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ABSTRACT

Researchers in today's corporate world are particularly interested in the positive psychology and social exchange
interaction. When an individual's emotional intelligence is strong, they exhibit traits like optimism, hope, resilience, and
self-efficacy, which are together known as psychological capital (PsyCap). Interactions between organisations and their
workers, characterised by rules of reciprocity and social exchanges, have a direct impact on the level of dedication
shown by employees. How much care and value an organization's workers feel is reflected in their perceived
organizational support (POS). Therefore, the purpose of this study was to examine the effect of psychological capital
(PsyCap) on job satisfaction through moderating role of and emotional intelligence (EI). Data was collected from cross
border e-commerce industry employees operating in China. A total of 483 responses were obtained from technology
staff, and senior managers. Data were used for analysis using PLS-SEM (Smart PLS 4) to test hypothesis relationships.
Study hypotheses were accepted and finding shows a positive relationship between the variables. Similarly,
understanding the association between PsyCap and job satisfaction is crucial for businesses and their workforces. Result
revealed perceived organizational support and emotional intelligence both have positive and significant moderating
influence on the relationship between PsyCap and job satisfaction. Therefore, current study suggested that employees
are able to provide high motivation because they have a high level of PsyCap and job satisfaction. In this way, they are
more likely to put in significant effort on behalf of the company. PsyCap is an untapped positive resource that can
improve employees’ job satisfaction and performance, boosting global competitiveness.
Keywords: emotional intelligence; job satisfaction; psychological capital; perceived organizational support

1. Introduction
Human resources are essential to long-term competitiveness, especially as organisations change faster[1].

According to positive organisational behaviour, employee and organisational development comes from
resources that work at multiple levels and must be strengthened[2]. As the rate of change in cross border e-
commerce organizations accelerates, human resources become even more important in gaining and
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maintaining a competitive edge[3]. The theory of positive organisational behaviour posits that the growth and
development of an e-commerce organisation is contingent upon teams of individuals situated at different
hierarchical levels within its structure and need to be fortified for the best results[4,5]. Positive personal
attributes and states are thus individual psychological resources that generate positive subjective experiences
such as contentment and well-being[6]. Besides that, improvements in environmental factors changed
workplace competition and this type of competition results in organizations acquiring a unique identity and
emphasizing human resources[7].

Extensive research conducted over the past two decades has demonstrated that possessing elevated
levels of hope, optimism, confidence, and resilience, collectively referred to as Psychological Capital
(PsyCap), greatly enhances both work and life experiences[8]. Ashmawy[9] identified that PsyCap not only
predicts career success, job satisfaction, and overall well-being, but it also functions as a buffer against
adversity, resulting in higher income and better health. It is essential for personal, organisational, and societal
success, goal achievement, social standing, problem solving, handling failures, and recovering from
adversity. In this context, PsyCap plays a vital role in organization. According to the prior research, cross
border e-commerce companies with high levels of PsyCap have lower rates of employee stress and turnover.
PsyCap consists of four active psychological capabilities: self-efficacy, hope, optimism, and resilience[10].
Psychologists assert that hope is a constructive motivational state that arises from a perception of effective
agency, characterised by goal-directed energy, and routes, which involve strategic planning to achieve those
goals[11]. These elements of hope are believed to be outcomes of interacting processes. “Agency” refers to the
motivation and drive to succeed, whereas “Pathways” refers to the “Way Power” or creative problem-solving
skills required to get things done[12]. Besides that, self-efficacy also known as confidence, is the conviction
that one possesses the internal drives, mental tools, and behavioural strategies needed to successfully
complete a given task[5].

Resilience, on the other hand, refers to the capacity to effectively recover from and adapt to many
challenges, including adversity, conflict, failure, as well as positive occurrences, progress, and increased
responsibilities[7,13]. The capacity to adapt, acquire knowledge, and develop in response to challenges is an
essential aspect of resilience for both individuals and organisations[14]. It is away of looking at the world that
looks for the positive reasons for things and the negative reasons for the negative things[15]. Optimism helps
maintain a positive outlook in an environment that is predominantly negative by buffering negative events
and amplifying positive ones[16]. Similarly, the cultivation of optimism and hope can assist individuals in
maintaining their focus on the future by adopting a temporal perspective, which has been associated with
enhanced abilities in managing both present and future tasks[17]. PsyCap has been shown to improve
employees' perceptions of their own professional success in another study[18]. The goal of PsyCap is to help
people find and use their own strengths and positive psychological conditions. Consequently, those who
possess enhanced amounts of PsyCap demonstrate correspondingly increased levels of productivity and job
satisfaction[19]. According to the theory of psychological capital, employees with strong PsyCap can use
more resources to achieve their goals and perform better. Consequently, prior research has demonstrated that
PsyCap improves workers'job performance[20].

The term “job satisfaction” refers to how content an employee is with their current position and working
conditions. It's related to employee expectations about the job and its environment[21]. Therefore, it is likely
that the level of job satisfaction among employees may increase if benefits and the working environment are
provided as stated. Employees' level of job satisfaction can be significantly impacted by their level of
experience in the position[22]. Some people think that people's opinions and experiences in the past determine
how satisfied they are with their jobs now. Hence, their psychological well-being is directly linked to their
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level of job satisfaction[23]. For instance, resilience, optimism, and hope were shown to have significant
positive relationships with job satisfaction across a variety of industries[24].

Another important factor in organizations is perceived organizational support (POS). It is crucial to
worker satisfaction and the achievement of business objectives. It comprises universal convictions regarding
the extent to which the organisation values and is concerned with the welfare of its members and their
contributions[25]. Prior studies found that organizations with high performance and expectations will be
noticed and appreciated, which can increase job satisfaction and organizational commitment[26]. Besides that,
one of the most influential factors in employee behaviour and performance on the job is a person's EI, which
includes their knowledge, skills, and attitudes in dealing with different emotional states and situations in the
workplace. Ran et al.[7] defines EI as a component of social intelligence encompassing the capacity to
perceive and differentiate the emotions and sentiments of oneself and others, as well as to employ this
knowledge to inform one's decision-making and behaviour. Moreover, organizational interactions require
understanding others' emotions as well as one's own[27]. When people understand others and control their
emotions, they can maintain good relationships[28] .

The aim of the current study is to examine the impact of PsyCap on job satisfaction: moderating role of
POS and EI. Various studies have demonstrated that for effective implementation of environmental
management, it is crucial to motivate all employees, not just managers, to cultivate the requisite functional
and managerial competencies. Employees' management of standard operating procedures is one way in
which their actions contribute to the success of their companies. Nevertheless, there is a limited body of
research that has investigated proactive environmental behaviours carried out by individuals within cross-
border e-commerce organisations[14] . While several research studies have been conducted on job satisfaction,
the majority of them have focused on examining the impact of demographic variables, work conditions, and
negative emotions on individuals' level of job satisfaction. However, the more positive features of PsyCap
and POS have recently become a growing research area targeted at increasing job satisfaction[29]. This study
presents more empirical evidence about the influence of PsyCap on job satisfaction, as well as the
involvement of moderators in the relationship between psychological capital and job satisfaction. Moreover,
this study emphasises the importance of EI and the sense of organisational support in achieving success for
both individuals and organisations. Furthermore, while there has been a considerable body of research
conducted on psychological capital and its impact on business, there is a dearth of studies examining PsyCap
and its relationship to POS and EI. Nevertheless, there is a scarcity of research investigating the impact of
PsyCapon job satisfaction among employees in the e-commerce industry.

2. Literature review
2.1. Conservation resource theory

The Conservation Resource Theory (COR), as introduced by Hobfoll[30], centres on the various elements
required to cultivate pleasant emotions that enhance psychological resilience. The field of PsyCap, which
investigates the same concept, identifies four characteristics that can be developed to increase personal
strength. According to COR, people have an innate need to protect the quality and quantity of their resources
while also working to eliminate everything that might threaten them. Stress from a lack of resources may
lead to work dissatisfaction, anxiety, and even thoughts of leaving.

Human capital refers to a person's skills and knowledge, while social capital includes their network of
friends and acquaintances. However, Luthanset al.[31] argue that PsyCap is an even more significant resource.
It's a malleable tool for encouraging productive habits and outlooks among staff. PsyCap has been shown to
significantly correlate with positive workplace attitudes including job satisfaction, organisational
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commitment, and psychological health in a growing corpus of empirical research. Moreover, PsyCap shows
a good link with task and contextual performance, as well as objective and self-reported work performance
and organisational civic conduct. Employee attitude might potentially be affected[6].

2.2. Psychological capital and job satisfaction
With the help of PsyCap, workers are more likely to have optimistic views of their situation and to

believe that they have agood chance of succeeding as a result of their own initiative, drive, and hard work[32].
Affective and behavioural tendencies differ between individuals and as a result, there will always be
discrepancies between how individuals within an organization interpret their surroundings and how they
act[33]. A study conducted by Katircioglu et al.[34] revealed that the utilisation of PsyCap was associated with
a notable enhancement in job satisfaction among employees. This improvement was attributed to an
elevation in their favourable evaluations of their respective roles, responsibilities, and accomplishments.
Without PsyCap, people are less likely to see the bright side of things, be intrinsically motivated to do their
best work, and instead focus on the extrinsic rewards like money, perks, and job security that are
increasingly difficult to come by in the post-revolution, unstable economy[35] .

Within the context of organisational dynamics, the concepts of hope, agency and pathways play a
crucial role in empowering workers by providing them with a perceived sense of control over their responses
to the multitude of competing and unpredictable demands inherent in their work environments. This, in turn,
has the potential to enhance both morale and productivity levels among employees[36]. They can shield
individuals from the negative effects of being in a setting where they frequently experience setbacks in their
pursuit of goals, resulting to more upbeat self-evaluations and contentment[37]. Similarly, the ability to
effectively handle and recover from failures can contribute to the cultivation of coping strategies that are
crucial for mobilising appropriate material, cognitive, emotional, and social resources in order to surmount
obstacles and persist in achieving objectives. This, in turn, can result in a feeling of fulfilment and
contentment in one's work. The ability to see the many positive aspects, interactions, successes, and
accomplishments of one's work can lead to greater job satisfaction[21,38].

Previous research investigations have indicated a positive association between elevated levels of
PsyCap and heightened levels of job satisfaction[39]. Similarly, a study revealed that PsyCap exerted a
noteworthy influence on both the subjective and objective measures of employees'job success, along with
several other outcomes pertaining to social and health aspects. This finding remained consistent even within
the challenging circumstances posed by the COVID-19 pandemic[36]. It also helps employees deal with hard
and uncertain times by promoting a positive psychological state[40]. The individual components of PsyCap
also have their own unique ways of increasing workers' satisfaction on the job. An individual's sense of
efficacy influences their willingness to select, pursue, and ultimately succeed in achieving ambitious goals in
their lives[41]. Effective workers are more likely to see challenges at work as opportunities to actively pursue
rather than problems to avoid[32]. Approach goals are more satisfying than avoidance goals. As a result,
efficacy can increase employee job satisfaction as they proactively confront work-related challenges[21] .

According to several studies, boosting an organization's PsyCap makes workers happier and more
committed to their jobs[42]. PsyCap exerts a beneficial influence on the work attitudes, psychological
condition, and performance of employees. Research indicates that workers with greater PsyCap tend to feel
happier, which boosts their energy, concentration, and commitment at work, leading to greater job
satisfaction. Furthermore, PsyCap is regarded as a beneficial asset in managing adverse consequences,
including exhaustion and violence at work[43]. Furthermore, PsyCap and necessary work attitudes, behaviours,
and performance are significantly positively correlated[44]. Research has revealed that PsyCap has a positive
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impact on employee attitudes and work outcomes, specifically in terms ofjob satisfaction[20]. Similarly, prior
research has shown a positive correlation between PsyCap and employee job attitudes, suggesting that team
members' PsyCap can predict individual levels ofjob satisfaction[6]. Based on the above-mentioned literature,
we hypothesized that:

H1: PsyCap has a positive association with job satisfaction.

2.3. POS as a moderator between psycap and job satisfaction
POS refers to the degree to which employees perceive that their organisation demonstrates concern for

their well-being, recognises and appreciates their efforts, and provides support for their socio-emotional
needs[45] . It is one of the most influential factors in how fulfilled one is with one's professional life. It
promotes socialization within the organization, which in turn helps pro-social values and institutionalized
public service to become more deeply ingrained[25]. Employees are inclined to exhibit a favourable
disposition towards their organisation when they see themselves to be esteemed by their superiors and
entrusted with autonomy in decision-making[45]. Koomson[46] elucidated that POS influences productivity and
employee happiness by promoting teamwork in the workplace. Employees are happy and work harder to
repay the company's good treatment, environment, and rewards[47].

Nisar et al.[48] have identified long working hours, high work pressure, and work-life interference as
prevalent stressors among urban workers. PsyCap is a comprehensive construct that encompasses positive
affective states such as confidence, self-esteem, resilience, and hope[29]. High PsyCap people are committed
to meaningful goals and determined to find alternative paths to success; confident in their abilities to take the
necessary actions; resilient to overcome adversities, setbacks, and failures; and optimistic by attributing
events positively[49]. PsyCap is a valuable tool for improving the mental health of workers and overcoming
obstacles in the workplace[36].

POS affects job outcomes through self-improvement and socialisation. POS self-improvement helps
workers address psychosocial and emotional requirements, which may boost professional success[45]. POS
shows that the organisation values employees' aspirations and takes pride in their accomplishments,
satisfying the need to be hopeful[50]. POS shows employees that the organisation is available to aid when
needed, satisfies the need to be robust, and shows that the organisation values employees[46]. Nazetal.[37] and
Wang et al.[10] found that organisational support positively affected the four PsyCap aspects in Chinese
culture. For instance, according to previous literature PsyCap has a positive influence on employees'
behaviour and performance on the job, and it may be more prevalent among those who feel their workplace
is supportive[44].

Prior literature has suggested that exposure to a positive work environment can foster the conducive
conditions necessary for the development of PsyCap. For instance, when employee mistakes cause obstacles,
people working in a supportive environment are more likely to have better resiliency[51] . This resilience is
less common among employees who are constantly afraid of retaliation or punishment for their mistakes.
When employees are provided with a positive work environment, they are better able to concentrate on their
work, recover from setbacks, and ultimately excel in their roles. Employees who are resilient make
themselves and others feelgood, which can help create a more supportive environment that helps POS[14]. In
addition, Matoori[52] study discovered a positive and statistically significant correlation between one's level
of PsyCap and their level of reported organizational support. Aydin et al.[42] indicated that PsyCap
significantly influences an individual's professional attitude and personal productivity within the work setting.
Prior research has shown that PsyCap is an important predictor of workplace performance, as well as
behavioural and attitude consequences[6]. Generally, perceived organisational support reflects employees'
perceptions of the quality of their relationship with their organisation. The higher the POS, more likely is the
employee's job satisfaction[53].
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An increased level of employee dedication is necessary for businesses to thrive in today's competitive,
ever-evolving business environment. Employees are more invested in the success of their organizations if
their employers are equally invested in them. This social exchange relationship provides a foundation for
studying perceived organizational support and its causes and effects[54]. Employees' sense of belonging in an
organisation that cares about them as people, values their work, and makes an effort to accommodate their
needs is an important contributor to their sense of POS[55]. Satisfaction on the job is defined as “the degree to
which one derives emotional or psychological satisfaction from one's employment”[56]. Previous research
indicates that job satisfaction is a positive emotional state that results from work experiences.

Based on reciprocity, assisted employees help co-workers and boost workplace happiness and
organisational commitment, lowering waivers and absenteeism and enhancing performance[26]. Pradhan et al.
[57] suggest POS boosts pleasure and performance. Employees will be happier at work and perform better if
they think the company and their bosses treat them well. POS appears to start a social exchange process that
makes people feel obligated to help the company succeed, which leads to bigger rewards. According to
social exchange theory, job satisfaction strengthens business bonds[58].

Perceptions of organisational support affect employee commitment. Organisational support helps
employees meet basic socio-emotional needs, improve themselves, affiliate, and accept organisational
change[59]. Organizational perception mechanisms that benefit both employees and businesses are founded on
self-improvement and social exchange, so studying these concepts is crucial[54]. POS and PsyCap has been
the subject of few studies[44,45]. Employees that feel valued by the company are more likely to give that same
company their full backing. Relationships between givers and receivers are key to the POS concept[28].

Employees' perceptions of incentives from the outside world may moderate the impact of psychological
resources on their actions and attitudes on the job[60]. Wang et al.[10] conducted empirical research using POS
as a moderating variable and found that it moderated the effect of PsyCap on workers' attitudes and actions.
According to research, psychological capital improves job satisfaction, job commitment, and organizational
performance[28]. PsyCap has been shown to significantly improve workplace performance, satisfaction,
commitment, and well-being[61]. Some authors have noted that higher levels of the four components of
PsyCap can improve job satisfaction and performance[62]. PsyCap is based on principles from positive
psychology and has been shown to boost morale and productivity in the workplace[63]. Thus, we propose the
hypothesis as:

H2: POS has a moderating role between PsyCap and job satisfaction

2.4. EI as a moderator between psycap and job satisfaction

The concept of EI refers to the capacity to perceive and comprehend the emotions of both oneself and
others, and to utilise this understanding in order to regulate one's own cognitive processes and behaviours[50].
EI has been shown to have positive effects on businesses in previous research. Effective performance is
dependent on the four-branched hierarchical model of EI[62]. It was demonstrated that leaders with a high EI
are more likely to foresee the anger of their employees in the event of unfair treatment. Low EI leaders fail to
address employee concerns and are seen as incompetent[64]. Higher EI people are more likely to manage their
own emotions and actions, as well as those of those around them, in order to achieve their goals[65].

While the positive effects of PsyCap on organizations have been studied for over two decades, the link
between PsyCap and superior performance in the workplace has received less attention. Hope, self-efficacy,
resilience, and optimism boost job satisfaction and performance[66,67]. EI of employees has been recognized
as a crucial factor in sustaining a competitive advantage over time. In addition to academic skills,
understanding and regulating emotions is necessary to maintain good relationships and avoid conflicts[68].
Acquiring emotional knowledge and an understanding of others' perspectives requires the development of
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non-cognitive abilities. Those with a high EI would have a better ability to process emotional stimuli and
adapt to adversity[7].

An individual with high PsyCap who is heavily focused on their future will understand that while it is
important to work hard, it is also important not to sacrifice their psychological health in the process. A
person with high EI is also better able to adapt to new situations and maintain control over their emotions
and behavior, allowing them to set more defined boundaries between their personal life and their
professional life[68]. Employees' PsyCap has been found to increase significantly when they are able to both
motivate themselves through their own feelings (self-encouragement) and manage their emotions in high-
stress situations (emotional self-control)[69]. Moreover, employees need psychological resources to do their
jobs well. What makes some people more successful than others is their ability to control their emotions, for
example, when they lose resources (like when they're in a bad mood)[70]. A person with good EI can manage
those things and make the workplace peaceful and comfortable for working. It also improves employee
relationships and reduces misunderstandings[71,72]. Researchers have found that those with a high IQ have a
better handle on their feelings, allowing them to keep a more optimistic outlook on life and their work[73].
George et al.[70] specified that a leader's EI affects their subordinates' levels of job satisfaction. Similarly,
Khanzada et al.[74] discovered a noteworthy positive association between EI and job performance.

Research has shown that workers who report high levels of both PsyCap and job satisfaction are more
likely to volunteer their time and energy to help out the company. Therefore, it is noted that individuals who
possess a high level of psychological capital in their workplace exhibit a strong sense of optimism and
satisfaction regarding their ability to attain positive outcomes in their profession. Consequently, they also
express more contentment with their overall position within the organisation[42]. Multiple scholarly studies
have provided empirical evidence supporting the presence of positive correlations between PsyCap and Job
Satisfaction [12]. EI also affects an individual's positive or negative outlook on an experience, which affects
their motivation and actions. Prior studies have demonstrated that those who possess the ability to effectively
manage challenges in life will exhibit motivation and employ productive strategies for dealing with them,
ultimately leading to the expected goal[75].

Usman et al.[28] have demonstrated that there exists a positive correlation between elevated levels of
PsyCap and heightened levels of commitment, trust, productivity, and job satisfaction within organisational
settings. Likewise, PsyCap was found to correlate positively with organizational commitment, job
performance, and job satisfaction[54]. Prior research found a positive association between PsyCap and job
satisfaction, well-being, organizational citizenship behaviour, organizational commitment, and
performance[6,12]. Different cultural groups investigated PsyCap among Chinese workers and it was found to
have a significant positive effect on productivity[23]. Moreover, a study also supports the association between
EI and job satisfaction[72]. Based on literature, we made the hypothesis as (see Figure 1):

H3: EI has a moderating role between PsyCap and job satisfaction.
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Figure 1. Conceptual model.

3. Research methodology
The targeted population included technology staff, and senior managers of the cross border e-commerce

industry operating in China. Information from 483 personnel was collected utilising purposive and
convenience sampling methods[76]. We utilised email and social media platforms (specifically, Facebook and
WeChat) to disseminate a hyperlink to the Google Doc survey. All survey respondents were provided with
information regarding anonymity, participation, and withdrawal policies on the initial page of the survey.
During the course of four months, from February to May 2023, the data was collected. Since the data was
gathered at a specific juncture in time, this study can be classified as cross-sectional[77]. The G* power
software indicates that in order to attain a power of 0.95 and an average effect size of 0.15, 119 participants
are required for this study[78]. As per the aforementioned criterion, a total of 600 questionnaires were
disseminated, of which 503 were subsequently received back. As a result of the screening procedure, which
was executed, 120 forms with incomplete data were excluded from the study. Subsequently, statistical
analysis was conducted on the remaining 483 questionnaires, which accounted for a respectable response rate
of 80.5%.

All four variables (psychological capital, perceived organisational support, job satisfaction, and
emotional intelligence) were tested using Harman's single factor test in SPSS to look for the CMV issue[79].
The results varied by 16.22% due to the first component. The lack of CMV in the data is indicated by a
percentage below 50%. Table 1 shows that out of 483 employees, 193 (40%) were female and 290 (60%)
were male. The majorities of employees were 20–30-year-old and have bachelors, masters and MS/ M. Phil.
degree holders. The majority of employees have 1-3 years and 4-6 years of working experiences. Common
method variance (CMV) may be evident in the findings if the same participants were used to gather data for
all the variables. Despite the adoption of several procedural remedies (cover letter to ensure responder
anonymity, clarification of new terminology, brief, easy-to-understand questions, etc.). CMV was still
present[79]. In addition, the “Correlation Matrix Process” (CMP) statistical approach developed by Fuller et
al.[80] was used to examine the influence of the CMV by connecting latent variables. The primary factors did
not show a correlation of 0.90 or above, hence CMV could not be determined. In addition, we conducted a
thorough collinearity evaluation technique to make sure that CMV was achieved.

Table 1. Descriptive statistics.

Demographics Categories Frequency Percent

Gender Female 193 40.0

Male 290 60.0

Age 20-30 years 235 48.7
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Table 1. (Continued).

Demographics Categories Frequency Percent

Education

31-40 years 134 27.7

41-50 years 114 23.6

BACHELOR 153 31.7

MASTERS 131 27.1

MS/M.Phil 157 32.5

PhD 10 2.1

ANY OTHER 32 6.6

Experience <1 years 68 14.1

1-3 years 151 31.3

4-6 years 157 32.5

>6 years 107 22.2

3.1. Measures
All construct items employed in this research were obtained from pre-existing literature, and data were

gathered via the administration of questionnaires. Prior to undertaking a thorough analysis, a pilot study was
undertaken to ascertain the measuring instrument's dependability. The independent variable utilised in our
research was psychological capital, which was derived from a previous study by Luthans et al.[31]. It consists
of four sub-dimensions: optimism (2 items), hope (4 items), and resilience (3 items). In the interim, work
satisfaction serves as the dependent variable, and the three-item overall job satisfaction scale established by
Cammann et al.[81] was utilised. Prior studies have established the dependability and accuracy of the job
satisfaction scale developed by Cammann et al.[81] in the context of cross-border e-commerce, as evidenced
by its alpha coefficient of 0.90. The present study incorporates two moderator variables, namely emotional
intelligence and perceived organisational support. The eight-item scale of perceived organisational support
was adapted from the work of Eisenbergeretal.[82], whereas the fourteen-item scale of emotional intelligence
was devised by Diefendorffet al.[83]. Every participant's response was categorised using a five-point Likert
scale, which encompassed “strongly disagree” (1) and “strongly agree” (5).

4. Research findings
The correlations between job satisfaction and psychological capital were subsequently computed

utilising SmartPLS version 4[84]. A moderation analysis was performed using partial least squares-structural
equation modelling (PLS-SEM), and the influence of perceived organisational support and emotional
intelligence on the association between psychological capital and job satisfaction was examined using a
bootstrapping approach with 5000 sub-samples[85]. One notable benefit of PLS-SEM is its capacity to
accommodate particular needs and specifications, in addition to augmenting statistical power[84]. Subsequent
to that, the PLS-SEM statistical analysis involved distinct evaluations of the measurement and structural
models. Prior to employing the data for establishing correlations between variables, it is critical to validate
that the measurement model meets the necessary standards for validity and reliability, as demonstrated in
Table 2.

4.1. Measurement model
As shown in Table 2, convergent validity is indicated by factor loadings ranging from 0.506 to 0.923.

Hair and Alamer[84] state that factor loadings falling within the range of 0.40 to 0.70 ought to be eliminated
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exclusively if doing so results in an increase in the average variance extracted (AVE). Nevertheless, the
convergent validity of the concept is considered satisfactory when the mean extracted variance exceeds 0.5,
Cronbach's Alpha (α) surpasses 0.7, and the composite reliability (CR) surpasses 0.70[85]. It is evident from
both Table 2 and Figure 2 that the composite reliability exceeds 0.80 for all constructs.

Table 2.Measurement model analysis.

Construct Items Factor
loading

α CR (rho_a) CR (rho_c) AVE Authors

Psychological Capital Luthans et al. [31]

Efficacy

EFF1
EFF2
EFF3
EFF4

0.676
0.853
0.842
0.814

0.808 0.807 0.875 0.639

Hope

HOP1
HOP2
HOP3
HOP4

0.760
0.809
0.824
0.728

0.786 0.790 0.862 0.611

Optimism

OP1
OP2

0.923
0.908

0.807 0.812 0.912 0.838

Resilience

RES1
RES2
RES3

0.898
0.897
0.854

0.859 0.863 0.914 0.780

Emotional Intelligence

EI1

EI2

EI3

EI4

EI5

EI6

EI7

EI8

EI9

EI10

EI11

EI12

EI13

EI14

0.506

0.672

0.697

0.670

0.690

0.644

0.704

0.611

0.599

0.562

0.510

0.574

0.531

0.546

0.874 0.878 0.892 0.575 Diefendorffet al.
[83]
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Table 2. (Continued).

Construct Items Factor
loading

α CR (rho_a) CR (rho_c) AVE Authors

Job Satisfaction

JS1
JS2
JS3

0.824
0.815
0.819

0.755 0.756 0.860 0.671 Cammann et al.
[81]

Perceived Organizational
Support

POS1

POS2

POS3

POS4

POS5

POS6

POS7

POS8

0.733

0.682

0.768

0.621

0.610

0.652

0.722

0.725

0.862 0.820 0.879 0.578 Eisenberger et al.
[82]

Figure 2.Measurement model analysis. (second order variables) .

4.2. Discriminant validity
The Heterotrait-Monotrait Ratio (HTMT) technique proposed by Henseler, Ringle, and Sarstedt[86] was

implemented to assess the reliability of discrimination. HTMT was first used to determine the threshold
value. The presence of prejudice is confirmed if the score is higher than the HTMT's minimal criterion for
non-discrimination. It is not obvious what the best HTMT cutoff value should be when the correlation is near
to one. An initial cutoff value was determined with the help of HTMT. Results over the HTMT threshold
level suggest that discrimination is not taking place. When the correlation is near to 1, it's hard to pin down
an exact HTMT cutoff point. A value of 0.90 has been suggested by more lenient researchers, while 0.85 has
been endorsed by others[87]. Analyses were conducted on HTMT values with a confidence interval of less
than one in order to further demonstrate the discriminant validity. Analyses were conducted on HTMT
values with a confidence interval of less than one in order to further demonstrate the discriminant validity.
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By eliminating one from the interval range, the concepts become more comprehensible. The data presented
in Table 3 indicates that the variation in HTMT values for all constructions is below 0.85. Consequently, this
study recognises the presence of discriminating validity.

Table 3. Heterotrait-monotrait ratio (htmt) analysis.

Constructs EI JS POS EI x PsyCap POS x PsyCap

EI

JS

POS

EIx PsyCap

POS x PsyCap

0.274
0.737
0.266
0.141

0.117
0.130
0.152

0.152
0.059 0.587

Abbreviations: Psychological Capital (PsyCap), Perceived Organizational Support (POS), Job Satisfaction (JS), Emotional
Intelligence (EI).

4.3. Assessment of second-order construct
After the validity of the primary constructs had been verified through assessment and confirmation, the

multicollinearity among the items in the second-order construct and the statistical significance of its outer
weights were examined. Hair and Alamer[84] proposed a two-stage evaluation process for second-order
structures. Lower-order component scores for the latent variables were obtained initially. Once the first
scoring was complete, all scores from latent variables were included into psychological capital as indicators.
Table 3 displays the findings of our evaluation of the psychological capital model, which was conducted in
accordance with the recommendations of Ringleet al.[85]. Collinearity issues were investigated by calculating
VIF values from inside the model. Multicollinearity refers to the situation in which several different aspects
of a concept are highly correlated with one another[84]. The “Variance Inflation Factor” (VIF) maybe used as
a metric for assessing multicollinearity. Multicollinearity occurs when the value is more than 5. The
relationship between collinearity and the idea of reflection and formation was investigated. Therefore, the
predictive value of the Efficacy, Hope, Optimism and Resilience components for psychological capital was
calculated. Table 4 displays the VIF values for the second-order reflective-formative dimensions,
demonstrating that there are no collinearity difficulties. The reflected indications were rated based on the
external weights. The bootstrapping method was used to further examine the statistical significance of the
weights. The indicators'relative relevance and weights are shown in Figure 2. Efficacy, hope, optimism, and
resilience all have significant outer weights, as seen in Table 4.

Table 4. Outer weights and variance inflation factor values.

Relationship among Constructs β Sample mean Standard
deviation)

T Value P values

Efficacy -> Psychological Capital 0.350 0.350 0.009 39.718 0.000

Hope -> Psychological Capital 0.316 0.316 0.010 31.346 0.000

Optimism -> Psychological Capital 0.200 0.200 0.007 29.458 0.000

Resilience -> Psychological Capital 0.293 0.293 0.008 35.722 0.000

4.4. Structural equation model
The structural equation model is next analysed[84]. This occurs when it has been shown that the

measurement model is adequate. A path coefficient is often used to evaluate hypothesised relationships in
structural models, where each hypothesis is assigned a logical relationship. Ringle et al. [85] provide several
indicators of predictive power; they include coefficient of determination (R2), effect size (f2), and predictive
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significance (Q2). In order to determine the statistical significance of a coefficient, its t value is often
employed. The typical cutoffs for significance in two-tailed testing are t-values of 1.65 (at the 10% level),
1.96 (at the 5% level), and 2.57 (at the 1% level). If the t-value (a measure of the strength of the link between
the variables) for the hypothesis in this research was higher than 1.96, the hypothesis was accepted. The null
hypothesis is rejected when the t-value of the connection between the variables is less than 1.96. In Figure 3,
it is evident that psychological capital exerts a positive and statistically significant influence on job
satisfaction (β = 0.441, t = 11.991, p < 0.001). Notably, the t-value of 4.958 exceeds the critical threshold of
1.96. The β value signifies the percentage change, indicating that a one-unit change in psychological capital
corresponds to a 0.441 unit change in job satisfaction. These findings suggest that approximately 44.1% of
the variance in the dependent variable, job satisfaction, can be attributed to psychological capital. Moreover,
the p-value of <0.001 underscores a high level of significance, providing robust support for accepting
hypothesis H1.

The R2 coefficient of determination is a metric utilised to assess the model's accuracy. This component
represents the complete impact of external latent factors on the underlying latent variables and has a possible
value range of 0 to 1. Greater explanatory capacity was denoted by R2 values that were higher. Ringleet al.[85]

delineate the classification of R2 values of 0.25 as low, 0.75 as high, and 0.50 as moderate. PsyCap, POS,
and EI accounted for 34.4% of the variance in JS, as shown in Table 5. This represents a moderate level of
explaining power. As illustrated in Figure 3, the predictive accuracy of the model is quite high. The
predictive relevance metric Q2 enables us to assess the importance of the internal model in the context of
forecasting. D was determined to be seven, and Q2 was calculated using the blind method. By employing a
cross-validated redundancy methodology, we ascertained the model's predictive significance. Predictive
significance is attributed to the model when the value is greater than zero; in contrast, predictive relevance is
absent when the value is less than zero[85]. The predictive significance of the model for the endogenous
component JS (Q2 = 0.314) is presented in Table 5.

Figure 3. Analysis of PLS-Paths (n = 5000 bootstrapped samples).

Assigning avalue to the degree to which the value of R2 changes when a specific exogenous construct is
eliminated from a model in order to determine whether the exclusion affects the endogenous constructs
constitutes the effect size (f2). Hair and Alamer[84] suggested establish cutoff values of 0.02 to denote a small
effect size (f2), 0.15 to indicate a medium effect size (f2), and 0.35 to indicate a large effect size. According
to the data presented in Table 5, PsyCap significantly impacts job satisfaction (0.289). However, the f2

values of the moderating variables POS and EI on job satisfaction are moderate (0.087 and 0.090,
respectively). In addition, POS and EI were predicted and confirmed by the model to moderate the
relationship between PsyCap and JS. Positive and statistically significant indirect moderating effects of POS
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and EI were observed on PsyCap and JS (β= 0.391, t = 3.311, p<0.05; β= 0.308, t = 4.505, p<0.05),
respectively (see Table 5). As a result, the second and third hypotheses were also supported.

Table 5. Structured-equation-model results.

Hypothesis Relationship among
constructs

β Sample Standard
mean deviation

t Values f
Square

P values Remarks

Direct Effect

H1 PsyCap -> JS
Indirect Effect

0.441 0.447 0.037 11.991 0.289 0.000 Supported

Moderating Effect

H2 POS x PsyCap -> JS 0.301 0.257 0.091 3.311 0.087 0.001 Supported

H3 EIx PsyCap -> JS 0.308 0.283 0.068 4.505 0.090 0.000 Supported

Determining Coefficient for the Partial Least Squares Method

R-square R-square adjusted Q²predict

Job Satisfaction 0.344 0.338 0.314
Abbreviations: Psychological Capital (PsyCap), Perceived Organizational Support (POS), Job Satisfaction (JS), Emotional
Intelligence (EI).

5. Discussion
This study aims to investigate the impact of PsyCap on job satisfaction, with a specific focus on the

moderating roles of POS and EI. In today's business climate, a worldwide e-commerce company's most
valuable asset is its people resources. E-commerce companies are placing a greater emphasis on human
resources due to new technologies, changing demographics, and intense competition. When employees are
competent and invested in their work, a business can gain a competitive advantage[23].

First, it was hypothesized that there is a positive association between PsyCap and job satisfaction. The
results of the study were consistent with the previous researches. Xu et al.[88] found that optimism, hope,
resilience, and self-efficacy were all positive predictors of job satisfaction. Similarly, there is a correlation
between PsyCap and satisfaction in one's job[23,72]. Another study found that a positive correlation existed
between employees' levels of PsyCap and their levels of satisfaction on the job[89]. The degree of employee
job satisfaction influences various outcomes, including heightened organisational commitment, enhanced
work performance, reduced job burnout, and diminished intention to depart. Besides that, the level of job
satisfaction among employees can be inferred from their perceptions of their work, which encompass
efficacy, opportunities to utilise resources and abilities, and a sense of fulfilment derived from completed
tasks[90] . In past studies, researchers regarded employees'job performance as a crucial aspect in enhancing
the competitive capability of the organisation they are employed by. Furthermore, persons who possess a
higher level ofPsyCap are more likely to fulfil their professional goals and exhibit greater work efficiency.

Second, it was hypothesized that POS has a moderating role between PsyCap and job satisfaction. The
study's findings were consistent with earlier researches. According to Zyberaj and Bakaç[17], PsyCap has
been shown to increase job satisfaction and decrease stress and turnover. Likewise, according to prior study,
high levels of POS improve job satisfaction, organizational environment, and outcome[14] . In another study, it
was found that PsyCap and employee job satisfaction are indeed positively and significantly correlated[91].
Previous studies have shown that hope, optimism, and resilience, which are components of psychological
capital, positively influence employee performance, job satisfaction, working happiness, and workplace
commitment. This situation highlights the importance of managers having a good understanding of their
employees' personalities, strengths, and negative and positive behaviour variables. It also shows that
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managers who want to create a positive work environment and expect high productivity from their
employees should invest in their employees' “psychological capital” by evaluating what could be done to
increase devotion and how it would affect their work (Kurt, & Demirbolat, 2019). A strong feeling of
support from the organisation can enhance employees'job satisfaction, leading them to engage in behaviours
that are advantageous for the company[53]. Moreover, a meta-analytic review found that POS maintains
organizational and individual outcomes like affective organisation commitment, job satisfaction, and job
performance. Higher levels of POS have been shown to boost employee productivity[23].

Third, it was hypothesized that EI has a moderating role between PsyCap and job satisfaction. The
findings were in line with previous research. Several studies have shown that EI plays an important role in
both professional success and personal fulfilment and the job satisfaction of the employees will be the core
competency of the organizations, which will play the most important role in organizational success (Jin et al.,
2022). Employees can increase their own PsyCap by learning to be self-motivated and learning to regulate
their emotions in different contexts, both of which contribute greatly to EI (Gong et al., 2019). This study
also contends that employees with high degrees of self-efficacy, optimism, hope, and resilience are more
likely to manage positive workplace emotions[70]. Similarly, PsyCap enhances employees' sense of purpose,
responsibility, and feedback mechanism, thereby increasing their overall job satisfaction. In line with this, an
alternative study posits that individuals who possess greater levels of optimism, hope, and resilience are
more likely to report job satisfaction upon task completion. This is due to the fact that when hope, optimism,
and resilience function collectively at the psychological level, it produces job satisfaction[69]. Prior research
asserted that EI has an impact on PsyCap. For example, employees who are highly motivated and have a
strong drive to achieve their goals will typically possess a solid feeling of self-efficacy, which is
characterised by a strong belief in their ability to complete tasks. Similarly, individuals who possess
sufficient self-regulation skills, such as effectively managing their emotions and promptly recovering from
emotional strain, are likely to exhibit robust resilience, characterised by promptly bouncing back from
adversity, actively confronting obstacles, and swiftly adjusting to unfamiliar surroundings (Widodo, &
Sulistiasih, 2023).

According to prior studies, high EI employees would utilise deep acting to show the company's ideal
emotions in customer service encounters (Wen et al., 2019). Likewise, EI is believed to have a correlation
with job satisfaction. Previous literature shows that, a high level of emotional exhaustion is associated with
lower self-rated performance and a greater propensity to leave the organization. Another study also indicates
that those with high EI experience greater levels of happiness and exhibit superior functioning compared to
those with low EI. In addition, the study determined that EI necessitates cooperation and interpersonal
aptitude, both crucial for achieving success. Furthermore, it was observed that an individual's ability to
identify and handle the emotions of others may influence their level of commitment to the organisation,
thereby enhancing their motivation and effectiveness (Afolashade et al., 2024).

6. Conclusion
The objective of the current study was to investigate the impact of PsyCap on job satisfaction, with a

specific focus on the moderating roles of POS and EI. The study's hypotheses were accepted, and the finding
indicates a positive correlation between PsyCap and job satisfaction. It inferred that individuals who possess
greater resilience, hope, and an optimistic outlook are more likely to exhibit job satisfaction in their tasks.
Furthermore, investigating the potential moderating influence of POS and EI on the correlation between
PsyCap and job satisfaction constituted the principal objective of the research. Consequently, this study
concluded that employees' dedication to their work is greatly impacted by their EI, satisfaction with their
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employment, and POS. Hence, employees' dedication and contentment to their jobs will be adversely
affected by factors such aslow job satisfaction, a deficiency in EI, and low POS.

7. Implications
The study has the following implications. Firstly, it is supported by Hobfoll's (1989) Conservation of

Resource (COR) Theory. The argument suggests that the psychological capital of employees is associated
with the PsyCap of leaders, which is linked to the level of work engagement of employees [20, 23].
Additionally, the importance of psychological resources and consequences was emphasised, as individuals
will labour to acquire, maintain, and safeguard resources such as property and employment status. Second,
because PsyCap is learnable, it can be accurately measured, produced, and controlled, and it is generally
long-lasting and stable once formed. Third, by implementing focused training programmes, organisations
may cultivate and oversee the PsyCap of their employees, leading to increased job satisfaction and ultimately
strengthening their competitive edge. Furthermore, it is imperative to establish a comprehensive learning and
development platform for employees to enhance their self-efficacy. In order to enhance organisational
success and employee well-being, human resource management strategies might benefit from investigating
the relationship between job satisfaction, PsyCap, and individual social responsibility. Fourth, organisations
have the ability to carry out initiatives and programmes with the goal of developing PsyCap among its
employees. These endeavours encompass the advancement of enjoyable work settings, the facilitation of
training and growth prospects, and the support of employee well-being initiatives.

Finally, organisations should provide enough work resources for employees to maximise their position
and boost work engagement. Organisations must offer employment resources such as work autonomy,
professional development chances, and social support to facilitate employees in carrying out their
responsibilities. By providing these job resources efficiently, the personal psychological capital of employees
can be enhanced, enabling them to approach high-intensity work with a positive mindset. It can also reduce
work stress and prepare employees for increased job expectations.

8. Limitations and future recommendation
The following limitations should be considered when interpreting the findings of this study. First, this

research was conducted in China, it cannot be assumed that the findings are representative of all companies’
employees worldwide. Hence, it is imperative to replicate the study across many sectors and nations in order
to generalise the results. Second, the goal of this study was to evaluate how PsyCap and contentment on the
job are associated in the workplace. Future studies can delve into the correlation between sectors when
examining the relationship between PsyCap and contentment in the different fields. Third, it would be
valuable to examine how sectors and organisations vary in their levels of PsyCap, levels of organisational
commitment, intentions to leave, and levels of organisational citizenship behaviour and psychological well-
being. To improve business staffjob satisfaction, a fair wage plan, supported organizational culture, effective
communication system, improved employee benefits, award and penalty system, and objectively applied
human resources policies and applications can be implemented. Failure to address these aforementioned
concerns will result in an increase in employee turnover, a decline in service quality, a decrease in customer
satisfaction, anegative impact on competitiveness, and an elevated chance of business closure.

Conflict of interest
The authors declare no conflict of interest.



Environment and Social Psychology | doi: 10.59429/esp.v9i6.2444

17

References
1. Devi S, YadavB, Goel D, et al. Embracing green HRM: Propelling organizational sustainability forward.

Environment and Social Psychology. 2024 Jan 11;9(4). doi: 10.54517/esp.v9i4.2202
2. GeethanjaliN, Ashifa KM, Raina A, et al. Application of strategic human resource management models for

organizational performance. InData-Driven Decision Making for Long-Term Business Success 2024 (pp. 1-19).
IGI Global. doi: 10.4018/979-8-3693-2193-5.ch001

3. Yao G, Dato’Mansor Z, Ghazali HB, Yan Z. A comprehensive mixed-methods study on cross-border e-commerce
SMEs, digital transformation and dynamic managerial capabilities. Environment and Social Psychology. 2024 Jan
25;9(4). doi: 10.54517/esp.v9i4.2255

4. Bar A, Somech A. Understanding organisational learning from an integrative perspective: the relationships
between inward and outward organisational learning and organisational outcomes. International Journal of
Learning and Change. 2023;15(1):1-27. doi: 10.1504/IJLC.2023.10051295

5. Hussain A, Akbar M, Shahzad A, et al. E-commerce and SME performance: The moderating influence of
entrepreneurial competencies. Administrative Sciences. 2022 Jan 18;12(1):13. doi.org/10.3390/admsci12010013

6. Paliga M, Kożusznik B, Pollak A, Sanecka E. The relationships of psychological capital and influence regulation
with job satisfaction and job performance. PloS one. 2022 Aug 9; 17(8):e0272412.
doi.org/10.1371/journal.pone.0272412

7. Ran Z, Gul A, Akbar A, et al. Role of gender-based emotional intelligence incorporate financial decision-making.
Psychology research and behavior management. 2021 Dec 29:2231-44. doi.org/10.2147/PRBM.S335022

8. Alqudah RA, Daradkah AM, Alotaibi TK, et al. Proposed Vision for Enhancing Psychological Capital
Management as a Gateway to Achieving Competitive Advantage in Arab Universities.2024.
doi.org/10.18576/jsap/130215

9. Ashmawy IK. The influence of peer support on employee psychological capital during the COVID-19 pandemic.
International Journal of Public Administration. 2024 Jan 25; 47(2):130-40.
doi.org/10.1080/01900692.2022.2093901

10. Wang S, Li H, Chen X, et al. The mediating role of psychological capital in the association between life
satisfaction and depressive and anxiety symptoms among Chinese medical students during the COVID-19
pandemic: a cross-sectional study. BMC psychiatry. 2023 Jun 5; 23(1):398. doi.org/10.1186/s12888-023-04894-7

11. Zahoor S, Yang S, Ren X, et al. Corporate governance and humble leadership as antecedents of corporate financial
performance: monetary incentive as a moderator. Frontiers in Psychology. 2022 Jun 22;13:904076.
doi.org/10.3389/fpsyg.2022.904076

12. Hassan Kariri HD, Edrees Somaili H, Hadi Omair A, et al. The Impact of Psychological Capital on Job
Satisfaction among Employees with Individuals’ Social Responsibility as a Mediator. SAGE Open. 2023 Dec;
13(4):21582440231218263. doi.org/10.1177/21582440231218263

13. Khooharo TA. Role of Psychological Capitalin Dealing With The Business Challenges Faced By Entrepreneurs
UmerIshfaq. Journal of Contemporary Issues in Business and Government Vol. 2022; 28(03). doi:
10.47750/cibg.2022.28.03.017

14. Bhatnagar J, Aggarwal P. Meaningful work as a mediator between perceived organizational support for
environment and employee eco-initiatives, psychological capital and alienation. Employee Relations: The
International Journal. 2020 Jul 2; 42(6):1487-511. doi.org/10.1108/ER-04-2019-0187

15. Bolelli M, Ekizler H. The influence of psychological capital on burnout: moderating effect of locus of control.
Uluslararası Yönetim İktisat ve İşletme Dergisi. 2022 Dec 12; 18(4):1110-27. doi.org/10.17130/ijmeb.1025819

16. Ilies R, Bono JE, Bakker AB. Crafting Well-Being: Employees Can Enhance Their Own Well-Being by Savoring,
Reflecting upon, and Capitalizing on Positive Work Experiences. Annual Review of Organizational Psychology
and Organizational Behavior. 2024 Jan 22; 11:63-91. doi.org/10.1146/annurev-orgpsych-110721-045931

17. Zyberaj J, Bakaç C. Insecure yet Resourceful: Psychological Capital Mitigates the Negative Effects of Employees’
Career Insecurity on Their Career Satisfaction. Behavioral Sciences. 2022 Nov 24; 12(12):473.
doi.org/10.3390/bs12120473

18. Mashhour NO, Badawy SM. The Impact of Psychological Capital on Employee Performance with Mediation
Relationship of Talent Management in the Fin-Tech Companies in Egypt. Journal of Business. 2024; 12(1):30-45.
doi:10.12691/jbms-12-1-4

19. Ran ZO, Zeb S, Nisar F, et al. The impact of emotional intelligence on career decision-making difficulties and
generalized self-efficacy among university students in China. Psychology Research and Behavior Management.
2022 Apr 8:865-74. doi.org/10.2147/PRBM.S358742

20. Abukhalifa AM, Mohd Kamil NL, Yong CC. How psychological capital shapes social workers’ job performance:
The mediating role of work engagement? Journal of Human Behavior in the Social Environment. 2024 Jan 2;
34(1):16-37. doi.org/10.1080/10911359.2022.2144581



Environment and Social Psychology | doi: 10.59429/esp.v9i6.2444

18

21. Silva P, Moreira AC, Mota J. Employees' perception of corporate social responsibility and performance: the
mediating roles ofjob satisfaction, organizational commitment and organizational trust. Journal of Strategy and
Management. 2023 Feb 8; 16(1):92-111. doi.org/10.1108/JSMA-10-2021-0213

22. Wen L, Maani SA, Dong Z. Educational job mismatch, job satisfaction, on-the-job training, and employee quit
behaviour: a dynamic analytical approach. Applied Economics. 2023 Jan 16:1-22.
https://doi.org/10.1080/00036846.2022.2161990

23. Nawrin R, Salam MA. Influence of Perceived Organization Support on Employees’ Dedication: Role of
Psychological Capital and Tenure of Employment on the Bank Employees. Journal of Positive School Psychology.
2022 May 1;6(3):6957-72.

24. Loffeld, T. A., Black, S. A., Carter, M., et al. (2022). What makes conservationists persevere? Resilience strategies
at work. Oryx, 56(5), 681-690. doi.org/10.1017/S0030605322000680

25. Aldabbas H, Pinnington A, Lahrech A. The influence of perceived organizational support on employee creativity:
The mediating role of work engagement. Current Psychology. 2023 Mar; 42(8):6501-15. doi.org/10.1007/s12144-
021-01992-1

26. Mascarenhas C, Galvão AR, Marques CS. How perceived organizational support, identification with organization
and work engagement influence job satisfaction: a gender-based perspective. Administrative Sciences. 2022 May
31;12(2):66.doi.org/10.3390/admsci12020066

27. Kumari K, Abbas J, Hwang J, et al. Does servant leadership promote emotional intelligence and organizational
citizenship behavior among employees? A structural analysis. Sustainability. 2022 Apr 26; 14(9):5231.
doi.org/10.3390/su14095231

28. Usman SA, Kowalski KB, Andiappan VS, et al. Effect of knowledge sharing and interpersonal trust on
psychological capital and emotional intelligence in higher-educational institutions in India: Gender as a moderator.
FIIB Business Review. 2022 Sep; 11(3):315-35. doi.org/10.1177/23197145211011571

29. Moustafa MA, Elrayah M, Aljoghaiman A, et al. How Does Sustainable Organizational Support Affect Job
Burnout in the Hospitality Sector? The Mediating Role of Psychological Capital. Sustainability. 2024 Jan 18;
16(2):840. doi.org/10.1016/j.puhe.2012.12.017

30. Hobfoll, S.E. (1989). Conservation of resources: A new attempt at conceptualizing stress. American Psychologist
44, 513-524. doi.org/10.1037/0003-066X.44.3.513

31. Luthans F, Avolio BJ, Avey JB, Norman SM. Positive psychological capital: Measurement and relationship with
performance and satisfaction. Personnel psychology. 2007 Sep; 60(3):541-72. doi.org/10.1111/j.1744-
6570.2007.00083.x

32. Haider SA, Tehseen S. Role of decision intelligence in strategic business planning. Decision intelligence analytics
and the implementation of strategic business management. 2022:125-33. doi.org/10.1007/978-3-030-82763-2_11

33. Jiang L, Lawrence A, Xu X. Does a stick work? A meta -analytic examination of curvilinear relationships
between job insecurity and employee workplace behaviors. Journal of Organizational Behavior. 2022 Oct;
43(8):1410-45. doi.org/10.1002/job.2652

34. Katircioglu S, Arasli H, Cizreliogullari MN. The role of ethical leadership in psychological capital and job
satisfaction of immigrant workers: evidence from the hotel industry of Cyprus. SAGE Open. 2022 Jul;
12(3):21582440211069959. doi.org/10.1177/21582440211069959

35. Shahid H, Ather MA, Shahid S, Imran Z. Psychological Capital and Work Engagement: A Mediated Moderation
Model of Positive Emotions and Emotional Intelligence. Journal of Social Sciences Review. 2023 May 18;
3(2):562-78. doi.org/10.54183/jssr.v3i2.239

36. Siswadi AG, Shabrina A, Djunaidi A, Iskandarsyah A. The Role of Perceived Social Support and Resilience in
Predicting the Mental Health of Healthcare Professionals During the COVID-19 Pandemic: A Study from
Indonesia. The Open Psychology Journal. 2023 Jan 19; 16(1). doi: 10.2174/18743501-v15-e221222-2022-69

37. Naz S, Shah AJ, Haider SA. Navigating the Intersection of Sustainability and Human Resources to Foster
Responsible and Eco-Friendly Management: Green Employability and Green Jobs. InInnovative Human Resource
Management for SMEs 2024 (pp. 185-211). IGI Global. doi: 10.4018/979-8-3693-0972-8.ch011

38. Li, Y., Wu, Q., Li, Y., Chen, L., & Wang, X. (2019). Relationships among psychological capital, creative tendency,
and job burnout among Chinese nurses. Journal of advanced nursing, 75(12), 3495-3503.
https://doi.org/10.1111/jan.14141

39. 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. doi.org/10.3390/ijerph19106134

40. Ayala Calvo, J.C.; Manzano García, G. (2020). The influence of psychological capital on graduates’ perception of
employability: The mediating role of employability skills. High. Educ. Res. Dev. 40, 293–308.
doi.org/10.1080/07294360.2020.1738350

https://doi.org/10.1080/00036846.2022.2161990
https://doi.org/10.3390/admsci12020066
https://doi.org/10.1111/jan.14141


Environment and Social Psychology | doi: 10.59429/esp.v9i6.2444

19

41. Patnaik, S., Mishra, U. S., & Mishra, B. B. (2023). Perceived Organizational Support and Performance: Moderated
Mediation Model of Psychological Capital and Organizational Justice–Evidence from India. Management and
Organization Review, 1-28. doi:10.1017/mor.2022.27

42. Aydin, İ., & Gümüşboğa, İ. (2023). The Relationship between Psychological Capital, Job Satisfaction and
Subjective Happiness in Recreational Businesses. Spor Bilimleri Araştırmaları Dergisi, 8(2), 354-370. doi:
10.25307/jssr.1269651

43. He, H., Zhu, N., Lyu, B., & Zhai, S. (2023). Relationship between nurses’ psychological capital and satisfaction of
elderly cancer patients during the COVID-19 pandemic. Frontiers in Psychology, 14, 1121636.
doi.org/10.3389/fpsyg.2023.1121636

44. Liu X, LyuB, Fan J, Yu S, Xiong Y, Chen H. A study on influence of psychological capital of Chinese university
teachers upon job thriving: Based on motivational work behavior as an intermediary variable. Sage Open. 2021
Apr; 11(2):21582440211003093. doi.org/10.1177/21582440211003093

45. Kim KY, Eisenberger R, Takeuchi R, Baik K. Organizational-level perceived support enhances organizational
profitability. Journal ofApplied Psychology. 2022 Mar 10. doi.org/10.1037/apl0000567

46. Koomson S. A conceptual framework of employees’ perceived organisational support on student loyalty. IIM
Ranchi journal ofmanagement studies. 2022 Jun 14; 1(2):209-21. doi.org/10.1108/IRJMS-01-2022-0003

47. Oubibi M, Fute A, Xiao W, et al. Perceived organizational support and career satisfaction among Chinese teachers:
the mediation effects of job crafting and work engagement during COVID-19. Sustainability. 2022 Jan 6;
14(2):623. doi.org/10.3390/su14020623

48. Nisar QA, Akbar A, Naz S, et al. Greening the workforce: A strategic way to spur the environmental performance
in the hotel industry. Frontiers in Environmental Science. 2022 Mar 18;10:110.
doi.org/10.3389/fenvs.2022.841205

49. Harunavamwe, M. (2022). Assessing the Influence of Self-leadership Strategies and Psychological Capital on
Work Engagement among Banking Sector Employees. Journal for New Generation Sciences, 20(2), 12-24.
https://hdl.handle.net/10520/ejc-newgen-v20-n2-a2

50. Zhou L, Li S, Zhou L, Tao H, Bouckenooghe D. The effects of perceived organizational support on employees’
sense ofjob insecurity in times of external threats: an empirical investigation under lockdown conditions in China.
Asian Business & Management. 2023 Mar 24:1-25. doi.org/10.1057/s41291-023-00219-4

51. AlKahtani N, Iqbal S, Sohail M, et al. Impact of employee empowerment on organizational commitment through
job satisfaction in four and five stars hotel industry. Management Science Letters. 2021; 11(3):813-22. doi:
10.5267/j.msl.2020.10.022

52. Matoori HH. Investigating the relationship between psychological capital and perceived organizational support
with work engagement among nurses. Iran J Psychiatr Nurs. 2017; 5(2):45-51. https://doi.org/10.21859/ijpn-05027

53. Fitriana AW, Kurniawan IS, Kusuma NT. The Influence of Leader-Member Exchange and Value Congruence on
Job Satisfaction with Perceived Organizational Support as a Mediator. Jurnal Orientasi Bisnis dan
Entrepreneurship (JOBS). 2024 Jan 4; 5(1):1-3. doi: https://doi.org/10.33476/jobs.v5i1.4173

54. Zia S, Kanwal F, Jahangir N, et al. Impact of Perceived Organizational Support and Psychological Capital on
Organizational Commitment among University’s Employees. JISR management and social sciences & economics.
2021 Jun 30; 19(1):149-59. doi: doi.org/10.31384/jisrmsse/2021.19.1.10

55. Munoz RM, Andrade SM, Pena I, Donate MJ. Wellness programs in times of COVID-19,perceived organizational
support and affective commitment: effects on employee innovative behavior. European Journal of Innovation
Management. 2023 Dec 18; 26(7):23-44. doi.org/10.1108/EJIM-02-2022-0072

56. Sokro E, Pillay S, Bednall T. The effects of perceived organisational support on expatriate adjustment, assignment
completion and job satisfaction. International Journal of Cross Cultural Management. 2021 Dec; 21(3):452-73.
doi.org/10.1177/1470595821106100

57. Pradhan RK, Hati L. The measurement of employee well-being: development and validation of a scale. Global
Business Review. 2022 Apr; 23(2):385-407. doi.org/10.1177/097215091985910

58. Maan AT, Abid G, Butt TH, Ashfaq F, Ahmed S. Perceived organizational support and job satisfaction: a
moderated mediation model of proactive personality and psychological empowerment. Future Business Journal.
2020 Dec;6:1-2. doi.org/10.1186/s43093-020-00027-8

59. Naz S, Haider SA. Greening China, Malaysia, and Pakistan Through Deploying Green HR Practices to Spur
Environmental Sustainability: A Systematic Literature Review. Global Perspectives on Green HRM: Highlighting
Practices Across the World. 2023 Aug 29:43-67. doi.org/10.1007/978-3-031-35795-4_3

60. Liu, M., & Xie, Z. (2020). The impact of high-performance work system on new generation employees’ turnover
intention: Psychological capital as mediator and perceived organizational support as moderator. American Journal
of Industrial and Business Management, 10(2), 360-373. DOI: 10.4236/ajibm.2020.102023

61. Liu, L., Hu, S., Wang, L., Sui, G., & Ma, L. (2013). Positive resources for combating depressive symptoms among
Chinese male correctional officers: perceived organizational support and psychological capital. BMC psychiatry,
13(1), 1-9. doi.org/10.1186/1471-244X-13-89

https://hdl.handle.net/10520/ejc-newgen-v20-n2-a2
https://doi.org/10.1057/s41291-023-00219-4
https://doi.org/10.21859/ijpn-05027
https://doi.org/10.33476/jobs.v5i1.4173


Environment and Social Psychology | doi: 10.59429/esp.v9i6.2444

20

62. Fiori, M., Udayar, S., & Vesely Maillefer, A. (2022). Emotion information processing as a new component of
emotional intelligence: Theoretical framework and empirical evidence. European Journal of Personality, 36(2),
245-264. doi.org/10.1177/08902070211007672

63. Bonaiuto, F., Fantinelli, S., Milani, A., Cortini, M., Vitiello, M. C., & Bonaiuto, M. (2022). Perceived
organizational support and work engagement: the role of psychosocial variables. Journal ofWorkplace Learning,
34(5), 418-436. doi.org/10.1108/JWL-11-2021-0140

64. Matta, R., & Alam, R. E. (2023). The impact of emotional intelligence on employees' performance and
productivity. International Journal ofWork Innovation, 4(1), 35-57. doi.org/10.1504/IJWI.2023.130440

65. Gonzales, M. (2022). How to Boost Your Emotional Intelligence. In Emotional Intelligence for Students, Parents,
Teachers and School Leaders: A Handbook for the Whole School Community (pp. 73-90). Singapore: Springer
Singapore. doi.org/10.1007/978-981-19-0324-3_4

66. Yafi, E., Tehseen, S., & Haider, S. A. (2021). Impact of green training on environmental performance through
mediating role of competencies and motivation. Sustainability, 13(10), 5624. doi.org/10.3390/su13105624

67. Hazan-Liran, B., & Karni-Vizer, N. (2023). Psychological capital as a mediator ofjob satisfaction and burnout
among teachers in special and standard education. European Journal of Special Needs Education, 1-15.
doi.org/10.1080/08856257.2023.2215009

68. Nasir, S. Z., Bamber, D., & Mahmood, N. (2023). A perceptual study of relationship between emotional
intelligence and job performance among higher education sector employees in Saudi Arabia. Journal of
Organizational Effectiveness: People and Performance, 10(1), 60-76. doi.org/10.1108/JOEPP-11-2021-0323

69. Sen, K., Mishra, U. S., Patnaik, S., & Mishra, B. B. (2023). Effect ofpsychological capital on employee
performance, work stress, job insecurity, and job satisfaction: evidence from India. Current Psychology, 1-12.
doi.org/10.1007/s12144-023-05108-9

70. George, O. J., Okon, S. E., & Akaighe, G. O. (2023). Psychological capital and work engagement among
employees in the Nigerian public sector: The mediating role of emotional intelligence. International Journal of
Public Administration, 46(6), 445-453. doi.org/10.1080/01900692.2021.2001010

71. Gong, Y., Wu, Y., Huang, P., Yan, X., & Luo, Z. (2020). Psychological empowerment and work engagement as
mediating roles between trait emotional intelligence and job satisfaction. Frontiers in psychology, 11, 232.
doi.org/10.3389/fpsyg.2020.00232

72. Gopinath, R., & Chitra, A. (2020). Emotional intelligence and job satisfaction of employees’ at Sago companies in
Salem district: Relationship study. Adalya Journal, 9(6), 203-217. doi.org/10.37896/aj9.6/023

73. Elattar NF, Osman FE, Mahmoud HA. Effect of Emotional Intelligence Based Training Program on Burnout,
Psychological Capital, Job Performance among Psychiatric Nurses. Menoufia Nursing Journal. 2023 Mar 1;
8(1):259-76. doi: 10.21608/MENJ.2023.303432

74. Khanzada B, Naeem S, Butt H. Emotional intelligence influence on employee’s/organizational performance with
mediating role of job satisfaction in pakistani health sector. J. Health Educ. Res. Dev. 2018; 6:1-6.

75. Afolashade IS, Jimoh AM, RajiNA, et al. Emotional Intelligence, Job Satisfaction, Reward System and
Organizational Commitment among Workers. ASEAN Journal of Economic and Economic Education. 2024;
3(1):45-60.

76. Obilor, E. I. (2023). Convenience and purposive sampling techniques: Are they the same. International Journal of
Innovative Social & Science Education Research, 11(1), 1-7.

77. Fiedler, K., Harris, C., & Schott, M. (2018). Unwarranted inferences from statistical mediation tests–An analysis
of articles published in 2015. Journal of Experimental Social Psychology, 75, 95-102.
doi.org/10.1016/j.jesp.2017.11.008

78. Kang, H. (2021). Sample size determination and power analysis using the G* Power software. Journal of
educational evaluation for health professions, 18.

79. Aguirre-Urreta, M. I., & Hu, J. (2019). Detecting common method bias: Performance of the Harman's single-factor
test. ACM SIGMIS Database: the DATABASE for Advances in Information Systems, 50(2), 45-70.
doi.org/10.1145/3330472.3330477

80. Fuller, C. M., Simmering, M. J., Atinc, G., Atinc, Y., & Babin, B. J. (2016). Common methods variance detection
in business research. Journal of business research, 69(8), 3192-3198. doi.org/10.1016/j.jbusres.2015.12.008

81. Cammann, C., Fichman, M., Jenkins, D., & Klesh, J. (1979). The Michigan organizational assessment
questionnaire. Unpublished manuscript, University ofMichigan, Ann Arbor, 71, 138. doi.org/10.1037/t01581-000

82. Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational support. Journal of
Applied psychology, 71(3), 500.doi.org/10.1016/j.jvb.2004.02.001

83. DiefendorffJM, Croyle MH, Gosserand RH. The dimensionality and antecedents of emotional labor strategies.
Journal of vocational behavior. 2005 Apr 1; 66(2):339-57.

84. Hair J, Alamer A. Partial Least Squares Structural Equation Modeling (PLS-SEM) in second language and
education research: Guidelines using an applied example. Research Methods in Applied Linguistics. 2022 Dec 1;
1(3):100027. doi.org/10.1016/j.rmal.2022.100027

https://doi.org/10.1016/j.jvb.2004.02.001


Environment and Social Psychology | doi: 10.59429/esp.v9i6.2444

21

85. Ringle, C., Da Silva, D., & Bido, D. (2015). Structural equation modeling with the SmartPLS. Bido, D., da Silva,
D., & Ringle, C. (2014). Structural Equation Modeling with the Smartpls. Brazilian Journal ofMarketing, 13(2).
Retrieved October 19, 2015,, Available at SSRN: https://ssrn.com/abstract=2676422

86. Henseler J, Ringle CM, Sarstedt M. A new criterion for assessing discriminant validity in variance-based structural
equation modeling. Journal of the academy ofmarketing science. 2015 Jan; 43:115-35. doi.org/10.1007/s11747-
014-0403-8

87. Ab Hamid MR, Sami W, Sidek MM. Discriminant validity assessment: Use ofFornell & Larcker criterion versus
HTMT criterion. InJournal ofPhysics: Conference Series 2017 Sep 1 (Vol. 890, No. 1, p. 012163). IOP Publishing.
doi:10.1088/1742-6596/890/1/012163

88. Xu L, Guo J, Zheng L, Zhang Q. Teacher Well-Being in Chinese Universities: Examining the Relationship
between Challenge—Hindrance Stressors, Job Satisfaction, and Teaching Engagement. International Journal of
Environmental Research and Public Health. 2023 Jan 14; 20(2):1523. doi.org/10.3390/ijerph20021523

89. Novitasari D, Siswanto E, Purwanto A, Fahmi K. Authentic leadership and innovation: what is the role of
psychological capital?. International Journal of Social and Management Studies. 2020; 1(1):1-21.
doi.org/10.5555/ijosmas.v1i1.1

90. AlutayaNB, Guhao JrES. Psychological capital, academic job satisfaction and emotional intelligence: a structural
equation model on work engagement among public schoolteachers. European Journal of Education Studies. 2023
Dec 26; 11(1). doi.org/10.46827/ejes.v11i1.5148

91. Ngwenya B, Pelser T. Impact of psychological capital on employee engagement, job satisfaction and employee
performance in the manufacturing sector in Zimbabwe. SA Journal of Industrial Psychology. 2020 Jan 1;46(1):1-
2.doi: 10.4102/sajip.v46i0.1781

https://ssrn.com/abstract=2676422

	1. Introduction
	2. Literature review
	2.1. Conservation resource theory
	2.2. Psychological capital and job satisfaction
	2.3. POS as a moderator between psycap and job sat
	2.4. EI as a moderator between psycap and job sati

	3. Research methodology
	3.1. Measures

	4. Research findings
	4.1. Measurement model
	4.2. Discriminant validity
	4.3. Assessment of second-order construct
	4.4. Structural equation model

	5. Discussion
	6. Conclusion
	7. Implications
	8. Limitations and future recommendation
	Conflict of interest
	References

