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Abstract

Business leaders have made great efforts to increase their organizations’ competitive capability, and raising employees’ job performance is 
considered as one of the essential solutions. Thus, it is vital to properly identify factors that affect the job performance since this will be the 
basis for managers to propose recommendations to increase employees’ job performance. The study seeks to investigate the relationships 
between psychological capital, job satisfaction, and job performance of employees in Vietnam, a developing country in South-East Asia. 
In this study, psychological capital is considered as a high-order construct. The mixed research method is used in this study. Qualitative 
research method is used to form the official survey questionnaire. Quantitative research method is used for investigating the relationships 
between concepts. Research data are collected from 848 interviewees via both face-to-face and email surveys. The findings show that 
psychological capital has positive relationships with job satisfaction and job performance. Job satisfaction also has a positive impact on 
job performance. In particular, job satisfaction shows the mediating role in the impact of employees’ psychological capital on their job 
performance. Based on the results, the study also provides recommendations related to psychological capital and job satisfaction assisting 
managers to increase employees’ job performance. 
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Pulakos, 1999). An employee with high job performance 
can help their organization achieve its goals and gain a 
competitive advantage (Sonnentag, 2003). 

According to Luthans, Avolio, Walumbwa, and Li (2005), 
investment and development of psychological capital brings 
many benefits, such as increasing job performance and 
establishing a competitive advantage. After human capital 
and social capital, psychological capital is a new and superior 
form of capital (Luthans et al., 2005; Luthans, Luthans, & 
Luthans, 2004). Besides, in the theory of psychology, attitude 
leads behavior is a prominent topic. Researchers on clinical 
psychology and organizational psychology suggest that 
attitudes and behaviors are closely related. There are a lot 
of employee’s job attitudes that exist in the working context. 
Employee’s job satisfaction is a specific attitude towards 
employee’ job. Job satisfaction is a delightful emotional state 
that arises from assessing an individual’s job when attaining 
or facilitating the achievement of work values (Locke, 1969). 

Theories and previous empirical studies have shown the 
relationship between psychological capital, employee’s job 
satisfaction, and employee’s job performance. There is a 
positive impact of psychological capital on employees’ job 
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1. Introduction

In the context of international economic integration today, 
Vietnamese enterprises must cope with the fierce competitive 
pressure from foreign enterprises by actively innovating 
mindsets, improving productivity, and optimizing available 
resources (Dan, 2017). They have to change themselves 
in many aspects such as business process, organizational 
structure, and personal efficiency (Nguyen & Nguyen, 
2015). In order to adapt to the rapid and realistic changes in 
the world, enterprises must aim to change, not only in terms 
of productivity, but also the requirements for implementation 
and generally recognized as job performance (Ilgen & 
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performance (Abbas, Raja, Darr, & Bouckenooghe, 2014; 
Nguyen & Nguyen, 2012; Nolzen, 2018) and employee’s 
job satisfaction (Aminikhah, Khaneghah, & Naghdian, 
2016; Badran & Youssef-Morgan, 2015; Chaudhary, 
Bidlan, & Darolia, 2015). On the other hand, despite the 
positive theoretical relationship, there is still controversy 
and inconsistency in many empirical studies on the relation 
between job satisfaction and job performance (Saari & 
Judge, 2004).

This study focuses on investigating the relationships 
between the concepts psychological capital, job satisfaction, 
and job performance of employees in Vietnam, and 
considering the mediating role of job satisfaction in the 
impact of psychological capital on job performance. Based 
on the findings, the study provides more empirical evidence 
about the impact of job satisfaction on job performance as 
well as mediators’ role in the effect of psychological capital 
on job performance. In addition, the study also makes some 
managerial implications for increasing an employee’s job 
performance accordingly. 

2. Literature Review

While economic capital refers to “what do you have?”, 
human capital refers to “what do you know?”, and social 
capital refers to “who do you know?”, psychological 
capital has a positive influence on human nature and helps 
individuals to be highly effective at work (Luthans & 
Youssef, 2004). Psychological capital, which is the nature of 
a human being, seems to be the positive psychological state 
of individual development (Avey, Luthans, & Jensen, 2009). 
Psychological capital is a high-order core construct described 
by the four various elements of self-efficacy, optimism, 
hope, and resiliency (Luthans, Youssef, & Avolio, 2015). 
Psychological capital is considered as a superior integrated 
concept in relation to the measurable improvement of results 
(Yang & Cho, 2015).

Job satisfaction is the specific attitude of employees 
toward the job they are undertaking. Job satisfaction relates 
to the difference between an employee’s needs and the actual 
deliverables or between expectation and the actual perceived 
value. Locke (1969) and all contemporary researchers agreed 
that job satisfaction is a function related to the perceived 
relationship between what people want from their job and 
what they perceive when it happens. Approaching from 
both objective and subjective aspects, job satisfaction is 
an employee’s internal state expressed by a rational and/ 
or emotional assessment of a work experience with some 
supportive or unsupportive levels (Brief, 1998). Employees’ job 
satisfaction brings several desirable/positive behaviors such as 
performance, commitment, … as well as restricts undesirable/
negative behaviors of employees such as absenteeism, 
turnover,… (Mushtaq, Amjad, Bilal, & Saeed, 2014). 

Employee’s job performance should be conceptualized 
in terms of behaviors rather than results (Nguyen, Nguyen, 
Ngo, & Nguyen, 2019). Job performance is a collection of 
behaviors related to the goals of the organization or of the 
department where an individual works (Murphy & Kroeker, 
1988). Campbell, McHenry, and Wise (1990) define job 
performance as visible behaviors that employees performed 
their jobs in relation to the organization’s goals. Job 
performance is the collection of all work-related behaviors 
that an organization expects its individuals to perform 
(Moorhead & Griffin, 2008). Yang and Kim (2018) consider 
employees’ job performance as one of the critical factors to 
increase the competitive capability of the organization they 
work under. 

Self-efficacy (Bandura, 1997), hope (Peterson & Byron, 
2008), optimism (Corr & Gray, 1996), resiliency (Youssef 
& Luthans, 2007) have positive effects on employee’s job 
performance. It has been suggested from psychological 
capital theory and several empirical research results that 
psychological capital (as a higher-order construct) positively 
impacts an employee’s job performance. Psychological 
capital is a useful solution to improve employee’s performance 
(Luthans & Youssef, 2004). According to Luthans, Avolio, 
Avey, and Norman (2007); Luthans, Norman, Avolio, and 
Avey (2008), with a higher psychological capital level, an 
employee has more reliabilities to achieve his job goals and 
create more work-efficiency. The study surveys 21 studies 
on the influence of psychological capital on employee’s job 
performance published from 2005 to 2020. Of which, there 
are four studies using meta-analysis and 17 studies using 
quantitative analysis methods. These studies are conducted 
in many different countries. Four studies conducted in 
Vietnam are Nguyen and Nguyen (2012); Nguyen, Nguyen, 
and Quan (2014); Tấn and Thanh (2018); Ha Minh Nguyen 
and Trung Thanh Ngo (2020). All surveyed studies’ obtained 
results recommend a statistically significant positive impact 
of psychological capital on employees’ job performance. 
So, the study proposes the hypothesis about the relationship 
between the two concepts as follows:

H1: There is a positive impact of psychological capital 
on job performance.

Besides, self-efficacy has a positive impact on job 
satisfaction (Badran & Youssef-Morgan, 2015; Kwok, 
Cheng, & Wong, 2015). Hope helps employees try to achieve 
their goals even when they encounter various troublesome 
obstacles and they have a tendency to satisfy what they have 
achieved (Froman, 2010). The optimism helps people have 
a positive thinking towards life and job satisfaction because 
optimists tend to believe in positive future results. Youssef 
and Luthans (2007) also believe that optimism and resilience 
also have a positive effect on employee’s job satisfaction.  
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21 previous studies on the impact of psychological capital 
on employee’s job satisfaction are surveyed in this study. 
They are published from 2006 to 2018 and conducted by 
either meta-analysis (four studies) or quantitative methods  
(17 studies). Employee’s psychological capital is considered 
as a high-order construct in the most of surveyed studies. 
There are only two previous studies by Çetin (2011); and 
Kwok et al. (2015) exploring the relationships between 
psychological capital’s components and employee’s job 
satisfaction. The obtained results from 20 out of 21 surveyed 
studies show that psychological capital has a positive 
influence on job satisfaction. Only Chaudhary and Chaudhari 
(2015)’s study concludes that the relationship between the 
two concepts is not statistical significance. In this study, the 
hypothesis about the effect of psychological capital on job 
satisfaction is proposed as follows: 

H2: There is a positive impact of psychological capital 
on job satisfaction. 

The relationship between job satisfaction and employee’s 
job performance has been examining in many decades. Some 
researchers say that there are theoretical studies that show 
there exists a positive relationship between job satisfaction 
and employee’s job performance. Intuitively, these two 
concepts are mutually related (Iaffaldano & Muchinsky, 
1985). However, there is still controversy and inconsistency 
in many empirical studies (Saari & Judge, 2004). In this 
study, 18 previous studies on the effect of job satisfaction 
on job performance are surveyed, of which five studies use 
meta-analysis and 13 studies use quantitative methods. The 
results obtained are not consistent. Although suggesting that 
the relationship between job satisfaction and job performance 
exists, Iaffaldano and Muchinsky (1985)’s study using meta-
analysis does not confirm that this relationship is positive. Five 
studies do not find evidence about the statistically significant 
positive effect of job satisfaction on job performance. 
Twelve remaining studies conclude that there is a statistically 
significant positive relationship between these concepts. The 
study proposes the following research hypothesis:

H3: There is a positive impact of job satisfaction on job 
performance.

Specifically, the role of employee’s job satisfaction in 
the impact of psychological capital on job performance is 
investigated in this study. Based on studied theory and previous 
empirical research results on the impacts of mentioned 
concepts, the last hypothesis is proposed as follows:

H4: Job satisfaction has a mediating role in the impact of 
psychological capital on job performance.

3. Research Methodology

The research model is suggested in Figure 1:
Four hypotheses are proposed as follows: 

H1: There is a positive impact of psy chological capital 
on job performance.

H2: There is a positive impact of psy chological capital 
on job satisfaction. 

H3: There is a positive impact of job satis faction on job 
performance.

H4: Job satisfaction has a mediating role in the impact 
of psychological capital on job performance.

In an effort to correspond with the context in Vietnam, the 
study uses discussion activities with experts and pre-test to 
revise the pre-designed scales of concepts. First, ten experts 
who are researchers in human resources, and businessmen, 
together with experienced corporate staff, attended the 
discussions. They are asked about the suitability of items 
in the questionnaire and asked for appraising the usage of 
the five-point Likert scale in measuring items. They also 
can alter and provide new items. Next, the pre-test activity 
is conducted with the revised questionnaire, then qualitative 
research. A narrow group of respondents comprising 20 
employees is invited to participate in this activity by selecting 
the convenient sampling method. Respondents are randomly 
divided into two different testing groups, with ten people 

Figure 1: Research Model
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per group. The first group participates in the first interview, 
and their feedback/suggestions are the basis for the revision 
of the questionnaire. After that, the revised questionnaire 
is used in the second test of the remaining group. Through 
face-to-face interviews, respondents were asked about the 
understandable level, possible confusion, and impatience in 
answering. The last revised questionnaire after testing with 
the second group is officially used for the survey activities.

The PCQ-24 psychological capital questionnaire edition 
was referred to in this study because it is most prevalent 
in previous studies (Nguyen & Ngo, 2020). Via qualitative 
research activities, three existing items (two items in 
optimism scale, one item in resiliency scale) were revised, 
and six new items (two items for each hope scale, resiliency 
scale, and optimism scale, respectively) were added. As a 
result, the official psychological capital scale consists of 30 
items, including four component scales of psychological 
capital such as self-efficacy (SE), hope (HO), optimism 
(OP), resiliency (RE). The self-efficacy scale includes six 
items. Each of the remaining scales has eight items.

Based on the previous studies by Spector (1985); 
Netemeyer, Boles, McKee, and McMurrian (1997); Jung 
and Yoon (2015), and qualitative research result (adding two 
items), the employee’s job satisfaction scale has nine items.

Referring to the previous studies of Staples, Hulland, 
and Higgins (1999); Rego and e Cunha (2008); Nguyen and 
Nguyen (2012), the study revised one item and added three 
new items. Therefore, the employee’s job performance scale 
consists of seven items.

Finally, all scales’ items are measured on a five-point 
Likert scale (1 = Strongly disagree, 5 = Strongly agree).

The study conducts a survey with employees working at 
various organizations in several provinces/cities in Vietnam 
by a pre-designed questionnaire. The purposive and snowball 
sampling method is used. Interviews are conducted with a 
face-to-face method and via email. The survey receives 901 
respondents. After data clean up, the response ratio is 94.12%. 
There are 421 male interviewees, 427 female interviewees. 
43.4% of interviewees working in the public sector, 31.2% 
of interviewees working in the private sector without foreign 
investment capital, and 25.4% of interviewees working in 
the private sector with foreign investment capital.

In general, the psychological capital level of respondents 
is above average. They also assessed themselves to work 
effectively when the overall average value of the job 
performance scale was greater than 3. Working environment, 
promotion opportunities, and benefits were three elements of 
the current job that were most satisfactory for the interviewees.

4. Results and Discussion

The reliability of all scales is assessed by Cronbach’s 
Alpha. In the psychological capital scale, the reliability 

of each component scale is analyzed separately. The 
final Cronbach’s Alpha results are obtained: 0853 (Self-
Efficacy scale), 0.826 (Hope scale), 0.803 (Resilience 
scale), 0.848 (Optimism scale) and eight variables of four 
excluded components. After three times of analyzing the 
reliability of the scale, five variables are eliminated, the 
overall Cronbach’s Alpha result of the employee’s job 
satisfaction scale was 0.877. The overall Cronbach’s Alpha 
result of the employee’s job performance scale was 0.889. 
The employee’s job performance scale still includes seven 
observed variables.

Applying the Principal Axis Factoring extraction method 
and the Promax rotation method, results of exploratory factor 
analysis are obtained as follows: 

Psychological capital scale: in the first analysis, two 
variables are rejected because their convergent validities are 
too low. The results of the second analysis satisfied conditions 
and four factors are extracted as below: (i) Optimism (OP); 
(ii) Self-efficacy (SE); (iii) Resiliency (RE); (iv) Hope (HO). 

Job satisfaction scale: results are obtained such as KMO 
value = 0.802, Bartlett’s test has statistical significance 
with sig. = 0.000 and only one factor (SA) is extracted with 
Eigenvalue value = 2.936, the total variance extracted is 
73.395%.

EFA result of job performance scale shows that only one 
factor (JP) is extracted.

Conducting exploratory factor analysis for all variables 
of psychological capital scale, job satisfaction scale, job 
performance scale, the results of the first analysis shows 
that one variable is rejected because it did not show the 
discriminant value with only one factor. The results of the 
second analysis are obtained: KMO value = 0.935, Bartlett’s 
test has statistical significance with sig. = 0.000, Eigenvalue 
at the sixth factor = 1.110 and the total variance extracted 
at this factor = 63.577%. The extraction with six factors is 
appropriate since factor 2, factor 4, factor 5, and factor 6 
represented four elements of psychological capital, factor 3 
was job satisfaction and factor 1 was job performance. 

As mentioned, psychological capital is a high-order 
construct. Therefore, the study performs confirmatory factor 
analysis of the employee’s psychological capital (PsyCap), 
comprising four low-latent variables that are psychological 
capital’s elements.

The results of the analysis (see in Figure 2) are obtained 
such as: Chi-square/df = 2.032 < 3, GFI = 0.945 > 0.9, 
TLI = 0.946 > 0.9, CFI = 0.955 > 0.9 and RMSEA = 0.051  
< 0.06, showing that the built model is suitable to the 
data. The model is reliable and valid when CR = 0.883,  
AVE = 0.655, MSV = 0.000.

The study also performed confirmatory factor analysis 
for the measurement model comprising main constructs: 
employee’s psychological capital (PsyCap), employee’s job 
satisfaction (SA), and employee’s job performance (JP).  
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Figure 2: The CFA Result of Psychological Capital

The analytical results are obtained (see Figure 3) such as: 
Chi-square/df = 2.984 < 3, GFI = 0.945 > 0.9, TLI = 0.946 > 
0.9, CFI = 0.955 > 0.9 and RMSEA = 0.048 < 0.06. So, the 
measurement model is compatible with the collected data. In 
addition, based on CR, AVE, MSV obtained, the study also 
asserts that this measurement model also achieves reliability, 
convergent validity as well as discriminant validity.

Since the study has characteristics such as research data 
collected by a survey, interviewees answer all questions 
about independent variables and dependent variables at the 
same time, five-points Likert scale is used to measure all 
items in the questionnaire, study results can be biased caused 
by common method variance (Podsakoff, MacKenzie, Lee, 
& Podsakoff, 2003). Thus, a test is carried out for a common 
method bias by common latent factor (CLF) technique. 
Differences between the model with CLF and without CLF 
are not large enough (at least 50% (Eichhorn, 2014)) to 
conclude that there is common method variance in this study. 

In other words, study results are not bias caused by common 
method variance. 

Structural Equation Modeling is used for estimating 
the relationships between these concepts. According to the 
obtained results, the effects of psychological capital on job 
Satisfaction as well as job performance and the effect of job 
satisfaction on job performance are statistically significant. 
The magnitude of these effects is 0.868, 0.680, 0.135, 
respectively (see Figure 4). 

There is a statistically significant positive impact 
of psychological capital on job performance at the 1% 
significance level. This result helps the H1 hypothesis be 
accepted and the judgment of Luthans and Youssef (2004) 
when they think that psychological capital is a proper solution 
to increase employee performance is supported. The results 
of this study are similar to the results of previous empirical 
studies by Nguyen and Ngo (2020); Aminikhah et al. (2016); 
Pouramini and Fayyazi (2015); Bergheim, Nielsen, Mearns, 
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Figure 3: The CFA Result of All Constructs

Figure 4: The Result of the Path Model

and Eid (2015); Kwok et al. (2015); Abbas et al. (2014);  
T. D. Nguyen et al. (2014); Kappagoda, Othman, Fithri, and 
De Alwis (2014).

Besides, psychological capital also has a positive 
relationship with job satisfaction, and it is statistically 

significant at the 1% significance level. That means the more 
psychological capital employees have, the more their job 
satisfaction is. So, the hypothesis H2 is accepted and similar 
to the findings of Nguyen and Ngo (2020); Nolzen (2018); 
Aminikhah et al. (2016); Chaudhary et al. (2015); Badran and 
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Youssef-Morgan (2015); Jung and Yoon (2015). Research 
results show that the level of impact of the psychological 
capital of employees in Vietnam on job performance and 
their job satisfaction is high (0.680 and 0.868). 

Although job satisfaction also positively affects 
employee performance at the 1% significance level, this 
influence’s magnitude is relatively low (0.135). This result 
supports Iaffaldano and Muchinsky (1985) when arguing 
that the relationship between employees’ job satisfaction and 
their job performance is not strong. However, hypothesis 
H3 is also accepted. The results of this research are similar 
to those by Shu, Xiong, and Hu (2018); Siengthai and Pila-
Ngarm (2016); Rageb, Abd-El-Salam, El-Samadicy, and 
Farid (2013); Chen and Silverthorne (2008);…

Judge and Kammeyer-Mueller (2012) consider job 
satisfaction has a positive attitude toward the employee’s job 
and define it as a state expressing satisfaction and positive 
emotions about the employee’s work. Employees with more 
psychological capital have more satisfaction with their job. 
Because of self-efficacy, employees themselves set their 
high working goals and choose difficult tasks to perform 
with great enthusiasm and effort. Therefore, the emotional 
engagement between employees and the organizations where 
he works under will appear. When employees are assigned 
works suitable to their job needs, they will be satisfied. 
Besides, hope helps employees have the future vision and 
always aim at the job’s success. Hopeful employees always 
consider obstacles or difficulties as opportunities to learn 
and develop themselves to be mature. Employees with a 
high level of psychological capital are less likely to fluctuate 
from difficulties and failures at work. They recognize job 
failures as separate issues that do not exist for a long time. 
Having a lot of hope and optimism in the workplace also 
helps them carry out different working approaches and 
consider the ability of job success at a higher level; as a 
result, they shall work harder. They are also easier to adapt 
to difficulties, failures at work and comfortably continue to 
take on new tasks. Therefore, they have positive emotions 
with daily life and more satisfaction with their jobs. What 
is more, when employees are satisfied with their job, they 
have positive emotions with both the job itself and the 
organization where they work under. Therefore, they will 
devote themselves with more effort, enthusiasm, working 
time, and what they work for more appropriately than that 
of the organization’s operating goal. In other words, the 
employee’s job performance is higher.

Last, job satisfaction’s mediating role is also shown 
in the positive influence of employees’ psychological 
capital and job performance. Through the mediating role 
of job satisfaction, the indirect impact of psychological 
capital on employees’ job performance is 0.117. Thus, as 
the psychological capital of employees increases, the job 
satisfaction of employees will increase, and the increase in 

job satisfaction will also lift up the efficiency of his work. 
Therefore, hypothesis H4 is accepted; the study investigates 
the effect of an employees’ psychological capital and job 
satisfaction on their job performance is compatible with 
practice. Leaders and managers, who can be advised and 
recommended by results coming from the research, should 
increase employees’ job performance by raising their 
psychological capital level and job satisfaction.

5. Conclusion

In this research, psychological capital is used as a high-
order construct and comprises four different components 
such as self-efficacy, hope, optimism, and resiliency. The 
research surveys officers working at various organizations 
in both the public sector and the private sector in Vietnam. 
Research results show that: psychological capital has a 
positive impact on job satisfaction and job performance of 
employees; the effect of employees’ job satisfaction on their 
job performance is positive and statistically significant. In 
addition, job satisfaction also shows its mediating role in 
the positive relationship between employee’s psychological 
capital and employee’s job performance. Hence, four out of 
four given hypotheses are accepted. The results gained in 
this study provide empirical evidence about the relationship 
between employee’s job satisfaction and employee’s job 
performance which have many controversies (Saari & 
Judge, 2004). 

In conclusion, the study makes some recommendations for 
managers to increase employees’ job performance by raising 
their psychological capital and job satisfaction. Although 
positive psychological capital is a new concept to many 
managers in Vietnam, they whereby consider psychological 
capital as a resource that helps upgrade both job satisfaction 
and job performance of employees. Understanding 
psychological capital, developing a questionnaire to measure 
its level following the characteristics of work, business 
industries, carrying out annual evaluation, convening short-
term psychological training courses for employees, are some 
initiatives to managers. Besides, in the effort of enhancing 
employees’ job performance, managers are advised to 
effectively execute two-way internal communication 
activities to make employees’ needs, working goals, and 
assigned works at the personal level mixed match.

It is necessary to conduct more studies to explore the 
relationship between psychological capital, employees’ 
job performance, and other specific job attitudes of the 
employees. In addition, psychological capital should be 
investigated, not only at the individual level, but also at 
the team level and organization level. The more precise 
knowledge obtained from these study results will help 
managers make appropriate managerial decisions to improve 
job performance and productivity of employees.
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