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Human resources that have good quality are one of the strengths that will 

determine the success of a company to achieve its goals. Support, and attention 

from the company for wellbeing in the workplace are important matter that is 

considered by the employee. Workplace wellbeing is related to company 

productivity, employee turnover, customer loyalty and employee benefits. 

There are two dimensions of workplace wellbeing, namely the interpersonal 

dimension and the intrapersonal dimension. There are factors that affect 

workplace wellbeing such as Psychological Capital, and Perceived 

Organizational Support. This study aims to examine the relationship between 

Psychological Capital, Perceived Organizational Support to Workplace 

Wellbeing. Measurements were made using 3 scales, subject selection was 

carried out by probability sampling, on 92 permanent employees. Data were 

processed using Multiple Linear Regression. Scale reliability Alpha Cronbach 

for workplace Wellbeing is 0.864, for Psychological Capital is 0.927, and 

Perceived Organizational Support is 0.898. The result is a significant positive 

relationship between Psychological Capital and Workplace Wellbeing 

R2=0.263.  Significant positive relationship between perceived Organizational 

Support and Workplace Wellbeing R2=0.39. Together, the two variables 

influence workplace wellbeing with Multiple Linear Regression Analysis test 

result R2=0.398. Perceived Organizational Support with the higher the 
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Psychological Capital and Perceived Organizational Support, the higher the 

Workplace Wellbeing felt by employees, vice versa, the lower the 

Psychological Capital and Perceived Organizational Support, the lower the 

Workplace Wellbeing felt by employees. 

Keywords: 

Perceived Organizational Support, Psychological Capital, Workplace 

Wellbeing 

 

 

Introduction 

Human resources, or employees, are pivotal in achieving a company’s goals, vision, and 

mission. From the employees' perspective, support and attention from the company towards 

their wellbeing in the workplace are critical considerations. Employee wellbeing is recognized 

as one of the most crucial issues that companies must address (Page & Vella-Brodrick, 2009). 

Workplace wellbeing is defined by Bartel, Peterson, and Reina (2019) as a subjective 

evaluation by employees of their ability to develop and contribute optimally within the 

workplace. This feeling of wellbeing, influenced by job satisfaction (Page, 2005), encompasses 

two dimensions: interpersonal and intrapersonal. The interpersonal dimension reflects social 

interactions characterized by comfort and positive relationships in the workplace, while the 

intrapersonal dimension reflects internal meaning, characterized by self-control and personal 

development at work (Bartel et al., 2019). 

 

The positive consequences of workplace wellbeing for both employees and organizations are 

substantial. Employees with high levels of wellbeing are likely to feel balanced, healthy, and 

psychologically well, while organizations benefit from increased employee performance, 

productivity, and reduced turnover (Black Dog Institute, 2018). Researchers such as Fridayanti 

et al. (2019) have demonstrated the impact of workplace wellbeing on employee psychological 

health. Furthermore, Isham, Mair, and Jackson (2020) found that wellbeing can enhance 

productivity, despite the relationship being moderated by various factors. Given the importance 

of workplace wellbeing, it is imperative for companies to focus on enhancing it. High levels of 

employee wellbeing lead to increased happiness, commitment, profitability, and reduced 

turnover, creating quality employees that meet company expectations (Ningsih, 2013). Simone 

(2014) highlighted that organizations should understand the factors contributing to positive 

employee feelings and improved performance, emphasizing the need for long-term, neutral 

wellbeing assessments. 

 

However, the reality in Indonesia reveals a different picture. According to international survey 

institutes Gallup and Accenture (2020), Indonesia ranks low in employee job satisfaction, with 

only 18% of workers expressing happiness with their jobs. This dissatisfaction is often 

attributed to imbalances between job demands, rewards, and opportunities for advancement. 

Interviews and analyses, such as those by Reba Global (2018) and Herwanto & Ummi (2017), 

indicate that workplace wellbeing among employees is generally low, highlighting issues 

particularly in the interpersonal and intrapersonal dimensions as defined by Bartel et al. (2019). 

Factors affecting workplace wellbeing include workplace conditions, personality traits, and 

work stress (Danna & Griffin, 1999). Psychological Capital, defined by Luthans (2010) as a 

key factor influencing long-term happiness, and Perceived Organizational Support (POS), 

https://creativecommons.org/licenses/by/4.0/?ref=chooser-v1
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which fosters security and psychosocial fulfilment (Caesens, Stinglhamber, & Ohana, 2016), 

are critical elements in enhancing workplace wellbeing. 

 

Psychological Capital comprises self-confidence, optimism, hope, and resilience, all of which 

contribute to positive behavior in organizations and improved workplace wellbeing (Youssef 

& Luthans, 2007). Perceived Organizational Support involves fairness, supervisor support, and 

organizational rewards, all contributing to employee wellbeing (Eisenberger, 2016; Rhoades 

& Eisenberger, 2002). 

 

Based on interviews conducted by researchers to 7 employees, there are 6 out of 7 employees 

in the company who have poor Workplace Wellbeing. Where there are 5 out of 7 employees 

who feel they have social relationships that are too passive, this is because there are some 

coworkers who are not good at making friends in the team, there are employees who lack 

initiative at work, and during breaks old employees will gather with fellow old employees and 

are less willing to mingle with new employees, this makes some employees feel uncomfortable 

in social relations with other employees at work. In addition, the lack of support from superiors 

for the work done by their employees makes employees feel less valued, thus reducing 

employee performance and morale. However, the rest feel comfortable working in their 

division's work environment so that employees become more enthusiastic and improve their 

work performance.  

 

In addition, 6 out of 7 employees feel that the income they get is not able to meet the demands 

of life. So that many of the employees make the perception that they will work according to 

the income target that has been obtained. However, the rest feel that the income earned is 

sufficient for living needs so that it makes employees value their work more. The phenomenon 

from the results of the interviews obtained makes researchers interested in examining more 

deeply the psychological, psychosocial and physical wellbeing of employees at work. 

Based on the results of interviews that have been conducted, it shows that employees have a 

low level of workplace wellbeing. So that researchers can conclude that there are problems in 

workplace wellbeing at employees according to Bartels, Peterson, and Reina (2019). In 

Interpersonal Dimension, the subject still has social relationship interactions that are too 

passive, lacks supervisor support and in Intrapersonal Dimension, the subject feels that the 

income earned does not meet the needs of daily life. 

 

Based on the results of interviews with 7 employees, they also experienced problems with 

psychological capital and perceived organizational support. Where the subject explained that 

employees did not feel comfortable in social interactions with other colleagues, the subject 

claimed to lack support from superiors so that it could reduce morale and work productivity, 

the subject also felt that the income earned was less able to fulfil his daily life so that the subject 

would perceive that working according to the income earned and did not want to give more 

effort to his work. 

 

Empirical studies support the significant correlation between Psychological Capital and 

workplace wellbeing, as well as between POS and workplace wellbeing (Roemer & Harris, 

2018; Watto, Zhao, & Meng Xi, 2018). Despite extensive research on these individual 

relationships, there is a gap in examining the combined effect of Psychological Capital and 

Perceived Organizational Support on workplace wellbeing. 

 



 

 

 
Volume 9 Issue 54 (June 2024) PP. 306-318 

  DOI 10.35631/IJEPC.953022 

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved 

309 

 

This study aims to fill this gap by investigating the correlation between Psychological Capital 

and Perceived Organizational Support with workplace wellbeing among employees. 

Understanding these relationships can help organizations develop strategies to enhance 

employee wellbeing, ultimately leading to better performance and reduced turnover. 

 

Literature Review 

Workplace wellbeing, according to Bartels, Peterson, and Reina (2019), is defined as 

employees' subjective evaluations of their ability to thrive and contribute optimally at work. 

Page (2005) describes it as a feeling of wellbeing experienced by employees, encompassing 

both intrinsic and extrinsic values of their work. Harter, Schmidt, and Hayes (2002) define 

workplace wellbeing as mental health influenced by self-development, life purpose, positive 

relationships, environmental adaptation, social integration, and social contribution. Similarly, 

Sivanathan, Arnold, Turner, and Barling (2004) link workplace wellbeing to enhanced mental 

and physical health of employees.Based on these definitions, workplace wellbeing can be 

concluded as a subjective self-assessment of one's ability to thrive optimally at the workplace, 

accompanied by good physical and psychological health. 

 

According to Bartels, Peterson, and Reina (2019), workplace wellbeing has two general 

dimensions, such as Interpersonal Dimension: This dimension reflects social interactions at the 

workplace that influence an individual's psychosocial development. It is characterized by social 

support, comfort at the workplace, and positive relationships with colleagues, leaders, or even 

customers. And Intrapersonal Dimension: This dimension reflects the internal meaningfulness 

perceived by employees through their work. It involves the value of work and personal 

development, emphasizing the desire for self-control, responsibility, and potential growth at 

the workplace. 

 

Kun, Balogh, and Krasz (2017) further developed a model based on Seligman’s PERMA 

model, identifying five dimensions, that are Positive Emotion: Positive feelings that motivate 

good actions and improve work performance and physical health. Engagement: Refers to the 

attachment, concentration, and involvement in activities such as hobbies or work. 

Relationships: Strong connections with family and friends or colleagues create a sense of 

belonging. Meaning and Purpose: Engaging in meaningful activities not just for oneself but 

also for important goals. Accomplishment: Productivity and living a meaningful life, pursued 

even without positive emotions, meaning, or positive relationships. 

 

From these dimensions, the researcher chose Bartels, Peterson, and Reina's (2019) framework 

for developing the measurement scale for data collection, considering it more recent and 

relevant to the research subjects and objectives. 

 

Danna and Griffin (1999) identify three factors influencing workplace wellbeing. Such s 

Workplace Environment: Includes health and safety hazards affecting employee wellbeing. 

Personality Traits: Personality traits, including Type A behavior and locus of control, influence 

the level of individual health and wellbeing. Work Stress: Results from a mismatch between 

needs and demands from the environment, significantly impacting health and wellbeing. 

 

Luthans, Youssef, and Avolio (2007) and Eisenberger et al. (1986) also add Psychological 

Capital: Defined by self-efficacy, hope, optimism, and resilience, high psychological capital 
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correlates with better wellbeing. And Perceived Organizational Support: The degree to which 

employees feel the organization values their contributions and cares about their wellbeing. 

 

The researcher focuses on psychological capital and perceived organizational support as key 

factors, supported by studies like Sui (2013), Panaccio and Vandenberghe (2019), and Sawitri, 

Parahyanti, and Soemitro (2013). 

 

Luthans et al. (2007) define psychological capital as a measurable psychological capacity that 

enhances work performance. Liwanto (2015) notes its positive relationship with employee 

performance. Psychological capital influences self-concept, team work, ethical orientation, and 

general life outlook. 

 

According to Luthans et al. (2007), psychological capital comprises four aspects. That are Self-

Efficacy: Belief in one’s ability to accomplish tasks successfully. Optimism: Interpreting 

positive events as stable and pervasive, while viewing negative events as temporary and 

specific. Hope: Positive motivational state with goal-directed energy and planning to achieve 

goals. Resilience: Ability to adapt and recover from difficulties or positive changes. These 

dimensions suggest that high self-efficacy, optimism, hope, and resilience contribute to better 

workplace wellbeing by fostering positive attitudes and behaviors in the workplace. 

 

High psychological capital enhances flexibility and adaptation to job demands, improving 

employee wellbeing (Avey & Palmer, 2010). Components like self-efficacy, optimism, hope, 

and resilience positively influence job performance, happiness, satisfaction, and wellbeing. 

Studies by Malik (2013), Snyder et al. (2002), Avey et al. (2010), and Cole, Daly, and Mak 

(2009) support these findings. 

 

Eisenberger et al. (2016) define perceived organizational support as employees' perception that 

the organization values their work, cares about their wellbeing, and provides necessary 

resources. This perception influences employees' trust and attitudes towards the organization. 

According to Eisenberger et al. (2016), the dimensions include; Fairness: Procedural justice in 

distributing resources. Supervisor Support: Actions by supervisors perceived as organizational 

support. And Organizational Rewards and Job Conditions: Compensation, job security, and 

recognition. These dimensions show how organizational practices and attitudes significantly 

influence employees' perceived support and overall wellbeing. 

 

Perceived organizational support, which includes fair treatment, supervisor support, and 

organizational rewards, enhances employees' job satisfaction, mood, and commitment while 

reducing stress and turnover (Rhoades & Eisenberger, 2002). Research by Sawitri, Parahyanti, 

and Soemitro (2013) and Dixon & Sagas (2007) corroborates the significant impact of 

organizational support on employee wellbeing. 

 

Overall, psychological capital and perceived organizational support are crucial predictors of 

workplace wellbeing, influencing employees' attitudes, behaviors, and overall job satisfaction. 

 

Method 

The research used purposive sampling technique of Non-Probability Sampling type. The 

subjects of this study amounted to 60 employees who had the following characteristics: 

employees must work in a company recorded as an employee with a contract agreement that 
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has been approved together in a superior-subordinate relationship. Techniques in collecting 

data for this study through the Workplace Wellbeing scale which is arranged based on aspects 

according to Bartels (2019) consisting of 8 items, the Psychological Capital Scale which is 

arranged based on aspects according to Luthans, Avolio, Avey and Normal (2007) consisting 

of 24 items, and the Perceived Organizational Support scale which is arranged based on aspects 

of Eisenberger, Glenn, Malone and William, Presson (2016) consisting of 12 items. In the 

psychological scale researchers only use one group of items, namely favorable items. Favorable 

items are items that support the attributes to be measured.  

 

The Workplace Wellbeing, Psychological Capital and Perceived Organizational Support scale 

uses a Likert model scale which has four alternative answers using a reding score of 1 to 4, 

namely score 4 Strongly Appropriate (SS), score 3 Appropriate (S), score 2 Not Appropriate 

(TS), and score 1 Strongly Not Appropriate (STS). The data analysis method that researchers 

use is the multiple regression method which aims to analyse more than one independent 

variable with only one dependent variable Kurniawan and Budi (2016).  

 

Result & Discussion 

The prerequisite tests are normality test and linearity test. The normality test uses the 

Kolmogorov Smirnov Test (KS-Z) with the research rule if the KS-Z significance value p> 

0.050 then it can be said that the data follows a normal distribution, but if the significance value 

p≤ 0.050 then it can be said that the data is not normally distributed (Azwar, 2016). From the 

results of the normality test, the Workplace Wellbeing variable obtained KS-Z = .138 and p 

value = .000, the Psychological Capital variable obtained KS-Z = .113 and p value = .006. and 

the Perceived Organizational Support variable obtained KS-Z = .088 and p value = .077. so 

that the results of the data above lead if the significant value of Workplace Wellbeing, 

Psychological Capital, and Perceived Organizational Support follows normal data because the 

p value> .050. 

 

Based on the results of the linear test analysis between the Psychological Capital variable and 

Workplace Wellbeing, the value of F = 5.665 (p < 0.050) means that Psychological Capital and 

Workplace Wellbeing have a linear relationship. Meanwhile, between the Perceived 

Organizational Support and Workplace Wellbeing variables, the value of F = 15.903 (p = .000, 

p < .050) means that Perceived Organizational Support and Workplace Wellbeing have a linear 

correlation. Furthermore, the results of the linearity test between Psychological Capital and 

Perceived Organizational Support with Workplace Wellbeing obtained F = 8.375 and p = 0.000 

(p < 0.050) means that Psychological Capital and Perceived Organizational Support with 

Workplace Wellbeing have a linear relationship. 

 

From the results of multiple regression analysis obtained R=0.398 with p = .000 (p <.050) this 

shows if there is a positive correlation between Psychological Capital and Perceived 

Organizational Support with Workplace Wellbeing in employees. The additional test used to 

see the correlation in each variable is the results of product moment analysis showing the 

correlation coefficient (rx1y) = 0.263 and p = .000 (p < .050), which shows if Psychological 

Capital with Workplace Wellbeing has a significant correlation and from the results of product 

moment analysis the research data shows the correlation coefficient (rx2y) = .398 and p = .000 

(p < .050), which proves if Perceived Organizational Support with Workplace Wellbeing has 

a positive correlation. 
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The correlation between Psychological Capital and Perceived Organizational Support with 

Workplace Wellbeing means that each aspect of Psychological Capital and Perceived 

Organizational Support contributes to Workplace Wellbeing. The coefficient of determination 

between Psychological Capital and Workplace Wellbeing is (R2) = 0.069, meaning that 

Psychological Capital contributes to Workplace Wellbeing by 6,9 %. with the remaining 93,1% 

influenced by factors outside the study.  

 

The coefficient of determination between Perceived Organizational Support and Workplace 

Wellbeing (R2) = 0.158, which means that the contribution of Perceived Organizational 

Support to Workplace Wellbeing is 15,8% with the remaining 84,2% due to other factors. The 

coefficient of determination between Psychological Capital and Perceived Organizational 

Support with Workplace Wellbeing is Adjusted (R2) = 0.158, which means that the 

contribution of Psychological Capital and Perceived Organizational Support to Workplace 

Wellbeing is 15,8% with the remaining 84,2% due to factors outside the study. 

 

Based on the categorization of subject scores on the Workplace Wellbeing scale, 26 subjects 

(28,3%) have a high level of Workplace Wellbeing, about 52 subjects (56,5%) have a moderate 

level of Workplace Wellbeing. And there are 14 subjects (15,2%) in the low categorization. 

This proves that the subjects of this study have a high, moderate level of Workplace Wellbeing. 

Meanwhile, on the Psychological Capital scale, 30 subjects (32,6%) have a high level of 

Psychological Capital, about 62 subjects (67,4%) have a medium level of Psychological 

Capital, and about no subject has a low level of Psychological Capital. This proves that the 

subjects in this study have high, medium levels of Psychological Capital. As well as the 

Perceived Organizational Support scale, it is known if the research subjects have a score of 38 

subjects (41,3%) with high categorization, 54 subjects (58,7%) with moderate categorization. 

 

The results of this study are relevant to research conducted by Bernadeta (2021) which reveals 

that Perceived Organizational Support and Workplace Wellbeing have a positive   coefficient 

score (rxy) = 0.348 and p <.050. Other studies also state a significant correlation between POS 

and WWB such as research conducted by Rosmala (2021) which reveals that Perceived 

Organizational Support and Workplace Wellbeing have a significant correlation, with 49 

workers in Pati. Which has a correlation value (R2) = 0.364 (p <.050) and an effective 

contribution of 13.3% and the remaining 86.7% is influenced by factors other than research. 

Likewise, from research by Agustini (2021) which shows that there is a positive correlation 

between psychological capital and nurse wellbeing in the workplace with the subject being 116 

nurses at the Ibn Sina Islamic Hospital Pekanbaru. Other studies also state that there is a 

significant correlation between Psychological Capital and Workplace Wellbeing, such as 

research from Sui (2013) entitled Psychological Capital, Workplace wellbeing, and Work-Life 

Balance Among Chinese Employees A Cross-Lagged Analysis, stating the research results that 

Psychological Capital has a positive correlation with the participants' work wellbeing. 

 

So, in this study, the hypothesis stating that there is a positive relationship between 

Psychological Capital and Perceived Organizational Support with Workplace Wellbeing in 

Employees is significantly accepted, the higher the Psychological Capital and Perceived 

Organizational Support, the higher the Workplace Wellbeing felt by employees. 
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Conclusion 

Based on the results of research and discussion in this study, it can be concluded that there is a 

significant positive relationship between Psychological Capital and Perceived Organizational 

Support with Workplace Wellbeing in employees. This means that the research objectives have 

been achieved. This shows that the higher the Psychological Capital and Perceived 

Organizational Support, the higher the Workplace Wellbeing felt by employees, and vice versa, 

the lower the Psychological Capital and Perceived Organizational Support, the lower the 

Workplace Wellbeing felt by employees. 

 

Acknowledgment  

The authors would like to express thanks to Faculty of Psychology, Universitas Mercu Buana 

Yogyakarta and Faculty of Languages Studies and Human Development, Universiti Malaysia 

Kelantan.  

 

References  

Ariati, Jati., (2010). Subjective wellbeing (kesejahteraan subjektif) dan kepuasan kerja pada 

staf pengajar (dosen) di lingkungan fakultas psikologi universitas diponegoro. Jurnal 

Psikologi Undi, 8(2), 177-123. Oktober 17, 2021 

Arya Wira Suta, I Wayan Gede Supartha. (2016). Pengaruh keadilan organisasi terhadap 

kepuasan kerja dan keinginan keluar karyawan pada Alila Manggis Hotel Karangasem 

Bali. E-jurnal manajemen universitas udayana, 5(4), 249061 

Akhbar, M. N., Diana, H., Nurul, Y., (2020). Peran kesejahteraan di tempat kerja terhadap 

kesiapan untuk berubah. Jurnal Pemikiran dan Penelitian Psikologi, 25(2), 229-244. 

Oktober 27, 2021. Doi: 10.20885/psikologika.vol 25.iss2.art5 

Allen, M. W. and Brady, R. M., (1997). Total quality management, organizational 

commitment, perceived organizational support, and intraorganizational 

communication. Management Communication Quarterly, 10(3), 41-316. 19 October 

2021. Doi: 10.1177/0893318997010003003 

Anwarsyah. W. I, & Salendu, A., (2012). Hubungan Antara Job demands dengan Workplace 

Wellbeing pada Pekerja Shift. Jurnal Psikologi Pitutur, 1(1), 29-40. 18 October 2021. 

ISSN: 2302-5646 

Aube, D., Rousseau, V., & Morin, E. M., (2007). Perceived organizational support and 

organizational commitment: The moderating effect of locus of control and work 

autonomy. Journal of Managerial Psychology, 22(5), 479-495. 19 Oktober 2021 

Avey, J.B.M., Luthans, F., Smith, R.M., & Palmer, N.F. (2010). Impact of Positive 

Psychological Capital on Employee wellbeing over time. Journal of Occupational 

Health Psychology, 15(1), 17-28. Doi: 10.1037/a0016998 

Azwar, Saifuddin. (2015). Dasar-dasar Psikometri. Jogjakarta: Pustaka Belajar 

Azwar, Saifuddin. (2012). Penyusunan Skala Psikologi (Edisi 2). Jogjakarta: Pustaka Belajar 

Baliartati, B. O., (2016). Pengaruh organizational support terhadap job satisfaction tenaga 

edukatif tetap fakultas ekonomi dan bisnis Universitas Trisakti. Jurnal Manajemen dan 

Pemasaran Jasa, 9(1), 35-54. 19 Oktober 2021 

Bandura, a. (1977). Self-efficacy: Toward a unifying theory of behavioral change. 

Psychological Review, 84(2), 191-215. 19 Oktober 2021 

Baihaqi Nawfal., (2021). Kesejahteraan karyawan di masa Pandemi Covid-19 di wilayah 

Industri Cikarang. Jurnal JDM, 4(1), 41-53. Oktober 26, 2021. 

https://publikasi.mercubuana.ac.id/index.php/jdm/article/download/11781/pdf 

https://publikasi.mercubuana.ac.id/index.php/jdm/article/download/11781/pdf
https://publikasi.mercubuana.ac.id/index.php/jdm/article/download/11781/pdf
https://publikasi.mercubuana.ac.id/index.php/jdm/article/download/11781/pdf


 

 

 
Volume 9 Issue 54 (June 2024) PP. 306-318 

  DOI 10.35631/IJEPC.953022 

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved 

314 

 

Bayu Rizky Adnan, Unika Prihatsanti., 2017. hubungan antara psychological capital dengan 

komitmen organisasi pada mahasiswa undip. Jurnal Empati, 6(4), 185-194. 15 Oktober 

2021. 

Britt, T. W., Shen, W., Sinclair, R. R., Geossman, M. R., & Klieger, D. M. (2016). How much 

do we really know about employee resilience. Industrial and organizational 

Psychology, 9(2), 378-404. October 27, 2021. Doi: 10.1017/iop.2015.107 

Black Dog Institute.  (2018). Workplace Wellbeing. Resource and Support. https:/ 

/www.blackdoginstitute.org.au/resources-support/wellbeing/workplace-wellbeing/ 

Carver, C. S,. Scheier, M. F., & Segerstrom, S. C., (2010). Optimism. Clinical Psychology 

Review, 30(1), 879-889. 19 Oktober 2021. Doi: 10.1016/J.epr.2010.01.006 

Ceasens, G., Stinglhamber, F., & Ohana, M. (2016). Perceived Organizational Support and 

wellbeing: A weekly study. Journal of Managerial Psychology, 31(7), 1214-1230. 4 

October 2021. Doi: 10.1108/JMP-01-2016-0002 

Cotton, P., & Hart, P.M. (2003). Occupational wellbeing and performance: A review of 

organizational health research. Australian Psychologist, 38(2), 118-127. October 27, 

2021. Doi: 10.1080/00050060310001707117 

Chen, Z. R. Eisenberger, dkk., (2009). Perceived Organizational Support and Extra-Role 

Performance: Which Leads to Which. The Journal of Social Psychology, 149(1), 199-

124. 19 October 2021. Doi: 10.3200/SOCP.149.1.199-124 

Cooper, C. L., & Cartwright, S. (1994). Healthy mind; healthy organizational stress. Human 

relation, 47(4), 455-471. October 17, 2021. Doi: httpa://adoc.pub/queue/hubungan-

antara-perceived-organizational-support-dan-workpla.htm 

Chololah, R., I. (2019). Workplace Wellbeing Berkontribusi Dalam Meningkatkan Engagement 

Karyawan. Journal Psychology, 6(1). 12 Maret 2022 

Danna, K., & Griffin, R. W. (1999). Health and wellbeing in the workplace: A review and 

synthesis of the literature. Journal of Management, 25(23), 357-384. 26 September 

2021. 

Darmika Ni Komang, A. P., Anak Agung, A. S., (2019). Pengaruh pengembangan karier 

komitmen organisasional dan perceived organizational support terhadap retensi 

karyawan. E-Jurnal Manajemen, 8(7), 4153-4182. Oktober 21, 2021. Doi: 

10.24843/EDMUND 2019.v08i07p06 

Darmayanti, N.W.S., Zulkarnain., (2017). Korelasi motivasi belajar dengan hasil belajar 

mahasiswa angkatan 2015 program studi pendidikan fisika pada mata kuliah mekanika. 

Jurnal Kajian, Penelitian, dan Pengembangan Kependidikan,8(1), 36-40. November 

29, 2021 

Darmawan, D., (2013). Metode penelitian kuantitatif. Bandung: Remaja Rosdakarya 

Dwitiya Agsan Nandini. (2016). Kontribusi optimalisme terhadap kebahagiaan pada karyawan. 

Jurnal Ilmiah Psikologi, 9(2), 187-196. 

Endah Andriani Pratiwi., Muhammad Hadras., Fikri Faturrahman. (2020). Hubungan 

psychological capital dengan psychological well being pada prajurit tni di disjarahad 

bandung. Jurnal Ilmiah Psikologi Reliabel. 6(6), 27 – 35 

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational 

support. Journal of Applied Psychology, 71, 500–507 

Eisenberger, R. and Stinglhamber, F. (2011). Perceived OrganizationaL Support: Fostering 

Enthusiastic and Productive Employees, APA Books, Washington, DC. 

Eisenberger, R., Malone, G. P., & Presson, W. D. (2016). Optimizing perceived organizational 

support to enhance employee engagement. Society for Human Resource Management 

http://doi.org/10.1108/JMP-01-2016-0002
https://www.tandfonline.com/doi/abs/10.1080/00050060310001707117
https://www.tandfonline.com/doi/abs/10.1080/00050060310001707117


 

 

 
Volume 9 Issue 54 (June 2024) PP. 306-318 

  DOI 10.35631/IJEPC.953022 

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved 

315 

 

and Society for Industrial and Organizational Psychology, 2, 1–22. 

http://www.siop.org/SIOP-SHRM/SHRM-SIOP POS.pdf 

Fatdina., (2015). Peran dukungan organisasi yang dirasakan karyawan sebagai mediator 

pengaruh keadilan prosedural terhadap perilaku kewarganegaraan organisasi. Jurnal 

psikologi, 36(1), 1-17. Oktober 11, 2021. ISSN: 0215-8884 

Fida, R., Paciello, M., Tramontano, C., Barbaranelli, C., & Farnese, M. L. (2015). ‘Yes, I, can’: 

The protective role of personal self-efficacy in hindering counterproductive work 

behavior under stressful conditions. Anxiety, Stress, & Coping, 28(5), 479-499. Oktober 

27, 202. Doi: 10.1080/10615806.2014.969718  

Fridayanti, N. Kardinah, Tyas Julianti Nurul Fitri. (2019). Peran workplace wellbeing terhadap 

mental health: studi pada karyawan disabilitas. Jurnal Ilmiah Psikologi, 6(2), 191-200. 

Oktober 17, 2021. Doi: 10.15575/psy.v6i2.5754 

Harnois, G., & Gabriel, P. (2002). Mental health and work: Impact, issues and good practices. 

World Health Organization. Journal of Applied Psychology, 87(2), 268-279. Oktober 

17, 2021 

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit level relationship between 

employee satisfaction, employee engagement, and business outcomes: A meta-analysis. 

Journal of Applied Psychology, 87(2), 268-279. October 17, 2021. Doi: 10.1037/0021-

9010.87.2.268 

Herwanto., Fitrah, Tul, Ummi. (2017). Pengaruh workplace wellbeing terhadap kinerja guru 

SD. Jurnal penelitian dan pengukuran psikologi, 6(1), 55-60. Doi: 

https://doi.org/10.21009/JPPP.061.07 

Hmieleski, K. M., & Carr, J. C. (2007). The relationship between entrepreneur psychological 

capital and wellbeing. In W. D. Bygrave, et al. (Eds.), Frontiers of Entrepreneurship 

Research. Babson Park, MA: Babson College. 

Indah Roziah Cholilah., (2019). Workplace wellbeing berkontribusi dalam meningkatkan 

engagement karyawan (studi literatur). Al-Tatwir, 6(1), 77-88. 18 Oktober 2021. 

Isham, A., Mair, S., & Jackson, T. (2020). Wellbeing and productivity: A review of the 

literature. In CUSP Working Paper Series (No.  22).  https://www.cusp.ac.uk/ 

themes/s1/wp22/ 

Jati Ariati. (2010). Subjective Wellbeing (kesejahteraan subjektivitas) dan kepuasan kerja pada 

staf pengajar (dosen) di lingkungan fakultas psikologi universitas Diponegoro. Jurnal 

Psikologi Undip, 8(2), 117-123 

Joyce EA Russell. (2008). Promoting Subjective Wellbeing at Work. Journal of Career 

Assessment, 16(1), 117-131. 

Kenneth Cole, Anne Daly, Anita Mak. (2009). Good for the soul: the relationship between 

work, wellbeing and psychological capital. The journal of socio-Economics. 38(3), 464-

474. Doi: https://doi.org/10.1016/J.socec.2008.10.004  

Kim, K. Y., Eisenberger, R., & Baik, K. (2016). Perceived organizational support and affective 

organizational commitment: Moderating influence of perceived organizational 

competence. Journal of Organizational Behavior, 37(4), 558–583. 

https://doi.org/10.1002/job.2081 

Kurnia Dewi, E., (2016). Psychological Capital dan wellbeing sebagai predictor bagi employee 

engagement. Jurnal Psikologi Integratif, 4(2), 95-112. 19 Oktober 2021. 

Kusuma, K. A., Prihatsanti Unika. (2016). Hubungan antara psychological capital dengan 

disiplin kerja karyawan bagian produksi PT. Argamas Lestari Semarang. Jurnal 

Empati, 5(2), 317-321. 15 Oktober 2021 

https://doi.org/10.1037/0021-9010.87.2.268
https://doi.org/10.1037/0021-9010.87.2.268
https://doi.org/10.21009/JPPP.061.07
https://doi.org/10.21009/JPPP.061.07
https://doi.org/10.1016/J.socec.2008.10.004
https://psycnet.apa.org/doi/10.1002/job.2081


 

 

 
Volume 9 Issue 54 (June 2024) PP. 306-318 

  DOI 10.35631/IJEPC.953022 

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved 

316 

 

Kun, A., Balogh, P., Krasz., (2017). Development of the work-related wellbeing questionnaire 

based on seligman’s PERMA Model. Periodica Polytechnica Social and Management 

Sciences, 25(1), 56-63. October 27, 2021. Doi: 10.3311/PPso.9326 

Lala Septiyani Sembiring, Yantri Maputra, Vivi Amalia., 2018. Gambaran psychological 

capital pada mahasiswa yang berwirausaha di kota padang. PSYCHOPOLYTAN. 

Jurnal Psikologi, 1(2), 54-59). 15 Oktober 2021 

Lori A. Muse and Christina L. Stamper. (2007). Perceived organizational support: Evidence 

for a Mediated Association with Work Performance Authors(s). Journal of 

Management Issues, 19(4), 517-535. 19 October 2021. Doi: 40604585 

Luthans, F., Avey, J. B., Avolio, B. J & Peterson, S. J (2010). The Development and resulting 

performance impact of positive psychological capital. Human Resource Development 

Quarterly, 21(1), 41-67. Doi: https://doi.org/10.1002/hrdq.20034 

Luthans, F., Avolio, B. J., Avey, J. B. & Normal, S. M. (2007). Positive Psychological Capital: 

Measurement and relationship with performance and satisfaction. Personnel 

Psychology, 60(3), 541-572. October 6, 2021. Doi: 10.1111/j.1744-6570.2007.00083. 

Lynne Friedli. (2009). World health organizatioan. Copenhagen: WHO regional office for 

europe 

Malik, A. (2013). Efficacy, hope, optimism and resilience at workplace – positive 

organizational behavior. International Journal of Scientific and Research Publications, 

3(10), 1-4 

Marpaung, J. & Simarmata, N. I. P., (2020). Gambaran Workplace Wellbeing di PT. X Medan. 

Jurnal Psycho Mutiara, 3(2), 1-9. Oktober 20, 2021 

Maulida, D., Shaleh, A. R., (2017). Pengaruh modal psikologi dan totalitas kerja terhadap 

kesejahteraan subjektif. Jurnal Penelitian Psikologi, 2(2), 107-124. 19 Oktober 2021. 

Doi: 10.21580/pjpp.v2i2.2461 

Masten, A.S., Cutuli, J.J., Herbers, J.E., & Reed, M.G.J. (2009). Resilience in development. In 

Oxford Handbook of Positive Psychology. United States of America: Oxford 

University Press, Inc. 

Melinda, Fena., & Rengganis, D.R.P., (2020). Hubungan antara Optimis dengan Workplace 

Well Being pada Karyawan Cleaning Service di Pusat Perbelanjaan Yogyakarta. 

Naskah Publikasi. 

Mujiasih Endah., (2015). Hubungan antara persepsi dukungan organisasi (perceived 

organizational support) dengan keterikatan karyawan (employee engagement). Jurnal 

Psikologi Undip, 14(1), 40-51. 19 Oktober 2021. Doi: 3b2a8-9797-22005-1 

Ningsih, P. (2013). Pengaruh Kompetensi Terhadap Prestasi Kerja Karyawan Divisi 

Administrasi Pada PT. Morris Site Muara Kaman. E-Journal Administrasi Bisnis, 1(2), 

104-113. Oktober 20, 2021. Doi: 06-01-13-05-20-38 

Pacheco, T., Coulombe, S., Khalil, C., Meunier, S., Doucerain, M., Auger, E., & Cox, E. 

(2020). Job security and the promotion of workers’ wellbeing in the midst of the covid-

19 pandemic: A study with Canadian workerd one to two weeks after the initiation of 

social distancing measures. International journal of wellbieng, 10(3), 58-76. 

http://doi.org/105502/ijw.v10i3.1321 

Page, K. M., & Vella-Brodrick, D. A. (2009). The ‘what’, ‘why’, and ‘how’ of employee 

wellbeing: a new model. Soc Indic Res, 90(17), 411-458. 17 October 2021. Doi: 

http://hdl.handle.net/10.1007/s11205-008-9270-3 

Page, K. (2005). Subjective Wellbeing In The Workplace. Thesis. School Of Psychology 

Faculty Of Health And Behavioral Sciences Deakin University. 18 Oktober 2021 

https://doi.org/10.1002/hrdq.20034
http://hdl.handle.net/10.1007/s11205-008-9270-3
http://hdl.handle.net/10.1007/s11205-008-9270-3


 

 

 
Volume 9 Issue 54 (June 2024) PP. 306-318 

  DOI 10.35631/IJEPC.953022 

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved 

317 

 

Raina Fatia Karima., Akhmad Baidun. (2014). Pengaruh psychological capital dan kepuasan 

kerja terhadap psychological wellbeing pada petugas pemadam kebakaran. Journal of 

Psychology. 2(2), 171-182. 

Ramalisa, Winida, M, Yulinda, M. (2020). Kesejahteraan psikologis ditinjau dari 

ketidaksamaan kerja pada karyawan kontrak PT. Bank Rakyat Indonesia, Tbk Cabang 

Medan Thamrin. Jurnal Psikologi, 9(1), 31-37. Oktober 21, 2021. Doi: 2049233663 

Rhoades. L & Eisenberger. R. (2002). Perceived Organizational Support: A Review of the 

Literature. Journal of Applied Psychology, 87(4), 698-714. 10 October 2021. Doi: 

10.1037//0021-9010.87.4.698. 

Roemer, Anja., & Harris, Cantell. (2018). Perceived organizational support and wellbeing: The 

role of psychological capital as a mediator. Journal of Industrial Psychology, 44(1), 1-

11. 

Robbins, Stephen P and Maty Coulter. 2012. Management. Eleventh Edition. England: Pearson 

Education 

Roemer, A. & Harris, C. (2018). Perceived Organizational Support and well being: the role of 

psychological capital for mediators. SA Journal of Psychology, 44(1), 1011. 8 October 

2021. Doi: 10.4102/sajip.v44i0.1539 

Rosallina, R. Siswati (2018). Hubungan antara Psychological Capital dengan Psychological 

Wellbeing Pada Dokter Muda Fakultas Kedokteran Universitas Diponegoro. Jurnal 

Empati, 7(3), 291-296. 19 Oktober 2021 

Sadana, Stefanus., Echy Alsep Vany., (2014). Pengaruh employee engagement dan workplace 

wellbeing terhadap turnover intention. Jurnal akuntansi & bisnis, 1(2), 27-46. 06 

Oktober 2021 

Seligman, M.E.P. (1998). Learned optimism. New York: Pocket Books 

Singh, S., & Mansi. (2019). Psychological capital as predictor of psychological wellbeing. 

Journal of the Indian Academy of Applied Psychology, 35(2), 233-238. Oktober 27, 

2021. 

Sivanathan, N., Arnold, K. A., Turner, N., & Barling J. (2004). Leading Well: Transformational 

Leadership and Well- Being. Dalam Linley, P. A. & Joseph, S. (Eds.). Positive 

Psychology in Practice (241-255). New Jersey: John Wiley & Sons, Inc 

Souri, H., & Hasanirad, T. (2011). Relationship between resilience, optimism and 

psychological wellbeing in students of medicine. Procedia-Social and Behavioral 

Sciences, 30(1), 1541-1544. Oktober 27, 2021. Doi: 10.1016/j.sbspro.2011.10.299 

Stefania De Simone., (2014). Conceptualizing wellbeing in the workplace. International 

journal of business and social science, 5 (12) 

Sugiyono. (2016). Metode penelitian kualitatif, kuantitatif. Dan r & d. Bandung: Alfabeta 

Sugiyono. (2014). Metode Penelitian Kombinasi (Mixed Methods). Bandura: Alfabeta 

Suta, A., & Supartha, I. (2016). Pengaruh keadilan organisasi terhadap kepuasan kerja dan 

keinginan keluar karyawan pada Alila Manggis Hotel Karangasem Bali. None, 5(4), 

249061 

Snyder, C. R., Shorey, H. S., Cheavens, J., Pulvers, K. M., Adams, V., & Wiklund, C. (2002). 

Hope And Academic Success In College. Journal Of Educational Psychology, 94, 820-

826. 

Snyder, C. R., Harris, C., Anderson, J. R., Holleran, S. A., Irving, L. M., Sigmon, S. T., 

Yoshinobu, L., Gibb, J., Langelle, C., & Harney, P. (1991). The Will And The Ways: 

Development And Validation Of An Individual- Differences Measure Of Hope. Journal 

Of Personality And Social Psychology, 60, 570–585 



 

 

 
Volume 9 Issue 54 (June 2024) PP. 306-318 

  DOI 10.35631/IJEPC.953022 

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved 

318 

 

Snyder, C. R., Irving, L., & Anderson, J. (1991). Hope And Health: Measuring The Will And 

The Ways. In C. R. Snyder& D. R. Forsyth (Eds.), Handbook Of Social And Clinical 

Psychology (Pp. 285–305). Elmsford, Ny: Pergamon 

Tortia, E. C. (2008). Worker wellbeing and perceived fairness: survey-based findings form 

Italy. Journal if socio-economics, 37(5), 2080-2094. 

https://doi.org/10.1016/j.socec.2007.10.005 

Oi Ling Siu. (2013). Psychological capital, work wellbeing, and work-life balance among 

Chinese employeses: A cross-lagged analysis. Journal of personnel psychology. 12 (4) 

Wiratama, M.D. (2017). Pengaruh teknologi informasi dan modal intelektual terhadap 

implikasinya pada kinerja karyawan PT. Kurnia Purnama Jaya. Jurnal Manajemen dan 

Informasi, 8(2), 51-69. Doi: 

http://www.jurnal.unsyiah.ac.id/JInoMan/article/view/9346/7646 

Wright, T.A. & Bonnet, D.G. (2007). Job Satisfaction and Psychological Wellbeing as 

Nonaddictive Predictor of Workplace Turnover. Journal of Management, 33, 141-161. 

17 oktober 2021 

Yuniarti, Anita. (2014). Pengaruh Modal Psikologis dan Persepsi Gaya Kepemimpinan 

Transformasional terhadap Workplace Well Being Tazkiya, Journal of Psychology, 

2(2), 283-299. 10 Oktober 2021. Doi: 10.15408/tazkiya.v2i2.10776 

Yuniastuti, R.M., (2011). Pengaruh Kepuasan Kerja Terhadap Prestasi Kerja Karyawan pada 

CV. Organik agro system di Bandar Lampung. Jurnal Manajemen dan Bisnis, 1(2), 

199-210. November, 23, 2021. Doi: 

http://jurnal.ubl.ac.id/index.php/jmb/article/ViewFile/44/41 

Yulianti, P. Early, A. H. P., (2016). Peran mediasi affective commitment pada hubungan 

procedural justice, perceived organizational support dengan employee engagement. 

Jurnal Ilmu Ekonomi & Sosial, 7(1), 14-27. Oktober 25, 2021. 

Youssef-Morgan, C. M., & Luthans, F. (2015). Psychological Capital and wellbeing. Stress 

and Health, 31(3), 180-188. 19 Oktober 2021. Doi: 10.1002/smi.2623  

 

 

 

 

 

 

 

 

 

 

 

https://doi.org/10.1016/j.socec.2007.10.005
http://www.jurnal.unsyiah.ac.id/JInoMan/article/view/9346/7646
http://www.jurnal.unsyiah.ac.id/JInoMan/article/view/9346/7646
http://jurnal.ubl.ac.id/index.php/jmb/article/ViewFile/44/41
http://jurnal.ubl.ac.id/index.php/jmb/article/ViewFile/44/41
http://jurnal.ubl.ac.id/index.php/jmb/article/ViewFile/44/41

