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Abstract: Adaptive Performance Behaviour, the focus of this study, has receive much attention
as new workplace demands require flexible employees who are tolerant of uncertainties and
can successfully perform in dynamic, competitive environments. This study examines the
relevance of psychological capital on adaptive performance behaviour in the context of young
professionals in the Malaysian service sector. Adaptive performance behaviour is highly
relevant in firms where the business models and management are volatile due to technological
or market evolution and environmental changes. In addition, the study also examines how
psychological capital can enhance adaptive performance behaviour. Data will be collected
from 103 young professionals in the Malaysian service sectors via survey questionnaire
adopted from related literature and interviews from practitioners. Purposive sampling is a
technique which involves the researcher choosing sampling units based on existing, scientific
knowledge or the researcher’s professional judgement. The sampling frame of this study
includes all young professionals within the service sectors listed in the Federation of
Manufacturing Malaysia Industry (FMM) directory 50th edition. The data collected will be
analysed using structural equation modelling via Smart PLS. Self Determination Theory is used
as the underpinning theory for this study as this theory offers a well-supported
conceptualization which proposes that motivation is best represented by conceptually distinct,
yet complementary, types of behavioral regulations experienced by individuals to varying
degrees.
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Introduction

Performance is the behaviour of employees that can be observed in their jobs in relevance to
the goals of the organization (Tyler, Wolters & Brien, 2017). In the organizational context,
performance is the most important concept and it could be quantified through four components,
namely, task, interpersonal, dedicative, and adaptive performance behaviour (Zhang, Zhang,
Song & Gong, 2016). The focus of this study is on adaptive performance behaviour as it reflects
the need to clearly address employees’ adaptability to the changes in work environment
(Abukhait & Bani-Melhem. Shamsudin, 2019). Currently at the global level there is volatility,
uncertainty, complexity and ambiguity, where technology and strategies are changing rapidly
(McGregor & Doshi, 2015). At the individual level, adaptive performance behaviour can
facilitate positive outcomes such as enhanced performance capability and career success
(Shoss, Witt & Vera, 2011). This would lead to organizational outcomes such as organizational
learning and coping with changing customer expectations (Dorsey, Cortina & Luchman 2010).

Existing studies (Alessandri, Consiglio, Luthans & Borgogni, 2018; Choi, Noe & Cho, 2019;
Tuzln, Cetin & Basim, 2018), believes that, there is a strong correlation between Psychological
Capital (Psycap) and job performance of employees in organization. Moreover, the constant
evolving of socioeconomic and technological environment highlighted the need for
organizations to constantly adapt. Organizational change transforms the organization from a
present state to another state in the efforts to achieve greater effectiveness. PsyCap represents
a positive psychological state where hope, optimism, self-efficacy, and resilience are designed
to improve individual and organizational performance (Georgiou, Nikolaou & Turban, 2019).

The concept of PsyCap is recognized to be a management concept that contributes to individual
achievement of high level of performance within an organization. The PsyCap concept is a
product of growing interests in the studies of organizational behavior based on positive
psychology (Mathew, 2015), which involve positive elements of hope, optimism, self-efficacy,
and resilience which acts as motivational factors.

Literature review

The term “employee performance” refers to results in the sense of work achievement of exerted
efforts under requisite of the job (Pradhan & Jena, 2017). Performance evaluation is often the
focus when the discussion of performance management is at play. However, the whole process
of performance management expands onto more complex structures such as organizational
policies, practices, and design features that are interdependently generating employees with
good performance scores (Turner, 2020). Such complexity mirrors the configurational approach
of strategic human resources management that promotes the patterns of HR activities as crucial
in fulfilling organizational objectives in contrast to individual activities which serves to fulfil
mostly self-physiological needs.

Wihler, Meurs, Wiesmann, Troll, & Blickle (2017), pointed out that the factors suggested by
researches of adaptive performance behaviour can be easily integrated as subfactors into an
eight-component taxonomy, forming a hierarchical description of the latent structure of
performance adaptive behaviour. However, Park et al. (2019), has also noted that an important
adaptive performance behaviour component not included in the original model that would be a
genuine addition to the taxonomy is one dealing with how well individuals adapt to new
conditions or job requirements. The eight dimensions of adaptive performance behaviour
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included handling emergencies or crisis situations, handling work stress, solving problems
creatively, dealing with uncertain and unpredictable work situations, learning work tasks,
technologies, and procedures, demonstrating interpersonal adaptability, demonstrating cultural
adaptability, and demonstrating physically oriented adaptability.

Adaptive Performance Behaviour for Job-Relevant Changes

Due to the multi-faceted nature of the construct of performance, it has been recommended that
studies address dimensions identified by Koopmans et al. (2011), one of which is adaptive
performance behaviour. The presence of all dimensions of performance in an analysis within
the organizational setting would significantly aid in developing a more solid comprehensive
theory of performance. Adaptive performance behaviour is a subset of ‘work role performance’
that revolves around maintaining or enhancing performance in times of experiencing or
anticipating job-relevant changes through attaining and amending job-relevant knowledge,
skills and strategies (Carpini, Parker & Griffin, 2017).

There is a fine line distinguishing task performance and adaptive performance behaviour. Task
performance places focus in day-to-day performance on specific job tasks while adaptive
performance behaviour is focused on the receptiveness to shifts in job requirements (Aclkg6z
& Latham, 2019). Yusof, Ani, Razak & Aziz, (2018), defined adaptive performance behaviour
as behaviour that demonstrates the capability of the individual to adjust to change and transfer
learning from one task to another within the change paradigm.

Change is the only constant and an ever-present reality in modern organizations where
adaptation is vital (Gil-Garcia, Guler, Pardo & Burke, 2019). Multiple forces within the era of
globalisation have contributed to the pressure that calls for adaptive change from the
organizations and their employees. The most impactful contributor to this pressure is
undeniably technological change, as could be seen from the dependency upon computers in
nearly every contemporary working environment. This dependence displays a significant
requirement of adaptive behaviour especially from a generation growing up without the
presence of computers. With the pace where software and hardware continuously undergo
evolutions and improvement, technological adaptation has become a continual part of modern
work. This continuous change in technology comes with the demand for employees to
constantly learn new systems (Richard & Mckee, 2019).

Over the years, there has been a number of pandemics faced by countries across the globe and
the most recent pandemic faced on a global scale would be COVID-19 (Abodunrin & Oloye,
2020). The on-going pandemic has forced millions to confine themselves in their homes and
restrict general movement in public vicinities. A massive number of businesses are forced to
close, and many people are not able to work remotely due to the natures of their jobs
(Brynjolfsson, Collis & Eggers, 2019).

Advantages of Adaptive Performance Behaviour
Fifteen years of research has led to unanimity with regards to the core of adaptive performance
behaviour which is coping with change at all levels (individual, team and organizational).
Despite the unanimity in the definition of the construct, the conceptualization and quantification
(measurement methods), still remain an unresolved issue (Stasielowicz, 2019)
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Newer job requirements keep being added, and proactivity transcends from being an added
advantage into a requirement among workers as they are expected to come up with new ways
to accomplish a task. This would lead to an impact to the organizational results regardless of
the job they do. There have been numerous studies that attempted to identify individual
differences leading to successful adaptive performance behaviour in each individual (Park &
Park, 2019). The need to acquire new skills and adapt to it has significantly grown as modern-
day work environments and performance demands are increasingly becoming more nuanced
(Bell, Tannenbaum, Kevin Ford, Noe & Kraiger, 2017).

Adaptive Performance Behaviour Scope

Adaptive performance behaviour is commonly addressed through the scope of general factors
catering to how different individuals cope with change (Rousseau & Aubé, 2020). It has been
agreed that adaptive performance behaviour most likely comprise of many elements (Rousseau
& Aubé, 2020). Diamantidis & Chatzoglou (2019), found that employees working in job
environments where job-related demands constantly increase are much more likely to develop
enhanced performance as well as environmental dynamism. Both these factors affect an
employee’s adaptability.

Unpredictability is imminent in daily lives, whether at work or in private lives which makes it
crucial to develop the capability to overcome problems should the routine solutions fail.
Behavioural reactions towards changed learning or work situations have been used to generally
define performance adaptation and has been examined since the end of the 20th century
(Stasielowicz, 2020). According to Carpini et al. (2017), adaptive performance behaviour
revolves around how employees manage with work tasks that change. Song & Thompson
(2018), identified individual dimensions such as motivation, professional experiences,
cognitive ability, and personality to impact individual job performance in changing
environments. A latter study by Kirchknopf (2020), found self-esteem, decision making speed
and simplicity, and openness to experience as predictors of adapting to change.

Determination of Psychological Capital (PsyCap)

The amount of time spent at work has come to a point that an individual’s work- life has
considerably influenced their personal well-being. PsyCap theory presented by Luthans has
provided a fresh perspective in analysing employees’ career success (Luthans et al., 2019). In
a study by Nguyen & Ngo (2020), PsyCap was found to have an incremental effect on job
satisfaction and organizational commitment in comparison to human and social capital.
Psychological capital (PsyCap) is described as a positive psychological state of development
(Luthans et al., 2019). Conceptualised as a higher-order construct, PsyCap represents the shared
variance of four constructs: hope, efficacy, resilience, and optimism (Luthans et al., 2019).

Initially, PsyCap was conceptualized as an individual resource. However, research has
suggested that PsyCap could also be a group phenomenon with each of the HERO (hope,
efficacy, resilience, and optimism) construct that forms PsyCap to be applicable at the collective
level (Alessandri et al., 2018). It was also found that PsyCap is positively associated to a variety
of employee attitudinal, behavioural, and performance outputs (Luthans & Youssef-Morgan,
2017).
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PsyCap symbolizes an important psychological resource constructed off the dimensions of
hope, optimism, resilience and self-efficacy (Luthans et al., 2019). Each of these dimensions
carry a certain degree of impact towards work success, in such a way that hope aids in
motivational drive required to be successfully accomplished at work, optimism catalyses
positive approach towards work, self-efficacy is associated with the mobilization of resources
required for successful task accomplishment and resilience is closely associated with
perseverance in the face of adversity (Nguyen & Luu, 2019).

The Development of Service Industry
Though changes are happening in all sectors of the economy, the services industry has proven
itself to be one of the main economic builders in today’s competitive and dynamic environment
(Carrese, 2020). Urbanization, privatization and increasing demand for intermediate and final
consumer service has led to the growth of the service industry. Due to this, the services industry
has evolved to be one of the main key drivers for the development of the global economy.

From the Asian perspective, the advancement of the service sector of the economy is seen to be
a product of digitalization and the growth of new technology. The integration between the two
is deemed to be the key to the success of ASEAN from the economic standpoint. According to
Yong, Lim & llankoon, (2019), it is projected that the service industry in Malaysia will have a
6.2% growth on a year-on-year (y-o0-y) basis in 2020 in comparison to 6.1% in 2019. This
projection makes the service sector the fastest-growing sector in the Malaysian economy.
Closing in on 62% of the labor force, the service sector dominated Malaysia’s employment rate
in 2019.

The Young Professionals

Young professionals have been deemed to be most flexible, highly professional and more IT
savvy compared to professionals from other generations (Khodakarami & Dirani, 2020). With
accessibility of services and response time being the major factors driving sales, especially in
the service industry, many businesses are increasingly relying on young professionals to define
best practices in service management technology and customer experience (Sunshine, 2019).
The maturation and integration of the young professionals into the workforce has seen massive
changes in how businesses operate. From the financial sectors significant shift and reliance on
digital assets management to professional sports franchises utilisation of real time data and
statistics to influence player conditioning, the young professionals are adapting the traditional
approaches and drivers of engagement to the new technological realities of the 21st century. In
addition to that, the contributions of young employees are vital, so vital that these young
professionals shall become the drivers of the industry, namely service industry, in the years to
come (Bombiak & Marciniuk-Kluska, 2019).

Methodology

The main objective of this study is conducted is to propose a model in order to identify
perceptions of young professionals in the Malaysian service industry on the concept of
psychological capital, or PsyCap and adaptive performance. It also aims to assess and measure
the levels of adaptive performance as well as determining the impact of PsyCap on adaptive
performance. Sampling methods classified as non-probability includes judgement sampling,
which will be implemented in the current study. Judgement sampling, or purposive sampling is
a technique which involves the researcher choosing sampling units based on existing, scientific
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knowledge or the researcher’s professional judgement. In other words, the technique requires a
group of experts with knowledge on the particular area of research (Ramayah,Lee, and Boey
2010).
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