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Abstract 

In the post-pandemic landscape of Indonesia's Small and Medium Enterprises (SMEs) sector, our study delves into 

the intricate dynamics of employee work performance. We focus on Psychological Capital (PsyCap) and its impact 

on Individual Work Performance (IWP), comprising Task Performance (TP), Contextual Performance (CP), and 

Counter-Productive Work Behavior (CPWB), with a particular emphasis on the mediating role of Job Satisfaction 

(JS). We conducted our research with a diverse sample of 345 participants drawn from various SME sectors, provid-

ing a comprehensive insight into employees' behavior across industries. Our analysis utilized the AMOS-Structural 

Equation Modeling (SEM) approach. The results illuminated a positive correlation between PsyCap and IWP in 

terms of Task Performance (TP) and Job Satisfaction (JS). However, no significant relationship was found between 

PsyCap and Contextual Performance (CP) or Counterproductive Work Behavior (CPWB). Furthermore, our study 

unveiled the mediation role of Job Satisfaction (JS) in these relationships. JS was found to partially mediate the 

connection between PsyCap and IWP-TP, while it fully mediated the link between PsyCap and IWP-CP. However, 

Job Satisfaction (JS) did not mediate the relationship between PsyCap and IWP-CPWB. These findings underscore 

the significance of nurturing Psychological Capital (PsyCap) to enhance Task Performance, Contextual Performance, 

and Job Satisfaction among employees. We recommend future investigations to explore PsyCap development further, 

considering variables like demographics and social capital, as they could hold the key to optimizing employee perfor-

mance in SMEs.  

Keywords: psychological capital; job satisfaction; task performance; contextual performance; counterproductive 

work behavior 
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Introduction  

The recent global economic conditions have not fully recovered following the COVID-19 pan-

demic, leaving a trail of devastated economies and public health disasters (Bastiampillai et al., 2020). 

In addition, the virus has also had a wide-ranging impact on mental health, including posttraumatic 

stress disorder (PTSD), depression, and anxiety. Studies have shown that COVID-19-related stress 

not only negatively impacts mental health, but also executive functions (Kira, 2022). Executive 

functions, which are considered a crucial integration of cognitive and behavioral functions, are 

essential for goal orientation, structure, memory, and awareness of self and others. Research has 

also indicated that individuals with executive dysfunction experience difficulties in planning and 

organization, self-regulation, mental flexibility, and productivity, which in turn can lead to de-

creased work performance (Sira & Mateer, 2014). 

On the other hand, with the proliferation of numerous businesses offering diverse products and 

services in the market, the level of competition has become intensified, resulting in many struggling 

to survive and remain competitive. Thus, companies must strive to enhance their performance, 
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offer unique products and services, and capitalize on new opportunities in order to attain organi-

zational competitiveness (Rego et al., 2012). In light of this, companies need to foster creativity 

and innovation among their employees, which are recognized as crucial factors in the development 

and sustainability of organizations. Furthermore, the drivers of creativity and innovation have been 

classified under the concept of psychological capital (PsyCap) (Seligman et al., 2005).  

Luthans, Youssef, and Avolio (2007) classified PsyCap into four main constructs, namely hope, 

self-efficacy, optimism, and resilience. PsyCap contributes to individuals' familiarization with the 

work environment, improvement of well-being, and enhancement of competitiveness (Tang et al., 

2019). Employees who cultivate PsyCap possess higher levels of confidence, motivation, and the 

ability to successfully overcome challenges, as well as a positive outlook towards future challenges 

(Khademi- Vidra - Bujdosó, 2020, Biricik, 2020). Additionally, the optimistic orientation of PsyCap 

helps organizations mitigate the occurrence of negative behaviors, such as cynicism, which can lead 

to counterproductive work behaviors (CPWB) (Manzoor et al., 2015). CPWB encompasses a broad 

spectrum of negative actions that can harm both employees and organizations (Penney and 

Spector, 2005; Penney et al., 2011). This highlights the importance of PsyCap in shaping an indi-

vidual's work performance (IWP), including task performance (TP), contextual performance (CP), 

and CPWB. 

On the other hand, research has shown that PsyCap has a positive impact on work-life balance, 

which can contribute to job satisfaction (JS). Several studies have also confirmed that there is a 

positive and significant correlation between PsyCap and JS (Manzoor et al., 2015; Tang et al., 2019). 

Additionally, JS has been found to be related to desirable outcomes such as commitment and loy-

alty, and it can also reduce undesirable behaviors like absenteeism and turnover (Seligman et al., 

2005; Mushtaq et al., 2014). When employees are able to improve their performance in areas such 

as innovation, intention, and attitude, they are likely to experience higher levels of JS (Iaffaldano & 

Muchinsky, 1985). This highlights the positive relationship between JS and work performance. 

However, several studies have also found that JS can act as a mediating factor in the relationship 

between PsyCap and employees' attitudes, behaviors, perceptions, and work performance (K. M. 

B. N. K. M. J. E. Bergheim, 2015). 

According to Daswati et al. (2022), the influence of PsyCap on the individual work performance 

(IWP) of employees in small and medium-sized enterprises (SMEs) may be impacted by external 

organizational factors, such as the economic and environmental conditions caused by the COVID-

19 pandemic. In Indonesia, particularly in government organizations, problems with employee per-

formance have been noted during the pandemic, such as a decrease in performance and the failure 

to meet targets, which are often attributed to a lack of JS (Luthans et al., 2007). Moreover, positive 

emotions, which are strongly related to PsyCap, play a key role in enhancing employee perfor-

mance, especially during the unpredictable and rapidly changing circumstances of the COVID-19 

pandemic (Sabila & Febriansyah, 2021).  

On the contrary, Indonesia has been successful in overcoming the severe effects of the COVID-

19 pandemic by empowering its small and medium-sized enterprises (SMEs). With 99% of total 

business units and 97.24% of employment, SMEs are a vital component of Indonesia's economy. 

However, with increased competition and other economic changes, Indonesia has had to imple-

ment reforms across various sectors to drive innovation, diversification, productivity, sustainability, 

and improved performance. To meet these challenges, several initiatives and adjustments have been 

put in place, including significant support for SMEs. In order to support SMEs, Indonesia has 

promoted collaboration among the government, economic stakeholders, the banking and financial 

community, industry associations, and chambers of commerce (Jaswadi et al., 2015). However, 
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simply focusing on technical aspects is not sufficient to maximize SME performance. The achieve-

ment of these goals also requires employees with strong performance. Accordingly, it is crucial to 

enhance employee performance by creating a supportive, encouraging, satisfying, and creative work 

environment. Additionally, improving and reinforcing employees' PsyCap can also contribute to 

enhancing their performance (Alshebami, 2021).  

Despite extensive research conducted on SMEs, there has been limited examination of the effect 

of PsyCap on the IWP of SMEs employees, including task performance (TP), contextual perfor-

mance (CP), and counterproductive work behavior (CPWB) in the transition from the COVID-19 

pandemic to endemic conditions. As far as the researcher is aware, there is no published empirical 

research that has investigated the mediating role of JS (both extrinsic and intrinsic) in the relation-

ship between PsyCap and IWP (TP, CP, and CPWB) of SME employees in the post COVID-19. 

This study aims to fill this research gap by examining the impact of PsyCap on the IWP of SMEs 

employees and exploring JS as a mediator in the post COVID-19 period. 

The structure of the study consists of eight distinct sections. The introduction, theoretical frame-

work, and research methodology are covered in the first three sections, respectively. The fourth 

section includes the analysis of data and testing of hypotheses. In the fifth section, the results of 

the study are discussed and its implications, limitations, and suggestions for future research are 

presented. 

Theory and Hypotheses Development 

PsyCap and IWP (TP, CP, and CPWB) 

Psychological Capital (PsyCap) constitutes a framework within the field of human resource man-

agement, emphasizing positive qualities that are both developable and measurable to enhance per-

formance (Luthans, 2002). Rooted in the realm of positive organizational behavior (POB) 

(Peterson and Seligman, 2004; Avey et al., 2010), PsyCap encompasses three core components as 

outlined by Seligman et al. (2005): positive emotions, positive personality traits, and positive insti-

tutions. These elements are intricately linked to the augmentation of individuals' overall well-being 

and their efficacy in social interactions. The cultivation of PsyCap is influenced by various factors, 

including leadership support (Liu, 2013), the organization's human resource management practices 

(Neelam; Nigah, 2012), the work environment (Tsaur et al., 2019, Gyurkó et al., 2024), and the 

dynamics of one's social networks, encompassing relationships with family, friends, spouses, col-

leagues, organizations, work, and spirituality (Day, 2010). It's worth noting that PsyCap develop-

ment is further facilitated by the achievement of improved human resource capabilities and job 

performance outcomes (Luthans et al., 2008). 

Within the realm of PsyCap, research has predominantly focused on four key dimensions: self-

efficacy, optimism, hope, and resilience. Self-efficacy pertains to an individual's unwavering belief 

in their capacity to effectively confront and conquer challenging tasks (Luthans et al., 2007). Those 

with high self-efficacy willingly embrace demanding assignments and display perseverance in pur-

suing their objectives, undeterred by potential obstacles (Luthans and Youssef, 2004; Zhang et al., 

2021). Optimism, conversely, revolves around a positive perspective on self-regulation and goal 

attainment (C. Peterson, 2000). Optimistic individuals exhibit greater resilience in the face of ad-

verse life events, displaying reduced tendencies toward self-blame, depression, guilt, and despair 
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(Armenio, Rego, 2012). These optimists radiate positivity through problem-solving prowess, adept-

ness at tackling challenges, heightened positive emotions, an enhanced ability to seize opportunities 

(Luthans et al., 2007), and an enriched capacity for creative thinking (Goldsmith & Matherly, 1988). 

Hope is the positive drive that comes from believing in your ability to succeed in the long run. 

It includes the determination to reach your goals and the skill to find new ways when needed (Paul 

E. Spector & Laurenz L Meier, 2015). High-hope employees can overcome obstacles in their per-

sonal and professional lives more effectively (Griffin & Moorhead, 2010). Resilience means bounc-

ing back from setbacks and even surpassing past successes (Campbell et al., 1990). In positive 

psychology, it's seen as a positive way to deal with both good and bad life events. Resilient employ-

ees stay curious and optimistic, adapting to change by finding new ways to handle challenges, fail-

ures, and tough emotions (Pandey, 2019).  

Research indicates that employees with PsyCap, particularly high levels of optimism, are better 

equipped to navigate workplace challenges and stressful situations, ultimately reducing organiza-

tional cynicism (Alessandri et al., 2018). Organizational cynicism (OCY) represents a negative atti-

tude held by employees towards their organization, with detrimental effects on job performance 

and the emergence of CPWB (Shahzad & Mahmood, 2012). CPWB encompasses various negative 

or aggressive behaviors directed towards colleagues, such as abuse or violence (Butt & Yazdani, 

2021), which can harm both employees and the organization (Penney & Spector, 2005). The finan-

cial consequences of CPWB for companies can be substantial, underlining the need to cultivate 

positive PsyCap among employees. This approach can significantly mitigate CPWB and enhance 

overall job performance within organizations (Manzoor et al., 2015). 

In summary, PsyCap emerges as a pivotal factor in enhancing various facets of an employee's 

task performance, encompassing creativity, innovation, motivation, and self-confidence. Further-

more, PsyCap exerts a noteworthy influence on bolstering an employee's CP, influencing their 

behavior, skills, and attributes in a manner that positively impacts overall job performance. Im-

portantly, the presence of PsyCap can effectively mitigate CPWB among employees. Building upon 

these insights, we have formulated the following hypotheses: 

H1: PsyCap significantly impact the TP of employees in SMEs. 

H2: PsyCap significantly impact the CP of employees in SMEs.  

H3: PsyCap significantly impact the CPWB of employees in SMEs. 

Job Satisfaction (intrinsic and extrinsic) And PsyCap 

Job satisfaction (JS) is a critical concept, defined as an individual's overall assessment of their job 

and how content or dissatisfied they are with various aspects of it (Rukh et al. 2015). This evaluation 

encompasses two dimensions: intrinsic and extrinsic satisfaction. Intrinsic satisfaction relates to 

how employees perceive the inherent characteristics of their job, including their sense of accom-

plishment, the challenges it offers, and the utilization of their skills. Extrinsic satisfaction, on the 

other hand, pertains to elements of the job not directly tied to the work itself, such as relationships 

with colleagues, compensation, and organizational policies (Hirschfeld, 2000). 

Maintaining a satisfactory level of JS among employees, as highlighted by Alshebami (2021), is 

essential, even though it's not the sole determinant of employee behavior in a company. To fully 

harness human resources, addressing the satisfaction gap stemming from discrepancies between 

employee needs and expectations is crucial. Contented employees often demonstrate exceptional 

job performance, leading to improved outcomes and heightened consumer loyalty and satisfaction 

(Eskildsen & Dahlgaard, 2000). Nevertheless, it's vital to consider employees' PsyCap since it can 

significantly impact job performance. Research reveals that employees possessing high levels of 



Unleashing the Power of Psychological Capital: A Catalyst for Enhanced Work Performance in the  
Post-COVID Landscape via Job Satisfaction Mediation 

349 
 

PsyCap dimensions, including hope, self-efficacy, resilience, and optimism, tend to outperform 

those with lower levels. 

Klassen & Chiu (2010) emphasize the positive influence of self-efficacy, especially on JS. Em-

ployees with elevated PsyCap typically display increased confidence, determination to achieve their 

goals, and a positive attitude when confronting challenges. This contributes to an overall sense of 

well-being and satisfaction at work. In light of these insights, we have formulated the following 

hypothesis: 

H4: PsyCap significantly impacts the JS (both intrinsic and extrinsic) of employees in SMEs. 

IWP (TP, CP and CPWB), JS and PsyCap 

Individual Work Performance (IWP) encompasses the actions and behaviors employees undertake 

to achieve an organization's goals, emphasizing the importance of behavior over outcomes (Akpan 

et al., 2021; Hidayati and Rachman, 2021, Ngo, 2021). In academic settings, such as universities, 

work performance serves as a basis for decisions regarding teaching methods, feedback, and pro-

gram efficiency (Watkins & Thomas, 1991). Consequently, IWP plays a pivotal role in determining 

an organization's competitiveness (Yang & Kim, 2018). 

The literature identifies three key dimensions of IWP crucial for organizational effectiveness: 

contextual performance (CP), task performance (TP), and counterproductive work behaviors 

(CPWB). CP encompasses actions beyond an employee's primary job duties, while TP pertains to 

behaviors directly contributing to product or service production and supporting organizational 

processes. CPWB involves actions negatively impacting both the employee and the organization 

(Viswesvaran & Ones, 2000). CP is further divided into two aspects: job dedication and interper-

sonal facilitation. Job dedication encompasses behaviors such as self-discipline, initiative-taking, 

following rules, and motivated effort. Interpersonal facilitation includes acts of cooperation, help-

fulness, and consideration that support the work of others. 

Indeed, research highlights the positive impact of JS on individual employee performance, with 

higher JS leading to increased motivation (Sabila & Febriansyah, 2021). JS also serves as a mediator, 

enhancing the connection between PsyCap and job performance. As employees' PsyCap grows, 

their JS tends to rise, subsequently boosting their performance (Durrah et al., 2015). Another study 

by Trung Thanh Ngo (2021) reinforces this, illustrating that through the mediating role of JS, the 

indirect effect of PsyCap on employee work performance is positive. 

Despite these findings, limited research investigates the mediating role of JS between PsyCap 

and IWP, particularly concerning CPWB in SMEs. Therefore, there is a need for further examina-

tion to explore how JS mediates the relationship between PsyCap and IWP, including CPWB, in 

SMEs. Based on these considerations, we propose the following hypotheses: 

H5: JS (intrinsic and extrinsic) has a significant impact on IWP (TP,CP, and CPWB) of SMEs’ 

employees. 

H6: JS mediates a significant impact between PsyCap and IWP (TP) of SMEs’ employees. 

H7: JS mediates a significant impact between PsyCap and IWP (CP) of SMEs’ employees. 

H8: JS mediates a significant impact between PsyCap and IWP (CPWB) of SMEs’ employees 
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SMEs in the COVID-19 pandemic era 

The European Union (EU) Commission defines SMEs as businesses with up to 50 employees, 

typically operating in specialized markets and serving as specialist providers of parts, sub-compo-

nents, and subassemblies, particularly in the industrial sector (Yew Wong & Aspinwall, 2004). 

SMEs often offer unique value propositions distinct from larger corporations, making them valu-

able subcontractors for specialized tasks (Tudoreanu et al., 2018). SMEs play a crucial role in eco-

nomic growth due to their agility, adaptability, and rapid decision-making (Henrekson and 

Johansson, 2010).  

However, the COVID-19 pandemic in 2020 had a profound impact. It led to widespread busi-

ness closures and lockdowns, severely affecting SMEs. Reports indicate that 79% of businesses 

owned by young entrepreneurs were affected, with 21% halting operations. In Indonesia, SMEs 

are a vital part of the economy, contributing significantly to GDP (60,344%) and employment 

(97% of job opportunities) since 2016. However, the majority (98%) are vulnerable self-employed 

microbusinesses, requiring special attention, especially during the pandemic. The Indonesian gov-

ernment-initiated strategies and schemes to support SMEs during this challenging period (Hidayati 

& Rachman, 2021).  

In response to the pandemic, Indonesian SMEs adopted strategies such as product innovation, 

improved service quality, increased collaboration, technology utilization, and strategic agility. The 

government implemented programs like support for vulnerable SMEs, tax reduction incentives, 

credit restructuring, expanded financial support for working capital, and involvement from gov-

ernment entities to aid SMEs in post-pandemic recovery (The Indonesia Central Bureau of 

Statistics, 2021). This highlights that the continued support and attention to SMEs beyond the 

pandemic remains crucialH4: PsyCap significantly impacts the JS (both intrinsic and extrinsic) of 

employees in SMEs 

Method   

Sample and Procedures 

Small and Medium Enterprises (SMEs) in Indonesia are categorized based on net asset value. Small 

enterprises have a net asset value between IDR 50 million to less than IDR 500 million, excluding 

land and buildings used by the business. Medium-sized enterprises have a net asset value exceeding 

IDR 500 million to less than IDR 10 billion. Their annual contributions range from IDR 300 mil-

lion to less than IDR 2.5 billion for small enterprises and more than IDR 2.5 billion to less than 

IDR 50 billion for medium-sized enterprises. SMEs are typically owner-operated with a workforce 

of up to 100 employees (The Indonesia Central Bureau of Statistics, 2021). 

This study focuses on employees working for SMEs located on Java Island, Indonesia, which 

includes West, Middle, and East Java. These provinces are known for having a high number of 

SMEs and strong economic growth in Indonesia, making them exemplary for SME development 

(Lili Marlinah, 2020). The sample size was determined using Morgan's formula due to the substan-

tial population of SME employees in these provinces (Bukhari, 2021). A combination of conven-

ience and snowball sampling methods was used to collect the sample, allowing for easy access to 

participants. The sample includes employees from various departments and industries to explore 
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common employee behavior across different fields and assess the general impact of professional 

fields on employee job performance. 

Data for this study were collected through an online survey distributed to SME employees in 

Java Island, Indonesia. Initially, the questionnaire was tested with 15 employees from different 

enterprises to ensure its validity. After successful testing, the survey was sent to targeted companies, 

and employees were invited to participate voluntarily. The online distribution occurred over three 

months, resulting in 384 responses. However, 39 participants were excluded due to repetitive re-

sponses, leaving a final valid sample of 345 responses for analysis.  

Variable and Measures 

The variables in this study draw from established and widely recognized measures utilized in prior 

research. The theoretical framework comprises three key variables: PsyCap, JS (both intrinsic and 

extrinsic), and IWP (comprising TP, CP, and CPWB). The measurement scales for these variables 

are as follows 

Psychological Capital Capital (PsyCap) 

PsyCap was measured using a questionnaire created by Luthans, et al. (Luthans & Youssef-Morgan, 

2017). This questionnaire includes four dimensions of PsyCap, including self-efficacy (five meas-

urement items), optimism (four measurement items), resilience (six measurement items), and hope 

(four measurement items). Respondents were asked to rate their level of agreement on a five-point 

Likert scale, ranging from "strongly disagree" (1) to "strongly agree" (5). The questions for meas-

uring positive PsyCap are presented in Table 1. 

 

Table 1. The employees’ positive PsyCap scale 
Variables  Measurement items 

Self-efficacy dimension 1 I believe I can solve complicated problems 

 2 I believe that I can express and do my job well 

 3 I believe I can contribute to the future development of the company 

 
4 I believe that I can communicate and coordinate the relationship with the 

outside world 

 5 I believe I can deliver effective information in a timely manner 

Optimism dimension 1 I have a positive attitude 

 2 I always look on the bright side of my work 

 3 I am optimistic about the future development of my work 

 4 At work, I always believe that “behind the dark is the light” 

Resilience dimension 1 I will often become depressed and distracted 

 2 In the face of work, I will try every means to solve the problem 

 3 In my work, I go all out regardless of my emotions 

 4 I am calm under pressure and able to bounce back everytime I fail 

 5 I’m full of energy every day 

Hope dimension 1 I can come up with many solutions when I am faced with difficulties at work 

 2 I think I can succeed in my job 

 3 I am confident of achieving and exceeding my goals 

 4 I am achieving the work goals I set for myself 
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Job Satisfaction (JS) 

The JS of the participants in this study was measured using the Minnesota Satisfaction Ques-

tionnaire (MSQ), which consists of 20 items, with 12 measuring intrinsic satisfaction and 8 meas-

uring extrinsic satisfaction (Martins & Proença, 2014). Participants responded to the questionnaire 

using a five-point Likert scale, where 1 indicated strong disagreement and 5 indicated strong agree-

ment. The question items for job satisfaction are presented in Table 2 below. 

 

Table 2. Job Satisfaction (intrinsic and extrinsic satisfaction) scale 

Variables  Measurement items 

Intrinsic satisfaction 1 The chance to work alone on the job 

 2 The chance to do different things from time to time 

 3 The chance to be “somebody” in the community 

 4 The way my job provides for steady employment  

 5 The chance to do something that makes use of my abilities  

 6 The freedom to use my own judgment  

 7 The feeling of accomplishment I get from the job 

Extrinsic satisfaction 1 The way my boss handles his/her workers  

 2 The competence of my supervisor in making decisions  

 3 The way company policies are put into practice  

 4 My pay and the amount of work I do  

 5 The chances for advancement on this job  

 6 The working conditions  

 7 The way my co-workers get along with each other  

 8 The praise I get for doing a good job  

Individual Work performance (IWP) 

IWP was assessed using the IWPQ questionnaire, which comprises 27 items as developed by 

Koopmans et al. (2014). TP was evaluated through 7 items, CP through 12 items, and CPWB 

through 8 items. Responses for TP, CP, and CPWB were recorded on a five-point scale, ranging 

from 1 (never) to 5 (always). The specific question items for individual work performance can be 

found in Table 3 below. 

 

Table 3. IWP (TP, CP, and CPWB) scale 

Variables  Measurement items 

Task Performance 1 I managed to plan my work so that it was done on time 

 2 I was able to separate main issues from side issues at work. 

 3 knew how to set the right priorities 

 4 was able to perform my work well with minimal time and effort 

 5 Collaboration with others was very productive. 

Contextual performance 1 I took on extra responsibilities 

 2 I started new tasks myself when my old ones were finished. 

 3 I took on challenging work tasks, when available 

 4 I worked at keeping my job knowledge and skills up-to-date 

 5 I did more than was expected of me. 

 6 I actively participated in work meetings. 
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 7 actively looked for ways to improve my performance at work 

 8 I knew how to solve difficult situations and setbacks quickly. 

CPWB  1 I focused on the negative aspects of a work situation, instead of on the 
positive aspects. 

 2 I spoke with colleagues about the negative aspects of my work. 

 
3 I spoke with people from outside the organization about the negative     

aspects of my work. 

 4 I did less than was expected of me and make greater problems at work. 

 5 I managed to get off from a work task easily. 

 6 I sometimes did nothing, while I should have been working 

 

The measurement items in the study were initially created in English and then translated into 

Indonesian through a back-to-back translation method. The illustration of the initial measurement 

model for the study is depicted in Figure 1. 

 
 

 

 

 

 

 

 

 

 

 

 

 

    
 

Figure 1. Measurement model. 

Source : Authors’ own construction 

Data collection spanned three months and yielded a total of 384 responses. After excluding 39 

participants with repetitive responses, 345 responses remained suitable for analysis. The sample 

consisted of 182 male and 163 female respondents, ranging in age from 21 to 60 years, with an 

average age of 37 years. The diversity of participants is reflected in the age distribution. Descriptive 

statistics of the questionnaire results are presented in Table 4. 

 

 

Table 4. Descriptive Statistic 

 N Minimum Maximum Mean 
Std.  

Deviation  
Self-Efficacy 345 5.00 25.00 18.98 3.99  

Optimism 345 5.00 20.00 14.86 2.95  

Resillience 345 10.00 25.00 18.75 3.02  

Hope 345 4.00 20.00 14.88 3.23  

Intrinsic Satisfaction 345 7.00 35.00 26.10 6.13  

Extrinsic Satisfaction 345 8.00 40.00 30.37 6.53  

Task performance 345 8.00 25.00 18.29 3.66  
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Contextual performance 345 12.00 40.00 29.92 5.72  

Counterproductive work behavior 345 6.00 29.00 12.54 4.40  

Valid N (listwise) 345          

Analytical Approach 

This study employed Structural Equation Modeling (SEM) as its analytical approach. SEM is a 

statistical methodology used for hypothesis testing and the analysis of a structural theory that ex-

plains a phenomenon. Typically, this theory involves causal processes that generate observations 

across multiple variables. The term "structural equation modeling" signifies two important aspects 

of this approach: (a) it represents causal processes through a series of structural equations (akin to 

regression equations), and (b) it allows for the visualization of these structural relationships, aiding 

in a clearer conceptualization of the underlying theory. The hypothesized model can be statistically 

tested by simultaneously analyzing the entire system of variables to assess its consistency with the 

data. If the goodness-of-fit is satisfactory, it supports the plausibility of the postulated relationships 

among variables. Conversely, an inadequate fit implies that the proposed relationships are not sup-

ported by the data (B. M. Byrne, 2016).  

Analysis of Moment Structures (AMOS) is a software tool that facilitates SEM analysis for re-

searchers. It provides an user-friendly interface for specifying SEM models, estimating their pa-

rameters, and assessing their fit. Additionally, AMOS offers several goodness-of-fit metrics, includ-

ing the chi-square test, comparative fit index (CFI), root mean square error of approximation 

(RMSEA), and standardized root mean square residual (SRMR), which are valuable for evaluating 

model fit. 

The primary aim of this study is to investigate the influence of Psychological Capital (PsyCap) 

on Individual Work Performance (IWP), encompassing task performance (TP), contextual perfor-

mance (CP), and counterproductive work behavior (CPWB), while considering the mediating role 

of job satisfaction (JS). Therefore, the most appropriate approach and method for validating and 

testing the conceptual model is SEM-AMOS 

Result 

This study employed a series of sequential analytical techniques. Initially, both Confirmatory Factor 

Analysis (CFA) and Exploratory Factor Analysis (EFA) were utilized to assess the measurement 

model's reliability, following Byrne's recommendations. Reliability tests were conducted using 

Cronbach's Alpha and the Comparative Fit Index (CFI) range. Convergent validity of the variables 

was subsequently evaluated using the Average Variance Extracted (AVE) and Composite Reliability 

(CR) measures for all variables, in accordance with the approach outlined by Hair, J. F. et al. (2017). 

Finally, Structural Equation Modeling (SEM) was applied using the graphical interface of AMOS 

version 24 to test the study's hypotheses. SEM was chosen due to its ability to comprehensively 

and simultaneously evaluate all theorized hypotheses for complex and multidimensional phenom-

ena, while also accounting for potential measurement error. 
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Table 5. Results of Correlation Analysis 

  PsyCap Int_Sat Ext_Sat TP CP CPWB   
PsyCap 1      

  
Int_Sat 0.214** 1     

  
Ext_Sat 0.231** 0.713** 1    

  
TP 0.145** 0.339** 0.427** 1   

  
CP 0.066 0.236** 0.341** 0.643** 1  

  
CPWB 0.013 0.029 0.078 -0.040 -0.126* 1   

Note. PsyCap=Psychological capital; Int_Sat=Intrinsic Satisfaction; Ext_Sat:Extrinsic Satisfaction;  
TP:Task performance; CP:Contextual Performance; CPWB: Counterproductive Work Behavior 

**. Correlation is significant at the 0.01 level (2-tailed).   
*. Correlation is significant at the 0.05 level (2-tailed). 

  
Table 5 reveals significant correlations between PsyCap and both intrinsic and extrinsic JS, as 

well as TP, at a significance level of 0.01. Moreover, both intrinsic and extrinsic JS exhibit signifi-

cant correlations with TP and CP at the 0.01 significance level. TP displays a significant correlation 

only with CP at the 0.01 significance level, while CP exhibits a significant correlation with CPWB 

at the 0.05 significance level. 

Reliability Analysis 

The validity of each theoretical construct was assessed through the application of three distinct 

methods: Confirmatory Factor Analysis (CFA), Exploratory Factor Analysis (EFA), Cronbach's 

Alpha, and Comparative Fit Index (CITC) (Hu L.T. & M., 1999). According to Vaske et al. (Vaske 

et al. 2016), the factor loadings should exceed 0.5 in order to ensure reliable results. The findings 

indicate that the factor loadings obtained through EFA, as presented in Table 6, range from 0.590 

to 0.934. The loadings obtained through CFA were between 0.566 and 0.969. Only two questions, 

X2.3 (0.377) and X3.1 (0.449), had CFA factor loadings below 0.5. Nevertheless, as suggested by 

Cheah et al. (2018), loadings below 0.7 should only be retained in exceptional circumstances where 

their retention is deemed essential for content validity. Therefore, questions X2.3 and X3.2 will still 

be considered. 

Another step to assess the reliability of each theoretical construct and measures the constructs’ 

internal consistency is by performing Cronbach’s alpha and CITC ranges. The constructs’ reliability 

is achieved when Cronbach’s alpha is more significant than 0.7 ((Vaske et al. 2016). As results in 

Table 6, the Cronbach’s alpha of all the constructs were varied from 0.906 to 0.960. This indicate 

that all constructs was above the rule of thumb of 0.70. In addition, we used the corrected item-

total correlation (CITC) reliability test, whose values were higher than the minimum acceptable 

value of 0.30. Thus, based on the results, we conclude that the theoretical construct in this study 

has adequate reliability and can be used for examination. The factor loadings, Cronbach’s alpha (α), 

and all CITC values are shown in Table 6. 

 

Table 6. Construct Reliability 

Measurement Items 
Factor Loadings 

of EFA 
Factor Loadings of 

CFA 
Cronbach’s 

α 
CITC range 

1. Psychological capital (X)   0,916 0,467  - 0,701 
X1.1 0.913 0.962   

X1.2 0.901 0.953   

X1.3 0.919 0.953   

X1.4 0.893 0.897   
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X1.5 0.899 0.905   

X2.1 0.907 0.887   

X2.2 0.865 0.566   

X2.3 0.735 0.377   

X2.4 0.803 0.566   

X3.1 0.776 0.449   

X3.2 0.665 0.572   

X3.3 0.856 0.578   

X3.4 0.812 0.575   

X3.5 0.832 0.581   

X4.1 0.868 0.563   

X4.2 0.856 0.579   

X4.3 0.850 0.629   

X4.4 0.724 0.696   

2. Intrinsic Satisfaction (Z1)   0,960 0,806 - 0,882 
Z1.1 0.832 0.954   

Z1.2 0.917 0.951   

Z1.3 0.934 0.955   

Z1.4 0.876 0.969   

Z1.5 0.841 0.959   

Z1.6 0.797 0.937   

Z1.7 0.764 0.928   

3. Extrinsic Satisfaction (Z2)   0,942 0,663 - 0,838 
Z2.1 0.849 0.966   

Z2.2 0.850 0.953   

Z2.3 0.888 0.960   

Z2.4 0.895 0.959   

Z2.5 0.849 0.959   

Z2.6 0.702 0.957   

Z2.7 0.632 0.909   

Z2.8 0.590 0.880   

4. Contextual Performance 
(CP)   

0,939 0,744 - 0, 815 

CP1 0.643 0.792   

CP2 0.650 0.809   

CP3 0.791 0.866   

CP4 0.819 0.853   

CP5 0.895 0.840   

CP6 0.877 0.803   

CP7 0.865 0.748   

CP8 0.830 0.719   

5. Task Performance (TP)   0,908 0,703 - 0,841 
TP1 0.663 0.715   

TP2 0.824 0.810   

TP3 0.816 0.923   

TP4 0.701 0.823   

TP5 0.741 0.773   

 
6. Counterproductive Work 
Behavior (CPWB)   

0,936 
 

0,779 - 0,835 

CPWB1 0.840 0.814   

CPWB2 0.865 0.885   

CPWB3 0.864 0.855   

CPWB4 0.859 0.875   

CPWB5 0.829 0.822   

CPWB6 0.805 0.785     
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Validity Analysis 

The assessment of validity in this study encompasses both convergent and discriminant validities. 

Convergent validity measures the extent to which scores of a construct measured in one way cor-

relate with those of another construct representing the same concept (Hu L.T. & M., 1999). It 

essentially gauges the positive correlation between items within a latent factor (Koopmans et al., 

2014). To evaluate convergent validity, two key indicators, Average Variance Extracted (AVE) and 

Composite Reliability (CR), are employed (Cheah et al., 2018). AVE and CR should surpass the 

recommended minimum values of 0.50 and 0.70, respectively (Fornell & Larcker, 1981).  

All variables in this study demonstrate strong convergent validity. The AVE values for each 

variable exceed the minimum recommended threshold of 0.50 (PsyCap = 0.694, Intrinsic Satisfac-

tion = 0.906, Extrinsic Satisfaction = 0.890, CP = 0.940, TP = 0.951, CPWB = 0.956). Additionally, 

the CR values for all variables, ranging from 0.906 to 0.960, surpass the 0.70 threshold, indicating 

robust convergent validity. The results of reliability loadings, including AVE and CR, are presented 

in Table 7. 

 

Table 7. Validity Constructs 

Variables Items 
Estimate 

(Loadings) 
Squared 
Loadings 

Delta=1 - 
Squared 
Loading 

AVE CR 

Psychological capital (X) X1.1 0.962 0.925 0.075 0.500 0.944 
 X1.2 0.953 0.908 0.092   
 X1.3 0.953 0.908 0.092   
 X1.4 0.897 0.805 0.195   
 X1.5 0.905 0.819 0.181   
 X2.1 0.887 0.787 0.213   
 X2.2 0.566 0.320 0.680   
 X2.3 0.377 0.142 0.858   
 X2.4 0.566 0.320 0.680   
 X3.1 0.449 0.202 0.798   
 X3.2 0.572 0.327 0.673   
 X3.3 0.578 0.334 0.666   
 X3.4 0.575 0.331 0.669   
 X3.5 0.581 0.338 0.662   
 X4.1 0.563 0.317 0.683   
 X4.2 0.579 0.335 0.665   
 X4.3 0.629 0.396 0.604   
 X4.4 0.696 0.484 0.516   

 
 

Intrinsic Satisfaction 
(Z1) 

 
 
 

Z1.1 

 
 
 

0.891 

 
 
 

0.794 

 
 
 

0.206 

 
 
 

0.775 

 
 
 

0.960 
 Z1.2 0.881 0.776 0.224   
 Z1.3 0.888 0.789 0.211   
 Z1.4 0.919 0.845 0.155   
 Z1.5 0.898 0.806 0.194   
 Z1.6 0.849 0.721 0.279   
 Z1.7 0.832 0.692 0.308   

Extrinsic Satisfaction 
(Z2) 

Z2.1 0.862 0.743 0.257 0.660 0.939 

 Z2.2 0.829 0.687 0.313   
 Z2.3 0.853 0.728 0.272   
 Z2.4 0.852 0.726 0.274   
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 Z2.5 0.851 0.724 0.276   
 Z2.6 0.844 0.712 0.288   
 Z2.7 0.721 0.520 0.480   
 Z2.8 0.662 0.438 0.562   

Contextual Performance 
(CP) 

CP1 0.792 0.627 0.373 0.648 0.936 

 CP2 0.809 0.654 0.346   
 CP3 0.866 0.750 0.250   
 CP4 0.853 0.728 0.272   
 CP5 0.840 0.706 0.294   
 CP6 0.803 0.645 0.355   
 CP7 0.748 0.560 0.440   
 CP8 0.719 0.517 0.483   

Task Performance (TP) TP1 0.715 0.511 0.489 0.659 0.906 
 TP2 0.810 0.656 0.344   
 TP3 0.923 0.852 0.148   
 TP4 0.823 0.677 0.323   
 TP5 0.773 0.598 0.402   

Counterproductive 
Work Behavior (CPWB) 

CPWB1 0.814 0.663 0.337 0.706 0.935 
CPWB2 0.885 0.783 0.217   

 CPWB3 0.855 0.731 0.269   
 CPWB4 0.875 0.766 0.234   
 CPWB5 0.822 0.676 0.324   
 CPWB6 0.785 0.616 0.384   

 

Furthermore, discriminant is a measure of the extent to which a construct shares more variance 

with its own items than with items from other constructs in the model. To assess discriminant 

validity, the study employs the Fornell-Larcker criteria, as recommended by Hair, et al. (2017). This 

criterion involves comparing the square root of the AVE (Average Variance Extracted) values 

(which are displayed on the diagonal in Table 8) with the correlation values between constructs. In 

Table 8, it is evident that the correlation values between constructs are all smaller than the square 

root of the AVE values for each construct. This aligns with the stipulation for discriminant validity, 

indicating that the constructs are adequately distinct from one another. 

 

Table 8. Discriminant Validity based on Fornell-Larcker criterion analysis 

  Discriminant validity 
 Squared inter correlation (SIC) 

Factors  PsyCap Int_Sat Ext_Sat TP CP CPWB 

PsyCap 0.707           

Int_Sat 0.136* 0.880         

Ext_Sat 0.180** 0.695** 0.812       

TP 0.116* 0.339** 0.428** 0.805     

CP -0.029 0.217** 0.311** 0.598** 0.812   

CPWB -0.025         0.065 0.062 -0.073  -0.155** 0.840 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Table 9. Fit Indices 

Fit Index Final model value Cut-off for good fit Reference     

  CMIN/DF 1.365 <2    

Goodness of Fit Index (GFI) 0.855 >0.90 Hair et al. (2010)   

Incremental fit index (IFI) 0.974 >0.90 Bollen (1989)   

Comparative Fit Index (CFI) 0.974 >0.90 Bentler (1990) 

Adjusted goodness of fit index 
(AGFI) 

0.834 >0.80 
Hu and Bentler (1999), Zik-
mund (2003) 

Normed fit index (NFI) 0.909 >0.80 Hooper et al. (2008) 

Root mean square error of ap-
proximation (RMSEA) 

0.033 <0.05  

Diamantopoulos and Siguaw 
(2000), 
Hu and Bentler (1999) 

 

 

The CFA model also had an exceptional fit (Table 8). The ꭓ² (1644.984), df (1205), ꭓ²/df (1.365) 

is below 2, GFI (0.855), IFI (0.974), and CFI (0.974) are above the stipulation 0.90 which found to 

have acceptable fit indices (John Hulland, 1999). Further, AGFI (0,834) and NFI (0.909) exceed 

the minimum value of 0.80. These fit indices collectively indicate a strong model fit. Therefore, it 

can be concluded that the variables are valid, and the unidimensionality of the constructs has been 

confirmed, allowing for further testing and analysis.  

Hypotheses testing 

The validity of the measurement model was established through Confirmatory Factor Analysis 

(CFA), and the relationships between the variables were further assessed using Structural Equation 

Modeling (SEM). SEM was chosen as the analytical approach for several reasons. SEM provides a 

comprehensive and simultaneous examination of all relationships in social science research, making 

it suitable for testing theories involving multiple equations and their interdependencies (Tabachnick 

and Fidell, 2001, Koopmans et al., 2014). Additionally, SEM allows for the evaluation of predictive 

validity (Becker et al., 2013). Given the presence of multiple variables in this study and the need to 

address complex research questions, SEM was the appropriate choice. The resulting model is de-

picted in Figure 2. 
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Figure 2. Result of Structure Equation Modeling 

Source: AMOS 24 software 

Direct Effect Analysis 

This study examines the hypothesis by using bootstrapping at 5.000 with sample replacement. It is 

acknowledged that the t-values at 5% (0.05), and 1% (0.01) indicates a significant effect of the paths 

(Cheah et al., 2018). From the Table 9 it can be seen the hypothesis H1 that “PsyCap significantly 

impact the TP of employees in SMEs” is accepted at 0.01 level (path coefficient of 0.056 and t-

value of 1.625). Hypothesis H5 that “JS (intrinsic and extrinsic) has a significant impact on IWP 

(TP,CP, and CPWB) of SMEs’ employees” is also accepted at 0.01 level (path coefficient of 0.255 

and t-value of 5.593). On the other hand, hypothesis H2 that “PsyCap significantly impact the CP 

of employees in SMEs” is not supported (path coefficient of 0.047 and t-value of 1.608). Hypoth-

esis H3 that “PsyCap significantly impact the CPWB of employees in SMEs” is not supported 

(path coefficient of -0.004 and t-value of -0.833). Similarly, Hypothesis H5, that “JS (intrinsic and 

extrinsic) has a significant impact on IWP (TP,CP, and CPWB) of SMEs’ employees” is also not 

supported (path coefficient of 6.884 and t-value of 1.495). 

 

Table 9. Structural Equation Modelling Results 

  The Research Structural Model 

Hypothesis  Beta C-R (t-value) P Result 

HI PsyCap -> IWP (TP) 0.056 1.625 ***          H1 Accepted 

H2 PsyCap -> IWP (CP) 0.047 1.608 0.108  H2 Rejected 

H3 PsyCap -> IWP (CPWB) -0.004 -0.833 0.405  H3 Rejected 

H4 PsyCap -> JS 0.255 5.593 ***   H4 Accepted 

H5 Job Satisfaction -> IWP 6.884 1.495 0.135  H5 Rejected 

***significant at 0.01 level    
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Mediation Analysis 

Preacher and Kelley (2011) emphasize the importance of considering both the statistical signifi-

cance and the magnitude of indirect effects in empirical research. The significance of effect size 

can vary depending on the research context, with small effect sizes being substantively important 

in certain high-stakes research scenarios, while large effect sizes might be considered less meaning-

ful in other studies. Moreover, the interpretation of effect size can be subjective and dependent on 

the researchers' perspective. In the present study, the authors identified that JS, both intrinsic and 

extrinsic, serves as a mediating factor in the relationship between PsyCap and IWP, specifically TP 

and CP. However, they did not find evidence of JS acting as a mediating factor in the relationship 

between PsyCap and CPWB. 

Table 10 reveals that the indirect effect value between JS and PsyCap in relation to IWP-TP, 

which is 0.385, falls within the range of 0.306 to 0.484. This indicates that JS has a statistically 

significant mediating influence on the relationship between PsyCap and IWP-TP at a significance 

level of 0.01. Nevertheless, the direct effect between PsyCap and IWP-TP is also statistically sig-

nificant at the same level of significance. This suggests that the mediating effect of JS on the rela-

tionship between PsyCap and IWP-TP is only partial, thus providing support for Hypothesis 6 

(H₆). 
In the examination of the relationship between PsyCap and IWP-CP, JS is found to have a sig-

nificant mediating effect at the 0.01 level of significance. The magnitude of the indirect effect, 

represented by the value of 0.327, falls within the range between the lower bound (0.236) and upper 

bound (0.432) values. Importantly, the direct effect between PsyCap and IWP-CP is not statistically 

significant. Therefore, it can be concluded that JS fully mediates the relationship between PsyCap 

and IWP-CP, supporting Hypothesis 7 (H₇). 
However, there is no mediating role for JS in the relationships between PsyCap and IWP- 

CPWB. The value of the indirect effect is -0.026, which is below the lower bound value of -0.080, 

not meeting the stipulated criterion (Preacher & Kelley, 2011). Additionally, there is no direct effect 

observed between PsyCap and CPWB. Consequently, it is evident that JS does not play a mediating 

role in the relationship between PsyCap and CPWB, resulting in the rejection of Hypothesis 8 (H₈). 
The results for the indirect effect of JS in the relationships between PsyCap and IWP (TP, CP, and 

CPWB) are summarized in table 10. 

 

Table 10. Indirect Effect Results 

        Confidence interval     

Hypothesis 
Direct ef-

fect 
Indirect 
effect 

Lower 
Bound 

Upper 
Bound 

P Conclusion 

H6 
PsyCap -> JS -> IWP 
(TP) 

0.056 
(1.625) 

0.385 0.306 

 

0.484 

  

 

*** 

  

Partial  
Mediation 

H7 
PsyCap -> JS -> IWP 
(CP) 

0.047 
(1.608) 

0.327 0.236 0.432 *** Full Mediation 

H8 
PsyCap -> JS -> IWP 
(CPWB) 

-0.004 (-
0.833) 

-0.026 -0.080 0.021 0.360 No Mediation 

***significant at 0.01 level 
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Discussion 

The role of human capital is crucial for enhancing the performance of SMEs. Previous studies have 

shown that human capital has a greater impact on SME performance than any other component 

of intellectual capital (Sweetman et al., 2011). However, the economic vulnerabilities brought on 

by the COVID-19 pandemic have required human capital to be more adaptive, resilient, and com-

petitive. This can be achieved through the cultivation of PsyCap (Muda and Rahman, 2016). This 

research aims to examine the relationship between PsyCap and IWP, including TP, CP, and CPWB. 

Additionally, the study will analyze the mediating role of JS in the relationship between PsyCap and 

IWP. 

The findings supported four out of the eight hypotheses formulated for the study. The first 

finding revealed that PsyCap significantly contributes to individuals' task performance. According 

to Luthan and Youssef (2017), employees with high levels of self-efficacy are more motivated, 

which is important for successful performance. Peterson et al. (2011), also found that optimistic 

employees tend to be more creative, which can positively impact task performance (TP). Zubair 

and Kamal (2015) discovered that TP is a manifestation of psychological resources within human 

capital in organizations. 

The findings regarding PsyCap, contextual performance (CP), and counterproductive behavior 

(CPWB) did not align with the initial expectations. Hypothesis 2, which proposed that positive 

PsyCap has a significant impact on CP, was rejected. This result contradicts previous research by 

Luthans et al. (2007), which concluded that optimistic employees tend to exhibit more positivity in 

both their private and professional lives, leading to positive emotions and the ability to benefit 

from opportunities. Campbell (1990) and Pandey (2019) also found that employees with high re-

silience dimensions are more adaptable to changes and better at recovering from adverse emotional 

experiences, which should contribute to improved work performance. 

In the context of emotional well-being, Hao Chen et al. (2020) found that work engagement can 

reduce emotional exhaustion, resulting in a decrease in CPWB. Work engagement is one of the 

dimensions of positive organizational behavior (POB) that is influenced by PsyCap (Grözinger et 

al., 2021). Similar results were also concluded by Byrne et al. (2016), Hakanen et al. (2017), Schaufeli 

et al. (2004), and Tripathi and Sharma (2016). Other studies confirmed that as PsyCap in an indi-

vidual increased, the level of CPWB decreased (Alqasmi et al., 2013).  

However, these findings contrast with Hypothesis 3, as the results indicate that PsyCap does not 

have a significant impact on CPWB. This study is one of the few that have explored the relationship 

between PsyCap and CPWB, and based on the results, further research is necessary to examine this 

relationship while considering other workplace settings and demographic variables. The complexity 

of these relationships may require a more nuanced investigation. 

Furthermore, the finding regarding Hypothesis 4, which predicts that positive PsyCap has a sig-

nificant impact on job satisfaction (JS) both intrinsically and extrinsically, was accepted. This result 

is consistent with previous research by Klassen and Chiu (2010), who found that self-efficacy has 

a positive impact on employee satisfaction. They explained that employees with high levels of 

PsyCap tend to exhibit greater confidence and the ability to tackle challenges, leading to a sense of 

happiness in their present and future life, which, in turn, contributes to JS. Kaplan (2013), Bergheim 

et al. (2015), and Paliga, et al. (2022) have also reported that the PsyCap characteristics of hope, 

self-efficacy, resilience, and optimism have a positive and significant relationship with JS. 
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However, the fifth hypothesis, which expected that JS (intrinsic and extrinsic) would have a 

significant impact on IWP (TP, CP, and CPWB), was rejected. This result contradicts earlier find-

ings by Ertekin and Avunduk (2021), Zadran et al. (2014) and Kahya Cem (2022), who found that 

higher JS was associated with higher work performance. It's worth noting that Ertekin and Avun-

duk (2021) mentioned a low-level relationship between the sub-dimensions of JS and the job per-

formance scale. This suggests that individuals may have varying levels of JS and job performance 

depending on their socio-demographic characteristics. Therefore, further research that includes 

demographic factors may be necessary to explore this topic in greater detail. The interplay between 

JS and work performance appears to be complex and multifaceted. 

The significant positive mediating role of JS in the relationship between PsyCap and IWP-TP 

(Hypothesis 6) is accepted. Similar results were also found for JS as a mediating factor in the rela-

tionship between PsyCap and IWP-CP (Hypothesis 7). These findings align with previous studies 

conducted by Trung Thanh Ngo (2021), and Durrah et al. (2015) that found that JS, as a mediating 

role, contributes to a positive impact in the relationship between PsyCap and work performance. 

However, it has been revealed before that the direct effect between PsyCap and IWP-TP is signif-

icantly positive. Thus, it can be concluded that the mediation effect of JS between PsyCap and 

IWP-TP is partial. On the other hand, PsyCap, as demonstrated, has no direct impact on IWP-CP. 

In this regard, JS fully mediates the relationship between PsyCap and IWP-CP. 

In contrast, the role of JS as a mediator between PsyCap and IWP-CPWB is rejected. This result 

is consistent with the rejection of the direct impact between PsyCap and IWP-CPWB. These find-

ings do not align with earlier studies by Kahya Cem (2022), Manzoor et al. (2015), and Shuang Li 

and Chen (2018), which suggested a positive relationship between PsyCap and CPWB. The re-

searcher encountered this unexpected finding, and it underscores the need for further exploration. 

While many studies acknowledge the positive relationship between PsyCap and CPWB, only a lim-

ited number have examined mediating factors in this relationship. Moreover, most of these studies 

were conducted in Western countries, and the results remain inconclusive. This study represents 

one of the few attempts to investigate the role of job satisfaction as a mediator in the relationship 

between PsyCap and CPWB in an Eastern country. Therefore, there is ample scope for further 

research to explore this relationship in greater depth. 

It is also important to note that this study was conducted during the post-pandemic era of 

COVID-19, a period marked by significant challenges for businesses of all sizes. The pandemic has 

had widespread and severe effects, leading to business closures, reduced revenue, weakened mar-

keting performance, and substantial job losses (Engidaw, 2022).  Bartik et al. (2020) reported that 

43% of businesses experienced temporary closures, and the employment rate saw a substantial 

decline of 50%. In this challenging economic climate, characterized by heightened competition and 

increased job market pressure, workplaces have become more demanding for employees. They 

may feel compelled to perform at higher levels to secure their jobs. Consequently, factors like em-

ployees' positive psychological state and job satisfaction might take a back seat compared to the 

various workplace challenges and pressures. It's plausible that employees are refraining from en-

gaging in counterproductive work behaviors to avoid potential job loss. This aligns with the hy-

pothesis rejection, indicating a potential link between psychological capital and job satisfaction, 

especially concerning counterproductive work behaviors. 

Moreover, the COVID-19 pandemic has led to social restrictions, limiting people's ability to 

communicate and interact with one another. Positive social interactions are known to significantly 

contribute to personal happiness (Diener, 2009). Proto et al. (2019) have found that individuals 
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experiencing positive emotions, such as happiness, tend to be more cooperative and utilize infor-

mation more effectively. In the post-pandemic era, it's possible that participants may not be as 

willing to cooperate fully in sharing information, given the reduced social interactions during this 

period. 

Theoretical Implications 

The present study makes several noteworthy theoretical contributions to the existing body of 

knowledge. Firstly, this research advances our understanding of the influence of specific constructs 

within PsyCap, namely hope, self-efficacy, resilience, and optimism, on various dimensions of job 

satisfaction (JS). It comprehensively examines both intrinsic and extrinsic JS and goes further to 

explore their impact on individual work performance (IWP), encompassing task performance (TP), 

contextual performance (CP), and counterproductive work behavior (CPWB). Importantly, this 

study is pioneering in its investigation of these complex relationships within the specific context of 

Indonesia. 

Secondly, in contrast to many previous studies that have primarily focused on the relationship 

between PsyCap and IWP, this research takes a broader perspective. It introduces the concept of 

JS as a mediator between PsyCap and IWP, covering both intrinsic and extrinsic facets of JS. Ad-

ditionally, it delves into an area of IWP that has received relatively limited attention in the existing 

literature, namely CPWB. Consequently, this research significantly enriches our understanding of 

the PsyCap framework and its implications. 

Thirdly, the utilization of Indonesian samples in this study is noteworthy due to the unique cul-

tural background of this context. Indonesia, like many Asian societies, has a predominantly collec-

tivistic culture. Individuals in such cultures often prioritize group identity, social comparison, and 

conformity to group norms. They place value on group objectives, relationships, and harmony, as 

well as fulfilling their obligations and duties. These cultural characteristics can manifest in work-

place behaviors. Thus, this study sheds light on how cultural factors may influence the relationships 

examined. 

Lastly, conducted in the post-COVID-19 era, this study acknowledges the significant impact of 

the pandemic on various aspects of life. The pandemic has been associated with a range of effects, 

including mental health challenges. It is recognized that such factors can intersect with individual 

happiness and affect subjective well-being and PsyCap. Given the limited research conducted in 

the post-pandemic era, this study contributes to filling a research gap by exploring the relationships 

between PsyCap, JS, and IWP in this unique context. 

In summary, this research extends the boundaries of our knowledge in the areas of PsyCap, job 

satisfaction, and IWP by examining complex relationships within a distinct cultural context and 

considering the implications of the post-COVID-19 environment. 

Practical Implications 

Contemporary organizations, including small and medium-sized businesses (SMEs), are increas-

ingly recognizing the paramount importance of nurturing their employees' happiness and well-

being. This recognition extends to the realm of PsyCap, which is now receiving heightened atten-

tion from management practitioners. This study offers substantial practical implications that can 

significantly impact employees' PsyCap, JS, and IWP. 
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Firstly, the findings of this research hold the potential to contribute to the creation of healthier 

and more effective organizations, particularly in the aftermath of the COVID-19 pandemic. As 

organizations strive to navigate the challenges posed by the pandemic's aftermath, understanding 

and enhancing PsyCap can be a valuable strategy. By cultivating positive psychological resources 

among employees, organizations can bolster their ability to thrive in a dynamic and uncertain en-

vironment. 

Secondly, PsyCap is recognized as a malleable and trainable psychological resource. This implies 

that organizations, including SMEs, have the opportunity to proactively develop PsyCap among 

their workforce through targeted training and interventions. Such initiatives can have a positive 

cascading effect by enhancing not only job satisfaction but also individual work performance. Ul-

timately, this can contribute to improved organizational effectiveness and competitiveness. 

Lastly, the insights derived from this study hold specific relevance for leaders and decision-mak-

ers within SMEs. By providing evidence-based literature on PsyCap and its multifaceted effects, 

this research equips SME leaders with valuable knowledge to make informed decisions regarding 

employee well-being and performance. It underscores the importance of investing in the PsyCap 

of their workforce to drive positive outcomes in various aspects of work and life. 

In summary, this study illuminates the practical pathways through which organizations, including 

SMEs, can leverage PsyCap to enhance employee well-being, JS, and IWP. It underscores the 

adaptability of PsyCap and its potential to serve as a catalyst for organizational success and resili-

ence in the face of contemporary challenges. 

Limitations and Future Directions 

It's important to note that this study used self-reported measures, which can lead to variations in 

ratings due to individual subjectivity. Future research should aim to include more diverse samples 

and consider the cultural factors that might influence participants' responses. Given the limited 

consideration of cultural aspects in previous studies, it's crucial for future research conducted in 

the Indonesian context to account for these cultural nuances. Furthermore, there is a need for 

additional investigations to uncover the underlying causes of the observed lack of relationship be-

tween PsyCap, job satisfaction, and individual work performance (IWP). Exploring how culture 

might impact these findings represents a promising avenue for further exploration. 

Regarding the culture aspects, replication studies in other Eastern countries with diverse cultural 

backgrounds could provide comparative insights. The limited sample in this study was specific to 

Indonesia, so conducting cross-cultural research with samples from various nationalities could shed 

light on the potential influence of culture on the relationships among these variables. 

Moreover, it would be beneficial to conduct research focusing on different types of small and 

medium-sized enterprises (SMEs) to gain a better understanding of how PsyCap, job satisfaction, 

and individual work performance (IWP) are interconnected in various contexts within SMEs. This 

could uncover additional factors that directly or indirectly affect these constructs and help employ-

ees comprehend the levels of PsyCap, job satisfaction, and IWP necessary for optimal performance. 

Finally, exploring variables like social capital, which includes aspects such as trust, connection, 

bonding, and bridging among individuals or communities, should be considered for future research 

(Oshio, 2017), especially in the post-pandemic era. Social capital has a strong correlation with hap-

piness (Tsuruta et al., 2019), which, in turn, significantly impacts an individual's level of PsyCap. 

Investigating the impact of traumatic stressors, like fears related to infection, economic hardship, 
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and lockdown, which are known predictors of PTSD, anxiety, and depression (Kira et al., 2022), is 

another important avenue for research. These factors can substantially contribute to an individual's 

happiness and overall well-being. The authors would welcome future research that delves into these 

crucial aspects. 

Conclusion 

In conclusion, this study delved into the intricate interplay between PsyCap, JS, and IWP in the 

Indonesian context. The findings shed light on various relationships within this framework. Nota-

bly, PsyCap exhibited a significant positive association with IWP-TP and job satisfaction, affirming 

Hypotheses 1 and 4. However, the hypotheses regarding PsyCap and IWP-CP (hypothesis 2), 

PsyCap and IWP-CPWB (hypothesis 3), and job satisfaction and IWP (hypothesis 5) did not find 

empirical support. Furthermore, JS was revealed to play a pivotal role as a mediator. It partially 

mediated the connection between PsyCap and IWP-TP and acted as a full mediator in the relation-

ship between PsyCap and IWP-CP. Surprisingly, there were no significant mediating effects de-

tected for JS in the relationship between PsyCap and IWP-CPWB. 

While this study advances our understanding of the complex dynamics between PsyCap, JS, and 

IWP, it is important to acknowledge its limitations. Self-reported measures were utilized, potentially 

introducing subjectivity in responses. Future research should consider diverse samples and cultural 

nuances. Additionally, investigating the causal factors behind the null relationships and assessing 

the influence of culture on these findings is a promising avenue for future exploration. 

Despite these limitations, this research provides valuable insights into the Indonesian context 

and highlights the mediating role of JS in the PsyCap-IWP relationship. These findings have prac-

tical implications for organizations, emphasizing the importance of fostering PsyCap, JS, and ulti-

mately enhancing IWP in the post-COVID-19 era. 
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