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Abstract 
The study investigates the influence of Psychological Capital (PsyCap) and Workplace Diversity (WD) on Employee Performance (EP) in Namibian State-Owned Enterprises (SOEs), exploring both direct effects and the mediating role of WD. Utilising a post-positivist philosophy, quantitative approach and explanatory research design, data were collected through google forms administered to 350 employees across various Namibian SOEs via stratified convenience sampling. The relationships between PsyCap, WD, and EP were analysed using SmartPLS-SEM, including mediation analysis. Grounded in Social Cognitive Theory (SCT), the research revealed that PsyCap, comprising self-efficacy, optimism, hope and resilience, significantly enhances EP, with WD further amplifying this effect. The findings underscore the importance of fostering both psychological resources and inclusive work environments to optimise performance outcomes. Theoretical contributions include extending SCT by highlighting the interplay between personal and environmental factors in shaping EP. Practically, the study suggests that integrating PsyCap development with diversity initiatives can yield synergistic effects leading to a resilient and high performing workforce. However, limitations such as the study’s explanatory design, reliance on self-reported data, and focus on Namibian SOEs suggest the need for future research employing longitudinal methods, objective performance metrics, and broader organisational contexts. These insights offer valuable guidance for managers and policymakers aiming to enhance employee performance and promote sustainable growth within SOEs.
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1. Introduction
In today’s dynamic and competitive business environment, understanding the factors that drive employee performance (EP) is crucial for organisational success. State-Owned Enterprises (SOEs) play a pivotal role in many economies, including Namibia, contributing significantly to employment and economic growth. SOEs in Namibia, like their counterparts worldwide, face unique challenges that require effective strategies to enhance employee productivity and overall organisational performance. Understanding the factors that influence EP is essential for enhancing organisational effectiveness and achieving strategic objectives (Nduati & Wanyoike, 2022; Soni & Renu, 2017. Among various factors, influencing EP, psychological capital (PsyCap) and workplace diversity (WD) have emerged as a critical determinant. One factor gaining increasing attention in organisational research is PsyCap, a construct encompassing positive psychological resources such as hope, optimism, resilience, and self-efficacy (Luthans and Youssef-Morgan, 2017; Choi, Noe and Cho, 2020). PsyCap has been linked to improved job satisfaction (Alutaya and Guhao Jr., 2023), performance (Witasari and Gustomo, 2020), and overall employee well-being (Rabenu, Yaniv and Elizur, 2017; Ravikumar, 2023) in various organisational contexts. Recent studies have highlighted the importance of PsyCap in various organisational settings, demonstrating its positive effects on EP and overall organisational effectiveness (Nduati & Wanyoike, 2022; Soni & Renu, 2017. Moreso, WD has also emerged as a critical factor in contemporary organisational research, reflecting the variety of differences among people in an organisation, including race, gender, age, and cultural background (Toe, 2022; Shrestha, 2021). WD can contribute to enhanced creativity, innovation, and problem-solving capabilities within organisations, as diverse teams bring varied perspectives and experiences to the table. Moreover, diversity can foster a more inclusive and supportive work environment, enhancing employee satisfaction and engagement (Toe, 2022; Alutaya and Guhao Jr., 2023). As an independent variable, WD directly influences EP by creating a more dynamic and inclusive organisational culture. As a mediating variable, diversity can enhance the effects of PsyCap on performance, as diverse teams may better influence their collective psychological resources. However, the influence of WD on PsyCap and EP remains an area that warrants further exploration. Thus, the primary objective of the study is to investigate how PsyCap and WD independently and in combination influence EP within the Namibian SOEs, while also examining the mediating role of WD in the relationship between PsyCap and EP. Through this exploration, the study aims to provide valuable insights into the dynamics of human capital and diversity management within the context of Namibia’s public sector organisations. Examining these relationships, the study seeks to offer empirical evidence and practical recommendations for enhancing EP through strategic investment in PsyCap and fostering an inclusive and diverse workplace.

2. Literature review
The study of PsyCap and WD has garnered significant attention in organisational research due to their profound effects on EP. PsyCap, encompassing positive psychological resources such as self-efficacy, hope, optimism, and resilience, has been linked to enhanced employee attitudes and behaviours (LupŞa and VÎrgĂ, 2020; Cenciotti et al., 2022). Similarly, WD, which includes a range of demographic and cognitive differences among employees, is increasingly recognised as a critical factor influencing organisational outcomes (Obamiro, Kumolu-Johnson and Ngwamaj, 2019; Nwahanye and Dze, 2021). This literature review aims to synthesise existing research on the interplay between PsyCap, WD, and EP, highlighting key findings and identifying gaps in the current understanding within the context of SOEs in Namibia.

2.1	Background theory
This study is grounded in Social Cognitive Theory (SCT), which provides a comprehensive framework for understanding how individual behaviours, cognitive processes, and environmental factors interact to influence performance outcomes. Proposed by Albert Bandura, SCT emphasises the role of observational learning, self-efficacy, and reciprocal determinism in shaping human behaviour (Bandura, 1986). Within the context of this study, SCT offers valuable insights into how PsyCap and WD interact to influence EP. PsyCap with its dimensions, aligns with the core tenets of SCT by highlighting the importance of self-belief and positive psychological resources in achieving performance goals (Luthans, Bruce J Avolio, et al., 2007). Employees with high PsyCap are more likely to exhibit enhanced performance as they possess the confidence, motivation, and perseverance necessary to overcome challenges and achieve success. Furthermore, SCT underscores the significance of the social environment in shaping individual behaviours and attitudes. WD, representing the inclusion of individuals from diverse backgrounds and perspectives, can enhance the social and observational learning opportunities within an organisation (Wood and Bandura, 1989). Diverse teams bring varied experiences and viewpoints, fostering a rich environment for observational learning and cognitive stimulation. This, in turn, can enhance the overall PsyCap of employees by providing them with a broader range of role models and reinforcing positive behaviours and attitudes (Graham and Wright, 2021). Integrating SCT with the concepts of PsyCap and WD, this study aims to explore the intricate dynamics that influence EP within Namibian SOEs. The reciprocal relationship between individual cognitive processes and the social environment, as posited by SCT, provides a robust theoretical foundation for understanding how PsyCap and WD collectively influence performance outcomes. This theoretical framework not only supports the examination of direct effects but also highlights the potential mediating role of WD in enhancing the influence of PsyCap on EP.

2.2	Empirical studies
2.2.1	PsyCap and EP
Research on PsyCap has gained prominence in organisational psychology and management, exploring its crucial role in enhancing employee well-being and performance. Studies examine the relationship between PsyCap and EP across diverse sectors, shedding light on various dimensions of this association. Rehman et al. (2017) found that PsyCap had a positive impact on performance and a negative impact on burnout among faculty members in Pakistan. Similarly, LupŞa and VÎrgĂ (2020) highlighted the positive effect of PsyCap on health and performance, with burnout acting as a mediator. Susworo (2017) revealed a positive correlation between interpersonal communication, PsyCap, and EP in the banking sector in Indonesia. Xu et al. (2016) showed that an expanded PsyCap model, integrating flow experience, exhibited stronger predictive power on EP among R&D employees in China. Darvishmotevali and Ali (2020) found that PsyCap acted as a buffer against the negative effects of job insecurity on subjective well-being and job performance. Santos et al. (2018) demonstrated a positive relationship between cultural, social, and PsyCap and individual job performance in Brazil, emphasising the significance of investing in these areas to enhance performance. These studies contribute to understanding the positive influence of PsyCap on performance outcomes across various sectors. They highlight the importance of organisational investment in developing employees’ PsyCap to enhance performance. While the literature provides valuable insights, it also presents limitations. Many studies relied on cross-sectional designs (Zhuwao et al., 2019; Jing, Li and Lu, 2021), limiting causal inference. Additionally, self-report measures and publication bias may affect findings (Nwahanye and Dze, 2021), and the lack of longitudinal studies restricts understanding over time. Despite these limitations, the empirical literature underscores the importance of PsyCap in driving EP and informs future research directions in this area.

2.2.2	WD and EP
WD has emerged as a significant focus in organisational research due to its potential to influence EP and overall company success. Empirical studies across various industries and regions offer insights into the relationship between WD dimensions and EP. Karwal and Tandon (2021) found a positive association between age, gender, ethnicity, and educational diversity with EP in IT companies. Sundari (2018) also demonstrated a positive relationship between WD and EP in the IT sector. However, Bor's (2018) study in Kenya’s banking sector emphasised gender and cultural diversity as significant predictors of EP, highlighting the importance of embracing diversity across industries. Mekasha’s (2020) examination of workforce diversity in Save the Children Ethiopia highlighted age diversity as a significant predictor of EP, while educational diversity yielded mixed findings across studies. Mushtaque et al. (2021) found a significant positive correlation between various diversity dimensions and EP in commercial banks in Pakistan, echoing the idea that workforce diversity positively influences performance. In contrast, conflicting findings exist regarding age diversity's impact on EP. Gowrishankar and Kanagaraj (2017) suggested a positive effect, while Kebede (2017) found no significant relationship. Similarly, educational diversity presented mixed findings, with some studies demonstrating a positive relationship and others finding no significant impact. Overall, empirical studies collectively underscore the potential benefits of fostering WD in enhancing EP. However, research gaps exist, including the need for broader studies across industries and countries, considering multiple diversity dimensions simultaneously, and exploring practical implications for diversity management strategies. Understanding the impact of WD dimensions is crucial for creating inclusive environments that optimise EP.

2.2.3	PsyCap, WD, and EP
The literature extensively explores the intricate relationships among PsyCap, WD, and EP within organisational settings. Gleichmann and Etikariena (2021) and Newman et al. (2018) delve into how WD influences organisational performance, encompassing dimensions such as age, gender, ethnicity, religion, and educational background. Gleichmann and Etikariena (2021) emphasise the moderating role of age diversity in the link between PsyCap and work engagement. Sealome and Chipunza (2020) study in Nigeria reveals the positive impact of WD on EP, moderated by demographic factors. However, Joseph and Selvaraj (2015) findings in Singapore suggest the context-specific nature of diversity’s effects on performance. Nwahanye and Dze (2021) study in Nigerian SMEs identifies gender and educational background diversity as significant contributors to EP, mediated by organisational performance. Moreover, Newman et al. (2018) and Osman‐Gani et al. (2013) explore the relationships between religiosity, spirituality, diversity climate, and employee attitudes, highlighting the importance of creating inclusive workplaces. These studies emphasise the nuanced dynamics between WD dimensions, PsyCap, and EP, urging further research to deepen understanding and inform organisational strategies for maximising performance in diverse environments.

2.3 	Research model and hypotheses development
The research model of this study is designed to investigate the intricate relationships between PsyCap, WD and EP within Namibian SOEs. In this study, PsyCap and WD are explored as independent variables influencing EP, with WD also serving as a mediator between PsyCap and EP, and EP as the dependent variable. It posits four key hypotheses: firstly, that employees with higher levels of self-efficacy, optimism, hope and resilience are likely to perform better. Secondly, the model proposes that individuals with strong PsyCap contribute to a more inclusive and diverse workplace. Thirdly, it highlights the benefits of a diverse work environment in enhancing performance outcomes. Lastly, it suggests that the presence of a diverse workforce strengthens the positive influence of PsyCap on EP. This framework underscores the importance of fostering both psychological resources and diversity to optimise employee performance in organisational settings. By integrating these elements, the study aims to provide a comprehensive understanding of the factors that drive EP in Namibian SOEs, offering valuable insights for enhancing organisational effectiveness and promoting a supportive and productive work environment.
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Figure 1: Research model

As depicted in Figure 1, this study hypotheses as follows.
H1: PsyCap positively influence EP within Namibian SOEs.
H2: PsyCap positively influence WD within Namibian SOEs.
H3: WD positively influence EP within Namibian SOEs.
H4: WD mediates the relationship between PsyCap and EP within Namibian SOEs.

3. Methods
This study adopts a post-positivist philosophy and employs a quantitative approach, using a Google Form survey to investigate the effects of PsyCap and WD on EP within SOEs in Namibia (Maksimović and Evtimov, 2023). An explanatory research design was utilised to clarify the effects of PsyCap and WD on EP in Namibian SOEs (Creswell and Creswell, 2018). To achieve the research objectives, data relevant to the influence of PsyCap and WD on EP and the mediating effect of WD on the PsyCap and EP relationship in SOEs were collected through a structured questionnaire administered to participants.

3.1	Research Participants
The study population comprised a varied group of employees from all hierarchical levels, within participating SOEs in Namibia. With a total population of 850 and based on Krejcie and Morgan (1970) tables guidelines, a sample size of 265 was deemed appropriate. Stratified convenience sampling was employed to categorise SOEs into service rendering, financial, and regulatory sectors. Within each sector, representative SOEs were selected using a simple random sampling technique. Participants from these SOEs were then chosen through convenience sampling, considering their availability and willingness to participate (Yang, Kim and Song, 2020). The final sample included 350 respondents from the participating SOEs, providing a sufficient basis for generalisability and broader inference drawing from the study’s findings. 
The demographic breakdown of respondents reveals that out of the total, 152 (40.6%) were male, 198 (56.5%) were female, and 10 (3%) identified as LGBTQ+. Regarding age distribution, 46 (13.1%) fell into the 20–29 age group, 130 (37.1%) were aged 30–39, 135 (38.6%) were between 40–49, and 39 (11.1%) were aged 50-59. The majority (75.7%) of respondents were aged between 30 and 49. Regarding educational qualifications, 23 (6.6%) held high school certificates, 189 (54%) possessed bachelor's and honours degrees, 25 (7.1%) held certificates, 65 (18.6%) had master’s degrees, and 48 (13.7%) had ordinary diplomas. Concerning job positions, 12 (3.4%) were executive management staff, 95 (27.1%) were middle managers, 21 (6%) were senior managers, and 222 (63.4%) were general staff in the participating SOEs. In terms of work experience, 95 (27.1%) had 1-5 years, 124 (35.4%) had 6-10 years, 82 (23.4%) had 11-15 years, and 49 (14%) had over 16 years of experience.

3.2	Measures
An explanatory research design was employed, utilising a structured questionnaire to gather data from participating SOEs in Namibia. The questionnaire comprised several sections: the first section encompassed seven demographic items, while the subsequent sections included the “PsyCap Assessment”, “WD Evaluation”, and “EP Assessment”. The PsyCap Assessment utilised the PsyCap Questionnaire (PCQ) Scale developed by Luthans et al. (2007), consisting of twelve items organized into four sub-scales (Choi, Noe and Cho, 2020). WD was evaluated using the WD Questionnaire (WDQ), adapted from Elsaid (2012) and Zhuwao (2017), featuring thirty items across five sub-scales. Lastly, the EP Assessment employed the Employee Work Performance Questionnaire (EWPQ), adapted from Bekele et al. (2019), comprising ten items to assess performance quality. These instruments were chosen thoughtfully to ensure comprehensive data collection aligned with the study’s objectives, facilitating a systematic and structured approach to gathering data from research participants (Creswell and Creswell, 2018). Likert-type rating scales with a 5-point scale (‘1–strongly disagree’ to ‘5–strongly agree’) were utilised in each assessment section to measure these variables in the participating SOEs in Namibia.

3.3	Ethical considerations
In conducting this study, rigorous adherence to ethical guidelines in social science research was maintained. Measures were taken to ensure the confidentiality and anonymity of both the respondents and the participating SOEs. Before distributing the questionnaires via Google Forms, ethical clearance was secured from the National Commission on Research, Science, and Technology (NCRST), through the International University of Management (IUM). Permission letters were also obtained from each participating SOE. Furthermore, the cover page of the research instrument included a section for respondents to provide their informed written consent, thereby ensuring their voluntary participation and understanding of the study’s aims and procedures. 

3.4	Data Analysis Procedures
The analysis of the quantitative data collected from respondents was performed using both descriptive and inferential statistics. Initially, the data was downloaded in a CSV (comma-delimited) file format. This CSV file was then imported into SmartPLS version 4 (Ringle, Da Silva and Bido, 2014) for comprehensive analysis. Descriptive statistical analyses were conducted to summarise the data, followed by inferential statistics to test the hypotheses. The psychometric properties of the research instrument were assessed, and partial least squares structural equation modelling (PLS-SEM) was employed for the path analysis illustrated in Figure 2 (Hair et al., 2017). To evaluate the psychometric properties of the scales used, measures such as Cronbach’s alpha coefficient, composite reliability (CR), average variance extracted (AVE), the square root of AVE, and the Fornell-Larcker Criterion were utilised.

4.	Results
The analysis for this study involved conducting an exploratory factor analysis (EFA), the findings of which are detailed in Table 1. To ensure the validity of the latent variables, convergent and discriminant validity were assessed. Convergent and discriminant validity were established by removing specific items from the PsyCap questionnaire (H2, H3, Op1, Re1, Re3, SE3), the WD Questionnaire (AD3, AD4, AD5, AD6, EB1, EB2, EB6, ETH2, ETH4, ETH5, GD3, GD4, GD5, GD6, RD1, RD2, RD3, RD4, RD5, RD6), and the Work Performance Questionnaire (EP5, EP6, EP7, EP9). Table 1 presents the factor loadings for the 22 latent variables, as well as the reliability and validity of the scales measuring the influence of PsyCap and WD on EP in the participating SOEs in Namibia.

4.1	Reliability and Convergent Validity 
Table. 1 presents the reliability and convergent validity of the reflective latent variables. Factor loadings ranged from 0.648 to 0.837, indicating strong associations between the indicators and their respective latent variables. The reliability analysis revealed high internal consistency for the measured constructs. To confirm convergent validity, the AVE should exceed 0.5 according to Hair et al. (2019). In this study, the AVE values reported surpass this threshold, indicating robust convergent validity. The assessment of convergent validity for reflective latent variables involved analysing the AVE, corroborated by composite reliability coefficients ranging between 0.501 and 0.560. PsyCap, comprising hope, optimism, resilience, and self-efficacy, demonstrated a Cronbach’s alpha of 0.816, surpassing the acceptable threshold of 0.7. Moreover, the composite reliability coefficient of 0.826 and average variance extracted (AVE) of 0.518 indicated strong reliability and convergent validity. Similarly, WD, encompassing age, educational background, ethnicity, and gender diversities, exhibited a Cronbach's alpha of 0.890, reflecting strong internal consistency. The composite reliability coefficient of 0.893 and AVE of 0.501 further affirmed the reliability and convergent validity of this construct. Furthermore, EP yielded a Cronbach’s alpha of 0.840, suggesting high internal consistency. The composite reliability coefficient of 0.848 and AVE of 0.560 underscored the reliability and convergent validity of the EP measure. These findings indicate that the measurement scales employed in the study were reliable and captured a substantial portion of the variance within their respective constructs, enhancing the credibility of the research outcomes.

Table 1. Reliability and convergent validity of the reflective latent variables
	Latent Variable
	Indicator
	Loading
	VIF
	Mean
	SD
	Cronbach's Alpha
	CR
	AVE

	Hope
	H1
	0.649
	1.466
	4.131
	0.724
	


0.816
	


0.826
	


0.518

	Optimism
	Op2
Op3
	0.713
0.710
	2.161
2.117
	4.481
4.481
	0.679
0.703
	
	
	

	Resilience
	Re2
	0.738
	1.647
	4.009
	0.669
	
	
	

	
Self-efficacy
	
SE1
SE2
	
0.740
0.764
	
1.727
1.669
	
3.940
4.308
	
0.695
0.655
	
	
	

	
Age Diversity
	
AD1
AD2
	
0.708
0.735
	
2.009
2.193
	
3.732
3.459
	
1.100
1.149
	






0.890
	






0.893
	






0.501

	

Educational Background
	
EB3
EB4
EB5
	
0.678
0.755
0.718
	
1.630
2.038
1.800
	
3.541
3.473
3.386
	
1.090
1.006
0.914
	
	
	

	

Ethnic Diversity
	
ETH1
ETH6
ETH3
	
0.667
0.693
0.698
	
1.911
1.739
2.025
	
2.989
3.556
3.299
	
1.272
1.000
1.122
	
	
	

	
Gender Diversity
	
GEN1
GEN2
	
0.675
0.748
	
2.086
2.401
	
3.399
3.422
	
1.189
1.159
	
	
	

	


EP
	
EP1
EP10
EP2
EP3
EP4
EP8
	
0.822
0.648
0.760
0.837
0.734
0.668
	
2.456
1.430
1.853
2.387
1.720
1.429
	
4.063
4.254
4.382
4.179
4.211
4.302
	
0.858
0.729
0.651
0.791
0.684
0.649
	


0.840
	


0.848
	


0.560


Note: SD = standard deviation, CR = composite reliability, AVE = average variance extracted.
Source: Own Survey (2023).

4.1.1 Discriminant validity
The discriminant validity of the latent variables was assessed using the Fornell-Larcker criterion, as shown in Table. 2. According to this criterion, the square root of the AVE for each latent variable (diagonals in bold) should be greater than the highest correlation with any other latent variable to establish discriminant validity (Fornell and Larcker, 1981). The results indicate that the square root of the AVE for EP is 0.748, for PsyCap is 0.720, and for WD is 0.708, all of which are higher than the correlations with other constructs in their respective rows and columns. Specifically, the correlation between EP and PsyCap is 0.438, between EP and WD is 0.468, and between PsyCap and WD is 0.231, which are all lower than the square roots of their respective AVEs. This confirms that the latent variables exhibit adequate discriminant validity, indicating that each construct is distinct from the others. Additionally, the collinearity evaluation of predictors shows no multicollinearity issues, ensuring the reliability of the structural model. These findings affirm that the latent variables are well-defined and distinct, reinforcing the validity of the constructs used in this study.

Table 2. Discriminant validity of latent variables and collinearity evaluation of predictors
	Discriminant validity of latent variables by Fornell–Larcker’s criterion

	Latent Variable
	EP
	PsyCap
	WD

	EP 
	0.748
	 
	 

	PsyCap 
	0.438
	0.720
	 

	WD 
	0.468
	0.231
	0.708


	Note: Diagonals in bold are the square roots of AVE.

4.1.2 Discriminant validity evaluation for the reflective variables by HTMT criterion
The discriminant validity of the reflective variables was assessed using the Heterotrait-Monotrait ratio (HTMT) criterion as shown in Table. 3. The internal consistency of the measurement scales used in this study was evaluated through Cronbach's alpha coefficients for the latent variables, which ranged from 0.816 to 0.893. Since all scales measuring the reflective latent variables produced Cronbach’s alpha coefficients above the threshold of 0.7, they were considered reliable. The results, presented in the HTMT matrix, indicate that all HTMT values are below the recommended threshold of 0.85 (Henseler, Ringle and Sarstedt, 2015), thereby confirming satisfactory discriminant validity. Specifically, the HTMT value between EP and PsyCap is 0.525, between EP and WD is 0.527, and between PsyCap and WD is 0.248. These values demonstrate that the constructs are distinct from one another, supporting the robustness and validity of the measurement model employed in this study. This finding reinforces the reliability of the results, ensuring that each latent variable captures unique aspects of the constructs being measured.

Table 3. Discriminant validity evaluation for the reflective variables by HTMT criterion
	Heterotrait-monotrait ratio (HTMT) - Matrix
	EP
	PsyCap
	WD

	EP
	 
	 
	 

	PsyCap
	0.525
	 
	 

	WD
	0.527
	0.248
	 


	Source: Own Survey (2023)

4.1.3 Collinearity Evaluation Between Predictor Constructs
Table. 4 presents the collinearity evaluation between the predictor constructs, assessed using Variance Inflation Factor (VIF) scores. VIF values help detect multicollinearity, which occurs when predictor variables in a regression model are highly correlated, potentially inflating the variance of coefficient estimates and destabilising the model (Senaviratna & Cooray, 2019). In this study, the VIF scores for the relationships among the latent variables are: PsyCap to EP (1.056), PsyCap to WD (1.000), and WD to EP (1.056). These values are well below the commonly accepted threshold of 3.3 (Becker et al., 2015; Hair, Babin and Krey, 2017), indicating that multicollinearity is not a concern. The low VIF scores suggest that the predictor constructs (PsyCap and WD) do not exhibit problematic levels of collinearity, allowing for confident interpretation of their relationships with EP. This enhances the robustness and reliability of the model’s findings, confirming that the predictor constructs independently contribute to explaining the variance in EP within the context of Namibian SOEs.
Table. 4. Collinearity evaluation between the predictor constructs by inner VIF values
	Latent Variables
	VIF

	PsyCap -> EP
	1.056

	PsyCap -> WD
	1.000

	WD -> EP
	1.056



4.1.4 Model Fit Indices
The evaluation of the model fit for both the saturated and estimated models indicates satisfactory results, as shown in Table 5 above. The Standardised Root Mean Square Residual (SRMR) value is 0.076 for both models, which is the threshold of 0.08, indicating a good fit (Hu and Bentler, 1999). The d_ULS and d_G values, which measure the discrepancy between the observed and predicted covariance matrices, are both 1.454 and 0.422, respectively, suggesting that the model accurately represents the data. The chi-square value for both models is 843.798, reflecting the overall fit of the model, though its significance is affected by sample size. The Normed Fit Index (NFI) is 0.762 for both models, indicating an acceptable fit, as values closer to 1.0 denote a better fit (Bentler and Bonett, 1980). Overall, these indices suggest that the model has an acceptable fit, adequately representing the relationships among the latent variables in the study.
Table 5. The model fit indices summary demonstrating the model accuracy.
	Model fit
	Saturated model
	Estimated model

	SRMR
	0.076
	0.076

	d_ULS
	1.454
	1.454

	d_G
	0.422
	0.422

	Chi-square
	843.798
	843.798

	NFI
	0.762
	0.762


	Source: Own Survey (2023)

Based on the results depicted in Figure 2, the study found significant relationships among PsyCap, WD, and EP within Namibian SOE. Firstly, PsyCap was found to have a direct positive influence on EP (β=0.349, p<0.001, n = 350) and WD (β=0.231, p<0.001, n = 350). This suggest that higher levels of self-efficacy, optimism, hope, and resilience among employees contribute not only to improve performance but also to foster WD. Secondly, WD itself significantly enhances EP (β=0.387, p<0.001, n = 350), highlighting the beneficial effect of a diverse workforce on overall performance outcomes. Importantly, PsyCap was also found to indirectly enhance EP through its positive influence on WD (β=0.090, p<0.001, n = 350), underscoring the mediating role of diversity in amplifying the performance benefits associated with psychological resources. These findings emphasise the strategic importance of developing PsyCap and implementing effective diversity initiatives to cultivate a productive and inclusive organisational environment in Namibian SOEs.
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Figure. 2:  PsyCap, WD, and EP. 
Source: Emerged from statistical analysis (2023).

4.2	Direct and Indirect Effects of Key Latent Variables
Table. 6 outlines the direct and indirect effects of key latent variables, highlighting the relationships among PsyCap, WD, and EP. The analysis confirms the support for all proposed hypotheses.

Table 6. Direct and Indirect effects of key latent variables.
	[bookmark: _Hlk168769361]Hyp.
	Direct effect
	O
	M
	SD
	T Stat
	P Values
	Decision

	H1
	PsyCap->EP
	0.349
	0.351
	0.069
	5.066
	0.000
	Supported

	H2
	PsyCap->WD
	0.231
	0.241
	0.054
	4.305
	0.000
	Supported

	H3
	WD -> EP
	0.387
	0.390
	0.051
	7.560
	0.000
	Supported

	H4
	PsyCap->WD -> EP
	0.090
	0.093
	0.022
	4.082
	0.000
	Supported


Source: Survey (2023).

5. 	Discussion
The main goal of the study was to examine how PsyCap and WD influences EP as well as how WD mediates the relationship between PsyCap and EP in Namibian SOEs. The study focused on understanding both the direct effect of PsyCap on EP and the indirect influence through WD, offering a thorough insight into factors influencing EP within the distinctive organisational and cultural environment of Namibian SOEs. The discussion of findings in this study further integrates insights from existing empirical research on PsyCap, WD, and EP to explain their complex interrelationships within Namibian SOEs. Research on PsyCap consistently demonstrates its positive influence on EP across diverse sectors globally, supporting the findings of this study (Xu, Chen and Huang, 2016; Rehman et al., 2017; Susworo, 2017; LupŞa and VÎrgĂ, 2020). These studies underscore PsyCap’s role in enhancing employee well-being and performance, highlighting its relevance in organisational settings. However, limitations such as explanatory research designs and reliance on self-report measures suggest caution in causal interpretations and highlight the need for longitudinal studies to establish robust relationships over time.
Similarly, the literature on WD reveals significant correlations between diversity dimensions and EP across various industries and geographic contexts (Gowrishankar and Kanagaraj, 2017; Kebede, 2017; Bor, 2018; Mekasha, 2020; Karwal and Tandon, 2021; Mushtaque et al., 2021). While diversity, including age, gender, ethnicity, and educational background, generally enhances organisational performance, conflicting findings on specific diversity dimensions suggest context-specific impacts and the need for nuanced approaches to diversity management. This study contributes by affirming the positive influence of WD on EP within Namibian SOEs, reinforcing the strategic importance of cultivating diverse and inclusive workplaces to optimise performance outcomes. Moreover, the integrated examination of PsyCap and WD in relation to EP underscores their complementary roles in organisational effectiveness (Osman‐Gani, Hashim and Ismail, 2013; Joseph and Selvaraj, 2015; Sealome and Chipunza, 2020; Gleichmann and Etikariena, 2021; Nwahanye and Dze, 2021). The mediating effect of WD on the relationship between PsyCap and EP emphasises the amplifying effects of diversity initiatives on performance outcomes, providing a nuanced understanding of organisational dynamics. These findings call for strategic investments in both psychological resources and diversity management practices to foster inclusive environments that drive sustainable organisational success in Namibian SOEs and beyond.

5.1	Theoretical implications
The findings of this study have significant theoretical implications, particularly in the context of SCT, which served as the theoretical foundation for this research (Bandura, 1986). SCT posits that personal factors, behavioural patterns, and environmental influences interact dynamically, shaping individual behaviour and performance outcomes (Wood and Bandura, 1989). In this study, PsyCap represents the personal factors, WD embodies the environmental influences, and EP reflects the behavioural outcomes. The significant positive relationship between PsyCap and EP aligns with SCT’s emphasis on the role of self-efficacy, optimism, hope, and resilience, key components of PsyCap in driving performance (Udin and Yuniawan, 2020). This underscores SCT’s assertion that individuals with higher personal resources are better equipped to achieve positive outcomes. Moreover, the mediating role of WD (indirect effect) highlights the importance of environmental factors in SCT (Wood and Bandura, 1989; Udin and Yuniawan, 2020; Wadhwa, 2022). Moreover, the positive influence of PsyCap on WD and the subsequent enhancement of EP, illustrate how supportive and inclusive environments can amplify the effects of personal resources. These results extend SCT by demonstrating that the interplay between personal factors (PsyCap) and environmental influences (WD) is crucial for optimising behavioural outcomes (EP) (Wafula and Susan, 2018; Muange and Kiptoo, 2020). They suggest that interventions aimed at enhancing PsyCap and fostering a diverse workplace can create a synergistic effect, leading to improved performance. This reinforces SCT’s proposition that behaviour is a function of the continuous reciprocal interaction between cognitive, behavioural, and environmental determinants. The study’s findings thus provide empirical support for SCT, illustrating its applicability in organisational settings and offering a nuanced understanding of how personal and environmental factors collaboratively influence EP in Namibian SOEs.

5.2	Practical implications 
The results of this study offer several practical implications for managers, organisational leaders, human resource practitioners and policymakers within Namibian SOEs and similar organisational contexts. Organisations should invest in programs aimed at enhancing PsyCap among employees, such as training focused on building self-efficacy, optimism, hope, and resilience, which can lead to a more motivated and high-performing workforce. Additionally, fostering WD is crucial, and can be achieved through diversity training, inclusive hiring practices, and policies promoting equity and inclusion, thereby harnessing the benefits of a diverse environment to improve performance outcomes. Integrating PsyCap development with diversity initiatives can create a synergistic effect, suggesting that team-building activities promoting both psychological strengths and appreciation of diversity can be highly effective. Implementing support systems, such as mentorship programs, peer support networks, and regular feedback mechanisms, can further sustain high levels of PsyCap and ensure a supportive, inclusive workplace culture. Policymakers should consider the dual importance of PsyCap and WD when formulating policies to improve EP in SOEs, mandating regular PsyCap training and enforcing diversity and inclusion standards to institutionalise these initiatives. Lastly, organisations should establish metrics to monitor the effectiveness of PsyCap and diversity initiatives, enabling regular assessments to track progress, identify areas for improvement, and ensure the desired performance outcomes are achieved. By implementing these strategies, organisations can enhance individual EP, foster a dynamic and resilient workforce, and achieve greater organisational success in the competitive landscape of Namibian SOEs.

5.3	Limitations and future research 
While this study provides valuable insights into the roles of PsyCap and WD in influencing EP within Namibian SOEs, several limitations should be acknowledged. First, the explanatory research design of the study limits the ability to infer causality. Longitudinal studies would be beneficial to better understand the causal relationships among PsyCap, WD, and EP over time. Second, the reliance on self-reported measures for PsyCap and EP may introduce common method bias, as respondents might overestimate or underestimate their abilities and performance. To enhance validity, future studies could incorporate objective performance metrics and multi-source feedback. The study’s focus on SOEs in Namibia, specifically within certain sectors and tiers, limits the generalisability of its findings to other organisational types and geographical contexts. Future research should aim to replicate and expand upon these findings across diverse organisational settings to validate their applicability. Furthermore, while this study explored WD as a mediator, it did not extensively investigate potential moderators or alternative mediation pathways. Investigating these aspects could provide deeper insights into the mechanisms underlying the relationships between PsyCap, WD, and EP. Additionally, incorporating objective performance measures, such as supervisor ratings or organisational metrics, would enhance the validity and reliability of the findings by reducing reliance on self-reported data. Finally, investigating these aspects could provide deeper insights into the mechanisms underlying the relationships between PsyCap, WD, and EP. Addressing these limitations and pursuing these future research directions will contribute to a more comprehensive understanding of how organisational factors influence employee performance and inform strategic interventions in human resource management and organisational development.

6. Conclusion
This study highlights the significant roles of PsyCap and WD in influencing EP within Namibian SOEs. The findings revealed that PsyCap positively influences EP both directly and indirectly through WD, emphasising the need for organisations to invest in developing psychological resources and fostering inclusive work environments. By enhancing attributes such as self-efficacy, optimism, hope, and resilience, organisations can not only improve individual performance but also contribute to creating a diverse and dynamic workplace that further boosts overall performance. The theoretical implications rooted in SCT confirm that the interaction between personal factors and environmental influences is crucial for optimising employee outcomes. Practically, the study suggests that integrating PsyCap development with diversity initiatives can create a synergistic effect, enhancing EP more effectively than focusing on either strategy alone. Managers and policymakers should prioritise strategies that build PsyCap and promote diversity to achieve substantial performance gains. Despite the valuable insights, the study has several limitations, including the explanatory design, reliance on self-reported measures, and limited generalizability due to the specific sample. Future research should address these limitations by employing longitudinal designs, incorporating objective performance metrics, and exploring a more diverse range of industries and cultural contexts. Fostering PsyCap and WD as complementary strategies holds significant potential for enhancing EP in Namibian SOEs. By implementing these strategies, organisations can cultivate a resilient, high-performing, and inclusive workforce, ultimately leading to greater organisational success and effectiveness, and promoting sustainable growth within SOEs.
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