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Abstract

The purpose of this study is to explore the relationship between employee’s psychological capital, organizational commitment and job 
performance in Vietnam. In this study, psychological capital and overall organizational commitment are considered as two second-
order constructs. Psychological capital includes four different components: self-efficacy, optimism, hope and resiliency. Organizational 
commitment comprises three different components: affective commitment, continuance commitment and normative commitment. The 
study uses the combination of quantitative research method and qualitative research method. Qualitative research method (based on the 
experts’ opinions) is used to design the official questionnaire, while relationship between concepts is estimated by quantitative research 
method, which is inclusive of the methods of descriptive statistics, Cronbach’s Alpha, EFA, CFA and CB-SEM. The survey is conducted 
in two ways: face-to-face and via email. Data are collected from 848 employees across provinces and cities in Vietnam. The findings 
show that psychological capital and job performance have a positive relationship, organizational commitment has positive influence on 
job performance, and psychological capital is also related to organizational commitment. All relationship between psychological capital, 
organizational commitment and job performance of employee are statistically significant. In addition, organizational commitment also plays 
the mediating role in the positive relationship between psychological capital and employee’s performance. 
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1. Introduction

In recent years, psychological capital has received a lot 
of attention in organization’s psychology. Psychological 
capital has been considered as the newest resource that can 
become an advantage in organization’s competition activity. 
It lies beyond social capital and human capital to achieve 
competitive advantage through investment or development 
in “who you are” (Luthans, Luthans, & Luthans, 2004). 
Psychological capital is used for improving employee’s 
job performance (Luthans & Youssef, 2004). Employee’s 
job performance has been considered as a set of behaviors 

that have the relation with the goals of the organization he 
works under (Murphy & Kroeker, 1988). In addition, in 
psychological theory, employee’s behaviors are led by their 
attitudes. Organizational commitment is an employee’s 
specific attitude towards his job.

Organizational commitment is an attraction with the 
nature, which is attitude towards an organization, and the 
goal of this attitude is toward the organization in general, 
not a characteristic or role of a particular job (Hulin, 1991). 
The relationship between psychological capital and job 
performance has been shown by theories and previous 
empirical studies (Nolzen, 2018; Newman, Ucbasaran, 
Zhu, & Hirst, 2014; Nguyen & Nguyen, 2012; Luthans & 
Jensen, 2005; Larson & Luthans, 2006; Newman et al., 
2014; and Aminikhah, Khaneghah, & Naghdian, 2016) 
also confirmed that psychological capital is a significantly 
related to organizational commitment. On the contrary, 
results of previous empirical studies regarding the effect 
of organizational commitment on job performance are not 
consistent (Wright & Bonett, 2002).

This study aims to explore the relationship between em-
ployee’s psychological capital, organizational commitment, 
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and job performance in the context of Vietnam, and the me-
diating role of organizational commitment in the relationship 
between psychological capital and job performance. Based on 
the results, the study makes recommendations assisting man-
agers increasing employee’s job performance accordingly.

2. Literature Review

2.1. Psychological Capital

Psychological capital is a second-order construct, the 
human nature and a positive psychological state in the 
development of individuals (Avey, Luthans, & Jensen, 
2009). Psychological capital comprises four different 
components: self-efficacy, optimism, hope and resiliency. 
These positive resources are demonstrated to be state-like by 
Luthans, Youssef, and Avolio (2015). Hence, they are easy 
to be developed and improved through training programs, 
on-the-job activities, and highly focused and short “micro-
interventions” (Luthans, Avey, Avolio, & Peterson, 2010).   

2.2. Organizational Commitment

The commitment to an organization is defined as 
employee’s loyalty to that organization, willingness to 
strive on behalf of the organization and desire to be the 
organization’s member longer (Bateman & Strasser, 1984). 
Organizational commitment is a psychological state that links 
an individual to the organization based on a strong adherence 
to the organization’s goals and values (Allen & Meyer, 
1990). It is also an individual’s psychological engagement to 
that organization, by which the attachment to organization, 
acceptance and transformation of the organization’s values   
and goals into employee’s and behavioral effort to support 
organization are recognized (Judge & Kammeyer-Mueller, 
2012). Organizational commitment is a psychological relation 
between employee and his organization that helps to constraint 
the employee’s ability to quit current job (Nguyen & Tu, 2020).

Organizational commitment comprises three different 
components (Meyer & Allen, 1991), including affective 
commitment, continuance commitment, and normative 
commitment. Emotional engagement to the organization, 
awareness on related cost if leaving and obligation to keep 
working are clearly explained, respectively.

2.3. Job Performance

Employee’s job performance is defined in relation 
to working goals of the organization where employee 
belongs to, and it exists in the form of human behavior. Job 
performance is conceptualized as observable behaviors by 
which employees perform their jobs in terms of organization’s 

goals (Campbell, McHenry, & Wise, 1990), or is employee’s 
behaviors involve in actual work which can be observed at 
that time (Campbell, McCloy, Oppler, & Sager, 1993), or is 
a set of all work-related behaviors of employees expected 
by their organization (Moorhead & Griffin, 2008). Job 
performance of organization’s members plays an important 
role to increase organization’s competitive capability (Yang 
& Kim, 2018).  

2.4.  Relationship between Psychological Capital, 
Organizational Commitment and Job Perfor-
mance.

The positive effect of psychological capital on 
job performance has been suggested by the theory of 
psychological capital and previous empirical studies. 
Psychological capital is used to improve job performance 
(Luthans & Youssef, 2004). It is a psychological resource 
that was able to exhort employee’s development and job 
performance at the individual-level (Luthans, Avolio, 
Walumbwa, & Li, 2005). Individuals with high level of 
psychological capital have more resources to achieve their 
goals, then are more productive at work (Luthans, Avolio, 
Avey, & Norman, 2007; Luthans, Norman, Avolio, & Avey, 
2008). All components of psychological capital are self-
efficacy, optimism, hope and resilience that have a positive 
impact on job performance. Individuals with more self-
efficacy have a stronger belief in their ability to control 
results and more success in solving difficult challenges 
than individuals with less self-efficacy (Bandura, 1997). 
Hence, Bandura (1997) calls employees who have their self-
efficacy the good performers. Peterson and Byron (2008) 
say that employees with more hope are more productive at 
work. Optimistic employees have a positive correlation with 
their performance (Corr & Gray, 1996). There is a positive 
relationship between resiliency and employee performance 
(Youssef & Luthans, 2007).

H1: Psychological capital has positive influence on job 
performance.

With self-efficacy, employee believes that difficulties 
and obstacles will help them to be well-trained and mature 
(Luthans et al., 2015). When employee is assigned works 
suitable to his job needs or he himself is supported to set work 
goals easily, he will be satisfied and has more willingness 
to work at his organization for a long-term period. In other 
words, this employee will have feeling to be attached to the 
organization. Hope pushes employee to have a future vision, 
job itself and job’s success. Hopeful employee feels positive 
about his job (Farran, Herth, & Popovich, 1995) and wants to 
keep working at the organization. Results of empirical studies 
of Larson and Luthans (2006) and Youssef and Luthans 
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(2007) show that there is a relationship between hope and 
employee’s organizational commitment. Kluemper, Little, 
and DeGroot (2009) state that optimists tend to believe in 
positive results in future. This optimistic interpretation style 
helps them to objectively perceive temporary events caused 
by external factors (Youssef & Luthans, 2007). It also helps 
optimists to have positive feelings to both their life and their 
job that they are assigned. Apart from optimism, resiliency 
to challenges in the workplace also makes the employee feel 
positively while evaluating his job. He will feel satisfied 
his job’s needs and gain a working commitment attitude at 
the organization in a long-term period. Results of empirical 
studies (Luthans & Jensen, 2005; Larson & Luthans, 2006; 
Newman et al., 2014; Aminikhah et al., 2016) show that there 
is a positive effect of psychological capital on employee’s 
organizational commitment.

H2: Psychological capital has positive influence on 
organizational commitment. 

Employees who commit to the organization focus more 
on getting the organization’s goals than specific tasks (Hulin, 
1991). They try to accomplish and achieve high performance 
in tasks assigned with the belief that what they do will 
contribute to the accomplishment of the organization’s 
goals and values. Previous studies have used the meta-
analysis method (Wright & Bonett, 2002; Jaramillo, Mulki, 
& Marshall, 2005; Riketta, 2002) and empirical studies 
of Meyer, Paunonen, Gellatly, Goffin, and Jackson (1989) 
and Shore and Martin (1989) also show that organizational 
commitment has a positive impact on job performance. This 
study proposes hypothesis as follows:

H3: Organizational commitment has positive influence 
on job performance.

In addition, based on the above hypotheses about the 
positive relationship between psychological capital and 
employee’s organizational commitment, and between 
employee’s organizational commitment and employee’s 
job performance, the study proposes a hypothesis about 
the mediating role of organizational commitment in the 

relationship between psychological capital and employee’s 
job performance as follows:

H4: Psychological capital has positive influence on job 
performance through the mediating role of organizational 
commitment. 

3. Research Methodology

3.1. Research Model

The research model is described below (see Figure 1):
In this study, four hypotheses are proposed as follows: 
Hypothesis 1 (H1): Psychological capital has positive 

influence on job performance.
Hypothesis 2 (H2): Psychological capital has positive 

influence on organizational commitment. 
Hypothesis 3 (H3): Organizational commitment has 

positive influence on job performance.
Hypothesis 4 (H4): Psychological capital has positive 

influence on job performance through the mediating role of 
organizational commitment. 

3.2. Measurement Scale

In order to correspond with the research context in 
Vietnam, a pre-designed questionnaire is revised via 
qualitative research (based on experts’ opinions). Ten experts, 
including researchers in human resources management, 
business leaders and employees with at least five years of 
working experience, join in the discussions to check the 
suitability of the questionnaire’s content and evaluate the 
usage of the five-point Likert scale in measuring response 
levels. They are also able to edit and add item (if any).  

Psychological capital scale: With the purpose of 
evaluating employee’s psychological capital level, this study 
refers to the PCQ-24 psychological capital questionnaire 
edition, which has been very popular in a lot of previous 

Psychological
Capital
(PsyCap)

Job
Performance

(JP)

Organizational Commitment
(OC)

H1, H4

H2 H3

Figure 1: Research model
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studies. Through discussion with experts, pre-design 
questionnaire is edited and appended. Specifically, the 
optimism scale has two existing items revised, the resiliency 
scale has one items altered and there are two new items added 
for each scale including hope, resiliency, and optimism. 
Therefore, the numbers of each component is six, eight, 
eight, eight, respectively, and the final psychological capital 
scale included 30 items.

Organizational commitment scale: Pre-design scale on 
employee’s organizational commitment refers to the revised 
version of TCM Employee Commitment Survey of Meyer, 
Allen, and Smith (1993). After experts’ discussion, four 
reverse-scored (negative) items are converted to positive 
items, three items are edited to make the meaning clearer and 
two new items are added. Hence, organizational commitment 
scale consisted of 20 items, including three components: 
affective commitment, continuance commitment, and 
normative commitment. 

Job performance scale: The study has borrowed from 
previous studies of Nguyen and Nguyen (2012), Rego and 
Cunha (2008), and Staples, Hulland, and Higgins (1999) to 
design questionnaire on employee’s job performance. Then, 
the study edits one item and adds three new items based on 
the experts’ opinion. Finally, job performance is measured 
by seven items. Last but, not least, five-point Likert scale (1 
= Strongly disagree, 5 = Strongly agree) is used to measure 
the response level.

3.3. Data

Respondents are employees from several companies 
across industries in Vietnam. The questionnaire is sent 
to respondents in two ways: face-to-face and via email. 
As a result, 901 responses are collected. After removing 
duplicate or inaccurate records, the official sample size is 
848, including 421 male and 427 female. The number of 
respondents with at least five years of working experience 
make up the largest group, with 439 respondents. Some 
25.7% of respondents have working experience from one 
year to less than three years and 19.8% of respondents 
have working experience from three years to less than five 
years. Interviewees responded with a minimum value of 
1, and a maximum value of 5. The average values of all 
items of psychological capital scale are greater than 3 show 
that respondents have a psychological capital level, which 
is above average. They also self-describe as employees 
working effectively. Especially, the result of descriptive 
statistic of organizational commitment shows that the level 
of overall commitment, affective commitment, continuance 
commitment and normative commitment is above average.  
The meaningfulness and the family role of the organization 
are the main causes of employee’s affective commitment. 

Interviewees feel they have a responsibility to work for the 
organization in a long term. They also do not assume that 
salary, benefits, and lack of alternative places are main costs, 
if leaving.  What is more, commitment to this organization is 
their current desire and needs.  

4. Results

4.1. Cronbach’s Alpha with Scales

The study assesses the reliability of scales by Cronbach’s 
Alpha. The final results are obtained such as: 

Psychological capital scale: there are eight items 
eliminated: SE1, HO7, HO12, RE17, RE19, RE21, OP23, 
OP24, the overall Cronbach’s alpha of each component 
is: 0.853 (Self-efficacy scale), 0.826 (Hope scale), 0.803 
(Resilience scale) and 0.848 (Optimism scale).

Organizational commitment scale: six items (OC75, 
OC77, OC80, OC81, OC82, OC83) are removed in the 
first three assessments. The overall Cronbach’s alpha of 
each component is: 0.928 (affective commitment), 0.802 
(continuance commitment), 0.859 (normative commitment). 

Job performance scale: The overall Cronbach’s Alpha is 
0.889. This scale still comprises of seven observed variables.

4.2. Exploratory Factor Analysis

The study applies Exploratory Factor Analysis to each 
concept, followed the Principal Axis Factoring extraction 
method and the Promax rotation method. Results of 
exploratory factor analysis are obtained as follows: 

Psychological capital scale: This analysis is performed 
in two times. In the first analysis, item HO8 and item HO9 
are removed because of their non-convergence. The analysis 
is conducted again and its results are four factors extracted 
such as: optimism (factor 1, OP), self-efficacy (factor 2, SE), 
resiliency (factor 3, RE), and hope (factor 4, HO).

Organizational commitment scale: results are obtained, 
i.e. KMO value is 0.928, Barlett test has statistical 
significance with sig. = .000, three factors extracted 
are: affective commitment (factor 1, OC_1), normative 
commitment (factor 2, OC_2), continuance commitment 
(factor 3, OC_3) with Eigenvalue value at the third factor is 
1.081 and the total variance extracted is 70.526%.

Job performance scale: the result shows that only 1 
factor is extracted, including items: JP35, JP34, JP31, JP36, 
JP33, JP32, JP37, and KMO value is 0.882, Barlett test has 
statistical significance with sig. = .000.

Exploratory factor analysis is performed with overall 
scale including all items of psychological capital scale, 
organizational commitment scale, and job performance scale. 
In the first analysis, item OC85 is rejected because of non-
convergence. The results of the second analysis are obtained: 
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KMO value is 0.936, Barlett test has statistical significance 
with sig. = .000, Eigenvalue at the eighth factor is 1.012 
and the total variance extracted at this factor is 64.703%. 
The extraction with eight factors is appropriate since factor 
3, factor 4, factor 5 and factor 6 represent four components 
of psychological capital, factor 2 is job performance and 
the remaining factors are components of organizational 
commitment. Detailed results of each factor are shown in 
Table 1.

4.3. Confirmatory Factor Analysis

Psychological capital and organizational commitment 
are second-order constructs. Therefore, the analysis of 
confirmatory factor is implemented. In the measurement 
model of psychological capital, low-latent constructs include 
optimism (OP), self-efficacy (SE), resilience (RE) and 
hope (HO), high-latent construct is psychological capital 
(PsyCap). The results of the analysis are obtained: Chi-
square/df = 2.032, GFI = 0.945, CFI = 0.955 and RMSEA 
= 0.051, indicating that the measurement model is built in 
accordance with the collected research data. The model is 
also concluded to be reliable and valid when CR = 0.883, 
AVE = 0.655, MSV = 0.000. 

In the measurement model of psychological capital, 
low-latent constructs include affective commitment (OC_1), 
normative commitment (OC_2), continuance commitment 
(OC_3), high-latent construct is organizational commitment 
(OC). The results show that this measurement model receives 
an acceptable fit to the collected data: Chi-square/df = 2.13, 
GFI = 0.960, CFI = 0.976 and RMSEA = 0.056. The model 
is also concluded to be reliable and valid when CR = 0.781, 
AVE = 0.570, MSV = 0.000. 

After EFA of overall scale, the study performs CFA for 
the model of three main constructs: psychological capital 
(PsyCap), organizational commitment (OC), and job 
performance (JP). The analytical results help to conclude 
that the model is consistent with the research data collected, 
and achieve reliability and validity: Chi-square/df = 2.984, 
GFI = 0.914, CFI = 0.943, RMSEA = 0.048. 

4.4. Structural Equation Modeling Analysis

Psychological capital has a statistically significant 
positive relationship with employee’s organizational 
commitment at the 1% significance level. The magnitude of 
this impact is 0.692. It means that the more psychological 
capital level employee has, the more his organizational 
commitment is. Therefore, hypothesis H2 is supported and 
this result is similar to the findings of other scholars (Nolzen, 
2018; Aminikhah et al., 2016; Kappagoda, Othman, Fithri, & 
De Alwis, 2014; Newman et al., 2014; Rus & Băban, 2013; 

Avey, Reichard, Luthans, & Mhatre, 2011; Luthans et al., 
2008; Larson & Luthans, 2006).

Psychological capital has also a high positive (0.739) 
impact on job performance. This impact is statistically 
significant at the 1% significance level. This result supports 
not only the H1 hypothesis proposed, but also the opinion 
of Luthans and Youssef (2004) assuming that psychological 
capital helps improve employee’s job performance. This 
results are similar to the results of previous empirical studies 
(Dinh, Dong, & Ha, 2014; Kappagoda et al., 2014; Wang, 
Sui, Luthans, Wang, & Wu, 2014; Liu, 2013; Nguyen & 
Nguyen, 2012).

In this study, the third direct effect of organizational 
commitment on job performance is positive. This impact 
is very weak – only 0.061 and it is a statistical significance 
at the 5% significance level. Nevertheless, hypothesis H3 is 
still accepted. This result is in contrast to the result of other 
studies (Rageb, Abd-El-Salam, El-Samadicy, & Farid, 2013) 
but is the same as that of (Sawitri, Suswati, & Huda, 2016; 
Fu & Deshpande, 2014; Ahmad, Ahmad, & Shah, 2010; 
Abualrub & Al-Zaru, 2008; Chen, Silverthorne, & Hung, 
2006; Jaramillo, Mulki, & Solomon, 2006). 

This study does not only investigate the direct 
relationships between concepts, but also explore the 
indirect effect of psychological capital on employee’s job 
performance through his organizational commitment. The 
magnitude of this impact is 0.0422. Therefore, the total 
effect of psychological on job performance is 0.74322. The 
appearance of organizational commitment as the mediator 
helps increase the impact of psychological capital on job 
performance. The hypothesis H4 is also accepted.

During working, employee has to do various assignments 
to complete the organization’s operating goals. These 
assignments can either be easy to accomplish or challenging 
causing failure. Employee with low psychological capital 
is afraid of challenges and has tendency to likely receive 
easy tasks, whereas those with high psychological capital 
consider working obstacles and barriers as opportunities and 
motives to learn and develop themselves. Beside that, upon 
high psychological capital employees’ opinion, difficulties 
that they may confront don’t exist in long term and that can 
help build their strength to deal with future obstacles. 

As a result, they possess positive senses, prefer difficult 
tasks and try to overcome troublesome things to achieve their 
working goals. They think that they themselves can handle 
it (Youssef & Luthans, 2007). As such, employees have 
positive attitude towards their job and want to closely engage 
to the organization because the organizational commitment 
reflects psychological state connecting an individual with 
an organization in terms of organizational goals and values 
(Allen & Meyer, 1990). And thanks to the organizational 
commitment, employees focus on completing organizational 
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Table 1: The Pattern matrix of overall scale

Items
Factor

1 2 3 4 5 6 7 8
OC70 0.892        
OC72 0.864        
OC73 0.861        
OC71 0.857        
OC68 0.777        
OC74 0.758        
OC69 0.731        
JP35  0.848       
JP36  0.790       
JP34  0.764       
JP31  0.735       
JP33  0.641       
JP37  0.589       
JP32  0.522       
SE2   0.776      
SE5   0.740      
SE6   0.717      
SE4   0.665      
SE3   0.610      
OP25    0.845     
OP30    0.700     
OP29    0.685     
OP26    0.666     
OP28    0.575     
OP27    0.492     
HO14     0.812    
HO13     0.754    
HO11     0.580    
HO10     0.521    
RE16      0.632   
RE18      0.590   
RE15      0.546   
RE20      0.448   
RE22      0.418   
OC79       0.899  
OC76       0.604  
OC78       0.513  
OC84        0.701
OC86        0.631
OC87        0.554
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working goals rather than any specific assignments (Hulin, 
1991). The higher level of organizational commitment is, 
the more effort of assignment accomplishment is because 
they believe that their working achievement will contribute 
to that of the organization. Employees are assessed to 
be productive at work when their behaviors and actions 
go beyond organizational goals (Motowildo, Borman, & 
Schmit, 1997). Therefore, it is able to say that employees 
who have their high commitment with their organization will 
create high performance (see Figure 2). 

5. Conclusions and Recommendations

Psychological capital and organizational commitment, 
in this study, are used as a second-order construct. There 
are four components under psychological capital, including 
self-efficacy, hope, optimism and resiliency, whereas three 
components, comprising affective commitment, continuance 
commitment and normative commitment are under 
organizational commitment.

Officers who work for several companies across 
industries in many provinces and cities of Vietnam are 
selected to attend the survey. The research sample size is 
848, of which employees with at least five years of working 
experience accounts for 51.8%, followed by 25.7% and 
19.8% of employees working from one year to less than 
three years and from three years to less than five years, 
respectively. There was hardly any respondents who work 
less than one year. Two methods of surveying are face-to-
face and via email.

This study combines qualitative research method and 
quantitative research method. Quantitative research method 
is used to estimate the relationship between concepts while 

qualitative research method helps complete the scale of 
concepts and ensures the conformity with the specific 
research context.

The research results show that there is a positive impact 
of psychological capital on organizational commitment and 
job performance of employees, by which organizational 
commitment is also proven to have a positive influence on 
job performance. Moreover, organizational commitment also 
mediates the positive relationship between psychological 
capital and employee’s performance. As a result, all 
hypotheses are accepted.

Manager must find the best way to improve job 
performance (Tran, Lee, Nguyen, & Srisittiratkul, 2020). 
This study explores the impact of employee’s psychological 
capital and organizational commitment to his job performance. 
On the basis of the results, managers are recommended 
to increase employees’ job performance by raising their 
psychological capital and organizational commitment. 
It is necessary for managers to take into consideration 
psychological capital as a factor that helps improve both 
organizational commitment and job performance of 
employees. More suggestions for managers are to develop 
a questionnaire to measure psychological capital according 
to the organization’s characteristics of employees, business 
industries, etc., and periodically evaluate and organize short-
term psychological training courses for employees. It is 
also advised to create a friendly working environment with 
many engagement activities and development programs for 
employee’s organizational commitment. Apart from those, 
in order to enhance employee’s job performance, two-ways 
internal communication activities should be promoted within 
the organization to incorporate employee’s personal working 
goals and needs with their assigned works.

Psychological
Capital

(PsyCap)

Organizational
Commitment

(OC)

Job
Performance

(JP)

R2 = .282

R2 = .644

.692*** .061**

.739***

Figure 2: The result of the path model
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