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Abstract:

This research aims to demonstrate the influence of psychological capital (PsyCap)
on the job satisfaction of doctors. The research data were collected using a
convenient sampling method, with a sample size of 248 doctors working in public
hospitals in Vietnam. Using Structural Equation Modeling (SEM), the research
results show that the components of SpyCap (self-efficacy, optimism, hope,
resilience) have a positive impact on the job satisfaction of doctors. Furthermore,
SpyCap positively correlates with doctor’s job satisfaction. Most importantly, the
research has proven that the impact of SpyCap is much greater than the impact of
individual components within SpyCap on doctor’s job satisfaction. The research
results contribute to suggesting managerial implications for enhancing positive
SpyCap and improving doctors’ job satisfaction.

Keywords: psychological capital, SpyCap, job satisfaction, doctors, public
hospitals

Introduction

The economic and social environment is constantly changing, and SpyCap is a new
approach that provides an advantage in an increasingly competitive environment
(Luthans et al., 2008). The SpyCap of employees is considered an important resource
for achieving organizational effectiveness and dynamism (Caza et al., 2010) and can
become a competitive advantage for organizations (Ha & Trung, 2020). In the
current context, maintaining stability in the quality of human resources is crucial.
However, to retain human resources, organizations have to meet the needs of
employees, especially their job satisfaction (Luthans & Youssef, 2007).

In recent years, the SpyCap of doctors has received much attention because it is
related to the quality of medical care (L6pez-Nufiez et al., 2020; Jin et al., 2020; Pan
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etal., 2017). According to Jin et al. (2020), the SpyCap of healthcare professionals,
including doctors, is reflected through four factors: self-efficacy, optimism, hope,
and resilience. Some researchers have pointed out that the SpyCap of employees or
its components (self-efficacy, optimism, hope, resilience) all have a positive
relationship with employee job satisfaction (Ha & Trung, 2020; Nam & Lan, 2022;
Vuong et al.,, 2022). Currently, there have been studies demonstrating the
relationship between SpyCap and the job satisfaction of healthcare professionals,
especially doctors (Bitmis & Ergeneli, 2013; Ali & Ali, 2014; Caponnetto et al.,
2022). However, no research demonstrates the extent of the influence of SpyCap and
its components on the job satisfaction of doctors. Therefore, this research was
conducted to compare the influence level of SpyCap and its components on the job
satisfaction of doctors.

Theoretical framework and Research hypotheses
Theoretical framework
PsyCap

PsyCap is the essence of a person and is a positive psychological state in personal
development (Avey et al., 2009). According to Luthans et al. (2007), there are two
fundamental characteristics in the concept of PsyCap, namely: trait-like and state-
like. Trait-like represents a stable personality trait that is not dependent on specific
tasks or situations. In contrast, state-like is relatively flexible and open to
development. PsyCap consists of four components proposed by Luthans et al.
(2007), including self-efficacy, optimism, hope, and resilience. PsyCap is the level
of positive psychological development in each individual and is composed of (i)
having confidence in oneself to perform and make efforts to overcome difficulties
in completing assigned tasks; (ii) having an optimistic attitude to complete tasks in
the present and future; (iii) having the resilience to pursue goals and adapt as
necessary to complete tasks; (iv) having adaptability, persistence, and the ability to
overcome any challenges and adversities to complete tasks (Luthans et al., 2007).

Job satisfaction

Job satisfaction is an emotional state of pleasure that arises from an individual’s
evaluation of their job when achieving job-related values (Locke, 1969). As
presented by Vroom (1964), job satisfaction is a state in which an employee has a
clear and effective orientation towards their work in the organization and genuinely
finds their job enjoyable. Fisher (2003) suggests that job satisfaction is an
assessment of how well the job aligns with the needs, desires, and expectations of
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the employee. Job satisfaction is a positive or happy emotional state; it is the result
of a person’s work experience (Locke & Latham, 1990). Additionally, according
to Kreitner & Kinicki (2007), job satisfaction is an emotional and affective
response to various aspects of a job. Job satisfaction is an emotional reaction to a
job, resulting from comparing one’s actual outcomes with desired, predicted, or
observed outcomes (Dessler, 2019).

Research Hypotheses
Self-efficacy (SE)

In terms of psychology, self-efficacy refers to an individual’s ability to take control
of situations by motivating themselves, using resources, and undertaking necessary
activities to effectively complete a specific task in a given context (Stajkovic &
Luthans, 1998). Self-belief provides individuals with determination and readiness to
overcome challenges in their work (Lent et al., 1987). When faced with difficult
situations, self-efficacy helps employees maintain resilience, adapt, and overcome
challenges to achieve success (Hill et al., 1987; Tang et al., 2019). When employees
are assigned tasks that align with their personal goals and they achieve success, they
tend to be satisfied with their work (Ha & Trung, 2020). Some researchers have
demonstrated a positive relationship between self-efficacy and job satisfaction
(Bandura, 2008; Badran & Morgan, 2015; Kwok et al., 2015; Law & Guo, 2016;
Cetin & Askun, 2018; Ha & Trung, 2020; Vuong et al., 2022). Therefore, the study
proposes hypothesis H1: Self-efficacy positively affects the job satisfaction of
doctors.

Optimism (OP)

Optimism reflects a tendency to maintain a positive outlook (Schneider, 2001).
Optimistic individuals consistently have trust and a positive attitude in life, knowing
how to navigate through negative situations (Vuong et al., 2022). A sense of
optimism helps them believe in themselves, dare to overcome difficulties, be
satisfied, and succeed in their tasks (Icekson et al., 2020). Optimistic individuals
have positive emotions about their work and life, leading to job satisfaction (Ha &
Trung, 2020). When an individual is very optimistic about their future within an
organization, they are committed to maintaining their job (Larson & Luthans, 2006).
Some researchers have argued and demonstrated a positive relationship between
optimism and job satisfaction (Al-Mashaan, 2003; Luthans et al., 2007; Luthans &
Youssef, 2007; Kaplan & Bickes, 2013; Badran & Morgan, 2015; Ha & Trung,
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2020; Vuong et al., 2022). Therefore, the study proposes hypothesis H2: Optimism
positively influences the job satisfaction of doctors.

Hope (HO)

Hope helps individuals become more optimistic in life and be more satisfied with
their work (Law & Guo, 2016). Hope reflects an individual’s belief in their ability
to find ways to achieve desired goals and the motivation to use those methods
(Snyder et al., 2017). Hope enables employees to strive towards their goals even
when faced with various obstacles and they tend to be satisfied with what they have
achieved (Froman, 2010). Those with high hopes are more likely to work towards
their goals and can cleverly overcome barriers to achieve success (Youssef &
Luthans, 2007; Avey et al., 2010). Some researchers have demonstrated that hope
has a positive impact on job satisfaction (Luthans & Avolio, 2003; Peterson &
Luthans, 2003; Luthans et al., 2007; Cetin, 2011; Ha & Trung, 2020; Vuong et al.,
2022). Therefore, the study suggests hypothesis H3: Hope positively impacts the job
satisfaction of doctors.

Resilience (RE)

Resilience is the ability to withstand, maintain mental fortitude, and recover when
faced with difficulties, challenges, and obstacles (Luthans et al., 2007). Resilience
IS the tendency to bounce back when confronted with adversity, allowing individuals
to view difficult situations optimistically (Cavus & Gokgen, 2015). Resilience helps
employees cope better and adapt more easily to difficulties and setbacks in their
work. As a result, they quickly recover psychologically and maintain positive
emotions, leading to satisfaction with what they have and readiness to face the next
challenges (Ha & Trung, 2020). Overcoming adversity is a characteristic of
individuals who do not give up but always seek genuine opportunities to achieve
success (Bonnano, 2004). Several studies (Siu et al., 2005; Luthans et al., 2007;
Youssef & Luthans, 2007; Matos et al., 2010; Kaplan & Bickes, 2013; Ha & Trung,
2020) have shown a positive correlation between resilience and employee job
satisfaction. Therefore, the study proposes hypothesis H4: Resilience positively
influences the job satisfaction of doctors.

The Relationship between PsCap and Job Satisfaction

According to Gong et al. (2019), PsyCap is a resource that helps employees develop
positive psychological states to maintain success. Employees who are satisfied with
their jobs tend to have a sense of comfort and a positive work attitude (Vuong et al.,
2022). Self-efficacy has a positive impact on job satisfaction (Badran & Morgan,
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2015; Kwok et al., 2015). PsyCap has been shown to influence employee job
satisfaction and happiness (Luthans et al., 2007; Youssef & Luthans, 2007). Several
studies have demonstrated a positive relationship between PsyCap and employee job
satisfaction (Luthans et al., 2007; Cetin, 2011; Totawar & Nambudiri, 2014; Abbas et
al., 2014; Ali & Ali, 2014; Badran & Morgan, 2015; Nafei, 2015; Durrah et al., 2016;
Zaman & Tjahjaningsih, 2017; Tang et al., 2019; Alshebami, 2021; Ngo, 2021;
Caponnetto et al., 2022). Therefore, the study proposes hypothesis H5: Psychological
capital (PsyCap) positively influences the job satisfaction of doctors.

Based on the research hypotheses, the research model of the influence of PsyCap on
the job satisfaction of doctors is established as follows (Figure 1):

/ \
/[ PsyCap F H1+
Self-Efficacy . Hla+
Optimism ) )
Job Satisfaction
Hope -

\ Resilience

Figure 1: Proposed research model

Research Methodology
Research Scale

Measurement scales for the concepts in this study were adapted from related research
and adjusted to fit the context of this study. The measurement of self-efficacy was
referenced from Luthans et al. (2007) and Avey et al. (2010) with 4 observed
variables. The measurement of optimism was referenced from Luthans et al. (2007)
and Avey et al. (2010) with 4 observed variables. The measurement of hope was
referenced from Luthans et al. (2007) and Avey et al. (2010) with 4 observed
variables. The measurement of resilience was referenced from Luthans et al. (2007)
and Avey et al. (2010) with 4 observed variables. Finally, the measurement of job
satisfaction was referenced from Spector (1997) and Kiiskl (2003) with 4 observed
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variables. All measurement scales in the research model were assessed using a 5-point
Likert scale ranging from Strongly Disagree (1) to Strongly Agree (5).

Research Method

To test the research hypotheses, the following quantitative analysis methods were
employed (Figure 2): Testing the internal consistency reliability of the scales using
Cronbach’s Alpha coefficient; Exploratory Factor Analysis (EFA) to assess the
convergent and discriminant validity of the measurement scales; Confirmatory
Factor Analysis (CFA) to evaluate the fit the model to the market data; and Structural
Equation Modeling (SEM) to examine the relationships between the concepts in the

research model.
Quantitative

Step 1: Cronbach’s Step 2: Exploratory factor Step 3: Confirmatory Step 4: Structural
alpha coefficient analysis (EFA) factor analysis (CFA) equation modeling (SEM)

Figure 2. Research methodology flowchart (Source: compiled by the authors)

The sample size for the study met the requirements for the analysis methods used in
the research. According to Hoelter (1983), the minimum sample size when using
Structural Equation Modeling (SEM) is 200 observations. The study collected data
from May 2023 to July 2023. The survey participants were doctors working in public
hospitals in Ho Chi Minh City and Can Tho City, Vietnam. A quota sampling based
on demographic criteria (gender, age, educational level, professional experience)
was used to collect the data. After removing invalid survey responses (lack of
reliability), a total of 248 valid survey responses were used to test the research
hypotheses.

Research results and Discussion
Test the reliability of scales

The study conducted an assessment of the internal consistency reliability of the
measurement scales using Cronbach’s Alpha coefficient. The result of the
reliability assessment in Table 1 indicates that all measurement scales ensure good
internal consistency reliability, with Cronbach’s Alpha coefficients exceeding 0.8
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(Nunnally, 1978; Peterson, 1994). The lowest reliability coefficient is for the
resilience scale (0.842), and the highest is for the self-efficacy scale (0.911).
Additionally, the corrected item-total correlation all exceed 0.6 (with the lowest
being 0.648). Therefore, no variables were excluded from the research model
(Slater, 1995).

Table 1: Internal reliability test result

Number of Cronbach’s Min corrected
Scale observed item-total
. alpha .

variables correlation

Self-efficacy 4 0.911 0.779
Optimism 4 0.902 0.769
Hope 4 0.903 0.768
Relisience 4 0.842 0.648
Job Satisfaction 4 0.907 0.760

The results of exploratory factor analysis (EFA) achieve the following values (Table
2): Bartlett’s test of correlation of observed variables has Sig. = 0.000 < 0.05; Testing
the appropriateness of the model is guaranteed (0.5 < KMO = 0.906 < 1.0); The
factor loadings have all values > 0.5; The cumulative variance test reaches 76.44% >
50%. The test results have formed 05 factors with Eigenvalue = 1.156 and there is
no variable disturbance between factors, so the names of the original factors remain
the same.

Table 2: Exploratory Factor Analysis Result

Scale Sign Factor
F1 F2 F3 F4 F5
Self-efficacy SE1 0.875
SE?2 0.825
SE3 0.818
SE4 0.840
Optimism OP1 0.822
OP2 0.857
OP3 0.790
OP4 0.838
Hope HO1 0.899
HO2 0.785
HO3 0.843
HO4 0.811
Resilience RE1 0.746
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RE2 0.740
RE3 0.761
RE4 0.778
Job JS1 0.867
Satisfaction JS2 0.834
JS3 0.872
JS4 0.709

Based on Table 3, the results of composite reliability (CR) and average variance
extracted (AVE) all meet the conditions, the CR value (smallest is 0.842) and AVE
value (smallest is 0.572) are both satisfactory (Fornell & Larcker, 1981). CFA test
results show that correlations between conceptual constructs achieve discriminant
validity (Fornell & Larcker, 1981). Thus, research data is consistent with market data,
achieving convergent validity, unidimensionality, discriminant validity, and

reliability.
Table 3: Correlation matrix between factors
CR AVE HO OP SE RE JS
HO 0.903 0.701 0.837
OP 0.903 0.699 0.480*** | 0.836
SE 0.911 0.719 0.214** |0.431***| 0.848
RE 0.842 0.572 0.350*** |0.416*** | 0.331*** | 0.756
JS 0.907 0.710 0.495*** 10.587*** | 0.605*** |0.519*** | 0.843

Test research hypotheses

Based on the test results in Table 4, the components of PsyCap (self-efficacy,
optimism, hope, resilience) all positively affect the job satisfaction of doctors with
99% confidence. Besides, PsyCap (PC) also positively affects doctors’ job
satisfaction with a 99% confidence. Therefore, all research hypotheses are
accepted.
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Table 4: Test the relationship between factors
Unstandardized Standardized
Relationship Estimate Standard Critical Estimated | P-value | Hypothesis
Error S.E | Ratio C.R value
SE > IS 0.364 0.050 7.280 0464| 0000| H&
accepted
OP > IS 0.240 0.051 4.680 0282| o0000| M
accepted
HO > JS 0.220 0.046 4.792 0.285| 0.000 Hlc:
accepted
RE > JS 0.323 0.077 4.206 0.267 0.000 Hld:
accepted
PC > JS 1.310 0.166 7.908 0.900 | 0.000 | H1: accepted

Discussion

The research results have demonstrated a positive correlation between the components
of PsyCap (self-efficacy, optimism, hope, resilience) and the job satisfaction of
doctors. This indicates that doctors with positive PsyCap are more likely to experience
higher job satisfaction. In practice, when doctors have confidence in themselves, they
make efforts to overcome challenges and complete assigned tasks. Additionally,
optimism, hope, and resilience help doctors overcome various work-related
challenges and difficulties, maintaining a positive attitude and work spirit, thereby
contributing to job satisfaction. These findings align with previous research proposed
by Ha & Trung (2020), Nam & Lan (2022), and VVuong et al. (2022).

When comparing the individual impacts of each component of PsyCap and the overall
PsyCap on doctor’s job satisfaction, it is evident that the influence of PsyCap as a
whole is much stronger. This highlights that PsyCap is a synergistic construct where
the combination of its various components (self-confidence, optimism, hope,
resilience) creates a powerful combined influence on doctor’s job satisfaction. This is
a new finding of the study, providing further evidence that PsyCap has a greater
impact than aggregating its components (Luthans et al., 2015).

Conclusion

The research has demonstrated the significant role of PsyCap in doctor’s job
satisfaction. Specifically, the components of PsyCap (self-efficacy, optimism,
hope, resilience) positively influence doctor’s job satisfaction. Furthermore,
overall PsyCap also positively correlates with doctor’s job satisfaction. However,
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the impact of PsyCap on job satisfaction is much stronger compared to the
influence of each component. The research results continue to emphasize the
essential role of PsyCap in employee job satisfaction. Despite the achievements,
the study has some limitations, including the following: Firstly, the research sample
size is limited, which may affect the generalizability of the results. Secondly, the
study did not examine the moderating roles of certain variables in the relationship
between PsyCap and doctor’s job satisfaction. Future studies should consider
expanding the sample size and exploring the moderating roles of variables to
enhance the explanatory power of the relationship between PsyCap and doctor’s
job satisfaction.

References

Abbas, M., Raja, U., Darr, W., & Bouckenooghe, D. (2014). Combined effects of
perceived politics and psychological capital on job satisfaction, turnover
intentions, and performance. Journal of Management, 40(7), 1813-1830.
https://doi.org/10.1177/0149206312455243

Ali, N., & Ali, A. (2014). The mediating effect of job satisfaction between
psychological capital and job burnout of Pakistani nurses. Pakistan Journal
of Commerce and Social Sciences (PJCSS), 8(2), 399-412.

Al-Mashaan, O. S. (2003). Associations among job satisfaction, optimism,
pessimism, and psychosomatic symptoms for employees in the government
sector in  Kuwait.  Psychological  Reports, 93(1), 17-25.
https://doi.org/10.2466/pr0.2003.93.1.17

Alshebami, A. S. (2021). The influence of psychological capital on employees’
innovative behavior: the mediating role of employees’ innovative intention
and employees’ job  satisfaction. Sage Open, 11(3), 1-14.
https://doi.org/10.1177/21582440211040809

Avey, J. B., Luthans, F., & Jensen, S. M. (2009). Psychological capital: A positive
resource for combating employee stress and turnover. Human resource
management, 48(5), 677-693. https://doi.org/10.1002/hrm.20294

Avey, J. B., Luthans, F., & Youssef, C. M. (2010). The additive value of positive
psychological capital in predicting work attitudes and behaviors. Journal of
Management, 36(2), 430-452. https://doi.org/10.1177/0149206308329961

Vol.74, Issue 3, September 2025 www.journaloi.com


https://doi.org/10.1177/0149206312455243
https://doi.org/10.2466/pr0.2003.93.1.17
https://doi.org/10.1177/21582440211040809
https://doi.org/10.1002/hrm.20294
https://doi.org/10.1177/0149206308329961

WMAHA
MR,

=
3
S

Journal

Of the g
Oriental Institute ISSN: 0030-5324
M.S. University of Baroda UGC CARE Group 1

Badran, M. A., & Morgan, C. M. Y. (2015). Psychological capital and job
satisfaction in Egypt. Journal of Managerial Psychology, 30(3), 354-370.
https://doi.org/10.1108/IMP-06-2013-0176

Bandura, A. (2008). An agentic perspective on positive psychology. Positive
psychology, 1, 167-196.

Bitmis, M. G., & Ergeneli, A. (2013). The role of psychological capital and trust in
individual performance and job satisfaction relationship: A test of multiple
mediation model. Procedia-Social and Behavioral Sciences, 99, 173-179.
https://doi.org/10.1016/j.sbspro.2013.10.483

Bonnano, G. A. (2004). Have we underestimated the human capacity to thrive after
extremely adverse events? American Psychologist, 59(1), 20-28.

Caponnetto, P., Platania, S., Maglia, M., Morando, M., Gruttadauria, S. V., Auditore,
R.,... & Santisi, G. (2022). Health occupation and job satisfaction: the impact
of psychological capital in the management of clinical psychological
stressors of healthcare workers in the COVID-19 era. International Journal
of Environmental Research and Public Health, 19(10), 6134.
https://doi.org/10.3390/ijerph19106134

Cavus, M. F., & GoOkgen, A. (2015). Psychological capital: Definition, components,
and effects. British Journal of Education, Society and Behavioural
Science, 5(3), 244-255. DOI:10.9734/BJESBS/2015/12574

Caza, A., Bagozzi, R. P., Woolley, L., Levy, L., & Caza, B. B. (2010). Psychological
capital and authentic leadership: Measurement, gender, and -cultural
extension. Asia-Pacific Journal of Business Administration, 2(1), 53-70.
https://doi.org/10.1108/17574321011028972

Cetin, F. (2011). The effects of the organizational psychological capital on the
attitudes of commitment and satisfaction: A public sample in Turkey.
European Journal of Social Sciences, 21(3), 373-380.

Cetin, F., & Askun, D. (2018). The effect of occupational self-efficacy on work
performance through intrinsic work motivation. Management Research
Review, 41(2), 186-201. https://doi.org/10.1108/MRR-03-2017-0062

Dessler, G. (2019). Fundamentals of Human Resource Management (5" ed.). USA:
Pearson.

Vol.74, Issue 3, September 2025 www.journaloi.com


https://doi.org/10.1108/JMP-06-2013-0176
https://doi.org/10.1016/j.sbspro.2013.10.483
https://doi.org/10.3390/ijerph19106134
https://doi.org/10.1108/17574321011028972
https://doi.org/10.1108/MRR-03-2017-0062

WMAHA
MR,

=
3
S

Journal

Of the g
Oriental Institute ISSN: 0030-5324
M.S. University of Baroda UGC CARE Group 1

Durrah, O., Alhamoud, A., & Khan, K. (2016). Positive psychological capital and
job performance: The mediating role of job satisfaction. International
Scientific Researches Journal, 72(7), 214-225.

Fisher, C. D. (2003). Why do lay people believe that satisfaction and performance
are correlated? Possible sources of a commonsense theory. Journal of
Organizational Behavior: The International Journal of Industrial,
Occupational and Organizational Psychology and Behavior, 24(6), 753-
777. https://doi.org/10.1002/job.219

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with
unobservable variables and measurement error. Journal of Marketing
Research, 18(1), 39-50. https://doi.org/10.1177/002224378101800104

Froman, L. (2010). Positive psychology in the workplace. Journal of Adult
Development, 17(2), 59-69. https://doi.org/10.1007/s10804-009-9080-0

Gong, Z., Chen, Y., & Wang, Y. (2019). The influence of emotional intelligence on
job burnout and job performance: Mediating effect of psychological
capital. Frontiers in Psychology, 10, 2707.
https://doi.org/10.3389/fpsyg.2019.02707

Ha, N. M., & Trung, N. T. (2020). The relationship between psychological capital
and employees’ job satisfaction. Ho Chi Minh City Open University Journal
of Science — Economics and Business Administration, 15(1), 3-17.

Hill, T., Smith, N. D., & Mann, M. F. (1987). Role of efficacy expectations in
predicting the decision to use advanced technologies: The case of
computers. Journal of Applied Psychology, 72(2), 307-313.
https://doi.org/10.1037/0021-9010.72.2.307

Hoelter, J. W. (1983). The analysis of covariance structures: Goodness-of-fit
indices. Sociological Methods & Research, 11(3), 325-344,
https://doi.org/10.1177/0049124183011003003

Icekson, T., Kaplan, O., & Slobodin, O. (2020). Does optimism predict academic
performance? Exploring the moderating roles of conscientiousness and
gender. Studies in Higher Education, 45(3), 635-647.
https://doi.org/10.1080/03075079.2018.1564257

Jin, J., Li, H., Song, W., Jiang, N., Zhao, W., & Wen, D. (2020). The mediating role
of psychological capital on the relation between distress and empathy of
medical residents: a cross-sectional survey. Medical education online, 25(1),
1710326. https://doi.org/10.1080/10872981.2019.1710326

Vol.74, Issue 3, September 2025 www.journaloi.com


https://doi.org/10.1002/job.219
https://doi.org/10.1177/002224378101800104
https://doi.org/10.3389/fpsyg.2019.02707
https://psycnet.apa.org/doi/10.1037/0021-9010.72.2.307
https://doi.org/10.1177/0049124183011003003
https://doi.org/10.1080/03075079.2018.1564257
https://doi.org/10.1080/10872981.2019.1710326

WMAHA
MR,

=
3
S

Journal

Of the g
Oriental Institute ISSN: 0030-5324
M.S. University of Baroda UGC CARE Group 1

Kaplan, M., & Bicgkes, D. M. (2013). The Relationship Between Psychological
Capital and Job Satisfaction: A Study of Hotel Businesses in
Nevsehir. Journal of Management &  Economics/Yonetim  ve
Ekonomi, 20(2), 233-242.

Kreitner, R., & Kinicki, A. (2007). Organizational Behavior. New York: McGraw-
Hill, Irwin

Kiskd, F. (2003). Employee satisfaction in higher education: the case of academic
and administrative staff in Turkey. Career Development International, 8(7),
347-356. https://doi.org/10.1108/13620430310505304

Kwok, S., Cheng, L., & Wong, D. F. K. (2015). Family emotional support, positive
psychological capital and job satisfaction among Chinese white-collar
workers. Journal of Happiness Studies, 16(3), 1-20.
https://doi.org/10.1007/s10902-014-9522-7

Larson, M., & Luthans, F. (2006). The potential added value of psychological capital
in predicting work attitudes. Journal of Leadership & Organizational
Studies, 13(2), 75-92. https://doi.org/10.1177/10717919070130020601

Law, F. M., & Guo, G. J. (2016). Correlation of Hope and Self-efficacy with job
satisfaction, job stress, and organizational commitment for correctional
officers in the Taiwan prison system. International Journal of Offender
Therapy  and Comparative ~ Criminology, 60(11), 1257-1277.
https://doi.org/10.1177/0306624 X15574997

Lent, R. W., Brown, S. D., & Larkin, K. C. (1987). Comparison of three theoretically
derived variables in predicting career and academic behavior: Self-efficacy,
interest congruence, and consequence thinking. Journal of Counseling
Psychology, 34(3), 293. https://doi.org/10.1037/0022-0167.34.3.293

Locke, E. A. (1969). What is job satisfaction? Organizational Behavior and Human
Performance, 4(4), 309-336. https://doi.org/10.1016/0030-5073(69)90013-0

Locke, E. A., & Latham, G. P. (1990). Work motivation and satisfaction: Light at
the end of the tunnel. Psychological Science, 1(4), 240-246.
https://doi.org/10.1111/j.1467-9280.1990.tb00207.x

Lopez-Nuiiez, M. 1., Rubio-Valdehita, S., Diaz-Ramiro, E. M., & Aparicio-Garcia,
M. E. (2020). Psychological capital, workload, and burnout: what’s new? the
impact of personal accomplishment to promote sustainable working
conditions. Sustainability, 12(19), 8124,
https://doi.org/10.3390/su12198124

Vol.74, Issue 3, September 2025 www.journaloi.com


https://doi.org/10.1108/13620430310505304
https://doi.org/10.1177/10717919070130020601
https://doi.org/10.1177/0306624X15574997
https://psycnet.apa.org/doi/10.1037/0022-0167.34.3.293
https://doi.org/10.1016/0030-5073(69)90013-0
https://doi.org/10.1111/j.1467-9280.1990.tb00207.x
https://doi.org/10.3390/su12198124

WMAHA
MR,

=
3
S

Journal

Of the g
Oriental Institute ISSN: 0030-5324
M.S. University of Baroda UGC CARE Group 1

Luthans, F., & Avolio, B. J. (2003). Authentic leadership development. Positive
Organizational Scholarship, 241(258), 1-26.

Luthans, F., & Youssef, C. M. (2007). Emerging positive organizational
behavior. Journal of Management, 33(3), 321-349.
https://doi.org/10.1177/0149206307300814

Luthans, F., Avolio, B. J.,, Avey, J. B.,, & Norman, S. M. (2007). Positive
psychological capital: Measurement and relationship with performance and
satisfaction. Personnel Psychology, 60(3), 541-572.
https://doi.org/10.1111/j.1744-6570.2007.00083.x

Luthans, F., Norman, S. M., Avolio, B. J., & Avey, J. B. (2008). The mediating role
of psychological capital in the supportive organizational climate-employee
performance relationship. Journal of Organizational Behavior: The
International Journal of Industrial, Occupational and Organizational
Psychology and Behavior, 29(2), 219-238. https://doi.org/10.1002/job.507

Luthans, F., Youssef, C. M., & Avolio, B. J. (2015). Psychological capital and
beyond. New York, NY: Oxford University Press.

Matos, P. S., Griffin, M. T. Q., Fitzpatrick, J., & Neushotz, L. A. (2010). An
exploratory study of resilience and job satisfaction among psychiatric nurses
working in inpatient units. International Journal of Mental Health Nursing,
19(5), 307-312. https://doi.org/10.1111/j.1447-0349.2010.00690.x

Nafei, W. (2015). The effects of psychological capital on employee attitudes and
employee performance: A study on teaching hospitals in Egypt.
International Journal of Business and Management, 10(3), 249-270.
d0i:10.5539/ijom.v10n3p249

Nam, N. D., & Lan, U. T. N. (2022). The relationship between personality traits,
psychological capital, and job satisfaction to the organizational commitment
of employees in the public sector - A case study of Kien Giang Province. Ho
Chi Minh City Open University Journal of Science — Economics and
Business Administration, 17(3), 17-35.

Ngo, T. T. (2021). Impact of psychological capital on job performance and job
satisfaction: A case study in Vietnam. The Journal of Asian Finance,
Economics and Business, 8(5), 495-503.
doi:10.13106/jafeb.2021.vol8.n05.0495

Nunnally, J. C. (1978). Psychometric Theory. New York: McGraw-Hill.

Vol.74, Issue 3, September 2025 www.journaloi.com


https://doi.org/10.1177/0149206307300814
https://doi.org/10.1111/j.1744-6570.2007.00083.x
https://doi.org/10.1002/job.507
https://doi.org/10.1111/j.1447-0349.2010.00690.x

WMAHA
MR,

Journal g

_—

Of the g
Oriental Institute ISSN: 0030-5324
M.S. University of Baroda UGC CARE Group 1

Pan, X., Mao, T., Zhang, J., Wang, J., & Su, P. (2017). Psychological capital
mediates the association between nurses’ practice environment and work
engagement among Chinese male nurses. International Journal of Nursing
Sciences, 4(4), 378-383. https://doi.org/10.1016/j.ijnss.2017.09.009

Peterson, R. A. (1994). A meta-analysis of Cronbach’s coefficient alpha. Journal of
Consumer Research, 21(2), 381-391. https://doi.org/10.1086/209405

Peterson, S. J., & Luthans, F. (2003). The positive impact and development of
hopeful leaders. Leadership & Organization Development Journal, 24(1),
26-31. https://doi.org/10.1108/01437730310457302

Schneider, S. L. (2001). In search of realistic optimism: Meaning, knowledge, and
warm fuzziness. American Psychologist, 56(3), 250-
263. https://doi.org/10.1037/0003-066X.56.3.250

Siu, O. L., Spector, P. E., Cooper, C. L., & Lu, C. Q. (2005). Work stress, self-
efficacy, Chinese work values, and work well-being in Hong Kong and
Beijing. International Journal of Stress Management, 12(3), 274 -288.
https://doi.org/10.1037/1072-5245.12.3.274

Slater, S. F. (1995). Issues in conducting marketing strategy research. Journal of
Strategic Marketing, 3(4), 257-270.
https://doi.org/10.1080/09652549500000016

Snyder, C. R., Rand, K. L., & Sigmon, D. R. (2017). Hope Theory: A Member of
The Positive Psychology Family. In: Handbook of Positive Psychology.
Oxford, UK: Oxford University Press, 257-276.

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and
consequences. Sage.

Stajkovic, A. D., & Luthans, F. (1998). Self-efficacy and work-related performance:
A meta-analysis. Psychological Bulletin, 124(2),
240. https://doi.org/10.1037/0033-2909.124.2.240

Tang, Y., Shao, Y. F., & Chen, Y. J. (2019). Assessing the mediation mechanism of
job satisfaction and organizational commitment on innovative behavior: the
perspective of psychological capital. Frontiers in Psychology, 10, 2699.
https://doi.org/10.3389/fpsyg.2019.02699

Totawar, A. K., & Nambudiri, R. (2014). How does organizational justice influence
job satisfaction and organizational commitment? Explaining with

Vol.74, Issue 3, September 2025 www.journaloi.com


https://doi.org/10.1016/j.ijnss.2017.09.009
https://doi.org/10.1086/209405
https://doi.org/10.1108/01437730310457302
https://psycnet.apa.org/doi/10.1037/0003-066X.56.3.250
https://psycnet.apa.org/doi/10.1037/1072-5245.12.3.274
https://doi.org/10.1080/09652549500000016
https://psycnet.apa.org/doi/10.1037/0033-2909.124.2.240
https://doi.org/10.3389/fpsyg.2019.02699

WIRAD Oy
o %

WAHA,
e MAlR,

=
3
S

Journal

Of the g

Oriental Institute ISSN: 0030-5324

M.S. University of Baroda UGC CARE Group 1
psychological capital. Vikalpa, 39(2), 83-98.

https://doi.org/10.1177/0256090920140209
Vroom, V. H. (1964). Work and motivation. New York: John Wiley and Sons.

Vuong, B. N., Ha Nam Khanh, G. & Cuong, D. Q. (2022). The impact of positive
psychological capital on job performance through the mediating of
employees’ job satisfaction at real estate companies in Ho Chi Minh City.
Journal of Trade Science, 64, 89-105.

Zaman, N., & Tjahjaningsih, E. (2017). Pengaruh modal psikologidan organizational
citizenship behavior terhadap kinerja dimediasi oleh kepuasan kerja. Jurnal
Bisnis Dan Ekonomi, 24(1), 50-61.

Vol.74, Issue 3, September 2025 www.journaloi.com


https://doi.org/10.1177/0256090920140209

