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Introduction
The Confederation of Zimbabwe Industries’ (CZI, 2018) manufacturing survey released in 2018 
revealed that the resuscitation of manufacturing sector has become a big challenge and will 
preoccupy the Zimbabwean government into the near future. The growth of manufacturing 
output, which had reflected an upswing in 2017 as compared to 2016, appeared to trend 
downwards for most of the products, except for non-metallic mineral products. The year 2018 was 
generally characterised by declining growth rate of manufacturing sector. As indicated in the CZI 
report, only three subsectors (chemicals and petroleum products; drinks, tobacco and beverages; 
and non-metallic products) out of eight subsectors recorded higher growth rate in 2018  as 
compared to 2017. However, these three subsectors caused and leveraged the overall growth of 
manufacturing sector by about 12% in 2018. The investements made in 2018 caused the prevailing 
high growth rates in these three subsectors, that is foodstuffs, drinks, beverages and tobacco.

Since recovery from the hyperinflation of 2008, there has been a need to resuscitate the country’s 
manufacturing sector in order to promote exports, as the country’s manufacturing sector has found 
it hard to export because of general operating business environment. At the same time, the business 
environment has been fraught with declining job satisfaction, employee engagement and worker 
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performance (Nguwi, 2014) The CZI survey report has 
indicated that domestic products are failing to compete in the 
global market because of unsustainable production costs and 
low production capacity. These challenges have forced most of 
the manufacturing firms to focus on producing products for 
domestic market only. There is a need for the manufacturing 
sector in Zimbabwe to focus on strategies to actively engage 
workers to improve worker performance in the sector and 
increase productivity beyond meeting domestic demand. The 
manufacturing sector needs to start exporting products in 
order to improve the inflow of foreign currency into economy 
(Ncube & Jerie, 2012; Nguwi, 2014). High levels of employee 
engagement and job satisfaction are critical in achieving worker 
productivity and ultimately organisational performance. These 
dimensions in their mediating roles on how psychological 
capital could boost employee performance would be critical for 
manufacturing firms in Zimbabwe (Ncube & Jerie, 2012).

This study proposes that at organisational level, the 
manufacturing sector in Zimbabwe must engage in 
psychological capital development, particularly sustained 
employee engagement. Ncube and Jerie (2012) in their 
research focusing on the hospitality industry in Zimbabwe 
concluded that employee engagement plays a critical 
role  in  the performance of employees and the overall 
competitiveness of companies. Whilst several studies have 
been conducted on the levels of employee engagement, the 
benefits of employee engagement on organisational 
performance in the Zimbabwean manufacturing sector 
have not been fully explored, and particularly the mediation 
role that employee engagement plays in explaining the 
influence of psychological capital on employee performance 
(Anderton & Bevan, 2014; Ncube & Jerie, 2012; Nguwi, 
2014). Positive psychology could have significant influence 
on the required levels of psychological capital development, 
which would possibly influence the desired behaviour and 
attitudes of manufacturing firms’ employees to commit to 
organisational reasons of existence and contribute towards 
the resuscitation of country’s manufacturing sector’s 
capacity (Anderton & Bevan, 2014).

Manufacturing capacity utilisation 
in Zimbabwe
The sector’s capacity utilisation reached its all-time low 
record of 10% in 2008; however, it gained significantly to 
57% in 2011 owing to the adoption of multicurrency regime. 
Subsequently, capacity fluctuated, falling to 34.3% in 2015, 
picking up again to 47.4% in 2016 before dropping 
marginally to 45.1% in 2017. With an average increase of 
3.1% from September 2017 to August 2018, capacity 
utilisation increased from 45.1% recorded for 2017 to 48.2% 
in 2018. Figure 1 shows the capacity utilisation trend for the 
period 2011–2018.

According to the CZI’s (2018) manufacturing sector survey, 
there is strong potential for the country to increase its 
manufacturing sector’s capacity utilisation beyond 70% 
by  2023,  provided the existing structural and economic 

impediments negatively impacting the sector are addressed 
accordingly.

Volume of manufacturing index
The volume of manufacturing index (VMI), that is, measuring 
change in the volume of production of goods, has continued 
to decline since 2009, despite all the potential for growth that 
exists in the sector. Figure 2 shows the volume of the 
manufacturing index over the period 2009–2016.

Despite the noticeable stagnancy in the manufacturing 
sector as a whole, different subsectors have registered 
mixed results throughout. Noticeable for better performance 
is the non-metallic mineral products subsector. This 
subsector’s performance has been rising consistently since 
2009. As of 2015, the subsector’s performance had improved 
by over 40% compared with its 2009 levels. Figure 3 shows 
this subsector’s performance improvement.

Source: Confederation of Zimbabwe Industries (CZI) (2018). Import substitution, value 
addition and export promotion, manufacturing sector survey. Harare: Confederation of 
Zimbabwe Industries.

FIGURE 1: Manufacturing sector’s capacity utilisation.
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FIGURE 2: Volume of manufacturing index for the Zimbabwe manufacturing 
sector (2009–2016).
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FIGURE 3: The Zimbabwe manufacturing subsector output growth rate 
(percentage), 2016–2018.
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The subsectoral performance analysis conducted by VMI 
in the Zimbabwe National Industrial Policy (ZNIDP) is 
divided into two categories: the first category showing the 
subsectors that reported positive performance, and the 
second one showing the subsectors that reported negative 
performance during the period under examination. For 
example, the wood and furniture subsector registered 
increased performance close to 40%, a significant increase 
in performance as of 2013 against the 2009 levels.

This momentum was sustained through 2015. On the other 
hand, until 2014, the foodstuffs subsector continued to be 
depressed in comparison to 2009, however rising steadily 
thereafter. The clothing, metals and metallic, and the textiles 
subsectors were the worst performers and on whole 
negatively affected the performance of the manufacturing 
sector in serious terms. However, the textiles subsector 
showed some degree of improvement in 2016.

Manufacturing sector’s contribution 
to gross domestic product
According to Zimstat (2018), the manufacturing sector’s 
contribution to the country’s gross domestic product (GDP) 
plummeted during the period 2000–2009. This period is 
inclusive of the hyperinflation era. The post-multi-currency 
period saw the sector contributing to the GDP its highest 
output growth of US$1157 million (m) to US$2004m between 
2009 and 2010. It experienced an increase of 13.8% to 
US$2282m in 2011 and an increase of 5.3% in 2012. Thereafter, 
the sector’s contribution grew at an average of 1.3% through 
2017. To date, the contribution of the manufacturing sector 
to the country’s GDP has fallen from about 25% in the 1990s 
to about 12%, largely because of a coterie of impediments 
such as foreign exchange shortage, liquidity crunch and the 
general adverse economic environment. Figure 4 shows the 
manufacturing sector’s contribution to the GDP of the 
country over the period 2009–2017.

Following challenges that the manufacturing sector in 
Zimbabwe has been experiencing, especially post-
dollarisation and its critical contribution to socio-economic 

development and the GDP of the country, this study posits a 
strategic consideration of employing psychological capital 
(Du Plessis & Barkhuizen, 2012; Eustace & Martins, 2014). It is 
critical to understand the value of having stability in the 
manufacturing sector in terms of employees’ commitment to 
their organisations, especially in the context of erratic business 
environment prevailing in Zimbabwe. This study proposes 
that more is to be performed to enhance psychological capital 
in the country’s manufacturing sector. Despite the potential 
of positive impact of the manufacturing sector on Zimbabwe’s 
economy, there are some environmental factors that affect the 
stability of labour force posed by the ailing economy. These 
environmental factors include job insecurity and job loss, 
pessimistic future, hopelessness and growing unemployment 
in the Zimbabwean labour market in general (Du Plessis & 
Barkhuizen, 2012; Eustace & Martins, 2014).

Theoretical foundation of the study
Employee performance
Employee performance is the result of work carried out 
by  employees in terms of both quality and quantity in 
relation  to the responsibilities assigned by an organisation 
(Mangkunegara, 2015). Employee performance, according to 
Fahmi (2018), refers to the results obtained by organisations, 
regardless of these being profit or non-profit making 
organisations, during a given period. In other words, 
performance is what workers do in organisations. According 
to Mathis and Jackson (2006), the question is regarding the 
quality of work performed, that is, has the ideal work been 
performed in accordance with organisational demands? 
Nevertheless, Iktiagung and Pratiwi (2014) have a different 
view that psychological capital does not influence 
organisational employee performance.

In measuring organisational success, optimal organisational 
performance is the key. According to Nengah, Kertiriasih, 
Sujana and Suardika (2018), organisations view employee 
performance from the perspective of achieving targeted 
objectives and goals. Organisational employee performance 
is a measure of both quality and quantity results in the 
execution of tasks in accordance with the responsibilities 
assigned by the organisation (Pratama & Aima, 2018). Njoroge 
and Kwasira (2015) suggest that most of the organisations 
fail  to maximise the human resource management function 
because the performance of their workers does not measure 
up to their expectations and targets.

Pratama and Aima’s (2018) study results indicate that what 
affects organisational employees’ performance is their 
engagement in organisations. According to Anitha (2014), a 
strong and significant relationship does exist between 
organisational employee engagement and organisational 
employee performance. These views are in support of the 
results of the study conducted by Heriyati and Ramadhan 
(2012). Ncube and Jerie (2012), in their study conducted in 
the hospitality sector, have reiterated the need for corporations 

Source: Zimbabwe National Statistics Agency (ZimStats) (2017). Manufacturing industry 
survey. Harare: Zimbabwe National Statistics Agency.
GDP, gross domestic product.

FIGURE 4: Manufacturing sector’s gross domestic product contribution at 
constant (2012) prices (in million US$).
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to leverage their employees’ performance, especially during 
economic distress and resuscitation of country’s economy.

Psychological capital
Psychological capital is an important phenomenon of the 
emerging concepts of positive psychology and positive 
organisational behaviour (POB). According to Luthans, 
Avolio, Avey, Norman and Norman (2007), positive 
psychology is an emerging science that focuses on the 
improvement of people’s lives. Positive organisational 
behaviour should be measured and managed to enhance 
organisational employee performance (Aziz, 2016; 
Kementerian Perindustrian, 2019).

Literature proffers four capacities of psychological capital 
assets, namely self-efficacy, resilience, hope and optimism, as 
criteria to meet POB. These factors are indicators or measures 
of psychological capital of individuals (Luthans et al., 2007). 
Luthans, Avolio, Avey, Norman and Norman (2008) indicate 
that psychological capital, as an indicator of individual’s 
positive psychological development, is portrayed by (1) 
individual having confidence (self-efficacy) in executing 
challenging tasks, followed by (2) individual exhibiting 
positive attribution (optimism) about being successful now 
and in the future.

This is followed by (3) the individual’s persistence in the 
execution of organisational objectives and mapping the 
direction of achieving those objectives (expectations) 
successfully and (4) the individual’s ability to forge ahead in 
the face of difficulties (resilience) towards overcoming the 
problems and achieving success (Rini, 2018; Yasmin, 2018). 
Luthans et al. (2007) suggest that psychological capital 
begins  with the influence of psychology practitioners in 
organisations. With negative vibes and approaches 
stimulating employees to rather focus on realising their 
personal interests and needs, they are attracted to solving 
only short-term problems. Negative approaches manifest in 
employees’ emotional conditions of burn out, conflicts, stress 
and disengagements (Luthans et al., 2008). If there is a lack 
of  effectiveness of negative approaches, then positive 
approaches arise, according to the research conducted by 
Seligman (2011), that focus on the health of employees.

The study concluded that employees would become happy, 
more productive and unleash their full potential (Luthans 
et  al., 2008). This results in positive psychology that 
stimulates  POB at individual employee level and positive 
organisational scholarship (POS) at organisational level 
(Luthans et al., 2008).

Psychological capital, as a positive situational driver for self-
development, self-efficacy, optimism, hopefulness and 
endurance stimulator, is viewed as a positive catalyst for 
optimal employee engagement, employee’s job satisfaction 
and employee performance (Fedai & Kapusuz, 2015). 
Psychological capital has positive impact in continuous 
competitiveness. Literature suggests that the positive impact 

of psychological capital is mainly the reduction of costs of 
negative organisational influence, as employees become 
more engaged, are satisfied with their jobs and hence 
performance is improved (Fedai & Kapusuz, 2015).

Psychological capital as a positive state of personal 
development manifests itself in hope, optimism, self-efficacy 
and resilience – the primary dispositional predictor of 
employee engagement (Luthans et al., 2008). These positive 
motivational states lead to higher levels of employee 
engagement (Luthans et al., 2008). Thus, giving the rationale 
for the study, we hypothesise as follows:

H1: There is a significant positive influence of psychological 
capital on employee engagement.

Some studies bring in the dimension of psychological capital 
and its effect on job satisfaction. Studies such as Zaman 
and  Tjahjaningsih (2017) and Nafei (2015) have discovered 
that a positive significant relationship does exist between 
psychological capital and employee job satisfaction. These 
assertions derive the rationale for this study to hypothesise 
as follows:

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

Literature suggests that psychological capital also affects and 
influences employee performance (Nafei, 2015). Abbas, Raja, 
Darr and Bouckenooghe (2012) intimate that psychological 
capital affects organisational employee performance directly, 
positively and significantly in measuring and prompting this 
study to hypothesise as follows:

H3: There is a significant positive influence of psychological 
capital on employee performance.

Employee engagement
Employee engagement is an intellectual and emotional bond 
towards organisational commitment by employees and is 
exhibited in three distinct behaviours. The first distinct 
behaviour is talking positive about organisations to customers 
and stakeholders by their employees. The second behaviour 
is employees demonstrating high enthusiasm for becoming 
members of the organisation. The last distinct behaviour is 
when employees achieve bigger results and effort to 
contribute to organisational success (Lockwood, 2007).

According to Sihag and Sarikwal (2014) and Costantini, 
Paola, Ceschi and Sartori (2017), there is a positive relationship 
between psychological capital and organisational employee 
engagement. However, Kurniadewi (2016) explains that the 
relationship is not significant. In addition, as argued by 
Macey and Schneider (2015), employees who are engaged 
to  demonstrate positive intentions to be bound with the 
organisation and their enthusiasm to work is high, they 
become attached to their jobs, tend to work an extra mile 
with undivided dedication to the job they are doing. 
They master the art of doing work through proactive thinking 
towards the achievement of organisational goals.

http://www.sajip.co.za�
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Schaufeli, Salanova, Bakker and Alez-rom (2002) view 
employee engagement as a positive phenomenon that is 
full  of purposeful meaning, motivation and vigour and 
vitality characterised by unquestionable dedication to the 
organisation. Employee engagement defines or measures 
emotional bonding, positively or negatively. It influences 
employees’ attitudes towards their jobs, towards their friends 
and towards the organisation at large.

Several authors define employee engagement as a voluntary 
inner drive that results in higher performance.

Ultimately, employee engagement affects employees’ 
intentions to study and improve their organisational 
performance. Harter, Schmidt and Hayes (2002) reiterate 
that  employee engagement is critical for business 
success  and overall performance of organisational 
employees. Ncube and Jerie (2012) have found that 
employee engagement has positively influenced employees’ 
performance in the hospitality industry of Zimbabwe.

However, Chen (2019) suggests that employee engagement is 
more of a mediator variable, that is, it mediates the positive 
influence of psychological capital on employee performance. 
Employee engagement is important for organisations to 
achieve higher levels of productivity and performance. In this 
modern competitive business world, employee engagement 
could be achieved optimistically in a psychological capital-
conducive environment to enhance higher levels of employee 
performance. Hence, based on the above rationale, the 
following hypothesis is proposed:

H4: Employee engagement mediates the influence of 
psychological capital on employee performance.

Job satisfaction
Job satisfaction affects and closely influences employee’s 
organisational performance. The results of the study 
conducted by Heriyati and Ramadhan (2012) and Platis, 
Reklitis and Zimeras (2015) underscore that employee 
satisfaction positively influences employee performance in 
an organisation. However, in the studies performed by 
Amilin (2016) and Supiyanto (2015), the results are that job 
satisfaction does not significantly affect organisational 
employee performance. In another research conducted by 
Nengah et al. (2018), the results indicated that job satisfaction 
significantly and positively influences employee performance. 
Nevertheless, Kaplan and Mehmet (2013) have concluded 
that there is no significant link between self-efficacy and 
the  expectations of psychological capital, which is a 
sub-dimension of job satisfaction.

Thus, the greater the employee’s job satisfaction, the greater the 
levels of employee’s engagement (Kaplan & Mehmet, 2013).

Tepayakul and Rinthaisong (2018) suggest that there is a 
direct positive force between employee job satisfaction and 
organisational employee engagement. These authors’ study 
was in support of the results of the study carried out by 
Deshwal (2015), which showed that there is indeed a 

positive  relationship between employee job satisfaction 
and  organisational employee engagement. This rationale 
prompted the researchers to propose the following 
hypothesis:

H5: There is a significant positive influence of job satisfaction on 
employee engagement.

Job satisfaction, based on the views of Mangkunegara (2015), 
relates to feelings that push employees to relate to their jobs 
or conditions. Job satisfaction reflects employee performance 
in terms of their creativity, their tastes and their intentions 
they exhibit as individuals (Suparyadi, 2015). On the other 
hand, job satisfaction is considered to be a positive behaviour 
that reflects the results of evaluation of employee expectations 
and realities of their work in relation to their remuneration. 
Satisfaction is derived when employees’ needs are met in 
relation to or comparison with other employees in similar 
organisations and industry, and when remuneration is 
commensurate with job demands (Robbins, 2006).

Several studies have dealt with the mediating effect of job 
satisfaction between several variables. In a study performed 
by Ibrahim and Boerhaneoddin (2010) on the relationships 
between worker performance, job satisfaction, psychological 
capital, organisational commitment and work burnout, the 
authors concluded that job satisfaction mediated the 
relationship between studied independent and dependent 
variables of psychological capital and employee performance. 
In consideration of these findings, this study hypothesised as 
follows:

H6: Job satisfaction mediates the influence of psychological 
capital on employee performance.

Research design
Research approach
Figures 5–7 depict the proposed conceptual frameworks for 
the study.

In Figure 5, the study first conceptualises that there is a 
positive significant relationship between psychological 
capital and employee engagement (Costantini et al., 2017; 
Herlina and Mujib, 2017; Jung, Kang, & Busser, 2018; 
Kurniadewi, 2016; Sihag & Sarikwal, 2014; Suharianto & 
Effendy, 2015; Thompson, Lemmon, & Walter, 2015). Secondly, 
psychological capital also directly influences and affects 
employee performance (Abbas et al., 2012; Luthans et al., 
2008; Nafei, 2015; Zaman & Tjahjaningsih, 2017). According to 
Nafei (2015), psychological capital positively affects employee 
performance while employee engagement mediates the 
relationship between the two factors. The dotted arrow in the 

FIGURE 5: Conceptual and research framework 1.

Employee
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conceptual framework in Figure 5 denotes this relationship. 
The study also conceptualises that employee engagement 
positively and significantly influences employee performance 
(Agung, Prabasari, Kadek, Martini, & Suardika 2018; Anitha, 
2014; Heriyati & Ramadhan, 2012; Mariska, 2018; Nengah 
et al., 2018; Pratama & Aima, 2018).

As depicted in Figure 6, the study proposes that psychological 
capital positively and significantly influences and affects job 
satisfaction (Bergheim, Birkeland, Mearns, & Eid, 2015; 
Luthans et al., 2007; Mello & Hartford, 1962; Nafei, 2015; 
Parthi & Gupta, 2016; Salam, 2017; Zaman & Tjahjaningsih, 
2017). Nevertheless, results of the studies performed by 
Abbas et al. (2012) and Kaplan and Mehmet (2013) were in 
contrast, and instead suggest that job satisfaction mediates 
the influence of psychological capital on employee 
performance. The dotted arrow in Figure 7 denotes this 
relationship. It is also conceptualised that job satisfaction 
positively and significantly influences employee performance 
(Amilin, 2016; Gu & Siu, 2009; Heriyati & Ramadhan, 2012; 
Mariska, 2018; Nengah et al., 2018; Platis et al., 2015) 

Lastly, the study proposes that there is positive and 
significant influence of job satisfaction on employee 
engagement as shown in Figure 8 (Deshwal, 2015; Kaplan & 
Mehmet, 2013 Mariska, 2018; Nengah et al., 2018; Tepayakul 
& Rinthaisong, 2018).

Research methodology
Respondents
The population of the study consisted of eight manufacturing 
firms in Bulawayo with a total employee complement of 759.

From this population, 257 respondents were randomly selected 
using the Krejcie and Morgan’s formula. The distribution of 
the sample was carried out according to the  manufacturing 
sector companies as depicted in Table 1. The drinks, tobacco 

and beverages sub-manufacturing sector contributed the 
majority of the respondents, that is, 26% of the total respondents, 
followed by the foodstuffs sub-manufacturing sector with 20% 
of the total respondents, whilst plastic and packaging 
contributed the least at 4.3%. Gender was skewed towards 
male respondents with 59% and females at 41%, and 46% of the 
respondents were aged between 31 and 40 years.

In all, 26% were aged less than 30 years and 10% were above 
50 years. The majority of respondents (29%) possessed at 
least a degree certificate qualification, followed by 28% with 
a diploma. More than half of the respondents (56%) had 
between 6 and 10 years of work experience, whilst 30% had 
more than 10 years’ experience. A mere 13% had less than 
5 years of work experience.

Research instrument
The questionnaire was compiled using Qualtrics, an online 
survey-generating tool, which guarantees anonymity and 
confidentiality. The influence of psychological capital on 
employee engagement, job satisfaction and employee 
performance was measured on a five-point Likert scale. 
The following four indicators were adopted for 
psychological capital from Luthans et al. (2007): self-
efficacy, optimism, hope and resiliency. These psychological 
subscales or indictors revealed acceptable level of reliability 
with a Cronbach’s alpha coefficient of 0.7541. In line with 
the study conducted by Schaufeli et al. (2002), employee 
engagement was measured by the following three 
subscales: dedication, vigour and absorption. Their level of 
reliability was acceptable with a Cronbach’s alpha 
coefficient of 0.7801.

Job satisfaction was measured using five indicators adopted 
from Robbins (2006). The indicators are satisfaction with 
rewards, satisfaction with autonomous authority, satisfaction 
with immediate supervisors, satisfaction with relationships 
amongst colleagues and satisfaction with promotion 
opportunities. These subscales revealed a satisfactory level of 
reliability, that is, a Cronbach’s alpha coefficient of 0.6971, 
however, slightly below 0.7.

TABLE 1: Demographic characteristics of respondents.
Items Category Frequency %
Manufacturing 
sector

Plastic and packaging
Metal products
Non-metallic products
Chemical and petroleum
Wood and furniture
Clothing and footwear
Drinks, tobacco and beverages
Foodstuff

11
13
15
36
21
42
67
52

4.3
5.1
5.8

14.0
8.2

16.3
26.0
20.0

Gender Male
Female

151
106

59
41

Age Under 30 years
31–40 years
41–50 years
Above 50 years

68
117
47
25

26
46
18
10

Education level High school certificate
Diploma certificate
Degree certificate
Postgraduate certificate

63
71
75
48

25
28
29
19

Years of 
experience 

Less than 5 years
6–10 years
Above 10 years

34
145
78

13
56
30

FIGURE 6: Conceptual and research framework 2.

Job
satisfaction

Employee
performance

Psychological
capital

FIGURE 7: Conceptual and research framework 3.

Job
satisfaction

Employee
engagement

Note: The solid arrows between the variables denote direct paths, whilst the dotted arrow 
denotes the beta coefficient of equation, including both psychological capital and employee 
engagement as predictors of employee performance. The values denote standard beta 
weights (β).

FIGURE 8: Employee engagement mediation analysis results.
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Five indicators such as attendance of employees, working 
time, quantity of work, quality of work and cooperation 
measured employee’s performance (Mathis & Jackson, 2006). 
These revealed a Cronbach’s alpha coefficient of 0.7721, 
which was deemed to be an acceptable level of reliability.

Research procedure
The study was not a commissioned study and as a result, it did 
not require any institutional review board approval.

The process started with an email providing a short 
explanation of the research, an invitation to participants to 
take part in the research: a link to an online instrument was 
sent to selected respondents. The participants were 
instructed to click on the link, which allowed them access 
to  the online-designed questionnaire. The questionnaire 
bore clear instructions on how to complete it. The researchers 
allowed the invitation or the access link to remain active 
for  a 4-week timeframe for the respondents to complete 
the  questionnaire before the link became invalid. After 
first  2  weeks, the researchers sent reminder emails to 
potential respondents. After next 14 days, the survey was 
closed and data were exported into an IBM SPSS software 
version 22 for analysis.

Data analysis
The analysis of the data collected was performed by using 
structural equation modelling (SEM) technique, particularly 
the partial least square (PLS) method. With the aid of analysis 
of moments structures (AMOS) in SPSS version 23, the model 
fit was determined for goodness of fit index (GFI), the 
comparative fit index (CFI) and the root-mean-standard-
error of approximation (RMSEA). According to Hu and 
Bentler (1999), a model is deemed to be having good fit when 
its CFI and GFI are at least 0.9 and above, and the RMSEA lies 
between 0.05 and 0.08.

Ethical statement
This article followed all ethical standards for a research 
without direct contact with human or animal subjects.

Results
Internal reliability, alpha coefficients, composite 
reliability and correlations
Measurement model validation was conducted to satisfy the 
validity, reliability and unidimensionality requirements at 
the beginning of the analysis of the data collected.

In Table 2, psychological capital, employee engagement, job 
satisfaction and employee performance constructs have 
factor loading values > 0.7, meaning that the indicators 
measuring these constructs satisfied convergent validity. 
The analysis also indicates that psychological capital 
construct, employee engagement construct, job satisfaction 
construct and employee performance construct have 
average (AVE) values > 0.5, meaning that these variables 

satisfied convergent validity. The constructs also satisfied 
reliability when all of them depicted composite reliability 
values of > 0.7.

As shown in Table 3, the minimum AVE root value is 0.831 
and the maximum correlation value is 0.787. This maximum 
correlation between employee performance and employee 
engagement lies in the quadrant below the minimum AVE 
root value, meaning that all correlations are less than the AVE 
root values. These test results reflect that each variable of the 
study satisfied discriminant validity.

As shown in Table 4, the squared multiple correlation (R2) 
value (0.528) with respect to employee engagement implies 
that employee engagement variability in the manufacturing 
sector in Bulawayo is attributed to psychological capital 
and job satisfaction to the extent of 52.8%. The remaining 
47.2% extent of variability is attributed to factors outside 
the model.

The R2 value (0.245) with respect to job satisfaction means 
that job satisfaction variability in the manufacturing sector in 
Bulawayo is attributable to psychological capital to the extent 
of 24.5%, and the remaining 75.5% is attributable to other 
factors outside the model.

TABLE 2: Items description, internal reliability, composite reliability and 
convergent validity.
Variable Indicator Factor AVE Cronbach’s 

alpha
Composite 
reliability

Psychological 
capital

- - 0.754 0.889 0.930
X.1 0.883 - - -
X.2 0.886 - - -
X.3 0.795 - - -
X.4 0.884 - - -

Employee 
engagement

- - 0.780 0.877 0.920
Y1.1 0.879 - - -
Y1.2 0.869 - - -
Y1.3 0.886 - - -
Y2.1 0.838 - - -
Y2.2 0.892 - - -

Job satisfaction - - 0.697 0.835 0.928
Y2.3 0.753 - - -
Y2.4 0.843 - - -
Y2.5 0.872 - - -
Y3.1 0.854 - - -
Y3.2 0.819 - - -

Employee 
performance

- - 0.772 0.891 0.949
Y3.3 0.923 - - -
Y3.4 0.884 - - -
Y3.5 0.897 - - -

AVE, average.

TABLE 3: Discriminant validity index summary.
Construct AVE PC EE JS EP

Psychological capital 0.861 1.000 - - -
Employee engagement 0.876 0.691*** 1.000 - -
Job satisfaction 0.831 0.495*** 0.546*** 1.000 -
Employee performance 0.872 0.678*** 0.787*** 0.684*** 1.000

Note: Diagonal items are average variance extracted; off diagonals are square of correlation.
AVE, average; PC, psychological capital; EE, employee engagement; JS, job satisfaction; 
EP, employee performance.
***, p < 0.001.
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With regard to employee performance, the R2 value (0.726) 
suggests that employee performance variability in the 
manufacturing sector in Bulawayo is attributed to 
psychological capital, employee engagement and job 
satisfaction to the extent of 72.6% and the remaining 27.4% is 
attributable to other factors outside the model.

Mediation analysis
To test the mediation hypothesis, employee engagement 
mediates the influence of psychological capital on employee 
performance, and job satisfaction mediates the influence of 
psychological capital on employee performance, and for 
this, a linear bivariate four-step multiple regression was 
performed (Baron & Kenny, 1986). Firstly, psychological 
capital must significantly correlate with employee 
performance. Secondly, psychological capital must 
significantly correlate with the mediators of employee 
engagement and job satisfaction. Thirdly, employee 
engagement and job satisfaction must significantly correlate 
with employee performance. Finally, psychological capital 
and the two mediators are regressed onto employee 
performance, and the mediation effect is satisfied when the 
results are insignificant correlations between psychological 
capital and employee performance than they were originally 
observed (Baron & Kenny, 1986).

As established in Table 3, there is significant correlation 
between psychological capital, employee engagement and 
employee performance. These results supported the need for 
the regression of psychological capital and employee 
engagement onto employee performance. The results of 
regression analysis indicate a strong support for mediation 
hypothesis, meaning that employee engagement mediates 
the influence of psychological capital on employee 
performance, as the direct influence (β = 0.573, p = 0.061) of 
psychological capital on employee performance was not 
significant as shown in Figure 9.

After establishing in Table 5 that there was significant 
correlation between psychological capital, job satisfaction 
and employee performance, regression of psychological 
capital and job satisfaction onto employee performance was 
performed. The results of regression analysis indicate a 
strong support for mediation hypothesis, meaning that job 
satisfaction mediates the influence of psychological capital 
on employee performance, as the direct influence (β = 0.472, 
p = 0.056) of psychological capital on employee performance 
was not significant as shown in Figure 10.

Figure 10 depicts the measurement model for psychological 
capital and its influence on employee engagement, job 
satisfaction and employee performance.

The measurement model depicted in Figure 10 is interpreted 
in conjunction with the path coefficient statistical results 
shown in Table 6.

The positive path coefficient (0.5631) measuring the 
psychological capital’s influence on employee engagement, 
with a t-statistics (8.2081) > 1.96 and a probability (0.0000) < 0.05, 
means that psychological capital is significantly and positively 
influencing employee engagement in the manufacturing 
sector of Bulawayo. As a result, hypothesis H1 (there is a 
significant positive influence of psychological capital on 
employee engagement in the manufacturing sector of 
Bulawayo) is accepted.

The positive path coefficient (0.4931) measuring the 
psychological capital’s influence on job satisfaction, with a 
t-statistics (7.815) > 1.96 and a probability (0.0000) < 0.05, 
means that psychological capital is significantly and 
positively influencing job satisfaction in the manufacturing 
sector of Bulawayo. These results support hypothesis H2 
(there is a significant positive influence of psychological 
capital on job satisfaction in the manufacturing sector of 
Bulawayo), which is accepted.

The psychological capital’s influence on employee 
performance has a positive path coefficient (0.1652) 
with  a  t-statistics value (2.0931) > 1.96 and a probability 
(0.0370) <  0.05, meaning that psychological capital has 

TABLE 5: Correlations of dependent and independent variables and mediators.
Dependent variable Independent 

variable/mediator
β Significance 

Employee engagement Psychological capital 0.691*** 0.000
Employee performance Employee engagement 0.787*** 0.000
Employee performance Psychological capital 0.678*** 0.000

Employee engagement 0.573 0.061 
Job satisfaction Psychological capital 0.495*** 0.000
Employee performance Job satisfaction 0.684*** 0.000
Employee performance Psychological capital 0.678*** 0.000

Job satisfaction 0.472 0.056 

***, p < 0.001.

FIGURE 9: Job satisfaction mediation analysis results.
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TABLE 4: Squared multiple correlations (R2).
Variable R2

Psychological capital -
Employee engagement 0.528
Job satisfaction 0.245
Employee performance 0.726

TABLE 6: Path coefficients.
H Variable Connection Path  

coefficients
t-statistics p PS

H1 PC (X) EE (Y1) 0.5631 8.2081 0.0000 Significant
H2 PC (X) JS (Y2) 0.4931 7.8152 0.0000 Significant
H3 PC (X) EP (Y3) 0.1652 2.0931 0.0370 Significant
H4 EE (Y1) EP (Y3) 0.4851 5.7303 0.0000 Significant
H5 JS (Y2) EP (Y3) 0.3413 5.4432 0,0000 Significant
H6 JS (Y2) EE (Y1) 0.2581 3.2999 0.0010 Significant

PC, psychological capital; EE, employee engagement; JS, job satisfaction; EP, employee 
performance, H, hypothesis; PS, probability significance.
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a significant positive influence on employee performance 
in the manufacturing sector of Bulawayo. As a result 
hypothesis H3 (there is a significant positive influence 
of  psychological capital on employee performance in 
the manufacturing sector of Bulawayo) is accepted.

The positive path coefficient (0.4851) measuring the 
influence  of employee engagement on employee 
performance has a t-statistics (5.7303) > 1.96 and a probability 
(0.0000) <  0.05. These results indicate that employee 
engagement significantly and positively influences 
employee performance  in the manufacturing sector of 
Bulawayo. Hypothesis H4 (there is a significant positive 
influence of employee engagement on employee 
performance in the manufacturing sector of Bulawayo) is 
accepted based on these results.

The positive path coefficient (0.3413) measuring the job 
satisfaction’s influence on employee performance, with a 
t-statistics (5.4432) > 1.96 and a probability (0.0000) < 0.05, 
means that job satisfaction is significantly and positively 
influencing employee performance in the manufacturing sector 
of Bulawayo. As a result hypothesis H5 (there is a significant 
positive influence of job satisfaction on employee performance 
in the manufacturing sector of Bulawayo) is accepted.

Job satisfaction’s influence on employee engagement has 
a  positive path coefficient (0.2581) with a t-statistics 

value  (3.2999) > 1.96 and a probability (0.0010) < 0.05. The 
implication of the statistics is that job satisfaction significantly 
and positively influences employee engagement. These 
results support hypothesis H6 (there is a significant positive 
influence of job satisfaction on employee engagement in the 
manufacturing sector of Bulawayo), which is accepted.

Discussion 
Managing human capital is critical for economies going 
through a recovering state such as Zimbabwe’s economy.

Zimbabwe’s economy is struggling to recover from the 
hyper-inflation era, particularly its manufacturing sector is 
battling low capacity utilisation. Literature suggests that 
human capital management plays an important role in 
enabling companies to regain their productive capacities. 
Strong human capital is a strategic core-competence that 
successful firms accumulate over time and manage to build 
their sustainable competitive advantage (Heriyati & 
Ramadhan, 2012; Ibrahim & Boerhaneoddin, 2010; Mariska, 
2018; Nengah et al., 2018). Firms leverage their employees’ 
performance in building their capacity utilisation and 
competitive advantage by employing as human capital 
management strategy, psychological capital management 
to optimise the performance of their workers.

Organisations that employ psychological capital management 
tend to experience high levels of employee engagement, job 

FIGURE 10: Measurement model.
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satisfaction and employee performance (Luthans et al., 2008; 
Nafei, 2015; Zaman & Tjahjaningsih, 2017). Their employees 
excel in their work tasks.

Pursuant to the need to respond to a dynamic business 
environment, opportunities are presented for Zimbabwean 
organisations to explore means of enhancing productivity, 
especially in the manufacturing sector, means for 
competitiveness and sustainability of the sector on a global 
scale. In order to achieve global competitiveness, the 
manufacturing firms need to implement work environment 
intervention strategies to improve the psychological capital 
climate. It is envisaged that positive psychology could have 
significant influence on the required levels of psychological 
capital development, which would possibly influence the 
desired behaviour and attitudes of manufacturing firms’ 
employees to commit to organisational reasons for existence 
and contribution towards the resuscitation of Zimbabwe’s 
manufacturing sector’s capacity utilisation.

Theoretical implications
Some theoretical implications could be derived from the 
results of this study. Firstly, the study revealed that 
psychological capital strongly and positively influences 
worker performance. Psychological capital drives the needed 
levels of employee engagement in organisations. Secondly, 
psychological capital props up job satisfaction. Employment 
of psychological capital has a potential to significantly 
increase the job satisfaction levels of employees in 
organisations even at times of economic distress.

Thirdly, the results revealed that employee engagement 
mediates the positive influence of psychological capital on 
employee performance. In other words, employee 
engagement buttresses psychological capital, as the two 
industrial psychology factors of human capital development 
positively and significantly influence employees’ 
performance in organisations.

Fourthly, psychological capital’s influence on employee 
performance is also mediated by job satisfaction. The more 
are the workers satisfied with their jobs, the higher is their 
performance. The results also revealed that job satisfaction 
influences employee engagement. In other words, as 
employees attain work satisfaction, the more they would like 
to be engaged in their work activities that enhance their 
performance.

Managerial implications
This study offers some key practical implications to human 
resource practitioners and the management of manufacturing 
firms in Bulawayo. From the results of the study, it is easy to 
understand the functions of psychological capital, employee 
engagement and job satisfaction in enhancing performance 
of employees in the manufacturing firms of Bulawayo. 
A  prognosis that when employees are more engaged and 
satisfied with their jobs, higher are the chances that their 

performance growth is achieved. As a result, the 
manufacturing firms in Bulawayo should contemplate on 
ways to keep their workers engaged actively, and the human 
resource professionals and management should design 
strategies to keep the employees’ job satisfaction levels high. 
Bearing in mind that the performance levels of workers 
depend on how engaged and how much satisfied employees 
with their jobs, it is paramount that the management of 
manufacturing firms invest in programmes of employee 
engagement and job satisfaction.

Limitations and recommendations
Every research is inherently limited. Although this study 
has set hypotheses considering the influence of psychological 
capital on employee performance, employee engagement, 
job satisfaction and the related sub-hypotheses, the first 
limitation is the restricted phenomenon context of the 
sample. The sample used in this study could possibly limit 
the generalisability of results of the study compared with 
that of studies conducted with samples of a wider scope 
and diversified characteristics. Therefore, the study 
recommends that the future research based on this study’s 
model investigates samples with wider scope and more 
diverse characteristics in order to increase the generalisability 
of results. Secondly, the methodology employed in this 
study relied on cross-functional research, and as a result, 
the casualty between variables was not exploited 
comprehensively. Particularly the mediation effects of 
employee engagement and job satisfaction on the influence 
of psychological capital on employee performance were not 
explored rigorously. As a result, the authors recommend 
that the future longitudinal studies be conducted on the 
same topic to examine how changes in the engagement 
levels of employees and in job satisfaction levels in the long 
run affect the psychological capital influence on employee 
performance. Lastly, in general, there was a common 
method bias that existed because the study used a 
questionnaire for data collection. Qualitative data collection 
instruments such as interviews could have tapped into 
greater inner personal and silent opinions and perceptions 
of the participants.

Conclusion
This study has found that the more is the psychological 
capital engaged and employed, the more is the increase in 
employee engagement, as psychological capital positively 
and significantly influences employee engagement.

Boosting employee levels of job satisfaction improves 
organisational productivity in the economy, as psychological 
capital positively and significantly influences employee 
performance. The more and deeper are the employees 
engaged, the more is the increase in their performance levels. 
The higher levels of job satisfaction amongst employees in 
organisations are bound to increase employee performance 
significantly. The more are the employees satisfied with their 
jobs, the more are they willing to be engaged for the 
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betterment of the organisations operating in a distressed 
economy.
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