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Exploring The Relationship Between Employee Psychological Wellbeing 

and Employee Performance Amid the Lebanese Financial Crisis (2019 – 

2022) 

Ahmad Khazaal  

 

ABSTRACT 
 

In line with the World’s fast-growing pace, companies are in dire need of proving 

themselves, especially in this extremely competitive market. Employees had and always 

will have a crucial role in the success rate and the growth of an organization. Several 

studies highlighted on the importance of psychological well-being, influencing both 

personal and professional performance. This field of study was further developed with 

the breakthrough of a pandemic that completely transformed working environments and 

had a panoply of effects, both positive and negative, on employees’ general well-being, 

especially in countries already suffering from economic burdens, like Lebanon. This 

research explores how the Lebanese catastrophic crisis (2019 – 2022) may have an 

impact on the relationship between psychological wellbeing and employee performance. 

An online survey was given out to employees working in local and multinational 

organizations, gathering a total of 286 responses. SPSS software is used to analyze the 

gathered data. The results indicated that there exist positive relationships between self-

acceptance and personal growth with employee performance, while also showing a 

positive link between positive relations at work and contextual performance. This study 

concludes that employees in Lebanon might have reached a state of adaptability in 

which can be viewed as positive, since some employees are adapting to these tough 

times and overcoming such obstacles by performing better, giving more to their 

organization, and sustaining their presence within the companies. Still, this adaptability 

could be viewed as if employees are suppressed; they are performing their basic duties 

in favor of surviving this challenging cycle Lebanon is facing. Finally, this study 

suggests that future research could be addressed to tackle how the psychological 

wellbeing of employees in Lebanon has been altered due to the Crisis that is still being 

faced.  

 

 
Key words: Psychological Wellbeing, Employee Performance, Lebanon, Lebanese 

Crisis, Pandemic. 
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CHAPTER I 

  INTRODUCTION 
1.1 General Background 

In the modern world, it is believed that organizations are becoming more aware 

about the important role of employees in gaining a competitive advantage, through 

utilizing such a unique and valuable asset to outperform and sustain a successful 

presence in the market. As mentioned by Mathur Poornima (2015), employees are the 

resource that enhance the value of the organization, and their importance is much higher 

than any other capital present. Additionally, as it was quoted by Sybil F. Stershic “The 

way your employees feel is the way your customers will feel. And if your employees do 

not feel valued, neither will your customers.” Practically, companies characterized by 

their inclusivity and their respect towards their employees, will most likely be able to 

meet or even exceed financial targets, yield high levels of performance among their 

workforce, generate innovative solutions, and lastly generate better overall business 

results (Jeff Schwartz, 2015). This reflects how crucial it is to have an engaged 

workforce that will assist in maintaining high levels of performance throughout the 

company. For instance, having a solid HR department will make the process of 

engaging employees more feasible, through the various functions that they offer as 

training and development, performance appraisal & rewarding, employee empowerment 

and social support (Nataraja & Alamri, 2016).  

Lately, the majority of countries around the world faced periods of continuous 

stress, downturns, and frustration. A report by PWC (2021) stated that around half a 

billion full time employees lost their jobs in 2020, also noting that the global GDP has 
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decreased by 4.3%. These drastic numbers indicate how the whole world faced 

challenges in 2020 when the pandemic COVID 19 was at its’ peak. Nonetheless, 

companies were also affected in such time; they faced several disruptions, and their 

execution levels deteriorated. These tough times that were witnessed, not only affected 

businesses but also employees’ psychological well-being. Employees were really at a 

significant risk of acquiring mental health problems as a result of a number of setbacks, 

including job loss, financial instability, and a lack of face-to-face connections (Mental 

Health Foundation, 2020). This was clearly reflected negatively on their professional 

performance.   

From the beginning of the virus outbreak until our present day, Lebanon, a Middle 

Eastern nation, has not only reflected the declining state of the world but also faced 

nonstop challenges of its’ own. Financial, political, and economical challenges have 

brought huge changes in how businesses operate in Lebanon. This triple crisis, along 

with the pandemic, has altered not only how firms function locally, but also changed the 

global corporations’ operating systems on a variety of levels, including compensation 

packages, organizational atmosphere, employee psychological well-being, and staff 

performance. A report about Lebanon stated that enterprises faced challenges not only 

from the pandemic, but also from the consequences of the August 4, 2020, massive 

blast, and from the serious ongoing economic and political crises. (Aragie K. T., Stave 

E. S., Tiltnes A., Kattaa M., 2021). Furthermore, according to Bassem Mroue (2021) the 

World Bank implies that the crisis Lebanon is encountering is expected to be among the 

worst the world has ever witnessed in the past century and a half. This indicates that all 

these constant challenging events will eventually lead individuals to accumulate stress 

as they witness how life is becoming tough, and unbearable in Lebanon. As well, As 
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Jennifer Moorehead (Country Director of Save the Children) stated "The situation in 

Lebanon is rapidly spiraling out of control as the country deals with multiple crises 

without any sign of relief. As the Lebanese pound continues to plummet in value, the 

price of food, fuel and medicine is increasing at an alarming rate. A single tank of gas 

for a small car now costs more than an entire monthly salary on minimum wage” (Save 

the Children, 2022 para. 5). Therefore, it is clearly noticed that the situation in Lebanon 

is getting worse, since Mroue in 2021 reported that nothing seems to be positive about 

Lebanon through stating that severe shortages of fuel, medicine, and other necessities 

are occurring; additionally, Moorehead in 2022 states that the Lebanese currency since 

the start of the year 2022 has dropped more than 15% of its value, and hyperinflation is 

taking place on everything. Based on these evidence, it comes to the researcher’s 

interest to have Lebanon as an area of exploration, given that individuals will report 

exciting results about their psychological wellbeing and performance amid this 

devastating crisis.   

1.2 Need of this study  

Generally, a crisis may occur in unpredictable periods, and crisis types can vary 

from pandemics such as Covid-19, to natural disasters, shortage of needed resources, 

war, and several other disastrous events (Hertati, et al., 2020). Numerous countries have 

faced some kind of crisis such as Haiti (earthquake), Ukraine (recent war), Venezuela 

(humanitarian crisis) (Mercy Crops, 2019). Some types of crises can be devastating as 

they ruin the involved countries’ status directly, and this can be witnessed especially 

through wars. On the other hand, different types of crises can also have devastating 

repercussions, and on a longer period of time, and this can be observed through political 

corruption and fraud in the country. For instance, Lebanon has been facing a shortage of 
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electricity for decades. Now, next to the plunging of the country in near complete 

darkness, new types of disasters have emerged, making the overall status of living 

unbearable. Progressing like a bad tumor, the country’s economic, financial, political 

status have and still is suffering, and Lebanon is dying slowly. According to the World 

Bank Group (2021) Lebanon is more likely to be sinking among the most top 3 terrible 

crises ever witnessed worldwide. This title by its own provided to Lebanon shows the 

depth of suffering individuals are facing. Moreover, as stated by this study (World Bank 

Group, 2021), it's probable that more than half of Lebanese people live in poverty. This 

suggests that Lebanese individuals are likely to be living on bare minimum necessities, 

and desperate to hear or witness a positive change.  

Presently, Lebanon is going through a severe financial crisis, nothing compared 

to what was witnessed in the middle of the 1980s with the significant devaluation of the 

Lebanese Lira (LL). Tens of thousands have been forced to emigrate as a result of the 

financial crisis, upsetting the already precarious social and political balance. This crisis 

has resulted in a dramatic decrease in the earnings and wealth of the majority of 

Lebanese households, a rapid increase in bankruptcies and unemployment, and a 

generalized sense of unease about the future among a bewildered and powerless 

government. Policy, not circumstance, is to blame for the current crisis 

conditions.  They are the result of decades of monetary policy by the central bank and 

fiscal policy by succeeding Lebanese administrations, who are in charge of budgets and 

public expenditure. The corporate world is suffering immensely during this period, with 

the whole scenery changing and new ways of adaptation being created. However, it 

should be highlighted that the effects of a triple crisis on a society may have a 

significant impact on work life, and quite few studies have examined the issue of 
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employees’ reaction and the effect of such difficulty on their employment outcomes 

(Karapinar et al., 2020; Turban and Yan, 2016). One of the key factors impacting an 

organization's success that looks to be highly significant is employee wellness. Bakker 

et al. (2019) highlighted the clear importance of strength use and personality to develop 

a multilevel model of employee well-being. This research further demonstrates how 

personality influences the success of the employees in using their strengths, making 

them more energized in their workplace. In the same context, Turban and Yan, (2016) 

studied hedonism (well-being) and eudaimonism (personal growth and social 

significance), and their synergetic effect on employee outcome. Practically, they 

detailed what firms are supposed to do in order to create an environment that fosters 

personal growth and belonging. Employee perceptions and attributions were recognized 

by Hewett et al., (2018), as a fundamental step in organizational performance. In fact, 

fairness in the workplace buffers the negative effects one might have about the company 

he works in, resulting in a significant increase in productivity. Additionally, paper-and-

pencil surveys were conducted on employees in cellular companies in Pakistan (Sharma 

et al., 2016), and the findings indicated that the relationship between psychological 

well-being and employee performance is mediated by affective commitment. Thus, the 

connection between psychological well-being (PWB) and employee performance (EP) 

has always been a topic of inquiry. However, a gap in the literature is noticed when it 

comes to the dynamics of this relationship during a period of crisis.  

In a time of extreme need of additional research concerning the impact of the 

pandemic on different fields, the thesis aims to address this deficiency first and 

foremost, by tackling how a crisis can affect the relationship between Psychological 

Wellbeing (PWB) & Employee Performance (EP). With Lebanon facing what is 
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probably the most stressful time in its history, it is safe to say that the Lebanese 

institutions are having their share of negative repercussions too, so analyzing 

employees’ PWB and their performance level throughout this time is now crucial. 

Therefore, based on the importance of such topic, this study is essential to have a better 

understanding on how employees are being affected by Lebanon’s overall status, and 

how the relationship between employee PWB & performance has been altered.  

This research, by destigmatizing the importance of mental health and striving to 

create caring environments for employees, will benefit not only individuals working in 

a certain company but the company as an entity. Corporate life, as a whole, always 

known to be very stressful, can now be transformed: HR departments are given 

directives on how to create a safe place for employees, strengthening their sense of 

belonging and influencing positively on their outcomes. Companies that grasp this 

concept are more likely to succeed and to enter the very competitive market (Jeff 

Schwartz, 2015). On a larger scale, a company's success and economic prosperity 

translate into an improvement in the population' quality of life through the creation of 

jobs. By providing valuable services, products, and tax income that directly enhance the 

wellbeing of the community, both small and large businesses contribute to the stability 

and success of the economy. Additionally, they provide jobs, enhancing the economic 

vitality of any town where a firm is located (Smyth, 2019). This factor is extremely 

important to consider, especially in a country with a huge financial burden such as 

Lebanon, with citizens that can benefit from any hint of prosperity and growth. 

1.3 Purpose of this study  

While employees witness the several challenges that may be currently present 

within Lebanon, from increase unemployment levels, to lower standards of living, to 
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numerous other burdens that keep on accumulating; their insecurities may be on the 

rise, and their overall wellbeing will be in threat . Thus, it was led to having this 

research, which addresses how employees in Lebanon have been handling their work 

throughout this entire crisis period, and how their PWB is being affected, impacting 

their performance levels. Therefore, this research exists to investigate and test the 

relationship between employee psychological well-being (PWB) and employee 

performance (EP) in the midst of the Lebanese crisis (2019-2022). 

So, through this research study, the researcher seeks to tackle the below questions:  

1. What is the status of employees’ performance among multinational and local 

companies during the Lebanese crisis?  

An overview of the actuality of a certain topic will put us more in context and 

could give us a starting point to building potential solutions. Also, it would be 

interesting to see if there exists a difference in performance and wellbeing 

between employees from local and multinational firms.  

2. What are the current levels of PWB among employees living in Lebanon?  

With psychology being on the rise nowadays, studying the levels of well-being 

in employees during the crisis before implementing fixing strategies will help us 

highlight the decline of overall mental health in Lebanon, and the necessity to 

take corrective measures. 

3. How is the relationship between employee PWB & EP being affected during the 

Lebanese crisis?  

In the workplace, there has always been a discussion about the connection 

between performance and well-being, however, this work will explore the 
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dynamics of said relationship during a period of crisis, whether it will be 

affected and to which extent. 

4. Is there a substantial difference between the relationship of PWB & performance 

among employees from multinationals & local companies?  

With local companies suffering the most through this economic crisis, this thesis 

aims to check ways in which productivity could be ameliorated and whether it is 

linked to employee’s well-being and impacting their performance.    

To tackle the overall need for this research study, the structure of the dissertation will 

begin with a literature review, where we discuss past research on this topic and the gaps 

they may have skipped, an establishment of the adopted theoretical framework and a 

development of hypotheses in chapter two. Research methodology will be fully detailed 

in chapter three, and the complete findings of the study in chapter four. Finally, a 

discussion and a conclusion in chapter five. 
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CHAPTER II 

LITERATURE REVIEW 
 

In this chapter, a definition of employee performance will be fully detailed, along with 

its’ consequences on a company’s success. Three features of job performance will be 

developed and contrasts between each type shown. In addition, psychological 

wellbeing, along with all its’ aspects and components, will be addressed in detail, and 

linked to job performance. On a smaller scale, we will put our thesis in context by 

referring to Lebanon: how the financial crisis had an impact on companies, and to 

which extent employees were able to cope with all these setbacks. 

After analyzing all relevant sources in the literature, we will establish our theoretical 

framework and state our hypotheses.   

2.1 Employee performance 

2.1.1 Definition of employee performance  

 All businesses require to have employees that can carry on the job in a 

distinctive way, yielding an overall success to the company (Leonard, K. 2019). Thus, 

employee performance is a crucial area that most businesses are attempting to 

concentrate on in order to boost their earnings, successes, and primary objectives. 

According to Vosloban (2012) the higher the employees perform; the more competitive 

advantage companies can gain. Accordingly, firms that are maintaining their employees' 

performance levels enhanced and sustained, are the ones who are functioning on a 

worldwide scale and have a large growth rate. In this study, employee performance will 

be characterized as the extent to which workers complete and carry out their tasks with 

a standard level of quality. When doing their work, employees are there to provide 
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value, efficiency, and effectiveness to their output. Employee performance, in Jamal's 

opinion, relates to a person's capacity to do a task successfully while maximizing the 

available resources (as cited in Johari et al., 2019). Also, the effectiveness of the 

company is also seen to be significantly influenced by an employee's performance. 

Consequently, employee performance is the ability to do essential responsibilities while 

attempting to advance and contribute to the expansion of the company (as cited in 

Nasurdin et al, 2020). According to Nasurdin, job performance is defined by three 

features, which are task, contextual, and counterproductive performance.  

Task performance is when employees complete the necessary tasks and produce 

the fundamental results that are expected of them. Contextual performance is when 

members give their all to the company, going above and beyond the call of duty to 

produce outstanding results. While counterproductive performance is when employees 

have such a negative relationship with their company results in purposely not 

performing their tasks. In this work, we adapt Nasurdin three features to define 

performance. The following subsection will cover some details about the three features 

of employee performance (Task, Contextual, and Counterproductive performance).  

 2.1.2 Task and Contextual Performance 

 

As stated by Harrison et al., (2006) task performance refers to the activities that 

were officially noted down on the job description. So, task performance only relates to 

employees doing their required duties, such as cleaning shelves for a cleaning clerk, or 

even setting interviews and screening CVs for a recruitment specialist.  

Contextual performance, on the other hand, goes beyond the description of just doing 

employee tasks, it outlays the image of being more involved in work to an extent in 

which you may work overtime, become proactive, and volunteer to assist other projects 
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and colleagues.  All these actions were not listed on the job description, however, some 

employees tend to perform them, since they feel an intrinsic feeling of doing so 

(Sonnentag, 2005). So, it can be believed that mostly all employees engage in task 

performance on a daily basis to carry on their jobs, and reach their objectives; However, 

we cannot assume they participate as well in contextual performance since it is not 

obligatory, and if absent employees can still reach the desired outcome.   

The nature of contextual performance has been taken into consideration and rewarded to 

some degrees in a variety of vocations, including management, combat, and industrial. 

For instance, in some highly specialized professions, less attention is being paid to the 

role and value of contextual performance. Taking the Air traffic controllers in the flight 

industry as an example, these employees have a set of tasks and steps to undergo so that 

they ensure they provide the desirable outcome. As a result, all essential technical 

behaviors (such as task performance) are closely controlled and present. Even so, such 

employees present and show levels of contextual performance. There are about three 

contextual performance criteria in air traffic control. (Neal, Griffin, Paterson & Bordia, 

in press). These criteria may include assisting coworkers, offering a high level of 

service to pilots, and showing continuous dedication to firm’s objective. Unlike task 

behaviors, these forms of behavior are optional and based on choice, and individuals 

that fail to present such behavior won’t be held accountable. 

Individuals' particular actions are described by task and contextual performance 

(Motowidlo, Borman, & Schmit, 1997). The activities that are connected to task and 

context performance are different from effectiveness, which is the influence that these 

actions have had on the organization's desired goals (Borman & Motowidlo,1997). This 

difference underscores that performance is primarily by one's own behavior, whereas 
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effectiveness is a result with one's own behavior and attitude (Campbell, Gasser, & 

Oswald, 1996; Campbell, McCloy, Oppler, & Sager, 1993). 

Nonetheless, prior studies imply that overall effectiveness is influenced by both task 

and contextual performance (Borman & Motowidlo, 1997; Conway,1999). So, this 

shows that employee performance can be based on both the task and contextual 

performance, and managers should consider those indicators since they may have an 

overall added value to the organization.  

2.1.3 Counterproductive Work Behavior / Performance (CPP): 

Another sub variable that contributes as an indicator of employee performance is 

the counterproductive work behavior / performance. In general, this type is reflected 

when employees are dissatisfied, stressed, unhappy, or having any negative feeling 

related to their conditions of work. Such feelings will assist employees in resorting to 

counterproductive actions such as absenteeism (Johns, 1994), sabotage to work 

processes and procedures (Mangione & Quinn, 1975), even theft at some point 

(Greenberg, 1990), and several other negative behaviors. As mentioned by Bennett & 

Robinson (2000), CPP includes intentional acts done by employees that harm 

organizations’ conditions and sustainability. This shows that the presence CPP among 

the workforce will negatively affect the operational activities of businesses.  

In fact, the relationship's positive coefficients have been discovered, indicating that 

greater levels are associated with lower CPP. While certain measures, like hostility and 

tardiness, regularly provide unfavorable effects (Ng & Feldman, 2009). For an overview 

of the personality qualities that might lead to unproductive conduct, the Big Five is a 

fine place to begin. Salgado (2002) and Berry, Ones, and Sackett (2007) found that, life 

satisfaction, neuroticism, and industriousness are the character qualities most strongly 
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associated with unproductive behavior. Cherry, Things, and Sackett differentiated 

between personal and intergroup crimes to show that conscientiousness has a larger 

(negative) link with organizational than interpersonal offenses, but agreeableness does 

have the inverse result. Trait anxiety, on the other hand, has a comparable good 

association with both kinds of CPP. 

Equality impression is also recognized as a means of differentiation (Berry, 

Ones, and Sackett, 2007). Its connection with CPP is notable, despite being weaker than 

the two aforementioned character qualities. It has been discovered that organizational 

support views are particularly significant throughout both the social (such as respect 

from superiors) and procedural stages (such as control on judgment). The study also 

discovered that there is a stronger correlation between job experience and antisocial 

behavior when it comes to organizational violations than relational violations. Colbert, 

Mount, Harter, Witt, and Barrick (2004) investigated the interaction between work 

environment and personality. The authors discovered that employees' perceptions of the 

work situation, rather than job affection, are the best predictors of workplace deviance, 

and that employees' negative perceptions of situational factors, rather than employees' 

emotional feelings about the workplace, cause deviant workplace behavior. Social 

exchange theory and the reciprocity standard were used to explain the impact of 

situational conditions on workplace misbehavior (Colbert et al. 2004). Fine, Horowitz, 

Weigler, and Basis (2010) investigated the role of honesty in CPP, finding that strong 

honesty is associated with a low inclination for unproductive activity. The study will 

also look at how honesty interacted with the other contextual variables like workplace 

participation and anticipated job stability. Workers with strong honesty demonstrated 

less counterproductive behavior even when they were not intensely involved in or 
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comfortable in roles, confirming the connection among contextual variables and 

honesty. However, a predisposition to CPP was clearly related to situational variables 

among individuals with low integrity: much less engagement in work and job security, 

meaning more and more CPP. 

Bruursema, Kessler, and Spector (2011) combined dispositional and situational 

features related with a need for excitement in a novel way. This study linked anti-

productive actions to boredom, viewing CPP as an additional source of stimulation to 

bringing diversity to a monotonous profession. However, the researchers noted that 

tedium is fueled not just by the type of obligations, but also by human preconceptions 

known as tendency for boredom. The researchers used a survey to distinguish between 

internal tendency for boredom and external proclivity for boredom. It would appear that 

there is a constant negative correlation between employee happiness and unproductive 

activity. Although the provided coefficients are not very high, this finding is supported 

by the meta-analyses of Dalal (2005) study. Extensive research back up the idea that 

numerous types of traits combine to influence this association. Bowling (2010) proved 

the mediating impact of agreeableness: the relationship between job satisfaction and 

related constructs was bad for survey participants with low agreeableness (the lower 

satisfaction, the higher the CPP), but fractionally positive for anyone with high 

agreeableness (the higher job satisfaction, the lower CPP). To sum up, a very large 

literature addresses the ideas already discussed above, giving a good support for 

understanding employee performance from a wider and more varied perspective. It also  

helps providing insights into the corporate life, its’ constraints, and the ways decision-

makers can enhance performance management. Practically, there was a favorable trend 

in the distribution of publications highlighting the link between employee engagement 
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and firm success, with the period from 2013 to 2018 seeing a particularly large growth 

in the number of articles (Motyka, 2018). However, employee performance was always 

described within a stable and normal environment. Researchers have always studied 

employees’ internal factors (like personality, integrity, and agreeableness) giving no or 

little insight into external factors out of anyone’s control, like crisis periods, in Lebanon 

for instance. So, in this dissertation, the study of employee performance will be tackled 

through focusing on the sub-variables in which are Task Performance (TP), Contextual 

Performance (CP), and Counterproductive performance (CPP).  

2.2 Psychological wellbeing 

2.2.1 Wellbeing: An overview  

The topic of wellbeing has received a lot of attention lately, especially from 

businesses. According to Lubomiris, the word " well-being" is neither accurate nor 

concrete, but anyone could understand it. (as cited in Krishantha, 2018). Consequently, 

scientists got more interested in delving into the knowledge & understanding of well-

being in general.  

Due to their curiosity, experts limited their observations to some level such as job 

satisfaction. However, a person's thinking about personal life, health, relationships with 

others, work, and other activities can be used to explain one's well-being (Ruggeri et al., 

2020). Psychologists, sociologists, and philosophers have attempted to define well-

being in terms of the fundamental components that make it up, which are acknowledged 

by WHO and mentioned by Diener & Seligman. This is where psychologists in 

particular have established measures to capture a person's overall wellbeing (Grant et al 

2007). As a result, wellbeing is crucial to people's lives since it may improve mental 

and physical health as well as performance, productivity, and efficiency levels.  
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A large corpus of past survey results demonstrated that cheerful individuals: 

operate greater things than miserable people; are much more creative and socially 

involved; and have higher incomes (Diener, 2000; Judge, Thoresen, Bono, & Patton, 

2001). Deci, E. L., Koestner, R., & Ryan, R. M. (2001) found that people who are 

happy or have a high sense of 54.2% well-being have attributional patterns that are 

more self-enhancing and permissive than those who are dissatisfied or have poor 

openness to interpretation well-being, suggesting that nice emotions may contribute to 

fantastic beliefs, which could also lead to a positive mood. According to psychological 

studies, positive emotional experiences influence how people perceive and interpret 

social conduct as well as how they form social bonds (Forgas, 2001; Isen, 1987). 

Additionally, it has been found that those who are experiencing good feelings have 

more optimistic views of both themselves and other people; in which they make fewer 

forgiving inferences, and act in interpersonal settings with greater confidence, 

optimism, and generosity (Forgas, 2002, 2006; Sedikides, 1995). 

In this study, "well-being" will relate to a person's mental state when their life is 

going well. It may be viewed as a combination of feeling good and having the ability to 

function well. Although unpleasant emotions are a natural part of life and being able to 

control these difficult feelings is necessary for long-term pleasure. People do not, 

however, need to feel wonderful all the time to be happy. Extreme or protracted 

negative emotions compromise individuals ability to function in everyday life and put 

their psychological wellbeing at danger. To define happiness, there are primarily two 

schools of thought (Deci et al., 2001). The first approach relies on a person's emotional 

and cognitive assessment of their own experiences. Hedonic well-being (HWB) is a 

mental state characterized by (i) frequent positive emotions, (ii) infrequent negative 
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emotions, and (iii) an overarching sense of life's satisfaction. Since it emphasizes on the 

individuals” own evaluation of how well their life is going and if they are obtaining the 

things they seek in life, without concrete definition of what "things" are - this triple 

paradigm is also known as subjective well-being (Diener, 1984). The second approach 

is eudaimonic well-being (EWB), in which is built on the idea that achieving particular 

requirements permits a person to realize their full potential and that these requirements 

are crucial for a person's psychological growth and advancement (Deci et al., 2001). 

The EWB tradition is exemplified by the concept of psychological well-being (Ryff, 

1989). Based on the theories of Erikson (1959), Maslow (1968), and Rogers (1961), 

Ryff presented six key qualities of persons who are functioning well in life. According 

to Ryff the six components were autonomy, self-acceptance, environmental mastery, 

positive relation, purpose in life, and personal growth. 

Furthermore, well-being theories that are incompatible with hedonic or 

eudaimonic well-being conceptions have been put forth. For instance, Csikszentmihalyi 

(1990) defined flow as the state of being completely absorbed in one's current activity. 

Flowing states need a perfect balance between the difficulties of a job and a person's 

capacity to solve them. An activity should challenge the person to a degree that is 

somewhat greater than their existing capabilities without being too simple or too 

challenging. If the obstacle is overcome, the subject's skill level can be raised. 

According to Csikszentmihalyi’s study, being in a stream is not the same as not being in 

a stream, yet it is related with higher levels of participation and focus. Another factor 

widely discussed in literature was positivity, which is an overall anticipation that one 

will encounter outcomes that are more beneficial than harmful later in life (Boehm, 

Kivimaki, Kubzansky & Peterson, 2011; Diener, Wirtz et al., 2010; Su, Tay, & Diener, 
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2014). In fact, optimism is linked to higher levels of contentment and pleasure, as well 

as decreased rates of sadness and anxiety (Scheier & Carver, 1992), a lower risk of 

health issues, and a faster recovery from sickness (Boehm & Kubzansky, 2012; Scheier 

& Carver, 1992; Seligman, 2013). According to Taylor and Brown (1988), very positive 

ideas for one's career, self, and ability to handle events may be crucial. As mentioned, 

although there are many definitions of well-being that are currently being explored, two 

key ideas have been put forth: subjective well-being (SWB) and psychological well-

being (PWB). Some studies mention that SWB & PWB share unique characteristics, 

while others consider them more similar than unique (Chen et al., 2013). SWB has been 

a popular research topic for the past 15 years, and it consists of two components, which 

are the affective and cognitive components. The cognitive component is a measure of 

overall joy, while the affective dimension includes both positive and negative results 

(cited in Page & Vella-Brodrick, 2008). These two pieces make up the hedonistic 

framework, which is centered on pursuing happiness and gratifying one's desires. This 

approach, however, is unable to accurately deduce the standards by which individuals 

evaluate their own SWB. (Weiss et al.,2016).  

After the hedonic method became a tight representation of well-being in the 1980s and 

1990s, according to Ryff & Waterman, psychologists started to take into account 

individual strivings and intentional components of well-being. This resulted in the 

emergence of eudaimonic well-being, that is sometimes usually characterized 

as psychological well-being (as cited in Westerhof &Keyes, 2010). These two strategies 

together make up what is known as psychological well-being. Many academics have 

been curious about how it is measured and what effects it may have. 
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Jahoda was the first to investigate what it meant for diverse viewpoints, mainly those 

pertaining to well-being and mental health, to be incorporated into good psychological 

functioning. Acceptance of oneself, a thorough understanding of reality, autonomy, 

environmental mastery, personal growth and development, and personality integration 

were the factors discovered. By concentrating on these six fundamental dimensions of 

well-being, wellness can be understood through the efficacy of each component, where 

there are positive self-evaluations, meaningful and purposeful lives, relationships with 

others, control over one's own life and the environment, and a sense of determination 

(Page and Vella-Brodrick, 2008). Ryff was very interested in the notion of PWB after 

becoming affected by Jahoda's work. The first strategy, which was just discussed, is 

referred to as hedonic; it occurs when well-being is accompanied by positivity and, 

most of the time, moods and emotions are associated with pleasant sentiments as well as 

life satisfaction. In other words, a person may feel happy when their degrees of 

positivity and satisfaction are both high. So, happiness is a necessary component of 

wellbeing. The fundamental difficulty for the eudaimonic approach, which holds that a 

good life is about having a purpose from the events we live and a defined goal to live up 

to, is nevertheless that this idea ignores the "purpose" that life experiences have. 

Eudaimonia, according to Boniwell and Henry (2007), alludes to Aristotle, who 

believed that real enjoyment can only be attained by "doing what is worthwhile". 

However, despite the extensive literature on the idea of well-being and how it extends 

to nearly every field, disagreements continue to grow. 

In fact, the notion of EWB has been criticized by Kashdan, Biswas-Diener, and 

King (2008). They made note of the difference between HWB and EWB, noting that 

although HWB is defined as the sensation of pleasurable & unpleasurable emotions, 
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EWB is made up of several concepts that vary throughout research. Admittedly, there's 

no single operational description exists in the literature, however, similar elements 

(such as growth, meaning, authenticity, and mastery) exist to bring us closer to this 

concept.  (Huta & Waterman, 2014). The problem is that theorists disagree about what 

constitutes maximal human involvement. Certain elements focus on an Individual’s 

character (e.g., honesty, independence), while others focus on social functioning (good 

connections), and yet others focus on life's problems (growth, meaning, mastery, 

striving for excellence).  

These gaps can only be addressed with further research on the subject. 

2.2.2 Psychological wellbeing components 

Wellbeing is described as the capacity to realize one's own potential, cope with life's 

everyday stresses, work effectively, give back to one's community (which might include 

one's career, family, or neighborhood), and establish long-lasting good relationships. 

• Autonomy & Positive Relation: The notions of autonomy and positive interactions 

with each other in Ryff's paradigm match to every person's basic desires for 

independence and relationships (Gao and McLellan, 2018). According to Inguglia et 

al. (2015), autonomy is a critical factor in determining overall psychological well-

being of adolescents and young adults, and it is negatively linked to loneliness and 

self-perceived separation throughout this period of life. Also, the concept of 

autonomy may refer to the ability to control one's behavior while rejecting external 

stigma. According to Parra et al. (2015), independence is a collection of behaviors 

in which include the ability to act independently, ability to take action in various 

areas of their lives, and feelings that support effective adulthood transitions. 
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• Personal Growth & Purpose of Life: The answer to the issue, "What even is a happy 

life?" has always aroused the public's curiosity. The great life is usually associated 

with happiness and very well. We can observe that sociology is giving closer 

attention to happy life these days. The seminal work of Ryff has spurred research 

into the excellent life (1989). Based on a thorough literature analysis, she 

constructed an integrated theoretical framework for well-being. People that 

emphasize personal development are receptive to new information and experiences. 

They perceive themselves as evolving and are aware that viewpoints alter with time. 

They want to expand their horizons and reach their full potential.  

• Self-Acceptance & Environmental Mastery: Self-acceptance, one of Ryff's 

psychological health aspects, entails keeping a high perspective towards oneself, 

including both positive and unpleasant qualities, as well as having positive thoughts 

for one's past. Having good and trusting relationships with others, as well as 

experiencing empathy, love, and trust, are all examples of positive interpersonal 

interactions. While environmental mastery refers to the ability to handle the 

surroundings while also feeling competent and in control. The meaning of existence 

is to have goals and an attitude which gives meaning to one's life. Self-

improvement, which is synonymous with self, refers to the sense of fulfilling one's 

capacity (Ryff, 1989). Therefore, Psychological well-being is a broad concept from 

this perspective, and in this research, it will be focused on such 6 sub variables 

elaborated earlier.  

2.2.3 Wellbeing in workplaces 

We discussed how the six basic characteristics of well-being are signs of 

eudaimonic well-being, in which people are presumed to work hard to reach their 
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potential and to be completely functioning. And when we say functional, we say 

workplace. Corporations nowadays fully grasp the importance of well-being, an issue 

that was once neglected in work environments. Since employees are considered a vital 

asset for organizations’ survival, thriving, and ongoing success, decision-makers 

realized that only when an employee's well-being is respected and nourished in the 

appropriate manner can this success be achieved. According to Warr, a more 

comprehensive definition of well-being focused on an employee's overall satisfaction 

and performance at work (as cited in Grant et al, 2007). The literature on this 

phenomenon makes a solid case for the fact that thorough definitions were not restricted 

to certain professions but rather were based on literature in the domains of philosophy, 

psychology, sociology, and medicine, all of which concur on the essential components 

of wellbeing. In healthcare, wellbeing is crucial, as it is linked with mental health which 

is characterized by the presence of prosperity rather than the obscurity of sickness. 

Indeed, this issue became undoubtedly important consideration for professionals and 

specialists working in health and therapeutic settings (Luthans et al., 2008). 

Additionally, researchers discovered that positive mental health was crucial in the 

workplace and extended far beyond clinical settings. Healthcare scholars use the term 

health to signify “A state of complete physical, mental, and social well-being and not 

merely the absence of disease or infirmity” (World Health Organizations ,1995). 

Therefore, not only in the healthcare industry but across all industries, purpose and 

pleasure should be incorporated to nurture a better employee well-being. 

Businesses must prioritize employee well-being because it enables them to 

retain a healthy workforce, which is essential to succeed in today's competitive 

international markets. Employee well-being must be improved for firms that primarily 
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need to increase performance and sustainability. Schuster argues that there is a 

connection between emphasizing employee wellbeing and attaining organizational 

success (as cited in Renee Baptiste,2008). Nonetheless, promoting well-being at work 

will impact the culture of the organization, revealing creative ways to boost productive 

organizational outcomes and worker performance. According to earlier studies, a 

healthy and content workforce will influence workers' attitudes and actions relating to 

their work (Salas-Vallina et al. 2020). Employees will thus exhibit less absenteeism, 

fewer conflicts between work and home, higher performance, and an increase in 

voluntary obligations (often referred to as corporate citizenship behavior) (Kundi et al, 

2020). Employees must have a purpose for their job and feel happy in order for the 

notion of overall employee well-being to be approved and encouraged. Only then can 

psychological well-being at work be attained. Robertson & Flint Taylor stated that the 

emotive and purposeful psychological state that people encounter while at work is 

depicted as psychological well-being (Robertson & Cooper, 2010). However, there is 

now only Ryff's (1989) scale available for usage, making it challenging to measure 

psychological well-being at work. Yet, it has to be validated in order to be put to the test 

in subsequent studies. Moreover, employee engagement and well-being are now topics 

of discussion since they are both crucial to accomplishing corporate goals linked to 

success and improved performance. An employee's level of involvement is probably 

going to increase when their well-being is improved. 

Considerable research has looked and investigated the evidence on how PWB 

affects EP. According to Usman A (2017), PWB of employees has reflects a positive 

relationship with job performance. As well, a study done by Haider, S., Jabeen, S, & 

Ahmad, J. (2018) states that PWB also plays as a critical facilitator in enhancing 
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employee’s performance when there exists a healthy status of work life balance. Such 

studies reflect how important it is to consider the PWB of individuals and specially 

employees to yield enhanced levels of performance. Although there is evidence that 

some types of psychological well-being are linked to subsequent in-role performance, 

the evidence for showing how this relationship might be affected in times of crisis is 

somewhat absent. But weakness in research also stems from the fact that most, if not all, 

data was collected from self-reported questionnaires, from employees recording work 

engagement outcomes. This could result in subjectivity, thus overestimating the 

correlation between the two variables, which is the association between employee 

engagement and various aspects of performance. 
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CHAPTER III 

THEORETICAL FRAMEWORK AND HYPOTHESES 
 

3.1 Theoretical framework – Social Exchange Theory (SET) 

In the business sector, mental health and well-being are becoming increasingly 

important. Employers are burdened by mental illness, yet positive wellness may have 

organizational benefits. Higher subjective well-being and job satisfaction at work have 

been shown to be favorably associated with job productivity, performance, and 

organizational citizenship, and being negatively correlated with absenteeism and 

employee turnover (Harter et al., 2003, Judge et al., 2001).  

Since early publications of Homans (1961), Blau (1964), and Emerson (1962, 

1972), exchange theory has been a basic theoretical stance in the field of social 

psychology. This philosophical and psychological viewpoint is based on earlier 

psychological philosophies that came from behaviorism and utilitarianism, respectively. 

The traces of both of these theoretical foundations can still be found in today's forms of 

exchange theory. The theoretical contributions of social exchange theory to the analysis 

of the relationship between employee psychological wellbeing and performance amid a 

Lebanese crisis will be the main focus.  

Thibaut and Kelley (1959) examined the impact of costs and incentives, while 

focusing on social connections and dyads. As a result from their research, they have 

concluded that a feasible connection exists when it encompassed and delivers benefits 

far from the costs that were present (John Thibaut et al., 1959). Therefore, people 
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choose connections that reward them the greatest and / or the least amount of effort 

from those nearby. 

 In this social commerce, there is a fundamental assumption, in which is people 

will tend to believe that when they provide a favor, they should receive one similar in 

return. According to Blau (1964), social benefits and rewards depend on a relationship 

between individuals. As per the social exchange concept, social behavior results from 

an exchange process, and this process is like a trade that aims to maximize benefits 

while minimizing expenses. Also, the decision to maintain a relationship will depend on 

how we weigh the advantages and disadvantages of each encounter. 

Consequently, social exchange theory (SET) will assist in determining where the 

organization stands in terms of employees’ wellbeing especially in these times of crisis. 

It’s important to this research to adapt SET because it’s believed that when the 

psychological wellbeing of employees is satisfied their performance would not be 

harmed yet improved in some areas. Also, it is valuable to reflect that the social 

exchange theory can be viewed when some employees exchange their efforts towards 

the organization in exchange for some security in terms of satisfying compensation 

package, insurance, supportive environment and so on. Adapting this theory will assist 

the hypotheses creation in which employee’s psychological wellbeing will be tied with 

their performance. 

3.2 Hypotheses  

The formation of hypotheses will be discussed in this part, based on the overall 

literature discussed and the theoretical framework adopted.  

Self-Acceptance & Employee Performance (H1, H2, & H3):  
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Self-acceptance is a personality attribute that has a beneficial impact on contextual 

performance. Individuals with high self-esteem place a high value on their own 

competence, seek to enhance their organizational positions to attain this competence, 

feel significant, relevant, successful, and useful in their organizations, and want to 

accomplish high performance objectives. (Pierce et al., 1989, p. 623; 1993, p. 272; 

Bellou et al., 2005, p. 308). As a result, people with these personality qualities who 

have high self-esteem improve their task performance on a first level and strive to 

achieve contextual performance. And since high self-monitors have the ability to read 

social contexts and understand individual expectations, the desire to contribute to 

society, the ability to modify social relationships, and the ability to resolve conflicts 

through cooperation and reconciliation, it is unlikely that they would do anything to 

sabotage their working environment, thus the negative correlation with 

counterproductive performances. According to Whelpley and McDaniel (2016), 

employees who are more confident are less likely to participate in CPP.  

- H1: self-acceptance is positively related to Employee Contextual Performance  

- H2: self-acceptance is positively related to Employee Task Performance  

- H3: self-acceptance is negatively related to Employee Counterproductive 

Performance  

Personal Growth & Employee Performance (H4, H5, & H6): 

Personal growth, people's proactive and positive attitudes toward change and 

ongoing self-improvement, may be a crucial concept in the domains of career 

management, organizational behavior, and human resources (HR) (Joo, Baek-Kyoo & 

Park, Sohee & Lee, Suhyung, 2021). Personal growth has been linked to career identity, 

decisiveness, career exploration, problem-focused management, and goal setting 
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(Shorey et al., 2007), this is why it is most probably a factor influencing positively task 

and conceptual performance, and denunciating counterproductive performance in the 

work field. Accordingly, we can posit the following hypotheses:  

- H4: Personal Growth is positively related to Employee Contextual Performance  

- H5: Personal Growth is positively related to Employee Task Performance  

- H6: Personal Growth is negatively related to Employee Counterproductive 

Performance  

Positive Relation & Employee Performance (H7, H8, & H9): 

The actions of one partner in a relationship have an impact on the other during 

different stages of the relationship (e.g., Hon and Grunig, 1999). According to Bell and 

Menguc (2002), favorable relationships in an organization lead to increased employee 

performance and positive individual outcomes. Given these considerations, it's 

reasonable to hypothesize that relationships in the office between employees or with 

employers have ramifications for both organizational and individual results from both 

parties’ perspectives. This leads us to structure the below hypotheses: 

- H7: Positive Relation is positively related to Employee Contextual Performance  

- H8: Positive Relation is positively related to Employee Task Performance  

- H9: Positive Relation is negatively related to Employee Counterproductive 

Performance  
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Figure 1 Hypothesized Self-Acceptance, Personal Growth, and Positive Relation on 

Contextual, Task, and Counterproductive Performance 

Environmental Mastery & Employee Performance (H10, H11, & H12): 

The power to choose or alter the environment by physical or mental acts, as well 

as having control over occurrences, is described as environmental mastery (Ryff, 1989). 

This will limit the possibility of encountering pressures that can diminish expertise and 

positive advantages in the work field, like a greater pay, a better job, and work 

autonomy (Singh-Manoux, Clarke, & Marmot, 2002). Environmental mastery is 

consequently a great actor in wellbeing, thus should be studied to see its’ effects on job 

performance. The hypotheses will be: 

- H10: Environmental Mastery is positively related to Employee Contextual 

Performance  

- H11: Environmental Mastery is positively related to Employee Task Performance  

- H12: Environmental Mastery is negatively related to Employee Counterproductive 

Performance  

Autonomy & Employee Performance (H13, H14, & H15): 
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Research on work design and staff management places autonomy at the center 

(Gagné, M., Bhave, D. (2011). The historical and contemporary debates around 

autonomy—that individuals require it in order to be completely functional and happy—

are sketched out by Chirkov, Sheldon, and Ryan in broad strokes (Chirkov, V.I., 

Sheldon, K.M., Ryan, R.M. (2011)). Theorists have emphasized autonomy as a crucial 

employee desire that firms need to address throughout time (Budd, 2004). When 

granted autonomy, a worker will likely feel less under pressure and become more 

competent. This, in return, has the following far-reaching positive benefits. 

In job performance, we elaborate the following hypotheses: 

- H13: Autonomy is positively related to Employee Contextual Performance  

- H14: Autonomy is positively related to Employee Task Performance  

- H15: Autonomy is negatively related to Employee Counterproductive Performance  

Purpose in Life & Employee Performance (H16, H17, & H18): 

Finally, by enhancing the work-to-life balance, finding meaning in one's 

employment may improve one's wellbeing. Employees' mental health and well-being 

are impacted when they see a connection to a larger purpose in their work. 

They have more energy and can handle stress and failures at work better. This lessens 

absenteeism and its effect on the efficiency of the company. According to the CIO 

research (Wool, 2021), increasing employees' sense of purpose at work may boost 

productivity by 22%. This is due to the fact that motivated employees are more eager to 

work longer hours and generate more income for the company. Employees view 

purpose as a means of giving their job meaning and of understanding the contributions, 

they are making to both the organization and society as a whole. And in order for 

workers to be completely engaged, they must find this purpose in their regular jobs.  
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(Schuyler, 2016). So, correlations between purpose in life and employee performance 

can be hypothesized:  

- H13: Purpose in Life is positively related to Employee Contextual Performance  

- H14: Purpose in Life is positively related to Employee Task Performance  

- H15: Purpose in Life is negatively related to Employee Counterproductive 

Performance  

 

Figure 2 Hypothesized Environmental Mastery, Autonomy, and Purpose in Life on 

Contextual, Task, and Counterproductive Performance 

The overall research model will as per the following: 
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Figure 3 Hypothesized PWB Sub variables on EP Sub variables 
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CHAPTER IV 

RESEARCH METHODOLOGY 
 

4.1 Research Purpose and Question: 

As previously stated, the primary goal of this study is to explore and evaluate 

the relationship that will exist between employee psychological wellbeing (PWB) and 

employee performance (EP) amid the Lebanese crisis (2019-2022). Having this study 

addressed and clearly stated, a research plan was shaped with a predetermined 

questionnaire that was used to identify the variables PWB and EP. The survey was 

voluntarily shared with employees in English language, and it would take around 4 to 6 

mins to complete. The method design was built on a quantitative methodology since this 

approach makes it simpler for researchers to obtain data, quantify multiple viewpoints, 

avoid subjectivity, and attain a high sample size. In addition, for the ease of data 

collection the survey was submitted and conducted through “Google Forms” (Found on 

this link).  

The questionnaire of this study consisted of 41 questions in total. All the questions 

addressed within the survey were close ended questions, in which some included 

multiple responses, and others were a Likert type scale (5 point scaled). The first page 

of the questionnaire included a consent form in which participants who accept to 

participate within the study will have to approve. Following, the second page was 

addressing the demographic information for the participants in which asked general 

multiple-choice questions such as Gender, Age, Martial Status, etc. Afterwards, variable 

related questions were conveyed, starting with employee psychological wellbeing 
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section, which was adopted from Ryff, et al (2010) study, and incorporated 18 questions 

that were asked and divided to address the following items:  

● 3 questions reflecting Autonomy subscale 

● 3 questions reflecting Environmental Mastery subscale 

● 3 questions reflecting Personal Growth subscale 

● 3 questions reflecting Positive Relations subscale 

● 3 questions reflecting Purpose in Life subscale 

● Lastly, 3 questions reflecting Self-Acceptance subscale. 

The purpose of such questions is to find out how employees from local and 

multinational companies are feeling from a psychological aspect, and to assess their 

psychological wellbeing.  

Subsequently, the last page was focusing on the variable employee performance, which 

was adopted from Koopmans, et al (2014) research, and that consist of 13 questions that 

were asked and allocated as per the following:  

● 5 questions targeting Task Performance subscale 

● 8 questions targeting Contextual Performance subscale 

● 5 questions targeting Counterproductive Performance subscale 

The purpose of having the above subscales was to assess how employees are 

performing in terms of doing their assigned tasks, going an extra mile in performing 

their jobs, and if they are showing any counterproductive behavior such as intentional 

procrastination, etc.  

The validity and reliability of the scales used by Ryff, et al. (2010) and Koopmans, 

at al. (2014) were examined in earlier research. Based on previous research studies, the 

scale by Ryff, et al (2010) was performed on several experiments (Fahami, F., Amini-
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Abchuyeh, M., & Aghaei, A. (2018); Shahidi S, Khanjani M, Fath-Abadi J, Mazaheri 

MA, Shokri O., (2014)) in which it showed internal consistency, reliability, and validity 

of the constructs. Nonetheless, the EP scale that was utilized from Koopmans, et al 

(2014) in which various research papers adopted (Saeed, I., Khan, J., Zada, M., Ullah, 

R., Vega-Muñoz, A., & Contreras-Barraza, N. (2022); Sadovyy M, Sánchez-Gómez M, 

Bresó E. (2021) also showed reliability and validity of the constructs. On April 1st, 

2022, the approval from the Institutional Review Board (IRB) was received and from 

there the data collection phase was initiated. The survey was posted in several social 

media platforms (such as LinkedIn, Instagram, etc.) and shared directly to several 

member via WhatsApp. The total number of participants collected was 304, however 

after removing incomplete information, and discrepancies, the total that was obtained 

and used for analysis was 286 participants. The data gathered was utilized for analysis 

through the SPSS software, in order to formulate our result and test the hypotheses that 

were proposed earlier.  

4.2 Research Approach: 

The following are the two primary research concepts: 

1. Deductive method:  involves developing, formulating, and testing a hypothesis of an 

existing theory (Silverman, 2013). The deductive technique may also be used with 

qualitative or quantitative approaches in a survey to explore the differences between 

people via data. 

2. Inductive Method: within this approach you form a hypothesis rather than accepting 

an existing one. It is a transition from the specific to the broad (Bryman and Bell, 

2011). 
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In this research paper, the deductive technique is used since it will aid in learning how 

individuals are distinguished from one another through data. 

 4.3 Research Strategy: 

The research strategy establishes how the expert intends to gather the 

information and data (Saunders et al., 2007). The survey and ethnography approaches 

will be adopted in this study since it is aimed to gather solid and rich information in 

order to reach the main objective and test the formulated hypotheses through sending a 

survey questionnaire to the targeted group. 

4.4 Research Time Horizon: 

The time horizon is the amount of time required for the activity to be completed. 

There are two kinds of time horizons indicated inside the research: the cross sectional 

and the longitudinal (Bryman, 2012). In order to examine people's favorable attitudes 

and evaluate both their psychological wellbeing and performance in the midst of the 

crisis that is occurring in Lebanon, this study will be cross sectional, which simply 

means that all participants will complete the surveys during the same time period. 

 4.5 Research Analysis and Data collection: 

This research step significantly enhances the study's validity and quality. (Saunders 

et al., 2007). It describes how the information is gathered and analyzed. Also explains 

the wellspring of information, the examination unwavering quality and reliability. There 

are two categories for gathered information:  

1. Primary data is when data is collected from the source. It can be done through 

several instruments, questionnaires, and interviews, etc. 
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2. Secondary data is information obtained through the research or evaluations of other 

researchers. (Newman, 1998). 

Consequently, this research relies on reliable and primary data that will be 

collected from the questionnaire, and then analyzed in the last phase of this research, the 

analysis and data collection phase.   
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CHAPTER V 

RESULTS AND FINDINGS 
5.1- Analyzing the variables: 

5.1.1- Demographics: 

The data reporting the respondents’ demographics is presented in Table 1. The 

sample of this study consisted of 128 (44.8 %) male and 158 (55.2 %) female 

respondents (N=286). This shows that more than half of the sample size were females.  

Concerning age categories, the sample of this study consisted of 109 (38.1 %) members 

that were aged between 18 – 24 years old, 92 (32.2 %) members that were aged between 

25 – 34 years old, 54 (18.9 %) members that were aged between 35 – 44 years old, 27 

(9.4 %) members that were aged between 45 – 54 years, and lastly 4 (1.4 %) members 

that were aged 55+ years old. Therefore, it was shown that the majority of participants 

were aged between 18 – 24 years old.  

 For the company type, 112 (39.2 %) employees were from multinational companies, 

and 174 (60.8 %) employees were from local companies within Lebanon. This shows 

that most respondents came from local companies.  

Regarding the work type of participants, results showed that 174 (60.8 %) employees 

work based in an office, 31 (10.8 %) employees work fully remotely, and 81 (28.3%) 

employees work in a hybrid model (meaning that they work from the office, and 

remotely, adapting both approaches).  

Concerning the salary types, the sample showed the following interesting data:  

• 94 (32.9 %) respondents reported that their salary is based on Lebanese Pound 

(LBP)  

• 88 (30.8 %) respondents reported that their salary is based on Fresh US Dollars  
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• 9 (3.1 %) respondents reported that their salary is based on Bank US Dollars  

• 88 (30.8 %) respondents reported that their salary is based on a mix between 

LBP & Fresh USD   

• 2 (0.7 %) respondents reported that their salary is based on a mix of LBP and 

Bank USD  

• 3 (1 %) respondents reported that their salary is based on a mix of LBP, Bank 

USD, and Fresh USD  

• 2 (0.7 %) respondents reported that they are unpaid 

This indicates that most respondents (32.9%) earn a salary based on LBP, while 30.8 % 

earn a salary based Fresh USD, and another 30.8 % earn a salary based on a mix 

between LBP & Fresh USD.  

Regarding company’s industry, the participants reported the following exciting data:  

1. 13 (4.5 %) respondents fall under the Audit/Consulting/Legal industry 

2. 20 (7 %) respondents fall under the Banking/Finance industry 

3. 8 (2.8 %) respondents fall under the Construction/Real Estate/Planning/Design 

industry 

4. 1 (0.3 %) respondent falls under the Energy/Environment/Utilities industry 

5. 7 (2.4 %) respondents fall under the Engineering/R&D industry 

6. 7 (2.4 %) respondents fall under the Events/Tourism/Hospitality/Culture 

industry 

7. 27 (9.4 %) respondents fall under the Industrial/Food Industry/Chemistry 

industry 

8. 37 (12.9 %) respondents fall under the IT / Telecoms industry 

9. 15 (5.2 %) respondents fall under the Media/Digital/Publishing industry 
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10. 50 (17.5 %) respondents fall under the Medicine/Pharmaceutical/Health industry 

11. 70 (24.5 %) respondents fall under the Public/Social/NGO/Education industry 

12. 27 (9.4 %) respondents fall under the Retail/Consumer Goods/Luxury industry 

13. 4 (1.4 %) respondents fall under the Service/Transport industry 

The top 3 industries that were relevant among the respondents were the following: 

1. Public/Social/NGO/Education industry scoring 24.5 % 

2. Medicine/Pharmaceutical/Health industry scoring 17.5 % 

3. IT / Telecoms industry scoring 12.9 %.  

Concerning Marital Status, results showed that 190 (66.4 %) respondents were 

single, 86 (30.1 %) were Married, 8 (2.8 %) were divorced, and 2 (0.7 %) were 

widowed.   

As for the Educational Level of participants, results indicated that 13 (4.5 %) 

respondents had an educational level of high school, majority of the respondents 162 

(56.6 %) had a bachelor’s degree, 100 (35 %) were had a master’s degree, and 11 (3.8 

%) had PhDs.  

Lastly, regarding the years of service this study reported that 85 (29.7%) 

respondents have less than 1 year of service in their current organization, 93 (32.5%) 

respondents reported that they have between 1 to 3 years of service in their current 

organization, 31 (10.8%) respondents reported that they have between 4 to 5 years of 

service in their current organization, and 77 (26.9%) respondents reported that they 

have 5 + years of service in their current organization. This indicates that we have a 

variety of respondents from highly experienced to experienced respondents who 

participated in this questionnaire, noting that we had more skewness toward 1 – 3 years 

of experience. 
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Table 1: Summary of Demographics, n = 286. 

Demographic Variables  Respondents  

    Number  Percentage  

Gender          

Male  128 44.8% 

Female  158 55.2% 

Age          

18 – 24  109 38.1% 

25 – 34  92 32.2% 

35 – 44  54 18.9% 

45 – 54 27 9.4% 

55+  4 1.4% 

Company Type      

Multinational  112 39.2% 

Local  174 60.8% 

Work Type      

Office Based 174 60.8% 

Remotely  31 10.8% 

Hybrid  81 28.3% 

Salary Types        

LBP  94 32.9% 

Fresh US Dollars 88 30.8% 

Bank US Dollars 9 3.1% 

mix of LBP & Fresh USD   88 30.8% 

mix of LBP and Bank USD  2 0.7% 

mix of LBP, Bank USD, and Fresh USD  3 1.0% 

unpaid 2 0.7% 

Company's Industry        

Audit/Consulting/Legal  13 4.5% 

Banking/Finance  20 7.0% 

Construction/Real Estate/Planning/Design  8 2.8% 

Energy/Environment/Utilities  1 0.3% 

Engineering/R&D  7 2.4% 

Events/Tourism/Hospitality/Culture  7 2.4% 

Industrial/Food Industry/Chemistry  27 9.4% 

IT / Telecoms  37 12.9% 

Media/Digital/Publishing  15 5.2% 

Medicine/Pharmaceutical/Health  50 17.5% 

Public/Social/NGO/Education  70 24.5% 

Retail/Consumer Goods/Luxury  27 9.4% 

Service/Transport  4 1.4% 

Marital Status     

Single  190 66.4% 

Married  86 30.1% 

Divorced  8 2.8% 



 

42 

Widowed  2 0.7% 

Educational Level      

High School 13 4.5% 

Bachelor’s degree 162 56.6% 

Master’s degree 100 35.0% 

PhDs 11 3.8% 

Years of service in current organization      

 less than 1 year  85 29.7% 

1 - 3 years  93 32.5% 

4 - 5 years   31 10.8% 

5 + years 77 26.9% 

 

5.2 Reliability Measure:  

The measurement items' convergent and discriminant validity, as well as internal 

reliability, are examined in the measurement model. The reliability of internal 

consistency is shown in Table 2. The Cronbach's alpha recommendation level of 0.7 

was met by all constructions with the exception of two (Hair et al., 2019). However, the 

composite reliability for all items exceeded the required threshold of 0.7 (Fornell et al., 

1981).  

Table 2. Reliability measures.  

Constructs 

Cronbach's 

Alpha 

Composite 

Reliability 

Average Variance Extracted 

(AVE) 

Personal Growth 0.707 0.871 0.772 

Positive Relation 0.592 0.827 0.706 

Self-Acceptance 0.579 0.778 0.539 

Task Performance 0.833 0.882 0.599 

Contextual Performance 0.881 0.914 0.68 

Counterproductive 

Performance 0.797 0.866 0.618 

 

Acceptable measures of convergent and discriminant validity were shown by the items. 

When each construct's average extracted variance (AVE) is more than 0.5, convergent 

validity is attained (Fornell et al., 1981). All the constructs in the above table 

demonstrated an AVE above 0.5. In addition, the discriminant validity is satisfied if the 
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square root of the AVE of each construct in the diagonal is higher than the variance of 

all the other constructs (Barclay, Higgins, & Thompson, 1995). Kindly note that 

Environmental Mastery construct was dropped from the analysis because of low 

Cronbach's alpha (below 0.7), and low AVE (below 0.5). As well, Autonomy & 

Purpose in life subscales were also dropped from analysis because of low Cronbach's 

alpha (below 0.7), low composite reliability (below 0.7), and low AVE (below 0.5).  

5.3 Discriminant Validity Measures: 

Table 3 demonstrates the discriminant validity measures. Finally, discriminant and 

convergent validity were examined in the loadings and cross-loading 

Table 3. Discriminant Validity Measures. 

Discriminant 

Validity CP CPP Personal Growth Positive Relation Self-Acceptance TP 

CP 0.824      

CPP 0.5 0.786     

Personal Growth 0.491 0.332 0.879    

Positive Relation 0.249 0.304 0.289 0.84   

Self-Acceptance 0.412 0.291 0.393 0.34 0.734  

Task Performance 0.656 0.555 0.447 0.261 0.368 0.774 

 

5.4 Outer Loading Testing Results: 

 In general, item loadings greater than 0.6 on their related factors are believed 

acceptable. Table 4 exhibits the outer weights of the research model. As indicated 

below, the loadings in the constructs met the required threshold as expected, and they 

were higher than the loadings across constructs. Therefore, the scales' psychometric 

characteristics and convergent and discriminant validity are satisfactory. 

 

Table 4. Outer Loading Testing Results. 
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Outer Loadings  CP CPWB PWBPG PWBPR PWBS TP 

CP3 0.813      

CP4 0.868      

CP5 0.859      

CP6 0.746      

CP7 0.831      

CPP2  0.728     

CPP3  0.869     

CPP4  0.782     

CPP5  0.76     

PG1   0.898    

PG2   0.859    

PR1    0.892   

PR3    0.785   

SA1     0.747  
SA2     0.716  
SA3     0.738  
TP1      0.786 

TP2      0.807 

TP3      0.751 

TP4      0.814 

TP5      0.708 

 

 Each item has an outer loading that influences the overall model. The outer loadings 

that are significant will be kept, while insignificant outer loadings will be disregarded. 

All overall scores should report a score above 0.5 to be kept within the study. However, 

there are two options if the loading is less than 0.5. Initially, if the loading is not 

considerable, we delete the item from the study; otherwise, if the loading is sufficient, 

we can choose to leave the item in the research or remove it. In our data analysis, some 

items as CP1, CP2, CP8, CPP1, PG1, and PR2 showed an insignificant outer loading, 

hence were withdrawn from the study. 

5.5 Descriptive Statistics for Variables:  

Based on the Reliable items (SA, PG, & PR) that were discussed above, the descriptive 

statistics for psychological wellbeing variable reveled an overall mean score of 3.9472 
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(SD = 0.60055). This shows a positive perception of psychological wellbeing among 

respondents.  

 Table 5: PWB calculating the mean 
Psychological Wellbeing 

Items N Minimum Maximum Mean Std. Deviation 

Self-Acceptance 286 1.67 5.00 3.8345 .73971 

Personal Growth 286 1.00 5.00 4.5122 .66149 

Positive Relation 286 1.00 5.00 3.4948 1.00393 

PWB 286 1.22 5.00 3.9472 .60055 

 

Descriptive statistics for task performance sub variable of Employee performance 

reveled an overall mean score of 3.7993 (SD = 0.78736). This shows a positive 

perception of task performance among respondents.  

Table 6: Task performance calculation of mean:  

TP Items N Minimum Maximum Mean Std. Deviation 

Task Perf. 1 286 1 5 4.00 .961 

Task Perf. 2 286 1 5 3.59 .983 

Task Perf. 3 286 1 5 4.19 .825 

Task Perf. 4 286 1 5 3.73 1.134 

Task Perf. 5 286 1 5 3.49 1.172 

Task Performance 286 1.00 5.00 3.7993 .78736 

 

Descriptive statistics for contextual performance sub-variable of Employee performance 

revealed an overall mean score of 4.0727 (SD = 0.80770). This shows a positive 

perception of contextual performance among respondents.  

Table 7: Contextual performance calculation of mean:  

CP Items N Minimum Maximum Mean Std. Deviation 

Contextual Perf. 3 286 1 5 4.08 1.047 

Contextual Perf. 4 286 1 5 4.23 .877 

Contextual Perf. 5 286 1 5 4.24 .871 

Contextual Perf. 6 286 1 5 3.92 .973 

Contextual Perf. 7 286 1 5 3.90 1.141 

Contextual Performance 286 1.60 5.00 4.0727 .80770 

 

Descriptive statistics for counterproductive performance sub variable of Employee 

performance revealed an overall mean score of 2.5288 (SD = 103969.). This shows a 

negative perception of counterproductive performance among respondents.  

Table 8: Counterproductive performance calculation of mean:  
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CPP Items N Minimum Maximum Mean Std. Deviation 
Counterprod. Per. 2 286 1 5 2.07 1.133 

Counterprod. Per. 3 286 1 5 2.37 1.336 

Counterprod. Per. 4 286 1 5 2.85 1.345 

Counterprod. Per. 5 282 1 5 2.83 1.451 

Counterproductive perf. 286 1.00 5.00 2.5288 1.03969 

 

The overall results for the sub variables mentioned above, indicate that the performance 

of respondents / employees reveal to be positive. In which both task performance (mean 

= 3.7993) and contextual performance (mean = 4.0727) are both above the neutral 

levels and show positive perception. While for counterproductive performance the mean 

was indicated to be 2.5288 in which shows that respondents relate negative to 

counterproductive performance. Thus, it shows that respondents show a positive 

perception of employee performance (task and contextual), while negative perception of 

counterproductive performance. 

5.6 Descriptive Statistics – Variable across different demographics: 

Salary Type:  

In the below tables, we will be showing the results of the variables (PWB & EP) based 

respondent’s salary type.  

Table 9: PWB & Salary Type  

Psychological Wellbeing 

Mean based on Salary Type N Minimum Maximum Mean Std. Deviation 

LBP  94  1.22 4.89 3.7394 .61821 

Fresh USD 88 2.67 5.00 4.1035 .55550 

Bank US Dollar  9 3.28 4.67 4.1173 .45934 

Mix LBP & Fresh USD 88 1.94 4.83 4.0246 .56886 

LBP & Bank USD  2 3.78 3.83 3.8056 .03928 

LBP, Bank USD, & Fr. 

USD  

3 3.50 4.56 3.9815 .53383 

Unpaid  2 2.56 2.94 2.7500 .27499 

PWB 286 1.22 5.00 3.9472 .60055 

 

As demonstrated, the top 3 salary types are LBP, Fresh USD, & Mix LBP & Fresh 

USD.  
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Based on the results shown above, we can notice that among the top 3 salary types, 

there exists a difference between the means. The salary type LBP scores the lowest 

mean of 3.73 compared to Mix LBP & Fresh USD which is 4.0246 and the highest in 

which Fresh USD scores 4.1035. however, note to mention that all salary types show a 

positive perception of PWB, except for the Unpaid.  

Table 10: EP & Salary Type  

Employee Performance (TP, CP, CPP) based on 

Salary Type N Minimum Maximum Mean Std. Deviation 

LBP TP 94 1.80 5.00 3.7340 .82300 

CP 94 1.60 5.00 3.8872 .90188 

CPP 94 1.00 5.00 2.6516 1.04355 

Fresh US Dollar TP 88 2.20 5.00 3.8795 .67162 

CP 88 2.20 5.00 4.1886 .71782 

CPP 88 1.00 5.00 2.4744 1.04293 

Bank US Dollar TP 9 2.80 5.00 4.0000 .88318 

CP 9 3.40 5.00 4.3778 .65149 

CPP 9 1.50 4.50 2.6667 .98425 

Mix LBP & Fresh USD TP 88 1.00 5.00 3.8023 .80829 

CP 88 1.80 5.00 4.1500 .77445 

CPP 88 1.00 5.00 2.3835 1.00926 

LBP & Bank USD TP 2 3.20 5.00 4.1000 1.27279 

CP 2 3.40 4.60 4.0000 .84853 

CPP 2 2.75 3.50 3.1250 .53033 

LBP, Bank USD, & Fr. 

USD 

TP 3 2.00 5.00 3.4667 1.50111 

CP 3 3.20 4.80 4.0000 .80000 

CPP 3 1.00 5.00 3.2500 2.04634 

Unpaid TP 2 2.40 2.60 2.5000 .14142 

CP 2 2.80 3.40 3.1000 .42426 

CPP 2 3.00 3.50 3.2500 .35355 

 

Company Type:  

In the below tables, we will be showing the results of the variables (PWB & EP) based 

respondent’s company type.  

Table 11: PWB & Company Type 

PWB based on Company Type N Minimum Maximum Mean Std. Deviation 

Multinational  PWB 112 1.22 5.00 4.0496 . 58791 

Local PWB 174 1.94 5.00 3.8812 .60101 

 

Table 12: EP & Company Type 
Employee Performance (TP, CP, CPP) based on 

Company Type N Minimum Maximum Mean Std. Deviation 

Multinational TP 112 1.80 5.00 3.7982 .69152 

CP 112 2.00 5.00 4.1250 .75367 

CPP 112 1.00 5.00 2.5826 1.08915 
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Local TP 174 1.00 5.00 3.8000 .84525 

CP 174 1.60 5.00 4.0391 .84105 

CPP 174 1.00 5.00 2.4943 1.00826 

 

5.7 Structural Model & Hypothesis Validation: 

The path coefficients and the determination of the coefficient (R2) are predicted by the 

structural model. The amount of variation experienced by independent variables is 

represented by the coefficient of determination (R2), whereas the path coefficient 

quantifies the strength of the link between dependent and independent variables. The 

routes and prediction level of the model are shown in Figure 4.  

30.1% of Contextual Performance is accounted and explained by the combined 

explanatory power of self-acceptance, personal growth and positive relation.  

25.1 % of Task Performance is accounted and explained by the combined explanatory 

power of self-acceptance, personal growth and positive relation. 

17.3 % of Counterproductive Performance is accounted and explained by the combined 

explanatory power of self-acceptance, personal growth and positive relation. 

 

Figure 4: Structural Model that illustrates the variable relationship in this study. 
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The structural model supported seven of the nine hypothesized relationships. As shown 

in Figure 1, Self-acceptance has a significant positive influence on Contextual (H1: ß = 

0.244, p < 0.001) & Task performance (H2: ß = 0.203, p < 0.001), while a significant 

negative influence on Counterproductive performance (H3: ß = - 0.139, p < 0.05).  

Personal Growth has a significant positive influence on Contextual (H4: ß = 0.379, p < 

0.001) & Task performance (H5: ß = 0.34, p < 0.001), while a significant negative 

influence on Counterproductive performance (H6: ß = - 0.221, p < 0.001).  

Positive Relation has a significant negative influence on Counterproductive 

performance (H9: ß = - 0.193, p < 0.05). However, it showed no significance on Task 

performance (H8: ß = 0.203, p < 0.112), and on Contextual performance (H9: ß = - 

0.139, p < 0.377). 
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CHAPTER VI 

DISCUSSION, IMPLICATIONS AND CONCLUSION  
6.1 Discussion  

For several years, researchers and practitioners have examined paid work 

performance as a significant manifestation and predictor of individual and group 

behavior, with a common goal of improving it through several process such as job 

design, staff development, and etc. However, there is little question that solid scientific 

proof demonstrating a causal influence of psychological health or well-being on 

performance would have far-reaching implications for workplace design. Thus, the 

purpose of this study was to bridge the gap between understanding what the nature of 

the relationship that would exist between employee psychological wellbeing and work 

performance in the midst of an economic crisis happening here in Lebanon. As per the 

results & findings chapter, the following hypotheses were concluded:  

Self-Acceptance & Employee Performance 

H1, H2, & H3 were supported by the findings of this study. So, it is revealed 

that self-acceptance is positively related to employee contextual & task performance, 

while being negatively related to employee counterproductive performance. Also, this 

means that an increase in self-acceptance would yield an increase in CP & TP, as well 

in a decrease in CPP. Thus, high levels of Self-acceptance in which assume that 

participants show a positive attitude towards themselves, accept their qualities despite 

good or bad, and feel optimistic about their life will more likely engage in extra efforts 

of performance.  
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Personal Growth & Employee Performance 

H4, H5, & H6 were validated by the findings of this study. This implies that 

personal growth is positively related to employee contextual & task performance, while 

being negatively related to employee counterproductive performance. Likewise, this 

signifies that an increase in PG would yield an increase in CP & TP, as well in a 

decrease in CPP. When employees believe in themselves as they are able to grow, and 

achieve more, they will definitely be performing better. As cited by (Sampath 

Kappagoda, 2018) individuals that are flexible in their work environment, and always 

have the drive to adapt and overcome obstacles, are the ones that engage in higher job 

satisfaction, and performance. 

Positive Relation & Employee Performance 

H7 was confirmed by the findings of this study, while H8 & H9 were not 

validated. The insignificance of H8 & H9 may imply that having a positive relation at 

work wouldn’t necessarily increase individual’s task performance nor decrease 

counterproductive performance. Positive relation among employees might be an 

indicator of performance, however in an indirect way, and that is why the relationship 

might show to be insignificant. It has been stated by some studies that positive relation 

does indeed improve employee job satisfaction, while also having a positive impact on 

their turnover, as they will experience a belonging among their colleagues and will tend 

to remain in the company for a longer while (Hodson, 2004; Moynihan & Pandey, 

2008). This might imply that when employees have a positive connection with their 

surroundings, they may tend to be more comfortable and satisfied with their work, in 

which will lead to better performance; Yet this linkage is not always the case, since 

employee performance does not rely on one simple variable, but on several variables 
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that may contribute to its improvement; Since as mentioned by a study, work 

performance cannot be determined reliably by job satisfaction alone (Revenio, 2016). 

Nonetheless, the validation of H7 implies that positive relation is positively related to 

employee contextual performance. Similarly, this denotes that an increase in PR would 

yield an increase in CP. So, when relationships at the workplace are considered trusting, 

friendly, and supportive; members within the organization would feel more committed 

to perform better since the environment is encouraging and would probably consider 

their overall achievements. Having a collaborative pleasant relationship between 

employees will signal positive feelings to the employees’ brain in which will in return 

reflect on their overall wellbeing and enhancement in performance (Geue, 2017).  

The hypothesized hypotheses H10 to H15 were not validated, since the sub variables 

(environmental mastery, autonomy, and purpose in life) of PWB were not reliable and 

removed from the overall analysis.  

Interesting study done support the results found by this research; according to 

Delgado-Rodríguez, (2018) a positive relationship exists between self-efficacy and 

contextual performance, indicating that the higher the self-efficacy among employees, 

the higher the levels of contextual performance. Moreover, it was confirmed by 

Kappagoda S. (2018) that self-efficacy, has a positive relationship with both TP and CP, 

in which it pointed out the importance of self-efficacy in regard to enhancing both task 

and contextual performance among employees.  It was also concluded by (Whelpley, 

2016) that self-esteem is negatively related to employee counterproductive 

performance, in which denotes that employees with high degrees of self-esteem will 

engage in fewer CPP.   



 

53 

In a nutshell, the data collected had revealed that employees with high levels of 

self-acceptance, personal growth and positive relation result with high levels of task and 

contextual performance. This entails, that PWB shows a somewhat strong relationship 

with employees’ performance despite the presence of the Lebanese crisis.  

6.2 Literature Contribution 

The current study makes numerous contributions to the literature on employee 

psychological well-being and job performance. It adds to the literature on employee 

well-being by studying employee emotional commitment as a crucial mechanism 

through which psychological well-being enhances employees' job performance. As 

well, this study highlights that with greater levels of psychological well-being among 

Lebanese employees, the higher levels of performance are noticed.  

This research satisfies recent demands for investigation into the relationship 

between psychological wellbeing and performance at work (Huang et al., 2016), and It 

adds to the corpus of research demonstrating the importance of psychological wellbeing 

in promoting work-related behavioral patterns (Devonish, 2016; Hewett et al., 2018; 

Ismail et al., 2019). Nonetheless, this research contributes to reflecting that the positive 

PWB relationship with employee performance still exists during the presence of a 

remarkable crisis in Lebanon. In times of crisis employees lag behind in keeping their 

performance levels, however with the findings that were reflected, it is suggested that 

employees in Lebanon are still showing some fine levels of PWB in which it assist their 

performance and contribution to the organization.  
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6.3 Practical Implications 

Our research has a number of consequences. The first benefit of this study is that 

it will help managers comprehend the relevance of workers' psychological wellbeing for 

attitudes, behavior, and performance at work. Based on the findings of this research, 

managers must realize that psychological well-being in employees acts as good 

indicator to their overall performance and thus yielding to organizational success. As 

we can see that the psychological wellbeing among most employees is above the neutral 

level, as well as their performance, and this can prove to managers that employees in 

tough times are willing to keep their performance levels adequate in order to sustain 

their lives. This gives back and relates to the Social Exchange theory (SET) that was 

addressed earlier, in which represents that employees will exchange their efforts in 

favor of receiving security, and belonging. Nonetheless, managers should not ignore the 

PWB of individuals if it is above neutral levels, indeed they should take advantage of 

such PWB especially during these times of crisis and promote it, since employees are in 

need of such encouragement and will yield wonderful results. According to Hosie and 

Sevastos (2009), the placement of people in suitable jobs, the creation of a friendly 

environment, and the provision of training that enhances employees' mental health and 

teaches them to manage their viewpoints beneficially are just few human resource-based 

interventions that might assist employees' psychological well-being. Basing what was 

mentioned to this study, it is advised that managers come closer to their employees, and 

resort to practices that can make employees feel better, and engaged in their work, 

resulting in an overall improved performance. For example, managers can encourage 

employees to leave early on specific working days, engage in sport activities that boost 

the body and the mind, and lastly motivate employees to open up on any personal 
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situation with some professional psychological presence that may boost the mental 

health. Managers could also create opportunities for their existing employees to achieve 

their full potential, which will boost employees' sense of belonging and overall increase 

their well-being (Sharma et al., 2017).  

In brief, it all comes to the management of the company in which they can be 

the initiators of developing a workforce that is committed to the organization and 

performs better on the job when fostering well-being at the workplace. 

6.4 Limitations & Future Research  

This study similar to other numerous studies present, has a number of 

limitations. First, the limitation that may be present is the scales that were utilized to 

gather information on the PWB & EP variables. These scales rely on the self-report 

assessment model, and as a self-reporting tool, employees answering such questionnaire 

may respond in ways that is desirable in their point of view, and not in ways that they 

are currently feeling. So, for example, some employees may be currently pessimistic 

towards their way of living, working environment, salary structure and overall 

circumstance in Lebanon, however, opt to answer in a neutral - optimistic way since 

they view themselves as somewhat in a better position from others despite everything 

they might be encountering. Also, employees who perform counterproductive work 

behavior at work, most probably will equivocate when answering the questionnaire.  

Second limitation that might be present to this study is the sample size, in which was a 

total of 286 respondents. Future research should consider increasing the sample size, to 

better interpret the results and forge a solid conclusion. Third, this research only 

considered PWB of employees in relation to their performance, without including any 

other variables that may have been affected by the Lebanese crisis. Hence, future 
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research is recommended to tackle how employee engagement, satisfaction, motivation, 

and productivity in relation to their PWB was affected during the Lebanese crisis. For 

instance, some employees may be performing their jobs, however not engaged at all, 

and this could be a new interesting lens added to the scope of knowing what were the 

consequences that were as a result from the Lebanese crisis.  Lastly, this study was 

cross sectional in which it tested how employees are currently reacting to the crisis that 

is happening. However, till this date, the crisis in Lebanon is getting worse. The country 

is witnessing very high inflation, the currency has lost around 90% of its value, and the 

overall living standards for individuals is deteriorating. With that being said, it would be 

interesting to research the PWB of employees a year from now. 

6.5 Conclusion 

This study suggested a paradigm for understanding the relationship between 

employee psychological well-being and performance amid the Lebanese crisis. 

Accordingly, the findings demonstrated that employee psychological well-being 

benefits employees and improves their performance despite the presence of the 

Lebanese crisis. The researcher of this study concludes that employees in Lebanon 

might have reached a state of adaptability in which can be viewed as positive, since 

some employees are adapting to these tough times and overcoming such obstacles by 

performing better, giving more to their organization, and sustaining their presence 

within the companies. Still, this adaptability could be viewed as if employees are 

suppressed; they are performing their basic duties in favor of surviving this challenging 

cycle Lebanon is facing. Maybe this is why the people in Lebanon are not revolting 

against the system, they have been adapting all the hardships they are facing during the 
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past years.  In conclusion, the researcher thinks that there is hope for this dire situation, 

and will keep having hope for a brighter tomorrow, a better Lebanon. 
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Appendix 2 – PWB Questionnaire (18 items)   

PWB – Sub variables:  

1. Autonomy subscale items (3) are Q15, Q17, Q18.  

2. Environmental Mastery subscale items (3) are Q4, Q8, Q9.  

3. Personal Growth subscale items (3) are Q11, Q12, Q14.  

4. Positive Relations with Others subscale items (3) are Q6, Q13, Q16.  

5. Purpose in Life subscale items (3) are Q3, Q7, Q10.  

6. Self-Acceptance subscale items (3) are Q1, Q2, and Q5. 

Questions: Kindly rate the below statements from 1 to 5 (1: strongly disagree, 2: 

disagree, 3: neutral, 4: agree, 5: strongly agree) 

1. “I like most parts of my personality.”  

2. “When I look at the story of my life, I am pleased with how things have turned out so 

far.”  

3. “Some people wander aimlessly through life, but I am not one of them.”  

4. “The demands of everyday life often get me down.”  

5. “In many ways I feel disappointed about my achievements in life.”  

6. “Maintaining close relationships has been difficult and frustrating for me.”  

7. “I live life one day at a time and don't really think about the future.”  

 8. “In general, I feel I am in charge of the situation in which I live.”  

 9. “I am good at managing the responsibilities of daily life.”  

10. “I sometimes feel as if I've done all there is to do in life.”  

11. “For me, life has been a continuous process of learning, changing, and growth.”  

12. “I think it is important to have new experiences that challenge how I think about 

myself and the world.”  

13. “People would describe me as a giving person, willing to share my time with 

others.”  

14. “I gave up trying to make big improvements or changes in my life a long time ago”  

15. “I tend to be influenced by people with strong opinions”  

16. “I have not experienced many warm and trusting relationships with others 

 17. “I have confidence in my own opinions, even if they are different from the way 

most other people think.”  

18. “I judge myself by what I think is important, not by the values of what others think 

is important.”  

 

Appendix 3 – EP Questionnaire (13 items)   

1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree  

A. Task Performance: 5 Items  

In the past 1 year … 

1. I managed to plan my work so that it was done on time. 

2. My planning was optimal. 

3. I kept in mind the results that I had to achieve in my work. 

4. I was able to separate main issues from side issues at work. 

5. I was able to perform my work well with minimal time and effort. 
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B. Contextual / interpersonal performance scale: 8 Items 

In the past 1 year … 

1. I took on extra responsibilities. 

2. I started new tasks myself when my old ones were finished. 

3. I took on challenging work tasks, when available. 

4. I worked at keeping my job knowledge up to date. 

5. I worked at keeping my job skills up to date. 

6. I came up with creative solutions to new problems. 

7. I kept looking for new challenges in my job. 

8. I actively participated in work meetings. 

 

C. Counterproductive performance scale: 5 Items 

In the past 1 year … 

1. I complained about unimportant matters at work. 

2. I made problems greater than they were at work. 

3. I focused on the negative aspects of a work situation, instead of on the positive 

aspects. 

4. I spoke with colleagues about the negative aspects of my work. 

5. I spoke with people from outside the organization about the negative aspects of my 

work. 
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