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Abstract

This study examines the relationship between Organizational Support Perceived and Psychological Capital on
Subjective Welfare from employees of government organizations in Indonesia. 118 staff of the Directorate General
of Taxes who participated in filling out the questionnaire. Data were analyzed using the Partial Least Square
technique. The results showed that organizational support and work involvement were not proven to mediate the
effect of organizational support on subjective well-being. Work engagement and career satisfaction are proven to
mediate the influence of psychological capital. The practical implication proposed is the development of
organizational capacity through psychological capital as the most dominant variable.

Keywords: Psychological Capital, Perceived Organizational Support, Subjective Well Being, Work Engagement,
Career Satisfaction

1. INTRODUCTION

Job satisfaction is a feeling and a happy attitude shown by employees where there is a match between
expectations and results received. Although there is an inconclusive relationship between happiness and
worker productivity in the work environment, it seems to be a general agreement that if the worker is

happy, he will be more productive (Diener and Biswas, 2008; Cropanzano and Wright, 2004; Zelenski et
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al, 2008). Erdogan et al. (2012) suggest that a view of happiness in the workplace depends on satisfaction
with the environment, leadership influence, career development, job characteristics, and compatibility
between workers and the environment. This matter used as a factor that can contribute to being able to
understand happiness or well-being at work. In this study, we examine individual happiness at work,
career, and the potential impact of happiness in the workplace. Although in theory work involvement,
career satisfaction, and subjective well-being of individuals show the relationship between one another
but empirically raises the research gap. First, the involvement of workers is a significant concem by
practitioners because the involvement of workers is more motivating, more influential in their work and
organization, more productive and more willing to go forward and exceed more than expected to help the
organization survive and develop (Bakker and Demerouti, 2008; Gebauer and Lowman, 2008). Workers
who are very involved in their work and satisfied with their careers are overall happy in their lives. Then,
career satisfaction, a proxy for the perceived quality of one's work, has become an essential criterion for
evaluating the career of the individual as a whole (Judge et al., 1999; Gattiker and Larwood, 1988). Career
satisfaction is a reflection of individual values and a reference to compensation, challenges, or security that
may have an impact on an individual's assessment of career achievements. Finally, about Subjective Well
Being (SWB), researchers (e.g., Cropanzano and Wright, 1999; Lyubomirski, 2001) call the term SWB
happiness. Being happy refers to what has achieved at the highest level that has reached the point of
satisfaction. Happiness individually is to be more instrumental, to be oriented to the approach, to be more
energetic, to be interested in his work, to sympathize with his co-workers, and to endure hardships
compared to unhappy employees.

This research focuses on Perceived Organizational Support (POS) and psychological capital (PsyCap) as
antecedents of well-being. According to organizational support theory (Eisenberger et al., 1986), workers
form a general opinion on how far organizations value their contributions and care about their well-being.
Based on the norms of reciprocity, Perceived Organizational Support (POS) will raise workers' awareness
to care about the sustainability of the organization and help the organization achieve its goals. PsyCap is
an individual's positive psychology for developing. PsyCap is a typical example of positive organizational
behaviour, open to growth and relevant to performance (Luthans et al., 2007).

Based on these explanations, researchers are interested in studying more deeply how the influence of
psychological capital and perceived organizational support on subjective well. Furthermore, this

research also examines the role of work engagement and career satisfaction as mediating variables.
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2. LITERATURE REVIEW

In a review of the literature on life satisfaction and subjective well-being of individuals, Erdogan et al.
(2012) suggest an approach for life satisfaction or happiness with two approaches. A first approach is a
top-down approach (i.e., trait view: stable nature determines happiness), and second is bottom-up (i.e.,
social outlook: happiness depends on satisfaction with the environment). According to organizational
support theory, workers will perform positively as long as the organization appreciates their contribution
and concem for their well-being (Eisenberger et al., 1986; Rhoades and Eisenberger, 2002). Based on this
norm of reciprocity, POS refers to the obligation borne by employees to help achieve organizational goals.
A positive relationship found between POS and affective commitment (Panaccio and Vandenberghe,
2010).

PsyCap is an individual's psychological condition to develop in a positive direction (Luthans et al., 2007).
Luthans et al. (2007) propose that PsyCap offers a more comprehensive and higher framework in the
conceptual framework for understanding and utilizing human resource assets in organizations (Avolio and
Luthans, 2006). PsyCap consists of four dimensions: self-efficacy, hope, resiliency, and optimism (Luthans
et al.,, 2007). Self-efficacy refers to beliefs about one's ability to use cognitive resources, motivation, and a
series of actions to complete various tasks in a work context. Hope refers to a state of positive motivation
based on a sense of energy directed at the goal and planning to achieve the goal. Resiliency refers to the
ability to overcome difficult situations and failures. Optimism is considered a characteristic of the attitude of
perceiving positive things as permanent beliefs while expecting negative things to be avoided. There are
several numbers of contextual factors that can affect the level of success, hope, resilience, and optimism.
Luthans et al. (2007) claim that workers with high PsyCap levels are more motivated and proactive in the
workplace.

Involvement is a multidimensional construct (Law et al., 1998; Rich et al., 2010). Kahn (1990) employee
involvement defines as the work and expression of one's entire self (physical, cognitive, and emotional) in
their work roles. We use the notion of work engagement, which defined as a positive, satisfying, thought-
related condition of work characterized by three dimensions: dedication, absorption, and strength
(Schaufeli and Bakker, 2004). Namely, work involvement considered as deliberate and wise pursuit of
work (i.e., dedication or cognitive involvement); as absorbing and attractive (i.e., emotional absorption or
involvement); customer satisfaction, higher productivity and acceptance, lower turnover intentions (Harter
et al., 2002), more extra-role roles and behaviours, higher organizational commitment and work-family
satisfaction (Schaufeli and Bakker, 2004).

Career satisfaction is a subjective measure of career success, which refers to the positive relationship and

psychological results achieved by a person as a result of work experience. Career success divided into
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two types: objective (for example, the number of promotions and salary increases) and subjective (for
example, job satisfaction or career satisfaction). In their meta-analysis, Irwin.et al. (2005) said that career
success can be determined by organizational sponsors such as supervisor support, career sponsors,
training opportunities and skills development and organizational size. Human capital, stable individual
differences, and socio-demographic status can also be factors in career success. Concerning to career
satisfaction, researchers have studied individual personality, race, and organizational support for career
development. Lounsbury et al. (2003) found that assertiveness, rigor, emotional resilience, and
extraversion related to career satisfaction. Finally, organizational support, such as mentoring relationships,
leads to higher career development perceptions.

Happiness is a welfare-oriented evaluation that requires positive excess to influence more than negative
influence (Diener and Biswas, 2008). From this perspective, one's happiness can be determined by good
emotional intelligence, wealth, health, stable work and quality of life in the family (Christopher, 1999;
Carmeli et al., 2009). Individual Subjective Well-being consists of two general components: (a) the balance
of feelings/emotions (comparison between the levels of positive and negative influences in life) and (b) an
assessment of life satisfaction (Diener and Biswas, 2008; Erdogan et al. 2012). Previous researchers
believe that the level of well-being is not fixed and influenced by individual impetus factors.

One significant predictor of career satisfaction is organizational support that provides career opportunities
for the personal goals of its workers. (e.g., superiors' support, career sponsorships, education and training,
organizational opportunities and size) (Irwin et al. 2005). When workers are satisfied with their career
development programs, these workers will tend to believe that their work in the organization will increase
their competence and competitiveness. Armstrong-Stassen and Ursel (2009) found that career satisfaction
mediates the relationship between organizational support, job content, and job retention. So the
hypothesis in this study is as follows: H1. Perceived Organizational Support positively influences career
satisfaction.

Kahn (1990) conceptually states that workers perceiving the work environment can create conditions in
which workers can be personally involved. In this case, each individual will be different in perception and
willing to express themselves in their work. A worker who has supportive perceptions tend to be more
caring, so they consciously perform more in their jobs. Saks (2006) reports that Perceived Organizational
Support predicts a relationship between work engagement and organization. Positive results on the
relationship between Perceived Organizational Support and affective commitment (Panaccio and
Vandenberghe, 2010), in performance appraisal (Eisenberger et al., 1990), have examined the direct
relationship between career involvement and satisfaction. So the hypothesis in this study is as follows: H2.

Perceived Organizational Support will positively influence work engagement.
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According to Irwin et al. (2005) objective and subjective criteria of career success including human
resources (such as the number of hours worked, work involvement, years of work, work tenure, work
experience, willingness to share, level of education, career planning, political knowledge and expertise,
and social capital) and permanent individual differences (such as Big Five personal, proactive, control over
locus and cognitive abilities) factors. Several studies report a positive relationship between Psychological
Capital and well-being. Avery et al. (2010) suggest that Psychological Capital and employee welfare
positively related at all times. So the hypothesis in this study is as follows: H3. Psychological Capital will
positively influence career satisfaction.

According to Avery et al. (2011), a meta-analysis of Psychological Capital, although previous studies have
examined the impact of Psychological Capital on employee behaviour and attitudes such as job
satisfaction, organizational commitment, organizational reach, performance and attitudes, and undesirable
behaviours. Previous research only found one study (Avery et al. 2008) that empirically explained the
direct relationship between Psychological Capital and job satisfaction. So the hypothesis in this study is as
follows: H4. Psychological Capital will positively influence work engagement.

Work engagement is the perception of workers at work that is meaningful, physical, emotional and
psychologically safe (Rich et al., 2010) Traditional job satisfaction studies have shown that work and life
satisfaction are strictly related to each other (Judge and Kameyer-Mueller, 2011). Research has shown
that the workers involved are energetic and highly capable individuals who believe that what they do will
affect their lives (Schaufeli and Bakker, 2004). H5. Job involvement will positively influence career
satisfaction.

While several studies have examined the relationship between job satisfaction and subjective well-being,
only a few studies have examined the relationship between career satisfaction and Individual Subjective
Welfare (Erdogan et al., 2012). Previous research believes that when workers feel very involved with their
work, they will be more satisfied with the achievement of their careers, and thus, one level of happiness

will also be higher. H6. Career satisfaction will positively affect individual subjective well-being.
Psychological Work
Capital Engagement

Perceived
Organizational
Support

Career
Satisfaction

Subjective
Well - Being

FIGURE 1. RESEARCH MODEL
Source: Created by authors, based on literature review
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3. RESEARCH METHODS

The study design uses explanatory research, which is to explain the causal relationship between research
variables and test hypotheses. The research sample was taken by purposive sampling by considering
work period and seniority, experience in leading a division and having received an award. Data
collection was made by using a questionnaire both online and physically. The number of respondents

who participated in filling out the questionnaire was 118 employees of the tax directorate in Indonesia.

3.1. Variables and measurement

Perceived Organizational Support (POS) is measured by 8 indicators adapted from Rhoades et al.
(2001. Psychological Capital (PsyCap is measured by 12 PsyCap Questionnaire (PCQ) indicators taken
from Luthans et al. (2016). Work engagement using an engagement measurement tool called the Utrecht
Work Engagement Scale (UWES) was developed to determine the level of engagement (Schaufeli &
Bakker, 2004). UWES consists of 9 indicators. To measure career success subjectively, we use a 5 item
career satisfaction scale developed by Greenhaus et al. (1990) to assess the level of satisfaction with
various dimensions of employee careers. Individual Subjective Welfare (SWB) in measuring SWB, we

adopted 3 items Subjective Happiness Scale (SHS) developed by Lyubomirsky and Lepper’s (1999).

3.2. Data analysis
Data analysis was made by using Partial Least Square (PLS) with SmartPLS software. PLS is a
variance-based structural equation analysis (SEM) to test the validity and reliability and test this

research model.
4. RESULTS AND DISCUSSION

4.1. Validity and Reliability test

Based on Figure 2, the value of outer loadings for each variable that includes Psycological Capital
(PsyCap), Perceived Organizational Support (POS), Work Involvement (WO), Career Satisfaction (CS)
and Individual Subjective Welfare (SWB) has values above 0.6. It means all indicators used to measure

variables are valid.
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FIGURE 2. OUTER LOADINGS

Source: Smartpls output

Cronbach’s alpha values above 0.7 meet the reliability requirements. The SmartPLS output results provide
the following Cronbach’s alpha values. Cronbach alpha values are sequentially as follows Psychological
Capital 0.927, Perceived Organizational Support 0.939, Work Engagement 0.953, Career satisfaction

0.947 and the construct of Individual Subjective Welfare 0.767. All variables exceeding 0.7 are reliable

4.2. Hypothesis test

Volume 10 Issue 2 / June 2020

Based on the results of an analysis conducted to examine the Effect of Psychological Capital and
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Perceived Organizational Support on Subjective Well Being through Work Engagement and Career

Satisfaction as mediators, the results are showing in the table below.

TABLE 2 - PATH COEFFICIENTS (MEAN, STDEV, T-VALUES)

Variable Original | Sample | Standart | Standart | T Stat | SigP Conclusion
Sample | Mean (M) | Deviation Error
(0) (STDEV) [ (STERR)
POS — CS 0,103 0,152 0,137 0,092547| 0,751 0,453(rejected
POS - WO 0,143 0,177 0,121] 0,084947| 1,190 0,235(rejected
PsyCap — CS 0,438 0,406 0,106] 0,130082| 4,133 0,000{accepted
PsyCap — WO 0,615 0,591 0,101 0,152178| 6,098 0,000|accepted
WO - CS 0,279 0,260 0,082| 0,113128| 3,396 0,000|accepted
CS - SWB 0,453 0,464 0,078] 0,055249| 5,783 0,000|accepted

Source: Smartpls output
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Notes :

POS  : Perceived Organizational Support
Psy Cap : Psychological Capital

WO : Work Engagement

CS : Career Satisfaction

SWB  : Subjective Well Being

The output path coefficient in the table 2 shows that the influence between Perceived
Organizational Support on career satisfaction shows the calculation of the path coefficient to 0.103, t-
statistics 0.751, and Sig 0.453. The results of these statistics prove that there is no definite and statistically
significant effect between employee perceptions of the organization on career satisfaction. Therefore, the
research hypothesis, which states that there is a significant influence between Perceived Organizational
Support on career satisfaction, is rejected.

The influence between Perceived Organizational Support on work involvement shows the
calculation of the path coefficient to 0.143, t-statistics 1.190, and Sig value 0.235 according to result from
number 2. The results of these statistics prove that there is no influence positive and statistically significant
evidence between Perceived Organizational Support for work involvement. Therefore, the research
hypothesis, which states that there is a significant influence of perceived organizational support on work
involvement, is rejected. Hypothesis test results indicate that Perceived Organizational Support does not
have a positive and significant impact both on work engagement and career satisfaction. Therefore, it can
also be related that POS does not affect the Subjective Welfare of Individuals (Subjectively Well Being),
which is second moderated that variable. Account Representative, who is the object of research,
understands that they are state civil servants where the institutions where they work are closely related to
the rules and policies that are influenced by political and ruling constellations so that the perception of
institutional support to individuals is low.

The influence between Psychological Capital (PsyCap) on career satisfaction are shows the
calculation of the path coefficient to 0.438, t-statistics 4.133, and Sig value 0.00 according to result number
3. This statistical result proves that there is a positive and significant influence between Psychological
Capital (PsyCap) on career satisfaction. Therefore, the research hypothesis, which states that there is a
significant influence between Psychological Capital (PsyCap) on career satisfaction, is accepted. While
according to result, table number 5 shows that the influence between career satisfaction on Individual
Subjective Wellbeing shows the calculation of the path coefficient value to 0.453, t-statistic 5.783, and Sig
value 0.00. These statistical results prove that there is a positive and significant effect between career

satisfaction and Individual Subjective Wellbeing. Therefore, the research hypothesis, which states that
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there is a significant influence between Psychological Capital (PsyCap) on Individual Subjective Wellbeing
through career satisfaction, is accepted.

The influence between Psychological Capital (PsyCap) on work involvement shows the
calculation of the path coefficient to 0.615, t-statistics 6.098, and Sig value 0.00 according to result number
4. These statistical results prove that there is a positive and significant influence between Psychological
Capital (PsyCap) on work involvement. Therefore, the research hypothesis, which states that there is a
significant influence between Psychological Capital (PsyCap) on work involvement, is accepted.
Psychological Capital has a positive effect on individual subjective well-being, which is moderated by
variables of work involvement and career satisfaction. In other words, the higher the psychological capital
owned by an Account Representative, the higher the Individual Subjective Welfare. Psychological capital,
which is characterized by self-efficacy, optimism, hope, and resilience, which is positive psychology in an
individual is a personal capital owned by someone to be able to display their abilities optimally. That
because they believe in their abilities, feel optimistic about getting maximum results for each work done,
have an energy that can motivate them to achieve goals in work done, and have resilience in the face of
work failure. The results of this study support the research of Luthans et al. (2007), Luthans et al. (2008),
Vankatesh and Blaskovich (2012), Peterson et al. (2011), Dirzyte (2013), and Soleha et al. (2013).
Supporting previous studies in Psychological Capital had a significant direct impact on Individual
Subjective Wellbeing. (Avey et al., 2010; Choi and Lee, 2014; Culbertson et al., 2010), employees with
higher self-efficacy, hope, resiliency, and optimism turned out to be very satisfied with their lives. A Strong
positive relationship between Psychological Capital and Individual Subjective Wellbeing indicates that
Psychological Capital builds positive attributes about work challenges so that individuals can adjust their
behaviour in assessing and mitigating challenges in the work they face (Dolan et al., 2008). In the
measurement of Psychological Capital, the Resilience indicator has the most reliable value. Resilience, in
this case, can be perceived that respondents who are Accountant Representatives of the Directorate
General of Taxes have the "ability to rise or rise again from difficulties, conflicts, failures or even wills
towards the positive, the desire to both forward and increased responsibility (Luthans 2002b). It can also
represent the spread of patterns and positive adaptation processes to overcome difficulties or risk factors
by utilizing personal, social, or psychological assets (Masten et al. 2009). The AR seems to have been
aware of the goals of work and individual responsibility, so psychologically, if experiencing difficulties or
obstacles, then the individual will find a way out to overcome them.

The influence between works involvement on career satisfaction shows the calculation of the
path coefficient value to 0.279, t-statistic 3.396, and Sig 0.01 value according to the results of table number
5. These statistical results prove that there is an influence positive and significant between work

engagements on career satisfaction. Therefore, the research hypothesis, which states that there is a
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significant influence between job involvement on career satisfaction, is accepted. This result is consistent
with research conducted by Schaufeli and Bakker (2004) which shows that workers who are actively
involved in their work are energetic and highly skilled individuals who believe that what they do will affect
their lives, that is, give satisfaction to a career.

The influence between career satisfaction on Individual Subjective Wellbeing shows the
calculation of the path coefficient to 0.453, t-statistics 5.783 and Sig value 0.00 according to the results of
table number 6. These statistical results prove that there is a positive and significant influence between
career satisfaction and Individual Subjective Wellbeing. Therefore, the research hypothesis, which states
that there is a significant influence between work engagements on Individual Subjective Wellbeing, is

accepted.
5. CONCLUSIONS

Human Resources owned by the Directorate General of Taxes are essential assets and pillars in achieving
organizational goals. Substantial Psychological Capital owned by the Directorate General of Taxes AR
becomes capital for stakeholders, especialy Human Resources managers, to be able to build
organizational Human Resources so that Account Representatives can perform optimally in achieving
organizational goals. For Psychological Capital interventions to be effective, they need to manage in a
pleasant environment. Unlike technical training that focuses on developing specific skills and behaviour
patterns, the development of Psychological Capital emphasizes positive thinking patterns for challenges,
the ability to change direction/assumptions, and deep-rooted beliefs over time. This condition requires a
work environment where a positive organizational climate is willing to maintain or at least be open and
accept employees who have new ideas and concerns about the organizational environment. If employees
who develop are supported, empowered, recognized, valued, valued, permitted to be authentic and
innovative, and treated fairly by the organization, Psychological Capital tends to develop and produce
desired results (Petersen 2015). The positive impact of Psychological Capital for workers can also be
extended to the work environment, family life and even the community where it has social activities. The
limitations of this study were conducted in government organizations with high levels of income. So, the
job satisfaction tendency is good. For future research, it is suggested to test the theoretical model of this

research in organizations other than government organizations.
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