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explores the impact of psychological capital on the expressions of job
misfit and resistance to innovation among corporate employees,
mediated through psychological distress and behavior. The study
involved the distribution of survey questionnaires to 290 IT managers in
Taiwan’s private sector, forming the foundation of the investigation into
job misfits within the IT sector and managerial resistance to innovation
in the Taiwanese industry. Data synthesis was a crucial step in
interpreting the results, and future studies should consider a broader
range of methodologies beyond questionnaires. The study concludes with
several noteworthy recommendations, questions for future research, and
theoretical and practical implications.
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1. Introduction

Person-job misfit, a phenomenon that often goes unnoticed, can significantly impact organization.
Misfit employees, as characterized by Follmer et al. (2018), bring fresh perspectives to the table,
challenging established norms and the status quo. While such individuals cannot be ignored, it is
essential to consider how their unique attributes align with the requirements of their job roles. Job fit,
defined by factors such as knowledge, skills, aptitude, and abilities, plays a pivotal role in determining
an employee’s performance. A misfit between an individual’s skills and job demands can lead to
friction between employees and their superiors, affecting overall organizational performance (Kim et
al., 2020). Recruitment and retention strategies in organizations are increasingly focusing on aligning
employees with job roles where they excel, as (An, 2019) emphasized. Creating a conducive work
environment is crucial for promoting positive attitudes and actions among employees, as Akhtar et al.
(2020) highlighted. However, the interplay between person-environment fit and its influence on
employee innovation and job performance remains underexplored. The significance of employees in
driving innovation, the lifeblood of business success, cannot be overstated (Niesen et al., 2018).
Innovative employees bring new approaches to problem-solving, challenging conventions, pushing
boundaries, and creating new possibilities, all of which contribute to the sustainability and triumph of
organizations.
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The importance of individual and organizational congruence is evident in studies such as that by
Chi et al. (2020), which suggests that employees who share values, personality traits, or other qualities
with their organization or colleagues exhibit higher engagement and commitment. On the contrary, poor
alignment between management and employees can lead to resistance to innovation and change.
Resistance often stems from management’s reluctance to embrace change due to conflicting values or the
disruption it may cause within the established system (Drosos et al., 2021). Coch and French (2018);
Garcia et al. (2007) point out that resistance to innovation typically manifests as a stubborn
unwillingness to adopt new approaches. Employees express their resistance through overt opposition or
covert actions, as observed by Senbeto et al. (2021). Rational development and administration offer
effective strategies for boosting morale and addressing innovation-related issues (Li, 2022). Job strain
and psychosocial factors in the workplace can subject employees ill-suited for management positions to
significant mental stress. The way individuals cope with workplace stress can moderate the link between
job fit and psychological distress (Jun et al., 2019). Consequently, meeting employees’ emotional needs
and addressing their psychological health becomes paramount for enhancing innovative performance (Li,
2022). Studies indicate a strong connection between job dissatisfaction and more severe mental distress
symptoms, underlining the interdependence of employee happiness and mental well-being in the
workplace (Satuf et al., 2018). The perception of fulfillment in one’s work, a sense of empowerment and
mastery over one’s life, plays a vital role in mental health, as acknowledged by Ho et al. (2010).

In today’s globalized business landscape, innovation has become the linchpin for a company’s
success or failure. Increased competition between firms necessitates a constant drive for innovation
(Chaubey et al., 2019). Technological innovation, in particular, is regarded as essential for the survival
of many businesses. However, employees’ fear of job insecurity and the subsequent stress it generates
can impede creativity, a warning sign of potential job-related stress (Kim & Lee, 2021). To mitigate the
negative impact of job-related stress, an individual’s psychological capital comes into play. As a
second-order personality construct, psychological capital encompasses one’s ability to effectively cope
with stress and its disruptive effects in the workplace (Samaninia, 2016). Understanding psychological
capital from both a theoretical and empirical standpoint is imperative (Safavi & Bouzari, 2019). In the
IT sector in Taiwan, for instance, a manager’s optimistic outlook, driven by hard work and persistence,
serves as a form of psychological capital. This positive mindset aids individuals in realistically
assessing their environment and self-regulating, facilitating the overcoming barriers to innovation and
increased workplace engagement (Gan & Yusof, 2018). Intrinsically motivated employees find meaning
and value in their work, perceiving their contributions as directly impacting the world (Khan et al.,
2022). The significance of substantial psychological capital lies in its ability to fuel personal growth,
encourage ambitious thinking, and contribute to the accumulation of financial and material capital
(Tang, 2020).

2. Literature review
2.1 COR Theory and Social Cognitive Theory

Conservation of Resources (COR) Theory, a widely accepted theory of stress response, underpins
the examination of the relationship between stress and innovative problem-solving within the
framework of the Job Demand-Resource Theory (Demerouti et al., 2001). In accordance with COR
Theory, employees strive to safeguard and allocate their resources to harmonize with the organizational
environment. The term “resource” typically denotes elements significantly enhancing individuals® well-
being and facilitating their adaptability to new surroundings. As per the job demand-resources theory,
the tools and resources available in the workplace meet employees’ needs, encompassing factors such
as compensation, advancement opportunities, and benefits. Employees want to encompass values,
goals, interests, and psychological desires (Chi et al., 2020).
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In exploring how social interactions, emotions, and cognitive processes impact individuals who are
ill-suited for their jobs, it is crucial to examine the workings of the human mind during work (Schunk
& DiBenedetto, 2020). Cognitive theory plays a pivotal role in encouraging employees to draw
informed conclusions. Employees engaged in activities that require informed speculation about
outcomes have a heightened probability of experiencing positive surprises when confronted with real-
world scenarios (Otaye-Ebede et al., 2020). When designing educational courses, it is essential to
employ novelty judiciously to maintain student interest, ultimately leading to higher engagement and
retention levels. This utility is underscored through a series of experiments employing a simulated
organizational setting and managerial decision-making scenarios to apply cognitive theory practically.
As part of the causal interactional structure, the research also examines organizational attributes and

belief systems that facilitate or hinder self-regulatory antecedents (Ozyilmaz et al., 2018).

2.2 Person-Job Misfit

The concept of needs-supply fit is rooted in the idea that individuals thrive when their needs and
wants are met in their job environment but struggle when the workplace fails to provide for these needs.
These theories imply that excessive resources may lead to unfavorable outcomes (Berggvist & Tisell,
2022). The “Person-Job Fit” concept encapsulates the alignment between an employee’s personality,
skill set, and an organization’s requirements (Wiegand et al., 2021). Differentiation between low and
high levels of individual and environmental variables and specific types of misfits (excess and
deficiency in the environment) is taken into account (Wiegand et al., 2021). The notion of “misfit
symmetry” suggests that environmental excess and deficiency pose equal challenges. Our research
focuses on the central hypothesis that misfits display asymmetry, and the abundance or scarcity of a
specific factor in one’s work environment significantly influences job satisfaction (Sheehan et al.,
2019). By incorporating person-job misfit into our understanding of interests, we propose that interest
fit is associated with job satisfaction. Two key assertions emerge: first, the enjoyment an individual
experiences typically increases as they transition from a state of deficit to one of alignment. Second, the
impact of this transition on satisfaction is contingent on how the workplace is perceived (Berisha &
Lajci, 2020). Under subjective fit assessments (i.e., self-ratings of person and environment), increasing
interest levels are anticipated to lead to reduced job satisfaction. In contrast, a decrease in job
satisfaction is expected when comparing one’s interests to those specific to a given job (Vogel et al.,
2020). Employee commitment to the organization and their suitability for their roles are pivotal in
determining whether they intend to stay or leave. Compared to the indirect effect mediated by
organizational commitment and job satisfaction, job misfits exert a more direct impact on the intention
to leave (Hirschi & Spurk, 2021).

2.3 Resistance to Innovation Performance

In the workplace, innovation encompasses developing and implementing novel approaches to
enhance productivity for individuals, teams, and the entire organization (Gashema & Kadhafi, 2020).
Organizations need a well-defined innovation strategy to gain a competitive edge that outlines how they
plan to achieve their innovation goals (Chen et al., 2018). Organizational perspectives and their
interactions with the external environment have been recognized as significant impediments to adopting
an innovation strategy. The backing of upper management can enable successful innovation in small
and medium-sized businesses. Managers need to cultivate innovation, recognizing it as a long-term
investment. The benefits of innovation can only be realized when managers anticipate the temporary
decline in output that may occur during the implementation of novel strategies (Maier et al., 2016).
Extensive research has been conducted on change and the strategies to facilitate successful transitions.
Transition curves offer valuable insights into the mechanics of the transition process. Organizational
innovations often enhance organizational performance by reducing transaction and administrative costs,
boosting employee job satisfaction, providing access to non-tradable assets, and reducing supply costs.
However, most innovative approaches encounter significant resistance from staff members.
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Management emphasizes the importance of selecting the right approach to innovation (Drosos et al.,
2021).

Figure 1: Conceptual Model

2.4 Person-job misfit and psychological distress

The workplace stress experience is a complex interplay between organizational factors and
individual interactions with the immediate work environment (Trougakos et al., 2020). A workplace
emphasizing the balance between work, family, and personal responsibilities can be highly
advantageous, allowing individuals to leverage their skills and commitments productively. However,
when employees are burdened with excessive demands, it can lead to role conflict and psychological
stress (Williamson & Perumal, 2021). Employees endowed with a high level of psychological capital
play a pivotal role in enhancing an organization’s resource pool and effectively transforming the
limited resources provided by their employer. This synergy expands the available resources and
amplifies their utility (Cheng et al., 2018). These insights hold significant practical implications for
how companies approach issues such as staffing, training, retention, and motivation. Individuals with
greater emotional stability tend to be more receptive to financial incentives and are more likely to
translate these incentives into positive action within their organizations. Such individuals are often
characterized by their resilience, optimism, hopefulness, and self-assuredness (Plessis & Boshoff,
2018).

The introduction of more autonomy at work can serve as a means for employees to alleviate stress
by attending to their daily needs. Workplace stress levels have surged in recent decades, leading to its
declaration as a global epidemic due to the detrimental impact on individuals’ health, well-being, and
overall quality of life. It is well-established that workplace stress can adversely affect an individual’s
psychological health (Ahmad et al., 2020). Furthermore, the level of stressors experienced by
individuals can shape their perception of these stressors as either obstacles or challenges, influencing
the relationship between stressors and performance. More than personal hindrances, personal
challenges have been associated with enhanced performance, as indicated in a recent study (Muschalla,
2019).

H1: Person-job misfit exhibits a substantial relationship with psychological distress.
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2.5 Person job misfit and resistance to innovation performance

In the pursuit of innovation, numerous factors come into play, and some, such as time constraints
and workplace stress, can act as either catalysts or hindrances. The relationship between stress and
creativity is multifaceted, with findings indicating varied effects. Stress’s influence on creativity is not
one-dimensional; instead, it carries a dual nature, capable of stimulating and impeding employees’
inventiveness (Pollok et al., 2019). Creativity is a composite of innate innovative thinking, along with
one’s intrinsic capabilities, skills, and domain knowledge pertinent to their job responsibilities. When
employees lack the essential skills required for their roles, it inevitably impairs their performance,
creating challenges for themselves and their superiors and colleagues.

Further examination examines how different types of stress, particularly challenge and hindrance
stress, can exert distinct impacts on creative output (Pudjiarti & Hutomo, 2020). Research findings
suggest that factors such as time pressure, interruptions, and excessive workloads can potentially
reduce an employee’s innovative potential by a significant margin, up to 50%. It is well-established that
innovation thrives in environments where individuals are willing to take risks, tackle complex
problems, and think beyond conventional boundaries. Adaptability to new conditions and formulating
effective strategies are pivotal to this process. The inclination to seek enhancements and take proactive
measures in the face of challenges indicates an innovative mindset. However, when employees are
inundated with time constraints and an excessive workload, they tend to rely on established methods
and are less likely to generate novel ideas or alternative approaches to problem-solving (Zeng, 2022).

H2: Person-job misfit demonstrates a noteworthy association with resistance to innovation
performance.

2.6 Mediating Role of Psychological distress

Resistance and incompatibility in workplace interactions hold significant implications for
organizations. Research reveals a noteworthy correlation between the job fit of IT managers in Taiwan
and the degree to which their employees function effectively within the organization (Van Zoonen &
Sivunen, 2022). When individuals grapple with innovation, perceiving themselves as ill-equipped to
respond effectively it can lead to substantial psychological distress. Stress and anxiety escalate when
organizational changes are perceived as threatening, repetitive, and undesirable. Lingering negative
thoughts can weaken one’s capacity to cope with stressful situations, contributing to psychological
distress (Sirois & Owens, 2021). In the workplace, negative emotions and hopelessness are recognized
symptoms of psychological distress, often stemming from job dissatisfaction, the challenge of adapting
to new expectations, and the strain of technological advancements (Bowen et al., 2018). Psychological
distress emanating from internal and external stressors in the workplace can exert a significant impact
on an individual’s mental well-being and even manifest as personality disorders. It is imperative that
interventions aimed at mitigating psychological distress among professionals, particularly among those
with limited experience, focus on work-life boundary permeability and addressing personality conflicts.
A pivotal insight from this study underscores the crucial role of job pressure, both as a direct and
indirect factor, in the genesis of workplace stress (Kagan & Itzick, 2019).

H3: Psychological distress is a mediating factor in the relationship between person-job misfit and
resistance to innovation performance.

2.7 Moderating role of psychological capital
The moderating influence of psychological empowerment is instrumental in enhancing intrinsic

motivation toward task-oriented innovation, contingent upon an employee’s perception of the task’s
relevance, competence, job context, and potential outcomes in their role (Ozturk & Karatepe, 2019). As
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conceptually defined by Luthans et al. (2005), psychological capital represents an individual’s belief in
their abilities and psychological well-being, coupled with an optimistic outlook on their future.
Employees within Taiwan’s IT sector form their perceptions of social support based on their unique
circumstances, often receiving support from superiors as they navigate challenges within the
organization. A myriad of internal and external psychological and personal attributes can guide social
interactions by influencing individuals’ self-regulation and adaptability in response to social cues
(Luthans & Youssef-Morgan, 2017). This notion of “psychological capital,” characterized by elements
such as hope, resilience, efficacy, and optimism, has been examined in the context of innovative
thinking. It has been posited as a resource with a motivational effect that bolsters creativity. Prior
research underscores the motivational mechanisms that underpin creativity, with psychological capital
and its constituents emerging as significant sources of inspiration (Sweetman et al., 2011).

H4: Psychological capital serves as a moderator in the relationship between psychological distress and
resistance to innovation performance.

3. Methodology
3.1 Participants

This study involved managers from prestigious IT firms in Taiwan, although some may have
initially seemed ill-suited for their roles. Prior to participation, all participants received a
comprehensive briefing on the study’s objectives and the psychometric instruments to be utilized. They
were also assured of their identities’ confidentiality and allowed to participate voluntarily. While 310
managers were invited to participate in the study, 290 managers consented to complete the survey,
resulting in a robust response rate of 94%. Permission for the study was obtained from the IT
management. Participation in this research necessitated the completion of questionnaires by the
participants, each of whom provided written consent for their inclusion in the study. The survey was
administered to the managers, who were instructed to complete the provided questionnaire. Self-reports
were used exclusively to assess all indicators. Unless otherwise specified, all scales exhibited a
straightforward factor structure. All variables were measured using a 5-point Likert scale, with
necessary adaptations made to the questionnaire based on established scales. A detailed representation
of the scale can be found in the appendix.

4. Result
Table 1 presents demographic profile information and descriptive statistics concerning the study
sample (N=290) following an initial examination of respondent data. The validation of structural and

measurement models was conducted using SmartPLS3.

Table 1: Demographic profile

Description No. of Responses %

Gender Male 160 55
Female 130 45

Age 25-35 150 52
Above 35 140 48

Qualification BS 180 62
MS 110 38

Table 1 shows that 52% of male IT professionals in Taiwan’s IT firms fall within the age range of
25-35, while 48% are above 35. A substantial 62% of respondents hold a BS qualification, whereas
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38% possess an MS qualification. The gender distribution among IT professionals in Taiwan’s IT firms
reveals that males account for 55%, while females comprise 45% of the sample.

4.1 Measurement model

The data collected from 290 IT firms in Taiwan underwent an initial analysis utilizing PLS-SEM to
assess factor loadings, validity, and reliability. The factor loadings, validity, and reliability of the test
items for the PLS measurement model are displayed in Table 2. Cronbach’s alpha, typically employed
to gauge an item’s internal consistency, exhibited values greater than or equal to 0.70, thus meeting the
recommended threshold (Fornell & Larcker, 1981). Both Cronbach’s alpha and CR values for the
considered variables exceeded 0.70, reinforcing their reliability. The AVE values surpassed 0.50, thus
confirming convergence validity and establishing high reliability (Fornell & Larcker, 1981).
Composite reliability (CR) values were consistently above the 0.70 threshold, ranging from 0.811 to
0.925.

Table 2: Composite reliability, Cronbach’s Alpha and AVE values

Constructs/lItems CA Rho-A CR AVE
Person-job misfit 0.696 0.914 0.811 0.632
Psychological capital 0.844 0.861 0.889 0.616
Resistance to innovation 0.892 0.892 0.925 0.755
performance

Psychological distress 0.796 0.813 0.868 0.622

Note: CR=composite reliability; AVE=average variance extracted; CA= Cronbach’s Alpha

Furthermore, establishing discriminant validity, which signifies “the extent to which a given latent
variable differs from other latent variables,” was deemed crucial (Fornell & Larcker, 1981). After
confirming that all variables met the criteria for reliability and validity, additional research was
conducted for structural analysis. Discriminant validity was reinforced by HTMT values below 1 (Hair
Jr etal., 2020), as highlighted in Table 3.

Table 3: Discriminant validity

PC RIP PS PIM
Person-job misfit 0.795
Psychological capital 0.617 0.785
Resistance to innovation 0.604 0.763 0.869
performance
psychological distress 0.706 0.748 0.670 0.789

4.2 Structural Equation Model

The data analysis reveals a statistically significant correlation between job-person misfit and
psychological distress (B = 0.706, t = 16.180, p = 0.000), affirming the acceptance of H1. Additionally,
a significant correlation is observed between job-person misfit and resistance to innovation
performance (B = 0.160, t =2.260, p = 0.024), supporting the acceptance of H2.
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Table 4: Direct Relation

Original Sample T Statistics P Values  Decision

Person-job misfit ->

psychological distress 0.706 16.180 0.000 Supported
Person-job misfit ->
Resistance to innovation 0.160 2.260 0.024 Supported

performance

4.3 Mediating and Moderating Effect

Further investigation into the relationship between person-job misfit and resistance to innovation
performance, taking psychological distress into account as a mediating variable, still yielded a
significant association (B = 0.097, t = 1.971, p = 0.049). In Table 5, the data also indicates that
psychological capital moderates the relationship between psychological distress and resistance to
innovation performance, supporting the hypothesis (B = 0.187, P = 0.021).

Table 5: Mediating and Moderating Effect

Original

sample (O) T Statistics P Values

Person-job misfit -> psychological distress -

> Resistance to innovation performance 0.097 1.971 0.049
Psychological Distress*Psychological
Capital -> Resistance to Innovation
Performance

0.187 3.176 0.021

5. Discussion

In this study, the term “misfit” pertains to employees who find themselves ill-suited for their roles
in Taiwan’s IT sector, which often translates into resistance to embracing novel ideas and innovations
(Chi et al., 2020). Organizations must continually adapt and implement new practices and procedures in
a rapidly evolving business landscape across various sectors. However, it is not uncommon for
employees to exhibit resistance to change. Many individuals, including managers, favor stability and
the comfort of the familiar in their personal and professional lives. Although routines can be
comforting, change is inevitable, especially in the ever-transforming business world. Companies that
can effectively adapt to new circumstances gain a competitive edge. When organizations make the
mistake of hiring either overqualified or underqualified employees, it can lead to a range of issues,
including prolonged effects and innovation resistance. Job misfits can occur due to overqualification,
underqualification, the pace of change, employee autonomy, and their overall mindset. In the case of IT
professionals, some may have the necessary qualifications but lack a deep understanding of their field,
making them resistant to innovation (Chi et al., 2020). The fear of losing one’s job can often be
attributed to employee resistance to organizational change, as companies must evolve to meet the
demands for increased productivity, reduced waiting times, or improved worker efficiency. Conversely,
many managers who resist innovation can easily find alternative employment within their field if they
face layoffs. These professionals tend to have broader and more supportive networks, which is not
surprising. Those who take unconventional career paths may not achieve the same level of success as
those who follow more traditional routes (Ma et al., 2019). Workplace misfits can significantly benefit
from networking with individuals from diverse backgrounds and industries.

In Taiwan’s IT sector, employees who don’t neatly fit into the traditional mold can positively

impact a company’s growth. These “misfits,” often labeled as rebels or troublemakers, are unafraid to
challenge the status quo and disrupt conventional thinking during meetings. They bring a fresh
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perspective and stimulate the organization to rethink its approach. Innovation is a driving force behind
economic growth, and while it is widely recognized as crucial in today’s competitive business
environment, some will always resist change. This study encourages business leaders to move beyond
their initial resistance to novel ideas and recognize innovation’s pivotal role in propelling their
companies forward. The core focus of this research revolves around corporate IT employees, their
levels of psychological distress, and their psychological capital. In a world without challenges, it is not
easy to imagine the market constantly evolving and rearranging itself, resulting in outliers. Companies
value nurturing a sense of uniqueness and belonging among their employees. The study highlights the
substantial influence of the misfit between employees and their job roles on resistance to risk-taking,
particularly in creative activities. It emphasizes that psychological capital moderates psychological
distress, further underscoring its importance in enhancing innovative performance. Job dissatisfaction is
associated with decreased job fulfillment and increased experiences of depression, anxiety, and anger.
Psychological capital reveals hitherto unrecognized perspectives in the existing literature, ultimately
contributing to the pursuit of the best corporate-fit strategy.

5.1 Implications

The findings of this study underscore the need for further exploration into the factors influencing
both success and resistance to change. These results carry several important implications for practice.
Organizations aspiring to cultivate innovative behaviors among their employees should actively seek
out managers who demonstrate a proclivity for collaboration and teamwork. Psychological criteria can
be effectively utilized to screen out unsuitable candidates for managerial positions. Initiating change,
especially at the outset, demands preparation. Challenges arise when managers and advisors are tasked
with executing these transformative initiatives. Managers need to assume the role of proactive change
agents and effective communication between the executive and average employees. Engaging with
individuals who resist change is a prudent approach for companies. Managers must also be equipped
with the knowledge and skills necessary to establish an environment where employees feel valued, their
voices are heard, and innovative ideas are welcomed and implemented.

Managers can be pivotal in empowering employees to exhibit a sense of psychological agency. This
can be accomplished by setting a personal example of agency, delegating decision-making authority
and resources, and providing timely and constructive feedback. A successful transition to a new
paradigm can be jeopardized if managers are relegated to mere messengers, foretelling a complete
overhaul of established practices without active involvement. Trust within the workforce is crucial, as a
lack of trust can precipitate a decline in organizational performance. To mitigate the adverse impacts of
resistance from management and enhance overall effectiveness in organizations, future research should
concentrate on identifying innovative personality traits among corporate employees and novel
approaches to driving behavioral change.

5.2 Limitations and future research

Before arriving at definitive conclusions, it is essential to consider the limitations of the present
study. The study’s static approach does not account for the dynamic nature of various aspects of a job
or a person, such as job assignments and employee skill development, which can change over time.
This study also cannot predict or investigate how employees will respond to these changes, among
other limitations. Future research should consider incorporating horizontal and vertical field survey
techniques for a more comprehensive examination. Ensuring the reliability and validity of the findings
across different contexts will necessitate more extensive research. To maintain consistency with
previous studies, utilizing questions analogous to those employed in earlier research will help avoid
potential deviations from a same-source strategy. Moreover, including additional variables in future
studies, such as job characteristics, manager-subordinate relationships, external interference, and

workplace strategies, can contribute to a more comprehensive understanding of the subject matter.
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5.3 Conclusion

When devising innovative corporate strategies, organizations can harness psychological capital to
bolster employee motivation and performance. Encouraging employees to voice their concerns actively
can lead to timely resolutions. Giving managers a platform to express their opinions conveys a message
of value and inclusion. This study reveals a positive correlation between management style and
innovative performance with psychological capital. Managers can stimulate the creative thinking of
their teams through various innovative strategies. Ultimately, the support employees receive from their
work environment influences their psychological capital, innovative behaviors, and creative
performance. This study highlights the significance of both direct and indirect job pressures in the
emergence of workplace stress. Several hypotheses were explored in this research, focusing on the
relationships between job dissatisfaction, psychological distress, resistance to change, and
psychological capital. A key finding is the impact of job resource support and employee job
engagement on managerial resistance behavior. The presence of psychological capital acts as a buffer,
safeguarding psychological well-being against the adverse effects of job dissatisfaction.

180



H-X, Li, et al. / Journal of Digitovation and Information System 03 (02) 171 — 185

References

Ahmad, S. N. A., Mohamed Saladin Abdul Rasool, Farah Shazlin Johari, & Isa, N. A. M. (2020). The Mediating
Effect of Psychological Strain between Person-Job Fit and Employees” Wellbeing. European Journal of
Molecular & Clinical Medicine, 7(6), 2403-2415.

Akhtar, M. W., Syed, F., Husnain, M., & Naseer, S. (2019). Person-organization fit and innovative work behavior:
The mediating role of perceived organizational support, affective commitment and trust. Pakistan Journal
of Commerce and Social Sciences (PJCSS), 13(2), 311-333.

An, S.-H. (2019, 2019/05/27). Employee Voluntary and Involuntary Turnover and Organizational Performance:
Revisiting the Hypothesis from Classical Public Administration. International Public Management
Journal, 22(3), 444-469. https://doi.org/10.1080/10967494.2018.1549629

Bergqvist, O., & Tisell, K. (2022). Who gets hired? : A qualitative study on how person-job fit and person-
organization fit factors apply to the employee selection process in small finance companies [Student thesis,
DiVA. http://urn.kb.se/resolve?urn=urn:nbn:se:liu:diva-186422

Berisha, G., & Lajci, R. (2020). Fit to last? Investigating how person-job fit and person-organization fit affect
turnover intention in the retail context. Organizations and Markets in Emerging Economies, 11(2), 407-
428.

Bowen, P., Govender, R., Edwards, P., & Cattell, K. (2018, 2018/03/04). Work-related contact, work—family
conflict, psychological distress and sleep problems experienced by construction professionals: an
integrated explanatory model. Construction Management and Economics, 36(3), 153-174.
https://doi.org/10.1080/01446193.2017.1341638

Chaubey, A., Sahoo, C. K., & Khatri, N. (2019). Relationship of transformational leadership with employee
creativity and organizational innovation. Journal of Strategy and Management, 12(1), 61-82.
https://doi.org/10.1108/JSMA-07-2018-0075

Chen, Z., Huang, S., Liu, C., Min, M., & Zhou, L. (2018). Fit between Organizational Culture and Innovation
Strategy: Implications for Innovation Performance. Sustainability, 10(10), 3378.
https://doi.org/10.3390/s5u10103378

Cheng, T.-M., Hong, C.-Y., & Yang, B.-C. (2018, 2018/03/01/). Examining the moderating effects of service
climate on psychological capital, work engagement, and service behavior among flight attendants. Journal
of Air Transport Management, 67, 94-102. https://doi.org/10.1016/j.jairtraman.2017.11.009

Chi, N.-W., Fang, L.-C., Shen, C.-T., & Fan, H.-L. (2020). Detrimental Effects of Newcomer Person-Job Misfit on
Actual Turnover and Performance: The Buffering Role of Multidimensional Person-Environment Fit.

Applied Psychology, 69(4), 1361-1395. https://doi.org/10.1111/apps.12225

Coch, L., & French, J. R. (2018). Overcoming resistance to changel. In Organizational Innovation (pp. 271-292).
Routledge.

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-resources model of
burnout. Journal of Applied Psychology, 86(3), 499-512. https://doi.org/10.1037/0021-9010.86.3.499

Drosos, D., Kyriakopoulos, G., Gkika, E. C., Komisopoulos, F., Skordoulis, M., & Ntanos, S. (2021). Managing
Change and Managerial Innovation towards Employees Satisfaction at Workplace. TEM Journal, 10(2).

Follmer, E., Talbot, D., Kristof-Brown, A., Astrove, S., & Billsberry, J. (2018). Misfit: what do you do when you
can’t be yourself at work? LSE Business Review.

Fornell, C., & Larcker, D. F. (1981, 1981/02/01). Evaluating Structural Equation Models with Unobservable
Variables and Measurement Error. Journal of Marketing Research, 18(1), 39-50.
https://doi.org/10.1177/002224378101800104

Gan, J. L., & Yusof, H. M. (2018). The Influence of Psychological Capital on Organizational Citizenship
Behaviour: A Review Paper. International Journal of Education, Psychology and Counseling, 03(20), 23-
31.

Garcia, R., Bardhi, F., & Friedrich, C. (2007). Overcoming consumer resistance to innovation. MIT Sloan
management review, 48(4), 82.

Gashema, B., & Kadhafi, M. I. (2020, 12/05). Advancing employee’s innovative work behaviors in the workplace:

181


https://doi.org/10.1080/10967494.2018.1549629
http://urn.kb.se/resolve?urn=urn:nbn:se:liu:diva-186422
https://doi.org/10.1080/01446193.2017.1341638
https://doi.org/10.1108/JSMA-07-2018-0075
https://doi.org/10.3390/su10103378
https://doi.org/10.1016/j.jairtraman.2017.11.009
https://doi.org/10.1111/apps.12225
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1177/002224378101800104

H-X, Li, et al. / Journal of Digitovation and Information System 03 (02) 171 — 185

The role of transformational leadership, positive psychological capital and effort-reward fairness. Bussecon
Review of Social Sciences (2687-2285), 2(1), 13-26. https://doi.org/10.36096/brss.v2il1.178

Hair Jr, J. F., Howard, M. C., & Nitzl, C. (2020, 2020/03/01/). Assessing measurement model quality in PLS-SEM
using confirmatory composite analysis. Journal of Business Research, 109, 101-110.
https://doi.org/10.1016/j.jbusres.2019.11.069

Hirschi, A., & Spurk, D. (2021, 2021/06/01/). Ambitious employees: Why and when ambition relates to
performance and organizational commitment. Journal of Vocational Behavior, 127, 103576.
https://doi.org/10.1016/j.jvb.2021.103576

Ho, M. Y., Cheung, F. M., & Cheung, S. F. (2010, 2010/04/01/). The role of meaning in life and optimism in
promoting well-being. Personality and Individual Differences, 48(5), 658-663.
https://doi.org/10.1016/j.paid.2010.01.008

Jun, D., O’Leary, S., McPhail, S. M., & Johnston, V. (2019). Job strain and psychological distress in office
workers: The role of coping. Work, 64(1), 55-65. https://doi.org/10.3233/PWOR-192968

Kagan, M., & ltzick, M. (2019, 2019/01/02). Work-related factors associated with psychological distress among
social workers. European Journal of Social Work, 22(1), 30-42.
https://doi.org/10.1080/13691457.2017.1357021

Khan, J., Ali, A, Saeed, I., Vega-Mufioz, A., & Contreras-Barraza, N. (2022, 2022-July-22). Person—Job Misfit:
Perceived Overqualification and Counterproductive Work Behavior [Original Research]. Frontiers in
Psychology, 13. https://doi.org/10.3389/fpsyg.2022.936900

Kim, D. G., & Lee, C. W. (2021). Exploring the Roles of Self-Efficacy and Technical Support in the Relationship
between Techno-Stress and Counter-Productivity. Sustainability, 13(8), 4349.
https://doi.org/10.3390/su13084349

Kim, T.-Y., Schuh, S. C., & Cai, Y. (2020). Person or Job? Change in Person-Job Fit and Its Impact on Employee
Work Attitudes over Time. Journal of Management Studies, 57(2), 287-313.
https://doi.org/10.1111/joms.12433

Li, C. (2022, 2022/07/07). Psychological Factors and Innovation Performance of Scientific and Technological
Personnel: The Mediating Role of Proactive Behavior and the Moderating Role of Organizational Support.
Scientific Programming, 2022, 5886648. https://doi.org/10.1155/2022/5886648

Luthans, F., Avolio, B. J., Walumbwa, F. O., & Li, W. (2005). The Psychological Capital of Chinese Workers:
Exploring the Relationship with Performance. Management and Organization Review, 1(2), 249-271.
https://doi.org/10.1111/j.1740-8784.2005.00011.x

Luthans, F., & Youssef-Morgan, C. M. (2017, 2017/03/21). Psychological Capital: An Evidence-Based Positive
Approach. Annual Review of Organizational Psychology and Organizational Behavior, 4(1), 339-366.
https://doi.org/10.1146/annurev-orgpsych-032516-113324

Ma, B., Liu, S., Lassleben, H., & Ma, G. (2019). The relationships between job insecurity, psychological contract
breach and counterproductive workplace behavior. Personnel Review, 48(2), 595-610.
https://doi.org/10.1108/PR-04-2018-0138

Maier, D., Maftei, M., Kepler, T., & Maier, A. (2016). Study on the organizational resistance to innovation.
International Business Information Management Association (IBIMA) 27th IBIMA Conference,

Muschalla, B. (2019, 09/01). Capacity-Job-Fit: Operationalisation of the psychological person-job-fit with the
Mini-ICF-APP capacity dimensions. Praxis Klinische Verhaltensmedizin und Rehabilitation, 32, 251-256.

Niesen, W., Van Hootegem, A., Vander Elst, T., Battistelli, A., & De Witte, H. (2018, Jan 4). Job Insecurity and
Innovative Work Behaviour: A Psychological Contract Perspective. Psychol Belg, 57(4), 174-189.
https://doi.org/10.5334/pb.381

Otaye-Ebede, L., Shaffakat, S., & Foster, S. (2020, 2020/10/01). A Multilevel Model Examining the Relationships
Between Workplace Spirituality, Ethical Climate and Outcomes: A Social Cognitive Theory Perspective.
Journal of Business Ethics, 166(3), 611-626. https://doi.org/10.1007/s10551-019-04133-8

Ozturk, A., & Karatepe, O. M. (2019, 2019/02/17). Frontline hotel employees’ psychological capital, trust in
organization, and their effects on nonattendance intentions, absenteeism, and creative performance.
Journal of Hospitality Marketing & Management, 28(2), 217-239.
https://doi.org/10.1080/19368623.2018.1509250

182


https://doi.org/10.36096/brss.v2i1.178
https://doi.org/10.1016/j.jbusres.2019.11.069
https://doi.org/10.1016/j.jvb.2021.103576
https://doi.org/10.1016/j.paid.2010.01.008
https://doi.org/10.3233/PWOR-192968
https://doi.org/10.1080/13691457.2017.1357021
https://doi.org/10.3389/fpsyg.2022.936900
https://doi.org/10.3390/su13084349
https://doi.org/10.1111/joms.12433
https://doi.org/10.1155/2022/5886648
https://doi.org/10.1111/j.1740-8784.2005.00011.x
https://doi.org/10.1146/annurev-orgpsych-032516-113324
https://doi.org/10.1108/PR-04-2018-0138
https://doi.org/10.5334/pb.381
https://doi.org/10.1007/s10551-019-04133-8
https://doi.org/10.1080/19368623.2018.1509250

H-X, Li, et al. / Journal of Digitovation and Information System 03 (02) 171 — 185

Ozyilmaz, A., Erdogan, B., & Karaeminogullari, A. (2018, 2018/03/01). Trust in organization as a moderator of
the relationship between self-efficacy and workplace outcomes: A social cognitive theory-based
examination. Journal of Occupational and Organizational Psychology, 91(1), 181-204.
https://doi.org/10.1111/joop.12189

Plessis, M. D., & Boshoff, A. B. (2018). The role of psychological capital in the relationship between authentic
leadership and work engagement. SA Journal of Human Resource Management, 16(1), 1-9.
https://doi.org/10.4102/sajhrm.v16i0.1007

Pollok, P., Liittgens, D., & Piller, F. T. (2019, 2019/07/01). How Firms Develop Capabilities for Crowdsourcing to
Increase Open Innovation Performance: The Interplay between Organizational Roles and Knowledge
Processes. Journal of Product Innovation Management, 36(4), 412-441.
https://doi.org/10.1111/jpim.12485

Pudjiarti, E. S., & Hutomo, P. T. P. (2020). Innovative work behaviour: An integrative investigation of person-job
fit, person-organization fit, and person-group fit. Business: Theory and Practice, 21(01), 39-47.
https://doi.org/10.3846/btp.2020.9487

Safavi, H. P., & Bouzari, M. (2019, 2019/04/01/). The association of psychological capital, career adaptability and
career competency among hotel frontline employees. Tourism Management Perspectives, 30, 65-74.
https://doi.org/10.1016/j.tmp.2019.02.001

Samaninia, S. (2016). The Impact of Job Stress on Employee Creative Performance in the Hospitality Industry:
The Moderating Effect of Psychological Capital A Study of Frontline Hotel Employees in North Cyprus
Eastern Mediterranean University (EMU)-Dogu Akdeniz Universitesi (DAU)].

Satuf, C., Monteiro, S., Pereira, H., Esgalhado, G., Marina Afonso, R., & Loureiro, M. (2018, 2018/04/03). The
protective effect of job satisfaction in health, happiness, well-being and self-esteem. International Journal
of Occupational Safety and Ergonomics, 24(2), 181-189. https://doi.org/10.1080/10803548.2016.1216365

Schunk, D. H., & DiBenedetto, M. K. (2020, 2020/01/01/). Motivation and social cognitive theory. Contemporary
Educational Psychology, 60, 101832. https://doi.org/10.1016/j.cedpsych.2019.101832

Senbeto, D. L., Hon, A. H. Y., & Law, R. (2021, 2022/08/01). Organizational Cultures Determine Employee
Innovation in Response to Seasonality: Regulatory Processes of Openness and Resistance. Journal of
Hospitality & Tourism Research, 46(6), 1122-1146. https://doi.org/10.1177/10963480211011629

Sheehan, C., Tham, T. L., Holland, P., & Cooper, B. (2019). Psychological contract fulfilment, engagement and
nurse professional turnover intention. International Journal of Manpower, 40(1), 2-16.
https://doi.org/10.1108/1JM-08-2017-0211

Sirois, F. M., & Owens, J. (2021, 2021-January-28). Factors Associated With Psychological Distress in Health-
Care Workers During an Infectious Disease Outbreak: A Rapid Systematic Review of the Evidence
[Systematic Review]. Frontiers in Psychiatry, 11. https://doi.org/10.3389/fpsyt.2020.589545

Sweetman, D., Luthans, F., Avey, J. B., & Luthans, B. C. (2011, 2011/03/01). Relationship between positive
psychological capital and creative performance. Canadian Journal of Administrative Sciences / Revue
Canadienne des Sciences de I'Administration, 28(1), 4-13. https://doi.org/10.1002/cjas.175

Tang, J.-J. (2020, 2020-May-19). Psychological Capital and Entrepreneurship Sustainability [Perspective].
Frontiers in Psychology, 11. https://doi.org/10.3389/fpsyg.2020.00866

Trougakos, J. P., Chawla, N., & McCarthy, J. M. (2020). Working in a pandemic: Exploring the impact of
COVID-19 health anxiety on work, family, and health outcomes. Journal of Applied Psychology, 105(11),
1234-1245. https://doi.org/10.1037/apl0000739

Van Zoonen, W., & Sivunen, A. E. (2022, 2022/07/04). The impact of remote work and mediated communication
frequency on isolation and psychological distress. European Journal of Work and Organizational
Psychology, 31(4), 610-621. https://doi.org/10.1080/1359432X.2021.2002299

Vogel, R. M., Rodell, J. B., & Sabey, T. B. (2020). Meaningfulness misfit: Consequences of daily meaningful
work needs—supplies incongruence for daily engagement. Journal of Applied Psychology, 105(7), 760-770.
https://doi.org/10.1037/apl0000464

Wiegand, J. P., Drasgow, F., & Rounds, J. (2021, 2021/03/01/). Misfit matters: A re-examination of interest fit and
job satisfaction. Journal of Vocational Behavior, 125, 103524. https://doi.org/10.1016/j.jvb.2020.103524

183


https://doi.org/10.1111/joop.12189
https://doi.org/10.4102/sajhrm.v16i0.1007
https://doi.org/10.1111/jpim.12485
https://doi.org/10.3846/btp.2020.9487
https://doi.org/10.1016/j.tmp.2019.02.001
https://doi.org/10.1080/10803548.2016.1216365
https://doi.org/10.1016/j.cedpsych.2019.101832
https://doi.org/10.1177/10963480211011629
https://doi.org/10.1108/IJM-08-2017-0211
https://doi.org/10.3389/fpsyt.2020.589545
https://doi.org/10.1002/cjas.175
https://doi.org/10.3389/fpsyg.2020.00866
https://doi.org/10.1037/apl0000739
https://doi.org/10.1080/1359432X.2021.2002299
https://doi.org/10.1037/apl0000464
https://doi.org/10.1016/j.jvb.2020.103524

H-X, Li, et al. / Journal of Digitovation and Information System 03 (02) 171 — 185

Williamson, M. K., & Perumal, K. (2021). Exploring the consequences of person—environment misfit in the
workplace: A qualitative study. SA Journal of Industrial Psychology, 47, 1798.
https://doi.org/10.4102/sajip.v47i0.1798

Zeng, Z. (2022, 2022-June-21). Impact of Status quo and Resistance to Innovation on the Failure of Detection and
Prevention Strategies of Drugs Control Committee in Malaysia [Original Research]. Frontiers in
Psychology, 13. https://doi.org/10.3389/fpsyg.2022.922785

184


https://doi.org/10.4102/sajip.v47i0.1798
https://doi.org/10.3389/fpsyg.2022.922785

H-X, Li, et al. / Journal of Digitovation and Information System 03 (02) 171 — 185

Person-Job Misfit

There needs to be a better fit between what my job offers me and what | am looking for in a job.
The attributes | look for in a job could be fulfilled better by my present job.

The job I currently hold only gives me about everything | want from a job.

(Huang et al., 2019)

Psychological Distress

I was intolerant of anything that kept me from getting on with what I was doing.
| felt that | was rather touchy.

I found it difficult to relax.

| felt that | was using a lot of nervous energy.

(Samaninia, 2016)

Psychological Capital

I feel confident in analyzing a long-term problem to find a solution.

| feel confident contacting people outside the company (e.g., suppliers, customers) to discuss problems.
Although supervisor assigns me an extra job which | never had done it, | still believe in my ability that
I can do it.

If I have to face with bad situation, I believe that everything will change to be better.

I am confident in my performance that | can work under pressure and challenging circumstances.
(Samaninia, 2016)

Resistance to Innovation Performance
Coming up with new ideas.

Working to implement new ideas.
Finding improved ways to do things.
Creating better processes and routines
(Gupta et al., 2022)
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