
Introduction
According to the World Health Organization (WHO), 
the goal of the health system is to promote, restore, and 
maintain the health of members of the community (1). 
Universities of medical sciences throughout Iran are 
affiliated with the Ministry of Health and are in charge of 
improving the health of residents in each region. These 
universities play a fundamental role in advancing the goals 
of the health system. The main goal of all organizations 
is to improve organizational performance and achieve 
development and excellence. To advance goals and 
developmental plans, every organization needs three 
categories of resources, including tangible resources, 
intangible resources, and organizational capabilities. Most 
researchers believe that intellectual resources are more 

important than physical and financial assets in achieving 
success in every organization (2).

Currently, social capital as a type of intangible capital 
is considered one of the key factors contributing to 
enhancing organizational performance. Social capital is 
a transdisciplinary concept that generally focuses on the 
relationships between people and influences people’s 
behavior and attitudes (3). The most important factor 
contributing to realizing organizational goals is the 
cohesion of social capital. The stability or cohesion of the 
social capital is achieved through a positive psychological 
state. This positive psychological state is attained by 
improving psychological capital (4). 

Hope, optimism, self-efficacy, and resilience are the 
components of psychological capital. Accordingly, an 
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individual’s positive mental state has provided a new 
framework of hypotheses in studies in the field of 
organizational behavior and management. Thus, studies 
in this field have focused on concepts of positivism and 
have achieved extraordinary and various outcomes in this 
field (5).

Psychological capital can contribute to the growth and 
development of other hidden capitals. The improvement 
of this type of capital can increase interest in learning 
and using educational programs. From a contingency 
management perspective, the reason for the success of 
any organization is the internal and external conditions 
existing in the same organization, and contingency 
factors have a significant impact on improving 
organizational performance. Moreover, from the 
performance management perspective, the development 
of psychological capital ultimately improves the efficiency, 
effectiveness, and productivity of the organization (3).

One of the fundamental concepts and the most 
important measures of productivity in any organization is 
organizational performance. Organizational performance 
is an important factor underlying all individual and 
organizational activities (6). Given that organizational 
performance is one of the most important variables in 
management research and a considerably important 
measure of progress in organizations (7,8) and since 
the examination and measurement of organizational 
performance without attention to the goals of the 
organization are practically impossible, the American 
Institute of Certified Public Accountants suggested that 
non-financial information should also be taken into 
account as performance indicators (9). Improving and 
developing organizational performance is a basic and 
important goal in the public service sector of governments 
and has been proposed as one of the important factors of 
development (10). Lexically, performance is associated 
with terms such as achievement, fulfillment, and 
accomplishment, and performance evaluation can be 
considered as a comparison of the extent and manner of 
achieving desired conditions (11).

Currently, social capital is regarded as an earning 
capital in organizations (12). Besides, human capital is 
one of the important and latent assets in organizations 
for the development of societies, and it is directly related 
to progress and excellence (13). One of the new concepts 
that is associated with human capital is social capital 
because social capital creates a suitable context for the 
utilization and exploitation of human resources working 
in organizations (5). According to Robert Putnam, the 
term social capital was first used by Hanifan in 1916 (14).

Yamaoka concluded that there is a positive, significant, 
and undeniable relationship between social capital and 
psychological well-being (15). Lesser and Storck refer to 
social capital as a combination of work and friendship and 
a product of complex multidimensional networks (16). 

Felício et al presented a comprehensive model for social 
capital, which includes five dimensions: 1) dignity, 2) 
family relationships and support, 3) empathy, 4) personal 
relationships, and 5) social relationships (17). 

After the expansion of the positive psychology 
movement in the field of organizational management 
and behavior along with social capital and human capital, 
psychological capital has also been accepted as one of 
the competitive indicators in organizations. Studies 
have indicated that psychological capital variables are 
latent factors of organizational behavior (18). According 
to Howard, psychological capital involves appraisals 
of the self regarding circumstances and probability for 
success (19). Improving psychological capital is one of 
the most essential needs of any organization (20). The 
concept of psychological capital was originally developed 
for organizations (21). According to some findings, 
psychological capital is very effective in enhancing 
organizational productivity (22). Hashemi Nosratabad et 
al reported that psychological capital and its components 
(optimism, hope, flexibility, self-efficacy) have a 
significant positive relationship with psychological well-
being and social capital (23).

Scholars have suggested that psychological capital 
and psychological well-being have positive effects on 
social capital (24-26). A study found that improving the 
level of psychological capital enhances the cognitive and 
emotional creativity of human resources (21). Studies 
have also demonstrated that psychological capital has a 
significant positive relationship with the mental health 
of employees and this effect on the spiritual well-being 
of employees is quite evident (27). In some studies, 
psychological capital is referred to as the ability for group 
interactions and social participation (28). This indicates 
that people who have a high level of psychological 
capital have a stronger bond with other members of the 
community, and in fact, what contributes to the persistence 
and continuation of interactions is psychological capital. 
Social capital also creates a sense of trust and mutual 
commitment, and as a result, behavior changes towards 
improvement by involving people in the acquisition of 
knowledge needed by the organization (29). Therefore, it 
can be argued that psychological capital is the connecting 
point and creator of human capital and social capital, 
which develops synergy between them, increases variance 
in predicting organizational variables, and creates 
competitive advantage and creativity in critical situations. 
Accordingly, the present study aimed to investigate the 
relationship of social capital and psychological capital 
with the organizational performance of the staff at Jiroft 
University of Medical Sciences. To this end, the following 
three questions were addressed in the study: 
1. Does psychological capital have a significant positive 

effect on social capital?
2. Does social capital have a significant positive effect 
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on organizational performance? 
3. Does psychological capital have a significant positive 

effect on organizational performance? 

Methods 
The present study was conducted using a descriptive-
analytical cross-sectional design. The participants 
(n = 250) were selected from the staff working at the 
education, research and technology, health, resource 
development and management, student and culture, and 
food and drug departments of Jiroft University of Medical 
Sciences (Kerman, Iran) using multi-stage random cluster 
sampling. 

The data in this study were collected using two 
questionnaires. The social capital and organizational 
performance questionnaire developed by Felício et al 
is a 24-item tool that measures the two variables of 
social capital and organizational performance (17). The 
items in the questionnaire are scored on a Likert scale 
from (1 = very low to 5 = very high). The questionnaire 
was used in this study to measure social capital and 
organizational performance. The items with low values 
from confirmatory factor analysis were removed. The 
validity of the questionnaire was assessed and confirmed 
by professors and experts. Furthermore, Cronbach’s alpha 
values for social capital and organizational performance 
were 88% and 78%, respectively, confirming the reliability 
of the instrument. Moreover, psychological capital was 
measured using the short version of the Psychological 
Capital Questionnaire (PCQ) developed by Luthans et 
al. After being translated and localized, the questionnaire 
was confirmed by subject-matter experts (5). The 
questionnaire contains 31 items that measure the four 
dimensions of self-efficacy, hope, optimism, and resilience 
on a five-point Likert scale (1 = very low to 5 = very high). 
Davand confirmed the validity of the questionnaire by 
surveying subject-matter experts (3). In the present study, 
the reliability of the questionnaire was confirmed with 
Cronbach’s alpha of 0.94. The measurement model in this 
study was assessed using convergent and discriminant 
validity. 

Data analysis 
The collected data in this study were analyzed using 
Anderson and Gerbin’s structural equation modeling with 
SPSS-18 and AMOS22 software. Composite reliability 
(CR), average variance extracted (AVE), variance inflation 
factor (VIF), and tolerance index (TOL) were used to 
check the validity and collinearity of the data.

Results 
The participants in this study were 250 university staff 
including 143 women and 107 men. A majority of 
participants were in the age range of 35 to 40 years and 
the lowest number of participants were in the age group 

of 25 to 30 years. Most of the participants held a master’s 
degree and a few participants had a Ph.D. degree. Table 1 
displays the participants’ demographic characteristics: 

Previous studies have suggested that CR greater than 
0.7 indicates high reliability and a CR value of 0.6 to 0.7 
shows acceptable reliability (4, 2). As shown in Table 2, 
the CR value was 0.745 for self-efficacy and 0.852 for 
organizational performance, indicating high reliability. 
In addition, the AVE should be at least 0.5. As can be 
seen in Table 2, since there was more than one latent 
variable in the research model, the discriminant validity 
was also assessed. According to some researchers (2), 
if the correlation between the variables is less than 0.9, 
the discriminant validity of the measurement tool is 
confirmed. As shown in Table 3, the correlations between 
all the constructs in this study were smaller than the 
intended value and were within the acceptable range. 
Besides, the AVE squared for each variable is greater than 
the correlations of the same variable with the rest of the 
variables, so the constructs have acceptable discriminant 
validity.

Some items with a factor loading smaller than 0.5 
were removed and 31 items were retained as shown in 
Table 2. After confirming the standardized factor loads of 
the model, the goodness-of-fit indices of the model were 
evaluated as displayed in Table 4.

As shown in Table 4, the comparative fit index (CFI), 
the normed fit index (NFI), and the incremental fit index 
(IFI) as the main indicators of the model fit are greater 
than 0.9, confirming the fit indices of the model. The ratio 
of chi-square minimum to degree of freedom (CMIN/DF) 
is smaller than 3, which is within the acceptable range to 
confirm the proposed model. Furthermore, the root mean 
squared error of approximation (RMSEA) is equal to 0.045 
( < 0.08), which shows that the model is acceptable. Figure 1 
shows the structural model proposed in this study: 

As shown in Figure 1 and Table 5, psychological capital 
is significantly associated with social capital (β = 0.84; 
P < 001) and organizational performance (β = 0.14; 

Table 1. The participants’ demographic characteristics

Variable Categories Frequency %

Gender 
Female 143 57.2

Male 107 42.8

Age (year)

25-30 17 6.8

30-35 43 17.2

35-40 85 34

45-50 67 26.8

 > 50 38 15.2

Education 

Diploma 32 12.8

Bachelor’s degree 94 37.6

Master’s degree 102 40.8

Ph.D. 22 8.8
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P = 0.015,). Moreover, social capital has a significant 
relationship with organizational performance (β = 0.84; 
P = 0.026). Given that the path coefficients are all positive, 
these relationships are direct and incremental. In addition, 
psychological capital is associated with organizational 
performance through social capital (β = 0.71; P < 0.001), 
showing an incremental but indirect relationship. 

Discussion 
The present study explored the relationship of social 
capital and psychological capital with organizational 
performance among the staff working at Jiroft 
University of Medical Sciences. The findings suggested 
that psychological capital had a significant positive 
relationship with social capital and organizational 
performance. Besides, social capital had a significantly 
positive and incremental relationship with organizational 
performance. Furthermore, psychological capital had an 
indirect and incremental relationship with organizational 
performance through social capital. In other words, 
psychological capital indirectly improves organizational 
performance by enhancing social capital.

The data in the present study also suggested that self-
efficacy, resilience, optimism, and hope have a significant 
positive effect on organizational performance, as reported 
in the literature (5). Some studies have also reported that 
factors such as resilience, optimism, self-efficacy, and 
hope have a positive effect on organizational performance 
(2,14,17,30), confirming that employees with a strong 
determination to succeed with a realistic and optimistic 
attitude toward their capacity and self-confidence have 
more ability to deal with challenges, and this improves 
the performance of the person and, consequently, the 
performance of the organization (4,31-34). The findings 
of the present study also revealed that dignity, personal 
relationships, social relationships, and participation 
have a significant positive effect on organizational 
performance. However, the data revealed social 
support does not have a significant positive effect on 
organizational performance, as confirmed in some studies 
(12,32,35). Ficara et al also suggested that social capital 
is the main source of sustainable competitive advantage 
and superior organizational performance (13). Lesser and 
Storck reported that the relationships between people 
and the sharing of information between them pave the 
way for knowledge transfer, and as a result, maintaining 
interpersonal relationships by facilitating the collective 
and targeted actions by groups and organizations can 
lead to superior performance, confirming a significant 
correlation between social capital and organizational 
performance. Luthans et al (5) also believe that to have 
a superior and more stable organizational performance, 
social capital should be strengthened because improving 
the relationship between people leads to the transfer of 
information and improved performance. As a result, 

Table 2. Assessment of the validity and collinearity of the data

Variable

Indicator

Factor 
loads 

CR AVE TOL VIF α

Psychological capital - - - - - 0.827

Self-efficacy - 0.745 0.543 0.481 2.051 0.717

Item 1 0.792 - - - - -

Item 2 0.890 - - - - -

Item 3 0.731 - - - - -

Resilience - 0.858 0.666 0.415 2.394 0.793

Item 1 0.639 - - - - -

Item 2 0.923 - - - - -

Item 3 0.669 - - - - -

Optimism - 0.733 0.696 0.510 0196 0.811

Item 1 0.597 - - - - -

Item 2 0.972 - - - - -

Item 3 0.719 - - - - -

Hope - 0.812 0.810 0.495 2.009 0.780

Item 1 0.835 - - - - -

Item 2 0.937 - - - - -

Item 3 0.767 - - - - -

Social capital - - - - - 0.861

Dignity - 0.780 0.612 0.513 1.960 0.808

Item 1 0783 - - - - -

Item 2 0.888 - - - - -

Item 3 0.710 - - - - -

Family support - 0.801 0.711 0.531 1.881 0.830

Item 1 0.673 - - - - -

Item 2 0.903 - - - - -

Item 3 0.762 - - - - -

Participation - 0.776 0.608 0.711 1.407 0.788

Item 1 0.740 - - - - -

Item 2 0.935 - - - - -

Item 3 0.857 - - - - -

Personal relationships 0.830 0.809 0.730 0.673 1.496 0.809

Item 1 0.667 - - - - -

Item 2 0.910 - - - - -

Item 3 0.640 - - - - -

Social relationships - 0.794 0.710 0.512 1.956 0738

Item 1 0.822 - - - - -

Item 2 0.842 - - - - -

Item 3 0.536 - - - - -

Organizational 
performance 

- 0.829 0.736 - - 0.864

Item 1 0.583 - - - - -

Item 2 0.771 - - - - -

Item 3 0.514 - - - - -
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Table 3. The correlations between the components 

Constructs 1 2 3 4 5 6 7 8 9 10

Self-efficacy 0.736** - - - - - - - - -

Resilience 0.648 0.814** - - - - - - - -

Optimism 0.551 0.473 0.833** - - - - - - -

Hope 0.707 0.537 0.743 0.894** - - - - - -

Dignity 0.263 0.144 0.456 0.256 0.782** - - - - -

Family support 0.257 0.201 0.350 0.348 0.609 0.844** - - - -

Participation  0.268 0.387 0.433 0.310 0.298 0.402 0.780** - - -

Personal relationships 0.321 0.432 0.681 0.281 0.559 0.478 0.665 0.851** - -

Social relationships 0.463 0.412 0.214 0.214 0.542 0.224 0.214 0.333 0.837** -

Organizational performance 0.214 0.601 0.541 0.441 0.654 0.131 0.301 0.415 0.445 0.852**

** AVE squared.

Table 4. The fit indices of the proposed model

Indices Accepted value Estimated value

Chi-square minimum/degree of freedom (CMIN/DF)  ≤ 3 1.554

Goodness of fit index (GFI)  ≥ 0.9 0.905

Adjusted goodness of fit index (AGFI)  ≥ 0.9 0.865

Normed fit index (NFI)  ≥ 0.9 0.888

Incremental fit index (IFI)  ≥ 0.9 0.957

Tucker–Lewis index (TLI)  ≥ 0.9 0.952

Comparative fit index (CFI)  ≥ 0.9 0.956

Root mean squared error of approximation (RMSEA)  ≤ 0.08 0.045

Table 5. The structural path analysis

Hypothesis Relationship Path coefficient (β) P value 

Psychological capital → social capital Direct and incremental 0.84  < 0.001

Psychological capital → organizational performance  Direct and incremental 0.14 0.015

Social capital → organizational performance  Direct and incremental 0.84 0.026

Psychological capital → organizational performance  (through social capital) Indirect and incremental 0.71  < 0.001 

Figure 1. The structural model for testing  the research hypotheses

Efficacy

Resilience

Optimism

Hope

Psychologi
cal capital 

Personal 
relations

Participation

Family 
support

Dignity

Social 
capital

Organizational 
Performance

Community 
relations

0.84
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there is a significant correlation between social capital and 
organizational performance.

Moreover, social capital by spreading knowledge and 
information between different organizational groups 
and units increases individual growth and organizational 
learning and automatically improves organizational 
performance, as confirmed in many studies (11,32,35). 
Similarly, Howard (21) and Jurek and Niewiadomska 
(24) showed that psychological capital has a significant 
positive effect on social capital, and social capital plays a 
mediating role in the relationship between psychological 
capital and organizational performance. This is to argue 
that a person who is hopeful about their life and future 
can positively look at life, and is more likely to join 
official social networks and working groups. In addition, 
a person with a high level of self-efficacy establishes 
more effective relationships with others, calls for mutual 
support, and feels a higher level of self-efficacy. Besides, 
people with a higher degree of optimism are more 
interested in creating bonds with different social groups 
and other people in their relationship networks. They 
develop trust in other members of the community and 
the people they are in contact with in their relationship 
network. Furthermore, people with higher levels of 
resilience have more social relationships with others, 
often tend to engage in conversations with their friends 
and people around them, and expect to receive more 
support (8,34,35)

Conclusion
The data in this study indicated that psychological 
capital has a significant positive effect on social capital, 
confirming the mediating role of social capital in 
the relationship between psychological capital and 
organizational performance. This is to argue that a 
person who is hopeful about their life and future can 
positively look at life, and is more likely to join official 
social networks and working groups. Moreover, a person 
with a high level of self-efficacy establishes more effective 
relationships with others and develops a higher level of 
self-efficacy. Furthermore, people with a higher degree of 
optimism are more likely to trust people around them and 
establish effective communication with them. In addition, 
resilient people have more extensive relationships with 
other members of the community and other people ask 
them for more support through conversations. 
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