
tangible motivators, such as financial rewards or job security, over perceived 
psychological support. Additionally, employees in small businesses may experience 
a blurred distinction between professional and personal relationships, potentially 
diluting the motivational impact of the psychological climate. 

Another plausible reason is the potential variability in how psychological climate 
is perceived across employees. Individual differences, such as personality traits, 
resilience, or prior work experiences, could moderate how employees interpret and 
respond to their work environment. For example, employees with low optimism or 
high-stress levels might struggle to fully benefit from a positive psychological climate, 
which could attenuate its direct impact on engagement. 

The significant mediating roles of gratitude and self-efficacy highlight the 
importance of emotional and cognitive mechanisms in translating a supportive 
psychological climate into higher engagement. Gratitude fosters positive emotional 
states, strengthening interpersonal relationships and reinforcing an employee’s 
sense of purpose. Similarly, self-efficacy empowers individuals to approach 
challenges proactively, bridging the gap between psychological climate and 
sustained work engagement. These findings underscore the need to consider the 
interplay between organizational context and personal psychological attributes when 
examining workplace behaviors. 

 

5. CONCLUSION  

This study highlights the critical roles of gratitude and general self-efficacy as 
mediators in the relationship between psychological climate and work engagement, 
emphasizing the importance of emotional and cognitive processes in fostering 
workplace motivation. While the direct influence of psychological climate on 
engagement was unsupported, the findings offer valuable theoretical and practical 
insights for small business contexts. By addressing the identified limitations and 
extending the scope of inquiry, future research can further refine our understanding 
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of these relationships and contribute to developing more effective strategies for 
enhancing employee engagement. 

 
5.1. Theoretical Implications 

This study contributes to the broader literature by challenging the assumption 
of a universal direct link between psychological climate and work engagement. 
Instead, it highlights the importance of mediating mechanisms, such as gratitude and 
self-efficacy, which serve as pathways through which psychological climate 
influences engagement. These findings align with the Job Demands-Resources (JD-
R) model, which emphasizes the role of personal resources in enhancing the 
motivational impact of job resources. The results also extend existing theories by 
providing empirical evidence from small business contexts, a relatively 
underexplored area in organizational behavior research. 

Furthermore, this study offers a refined perspective on psychological climate, 
suggesting that its influence may be contingent on individual and contextual factors. 
The findings encourage future research to explore potential moderators, such as 
personality traits, cultural norms, or job characteristics, that might shape the 
relationship between psychological climate and engagement. 

 
5.2. Practical Implications 

From a practical standpoint, the findings emphasize the need for small business 
leaders to go beyond creating a supportive psychological climate. While fostering 
trust, fairness, and recognition remains important, these efforts should be 
complemented by strategies that enhance employees’ gratitude and self-efficacy. For 
example, leaders can implement gratitude-building initiatives, such as recognition 
programs or team-building activities, to cultivate positive emotional states among 
employees. Providing training opportunities and constructive feedback can also 
strengthen employees’ confidence in their abilities, enabling them to approach 
challenges with greater resilience. 

Moreover, the results suggest that interventions should be tailored to address 
the unique challenges of small business environments. Leaders should focus on 
fostering strong interpersonal connections and empowering employees to take 
ownership of their roles, ensuring that the benefits of a positive psychological climate 
are fully realized. By integrating organizational and personal resource-building 
strategies, small businesses can create a more engaged and motivated workforce, 
contributing to their long-term sustainability and success. 

 
5.3. Limitations and Suggestions for Future Research 

This study has several limitations that should be acknowledged. First, the use 
of purposive sampling limits the generalizability of the findings to other organizational 
contexts or geographical locations. Future research could adopt a more diverse 
sampling approach to validate these results across different industries or cultural 
settings. Second, the cross-sectional design precludes establishing causal 
relationships among the variables. Longitudinal studies are recommended to better 
understand the dynamic interplay between psychological climate, gratitude, self-
efficacy, and work engagement over time. 
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Additionally, the reliance on self-reported data may introduce common method 
bias. Future studies could integrate multi-source data, such as supervisor evaluations 
or peer assessments, to enhance the robustness of the findings. Lastly, potential 
moderating factors, such as individual traits (e.g., resilience or optimism) or external 
job demands, were not examined in this study. Future research could explore these 
moderating variables to provide a more comprehensive understanding of the 
mechanisms underlying work engagement. 

 

REFERENCES 

Al-Haddad, L., Sial, M., Ali, I., Rahmat, A., Nguyen Vinh, K. and Thai, H., 2019. The 
role of small and medium enterprises (SMEs) in employment generation and 
economic growth: A study of the marble industry in an emerging economy. 
International Journal of Financial Research, 10(6), pp.174–186. Available at: 
https://doi.org/10.5430/ijfr.v10n6p174. 

Bakker, A.B., 2022. The social psychology of work engagement: State of the field. 
Career Development International, 27(1), pp.36–53. Available at: 
https://doi.org/10.1108/CDI-08-2021-0213. 

Bakker, A.B. and de Vries, J.D., 2020. Job Demands–Resources theory and self-
regulation: new explanations and remedies for job burnout. Anxiety, Stress, & 
Coping, 34(1), pp.1–21. Available at: 
https://doi.org/10.1080/10615806.2020.1797695. 

Bakker, A.B. and Demerouti, E., 2014. Job Demands–Resources Theory. In: P.Y. 
Chen and C.L. Cooper, eds. Work and Wellbeing: A Complete Reference Guide, 
Volume III. John Wiley & Sons, pp.1–28. Available at: 
https://doi.org/10.1002/9781118539415. 

Bakker, A.B. and Demerouti, E., 2017. Job demands–resources theory: Taking stock 
and looking forward. Journal of Occupational Health Psychology, 22(3), pp.273–
285. Available at: https://doi.org/10.1037/ocp0000056. 

Bakker, A.B., Demerouti, E. and Sanz-Vergel, A.I., 2023. Job Demands–Resources 
theory: Ten years later. Annual Review of Organizational Psychology and 
Organizational Behavior, 10, pp.25–53. Available at: 
https://doi.org/10.1146/annurev-orgpsych-120920-053933. 

Bakker, A.B., Demerouti, E., de Boer, E. and Shaufeli, W.B., 2003. Job demands and 
job resources as predictors of absence duration and frequency. Journal of 
Vocational Behavior, 62(2), pp.341–356. Available at: 
https://doi.org/10.1016/S0001-8791(02)00030-1. 

Bandura, A., 1977. Self-efficacy: Toward a unifying theory of behavioral change. 
Psychological Review, 84(2), pp.191–215. Available at: 
https://doi.org/10.1037/0033-295X.84.2.191. 

Bandura, A., 1997. Self-efficacy: The Exercise of Control. New York: W. H. Freeman. 

Brown, S.P. and Leigh, T.W., 1996. A new look at psychological climate and its 
relationship to job involvement, effort, and performance. Journal of Applied 



Exploring the Pathways to Engagement:  
The Role of Psychological Climate, Gratitude, and Self-Efficacy in Small Business Contexts 

(Martinus Parnawa Putranta) 

129 

 

Psychology, 81(4), pp.358–368. Available at: https://doi.org/10.1037/0021-
9010.81.4.358. 

Canavesi, A. and Minelli, E., 2021. Servant leadership and employee engagement: 
A study in small businesses. Journal of Business Ethics, 174(4), pp.931–947. 
Available at: https://doi.org/10.1007/s10551-020-04689-2. 

Chaudhary, R., Rangnekar, S. and Barua, M.K., 2012. HRD climate, occupational 
self-efficacy, and work engagement: A study from India. The Psychologist-
Manager Journal, 15(2), pp.86–105. Available at: 
https://doi.org/10.1080/10887156.2012.676938. 

Chen, I.-S., 2016. Examining the linkage between creative self-efficacy and work 
engagement: The moderating role of openness to experience. Baltic Journal of 
Management, 11(4), pp.516–534. Available at: https://doi.org/10.1108/BJM-04-
2015-0107. 

Chun-Liang, C., Yao-Chin, L., Wei-Hung, C., Cheng-Fu, C. and Pandia, H., 2021. 
Role of government to enhance digital transformation in small service business. 
Sustainability, 13(3), p.1028. Available at: https://doi.org/10.3390/su13031028. 

Demerouti, E., Bakker, A.B., Nachreiner, F. and Schaufeli, W.B., 2001. The job 
demands-resources model of burnout. Journal of Applied Psychology, 86(3), 
pp.499–512. Available at: https://doi.org/10.1037/0021-9010.86.3.499. 

Desai, K., O’Malley, P. and Emily, V.C., 2024. Impact of heartfulness meditation 
practice compared to gratitude practices on well-being and work engagement 
among healthcare professionals: Randomized trial. PLoS ONE, 19(6), 
e0304093. Available at: https://doi.org/10.1371/journal.pone.0304093. 

Ding, H. and Miao, Q., 2023. The influence of ethical leadership on work engagement: 
The moderating role of perceived social responsibility climate. International 
Journal of Human Resource Management, 34(5), pp.935-960. Available at: 
https://doi.org/10.1080/09585192.2023.2143765. 

Fehr, R., Fulmer, A., Awtrey, E. and Miller, J., 2017. The grateful workplace: A 
multilevel model of gratitude in organizations. Academy of Management 
Review, 42(2), pp.361–381. Available at: 
https://doi.org/10.5465/amr.2014.0374. 

Gashi, S., 2024. Barriers in the development of small businesses in Kosovo. 
Theoretical and Practical Research in Economic Fields, 15(2), pp.256-266. 
Available at: https://doi.org/10.14505/tpref.v15.2(30).09. 

Gulyani, G. and Sharma, T., 2018. Total rewards components and work happiness in 
new ventures: The mediating role of work engagement. Evidence-based HRM: 
A Global Forum for Empirical Scholarship, 6(3), pp.255-271. Available at: 
https://doi.org/10.1108/EBHRM-12-2017-0063. 

Gwamanda, S. and Mahembe, B., 2023. The moderating effects of social climate on 
work engagement and job performance in small enterprises. African Journal of 
Business Management, 17(2), pp.112-128. Available at: 
https://doi.org/10.5897/AJBM2023.9571. 



KINERJA Volume 29, No. 1, 2025  Page. 114-133 

130 

 

Hair, J.F., Hult, G.T.M., Ringle, C.M. and Sarstedt, M., 2022. A primer on partial least 
squares structural equation modeling (PLS-SEM). 3rd ed. SAGE Publications. 

Hair, J.F., Risher, J.J., Sarstedt, M. and Ringle, C.M., 2019. When to use and how to 
report the results of PLS-SEM. European Business Review, 31(1), pp.2-24. 
Available at: https://doi.org/10.1108/EBR-11-2018-0203. 

Hasan, S.F.E., Mortimer, G., Lings, I.N. and Neale, L., 2017. Examining the 
antecedents and consequences of gratitude. Journal of Services Marketing, 
31(1), pp.34-47. Available at: https://doi.org/10.1108/JSM-01-2016-0048. 

Heng, Q. and Chu, L., 2023. Self-efficacy, reflection, and resilience as predictors of 
work engagement among English teachers. Frontiers in Psychology, 14, 
1160681. Available at: https://doi.org/10.3389/fpsyg.2023.1160681. 

Hooi, L.W., 2024. The dynamics of crisis home office and employee engagement. 
Evidence-based HRM. Advance online publication. Available at: 
https://doi.org/10.1108/EBHRM-08-2023-0225. 

Huang, J., 2022. Does benevolent leadership consistently lead to employees' 
voluntary behaviors? Leadership & Organization Development Journal, 43(8), 
pp.1234-1251. Available at: https://doi.org/10.1108/LODJ-04-2021-0141. 

James, L.R., James, L.A. and Ashe, D.K., 1990. The meaning of organizations: The 
role of cognition and values. In: B. Schneider, ed. Organizational climate and 
culture. Jossey-Bass, pp.40–84. 

Jindal, D., Boxall, P., Cheung, G.W. and Hutchison, A., 2023. How do work 
engagement and work autonomy affect job crafting and performance? An 
analysis in an Indian manufacturer. Personnel Review, 52(8), pp.2008-2024. 
Available at: https://doi.org/10.1108/PR-11-2019-0646. 

Kahn, W.A., 1990. Psychological conditions of personal engagement and 
disengagement at work. Academy of Management Journal, 33(4), pp.692–724. 
Available at: https://doi.org/10.2307/256287. 

Komase, Y., Watanabe, K. and Kawakami, N., 2021. Effects of a gratitude 
intervention program on work engagement among Japanese workers: A 
protocol for a cluster randomized controlled trial. BMC Psychology, 9, p.35. 
Available at: https://doi.org/10.1186/s40359-021-00541-6. 

Kossowska, M. and Łaguna, M., 2018. Personality, job resources, and self-efficacy 
as predictors of volunteer engagement in non-governmental organizations. 
Personality and Individual Differences, 129, pp.70-79. Available at: 
https://doi.org/10.2478/pepsi-2018-0003. 

Kossyva, D., Theriou, G., Aggelidis, V. and Sarigiannidis, L., 2023. Definitions and 
antecedents of engagement: A systematic literature review. Management 
Research Review, 46(5), pp.719-738. Available at: 
https://doi.org/10.1108/MRR-01-2021-0043. 

Lazauskaite-Zabielske, J., Ziedelis, A. and Urbanaviciute, I., 2021. Who benefits from 
time-spatial job crafting? The role of boundary characteristics in the relationship 
between time-spatial job crafting, engagement, and performance. Baltic Journal 



Exploring the Pathways to Engagement:  
The Role of Psychological Climate, Gratitude, and Self-Efficacy in Small Business Contexts 

(Martinus Parnawa Putranta) 

131 

 

of Management, 16(1), pp.1-19. Available at: https://doi.org/10.1108/BJM-07-
2020-0236. 

Li, L., Zheng, X. and Zhang, Q., 2022. Does leaders' adoption of employee voice 
influence employee work engagement? Personnel Review, 51(2), pp.683-698. 
Available at: https://doi.org/10.1108/PR-04-2020-0262. 

Lim, C.H., Ra, K.H. and Kim, S.H., 2025. Navigating job demands and resources in 
policing: The role of self-efficacy in work burnout and engagement. Policing: An 
International Journal, 48(1), pp.230-247. Available at: 
https://doi.org/10.1108/PIJPSM-07-2024-0108. 

Liu, J., Cho, S. and Putra, E.D., 2017. The moderating effect of self-efficacy and 
gender on work engagement for restaurant employees in the United States. 
International Journal of Contemporary Hospitality Management, 29(1), pp.624-
642. Available at: https://doi.org/10.1108/IJCHM-10-2015-0539. 

Mandal, P., 2020. Small businesses: Strategies and initiatives for positioning and 
branding. International Journal of Business Strategy and Automation, 1(3), 
pp.24-33. Available at: https://doi.org/10.4018/IJBSA.2020070102. 

McCullough, M.E., Emmons, R.A. and Tsang, J.A., 2002. The grateful disposition: A 
conceptual and empirical topography. Journal of Personality and Social 
Psychology, 82(1), pp.112–127. Available at: https://doi.org/10.1037/0022-
3514.82.1.112. 

Naqshbandi, M.M., Kabir, I., Nurul, A.I. and Islam, M.Z., 2024. The future of work: 
Work engagement and job performance in the hybrid workplace. The Learning 
Organization, 31(1), pp.5-26. Available at: https://doi.org/10.1108/TLO-08-
2022-0097. 

Portovaras, T., Harbar, Z., Sokurenko, I. and Samoilyk, I., 2020. Management of 
small business entities. Independent Journal of Management & Production, 
Suppl. Special Edition ISE, S&P, 11(8), pp.680-694. Available at: 
https://doi.org/10.14807/ijmp.v11i8.1226. 

Putra, A.S.B., 2024. Work Engagement in Indonesian Small and Medium Enterprises: 
A Bibliometric Analysis of Emerging Research Trends. Bulletin of Counseling 
and Psychotherapy, 6(2). Available at: 
https://doi.org/10.51214/002024061011000. 

Qi, J.M., Peng, Y., Lowman, G.H. and He, X., 2023. The impact of service climate on 
gratitude in driving customer outcomes. Journal of Services Marketing, 37(1), 
pp.78-95. Available at: https://doi.org/10.1108/JSM-12-2021-0458. 

Rai, A., 2018. Differential relationship of challenge and hindrance demands with 
employee engagement: The moderating effect of job resources. International 
Journal of Sociology and Social Policy, 38(9/10), pp.887-906. Available at: 
https://doi.org/10.1108/IJSSP-12-2017-0174. 

Rai, A. and Chawla, G., 2022. Exploring the interrelationship among job resources, 
job demands, work and organizational engagement. International Journal of 
Productivity and Performance Management, 71(5), pp.1916-1934. Available at: 
https://doi.org/10.1108/IJPPM-05-2020-0246. 



KINERJA Volume 29, No. 1, 2025  Page. 114-133 

132 

 

Reina-Tamayo, A.M., Bakker, A.B. and Derks, D., 2018. The work engagement–
performance link: An episodic perspective. Career Development International, 
23(5), pp.478-496. Available at: https://doi.org/10.1108/CDI-10-2017-0179. 

Ribeiro-Soriano, D., 2017. Small business and entrepreneurship: Their role in 
economic and social development. Entrepreneurship & Regional Development, 
29(1-2), pp.1-3. Available at: https://doi.org/10.1080/08985626.2016.1255438. 

Saari, T., Melin, H., Balabanova, E. and Efendiev, A., 2017. The job demands and 
resources as antecedents of work engagement. Baltic Journal of Management, 
12(2), pp.240-254. Available at: https://doi.org/10.1108/BJM-05-2016-0112. 

Saks, A.M., 2019. Antecedents and consequences of employee engagement 
revisited. Journal of Organizational Effectiveness: People and Performance, 
6(1), pp.19-38. Available at: https://doi.org/10.1108/JOEPP-06-2018-0034. 

Schaufeli, W.B., Bakker, A.B. and Salanova, M., 2006. The Measurement of Work 
Engagement With a Short Questionnaire: A Cross-National Study. Educational 
and Psychological Measurement, 66(4), pp.701–716. Available at: 
https://doi.org/10.1177/0013164405282471. 

Schaufeli, W.B., Salanova, M., González-Romá, V. and Bakker, A.B., 2002. The 
measurement of engagement and burnout: A two-sample confirmatory factor 
analytic approach. Journal of Happiness Studies, 3(1), pp.71–92. Available at: 
https://doi.org/10.1023/A:1015630930326. 

Schaufeli, W.B., Shimazu, A., Hakanen, J., Salanova, M. and De Witte, H., 2019. An 
ultra-short measure for work engagement: The UWES-3 validation across five 
countries. European Journal of Psychological Assessment, 35(4), pp.577–591. 
Available at: https://doi.org/10.1027/1015-5759/a000430. 

Schaufeli, W.B. and Bakker, A.B., 2003. Utrecht work engagement scale: Preliminary 
manual. Utrecht: Occupational Health Psychology Unit, Utrecht University. 

Schwarzer, R. and Jerusalem, M., 1995. Generalized Self-Efficacy scale. In: J. 
Weinman, S. Wright, and M. Johnston, eds. Measures in health psychology: A 
user’s portfolio. Causal and control beliefs. Windsor: NFER-NELSON, pp.35-
37. 

Toth, I., Heinänen, S. and Nisula, A.-M., 2020. Personal resources and knowledge 
workers’ job engagement. International Journal of Organizational Analysis, 
28(3), pp.595-610. Available at: https://doi.org/10.1108/IJOA-07-2019-1830. 

Tuymuratovich, A.M., 2021. The importance of small business in a market economy. 
Academic Journal of Digital Economics and Stability, 7, pp.61–68. Available at: 
https://doi.org/10.51699/ajdes.v7i.120. 

Van den Broeck, A., Vander Elst, T., Baillien, E., Sercu, M., Schouteden, M., De Witte, 
H. and Godderis, L., 2017. Job demands, job resources, burnout, work 
engagement, and their relationships: An analysis across sectors. Journal of 
Occupational and Environmental Medicine, 59(4), pp.369-376. Available at: 
https://doi.org/10.1097/JOM.0000000000000964. 



Exploring the Pathways to Engagement:  
The Role of Psychological Climate, Gratitude, and Self-Efficacy in Small Business Contexts 

(Martinus Parnawa Putranta) 

133 

 

Van der Walt, F., 2018. Workplace spirituality, work engagement, and thriving at 
work. SA Journal of Industrial Psychology, 44. Available at: 
https://doi.org/10.4102/sajip.v44i0.1457. 

Wang, C. and Chen, H.T., 2020. Relationships among workplace incivility, work 
engagement, and job performance. Journal of Hospitality and Tourism Insights, 
3(4), pp.415-429. Available at: https://doi.org/10.1108/JHTI-09-2019-0105. 

Wolter, C., Santa Maria, A., Gusy, B., Lesener, T., Kleiber, D. and Renneberg, B., 
2019. Social support and work engagement in police work. Policing: An 
International Journal, 42(6), pp.1022-1037. Available at: 
https://doi.org/10.1108/PIJPSM-10-2018-0154. 

Yuan, T. et al., 2024. How does psychosocial safety climate cross-level influence 
work engagement and job burnout: The roles of organization-based self-esteem 
and psychological detachment. BMC Nursing, 23(389). Available at: 
https://doi.org/10.1186/s12912-024-01935-8. 

Zarrin, L., Ghafourifard, M. and Sheikhalipour, Z., 2023. Relationship between 
nurses’ reflection, self-efficacy, and work engagement. Journal of Caring 
Sciences, 12(3), pp.155-162. Available at: 
https://doi.org/10.34172/jcs.2023.31920. 

Zhang, X., Liu, Y., Wang, S. and Shen, W., 2014. Is there a relationship between 
organizational climate and work engagement? Journal of Organizational 
Behavior, 35(4), pp.444-461. Available at: https://doi.org/10.1002/job.1890. 

 

 

 


