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The Influences of Hospital Nurses' Grit and Positive Psychological
Capital on Job Engagement
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Abstract This study aimed to investigate the effect of Grit and positive psychological capital on job
engagement in general hospital nurses. Participants were 159 nurses working at General Hospital in
Gangwondo Province and data were collected from April 9 to 21, 2020. Data were analyzed by t—test,
one—way ANOVA, Pearson's correlation coefficient, and hierarchical multiple regression using SPSS
version 24.0. Job engagement was correlated with perseverance efforts and positive psychological
capital. The factors influencing job engagement were self—efficacy (=.23, p=.029) and optimism (3=.28,
p=.001) with 41.8% explanatory power (F=12.34, p<.001). Therefore, in order to improve job
enthusiasm, further study is necessary to develop and apply the positive psychological capital

improvement program and identify its effect.
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Table 1. Scores of Grit, Positive Psychological Capital,
and Job Engagement (N= 159)

Variables M=£SD Range Min Max
Grit 2.98+0.38  1-5 1.67 4.00
Consistency of interest 2.84+0.53 1.17  4.00
Perseverance of effort 3.12+0.50 1.50 4.33
Positive psychological capital 3.27£0.42 1-5 1.83 4.58
Self—efficacy 3.11+0.53 1.67 4.50
Hope 3.34£0.47 2.00 4.50
Resilience 3.25£0.49 1.67 4.33
Optimism 3.39£0.50 2.00 5.00
Job engagement 3.07+0.48 1-5 1.82 4.82
Vigor 2.66%0.63 1.00 4.67
Dedication 3.54£0.60 1.80 5.00
Absorption 3.09£0.52 1.50 4.83
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Table 2. Grit, Positive Psychological Capital, and Job Engagement by General Characteristics (N=159)
Positive
Characteristics 2% Grit Fort ps3fcho}ogical F or t Job engagement F or t
(p) capital (p) (p)
M=£SD M=£SD M=£SD
Gender Female 143(89.9) 2.9340.39 —0.43 3.164+0.41 —1.03 2.99+0.46 —1.62
Male 16(10.1) 2.9640.39 (.671) 3.2440.44 (.306) 2.98+0.47 (.871)
Age (yr) =25 62(39.0) 2.9340.39 2.39 3.154+0.41 5.62 2.99+0.45 4.55
26~29° 48(30.2) 2.9640.39 (.071) 3.231+0.44 (.001) 2.98+0.47 (.004)
30~34¢ 30(18.9) 3.154+0.40 3.4540.39 a<c,d 3.24+0.44
=35¢ 19(11.9) 2.9740.30 3.4940.34 3.33+0.51
Marital status Unmarried 123(78.0) 2.9740.37 —-1.21 3.2240.44 —3.22 3.03£0.50 —2.20
Married 35(22.0) 3.0640.43 (.229) 3.484+0.31 (.002) 3.23%£0.39 (.030)
Level of Associate 30(18.9) 3.0010.36 0.15 3.2440.52 1.04 3.06+£0.54 0.21
education Bachelor 119(74.8) 2.9840.40 (.865) 3.27+.0.41 (.356) 3.07£0.45 (.813)
=Master 10(6.3) 3.031+0.42 3.4640.31 3.17£0.69
Religion Yes 53(33.4) 2.9840.44 —0.14 3.3940.45 2.48 3.16+0.54 1.48
No 106(66.6) 2.9940.36 (.886) 3.214+0.41 (.014) 3.04£0.45 (.142)
Department Medical ward? 53(33.3) 2.8810.41 4.17 3.231+0.43 0.93 3.05+£0.50 1.70
Surgical ward” 52(32.7) 2.9940.34 (.017) 3.2640.40 (.397) 3.00£0.46 (.186)
ICU*® 54(34.0) 3.0940.39 a<c 3.3440.45 3.17£0.48
Length of clinical =5 99(62.3) 2.9440.40 2.11 3.1940.43 3.44 3.01£0.44 2.36
career (yr) >6 60(37.7) 3.0740.36 (.037) 3.4240.39 (.001) 3.19£0.53 (.019)
ICU=intensive care unit.
Table 3. Correlations among Grit, Positive Psychological Capital, and Job Engagement (N=159)
Variables (a) (b) (c) (d) (e) (D (g)
r (p) r (p) r (p) r (p) r (p) r (p) r (p)
(a) Consistency of interest 1
(b) Perseverance of effort .13(.107) 1
(¢) Self efficacy .07(.401) .57(<.001) 1
(d) Hope —.05(.583)  .52(<.001) .77(<.001) 1
(e) Optimism .07(.419) 41(<.001)  .48(<.001)  .61(<.001) 1
(f) Resilience .12(.120) .45(<.001)  .66(<.001)  .76(<.001)  .60(<.001) 1
(g) Job engagement —.01(.887) .47(<.001) .56(<.001) .59(<.001) .54(<.001) .50(<.001) 1
Table 4. Factors Influencing Job Engagement (N=159)
Variables Model 1 Model 2
B B D B B t P
(Contrast) 2.99 50.24 <.001 0.63 2.54 012
Age (ref. group: =25)
26~29 0.01 .01 0.12 1903 —0.05 —.05 —0.68 .500
30~34 0.33 27 1.99 .048 0.15 12 1.14 255
=35 0.43 .29 2.17 .031 0.22 .15 1.36 175
Marital status (Married) —0.00 —.00 —0.02 .981 —0.05 —.05 —0.59 560
Total length of clinical career (ref. group: =5)
>5 —0.09 -.09 —0.68 495 —0.11 —.11 —1.04 299
Perseverance of effort 0.14 14 1.85 067
Self—efficacy 0.21 .23 2.21 .029
Hope 0.14 14 1.17 243
Optimism 0.27 .28 3.39 .001
Resilience 0.00 .00 0.01 1990
R? .08 .46
Adjusted R* .05 .42
F (p) 2.80 (.019) 12.34 (<.001)
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