LAMPIRAN

Lampiran 1 Kuesioner

Data Demografi

No. | Pertanyaan

1 Jenis Kelamin

2 Usia (tahun)

3 Latar Belakang Pendidikan
4 Masa Kerja (tahun)

Psychological Well-Being

No. | Pertanyaan

1 Saya dapat berkonsentrasi pada apa pun yang saya lakukan.

2 Saya telah kehilangan banyak waktu tidur karena khawatir. (R)

3 Saya merasa bahwa saya memainkan peran yang berguna dalam berbagai
hal.

4 Saya merasa mampu mengambil keputusan tentang berbagai hal.

5 Saya merasa selalu berada di bawah tekanan. (R)

6 Saya merasa tidak mampu mengatasi kesulitan saya. (R)

7 Saya dapat menikmati aktivitas normal setiap hari.

8 Saya telah mampu menghadapi masalah.

9 Saya merasa tidak bahagia atau tertekan. (R)

10 | Saya telah kehilangan kepercayaan diri. (R)

11 | Saya menganggap diri saya sebagai orang yang tidak berharga. (R)

12 | Saya merasa cukup bahagia, secara keseluruhan.

Kepuasan Kerja

No. | Pertanyaan

1 Saya mampu menjaga kesibukan sepanjang waktu.

2 Saya memiliki kesempatan untuk bekerja sendiri dalam pekerjaan.

3 Saya memiliki kesempatan untuk melakukan hal-hal yang berbeda dari
waktu ke waktu.

4 Saya memiliki kesempatan untuk menjadi 'seseorang' dalam komunitas.

5 Saya puas dengan cara atasan menangani karyawan.

6 Saya puas dengan kompetensi yang dimiliki atasan saya dalam
mengambil keputusan.

7 Saya mampu melakukan hal-hal yang tidak bertentangan dengan hati
nurani saya.

8 Saya puas dengan cara perusahaan ini menyediakan pekerjaan yang tetap.

9 Saya memiliki kesempatan untuk melakukan sesuatu bagi orang lain.

10 | Saya memiliki kesempatan untuk memberi tahu orang lain tentang apa

yang harus dilakukan.
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Kepuasan Kerja

11 | Saya memiliki kesempatan untuk melakukan sesuatu yang memanfaatkan
kemampuan saya.

12 | Saya puas dengan cara kebijakan perusahaan dipraktikkan.

13 | Saya puas dengan gaji saya dan jumlah pekerjaan yang saya lakukan.

14 | Saya memiliki kesempatan untuk maju dalam pekerjaan ini.

15 | Saya puas dengan kebebasan untuk menggunakan penilaian saya sendiri.

16 | Saya memiliki kesempatan untuk mencoba metode saya sendiri dalam
melakukan pekerjaan saya.

17 | Saya puas dengan kondisi kerja di perusahaan ini.

18 | Saya puas dengan cara rekan kerja bergaul satu sama lain.

19 | Saya puas dengan pujian yang saya dapatkan karena telah melakukan
pekerjaan dengan baik.

20

Saya merasa puas dengan pencapaian yang saya dapatkan dari pekerjaan
ini.

Kinerja Pekerjaan

No. | Pertanyaan

| Saya menyelesaikan tugas-tugas yang diberikan secara tepat.

2 Saya terlibat dalam kegiatan yang secara langsung akan mempengaruhi
evaluasi kinerja saya.

3 Saya gagal melaksanakan tugas-tugas penting. (R)

4 Saya memenuhi tanggung jawab yang ditentukan dalam deskripsi
pekerjaan.

5 Saya memenuhi persyaratan kinerja formal pekerjaan.

6 Saya mengabaikan aspek-aspek pekerjaan yang menjadi kewajiban saya.
(R)

7 Saya melakukan tugas-tugas yang diharapkan dari atasan.
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Lampiran 2 Surat Izin Penelitian

FAKULTAS BISNIS
DAN EKONOMIKA

UNIVERSITAS ATMA JAYA YOGYAKARTA

Nomor: 693/Pen/I| 28 Mei 2025
Lamp.: -

Hal : ljin Penelitian, Penyebaran Kuesioner

Kepada Yth.

Pimpinan PT. BPR Bank Jogja
JL. Patangpuluhan No. 1, Wirobrajan, Yogyakarta

Dengan hormat,

Sehubungan dengan penulisan Skripsi yang berjudul ”Pengaruh Psyschological
Well-Being Terhadap Kinerja Pekerja Melalui Mediasi Kepuasan Kerja” yang
dilakukan oleh mahasiswa kami dengan identitas:

Nama : Valeri Nito Karandika
No Mahasiswa/Prodi: 210326071/Manajemen
No Handphone : 081393320987

Kami mohon Bapak/Ibu berkenan memberikan ljin Penelitian kepada mahasiswa
tersebut untuk mendapatkan data yang diperlukan.

1. 155 karyawan untuk menjadi responden

Skripsi yang ditulis oleh mahasiswa ini merupakan karya ilmiah yang memiliki tujuan
dan sifat keilmuan. Oleh karenanya tidak akan dipergunakan untuk hal-hal yang
merugikan.

Atas perhatian dan bantuannya, kami mengucapkan terima kasih.

FAXULIAS 85815

DAN EXONOMSA | -

"Wenefrida Mahestu N. Krisjanti, SE., M.Sc., Ph.D.

Alamat Kontak
Kampus |ll Gedung Bonaventura Telepon +62-274-487711 ext. 3120, 3127 A,'
, N c 1 Fax - +62-274-485227 A i
Jalan Babarsari 43 Yogyakarta 55281 o< 022/ ACBSP
Surel fbe@uayjy.ac.id g I\
URL

https://fbe.uajy.ac.id
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Lampiran 3 Data Mentah Responden

Variabel Psychological Well-Being (PWB)
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Variabel Kepuasan Kerja (JS)
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Variabel Kinerja Pekerjaan (JP)
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Lampiran 4 Profil Responden

Jenis Kelamin Usia (tahun) Latar Belakang Masa Kerja
Pendidikan (tahun)
Laki-laki 29 D1/D2/D3/D4 4
Laki-laki 53 SMA/SMK 31
Perempuan 26 SMA/SMK 5
Perempuan 30 Sl 6
Perempuan 33 Sl 5
Perempuan 32 SMA/SMK 5
Laki-laki 37 D1/D2/D3/D4 11
Perempuan 44 Sl 21
Laki-laki 43 SMA/SMK 13
Laki-laki 43 S1 12
Laki-laki 37 Sl 7
Perempuan 31 Sl 5
Laki-laki 39 Sl 15
Laki-laki 33 Sl 4
Laki-laki 33 Sl 8
Laki-laki 37 S1 3
Laki-laki 39 S1 9
Laki-laki 38 SMA/SMK 13
Laki-laki 33 S1 7
Laki-laki 38 Sl 15
Perempuan 32 S2 8




Jenis Kelamin Usia (tahun) Latar Belakang Masa Kerja
Pendidikan (tahun)
Laki-laki 46 Sl 11
Perempuan 29 S1 5
Laki-laki 31 Sl 5
Laki-laki 38 SMA/SMK 10
Laki-laki 40 SMA/SMK 13
Perempuan 37 Sl 13
Perempuan 41 S1 18
Laki-laki 44 Sl 10
Perempuan 51 Sl 32
Perempuan 31 Sl 4
Laki-laki 37 Sl 7
Laki-laki 42 Sl 8
Perempuan 44 Sl 15
Perempuan 25 Sl 3
Perempuan 33 Sl 9
Perempuan 23 S1 1
Perempuan 29 S1 5
Perempuan 39 Sl 12
Perempuan 42 Sl 12
Perempuan 39 S1 11
Perempuan 29 Sl 4
Perempuan 34 Sl 5
Perempuan 26 S1 1
Perempuan 29 Sl 3
Laki-laki 34 Sl 10
Laki-laki 35 Sl 3
Laki-laki 32 Sl 7
Laki-laki 30 Sl 4
Laki-laki 26 Sl 3
Laki-laki 39 D1/D2/D3/D4 8
Laki-laki 42 S1 18
Perempuan 30 Sl 5
Perempuan 34 Sl 6
Perempuan 22 S1 2
Laki-laki 22 Sl 1
Laki-laki 21 Sl 1
Laki-laki 20 SMA/SMK 1
Perempuan 22 Sl 1
Laki-laki 19 SMA/SMK 1
Laki-laki 22 Sl 1
Laki-laki 24 SMA/SMK 3
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Lampiran 5 Statistik Deskriptif

Descriptive Statistics

I Minimum  Maximum Mean Stal. Deviation
PWE1 62 3 ] 4249 B11
PWB2R 62 1 ] 2149 1.084
PWEB3 62 3 ] 397 T46
PWE4 62 2 4] 403 T68
PWBSR 62 1 4 234 4840
PWBER 62 1 ] 2.03 40
PWBT 62 2 5 416 751
PWEBS G2 2 5 413 T57
PWBSR G2 1 5 1.89 870
PWE10R 62 1 ] 1.749 87
PWEB11R 62 1 3 1.44 Ral il
PWB12 62 1 ] 4.06 807
Valid M (listwise) 62
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Descriptive Statistics

I Minimum  Maximum Mean Std. Deviation
JE1 G2 3 5 3.84 Ga8
JE2 62 2 5 3.66 457
JE3 62 1 5 379 B3z
JE4 G2 2 5 3.89 TJ27
JEE G2 1 5 3.58 450
JEE G2 2 5 3.68 883
JET G2 1 5 3.89 870
JEB G2 2 5 3.87 789
J58 G2 3 5 415 B23
JS10 g2 3 5 387 Fo1
JE11 G2 3 5 4.04 Rl
JE12 G2 1 5 365 A1z
JE13 G2 1 5 365 ReETi
JE14 G2 3 5 4.00 701
JE15 62 2 5 376 843
JE16 62 2 5 3.89 70
JE1T G2 2 5 3.68 864
JE18 G2 2 5 3.85 .TBE
JE19 G2 2 5 3.66 809
JE20 G2 2 5 3.81 .TBE
Valid M (listwise) G2

Descriptive Statistics

M Minimum  Maximum Mean Std. Deviation
JP1 62 3 5 413 il
JR2 62 2 5 385 T34
JP3R 62 1 5 1.87 958
JP4 62 3 5 4. B3
JPS g2 3 5 428 571
JFER 62 1 4 1.63 834
JPT 62 3 5 416 578
Valid M (listwise) 62
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Uji Validitas Psychological Well-Being (PWB)

Lampiran 6 Uji Validitas dan Reliabilitas

Correlations

PWB_2 PWE_3 PWE_4 PWB_S PWB_E PWB_7 PWE_8 PWB_9 PWB_10 PWB_11 PWB_12 TOTAL

PWE_1  Pearson Correlation 1 383" 596 609" 459" 350" 168" 449" 276 192 470" 394" 668

Sig. (2-tailzd) 002 000 000 000 004 000 000 030 135 000 002 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_2  Pearson Correlation 383" 1 208 3437 5787 318 4427 251" 475" a4’ 4797 408" G

Sig. (2-tailed) 002 019 006 000 013 000 049 000 003 000 001 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_3  Pearson Carrelation 596" 296 1 603" 5697 488" 244 4437 308" 238 4367 385" 676"

Sig. (2-tailed) 000 019 000 000 000 056 000 016 063 000 002 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_4  Pearson Gorrelation 608" 3437 603" 1 515" 4107 418" 585" 313 308" 489" 4207 722"

Sig. (2-tailed) 000 006 000 000 001 001 000 013 015 000 001 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_5  Pearson Correlation 459" 578" 569" 515" 1 g18” 5207 408" 5487 308" 4307 483" a11”

Sig. (2-tailed) 000 000 000 000 000 000 001 000 015 000 000 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_E  Pearson Correlation 3597 318 489" 4107 618" 1 4497 5827 345" 249 190 5437 701"

Sig. (2-tailed) 004 013 000 001 000 000 000 006 051 138 000 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_7  Pearson Carrelation 4687 4427 244 4187 5207 449" 1 5117 248 073 208 686 649"

Sig. (2-tailed) 000 000 056 001 000 000 000 052 574 104 000 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_8  Pearson Carrelation 4497 257 4437 5857 40" 582" 5117 1 AT7 306" 289 630" 683"

Sig. (2-tailed) 000 049 000 000 001 000 000 170 015 023 000 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_9  Pearson Correlation 276" 475" 308" 313 5497 345" 248 177 1 682" 4047 223 637"

Sig. (2-tailed) 030 000 015 013 000 006 052 470 000 001 082 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_10  Pearson Correlation 192 374" 238 309" 308" 249 073 306 682" 1 458" 190 551"

Sig. (2-tailed) 135 003 063 015 015 051 574 015 000 000 138 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_11  Pearson Correlation 4707 4797 438" 489" 4307 190 208 289 404" 458" 1 244 605"

Sig. (2-tailed) 000 000 000 000 000 139 104 023 001 000 056 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

PWB_12  Pearson Carrelation 3047 408" 385" 4207 4837 5437 686 6307 223 190 244 1 683"

Sig. (2-tailzd) 002 001 002 001 000 000 000 000 082 138 056 000

N 62 62 62 62 62 2 62 62 2 62 62 2 62

TOTAL  Pearson Gorrelation 668" 635" 676" 7227 A7 701" 649" 683" 637" 551" B0 693" 1
Sig. (2-tailed) 000 000 000 000 000 000 000 000 000 000 000 000

N 62 62 62 62 62 62 62 62 62 62 62 62 62

** Correlation is significant atthe 0.01 level (2-tailzd)

* Correlation is significant atthe 0.05 level (2-tailed).
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Uji Validitas Kepuasan Kerja (JS)

Correlations
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JS_17  Pearson Carrelabon Lt 5207 6347 an” " " 530" a78" 578" 6327 542" 797" " 508" e 560" 1 102" 1337 1037 863"
Sig. (2 ailed) om0 om0 om0 o o000 000 om0 oo oo om0 om0 000 000 000 000 000 000 000 000 000
N 8 L L 8 8 2 2 2 82 2 2 2 52 62 62 62 62 62 62 62 62
4518 Paarson Corretasin 5807 587" 5267 87" 5327 DES 407" 5987 " ElLS " 5357 B 5357 a0 as” 02" 1 L 547 a0
51 (21ailed) 000 000 000 000 000 000 on 000 on2 on2 002 000 002 000 000 o0t 000 000 000 000
N 5 5 5 5 5 52 52 52 52 52 52 52 52 62 62 62 62 62 62 62 62
4518 Pemsoncometon  ssi  s2 " sed 6o sseT  3ee”  se”  sss e’ se” 3@ 55T 63 s 620 qa sad” 1 anT
Sig. (2-taled) 000 000 000 o0 oo0 o 000 op0 om0 o0 oo 000 oo o000 o0 o0 o0 o0 o0
H 62 82 82 82 82 62 62 62 62 62 62 62 62 62 62 62 62 62 62 62
J8_20  Pearson Correlation 518" nics 813" e 592" 47 890" 594" 873" 584" 730" 547 588" 648" 640" 703" 564 an” 1 803"
Sig {-tailed) 009 009 on9 on9 009 009 o0 000 o0 000 000 000 oon o0 o0 o0 o0 o0 o0
N 0 0 0 0 0 02 2 2 2 2 2 52 62 62 62 62 62 62 62 62
TOTAL  Paarson Corratasion L 08" 7" 678" 88" 800" 82" 7" 803" 728" a5 78 7e0” 852" a7t eeyT sa0”  eMT e0d” 1
5K (21aled) 000 000 000 000 om0 om0 000 000 000 000 000 000 000 00 00 00 000 00 000 000
N 52 52 52 52 52 52 52 52 52 52 52 52 52 62 62 62 62 62 62 62 62

*_Conelation is significant at the 0.01 level (2 aled)
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Uji Validitas Kinerja Pekerjaan (JP)

Correlations

JP_1 JP_2 JP_3 JP_4 JP_5 JP_6 JP_T TOTAL
JP_1 Pearson Correlation 1 &1a” 354" 5607 Gog” a6 &2 763"
Sig. (2-tailed) 000 005 .000 .000 010 000 000
M 62 62 62 62 62 62 62 62
JP_2  Pearson Correlation B1E 1 306 6607 BT 437 sog” 7e3”
Sig. (2-tailed) 000 016 .000 .000 000 000 000
N 62 62 62 62 62 62 62 62
JP_3  Pearson Caorrelation 354" 306 1 260 254" 498" 316 625"
Sig. (2-tailed) 005 016 041 046 000 012 000
N 62 62 62 62 62 62 62 62
JP_4  Pearson Correlation 5607 660 260° i BET 5047 625 77"
Sig. (2-tailed) 000 000 041 .000 000 000 000
N 62 62 62 62 62 62 62 62
JP_5  Pearson Caorrelation L &7 254 GET 1 A1 a6 a20"
Sig. (2-tailed) .000 000 046 .000 000 000 000
N 62 62 62 62 62 62 62 62
JP_6  Pearson Correlation 326 437 408" 5047 B 1 486 736"
Sig. (2-tailed) 010 000 000 .000 .000 000 000
N 62 62 62 62 62 62 62 62
JP_7  Pearson Caorrelation G217 598" 316 G285 I 486" 1 807"
Sig. (2-tailed) .000 000 012 .000 .000 000 000
N 62 62 62 62 62 62 62 62
TOTAL  Pearson Correlation 763 783" 625 g7 g2 736 g7 i
Sig. (2-tailed) 000 000 000 .000 .000 000 000
N 62 62 62 62 62 62 62 62

** Correlation is significant atthe 0.01 level (2-tailed).

* Caorrelation is significant at the 0.05 level (2-tailed).

Uji Reliabilitas Psychological Well-Being (PWB)

Reliability Statistics
Cronbach's
Alpha [ of tems
887 12

Uji Reliabilitas Kepuasan Kerja (JS)
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Reliability Statistics

Cronbach's
Alpha [ of tems

63 20

Uji Reliabilitas Kinerja Pekerjaan (JP)

Reliability Statistics

Cronbach's
Alpha [ of tems

8548 7

Lampiran 7 Uji Hipotesis

H1: Psychological well-being berpengaruh signifikan dan positif terhadap kinerja

karyawan.

Variables Entered/Removed®

Yariahles Yariahles
Model Entered Femoved MMethod
1 PWB® . Enter

a. Dependent Variahle: JP

b. All requested variables entered.

Model Summary

Adjusted R St Error of
Model R R Square Square the Estimate

1 6507 422 412 2.852
a. Predictors: (Constant), PWE
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ANOVA?

sum of
Maodel Squares df Mean Square F Sig.
1 Regression 356187 1 356187 43.791 .ooo®
Residual 488023 60 8134
Total g844.210 61
a. DependentVariable: JP
k. Predictors: (Constant), PWE
Coefficients”
Standardized
Unstandardized Coefficients Coefficients
Maodel B Stel. Error Beta i Sig.
1 (Constant) 11.089 2.746 4042 000
PWE 368 056 G50 6.618 .0oo

a. DependentYariahle: JP

H2: Psychological well-being berpengaruh signifikan dan positif terhadap

kepuasan kerja.

Variables Entered/Removed®

Variahles Variahles
Mol Entered Femoved fMethod
1 PWEP . Enter

a. DependentVariahle: 5

. All requested variahles entered.

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate
1 J76% 602 Rilt i 7.872

a. Predictors: (Constant), PWEB

&3



ANOVA?

sum of
Maodel Squares df Mean Square F Sig.
1 Regression 5618.865 1 5618.865 80.678 .ooo®
Residual 3717.908 &0 fi1.965
Tatal §336.774 61

a. DependentVariable: J5
k. Predictors: (Constant), PWE

Coefficients?

Standardized
nstandardized Coefficients Coefficients

Maodel B Stel. Error Beta i Sig.
1 (Constant) 4,742 7.580 626 534
PWE 1.461 A53 76 9.522 .ooo

a. DependentYariahble: JS
H3: Kepuasan kerja berpengaruh signifikan dan positif terhadap kinerja pekerjaan.

Variables Entered/Removed®

Variahles Variahles
Mol Entered Femoved fMethod

1 JsP . Enter

a. Dependent Variahle: JP

. All requested variahles entered.

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate
1 B747 454 445 2771

a. Predictors: (Constant), JS

&4



ANOVA?

sum of
Maodel Squares df Mean Square F Sig.
1 Regression 383.381 1 383381 49,916 .ooo®
Residual 460.829 &0 7.680
Tatal 844.210 61

a. DependentVariable: JP
k. Predictors: (Constant), JS

Coefficients?

Standardized
nstandardized Coefficients Coefficients

Maodel B Stel. Error Beta i Sig.
1 (Constant) 13.654 2218 6.161 .ooo
JS .203 029 74 7.065 .ooo

a. DependentYariahle: JP

H4: Kepuasan kerja memediasi pengaruh psychological well-being terhadap

kinerja karyawan.

Variables Entered/Removed®

Variahles Variahles
Mol Entered Femoved fMethod
1 Js, Pwe® . Enter

a. Dependent Variahle: JP

. All requested variahles entered.

Model Summary

Adjusted R Std. Error of
Model R R Square Square the Estimate
1 7038 444 A7T 2.6849

a. Predictors: (Constant), JS, PWE
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ANOVA?

sum of
Maodel Squares df Mean Square F Sig.
1 Regression 417 455 2 208.727 28.857 .ooo®
Residual 426.755 549 7.233
Total g844.210 61
a. DependentVariable: JP
. Predictors: (Constant), JS, PWE
Coefficients”
Standardized
Unstandardized Coefficients Coefficients
Madel B Stal. Error Beta i Sig.
1 (Constant) 10.490 2598 4038 .0oo
PWE 80 083 A8 2170 034
A 128 044 A27 2.810 os

a. DependentYariable: JP
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Abstract: This empirical study investigated the associations between psychological well-being,
job satisfaction, trust in supervisor, and job performance. Data were collected from 277 company
employees in Bahrain through online questionnaires and analyzed using structural equation modeling
(SEM). The purpose of the study is to examine the relationships between psychological well-being,
job satisfaction, trust in supervisor, and job performance through the use of a theoretical framework
that synthesizes prominent models in the field of organizational psychology. The research findings
indicate a positive influence of psychological well-being on both job satisfaction and job performance.
Notably, job satisfaction plays a mediating role in the relationship between psychological well-being
and job performance. The study contributes to the existing body of knowledge by offering an
integrated approach to examining the intricate connections between psychological well-being, job
satisfaction, trust in supervisor, and job performance, which all are crucial for creating a sustainable
workplace environment and outcomes. Practical implications highlight the need for organizations
to prioritize employee psychological well-being through initiatives such as wellness programs and
supportive work environments, as these initiatives directly influence job satisfaction and performance.
Job satisfaction acts as a significant mediator, emphasizing the importance of fair compensation,
recognition, and professional development in enhancing job satisfaction.

Keywords: job performance; employee psychological well-being; job satisfaction; trust in supervisor;
in-role performance

1. Introduction

In the last decade, the managerial and organizational literature on job performance has
advanced with the creation of novel theoretical approaches. The latest progress includes
organizational and psychosocial models concerning the post-COVID-19 paradigmatic
transition, both to remote work policy and organizational operational system changes [1,2].
Notwithstanding the technological and Al implementations, human capital remains the
central resource that most organizational activities rely upon [3]. However, companies
may lose their competitive edge if management fails to motivate their employees and
coordinate their operations to benefit from technological resources [4]. For this reason,
understanding human motivation [5], together with its intrinsic and extrinsic dimensions,
remains a fundamental task for management and behavioral studies [6].

As job satisfaction has been recognized as an antecedent of job performance [7-10],
organizations are increasingly employing diverse incentives to improve their employees’
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occupational and career satisfaction. They apply different techniques, such as rewards,
bonuses, recognition, and promotion, to make the employees feel secure, appreciated, and
noticed [11,12].

High-level-trust organizations benefit from willing and compliant employees, which
leads to better financial performance and increased profitability [13]. In a high-trust
work setting, employees report 74% less stress, 106% more engagement, and 50% greater
productivity [14]. Moreover, the profound connection between psychological well-being
and work performance is evident in the fact that in a reliable and trustful environment,
employees report greater life satisfaction and less burnout [15]. However, when employees
experience high-level uncertainty, they are easily triggered by work stressors and are
thus more likely to experience decreased productivity and high turnover. Thus, trustis a
paramount factor in the perceptions of well-functioning organizations [16].

If the underlying psychological mechanisms are understood correctly and human
resources are managed accordingly, employees become a source of competitive advan-
tage [17,18]. Under proper governance and given enough autonomy, employees can create
profitable opportunities for success through innovation [19,20].

The current study is valuable given that the understanding of the processes that lead
from psychological satisfaction to job performance is scarce [21]. Therefore, this paper
presents a direct response to the need for further investigation to support the relationships
and possible mediators that would improve organizational work efficiency [22,23].

This current study closely follows the paradigm of United Nations Sustainable Devel-
opment Goal (SDG) 3, specifically the objective of proposing new initiatives and agendas
for ensuring healthy lives and promoting the wellbeing at all ages [24]; and SDG 8 Decent
work and economic growth, including the promotion of development-oriented policies
that support productive activities. Some of the vital targets in this context encompass
enhancing employee well-being and implementing mindfulness practices. Based on the
empirical evidence, we characterize different aspects of sustainability and psychological
health drivers, upon which wellness and support programs can be formed. We contend
that content employees are more productive, i.e., workers who feel supported, valued,
and encouraged by the organization are more likely to experience satisfaction, which will
reduce turnover intention, improve their performance, and bring revenue to the organi-
zation [25]. With this in mind, current research advocates for implementing a series of
measures that will supply individuals with sufficient resources to increase resilience and
facilitate a safe and rewarding work environment [26]. The SDG objectives are of central
interest in much of the current research in the fields of occupational health, organizational
psychology, and behavioral sciences [27]. In order to address the SDG 3 aims outlined
above, our study reports on determinants of job satisfaction and job performance, both of
which are indicative of well-balanced and self-actualized individuals, and ultimately aligns
with global efforts to create healthier societies [28].

To bridge this research gap, the present paper develops a unique framework based
on the well-grounded Maslow’s hierarchy of needs model and Conservation of Resources
Theory. We integrate the main tenets and combine them to extend the explanation of
employees’ psychological well-being in terms of job-related satisfaction motives to establish
a connection with job performance. Our primary aim is to deepen the comprehension
of the underpinnings generating positive organizational outcomes. The study lays the
groundwork for improving the study of job satisfaction and job performance in a Middle
East business context. Furthermore, this paper explains how job satisfaction stemming
from a positive assessment of the work situation effectively creates a productive workforce,
thus enhancing organizational productivity and generating revenue, decreasing turnover
rates and reducing distress.
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2. Literature Review
2.1. Key Concept Overview
2.1.1. Psychological Well-Being

Psychological health is a global challenge and a focus of scholarly attention, particu-
larly in relation to socioeconomic adversities and preventive practices. In an organizational
context, psychological well-being is a multifaceted construct closely related to employ-
ees’ psychological plasticity, adaptability, motivation, social exchange, work experience,
satisfaction, and productivity [29-31]. Mohan and Lone (2021) have framed well-being
through four categories, namely, physical self-care, personal purpose, mental reactiveness
to pressures, and emotional stability [32]. Furthermore, from an organizational perspective,
psychological well-being refers to employee mental health, self-regulation ability, and re-
silience under the varying conditions of workplace stability or uncertainty [32]. Therefore,
it is influenced by psychological flexibility and organizational stability [33]. Psychological
well-being is shaped by psychosocial and structural factors such as cognitive ability and
organizational support. Generally, it is enhanced through mindfulness and stress man-
agement frameworks, inclusion, safety, and cooperation [34,35]. In the current study, it is
contingent on the level of autonomy, satisfaction, professional development, and supervisor
support [36]. It is based on interaction between individual, interpersonal, and structural
characteristics within the work setting.

2.1.2. Job Satisfaction

Job satisfaction is considered to be significantly context-dependent [37]. The man-
agerial literature stresses that stimulating and attaining job satisfaction is an essential
organizational priority because it helps to decrease the turnover rate and improve organi-
zational performance. Employers prefer to accommodate their workers because workplace
happiness is related to their job market behavior, such as efficiency, resignation, and absen-
teeism [38]. Research shows that emotional well-being derived from enjoyment at work has
asignificant positive effect on job satisfaction [39]. Recent methods focus on overcoming the
problems related to SDG 3 by proposing different schemes for improving the organizational
culture favoring individuals’ well-being and happiness [26]. We examine previous work
and propose a new conceptual framework committed to advancing employee psychological
well-being, which in turn fosters a productive, healthy, and sustainable workforce [28,40].

2.1.3. Job Performance

In addition to being the ultimate organizational objective, performance concerns both
the effort enacted and the results obtained. Thus, employee performance can be referred to
as the employee’s expected work-associated deeds that also encompass how activities are
completed. Job performance was previously defined in terms of employees’ aggregated
financial and nonmonetary added value brought to the organization [41]. Worker perfor-
mance involves measurable behaviors that appear during the work process and reflect the
company’s objectives [42]. Job performance can lead to numerous extrinsic rewards, such
as bonuses, promotions, and recognition [43]. Notwithstanding the digital, strategic, and
capital resources contributing to organizational sustainability, human shareholders remain
the driving force of organizational performance. Performance was previously defined in
terms of task completion success levels over a determined period compared to standard
results or level of completion of target objectives [8]. Furthermore, job performance is
characterized as an output result stemming from engagement in business undertakings [44].
Employee performance arises when employees carry out duties based on education, knowl-
edge, effort, and opportunity [45]. Overall job performance is predicated on the amount of
effort individual employees invest in performing tasks and obligations [46,47]. Coupled
with organizational strategy, satisfaction, and economy, work increases performance [48].
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2.1.4. Trust in Supervisor

Since workers are highly dependent upon superiors in their work life, supervisors play
a crucial role in forming employees’ views of their working conditions [49-51]. Supervisor
support has a fundamental influence on well-being [52,53]. The supervisor’s availability,
work support, and consultation buffer them from the adverse effects of work stressors [54].

Trust in the supervisor can be described as a psychological condition encompassing the
willingness to acknowledge vulnerability based on the belief in the supervisor’s competence
and abilities to control organizational outcomes [55,56]. Trust in the supervisor is fundamen-
tal in influencing individuals’ social capital through a feedback loop [57,58]. A rigorously
discussed theme with a substantial consensus regarding its importance to the organiza-
tion has been the interpersonal trust between supervisors and subordinates [59,60]. Trust
provides the foundation for a positive working atmosphere between superiors and subordi-
nates, promotes subordinates” improved performance, and enhances growth opportunities
within an organization. At times, it is even more meaningful than the competency [61].
Trust in supervisor contributes significantly to citizenship behavior and psychological
well-being. It can be argued that employees receiving adequate organizational support will
share a common mission and vision to support organizational objectives, which implicitly
includes an increase in performance [62]. The correlation between trust in supervisor,
psychological well-being, and job satisfaction is of interest due to the significant alignment
with SDG 3 goals, particularly concerning the provision of encouraging and empowering a
work environment [26] based on supportive supervisory relationships, which ultimately
results in individual, and consequently organizational, well-being [27].

2.2. Theoretical Background and Research Model Development

Building on Maslow’s Theory of Needs and Conservation of Resources Theory, we
have developed a unique theoretical framework for understanding the complex interplay
between psychosocial antecedents to the supportive sustainable workplace environment.
Furthermore, our novel research model explains how fulfilling fundamental needs and
conserving critical resources results in favorable outcomes, such as improved psychological
well-being, increased job satisfaction, and enhanced performance (Figure 1).

Psychological - Job - Job
wellbeing A satisfaction = | performance
Trust in
supervisor

Figure 1. Research model.

2.2.1. Maslow’s Theory of Needs

Maslow’s Theory of Needs (1943) is a prominent framework for explaining human
motivation which, in the context of the current study, provides a useful model for cap-
turing complex relationships between psychological well-being, job satisfaction, trust in
supervisor, and job performance [63]. In line with the theory, psychological well-being is
contingent upon fulfilling the need for safety in a supportive work setting, while esteem
needs are fulfilled by way of recognition. By gratifying lower level needs, job satisfaction
is likely to be achieved. Furthermore, upon reassuring basic needs, higher-order needs
for esteem and self-actualization can be pursued. When trustworthy and reliable, the
supervisor is intimately related to a safe work environment and fulfilling the need for
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belonging. Trust in the supervisor boosts psychological well-being and, through it, job
satisfaction and performance. Accordingly, satisfied and confident individuals will strive
to perform better.

2.2.2. Conservation of Resources Theory

According to Hobfoll’s Conservation of Resources (COR) Theory (1989), individuals
strive to obtain, retain, and protect resources, whether tangible or intangible [64]. Psycho-
logical well-being, job satisfaction, and trust in supervisors all supply individuals with
valuable resources and are deemed desirable. Psychological well-being is fundamental for
individuals carrying out daily activities. Mindfulness and wellness programs procured by
organizations as supportive entities help employees accumulate and conserve psycholog-
ical resources, thus increasing job satisfaction. Job satisfaction mediates the relationship
between psychological well-being and performance. As specified by COR, happy employ-
ees are more resilient and thus able to invest additional energy into procuring further
supply, which leads to sustained job performance. Trust is essential as it ensures stability,
resilience, and facilitates channeling key resources into productive activities while buffering
from stressors such as work-life imbalance or uncertainty. A reliable supervisor encourages
such resilience by supporting and rewarding, which results in increased well-being and
satisfaction. Organizations with comprehensive resource-building strategies will more
likely generate improved sustainability.

Moderate pressure at work is beneficial for psychological health, as it stimulates work-
ers to grow and build resilience by undertaking challenges [65], whereas excessive work
pressure negatively impacts employees’ well-being and, consequently, their job satisfaction
and work outcomes [66]. Job functions as an essential source of tangible and intangible re-
sources given thatit procures both monetary and non-monetary benefits. For instance, work
training significantly increases individuals’ skills, knowledge, and cognitive ability [67,68].
Psychological well-being is related to purpose, self-acceptance, sense of achievement, and
mastery [69], while a lack of self-esteem and depression are related to low productivity and
dissatisfaction in the workforce and mental well-being [70,71]. The relationship between
work and mental health was especially made evident in the face of fear of socioeconomic
repercussions during the pandemic and in the post-pandemic context [72,73]. Job loss,
downsizing, and physical and social restrictions proved to have a severely adverse effect on
psychological well-being [74-76]. Psychologically balanced employees generally find work
meaningful, form better leader-member exchanges, and are more motivated to further
their careers [77]. Robust organizational support elevates psychological empowerment,
and it was previously found that psychological empowerment has a favorable effect on
psychological well-being and ultimately increases job satisfaction [78,79]. Psychological
well-being is closely related to work-life balance, meaning that positive employees have
a better management of professional and personal domains, experience less conflict and
adversity, and are more resilient to dealing with work—family conflict [80,81]. Furthermore,
happy employees experience less work stress and job burnout [82]. A stream of studies
found that pronounced job enjoyment influences job satisfaction. When comparing our
results to those of older studies, it must be pointed out that the correlation between psy-
chological well-being and job satisfaction is well established in the literature [83]. Studies
suggest that happy employees tend to perform better than dissatisfied employees do, and
they are usually more successful and socially engaged [3,84]. The proposed hypothesized
relationship between psychological well-being and job satisfaction underlines just how
important providing empowerment and stress management practices are to reaching the
SDG objectives, namely SDG 3—ensuring healthy lives and promoting the wellbeing at all
ages, and SDG 8—Decent work and economic growth, respectively [24,85]. One of the main
characteristics of psychological well-being is its inherently phenomenological nature; one
perceives that one feels satisfied only when one subjectively believes in his satisfaction [36].
In other words, perceiving a job as satisfactory is prompted by positive emotions, thus
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fueling satisfaction. Consequently, workers’” psychological well-being is likely to have a
positive impact on personal and occupational development and growth.
Therefore, the following hypothesis is suggested:

H1: Psychological well-being has a significant positive impact on job satisfaction.

Productivity resulting from employees’ effectiveness has always been paramount to
organizations. When trying to ensure the best performance outcomes, it is essential to
consider workers’ job satisfaction [87,88]. Since intentionally dissatisfied employees may
hinder organizational efforts and objectives to express and emphasize their disappointment
and disapproval of the organizational climate and leadership, satisfaction becomes central
to improving organizations” competitive advantage [89]. The relationship between job
satisfaction and job performance is well documented [90]. Satisfied employees score higher
on job-related tasks, and their attitude toward work is much more favorable than unsatisfied
employees [8,91]. Psychologically well and satisfied employees take action to achieve their
tasks in accordance with regular restrictions of accessible resources [92]. Thus, the following
hypothesis is suggested:

H2: Job satisfaction has a positive impact on job performance.

Trust enables supervisors to generate positive outcomes among subordinates, en-
hancing the quality of communication between the overseer and the subordinate. For
example, when workers invest their time, energy, and resources in completing a task or
project, supervisors are required to appreciate and reward their efforts accordingly [93,94].
Therefore, if workers assume that their superiors compensate them adequately, they will
respond with greater vigor, dedication, and engagement [95,96]. Supervisors should have
the necessary knowledge and ability to influence employee perceptions favorably, thus
increasing their well-being [55]. Identifying the mechanisms underlying the relationship
between leadership and organizational commitment warrants further investigation. For
instance, data suggest favorable communication between supervisors and subordinates
concerning employment opportunities promotes work success [97].

In the present study, firm trust in supervisors is claimed to moderate psychological
well-being and job satisfaction, which in turn leads to better job performance. First, we
posit that supervisor social support, whereby employees feel free to discuss problems and
ask for guidance, will serve as a stress buffer for lowering the negative impact of work
stressors on psychological well-being. Next, supervisors’ leadership and attention should,
by increasing well-being, yield improved job performance outcomes [92].

Thus, the following hypothesis is suggested:

H3: Trust in a supervisor moderates the relationship between psychological well-being and
job satisfaction.

The vast amount of research highlights the positive relationship between psycholog-
ical well-being and high job performance [98,99]. Furthermore, Wright and Cropanzano
(2000) posit that psychological well-being is associated with job performance, assuming
that satisfied workers yield higher results when happiness is operationalized in terms
of psychological well-being [100]. Psychological well-being is essential in forming per-
sonal responsibility behavior [101]. People with greater psychological well-being have
higher intellectual performance, greater achievement, and better resilience when dealing
with challenging circumstances [102,103]. Moreover, an employee with enhanced emotion
regulation experiences increased satisfaction from carrying out responsibilities [104].

Previous research indicated that job satisfaction significantly mediates the relationship
between psychological well-being and job performance [105]. Job satisfaction boosts
employee performance through key psychosocial resources, such as intellectual capital.
Well-being was previously associated with psychological capital and performance [106].
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Satisfied employees are engaged, creative, and productive, and job satisfaction contributes
to psychological well-being [107].

Job satisfaction and psychological well-being are often considered measurements
of employees’ subjective happiness (e.g., affective appraisals of each attribute to their
job, be it positive or negative). Due to its context dependency, job satisfaction is often
operationalized in cognitive terms, and happiness pertaining to psychological well-being
is a much broader and much more general concept, with primarily effective validation.
Employees’ effectiveness and job performance are directly associated with the perception
of satisfaction, content and autonomy, life balance, and happiness, which are the many
constituents of psychological well-being. Employees who perceive their job as satisfactory
and stimulating are likely to perform better than those who feel distressed, conflicted,
unsatisfied, and unbalanced, or lacking psychological functionality [100].

Thus, the following hypothesis is suggested:

H4: The relationship between psychological well-being and job performance is mediated by
job satisfaction.

3. Materials and Methods
3.1. Participants and Procedure

A survey strategy was employed in the study. An online questionnaire was admin-
istered to employees of Bahraini enterprises. This study was conducted according to the
guidelines of the Declaration of Helsinki and was approved by the Ethical Review Board
of Zagreb’s School of Economics and Management under the approval code 1005. The
research design was cross-sectional, taking place during a period when remote work had
not yet become dominant, and the pandemic and post-pandemic context was still emerging.
Consequently, the study captures perceptions and attitudes before remote work and post-
pandemic contexts significantly influenced workplace dynamics.The convenience sampling
technique was used to select participants. In agreement with the company managers, a link
to an online questionnaire was sent to 400 white-collar workers. A total of 319 question-
naires were completed, demonstrating a high response rate and significant interest in the
study. After eliminating incomplete answers, 277 were considered for analysis, ensuring
the data’s quality and reliability.

Demographic information, including age, sex, work experience, industry, and educa-
tion, was collected to provide a comprehensive understanding of the participant pool. A
total of 64.9% of the analyzed respondents were female, and 36.1% were male, reflecting
the gender distribution in the sample. Regarding age, 2 percent of participants were older
than 55 years, 29.9 percent were aged 35 to 44 years, and 72.1 percent were aged between
24 and 35 years, indicating a relatively young workforce.

Almost half of the participants had less than five years of work experience, while
32.9 percent had 6 to 10 years of tenure, showcasing a mix of early and mid-career profes-
sionals. More than half held a bachelor’s degree, 20.2% had secondary education, and 1%
had a Ph.D. degree, illustrating the educational diversity among the respondents.

Most of the surveyed individuals were employed in manufacturing (21.4%) or market-
ing and sales (20.3%), while a large portion of the sample population worked in accounting,
HR, and administration. This distribution highlights the varied sectors represented in the
study, providing a broad perspective on the white-collar workforce in Bahrain.

3.2. Measurements

The questionnaire consisted of Likert scales measuring psychological well-being, job
performance, job satisfaction, and trust in the supervisor. Each scale was chosen for its
reliability and validity in previous research. The questionnaire is in the Appendix A.
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3.2.1. Psychological Well-Being

The General Health Questionnaire-12 (GHQ-12) scale, developed by Goldberg and
Williams (1991), was used to evaluate psychological well-being [108]. This scale consists
of 12 items and measures various aspects of mental health, including anxiety, depression,
social dysfunction, and loss of confidence. Respondents rated each item on a five-point
scale ranging from “Strongly disagree” (1) to “Strongly agree” (5). The GHQ-12 is widely
used in occupational health research and has demonstrated strong internal consistency.

3.2.2. Job Satisfaction

Job satisfaction was measured using the Minnesota Satisfaction Questionnaire (MSQ)
developed by Weiss et al. (1967) [109]. This scale assesses both intrinsic and extrinsic job
satisfaction. Intrinsic satisfaction relates to the nature of the job itself, such as the tasks
performed and the sense of achievement, while extrinsic satisfaction pertains to external
factors such as pay, working conditions, and company policies. The MSQ includes 20 items
rated on a five-point scale from “Very dissatisfied” (1) to “Very satisfied” (5).

3.2.3. Job Performance

A job performance scale developed by Williams and Anderson (1991) was adopted to
measure employees’ in-role performance [110]. This scale consists of seven items that evalu-
ate how well employees perform their job duties as specified in their job descriptions. Items
such as “Adequately completes assigned duties” and “Fulfills responsibilities specified in
job description” were included. Respondents rated their performance on a five-point scale
ranging from “Strongly disagree” (1) to “Strongly agree” (5). The scale has been widely
used in organizational research and is known for its robust psychometric properties.

3.2.4. Trust in Supervisor

The Trust in Supervisor Scale, adopted from Robinson and Rousseau (1994), consists
of seven items measuring the level of trust employees have in their supervisors [111]. This
scale captures employees’ perceptions of their supervisors’ integrity, reliability, and fairness.
Items include statements such as “I can trust my supervisor to keep my best interests
in mind” and “My supervisor is always honest and truthful.” Each item was rated on a
five-point scale from “Strongly disagree” (1) to “Strongly agree” (5).

4. Results
Path Analysis and Confirmatory Factor Analysis

We examined complex variables consisting of several items, tested the goodness of
fit, and performed confirmatory factor analysis (CFA) using IBM SPSS AMOS version 23.
Furthermore, structural equation modeling (SEM) was applied. CFA was performed to
confirm the hypothesized research model and test the chosen factors. All the variables
of psychological well-being, trust in the supervisor, job satisfaction, and job performance
were placed in the four-factor model to be further examined in the measurement testing.
CFA showed that the measurement model requires modifications by cleaning the items”
data due to insufficient factor loading. Both the visual measurement and standardized
regression weight tables were used to identify the elements for removal.

All the indices except for the CFI verified good model fit (xz/df =2.699; CFI = 0.741;
SRMR = 0.075; RMSEA = 0.078). A Bollen-Stine p < 0.05 indicated a poor fit. However,
removing low-loading factors with an estimated value of less than 0.04 and above —0.04
improved the CFI to 0.769, still indicating poor marginal fit.

Modification of indices was performed by correlating high within-item errors in
Job Satisfaction and Job Performance. Removal of items with residual covariance values
greater than two resulted in significant improvements in the Bollen-Stine index (p > 0.05)
and CFI, where the confirmatory factor index reached an acceptable level (CFI = 0.901).
Other indicators illustrated the excellent fit of the model (x2/ df = 1.802; SRMR = 0.057;
RMSEA = 0.054). A convergent validity check was performed through the average variance
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extracted (AVE) value. All the variables had good CR values above 0.7. The discriminant
validity presented by the maximum shared variance (MSV) also showed acceptable validity.
There are significant positive correlations between psychological well-being (PSW), job
performance (JP), trust in supervisor (TS), and JS (Job Satisfaction), indicating that higher
values in these variables are associated with higher job performance (Table 1).

Table 1. Correlation matrix.

Variable P PSW TS JS
1.Jp —
2. PSW 277 —
0416 ad —
<0.001 —
3. TS 277 277 —
0.706 b 0.266 e —
<0.001 <0.001 —
475 277 277 277 —
0.700 . 0474 id 0.643 e —
<0.001 <0.001 <0.001 S
***p <0.001.

The structural model, which included a direct relationship between psychological
well-being, job performance, job satisfaction, and job satisfaction and job performance,
showed an excellent fit (x2/ df =1.945; CFI = 0.901; SRMR = 0.059; RMSEA = 0.059).

The hypothesized relationships were tested via structural equation modeling (Figure 2).
For every increase in the raw score for psychological well-being, there was an increase of
0.571 for the raw score for job satisfaction (8 = 0.41). Similarly, there is an increase of 0.495 in
the raw score unit for job performance in relationship to job satisfaction
(B = 0.54). Both relationships are highly significant. For psychological well-being pre-
dicting job performance, a direct connection between them was not confirmed; the raw
coefficient is equal to 0.145 with = 0.11, but the p-value has not reached the desired level
of significance. All the statistical indicators are presented in Table 2.
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Figure 2. Structural equation modeling (SEM) of direct effects.
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Table 2. Summary of Structural Model Estimates, Parameter Estimates.
Predictor Outcome SRW USRW S.E. CR. p-Value
PSwW Js 0.409 0571 0.12 4.76 o
]S P 0.541 0495 0.09 5.53 st
PSW JP 0.113 0.145 0.107 1.347 0.178
JS Job Satisf16 0.729 1.121 0117 9.565 "
IE] Job Satisf15 0.679 1.081 0.119 9.09 i
JS Job Satisf14 0.653 1.034 0.117 8.832 b
JS Job Satisf10 0.455 0.717 0.109 6.594 i
JS Job.Satisf9 0.587 0.954 0.117 8.13 e
JS Job.Satisf8 0.595 0964 0.117 8221 oy
Js Job.Satisf6 0.649 1.073 0.122 8.784 e
]S Job.Satisf5 0.564 0.839 0.107 7.858 e
PSW Psycho.Well B1 0.554 1 - - -
PSW Psycho.Well. B2 0.646 1.181 0.157 7.51 b
PSW Psycho.Well. B3 0.738 1.303 0.162 8.038 ket
PSW Psycho.Well.B4 0.594 1.035 0.145 7137 il
PSW Psycho.Well B5  0.606 1.067 0.148 7228 i
PSW Psycho.Well B6 0534 0.965 0.145 6.652 e
P Job.Perform4 0.61 1.026 0.145 7.065 b
P Job.Perform2 0466 0.778 0.132 5908 s
P Job.Perform1 0.686 1 - - -
P Job.Perform7 0471 0.743 0.125 5.958 -~
JS Job Satisf17 0.616 0.982 0.116 8451 i
ZPSW ZJS 0.32 0.32 0.044 7.333 e
TS_x_PWB VAR —0.053 —-0.051 0.04 -1.263 0207
VAR ZJpP 0.352 0.352 0.053 6.577 o
ZT1s zZJp 0445 0445 0.049 9.118 it
ZPSW ZJp 0.131 0.131 0.042 3.081 0.002

***p <0.001. PSW—psychological well-being, JS—job satisfaction, TS—trust in supervisor, JP—job performance.

Hypotheses H1 and H2, stating that psychological well-being has an impact on job sat-
isfaction and that job satisfaction has a positive effect on job performance, were confirmed.

Hypothesis 3, stating that the impact of psychological well-being on job satisfaction
increases with increasing trust in the supervisor, was checked via interaction effect testing.
The unstandardized and standardized values are negative ( = —0.053), with a p-value
of 0.207, indicating the insignificance of the relationship. The moderation effect of trust
in a supervisor on the relationship between psychological well-being and job satisfaction
has not been identified, thus rejecting hypothesis 3. Finally, the mediating impact of job
satisfaction on the relationship between psychological well-being and job performance
was tested by observing first the direct effects between variables and then the changes in
the interaction if job satisfaction was included in the model. Hence, the direct effect of
psychological well-being on job performance had a positive impact, with § = 0.113 and
p > 0.05, indicating the insignificance of the direct relationship. However, the significance
level rose considerably when job satisfaction was introduced into the relationship model
(Figure 3). Hypothesis 4 states that the relationship between psychological well-being and
job performance mediated by job satisfaction is confirmed, with 8 = 0.221 and <0.01.
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Figure 3. The moderating effect of trust in supervisor.

5. Discussion

The current study examined the degree to which psychological well-being and trust
are key for increasing perceived job satisfaction, thereby improving job performance. To
achieve this objective, we have integrated Maslow’s Theory of Needs and Conservation
of Resources Theory into a single framework, gaining insights into the complex interde-
pendencies between psychological well-being, job satisfaction, trust, and performance.
These approaches have been influential in the field because of their robustness and great
predictive and explanatory power, as substantiated by our results.

A challenging problem that arises in organizational psychology studies is how to
improve employee well-being and motivate personnel to sustain productivity in the wake
of the global crisis threatening health and livelihoods [76,112,113]. In the post-pandemic
era, many organizations have already undergone significant restructuring and digital
transformation, which was not without its challenges. Compromised work-life balance,
layoffs, role conflict, fear of employment, burnout, retraining, and remote work imposed a
significant strain on the employees [76]. At the time this study was written, impairment
due to prolonged exposure to psychosocial and economic stressors was exacerbated by
a shift in technological means and the introduction of Al tools in organizational settings,
with full implications expected to emerge over time [1,2]. Our research yielded results
that corroborate previous positive relationships among well-being, satisfaction, trust, and
performance. Our insights advocate the implementation of mindfulness and wellness
initiatives to create a supportive organizational culture that may empower individuals and
facilitate the transition.

A substantial organizational effort was invested in studying the motivations and
drivers of employee productivity and how they relate to job satisfaction and individual and
organizational well-being. Organizational management'’s failure to create a stimulating
and encouraging climate or mishandling of work conflicts can deprive a company of its
most valuable asset—employee intelligence [114]. Thus, it is crucial to comprehend the
underlying factors conducive to psychological well-being and satisfaction, as insights into
determinants will aid organizations in the development of managerial policies and practices
promoting health, self-actualization, and balance. It is essential to identify psychological
complacency drivers, as satisfied and fulfilled workers yield better outcomes [91,115].
Scholars call for the immediate introduction of employee-friendly HR strategies to improve
psychological well-being and enhance performance [116]. As evidenced by previous
literature, post-pandemic changes in operational activities and remote policy have had
a significant impact on psychological well-being, most noticeable in the quality of work—
life [117] and work-life balance [118]. In the pandemic context, especially concerning the
fear of COVID-19, job satisfaction and positive organizational outcomes were found to
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be related to leadership [119], supervisor-employee dynamics, such as rewards, uplifting
skills, and communication [11].

In our study, psychological well-being was positively associated with job satisfac-
tion. Workers exhibiting a greater degree of well-being are more flexible, resistant, and
adaptive, and they possess a greater capacity to cope with challenges. The psychologically
empowered and resilient workers display greater mental toughness [83]. Also, in the
context of major uncertainty such as COVID-19, work-life integration was essential for
psychological well-being, and this in turn boosts job satisfaction [105]. In line with the
research of Doksaribu et al. (2022) and Dreer B. (2024), our results match the prior empirical
evidence [120,121]. A similar conclusion was reached by Yang and Jo (2022) and Putra et al.
(2024) [78,79]. Similarly, Ortan et al. (2021) found that facets of psychological well-being,
such as self-efficacy and positive emotions, lead to job satisfaction [122].

The study results confirm the impact of job satisfaction on job performance. Our results
are in line with those of previous studies [88,90]. We corroborated the results of Riyanto
etal. (2021), who stated that motivation and job satisfaction have an effect on employee
performance [6]. Job satisfaction is shaped by attitudes toward different organizational
aspects, such as promotion, benefits, appreciation, organizational climate, nature of the job,
and feelings toward other team members and overall communication [123].

Previous studies on the benefits and impacts of trust in supervisors on job satisfac-
tion provided grounds for theorizing that trust in supervisors will intensify this associa-
tion [92,93]. Contrary to our assumption, our results show no significant moderating effect.
Some authors stress the dynamic nature of trust in the supervisor, arguing thatit is less static
and more variable-contingent on external environmental circumstances [124]. The fact that
trust in supervisors was not significant in the Bahrain sample might be attributed to culture.
Moreover, different leadership styles have disparate effects on employees’ well-being and
job satisfaction [125]. For instance, Wang et al. (2022) stressed the adverse effects of abusive
supervision on employee well-being [126]. If respondents are subjected to authoritative
leadership, this would decrease employees” autonomy and hinder self-developmental
opportunities [22], thus impeding social well-being [127]. Our results indicate that psycho-
logical well-being significantly positively effects employee job satisfaction as presumed by
SDG 3, and job satisfaction mediates the relationship between psychological well-being
and job performance (SDG 8).

The mediation test results confirmed that job satisfaction mediates the relationship
between psychological well-being and job performance. Satisfied workers who consider
their job rewarding tend to be more psychologically balanced [107]. They are positive
and tend to direct this energy and enthusiasm to the task at hand. Furthermore, the
greater the psychological well-being and satisfaction are, the more focused and creative
workers become [128]. Therefore, job satisfaction impacts job performance, and greater
job performance, in turn, further stimulates satisfaction. Job satisfaction leads to greater
physical and psychological health [129].

This research has significant implications for working conditions requiring greater
autonomy and versatility to enhance organizational efficiency. The study emphasizes
the crucial role of workplace conditions in improving staff contentment and happiness
within the work setting, potentially contributing to more beneficial outcomes for the
enterprise. Both psychological well-being and job satisfaction are found to contribute to
job performance, and this is consistent with SDG 8—Decent work and economic growth.
This project aims to develop an overarching framework to promote development-oriented
policies that support productive activities [24,85].

State administrators and decision-makers should give closer consideration to creat-
ing employee-friendly working conditions to achieve greater operational performance.
Additionally, the research offers valuable insight into organizational psychology and man-
agement research in the Middle East context.
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Limitations of the Study and Future Studies

The sample size was limited, and the use of convenience sampling methods reduced
the generalizability of the research outcomes. Thus, it would be relevant to replicate the
study in a different context, such as another country, or a specific business sector. Fu-
ture research could evaluate the effect of individual and administrative influences on
employee satisfaction and performance. As the focal point of this study was not im-
plication of the pandemic on the work dynamics, future studies should investigate this
area in more detail. At the onset of the pandemic, scholars and organizational scientists
have found a detrimental effect of fear of COVID-19 on employee performance and job
satisfaction [130-132]. Fear of COVID-19 has significantly impacted organizational strat-
egy, accompanied by major digital transformation, thus imposing changes in managerial
dynamics [133] and consequently job satisfaction [117]. Furthermore, the introduction of
Al-based software and tools in the organizational environment requires a detailed commit-
ment to devising effective adaptive practices [132]. For instance, there has been a major
shift in structural changes, Al-enabled workplace culture, and employee satisfaction [134].
Accordingly, future studies could focus on the job satisfaction—job performance nuances in
this new context.

6. Conclusions

As was previously hinted at by the catchphrase “happy worker-productive worker”,
successful organizations stimulate outstanding achievements by yielding better perfor-
mance. These employ all available resources, from counseling, team building, mentorship
programs, support policies, and incentives, as these resources are crucial for overall orga-
nizational success. This paper considers what we assume to be the central stimulators of
productive working behavior, namely, psychological well-being, job satisfaction, and job
performance. Additionally, we introduce a construct of trust in supervisors into our analy-
sis, which we expect to have a positive effect on increasing the strength of the relationship
between psychological well-being and job satisfaction.

We have answered the call to provide empirical support for the beneficial work-related
merits of psychological balance for employees’ productivity. We constructed a research
model examining employees’ psychological well-being in terms of job-related satisfaction
motives to establish a connection with job performance. We evaluated the psychological
well-being-job performance process by introducing the concept of job satisfaction, i.e.,
employees’ favorable perceptions of autonomy, content, efficacy and fulfillment within an
organization. Furthermore, we solidify our model by adding a widely discussed variable,
trust in supervisor, to test the moderating effect. This research provides the ground-
work for improving the study of job satisfaction and job performance in a Middle East
business context.
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Appendix A
Psychological Well-being (GHQ-12)
Please rate the following statements concerning the past few weeks on a scale from
(1) Strongly disagree to (5) Strongly agree.
I'have been able to concentrate on whatever I'm doing.
I'have lost much sleep over worry.
T'have felt that I was playing a useful part in things.
I have felt capable of making decisions about things.
TI'have felt constantly under strain.
I'have felt I couldn’t overcome my difficulties.
T'have been able to enjoy my normal day-to-day activities.
I'have been able to face up to problems.
T'have been feeling unhappy or depressed.
10. T have been losing confidence in myself.
11. I have been thinking of myself as a worthless person.
12. T have been feeling reasonably happy, all things considered.
Job Satisfaction
Rate your satisfaction from (1) Very dissatisfied to (5) Very satisfied.
1. Being able to keep busy all the time.
2. The chance to work alone on the job.
3. The chance to do different things from time to time.
4. The chance to be ‘somebody’ in the community.
5. The way my boss handles employees.
6. The competence of my superior in making decisions.
7. Being able to do things that do not go against my conscience.
8. The way my job provides for steady employment.
9. The chance to do things for other people.
10. The chance to tell people what to do.
11. The chance to do something that makes use of my abilities.
12. The way company policies are put into practice.
13. My pay and the amount of work I do.
14. The chance for advancement on this job.
15. The freedom to use my own judgment.
16. The chance to try my own methods of doing my job.
17. The working conditions.
18. The way my co-workers get along with each other.
19. The praise I get for doing a good job.
20. The feeling of accomplishment I get from the job.
Trust in Supervisor
Rate the following statements about your supervisor from (1) Strongly disagree to
(5) Strongly agree.
1. I can trust my supervisor to keep my best interests in mind.
2. My supervisor is always honest and truthful.
3. My supervisor treats me fairly and justly.
4.1 feel confident that my supervisor will always keep promises made to me.
5.1 can rely on my supervisor not to take advantage of me.
6. My supervisor is trustworthy.
7. My supervisor is dependable.
Job Performance
Rate your agreement with the following statements about your job performance from
(1) Strongly disagree to (5) Strongly agree.
1. Adequately completes assigned duties.
2. Engages in activities that will directly affect his or her performance evaluation.
3. Fails to perform essential duties. (R)
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4. Fulfills responsibilities specified in job description.

5. Meets formal performance requirements of the job.

6. Neglects aspects of the job he or she is obliged to perform. (R)
7. Performs tasks that are expected of him or her.
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