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The survival of employees and the
growth of various organizations around the
world are largely dependent on employee well-
being (Spreitzer & Porath, 2012). Therefore, it
is important to note that companies and
employees are mutually dependent, with
employees serving as important assets for
organizational growth and sustainability
(Ramadhany et al, 2013; Wardani et al,, 2023;
Wardani & Amaliah, 2020; Wardani &
Firmansyah, 2021). According to a previous
study, the smooth functioning of companies is
contingent on the presence and dedication of
employees. Meanwhile, these employees
depend on the organization as the primary
source of livelihood and income, facilitating the
provision of support to their families. This
indicates that employees represent invaluable
assets for companies, necessitating reciprocal
treatment from organizations to ensure their
well-being. This, in turn, can facilitate optimal
work performance and foster positive
contributions from the workforce.

Indonesia is currently navigating a
transitional phase amid the ongoing COVID-19
pandemic, demanding individuals to adaptto a
new way of life. Companies must also be
prepared to face various forms of change,
including increased business targets during the
pandemic. A senior economist from the Institute
for Development of Economics and Finance
(INDEF) emphasized the importance for
organizations to adjust their business projects

despite the widespread of the virus in Indonesia.
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Moreover, the government is set to implement
a new regulation known as the “New Normal”
This indicates that business projects mustadapt
to the demands of this pandemic situation
(Sulaeman, 2020).

For example, sectors involved in service-
oriented businesses continue to experience
increased targets and additional responsibilities
even amid the pandemic. Consequently, the
achievement of these targets is majorly
dependent on the contribution of employees.
This study surveyed employees in several
corporate sectors in the Greater Jakarta area,
including the industries, commerce, service,
education, military, civil service, and
telecommunications. The results revealed that
efforts to achieve work targets were higher
during the pandemic. Employees find
themselves compelled to explore innovative
solutions to achieve business objectives. This
situation has triggered negative emotions, such
as fatigue, psychological stress, and concern
about health risks, which negatively impact
well-being.

According to Zheng et al. (2015),
employee well-being encompasses the overall
sense of wholeness experienced by employees
in their personal lives and with family
members. At work, it involves various work-
related aspects, including job satisfaction,
positive feelings, emotions, compensation,
benefits, and protection from the company.
Furthermore, Zheng et al. (2015) stated that it

had three dimensions, namely life, workplace,
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and psychological well-being. Life well-being
is an integral part of employee welfare and
related to personal experiences with family
members (Page & Vella-Brodrick, 2013; Stoia,
2018; Wardani & Noviyani, 2021; Wulandari &
Wardani, 2021). The workplace dimension
consists of work-related elements,
compensation, benefits, labor protection,
logistics service, management style, and work
arrangements (Ip, 2009; Spence Laschinger et
al, 2011; Thiruchelvi & Supriya, 2012). Ryff
(1989) divided psychological well-being into
six main dimensions, including self-acceptance,
positive relationships with others, controlling
the environment, having a purpose in life and
growth, self-development, and autonomy.

Several factors contribute to the
demanding nature of work, particularly during
the new normal period. A crucial aspect is the
necessity for employees to perform at their
highest level to achieve well-being. Moreover,
individuals with high levels of self-esteem, self-
control, and self-awareness can effectively
overcome various difficulties and challenges,
such as increasing company goals. The
presentation of a strong commitment to
achieving well-being can lead to the eligibility
of employees for promotion. These values are
encompassed in the concept of core self-
evaluation.

The concept of core self-evaluation
refers to the extent to which employees
perceive themselves as effective and capable

of controlling the environment, as well as the
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overall self-satisfaction (Judge et al, 2003).
Furthermore, it elucidates the belief held by
employees who exhibit behavioral indicators
of competencies and abilities, enabling them to
overcome any challenge, persistin the pursuit
of success, and maintain a good outlook on life
(Kammeyer-Mueller et al, 2009; Wardani &
Anisa, 2021).

Judge et al. (1998) suggested that core
self-evaluation was based on four dimensions,
including self-esteem, generalized self-efficacy,
locus control, and neuroticism. Self-esteem
refers to the overall value that individuals place
on themselves as humans (Risnawati et al,
2021; Rosopa et al, 2019; Sharma & Misra,
2017). Furthermore, generalized self-efficacy
evaluates the extent to which people can do
things in various situations (Li et al, 2014;
Wardani, Depati et al, 2022). Neuroticism tends
to have a negative cognitive or explanatory
style and focuses on self-related aspects
(Gardner & Pierce, 2010; Judge & Bono, 2001;
Stumpp etal, 2010). Locus of control is a belief
about the causes of events in a person’s life and
emphasizes the need for self-confidence in
controlling the outcome (Anwar & Wardani,
2021; Atika & Wardani, 2021; Prasetya et al,
2021; Rosopa et al, 2019; Tyler et al, 2020;
Wardani, Sholihah etal, 2022).

According to Judge etal (2003), the core
factors of self-evaluation are extracted from the
correlations among these four dimensions.
These general factors are important positive

predictors of life satisfaction and also serve as
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negative predictors of stress, tension, and
depression (Tims & Akkermans, 2017). Judge
etal (2005) defined core self-evaluation as the
basic assessment of an individual’'s
competencies and abilities. The presence of a
positive self-perception can empower people
to overcome various challenges and problems.

The utilization of key self-evaluation
principles in the workplace holds the potential
to foster employee well-being. Apart from these
principles, employees must embrace other
positive values to achieve wholeness (Chang et
al, 2012; Konopaske etal, 2017; Koppe & Schiitz,
2019; Stoia, 2018), such as a successful career.
Furthermore, a successful career necessitates a
comprehensive set of skills possessed by
employees, known as career competencies
(Amaliah & Wardani, 2021). This concept reflects
the knowledge and skills centered on the
development of an individual’s profession
(Wardani et al, 2021). (Akkermans, Schaufeli,
et al, 2013) defined career competencies as
sources of knowledge, skills, and abilities
centered on career development, which were
influenced by employees. According to
Akkermans et al. (2013), it encompasses two
specific defining dimensions, namely reflection
on motivation and reflection qualities. Reflection
on motivation involves contemplating values,
passions, and motivations regarding personal
profession (Akkermans & Tims, 2017; Tims &
Akkermans, 2017; Wardani & Amelia, 2022).
Meanwhile, reflection on qualities describes the

self-reflection on strengths, weaknesses, and
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career prospects based on the acquired skills
(Akkermans, Schaufeli, et al, 2013; Akkermans
& Tims, 2017).

Communicative Career Competencies,
namely the ability to communicate effectively
with other people, are important to increase
success in any profession. These competencies
have been shown to have two specific
dimensions, including networking and self-
profiling. Networking refers to an individual’s
awareness of their profession and value, as
well as the ability to expand networking as a
goal. Furthermore, it involves presenting
knowledge and self-communication skills to
external markets. Self-profiling refers to the
ability to communicate the knowledge and skills
possessed by a person to the internal and
external labor market (Wardani et al, 2021).
Behavioural Career Competencies focus on
shaping a career by taking proactive actions.
Within this dimension, there are two sub-
dimensions, namely work exploration and
career control. Work exploration is defined as
the act of actively exploring and seeking job-
related and career-related opportunities in the
internal and external labor market (Wardani &
Amelia, 2022). In comparison, career control
refers to the ability of an individual to set goals,
plan their careers, and meet basic needs.

Core self-evaluation and career
competencies are significant skills that must be
possessed by professional employees to
successfully handle various challenges in their

workplace, such as company targets and rising
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job objectives. Employee well-being can be
attained with these skills since people are often
happier while making significant career
progression. According to Valickas and
Pilkauskaite-Valickiene (2014), career
competencies only led to increased subjective
well-being and positively impacted the society.
The long-term compatibility of people, jobs, and
professions, which is also related to subjective
well-being, can be improved through these
skills. This assertion promotes the development
of a study on the impact of core self-evaluation
and career competencies on employee well-
being, particularly for those working in Greater
Jakarta in the new normal period.

Judge etal (1998) on a model hypothesized
that core self-evaluation had a direct effect on
job and life satisfaction. In explaining the
previously mentioned relationship between core
self-evaluation and job satisfaction. Furthermore,
this relationship was mediated by the individuals’
perception of their jobs as having intrinsic
characteristics. For example, people with positive
self-esteem are more likely to find their work
interesting compared to those with negative self-
esteem. Similar findings were also obtained by
Judge and Bono (2001), where people with
positive self-esteem were more satisfied with their
work. Judge et al. (2005) found a strong
relationship between core self-evaluation and life
satisfaction.

Tims and Akkermans (2017) examined
core self-evaluation, which correlated with

work engagement but was mediated by job
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resources, job crafting, and career
competencies. The results showed that the
variable was a significant organizational value.
Career competencies were also found to play a
role as mediators in the relationship between
core self-evaluation and work engagement
Core self-evaluation motivated employees to get
involved in the workplace to advance their
careers favorably. Akkermans et al. (2013) in
their study on “The role of career competencies
in the Job Demands — Resources model”
revealed that career competencies did not only
contribute to career success but could also lead
to prosperity or well-being. The Job Demands
Resources (JDR) model developed by
Demerouti et al (2001) was used in this study
to examine the relationship between career
competencies and employee well-being. The
data collected in this shows a relationship
between career competencies and well-being
(Bakker & Demerouti, 2007).

Gibson and Hicks (2018) attempted to
establish a relationship between psychological
capital, core self-evaluation, and psychological
well-being in the work environment among
adult employees. Based on the results, core self-
evaluation consisted of locus control, self-
esteem, generalized self-efficacy, and
neuroticism, serving as positive predictors.
Furthermore, the variable was reported to be a
mediator between psychological capital and
well-being. Psychological capital and core self-
evaluation could also be used and implemented

in the workplace for assessment, selection,
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training, and career development to improve
the life quality of employees. Valickas and
Pilkauskaite-Valickiene (2014) conducted a
similar study, entitled “The role of career
competencies on subjective well-being,” and
the sample population consisted of public sector
employees. The results of this study concluded
thatemployees with career competencies values
could achieve a higher level of subjective well-
being.

Based on the results of these previous
studies, this current study was carried out to
identify the factors contributing to employee
well-being and their significance level in context
Core self-evaluation has been extensively
studied in various reports, but there is limited
information on career competencies and
overall employee well-being. The current
conditions could be novel and unique,
specifically during the COVID-19 pandemic’s
transitioning phase, where several company
sectors applied a new normal system at work.
Therefore, this study aims to determine the
impact of core self-evaluation and career
competencies on life, workplace, and
psychological well-being. Based on the study
objectives, it was hypothesized that core self-
evaluation and career competencies
simultaneously had an impact on employee
well-being in the new normal era. This study
could provide benefits in the form of new
scientific data in the field of psychology,
particularly organizational industrial

psychology, positive psychology, management,
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and other related areas. The results are expected
to allow employees to self-evaluate and enhance
personal career competencies as a way to
promote employee well-being, particularly

during the new normal period.

Method

This quantitative correlational study was
conducted using three variables, namely employee
well-being (Y), core self-evaluation (X1), and
career competencies (X2). A total of 512
respondents were initially selected in the Greater
Jakarta area, but only 366 were processed further
because the remaining were outliers and
damaged Furthermore, the samples were selected
using the accidental sampling method.

Data collection was carried out through
Google Forms and the questionnaire was
distributed on social media, such as Instagram,
Facebook, Twitter, WhatsApp large groups,
email and private chat Respondents in this study
were described based on age, gender, position,
marital status, field of work, and last education.

This study measured employee well-being
using the Employee Well-being Scale (EWBS)
developed by Zheng etal (2015). This measuring
tool consisted of three Dimensions, namely Life
Well-Being (LWB), Workplace Well-Being
(WWB), and Psychological Well-Being (PWB),
with a total of 18 items. The EWBS was then
processed using the translation method that had
been carried out in previous studies. Subsequently,
the validity and reliability of the try-out value of

the new measuring instrument were assessed.
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Table 1
Blueprint for Measuring Employee Well-Being

Dimension Example of Items No Item
Life well-being [ am satisfied with my life 1,4,7,10,13,16
Workplace well-being [ am satisfied with my work responsibilities 2,5,8,11, 14,17

Psychological well-being Now I feel that I am more mature than before 3,6,9,12,15,18,1

Note. Adapted from “Employee Well-Being in Organizations: Theoretical Model, Scale Development, and
Cultural Validation”, by X. Zheng, W. Zhu, H. Zhao, and C. Zhang, 2015. journal of Organizational Be.
36(5), 621-644 (https://doi.org/https://doi.org/10.1002 /job.1990)

Core Self-Evaluation Scales (CSES)
compiled by Judge etal. (2003) were used
to measure core self-evaluation. The scales
consisted of four dimensions, namely
generalized self-efficacy, self-esteem,

neuroticism, and locus of control
Furthermore, CSES comprised 12
statement items regarding self-evaluation,
as shown in Table 2.

Table 2

Core Self-Evaluation Measurement Blueprint

Dimension Example of Items Favorable Unfavorable
Self-esteem [ am confident that I can achieve success 1,3,5 2
Locus of control New normal situations make me unable to 9 6,10
control my work

Neuroticism The current situation makes me feel upset and 7 4,12
desperate

General Self-Efficacy I can handle most of my current problems 11 8

The Career Competencies Questionnaire

(CCQ), developed by Akkermans et al. (2013),

competencies. The 21 questions in the CCQ
covered the three-dimensional career

was employed in this study to measure career competencies.

Table 3

Blueprint for Measuring Career Competencies

Dimension Example of Items No Item
Reflective career competencies [ know what I like from my work 1,2,3,4,5,6,7
Communicative career competencies [know how to ask for advice from people 8,9,10,11,12,13,14
in my network
I know how to develop my skills in my 15,16,17,18,19,20,21
current working environment

Behavioral career competencies

The measuring instrument in this try-out
used a scoring technique consisting of five
choices, including Strongly Disagree (SD),
Disagree (D), Unsure (U), Agree (A), and
Strongly Agree (SA), with values of 1, 2, 3, 4,

and 5, respectively. The reliability test was

PSIKOLOGIKA Volume 28 Nomor 2 Juli 2023

carried out to assess the consistency of the
answers provided by respondents using
Cronbach’s Alpha scale. On this scale, an Alpha
value of < 0.6, 0.6-0.8, and >0.8 indicated low,
moderate, and reliability, respectively, as

shown in Table 4.
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Table 4
Reliability Test Results
Study Variable Number of Items a
Employee well-being 19 .760
Core self-evaluation 12 .658
Career competencies 21 .764

This study used a multiple linear
regression analysis approach and a source of
evidence for wvalidity, namely CFA
(Confirmatory Factor Analysis), which was
carried out using the Jamovi software. The
following are the results of the CFA for
employee well-being variable obtained by core
self-evaluation and career competencies. For
employee well-being, the Chi square = 258 (p <
.001), CFI =.895, TLI = .858, RMSEA = .0534
(.0441 - .0627). The Chi square for core self-
evaluation = 22.6 (p =.094), CFI =.991, TLI =
.984, RMSEA = .0348 (.00 -.061). For career
competencies, the Chi square =119 (p <.001),
CF1=.917, TLI=.905, RMSEA =.0658 (.0514 -

.0805).

Results

This study aimed to determine the
interactions between core self-evaluation,
career competencies, and employee well-
being. The 366 respondents used in this study
were employees in the Greater Jakarta area
from several industrial sectors, including
trade, services, education, military, civil
servants, and telecommunications. The
results showed that respondents belonged to
3 major age groups, namely 18-22 years

(10%), 23-45 years (79%), and 46-65 years
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(11%). Based on gender, the sample
population consisted of 52% male and 48%
female. The participants consisted of
(1%), and
Entrepreneurs (2%). A total of 57% of

Managers, Directors
respondents were unmarried, while 41% and
2% had widow and widower statuses,
respectively. Based on the field of work,
34%, 24%, 16%, 12%, 6%, 4%, and 4%
worked in the military, telecommunications,
services, industry, education, civil service,
and commerce sectors, respectively. The last
education of 39% respondents was S1, while
24%, 17%, 14%, and 6% had high schoo],
Diploma, SMK, and S2, respectively.

After obtaining the data above,
respondents were categorized based on the
hypotheses developed in this study, and the
distribution of their scores was performed.
Subsequently, a comparison of the scores
obtained was carried out along with an
evaluation of tendency. The categorization
was performed with the hypothetical
statistics of measuring instruments using
the mean and standard deviation.
Hypothetical categorization of employee
well-being, core self-evaluation, and career
competencies variables is presented in

Table 5.
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Table 5
Descriptive Hypothesis of Three Measurement Tools
Scale Min Max SD M
cC 21 105 14 63
CSE 12 60 8 36
EWB 19 95 12.7 57

Based on Table 5, the hypothetical SD,
Xmin, and Xmax values of career competencies
were 14, 21, and 105, respectively.
Furthermore, these values affected the
hypothetical range value, with 21-49, 50-77,
and 78-105 respectively being placed in the
low, medium, and high categories. The SD, Xmin,
and Xmax of core self-evaluation values were

8,12, and 60, respectively. The results showed

that these values affected the range of
hypothetical values, with 12-28,29-44, and 45-
60 being in the low, medium, and high
categories, respectively. The SD, Xmin, and
Xmax of employee well-being was 12.7, 19], and
95, respectively. These values affected the
hypothetical range, with 19-44.3, 44.4-69.7,and
69.8-95 being in the low, medium, and high

categories, respectively.

Table 6
Categorization of Career Competencies
Category Range F %
Low 21-49 0 0
Moderate 50-77 58 15.8
High 78-105 308 84.2

Table 6 showed that there were no
respondents in the low category, while 58

Table 7

Categorization of Core Self-Evaluation

(15.8%) and 308 (84.2%) were in the medium

and high career competencies, respectively.

Category Range F %
Low 12-28 0 0
Moderate 29-44 44 12
High 78-105 322 88

Based on Table 7, none of respondents was

in the low category for the hypothetical value,
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while 44 (12%) and 322 (88%) had moderate

and high core self-evaluation, respectively.
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Table 8
Categorization of Employee Well-Being

Category Range F %
Low 19-44.3 0 0
Moderate 44.4-69.7 44 12
High 69.8-95 322 88

Table 8 showed that there were no

respondents in the low category, while 44 (12%)

and 322 (88%) had moderate and high

employee well-being, respectively.

Table 9

R?Test Results
Model R R2
1 461 213

Based on the correlation value (R =
461,R?=.213,p<.001), the results revealed

that core self-evaluation and career

employee well-being. Furthermore, the
remaining 78.7% could be attributed to

factors outside the variables observed in this

competencies had a 21.3% effect on study.
Table 10
T Value Regression Test
Model B B p
Constants 35.909 .370 .000
Core Self-Evaluation .542 176 .000
Career Competencies .158 .000

The t-regression test aimed to determine
whether the independent variable partially
affected the dependent variable. The following
hypothesis was developed in this study:

H1: There is an effect of core self-
evaluation (X1) on employee well-being (Y).

H2: There is an effect of career
competencies (X2) on employee well-being (Y).

The results showed the presence of a
correlation between various study variables,
including core self-evaluation and employee
well-being (R = .431, p < .001), career
competencies and employee well-being (R =

.304, p<.001), as well as career competencies
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and core self-evaluation (R =.348, p <.001).
Based on the multiple regression results, an F
value of (2,365) 0f49.108 (R=.461,R?=.213,
p <.001) was obtained. This indicated that core
self-evaluation and career competencies
simultaneously had a 21.3% effect on
employee well-being. The regression equation
obtained was Y = a + BX1 + BX2, and when
combined with the results, the equation
became EWB = 35.909 + .542 CSE +.158 CC.
The CSE and CC constants had a positive
correlation with the EWB value. Based on
these findings, H1 and H2 of this study were

accepted.
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The F test or simultaneous test was also
carried out in this study to determine core self-
evaluation and career competencies variables
that simultaneously affected employee well-
being variable. Based on the simple regression
results, an F value (2,365) 0f49.108 (p <.001)
was obtained, indicating that the estimated
linear regression model could be used to explain
the role of core self-evaluation and career
competencies on employee well-being.

The ANOVA test was carried out based
on the results of the age ANOVA test for
employee well-being variable. F values (2,365)
0f 1.979 (p=.140),0.467 (p=.627),and 1.827
(p = .162) were obtained for employee well-
being, core self-evaluation, and career
competencies, respectively, indicating that
there was no difference in the variables at the
respondents’ age.

Based on the education ANOVA test
results for employee well-being, the F value
(2,365) was .601 (p = .699), showing the
absence of a difference in the variable at
respondents’ educational level Furthermore, an
Fvalue (2,365) of.171 (p =.973) was obtained
for core self-evaluation. This finding indicated
that there was variation in the variable at
respondents’ educational level For career
competencies, the F value (2,365) was .920 (p
= .468), and this showed that there was no
difference in the variable. The marital status
ANOVA test results for employee well-being,
core self-evaluation, and career competencies

showed F values (2,365) of 2.157 (p = .117),
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2.514 (p = .082), and 2.637 (p = .073),
respectively, indicating that there were no
variations in the variables.

Based on the position ANOVA test results
for employee well-being, core self-evaluation,
and career competencies, the F values (2,365)
were 2.316 (p = .005), 0.987 (p = .466), and
1.459 (p = .124), respectively, showing the
absence of difference in the variables. The field
of work ANOVA test for employee well-being,
core self-evaluation, and career competencies
found F (6,365) values of .626 (p=.710), 1.124
(p =.348), and 1.164 (p = .325), respectively,
indicating that there was no difference in the

variables.

Discussion

This study aimed to examine the effect
of core self-evaluation and career
competencies on employee well-being among
workers in the Greater Jakarta area, specifically
in the new normal era. The results showed that
core self-evaluation had a significant influence
on employee well-being. Furthermore, this
variable was a characteristic of a stable
personality, including an individual’s
assessment of themselves, their abilities, and
self-control. Individuals with a core self-
evaluation tended to be more able to think
positively about themselves and be confident
in their abilities (Bhanthumnavin &
Bhanthumnavin, 2015; Jiang, 2015; Konopaske
etal, 2017; Sharma & Misra, 2017; Smedema et
al, 2022; Stumpp et al, 2010). Therefore, the
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main finding in this study was that core self-
evaluation had more effect compared to career
competencies. This result was in line with
Gibson and Hicks (2018) that the variable had
a positive correlation with well-being. Gibson
and Hicks (2018) explored the influence of
core self-evaluation and psychological well-
being at work. The results showed that core
self-evaluation involving locus control, self-
esteem, generalized self-efficacy, and
neuroticism were separate positive predictors
of well-being.

Employee well-being was also impacted
by career competencies. Employees were able
to enhance their career in the future and
eventually achieve well-being with the
possession of career competencies. This result
was in line with Valickas and Pilkauskaite-
Valickiene (2014) that the variable led to higher
subjective well-being. Career competencies
could ensure a better match between
individuals, jobs, and long-term professions
related to subjective well-being (Akkermans et
al, 2018; Plompetal, 2016; Tims & Akkermans,
2017; Valickas & Pilkauskaite-Valickiene,
2014).In a changing world of work, employees
should have the knowledge, skills, and attitudes
required to understand and deal with the
challenges and complexities of modern life.

In the context of career competencies,
employees who entered the workforce must be
allowed to pay attention to career competencies
by the company where they work, specifically

in education. Furthermore, there was an effort
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to improve employee well-being. These results
were in line with Akkermans et al (2013) and
Wardani and Amelia (2022) that the role of
career competencies could foster enhanced life
quality for employees.

Based on the results of this study, there
was a positive influence between core self-
evaluation and career competencies. This was
due to the strong dimension of core self-
evaluation, namely self-esteem, which had the
highest influence on the behavioral career
competencies dimension with the highest
correlation value. From these results, if
employees had good self-assessment and self-
confidence, they tended to have good behavior
that could support career progression.
According to a previous study, core self-
evaluation and career competencies had a
positive influence, but the focus was on the self-
efficacy dimension (Akkermans, Schaufeli, et
al, 2013; Anwar & Wardani, 2021). Employees
with good performance were more likely to
have opportunities to develop career
competencies (Akkermans et al, 2018;
Akkermans & Tims, 2017; Wardani etal, 2023).

The independent t-test was conducted
between core self-evaluation, career
competencies, and employee well-being on
gender demographic factors in this study. The
results of the t-test showed that there was no
difference between men and women for the 3
variables. ANOVA tests were also conducted for
these variables based on demographic factors,

namely age, education, marital status, position,
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and field of work, and the results revealed the
absence of variations. These findings were
consistent with previous studies, where core
self-evaluation distinguished between leaders
and other positions (Ding et al, 2020), and
individuals with high core self-evaluation
characteristics could perform well (Chiang et
al, 2014; Hirschi & Valero, 2015; Peng et al,
2016; Rosopaetal, 2019).

After controlling the effects of gender; age,
years of education, years of employment, and
work position, employee well-being still
predicted organizational commitment (Zheng
et al, 2015). In terms of career competencies,
there was no difference in the age of workers
in this study. This result was inconsistent with
previous studies, where young workers could
benefit from proactive behavior in career
development competencies. The results also
showed that young employees between the
ages of 16 and 30 were more relevant to
achieving career competencies (Akkermans,
Schaufeli, et al, 2013).

From the interviews with ten employees
in Greater Jakarta, they felt tired and stressed
in achieving the business targets set by the
company during the COVID-19 pandemic’s
transitioning phase in the new normal period.
However, 366 respondents indicated that high
core self-evaluation and career competencies
could affect their well-being. This showed that
an increase in core self-evaluation caused an
increment in well-being and career

competencies. The findings obtained were in
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line with the results of this study, where the
higher the career competencies, the higher the
well-being, and vice versa. These results were
consistent with previous studies, where the
variable had a relationship with well-being.
Several studies also showed that career
competencies had a moderating effect (Plomp
et al, 2016). The correlational analysis in this
study revealed a positive correlation between
the components of career competencies and
well-being.

According to Wardani and Noviyani
(2020, 2021), psychological capital and climate
were influenced by well-being. The results
showed that workers with good well-being
were likely to make positive contributions to
the company. Furthermore, Wardani and
Noviyani (2020) concluded that psychological
capital and work engagement were influenced
by the variable. In this case, the increase in work
engagement was observed when the
psychological capital exceeded the well-being.

Based on the results of Amaliah and
Wardani (2021), psychological empowerment
served as a partial mediator in the relationship
between psychological capital and employee
well-being. This study found that employee
well-being increased when it was influenced
by psychological capital and psychological
empowerment. In this case, companies could
also make policies to improve the condition of
their workers, leading to optimal performance.

Syaiful and Bahar (2017) reported that

spirituality and life satisfaction influenced the

201



Laila Meiliyandrie Indah Wardani, Ratna Sari Nurlita, Agnis Sombuling

quality of life. The spirituality and job
satisfaction variables could also affect the
quality of life independently or simultaneously.
The results showed that spirituality and life
satisfaction had a significant role in the quality
of life of young entrepreneurs. Furthermore,
Melati et al. (2019) found that spirituality in the
workplace could affect organizational
citizenship behavior. This occurred when
employees tried to be useful by showing
prosocial behavior. Strong attachment to work
could be expressed in the workplace, leading to
more positive contributions. Therefore,
companies must create activities that could
increase spirituality at work with various
activities to meet the spiritual needs in the

workplace.

Conclusions

In conclusion, this study was conducted
to investigate the effect of core self-evaluation
and career competencies on employee well-
being in the new normal era. The results
showed that core self-evaluation and career
competencies simultaneously had a significant
effect on well-being. Furthermore, there was a
positive correlation between core self-
evaluation and employee well-being.

The weakness of this study was that a
social distance had to be maintained during the
distribution of the questionnaires due to the
COVID-19 pandemic. Several companies had
also implemented a new normal system, which

caused a lack of direct access to employees.
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Consequently, the questionnaire was made in
the form of a survey link and was distributed
through social media. This situation led to the
inability to control the data filled in by
respondents directly. The study team had to
meet with several colleagues to guide and
ensure that they filled out the questionnaire

until it was submitted.

Suggestion

Based on the results, employees were to
implement core self-evaluation and career
competencies at work. Furthermore,
employees must make breakthroughs to
achieve targets, specifically in the new normal
period. They must also evaluate themselves,
have self-control, and have good self-esteem,
which were contained in the core values of
self-evaluation. The possession of these values
by employees could foster the ability to
overcome all work challenges, including
business and work targets thatincreased in the
new normal. The values of core self-
evaluation could also provide an opportunity
for promotions, ultimately improving
employee well-being. To improve employee
well-being, employees were advised to
develop a career by honing their
communication and networking skills, which
were values found in career competencies. The
simultaneous combination of core self-
evaluation and career competencies by
employees could facilitate the achievement of

employee well-being.

PSIKOLOGIKA Volume 28 Nomor 2 Juli 2023



Effect of Core Self-Evaluation and Career Competencies on Employee Well-Being in the New Normal Era

Acknowledgments

The authors are grateful to the Faculty of
Psychology, Universitas Mercu Buana,
Indonesia, and the Faculty of Psychology &
Education, Universiti Malaysia Sabah, for the

opportunity and the collaboration.

Funding

This study was funded by the Research
and Community Service Centre, Universitas
Mercu Buana, and Universiti Malaysia Sabah.
Furthermore, this study followed the
International joint research scheme No. 02-5/
IA/RISET/KLN/059/11/2022 with a total grand
of Rp 25.000.000,00.

References

Akkermans, J., Brenninkmeijer, V., Huibers, M.,
& Blonk, R. W. B. (2013). Competencies
for the contemporary career. Journal of
Career Development, 40(3), 245-267.
https://doi.org/10.1177/
0894845312467501

Akkermans, ]., Paradniké, K., Van der Heijden,
B.1.].M., & De Vos, A. (2018). The best of
both worlds: The role of career
adaptability and career competencies in
students’ well-being and performance.
Frontiers in Psychology, 9(September),
1-13. https://doi.org/10.3389/
fpsyg.2018.01678

Akkermans, J., Schaufeli, W. B., Brenninkmeijer,
V., & Blonk, R. W. B. (2013). The role of
career competencies in the Job Demands
— Resources model. journal of
Vocational Behavior, 83(3), 356-366.
https://doi.org/10.1016/
jjvb.2013.06.011

Akkermans, ]., & Tims, M. (2017). Crafting your
career: How career competencies relate
to career success via job crafting. Applied

PSIKOLOGIKA Volume 28 Nomor 2 Juli 2023

Psychology, 66(1), 168-195. https://
doi.org/10.1111/apps.12082

Amaliah, A.,, & Wardani, L. M. 1. (2021).
Psychological capital, psychological
empowerment, dan employee well-
being. Nasya Expanding Management.
https://play.google.com/ store/ books/
details/ Aam_ Amaliah_ Psychological_
Capital_ Psychological. Em?id=
hSxEEAAAQBA]

Anwar, N., & Wardani, L. M. L. (2021). Career
competencies for millennials. Nasya
Expanding Management. https://
play.google.com/store/ books/ details/
Nuril_ Anwar_ CAREER_
COMPETENCIES_ FOR_
MILLENNIALS?id=x_ w7EAAAQBA]

Atika, S., & Wardani, L. M. 1. (2021). Core self
evaluation and coping stress. Nasya
Expanding Management. https://
play.google.com/ store/ books/ details/
Sherly_ Atika_CORE_ SELF_
EVALUATION_AND_ COPING_
STRES?id=sIY1EAAAQBA]

Bakker, A. B., & Demerouti, E. (2007). The job
demands resources model: State of the art.
Journal of Managerial Psychology, 22(3),
309-328. https://doi.org/10.1108/
02683940710733115

Bhanthumnavin, D. E., & Bhanthumnavin, D.
(2015). Development of research-like
activities in everyday life measure and
association with core self-evaluation
scale in Thai undergraduate students.
International Journal of Applied
Psychology, 5(4), 103-108. https://
doi.org/10.5923/j.ijap.20150504.04

Chang, C.-H. (Daisy), Ferris, D. L., Johnson, R.
E., Rosen, C. C., & Tan, |. A. (2012). Core
self-evaluations. Journal of Management,
38(1),81-128. https://doi.org/10.1177/
0149206311419661

Chiang, Y.-H., Hsu, C.-C., & Hung, K.-P. (2014).
Core self-evaluation and workplace
creativity. Journal of Business Research,
67(7), 1405-1413. https://doi.org/
10.1016/j.jbusres.2013.08.012

203



Laila Meiliyandrie Indah Wardani, Ratna Sari Nurlita, Agnis Sombuling

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

Ding, H, Yu, E., & Li, Y. (2020). Transformational
leadership and core self-evaluation: The
roles of psychological well-being and
supervisor-subordinate guanxi. Journal of
Psychology in Africa, 30(3), 236-242.
https://doi.org/10.1080/
14330237.2020.1767934

Gardner, D. G, & Pierce, |. L. (2010). The core
self-evaluation scale: Further construct
validation evidence. Educational and
Psychological Measurement, 70(2),291-
304. https://doi.org/10.1177/
0013164409344505

Gibson, A., & Hicks, R. (2018). Psychological
capital and core self-evaluations in the
workplace: Impacts on well-being.
International Journal of Psychological
Studies, 10(2), 15. https://doi.org/
10.5539/ijps.v10n2p15

Hirschi, A., & Valero, D. (2015). Career
adaptability profiles and their
relationship to adaptivity and adapting.
Journal of Vocational Behavior, 88, 220-
229. https://doi.org/10.1016/
j.jvb.2015.03.010

Ip, P.-K. (2009). Developing a concept of
workplace well-being for greater China.
Social Indicators Research, 91(1),59-77.
https://doi.org/10.1007/s11205-008-
9325-5

Jiang, Z. (2015). Core self-evaluation and career
decision self-efficacy: A mediation model
of value orientations. Personality and
Individual Differences, 86, 450-454.
https://doi.org/10.1016/
j.paid.2015.07.012

Judge, T. A.,, & Bono, ]. E. (2001). Relationship of
core self-evaluations traits—self-esteem,
generalized self-efficacy, locus of contro],
and emotional stability—with job
satisfaction and job performance: A

204

meta-analysis. Journal of Applied
Psychology, 86(1), 80-92. https://
doi.org/10.1037/0021-9010.86.1.80

Judge, T. A, Bono, |. E., Erez, A., & Locke, E. A.
(2005). Core self-evaluations and job and
life satisfaction: The role of self-
concordance and goal attainment. Journal
of Applied Psychology, 90(2), 257-268.
https://doi.org/10.1037/0021-
9010.90.2.257

Judge, T. A, Erez, A., Bono, ]. E., & Thoresen, C.].
(2003). The core self-evaluations scale:
Development of a measure. Personnel
Psychology, 56(2), 303-331. https://
doi.org/10.1111/j.1744-
6570.2003.tb00152.x

Judge, T. A., Locke, E. A., Durham, C. C, &
Kluger, A. N. (1998). Dispositional
effects on job and life satisfaction: The
role of core evaluations. Journal of
Applied Psychology, 83(1), 17-34.
https://doi.org/10.1037/0021-
9010.83.1.17

Kammeyer-Mueller, ]. D., Judge, T. A., & Scott, B.
A. (2009). The role of core self-
evaluations in the coping process.
Journal of Applied Psychology, 94(1),
177-195. https://doi.org/10.1037/
a0013214

Konopaske, R., Kirby, E., & Kirby, S. (2017).
Positive disposition in the prediction of
strategic independence among
millennials. Administrative Sciences, 7(4),
38. https://doi.org/10.3390/
admsci7040038

Koppe, C., & Schiitz, A. (2019). Healthy leaders:
Core self-evaluations affect leaders’ health
behavior through reduced exhaustion.
Frontiers in Psychology, 10(April), 1-10.
https://doi.org/10.3389/
fpsyg.2019.00998

Li, X,, Guan, L., Chang, H., & Zhang, B. (2014).
Core self-evaluation and burnout among
nurses: The mediating role of coping
styles. PLoS ONE, 9(12), 1-12, e115799.
https://doi.org/10.1371/
journalpone.0115799

PSIKOLOGIKA Volume 28 Nomor 2 Juli 2023



Effect of Core Self-Evaluation and Career Competencies on Employee Well-Being in the New Normal Era

Melati, P,, Mardhatillah, A., & Savitri, S. 1. (2019).
Role of work-family conflict and
workplace spirituality in predicting
organizational citizenship behavior
among teachers? Southeast Asia
Psychology Journal, 7(3),92-103. https:/
/www.cseap.edu.my/sapj/index.php/
journal/singleJournal /160

Page, K. M., & Vella-Brodrick, D. A. (2013). The
working for wellness program: RCT of
an employee well-being intervention.
Journal of Happiness Studies, 14(3),
1007-1031. https://doi.org/10.1007/
$s10902-012-9366-y

Peng, ]., Li, D., Zhang, Z., Tian, Y., Miao, D., Xiao,
W, &Zhang,]. (2016). How can core self-
evaluations influence job burnout? The
key roles of organizational commitment
and job satisfaction. Journal of Health
Psychology, 21(1), 50-59. https://
doi.org/10.1177/1359105314521478

Plomp, J., Tims, M., Akkermans, J., Khapova, S.
N., Jansen, P. G W,, & Bakker, A. B. (2016).
Career competencies and job crafting.
Career Development International,
21(6), 587-602. https://doi.org/
10.1108/CDI-08-2016-0145

Prasetya, P, Wardani, L. M. I, Sholihah, A. S,,
Astuti, N., & Ramadhani, Z. M. (2021). Core
self-evaluation dan regulasi emosi pada
anak jalanan. Nasya Expanding
Management https://books.google.co.id/
books/about/ CORE_SELF_
EVALUATION_ REGULASI_ EMOSI_
PADA.html?id=0zc7EAAAQBA]&redir_esc=y

Ramadhany, M., Habsji, T. Al, & Mukzam, M. D.
(2013). Pengaruh program kesejahteraan
karyawan terhadap semangat kerja
karyawan dan prestasi kerja karyawan
(Studi pada karyawan tetap kompartemen
SDM PT. Petrokimia Gresik). Jurnal
Administrasi Bisnis S1 Universitas
Brawijaya, 2(2), 127-136. http://
administrasibisnis. studentjournal ub.ac.id/
index.php/jab/ article/view/ 105

Risnawati, E., Nuragmarina, F,, & Wardani, L. M.
[. (2021). Peran father involvement

PSIKOLOGIKA Volume 28 Nomor 2 Juli 2023

terhadap self esteem remaja. Psympathic/
: Jurnal llmiah Psikologi, 8(1), 143-152.
https://doi.org/10.15575/psy.v8i1.5652

Rosopa, P. ., McIntyre, A. L., Fairbanks, I. N,, &
D’Souza, K. B. (2019). Core self-
evaluations, job complexity, and net
worth: An examination of mediating and
moderating factors. Personality and
Individual Differences, 150(July),
109518. https://doi.org/10.1016/
j.paid.2019.109518

Ryff, C. D. (1989). Happiness is everything, or
is it? Explorations on the meaning of
psychological well-being. Journal of
Personality and Social Psychology, 57(6),
1069-1081. https://doi.org/10.1037/
0022-3514.57.6.1069

Sharma, P. K., & Misra, R. K. (2017). Core self
evaluations scale: An empirical
attestation among software professionals.
Procedia Computer Science, 122, 79-85.
https://doi.org/10.1016/
j-procs.2017.11.344

Smedema, S. M., Lee, D., & Bhattarai, M. (2022).
An examination of the relationship of
core self-evaluations and life satisfaction
in college students with disabilities.
Rehabilitation Counseling Bulletin,
65(2), 129-139. https://doi.org/
10.1177/0034355221993569

Spence Laschinger, H. K., Finegan, ]., & Wilk, P.
(2011). Situational and dispositional
influences on nurses’ workplace well-
being. Nursing Research, 60(2), 124-
131. https://doi.org/ 10.1097/
NNR.0b013e318209782e

Spreitzer, G, & Porath, C. (2012). Creating
sustainable performance. Harvard
Business Review. https://hbr.org/2012/
01/creating-sustainable-performance

Stoia, E. (2018). Employee work passion: A
theoretical review. https://
repositori.uji.es/xmlui/bitstream/
handle/10234/177113/TFM_ 2018_
Stoia_  Eunice.pdf? sequence=
1&isAllowed=y

205



Laila Meiliyandrie Indah Wardani, Ratna Sari Nurlita, Agnis Sombuling

Stumpp, T,, Muck, P. M,, Hiilsheger, U. R,, Judge,

T. A, & Maier, G. W. (2010). Core self-
evaluations in Germany: Validation of a
German measure and its relationships
with career success. Applied Psychology,
59(4), 674-700. https://doi.org/
10.1111/j.1464-0597.2010.00422 x

Sulaeman. (2020). Target dan strategi

perusahaan harus berbuah di era new
normal. Liputan6.Com. https://
www.liputan6.com/bisnis/read/
4266359 /target-dan-strategi-
perusahaan-harus-berubah-di-era-new-
normal

Syaiful, I. A., & Bahar, R. N. A. (2017). Peran

spiritualitas dan kepuasan hidup terhadap
kualitas hidup pada wirausahawan muda.
HUMANITAS, 13(2), 122-134. https://
doi.org/10.26555/
humanitas.v13i2.6068

Thiruchelvi, A., & Supriya, M. V. (2012). An

investigation on the mediating role of
coping strategies on locus of control -
wellbeing relationship. The Spanish
Journal of Psychology, 15(1), 156-165.
https://doi.org/10.5209/
rev_SJOP.2012.v15.n1.37302

Tims, M., & Akkermans, ]. (2017). Core self-

evaluations and work engagement:
Testing a perception, action, and
development path. PLOS ONE, 12(8), 1-
19,e0182745. https://doi.org/10.1371/
journalpone.0182745

Tyler, N., Heffernan, R., & Fortune, C.-A. (2020).

Reorientinglocus of control in individuals
who have offended through strengths-
based interventions: Personal agency
and the good lives model. Frontiers in
Psychology, 11(September). https://
doi.org/10.3389/fpsyg.2020.553240

Valickas, A., & Pilkauskaite-Valickiene, R.

206

(2014). The role of career competencies
on subjective well-being. Procedia -
Social and Behavioral Sciences, 116,
2736-2740. https://doi.org/10.1016/
j-sbspro.2014.01.646

Wardani, L. M. I, & Amaliah, A. (2020). The role
of psychological empowerment as
mediator between psychological capital
and employee well-being. Journal of
Critical Reviews, 7(13),291-296. https:/
/doi.org/10.31838/jcr.07.13.49

Wardani, L. M. I, & Amelia, L. (2022). Career
competencies: Mediator psychological
empowerment dan employee well-being
di era new normal. Nasya Expanding
Management https://play.google.com/
books/ reader?id= NF50EAAAQBAJ&
pg=GBS.PR5& hl=af

Wardani, L. M. I, & Anisa, C. (2021). Core self-
evaluation: Perbandingan antara
Indonesia dan negara lain. CV. Pena
Persada. https://doi.org/10.31237/
osfio/dvqgjk

Wardani, L. M. I, Apriliani, A., Riskinanti, K,
Dearly, D., & Sharif, S. B. (2023). The role
of employee well-being as a moderator:
Job crafting and work engagement.
Indigenous: Jurnal llmiah Psikologi, 8(1),
22-38. https://doi.org/10.23917/
indigenous.v8i1.19903

Wardani, L. M. I,, Depati, M. C. R, Sombuling, A.,
& Risnawati, E. (2022). Active coping
style and pharmacist’s burnout during
pandemic COVID-19. International
Journal of Health Sciences, 6(3), 1283-
1296. https://doi.org/ 10.53730/
ijhs.v6n3.12107

Wardani, L. M. I,, & Firmansyah, R. (2021).
Work-life balance para pekerja buruh.
Nasya Expanding Management https://
play.google.com/ store/books/ details/
Laila_ Meiliyandrie_ Indah_Wardani_
W O R K _ L I F E
BALANCE?id=g712EAAAQBA]

Wardani, L. M. 1., & Noviyani, T. (2020).
Employee well-being as mediator of
correlation between psychological
capital and psychological climate. Journal
of Educational, Health and Community
Psychology, 9(2),47-63. https://doi.org/
10.12928/jehcp.v9i2.14357

PSIKOLOGIKA Volume 28 Nomor 2 Juli 2023



Effect of Core Self-Evaluation and Career Competencies on Employee Well-Being in the New Normal Era

Wardani, L. M. I, & Noviyani, T. (2021). Well-

being pekerja psychological capital dan
psychological climate. Nasya Expanding
Management

https://play.google.com/store/ books/details/

Laila_Meiliyandrie_ Indah_Wardani_
WELL_BEING_PEKER]?id=07E2EAAAQBA]

Wardani, L. M. I,, Sekarini, D. A., Syaputra, R. D,,

Kartikawati, M. S., Dawanti, R., Mulia, D.
D. A, & Malek, M. D. A. (2021). Career of
horizontal education mismatch workers:
Career competency, job crafting, and
work engagement Journal of Education
and Learning (EduLearn), 15(3), 414-
424. https://doi.org/ 10.11591/
edulearn.v15i3.19866

Wardani, L.M.I., Sholihah, A. S., Astuti, N.,

Prasetya, P, & Ramadhani, Z. M. (2022).
The Prisoners’ Core Self-Evaluation.
Nasya Expanding Management https://
www.google.co.id/books/ edition/ The_
Prisoners_ Core_ Self Evaluation/
D8aUEAAAQBAJ]?hl=en&gbpv=0

PSIKOLOGIKA Volume 28 Nomor 2 Juli 2023

Wulandari, S. S., & Wardani, L. M. L. (2021).

Employee well-being hubungannya
dengan psychological capital dan work
engagement. Nasya  Expanding
Management

https://play.google.com/ store/books/ details /

Sintia_ Suci_Wulandari_E MPLOYEE_
W E L L _ B E T N G
HUBUNGAN?id=IUw2EAAAQBA]

Zheng, X., Zhu, W,, Zhao, H., & Zhang, C. (2015).

Employee well-being in organizations:
Theoretical model, scale development,
and cross-cultural validation. Journal of
Organizational Behavior, 36(5), 621-
644. https://doi.org/10.1002/job.1990

»

Received 18 July 2022
Revised 31 May 2023
Accepted 28 July 2023

207



Laila Meiliyandrie Indah Wardani, Ratna Sari Nurlita, Agnis Sombuling

208 PSIKOLOGIKA Volume 28 Nomor 2 Juli 2023





